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STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

CHAPTER 1: INTRODUCTION

1.1 INTRODUCTION TO THE BACKGROUND OF THE PROBLEM

Many people work shifts because of socio-economic considerations and for them stopping
shift work is not a realistic option. Shift work can have a negative impact on the health and
well being of workers. The reason for this is that in every individual's body there are many
rhythms/cycles, which are designed for daytime work. When these rhythms are disrupted as
in nightime work, they need time to adjust so that they may all function as one. These rhythms
do not adjust instartaneously; therefore the impact on the body is negative. This in tum, leads
to a reduction in performance attentiveness, as well as an increase in the risk of accidents
and injuries.

Most shift workers do not know how to adjust their lifestyle to minimise the negative effects of
working around the clock as companies do not provide the required programmes for their well
being, thus increasing the chance of suffering from stress. If this is so, then, not only will the
well being of the individual or employee be disrupted, but so too will productivity, as weli as
the profits of the business. This therefore means that shift work could in the end diminish the

economic gain it was designed to create.

“A tailor-made shift system should be a compromise between the employer’s goals,
the wishes of employees, and ergonomic recommendations for the design of shift
systems” (Knauth, 1997:21).

According to Ahasan (2002:09): “Currently there is little information available in the
literature that supports the effective design of shift schedules, which offer effective
productivity levels, while maintaining the health and safety of shift workers™.

It therefore has to be realised that there is no ideal shift system, which is going to fully meet
an organisations needs, as well as the well being, social and family needs of each and every
single employee within the organisation. Employers and employees can work together in
order to learn how to identify and control shift work hazards. Also, employees need to leam
how to cope better with the demands of their work schedule. Due to the many disruptions
encountered in their personal life, social life and physical well being, the existence of stress-
related illnesses is increased in shift workers. Employers may pick up signs of stress when
the following factors are monitored on a regular basis, as well as investigated if and when

variances occur:




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

& Higher absenteeism

% Lower productivity

A drop in safety

P Higher labour tumover
¢ Decrease in performance

& Change in employee health

Stress prevention techniques should, for the above-mentioned reasons, be implemented
within companies who employ individuals as shift workers. These techniques should however,
not only focus on stress in the work environment, but also in the non-work environment. The
reason for this is because employees take the stress of work home and they also bring the
family responsibility, financial and social stress to their place of work.

1.2 PURPOSE AND OBJECTIVES OF THE STUDY

The main aim of this research project was to develop, as well as implement a siress
management module. The module was to be utilised in order to help shift workers to cope
better with the stress and pressures thereof. The stress management module was aimed at
helping companies maintain a more healthy and productive workforce, benefiting both the
employer and employee,

In order to arrive at the stress management module, a questionnaire was developed to
establish whether different shifts create different levels of stress.

All the above mentioned will be clarified and supported through the following phases within
the research methodology:

Phase 1 focuses on the distribution of the questionnaire within the three companies being
researched.

Phase 2 discusses interviews, which the researcher had conducted in order to obtain clarity
with regards to the questionnaires, which were completed.

Phase 3 outlines the development of the stress management module

Phase 4 is the implementation of the stress management module within the sample chosen
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1.3 CLARIFICATION OF BASIC TERMS AND CONCEPTS

Various basic terms and concepts are clarified in a glossary, in the event of those terms not
been clarified when first encountered. This glossary may be perused in Addendum 1.

1.4 IMPORTANCE OF THE STUDY

Shift work is a modern fact of society. This means that it is here to stay. Shift work benefits
the company’s day-to-day functioning, as well as the profits reaped. The staff of any
organisation must be recognised and appreciated, as they are to a large extent responsible
for the success of the organisation. While the employee benefits are similar, in that they
receive a shift allowance for every shift worked, shift work still has a negative effect on the
individual employee. This dissertation therefore serves to introduce a shift management
module for these employees to help them cope better with the pressures thereof and to
ensure that the organisation does not suffer due to stress.

Another aim of this study was to benefit, not only the companies, where the study is to be
conducted, but many other industries in similar situations. Many organisations are dependent
on shift work and not on the employees who are to perform the shift work. Therefore, this
module was designed to address the well being of each and every individual employee
working shifts in the various industries worldwide.

The health consequences of shift work were not anticipated. The effect of shift work tends to
set off a chain of negative effects within a human’s body. Shift work eventually leads to sleep
disorders, gastrointestinal disorders, appetite disturbances, emotional disturbances and
increased occupational injuries, among others. It also has behavioural effects that can impact
health; examples of these types of effects include altered eating habits, excessive drinking
and smoking, and altered sleeping habits. These negative effects, which disrupt bedy
rhythms, in due course result in stress. A certain amount of stress is by no means negative for
an individual or even an organisation for that matter.

However, it must be understood that prolonged and intense exposure to stress is defrimental
to both the individual, as well as the organisation. Indications of stress within an individual are
those examples that have been mentioned above. With regards to an organisation,
indications of stress or stressful situations would result in increased absenteeism, increased
accidents and errars, poor employment relations, low quality of work and low
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productivity and also, an increasing number of staff with low morale. Furthermore, employees
who have encountered such a high level of stress that they are not able to cope, do not enly
harm themselves, but may unintentionally harm the safety of other employees working in the
same vicinity. True, humans are largely responsible for their own health and well being.
However, whether a person is experiencing high levels of stress due to personal or work
problems, these problems tend to be carted wherever they may go.

For this very reason, many problems arise and linger at the workplace. The employer
therefore needs to establish a balance with regards to a certain amount of stress, which
challenges employees !0 try to achieve at their optimum level and a level of stress, which is
negative and detrimental for the individual and in the long run, just as harmful for the
organisation. An employer therefore needs to recagnise that dealing with employee stress

has now become a necessity.

Also, systems need to be put in place, which will facilitate employers and managers with
regards to assessing and supporting employees struggling with stress. Hence the imporfance
of a stress management module, a useful instrument to be utilised by organisations. By doing
this both parties benefit as, this programme helps employees cope better with stress and the
pressures thereof and in terms of company goals it discovers techniques through which
stressors may be minimised or even prevented, so that the company too does not lose
employees to stress, nor does the company suffer with regards to production.

1.5 SUMMARY

This chapter discussed the reality of shift work, as well as stress, which develops as a result
of continuous shift work. These two variables play a vital role in the day-to-day functioning of
any organisation possessing shift workers. It is here that the importance of a stress
management module js understood. This is solely due to the fact that it is aimed at facilitating
companies maintain a more healthy and praductive workforce. Stress management has now
become an essential requirement for companies passessing shift workers, as the staff need
to be recognised, appreciated and cared for. The outcome of such a valuable instrument

- woufd be beneficial for both parties concemed.

For employees it would mean that an assistance programme would now be available at their
place of work. This means that employees do not have to go to a doctor and of course the
main factor where employees are concernad, is that this type of facilitation would be free of
charge. With regards to companies, even though this sort of assistance programme would
amount to a relatively hefty amount of funds, which in most organisations has not been

-4-
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budgeted for, management should rather try to assist the employees and view this type of
assistance as an investment in the day-to-day functioning of the business. This is because -
even those employees, who are suffering from stress, now have the assistance they require
in order to overcome the problem of mismanaged stress and will function at their full potential.
Should employers not acknowledge the importance of such a programme, stress would then
have an overpowering negative effect on certain factors. They are as follows:

€ The quality of work
¥ Absenteeism

& Accidents and errors
© Production targets
& Motivation

L2 Employee and employer relationships

“Employee assistance or wellness schemes are often considered a nice-to-have but
are kept low on the priority list as they are seen to cost the business a lot without
producing direct measurable benefits. But is it really true that the benefits of these
schemes can’t be measured in money-saving terms but only in respect of improving on
the soft issues?” (Stelzner, 2005:14).

Stress management highlights the impact that stress has on both the employee and the
employer. Therefore, the rationale behind such an important programme is so that companies
may take preventative steps continucusly in order to assist potential stress bearers so that it
does not encompass such a negative effect on the individual employee, nor the employer.

“Shift work and other forms of working at unusual hours, and especially working at
night, have always raised some health concemns. Shift workers, their employers, and
governments responsible for health and safety legislation, are rightly interested in
some serious questions about shift work and heaith:

+ Does shift work damage health?
« Inwhat health areas does it carry risk?
+ Are the short-term and long-term effects different?
+ Can occupational doctors and nurses monitor and reduce these effects?
¢ Can shift workers themselves reduce these effects?”
(Wedderburn, 2000:1).
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The following chapter, which is the literature review will elucidate:

# The development of shift work
@ shift work effects

4 A definition of stress

9 The effects of stress

& Workplace stress

Knowledge of the above-mentioned topics is imperative with regards fo understanding shift
wark and stress, in order to develop and maintain a stress management module.
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CHAPTER 2: LITERATURE REVIEW

2.1 THE DEFINITION OF SHIFT WORK

The standard nine-to-five, Monday to Friday, is no longer the norm within the working world.
The reason for this is due to the existence of shift work. A variety of diverse references have
been consulted with regards to a definition and a conclusion has been drawn; there is no
specific term which defines shift work. Shift work is therefore, hours which have been worked
outside of the nine-to-five parameter. Companies’ shift imes will therefore differ from one
another, depending on the nature of the company. After reviewing the times worked by the
research sample, the following definition will be used in this dissertation when referring to the
various shifts worked.

MORNING SHIFT

This shift covers the hours of work between 06H00 and 15HQ0. Any hours worked between
these times will be considered the moming shift. The moming shift is also the most commen
shift worked.

AFTERNOON SHIFT
This shift cavers any hours between 15H00 and 23H00.

NIGHT SHIFT
This shift covers any hours between 23HC0 and 07H00.

WEEKEND SHIFT

These hours may vary from company to company, as the work is required. This shift is
normally twelve hours, therefore any hours worked between 07HC0 and 19H00 or 19H00 and
07H00 into the next day, will be considered weekend work.

There are also a few more definitions with regards to shift work, which must be understood
before the research methodology is discussed. They are as follows:

DIRECTION

There are only two directions that shifts may move in. They are clockwise and counter
clockwise. Clockwise moves forward from day-to-aftemoon-to-night shift. Counter clockwise
moves backward from night-to-afterncon-to-moming shift.
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FIXED SHIFT
This when an employee works only one shift, which is the same shift everyday. The two
shifts, which may be chosen for a fixed shift, are the moming shift and the aftemoon shift.

THREE-SHIFT CYCLE

This type of shift involves the same shift being worked for one week, followed by a week of a
different shift. The direction of the shifts may be either clockwise or counter clockwise, as long
as a different shift is being worked each week. For example; one-week moming shift, followed

by one-week aftemoon shift and finally one-week night shiit. Employees working the moming
shift are not required to work the weekend, as they have the weekend off. However, should
employees work the afternoon shift and are required to work the weekend; those employees
may only work as lang as the hours fall between those of the moming and the afternoon shift.
Should employees be working the night shift, they must only work the night shift for the

weekend.

CONTINENTAL SHIFT

This type of shift begins with shift workers working three moming shifts, then two afternoon
shifts and then two night shifts. Shift workers are endorsed to take breaks between shift
changes. Once again, the direction of the shifts may be in the opposite order.

SPLIT SHIFTS

This type of shift is divided into two divergent divisions with quite an immense break in
between. A shift such as this one is not used in all industries; it is generally utilised within
companies where the workload is increased at different times of the day due to the product
being produced or the service that is provided, for example: the transport and service
industries.

2.2 THE DEVELOPMENT OF SHIFT WORK

Many origins have exact dates, as well as inventors with regards to their development, for
example; the car, telephone and penicillin. However, with regards to shift work no exact time
frame exists with regards to the development. Surely when shift work began, the intention
was not to have a negative influence on employees. Shift work began purely due to the nature
of the business. This was due to the fact that the product being produced or the service being
provided was now required at all hours of the day and night. The long-term effects or
consequences were not thought of at such an early stage. Shift work and even work in itself
has undergone significant changes.
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Qver the years there have been changes in life-style, working habits and family life. With
regards to the emnployee, all of these factors have some effect The life-style of today is very
different rom many years ago; so too are family life and working habits which all contribute in
some way to the negative effects of shift work. More females and younger individuals have
entered the workplace. Also individuals spend maore time at their place of work than with their
families, whereas, in the past there was a clear distinction between work and family time,
Employees cfthose days would not take work home, once their work was completed for the
day, the rermainder of the day was considered to be only for family. In the past family played a
more extensive role in an individual's life; moreover, family also played a role with regards to
an individual's choice about their work. Before, people worked so that they and their famity
could live; today, work has becorne much more important than just helping one’s family to
survive. In previous years, the measurement of many work related statistics were not
considered important and therefore ignored.

Today in all industies, the statistical analysis of work refated studies are constantly being
measured sothatcompanies may capitalise on their opportunities and improve their
business; wesknesses and errors are also detected in this way and corrected before any
major harm falls on the company.

“The concept of the economic man, embraced by many managers and administrators
during the early part of the 20™ century, held that a worker is motivated primarily by
economic gain and that a worker's cutput can be maximised only through financial
incentivess. With that concept in mind, Taylor created the differential piece-rate system,
whereby workers would receive a higher rate of pay per piece produced after the daily
output standard had been achieved” (Grobler, Warnich, Carrell, Elbert & Hatfield, 2002:7).
As in business today, shift workers, as well as day workers received an incentive in the form
of money, which was given to employees for producing mare than the target set, in the form
of a bonus. Also shift workers received an allowance over and above their remuneration as
compensation forthe diverse hours worked.

However, this monetary incentive does not always compensate for the emotional and
psychalogical trauma that some individuals undergo due to the long-term negative effects of
stress. When shift work began, it was not intended that the hours employees worked would
become lessimportant and that the focus would be on daily outputs. Shift work was just a
means by which cormpanies were capable of producing more and also being able to produce
for all twerty-fourhours of each day.
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“... A widespread managerial attitude of the early 20" century: along with raw
materials, capital and machinery, the employee is simply another factor of production.
As such, the scientific management approach resulted in work methods and
techniques that showed great concern for employee output but litle concemn for
employee satisfaction” (Grobler et al, 2002:7). The above-mentioned statement proves that
not much consideration was given to empioyees, as the concems in companies were mainly
on the quantities and qualities of either the product being produced or the service being
offered. This is due to the fact that management might not have had the appropriate training,
as well as the correct abilities or even skills, in order io acknowledge that the employees play
a major role with regards to the production targets that are being reached. Management did
not realise that with regards to employees, it was imperative that certain aspects of work were
to be monitored and then evaluated to determine if employees were satisfied and more
importantly, whether they were experiencing any negative influences. A few of these aspects

are as follows:

& Adecreasein efficiency
&> Absenteeism

4 Labour tumover

& Accidents and errors
4 Hours of work

4 Work environment

% Workload

Roberts (1995:42-88) maintains four reasons for the development of shift work. Firstly, he
explains that before machinery became antiquated, the aim of all employers was to increase
their output; this was due to the fact that at that time the working industry was more
concentrated on the capital. Secondly, the days of more free time and less working hours
became obsolete in this phase, as organised tabour insisted on full employment. Thirdly,
capturing increased capital by continuing business 24 hours a day was the result of global
competition, which has impacted on most companies. Finally, for mest companies the
economy gradually became more difficult to continue existence in, therefore companies
became maore flexible in order to cope with the ecenamy and they demanded the same from

their workers.

Shift wark therefore exists solely due to the fact that the economy changed and grew rapidly
over the years. Employers were therefore compelled to make radical, as well as rapid
strategic decisions with regards to the continuance of the company. These decisions had litle
cencern for the health and well being of the employees of the company.

-10-
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2.3 THE NEED FOR SHIFT WORK

Shift work is highly prevalent within certain occupations and industries and almost entirely
absent from others. “Shifts were most common among occupations that provide
services that are needed at all hours - such as protective service and food service —
and among those employed as operators, fabricators and labourers. Similarly, the
incidence of shift work was much greater among industries providing services used at
all hours of the day as opposed to nine-to-five” (Beers, 2000:33).

Shift work is a modem fact of society. More and more people are workihg shifts, which has
led to an increase in jobs in certain sectors. In society, more and more companies, in the
various industries, are dependent on shift work in order to reach their productivity targets, as
the demand for their service or product remains high, making a transformation to a 24-hour
society. Due to the fact that these goods and services are being provided all through the day
and night, people are required to work at all hours. Society demands and relies on these and
other services, as well as the production of certain goods.

Many large manufacturing industries upgrade their machinery constantly in order to keep
abreast of technology. This leads to expensive machinery being utilised within certain
companies. In order for these machines to be profitable for the company, they need to be
operated constantly. This leads to an operator having to continuously be at the machine in
order to operate it. However, it is not possible for one person to perform that same task for
twenty-four hours. Leng hours of work could lead 1o fatigue and the person would become
more abcident—prone due to a lack of concentration. This leads to the urgency of shift work, as
more than one operator would be required to perform the same task at different hours of the
day. Also, work contributes to finances and sacial needs which are met in the workplace and
itis also a source of personal identity, as well as a source of self-actualisation. Therefore,
more and more people are starting to work shifts as they rely on this work in order to feed
their families. Due to this reason more women and younger individuals are entering the
workplace.

24 THE SHIFT WORK LIFESTYLE

“Shift work has implications for the whole way of life of human beings” (Haider, 1981;
Kogi, 1985). “Although there is a Tack of research information on the effects of shift
working issues such as fatigue, absenteeism, work errors and accidents; shift work
remains a complex issue” (Ahasan, Mohiuddin and Khaleque, 2002:116).
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This is because shift work affects and relates to individual behaviour, attitude and health,

Humans are by nature day orientated. This means that humans’ physiclogical functions are
geared towards daytime activity and nightime rest. Shift work tends to confuse one’s inner
clock. Continuous shifts involve night work, the hardest work period for the human body to
tolerate, and weekend work, which in tumn has family implications. Intervening factors will vary

among different employees, depending on factors such as job satisfaction, organisational

culture, family, attitude, marital status, age, gender and so forth.

The above-mentioned are some of the factors to be considered when dealing with shift work
and its development. The rest of these factors may be reviewed in Table 2.1 below.

Individual’s
characteristics

Family situation

Social conditions

Age, sex, eating and
sleeping habits, fitness,
experiences, personality
traits such as circadian
style, neurotic tendency,
morning — eveningness
and/or introversion —
extraversion.

Marital status, number and
age of children, housing,
socio-economic level,
family attitudes to shift
waork, partner’s shift
schedule, and family
location or living area.

Labour market, local shift
traditions, leisure
activities, social supports,
community size,
commuting times, means
of transport, distance of
workplace from home, etc.

Working conditions

Shift Schedules

Economic situation

Working hours, working
conditions, factory
environment, climatic
seasonal variations, job-
task, work load, canteen,
separate toilets for
women, rest rooms, first
aid, safety posters, etc.

Type of schedules,
direction of rotation,
length/number of shift
cycles, number of
consecutive night shifts,
number of free weekends,
shift cycle, time of start
and end

Incormne level, qualification,
human retations,
economy, career
opportunity, medical
facility, first aid, safety
surveillance, overtime
hours, salary, fringe
benefits, etc.

Tahle:; 2.1.

Intervening factors influencing tolerance of shift work in a developing country.

Source: Ahasan, Campbell, Saimani and Lewko (200G1:1686).
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2.5 SHIFT WORK EFFECTS

2.5.1 Body Rhythms

“ It is not impossible: most researchers and practitioners have met fit and contented
people who have been shift workers for many years. But it can be difficult for others,
perhaps the majority. And it can affect their health” (Wedderbum, 2000:1).

Shift workers have iregular pattems of eating, sleeping, working and socialising. When shifts
are worked, the body’s natural sleep/wake cycle must be adjusted to whatever shift is being
worked. However, these rhythms or cycles within an individual’s body do not adjust
instantaneousty.

In fact, the body might only adjust once the shift has already come and gone. The problem
here is that if individuals rotate onto a different shift before their rhythms have had time to
adjust, then their thythms may enter a state where they are never fully synchronised with one
another. This is because the main physiological functions such as:

% Body temperature
€ Hormone production
% Heart rate

 Blood pressure

4 Gastric activity

& Sleep/wake cycle

all have cycles of approximately 25 hours. Many workers change shifts frequently, thus
imtensifying the severity of rhythm disturbance. The body simply cannot rest and build when
these rhythms are frequently disrupted. As mentioned before, humans are day orientated.
Shift work, in particular night shitt, wili have a negative effect, as the body must adjust to the
times that are being worked; to the body this is now abnormal. This would result in a reduction
of performance and attentiveness. This is what makes certain people better suited to shift
work than others. Also, many facters, for example age and family demands, make shift work
difficult. This is what makes certain people more susceptible to suffering from higher levels of
stress than they should be experiencing, as part of their everyday life.
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2.5.2 Interaction between work, family and social life

“The interaction between work and family life may lead to stress”™ (Boggild, 2000:16).
Certain shift rotations Jead to shift workers having to sleep during the day and even on
weekends. This may hinder family time, as well as social contact as the shift worker is not
availzble due to the fact that it is their rest time. For sacial contact it may be that they are
unable to attend a dinner party, where as for family responsibility, they might miss outon a
school play that their child is taking part in. Events such as these are considered to be valued
moments and leisure time.

The problem that arises here is that sleep may too often be compromised, so that valued
events are not neglected. It is general knowledge to all that humans need seven to eight
haurs sleep per night. Daytime sleep is however shorter than nacturnal steep, due to family
and social responsibilities. Loss of sleep accumulates, which may lead to a lack of
concentration, as well as making an individual more accident prone, among other things. A
foss of sleep afso leads to irmitabifity and moodiness, which could cause conflicts at home,
work and in the individual’s social circle.

Shift work also has an impact on the quality of a couple’s relationship, due to the fact that the
parties who are involved are not spending time with each other. This leads to a lack of
communication and feeling and the relationship suffers. Shift work therefore does not only
impact on the individual's work, but the person'’s family life as well. “A healthy social and
domestic life is an important foundation for good physical and mental well being”
(Wedderburn, 2000:25).

2.5.3 Eating Habits

Leonard (1996:19) found in a survey, “That lunch is skipped by 25% of night workers,
probably to avoid interrupting their sleep. Also 16% of night shift workers drink more
coffee at night and 13% smoke more. While 64% of workers on three shifts smoke,
compared with 44% on office schedules”.

