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STRESS MANAGEMENT STRATEGIES OF
PEOPLE HOLDING MANAGERIAL POSITIONS

The article deals with the problem of stress management strategies of people holding managerial positions. It is
found out that stress is a very common phenomenon, inherent to every healthy individual. It is one of many psycho-
physical states of the organism. Stress is commonly defined as a highly unpleasant psychophysical state associated with
tension, overexertion, pain, and even the feelings of helplessness and powerlessness. It is characterised by the increase
of tension caused by the influence of specific factors - stressors. Emotional intelligence refers to the ability of recogniz-
ing, motivating and managing both our emotions and the ones of the people we are related to. It is noted that stress
appears when workers — both employers and employees — feel psychological discomfort caused by being exposed to
conditions and requirement beyond their present capabilities. When requirements are adjusted to one’s physical and
psychological capabilities, the worker is equipped in appropriate knowledge, skills, as well as in other people’s help,
working problems are solved and stress subsides. After a period of rest a new activity can be taken up. The attempt at
handling difficulties is successful. This kind of stress — eustress — builds up worker’s self-esteem, encourages to pro-
gress, learning and attempting new tasks — it is beneficial to the employee, employer and the whole company. It might
be concluded that people who are in good relations with their emotions understand the emotions of other people, are
socially competent and can better cope with crisises and moments of strong stress, which is an essential ability to pos-
sess by people holding managerial positions. Managers have to be well-versed in many various, related fields such as:
conducting negotiation, building a good working team, managing it, communicating with the subordinates, coming into
contact with them, motivating them to efficient work, taking good decisions, resolving conflicts, relieving stress, settling
disputes. El is essential to the development of all these skills.
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The analysis of skills helping people to succeed in
their professional life revealed that Emotional Intelligence
(El) plays a significant part in the process. According to
psychological researches [2; 9; 14] people who skilfully
handle their emotions understand the emotions of other
people, are socially competent and can successfully cope
with crisises and moments of strong stress in both private
and professional life.

Stress is a very common phenomenon, inherent to
every healthy individual. 1t is one of many psychophysi-
cal states of the organism. Stress is commonly defined as
a highly unpleasant psychophysical state associated with
tension, overexertion, pain, and even the feelings of help-
lessness and powerlessness. It is characterised by the in-
crease of tension caused by the influence of specific fac-
tors - stressors.

Stress triggered by work related factors is called or-
ganizational stress. It is estimated that 50-60% of ab-
sences caused by workers’ illnesses are connected with
stress in a work place and the annual costs of sick leaves
and patients’ medical treatment are assessed at €20 billion
in the European Union and $150 billion in the United
States.

Social expenses connected with stress are increasing
too. The costs of medical care, health benefits and inva-
lidity pensions for those who had a stress related accident
at work are incurred by the society. Moreover stress is the
cause of irritation which, in turn, influences our quality of
life, and therefore stress affects the surrounding (pressure
exerted on workers, family and friends), work quality
(work related accidents, decreased efficiency), and the
person experiencing it (diseases and emotional problems).

It is assumed by the executives that professional ca-
reer requires total dedication. For the sake of improving
qualifications they first give up their hobbies, then social,

and eventually even family life. The worst scenario for
such a lifestyle is a heart attack before the person reaches
his or her forties. Stress produced reactions can become
pathological. The ability of handling one’s emotions,
which means their conscious control, is a key competence
in the professional activity of people on managerial posi-
tions. A good manager should not only possess good fac-
tual knowledge, but also skilfully and consciously handle
emotions, especially in a stress situation.

Emotional Intelligence

Emotional intelligence refers to the ability of recog-
nizing, motivating and managing both our emotions and
the ones of the people we are related to. These abilities
differ from academic, intellectual skills and, at the same
time, the two complement each other (yet more than 80%
of overall competence distinguishing outstanding workers
from the average depend not on sheer intellect, but on
emotions).

