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ABSTRACT 

The study set out to assess occupational stress and employee performance among employees 

in Kawempe division, Kampala district. It was guided by a total of three objectives which 

were; to find out the causes of occupational stress in Shalowil holdings ltd, to investigate the 

relationship between stress and performance and to establish the measures to curb stress. A 

sample of six respondents was used 

The study was carried out using an interview guide and the results were analyzed using 

thematic analysis approach. The study concluded that there are a number of factors leading to 

occupational stress in Shalowil Holdings Ltd. Role overload was found out to be the major 

cause of occupational stress in Shalowil while absenteeism was the major impact of 

occupational stress in Shalowil and lastly involving employees in decision making was the 

most effective measure of reducing stress at Shalowil holdings limited. The results from the 

study show that the negative factors that stressed employees had a negative effect on their 

performance. 

The researcher recommends management to make sure that work assigned to employees is 

split such that it suits personal strengths, and this can be done by clearly indicating and 

defining each worker’s responsibilities while at the job so as occupational stress can be 

reduced
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CHAPTER ONE 

INTRODUCTION 

Background of the study 

In the world today, it is impossible to live without stress at work places. The nature of work 

has undergone drastic changes with stress appearing almost automatic. It is a worldwide 

phenomenon that occurs in various forms in every workplace, this is partially because 

employees are required to work for over long periods of time as their responsibilities keep 

rising.  

According to (Konapske and Matteson, 2006) stress is scientifically described as the response 

of an individual to the outcomes of the external environmental conditions that place excessive 

psychological, behavioral and physiological pressures on that individual. It involves how an 

individual responds to external pressure.  

 

World Health Organization (WHO) defines occupational stress as the response people may 

have when presented with work demands and pressures that are not matched to their 

knowledge and abilities and which challenge their ability to cope. On the other hand, Job 

performance can be reviewed as an activity in which an individual is able to accomplish 

successfully the task or goal assigned to him/ her subject to the normal constraints of the 

reasonable utilization of available resources. Many researchers aver that stress at work has an 

impact to the Job performance in one way or another. According to (Elovainio, Kivimaki and 

Vahtera, 2002) job stress makes organizational performance go down. 

 

It's an established fact that many situations at work place are stressful though the range of 

stress differs to every person. However too much stress at times makes employees fail to cope 

to it and may fail to accomplish their tasks (Manshor, A. T., (2003), The theme of 

occupational stress and how it affects organizational commitment has attracted a lot of 

attention from various scholars and the stress experienced by different occupational types and 

job roles has been discussed in many papers with a number of different occupations described 

as experiencing stress for example teachers (traverse & cooper, 2003)  

Stress is one of the burning issues that organizations have to deal with so that employees can 

comfortably produce quality work. Stress causes an imbalance in one’s life because it leads to 

depression and thus damages health, attitude and work behavior. Causes of stress are called 

stressors which can be workplace conflict, role conflict, role ambiguity and work load. 
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Research has been reported on stress management and employees performance among 

employees in the United States (U.S) statistically it has been found that around 73% of the 

total population of united State experience psychological symptoms of stresses. It should be 

noted that around 30% people are facing negative impact of stress in their personal and 

professional life; it has been found that every 7 out of 10 American people experience 

physical or non-physical symptoms of stress. 

 

In Europe according to EU-OSHAS latest pan European opinion poll 51% of workers find 

work related stress to be common in their work place and 4 in 10 workers think that is not 

handle well in their organization. In Asia, according to the inaugural Asia specific edition, 

stress is the number one life style risk factor ranking above physical activity. In India almost 

1 in 3 Indians employers has constituted stress management program in 2013 

 

From the 1960 to now, there has been a drastic change in employment, due to the shift from 

domestic centered work to commercial work. As a result of many people seeking profession 

work in organizations and industries even workplace stress has increased. The International 

Labor Organization (ILO) asserts that all countries, professions and all categories of workers, 

families and societies are affected by occupational stress. From the 2005-2014 survey, 40% 

of all American workers perceive their jobs as being extremely stressful (International Labor 

Organization Report, 2015). 

Similar findings are noted in the United Kingdom and Canada is where occupational stress is 

estimated to be the largest occupational health problem (Donat, 2010). Similarly in Africa, 

occupational stress has become a major concern of employees. It has been demonstrated that 

as workload and work-associated stress increase, turnover rates of workers are also noted to 

increase. Thus, occupational stress results inconsiderable costs to organizations in terms of 

absenteeism, loss of productivity, and psychological tortures, (Peterson, 2002). 