There are many companies in today’s world who have the facility through which they can offer
the workers a warm cooked meal {the workers are held liable with regards to payment for
their meals). However, of these companies, there are not many that offer a warm cocked
meal for the night shift workers. Many companies have vending machines, which offer
employees snacks such as: chips, chacolate, cooldrinks and sweets. These are all luxuries,
which lead to an insufficient consumption of starch, vitamins, fibre, protein and much of the
ather nutritional goodness that the human body requires in order to remain heaithy. Moming
and afternoon shift workers have the advantage of still having time after their shift to have a
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decent warm cooked meal with all the nutritional goodness, which their bodies may have
missed out on during the course of their shift. The night shift staff might have this cooked
meal, but because it will be at an awkward time for the body, night shift workers become
susceptible to risk. Night shift workers should be additionally aware of the fact that the
digestive system is somewhat inactive at night. This is due to the fact that the circadian
rhythm for the gastrointestinal function is at its minimum during the night and its peak during
the day. This means that some foods which are tolerated well during the day, cause digestive
problems when eaten at night. Gastrointestinal probiems are therefore more common among
shift workers. The reasons for these gastrointestinal problems are:

® There is less access to nutritional meals at night and workers rely on snack
foods with a high fat content
& Night shift workers drink more coffee to stay alert. Heavy coffee consumption
increases the risk of developing ulcers

& Meals are taken at imegular times and are often rushed or interrupted

2.5.4 Cardiovascular problems

“The stress connected to shift and night work may have adverse effects on the
cardiovascular system through baoth direct and indirect means” (Wedderbum, 2000:21).

In 1986, Knutsson's first study, a 14-year follow-up study of 504 workers in a paper mill plant,
showed'up to twice the incidence of heart disease in relation to the level of exposure to shift
work. For the first twenty years of shift work experience there was a monotonic rise in
cardiovascular disease in the workers. After that time, presumably, those who could not
tolerate shift work had either died or switched to day work; and then the remaining shift
workers no longer had a higher incidence than the day workers. Judging from Knutsson’s
study, it should therefore be important to monitor shift workers’ heaith regularly, as well as to
promote known counter measures for heart disease.

25.5 Women’s Problems

Wedderbum leamnt of a [arge Japanese study of about 2,000 women in industry which
recorded that women involved in night work, particularly those between 25 and 34 years of
age, complained maore frequently of imegular cycles and menstrual pains. Uehata and
Sasakawa in 1982 stated that the same findings have been reported from other countries and
in different work activities such as the textile, airline, hospital and steel industries.
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According to Wedderburn (2000:23),“On fertility, some extensive epidemiological studies
in the last 15 years have recorded a significantly higher risk of miscarriage, as well as
lower rates of preghancies and deliveries (particularly in those having irregular
menstrual cycles) and severe menstrual pains among those working on rotating or
imegular shifts. Some main findings are reported below.

4 Yehata and Sasakawa (1982) found a higher frequency of miscarriages in shift
workers {28% versus 17.8% in day workers.)

4 Lower rate of pregnancy (10% versus 18.1% in day workers).

4 Axelsson {1984 & 1989) found that women working on rotating and irregular shift
schedules had a higher risk of miscarriage than those working on day or permanent
evening and night shifts,

McDonald (1988), in a large Canadian study involving more than 56,000 women in six
occupational groups, found that rotating shift work in health and service sectors was
associated with a higher incidence of spontaneous abortions.

In a study of a group of 252 nurses, Costa (1996) reports finding a slightly higher
frequency of irregular menstrual cycles among shift workers (22.1% versus 18.2% of
day workers), and a higher prevalence of premenstrual and menstrual syndromes (24%
versus 19% of day workers)”

“Males have a rewinding of the stress hormones after going home from work, while
females have a persistent high concentration because of the responsibility to look after
the home™ (Boggild, 2000:18).

Ancther factor which female shift workers face and feel responsible for is the care of their
children. Due to this factor and their imegular patterns of work, they often lose out on
obtaining an adequate amount of sleep. Fair encugh, the topic of women’s gynaecological
problems have not yet been fully researched, nor are any of the above-mentioned studies
recent. However, much more care and consideration from the employer should be given in
order to avoid placing female shift workers at risk.

2.5.6 Age Tolerance

it should not be rare for someone at a later stage in their career to start having difficulty
coping as he or she gets older, even if that particular person has been working shifts all of
their fife. As we are all aware, as one gets qlder changes occur within the bady, as well as on
the outskirts of the body. These changes affect the co-ordination of the various body rhythms.
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Shift work in general affects one’s body rhythms. If ageing is added to this equation, the effect ]
is that shift work may very well hinder an individua!’s ability to cope. The very real threat of
ageing creeping into one’s life, makes people under the age of 40 better suited for night work
or irregular patterns of shift work. Also & younger individual for example; someone in their
twenties, who has no children or house, might be better suited for imegular pattemns of shift
work, as they would have fewer responsibilities or external negative factors interfering with
their work. There are sorme companies in various industries that utiiise people over the age of
40 for three-shift and continental shift cycles; in these instances, annual or biannual health
assessments should be offered to the employee. Should the employee not visit their general
practitioner frequently, they can rest assured that their health is being monitored at their place

of work.

2.5.7 Gastrointestinal Disorders

Once constant change is present within the digestive system, the normal cycle/rhythm will
eventually be disrupted and irritated. Signs of this disnuption are more commonly identified as
constipation, diarrhea and cramping. As mentioned before, the digestive system is somewhat
inactive at night. While working shifts an employee will get to a stage where they work the
right shift, which will then disrupt the digestive system, which in tum will not be able to adjust
instantaneously; thereby causing problems for the employee.

25.8 Absence

“As shift workers complain more frequently about their health and well being, it may be
assumed that they would always be ahsent due to iliness more frequently than day
workers. Sometimes this is found to be the case.” (Wedderbum, 2000:8).

Wedderbum then goes on to say that the selection effect has an impact on absence most of
the time. Should an employee have a job that he or she may not be able to fulfil effectively,
that particular person may be absent from work quite frequently. However, that particutar
person may not want to leave the job, as it is their major source ofincome. This would have a
negative influence with regards to the company’s absenteeism ratio, as it would be increased
as a result of the employee constantly being absent. Therefore, the most important factor with
regards to filling a particular position, would be that of recruiting a candidate who possesses
the correct attitude, personality, skills and knowledge that are required to perform the tasks of
that specific job efficiently, as well as effectively. By recruiting such a person, both the
employee and employer may benefit. With regards to the erniployer, the tasks to be performed
daily would be executed in the manner in which they were intended to be.
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The quanttty, as well as quality of the work performed would be up to standard; the employer
is therefore very satisfied with that particular employee as the company benefits from |
employee job performance. Another benefit for the company is the fact that no extra money
would have to be spent on any more recruitment as they have found a capable candidate and
would not have to start the lengthy and expensive process over. Also, the employee
performing those tasks would be satisfied in their role in the company and would work
towards their development and advancement. If a worker is unable to cope with the stress of
shift work, then they should move from shift work and retum to day work. However, with
regards to the fast paced economy that industries find themselves in; it is not just a matter of
leaving shift work.

Shift work is a means of income and employment for the employee and a means of attaining
production targets set for the employer. Should an employee decide that they cannot cope
with shift work, who is to say that a post is available in the normal nine-to-five day work? Also,
what is that employee qualified to do? It often is the case that an employee has no other
option but to work shifts, as they are unskilled. For these two reascns alone, itis not just a
matter of stopping shift work and this is why employees working shifts tend to be absent due

to iliness more often than normal nine-to-five employees.

Absence in shift work is due to a variety of factors. The reason for this is due to the fact that
shift work itself is a complex issue for the body to handle and even more complicated for the
bady to adjust to. Firstly your sleep cycle/rhythm is constantly changing, which immediately
sets off a chain of events. The body cannot keep up with the continuous change and the
consequence of this would be a jack of sleep for the employee. Tiredness would set in and
the person would become more accident-prone. This would put the individual at risk as well
as his/her fellow employees with safety,

The fact of the matter with regards to absence in shift work is that sickness is not the only
reason for people being absent. All the above-mentioned factors including eating habits,
social life and family life are all grounds for absence with regards to shift work and the reason
for this is that shift work tends to have a negative effect on all these factors, due to the strain
and stress that the employee is placed under.

“The issue of absenteeism and unscheduled leave has always been of importance to
businesses interested in their bottom line, Recently there has been more awareness of
the costs of absenteeism and employers are beginning to assess its true impact on
every aspect of their business. As they do a better job of tracking absenteeism
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employers are beginning to realise how much they are actually spending onit, and are
often surprised at the actual figures when they are all added up”
(hittp:/Avww.braunconsulting.com/beg/newslettersiwinter2003/winter20032.html. pp1).

2.6 STRESS

26.1 WHAT IS STRESS?

“Stress is the mental and physical condition that resuits from a perceived threat or
demand that cannot be dealt with readily” (Dubrin, 1994:169). It has been said that a
certain amount of stress is not bad or dangerous to an individual.

Stress is simply part of the human condition. This is because it is part of the wear and tear of
everyday and cannot, nor should not be avoided. It should be understood that stress is an
unavoidable feature of life. Challenges and changes add spice to life and spur people on to
new achievements, if handled the right way. For secme people at certain stages in their lives,
stress can be challenging and exciting, which in turn can lead to improved performance, a
greater sense of accomplishment, as well as an increase in satisfaction. Dubrin terms this
type of stress Eustress (1994:177).

However, what is dangerous is when too many of the specific stress symptoms are
encountered. Too much stress makes people temporarily ineffective, as they become
distracted. Dubrin terms this type of stress Distress (1994:177). Stress can sadly result in
emotional problems such as distrust, anger, rejection and depression, which in tum can lead
to health problems such as headaches, upset stomachs, rashes, insomnia and high blood

pressure.

Figure 2.1 is a model used to help people understand what stress is and aiso why a set of
conditions may create stress for one person and not another. This figure summarises what
will be discussed in greater detail in this chapter.

-19-




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

Individual Differences
POTENTIAL SOURCES &5 . CONSEQUENCES
- *+ Perception
<P Job experience

Environmental factors -} Social support Physiological symptoms

N — <% Belief in locus of _

’f‘ Economic uncertainty centrol —» | ¥ Headaches

I Political uncertainty <5 Self-efficacy & High blood pressure

4 Technological % Hostility 4 Heart disease

uncertainty
Organisation factors
< Task demands Psychological symptoms
<P Role demands
Interpersonal demands 1 v | Experience stress > # Anxiety
< Organisational stnucture % Depression
2 Organisational leadership < Decrease in job
¥ Organisation’s life stage satisfaction
Individual factors Behavioural symptoms
P Family problems 4 Productivity
“ Economic problems | + Absenteeism
% Personality 4 Turnover
Figure: 2.1

A Model of Stress

Source: Robbins (2005: 571)
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UNDERSTANDING STRESS AND ITS CONSEQUENCES

“What causes stress? What are its consequences for individual employees? Why is it
that the same set of conditions that creates stress for one person seems to have little
or no effect on another person?” (Robbins, 2005:571).

The above model has identified three sets of factors, which perform as potential sources of
stress. They are:

4 Environmental factors
& Organisational factors
% Individual factors

“Whether they become actual stress depends on individual differences such as job
experience and personality. When stress is experienced by an individual, its symptoms
can surface as physiological, psychological, and behavioural outcomes™ (Robbins,
2005:571). Robbins (2005:571-575) gives a brief overview of figure 2.1.

POTENTIAL SOURCES OF STRESS

Environmental Factors

Just as the design of an organisation’s structure is influenced by environmental factors, so to
are the stress levels between employees within that organisation. Business cycle changes will
create economic uncertainty. For example, should the economy be contracting, people then
become increasingly anxious with regards to their job security. Political uncertainties may
tend to create stress; this is due to the political threats and changes. Countries which have
stable political systems and in which change is implemented in an orderly approach, will not
tend to create stress for individuals. The third type of environmental factor that may cause

stress is technological uncertainty.

“Because new innovations can make an employee’s skills and experience obsoleteina
very short time, computers, robotics, automation, 2nd similar forms of technological
innovation are a threat to many people and cause them stress” (Robbins, 2005:572).
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Organisational Factors

“ There is no shortage of factors within the organisation that can cause stress.
Pressures to avoid errors or complete tasks in a limited time, work overload, a
demanding and insensitive boss, and unpleasant co-workers are a few examples”
(Robbins, 2005:572).

These factors have been categorised around task, role, and interpersonal demands;
organisational structure; organisational leadership; and the organisation’s life stage.

Task demands - deals with factors related to a person’s job. These would include the design
of the individual’s job {autonomy, task variety, degree of automation), working conditions and
the physical work layout. Working in a room that is overcrowded may increase anxiety and
stress.

Role demands — this would refer to the stress and strain, which is placed on a particular
employee due to the role he or she is responsible for within the organisation. “Role conflicts
create expectations that may be hard to reconcile or satisfy. Role overload is
experienced when the employee is expected to do more than time permits. Role
ambiguity is created when role expectations are not clearly understood and the
employee is not sure what he or she is to do” (Robbins, 2005:572).

Interpersonal demands - deals with the stress that an employee might experience due to

the fact that he or she has a lack of support from his or her colleagues. It may also consist of
poor interpersonal refationships.

Organisational structure — refers {o where decisions are made, rules and regulations and
also the different levels that exist within the hierarchy of the organisation’s structure. Stress
will franspire should an employee not be involved in decisions that affect him or her.

Organisational leadership — refers to the style of management used within the organisation
from the senior management A manager, who believes in tight controls and generates
unrealistic pressures to perform, would create a culture of fear and tension, emerging into

stress.

Organisation’s life stage - refers to the four-stage-cycle, which an organisation goes
through. The establishment, the growth, maturity and eventually the decline. The pressures
that employees experience are mainly created at the establishment and the decline stages.
Much excitement, as well as uncertainty is experienced in the establishment stage, while in
the decline stage, employees sense a feeling of uncertainty as retrenchments may occur.

2.
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Individual Factors

“Some people thrive on stressful situations, while others are overwhelmed by them.
What is it that differentiates people ion terms of their ability to handle stress? What
individual difference variables moderate the relationship between potential stressors
and experienced stress? At least six variables — perception, job experience, social
support, belief in locus of control, self-efficacy, and hostility — have been found to be
relevant moderators” (Robbins, 2005:573).

“Perception, therefore, will moderate the relationship between a potential stress
condition and an employee’s reaction to it. For example, one person’s fear that he’ll
lose his job because his company is laying off personnel may be perceived by another
as an opportunity to get a large severance allowance and start his own business”
{Rabbins, 2005:573).

Potential stress would therefore lie in the individual's interpretation of a certain condition and
not the actual condition. Negatively related to work stress is that of on the job experience. As
stress occurs more frequently, people try to develop means by which they can deal with
stress. As this takes time, it is believed that staff members who have been employed at the
company for a long period of ime are more likely to possess the skills required to manage
stress and should therefore experience less stress.

Saocial support is known to have a calming effect on employees, due to the fact that it
alleviates the harmful effects of job strain. Therefore relationships with colleagues and
supervisors are vitally important for all employees.

“Those with an internal locus of control believe they control their own destiny. Those
with an external locus believe their lives are controlled by outside forces. Evidence
indicates that internals perceive their jobs to be less stressful than do externals. When
internals and externals confront a similar situation, the internals are likely to believe
that they can have a significant effect on the results. They, therefore, act to take
control of events. In contrast, extemals are more likely to be passive and feel helpless”
(Robbins, 2005:574).

Self-efficacy may also manipulate stress outcomes. Individuals with weak or low self-efficacy
may very well act in a negative response towards the strain they are experienicing, generated
by a work overload and even extended hours of work. Strong self-efficacy individuals will not
be affected in such a negative manner, as their reaction to this situation will be less

pessimistic.
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“Some people’s personality includes a high degree of hostility and anger. These
people are chronically suspicious and mistrustful of others. Evidence indicates that
this hostility significantly increases a person’s stress and risk for heart disease. More
specifically, people who are quick to anger, maintain a persistently hostile outlook, and
project a cynical mistrust of others are more likely to experience stress in situations”
{Robbins, 2005:574).

CONSEQUENCES OF STRESS

The symptoms of any individual may be displayed in a number of ways. These symptoms

have been categorised into three categories: physiclogical, psychological and behavioural
symptoms. Psychological symptoms are also known as subiective effects. Examples of the
above-mentioned three ¢ategories will be provided in 2.6.3 under the heading of potential
specific effects.

2.6.2 Stress Symptoms

According to Hodgetts (1996:458), the main symptomns of stress are:

B Feelings of inability to cope

“B Emotional instability

$ Digestive problems

High blood pressure

Nervousness and tension

Chronic worry

inability to relax

Excessive use of alcohol, drugs and/or smoking

Problems with sleeping

bbb d P b

Unco-operative attitudes

No two individuals will react in the same manner in a stressfuf situation. The same stressor
can provoke different responses in different individuals; the same individual may act
differently at different imes. This is also dependent on an individual's level of resilience.
According to NIOSH (1989:7), “Stress sets of an alarm in the brain, which responds by
preparing the body for defensive action. The nervous system is aroused and hormones
are released to sharpen the senses, quicken the pulse, deepen respiration and tense
the muscles. This response (sometimes called the flight or fight response) is important
as it helps us defend against threatening situations. The response is programmed
biologically.”
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All people will respond in more or less the same way, despite whether the stressful situation is
at home or work. There are three basic ways of reacting to stress. They are fight, flight and
flow responses. Each of these will work in some situations. None of these responses should
be considered good or bad, however when one relies too much on just one type of response,
trouble may occur. A brief review of each of these responses may be reviewed below,

26.21 Fight Response

This type of response has two forms, extemnal and intemal. The extemnal involves meeting
problems head on, in some instances the problem may even be encountered before it arises.
People who tend to rely on this type of reaction tend to be ambitious, competitive and
energetic people; people who are high achievers and constantly push themselves to strive for
more. However, it is these people who find it hard to relax and can be at risk for heart
disorders. Problems can also be dealt with by the internal fight response. People who use this
type of response appear to be unemotional, organised and in control. They will have fixed
ways of doing certain things and will strongly object should anyone suggest change. In this
type of response people are prone to suffering frorn a stomach ulcer or irritable bowel
syndrome.

26.2.2 Flight response

In this type of response people avoid their problems whenever possible. They pretend that the
problem does not exist or they will give up on the problem and wait for someone else to deal
with it. This type of response may eventually make individuals lose control of their fives and
become dependent on others. People who use the flight respanse may never realise their full
potential. Dangers with this type of response include: withdrawal, sense of isolation and so
forth.

26.2.3 Flow Response

This involves accepting the stressor without fighting or running away from it. Here the idea is
to follow, let the feelings of the event guide one through the situation. With this type of
response people may find it hard to make firm decisions and take action and is some
instances, a “nothing really matters® attitude would be displayed. Due to this, people who use
the flow response may be susceptible fo accidents and mild illnesses.
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2.6.3 Potential Specific Effects

Stress is associated with a variety of potentially negative effects. These effects can be
perused in table 2.2

CATEGORY POTENTIAL SPECIFIC EFFECTS

Subjective Effects Anxiety, aggression, apathy, boredom, depression,
fatigue, frustration, guilt and shame, imitability and bad
temper, moodiness, low self-esteem, threat and tension,
nervausness and loneliness

Behavioural Effects Accident proneness, drug use, emotional outbursts,
excessive eating or loss of appetite, excessive drinking
and smgking, excitability, impulsive behaviour, impaired
speech, nervaus laughter, restlessness, trembling, and
excessive sleep or the inability to sleep

Cognitive Effects Inahility to make decisions and concentrate, frequent
forgetfulness, hypersensitivity to criticism, mentat blocks
and denial

Physiclogical Effects Increased bloed and urine catecholamines and
corticosteroids, increased blood glucose levels, increased
heart rate and blood pressure, dryness of the mouth,
sweating, dilation of pupils, difficulty in breathing, hot and
cold spells, lump on the throat, numbness of tingling in
parts of the limbs, hives and indigestion

Organisational Effects Absenteeism, poor industrial relations and low
preductivity, high accident and labour tumover rates, poor
organisational climate, antagonism at work and job
dissatisfaction

Table: 2.2
Potential Specific Effects
Source: Richard Hodgetts (1996:45).
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2.6.4 Stress as an Everyday Ailment

The challenge of stress can be stimulating, inspiring some people to strive for their best.
However, some people can only cope for so long befare they encounter physical problems.
According to NIOSH (1999:7) “Short-lived or infrequent episodes of stress pose little
risk. However, when stressful situations remain unresolved, the body is keptin a
constant state of activation, which increases the rate of wear and tear to the body’s
biological systems”.

Stress hormone levels normally drop once the siressful situation has passed and only then
may the individual relax. The problem that could persist is that, if the stress continues, the
stress hormone leveis will remain high. Research indicates that stress contributes to as much
as 75 per cent of diseases including:

2 High blood pressure — Obvious risk factors for high blood pressure are being overweight or

having a family history of hypertension. Hidden emotions are also the cause of at least

half of all cases of high blood pressure. This is a very intricate disease as there are

numerous occasions which there are no symptoms what so ever that an individual

may be suffering from this disease. This is extremely hazardous for an individual as high
blood pressure is a disease, which may eventually destroy major intema!l organs such as
the heart and kidneys. Common symptoms include headaches, dizziness and blurred

vision.

¥ Heart attack — A heart attack occurs from a clot in the muscle around the heart, because of
this clot, the tissue around the muscle dies. A heart attack may occur at any given time
and there is no waming before hand. High chotesterol is a major cause of heart attacks.
The cholesterol breaks off and travels through the blood vessels and causes a blockage.
As the blood vessels are narrow, the blood cannot flow through to the heart, causing a
heart attack.

% Stroke — “In a stroke, an artery to the brain is obstructed or small blood vessels
inside the brain burst. Both scenarios sound deadly, and they are”
{Gottlieb.2002:557).

Many stroke survivors suffer from speech problems, paralysis, and diminished mental
capacity, all caused by the death of oxygen-deprived brain tissue during the stroke. Also,
second sirokes are very common.
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4 Depression — A depression for longer than two weeks is known as a clinical depression.
It includes a variety of symptoms such as: the constant sad and empty feeling, a loss of
pleasure in life, loss of appetite, disturbed pattemns of sleep and lack of concentration.
People having suicidal thoughts are severely depressed. For some conditions of
depression, antidepressant drugs can be useful; however, for the more severe conditions,
a treatment programme including counselling will be required in order to cure the patient.

5 Anxiety — Firstly, it needs to be understood that there is nothing anomalous about being

a high-anxiety person, peaple just need to leam how to manage their anxiety better,
Should one get the impression that the anxiety being experienced in a situation is more
overpowering than what one is accustomed to, or should these immense feelings of
anxiety persist for months subsequent to the actual situation, then there may be an anxiety
disorder. Should this oceur, only a therapist who specialises in anxiety disorders should
be made use of; the reason for this is that tranquillisers and other medication tend to
to impede the treatment that is in fact effective.

