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Abstract 

The present TFG has a main aim analyse the current situation of work-related stress in 

Spain. Currently, work-related stress is considered by some authors and by the WHO 

the epidemic of the new century. This concept is not new, as it has been used for 

decades, but it is becoming increasingly relevant in the world of work. The main reason 

for the choice of this topic is the little importance that has always been given to this 

illness, despite the fact that it is harmful for both the employee and the organisation. 

In order to carry out this work, a data collection technique was used for subsequent 

analysis. Mainly, data on the level of stress provided by the INE according to different 

variables (gender, sex, age, social class, etc.) were obtained for subsequent analysis 

and conclusions. It can be seen that there are certain variables that affect the 

appearance of work stress. 

In the following we will analyse the current situation of work-related stress in Spain and 

we will offer a series of measures to be taken by organisations and employees in order 

to reduce the number of cases of this illness in our country. 

 

 

 

 

 

 

 
 
 
 
 
 
 



 
4 

1. INTRODUCTION 

 
Work-related stress, considered a disease by the World Health Organisation, has been 

on the rise in recent years and some authors consider it to be the epidemic of the 21st 

century. The increase in this illness is largely due to the changes that are taking place in 

organisations and to the globalisation process in which we are immersed. The increase 

in psychosocial risks, which are understood as situations with a high probability of 

damaging the health of workers, has led to an increase in studies being carried out to 

find out more about them. The terms health and work are closely related, as work is 

considered to contribute to health.  

 

Job stress is not always harmful to the employee. We can differentiate between positive 

work stress, which helps employees to respond to the different problems they have to 

face in the workplace without this being harmful; and negative work stress, which is 

characterised by being prolonged over time and damaging to the employee's health. The 

type of stress depends mainly on the situation in which the work activity takes place, 

generating favourable or unfavourable consequences for both the employee and the 

organisation. There are a large number of stressors that favour the appearance of this 

illness. In order to reduce cases of work-related stress, which are very high in Spain,  a 

series of measures must be taken by the organisation and by the employees themselves. 

The organisation must offer its employees good working conditions, where we find a 

salary according to their contribution, and a good design of the professional career and 

the job position occupied so that they can carry out their work in an adequate manner, 

thus avoiding the negative effects that can occur. In addition, a state policy is needed to 

ensure that employees have a safe, healthy and stable job. 

  

The objective of the assignment carried out is to analyse the reality that Spain suffers 

with regard to work stress in order to subsequently offer a proposal for action, affecting 

organizations and employees, with the aim of reducing the level of work-related stress in 

Spain. The choice of the topic is explained by the worrying data that Spain has regarding 

work-related stress, as currently almost 60% of employees suffer from this disease to a 

greater or lesser extent. It is also worth pointing out that the pandemic generated by 

COVID-19 has led to an increase in the number of cases, further aggravating the 

situation. 
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In order to facilitate the reading and understanding of the work, it has been considered 

appropriate to create a structure consisting of four distinct blocks. Firstly, the theoretical 

framework is presented, which includes the set of research, theories and concepts on 

which the work is based, for which we have used books, academic articles, etc.. This 

first section includes the concept of stress and work stress, the different recognised types 

of stress, the models that try to explain work stress, the different methods to evaluate it 

and the factors and consequences that cause work stress. This will be followed by a 

description of the situation in Spain with regard to this disease, where its recent evolution 

can be observed. In the third section, the methodology to be followed will be indicated, 

which in this case is a collection of quantitative data from a reliable source such as the 

Instituto Nacional de Estadistica (INE) to see if they are in line with the reality offered by 

the literature. After this, the levels of job stress and some relevant data regarding various 

variables that affect work-related stress such as sex, age or the position held will be 

presented by means of graphs. Then, in the fourth section, the various conclusions 

reached after analysing the data will be presented, firstly on an individual basis with 

respect to the different variables and finally a general conclusion on work-related stress 

in our country. Finally, a proposal for action to be taken by both the organisation and the 

employees themselves will be presented with the aim of improving the working 

environment and protecting employees by reducing cases of work-related stress. 
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2. STRESS 

 

Stress is a term that comes from architecture and physics. Both disciplines have dealt 

with the stress produced in solid elements in response to the thrusts they undergo which 

can deform or break them. The first author to use this term was Walter Cannon (1911), 

referring to stimulus that could cause a reaction of flight or fight. Later, Hans Selye (1978) 

defined stress as a physiological response of an organism to any demand. Seyle 

considered that any stimulus can be a stressor but did not include psychological stimulus.  

 

Engel (1962) defined stress as psychological defence mechanisms, which are activated 

in the face of both internal and external processes that may place a demand on the 

organism. 

 

The World Health Organisation (WHO) defines stress as "the set of physiological 

reactions that prepare the body for action". It is a biological warning system that is 

considered necessary for survival. Stress can be generated as a consequence of a 

different change or circumstance that is presented to us. The psychological and physical 

state of each person will influence stress.  

 

The WHO states that a certain degree of stress is positive as it stimulates the organism 

and enables it to achieve its goals. The problem arises when, after overcoming the 

stimulus, the pressure is maintained and the body enters a state of resistance. When 

certain circumstances are perceived as threats, a feeling of discomfort arises. If this 

situation is maintained, the body can enter a state of exhaustion and organic and 

functional alterations. Wolf (1975) adds that stress-related illnesses occur when threats 

appear repeatedly. 

 

Sells (1970) defines stress as a lack of availability of the right responses to a situation 

producing serious consequences. On the other hand, Appley and Trumbull (1967) define 

stress as a new and changing situation. 

 

It can be confirmed that a large proportion of people have experienced stress at some 

time or in some situation in their lives. This stress can be related to work and home 

responsibilities, absence of resources for different situations or not separating 

professional and private life and it can have very dangerous consequences. 
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2.1 Types of stress 

 

According to the American Psychological Association (APA) there are two types of 

stress: 

 

Firstly, we have acute stress which is caused for a short period of time and usually 

disappears quickly. As it is caused for a short period of time, it does not usually cause 

serious health problems and is common all over the world. It occurs in situations in which 

we are faced with exciting processes or when going through complicated situations. 

