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Workplace Stress and Its Management
Selamawit, Goitom Abraharh

ABSTRACT

In most cases, workplace stresses are happening in the work of humanitarian
organization. This is because the work is more emergency that is should be
finalized within specific period of time. The case of workplace stress also
believed to be happening in NRC Ethiopia because of different reasons like
workload and the working environment of the offices are located. In addition,
there is no formal guideline on how to handle workplace stress. Therefore, the
main objective of this research isto explore to what extent employees of NRC are
stressed and assess the general stress management practice of the organization.
And in addition, this study is to determine the main causes and consequences of
stress at work, most stress symptoms and the coping mechanisms of stress. The
research also analyses the overall situation of workplace stress in the
organization under the study. Saffs in different field offices and Addis Ababa
office were requested to fill questionnaire and some management staff were
invited for interview in order to get more informational and practical examples
from the real and current situation of the organization. The researcher found out
that there is workplace stress that should be managed by individual staff and the
organization management. The most frequent work place stressors in the
organization includes workload, improper responsibility, role not clearly defined,
work amenities, self interest, poor communication, bad management practice,
organizational change policies and conflict in work. Because of these stressors
staff face the following stress symptoms: worry, restlessness, anxiety, depression,
poor judgment, feeling of insecurity, anger, sadness, inability to concentrate,
memory losing, headache, loss of energy, back pain, sleeping problem, under
eating and alcohol abuse. Therefore, to cope up with stress situation, employees
use different coping mechanisms including taking responsibility, learn better
communication, learn task management skills and the organization uses job
redesign/restructuring, improve communication, coaching, counseling and
medication. This shows stress management strategies used by this organization
so as to minimize the occurrence of workplace stress and to prevent the case
should be improved. Therefore, the staff and organization to be effective at work
and support the refugees in need, there should be stress management policy in
the organization and the staff should get training about stress and coping
mechani sms.

Key words:Workplace stress, stressors, stress symptoms, stress

management/prevention, effect of stress.
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Introduction

Pressure at workplace especially in humanitariargameation is
unavoidable but when it becomes excessive or ungeafde it leads to
stress. Work stress is the relationship betweassbdrs on the job and how
the worker physically and emotionally reacts. &traad strain have long
been associated with the work people do. It's ost the idea of physical
labor, but also the wear and tear of work on péspteental health. Stress
on the job, in fact, is something that almost evevgrking person
experiences. Is it the boss who breathes down yegk, the overtime
hours, the noise levels, or meeting deadlines?al’'smany other issues
(Hiriyappa, 2014).

Hiriyappa (2014), further underscores that whenkwsiress is prolonged
and severe, the risk of experiencing burnout irsgeaThere are periods
when work can become over-whelming and preventraaldife. When this
happens, we call it burnout. Thus, burnout is thredition where unrelieved
stress creates a psychologically crippling statetli@ worker. Hiriyappa
notes that this dangerous condition can be overcdnits stages are
recognized and addressed early. He also stressds nthny factors
contribute to work stress in which some factors m@e important than
others; though each can be influential. These fadtwlude: nature of the
job, work relationships, organization role, careatevelopment,

organizational structure and atmosphere, or nork\amtors.

On the other hand, Lakhwider and Raghbir (2006¥sstthat among the
major dangers caused by workplace stress are pogsigal and mental
health; leads to psychological problem; difficuti tnaintain a healthy
balance between work and non-work life; engagenimealthy activities like
smoking, drinking and abusing drug. They add, iy r@@en result in serious
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health problems such as coronary heart diseasesrteyision, diabetics,

gastrointestinal disorders; peptic ulcer, asthmgraine, etc.

From the above discussions, we can realize thakplage stress can
significantly affect the health of employees. Olgly, unhealthy
employees will not be productive, and this willturn negatively affect the

performance of the organization.

Many studies confirm that job life is one of thepiontant part of our daily
lives which cause a great deal of stress. A stunlydected on health
workers in private hospitals in India of indicatiast occupational stress
can come from working conditions themselves, sushogerload, poor
interpersonal relations and physical working canddg, as well as job-
related factors like discrimination, lack of oppaority for advancement, and
boredom. According to this study, both men and wofaee many of these
stressors. The study further specifies that théovohg eight individual
factors influence the stress more: overload (waid}p depression, work
under considerable tension, scolding of boss famomimistakes, abusive
comments, less salary, lack of proper career ladaer night shifts (Muthu,
2012).

The Norwegian Refugee Council (NRC) is an indepahdeganization,

humanitarian, non-profit, NGO which is establistiedprovide assistance,
protection and durable solutions to refugees atetnally displaced persons
(IDPs) worldwide. It promotes and protects the tsgbf people who have
been forced to flee their countries, or their honvékin their countries. The
organization operates in more than twenty countiresAfrica, Asia,

America and Europe. Initially, NCR was establislheder the name Aid to
Europe in 1946, to assist refugees in Europe #fieerSecond World War.
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Today, it is organized as an independent privatedation.