% Chronic fatique syndrome — “We suspect the core defect that underlies the disease is
a defect in the energy furnaces found in each and every cell: the mitochondria”
(Gottlieb.2002:152).

Should these cells be functioning inadequately, then not enough energy to power all the
functions of the body will be generated. Should a person experience a few of the
symptoms for no less than six months, then that person may have chronic fatigue
syndrome. The symptoms are as follows: short-term memory loss, sore throat, muscle
pain, joint pain, headaches, increased thirst, lack of sleep, bowel dysfunction, recurrent or
persistent infections, and tiredness after exertion that lasts for more than 24 hours.

€ Immitable bowel syndrome — “Medical science hasn’t figured out what triggers it, which
is why physicians call it a functional disorder, meaning a problem with no cbvious
cause” (Gottlieh.2002:403).

Symptomns of irritable bowel syndrome include: constipation, diarrhea, or even a
combination of both, feeling bloated or nauseas, intense indigestion and abdominal pain
such as cramps or sharp stabs. Should one experience several of these symptoms and
they persist for longer than four weeks, a gastroenterologist should be consulted.
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& Eating disorders -~ The body requires carbohydrates, fats, proteins, vitamins, minerals,
fibre, and much more to function in good heatlth; and all this needs to be maintained. Too
much of the one and too little of the other would eventually lead to bad health. This is

where eating disorders set in. These disorders fall into three categories: anorexia, bulimia

and obesity. Sudden weight loss due to stress or illness and teenagers dieting in
excessiveness would set off anorexia. Here, the persons affected by this disorder
become obsessed with being thin. The sufferer would see being thin as the solution to
what ever problems or pressures are being experienced. Anorexics do have an appetite,
however the hunger is ignored. Should the condition deteriorate, serious side effects would
occur and chronic illness may even set in if the condition remains untreated.

Bulimia also stems from the need to be thin. However, here the sufferer has cravings for
food, which leads to overeating, followed by either self-induced vomiting or taking
laxatives in order to get rid of the food. Regular use of vomiting and laxatives could lead
to problems with certain organ functioning, such as the kidneys. Obesity is caused when
more food and liquids are consumed than the body can burn up. The excess food will
then be stored as fat. This excess weight will eventually lead to many problems for the
obese person and even increase the likelihood of having a heart attack.

4 Headaches, both migraine and tension — According to Gottlieb (2002:313), “The
biological or physical cause of headaches is a genetically based deficiency of the
brain chemical serotonin. This deficiency alters the physiclogy of the blood vessels,
pain receptors, and other elements in the brain to produce a headache”. This causes
an array of headaches, however the most common types are migraines and tension
headaches. A migraine is when a throbbing pain is experienced, but only on the one side
of the head. Attached to this pain is nausea, dizziness and visual disturbances. A tension
headache covers the whole head and feels as if the head is being squeezed and
constricted.

& Respiratary prablems — There are many different canditions that may make breathing
complicated such as colds, influenza, tonsillitis and bronchitis. “Other viruses and
bacteria are responsible for tuberculosis, pneumonia and pleurisy, which affect the
tungs and surrounding tissues. Recurrent infections — and exposure to dust or
cigarette smoke — can cause the lungs to become over inflated, resulting in
emphysema. The respiratory system is particularly susceptible to allergy because
irritating substances such as grass, pollen or house dust are easily breathed in, and
may trigger hay fever or asthma attacks” (Anon-Readers Digest.1992:301).
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% Backache and other pain syndromes — Backache and many of the other pain syndromes

exist due to genetics, stressful imes and many other reasons. What is important is that
once problems that have never been experienced before start occurring, a medical doctor
should be consulted immediately. The reason for this is so that the doctor can treat not
only the pain before it gets even warse, but help the person with posture, exercises,
relaxation, stress, lifestyle habits and much more. In many instances people can recover
without an operation; also operations with pain syndromes can have unpredicted
complications, which could worsen the pain in the long run.

< Sexual dysfunction — This refers to disturbances with regards to one’s normal sexual
activities. This dysfunction may well arise during any stage of one’s sexual performance.
An example of this could be an individual having a sexual yeaming, but net being able to
function sexually. Some of the major problems experienced sexually are impotence in men
and frigidity in women. An alike problem experienced in both male and female is that of not

being able to experience an orgasm.

%+ Ulcers — The main symptom of an ulcer is a froubled pain that is experienced in the
stomach after one has eaten a meal. it may even occur during the night. This pain will
come and go for days, maybe even weeks. Should this be experienced, then a doctor
should be consulted. Symptoms of a bleeding ulcer are sharp constant pains in the
stomach, bloody ar even black stools and bloody vomit. This type of ulcer is more
serious and a doctor should be consuited immediately.

4 Menstrual ireqularities — This is a deviation from the normal cycle. Should a cycle be too

short or too long or with a missed period it would be classified as a menstrual irregularity.
Stress, rapid weight gain or loss, exercise, hormones, drugs, alcohol and even certain
types of medication will cause menstrual irregularities.

Constant stress also upsets the immune system, making one more prone to cancer, infections
and auto immune diseases, in which the body’s immune system turns against its own cells.
Examples of these diseases are:

* 4* Rheumatoid arthritis — Arthritis occurs when the cartilage between the bones is broken
down. Therefore, bone rubs against bone and this is what causes the pain experienced

in the fingers, hips, toes, spine and knees. Rheumatoid arthritis is when the immune
system wrongly identifies parts of the body as enemies. Not only do the joints experience
pain, but swelling also occurs. However, the damage is not limited to joint pain only as the
eyes, heart, kidneys, lungs and many cther parts of the body may be damaged.
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&+ Lupus — This is an unremitting sore disease, as tissue throughout the body becomes
inflamed. Body tissue is attacked constantly from inside the body and this causes the
inflammation. This disease is more common in females than males.

P Thyroid disease — If one is overweight and has been for a while and a lack of
concentration is experienced, constipation, dry skin and even a bit of depression, it may
be due to a thyroid problem. This problem is more commonly known as an under active
thyroid gland.

“The hormones pumped out by the thyroid gland regulate your body’s temperature,
so when thyroid hormones are low, so is your temperature, usually by a degree or
two. When your temperature is low, many of the body's energy-producing enzymes
can’t do their job. When they don’t work, your body doesn’t work very well, either,
and every system, from your brain to your bowels, is stuck in first gear”
(Gottlieh.2002:570).

Standard tests in some cases may not detect the underactive thyroid. Therefore, itis
vital that the docter being approached is willing to do a variety of tests in order

to accurately detect whether the problem being experienced is an under active thyroid.

& Cenrtain types of anaemia — This disease is also one that is more common in females than

males. Symptoms of this are normally feeling cold, having a colourless complexion and a
feeling of no energy. Should one be anaemic, a change in one’s diet and lifestyle would be
highly recommended. “The body needs iron to produce red blood cells. Women who
don’t get enough iron in their diets or who have heavy menstrual periods may have
insufficient levels of either red blood cells or hemoglobin, the oxygen-carrying
protein in red blood cells” (Gottlieb.2002:21).

4 Fertility problems — These are problems relating to difficulty in conceiving a baby. “Some
women naturally take longer to conceive than others, so infertility is not diagnosed
until a couple have been having regular sexual intercourse without using
contraceptives for at least a year” (Anon-Readers Digest. 1992:200).

There are a variety of causes that may reduce a couple’s fertility, such as smoking, an
increase in the amount of alcohol being consumed and many physical disorders.
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2.6.5 Causes of Stress

Common causes of continual stress include:

@ Loss or bereavement — It is a loss or passing away of a spouse, family member or loved

one. This loss tends to bring much more than just sadness to mind. There could have
also been many responsibilities that the deceased could have helped with. This also
brings along the stress of money worries and insufficient relaxation, as the help is no
longer around; which in tum leads to the person who experienced the loss maybe being

overworked.

“ Paor relationships — A happy relationship is important especially with regards to mental
health. A poor refationship will affect bath parties involved, in tum leading to unnecessary
strain on both parties. The strain being experienced in the relationship will be carried with
the parties and will in turn have a negative impact on other factors such as work.

4 Money worries — For those with responsibilities, money is a constant worry. Bills need to
be paid, there must be food in the fridge, children’s school fees need to be paid, the bond,
insurance, petrol, cicthes, and much more. Money is what is needed to survive and the
more people have, the more people want. Therefore money will atways play a role in
peoples lives with regards to stress, due to the strain it may create for them.

& Unemployment — This ties up with money worries. Unemployment means no job, but the
major problem here is the fact that this in turn means no income. Therefore mouths can't
be fed and bitls will not be able to be paid and this will cause tension and stress for many
people, as day-to-day living becomes more and more intricate due to no income.

4 Poor time management — Constantly not having encugh time, be it at work or at home will

lead to one feeling as though one is overworked and just can't cope anymore. This is a
resuit of poor ime management. If planning is done before hand, enough time will be
atflocated to those factors that require more time and effort.

4+ Insufficient recreation and relaxation ~ Insufficient recreation and relaxation stems from

being averworked. This, in many instances is due to the fact that time management is
being utitised ineffectively. With better time management there will be ample time to fit
everything into one's schedule. The feeling of never being able to relax, play a game of
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golf or go to 2 friend's dinner party would leave one feeling stressed and as if there was
no way to release the tension being experienced.

< Boredom - A job that is not challenging and monotonous would eventually leave one
experiencing boredom more often than usual. The reason for this is that the same tasks
will be performed daily by the individual. After this has occurred for a specific period of
time, the individual will be accustomed to performing those set tasks and the time frame
that was initially allocated to perform the job would now seem excessive,

% Overworked — Constantly waking up at the same time everyday, seeing to the children,
going to work, meeting deadlines, picking up the children, making supper, helping with
homework, cleaning the kitchen and so forth are all examples of what makes some
people overworked. Mast times it is women suffering from feeling overworked as women

tend to have moere responsibilities around the house.

<D 1l health - This refers to any person who constantly suffers from any sickness at any

time. Should one be terribly sick then that individual would stay home, as their sickness
and medication would eventually affect their performance. Also, should this appear to be
occurring frequently, then that particular individual would be absent from work more often
than usual. This constant absentegism causes continual stress based on the following two
reasons. Firstly, the fear that one’s sick leave will eventually run out is a problem, as this

means that one’s income will be dramatically reduced. Secondly there is the very real
threat that should one’s absenteeism be a constant dilemma, the organisation wili take
action, as it affects the company in an immense way. This is when an individual would fear
losing their main source of income: their job.

2.6.6 External and Internal Stressors

People may experience two different types of stressors. They are:

EXTERNAL STRESSORS

External stressors include unfavourable physical conditions or stressful psychological

environments.

INTERNAL STRESSORS

Interna!l stressors may also be physical, such as an illness. An example of an internal
psychological stressor is an extreme worry about an event that may cccur in cne’s life.
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2.6.7 Acute and Chronic Stress

Stressors may also be defined as short-tern (acute) or long-term {chronic).

According to Simon, Cannistra, Etkin, Godine, Huang, Heller, Shellito & Stern (2001:1-8), a
definition as well as the effects of these types of stress are as follows:

ACUTE STRESS. Acute stress is the reaction to an immediate threat, commonly known as

the fight or fiight response. The threat can be any situation that is experienced, even
subconsciously or falsely, as a danger. Common acute stressors include:

& Moise — Noise in many instances is a disruptive condition. In some organisations
should a great deal of noise be experienced, then employees may blame the poor
performance on the noise. However, the factor of noise is mostly confronted in
manufacturing organisations; thase companies possessing industrial workers. Here
employees are compelled to withstand the noise. Should any employee notbe able
to get used to the noise, then it would lead to a source of physical and psychologicat
stress for that patticular employee.

& Crowding — A fear of people or society is known as anthropophobia. However there are
certain individuals who may communicate and even socialise with people perfectly, until
the size of the crowd becomes enlarged. Be it during a social event or a business task,
large crowds and in extreme cases even public speaking terrifies these people. During
such an episode, the individual would just freeze up and then experience an anxiety
aftack. In these incidents the individual js not in control, by the response that they
reveal due to the crowding that they cannot cope with. This places strain on
individuals, as it affects their work and social life.

4 Isolation - This is a tack of contact with either a certain individual or people in general. The
reasons for this isolation are either: an individual's fear of being disliked or something that
may have happened to that person in the past, which ended exceedingly dreadfully;
leading to that individua! withdrawing himself or herself from society.

& Hunger — Hunger develops from a psychological need for food. However, the term hunger
may be used for cravings of many sorts and not only for that of food; the term hunger is
therefore used metaphorically when an individual is longing, pining or desires something.
What the person may be longing for, will leave an empty feeling.
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& Danger — Danger is a state of being vulnerable to harm or injury. For example, should one
embark on a project without carefully assessing the risks, then that individual would be
putting themselves in danger. Some individuals on the other hand go to the other extreme,
not proceeding with any ventures due to the probahility of a dangerous incident
occurming. Fearing this danger, could place unnecessary stress and tension on individuals.

€+ Infection ~ There are many forms of infections that humans are susceptible to: bacterial,
viral and funga! infections to name a few. Should an individual have any sort of infection,
that person may not function as he or she normally would due to either the treatment or
medication. While mild signs of stress may result in infections, while having an infection

and experiencing stress could worsen it.

& Imagining a threat or remembering a dangerous event — Recalling a tragic or shocking

event may cause an individual to tense up and even experience an anxiety attack. This

is due to the fact that the particular event may place stress upon the individual

subconsciously. Examples of such events would be: a car accident, a robbery, hijacking,
and so forth. On the other hand, fearing and imagining a dangerous event that may or
may not occur, would also place tension and stress on an individual subconsciously.

Under most circumstances, once the acute threat has passed, the response becomes
inactivated and levels of stress hormones return to normal, a condition called the refaxation

response.

CHRONIC STRESS. Frequently, however, modern life poses on-going stressful situations
that are not short-ived and the urge to act (to fight or to flee) must be suppressed. Stress,
then, becomes chronic. Common chronic stressors include:

4 on going highly pressured work — All persons must endure pressure at many times during
work in order to meet deadlines, besides a little pressure every now and then creates

that extra enthusiasm and excitement for the work being done. What could create

major levels of stress are: when an individual's work is such a large amount that one
individual may not complete it without help, constant deadlines that must be met and
unnecessary conflict arising in the department which must be resolved in order for the work
to be completed. This topic ties up with work averioad, which will de discussed later.
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4 Long term relationship problems — As mentioned earlier, according to Wedderburn

(2000:25), “A healthy social and domestic life is an important foundation for a

goeod physical and mental well being”. Relationship problems create stress, be it

awife, a husband, fiancé, girtfriend or boyfriend. Whether one is living with the other party

or not, stress may still be experienced. The reason why this is an example of chronic

stress is that these relationship problems are carried to work with the individual as the
problem is constantly on the individual's mind. It therefore not only affects the
relationship, but both parties’ perfomance at work is negatively affected and neither

is aware of this.

< Loneliness ~ Each and every individual needs time to himself or herself, to do what he or
she chooses. However, people who are withdrawn have minimal contact or interaction
with people. Even if there are family members, this person will choase not to
communicate. This will place a large amount of stress on an individual due to the fact that
should that particular person need someone to talk to he or she would rather bottle the
feelings inside. Also, by always wanting to be alone and not communicate with peogple,
that person may experience problems when the time arises to communicate with either a
colleague or a manager at work. This is due to the fact that the particular individual, may
not know how to address the person, as the individual has had minimal contact with
people and has not learnt people skills.

4> Persistent financial worries — As established earlier, it is well known that financial worries

do cause stress. Persistent financial worries is a major source of chronic stress as itis

not a shortived problem. Constant and unrelenting problems that have already caused

stress will only aggravate it even more. For that reason, the only way to dismiss the stress
is to dismiss the worries by mending them.

2.6.7.1 What are the Fffects of Acute Stress?

The various effects are as follows:

2.6.7.1.1 The Brain's Response to Acute Stress

A part of the brain called the hypothalamicpituitary-adrenal (HPA) system is activated.

Release of Stervid Hormones. The HPA systems trigger the production and release of
steroid hormones (glucocorticoids), including the primary stress hormene cortisol.
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Cortisol is very important in marshalling systems throughout the body (including the heart,
lungs, circulation, metabolism, immune systems and skin) to deal quickly with the situation.

Release of Catecholamines. The HPA system also releases certain neurotransmitters

{chemical messengers) called cafechofamines, particularly those known as dopamine,

norepinephrine and epinephrine. N

& “Catecholamines activate an area inside the brain called the amygdala, which
apparently triggers an emotional response to a stressful event.

4 Neurotransmitters then signal the hippocampus (a nearby area in the brain) to
store the emotionally loaded experience in long-term memory.

b During a stressful event, catecholamines also suppress activity in areas at the
front of the brain concemed with short-term memory, concentration, inhibition
and rational thought. This sequence of mental events allows a person to react
quickly to the situation, either to fight or flee from it. (it also hinders the ability
to handle complex social or intellectual tasks and behaviours)” (Simon et
al.2001:2).

2.6.7.1.2 Response by the Heart, Lungs and Circulation to Acute Stress

Anindividual's heart rate and blood pressure will increase instantaneously as the stressful
situation comes closer. This is due to the following:

D Asthe lungs take in mere oxygen, breathing becomes rapid
4 The blood flow increases

4 The blood is able to transport more oxygen, as the spleen discharges red and white
blood cells.

2.6.7.1.3 The lmmune Svystem’s Response to Acute Stress

The effect on the immune system from confrontation with a situation is similar to a mother
tooking out for her child. This is because the immune system redistributes immune molecules
to parts of the body where they are most needed. An example of this would be the skin, as it
is prone to infections.
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2.6.7.1.4 The Acute Response in the Mouth and Throat

The minute the stressful situation becomes more authentic and begins to exert a certain
amount of pressure on an individual, “fluids are diverted from nonessential locaticns,
including the mouth. This causes dryness and difficulty in talking. In addition, stress
can cause spasms of the throat muscles, making it difficult to swallow” (Simon et
al.2001:3). )

2.6.7.1.5 The Skin's Response to Acute Stress

As the heart and muscle tissues must be supported, the stress effect diverts the blood flow
away from the skin. This is where clammy or sweaty skin stems from.

2.6.7.1.6 Metabolic Response to Acute Stress

"Stress shuts down digestive activity, a non-essential body function during short-term
periods of physical exertion or crisis” (Simon et al. 2001:3).

2.6.7.1.7 The Relaxation Response: the Resolution of Acute Stress
The stress hormones will return to normal only once the stress has passed and the effect has

not been harmful. This in turn means that the body’s system will also retum to its normal
state. '

26.7.2 The Neaqative Effects of Stress

As alluded to earlier, a certain amount of stress is good far any individual at any given time,
as it spurs people on to new achievements and also could increase one’s levels of
performance. “If stress hecomes persistent and low-evel, however, all parts of the
body’s stress apparatus become chronically over or under-activated. This may
produce physical or psychologicat damage over time” (Simon et al.2001:3).

Stress-related conditions that are most likely to produce negative physical effects include:

P An accumulation of persistent stressful situations, particutarty those that a person
cannot easily control (for example, high pressured work plus an unhappy
relationship).

€ Persistent stress following a severe acute response to a traumatic event (such
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as a car accident)
%+ An inefficient or insufficient relaxafion response

€ Acute stress in people with serious iliness, such as heart disease

2.6.7.2.1 Psychological Effects of Stress

Should stress be present in an individual’s life, due to the fact that the individual is worried,
depressed, tense or nervous, the stress will reduce the person’s feelings of accomplishment,
joy, pleasure and so forth. Very often in stressful situations, relationships and current jobs are
at risk.

2.6.7.2.2 Heart Disease

According to researchers, incidents of stress have been associated with a higher rigk for

serious cardiac events. What is the reason for this?

“ Stress activates the sympathetic nervous system” {Simon et al.2001:4). Such actions
~ and others may negatively affect the heart in several ways:

) Sudden stress increases the pumping action and rate of the heart and causes the
arteries to constrict, thereby posing a risk for blocking blood flow to the heart.

€ Emotional effects of stress alter the heart rhythms and pose a risk for serious

arrythmias in people with existing heart rhythm disturbances.

Stress causes blood to become stickier (possibly in preparation for potential

injury), increasing the likelthood of an artery-clogging blood clot.

Stress may signal the body to release fat into the bloodstream, raising

blood-cholesterol levels, at least temporarily.

In women, chronic stress may reduce estrogen levels, which are important for

cardiac health.

& B b @

Recent evidence confirms the association between stress and hypertension
{high blood pressure). People who regularly experience sudden increases in
blood pressure caused by mental stress may, over time, develop injuries in
the inner lining of their blood vessels.

The above-mentioned are the negative effects that stress may have on the heart; however,
the actual harm of stress on the heart, according to researchers, has not yet been confirmed.
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2.6.7.2.3 Susceptibility to Infections

As mentioned before, the heart and muscle tissues must be supported during stressful
situations and blood is therefore diverted to these areas. This may “impair a person’s
response to immunisations” (Simon et al.2001:5).

Should someone under stress start to come down with the flu, these flu symptoms would be
intensified, as the immune systern has been impaired. Improvement in he:‘:ilth would improve
at a sluggish rate, as long as stress is present.

2.6.7.2.4 Gastrointestinal Problems

“The brain and the intestine are strongly related and mediated by many of the same
hormones and nervous system” (Simon et al.2001:5).

Therefore if stress is present for a long period of time, then the digestive system will
eventually be disrupted and irritated. Examples of this are: constipation, diarrhea, cramping
and bloating.

IRRITABELE BOWFL SYNDROME. irritable bowe! syndrome (or spastic colon) is strongly
related to stress. With this condition, the large intestine becomes irritated, and its muscular

contractions are spastic rather than smooth and wave like. The abdomen is bloated and the
patient experiences cramping and alternating periods of constipation and diarrhea. Sleep
disturbances due to stress can further exacerbate irritable bowel syndrome.

PEPTIC ULCERS. It is now well established that most peptic ulcers are either caused by the
pylori bacteria or by the use of nonsteroidal anti-lammatory (NSAID) medications (such as

aspirin and ibuprofen). Nevertheless, studies still suggest that stress may predispose
someone to ulcers or sustain existing ulcers.

INFL AMMATORY BOWEL DISEASE. Although stress is not 2 cause of inflammatory bowe!
disease, there are reports of an association between stress and symptom flare-ups.

2.6.7.2.5 Eating Problems

Without even conducting research, we are all aware that stress will have different effects on
different people with regards to eating; these effects are negative.