 

Secondly, chronic stress is characterised by the fact that it is prolonged over time, even 

extending from weeks to months. People who suffer from this illness can become 

accustomed to it, not realising that they are not aware of things and can suffer serious 

health problems. This type of stress happens when the person does not find a solution 

to a depressing and complex situation. 

 

Some authors such as Vales (1995) adds an intermediate level of stress, episodic acute 

stress. This type of stress is characterised by being frequent and is very common in 

people who stand out for having a large number of responsibilities and are constantly in 

a hurry. The origin of this type of stress is a large number of self-imposed demands and 

not finding a way to meet them all. Among the symptoms that stand out, which occur on 

a constant basis, are irritability, bad temper and anxiety.  

 

2.2 Work-related stress  

 

The WHO defines work stress as the set of emotional, physical and harmful reactions 

that are produced when work demands are greater than the worker's capabilities, 

resources and needs. 

 

In recent decades, several authors have provided definitions of work-related stress. 

Moreno and Báez (2010) defined work-related stress as the appearance of psychosocial 

factors or risks that have a high probability of affecting both the health of workers and 

the efficiency of the company. 
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On the other hand, McGrath and Altman (1970) indicate that stress occurs when there 

is a substantial imbalance between demand and response capacity. Edwards (1988) 

suggest that if circumstances exceed certain levels, they end up provoking stressful 

situations All these definitions proposed by the different authors are related to people's 

response to external demands, the ability to deal with them and the state of the organism. 
 

Illustration 1. Work-related stress. 

Source: own elaboration. 

Warr (1987) relates job stress to certain stimulus and situations on which the amount 

and intensity depends. Warr puts forward a vitamin model in which he points out that 

certain stimulus and certain levels of vitamins can deteriorate the mental health of the 

employee. Insufficient levels of vitamins A and D, as well as reduced levels of economic 

rewards and autonomy are detrimental to the employee. 

Kung and Chan (2014) affirm that work-related stress can be positive or negative.  

Positive stress is constructive, pleasant and good. It provides an adaptive response to 

problems, the answers provided are not damaging to health because the duration is 

adapted to the duration of the stressor stimulus. In contrast, negative work-related stress 

has a destructive and pathological character. It is produced when stress is prolonged 

over time and harms the health of the worker and measures must be taken.  

According to the study, El estres laboral y su influencia en el trabajo, carried out by 

Atalaya (2001) the professions most prone to work stress are doctors, nurses, lawyers, 

teachers and business professionals. The same study shows that women are more likely 

to suffer from this illness due to the fact that on average they do almost three times as 

much domestic work as men and that the group with the most cases of work-related 

stress is between 35 and 44 years of age due to the fear of losing their social position 

 

  Demand of job 
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and not feeling valued. The APA also agrees on the group with the highest level of stress; 

but adds that those over 65 are the most relaxed and suffer the lowest level of work-

related stress. It also indicates that the higher the level of education, the lower the 

number of people suffering from this disease. 

2.2.1 Types of work-related stress 

The author Peiró (2007) indicates that there are 5 types of work-related stress: 

1) The first level of stress happens in any work activity and is related to emotional 

hyperactivity where physical damage can be generated. 

2) The next level is the so-called burnout syndrome also known as being burnt out. 

This level of stress is common in the health sector where metabolic, 

cardiovascular and emotional alterations can be observed in employees, leading 

to emotional damage with negative effects on the employee's health. 

3) The third level is psychological harassment at work or mobbing, which takes 

place when there is a lack of dignity in the activities performed. It is common in 

the service sector and public administration. It can be observed in employees 

who suffer from physical and psychological disorders that generate certain self-

harming behaviours. 

4) The next level is called post-traumatic stress or acute stress and appears after a 

traumatic experience, a serious or life-threatening accident at work, generating a 

threat to the physical integrity of the employee. 

5) The last level, called karoshi, is a word that comes from Japan and means death 

by overwork. The main consequence is death and is caused by long working 

hours, demanding work environments and productivity reasons. The most 

common causes of death are cardiovascular accidents and heart attacks. 

2.2.2 Models 

There are two relevant models that try to explain work-related stress. 

Siegrist (1996) creates the effort-reward imbalance model where he explains job stress 

and its effects on health. The model considers that high work demands together with low 

control over long-term rewards represent the psychosocial risk situations for the worker.  
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Illustration 2.Siegrist effort-reward imbalance model. 

 
Source: own elaboration based on the report adverse health effects of high-effort/low-reward 
conditions. 
 

With this model, Siegrist tries to explain work stress and its effects on health in terms of 

employees' control over their future or the rewards they will obtain in a long term. It is 

presented as a method that helps to prevent the appearance of unsatisfactory situations, 

due to the fact that it allows us to know the effort of the workers, the rewards they obtain 

and the involvement they have with the company. 

  

The main variables taken into account are the precariousness of employment contracts, 

the threat of being fired and not finding another job, the lack of expectations in the 

professional career and the lack of status within the organisation. 

 

According to Siegrist, long-term rewards are determined by three factors: 

- Esteem. This refers to recognition for work done, social support and fair 

treatment. 

- Status control. In this model, job stability and promotion prospects are 

fundamental. 

- Salary. 

The model integrates various individual factors such as personal coping strategies and 

indicates two coping techniques. Firstly, we find vigour which refers to the active effort 

involved in the possibility of positive outcomes. Secondly, he also considers the 
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immersion technique referring to negative feelings that influence on individual 

vulnerability by increasing stress. 

  

Karasek (1979) formulated the demands-control model in which he tries to explain work 

stress in terms of job demands and the level of control the worker has over them. In 

control over the job we include the autonomy of the job (ability to make decisions about 

one's own tasks and those of the department) and the opportunity to develop one's skills.  

 

 
Illustration 3.Karasek's demands - control model. 

 
Source: own elaboration based on the report Job demands, job decision latitude, and mental 
strain: Implications for job redesign. 
 

