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Abstract: This study explores the relationship between employees' demographic characteristics and the perception of work
stress in the public sector, using the WSQ questionnaire. The analyzed stress dimensions include workplace influence, organ-
izational conflicts, individual demands, and interference with free time. A sample of 62 respondents (aged 25 to 60) encom-
passes employees with varying work experience and positions. Understanding how demographic characteristics affect the
perception and experience of work stress can aid in developing targeted interventions to reduce stress and improve employee
well-being in the public sector. Personalized stress management strategies are essential for enhancing the work environment
and achieving optimal employee performance. The results indicate a significant impact of gender and position, while work
experience did not show a significant effect. The paper provides guidelines for developing stress management strategies spe-
cific to the public sector. Further research should include a larger sample and a more detailed analysis of other potential factors
influencing work stress to develop more effective strategies for its reduction and the improvement of the work environment in
the public sector.
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Introduction

Work stress is a complex and multidimensional phenomenon that can be analyzed from various
perspectives, including physiological, psychological, sociological, and behavioral. Physiologically, stress
is defined as the nonspecific response of the body to any demand that disrupts homeostasis (Selye,
1973). Psychologically, according to Lazarus and Folkman (1984), stress arises when an individual per-
ceives that the demands of a situation exceed their available coping resources. Sociologically, stress is
considered the result of the interaction between the individual and the social context, where organizational
factors such as culture and coworker support play a critical role (Pearlin et al., 1981).

Work stress has significant implications for individual health and organizational effectiveness. Re-
search shows that chronic stress can lead to severe health issues, including cardiovascular diseases and
immune system disorders (McEwen & Stellar, 1993).
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At the organizational level, stress is associated with reduced productivity, increased absenteeism,
and higher employee turnover (Karasek & Theorell, 1990).

Understanding work stress and its causes is crucial for developing effective management strate-
gies. These strategies include educating employees on coping techniques, adapting the work environment
to meet employee needs, and promoting a balance between work and personal life (Richardson & Roth-
stein, 2008). Such measures not only enhance employee well-being but also improve organizational effi-
ciency.

Theoretical Approaches to Work Stress

Karasek's Demand-Control Model

One of the most important theoretical approaches to studying work stress is Karasek's Demand-
Control Model (1979). This model is based on the idea that stress occurs when job demands are high,
and the control employees have over these demands is low. According to this model, when employees
face high demands—such as intense work pressures, tight deadlines, and task complexity—while lacking
sufficient control over how these tasks are performed, the result is increased stress levels, reduced en-
gagement, and a higher likelihood of developing psychosomatic illnesses.

Karasek emphasizes that stress does not arise solely from the intensity of job demands but also
from the lack of resources and control available to employees to meet those demands. This model has
laid the foundation for further studies on organizational stress, particularly within industrial and bureau-
cratic settings.

Research supports this model, showing that employees with high job demands but inadequate
control experience higher levels of stress and are more prone to mental and physical health issues (Ka-
rasek & Theorell, 1990). Conversely, organizations that provide greater autonomy and control over work
tasks tend to have employees who are less susceptible to the negative effects of stress (Cooper & Mar-
shall, 1976).

Job Demands-Resources Model (JD-R Model)

Another key theoretical approach to studying workplace stress is the Job Demands-Resources (JD-
R) model, developed by Schaufeli and Taris (2014). This model builds upon Karasek's approach by em-
phasizing that stress is influenced not only by job demands but also by the resources employees have to
cope with these demands. Employees who face high demands but also have sufficient support, resources,
and autonomy are less likely to experience stress and burnout.

According to the JD-R model, resources can be both physical (e.g., technical equipment, work-
space) and psychological (e.g., social support, mentoring relationships, opportunities for professional de-
velopment). By leveraging these resources, employees can more effectively manage job demands, which
can lead to increased productivity, engagement, and job satisfaction (Schaufeli & Taris, 2014).