WEIGHT GAIN While exposed to stress, weight gain is something that may occur in some
individuals, even with a healthy diet.
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WEIGHT LOSS Everybody is different; therefore some people may burn their food much
quicker than others, while others may have a loss of appetite. These are the effects that
stress may trigger.

EATING DISORDERS Highly associated with many adjustment problems. in response to
emotional issues and stress are the eating disorders known as anorexia nervosa and bulimia.

2.6.7.2.6 Pain

MUSCULAR AND JOINT PAIN Chronic pain caused by arthritis and other conditions may be
intensified by stress.

HEADACHES Tension-type headache episodes are highly associated with stress and
stressful events.

2.6.7.2.7 Sleep Disturbances

As alluded to in Table 2.2, the behavioural effects of stress are either excessive sleep or the
inahility to sleep or even a combination of both. This is due to the tension of unresolved
stress.

2.6.7.2.8 Sexual and Reproductive Dysfunction

SEXUAL FUNCTION Stress can lead to a diminished sexual desire and an inability to
achieve orgasm in women. Stress response can also cause temporary impotence in men.
Part of the stress response involves the release of brain chemicals that constrict the smooth
muscles of the penis and its arteries. This constriction reduces the blood flow into and

increases the blood flow out of the penis, which can prevent an erection.

FERTILITY. Stress may even affect fertility. Stress hormones have an impact on the
hypothalamus gland, which produces reproductive hormones. Severely elevated cortisol
levels can even shut down menstruation.

EFFECTS ON PREGNANCY. Materna! stress during pregnancy has been linked to a 50%
higher risk for miscariage. It is also associated with lower birth weights and increased
incidence of premature births, both of which are risk factors for infant mortality.
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2.6.7.2.9 Memory, Concentration and Learning

As stated in Table 2.2, under the cognitive effects of stress, an individual suffering from stress
will be unable to concentrate. Be it at work or at home, this lack or loss of concentration will
lead to the specific individual being more accident-prone.

N
At the same time a person’s memory and leaming skills may also be affected as stress
impairs skills. The reason for this is because stress activates a part of one’s brain when
stressful situations are present.

2.6.7.2.10 Self-Medication with Unhealthy Lifestyles

People who are under a tremendous amount of stress sometimes end up looking for the
answers in drinking, smoking, drugs and even abnormat eating pattems. These destructive
behaviours cause more harm than good. The reason for this is that these behaviours tend to
interfere with sleeping patterns, heart disease, eating patterns, in creased tension,
concentration and so forth.

2.6.8 Who is at Risk for Chronic Stress or Stress-Related Diseases?

2.6.8.1 General Factors that Increase Susceptibility

During every person’s life, there will come a time that they will be exposed to stress. Different
people will react differently in the same stressful situation, due to the nature of their
personality, as this is what makes each individual different from the other. Simon et al
(2001:8), articulates that people respond to stress differently depending on different factors:

& Early nurturing. (Abusive behaviour towards children may cause long-term
abnormalities in the hypothalamus-pituitary system, which regulates stress.)

& Personality traits. Certain people have personality traits that can cause them to
over-respond to stressful events.

 Genetic factors. Some people have genetic factors that affect stress, such as having
more ¢r less efficient relaxation response.

4 Immune Regulated Diseases. Certain diseases that are associated with immune
abnormalities (such as rheumatoid arthritis or eczema) may actually impair a
response o stress.

4 The tength and quality of stressors. Naturally the longer the duration and more
iense the stressor, the more harmiul the effects.

-42 -




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS
COMPILED BY: ROMY LEIGH ANTHONY

Studies indicate that the following people are more vulnerable to the effects of stress than
others, even though they may have been overlooked in the past.

& Younger adults. No one is immune to stress; however it may simply go
unnoticed in the very young and old.

% Women in general ~

& Working mothers. (Working mothers, regardless of whether they are married or

single, face higher stress levels and possibly adverse health effects, most

likely because they bear a greater and more diffuse work load than men or

pther women.

Less educated individuals

Divorced or widowed individuals. (A number of studies indicate that unmarried

people generally do not live as long as their mamied contemporaries.)

The unemployed

Isolated individuals

PO b

People who are targets of racial or sexual discrimination

2.6.8.2 Stress in the Elderly

itis common knowledge that once a person starts to age, the body starts to wear out and the
systems working inside the body becomes less efficient. The body's response to stress is
therefore impaired. Also the elderly are often faced with stressful situations, such as, the
death of a spouse, medical problems and so forth. The problem here is they are not fully
equipped to handle these stressful situations.

2.6.8.3 Lack of Social Network

Everyone looks forward to relaxing with friends or family. Be it a dinner party, going out or
even just staying at home, mingling with people is what helps people to relax and helps the
mind et go of the wormies which occupy it. Even though one might not be aware of it, a lack

in the social networking department will lead to an increase in the tension levels while dealing
with a stressful situation,
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2.6.8.4 Work Risk Factors

According to Simon (2001:10) among the intense stressors at work are the following:

5 “Having no participation in decisions that affect one’'s responsibilities
5 Unrelenting and unreasonable demands for performance

@ Lack of effective communication and conflict-resofution methods among

workers and employers
& Lack of job security
& L ong hours

¥ Excessive time spent away from home and family

2,69 Why Stress Results in a Disastrous Condition for Some People

On any given day, trillions of messages are sent and received in the brain, The messages
that are happy, upbeat messages are carried by the brain’s biogenic amine system. Stress,
however, causes problems with the brain’s biogenic amine system. The amount of stress that
one can tolerate before the biogenic amine system of the individual malfunctions, is referred
ta as the person’s stress tolerance. This is set by genetic inheritance. So, why is it that
siress results in a disastrous condition for so many people?

There are three main components in the biogenic amine system:

4P Serotonin {required for sleep)
€ Noradrenalin (gives energy)

@ Dopamine (sets pleasure and pain levels)

These are the brain chemicals that begin to malfunction when stress levels become too much
for a persen to handle. Simon et al (2001:3-5) elucidates briefly each of the main
components.

2691 Serotonin

Serotonin is required for sleep; however, it must work properly in order for the individual to
arrive at the end result, which is sleep. Serotenin is responsible for making sure that
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one’s body’s physiology is set for sleeping. If serotonin does not do its job properly, then the
individual wili not be able to obtain a restiul sleep, no matter how hard that person may
endeavour.

Serotonin sets the body’s clock

Inside every person’s brain is an accurate clock. This clock keeps all the various functions of
one’s body co-ordinated and moving to the same rhythm. The body clock is located deep in
the centre of the brain, in a litle group of cells known as the pineal gland. Within the pineal
gland is a sterehouse of the component serotenin, which is the chemical mainspring of the
clock. Each day the serctonin is chemically converted to a related compound, melatonin;
then the melatonin is converted right back to serotonin.

This whole cycle takes exactly 25 hours — and this is what forms the body’s clock. This body
clock cycles every 25 hours. However, when a person is exposed to a natural cycle of
daylight and darkness, the pineal gland will automatically set ttself to a 24-hour day. The 24-
hour cycling of the body clock is important, as it adjusts one’s body chemistry for sleeping and
for waking. Every evening the body clock will set one’s physiclegy for sleeping and after a
while, it sets it for waking.

The body clock and body temperature

Every 24 hours, the body temperature cycles from high to low, varying by as much as one
degree. When it is time to wake up and be active, the body temperature rises slightly. When it
is time to fall asleep, the body temperature will dip slightly. To achieve the best sleep, the
body thermostat is supposed to lower slightly at night, a timing that is co-ordinated by one’s
body clock.

The body clock and stress-fighting hormone

The following is obtained from a teach health website, in order to clarify the functioning of
one’s body clock and the stress-fighting hormone that it possesses.

“The body has a vital hormone called cortisol, which is the body’s chief stress fighting
homone. When cortisol secretion is high, the body shifts to a self-protective mode.
The body is then prepared for stress conditions, for example: hunger, trauma, and
fighting and so forth. However, cortisol drops substantially in the evening, as one
relaxes and prepares for sleep. As with hody temperature, the ups and downs of your
stress-fighting hormone must cycle properly during a 24-hour day for you to achieve a
peaceful night’s sleep and awake refreshed. Any disruption of your cortisol cycle will
make a restful sleep very difficult” (Simon et al. 2001:4).
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The body clock and sleep cycles

After falling asleep, one normally goes deeper and deeper into sleep, finally reaching a state
of deep restorative sleep. Then sleep becomes lighter and lighter when one enters a
drearning sleep. One goes through this cycle about every 90 minutes. In the early part of the
evening the cycle pauses a relatively long time in the deep restorative phase. As the evening
progresses the amournt of time spent in this phase will lessen. This cycle is regulated by the
internal body clock and in order for one to feel rested, this sleep pattern must be cycling
properly.

Stress destroys one’s sleep

The body claock is essential for the proper harmony of one’s body temperature, stress fighting
harmone and sleep cycles. in order 1o fall asleep easily, sleep soundly and awake refreshed,
the body clock must be functioning properly. Serotonin is the mainspring of the body clock. If
stress causes serctonin to fail, the body clock will stop working and one will not be able to
obtain a restful sleep no matter how hard one attempts 0. Serqtonin is usually the first to fail
under stress; the first sign of stress will usually be the inability to obtain a restful sieep.

2.6.9.2 Noradrenazlin

“When you are frightened, adrenalin is released into your blood stream by your adrenal
glands. Your heart beats faster; blood flow is shunted away from your skin and
intestines and towards your muscles. Perspiration appears on your palms and
forehead. You are ready for fight or flight” (http:/Aww.teachhealth.com/chemmess.html
pp:5).

Adrenalin and Naradrenalin go hand in hand, as the functions they both possess have to do
with energy. The teach health website also explains that noradrenalin has many important
functions in the body's nervous system. The one that is more relevant to this dissertation is
the role of Noradrenalin in setting one’s energy levels. Proper functioning of Noradrenalin in
the brain is essentizl for people ta feel energised. Without enough brain Noradrenalin one
would feel exhausted tired and without energy. People with Noradrenalin fallure become
progressively more and more lethargic, leading to not having the energy to do anything.

26.93 Dopamine

“A recent technological advance has led to the remarkable uncovering of natural
morphine-like molecules that are made in each of our brains. Collectively, these
substances are known as endorphins and they are responsible for regufating our
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moment-fo-moment awareness of pain. In the discovery for endorphins our bodies’
naturally occurring mechanism for regulating pain has been found. it is likely that a
certain baseline secretion of endorphin occurs at all times in the body. Under certain
conditions, this endorphin secretion may rise, making the person relatively insensitive
to pain. Under other conditions, the endorphin levels may drop, making a person more
sensitive than usual to pain. Individual variations of endorphin level would explain the
observation that people may react with differing levels of perceived pain when
suffering the same painful stimulus. Dopamine seems to be concentrated in areas of
the brain immediately adjacent to where the major endorphin reieasing mechanisms
lie. When the dopamine function declines, the endorphin function also declines.
Therefore, when too much stress causes failure of the dopamine function, it also
causes loss of your body’s natural painkiller. Dopamine also runs your body’s
pleasure centre. This is the area of your brain that allows you to enjoy life. When stress
interferes with your dopamine function, the pleasure centre becomes inoperative. With
severe dopamine/endorphin matfunction, life becomes painful and devoid of any
pleasure” (hitp/Avww teachheatth.com/chemmess.html pp:5)

2.6.10 Why Stress should matter to the Employer

Businesses provide goods and services. If this is done effectively and efficiently it leads to
customer satisfaction, greater profit and many other advantages for the company. However,
the above-mentioned factors benefit only the company. Employers and their managers should
be more concerned about the well being of their employees.

A stressed employee is not a happy, nor a very productive individual. Therefore looking after
that employee’s well being can benefit the business, as well as the employee.

“Work stress models explain psychological health {(adjustment and maladjustment) as
a function of the individual’s ability to display effective or ineffective adaptive
behaviour when intemnal or externat stressors lead to physical or psychological stress
... Work stress may influence work outcomes in many ways and have many
consequences for the individual, including physical disease, emotional reactions,
psycho physiological symptoms, cognitive deficiencies, behavioural reactions and
even psychological disorders” (Bergh & Theron. 2003:424).
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Figure 2.3 gives a brief overview of causes and consequences of work stress. Under the
topic of why stress should matter to the employee, the factors under work stressors in the
fallowing figure highlight factors that ought to be monitored and evaluated regufariy in order to
detect potential stress at an early stage and be in contro! of it, so that neither the employer
nor employee suffers fram stress, the effects of which in the long run are detrimental to both
parties concemned. Figure 2.3, is on the next page.

Figure: 2.2
Causes, process and consequences of work stress
Source: Bergh and Theron (2003:425).
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WORK STRESSORS

Perscnal

Personality - Each and every person is different from the next and so too are their
personalities. For example: one individual may be a ¢alm and subdued person and
another’s personality may include high degrees of anger, aggressiveness and
hostility. The person with the more hostile personality will perceive a stressful
situation in a different way to that of the more subdued person, as their personality is
that of 2 more antagonistic nature. For that particular individual, stress levels will be
rapidly increased as opposed to those levels experienced by a more tranquil
individual. The effects of this type of personality will also create tension, strain and
unnecessary conflict between work colleagues; making teamwork impossible. Also,
the personality is what determines whether or not an individual has what it takes to
execute a certain post. For example: if blue collar workers are electing a shop
steward, the workers will nominate employees whom they feel are outspoken, with
skills to raise the appropriate issues concerned; not an individual wha is withdrawn
and afraid of public speaking.

Emotional problems - As earlier discussed, many people bring their emotional

baggage to their place of wark. Due to the fact that there is too much on the
individual’'s mind, a lack of concentration will occur, which will result in errors and the
individual or other employees being seriously injured. For example; a fork lift driver in
a factory who has emotional problems. If concentration is not one hundred percent
then an accident could be caused injuring not only the driver.

Biological predispositions — As previously mentioned, due to the fact that each and

every person is different, there are different types of personalities. While at one’s
ptace of work, personalities wilt either ciash or bring out the best in people. Due to the
nature of this dissertation, two types of personalities will be focused on. They are:
Type A and Type B personality.

“A person who exhibits Type A behaviour is demanding, impatient, and
overstriving and is therefore prone to distress. Type A behaviour has two main
components. One is a tendency to try to accomplish too many things in too
lithe time. This leads the Type A individual to be impatient and demanding. The
cther component is free-floating hostility. Because of this sense of urgency
and hostility, these pecople are irritated by trivial things. On the job, people with
type A behaviour are aggressive and hard working.
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Off the job, they keep themselves preoccupied with all kinds of errands to run
and things to do . . . Type A personalities frequently have cardiac diseases,
such as heart attacks and strokes, at an early age. But not every hard-working
and impatient individual is prone to severe stress disorder ... Type A
individuals recover as quickly from heart attacks as Type B individuals. The
latter group is relaxed, patient, and usually nonhostile” (Dubrin. 1994:179).

o Unique personal experiences - Personal experiences to a large extent determine
how mature or immature people have become. One’s maturity also plays a role with
regards to how a person would deal with a particularly stressful situation. When faced
with a stressful situation, a mature person will deal with the situation professionally
and maturely, where as an immature person may not know how to deal with the
situation. Maturity does not only come with age, it grows mainly from personal
experiences. With regards to work, one’s maturity plays a major role as many
obstacles arise in all professions and being mature enough to handle those obstacles
suggests that one will be less afraid of confronting a stressful situation.

» BInesses - There are various illnesses that may impede employees from performing
to their full potential, due to their sickness or the medication they are on. For one,
concentration may be hindered and the skill that the particular individual once
possessed is now gradually dimintishing. This will put strain on the individual, but also
create stress for the individual's manager and co-workers, as that role must now be
filled.

» Family problems - As mentioned before, employees take work problems home and
bring family problemns to work. While at work, having too many problems on one’s
mind, will result in a decrease in performance eventually. This puts unnecessary
stress on the individual at work, as these worries are not work related. In addition,
even at the same time at work a stressful situation may also be occurring. The
individual may not know how to deal with this, as too much is happening all at the
same time. Many employees are not equipped to leave family problems at home.

s Career frustration - This Is stress put on an individual due to many factors relating to
one’s job. For example, being in the same position for ten years with no training, nor
with any development in order to move into a more challenging position one day.
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This employee becomes frustrated and feels as though their work means nothing to the

company. Many other factors also create career frustration; these will be discussed under

task demands.

Task Demands

Physical conditions — Physical conditions in this sense relate to t};e physical setting
in one's work environment. “Taking into account the human factor in designing
the employee’s workstation is often termed ergonomics. The relationship
between the employees and their workstations is considered to include the
machines used, lighting, noise, chairs and so on. All these factors can
ultimately affect employee productivity™ (Carrell, Grobler, Elbert, Marx, Hatfield
and van der Schyf.1997:122).

Various factors need to be considered when setting up workstations and conditions
under which employees are to work. The reason for this is that should an employee
not be able to endure a ceriain factor, then siress would eventually start to creep in
due to the fact that the specific employee is exposed to the specific stressor daily.

Workload — How an employee’s workload is scheduled can create additional stress
for that employee. For example, shift work, which involves rotating night and day
schedules, disrupts biological rhythms and thus contributes to stress.

Role perception —“The person’s own perception of their role may differ from the
expectations of others. This implies that insufficient information is available for
the adequate performance of the role” (Mullins. 1959:474). Potential stress lies in
the individual's perception of what is to be expected from him or her, due to the fact
that he or she is now aware that others perceive that specific role differently; and this
causes confusion.

Role ambiquity - Role ambiguity occurs when there is a lack of clarity as to the
precise requirements of the role and the person is unsure what to do. Role
ambiguity may result from a lack of formally prescribed expectations. It is likely
to arise in large, diverse groups or at times of constant change. Uncertainty
often relates to such matters as the method of performing tasks, the extent of
the person’s authority and responsibility, standards of work, and the evaluation
and appraisal of performance”(Mullins. 1999:474).
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+ Role conflicts — Role conflicts arise due to role differentiation not being clearly
defined; expectations are therefore not clear for both the employee and the manager.
This will lead to two people performing an overlapping task. However, the problem
that arises here is, the authority and the person who is actually responsible for this
task is not known due to the uncertainty of the roles. Such confusion would iater

resuitin stress. d

+» Role overload — “Role overload is when a person faces too many separate roles
or too great a variety of expectations, The person is unable to satisfactorily
meet all expectations and some must be neglected in order to satisfy others.
This leads to a conflict of priority. Some writers distinguish between role
overload and work overload. Role overload is seen in terms of the total role-set,
and implies that the person has too many separate roles to handle. Where there
are too many expectations of a single role — that is, a problem of quantity — this
is work overtoad” (Muliins. 1999:474).

* Responsibility — This refers to the amount of accountabitity that comes along with
certain tasks that an employee is required to do. An example would be a supervisor.
Within a department a supervisor will be responsible for a certain number of people
and should something go wrong, be it an accident with an employee or a machine
failure, the supervisor would be questioned, as hefshe was respensible for
overseeing the optimum and effective running of that department. This creates a
great deal of stress for many employees, as they are responsible for not only
themselves, but for other employees as well and the running of the department.

e Autonomy — “The extent to which a job provides freedom, independence and
discretion in planning the work and determining how to undertake it” (Mullins.
1999:644).

+ Variety — This is the extent to which a job entails different activities and duties. While
main functions of the job are performed, there are cther duties that the incumbent
may perform, which are slightly different from their normal duties. This leads to
different skills and knowledge being acquired by the incumbent, which also helps with
regards to training and development of the incumbent for the future. However,
although some employees perceive variety as a form of development, others may
perceive variety as an uncalled for stressful ingredient in their profession. The reason
for this is that certain employees are not capable of performing a variety of tasks, nor
do they possess the skills to do so.
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They therefore fear this opportunity; and for some, even though this fear is
subconscious, it is so severe that it creates stress.

Chanages in task demands — This includes all those factors relating to a person’s job
when going through a transformation. In other words, this is when many changes take
place within an employee’s job specification. These changes may be anything from a
new computer programme being utilised to another task being added onto an
employee’s workload. Changes in task demands therefore, refer to any changes
which occur, to which the employee must adapt.

Organisational

Management leadership — This refers to the managerial style of an crganisation’s
senior management and also the climate that they create for the rest of the
organisation. |n other words, the way in which the functions of leadership are carried
out and of course the way in which management behaves towards the organisation.
Should management behave in a highly authoritative way, having no interaction with
the employees of the organisation and are only target and tumover orientated, then
the employees of that organisation will feef as though management is not
approachable. They would also fear management, which would in tumn create a
climate of tension and stress. Should management have an open-door policy and
include input from employees and supervisors with regards to decisions which affect
them; then employees would firstly feel as though they add value to the organisation
and secondly that management is approachable.

Structure and climate — “Structure is created by management to establish
relationships between individuals and groups, to provide order and systems

and to direct the efforts of the organisation into goal seeking activities. It is
through the formal structure that people carry out their organisational activities
in order to achieve aims and objectives”(Mullins. 1999:16). With regards to
climate, management is responsible for creating a climale in which employees are
enthused, stimulated and encouraged to work gladly in. The climate of an
organisation is not something that all employees can see; it is something that is felt
within the organisation. If this climate is not a healthy one, then naturally the
employees would be working in a climate of fear and tension, emerging in stress.

Reward structures -- For many people, money is the main motivator. Every
employee’s remuneration package is a reward for the work that they do daily. “The
objectives of rewards systems include the atraction, motivation and retention
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of employees at all crganisational levels. The accomplishment of these
objectives forces management to consider a number of critical policy issues:
Should pay incentives reward individual or group behaviour? Should profits or
reductions in operating costs be shared by employees? If so, how? Should
employees be involved in the design and administration of the pay system?
What is the most effective mix of pay and nonpay rewards to motivate
performance? Answers to these questions will define a critical aspect of the
employee-employer relationship” (Carrell et al. 1997:16). Rewards are therefore
organisationally controlied.

+ Personnel functions — “The personnel management function is centred on
people’s needs while working in an organisation, and ways in which their work
promotes or frustrates the fulfilment of these needs. The practice of modern
personnel management is directed towards providing conditions under which
people work willingly and effectively, and contribute to the success of the
organisation. This involves concemn for employee motivation and job
satisfaction” (Mullins. 1999:658). As mentioned in the staterent above, the
personnel functions of any organisation should be fixed around employee needs; a
tack of this would be detrimental to the organisation as it would create tension for the
employees whose needs are not recognised and fulfilled.

+ Administrative procedures — refer to those procedures, which must be carried out

in accordance with rules that have already been established. Work must therefore be
completed according to certain customs, behaviours and traditions that have been set

by the company in the past.