For Karasek, there are two aspects to developing one's own skills. The first aspect refers 

to obtaining and improving the necessary skills to be able to do the required work. On 

the contrary, the second aspect considers the possibility for the employee to dedicate 

himself to what he does the best, carrying out creative and different work. 

 

Karasek points out that demands have a quantitative conception: the amount of work to 

be done in relation to the time available to do it and the interruptions that do not allow 

the tasks to continue. He states that stress arises when there are high demands and low 

controllability. 
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Afterwards, Johnson and Hall (1988) added social support as a third dimension of the 

model to Karasek's model (they renamed the model as demand - control - social 

support). They explain that if we find ourselves with low social support there will be a risk 

factor, and we can modify the effect of high stress to increase the situation of low social 

support. Social support depends on two factors: 

- The social relations that the job requires in quantitative terms. 

- Degree of support offered. 

The model according to the level of psychological demand and control of the job defines 

four groups of occupations: 

- Active. This occupation appears when there is high demand together with high 

control. 

- Passive. This is the opposite situation to active, as there is low demand and low 

control. 

- Low tension. In this situation, there is low demand and high control. 

- High tension. This is the contrary situation to the one mentioned above, it is also 

called strain and it refers to high demand and low control. 

 
Illustration 4.Demand-control model. 

 
Source: own elaboration based on the report questionnaire and user's guide. 
 
In relation to the previous illustration, it should be mentioned that when the employee is 

in the iso-strain situation (high stress and low social support) it is negative for health. The 
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model also indicates that work is the dimension that is most relevant to employee health 

if we analyse the dimensions separately. 

 

2.2.3 Methods of assessing work-related stress 

Nowadays, although it is a very difficult task to conduct, numerous instruments of 

different nature and reliability can be found in order to identify, assess and detect work-

related stress and other psychosocial risk factors. Psychosocial risks are subjective as 

they cannot be measured or recorded exactly. Various methods and combinations of 

methods are commonly used to assess the risks. Some of the most commonly used 

methods in our country are listed below: 

 

Firstly, the most widely used method is the COPSOQ questionnaire, a method developed 

by the Instituto Sindical de Trabajo Ambiente y Salud (ISTAS). It is used for the 

prevention and detection of any type of psychosocial risk, including work-related stress. 

It is a method applicable to any type of work.  

 

Another widely used method is the CC.OO's ISTAS21 Questionnaire, which is a version 

adapted by the Universitat Autónoma de Barcelona, Universitat Pompeu Fabra and 

Generalitat de Catalunya of the one elaborated by the Danish Institute of Occupational 

Health (AMI). This instrument collects and provides us with information on different 

factors such as behavioural symptoms of stress, somatic and cognitive symptoms of 

stress, etc. 

 

After mentioning two methods that are classified as subjective, we are going to present 

one that allows us to detect work-related stress in a more specific way. This is the IRE-

32 questionnaire, which is a questionnaire that describes the reactions that the employee 

may experience to stress. The employee will indicate his or her reactions (cognitive, 

emotional and behavioural) to stressful situations.  

 

On the other hand, there are several questionnaires related to general health conditions 

such as psychological and mental state, pain, etc. 

 

We can highlight the Langer-Amiel Total Health Test. It is a test that can be applied 

quickly, in which the individual makes a perception of their feelings based on a set of 
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standardised values and parameters that can detect mental health illnesses such as 

depression or anxiety. 

In addition to the Langner-Amiel Test, the Spanish SF-36 Health Questionnaire also 

stands out, in which 36 questions must be answered to assess the positive and negative 

states of health. The questions are related to physical function, general health, emotional 

role and mental health. 

 

When measuring stress in employees, it is advisable to use subjective and objective 

techniques as they are complementary and allow to collect more complete and reliable 

information on job stress. Subjective techniques try to collect an indirect evaluation and 

are composed of open answers or questions with a rating scale; while objective 

techniques are more specific and try to evaluate the psychosocial risks of a specific job 

or position. In case of combining them we can detect the disease more effectively 

allowing us to develop and plan prevention strategies to avoid the appearance of stress. 

If we want to obtain information about stress in a specific job, the most appropriate 

technique would be an objective one; meanwhile if we want to give a general approach 

we use a subjective technique. 

 

2.2.4 Factors affecting the occurrence of job stress 

 

The International Labour Organisation (1986) states that stressors depend on two 

factors. Firstly, the interactions at work and the conditions of the organisation, and 

secondly, the worker's abilities and personal situation. 

 

Gil (2005) affirm that work stress arises as the relationship between the person, the 

characteristics that he or she possess and the intra- and extra-organisational stressors 

together with the coping strategies and the consequences resulting from the stress 

experiences. 

 

Before mentioning stressors it is necessary to clarify that the different factors do not 

affect all people in the same way. We may find employees who work better under heavy 

responsibilities and others who are able to stand with a heavy workload but not with a 

high degree of responsibility. We also find people who are able to work adequately in a 

bad work environment while for others this situation may be unsustainable. 
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Stanford University professor Pfeffer (2020) confirm that the main work stressors are the 

following: 

● Unmanageable workload. Quantitative work overload (excessive tasks) and 

qualitative work overload (excessive demands) is a cause of stress. 

● Excessive responsibility at work. It has been shown that in most cases this is due 

to role overload and role ambiguity. 

● Unsatisfactory working conditions. Long working hours, low pay and lack of 

incentives have a major impact. 

● Working environment. This is a very common cause because the worker spends 

a large part of his time in the workplace. The physical environment is the one that 

has the greatest impact on the worker's health. We can mention hygiene, noise 

or temperature as factors of the working environment. 

● Not knowing what is expected of the worker. This refers to the expectations that 

the manager has of the worker. In many cases the employee does not know these 

expectations, which generates a certain degree of stress because he or she does 

not know what is expected of him or her. 

Romina (2013) mention the following stressors as secondary, indicating that they are of 

great importance: 

● Constant danger. Professions that have a high risk of suffering some kind of 

accident. (police, miners) 

● High social responsibility. This refers to jobs where the employee's decisions 

affect other people. (doctor, politician) 

● Economic risk. The employee has to make very good decisions as he or she is 

responsible for the company and this can generate a high degree of stress. 