NCR is currently operating in Ethiopia in close pemtion with UNHCR
and the Administration for Refugee and Returneeaifdf ( ARRA) to
support the refugees and vulnerable host commanibee to the pressing
humanitarian needs of the refugees in Ethiopia, NiG&® decided to
establish a program presence in the country wito@dination office in
Addis Ababa. The Council is currently operatingDolo Ado — Somali
Region; Shire — Tigray Region; Assosa — Benisha@uhuth Region; and
Gambela. NCR is committed to continue and expasigriograms in line
with the emerging needs of refugees and host conmimsinHowever, to
successfully meet its mission, it needs to give ditention to the security
and safety of its staff in general, and its fielaffsin particular. Most of the
organization’s staff are exposed to stress sineg diften find themselves in
remote field locations dealing with people who a@mea desperate and
hopeless situation. They may not also get adegsipport and prompt
response to their inquiries from the central mansgd due to the
remoteness of the field sites locations. In gendhedy are exposed to a
stressful work and living environment. They neeé@ support of their
immediate supervisors to effectively and efficigrekecute their duties and
responsibilities. So far no study that addresses workplace stress
magnitude in the organization has been conducted. tBere are some
indications that inculcate the need of investigatitne situation. The
purpose of this study is, therefore, to assessrthgnitude of workplace
stress of NRC staff, and examine the way it is rgadaln other words the
study intends to check whether it is the right krat its workplace stress
practices.
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Statement of the problem

The safety and welfare of NRC staff are of gregpantence. In order to
maintain safety, a good working environment anddpobivity at work, a
reasonable balance between work and private ligssential. Managers are
expected to encourage staff to get sufficient timerest, take physical
exercise and to recuperate. Some staff (oftenebgssrienced) in NRC often
find themselves in remote field locations, freqhemiithout the benefit of
team support close by. These colleagues are vibéwdxkneficiaries and by
the public as representatives of NRC. The vulnétabof such staff to
stress and insecurity can place such staff inatiffipositions. Supervisors
are expected to be aware of these pressures amdaxperienced staff need

to be involved in providing adequate guidance argpert.

There are some documents used by NRC to give adwuick guidance
regarding stress handling, debriefs and follow ftpracritical incidents.

Some of the documents are not NRC specific docwsnieutt references to
HR networks, INGOs and UN organizations. Therefa®,work stress is
thought to affect individuals’ psychological andypital health as well as
organizations’ effectiveness in an adverse mammurhaving own detailed
guiding document for NRC to deal with work stressraed to have its own

problem.

Observations indicate the existence of stress pnoblin the organization. It
is frequently reflected during formal and informdiscussions there are
significant stress problems that need the atterdiotine organization. It is
commonly heard that among the factors that cortiba employee’s stress
are: working extra hours, that is over stretch;compensation for extra
hours; the remoteness of working areas and verybather without proper

ventilation system in the office and accommodatjgiaces; threat of
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security because offices are located in boardexsam stress management
and prevention mechanism used by the organizationflict among staff
for various reasons; organizational structure goblunclear responsibility;
and leadership style of some managers and offitidcgo Thus, there are
stress symptoms. This study therefore, intendavestigate how the above
factors are serious in aggravating the stress efethployees working for

the organization and prove or disprove the assumspti
Objectives of the study

The general objective of this study is to assesshat extents the staff of
NRC are stressed and examine the general stressgsraent system of the

organization.

More specifically, the objectives of the study are:
1. To identify the most frequent reason/s of watress in the
organization and determine their seriousness;

2. To identify the frequently observed stress syonpx;

3. To find out the most effective ways used by dhganization to
prevent appearing stress and to fight with it; and
4. To find out the ability of the staff to cope wpth stress.

Literature Review
The concept of stress

Stress is emotional strain caused by differentsstnes. As per the WHO'’s
health series document, workers who are stresgedlsws more likely to be
unhealthy, poorly motivated, less productive ansk|leafe at work. Their
organizations are less likely to be successful competitive market.

Stress can be brought about by pressures at hodnat avork. Employers
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can not usually protect workers from stress arisiatgide of work but they
can protect them from stress that arises througk.wo

Stress at work can be a real problem to the orgéioiz as well as for its
workers. Good management and good work organizatierthe best forms

of stress prevention. lemployees are already stressed, their managers
should be aware of it and know how to help (WHQ)40

The goals of best practice objectives with regardttess management are
to prevent stress happening or where employeeslerady experiencing
stress, to prevent it from causing serious damagidir health or to the
healthiness of their organization (WHO, 2004).

Work related stress is the response people may Wwhea presented with
work demands and pressures that are not match#witoknowledge and
abilities and which challenge their ability to cof&ress occurs in a wide
range of work circumstances but it often made werken employees feel
they have little support from supervisors and @glees and where they
have little control over work or how they can copith its demands and
pressures (WHO, 2004).

Stress is common in the workplace. It is noticedlinemployees who are
working in an organization. It is pressure to coetg@iwork within stipulated
time. Employees are unable to either complete ayda a project. Stress is
increasing for everyone who is working with a parar project. This type
of stress is known as work stress. It is stregg@ssure to everyone who are
responding it due to busy schedule, organizatiooaimitment to complete
the project proposal. Work stress happens duedsspre from job and its
responsibilities. Work stress can lead to majorbfems of physical and
mental health. It adversely affects work perforneat the employee in
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terms of unhealthy, poorly motivated, less produectind less safe at work.
These things result to arise to stress (Hiriyagpa4).

Causes of stress

There is often confusion between pressure or aigdleand stress and
sometimes it is used to excuse bad managementgeraBPressure at the
workplace is unavoidable due to the demands of etoporary work

environment. Pressure perceived as acceptable lydandual, may even

keep workers alert, motivated, able to work andneaepending on the
available resources and personal characteristicaveMer, when that
pressure becomes excessive or otherwise unmanagéalgads to stress.
Then, it can damage the workers’ health and busipesformance (WHO,
2004).

Poor work organization that is the way we desigmsjand work, and the
way we manage them, can cause work stress. Betteseaspects of work
have the potential for causing harm, they are ddb¢ress-related hazards’
(WHO, 2004). As further asserted by WHO, excessivel otherwise
unmanageable demands and pressures can be caupedrbyork design,
poor management and unsatisfactory working conditiGimilarly, these
things can result in workers not receiving sufintisupport from others or

not having enough control over their work and rsssures.

Research findings show that the most stressful ofpeork is that which
values excessive demands and pressures that amatched to workers’
knowledge and abilities, where there is little oppoity to exercise any

choice or control, and where there is little supfram others.

