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Abstract 
 
 

Over the past three decades, change in the organizations has accelerated 
dramatically and has become a routine way of organizational life.  Literature has 
recognized distress and resistance as two general reactions to organizational change.  
XXX (2011) introduced a model of stress management at the organization level, 
suggesting strategies that reduce distress and resistance and produce eustress and 
positive outcomes in response to organizational change.  This paper introduces a 
cognitive model that explains how the strategies introduced by XXX (2011) can 
increase eustress and positive outcomes for employees as individuals. 
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1. Introduction 
 

In the contemporary western world, rapid change imposes itself on different 
aspects of life.  Social systems must adjust to this rapid change to survive.  
Organizations, as social and open systems (Scott, 1998) and as dynamic phenomena 
(Egri & Pinfield, 1996) constantly adjust to their environment, which is often 
turbulent, competitive, dynamic and complex (Collins, 1998) and challenges 
organizations in different ways (Schein, 1980).   
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The more complex and turbulent the environment, the more frequent changes 

in the organizations (Huber, Sutcliffe, Miller, & Glick, 1993).  This situation has 
caused the organizations in our era to experience the highest rate of change in their 
history (Dupuy, 2002).   

 
A change in different aspects of organizations is the result of internal and 

external forces.  Whereas internal factors force organizations to change from the 
inside, external or environmental forces push organizations from the outside to 
change.  Organizational restructuring or job redesign for conflict resolution (Shulman, 
1982) are examples of internally motivated changes in organizations.   

 
Three categories of social environmental factors that demand a change in the 

organizations include a) economic factors such as inflation and unemployment, b) 
socio-cultural changes such as demands for gender and minority equality, and c) 
socio-political changes, such as new laws or new interpretations of the old laws 
(Atchison & Hill, 1978; Heller, 1998).  Technology is another important 
environmental factor driving change in the workplace (Collins, 1998).  Both of 
internally and externally motivated organizational changes can affect the employees 
negatively or positively. 

 
2. Positive and Negative Organizational Changes 
 

Business and economics literature tends to view organizational change as 
positive in terms of whether they raise the productivity or efficiency of the 
organization (e.g., Uris, 1998).  But from social and organizational psychologists point 
of view, organizational changes are positive that can promote the problem solving 
capacity of organizations, facilitate high performance, and/or raise living standards of 
employees.  On the contrary, organizations that downsize, deactivate small businesses, 
or use increasingly strict managerial and financial controls to squeeze more out of the 
remaining labour force are viewed as changing in a negative direction (Cummings & 
Huse, 1989).  Technology is frequently viewed as a cause of negative changes in the 
organizations.  Some technological changes are criticized (Collingridge, 1982) as they 
put employees in situations that their previous skills become ineffective and 
redundant, or some function as a tool for the exploitation of employees, while 
promising to increase their psychological satisfaction and effectiveness (Ellul, 1980). 
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  New technology plays a negative role if it disturbs the peace of employees 
and hurts their emotional lives by emphasizing on change or growth, and by 
neglecting such important social needs as stability and continuity (Vikers, 1972). 

 
Unlike the perspective of the economic and business literature that focus on 

productivity and efficacy, this paper views positive changes in terms of how they 
affect employees.  From this perspective, organizational changes are positive that not 
only attempt to achieve the objectives of change, but also plan to affect the employees 
positively.  The positive effects include generating positive affect and feelings of flow, 
growth, and joy, as well as encouraging employees’ willingness, creativity, and the 
positive behaviours that facilitate change (XXX, 2011).   

 
Promotion of health and raising the level of productivity are the primary 

outcomes of such positive atmospheres.  By contrast, in negative changes, people 
involved in the change do not receive enough attention from their superiors.  
Distress, negative affect, health problems, and employees’ resistance to change are the 
natural consequences of negative changes (XXX, 2011). 

