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ABSTRACT

The aim of the present thesis was to develop and test a process model
of the consequences and moderators of Industrial relations stressors. A
review of the literature revealed that conflict and change represent
central dimensions of both industrial relations and stress theory. Fur-
thermore, the practice of industrial relations is inherently stressful:
Forming a lsbour-management ralationship, joint decision-making, imple-

menting dndustrial relations decisions and breakdowns in  the

labour rel are all potentially stressful activities
for members of management and labour alike. However, despite the strong
theoretical and practical association between industrial relations and
stress, no attempt has been made to conduet a comprehensive  .pirical
investigation of the stress assouiated with the practice of industrial
relations, Accordingly, imr the present thesis, the stress associated with
a wide range of industrial relations events was examined,

Before investigating the industrial relations stress process, it
was necessary to develop an appropriste instrument to measure the stress
assoclated with dindustrial relations practice. Thus the initial study

was aimed at developing ths Industrial Relations Event Scale. This was

done using the life events » a8 well-d d means of

stress. Within the 1lifs events paradigm, Sarason's approach has been
well-received as it overcomes many of the criticlsms levelled against
earlier life event scales. Consaquontly, Sarason's fermat was adopted
for the development of the Industrial Relations Event Scale, The 63-item
Industrial Relations Event Scale contains three subscales, the occur~
rence, negative and positive scales. The occurrence scale assesses re-
trospectively the number of 4industrial relations evants that have
occurred over a 12-month perdod. As such, the occurrence score provides
an indax of objective stressors. Subjective measures of stress are pro-

vided by the positive and negative subscales of the Industrial Relations
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Event Scale. These scales reflect the parceived positive or negative
impact that each occurring event exerted on the respondent. *

Internal and temporal consistency were found to be satisfactory for
the Industrial Relations Event Scale. Concurrent validity was assessed

by correlating the three Industrial Relations Event Scale subscales with ?

of 1ly-related (i.e., role stress, job and '

o supervision satisfaction and propensity to leave the organisation).
e Significant correlations were found for the occurrence and negative
scales, but no significant correlates of the positive scale were re-
corded, Discriminant validity of the three Industrial Relations Event

Scale subscales was

by across 1ly R
different groups (i.e., race, union membership, union position, job ca-

tegory and degree of i{nvolvement in industrial relations). The results

revealed that the occurrence and negative scales discriminated consist~ o
. ently between groups. The positive scale did not discriminate consist- J
., ently batween groups. ,‘; °

Bacause excesslve questionnaire length can be a problem, a 20-item o
a short form of the Industrial Relations Event Scale was developed by se-
lecting those items from the main scale that displayed the bast psycho~
metric proporties, As with the 63-item Industrial Relations Event Scale, 5
the 20-item version of the scale yielded satisfactory reliability and [),
. validity figures for the occurrence and negative scales, but not for the .

) positive scale, From the results it was concluded that the ocecurrence
and negative scales were psycliometrically acceptable. Conversely, the
positive scale was considered unaccoptable and was excluded from fuxther
use in the thesis,

n In the main study, a cousal modol of industrial relations stress
was developad and tested using a longitudinal design. The impact of in-
CE dustrdal relations stress {negative subscale of the Industrial Relations

Event Scale) and three moderator variables (personality hardiness, su-

pervisor support and family support) on three measures of strain (psy- k K

chological health, Jjob satisfaction and propensity to leave the |
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organisation) was assessed using moderated multiple regression. The
sample consisted of 452 people invelved in diverse aspects of industrial
relations practice,

Results indjcated that the only significant predictor of psycho-
logical health was supervisor support. Regarding job satisfaction, three
significant interaction texms were identified (l.e., stress x hardiness,
stress x supervisor support, and stress x hardiness x tamily support).
To determine directionality, subgroup means were calculated. Both haz-
diness and family support were found to exert a positive effect on the
stress-job satisfaction relationship. However, no clear findings were
discernable regarding the moderating effect of supervisor support. One
significant interaction term was found for the propensity to leave mea-
sure of strain (L.e., stress x hardiness). Subgroup calculations revealed
that hardiness moderated the impact of stress on propensity to leave.

Although significant results were found in the main study, only a
small amount of variance in the respective measures of strain was ex-
plained. Conceptual and methodological reasons for the findings were
offered and a revised model of industrial relations stress was proposed.
The e-panded model includes diverse moderators, physical, psychological,
behavioural and organisational manifestations of strain, an additional
dimension, illnesr, end a feedback loop hetween all stages of the model.
Finally, implications of the present study were discussed and future

research guidelines were suggested.
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CHAPTER 1

INDUSTRIAL RELATIONS THEORY

Although there are many industrial relations (IR) theories (cf.
Jackson, 1977), they are not adequate in accounting for the complex in-
teractions of structures, processes and people associated with the
practice of IR (Bain & Clegg, 1974; Scheinstock, 1981; Wood & Elliott,
1977). Two opposing responses to this ~ituation have been suggusted. On
the one hand, there is the belief that the lack of theory is desirable
and inevi.able (Clegg, 1975). Many specialists distrust theory because
they see IR as a practical subject that should focus on solving problems
in the real world (Wood & Elliott, 1977). Consequently, there are thuse

IR demics who have on gathering data and have attempted

to develop practical solutions to current problems in the field (Strauss
& Feuillae, 1978).

On the other hand, many academics are unhappy with the lack of ad-
equate theordies in IR and recognise the important contribution theory
can make to the discipline (Bain & Clegg, 1974; Blain, 1978; Dunlop, 1958;
Hyman, 1975; Walker, 1977). Hyman (1975) points out that theory and
action are not divorced. People need theory to halp them see, understand
and plan, Similarly Walker (1977) regards theory as a means of helping
IR practitioners understand the current situation, prodict trends, effect
change and thereby avoid undesirable outcomes. In the present thesis the
latter view which explicitly recognises the neced for IR theory is ac~
cepted,

Several academics who saw tho noed for IR theories developed their
own theoretical approaches to the subject. Before examining any specific
theoretical approach to IR, certain historical developments in IR are
outlined to gain some understanding of the evolution of the present state

of IR theory in the Western world.

T
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Historical Perspectives of IR Theory

During the nineteenth century there was no specific discipline for
studying the role of people at work. Instead, the classical economic laws
of supply and demand were applied to labour in much the same way as they
were applied to other factoxs of production (Dalton, 1974; Kochan, 1980).

The classical economlc approach to the study of labour has been
criticised widely. Oritics such as Marx, the Webbs and Commons each
subsequently developed their own specific theoretical orientations to
the investigation of IR (Kochan, 1980). Underlying their criticisms were
two common themes: First, they all saw the role of work as being too
important in the lives of werkers and workers' families to be treated
meraly as another factex of production. Secor® they rucognised that
under conditions of free competition advocater . th» -lassical economic
approach, individual workers were economically ¢ Jeaker than their
employers, Uonsequently, employers could dictate the terms of the em-
ployment contract te their own advantage at the expense of the workers.
Once again, the specific qualities of labour precluded it from being

treated as another factor of production (Kochan, 1980).

‘The Webbs. The husband and wife toam of Sidney and Beatrice Webb
advocated evolutionary strategies for improving the miserable lot of the
working c¢lass in thelr two famous works A history of trade unionism
{1896), and Industrial democrscy (1902). They saw trade unionism as &
means of Improving the material posifiion of wage earners within the ca~
pitalist system. The Webbs were the first peopls to develop theories of
trade unionism and collective bargaining wherein the imbalance of powsr
between workers and management was addressed (Allen, 1971; Flanders,

1968; Kochan, 1980).

John Commons. A sccond response to the classical sconomist's view

of labour came from Commons (1925, 1934), leader of the so-called 'Wis-

ae
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Lhatt)

consin School' or institutional economics app.sach (Strauss & Feuille,
1978), Commons (1934) shifted the focus of attention from commodities,
individuals and exchanges to transactions and working rules of collective
action. The institutional school advocated compromise as a means of

daaling with the diverse interest of labour, management and the widex

soclety (Kochan, 198C). Commons' work resembles the pluralist ideology

which views socisty as consisting of several different interest group

each compoting to have their interests reflected in the rules that govern

the society. In IR, groups reach consensus via collective bargaining 6

*,,;e + (Flanders, 1965). The Winconsin scheol also advocated social xeform. =

Contrary to the sentiments of thedr times, Commons (1925) and Periman

(1928} recogaised the important role of trade unions in workervmanagement

o relations.

wE S
S, Both the Wobbs and the Wincomsin schaol saw the amelioration of the .
v Y K Q working class occurring in an evolutionary manner vis trade unions and

collective bargeining, This view, later modified by writers such as
| Flandors, Ross, Kerr and Chamberlain, underlies many of the present ap-

R proachkos to IR (Blafn & Gennard, 1970; Strauss & Feuille, 1978).

Lt Karl Marx. Toward the end of the nineteenth century, Marx was de-~
veloping his own alternative perspective to classical economics (Marx,
Lo 1885~1890). Although he was also concarned with iuproving the pesition .
N of the wage workers, his approach was radically different to those of
both Commons or the Webbs (Kochan, 1980). Marx's writings were based on co
0 certain assumptions (Kochan, 1980): B
1. Workers should not have te iive with the nega ive consequences i
o of the market cconomy.

2, The capitalist society was made up of two classes: the owners of

Ry . the means of production and the workers. Ihese classes had jnherently

, econflicting Interests,

" o



3. Although union negotiations with management could provide short-
term solutions, the only real long-term solution was to overthrow the
capltalist society and replace it with a classless egalitarian society.

4. Trade wnions serve as & means of achioving short-term economic
improvements within a particular system, However, their prime function
is to act as a vehicle for overthrowing the existing system (Kochan,
1980).

The Webbs, Commons and Marx all sought to improve the position of
the worker. Howsver, whoxesas tne Webbs and Commons examined ways of im-
proving various institutions within the society, Marx believed that the
legitimacy of the entire society needs to be questioned if an acceptable

solution to the worker's plight is to be found,

Current Approaches to IR Theory

From these early approaches, several modern theorins have been de-
veloped, It is hard to discern set schools of thought clearly from
contemporary theories. Several writers have attempted to identify and
classify the verious trends in current IR thaory (Blaim, 1978; Blain &
Gennard, 1970; Jackson, 1977; Scheinstock, 1981} Walker, 1977). Some of
the approaches identified include the systems, frumes of reference, in-

stitutional, sociclogleal, industrial sociological, oxchange theory,

Marxist, radical, Oxford, action theory, politico- ic and Iindustrial
government approaches. There is no consensus on the nomenclature of the
approaches, For exampla, what Blain and Gennard (1970) call the indus~
trial sociclogy approach, Schicnstock (1981) calls the politico-economic
or Marxist approach. Furthormoxe, thore has buen no agreement of the
classification of these approaches into a scheme, Of the various ¢p-
proachss to the study of IR, the frames of roference and tho systims
approaches are particularly relevant to this thesis and are discussed
below. Within the frames of referonce approach, the role of conflict (and

therefore, change) in IR is examined whila in the systems approach, iha




relevance of change is discussed. Both conflict and change are seen to

be important sources of stressors in IR.

Frames of Reference in IR

One influential approach has been to distinguish different frames
of reference that underlie much of TR theory (Jackson, 1977). Fox (1966,
1973, 1974) attempts to demystify the role of ideclogy in IR by setting
out cleariy the various frames of reference that abound. Initielly, Fox
(1966} distinguished two frames of rcference, the unitary and the plur-
alist perspectives. Later, howaver, & radical critique of pluralism was

presentad (Fox, 1971; 1973, 1974; 1975; Hyman, 1975; Hyman & Brough 1975).

The Unitary Frame of Referance

Fox (1966) states that an organisation adopting a unitary ideology
iz analogous to a healthy functioning sports team. There is one source
of authority and one focus of loyalty. Management and workers strive
jedntly to meet company goals which are harmonions with the personal goals
of the employees, Once these objectives are achleved, all parties share
the rewards. People accept thelr positions in the organisation and do
not question the leadership of those placed in positions of authority.
The leaders, i.e., management, are perceived by all to be best qualified
to run the organisation effectively. There is no challenge to managerial
authority either from within tho organisation or from external sources.

Management owe reciprocal allegiance te the workers., They motivate,
promote harmony of purpose and build up esprit de corps among the work~
force, Generally, there is a senss of unity and partnership propagated
in an organisation adhering to a unitary ldeology. In iIndustrial psy-
chology, much of the work of the human relations school adheres to the

unitary frame of reference (Jackson, 1977).
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The unitary perspective and IR. Because the unitary ideology em~
phasises harmony, the validity of conflict in organisations is denied.
Any conflict that does occur is seen as being negligible, caused by faulty
communications, stupldity, or by the work of agitators. MHanagement do
not recognise the existonce of more than one source of loyalty and au-
thority in the organisation. Therefore, no cognizance is given to the
pluralistic notion of structural conflict which views conflict as a na~
tural consequence of the plurality of forces, sach with its own interests,
that operate in any organisation.

Collective bargaining ds mistrusted in the unitary perspective be-
cause "it oncourages the ‘'two sides' mentality" (Fox, 1966, p. 12).

Although both collestive bargaining and trade unions are regarded by

subscribers of the unitary as 34 that
compete illegitimately Eor .ousi.l over employse loyalty, these insti-
tutions are entrenched elements of an IR system.

Subscribers to the unitary perspective offer three explanations for
the prosence of twade unmions in the IR system. First, trade union are
saen 68 hisvorical carryovers thet have no real xationale for existence
in today's times of enlightoned management, Fox obsexves that the entire
point of the representative principle, whereby workers have a say in the
decisions that directly affect their working lives, is overlooked in this

articulation, Second, the rationals of trade unjons is questionable.

Unions are borns out of secctional groed, mi d. d of al 'y
economics or a disregard for the national intersst. They must be endured
but thedr legitimacy is dubious. Third, unions aye seten to pursue the
covert function of undormining the oxisting socidl order. Thus trade
unions and collective bargalning arc toleratod and seen at best as un~
Eortunate necessitios whose suspect legitimacy goes against sound busi~
ness logle and at worst as a threat to the status quo.

The unitary ideology diffors From observable practice (Fox, 1966).
Yot management ofton subscribe to tho unitary ifdeology because it serves

manageridl intercsts in the short-term: The unitary ideology (4) pro-




motes managerial s.'! -zeassurence, (b) acts as a tool of persuasion to
ensure that workexs pesrist with thelr undivided loyalty to the organi~
sation, and (¢) legitimises managerial prerogative. Given this rich
yield, it is not surprising that many management teams still adhere to

the unitary ideology.

The Pluralist Frame of Reference

The pluralists orgue that in any system there axe various groups,
each with 1ts own intercsts ard beliefs. Government, regardless of the
form it takes, relies on the comsent and ro-oparation of these groups.
Instead of definite decisions by final authorities, continuous compro-
mises between the groups occur (Clegg, 1975).

Within IR, pluralism can be traced back to the origins of collective
bargaining and the Webbs (1902). However, pluralism had not received much

attention until Fox (1966) submitted his cvidence to the Donovan Com-

mission %

zrein he clearly set out an interpretation of the pluralist
frame of reforence within the IR context (Hyman, 1978). Several other
versizns of pluraiism in IR have boen suggestsd by writers such as Clegg,
Flancars, Kerr, and Ross (Hyman, 1978; Jackson, 1977). Fox's (1966, 1973,
1¥74) pioneering work in satting out the pluralist perspective (Jackson,
1977) is eunamined in the present discussien,

According to Fox the vssenco of a pluralist ideology is that within
a system therc exists several diffexsnt interest groups oach with its
own leaders, loyaltios and objectives = n dramatic shift from tho unitary
perspective. In IR, the two interest groups that are of particular im-
portance are management and employess, Management and worker groups each
attempt to ensure that thelr points of view are accopted in the organi-
sation and, becsuse these groups often have compoting intorests, the

groups are frequently in conflict with one another.




The pluralist view of conflict. As opposed to the unitary ideology,
in the pluralist analysis conflict is seen as & natural outcome of the
system and requires appropriate handling. Within the unitary perspac-
tive, confiict is regarded as being unnatural and needs to be eliminated
from the organisation.

Fox states that all conflicts between labour and management can be
resolved if handled hy skilled practitioner. in an appropriaste aand pa-
tient manner. This assartion, strongly attacked by the critics of plur-
alism (e.g., Hyman, 1975; Hymen & Brough, 1975), leads to one of the
central assumptions containad in the pluralist idsology: Although both

sides have separate interests which may be in conflict, the conflict does

not necesgarily lead to & breakd of the labour relation=
ship. Labour and management recognise that at some level it is in their
mutual interest to see the oxrganisation operating effactively  There-
fore, the differences between their respective positions cannot be in-
surmountable if & pluralist system is to work, They strive to reach
censensus via the process of collactive bargaining,

Fox identifies two types of industrial conflict - unorganised and

organised. Unorganised conflict is menifest in personal forms, (e.g.,

laboux and negative work attitudes), Organised
conflict manifests in group behaviour (e.g., strikes, boycotts and
work-to-rule), and is far more dramatic and visible than unorganised
conflict, Organised conflict is not necessarily indicative of {1l health
in an orgenisdtion: Fox makes the polnt that & certain amount of overt
conflict is walcomed as a sign that not all aspirations are being drained
by hopelessness or suppressad by power.

4 further assumption underlying conflict resolution via collective
bargaining is that there is a balances of powsr botween management and
labour. If thare is no such balance, negotiations become bargaining under
duress: The powerful group dominates the negotiations and suppreuses the
subordinate group's aspirations, Bargaining undor duress entails coexr-

cion and as such, the resulting agreements are not morally binding.

1
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However, one of the cornerstones of the pluralist perspective is the
existence of a balance of power, which allows for collective bargaining
(rather than bargaining under duress) to occur. Within the pluralist

perspective, trade unions serve to maintain this balance of power.

The role of trade unions in the pluralist perspective, Individual

workers are powerless relative to menagement. But by joining a trade B
B union, workers redress this power imbalance, Trade unions challenge 2
managerial rule concorning market relations and managerial prexogative. K
Also, union members forge links with workers and union leaders ocutside
= their organisation. Thus they only hdve partial alleglance to the orga-
N 8 "" nisation.

Consequently, management in a pluralist organisation can experience 1
problems when maliing worker-related decisions unilaterally, Worker-re-
lated decisions need to be taken jointly by management and trade union

reprasentatives, Furthermore, trads unjon influence extends beyond the “

individual i and th tha joint lebour de-
v cisjon-making process may take place at many levals from the shopfloox
through to the national level.

Sertain writers (o.g., Fox, 1973; 1974; Hyman, 1975; Hywan & Brough,
1975) belscove that the entire pluralist perspective is an illusion cre-
ated by the controllers of soclety to support the status quo. The
. pluralist criticdsm that the unitvary perspective {s a convenient ideoclogy "
L] to promote managerial aims at the oxpense of the workforce has subse-
. quently been lavelled against the pluralists themselves. It appears that
the dinitiul claims thst pluralism is at the opposite pole of the ideo-
logical continuum te the wunitary posspective is incorrect. Rathex,
pluralism falls somewhore in the middle of an ideological cofitinuum that

axtends beyond the limits initlally envisaged by Fox (1966).
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A Radical Critique of the Pluralist Perspective

Fox (1966) began his quest to demystify IR by setting out the unitary

and pluralist perspectives. In his later works, Fox (1973, 1974) criti~

i

cised pluralism from & more radical perspective. Fox's and similar cri-

& o

tiques (e.g., Hyman, 1975; lyman & Brough, 1975) form the basis of the o
present discussion. They maintain that pluralism is an illusion created

by the controllers of the soclety to support the status quo, thereby

enhancing the position of the xuling class (Fox, 1973, 1974; Hyman, 1975; Y
Hyman & Brough, 1975). Fox (1973, 1974) presents his critique by exam- -

ining certain fundamental aspeccs of pluralism and criticising the un-

4 derlying assumption from a radical view.

\
ol N The balance of power. The fundamental essumption of pluralism is

that industrial society is mode up of a multiplicity of pressure groups

for scarce , status or inflvence. Fox maintains that !
this is incorrect. Rather, the primary dynamic is that there are two
classes in society. The capltalist class own the means of production and L

exploit the less powerful labour class. The notion of balance of power

o between the groupe is refuted. Fox offers three explanations why the myth
of a power balance still persists.

First, because of the scope of their power, the uppex strata of

soclety do not noed to display their power overtly. Their control extends

& bayond the economic sphere to influsnce the political, educational, so-

cial, legal and cultural institutdons and the media. Hyman and Brough
(1975) quote Marx and Engels who state that thosa who control the means

of material production in soelety, control the means of mental pro-

py : duction, Ideologics are designod to justify the privileged position of
o the powerful class. People of the subordinate class are conditioned to
accept the dominant class values via socialising agents such as the fa-

mily, education and the media.
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Thus there is no need for the ruling class to use their power openly.
Their desired objectives are being achieved effectively through the
broader society which they manipulate. Hyman and Brough (1875) observe
that there are no clear boundary lines betwesen authority where power is
justified by the beliefs of the voluntarily obedlent, and manipulation

where powsr 1s wielded in ways that are not perceived by the powerless.

Through ideological socialisation, a subordinate value system is created

which inhibits any sericus challenge of the prevailing social and eco-

ﬁh:q, nomic hierarchy. Any discontent is restricted to focusing on specific
e fi parochial issues.

v u" Second, Fox likens the influence of the ruling class to the air we
B “ . breathe: It is so pervasive that we are unaware of its presence. Con-
R sequently there is no need for overt expression of power. The manifes-

L tation of ruling class powar 1ies in the way people behave, which reflects

4 tacit awareness of its existenca. The absence of blatant evidence of

E pover influences the popular misconceptions of the balance of power.
Third, the limited scope of items negotiated by the two parties
reflect the unobtrusive power of the ruling class that is brought to bear

on labour~management relationships. The pressures from labour for change

7

ate llmited to what Fox terms 'fine tuning' of the system. Worker groups,

through their conditioning and thelr tacit awareness of employexr's pow- v

ers, restrict their demends to warginal matters such as wage increases sy

B and improvements in conditions of employment. They do not negotiate for »
3 the change of fundamontal characteristics of the system (».g., elimi- 3

nating private property and organisational hierarchies).

. By negotiating with management (on issues that thoy do not recognise

to be mrrginal) the aspirations of labour are being satisfied. Conse-

quently, worker noeds at the marginal level are met. Their level of

o discontent does not rise to the point whore they criticise the more i
fundamental assumptions of the society. ,

Thus share the decision-making function with workers on

uncontentious issues and thereny management increase workers' view of

. . e & T 3P w ok o ctted Bl s ol il o
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the legitimacy of the system. Far from being weakened, management's
position is strengthened through collective bargaining. The pluralist
position, therefore, can be criticised because joint decision-making does
not imply major changes in the distribution of power in organisations.
Pluralism provides a convenient ideology for dealing appropriately with
marginal discontent via collective bargaining while the essentisl
structures of control are left intact. Collective bargaining, therafore,
is an important bulwark for the preservation of private enterprise.
There is & further aspect of Fox's 'fine tuning' concept: When ne-

gotiating marginal issues, the entire worker strength is pitted against

that portion of al power p to ba y for the sit-
uation., However, only those topics acceptable to management are negoti~
ated in the first place. Furthermore, only if some of the more
fundamental issues that serdiously threaten management's position were
to be negotiated, would management be required to use mors of its power
reserves.

Thus by veiling the gross disparities of powsr and perpetuating the
belief that management and laboux compete fairly for rewaxrds, pluralism
helps to legitimise the system. It keeps the soclety safe for the pxiv~
ileged class.

“The underiying bety fabour and The next

important pluralist assumption that is questioned in the radical critique

is that labour and management can resolve their differences and reach a

because thoy their mutual dependence. When
workers break the moral obligation of observing agresments, it is becanse
of 111-will en their part. The transgrossors are scen to xeject the ad-
mirable system of labour~management nagotiations and instead favour an-
archy and disorder. This intelerant managorial attitude adopted toward
nonconformists perpotuntes and justifies the existing social oxder. Far
from being a radical alternative to the unitary idsology, in this light

pluralism appears meraly as a more realistic and effective means of de~
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the legitimacy of the system. Far from being weakened, management's
position is strengthened through collective bargaining. The pluralist
position, therefore, can be criticised hecause joint decision-making does
not imply major changes in the distribution of power in organisations.
Pluralism provides a convenient ideology for dealing appropriately with
marginal discontent via collective bargaining while the essential
structures of control are left intact. Collective bargaining, therefore,
is an importanu bulwark for the preservation of private enterprise.
There is a further aspect of Fox's 'fine tuning' concept: When ne-

gotiating marginal issuves, the entire worker strength is pitted against

that portion of al power pi ived to be y for the sit-
uation, However, only those topiecs acceptable to management arxe negoti-
ated in the first place. Furthermore, only if some of the more
fundamental issues that seriously threaten management's position were
to be negotiated, would management be required to use more of its power
reserves.

Thus by velling the gross disparities of power and perpetuating the
belief that management and labour compete fairly for rewards, pluralism
helps to legitimise the system. It keeps the socioty safe for the priv-
1ileged class.

bat:

The underiying {abour and The next

important pluralist assumption that is questioned in the radical critique
is that labour and management can resolve their differences and reach a
consensus agreement because they recognise their mutual dependence. When
workers break the moral obligation of observing agreements, it is because
of 111~will on their part. The transgressors are seen to reject the ad-
mirable system of labour-management negeiiations and instead favour an-
archy and disorder. This intolerant managerial attitude adopted toward
nonconformists perpetuates and justifies the existing social oxder. Far
from being & radical alternative to tha unitary ideology, in this light

pluralism appears merely as a moxe realistic and effective means of de-
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scribing and dealing with IR from & stetus quo managerial perspective.

Instead of looking at the raised by non sts, the Ohvg
pluralist ideology categorises non-conformers as having psychelogical ]
problems. This is an oxtremely conservative approach to the entire

question of absence of consonsus, N

Bargaining under duress. Fox states that the so-called free and

equal joint regulation of industrial can be in

fact as bargaining under duress - the very concept the pluralist ideology
attempts to overcome. Fox supports the duress assertion by raising two
points. First, lshour has been conditioned to negotiate only those items

that are ble to Fur , worker demands are not "

necessarily excessive because of their limited aspiration level. Second,

those workers that are able to resist the influence of the dominant

ideclogy and challenge the system, soon become aware of the tremendous

odds against them. It is futile to challenge the greatly superior power |
of the employer group whose power extends beyond the sphere of economics [
to incorporate the entire society, : o

Consequently, critics of the pluralist ideology see joint regulation

as yet another mystification to confuse workers about the true natura

of the system. Collective bargaining is nothing moxe than disguised

coarcion. If this eriticism 18 accepted, then the pluralist description

of negotiation is real.y bargeining under duress, which impiies that
there is no commitment to observe the resulting agreements (Fox, 1973).
This means that the entire process of joint regulation, a cornerstone
of all plurslist IR systems, crumbles.

In the pest, pluralism was seen by Fox (1966) us an acueptable al-
ternative to the restrictive views ombodied in the unitary i'rame of re-

farence. The pluralist porspective ssrved to explain industrial soclety

realistically and accurately. There wes no need to look beyond pluralism
i
for an ideclogical framework for IR. Subsoquently, however, Fox (1973, |

1974) claims that pluralism enly addresses some of the important as~

]
;
.

— o P O T VTS ™ R NPT Y



- 14 - ]

sumptions underlying industrial societies. Within the pluralist ideclogy,
the social order is accepted and not questioned. Thus a particular value
bias is preseated which is far from the opposite end of the ideclogical

contiruum to thu "nitary perspective.

From the discussion on frames of reference certain conclusions can

be drawn. The unitary idoa that the organisation is a harmonious entity
e provides an inaccurate description of organisations within the IR con-
o text. Whether adopting a pluralist or a radical perspective, conflict -
el 1s a central component in IR (cf. Bluen, 1983a, 1986). Conflict is at
the basis of the labour-management relationship and, as will be demon-
strated in Chapter 4, is evident in most aspects of labour-management 3
N N interactions. {ﬁ‘/’ G
tL Shalev (1980) ldentifies two gensral approaches to IR theory, w
N ‘rofoxmist’, based on the assumptions of consensus and stability, or v
‘eritical', where conflict and change are the dominant assumptions. Cox ’
€1977) criticises 'reformist’ IR theory for its failure to question the
potential to change the status que. Thus conflict and change are inex-
" tricably related: The object of conflict is to change the status que
v (Hyman, 1975). °

i The Systems Approach: Dunlop’s Model 4

g The centrality of the role that change plays in IR can be understood
further by examining IR from a systoms perspective, John Dunlop (1958)
o ’ pioneered the application of systems theory to the study of IR (Jacksen,
1977). Unlike his predecessors, Dunlop did not view IR as part of an
existing diseipline but as a separate discipline in iiself (Jackson,
1977). IR forms a subsystem of the sociocty in much the ssme way, for |
"a axample, as does ovconomics or pélities. It overlaps with these other

v subsystems but it romains indepondent of them. Dunlop (1958) identifies

four common features of any IR system viz. actors, environmentsl] con- b, M

texts, an ddeology and a body of rules,
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The actors. Dunlop distinguishes three groups of acters in the IR

system: a hierarchy of managers, a hierarchy of workers, and specialised

& agencles 4 with the workplace and work community (the
State). The behaviour of management, workers and the State is not entirely

. Bavi 1

P dotermined by factors in the wider

society influence the interactions between the actors.

The environmental contexts. Dunlop maintains that there are three
kinds of environmental praessures that sre relevant to the IR system.
First, there are the technological characteristics of the workplace which
may influence factors such as the style of management, work and the or-
ganisation of employees an an enterpriss. Second, there are market or

d y . These ic factors dominate decisions about

wage rates, expansion or retrenchment and influence the supply and demand
of labouxr. Third, the locus and distribution of power in the wider society

influences the IR system.

Rules, Rules are tho most important aspect of an IR system (Dunlop,
1958). In any IR system, & network of sules exist which governs the re~
lationship botween the actors. Dunlop distinguishes between two types
of xules: Substantive rules which deal with the content of IR agreements
{e.g., wage rates, working hours) and procedural rules which regulate
the IR process (e.g., regulating the labour-management negotiation pro-
cedure - outlining when, whore, how ofton, for how long, and under what

spacific conditions the negotiations will take place).

Ideolegy, The most controversial aspect of Dunlop’s work is his claim
that the IR system is held together by a common ideology which, at some
leval, is ascribed to by all three groups of actors. The common set of

ideas and beliefs dofines the role and place of cach actox in the system,

. N J T U ¥ 3 T YN 7 SRR TR TR



- 16 -
This does not mean that the groups cannot have their own separate ide-
ologies but there must be some common ideological ground if a stable IR [ .1

system is to be maintained,

Appraisal of Dunlop's Model

Dunlop's work is widely acclaimed and has influenced the work of
many IR speclalists (Blain, 1978; Blain & Gennard, 1970; Craig, 1975;
Shimmin & Singh, 1973; Somers, 1969; Wood, Wagner, Armstrong, Goodman &
L Davies, 1975). Dunlop's model offers the discipline the prospect of ac-
e ademic respectability and is still the most widely used model (Jackson,
B “\ 1977; Wood at al., 1975)., Blain and Gennard (1970) state that by shifting

W, d the focus of IR from collective bargaining and industrial conflict to

rule on, Dunlop has broadened the e of IR.  With

modifications, G111 (1969) regards Dunlop's systems concept as a useful
analytical tool because it provides a framework within which facts can
o be organised. E

" Howaver, Dunlop's work has been criticised for (a) assuming a common
ideology in IR, (b) adopting a static, closed-system approach rather than
a dynamic, open-system analysis of IR, and (¢} for placing such emphasis

on rules at the oXpense of considering the wole of conflict in IR

. (Cackson, 1977). Indeed, the role of psychology in IR would ba greatly
enhanced if more focus was placed on conflict in labour-management in-
teractions. Wood et al. (1975) note that there is no consensus that rules PE
are necessardly the contral feature of an IR system. Both Fatchett and
Wittingham (1976) and Margerison (1969) state that by limiting the han~
dling of conflict to the formulation of rules, Dunlop has not considered
the causes of conflict - an essontial feature of JR theory. Any theore-
. tical approsch should look at the causes ond the resolution of conflict v
in the system. 4s such, Duniop has only considered part of the problem N
(Margerison, 1969). Similarly, Shalev (1980) states that Dunlop erred
by regarding rules as the major output of the system and also, by stating

- " + # i D TN © SPPIRY T Y



- 17 - b

that conflict and change are aberrations from (as opposed to central

of) labour relations.
Like Dunlop, Hyman (1975) also regards rules (more specifically
defined as job regulation) es central to the study of IR. However, Hyman 1

(1975) states that to look solely at job regulation is conservative and [

inaccurate. Hyman (1975) seos job regulation as one of several forms of
N conflict-inducing contrel evident in industry, Indeed, in Hyman's ap- 7
v proack job regulation ropresents a potentisl source of conflict rather 1)
= than a means of preventing conflict. o]
Dunlop's conservative approach has been widely criticised for sug- -
°, gesting that labour-management and the state all subscribe to a common

E
v ideology which binds the system togsther (Bain & Clegg, 1974; Eldridge,

1968; Fatchett & Wittingham, 1976; Hyman, 1975; Jackson, 1977; Margeri-
o :,U son, 1969; Scheinstock, 1981), This implies that an IR system is 'na-
turally' stable and integrative and 'necessarily' strives to maintain
itself. These conservative i{mplications are unacceptable (Margerison, -

v 1969).

One criticism of Dunlop's work is of particular relevance in the

° ’ present thesis: Dunlop £ails to present the dynamics of the IR system

{Walker, 1977). Paradoxically, although a 'systems' approsch, his systems

approach does not deal ad 1y with anvi 1 ox within-system

.o prossures that influence, and are influonced by the IR system. Both Cralg
(1975) and Kochan (19803 address this eriticism in their respective works -
5 ) derived from Dunlop's original theory (Adams, 1983).

Craig (1975) extends Dunlop's environmental contexts to include the
acological, oconomic, political, legal and social system, all of which
P interact with the IR systom. Similarly, Kockan (1980) describes the in-
teraction betwaon collective bargaining and the economic, public policy,
demographic, social and technological contexts. Thus both Craig (1975)

and Kochan (1980) extend the range of envi 1 forees i 4

with TR beyond Dunlop's *ochnological market and powex contexts. In so
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doing, Cralg (1975) and Kochan (1980) provide for & greater arxray of
forces that might influence and change the IR system.
Both Craig (1975) and Xochan (1980) also demonstrate how the outputs

of the system (e.g., wages, condition of employment) influence the var~

ious environmental systems which in turn cause chankes in the IR system.

In this way Craig and Xochan make pr isilon for a feedback loop, thersby
emphasising the dynamics of the IR system (Bluen & Fullagar, 1986; see
Chapter 9).

The importance that Kochan (1980) places on change in the IR system
can be seen from the fact that he lists 'change in union-management re« N
lations' as one of the four dependent variables in his model of the ‘
. collective bargaining system. He states that a central attribute of a
viable collective bargaining system iz its ability to adapt to the
N changing pressures it faces continvally from diverse scurces (e.g., P
technological advancements, updated public policies and changes in worker
attitude and expectations). Charges affect the IR system at every level, e
from the nationsl to the interpersonal {Kochan, 1980). Kochan (1980)
recognises that change in the IR systom involves economic and political
,‘ ” risk and creates internal conflict, Yet the demands for change will in- ; :

|

tensify in the years ahcad (Kochan, 1980). Therefore, it is imperative

that both union and management leaders seek ways of overcoming the ob-
stacles to change Lf the status of IR in the soclaty is not to become s
endangered (Kochan, 1980). Failure to adapt to change will prompt poliey
makors to look elsewhere (o.g., government) te satisfy their IR concerns
(Kochan, 1980),

Dunlop's (1958) pilonsering work of davoloping 4 systems model of
" IR provided the groundwork for later theorists such as Craig (1975) and
: Kochan (1980). Onoe refinoment of Dunlop's contribution has been to de-

monstrate the importance of change in any analysis of IR (Kochan, 1980).

- N PR ¥ T T T TR T S |



.19 -

Conclusion

From this chapter two trends emerge concerning the role of conflict
and change in IR. First, both conflict and change are central to the
study of IR, Whother one adopts a pluralist or a radical perspective,
conflict is a prominent {ssue in IR (cf. Bluen, 1983a, 1936). Conflict
defines the rolationship between the two sides {Kornhauser, 1947). How~
ever, conflict is not restricted soioly to lakcur-msnagement relations
(Jackson, 1977), TFox (1971) identifies four categories of conflict in
IR, viz., (&) conflict between individuals, (L) conflict betwsen man-
agement and & non-unionised worker, (c) conflict between a union and the
management group or individual manazer, ond (d) conflict between col-
lectivitias. OChange too is a major crmeept in IR (Goldenberg, 1978) bath
from the idoology and the systems perspoctives. Ideologically, different
interest groups (at whatevar leval) exert pressure for change so that
the status quo will reflect more closeir the particular group's interests
(Hyman, 1975}, From a systems viewpcin®, a host of extc—mal and internal
forces exert prassurs on the IR svsten wliich must chizge to meet thelr
demands (Craig, 1975). Thus both confl:-st and change e central to the
study of IR.

Socond, conflict and charge cre ¢lzsely interrelated concepts.

Gonflict causes change (Etzioni-Ialcy 3) but change leads to con-
flict (Kochaa, 1980; Ratajczak, 1981). For example, within the pluralist
perspective conflict in IR is converted to changes in job =zegulation
through collective bargaining . Flanders, 1968). Also, from tle radical
standpoint the intended aim of the labour movement in its fizht against
the ruling cldse is to replace the existing social order (capitalism)
with a new social order (socialism) (lyman, 1975). Thus it appears that
in IR, the object of conflict is change, whother at the micro or the macro
level.

Conyersely, Kochan {1980) points out that the implementation of

change causes confllct, The idea that people resist change is not new
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{e.g., Coch & French, 1948): Change usually entails resllocation of
power, and increased costs and uncertainty (Kochan, 1980). Goldenberg
(1978) cites rising expectations, the generation gap and %echnological
advancements as sources of change that cause conflict in IR. Regarding

technological advancoment, besides the psychological and political re-

sistance inherent in any form of change, technological change adds a

- further source of resistance because it implies a change in the nature

and often the number of jobs available., Such changes fuel worker fsars

of job loss (Kochan, 1980). Eightoenth century British workers physically

destroying newly~invented machinas (Piron, 1981) further illustrates how B
“ tochnological change causas fear and conflict in IR, - 4
The importance of conflict and change in IR theory has been deter- .

mined. Yot there is a total d within the 14 on the psy- .

chological consequences of conflict and change in the IR process fer <he
individual (cf. Bluen, 1983a, 1986). The aim of this thesis is to redress v
this situation by examining, conceptually and empirically, conflict and -
changs in IR as a psychological stressor., It is suggested that conflict
N and change are both important sourtes of stress that lead to strain.
However, before discussing the specific stressors inherent in IR, tha

W’ stress process itself must be examined. L, /
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CHAPTER 2

STRESS THEORY

Introduction

The populazity of the field of stress has increased considerably
in the last few years {Goldberger & Breznltz, 1982} Selye, 1983), For
example, Selye (1982) claims t’ it there are over 120 000 publications
dealing with stress from med <al and behavioural perspectives, The
stress concept has been used to explain & varlety of outcomes, usually
negative, that otherwise defy explanation (Baum, Singer, & Baum, 1981).

"In the scientific realm, stress has been used as a psychological
precursor of illness, as s result of any number of conditions, or
as 4 catch~all for anxiety reactions, discomfort, and the like.
It ig alse fashionuble to attribute erratic or \mexpluinabla ba~
havior of fziends nnd acquaintances tu the fact that 'they are under

a lot of stress' " (Baum ef al., 1981, p.4).

Substantial empirical svidence cxists linking & variety of stressors
to negative physiological, psychological and behavioural consequences
{a.g., Heehr & Newman, 1978; Cox, 1978; Dohrenwend & Dehrenwend, 1974;
Eysenck, 1983; House, 1974; Kasl, 1984), The hoightened awareness of
the deleterious consequences of stress is consistent with the growing
concern about physical and mental iliness and health maintenance (Gold-
berger & Breznitz, 1982).

Desplte its popularity, there is still much confusion surrounding
the concept of strass, The aim of the present chapter is to attempt to
clarify the moaning of stross. To achlov. this objective, a brief
statement of the problom will ba sut out, followed by an histordcal ace
count of stress rescarch, Three distinct approaches to the study of stress
(d.e., response-based, stimalus-based and porson-onviromment inter-
action) will then be discussed. Finally, a model of tha stress process

that applies to the present thesis will be suggested,
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Ambiguity Surrounding the Definition of Stress

The concept of stress suffers the fate of being too well known yet
too little understood (Selye, 1980 Ivancevich and Matteson (1980) claim
that the word 'stress' has been described as the most imprecise in the
scilentific dictionary, with a wide varlety of different meanings. Re-
viewers of the stress consept f£ind it almost impossible to define what
is meant by stress other than in extremely vague terms (cf. Appley &
Trumbull, 1967; Cofer & Appley, 1964; Lazarus, 1966; Levine & Scotch,
1970; McGrath, 1970).

One reason foxr the absence of a clear, universal definition of stress
is because stress has been examined within at least three Jisciplines;
physiology, psychology, and sociology (Chalmers, 1981; Cox, 1978;
McBixath, 1970). A furthar unresolved issue hampering the formulation
of an accurate definition of stress is the focus of stress research: There
is disagreement regarding whether stress is & stimulis, a response, or
an interaction between individual and environmental factors (Cox, 1978;
Lazarus, 1966; McGrath, 1970). Furthermore, there is even disagreement
regarding the classification of the different approaches to investigating
stress: Lazarus (1966) adopts a trichotomous classification of stress

(i.e., stimuius, x P i ) whereas

MeGrath (1970) adds a fourth category, the engineeriang anslogy. Con~
versely, House (1974) claims that there are five classes of variables
necessary in any stress definition (i.e., objective stressors, subjective

P of stress, to stress, consequences of stress, and

conditioning variables). Furthexr confusion is added by McLean (1974) who
states that stress is noither a stimulus, nor & response or person-en-
vironment interaction. Rather, strass 1y a collective term for an area
of study that can be differentiated in that it deals with any demands
that place pressure on the system, and the system's rasponses to such
demsnds. However, the wide scope of Mclean's (18%4) approach does not

contribute to the accurate formulation of a definicion of stress.
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Thus there is no agreement about what stress means. To gain a clearer
understanding of the stress concept, the history of the study of stress
will be examined, From such an analysis, certain underlying trends can

be identified,

Historical Overview of the Study of Stress

Although the stress concept has become popularised only recently,
the term 'stress', probably derived from the term 'stringera’ (to draw
tight; Cox, 1978), was £first used around the fourteenth century
(Ivancevich & Matteson, 1980), In those times the term was applied in
an engineering sense and was defined as a physical strain or pressure
that is exerted on & matarial object (Strumpfer, 1983). The object is
distorted by this external force. If there is overloading, the object

may be crushed or torn apart (Strumpfer, 1983).

The term, stress, was introduced into the mudical literature in the
nineteenth century by Claude Bernard who suggested that external envi-
ronmental changes can disrupt the organism (Ivancevich & Matteson, 1980;
Strumpfer, 1983}, Te deal with these changes it was essential that the

organism achieve stability of the 'internal enviromment' (Bernard, 1867).

"1t is the fixity of the mfliev interdeur which is the condition of free
and independent life" (Bernard, 1874, p. 564). This appears to be the
earliest documented recognition of the possible disfunctional human

conseyuences of stross (Ivancevich & Matteson, 1980). Bernard's work

stimulated subsequent researchers to investigate fuxther the particular
adaptive changes poople make to maintain their steady internal states
(Selye, 1982).

The American physiologist Walter Cannon (1922, 1929) introduced the

term 'homecstasis' to desipnate the maintenance of the intesrnal wilieu,
His research established the existence of many highly specific mechanisms
for protection against external demands that threaten to disturb the

homeostatic balance of the organism (Selye, 1982). To survive environ-
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mental threats, the organism must adopt the appropriate reaction: either
to fight or to take flight (Cannon, 1922). This fight-or-flight reaction
1s associsted with a stimulation of the sympathetic nervous system
causing hormonal discharge which prepares the body to cope with pre-
vailing emergencies (Chesney & Rosenman, 1983; Selye, 1982; Strumpfer,
1983). Although Cannon's ressarch focused on specific reactions necessary
to maintain homeostasis during an emergency, he was clearly dealing with
stress as we know it today (Ivancevich & Matteson, 1980).

The first modern usage of the term 'stress' is associated with the
endocrinologist, Hans Selye (1936) who observed that organisms exhibit
the same response to any stressful stimulus. Selye (1936) termed this
response reaction the general adaptation syndrome. Selye's work provided
the f£irst breakthrough in stress research and formed the foundation for
latar ressarch in the field (Ivancevich & Matteson, 1980).

Within the past three decades there has developed an interest in

stress from the behavioural science e (I ch &

1980). Contemporary psychological stress research was originally stims-

lated by the desire to und d L in beh in

extreme situations such as wars, on camps, bex and

traumatic injuries {(Holroyd & Lazarus; 1982). Subsequently, much re-
search has focused on the adjustment demands of everyday life events which
lead to harmful physical, psychological and behavioural consequences
{e.g., Dohrenwend & Dohrenwend, 1974; Holmes & Rahe, 1967). Another
current approach is to focus on the role of psyechological processes such

as appraisal and coping in the struss process (Baum et al., 1981).

Contemporary Approaches to the Investigation of Stress

From the historical account of tha study of stress, at least three

broad concepts of stress can be derived: (8) From the medically-orien-
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tated research (e.g., Bernard, 1867; Cannon, 1922; Selye, 1936), stress
can be seen as a physiological response to environmental demaends. (b)
From both the original engineering concept of stress (cf, Strumpfer,
1983) and the life svents paradigm {e.g., Dohrenwend & Dohrenwend, 1974;

Holmes & Rahe, 1967) stress is p lised as an envi 1 stim-

ulus that acts on the organism and causes strain. (c¢) Finally, from the

person h (e.g., Cox, 1978; Lazarus, 1966)

stress 1s seen as an interactional process whereby the prevailing stress

level is mediatad by envi 1 and ind, 1 stics, and

as such, will be unique fur sach circumstance.

This trichotomous classification schema of approaches to studying
stress is reflected in the work of various authors (e.g., Appley &
Trumbull, 1967; Chalmexs, 1981; Lazarus, 1966; Levine & Scotch, 1970;
McGrath, 1970). For example, Lazarus (1966) defines stress as " a generic
term for the whole area of problems that includes the stimuli producing
stress reactions, the reactions themselves and varlous intervening pro-
cesses" (Lazarus, 1966, p. 27). As such, Lazarus (1966) identifies the
three main varistions of the meaning of stress: as a stimulus, which
places some form of demand for adjustment on the organism; as & response
which investigates the stress adjustment process; or as a transactional
concept whers the foous i3 on the interplay between the person and the

environment. Lazarus' (1966) trich lisation of stress

provid a ive yet ble view of stress. Therefore, it

1s used as the basis for explaining the stress concept in the prasent

chapter.