On the basis of researches conducted by L. Spencer
& Wei Chen after: D. Goleman, 1999, [6, p. 442-443],
examining over 300 top-level executives in 15 companies
worldwide, it was demonstrated that there are 6 emotional
competencies distinguishing company stars from the av-
erage, i.e.:

- influence;

- team leadership;

- organizational awareness;

- self-confidence;

- achievement drive;

- leadership [1; 2; 8].

These competencies reflect one’s perfect control
over a wide scope of emotional abilities ranging from
self-awareness to social awareness and skills. Emotional
intelligence determines our potential ability to learn prac-
tical skills, which are based on 5 elements:
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- self-awareness;

- motivation;

- self-control;

- empathy;

- good interpersonal relations.

Our emotional competence shows how much of our
potential we managed to turn into useful work related
skills. The executives and workers exploiting their poten-
tial of emotional intelligence create appropriate profes-
sional relations, allowing them to conduct accurate and
appropriate exchange of information. Emotional intelli-
gence is an essential factor to succeed in management; it
is the basis of all interpersonal relations, also in stressful
environment.

Stress at work

Stress appears when workers — both employers and
employees — feel psychological discomfort caused by
being exposed to conditions and requirement beyond their
present capabilities.

When requirements are adjusted to one’s physical
and psychological capabilities, the worker is equipped in
appropriate knowledge, skills, as well as in other people’s
help, working problems are solved and stress subsides.
After a period of rest a new activity can be taken up. The
attempt at handling difficulties is successful. This kind of
stress — eustress — builds up worker’s self-esteem, encour-
ages to progress, learning and attempting new tasks — it is
beneficial to the employee, employer and the whole com-
pany.

When requirements appear frequently, are long-
lasting, exceed one’s capabilities or the person does not
have the knowledge, skills and support necessary to meet
them — problems remain unsolved and stress reaction con-
tinues (one is dealing with distress). The person remains
constantly tense, overexcited and active. Depending on
situation and the reason of stress, one can also experience
unpleasant feelings such as fear, anxiety, annoyance or
anger. If the tension continues for a long time, it can
cause the loss of strength and fatigue. Prolonged stress,
instead of enhancing activity, promotes saving energy,
inertia, reluctance to accept changes and new responsibili-
ties at work. Unless the situation at work changes, it may,
in time, lead to apathy, sadness, the feelings of helpless-
ness and guilt as well as losing self-confidence and even-
tually the loss of trust placed in the superior, the associ-
ates and the company. This kind of stress decreases self-
esteem and temporarily reduces the ability of handling
new or difficult tasks at work — it is harmful to both the
employee and the employer as well as the enterprise.
Chronic and undiminished stress in the workplace can in
this way increase the expenses of the firm and cause fi-
nancial losses. Hasty and unwise decisions, impaired effi-
ciency and productivity, dissatisfied clients, the cost of
accidents in the workplace, substitution for absent work-
ers, selection, recruitment, vocational and training courses
for new workers or managers employed to replace those
who resigned are only the examples of expenses caused
by unnecessary stress at work (www.pip.gov.pl.).

The level of stress perception may vary depending
on a person. Inborn temperament and certain personality
characteristics as well as appropriate knowledge, skills
and the assistance of the superiors and associates may
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reduce the high level of stress. Therefore the ability of
handling one’s own emotions, that is emotional intelli-
gence, is essential.

Handling Stress

The level of stress triggered by an event depends not
only on the situation itself, but also on perceptible possi-
bilities of handling it [3, s. 53]. Factors enabling people to
successful handling difficult situations are called internal
resources. They are defined as all the means protecting us
from experiencing stress and helping us to deal with it [4,
p.62]. They include the characteristics of the person as
well as the surrounding. Handling difficult situations can
be treated as:

- a process — understood as a sequence of changing
strategies; all the activities undertaken in a stressful situa-
tion [13]; It depends on situational and personal factors as
well as the interaction between the two. The process is
conducted by means of individual predispositions defined
as a stress coping style.

