
CHAP'rER 1

Corporate expectations regarding the benefits of health
promotion include increased productivity, lower medical and
disability costs, reduced absenteeism and turnover, and improved
satisfaction and morale (Reynolds & Shapiro, 1991). Based on a
g:x:'o\-lingawareness that job stress. has significant health
consequences, substantial funds have been invested in stress
manaqemerrt programmes (Lataok & Havlovic, 1992). However I

according to Cullen & Sandberg (1987) and Higgins (1986), there
exists a great pauoity of E\Valllativeresearch of job stress
reduction teohniques, given the increasing number of scress
management programmes offered. In many Lnacances I strategies are
introdUCed on the basis of an aura of face validity and
intuitive appeal, rather than on scientific evaluation.

This study aims to investigate the efficacy of a stress
management programme in terms of benefits for the individual
(reduced stress; increased coping capacity; heighteled
pel'ception of control) and organisation (increased job
satisfaction; lower propensity to leave), and to contribute
:t'esearchevf.denoe regarding the implementation of group worksite
stress management interventions. A further aim of this study is
to determine Whether the intervention proves to be more
beneficial, in terms of p~lychological and behavioural outoomes,
for those demonstrating negative or positive affective
predispositions.

A stress management programme, as a treatment approach finds its
theot'e'\::ioalbasis in two key areas (Rosldes, 1987): firstly r

stress thaorjsts conceptions of health and illness; and
secondly, therapies developed by cognitive behavioural
practi tioners. Eot)1 of these areas will be €mplored in the
following section.
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ABSTRACT

stress management training is costly, yet widely used in
industry with high expectations of the immediate and long-term
benefits to both individual employees and the organisation
(Monat & Laza~us( 1991). It has b Jome apparent that, in spite
of the banality Of such stress management training, there is a
significant lag in evaluative research to support these
techniques (Cullen & Sandberg, 1987).

The aim of the study was thus to appraise the effectiveness of
a stress management 1- .ogramme in terms of individual
psychological benefits (reduced st~ess; increased coping
oapacity; peroeived control) and work attitudes (job
satisfaction; propensity to leave the organisation). A second
aim of the study was to determine whether, over tbe course of
the intervention, there would be any significant differences
in the outcome of the programme, for those demonstrating
negative or positive affective predispositions.

Data was collected using a self-report strategy in a field
setting, using a short-term longitudinal research design. The
sample consisted of 27 employees participating in a stress
management programme. Matched-pair t-tests were generated to
evaluate the extent of the impact of particir~tion in the
stress management prog~amme on subjects, from pretest to
posttest.

The ma.in findings of the study were that the stress management
programme intervention yielded only small changes in stress,
coping, perceived control, job satisfaction and propensity to
leave. Theoretical and practical implications of the findings
are discussed and future directions for research considered.
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demands made on the. person may not be perceived as threi.:lteming.
In the following section, stress management training approaches
will be introduced.

Stress management, according to Ro~k~.es (1987), is not a
specific technique applied to a speoific condition of stress,
but rather a general treatmel':l'taprroach to a broad category of
adaptational and health outoomes related to stress. Stress
management is based on a theoretical viewpoint, and differs from
psychotherapy by its amphaad s on person-environmerrt..:
interaotions, rather than intra-personal oonfllcts (Roekies,
1987) •

Stress managemen·t interventions are designed to ·teach workers
healthy coping strategies to deal with work ...related stress CRoss
& Altmaier, 1994). The goal is thus to help individuals learn
new coping Skills to help them address internal and external
demandS. The aim of treatment ie, however, not only to improve a
person's ability to change the environment, or to eliminate all
painful feelings concerning it. According to Roskies (1987),
success lies in the individual's ability to lunction in spite of
some distress. The aLsumption is that an individual who has
successfully overoome difficulties in managing one situation,
will bettel~ be able to face the next problem with increased
confidence (Roskjes (198'7).

Stress management thus refers to a wide variety of techniques
and strategies (see Figure ~). Interventions can however be
categorised by the way in which the strategy is used to combat
stress (Ross & Altmaier. 1994). Pteventive coping strategies
alm to address the peroeptions of ~tress, and are
operationalised in monitoring stressors and sYlli~toms;
marshalling resouroes; tolerating unavoidable stresHors &nd
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COPING RESOURCES

Coping resources are those personal, ~ooial and organisational
elements which the j.ndividual.perceives as being present in the
situation and which influence whether a particular coping
strategy can be implemented (Dewe, 1989). Roth & Cohen (1986)
indicate that assimilation and resolution of trauma may be
impossible as ~ result of a person's limited resources.

Coping resources can be brc)adly grouped into three categoriesl
(Lazarus & Folkman, 1984):
1. Personal resources include physical (health and

energy), psychological (positive beliefs) and
oompetence (problem-solving and social skills)
resources. Social skills, or the ability to
communicate is another important personal resource.

2. Social sUTI)portrefers to people receiving emotional or
informational suppoz't;in order to cope with demands.

3. Material resources, including financial resources may
also be used to address certain demands.

Lazarus & Folkman (1984) point out that resources available to a
person may vary aoross time. Thus the presence of partioular
resources, by their presence, cannot guarantee the resolution of
a demand. Coping resources should therefore be considered as an
element in 'the cop:1.ngprocess, and subj ect to the personal (ag.
ir~ernaliAed beliefs) and environmental constraints which limit
the use and availability of resouroes. The relationship between
resourceS and coping is mediated by personal and environmental
constraints and level ot threat.

Stress management techniques assume that methods oan be learned,
and in'l:egra'tedinti;)one t s cop:1.ngt'ranwwork. 'llhe prog:r:ammes are
designed to teach indiv,iduals how to develop new coping
resources, and mObilise existing coping resources, so that new

:1.2



to tasks by learning new skills or improving personal coping
resources.

According to Lazarus & Folkman (1984), problem-focused cop~ng is
more likelY to occur where individuals appraise conditions as
amenable tl:lohange, or 'controllable'.

Emotion- fOlcused c~oping

Emotion-focused forms of coping are aimed at regulating
emotional distress without influencing the objective conditions
whioh are problematic (Lazarus & Folkman, 1984; Latack, 1986).
Strategies include avoidance, minimization, distancing,
seleotive attention, positive comparisons, and wresting positive
value from nega'l::iveevents (Lazarus & Folkman, 1984) . According
to LazaruS & Folkman (1984), emotion-focused coping may serve to
increase emotional distress in order for people to mobilize
themselves to actinn.
Emotion-foou~ed coping stratngies have been acknowledged as
efficacious for stress in the short-term (Violante, 1992), while
not proving useful in solving the problem of stress indefinitely
(Bridger, 1978, Violante, 1992).

Cmt'ytion..£ooused coping is more likely to occur when the
individual perceives thot he/she has no control over the
oituation, and nothing can be done to mOdify the potentially
harmful envd.r'onmerrca),conditions (Lazarus & r~olkman,1984). This
assumption has been empirically confirmed, as problem-focused
coping has been found to be more effective when the situation is
controllable (Folkman, Lazarus, GrUen & DeLangis, 1986).
Uncontrollable situations may be better tolerated by emotional
regulation or emotion·focused coping (Folkman et al., 1986).
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(Edwards, 1988, p. 243). As a feature in the streas process,
coping plays an important role (Dewe, 1989).

Mor.'rIPLE I!'ONCTIONS OF COPING

While there is little agreement on exaotly how ooping strategies
ahouLd be evaluated, many taxonomies, upon oloser inspeotion do
reveal classifications aocording to certain broad themes. One of
the better known classification system\s was formulated by
Lazarus and Folkman (Eg. Folkman & Lazarus, 1980; Lazarus &
Folkman, 1984). Lazarus & Folkman (1984) draw a distinotion
between two ooping funotions: The fil:st aimed at altering the
environment, referred to as problem~f:odused coping; and the
second, aimed at regulating el\\o'tiona1response to the problem,
referred to as emotion-fooused oopinH. Aooording to Folkman &
Lazarus (1980), the two strategies can occur together, but 011e
or the other generally predominates.

Pr.oblem~focused coping

Problem-focused coping refers to strategies aimed at altering
elements in the environment with a view to improving the person-
environment relationship (Mon~t & Lazarus, 1991) or in other
wordEl, attempts to manage the situf\'tion (Latack, 1986). Implicit
in this, is the notion of problem-solving, which refers to
efforts directed at defining the problem, generating alternative
solutions, weighting the alternatives in terms of costs and
benefits, selecting the most appropriate alternative and aoting
on it (Lazarus & Folkmall,1984). More than Simply a problem-
sol.ving approach, directed a't obj ecti ve condd tiona, problem-
focused coping may be directed inward, such as adjusting
motivational or cognitive orientations suoh as shifting level or
direotion Of aspirations, reducing ego involvement, finding
alternative channels of grat:ifioation, developing neW standa.rds
of behaviour (Lazarus & Folkman,19fl4), adopting new approaohes

10



'process' , ~htoh views strOBs and ooping as related ooncepts. An
event beoomes stressful when demands are appraised as exoeeding
the individual's resources; and coping refers to the
mobilisation of bAhavioural or emotional resouroes to deal with
those demands.

Cop;Lng is thus defined here as one's cognitive and behavioural
efforts to manage internal and external demands appraised as
talting or exceeding the adaptive resources of a person (cf.
Dewe, 1989; Lazarus & Folkman, 1984; Latack, 1986) Coping
includes not only the strategies employed by individuals to
manage major life events, but also the more discreet processes
which guide people in the regulation of their daily lives
(Taylor, Buunk & Aspinwall, 1990). These include reSponses which
control ox' avoid or prevent personal distress (Violante, 1992).

Central to the transactional perspective of stress and coping,
is the concept of appraisal (Steptoe & Vogele, 1986). Appraisals
can be seperated into primary appraisal and secondary appraisal
(Lazarus & Folkman (1984). Primary appraisal is concerned with
the recognition that the individual is under stress ('Does the
event affect nle'?'), while secondary appraisal seeks to evaluate
coping I resources and opbd.cne (. What can I do'?'). Primary and
secondary appraisal come together to shape the mean:i.ngsof
encounters (DewB, 1991).

Therefore, in contrast to approaches whic:: emphasise coping
traits, styles and dispositions, the 'process' approach to
coping foouses on actiVe, on-going coping strategies which vary
across time and situations (Monat & La:Garus, 1991). Acco)."ding to
'process theory', coping is viewed as ~a critical component ot a
negati ve feedbacH: loop, representing the means by which the
.individual affects the determinants of stress and thereby
attenuates the deleterious impacts of stress on well-being"

9



Typically, coping styles are classified according to a
hierarchical model (eg. Vailliant, 1977; Vaillant, Bond, &
Vaillant, 19B6; Haan, 1977). In hierarchical configurations,
coping is represented at the apex of the hierarchy as the
highest level of adjustment, with each inferior level lower on
the hierarchy representing poorer reality-orientation and thus
lesser coping efficaoy (Edwards, 1988).

Trait approaches Bssume that a stable pattern or style of coping
will be used ecross stressful situations (Monat & Lazl;trlls,
1991). coping styles are typically inferred from pers ,lity
telst.S(Edwards, 1988; Monat & Lazarus, 1991), and not by actual
observations of the individual confronted by the critical
incidents. Thus this 'static, structural perspective' (Lazarus &
FelH.man, 1984) would allow researchers to identify the
'deniers', the 'vigilantes' without being able to anticipate how
a person would respond in different stressful encounters
(Lazarus & Folkman, 1984). The usefulness of these assessment
tElchniques are, however limited as they have been found to sbow
limited generality (Monat & Lazarus, 1991) and modest predictive
vatue (Lazarus & F'olkman, 1984; Edwards, 1988). One of the flaws
of this approach seems to be the uni-dimensionality of the trait
measure , whioh may not accurately t"eflect the multidimens~onal
quality of coping processes used in diverse stressful encounters
(Lazarus & Folkman, 1984). Research evidence suggests that
coping processes are multidimensional, and vary over time, and
aoross situations (Edwards, 1988). Trait approaches may well
underestimate the complex nature of coping efforts (Lazarus &
l"'::Jlkman,1984).

THE .PROCESS , APPROACH

'I'heapproach favoured in this s'l:udyfocuses on active, on~going
coping strategies which vary across time and situations (Monat &
Lazarus, 1991). Implicit in this approach is the notion of

8



However, what is meant by coping, and how it functions in the
process of adaptation has been el(pressed by many in terms which
indicate divergence in theory, research and understanding
(Edwards, 1988; Roth & Cohen, 1986). The typical approaches to
coping in the literature will be briefly oons Lder-ed,

TRADITIONAL FORMUl,2\'I'IONS

The 'Response ·t;heot:y'approach defines coping as "acts that
control aversive envf.ronmanue l, ccndd t i.ons, thereby lowering
psychophysiological disturbance" (Lazarus & Folkman, 1984, p.
118). However, the :focus rests::on avoidance or escape
behaviours, and is criticised aA being simplistic, uni-
dimensional, and omi tive of the role of cogni·t;ive coping and
defense (LaZarus &, Folkman, 1984)

Coping is typically defined, according to the psychoanalytic or
ego psychology model, As realistic and flexible thoughts and
aats that solve problems confronting the individual (Edwards,
1988; Lazarus & Folkman, 1984). The important coping criterion
is adherence to reality (Lazarus & Folkman, 1984) bS the focus
of thls approach is on the ways the individual perceives his/ber
relationship with the environment. This perspective has lead to
the popularised structural view of coping, whereby Coping is
seen as a style Or trait, rather than a dynamic ego process
(Lazarus & Folkman, 1984). Traits are defined as properties of
persons that dispose them to reaat in certain ways in given
classes of situations (Lazarus & Folkman, 1984). Of the most
popular of these used in stress/coping literature are
'repress!on-sRnsitisation'. A style refers to a consistent way
of relating to particular types of Situations or people (eg.
ambiguous Or clear; temporary Or chronic) (Lazarus & Folkman,
1984) •
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The interactive view holds that a 'stressor.' is not inherently
stressful (McMichael, 1978; Singer & Davidson, 1991). A stressor
may be any potential threat in the environment. And stressors
only elioit stress responses when defined as threatening by the
individual (Singer & Davidson, 1991). Therefore people do not
necessarily perceive a situation or problem in the same way, as
a pleasant or noxdous stimulus can be considered desirable,
interesting or non-threatening (Singer & Davidson, 1991). In the
organisational sGtting, change in the status of the individual
or the organisation, rather than "noxious element a , may elicit
significant stress responses. Thus individual perception, and
the prooess of appraisal is important in understanding the
stress process (Cox, 1985; Lazarus & Folkman, 1984; Singer &
Davidson, 1991).

In the presen'!;research, psychological stress is defined in the
interactionist b:adition, as a relationship between the person
and environment that is appraised by the person as taxing or
exceeding his/her resources and endangering his/her well-being
(Lazarus & Folkman, 1984).

COPING THE9RY

Implicit in the 'adaptation' feature in the work of Selye; and
the restoration of equilibrium, which features in the
psychoanalytic a~proaoh to stress and well-being, is the idea
that individuals, rather than merely being victims of their
enVironments, fight back and struggle to manage psyohological
stress. This is known as 'coping' (Lazarus & Folkman, 1984).
Laza~us & Folkman (1984) have indioated that since the 1960's
there has been increasing aoceptance that stress is an
inevitable aspect of the human condf,tion \~hile it is coping that
makes the major difference in adaptationsl outcome.
Consequently, in many cases, emphasis has shifted from stress to
ooping (Lazarus & Folkman, 1984).

6



INTERACTIONIST APPROACH

The weaknesses of the traditional, linear, stimulus-response
models of stress, lie in the conceptualisation of psychological
stress, and in cl,lrifying the relationship between stress and
health (Gruen, F<lkman & Lazarus, 1988). The interactive model
is thought to overcome some of the inadequacies of traditional
models.

Along with the development of the 'person-erwironment fit'
model, came the understanding that it is both individual and
environmental factors whic'n, in combination, contribute towards
a stress response (McMichael, 1978). Stress is seen as
relational in nature (Dewe, 1989), involving a transaction
between the individual and the environment (Lazarus & Launier,
1978; Cox, 1985). According to this approach, when there exists
a poor fit between the person and environment, the wellbeing of
the individual is threatened, and manifestations of stress, such
as job dissatisfaction, anxiety, depression may follow
(McMichael, 1978).

However, while the person-environment fit model distinguishes
between stressful events as they exist in the environment, and
individual's perceptions of them (van Harrison, 1978), the
meaning of these factors, Or the process of 'appraisal' has
largely been ignOred (Newton, 1989). The interactionists (Gruen
et al., 1988~ Lazarus & Folkman, 1984), building on the 'person-
environment :£it' model, conceptualise stress as "·thl~product of
many interacting person and environmental antecedents, mediating
processes .•• and short-term and long-term outcomes, each capable
of influencing the other" (Gruen et al., 1988, p. 744). The
"mediating processes' intrinsic to the stress concept, refer to
the processes of appraisal and coping (Dewe, 1989; Dewe, 1991;
Lazarus & Folkman, 1984), where appraisal refers to the meaning
individuals give to a particular encounter (Dewe, 1991).

5



"Non-specificity' following Selye's (1974) formulation does not
mean unsj; -;ified, but rather, "occurring in response to every
stressor" (Singer & Davidson, 1991, p. 38). Selye (1974)
contended that stressors all elicit the 9(O,"ephysiological
adaptive stress response, regardless of whether the challenging
situation is unpleasant or pleasant. More important than the
status of the stressor, according to Selye (1974), is the
intenSity of the demand for readjustment. His :cesearch lead
Selye (1974) to conclude that stressors, comprising a wide
variety of enVironmental agents, all produoe a common, specific
pattern of physiological reactions.

The usefulness of the "Physiological response hypothesis' is
that since Selye's pioneering work in the 1930's, it has been
acknowledged that the risk of developing a Variety of disease~
and illnesses, such as cancer, ulcers, high blood preSSU!9.
respiratory disease, is increased in the presence of stress
(McMichael, 1978; Selye, 1974). These are what Selye (1956) has
referred to as 'diseases of adaptation', and confJequently
increasing medical and psychological research has been directed
at the "morbid manifestations' (Belye, 1974) of stress.

'f

The reactive model Of stress has been criticised on the grounds
that the stressfulness of any particular situation is very much
determined by personal conditioning variables such as
personality or the salience of the experience (McNichael, 1978).
Response theory has limited usefulness in portraying the
psychological meanings of stress reactions. Monat & Lazarus
(1991), by way of example, indicate the common response pattern
(increased blood pressure or heart rate) to different stimu).us
conditions: beavy eltercise and extreme fright.

4
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An introduction to the major theoretical approaches to stress
will allow us to derive an appropriate research paradigm.

STIMULUS DEFINITIONS

Dohrenwend & Dohrenwend (1974) and Holmes & Rahe (1967) are
among those who define stress in terms of environmental stimuli
which act upon the individual and reBlllt in the experience of
stress. This stimulus approach, also known as the 'life-events'
approach, assumes that stressors exist in the environment,
externa~ to, and independent of the individual. Furthermore,
these objectively defined events in the environment are
normatively stressful to those who experience those events
(Lazarus & Folkman, 1984). In occupational stress, for example,
stress is a term used to refer to job demands (Newton, 1989).

critics of this approach argue that no situation can be
inherently stressful (Monat & Lazarus, 1991). Fisher (1984)
comments that, the 'independent variable' d8finition or stimulUS
definition of stress is inadequate as it does not allow for
individual differences in the evaluation or experience of events
as stressful. Cues in the environment which may precipitate
harmful or painful experiences may be interpreted quite
differently (Monet & Lazarus, 1991). This approach was thus not
used in the present study.

