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ABSTRACT 

Human resource practitioners, counsellors, professionals and managers in varied 

organizations are involved regarding the impact of occupational stress in organizations. 

Occupational stress affects turnover rate, productivity and firm performance. Managers in 

varied organizations are in perplexity over what interventions have to be compelled to reduce 

the prices related to occupational stress. It is so, essential to grasp the causes, symptoms and 

effects of occupational stress on structure performance. Delegation in simpler terms can be 

referred as the art of getting the work done, it could be the administrative process in the 

corporate and human resource sectors or they could be the household chores carried out by 

the domestic workers at home. Occupational stress, most of time occurs when there arises the 

clashes between the incompletion of assigned work to the employees and effects and efforts 

made to accomplish the tasks. 
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Attenuator 

ccupational stress has been of excellent concern to the management, employees, and 

other stakeholders of organizations. Activity stress researchers agree that stress 

could be a significant problem in several organizations (Cooper and Cartwright, 

1994; Varca, 1999; Ornelas and Kleiner, 2003). The cost of activity stress is exceptionally 

high in several organizations. For example, the International Labor Organization (ILO) 

reports that inefficiencies arising from activity stress might value up to ten percent of a 

country’s value (Midgley, 1996). At a personal level, activity stress would increase 

morbidity and mortality (Mark, Jonathan, and Gregory, 2003). 

 

Occupational stress is outlined because of the perception of a discrepancy between 

environmental demands (stressors) and individual capacities to meet these demands (Topper, 

2007; Vermunt and Steensma, 2005; Ornelas and Kleiner, 2003; Varca, 1999). Christo and 
 

1Ph.D. Clinical Psychology Research Scholar, Amity Institute of Behavioral and Allied Sciences, Amity 

University Rajasthan 
2Ph.D. Clinical Psychology Research Scholar, Amity Institute of Behavioral and Allied Sciences, Amity 

University Rajasthan 
3Assistant Professor, Amity Institute of Behavioral and Allied Sciences, Amity University Rajasthan 
4Assistant Professor, Amity Institute of Behavioral and Allied Sciences, Amity University Rajasthan 

*Corresponding Author 

Received: July 02, 2022; Revision Received: December 05, 2022; Accepted: December 12, 2022 

 

O 

mailto:abilash.k.1797@gmail.com,sindhu.1697@gmail.com


Delegation: An Attenuator of Occupational Stress 
 

© The International Journal of Indian Psychology, ISSN 2348-5396 (e)| ISSN: 2349-3429 (p) |    1170 

Pienaar (2006), as an example, argued that the causes of activity stress embrace the 

perceived loss of job, and security, sitting for long periods of your time or work, lack of 

safety, the complexity of repetitiousness, and lack of autonomy in the job. Additionally, 

activity stress is caused by lack of resources and equipment, work schedules (such as 

operating late shifts or overtime), and structure climate square measure thought-about 

contributors to workers stress. Activity stress usually shows high discontentment among the 

employees, job quality, burnout, poor work performance, and fewer effective social relations 

at work (Manshor, Rodrigue, and Chong, 2003). Johnson (2001) equally argued that 

interventions like characteristic or determinant the signs of stress, characteristic the potential 

causes for the characters and developing possible projected solutions for every sign square 

measure needed. These measures permit people to create coping skills and establish personal 

stress management plans that embrace eliminating stress sources. Moreover, increasing 

individual coping skills is another intervention employed by the management to reduce 

stress. 

 

Topper (2007) defines stress as a person’s psychological and physiological response to the 

perception of demand and challenge. Full admiral and fast (1994), for instance, posit that 

stress is one of all the original creatively ambiguous words, with as several interpretations as 

there are unit folks that use the phrase, as even the consultants disagree on its definition. 

Whereas Rees and Redfern (2000) assert that there is no universally accepted definition of 

the term stress, Ornelas and Kleiner (2003) argue that stress is that the by-product of 

contemporary life results from our efforts of attempting to balance the strain of the 

geographic point and family life. 

 

Occupational stress contributes to low motivation and morale, decreased performance, high 

turnover, sick leave, accidents, low job satisfaction, caliber merchandise and services, poor 

internal communication, and conflicts (Schabracq and Cooper 2000; tater, 1995; McHugh, 

1993). Stress is widely accepted to own two opposite effects on people ó positive and 

negative. An acceptable level of stress helps to enhance the individualís performance, while 

excessive amounts of stress will cause attenuated performance (Stevenson and musician, 

2006). Activity stress has redoubled risks of work-related diseases and accidents in each 

developed and developing country that has experienced speedy industry (Manshor et al., 

2003). SapountziKrepia (2003) states that stress is recognized as severe jeopardy of the up to 

date century and undertakes various conditions like neurotic diseases, behavioral changes 

and could be a significant contributor to disturbances in one's emotional, social, and family 

life. 