Stress may also result from poor work conditionartipularly lack of
control, poor social relations and lack of sociaport, lack of rewards,
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work overload (particularly too many administratitasks), or routinization
(Nina, 2005).

The following are the commonly known reasons foress to happen:

1. Employees’ roles undefined clearly- the employee is not aware about
the nature of his work and his role in the orgaiirehe/she will be
certainly exposed to stress. An organization mefind the role of all
employees at the time of employment, in order tluce the stress level
of employees at different levels.

2. Improper responsibilityStresss accumulated due to improper
responsibilities, which are assigned to the jolumbent. It leads to
stress to employees and employers.

3. Conflicting workplaceConflict leads to generate stress to all workers
who are in different positions and work in sevgnalblems.

4. Self interestlt is the goal of an individual employee and emplayfeain
enterprise. It leads to conflicts, quarrels, antitips to get positions,
management and administration. It affects to anammation’s
performance.

5. Lack of knowledgdt led to delays in project, failure of the projectlan
unable to complete the project. It leads huge sttesowners and
workers as the owner may be losing clients, andkearsrwill lose their

job. It creates stress, depression, anxiety andrang

6. Lack of power and positiondt is very prominent at the monitor,
implement and control the particular task of thekptace. Influencing
power and position at work place will create stressthe position
holder.

7. Noncooperation-Noncooperation leads to negative stress depression,

anger, anxiety in the workplace.
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8. Autocratic leadershipBoss makes policy and takes decisions
autocratically leads to negative stress to all woskn an organization.

9. Poor communication-not understanding instructions and guidance
from superiors will lead to stress and unable tmglete work at the
workplace.

10. Workload-Stressarises due to unmanageable heavy workload.

11.Bad management practiceManagement that negligent to the welfare
of the workers leads to stress, depression, amgerety and phobias,
etc.

12.0Organizational change policiet may lead to positive or negative
stress depending on the impact on staff survivéhénorganization.

13. Office politicsThe result of office politics either ruins or continued
with progress in an organization. Office politicee arequired for
development; welfare of activities towards a workgrwelcoming.
Office politics is not good for creating problenmsdffice, lockout, and
strike.

14.Worker amenitieswvorkers expect remuneration for their work. The
worker will not get the right compensation for theiork, promotions,
incentives and punishment lead to stress and affextwelfare of
workers at the workplace.

15.Unrealistic demaneWorkers put unrealistic demands of management

and it causes of stress, anger, anxiety and depnessmanage people.

Symptoms of stress

Stress is not always damaging or bad. A mild stmesy lead to an
improvement in an employee's job performance bhigher level of stress
and stress experienced over a long period of tirag adversely affect the

performance and well-being of an employee. Theeedifferent signs and
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symptoms that indicate that the person is undessirSixty-two stress
symptoms were identified after a thorough reviewitefature available on
the subject (Beehr and Newman, 1978; Schler, 1980mer, 1994). The
symptoms which were reported more frequently byréspondents include:
'being angry’, 'thinking about finding an altermatjob’, 'difficulty in getting

up early in the morning', 'nervousness, uneasiaessnsion’, ‘feeling hurt',
'bothered by low job performance’, 'getting irett ‘difficulty in making

right judgments’, 'headaches', 'preoccupied witlh feeused thoughts’,
'getting bored with almost everything', 'just wémtbe left alone’, 'bothered
by an uncertainty about whom to trust, 'difficulig concentrating’,

‘forgetfulness’, 'upset stomach’, 'getting tiresilga and 'feeling dissatisfied

in general(Kang & Singh, 2006.

The following are some of the most common symptomsgork stress:

Mental symptoms (anxiety, depression, restlessness, woooyr, judgment,
racing thoughts, irritability, sadness, anger,ifeg of insecurity, inability
to concentrate, memory losing, persistent sad optenfeeling, guilty
feeling, helplessness, hopelessness or worthlessaesable to concentrate,
mental sluggishness, thoughts of death or suiciden@ental shock, etc.);

Physical symptoms (back pain, chest pain, headaches, higi beat, high
blood pressure, frequent illness, decrease immumiigestive problem,
chronic depression, sleep problems, loss of eneztp), andBehavioral
symptoms (overeating, under eating, drug and alcalbwse, smoking, loss
of appetite, feeling of insecurity and inadequagygakened immune
system, diminished coping ability, depression, ofoofatigue, etc)
(Hiriyappa, 2014).
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Effects of work stress on individuals

The experience of work stress can cause unusualysidnctional behavior
at work and contribute to poor physical and meritahlth; leads to
psychological problem; difficult to maintain a hibgl balance between
work and non work life; engage in unhealthy adegt like smoking,

drinking and abusing drug; and may also affeciniaune system.

The various stress related problems like coronagrthdisease (CHD),
hypertension, diabetics, gastrointestinal disorde@meptic ulcer, asthma,
migraine, alcoholism, drug addiction, depressiord auicide, etc. are
accountable for poor employee hedlthkhwinder & Raghbir, 2006).

Effects of work stress on organizations

If key staff or a large number of workers are afbec work stress may
challenge the healthiness and performance of tganaation; this may

eventually affect the survival of the organization.

Work stress problems are further affecting orgaimomal performance
adversely by contributing to poor employee produigti high employee
turnover and absenteeism, poor organizational tim#&ow employee
morale, and higher degree of job dissatisfac(ioakhwinder & Raghbir,
2006).

Managing stress at workplace

Stress arises in the workplace whether with reagonithout reason. It is
possible to convert work stress load into bendfieietions. It leads to
favorable achievement of goals and reach work tamyenagement is
responsible for effective work management at waeland assigns the

roles and responsibilities of each worker at thekpiace. Management
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allocates function, duties, and work control of a&lnployees in an
organization; it must be clearly defined, prescrilz@thority and

responsibility. Decent management or excellentdesth the workplace are
the best level prevention of stress at the worlglathey are found and
evaluate the worker stress signs at the workpladdanager of a particular
workplace is required to find out the existencestiess and identify the

reasons and try to help the stressed person hpvetent it.