RESPONSE-BASED MODELS

A classic response-based definition of stress is that of Hans
Selye (1974), who conoeived of stress as "the non-speoific
response of the body to any demand made upon it (P. 27)."
According to this approach, stress exists in the individual's
response to the envd ronmerrt,
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DEFINITIONS OF KEY TERMS

STRESS

As early as the 14th century, 'stress' was acknowledged to
indicate hardship, straits I adversity or affliction (Lazarua &

Folkman, 1984). By the 1930's, with the work of Selye, the term
"stressl had matured into a clearly formulated concept providing
an understanding of the experience of stress. (Lazarus &
Folkman, 1984; Selye, 1974). Since then the notion of stress has
evo:"ed to encompass a large variety of phenomena and is used in
a number of different ways (Singer .~dson, 1991). Presently,
there is no definition that satisfies even a majority of stress
researchers (Lazarus & Folkman, 1984; Monat & Lazarus, 1991;
Dewe, 1989; S~lye, 1991), earning stress the reputation as "the
most grandly imprecise term in the dictionary of science"
(Newton, 1989, p. 442).

Confus3.on results as some understand "stress' to refer to a set
of "external stimuli' (eg. Pohrenwend & Dohrenwend, 1974; Hol~es
& Rahe, 1967). Others prescribe to variations of Selye's (1974)
"response-based 1 definition of stress (eg. Fisher, 1984) and
others see stress as an "interactional process' between the
environment and the organism, with stress levels being mediated
by both environmental and individual characteristics (Dewe,
1989) .

What has been made apparent by the controversy surrounding
stress, is what Lazarus & Folkman (1984) capture in their
assertion that streSE)is not a variable, but, "a rubric
consisting of many variables and processes"(p. 12). In
attempting to contribute to stress research, Dewe (1989)
correctly identifies a need to clarify what we mean by stress,
"since how we def'Lnestress .influences how we research .itand
thUS how we explain our results" (p. 994). ..,\
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become stressful. Alternatively, in most situations. being given
control reduces the effects of stress (Fisher, 1984). Tetrick &
Lerocco's (1987) study found support for the moderat:ing effect
of cont~ul on the relationship between role stress and
satisfaotion. Sutton & Kahn's (1986) 'oontrol over events' is
referred to as a 'work-relevant antidote' against the symptoms
of stress.

Roth & Cohen (1986) discuss perceived control in relation to
coping strategies: approach and avoidance (orientation toward or
away from threat). In situations where there is the potential
for control, approach strategies allow the individual to resolve
the criSis. This hypothesis is consistent with Lazarus, Folkman
and colleagues (eg. Lazarus & Folkman, 1984; Folkman & Lazarus,
1985; and Folkman, Lazo~us, Gruen, & DeLongis, 1996) who
conolude that general t:~ontrolexpeouanc.Las are related to the
type of coping aotivities. Where there is no advantage to
approech i.e. if the situation :isuncorrtroj.Let.Le , avoidance (or
in terms of Lazarus & Folkman's (1984) taxonomy, 'amotion-
focused coping') may reduce depression and anxiety (Ro·th &

Cohen, 1986).

Several studies support these contentions: Folkman & Lazarus
(1985) found that in a study of coping during mid-term e2Cams,
that problem-focused coping was used more than emotion-focused
coping during the pel~iod of preparation for an exam, when the
situation was ·controllable'. After the exam, however, when
students awaited the results (uncontrollable situation),
amotion-focused coping increased and problem-focused coping
increased. Ginter, West & Zarski (1988) similarly found that, as
the situation is appraised as modifiable, coping efforts are
directed at planning and problem-solving.

compas, Banez, Malcarne & Worsham (1991) found that control
beliefs and problemMfocused coping are related positively and
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individual to cope actively with problams (Puffer & Brakefield,
1~89) •

Belief systems may be either rational or irrational. Rational
beliefs refer to attitudes that help the individual adjust to
undesirable set of conditions. These are formed by the
individual's desires, wishes, preferences, values or goals. Thus
undesirable activating ev=rrta, as interpreted by a :cational
belief system would lead to disappointment, irritation,
annoyance, frustration. Irrational beliefs, on the other hand,
are thought to sabotage one's fundamental desires resulting in
self-defeating emot~on$ such as anxiety, depression or anger.
These emotions would hinder, rather than abet the solving of the
problem, or the realising of goals.

perhap8 a useful interpretation of Ellis's (1978) views of
belief systems is that they can be altered. By the dissecting of
irrational beliefs, which may sabotage the attainment Of one's
goals and cause ansiety, and reformulating rational beliefs,
perceptions of control may be enhanced, and the symptoms ot'
stress relieved.

Conceptually, it is clear that beliefs about control will impact
on the appraisal of a situation as stre~sful. A person with low
efficacy expectations (sandura, 1977) mi0ht not persist with
coping efforts, as would another person who believes he or she
can control the situation. 'l'hebelief that e~·~'ntsare
oontrollable, or that one has the power to affect outcomes, is
thus a valuable coping resource (Lazarus & Folkman, 1904).
According to Lazarus & Folkman (1984), of the beliefs uaed as
valuable coping resources, those pertaining t,)control have
received a considerable proportion of research attention.

According to Fisher (1904), there is evidence to show the
importanoe tha'l;if control is last, even ordinary casks may
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reality in the desired direction (Fisher, 1984; Daniels & GUPPY,
1994).

Control is regarded as a cognitive construct influencing a
person's efficacy expectations rather than behavioural control
as a coping resource implementation. Ganster & Fusilier (1989)
suggest that an individual's perception of control may not
necessarily be veridical. Even if a person has objectively
defined powers of control over a situation, from the
individual's perspective, no control is experienced at all
unless he o~ she has awareness of it.

Beliefs about personal control feature fairly prominently in
Bllis's (1978) Rational-Emotive Therapy (RET) approaoh to stress
and coping. The first ba~ic premise of RET is that rather than
conditions being inherently stressful, these instances vary in
relation to the peroeptions and cognitions of those who react to
the conditions (Ellis, 1978). Between the stimuLus (activating
event) and the response (or consequence) is the organism with
the capaoity to act individually, and thus differently from
others (Ellis, 1978). In potentially stressful situations,
individuals create or choose their own :feelings of anxiety or
depression (consequences) by picking a oar'tiad.n •belie! system'
about the si'tuations or act:l.vatingevents which have occurred.
As Ellis (1978) explains thus, emotional oonsequerces follow
from the beliefS of the individual .. This hypothElsis has some
supporting evidence:

Puffer & Brakefield (1989) provide evidence to support Weiner's
(1979) suggs$tien that perceptions ef lack ef oontrul over the
envd ronmerrt may result in the individual attributing the oause
of the stressful encounter to himself or herSelf (internal
attribution), which lead to feelings of low self-esteem and
helplessness. This was found to inhibit the ability of the
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o'Connell's (1994) research, negative affectivity has been used
to predict stress-related variables over one year.

POSI~tVE ~FFECTIVITY

In contrast to negative affectivity, positive affectivity refers
to the predisposition to experience positive emotional states.
Positive affectiv.Lty reflects enthusiasm, excitement and energy
as relatively stable g~nera1 affective level (Burke at aI,
1993). Individuals high on positive affectivity have a
generalised sense of well-being; consider themselves to be
pleasurably and effectively engaged both in interpersonal and
aOhievement contexts, feel self-effjaacious, and are more likely
to experience positive moods and emotions (Burke et aI, 1993).

Various researchers (eg. Strutton & Lumpkin, 1992) have proposed
that, while high negative affective people are more likely to
Use palliative Or emotion-focused coping, that high positive
affective subjeots are more likely to deal with stress through
prOblem-focused coping. Strut ton & Lumpkin (1992) found, in
their research on "trait optimism' and 'trait peSSimism', that
optimists are mora likely to use directed problem-solving and
positive reinterprotation, and marginally more likely to use
self-control.

In 'I:;hepresent study I affeotivity is inva::rl;;lgtltedin the context
of stress management training.

PERCEPTION OF CONTROL

Perceived control is defined as lIaoognitive phenomenon that
causes the individual to tolerate noxious situations better than
one who does not pex'ceive such corrtxo)," (Ganster & Fusilier,
1989, p. 240). This occurs when the individual believes that
what he or she does i~ instrumental in achieving a change in
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However, Schaubroeck, Ganster & Fox (1992) found that in their
factor analytic study, that negative affectivity did not measure
a factor in common with measures of affective job strains.
Furthermore, Chen & Spector (1991) found that relations between
stressors and affective strains are at best only moderately
influenced by disposition, but admit that there is some evidence
of influence by negative affectivity.

A third explanation is that high negative affective individuals
may actually experience m?re distress (Schaubroeck, Ganster &
FOK, 1992). Researchers (eg Brief et al., 1988: Burke, Brief &
George, 1993) have oor.c Luded tha\t studies using self~report
methods should include a measure of negative affectivity so that
its effects may be monitored.

Negative affectivity has been found to influence coping styles.
Elliott, Marmarosh Q Pickelman (1994) have reported a link
between negative affectivity and palliative and stereotypical
uses of c~ping techniques. Strutton & Lumpkin (1992) found, in
their research on 'trait optimism' and 'trait peSSimism' in a
sample of 101 salespeople, that pessimists are mo ~ likely to
employ confrontive coping. They suggest that this is due to the
possibility that confrontive coping involves aotions that have
dubious prospects for constructively altering the stress. In
this regard, Strutton & Lumpkin (1992) suggest that this result
appears to re£lect a peSSimist's expectation that other coping
tactics w~.ll not wor)<. Pessimistic salespeople, they found, used
more self-indulgent escapism, seeking social support, and
negative avoidance.

In longitudinal researoh, negative affectivity has emerged as a
strong predictor of stress appraisal processes and the use of
emotion-focused coping in st:essful encounters over a five week
period (Blliott, Marmarosh & Pickelman, 1994), and in Spector &
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In the context of job stress, high negative affectivity
individuals are thought to experience high levels of job
stressors and perceived job strains (Spector & olConnell, 1994).
This has been empirically confirmed in the correlation of
negative affectivity with measures of job stress ( J. role
ambiguity, role conflict, workload) and job strain (eg. job
dissatisfaction, and somatic symptoms) (Chen & Speotor, 1991;
Burke, Brief & George, 1993). Brief et al. (1988) found in their
study, significant relationships between: negative affeotivity
and negative stress; negative affeLtivity and overall job
dissatisfaction; and negative affeotivity and somatic complaints
at work. Sohaubroeok, Ganster & Fox (1992) similarly found
significant relationships between negative affectivity and
strain indioators (eg. life dissatisfaotion and physioal
symptoms). Aooording to E:lliott, Marmarosh & Pickelman (1994),
the outoomes of stress in high negative affective people, may be
dUe to a tendency for persons high in negative affectivity to be
vigilant to threats from the environment. Aooording to Speotor
& OIConnell (1994), negative affectivity has been shown in
oross-seotional studies to relate to several stre.ssor and strain
variables.

A further implioation of negative affeotivity for the study of
stress is that high negative affeotivity candidates are likely
to refleot negativity in self-report measures of stress and
strain, inflating observed associations considerably (Burke,
Brief & George, 1993; Brief, Burke, George, Robinson & Webster,
1988). Three explanations have been offered to explain this
(Schaubroeol<, Ga star & Fox, 1992): Firstly, negative
affeotivity may oomprise varianoe in oommon with self-report
stress or strain; or seoondly, it may simply be associated with
over-reporting of job stress. Each of these is consistent with
the findings of Brief et el. (1988).
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would be subjeot to approach-avoidanoe oonfliots, as the
individual would desire a positive outoome, but fear a negative
outcome (C:copanzana, James & Konovsky, 1993). A person low on
both t:r.aj,ts,would be relatively unemotional and unresponsive
(Cropanzana, James & Konovsky I 1993).

Although personality research indicates that positive and
negative affect are separate constructs, resea:r:chon the work-
related effects of trait affectivity has focused almost
exclusively on negative affectivity (Cropanzana, James &
Konovsky, 1993).

NEGATIVE AFFECTIVITY

Negative affeot:i.vity refers to the tendency for an individual to
experience a variety of negative emotions across time and
situations (Spector & O'Connell, 1994). Negative affeotivity
describes a pervasive negative orientation and "a propensity to
view the world through a negative lens" (Burke, Brief & George,
1993, p. 403). Negative affectivity refers to a mood-
dispositional dimension whereby individuals high in negativa
affectivi ty are more 1il<ely to experience distress and
dissatisfaction; be more introspective and dwell more on their
failures and shortoomings; tend to foous on the negative side of
the World in general and thus have a less favourable self-view
and be more dissatisfied with themselves and their lives (Block,
1965; Burke, Brief & George, 1993). Schaubroeck, Ganster & Fox
(1992) :found negative affectivity to be related to depression,
life dissatisfaotion and physioal symptoms. High negative
affective individuals are likely to be anxious, afraid, angry,
tense or nervous. When low on negative affeotivity, individuals
report feeling plaCid, calm and content (Cropanzana, James &
Konovsky, 1993).
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RESEARCH VARIABLES

1994) and hardiness have been identified in the literature and
research on job stress. However, the primary area of research
interest has been the stress-strain relationship itself (Spector
& O'Connell, 1994), rather than a more direct emphasis on which
personality type stands to benefit most from coping training. In
response to this, trait affectivity is explored in the present
study.

POSITIVE AND NEGATlVE AFFECTIVITY

Two general dimensions of affective responding, which feature
prominently in the affect literature, are trait-positive and
trait-negE ;ive affectivity (Cropanzano, James & Konovsky, 1993).
Trait affectivity refers to a dispositional tendency to
experience states of high emotional arousal (Watson & Tellegen,
1985) .

Although the terms 'positive' and 'negative' may suggest that
these mood factors are opposites or negatively correlated,
positive affectivity and negative affectivity are not opposite
points on a continuum. According to Watson & Tellegen (1985),
positive and negative affectivity are two large, independent,
bipolar dimensions, indicating states of high emotional arousal.
Positive and negative affectivity have been oharaoterised as
"descriptively bipolar but effectively unipolar dimensions"
(Watson & Te1legen, 1985, p. 221). They emphasize that only the
high end of each dimension represents a state of emotional
arousal, or high affect, whereas the low end of each factor is
defined as a relative absence of affectiVe involvement (Watson &
Tellagen, 1985). In theory, then, individuals may be
Simultaneously high, or low on both traits. A person high on
both, would tend to be quite emotional, experiencing fluctuating
mOOdS in response to environmental events. Such an individual
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however concludes that it is impossible to state unequivocally,
a direct relationship between programme length (in total contact
hours) and benefits to participants. In general, it has been
found that studies of programmes with more contact hours have
reported larger reductions in physiological measures and self-
reported symptoms of stress (Murphy, 1984).

In various studies, stress management has been associated with
significant reductions in anxiety, depression, somatic
complaints, sleep disturbances, muscle tension levels, blood
pressure and urinary oatieoho Lamf.ne (Cooper & Payne, 1988).
Evaluation has, however, been assessed over a short post-
training period. The changes observed immediately after training
have not always been maintained in follOw-up evaluations, and
regression towards baseline levels has occurred in many studies
that contained a follow-up (Reynolds, Taylor & Shapiro, 1993).
Murphy (1984) however found that of 13 studies reviewed, eight
included a follow-up, all of which reported durability of self-
report effects.

Reynolds, Taylor & Shapiro (1993) indicate that as studies of
stress management programmes have accumulated, the interest in
identifying differential effectiveness of components of the
training has increased, in order that programmes be modified to
maximise positive outcomes. Research supporting such a direction
has, however, been sparse, and methodological difficulties have
limited the generalizability of the studies reviewed.

Finally, while research has generally supported ~ositive
outcomes of stress managem~nt training, the question of 'who
benefits most' has not beon sufficiently addressed. During the
1980's personality enjoyed B resurgence Of interest among
researchers in the field of organisational psychology (Spector &
O'Connell, 1994). Prominent personality variables, such as Type
A, locus of control, negative affectivity, (Spector & O'Connell,
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daily relaxa'tion breaks of 15 minutes, with rela,xation training,
had posi tive rel;lUlts in tsrms of work performance and decreased
somatic symptoms. Murphy's (1984) review indicates that apart
from the usage of relaxation techniques to lower arousal in each
of the 13 studies reviewed, significant physiological and/or
psychOlogical benefits were found to be assOciated with this
technique.

Cognitive approaches are utilised in cases where individuals are
inolined to exaggerate demands or'indulge in exoeasLve
rumination (Hiebert, 1988). By changing the individual's self-
dialogue and underlying belief systems, the cognitive approach
encourages realistic appraisals of the demands and the
individual's ability to cope with the demands in order to
alleviate the experience Of stress. Higgins (1936) found a
t:t:'a:l.ningprogramme based on Rational-Emotive techniques to be
effective in reducing the participants' scores on emotional
exhaustion and personal strain measures. However, in her study,
Higgins assessed this particular strategy in conjunction with
time management teohniques and assertiveness training, which are
not strictly part of this t:l.pproach.

Behavioural approaches to stress management include ensuring
adequate nutrition, exercise, sleep and rest to aid the body in
its recovery from a stressful experience, sO that the individual
may cope more adequately with subsequent experiences.

REVIEW OF RESEARCH

Resee,rch efforts in the field of works:!.te stress management have
seen a 5teady increase s1.nce the 1970's (Cooper & Payne, 1988).
Programmes are usually offered to workers in white collar
occupations (Cooper & Payne, 1988; Murphy, 1984). Programme
formats vary from one instructional session to several treatment
sessions e.xtended OVOl: several days or even Weeks. Murphy (1984)
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logistic and economic factors associated with this approach
which makes it unrealistic. Such problems include the
unwillingness of organisations to change their structure, and
the significant disruption of production schedules.
Consequently, interventions aimed at modifying stressful aspects
of the work environment are rare (Reynolds, Taylor & Shapiro,
1993). Murphy (1984) cautions that organisations offering stress
management training to workers and making no attempt to improve
work conditions which generate stress do not meet their
obligations in addressing the problem of job stress. Ideally
elements of both the above approaches should bE addressed. The
focus of the present research is, however, on the former
approaoh, as the current dominant approach to stress management.

While certain programmes seek to enhance employees' capacities
to oope with stress through proactive skills training (problcm-
solving, assertiveness training, conflict management), the focus
of stress management programmes, as indicated from a review of
the literature and research, seems to be on tempering emotional
reaotions to stress, rather than affecting changes in the
environment. According to Cocper & Payne (1988), training
typioally inoludes education, some type of relaxation exeroise,
and may additionally include meditation, biofeedback and/or a
cognition-focused technique.

Physiological approaches seek to ·:·t'~inindividuals to induce a
relaltation response. Such programme.:;;include progressive
relaxation, autogenic training, meditation, biofeedback (Forbes
& Pekala, 1993). Peters, Benson & Porter (1977) found that
simple relaxation techniques practised daily in the work
environment produced positive changes (decreased symptoms, fewer
illness days, enhanced performance and sociability-
satisfaction). Higgins (1986) found progressi·;e relaxation
training and systematic desensitization to reduce emotional
exhaustion and strain. Peters, Benson & Porter (1977) found that
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lowering stressful arousal. combative coping strategies aim to
tackle stressful experiences in progress by avoiding stressors
through life-adjustmen·t; altering stress-inducing behaviour
patterns and developing coping resources.

