
 
 

Introduction 

Workplace stress is a normal physiological response to difficult events.  These can be 
relationship conflicts, problems with excessive workload, excessively demanding work objectives, 
and so on.    Even positive events can be stressful.  In most cases when we say that we are 
stressed what we often mean is that we feel under pressure.  Being stressed and being under 
pressure are different experiences.   A certain amount of pressure is good for us.  It stimulates us 
and enhances our performance.  If we are under too little pressure, we tend to become bored, 
lethargic and perform below our potential.  We suffer what is known as ‘rust out’.  However, too 
much pressure is undesirable.  We all have an optimum level of pressure where we perform at 
our best and this varies from person to person.  But no matter who we are, when pressure 
exceeds our ability to cope that is when we enter the ‘stress zone’.  In order to deal with any 
work-related stress problems that we encounter we must understand whether we are in the stress 
zone and to identify what is causing us to feel stressed. This ASSET report will outline how 
stressed you are.  It will compare you to a cross section of the UK General Population for stress 
related ill-health.  It will also provide information about what your key work place stressors are 
likely to be. 
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Scale drilldown: Work relationships 

Many jobs demand regular contact with other people at work. Poor or unsupportive 
relationships with colleagues and/or supervisors can be a potential source of pressure. In 
addition, pressure can occur if individuals feel isolated or unfairly treated. This subscale 
measures the impact of work relationships as a source of pressure. 

  
 

 
You perceive your work relationships to be a source of pressure to a similar extent as most 
other people. Your score on this factor shows that your working relationships are relatively 
strong, but that there may be some scope for managing your relationships to ensure that 
they do not become a source of pressure during difficult times. Usually it is best to deal with 
any issues head on, so if there are any relationships that are causing you problems it would 
be a good idea to try to work the difficulties out with the person concerned. 

Scale drilldown: Work-life balance 

The demands of work have the potential to spill over and affect personal and home life and 
so put a strain on relationships outside work. This subscale measures the extent to which 
difficulty in maintaining a satisfactory work-life balance is a source of pressure. 

  
 

 
You see your work-life balance as similar to most other people and therefore as being 
reasonably healthy. However, there may be some issues in your work-life balance that could 
become an issue in the future in certain circumstances. You may wish to review your work 
demands and/or your choices about hours of work or bringing work home. Although it may 
not be a major issue at the moment, poor work-life balance can quickly become a problem if 
left unchecked. 



Scale drilldown: Overload 

This subscale measures the extent to which individuals feel that the demands of their 
workload and the associated time pressures are a source of pressure. 

  
 

 
You do not see work overload as a significant source of pressure compared with most other 
people. You appear to be managing your workload in an effective way at the moment. You 
neither feel pressurised by the volume, nor the intensity of your workload. 

Scale drilldown: Job security 

For many individuals a lack of job security and uncertainty about the future can be a 
significant source of pressure. While significantly less employees now expect ‘a job for life’, 
fear of job loss or obsolescence still remains a major potential source of stress. This scale 
measures the extent to which lack of job security and job changes are a source of pressure. 

  
 

 
Compared with most other people, you see job insecurity or skill redundancy as a significant 
source of workplace pressure at the moment. Try to bear in mind that people are often 
troubled by the security of their job when they have no real need to worry. This often 
happens during periods of organisational change when there is a lot of uncertainty about the 
future. One way to deal with any uncertainty is to find out for sure, by having a frank and 
open discussion with someone who knows, such as an HR manager or your manager. If, for 
any reason, you find that your job is not secure you may wish to think about taking practical 
steps to find another job, either in your current organisation or elsewhere. If it is not so much 
job loss that is troubling you but more the fear that your job may change or that your skills 
may become redundant, then it may be worth thinking about the skills you are likely to 
require in the future and investigating training options. Talk to your manager or training 
department (if you have one) about how you can update your skills or develop the skills that 
you will need if your role changes. 

Scale drilldown: Control 

The experience of pressure is strongly linked to perceptions of control. Lack of influence and 
consultation in the way in which work is organised and performed can be a potential source 
of pressure. 