(manager)   

● Type of working hours. Certain shifts are worse for employee health. There is a 

big difference between an English duty, which consists of a 28-day cycle 

alternating seven days of night work, two days of rest, seven days of evening 

work, two more days of rest, five days of morning work and five days of rest; with 

a morning shift from Monday to Friday.  

A person's personality also influences the degree of stress an employee experiences. 

Certain jobs are more suitable for some people than for others. 

Duran (2010) in the article Stress and quality of life in the work context, indicates that 

there are certain personality factors that influence the occurrence of work-related stress. 

Some of these factors and how they are affected are discussed below. Tolerance of 
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ambiguity, which refers to situations with no rules to follow where the greater the 

tolerance, the more freedom there is to do the task. Being introverted or extroverted also 

has an influence on stress at work, as extroverted people are open to support from other 

people while introverted people react negatively. Self-esteem is a very relevant factor, in 

cases where self-esteem is high, employees have the resources to face problems and 

protect themselves against situations of failure. Finally, satisfaction and motivation, 

where people who achieve their objectives will be more satisfied and motivated, reducing 

work-related stress. People who are more likely to suffer from work-related stress 

consider ambiguous situations as a threat, face them in an irrational way and blame 

themselves for bad results. 

 

Pittenger, J. in the article Measuring the MBTI and coming up short (1993) points out 

that there are several questionnaires to define which is the best job according to 

personality but we are going to focus on the MBTI Test which is the most used.  The 

MBTI Test was created by Carl G. Jung and classifies people into introverts and 

extroverts by combining them with the irrational (perceiving and intuiting) and rational 

(thinking and feeling) functions of the human being to create different personality groups. 

In the following we will discuss the most suitable works according to some personalities: 

 

- People who are extroverted, commonsense, thoughtful and perceptive tend to 

make decisions in a practical way and are, therefore, well suited to roles that 

require leadership as they have the ability to solve problems quickly and 

practically.  A suitable job would be an inspector or investor. 

- Individuals who are extroverted, intuitive, sentimental and perceptive which 

question everything and look for ways to solve problems that appear. It is related 

to entreprising women. They tend to be inspirational, creative people with a quick 

and skilful mind. This type of person wants to apply creativity and innovation in 

their work environment.  A suitable job would be a journalist. 

- In contrast, people who are characterised as introverted, intuitive, thoughtful and 

judicious are creative people who prefer to do work individually. They are focused 

on the big picture and are detail-oriented and orderly. They have the ability to act 

at critical moments.  A suitable job would be banker or scientist. 

- People who are introverted, common sense, thinkers and perceptive are 

characterised by observing and then acting on what they observe. They do well 

in situations that require practical and logical actions. They relate to jobs that 
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involve some risk or have a technical nuance and direct practical application. A 

suitable job would be policeman or fireman. 

We must highlight the extra-occupational stressors that occur outside the work 

environment but have an influence on it. If the worker brings personal concerns to the 

workplace, the risk of suffering stress increases. 

  

The Encuesta de Calidad de Vida en el Trabajo (ECVT, 2018) adds the following factors 

that increase the possibility of suffering work stress: 

- Income level of the employee. Taking into account the net monthly salary and 

whether the salary is fixed, variable or mixed. 

- Working time. Considering the number of hours worked, the possibility of taking 

breaks during the working day, whether there is the possibility of teleworking and 

whether the employee has to eat away from home. 

- Job stability. This refers to the contract the employee has, whether he/she has a 

permanent or temporary contract. 

- Strength of the job. Specifying whether the work requires physical effort, whether 

the work involves dangerous actions or whether the environment is pleasant. 

- Content of the tasks to be carried out and the level of communication available 

to the employee. This section takes into account if the task is monotonous and 

repetitive, the possibility of contributing new ideas to the company and making 

decisions, or the teamwork. 

- Personal relations in the workplace. This takes into account relations between 

colleagues and with superiors. 

- Work/family relationship. This refers to the possibility that the employee may want 

or need to spend more time with the family than he or she is currently able to do 

due to the conditions of his or her contract. 

After talk about all these factors, we can see that they can be classified into three criteria: 

1) In the first place we could place work-related factors. In this group we can find 

the pace and workload, work environment and equipment, and technological 

innovations. 

2) Secondly, we find factors related to the work context. These factors are linked to 

work organisation, the employee's role within the organisation, career 

development and autonomy in decision-making. 



 
18 

3) Finally, we look at risk factors linked to job quality. Within this group, we can find 

job insecurity, work-life balance, emotional demands and increased work 

pressure and workload. 

In 2020 we must add the health situation of COVID-19, which is a factor that has 

increased the possibility of suffering stress. The aforementioned pandemic has raised 

the level of uncertainty, generating fear and anxiety that can lead to the appearance of 

stress.  The factors related to the pandemic that increase the possibility of suffering from 

the illness studied are the concern about infection, the lack of access to the tools to carry 

out the work or the duty to learn how to use them in the case of teleworking and the 

uncertainty about what will happen to one's job. 

 

 

2.2.5 Consequences of work-related stress 

Work stress has consequences for the worker and for the company.  

Peiro (2001) points out the following consequences, from the point of view of the worker: 

- Motor and cognitive problems. 

- Illnesses and pathologies. 

- Various disorders, from immunological to sexual. 

- Decreased interest in work, low motivation. 

- Sleep problems, worsening physical condition and overweight. 

- Increased consumption of alcohol, tobacco and other drugs. 

- Burnout syndrome. 

The psychiatrist Freudenberger (1974) was the first to use the term Burnout syndrome, 

relating it to the fatigue or frustration of dedicating oneself to a cause and not obtaining 

the expected reinforcement. Farber (1983) relates Burnout to the work environment. He 

affirmed that burnout syndrome is work-related and arises as a discrepancy between the 

efforts made and the results obtained. 

 

Freudenberger agree that the observable symptoms are: tiredness or emotional 

exhaustion where the loss of energy and the appearance of fatigue is observed; the 

abandonment of personal fulfilment that leads to a loss of interest in the job and a certain 

depersonalisation where the employee tries to protect himself from feelings. 