- A strategy is a specific action an individual takes in
a particular stress situation [13, p. 188]

- style — that is individual predispositions determin-
ing one’s behaviour in stress conditions, presented as in-
dividual tendencies to deal with problems in a particular
way. It is a relatively constant, individual tendency defin-
ing the course of managing stress.

People differ as to the number and kind of strategies
they have in their repertoire. If it is characterised by the
abundance of a certain kind of strategies, they will be
used to handle particular situations. One cannot use the
kind of strategy he or she does not possess in the reper-
toire unless a new form of behaviour [7, p. 484]. The
choice of strategy is determined by:

- the situation;

- individual predispositions;

- gender;

- age;

- the kind of stressor [11; 15, 16].

The relation between the level of emotional intelli-
gence and the style of handling stress is a frequent subject
of scientific research. Manager’s professional life is often
accompanied by stress, its level being varied depending
on the importance of matters as well as one’s involvement
in work.

Stress resistance is a characteristic which evidently
determines the outcome of undertaken activities, espe-
cially the responsible ones, carried out in unusual circum-
stances, under tension and in public.

M. Derkacz [5] conducted a research using the Emo-
tional Intelligence Questionnaire [8.] measuring El seen
as the ability to recognize, understand and control one’s
own and other people’s emotions, and the ability to use
them efficiently in managing one’s own and other peo-
ple’s activity, as well as the Stress Management Ques-
tionnaire [12], in which the style of handling stress is un-
derstood as an individually specific manner of behaviour
in different stress situations. One can differentiate be-
tween three scales of coping styles:

- “A problem-focused style” — it means undertaking
tasks, where the emphasis is put on planning and invent-
ing solutions to the problem;




- “An emotion-focused style”, where the emphasis is
put on oneself, one’s own emotions with the tendency to
wishful thinking and fantasizing in order to reduce the
stress triggered emotional tension;

- “Avoidant coping style”, where you refuse to think
about, experience and deal with the situation. It can take
two forms:

a/ distracting oneself with substitute tasks

b/ seeking social diversion [13].

The subject of the research were two groups of ran-
domly selected people, aged 35-45:

a/ The experimental group, consisting of people
holding managerial positions (N=60)

a/ The control group, consisting of people not hold-
ing managerial positions (N=60)

Among other things, statistical analysis of the results
allowed to conclude that:

1. People with a high level of emotional intelligence
can handle negative emotions accompanying stress situa-
tions, recognize their emotions and the ones of other peo-
ple more accurately, and can efficiently use them to deal
with the problem. Therefore the higher the level of emo-
tional intelligence, the lower the result on the emotion-
focused scale (r-pearson for women 0,865, p> 0.01; for
men r-pearson = 0,268 p>0.01)

2. Managers might be characterized by the positive
relation between emotional intelligence and a problem-
focused style, which means that the higher the level of
emotional intelligence, the more frequently the managers,
when confronted with a stress situation, make efforts
aimed at solving the problem, usually through cognitive
transformations or the attempts at changing the situation
(r-pearson 0.528; p>0.01)

3. Stress exposed managers with a high level of El
tend to avoid thinking about, experiencing the situation
and engaging in substitute activities such as watching TV,
binging or seeking social diversion (r-pearson 0.725 p>
0.01)

4. The higher the level of EI, the more frequently the
stress exposed people from the control group focus on
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their emotions, display the tendency to wishful thinking,
engage in substitute activities or seek social diversion (r-
pearson 0.560 p>0.01)

5. The managers have a higher EI level than the peo-
ple from the control group, which may indicate that they
are more exposed to situations in which they have to iden-
tify and control their emotion as well as the ones of other
people on the basis of non-verbal communication. It is
important in resolving conflicts, which is the element of
work on managerial position. Therefore they focus on
problem solving (r-pearson 0.528 p>0.01)

6. Managers rarely react to a stress situation with in-
efficient styles as:

- avoidant coping style or

- engagement in substitute tasks.