FlW1EWORK FoR STRESS MANAOEI1ENT

I

EMOI'lOIH,jUSED
COPlNG

(Palliative)
PROBLF.~l-LCUSEO

COPlIIG
(lnst~umental)

i\ddreSD imbalance af
demand ver~Ufi resources

I
Resulate .1otiQnal
iU.tress

Ph!'si logy Cogn ticn Beh vlour
'l'elaKation' 'think '~low dcwn '

positive'

frob em lnct' ase Soc al
aolvJng re~ourcos nkillo

Fig 1. Framework for stress Management strategies

The workplace represents an ideal site for the implementation of
health promotion programmes, as large numbers of employees are
accessible, with social support networks already in place
(Murphy, 1984). Murphy (1984) identifies several other
advantages to worksite programmes: t' ~ can be established and
evaluated quickly without major disruptions of work routines;
they can be effective in dealing with non-work stressors which
act synergistically ~lithwork stressors; they can be
incorporated into existing employee training or assistance
programmes or used to complement organisational change.

Interventions oan be undertaken on two levels: on the individual
level, an intervention can be designed to help the individual
cope with stress; organisational-level interventions aim to
change the workplace to reduce stress (ROSS & Altmaier, 1994).
Murphy (1984) suggests that while the organisational change and
redesign approaches are preferable, there are significant
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products), we.re involved in the stress management prCJg: ":0\3. The
sample oonsisted of 27 employees. The only criterion f01
selection for the study, was that the subject would participate
in the strt::~ssmanaqemerrc programme. Thel."ewas no random
allocation of subj ectis. since every employee was scheduled to
attend the programme. Each of the programme partioipants was
invited to participate in the study. Although 27 questionnaires
were administered, only 15 were 1'eturned to the researcher. This
represents a response rate of 55.5% • Posttest questionnaires
wer€! sent to individuals in the programme, based on their
partJ.cipation at time 1. All 15 (1005's) of the post't;est
questionnaires were completed and returned to the researcher.

ANALYSIS OF THE SAMPt,E

Table 1 gives a demographic breakdown of the sample group. The
total sample of 15 subjects, comprised both men (n~6) and women
(n=9), predominantly English-speaking (86%), with relatively
high educational qualifications (93.3% of the sample had 3

matric qualification, 60% of the semple had furthered their
education post-metrio). Th~ mean age of the sample was 38.2
years of age. The average time in their jobs, was 3.5 years.

A fUrther classification tnto high 'positive' and high 'negative
affective' sub-groups afforded the opportunity for later
ccmpari Ann of +heae groups Ln terms of the research variables.
Three cases were dropped from the analysis by affectivity
claSSification, as their scores for positive and negative
affeotivity were too close to identify a predominant trait.

The 'positive affeotive' group of seven subjects, with a mean
age of 39, w~s found to have relatively high educational
llualificHittions.'1'hosub-group consisted of both men and women,
mainly English speaking, encompassing the managerial pOSitions
in the organisation. The five 'nagative affective' subjects, by
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Emoti~n-focused coping techniques aimed at helping the
individual to regulate emotional distress, were included in
topics such as 'relaxation techniques', 'v~sualising and
af~irm:Lng techniques', •managing anger' and 'managing'
con,flict'. Consistent wit:h the literature, this training aimed
at self-regulation in order to tolerate immediate stressful
situations.

Much Of the traini11g centred on taking responsibility for one's
own life-style, knowing one's limitations, Bnd using stress as
an opportunity for growth. The training programme was well-
rooted in psychologioal ':;heory,drawing largely from Alber't
Ellis' (1978) Ra;tional"'entotivetheory. Irrational •must-
erbatory' beliefs are l~U1I~lysed.Participants are made aware of
their tendency to •Aw£uHze " and to 'damn Oneself and o't:hersI •
'rechniques were focused em changing negative behaviours and
reinforcing positive beliefs and behaviours, through visualising
and practising the apPl:'opriatebehaviour. '1'hecontent of the
programme was found to b~ cons4stent With programmes desoribed
in the literature (eg. Higgins, 1986).

Afi eight-week, self-paoed follow-up programme was undertaken by
particjpants, to help them concretise their newly acquired
skil18, and put the tra~ning into practise. The self-paced
modules were covered u$ing workl3heets and readings. The topics
inoluded improving self-esteem; developing a positive attitude:
handling worry; ~Inaging daily hassles; speaking assertively and
handling criticism.

A sample of employees was accessed through a client organisation
of a stress management consultancy. Kll of the employees of the
of the sales and marketing division of olient organisation, (a
high-teoh company, specialising in polymers, petroleum and gas
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CHAPTER 2

METHOD

THE INTERVEN'1'ION PROGRAMME

The stress management programme under revi,ew Wt~S selected for
study, as it adequately fulfilled certain important criteria
regarding formalised stress reduction training" The programme
was developed and $taffed by psychology proresHicmal$, ensuring
that the programme corrterrcwas ethically sound" and consistent
with current psychological practice. The progrl:lmmematerial had
been adapted for South AfricBl'lapplication, fr()11\an American
programme, and ongoing re-evaluation arid research was encouraged
in orde:r:to further improve the programme. Lastly, the approach
adopted in the programme was holistic and entirely c0nsistent
with Lazarus & L~unier's (1978) concept of the transactional
nature of stress I and theoretical approaches tio cop:l.ng.The
programme was designed to suit the needs of th(~ company I both in
terms of content and time.

The stress management programme under evaluation aJopted a
multi-faceted approach. The first section was presented in the
form of a 'two-day workshop. Several topics wel:e presented, soma

by the trainer, others ex.plored in smaller groups 0)," in :cole-
play. The basiC coping teohniques were covered, as described in
the literature: Problem-fooused coping techniques are identified
in topics such as 'balancing your life', 'dealing with time
problems', "understanding job burn~out', "emotional support'.
Within these strategies, goal-satting and active problem-solving
were encouraged with a view to creating a more 'balanced' life-
I~r~yle•
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The purpose of the present study is to determine the
effe~tiveness of a stress management programme.

HYPO'l'HESES AND RESEARCH: QUESTIONS

Hypothesis 1. It is expected that the group, at time 2, relative
to time 1, will exhib~t
1.1 lower stress measures;
1.2 improved coping skills;
1.3 increased perception of control;
1.4 greater job satisfaction;
1.5 lower propensity to leave the organisation

The second objective of the present :::.tudyis exploratory. The
a.im is to discover whether positive and negative affectivity
influences the extent to which employees benefit from the
programme. In other words, is there a correlation between
positive artd negative affectivity and changes in the research
variables from time 1 to time 2.

Hypothesis 2, as a research question, may be asked as follows:

Are there significant differences between positive and negative
affective subjects, with regard to the research variables, at
time 2, relative to time 17
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!lli§_EARCH MODEL,

An overview of the study is presented in Fig.2, including the
resear.ch variables to be used in assessing the value of the
stress management programme under review.

'-r:PRETEST .. PRE·- INTERVENTION POST-
INTERVENTION INTERVENTION

STRESS STRESS

POSITIVE COPING COPING
AFi=ECTi\' ....., I PERCEPilON OF STRESS PERCEPTION OF

OR CONTROL MANAGEMENT CONTROL
PROGRAMME

NEGATiVe JOB SATISFACTN JOB SATISFACTN
AFFECTIVe

PROPENSITY TO PROPENSITY TO
LEAVE LEAVE-. --

Fig 2. pia.granunatic representation of the study
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proposed by Cooper & Payne (1988). Examples of such outcome
measures would be job satisfaction, productivity, turnover. This
study aims to address these issues.

Finally, previous research has shown that people high in
negative affectivity experience more stress and strain (spector
& O'Connell, 1994), but no previous research has considered
whether negative affective or positive affective people benefit
equally from stress management programmee and coping training in
alleviation of stress-related outcomeS. Furthermore, a major
limi tat ion to most of the personality research in the job st:L"ess
domain is its almost exclusive reliance on cross-sectional
designs (Chen & Spector, 1994). This study attempts to explore
some of the possible explanations, which cannot; be investigated
in a cross-Aectional design, in a longitudinal study.

P:t;'evioUSlongitudinal studies (eg. Spector t. O'Connell, 1994),
have been more concerned with monitoring the prpdictive value of
affectivity over time. This study attempts ~o investigate the
differential effects of an irrtervention, for different
personality types, given that personality will influence initial
perceptionSI of stress, coping and the research var tabf.ea ,

AIMS OF 'l'HE STUDY

The main objectd ve of the p:r:esen't.,~turly;.03 to assess the
effioacy of a stress mal'~agement pr0'11 umme in terms of itidividual
psychological benefits (re~u~~d stressJ increased coping
capacity; heightened perceap1..:i.ortof control) and worl~ attitudes
(job satisfaction; propensity to leave).

A further aim of this study is ~o determine whether the
interven~ion proves to be more beneficial, in terms of
Psyohological and behavioural outcomes, for those demonstrating
negative or positive affective predispositions.
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it is defensible to study the direct relationship between
affectivity and p~opensity to leave. In support of this, Chen &
Spector (1991) found that negative affectivity was significantly
correlated -co 'intention to quit I. TherefOre in this study, the
unmediated or direct influences of negative affectivity and
positive affectivity on p~opensity to leave, are investigated.

RATIONAl.E OF STUDY

The processes through which individual and environmental factors
combine to produce the cognitive state of stress and thus
influence cop:l.ng,has received little attention in work settings
(Edwards & Cooper, 1988). Thus, by using the interactional model
of stress, this study attempts to contribute to field resea~ch
in st~ess and coping at work.

Previous studies have confirmed the effectiveness of stress
management programmes in reducing distress (Cooper & Payne,
1988; Murphy, 1984). However, not much is known about the
l"elative efficacy of the different coping methods used to deal
with job~related stress (Strutton & Lumpkin, 1992), and the
relative success of different training methodS (Cooper & Payne,
1988). Worksite stress management studies differ widely in terms
of many significant facto:r:s,which hamper compari.Jons of
programmes and statements of general conclusion (Murphy, 1984).
Thus the content Of work stress interVentions needs to be
examined in terms of specific criteria (Reynold, Taylor &
Shapiro, 1993), which will contribute to the pool of knowledge
of the efficacy of certain strategies and relative benefits.

Furthermore, -I::hecontent of work stress interventions needs to
be avaluated in terms of the interface Of the individual with
the organisation. The investigation of the effects of stress
management programmes on outcome measures reflecting the
interaction of the individual with the organisation has been
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1991; 1992; Fang & Baba, 1993). In terms of particular coping
strategies, active coping has been aseccd aued with decreased
intention to turn over (Puffer & Brakefield, 1989). In the
present study, it was expected that those involved in the stress
management programme would be less likely to leave the
organisation, as participants are taught to identify and use
their coping resources effectively to deal with the demands made
on them.

Propensity to leave is also believed to be influenced by
positive and negative affectivity (Cropanzana, James & Konovsky,
1993). Traditionally, positive and negative affectivity have
been linked to propensity to leave, via organisational
commitment. Since positive and negative affectivity relate to
the frequency and intensity of emotions, they should influence
the emotional :reaction to the environmental events that produce
organisational commitment. Thus high positive affective
individuals should show higher organisational commitment, while
0t1Nersely, high negative affective individuals should show
lower organisational commitment. According to Cropanzana, James
& Konovsky (1993), When individuals have a strong attachment to
dn organisation, they are more likely to exert effort and to
~ake sacrifices for the company's benefit, and are less likely
to leave when trouble arises. If negative affectivity and

, positive affectivity are assooiated with commitment, then
dispositional affect may indirectly influence turnover
intentions via its relationship to organisational commitment
(Cropanzana, James & Konovsky, 1993).

However, Cropanzana, James & Konovsky (1993) found that in both
of their studies, that propensity to leave was also direotly
related to positive affectivity, and negative affectivity. Yet
in only one of their studies, was commitment to the organisation
found to mediate the relationship between both positive and
negative affeotivity end propensity to leave. This suggests that
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predisposed to experience discomfort (negative affective). Some
debate had arisen that perhaps the predictive value of
affectivity regarding job satisfaction, lay in its conceptual
closeness. In other words, job satisfaction is merely part of
the broader underlying construct of expressed pervasive positive
outlook. Agho, Price &. Mueller (1992) succeeded in proving that
positive affectivity and job satisfaction are conceptually
distinct, dis~laying discriminant validity. The findings of Staw
& RoSS (~3B5) are ther ~ore due to a vali~ ~clationship between
these two construct. In justifying job satisfaction as a
defensible work attitude, independent or trait affectivity, the
relationship between job satisfaction and positive affectivity
has attracted more research attention. Consequently it has been
found that both negative affectivity and positive affectivity
are related to job satisfaction (Cropanzana, .)'ames&. Konovsky,
1993). Chen &. Spector (199J; 1992) and Terry, Nielsen &. Perchard
(1993) found that negative affectivity was negatively correlated
with job satisfaction. It was also found that in a sample of

graduating coilege seniors, tha~ job dissatisfaction was
successfully predicted by measures of negative affectivity, over
the period Of approximately one year from graduation (Spector &.
O'Connell, 1994).

Job satisfaction in the present study is investigated in
relation to both the stress management training and affect
predisposition.

PROPENSITY TO LEAVE ~rHE ORGANISATION

Propensity to leave an organisation refers to an intention to
qud,t. Quitting, or 'turnover I is viewed as a Voluilcary
separation of an individual from an organisat:ion (Fang & Baba,
1993). Consistent with Selye's (1974) "fight-flight' notion of
stress and coping, stress has been found in the research, to be
positively related to intention to quit {eg. Chen &. Spector,
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Lumpkin, 1992). support was found for this hypothesis in
Strutton & Lumpkin's (1~92) study.

work stress and ~train has often been seen to reflect in
employees' work-rell'lvantattitudes, such as job satisfaction,
and pz'opensdcy to leave (eg. Chen & Spector, 1991). Coping
techniques have also been found to influence these work
attitudes (eg. Puffer & Brakefield, 1989). Therefore job
satisfaction and Lrrcerrbd.on to leave the organisation are
ex.amined in the present study.

~oa SATISFACTION

Job satisfaction is a work attitude, reflecting the degree to
which a person experienoes satisfaction with intrinsic and
ex.trinsio features of the job (Warr, Cook &. \<lall,1979). Stress
has been found to be negatively related to overall job
satisfaction (eg. Chen & Spector, 1991; Brief, Burke, George,
Rob:!.nson& Webster, 1988; Fang & Baba, 1993), while ooping has
been found to moderate the stress-strain relationship. However,
consistent with the li'l;{~ratureand research on coping, the
individual's coping stratt.!Oymay influence the level of job
satisfaction. For example, active copin, has been found to be
related to greater job satisfaction (Puffer & Brakefield, 1989),
while avoidance coping strategies were found not to enhance job
satisfaction (Koesks, Kirk & Koeske, 1993). It was expected that
stress management training in the study would lead to enhanced
job satisfaction.

Reoent empirical evidenco suggests that positive and negative
affectivity may explain variations in employees job satisfaction
(Agho, Price & Mueller, 1992; Cropanzana, James & Konovsky,
1993). stew & Ross (1985) found in their study that employees
who are predisposed to be happy (positive affective) are more
likely to ex.perience job satisfaction, than those who are
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Lumpkin, 1992). Support was found for this hypothesis in
strutton & Lumpkin's (1992) study.

Work stress and strain has often been seen to reflect in
employees I work-relevant attitude'., such as job satisfaction,
and propensity to leave (eg. Chen & Spector, 1991). Coping
techniques have also been found to influence these work
attitudes (eg. Puffer & Brakefield, 1939). Therefore job
satisfaction and intention to leav~ the organisation are
examined in the present study.

JOB SATISFnC'I'ION

Job satisfaction is a work attitude, reflecting the degree to
which a person experienoes satisfaction with intrinsic and
extrinsic features of the job (Warr, Cook & Wall, 1979). stress
has been found to be negatively related to overall job
satisfaction (eg. Chen & Spector, 1991; Brief, Burke, George,
Robinson & Webster, 1988; Fang & Baba, 1993), while coping has
been found to moderate the stress-strain relationship. However,
consistent with the literature and research on coping, the
individual's coping strategy may influence the level of job
satisfaction. For example, active coping has been found to be
related to greater job satisfaction (Puffer & Brakefield, 1989),
while avoidance coping strategies were found not to enhance job
satisfaction (KOeskE", Kirk & Koeske, 1993). It was expected that
stress management training in the study would l~ad to enhanced
job satisfaction.

Recent empirical evidence suggests that positive and negative
affectivit~ may explain variations in employees job satisfaction
(Agho, Price & Mueller, 1992; Cropanzana, James & Konovsky,
1993). Staw & Ross (1985) found in their study that employees
who are predisposed to be happy (positive affective) are more
likely to experience job satisfaction, than those who are
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reciprooally: A high sense of control wi.lllead to a greater use
of problem-focused coping, and problem-focused coping may
enhance feelings of control, if they are effectiVe in changing
the environment. Emotion-focused coping efforts are unrelated to
uontrol beliefs, but instead are used to a greater or lesser
degree in response to levels of emotional distress or arousal.
compas et al. (1991) furthermore found that emotional distress
is lower when problem~focused coping is used and perceived
control is high (a good match between control iindcoping).
Heightened levels Of emotional distress have been found when
problem-focused coping efforts are used and perceived control is
low (a poor match between control and coping).

Consistent with the above framework, in the organisational
context, it has been found that workers will react less
negatively to stressful jobs if they perceive that they have
control (Ganster & Fusilier, 1989; Singer & Davidson, 1991). If
a person with an enhanced perception of control will approaoh a
crisis with more confidence, then control should be an important
part of stress management training. A useful indicator of the
success of a stress management programme may therefore be in the
individual's increased perception of control over his or her
work environment.

In line with previous findings, strutton & Lumpki~ (1992) found
that problem-fo used coping is more likely to occur when the
situations appear amenable to change, Qr when people telieve the
stressor can be constructively handled. However, people who
believe they can only endure rather thar.ameliorate stres-,sful
situations, likely ·turncoping efforts inward to assuage their
own negative feelings. Consequuntly, it was hypotheSised that
dispositionally optimistic individuals would be more likely to
deal with Work-related stress through problem-focused coping,
and that dispositionally pessimistic individuals would be more
likely to use emotion-focused coping strategies (Strutton &
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Job Satisfaction was determined using the a revised 6-item
scale, originally developed as an lS-item scale by Brayfield and
Rothe (1951). It is assumed that job satisfaction can be
inferred from the individual's attitude to his or her work,
following Brayfield & Rothe (1951). The scale is .esigned to
measure overall job sa~iefaction, with items such as "I find
real erij oymerrt in my job" and "I like my job better than the
average person." A five point rating format was used, ranging
from "st1ongly agree" to "strongly disagree". A high score
implies high job satisfaction. Agho, Price and Mueller (1992)
found the 6-item version of the scale to demonstrate acceptable
reliability (Cronbach's alpha 0.9). Accep~able validity and
reliabiH ty estimates have also been :r:eportedin studies by
nrooke , Russell s Price (1988); , .uaseau (1978); Price & Mueller
(1981) and Sorenson (1985). In the present study, Cron~achts
alpha of 0.78 was found to be acceptable. However, slgnificance
was not aoh i.eved Ln the test-retest: reliability es'l~imates (see
Table 2.2).

