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Introduction
        stress refers to the state of mental or emotional strain that is a physiological response to day-to-day demands of life. In the business world, work-related stress encompasses the undesirable reaction to intense pressure and other demands placed upon people at work. Stress occurs at any level of the organization, and recent research points to a widespread problem that is not confined to any sector or industry. When sustained, the stressful state change into mental and physical illness in combine with employees. stress differs from pressure in that pressure serves a motivational role that is essential for career advancement and personal growth while stress is the outcome of excessive pressure.  An estimated 440 000 people in the United Kingdom reported   work-related stress, depression or anxiety that culminated in physical and mental illness; leading to the loss of approximately 9.9 million working days in 2014/2015 (Hse.gov.uk., 2021). Additionally, a recent Health and Safety Executive (HSE) study (2015), indicated that there was a prevalence of 1380 and an incidence of 740 per 100 000 workers, with most stressed workers working in the public service institutions (Hse.gov.uk., 2021), In short, work-related stress is associated with intense physical and mental demands on the employees, thus affecting their behavior, performance, and interpersonal relationships. This paper seeks to explore the concept of workplace stress and its causes, present a cause-and-effect analysis of the problem, a PESTLE analysis of the macro-environmental factors contributing to the problem, and an evaluation of the approaches to managing the problem. 
                                
   Nature and Impact of Work-related Stress
The modern workplace is awash with psychological distress, physical illness, and mental health issues, all attributable to uncontrolled cases of excessive pressure. the recent spike in workplace stress can be attributed to increased rates of recession, high job intensity, and job insecurity. The outcome is unbearable workloads, high levels of interpersonal conflicts, and disruption of social tenets such as parenting, which affects children’s mental health.  Stress at the workplace may result from exposure to varied stressors and arises when to fulfill their responsibilities, manage their tasks or pressures arising from their work, the employees encounter strenuous and difficult circumstances that exacerbate their worry and anxiety.  These demanding circumstances occur in different forms but are largely unique to the industry or organization because of differing organizational cultures. 
There are different theoretical models postulated to explain workplace stress. However, the overriding conceptualization is that stress is attributable to untoward life events and a highly demanding environment that takes a toll on the individual’s coping mechanisms. As such, there exists a dynamic interaction between the person’s physiological and psychological reaction to stressors and their environment. Therefore, these theoretical frameworks conclude that stress is the outcome of the disequilibrium between perceptions of extrinsic demands and intrinsic resources. 
The person-environment fit theoretical construct refers to the degree to which individuals match with the various aspects of the workplace environment. This construct of PE fit derive behavior is the function of a person and their environment- individual behaviors and attitudes depend on the interaction between personal and environmental. The theory posits that stress is the consequence of lack of congruence between the individual’s competences on the one hand, and the strains of the work environment on the other hand. Personal aspects include preferences, interests, competency, skills, knowledge, abilities, personality traits, goals, and value systems. The environmental facet encompasses job demands, organizational culture, and company goals. this mismatch can occur in three ways: (1) the workplace demands exceed the individual’s ability; (2) the workplace environment consistently fails to meet the employee’s needs; and (3) a combination of the two, whereby the individual’s needs are unmet, while their abilities are over-stretched. 
The job-demand-control (JDC) framework posits that work stress is the outcome of the interaction between two facets of the workplace environment: job control and the psychological demands of the job. The psychological demands initially denoted the workload, assessed primarily in terms of time constraints and role conflict. However, the contemporary definition enlists the emotional and cognitive toll of the job, as well as interpersonal conflicts. which refers to the individual’s capacity to control their job demands as defined by the key aspects of: (a) the employee’s capacity to make decisions about their job; and (b) the range of skills that the individual ought to employ on the job. As such, individuals faced with high demands combined with low control are highly predisposed to work stress, psychological strain, and eventual physical and mental maladies. This framework was later expanded to incorporate the social aspect, which postulates that social support can alleviate the adverse effects of work demands on the employee’s physical and mental health.  the people most vulnerable to physical and mental maladies are those exposed to iso-strain: a situation characterized by high demands and low control, coupled with minimal support. 
The effort-reward imbalance framework assumes that the expended effort at work is a continuum of a psychological contract that is based on the standard of social reciprocity. As such, the spent effort ought to be rewarded in terms of finances, career advancement, or boosting of one’s esteem. Any imbalance between the expended effort and rewards received leads to emotional distress and stress, with eventual increased risk of illness. stress borne of the asymmetry between effort and rewards arises in three forms: (1) poor definition of the job contract or instances where the employee has little power of choice regarding alternative job opportunities; (2) the individual accents to imbalanced terms in the hope of future improvement, and (3) the employee devises coping mechanisms amidst the imbalances.
Finally, the transactional construct draws from the interaction between the person and their environment, while paying extra attention to implicit psychological and physiological phenomena that underpin the entire process. Therefore, stress is the outcome of a dynamic association between the individual and their environment. Additionally, unlike traditional outlooks on stress, this model prioritizes the individual’s cognitive appraisal of the perceived work demands, and their perceived ability, skillset, and resources to tackle this demand. stress results when perceived demands exceed the individual’s perceived capacity. Notably, what the individuals perceives as stressful varies significantly over occasions and time, thus making any facet of the work environment a potential trigger for stress. As such transactional frameworks extend beyond the associable forms and number of psychosocial hazards. The employee’s cognitive appraisal of perceived demands and capabilities depends on factors such as personality, coping skills, situational demands, previous encounters, and existing stress states. Additionally, the transactional outlook acknowledges the possible psychological, physiological, social, and behavioral manifestations of stress, as well as their detrimental outcomes. In short, the transactional model recognizes the complexity of the stress process through acknowledging the interpersonal differences in the stress process.
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Cause and Effect Analysis of Work-related Stress
Work stress is chiefly attributable to poor management. Thus, both the causes and solutions to this problem are a factor of planning, management, and organization of the different roles within the workplace. these causes represent different psychological hazards that are unique to the job such as relationships at work, role in the organization, career development, organizational culture and climate, and home-work interface. These hazards collectively form a model of the stress process, which comprises of short-term stress reactions, long-term effects of stress and individual characteristics, as well as their interrelations. Stress reactions include inner reactions such as inattention and impaired perception, emotional responses such as nervousness and irritability, behavioral reactions including aggression and impulsivity, as well as physiological reactions, the progression of these reactions to long-term sickness is dependent on individual features such as personality traits, value systems, age, gender, family and social support situation, and level of education, which inflame the experience of stress. Moreover, these health outcomes lead to reduced productivity and resiliency within the organization due to low levels of morale and satisfaction, as well as high turnover. 