 

It is however important to ensure that existing work stressors across various work 

environments are either mitigated or eradicated for the purpose of improving employee well-

being as well organizational performance. 
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Problem statement 

Despite several efforts made to reduce occupational stress, Organizational commitment has 

persistently continued to decline hence affecting the organizational performance. Besides 

stress that could be caused by family or personal problems stress at work has become even a 

greater problem because of job restructure, globalization and more demand on the task at 

hand. This might lead to higher job insecurity which would make employees feel stressed and 

depressed. 

Therefore the increase in stress among employees motivated me to become interested and 

curious regarding the importance of the subject. If the problem is not well addressed, it may 

lead to a spontaneous decline in performance 

Purpose of the study 

The purpose of the study was to investigate the relationship between occupational stress and 

Employee performance. 

Objectives of the study 

i. To find out the causes of occupational stress 

ii. To investigate the relationship between stress on employee performance 

iii. To establish the measures to reduce stress 

Research Questions 

i. What are the causes of occupational stress? 

ii. What are the effects of occupational stress on job performance? 

iii. What are the measures of reducing stress in Shalowil Holdings Limited? 

Scope of the study 

Geographical Scope: The area of study was Kawempe division, Kampala district 

Contextual scope: The study focused on the occupational stress and Employee performance 

Time scope: The research was done in September 2022 

 

Significance of the study 

With the study on the correlation between occupational stress and Job performance of 

employees, the researcher hopes the study will form a basis material to the following 

beneficiaries; 

Managers are expected to benefit through recommendations of the study that will address 

challenges among employees for example stress. It will also help Human Resource 
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practitioners understand the concept of occupational stress and how it affects organizational 

performance. 

The workers will be able to benefit from improved work conditions when the organization 

adopts suggested solutions by the study. 

The Academicians will also use the findings of the study to embark on a related study. In 

other words the study findings will provoke more thought and further research. 

The researcher will also acquire necessary skills of data collection, interpretation, analysis 

and discussion. This will as well help in carrying out similar research in future 

Conceptual framework 

                                         

 

 

 

 

 

 

Figure 1: Conceptual framework showing the relationship between occupational stress 

and job performance  

The independent variable of this study is job stress and will be measured using role conflict, 

role ambiguity and work overload while the dependent variable which is employee 

performance will be measured using Timeliness, quality of work and feedback.  

The relationship between job stress and employee performance is that role conflict which is 

defined as incompatible role expectation affects employee performance in terms of quality of 

work. This is because if the employee’s original role was bookkeeping, then he/she is 

transferred to security department, the quality of this work will be very poor. On the other 

hand, role ambiguity which is defined as unclear plans and goals, a lack of clarity of one’s 

duties, and uncertainty about the amount of authority granted to perform tasks can also affect 

the quality of one’s work. Thirdly, work overload which is defined as giving someone to 

work beyond the working hours or beyond their capability, can affect the quality of the 

employee’s work and can create fear in the employee hence he/she will start to absent 

herself/himself and might as well start to come late for work because of lack of moral. 

JOB STRESS  

Role conflict  

Role ambiguity  

Work overload  

EMPLOYEE 

PERFORMANCE 

Timeliness  

Quality of work  

Feedback    
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CHAPTER TWO 

LITERATURE REVIEW 

Introduction 

This chapter of study will provide an in depth insight into the nature of workplace stress and 

its effects on job performance. Findings and opinions from different researchers are to be 

utilized to provide a better theoretical understanding of the topic 

Theoretical review 

Several studies conducted have shown that occupational stress negatively affects performance 

considering the various factors involved especially employee satisfaction. This has been 

confirmed by recent studies (Ahmed and Ramzan 2013), these show that there exists a 

negative correlation between job stress and employee performance. A similar study was 

conducted which reveals that factors such as workload, role conflict and inadequate monetary 

reward are prime sources of stress that eventually decrease performance.  

 

The National Institute of Occupational Safety and Health (NIOSH) for example, designed a 

model that shows job stress and health relationships. In this model, the listed causes of stress 

are: physical environment, role conflict, role ambiguity, interpersonal conflict, job future 

ambiguity, job control, employment opportunities, quantitative work load, and variance in 

work load, responsibility for people, underutilization of abilities, cognitive demands and shift 

work. Key findings show that there is a direct link between performance and customer 

satisfaction. A satisfied employee is an engaged employee. Engagement occurs where there is 

supportive positive interaction between employees and managers including goal setting 

which leads to good performance (Cole, 2002). Christo and Pienaar (2006) argued that the 

causes of occupational stress include perceived loss of job, and security, sitting for long 

periods of time or heavy lifting, lack of safety, complexity of repetitiveness and lack of 

autonomy in the job. In addition, occupational stress is caused by lack of resources and 

equipment; work schedules (such as working late shifts or overtime) and organizational 

climate are considered as contributors to employees stress. Occupational stress often shows 

high dissatisfaction among the employees, job mobility, burnout, poor work performance and 

less effective interpersonal relations at work. Selye (1987) classified stress as eustress and 

distress, eustress being good stress and bad stress as distress.  (Source: Randolfi, E. A. 

