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Definition: Work-related stress is a critical issue that demands prevention strategy and
continuous monitoring due to its widespread influence on workers, businesses, and the
global economy. The primary drivers of employees” work-related stress are psychosocial
risks, which arise when key work characteristics—such as job demands, autonomy, or
role clarity—are mismanaged, leading to harmful consequences. Conversely, effectively
managing these factors can promotes well-being and performance. Supervisors play a
central role in this dynamic process of either mitigating or exacerbating psychosocial
working conditions. As such, stress-preventive management competencies (SPMCs) are
essential for promoting employee and organisational health. SPMCs refer to a set of
supervisory behaviours—including planning, organising, setting objectives, and creating
and monitoring systems—that contribute to a positive perception of the psychosocial work
environment among employees. This entry, by approaching the existing literature on
work stress models, psychosocial perspectives, and related management competencies
frameworks, aims to provide a comprehensive overview of SPMCs, identifying key insights
and proposing directions for future research.

Keywords: healthy leadership; organisational interventions; supervisors’ development

1. Introduction

The term “stress” has its etymological roots in the Latin strictus, meaning “narrow”,
later evolved into Old French estrece and Anglo-Norman estresce, signifying “tightness”
or “oppression” [1,2]. However, the scientific interest in the stress conceptualization was
stimulated by Selye in 1936. Selye initially defined stress as a non-specific physiological
body response to any demand for change [3] and later refined this definition as “the
state manifested by a specific syndrome, consisting of all the non-specifically induced changes
within a biological system” ([4], p. 64). In his animal studies, Selye found that various
harmful environmental stimuli—such as high temperatures, physical injuries, or toxic
substances—triggered both specific effects and non-specific somatic symptoms, such as
ulcers in the stomach or intestines, regardless of the nature of the stressor.

Building on Selye’s foundational work on physiological stress responses, occupational
health research has shifted focus towards understanding how organisational and psychoso-
cial factors influence stress experiences in the workplace. Specifically in occupational health
science, three mains but overlapping approaches have been developed to conceptualise
work-related stress: the engineering, the physiological, and the psychological [5]. The
engineering approach considers stress a noxious characteristic of the work environment.
The physiological approach defines stress as the effect of a broad-spectrum of adverse
stimuli targeting two neuroendocrine systems: the sympathetic adrenal medullary system
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and the hypothalamic—pituitary—adrenal axis ([6]; see [7] for a review). Meanwhile, the
psychological approach, integrating cognitive and emotional processes, conceptualises
stress as a dynamic interaction between individuals and their work environment.

This latter approach received even more interest because it replies to a shared limit
of the engineering and physiological approaches, which build on a “relatively simple
stimulus-response paradigm and largely ignore individual differences of a psychological
nature” ([5], p. 35). In contrast, the psychological approach highlights how different in-
dividuals may appraise the same environmental stimulus differently, leading to different
psychophysiological responses. Similarly, a single individual may interpret the same stimu-
lus differently depending on the situation. Influential contributions within this domain
include Lazarus [8], who introduced the notions of cognitive appraisal (i.e., meaning attri-
butions to stimuli) and coping (i.e., individual and trainable strategy to tackle stress), or the
Person-Environment Fit theory [9], which focused the (in) congruence degree between the
employee’s attitudes/abilities and the job demands as an antecedent of work-related stress.

Nowadays, a shared definition of work-related stress is “the harmful physical and
emotional response caused by an imbalance between the perceived demands and the
perceived resources and abilities of individuals to cope with those demands” ([10], p. 2;
see [11] for a review). The primary causes of work-related stress are commonly referred
to as psychosocial risks [5,10]. These risks emerge when critical work characteristics
(i-e., psychosocial factors, such as demands, control, support, or role, which define work
organisation, work design and labour relations) are mismanaged. Together, work-related
stress and psychosocial risks are remarkable public health and safety threats, significantly
impacting workers, businesses, and the economy (e.g., [12-15]).