Managing stress at work place leads to productiaityvork, increase the
efficiency of work, reduced absenteeism, healthygpeoation and amicable
relationship with all the colleagues, achievemehtmission and vision.
Employers must develop positive stress at the wadepand try to avoid
negative stress. The employer provides an oppaytuior workers to
participate in decision making, meeting, policy mgk etc. Employers
consulted and make plans of action and work scleeaiudl changes in work
schedule with employees. Offer incentives and pt@nobenefits to
workers and share official information to workeSome of the stress
management mechanisms to be used by the orgamizattudes: work
redesign (by changing the demands of work, devetopwledge of
employees; improve employees control over work iastease amount and
quality of support received by employees); stresmagement training;
improve ergonomics and environmental design; dgvedeanagers in
dealing with stress; and organizational developntenimplement better

work and management system.

Workers must know also how to manage stress atplack. Some of stress
management to be used by workers includes:- betmgageous to face
stress; being self confident; fight to win stressfituations; identify causes

of stress and think how to overcome the situatexercise different sports;
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set time table, to do list and work priorities fledask management skills);
practice healthy diet system; avoid pitfalls andtakes; take responsibility
and complete accordingly; learn better communicas&ill; get enough
sleep; use emotional intelligence to solve problenge to anger
management counseling; avoid negative thinkingMdehareduce toxin
intake; relaxation; take care everyone either ahén@r workplace; and ask
professional helgHiriyappa, 2014).

Workplace counseling services are becoming inangisicommon(Hill,
2000), and it has been suggested that the main rationalgréviding these
services is to deal with work related strgBsinier, 1997) even though
counseling may not directly tackle hazards sucWak overload or lack of
control(Kristina & Stephen, 2005).

Coaching has become acceptable to organizatiomat@ge stress, improve
performance and achieve goals. Likewigklearn, 2001) suggests that
coaching can be useful in tackling stress as ithedp individuals to identify
stressors, find permanent solutions and maintaiangés (Kristina &
Sephen, 2005).

Steps of stress management

Stress management is to identify the sources e$stand this is not easy to
find. The true sources of stress are not alwayar cleis good to think about
how to cope with the stress in life. Even thougbr¢hare many ways to
solve problems that create stress, there is natfaemethod that works for
everyone and every situation. Therefore, it is m@gu to experiment
different techniques and strategies.

Coping can occur in anticipation of stressful emteu or in reaction to a

present or past situation and coping responsesaai@iiminating/reducing
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the sources of discomfort, altering one's appratfathe Stressor, and
managing /reducing the feeling of discomfort withime individual. These
coping responses are possible at the individuabugr and at the

organization levelgKang & Singh, 2004).

It has been acknowledged that individual well-bemgfluenced not only
by the amount of stress an individual experiencgsalso how an individual
copes with stresdakhwinder & Raghbir, 2004).

Stress management is the ability to maintain céordk@r oneself when
situation, people and events make excessive dem&eiisg in control of
your life is largely a matter of attitude. The diffnce between being in
control or out of control calls for investing sorti@e in planning. Planning
leads to anticipation of problems in advance anrdngp proactive and

corrective actiongDaisy, 2005).

When deciding which option to choose, it is helgtuthink of the following
four stress management strategies: avoid, altaptadr accept. In addition,
there are two strategies-making time for fun andpadealthy life style.
Each has a unique response to stress; there @lutma for managing “one
size fits all.” No one method works for everyone edery situation, so
experiment with different techniques and strategi@scus on what makes

you feel calm and in control.
Methodology

The total population of NRC Ethiopia employees 26.3These employees
are located in different field offices and the cahobffice found in Addis
Ababa. Accordingly, the sample size of the studys wlatermined using
sample size determination formula set by Glenn 320ds indicated below:
n=N + (1+ N (e)2)
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Where:

N = Population=326
e = Precision=0.05
n= N/(1+N*é):326/(1+326*(0.052))=326/1.815=180

All offices are considered based on the propontibstaff available and with
the sample size determined with a risk level of 5Bhus, 180 sample
employee respondents were selected using purpgsingling technique
proportionally from all the sites of the organipati Purposive, because
more emphasis was given to focus on the juniof,stafuming that they are
more vulnerable to stress and can provide relialf@mation that shows
the real situation. On the other hand, census ugEsl to select the
management team members involved in the interviessiens. Thus, all

were considered since their number is manageable.
Data collection tools used

Questionnaire was employed to collect data from ®@®0 sample
respondents drawn from the organization’s offiaested in Addis Ababa,
Assosa, Dolo Ado, Gambela and Shire. On the otlardh structured
interview was used to collect data from the managénteam. The
administration of this tool was intended to crobeak whether differences
exist between the perceptions of the employeestlamdnanagement and

determine the concern of the management.

