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Measures lik 1,3 million 
employees think thelr 
supervisor doesn't look out for 
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Workplace violence 

1,7 million 
employees experience workplace 
violence from people outside 
work (customers, clients, 
students, passengers etc.) 

who cannot meet the psychological 
demands of their work 

caused by problems 
with supervision 

Most prominent types of externe! violence 

IntimidatIon 

Physical violence 

Buitying 

1,4 million 
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404 thousand 

607 thousand 

caused by emblema with oireetkers 
or clients • 
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Ir 390 thousand 
employees are in need ion 
m 	measures against 

IntimIdation, aggression, 
or violence by supervisor or 
celleague 

The nurnbers in Mis factsheet are based on the NEA-Nationale Enquete Arbeidsomstandigheden 2013 and the WEA-Werkgevers ENquete Arbeid 2012. The NEA a 
iarge-scaie and representative study of employees and their working srtuation, empioyability and health, conducted yearty by TNO and CBS. The WEA is a large-scale 
study of Duiten employers, their labor polities and the effect of these polities on business resuits and absenteeism. The WEA is conducted by TNO. More Infamation 
about the results of these researches is located at www.monitorarbeid.n1 The occupational disease number is en estirnate based on the Pedstation Intensief Melden 
(PIM) 2013 of the NCvO 

2,8 million 
employees are In need for 
(more) measures against 
work pressure/work stress 

Unwanted 
marmers 

Some employees report multiple forms 
of unwanted behavior 

6.768 

1,1 million 
employees experience 
workpiace violence from 
supervisors or tolleagues 

Most prominent types of Internal vlolence 

Intimidatlon 

Builying 

Unwanted sexual attention 

749 thousand 

499 thousand 

129 thousand 

Some employees report multiple forms 
of unwanted behavior 

of employees had a 
psychological 
occupational disease 

lip(  employees are in need for 
(more) measures against 
intImidation, aggression, 
or violence by clients 

552 thousand 



CONSEQUENCES 

WORK-
RELATED 
STRESS 

Signs of 
strain (e.g. 
headaches, 
irritability, low 
back pain) 

LONG-
TERM 
EFFECTS 

• Bum-out 
• Absen-

teeism 
• Etc.  

IMBALANCED JOB DEMANDS AND JOB RESSOURCES 

JOB DEMANDS 
Working context 

JOB DEMANDS 
Job content 

JOB 
RESOURCES 

• Ambiguous or 	• Time pressure 
changing tasks 	• Quality reguire- 

• Ambiguous role, 	ments 
responsibilities, 	• Level of diffi- 
policy, expecta- 
tions, procedures 

• Job insecurity or 	• Emotional 
forthcoming 	

v
cualrti 

demands 

 

organicational 
changes 

• Organisational 
culture and 
management 
style 

• Autonomy 
• Time autonomy 
• Functional 

support from 
manager 

• Functional 
support from 
colleagues 

• Participation in 
decision making 

INDIVIDUAL FACTORS 

• Employee has loo few personal resources to meet the demands 
of the job because of insufficient: 
- Compelences 
- Capabilifies (physical and mental) 

• Employee uses available resources insufficiently 
• Employee experiences other stress factors in the 

- Personal context 
- Work-home context 

BUFFERS 

• Social support from managers 
• Social support from colleagues 
• Available developmental 

possibilities (e.g. training) 
• Recovery 
• Malerial and immaterial 

appreciation 

wie InnovatIon 
for life 

`A feeling that it's no Jonger possible to meet the demands of work." 

Workload and work-related stress 
reduce Job satisfaction 

When asked "how's things?", employees are 
increasingly likely to answer by stating "busy" or 
"under stress". Work pressure and work-related 
stress have become part and parcel of our 
everyday language. But how does pressure at 
work actually affect an employee? And what does 
an employer understand by this? When it comes 
to alleviating workload and work-related stress, 
differences of opinion are hindering the dialogue 
between employer and employee. With this in 
mind, we aim to set out what the differences 
appear to be between work pressure and work-
related stress, how work-related stress can be 
identified, and what its most common causes are. 

Work-related stress as a result of workload, 
aggression or bullying 
Professor Wilmar Schaufeli of the University of 
Utrecht describes work-related stress as "a 
negative psychologica/ condition which results 
from overwork. This causes a feeling that it's no 
longer possible to meet the demands of work." 
Although everyone expresses stress in different 
ways, we can differentiate between three types of 
symptoms: 

Box 1. Identify work-related stress on the 
basis of these signals 
1. Psychological symptoms, such as: absent-

mindedness or reduced concentration levels, 
difficulty in processing information, lack of 
interest in work, or cynicism. 

2. Physical symptoms, such as: headaches and 
fatigue, rapid breathing, high blood pressure 
and high cholesterol levels, musculoskeletal 
pain (e.g. in the neck), and ultimately, 
cardiovascular disorders. 

3. Behavioural symptoms, such as: 
restlessness, mistakes in one's work, social 
isolation, and absenteeism. 
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Workload as the most important cause of work-
related stress 
In addition to aggression, violence and bullying, 
the most important cause of work-related stress is 
the workload pressure. TNO describes this as an 
imbalance, which manifests itself when an 
employee - over a longer period of time - is no 
longer able to meet the requirements of the job 
nor do anything to alter this situation. If an imba-
lance persists between the demands which are 
made on the employee (job requirements) and 
what he or she is able to offer in return (control 
options), this is seen as negative, because its 
impacts detrimentally on his or her health. It's 
also negative because the employee can no longer 
deliver the quality required. The causes of this 
imbalance lie in the content of the work, the con-
text of the work, and the lack of control options 
(see box 2). 

Box 2. The causes of work pressure 
1. The content of the work, such as: the amount 

of work, quality requirements, and the level 
of difficulty. A large amount of work in itself 
doesn't necessarily have to be a problem. 

2. The context of the work, such as: ill-defined 
or changing responsibilities, interruptions, ill- 
defined procedures or polities, job insecurity, 
and organisational culture. 

3. The lack of control options in the work, such 
as: autonomy, functional support from 
colleagues or management, and say in 
decision-making 

The personal qualities of an individual employee 
can help redress the balance between job 
demands and control options, or conversely, 
upset the balance even more. These personal 
characteristics can equate to, for example, 
competences, personality traits, or the personal 
situation. 

Job satisfaction as buffer against work-related 
stress 
Based on the premise of sustainable 
employability, both Schaufeli and TNO suggest 
that job satisfaction must be taken into the 
equation. Sources of positive energy, such as a 
good working environment, the support and 
appreciation from colleagues, and favourable 
development prospects, are key factors. These 
`buffers' not only help to prevent causes of stress, 
but also improve the workplace in such a way 
that growth and development are possible. 
A study by the University of Utrecht concludes  

that adopting a positive approach to employees 
often has a quick return on investment. 
Employees who are happy in their job, are not 
only physically and mentally stronger, they sleep 
better and are less susceptible to absenteeism. 
Within the organisation, customer satisfaction 
levels are higher, fewer mistakes are made and 
there are also fewer accidents. Profit and working 
productivity are higher in these organisations. "It 
has been scientifically proven," Schaufeli argues, 
"that individuals who are inspired are much less 
vulnerable to stress." So, why stop at stress-
prevention and not go one step further?" 
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