Research has shown that a lack of resources, such as inadequate managerial or peer support,
increases stress levels and contributes to employee burnout (Schaufeli & Taris, 2014). Additionally, or-
ganizations that offer stress management training and foster a culture of collaboration can mitigate the
negative effects of workplace stress among employees.
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Theory of Cognitive Appraisal of Stress

One of the most important psychological approaches to stress is Lazarus and Folkman'’s theory of
cognitive appraisal of stress (1984). This approach emphasizes that stress is not merely the result of
objective stressors but also the subjective experience of employees—how they assess whether they can
cope with the demands imposed by their work environment. Lazarus and Folkman distinguish between
two types of appraisal: primary and secondary.

Primary appraisal refers to how employees perceive a situation—whether as a threat, a challenge,
or something insignificant. Secondary appraisal involves evaluating the resources available to cope with
stress. This theoretical approach is significant because it highlights that stress is not triggered by universal
factors but is subjective, depending on how employees assess the situation and their confidence in their
ability to meet job demands. The model provides valuable insights into individual differences in stress
perception and underscores that stress can be mitigated through the development of effective coping and
adaptation strategies.

Physiological Aspects of Stress

McEwen and Sapolsky (1995) investigated the physiological aspects of stress, emphasizing its
profound impact on employee health. Prolonged exposure to stress results in changes in body chemistry,
including elevated levels of the stress hormone cortisol, which can damage various bodily systems. These
changes increase the risk of heart disease, depression, anxiety, and a weakened immune response.

The physiological consequences of stress can severely affect employees’ long-term health and
also have adverse effects on organizations. Employees experiencing high-stress levels often demonstrate
reduced productivity, higher absenteeism, and shorter career longevity. These findings underscore the
importance of workplace stress management to protect employees and improve overall organizational
productivity.

A Review of Previous Research on Workplace Stress

Studies on workplace stress in organizations highlight various sources of stress and their conse-
quences for employee health and organizational productivity. Karasek's (1979) research emphasizes the
importance of job autonomy, while studies by Cooper and Marshall (1976) confirm that workload overload,
lack of support, and job insecurity are among the key factors contributing to workplace stress. McEwen
and Sapolsky (1995) underscore the physiological consequences of stress, such as an increased risk of
cardiovascular diseases and reduced immune system functionality, while Griffeth et al. (2000) demon-
strate that workplace stress raises employee turnover rates.

Social factors, such as organizational culture, also play a crucial role in employees’ stress experi-
ences. Hofstede (1980) showed that organizational culture can shape how employees perceive and re-
spond to stress. This sociological approach highlights the importance of shared values and norms within
an organization, which can reduce stress through enhanced collaboration and support among employees.

Research in Serbia, such as studies by Popov et al. (2013), indicates that employees in the country
experience higher levels of stress compared to those in countries like the Netherlands and Denmark.
These findings suggest that labor market specifics, along with social and cultural factors, significantly
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influence employees' stress experiences. Additionally, studies in countries such as the United Kingdom
and Denmark show that organizations implementing stress-reduction strategies—such as flexible working
hours and increased social support—are more successful in alleviating employee stress (Bultman et al.,
2002; Black Report, 2008).

Materials and methods

This paper aims to provide a deeper insight into the phenomenon of workplace stress in organiza-
tions. The research focuses on four key areas: the impact of workplace stress, organizational conflicts,
individual demands and commitment, and how work interferes with leisure time. The study sought to an-
alyze the presence of workplace stress within Elektroprivreda Srbije (EPS) and examine its relationship
with the demographic characteristics of respondents, such as gender, work experience, and organiza-
tional position. Data collection was conducted using a questionnaire to assess employees' perceptions of
these aspects of workplace stress.

The theoretical part of the paper analyzed contemporary literature on organizational stress, the
history of stress research, medical and psychoanalytic approaches to stress, as well as the specifics of
stress in the workplace. Additionally, it explored the stages of stress, sources of stress in organizations,
stress indicators, consequences of workplace stress, the relationship between stress and job perfor-
mance, and approaches to stress management. The research methodology was also subject to analysis.

