





Abstract

Work-related stress could be defined as ordinary reactions to the weight caused by work progress when existential circumstances change how the work is normally completed. The implication is increased poor workplace-related outcomes that impact employee performance and health soundness. The issue is pertinent in the modern workplace due to the increasing complexity of tasks and interpersonal communication barriers. Managers must, therefore, mitigate work-related stress to improve associations between them and employees. Employers monitor employee stress levels to mitigate elevated stress that negatively impacts performance (Rosander, 2013). Optimal stress levels are maintained by understanding the threshold manageable in work environments. Relief mechanisms are implemented in situations where the well-being of those in the office is impacted. Harshana (2018) discussed that stress was a negative work performance factor that reduced the competitiveness of work environments. However, Harshana (2018, 1) also discussed that work-related stress shouldn't be considered a negative factor of performance when in a fully engaged environment as it acts as a motivator. 
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1.Introduction
Stressful environments poorly affect employees' mental and physical health. Harshana (2018, 2) discussed that some external factors such as family issues were pertinent when examining overly heightened stress levels in employees. Stressful situations higher than the recommended threshold for employees in each context resulted in poor work performance when these situations were prolonged. Harshana (2018, 2) also described stress as a contextual issue that differed from person to person. Some people positively coped, whereas others negatively coped with stress. Harshana (2018, 2) described stress in this context as an employee's reaction to a situation they face that force them to react in a certain way. Harshana (2018, 2) noted that responses to stress were non-specific and emanated from different factors such as increased workload that increased the demand on the body.
This paper examines the causes of stress in the workplace in the European context. The aim is to identify causative agents and how these agents are increased throughout different work environments. The paper further examines the possible strengths and weaknesses of increased work-related stress and the opportunities these developments bring. Arguably, through examining evidence concerning work-related stress in Europe, feasible stress relief mechanisms are necessary to improve performance outcomes while maintaining competitiveness in the workplace for high-performance employees and the increased mitigation and therapeutic mechanisms for medium and low-performance workers. 



2. Causes of Work – Related Stress
Employers and employees must recognize causes for heightened work-related stress and take corrective stress to minimize harm. Employers should ensure their workers are not subjected to unnecessary stress. Indicators for stress include reduced work performance, anxiety, depression, and sleeping problems for employees. Examining the cause of stress is crucial to determine the markers that encourage its increase. Researchers introduced the concept of stress to theorize the determinants of work performance through different approaches. Prasad, Vaidya, and Kumar (2015, 62) noted theories that discussed stress and its effects. Scholars identified six work roles as stressful irrespective of vocational choice. Role overload (RO) determined the threshold an individual could accommodate without burnout (Prasad, Vaidya, & Kumar 2015, 62). RO increased anger and frustration in employees towards people responsible for increasing their workload beyond their threshold. Physiological arousal measures allowed the perception of decrements in performance.
Stress conditions are markers for the exertion and cognitive performance declines. Prasad, Vaidya, and Kumar (2015, 62) noted anxiety as a common stress condition that affected memory performance. Anxiety's negative effects on memory were established and accepted, marking individuals with high-stress levels as slower and deliberate in tackling mathematical functions (Prasad, Vaidya, & Kumar 2015, 62). Time pressure also increases stress and degrades performance in different occupational contexts. Judgment and decision-making are the cognitive domains significantly impacted by time pressure (Prasad, Vaidya, & Kumar 2015, 62). Prasad, Vaidya, and Kumar (2015, 62) noted that attention processes, vigilance, and visual search behavior suffered when time pressure increased since these functions are associated with judgment and cognitive decision-making abilities. Memory recalls cognitive functions degrade with increased stress. Concession making and integrative agreements are impaired when memory recall functions are strained by stress-reducing the ability to self-rate individual performance (Prasad, Vaidya, & Kumar 2015, 62). Overall, fatigue sets in, totally impairing work performance. Fatigue is reduced body function due to increased strain on the body. Prasad, Vaidya, and Kumar (2015, 62) indicated that diminished work capacity, reduced attention, decision making, perceptions, and skill performance were attributes of fatigue. Individuals feel tired, exhausted, or drowsy when fatigued (Prasad, Vaidya, & Kumar 2015, 62). Employees exposed to prolonged spells of stress experienced negative health outcomes. 
Prolonged stress increases the likelihood of problematic workplace characteristics such as cardiovascular diseases. Prasad, Vaidya, and Kumar (2015, 63) identified a link between heart diseases and behavior that increased stress in employees, such a bullying and harsh supervision. Conversely, favorable supervision and inclusive work environments were linked to lower blood pressure in employees (Prasad, Vaidya, & Kumar 2015, 63). Strain stressor association appears potent in the workplace setting since health outcomes are questioned as stress is increased.
Bullying is associated with mental health problems that are discussed. Rosander (2021, 1096) hypothesized an association between mental health issues and workplace bullying from inadequate role clarity and poor organizational order. Rosander (2021, 1096) discussed that workplace bullying exposed individuals to a myriad of health issues, with great emphasis on the poor mental health conditions developed from bullying. Scholars discussed it decreased cognitive function in earlier literature. Rosander (2021, 1096) argues that poor mental health increases exposure to bullying through a reversed effect. Rosander (2021, 1097) discussed that the reversed effect caused issues such as living up to expectations, poor workplace associative dissonance, increased sensitivity toward perceived aggressive behavior. Bullying thrived in environments where employees perceived expectations, demands, and values as contradictory and where their job expectations were perceived as unclear or unpredictable (Rosander, 2021, 1097). Therefore, an evaluation of factors that cause stress and the effects on employees through a PESTLE analysis is necessary to determine the most potent causative agents for work-related stress. A further GRID analysis is critical for examining the ideas that researchers could use to mitigate stressors in the workplace.