 

These authors also agree that there are four levels of job stress. In the first place we 

analyse mild stress where the employee shows tiredness and has difficulty for getting up 
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in the morning to go to work. This is followed by moderate stress where some isolation 

and negativism can be observed on the part of the individual. Afterward we can find the 

severe form, which is characterised by the worker deciding to self-medicate and abusing 

alcohol or other drugs. Lastly, and most damaging for the employee, is the extreme, 

where we can find very intense isolation, psychiatric symptoms which could even reach 

the point of suicide. 

One of the most commonly used tests to diagnose the syndrome is the Maslach Burnout 

Inventory, which consists of 22 questions related to feelings and thoughts about work.  

 

From the company's point of view, work-related stress must be controlled as it can have 

serious consequences. Vindel (2002) underline the following consequences that affect 

the company: a decrease in productivity that leads to a decrease in profits; a reduction 

in product quality; worsening the company's reputation; high staff turnover, preventing 

the creation of an appropriate organisational culture, making it difficult for workers to 

become involved and committed, and an increase in absenteeism, failing to comply with 

the conditions set out in the employment contract. 
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3. SITUATION OF WORK-RELATED STRESS IN SPAIN 

 

Next, we will briefly mention the situation of work-related stress in Spain. This will allow 

us to clearly see the reasons for carrying out the study of work stress in the country. 

According to the WHO (2020), uncertainty and job instability together with the crisis have 

led to an increase in the seriousness of the issue under study (work-related stress). An 

increasing number of Spanish workers report feeling stress. Various studies carried out 

by the WHO and the INE state that Spain is the country with the highest level of job stress 

in Europe. Work-related stress is considered by the Spanish Society of Medicine and 

Safety at Work to be the epidemic of the new century. 

 

The Ministerio de Trabajo y Economía Social underline two types of pathologies that 

stand out among occupational diseases. Firstly, mental disorders, where stress, 

depression and anxiety stand out. Secondly, musculoskeletal disorders, where the 

greatest relevance is given to lumbago, which causes pain in the lower back. 

  

According to data from the INE (2016), 40% of workers and more than half of employers 

confess that they suffer work-related stress, which means that Spain is the country with 

the highest percentage of accidents at work related to psychological and physical stress. 

It also affirms that the fact could be more serious if people who are unemployed were 

taken into account. A study by Eurostat (2017) indicates that 40 % of accidents at work 

are related to work stress. 

 

Data also published by the INE (2018) indicate that 60% of Spaniards suffer some kind 

of job stress. It can be seen that the figures have increased significantly compared to 

2016, mainly due to the fact that more and more people continue to work in their free 

time. In the same study it can be seen that 30% of sick leave is related to work-related 

stress and it can be affirmed that this illness affects the country's economy as it accounts 

for 7% of GDP. The research also concludes that Spain is almost ten points above the 

European average in terms of cases of work stress. Moreover, the 18,527,500 workers 

in the third quarter of 2018, 10,931,225 employees suffer from work-related stress.  

 

The report “Empresas Humanas y Saludables" (2017) states that one in six employees 

will suffer various mental health problems during their career as a result of stress. They 

also indicate that in satisfied employees it is twice as low. In addition, more than half of 
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the workers consider stress in the workplace to be normal, which makes it difficult to stop 

working.  

 

According to INE data (2020), 33% of people who have started teleworking as a result 

of COVID-19 claim to be in a situation of continuous stress and 52% of them have 

considered reducing their working hours. It also highlights that in countries such as 

Norway only 11% of people with stress are in the same situation as teleworkers. 

Moreover indicates that 74% of employees are looking forward to more hours of work 

when teleworking. 

 

According to the conclusions of the UGT research, Guía de buenas prácticas 

empresariales en Gestión del Estrés Laboral, (2018), 22% of employees work a longer 

working day than the 40 hours established by law. Within this 22%, men stand out as 

they account for 58% while women account for 42% but work a "double day" at home. It 

also indicates a problem with overtime, with up to 60% of employees working overtime 

on a regular basis. The study indicates that of the 22% of employees who work more 

than 40 hours, 77% suffer job stress. 
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4. METHODOLOGY 

 

After observing the situation of the disease in Spain and the increase it has undergone 

in recent years, there are a series of questions that we will try to answer. A detailed study 

of the data on work-related stress at national level will be carried out. 

 

Sierra (2001) indicates that the aim of the research is to achieve the maximum possible 

validity, that is, the closest correspondence of the results with reality. The methodology 

used to carry out the work will be shown below. In this case, we are going to search for 

data already existing on the Internet in various reliable sources, so we are going to carry 

out an analysis of databases. The methodology used will allow us to find out the data on 

work-related stress in Spain in order to validate the objective set. 

 

For data collection, data will be collected from the INE, which is a body responsible for 

coordinating the statistical services of the Administración General del Estado and for 

monitoring, controlling and supervising their technical procedures. INE's main task is to 

compile public statistics, which are official studies on the situation and evolution of the 

Spanish economy, population and society. To carry out these studies, it has more than 

4,000 employees and has delegations in all the autonomous communities, as indicated 

on its website. 

 

In this research we will focus exclusively on data related to work stress. In studies carried 

out by the INE (2018) we have been able to find data relating work stress to gender, level 

of studies, age, country of birth, social class and autonomous community. The data are 

placed on a scale of 1 (no work stress) and 7 (a great deal of work stress) where the 

minimum number of people studied is 35,000, as on the contrary, they do not offer data.  

 

The INE uses two methods to obtain information for its research, through the census or 

through surveys. Statistical theory ensures that valid survey results are obtained within 

confidence intervals. For the selection of the sample, two processes are used, by means 

of surveys directed at households or companies. In the research used for this work, 

household surveys have been used to obtain information about employees. In order to 

facilitate data collection, the municipalities are divided into geographical areas called 

census sections, with a total of 36,000 census sections. As can be seen from the 

characteristics provided in the research carried out, surveys have been carried out in a 

large number of census sections and on a large number of individuals. 
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5. ANALYSIS AND RESULTS 

As mentioned in the methodology section, data will be sought in studies previously 

carried out by the INE, as it is a reliable source. We have found a series of variables 

related to work stress which will be discussed below. The data obtained from the INE 

website, which is an average, is situated on a scale from 1 (no cases of work-related 

stress) to 7 (large number of cases of job stress). The data related to the variables of 

work stress are going to be presented with a column graph and after these, data related 

to these variables are included. The variables that we have found and that will be 

analysed later are the following: 

- Gender. 