The goal of this paper was to provide a comprehensive overview of the problem of workplace stress
in organizations, investigate the latest findings in the fields of human resource management and occupa-
tional psychology, and identify best practices and strategies that organizations can adopt to effectively
address this challenge, improving both their performance and competitiveness. The empirical part of the
research focused on identifying differences in the perception of workplace stress based on the demo-
graphic characteristics of respondents. The study analyzed the influence of gender, years of work expe-
rience, and organizational position on various dimensions of workplace stress.

The subject of this research is to determine the presence of workplace stress within Elektroprivreda
Srbije (EPS). The focus is placed on four key areas: workplace impact, organizational conflicts, individual
demands and commitment, and the interference of work with leisure time. Through the use of a question-
naire, the study explored employees' perceptions of these factors and their influence on work experience.

The objectives of our research was:

e To determine the impact of the respondents' gender on the dimensions of workplace stress.

e Toidentify differences in the dimensions of workplace stress based on the respondents' years of
work experience.

¢ To identify differences in the dimensions of workplace stress based on the respondents' organi-
zational position.

The hypotheses proposed in our research were as follows:
o HO: There is a statistically significant difference between the dimensions of workplace stress and
the demographic characteristics of the respondents.
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H1: There is a statistically significant difference between the dimensions of workplace stress
based on the respondents' gender.

H2: There is a statistically significant difference between the dimensions of workplace stress
based on the respondents' years of work experience.

H3: There is a statistically significant difference between the dimensions of workplace stress
based on the respondents' organizational position.

As a research instrument, the Work Stress Questionnaire (WSQ) (Frantz and Holmgren, 2019) was

used, supplemented with questions related to respondent characteristics (gender, age, education, years
of work experience, and organizational position).

The WSQ is a self-assessment tool for workplace stress that contains 21 closed-ended questions

grouped into four dimensions of work stress:

1.

Impact at Work: This dimension consists of four questions with a four-point response scale: "al-
ways," "often," "sometimes," "rarely," and "never." It examines the time employees have to com-
plete tasks, their ability to influence decisions at work, whether their opinions are valued by su-
periors, and their capacity to control work pace.

Unclear Organization and Conflicts: This dimension contains seven questions with possible an-
swers of "Yes," "Partially," or "No." The questions address workload, clarity of goals and tasks,
awareness of decision-making processes, conflicts at work, involvement in conflicts, and the re-
actions of superiors to workplace conflicts. Each question is followed by a sub-question, an-
swered only if the main question is affirmative, using a four-point stress scale: "not stressful,"
"slightly stressful," "stressful," and "very stressful." These sub-questions form a new dimension,
Perceived Stress from Unclear Organization and Conflicts.

Individual Demands and Commitment: This dimension also consists of seven questions with the
same responses and sub-questions as in the "Unclear Organization and Conflicts" dimension.
The sub-questions form a new dimension, Perceived Stress from Individual Demands and Com-
mitment. The questions assess the extent to which employees set high demands for themselves,
their frequent work engagement, whether they think about work after hours, their ability to set
work boundaries despite workload, whether they take on excessive responsibility, work overtime,
and experience sleep problems due to work.

Work Interfering with Leisure Time: This dimension consists of three questions with responses
on a four-point scale: "always," "quite often," "rarely," and "never." The questions examine how
often work prevents employees from spending time with loved ones, friends, or engaging in rec-
reational activities.