To mitigate these risks, various countries have introduced legislative measures to
establish a culture of risk prevention in the workplace. In Europe, employers are legally
obligated to reduce workers” exposure to psychosocial risks following the 1989 European
Commission Council Framework Directive (89/391/EEC). Similar regulations exist in some
Latin American countries, such as Colombia, Mexico, and the Dominican Republic, and in
parts of Africa, including Angola, Congo, and Egypt. However, other nations, including
the United States, Russia, and Australia, lack comprehensive legal frameworks addressing
psychosocial risks. These discrepancies contribute to significant inequalities in worker
protection and occupational health outcomes [16].

Given the complexity of the phenomenon, best practices suggest that programmes
aimed at reducing work stress and improving well-being require multi-stakeholder in-
volvement (e.g., [17,18]), multilevel interventions (e.g., [19]), structured and participatory
approaches (e.g., [20]), strategic and dynamic perspectives (e.g., [21]), and intervening
before the symptoms arise by designing preventive interventions (e.g., [14,22,23]).

Notably, the main, but not only, social actor who affects the psychosocial work environ-
ment of employees is the supervisor [24-26]. By communicating, organising, and designing
work, the supervisors’ agency is remarkably involved in optimising or mismanaging
psychosocial factors. Additionally, they can be emotionally contagious within their team
(e.g.,[27,28]) and they play a crucial role in the intervention process, organisational develop-
ment, and change [29-31]. For these reasons, interventions aimed at developing leadership
and manager behaviours are considered effective [32,33] and recommended [14,34].

Leadership development is a relatively new field of study that is longitudinal and
multilevel in nature [35], which is growing in both research [36] and practice [37]. However,
the literature on supervisors-focused interventions to prevent work-related stress and psy-
chosocial risks is not yet in the maturity stage. Organisational interventions on supervisors
highlight a general employing of performance-oriented frameworks, such as transforma-
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tional or transactional leadership styles (e.g., [38—41]). These traditional approaches may
not fully grasp specific behaviours related to employee well-being [31,42].

Conversely, only four alternative approaches have explicitly framed the promotion of
employee health and the prevention of psychosocial risks as core leadership responsibilities.

Gilbreath and Benson developed the first approach in the early 2000s [43]. Shortly
thereafter, the Management Competencies for Preventing and Reducing Stress at Work
(MCPARS) framework was developed and preliminary tested [25,26,44]. While in 2018,
St-Hilaire et al. [45] suggested a new competency-based approach, and in 2025 a study
defined and identified the digital stress-preventive management competencies [46]. These
latter frameworks are broad, behaviour-based, and aim to identify specific management
competencies that can optimise psychosocial factors perceived by subordinates. The theo-
retical perspective underpinning this area of research is that “stress management is a part of
normal general management activities” for leaders ([25], p. 11) and that “good supervision
is more than a nice to have” ([24], p. 112).

A comprehensive review regarding this approach is lacking in the literature. This
contribution might open new research questions and clarify the state of the art on a
remarkably interesting subject for practices such as organisational interventions and theory
on psychosocial risk prevention. Accordingly, this entry reviews current knowledge on
stress-preventive management competencies and outlines possible directions for future
research in this field.

In order to provide supporting background on the topics of our entry, the ensuing
paper section briefly outlines (2) the psychosocial perspective on work-related stress. Then,
we describe the (3) stress-preventive management competencies framework and (4) the
conclusion and prospects in this field.

2. The Psychosocial Perspective on Work-Related Stress

The psychosocial perspective on work-related stress has provided the foundation
for several influential theoretical models that have shaped contemporary research and
interventions in occupational health [47]. Key theoretical frameworks in this area include
the Demand-Control Model [48,49], the Effort—-Reward Imbalance Model [50], the Job
Demands—Resources Model [51], the Job Characteristics Model [52-55], and the Organi-
zational Justice Theory [56]. However, despite the extensive research on these models,
considerable debate remains regarding the theoretical boundaries and conceptual scope
of the psychosocial perspective on work stress [57-60]. What is certain is that before the
past fifty years, the prevention of work-related health issues focused almost exclusively on
controlling physical and chemical hazards in the workplace. While psychosocial working
conditions are now conceptualised and monitored through multiple approaches, and the
comprehension of their nature and impact has progressively evolved [16,47].