7. Some differences appeared in the emotion-focused
style scale. The women from both examined groups achieved
higher results than the men, which indicates that women
when exposed to a stress situation more often focus on their
emotions than men (r-pearson 0.369 p>0.05).

8. Women aged 35-45 holding managerial positions
demonstrate a stronger tendency to focus on themselves and
their emotions than men. This strategy is aimed at reducing
emotional tension, yet it may sometimes enhance the sense
of insecurity and increase tension (r-pearson 0.663 p>0.01).

Conclusion

It might be concluded that people who are in good rela-
tions with their emotions understand the emotions of other
people, are socially competent and can better cope with cri-
sises and moments of strong stress, which is an essential
ability to possess by people holding managerial positions.

Managers have to be well-versed in many various, re-
lated fields such as: conducting negotiation, building a good
working team, managing it, communicating with the subor-
dinates, coming into contact with them, motivating them to
efficient work, taking good decisions, resolving conflicts,
relieving stress, settling disputes. EI is essential to the devel-
opment of all these skills.
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TI'pasicuna Keamkoecka

CTPATETMM YIIPABJEHUS CTPECCOM JIIOJEN, 3AHUMAIOIINX PYKOBOJAIIUE JOJXK-
HOCTHU

B crathe paccmarpuBarOTCsS CTpaTerMy YIpPAaBJIECHHs CTPECCOM JIIOAEH, NOOMBAIOIIMXCS YCHEXOB B IpodeccHo-
HalbHOM ku3HU. [lokazaHo, 4TO 3MouMOHaIBHEIA uHTEIEKT (El) onpenenser nmoTeHIMaIbHYI0 BO3MOKHOCTD TIPHOO-
peTeHHs MPAKTUUECKUX HABBIKOB YIPABJICHHS CTPECCOM, KOTOPHIE OCHOBAaHBI HAa 5 3JIeMEeHTaX: Ha CAaMOCO3HAHUH; MO-
TUBAILIUH; CAMOKOHTPOJIE; 3MIATUH; XOPOLIMX MEKINYHOCTHBIX OTHOLICHUSIX. AHAIM3UPYIOTCS SMOLMOHAIBHBIE KOM-
METEHINH, KOTOPbIE OTPAXKAIOT HJIeabHBIH KOHTPOJIb HaJl INUPOKHUM CIIEKTPOM SMOIMOHANBHBIX criocobHocTei. [Toka-