 
Distress and negative affect would follow organizational change, when 

employees experience emotional and psychological reactions like fear, grief, and job 
insecurity (Appelbaum, Gandell, Yortis, Proper, & Jobin, 2000; Hansen, 2001).  The 
stressor in turn can cause psychological and physical health problems, decrease 
organizational commitment, and increase the tendency to withdraw from work 
(Gibson, Ivancevich, & Donelly, 1988; O'Brien-Wood, 2001; Probst, 1998).  The 
following section explores how stress and resistance might affect organizations during 
change, and whether organizational change has the potential to be oriented toward 
producing positive results. 
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3. Organizational Change and Stress 
 

Some organizational changes that generate stress are small and affect some 
individuals, whereas others are large and affect groups or a whole organization.  Job 
change (Werbel, 1983), change in relationships with or isolation from coworkers 
(Kohler, 1999), change in degree of control over work processes (Parkes, 1998), and a 
changing shift pattern are a few of small stressful organizational changes (Barnes, 
Deacon, Forbes, & Arent, 1998).   

 
Budget cuts and technological changes in general (Houtman & Kompier, 

1995) and specifically computerization of organizations that may require extensive 
changes in various parts of organizations are examples of large stressful organizational 
changes (Smith, 1997).  Organizational changes like downsizing and layoffs, which 
result in particularly high levels of stress (Sutton & D`Aunno, 1989),  can be both 
small—affecting specific individuals—and large—affecting the entire organization.   

 
While stress is a common outcome of organizational change (Hansen, 2001), 

the cognitive, emotional, and behavioural consequences of occupational stress are 
harmful for employees and costly for organizations and society (Gibson et al., 1988).  
An assessment of possible psycho-physiological changes in employees experiencing 
organizational change showed a higher level of endocrine indicators of stress 
including cortisol and prolactine (Lokk & Arnetz, 1997).  An increased level of 
cortisol is a marker for feelings of uneasiness during a change process 
(Frankenhauser, 1991); and increased levels of prolactine is a sign of feelings of 
powerlessness in a crisis (Theorell, 1992).  

  
Research on installations of a new data system for salary calculation 

immediately after the organizational change showed heightened levels of 
psychological symptoms of stress, including lack of concentration and decreasing level 
of energy and leisure activities.  After the new data system started working properly, 
the level of stress indicators returned to baseline levels of health (Lindstrom, 1990).   

 
The organizational change may cause stress, as it may provoke a sense of job 

insecurity, loss of control over one’s own future, and fear of loss of effective and 
close team members (Grossi, Theorell, Jurisoo, & Setterlind, 1999; Marks & Mirvis, 
1992).   
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Other negative perceptions due to organizational change involve feelings of 
role ambiguity, and unpredictability of the future, and uncertainty about the new team 
members, supervisors, and in general about work relationships (Caplan, Cobb, 
French, Harrison, & Pinneaue, 1980; Change, 1989; Hansen, 2001; Marks & Mirvis, 
1992; Parkes, 1998).   

 
A few examples of the fears associated with stress of organizational change 

include: fears of potential work overload, financial obligations associated with the loss 
of job, obligation to learn too many new things, being inefficient in coping with new 
challenging work requirements, and being replaced by a machine (Hales et al., 1994; 
Hansen, 2001; Kohler, 1999; Lindstrom, 1991; Marks & Mirvis, 1992; Shaver, 1985). 

 
An explanation for how the above mentioned perceptions and fears may lead 

to stress is addressed by research that suggests stress is caused by psychological 
environment that exists inside people’s minds (Kahn, 1981; Winnubst, de Jonge, & 
Schabracq, 1996).  This stress is a function of how the employees perceive the events 
in the work life (French & Khan, 1962; Khan, Wolfe, Quinn, & Snoek, 1964).  
Researchers who have adopted this approach to organizational stress suggest when 
the job or workplace is demanding and the employees have little control over their 
situation, the employees experience strain (Karasek, 1992).  From this perspective, 
negative perceptions, the impression of threat, and fears involving organizational 
change may be highly demanding.  If the employees lack the required abilities, skills, 
or information to cope with and to control the demanding situation, they will 
experience high levels of stress.   