Propens:Lty to Leave the Organisation,: 'rhe 3-item propensity to
Leave Scale was developed by Lyons (1971) to determine the
potential for turnover among nursing staff, but haS since been
adapted to determine withdrawal behaviour in broader
orgard ':la:t:ionalsettings (cook, Hepworth, Wall & Wart', ::'981).

For the first item, "How long would you like to continue worlcirv'l
in your present job'?" a six-point ra'i;ingformat was used, from
'one year'(l) to "more than ten years'(6) (Bluen, 1986). A
three-point respcll1seformat, ranging from 'no'(l), 'through 'not
sure' (2) to 'yes'(3), wae used to replace the original five-
point: rating scale (8luen, 1986) for two of the items: "If you
were completely fx.'eG'.to choose, would you prefer to conutnue
working in your present job?" and "If yc.I ~\iadto quit: work fOr a
while. •. would you retur:,')to your: present job?". A l<..)Wscore on
the Propene it:¥'to Leave soa l.e, indic.ates a high in:t.:e",tionto
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~eliabilities 0.75 for this sub-scale, and test-retest
corr.c~ations at 4 weeks of above 0.90 (Paulhus, 1983). Paulhus
(19~3)reports construct validity for the Personal efficacy sub-
scale, based on 3 validity studies. Support for the convergent
validity of this scale was also demonstrated by Paulhus (l 83),
as a variety of predicted correlates for the scale, were
sUbstantiated. In this study, this scale was found to display
satisfaotory reliability (Cronbach's alpha 0.67). Test-retest
reliability for this scale (r~O.48) was found to be non-
significant.

positive and Negative nfiuctivity we~e measured using 22 items
from the Multidimensional personality Inde~, 11 items assess
positive affectivity, or the degree to which an individual is
predisposed to be happy aoross time and situations (Agho, Price
& Mueller, 1992). For example, ~I usually find ways to liven up
my day", and "I always seem to have something tio look forward
to." The remaining 11 items measure negative affectivity, or the
degree '1::0 which ·the individual Ls predisposed to eltperienc:e
disoomfort across time and situations (Agho, Prioe & r,ueller,
1992). For example, 'IIoiten filidmyself t~orrying about
something", and "Minor setbaoks sometimes j.rritate me too much."
The items in eaoh of the scales are rated as 'truel(scored as 1)
or 'false' (scored as 0). A high score on each sub-scale is
interpreted as evidence of a positive (or noga'eive) affective
predispos.i.tion.

er nbaoh alphas of 0.82 Bnd 0.79 for the respective scales were
reported by Agho, Price & Mueller (1992). Watson & Tellegen
(1985) have. alr:o reported "atisfactory validity and reliability
for both scales. In this study, the positive affectivity and
negative affectivity scales yielded Cronbaoh's alpha reliability
estimates of 0.80 and 0.93 respectively.
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In this study, reliability estimates range from 0.55 to 0.84
(see Table 2.2), with only one sub-scale (distancing) yielding
an alpha of 0.37. The problem-focused coping sub-scales yielded
Cronbach's alpha of 0.62, while emotion-focused coping yielded a
better reliability estimate of 0.70. Alpha coeffiCients and
'rest-retest reliabili t:Les are presented Ln Table 2.2. Problem-
focused coping scale and emotion-focused coping scales both were
found to demonstrate significant test-retest reliability
(r~0.77, p<O.OOl and r=D.84, p<O.OOl, respectively).
Furth8rmore, the wec has been used in South African research by
Carter (1991) to investigate the re~lationship between ournouti
and coping, and was considered suitable for use in this study,
taking into account, its weaknesses.

Perception of Control: Ganster & Fusilier (1989) recon~end that
since 'personal control' is a cognition, a self~report strategy
should be adopted in order to operationalise it. This has indeed
been the dominant approach in the organisational literature
(Ganster & Fusilier, 1989). Perceived control was measured by
the Spheres of Control Scale developed by Paulhus (1983).

The scale is based on a multi-dimensional model of perceived
control, reflecting 3 primary behavioural spheres: personal
efficacy; interpersonal effioacy and control over political
events and institutions, In the present study, only the 10-item
personal ef..=j.cacysub-scale was used, as i'\; measuxas uhe
il'ldividualt s control expectancy over his 0r her personal life
achievements, rather than over other people, or over external
political systems.

The personal efficacy sub-scale explores percoptions such as "I
can learn almost anything if I put my mind to i.'I.:"; "Often people
get ahead just by being Lucky". A 7~point Lilmrt rating scale
was used, ranging from "totaJ.ly ilIClCCUt'ate"to "to'tally
accuratel', The authors of this scale have reported alpha

45



Edwards & Baglioni (1993) found only weak support for the
conauructi validity of the sub-uca Lae using oonfirmatory faotl.:>r
analysis, however admitting that this is not surprising, given
that the WCC items represent numerous coping methods, with
little evidenoe for oonceptually homogeneous item subsets. In
fact, both the WCC and its preceding WCQ (Folkman & Lazarus,
1988), have been oritioised for not meeting the required
teohnioal standards required (Hess, ~992).

distancing, self-oontrol, acoepting responsibility, esoape-
avoidanoe, posi'tive reappraisal. The sub-scale 'seeking sooial
support' falls into both oategories, and was inoluded in both in
this study. Internal consistenoy of the Problem- and Bmotion-
fooused ooping soales were examined using Cronbaoh's alpha,
yielding ooeffici.ents of 0.80 and 0.81, respectively (Folkman &

Lazarus, 1980). Conger (1992) reports cronbacb t s alpha ranging
from 0.61 to 0.76 for the soales, due to the small number of
items in eaoh sub-scale, and weak stability estimates in terms
of test-retest reliability.

Hess (1992) reminds us that the authors of the wec designed the
questionnaire to identify the thoughts and aotions an individual
uses to oope with a stressful enoounter in everyday living.
Coping is seen as an evolving strategy, rather than a coping
disposition or s·tyle. Therefore, the questionnaix:e should
measure "ooping processes" and is not a "test" in the
conventional aense , The authors therefore fElel tha't traditional
test-retest estimates are inappropriate (Conger, 1992). Conger
(1992) warns that, given psychometrio weaknes~es of this
measure, the Ways of Cop:i.ngshould be used as a "researoh
measure" rather than a "test", and that it should be used with
cautiLon, In spite of these oautions, the Ways of Cop.:l.ng
Checldist is still the most widely used inventory of coping
responses (McCrae, 1984).



(e). Accepting Res~onsibility (4 items, ~ = 0.66), describing
acknowledgement of one's own role in the problem (eg. "realized
I brought the problem on mysel£It);
(f). Escape-Avoidance (8 items, ~ '"0.72), describing wishful
thinking, or behavioural efforts 1::0 avod.d the problem (eg.
"tried to make myself feel better by eating, smoking, .•II);
(g). Planful Problem-Solving (6 items, ~ '"0.68), describing
deliberate problem-focused efforts to resolve the situation (eg.
n l: made a plan of action and I followed it II ) ;
(h). positive Reappraisal (7 items, ~ '"0.79), describing
efforts to create positive meaning by focusing on pez-sonet

growth (eg. "found new faith II ) •

Although based on the original 58-item Ways of Coping (Folkman &
L\zarus, 1980), unclear and redundant items were deleted, or
reworded, and the response format was changed from yes-no to a
four-point Likert scale (Folkman & La~arus, 1985). This
response format allows the respondents to indioate the
frequencies with which they use each strategy, from 1 Q 'not
used', to 4 ",'used a great deal'. The questionnaire is
posi tively scored (i. e. a high score reflects grea'cer use of a
particular coping style).

The sub-scales can further be classified into two groups:
Problem-focused and emotion-focused coping approaches. A
principal factor analysis by Folkman & Lazarus (1980), callin~
for two :factors, and using varimax rotation, yielded empirical
support for this rationally-derived classification. Problem-
focused coping refers to cognitive problem-solving efforts, and
behavioural strategies for altering or managing the source of
the problem (Folkman & Lazarus, 1.980). Problem-focused coping is
made up of oonfrontive coping and planful problem-solving.
Emotion-fooused ~oping refers to oognitive or behavioural
efforts aimed at reduoing UJ.. managing emotional Clistress
(Folkman & tazarus, 1980), unO. consists of several sub-scales:
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The Ways of Coping Checklist is ba$ed a revised version of the
68-item Ways of Coping (Folkman & Lazarus, 1985), describing a
broad range of cognitive and behavioural strategies to counter
stressful experiences. The scale includes eight coping scales
reflecting different coping strategies, which emergCld from a
factor analysis by Folkman, Lazarus and colleagues (Folkman,
Lazarus, Dunkel-Schetter I DeLongis & Gruen/ 1986). The eight
scales were found to account for 46.2% of the variance (Folkman
et al, 1986).

Coping: The revised 50-item Ways of Coping Checklist (WCC)
(Folkman, Lazarus, Dunkel-Schetter, DeLongis & Gruen, 1986) was
used to assess coping ability. This scale was designed to assess
cognitions and behaviours individuals use to deal with internal
and/or external demands in a stressful encounter (Folkman &
Lazarus, 1985). The WCC is potentially useful for examining how
an individual copes with stress (Hess, 1992), andl as a research
tool, may be quite suitable for measuring intervention effects
(Hess, 1992).

The questionnaire includes the following sub-scales, with alphas
reported by Folkman et a' 1986):
(a). Confrontive Coping (6 items, a a 0.70), describing
aggressive efforts to alter the situation (eg. "stood my ground
and fought for what I wanted") i

(b). Distancing (6 items, a = 0.61), describing efforts to
detach oneself (eg. "went on as if nothing had happened");
(c). Self-Control (7 items, a = 0.70), describing efforts to
regulate one's feelings and behaviour (eg. "I tried to keep my
feelings to myself");
(d). Seeking Social Support (6 items, a = 0.76), describing
efforts to seek emotion.al support (e9. "accepted sympathy and
'mderstanding from someone");
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-
Variables min max M, SD IYk SD Alpha Test-retest

Reliability (1')

wee
Problem-focussed coping 18 72 42.67 7.30 41.67 6.26 6" .77"....
-Confrontative coping 6 2.4 12.07 2.81 11,33 1.80 ,55 .69'
-Planful Problem-Solving 6 24 16.53 2.80 16.53 3.44 ,62 .78"
...Seeking Social Support 6 24 14,07 3.94 13.80 3.03 .84 ,I';·

Emotton-focussed coping 38 1 "" 48.13 13.77 46.53 13.07 .70 ,c}i;:,""
- Distancing 6 24 12.13 2.23 12.73 3.79 .37 .67'
-Self-control 7 28 16.80 3.36 16.60 3.38 .58 .85"
-Accepting Responsibility 4 16 10.67 2,64 10.20 1.78 .82 .40
- Escape- Avoidance 8 32 14.87 4,73 13.33 4,08 .78 .86"
-Positivc Reappraisal 7 28 17.60 4.27 17,87 4.42 ,77 .89+>
-Seeking Social Support 6 24 14.07 3.94 13,80 3.03 .84 .68'

Perceived Control 10 70 54.80 8.89 56.20 7.26 .67 .48

Job Satisfaction 6 30 20.80 4.44 20.67 6.83 .78 .41

Propensity to Leave 3 12 7.47 2.85 6.67 3.13 .75 I .80" ...

MI refers to the mean score at time 1. A higher score relects as high occurence of that variable in all cases except for Propensity to leave,
which is negatively scored (A higher score reflects a lower occurence),

M.z re,fefS to the mean score at time 2.

·p<O.05
"p<O.OOl

Table 2.2. Description of the Measuring Instruments anti Sub-scales at Time 1 and Time 2



=======a
Variables min max M) SD M~ SD Alpha Test-retest

Reliability (r)

Affectivity

-Positive 0 11 7.53 2.80 - - .80 -
-Negative 0 11 5.20 4.30 - - .92 -
Perceived 44 220 1Z7.87 26.97 128.067 29.49 .94 .90"
Occupational Stress

-work dissatisfaction • 8 40 18.80 5.44 19.53 6.51 .84 8""• .,;j

-work stress 7 35 21.93 6.25 23.13 6.50 .85 .89"
-recreation 6 30 1720 5.31 16.87 5.19 .81 .80"
-ambition 9 45 30.07 4.25 28.73 4.91 .50 .77"
-social stress 5 25 13.27 3.86 13.86 4.25 .68 .75"

[OVerlOad 9 45 26.60 6.97 25.93 7.28 .84 .85"

-

M) refers to the mean score at time 1. A higher score relects as high occurence of that variable.
l:!b refers to the mean score at time 2.

'p<O.05
"p<O.OOl

Table :U. Description of the Measuring Instruments and Sub ...scales at Time 1 and Time 2



(c). recreation (6 items, a ~ 0.65) (eg. "At least once a year I
taJ{e a holiday and do only what is fun");
(d). ambition (9 items, a :: 0.60) (eg. IIIwould like to have got
a lot further in my job II ) i

(e). social stress (5 items, (":::0.69) (eg. "There are frequent
differences of opinion between me and my colleagues");
(f). work overload (9 items, a :: 0.69) (eg. "Sometimes I feel I
cannot cope with my work demands" and "In the evening after work
! am exhausted").

The original 3-point rating format used by Weyer & Hodapp
(1975), was rejected in favour of a 5-point rating scale,
ranging from 11strongly agree" to Hstrongly disagree11• It was
felt that in a longitudinal study, a broader rating format would
be more senaf tive to more subtle changes in levels of stress,
over time. According to Kerlinger (1986), an increase in the
possible categories of response, allows for intensity of
attitude expression. It is the change in intensity, which is of
interest in the present study. Several items were reversed, as
indicated by negative factor loadings in the factor analysis
conducted by the authors of the scale (Weyer & Hodapp, 1975).
Thus a high score was taken to indicate a greater perception of
stress, than a low score.

The soales were considered by the developers to display
suffioient reliability estimates for group oomparisons (Weyor &
Hodapp, 1975), and satisfactory Validation. In the present
study, internal consistency was found to be satisfactory (see
Table 2.1), with reliability estimates exceeding 0.80 for most
of the sub-scales; and Cronbach's alpha of 0.94, for the overall
Peroeived Occupational Stress scale. Test-retest reliabilities
in the present study range between o.eo and 0.89 (p<O.OOl) for
the sub-scales, while the overall Perceived Occupational stress
scale was found to yield a highly satisfactory test-retest
reliabili~y (r=O.90, p<O.OOl) (see Table 2.1).
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(c) , recreation (6 items, a '" 0.65) (eg. "At least once a year :r
take a holiday and do only what is fun");
(d). ambition (9 items, a '" 0.60) (eg. "I would like to have got
a lot :further in my jOb") i

(e). social stress (5 items, a = 0.69) (eg. "There are frequent
differences of opinion between me and my colleagues");
(f). work overload (9 items, ex = 0.69) (eg. "Sometimes I feel I

carmot cope with my work demands II and II In the evenil,g after work
I am exhaus'ced I' ) •

The original 3-point rating format used by Weyer & Hodapp
(1975), was rejected in favour of a 5~point rating scale,
ranging from "strongly agree" to "strongly disagreell, It was
felt that in a longitudinal st.udy,a broader rating format would
be more sensi tive to more su'.tIe changes in levels of stress,
over time. According to Kerlinger (1986), an increase in the
possible categories of response, allows for intensity of
attitude expression. It is the change in intensity, which is of
interest in the present ,cudy , Several items were reversed, as
indicated by negative faotor loadings in the fac'cor analysis
conducted by the authors of the scale (Weyer & Hodapp, 1975).
Thus a high score was taken to indicate a greator perception of
stress, than a low score.

The scales were considered by the developers to display
sufficient reliability estimates for group comparisons (Weyer &
Hodapp, 1975), and satisfactory validation. In the pl.'esent
study, internal consistency was fOund to be satisfactory (see
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the E>ub-scales, while the overall Perceived Occupational, Stress
scale was found to yield a highly satisfactory test-retest
reliability (r=0.90, p<O.OOl) (see Table 2.1).
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PROCEDURE

Participation in the study was completely voluntary. Self-report
questionnaires were administered to the sample group before
their participa'cion in the stress management proGramme. The
self-paced progl::ammewas scheduled to end approximately eight
weeks after the instructional 2-day work-shop. However, the
posttest questionnaires were administered to the sample
approximately 6 weeks after the Commenoement of the programme.
Although the posttest evaluation was administered before the end
of the scheduled programme, it was not considered to have
impacted on the findings of the study, as Ganster, Mayes, Sj.me &

Tharp (1982) s1l9Hest that a minimum of 16 hours "; atruction
is necessary to produce significant change. At least 16 hours of
instruction were given d.uring the lecture and workshop phase of
the programme.

MEASURING INSTRUMENTS

Stress was determj 'sd using Weyer & Hodapp's (1975) 44-item
Perceived Occupational Stress scale. Thj.s44-iternquestionnaire
was designed to assess personal threat in occupational
situations. It was selected, as it was based on Lazarus'
psychological stress model, which was used to define stress in
the present Gtudy.

The questionnaire includes the following 6 sub-scales, each
accompanied by internal reHability coefficients found by the
scale developers (Weyer & Hodapp, 1976):

(a). dissatisfac'lon with work (8 items, a, ;: 0.76) {ego "If I

could I would gladly change jobs" and "I don't feel fulfilled in
my job");
(b). wor'k demands (7 items, Q; ::: 0.67) (eg. 11:r am frequently
interrupted when trying to compl'dte my work");
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comparison had not pursued higher educational qualifications to
the same extent. They were all women, in their mid-thirties,
with an average time of 4.3 years in their jobs.

'l'b,.~ e 1. Description of Demographic Variables by Affectivity
ClaSSJ.fication.

Positive Negative Total 'l
Variables Affective Affec'tive Sample

n % n % N -%'

N subjects 7 46.6 5 33.3 15 100
S€..K
-male 4 26.7 0 0.0 6 40.0
..female 3 20.0 5 33.3 9 60.0
Race
-Black 1 6.7 1 6.'7 2 13.3
~Coloured 2 13.3 0 0.0 4 26.7
-White 4 26.7 4 26.7 9 60.0
Language
-English 6 40.0 4 26.7 13 86.'7
-Zulu 1 6.7 0 0.0 1 6.7
-Setswana 0 0.0 1 6.7 1 6.7
Education
-High school 0 0.0 1 6.7 1 6.7
(no matric)

-Matric 1 6.7 2 13.3 5 33.3
-plus Diploma 1 6.'7 2 13.3 3 20.0
-Degree 5 33.3 0 0.0 6 40.0

, ___.

Mean Age 39.1 34.1 38.2
(range of scores) (25.8-54.4) (22.1-43.6) (22.1-54.4)
Mean years In job 3.9 4.3 3.5
(range of scores) (0.3-9.0) (0.3-8.4) (0.3-9.0)
Mean time with
company (years) 7.8 7.3 6.9
(range of scores) (0.3-26.3) (0.3-13.5) (0.3-26.3)

,=

The study adopted a quaBi-experimental, short-term longitudinal,
pretest-posttest design, undertaken in a field setting.
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difference (MD) indicates an increase in the mean from pretest to
posttest, while a positive mean difference indicates a decrease
in the means from time 1 to time 2.

The matched sample t-test was performed on the entire sample
population (N-1S). The concern about the size of the sample, was
addressed by Huysamen (1989), wLere he states that equal sized
samples of 15 and over, well justify the use of parametric
procedures, such as t-tests.