Data Analysis

The data were analyzed using descriptive statistics, t-tests, and ANOVA tests to identify differences

in stress perception among groups (Schaufeli & Taris, 2014). Only fully completed questionnaires were
included in the analysis, totaling 62. Logical data verification excluded sub-questions from dimensions
where the primary response was negative. The processed data were entered into a specially constructed
database, and descriptive statistics were used to examine the socio-demographic characteristics of re-
spondents.
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Sample Demographics

The research sample consisted of 29% male and 71% female respondents. Over half were aged
between 36 and 55, and one-sixth were under 26 years old. In terms of education, 48.4% had completed
higher education, and just over 30% had completed secondary school. One-third of respondents had 11
to 20 years of work experience, while nearly a quarter had more than 30 years of experience. Regarding
organizational positions, the majority indicated they held an operational role, while 8.1% were in senior
management positions. Among women, one in nine worked in senior management, whereas no men
reported holding such positions.

Research results
Work Stress Dimension - Impact at Work

The Impact at Work Dimension was assessed through responses to four questions, with possible
answers ranging from "yes, always" (value 1) to "no, never" (value 4).

Nearly half of the respondents indicated that they always have time to complete their work tasks,
and 41.3% chose the response "quite often." One in ten respondents stated that they rarely or never have
enough time to finish their work tasks.

Only 3.2% of respondents reported that they always have the ability to influence decisions at work,
while 41.9% said they quite often do. More than 16% of respondents stated that they never have the
ability to influence decisions at work.

Half of the respondents mentioned that their superiors quite often consider their opinions, while
nearly a quarter reported that this happens always, which is important for a good work climate. However,
one in four respondents said that their superiors rarely or never consider their views.

The largest number of respondents perform their work tasks at a pace that suits them, with 22.6%
stating they always decide the pace of their work, and 61.3% saying they quite often have the opportunity
to do so. Only one respondent reported that they can never influence the pace of their work.

~

'y
NS
H

"
B tn

2
-
=2 a

[a—
.
— h

0,

N

pa—

1 357 91113151719212325272931333537394143454749515355575961

Figure 1. Average Values for the Impact at Work Dimension
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By analyzing each individual questionnaire and the average values for the "Impact at Work" dimen-
sion, it is observed that most of the questionnaires had values ranging from 1.75 to 2.25. A high risk for
the impact of work stress, meaning dimension values of 3 or 4, was noted in 22.6% of the questionnaires,
with only one questionnaire reaching the maximum value of 4. The median value for the dimension was
2, indicating a low impact on the occurrence of work stress (see Figure 1).

When examining the relationship between the respondents' characteristics and the Impact at Work
dimension, it is observed that there is a statistically significant difference based on gender and organiza-
tional position, while no such difference is found for work experience (Table 1).

Table 1. Relationship Between the Impact at Work Dimension and Respondents’ Characteristics
(%)

Respondents’ Characteristics p
male (n=18) 0,0 55,6 38,9 5,6
Gender <0,001
female (n=44) 2,3 56,8 40,9 0
Up to 10 years. (n=12) 0 41,7 58,3 0
Work Experi- | 11-20 years. (n=21) 0 61,9 38,1 0 0,645
ence 21-30 years. (n=14) 0 57,1 35,7 71 ’
>30 years. (n=15) 6,7 53,3 40 0
- Top managers (n=5) 20,0 80,0 0 0
Organizational :
o Middle-level managers (n=20) | 0 65,0 35,0 0 0,009
Position
First line managers (n=37) 0 459 514 2,7

Work Stress Dimension - Unclear Organization and Conflicts

The Unclear Organization and Conflicts Dimension was assessed through seven questions. The
first four questions related to work overload, how familiar the respondent was with the goals of their work
and tasks, and who makes the decisions that affect their job. The last three questions focused on conflicts.
If the respondent indicated that there were no conflicts in the team, they answered only one question, as
the other two related to whether they were personally involved in conflicts and what the superior’s re-
sponse was to the given conflict. Each question had a sub-question ("Do you perceive this as stressful?"),
which the respondent answered if they gave an affirmative response to the main question. The result of
the sub-question formed a new dimension—perceived stress from the Unclear Organization and Conflicts
dimension.