  
 

 



You feel as much in control of your work and the way that you do it as most other people. 
Although your scores show that you do not see a lack of control over how you perform your 
job as a problem, they do suggest that this could become a source of pressure for you in the 
future in certain circumstances. Any solutions you can find to head-off potential problems 
relating to a lack of control would be worth considering. These might include discussing 
control issues and how you could increase your feelings of control with your manager. 

Scale drilldown: Resources & communication 

To perform a job effectively, individuals need to feel that they have appropriate training, 
equipment and resources. They also need to feel that they are adequately informed and that 
they are valued. This subscale measures the extent to which these factors are a source of 
workplace pressure. 

 
 

 
You perceive resources and communication as a source of workplace pressure to a similar 
extent as most other people. Your results suggest that, at present, you find communication 
channels in your workplace positive and effective and that generally you have the necessary 
resources required to do your job. However, in certain circumstances, there is potential for 
either communication or resources to become an issue for you. It may be useful to think 
about heading off any potential problems by thinking about what information you need to 
improve your own productivity and where this information should come from. You could also 
start to think about any areas in which a lack of resources would have serious consequences 
for you and your work in future. This will enable you to plan more effectively and influence 
your manager accordingly. 

Scale drilldown: Pay & benefits 

The financial rewards associated with a job are important in terms of lifestyle. They are also 
often perceived to be an indication of an individual’s self worth and value to the organisation. 
This scale measures the extent to which pay and benefits are a potential source of pressure. 

  
 

 
You perceive pay and benefits to be a source of workplace pressure to a similar extent as 
most other people do. Your results indicate, however, that in the future in certain 
circumstances, this could become an issue. Therefore, it may be beneficial to think about 
(and perhaps also talk to your manager or to someone in the HR department) the issue and 
maybe make some enquiries about what plans the organisation has for you in this respect. 
You could also think about how you will raise the subject at your next pay or performance 
review. 

Scale drilldown: Aspects of the job 



This subscale measures potential sources of stress that relate to the fundamental nature of 
the job itself. Factors such as the physical working conditions, type of tasks and the amount 
of satisfaction derived from the job. 

  
 

 
Aspects of the job are seen as contributing to your workplace pressure to a similar extent to 
most other people. At the moment, you do not report significant issues associated with the 
tasks that you do at work. You feel that, in general, your work conditions are appropriate and 
that there is sufficient variety in your job to keep you occupied and interested. Your results, 
however, suggest that problems could develop in this area in the future in certain 
circumstances. It may be worth thinking about whether you can head-off any issues relating 
to problems with the working environment (health hazards, threats to safety, etc) so that they 
do not become problematic for you in the future. This scale provides an overall measure of 
your job satisfaction. Even though you tend to find your job as satisfying as most other 
people do, it might be worth thinking of aspects of the job that are sources of satisfaction and 
dissatisfaction for you, so that you can maximise the former and minimise the latter. 

Scale drilldown: Commitment of employee to organisation 

The relationship between employer and employee involves mutual obligation. Employers 
expect their employees to do their best and be loyal and committed to the organisation. This 
scale measures the extent to which employees feel committed to the organisation. 

  
 

 
Compared with most other people, you are similarly committed to your employer. This 
indicates that you are as likely as most to put yourself out for the organisation and to be 
prepared to take on extra work and responsibility. While your own commitment is not a 
particular source of pressure for you at the moment, it’s worth thinking about factors that 
could affect it in the future. By thinking about these issues and discussing them with others, 
you will be better prepared to deal with any threat to your organisational commitment. 

Scale drilldown: Perceived commitment of organisation to 
employee 

The relationship between employer and employee involves mutual obligations. Employees 
expect to be trusted and feel it is worth going the extra mile for the organisation. This scale 
measures the extent to which employees feel that the organisation is committed to them.  

  
 

 



You perceive your employer to be committed to its employees to a similar extent as other 
organisations are so perceived by their employees. This perception indicates that you are 
unlikely to have serious issues in terms of morale and motivation at the moment and that you 
feel relatively trusted and valued by the organisation. Nevertheless, it is still worth discussing 
these issues with colleagues and finding out how they feel. By communicating with people 
you can develop a better understanding of what the organisation is really like. 