Stress as a Response! The Work of Hans Selye

Response-based definitions of stresa foctus on the responses which

are taken as evidence that the organism has been under some form of stress

J'd
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(McGrath, 1970). Hans Selye (1936, 1956, 1974, 1975, 1976, 1979, 1980,
1982, 1983), the pioneer of modern stress rescarch (Baum et al., 1981;
McGrath, 1970), defines stress as 'the non-specific response of the body
to any demand" (Selye, 1979, p. 12). As such, Selye clearly adopts a

response-based definition of stress. Consequently, his work is examined

as an example of the based lisation of stress.

The general adaptation syndrome, Coentral to Selye's model is the
general adaptation syndrome, which consists of three sequential stages,
namely, alarm, resistance and exhaustion. Strumpfer ({1983) points out
that before Selye, Yerkes and Dodson (1908) had observed that performance
increasas as the level of stress rises, but only up to a certain level.
Thersafter, as stress levels increased performance tapored off. This
inverted-U shaped response pattern is called the 'Yerkes-Dodson Law'
(Strumpfer, 1986).

In Selye's model of the general g

levals also rasemble an inverted U-shaped curve. During the first stage,
the alarm stage, the organism's resistance to the stressor initially
£alls below normal response level, Then the body's defences are mobilised
to deal with the stressor. Thus the alarm stage can be divided into two

phases. The initial shock phase invelves the immediate reaction to the

stressor whereby the i ad in resi The
countershock phase {s a rebound reaction characterised by the mobilisa-
tion of defensive forces. This countershock phase leads to the second
stage, the stage of resistance, whers the organism fully adapts te the
stressor and the symptoms improve or disappear. During the resistance
stage the organism porforms considerably above its normal level of
functioning for an extended peried. However, thers is a concurrent de-
crease in resistance to other stressors. The final stage is the exhaustion

stage: DBecause the organism's adaptive r are finite, exh 4

invariably follows if the stressor is sufficlently severe and/or 1s ap~

plied for a long period. The organism's resources become overtaxed and
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(MeSrath, 1970). Hans Selye (1936, 1956, 1974, 1975, 1976, 1979, 1980,
1982, 1983), the ploneer of modern stress research (Baum et al., 198%1;
McGrath, 1970), defines stress as 'the non-specific response of the body
to any demand" (Selye, 1979, p. 12). As such, Selye clearly adopts &

response-~based definition of stress. Consequently, his work is examined

as an example of the based lisation of stress.

Y The general adaptatlon syndrome. Central to Sselye's model is the
) genoral adaptation syndrome, which consists of three sequential stages,

- namely, slarm, x and . {1983) points out

that before Selya, Yerkes and Dodson (1908) hed obsarved that performance
s increases as the level of stress rises, but only up to a certain level.
Thereafter, as stress levels increased pexrformance tapered off, This
inverted~U shaped response pattern is called the 'Yerkes-Dodson Law'

. (Strumpfer, 1986).

In Selys's mode} of the general ad E
Ve levels also resemble an inverted U-shaped curve. During the first stage,
the alaxm stage, the crganism's resistance to the stressor initially
falls below noxmal responsc laval. Then the body's defences are mobilised
to deal with the stressor. Thus the alarm stage can be divided inte two
4 phases. The iInitial shock phase involves the immediate reaction to the
e, stressor whereby the organism experiences a decrease in resistance. The
o countezshock phase is a rebound reaction characterised by the mobilisa-
) tion of dafensive forces. This countershock phasa leads to the secemd
stage, the stage of rogdstance, where the organism fully adapts to the
stressor and the symptoms improve or disappear. During the resistance
staga the organism performs considerably #bove its normal lavel of
functioning for an oxtended period. However, thera is a concurrent de-
crease in resistance to other stressors. The final stage is the exhaustion

stege: Because the organism's adaptive resources are finite, exhaustion

invariably follows if the stressox is sufficlently severe and/or is ap-

0o plied for a long period. The organism's resources become overtaxed and
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the demands become unhealthy. If the stress continues unabated, even-
tually death ensues.
Although the general adaptation syndrome consists of three stages

Selye points out that most stressors act on us for limited periods and N

. produce changes corresponding only to the first and second stages. Ini-

tislly the stressors may alarm us but we adapt to them. This two-stage

© adaptive process occurs countless times in our lives and is essential -
' for our successful adjustment to the environment. Selye also points out

I that not all stress is harmful. He distinguishes positive stress (eus-

. tress), which occurs in the stage of resistance, from negative stress

[N (distress), which occurs during the stage of exhaustion, However, the .

o] adaptive response can break down because of immate defects, over- or
understress, or psychological mismanagement, Furthermore, although rest
.. can restore one's resistance almost to previous lavels, complete resto- '
ration is impossible - our biological activities associated with adap- o
. tation leave irreversible 'chemical scars' (Selye, 1983). Selye states

that imparfections of the general adaptation syndrome (i.e., the body's °

/ ‘ inappropriate adjustment to stressoxs) leads to 'the disease of adapta-
tion',

From his early animal experiments, Selye (1936) observed that or- o

ganisms respend in a sterectypical manner to diverse sources of stress.
. Regardless of the stressor introduced, the organism's, responses yielded

three clear physiological reactions: (a) the cortex of the adrenal gland

‘f‘ ‘becomes enlarged and hyperactive, (b} the thymus and Iympk structures
’ shrink, and (c) gastro-intestinal uleers develop. These changes were
recognised as objactive indices of stress and provided a basis for de-
veloping the entire stress concept (Selya, 1982). Selye cites as common
stress diseases peptic ulcers, high blood pressure, heatt diseases and

o nervous disturbances. However, because the stress response is non-spe~
N cific, it can influence any disease: "stress plays some role in the da-

velopment of every discase; its effects « for batter or worse - are added
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to the specific changes characteristic of the disease in question” (Se-

lye, 1983, p, 12). K
Appraisal of Selye's Work ?
The main criticism of Selye's work is his claim that the stress ° ‘
' ° responsa is non-specific: Regardless of their diversity, all demands made N

on the organism require the same adaptive response to re-establish nor-
. mality (Selye, 1982). Although non-specificity was popular for many

years, there is increasing criticism of this position (e.g., Mason, 1968,

1971, 1975). Mason argues that the relationship between physiological

N response and emotional arousal is specific rather them non-specific.

‘ Empirical evidence supports this claim: Rose, Poe and Mason (1968) found %
that physiological responses are medisted both by the specific demands

of different stressors and by individual differences in coplng styles. IY
- House (1974) observes that the belief in a general decline in health is k
9 an oversimplification, Empirical evidence shows nctable stress response

di. due to ¢ factors and type of straessor (House,

1974). Furthermore, Mason notes that certain demands placed on the or- L

R ganism (e.g., fasting, heat, oxarcise) do not produce the general adap- \\

tation syndrome.

Second, although Selye acknowledges that the genseral adaptation

b ol syndrome can be activated by psychological stressors, most of his work
focuses on the physiclogical sctivation of the general adaptation syn-~ °
RS drome (Baum et al., 1981). Selye hias beon criticised on several accounts e
- for neglecting the role of psychological factors in the stress process
F L

(Cox, 1978). For example, from the poxson-environment interaction con=
8 cept of stress (cf. Lazarus, 1966), the stress response is most clearly
moderated by psychological processes {e.g., coping and appraisal). Also,
Selye's claim that pathogens are sufficiont for pituitary-adrenal arousal

1s refuted by Mason (1975), who points out that psychological processes

are in fact ogsontial for adrenal activity in the stress response. Thus
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by failing to take adequate cognizance of moderating factors, notably
psychological variebles, Selye's model of the non-specific response to
stress does not adequately or accurately describe the stress process.
Consequently, the alternate strass paradigms (i.e., stimulus and inter-

action ) reguire tion so that a clearer understanding

of the stress procass can be obtained,

Before discussing the stimulus and interaction approaches, some
concluding romarks about response definitions of stress in general arxe
presented. The importancu ¢f the response-based definition of stress is
that it provides an explanation of the stress-related physiclogical
processes {non-specific or specific) that link stressors to physical end

psychological 11ll-health. But McGrath (1970) identifies at least three

in o d stress : First, diverse activities

(e.g., excessive passion or surprise) might not be meaningful stressors,

yet they causa typical stress and th would be

regarded as stressors. Second, the same response pattern may arise from
different stressors but the meanings may be entirely different. For ex~
ample, blood pressure and heart rate will increase either if a person
oxercises or if a person s {rightened. Yet the interpretation of these
two situations could be radically different, Thixd, although the phys:

lologlcal stress symp ara all d to occur her, empirical

evidence suggests that this is not so even in a phenomenon as well re-
sedrched as the goneral sdaptation syndrome (Chalmess, 1981; McGrath,
1970}, Moreover, not only does this criticism apply to the pliysiological
symptoms but it applies to the psychologi:al and behavioural symptoms
as well (MeGrath, 1970).

Stress as a Stimufus: Thae Life Events Approach

In the response-based definltion, stross Is ssen ds a dependent

variable. Lonve,saly, when viewing stress as a stimulus, it Is troated
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as an independent variable (Cox, 1978): The focus is on detarmining the

dd o § 1 envir 1 charactoristics and the individual

consequences thereof. Thus the stimuius-based model deals with the ace
tivation of stress, and thereby emphasises en integral part of the stress
process that the response-based models neglect.

The stimulus model of stress is dexived from the engineering analogy
of strass, specifically Hooke's Law of Elasticity (Cox, 1978): If the
strain {the deformation of a metal) preoduced by & stress (load or demand
placed on the metal) falls within the 'elastic limit' of the metal, it
will return to its original condition once the stress is removed. But
1f the strain is greater than the 'elastic limit', permancnt damage will
result. The snalogy is that people also have a built-in resistance to
stress walch varies from person to person. If the stress becomes too
great, it causes permanent damage (Cox, 1978).

Much of the stress research in the past 25 years has focused on the
stimulus-based definition of stress (Chalmers, 1981). The diversity of
topics investigated in this research include sensory deprivation or ov-
erload (o.g,, Goldberger, 1982), merital stress (e.g., Ilfeld, 1982),
the stress of war (e.g., Blank, 1982; Swrwk, 1949), urban stress (Glass
& Singer, 1972), and disaster studies (e.g., Chisholm, Kasl & Eskenazi,
1983; Molick, Logue & Fraderie., 1982; McCaughey, 1985). One area of
stimulus-based stress rescarch that is of particular relevance in the
present thesis dis organisationsal stress: Work-related physical (e.g.,
heat, light, noise) and psychosceial factors {e.g., organisational roles,
tasks and behaviour) affect peopla's well-being (e.g., Beehr & Newman,
1978; Xahn, Wolfe, Quinn, Snoek & Rosenthal, 1964; MeGrath, 1976; see
Chapter 3).

However, there are several criticisms of stimulus-based definitions
of atress (McGrath, 1970). First, the taxonomy and properties of
stressful situations are not clearly specified (McBrath, 1970). Second,
there is a problem with quantifying the precise amount of stress pressnt

in any given situstion (Cox, 1978). Without such a calibration system
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it 4s impossible to devalop a situation-based stress definition that
unifies a range of stressful situations othaer than arbitrarily (McGrath,
1970). This problem is exacerbated because of individual differences
(Cox, 1978; lazarus, 1966; McGrath, 1970). Third, within the stimu-
lus-based concept of stress, it is implied that an undemanding,
stress-free situation is desirable., Yet such an assumption overlooks
tha harmful consequences associated with sensory deprivation (Cox, 1978).

During the last two decades many of the criticisms levelled against
the situation-based stress model have been addressed within the ambit
of life events research (e.g., Dohrenwend & Dohrenwend, 1974; Holmes &
Rahe, 1967; Moaroe, 1982b), It is to this research application that the

attention 1s directed.

Strassful Life Events

Few rasearch areas have expanded as rapidly as the study of stressful
life events (Monree, 1982b). The antecedents of life ovent research can
be traced back to the 1920's (Perkins, 1982)., Cannon's (1929) observa-
tions of bodily changes related to emotional fluctuations; Selye's (1936)
concept of the gensral adamptation syndrome; and Meyer's (1951) advocacy
of life charts as a medical diagnostic tool, provided the foundations
for the stressful 1ifs events concept. The life mvents field first re-
ceived formal zecognition at the 1949 Conference of Life Stress and Bodily
Discase (Rabkin & Streuning, 1976). Shortly thereafter, Wolff and his
associntes (Grace, Wolf & Wolff, 1951; Holmes, Goodale, Wolf & Wolff,
1950; Wolff, Wolf & Hars, 1950) slaborated on Meyer's work by incorpo-
rating concepts derived from the theordes of Yroud, Paviov, Cannon and
Skinnor into the life chart schema (Holmes & Masuda, 1974). Wolff's re-
search showed that stressful life events played an important causal role
in the natural history of many diseases (Holwes & Masuda, 1974).

Most of the life ovents 13 sharas a 1

wherein life events are rogarded as stressful (Vinokur & Selzer, 1975).
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Life events are life changes that require some form of adjustment. Bx~
cessive changes hamper adjustment offorts and cause the experience of

s 1976). d and Dol (19743

strain (Rabkin &

identify two ~ommon themes underlying 1ife events research: First, the

focus is ¢ -+ slass of stressful stimuli (life events) to which most
people - In varying degrees during the natural course of life
(evgey w af | a spouse, job loss, or marriage). Second, these life

events play a re.. in the aetiology of physiological and psychelogical
disorders - a claim that has enjoyed extensive empirical support (e.g.,
Dohrenwend & Dohrenwend, 1974, 1978; Rabkin & Streuning, 1976; Perkins,
1982). Thus the purpose of life events research is to establish temporal
links between increases in the number and perceived impact of avents that
require some form of social readjustment, and illness onset (Rabkin &
Streuning, 1976). The events are presumed to oxert an additive impact,
influencing the timing but not the type of illness experienced (Rabkin
& Streuning, 1976).

Many contemporary life events researchers measure the stress of life
events using the Holmes and Rahe (1967) scale, the Schedule of Recent
Events ox a derivative such as the Life Experlences Survey (Sarason,
Johnson & Siegel, 1978), The Schedule of Recent Events developed and
modified by Holmes and Rehe and their colleagues (Holmes, 1979, Holmes
& Masude, 1974; Holmes & Rahe, 1967; Rahe, 1978), consists of 43 life
evenis cach adjudged to require social readjustment, and each event found
to correlats with illness onset. Life stross scores are calculsted simply
by totalling the number of events sxparlenced during a specified time
(usually between six and 24 months; Perkins, 19823,

Holmss and Rahe (1967) scon realised that the amount of adjustment
associated with different events varled dramatieslly. Consequently, they
developed the Social Readjustment Rating Scale (Holmes & Raha, 1967),
which dimproved the Schedule of Kecent Events by weighting each event

dd to ive of the amount of readjustment the event

required. 1In the Social Readjustment Racing Scale, the item 'death of

i
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a spouse' was adjudged to involve the greatest amount of social read-
justment and was assigned a value of 100 life change units, whereas the
item 'minor violations of the law' was adjudged to require the least
amount of adjustment of the 43 {tems and was assigned a value of 11 life
change units. The total stress impact experienced was derived by summing
the life change units for all events raeported, irrespective of desir-

ability or lack therecf,

Appraisal of the Life Events Method of Assessing Stress

The popularity of the Social Readjustment Rating Scale is that it
provides a convenient measure of the extent of 1it. changes experienced
by the individual and its cumulative impact regardiess of the desir-
abjlity or lack thereo. (Johnson & Saresem, 1979). Holm:s (1979) esti-
mates that there are over 1 000 publications based or the Social
Readjustment Rating Scale alone. Empirical evideace suggests that &
significaat relationship exists between stressful life events as messured
by the Swcial Readjustment Rating Scale or other comparable life event
scales (cf. Zimmerman, 1983) and a variety of adverse physical and psy-
chological conditions (Perkins, 1982). Physiological corrviates of life
events include heart disease (e.g., Rahe & bLind, 1971; Theorell, 1974),
tubexculosis, arthritis, cancer, multiple sclerosis childhood leukemia,
dlabetes and other less serious conditions (e.g., Holmes & Masuda, 1974}
Rabkin & Streuning, 1976). Psychological disorders associated with life
events include anxiety and depression (Hudgens, 1974; Paykel, 1979; Vi-
nokur & Selzer, 1975), schizophrenia (Brown, Sklair, Harris & Birley,
19731, dnd neurosis (Tonnant & Andrews, 1978). Behavioural ~orrelates
of life avents includ: asceddents (Selzer & Vinokur, 1974), suleide at«
tempts (Paykel, 1974) and poor academic (Lloyd, Alexander, Ric+ 3
Greenfisld, 1980) and work performance (Johnson & Sarason, 197%; Keenun

& Newton, 1985; Weiss, Tlgen & Sharbaugh, 1982).
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However, recently there has been a tempering of enthusiasm about
the use of the life events methkod for assessing stress (Perkins, 1982).
Certain negative findings have been reported where hypothesised 1life
events+iliness relationships were not found to be significant (e.g.,
Gexsten, Langer, Eisenbexg & Simche-Fagan, 1977; Goldberg & Comstock,
1976; Wexshow & Reinhart, 1974). For example, Gersten ez sl, (1977)
conducted a five year study on mothers of 732 children. They found no
significent differences between coxrelations of event scoxes with beha-
vioural pathology before and after the occurrence of the events. Multiple
regression analyses revealed that life events did not contribute mean-
ingfully to the prediction of disturbed behavious, Gersten et al. (1977)

suggest that their findings are sttributable to methodological confounds

inherent in life events h, Furth d and

(1978) conclude that although life events are associated with diverse
disorders, the research fails to present a clear picture of the nature
and strength of the life events-illness relationship. To clarify the life
events-iilness relationship, certain methodological and substantive
problems need to be discussed (Dohrenwend & Dohrenwend, 1978). Comsid~-
erations of these issues axe particularly relevant in the present thesis

which includes the development of 2 life events scale to measure stress

in IR. From the 1i o (e.g. - d & , 1974, 1978;

Monroe, 1982b; Rabkin & Strouning, 1976; Zimmerman, 1983) three such
issues are identified: (a) types of life events to be studied, (b) the
strensfulness of events, and (¢) mediating feastors influencing the con-

&' Juences of life events.

Types of life events to be studied. Nohrenwend and Dohrenwend (1978)
propose that there are three distinct types of life eveats: {a) events
confounded with the psychiatric condition of the subject, (b) events
confounded with the subject's physical illness and (¢) events independent
of either the subject's physical or psychological condition. The Doh-
renwends (1978) claim that Lo assess the setiological link between iife
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events and patho!ngy, items in a life event scale should be limited to
one of the three typis of events. Failure to keep classes of life events
separate may lead to «i. ‘se-effect confusion (Dohrenwend & Dohrenwend,
1978; Monroe, 1982b; Zimmerman, 1983). Monroe (1982b) points out that
when trying te establish the csuse of pathology, life event items that
directly reflect dysfunction (e.g., physical illness) must be avoided.
Alsc, subjective events such as sexusl difficulties or changes in
sleeping habits are most probably responses to, or manifestations of
underlying psthology rather than causes of such pathology (Dohrenwend &
Dohrenwend, 1978). Similarly, contamination can occur if the cause and
the effect of a life event ogre both partially attributable to the
subject's behaviour: The life event ‘divorce’ can lead to depression,
but in certain cases depression might Lo the «asse of 4 later divorce
(Rabkin & Strouning, 1976). Indeed, Hudgens (1974) noted 29 of the 43
events of the Social Readjustment Rating Scale could bo seen as symptoms
and/or outcomes of illness instedd of causes of illness. Zimmerma.. (1983)
criticiscs recent life event scales {e.g., Sarason, et al., 1978) for
containing syn,tom-like events. Such symptom-like events have been found
in certain cases &t found the stress-symptom relationship (Lehman,
1978; Tholits, 1981).

Stressfulness of life avents. A second unresolved methodological issue
concerns calibrating the stress potential of lite events, Several al-
ternate strategies have besn sdopted {(ef. Holmes & Rahe, 1967; Sarason
ot al., 1978; Vinokur & Selizer, 1975). The initial approach (c.g.,
Schedule of Recent fivents) involved simply adding the svents experienced.
Subsequently, standardised woighting wore assigned to each event (e.g.,
Social Readjustment Rating Scals)., This second approach was seen 4s an
udvancemant over the first {(Dohrenwend, 1973). However, Zimmerman (1983)
found that in 14 out of 17 empirical studies reviewed, consensus weights
did not improve the stress-illness relat.onship as compdred to simple

td . O 1y, certain investigators have adopted
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the earlier event occurrence approach rather than the welghting approach
(a.g., McFarlane, Norman, Streinaxr, Roy & Scoit, 1980; Rahe, 1978},

4 possible explanation for the poor performance of standardised
weighting scalas may 1ie in the criterion uvsed to define stress. In
standardised scales such as the Social Readjustment Reting Scale, stress
1s operationalised as the smount of adjustment assoclated with each item,

regaxdless of consid 4 of its desirability (Holmes & Rahe, 1967).

Recently however, the utilisation of resdjustment as a criterion to
measure stress has been criticised (Sarason et al., 1978; Vinokur &
Selzer, 1975). Research results suggest that it is the desirability
rather than simply the adjustment potential that contributes to the
stress of an event: Undesirable events are superior to desirable events
as predictors of latexr illness {(Muellex, Edwards & Yarvis, 1977; Sarason
et #1., 1978; Vinokur & Selzer, 1975). Johnson and Sarason (1979) corclude

that lifs event stress may be ptualised most 1y as events

that exert negative effects on people,

Howsver, Zimmerman (1983) polmrs out that it is possible that un~
dssirable event are more highly relatud to pathology simply because of
the greater amount of social remijusivent they require. One way of as-
sassing whether change per se or undesirability of the event is more
closely essociated with illness is to correlate separataly the ratings
bagsed on readjustment and thoss based on distress respectively with the
dependent variables (Zimmerman, 1983). From the four studies that adopt

such an h (1983) ively concluded that undesiz«

ability, rather than change per se was more highly related to psycho-
logical impairment.

A further issue ebout ovent weighting is whother standard or indi-
vidually assigned subjoctive weighting should be used, There are advan-
tages and disadvantages of cach approach, The standardised welghting
procedure 1s reminiscent nf the 'black box' approach to studying psy-
chology (Zimmerman, 1983): The effects of life events are independent
of individual and situational variables (Perkins, 1982). Holmes and Rehe
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(1967; Masuda & Holmes, 1978; Rahe, 1974, 1979) support the use of
standardised weights by demonstrating the Socdal Readjustms & Rating
Scale's high degree of generalisability of rank-order correlations of
events across different subject populations. Holmes and Rahe conclude
that the avents possess some near-universal relative stress values.
Holmes and Rahe's universality claims imply that life events are
not person-specific. Just as Selye's response-based definition of stress
has been criticised for being non-specific (e.g., Mason, 1968, 1971,
1975), so too has Holmes and Rahe's approach to measuring life event
stress been criticised for failing to pay adequate attention to indi-
vidual differcnces (Perkins, 1982). Individual differences do play a roles
in the relationship betwsen life events and disorder. Consequently,

Holmes and Rahe's findings sre seon to be incorrect because of methodo-

logical flaws in theix h (A Y, & 1977;

Zimmerman, 1983). Zimmerman (1983) notes that although intergroup
rank-order correlations wera found to be high, when the absolute weights

assigned to ovents are d, b group di ars evident.

Also, doubt has been expressad about the sampling techniques adopted in
those studies that support the universality of events claim. Askenasy
et al. (1977) contend that the reported high intexgroup agreement was
attributable to using 'samples of convenience': All samples were mid-
dla-clags and wore not representative of the general population. Where
markedly divergent groups have been tompared, consistent between-group
differences were rocorded (ef. Dohienwend & Dohrenwend, 1978). The
Dohrenwend's (1978) conclude that if standard weights are to be used they
should only be applied to the specific population group for whi :t they
were designed.

Individual ratings of evonts is regarded as a more sensitive measure
of 1ife event stress hecause individual differences in the perceived
impact of each ovent is taken into censideration (Monxoe, 1982b). Zim-

merman (1983, p. 353) states:

o
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"the amount of stress produced by a life event cannot be accurately
determined without assessing the meaning of the event to the in-
dividual who experiences it or the context in which it occurs”.

By adopting a subjective rating approach It is possible to link
stimulus-based and person-onvironment interaction definitions of stress:
Instead of simply listing tho numbaxr of events that have been experienced,
subjects are required to appraise the impact of each svent, The additional
variance introduced by each subject's individual rating represents im-
portant systematic varisnce in the subject's experience of stress (Per-
kins, 1982; Sarsson, de Monchaux & Hunt, 1975; Sarason et al., 1978).

Subjective ratings are not withowt methodological problams (Doh-
renwend & Dohrenwend, 1978; Monroe, 198 .; Perkins, 1982). One eriticism
concerns the accuracy of self-rated measures in retrospectivae studies:
When reflecting personal vulnerability, recently ill people might magnify
their impact ratings to rationalise or ewplain their illness (Monxoe,
1982b; Zimmermaza, 1983). However, Zimmexman (1983) points out that in
goversl empirical investigations the claim that petients magnify the
potceived impact of ovents was not supported. Also, even if this 're-
trospective contamination' claim was valid, it does not necessarily
follow that sublective ratings should be discarded, especially in studies
using prospective rather than rotrospective research designs (Johnson &
Saxason, 1979).

Finally, for toth standardised and individual weighting, the life
events index is calculated by adding the scores for each svent exparienced
in the scale, Implicit in the 1ifo avents approach is that the stress-
1llness rolationship 18 linear, und that negatively poxceived life
events, no matter how minor, ontall more stross and risk for disorder
than no svents, Porkins (1982) notes that absence of life events may
either entall as much stress as is croated by the preserce of certain
events, or the absence of the event may itself constitute an event {e.g.,

failure to get an increase). Thus most life event scales are deficient
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because they do not include certain non-avent sources of stress (Perkins,

1982). X

Modarating factors infl ing the life events process,

Rabkin and Streuning (1976) comment that ilie size and practical signife
icance of the correlations beotween life event scores and illness is ex-
tremely small, usually less than 0,3, accounting for less than nine
percent of shared varience. They conclude that in practical texws, life
event scores cannot be seen as predictors of the probability of future
11lness (Rebkir ming, 1976}, If the predictive utility of life
event measures s improved, moderating variables influencing th¢ M

life event~iliness sl

hip must be 1dered (] end & Doh~ “
renwend, 1978). ‘

Two broad classos of moderator variables have been found to influence
‘o the 1life event-illmess relationship, personal variables (either demo~
graphic or personal attributes}, ar ! situational variables such as social alkr
support {e.g., Dohrenwend & Dohrenwend, 1978; Rabkin & Streuning, 1976;
4 Kobasa, 1982a; see Chapter 7). Ono group of personal variables that
9 0 influonce the avent~illness relationship iz demographic churacteristics
: " (Perkins, 1982). For exemple, Dohrenwond and Dohrenwend (1969) report B
’ that peopls from lower classes experienue more severe stressful avents Y
" then middle~class poople and that blacks o:pet:ence more frequ wt and
k more severe stregs than whites. Holmes ond Masuda (1974) ret:rt that
age and marital stotus influence life ovents stress: single, married and
divorced patients oxperienced 50% more life changes than widowed pu-
s inats; and patients in thelr 20's expericnced 50% more life changes than
@ people between the ages of 45 and 60, and twico as many changes as people
over the age of 60.

Of greatar interesl to meny psychologists is the role of porsonality
and behaviour patterns in moderating the life events-illness relationship
(Perkins, 1982). For example, Smith, Johnson and Sarason (1978) found & L&

significant relationship between negative life ovents and neuroticlsm
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for low sensation seckers but not for high sensation saeskers, Kobasa and
her associates (e.g., Kobasa, 1979a, 1979b, 1982a, 1982b; Kobasa, Maddi
& Qourington, 1981; Kobasa, Maddi & Kahn, 1982; Kobasa & Puccetti, 1983;

s

Maddi & Kobasa, 1984) have found consistent influences of personality
on the life events~illness rolationship. Kobasa has identified three

personality traits that appear to moderate the perscnal effects of stress

3

(i.0., high levels of commitment, an internal locus of control and a great
i sense of challenge) and called the particular personality style 'hardi-
. ness'. In ona five year stud~ Kobasa, Maddi and Kahn (1982) found that
hardiness decreases the effeu. that stressful life events exert on later

illness.

84 i 1 of the life ovents-illness xa~

lationship, Dohrenwend and Dohrenwend (1978} provide empirical support N

for the existence of at least four relevant factors: past experience

‘ in dealing with the ovent, anticipation of the event before its occur-

rence, controllability of the event, and the protective effact of social
v w support, Social support has recedved much attention in the literature

dating back to Swank's (1949) obaorvations of the important role of socs:al

support in combat situations. Inspection of some rocent review articles :>
reveals that social support ecan be offored successfully by any number 2
of paopla with differing relationships to the person experiencing stress, !
ani that such support is effective in reducing the harmful consequences ;“
traditionally associated with stressful life events (Cobb, 1976; Dean & >
Idnn, 1977; Leavy, 1983; Tholts, 1982), <

Once cognizance is taken of the role of modorator varisbles, life )
ovents research moves from focusing solely on the harmful effects of “
stressful stdhauli to include certain intervening variables in the life :

avent~1llnoss process, Cobb (1974} sots ont a metatheorstical model of

ot © the 1ify events-illness relaticaship. In this model, Cobb (1974) includes P
| 1ife events (stimulus), Lilness (rosponse) and intervening varizbles such \

! as personal characteristics {psychological defences, coping strategies, | .
f

abilities, needs, genstic predisposition and past expericace), social
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support and current life situation variables. By including aspects of

P iroament ions, Cobb's (1974) model moves life events

research into the domain of the third definition of stress, the per- N

son-environment interaction perspective, to which the focus now shifts,

Stress as a Person-Environment Interaction:

k.

The Work of Richard Lazarus Y
iy
The person-environment h & s 5 L
N of the stimulus and the response-based definitions of stress (Cox, 1978; &
Ivancevich & Matteson, 1980). As such, it is the most widely accepted s L

concept of stress {(Chalmers, 1981). For this approach, stress is seen i /e,

as the unique on between s 1 envi 1 stimuli and ’

Lot the resultant which ara by ing psycho-

L logical processes {(Cox, 1978; Ivancevich & Matteson, 1980; Lazarus, 1966; i
HeGrath, 1970, 1976).

" Several pi dxonment models have been developed.
) For example, Cox (1978) conceptualises stress as the imbalance between
perceived individual capubility and envirommental demands facing th.
individual. HeGrath (1976) and Lazarus (Coyne & Lazarus, 1981; Holro,d
& Lazarus, 1982; Lazarus, 1966, 1976, 1981; Lazarus, dverill & Opton,

1974} Lazarus, Cohen, Folkman, Katner & Schacfor, 1980; Lazarus, Kannex !

& Folkman, 1980; Lazaxrus & Launfer, 1%78) also focus on the demand-ca-
L pability discrepaney: Stress occurs when demand oxceeds individual ad-
Justment xesources, In his model, Lazarus details the psychological
processes involved in the stress process. As such, his work is of great

.. heurdstic value for any psycuologlcal investigation of the stress proce {

o5, Consequently, Lazavus' spproach is st out below. -

Lazarus criticlses both stimulus and response-based definitions of

stress fo- being too simplistic (Coyne & Lazarus, 1980). He offers an
altvernative iuteractional definition of stress that Incoxporates aspetts

Vo of both the person and the environmont. “Psychological stress requires




§
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a judgement that envirenmental and/or internal demands tax or exceed the
individual's resources for managing them" (Holroyd & Lazarms, 1982, p.

22). The J (. isal) and the (cop.ng) of stress

ara concaptualised as the two centwal, interrelated processes in Lazarus'

work.,

Stress appraisal. People continually re-evaluate both she environw
mental demands they face and thelr coping resources for managing the
demands. Thase avaluations determine people's reactions to stress, and
their emotions and adaptational outcoms associated s'ith the stress (Coyne
& Lazarus, 1980).

The role of cognitive appraisal in the stress process was originally
demonstrated in a seriss of studles involving film-induced strese (La-
zarus et al., 1965; Lazarus, Averill & Opton, 1970; Lazarus & Launiew,
1978). Typically, subjects ware shouwn a stressful film of workshep ac-
cldents (e.g., & worker being killed by a wooden plamk driven through
his body). The sample was divided into three groups: The first group were
told that the situation had been staged and no-one really sustained any
injury. The second group were informed that the film was real, but that
1t would serve to reduce future accident rates. No explanation was given

to tha third group, The twe groups receiving explanations displayed lower

levels of stress than the und rmed growp. Lazarus, Opton,
Norrikos and Rankin (1965) coneluded that the Luformation allowed the
subjocts to appraise the film 4n a less threatening way than those who
received no such explanations, These film studie: showed consistently
that cognitive appraisal influences subject's stress responses (Lazarus

et al., 1970): How a person appraisoes o influences sub

i 1 and adaptational (Cyne & Lazarus, 1980).

Lazaruy distinguishes two tyres of appraisal; primary end secondary
appraisal, Primary eppraisal asuswors the quostion "Am 1 okay or in
trouble?” A situation will be appraoised to bo stressful if it is per-

caived to involve one of three components: harm or loss, threat, or
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challenge. Hatm-loss refers to damage ready sustained (e.g., death of
a loved-ons), whereas threat refers to the same sort of potential damage
but that has yet to ocecur (a.g., impending retrenchment). Thus it is the

time lve that distinguishes harm-loss from threat, Although it

can be difficult to distinguish harm-loss f£rom threat empirically, the
distinction is theoretically important. Harm~loss appraisals will focus
on curative noping strategies whereas threat appraisals will concentrate
on preventative coping strategles,

The distinction betwsen threat and challenge appraisals is based
on whether the domand is appraised as being either desirable and pre-
senting an opportunity for mastexry and gain (challenge), or as being
undesirable and potentially harmful (threat). Challenge also implies that
the desired mastery of the demand can be influenced by the individual.
Lazarus claims that people who usually appraise situations as challenges
rather than as threats are inve.isbly confident of thedr ability to adapt
to stregsful demands. Lozarus predicts that challenge-orientated pwople
would cope more successfully with stress. Consequently, challenge-or-

ientated people will be less prone te stress-induced illness than

h q

tated people. In shing between threat and challenge,
Lazarus clearly shows the importance of moderating factors such as per-
sonality in the stress process, an assertion that has received extensive
empirical support (o.g., Kobasa, 1982b). People with predispositions
toward challenge (rather than threat), and personal control (rather than
environmental control) cope bost with stress (Kobasa, 1982b).

Wheraas primary appraisal focuses on the demand characteristics of
the situation, secondary appraisal refers to ongoing evaluations of al-
ternate coping stratogies tou doal with tho demand, The two forms of ap~
pralsal are closely reiated. For example, if psople believe that their
coping resources arc no longer effective then they may xeappraisne a

challenging demand as a threat. S daxy isals shape

coping strategles, Factors vonsidered ducring secondary appraisal include

relevant past exporience, generalised baliofs sbout onesalf and one's

-
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environment, and the availability of personal (e.g., physical health,
morale, problem-solving skills) and environmental (e.g., money, social
support) resources (Coyne & Lazarus, 1980; Holroyd & Lazarus, 1982).
Because the stress process is not static, Lazarus states that cog-
nitive appraisals shift under internal and external changes. Conse~
quently, reappraizals oceur, whereby depdctions of either the situation
ox the changes in emotional responses and coping strateglus are updated.
Thus, reappraisal entails an ongoing feedback loop between appraisals
of the stressor, the individaal, the individual's coping resources and

strategies, and resulting ghanges In the stressful situation.

Cor g with stress, Copisg involves action-orientated and intra-
psychic efforts to manage (L.e., to master, tolezate, reduce or minimise)
envircnmental and internal demands and conflicts that lay claim to a
pecson’s resources (Lazarus & Lsunier, 1978). Coping servas two basic
functions, modifying the stressor (instrumental copiry) and zegulating
emotions (palliative coping). Instrumental coping entails dealing with
the actual source of stress. Attempts are made to manipulate or change
the relationship between the person and the strassor by either altering
the setting, £leaing, or removing the streseor if possible.

Palliative coping involves accommodating to (rather than manipu-
lating) the stressful situation by changing one's internal environment.
Exemples of palliative coplng stratagies include relaxation techniques
and using psychological defonce mechanisms. The aim of palliative coping
is to reduce emotional distress snd to maintain a se*isfactory internal
state so thuat appropriate stress-related information and action decisions
can be precessed.

Instrumental and palliative coping often occur simultansously, For
examplae, .coping with extrome stress involves both an initial phase of
minimisineg the impact of the ovent (palliatica), followed by a recrga«
nisation phase whore the porson adopts a coping strategy to deal with

the actual source of stress (instrumental coping). However, Lazarus




(Coyna & Lazerus, 1980) notes that the tuo modes of coping can be in
conflict. For instance, excessive alcohol intake as a (disfunctional)
means of coping emotionally with job loss could reduce the person's
chances of finding another job, which could further aggravate his/hex
psychological well-being.

Coping strategies have also been classified according to the coping
methed employed. Lazarus and Launier (1978) {dentify four coping methods:
dixact accion, action inhibition, information search and the cognitive
mode. Direct action, as noted in instrumental coping, involves coping
by dealing directly with the stressor (e.g., evacustion from a disaster
area). Action inhibitlion may be appropriate in certain situations (e.g.,
not forcing the pace in congested traffic). In such cascs, pecple choose
not to do anything as the most applicable coping strategy. Information
search can help people to make appropriate decisions regarding how to
deal with stressors and/or avold similar situations in future. Finally,
the cognitive coping mode, as noted in palliation, is designed to make
people feel better about their situation. This method of coping will
entsil cognitive rxeappraisal of a stressful situation, using psycholog-~

ieal defence, or by artificially-induced states through drugs

or alcohol ingestion.

The coping strategles adopted influence subsequent health. Holroyd
and Lazarus (19£2) note that in the last decade health outcomes are in-
cregsingly being attributed to effective coping rather than simply to
the existence or absence of stress. Holroyd and Lazarus (1982) suggest

four genaral pathways in which copirz affects health.

1. Coping influences the atrass 3! . a
instrumental coping may eliminate the source of a stress and therchy
reduce the need to mubilise for actlon in future. Reducing physiological
adaptive responses (o.g., noradrenal activity) means that the frequency
of A response associated with the aetiology of a range of diseases (cf.

Selyo, 1956) would be lowered.
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2, Coping influences health when the {llness behaviour serves as a
coping strategy (Holroyd & Lazarus, 1982), TFor example, illness beha-
viour such as seeking madical treatment may be maintained becau~e of the

y gaim or rei: that such behaviour secures (Whitehead,

Fedoravicius, Llackwell & Wooley,1979).

3. Coping may cause illness if the coping strategy leads to the
introduction of noxious substances such &s alcohol and nicotine inte the
system (Holroyd & Lazavus, 1962).

4. The way & person copes (or fails to cope) with illness can in~
fluence the course of the illness (Holroyd & Lazarus, 1982). For example,
Jones, Kinsman, Dirks and Dahlem (1979) found that asthmatics who ignored
early warning signs of an attack needed to be readmitted to hospital

because they tailed to taka the P ve medicati

Appralsal of Lazarus' Work

Lazarus' work provides sn important contribution to the study of
stress (Baum et &l., 1981). However, empirical validation of Lazarus'

work p h with a idsble challenge: It is difficult

to operationalise the complax psychelogical processes involved in ap~
praisai and coping . rerus, 1976). Consequently, traditional research
methods are not adeq. - for the investigation of stress within the in-
teractional perspective (Coyne & Lazarus, 1980), Instead of using well

delineated, rigid al in an 1 exp 1 sete

ting, an interactional explanation entails the identification of psy-
chological processes, their fluctuations over time and their
relationships with the onvironment snd with the specific circumstances
surrounding the particular stress episode (Coyna & Lazarus, 1980). In
so doing, closer approximations to real-iife settings can ba obtained.
Methodological problems are also encountered when assessing cognitive
appraisal, which, although cognitive in nature, may be influenced by

unconscious or impulsive appraisals (Coyne & Lazarus, 1980). Self-reports
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of one's cognitive isal tend to be i , reflecting & priori

theories about ceusal stimulus-response connections rather than accu-

rately describing the appraisals that occurred at the time of the stress

episode (Coyne & Lazarus, 1980).

Despite the problems in ate person-en- v

vironment on empirical evid supports the relevance B

of both appraisal (e.g., Coyne & Lazarus, 1982; Frankenhauser, 1980) and
coping {e.g., Coyne & Lazarus, 1982; Moos, 1982); in the stress process. ¢
In fact the findings cited in this chapter represent an extremely small
percentage of the research that exists supporting Lazarus' work. For v
v example, the importance of psychological appraisal of a stressor rather ,,'

than the mere of & was d 3¢ years age by -

k4 Symington et &l. (1955). They found that unconscilous, dying patients

showed no signs of endocrinal activation associated with the general

adaptation syndrome, whereas cowparablo conscious dying patients did show o
adrenal cortical changes assoclated with the gensral adaptation syndrowe. i N
Frankenhauser (1980) provides empirical support for Lazayus' claiw that

-1 challenged individuals will cops better than threatened individuals:

Threat was found to be associated with raised catecholamine and cortisol °
levels (both hormones are associated with the general adaptation syndrome
’ 1y response (Selye, 1982)), whereas challenge was found to be associated
only with increases In catecholamine levels; cortisol levels remained .
constant or decreased, The impact of threatensd stressful events was \\\

demonstrated by Baum and Greenberg (1975). They found that people will R
experience stross when they oxpoct a situation to occur that they appraise

to be stressful ({.s., crowding) even Lf the situation (crowding) naver

actually occurs {Baum & Greenbarg, 1975). There is also empirical support

for the claim that the stress process will be moderated by people's ap-
praisal of their personal (e.g., Kobasa, 1982b) and situational (e.g., H
0 House, 1981) resources available to deal with the pending stress situ-
. ation, Folkman and Lazarus (1980) provide support for the use of both
M‘ instrumental and pallistive strategles in coping with stinss. Thexe {s
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Y
also empirical support for the relationship between coping and disease §'
o
(Blass, 1977). For instance, Obrist, Light, Langer, Grignolo and § o

McCubbin (1978) found that active coping strategies produced harmful
cardiovascular responses, whareas passive coping yielded no such effect.

Finally, from a theoretical parspective, Cox (1978) criticises the

el o

interactionist approach for not dealing adequately with stressful situ-
ations where the demand is so great that damage is caused directly without

dnvolvement of psychulogical processes. Cox (1978) also notes that the

o | interactionist approach does not contribute much to the definition of

stress derived from the stimulus and response-bas¢4 spproaches. However,
Cox (1978) acknowledges that the interactionist approach desls with
central aspects of the stress procass such as appraisal and coping in a e
syperior mannex, Indeced, the interaction approach accounts for more of

the stress data than either the stimulns or the response approaches to

stress (Cox, 1978), Consequently, from both & theoretical and an em-
H pirical point of view, the interactionist perspective of stress (spe-

cifically, the work of Lazarus and his associates) is a useful framework

-7 for understanding the stress process.

Aspects of Lazarus' work are especially relevant to the present
thesls, Specifically, Lazarus provides insight into the psychological
processes involved in the relationship between the person and the envi-
ronment within the stress context. As such his work identifies the need -

to lock bayend mere stimulus and response variables when conducting

stress xesearch. In the present thesis therefore, individual appraisal

of stressors and personal, demographic and situational variables are

included in the empirical investigation of stress in IR. Consequently, (o,
o
because the h 1 positive features of both |
s the stimulus and the response~based approaches, it has been chosen as a {

basis for the theoretical model of stress devaloped in the present thesis,

It must be notad that Lazarus did express reservations about adopting

kS & moderator approach to assess coping (Holroyd & Lazarus, 1982). First,

AN

as they are only weakly related to coping activity, moderators are likely E
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to share minimal variance with adaptational outcomes that are shaped by
the coping process, Second, oven if moderator varisbles predict dndi-
vidual differences in the stress proceds, the actual moderator process
would remain unclear. We would not know exactly what ocuars in specific
types of situations that cause the observed differences in outcome
(Holroyd & Lazarus, 1982), Howevexr, in the present thesis, the inclusion
of moderatox variables is aimed at understanding appraisal rather than

coping responses.
Conclusion

From the stimulus, and i i reviewed,

it d4s possible to extract and combine the Impoxtant elements of each

into one model for investigating the stress pro-

cess, However, bscause the interaction approach already entails such a
combination of elements (Cox, 1978), the present model closely resembles
Lazarns' interaction approach,

From the response approach, the fact that stress can cause pathogenic
responses is extracted. From the stimulus approach, & greater under-

standing is ohtained of what constitutes a , From the

approach, the importance of person-env. 1 in the
stress process is acknowledged. A disgrammatic representation of the
stress process developed from the three approachies is presented in Figure
2.1,

Objective enviropmental stressors impinge on the individual whose
perceptions of the stressor will be influenced by his/her unique set of

personal, demographic and situstional ties (i.e., d

factors), It must be noted that people with high levels of moderating
factors {e.g., hardy people who also recelve much social support} do not
experience less stresa: They just dnterpret the stress differently. Tie
person's coping response will be shaped by thesa moderating factors.

The consequences of the stress process will be determined by & combination
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of stressors and the environmental (social support) and pexsonal (sub-
jective perceptions of stress, coping responses and personal moderators)
factors. These consequences can manifest in physiological (e,g., heart
disease, ulcers), psychological (e.g,, depression, anxisty) and/or bae=
havioural (e.g., increased smoking or accident levels) forma. The con-
cept of the feedback loop in the stress process is importent (Cox, 1978):
Feedback occurs at all stages in the stress system and i{s instrumental
in shaping the outcome .t each stage of the stress process (Cox, 1978).

This conceptualisation of the stress process complies with McGrath's
(1970) seven prescriptions which he claims must be considered when for-
mulating stress theories or designing stress research.

1. The focal organism (e.g., an individual or a group of people) can
be situated at any lavel (s.g., intrapersonal, personal, interpersonal)

2, The stress process invelves at least four stages: environmental
demands (stressors), recepiion of the demands (pexcelved stress), re-
sponses to the subjectively defined demand (coping strategies), and fi-
nally, consequences of the response.

3. Properties or attributes of the focal organism (personal moderators)
influence the stress process in several wayd, including hov the envi-~
ronmental stressor is perceived, the selection and effectiveness of re-
sponses to the demand and finally, the extent of the consequences of the
coping process,

4. When conducting stress rasearch, focus must be pl:iea sn examiniug
the stress processes that link the environmental stressors thxough to
the personal consequences of stress,

5. Stress research therofore goos beyond examining the state of indi~
vidual and/or the envirenment to investigating the relationship between
focal organism and snvironmont.