3aHO, YTO PYKOBOJMTEIHN U PAOOTHUKH, UCTIONb3Ysl COOCTBEHHBIN IIOTEHIINAT SMOIIOHAIBHOI0 HHTEIUIEKTA, MOTYT CO3-
JIaBaTh COOTBETCTBYIOIINE MPOQECCHOHANBHBIE OTHOMICHHS, YTO MO3BOJIICT MM NPOBOJUTH KOHCTPYKTHBHBIH OOMEH
nHpopmanue. OMONNOHAIBHBIA WHTEIIEKT SBISETCS BAXHBIM (PAKTOPOM IOCTIDKCHHUS ycIieXa B YNPABICHHH, 3TO
OCHOBa BCEX MEXIIMYHOCTHBIX OTHOIICHMH, B TOM UHCIE U B CTpEccOoBOi oOctaHOBKe. [loka3aHo, 4TO cTpecc ompese-
JSIeTCsl KaK BEChbMa HEMPUSTHOE NCUXO(U3NIECKOE COCTOSHHE, CBSI3aHHOE C NEPEHANpsDKEHUEM, OIIyIIeHHEM OoIH,
YyBCTBOM OecroMoIIHOCTH H Oeccumsa. CTpece XxapakTepu3yeTcs yBeITHISHUEM HaNpsKEHHOCTH, BBI3BAHHOW BIIHMSHH-
€M KOHKpPETHBIX (haKTOPOB - CTpeccopoB. PaccMaTpuBaroTCst MOCIEICTBUA OPraHU3ALIOHHOTO CTPEcca, CBA3aHHOIO C
YBEJIMUCHUEM COIMAIILHBIX PACXOJ0B, YBEJIMUCHUEM 3a00JI€BaEMOCTH, TOJJOBBIMU PACXOAAMH I10 JIUCTaM HETPYJOCIIO-
COOHOCTH; 3aTpaTaMM Ha MEIUIMHCKOEe 00CTy)KMBaHKE MAallMEHTOB; MEANIIMHCKIUMHU MOCOOMSMH U IIEHCHUSMH 110 MHBA-
muaHocTu. [loka3aHo, 4TO cTpecc BIMsET Ha KaueCTBO JKU3HH JIMYHOCTH (3a00JI€BaHMs, IMOLMOHAILHEIE MTPOOIEMBbI,
cHIKeHue 3 HEKTUBHOCTH MPO(ECCHOHANBLHOMN IESTEIbHOCTH) U Ha OKPYXKAIOUIMX €ro JIIoJIel (1aBieHne Ha paboTHU-
KOB, KOJIJIET, WICHOB CEMBH, Ipy3el U TOMY NOAZ0OHOE). YCTaHOBJICHO, YTO PYKOBOJUTEINH, 00JIaJafoNIie BaXKHON CITO-
COOHOCTBIO MOHMMAaTh CBOM 3MOLMH M 3MOLMH JAPYTUX JIOJAEH, CONMATbHO M IMOIMOHAIBFHO KOMIICTEHTHBIC JIy4IIe
CHPABISAIOTCS C CHIBHBIM CTpeccOM. PyKOBOIWTENM JOJKHBI XOPOIIO Pa3OMpaThCsi BO MHOTHX CMEKHBIX OOIACTSX,
TaKuX, KaK: MPOBEJCHUE IIEPErOBOPOB, CO3AaHIE XOpouel pabodelt KOMaH/bI, ypaBIeHUE IPOU3BOACTBOM, OOIICHNUE
C TTOTYMHEHHBIMH, MOTHBAIIHS IOMINHEHHBIX Ha 3(Q(QEeKTUBHYIO pabOTy, IPUHITHE NIPABMIIBHBIX PELICHHH, pa3peleHne
KOH()JIMKTOB, CHATHE CTpecca, yperyaupoBaHue cropoB. st pa3sBUTHS BCEX 3THX HABBIKOB OOJBIIOC 3HAYEHHE OTBO-
JTUTCS] SMOIL[IOHAJIBHOMY UHTEJUICKTY.