Change in Stress

Hypothesis 1.1 states that at time 2, relative to time 1, the
group will exhf.bd, t lower stress measures. The results show no
significant difference in perceived occupational stress for the
sample (see Table 6). Although not Significant, certain of the
mean differences are worth noting. It appears tha~ over the
course of the programme, certain measures of perceived
occupational stress were found to increase: work dissatisfaction
(MD = -0.73), work demands (MD ~ -1.20) and social stress (Mo

0.60). Perceptions of work overload were found to be reduced for
the sample at time 2 (~D ~ 1.43; at levels approaching
significance: p ~ 0.07); ambition appears to have lowered at
time 2 (MD = 1,33), and recreation has decreased, however, only
slightly (Mo ~ 0.33).

Change in Coping

Hypothesis 1.2 states that at time 2, relative to time I, th.e
group will exhibit improved coping akdL'La, However, there woe no
significant diffprence in overall coping (problem-focused or
emotion-focused). However, the results do show a significant
change in the "escape-avoidance' dimension (MD = 1.53, p<0.05).
In other words, subjects at t.i.me2, were less likely to avoid,
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Perceived Job Propensity
Con'tro1 Satisfaction t:o leave

Peroeived Occupational
Stress -.28 -.12 ....58"

"'wor~tdissatisfaotion -.16 -.25 -.31
-work demands -.16 .03 -.71·'
-recreation -.31 -.07 ....67'·
-ambition .01 -.38 .05
-social st:r:'ess -,53* -.24 -.72**
-overload -.31 .14 -.47
Problem-focused coping .31 ,55'" .60'
-Confrontive coping .38 .16 .50"
"P:lanfu1 Problem-Solving .23 .52" .30
Emotion-focused ooping -.10 .40 .06
-·Pistancing ··.28 .33 -.21
·-Se1f control -.10 .51" -.30
-)\cCE'ptin£l
Responsibility .02 .35 .01

-Escape-Avoidanoe -.32 -.17 -.23
-Positive Reappraisal .14 .18 .27
-Seeking Social Support .13 .54' .54'

Table 5. Pearson's Correlation Coefficients of Perceived
Oocupational Stress, ways of Coping, and research variables
(N=15)

·p<O.as
··p<O.01

nESULTS OF THE MATCHEO-PA1.R T-TEST

In order to establish the effeots of the stress management
programme on the sample group, the pre'test scores at time 1,

were compared with the posttest measures at time 2. The group
means were tested for significanoe of difference using a
matohed-pair t-test analysis, shown in Table 6.

This analysis 1s based on 'difference' or 'change' soares (P),
between time 1 and time 2 (D= time 1 - time 2). A negative mean
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Job satisfaction was fOU!ld to be positively related to problem-
focused coping (rbO.55; p<O.05); planful problem-solving
(r~O.52; p<O.05); self-control (r~D.~l; p<D.D5); and seeking
social support (r=D.54; p<O.05). Although moderate, these
relations indicate that job satisfaction is related to
'constructive' behavioural and cognitive coping strategies, by
attempting to deal with the situation (problem-SOlving) and
rallying support from colleagues in orde~ to do this.

propensity to leave is significantly related to perceived
ocoupational stress (r.-D.58; p<O.O~); work demands (r=-D.7l;
p<O.Ol); need for recreation (r=-D.67; p<O.Ol); social stress
(r~-O.72; p<O.Ol). Although an inverse relatior~hip is
indicated, because propen$ity to leave is negatively scured, the
reverSe is true. Thus propensity to leave is associated with
increased stress; higher work demands; need for recreation; and
higher social stress.

Propensity to leave is also associated with a decrease in
prublem-focused coping (r=D.60; p<O.05); confrontive coping
(r=O.50; p<O.D5); and a decrease in seeking social support
(r.O.54; p<D.05).
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Job satisfaction was found to be positively related to problem~
focused coping (rcO.55; p<O.05); planful problem-solving
(r~O.52: p<O,05); self-control (r~O.~l: p<D.05); and seeking
social support (rcO.54; peO.05). Although mode7~te, these
relations indicate that job satolsfaction is related to
'constructive' behavioural and cognitive cop:ing strategies, by
attempting to deal with the situation (problem-Holving) and
rall,ying support from colleagues in order to do ,this.

propensity to leave is significantlY related to perceived
occupational stress (re-O.58; p<O.05); work demands (r--O.7l;
p<O.Ol); need for recreation (r=-O.67; p<O.Ol); social stress
(r~-O.72; peO.Ol). Although an inverse relationship is
indicated, because propensity to leave is negatively scored, the
reverse is true. Thus propensity to leave is associated with
increased stress; higher work demands; need for recreation; and
higher social stress.

Propensity to leave is also assooiated with a deorease in
problem-focused coping (rcO.60; p<O.OS); confrontive copinQ
(r~O.50; p<O.05); and a deorease in seeking sooial support
(rcO.54; p<O.05).

I

,

1
I
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Table 4. Pearson's Correlation Coefficients of the :relationships
between Perceived Occupational stress and Ways of CopJ.ng (N.=15)

POS W.Dis W.Dem Recr Amb S/str OIL
PF' coping -.07 .11 -.11 -.27 .04 -.30 .10

-Confront .22 .47 .02 -.09 .50 -.05 .26
-problem
Solving -.46 -.47 -.24 -.41 -.63 -.46 -.24

EF coping .46 .60' .28 .24 .23 .38 .54·

-O....:;tanoe .3J. .28 .31 .19 -.14 .40 .42
-S/oon·tr .31 .27 .34 .20 -.26 .44 .45
-Aocept

.59· .68· .56·Respons. .37 .45 .44 .41
-Esoape-

.75** .SOH .64· .74** .5S* .58*Avoidance .48
..Positive
Reappr -.15 .08 -.26 -.33 -.21 -.04 .00

-Seeking
Soc. sup .04 .19 -.03 -.14 .15 -.20 .18

-pOS '"Perceived Oooupational Stress
Wdis '"Work dissatisfaction
Wdem =: Worlt demands
Reor '"Recreation
Amb '"Ambition
S/str =: Social stress
OIL =: Overload

·p<0.05
II p<O. 01

Correlations between stress, coping and research variables

In a preliminary correlational analysis, establishing the
relationships between stress, ooping and the research variables
at time 1 (see Table 5), it was found that peroeived control was
sj.gnificantly inversely related to social stress (r=-O. 53;
p<0.05). In other words, those subjects peroeiving higher
PerSonal control, had a lower experience of social stress.
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RESULTS OF CORRELA'l'10NS BETWEEN VARIABLES AT 'l'1ME 1 (N=15)

In order to get a sense of the nature of the relationships
between the variables before the study, the variables were
correlated a c time 1. Any ·ceported changes in the variables over
time, could thus be understood in the context of pre-existing
relationships.

Perceived Occupational Stress and Coping

In a preliminary analysis, maasi..ces of stress and coping were
oorrelated. The results of this analysis a~e shown in Table 4.
The results confirm that certain coping styles are related to
specifio dimensions of occupational stress. Emotion-focused
coping strategies were found to be significantly related to
occupation stress, while problem-focused coping strategies were
not. '1'11eclearest relationships emerge with the use of escape-
avoidance coping. This sub-scale was found to be significantly
related to perceived occupational stress (r=0.75; p<O.Ol); work
dissatisfaction (raO.BO; p<O.Ol); expressed need for recreation
(l"'O.64;p<0.05); ambition (r=O.74; p<O.Ol); social stress
(r=O.5Bi p<0.05) and work overload (r=0.58; p<O.05).

Acceptin~ responsibility was also found to be related to
perceived occupational stress (r=O.59; p<O.05); work
dissatisfaction (raO.68; p<O.05); and perceptions of overload
(r=O.56; p<O.05).
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'l'able3: Shapiro & Wilk t s W-test for Normal.ity of Change score
distributions (N=15)

w-test Pr<W
.97 .88
.93 .29
.96 .61
.93 .30
.% .70
.96 .68
.891 .08

.96 .u2

.91 .12

.98 .95

.80 .05

.96 .62

.94 .36

.95 .44

.95 .56

.90 .10

.98 .96

.88 05

.96 .62

.93 .31

.94 .41
-

Variables (Time 1 - Time 2)
perceived Occupational
Stress
-work dissatisfaction
..work demands
-recreation
-ambition
~Gocial stress
-o'verload
wce
Problem-focused coping
-Confrr l.tivecoping
-Planf~l problem-Solving
-seeking Social Support
Emotion-focused coping
-Distancing
...Self-control
-Accepting Responsibility
-Escape-Avoidance
-positive Reappraisal
-Seeking Social Support
perceived Control
Job Satisfaction
propensity to Leave

\For the variable sub-scale "overload", one outlying score, was
deleted for the purpose of the t-test, as it skewed the data for
this varlable considerably (var1snce of the data set with the
outlier: 15.5; variance without the outlier: 7.34).

In the independent-sample t-tests, homogeneity of variance
between positive and negative affec·tive classific~tion groups
was tested for, and in all but one case, was found to satisfy
this assumption. In this oase, a less powerful non-parametria t-
test was used to explore significant differences between the
sample means. Sample sizes of the two groups, although not
equal, were fairly close (Sample sizes: negative affective ~ 5;
positive affective = 7).
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CHAPTER 3

RESULTS

ASSUMPTIONS ~F T-TESTS

Underlying the use of t-tests, are certain assumptions, which
must be met. They are normality of the sampling distribution~
homogeneity of variance; and equal sample sizes (Howell, 1992).

Normali ty of sampling Jis·tribution. The normal! ty of the
sampling distributions for the change scores between time 1 ·;.nd
time 2, were tested using Shapiro & Wilkls (1965) W -statistic
(see Table 3), and analysed with the use of BOKplots and Stem-
and-Leaf displays (Howell, 1992),

The W-statistio must be greater than zero and less than or equal
to one, to indioate normality. If a out-off point of p<O.Ol is
used, then if the p is greater than 0.01, the null hypothesis is
rejected, and the data is accepted as normal. The results for
tests of normality are presented in Table 3. All of the
variables met the,assumptions of normality for the matched-
sample t-tests.

In the matohed-sample or repeated measures t-test, criteria of
equal sample sizes and homogeneity of varianoe within the group
at time 1 and time 2, were inherently satisfied, as the two sets
of data are derived from the same sample prior to, and following
the programme. In the independent-sample t-tests, two
independent samples are contrasted. Huysamen (1989) however,
points out that the use of samples having the same size would
prevent the violation of the homogeneity of variance assumption
from appreciably affecting the obtained results.

52



could be clearly seen, fc~ positive or negative affective
sUbjects.

ASSOMPTIONS

Certain assumptions underlying the use parametric tests have to
be met:

Although t~tests are robust with regard to departures from
underlying assumptions, two major assumptions and one further
consideration must be taken into acoount when using t tests for
two independent samples (Howell, 1992). The assumptions are:
normality of the I:lamplingdistribution of differences between
means, and homogeneity of variance (equal variance within each
gl.~oup).Furt'lermore, the sample sizes should be equal.

The results of these analyses are pres(;mted in the following
section.
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Using the D-scores, the null hypothesis becomes the hypothesis
that the mean of a population of difference scores (denoted~D)
equals zero. Since;Un = /Ul-;U21 then Ho: ;liD = IUl - IU. = 0

t is defined as

t 5 - 0

Where D and Sp are the mean and standard deviation of
the difference scores and N is the number of
difference scores.

The second hypothesis was investigated hy usj.ng Pearson's
correlation coefficients, testing for significant correlations
between the changp scores in the research variables between time
1 and time 2, and 'positive' and 'negative affectivity'. By
using a correlational analysis it was possible to investigate
the magnitude and strength of the relationship between affective
predisposi tions ami ohanqas in stress, coping, perceived oorrbxoL
and the organisational variables from pretest to posstest.

In addition, the sample group was divided into two groups: those
scoring higher on positive affectivity; and those scoring higher
on neG~tive a£fectiv:i.ty. In comparing these groups, t-tests for
independent means were used to test for significance of
difference at time 1 and time 2, on stress, coping, perceived
control, job satisfaction, and propensity to leave.

Matc~ld sample t-tests were used for eaoh of the positive and
negative affective sub-groups, to test for a significant
difference between time 1 and time 2 on the research variables.
In this way, the effects of the stress management programme
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'Distancing', and the other sub-scales were retained for the
analyses, however taking this factor into consideration.

STATISTICAL ANALYSIS

The aJ.rn of the present scudy is to determine ·the effectiveness
of a stress management programme as measured by changes in the
research variables. Pearson's correlation coefficients were used
in a preliminary analysis telestablish patrcerns of relationships
between the variables, befo:L8 the programme, at time 1. In order
to establish whether any significant changes had taken place
over the period of the stress management programme, t-"t:estswere
used,

T-TESTS FOR DEPENDENT/MATCHED SAMPLES

Matched-pair t-tests were used to investigate changes in the
mean scores of the research variables between pre- and posttest
variables (Hypothesis 1). Because in this case, a single sample
group is measured at time 1 and ti~e 2, scores can be matched or
paired for each respondent. The matched-sample t-test, as 1t is
also known (Howell, 1992), is then used to test for significance
of difference in means of subjects before and after the
intervention.

Between the group mean for time 1f al,I",that of time 2, c.\

difference score is created. Although Howell (1992) points out
that it seems most obvious to view the data as representing two
samples of scores, it is possible and convenient, to transJeOrm
the data into one set of scores. The difference scores between
group means for time 1 and time 2, represented by 'D', can be
thought of as the degree of improvement or decrement betweelO the
testing times (Howell, 1992).
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quit. Conversely, a high score indicates a low intention to
leave.

The original application of this scale was in the hospital
setting, yielding a Spearman-Brown internal reliability
coefficient of 0.81 for a sample of 166 nurses. Rousseau's
(1978) application of this scale to the organisational setting
yielded an alpha coefficient of 0.71 and test-retest reliability
of 0.63 over three months. Bluen (1986), in his application of
this scale to a South African sample, observed acceptable
internal reliability (Cronbach's alpha 0.72) but a less
satisfactory test-retest reliability over a Six month period
(0.57, p<0.001).

Lyons (1971) reported a significant relationship between
Propensity to Leave scale, and role clarity (r~ -0.27, p<O.Ol).
Rousseau (1978) found that length of job tenure correlated -0.19
with Propensity to Leave, and other statistically significant
relationships (p<0.05) with perceived task and role
characteristics were observed. In this study, the Lyons (1971)
Propensity to Leave scale was found to yield acceptable internal
reliability of 0.75 (see Table 2.2), and test-retest reliability
(0.80, p<O.OOl).

Cronbach's alpha reliability coefficients, and test-ratest
re1.idbili ties f01:'the measuring instruments used at time 1. and
time 2, are presented in Tables 2.1 and 2.2. Although most of
the scales and sub-scales were found to be reliable, in Some
cases (for instance, 'ambition', 'confrontive coping',
'distanoing', 'self-controlling'), the internal consistenoy
reliability w....:.::found to fall below the aoceptable criterion of
0.70. The 'Distancing' sub-soale was found to display
part1cularly low reliability. However, the inclusion of
'OJ.stancing' was found not to contaminate results. Therefore
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Job satisfaction: Positive affective subjeots scoked
signifioantly higher on job satisfaction (t~-2.62i p<0.05), than
did negative affective after the stress management programme.
There is a decrease in job satisfaotion for the negative
affectivity group from time 1 to time 2, and an increase in job
satisfaction for the positive affective group at time 2,
accounting for the difference between means at time 2.

Propensity to leave: There wnre no significant differences
between positive and negative affeotive subjects before or after
the programme. Propensity to leave is, however, slightly
inoreased for both groups.

SUMMARY OF FINDlNGS

These results will be disoussed in the following section. A
summary of findings displaying directions of change in means
from pretest to posttest, is shown in Table 10.
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Table 9.3 Independent sample t-tests for differences in mean
measures of perceptions of control, job satisfaction, and
prepensity to leave, betwee::npositive (n=7) and negative (n=5)
affective subjects, at time 1 and time 2

Variables Pos Affectiv Neg Affectiv
~ (n;:7) (n=5)
H
E-t M SD M SD t

Peroeived 1 57.86 8.03 51.60 11.52 -1.12
Control 2 61.71 3.95 53.00 3.39 ...3.99"*

Job 1 22.86 4.91 20.20 3.27 -1.03
Satisfaotion 2 25.43 4,76 16.80 6.72 -2.62*

Propensity to 1 8.57 2.15 7.80 3.34 -0.49
Leave 2 8.14 3.24_L 6.20 2.95 -1.06

.=
·0<0.05
·~p<O. 01

hffectivity and satisfaction, control and propensity to leave

TablA 9.3 indicates differences in mean measures of peroeived
control, job satisfaotion, and propensity to leave, between
positive and negative affective subjeots, prior to, and
following the programme.

Perceived Control: The results show that positive affective
subjects perceive Significantly more control (t~-3.99; p<0.01)
at time 2, than negative affeotive subjects. At time 1, prior to
the programme, although positive affective subjects perceived
higher personal control, the difference was not significant,
indioating that perhaps the 'gap' between the mean SCOres has
increased between these two groups of subjects following the
stress management prograMne.
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Table 9.2 Independent sample twtests for differences in mean
measures of coping, between positive (n=7) and negative (0=5)
affective subjects, Bt time 1 and time 2

Variables Pas Affectiv Neg Affectiv
[il (n"'7) (n=5):E:
H
E-i M SO H SO t

PFC~ 1 44.42 6.58 43.00 9.90 -0.30
2 44.57 6.02 40.20 7.09 -1.15

-Confrontive 1 11.71 2.43 13.20 3.96 0.81
coping 2 11.57 1.81 11.40 2.30 -0.14
-Problem- 1 18.71 2.06 14.60 2.19 -3.33**
Solving 2 19.00 2.23 14.40 3.43 -2.83**
-Seeking 1 14.00 3.46 15.20 5.50 0.47
Social suppor·t 2 14.00 3.U 14.40 3.78 0.20

EFC2 1 83.28 16.02 89.00 15.43 0.62
2 83.71 13.45 87.60 17.01 0.44

-Distancing 1 11.86 2.67 11.60 :1..82 -0.19
2 12.57 4.31 13.00 <1.18 0.17

-Self-control 1 17.29 4.68 15.40 1.67 -0.85
2 16.57 4.65 16.00 2.00 -0.26

I

"Accepting 1 10.29 2.81 11.60 3.04 0.77
Responsibility 2 10.00 2.24 10.60 1.67 0.50
-Escape- 1 10.71 1.60 19.80 2.68 7.37··
Avoidance 2 10.71 1.60 17.20 4.14 3.32·
-Positive 1 19.14 3.08 15.40 6.02 -1.42
Reappraisal 2 19.86 3.43 16.40 5.86 -1.29

L::kina 1 14.00 3.46 15.20 5.50 0.47
: i.alSupport 2 14.00 3.11 14.40 3.78 0.20

=- -
·p<0.05
~ p<O. O},

1 PFC refers to Problem-focussed coping
2 EFC refers to Emotion-fooussed coping
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Affectivity and coping

Table 9.2 shows that ~ositive affective people reported a
significantly higher use of planful problen\-solving strategies
to cope with stress, than did negative affective subjects at
both time 1 (td-3.3S; p<O.Ol) and at time 2, (ta~2.83;p<O.Ol).

At time 2, the assumption of homogemeity of variance for escape-
avoidance was rejected, thus a non-parametric t-test was used to
derive the t-statistic, where variance is unequal.