6. The implicatd of there ions are that people are conceived

of as active, adaptive coping organisms rather than merely bei:g seen

as passive within the stress process.

]
i
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7. Finally, when conceptualising the stress process in such a sequential
mannex, appropriate attention must be given to the temporal dimension.
Also, feedback loops are necessary to show the flow of events through
time (MeGrath, 1970).

The conceptualisation of the stress process in the present thesis
{see Figure 2.1) and the research design (see Chapter 7) take account
of the saven prescriptions set out by MeGrath (1970). To gain a clearer
understanding of the spacific content of the stress model of the present
thesis, it Is necessary £irst to exemine the stressors, moderasors and
consequences found in the organisational stress literature (see Chapter
3). Thereafter, an understanding of the specific stressors associated
with the practice of IR can be obtained (see Chapter 4). Finally, 2 model
of the stress process applicable to the practice of IR has been set out

(see Chapter 7),

PR
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CHAPTER 3

ORGANISATIONAL STRESS

The aim of this chapter is to apply the basic theoretical concepts 1
of stress covered in Chapter 2 to organisational settings. First, the B
organisational stress process will be outlined. Thereafter, certain fa- wa
cets of the procuss will be discussed. In keeping with the aims of the H N
thesis, particular attention will be placed on causes, consequences and &
modezators of organisstional stress. This focus will provide the general
framework within which specific applications to industrisl xelations

stressors can be investigated in Chaptexr 4.

The Organisational Stress Process

From & review of the literature in Chapter 2, it was concluded that
the most fruitful way of investigating stress is by adoptiag an inter-

action ive which stes of the stimulus and the

response~based stress models (La:.vis, 1966; see Figure 2.1). To what
extent has this person-envizonment saceraction process model been applied

to orgenigsation stress? I ion ¢f major ional stress thao-

ries (e.g., Beechr & Newman, 1978; Cov.-ar & Marshall, 1976; French & Ca- |

plan, 1973; House, 1974; Ivancovich & Matveson, 1980; Kahn ef al., 1964; : .
MeGrath, 1976; McLean, 19743 Schuler, 1980} rwvsals sevoral patterns

closely linked to the pergson-environment interaction model. First, the

theories differsntiats botwnen objoctive environmental stressors and

i
subjectively porceived stressors. Socond, stressors are potential causes !
of adverse physiological, paychological and behavioural consequences. '

Third; the 3 of the a of streys will he moderated

by the coping mechanisms adopted, and the personal, demographic and si- .
tuational charactoristics of the individual experisncing the stress.

Finally, from the previous points, it can be concluded that organisa-

1 i
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tional stress is conceptualised as a dynamic process. It takes place over
time and the stages are causally iinked. 4

An example of an organisation stress model is presented to demon- g
strate the process., Although House (1974) focuses specifically on the

link between occupational stress and coronary heart disease rather than

on the more diverse outcomes of strass, the general process of his model .

is well presented and represcnts organisational stress theoxy., Also, Ld
his model bears a close resemblance to the person environment interaction -
o model presented in Figure 2.1, Consoquently, House's woxrk 3is set out ;
below,
e House identifles £ive classes of variables necessary for a compre~ b
BN hensive organisational stress medel: «
N " (1) Objective social conditions tcnducive to stress; (2) indi- .
N vidual perceptions of stress; (3) individual responses (physio- vt

B logical, affective, and behavioural) to perseived stresas; (4) more
' of ved stress and responses thereto; and
. (5) individual and situational conditioning variables that specify

the relstionships among the first four sets of factors" (House,
1974, p. 13).

I House goes on to relate the f£ive facets of bis model diagrammatically &
Pl (see Figure 3.1). ;
iy House (1974) points out that the traditiomal approach of linking { a
i

environmental conditions conducive to strews (objective stressors) with
y outecome variables ylelded inconclusive empirical findings because other
fo. important elements of the stress process bl not been considered. First,

. the parceptions rather than the mere oxi-ienes of a social condition

mn

determines its stress potentisl, Second. tis munner in which the person
responds to, and copes with the perceilvis utress will influence the
{ ’ outcome, Thixd, ecach stage of the streas p ..usy will be mediated by the
person's spacific individual (e.g., abilitizs, needs, values, personal=
ity, health, genetic predisposition) and aftvational (s.g., family, work
group, supervisor) nonditioning variables. Thus, when investigating ox<
ganisational stress, cognizance needs to be given to all five sets of

: varigbles included in the model if meaningful answers are to be achieved. -
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The brief account of House's model as an illustration of typical ki
organisational stress theories establishes tle fact that organisational i
stress is a complex, multifaceted process that has its roots in the ]
conventional interaction modael of stress (e.g., Beehr & Newman, 1978;

Housae, 1874; Tvancevich & Matteson, 1980). The discussion now turns to

the relevant variables included in each facat of the organisational

stress the model.

Strassars, Maderators and Quicomes of Organisational Stress .

Becausa ,the psychological dynamics of appraisal and coping discussed

in Chapter 2 are not directly examined in this thesis, the present dis-
cugsion will fouus only on the stressor, moderator and outcome facets

of the organisational stress process (see Figure 3.2).

Furthermore, although a plethora of racent literature has been de-

! voted to the subject of managing organisational stress (e.g., Everly &

. l Conditioning variables: Individual or Situational ; ¥
,.,
. 3
° Responses to stress
e / - Physiological !
NI (coping? = Cognitive/Affective
. - « Behavioural

s g
. (deferice) \ o
v Social conditions Parcaived Outcomes N
conducive to Y | stress ~ Physiological i
o Stress = Cognitive/
Affective

“ - Behavioural

Figure 3.1: House's paradigm for stress research (House, 1974, p. 13).
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Gordano, 1980; Greenberg, 1980; Veninga & Spradley, 1981), these publi-
cations focus on practical strategles for dealing with stress, which is

beyond the scope of the present thesis, and therefore will not be dis-

cussed. 1
r Organisational Stressors o

“ ' There have been various attempts to classify organisational stressors
B " {e.g., Beehr & Newman, 1978; Cooper & Marshall, 1976; French & Caplan,
woa 1973; Ivancevich & Matteson, 1980; McGrath, 1976; Sharit & Salvendy,
» E 1982). Howevex, no consensus has been reached regarding the scope,

boundaries, levels of analysis or nomenclature of these classification

schemes. French and Caplan (191.) present a useful formulation of orga-

R 1 s which ins many of the elements covered in other N
. k models. Furthermpre, their framework for analysing organisational stress

has been quoted extensively. Consequently, their classification of or-

ganisational stressors serves as the basis of the present discussion.

i French & Caplan (1973) identify eight majox sources of organisational k

stress:

Role ambiguity

T Role conflict

. Role overload - quantitative

g ~ qualitative

. - Crossing organisational boundaries
- Responsibility for pecple

" Relations with othexs

"
%1’&:% Participation
W

A

Occupational diffsrences

Role ambiguity. Role ambignity occurs when a person has inadequate o

N information to perform his/her role (French & Caplan, 1973; Kahn, 1973).
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Three organisational conditions contribute to role ambiguity: organisa- ]
tional complexity, managerial philosophies about communication, and rapid v
organisational changs (Kahn et al., 1964). Change as a source of role |
ambiguity is especially important in the preseut thesis because it forms

one of the two basic concepts underlying both stress and IR, Kahn ef al.

{1964) differentiate objective from subjective role ambiguity. Objective

ambiguity refers to environmental properties likely to influence the o
perceptual and cognitive processes of a 'noxmal' person, w sas sub- E
s jective ambiguity is the actual perception of ambigufty experienced by
the individual. Similarly, Lichiman and Hunt (1973) propose that role

W stress occuzs as a) objectivae features of a role, or b) as the role

B, bent's 1

x , which may be linked to the objective -
5 « charactexistics of the role. Thus objective and subjective zole sttes’s
’ o refers to two distinct yet related variables (Van Sell, Brief & Schuler,
1981). This subjective-objective distinction applies equally to the other
N seven stressors and fits neatly into the objective and subjective
A, stressor facets of the organisational stress model (see Figure 3.2).

Kahn et al. (1964) identify at least four kinds of information

necessary for an individual to perform effectively in a work role: (1)

- Expectations concerning the rights, duties and responsibilities of the oy

e job, (2) Activities required te fulfil the job's responsibilities and )

- how best to perform these activities, (3) Consequences of role per- |

k_ﬂ . and non-per for the i the role senders and the N
o . organisation. (4) Kinds of behaviour rewarded or punished, the nature

of the reward or punishmont and the likelihood of their cecurrence. If
information about these areas 4s not avallable either becausa it is
non~existent or it is communicated inadequately, role ambiguity will
ensue. Role ambiguity reduces the incumbont's effectiveness and adversely

influences the woll-being of the individual (French & Caplan, 1973; Kahn

et al., 1964). °
RD . Findings from the many empiri. -i studies on role ambiguity suggest O
o that it is associated with deleterious personal and organisational out-
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comes (e.g., Bedeian & Armenakis, 198%; Keenan & Newton, 1985; Seers,
McGee, Serey & Graen, 1983; Shamir, 1980; Van Sell, et al., 1981). For
example, French & Caplan (1973} conclude, on the basis of their own work
and Kahn et al.'s (1964), that role ambiguity produces psychological
strain and job dissatisfaction, and leads to under-utilisation of human
resources and feelings of futility.

Subsequent research findings yield similar conclusioms. Role am-
biguity correlates with psychological vardables such as anxiety and de-
pression (Beshr, 1976; Caplan & Jones, 1975), lowered self-esteem (Beehr,
1876), resentment (Caplan & Jonmes, 1975), general life dissatisfaction

(Beehr, 1976; Seers et al., 1983); work-related attitudes such as job

i (Bedeian & kis, 1981; Bedaian, Armenakis & Curram,
1581; Beehr, 1976; Brief, Aldag, Van Sell & HMalone, 1979; Johbnson &
Stinson, 1975; Miles, 1976; Schuler, 1973), work-related tension (Bedeian
& Armenakis, 1981; Keenan & Newton, 1984; Miles, 1976a), resentment
(Caplan & Jones, 1975), propensity to leave the job (Gupta & Beehr, 1979);
and work- related behavi including ab: ism (Gupta & Beschr, 1979)

and job performance (Beehr, 1976; McEnrue, 1984; Miles, 1976a; Schuler,
1875). Role ambiguity is also coxrelated with interpersonal variables
associated with the work group (Bedelan et s1., 1981; Beehr, 1976; Ran-
dolph & Posnex, 1981) and supervision (e.g., supervisory interactionm,
goal emphasis, work facilitation and support (Bedeian et #1., 1981; Seers
et al., 1983). Finally, role ambiguity has been associated with dimen-
slons of perceived organisational climate ({.s,, wotivational conditions,
decision-making practices and human resources primacy (Bedelan et al.,
1981). Thus the uncertainty surrounding a work role represents an im-
portant source of strain which can lead to diverse delaterious conse-

quences for the individual and the organisation,

Role conflict. Kahn et al. (1964) define role conflict as "the si-
multaneous occurrence of two (or more) sets of pressures such that com-

pliance with one would make wore difficult compliance with the other"
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{p. 25). The most prevalent manifestation of role conflict occurs when
the incumbent 1s caught between two groups of people who demand different
kinds of behaviour or expect that the job entails different functions
(Cooper & Marshall, 1976). Typical feelings and experiences assoclated
with role conflict include being torn by conflicting demands, ‘having
to get along' with people, experiencing differences of opinions with
superiors and heing expected to perform tasks one really dislikes (Fremch
& Caplan, 1973; Kahn, 1973). Rahn et al. (1964) identify at least four
types of role conflict:

1. Intra-sender conflict occurs when conflicting messages are sent from
one person. For example, A supervisor may impose an unrealistic work
deadline, but at the same time limit the subordinate's decision-meking
latitude relating to the execution of set tasl .Kayisek, 1979).

2. Inter-sender role conflict arises when t - pye  res from ope xole

sender oppose demands from other role senderl., &« foreman might be

P d by his/hexr jors to closer supervision. At the
sams time, he/she might be asked to adopt & more laissez faire style of
supervision by his/her subordinates. Of particular relevance to stress
in IR is the finding that the greater the power and authority of the
people sending conflicting role messages the greater the job dissatis-
faction (Kshn ot al., 1964).
3. linter-role conflict ensues when the role pressures associsted with
one role are in conflict with those of another role., For example; work
rale demands for overtime conflict with the demands of ome's role as
family member.
4. Person-role conflict occurs when role requirements violate one's
pergonal needs and moral values, An example is being forced to evict
striking workers from their dwellings against one's boliefs.

According to French & Caplan (1973), 48% of the general working
population evperience rcle conflict. In one investigation at the Goddard

Space Flight Center, French & Caplan (1973) report that two-thirds of
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the male employees in their sample experienced role conflict. What then

are the of this wid d ?
From their research, French & Caplan (1973) found that role conflict

causes job dissatisfaction, job tension, physical anxiety, poor relations

with peers and subordinates, a sense of futility, job related threat,
and an increase in heart rate. Subsequent investigations i{nto the cor- B

relates of role conflict yleld similar findings. Role conflict is asso-

) ciated with personal manifestations of strain such as job dissatisfaction &

X (Bedeian & Armenakis, 1981; Brdef et 2., 1979; Miles, 1976a; Seers et n' e

& .
al., 1983; Schuler, 1975), work-reluted tension (Batlis, 1980; Bedeian

& Armenakis, 1981; Miles, 1976b), propensity to leave the organisation 5 S

. (Batlis, 1980; Bedeian & Armenakis, 1981), and work pexfoxmence {Schuler,
. o 1975). Role conflict also exerts a negative effect on intergroup re- A
lations (Bedeian et &l., 1981; Randolpn & Posnmer, 1981; Seexs et al., B
1983), and perceptions of supervisory interaction, goal emphasis, support ’
and work facilitstion (Bedeian ot al., 1981; Randolph & Posner, 1981). S
Bedeinn et 4l. (1981) also report significant correlatioms between role ’
© . conflict and perceptions of various dimensions of organisational climate os

L including communication flow, motivational conditions, decision-making

practices and hrman resources primacy.

e, 0] Although the role conflict and ambiguity literature hss been cri-
ticised for lack of consistency of findings and methodological rigour H

A (e.g., Fishar & Gitelson, 1983; Van Sell et al., 1981), there is a certain
amount of agreemont regarding the corralation of theae forms of role
o stress. Van Sell et al. (1981), after reviewing the 1i. srature, conclude
N % "Role conflict and ambiguity appear to cause lowrr pro uctivity, tension,
S dissatisfaction and psychological withdrawal from the work group" (p.
g 66). In their meta-analysis of rols strass research covering 59 saparate
9, samples, Fisher & Gitelson (1983) note that ambiguity is negatively and
consistently related to commitment, involvement, promotion, tenure,

boundary spanning and satisfaction with co-workers, whereas conflict is
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negatively ralated to commitment, involvement, participation in deci-

sion-making and satisfaction with pay, co-workexs and supervision.

Role overload, Kahn et al. (1964) regard role overload as a form
of inter-sender conflict, whereby different role senders each hold le-

gitimate expectations about a person's performance. However, taken col-

lactively, the mssigned tasks become impossible to complete within the S

given time limits; roie conflict, then, manifests as a conflict of pri-
orities. French & Caplan (1473) differentiate between quantitative and
qualitative overload: Quantitative overload occurs when the sum total
of work expected of tha individual (regardless of its difficulty) is more
then can be done within the set time period. Qualitative overload occurs

1f the b lacks the y skills, abilities or knawledge to

perfoxm the tasks at hand. Franch & Caplan (1973) further differentiate

between overioad and underload. If there is insufficient work (quanti-

tative) or the work is too aasy (qualitetive}, the person will expezience

underload. Both overload and underload are potentially stressful (Fremch o
& Caplan, 1973). Indeed, Selye (1956) referred to overload and underload N
as hyperstress and hypostress respectively.

The extent to which the job dazmands are too large or too smail is

d d i+ '

on ths role

raises the objectd bjective di . Following £rom t

Lazarus' (1966) theory, it is the appraisal (rather than the mere ex-
istence) of the workload that determines {ts stress potenmtial.

A usaful approach ¢o organisationsl stress is the person-environmert
fit model (see Argyris, 1964; Caplan, 1983; Harrison, 1978) which kas
been used extensively at the Institute of Social Research by French .and
his co-workers (e.g., Caplan, Cobb, French, Narrison & Pinneau, 1if-75, .
1980; French, Rogers & Cobb, 1974; Harrison, 1976). The person-eavi tou-
ment fit approach is to compare the level of workload preferred by the
incumbent to the actual workioad expected of the role. The greater the o

discrepancy, the greater the stress potentisl (French, 1974},
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‘The application of the person-environment fit concept extends beyond
role overload to any organisational stressor. Harrison (1976, for ex-
emple, found that, while neither the subjective nor the objective stress
measures were associated with depression, the person-environment f£it
measure yielded a sipgnificant curvilinear ralation: when the fit matched
exactly, depression was smallest. Harrison (1976) reports similar find-
ings for the person-environment f£it measure of job complexity and other
measures of strain {i.a., job dissatisfactior, boredom, anxiety, somatic
complaints and lrritation). Finally, Harrison (1976} reports that, re-
gardless of occupational group investigated, approximately the same
numbexr of people wers dissatisfied bhecause of either too much or too
litcle job complexity or work losd. Thus the person-environment £it
concept represents a useful way of measuring any type of organisational
stress,

From their research e¢n role overload, French & Caplan conclude that
a) quantitative and qualitative role overload are two distinct variables;

b) both forms of overlead are prevalsnt in Western, achievement-oriented

societies; and c) both lead to forms of strain such as job dissatisfac-
tion, job tension, lowered self-esteem, job-related thyreat, embarrassment
and increased cholesterol, heart rate and smoking levels.

Schulex, Aldag and Brief (1977) note that most studies on role stress

use Rizzo, House and Lirtzman's (1870) Role Ambiguity and Role Conflict
Scales {e.g., Batlis, 1980; Bedelan & Armenakis, 1981; Bedeian, Armenakis
& Curran, 1980; Bedelan et al., 1981; Brdef et al.,, 1979; Johnson &
Stinson, 1975; Keenan & Newton, 1984} McEnrue, 1984; Miles, 18764, 1976b;
Shamir, 1980). Similarly, Fishexr and Gitelson (1983) note that 54 of the
59 samples included In their mota-analysis of role stress studies used
the Rizzo et al. (1970) scales or derdvatives thersof, NHowever, Rizzo

ot al. (1970) incorporate role overload into the role conflict scale.

1y, less h has been di d specifically on the in« 1
dependent effects of role overload than on ambiguity and conflict. 4
—~— N . W I T TR ™ TP T
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Subsequently, however, scales have been developed that assesses role
overload independently of role conflict {e.g., Beehx, Walsh & Taber,
1976; Caplan, 1871). Reparted consequences of role overload include job

dissatisfaction, envi 1 and latent hostility (Keenan

& Newton, 1984), increased levels of cholesterol (Sales, 1969) and co-
' ronary heart disease (Ivancevich & Matteson, 1980), work-related tension
@ {Caplan & Jones, 1975; Koocnan & Newton, 1984; Sales, 1970), depression

o {Caplan et al., 1975}, lowered lovels of self-esteem and work performance

{Margolis, Kroes & Quinn, 1974; Sales, 1970), increased propensity to
leave and absenteelsm (Gupts & Beehr, 1979; Margolic et &l., 1974).

) Role underload is also a potential source of stress (Schuler, 1980). .

f Levi (1972) notes that both overload and underload are associlated with b " e

» the person's need for stimulation. Overload entails too wuch stimulation
N whereas underload entails too iittle stimulation. Thus both underload
and overload are stressful (Frankerhauser & Gardell, 1876; French, 1974),

For example, Keenan and Newton (1J84) found that role underload is ase o

sociated with jub di on, ent 1 don and emo-

tional reactions. Similarly, Caplan et al. (1975) found that work o

Y underload leads to increased job dissatisfaction. o

From this discussion, role stress emerges 4s an Importent source

ya: i of organisational stress which is nogatively asseciated with a) psycho-
" logical, bohavioural and physical manifestetions of strain; and b) N
.y work-related attitudes, behaviour and porformance, Howsver, the xole

stress-strain relationship is modexated by individual differences, work o
settings and socinl support systems (o.g., Fisher & Gitelson, 1983;
Trench & Caplan, 1973; Van Sell, s al,, 1981). The influence of moderator
\' variables will be discussed later ia the chapter. 0.

Organisational territoriallty, French and Caplan (1973) suggest that

each person in the orgsnisation develops their own 'territory' and per~

sonal space in which they feel the most comfortable. Orossing boundaries

; either within the organisation (e.g., being located in a part of the
!
J
|
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orgenisation wher - che predusinant work is different f£rom your own), or
beyond the orgensisation {e.g., the sales ropresentative whose customer's
demands conflict with those of his/her superior) constitutes & source
of stress, “Indeed, every time a parson moves out of his torritory he
invades the territory of someone slae, potentially putting the other
person as well as himself wnder stress® (French & Caplan, 1973, p. 45).
Quick and Quick (1984) identify six factors that make boundary-spanning

activities extremely strossful:

1. Performing set, non-routing sctivities.

2. Maintaining frequent nnd long~term xelations with individuals
in othey oxgmmisarions.

3. Relating to dynamic complex environments,

&, Denling with very diverse organisations,

5. Lacking screening mechanisws like secrataries.

6. Zuing evaluaved with very exact, precise performance standevds

{Quizk & Quick, 1984, p. 25).

Fronch and Gaplen (1973) report positive correlations between time
1 speat on external pursuits (i.e,, extra-organisational tesks) and dead-
, l4un pressures, Jobereisted tonsion and low self actualisstion. As re-
gards oxtra-~organisational torritoriality, werking in alien environments
N o was assovlatad with facreased role overloasd, blood pressure, and pulse
zate, less opportunity for odvancement ond lower self actualisation
(Franch & Gaplan, 1973).

o Responsibllity for people. Work vosponsibilities represent a further

& sattree of orgonisstion stress. [French and Caplen identify two sources
ty @ of responsibility: 1) for people (i.a., their work, developwent, jbo
security), and 2) for things (i.e., budgets, projects, property, equipe
went). Responsibility (particularly for panple) incroases as peeple move
up the organisation hiererchy. Indeed, strumpfer (1983) statss "respon-
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sibility for people is perhaps one of the most difficult burdens an ex~
ecutive can bear, a heavier one than responsibility for things" (p. 11).
Responsibility for people eatails large amounts of time interacting with
people, reduced time spent on actual working, and therefore leads to
increased role overload (Freach & Caplan, 1973). Ivancevich and Matteson
(1980) postulate two major reasons why vesponsibility for pecple iz
stressful: o) It tekes up time and therefor: increases overload, deadline
pressuras, and the potential for role conflict and ambiguity; b) it often
entails making unpleasant interpersonal decisions.

Corxrelates of responsibility for people found by French and Caplan
include increased smoking, serum chelesterol levels and blood pressure,
Pincherla (1972) found that coronary heart disease risk factors were
closely associsted with the age and level of responsibility in execu~
tives. Similarly, Wardwell, Hyman and Bahnson (1964) found that respon~
sibility for people was significantly more likely to lead to coronary
heart disease than responsibility for things. Cooper and Payne (1978)
report that jobs with substantial responsibility for other people con~

tribute to ulcers and hypertension.

Relations with others. Failure to meet individual needs for intar-
personal recognition, acceptants and equity in interpersonal relation-
ships constitutes a source of stress (French & Caplan, 1973; Kahn et
al., 1964), In the work sitnation, then, poor relations with one's bossy
subordinates and colleagues are anothor important source of stress
(Fronch & Caplan, 1973). This stressox is particularly relevant to stress
in IR. Fronch and Caplan pote that organisation theorists such as Argyris,
Likert and McGrogor all suggest that good relations botween members of
an organisation can play a major role in improving individual and orga-
nisatlonal health,

Cooper (1981) points out that poor relations might also ba a source
of stress because they entail a lack of social support. For example, at

competitive managerial levels, peers might not share their problems for
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fear of appearing weak. The importance of social support as & moderator
of stress will be demonstrated later in the chapter.

Characteristics of poor work relations include "low trust, low
supportiveness, and low Iinterest in listening to and trying to deal with
the problems that confront the organisation membex" (French & Caplen,
1873, p. 48). Schuler (1980) states that poor intetpersonal work re-
lations can promote stressful rippls effects. For example, poor trust

batween two colleagues may affect k and £

which may then intensify the Intragroup animosity. This vicious circle
can harm othey interpersonal and organisational gqualities.

Quick and Quick (1984) identify five interpersonal stressors:

1. Status incongruence oceurs when there is an incongruence between
actual and ¢ntitled social status.

2. Social density - sither too much or too little personal space
and distance can cause stress. Cox, Psulus, McCain and Karlovac
(1982), for example, found that crowding leads to psychological
strain which, in tuxn, induces physical illness, Conversely, in-
sufficient social contact is also stressful.

3. Abrasive personalities are a source of stress for others because
they ignore the interpersonal aspects of human intexcourse and are
insensitive to their fellow omployees (Lovinson, 1978). Abrasive
personalities alss can be comdescending, striving for perfection,
self-centred, and unable to delegate, which induce feelings of
inadequacy and uselessness in thelr colleagues.

4. 8tyle of leadorship (e.g., suthoritarian behaviour) has long
been identified as a source of surprdinste tension (e.g., Lewin,
Lippett & White, 1939).

5, Group prossures constitute an aspect of the informal organisa-
tional network of rnles to which the individual is expected to
adhers. Violation of such norms leads to group sanction to conform.

Quick and Quick (1984) cite a case of a 'rate buster' who was
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‘counselled' by his peers to conform in 4 manner that cauvsed him
sufficient tension and anxiety to orsure that he didn't over-pro-

duce ageini

Despite its iwmportance as a source of stress, surprisingly little

research has been conducted in the area of relationships at work (Cooper,

1981). Both French & Caplan (1973) and Kahn et a1, (1964) found that poox o

work relstions are often precipitated by conditions of role ambiguity: /|

S L“ lack of i leads to mi about others and how to deal
2 . with them. Disagreement aver how to practice and/ox perform tasks serves ‘“‘
as a source of poor relations. The resultant misunderstandings and cone
£licts negatively affect trust, supportiveness and willingness to .isten
to organisation members' problems, which in turn increase job dissatis- Lo

faction and job-related threat. Interestingly, French and Caplan also

frund that pooxr relations with subordinates do not produce feelings of

threat, whereas poor relations with colleagues and supexiers do affect C

&0 threat (French & Caplan, 1973).

4 Buck (1972) examined workers' and managers' attitudes toward their

immediate superiors and found that workers who rated thedir superiocrs low
on consideration roported greater job pressure, They felt their superiors -
did not offer constructive criticism took advantage of them, and showed
preferontial treatment to 'favourites'. Buck (1972) concludes that the

considerate behaviour of superiors contributes significantly to subor-

dinates' fealings of job pressure.

Participation. Participation refors to the extent to which people

influence organisational decision processes, The stress assoclated with

participation occurs whon people are excluded from those job-related

decisions in which they might want to be involved (French & Caplan, 1973). o
Jackson {1983) suggests that participation reduces strain because it is
| & sourue of power, influence, information and social support. Belief in

I personal contral is associated with feelings of reduced threst (Anderson,
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Hellreigel & Slocum, 19%77). Both Averill (1973) and Miller and Norman
{1979) stzte that the mexe belief in personal control shapes responses
to stressors (Jackson, 1983). Conversely, Karasek (1979) suggests thet
participation in decision making provides workers with the opportunity
to remove barriers to effective performance and thereby reduces frusw
tration. Participative decision making entails repeated information ex-
changes between organisation members, thereby increasing the potential
for sutual undexstanding (Schuler, 1979). "When conflicts workers face
become clear, perhaps for the fixst time, nigotiation is likely to begin
aver which expactations should be changed in order to reduce inherent
confliets" (Jackson, 1983, p. 6).

Participation leads to greater communication and thereby reduces

isolation and role embiguity (Jackson, 1983). Because participation en-

tails greater and may lead to imp: inter-
personal ralations, it alsc increases the opportunity for social support,
an important modecator in the stress-strain relationship (Jackson, 1983).

Schuler (1980) states that participsiion in organisational decision
making is relatad to one’s needs for meaningfulness, responsibility,
autotiomy, certainty, predictability and ownexship. He toncludes "bucause
of the large number of neads related to participation it is not surprising
to find many studies suggesting wnd finding the benefits of participation
in reducing stress" (p. 198).

French and Caplan (1973) conclude that high participation is asso-
ciated with a) low psychological strain, b) a high sense of responsi-
bility, ¢} a lack of role ambiguity which aliows people to utilise thedr
skills, and d) positive work attitudes and career prospects, low turnover
and high productivity and parformance.

Other studles report similar ~slationships between participation
and manifestations of strain, For exampls, Margolis et al, (1974) report
that non-participaiion is assoclated with poor phyaical health, escapist
drinking, depression, propensity to leave the job, absenteeism and low

self-estoem, motivation, and 1ife and job satisfaction, Kasl (1973) found
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non-participation to be associated with job dissatisfection and Quinn,
Seashore and Mangioni (1971) found poor mental health to be associated
with non-participation. Morris, Stears and Koch (1479} examined the ef-
fects of six organisational structural varishbles on role stress and found
that only participation in decision making was consistently related to
role conflict and ambiguity. Schuler (1977) found that participation
interacts with role stress to influenca iob satisfaction and performance.
In a longitudinal study over six months, Jackson (1983) concludes that
"participation in decision making appears to be an important {negative-
ly-related) causal determinant of role strains, which are, in turn, im-
portant pracursors of both individual and organizational outcomes™ (p.

3).

Occupational differencas. The final source of stress in French and
Caplan's model is occupational differences. They claim that different
nccupational groups experience a) different quantities of the same
stressors (e.g., three deadiines per year vs. three deadlines per day);
b) different forms of stress {e.g., responsibility for people vs. re-
sponsibility for things); o) different amounts of strain (e.g., high vs.

low levels of job dissatd ien); and d) d forms of strain
(e.g., coronary heart discase vs. low self-esteem).

French and Caplan (1973) found that sclentists, engineers and pro-
fessors experienced guelitative role overload which was associated with

lowered self + G 1y, admind

experienced quantitative
overload dorived from thelr worklosd which included responsibility for
people and considerable boundary spanning activities, In a study of 22
000 individuals in 130 occupations, Caplan et al. (1975) were able to
distinguish high (e.g., office managers, first-line supervisoxrs, admin~

istrators and secrstarles) from low (personnal employees, craftsmen,

university ) stress in terms of incidence of stress

related disorders.
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One way in which pational di are ed in the |

14 is by 1 level. The is that the risk of 9

coronary heart disease rises with occupational level (see Marks, 1967).
Indeed, the plethora of executive stress literature would support this ‘
¢laim (e.g., Moss, 1981).

Schuler (1980}, for example, concludes that managerial (and health

care) professions are the most s 1 . He that

these positions are sssociated with needs for autonomy and responsibil- “

ity, yet they require much dependence on others. The discrepancy between
needs and practice is stressful (Schuler, 1980). Caplan et al. (1975)
list menagerial jobs twice among the 12 most stressful occupations.

Reasons for the high strass potential of managerial jobs could be that

they involve a) stress related components such as taking responsibility
s for people (French & Caplan, 1973); b) time deadlines and performance
evaluation activities (Cooper & Marshall, 1978); c¢) decision making ac~
tivities (Karasek, 187Y); and ¢) keeping pace with ever-changing business
practices (Moss, 1981). Strumpfer (1986) reports that in a sample of black
i mrle patients at Baragwanath Hospital, those suffering from duodenal
ulcers were employed in significantly higher occupational lovels than

control patients without gastro-intestinal conditions (see Segal, Dubb, o

On Tim, Solomon, Sottomayo & Zwane, 1878). In a study of stressors facing

middle and top management, Kiev and Kohn (1979) found that the political ,'

@ climate of the organisation was rated as the most stressful aspect of

i
E the job by approximately half the « Other imp al ]

stressors were lack of feadback, respensibility without acthozity, un-

oxr the

certainty about the y's future, and unsat-

g isfactory relationships with superiors (Kiev & Kohn, 1979). Thus the
o management role contains diverse souxces ~F stress,

) | Recently, though, the focus has shifted to stressors facing lower

4 level blue collar workers (e,g., Axelrod & Gavin, 1980; House, Wells,

Landermarn, McMichael & Kaplan, 1979; Jamal, 1985; Poulton, 1978; Shostak,

19804 Smith, Colligan & Hurrell, 1980). Por example, Smith et al. (1980)

|
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found that in a cross-section of occupational levels, unskilled labourers
reported the highest rate of physical and mental strain., Shostak (1980)
identifies specific blue collar stressors including four objective
stressors (i.e., compensation, health and safety hazards, conditions of
the workplace and the threat of unemployment); four subjective stressors
{i.e., inferior status, problems with supervision, vulnerability within
the workgroup and job dissatisfaction); and various stressors assoclated
with unionisation (e.g., conflict, union elections, politics,
labour-management relations},

Therafore, when considering organisational stress it is unwise to
focus solely on traditional managerial levels, Rather, there are stres-
sors particular to each level in the organisation which demand thet the
entire hierarchy be considered in crganisation stress research.

Besides occupational level, the stress associated with specific
occupations have been investigated (Cooper & Marshall, 1978; French,
Caplan & Harrison, 1982). Colligan, Smith and Hurrell (1977), for exam-
ple, examined admission records in mental health centres covering people
employed in 130 occupations. After controlling for general population
distributions of occupations, they found that health technologists,
nurses, waiters and waltresses led the list based on hospital admission
rates. Specific occupations that have been investigated In the stress
literature include police officers (Davidson & Veno, 1980; Lester, 1982;
Lester & Mink, 1979; Redser, 1974), lawyers (Kobasa, 1982a), school ad-
ministrators (Tung, 1980} and teachers (Brennor, Sorbom & Wallius, 1985;
Hembling & Gilliland, 1981; Phillips & Lee, 1980), engineers (Keenan,
1980; Kesnan & Newton, 1985), air traffilc controllexs (Cobb & Rose, 1973;
Crump, 1979) and accountants (Kemery, Bedelan, Mossholder & Touliatos,
1985).

Special attention has been focused on the stressors of helping
professions such as nurses (Bedeian & Armenakis, 1981; Bedeian et al.,
1980, 1981; Marshall, 1980), dentists (Cooper, 1980), doctors (de Sole,
8ingor & Aronson, 1969; Murray, 1877), and soclal workers (Jayratne &
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Chess, 1984). The strain experienced by members of the helping pro-
fessions has been called 'burnout', & syndrome of emotional and physical
exhaustion characterised by negative job attitudes, s lowered profes-
sional self-concept and & loss of empathy for clients (Cherniss, 1980;
Maslach, 1978, 1979).

Thus, whether concentrating on organisational level or occupational
type, one consistent finding is that different occupations place unique
stressful demands on the incumbent. Any organisational stress investi~
gation should therefore note these differences.

That then completes the review of French & Caplan’s categorisation
of organisationsl stressors. But it must be noted that the list of ore
ganisational stressors goes far beyond French and Caplan's classifica-
tion. In fact, a graat deal has been written about other stressors
including &) physical working conditions (e.g,, McCormick & Saunders,
1982), such as temperature extremes (Biersner, Gunderson, Ryman & Rahe,
1971; Holt, 1982), illumination (Ivancevich & Matteson, 1980), noise
(Cohen, 1980; Glass & Singer, 1972; Holt, 1982), physical dangers and
disorders (Althouse & Hurrell, 1977; Chisholm et al., 1983; Holt, 1982),
bad office design (Quick & Quick, 1984) and poor 'man-machine’ design
{Holt, 1982; Swain & Guttman, 198C}; b) career development chavacter-
isties (Blau, 1978), such as over-promotion (Brook, 1973; Greenberg,
1983; Holt, 1982), d ion (! barg, 1983), d (Kasl &

French, 1962), job transfer (Renshaw, 1976), thwarted ambitions (Green-
berg, 1983), retirement (Hall, 1976) and job loss (Bluen, 1983b; Jahoda,
1981; Kasl & Cobb, 1970, 1979, 1980; Kinicki, 1985; Tiggemann & Winefield,

1984)3 ¢) isational setting, demands and climate variables

such as routine or wonotonous jobs (Quick & Quick, 19845 Quinn, 1975),
performance appraisals (Quick & Quick, 1984), job insecurity and uncer-
tainty (Greenberg, 1983; Greenhalgh & Rosenbhlatt, 1984; McOrath, 19763
Mossg, 1981), machine paecing (llolt, 1982; Murphy & Murrell, 1980; Schuler,
1980), and shift work (Helt, 1982; Rentos & Shepard, 1976; Tasto & Col-
iigan, 1978, Zedeck, Jackson & Summers, 1983). In addition, several au-
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thors (e.g., Cooper & Marshall, 1976; Ivancevich & Matteson, 1980; Mertin
& Schermerhorn, 1983) acknowledge the importsan. role that non-work re-
lated stressors such as stressful life events (e.g., Dohrenwend & Doh~
venwend, 1974, 1978, 1981; Perkins, 1962) and family demands (Baxrling,
1986; Waldron, 1978) play in the organisational stress process. Although

BN it would be beneficlal to examine each of these stressors individually,

French and Caplan's stressors are of particular importance to the present o

: thesis. Thus Sor tha sake of the 1 ere not
R discussed here. (For reviews of such stressors, see Beehr & Newman, 1978;
Ivencevich & Matteson, 1980). T

There 1s, however, one source of stress that French and Caplan omit

‘ which is particularly important in the present thesis, namely, the stress

associated with organisational change (Kecnan & Newton, 1985; Schuler, 2

3 1982). As noted in Chapter 2, change (specifiecally, in the form of life

o events) represents 4 major source of stress which has definite delate-

rious psychological {e.g., d & Doh 1974,
1978, 1981; Perkins, 1982; Rabkin & Streuning, 1976). Stressful life

w ] events have also been examined within the work context. Indeed, Kobasa's

research (e.g., Kobasa, 1979a, 1982b; Kobasa & Puccetti, 1983) is based
on a dexivation of Holmes and Rahe's Schedule of Raecent Events. Fux-
thermore, Bhagat (1983) developed & conceptual model for the effects of
stressful life events on work outcomes such as reduced job involvement,

. performance affectiveness, and job satisfaction, and increased turnover,

absenteeism and occupational hazards. Thus it appears that general life

T changes are associated with psychological and work-related strains.
However, barring some notable exceptions, surprisingly little re-
search has been conducted examining the effects of organisational change
£ a8 a source of work stress., To redress this situation, Sarason & Johnson ‘
(1979) dsveloped the Organisational Change Inventory, a 30-item scale
LS designed to assess the strossfulness of organisational changes (see

Chapter 6). They found hoth life change and organisational change were

neogatively associated with job satisfaction, thus providing "support for
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1ising i 1 stress in terms of changes experienced NN
within the working environment" (Sarason & Johnson, 1979, p. 79). i

Welss, et al. (1982) found that job-related stressful events cor- “
related significantly with on the job information search, & xecognised i .
means of coping with job uncertainty, Similarly, Adams (1978) found or- ws

ganisational change events correlated with a variety of reported physical
illnesses. Bden (1982), in an interrupted time-series study of acute
N rather than chronic changs, found that critical job events caused anx-

. iety, incressed systolic blood pressure and pulse rats, qualitative ov-

o erload and serum uric acid, Keenan & Newton (1985) found that acute
stressful avents at work were associated with fealings of anger, annoy~
S ance and frustration. They note that such responses differ from convens
tional strain reactions such as anxiety or tension (Keenan & Newtom,

LT 1985). Thus both from the application of life events theory to the work

£ setting and from the empirical evid 1 change
an important souxce of stress.
The list of potential organisational stressors s extremely long.

- Phenomenta associated with every aspect of worklife emerge as potential

stressors. What then are the of such

K C: of Or Isational Stress

L. Several occupational theories (e.g., French & Caplan, 1973; House,

1974) focus on a specific outcome of organisational stress, namely, co- LA
ronary heart disesse. They maintaln that stress causes strain which then :
E leads to coronary heart disease. In the present thesis, responses to
A stress are seen to be non-specific, manifesting in a variety of forms
(Selye, 1956). Gonsequently, a wmore diverse approach to organisational
strain was sought. Beehr & Newman's [1978) four dimonsions of strain (viz.
physical health, psychelogical health, behaviour and organisatienal L
consequences), represents & tidy and comprehensive framework for ana-

lysing organisational strain, and will be adopted for usa in the present
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discussion along with other similar facet analysis models (i,e., Holt,
19682; Schuler, 1982; Shirom, 1982b). Although the effects of organisa-
tional stress extend beyond the organisation to impact on the family
(Barling, 1986; Jackson & Maslach, 1962), such consequences are beyond
the scope of the present thesis and therefore will not be discussed.
The aim of this sectlon, then, is to outline briefly the many forms
that organisational strain can take, using Beechr & Newman's (1978) model
as & framework. No attempt is made to provide a detailed discussion of
each variable., Rathex, the focus will be on demonstrating the diversity
of responses to organisational stress. It is noted, however, that al-

though the dimensions of ional stress are

separately here for the sake of clarity, in reality there exists con~
siderable overlap. For example, several reseaxchers suggest that psy-
chological symptoms precede physiological consequences of job stress
(Margolis et al., 1974; Russek & Zohman, 1958).

Beehr and Newman acknowledge that human consequences can be either
adaptive or maladaptive. However, for the present purposes, the focus
1s on maladaptive or undesirable consequences of stress that detract from

employee health and effectiveness.

Physlcal consaquences. The primary research focus of physical stress
censequences has been related to the cardiovascular system. However,
Strumpfer (1983) states that to consider work stress as a single factor
causing coronary heart disease xepresents an oversimplification. Indead,
several stress rolated factors contilbute to coronary heart disease
(Cooper & Marshall, 19763 House, 1974: Strumpfar, 1983; Quick & Quick,
1984). Fox example, work (and 1) lead to 4. d blood

pressure, cholesterol level, heart rate, smoking, escapist drimking,
depression and job dissatisfaction, and reduced aspiration leveis. These
symptoms precipitate coronary heart disease (Cooper & Marshall, 1976
Strumpfer, 1983).

\
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Typically, retrospective studies have been conducted because of the
logistic problems associated with prospective studies of coromary heart
disease {Beehr & Newman, 1978). Russek and Russek (1972), for example,
found that coronary heart disease patients can be differentisted from
healthy controls by demographic and orsupation chara-teristics but Beehx
and Newman note that such data are o 4 to many alternate explanations.

Most coronary hsart disease research has focused on risk factors
clinically related to coronary heart disease (Beehr & Newman, 1978). For
example, Friedmen, Rosenman and Carroell (1957) found increases in the
cholesterol levels of tax accountants as the tax deadline date ap~
proached. Once the deadline passed, chelesterol levels gradually receded
to normal levels. Typical coronary heart disease risk factors associated
with job stress include blood pressure (Uobb & Kasl, 1972; Kasl & Cobb,
1970), cholesterol level {Chadwick, 1¥80; Cobb & Kasl, 1972; Friedman
et al., 1957}, pulse rate (Caplan at al., 1975; Hennigan & Wortham, 1975),
and elsctrocardiogram abnormalities (Reeder, Schrama & DNirken, 1§73;
Shirom, Eden, Silberwasser & Kellerman, 1973). However, Holt (1982)
notes that neither Caplan et 2l. (1975) nor Chadwick (1980) found any
correlations between risk factors (e.g.. urde acid, cholesterol, pulse
rate, blood pressurs) and coronary heart disease. Furthermors, many of
these studies compare incidence of physiological problems across ocou-
pations, making interpretations of results tentative (Beehr & Newman,
1978).

Besides being mediated through risk factors, orgenisational stress
can exert a direct offect on coronary heart disease (Quick & Quick, 1984).
Russek and Zohman (1958) found that 91% of their sample of young coronary
hoart disease victims experjenced prolongad job-related emotional strain
before the coronary, compared to only 20% of their control group who had
not suffered a heart attack, Similaxly, Siegrist, Dittwann, Rittner and
Weber (1982) found that specific work stressors were more pravalent in
a sample of patients with myocardial infarction than among healthy con-

trol subjects.
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Conversely, most extensive reviews linking organisational stress
to coronary heart disease acknowlodge the important affect of moderating
variables, notably Type A behaviour patterns on this relationship (e.g.,
Cooper & Marshall, 1976; House, 1974). The role of Type A behaviour inm
organisational stress will be discussed later in the moderator section.

Quick and Quick (1984) note that the coronary heart disease risk
factors are similar to those leading to strekes (L.e., smoking, hyper~
tension, poor diet and diabates). Cunsequently, to the extent that or-
ganisational stress influences these risk factors, it can be expected
to impact on the onset of strokes (Quick & Quick, 1984). However, there
ds a paucity of research directly linking organisational stress and
strokes (Quick & Quick, 1984).

Other repozted physical consequcnces of job stress include deteri-
orations in general health (Hinkle, 1574; Rehe, Gunderson, Pugh, Rubin
& Arthur, 1972), uric acid levels (Caplan et &l., 1975; Cebb & Xasl, 1972;
Shirom et al., 1973), blood sugar (Caplan et al., 1975; Schar, Reeder &
Durkin, 1973), peptic ulcers (Cobb « Hasl, 1972; C:bb & Rose, 1973;
Greenberg, 1983; House et al., 1979), somatic complzints (Caplan et
al., 1975), impaired lung functioning (Howse et al.. 1979}, increased
ser & Gardell, 1976), headaches

holaming i {F)
(Quick & Quick, 1984), fatigue {famcwom, 1371), various forms of psy-
chogenic illness (Coliigan & Murgly, 29797 . and death {Cobb & Rose, 1973;
Bales & House, 1971).

