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En In short, stress is the result of atransaction; in
other words, it is an exchange between an
individual and the environment. It is a dynamic
process that deals with the perception that
whatever is occurring is to some extent dangerous
or surpasses our capacity to confront it. This
process involves physical, emotional and cognitive
reactions. (Meichenbaum, 1995).

Consequently, stress is an automatic and natural
reply to situations that we perceive as threatening
or challenging. In itself, stress is not a negative
process. All human beings need a certain degree of
stress to maintain ourselves active. Once a
situation is over, our system goes back to normal
and gets ready for another chalenging or
threatening event.
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However, on occasions, stressful
events hinder this alarm-rest
curve; on the contrary, our tasks
generate rising stress curves that
do not permit our recovery. This

situation combines regularly with persona habits
that obstruct our system’s recovery.

Gradually, this situation produces a wearing out of
our capacity to adapt to stress, therefore, our
functions, effectiveness and reaction capacity
become limited and our globa performance
decreases. At the same time, our moativation is
affected with the loss of energy and satisfaction for
what we do, and our hedth deteriorates
considerably.

This impact on al of the human functioning
systems is due to the fact that stress affects the
basic spheres that govern each person:
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DIMENSIONSAFFECTED BY STRESS
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The effect on each of these spheres may vary from
person to person. In general, we can explain this as
follows:

Thought: the way we interpret reality can be
distorted by false or confusing information;
therefore, our capacity to make decisions,
analyze, memorize or pay attention are
affected.

Emotion: confused emotions and extreme or
fluctuating reactions can be expected, even
during the same day.

Conduct: regarding the above-mentioned
elements, we do not aways choose the most
appropriate form of reacting, or at least, not the
most effective one.

Physical effect: al of the systems in the body
are activated; consequently, stress generates a
wearing out and loss of energy that affects each
individua in a different manner, either at the
respiratory, muscular, digestive, circulatory or
nervous levels.

Based on this information, we can affirm that in
the work environment, the tension produced in
reaching an objective or solving a problem will
keep us a an adequate performance level,
however, if thislevel istoo low, the result will be a
lack of motivation, whereas if it istoo high, it will
produce a state of instability that will gradually
exhaust the workers and their capacity to adapt to
work. According to Guizar (1998), these
conditions can cause:

o Physica withdrawals. absenteeism, rotation,
excessive breaks, frequent sick leaves.

o0 Psychologica withdrawals: apathy, isolation,
depression, lack of motivation, delays.
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0 Acts of aggression: greater propensity for
fights or quarrels, little control over impulses,
angry fedlings toward workplace, which
trandates into strikes and deliberately slowing
down the working pace.

In view of this, we can see how the inadequate
handling of stress in an organization can become
the weak point in many improvement processes. In
difficult or tense moments, when experiencing
high levels of pressure, confusion or frustration, it
will be very difficult for the worker to fulfill atask
with a high level of performance, undertake new
projects or apply newly acquired knowledge, just
to mention afew examples.

Elements such as these can become a source of
significant losses within enterprises, as illustrated
in the following information:

According to Guizar (1998), it has been
estimated that employers spend nearly
$150,000,000 worldwide, fighting against the
effects of stress, whether it be a decrease in
productivity, sick leaves, medical expenses or
employee replacements, among others.

The Nationa Institute for Occupational Safety
and Health, a federal agency of the U.S.
government, has estimated that companies
spend approximately 50% more in medical
expenses for employees with high levels of
stress, and that normally, a highly stressful
environment may cause nearly twenty non-
worked days per employee.

It is very important to learn about some of the most
common work-related stress syndromes that have
been identified (Gonzalez, Gonzdlez and Mora,
2004):

The Burnout Syndrome

The Burnout Syndrome appears due to sustained
states of pressure that produce exhaustion or a
wearing out, and consequently, the inability to
continue confronting the existing demands
(Guillén, 2000).

Some of the signs present in persons affected by
this syndrome are  emotional  fatigue,
depersonalization and the lack of personal
fulfillment, in spite of an evident accumulation of
accomplishments.

This syndrome was discovered in professionals
dedicated to the care of other people, such as
psychologists and nurses, among others. However,
the level of exhaustion experienced in other
environments meets the conditions described in the
Burnout Syndrome.

It should be kept in mind that this syndrome occurs
due to an excessive link with work, the lack of
balance and abuse in the workload. These elements
put together may exhaust even the most efficient
and dedicated collaborator.

Mobbing (Gonzalez, Gonzdlez and Mora, 2004)

Mobbing can be described as a series of aggressive
behaviors, particularly at the psychological level,
displayed by a group or by an individua against
another. This can occur in a boss-collaborator
relation or between coworkers. Obvioudly, in a
power relation, it can have more serious effects.

There can be many reasons. personal, rivalries due
to a position, the managing of power by a group,
and on occasions, there is no apparent reason. This
normally comes from people with aggressive
behavior patterns who dislike or perceive others as
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a threat, and therefore, try to eliminate them from
their environment.

First of all, to be able to identify this syndrome, the
aggressive behaviors must follow a pattern
(occurring at least once a week), and must occur
during a certain period of time (at least six
months). Basically, in this type of relation, the
person who occupies the position of attacker,
displays controlling behaviors and bases
him/herself on arguments that are usualy
disqualifying, and often false or exaggerated, in
order to maintain control over the other person.

These actions usually go through several phases
over aperiod of time: first, there is a conflict; then,
harassment takes place; afterwards, others become
involved in the conflict, which can intensify the
situation to the point that the attacked person is
excluded or isolated in the workplace.

The Post-Holiday Syndrome
Gonzélez and Mor a, 2004)

(Gonzalez,

The post-holiday syndrome causes dejection or
even depression after the conclusion of vacation
periods, as the frequent rhythm and instability
make holidays one of the few moments of
calmness, peace, and even happiness.

Some of the characteristics of this syndrome are
sadness, changes in mood, lack of enthusiasm,
muscular pain, different physical reactions that
vary from person to person. All this happens as the
moment of going back to work approaches.

Finally, several important organizational measures
should be taken into account if general stress-
related problems or specific syndromes as those
previously described have been detected:

Perform organizational diagnoses of stress
levels in the enterprise and the possible
reasons. In this way, structural, normative
or procedural elements can be identified as
causing inadequate stress patterns.

Establish occupational safety and headlth
practices within the organization including
individual variables that could be part of an
inadequate stress management:
collaborators habits, lifeework balance,
training in stress management techniques
and the practice of sports during workdays,
among others.

If deemed necessary, establish specific
training processes aimed at supporting
preventive and corrective measures. For
example, organization leaders are
frequently trained in work-related stress
and stress management techniques so that
they apply this knowledge as part of their
managerial tasks and be role models of
good practices.
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