» Health faciliies — The promotion of health and safety within any organisation should
be vitally important to any set of management within any organisation, especially
those organisations operating in a manufacturing environment. Health facilities such
as an occupaticnal clinic should be provided to the employees working ina
manufacturing environment for their heaith, well being and for their own protection.
Such a facility would help the employees tremendously as they would now have a
doctor to go to on site; also there is the added benefit that this type of facility may be
free of charge. This alone takes much stress away from employees. Also, health
facilities at organisations also deal with aids testing and awareness, TB awareness,
diabetes, migraines and many other programmes helping employees to become more
aware of symptoms that they may be experiencing due to stress and their life styles.
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Sexual harassment — A brief discussion of sexual harassment will be discussed

under work stressors later in the literature review.

HIV/AIDS contraction — Training should be given to all staff members with regards to
the contraction of HIVIAIDS, as well as how to deal with people suffering from

HIVIAIDS. A disease such as this causes tension for employees dealing with those
suffering from it. Therefore, awareness programmes and free testing for all
employees may assist themn with regards to the knowledge thatis  required in order
to minimise the likelihood of contracting HIV/AIDS.

External Factors

Palitics — As mentioned eariier, political threats and changes will create political
uncertainties, which tend to create stress. Should a country have a stable political
system in which change is implemented in an orderly manner, stress will not be
created for individuals.

Technological — Technology changes lead to technological uncertainty for many
employees and employers. Most people are aware that of the many changes
cccuming world wide, technological change is constant. “Because new innovations
can make an employee’s skills and experience obsolete in a very short time,
computers, robotics, automation, and similar forms of technological innovation
are a threat to many people and cause them stress” (Robbins, 2005:572).

Labour market — “The labour market is, in terms of modern economic theory,
assumed to function in the same manner as other markets, despite the fact that
it differs from product and capital markets. Labour market theory is based on
the law of supply and demand, but of greater importance to the labour relations
specialists are the factors which cause shifts in supply and demand. The
elasticity of demand and supply and the theory of marginal productivity should
become familiar concepts. In particular our interest lies in the effect which
collective bargaining and wage determinations may have on wage levels and in
the resuits which discriminatory labour practices and labour mobility, or the
lack of it, will have as regards both the overall composition of the labour
market and the wage levels which are established for different groups™
{Bendix.1992:4586).
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Family/work confiict — As mentioned earlier, employees take work problems home
and bring family problems to work. This creates unnecessary tension and stress both
at home and at work. This is for the very reason that, an employee might take a work
ditemma home and inadvertently take it out on their spouse. The same principle
applies at the workplace.

Other groups —refer to other factors which may interfere with the day-to-day
functioning of the organisation as a whole in any aspect

MODERATORS / MEDIATOR

Personal resources

Personality dispositions — According to Dubrin (1994:11), a definition of personality
is: “An individual's way of behaving, feeling, and thinking”. Each and every
individual is different due to the nature, character or even temperament of the type of
personality that he or she may possess. The differences in personalities will
determine what coping skills, self-confidence, self-esteem, temper, cognitive
appraisal, ethics, confiict resolution style, values and beliefs any given individual
possesses; and these and many more unmentioned factors are what determines how
an individual will deal with stressors which emerge in one’s [ife. Either the individual
has a strong personality by which he or she will handle the stress being experienced
in a very proficient manner, 50 that the stress does not affect one after the incident
has passed, or the individual does not know how to deal with stress. This in tum
means that the stress being experienced could potentially harm the individual's work
life, home life, as well as mentally, physically and emotionally.

Demographics

Ethnic group — There are various races, cultures, nations and tribes to which people
belong. Each of the races and cultures, which exist, encompasses different values
and beliefs. These are not values and beliefs that an individual is bom with; but rather
something that one leamns and develops into, as growth occurs. These factors also
determine how the individual deals with stress and whether or not it remains a factor
in one’s life or passes with the incident.

Gender — Gender deals with masculinity and femininity. With regards to many other
subjects it has been proven that either man or woman was the stronger sex.

However, with regards to stress many factors play a role in the outcome,
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therefore it is not viable to analyse the stressful situation in terms of masculinity or
femininity.

Job related

Motivation — Motivation is used to spur people on. This is what sometimes helps
employees remain rational and sensible through the tough times of tension, strain
and stress which possibly will be experienced quite often at the workplace. All this
requires is some drive, incentive, inspiration and enthusiasm for employees’ from

their supervisors and management

Rewards — Have previously been discussed under consequences at work.

Social support — As mentioned before, social support is known to have a calming
effect on employees. For this very reason, relationships with colleagues and

supervisor are important for employees.

Advancement — This refers to the growth and development of employees. Traming
should be offered in order to help improve and develop employees’ current skills.

Extra tasks should be allocated slowly in order to increase their workload and even
the chance to further their education should be available, should they wish to do so.
This helps employees’ development of themselves and their upward mohility within

the organisation.

Health benefits and facilities — Having health benefits and facilities at one’s place of
work is an added bonus. This does not refer to the company paying a portion of one’s
medical aid. It refers to a medical clinic on site, a gym on the premises at discounted
membership rates and even a day care centre. There are many companies who offer
these benefits to their employees as an incentive and assistance. For example, the
day care centre would help a single mother travelling to and from work on her own.

External Support

Family — This deals with the support that an individual will get from their family while
going through a stressful situation. Either an individual will have a family who is
supportive and helpful and makes it easy to deal with the situation that has emerged
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or the individual will be suffering through the whole ordeal afone, as there is no

support or commitment from the family what so ever.

« Other rescurces — There are many other resources from which an individual will get
their support. Anything, which may assist an individual with regards to dealing or
caoping with stress, would fall under this category. For example: interaction with
friends, taking time out, going to church, having a job that is not demanding, going to
gym to unwind and so forth.

CONSEQUENCES / HEALTH PROBLEMS
Physical

These are the physical symptoms which employee’s start to display once suffering from

stress. In most cases, the employee may not be able to see but will feel the symptoms. The
symptoms being experienced will assist a doctor with regards to a diagnosis. However, it is
important to understand that once the doctor has diagnosed an individual, it is not a disease;
itis an illness — one which can be cured with either medication or help from a counsellor or

doctor. Examples of these are:

9 Decreased immunity
it Physical symptoms
4 Headaches

¥ Blood pressure

@ Cholesterol

4 Substance abuse

Emotional

Emotional consequences refer to those symptoms which actually have such an effect on an
individual, that they eventually impede behaviour. Emotional consequences may be cured
with the help of a counsellor. Examples of these are:

5 Fears, anxiety

% Depression

 Family conflict

# Decreased job satisfaction
@ Negative attitudes

i Psychological disorders
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or the individual will be suffering through the whole ordeal alone, as there is no
support or commitment from the family what so ever.

+ Other resources — There are many other resources from which an individual will get
their support. Anything, which may assist an individual with regards to dealing or
coping with stress, would fall under this category. For example: interaction with
friends, taking time out, going to church, having a job that is not demanding, going to
gym to unwind and so forth.

CONSEQUENCES / HEALTH PROBLEMS

Physical
These are the physical symptoms which employee’s start to display once suffering from
stress. In most cases, the employee may not be able to see but will feel the symptoms. The

symptoms being experienced will assist a doctor with regards to a diagnosis. However, it is
important to understand that once the doctor has diagnosed an individual, it is not a disease;
itis an illness — one which can be cured with either medication or help from a counsellor or
doctor. Examples of these are:

Decreased immunity
Physical symptoms
Headaches

Blood pressure

Cholesterot

bbb S b

Substance ahuse

Emotional

Emotional consequences refer to those symptoms which actually have such an effect on an
individual, that they eventually impede behaviour. Emotional consequences may be cured
with the help of a counsellor. Examples of these are:

& Fears, anxiety

2 Depression

4 Family conflict

% Decreased job satisfaction
% Negative attitudes

& Psychological disorders
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Work Performance

Stress has many negative effects on an organisation and the functioning thereof. For

example, employees who are suffering from stress will soon start to experience job burnout,
which will lead to continyous absenteeism, which will one day affect the company’s turnover
ratio. There may very well also be conflict within groups due to employees’ absence, as a
result of them battling with stress. Work performance issues will be discussed later in the
chapter. For now, a few examples are:

b Decreased outputs
< Absenteeism

% Bumout

% Tumover

2 Group conflicts

P Poor work relations
5 Organisational decline
% Cognitive efficiency

2.6.11 Stress and Occupational Qutcomes

“Stress is associated with impaired individual functioning in the workplace” (Wam,
2003:09). He goes on ta explain that the negative effects of stress include:

© Reduced efficiency

# Decreased capacity to perform

% Dampened initiative and reduced interest in working
< Increased rigidity of thought

€ Alack of concem for the organisation and colleagues

@ Aloss of respansibility

2.6.12 The Cost of Stress in the Workplace

Stress affects different people, at the same time, in different ways. However, if this is left
untreated, the result could be chaos in the workplace. This chaos is often hidden in
companies. lf this is ignored it becomes costly for employers to eventually repair. If an
ermployee feels under pressure at work, will it not affect him / her at home? Whether stress
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originates from work or our perscnal lives, it wilt eventually affect us. The longer stress is
ignored at work, the greater the impact. According to Towner (1998:10), it impacts the
workplace in the following ways:

2.6.12.1 Sickness Absence

According to the Health and Safety’s estimate in 1993, 40 per cent of sickness absence is
stress related. It goes on to say that if stress is ignored, the effects worsen and the duration of
the absence will be extended. The reason for this is that the specific employee who is under
stress might need serious attention; and while at home or at work the individual might not he
getting the help that they require in order to function normally again. This is why it is important
for companies to investigate cases of extensive absence.

2.6.12.2 Reduced Effectiveness

Many employees are unaware of how to deal with the effect of stress on their health and
functioning. Some emplioyees will attempt to hide the stress they may be experiencing. These
employees are actually at work everyday fulfilling their tasks or duties that have been
assigned to them. However, due to the effects of stress on the individual, that person is not
functioning at 100 per cent of his or her capabilities. Individuals therefore pitch up for work
only to avoid being absent, but work wise they will produce very little. The above-mentioned
aspect is one that has a negative effect on the organisation as well as the individual
employee. The efficiency, effectiveness and the overall productivity of the organisation wilt be
reduced. As for the individual, they are affected emotionally, physically and spiritually.
“Addressing the effects of stress at the eariiest possible stage reduces the impact of
ineffectiveness” (Towner. 1898:12).

2.6.12.3 Management Time

“One reason why they cannot be ignored is that management time is an expensive
commodity™ (Towner. 1998:12). Towner goes on to say that if an employee is absent from
work, @ manager has to address the needs of the organisation by ensuring that the role of that
employee is fulfilled in some way. In order to achieve this, schedules, programmes and
projects are disrupted. This calls for unanticipated plans being made promptly. Also, do not
forget that the individual employee requires support. Towner repeats that management time is
not only affected or jeopardised when an employee is absent. As mentioned before, if a
stressed employee remains at work, he or she will be functioning below their capacity. This
performance reduction is not always noticed immediately. In some instances, it might take an
accident to natice this. If this oceurs, then more of management’s time is taken up, as they
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then not only have to deal with the happenings, and the comrective steps of the accident, but
they also need to support the individual employee who will need much attention in order to
become effective again. Through all of this, managers are increasing their vulnerability to
stress. This is because they are trying to give those individuals suffering from stress all the
attention and support that they require, by rectifying errors that have occurred due to stress,
changing wotk schedules when employees are absent, meeting deadlines, completing their
own workload and much more. All of this will contribute to the pressures on themselves.

2.6.12.4 Effect on Other Employees

“Both the absence of employees or their ineffectiveness usually result in more work

_ for their colleagues” (Towner. 1998:13). More work could lead to more pressure, some
overtime or even leave which cannot be taken. Once again employees are faced with more
pressure, leading to more stress. “Employees, who are experiencing stress at work, may
find that it affects their relationships with others. This is because the individual may
become less sociable, moody or even aggressive” (Towner. 1998:13). The individual may
aiso feel that others are [eaving them outl. The factor that needs to be remembered here is
that, if relationships in a team deteriorate, the effectiveness of the whole team will be reduced.
This is not particularly fair, as pressure will be brought upon the whole team in order to
perform. Other team members may resent the individuat displaying stress, as his or her
problem eventually affects the other employees.

2.6.12.5 Retention and Recruitment

Towner (1898:13) maintains that employees who are stressed and see no way of resolving a
problem in the workplace may well seek another job. “But employees are a valuable
resource for the organisation. Training and developing employees is costly, but it is an
investment in the organisation’s most expensive resource. It is of both benefit to the
employee and the employer. Though some employers may feel that letting stressed
employees go is the best solution, it is often a costly error. The employees take with
them valuabie experience which is difficult to replace. The cost of recruitment and its
incumbent training programme far exceeds the cost of supporting one employee
through a recovery from stress-related iliness. There is no cheaper way of reducing the
impact of stress in the workplace than taking earlier action” {Towner.1998: 13).

-62 -




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

2.6.12.6 Accident and Errors

According to Towner (1998:13), when people are under excessive pressure, they lose their
ability to concentrate. In some areas of work, this is likely to lead to an increase in errors and
accidents. An occasional error is human. However, when an accident affects lives it becomes
dangerous. For example, an accident caused by a stressed machine operator or driver could
lead to expensive claims for compensation or at worse, death. Errors are avoidable, which in
tum leads to fewer accidents occurring. As alluded to earlier action should be taken at an
early stage in order to reduce costs, as well as to provide the individual employee with help
when needed, rather than when it is too late.

2.6.13 What are Stressors at Work?

There are many factors in the workplace, which may cause employees to feel pressurised.
According to Towner (1998:27) these factors include the following:

& Buildings — The building in which the employees work in. Many questions need to be
answered. A few of them are as follows: is the building always clean, are there too many
stairs, does enough light come in, are offices too far from each cther, is it too hot or too
cold inside the building? The answers to these questions are vitally important as, acute
stress may develop within many employees; this is due to the employees reaction to the
situation.

4 Facilities — This refers to the services that the company may offer, for example; a canteen
where the employees may enjoy a meal, 2 change room added onto the bathroom,
security parking, a simoking room and so forth. The main question here is does everyone
have access to all the facilities offered and what are the cost implications?

& Hours of wark — This refers to the normal hours worked by employees during the week.
For example; nine-to-five, eight -to- four, does the person work shifts or do they work
flexi-time (where they may come and go as they please, as long as their hours add up to
forty hours in total for the entire week).

% Overtime — both pianned and unplanned - Are employees aware of when they will be
working overtime? If employees are approached at the last minute and asked to work
overtime, then the company should provide them with money so that they may purchase
something to eat. Also employees are to be compensated accordingly for the

overtime worked and they may not work more overtime than the law permits.
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4 Changes in the work environment — This refers to anything affecting the work environment

of the employees. For example; Putting carpets into all the existing offices, changing the
software on computers, changing the set-up on a production line, and much mare. These
changes may result in acute stress for some employees, as the changes may persist for

an extended period of time and their immediate reaction to the change may not be
favourable.

% Managers — This is a question of how managers manage the staff and more importantly,
how they use their authority. Management styles will vary from one organisation to
ancther. Some may have an open-door policy and others may not. What is important is
that employees feel that management is approachable. The employees of an organisation
must not fear management, as this will create stress and tension. Management should
therefore also treat employees fairly, appreciate and respect them.

- Sexuat Harassment —“Legally, sexual harassment is defined as unwelcome advances
or requests for sexual favours, and other verbal or physical conduct, whether overt

or subtie, of a sexual nature. But there is great deal of disagreement about what
specifically constitutes sexual harassment. Organisations have made considerable
progress in the last few years toward limiting overt forms of sexual harassment,
including unwanted physical touching, recurring requests for dates after a clear
refusal, and threats that refusing a sexual proposition will resuit in losing one’s
job. The problems today are likely to surface around the more subtle forms of
sexual harassment-unwanted looks or comments; sexual artefacts, such as nude
calendars, in the workplace; or misinterpretation of where the line between being
friendly ends and harassment begins” (Robbins.2000:160).

2 Racism — Within the organisation as a whole. This creates unnecessary tension for those
employees who have to tolerate this form of discrimination. In many instances, employees
must work in a team and try to understand, as well as overcome the many diversities
which will exist amongst them. Failing to apprectiate, recognise and identify with each
other will create conflict within that team and the organisation.

4 Lack of interest — This would occur if the tasks that an employee is to complete everyday
is not mentally challenging. This will lead to the employee feeling as though their work is
uninteresting and tedious; leading to a lack of interest in their work.
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@ Lack of trust — When a person trusts another, then it is expected that the particular person
would not take advantage of the other. Therefore frust brings about the chance of
disappointment, as leaming ta put trust in other people is a very difficult aspect. For
example: employees may feel that management is suffering from a lack of trust, as they
do not involve staff in decisions and actions which will affect them. Employees are trusted
enough to perform their daily duties and meet production targets, but they are not trusted
enough with decisions affecting them. The above-menticned example is how a lack of
trust is brought about.

% Personality conflicts — Personality traits are what makes one person different from the
next. In some instances, this may be to the team’s advantage. This is due to the fact that
everyone is different; and the balance of personalities may be the perfect ratio resulting in
high-quality work being produced. Should people with the exact same type of personality
be thrown into the same team for example, stubborn individuals, then the end result
would be personality conflict. This is due to the fact that each employee is stubbom and
will want their points and ideas to be used. People therefore, rmust understand that
everyone is different and should have empathy for each other.

<+ Job description not clear — This will occur when there is a lack of clarity with regards to the
responsibilities and tasks that an employee is to execute. The employee is therefare
not sure what it is they should be doing.

% Confiicting roles — Should roles in the same depariment not be defined cleariy, then a
conflict of roles will occur. Jobs will start to overlap with each other and expectations from
the manager and employee will therefore be unclear.

4 Unclear lines of reporting — The reason for this is that employees may be unclear of the
reporting structure within an organisation. 1t is to be made clear to employees who their
supervisors, managers and senior management are. When there is proper
communication within an organisation, then the correct lines of reporting will be

known to all.

% Too many responsibilities — This is similar to role overload as the employee has too many
functions to execute, which in tum means that the managers’ expectations of that
particular employee are slightly raised. The employee therefore has more work to do
than time permits.
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4 Work tog repetitive — An example of this may be seen in a packer who packs groceries at
a food store. The same action is being performed daily and no change occurs. This makes
ane’s job manotongus, which in tum will lead to a lack of interest and baredom.

4 No involvement in decision-making — This is fargely dependent on the management style
being implemented within the organisation. In companies where employees opinions are
excluded in decision-making, there is normally a lack of autonomy lower down the line.

& Organisational atitudes towards absence and discipline — “The structure of an

organisation and its pattermn of management can affect the implementation of
control systems™ (Mullins, 1999:787). An orgzanisation is to have policies and
procedures in place with regards to absenteeism and discipline. These policies and
procedures must be made clear and it is imperative that all employees understand them.

4 Lack of development opportunities — Training improves an employee’s knowledge and

skills; and is also a motivator, as the employee may one day benefit by progressing to
angther more challenging joh, which is attached to an increase in pay, more job
satisfaction and accomplishment. Training is an extremely important aspect for individual
employees and a lack of it will lead to a lack of development opportunity.

4 Lack of suppert from manager — Management must try to create a climate in which
employees feel that there is support. A supportive refationship is a key
element of any organisation, as both parties can only benefit from this. A lack of support
from management, will lead to a lack of trust being displayed by the employees towards
management.

4 Workstations — This refers to the ergonomics of every employee’s workstation. Certain
factors may create acute stress in employees, due to the fact that the specific
stressors which create tension for the individual are being confronted daily. These factors
are : too much noise, the office being to cold or too hot, the chair at one’s desk is to high
and a person having to bend in order to see the computer, to name just a few.

& Levels/quantity of work — This refers to the quantity of work that is to be executed by each
employee daily. Does the employee have too littie work to do or is there a role overload?
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4 Shift work ~ This refers to those employees working shifts and whether or not they
can cope with the pressures thereof.

& Technology — Technology has been discussed in figure 2.1 under the heading of
technological uncertainty.

& Travelling problems — At some organisations, transport for employees is arranged and
for that reason, employees da not have to stress over public trangpert; all they have to do
is pay a portion of the travelling cost, as the organisation subsidises the employees.
Although the transport is arranged, the route is pre-determined and those employees
falling out of the route will get a travelling allowance, but will have to find their own way
to work. This is what causes many problems for employees, as they are dependent on
public transport or other people who have their own transport; which is not always reliable.

&+ Bullving ~ This becomes a stressful situation mainly for employees who are not strong
enough to stand up for themselves against someone at their place of work. This person
does not have ta be on the same level as the emplayee who is being bullied. Bullying
in the workplace is exactly the same as being bullied at school. An example of bullying
taking place amongst two employees who are on the same level, means that the employee
who is doing all the bullying will take all the credit for a task completed well, compei the

other employee to complete the majority of the work, blame the other employee when
things go wrong, put the other employee down in front of the supervisor, etc.

Bullying within the workplace is somewhat distressing, as one would think that people
at this stage of their lives would have leamt how to shield themselves from people who
thrive on putting others down and being the centre of attention within the workplace. For
someone who is not confident, bullying will cause much stress.

& Sexism — Sexism in the workplace is occurs irespective of whether an employee is male
or female. For instance; a manufacturing organisation has an opening for a sales
manager and two suitable, equally qualified, internal candidates; a male and a female,
apply. The female however, has more experience in the sales field as well as within the
manufacturing environment. The management team of the particular organisation
comprises only males, irrespective of their colour. The position is therefore offered to the
male (as they feel that men know mare about manufacturing than women do). Sexism
therefore forces employees to develop animosity towards the organisation and the
management team within, which could be classed as discrimination. This stressor is

present in organisations functioning in the various industries.
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# | ack of communication — “All organisations regard effective communication as

essential for survival. Without communication a business would not exist.
Businesses are concemed with a wide range of communication activities. First of
atl, communication within the company has to be as effective as possible. This
involves a wide range of communication activities to ensure good upward,
downward and lateral or sideways communication”(Fielding. 1997:4).

Management must therefore understand the importance of a lack of communication,

as it may resutt in many negative consequences, which may be detrimental to the
organisation as a whole; even if something minor was not communicated, the effects could
be enormously damaging. For this very reason, an open-door policy was introduced. This
type of management style ensures that a lack of communication does not occur.