 
When trying to explain why organizational change might cause stress, French 

(1973) suggests that stress results when there is a misfit or disagreement between the 
individual needs or wants and the opportunities provided by the job, or a misfit 
between the people’s abilities and the organizational requirements.  According to 
French, misfit can be subjective or objective.  Subjective misfit happens when there is 
a disagreement between people’s point of view about themselves and their 
subjective—or perceived—environment.  For example, an employee may imagine that 
she or he cannot catch up with the perceived requirements of an anticipated change in 
the organization, and this can cause stress.  Objective misfit refers to the situation in 
which the individual actually does not adjust to the demands of the work.   
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The situation in which an institution is computerized, but some of the 

employees are not trained or skilful enough to use a computer properly, exemplifies 
an objective misfit.   

 
The stress associated with organizational change has many physiological and 

psychological consequences for employees.  The feelings of lack of control and lack 
of efficacy are associated with resentment, anxiety, depression, and cardiovascular 
risks (Fisher, 1989; Schaufeli & Buunk, 1996).  Hansen (2001) found that 
organizational change was a predictor of job insecurity, role ambiguity and concerns 
about work overload; and these three were positively associated with employees’ 
subjective distress and negatively related to organizational commitment. 

 
A concern about job loss, as a powerful stressor, is associated with severe 

health problems such as ulcers, colitis, alopecia, and muscular and emotional 
complaints (Sutherland & Cooper, 1996).  To explore physiological reactions to 
concerns about job loss during an organizational change, Grossi et al.  (1999) gave a 
questionnaire and took blood samples of thirty-six police inspectors, who were 
informed about probability of losing their job.  The participants were told that they 
had to re-apply for their positions in a new police district.  The results showed a 
positive association between worrying about employment and symptoms of 
burnout—an indicator of job stress—during the reorganization.   

 
In summary, stress appears to have been the result of almost all kinds of 

examined organizational changes.  Even so, other than abundance of research on 
stressfulness of downsizing (e.g., Cook & Ferris, 1986; Sutton, Eisenhardt, & Jucker, 
1986), very little is known about which organizational changes are more stressful than 
others and about whether each kind of change is ore likely to produce a particular 
reaction or symptom of stress.  More information is needed about stress of large-scale 
organizational changes, especially about stress of planned organizational changes.   
 
4. Change Free Of Negative Outcomes of Stress 
 

Uncertainties and inconsistencies that arise during the periods of extensive 
societal change often become precursors of stress (Pearlin, 1993).  Even some 
positive life changes can be stressful (Lewis, 1975).   
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Psychological and biological developments, such as those occurring in 
adolescence (e.g., puberty), which are gained through a process of adjustment for 
reaching a new equilibrium level, are often used as examples of stressful constructive 
changes in life (Heller, 1998).   

 
A change in the financial state and in residence, marriage, divorce, and 

pregnancy are some examples of social and personal changes that can be stressful 
(Holmes and Rahe, 1967).  In order to measure different life changes as sources of 
stress, Holmes and Rahe (1967) developed a version of Life Event Scale (Hawkins, 
Davis, & Holmes, 1957).  Although it is imperfect in reflecting many changes that 
normally happen during the life span, this scale suggests that almost any kind of social 
readjustment, including change in work conditions or responsibilities, is stressful.  
Some of the items reflect stressful positive changes, such as outstanding personal 
achievements, reconciliation, gain of a new family member, and beginning or ending 
school. 

 
Pearlin (1993), however, argues that change under some circumstances may 

not be stressful.  Dohrenwend and Pearlin (1981), in their criticism of Holmes and 
Rahe’s (1967) scale, suggest that stressfulness of a life event may depend more on the 
nature of that event than on the enormity of the changes that accompany it.  They 
suggest that desirability and voluntariness are two factors that moderate the 
stressfulness of those life events.  They suggest that the more desirable or/and 
voluntary the event is, the less stressful it will be. 