However, the costs mssocisted with chbtaining objective mrdical in-
formation (i.e., dindividual medical exominations, blood tests, X-rays
and so forth) precluds wide scaie usage of such methads of data collection
(Bechr & Newman, 1978; Holt, 1982), Yet alternative sources of medical
information (e.g., self-reports, medical visits, organisational records)
can be unrelisble (Beehx & Newman, 1978). Thus datd collection remains
a problem when investigating the physiological consequences of job

stress.,

kY

“ o r 8 B s et et i ec e sl

2k



- 79 -

Psychological consequences. Bechr and Newman (1978) state that be-

cause most job stress studies assessing psychological strain rely on

self~yeport, paper-and-pencil tests, their findings are to be regarded

with caution, given the inherent methodological problems associated with S

this form of data collection. Holt (1982) points to another problem ?
. agsociated with investigations of psychological consequences of organi- &
) “ %

sational stress:

o “Faced with the cholce of baing considered a 'mental patient' or
“ baing regarded as someone With a somatic illness, most people
2] consciously or unconsclously choose the latter, soclally more dc-

N ceptable patient xole, Small wonder, therefore, that there is a

- graat deal of (organisational stress) literature in which the de- 3
@ pendent variables aze bodily diseases or their precursors and very N

little in which specific nouxoses, psychoses or other established

@ psychodiagnostic categories play that zole" (Holt, 1982, p. 432). P

Conversely, Cooper and Marshall (1976) state that many of the recemt

stress studies have used two primary indleces of occupational disease,

"J coronary heart disease and mental iliness. Many studies link organisa-
tional stress to psychological symptoms such as depression (Caplan & k
’ Jones, 1975; Caplan et &l., 1975} French er al., 1982; I1feld, 1976} Quinn
o & Shepard, 1974), nervous strain and temsion (Batlis, 1980; Dedeisn &
o Armenakils, 1981; Miles, 1976a; BSales, 1970), low self-esteem (Beehx,

1976; French & Caplan, 1973; Maxgolds et al., 1974), sense of futility .
(French & Caplan, 1973), enxiety (French st al., 1982), resentment (Ca-

plan & Jones, 1975; House & Harkins, 1975), overall iife dissatisfaction
(Seers et al., 1983), irritation (French et 42., 1982), frustration

(Kaenan & Newton, 1985), hostility (Keenan & Newton, 1984), embsrrassment

(French & Ceplan, 1973) and genecxal mental illness (Smith et al., 1978).

s Ivancevich and Matteson (1980) note that the worrying aspect of

PR these psychological outcomes 1s that they can form a closed loop of in- .
creasing seriousness, leading to & vicious cirele of psychological 111 v

health, Thus move surious unreported psychological disorders may be in- ’ 1

directly linkad to occupational stress, Conversely, Strumpfexr (1986)

1 obsstves that work stress probsbly cannot ba mote than a precipitating

factor of psychotlc conditdons.
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Behavioural . Behavi 1

of organisa-
tional stress are the least studied consequence, perhaps becauss of the
greater time, effort and ingenuity required for their measurement (Baehr
& Nowman, 1978). Many theorists rely on macroeconomic data to support
the stress-~bahavicural strain relationship. For example, Ivancevich and
Matteson state:
"When 6% of the population are alcoholics; another estimated 10%
are problem drinkers, and wh . biilion doses of prescription
tranquillizers and ¢ billior wvses of amphetamines and barbiturates
are consumad annually, the @ is strong evidence that people are
expexiencing high levels of tension, anxiety and stress. And a
recent New York State Narcotic Addiction Contzol Commission report
that 36% of regular tranguillizer users used the drug at work is
additional evidence that stressors in the work environment play a
significant role" (Ivancevich & Matteson, 1980, p. 96).
Thera are two criticisms of Ivancevich and Matteson's approach.
First, they assume that people drink and use dyugs because they experience
stress. Howaver, the puoblems of alcoholism and drug addiction are mul-
tifaceted phenomens with many non-stress-related causes (e.g., Kiagsbrun
& Davils, 1977; Stanton et al., 1978; Ward & Faillace, 1970). In fact in

thedir , 1 h and

ly regard stress as a
'catch-all' for any psychological malady; an approach that adds to the
confusion but not to the body of knowledge about stress. Second, swal-
lowing pills during working hours does not entail thsv work stressors
necessarily precipitate such dctions. Those workers may be on a medically
prescribed course of tranquillisers that require several time specified
daily dosas. Because stich findings ara subject to confusion, an alternate
research strategy is roquired to establish th. relationship between oc-
cupational stress and bohavioural consequences.

The most studied bah 1 of 1 stress

is smoking (Beehr & Nowman, 1978). In a sample of 12 000 professional
men, Russek (1965) found 46% of men in high stress occupations smoked
and only 32% men in low stress occupations smoked. Similarly, Conway e

al. (1981) found significant correlations betwsen smoking and occupa=

T
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tional stress. Furthermore, smoking level has been shown to increase
proportionately to stcessors experienced (Lindenthal, Myers & Pepper,
1972), and giving up smoking has been negatively related to stressors
(Caplai., Cobb & Fremch, 1975). V.t Caplun et al. (1975) found no job
stress level differencas batween smokers, ex-smokers or non-smokers.
"Alcohol consumption is one of the most widely recognised and
probably the most common serious stress reaction” (Quick & Quick, 1984,
p. 51). Some researchers suggest that occupation 1s the most important
factor determining drinking habits and related alcohol problems (Djesjo,
1980; Plant, 1979). However, Quick and Quick (1984) note that factoss
other than stress (e.g., social climate, selection trend:) contribute
to the strong alcohol-cccupation relationship. Nonetheless, direct as=
soclations between organisational stress and escapist drinking have been

reported (Margolis et 41, 1974; Shirom et al., 1973).

Drug abuse is gaining in as a 1 conse-
quence of stress, paiticularly amongst those people such as long distance
dxivers or night watchmen who are employed in monotonous jobs (Harris
& Muckie, 1872). Yet no empirical studies could be found demonstrating
the associastion between organisational stress and drug abuse.

Organjsational stress has also been linked to an increasad predis-
position toward accidents (Quick & Quick, 1984). Work-related stressful
events may immediately procede demestic, automobile and industrial ac-
cidents (Whitlock, Stoll & Rekhdal, 1977). Selzer and Vinokuxr (1974)
report that job pressure is wedkly associated with traffic accidents,
whereas Brenner and Selzer (1969) found that drivers who experienced
recent stress are five times more likely to cause fatal accidents than
non-stressed drivers. Yet Ishexwood, Adam and Hornblow (1982) found no
relationship between stress and accidents. More evidence is required
before the oxrganisational stress-accident relationship is established
with any degree of certainty (Holt, 1982).

Ancther behavioural consequence of organisatf~l stress requiring

further empirical validation Is suledde (feehr & Nowman, 1978). Some
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for this relationship is provided by Holt (1982) who reviews

several studies that have compared suicide rates across occupations and

found that the stress-related variables of workplace social networks and

anomie are associsted with self d ive acts or {e.g.,
Bsuglass & Duffy, 1978).
Other sug, beh: 1 of organisational stress

include violence, appetite disorders, vandalism, theft, poor interper-
sonal xelations end risk-taking behaviour (Beehr & Newman, 1978; Quick
& Quick, 19843, Yet no empirical support could be found linking these

variables to occupational stress.

Organisational consequences. In the present discussion, various

classes of 1 stress are These
include work attitudes, w: 1 beh s P and general
untexr work behavi (Beehr & Newman, 1978; Perlman &

Hartman, 1982).

Beehr and Newman (1978) state “the simplest and most obvious psy=
chological effect of job stressors is dissatisfaction with the job" (p.
687). From the plethora of studies using job satisfaction as an outcome
varisble, a consistent inverse relationship emerges between organisa-
tional stress and job satisfaction (see Baehx & Newman, 1978; Coaper &
Marshall, 1976; French & Caplan, 1973; House, 1974). Other work attitude
varisbles found to correlate with organisationsl stress include
work-related tension (Bedeian & Axmenakis, 1981; Keenan & Newton, 1984;
Miles, 1976a), organisational climate variables (Bedeian, et al., 1981),
and low self sctualisation and motivation levels (Cooper & Marshall,
1976; French & Caplan, 1973).

Bmpioyse withdrawal from the job represents a further response to
organisational stress (Bevhy & Newman, 1978). Forms of withdrawal found
to be associated with stress imclide absenteeism (Gupta & Beshr, 1979;
Ven Sell et al., 1979), lateness (Adlex & Golan, 1981), and labour
turnover (Batlis, 1980; Bedeian & Armenakils, 1981; Gupta & Reshr, 1979;
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Hemner & Tosi, 1974; Kemery et al., 1985; Lyons, 1971). However, certain
studies examining labour turnover do so by assessing self-reports of
subjects' propensity to lesve the organisation (e.g., Brief & Aldag,
1976; Bedeian & Armenakis, 1981; Bedeian, Mossholder & Armenakis, 1983;
Rousseau, 1978). As such, these studies investigate a form of behavicural
intention rather than an actusl form of withdrawal behaviour.

The relationship between stress and performance is complex. One
popular belief Is that the relstionship resembles an inverted U: At low
arousal, performance is poor, As the stress level rises so does per-
formance up to an optimal point. Beyond that point performance tapers
off (w.g., Kalsback, 1981). HcGrath (1976) refutes this claim stating
that "at any given level of demand, including very high demand, the higher
the arousal, the better the performance" (p. 1 361). Consequently, Beehr
and Newman (1978) state that these competing formulations need to be
tested rigorously under varying stressor, performance and moderator
conditions. Although several studies have found significant stress-per-
formance relationships {e.g., Beehr, 1976; McEnrne, 1984; Miles, 197¢b;
Sales, 1970; Schuler, 1975) no clear-cut resolution of the stress-per-
formance debate can be found.

Holt (1982) notas that e a

neglected organisational stress consequence variable. Counterproductive
behaviours (e.g., deliberately trying to make trouble, spreading rumours,
working badly or incorrectly, industrial sabotage, failing to report
accidental damage, bribery, cheating and organised crime) may well rep~
resent forms of organisutionsl strain, yet at this point they remain
unresearched (Holt, 1982; Mangione & Quinn, 1975). .

The term 'burnout’ refars to the adverse effects of work where
pressures are unavoidable and setisfaction unavi'lable (Moss, 1981).
Maslach and Jackson (1981) identify four components of burnout. First,
there is an increased feeling of emotional exhaustion: As individuals'
emotional resources are depleted, they feel unable to give of themselves

on a psychological level. The second component,  personal
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accompl Ishment, refers to an increased tendency to evaluate onesslf and
one's work negatively. Third, depersonalisation is characterised by the
development of negative and cynical attitudes and feelings about one's
clients. The final characteristic, Imvolvement, refers to the decreased
identification between the individual and his/her client (Maslach &
Jackson, 1981). Since these four dimensions have been derived form ra-
search on over 1 000 subjects employed in diverse peopla prefassions,
the validity of Maslach and Jackson's conceptualisation of burnout seems
acceptable (Barling, 1986).

Burnout originally ujplied to organisational strain experienced by

human service professionals. Of late, however, it has gained currency

in the 1i (; , 1983). Mejer (1984) states that

in the past decade, few psychological concepts as burnout have appealed
to such a broad range of paople - helping professionals and the public.
Indeed, the traatment of burnout has been documented in at least 25 oc-
cupations (Meier, 1984). Despite its growing popularity there is little
empiri¢al research on the burncut phenomenon, most reports remain anec-
dotal (Meiex, 1984).

In a comprehonsive review of the burnout literature, only five ar~

ticles ical

(Periman & Hartman, 1982). From
the findings of these five studies (Berkeley Planning Assoclates, 1977;
Gann, 1979; Maslach & Jackson, 1981; Metz, 1979; Westerhouse, 1979)
Periman and Hartman (1982) note that burnout is associated with certain
organisational characteristics (i.e., caseload, degree of formalisation,

turnover rate and staff size), parceptions of the organisation (e.g.,.

staff peer and administrative support, ication nlarity, rules, and
leadexship), role perception {e.g., autoromy, work pressure, meaning-
fulness, feedback), individual characteristics (social support, sex, age,
leisure, ego level), and outcome variables (satisfaction and turnovex).
Clearly, though, much more empirical research is required before burnout

1s fully understood.
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Although many organimational consequences of stress have been
identified, the empirical support for their relationship with organisa~
tional stress remains sketchy. Bechr and Newman (1978) note that menmy
of these consequances are investigated but not in relation to job stress.
Concerted investigations into the organisational stress-strain ree
lationship are needed to redress this neglect. Such research should be
designed in a way that overcomes many of the criticisms that can be la«
belled sgainst studies raviewed in this chapter. One criticism is that
thers still aexists conceptual ambiguity and confusion regarding central
texms such as stress and strain (Beehr & Newman, 1978). For example,

most studies treat job sati td (or di ) as an outcome

variable {e.g., Holt, 1982), Conversely, House (1974) includes ,ob dis-
satisfaction as a stressor. On the other hand, Bateman and Strasser (1983)
found job tension and satisfaction to be reciprocally ceused. Clear

1 i 1 i ons of the isatd 1 stress terms are

therefore needed., A related ctiticlsm is that many of the subjective
measures of the stress process variables are so similar that significant
£indings are almost tautologous rather than meaningful (Firth, 1985).
Second, most studies investigate correlations between variables to
describe the stress-strain relationship (Cooper & Marshall, 1976). As

sucl, direction of causation cannot be determined (Parkes, 1982),

C: ional, ive studies should be replaced with prospec-
tive, longitudinel investigations designed to meet the prereguisites of
causal analysis (James, Mulaik & Brett, 1983),

Third, a triangulated approach needs to be adopted (Smith, 1975).
Instead of collecting only paper-and-pencil data where accuracy is at
best questionable (Beshr & Newman, 1978), diverse sources of datd should
be collected. Sources of such information include peer, superior or su-
boxdinate ratings, interview data, oblective organisaticnal data (labouxr

s lateness, ity, f ident and

wastage rates), or medical data (e.g., medical files, hospital admis-

sions, laboratory tests, x-rays, dispensary visits). For example, Za-

" - & & N $Psn s Wonsdon bt B s o Al

T




- 86 -

leznik, Kets de Vries and Neeward {1977) measured the consequences of
organisational stress using five syndromes: emotional distress, use of
medication, cardiovasculax, gastro-intestinal and allergy~respiratory
disorders. They were then able to present & comprehensive overview of
the consequences of organisationdl stress.

Fourth, Cooper and Marshall (1976) identify problems with sampling:
some researchers generalise from highly specific samples, others, from
diverse ssmples but using simplistic methodologies. Beehr and Newman
(1978) caution against generalising across occupational groups. Also,
it is not clean what constitutas an adequate control group; the general
population, patients suffaring from non-stress diseases, or the subjects
themsslvrs during perlods of low stress {(Cooper & Marshall, 1976).

Fifth, Schuler (1982) notes that the organisational stressor-styain
literature is both limited and inconsistent. Furthermore, Gal #nd La-

zarus (1975) note that the relationship between are i i

ent.

Sixth, many of the studies overlook the impact that personal and
situational variables exert on the stress-strain relationship (Firth,
1985). Where cognizance is given to moderator effects, the designs of

such studies fail to analyse the

affects ately (Zedeck,

1371). It is to this question of moderators that the focus new shifts.

Moderators of the Organisational Stress-Straln Relationship

"A moderator is a condition, behavior, or characteristic that
qualifies the relationship botween two variables. The effect may
be to intensify the relationship or to weaken it" (Ivancevich &
Matteson, 1980, p. 167).
Organisational stress moderators can effect the stress-gtrain ree
lationship dn at least three ways: They influence a) subjactive percep-
tions of objectiv: stressoxs; b) coping with perceived stressors; and

©) outcomes of the stressors (Schuler, 1982),
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In the organisational stress literature the range of potential
modexator variables 1s virtually infinite (Ivancevich & Matteson, 1980).

Consequently, in the present on only those adjudged

as central to the in relationship will be From

the literature (e.g.,. Beehr & Newman, 1978; Cooper & Maxshall, 1976;
French & Caplan, 1973; Holt, 1982; Quick & Quick, 1984; Schuler, 1980;
1982; Strumpfer, 1986), four classes of organisational stress-strain
moderator variables are identifisd, psychological, physical, demographic

and situational moderators.

Psychological moderators. Many psychological variables have béen
found to modexrate the organisational stress-strain relationship. Examples
include work values (Craim, 1974; Kahn et al., 1964), work commitment
{Jamal, 1985), individual need levels (Beehxr et al., 1976),
flexibility/rigidity (French & Caplan, 1973; Kahn, 1973; Kahn et al.,
1964), work addiction (Ivancevich & Matteson, 1980; Theorell, 1974),

[¢ s 197%4), self-esteem (Chan, 1977, Nolt,
1982; Kasl & Cobb, 19705 London & Kiimoski, 1975; Petrie & Rotheram, 1582;
Quick & Quick, 1984}, locus of contrel (Beehr, 1983; Krause & Stryker,
1984; Sadowski & Blackwell, 1985), introversion-extroversion (French &
Caplan, 1973}, tolerance for conflict (Randolph & Posner, 1981), pex«
ceived competence (MeEnrue, 1984), anxiety (Chan, 1977) and assertiveness
(Petrie & Rotharam, 1982). Several authors have noted the effect of
personal abilities, knowledgs &nd experiences as moderators of the
stress-strain relationship (MeGrath, 1976; Schuler, 1980; Shirom, 1982).
In this regard, the role of coping is crucial (Lazarus, 1966).

Two paychological modsrators have been extensivaly investigated,
namely Type A behaviour pattern and hardiness. In the late 1950'z two
cardiologists Friedman and Rosenman (e.g., Friedman et al., 1957) re=
cognised a behaviour pattern In their coronary patients (Quick & Quick,
1984). Since then the pattern has bacome known as Type A and "after twenty

years of research Type A behavior remains one of the best predictors of

Ry
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the likelihood of developing coronary disease” (Quick & Quick, 1984,
64).

The Type A behaviour pattern is

“an action-emotion complex that cen be observed in any person who §
is aggressively involved in & chronic, incessant struggle to

achieve more and more in less and less time, and if required to
do

80, agsinst the opposing efforts of other things or other per-
sons" (Friedman & Rosenman, 1974, p. 84).

The Type 4, then, is hard driving and conscientious, excessively ag-

pressive and competitive, has & chronic sense of time urgency and impa«

tience, is preoccupied with deadlines, dislikes idleness, needs to be

in control, and ov: to

1lable si (Jenkins, Ro-
senman & Zysanski, 1974; Strumpfex, 1983).

The Type B behaviour pattarn, on the other hand, is typically less
compatitive, less hurried, moxs relaxed than Type A's. Type B's may be
Just as goal-orientated as Type A's, but they satisfy their needs in lass -
stressful ways (Friedman & Rosenman,

1974). Indeed, Strumpfer (1983)
cites evid

of a greater p: of Type B's higher up the mana-

gerial ladder than lower down.
More work has been done on Type A and corenary heart disease than

§
any other stress relationship (Ivencevich & Matteson, 1980). One longi»

tudinal research project, the Western Collaborative Group ztudy, was

initiated in the eaxly 1960's. Its aim was to assess the extent of Type
A behaviour in over 3 000 male employess aged 39 to 59 who were free of !
coronary heart disesse at the start of the study (see Ivancevich & i
Matteson, 1980). In the first follow-up after two year's (Rosenman,
Friedman, Straus, Wurm, Jonkins & Moisinger, 1966), 70 participants had ’
developed coronary heart discase of whom 77% were type A's (group average ]
50%). In the younger age group (39-49 years versus the older group, ’ {ll
50-39), the Type A~coronary hoart disease link was particularly strong: i
Type A's experienced over six times the incidence of coronary heart di~ «
sease than Type B's. After four and n half yeaws Rosenman, Frisdman,

Straus, Jenkins, Zyzanski and Wurm (1970) report that 133 subjects had
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suffered from coronary heart disease, and that the Type A-coronary heart
disease link was significant for both age groups. In their final report
after eight and a half years Rosenman, Brand, Jenkins, Friedman, Straus
and Wurm (1975) found that 257 of the sample developed coronary heart
disease. The coronary hesrt disease rate for Type A's was more than twice
Type B's. Of the 1 500 Typs A's 178 (12%) developed coromary heart dis-
ease.
The lditerature is replete with other studies linking Type A behaviour
‘to coronary heart disease and coronary heart disease risk factors (e.g.,
Gcoper & Marshall, 1976; French & Ceplan, 1973; House, 1974; Rosenman &
Chesney, 1982). More specifically, Type A's with high levels of compet~
itiveness, impatience and hostility are particularly prone to coronary
heart disease (Haynes, Feinlieb & Kaimel, 1980; Jenkins et al., 1966).
Rosenman and Chesney (1982) state that Typs A behaviour can be
causally linked to coronary heart disease in several ways. First, Type
A behaviour enhances catecholemine secretion and adrenmergic output which
precipitate fatal coronary events from ventricular fibrillation. Secomd,
Type A is associated with accelerated blood clotting and incressed pla-
28] causing dial 4 Thixd, Type & 1s also

assoclated with the severity of coronary atherosclerosis. Fourth, Type

telst

A is linked to other coronary heart disease visk factors, including sexum
cholestorol, serum triglyecerids, excess plasma adrenocorticotropic hor«
mones, lowered plasma growth hormons, and increased norephrine discharge.
higo, under stress-induced sitvations, grea%er heart rate, blood pres-
sure, peripheral vasoconstriction and EKG changes have been recorded for
Type A's than Type B's (Rosenman & Chesney, 1982).

Although Type A behaviour typically has boen treated as a main effect
in the gemeral stress literatuve (see Rosorman & Chesney, 1982), most
organisational stress models consider Type A as & moderator variable
(e.g., Benhx & Newman, 1978; Cooper & Marshall, 1976; House, 1974} French
& Caplan, 1973; Strumpfer, 1983). Hence Type A behaviour is classed as
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a moderator effect, rather than a main effect, in the present organisa-
tional stress model (see Figure 3.2).

Despite the strong association batween Type A behaviour and coronary
heart disease, no such relationship exists between Type A and measures
of psychological or behavioural consequences of organisational stress
(Rosenman & Chesney, 1982), Therefore, Type A has not been included as
a moderator variable in the present empirical study which only assesses
psychological cutcomes of IR stress.

Kobasa and her associates (Kobasa, 197%a, 1979b, 1982a, 1962b; Ko~
basa, Hilker & Maddi, 1979; Kobasa Maddi & Courington, 1981; Kobasa, Maddi
& Kahn, 1982; Kobasa, Maddi & Puccetti, 1982; Kobasa, Maddi & Zola, 1983;
Kobasa & Puccottd, 1983; Maddd, 1980; Maddi & Kobasa, 1984) have developed
and tested the mod effect of s 8 of three

ial , namely, (vs. alienation), control (vs.
powerlessness), and challenge (vs. threat).
Compitment to self provides & sense of purpose that mitigates any
perceived stressor.
"Commitment 1s the ability to beliove in the truth, importance,
and interest value of who one is and what one is doing . . . and
thereby the tendency to involve oneseif fully in the many situ=
ations of life (Kobasa, 1982b, p. 6)
Furthesmore, persons cuwmitted to others benefit from the knowledge that
they can rely on people in stressful times, and that those people are
counting on them not to give up under pressure. Committed persons have
the skill and the desire to cope successfully with stress {Kobasa, 1982b).
Control, the tendency to belfeve and act as if one can influence
the course of events (Kobasa, 1982b), serves as a moderator of stress
in at least three ways: Following Averiil's (1973) model, highly stressed
but healthy people have a) decisional abilities - being able to choose
among alternate coursas of action how best to handle stress; b) cognitive

control - to ) ise and i various into

an ongoing life plan and thereby deactivate any jarring effects; and c)
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coping skill - & repertoire of sultable responses to stress (Kobasa,
1979a).
The importance of nhallenge as a4 stress resistor is based on the

belief taat change rather than stability is the norm, Thus, many of the

1 events are seen 4s an opportunity and
incentive for personal development and not as a threat to security (Xo-
basa, 1982b). Bocause they value interesting experiences, change seckers
have explored their environments and know where to find resources to aid
them in coping with stress (Kobasa, 1979a). They are cognitively flexible
and tolerant of ambiguity. This promotes effective integration and ap~
praisal of the threat potentiasl of even the most unexpected stressful
events (Kobasa, 1Y82b).

Comnitment, contrel and challange represent interlocking parts of

an orientation toward stress resistance known as hardiness (Kobusa,

1982b). The ng effect of has been by Ko~
basa and her associates in various settings. For axample, Kobasa (1979a;
1979b; Kobasa & Puccettd, 1983) found that in samples of high stress
executives, those classed as hardy reported significantly less illness
over & three-year period then their low-hardiness counterparts. Similar
trends were racorded in a five-year follow-up study (Kobasa, Maddi & Kahn,
1982).

However, only partial support for the moderating effect of hardiness
was found vhen samples other than executives were tested. For exampls,
Kobasa (1982a) found thee only the commitment dimension of hardiness
moderated the stress~strain relationship in a sample of lawyers. Ganellen
and Blaney (1984), in a sample of female undergraduates, found that the

commitment and challenge but not the control dimension significantly

ol d the in relatjonship, Thus, although tho initial
findings of hardinoss ss 4 sourcs of gtress resistance are encouraging,
more research in diverse settings is required before its applicability
is finally confirmed,

i
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Physical condition. Physical moderators of the organisational
stress-strain relationship include general health (Hennigan & Wortham,
1975; Ivancevich & Matteson, 1980), physical exercise (Hennigan & Wortham
1975; Russek, 1965), diet (Halberg & Nelson, 1976; Holt, 1982; Russek,
1973), he. ity (Russek & 2ohman, 1958) and family medical history

(Ivance Matteson, 1979). However, while these variables may be
impo. | .resent thesis focuses on psychological, rather than
physdc <, a8s tables, and therefore, space does not allow for detailed

explanations of physical moderator variables,

Demographic variables. Several demographic varisbles impinge on
the stress-strain relationship in a variety of ways. For example, age
influences the stress process in ago-relsted experiences (Ivancevich &

Matteson, 1980). Thus age is correlated with career stage, a variable

dly found to mod the st: in relationship (I ich

& Matteson 1980; Kellam, 1974). Also, Selye (1976) differentiates chro-~
nological age, (i.e., actual years lived) from physiological age (i.e.,
the rate of wear and tear of the body). In this regard adaptation to
stress influences the discrepancy bstween chronologic and physiologic
age (Ivancevich & Matteson, 1980).

Historically, women have neither experlenced the oxganisational

stress laevels encountered by men, nor suffered theix deleterious conse~

quences (Ivancevich & 1980}, Fur Ivancevich and
Hacteson note that for virtually all diseases of adaptation the incidence
rates are significantly higher for males than females. For axample, Tung
(1980) found that, in a sample of school administrators, females expe-
rienced substantially lower levels of self perceived stress than males.
One possible explanation for such findings s sex role difference, Men
essume the more stressful roles in society {Ivancevich & Matteson, 1980).
However, with women's expanding work roles, female exposure to organi=

sational stress may become more prevalent, Chacke (1982) found that one

q of the p of female is higher
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female coronary heart disease rates; Jacobsan (1981) reports that female

mansgers smoke more than either their male counter-parts or non-manage- i
rial females; and Cooper & Melhuish (1980) found that female executives I
take more tranquillisers, antidepressants and sleeping pills than male N q

executives. But female executives face an additional source of stress i E

in the form of work-home role conflict (Barling, 1985; Hauenstein, Kasl

i & Harburg, 1877) which further the y ) N
sixual harassment and discrimination problems facing working woman T
i (Bluen, 1984; Brief, Schuler & Van Sell, 1981; Cooper & Barrett, 1984; &(
Dn Hemming, 1985). #
4
Education, like age, way be an indirect moderator of stress
(Ivancevich & Matteson, 1980). Ivamcevich and Matteson suggest that (i
variations in education are assoclated with different life oxperiences N

which entail d{ al stress . More direct evidenca of tht

. influence of education on the stress procass is provided by Selye (1976) i,
“ who found that stress-related illness rates increased as people moved s
up in social status beyond where thelr educational level would normally
Coe dictate.

Race influences the stress process in at least two ways: the type
R of stressor experdenced, and the social and cultural factors which mage \
nify the impact of the stressors (Quick & Quick, 1984). Blatant prejudice ? “

- is the most obvious source of work stress facing minority group members. =

The impact of workplace prejudice can be exacerbated by a sense of in- “

adequacy, inferiority, or low self esteem whith minority group members
may bring from their social settings (Quick & Quick, 1984). Strumpfer
- (1983) notes that black South African faco ad 1 1

circumstances such as inad di 3 and under to capi-
- talist business wnvironment, leading to problems with organisational

= socialisation and qualitative role overload; filling 'cosmeti posts .
especiilly created for blacks with no clear guidelines and objectives
which cause role ambiguity and conflict and cfton task underload; and

3 prejudice from threatened white omployees and rejection from
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fellow-blacks who regard black executives as sell-outs which further
aggravates the situation {Strumpfer, 1983), In a sample of South African
clerical employees, Orpen {1982) found that blacks reported significantly
greater levels of role ambiguity and rols conflict than their white
counterparts.

Occupation type represents another moderator variable (Ivancevich
& Mattason, 1980). Yat, in the present chapter occupation is viewed as
& stressor (French & Gaplan, 1973). Other possible demographic moderatars
include nationality (Orth-Gomer, 1979), domicile and socio-economic
status. However, as Beehr & Newman (1978) note, empirical support for
demographic moderators remains scent at this point. Further research
1s required before the moderating effect of there varisbles becomes

clear,

Situational moderators, A variety of situational factors such as
size of work unit, job autonomy, job enrichment; and past experience,
and prediction, undarstanding snd control of stressful events moderate
the stress-strain relationship (Dohrenwend & DNohrenwend, 1978; Holt

1982). For example, Beehr (1976) fourd that autonomy and, to a lesser

extent, group and sup support the zole

ambiguity-psychological strsis relationship. Similarly, Bedelan ef &l.

(1983) report that supervisory ) beer and orga-
nisational work facilitation significantly moderated the relationship
hetween roln stress and job performance, satisfaction and propemsity to
leave, respectively.

One class of situational variables, soclal support, has received
extensive coverage and is recognise ! as a central situational moderator

of the stress-strain relationship (e.g., Cooper, 1981; House, 1981).

“Socdal support appears capable of reducing the leval of at least
some occupational stressors end of directly promoting aspects of
health as well. The quantity and quality of people's social re-
lationship with spouses, friends, co-workers and supervisors appear
to have an importent bearing on the amount of stress they experi-
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ence, their overall well-being, and on the likelihnad that stress

will adversnly effact their overall well-being"” (House, 1981, p.7).
House's (1981) ~lassification of social support, described as "the
most useful typology of support content™ (Tardy, 1985, p. 189), consists

of four types of support (viz., ional, 1, 1

and appraisal support). Emotional support involves providing empathy,
love, caring and trust, and is the most universally recogrised form of
support. Instrumental support involves bohaviours that directly help the
person in need. Yet such behaviour can be a sign of one of the othex
forms of support: giving woney to someone may be a sign of caring, ap-
praisal or information. Informational support occurs when information
is given to a person to help tiem cope with their stressful sitwation
(e.g., telling an unemployed person obout job vacancies),  Appraisal
support alsc involves transmitting information, in this case as feedback
relevant to self-evaluation (e.g., a supervisor telling a subordinate
how good or bad his/her work is; House, 1981).

House (1981) also notes that social suppert can be offered by at
Jeast niue sources, some informal (i.e., spouse or partner, other family
members, frient., neighbours, work supervisoss, and co-workers), others,
formal or professional (i.e,, .ervice or co'n givers, 'self-help' groups
and heaith and welfare professionals). House (1981) argues that informal
ron-professional sources arc particularly important in the organisational
stress context becanse a) when asked to name actual sources of support
subjents quote thelr informal sources most often; b) these sources, if
effective, are preventative - they reduce the nead for secking more formal
sources of support; and ¢) from the literature, informal sources can be

most effective in duci and d ng the impact of

stressors on health (Houss, 1981).

Although the research evidence suggests that social support moderates
the offects of organisational stress (e.g., Billings & Moos, 1982} Cas«
sel, 1876; Cobb, 1976; House, 1974, 1981} House & Wells, 1978; L Roceo,
House & French, 1980; McMichael, 1978), the mechanisms and cunceptuali-
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sations of social support remain unclear (Tardy, 1985), Unresolved is-

sues manifest in ctory or i ! ind . For example, HE
in comparing the relative importance of supervisors versus co-workers
as sources of social support House and Wells' (1978) and Well's (1982)
findings favour supervisors; La Rocco et al. (1980), favour co-workers,
whereas Karasek, Triantis and Chaudhry (1982) report comparable support

for both supervisors and co-workers. Other studies extend their focus

beyond work resousces but do not report nen-work sources of social support Jon

as effective moderators of the industrisl stress-strain relationship

i (8111dngs & Moos, 1982; Holshan & Moos, 1983). ?} !
- . A further unresolved issue is whether social support represents a :

main effect, a moderator, or both. Winnubst, Marcelissen and Kleber's ol

(1982) results favour the buffering explanation. Conversely, Jayratne " R
e and Chess (1984) found no evidence for the buffering effects of emotional o
v support, whereas Ls Rocco and Jones (1978) found support for the direct o

etiects hypotheses but not for the buffaring hypothesis. In a South .

a 9 African study Orpen (1982) found the* “oth peer and leader support mod-

L erated the stress-strain relationship fox black clerks but mot for their

. white counterparts, Seers, .¢ &f (1983) add to the confusion: They
w divide moderators into two classes, buffer or coping variables. For role L
amblguity Seers et al. (1983) found little evidence of any interaction

effects whereas for role confiict, they found that coping but not bufw

Jonshi

fering effects ch ised the rel
S hnother criticism concerns the classification of social support.
Tardy (1985) identifies five central dimensions along which social sup-

port variables should be classified, yet are often not:

1. Although most research deals with the receipt of support some
studies also examine conveyance of support without clarifying this

distinction.
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2. A distinction must be drawn between the availability of support
(i.e., the quality or quantity of available support) w.d support
enactment (i.e., the actusl utilisation of support resouxces).

3. Similarly, Taxdy differentiates between descriptive studies
which attempt only to describe social support, end evaluative re-
search whereby people's appraisal of the support is assessed.

4. The content of the social support formulstion remains confusing
as many differing classification schemes have been offered.

3. The ‘network’, or social dimensjon of social support alse is a
source of confusion: Some studies mersly describe the existence
of the network wheress other evaluate the characteristics of the

people in the support network.

Despite the above criticisms, social support represents a potentially
important wmoderator of the industrial stress-strain relationship and
warrants inclusion in eny stress process model. More research is required
before the exact mechanisms of social support are fully understood.

The same cen be seid of many of the other moderator varisbles dise

cussed in this section, Sufficient empirical evidence exists to justify

their inclusion in a model of varisbles in the in-
dustrial stress process. Yet & great deal more research is required
before the exact nature of the st d in & ons be-
come clear.

Conclusion

In this chapter, support has been found for the existence of an
organisational stress process and a variety of stressor, consequence,
and moderator variables contained therein (see Figure 3.2). Obviously
the inclusion of all such vaxisbles fdontified in Figure 3.2 in the re-
search design goes boyond the scope of the present thesis. Instead, the

current discussion was aimed at providing a framework from which relevant

e
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variables can be chosen for inclusion in the final IR stress model. Ad~
ditional clarification will be gained from subsequent chapters. A further

outcome of the present chapter is the identification of certain recurring

h

methodological problems b in 1 stress
Cognizance of these problems will be taken when formulating the present
research strategy., However, before discussing the empirical aspects of
the thesis the contents of this and the preceding two chapters provides
the groundwork for discussing stress specific to the practice of IR. It

is to this end that the focus is direcied in Chapter &.
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CHAPTER 4

PSYCHOLOGICAL STRESSORS ASSOCIATED WITH
INDUSTRIAL RELATIONS

In the preceding chapters, some basic features of IR, sfiress and
organisational stress have been outlined. Conflict and change are central
to both stress and IR theory. It follows, therefore, that iavolvement
in the practice of IR represents a potential source of stress. Indeed,
IR events * as strikes (Barling & Milligen, 1985; Machride, Lances &
Freeman wgotistions {Fdtstone, Boraston & Frenkel, 1978%, and
retrenchme. Kasl & Cobb, 1979} yield negative consequences fo (k2
individual. Yat, despite the personal strain associated with involvement

in the IR process, no ive, intsgrated h to this issue

has been undertsken. Even Gordon and Nurick (1981), in mapping out an

agenda for the field of psychological to uni

relations, did not consider the potentially stressful role of IR. The

absence of any i IR stress a serious

if the del personal conscquences of such & are
to be considered. Consequently, this chapter examiner the stressors of
IR,

The underlying assumption of this 1'esis is that IR is stressful
because it entails conflict and change which are major sources of styess,
The importence of conflict and change 4n IR was discussed in Chapter 1
and tharefore will not be repeated hare. However, what has not been
discussed 1s the conflict and change that is contral to the practice f
IR in South Africa. The present chapter will begin with a brief overview
of the role of conflict and changy in South Afrfean IR. Thereafter, (a)
specific stressors inherent in typical labour-management interactions
and (b) the stress associated with key labour and management occupations

will be presented.
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The Practice of Industrial Relations in South Africa

In keeping with the open systems approach to R (e.g., Bluen &
Fullagsr, 1986; Cralg, 1975; Kochan, 1980), the examination of IR in South
Africa must focus on both organisational and environmental inputs into
the system. Most of the sources of conflict and change in the South Af-

rican system of IR originate in the wider society and thexefore cannot

be overlooked. Thus in the present di v 1 sources

of conflict and change that impinge on the IR process will be considered,

Conflict In South African IR

At this point in time, "the country is torn by widespread violence,

and state " (Foster, 1986, p. 35). At least 7 756

peopla have been arrested since the state of emergency was declared in
36 South African mugisterial districts on the 21st of July, 1985 (Apar-
theid barometer, 1986).

Such pervasive and sarjous conflict in the broader soclety must
influence the practice of IR. Foster (1986) divides South African orga-
nisations into two groups, those of the ruling class, and those of the
working class which constitute the national liberation movement. Within
this latter group the democxatic tiade unions are located (Foster, 1986).
The emergent bl ck labour movement is becoming increasingly assertive
in challonging the racially exclusive political system (Lambert & Lam-
bert, 1983), and a working class solidarity has bacome a prioxity amongst
union leaders (Foster, 1982; llindson, 1984). Thus the fosus of the em-
srgent unlon movement extonds beyond workplace economic lssues to include

soclo-political and cultural objectives and the formation of a working

class i that 1s to the struggle against apartheid
{Foster, 1982; Webster, 1983, 1984). For example, shop stewards commit~
tees have been furtted which consist of membars from diverse companies

and industries. Their aim is to deal with community i ~uns such 4s pov-
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erty, discrimination, social injustice, forced removals and rent in- Y
creases (Webster, 1984),

The stata’s to unjons is tory. On the

vne hand, the Dapartment of Manpower has endeavoured to deracislise 1

labour legislation by scrapping Section 77 of the Labour Relations Act -

(4ob reservation) and allowing black trade unions to become registered,

and thereby participate in the official system of collective bargaining.

On the other hand, state repression in labour is clearly evident (Lambert
N/‘ & Lambert, 1983): Between 1979 and 1983 at least 127 union leaders had

been dotained by the Security Police (Bluen, 1986); numerous arrests of
» striking workers have been reported {Lambert & Lambert, 1983); and se~ L
o veral union leaders including Niel Aggett and Andries Raditsela have died

in detention. In the 'homelands', the growing trade union movement is &

ao® threat to the political power of the bantustan goverfiments who conse~

N ’ quently prevent or harass union affairs and detain union leaders (Cooper, © e ‘ﬂ_‘
" 1984). In the Ciskei, recorded anti-union state actions inciude detention e

of union leaders, prohibition of union meetings and an outright ban of
o the South African Allled Workers Union {(Coopex, 1984).

The vicious circle of escalating labour~state conflict was evidanced

Wl when the union movemént respended to the deaths in detention of ig ettt
T and Raditsela by conducting political strikes. Lambert and Lambert (1983)
- obsarve that the Aggett strike, which mobilised over 100 000 workers
nation-wide, not only commemorated Aggett's death but also served as a
waraing that state repression against labour leadexs will not be toler-

ated, Similsrly, approximately 14 000 workers stayed away from work to

o attend Raditsela's funeral and approximately 107 500 orgsnised workexs
o (25% of the emerging urion mombership) tock some form of commenmorative
protest action (South African Labour Bulletdin, 1985).

Worker protesl against state actlon manifests in forms that disrupt

wound labour relations: Despite the recessionary climate, the incidence

of stri - activity in South Africa has increased in the last few years,

contrary to expoctations (Bluen & Fullugar, 1986). This trend suggests o
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that the traditional IR explapations for strikes (l.e., that strike in-
cidence is inversely related to the economic climate (Allen & Keaveny,
1983)) 4s inadequate when trying to understand labour unrest in South
Africa,

Macro-environmental forces are closely linked to the practic. of
IR and therefore must be considered. Two case studies illustrate soci-
o-political influences on labour unrest. First, Van der Merwe (1983)
explains the high incidence of unrest in the Eastern Cape. He begins by
de~amphasising the traditional reasons for the unxest (i,e,, that the
Eastern Cape is particularly strike-prone; that the area is dominated
by multinationals whose liberal policies predominate; and that the avea
is plagued by agitators), To understand the source of unrest Van der Merwe
suggests that it is necessary to examine certain environmental factors,

First, the black population in the Port Elizabeth/Uictenhage area
live {n some of the wors. soclo-economic conditions in the country.
Housing funds are inadequate and "lack of services, overcrowding and
squalid shack areas are the norm. An estimated 250 000 pecple live in
about 30 000 houses" (Van der Mexws, 1983, p. 9). Second, most of the
population live in one contiguous area, This provides unique opportu-
nities for the formation of solidarity movements. Indeed, strong commu~
nity organisations such as the Port Elizabeth Black Civic Organisation
have developed. Third, the Eastern Capo has been a seat of black political
and dintellectual thought. Political leaders (e.g,, Buthelezi, Biko,
Mondels, Matanzima, Mugabs, Sobukwe and Tambo) either were born or edu=
cated in the region, Fourth, the area housed three mzjor metor companies
that were situated close togsther, highly visible and anxious not to
generate negative publicity in their ovarseas hoad offices. These com-
panies afforded ideal vpportunities for union organisation. l.aaliy, Van
dez Merwa cites the relative deprivation concept to explain the indus-
trial unrest: "It is not the most oppressed who rise first, but rather
those whose furthsr expectations are frustrated" (Van der Merwe, 1983,

p. 11y, Duedng the early 1970's employwent levels in the Eastern Cape
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were high and workers experiencs ' real wage gains. Subsequent inflation
and unemployment have corroded these gains while cxpectations. especially
amongst the growing percentage of young, matriculated black workexs, have
risen. Consequently, the gap betweon expectations and actual need sat-
dsfaction is steadily widening, which has a profound impact on unrest.
Gurr (1971) argues that relative deprivation is the "most common and
potent accompaniment of political violence or revolutionary behaviour"
(Schlemmer, 1983, p. 8).

The second case of environmental effects on labour unrest is Rigby,

Radford and Bennett's (1986) account of the two-day mass stay-away in

. 1984, A ly 90% of workers in the Vaal Triangle and
Bast Rand responded to the call of trade unions and other organisations
and stayed away from work (Rigby et al., 1986), Rigby et al. (1986) list
several precipitating events leading up to the stay-away: Rent increases
in September, 1984 initiated spontansous protest and unrest in Transvaal
townships, leading te security force clashes with residents, Student
boycotts were in progress at the time and schools in troubled areas were

closed early f£or the b holidays, I d unrest was further

by i police p: in the h and the seventh
anniversary of Steve Biko's death on the 12th of September. Indoor
gatherings were banned in 2} magisterial districts, and in the month of
September, 65 peopls died because of the unrest. Damage to property was
estimated at R30 million. During October, unrest continued. The police
respondsd by conducting hovse-to-houss searches at 3 am on the 23zd of
October, arresting 358 people. In response to the continved security

force presence in the townships, the escalation in conflict, and the

rising black worker di the ¥ -away d. Duxing the two
days of the stay-away the accompanying unrest resulted in 22 deaths, One
of the negative IR consaquances of the stay-away was that Sesol summexily
dismissed 6 000 employses for staying away from work for the two day
period.




- 104 -

The accounts of unrest in the Eastern Cape and the Transvaal reveal
a) that industrial unrest cannot be separated from the racial and poli-
tical discontent that permeates the current South African society; and
b) that the actions and counter-getions of the state and labour constitute
a vicious circle of unrest in the society that influences inter alfa the
practice of IR. Thus the traditional conflict of interests that charac-
terises IR (Fox, 1966) is exacerbated in South Af ica by a system of
racial capital (Foster, 1986). Historically, amtate policies of influx
control, job resexvetion and restrictive IR legislation suppressed black
workers and the develupment of black trade unlons. At the same time, these
policies hava bean of great bensfit to the state and capital at the ex~
pense of black workers (Foster, 1986). Douwes Dekker (1981) identifien
two racially discriminating systems operating in South Africa. The job
coloux bar ensuves the privileged position of whites thxough black pol-
itical disenfranchisement. The exploitatiom colour bar operates to re«
strict black acquisiticn of skills or freely selling labonr. Other

manifestations of st 1 racial di inati in our society in«

clude disp tionate land allocation which causes an overcrowding of
blacks into rural slums. Second, 30% of the national budget is spent on
defence while amenitier for blacks such as health caze, education and
housing remain totally unaccepteble, Third, since 1960, approximately
3,5 million people have been forxcibly relocated, Fourth, racially-dis-
criminatory legislation is still ovident on the Statuce Book (Douwes
Dakker, 1984).

The racial oppression in South Africa has led to high levels of
sociopolitical discontent. Schlemmor and his associates (Schlemmer,
1983; Schlemmer, Geerdts & Van Sehalkwyk, 1984) report that 80% of black
workers surveyed are unhappy with the status guo, 50% expressed fealings
of anger ond impatiente, 60% sow the mass stydike 'S & politicsl weapon,
and virtually the entire sample discussed the potential for political
vinionce and unrest, of which 25% adopted a militant orientation and an

emotional preparedness to teke actlon, Thase feelings form part of the

i A
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worker's 'emotional baggage' which accompanies him/her to work each day.
It is within the broader socio-political context that the practice of
IR in South Africa must be located: "The normal structural conflict of
interests betwoen management and workers becomes aggravated by the ad-
ditional factor of poor race relations" (Schlemmer ef al., 1984, p. 48).

These environmental factors aggravate the already problematic de-
mographic composition of the economically active population in several

ways. For exampls, h i of the cauges

conflict (Bluen & Fullagar, 1986; Gilbert, 1980); serious deficiencies

in the dore and of the current skills
erdsis {Spence, 1986); and the black population explosion greatly exceeds
the rate of job creation which further exacerbates the existing unem-
ployment crisis (Sadie, 1981; Spence, 1985).‘Because of these forces,

workplace practice is fraught with problems such as an overloading of

al ros: bililiies ( » 1983), racial discrimination
(Bendix, 1984; Bluen, 1984; Lombard & Palmer, 1982), worker victimisation
(Horwitz, 1982), a white worker 'backlash' against black advancement
(Chalmers, 1986; Cooper, 1983; Douwes Dekker, 1981), and an increase in
industrial action {Bluen & Fullager, 1986; Lambert & Lembert, 1983). As
Kamfexr (1962, p. 35) aptly understates, "Observers are likely to agree
that in present South Africen industrial relations & high level of con-
£lict exists." Consequeutly, in this current climate of unxest, the

practice of IR in South Africa is extremely stressful.
Change as a Dynamic of IR in South Africa

Change is both & cause and a consequence of conflict in South Africa.
The Durban strikes in 1973 and the Sowoto Riots in 1976 served as dim~
portant precipitating factors lesding to the appointment of the Wiehehn
Commission and subsequent restructuring of labour legislation and prace
tice (Godsell, Bluen & Malherbe, 1981), In turn, the development of the

new labour dispensation in South Afriea has been accompanied by large-
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scale conflict both between labour and management (Webster, 1984), and
within the labour movement itself (Cooper, 1983). "The conflict and
confroniation which undoubtedly still will be seen is, however, inevi~
table during the formative stages of the management-trade union re-
lationship" (Van der Merwe, 1983, p. 13).