Scale drilldown: Risks to physical health 

Poor employee health can be indicative of excessive workplace pressure and experienced 
stress. To enable you to ascertain whether levels of pressure are having an optimal or 
negative effect, ASSET measures a range of common symptoms associated with risks to 
physical health.  

 
 

 
You report levels of risk to physical health similar to those reported by most other people. 
Any physical health problems that you have reported may be related to the sources of 
pressure referred to earlier in this report. You may, therefore, find it useful to think about how 
these sources of pressure relate to your physical health scores; for example, you may feel 
that your work relationships have the potential to cause insomnia or muscular tension. By 
adopting this approach, you may identify ways in which you can head-off potential physical 
health problems. 

Scale drilldown: Risks to psychological wellbeing 

Poor employee health can be indicative of excessive workplace pressure and experienced 
stress. To enable you to discover whether levels of pressure are having an optimal or 
negative effect, ASSET measures a range of common symptoms associated with risks to 
psychological health. 

 
 

 
You report levels of psychological wellbeing similar to those reported by most other people. 
Any psychological health problems that you have reported may be related to the sources of 
pressure referred to earlier in this report. You may find it useful to think about how these 
sources of pressure relate to your psychological wellbeing scores; for example, you may feel 
that your work overload has the potential to cause anxiety or constant irritability. By adopting 
this approach, you may identify ways in which you can head-off potential psychological 
health problems. 
 



General advice 

Stress is part of the human condition. We cannot rid ourselves of pressure completely and 
we wouldn't want to. We need a certain amount of pressure for motivation and to achieve our 
peak performance. However, when too much pressure turns to stress our performance will 
become impaired. This section of the report provides some general advice about how to 
control our stress levels. 

Adopting a healthy lifestyle:

• Take some form of exercise. Activities that keep us mentally and physically busy not 
only improve our health and wellbeing, but also provide a means of 'switching off' from the 
pressures of the day. They make us more stress resilient and improve job (and life) 
satisfaction. 

• Healthy eating. Most diets are ineffective. Healthy eating and the avoidance of foods 
high in sugar, salt, saturated fats and additives helps build the body's natural immunity to 
stress related ill-health. 

• Caffeine is a mild stimulant and has the effect of reducing appetite. Too much of it 
can also cause irritability, nervousness and mild insomnia. 

Make time for relaxation:

• We can often think that relaxation as a specific technique has to learned and 
practiced. Many 'relaxation techniques' do require training. However, general relaxation 
can cover a broad range of activity and can include reading, listening to music, painting, 
even taking a hot bath! In short, anything that means taking time out of our busy lives will 
help us to relax. 

Our time is precious:

• Trying to do the unachieveable is likely to put us under too much pressure. It means 
we do not have time for exercise, or for relaxation. We may need to be more assertive 
with others and with ourselves in saying 'no' to the really unachieveable. 

Break up the day with 'breathers':

• Taking a stress break can help to relieve stress when we are feeling under presure. 
This can be a walk at lunch time or even a brief period of quiet reflection. We will feel 
refreshed and more able to cope. 

Question the need to hurry:

• People who hurry a lot tend to be more stressed. But is this really necessary? Some 
things take time. Many of the really beautiful things in life take time to create (e.g. the 
Sistine Chapel). 

Adaptive coping strategies:



• Adaptive coping strategies are those that deal with the problem or the stressful 
situation. Often, we use coping strategies that are not effective. These can range from 
problem avoidance through to increased alcohol consumption. These may make us feel 
better, but the stressor doesn't always just go away. Facing the problem and dealing with 
it in a proactive way will usually minimise the stress. 

If you would like to discuss your profile with someone, please contact your company's HR 
representative, or your company's occupational health representative. This report is 
confidential and contains information specific to an individual. It is intended as feedback to 
the individual who completed the ASSET questionnaire who is the "owner" of this report. The 
contents of this document do not constitute any form of commitment or recommendation on 
the part of RCL and speak as at the date of its preparation. 

All material on this Web site is copyright. All Rights Reserved. Please see conditions of use 
for ownership and details. 