 
Another feature that differentiates stressful from unstressful life events is their 

scheduling (Pearlin & Lieberman, 1979).  Scheduled events are more predictable and 
planned and therefore less stressful than are unscheduled ones.  People may not know 
precisely when scheduled events will take place, but are rather confident of their 
occurrence.  As a result, the person can develop an understanding of scheduled events 
and can develop required coping behaviours.  For example, those family and career 
transitions that occur between life stages are scheduled events and are likely less 
stressful than unpredictable and unplanned transitions.  Some other examples of 
scheduled transitional events are marriage, bearing children, grandparenthood, and 
retirement (Lowenthal, Thurnher, & Chiriboga, 1975).  In contrast, the same event 
when unscheduled can lead to high amounts of stress.   
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A classic example is the difference between a planned and unplanned 

pregnancy.  Divorce, injury, illness, job disruption, premature death, and broken 
friendships are other examples of unscheduled events (Pearlin & Lieberman, 1979). 

 
In addition to the features of change that alleviate stress, some researchers 

have suggested that employees’ perception of change can reduce or prevent stress.  
French and Khan (1962) suggested that objective and subjective environments may 
lead to stress.  Unlike the objective environment that includes characteristics of the 
environment, the subjective environment is created by and within the people’s 
perceptions about environment.  Lazarus (1991) believed environmental and personal 
variables are two antecedents of stress.  The environment includes situational 
demands and constraints of resources (e.g., social network), ambiguity, and/or 
imminence of harm.   

 
Personal variables include beliefs, an existential sense of control and value-

related commitments.  Lazarus suggested reappraisal or a cognitive change could 
prevent stress in a situation that might originally be perceived as stressful (Lazarus, 
Delongis, Folkman, & Gruen, 1985).  Khan et al.  (1964) agreed that cognition or 
appraisal intervenes between the stressors and the responses to them.   

 
The idea of the above group of authors has valuable implications for studying 

and implementing organizational changes that are free of strain for both managers 
and employees.  Even more, they seem useful in fulfilling positive organizational 
changes that elicit eustress.  For example, French and Khan (1962) applied the idea of 
subjective versus objective environment to the organizational stress research and 
accordingly suggested some ways of reducing organizational stress.  According to 
French and Khan, changing the perception of people by making them involved in 
organizational decision-making is a useful strategy that can control the destructive 
effects of stress.  It is important to consider various ways of creating such positive 
organizational changes through positive reappraisal and cognitive change in 
employees. 
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5. Alleviating Stress of Organizational Change: A Cognitive Model 
 

Some types of organizational changes that deliberately plan not to cause stress, 
like the ones designed to remove existing problems of employees (Shulman, 1982), are 
called proactive or preventive (rather than reactive or curative) strategies of stress 
management (Sutherland & Cooper (1996).   

 
An experimental organizational change that aimed to follow this model, 

transferred supervisors’ responsibilities to skilful workers and implemented flexible 
work timetable (Cotgrove, Dunham, & Vamplew, 1971).  These changes improved 
the employees’ morale, productivity, job satisfaction, and their attitudes toward their 
jobs. 

 
The idea of desirable and voluntary changes (Dohrenwend & Pearlin, 1981) 

and the theory that scheduled life events are not stressful (Pearlin & Lieberman, 1979) 
have some implications for preventing stress of organizational change.  Those 
theories can imply that stress of organizational change can be reduced by giving 
necessary information to the employees well in advance of change, and by convincing 
them that the change would be desirable.  The theories also imply that creation of an 
organizational context, which encourages employees’ volunteer involvement in a 
desirable change, can possibly stimulate eustress.  Few studies have examined these 
propositions. 