One of the earliest empirical studies linking psychosocial factors to health outcomes
was conducted by Friedman et al. in 1958. Their research documented how tax accountants
in the United States exhibited increased cholesterol levels and reduced blood clotting time
during the high-stress period leading up to the annual tax filing deadline [61]. These
findings provided early evidence of how work-related psychological stress could have
measurable physiological consequences. A more systematic conceptualisation of the psy-
chosocial work environment began to emerge in 1960s and 1970s through pioneering
research conducted by Gardell and Frankenhaeuser in Scandinavia and Kornhauser in
the United States [47,62-66]. These early studies identified key work characteristics—now
commonly referred to as psychosocial factors—that influence employee well-being and
organisational outcomes. When managed effectively, these factors contribute to positive
health effects [29]; however, when mismanaged, they become psychosocial risks, leading
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to negative individual, organisational, and societal consequences, such as sleep disorders,
anxiety, reduced productivity, high turnover, and even economic repercussions [67].

Among the most widely studied psychosocial factors in occupational health research
are job demands, which include workload, work patterns, and time pressure; job control,
referring to autonomy in decision-making and task execution; social support, covering
the guidance, reassurance, and assistance provided by co-workers and managerial staff;
and interpersonal relationships, which influence workplace cohesion and conflict pre-
vention. Other critical factors include role clarity, which ensures employees understand
their responsibilities and minimises role conflict; change management, which focuses
on how organisational changes are communicated and implemented; work-life balance,
which addresses competing demands between professional and personal life; and career
development opportunities, including concerns about job security, overpromotion, or
underpromotion [5,68-70].

Despite decades of research, no single, universally accepted model comprehensively
explains the impact of psychosocial factors on workplace stress. However, what is well es-
tablished in the literature is the significant influence of supervisors on the psychosocial work
environment [24-26,71,72]. Consequently, understanding and developing stress-preventive
management competencies is critical for promoting a healthier and more sustainable
work environment.

3. Stress-Preventive Management Competencies

The association between supervisory behaviour and employee well-being has been
empirical research topic since the late 1970s. One of the earliest studies in this field,
conducted by Gavin and Kelley [73], identified strong correlations between employees’
self-reported well-being and their perceptions of supervisory support and consideration.
Over the years, a growing body of research has confirmed that effective supervision is
critical in shaping employees’ health and well-being [27].

In recent decades, models of “healthy leadership” have gained increasing attention
within the scientific community. This literature was primarily inspired by Hanson’s
work [74], which in 2004 proposed a conceptualisation of health-promoting leadership
based on three core dimensions: personal leadership, referring to a leader’s competence to
provide support, recognition, and constructive feedback; pedagogical leadership, which
emphasises the balance between employee well-being and organisational goals; and strate-
gic health-promoting leadership, which involves designing and implementing policies that
foster a healthy workplace environment. These models focus on leadership as a social
influence process [75], examining supervisors’ specific attitudes, values, and behaviours
that can contribute to employees” health outcomes [33].

Although there is a strong evidence base supporting the central role of managers in
health and well-being initiatives, efforts to train and develop them in this domain have
yielded limited success. A recent meta-analysis examining the effects of manager training
on stress, well-being, and absenteeism concluded that, although such interventions are
widely implemented, few consistent positive effects have been demonstrated [76]. This sug-
gests a need for alternative approaches to equip managers with the necessary tools to create
a healthier workplace. One promising direction is the development of stress-preventive
management competencies [31]. Unlike “healthy leadership” models, which focus on
leaders” personal attributes, values, and general leadership style, the stress-preventive
management competencies framework examines specific managerial daily role-related
supervisors’ behaviours that influence employees’ health and well-being (i.e., distal out-
comes) by shaping the psychosocial work environment (i.e., proximal outcome). These
frameworks recognise that supervisors impact stress not only through direct interactions
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with employees, but also through their organisational and managerial decisions regarding
workload distribution, objective communication clarity, workers” job autonomy or support-
ive behaviours. See Figure 1 for a graphical representation of the conceptual model of this
field of study.