The questionnaire designed consists of four partsiclw include:
background information of respondents; informatadyout organizational
stressors; stress symptoms encountered by respsnd@er stress coping
mechanisms used by both the staff and the orgammzathe interview
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checklist included ten structured questions foaysin workplace stressors,
the effect of stress on staff and organization, stness management system
used. Accordingly, interview was conducted with tmaintry management
team of NRC. Relevant documents were also constdtedmplement the
data obtained from the completed questionnaires #rel structured

interview.
Data analysis methods employed

Descriptive statistics was used to analyze the dallacted. Thus, the data
collected through questionnaire were analyzed daéinely using
frequency count and percentage. The data collebtedgh the organization
of interview sessions were on the other hand orgahas per the questions
designed, and analyzed qualitatively. Thus, bo@mngjtative and qualitative

data analysis methods were used to organize thégeds the study.
Results and discussions

This section discusses the findings obtained frovm s$elf-administered
guestionnaires distributed and the interview sessamlministered. As stated
earlier, the study intends to determine the mageitof workplace stress in
NRC; find out its causes and effects, and exarthresffectiveness of the
coping mechanisms used by individual staff membersthe organization.
All the 180 questionnaires distributed were perfignaollected. But
because of reasons beyond their control, some eofntanagement team
members were not able to appear for the interviesgisns. As a result, the
interview sessions organized were conducted witmdnagement team
members who were available, including the Countiye@or of NRC
Ethiopia. The findings are organized and presemntegl tables as indicated
below.
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Demographic characteristics of the respondents

The respondents were asked to indicate their geader, length of service
at NRC, and their educational background. Accoigintpe data pertaining
to the demographic background of the respondeptprassented in the table

below.

Table 1: General background of respondents

S/N Variables Frequency
1 Gender Number Percentage
Female 44 24
Male 136 76
Total 180 100
2 |Age
20-30 104 58
31-40 55 30
41-50 14 8
51-60 7 4
Total 180 100
3 | Length of service
1 year 67 37
1-2years 95 53
2 years 18 10
Total 180 100
4 | Educational Background
Primary 5 3
Secondary 16 8
Diploma 62 35
Degree and above 97 54
Total 180 100

As can be seen from table 1 above, the numberroélfe respondents is
44(24%) and the remaining 136 (76%) of the respoisdare male. Thus, the
organization is male dominated. This could be duth¢ nature of the work.

Source: Field survey
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Most of the sites are located in remote areas boglevith the refugees’
home countries. Regarding their age distributidd¥ 158%) belong to the
age group ranging from 20 - 30 years. On the dihed, 55 (30%)) lie in the
age group of 31 — 40 years. The rest of the resgandthat is, 21 (12%) are
above the age of 41. Thus, most of the organizatiemployees are in the
young age category. They may be physically stroraugh to face hardship
situations. On the other hand, the age composisidikely to indicate that
they may lack the required maturity and experietwecope with work

stress; and thus they may need close follow-upsapgort.

Concerning their length of service, 95(53%) of thspondents have served
from 1-2 years. On the other hand, 67(37%) of dspondents have served
for less than 1 year. The number of those who sefimtemore than one year
is 18 (10%). As can be seen from the demographta, daost of the
employees are junior. The reason is that this stuedg to focus on the
junior employees since they are the most vulnerablestress. In fact
majority of employees are junior because this omgdion has opened new
field offices within the past 1-2 years and starietplementing new

programs.

As regards the educational background of the redgpus, 62 (35%) possess
diploma, and 97 (54%) have obtained at least thrsir degree. Thus, the
organization is staffed with reasonably educatedkfeoce. This is likely to

enable the organization easily manage and/or hamdikplace stress. The
employees can easily understand the sources afsstmed try to cope up

with the stressors.
Common stressors in the organization

Based on the data obtained, the major organizatstressors are
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discussed in the table below.

Table 2: Common stressors in the organization aheit occurrence rate

Occurrence of organizational stressors
Organizational stressors Always Frequently | Rarely | Never Total
1 | Role ambiguity 16(9%), 32(18%) 65(36%)| 67(37%)| 180(100%)
2 | Improper responsibility 25(14"{0 24(13%)| 76(42%) 55(31%) 180(100%)
3 | Conflict in workplace 2(1%)  16(9%)| 76(42%) 85(47%) 180(100%)
4 | Self interest 28(15%  16(9%) 62(35%) 74(41%) 180(100%)
5 | Lack of knowledge 9(5%) 7(4%)|60(33%) 104(58%) 180(100%)
6 | Lack of power and position 14(8%) 14(8%)|39(21%)113(63%) 180(100%)
7 | Noncooperation 14(8%) 23(13%) 35(19%)108(60%) 180(100%)
8 | Autocratic leadership 12(6%) 28(15%) 44(24%) 96(54%) 180(100%)
9 | Poor communication 14(8%) 12(6%)|78(44%) 76(42%) 180(100%)
10 | Workload 42(23%  72(40%) 41(23%) 25(14%) 180(100%)
11 | Bad management practice 16(9%) 9(5%)|72(40%) 83(46%) 180(100%)
12 | Organizational change policies 5(3%) 14(8%)|74(41%) 87(49%) 180(100%)
13 | Office politics 9(5% 12(6%)|57(32%)102(56%) 180(100%)
14 | Worker amenities 23(13%  21(12%) 58(32%) 78(44%) 180(100%)
15 | Unrealistic demand 7(4%) 30(17%) 48(27%) 95(53%) 180(100%)

Source: Field survey

Table two above summarizes the responses of thplsagpresentatives on
the occurrence rate of the commonly known stressoesnely, role

ambiguity, improper responsibility, conflict in waalace, self interest, lack
of knowledge, lack of power and position, lack obperation, autocratic
leadership, poor communication, bad managementipeaorganizational

change policies, office politics, worker amenitiagrkload and unrealistic
demand. However, as can be seen from the datapdt@rence rate of
almost all of these stressors is not that signiticdhis may evidence the
concern of NRC in avoiding the causes of work str8hus, work stress
doesn’t seem to be that serious in the organizalibrs indicates that the

management of the organization given due atterttiothe importance of
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work place stress management. Proper work plassssstmanagement
usually leads to increased employees efficiencglthye cooperation and
amicable relationship with colleagues, reduced rmtesesm, and

achievement of the organization’s mission and wisi®n the other hand, it
seems that the employees are worried about thekleaus. Majority of the

respondents, that is, 114 (63%) confirmed thatodmurrence of workload
as a stressor is high. Therefore, the organizasorequired to study the
workload of each position and take the necessaryeciive measures.
Workload stress usually arises due to unmanagdatdey workload. If

their workloads are unmanageable, employees méayofaneet deadlines

and end up in stress.
Type of stress symptoms

Stress symptoms are categorized as mental, phyanchlbehavioral. The
respondents were asked about the occurrence @f sitvess symptoms while
executing their duties and responsibilities. TheBponses are presented in

Table three below.