 
XXX (2011) proposed an Integrative Model of Organizational Change.  The 

Integrative Model suggested that employers could adopt a variety of methods that 
would minimize stress and maximize eustress of organizational change.  Some of the 
methods suggested by the Integrative Model included participative organizational 
change, benefit finding in change, training, supportive workplace, organizational 
justice, and honest and clear communication with employees.  Based on the literature 
of stress, this paper proposes an Information Processing Model (see Figure 1) that explains 
how the methods suggested by The Integrative Model (XXX, 2011) would minimize 
stress and maximize eustress of organizational change. 
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The Information Processing Model proposes that the methods introduced by 

the Integrative Model of Organizational Change (XXX, 2011) can improve employees 
coping abilities and can change their negative perceptions of organizational change.  
Those methods can encourage a positive reframing of the organizational change or 
prevent viewing the change as threatening, and can improve employees coping skills 
and help them to believe they have ability, skill, power, or knowledge to cope with the 
situation.  Improved coping abilities may in turn facilitate cognitive change in 
employees.  Eustress is a consequence of such cognitive changes. 

 
Figure 1.  The Information Processing Model 
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According to the Information Processing Model, the process of analysing information 
and producing resistance or positive responses to organizational change include: 
 

(a) Figure 1 suggests that appraisal is the individual’s first reaction to information 
that an organizational change might occur (i.e., what is the change? How might 
it affect I and other people in the organization?) 

(b) If enough information is not available from the managers to answer these 
questions or if the information is not credible, ambiguity, anxiety, and distress 
will follow. 

(c) If distress is generated, it can lead the employee to seek information elsewhere or 
to resist the organizational change. 
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(d) Resistance leads to receiving negative feedback from the organization and leads 
to higher levels of distress.  Seeking more information elsewhere also makes the 
employee more susceptible to rumour, tension, and to higher levels of distress. 

(e) Resistance continues to affect negatively organizational change plans. 
(f) Information is necessary but not sufficient for an employee to avoid distress and 

resistance.  The employee must also believe in her or his own abilities and must 
feel enough efficacy and confidence that she or he can handle the situation.  
However, the model suggests that to the extent that an employee believes 
negative consequences might follow, s/he will begin to consider whether s/he is 
able and willing to cope or adapt to the change.  XXX (2011) suggests the ability 
to cope or adapt depends on at least three factors: the adaptive skills of an 
employee; the knowledge an employee has about how to adapt; and the 
opportunities within the organization to gain and exercise the necessary skill and 
knowledge.  Motivation to cope or adapt depends on many different factors 
such as trust in the organization and its managers, organizational justice, and 
support at workplace. 

(g) If an employee believes that she or he lacks either the ability or the motivation to 
cope with the negative consequences of a change, distress results. 

(h) Distress likely leads to resistance to organizational change. 
(i) Resistance from one side leads to a higher level of tension and distress. 
(j) Resistance from the other side affects negatively success of organizational 

change. 
(k) However, if an employee believes she or he has both the ability and the 

motivation to cope with the negative consequences of an organizational change, 
then she or he should feel insufficient distress to resist, or eustress can be 
generated.  Also an individual’s  appraisal that the organizational change would 
affect herself or himself positively can generate eustress (n). 

(l) When eustress is generated, it has the potential to provoke positive responses of 
employee including health, willingness to change, challenge, growth, 
cooperation with the organizational change, and a higher level of productivity 
(XXX, 2011). 

(m)Positive responses may contribute to a higher level of eustress for the employees 
and managers. 
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6. Conclusion 
 

A core part of the Information Processing Model addresses the employees’ 
perceptions of social consequences of change, and the way the information and 
appraisals are processed to reach to a new level, reappraisal, or cognitive change. 

 
  Cognitive change might lead employees to recognize the positive aspects of 

organizational change and to reconsider some of their negative reactions to change.  
As the stress literature shows, the possibility of negative consequences does not 
necessarily lead to distress (Lazarus, 1991); eustress is also possible (Selye, 1993).  This 
may have implications for managers who seek to prevent distress and to create 
positive responses to organizational changes.  Positive responses to organizational 
change are different outcomes of different information processes. 

 
According to the Information Processing Model, distress can come from two 

sources: (1) lack of information, and (2) information that leads people to fear negative 
consequences with which they either cannot or do not wish to cope.  Therefore, it is 
important for managers not only to provide employees with useful information about 
organizational change, but also to understand employees’ fears of negative 
consequences of organizational change, to prepare employees with the skills and 
opportunities to cope with negative consequences, and to encourage employees to use 
these skills and opportunities during the change. 
 