 

Employees ought to run mandatory coaching to boost their skills and skills. The staff ought 

to be trained to support the changes that square measure created by management effectively 

from time to time, with no complaints from the team (Higgins, 1986). Organizations ought 

to encourage cooperation to help individual staff in handling complicated tasks. If complex 

tasks aren't handled through practical partnership in organizations, it is often a supply of 

activity stress. Studies that square measure involved would like the help of additional staff to 

share the info to complete the job with success. this can alter team to figure effectively 

towards achieving structure objectives (Harvey and Brown, 2006). staff ought to be 

concerned in coming up with and sharing of performance info of the organization. They 

must be worried in variable degrees within the coming up with the organization's method, 

and management ought to encourage ìopen book managementî. The sharing knowledge of 

knowledge} can involve posting performance data in charts, graphs, and tables throughout 
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the organization's buildings, so the staff square measure alert to the progress of their 

organization towards achieving the goals. 

 

Additionally, management ought to improve communication channels within the 

organization. This can encourage the flow of data, and staff will be entirely concerned with 

their organization's growth and therefore minimize the strain (GAO, 2001). delegation 

authority to staff ought to be inspired since it acts as a coaching ground for additional staff 

and can stop stress within the short run, similarly as within the long-standing time. The team 

should be allowed to create choices associated with their work processes, workloads, 

coaching wants, and work schedules. High management leadership commitment ought to be 

incontestable within the organization in managing stress. High management ought to have 

the mission, vision, and strategic set up of the organization in situ, which supplies direction 

to the entire organization. This can act as an inducement to the staff due to their going to be 

operating towards achieving the vision of the organization. 

 

Similarly, the highest management ought to follow versatile directions. The administration 

ought to accommodate any changes that may arise, particularly once staff feels that these 

changes square measure necessary for achieving the organization's vision (GAO, 2001). Jobs 

should be designed thanks to offering that means, stimulations, and staff opportunities to use 

and develop their skills and abilities. This can encourage staff and create them to feel that 

their skills and abilities square measure being exploited. The work ought to have the core 

characteristics like task identity, task significance, task selection, autonomy, and feedback. 

 

Additionally, work schedules ought to be established and created compatible with demands 

and responsibilities outside the workplace. This can create staff alert to their work schedules 

beforehand and permit them to set up for it. Versatile work hours can enable staff to 

coordinate their work and social programs, which can scale back the time pressures from 

each (Raitano and Kleiner, 2004). 

 

METHODS 

Literature accessible on Google Scholar, analysis gate, Journals, and alternative on-line 

sources till the tip of March 2021 were reviewed. Whereas discussing the literature review, 

we tend to known the importance of delegation in Management and completely different 

scenario once Management authoritative be a delegator, and also the company can have a 

positive outcome in production and profit if Management authoritative weren't a delegator, 

the corporate won't move to the event and reach the goals like profit and gross growth. 

 

RESULTS 

For most individuals, work is that the central part of their lives. It is the place wherever they 

pay most of their waking hours and most of their energy. Moreover, however, we tend to 

choose ourselves and live our self-worth is highly determined by the work we tend to do. 

The standing and rewards that society attaches to jobs are among the first ways others see 

America. Therefore, if work is unfulfilling, it prevents employees from totally realizing their 

potential and developing their human capacities. The character of labor becomes a primary 

agent in our lives. Beneath these conditions, we tend to expertise a crucial facet of our daily 

lives as AN assault on our dignity as masses. 

 

The myth that our social and national economy is predicated on appreciated benefit typically 

leads to individuals blaming themselves and associates for issues they encounter in 

addressing deplorable operating conditions. In turn, management uses this "blame the 
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worker" angle for regulating and dividing employees upon racial, ethnic, sexual, age, 

religious, and activity variations. 

 

Keeping employees divided, distrustful, and the basic cognitive process they're entirely 

different from helps frustrate tries by employees to challenge existing operating conditions. 

Several of those methods square measures devised by service industry companies then 

enforced within the work. Union-busting courses square measure currently a multi-million-

dollar yearly enterprise. Keeping employees divided has become a business sector, and it's 

up to employees and their unions to ensure that the natural alliances among the workforce 

square measure are maintained and robust. 