Table 3: Common stress symptoms faced by NRC staff

Common stress Rate for the symptoms occurrence
symptoms
Mental Always |Frequently | Rarely Never Total
% % % % %
1| Anxiety 5(3%)| 30(17%)| 76(42%) | 69(38%) 180(100%)
2| Depression 7(4%) 23(13%)| 85(47%) | 65(36%) 180(100%)

3|Restlessness | 14(8%) 23(13%) 78(44%)  65(36%) 180(100%)

4/ Worry 14(8%)  25(14%) 65(36%) | 76(42%) 180(100%)

5| Poor Judgment 12(6%)  14(8%) 67(37%)  88(49%) 180(100%)
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6| Sadness 5(3%)  9(5%)| 62(35%) | 104(58%) 180(100%)
7| Anger 0(0% 7(4%)| 76(42%) | 97(54%) 180(100%)
8| Feelings of 5(3%) 12(6%) 72(40%) | 92(51%) 180(100%)
insecurity
9/ Inability to 2(1%) 21(12%) 42(23%) | 115(64%) 180(100%)
concentrate
10| Memory losing  2(1%) 12(6%) | 48(27%) | 118(65%) 180(100%)
Physical
1 | Back pain 5(3%) 32(18%) 32(18%) 111(62%) 180(100%)
2 | Chest pain 0(0%) 12(6%) 39(22%) 129(72%) 180(100%)
3 | Headaches 2(1%) 23(13%) 53(29%) 102(56%) 180(100%)
4 | High heart beat 0(0%) 7(4%) 37(21%) 136(76%) 180(100%)
5 | High blood 0(0%) 0(0%)| 32(18%) 148(82%) 180(100%)
pressure
6 | Digestive 2(1%) 7(4%) 32(18%) 138(77%) 180(100%)
problem
7 |Sleep problem  5(3%) 21(12%) 32(18%) 122(68%) 180(100%)
8 |Lossofenergy 9(5%)  9(5%) 55(31%) 106(59%) 180(100%)
Behavioral symptoms
1 | Over eating 0(0% 2(1%)| 25(14%) 152(85%) 180(100%)
2 | Under eating 2(1% 7(4%) 5 1(28%) 120(67%) 180(100%)
3 | Drug abuse 0(0%) 0(0%)| 32(18%) 148(82%) 180(100%)
4 | Alcohol abuse|  0(0% 2(1%)| 14(8%)| 164(91%) 180(100%)
5 | Smoking 0(0% 0(0%)| 18(10%) 162(90%) 180(100%)
6 | Chronic fatigue 0(0%) 0(0%)| 16(9%)| 164(91%) 180(100%)

Source: Research questionnaire
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As can be inferred from the data presented in Tdbtee above, the
occurrence rate of the mental stress symptoms tighad serious. On the
average, majority of the respondents, that is, (@3%6) reported that the
occurrence rate of mental stress symptoms is eitagg or nil. This

indicates that big majority of the staff is mentafitable. Regarding the
occurrence of physical stress symptoms, 39 (22%d)tkat it is rare. On the
other hand, 124 (69%) of the respondents confirthatl it never occurs.
Altogether, 160 (89%) of the respondents are inatiieement that physical
stress symptoms are either rare or non-existenhc&aing behavioral
stress symptom, big majority of the respondentscatdd that it is not
existent as a problem. The rest 26 (15%), confirtied its occurrence is
rare. Therefore, it is possible to conclude thatavéoral stress is not a

serious problem in the organization.
Stress coping mechanism by respondents

Employees are expected to be aware of the commpraygticed stress
coping mechanisms, in order to protect themseln@s the negative effects
of stress. Accordingly, the respondents were asigdte the frequency of
the stress coping mechanisms they usually exe@ssshown in Table four

below.
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Table 4: Respondents stress coping mechanisms

Coping Rate of coping mechanisms used
Mechanisms Always | Frequently Rarely Never Total
1 gt?er;% courageous to face 74(41%) 60(33%) 16(9%) | 30(17%)| 180(100%)
2 | being self confident 118(65%) 53(29%) 2(1%) 7(4%) | 180(100%)
3 fl_ght to win stressful 106(59%) 35(19%) 30(17%) 9(5%) | 180(100%)
situations
4 | identify causes of stress
and think how to 102(56%) 44(24%)| 23(13% 12(6%)180(100%)
overcome the situation
5 | settime table, to do list
and work priorities (learn| 111(62%) 39(22%)| 23(13% 7(4%)180(100%)
task management skills)
6 Sesg:::slse different 69(38%) 32(18%)| 44(24% 35(19%)| 180(100%)
7 g;zfetlr(:]e healthy diet 42(22%) 46(26%)| 46(26% 46(26%)| 180(100%)
8 | avoid pitfalls and 76(42%) 72(40%)| 23(13% 9(5%) | 180(100%)
mistakes
9 | takeresponsibility and | 159750y | aa2a%)|  2(1%) 5(3%) 180(100%)
complete accordingly
10 | learn better o o o o o
communication skill 127(71%) 42(23%) 9(5%) 2(1%) 180(100%)
11 | get enough sleep 111(62%) 32(18%) 28(15%) 9(5%)180(100%)
12| use emotional intelligence o snoy | 39(2006) |  23(1306)  28(15%)180(100%)
to solve problems
13 | gotoanger management 15 q00y | 2g(1506)| 25(14%)  111(62%)180(100%)
counseling
14 | avoid negative o 0 o o o
thinking/behavior 97(54%) 62(35%) 5(3%) 16(9%) 180(100%)
15 | reduce toxin intake 113(63%) 21(12%) 14(8% 32(18%)180(100%)
16 | Have time for relaxation | 60(33%) 55(31%)| 42(23% 23(13%)180(100%)
17 | take care everyone eithef
at home/workplace 106(59%) 35(19%)| 23(13% 16(99%)180(100%)
18 | ask professional help 81(45%) 30(17%)| 21(12% 48(27%)180(100%)