References 
 
Appelbaum, S. H., Gandell, J., Yortis, H, Proper, S., & Jobin, F. (2000). Anatomy of a merger: 

Behaviour of organizational factors and processes throughout the pre-during-post-
stages (Pt. 1). Management Decision, 38, 649-662. 

Atchison, T. J., & Hill, W. W. (1978). Management today: Managing work in organizations. New 
York: Harcourt Brace Jovanovich. 

Barnes, R. G., Deacon, S. J., Forbes, M. J., & Arent, J. (1998). Adaptation of the 6-
sulphatoxy-melatonin rhythms in shift workers on offshore oil installations during a 
2- week 12-h night shift. Neuroscience Letters, 241, 9-12. 

Caplan, R. D., Cobb, S., French, Jr. J. R. P., Harrison, R. V., & Pinneaue, Jr. S. R. (1980). Job 
demands and worker health: Main effects and occupational differences. Ann Arbor, 
MI: The University of Michigan. 

Change, D. (1989). Role conflict and role ambiguity among junior high school administrators 
in Taipei, Tai Wan, Republic of China (Doctoral dissertation, University of Oregon, 
1990), Dissertation Abstracts International, A 50/09.  

Collingridge, D. (1982). Critical decision-making: A new theory of social choice. London: Frances 
Pinter. 



 
Dr. Mahin Tavakoli                                                                                                                                 23 

 
 

 

Collins, D. (1998). Organizational change: Sociological perspectives. London, New York: Routledge.   
Cook, D., & Ferris, G. (1986). Strategic human resource management and firm effectiveness in 

industries experiencing decline. Human Resource Management, 25, 441-458.   
Cotgrove, S., Dunham, J., & Vamplew, C. (1971). The nylon spinners: A case study in productivity 

bargaining and job enlargement. London: Allen & Unwin.  
Cummings, T. G., & Huse, E. F. (1989). Organization development and change. St. Paul: West 

Publishing Company. 
Dohrenwend, B. S., & Pearlin, L. (1981). Report of the panel on life events. Washington, DC: 

Institute of Medicine. 
Dupuy, F. (2002). The chemistry of change: Problems, phases and strategy. New York: Palgrave.  
Egri, C. P., & Pinfield, L. (1996). Organizations and the biosphere: Ecologies and 

environments. In S. R.Clegg, C. Hardy, & W. R. Nord (Eds.), Handbook of organization 
studies (pp. 459-483). London: Sage. 

Ellul, J. (1980). The technological system. New York: Continuum. 
Fisher, S. (1989). Stress, control, worry prescriptions, and the implications for health at work: 

A psychobiological model. In S. L. Sauter, J. J. Jr. Hurrel, & C. L. Cooper (Eds.), Job 
control and worker health (pp. 205-236). Chichester: Wiley & Sons. 

Frankenhauser, M., (1991). A biopsychosocial approach to work life issues. In J. V. Johnson 
& G. Johnsson (Eds.), The psychosocial work environment: Work organization, 
democratization, and health (pp. 73-92). New York: Baywood. 

French, J. R. P. Jr. (1973). Person role fit. Occupational Mental Health, 3, 15-20.  
French, J. R. P. Jr., & Khan, R. L. (1962). A programmatic approach to studying the industrial 

environment and mental health. Journal of Social Issues, 18(3), 1-47. 
Gibson, J., Ivancevich, J. M., & Donelly, Jr. J. (1988). Organizations: Behaviour, structure, processes 

(6th ed.). Plano, TX: Business Publications. 
Grossi, G., Theorell, T., Jurisoo, M., & Setterlind, S. (1999). Psycho-physiological correlates 

of organizational change and threat of unemployment among police inspectors. 
Integrative Physiological and Behavioural Science, 34(1), 30-42. 