" b Fearof redundancy — Technology within certain manufacturing organisations results in an
employee’s job becoming redundant. For example; a new machine is brought into an
assembly line, cutting down the employees’ work load to such an extent that what
previously took the employee the whele day to do, now takes them only half an hour.
Their job would become redundant due to the fact that there is not enough work for that
person. The restructuring of a company and technology would create the fear of
redundancy, as an employee will fear losing his or her job.

4 Fear of redeployment — Technological changes, as well as restructuring within a
company will leave an employee in a positicn that they were not originally in. This also
creates fear in employees as they may now experience stress, due to the fact that
they are unsure of whether they are capable of performing the tasks required.

“Mzanaging employee stress in the workplace as a manager, is all about understanding
people’s stressors and taking action to reduce them” (Towner.1898:27).

2.6.14 Work Stress

“Qccupational stress is one of the hottest topics in business today” (Schafer.1992:
192). He goes on to say that 14 percent of workers’ compensation illness claims appearto be
stress related and insurance benefits for stress average twice the amount for physical injury.
An average of one million workers are absent on any given day primarily because of stress
disorders worldwide. Should the stress be managed more effectively, and then fewer workers
would be absent on any given day and the consequences that are placed on the organisation
due to mismanaged stress would be trivial.
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Table 2.3 lists the consequences of mismanaged stress. A discussion regarding the factors

listed in the table will follow.

DIRECT COSTS

INDIRECT COSTS

PARTICIPATION & MEMBERSHIP
< Absenteeism
Q* Tardiness
 Strikes & work stoppages
B Tumover

LOSS OF VITALITY
Low morale

Low motivation

P Dissatisfaction

PERFORMANCE ON THE JOB

¥ Quality of productivity

Quantity of productivity
Grievances

Accidents

Unscheduled machine downtime
& repair

G & Db

& Material & supply over utilisation
P Inventory shrinkages

COMMUNICATION BREAKDOWNS
% Decline in frequency of contact
% Distortions of messages

COMPENSATION AWARDS

FAULTY DECISION-MAKING

QUALITY OF WORK RELATIONS
Distrust
Disrespect
Animosity

OPPORTUNITY COSTS

TABLE 2.3

Organisational Consequences of mismanaged stress

Source: Quick {1984:192)
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DIRECT COSTS

Participation and Membership

Absenteeism - It has already been established that due to employees suffering from
sfress, an organisation’s absenteeism rate will increase. The organisation would also
be impacted in the following ways. Firstly, should the stress be due to work related
factors, then the organisation would be required to pay for the professional medical
treatment that the employee would reguire. This could become extremely costly for
the organisation. (This is why it is vitally important for organisations to be involved in
employee wellness programmes so that when employees begin to transpire certain
symptoms, help will be arranged; before the stress becomes worse, requiring more
expensive medical treatment.) Secondly, absenteeism would result in a position
becoming vacant. The employee who is now suffering from stress is not at work. The
duties that the employee was to perform daily are now not being completed.
Management therefore must place another person in that particular role, in order to
fulfil those duties, so that the day-to-day functioning of the organisation does not
suffer due to this. This could alsa become costly. Now that the employee is no longer
at work, management will have to find another candidate who is just as capable of
performing those specific duties. This means that the whole recruitment process will
have to begin all over again.

Absenteeism does not only impact the company in the sense that the employee is not
there, it can become dreadfully expensive for the organisation. This is why money
should rather be invested into the appropriate empioyee wellness programmes, from
which the employee will benefit, as they are any arganisation’s most valuable

resource.

Tardiness — Tardiness may lead to an employee displaying signs of lethargy,
lateness, slowness or punctuality, or even all of these at the same time. For one, this
would affect the employee’s performance in that their perfformance would not be up to
standard. In some cases, should performance not be up to standard, the employee
would be issued with a waming. Should this occur in excess of a certain amount of
times and all the valid wamings have been issued, the employee wouid eventually be
dismissed. Another point, which should be given consideration, is the fact that, should
an employee become lethargic and slow, that particular employee would be more
accident-prone. This could be especially dangerous in a manufacturing environment,
which makes use of heavy-duty machinery. Lethargy and slowness could cause an
accident in which not only the employee could get hust, but fellow colleagues might
also be hammed; in extreme cases someone might lose his or her life.
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Strikes and work stoppages — According to Bendix (1992:243), the cause of strike
action will include issues such as:

Refusal by an employer to recognise a trade union

& Wages and working conditions
& Benefits

& Training schemes

4> Reftrenchment

& Unfair treatment

%+ Lack of safety precautions

ES

&

Lack of participative management

A few of the above-mentioned issues may cause acute stress for some employees.
Bendix (1989:242) maintains four reasons as to why employees engage in strike
action. For the purpose of this dissertation, only two reasons will be discussed. The
first is to demonstrate general or pariicular dissatisfaction with management and
secondly, to pressurise management info compromising on a paricufar issue.
Therefore, mismanaged stress may result in strikes, due to the fact that employees
are trying to voice their opinion by pressurising management into realising the
importance of the effective and proper management of stress. Strikes are very
expensive for three parties: employee, employer and the trade union. For the purpose
of this dissertation, only the employee and employer effects of strikes will be focused
oh. With regards to employees, it could result in a loss of wages. The company may
lose profits during the sirike and in turn may lose their clientele, leading to the loss of
their market position eventually. Work stoppages have similar effects as strikes and
are undertaken for the same reasons as strikes; however they are always unexpected
and unautherised.

TJumover — Turnover refers to the flow of employees out of an organisation and
resuits from transfers, dismissals, retirement, resignations and of course death. * A
certain amount of turnover is expected, unavoidable, and considered beneficial
to the organisation...Thus, some tumover renews a stagnating organisation.
But excessive turmover creates an unstable workforce and increases HR costs
and organisational ineffectiveness. Tumover that hurts the organisation is
known as dysfunctional tumover. The cost of tumover to South African
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industry is estimated to be several million rands a year. Examples include the
following:

D Increased recruitment, selection and placement costs

$ Increased T & D costs

P Lower productivity and more accidents, scrappage and quality problems

+ Disruption in programmes and projects as managers and administrators leave”

(Carrell et al.1997:572).

Performance on the Job

Quality of productivity — Mismanaged sfress has a negative effect on the quality of
productivity due to employees feeling lethargic and slow, a higher absenteeism rate
forcing one employee to cover two employees daily tasks leading to a rushed job and
of course a high tumover rate which ieaves some positions vacant. The quality of
production therefore decreases; this in tum has an immense negative effect on the
organisation, as the work being produced is now substandard. This will harm the

organisation.

Quantity of productivity — That which applies to the quality of production, also
applies to the quantity of preduction. Due to the same factors mentioned above, the
quantity of work being produced will decrease, as a result of mismanaged stress.

Grievances —“Formal grievances may be defined as a complaint, other than
demands formutated by a collective body, which is related to the employees
treatment or position within his daily working routine and which, because it
may result in a dispute, warrants the formal attention of management” (Bendix.
1992:283). In other words, a grievance procedure is & means through which
employees’ problems are brought to the attention of management; and management
is therefore forced to take these grievances seriously.

Accidents — Those employees suffering from stress would become more prone to
causing accidents at worlk, due to the fact that their stress is not being managed
accordingly. For exampie, the employee may be experiencing a lack of concentration
or even more serious stress symptorns; however that person may not be aware of
what stress symptoms are. These symptoms tend to interfere with the employees’
mental, physical and emotional conditions, which result in unintertional accidents.
Accidents may well become quite costly for companies, as machinery may
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be damaged requiring large sums of funds to repair; and employees could also get
injured ieading to medical costs as well.

» Unscheduled machine downtime & repair — In all manufacturing organisatons,
machines will constantly breakdown and necessitate repairs. Machines may also not
be used due to the fact that they are due for a service, there is a part that needs
oiling, there is a part missing, and much more. This is something that happens all the
time and is not planned. Employees, supervisors and managers in a manufacturing
organisation will not let 2 machine run, unless each part on that particular machine is
functioning at one hundred percent (100%). The reason for this is that a machine not
functioning as it should, may very well put someone’s life at risk. Also, employees
who are suffering from stress, while operating machinery, may not be aware of a
malfunction on the machine, whether it is major or not. An oversight such as this may
put the employee’s life at risk, or even those around him/her. Should this occur, then
the machine would require repair work, which could make the problem even more
severe than it initially was shoutd the employee have picked it up sooner. This means
a particular machine would be standing still, unable to function. Also, should a
machine operator be suffering form stress, he/she may be off work often, leaving the
machine standing still. This affects the organisation in an immensely negative
manner, as production has now been brought to a halt.

Compensation awards

In some arganisations, in the various industries, employees will receive compensation for the
following factors; to name just a few:

s Production targets reached

e The employee who has not been off work at all for the year (sick or leave)
e A wastage figure of below the forecasted amount

e A high quality assignment, which landed an extremely important client

o No accidents occurring on the job within the whole factory, for a period of one year

These compensation awards may be in the form of the following, to name a few:

» Time off from work
e A function that has been arranged for the whole department
e A quarterly production bonus paid out
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Leaving work even earlier on a Friday

Should employees be suffering from stress, then these awards would not be given. Although

the upside to this is that the organisation would not have to hand out money and time off, the

negative costs are far more perilous. This is due to the fact that the employees’ performance
would be hindered, which means that targets that have been set will not be reached.
Employees will not be performing at their full potential, which directly affects the organisation

in a negative way. The employees are also affected in a negative way, as they will no longer

receive any incentive, in addition to the fact that they are now suffering from stress that is not

being managed correctly.

INDIRECT COSTS

| oss of Vitality

Low morale — Morale is a concept, which is exceptionally difficult to measure. There

is no formula through which an organisation may determine the ratio. Morale is
therefore, something, which is felt within the organisation’s climate, as it is
employees’ attitudes, feelings, views and approaches towards their work,
management and the company at which they are employed. Employees observe
management to be mismanaging stress due to the fact that too many staff members
are distressed. They therefore feel that management is not concerned with their
health and well being and have a propensity to generate a negative attitude towards
their work and management. This is what causes low morale, which in tum prompts
employees to feel frustrated as well.

Low motivation — As with morale, motivation too, does not have a formula to
determine its ratio or effectiveness. Motivation is rather something that is given to
employees. In other words, management will monitor employees’ behaviour in order
to determine “why do people do what they do™(Mullins, 1899:408), and what it is
that they can do to change that behaviour in order to get them to work to the best of
their ability.

Dissatisfaction — Employees suffering from mismanaged stress will start to

experience discontent, displeasure and frustration with regards to their work; which in
turn affects their performance. Once again, the organisation is affected in a negative
way. The only way to eliminate these feelings for the employees would be to assist
them with the stress being experienced. This can only be achieved by offering
employee wellness programmes, namely a stress management programme.

74 -




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

Communication Breakdowns

+ Decline in frequency of contact — Due to mismanaged stress, a vast decreasein
the frequency of contact will accur. For example, employees may be off from work

more often than usual; however, they might not even call in to inform their superior.
This is how a communication breakdown commences.

Faulty Decision-Making

Stress results in a lack of concentration amongst many other factors; which may lead

employees and managers not to consider findings as they normally would, while mzaking an
extremely important decision. This means that the individual may not consider all factors while
making a decision, thus leading to the incorrect decision being made.

Quality of Work Relations
Mismanaged stress wili result in distrust and disrespect being displayed by employees on

every level towards those managers, whom the employees consider to have the power to
help them overcome the stress being experienced. Due to the fact that employees normally
stand by each other, even those employees who are not experiencing stress will harvest
these feelings towards management. This will create animosity, leading to a climate filled with
hostility and bitterness.

Opportunity Costs

Due to mismanaged stress, employees may miss out on advancement and training
opportunities. This in turn could lead to an additional amount of stress being experienced. For
instance, an employee who has proved himselffherself worthy of a promotion, but has been
experiencing stress which is not managed correctly will find that eventually the stress will start
to interfere with the individual's performance. Management acknowledges that the employee’s
performance has been decreasing somewhat, but they are not aware of the reasons. In the
tong run, the employee is nat offered the promotion. Management finds somecne else to fill
the position and the employee suffers with added stress.

The Kenecott Copper Corporation reduced sickness and accident cost by 75 percent when
they introduced a stress management program (Egdahl & Walsh, 1980). The PA Medical
Corporation reduced ahsenteeism by 14 percent by instituting a stress reduction program
{Everly & Girdano, 1980). This therefore confirms that stress management is a good
investment
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2.6.15 Sources of Work Stress

According to Schafer {1992:193), the sources of work stress include the following:

Work Load — Overload is one of the most important sources of work stress. Too much work
that has to be completed in a short period of time results in the employee suffering from
quantitative overload. If the problem is a lack of training or ability to do the job, then the
employee is experiencing quafitative overload. How workload is scheduled can create
additional stress. For example, shift work, which involves rotating night and day schedules,
disrupts biological rhythms and thus contributes to stress. (As mentioned before)

Work Responsibilities - Siress will arise here when the employee’s work responsibilities are
poorly defined. Stress may also occur when one employee’s duties conflict or are
incompatible with another. Too much or too little responsibility can be another important

source of work stress.

Work Environment — “A large number of environmental factors can make even the best
job stressful, including lack of physical or financial resources, problems with co-
workers, and uncomfortable work settings {too much or too little light, heat or cold,
noise odours, pollution, crowding, lack of privacy, and even peoor layout}”
{Schafer.1992:195).

Organisational Retrenchment and Decline — As the world is so competitive out there today,
some organisations opt to cut back in order to survive; even after this, not all of them survive.
According to Schafer (1992:196), “The research in this area concludes that ten factors
related to cutbacks can contribute to experienced stress and uncertainty:

The greater the size of budget cuts

The greater the extent to which cuts affect changes in goals, programmes or
organisational survival

The higher the frequency of cuts

The less organisationa! slack and the fewer the opportunities for alternative funding
The fewer management assurances regarding job security or departmental survival
The more the cuts are selective rather than uniform

The less waming about impending cuts

The lower the information clarity regarding impending cuts

© BN ;s oW

The less response time available between the mandate to cut and the actual cuts and
10. The longer the mandated duration of cuts
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According to OSH (2003:9), unnecessary work-related stress can emerge from two types

of factors:

¥ Job context {how the workplace is organised)
¥ Job content (what the job involves)

The following table summarises some of these factors, which can place unreasonable

demands on people at work.

Work characteristic

Conditions possibly stressful to an employee

Organisational function
and culture

& Rigid work practices-people unable to work out their own
solutions to the day-to-day problems they encounter in the
workplace

“B Poor communication within the workplace

$A non-supportive work culture-concems and requests are
dismissed without consideration

Role in organisation

¥ Role or task ambiguity/uncertainty (for example, employse
unsure about what they should be doing)

<P Role conflict from imprecise or conflicting job demands

i Responsibility for people beyond the individual's capacity

Career development

<% Career uncertainty or stagnation (where employer has no jobs

with greater responsibility or content to offer)

% Poor status or status incongruity (a mismatch between
qualifications/ability and job demands)

<P Lack of rewards (status, self-esteem, recognition)

Decision latitude/control

3 Litte opportunity to participate in decision-making
< Lack of control over the speed and scheduling of work

Relationships at work

=) Physical isolation

“® No formal employee participation system

B Poor relationships with supervisors and fellow workers
3 Interpersonal conflict and violence at work

< A lack of social support at work

Life/relationships outside
work

D Conflicting demands of work and home life
b Dual career problems (for example, or juggling schedules
with a work partner)

Table: 2.4

The context in which the work takes place

Source: OHS. 2003:10
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Work characteristic Conditions possibly stressful to an employee
Task design < Lack of variety and/or short work cycles, fragmented or

{edious work
& Under-utilisation of skill
"33 Constant customer contact

Workload or workplace

“b Lack of control over work rate/pacing
<@ Work overoad or under-load

e High work rate or time pressure

Work schedule % The disruption to body processes caused by changes in
shift work pattemns especially when these are badly
designed

b Inflexible work schedules
+ Unpredictable working hours or long or unsociable working
hours

Work context £ Inherently hazardous

% No two-way communication on workplace issues
Table: 2.5
The content of the work

Source: OHS. 2003:11

OHS (2003:12) goes on to say that extreme levels of these factors may produce a stress

reaction in some people. Employers need to be enormously observant for signs of workplace

stress and should it occur, they also should have systems in place in order to challenge and try
to eliminate the stress. It must also be realised that the work itself is not the anly factor that may

result in the stress being experienced. Even though the work may be well organised, the person

performing the job might not have the proper skills or personality required in that particular

position. Increased pressures, demands and stress will arise in the workplace and in some

cases the employer may not even have control over the happenings. However, what is

impaortant in a circumstance which the employer has no control over, is that employers are

aware of the fact that they cannot shelter employees from such pressures and demands, nor

can they eliminate the pressures immediately. They are only required to have systems in place,

which will serve to help and guide employees in such circumstances.
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2.7SUMMARY

“Life has always been a challenge, however, in the past, when life was less
complicated, lifestyle choices were equally simple. Our present changing society has
introduced worldwide problems, which can also affect our daily life: economic stability,
social unrest, and inequitable resources. It is sometimes assumed that stress
management is primarily teeded during an emergency. However, in today’s society,
the use of stress management information can be applied to nearly all aspects of one’s
life. There are few problems that are not better managed with clearer thinking, and a
more relaxed, confident attitude™ (Reed.1897:1).

Stress management itself is a very positive and valuable tocl for any organisation to possess.
1t is not a very complex exercise and if applied in the comrect manner, it will insert
considerable advantages into the organisation. This is due to the fact that the crganisation will
be more invalved and concemed with the aspect of employee health and well being, thus
creating a healthy place of work and establishing good employment relations. However it
does take commitment from both parties concemed, as it is a shared responsibility. Therefore
it is vitally important that both parties communicate and work together, as they both want to
attain the same goal. Even though stress management modules are perceived as benefiting
largely the employees of an organisation, in the long run it benefits the managers
administering the organisation, the organisation as a whole, as well as the continuity of the
organisation. For these reasons, it is vital that alf parties are equally committed and motivated
to implement and keep the momentum of such modules alive within the organisation. Fair
enough, all organisations are different due to their characteristics and features. This is what
categorises them into the various different industries in which they function.

Ancther complex issue ta bear in mind is that of shift work. Many people work shifts and
stopping shift work is not an option for them, nor for the organisation. There are many
reasons why people work shifts, for example, they have no education, employment is hard to
find, among other reasons. Many organisations also depend on shift work due to the nature of
the product they manufacture or because of the type of service that they provide; a 24-hour
society. Therefore, shift work is here to stay. True, shift work, as well as the nature of the
organisation, play a major role in the implementation of stress management within an
organisation. However, with regards to preventing and reducing stress for shift workers, the
exercise is not a costly one. One of the reasons for this is because stress and shift work have
a relationship. In the beginning of the literature study shift work was discussed and later on
stress was discussed. There were a few major factors that appeared in both the stress and
shift section.
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They included the following:

“ Social/Work or Family life
€@ Eating habits

b Cardiovascular problems
€ Women's problems

2 Age

< Sleep disturbances

4 Concentration and memary
5 Gastrointestinal problems

if one is to look at these factors, it must be realised that their optimum functioning plays a very
important role in people’s lives, as they affect one’s health. In the business sense, these
factors would play a major role in an individual's performance at work, as it could hinder an
individual from performing to their optimum standards. Also they could in time, even though
unintentionally, harm their fellow employees and even themselves as they become more
accident-prone. Stress stemming from shift work has negative consequences not only for the
individual person suffering from it, but for the crganisation as well. For the individual it could
have negative heazlth consequences, which cannot be repaired quickly. For the organisation it
could mean thousands of rands; firstly to support the individual and secondly to find a
replacement for the employee who is not able to perform his or her duties/tasks at work.
Companies that refuse to take the issue of stress seriously will be saddled with consequences
that are harmful, unfavourable and damaging for the company and its continued existence.
Companies therefore need to be more involved with regards to improving people’s resilience
to stress. When tackling the issue of stress management within an organisation, there is one
key factor that should always be remembered.

“A key factor underpinning a successful training intervention is a coherent framework.
This may be in the form of a well being policy, which sets out what the organisation
intends to do to manage stress and promote well being. The policy should define
stress, specify the organisation’s commitment to managing it, highlight how this will
be achieved and outline responsibilities throughout the organisation”
(Shuttleworth.2004: 62),
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Engage senior
management Shape your
support programme
h h 4
Working with the Improving
root causes of employees
stress resilience towards
stress
Define fraining Deliver fraining
needs via a pre- to hoth staff and
course managers
questionnaire

Deliver fraining.
Addressing
relevant work
issues
Figure: 2.6
Stress training flowchart
Shuttleworth (2004:62).

h 4

Evaluate

Regular reviews

-81-




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

There are a few more factors to bear in mind when attempting to tackle the issue of stress.
Below is a brief overview.

BE CLEAR ON WHAT YOU WANT TO ACHIEVE
“Have a clear definition of what you want to achieve. A stress audit is an important toot

that enables the employer to identify the pressure points in an grganisation,
pinpointing areas that may be experiencing stress and understanding the underlying
causes. It provides key information that the organisation can use to improve the
performance and well being of its employees, and can form the basis of a subsequent
training intervention” {A. Shuttleworth.2004: 62).

ENSURE THERE IS SENIOR MANAGEMENT BUY-IN
It goes without saying that employees like to see management getting actively involved in

issues that are being addressed. Therefore it is very important to get senior management
actively invoived. This proves that management supports the process. Also the employee and
employer both benefit from such a programme, therefore they must try to work together, as
they both are striving to attain the same goal.

MAINTAIN MOMENTUM IN THE MODULE
The management of stress should not be a ance off event; it should be an ongoing process.

Regular sessions must be scheduled in order to ensure that the implementation of the stress
management module is assisting employees to cope better with stress and the pressure there
of.

MEASURF THE EFFECTIVENESS
It is vitalty important that organisations that have implemented a stress management module

take time out to measure the effectiveness of the programme. Only once this is done will it be
known whether the programme is of any value and whether it has accomplished what it was
designed to achieve. In this part of the process, employers may also identify certain aspects
of the programme that may not be functioning, as they should and imprave on these points.
“The ability to manage stress can be greatly enhanced by increased awareness of what
stress is, its causes and consequences, and what can be done to cope with it more
effectively. Possible henefits of effective stress management for the individual include
improved mental and physical health, improved problem solving and decision making
ahility, and increased job satisfaction. The advantages to the organisation may be
decreased medical costs, less absenteeism and tumover, better decision making, a
better working climate, and increased productivity” (Bellingham and Cchen, 1987:175).
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2.8CONCLUSION

Stress and shift work are two issues known to mankind, but the effects are not yet properiy
understood. This chapter has summarised the harmful effects of stress and shift work for
employees, as well as the organisation. It has also stressed the importance of a stress
management module with regards to the employer’s contribution towards stress. However,
with regards to the tackling the issue of stress, a great deal must also depend on the
indivdual, due to the fact that their heafth and well being are at stake. s it not true that we are
largely responsible for oﬁr health? Therefore we too must play a role in stress prevention
programmes.