Regarding whether work overload had increased, 61.3% of respondents answered that it had not.
Of those who felt that their work overload had increased, 2.6% found this situation not stressful at all,
60.5% found it mildly stressful, 28.9% found it stressful, and 7.9% found it very stressful.

64.5% of respondents stated that the goals of their job were clear. Among those who found their
job goals unclear or partially clear, 9.1% found this very stressful, 27.3% found it stressful, and 63.6%
found it mildly stressful.
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One in five respondents indicated that their work tasks were unclear or only partially transparent,
with 16.7% stating this was not stressful. However, this lack of clarity was mildly stressful for half of them,
while for a third, it was either stressful or very stressful.

79% of respondents stated that they knew who makes decisions regarding their jobs. Among those
who were unaware, 15.4% found this lack of knowledge very stressful, 7.7% found it stressful, and 69.2%
found it mildly stressful.

22.6% of respondents reported that there were conflicts at the workplace, and three of them (4.8%
of the sample) indicated that they had personally been involved in a conflict. When asked whether their
superior did anything to resolve the conflicts, only those who confirmed the existence of conflicts re-
sponded. Among them, only 14.3% mentioned that there was a reaction from their superior, while the
maijority felt that no response was given.

Those respondents who stated that there were conflicts at their workplace had different stress re-
actions. For half of them, the occurrence of conflict was mildly stressful; for more than a third, specifically
35.7%, it was stressful; and for 14.3% of the respondents, it was very stressful. Of the 22.6% of respond-
ents who reported conflicts at their workplace, three (4.8%) were themselves participants in the conflict,
of which one felt mild stress and two felt stress.

Respondents who reported conflicts at their workplace, in 14.3% of cases, stated that their super-
visor did something to resolve the conflicts. Those who believed that their supervisor did nothing to resolve
the conflicts experienced mild stress in 33.3% of cases, stress in 58.3%, and high stress in 8.3%.

Perceived stress due to unclear organization and conflicts

Perceived stress for the dimension of Ambiguous Organization and Conflicts was assessed based
on the responses in each individual questionnaire. A high level of exposure was defined as a positive
response to 4-7 questions, while a low level of exposure was defined as a positive response to 0-3 ques-
tions. A high level of stress exposure was recorded for 62.9% of respondents, with the median of the
dimension being 4 (Figure 3).
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Figure 3: Perceived Stress for the Dimension of Ambiguous Organization and Conflicts
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When examining the relationship between the respondents' characteristics and the dimension of
Ambiguous Organization and Conflicts, it is observed that there is no statistically significant difference
based on gender, work experience, or position in the organization (Table 2).

Table 2. Correlation of the Dimension of Ambiguous Organization and Conflicts with the Respondents’
Characteristics

Respondents’ Characteristics

male (n=18) 0 56 |56 |222 389 |278 |0 |0
ERIEET e 23 145 |227 |91 1295 |38 [0 |0 | %
preiyees 83 183 |25 |25 333 |0 |0
(n=12)
11-20 years.
i 4 238 |48 |2 1
WorkExpe (n=21) 8 0 3,8 8 8,6 |38, 010 0.753
rience 21-30 years
years. 0 143 |0  [143 |50 |214 |o |0
(n=14)
>30 god. (n=15) | 0 0 1333 | 133 | 267 |267 |0 |0
Z]ozps;“a”agers 0 0o lo o |400 |600 |0 |0
Oligenizer Middle-level man
tional Posi- 48 |48 286 |0 [190 429 |0 |0 |0473
fion agers (n=20)
ARITHTETEGES B 56 139 222 389 | 194 |0 |0
(n=37)

Dimension of Job Stress - Individual Demands and Commitment

The dimension of Individual Demands and Commitment was analyzed through seven questions,
which addressed the expectations respondents set for themselves regarding their job, how engaged they
are with work, whether they think about work after working hours, and similar topics. Each question had
a sub-question ("Do you find this stressful?") to which respondents answered if they had affirmed the main
question. The result of the sub-question formed a new dimension — Perceived Stress from Individual De-
mands and Commitment.