(1997), Developing a Stress Management and Relaxation Centre for the Worksite, Ones 

business success) 
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Causes of stress 

Kirkcaldy, Trimpoo and Williams (2002) argued that the causes of stress include inadequate 

guidance and support from superiors, lack of Journal of Management Research consultation 

and communication, lack of encouragement from superiors, feelings of isolation, 

discrimination and favoritism and inadequate or poor quality training/management 

development. In addition other factors which are contributing to stress are keeping up with 

new technologies, ideas, technology or innovations in organizations, attending meetings, lack 

of social support by people at work and simply being visible or available. All these stressors 

are related to factor management. Other causes of stress include role ambiguity, conflicting 

performance expectation, political climate of the organizations and poor relationship with co-

workers (Manshor, et al., 2003).    

 

Stress is also caused by environment demand factors and these include job content such as 

work load; employment conditions, such as flexible employment contracts; working 

conditions such as physically demanding work, and social relations at work such as mobbing 

expenses (Otto and Schmidt, 2007). Factors like individual and family factors, socio-

economic and financial status, mental and physical health factors contribute greatly to 

occupational stress (Manshor et al., 2003).  

 

Harvey and Brown (2006) argue that the major stressors in the workplace include changes in 

technology, downsizing, sudden reorganization and unexpected changes in the work 

schedules, competition for promotional opportunities, lack of participation in the decision 

making, and lack of employee empowerment. Others are conflicts with other employees at 

the work place, inadequate time to accomplish tasks, and violence in the workplace. The 

issue of acts of violence in the work place committed by both employees and customers 

contributes a lot to the employees. Stress level. Occupational stress can have grave 

consequences as the American Institute of Stress (AIS) indicates. 

 

Tehrani (2002) argued that stress is caused by unsympathetic organizational culture, poor 

communication between managers and employees, lack of involvement in decision making, 

bullying and harassment, continual or sudden change, insufficient resources, conflicting 

priorities, and lack of challenges. Communication channels in the organization should be 

open to employees and employee should be allowed to participate in the decision-making 
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process of the organization. Lack of involvement of employees by the management will make 

employees feel stressed. 

 

Bland (1999) reports that stressors that seemed to be popular with employees in the 

workplace include too much work, inadequate time to do the work, stressful environment, 

relationship problems with partners, boss or colleague and financial insecurities. Conflicts 

between home and work, and the impact on personal relationships are also contributing 

factors to stress (Fair brother and Warn, 2003). 

Occupational Stress and Job performance 

Stress whether work or non-work related can have profound effect on the organization. When 

it reaches a level where the individual struggles to cope, both mental and physical changes 

might occur. Some of the outcomes of stress on the organization include employee turnover, 

absenteeism, reduced performance and lack of productivity and efficiency. Views expressed 

by some employees reveal that the duration of absences resulting from stress outnumber 

those that result from other causes. They further reveal that when they are faced with 

unbearable work stress, they often absent from work and return weeks later. The negative 

impact of this on the organization is far reaching. 

 

According to (Yahaya, 2011) stress is a dynamic condition in which an individual is 

confronted with opportunity constraint or demand related to what he desires and for which 

the outcome is perceived to be both uncertain and important.  From this definition one can 

say that stress is not necessarily bad, it also has a positive value when it offers potential gain. 

These factors may result from the nature of job, work load, time pressure or exposure to toxic 

features of the physical environment. 

 

Performance has been defined by (Fawzi, 2004), as a multi- dimensional construct, the 

measurement of which varies depending on variety of factors. He also states that it is 

important to determine whether the measurement objective is to assess performance 

outcomes or behaviors. It can be regarded as simply the record of outcomes achieved on 

individual basis; it is a record of the person’s accomplishments. Murphy (2007) argues that 

performance is something that the person leaves behind and that exists apart from the 

purpose. Examples that indicate low performance include; uncharacteristic errors, loss of 

control over work, loss of motivation or commitment, lapses in memory, making poor 
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decisions, and increased time at work among others. Claude and Cole (1992) suggested that 

in order to manage work stress effectively, management should consider doing the following: 

Provide work which allows some personal choice in the way it is carried out and the sequence 

in which it is carried out. Organizations should encourage employee participation in decisions 

which affect them. Furthermore, clear goals and targets should be set and adequate feedback 

provided on performance. New recruits require thorough induction and training should be 

provided as an on-going updating process. Employers can also provide consistent rewards for 

effective output and review performance gaps at the time of occurrence. 