Source: Research questionnaire
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There is no single mechanism to cope up with stegéssorkplace. And
using different coping strategies and/or mechanigngery important in
order to reduce the negative effect of stress akplace. Table four above,
presents 18 stress coping mechanisms. As can bezetedrom the
responses, the NRC staffs seem to be aware ofrthss £oping mechanisms
they need to use when confronted with stressfulsiins. Most of them do
exercise the coping mechanisms listed, as carzeeafrom the responses.
On the other hand, it is noticed from the resporibes there are three
coping mechanisms that are not frequently usedhéytaff. As depicted by
102 (56%), 88(46%) and 79 (43%) of the respondgmésstice healthy diet
system, go to anger management counseling andisxesports, are not
frequently used by the staff as coping mechanisespectively. Thus they
need to be aware of these coping mechanisms. lergent can be
concluded that the NRC staff members are awardeftost commonly

used stress coping mechanisms.

Stress management, prevention and intervention ude by the

organization

The stress management mechanisms that the organiziat ought to
exercise include: removing hazard or reducing eyg#e’ exposure to it or
its impact on them; improving the organization’sligbto recognize and
deal with stress related problems as they occud;leatping employees to
cope with and recover from work related problemise Tespondents were
asked to reflect how often these stress managemectianisms are used by

the organization. The results are presented ineTiaa below.
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Table 5: Respondents’ views on the stress manageanpmevention

/intervention strategies used by the organization

Primary. Remove

Rate of prevention/intervention used by NRC

hazard or reduce
employees’ exposure to Always | Frequently Rarely Never Total
it or its impact on them
risk assessment 8(4%) 12(7%)| 19(11%) 141(78%) 180(100%)
2 |stress audits 5(3%) 10(6%) 8(4%)| 157(87%) 180(100%)
3 Jjob redesig 2(1%)| 14(8%)| 18(10%) 146(81%) 180(100%)
4 restructuring 2(1%) 19(11%)| 21(12%)| 138(77%) 180(100%)
5 A
improved 11(6%)| 18(10%)  17(9%) 134(74%) 180(100%)
communications
Secondary: Improve the organization’s ability
to recognize and deal with stress related
problems as they occur
1 health promotion 9(5%)| 12(7%) 18(10%) 141(78%) 180(100%)
policies
2 |training 6(3%) 8(4%) 13(7%) 153(85%) 180(100%)
stress/time/assertion
3 |coaching 3(2%) 13(7%)| 23(13%) 141(78%) 180(100%)
4 eward orientated 2(1%)| 15(8%) 22(12%) 141(78%) 180(100%)
management style
5 |healthy lifestyle 12(7%) 20(11%)| 13(7%)| 135(75%) 180(100%)
Tertiary: Help employees cope with and
recover from work related problems
1 |stress counseling 4(2%) 4(2%) 13(7%)| 159(88%) 180(100%)
2 |medication 8(4%) 13(7%)| 15(8%) 144(80%) 180(100%)
3 surgery 1(1%) 3(2%) 8(4%)| 168(93%) 180(100%)
4 loutplacement 0(0%) 9(5%) 10(6%) 161(89%) 180(100%)
counseling
5 |Employee assistance 2(1%)| 21(12%)  11(6%)| 146(81%) 180(100%)
programmes

Source: Field survey
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As the data in Table five above indicate, the imeatent of the organization
in managing and preventing stress seems to beAowording to159 (88%)

of the respondents, the involvement of the orgdimiman removing hazard
or reducing employees’ exposure to it, or its intpaic them, is rated as
rarely and never. Likewise, 160 (89%) of the regjmmms rated the
involvement of the organization in improving itsildp to recognize and

deal with stress related problems, as rare and/loiteover, as confirmed by
169 (93%) of the respondents, the effort made byotiganization in helping
employees to cope with and recover from work relgeblem is not to the

level of their expectation. They rated it as raighg never.

On average, about 90% of the respondents saidnthg@irevention and/or

intervention strategy is put in place by the orgation to manage or reduce
the risk of workplace stress encountered by it. dBat this opinion is in

contradict with the respondents’ views discussatkuifables two and three
above. The question is, if no stress managemeategtes are put in place,
how could the staff be free from pressure of th@monly known stressors
as well as stress symptoms? This seems to be @ tisat require further

investigation.
Analysis of data obtained through the administratio of interview

A total of 10 structured interview questions weexeloped and five willing
NRC management team members were intervieweda3siemption is that
triangulation of the qualitative data with the riéswf the quantitative study
would yield better in elaborating the case. Thestjoas posed focus on the
level of stress in the organization, the organaas policy on stress
management, the effect of stress on the performainites organization, and
the stress risks detection, prevention and inteéiweractivities implemented

by the organization. Their responses are summa&gddllows:
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1. Workplace stress is indispensable. But experiericstress in the
organization is not that serious. It depends on ribture of the
program implemented and the personality and capacit
individuals to cope up with stress.

2. Some of the major causes of stress are related dckload
(unplanned and urgent tasks, frustration to delivar time,
understaffing, etc.)