High job demands were set by 48.4% of respondents, of whom 36.7% found it not stressful, 46.7%

found it a little stressful, and 16.7% found it stressful.
83.9% of respondents were frequently engaged in work, which was not stressful for 28.8%, a little stressful
for 53.8%, and stressful for 13.5%. No respondent reported that frequent engagement with work was
stressful. 56.6% of respondents thought about work after working hours. This was not stressful for 22.9%,
a little stressful for 68.6%, and stressful for 5.7%, with 2.9% finding it extremely stressful.

Difficulties in setting boundaries for work tasks, despite having many tasks, were experienced by
58.1% of respondents. These difficulties were not stressful for 11.1%, a little stressful for 58.3%, stressful
for 22.2%, and highly stressful for 8.3% of participants. More than half of respondents (53.2%) admitted
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to taking on more responsibility at work than they should, and 15.2% did not feel stressed about it. A little
stress from taking on too much responsibility was felt by 57.6%, and 3% reported high stress.

30.6% of respondents said they worked after regular working hours to complete their tasks. This caused
a little stress for 57.9%, while 31.6% reported no stress. Because their minds were preoccupied with work,
30.6% of participants reported having sleep problems. Of these, 73.7% experienced it as a little stressful,
while 26.3% found it stressful.

Perceived Stress from Individual Demands and Commitment

Perceived stress for the dimension of Individual Demands and Commitment was assessed based
on the responses in each individual questionnaire, with a high exposure level defined as a score of 7 and
a low exposure level defined as scores between 0-6. A high level of stress exposure was recorded for
9.7% of the respondents, while the median for this dimension was 3 (Figure 4).
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Figure 4. Perceived stress for the dimension of Individual Demands and Commitment.

When examining the relationship between the individual characteristics of the respondents and the
dimension of Individual Demands and Commitment, it is observed that a statistically significant difference
exists only in relation to the respondent's gender (Table 3).
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Table 3. The Relationship Between the Dimension of Individual Demands and Commitment and the
Characteristics of the Respondents

0,
Respondents’ Characteristics ‘ (%)
male (n=18) | 167 |56 |167 | 222|167 |56 |56 | 11,1
Gend <0,001
ender female (n=44) |68 |114 | 159 | 159|182 |136 |91 |94 '
uptolOyears. | o4 a3 467 (3330 |250 |83 |0
(n=12)
11-20years. oo 148 195 [143|238 | 143 | 143 |95
Work Expe- | (n=21) 0.601
rience 2l-30years. 1oy 1yas 1443 (143|214 | 214 |74 |0
(n=14)
> .
S 133 |67 |67 |133]200 |67 |67 |267
(n=15)
Topmanagers | .. 1o 125000 |0 250 |0 o
(n=5)
Organiza- Middle-level
tional Posi- | managers 10,5 | 5,3 159 (105|158 |26,3 |53 10,5 | 0,586
tion (n=20)
Firstline man- |, .1 00 Taq | 243|216 108 135 |84
agers (n=37)

Dimension of Work Stress - Work Interference with Free Time

The dimension of Work Interference with Free Time was examined through responses to three
questions, with possible answers ranging from "Yes, always" (value 4) to "No, never" (value 1). Responses
with values of 3 or 4 indicated an increased impact on stress.

4.8% of respondents stated that it is always difficult for them to find time to be with their loved ones
due to work, while 11.3% reported this happening quite often.
Respondents were asked how difficult it is for them to find time to be with friends, with 4.8% answering
"always" and 16.1% answering "quite often."

Work overload also affects recreational activities. 6.5% of respondents stated that it is always diffi-
cult for them to find time for recreational activities, while 14.5% said it is quite often difficult.

1jmt.rs

81


https://ijmt.rs/

Koludzic, D. (2024). The Correlation Between Dimensions of Work-Related Stress and Demographic n
Characteristics of Employees in the Public Sector . International Journal of Management Trends: Key '
Concepts and Research, 3(2), 71-86.