 
Graph 1. Cases of work-related stress by gender. 

 
Source: own elaboration based on INE data. 

 

First of all, we think that the first distinction to be observed is by gender. In graph 

1, it can be seen that women's score is higher than men's, but the difference is 

very small. Women have an average of 4.34, while men have a slightly lower 

average, at 4.27.  
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- Age. 

 
Graph 2.Cases of work-related stress by age. 

 
Source: own elaboration based on INE data. 

 

Secondly, at the same level of importance as the gender distinction, we find age, 

since it is a very relevant factor that can have a great influence when suffering 

from the disease studied.  

 

In graph 2, which relates work-related stress to the different age groups, it can be 

seen that the level of stress rises from the youngest to the 35-44 age range, 

where we observe the peak (4.37) and the average begins to fall in the following 

groups. We observe that the group with the lowest average stress level is the 

group over 65 years of age (3.81) who, in principle, are those who will stop 

working the soonest, followed by the group aged 15 to 24 years (3.87) who have 

just started their working life. The two groups mentioned above have an average 

level of work-related stress that is considerably lower than the overall level. The 

rest of the groups are slightly below the overall average with the exception of the 

first group mentioned above. The results obtained in this variable are as expected 

because the groups with the lowest level of job stress are those with the lowest 

level of participation in the labour market. 

 

It is worth tell that since 2013 there have been various formulas for continuing to work 

after the age of 65, something that was previously only allowed in some exceptions. 
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- Level of education. 

 
Graph 3. Cases of work-related stress by level of education. 

 
Source: own elaboration based on INE data. 
 
After the factors discussed above, in graph 3, we find the level of studies, where 

it can be seen that the higher the level, the higher the average number of cases 

of stress. The higher the level of education, the greater the possibilities of 

obtaining a position with better conditions. It can be observed that the higher the 

level of education, the higher the level of stress, which is above the average 

(4.44); while the lower the level of education, the lower the number of cases 

(4.12). The intermediate level is above average. 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
26 

- Country of birth. 

 
Graph 4.Cases of work-related stress by country of birth. 

 
Source: own elaboration based on INE data. 

 

Graph 4 shows the level of cases of work-related stress in Spain according to 

nationality. With regard to the country of birth, those born in Spain have a higher 

number of cases of stress, slightly above the average (4.36). On the other hand, 

foreigners have a lower level of job stress than the average (3.95). It can be noted 

that many of the foreigners who are in Spain have basic and lower levels of 

education, with a level of cases below the average. 

 

- Social class. 

 
Graph 5.Cases of work-related stress by social class or position held. 

 
Source: own elaboration based on INE data. 
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Graph 5 shows the level of job stress according to social class. By social class 

we refer to the job position occupied within the company. The relationship 

between the table and the graph is as follows: 

- The first group, is group I, which refers to directors and managers of 

establishments with 10 or more employees and professionals traditionally 

associated with university degrees and an average level of job stress of 

4.55 cases is observed. 

- Group II refers to directors and managers of establishments with less than 

10 employees, professionals traditionally associated with university 

degrees and other technical support professionals, athletes and artists, 

where the average level of job stress cases is slightly lower (4.34). 

- Group III is associated with intermediate occupations and self-employed 

and it can be observed that the average level of stress is 4.41 cases. 

- Group IV is related to supervisors and workers in skilled technical 

occupations and it can be seen that the average is lower than the 3 groups 

mentioned above at 4.29 cases. 

- Then group V refers to skilled workers in the primary sector and other 

semi-skilled workers with an average stress level of 4.25 cases. 

- The last group, group VI, includes unskilled workers and has the lowest 

average stress level of 3.92 cases, well below the overall average. 

 

To conclude the social class, it should be noted that with the exception of group 

III, the lower the position, the lower the level of work-related stress. 
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- Autonomous Community. 

 
Graph 6.Cases of work-related stress by Autonomous Community. 

 
Source: own elaboration based on INE data. 

 

Graph 6 shows the average stress level of the Autonomous Communities, where we 

will now comment on those that stand out with respect to the overall average. It can 

be seen that the average for Melilla (5.07), the Balearic Islands (4.70), Catalonia 

(4.52) and the Region of Murcia (4.50) is considerably higher than the total. In 

contrast, Ceuta (3.71), the Principality of Asturias (4.03), Castile and Leon (4.09) and 

the Valencian Community (4.12) have an average well below the total. The rest of 

the communities are close to the average in terms of cases of work-related stress. 
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- Having children. 
 

Graph 7.Percentage of work-related stress according to parenthood. 

 
Source: own elaboration based on INE data. 
 

Graph 7 shows a big difference between employees who have children and those 

who do not have children when it comes to suffering work stress. It can be seen that 

in 61.2% of the cases of work-related stress in Spain, employees have a 

child/children. On the other hand, 38.8% of employees suffering from stress do not 

have children. 

 

- Work schedules. 

 
Graph 8.Percentage of work-related stress according to working hours. 

 
Source: own elaboration based on INE data. 
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Graph 8, shows the difference in stress according to the type of shift the employee 

works. Employees with a rotating shift suffer a higher amount of job stress. Sixty-

nine percent of employees on rotating shifts have experienced work-related 

stress at some time during their working life, while for those on a regular shift it is 

reduced to 42%. 

 
- Countries. 

 
Graph 9. Percentage of work-related stress by country. 

 
Source: own elaboration based on data from International Business Report. 