 

According to (Baldwin, 2004), when organizations successfully introduce a range of stress 

management programs, there is likelihood that they will experience a more dramatic change 

in employee performance. He further argued that open communication, favorable working 

condition, adequate resources and workers at the work place, good management system, 

creation of a good relationship between employees and employers and introduction of 

employees’ supportive programs such as counseling and employee assistance programs 

(EAPs) highly contributes to stress management of nurses at the workplace which in return 

promotes their performance. 

 

Many researchers argue that stress at workplace has an impact on performance in one way or 

the other. Dean (2002) view work related stress as a leading cause for low productivity in the 

workplace. DCS Gaumail, (2003) believes stress affects the organizational outcomes such as 

decrease in performance, Increase in absenteeism and dissatisfaction. In the same breadth, 

Desseller (2000) concurred that the consequences of organizational stress are far-reaching 

leading to reduction in the quality and quantity of Job performance.  

Combatting occupational stress 

Bridges (2012) recent preliminary study reported in hypertension focused on an Italian 

company facing downsizing, the company’s workers who reported work-related stress had a 

higher incidence of fatigue, headaches, high blood pressure and other typical symptoms. The 

company later gave employees a weekly, one-hour stress management session focusing on 

mental relaxation techniques, cognitive restructuring exercises and coping skills to handle 

stress including work-related stress. The results showed that those who participated in the 

authentic stress management program had lower blood pressure than those who participated 

in the “passive” (not real) stress management program. 
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Brown (2013) indicated that reducing environmental stress may include refiguring the 

workplace to include natural lighting, improving air flow, providing quiet rooms for massage 

or yoga sessions and reducing noise levels. When noise levels are reduced through the use of 

well-designed ceilings and furniture or sound masking machines, employee focus is estimated 

to increase by 48 percent. Anton (2012) found out that work schedules that are compatible 

with demands and responsibilities outside the job and offering supportive services can help 

reduce stress. He added that flexing time allows workers to start or end the workday earlier or 

later can reduce work/life stress, especially for working parents. Flex time can also reduce the 

stress of commuting in rush hour traffic. Job sharing allows at least two people trained to 

perform each job, enabling each employee to have time off without losing productivity. 

 

Allen (2010) indicated that working from home results in higher morale and job satisfaction 

and lower employee stress and turnover, according to an analysis of two-decades of studies 

involving nearly 13 thousand employees, conducted by researchers at Pennsylvania State 

University, the prime reason is that working at home provides employees more control over 

how they do their work, working at home also helps workers better manage work/family 

demands. 

Golan (2011) suggests that companies evaluate the scope of stress in the workplace by 

looking at absenteeism, illness and turnover rates and performance problems. From there, 

employee surveys and/or committees can help determine specific stressors and if they are 

concentrated in one 
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CHAPTER THREE 

METHODOLOGY 

Introduction 

This chapter outlines the methods adopted in order to answer the research questions detailed 

in chapter one. It looks at the research design, research population, sampling techniques, data 

collection instruments and procedure of data collection, mode of analysis and presentation as 

well as ethical considerations and limitations of the study. 

Research Design 

The researcher used descriptive cross sectional survey design. Cross sectional design was 

used because the study involves collecting opinions from different respondents at once. The 

study was a survey because it involved large number of respondents. The study was 

descriptive because it allowed the researcher to discover patterns in employees thinking and 

describe issues from their own point of view.  

 

The Qualitative approaches of data collection were used. Quantitative approach was used to 

describe occurrences and discussions in relation to interview results and literature of different 

authors to arrive at the conclusion about the theme of discussion. In additional, qualitative 

was used to supplement the findings from the research results. Correlation design was used to 

establish the relationship between variables 

Population of the study 

The study was carried out at Shalowil Holdings Limited in Kawempe division Kampala 

district and the population included six (6) respondents which were members of staff and 

management 

Area of the study 

The researcher conducted the research in Kawempe division, Kampala district 

Sample size 

In view of the nature of the study population of employees at Shalowil holdings limited, a 

sample of 06 respondents was taken and the Slovene’s formula was used to determine and 

calculate the minimum sample size as follow; 

n= N/1+N(e)² 

 Where; n= the unknown people 
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        N= the known people 

         1= constant 

        e= the significance level in social science (0.05) 

 

Sampling technique 

Simple random sampling technique was used to select the respondents to be included in the 

sample. The population was divided into separate homogeneous sets that share similar 

characteristics as to ensure equitable representation of the population in the sample.  Still the 

study employed purposive sampling technique which is defined as selecting units based on a 

specific purpose associated with answering a research study question; this was preferred by 

the researcher because it helps in actively selecting the most productive sample to answer the 

research questions. 