Indipendent variable Proximal outcome Distal outcome
Stress-preventive Psychosocial work environment h\:eva(i:';le;: d
Management Competencies (e.g., demands, control, role clarity) y
well-being

Figure 1. Conceptual model of the field of study.

According to the APA Dictionary of Psychology [77], competence is: “the ability to
exert control over one’s life, to cope with specific problems effectively, and to make changes
to one’s behaviour and one’s environment, as opposed to the mere ability to adjust or adapt
to circumstances as they are”. Applied to the workplace context, competency frameworks
refer to a complete collection of skills and behaviours required for an individual to perform
their role effectively [78]. Thus, focusing on the supervisor’s management skills and
behaviours required, the manager is a person who takes on a management role, which
comprises activities such as planning, organising, setting objectives, and creating and
monitoring systems and ensuring standards are met [25]. Meanwhile, the stress-preventive
management competencies are the consolidated supervisors’ competencies of planning,
organising, setting objectives, and creating and monitoring systems that can optimise a
positive psychosocial work environment’s perception of workers.

To date, only four approaches explicitly considered stress-preventive management
behaviours:

1. The first approach, developed by Gilbreath and Benson [43], pioneered this field. Us-
ing a mixed-method approach, combining interviews with supervisors and employees
with psychometric data analysis, the authors identified 63 supervisory behaviours
influencing employees’ psychosocial working conditions. As a result, the authors
developed and validated a Tool employing a Likert-type scale [76] (i.e., Supervisor
Practices Instrument-SPI). The management behaviours identified by the authors
included those related to job control (e.g., “Is flexible about how I accomplish my
objectives”); leadership (e.g., “Makes me feel like part of something useful, significant,
and valuable”); communication (e.g., “Encourages employees to ask questions”);
consideration (e.g., “Shows appreciation for a job well done”); social support (e.g.,
“Steps in when employees need help or support”); group maintenance (e.g., “Fails
to properly monitor and manage group dynamics”); organising (e.g., “Plans work
to level out the load, reduce peaks and bottlenecks”); and looking out for employee
well-being (e.g., “Strikes the proper balance between productivity and employee
well-being”). The framework was supported by empirical evidence linking these be-
haviours to employee well-being, job stress, presenteeism, and job neglect [43,79,80].
However, despite its theoretical significance, this model has yet to be applied in
intervention studies.

2. The management competencies for preventing and reducing stress at work (MCPARS)
framework was developed by Yarker et al. [25,26,44] by explicitly employing as a
reference the Management Standards (MS) approach to identify stress-preventive
management behaviours [68,69]. The authors, following several qualitative (i.e., in-
terviews and focus groups with work stress experts, managers and employees) and
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quantitative research steps, identified 66 behaviours clustered in four key management
competencies (composed of three sub-competencies each) as essential to managing the
six psychosocial factors of MS (i.e., demands; control, role, support, relationship and
change): (1) Respectful and Responsible, which comprises the supervisors” behaviours
of integrity (i.e., be respectful and honest to employees), is emotion management
(i.e., behaves consistently and calmly), and consideration (i.e., thoughtful in manag-
ing others and delegating); (2) Managing and Communicating existing and future
Work includes the sub-competencies of proactive work management (i.e., monitors
existing work, allowing future prioritisation and planning), problem-solving (i.e.,
deals with problems promptly), and participative (listens and consults with team,
provides autonomy and opportunities); (3) Reasoning /Managing Difficult Situations
which includes the sub-competencies of conflict management (i.e., deals with con-
flicts fairly and promptly), use of organisational resources (e.g., seeking advice when
necessary from managers, human resources, or occupational health services) and
taking responsibility for resolving issues (e.g., adopting a supportive and accountable
approach to problem-solving); finally, (4) Managing the Individual within the Team
includes the subdimensions of personal accessibility (i.e., being available for personal
conversations), sociability (i.e., engaging socially and using humour), and empathetic
engagement (i.e., striving to understand employees’ motivation, perspectives, and
personal circumstances).