Negative affective subjects reported a significantly higher use
of escape-avoidance strategies to cope with stress, than did
positive affective subjects at both time 1 (t~7.37; p<O.Ol) and
at time 2, (t=3.32; p<O.05). These two sets of results indicate
a very different coping style, associated with mood disposition.
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stress measures at ~oth time 1 and time 2 (Table 9.1). However
many of these differences are not statistically significant. The
difference between positive and negative affectivE' groups, was
however significant for pe~ lived occupational stress, pretest
(t=2.35; p<0.05) and posttebt (t.2.09; p<0.05); work
dissatisfaction, pretest (t~2.86; p<O.Ol) and posttest (t~2.74;
p<0.05) and ambition, pretest (t=2.94; p<O.Ol) and posttest
(ta2.43; p<0.05).

Table 9.1 Independent sample t-tests for differences in mean
measures of stress, between positive (n=7) and negative (n=5)
affective subjects, at time 1 and time 2

..,
Variables Pos Affectiv Neg Affectivity

~ (n:;;7) (n",5)
H
1:1 M SD M SD t

Perceived 1 110.43 24.44 144.20 24.75 2.35"
Occup. Stress 2 111.71 28.16 146.00 27.78 2.09"

-work dissat. 1 15.00 3.83 22.80 5.67 2.86··
2 15.14 4.53 24.20 6.98 2.74·

-work demands 1 19.14 6.79 23.80 6.30 1.21
2 21.29 7.99 24.80 5.97 0.83

-recreation 1 1.4.43 4.08 20.00 6.60 1.82
2 14.43 5.38 19.80 4.71 1.79

-ambitlon 1 27.14 2.48 33.40 4.88 2.94""
2 25.71 3.25 31.80 5.45 2. t13'

-social ]. 10.85 3.24 14.00 3.32 1.64
stress 2 11..57 4.31 16.60 3.78 2.08

1 23.87 8.07 30.20 5.80 1.49
-overload 2 23.57 8.42 28.80 6.61 1.15

·0<0.05
·~p<O.01
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T~ble 8 shews that negative affectivity was feund to be related
to a change (increase) in work dissatisfactien (r=O.70; p<O.Ol)
and change (decrease) in the magnitude ef ambitien (r=O.57;
p<O.05). In terms of ceping strategies, negative affectivity is
significantl.y related to a change (decrease) in confrenti e
styles ef coping (r=O.68; p<O.Ol). Altheugh not significant,
there is seme evidence ef a change (decrease) in the use ef
problem-solving techniques (r=O.47; p<O.08) for high negative
affecti ve individuals. In other words , the results indicate that
high negative af:f;ect;J..vesubjects experience gr -=rchange in
dissatisfactien, ambitien and their use of cen± ...ontive coping.
Overall, negative affective individuals were mere likely to. show
seme change in variables frem time 1 to.time 2. However, mest
Often, these relatiens were net found to.be signifioant.

Pesitive affectivity was not signifioantly reluted to.a change
in variables from time 1 to.time 2. Hewever, although not
significant, positive af~eotivity was feund to be ~elated to
less change in mast ef the perceived oocupational stress scores,
and the ceping strategies listed in the checklist. Positive
affectivity was also associated with a ohange (increase) in
peroeived oentrol (r=Q.47; p<O.07) frem pretest to.pesttest.

T~TESTS FOR INO~PENDENT SAMPL~S

t-tests for independent samples were conducted to test fer
differences in means between these high in positive er negative
affectivity, befere and dfter the programme.

Affectivity and stress

In pomparing the means of those eXhibiting a higher scere in
negative affeotivity (n=5) and those scoring higher en positive
affectivity (n07), it is clear from the results that the
negative affeotive group soared consistently higher for all
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reflects a limited change associated with high mood
predisposition, or conversely, a greater change associated with
a low affectivity score. In other words, an inverse relationship
suggests that the higher the affectivity, the less likely it is
that the programme will affect a change in the research
variable. Although the bOrrelational analysis was useful in
determining the magnitude of change, the direction of change had
to be assessed by comparing toe means of the variables pre- and
posttest (see Table 10 for summary of changes between time 1 and
time 2).

Table 8 Pearson's Correlations Coefficients of Affectivity,
with Difference Scores between Time 1 and Time 2 (N=15)

Variables (Mean Differences
between Time 1 and Time 2).

Positive Negative
Affectivity Affectivity

-0.13 0.39
-0.27 0.70**
...0.30 0.42
-0.08 0.05
-0.13 0.57*
-0.42 0.39
0.05 ...0.11

-0.05 0.34
0.01 0.68**

-0.24 0.47
~0.05 0.19
0.10 0.22

-0.48 0.16
0.13 -0.36

-0.16 0.37
-0.46 0.39
0.20 0.22

-0.05 0.19
0.47 0.31
0.10 0.09 J-0.08 0.07

Perceived Occupational Stress
-work dissatisf?ction
-work demands
""recreation
-ambit:l.on
..social stress
··overload
WCQ
prOblem-focussed coping
-Confrontive coping
··Planful Problem··Solving
-Seeking Social Support
Emotion-focussed coping
-Distancing
..Self-control
-Accepting Responsibility
-Es(~ape-Avoidance
-Positive Reappraisal
-Seeking Social support
Perceived Control
Job Satisfaction
Propensity to Leave

*P<0.05
**p<O.Ol

64



Although the evidence is not conclusive the direction of the
correlational relationships suggest that positive affectivity is
positively associated with problem-focused coping (r=O.35; not
significant), and negatively associated with emotion-focused
coping (r=-O.22i not significant). Negative affectivity is
positively associated with emotion-f~cused coping (r=O.22; not
significant).

Regarding work attitudes, positive affect:.vity is sign:i.f:icnntly
related to job satisfaction (r=O.52; p<O.05) and decreased
propensity to leave (r=O.55i p<O.05). In other words, positive
affective people are more likely to experience higher job
satisfaction, and are less likely to consider leavinq the
organisation.

Overall, the results of correlations of negatiVity with work
attitudes were weak and non-significant.

PEARSONS CORRELATIONS OF AFFECTIVI'ry AND CHANGE SCORES
I

Table 8 displays the results of a second correlational analysis,
investigating the relationship between affectivity, and the
change in means between time 1 and time 2 (N=15). Absolute
values of the change scores were used to assess the magnitude of
change between time 1 and time 2. The aim of this analysis was
to see whether the difference in the means of the research
variables (stress, coping, perceived control, job satisfaction
and propensity to leave) between time 1 and time 2, were related
to positive or negative mood predispositions.

This analysis clarifies whether the changes in mean from pretest
to posttest (ie due to the programme) are enhanced or inhibited
by positive or negative predisposition. A positive relationship
indicates that the greater the mood affectivity, the greater the
change in the mean for that variable. A negative relationship
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'l'heresults show a s'trongpattern of influence between positive
affectivity and perceived occupational stress (r=-O.74; p<O.Ol);
and between Tlega'tiveaffectivity and perceived occupational
stress (r-0.61; p<O.05). This result clearly demonstrates the
different ways in which positive and negative affective subjects
perceive ~vents in their work environments, and their
interpretations of these events as 'threatenin:J.Subjects scoring
high on positive affectivity, tend to perceive lower work
demands {ra-O.55; p<O.D5); lower work dissatisfaction (ra-O.7!;
p(0401); lower need for recreation (r=-O.70: p<O.Dl); lower
sOOial stress (ra-O.7l; p<O.Ol) and less overload (r--0.58;
p<O.05).

Subjeots scoring higher on negative affeotivity tend to perceive
significantly higher oocupational stress (r=D.61; p<O.Ol);
higher work dissatisfaction (r=D.63; p<O.Ol); and overload
(r=O.S7; p<O.05). There is also a Significant positive
relationship between negative affectivity and ambition (r=D,60;
p<D.05).

Patterns of relationships between positive and negative
affectivity and coping processes are not.:nearly as clear as the
relationship between affectivity and stress. The results of the
correlational analysis show that while positive affeotivity is
related to planful problem-solving (raO.58; p<O.05); neg6tiVe
affective people are qlearly not oriented towards problem-
solVing, and may in fact be oriented away from problem-solving
(r~-0.49) (although this result was not significant).

Negative affectivity has a strong positive oorrelation with
esoape-avoidanoe coping (r=O.79; p<O.Ol); While positive
affectivity is iI\Versely related to escape-avoidanoe (r=0.61;
p<O.05).
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~:'" '·RSON IS CORRELATIONS or AFFECTIVITY AN.D VARIABLES A'r TIME 1

In order to establish a pattern o[ relationships between
affectivity and stress, coping, perceived control, job
satisfaction and propensity to leave, a correlational analysis
was performed on variables at time 1, for the entire sample,
shown in Table 7.

Table 7 Pearson's Correlation Coefficients of Affectivity with
the reseaLch variables at Time 1 (N=15)

Variables Positive
Affectivity

Negative
Affectivity

Perceived Oocupational Stress
-work dissatisfaction
-Work demands
-recreation
-ambition
-social stress
-overload
WCQ
Problem-focussed coping
~Confrontive coping
-Planful Problem-Solving
-Seeking Social Support
Emotion-focussed coping
-Distancing
-Self-control
-Accepting Responsibility
-Escape-Avoidance
-Positive Reappraisal
-Seeking Social Support
Perceived Control
Job Satisfaction
propensity to teave1

0.61 *
0.63**
0.46
0.46
0.60'
0.30
0.57"

-0.74"
-0.71**
-0.55'
~O.70H
~0.48
-0.71"*
-0.58'

0.35 0.09
0,13 0.42
0.58* -0.49
0.14 0.21

-0.22 0.22
-0.23 -0.03
-0.04 -0.17
-0.17 0.25
-0.61' 0.79*-
0.10 -0.37
0.14 0.21
0.48 -0.29
0.52' -0.11
0.55' ··0.10

·p<0.05
··p<O.Ol

1 propensity to leave is negatively scored. A high score
indioates a low intention to leave.
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Table 6 Matched sample t-tests for time 1 and time 2 (N=15)

Variable N Mean(D) SD t
Perceived Occupational
Stress 15 -0.20 12.58 -0.06
-work dissatisfaction 15 -0.73 3.67 -0.77
-work demands 15 -1. 20 3.03 -1.53
-recreation 15 0.33 3.44 0.40
-ambition 15 1.33 3.15 1. 64
-social stress 15 -0.60 2.92 -0.80
-overload 14 1.43 2.71 1.97

WCQ
Problem-focussed coping 15 1.00 4.68 0.83
-Confrontive coping 15 0.73 2.05 1.38
-Planful Problem-Solving 15 0.00 2.14 0.00
-Seeking Social Support 15 0.27 2.89 0.36

Emotion-focussed coping 15 2.20 6.13 1.39
-Distancing 15 -0.60 2.82 -0.82
-Self-control 15 0.20 1.86 0.42
-Accepting Responsibility 15 0.47 2.53 0.71

I-Escape-Avoidance 15 1.53 2.45 2.43*
-Positive Reappraisal 15 -0.27 2.09 -0.50
-Seeking Social Support 15 0.27 2.89 0.36

Perceived Control 15 -1. 40 8.37 -0.65

Job Satisfaction 15 0.13 6.43 0.u8

Propensity to Leave 15 0.67 1. 88 ' .38

*p<0.05

POSITIVE AND NEGAT):VE AFF~g'l:')::_:\[I'J'X

The second objective of the present study was to discover if
there are there significant differences between positive and
negative affective subjects, with regard to the research
variables, at time 2, relative to time 1. This was investigate.d
by correlational analysis and t-tests for independent samples.
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or more likely to approach or acknowledge their problems, than
before the stress management programme at time 1.

Although non-significant, it appears that some change has
occured in the means reported over the duration of the
programme. Certain of these are worth noting: After the
programme, there is a slight decrease in problem-focussed coping
strategies (MD = 1.00), and confrontati ve coping (MD = 0.73). A.

decrease in emotion-focused coping styles (MD = 2.20) is alsO
detected, however this is not slgpi Zicant. There appears to be
very little difference betwe~ ••vrctest and posttest, in most Of
the coping sub-scales, for the group as a whole.

Perceived control, Job Sa'tisfaction and Propensity to Leave

Hypotheses 1.3 to 1.5 state that at time 2, relative to time 1,
the group will exhibit increased perception of control, grea·ter
job satisfaction and lower propensity to leave. However, no
significant differences in means were found for perceived
control, job satisfaction or propensity to leave. A cursory
examination of the mean differences before and after the
programme, hints B't an increase in perceptions of control (MD = -

1.40), but no change in job satisfaction. A decrease in the mean
~core for propensity to leave (MD = 0.67) indicates an increase
in turnover intention (since a low score reflects a high
f 'opensity to leave).
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Interventions are designed to help individuals reduce individual
distress, and not to help clients comply with impossible or
unreasonable work demands, nor are they designed to solve
organisational problems (Reynolds & Shapiro, 1991).

The literature on coping, cognitive and behavioural control
coping also appears to presume to some extent a favourable
environment (Leiter, 1991). An assertive approach to job-related
problems in the absence of a supportive relationship with one's
supervisor and associated organisational resources, may only
lead to additional stressful incidents. This analysis indicates
that individual coping behaviours may be quite salient to
addressing ocoupational stressors, but only if these ooping
efforts are supported by oolleagues (Leiter, 1991).

Another way of explaining the findings above, relates to the
findings of those involved in researoh on work attitudes.
PreVious studies have shown that work attitudes are relatively
stable over time (staw & Ross, 1985; Cropanzans, James &
Konovsky, 1993). In longitudinal research, Staw & Ross (1985)
found that job satisfaotion scores remain oorrelated over time,
and that this oan occur even when individuals change ocoupations
or employe~s. Newton & Keenan (1985) found that although ohanges
do ooour as a :r:esultof the environment, the rerik ordeJ:'among
individuals tends to remain somewhat stable. This relative
stability has been attributed to certain personality
dispositions (Cropanzano, James & Konovsky, 1993).

POSITIVE AFFECTIVITY AND NEGATIVE AFFECTIVITY

The second objecti ve of the present study was explore'tory f with
the aim of disoovering whether positive and negative affeotivity
influences the extent to which employees benefit from the
programl1le.
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interao~ion between individuals and their working environment,
then there are two ways of reducing stress: by reducing or
removing environmental stressors, or by ohanging the way in
whioh individuals cope. However, the stress management
literature and research is concerned with individually-targeted
interventions. Typioally, methods draw heavily on anxiety
management, inoluding relaxation exeroises, biofeedbaok, and
oognitive reappraisal (Reynolds & Shapiro, 1991).

The ethical problems of selecting the individual employee as the
target for ohange, have been highlighted by Ganster, Mayes,
Sime, & Tharp (1982). They suggest that individual level
interventions imply that the problem resides primarily with the
LnddvLdua L, that tl,(:I.cesponsibility for change lies with the
workers, and that organisations are only responsible for
providing the servioes which assist the employees to change. No
attempt is made to remove the stressors from the environment,
and thus the interventions oan be sean as an attempt to inorease
employee tolerance of noxious or unacceptable job
charar.teristics. A mere ethical form of intervention is to
change environmental characteristics which contribute to
worl~ersI eltperiences of stress" Stress management programmes
should therefore be use~ in situations where environmental
stressors cannot be modified, or in conjunction with the removal
or reduction of environmental streSSOrs from the workplace
(Ganster et el, 1982).

One of the key assumptions in the stress intervention literature
is that stress has negative consequences for individuals and
organisations. Yet empirical evaluatjon studies are routinely
focused on the ind:lvidual-level chclllge(Burke , 1993). Research
on stress management programmes, While reporting statistical
significance of individual-level changes, often foil to reach
the level of clinical significance (Reynolds & Shapiro, 1991).
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Several explanations exist to account for these findings.
Firstly, according to the literature, it takes time to change
attitudes and behaviouJ:. It is possible that the period given to
change, between pre- and posttest, was inadequate to show
results.

According to Ellis (1978), changing one's way of vieWing events,
and breaking destructive patterns of behaviour, takes time and
practice. The stress management programme under review, focused
to a large extent on challenging one's own unrealistic
expectations of what one can be expected to achieve, and
managing one's resources more effectively. However, any form of
attitudinal change takes time to master, as does the practice of
new behaviours, The fact that post-test scores do not indicate
significant changes, may indicate that at time 2, the individual
is yet to readjust attitudes and behaviour.

Secondly, and a more likely explanation is, that the economic
goals of the organisation often take procedHnce over personal
health and welfare objectives (Cullen & Sandberg, 1987). This
means that in spite of training to deal with stress, the work
demands remain unchanged. This is shown in the post-test scores,
where employees do not experience change in their perceptions of
their work demand, and levels of social stress, is still a
reality of their daily work pres~ures.

The recent development in the psychological literature on
occupational stress has beHn the evaluation of interventions
Which aim to reduce occupational stress (ReYllolds & Shapiro
(1991), Lack of consistent findings in stress management
research has been ascribed to the inadequate use of controls,
lack of follow-up, and inadequacy of outcome measures. However,
Reynolds & Shapiro (1991) suggest that the assumptions of stress
management interventions need some addreSSing. If stress is
defined in the interactionist framework as the product of the
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taken of the pretest ~orrelational findings, then perhaps it may
be said that job satisfaction is derived from constructive forms
of coping (Planful problem-solving, self control and social
support); while stressors experienced in the workplace are
related to expressed intentions to "...,3.ve.

Propensity to leave

Hypothesis l.~ stated that the group, at time 2, relative to
time I, would exhibit lower propensity to lc=ave the
organisation.

No Significant change was observed in propensity to leave after
the programme. On closer inspection of the mean scores at
pretest and posttest, a slight increase was obServed.
Furthermore, upon follow up with the company, it was discovered
that at least two employees had left the company soon after the
programme.

This may be explained by enduring levels of stress after the
programme, as Fang & Eaba (1993) have found stress to be
directly related to intentions to quit. The correlational
analysis at time 1 also revealed a strong positive relationship
between work stresS and propensity to leave. Higgins (1986)
found that even though participants of stress management
programmes reported lower stress, the programmes were not
effective in reducing withdrawal behaviour of the participants.
Leaving the organisation is the most extreme form of withdrawal
behaviour (Higgins, 1986).

The overall evidence suggests that the stress management
programme was not effective in reducing stress, increasing
coping skills, he~ghtening perceptions of control, or improving
job satisfaction. Furthermore, propensity to leave was found to
increase.
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Job Satisfaction

Hypothesis 1.4 stated that the group, at time 2, relative to
time 1, would exhibit greater job satisfaction.

No significant change was observed in job satisfaction after the
programme. Researwhers have consistently found stress to be
negatively related to satisfaction (eg. Kirkaldy, 1993; Fang &
Baba, 1993; Terry, Nielsen & perchard, 1993). This is supported
from the findings of the correlational analysls at time 1.

Terry, Nielsen & Perchard (1993) found that job satisfaction
displayed a higher correlation with supervisor support (r~.42i
p<.Ol), than with co-worker support (r=.34; p<.01) in a sample
of 153 employees in a public sector organisation. There was some
evidence to suggest that the availability of work-related
support from the supervisor buffered the negative effects of
work stress. Job satisfaction was found to be related to social
&JPport in the correlations at time 1 (refer to Table 5),
supporting the findings of Terry et al (19Q3). However, in the
study, there was some c·ridence that interpersonal or social
stress in the organisatior is fairly high. Furthermore, there
seems to be little opportunity in the organisation to develop
and rely on social support, possibly due to an overformalised
hierarchical structure, which restricts communication between
people on different levels of the organisation. This may account
for the high interpersonal conflict and presence of sooial
stress. Perhaps the fact that there was little change in job
satisfaction, is partly due to this lack of supervisory or
social support in the organisation, and sOcial stress.