Research Instruments 

The study used guided interviews; this is because of the nature of data that was to be 

collected, time available as well as objectives stated. 

The researcher was concerned with views, opinions, perceptions and feelings from the 

environment. Such information was collected through interviews because the study was 

conversed with variables that cannot be directly observed, the sample size was also quite 

large and given the time constraints questionnaires were ideal for collecting data  

 

Tools for data collection 

Interviews:  

The researcher used the interview method to gather more data from the various respondents 

since it was supported by the open ended questions and also administered by the use of 

interview guide. 

 

Data collection 

The researcher sought assistance from the supervisor and the school of psychology 

administration to obtain an introductory letter that was presented to organizations to help 

assist the researcher to obtain interviews from the respondents. The researcher then 

introduced himself to the respondents as he clearly explains the importance of the study given 
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Ethical issues and considerations 

Before the actual data collection, permission was sought and obtained from the respective 

respondents and the community in the area of study. The purpose of the study was first 

clearly be explained 

 

The researcher ensured a free will and consent from participants before data was collected. 

The names or identifications of respondents were anonymous and information collected from 

them was treated with utmost confidentiality 
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CHAPTER FOUR 

PRESENTATION OF FINDINGS 

Introduction  

This chapter deals with data presentation, interpretation and analysis. It analyses data 

collected from the field based on the research questions set in chapter one. This is done 

objective by objective 

The causes of occupational stress  

The respondents were interviewed and asked questions on objective one and responses are 

hereby presented below; 

 

Excessive workload 

Most of the employees interviewed reported experiencing stress related to having too much to 

do in too little time and that their regular work hours were insufficient to adequately perform 

job tasks .The Perception of excessive workload forced some employees to schedule some 

work assignments later in the evenings and weekends. 

“You cannot finish all assignments during day, so at times am forced to leave office late and 

do work related assignments on weekends which intrudes on our personal relationships and 

responsibilities” 

“The work here is a lot.” 

“My workload is always heavy; there are too many things to do” 

 

Limited resources 

One of the prominent sources of stress that emerged from the sample was lack of resources. 

First the employees highlighted that lack of access to basic supplies and equipment like pens, 

notebooks and calculators was a significant source of stress .Second, lack of access to basic 

supplies created frustration among employees as one felt forced to spend their own money. 

“At times you find when office lacks pens; you walk into the lavatory and find no tissue 

paper. It may seem like such a small thing but when you’re in urgent need, it becomes 

huge…. Spending several personal amounts of money” 
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Role overload. 

Some employees described feeling burdened by fulfilling multiple roles at the workplace. 

Role overload created personal stress because those responsibilities were perceived as 

unreasonable for example entering data due to lack of a data entrant. 

“.. For example I work as a field officer, data entrant, messenger…..I mean we are 

everything. It’s really too much” 

 

Work-family conflict/Work-Home interference  

The researcher identified quite a good number of data relating to this category. Work-family 

conflict and work spilling over to family as a result of work overload.  

Work-family conflict occurs when work demands interfere with family time and vice versa as 

well as incompatibility between work and family roles. 

“Of course that’s the implication; the work invades my personal life” 

“I take my work home most of the times; it is difficult to account for the number of hours I 

work because often times I work even during off work periods” 

 

Difficult customers 

Several respondents identified that some clients are difficult and hard to deal with which 

causes intense stress on the side of the employees. 

Some of the customers are arrogant, some fail to meet the agreed deadlines and others tend to 

be bad debtors which is stressful 

“At times you make an appointment with a client, reach the agreed venue, wait for more than 

an hour and then sometimes they done show up”  one of the respondents noted 

“You may politely approach a client, calmly present yourself but usually the response turns 

out to be arrogant which is indeed stressful” 

 

Deadlines  

Whereas it appears normal and small an issue, several respondents experienced stress 

(occasionally) resulting from deadlines set by supervisors or management. 

Respondent X noted that whenever he’s working on set and fixed deadline, he finds himself 

stressed, working under excessive pressure and often creates unnecessary panic and unease. 