Over the past seven years, the pace of change in IR has been rapid,

Labour legislation has moved from & raclally-based dualistic system of

worker representation to a policy of being non-raeial: Statutery job
o reservation has been removed (except in the mining industry), and the
registration of unions, a prerequisite for participating in the official

system of collective bargaining, has been opened to all reces (Piron,

1986). The Industrial Court has been established and has attempted to
e resolve diverse disputes of interost and rights in the IR fleld, with
specific attention being given to the resolution of unfair labour prac-

tices (Kaysom, 1984). Union membership has doubled from 808 053 in 1979

(National Manpciar Commissien, 1983) to 1 545 822 in 1983 (Humen Sciences

. Research Council, 1985), and the greatest area of union growth has been

@ in the emergent predominantly black trade union movement (Natlional Man- ) L
power Commission, 1985). o

The emerging unions have brought a new form of collective bargaining

to the South 4° -1 system, namely, plant-level recognition agreements &
. (Piron, 1984). Ly the end of 1983, emerging unions had established an "

. organising presence at over 750 plants of which at least 420 had been

formalised by recognition agreements {Webster, 1984). The emergent unions

have also introduced new toplcs to lsbour-management negotistion agendas.
These topica (which previously were limited to unilateral managerial
prerogative) include health and safety practices (Myers & Steinberg,
@ 1484), maternity benefits (Webster, 1984), and in-company IR procedures [
© such as grievance, discipline, dismissal, retrenchment and dispute pxro-
cedures (Douwes Dekker, 1985; Webster, 1984). Consequently, the resultant
4,," ] agreements have led to changes in the practice of workplace IR. Unilat-

sral, paternalistic management has given way to joint labour-management
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decision-making and implementation of IR structures and procedures

(Haysom & Webster, 1984; Steenkamp, 1984), Also, within the labour i '

movement itself, dramatic union growth has resuited in inter-union ri-

valry (Webster, 1984), e 'backlash' from established white unions (Rigby ‘ q

ot al., 1986), concerted and problematic attempts at unifying the labour Z !

movement (Hindsen, 1984), and increased worker demands for politicisa- i *
2 tion, participation and of the labour movement (Foster, o
19825 Lambart & Lasbert, 1983),

The rapidly changing South African IR system leaves management and
workers feeling unfamiliar about how to behave appropriately (Kamfer,

1982). The adjustment process is particularly stressful because the speed

1 of change is so rapid that much less adaptation time is gvailable than

: was the case in other industrislised countries (Douwes Dekker, 1985).

i
. .
e The present discussion has served to show how the central dynamics bk
§

of IR, namely, conflict and change, are particularly prevalent in South

Africa, Biven that conflict and change sexve as central sources of stress,
it can be argued conceptuglly that involvement in IR, particularly in .

- South Africa, is potentially extremely stressful. The second part of this -
R chaptexr details precisely how involvement in IR can be stressful. Certain
aspects of the lsbour-management relationship and the particular stress

. assoctated with key IR roles will be examined.

Practical Examples of the Strass of IR Invoivement

) The stress involved in the IR process can be understood further i

: by examining aspects of lahour i + Th s 8
variety of stressors associated with the typical day-to~day activities
- of three labour roles (namely, univn leaders, shop stewards and workers) w

and three management xroles (namely, upper management, supervisors and

IR managers) will be disecussed. T hout these di lons, ‘! B
. will be mede to the various kinds of organisational stressors coverad

e in Chapter 3.

k2
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The Stress A d with the Labour-M:

The labour-management relationship is a complex, conflictual and

1d4 ic Bh 4

of many interrelated facets. Stagner,
Derber and Chalmers (1959) provide an example ¢f the complexity of this
ralationship. They anslysed union-management relations in 41 organisa-

tions and identified ten factors ¢ of the union-

mapagement relationship: management satisfaction, local settlement of
disputes, union satisfaction with relations, union achievement, bar-
gaining style, skill of the workforce, wmadon's satisfaction with
achisvement, size, legalism and effective grievance handling (Stagner
ot al., 1959). Subsequently, Stagner (1962) found that the persenalities
of top management and trade union leaders may significantly modify the
course of union-management relations. Also, union-management relations
are influenced by a wide array of external economic, political, demo-
grephic and social factors (Kochan, 1980).

Not only is the union-management relationship multifscetcd, it is
also complicated by the inherent conflict of interests between the par-
ties (Fox, 1966). Furthermore, Douwes Dekker (1981) identifies two ways
in which South African management respond to umion advances. In the open
(pluralist) approach management accept the principles of freedom of as-
goclation and regard the union as a legitimate representative of the
workforce with whom they are propared to negotiate, Conversely, mesnage-
ment adopting the closed {unitary) approach is characterised by autoc-
ratic, paternalistic practices and a view the union ss an unwelcome
intruder. Thus from a structural view the labour-management relationship
is potentially streasful, particularly if management adhere to a unitary
frame of reference (Bluem, 19832, 1986).

The idiosyneratic nature of the union~management relationship is
evident from the results of a study by Driscoll (1981), He found that
69% of his semple comsisting of labour and management representativas

expréssed feelings of role conflict for participating in joint cooper-
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ative labour-management problem-solving ventures. Not only is the ex- H

pected labour~management conflict s 1 but pts at P

cooperation are also stressful as they induce role conflict.

It is within this multifaceted and conflictual context that the .‘
labour-management relationship needs to be examined. Specifically, four P
aspects of the labour-management relationship have been identified for " +
discussion: estgblishing the relationship, labour-management deci-

1 king, impl an and breakd in the relation- K
ship.

Establishing the relationship. Given the traditionally adversarial

nature of the union-management relstionship (Berger, Olson & Boudresu,

1983), establishing such a xelationship is potentially stressful for both
° labour and management. Three aspects of establishing the union~management s
e relationship are seen to be particularly stressful: a) management’s ne- ! 1‘\
’ gative stersotypes of union leadrrs, b) anti-union managerial strategies,
and ¢) union confrontation tactics.

The delicate task of forming @ bond between two hostile groups (laboux i3
. and management) is aggravatad by the negative stereotypes with which .

By trade unicns have become associated. Kochan (1979) reviews several em-

pirical investigations where union leaders ware seen by the public (a) ,E“
P to be more interested in their own benefits than in the needs of the{r
T members; or (b) to have accumulsted too much power including having in-
fivence in political elections, legislation and government. Generally,
union leaders are held in very low esteem relative to business leaders,
government officials, religious leaders and college professors (Kechan,
;o 1979).

N When hed by unions, may experience fear derived

from certain stereotypes of unlons. Trade unions are seen as militant
. organisations capable of causing financial, soclal and persenal loss. |
Union leaders are often belisved to Le motivated by thelr own economic } w "

interests which they secure by exploiting workers (iuen & Van Zwam,
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1963). Unions can also be seen as politicising agents who use their powsr
to change the social order, or as consclentising agents who alert workers
to the negative aspects of the organisation and thereby threater the
general IR climate (Goldbexg, 1981). The extent of attitudinal differ-
ences that exist between labour and manegement can be seen from a study
by Schwartz, Starke and Shiffmen (1970). They compared union and man-
agement leaders' judgement of 19 common, cmotionally-laden IR words. They
found that certain words with clear, conventional meanings (e.g., strixe,
solidarity, grievance) elicited predictable preferences in the union
groups and aversions in the management groups.

al to hes by trade uninns are typiecally

based either on resentment or fear of the union (Allen & Keaveny, 1983;

Bluen & Van Zwam, 1983). fael 1 of unions

and limiting their decision-meking rights. This amger is particularly
prevalent when management accept the unitary ideology and reject alter-
nate sources of power and authority. Usually, attitudes are notoriously
resistant to change (Gilbert, 1980), and any attempts to enforce such
changes (e.g., by trying to replace & unitary with a pluralist perspece
tive) are strongly resisted,

Witte (1954) identifies two anti-union possible managezlal strote-~
gles. On the one hand, a hard-line, hostile approach has heen adopted,
characterised by practices such as using strike breakers, open shop
drives, court injunctions and industrial and electronic sples to suppress
union organising efforts (Allen & Reaveny, 1963; Kochan, 1980; Witte,
1954). South African examples of closed responses to union advances im-
clude the use of industrial spies, attempts to establish in-company em~
ployee representation systems in an effort to keep unions out,

£ ! heart’ rel hips with unions in an attempt

to exclude the more 'radically' perceived unions, and using the law as
an excuse not to deal with union demand# (Bluen & Van Zwam, 1983}, These
anti-union management practices can render thy initial stages of the

union-management relationship particularly stresaful,
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The second anti-union approach is more subtle: Management supply v
employees with better benefits than the union could offer. Character-
istics of this 'American-style non-unfon approach’ include an anti-unios ! "J
management philosophy, a high level of organisational loyalty, & human . ‘

relations approach to communication and supervision of employees, gen-

erous wages and working conditions and promoting the unitary idea of 'one

big happy family' that unions are intest on disrupting (Jones, 1984). A

& South African axengle of this subtle anti-union approach was provided . B
R when Colgate refused to recognise & unson that claimed majority repre- “
2 sentation. Management stated that they ware "opposed to the unionisation P

of our workforce baecause we believe that, as enlightened employers, no

union can do more for our employees than we can" (Gordon, 1981, p. 175).

Faced with strong management resistance, unions can respond with

confrontation tactics to persuade management to negotiate. The union L=

could conduct wildeat strikes as & show of strength in the company (e.g.,
Baskin, 1982). Legal avenues open to the union facing managerial ze- L
v sistance include a) use of the unfair labour practice machinery via the .

4 Industrisl Court to enforce negotiations in good faith; b) declaring a

dispute of interest via industxial council or cenciliatiol joard, whereby

the union can initlate legal stxike o 3 and ¢) the Ind At
Court, an industrial council or conciliation board can be used to address
any issue alleged as an unfair labour practice (a.g . wafulr dismissal,

. victimisation, unsafe conditions, changes in workir, practice), with the

undexlying objective of artracting negative publicity toward the employsr

PO (Jones, 1985). Thus establishing the union-menagement relatiomship is
N fraught with fear, resentment and uncertainty and the potential for
. hostile actions such as planting sples, using force, intimidation, lagal
: - action, bad publicity and violence (Allen & Keaveny, 1983; Jones, 1985),

all of which can ba particularly stressful,

Laboutr t deci king, A ding to Dunlop (1958) and
Flanders (1968), rules form the central core of the study of IR. Two types i
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of rules exist: procedural rules, which govern the rule-msking process;
and substantive rules which constitute the content of the agreement and
include such items as wage rates and conditions of employment. Procedural
rules ere particularly relevant to the stress process.

Involvemant in gecision-making roduces role conflict and role am-

biguity (Morris et al., 1979; Schuler; 1980) and psychological strain
(Jackson, 1983; see Chapter 3). Such effects are most pronounced for the
lowest status jobs (Karasek, 1979). Nevertheless, involvement in deci~
sion-meking is & complex process (see Segovis & Bhagat, 1981} conteining
N some stressful aspects.

At the centre of the IR-related participation problem is the question
et of who chooses to get involved in eny participative project. Within the
o - human relations approach, participative schemes are typically imposed

by management. The schemes fit in with existing company pelicy and au-

- thority structurss and are seen as attempts to make the siiatus quo more

palateble by tmp g the {setionel climete them. Far o

£rom genuine power sharing, such ventures are likely to increase mana-
gerial control (Koch & Fox, 1978).
R "If participation is forced ... the attitude of both management
. and non-management personnsl are likely to be more antagonistic
' than when participation in decis.on making is increased voluntar- HES
- 11y" (Jacksen, 1983, p. 17).
il 1 On the other hand, where unions are operating efféctively, partic-
ipation is not given by mansgement, it is demanded by labour. Once the
Y ‘voluntary nature' of imposing participstion is removed from management,
. the process could become stressful.

There are several ways in whj . wroriented participation can
be stressful, First, because p decision-making is wrelated
to the values of participants (Woox manifest conflict could arise
in the IR context where the values of labour and management compete
© (Fiandexs, 1968). Sec¢ond, participative management in the IR context can
actually threaten rather than enhance managerial control. Strauss (1982)

= cites examples where worker participation threatened supervisory power
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and altered or even el their jobs al . Supervisors® power

may be taken from them and handed to workers’' committees, Strauss quotes
& British Steel worker director who said:

"Management below board lavel.,, becoms unsure of chamselves,
realising that now I had access to levels of information they didn't
have... One day the department manager is my boss... The next day
I'm off to a board meeting and it's a meeting he'd love to go to,"
(Strauss, 1962, p, 24).

Paxticipation can also

8! the 1 conflict of interests

between labour and management (Galin, 1981), Galin and Tebb (1978) report

of worker participation schemes because

they saw the schemes as an intrusion on managerial authority.
Strauss (1982) raises a further issue, the problem of confiden-
tiality: Becsuse workers involved in the decision-making process gain

access to al communications to worker

representatives can be censored in the interests of company securdty.
Indeed, worker participation raises a dilemma of trust: Do you disclose
information to worker dirsctors who might later use that information
against you in labour-management power relations? Or do you withhold the
information and thereby jeopav.i:se the affactiveness of the participative
endeavour? However, confident.. 1.y L8 not a major problem. Worker di-
rectors invariably use discretion in deciding what they pass on and the
confidentiality of secrets s uaus'ly rospected (Strauss, 1982).
Participation can also lead %o conflicts of choice (Galin, 1981).

Worker os in parti e dacisi king schemes must at

times support decisions that oppose worker interests and at other times,
oppose decisions that are essential for the long-term good of the orga-
nisation. Such cholce conflict Is potentially extremely frustrating
{Galin, 1981). In several reported cases worker representatives resolved
their dilemmas by {dentifying with maragement and loosing worker support
in the process (Strauss & Rosonstein, .970; Tabb & Galin, 1970).

Further problems emerge. Worker representatives may be seen as a

threat to the union, while rivalry g who truly rep: worker
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interests (i.e., worker es, shop or union offi«

cigls) may develop (Strauss, 1982). Soodman and Lawler (1977) report that
the joint union-management quality ot worklife project caused such in-

tra-union conflict that the union was aventually forced to withdraw its Q

support for the project. Finally, the credibility of participation v

schemes could be questioned by unionists who see it as a way of exploiting
B workers to increase profits (Koch & Fox, 1978), These events are all i
potentially stressful.

Collective bargsining is the second form of union-management deci- ) ’

sion-making to be discussed. Bargaining is a complex process that at-

tempts to resolve mani of the 1 labour

conflict of interssts, Even whers cooperation could be mstually advan-

tageous, shared purposes may not develop and interaction may be regulated bal s

antagonistically rather than normatively (Ueutsch & Krauss, 1960). Con-

"y sequently, the stress potential of collcctive bargaining warrants in- 1
vastigation. i
d Depending on the issues being negolisted and the prevailing re-
- lationship between the parties, the negctiations can either ba distrib-
utive or integrative (Walton & McKersie, 1963). Distributive bargaining
) is used when the parties are pursuing incompatible goals (e.g., wages).
Because the parties are negotiating ovay a f£ixed amount, & gain by one
gide represents a loss to the other. 3 the potentlal for conflict is

" great (Walton & MeKersia, 1965). Conversely, the aim in integrative

5
& McKersie, 1965). '

i

i

1

|

!
bergaining is to solve problems in & :ut:ally benaficial manner {Walton [
i

t

Several tactics are used in disi. fitdve bargaining to strengthen ;
one's own position and weaken the opposiuien's. Anstey (1986) lists such {
. i
tactics as withholding or delaying the disclosure of information, using §
time pressures, steging walk-outs, making offers publicly, behaving ag- ,
0 gressively, beirg inconsistent In ona's attitudes and behaviour,

threatening or actually using sanctions, making woral appeals, and

showing up X ! i ies and omissi in 's ar-
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[
guments. An obvious outcome of such tact'es is the risk of increasing
the conflict between labour and management (Allen & Keaveny, 1983). These
power tactics are frustrating (Atkinson, 1975). Por example, one tactic
would be to withhold or distort information (Driscoll, 1981; Schuler, /\ i
. 1979), whith i5 ntressful (Segovis & Bhagat, 1981). "J «“
i Second, Deutsch and Krauss (1960) found that im the bargaining si- T
u tuation there is a tendency to threaten the other party so that they :é“ N

modify their initial bargaining position, Thus, unions threaten to i

strike, go slow or work le while to lockout

B dismiss or even to close a plant (Douwes Dekker, 1985). Indeed, the entire

L power balance 1in negotiations s based on maximising the other side's

cost of di ing (e.g,, by th a strike) and minimising theix

T costs of agreeing with your proposals (Allen & Keaveny, 1983). Conse-

quently, there is a great deal of uncertainty in the negotiations: Neither i “

s party is sure of how far the other side is prepared to go in carrying

out its threats. i
Another aspect of uncertainty in negotiations concerns the outcome. B

e Such outcomes can be particularly stressful for negotiaters who are i .

evaluated on the results they obtalin (Segovis & Dhagat, 1981} Stephenson,

1981}, Also, negotlators are nov acting in personal capacitles. Instead,

innerent here is particularly pronounced when negotiators have little

i
¥ they have a set of obligations to which they must respond. The stress |
i
1

latitude in detexmining their positions yst are held accountable for
- their performance (Stephenson, 1981), f
A further stressor facing negotiators is person-role conflict. This i
would oceur if the negotiators are foxced to pursue issues that are in ;
: conflict with their personal values and bollefs. Batstone af al. (1978) .
o quote excerpts from an interview with a manager tnvolved in such nego-
tiations P .
", I've got to follow the company lina, and the same's true of

(the steward). Because of our Jobs we could well find ourselves
fighting, each dgainst what we thought was right" (p. 175).
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1f negotiators do not adhere to their mandates they could find themselves
in the distressing position of the party they represent not being prepared &
to accept or ratify the agreement (Stepp, Baker & Barrett, 1982),

There are also problems with integrative bargaining even though its *

orientation 1is not conflictual. Allen and Keaveny (1983) discuss two N

LS dilemmas confronting negotiators, Besides the problem of disclosure
mentioned asarliex, there is alsc the issue of trusting what you are told H
L by the other side: To what extent is it the truth and to what extent is

. it part of the other party's overall strategy to emsure that you believe

what wuay tell you? Thus even though integrative bargaining focuses on !

mutually beneficisl issues it cannot escape the fundamental conflict of . E

of the lab relationshd

. . One example of stress in e bargaining is jodnt um L
agement iInvolvement in quality of worklife projects. Although these A B
b programs have produced positive effects such as improving employse health S

while reducing stress levels (Davis & Sullivan, 1980), quality of work-
1ife programs themselves can become a source of stress. There appears

to be & pervasive tendency for both labour and management to be waxy of | ﬂ

each other. Thus an adv al ord may be meintained even in toe
. the context of develeping ' a' ¢ b & Glaser,
o 1981), Schuster (1982) cites problems of establishing a cooperative |

C o Eramework (i.0., cooperation camnot be imposed externally), differen- '

ol tiating botween the e and

al of the un- "

2 lon-management relatlonship, and ensuring the continved positive ey
. attitudes between the parties. Yet information sharing occurs best in
situations of high trust (Allen & Keaveny, 1983). If labour and management N
. are able to overcome thoilxr musual distrust, they face a further problem ,‘
s concerning role conflict. The substitution of traditional distributive “
bargaining tactics with a problem-golving, cooperative approach has been
" E found to leave negotiastors facing conflicting expectatlons f£rom the :
parties they ropresent (Driscoll, 1981), Furtherwore, trade unionists j

express concern about the dangers of belng seen as collabotationists or
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mapagement stooges and theraby loosing credibility with their members
if they appear too soft in thelr negotiations with management {Anstey,
1986). Thus collective bargaining, whether in a distributive or an

integrative fomm is a potentially stressful experience. i iF

Implementing the agreement. Whereas collective bargaining involves

conflicts of , dmpl negotiated often entails |

ﬁf”‘ conflicts of rights (Douwes Dekker, 1985), Stressful aspects regarding

the day-to-day sctivities of IR in orgenisations will be considered in

o some detail when the various labour and roles sre :

Therefore, only a few observ %ilons regarding the stress associated with

' impl the lab rel will be made here.

The negotiation of & wage agreement usually results in changes in

wages and working . These conld be 1 (ef.
Dohrenwend & Dohreawend, 1974), especially if they are not favoured by
the people involved (Rabkin & Streuning, 1976). For exemple, not re-

celving an d 4 conld the worker's stress asso- )

ciated with reorganising his/her budget, standard of living and femily
problems. Similarly, being compelled to cut back on departmental spending
N bacause of negotiaved incroases in labour costs can be a source of stress
for management.

Second, the handling of in-company IR procedures such as disciplinary

and grievance procedurss can be stressful becanse they are concerned with

resolving conflict at its souxes of origin (Van Coller, 1979). As such

they usually involve e issuves and tionally-ch d s4

“ {Briggs, 1981). The stress potential of impl ing grievance pr
is further aggravated because grievances can laad to serious work stop- |

pages resulting in people loosing their jobs (Douwes Dekker, 1985). The

conflict potential of implementing workplace IR procedures is aggravated
in South Africa because both unions and management are inoxperienced in =
L coping with the expression of union power in the workplace (Douwes Dekker, <

_— 1985).
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Bendix and Bendix (1983) found that 40% of strikes covered in their

survey were caused by gri against supervisers or , and a

furthex 23% £rom slleged unfair dismissals. Thus almost two-thirds of

the strikes resulted from perceived unfair managerial implementation of

' uv IR procedures (Bendix & Bendix, 1983). A N
? A further indication of the conflict (and therefore stress) potential
. of implementing IR systems is gained by examining the reasons given for :
Industrial Court action. In an analysis of 1982-1983 cases Bu..ix (1984)

@ includes the following unfair labour practice allegatiwus clearly related . .

to impl labour 1= ovi

ment irregularities, refusal to use esteblished negotiating

S and general failure to use agreed IR procedures. .
- Finally, one item of negotisted agreements that is particulacly

g 1 is the Four 1 phases sre as-

iated with the anti stege, the unemployment

stage, the job seeking stage, and the re-employment stage (Kasl & Cobb,

T 1979). °
" Breakd: in the labour t relationshlp. Thus far, it has
S been implied that labour and management are able to resolve their dif- o
’“: A ferences. In practice however, this does not always occur. Instaad there '
L is often a break in the rel which leads to a strike ox
lock-out or other disruptive situations (e.g., industrisl sabotage, o

g boycotts). Hartley (1984) claims that tho mosi obsexvable manifestation
of industrial conflict is strike action ensuing from breakdowns in col~ \
lective bargaining.

The personal consequences of a strike might be benefictal: One school
of thought maintains that strikes ensure the release of emotions neces-
sary for the continuation of the free callective bargaining system (Ha=
. meed, 1976). The catharsis experdence obtained in the sarly stages of a L
vy strike could meen @ saving of many e work-hours lost in later stxiles A

or other forms of conflict. fShirom (1982a) suggests that strikes bring
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about better understanding and communication and improve intergroup re-
lations. Furthermore, Stagner snd Eflal (1982) found that union leaders
acquire additional prestige and greater influence over their members
during & strike. Members are more willing to cooperate in unjon activ-
ities, .d any gains achieved through a strike are more highly valued
than comparative gains obtained without a strike. Nevertheless, there
are numerous aspects of strikes that exert negative personal conse-
quences.

Milburn, Schuler and Walmanr (1983) state that organisational crises
(such as a strike) cause short-, medium-, and long~term stress responses.
More spescifically, Machride et al. (1981} measured the psychological
responses of disputing Canadian aix traffic controllers at three points
in time: during a labour dispute, four months later and a further six
months thereafter. They found that during the dispute the controllers
evidenced a dramatically high level of psychelogical distress (e.g.,
increased feelings of worthlessness, depression and strain) and a detee
rioration of perceived general functioning, physical health and psycho-
logical well-being compared with their responses during each of the two
follow-up pericds. Nonetheless, the lack of both a pretest measure and
4 control group limited the generalisation of their findings. Barling
and Milligan (1985) assessed the psychological impact of a 22-day strike
by Canadian teachers and school counsellors, They found that negative-
ly-perceived IR events measured immediately after the strike caused un-
favorable changes in psychological heaith measured two and six months
later (Barling & Milligan, 1985).

What then are the factors that contribute to the stress of a strike?
There is & peucity of psychological literature addressing this issue
since gccess for psycho-soclal researchers during a strike is extremely
difficult. However an indication of the stress associated with a strike
can be obtained from the few case studiss and reports that do exist.

& particularly informative account of the personal experiences of

different groups of people jinvolved in a strike at an hotel is given by
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Wood end Pedler (1978). At the start of the strike the workers were
scared. Management felt that the spontaneous, unplanned strike hed

started because the union could not control its members, The £irst morning

of the strike was chaotic for who had to guest ser- 4
vices despite the strike. The early weeks of the strike were marred by .

threats, lies, obscenities and physical violence from pickets whose ranks L

had been swelled by outsiders.

Befoze the strike the union officials falt pressurized frow their
members who were becoming frustraved with the lack of progress in the
union-management negotiations., The workers rather than the union offi-

. cials initiated the strike, but once it began the union leaders declared
T it official. Nonetheless, the union leaders felt frustrated: They would
have planned the strike differently had they tiat 4 it. Also they did

not use the full power of the union to win . ot & because of the

potential damsge to public opinion thet such & mdre might have caused.
B 1 Hence the union officials wers limited in their actions both by their
members and their perceptions of public opirion.

For the non-striking workers the strike was equelly stressful. On

e the £ixst day, they were unsurs of what was happening. They were con- &
e fronted by hostile pickets as they tried to enter the hotel to seek advice
e, from their supervisors; established collesgues called them 'scabs'. The .

N non-strikers were extremely afraid and upset over such incidents. They

also remarked at the end of the strike that many of the unskilled and !
s older strikers would find it difficult to find alternative employment.
Wood and Pedler (1978) obsarved that the various parties saw the strike

in completely different ives. The d ings, i
intormation and sheer lgnorames of the cther party's position that :

cheracterised the strike led to polarisation and an escalation of con- i .

flick.

Other reports also demonmstrate the stressful nature of strikes.
Thompson and Borglum (1973) report that throughout the course of an eight |
month strike in a multi-plant meat packaging organisation in the United :

~ . 2 o d DRI e ke« lintar ol a0



RN

- 121 -

States of America, there were acts of viclence against people and property
including gunfire, explosions and sabotage. Lane and Roberts (1971) re~
port on the Pilkington strike where serious divisions within the unfon
occurrad betwsen the leaders and the vank-and-file members. Similarly,
tha polarisation of management and worker attitudes and behaviour dim~
tensifiss hostility between mansgement and workers (Nicholson & Kelly,
1980). Shirom (1982a) refers to the spillover effect where the nostility
between lsbour and management carries over to the post-strike stage and
becomes manifest in acts such as raduced productivity and sabotage.
Barling and Milligan (1985) list several additional stressors associated
with strikes, These include inter- and intra-group conflict, sudden
changes 1in employment and financial status, the uncertainty of strike

outcomes, and shifs in the central issues and relationships between

and labour ves which require fundamental, rapid
role changes by these concerned (Barling & Milligan, 1985). The wtrike
can dlso exert negative consequences in both the community and the family
where the strike results in a reduction of family income.

South African strike reports also reveal a host of stressful events:
Strikes have been associsted with acts of violence, and police inter-
vention that inuludes the use of teargas, baton charges and arvests of
striking workers (lLambert & Lambert, 1983). The level of violence may
well escalate if management employ 'scab labour' or the use of strike
breakers (Douwes Dekker, 1985; Lambart & Lambert, 1983), The extent of
potential viclence of a strike can be ssen from the fect that strikers
in South Africa havs been seriously injured or even kille i during & stxike
(Rigby et #l., 1986). Managerial xesponses to scrikes can add a further
set of stressors to the situation. In South Africa such actions include
lock-outs, avictions, bugsing striking workers back to the 'homelands'
and dismissals (Colding, 1985; Lambert & Lambert, 1983, Righy et al.,
1986). Large-scals dismissals of striking workers {e.g., 17 000 workers
dismissed in the Western Transvaal; Cobbett & Lewis, 1985) are bacoming

familiar occurrences in South African IR practices,
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Thus far, attention has been focused on the stress assoclated with
four aspects of union-imanagement interactions (viz., establishing the Y

relationship, labour-management decisicu-making, implementing the

and in the lab relationship). In the
next section the stress associsted with three labouxr roles and three 3

menagement roles will be exemined. Although no clear distinctions can

be drawn between the four aspscts of labour~management interactions 3
discussed sbove and the role. fulfilled by various people involved in
IR (see below), these two aspects of the stress assoclated with the

tice of IR are

ly to enhance clarity.

MR Strass Associated with Different Labour Roles i

Involvement in trade unions can be extremely stressful for indi-
" viduals holding diverse roles. Three particular roles can be identified “» |
M in this regard - the union leader, the shop steward and the rank-and-file

4 member (sea Table 4.1).

Stressors encountered by the uiion leader. While a plethora of

literature exists detailing managerial stress (e.g., Ivancevich & e

Matteson, 1980; Moss, 1981; Strumpfer, 1983, 1986), and to a lesser ex= \
- tent, the stress of blue collar workers in general (e.g., Shostak, 1980), &
there is a pauclty of research outlining the stress exparienced by union

leaders. This represents a sorious omission in tiie literature, espe«

cially when the multitude of stressors union leaders encounter is cor~
sidered: As an organisation, the union contains several stress-inducing a ,,
contradictions which provide several sources of stress for the union
leader, namely, (a) the bureaucracy-democracy dilemma; (b) role ambigtity
caused by amblvalent sttitudes of members; (c) problems meeting ttith

members causing role conflict; and (d) limited financial resources

Pl

W N causing role overload.
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Table 4,1
Stressors exparionced by paople invalved in the practice of IR

IR Role Stressors
Labour-Management Genaral
Rolo Amblguity Rolo Confllot Role Overioad Hostitity tressors
Union Avbivalent authority. |rraguier work hours: short-staffed: Confiloting unlon=  Bureatcracy-
Leaders  Ambivalent member oriand faniiy intor-  Quantltative verioad. management 5oals. democracy
Shitie: Yate senriioe. dilel
shop Unciear parfornance \rraguiar wori hours: Shortestaffod: Inltiation and
Suwurds guidet ne: fork” al om”y inter- Quantltative averioad. handilng of oconflics.
¥ore aonet fasufflcient training:
Rasponaiola vo many Qual tative overioad.
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Qne conflict faced by union 1 hip 15 the bu d

dilemma. The domocratic principle and the relevance of union policies
to the members' everyday lives are held in high regard (Coleman, 1956).
Unions are often borne as an expression of opposition to autoeratic
management. practices (Coleman, 1956). The importance of democracy in
trele unions can be seen from Stein's (1972) comment that traditionally
and philosophically, the trade union is a democratic institution which
differs from other types of associations {notably business organisations)

in the extent to which it hesd internal . Fur

one reason workers Join unlons is to achieve a greatar degree of par-
ticipation on the job (Kechan, 1979). Thus participating in decisions
that influence their working lives is often crucial for workers (Ander-
gen, 1978), This is paxticularly true in South Africa where traditional
forms of politicsl decision-making aré denied for black workers (Lambexrt
& Lambert, 1983), Therefore, the union leader must remain attuned to the
members needs whenever he/she makes decisions,

However; if ona accepts the universal applicability of Michels'(1559)

‘iron law of cligarchy' which states that all orgenisations have & ten~

deney to move from e to c ices in both deci-

sion~meking and decision implementing, then in their own functioning,
trade unions frequently betray their democratic philosophy and ideals
{Jackson, 1977). In fact, many authors emphasise the need for unions to
rationalise their structuxe, adopt more planning and control mechanisms
and develop natural expertise to be more effective (e.g., Anderson,
1978).

Michels himself stated that bureaucratisation was eased by the in~
compatence of the masses, Thus the union leader i5 faced with the often
conflicting objectives of running an organisation that can deal effec-
tively with while simu 1y that the internal

provesses of the union remain suitably democratie, Uxsell, Nicholson and
Blyton (1981) refer to this paradox as the inevitable tenslons between

the pursuit of i isational d and 4 isational
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power. This dichotowy often causes a related source of stress for the
union leadur - leadership ckallenges from within the union. For example,
Kochan (1979) found that union members expected a far higher level of
internal administrative competonce of their leaders than typically ex-
istent.

Union leadexs must also contend with ambivalent attitudes of members
toward them, Union leeders are given sufficjent status and power to
achleve the union’s objectives, but et the same time are constantly re-
minded that they are servants of the workers themselves (Coleman, 1956).
Thus union leaders are subjected to role ambiguity (Kahn et al., 1964)
and its many farms of psychological strain (Van Sell et al., 1981).

Another aspect of the union leader's role that 1s stressful is the
difficulty of meeting with members. Mindful of productivity, management
do not clways allow unions free access to interact with their members
during working hours, Consequeitly, union leaders typically must attend
+o union catters after mormal working hours which encroaches on the time
they spent with their families. In an empirical investigation, Gullahorn
(1956) found that union officials felt a sense of role conflict where

work and family demands were g for their i Such role

conflict is a primary source of stress with negative psychological con=
sequences (Kahn ot &f., 1964).

A& further structural feature that places pressure on the union leader
1s that unions, at least in the United Kingdom, are pooxly financed (Warr,
1981), Furthermore, thors are only approximately 3 000 full-time paid
officials in the United RKingdom, representing a 1:4 000 union offi~
clal-member ratle (Warr, 1981), There are insufficient trade union
leaders to do the required work. This situation increases the chances
of the union leader experilencing role overload, another source of stress
which has negative consequences similat to the other forms of role stress
(Kahn et af., 1964; Van Sell et 4., 1981), Role overload is particularly

prevalent amongst leaders of emergent, unions in South Africa which,

because of the di lised gequire contact between

P

- B R ¥ T ™ T e S



-~ 126 ~

union organiser &nd membars (Cooper, 1983). In addition, the shortage p
of union organisers coupled with the rapid growth of unions further ex-
acerbate tha situation (Raskin, 1982). Union leaders often cannot cope

with the excessive workload and ly, they i problems

such as admini delays in ing new ps, negotiations

“ falling behind, and active recruitment beir': suspended (Baskin, 19823
Coopex, 1983).

AR Other stressors facing South African union lesders are a result of

the rapid changes and developments in IR on the one hand, and broader
political realities on the other hand: The growth of black trade unions
has given rise to inter-union conflicts between the established and the
R emergent unions {Cooper, 1983). Attempts at union unity are slso fraught
. with unresolved problems such a&s racial versus non-racial unicn member-
ship and leadership; industrial versus general forms of organisation;

the validity of closed-shop agreements; inter-union rivalry; whether to

5 align with political organisations; and whether to seek registration with
the Department of Manpower and thereby gain possible access to the of-
ficial systam of collective bargaining (Bendix, 1964; Hindson, 1984;

Y Webster, 1984). The politicisation of uuions places further pressures

on labour lssders. They are required to find a compromise between the
° political aspirations of their members and the bargaining issues that

management find acceptable (Douwes Dekker, 1985; Schlemmer, 1983). They

B also risk police harasement and detention (Bluen, 1986; Cooper, 1984;

. Schlemmer, 1983).

Bevehalod

Psy | stressors tored by the shop steward. Besides

. their work roles, shop stewards poxform a variety of key IR functions.
In one empirical investigation, Pocle (1973) asked stewards to define
o their primary duties. Four classes oL responses were given: (a) membex
EE representative; (b) union representative; (e} active conciliator, peace
maker or dispute solver} and (d) active negotiator and protector of

members. Carrying out these duties invelves many varied and complex tasks

e
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such as negotiating with management, representing workers, counselling

workers and helping with the formulation of union policy. Similarly,

Webster (1984) lists diverse bilities for shop in
emarging trade unions. Thelr responsibilitles include:- (&) representing
union members' interests end rights within the work enviromment, which
entalls challenging managerial decisions where necessary; (b) resolving
members' grievances and maintaining discipline within the workgroup; (e)
as members of the shop steward's committee, negotisting wages and working

conditions with 5 () that workplace

agreements are carried out; (e) liaising butween Ffull-time union offi-

clals and k ile bexs; and (f) the of

stable management-worker relations. The performance of these diverse
functions cause at least five stressors, namely, (a) quantitative role
ovorioad caused by excessive work demands; (b) dinadequate training
leading to gqualitative role overload; (c) role ambiguity; (d) role con-
flict; and (e) the inherent potential for labeur-management conflict in
the job.

First, the shop steward may experience quantitative role overload
because of the sheer enormity of the task, In a survev of Danisk shop
stewards, Iund (1963) found the aversge ratio of union members to shop
stewards to be S4:1 (rengn 11-158). Similarly, estimates of the mem~
ber~steward ratio are 40:1 in the United Kingdom (Warr, 1981) and 60:1
in Bouth Africa (Webstex, 1984). Looking after the interests of so many
people ls a dounting task. Nicholson (1976) found that 75% of & sample
of shop stewards reported moderate to severs feelings of quantitative
role overlead brought about by the breadth and volome of activities de-
manded of stewards. Interestingly, reelings of role overlond were
greatast where thare was a favourable IR climate rofleching the strenu-
ousness of the work involved in achieving such a climate (Nicholson,
1976),

Warren (1971) states that the amount of work involved 1n being &

shop steward mey entail working after hours and on weekrends. This would
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By
s interfere with the steward's xrole as spouse and/or parent. Nichulson i

N (1976) found that several stewards, especially women, felt compating IS

demands on their time made by home and work commitments, Lund (1963} found '
that the major force pulling workers away from the shop steward's job

was the possibility of interpersoral problems with families, workmates oo ﬂ

Gad and management, -

' Stewards are also faced with and suffer from gqualitative role stress | N

(Rehn ot al,, 1964), Although the execution of the steward's job requires [
sophisticated skills, many recelve no ralevant training at all while for )
other , theix trad s pitifully i (Nicholson, 1576).

Similarly, Godsell et al, (194:) found that IR training for employee

was inad and received a lower priority than R I8

training for management or IR specialists. One of the stewards in

o Nicholnon's (1976) study repoxted:

Lt "shen 1 first became & shop steward I didn't know one little thing,
" I 1dn't know which way to go about enything, and the first time
. went to a meeting I was sick 1n the stomach bacause I was
£righ0:enad of saying the wrong thing” (p. 20).

Given that training correlates with role satisfaction (Nicholsen, 1976),

L the absence of training can lead to psychological strain amongst stewards

i who remain 1ll-equippad to tackle the complex tasks they encounter. a
A further source of role stress experienced by stewards is role L

Fooowd ambiguity. Nicholson (3976) found that many stewards often felt at a loss

to decide the right course of action due to lack of appropriate guide«
2 ; lines. The situation may be exacerbsted whera management adopt & unitary
! pexspective: Management might deliberately withbeld rolevant information
| fram the steward and thereby aggravate their lack of clarity (Waxren,
i 1971y,
‘(’ Bocause stewards are expected to fulfil so many diverse roles, they
too may suffer the effects of role conflict. Shop stewards' roles entail

& with, and Bilities to several people whose interests

|
i
|
!
t
i
1
|
|
|
|
often compate (i.e., management, supervisors, union members, other shop |
stewards and union officials). Thus stewdrds can be subjected to In- T‘

|
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der conflict - £rom ong role sender that are in conflict

with pressures from one or more other senders (Kahn et al., 1964). For

example, stewards may be required to deal simu ly with

from woxkers for wages and demands for

the status quo. Because the steward derives his/her power and position
from the continued support of rank-and-file members, the role of the
steward becomes thet much more delicate. “Any suspicion that the steward
has been 'bought' is 1likely to lead to an instant rejection by workers"

(Webstex, 1984, p. 82). Webster (1984) cites instances where workers

refuse to continue working nntil Temove
of being management informers.

Shop stewards also experlence person-role conflict (Kahn et al.,
1964). The oxpactations diverse people hold of stewards are frequently
in conflict with the steward's own values, needs, or beliefs. Nicholson
(1976) found that a common source of person-role conflict was being forced
to tall members out on stzrike for what stewards felt were inappropriaste
issues. In the Grosvenor Hotel strike, unien officials abided with their
members' decizion to go out on strike even though the officials would
have planned the strike differently if they had organised it themselves
{Wood & Padler, 1978).

Finally, the inherent conflict in the steward's role is potentially
stressful. Nicholson (1976) statws that "it is a role that appears to
be almost inherently stressful, since the initiation and handling of
conflict are anticipated aspects of role parformance (p., 16). The smount
of hostility that shop stewards are expected to display toward management
must be sufficlent to maintain worker morale but not too great to cause
unnecessary trouble (Shostak, 1980).

Nicholson (1976} concludes by stating:

",.. tha complexity and demand charactexistics of the shop steward

role render it ...similar to mansgerial and executive functions
though the provision of resources and supportive mechanism is in
no way comparahle (p. 24).
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IR stressors encountered in the worker role. Before considaring the
stress specific to IR that workers encounter, it is necessary to mention
briefly the vaxiety of stressors facing workers in their normal working

environments. House et a?. (1979) criticise blue-collar stress research ;

for limiting its focus to discussions of physical or chemical hazards i
such as noise, heat, dust and fumes. Psychosocial job stress appears to h vy
impair the health of biues-collar workers and is worthy of investigation.
In his study of 'blue-collar gtress', Shostak (1980) identifies four

i
|
objective stressors: Compensation; health and safaty hazards; uvnpleasant \
working conditions; and the fear and insecurity of work loss. Shostak l‘

|

. (1980) also outlines four subjective strassors: The low status attributed (W
X to blue-collar workers; problems with supervision; the importance of !
\‘ being part of tha peer group; and job dissatisfaction (Shostak, 1980). Je R
’ Such an array of s 1ed can the worker
K to seek changes. One avenue open would bes to join a trade union in the

L hope that the union will be able to reduce these stressors and improve
the situation, Kochan (1980) found that the most important reason workers
joined unions was because of their negetive perceptions of the work em~
» vironment: Job dissatisfaction, poor wages and working conditions and
perceptions of inequality were the most prominent issnes. W'sht-Bakke
(1975) states that workers join unioms if they belleve that such a move

reduces their frustration and anxieties, helps them realise their op~

L. portunities and enhances their standard of living.

Yet joining & trade union itself presents workers with & host of
) : stressful issues with which to contend. Tha positive aspect of joining
6 union is that it provides security and protection and a means of
realising worker objectives that might otherwise not be attained. How~
ever, by joining the union, workers forfeit some autonomy and individ-
uality: Kochan (1979) found 10% of workers who decided not to join & union

did so because tiuey feared a loss of ind d . The of

E electing to join or not to join a union can be particularly stressful.

B By refusing te Jjoin, workers may be intimidated and pressurised into I
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reversing their decisions, Shostak (1980) states that if a trade union

is present in an organisation, non-union employees face three major

stress aggravating issues. First, union may put the
situstion under close inspection, highlighting local employment draw-
backs. Second, unlonising campaigns often polarise the workforce into
mutually hostile factions. Third, employsr response to unionisation
campalgns can aggravate workplace tensions and undermine the employer-
employee relationship.

1£ workers join the union, they risk being victimised by an anti-union
menagement, Allen and Xeaveny (1983) state that management's attitude
toward trade unjons can range from open hostility at one extreme, through

controlled hestility, and to collusion at the

other extreme. Open hostility implies a willingness Lo use almost any
method, legal or otherwise, to get xid of the union. Allen and Keaveny
(1983) cite examples such as calling in police or troops to control and

limit the effects of strikers; discharging pro-union employees; threat-

ening to close the plant; union sers; denying priv-
ileges to union supporters or transferring them to lower paying jobs;
and employing industrigl sples 'planted' amongst workers to keep tabs
ort union sctivities and leaders. In South Africa for example, one security
company tecently dadvertised the services of trained smployses who would
infiltrate the workforce and report the names of union leaders and details
of any unilon activities to menagement so that management could take the

' y y ! (Anstey, 1982). Such anti-union mea-

sures are adopted simply because workers exercise their rights of freedom
of association. However, Kochan (1979) found that only 1% of workers
stated that the prime reason for not joining a unlon was a fear of em-
ployer retaliation or closure of the plant resulting frow unlonisation.

Kochan (1980) speaks of companies sv+_‘iug dealings with inion by
placing extreme pressure on emplayees not to join. He cites one case where

& computer manufacturing company would not employ job applicants who had

ol
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certain demographic characteristics associated with the propensity to
unionise.

Where the relationship between labour and management is adversarial,
and especially where a previously peaceful relationship becomes con-
£lictual, workers can experience inter-sender role conflict, Pressures
from the one party would be in direct conflict with those of the othex,
This represents yet ancther souxce of stress facing the worker in an
actively unionised oxganisation.

Finally, the union itself can be a source of stress for its members.
Fox example, Cooper (1983) reports that at the Iron and Steel Corperation
4 000 South African Iron Steel and Aliled Workers Union members joined
the rival Mine Workers Union. In response, the South African Iron Steel
and Allied Workers Union threatened to cancel union membership. Because
of an existing closed~shop agreement, the Iron and Steel Gorporation
would have been forced to dismiss the 4 000 workers had they baen expelled
from the union (Cooper, 1983). The diwmplications of the closed-shop
agreement are such that 'disobedient' union members can be forced out
of the union, the company, the industry and even the trade, depending
on the scope of the closed-shop agreement. Unions can also display dis-
criminatoxy practices toward workers. Webstexr (1983) cites examples of
white skilled workers associating themselves with 'protective’ craft
unions whose objectives include maintaining the status, security and
privilege of white unior members, These 'restrictionist' unions withhold
membership from non-whites to avoid job dilutlon and fragmentation
(Webyter, 1983), Far from overcoming the stress of vaclal discrimination,

these unions promote it,

IR Stressors A iated with Key A Roles

in uni ive or are dlso subjected to a
unlque set of stressors, Trade union presence inhibits managerial power,

prerogative, awthority and behaviour, and challenges managerial tradi-
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tions, attitudes and values, all of which can increase the stress man~
agement face. The stress inherent in three managerial roles usually
associated with IR, namely, upper-level wanagement, supervisors, and

IR/human resource managers is examined here (see Table 4.1).