 

Besides the prevailing divisions known as a number of those typically employed by 

management to keep employees divided, the assumption that "you get what you deserve" 

conjointly keeps America from concerning co-workers. However, will this happen? after we 

square measure feeling inadequate, upset, insecure, or vulnerable, we regularly hesitate to 

speak regarding it because of the assumption that we tend to square measure the sole ones 

experiencing these issues. By doing this, we tend to keep ourselves from connecting with 

co-workers and, therefore, the Union. Thus, we feel isolated and learning to understand co-

workers as allies because the opening moves to overcome the divisions and isolation. 

Moreover, through the Union, employees will effectively develop and implement standard 

methods to challenge deplorable operating conditions. 

 

Among the maximum adverse effects of job stress square measure its impact on somebody's 

self-image and vanity, that successively affects one son's relationship with family, friends, 

and associates. The issues last so much longer than the time we tend to pay at work, and the 

arena isn't simply left behind at the top of the day. Thus, analyzing operating conditions as a 

primary supply of stress is a crucial opening move in overcoming it, mainly due to several 

things the long-run effects show up in our personal lives. Therefore, the work link is often 

lost altogether. 

 

Since the consequences of activity stress don't finish once employees look into it at the top 

of the day, the families of CWA members may be plagued by the issues of job stress. several 

employees have long been subjected to criticism for "bringing their issues from home to 

figure." however progressively, individuals are getting aware that the first supply of their 

stress is on the job-stress they then bring home- instead of the opposite method around. 

 

Both single and married individuals face stress from work that they create a home with 

them. Single individuals, however, typically encounter the particular drawback of not having 

anyone to pay attention to them or "put band-aids on their fatigue," whereas having to try to 

do all the home chores themselves. 

 

AAs many households square measure occupied by two wage earners (or operating people), 

the impact of labor stress on home life becomes combined. We tend to square measure 

schooled that "our house is our castle" and expect it to be a refuge from the issues we tend to 

encounter at work. However, this story makes things worse once our home lives square 

measure plagued by the tensions we tend to encounter at work. Each individual would like 

attention at the same time, though neither has a lot to provide. Then resentments on the part 

of each partner typically surface and spill over into relationships with youngsters et al. 

additionally, alcohol and medicines will produce any tensions reception. Since work things 
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create no allowances for taking care of a family, operating folks square measure beneath 

constant pressure to juggle the strain of their jobs with those of their families. 

 

DISCUSSION & CONCLUSION 

This paper has incontestable that stressors exist in organizations, and managers in varied 

organizations should come up with varied interventions to manage activity stress. The 

standard approach of direction staff is not enough to manage stress. Therefore, there is a 

want for a paradigm shift in managing activity stress to attenuate its impact on workers' 

lives. This study's findings indicate that activity stress is predominantly caused by the rise of 

work, uncertainty regarding the longer term, poor communication in organizations, meager 

resources, and conflicts. The findings conjointly reveal that the outcomes related to the 

activity stress adversely affect the organization, particularly in reducing potency in 

organization operations, increasing turnover rate, and therefore the expenditure of health 

prices of staff, low motivation, and accidents. The study findings conjointly confirmed that 

activity stress prices area unit high and its impact on staff could not be unnoticed. Structure 

failure to manage activity stress may erode the structure gain through proceeding, morbidity, 

and mortality. However, managers in varied organizations stand to achieve if they will 

establish the signs of activity stress among the workers at their infancy stage. This can 

facilitate in curb the strain before its impacts produces issues on a private worker. The 

organizations will use pros like counselors to spot the symptoms of stress in staff well 

before. This study's findings indicate the signs of stress as staff expertise emotional anxiety, 

increase of job discontent, headache, moodiness, and anger. The interventions that area units 

typically utilized in several organizations are categorized as primary, secondary, and tertiary. 

Primary interventions area unit the simplest in managing activity stress at the infancy stage. 

If these primary interventions area unit has taken seriously to a substantial degree, the stress 

in organizations will be reduced. Finally, there would be a scientific analysis of practical and 

economic interventions to manage stress in an organization to grant a practical perspective 

on managing stress. Though this analysis has contributed to the overall body of data, it'd 

carry numerous limitations that require to be self-addressed in the future by different 

students. For example, the sample size study for this analysis wasn't massive enough to 

generalize to different or similar organizations that weren't a part of this study. Secondly, 

this analysis adopted a quantitative technique that has its limitations. There ought to use a 

triangulation approach in a future study to validate our findings. Therefore, there ought to 

conduct an additional analysis that contains a sample that can provide a holistic read on 

verity nature, advanced sources, and effects of activity stress to the workers. This analysis 

can inspire managers in numerous organizations to develop applicable brick mechanisms to 

manage stress. 
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