 

Since the INE publishes data mainly from the national territory, data from a study 

of the International Business Report (2017) have been used to find out the stress 

levels in different countries. Graph 9, which is the last graph, it can be seen that 

of the countries with the highest level of work-related stress, only Greece (68%) 

belongs to the European Union. Among the countries with the highest level of 

work-related stress are China (76%), Mexico (74%), Turkey (72%) and Vietnam 

(72%). Countries close to the average of 51% include Spain (52%) and Belgium 

(55%). And some of the countries with lower levels of the disease are France 

(46%) and the Netherlands (46%).  
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6. CONCLUSIONS  

 

Then, after the data collection and analysis, the conclusions reached for the different 

variables will be presented individually: 

 

Firstly, we can affirm that the difference in terms of work-related stress between men and 

women is not significant, as it is very small. Although there are several data that could 

make us think that stress in women could be higher, this is not represented in the data. 

By the data mentioned above, we mean that women have a higher percentage of 

temporary contracts, employment in this gender is also lower and there is a large 

difference in the average salary received by both genders. Furthermore, according to a 

study carried out by the INE (2018), women spend twice as many hours as men doing 

housework or caring for children or family members. 

 

In contrast to the gender variable, we can indicate that there are significant differences 

in the age ranges. The groups made up of the youngest and the oldest are those with 

the lowest number of cases of work-related stress. This is due to the fact that young 

people have just started their working life and know that if they do not continue in the job 

they will be able to look for another one; and in the case of the older ones, having passed 

the normal retirement age, this is not a concern for them. It should also be added that, 

firstly, practically only one third of young people are employed, so employees in this 

group do not see not having a job as a threat and, secondly, most of these employees 

do not have financial burdens such as a mortgage or child support.  

 

In the age groups, it can be observed that as they get older, both the occupation and the 

level of work stress cases increase due to the economic burdens they bear and to the 

fact that they are approaching old age, which will make it difficult for them to find another 

job and to be able to meet all the expenses they have to face. To conclude on this 

variable, it should be commented that in the last age group before retirement (55-64 

years), the level of employment and work stress decreases because in most cases they 

have a high level of savings and are not very concerned about leaving work early. It is 

also proper noting that the working hours of the middle age groups are longer than those 

of the youngest and oldest, a factor that helps to increase the likelihood of job stress. 

 

Below the conclusions of the variables level of education and social class, which refers 

to the position held, will be presented together, as they are closely related. With regard 
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to the level of education, it can be observed that the higher level of education( meaning 

the more educated the employees are) the higher the levels of work-related stress. On 

the other hand, with the exception of some positions, the higher the position held, the 

higher the level of stress observed. The exception is in the group of intermediate 

occupations and self-employed and it is worth noting that self-employed people face a 

lot of worries. It is advisable to relate this to the fact that a priori, when the employee is 

more educated, he or she holds a higher position in the hierarchical levels. The higher 

level of work-related stress in higher positions can be related to the dysfunctional 

organisational structures that predominate in Spain and to the greater demands of the 

tasks they have to carry out in their jobs. Finally, it should be affirmed that the higher the 

position held , the greater the demands and remuneration, the lower the percentage of 

employees, which generates a certain fear among those in these positions of losing it 

and moving down to a lower position, which is a factor that influences the appearance of 

work-related stress. We can indicate that the results found coincide with the theoretical 

framework, since Jeffrey Pfeffer indicated excessive responsibility as a work stressor 

and Romina points out economic risk, relating the degree of stress with the taking of 

decisions that directly affect the organisation. 

 

With respect to nationality, we can affirm that employees in Spain with foreign nationality 

suffer a lower level of work-related stress than Spaniards, as the difference shown above 

is quite high. This is largely due to the fact that four out of every ten immigrants employed 

in Spain are engaged in agriculture or fishing, accounting for almost half of those 

employed in these sectors; and that they mostly occupy the jobs that Spaniards dismiss. 

The report also shows that immigrants have fewer opportunities when it comes to finding 

a job. A very relevant fact, which should be pointed out, is that only 5.06% of foreigners 

hold a qualified job, compared to 21.72% of Spaniards. 

The above data, on the one hand, affirms what was mentioned above, since it can be 

seen that most foreigners have a job as an unskilled employee, and the basic jobs where 

we find lower levels of education have a lower level of stress cases. But, on the other 

hand, they contradict what ECVT points out. The ECVT points out income level, long 

working hours, job stability and hardness of work as the main stressors and in immigrant 

employees we observe unsatisfactory conditions in the contracts regarding these 

stressors.  

 

The research, as it has expected, shows that work-related stress is different across the 

autonomous communities. It can be seen that the regions with the highest levels of stress 

are Melilla, the Islas Baleares, Cataluña and the Región de Murcia; while those with the 
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lowest levels are Ceuta, Principado de Asturias, Castilla y León and the Comunidad 

Valenciana. It is important to say that the Communities with the highest levels of work-

related stress are also among those with the highest percentage of employees on 

temporary contracts. On the contrary, those with a lower level of job stress have a higher 

percentage of permanent contracts and a lower percentage of temporary contracts. 

Moreover, in communities with lower levels of job stress, the percentage of employees 

in the service sector is higher than in those with higher levels of job stress.  

 

In reference to the level of work-related stress to having children, it can be seen that the 

data coincide with the theory proposed by the ECVT, since a higher percentage of stress 

is observed in employees who have children. The ECVT points to the work/family 

relationship as a stressor, relating to the employee's need to devote more time to his or 

her family than the working day allows. Almost 6% of employees, predominantly women, 

have requested leave of absence from work to care for their children, which shows how 

difficult it is to combine working hours with childcare. It should be noted that the 

percentage of employees with children is higher in the male gender, which influences the 

reduction of female work stress, as many mothers are unemployed, caring for their 

children and carrying out household tasks. 

 

Next, we can point out that, as Romina states, working hours affect the occurrence of 

work-related stress. The data point to a big difference in the level of stress between 

employees with a regular shift and those with a rotating shift. Employees with a rotating 

schedule, despite having a higher average salary than those who perform the same task 

with regular shifts due to the fact that they do not adapt to a fixed routine. These are 

more likely to suffer for sleep problems and worsening physical condition, which 

contributes to the occurrence of work stress. 