Stress in the uppsr-level management role, Besides the fraditional
@ forms of work stress {cf. Ivancevich & Matteson, 1980; Moss, 1981;
Strumpfer, 1983), upper-level management in union-active organisations
y are confronted with a host of specific IR stressors. These are derived
from the fact that unions and management often pursue conflicting ob~
jectives (Fox, 1966).

o The role of upper management is to make rational decisions so that
the organisation's resources are put to their most productive use (Ko-
o chan, 1980). Unions active in the orgsnisatfon threaten manageridl ob-
jectives in several ways. First, by virtue of the numbers and/or the
W skills of their members, unionm: constitute an alternate power source that

is capable of infl the 1 decisi g process

i (Kochan, 1980). Unions challenge managerial prerngative and attempt to
1dmit managerial control over the workforce, They demand a voice in those

decisions that directly affect workers (Hyman, 1975). In South Africa,

through the racognition sgrestent process, black workexs are replacing
unilateral managerial decision-making with joint labour-management ne-
gotlations. Furthermore, the scepe of issues negotiated extend beyond
wages and basic working conditions to include victimisation, health and
safety standards, maternity vights in-company IR procedures and rights
to withhold labour (Haysom & Webster, 1984; Hyers & Steingold, 1984},
Where management resist union advances, redress is sought by going out

on strike, making applications fox Industrial Court, industrial council
5 or conciliation board hearings, or, where applicable, appealing to ov-
N erseas head offices of local subsidiary companies (Haysom, 1984; Webstex,
1984), Thersfore, management are forced to relinquish a certain amount

of power and control to the unions. Invarisbly, upper management are

S
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unwilling te suxrender power and resent being told by cthers what to do
{Bluen, 1983a, 1986).

The lexity d decision-making, then, increases for

upper-level management in unionised environments. Instead of simply

meking cost-benefit decisions, they must consider the views of and often

¢ " negotiate with an altsrnate party. Unllateral decision-making in ac-
coxdance with general oxganisational goals may be replaced by struggles
for power and jolnt decision-making with & party whose objectives could
PRI be antagonistic.

This leads te the second stressor, namely, compsting goals. Man-

;‘ agement has as one of its prima objecti ity and il-

W, .

. ity. On the contrary, the unfon's afm is to maximise wages and enhance

S -
\13 working conditions and job security (Flanders, 1968). Thus the goals of ~

menagement and the unions are often in conflict, rendering the deci-
sdon-making process that much wore demanding than if there was no union
presence in the organisation.

o 1f trade union objectives extend beyond the traditional limits of »
American style 'business uniordsm' (Jackson, 1977) %o include macro so- I,
N clo=political aims, {(Allen, 1971), additional stressors would be en- !
countered. In South Africa, for axample, although blacks do not enjoy
the right to vote, they do have the right to join trade unjons and par-
ticipate in the official collective bargaining machinery. Consequently,
many socio-political issues are raised at company level forcing (white)
management to pressurise political leaders to seek change. Even if they
were willing, management alone cannot satlsafy the political demands of k

the uniona. According to Wiehahn (1982) the primary reason South African §

mandgement fear labour is that they helieva the unions will becoms pol-
@, e iticised and use their power to raplace the free enterprise system with
a socidligt government, Indeed, the political strikes discussed earlier
in the chapter are clear evidence of union involvement in political ac~ I

tivities.
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Stress In the supervisor role. Just as the shop stewsrd is lsbour's

e, the supervis i 's link in dealing with IR
issues on the shop floor. As such, shop stewards and supervisors expe-
rience similar stressors, namely, (a) role conflict; (b) face-to-face
contact with workers; (c¢) qualitative role overload; (d) limited au-
thority; and (s) role ambiguity.

First, like the steward, the supervisor fulfils a diverse set of
roles consisting of potentially conflicting role senders - notably the
entirs spectrum of menagement on the one hand and stewards, workers and
unfons on the other (Pedler, 1977). Second, the supexvisor's role in-
volvas face-to~face contact with the workers. As such, not only are su-
pexrvisors required to ensure production proficiency but are also largely
accountable for healthy labour-management relations: Supexvisors are
usually responsible for the initdal handling of grievances, dismissals

and disciplinary in the on (Sartain & Baker, 1972),

Thus, the consequences of their actions can have serious ramifications
for the IR climate of an organisation, and thereby increase the stress
experienced by the supervisor. Indeed, in one study, over half the re-
ported strikes resulted from grievences, dismissels and supexvision
problems at the supervisory lsvel (Allem, 1982). Such disruptive occur-
rences are likely to exacerbate the relationship that the supervisors

have with their subordi , thereby i the stress they expa-

rience at wozk.

The inherent stress in the supervisory role arises "out of the re-
lative dmposaibility of reconciling twe rather incompatible ideologies
or systems of sentiment" (Miller & Form, 1967, p. 212). Like stewatds,
supervisors can suffer from qualitative role overload if their training
has not included the relevant IR and interpersonal skills input to deal
effectively with such a sensitive job (Piron, Human & Rajah, 1983).

Fourth, the supervisor's authority is extremely limited. Supervisors
are required to perform a wids variety of tasks while management afford
them 1ittle or no authority to fulfil their responsibilities (Miller &
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Form, 1967). South African orgenisations have been found to adopt ex~
tyemely centralised decision~making structires, especially regarding IR
(Godsell et 81., 1981). The reduction of first-line supervisor’'s au-

thority often results in them 1sing what little power they

wield in an arbitrary manner which leads to further conflict and labour

onrest (Brett, 1980}, Also, supervisoxs sre usually not involved in ne~

tiating the uni to which they must adhere (Sar-
tain & Baker, 1972), Having to follow a set of rules about which the
supervisor has had no say wmay well be stressful. This is especially the
case when the changes to be introduced overwhelm the supervisor. For
example, supervisors may be bombarded with s stresm of unending techno-
logical changes, yet they canmot protest because they have neithex the
authority nor the expertize to do so (Miller & Foxm, 1967), Also, the
natuze of change may oppose the supsrvisor's own values and beliefs. For
example, becauss of international, economic and political pressures, many
South African organisatfons have adopted anti-discriminatory employment
practices (Godsell, 1981). However, the removal of apartheid from the
shop floor remains in conflict with the belisfs of many white South Af-

rican supervisors who are faced with adf problems 1 e

of their political allegiance,

The presence of a trade union places a further restriction on the

supervisor's and behavi toward di. . Where a mili-

tant trade union is active, supervisors may be afrald Lo exercise any
control over the workforce whatscever: They might fear the 'retalistory'

steps the union might take and 1l dissati ion for

causing such di 1 . Thus the supervi must perform & complex job

that involves a great potential for conflict and deletetious organisa-
tional consequences. At the same time, the supervisor has only limited
authority regarding formulating and carrying out workplace regulations,

Finally, supervisors might also exporience role ambiguity. In an
investigation of black South African supervisors, Garakinsky and CGrank-

shaw (1985) found much confusdon regarding thair identificetion as eithsr
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members of t or of the . Y saw the

P
clearly as members of management, invested with typical managerial re-

sponsibilities and tagks. G ly, the super-

visors shared a common workplace, soaclal axperiences, residential
location and racial ideatity with the w rkforce. The 1-sultant ambiguity
and conflict of ldentity serve as furt sr sources of stress facing many
South African first-line supervisors. Similsrly, Piron ef al. (1983)
describe the tremendous stress potential associated with marginality a
potential problem facing all black people occupying supervisory or man-
agerial roles in South Africa.

Strass associated with the IR practitioner role. The rola of the IR
manager is "to protect the organfsational intevests of their firm while
acknowledging the legitimacy of unfons and collective bargaining” (Ko~
chan, 1980, p. 181), Given the structural conflict of interests between
labour and management, the role stress inherent in the IR manager's job
is aspparent. At least four factors, namely, (a) limited authority; (b)
role ambiguity; (c) role conflict; and {(d) environmental forces, exa-
cerbate the stressful nature of ths IR function.

In the first instance, the IR mansger's authority is limited &s a
staff rathex than line function (Allen & Keaveny, 1983), In fact, Purcell
(1983) points out that “wa are deluding ourselves if we amssume that in-
dustrial relations activitiss sither would or should foxm a major or even
moderate paxt in the dotermination of corporate strategy” (p. 4). The
entire status of tha IR function is seen as Insignificant unless the
organisation is thxeatened by large scale labour unrest (Purcell, 1983),
In South Africa, the current state of unvest has in fact meant that a
great deal of attention is focused on IR in most organisations.

Similarly, Kochan (1980) found an extremely high degree of centra-
lisation of responsibility for IR policy in organisations, Most respon-
sibility was held at corporato level by the chief executive or IR vice

president with minimal anthority passed down to divisional or plant
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level. Godsell et al. {(1981) also found that most IR decisions are made

by line~mansgement rather than IR specialists in the organisation. Thus,
1ike both the shop steward and the supervisor, the IR specialist has to
perform an extremely delicate job with a limited amount of authority.
Centralised decision~making by key line managers can place addi-
tional pressure on the IR function if IR-related decisions are taken !
/ purely with the profit motive rather than sound IR practices in mind. 1
The consequence of these JR-related Jdecisions can exert negative affects s

on the IR climate which will further cxacerbate the IR practitioner's .

role. Xochan (1980) ob that such isntional b
may often involve conflicts of interest betwaen the various groups of

management. The IR staff attempt te guide such proposals through the

varjous stages while trying to accommczate the differing wanagerial in-

terest groups, aver mindful of the potential acceptability of the pro-
posal to labour in the forthcoming negotiations. Not onlv do IR

practitioners have limited authority, tiey must also contend with much

inter-sender conflict both from within minagerial ranks =d from labour
y {Kochan, 1980).

A further stressful festure of the IR practitior—zs' rcle is its

inherent gmbivalence. IR practitioners Tind tiemselves caught somewhera
between labour and management, maintaizing some form of balance between
. the two. Again, they must contend slth compsing demands both from within C
ménagemont sub-groups and between these groTps and labour. Minex (1976)

states that IR/personnel managers have often been identifiad moze

strongly with workers than with management. Becauwse of the artivalence
in theis role, IR managers may be seen as soll-outs by both sifes,

The already complex situatlon is ezncurbated when considering that

. the link between managerial policies and actual practloes can be sonewhat

tenuous. Purcell (1983) provides examples of managemert endorsing sound

IR statements about voluntaxry trade unionism yet at the same time being

actively involved in anti-undon ventures. Such ambighous tacticy could
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be stressful not only for IR practitioners attempting to carry out company
policy, but for everyone else associated with the practice of IR.

Third, IR practitionsrs may suffer from person-role confilct. There

could be & clash between thair own values and thoss of management: They ‘

a; A might adhere to a pluralist parspective while line management align ﬁ
£

- themselves with the unitary e, These di may well o
R distance them from management. At the same time, to the worker, the IR o

manager is primarily a membex of management and thersfore part of the
‘opposition'. Thus the role ambiguity of the IR position might cause
- incumbents to experience social isolation and a lack of peer group sup-
P port. Secial support is an important factor that buffers the stressed
R person fron potentially harmful conseguencas (Kazusek et al., 1982).

A fourth stressful feature of IR practitioners' jobs concerns the

nsture of thelr actual responsibilities. IR practitioners are accountable

for sound labour-management relations in the organisation. However, there

are a host of envi 1 and onal beyond their

control that impinge on the practice of IR. For example, a sympathy strike

. having nothing to do with the particular company would exert negative

repercussion on the IR climate and hence increass the pressure on the |
|
IK incumbent. Also, given the fundamental conflict of interests in IR, H

the potential for velatile und ral is far greatexr

than where the parties are all part of 'one big happy family' (Fox, 1966),
v Three labour roles and throe managerial roles have been exdamined
‘ . within the IR contoxt. ALl six roles are potentially extremely stressful,
Role ambiguity and role conflict are particularly prevaleni forms of
stress experienced by people inveived in the practice of IR. This is
° understandable considering that the inheient conflict of interests be- i .

tween labour and management leads to conflicting demands and ambiguous

authority levels and role sender . Financial and

insufficlent tralning were also identiflied as major sources of role o

overload. Finally, considerable stress is derived from hostility and
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violence experienced in various aspects of the labour-management re-

lationship. 1
o .
) 1 Conclusion 1
‘. [‘ In the present chepter it has been argued both from & theoretical L.
% and a practical orientution that involvement in the practics of IR is )

stregsful; The prevalence of the underlying dynamics of conflict and

change serve as powerful generat rs of stress in IR. There {s a need to

investigate systematically the stress specifically associated with the
practice of IR, However, certain conceptual and methodological eriticisms
need to be mentioned.

Although it has been argued that involvement in the practice of IR
is stressful for labour and management slike, the situstion is not f{n-
evitably negative. Firss, according to the general adaptation syndrome
(Selye, 1962), {ndividual responses to stress, if plotted, resemble an
inverted U-shaped curve. The stress experienced in the second stage, the

stage of resistance, is termed 'nustress', because it is a positive form

of stress (Strumpfer, 1983). Maddi and Kebasa (1984} state that many

people in business thrive on stress, operating well under pressure and

the stressors continue indefinitely and no respite is gained from the

stressors is the third stage of the stress cycle, the stage of ‘ex-

i
i j nchioving goals that they would normally Eind hard to attain. Only when

|

I

i

|

t person experiencing 'dystress', negative formy of stress, which 1f left

i unattended, will lead to physical and mental illness and ultimately,
premature death (Selye, 1982).
Wl In the IR context, it is possible that although many pecple invelved
in the practice of IR are subjected to a varlety of stressors, they may
respond by functioning et a high level: They may be experiencing eustress
where they, their families and the labour-management relationship derive

i
i
!
I}
i
)
|
|
|
|
i
|
i
i
[
|
i
!
;
1
E
haustion' (Selys, 1982) oncountersd, This final stage results in the |
J
|
I
i
great benefit frow their enduavours. !
|

|

I

i
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Positive responses to IR stress may well be related to the operation
of moderator variables in the stress process (see Chaptexs 2 and 3).
However, becsuse of the dearth of literature examining IR stress, little
empirival evidence of the IR stre. process is avallable at this stage.
Furthermore, most of the empirical investigations are not conducted by
psychologists and therefors, 1ittle regard is paid to the psychological
processes involved (Barling & Milligen, 1985). Many of the investigations
cited in the present chapter are gpeculative, or are based on haphazard,
unrepresentative sampling techniques, ylelding findings that are not
generalisable. Where psychologicsl studies of IR stressors do exist,
their focus is limited to examining isolated manifestations such as
strikes, retrenchments and negotiations. These studies provide veluable
insight into the stress process unique to the particular ares of inves-
tigation, but by their vary nature, they preveat obtaining an overall
perspective of the stress inherent in the practica of IR. These studies
can alse be criticised because, with a few notable exceptions (e.g.,
Barling & Milligan, 1985; Kasl & fobb, 1979), cross-sectional designs
are ndopted which do not allow for cansal analysis, Even those studies
adopting longitudinal designs to investigste aspects of the IR stress
phenomenon may be methodologically unsound: James et al. (1983) cantion
against causal inferences when Important variables remain wumeasured

(L.e., spuri ). By enly

an igolated aspect of IR stress,
thess studies may be erronecusly omitting Lmportant explanatory varisbles
from their analyses. Thus the aim of the present thesis is to address
some of these eriticisms by measuring the stxes jrocess associated with

diverse aspects of the practice of IR in & longitudinal study.
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CHAPTER 5

AIM AND THEORETICAL RATIONALE OF THE THESIS

The relationship between psychology and IR is one of neglect (Ful-

C lagar, 1984; Gordon & Nurick, 1981} Huszezo, Wiggins & Currde, 1984;
Walker, 1979). Unlons regard psychologists' contributions at best, as
. irrelevant to thelr needs, or at worst, as contrary to their jinterests
(Huszczo et 8l., 1984). Since the 1950's, a period regarded as the 'Golden
i Age' of IR research (Stravss, 1977), psychological attention to IR issues -
has waned (Bluen & Frllagar, 1986). The poor psychology=IR ralationship -
is surprising because psychology is one of the core disciplines on which ]

. the study of IR is based {Kochen, 1980; Walker, 1979). The question, then, N i
e is why so little psychological research has focused on IR issues?

Bluen and Fullagar (1986) review several reasons for this neglect: b

1) Industrial psychology has fostered strong associations with
/ management, relying on management sponsorship and restricting its
stope to management-defined problems (Gordon & Burt, 1981; Stagner,
1981; Walker, 1979).
2) Becawse of socio-economic differences and class barrierxs, din-
B dustrial psychologists have tended to focus on familiar ‘middle-
L class' problems of management and have lacked the contact to
davelop & sensitivity and understanding of the problems of labour
(Biuen & Fullagar, 1986).

3} Devel ts in ional psychology ct the goals
of labour. For oxample, job enrichment is seen by unions ag in~
creasing job dilution (Shepard, 1974; Winpisingoer, 1972). |
4) Traditionally, conflict has been regarded as unnecessdry, un- . i
desirable and avoidabis by industrial psychologists (Batstone,
19795 Kornhauser, 19613}, This view, a legacy of the scientific
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management and human relations approaches, precludes meaningful

psychological investigation of IR.

Thus, in the past, the theory and practice of industrial psychology was
incapable of accounting for the realities of IR (Bluen & Fullagar, 1986).

Recantly, though, there has been a growing interest in the role -
psychologists can fulfil in the study of IR (Huszezo et al., 1984), The .

importance of including psychologicsl variables such as atti.udes, per- j
N ceptions and motivation in any IR systems is gaining i
(Craig, 1975; Hyman, 1975; Jacksen, 1977; Kochan, 1980), and there is -

evidence of an increase in psychological research into aspects of IR

(.., Florito & Geer, 1982; Gordon & Burt, 1981; Huszezo et &l., 1984;
Stagner, 1981).

5T Despite the resurgence of psychological research interest in IR, ¢
e e one area remains neglected, namely, the Stress associated with the
practice of IR. No s 4 d has been adopted °

to studying the personal consequences of Involvement in IR. This re-

e presents a serious omission since involvement in IR {5 stressful (see
Chapter 4). The aim of this thesis, then, is to develop a model of the
stress process as it applies to IR, and to test it empirically.

Because the fileld of IR stress is so new, there is nro comprehensive,
psychometrically valid scale of IR stress. Therefore, bafore tasting the
R IR stress model, & sultable scale of IR stress needs to be developed.

The first empirical study of the thesls, then, will be aimed at developing

B . the Industrial Relations Events Scale (IRES).

g The IRES will be daveloped in asccordance with the life events format
{e.g., Dohrenwend & Dohrenwend, 1974, 1978; Holmes & Rahe, 1967), which
- has becoma a well-researched means of studying stress (Monroe, 1982b;
. Perkins, 1982), Tndeed, the empirical evidence suggests that a signif-
icant relationship exists botween 1ife ovents scales and diverse physical f

and psychological conditdons (Perkins, 1982; Zimmerman, 1983).
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Sarason's Life Experience Survey (Sarason ef al., 1978) and Orga-
nisational Change Inventory (Sarason & Johnson, 1979) overcome many of
the criticisms levelled against earlier life event scales (Zimmexman,
1983). Consequently, the IRES will be developad using Sarason's format,

The second empirical study in the thesis will be aimed at developing
and testing the IR stress model. In the model, objective and subjective
IR stress will be assessed using the subscales of the IRES. The outcome
of IR stress will be tasted by means of three variables that have been
used consistently as mesasures of orvganisationsl strain, namely, psycho-
logical health (e.g., Barl.ng & Milligan, 1985; MacBride et al., Wall &
Clegg, 1980}, job satisfaction (e.g., Beechr & Newman, 1978; Caplan &
Cooper, 1976; French & Caplen, 1973) and propensity to leave the orga-
nisation (e,g., Batlis, 1980; Bedeian & Armenakis, 1981). Also to be

assessed is the impact of thres variables 1 ly found to

the isational in relatd nramely, (e.g.,
Kobasa, 1982b, Kobasa & Puccetti, 1983), and social support offered by
supexrvisors (e.g., Bededan et al., 1983; House, 1981), and family (e.g.,
Billings & Moos, 1982; Procidano & Heller, 1983).

When designing the study, care will be taken not to ropeat many of

the criticisms labelled against existing isational stress

First, a longitudinal design will be adopted, and attempts will be made
to satisfy the varlous conditjons associated with conducting causal re-
gearch (James st al, 1983). These procedurss will sllow for causal in-
farences to be made, rather than limiting the findings to non~directional
statements concerning associstlons between variables (James et 1.,
1983). Second, appropriste steps will be taken to identify and measura

the influence of moderator offects on the stress~strain relationship

(Rabkin & § 1976). By ad these p: it is hopod

that an empirieally validated coausal model of the IR stross process can
bs developed, Such a model could provide both valuable foundations fox
further research in the ares and relevant guidelines for dealing with

the stress associated with IR.

?ﬁwv.
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CHAPTER 6

DEVELOPMENT OF THE INDUSTRIAL RELATIONS EVENT SCALE

From the preceding chapters, it has been established both theore-
tically (e.g., Dohrenwend & Dohrenwend, 1974, 1978; Fox, 1966; Kahn et
al,, 1964} and practically (e.g., Allen & Keaveny, 1983; Kochan, 1980),
that the practice of IR is potentially stressful. Furthermore, a review
of the literature reveals that involvement in various IR processes such

as tiatd (At 1978), decision-making [Galin, 1981) and

strikes (Barling & Milligan, 1985) leads to negetive psythological cen~
sequences.

However, no attempt has been made to assess the stress process as-
sociated with the practice of IR as & whole (xather than specific IR
events). The aim of the present thesis, therefore, is to address this
omission by developing and testing s model of stress associated with the
practice of IR. Because this task has not been done before, there is mo
psychometrically-validated scale to measure the stress associated with
IR. Consequently, the aim of this chapter is to develop and validave the
Industrial Relations Events Scale (IRES). The IRES will then be used as
a rieasura of IR stress in the empirical investigetion of the IR stress
model in Chapter 7.

One wethod of measuring stress is to examina the otcurrence of
stressful life events, i.e., those (life) events that imvariably require
individual readjustment {(Monroe, 1982b). In Chapter 2, the life events

h was lewed. Th a similar discussion will siot ba re«

peatad here, Instead, key points of lifs events research will be sum-
marised as they apply to the development of the IRES:

1), The stressful life events is a well had method of

measuring stressors both in general and specifically in organisational
stress research (Monroe, 1982b; Rabkin & Streuning, 1976).

T
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2). Stressful life events are eXperienced by most people to varying de-
grees during their lives, and contribute to the aetiology of many phys-
lological and psychological disorders {(Dohrenwend & Dohrenwend, 1974,
1978; Perkins, 1982; Rabkin & Streuning, 1976).

3). One measuring instrument that has been used extensively amd sue-
cessfully to assoss life events is Holmes and Rehe's (1967) Social Re-
adjustment Rating Scale {(Perkins, 1982; Zimmermam, 1983). Each of the
43 items of the Social Readjustment Rating Scale is weighted according
to the relative dogree of readjustment demanded by the particular
stressor {Holmes & Rahe, 1967).

4), Recently, though, thers has been a tempering of enthusiasm toward
the the life avents approach in general, and the Social Readjustment
Rating Scale in particular because of certain methadological problems
(Honzos, 1982b; Perkins, 1982; Zimmerman, 1983).

Thres such problems were discussed in Chapter 2: First, certain life
events scales (e.g., the Social Readjustment Rating Scale) are confounded
because they include both stressors and itews pertaining to symptoms of
strain. Second, the scales have been criticised for excluding non-events.
Absence of life events (e.g., 'not recelving an expected pay increase’)
can be as stressful as the presence of other stressors (Perkins, 1982).
Third, there is a problem with calibrating life events scales. Scales
using standardised weightings (e.g., the Social Readjustment Rating
Scale) have been criticised because a) they assess only the adjustment
rather than the desirability of events (Vinokur & Selzer, 1975); b) they
£ail to account for individual differences in perceived impact of events
(Zimmerman, 1983); c¢) the generalisations of objective weightings as-
signed to each life avent remains guestionable (Dohrenwend & Dohremwend,
1978); and d) she welghtings of each item may not produce greater pre-
dictive benefits (Monros, 1982b). C ly, an @ hnd

has been developed whereby subjective, rather than normative ratings are
applied to each life event (Zimmerman, 1983). It is not only the amount

of change induced by the life event, but alse the avents' porceived de-
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sirability (Vinokux & Selzer, 1975) and seriousness (Dohrenwend & Doh-

renwend, 1978) that contribute to the resultant strain. However, -

subjective rating scales have also been questioned with regard to the

accuracy of racalling the impact of past events (Monroe, 1982b). Results

¢ of empirical investigations, though, do not support these claims of xe-
E 4 don ( 1983). |

“. Sarason and his associates have developed a life events approach e
o that addresses many of the criticisms of earlier scales (Zimmexman, 1
1983). Their scales, the Dife Experiences Burvey (Sarason et al., 1978) 3
and the Organisational Change Inventory (Sarason & Johnson, 1979), ra-
quire respondents to indicate which events they have experienced in the
L pest year and to rate the perceived impact and desirability of those
events experienced on & seven-point scale ranging from ‘extremely un-
favourable' (-3), through 'no impact' (0), to ‘'extremely favourable'
" (+3). The Life Experiences Survey and Organisatlopal Changs Inventory

yield three subscales; an objective occurrence index and two subjectively

perceived indices, the positive and negative impact scales (Sarason &
- Johnson, 1979; Sarason ef al., 1978). i
As Iindividuslly-rated life event scalss, the Life Experiences Survey

3

. and ional Change I y many of the problems asso-
cisted with earlier scales: They assess both the occurrence and the de-

sirsbility of events (Vinokur & Selzer, 1975); they account for

. individual di€ferences (Zimmerman, 1983); the universality issue no
longer applies (Monroe, 1982b: Zimmermar, 1983); the Organisational

Change Inventory (but not the Lifo Experiences Survey) inciudes non-ev-

ents; and the Organisational Change Inventory (but not the Life Experi-
ences Survey) is not confounded: all events in the Organisational Change
Inventory are independent of the subject's physical or psychological
ditd, (Doh d & d, 1978; Sct dar & Costa, 1984; Zim-

merman, 1983); by providing space at the end of the ILife Experiences
Survey and the Organisational Change Inventory for sny further events, i

Sarason's approach has been singled out as the only one to overcome the !
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problem of comprehensiveness: regardless of length, any life events scale
contains only a sample of possible stressful situations (Zimmerman,
1983).

The psychometric properties of the Life Baperiences Survey and Or-
ganisational Change Inventory lend further support to the usefulaess of

Sareson's to i 1 life events. The Life Experi~

ences Survey ylelded significant (p < ,001) test-retest correlations,
and the negative (but not the positive) subscale was sufficiently sen-
sitive to differentiaste between a group of students with psychological
disorders from a 'normal' control group. Also, the negative (but not the
positive) subscale correlated significantly with measures of anxiety,

social s di t, d and locus of control (Sax-

ason et a&l., 1978). Sarason et ul. (1978) compared the performance of
the Life Experiences Survey and Holmes and Rahe's (1967) Schedule of
Recent Events. The results

"suggest that the LES possesses certain advantages over the SRE

as an instrument for assessing life stress. These advantages relate

particularly to the important distinction between desirable and

undesirable change made by the LES" (Sarason et ai., 1978, p. 940).
Finally, Serason and Johnson (1979) xeport significant corrslations be-
tween the Organisational Change Imventory subscales and measures of job
satigfaction.

Thus both from conceptual and empirical perspectives, the life events
format developed by Sarason appears to be a valid means of assessing
stressful 1ife events, Uonsequently, Sarason's lifs event model is used

in the present h to a p ically and ly

acceptable questiosnaire that assasses the stressors assoclated with
invelvement in the IR process.

In developing the IRES, care will be taken to avold the methodological
criticisms levelled against past life ovents scales, Specifically, by
adopting Sarason's subjective rating format, problems associated with
normative rating will be avoided (Zimmerman, 1983), Second, to avoid

ineluding irrelevant ltems (Zimmerman, 1983), all events will be directly
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related to the practice of IR. Third, to overcome problems of compre-
hensiveness (Zimmerman, 1983), Sarason's method of providing space at
the end of the scale for idiosyncratically-experienced events will be
adopted. Fourth, imsofar as life events are stressful because they re-
quire social readjustment (Dohrenwend, 1974; Holmes & Rahe, 1967), all
items in the IRES will entail some degree of adjustment. Fifth, to allow
for both positive and negative impact ratings (Vinokur & Selzer, 1975},
avents will be neutrally worded where possible. Sixth, to enhance tem~
poral reliability (Baxling, 1979), each item will be worded in the most
suceinct manner pessible. Seventh, because non-events can be #s stressful
as events (Perkins, 1982), the IRES will contain relevant non-events.
Eighth, care will be taken not to contaminate the IRES with symptom-like
events (Doh & » 19783 Dodson &

Shrout, 1984; Schrueder & Costa, 1984).
Finally, the life events approach has been eriticised because the

1ife events~strain relationship tends to be significant but small (Rabkin

& , 1978). 1y, h have included items about
situationak or personal dispesitions in an attempt to bolster the
stress-stridn relationship (Dohrenwend e¢ #7., 1¥84). Dohrenwend et 4l.
(1984) identify two such classes of events: social support items (e.g.,
Lin, Dean & Ensil, 1981); and 'hassles', which are small events that
occur moré frequeatly than life events and are a source of continued
displeoasure (Kanner, Coyus, Schaafer & ILazarus, 1981; BStone & Neals,
1982), However, although items messuring botb social support and hassles
have been found to improve the strength of the life events-lllness re-
lationship, such items have been found tu confound the scales because
of their ‘'symptom-like' qualities (Dohwrenwend et al., 1984). GConse-
quently, although both social support items {e.g., 'not knowing who to
turn to') and hassle items (e.g., 'language problems') will be included
in the IRES, care will be taken to avold contemination by ensuring that

all items are giressful events tather than symptoms of strain.
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Method

Subjects

To enhance subsuquent generalisability (Cook & Campbell, 1976),
questionnaires and prepaid return envelopes were distributed through
diverse organisations and institutions involved in IR consultations or
training courses. The organisations included a university business

school, a b 1 insti on, several IR consulting

and training organisations, varicus in-company training departments and

trade unions and ran le

for shop
members. Thus the sample included a diverse range of people involved in
the IR process (see Table 6.1).

In each instance, voluntary participation was stressed and anonymity
gusranteed, Questionnaires were distributed only to individuals (&) di-
rectly involved the practice of IR and (b) who were proficient in reading
and writing in English (White, 1982).

0f the 460 questionnaires distributed, 316 (68,7%) were returned.

Three hundred and 440 d complate ing the re-
P

sponse rate to 65,7%. Of this group (¥ age = 35,40 years, SD = 8,40),
92% were males, 43% were black and 83% had completed high school. Twenty
seven per cent were members of trade unions, and of the unionised sub~

Jjects, 47% held office (see Table 6.1).

Procedure

To genorate the initial ltem pool, diverse IR stressors were iden-

tified from the literature (see Chapter 4). In addition, 20 IR practi~

tioners )p: either or worker interests were

interviewed. Interviewees were asked to identify events they had expe-
rienced that (a) were specifically associated with IR, and (b) required

adaptive responses.
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Method

Subjects

To enhance subsequent generalisability (Cook & Campbell, 1976),
questionnaires and prepaid return envelopes were distributed throuph
diverse organisations and institutions involved in IR consultations or
training courses. The organisations included & university business

school, a b inat on, several IR consulting

and training organisations, varlous in-company training departments and
trade unions conducting seminars for shop stewards and rank-and-file
members. Thus the sample included a diverse range of people invelved in
the IR process (see Table 6.1).

In each instance, voluntaxy participation was stressed and anonymity
guaranteed. Questionnaires were distributed only to individuals (a) di-
rectly involved the practice of IR and (b) who were proficient in reading
and writing in English (White, 1982).

Of the 460 questionnaires distributed, 316 (68,7%) were returned.

Three hundred and two ined complete the re-

sponse rate to 65,7%. Of this group (¥ age = 35,40 ypars, SD = 8,40),
92% wera males, 43% were black and 83% had complsted high school. Twenty
seven per cent were members of trade unions, and of the unionised sub-

jects, 47% held office (ses Tabla 6.1).

Procadure

To generste the initial ltem pool, diverse IR sfressors were iden-
tified from the literature (ses Chapter 4). In additdion, 20 IR practi-
tioners representing oither management or worker dInterests wexe
interviewsd. Intervieweces were asked to identify events they had expa=
rienced that (a) were specifically asscciated with IR, and (b) required

adaptive responses.
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Table 6.1
Demographic detalls of the «
(8=302)
Age sox% Raco Education
a % o % a %
[} 35,11 Mate 277 92 Brack ' 128 43 std, 8 50 1
S0 2,40 Female EU white m 57 Matric m 38
Rango 42,00 Missing 1 Missling 3 Diptoma 55 19
Hisslng 9 Univarsity 79 27
Missing 1
5

Job Title Union Memborship Union Position Title of Unlon Position

B % n % a % a %
Mnnn'geuent k2l 24 Yos a3 27 Yes 38 9 Shop Syeward 23 51
IR Speclatists  1ah 35 No 215 73 tio w5t Union officials W 35
suparvisors 20 17 Hisalng & Non-union 229 other 3 8
workers ® &7 22 Missing 3 Hon-union 262
unlon officlats 9 3 Hisaing °
othar a7 9
Missing &

1. including 'Colotired' and tndian poople

1. inchuding shop stewards employed as workers

.« \notuding traden, ceryifivate courses nnd any othar non-university post«hlgh solico] studies
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From the literature and the interviews, a scale of 105 IR events
was generated according to the guidelines set out in the introduction
of this chaptor. At the end of the 105-item scale, provision was made
for respondents to Jdentify and rate any idiosyncratic stressful events
experienced that were not included in the IRES.

The original scoring procedure of the Life Experiences Survey
(Baxason af &l., 1978) was used for the IRES. Thus, subjects first rated
which of the events they had experienced during the past year. (Because
there is ns theoretical optimal tiwe period over which life events should
be assessed (Monroe, 1982b), the 12-momth period adopted by Sarason et
al. {1978} was used for the IRES.) The subjects then rated each event
they experienced on A seven-point stais xsnging frow 'extremely unfav-
ourable' (-3) through 'no impact' (0) to 'extremely favourable'(+3).

The IRER rields three soparate subscales: The occuryence index is
the sum of all svents experienced. A sum of the imract ratings of those
events experienced as negative (-3 through -1) yields the negative change
acore. The positive change score represents the sum of impact ratings
of positively experienced avents (+1 through +3).

Once the origindl 105-item version of the IRES had been finalised
a pilot study was conducted. Questionnaires were aiministered to a sample
of 37 people employed in & variety «f IR~related occupations., Fxom an
item analysis and an analysis of respondents' comments sbout the IRES,
ambiguously worded items were reworded and lenmgth of items was minimised.
Events were excluded if experienced by less than 15% of the sample (re-
gardiess of desirability). lr this way, the number of svents was reduced
to 72, Although several unique events were listed at the end of the scale,
they were not adjudged suitable for inciusjon in the subsequent scale
since none of these events had been experienced by more than two ra«
spondents, {i.e., 5% of the pilot sample). The IRES was then distributed
along with a prepaid, stamped return envelope, a covering lel r, & bi-
ographical checklist, and one of the four randomly distributed validating

scales.
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Measuring Instruments

To test the validity of the IRES, scales measuring four organisa-

tional variables (i.e., role stress, job satisfaction, supervisory

leadership and propensity to leave) were distributed randomly within the
sample. Bach subject, then, roceived the IRES and one of the other four

scales to complete.

Rola stress. Role stress was messured using Rizzo et al.'s (1970) [

. o six~item Role Awbiguity Scale and eight-item Role Conflict Scale. These ]
[
" scales represent attempts by Rizzo et al. (197D) to operationalise two N
. P
< central features of role stress (Kahn ef al., 1964). Following Kahn et

al, (1964), the Role Conflict Scale incorporates a third central feature
Pl of role stress, namely, role overload.

Each item in the two scales consists of a statement concerning the e
a” respondent's work role (e.g., 'I feel certain about how much authority )
’ I have', 'I work on unnecessary things'). In the present study, certain
expressions (e.g., to ‘buck’ a rule) wers charged to enhance under-

. standing of the scale, Also, although Rizzo at al. (1970) use a seven-

point scale, a three-point foxrmat (i.e., 'false' (1), 'unsure' (2) and
Lo Ytrua' (3)) was used in the prasent study to simplify responses (Morris
& Van der Reis, 1980).

Rizzo at al., (1970) report Kudez~R!chardson relisbility coefficients
L of ,78 and ,81 for the Ambiguity scale; and ,82 and ,82 for the Conflict
' scale in two samplas of managerial and technical employees ‘n's = 139;
91). Cook, Hepworth, Wall and Warr (1981) report that comparsbly high
measures of internal reliability have bsen found for these Ambiguity snd

Conflict scales by numerous other researchers. In the present study
Crombach's alpha relisbility coefficients were ,72 and ,69 for the Am-
o biguity and Conflict scales respectively (m = 51). Although Rizzo et al.
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(1970) do not report on the temporal consistency of their scales, other

hy have found significant test-retest reliability for both

measures (Cook ¢ af., 1981).
Thus the Ambiguity and Conflict scales developed by Rizzo ef al. q
(1970) ptable p ¢ properties. Furthermore, thesa o

scales have been used more often than any other measure of role stress
(Schu'ex et al., 1977). Consequently, the Role Ambiguity and Role Con-

£lict scales wene chosen to measure role stress in the present study (see

Appendix 1).

Job satisfaction, The i5-item Job Satisfaction Scale (Warr, Cook &
Well, 1979) was designed to measure satisfaction with intrinsic and ex-
' trinsic features of the job. Kech item deals wi*h an aspect of work (e.g.,
'the physical work condition', and ‘'promction opportunities'), about

, which respondents are required to rate their level of satisfaction or

dissatisfaction on a seven-point Likert scale ranging from 'I’'m extremely
u dissatisfied’ (1), to 'I'm extremely satisfied' (7). For ease of response
Vet (orrds & Van dor Reds, 1980), a threa-point respunse format ('I am un-

happy', 'I am not sure', and 'I am happy') was used in the present study

(see Appendix 1),

o In & sample of 200 bluscollar malc workers, isternal homogeneity
was acceptable (a = ,78) (Warr of al., 1979). Tast-retest reliability
' S : was assessed over a six-month period, yielding a correlatilon coefficient
: of ,63 (Warr et al., 1979). In the present study, Gronbach's alpha was E
e »86 for the Job Satlsfaction 8cale (n = 54).

In & sample of 590 male biue-collar workers, the Job Satisfaction

Scale correlated significantly (p < ,001) and in the predicted direction

with of intrinsic job lon (r = ,35), work motivation (r .
= ,30) life satisfaction (r = ,42) happiness (r = ,49) and self-rated N
anxiety (r = ~-,24) (Warr et al., 1979). In a South African sample of 56

fomales employed in diverse jobs either at a bank or a transport company,

Barling and Janssens (1984) found significant correlations between the "
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Job Satisfaction Scale and measurss of individual health (r = -,38, p <
,01). Given the psychometric adequacy and the conciseness of the Job
Satisfaction Scale, it was chosen as & measure of work attitudes in the

present study (see Appendix 1),

Supervisory leadership. Supervisory leadership was measured using
the Supervisory Leadership Scéle of the Survey of Organisations Form A-4,
1970 Questionnaire (Taylor & Bowers, 1972). The scale was desirned to
measure the four facters of leadership proposed by Bowers and Seashore

(1966), namely, supervisor support, goal emphasis, work facilitationm and

J—

interaction facilitation (Taylor & Bowars, 1972). The 30-item scale ad-
s dresses both the existing and the ideal situation (i.e., 'This Is how ' N
| it is now', and 'This is how I'd like it to be'). However, in the present .
study, for the sake of parsimony, only ten items covering all four ” ‘
leadership factors were used and all items pertained to the existing, Y
u rather than the ideal situation, Taylor and Bowers (1972) use a five-point

1y Likert response format, ranging from 'to a very little extent' to 'to a -

very great extent’. In the present swudy, for ease of response (Morris
o & Van der Reis, 1980), a thyes-point format was adopted, ranging from

"no' (13, through 'not sura’ (2), ¢~ 'yes' (3). The wording of items was

altered te fit the response format (see Appendix 1),
Cronbach's alpha for the four subscales ranged from ,85 to ,91 (Taylor .
& Bowers, 1972}, Crombach's alpha calculated for the Supervisory Lead- ' . 0
K ership Scale in the present study was ,90 {n = 55). ©
Altheugh cluster analysis supported the four factor construct,
subscale intercorrelations xanged from ,72 to ,81 (Taylor & DBowers,
1972), To avoid problems of multicollinearity (Lewis-Beck, 1980), the
Supervisory Leadsrship Scale was treated as a univariate measure rather |
- than as four subscales in the present study. Furthermore, the Supervisory
Leadershkip Scale has been used extensively in ocher studies (Cook et al.,
1981), and therafor» was the maasure of cholce for supsrvisory leadership

in the present study (see Appendix 1), .
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Withdrawal behaviour - propensity to leave the ¢ janisation. The
three~item Propensity to Lesve Scale (Lyons, 1971) assesses a) how long
respondents would like to remain employed in their current orgenisation;
b) given freedom of choice, whether respondents would prefer to continue

to work in the organisation; and ¢) if they had to leave work for some

time, whether they would return to the same organisation. The original B
v items were scored on a five-point scale, but for the seke of consistency
and ease of response, a three-point Likert scale ranging from 'No' (1),
through 'Not sure' (2), to 'Yes' (3) was used in the present study for

two of the items. To maximise response range, a six-point scale ranging

from 'One yeaxr' (1), to 'Moxe than 10 years' (6), was used for the third.

Also, the scale was originally developed to assess turnover intentions
. in & sample of 156 femals nurses (Lyons, 1971). Consequently, following . )
. Rousseau (1978), item wording wes modified (i.e., 'hospital’ changed to
'organisation') for use in the present study (see Appendix 1).
Lyons (1971) reports a Spearman-Brown internal reliability coeffi~
] ) clent of ,81 for the Propensity to Leave Scale and a Pearson correlation
of -,27 with a messure of role clarity. Cronbach's alpha calculated for
the Propensity to Deave Scale in the present study was ,77 (n = 43).
Bededian and Armenskis (1981) report an internal consistency measure
{cosfficient a) of ,76 for the scale which they also found corxelated
significently {p < ,001) and in the predicted direction with measures
of role ambiguity (r * ,29), role conflict (r = ;31), work-related tension .
(r = ,39}, and job satisfaction (r = -,52) in a sample of 202 nursing
staff.  Similazly, Brief and Aldag (1976) report a significant corre-

lation of the scale with measures of rols ambiguity (r = , »), and role .

confliet (r = ,23) for a sample of 77 nursing aides. Hossholdexr, Bedeian
. end Armenakis (1982) report a coefficlent alpha xeliability of ,7Y for ya

the scale and significant correlations with measures of peer group in-
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teraction (r = -,31), and work-related tension (r = ,30) in a sample of
206 nursing employees.

Although the Propensity to Leave Scale was originally developed for
samples of nurses, its psychometric properties have been assessed and
found appropriate for use in other organisations. For a sample of 271
organisational employees, Rousseau (1978), reports an internal consist-
ency (cosfficient alpha) of ,71, a three-month test-retest reliability
of ,63 and significant correlaciens in the predicted direction with

measures of perceived role and task ch .+ Sutton and

(1979) found significant correlations {p < ,05) between the Propensity
to Leave Scale and two measures job perceptions (formalisatien: r = ,21;
and participation r * ,30) in a mple of 155 managers employed in 14
organisations. Hence the scale was adjudged to possess suitable psycha-

metric properties and was used in the present study (see Appendix 1}.
Results

Initial {tem Analysis

An item analysis of responses was conducted, Where less than 25%
or more than 75% of the sample experienced a particular event, the xel-
evant item was adjudged unsuitable and elimirated from the IRES on the
bagis that [t was not diseriminating adequately (Cleary, 1981): Nine
items were eliminated in this manner, all yielding responses less than
25% (M response rata = 18,78%, range: 11 - 23%), Thus the £inal scale
consisted of 63 items (see Appendix 1). Dascriptive data on the thres

subscales derived from these 63 items is presented in Table 6.2,

Rellabllity of the IRES

Both internal and test-retest reldability were calculated for the

63 items of the IRES. The internal relisbility of the occurrence index
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was calculated using the Kuder-Richerdson Formuia 20 (Hull & Nie, 1979),
a technique specifically designed to assess reliability in scales with

dict formats { i, 1982}, For the occurrence index

internal reliability (XR-20) was highly satisfactory (« = ,95). Because
of the particular nat 're of the data generated by life events instruments
{where numerous events have no impact rating bscause their non-occur-
rence), similar calculations were not possible for the impact scores.
To assess test-retest reliability the IRES was readministered seven
weeks after initisl testing to a randomly chosen subsample (n = 23; ¥
age = 34,80 years, SD = 6,00, 51% males, 48% blacks). Using Pearson
coxzels test-retest reliability on all three measures cver the
sevenm, sd was mast satisfactory {occurxence: r = ,68, ne * ive:

r o= ,92, posative: r = ,85),

Validity of the IRES

The psychometric adequicy of the IRES was evaluated further in terms
of two forms of validity. First, concurrent validity was determined by
correlating the IRES with saveral variables traditionally associated with
organisational stress. Second, the contrasted-group: method was used to
assess whether the IRES could distinguish between conceptually different

groups.

Construct Valldity: Correlatos of the IRES. To tha extent that the
IRES measures an aspect of organisational stress, IRES subscale scores
should correlate with relevant organisational variables (i e., wxole

stress, job tlon, sup y 1 and ity to louve

the organisation). Theoretical and empirical support for the relatienship
between these variables and measures of oxganisational stress are de-
tailed dn Chapter 3 and therafore will not be repoated here. Instead only

a summary of findings will be presented.
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Since the seminal work of Kahn and his associates (Kahn et al., 1964),
zole stress has been regarded as an important correlate of organisational
stress (Ven Sell et al., 1981). Because IR stress and role stress {as
role conflict and role ambiguity) both address aspects of organisational
stress, positive correlations between role stress and diverse aspects
of IR stress were predicted.

4 randomly selected subsample of 52 subjects (¥ age = 36,70 years,
) = 8,70, 93% males, 33% blacks) completed the Role Ambiguity and Role
Conflict Scales (Rizzo et al., 1970) and the IRES. Significant corre-
lations were found b-'geen role conflict und ambiguity and the the oc:
currence and negative scores respectively, but not for the positive
change scores (p < ,05) (see Table 6.2).

Beehr and Newman (1978) suggest that the most obvious psychological

consequence of job-related is job on. Significant

correlations have been reported previously between job satisfaction and
organisational stress (e.g., Bedelan, et al,, 1981; Rizzo et al., 1970).
Moxe spacifically, S$arason and Johnson (1979) found significant corre-
lations between job satisfaction with work and with people and all three
measures of the Organisational Change Inventory.