Check for
updates

45
4,0

Z
3,0 N

2,5

2,0 M

1,5

1,0 M‘“

0,5

e -

1 357 91113151719212325272931333537394143454749 515355575961

Figure 5 Display of the mean values for the dimension Work Interference with Free Time

Analyzing each individual questionnaire and the mean values for the Work Interference with Free
Time dimension, it was observed that most questionnaires had values ranging from 1.75 to 2.25. A high
risk for work stress, or values of 3 or 4 for this dimension, was observed in 27.4% of the questionnaires,
with only two questionnaires having a maximum value of 4. The median value for this dimension was 2,
indicating a low impact on work stress (Figure 5).

When observing the relationship between the respondents' characteristics and the dimension of
Work Interference with Free Time, it is noted that there is a statistically significant difference only based
on gender (Table 4).

Table 4. Relationship between the dimension of Work Interference with Free Time and the respondents'
characteristics

Respondents' characteristics (%)
male (n=18) 38,9 33,3 22,2 5,6

Gender — Iomale (n=44) 250 500 |59 |91 | 008
up to 10 years. (n=12) 16,7 50,0 25,0 8,3

Work Expe- | 11-20 years. (n=21) 33,3 38,1 14,3 14,3 0268

rience 21-30 years. (n=14) 429 50,0 7.1 0 ’
>30 god. (n=15) 20,0 46,7 26,7 6,7

Organiza- Top managers (n=5) 40,0 40,0 20,0 0

tional Posi- | Middle-level managers (n=20) 45,0 30,0 20,0 5,0 0,324

tion First line managers (n=37) 18,9 54,1 16,2 10,8

When considering the overall impact of the analyzed dimensions of work-related stress, it is ob-
served that only the dimension of Perceived Stress due to Ambiguous Organization and Conflicts has a
high impact on work stress among the employees included in the study (Table 5).
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Table 5. The Impact of Work Stress Dimensions on the Occurrence of Stress Among Respondents
Impact on Stress Occur-

Work Stress Dimensions Median

rence
Impact at Work 2 low
Stress due to unclear organization and conflicts 4 high
Stress from individual demands and commitment | 3 low
Work interfering with free time 2 low

In relation to the research hypotheses, it is concluded that the respondent's gender impacted the
work stress dimensions: Job Influence, Perceived Stress Due to Individual Demands and Commitment,
and Work Disruption of Free Time. The position within the organization impacted the Job Influence di-
mension, while the respondents' years of work experience did not affect any of the work stress dimensions
(Table 6).

Table 6. The Impact of Respondent Characteristics on Work Stress Dimensions

Work Ex- Organiza-

Gend . tional Posi-
Work Stress Dimensions ender perience t:::a osl

Impact at Work <0,001 - 0,009
Stress due to unclear organization and conflicts - - -
Stress from individual demands and commitment <0,001 - -
Work interfering with free time 0,008 - -

Discussions

In this study, the dimensions of work stress were analyzed and their connection with the demo-
graphic characteristics of the respondents, including gender, years of work experience, and position in
the organization. The survey included 62 people, of whom 71% were women and 29% were men. The
respondents were predominantly aged between 36 and 55 years, with the largest group (48.4%) having
completed a university degree. Additionally, one-third of the respondents had between 11 and 20 years
of work experience, while 23% had more than 30 years of work experience. The study aimed to confirm,
partially confirm, or not confirm the hypotheses. Based on the analysis, the following results were ob-
tained.

Confirmation of Hypotheses:

HO - There is a statistically significant difference between the dimensions of work stress and the
demographic characteristics of the respondents. This hypothesis was partially confirmed. Gender and
position in the organization had a statistically significant impact on specific dimensions of work stress,
while years of work experience did not have a significant effect.
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H1 - There is a statistically significant difference between the dimensions of work stress in relation
to the respondent’s gender. This hypothesis was confirmed. Gender had a statistically significant impact
on the dimensions of work stress: "Impact on the job," "Perceived stress due to individual demands and
commitment," and "Work interfering with free time."