 

In addition, it can be observed that in countries with a higher level of stress, high 

pressures and demands, low knowledge and skills are observed. Furthermore, working 

conditions are not as expected, with very long working hours and below-average 

salaries.   

 

On the other hand, the average countries have an adequate working time of 36.5 hours 

on average and the average salary is slightly above average. In addition, the 

management and cultures of these countries are conducive to a level of work-related 

stress that is close to the average.  
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Finally, it should be commented that in countries where a lower level of stress is 

observed, employees work a shorter than average working day and obtain an average 

salary that is considerably higher than the average. This fact allows them to be happier 

and suffer less from risk situations, which are those that favour the appearance of job 

stress. 

 

After explaining the conclusions of the different variables investigated individually, a final 

conclusion will be drawn. First of all, it is worth noting that, as mentioned above, the level 

of work-related stress among employees in Spain is very high, with around 60% of 

employees suffering from it. Observing this level, it can be affirmed that this illness, work 

stress, is an obvious and very serious problem in Spain as it has a negative impact on 

the health of employees. It is necessary to point out that job stress is not only caused by 

work-related causes but also by external causes such as childcare. The high number of 

cases of work-related stress is due, on the one hand, to the fact that despite the existence 

of a series of rights set out in different laws, in many cases they are not complied with by 

employers and workers.  

 

It can be observed that, in general, the data collected coincide with the stressors 

identified by Jeffrey Pfeffer, Romina and the ECVT. On the one hand, a higher level of 

work stress can be observed in employees with excessive job responsibility, rotating 

working hours and those who do not have the work/family relationship they would like. 

On the other hand, the data obtained do not coincide with those employees with a low 

level of education and a basic job, where a lower level of work stress is observed in spite 

of a lower level of income, longer working hours, less job stability and a higher degree of 

hardness of the tasks made in the job. To conclude, a strong relationship can be 

observed in the data obtained for the different variables, which is positive, as they are all 

related to a greater or lesser extent. 
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6.1 Proposal to reduce the level of stress at work 

 

After presenting the theoretical framework, the data found and the conclusions, we are 

going to present a proposal that consists of a series of measures, which should be carried 

out by both employees and organisations, in order to achieve the final objective of 

reducing the percentage of employees suffering from this illness. It is worth remembering 

that this disease has direct repercussions on the organisation, so it is beneficial for the 

organisation to reduce the disease. The preventive measures discussed below are 

intended to protect the health of employees and their physical integrity, guaranteeing 

their well-being. 

 

After analysing the data collected from the INE, observing the main stressors proposed 

by some authors and contrasting them with recent data on work-related stress in Spain, 

we consider that some of the measures that organisations should take to protect their 

employees are the following: 

1) Offer some flexibility in working hours. The organisation should ensure that the 

working hours offered to employees do not generate conflict in the work/family 

relationship. 

2) Adjust the workload faced by employees. On the part of the organisation, there 

should be a control to check that the tasks imposed on employees are in line with 

their capabilities and resources. In addition, the company should design the tasks 

to be made to the satisfaction of the employees by allowing them to make use of 

their best abilities. 

3) Carry out a correct planning of the workers policy. The organisation will try to offer 

the greatest possible job stability and provide career planning to avoid uncertainty 

for employees. The company should take into account the demands and needs 

of its employees by offering them continuous training for a better connection with 

the position occupied.  

4) Designing roles and participation. The roles and responsibilities of each 

employee should be clearly defined, offering them the opportunity to contribute 

ideas that affect their work in order to achieve greater motivation. 

5) Social support. It is essential for employees to have the support of their superiors 

as this can help them to improve their relationship with their work and increase 

their motivation. The organisation can encourage practices such as collaborative 

work, organise various social activities and remove various obstacles in the 

relationship between different levels. 
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On the employee's side, we also believe that the following measures should be taken: 

1) Establish good relationships and rely on workmates. It is essential for employees 

to feel valued and supported by co-workers in order to feel their support in difficult 

moments and to receive their help to overcome the difficulties that arise in the 

workplace. In case of stress at work, the employee should look for the support of 

a workmate or a superior who can help him or her, often from experience. A good 

working atmosphere will help to avoid stressful situations at work. 

2) Be organised and manage your time. Before asking for help, the employee must 

be sure that he or she will not be able to complete the task. To make a task in the 

best possible way it is necessary to control deadlines, punctuality and order. The 

employee must control the workspace and it must be operative, for example it 

cannot take too long to find a document that is in your work area. In addition, the 

employee does not have the choice between saving time or spending it, so it must 

be used as effectively as possible. There are several courses that can be very 

useful to use time in a better way. 

3) Set limits and delegate. Employees who take on tasks they feel they should not 

or cannot do suffer. To feel good at work, it is necessary to express what bothers 

you to the person in charge, at the right time and in a respectful way. 

In case of work overload, the employee must be able to delegate certain tasks, 

but bearing in mind that if the co-worker is in a similar situation to yours, it will 

create a problem for him or her. In order to delegate a task, it is necessary to 

know that the other person has the time, the desire and the ability to do the job. 

4) Practising Mindfulness. Mindfulness is considered a way of life where difficulties 

are faced in an adaptive way. It is an eight-week programme that aims to improve 

attention and reduce stress, improving the skills of being aware and 

compassionate, helping to manage the different difficult situations that individuals 

face throughout their lives, improving the quality of life of the people who do it. 

Some authors such as Shapiro or Carlson (2006) point out that mindfulness helps 

to increase well-being, resilience and physical health, as well as reinforcing 

competencies, allowing participants to relate better to the people with whom they 

interact, reducing the level of conflict. 

5) Assess their interests, skills and escape from work. The employee should 

evaluate whether his or her characteristics match the job held and if not, look for 

an alternative job that fits on his or her interests and needs. It is necessary for 

the employee to relax and disconnect at the end of the working day. Rest is 

necessary for the well-being of all employees. 
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If the proposed measures were to be implemented by the organisation and the 

employees, a reduction of work-related stress in Spain could be observed, accompanied 

by an increase in the well-being of the employees' lives. 
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