4 second randomly selected subsample of 54 subjects (¥ age = 34,90
years, S0 = 9,70, 4% males, 47% blacks) completed both the IRES and the
Overall Job Satisfaction Scale (Warr et &l., 1979). Again the occurrence
and negative scores but not the positive scores correlated significantly
{p < ,05) end .aegatively with job satisfaction (see Table 6.2).

Negative relaticnships between role stress and varlous measures of
supervisory leadership have been reported {(Bedelan et al., 1981; Rizzo
at al., 1970). TFurthermore, the role of the supervisor in buffering the
organisational stress-strain trelationship is well documented (e.g.,
House, 1981; House & Wells, 1978 Winnubst et al., 1982), Thus, it was
hypothesised that similar assoclations botween IR stress and supervisory

leadership would emorge using the IRES,
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Tabla 6,2
Carretatlons between the three 1RES subscales and role oonfifot and ambigulty,

4ob and suparvision satlsfaction ond propensity to loave

Rota Rota Job supervision  Propens|ty

Anblguity confiics satlafection  Satisfsotion  to Lesve

(H=52}) (H=52} (N=54} 14=55) (H=H3)

1RES ] 8o range

Subscale
Oooupranue 126* ., 30%% -, 28% -, 3048 -, 29% 29,51 15,06 =63
Negatliva S 2 354% =, GoHee PR -, ag% 35,29 27,62 g-129
Positive =109 ,01 =03 -,06 06 6,89 13,48 0-65
*op<,05
44 p < ,01
#4 g <001 -

1. High soores arc {ndlastive of low proponsity to leave

i
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The IRES and the Supervisory Leadership Scale of the Survey of Or-
ganisations (Taylor & Bowers, 1972) were administered to & third randomly
selected subsample of 55 peopls (M age = 35,00 years, SO = 7,00, 88%
males, 36% blacks), Except for the pcsitive change scores, the IRES
measures agaln correlatad significently (p < ,01) and in the predicted

direction with 1 of sup y lead ip (see Table 6.%,.
Finally, Beehr and Newman (1978) state that voluntary turnover may
represent opas attempt to cope with organisational stress. Significant
correlations have been reported bstween organisatlonal stress and pro-
pensity to leave (Batlis, 1980; Bedeian at al., 1981; Gupta & Beehr, 1979;
Kemery et al., 1985; Lyons, 1971). Thus a randowly selected subsample
of 43 subjects (¥ age = 34,50 years, S0 = 8,30, B5% males, 38% blacks)
completed the Propensity to Loave Scale {Lyons, 1971) to assess whether
similar findings would be obtained using the IRES, Again, the occurrence
and the negative but not the positive scores ylelded significant corre-

lations with the propensity to leave measure (p < ,05) (see Table 6.2).

In all & A , tha occurrence and negative scores

correlated significantly (p < ,05) and in the predicted direction with

1ly-related . However, ne significant corrslations

were found for the positive scores (p > ,05).

Constrict valldity: Known group differences. To determine the extent
to which the IRES disti ghes between

1ly different groups
in a predictable manner, various subgroups ‘;Jaro compared for the stress
experienied as o function of involvement in the IR process. (The
stressors associated with each of the different zroups snalysed below
sre discussed in detall in Chaptoer 4).

First, it was hypothesised that dus tv cross-cultural differences
(ses Bhagat & McQuald, 1982; +u Preez, 1986), marginality ,s.g., Berry,
1970; Plron et al,, 1982) and racial discrimination in South Africa
(Bendix, 19845 Bluen, 1984; Internationsl Labour 0ffice, 1983; see
Chapter 4), blacks would experience higher IR stress levels than whites,

i
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Table 6.3

T-test comparisons for contrasted groups on the three IRES subscales g
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B

Occurrence Negative Positive T
7 ¥ t E 3 " £
Race

Black 123 33,4 5,50 46,1 5kamer 18,9 2,0%

White w1 2,0 28,0 15,6
Undon i
Hembership i

Yes 61 36,5 2,6 50,6 2,75 19,7 0,5 | =5

No 13 30,2 38,1 18,5 :

!
Union {
Position i
Yes 36 39,6 1,9 61,6 4,0M 24,4 2,54 :
i
No 40 32,7 35,6 15,7 |
i

3
Involvement i

High 25 40,4 13,64 57,5 2,1 19,1 0,2 e

Low 25 7,3 23,6 16,4
¥ p< 08
w5 < 01 .

Hik p < 001 i
i
i
l" o d
i
|
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Blacks (n = 121; ¥ age = 32,2 years, 8D = 6,6; 95% males) and whites (n
= 171; ¥ aga = 37,9 years, SD = 8,8; 91% males) in the present study
differed in all three IRES measures (see Tabls 6.3).

Second, it was predicted that union members would record higher IR
stress levels than non-unionised employees. This might occur if people
Join unions as & function of job frustration (Gordon & Nurick, 1981).

Morewver, once individusls become union members, unlon activities would

i of the 1 aspucte of work (Borjas, 1379).
Furthermore, unionised workers are subject tc both wvietimisation and
discrimination (Allen & Keaveny, 1983). Sixty-one trade union members
(¥ age = 32,84 yeaxs, SD = 8,15; 86% males; 77% blacks) and 113 non-union
membuxs (M age = 33,73 years, SO = 7,17; 89% males: 4B% blacks) from the
0 . sample that were employed in non-managerial jobs differed on tue
occurrence and negative scores but not on the positive scores (p < ,01;
see Table 6.3).

It was hypothesised further that trade unionists who hold office
(a.g., shop stewsrds) would experience higher IR stress levels than
rank-and-file members hecause of their involvement in stressful active

ities such as workex 1 negotiating,

and organiszing industrial action (Nlcholson, 1976; MacBride et al., 1981;
Poole, 1973). Moreover, unien n»fficiuls in South Africa face the risk

of state and police d (Cooper, 1984, Haysom & Wabster,
1984; Schlemmer, 1983; see Chaptex 4). Trade union members in the main
sample were categorised as affice-bearers (7 = 365 ¥ age = 33,00 years,
&7 = 7,90; $7% males; 89% blacks) or membars who held no official position
in the undon (r = 40; ¥ age = 34,20 years, SP = 9,50; 83% males, 60%
blacks), Although thare were no significant differences between the
groups for the occurrenue scores, there were significant differences for
the negative and positive clange scores (p < ,01; see Table 6.3).
Fourth, it was predicted that the daffi .ent occupational groups
associated with the IR process (line managers, first-line supervisors,

l. practitloners, workers and trade union officials) would experience
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different levels of IR stress (French & Caplan, 1973; Shostak, 1980; see
Chapter 4). Oneway analyses of varisnce revealed significant differences
between these job categories for all three IRES subscales (p < ,05; see
Table 6.4). Subsequent Scheffe tests revesled that the two groups that
differed significantly from each other for the occurrence and negative
scores but not the positive scores were management and workers: In both

cases, workexs experienced significantly higher IRES scores. The observed

work dai are with IR theory where these
groups are viewed as the two principle actors in any IR system (Dunlop,
1958), experiencing a fundamental conflict of interest (Fox, 1966).

A final contrasted-groups analysis was conducted to assess whether
the IRES distinguishes people highly iInvolved in the practice of IR
(experimental group) and those employed in occupations involving no IR

at all (control group). It was h hesised that the 1 group

would have higher IRES scores than the contzol group.

The experimental group consisted of 25 specifically selected subjects
dzawn from the main sample who were known to be highly invelved in IR
(e.g., trade union general secretaries, chairmen of shop stewards com~
mittees and IR practitioners responsible for their organisation's IR
function; ¥ age = 32,70 years, §D = 6,70). The control group (n = 25; ¥
age = 32,10 yeaxs, S0 = 9,60) were drawn from two manufacturing organi-
sations that had no IR function operating in thelr plants at all. In
addition, coatrol subjects were employed in clericsl positions., Because
the control group was not randomly selected from the main sample, the
two groups were first compared to see if there were any significant bi-
ographical differences between them. There were no significant race,
aducetion, income and age differences between the expssimentsl and con-
trol groups {p > ,05). The experimental group expurienced significantly
higher scores than the control group for the ¢sccurrence and negative
scores but not for the positive scores (p < ,05; sce Teble 6.3)

Two observations can be made from the contrastad groups analyses.

First, the ocecurrence and negative scores discrimineted significantly




Tabie 6.4

Gnoway analysis of varianse betwesn ovoupational categorios for tho thres IRES subscaios

Hoan Sceres

IRES Subscaies £ 14 18

pervisors Workers  Unlon Offiofals
occurrence | n,3a%e 262 25,21 3,0 23,00 33,19 37,00
Negative * 9,53%%h 15,261 22,48 38,09 25,70 us, 15 49,78
Positive 3,08% 4,261 1,10 19,80 23,70 16,80 21,80 f
- =
o
&
¥ p<,08 0
# p<,01
#h g < 001
slgnifloant intergroup differances (p < 0
1. Management vs. Workers
2. vs. IR vs, Harkers; Suporvisors vs, Workers
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(p < ,05) and consistently between conceptually different groups. No
significant differences were found for the positive scores (p > ,05).
Second, the direction of all significant differences is comsistent with

a priori predictions.

Short Form of the IRES

In certain cases (e.g., where numerous questionnaires are adminis-
tered and time is a consideration), questionnaire length is an important
concern. To overcoms this potential problem, & short form of the IRES,

the IRES-S was derived. Twenty items of the IRES were identified that

discriminated significantly and ly on all ed group
comparisons, and these 20 items constituted the IRES-S., The psychometric
adequacy of the IRES-S was then evaluated using the same population and
the same criteria as that used for the IRES analyses. The internal re-
liability (KR-20) for the occurrence subscale of the IRES-§ was highly
satisfactory (x = ,92), as was the split-half reliability (r = ,88).
Test-retest reliability was again based on a seven-week interval between
testings. Pearson correlations were significent (p < ,001) for all three
IRES-S measures (occurrence: r = ,72, negative: r = ,94, positive: r =
560) indicating temporal stability on all three subscales.

The three dimensions of the IRES-S correlated significantly with
job and supervision satisfaction (p < ,01; see Table 6.5). The occurrence
and negative scores but not the positie scores correlated significantly
with role ambiguity and role conflict (p < ,05). However, na significant

correlations were found between TRES-S scores and propensity to leave.

Known group comparisons were conducted for the three subscales of
the IRES-S. Blacks expericnced significantly higher stress scores than
whites on all three IRES-S subscales (p < ,001; see Table 6.6). Similarly,
union members recorded significantly higher scores than non-unionised,

nen-managerial members on the three IRES-S subscales (p < ,05). Those




Tabte 6.5

Corretacfons betwesn tha three subscalas of the IRES-Short Form and rofe conftict and

ambigulty, Job and supervision satisfaction and

Propensity wo teave

Rote

Rola Job Supervision Propensity
Anbiguity confifet satisfactlon  Satisfaction to Leave '
(N=52) {8=52) (hi=56) {8=55} {h=43)
tREs-5
subscale o
occurrance L3an0 LaTee -, hyens - uy -.18
Hegat ive L3980 284 -, 5guee -, hawn -2
Positive -7 -2t “ 3 - 309k -,29
# p<,08
» p <01
*r g < ,001
1. High soores are Indicative of low propensity to leave
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union members who held office recorded significantly higher stress levels
than their rank-and-fila counterparts for the three IRES-S subscales (p
< ,01). Significant differences also emerged between occupational groups
for all three IRES-S subscales (p < ,0l; see Table 6.7). Comparisons
between people highly inveulved in the practice of IR (experimental group)
and those with no involvement in the field (comtrol group) sgain yielded
significant differences in the predicted direction for all three IRES-5
subscales {p < ,0l; see Table 6.6).

Discussion

The results obtalned in the present study suggest thet the IRES is
a reliable and valid measure of IR stress. The IRES was both internally
and temporally consistent. Support for the validity of the IRES emerges
from correlations between the IRES measures and conceptually related
constructs such 8s role stress, job and supervision satisfaction and
propensity to leave the organisation. The magnitude of these significant
correlations (ranging from ,26 to ,66) 1s impartant as it addresses two
eracial criticisms of previous life avents research (Rabkin & Streuning,
1976). (a) Often no information is provided regarding the relationship

between the of 1 and ptually similar variables.

(b) Where such information is provided, the correlations are typically
below ,30. The IRES also discriminated sighificantly between conceptually
different groups; and all such differences were in the predicted direc-

tion. As such, the IRES represents a potentially useful, psychometrically

1 ing the stress potential associated with ths
practice of IR,

The octurrence and negative change scores were consistently supervior
to the positive change scoxes in terms of construct validity. This rep~
licates past research whers negative impact scores best correlated with
subsequent behaviour (Vinokur & Selzer, 1975; Barasem et al., 1978).

These findings support the view that considering only the occurrence of

T
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Table 6.6
T-test comparisons for conrrasted graups on the three IRES-Short

Form subscales .

: Occurrence Negative Positive N
< [ ¥ 3 E] t u t
Race ay
! Black 123 10,9 9,54 16,95  8,65%% 5,03 3,99 )
R White 171 5,11 5,88 2,46 b
]
Yo Union s
N Hembarship \<
s 1 Yes 65 12,80 3,10% 17,50 3,10+ 5,80 3,204k ; 4
t No 116 7,40 11,70 3,10 :
|
o Yndon
s FPositien |
e Yos 36 13,78 3,07%% 21,26 3,52 7,29 2,90+ x K
Lo o 40 9,76 11,70 3,78 !
. fos
I l
G i
Inpolvement |
2 ] High 25 11,16 8,720 18,08 7,43 4,12 3,13 | )
2 Nore 25 1,16 1,40 0,% ‘I, '
) * p < ,01 :
e p < 001 ) ‘
K
!
I
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Table 6,7

Oneway analysls of variance betwssn occupstionn« ocatageries on the throe subscalds of tha IRES-Short Form

Mean Scares

(RES-S Subscales £ ar Management IR Management  Supervisars Workers Union OFflciats

ocourrence 17,8544 h,262 4,66 7,04 25, 5 11,65 2,44

Nogative * 16,5649 4,266 n,48 18,39 7,20 18,22 18,22

Positive 1,50%% 4,266 2,76 3,01 2,25 5,28 7,44 !
o
3

* p<.,00 '

# g < ,001

Signlficant (ntergroup dirferences (p < ,08):
1. Management vs, Workevs; Management vs, Union OFflclais; IR Managoment vs, Workers; Supervisors vs. Workers;
suporvisors vs, Unfon Officlals,

2. Vs, IR vs. Horkers; vs. Unfon Officials; Ih ..anagoment vs. Workars;
Supervisors vs, Workers,
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an event is insufficient: The perceived impact (particularly negative
impact) of that evant must be assessed as well (Vinokur & Selzer, 1975).

An snalysis of the adequdcy of the 20-item short form of the IRES
was computed by subjecting it to the same criteria as the full 63-item
IRES, The shorzt form of the IRES was consistently reliable and valid
axcept when correlated with the propemsity to leave scale, where no
significant correlation coefficients were found. Given that the range
of scores on all three subscales of the IRES~S are smaller than comparable
scales on the full scale IRES (as a function of the number of events),
while the ramge of the Propensity to Leave scale is relatively small (¥
= 9,68, SD = 2,82; range = 3 - 12), failure to yield significant coxre=

lations in this context may be a function of truncated ranges (Nesle &

Liebsrt, 1980). Thus iz where length is a con-

id the IRES~S provides an le alternative.
In the present study, events associated with the practice of IR were

found to be 1. This a further mani of the

worker-management conflict of interests which undexlies the study of IR
(Allen, 1971). Allen (1971) states that such conflict is based on the
allocation of scarce resources: management seek greater profit, workers
seék more pay. Flanders (1968) adds ti.t such conflict is not limited
solely to economic issues. Rathexr, it incorporates non-financial conflict
of value issues as well: Managers are primarily concerned with produce
tivity while workers focus their attention o job security. A range of
stressful economic (e.g., pay rates or Increases, fringa benefits,

changes 1in working conditions), and nen-ecomomic (e.g., unfair labour

practices, representing others, making r “ing complaints) events
may serve as a source of stress § !more, the various man-
ifestations of conflict appear to be an it source of stress, Hemce

events such as strikes, registance to change, not being treated with human
dignity and dismissal were perceivad to be styessful in the present study.
Several factors limit the psychometric qualities of the IRES, First,

several items of the scale (s.g., 'having your authority or status

EY
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questioned’, 'fear of change', 'not knowing who to turn to') may introduce
problems of aocial desirability, Howevexr, these items are all relevant k

IR stressors that should not be el d from the There- @ 4

fore, future vesearch on the IRES should assess the exact impact of socisl

desirability and correct the responses accordingly (Edwards, 1957).

2, Second, only one was on only one
L0, sample, Rahe (1974) reports test-retest correlations ranging from ,26
o
to ,90 for the Social Readjustment Rating Scale. Rahe suggests that

varistions in time lapsed between testing intervals and differences in B

) sauple es possibly d for s..h di + How=
l' k ever, two subsequent studies have investigated the temporal stability
of the IRES. In the main study of the present thesis test-retest reli-
ability was assessed for a different sample to the cne tested here, over

a h (rather than ) interval. Despite these differences,

significant (p < ,001) test-retest reliabilities were found for the oc-

currence subscale (r = ,56); negative subscale (r = ,61); and positive .

subscale (r = ,60). The IRES has alsc been used in another study: Barling
and Milligan (1985) report signif'vant {p < ,01) vest-retest reliability

P over & two-month pericd for the ogn. wence subscale (r = ,64); negative
subscale (r = ,58); and positive subscele (r = ,28) in a sample of
ar teachers who had been legislated besk to work after a strike. Barling

and Milligen (1985) also report signi-‘cant (p < ,05) correlations be-

“ tween the occurrence and nagative subscales and measures of psychological ;
’ N & well-being and psychosomatic symptomatology respastively. Second, because :
w v i i

- of the nature of life events, tosteretest reliability has limited valua: e
Loy test-retest xolich'iity cosfficients might be @ function of tho ex- '
perience of additional events when greater time perlods elapse, rather
¥ than being caused by inconsistencies in reporting (Monroe, 1982b).
Cleary (1981) raises 4 related point regarding Internal consistency
of 1ife events scales: Item sslection is based on the assumption that .

o the chosen events are likely to be pathogenic.
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“The events need have nothing else in common, and there is no ne-
cessary expectation that & person who experiences one item will
be likely to experience eny other item. Statistically, the items
would be uncorrolated. A lack of correlation among event items
mesns that internal consistency measures will bs near zero"
(Cleary, 1981, P 310},
Cleary (1981) directs his cxiticism at the Bchedule of Recent Events
(Holmes & Rahe, 1967), & genersl life events scale cavering diverse life
experiences. However, his argument would be less applicable to life
evants scales which focus on specffic aspects of life, such as the IRES,
which focuses sclely on events associated with the practice of IR. Events
in the IRES are more likely to overliap with each other than Schedule of
Recent Events events. For example, the IRES item 'representing others'
may well entail other IRES events such as 'attending IR mestings',
'dealing with conflicting demands', 'resolving issues ox disputes', and
‘making or handling complaints’. Indeed, these eventy have been cited
as the major activities of the shop steward's role (Poule, 1973; Webster,
1984).

If such overlaps between events do exist, then the construction of
the IRES can be criticised for not factor amalysing the data to assess
the existence of underlying dimensions of IR stress, thereby providing
further support for the construct validity of tha scale (Anastasi, 1982).
Several studies report factor analyses ot avent occurrence in the con-
struction of 1ifa events scales (see lyman . Wooy, 1982), However, factors
based on the objective measure of event Ge-surrence nay be unrelated to
the sabjectively~defined perceived impac’ of svants (Hyman & Woog, 1982),
which 18 of prime concern in this thesis, Frrihermore, one of the major

objectives of the present thesis is to <+ the stress associsted with

inyolvement in IR as a whole, rather than frensing on dsolated features
of the IR process. Thus, from both metkoiulogical and theoretical per-
spectives, & univiriste scale of stressful IR events is desired.

The IRES asscsses occurrences, desirability and parcelved impact
of life event change (Sarason et al., 1978), although stress research

has used other les of s {e.g., durati intensity,
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predictability, controllability, novelty, pre, aredness, enduring effect
and context) (Myman & Woog, 1982; Rabkin & Streuning, 1975), It might
be beneficial to assess whether diverse consequerces are associated with
these aspecus of IR life events, Howaver, to investigate all of these
aspect of lifs events would require a more in-depth approach to data
collection {e.g., interviewing each subject individually). Such an ap-
proach falls outside the scope of the design of the present thesis.
Bocause IR is based on a fundamental conflict of interests (Allen,
1971), it is not possible to eliminate many of the negatively stressful
avents assoclated with the practice of IR. Instead, it is necessary to
explore whether IR stress has any detrimental effects on those people
invelved in the practice of IR. This entails longitudinal research which
allows true causal inferences, Moreover, the typically low correlations
found between stress and strain variables has highlighted the need for

considering the impact of moderstor varisbles in the stress/strain re-

lationship (Rabkin & § ing, 1975), again necessitating the use of
longitudinal designs (James & Brett, 1984). For example, Kobasa (1982a)
has shown that, in high stress situations, 'hardy' people (i.e., indi-
viduals who exhibit three constructs, commitment, challenge and perceived
control; see Chapter 3) experience lower levels of negative health con-
sequences than people who do not have such chardcterdstics. Social sup-
port is another moderator of the negative effects of organisational
stress (Wells, 1982). In the practice of IR, soclal support may be offered
successfully by family, friends, co-workers, superiors and individuals
involved in the IR process as they have in other axeas of stress (Haywood
& Taylor, 1981; House, 1981; Shostak, 1980). Conscquently, in the main
study of the thesis IR stress as well as the effectivenass of potential

d of the train relationship in IR such as hardiness and

social support will be assessed,

TF
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CHAPTER 7

THE INDUSTRIAL RELATIONS STRESS MODEL

There are two ohjectives {n the present chapter. The first is to

propose an IR stiess nodel. The second is to test the model empirically,

¢ A Model of IR Stress

In Chapter 3 a dotailed model of the organisational stress process

was outlined to provide a framework for developing an IR stress model.

b Some of the varisbles in the oxganisational stress model have been omitted
B or modified for inclusion in the IR stress modsl, First, the variable
‘IR stress' incorporates aspects of several organisational stressors ;
(namely, role stress, responsibility for people, relations with others,
° organisational territoriality conflict and change; see Chapter 3).

Second, certain physiological (e.g., medical health records) and

1 (e.g., labour and rates)
outcomes of organisstionsl stress have been excluded for pragmatic rese

1 sons: Because IR in South Africa is developing so rapidiy, perscnal re-

E cords sre often unavailable or mot standardised (Fisher, 1986; Godsell
Co at al., 1981; Hall, 1984).

Third, varisblas such as poer and supervisor support aro highly

By correlated and therefore challenge the of multicoll
(Lewis-Beck, 1980), Hence, where statistically related variables were
ddentified, only the varlable considered to be the most conceptually
R appropriats has been included in the IR stress model.

Fourth, union characteristics such as union membership, holding union

office, and union affilistion are not usually menticned in the organi-

sational stress 14 This 4s und dable, consideriny that past
Y stress research has not focused on the stress assoclated with IR, However,

these union variables are considered to be important in the present study
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which specifically investigates IR stress. Indeed, the various union
characteristics wers all found to be significantly related to the IRES
measures in Chapter 6. Conseguently, union-related varisbles are included
in the IR stress model (see Figure 7.1).

Fifth, occupational position is treated primarily as a stressor in
the 1iterature (e.g., French & Caplan, 1973). To comply with the aims
of the present stvdy, however, occupational position is treated as &
demographic variable in the IR stress model.

The IR stress model has been based on the organisational stress model
discussed in Chapter 3 (see Figure 3.2). The various modifications
(cutlined sbove) to the organisational stress model were considered ne-

cessary to investigate IR stress ely. A di i

tation of the IR stress model is presented in Figure 7.1, The exact
components of the IR stress model can now be outlined. However, because
most of the comjonents of the model have been discussed in previous

chapters, reference to each varisble will be brief to avuid repetdtion.

independent Variables - IR Stressors

Occurrance and impact of stressful IR events, The limitad IR stress
literature has been criticised for confining the scope of investigation
to isolated phenomena such as strikes and retrenchments. Consequently,
there is no integrated body of xesearch invzstigating the psychological
strain of involvement in IR. Given the potential personal consequences
of such involvement, the state of IR stress research is deficient. The
present thesis is directed at addressing this axea of neglect by examining
the stress associlated with diverse aspects of the practice of IR.

Specifically, the operationalisation of the IR stress variables
{i.e., objective and subjective measures of IR stress) Incorporates a
wide range of IR events thet are potentially stressful. IR stress meas-
ures, then, include items on joint decision making (Galin, 1981; Galin
& Tabb, 1978), retrenchment (Kasl & Uobb, 1979, 1980), and industrial
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MODERATURS OF IR STRESSORS:
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conflict (Barling & Milligan, 1985; MacBride et 41., 1983), all of which
have been found to be stressful. The IR stress variables also include
aspects of orgsnisational stress (e.g., role stress, responsibility for
pecple, dealing with people, boundary spanning conditions, conflict and
change) in ways applicable to IR (Dohrenwend & Dohrenwend, 1974, 1978;
French & Caplan, 1973; Kahn et al., 1964). Certain stressful IR practices
particularly prevalent in South Africa have also been included in the
IR stress variables, Examples are unfair labour practices, resistance
to change, victimisation, intimidation, injustice, and lack of dignity
and trust {(Bendix, 1984; Bluen & Fullagar, 1986; Cooper, 1984; -Douwes
Dekker, 1986; Rigby et &l., 1986; Schlemmer, 1983; Van der Merwe, 1983;
see Chapter 4). Because tha IR stress variables in the present model cover
diverse IR practices, the criticisms of past IR stress research baing
confined to isolated areas is overcome.

The inclusion of both cbjective and subjective measures of IR stress

with the ive of stress (a.g., Cox, 1978;

Lezarus, 1966, 1976; see Chapter 2}, Following Sarason's approach (Sar-
ason et al, 1978; Sarason & Johnson, 1979), objective IR stressors rep-
resent the occurrence of stressful events in IR, whereas subjective
stressors refer to the perceived desirsbility and impact of the occurring
events (see Chapter 6).

In the present study the positive impact varisble is excluded for
two reasons. Originally, it was thought tiat any life event requiring
social readjustment was sufficlent ss a source of stress (Holmes & Rahe,
1967). Subsequently, it has been demonstrated that omly those events
éxerting & negative impact are stressful (Sarvason et al., 1978; Vinokur

& Selzer, 1975). In fact, desirable events have been found to moderats

the le event-strain rel hip (Cohen & Hok 1983; Zautra
& Simons, 1979). Second, in Chapter 6 the psychometric properties of the
occurrence and negative impact scales of the IRES wers superior to those

of the positive impact scale. Consequantly, the positive impact scale

< e P PO . T T S P T  SUPIEC

~ray




~ 179 -

has been ercluded from the IR stress model for conceptual and methodo-

logical reasons.

D dent Variables - Ci of IR Stress

C i Becanse stress responses are non-specific (Selye, 1956), three
g different outcome veriables are included in the IR stress model, namely,
: psychological health, job satisfaction and prapensity to leave the or-
ganisation (ses Figure 7.1). By including these varisbles it is possible

to assess differing consequences of IR stress.

Psychological health, Psychological disorders are recognised as
important outcomes of orgenisational stress (Beehr & Newman, 1978).

= Psychological symptoms associated with organisat’ .1 & vess include

S nervous laints, tension, lowered sy . -eur 4, anxiety,
mental illness and psychosometic complaints (see Chapter 3). It seems
%7, appropriate, thersfore, to include a measurs of psychological health in
the IR stress model,

In addition, psychological well-being has been included consistently
7o in the few studies found to conduct quantitative research into aspects

of IR stress, For example, MacBride et 4l. (1983) found that during the

N Canadian air traffic controllers' labour dispute 48% of the sample ex-

° hibited psychfatric disturbances immediately after the dispute, while
27% and 31% respectively recorded scorss indicative of psychiatric dis=-

[ order four and ten months after the cegsation of the dispute. Second,
3 Barling snd Milligan (1985) found that porceptions of IR stress imme- .
diately following a 22-day strike by Canadian teaching professionals wers
associated with short and long-term psychologicel disturbances. Third,
Job loss was associated with worty, anxiety, tensfon (Kasi & Qobb, 19807,
’ o and lowered self-esteem (Hartley, 1980}, Bremner (1969, 1973) examined
archival data over a 127-year period and found correlations betwsen un~-

employment rates and first admissions to mental hospitals. Finally,
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Jackson (1983) reports that participation in decislon-making negatively
influences role stress which, in turn, leads to increases in emotional
strain snd decreases in job satisfaction, Thus psycholcgical well-being

appears to be an appropriste measure of IR strain.

Job satisfaction, Beehr and Newman (1978, p. 687) cbserve that "the

simplest and most obvious psychological effect of job stressors is dis-
‘@ " satisfaction with the job." 1y, job sati correlates
o significently with the 1 Change (Sarason & John-

L son, 1979), one of the scalas on which the IRES is based. Iadeed, in
= Ghapter 6 it was found that job satisfaction correlated significantly
with the occurrence and negative subscales of the IRES, Also, several
. IR practices correlate with job satisfaction. Examples include labour
e unrest {(Dastmalchian, Blyton & Abdellahyan, 1982; Knowles, 1975), un-

[ fonisation (Borjas, 1979; Gordon & Long, 1981; Kochan, 1980), grievance
N behaviour (Briggs, 1981; Dalton & Todor, 1979), participation (Jackson,
vl 1983), qualivy of worklife programs (Schuster, 1982), and sbsentesism,

[ lateness and labour turnover (Clegg, 1983; Muchinsky, 1977). Job satis-
- faction, then, is both ¢ recognized consequence of organisational stress

<. and is associated with varlous IR 4 + Th ) Job tion

[ has been included as a dependant variable in the IR stress modal.

.0 Propensity to leave the organisation, Labour turnover is acknowledged

as a form of organisational strain (Bechr & Newman, 1976). Propensity

fo to leave the organisation fs an attitudingl response to stress, re-

” flacting the cness of sational alternet ves and the

B increased likelihood of leaving the job (Bededan et 4., 1983). Iyons
(1971) demonstrates the similarity between voluntary turnover and pro« . i
pensity to leava the organisstion, Thus propensity to leave the job, like . {

voluntary 3 a of organisational stress

(Batlis, 1980; Bedelan et al., 1981; OGupta & Beehx, 1373 Kemery et
al., 1985). Furthermore, in Chapter 6 it was found that propensity to ‘
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leave the organisstion correlated significantly with the occurrence and
negative impact subscales of the IRES. Hence propensity to leave the
organisation is included as the third dependant variable in the IR stress

model.

Moderator Variables

Three moderator variables have been included in the IR stress model,
hardiness, supervisor and femily support (see Figure 7.1). Ganellen and
Blaney {1984) note that past research has investigated either hardiness
or soclal support independently, and both have been found to moderate
the stress-strain relatlonship. Thus, to investigate the combined impact
of hardiness and social support in a single study is the nuxt logical

step in stress resistance xesearch (Kobasa & Puccetti, 1983).

Hardiness. Personality d the in re-
lationship {e.g., Kobasa, 1979a, 1982b; Maddi & Kobasa, 1984). Typically,
in samples of high stress executives, those classed as hardy report less
1liness over time than those classed as not being “ardy (see Chapter 3},

di a potential of the stress ensuing

from centemporary South African IR practice. Conflict and change ars
central dynamies of IR (see Chapter 1}, particularly in South Africa (see
Chapter 4). The hardy personality's basic commitment to life mitigates
the potential disruptions of any event (such as a strike or dismissal)
(Kobasa & Puccetty, 1983). With commitment comes the self-understanding
and inner strength essential for the appropriate assessment und handling
of any life situatfon (Kobasa, 1982b).

The ongoing changes in IR are jmportant sources of stress (see

h 2 and 4). q iy, an internal locus of contrel &llows
people to parceive stressful events as predictable and subject to thedr
diraction (Kobasa, 1982b), However, many extra and intra-organisaticnal

factors beyond any single individual's control influence the practice

R E]
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of IR (Bluen & Fullagar, 1986; Craig, 1975; Kochan, 1980). Kobasa (1982b) [ .
states that even those events ars best confronted in a spirit of control.

o The third component of hardiness, challenge, also represents a

:
|
|
personal asset in dealing with IR. Challenge is based on the belief that {
change, rather than stability, is the norm (Kobasa, 1982b). The dis- ‘
ruption accompanying stressful events, then, can be anticipated as an !
- apportunity and incentive for personal development rather than a threat :

(Kobasa, 1982b). Thus high levels of commitment, control and challenge

. tentially the IR in relationshi

Social support from supervisors. Social support offered by diverse

formal and informal sources the rel

.. (e.g., House, 1981; Tardy, 1985). One source of social support that

1 stress is the su-

E" moderates the harmful of

Rarasek et al., 1982; La Roceo et al., 1980; Wells, 1382).
- Furthermore, IR focuses on the relationship between labovr and

management (Van Coller, 1979). Thus the rel hip between supervi

and gubordinate assumes great Importance in IR, particularly at the

labour-management interface (Goldstein & Sorcher, 1974}, In South Africa,

|
i
|
i
|
1
|
H
i
|
pervisor (e.g., Bededan ez &7., 1983; House, 1981; House & Wells, 1978; ‘]
i
|
i
|
i
1
|
|
given the history of job reservation, the labour-mansgemant interfacs ;
. @ has alsoc come to represent the black-white interface (Piron aer al., 1983). ‘
Relations with supervisors, then, not only serve as a moderator of stress, ;5
but as a source of stress as well (Jayratne & Chess, 195#;‘Ln Roceo & ‘
Jones, 1978). Social support offered by supervisors seems particularly

relevant to IR stress and has been included in the model.

Family support, Until recently, non-work sources of social support

; weze neglected in 1 stross h (Payne, 1580). This

. omlssion is surprising since racent studies have revealed that the social

support offered by the famlly moderates the impact of organisational
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stress (Billings & Moos, 1982} Holahan & Moos, 1983; La Rocco et al.,
1980; Wells, 1982).
Furthermore, there are several examples of social support offered

by the family moderating the of IR . Gore (1978),

in a two-year longitudinal study, found that social support offered by
spouses, relatives and friends moderated the physical and psychological
1llness symptoms experienced by retrenched blue-collar workers. Haywood
and Taylor (1981) report that during the nine-miath Inco Metals stxike
involving ly 12 000 Canadian stee. » wifs and

support committees were formed and were responsible for reducing the
traumatic and discouraging experiences of the strike. Thus social support
offered by the family is seen as an important source of stress resistance

and 15 included in the IR stress medel.

Combined impact of hardiness and social support. Recently, several
authors have examined the combined impact of hardiness and social support
an moderating the stress~strain relationship (Ganellen & Bleney, 1984;
Kobasa & Puccetti, 1983; MacEwen & Barling, 19686). Results suggest that
it is importaut to consider the joint lmpact of these two moderators when

stress h (Maddi & Kobasa, 1984). Conse-

guently, the combined impact of hardiness snd social support offered by

supervisors and family, r 1y, will be 1 tigated in the present

study.

Covariater of IR Strain

Certain demographic varisbles are essaciated with the IR
stress-strain relationship (see Figure 7.1). However, because the present
thesis 1s aimed at examining psychological, rather than demographic
processes, the demographic varisbles have not been treated as moderators.
Instead, they are included as covaristes in the sodel, and thereby com=

trolled statistically, Similarly, the equivalents of the dependent var-

A
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iables measured at Tins | are included as covariates in an effort to
control for spuriousness. ik~ shared variance between the covariates and

dependant variables will ba partislled ont before the contributions of

the remaining varisbles are considered (Willemsen, 1974). By controlling

M for -he demographic varisbles end Time 1 equivalents of the dependent
variables, ana of the conditions underlying causal analysis will be ed-
dressed: James @& #1., (1983) state that all relevant causes of the da~
pendent variable wust be included in the analysis, Thus demographic
predictors of the three outcoms varisbles, along with the equivalents

of the dependent variabies measured at Time 1 will be included in the

IR stress model, albeit as control variables.

}\» ° Ags. Age influences the in relationship (e.g., I ich
& Matteson, 1980; Kellam, 1974). Furthermore, Kochan (1980) suggests that

o d stics of the {! such as age, race and sex L B
va influence worker expectations and attitudes regarding trade wnions and !

3ebs, and in turn, influence collective goals and .

|
‘Thus age is :nciuded in the IR stress model. ‘&
|
. Re.e, Race influences the organisational str¢ss-strain process (e.g., H
: Ford, 1730; Quick & Quick, 1984), For example, Oxpen (1982) found higher ‘$
o levels «f role stress in black South Africen clerks than in thelr white |

colleagues, Race discrimination, an important sourse of organisational ;
stress, abounds In South African employment practices (Bluen, 1984). :

9 Other factors smen to increase the stress lavels of blacks include

cross-cultural differonces (Bhagat & MeQuaid, 1982; Du Prees, 1986),
marginality (Berry, 1970; Piron et al., 1983), and impoverished envi- N
ronmental conditions (Van der Merwe, 1983). Furthermore, in Chapter 6
1t was found that blacks exhibit significantly higher levels of IR stress

than whites. Consequently, vace has been included in the IR stress model.
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Sex. Women ars also discriminated against (Bluen, 1984; Brief et
al., 1981; Cooper & Barrett, 1984; Hewming, 1985), and experience higher
levels of organisational strain than men (Cooper & Melhuish, 1980). Women
also experience work-home role conflict (Barling, 1986; Chusmir, 1982;

Hauenstein et al, 1877). Furthermore, socisl support has been found to

lationship for women than for men (Holahan & os, 1981), Thus gender
. is seen to influence organisational stress in several ways. Consequently,

sex has been included in the IR stress model.

[

\

|

|

i

|

|

. be less effective as a buffer of the organisational stress-strain re- ]
}

|

‘r

Job position. French and Caplan (1973) list job position as one of "
R the eight sources of organisational stress in their modsl (see Chapter {
LI 3), Different occupational groups experience oxganisationsl stress gqua- [
litatively end quantitatively differently (French & Caplan, 1973), Con~ g

1

siderable emphasis has been placed on managerial stress (e.g., Hoss,

1981; Schuler, 1980; Strumpfer, 1983). Recently, however, there has been

f an d of tha facing blue-collar workers (s.g., i

. Axelrod & Gavin, 1980; Jamal, 1983; Shostak, 1980). From these two foci
o 1t appears that the major groupings in IR, labour and management, expe«

rience stress differently. Furthermore, the high correlation between race

and class in South Africa may these di , Th

’ job position is seen as & potential moderator in the IR stress-strain

- process,

A Unien-relatad demographic variables, No reference cculd be found |

. in the literature to the moderating effect of union membazship, union ?

office and unton affiliation in the organisational stress-strain re-
latdonship. Howsver, these veriablas are seen to ba important in an IR
stress model.

Firet, people join unions because uney are discontented with the

" c and ingic of work (Bluen & Fullagar, 1986} Gordon

& Nuxick, 1981), Webster (1963) suggests that current South Afrdcan un-
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Sex. Women are also diseriminated against (Bluen, 1984; Brief et
al., 1981; Cooper & Baxrett, 1984; Hemming, 1985), and ezperience higher
levels of organisational strain than men {Cooper & Melhaish, 1980). Women
also experience work-home role conflict (Barling, 1986; Chusmlr, 1982;
Havenstein et al, 1977). Furthermore, social support has been found to
be less effective as a buffer of the organisational stress-strain re-
lationship for wemen than for men (Holahan & Moos, 1981), Thus gender
1s seen to influence organisational stress in several ways. Consequently,

sex has been included in the IR stress model,

Job position. French and Caplan (1973) iist job position as one of
the aight scurces of orgenisational stress in their model (see Chaptar
3), Different occupational groups experience organisational stress qua-
litatively and guantitatively differently (French & Caplan, 1973). Con-
siderable emphesis has been placed on managerial stress (e.g., Hoss,
1981; Schuler, 1980; Strumpfer, 1983). Recently, however, thers has bean

an d of the tacing blue-collar workers {e.g:,

Axelrod & Gavin, 1980; Jamal, 1985; Shostak, 1980). From these two foci
it appears that the major groupings in IR, labour and management, expe-

rience stress differently. Furthermore, the high correlaticy between race

and class in South Africa may these di . Th
job position 1s seen as a potential moderator in the IR stress-strain

process.,

Union-related demographic variasbles. No reference could be found
in the literature to the moderating effoct of union membership, union
office and unfon affiliation in the organisational stress-strain re-
lationship. However, these vardablas are ssen to be important In an IR
stress model,

First, people join unions becsuse they are discontented with the
intrinsic and extrinsic features of work (Dluen & Fullagar, 1986; Gondon
& Nurick, 1981). Wehster (1983) suggests that current Scuth African un-
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{onisation results largely frem black worker perceptions of their lack

of organisational and political power, victimisation and discrimination.

B These conditions are all potentially stressful (see Chapter 4). In ad-
dition, once workers join usions, undon activities can increase thedr

awarenass of the stressful aspects of work (Borjas, 1979). Also, union~

" ised workers are subject to further victimisstion and intimidation ba~ ‘

cause they have joined the union (Allen & Kaaveny, 1983)., Thus joining N

a unioh is seen to bs stresaful. Indeed, in Chapter 6 it was found that

0_" unlon mesbers recorded significantly higher levels of IR stress than

%

W thedir non~ & . Thus unton wembexship has been included .
i .

§
|
. |
bg‘ K as a covariate in the IR stress model. f
Sacond, union members who hold office are subject to greater stress |
levels than rank~aznd-file members (see Chapter 4). In Chapter 6 it was E
; found thet union office beszers recorded significantly higher IR stress !
levels than rank-and-file members,

Thizd, in Chapter & it was argued that different union positicws

I}‘ are associated with different stressors. Union officials typically face

1981), whereas shop stewards experience role conflict, ambiguity, and

both quantitative and gqualitative role overload (Nicholson, 1976; Warren,

4
!
i
(
i
L role conflict and quantitative tole overload (Gullakora, 1956; Ware, ’
1
|
1971). Consequently, unifon position has been included in the IR stress i‘
model. }
L ?u Finally, unions can be differentiated according to their objectives 1
and functions (Bendix, 1978; Webster, 1983). Hoxie (1919), fox example, |
*‘:" dichotomised unions into ‘business' and 'wplift' undons; the former
} ' provide an aconomic service for their membars, and the latter act as
agents for political change, The gctivities of different types of unions
may lead to different expsriences of stress. In South Africa, undons are
. grouped into several federations {Jomes, 1984). The black emergent unions
ars edther membors of the newly formed Congress of South African Trade
Unlons (which incorporates the Federation of South African Trade Unions

and many of the previcusly unaffiliated undons), the Uounsil of Unions
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of South Africa, or the Azanlan Confederation of Trade Unions. On the
other hand, the 'non-black' unions are largely members of the South Af-
rican Confederation of Laboux, or the Trade Union Council of South Africa.
In the past decade, almogt all strikes (National Manpower Commission,
1985), stayaways (Rigby et al., 1986), detentions of trade bnionists
(Bluen, 1986) changes in collective bargaining practices (Webstexr, 1884},
trade union growth (Natlonal Manpower Commission, 1985), and inter
union/inter-federation realignments (Hindsen, 1984) have involved the
emergent black unions. Therefore it is suggested that members of emergent
unions experience greater stress levels than membexs nf the 'established'
unions. Hence the union affiliation varisble has been included as a co-

variatae in the IR stress model.

Rank Ordering of the Variables

As with any causal analysis, before empirically testing the IR stress
wodel, it is necessary to state theoretically the order of including the
varlables into the regression equation {James et s]., 1983). First, the
variables to be controlled statistically will be enterxed into esch sta-
tistical equation (Pedhazur, 1982). Thus all the significant demographic
variables and the prstest dependent varishles will be entered simul-
taneously into the equation (Nie, Hull, Jenkins, Steinbremnexr & Bent,
1975).

Foilowing the stimulus~response appxoach to stress (e.g., Selye,
1956; see Chapter 2), IR stress is seen as the most important predictor
of strain in the present study. Therefore, after antering the control
variables, the IR stress variable will be entered first into the equation
for all analyses.

One of the objectives of the present study is to determine whaether
the moderator varisbles influence the IR stress-strain relationship using
moderated multiple regression (Zedeck, 1971). In moderated multiple re-

gression, after controlling for covariates, the independent variable

3
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(i.e., IR stress) is entered first into the eguation. Then the moderator
variable main effects (i.e., hardiness, supervisor and family support)
are entered to assess whether they contribute independently to the vax-

iance in the 4 d variable. Th » the terms (i.e.,

kL variables x variables) are inclnded in the equation

to test the moderator hypothesis (Zedeck, 1971).

Finslly, it is necessary to determine the order of including the
moderator verisbles. Various studies attest to the superiority of har-
diness over social support as & moderator of stress (Kobasa, 1982a; Kobasa
& Puccetti, 1983; Ganellen & Blaney, 1984). Kobasa and Puccetti (1983)
suggest that hardiness is a more important resistance resource than so-
cial support. A feature of hardiness involves knowing when to turn to
others for help, and to take maximum advantage of even the smallest
amounts of social support being offered. Conversely, a person low in
hardiness and high in social support may appraise both internal and ex-
ternal means of resolving stress in a pessimistic way (Kobssa & Puccettd,
1983). Knobasa and Puccetti (1983) found that hardiness exerted a greater
influence on illness scores than either supervisor or family support.

Kobasa (1982a) found that the of hardi moderated

the strain symptoms in & sample of lawyers, but that social support did
not significantly affect the level of strain. Ganellen and Blaney (1984)
assessed the moderating effects of the three hardiness constructs and
social support. They found that the commitment-alienation component of
hardiress yislded the only significant intersction effect. They suggest
that the haxdy person may be mote sctive in seeking out social suppor:,
particularly in stressful conditions (Ganellen & Blaney, 1984), Thus

is ded o5 a more of IR stress than

social support, and will be included fixst amongst the moderator vari-
ables.

Sacial support offered by supervisors will be included before the
family support varisble tor the following reasons. La Rocca et al. (1980}

suggest that specific streusors are mainly affected by soutces of social
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support related closely to those stressors. "Thus work-relsted stresses
and strains should be, and ara, affected primarily by work-related

sources of support" (La Rocco et al., 1980, p. 214). Furthermore, studies

comparing the effectiveness of supervisor and family sources of social

support as moderatoxs of the organisational stress-strain relationship

have found supervisor support to be the superior moderator (Robasa &

. Puccettl, 1983; La Rocco e al., 1980).