H2 - There is a statistically significant difference between the dimensions of work stress in relation
to the years of work experience of the respondent. This hypothesis was not confirmed. Years of work
experience did not have a statistically significant impact on any dimension of work stress.

H3 - There is a statistically significant difference between the dimensions of work stress in relation
to the respondent’s position. This hypothesis was partially confirmed. Position in the organization had a
statistically significant impact on the dimension "Impact on the job."

Research on work stress, both internationally and locally, has been conducted by many scholars.
For instance, Johnson & Hall (1988), in their work Job Strain, Workplace Social Support, and Cardiovas-
cular Disease: A Cross-sectional Study of a Random Sample of the Swedish Working Population used a
questionnaire to assess work stress and its connection to cardiovascular diseases, confirming the validity
of the questionnaire in different work environments.

Similarly, Frantz & Holmgren (2019) in their study The Work Stress Questionnaire (WSQ)—Relia-
bility and Face Validity among Male Workers used the Work Stress Questionnaire (WSQ) developed for
the early identification of individuals at risk of taking sick leave due to work stress. This tool was previously
tested for reliability and face validity among women with satisfactory results. The study aimed to examine
the reliability and validity of the WSQ among male workers.

Research shows that work is, if not the biggest, one of the biggest causes of stress. For example,
it has been shown that around 23% of the working population in Denmark reports symptoms of distress
(Bultman et al., 2002). Similarly, in the UK, it was found that in 2006, 175 million hours were "lost" due to
illness (Black Report, 2008). A recent study (Popov, Majstorovi¢ & Matanovi¢, 2013) indicated that the
situation in our country is even more alarming—60.2% of employees are above the clinically significant
level of distress, compared to 10% of employees in the Netherlands. The same study also showed that
as much as 27.6% of employees in our country are above the "clinically significant" level of burnout, which
is significantly higher compared to employees in Denmark (19.8%) (Popov, B., 2018).

Conclusions

This research aimed to analyze the presence of work stress at Elektroprivreda Srbije (EPS) and
investigate its connection with the demographic characteristics of the respondents, such as gender, work
experience, and position within the organization. A questionnaire assessed employees' perceptions of
four key areas of work stress: impact on the job, organizational conflicts, individual demands and commit-
ment, and work interfering with free time.

Based on the conducted research and a review of relevant literature, it can be concluded that work
stress is a significant issue both globally and in Serbia. Demographic characteristics such as gender, work
experience, and position in the organization can influence employees' perception of work stress. For ex-
ample, women often report higher levels of work stress compared to men, which aligns with the findings
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of other studies. However, work experience was found to be a less relevant factor concerning work stress
in this study, which differs from the results of other studies exploring this connection.

International research confirms the widespread prevalence of work stress, with serious implications
for health and productivity. For example, data from Denmark and the United Kingdom show a high level
of distress among workers, while research in Serbia points to even more alarming results. High levels of
work stress are associated with poor health outcomes, absenteeism, and decreased productivity. Com-
bining the results of this study with the conclusions of other studies, it is clear that policies and practices
for managing work stress are vital both globally and within individual organizations. Investing in measures
to reduce work stress and promote healthy work environments can significantly impact employee well-
being and business outcomes.

Potential limitations of this research include the relatively small sample size and restrictions in the
demographic characteristics covered. Future research could involve expanding the sample to obtain more
representative results and a more detailed analysis of other potential factors that may affect work stress,
such as socioeconomic status or type of job. Longitudinal studies could provide deeper insight into
changes in the perception of work stress over time and identify the long-term effects of stress manage-
ment on employee health and productivity.

In conclusion, this research contributes to the understanding of work stress in a specific work en-
vironment, but also highlights the need for further studies to understand better the factors contributing to
work stress and develop more effective strategies for managing it.
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