Respondent Y however deferred when he stated that she was fine with working on deadlines 

as it acts as a motivator for her but claimed that an issue arises when deadlines meet, this 

calls her to accomplish different work tasks with in the same period simultaneously. 
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“You may find yourself hitting several deadlines at the same time, you have to present a 

weekly report, present detailed clients’ information. This calls fir divided attention in order 

to accomplish all assignments within the set deadlines/timelines. That’s where stress comes 

from” 

 

Sudden changes at work [continual changes] 

Respondents reported that changes especially made or that occur suddenly at the workplace 

greatly affect their mental health and causes stress to them 

They pointed out factors like changes in technology; this creates stress as a result of the need 

to cope up with the advancement in technological skills some of which may not be equipped 

with 

“…for example they day they started implementing online data entry, it was hectic for me for 

I had limited computer knowledge since we were used to manual entry in books” 

Another change pointed out was sudden reorganization and unexpected changes in the work 

schedules. Here management could present policies that needed immediate implementation 

by employees without prior knowledge there by causing panic and stress 

 

The impact of occupational stress 

The respondents were asked questions about objective 2 and the responses hereby noted as 

follows; 

Absenteeism 

Several employees revealed that when faced with unbearable work stress they often absent 

themselves from work and return weeks later. As though this may seem minor especially on 

the workers’ side, the negative impact of this on the organization is far reaching. 

Employee C stated that the duration of absences resulting from stress outcomes out numbers 

those that result from the other causes. 

“The major signal of occupational stress here is the constant absenteeism by some 

employees” the supervisor noted 

“Usually when faced with stress at work, the first thought is to take a break off the 

workstation and then return when I feel better” 

 

Work life imbalance 

Basing on findings, stress caused an imbalance in workers’ lives as it leads to depression and 

this damages health, attitude and work behavior. 
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The branch supervisor further noted that it is critical to avoid and prevent stress from 

interfering directly with workers’ health as this can significantly affect quality of work in the 

organization. 

“It’s really impossible for a worker to produce highly quality work when his or her health or 

attitude is negative, that’s why as the organization we often study and monitor their behavior 

and attitudes” 

“Once a worker is depressed or I’ll and is faced with an imbalance in life that’s the starting 

point for poor performance, that’s why as the Human Resource we take keen interest in this” 

 

Increased employee turnover 

“In a period of one year, we have permanently lost a total of three field officers who pointed 

out stress factors like difficult clients as the supreme cause of their leave” The branch 

supervisor noted 

Several field employees also revealed an intention to quit the organization in case some of the 

stressors ate not mitigated by the end of the year. However the Human Resource 

acknowledged the rampant workers’ leave but noted that they are working hard to tackle the 

stressors within the organization and also equip workers with tactics on how to deal with 

personal and outside work stress so that they retain workers 

 

Measures to curb occupational stress  

The respondents were interviewed about objective 3 and the responses are stated below; 

Autonomy  

The human resource manager revealed that in a bid to reduce the level of occupational stress 

amongst their employees they often provide work tasks which allow some personal choice in 

the way they are carried out and sequence in which they are executed. 

“At times we offer our employees multiple tasks from which they can choose which ones to do 

and those they don’t” 

“….then other times a worker is free to do tasks sin their own favorite order like choosing 

what to do first, what follows and what comes last” 

This enables workers to have freedom at work, feel free and in control which further reduces 

stress and thus increased productivity  
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Job security 

The supervisor of Kaleerwe branch reported that their employees are trained and equipped 

with multiple skills so that they are able to handle a diversity of roles. As a result a specific 

role can be handled it shared by two or more workers thereby allowing job sharing at the 

workplaces which enables each employee to have time off without losing productivity 

“….this is done in such a way that an employee can get time off work without losing 

productivity as there’s always a replacement of a person who can do the same job” 

 

Working from home 

The researcher noted that working from home results in high morale, job satisfaction and 

lowers employee stress. According to the Human Resource Officer, remote working provides 

employees with more control over how they do their work this further helps the workers 

better manage work//family conflicts  

 

Eliminating interruptions 

It has been noted that workers are encouraged to limit interruptions that in most cases causes 

a mix of personal stress into work. 

This is mostly through the use of personal telephones through which friends or family or 

relatives can send or convey de motivating messaged to workers, some of which may be 

emotional there by causing stress. Respondent Y revealed that at times when chatting with 

family members or close friends, they end up receiving saddening or unfortunate information 

usually from home as they are still in the course of work. This is the main distress as it 

reduces morale for continuing with work effectively. Therefore management suggested that 

workers should keep off personal chats while at work 

 

Employee involvement 

Management revealed a move to directly involve employees in participation and making of 

decisions that affect them. HRM identified that the employees were recently stressed due to 

several decisions to and instructions issued by the tip management which made the workers 

feel less control over their work. 

Respondent X stated that they hold several meetings with the top management on Tuesdays 

and Saturdays through which views are exchanged, employee listened to, present the way 

they would love to be administered and consensus finally reached. 
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This limits occupational stress as workers feel in control and psychologically involved in the 

decision making which makes implantation of policies easy this reducing stress  
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 

 

Introduction 

This study focuses on discussion of research findings presented in chapter 4, conclusion, 

recommendations basing on conclusion of this study, limitations and suggested areas of 

further research following the study objectives  

 

Discussion of findings  

The study aimed at establishing the relationship between occupational stress and performance 

among employees in Kawempe division, Kampala district.  