Kniouegvie cnoea: >MONMOHANIBHBIA HMHTEIIEKT, SMOLUOHANbHAS KOMIIETEHTHOCTb, JHYHOCTH PYKOBOAUTEINS,
cTpecc.

I'paxcuna Keamkoscovka

CTPATETIIi YIIPABJIHHS CTPECOM JIIOJIEM, SIKI 3AMMAIOTH KEPIBHI IIOCAJIU

Y CcTaTTi pO3TIANAIOTECS CTPATETIi YIIPaBIiHHS CTPECOM JIFOJICH, SKi NIYKAIOTh YCHiXy B mpodeciitHomy skutTi. [To-
Ka3aHo, mo emouidHui iaTenekt (El) Bu3Havae moreHmian aus HaOYTTS NPaKTUYHAX HABHYOK YIPABIIHHS CTPECOM,
KOTpi 0a3yroThcsa Ha 5 elleMeHTax, a caMe, Ha CaMOCBIIOMOCTi, MOTHBAIIi{, CIiBIIEPEKUBAHHI;, CAMOKOHTPOJI, Mi’KOCO-
OWCTICHHX CTOCYHKaX. AHAI3YIOThCS €MOIIiHI KOMIIETEHIIIT, IO Bi0OpaXaroTh JOCKOHAINH KOHTPOIb HAJ ITHPOKHM
CIIEKTPOM eMOIlHNX 31i0HO0CcTeH. [Toka3zaHo, 0 KePiBHUKY Ta CIiBPOOITHUKH, BUKOPUCTOBYIOUH CBill BIACHUI MOTE-
HITiaJl eMOLIHHOTO IHTENEKTY, MOXKYTh CTBOPUTH NPO(ECiiiHi CTOCYHKH, KOTPi JO3BOJATH IM BECTH KOHCTPYKTHBHUI
oOmiH iHdopmariero. EMOIIHHMIA IHTENEKT € Ba)KIIMBUM YHHHUKOM Y JIOCSITHEHHI yCHIXy B yNpaBJiliHHI, 116 € OCHOBOIO
BCIX MI’)KOCOOMCTICHHX CTOCYHKIB, BKJIFOUaIOUM YMOBH cTpecy. [loka3aHo, 10 CTpec BU3HAYAETHCS SIK JIy)Ke HEIPUEM-
HUH TIcuxo(i3uYHUI CTaHW, TOB'SI3aHUIl 3 TEepeHanpyXeHHsAM, O, BiauyTTaM Oe3nopaanocti i Oezcuis. Crpec
XapaKTepU3yEThCsl TIOCUICHHSIM HANpY)KEHOCTI, 1110 BUKJIMKaHI BIUIMBOM KOHKpETHHX (akTopiB - cTpecopiB. OOroso-
PIOIOTHCS HACIIIAKHM OpTaHi3alifiHOro CTpecy, 110 MOB'sI3aHi i3 30UIbIIEHHSIM COLIAIbHIX BUTPAT, 3pOCTAHHSIM 3aXBOPHO-
BaHb, IIOPIYHUMH BUTpATAaMM Ha JINCTH HEMpAIe3/laTHOCTi; BUTpaTaMHU Ha MEAWYHE OOCIYrOBYBaHHS AJISI TAIli€HTIB;
MEIMYHUMH TUJIbraMy Ta TEHCIIMH I10 iHBaJIiAHOCTI. BHsABIEHO, 110 CTpec BIUIMBAE HA SIKICTh JKUTTS CaMmoi JIOANHH
(3aXBOpIOBaHHS, EMOIIiHHI MPOOIEMH, 3HIKEHHS €(EKTHBHOCTI Mpo(eciifHOT AisITHHOCTI TOIIO) i HA JIFOJIEH HAaBKOJIO
Hel (THCK Ha MpAaliBHUKIB, KOJIET, WIEHIB ciM'l, Apy3iB). BcTaHOBIEHO, 10 KEPIBHUKH, SIKI MAIOTh 3/1aTHICTh PO3YMITH
CBOi eMolii i eMOIi] IHIINX JII0/IeH, € coliaIbHO Ta EMOLIHO KOMIIETEHTHI, Kpallle CIpaBIsIOTECS 31 crpecoM. Kepis-
HHUKH IIOBHHHI I0Ope PO3YyMITHCS y CYMDKHHX Taly3sX, TAKUX SIK: TPOBEJICHHS IEPEroBOpiB, CTBOPEHHs XOPOIIOi po-
00401 KOMaH¥, YIPaBIiHHS BUPOOHUIITBOM, CIIIKYBaHHS 3 MiJIJIETIINX, MOTHBAIIIS ITiIETJINX 1151 €(eKTUBHOT pOOOTH,
MPUHHATTS TPaBWIBHUX PIillIeHb, BUPIMIEHHS KOH(IIKTIB, YIPaBIiHHA CTPECOM, BPETyIIOBaHHS CHOpIB. {151 pO3BUTKY
BCIX I[UX HAaBHUKIB BaXKJIMBHM € €MOLIIHMI 1HTEIEKT.

Kniouogi cnosa: eMOUiiHUI 1HTETIEKT, €MOIlifHA KOMITETEHTHICTh, OCOOUCTICTh KEPiBHHUKA, CTPEC.
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