This framework is arguably the most advanced, involving a validated 66-item ques-
tionnaire (employing a Likert-type scale [81]) for the measurement of management
competencies ([26]; see [82] for a 36-item short-version) and a practical intervention
strategy noted by EU-OSHA and Eurofound [34] as an example of excellent practice in
promoting positive supervisory behaviours. These latter proposed two intervention
protocols that translate the MCPARS framework into practical leadership develop-
ment through three core aims: (1) increasing awareness regarding the importance of
positive behaviours among supervisors, (2) enhancing self-awareness by identifying
area of growth, and (3) equipping supervisors to enhance and further develop their
skills, creating a personal action plan for development. The primary intervention
protocol adopts upward feedback (i.e., team ratings exposure) as a key developmental
mechanism to achieve aim 2; meanwhile, the secondary protocol proposes a self-
reflection approach where leaders self-assess their competency level and reflect on the
development needs with a standard cut-off (see [83]).

Several research supports the of MCPARS’s competency model. From an employee’s
point of view, the four management competencies were empirically found to be
related to the psychosocial factors of the Management Standards approach, with
odds of psychological distress, resilience, work engagement and workplace bully-
ing perceptions [83-85]. Meanwhile, supervisors’ self-assessed MCPARS have been
linked to team members’ affective well-being through the mediating effect of the
psychosocial work environment [72]. More recently, two investigations that compared
the managers’ and employees’ views of the competencies (i.e., self-other agreement)
highlighted the importance of promoting manager-team alignment on high competen-
cies to effectively prevent psychosocial risks and optimise well-being, mental health,
and job performance [71,86]. Conversely, the practical application of this framework
received few evidence about the proposed intervention protocols. The original evalua-
tion [44] reported high levels of managerial engagement during the training activities,
along with self-reported improvements in competencies following the intervention.
Consistently, team members also reported an increase in their supervisors’ manage-
ment competencies after the training—particularly in the case of initially less effective



Encyclopedia 2025, 5, 46

70f13

managers who had received upward feedback.

More recently, two studies adopting the self-reflection approach have explored both
the outcomes and processes of such interventions. In Japan, Adachi et al. [87] found
that managers perceived themselves as more competent one-month post-training,
while no effect was found on teams” work-engagement. While Toderi et al. [88] in
Italy, found the hierarchical and positive relationship in achieving the training aims.
Specifically, the achievement of the increased awareness of the importance of positive
managers’ behaviours for well-being (aim 1) had a positive effect on the increase in
self-awareness (aim 2) which, in turn, elicited a positive impact on the development
of a satisfactory action plan (aim 3). In this mechanism, two process variables, such as
the activities understanding and the positive perceptions regarding the overall project,
better examined the hierarchical achievements of the training aims.

Notably, no intervention studies involving upward feedback are currently available
in the literature. This is particularly relevant given that feedback is a critical mecha-
nism of leadership development, as it enhances self-awareness and helps supervisors
identify areas for improvement [35]. Moreover, training programmes that incorporate
feedback mechanisms consistently yield better outcomes compared to those that do
not [89]. Therefore, further investigation into training interventions that include
upward feedback is of paramount importance.