Three specific objectives guided this study and these were; 

 To find out the causes of occupational stress 

 To investigate the effects of occupational stress on performance 

 To establish the measures to curb occupational stress  

 

The causes of occupational stress 

The findings of this study reflect on various factors related to work stress as perceived by 

employees working in Shalowil Holdings Ltd in Kawempe division. The findings suggest 

that major work stressors as perceived by respondents of my sample are related to project 

management issues, deadlines of assigned tasks, scheduling of various activities and work 

allocation to team members, too many responsibilities on employee shoulders, expectations 

of bosses, top management, colleagues, subordinates and lack of expected support. 

Majority of the participants rated working hours and work load as major stressors as they are 

required to work for longer hours with much workload. This causes a lot of stress to them as 

they begin work at 8:00am and the doors are shut at 6:30pm and an extra 30 minutes is spent 

to round up the paper work or make the report of the day. This working routine is followed 

for six days of the week. It is important to note that, this working hour extends right up to 

7pm especially on days when customer are many 

Majority of the participants indicated that their current work responsibilities were beyond the 

available resources provided to execute their tasks. These findings also corroborate the 

findings by Akinmayowa and Kadiri, (2014). In their study of academic employees in a 

selected Federal owned university in Nigeria as well as the findings of a study conducted by 
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Akinyele et al., (2014) within a Private owned university in Nigeria. A study also conducted 

by (Pignata and Winefield, 2015) in an Australian university also found workload to be a 

major source of stress amongst academic employees. Hence, work overload is a major source 

of stress amongst employees within Shalowil employees  

 

The effects of occupational stress  

Regarding impact of work stress, respondents identified work-family interference and poor 

social relations as major concerns for them. Their responses suggest that they are managing 

their professional life somehow satisfactorily but they couldn’t be able to spend enough time 

with their family members, pay enough attention to family matters and get very less time for 

maintaining social relations which leads to them towards loneliness. 

The researcher asked questions to assess the response of the participants regarding the impact 

of stress on their performance. From the sample, all of the 6 participants have their 

performance negatively affected by stress. According to them, they have lots of difficulty 

performing well under stressful conditions. When employees are stressed, they tend to make 

a lot of mistakes and the overall productivity is slowed down. However, they struggle their 

way to put in the best they can. 

 

The measures to curb occupational stress  

Regarding employees’ expectations about their organization’s role in stress management 

interventions, majority of my respondents agreed that organizations can definitely play a 

major role in managing work stress of employees at individual, team and organizational 

levels by adopting various organizational processes and mechanisms. Some of these 

processes/mechanisms are well-organized workplace, proper allocation of work among 

employees, sports/recreational facilities at workplace, stress management training, open 

communication between management & employees, employee involvement in management 

decisions, employee-friendly policy, family work culture, management’s support to 

employees, team-building activities and stress-free, supportive /positive work environment. 

When asked about the move to institute a stress management program, most(4) respondents 

welcomed such initiative as it will go a long way to boast their productivity as well as that of 

the institution. They narrate that Management has not instituted an effective stress 

management scheme, so it will be a plausible move for one to be created and fully 

implemented. While one of them was lukewarm as to the effect a stress management scheme 

will help or have in their performance. According to him they can still perform within 
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stressful conditions. One respondent stated they are used to it already and so the scheme will 

have little or no meaningful impact on their job performance. 

Sutherland and Cooper (1996) suggested stress management interventions focused on 

Organizational structure and climate, management communication, work-family interference 

and individuals’ personal development through counseling, relaxation training and cognitive 

appraisal training could be very effective for employees.  

Cartwright and Cooper (2005) argued that primary level interventions focus on job redesign, 

structural changes in the organization, communication and organizational processes and 

policies; whereas secondary and tertiary level interventions are oriented towards the 

individual. As secondary level interventions, stress management programs target at personal 

resources of individuals for better coping with stress. Tertiary level interventions (i.e. 

counseling, employee assistance programs) are concerned with treatment and rehabilitation of 

individuals affected by acute and chronic health problems because of work stress.  

The findings suggest that managers of employees should focus more on primary interventions 

through work processes redesign, work systems improvements, management communication 

between employer and employees, improving organizational culture and strengthening 

teambuilding processes. The organizations should also conduct stress management training 

workshops for their employees, provide healthcare facilities and focus on employee well-

being as secondary intervention strategies for effective workplace stress management.  