Hales, T. R., Sauter, S. L., Peterson, M. R., Fine, L. J., Putz-Anderson, V., Schleifer, L. R., 
Ochs, T. T., & Bernard, B. P. (1994). Musculoskeletal disorders among visual display 
terminal users in a telecommunications company. Ergonomics, 37, 1603-1621. 

Hansen, M. J. A. (2001). Individual reactions to a large-scale organizational change in a 
healthcare organization (Doctoral dissertation, Loyola University of Chicago, 2001). 
Dissertation Abstracst International, B 62/05. 

Hawkins, N. G., Davis, R., & Holmes, T. H. (1957). Evidence of psychosomatic factors in the 
development of pulmonary tuberculosis. American Review of Tubercular Pulmonary 
Disease, 75, 768-780. 

Heller, F. (1998). The levers of organizational change: Facilitators and inhibitors. In P. J. D. 
Drenth, H. Thierry, & C. J. de Wolff (Eds.), Handbook of work and organizational 
psychology, Vol.4: Organizational psychology (pp. 229-253). Trowbridge: Psychology Press. 

Holmes, T. H., & Rahe, R. H. (1967). The Social Readjustment Rating Scale. Journal of 
Psychosomatic Research, 11, 213-218.  

Houtman, I. L. D., & Kompier, M. A. J. (1995). Risk factors and occupational risk groups for 
work stress in the Netherlands. In S. L. Sauter, & L. R. Murphy (Eds.), Organizational 



24                                                  Journal of Management Policies and Practices, Vol. 2(1), March 2014 
 

 
risk factors for job stress (pp. 209-225). Washington, DC: American Psychological 
Association. 

 Huber, G. P., Sutcliffe, K. M., Miller, C. C., & Glick, W. H., (1993). Understanding and 
predicting organizational change. In G. P. Huber & W. H. Glick (Eds.), Organizational 
change and redesign: Ideas and insights for improving performance (pp. 215-254). New York: 
Oxford University Press. 

Karasek, R. A. (1992). Stress prevention through work reorganization: A summary of 19 
international case studies. Conditions of Work Digest: Preventing Stress at Work, 11(2), 23-
41. 

Kahn, R. L. (1981). Work and health. New York: Wiley. 
Khan, R. L., Wolfe, D. M., Quinn, R. P., & Snoek, J. D., (1964). Organizational stress: Studies in 

role conflict and ambiguity. New York: Wiley. 
Kohler, J. M. (1999). Micro level effects of organizational change: Gender differences in a 

transactional stress model (Doctoral dissertation, Saint Louis University, 2000). 
Dissertation Abstracts International, B 60/08. 

Lazarus, R. S. (1991). Psychological stress in the workplace. In P. L. Perrewe` (Ed.), Handbook 
on Job Stress: A Special Issue of the Journal of Social Behaviour and Personality, 6(7), 1-14. 
Corte Madera: Select Press.  

Lazarus, R. S., Delongis, A., Folkman, S., & Gruen, R., (1985). American Psychologist, 40, 770-
779. 

Lewis, P. V. (1975). Organizational communication: The essence of effective management (3rd ed.). New 
York: John Wiley & Sons.  

Lindstrom, K. (1990). Support of a working group during implementation of a new computer 
system and job redesign in a life insurance company. In S. L. Dainoff & M. J. Smith 
(Eds.), Promoting health and productivity in the computerized office: Models of successful ergonomic 
interventions (pp. 182-194). New York: Taylor & Francis. 

Lindstrom, K. (1991). Wel-being and computer-meditated work of various occupational 
groups in banking and insurance. Human-Computer Interaction, 4, 339-361. 

Lokk, J., & Arnetz, B. (1997). Psycho-physiological concomitants of organizational change in 
health care personnel: Effects of a controlled intervention study. Psychotherapy and 
Psychosomatics, 66, 74-77. 

Lowenthal, F. F., Thurnher, M., & Chiriboga, D. (1975). Four stages of life: A comparative study of 
women and men facing transitions. San Francisco: Jossey-Bass. 