3. PESTEL Analysis
PESTLE (Political, Economic, Sociological, Technological, Legal, and Environmental) analysis examined the external factors that influence entity performance to guide decision making. The analysis covered present and possible future scenarios that affect work performance relating to stress. Research concerning different aspects that promote stress was conducted using empirical evidence to create the basis for a GRID and PMI evaluation of methods of minimizing stress. 
Political causative agents for stress emanate from the construction of the organization. By construction, the research examines transitional policies that either mitigate or increase stress in the workplace, affecting employee performance. Patro and Kumar (2019) discussed those organizational policies that governed relationships in the workplace affected stress levels in employees. Economic causative agents for stress could be termed parameters that increase the likelihood of success in individual careers. Patro and Kumar (2019, p. 413) noted that career growth was considered the main source of work-related stress. Inadequate clarity concerning career growth, such as job insecurity, inadequate training, poor promotion policies, or inadequate commitment from management, caused employees to strain in their workplaces (Patro and Kumar, 2019, p. 413). Sociological causative agents concern interpersonal relationships at the workplace. Prasad, Vaidya, and Kumar (2015) discussed those human resources in an organization interacted to achieve projected outcomes. Physiological and psychological performance effects emanated from the morale employees drew, which determined their cognitive ability (Sidhu, Signh, Virdi, and Kumar, 2019). Technological causative agents infer the additions to employee workloads that interfere with their routines and increase the demand concerning their tasks. Zyl, Eeden, and Rothmannn (2013, p. 76) discussed that job training improved job security, a causative agent for stress at the workplace. Inadequate exposure to training concerning technological developments at the workplace reduced job security and increased stress (Nekzada and Tekeste, 2013). Legal factors that promote stress when they do not favor employee job satisfaction. Amiri (2019) discussed those policies which do not promote an employee's mental needs, such as self-worth, by infringing on their fundamental rights, such as those that cause role incompatibility and ambiguity. Similarly, policies that govern employee relationships in a manner that limits their freedom excessively further increase work-related stress (Corso et al. 2013). Environmental factors that promote employee dissatisfaction and stress include organizational parameters that do not fully utilize an employee's skills or dissociate employee abilities and their functions. Amiri (2019) noted that there were job traits that influenced job stress, such as improper categorization or poor interpersonal relationships. 
4. GRID Analysis
GRID analysis was used for idea evaluation. The framework helped identify the risk factors for stress and mitigation techniques that targeted these areas using weighted criteria. Scholars drew the alternatives used in the analysis from the causative agents for stress. Researchers identified causes from the PESTLE analysis as job satisfaction, role confusion, organizational parameters, interpersonal conflicts, career development, and outsized role. The research drew from empirical evidence to propose weighted criteria that identified factors that bore higher consideration than others and used these figures to determine how organizations should respond to agents for increased stress. The alternatives in this research are positive stressors and negative stressors. The criteria chosen discuss the parameters that matter and affect the potency of the stressors. From the investigation, the requirements for identifying factors that increase or decrease stress are drawn from Prasad et al. (2015, p. 62) interpretation of stress-causing agents, including emotional, cognitive, behavioral, and psychological factors. The weights for each criterion were selected by the significance of each element on positively influencing work-related stress. Higher scores were placed on theoretical aspects that displayed higher importance. 