A PESTLE analysis of the macro-environmental factors contributing to Work-related Stress
Political factors 
Political factors in the macro environment encompass labor regulations. Poorly constituted and oppressive labor regulations predispose the employees to stressors such overload, poor remuneration, unsafe work environments, discriminatory allocation of roles, and different forms of assault. 
Economic Factors
All organizations are affected by the status of national and global economies due to high levels of interdependence between individual national economies. Notably, companies analyze economic indicators to decide about entering or exiting different markets, expanding business, and hiring or laying off employees. Poorly construed expansions represent undue increase in workload, which is a major stressor. On the other hand, the constant threat of recession causes anxiety and worry in employees, hence stress. 
Sociocultural Factors
This broad class primarily enlists the dynamic factors of interpersonal relations within the working environment. Relationships among colleagues can serve as a significant factor to exacerbate or alleviate the experience of stress. For instance, congruence in values and interests promote communication, cooperation and teamwork, hence accentuating coping amidst the dynamism of the workplace demands. 
Technological Factors 
Technology refers to the machines and other equipment used in the production line. These impact productivity in that highly advanced technology translates into better performance. Nonetheless, advancement does not absolutely cater to the demands of the job at hand. Rather, the tools ought to be necessary for the task, always functional, and accompanied by proper and adequate instruction as to how they should be used.  
Legal Factors
According to the law, employers are tasked with guaranteeing the safety of the employees while at the workplace, and this encompasses stress. Notably, excessive stress is destructive and leads to mental maladies, thus making the employee qualify for compensation through the proper legal channels. Other legal factors include employee failure to assess the nature and scale of any health risks, allocate paid holidays, institute measures to prevent harassment and discrimination, and failure to adhere to lawful time allocations. 

Environmental factors 
Environmental regulations ought to protect against factors such as noise and heat because they have a direct impact on effectiveness at work, motivation, and workers’ health.  Moreover, in-house policies ought to promote safe working environments. Notably, accidents occur due to workers’ inattention caused by reduced alertness due to stress and feelings of lack of control over the work environment due low esteem and lack of protective gear. 



Solutions to Work-related Stress
Managing workplace stress requires a multi-pronged collaborative approach that encompasses a holistic outlook of the problem incorporating efforts from different regulatory bodies and the individual employees.  As checkpoints for organizations to use in developing comprehensive occupational safety and health guidelines that cater for all psychosocial and psychological hazards attributed to increased work stress. 
Employers’ interventions include taking active interest to address psychosocial at work. These efforts include investing in safe working environments, creation of public awareness, training activities, fair and equal sharing of rewards, and investing in materials to improve understanding and prevention of work stress. The materials include self-appraisal questionnaires used in training programs, clear cut role definitions, support programs, and balanced job schedules. Moreover, the managers are trained to promote mental wellbeing and support employees experiencing mental health issues. 
The employees play a role in two capacities. First, through unionization, they can collectively advocate against derogatory conditions such as long unsustainable working hours, violence, precarious work, harassment, and discrimination. Notably, these facets embody the psychosocial hazards that contribute to impairment of employees’ health and wellbeing. Individually, developing healthy coping mechanisms such as exercise asf hobbies, establishing and adhering to strict work-life balance boundaries to facilitate timely and adequate recharging, as well as utilizing the different avenues availed for support. In short, the individual is crucial component of the solution.  
Conclusion 
Work-related stress is a complex problem attributed to the interplay between multiple personal, organizational, and individual factors. However, the overriding factor is an imbalance between the job demands and the employee’s capacity to fulfill their responsibility within the organization. As such, these employees develop stress reactions that manifest through physiological, psychological, and physical features and if persistent, progress to severe health issues that contribute to severe deterioration of the organization’s healthiness. Therefore, the solution to this multi-faceted problem ought to encompass a collaborative approach involving proactive efforts at different levels of regulation, as well as individual input. 
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