Marks, M. L., & Mirvis, P. H. (1992). Tracking impact of mergers.  Personnel Journal, 71(4), 70-
76. 

O'Brien-Wood, C. P. (2001). Coping with organizational change: Adaptiveness versus trait 
and change-related coping in predicting employee well-being (Doctoral dissertation, 
York University, 2002). Dissertation Abstracts International, B 63/04. 

Parkes, K. R. (1998). Psychosocial aspects of stress, health, and safety on North Sea 
Installations. Scandinavian Journal of Work Environment and Health, 24(5), 321-333. 

Pearlin, L. I. (1993). A. Environment and social sources: The social context of stress. In L. 
Goldberger & S. Breznitz (Eds). Handbook of stress (2nd ed.) (pp. 303-315). New York: 
Free press. 

Pearlin, L. I., & Lieberman, M. A. (1979). Social Sources of emotional distress. In R. Simmons 
(Ed.), Research in community and mental health, Vol. 1 (pp.  86-103). Greenwich: JAI. 



 
Dr. Mahin Tavakoli                                                                                                                                 25 

 
 

 

Probst, T. M. (1998). Antecedents and consequences of job security: An integrated model. 
(Doctoral dissertation, The University of Illinois at Urbana-Champaign, 1999), 
Dissertation Abstracts International, B 59/11. 

Schaufeli, W. B. & Buunk, B. P. (1996). Professional burnout. In M. J. Schabracq, J. A. M 
Winnubst, & C. L. Cooper (Eds.), Handbook of work and health psychology (pp. 311-346). 
Chichester: John Wiley & Sons. 

Schein. E. H. (1980). Organizational psychology (3rd ed.). Englewood Cliffs, NJ:  
Scott, R. (1998). Organizations: Rational, natural, and open systems (4th ed.). Upper Saddle River: 

Prentice Hall. 
Selye, H. (1993). History and present status of the stress concept. In L. Goldberger & S. 

Breznitz (Eds.), Handbook of stress (2nd ed.) (pp. 7-17). New York: Free Press. 
Shaver, J. C. (1985). Role stress resulting from role conflict and ambiguity related to 

organizational change: Role overload, superior/subordinate Communications. 
(Doctoral dissertation, University of Missouri- Columbia, 1986), Dissertation Abstracts 
International, A 47/03. 

Shulman, L. (1982). Skills of supervision and employee management. CA: Peacoak Publishers. 
Smith, M. (1997). Psychological aspects of working with video display terminals (VDTs) and 

employee physical and mental health. Ergonomics, 40, 1002-1015. 
Sutherland, V. J., & Cooper, C. L. (1996). Stress in the offshore oil and gas exploration and 

production industries: An organizational approach to stress control. Stress Medicine, 
12, 27-34. 

Sutton, R. I. & D`Aunno, T. (1989). Decreasing organizational size: Untangling the effects of 
people and money. Academy of Management Review, 14, 194-212. 

Sutton, R., Eisenhardt, K., & Jucker, J. (1986). Managing organizational decline: Lessons from 
atari. Organizational Dynamics, 14, 17-29. 

Theorell, T. (1992). Prolactine- A hormone that mirrors passiveness in crisis situations. 
Integrative Physiological and Behavioural Science, 27, 32-38.  

Uris, A. (1998). The executive desk-book (3rd ed.). New York: Van Nostrand Reinhald Company.  
Vikers, G. (1972). Freedom in a rocking boat: Changing values in an unstable society. Harmondsworth: 

Penguin Books. 
Werbel, J. D. (1983). Job change: A study of an acute job stressor. Jornal of Vocational Behaviour, 

23(2), 242-250. 
Winnubst, J. A. M., de Jonge, R. D., & Schabracq, M. J. (1996). The diagnosis of role strains 

at work. In M. J. Schabracq, J. A. M Winnubst, & C. L. Cooper (Eds.), Handbook of 
work and health psychology (pp. 106-125). Chichester: John Wiley & Sons. 

XXX. (2011). YYYYYYY 
 
 