	Positive Stressor	Negative Stressor
Emotional	8	5
Cognitive	7	4
Behavioral	4	6
Psychological	8	3


The criteria weights multiplied the results to determine the optimal path in identifying stressors that researchers must mitigate. The grid was built using a collaborative evaluation concept, where the average multiple responses. Positive stressors had a criterion weight of 9 since the research aimed at identifying how stress increases in the workplace. Researchers identified negative stressors as those that grew the well-being of employees and were weighted using a score of 4 since the high competitiveness of workplace environments was relatively mitigated.

	Criteria
	Positive Stressor
	Negative Stressor

	Criterion Weight
	9
	4

	Emotional
	7 (x9) = 63
	4 (x4) = 16

	Cognitive
	4 (x9) = 36
	6 (x4) = 24

	Behavioral
	8 (x9) = 72
	3 (x4) = 12

	Psychological
	8 (x9) = 72
	5 (x4) = 20












Researchers added the design rows up to determine the final scores. The psychological factors that increased stress were notably more potent when influencing the stress or relief employees derived from their workplaces, indicating that research by Prasad et al. (2015) was conclusively correct.

	Criteria
	Positive Stressor
	Negative Stressor
	Final Score

	Criterion Weight
	9
	4
	

	Emotional
	7 (x9) = 63
	4 (x4) = 16
	79

	Cognitive
	4 (x9) = 36
	6 (x4) = 24
	60

	Behavioral
	8 (x9) = 72
	3 (x4) = 12
	84

	Psychological
	8 (x9) = 72
	5 (x4) = 20
	92





[bookmark: _Toc90575340]5. PMI Analysis
The PMI (plus, minus, interesting) analysis is used to identify ideas that researchers could brainstorm based on their relevance and ease of application. The tool is effective in critical thinking, to examine facts based on existing concepts and models that show the importance of each. In this research, the researchers used PMI to examine ideas that could mitigate stress based on the results from the GRID analysis. Firstly, the researchers highlighted plus points as those that reduced stress. The second step was identifying minus points, which were those that increased stress. The third step identified interesting points that enumerated ideas that were neither negative nor positive in this context but added value in increasing employee satisfaction. 
Positive points included factors that increased stress at the workplace. The context for selection included preexisting stressful situations, such as poor organizational policies, inadequate remuneration, or chronic employee burnout. Minus points included factors that reduced stress at the workplace. The context for selecting these points included increased job training, improved interpersonal skills, and reduced workplace policies that infringed on personal rights and freedoms. Interesting points included factors that promoted employee satisfaction. The context for these ideas included factors that improved job satisfaction, such as vacations, improved working hours, and employee team bonding exercises. 

	Plus
	Minus
	Interesting

	Long hours
	Reduce interruptions
	Better work-life balance

	Heavy workload
	Interpersonal skills training
	Team bonding exercises

	Organizational changes
	Improved organizational policies
	Job Training

	Stringent deadlines
	Better work distribution
	Improved Work Times

	Job insecurity
	Career growth and development initiatives
	Talent development

	Poor autonomy
	Increased work autonomy
	Reduced supervision

	Role confusion
	Defined organizational structure.
	Reduced oversight



[bookmark: _Toc90575341]6. Conclusion
The outcome of this empirical research was that existing literature supported the potency of psychological factors as critical when examining the causes for employee work-related stress. The consistent finding supports the conclusion since previous research attributes employee satisfaction to factors that threatened their mental well-being, such as workplace harassment, inadequate communication, and an inability to develop meaningful work relationships. The PESTLE analysis showed an inability for employers to mitigate these issues without restructuring their operational mechanisms to suit a more inclusive work environment. The GRID analysis determined that employers must mitigate psychological factors to reduce employee turnover. Overall, the research implicates that employees must be allowed increased autonomy to reduce work-related stress.
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