 

Limitations  

As no research is free from limitations, in my study too i faced several limitations and hurdles 

to collect appropriate sample for my research. To get participants for the study, I approached 

several companies and organizations in Kawempe division and sought support from their HR 

Departments. I could therefore get respondents from only those companies which allowed 

their employees to be accessed. 

 As HR departments of participant companies didn’t allow any Audio/video recording within 

their company offices/work sites, I had to record responses of participant employees on 

structured interview sheets. The qualitative data for this study are extracted from those 

recorded responses. There could be chances of human errors in recording verbatim responses 

of participants during personal interviews (e.g. interviewer may miss some crucial response 

to note down while the respondent was narrating his stories/experiences). 
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Conclusions 

Employees are the most valuable resource of every institution. Without competent 

employees, no institution can succeed to outrun its competitors. The success of the institution 

depends on the Employees. The aim of this research was to study the effect of work stress on 

employees’ performance in employees of Kawempe division. It is clear from the vast number 

of factors identified, reported and through the literature review, that the goal of this study was 

achieved. The results from the study show that the negative factors that stressed employees 

had a negative effect on their performance. So, for an organization to be more successful, it is 

necessary for the employees to be stress-free for them to perform well. 

 

Work stress has always been an important concern for both employers and employees in any 

industry or organization. Increasing awareness about serious impact of high work stress on 

employees’ personal, professional, social and family life has also alerted employers to think 

seriously on improving their work systems and work culture for keeping work stress within 

manageable limits 

 

The findings of this study may provide many insights to HRD managers in designing 

workplace stress management interventions for creating a positive, proactive work culture 

which induce positive stress for better performance and achieving excellence.  Although this 

study is based on limited sample of Shalowil Holdings Ltd, These findings may also be 

considered in designing stress management interventions for other Occupational groups or 

industries. 

 

Recommendations 

Basing on the research objectives of the study the researcher made the following 

recommendations; 

 

Shalowil Holdings Ltd should make interventions like identifying or determining the signs of 

stress, identifying the possible causes for the signs and developing possible proposed 

Solutions for each signs. These measures allow individuals to build coping skills and develop 

strategies to develop individualized stress management plans that include eliminating the 

sources of stress 
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The researcher recommends Shalowil Holdings Ltd Management to make sure that work 

given to employees should be split such that it suits their personal strengths, and this can be 

done by indicating each worker’s responsibilities while at the job 

 

The researcher further recommends Shalowil Holdings Ltd not to subject the workers to 

pressure to do numerous work tasks in a short period of time, but rather to accord them just 

enough time to execute their duties 

 

Areas of Further Study  

The researcher recommends that further study should be emphasized on the following topics; 

Advantages and disadvantages of occupational stress in an organization  

What types of occupational stress that employee’s face in an organization?  

The influence of occupational stress on organizations and its effects on organizational 

development. 
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APPENDICES 

Appendix 1: Interview Guide 

 

CAUSES OF STRESS IN THE ORGANIZATION 

1. What do you understand by the term “occupational stress”? 

2. Describe the nature of work you do? 

3. Have you experienced occupational stress yourself? Or seen another person 

experiencing stress. 

4. What do you think it was that made you stressed? 

5. What are the causes of occupational stress in your organization? 

6. Which of the causes mentioned above is the major cause of stress in your 

organization? 

7. What aspects of your job do you consider to be the most stressful? 

8. Are your role expectations compatible? 

9. Are your work goals, plans and duties clear? 

10. Have you worked beyond your capability? 

 

EFFECTS OF OCCUPATIONAL STRESS 

1. Has occupational stress affected your organization? 

2. What are the major effects of stress in your organization? 

3. What is the most common effect of occupational stress at your workplace? 

4. How can you mitigate the continuous effect of stress towards performance? 

5. Can you describe a time when your stress resulted in making errors at work? 

6. Has occupational stress affected your performance at work? 

7. Has occupational stress resulted into poor quality at work? 

8. How has role conflict affected your performance at work? 

9. How have unclear plans and goals affected employee performance at shalowil 

holdings limited? 

10. How has work overload affected your performance at work? 

 

MEASURES OF REDUCING STRESS 

1. Are there any measures taken to reduce stress in your organization? 

2. What are the measures taken to reduce stress in your organization? 

3. What is the commonest measure employed to reduce stress in your organization? 
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4. How do you avoid getting into stressful situations? 

5. Why do you think some people can deal with stress and others can't so well? 

6. How best do you handle personal stress? 

7. Does making changes in your workplace combat occupational stress? 

8. Have you had an occupational stress workshop? 

9. Who do you think is responsible for dealing with occupational stress? 

10. Suggest ways how occupational stress can be controlled 

 

 

 

 