The third is the managerial practices to reduce psychosocial risk exposure (MPRPRE)
framework proposed by St-Hilarie and colleagues [45]. Criticising the MCPARS
for lack of definition of “concrete managerial behaviours”, the authors identified a
taxonomy of 92 behaviours grouped into 24 competencies, clustered in eight broad
themes. The first theme identified was “supervisory practices”. This consists of seven
different competencies (deciding, developing competencies and career, assisting in
the task, managing the workload, organising the work, managing working time
and holidays and appreciating and recognising work). This theme includes specific
practices, such as redistributing workload, supporting skills acquisition, and solving
problems quickly. The second theme was “relational practices”, which consisted of
three competencies (interacting, initiating relationships, and demonstrating social
sensitivity). Some behaviours identified were being cordial, providing emotional
support and caring about subordinates’ state. The third theme of “informational
practices” involves dialoguing and promoting participation, disseminating and ex-
pressing competencies. This includes specific managerial practices such as taking
subordinates’ points, notifying them of his/her presence and explaining decisions.
Furthermore, “assignment practices” was the fourth theme identified by the authors.
This theme includes the competencies of appointing empowering and comprising
behaviours such as delegating the execution of the task and requesting formulation
of solutions. The competencies of participating (i.e., working with subordinates on
the task), coordinating (i.e., consulting one’s immediate manager) and supporting
(i.e., helping subordinates with his or her task) were clustered under the fifth theme,
“cooperation practices”. The competence of promoting a positive climate (i.e., encour-
aging mutual aid within the team) and representing (i.e., defending subordinates’
acts to other authorities) was clustered under the sixth theme, “team management
practices”. Inside the theme, “leadership practices” were clustered, including the
competence of influencing (i.e., striving to obtain resources) and having a vision (i.e.,
sharing objectivities). Lastly, demonstrating integrity (i.e., being transparent) and
demonstrating equity (i.e., treating all subordinates equitably) were clustered with the
theme “ethical practices”. Notably, there is a remarkable overlap between St-Hilarie’s
framework and MCPARS exits. Among the twelve sub-competencies of MCPARS’
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framework [24], seven correspond to those identified by the MPRPRE (e.g., MCPARS’s
“problem-solving” and “participating /empowering” with MPRPRE’ “deciding” and
“appointing” or “empowering) make it possible to define the MPRPRE’s competency
framework broader than MCPARS [45]. However, a lack of a validated instrument to
measure the competencies identified by the third approach limited its practical and
research applications. Thus, no evidence is present in the literature.

4. More recently, in response to the increasing prevalence of remote work arrangements
and the widespread adoption of Information and Communication Technologies (ICTs)
in the workplace [90], the digital stress-preventive management competencies (DMCs)
were conceptualised, identified, and operationalised through the development of a
9-item measurement tool employing Likert-type scale [79]. First, these were defined
as “the consolidated supervisors’ competencies of planning, organising, setting ob-
jectives, creating and monitoring systems able to optimise a positive psychosocial
work environment for remote workers, by organising, communicating and manag-
ing work via ICT-mediated interactions” ([46], p. 4) Then, the authors employed a
mixed-method, multisource approach, combining expert interviews, literature review,
content analysis, factorial analysis, and structural equation modelling, to develop and
test a conceptual model of two DMCs affecting four distinct psychosocial factors of
the management Standards approach (i.e., superior support, role, demands, control).
The first competence, Supportive ICT-Mediated Interaction (SIMI), was associated
with superior support and role. It refers to a supervisor’s ability to communicate
effectively via ICTs, selecting appropriate digital tools based on the objectives and
situational needs. However, it also includes providing clear, timely, and constructive
feedback and ensuring availability for urgent matters. Remarkably, this competency
shares a significant conceptual overlap with the MCPARS competency of Managing
and Communicating Existing and Future Work [46]. The second competency, Avoid-
ance of Abusive ICT Adoption (AAIA), was associated with demands and control.
It reflects a supervisor’s ability to use ICTs appropriately and responsibly, ensuring
that digital communication does not intrude on employees’ personal time or create an
excessive monitoring culture. This includes refraining from sending emails or making
unexpected work-related calls outside of working hours—such as during holidays,
late at night, or when employees are on sick leave—unless strictly necessary for an
emergency. Furthermore, it involves avoiding overly controlling behaviours, such as
excessively monitoring remote employees’ activities. Findings on a sample of Italian
public administration remote workers indicate that AAIA was strongly associated
with lower job demands and even more significantly with higher perceptions of job
autonomy and control among remote workers. In contrast, SIMI was associated with
superior support and role clarity.

4. Conclusions and Prospects

To date, we can conclude that the stress-preventive management competencies’ ap-
proach to study and intervene on the leader-follower dynamics is characterised by many
strengths and limits.