The finding of Terry, Nielsen & Perchard (1993), that the
experienoe of quanti~ative work overload did not have a
significant main effect on job satisfaction, is also consistent
with the findings of this study. If a broader perspective is
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emotion at any given phase of a stressful encounter. These
reflect individual differences in cognitive appraisal and
coping.

Perceived control

Hypothesis 1.3 stated that the group, at time 2, relative to
time 1, would exhibit increased perception of control.

No significant change was observed in perceived co~trol after
the programme. However, there was some indication, in directly
comparing pre- and posttest means, that perceived uontrol was
slightly increased. In the literature, it has been suggested,
that people tend to use more problem-fooused coping in
situations appraised as controllable; and more emotion-focused
coping in situations where it was believed that few options
exist to affect the outoome (Folkman & Lazarus, 1985). Findings
have been conSistent with this theory. Folkman, Lazarus, Dunkel-
Bchette , DeLongis & Gruen (l98S) found that where subjeots
appraised enoounters as ohangeable, subjeots accepted more
responsibility and used mOre oonf~ontive ooping, planful
problem-solving, and positive reappraisal. However, in
Situations they appraised as uncontrollable, or having to be
acoepted, Subjects used more distancing and escape-avoidance
(Roth & Cohen, 1986).

The link established in the literature between perceived control
and constructive coping behaviours is evident in the present
study, as in the posttest assessment, subjects were found to
experience a mean increase in peroeived control and a deorease
in avoidance coping.
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is viewed, not as a situation-transcending character trait, but
following the established perspective of Lazarus & Folkman
(1985) then coping is the implementation of strategies designed
to help the individual deal with stressors in the environment,
and the impact of coping will only be evident when the person is
undergoing stress or strain. 'l'husevidence of change in coping
strategies, may not be i~nediate, as they may take time to
implement in complex, demanding environments (Koeske, Kirl{ &

Koeske, 1993). This may account for a general change in
orientation towards coping, rather than obvious improvements in
specific coping strategies, following the programme.

Coping is a complex process. Folkman & Lazarus (1985) found in
their study of coping with mid-term exams, that students used
combd.natiLoneof most of the available forms of problem- focused
coping and emotion-focused coping at every stage of the exam.
Different forms of coping were salient during antiCipation and
waiting stages. Problem-focused coping was more salient in the
former, and distancing more prominent during the latter (Folkman
& Lazarus, 1985). According to Folkman & Lazarus (1988) it is
tempting to argue that p1anful problem-solving is an inherently
adaptive form of coping and confrontive coping and distancing
are inherently maladaptive. However, it important to consider
that the adaptive value of a coping process often depends on the
context. Therefore repeated attempts at planful problem-solving
may be maladaptive in circumstances where nothing can be done to
alter the outcome. Ultimately coping is difficult to evaluate,
as the appropriateness of the coping strategy can only be
evaluated in the context of the situation.

People cope in complex ways (Folkman & Lazarus, 1985).
Furthermore, according to Folkman & Lazarus (1985), at any given
phase of a stressful encounter, people are likely to experience
seemingly contradictory states of mind and emotion. According to
Folkman & Lazarus (1985), there are substantial differences in
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Although avoidant strategies seem useful in that they may reduce
stress and prevent anxiety from becoming crippling (Roth &
Cohen, 1986), avoidance is unsustainable in the long-term
(Folkman & Lazarus, 1988). Approach strategies allow for
appropriate action and the possibility for noticing and taking
advantage of changes in a situati(~ that might make it more
controllable (Roth & Cohen, 1986).

Roeske, Kirk & Roeske (1993) found that evidence for a
beneficial role for avoidance strategies was lacking or minimal.
Workers Who predominantly or exclusively relied on avoidant
strategies showed significantly poorer outcomes, allowing a
process of strain and poor morale to be set in motion, which
worsens as the job proceeds (Kocske, Kirk & Koesks, 1993).
Leiter (1991) also found that workers who used escapist coping
strategies tended to experience greater levels of emotional
exhaustion, and an ineffective means of avoiding burnout. This
perspective finds support in the correlational analysis in the
present study at time 1, where escape-avoidance coping was found
to be significantly related to perceived occupational stress,
work dissatisfaction, expressed need for recreation, social
stress and work overload. Thus the orientation away from
avoidance coping, as reported at time 2, is regarded as a
positive change in coping strategy.

There was some indication that after the programme, there was a
slight decrease in emotion-focused coping styles. This was also
seen as a positive trend.

Overall, although coping strategies were not found to change
significantly, (with the exception of the orientation away from
escape-avoidance), this was not unexpected. According to the
definition of coping adopted in the present study, coping is
seen as an evolving strategy, rather than a coping disposition
or style. According to Koeske, Kirk & Roeske (1993), if coping
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the strategies used to reduoe stress, and partly from the way in
which stress is viewed.

A stressful encounter should be viewed as a dynamic, unfolding
process, not as a static, unitary event (Folkman & Lazarus,
1985). The experience of stress does not depend on the events
over one or two days, or even weeks. The experience of stress is
often chronic (Chen & Speotor, 1991), rather than acute, with
several demands being made on employees to sustain top
performance levels, with ever-increasing workloads. To some
extent, while stress management programmes can instruct people
how to deal with internal and external pressures, the reality of
long-term work demands, seldom changes.

Coping

Hypothesis 1.2 stated that the group, at time 2, relativA to
time 1, would exhibit improved coping skills.

In the preliminary analysis, measures of stress and coping were
oorrelated, confirming that certain ooping styles are related to
speoific dimensions of occupational stress. Emotion-focused
coping strategies were found to be significantly related to
occupation stress, while problem-focused coping strategies were
not. However, in the pretest-posttest analysis, there was no
significant difference in overall coping (problem-focused or
emotion-focused).

There was a significant ohange in the 'escape-avoidance' sub-
scale. The results show that individuals after the programme
were less likely to attempt to avoid, or escape from their
problems, than before the stress management programme. Borrowing
from Roth & Cohen's (1986) framework, "approach' and "avoidance'
are "simply metaphors for cognitive ar~ emotional activity that
is oriented either towards or away from threat" (p. 813).
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Stress

Hypothesis 1.1 stated that the group, at time 2, relative to
time 1, would exhibit lower stress.

The results of the study show no significant difference in
perceived occupational stress for the participants ~n the
programme. This finding is not totally inconsistent with
findings of previous researoh. Although Higgins (1986) found
that participants in two different stress management programmes
had lower post-treatment scores than non-participants on
measures of psychological stress, emotional exhaustion, and
personal strain, other studies have found that stress management
techniques have not been convincingly successful in reducing
stress (eg. Burke, 1993). Murphy (1984) reported a trend towaru~
baseline levels in the weeks following stress management
programmes.

There was some indication from the results, that percep~ions of
work overload were redUced following the programme. This is
consistent with the philosophy of stress management, which,
following Burke (1993), seeks to help indi~':duals assess demands
in terms of their competencies, and thereby make the stimuli
seem less overwhelming.

Another interesting finding was that ambition appears to have
decreased at time 2, perhaps indicating that due to the focus of
the programme on goal-setting and planning, subjects had become
little more realistic about their goals after the programme
(Burke, 1993).

The success of the programme under review, in terms Of
addressing stress, was disappointing, but predictable. This lack
nf conVincing success of stress management programmes in the
literature, research and the present study, may stem partly from
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CHAPTER 4

DISCUSSION OF RESULTS

The purpose of the present study was to evaluate the
effectiveness of a stress management programme by examining
stress, coping, perception of corrtroL, job satisfaction and
propensity to leave, prior to, and fullowing, the programme
intervention.

The second aim of tih.ts "ltudywas to determine whether, over the
course of the intervention, there would be significant
differences for those demonstrating negative or positive
affective predispositions.

In the following sectlon, the results of the study are discussed
in relation -tothe literature, together with the theoretical and
practical implications of the findings. The limitations of the
study are considered, and directions for future research
outlined.

THE EFFICACY OF THE S MANAGEMENT PROGRAMME

According to Hiebert (1988), a stress management programme
should: improve the employee's problem-focused functioning by
skills development and training; increase resources such as
problem-solving skills; improve the employee's emotion-focused
coping by temperJng physiological, cognitive and behavioural
reactions to stressors; and provide didactic information
regarding stress reactions, and increase the employee's sense of
personal control over their lives.
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Table 10 Symbolic representation of directions of change in
means from pretest to posstest for the entire sample (N=15); for
the positive affective sub-group (n=7), and the negative
affective sub-group (n=5)

Variables
.:=:.'1': ...."

Samp.:.c, '.Jos Neg
Group Affec Affec
N=15 (n=7) (n=5l

+ + +

+ 0 +
+ - +
- 0 -- - -
+ + +
- - -
- + -- - -
0 + -- 0 -
- + -
+ + +
- - +
- - -
- 0 -
+ + +
- 0 -
+ + +

- + -
+ + +

Perceived Occupational Stress
-work dissatisfaction
-work demands
-recreation
~ambition
....social stress
-overload
Problem-focussed coping
-COnfr:ontive coping .
-Planful Problem-Solving
-Seeking Social Support
Emotion-focussed coping
-Distancing
....Self·-control
-ACCepting Responsibility
-Escape-Avoidance
-Positive Reappraisal
-Seeking Social Support
Perceived Control
Job Satisfaction
propensity to Leave

Where
+ represents an increase from time 1 to time 2

represents a decrease from time 3. to time 2
o represents no change from time 1 to time 2



Overall the findings of the study suggest tL, c affectivity is
predictive of the relationships batween variables at time land
time 2. However, very little change in variables for positive
and negative affective individuals is evident from pretest to
posttest. Broadly speaking, this points to the stability of
trait affectivity, in spite of the intervention, over the period
under review.

'l'HgORET lCAL IMPLICA'r IONS

According to Latack & Havlovic (1992), the task of researohers,
is to advance knowledge of copLnq processes in worl{
or~ranisations. The ultimate goal, is to "pr'cv Lde some order and
integration that will adVance coping research and spur
applioation of new knowledge to pressing managerial p:r:oblemsII
(Latack & Havlovio, 1992, p. 480). The subject of workaitQ
stress management programmes, according to Reynolds & Shapiro
(1991) is therefore 01ear1y cited in the domain oi:
organisational psychology. Reynolds & Shapiro (1991) suggest
that some of the organisational psychology frameworks would be
more a~~ropriate for the oonceptualisation of stress management
programmes than the prominent "medioal model' of stress
management, 0urrerltly in consultation. The open-systems approach
(Katz & Kahn, .378), or the organisational development approach
(the application of behaVioural science interventions in order
to enhance organisational effectiveness and employee well-~ ,ing)
(Beer & Walton, 1990), may well be suited to the practical
problem of reducing oocupational stress which may have negative
effects on the well-being of employees and on the effeotiv~nes ..
of organisations (Reynolds & Shapiro, 1991). Frameworks such as
the technostructural approach suggest interventions which focus
on changes in job design, organisational structure, control,
information and reward systems; the bUlllan~proc.essapproach
emphasises the central role ('1f into~'personal and group processes
fn the functioning of the organisation. However, the specific
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Overall the findings of the study suggest that affectivity is
prediotive of the relationships between variables at time 1 and
time 2. However, very little ohange in variables for pOSitive
and negative affective individuals is evident from pretest to
posttest. Broadly speaking, this points to the stability of
t "ait affectivity, in spite Clf the intervention, over the period
under r.eview.

'rHEORETICAL IMPLICATIONS

According to Latack $. Hevlovic (1992), the task of researchers,
is to advance knowledge of coping prooesses in work
organisations. The ultimate goal, is to "provide some order and
integration that will advance ooping researoh and spur
application of new knowledge to preSSing managerial problems"
(Lataok $. Havlovic, 1992, p. 480). The subject of worksite
stress management programmes, according to Reynolds $. Shapiro
(1991) is therefore clearly cited in the domain of
organisational psy\.,)ology.Reynolds $. Shapiro (1991) suggest
that some of the organisational psyc.:hology framewol~'<swould be
more appropriate for the conceptualisation of stress management
programmes than the prominnnt 'medical model' of stress
management, currently in consultation. The open-systems approaoh
(Katz & Kahn, 1978), or the organisational development approach
(the application of behavioural scienoe interventions in order
to enhance organisational effectiveness and employee wellNbeing)
(Beer ~ Walton, 1990), may well be suited to the praotical
problem of reducing occupational stress wh~ch may have negative
effects on the well-being of employees and on the effectiveness
of organisations (Reynolds & Shapiro, 1991). Frameworks such as
the technostructurel approach suggest interventions which focus
on changes in job design, organisational structure, control,
infOrmation and reward systems; the human-process approech
emphasiSes the Central role of interpersonal and group processes
in 'the functioning of the ol'ganisation. HO\,leverI the speci'£ic
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Jab Satisfaction

Based on pretest evaluations, positive affectivity was found to
be significantly related to job satisfaction before the
programme. In other words, positive affective people are more
likely to experience higher job satisfaction. This is consistent
with earlier findings of Staw & Ross (1985) that positive and
negative affectivity may explain variations in employees job
satisfaction. Cropanzana, James & Konovsky (1993) also found
evidence that trait af:fectivity may pr(adict job satisfaction,
but in a complex fashion.

The results show that there are slight differences in mean
measures of job satisfaction between positive and negative
affecti ve subj ects, prior to, and following the progl.'ammB.
However, Ln the ena l.yad.s of pretest and posttest data, it was
found that negative affectivity is in fact related to a decrease
in job satisfaction botween pre- and posttest. Positive
affectivity was found to be related to an increase in job
satisfaction from pretest to posttest. These results support the
findings of Cropanzana et al, (1993), and provide some evidenCe
for the pervasiveness of affectivity in the face of changing
environmental conditions.

Propensity to Leave

Positive affeotivity was significantly inversely related to
propensity to leave (Positive affective employees are less
likely to consider leaving the organisation) at time 1.
However there \'lereno significant differences between positive
and negative affective subjects before or after the programme.
Propensity to leave was, however, slightly increased for both
groups, The increase in intention to leave h~_ been discussed
with regard to the entire sample.
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hostile, demanding and distant. Low negative affective
individuals are more gregarious, aympet het Lc , and dependable and
are generally more pleasalit to be around. 'rhey are mcre
dependable and conventional.

While these results find support in the literature, the
possibility that negative affectivity may contaminate the
reporting of social support, thereby obfuscating the true
relations between sooial support and indices of distress
(Ell:i.ott,Marmarosh & Pickelman, 1994) I cannot be ignored.

Perceptions o£ Control

The study shows differences in mean measures of perceived
control between positive and negative affective subjects, prior
to, and fallowing the programme. It was found that positive
affective subjects perceive significantly more control after the
programme, than negative affective subjects. However, prior to
the programme, although positive affective subjects perceived
higher personal control, the difference was not signi£ict.l.nt,
indicating that perhaps the 'gap' between the mean scores has
increased between these two groups of subjects. This finding was
confirmed in the correlational analysis of change scores, where
positive affective individuals were found to experience greater
ohange in perceived control. This is consistent with
e'tpectat:ionsthat disposi tionally optimistic people would be
most likely to recognise opportunities to challenge problems,
using problem~solving techniques (Strutton & Lumpkin, 1992).

In the present study, peroeivad control was found to increase
somewhat for both positive and negative affective individuals.
This was an expaotied outicoma of the stress management: programme,
and has been discussed with regard to the entire sample.
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the literature as a positive outcome, as confrontive coping has
been consistently associated with worsened emotional states
(Folkman & Lazarus, 1988). Expression of negative emotion, as
ref J.ected in the items I II I expxeas anger to the person who
causes the problem ", has been found to make the person feel
worse (~olkman & Lazarus, 1986). Confrontiva ooping has been
as~ocie.ted with ul1.favourab1eenoounter outcomes (Folkman,
Lazarus, Dunkel-Schetter, DeLong is & Gruen, 1986), and is
conSidered a maladaptive form of problem-focused ooping, in that
it fails to improve the person-environment fit, and it fails to
relieve emotional distress (Folkman & Lazarus, 1988). However,
it must be remembered that people cope in complex ways (Folkman
& L~zarus, 1985). In many ways ourrent theory is inadequate in
e:&p.Laininghow ooping mechanisms fUnotion (aurke, 1993), and
when coping is maladaptive.

It was also found in the present study, that while high positive
affective individuals did not seek to increase their social
support from time 1 to time 2, high negative affective
individuals were found to decrease their seeking of social
support from time 1 to time 2.

Social support has been identified in the literature as an
important ooping resouroe (Moos, 1992), to be cultivated,
maintained, and used (or not used) in different situations. The
resourca can be drawn upon for emotional support, contributing
to the feeling that the individual is cared for, or loved.
Tangible support, involving direct assistance, or advice, is
also part of sOcial support.

The finding in the present study is consistent w~lh the
literature. Low negativ(i\affective individuals have been found
in previous research to value social relationships, and work
harder to maintain them (Watson & Clark, 1984). High negative
affective subjects are more inJependant and non-conformist, more
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(1965) analysis of clinician's Q-sorts, typical high negative
affective subjects were charaoterised as introspeotive and
concerned with self as object, tending to ruminate and have
persistently preoccupying thoughts, and often engaging in
personal fantasy I daydreams and fictional specula'tion.

LoW negative affective people are described as being able to
handle anxiety and conflicts, by refusing to recognise their
preSence. They tend to display repressive or dissociative
tendencies, but pride themselves on being rational, and
'objective' (Slock, 1965). Thus low negative affective
individuals, rather than high negative affective subjects,saem
to rely on escape-avoidance. 'Phis is contrary to the findings in
the present study.

Watson & Clark (1984) suggest that ~ubjects high in negative
affeotivity are more focused on t~em~elves and their feelings,
are more emotionally self-aware, at t~e same time, however, are
highly distressed and poorly adj~sted. High negative affectivity
individuals may experi0nce higher negative emotion to begin
with, but this distress may als~ increase with excessive
rumination over their mistakes (Watson & Clark, 1984).

According to Elliott, Marmarosh & Pickel man (1994), the outcomes
of stress in high n0gative affdctlva people, may be due to a
tendency for persons nl~h ~. negative affectivity to be vigilant
to threats from the en~·r0nuent. According to Elliott, Marmarosh
& Pickelman (19S4), negative affectivity has emerged as a strong
predictor of stress appraisal processes and the use of emotion-
focused coping in stredsful encounters over a five weak period.

Negative affectivity was found to be related to a greater change
in confrontiva coping during participation in the programme. The
gl.·Oupmeans of the high liegative affective subjects befox'e and
after, reflect a decrease on confront~~e coping. This is seen in
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higher use of escape~avoidance strategies to cope with stress,
than did positive effective subjects at both time 1 and at time
2. These two sets of results indicate a very different coping
style, associated with mood disposition. These findings are
explored further in the context of the literature.