“In conclusion, the ability to manage stress can be greatly enhanced by increased
awareness of what stress is, its causes and consequences, and what can be done to
cope with it more effectively. Possible benefits of effective stress management for the
individual include improved mental and physical health, improved problem solving and
decision making ability, and increased job satisfaction. The advantages to the
organisation may be decreased medical costs, less absenteeism and turnover, better
decision making, a better working climate, and increased productivity” (Bellingham and
Cohen, 1987:175).

The following chapter will elucidate the research methods used for this study. It will also
reveal the development of the stress management module designed from the questionnaires
completed and will then advance to the implementation of the stress management module.,
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CHAPTER 3: RESEARCH METHODOLQGY

3.1 INTRODUCTION

The aim of this research project was to develop, as well as implement a stress management
module for shift workers. The stress management module was designed to help companies
maintain a more healthy and productive workforce, benefiting both the employee and
employer.

- This stress management module once developed, was implemented in three companies
situated in Cape Town. Even though the sizes, as well as the industries in which the
companies function, differ, they all have one factor in commoen, which is shift work. The
stress management module was to be developed and utilised in order to assist employees
working shifts to cope better with stress and the pressures thereof. For this very reason it was
imperative that all companies being used in this research project, possessed a workforce
which comprised of at least a minimum of 30% shift workers. Samples were used from all
three companies, which brings the total sample size to 404. However, before the stress
management module was designed and implemented, a questionnaire was completed by the
employees working shifts within the three companies in question.

3.2 METHODOLOGY
The methodology that was used will be clarified through the use of six phases. The phases
are as follows:

3.2.1 Phase 1
Development of questionnaire.

3.2.2Phase 2
The distribution of the questionnaire amongst the shift workers, within the three companies in

question.

3.2.3 Phase 3
Conduct interviews ta obtain clarity with regards to those questionnaires that were unclear to
the researcher.

3.2.4Phase 4
The development of a stress management module.
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3.2.5Phase 5
The implementation of the stress management module within a sample selected.

3.2.6 Phase §
Re-test the questionnaire after the stress management module has been implemented.

Next, the questionnaires were analysed according to the following factors:

+ Gender

» Marital status

= Number of children

*« Age group

« Occupational category

The data that has been received from the above-mentioned factors, will be put into a more
understandable format, so that an accurate conclusion may be drawn. The same will be
applied to the information received from the sample in which the stress management module
was used. After the researcher has re-tested the questionnaire on the sample, it will be made
clear whether the module is effective. The researcher will now be able to compare the scores
from before and after the stress management module has been implemented.

However, before the above-mentioned phases are discussed, as well as a brief overview of
each company is provided, it is imperative to understand why the researcher opted to make

use of questionnaires and interviews.

a.) Questionnaires

“The advantage is that respondents have time to think about the answers to questions
in the questionnaire. Moreover, a large number of respondents distributed over a large
geographical area can be reached. The disadvantage is that the researcher is not at
hand to explain uncertainties, which may resutlt in biased or distorted answers by the
participant. Furthermore, using questionnaires could be quite costly, especially where
a large number of respondents have to be reached in order to minimise the percentage
error in the results obtained” (Brynard and Hanekom.1997: 38-39). Another advantage of

utilising questionnaires is that respondents may remain anonymous, if they so choose.
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This implies that respondents may actually be honest when completing a questionnaire, as no
one will know who they are.

Due to the above-mentioned disadvantage, it was very important that a structured
questionnaire was used. This is due to the fact that a structured questionnaire allows no room
for the respondents to formulate the response themselves; which minimises the need for the
researcher having to be there to clarify or explain uncertainties. In a structured questionnaire
respondents must select the answer that best applies to them, from a response scale. An
example of a structured question is taken from Welman and Kruger (1999:173) and is as
follows:

indicate in the space to the left of each item how happy you are with each of the following

aspects of your job using the response scale below:

5 = Very happy

4 = Happy

3 = Neutral, neither happy or unhappy
2 = Unhappy

1 = Very happy

1. The work you do.

2. Your supervisor.

3. Your co-workers.

4. The conditions in which you work.
5. The employee cafeteria.

6. Your work hours.

A structured questionnaire also takes less time to complete, as all the answers are already
there. Another important factor that was taken into consideration with regards to the
questionnaire was that of the literacy levels of the respondents. “We should formulate the
qguestions in terms of words and concepts with which we can expect the respondent to
be familiar. The command of language of the group being investigated should
therefore be taken into account. Because we obviously want to obtain accurate
information from the respondents, it stands to reason that they should know exactly
what is being asked of them. With this in mind technical terms should be avoided”
(Welman and Kruger.1989:174). For this very reason, the researcher therefore decided that
the questionnaire would be transiated into languages that could be understood by all. The
questionnaire was made available in English and Afrikaans; and respondents were free to use
whichever language they preferred.
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Once the above-mentioned was understood, something extra was still required for the
respondents. “It is necessary to supply respondents with

standardised instructions on how to complete the questionnaire and to explain what is
expected from them” (Brynard and Hanekom. 1997:38).

b.) Interviews

“Probably the biggest advantage of personal interviews is that the interviewers are in
complete control of the interview situation. If respondents are evasive, interviewers
can attempt to gain their confidence. Moreover, they can ensure that the respondent’s
first response is recorded as well as any changes to it, that all questions are answered,
and that someone else does not provide the responses on the respondent’s behalf.
The interviewer Is in a position to notice and to clear up any misunderstanding {in the
case of semi-structured interviews) on the part of the respondent, to explain any
questions which may be unclear, and to follow up on incomplete and vague
responses” (Welman and Kruger.1999:164). "it is also possible to observe the behaviour
of the interviewee or respondent. The disadvantage is that many persons ray fear to
commit themselves by telling the truth” (Brynard and Hanekom.1957:38).

The interviews were therefore only held once all the questionnaires were received and only
where the researcher required the respondent to clarify information or complete information,
which had been omitted. This was considered critical for the researcher, as the information
being collected had to be correct in order for it to be valid and reliable.

3.2.1 PHASE 1: DEVELOPMENT OF QUESTIONNAIRE
The researcher felt that medical expertise was required in order to develop a structured stress

questionnaire and therefore consulted with the following people in the medical profession:

 Dr.J. G. Dippennaar
+ Dr. G Kew
= Sr. 5. Kritzinger

However, after consulting the above-mentioned people, the researcher feit more comfortable
with using an already existing questionnaire from a doctor who specialises in stress. The
reason for this is that certain questions had to be asked in order to measure siress and also a
cut-off point had to exist in order to categorise the respondents once their answers had been
completed. By using a questionnaire from a more qualified source than the researcher, it
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ensured that reliable information was obtained in order for the researcher to analyse the data
collected so that the resuilts may be interpreted into a more understandabie format.

The questionnaire, which was distributed amongst the three companies being researched,
comprised four pages. A copy of the questionnaire may be perused in Addendum 2, however
a brief explanation of each page of the questionnaire follows:

PAGE 1
This was a letter attached to the questionnaire and addressed to the employees who would
be completing the questionnaire. The letter elucidated the following:

+ That the questionnaire was not for work purposes.

+ The need for the questionnaire.

+ That the questionnaire comprised of three tests and explained what each test was for.

+ How much time employees had to complete the questionnaire, by when it had to be
handed in and whom it had to be handed in to.

e What the answers to the questionnaire will be used for.

PAGE 2

This is a test called About you. It requires respondents to provide the researcher with their
occupation and name. Respondents are aware that they may remain anonymaous. Also,
respondents are required to complete a few multiple choice questions, by ticking the block
which best applies to them with regards to their biographical details, namely:

s Age

+  Sex

» Marital Status

¢ Whether they have any children
= And if so, how many

» Qccupation

PAGE 3

The first test is a test called Rate yourself for stress. This {est used by the researcher,
measures stress and was developed by the American stress psychologists Lyle H Miller and
Alma Dell Smith of the University of Boston's Medical Centre. By completing this test, it will be
clear as to how much stress a particular individual may be experiencing. The test lists 10
respanses often made by people under pressure. Each response must be rated on a scale
from 1 (not stressful) to 5 (very stressful). Respondents are asked to think back to the last six
months with regards to the responses given and circle the option that they feel
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represents the amount of stress they experienced at the time (under the past column).
Respondents are then asked to circle the amount of stress that they expect to experience
during the next six months (under the future column). Respondents were not informed of how
the score would be calculated. This is due to the fact that the researcher felt that they would
be more honest if they were not aware of the manner in which the scores were to be
calculated. If the respondents knew what the cut-off point for stress was, then a few of them
might ensure that the total of their answers would stay under that point. In order to calculate
respondents’ scores, the following calculation was made:

e Add up the past columnn
s Add up the future column
e Then add the past and future columns totals together

A score of under 30 indicates that the respondent does experience stress; however the level
of stress, is very low and therefore not a problem for the respondent. A score of over 30
indicates a potentia! stress problem, while more than 53 calls for a planned programme to
fight stress.

PAGE 4

This is a test called Measure your resistance. “The physical and mental effects of stress
are due not only to the amount of stress you experience, but also to how good your
defences are and how well they enable you to cope with stressful situations” (Anon-
Readers Digest.1999: 33). This test measures how much your way of life supports you and
bolsters resistance to stress. “No one can avoid stress altogether, but some people may
be better equipped to handle stress than others; for example, those who are able to
communicate openly with friends and family seem to deal well with stress” (Anon-
Readers Digest.1999: 33).

The American stress psychologists Lyle H Miller and Alma Dell Smith of the University of
Boston's Medical Centre also designed this test. In this test, respondents are given 20
statements and are required to rate them according to how often they apply. The rating scale
ranges from 1 (almost always) to 5 (never). Once again the respondents are not aware of how
their scores will be calculated. In order to arrive at one’s total score, add up the score rated
for each of the 20 statements. “A score of 45 or less shows high resistance to stress and
a healthy way of life; 45 — 55 indicates that you may be susceptible to the effects of
stress and could benefit from adjusting certain aspects of your daily life; over 55 and
stress could be a serious risk, calling for a reapprzisal of your general way of life”
(Anon-Readers Digest. 1989: 333).
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3.2.2 PHASE 2: DISTRIBUTION OF THE QUESTIONNAIRE WITHIN THE
THREE COMPANIES

Company A

Organisation A is one of the leaders in the retailing revolution. They develop innovative, cost-

effective packaging solutions for fresh food producers, distributors and retailers. ltis a
national and international company. For the purpose of this study only the Cape Town branch
will form part of the sample size. The staff compliment in the Cape Town branch is 470,
however only 220 employees are wage earners. Only 180 from the above-mentioned number
work shifts, which brings the sample size {0 180. Before the distribution of the questionnaire is
discussed; some basic information with regards to the shift workers must be understood.

SHIFT SHIFT TYPE — WHEN IT IS WORKED
A Day Shift
B Afternoon Shift
C Night Shift
Table: 3.1
Shift types at Company A

It must also be known that the shift rotation at Company A is as follows: One week of night
shift (C-Shift), followed by one week of afternoon shift (B-Shift) and then one week of day shift
(A-Shift).

SHIFT WEEKLY WORKING HOURS WEEKEND WORKING HOURS
A 07HO00 — 15HO00 OFF
B 15H00 — 23H00 07H0C — 19H00
c 23H00 - 07HO0 19H0Q — 07HQ0
Table: 3.2

Working Hours of Shifts at Company A
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SHIFT WORKERS NON-SHIFT WORKERS TOTAL
WAGE
EMPLOYEES 180 40 220
Table: 3.3

Total Number of Wages Staff Breakdown at Company A

/ f

100.00%

80.00% CONON-SHIFT
iR WORKERS
40'000/: - B SHIFT WORKERS

20.00%
0.00%

Figure: 3.1
Percentage Breakdown of Shift and Non-Shift Workers at Company A

Before the questionnaire was distributed among the shift workers in the company, the
researcher felt that it was important to inform the correct people of what was to occur, in order
for them to facilitate while the researcher was not available. For instance, those employees
working night when the guestionnaire was handed out would require someone to assist them
with queries in the absence of the researcher. A meeting was therefore held with the
supervisors of each shift, in order to inform them of why this research was being conducted,
what would be done with the resuits and by when the questionnaires were to be completed.

Each supervisor was glso informed that should an emnploves require heln with any part of the
questionnaire and the researcher was not available, they should set up appointments for
those employees with the researcher. The researcher also left 2 box at the company for those
employees who had questions, but did not want their supervisors to know. Those employees
could drop their names and telephone numbers into the box, which only the researcher had
the key for. The researcher then went to Company A one morning and handed out the
questionnaire personally to those employees working the day shift. The purpose of the study
was explained to each employee, as well as the date by which the questionnaire was to be
retumed. Employees were also informed that neither their supervisors, nor managers would
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be able to peruse their results. The researcher then remained at the Company for two
reasons. The first was to answer any questions which employees had and the second was to
hand out the questionnaires personally to the afternoon shift employees who were to start
work at 15h00. The researcher stayed for a few more hours to answer any questions raised
by the afterncon shift employees. The night shift supervisor was then given the set of
questionnaires to hand cut to the night shift employees. The date by which all questionnaires
were to be returned to the researcher was two weeks from the date employees took delivery
of the questionnaire. At Company A, all questionnaires were retumned by the due date.

Company B

Company B is a cellular communications company providing service in South Africa to
millions of customers. The staff compliment of this particular organisation is enormous, so for
the purpose of this study, only one department was used, which was the call centre. The total
number of staff in the call centre amounts to 808, however the sample size in this company
was 1738. Before the distribution of the questionnaire is discussed, information with regards to
the hours of the shifts worked must first be understood. There are three shifts, which shift
workers must work, however two of the shifts were increased to accommodate more people.

In this company shift workers work five days on and then get three days off.

EARLY SHIFTS L ATE SHIFTS

06HO00 — 14H30

13H00 - 21H30

06H30 - 15H00

13H30 - 22H00

07HO0 - 15H30

14H00 — 22H30

07H30 - 16H00

14H30 — 23H00

08H00 - 16H30

15H00 - 23H30

08H30 - 17HCO

15H30 — 24H00

Q9H00 - 17H30

GRAVE YARD SHIFT: 23H00 - 07H00

Table: 3.4
Working Hours of Shifts at Company B
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SHIFT WORKERS NON-SHIFT WORKERS TOTAL

CALL CENTRE 794 14 808

Table: 3.5
Total Number of Call Centre Staff Breakdown at Company B

CONON-SHIFT
' | WORKERS

B SHIFT WORKERS

Figure: 3.2
Percentage Breakdown of Shift and Non-Shift Workers at Company B

The researcher worked through one of the call centre agents with regards to the distribution of
the questionnaire at Company B. The call centre agent was given exactly the same
information that the shift supervisors at Company A and was also given a box for the names
and number of employees who had any questions. Due to the fact that the researcher had no
contact with any of the respondents, the questionnaires were received only two weeks after
the required date.

Company C

Company C is a security company who provides their service by hiring out their staff and
equipment to: retail, industrial, corporate, banking, mining, warehousing and hotel and leisure
industries. Companies outsource this type of service due to the fact that it is specialised. For
this very reason, a type of company such as this would have an immense staff compliment.
The researcher therefore opted to select a company who outsourced this service to take the
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sample size from there. The sample size from this particular company was therefore only 46.
Employees of Company C work three days of day shift, followed by three days of night shift
and then they receive three days off.

SHIFTS TIMES OF SHIFTS WORKED
Day Shift 07H00 — 18H00
Night Shift 18H00 — 07HOO
Call Out Anytime, day or night, while on their off days employees

may be called out to come in and assist.

Table: 3.6

Working Hours of Shifts at Company C

SHIFT WORKERS NON-SHIFT WORKERS TOTAL
EMPLOYEES 45 1 46
Table: 3.7

Total Number of Staff Breakdown at Company C

CONON-SHIFT
' | WORKERS

H SHIFT WORKERS

Figure: 3.3

Percentage Breakdown of Shift and Non-Shift Workers at Company C
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The researcher made an appointment with the Security Manager and briefed him on all the
relevant information. Due to the fact that the sample size was small, the researcher decided
to hand out the questionnaires personally to the employees. It was decided that the
questionnaires would be handed out late in the afternoon so that both shifts would be
covered. Employees received their questionnaires; an explanation as to why the project was
being done was given and they were also informed that their manager would not be able to
get hold of their answers. The researcher waited a while to answer any questions, however
none were asked. All questionnaires were received a week before the requested date.

3.2.3 PHASE 3: INTERVIEWS CONDUCTED TO OBTAIN CLARITY TO
QUESTIONS LEFT UNANSWERED OR UNCLEAR

Company A and Company B called the researcher to collect the questionnaires once they had

all been completed. All questions were completed correctly and none of the employees had
any questions, which required the researcher to answer. Therefore, no interviews were
conducted at the above-mentioned two companies.

Company A had a few names in the box of employees requesting to see the researcher
again. However, once the researcher had spoken to all of the employees, it was evident that
the employees only wanted to see the researcher to double-check that their supervisors
would not have access to their answers. They feared that should the test show that they were
under stress, their supervisors would accuse them of trying to blame only their work on the
stress being experienced and not their family life. The researcher explained that they would
not get into any trouble for answering the questionnaire honestly and that stress can result
from work as well as home pressures. Employees were then re-assured that no one else but
the researcher would have access to the questionnaire once the scores had been calculated
and the results were known. No interviews were conducted in order to obtain clarity with
regards to the questionnaires, as they were all completed correctly. However, the researcher
did go back to both company A and B to ask certain questions in order to understand why
certain responses were obtained, before certain conclusions were drawn. This will be
revealed in Chapter 4. The researcher then had to go back to all three companies in order to
obtain a more in depth answer. For those employees who had children, the researcher was
now interested in determining how many children were under or over the age of eighteen. The
former, according to the researcher were more of a responsibility than those over eighteen.
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3.2.4 PHASE 4: THE DEVELOPMENT OF A STRESS MANAGEMENT
MODULE

The researcher consulted many modules, which have been designed to assist employees

who are dealing with stress. “It is also necessary to bear in mind that the aim of stress
management is not to eliminate stress totally. The good stress that gives you the edge
when you need it is something you'll always want, it’s the negative stress that has to
be controlled. This can be approached in a number of ways. You can defend yourself
from the stressors, stopping them from ever getting to you. You can counter the
effects of stress physically, using exercise or drugs to counter the attack. Or you can
resort to emotional and spiritual relief, bringing a calm to the inner self that results in
less likelihood of developing a negative stress response” (Clegg.2000:5).

This stress management module consists of exercises, which should be used to help
individuals calm themselves in order to try and understand their responses to stress, as well
as techniques or defences, which individuzals can apply when the stress becomes too much.
The exercises, which appear in the module, are taken from Clegg (2000:5), the Readers
Digest (1992) and Makin and Lindley (1991). The first few pages of the stress management
module explains to the readers what stress is and where it comes from. li then goes on to
teach readers how to recognise the signs and gives some strategies, which may be used to
cope with stress. The information contained in those pages is basic information about stress
which readers must understand in order to eliminate the negative stress, which they may be
experiencing. Next in the module is a test, which employees are to complete by selecting yes

or no for each answer. There are six categories:

+ Your environment

s Your perscnality

= Your body

+ Your relationships

* Yourjob

= Your lime management

This test allows the readers to see for themselves exactly where their stress lies, so that they
may focus on those areas in particular, The rest of the module is made up of exercises, which
the readers may use in order to calm themselves so that they may either deal with their stress
or eliminate the negative stress completely.
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Not all the tests have to be used; readers may choose only those exercises, which they feel
more comfortable with. This is due to the fact that everyone is different and this module must
accommodate these differences. Therefore, the module offers many different exercises, all of
which do not require money or even much time. This stress management module may be
reviewed in Addendum 3.

3.2.5 PHASE 5: THE IMPLEMENTATION OF THE STRESS MANAGEMENT
MODULE

Once the stress management module had been compiled, a sample size was determined to

test the module. Due to the fact that Company A was afraid of their supervisors reviewing
their score, the researcher decided to test the stress management module on Company A.
The sample size was 50 and was chosen by means of simple random sampling. “In the
simplest case of random sampling, each member of the population has the same
chance of being included in the sample and each sample of a particular size has the
same chance of being chosen” (Welman and Kruger.1999:52).

The implementation of the stress management module within the sample size occurred as

follows:

e The sample size of 50 was split into 5 groups of ten
. = The 5 groups were chosen in no particular order

s The 5 sessions were held over a period of 1 week

+ The researcher did not conduct the session

+ Each person in each group was given a sheet of paper with the group members'
names on it.

s Each person was to select a candidate who they felt should implement the stress
management module.

« The researcher did this for the following 3 reasons:

- Employees would partake more in the session, if someone they knew and
trusted was helping them learm more about stress

- If employees were on night shift then there would be someone to cover the
shifts

- The module is all about having fun, letting your hair down and helping each
other. The researcher felt that the group would be more comfortable with
each other and not an outsider

» Once the 5 group leaders were selected, the researcher held a session with them. In

the session the following happened:
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- The researcher implemented the entire module with the 5 group leaders so
that they were also involved in alt the exercises

- Once they had worked through the entire module, the researcher helped the
group leaders with regards to how to the procedure when they implemented
the stress module

- Group leaders were asked to explain each exercise to the rest of the group
and let them all pariake; as this was the only way the group members would
determine which exercises they feft more comfortable with. Also, enough time
was to be given to the group member, so that each exercise could be
performed. Group feaders were also informed that they should encourage the
group members to give any input they felt wauld help and most importantly to
have fun

- It was also stressed that the group leaders needed to inform the group
members to take the module home and to do the exercises should they feel
stressed, as stress management is an ongoing process

- The group leaders and the researcher decided on the times the sessions
were to be held. One session was to be held per day.

All sessions were completed in the chosen week and each group leader had reported that
group members had had fun.

3.2.6 PHASE 6: RE-TEST OF THE QUESTIONNAIRE

One week after the implementation sessions were held, the researcher felt that it was time to

re-test the questionnaire. The questionnaire was only re-tested on the 50 employees wha
were involved in the implementation of the stress management module. It was not re-tested
immediately, as the results would not be accurate and valid. Had employees been tested
straight after the implementation session, they would all still be in high spirits after their fun
session of stress exercises. it was therefore imperative to get them all back into their normal
routine, The questionnaires were then handed to the 50 empioyees from the sample size
personally by the researcher. Remarkably, the questionnaires were returned on the same
day.
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3.3 CONCLUSION

The distribution of the questionnaires among the three companies followed the exact process

and fortunately for the researcher there were no signs of resistance with regards to
completing the questionnaires. This was all thanks to the supervisors and managers of each
of the three companies, who informed their staff as to what would be happening in the next
couple of weeks, as well as the reasons thereof. All three companies were also very eager to
help the researcher and assisted where they could.