One of the main strengths of this approach is its focus on prevention as a means to
enhance health and well-being outcomes. By investigating the supervisors’ competencies in
the communication, organisation and design of the work that might affect the psychosocial
factors’ perceptions of workers, these approaches considered stress management as a part
of daily general management activities for supervisors. This preventive approach empha-
sises proximal outcomes, such as the psychosocial work environment, rather than distal
outcomes, such as employee health and well-being. This distinction reduces the expectation
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for managers to engage in additional extra-role behaviours. Additionally, management
competencies are defined as a collection of behaviours in teams of functional to improve
and dysfunctional to avoid. This establishes a foundation for a clear understanding among
all stakeholders involved in research and practices, such as managers, employers, and
human resources practitioners. This clarity can facilitate the seamless transfer of insights
within organisational interventions. Furthermore, the behavioural focus also suggests a
methodological strength. By measuring the daily behaviours to assess latent constructs
(i.e., competencies), rather than concentrating on supervisors’ attitudes or intentions, these
approaches should be less subject to bias in competencies’ measurement.

Overall, the focus on prevention and behaviours that characterise these frameworks
may promote a more “business-friendly” application of their core principles. Nonethe-
less, the current literature is quite the opposite. Despite these advantages, the practical
implementation of stress-preventive management competencies remains limited. While
frameworks have been developed and tested, their application in real-world settings
is still scarce. The lack of large-scale intervention studies makes assessing their long-
term impact on employee well-being and organisational outcomes difficult. The only
noteworthy studies to date are those which employed the MCPARS approach, such as
Donaldson-Fedler et al. [44] in the UK, Adachi et al. [87] in Japan, and Toderi et al. [88] in
Italy. The findings suggest that supervisors are generally enthusiastic about participating
in this type of training and tend to perceive themselves as more competent afterward.
However, observable team-level changes are mostly evident when managers begin from
low competence levels and are exposed to upward feedback.

Additionally, the sheer number of behaviours associated with each framework—63 in
the Gilbreath and Benson model, 66 in MCPARS, and 92 in MPRPRE—raises concerns about
practical feasibility. Simplifying and refining these models into more concise, actionable
frameworks could enhance their usability in organisational contexts, as has been done
with the MCPARS questionnaire [82]. Furthermore, limited available frameworks hampers
discussions and comparisons regarding stress-preventive management competencies. Even
if there is a significant overlap between existing approaches [45,46], it suggests that these
frameworks have investigated the same underlying constructs.

Several avenues for future research and practice emerge from this review. First, lon-
gitudinal intervention research is required to evaluate the causal impact of the change
in stress-preventive management competencies on proximal outcome, such as the psy-
chosocial work environment, and distal outcomes, such as employees” well-being, job
satisfaction, and organisational performance. While preliminary evaluations suggest posi-
tive outcomes, robust longitudinal designs—with pre/post assessments, control groups or
experimental conditions comparison, and multi-source data—are necessary to establish
the effectiveness and sustainability of these interventions. Future research should also
consider process variables, such as perceived organisational support and the perceived
usefulness of the training, which can influence both participation and outcomes. Sec-
ond, cross-cultural research is warranted to examine the extent to which stress-preventive
management competencies are universally applicable or context-dependent. Cultural di-
mensions may substantially influence how managerial behaviours are enacted, interpreted,
and valued within organisations. These contextual variables can shape not only the ex-
pression of competencies by supervisors, but also how employees perceive and respond to
such behaviours. Similarly, sector-specific dynamics, such as those distinguishing public
from private management, can further modulate the applicability and salience of stress-
preventive competencies [91]. A deeper understanding of these contextual contingencies is
essential to ensure the cultural and organisational alignment of leadership development
initiatives. Third, future studies should explore individual differences among managers in
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adopting stress-preventive behaviours. While some supervisors may naturally exhibit these
competencies, others may require targeted training and behavioural coaching. Identifying
the barriers and facilitators to adopting these competencies could help organisations design
more tailored interventions.

To conclude, stress-preventive management competencies represent a promising yet
underutilised approach to reducing work-related stress and improving organisational
well-being. By focusing on concrete managerial behaviours, these frameworks offer a
practical and evidence-based strategy for fostering healthier workplaces. However, their
widespread adoption requires further empirical validation, streamlined application, and
integration into broader leadership development initiatives. Future research and practice
must work together to bridge the gap between theory and implementation, ensuring that
managers are equipped with the necessary skills to create a sustainable, stress-resilient
work environment.
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