¢
Finally, the two-way interaction terms will be entered into the modal }
before the three-way interactions (Cohen & Cohen, 1575). The specific )
ordering of interaction terms will be determined by the priority of the H
o variables making up each interaction (i.e., stress x hardiness, stress (
% supervisor suppert, stress x famlly support; stress x hardiness x su-

parvisor support, stress X hardiness x family support, and stress x su~

pervisor suppart X family support).

|

I

™ The order in which varisbles will be included in the assessment of >

. i

5 al}l three depandent variables is: |

|

|

o, y‘
. 1. Control varisbles - significant demographic variables

- dependent variables

(measured at Time 1)
- 2, IR stress
v 3. Hardiness
4. Social Support offered by - Superviscrs
~ Families

5. Interaction terms - Two-way interactions

~ Three-way interactions

Having ovtlined the theoretical model of IR stress, the focus shifts to

the empirical evaluation of the model.
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Method
Subjects
Q ras, d hie detalls, 8 lstters and prepaid,

self-addressed envelopes were distributed to members of diverse oxgani-
sations and institutions involved in the teaching, training, comsulting,
or practice of IR, The initial choice of organisation was based on the
following criteria:

1. Each organisation was directly involved in ongoing labour-management
relations.

2, To increase subsequent generalisability, different types of orga-
nisations in various sectors wers included in the sample {Cook & Campbell,
1976). Also, attempts were made to include organisations with branches
throughout South Africa so that a natfonal sample could be abtained.

Consequently, the list of organisations participating in the study

inclnded & university business school, a business management training

an i 1 for IR 1 and consulting, and several

trade unions and companies. The or{ginal sample consisted of a nation-
wide range of management and union representatives invelved in the IR

process, from diverse economic sectors.

ons of the h project were given to key
people in each selected orgenisation. All the organisations agreed to
participate in the study with twe exceptiona. In one case, a presentation

to the human resocurces directors of all subsidiaries of a major manu-

ing and mining ion resulted in enly one subsidiary company

agrecing to participats. In the second s large

corporation refused to participate bacause they had just experienced a
protracted strike and they felt that canducting the study might be too
sensitive at that time. Similarly, one large retailing group had also
racently experienced labour unrest and therefore wers only prepared to

distribute 1 to .

£ R
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Becsuse the design of the study required repeated measurement,
subjects were requested to state their names on the questionnaires so
that their two separate responses (recorded gt Time 1 and Time 2) could
be matched. Quostionnay. . were only distributed to people a) directly
involved in the practice of IR, and b) who were able to read and write
English. This latter provision reduced the potential for problems asso-

ciated with understanding the questionnaire or with different language

forms of the instrument from cccurring (White, 1982).
e 0f the 2 301 d, 22 were d as unde-

liverable by the post office. A further 31 questiomnaires, originally .
N sent to one particular trade unjon, were eliminated: Only one response
was received which therefore was deemed unxeprosentative of that sub-

. group. Thus, effectively, 2 248 questionnaires were distributed, of which

821 resp were ing a 36,5% rate. However,
there were only 752 usable responses, which reduced the response rate £,
- to 33,5%.

The sccond questionnaire was sent te the 752 subjects who had returned

usable responses &t Time 1. Five people were eliminated from the sample »

because they had moved, leaving no forwarding address. HNesponses were

! received from 506 peopls representing a 67,7% response rate. However, I

48 questionnaires were unusable and therefcre eliminated, reducing the

. £inal sample to 458, a 61,3% response rate. Thus, of the origimal 2 248

o R questionnaires mailed, 20,5% were included in the final analyses,

e Damographic details of the initial and final samples are presented
in Table 7.1. The demographic characteristics of the final sample (n = !
438) closely resemble the original sample (n = 752). In none of the ca-

tegories of the discrete variables did the percentage distribution differ

by more then 5% betwsen the original and the final sample (see Table 7.1).

b Subsequent Chi-square tests revealed only one significant differenca

° between Time 1 and Time 2 respondents, that is, for the job category
variable (X* (1, n = 752) = 11,98, p < ,01): The final (Time 2) sample s

contained significantly wore managers and less wozkers than the initial i
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Demographic details of the inftial and final sample

Time 1 Time 2
(¥= 752) (¥ = 458)
n n *
Sex
Hale 637 85 398 87
Female 110 15 58 13
Missing 5 2
Race
Black! 246 33 141 31
White 489 67 313 69
Missing 8 0
Job
Position
Hanagement 531 71 345 75
Workers 221 23 113 25
Missing [} 0
Undon Membership
Yes 96 13 39 13
No 644 87 393 87
Missing 12 6
Affiliation of
tha Union*
Unaffilisted 25 37 13 32
TUCSA 17 25 1 27
CUSA 2 13 6 15
TFOSATU 13 13 8 20
Other 6 3 7
Missing 684 417
Union Position
Yes 41 36 27 39
No 72 64 43 61
Missing 639 388
7itla of Union
Position
Shop Stewaxd 15 37 10 38
Official 16 39 10 38
Other 1 2 Q 0
Hissing 711 432
Age
35,44 36,57
sp 9,69 9,90
Missing 10 6

! Including Indian and 'Coloured' people

* Affiliations of unions: TUCSA

* 3wl

= Trade Unfon Qouncil Of South Africa
= Council of Unions of South Africa
FOSATU = Fedsration of South Africen Trade Unions

4%
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(Time 1) sample. No significant differences were recorded for the re-

maindex of the demographic variables.

Deslign

A two-panel longitudinal design was used in the study (Rogosa, 1980).

Subjects completed the same on two (Time
1 and Time 2), six months apart. Thus the design facilitated the detex~

of a time sequerse between varigbles, which is the fixst pre-
requisite for establishing causality {Calsyn, 1976).

Thexe were three dependent variables, psychological health, job

satisfaction and propensity to leave the organisation; one independent

variable, negative strass; and three variables, y

aupervisor support and family support. Two-way and three-way interaction
terms, derived from the product of the independent variable and the
ely, were (Zedack, 1971).

Measuring Instruments

Each of the seven scales used in this study will be discussed sep«

arately,

Depandent Variables

Psychological health. The feneral Kealth Questionnaire (Goldberg,
1972) is a self-sdministered screening test originally designed to detect
psychologicdl 111 heslth in community settings., Subjects compare thelr
present state to their usual state, thereby focusing on symptoms rathar
than personality traits. Bach item comsists of a question asking if the
subject has recently experlenced a particular symptom or behaviour 'less
than tsual' (1), 'no move than usual' (2), ‘rather more than usval' (3),

ox 'much more than usuel’ (4), In the original scoring format responses

AT
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are dichotomised, however, a four-point Likert format was used in the
present study to overcome potentizl problems associeted with truncated
ranges (Neale & Liebert, 1980). Banks, Clegg, Jacison, Kemp, Stafford
end Wall (1980) repoxt that the Likert scoring format provides a more
acceptable distribution of scores than the dichotomous method for use
in parametric statistical analysis, Goldberg (1972) found that the Gen-
eral Health Questionnaire yields comparable relisbility and validity
characteristics when the four-point Likert scoring format is adopted.

Goldberg (1972) reports that the Gsneral Health Questionnaire ex-
hibits temporal consistency over a six=month period: Df the 114 patients
dncluded in the test-retest analysis, 65 suggested that their condition
had remained the same. Of the 87 test-retest patients examined by doc-
tors, 51 were rated about rhe same on both occasions. Furthex six-month
time consistency tests of the General Health Questionnaire yielded re-
lisbility noefficients of ,51 (dichotomous scoring) and ,58 (Likert
scoring; Goldberg, 1972). Also, split-half reliability coefficients of
»95 (dichotomous scoring} and ,96 (Likert scoring) were reported for a
aample of 853 subjects (Goidberg, 1972),

Goldberg (1972) reports numerous studies where scores on the General
Health Questionnaire correlate in the predicted direction with clinicel
assessments for both scoring formats (r > ,75). The General Health

Questionnaire has also besn used to predict short~term responses to

vardous th 4 {Jah & Goldb 1976; Parker & Tupling, 1976;
Prince & Miranda, 1977). Furthermore, the General Health Questionnaire
has been validated against ustablishaed scales measuring psychological
symptems (e.g., Goldberg, Cooper, Kastwood, Kedward & Sheperd, 1970}
Wing, Cooper & Sartorivs, 1974), Anothar advautage of the Generdl Health
Quest.ionneire is that there are cut-off ssores that indicate the extent
of peychological disturbance (Galdberg, 1972). Banks et &l. (1980, p.
193) state ",,.the GHQ provides a useful estimate of the severity of
psychiatric illness for use in the study of employment-related and oc-

cupational problems.”

T




In the present study, for the sake of parsimony, the l2-item version
of the General Health Questiopnsire was used. These 12 items demonstrated
the best psychometric properties in the entire scale (Boldberg, 1972).
Goldberg (1972) reports acceptable test-retest relisbility for the 12-

item version of the Genaral Health Questionnaire (r = ,73) over a six-

month period and satisfactory split-half reli sility, (¥ o = ,83).

!
Similarly, Banks et al. (1980) administered tls 12~item version of the !
[
i
1

General Health ire to three samples and found alpha
= coefficiants of between ,82 and ,90. In the present study internal con- I
sistency (Gronbach's a) of the General Health Questionnaire was ,97 (Time °

%) and ,93 (Time 2), Test-retest reliability over the six-month period

was ,35 (p < ,001) (see Table 7.2), (For comparisons, mesns and

. deviations of all Time 1 and Time 2 measures are also presented in Table

7.2). Goldberg (1972) shows that the 12-item verslon of the General Health

& re yields bly sstisfactory validity scores to those

[ found for the longer versions of the scale. Banks et al. (1980) found
that the t2-item veryion of the Genersl Health Questionnaire is sensitive

N to sex differences and to diffexences in employment status, thereby

providing censtruct validity for the scale.

. Besides its clinieal application, the Goneral Health Questionnairne

i
has also been used sxtensively as a measure of strain im general stress j
S esearch (e.g., Cohen, Kamarck & Mermelstein, 1983; Frydman, 1981; Kens I

{

o nedy, Thompson, Stencer, Roy & Persad, 1983; Monroe, Imhoff, Wise &

Harris, 1983; Tennant & Andrews, 1978), isational stress h P

(e.g., Banks et al., 1980; D’dzcy, Syrotnik & Siddique, 1984; Wall &
Olegg, 1980; Wall, Glegg & Jackson, 1978), and IR stress research (Barling

& Milligan, 1985; MacBride et al., 1981). Consequently, the 12-item
feneral Health Questionnalre was used as a measure of psychological

well-being in the prosent study (ses Appendix 2),

N Job satlsfaction, The 15-item Job Satisfaction Scale (Warr, Cook &

Wall, 1979) was designed to measure saiisfaction with intrinsic and exs
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trinsic featuras of the job. Each item deals with an aspect of work (e.g.,
the physical work condition, promotion opportunities), to which re-
spondents are reguired to rate their level of satisfaction or dissatis-
faction on 8 seven-point Likert scale ranging from 'I'm extremely
dissatisfiad’' (1), to 'I'm extremely satisfied' (7). In the present
study, for eese of response {(Morris & Vam der Reis, 1980), a three-point
format ('I am unhappy', 'I am not sure', and 'I am happy') was adopted
(see Appendix 2).

In a sawple of 200 blue-collar male workers, intermal homogeneity
was acceptable (z = ,78) (Waxr ef al., 1979), Test-retest reliability
was asgsessed over a gix-month period, yielding a correlation coefficient
of ,63 (Warr et al., 1979)., Oronbach's alpka calculsted for the Job
Satisfaction Scale in the present study was ,95 for both administrations
of the instrument. The test-retest raliability coefficient was also
significant (r = ,63, p < ,001) (sea Table 7.2).

In & sample of 590 male blue-collar worlers, the Job Satisfoctior
Scale correlated significantly (p < ,001) and in the predicted dircction
with measures of intrinsic job motivation (r = .35}, work inv Tement
(r = ,50) lifes satdsfaction (r = ,42) happicess {r = ,49) and se S-rated
anxiety {r = -,24) (Warr et al., 1979). In a Scuth African samp’z of 58
females employed in diverse jobs either at a bar or o transport sompany,
Barling and Janssens (1984) found that the Job SatisFaction Scale com-
related significantly with a measure of individual %mealth (» = ,38, p <
s01). Given the psychometric adeguacy and the corsiseness of the Job
Satisfaction Scale, it was chosen as a messure of work attitudes in the
present study (sme Appendix 2). Dus te n cleriecal error, one of the items

of the Job Satisfactlon Scale, 'Your rate of pay', was exroneously omitted

from the original (Time 1) guestd dra, Th to ensure i
ency, that item was excluded from all analyses. Thus only 14 items of

the Job lon Seale were idered in the present study.
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Withdrawal behavi - propensity to leave the or isation. The

thvee-item Propensity to Leave Scale (Lyons, 1971) assesses &) how long

respondents would like to remain employed in their current organisation; H
o, b) glven freedom of choice, whether respondents would prefer to continue .
\“‘w“ to work in the organisation; and ¢) if they left work for some time, ‘ ﬂ

whether they would return to the same orgamisation. Tha oxiginal items

were scorad on & five-pelat scale, but for ease of response (Morris &

Van der Reis, 1980), a three-point Likert scale ranging from 'No' (1),

. : through 'Not sure’ (2), to ‘Yes' (3) was used in the present study for

two of the items, To maximise response range, a six-point scale ranging

from 'One year' (1), to 'More than 10 years' (8), was used for the third,
Also, the scale was originally developed to assess turnover intentions

in a sample of 156 female nurses {Lyons, 1971)., Comsequently, following

Rousseau (1978), item wording was modified (i.e., 'hospital' changed to
'organisation') for use in the present study (see Appendix 2).

Lyons {1971) reports & Spearman-Brown internal reliability coeffi-
cient of ,81 for the Propensity to Leave Scale. Bedeian and Armenakis
(1981) report an internal consistency measure {coefficient o) of ,76 for
the scale. Similarly, Mossholder, Bedelan & Armengkis (1982) report a
. reliability of ,79 for the scale (toefficient u). Although the Propensity
to Leave Scale was originglly developed for samples of nurses, its psye
chometrie properties have bean nssessed for use in other orgenisations}

For & sample of 271 t{onal employees, {1978), reports

|
w an internal consistency (coefficient a) of ,71 and a three-month teste }
o retest reliability of ,63, Cronbach's a calculated for the Propensity {
to Leave Scale in the present study was ,72 (Time 1) and ,79 (Time 2). !
Test-ratest over the six-month interval was ,57 (p < ,001; see Table 7.2).

Lyons (1971) reports a significant (p < ,01) Pearson correlation

between the Propensity to Leave Scale and a measure of role clarity (r
= =,27), Bedaian and Armenakis (128i} report significant correlations 3
{p < ,001) in the predicted dirsction between the Propensity to Leave

Scale and measures of role ambiguity (r = ,2%), role econflict (r = ,31),
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work-related tension (r = ,39), and job satisfaction (r = -,52) in a
gample of 202 nursing staff. Similarly, Brief and Aldag (1976} report
significant correlation of the scale with measures of role ambiguity (r
= ,25), and role conflict (r = ,23) for & sample of 77 nursing aides.
Mossholder et al. (1982) xeport significant correlations (p < ,05) be-
‘tween the Propensity to Leave Scale and measures of peer group interaction
(r = ~,31), and work-related teasion (r = ,30) in & sample of 206 pursing
employees, Roussesu (1978) found significant correlations (p < , 05) in
the predicted direction batween measures of perceived role and task

ics and the P to L .e Scale. Sutton and Rousseau

(1979) found significant correlations (p < ,05) between the Propensity
to Leave Scale and two measures job perceptions (formalisstion: r = ,21;
and participation r = ,30) in a sample of 155 managers employed in 14
organisations, Hence the scale was adjudged to possess suitable psycho-

metric properties and was used in the present study (ses Appendix 2).

Independent Variable

Industrial relations stress. The Industrial Relstions Event Scale
(IRES), developed and described in Chapter 6, yields three subscales.
The Occurrence subscale measures the number of stressful IR events ex-
perdenced, and the Negative and Positive impact subscales measure the

P 8

&) and positive impact of each event experi-
enced.

In the present study, test-ratest rellability over the six-month
pariod wes significant (r = ,61, p < ,001). The YRES has subseguently
been used in another study: Barling and Milligan (1987, report signif~
{cant (p < ,01) test-retest rellability over a two-menth period for the
occurrance stbscals {r = ,64); negative subscale (r = ,58); and positive
subscale {r = ,28) in a sample of teachers who had been legislated back
to work after a strike. Barling and Milligan (1985) alsc report signif-

lcant correlations between the occurrence and negative subscales (but
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not the positive subscale) and measures of psychological well-being
{occurrencs: r = ,36, p < ,01; nagative: r = ,43, p < ,001), and psy-

logy ( s ro= ,26, p < ,01; negative: r =

»38, p < ,001) respectively.

Given the poor performance of pcuitive ipact scores both in the
development of the IRES (see Chapter 6), and in other empirical life
events studies (e.g., Barling & Milligan, 1985; Vinokur & Selzer, 1975;
Sarason et al., 1978), the Positive subscale was not included in the
present study. Although satisfsctory construct validity was recorded for
the Occurrence subscale (see Chapter 6) and oceurrence of stressful life
events is well documented as & measure of psychological stress (e.g.,
Dohrenwend & Dohrenwend, 1978; Holmes & Rahe, 1967), the Ocourrence
subscale was omitted in the present study: Correlations between the
QOccv~- 'nce and Negative subscales were sufficiently high (r = ,75; p <
,0001) to challenge the assumption of multicollinearity underlying mul-
tiple regression (Pedhazur, 19823, Also, the occurxence subscale is an
objective wmeasure of struss, wnereas the focus in the present study is
on the subjective meaning of stress. IR stress, ther, was assessed solsly

by the &3-item impact subscal properties of the

scale are set out in Chapter 6.

Moderator Variables

Hardiness. Psychological hardiness is a composite of three exis-
tential constructs; commitment, contre) and challenge (Kobssa, 1982b),
Kobasa and her associates (e.g., Kobasa, 197%a, 197.z, 1982b; Kobasi,
Maddi & Zola, 1982; Kobasa & Puccattl, 1983; Maddi & Kobasa, 1984) measure
hardiness using five existing scales that have been psychometrically
validated. Commitment is sssessed using the Allenation from Work and
Alienstion from Self Scales of the Alienation Test (Maddi, Kobass, &
Hoover, 1979), Indicators of control are the Internal-External Locus of

Gontrol Test (Rotter, 1966; Rotter, Seemen & Liverant, 1962) and the

T3
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Powerlessness Scale of the Alienation Test (Maddi et al., 1979). Finally,
challenge is measurad by the Security Scale of the Califoxnia Life Goals
Evaluation Schedules (Hahn, 1966).

Except for the External Locus of Gontrol Test (Rottar, 1966) which
has 8 forced choice format, all hardiness scales adopt a four-point Likert
format, ranging from ‘Not at all true' (0), through ‘A little true’ (1),
‘Quite trus' (2), to 'Completely true' (3). In the present study, to
simplify response format {(Morris & Ven der Reis, 1980), a three-point
scale ranging from 'Agree' (1), through 'Not sure', to 'Disagree’ (3)
was used. Also, the scales were converted from negative to positive in-
dications of the commitwent, control and challenge dimensions.

Although Ganellen and Blaney (1984) and Kobasa (1982a) found that
the different components of hardiness exert different effects, hardiness
1s usually treated as & Composite measure (Kobssa, Maddi & Kahn, 1982;
Kobasa, Maddi & Puccetti, 1982). For example, Kobasa, Maddi and Kehn
(1982) report that the five hardiness scales revealed significant, mod-
erately high inter-correlations (p < ,005) in the predicted direction.
A principal-components factor analysis ylelded the first and only latge
factor which accounted for the 46,5% of the variance (Kobasa, Maddi &
Kahn, 1982). Xobasa (1982b) reports a stability correlation of ,81 over
a five-ysar perlod for the composite hardiness measure.

Because of its excessive length, a shortened version of the hardiness
scale was sought, In a subsequent memorandum, Kobasa and Maddi (1982,
Note 1) state

YEfforts ta reduce the number of itums (in the hardiness composite)
have culminated in a shortened 20-item version, These items were
the most highly correlated with the total hardiness scoras.
Coefficient Alpha is ,81 for the 20-item version. In addition, we
have been able to duplicate key findings in our studies by sub~
stituting the 20-item for the full-length version" (Kobase & Maddi,
1982, Note i, p. 1).

The 20~item version of the hardiness scale has been used successfully
with a sampls of 163 male, Eng:{sh spesking Sonth African commercial and

industrial manegers (Strumpfer, 1983). MacEwen and Barling (1986) report
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that the 20-item scale is internally (s = ,76) and temporally ( r = ,63)
consistent over 8 three-month perilod, and the scale correlates signif-
icantly with measures of family support (r = ,30) and marital adjustment
(r = ,28; p < ,05) {n a sample of 51 employed mothars. Thus, becanse of
its psychometric properties and its lemgth, the 20-item version of the
Hardiness Scale was administered in the present study (see Appendix 2).
Coefficient o wes ,87 for the present sample tested on the 20-item Har-
diness Scale at Time 1 and ,85 at Time 2. The six-month test-retest re-~
1iability cosfficient was ,75 (p < ,001) (ses Table 7.2).

Soclal support from supervisors. The three~item version of the Sy-
pervisory Support Scale forus part of the Survey of Organizations (Taylor
& Bowers, 1972), The scale is designed to assess percelved supervisor
approachability in offering support. Because the scale is so short, the
original five-point Likert respomse format ('To a very little extent’
(1), To a little extent' (2), 'To some extent' (3), 'To a great extent'
(4), and 'To & very great extent' (5)), was retained to prevent range
truncation (Neale & Liebert, 1980; see Appendix 2).

Coefficient alpha for a sample of 325 work groups in an oil refinery
was ,94, and for samples drawn £xom geven types of organisations totalling
1 048 subjects, Spearman-Brown reliability coefficjents of between ,90
and ,93 were recorded (Taylor & Bowers, 1972). Furthermore, cluster
analysis supported the a priord classification of the leadership support
dimension (Taylor & Bowers, 1972). In & sample of 202 nursing staff,
Bedeian et 42, (1981) report a coefficient alpha relisbility of ,91 for
the Supervisory Support Scals, In the present study the internal con-
sistency of the scale was calculated using Oronbach’s alpha, which
yielded coefficlents of ,80 (Time 1) and ,93 (Time 2). Test-retast ra-
1isbility over the gix-month period was significant (r = ,45, p < ,001)
(see Table 7.2).

Bedeian at al. (1981) found significant {p < ,01) partial corre-
lations nf the Supervisory Support Scale with measures of role ambiguity
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(-,27) and role conflict (-,32), The scale has also been used successfully
in sssessing changes in worker porceptions of leadership in samples of
female assembly-line operators (Koch, 1879), and shop-floor supervisors
(Koch, 1978). Gonsequently, the Supervisory Support Scale was seen to
be psychometrically sound and suitable for inclusion in the present study

(see Appendix 2).

Social support from family. The Parcetfved Social Support from Family
Scele (Procidano & Heller, 1983) is designed to measure the extent to
which one perceives whethar ome's needs for support, informatior, and
feedback arxe met by ong’s family, The scale glso reflects instances of
support reciprocity (i.e., support being offered by the individual). Each
of the 20 items is a declarative to which the 2 answers

'No' (1), ‘Don't know (2), or 'Yes' (3) (see Appendix 2).

The Perceived Social Support from Family Scale demonstrated a high
degrae of intexnal consistency (& = ,90) ir & sample of 222 undergraduates
(Procidanc & Heller, 1983). Satisfactory test-retest reliability of a
preliminary version of the scale is alsc reported (r = ,83 over 4 l-month
interval; Procidano & Heller, 1983). Similarly, MacEwen and Rarling
(1986) zeport satisfactory internal (a = ,91) end temporal ( r = ,72)
consistency over & three-month period for the scale. In the present study
internal consistency for hoth administrations of the Perceived Social
Support from Family Scale was high (¢ = ,94). Test-retest reliability
over the six-month period was ,71 (p < ,001; see Table 7.2).

4 factor analysis with orthogonal factor rotation yielded a unix
variate factor structure (Procidanc & Kellex, 1983}, The scale correlated
significantly (p < ,01) and in the predicted direction with measures of
social competence (r = ,35), depression, (r = »,43), psychasthenis, (r
= «,33), schizophrenia (r = -,33), end intangible support provided by
fomily members (r = ,34; Procidano & Heller, 1983). MacEwen and Barling
(1986) found significant correlations between the Perceived Sovcial Sup-

port for Famlly Scale snd measures of hardiness (r = ,30) and marital
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adfustment (r = ,50; p < ,05). From the above findings, the Perceived
Social Support from Family scale was seen to be an appropriste, psycho-
metrically acceptable instrument to include in the present study (see
Appendix 2). Indeed, Taxdy (1985) regards the scale as cne of the major

social support scales {n current use.

Procedure

The research outline was formally presented for approval to repre=
sentatives of diverse, English-medium organisations involved in the
practice of IR. Each organisation that agreed sgreed to participate re-
cedved the appropriate number of questionnaires, covering letters and

self-addressed, stamped, prepaid envelopes. Thess were then distributed

to the target sample (: ing of in ed 1 H H
employees in companies; union members in unions, and wembers on the
wailing list in various institntes),

In the covering letter the derails of the study were outlined and
subjects were asked if they wished to participate. They were informed

that ict s which was , entailed completing the ques-

1 e on two over a six-mofith period. Confiden~

tiality was assured and no organisation was given access to any raw data.
Reminder letters end duplicate quostionnaires were sent out after six
weeks to those subjects who had not yet repliad, Dates of completion
of the questiomnhaires were tecorded and the second questionnaire was
mailed exactly six months later (minus ons week to allow for postal
services), Subjects were thanked for tompleting the first questiomnaize
and were urged to complete the second. Once again, follow-up reminder
questionnaires were mailed to nonvragpondents six weeks later (see Ap-

pendix 2),
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Statistical Analysis

The aim of the present study is to detexmine the effects of IR stress
on psychological and organisational manifestations ¢f strain, and to see

1f individual (hardiness) and situational (supervisory and family sup~

port} factors influence the stress-strain relationship. The study
therefore entails confirmatory analysis, whereby the fit between a the-

oxetical model and empirical data is tested (James et al., 1983). If the

model is shown to fit the data then the model is regarded as being con-
: firmed (James et al., 1983).

Theory plays a central role in the derivation of a causal model,

It is used
R "to isolate groups of variables into & system of functfonal
equations.... to identify relevant causes that should be included

in a functional aquation,... to build case that ceuses not included
in a functional equation are not relevant causes, and... to specify
the causal of or M within a system of
equations (James et al., 1983, p, 25).

Once the theorstical model has been comstructed, it is necessary to
subject the model to empitfcal wvalidation. In experimental ssttings,

. causation is assessed by manipulating the variable of interest, con-

trolling for other relevant variables through randomisation, and then

W observing the variation in the dependent variable (Rerlimger & Pedhazur,

SR 1973).

H However, in the present study, & correlstional design is adopted
,0' ’ (Kerlinger, 1973), The researcher can neither manipulate the variable
o of dnterest nor randomise the sample {Kerlinger & Pedhazur, 1973; Nesle
& Liebart; 1980). Thus there {s a need for caution in interpreting the
anaiyses of non-experimental research: Neither correlation nor any othar

index 1s proof of causation. Rather, specilalised statistical technigues

need to be applied to assess whother the data Iands support to the the- i
oretical mudel,
Several statistical technigues have been produced to test causal

models (Galsyn, 1976). One approach is cross-lagged panel correlation

e « €5 kR i e il e e il




- 205 - . .

(e.g., Calsyn, 1976; Clegg, Jackson & Wall, 1977; Kenny, 1975) which
involves at least two varisbles (x and y} measursd simultaneously two ' |
or more times (Time 1 and Time 2). Given that the assumptions underlying

cross~lagged panel correlation are met (e.g., synchronicity and statie-

i
narity), if rx,y, > rxyy,, then x can ba said to cavse y (Galsyn 1976). ! ‘H
Gross~lagged panel designs have been used in occupational research in B ]

¢ general (Clegg et al., 19773, and in 1 stress h in

" particular (e.g., Bateman & Strasser, 1983). Therefore, cross-lagged “
penel analysis seems appropriate far uge in the prevent study.

Howaver, one of the basic assumptions of crosswlagged panel corre-~ |
L lation, synchronicity, is violated in the present design. Synchronicity
°. entails that the two varisbles x and y are measured at the same point

in time (Kenny, 1375). Usvally, by ) i x

and y in & single test battery, synchronicity is assured. But in the

“ present study, the negative impsct scale conforms to the life events

K format which .aquires that respondents consider events that have occurred
over & set perfod (e.g., one year) in the past {Dohrenwend & Dohrenwend;
1974). Kenny (1975) specifically states that if one varisble is measured
retrospectivaly (i.e., IR stress) and the other is measured concurrently
i {e.g., job satisfaction), then the assumption of synchronicity is vio H
lated and the cross-lagged panel corrslation technique cannot be used,

. Consequently, an alternate method of analysis was sought in the present

[ atudy.,

’ An alternative technique for which the assumption of synchronicity
’ does not apply is path analysis, Path analysis, whose origins date back ’ j
to the work of Sewell Wright in the 1920's (Schumm, Southerly & Figley,

1980), is a procedure for combiniug partial and multiple correlation to
o study the csusal relations within a set of variables (Hunter & Gerbing, oo B
o 1982), Using ordinary least squares vegression, path analysis can test ‘
& priorf causal hypotheses pgainst ohserved correlatlons (Billings &
Wroten, 1978). The popularity of path analysis over conventional mul-

tiple regression is derived from the fact that it can deal more appro-
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priately with the complex of linear relations yielded when testing a i
complicated theoretical model (Schumm et al., 1980). |

Recently, path analysis has been used to test models involving or-

genisational stress (e.g., Bedeian & Armenskis, 1981; Jackson, 1983). B
Given the sophistication of path analysis and its applicability to on«

3 1 gtress the technique seems appropriate for use

in the present study, However, in the prisent study, the focus is on

varisbles on the dependent varigble. Indeed, the analysis of moderator

i
|
|
the effects of tha intersction between the independent and moderator % @
o
{

B effects is an important component of stress rveseaxch (Cleary & Kessler,
B 1982). Yet Kerlinger and Pedhazur (1973) list as ths first assumption
v g underlying the application of path analysis that "the relations smong
. ~v the varisbles in the model are linear, additive, and causal. Conse-

, quently, curvilinear, multiplicative or interaction relations are ex~

’ cluded" (p. 309). Thus an alternative technique was sought thet could

:
|
|
;
|
i

accommedate interaction terms.
One method of dealing with moderators is through subgroup snalysis

{Beduck, 1971}, In subgroup amalysis, the sample is divided into the

b of the mod varieble (e.g., males vs. females). Se-

s, parate dictor - variable rel are calculated and

B comparisons are then made batween the results obtained for each subgroup

. {Zedeck, 1971), This technique has been used extensively in general £ '

L psychological research (Zedeck, 1971), and in organisational stress re-
search in particuler. Indeed, Kobasa vses the subgroup method of data i
analysis extensively in researching the hardy personality (e.g., Kobasa,
F 1979a, 1979b; Kobass, Maddi & Rahn, 1982; Kobasa & Puccettl, 1983).

Kobasa and Puccetti (1983) for enample, dichotomised the hardiness and h

social support variables at their respactive medisns and conducted an |
analysis of covariance on data moasuged at Time 2 controlling for any ‘V}
differences in the data at Time 1. This technique allowed for a) causal

inference to be made, and b) establishing the significance of the pux-
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ported moderator variables as main effects, moderators, or both (Kobasa
& Puccatti, 1983).

Although the subgroup analysis is widely used, two dpherent methow
dological wesknasses have been identified (Cohen, 1978; Zedeck, Orenny,
Vale & Smith, 1971). First, the technique xelies on arbitrarily deter-
mined subgroups which increasss the probability of obtaining spurious
results, Second, by reducing continuous data into discrete subgroups,

measurement information is lost, the strength of relationships is un-

der: and the d in sample size (necessitated by subgroup
analysis) reduces the powar of statistical tests.
These probiems are overcome by an alternate treatment of moderator

varisbles namely, meitiple i ( d + 19563 Zedeck,

1971; Zedeck et al., 1971), Moderated multiple regression allows for the
examination of non-linedr moderator effects, and provides more informa-
tion about the main and interaction effects (Cohen, 1976; Cohen & Cohen,
1975; Zedeck, 1971), Furthermore, Zedeck et al,, (1971) note that mod-
erated multiple regression is mogt affective where the predictor-depen-
dent variable coxrslation is low. In the present study, relstionships
betwsen negative stress and genaral health (r = ,14), job satisfaction
(r = -,33), and propensity to leave (r = -,09) are low. Moderated multiple

regression, then, appears 4 suitable techni for

effects in stress research, Howsver, closer inspection of the technique
is required to determine its suitability for use in the present study.
Hod multiple origineted by (1956), in~

voives the calculation of prediction equations covering the total sample

{xather than sub ping individuals). ¢ multiple also
increases the predictive power of conventional multiple regression by
including interaction terms (Zedesk ef aif., 1971}, The alm of moderated

muitiple regression is to assess the contribution of a) the independent

variable; b) d di as variables; and ¢) in-

teraction terws to the percen.age of explained variance in the dependent
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variable, Hence the gencral format of the moderated multiple regression
squation is:

Y= Bixy ¥ Bazg + Ryxgzy 4 A

|
|
i
[
1
|
|
Where: i
¥ is the least squares estimate of Y, i ’ﬂ
B's are the (raw score) regression coefficlents, j LA i
Xy is the independent variable, ! k
" zy is the mederator varigble, l .
., x,2, is the product of x, and z,, and ;
"o A is the Y-intercept (Cohen, 1978). §
Two of the mod miltiple i ton reguire !
M elaboretion, Fisst, provision {s made for the incluston of several |
Lt moderator variables. This 'joint moderators' method overcomes "the i .
A traditional cne-variabl i h (which) does net comsider !

v the possibility that several moderators may have to be combined" (Zedeck
ot al., 1971, p. 235)., The facility for including joint mederators is

“| sssential in the present study where the effects of several moderators

need to be asgessed simultaneously. Second, the moderated multiple re- i
gression technique has been criticised because both linear (i.e., main |
. effects) and nonlinear (i.e., interaction effacts) tevms are {ncluded !
in the equation (Sockloff, 1976). However, Cohen (1978) states that this
problem of linear transformation is ovaercome if variables are included

ht 11y into the i 1 and d muitiple re-

gression does adopt the hierarchical method of variable inclusion (Ker=
linger & Pedhazur, 1973).

Moderated wultiple regression also allows for the inclusion of ca-
tegerical variables in the model {e.g., race and occupation) as dummy
varisbles (Pedhazur, 1982): Separate sots of varlables are created so
that for any particular variasble, membership in a given category is ass
sigtied a '1' and non-membership in that category, a '0'. The mathematics

underlying the construction of dummy variablos tequiras that there is

s o,e iess dummy variable than categorles. Thus the last dummy variable
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of any series is omitted to operate as a reference category against which
the other dummy vardables can be compared (Kerlinger & Pedhazur, 1973).
For example, for the variable job position, one dummy variable will be
created wherein managers are coded as 1 and workers as 0. The second dummy
variable (where workers are coded as 1 and managers as 0), will then be

excluded, for reference groups purposes.

Following the d multiple on technique (e.g., Cohen,
1968; Cohen & Cohan, 1975; Kerlinger & Pedhazuz, 1973; Lewis-Beck, 1980;
Pedhazur, 1982), the significance of the varigbles In the equation is
determined by comparing the derived F velues to tabled F values. To assess
the goodness-of-fit of a multiple regression equation, the coefficient

of multiple ation, R?, is d. The R* reflects the propor-

tion of variation in the dependent veriables 'explained’ by all inde-
pendent varisbles (Lewis-Beck, 1980). Hence the change in R? reflects
the contribution for each predictor varisble, be it main effect or in-
teraction effect, respsctively.

Moderated multiple regression has been used extensively in organi-

sational stress research to test for L affects in cros

tional studies (&.g., Abdel-Halim, 1982; Bedeian et al., 1983; Etzion,
1984; Jayratne & Chess, 1984 La Rocco et al., 1980; La Rocco & Jones)
Seers ef al., 1983; Winnubst ot al., 1982), and in csusal, longitudinal
research (Holahan & Moos, 1981), Holahan and toos (1981) controlled for
all varigbles tested at Time ) and essessed the effects of change score
independent wvariables on the lependent variables, measured at Time 2.
‘Iwo aspects of Holahan and Moos’ (1981) research are of particular im-
portance in the present study. Fixst, in multiple regression analysis
variables can be controllaed, thaxeby resembling the analysis of covari-
ance wathod (Pedhazur, 1982): If one wishes to control certaln variables
statistically, these can be entered inte the regression eguation first,
ther only subsequent partial correlations are assessed (Holahan & Meos,

1981).
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Sacond, Holashan and Moos (1%81) highlight the use af change score
variables. Although change scores have been used in long{tudinal stress
research (e.g., Barling & Milligan, 1985; Jackson, Stafford, Banks &
Warr, 1983), the- are statistical problems such as the unreliability
of change scores + *he problems of correlating raw change scores with

initial star 2h & Turby, 1970; Linn & Slande, 1977; Rogosa,
Brandt & Ziie *  j. Therefore, the use of chauge scores is con-
sidered unsuitable in . . present study.

From the preceding discussion, it can be seen that modurated multiple
regression is extremely well-suited to the design of the present study.
The technique can accommodate the analysis of independent varisbles &nd
moderators {Zedeck, 1971) din & longitudinal design (Holshan & Moos,

1981), end can be used for confirmatory snalysis (James at al., 1983).

ly, the d multipla regression was the method
of choice in the prasent study. Specifically, three separate moderated
multiple regressions were conducted - one for each of the dependent
varisbles fi.e., psychological health, job satisfaction and propensity
to leave, all measured at Time 2), For each analysis, the equivalent of
the dependent varisble measursd at Time 1 was entered first, and thersby
controlled statistically (Nie et al., 1975). At the same time, any de-
mographic variables found to be significantly related to the dependent
variable in question were also entered as control variables. Then the

indepundent varisble (negative stress), variables (I N

supervisor support, and family support), two-way interactions (stress x

, Btress % supervi support, stress x family support) and

h: ay (stress x hardi X supervi support, stress

x hardiness x famlly suppert, stress X supervisor support x family sup-
port}, all measursd at Time 1 were entered hisrarchically into the re-
pgression equations for the particulasr dapanﬁent variable. Because
Yinteractions greater than three-way ave most difficult to conceptualide,
not likuly to exist, and are costly in statistical inference" (Cohen &

Gohen, 1975, p. 296), four-way interactions were not analysed.

v
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The hierarchical inclusion of varisbles in moderated multiple re-
gression allows for the testing of moderator effects: Once the varlance
of the main effects have buen accounted for, the increments in R* at-

tribyted to each term ave 1 1ly (Gohen &

Cohen, 1975; Zedeck, 1971), In the present study, Cohen and Cohen's (1975)

method of determining the significance of each interaction tewm was
W followed:  For each successive variable included in the equation, the
° denominator degress of freedom i3 increused by one while the numerator
‘0 degrees of freadom is reduced hy one (ses Abdel~Halim, 1982; Cohen &
Cohen, 1975).

By measuring the pred{ctor and inteéraction variables at Time 1 while

measuring outcome vsriables at Time 2 causality can b inferred in terms
of time preponderance (Grana & Mellon, 1978). That is, "if variable A
g consistently precedes variad’+ B, some causal relationships may be said
o to exist (Barling, 1978, p. 190). But even if the condition af time
praponderance is met, it is still necessary to control for spuriousness,
which oceurs when “"the relationship between X and Y is not due to the
o] causai effects of either but to thg effects of a third variable Z" (Kenny,
1975, p. 888). By statistically controlling for the efflects of thu cutcome
Te variables measured at Time 1 and for any relevant demographic variables
which may influence the stress-strain relationship, the chances of ob-

. taining spurious findings in the present study were reduced (Holahan &

¥ous, 1981; Kenny, 1975} Weale & Liebert, 1980}. The causal inference
is further enhanced if the effects of the outcome varisbles measured at B

Time 1 are statistically controlled (Holahan & Moos, 1981). J’@

To determifie the directionality of any significant interaction ef-

fects found, subgroup means were plotted (comtrolling for the same co-

varigtes included in the d d multiple analysns).

Subgroup analysis has been uJsed extensively to assess directionality in

d d multiple studies (e.g., Abdel-Halim, 1978, 1582;

Bededan et al., 1983; Etzdon, 1984; Seers et al., 1983), As noted pre-

viously, subgroup analysis entails loss of information ami accuracy
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{Cohen, 1978; Zedeck et al., 1971). Therefore, subgrouping was not used
as 4 method of analysis in the present study, rather, it was used merely
to reflect the intoractions already found to be significant in the re-
gression analyses (Abdel-Halim, 1978). Used for this purpose, " absolute
values in the interaction diagrams are not as important as the general
directions indicated" {(Hunt, Osborn & Lerson, 1975, p. 484). For each
significant interaction, then, the distributions of the component vari-
ables were divided st the median (Etzion, 1984; Kobasa, Maddi % Kahn,
1982; Kobase & Puccetti, 1983); and the corrected means were plotted (see

Figures 7.2 and 7.3},

Bafors 1g the multiple analyses, the
vaxious assumptions underlying both causal analysis (James et al., 1983)
and multiple regression (Lewis-Beck, 1980; Kerlinger & Pedhazuxr, 1973;
Pedhazur, 1982) need to be addressed.

James et al. (1983) ser out conditions underlying causal models,
Although they concentrats on path analysis rather then moderated multiple
regression (James et al., 1983), James and Brett (1984) state that "the
use of traditionally exploratory methods to test causal wodels does not
absolve the researcher from having to satisfy conditions for confirmatory
analysis" (pp. 308, 309). Hence James et al.'s (1983) conditions are
addressed: =~
1. A formal statement of theoxy is mad. in terms of & structural

model wherein varisbles, causal connections and functional
relations are sat out.
2. Theory is used as a rationale for the causal hypotheses,

8, T-2 causal ordering of variables is specified.

4, The hypoth d direction of ion for edch causal connsction in
a structural model is stated,
Conditions 1 through 4 wexe all met in the introduction to this
chapter (e.g., see Figure 7,1), Furthermors. Condition 3 (causal or-
dexing) was satisfied by the hi hical tochnd of including
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variables in a set order into the moderated multiple regression analysis
(Pedhazur, 1982),

3. The 1 it are self~ d:  All relevant ceauses

of the dependent variable are included in the model. However, James ef

81, {1983) acknowledge that all welevan: causes of a dependenc varisble
are not likely to be known. Furthermove, James (1980) states that de-
cisions regarding unmeasured varisbles require subjective judgements
* about emplricaily untestable assumptions,

Nesle and Lisbart (1980) suggest that ome way of solving the un-

o measurad varisble problem is to include relevant thixd variables as co-
: variates. In the present study, the problem of unmeasured variables was S

dd: d by irically the rel between the de-
. pendent varisbles and demographic variables. Where girnificant re-
4‘.,‘ lationships were found, the variables were controlled for statistically. :
I Thus, by excluding potential confounds, the chances of obtaining spurious
results were reduced (Kenny, 1975; Neale & Liebert, 1980), One potential .
unmeasured causs of IR strain is the Occurrence subscale of the IRES. [
However, because it correlated extremely highly with negative strass (v :

= ,75, p < ,0D1), the chances of its omission incurring serious bias is

minimised (James, 1980).
6. The boundariez (e.g., types of subjocts and envi onments) must be .
specified especially if moderator varisbles are included in the model.

Because the present study focuses on moderator effects, caere has

been taken in the introduction of this chapter to previde theoretical

fustification and identificatios of such moderators.

B 7. Ths structural model is expected to be stable over all time pariods.
In the present study, there is no theoretical reason why the re-

lationships between variables should fluctuate greatly over time.

Therefore the structural model is comsidersd to be stable over time.

. 8. The variables can be operationalised effectively.
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The theorstically (see measuring instruments) and empirically dem-
onstrated qualities of the instruments used (see Table 7.2) attest to
the satisfaction of this condition.

James ¢t al. (1983) state that once Conditiens 1 through 8 have been
satisfied, it is possible to proceed with confirmatory analysis, The

major assumptions underlying medarated multiple regression can now be

considered (Kerlinger & , 1973; Lewi k, 1980; ,
1982):~

1. The ral betvaen dictor variables and dependent variahles
are lineax.

To comply with this assumption, tests for linearity were conducted.
‘The linearity test measures whether a linear relationship exists between
the dependent and independent variables (Blalock, 1972). Tha test pro-
vides a breakdown of between-group sums of squares into that portion due
to linearity, and that portion attxibutable to the deviation from line-
arity. From the F ratios and degrees of freedom, the significance of the
linear snd non-linesr values can be determined, The test also establishes
the combined linear and non-linear variance eaplafned (eta?), and the
varignce atributable solely to the linea- component of the independent
variable (#2). Consequently, the non-litiear cuwa“sibution to the variances
in the dependent variable can be calculated (ets® - B? Nie et al., 1975).
2. There is no measurement error: All variables are measured accurately.

It is dmpossible to eliminate all measurement error (Anastasi, 1982).

Thus the extent of error was d by caleulating the

rellability of all instruments. Two types of relisbility wers assessed.

First, the internal of each was established using
the standardised Crombach's Alphs formmla, a derivative of the

Kuder-Richardson (Foxmula 20) technique:

Kr
@ dised) =

1+ (K - N

Where:

]
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T is the average correlation between items; and

K is the number of items in the scale {Hull & Nie, 1979).
Second, to determine the time consistency of the instruments, test-ratest
relisbilities were calculated by corrslating Time 1 and Time 2 scores
with a six-month interval (see Table 7.2}.
3, There must be no high multicollinearity: No two independent variables
should be too highly corzelated (i.e., r < ,80; Lewis-Beck, 1980).

Multicollinearity is usually sssessad by inspecting the corxelation
matrix of independent variables. However, such an approach fails te take
account of the relatioushkips of all the other independent variance si-
multanecusly with the independent variable in question (Lewis-Beck,
1980). Thus the preferred method of regressing each independent variable
on all the remaining independent varisbles was adopted. If the k? was
high (e.g., R* > ,8), multicollinearity was seen to exist (Lewis-Beck,
1980).

Re ults

The first part of the results section is devoted ta the findings
of the various assuxptions tests underlying causal models and moderated
multiple regression. Thersafter, results of the moderated multiple re-
gression analyses are set out. Because of the large miumber of tests
conducted and the large sample size, the ,01 level of significances was
adopted for all analyses in an attempt to reduce the potential of making
a Type I error {(Roscoe, 1969). Certain researchers (e.g., La Rocco ¢
al,, 1980) adopt the more lenient ,10 cut-off point, thelr rationdle being
that moderated multiple regrossion is a very stringent procedure. How=
aver, studies adopting the ,10 cut-off have been criticised for producing
results that might be due to chance (Winnubst et al., 1982), Adopting a
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