3. No well planned and organized stress managemertianetn. But
orientation is given during recruitment. Effort® aalso made to get
the employees relived from stress through the gearent of
motivation schemes, healthy relationship, and feaqifield visits by
Managers.

4. Line Managers and HR experts are expected to follgppvand
support employees cope up with stress.

5. No risk assessment carried out so far by the orgéion.

6. The management is aware that employees are ovedoadind

recruitment of additional staff will take place.
Concluding remarks

Based on the findings of the study, the followimgcduding remarks are

drawn:

1. The most serious workplace stress problem re@dsy majority of the
respondents is workload. Overloaded employees sty |to easily
frustrate when they fail to meet deadlines anddsteds set. So NRC is
required to conduct job analysis and ensure bathattecation of tasks

to its employees, based on their capability.

2. The commonly known symptoms of stress are meptaysical, and
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behavioral. Accordingly, the respondents were asieulit the frequency
of these symptoms. Surprisingly, more than 80% h& tespondents
reported that none of these symptoms is frequeriberved. This means,
most of the organization’s employees are mentafiy éehaviorally

stable and physically fit.

3. The results of the study indicate that moshef NRC staff members are
aware of the commonly used individual stress copimgchanisms.
Thus, they are applying most of the stress copingchanisms
recommended by professionals in the area. Howéwusrfound out that
quite considerable number of employees do not lzavareness about
the importance of using diet system counseling,eanganagement
counseling and physical exercise as stress copiachamisms. Thus,
efforts should be made to raise the awarenessdrtiployees about the

importance of these stress coping mechanisms.

4. Both the information obtained from the respondemployees and the
Management team members indicate that there is so@h well thought
stress prevention and management system design#te lmrganization.
Thus, more than 90% of the respondents reported mioa stress
prevention and/or intervention strategies are putplace by the
organization. Neither the Management team denied tBn the other
hand, it is confirmed that orientation on how t@eap with stress is
given to employees during recruitment. Efforts ateo made by the
Management to get employees relived from stresoutir the
arrangement of different motivation schemes, hgalttmployee
Management relationship and frequent field visity Managers.
However, it is advisable that the organization glesiand implements a

sound stress management system.



118 Selamawit and GoitAbraham

REFERENCES

1. Aljona, S. (2010)Thesis written on stress at work and stress
managementHAAGA-HELIA University of Applied
Science.

2. Debra A. Lindh. (2013)Thesis written on workplace stress.
MBSR and GDV, University of St. Thomas.

3. Daisy Chauhan & S. P. Chauhan. (20@)ess: Can it be a
motivating force for realising one's potential?Source: Indian
Journal of Industrial Relations. Vol. 40, No. 3r(J&005), pp.
410-4109.

4. Glenn D. Israel. (2013petermining Sample SizeUniversity of
Florida IFAS Extension.

5. Hiriyappa, B. (2014)Stress Management-leading to success.
Lexington, KY

6. HSE contract researcBtress research and stress management:
Putting theory to Work. report No. 61/1993.

7. Katherine et al (2008Effects of occupational stress management
intervention programs: A Meta-Analysis. Journal of
Occupational Health Psychology. Vol. 13, No. 1, 3—

8. Kiristina Gyllensten & Stephen Palmer. (2005an coaching
reduce workplace stressThe British Psychological
Society.

9. Lakhwinder Singh Kang & Raghbir Singh. (2008jress at work:
An assessment of the magnitude of various organizanal
stressors.Indian Journal of Industrial Relations, Vol. 42,.No
2 (Oct., 2006), pp. 190-202

10. Lakhwinder Singh Kang & Raghbir Singh. (200Managing
organizational Stress: A study in electronics indusy.
Source: Indian Journal of Industrial Relations, \394,
No. 4 (Apr., 2004), pp. 443-464



JBAS Vol.5 No. 1 June 2013 119

11.Layla Cassim. (2013PDptimal health and post graduate
study: a focus on wellness, stress management &
pharmaceutical services

12.Mark Saunders et al. (200esearch methods for business
students (3" ed.).Rotolito Lombarda, Italy

13.Morten Vejs Willert, Ane Marie et al. (2009Fhanges in stress and
coping from a randomized controlled trial of a three-
month stress management interventionScand J Work
Environ Health 2009, 35(2): 145-152

14.Nina Oginska-Bulik. (2005)Emotional intelligence in the workplace:
Exploring its effects on occupational stress and la¢th outcomes
in Human Service workers.International Journal of Occupational
Medicine and Environmental Health, 18(2), Poland.

15.Norbert K. Semmer. (2006)ob stress interventions and the
organization of work. Source: Scandinavian Journal of Work,
Environment & Health, Vol. 32, No. 6 (December 20Gp. 5
15-527

16.Norwegian Refugee Council. (2018ational staff handbook Ethiopia.

17.Norwegian Refugee Council. (201&ecurity policy.

18.Norwegian Refugee Council. (201Pplicy paper.

19.Norwegian Refugee Council. (2010Employment guidelines for
national staff

20.Sangeeta Gupta. (2010)hesis written on burnout and coping
strategies utilized by occupational therapists in
Ontario. Kingston, Ontario, Canada.

21. Stephen Palmer. (2002puknal of The Association for Rational
Emotive Behaviour Therapy.Volume 10 Number 1

22.Vibha A. Dave. (2012)Stress management/olume : 1 | Issue : 5 |
Assistant Professors, Government Arts College, Staah
Dist. Panchmabhal.



120 Selamawit and GoitAbraham

23.Russel et al (1997)he relationship of organizational politics and
support to work behaviors, attitudes, and stressJournal of
organizational behavior, VOL. 18, 159+180, USA

24.University San Luis Obispo, Californi8tress managementAcademic

Skills.

25.Center (ASC). California Polytechnic State.

26.World Health Organization. 200Rrotecting workers’ health. Series
No. 3.