Planful problem~solving, related to positive affectivity at both
p~.~est and posttest, has also been found to be associated with
improved emotional states (Folkman & Lazarus, 1988), and
negatively correlated with symptoms (Folkman, Lazarus, Dunkel~
Schetter, DeLongis & Gruen, 1986). The explanation offered is
that people can begin to feel better when they turn to the
problem that is causing distress (Folkman & Lazarus, 1988). An
alternative explanation off 'red by Folkman & Lazarus (1988), is
that planful problem-solvil~ CAn result in an improved person-
environment relationship, which should lead to a more favourable
cognitive appraisal and hence a more positive emotional
response. The latter explanation has empirical support (eg.
Folkman, Lazarus, Dunkel~Schetter, DeLongis & Gruen, 1986). This
insight fits the data in the present study, as positive
affective individuals are believed to seek out the positive
experiences, even in challenging situations.

However, the literature on the relationship between affectivity
and approach/ avoidance of threatening stimuli, is ambiguous
(Watson & Clark, 1984). Some theorists argue that eSCBpe-
avoidance coping is familiar to negative affective subjects,
however, others argue that negative affectivity is related to
subjects wi1l.i.ngnessto confront internal psychological stimuli,
tO,analyse their own thoughts and feelings and behaviours. This
would indicate approach, rather than avoidance, even if only on
a cognitive, rather than a behavioural level. High negative
effeotive subjects have been found to talk more about themselves
(Axtell & Cole, 1971); are mora self~disclosing in group
discussions (Ancuoz , Vojtisek & Patt~rson, 1973). In B).ock's
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negative affectj.vity have a greater need for 900iaJ approval or
affiliation, and are thus more conventional and conformist in
their behaviour. They are more cooperative and oonsiderate, High
negative affective people e~e less interested in getting along
with their critics. Furthermore, it has been found that in
stress situations, individuals high in negative affectivity show
a decreased desj,re for affiliation (watson & Clark, 1984). This
was also found in a study by Elliott, Marmarosh & Pickelman
(1994), where social integration was found to be signifioantly
negatively correlated with trait negative affectivity (r~-.37;
p<O,Ol) in a sample of 100 suLjects.

Coping

Although changes in mean scores by and large have failed to
reach significance, certain patterns of relationships between
positive and negative affectivity and coping processes do
contribute interesting information about ways in which
personality is related to coping, The results of the
correlational analysis suggest that while positive affectivity
is related to planful problem-solving and problem-focused
coping~ negative affective people are clearly not oriented
towards problem-solving, and may jn fact be oriented away from
problem-solving. Correlational relationships suggest that
negative affective people tend to use more emotion-focused
coping strategies to deal with stress. In the correlations,
negativity affectivity was found to exhibit a strong positive
correlation with esoape-avoidance coping; while positive
affectivity was found to be inverse" related to escape-
avoidance.

Positive affeotive people reported a significantly higher use of
planful problem-solving strategies to oope with stress, than did
negative affective subjects, both before and after the
programme. Negative affective subjects reported a significantly
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workload, constraints and interpersonal conflict) and job
strains (job satisfaction, work anxiety, and somatic symptoms)
over the period of a year (Spector & O'Connell, 1994).

Watson & Clark (1984) summarised the findings of 30 studies of
stress-related changes in state anxiety as a function of
neg'ltive affectivity. Changes in psychological or physical
stress from r,seline levels to a.~er exposure to a stressor,
w~ra monitored, and for each of the studies, the magnitude of
state anxiety increase was noted for high and low negative
affective cases. The results showed that in only fiv8 of the 30
studies, that the magnitude of increase was greater for high
negative affective subjects.

Thus althoLgh the relationship of affective disposition to
stress reactivity is not entirely clear, it seemS that the
stability to trait affectivity is emerging in the literature,
and is increasingly b~ing used to explain the findings of stress
research. The present research supports the notion of
affectivity as a prevailing state, since very little evidence
has emerged to suggest that high negative or positive affective
individuals are reactive to the stress reduction training.

Another interesting finding to eme~ge in the study, was that
follOwing the programme, the more negative affectivity reported,
the less the changt in perceptions of social stress. In other
words, social stress is more difficult to combat if the people
perceiving the stress al:'enegative affective. Social stress
refers to stressful relationships with colleagues, where there
may be differences of opinion, difficulties in having one's
opinion heard, or perhaps receiving little or no acknowledgement
from one's colleagues for one's work (Weyer & Hodapp, 1975).

This finding is consistent with the literature on negative
affectivity. According to Watson & Clark (1984), people low in
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1993), so is it equally unclear to wrat extent high negative or
positive affective peop~e will react to stress reduction
training.

Some theorists argue that stress is a highly reactive state.
i.e. people high in negative affectivity will always be more
sensitive to daily stressors (eg. Marco & Suls, 1993).

Stress reaotivity of negative and positive affeotive people has
been investigated in the context of the effects of daily stress
on negative mood states within and across days (Marco & Suls,
1993). The short-term str'essors dre believed to Ol"eate
disorepanoies between demands of the situation and resources of
the person, thereby oausing aoute distress. However, the extent
to whioh these short-term stressors are believed to 'spillover'
acroSS days, is believed to be due to trait affectivity. Marco &
Suls (1993) found that .,It'oblemsengendered more distress for
high negative affective individuals than for low negative
affeotive people, providing support for the notion that negative
affectivity is a reactive state. They conclude that both
exposure and reactivity to stressful situations by negative
affeotive individuals may accc lnt for their ohronic levels of
distress (Marco & Suls, 1993).

However, correlations between negative affectivity and mood in
non-stressful situations indicate that affectivity may be a
~~evailing state. The lack of clarity ~egarding reActivity of
high negative affective individuals has been attributed to the
stability of the trait af£ectivity construct.

Affectivity is believed to reflect pervasive emotional states,
and self-concepts, which are not expeoted to change in the faoe
of 'transient' subjective distress. spector & Q'Connel (1994)
found that personality could be used as a significant prediotor
of job stressors (autonomy, role ambiguity, role conflict,
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spector & O'Connell (1994) found that respondents high in
negative affectivity would report greater levels of stressors
and strains across all measures in a longitudinal study (over
one year), than respon .ants low in negative affectivity.

This is also consistent with watson & Clarkls (1984) findings
that high negative affective subjects report more distress
across a wide variety of situations, both stress and non-stress,
thereby refuting the belief that high negative affective people
are similar to low negative affective subjects in the absence of
overt stress (Watson & Clark, 1984).

The emerging patterns of association with affectivity seem to
indicate that positive and negative affectivity do indeed
influenoe the subjective experience of stress. This was expected
at time 1.

However, in comparisons of positive and negative groups, before
and after the programme, the negative affective group scored
consistently higher for all stress measures. In particular,
negative affective individuals perceived consistently higher
occupational stress and work dissatisfaction. This finding is
interesting in the light of recent debate regarding affectivity.
Although it has been established in previous research, that high
negative nffective indiViduals report more stress in their daily
lives (Watson & Clark, 1984), the tOllmoral dynamics of how high
negative affective individuals, in contrast with how low
negative affeotive individuals respond to da11y problems is
unclear (Marco & Suls, 1993). In other words, the relationship
of affectivity to change in the environment is unclear.

I"J.lhisdebate is highly relevant to the present study. Just as it
is not clear in the literature to what extent high negative
affective people are instrumental in creating potentially
stressful situatior~ for themselves (Burke, Brief & GLorge,
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In the present study it was found that positive and negative
affectivity as -trait dispositions, sustain differences in
perceptions of stress at both pre- and posttest evaluations.
Affectivity is seen to influence the outcomes of stress
management training in the present study, to the extent that
stable differences between negative and positive mood
dispositions inform the ·.ssociations with stress and coping
before and after the programme. Subjects provide evidence for
this explanation, as positive and negative affective subjects
were found to display consistently different work attitudes in
terms of stress, coping, perceptions of control, job
satisfaction, and propensity to leave, both prior to, and
following the programme.

stress

Before the programme, a strong pattern of influence between
positive affectivity and perceived occupational stress, and
between negative affectivity and perceived occupational stress
was eVident. This result clearly demonstrates support for the
theory that positive and negative affective subjects have
different ways of perceiving events in their work environments,
and their interpretation of events as threatening. This is
consistent with findings that negative affectivity is a strong
predictor of stress appraisal processes (3lliott, Marmarosh &
Pickelm~n, 1994).

At time 1, positive affective subjects tended to perceive lower
work demands; lower work dissatisfaction; lower need for
recreation; lower social stress and less overload (see Table 7).
Subjects scoring high 1n negative affectivity, tended to
perdeive significantly higher occupatiol~l stress; higher work
dissatisfaction; and overload. The differences detected in the
present study are supported in previous research.
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In stress management research, the question must be asked, "to
what extent does the coping measure suggest specific management
interventions and training for employees in how to deal with
stress on the job?" (Latack & Havlovic, 1992, p. 495).
Researchers have been criticised for focusing on research that
does not tie closely to practical organisational problems.
Although the field of stress management knowledge cannot be
advanced if it driven solely by pragmatic concerns, inherent in
coping research, is the ultimate application of this knowledge
to reducinc the high costs of stress in organisations (Latack &
Havlovic, 1992).

Clearly more research is needed to provide answers to these
important issues. Watson & Clark (1984) use the fitting
expression that 'it is only when one can see the whole elephant,
that a clearer and more accurate conception of the animal
emerges t,
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CHAPTER 5

SUMMARY AND CONCLUSION

In terms of Hiebert's (1988) criteria, a stress management
programme should improve the employee's prob1em-focu.sed
-tunotionjng by skills development and trai.ning; inorease
resources such as problem-solving skills; improve the employee's
emotion-focused ooping by tempering physiological, cognitive and
behavioural reactions to stressors; and provide didactic
information regarding stress reaotions, and increase the
employee's seli.seof personal control over their lives.

The main findings of the study were that the stress management
programme intervention yielded only small ohanges in b ...ress,
ooping, peroeived control, job satisfaction and propensity to
leave, often contrary to assumed directions.

These findings oan be explained in terms of the stability of
personality over time, which discQurages meaningful ohanges in
peoples' reactions to short-term changes in the environment, or
it could be explained by use of individual-level stress
management interventions, which are ineffective in reducing
chronic stress. From the study, it is not olear which
explanation is true.

~~e data support Tellegen's two factor model of Dff~otivity,
finding pervasive and stable individual differences in mood
(Watson & Tellegen, 1985). High negative affective individuals
are more likely to report distress and dissatisfaction over time
regardless of the situation, even in the absence of any oY~~r
source of stress (Watson & Clark, 1984).
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Gender may also represent a cause for future consideration.
Evidence indicates that WOmen may score higher than men on some
measures of negative affectivity (Burke. Brief & George, 1993).

ReynOlds & Shapiro (1991) identify an urgent need for stress
man~gement interventions to overcome the resistanoe of
organisations to considering organisational ohange. Likewise in
stress-management resGarch, researchers appear to have resisted
working at an organisational level (Reynolds & Shapiro, 1991).
The development of new interventicn strategie~ lies in the
research efforts directed at organisation-level interventions,
rather than purely an individual-level focus.
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broadly. Clearly more research is needed to address the above
concerns.

DIRECTIONS FOR FUTURE RES~RCH

Negative affectivity's long-term stability is not as high as
that of many other dispositions (Watson & Clark, 1984), and
considerable changes in trait level over the course of 6 months
are not unusual. Watson & Cla'K (1984) question the likely
causes of these changes. Do they reflect exogenous influences
such as major life events, or are changes due to endogenous
factors such as maturational effeots, changes in attitude or
self-concept? More research is required to discover the
contributions of these various sources, and to identify other
factors differentially related to positive and negative
affectivity.

It has been noted that several research issues related to stress
management interventions need attention, including a stronger
theory base, targeting situational stressors and focusing on
relapse prevention (Latack & Hovlovic, 1992). More research on
situational stressors is needed to inform the situational
interventions which could be applied, and inform the types of
strategies which would benefit individuals in that context.

The foous of this study has boen to evaluate the effeotiveness
of a stress management programme, without investigating the
8pecifio effects of the different components or teohniques of
the programme. Reynolds, Taylor & Shapiro (1993) have recognised
the need to identify the differential ef£ectiv~ness of
components of stress management training, in order that
programmes may be modified to maximise positive outoomes.
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additional information from the particj~ants. Alternative
qualitative methodologies, such as follow-up interviewing may
have given some insight into the way individuals perceived the
stress management programme. Perhaps spurious outcomes of the
study have resulted from the possibjlity that the programme was
not meeting the needs of the participants from their subjective
points of v.iew.

Furthermore, follow~up enquiries lead to the discovery that at
least two of the programme participants had left the company.
Thus the hypothesised relationships between research variables
may have been confounded by circumstRnces unknown to the
researcher. These circumstances may have been discovered in
follow-up interviews.

All of the above factors considerably ',Ieakenedthe strength of
the design and the generalisability of the results of the study.
However , as Latack & Havlovic ( .992) indicate, in stress
management research, the •specificity-generalisability 1 balance
may be difficult to achieve due to tne importance of
understanding specific conteKtual factors (such as
organisational culture) which contribute to job stress and the
types of coping strategies used.

rolkman & Lazarus (1988) indicate that the coping measures
preclude definite causal statements of the findings, because the
data are retrospective, and self-reports may be affected by
memory bias. Furthermore, the measurement of coping strategies
is not highly developed (Koeske, Kirk & Koeske, 1993). Thus
While evidence on how to decrease stress and improve peoples 1

ability to cope is less than adequate (Latack & Havlovic, 1992),
it is diffiuult to develop sufficiently generic measures which
are useful in advancing theoretical understanding (Latack &
Hav1ovic, 1992). This :!.sseen as a limitat~.on, not only Ln the
present study, but as a concern plaguing research on coping more
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job classifications, working under the same conditions as those
in the experimental group. However, it was not considered
feasible to attempt to construct a control group, since the
control organisation would most likely differ in too many
significant ways fr.omthe 'experimental group', to make a
comparison realistid.

The size of the sample in this study, is also seen as a
limitation. However, in spite of the inadequate sample size,
certain important findings were reported. This study should be
seen as a basis for future research, investigating the
relationships between stable personality dispositions an~ stress
reduction programmes, ~t the individual and organisational
levels.

Although the posttest evaluation was administered before the end
of the scheduled programme, which is a limitation, it was during
the self-directed work phase, and was considered not to have
impacted on the resultE. )f the study. Furthermore, the posttest
evaluation was still in compliance wlth Ganster et aI's (1982)
minimum estimation of 16 hours of instruction, for stress
reduction techniques to bring about change.

A follow-up questionnaire was to be administered approximately
eight weeks after conclusion of the programme to assess whether
the benefits of ·theprogramme are relatively endu:ring, and to
reduce any possible test effects. However, due to various
postponements and del~vs of the programme, the remaining time
did not allow for this follow-up evaluation. However, since the
intervention was not found to impact greatly on the sample, the
need for folloW-up evaluation was decreased.

Research approach
The measuring instruments used in the present study USe a
forced-choice format, precluding subjective explanations and
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application of these frameworks to the problems of stress
managment requires further research.

PRACTICAL IMPLICATIONS

Murphy (1984) identifies a clear danger in organisations
offering stress management training to workers wIthout
attempting to improve work conditions which generate stress.
Stress management endeavours require a joint effo....·t of
management, Workforce and occupational health professionals
(Cullen & Sandberg, 1987).

FurthermOre, according to Burke (1993), there is a large gap
between wOrk stress researchers and practitioners. There is only
modest use of work stress findings fOr intervention and policy
development. The extensive use of individual-level stress
management interventions is surprising considering the evidence
that these interventions have been found to make a difference in
only temporarily reducing adverse responses to stress. Clearly,
the limits of individual-level interventions must be
acknowledged (Burke, 1993).

LIMITATIONS

Design
Since the entire organisation of 27 people, was partioipating in
the programme, it was impossible to draw a control group from
the participating organisation. Nor was it possible to randomly
allooate participants to experimental and control groups. An
attempt was made to identify a oontrol group, equivalent to the
experimental group for comparison. It was recognised that
oertain minimum or!teria would have to be met to 'o_'ea1:e'an
adequate oontrol group, The control group participants should be
located in a similar organisation, with the 9am~ or a similar
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S81iSe of any of the fil.,,,angs, I have to N)quest that you
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Dear Sirl Madal!\

This study forms part of a Thesis for a Maf.::tersDegree in
Industrial PsycholOgy at Wits University. The study is
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the way you cope with stress. You will Shortly be undergoing
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Please assist me by completing the attached questionnaire. As
l will be requesting your participation once again after your
stress management programme is concluded, I \'/illhave to
request that you write your name on the covering page of the
questionnaire. Once the questionnaires are completed, however,
the questionnaires will be coded, and the information
extracted will be completely anonymous and cannot be used by
your employer. to your disadvantage. 'rhere are no right (or
wrong) anawez a, so please express your true feelings in your
responses.
The questionnaire should take no more than about 30
minutes to comp Let.e, It is imp'ortant that you answer all of
the questions.
Thank you for participating in the study.

Yours sincerely

Karen Crous
Masters student
Wits School of Psychology
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SECTION F

The next set of Items deala with the
oVGral I 9atlsfaotion you fe&1 regarding
your job. Please place an X in tho box
you choose for cach Item.

DISA~IEE I STfiONGL¥

OISAGfl~E

I·.AGlllts rnONtllY
AGIIU:

UNO[GIOEU

i~',

Mark tho box of Your cholca with an X.
NOT yl:s
SUFI!:

1. How (ona woulq you I Ike to contInua working In tho present Job? Mark tho box of your
chalco with an X.

yeo. r 2

If you had to 'lui t work fur a while (for example, because of
Illness) would you return to your present job?

IIIANI<-'YOU FOn voun rIME

'I
I 'I
~.I



SECTIoN _£.

On a s~ale of 1 to 7. how would you rate the

followlhg questions?

= tota II y Inaccurate

= t o t a II y accurate

Accurate
lQlally Totally

lliaccurdle

2. When make plahs

1. Wheh I get ",hat I want l t ' e usually because I

worKed hard for It

t he m work

3. I prefer gameD l nvc l v l n s

requiring pure ski I I

learn almout anything If I set my mind

major accomplishments are entirely duo to

my hard work and abl I I ty

I u auu l l y don't set goals c e c a u ee I have a

hard time following throl,lgh o n them

Just by ~alng lucky



Pleaee mark the option you choose with an X. NOI USI:D USED

about how I am fee II no

and flsht for

say or do.

think about how a person I admire would
this situation and use that as a



Please mark the opt Ion yoU choose wi th an X.

grow as a person In a good way

or do somethln~ to make up

fe" I Ings out somehow

the problem on myself

out of the experience better than

change something so things wi I I turn
a l ] r I s h t

livold being with peopla In sonaral

let It got to me; refuse to think
I t

I ask a relative or friend I respect for

I keep others from knowing how bad thlnas
ilre

35. I make l J s h t of the s I t u a t Ion i refuse to
think too muoh about It

l
,

~



SECTION D

'fhe following section gives an Idea of how you
cope with various stres~ful ~ncounters. Each
Item represents a possible coping strategy.
P Iease read each item c a re f u II 'I and mark the
bQ~ of your choice with an X,

um QUm
A UJ[

Nor USlO I USED

smn'WlIAT

USED A GREAT

DEAL

just concentrate on what I have to do next
- The next stap

do so m e t h ln a which I don' t ~hlnk wll'
but at least I am doing something

reoponolble to

a miracle wi I I happ~n

with f a t e ; e crne t lm e a

s l Lv e r lining, so to
look on the brlsht sldu of things

more than u au.i l

express mY anger to the person(s) who
problem

I accept aympathy and Understanding from

to do something creative

try to forget the Whole thing

17. eet professional help
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