The researcher went back to all three companies for a second time, in order to obtain a maore
detailed answer with regards to the children and their ages. Even though this was a time
consuming exercise and took months to complete, it aided the researcher in drawing a more
valid and refiable conclusion with regards to the specific factor. Before this exercise had even
begun the researcher felt that this factor may have been overlooked and a space for this
answer should have been allocated on the questionnaire. However, this exercise gave the
researcher another opportunity to interact with all the staff and gave the staff an opportunity to
understand how important this research was. The researcher therefore capitalised on this
shortcoming.

The processes, which followed after the questionnaire, even though lengthy, all went off
smoothly assisting the researcher a great deal. Chapter 4 will reveal and analyse the results
of the questionnaires into more understandable forms, which is required to assist the
researcher in drawing accurate and reliable findings.
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CHAPTER 4: RESULTS AND DISCUSSION

4.1 INTRODUCTION

As discussed in Chapler 3, phase 2 dealt with the distribution of the questionnaire amongst
the three companies in which this study was being conducted, which in tumn brought about the
completion of the questionnaire. As alluded to earlier, in this particular chapter the data
obtained from the questionnaires will be analysed and transformed into a more
understandable form. The reason for the data transformation is so that the end result may be
more siraightforward, understandable and evident for the researcher, which is imperative so
that a reliable and valid conclusion may be drawn. The methods of illustration chosen by the
researcher is that of graphs, charts and tables; as these diagrams once completed would
assist the researcher immensely as he or she would now be able to view the results of each
of the tests which are in the questionnaire. Another reason for the choice of methods of
illustration is due to the fact that for two of the tests, three categories exist. Answers received
from each test must be split up into three categories in order for the researcher to determine
whether different shifts create different levels of stress. The answers will also be assessed
according to the following headings:

e Age group

» Gender

» Marital status

»  Children under/fover 18 — if any

» Occupational level

Once the stress management module had been implemented, the researcher waited for a
week to pass and then re-tested the exact same questionnaire. Once the data had been
received, the answers were split up into three categories in the same way as the first time the
data was analysed. The reason for the re-test was so that the results could be compared to
the first set of answers received, in order for the researcher to evaluate whether employees
stress levels were the same or had decreased or increased since the implementation of the
stress management module.

The data received from the questionnaires will be analysed per company separately,
however, each company’s discussion will follow the same format.
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Company A
4.2 The Three Categories
The above-mentioned heading deals with and analyses the results of the test called Rate

yourself for stress. Once the totals of each column were tallied, respondents’ scores were
identified. The categories were as follows:

* Under 30 — A low level of stress exists, which is not regarded as a problem.
» 30 and over — A potential stress problem.
* 53 and over — Calls for a worked-out programme to fight stress.

120-

400+

80+

60

O TOTAL EMPLOYEES 180 |

TR

UNDER 30 OVER 30 OVER 53

Figure: 4.1
Company A — Number per Category

The above-mentioned bar chart illustrates the breakdown with regards to the amount of stress
being displayed by employees at Company A. In the category under 30, there were 22
employees, which is only 12.2%. This in turn means that only the minority of the sample size
do experience siress. However, the amount of stress being experienced is such a diminutive
amount that it is not seen as a dilemma. A total of 52 employees experience stress, yet
handle it effectively; however this may lead to potential stress problems. This is a percentage
of 28.8%. The total number of employees who require a worked-out programme to help them
fight the stress is the highest at 106. This is a percentage of 58%. The majority of the
employees at Company A therefore fall into the unsafe category, which declares that those
employees are battling with stress and require assistance.

-101-




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

4.3 Under and Over the Cut-Off Point (53)

120
100 t"
80 =
80
= & ‘ OTOTAL EMPLOYEES
40 =
& 180
20 = =
0

EMPLOYEES EMPLOYEES
COPING WITH REQUIRING
STRESS  ASSISTANCE

Figure: 4.2
Company A — Under and over the Cut-Off Point

The figure above illustrates that 74 of the employees experience stress, but they are able to
cope with it. The majority of the employees, which is 106, requires assistance.

4.4 The Breakdown of Stress (1 — 100)

it s s qi’ﬂ:‘ﬂ_;?—'{ R T P e e L
41-60 8 =
21-40 3
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||:10-2o 021 - 40 0041 - 60 0161 - 80 0181 - 100 | '

Figure: 4.3
Company A — The Breakdown of Stress
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4.5 Factors Assessed of Employees Scoring over 53

The researcher decided to determine whether the following factors played a role with regards
to those employees experiencing more stress than they could handle, which is that of 53. The
factors were as follows:

» Gender

» Marital Status

« Number of Children

= Age Group

» Occupational Level — for the purpose of this study the peromnes job grading was
used for all companies.

Figure: 4.4
Company A — Male and Female split of employees scoring over the cut-off point

The graph above shows that out of the 106 employees who scored over the cut-off point (53),
71 were males and the remaining 35 were females. Therefore at Company A, 66.98% of the
employees who require assistance were males. However, as all the assessments of the other
above-mentioned factors have not yet been completed, the researcher cannot draw the

_conclusion that only male shift workers are under stress and require a worked-out
programme; as such an assumption would not be reliable, nor valid. A proper discussion will
be held once all the factor responses have been illustrated per company.
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MARRIED
|mEmPLOYEES 106 11 90

Figure: 4.5
Company A — Marital Status split of employees scoring over the cut-off point

With regards to the marital status of the employees who scored over the cut-off point while
rating themselves for stress, which is reflected in the graph above; the majority of employees
who appear to require assistance with fighting stress are married. Expressed as a
percentage, the graph would read as follows:

* Divorced employees —4.7%
s Single employees — 10.4%
» Married employees — 84.9%

|memPLOYEES 106

Figure: 4.6
Company A — Children under and over the age of 18
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The reason for the researcher choasing to illustrate this factor number is due to the fact that
those people who still have children under the age 18 still have much responsibility. Children
who are still under the age of 18 depend and rely on their parents much more than an
eighteen year old would. This is due to the fact that the child may still:

» Regquire their parents to transport them around, as they either do not have their
licence or a car yet.

* Only have a part-time job and still require their parents’ financial assistance.

» Depend on their parents to provide them with a home-cooked meal in the evening
when they come from school, sports or from a friends place.

= Depend on a mother to ensure that their clothes are cleaned.

The above-mentioned are just a few examples of why a child under eighteen is more
dependent on his or her parents. For these very reasons children under eighteen siill stay at
home with their parents and do not have a job. Also how many children fall pregnant while still
in school? The responsibility of looking after the child, as well as the financial responsibility in
many instances will become the grandparents’ responsibility. Fair enough, this is life; however
this still leaves this category of employees with younger children with more responsibiiity than
those employees whose children have grown up already, can look after themselves and have
maybe even moved out of the house.

020 -30 O31-40 041 -50 O51-60

Figure: 4.7
Company A — Age Group split of employees scoring over the cut-off point
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The graph above illustrates that the majority of the employees requiring assistance with
regards to fighting stress are between the ages of 20 and 40. A more in-depth discussion will
be given towards the end of the chapter.

GRADE | GRADE | GRADE | GRADE | GRADE | GRADI
17 16 15 14 13 | 1
[mempPLovEES 106 | 40 5 = rEm

Figure: 4.8
Company A — Occupational level split of employees scoring over the cut-off point

Grade 17 and grade 15 are where most employees who require assistance with stress are
situated with regards to their occupational level. Grade 17 is the lowest level and most of the
employees’ jobs are graded on that level, as no skill or experience is required for this level.
Grade 15 comprises semi-skilled employees and the leaders of the grade 17 employees will
fall under this category. A broader discussion of the occupational levels will be conducted
later in this chapter.

4.6 Resistance to Stress

The resistance to stress questionnaire was completed by all employees and not only those
employees who scored over the cut-off point when they were measured for stress. The
reason for this is that even if 2 person does not experience much stress, whether they can
deal with that stress is very important. It is therefore used to determine whether a person has
a low or high resistance to stress. As mentioned earlier under Chapter 3:

* A score of under 45 illustrates that an employee has a high resistance to stress.

s A score of between 45 — 55 means that an employee’s resistance to stress is neither
high nor low, but should that employee adjust certain aspects of his or her life, then
that person would only benefit from it.

» A score of over 55 illusirates that an employee could be at serious risk.
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Figure: 4.9
Company A - Resistance to Stress Categories

The figure above illusirates that the majority of the employees fall into the last category, which
is the very hazardous as employees at this stage require much assistance, as they possess a
very low resistance to stress. A percentage of 37.2% is the amount of employees falling into
the category of under 45, which illustrates a high resistance to stress and an amount of 22.2%
was achieved by those employees who possess neither a high nor a low resistance but
should consider adjusting certain aspects of their life. The majority of the employees, which is
40.6%, falls into the category of over which illustrates that these employees are at risk from
stress as their resistance levels are low when it comes to stress.

OTOTAL EMPLOYEES
180

HIGH LOW
RESISTANCE RESISTANCE
TOSTRESS TO STRESS

Figure: 4.10
Company A — Under and Over the Cut-Off Point (55 is the cut-off point)
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The diagram is exactly the same as figure 4.9; however this time two categories have been
combined. The combined categories are those with high resistance to stress.

{000 -20 021 -40 O41-60 O61-80 0081 - 100

Figure: 4.11

Company A — The Breakdown of Resistance to Stress

The figure above illustrates a more detailed split of the amount of employees and what scores
they have achieved when scoring themselves for their resistance with regards to stress.

4.7 Discussion of Company A

Once the questionnaires had been received, the researcher was exposed to the scores of
each and every employee who had completed the questionnaire. From these scores the
researcher was able to transform the data received into 2 more understandable form, graphs,
which have been illusirated above in chapter 4. The graphs are easier to read and
understand; which is imperative for the researcher while drawing conclusions. Alsa, should a
comparison need to be made, graphs allow the researcher to combine data. From the figures
above, the following conclusions were drawn.

With regards to rating each employee for siress, the scores were as follows:
e 122% - A minimum amount of siress is experienced therefore, no problem exists
e 28.8% - A fair amount of stress is experienced which may not be a problem at
present, however there is the potential that the stress being experienced will develop
into a problem
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* 55% - Calfls for a worked-out stress programme, as the employee requires

assistance.

The above-mentioned states that the majority of the employees (59%)at Company A require
assistance with regards to developing a programme to help them combat stress, as they are
not able to handle it themselves. For 12.2% of the employees stress is not even a factor, as
they experience such a diminutive amount of stress in their dzily lives and for the other 28.8%
of the employees, stress is not 2 problem now but may one day. It is therefore safe for the
researcher to draw a conclusion that the majority of the staff at Company A has scored
exceptionally high and requires assistance with regards to combating stress.

59% (106) of the employees required assistance and a worked-out programme in order to
combat stress, it was decided that only that group of emplayees would be analysed with
regards to certain factors, namely:

. Gender

. Marital Status

. Children (under and over the age of 18)
. Age Group

. Qccupational Level

When the researcher focused on the gender it was realised that out of the 106 employees; 71
were male (66.98%) and 35 were female (33.02%). Before receiving this data, it was
assumed by the researcher that the number of females would be farger than that of men. For
this very reason the researcher went back to the company to ask a few questions, in order to
understand why the number of males was higher than that of fernales; so that a reliable and
valid conclusion could be drawn. The researcher was then told that due to the fact that the
man of the house was working shifts, he was now mare responsibie for executing duties
around the house. For example: if the wife worked the normal nine-to-five, then between the
hours of 07h30 — 18h00 she would not be at home (time far travelling had been added onto
her normal daily working hours).

Should the husband be warking the same hours, he woufd be exempt from helping with many
of the homely chores. Due to the fact that the husband is now on night shift, he is now at
home during the day. The husband would get home after the wife and kids have already left
the house. He would first have breakfast, then and maybe a nap.
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He would then be asked to do a few of the following, as he is at home and the wife is not

. Do the washing

. Hang the washing

. Make the beds

. Clean the kitchen

. Fix certain things that may be broken around the house
. Start supper

. Pick up the kids from school

. Get a few goodies at Pick ‘n Pay

. Retum the kids library books

The husband would probably only sleep properly once the wife is at home to take care of the
children and also he may want to sleep later so that he is fresh for work. What the researcher
is trying to do here is give the reader some insight into what the researcher has been told.
The males have declared that due to the fact that they work shifts, they are depended on a
whale lot more with regards to errands and chores at home, not only from their spouse,
partner or kids, but also by family members and friends. This therefore explains the reasoning
as to why more men require a worked-out stress programme, than women at Company A.

The marital status of the 106 employees was as follows:

. 11 employees were single (10.38%)
. 90 employees were married (84.91%)
. 5 empioyees were divorced (4.71%)

Fair encugh each and every person may be exposed to stress and may also have a lot of
responsibilities. Also, a single parent may battle and experience more stress than a mamied
persan, as they have no one to rely on and turn to; the same may apply for a divorced
individual. However, the results of the study, which was carried out at Company A,
demonsirates that the majority of employees who fell into the category over the cut-off point
were married employees. It may therefore be stated that at Company A the majority of the
employees falling into the category of people acquiring assistance with regards to combating
stress, were married.

For the purpose of this study, when it came to the factor of children; it was not just a case of
whether the employee had children. For the purpose of the study it was more
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imperative that the researcher knew, of those employees who had children how many had
children under the age of eighteen and how many had children over the age of eighteen.

The reason for this is that children under the age of eighteen are still very dependent on their
parents, even though they may not like to think so. Children over eighteen have their own
licence; their own car or friends who have their own car; jobs should they not be studying full-
time; do not need their parents to come home and prepare a cooked meal for them and much
more. The results were as follows:

. 92 employees (86.79%) have children who are still under the age of 18
. 14 employees (13.21%) have children who are over the age of 18

The majority of the employees who fall into the category of over the cut-off point have children
under the age of eighteen. This therefore means that having children under the age eighteen
does put a certain amount of stress or strain on an individual, due to the fact that a child
under the age of eighteen would require more attention that an eighteen year old or older
child would. For the purpose of this study it is therefore safe to say that employees who still
have children under the age of eighteen will experience more stress than those who have
children over the age of eighteen.

With regards to the age groups, the results were as follows:

. 20 — 30: Employees amount to 40 (37.74%)
. 31 — 40: Employees amount to 41 (38.68%)
. 41 — 50: Employees amount to 17 (16.04%)
. 5t — 60: Employees amount to 8 (7.54%)

The results abave show that the majority of the employees, who need assistance with stress,
fall in the age group of 20 — 40. This in turn supports the children under and over eighteen
factor. The reason for this is because generally by the time a person reaches the age of
between 41 — 50, their children will start tumning eighteen and even older. This eliminates the
stress of having to still be there for one’s child or children “twenty-four-seven”. For this reason
alone, between the ages of 41 — 60, employees start to experience less stress.
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With regards to the occupational level at Company A, the results were as follows:

. Grade 17 — 40 employees (37.74%)
. Grade 16 — 6 employees (5.66%)
. Grade 15 — 31 employees (29.24%)
. Grade 14 — 6 employees (5.66%)
. Grade 13 — 12 employees (11.32%)
. Grade 12 - 11 employees (10.38%)

At Company A, the majority of the employees who seemed to be faced with more stress than
they could handle, were grade 17 employees. As alluded to eatlier, the peromnes job grading
system was used for all positions at all companies being researched. Grade 17 was the
lowest grade at Company A. Employees who have had no education, experience and require
no skill in order to perform their daily tasks; fell in this grade. Of course, there was more than
one occupation in this grade; which encompasses the lowest occupational levels. Grade 17
has 40 employees, as most of Company A’s factory staff are unskilled and uneducated. The
next grade with the most number of employees is grade 15. Senior operatorsiteam
leaders/heads of grade 17 fall in this grade. The reason for these grades having the most
number of stressed out employees, is that they have the majority of the employees falling
under them. The researcher feels that the occupational level on which an employee is, does
not affect his or her stress levels. The reason for this statement is because Grade 17 and
grade 15 employees do not have deadlines to work to, nor do they work in a pressurised
environment. What may increase the stress being experienced in the ergonomics and
physical conditions of their work environment; this is because these grades of employees
waork in a factory.

Finally, with regards to the employees’ resistance to stress once again the majority 40.55% or
73 employees of the total sample of employees (180) has low resistance to stress and were

at serious risk.

It has therefore been determined that Company A has a large number of employses who
require assistance with regards to developing a programme to help them combat stress. The
majority of these employees who require assistance are affected by one or more of these
factors: they are males, married, with children under the age of eighteen and are between the
ages of 20 —40 while their occupational level is grade 17 or 15.
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Company B

The format that each company will follow, as well as the types of graphs and charts that will
be used in Company B and C, are exactly the same as in Company A; the only detail which
will change is the results,

4.8 The Three Categories
The above-mentioned heading deals with and analyses the results of the test called Rate
yourself for stress. Once the totals of each column were tallied, respondents’ scores were

identified. The categories were as follows:

e Under 30 — A low level of stress exists, which is not regarded as a problem.
* 30 and over — A potential stress problem.
» 53 and over — Calls for a worked-out programme to fight stress.

100
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50 o= =

40 __ : O TOTAL EMPLOYEES 178
0¢ ' ' =
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10
0

UNDER 30 OVER 30 OVER 53

Figure: 4.12
Company B — Number per Category

The above-mentioned bar chart illustrates the breakdown with regards to the amount of stress
being displayed by employees at Company B. The category under 30 has 29 employees,
which is only 16.29%. This in turn means that only a minority of the sample size experiences
siress however, the amount of siress being experienced is such a diminutive amount that it is
not seen as a dilemma. A total of 55 employees experience siress, yet handle it effectively;
however this may eventually lead to a potential siress problem. This is a percentage of
30.90%. The total number of employees who require a worked-out programme
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to help them fight the stress is the highest at 94. This is a percentage of 52.81%. The majority
of the employees at Company B therefore fall into the unsafe category, which declares that
those employees are batiling with stress and require assistance.

4.9 Under and Over the Cut-Off Point (53)

OTOTAL EMPLOYEES
178

= S

EMPLOYEES EMPLOYEES
COPING WITH REQUIRING
STRESS  ASSISTANCE

Figure: 4.13
Company B - Under and over the Cut-Off Point

The figure above just illustrates that 84 of the employees experience stress, but they are able
to cope with it. The majority of the employees, require assistance.

4.10 The Breakdown of Stress (1 — 100)

Gt

 [00-20 O21-40 OA1-60 061 - 80 0181 - 100

Figure: 4.14
Company B — The Breakdown of Stress
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4.11 Factors Assessed of Employees Scoring over 53

The researcher decided to determine whether the following factors played a role with regards
to those employees experiencing more stress than they could handle, which is 53. The factors
were as follows:

» Gender

e  Marital Status

e Number of Children

* Age Group

e Occupational Level — for the purpose of this study the peromnes job grading was
used for all companies.

_|EMALE BFEMALE R B

Figure: 4.15
Company B — Male and Female spiit of employees scoring over the cut-off point

The graph above shows that of the 94 employees who scored over the cut-off point (53), 57
were males and the remaining 37 were females. Therefore at Company B, 60.64% of the
employees who require assistance were males. However, as all the assessments of the other
above-mentioned factors have not yet been completed, the researcher cannot draw the
conclusion that only male shift workers are under stress and require a worked-out
programme; as such an assumption would not be reliable, nor valid. A proper discussion will
be held once all the factors responses have been illustrated per company.
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SINGLE | MARRIED
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Figure: 4.16
Company B — Marital Status split of employees scoring over the cut-off point

With regards to the marital status of the employees who scored over the cut-off point while
rating themselves for stress, reflected in the graph above; the majority of employees who
appear to require assistance with fighting stress are married. Expressed as a percentage, the
graph would read as follows:

» Divorced employees — 9.57%
+ Single employees — 13.83%
e Married employees — 76.60%

80
60
40 -
20

0

{unper 18
|memPLovEES 94| 89 5

Figure: 4.17
Company B — Children under and over the age of 18
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The reason for the researcher choosing to illustrate the number of employees with children,
who are under and over the age of 18, is to show that those people who still have children
under the age 18 still have much responsibility. Children who are still under the age of 18
depend and rely on their parents much more than an eighteen year old would. This is due to
the fact that the child may still:

* Regquire their parents to fransport them around, as they either do not have their
licence or a car yet.

*  Only have a pari-ime job and still require their parents’ financial assistance.

» Depend on their parents to provide them with a home-cooked meal in the evening
when they come from schoal, sports or from a friends place.

+ Depend on a mother to ensure that their clothes are cleaned.

The above-mentioned are just a few examples of why a child under eighteen is more
dependent on his or her parents. For these very reasons, children under eighteen are staying
at home with their parents and do not have a job. Also, how many children fall pregnant while
still in school? The responsibility of looking after the child, as well as the financial
responsibility in many instances will become the grandparents’ responsibility.

Fair enough, this is life; however this still leaves this category of employees with more
responsibility than those employees whose children have grown up already, can look after
themselves and have maybe even moved out of the house.

31-40 e |

{0020-30 O031-40 O041-50 0051 - 60

Figure: 4.18
Company B - Age Group split of employees scoring over the cut-off point
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The graph above illustrates that the majority of the employees requiring assistance with
regards to fighting stress are between the ages of 20 and 40.The tatal of the ages between 20
and 40, gives a percentage of 94.68%; the remainder belongs to employees between the
ages of 41 and 60. A more in-depth discussion will be given towards the end of the chapter.

OEMPLOYEES 94

Figure: 4.19
Company B — Occupational level split of employees scoring over the cut-off point

Grade 11 and Grade 10 are where most employees who require assistance with stress are
situated with regards to their occupational level. Grade 11 is the entry-level grade in the
particular department (which is being researched). The reason for this is because a diploma
in this particular field is required at this level. Grade 10 comprises employees who have more
experience and a higher tertiary qualification. A broader discussion of the occupational levels
will be conducted later in this chapter.

4.12 Resistance to Stress

The resistance to stress questionnaire was completed by all employees; not only those
employees who scored over the cut-off point when they were measured for stress. The
reason for this is that even if a person does not experience much stress, whether or not they
can deal with that stress is very important. It is used therefore to determine whether a person
has a low or high resistance to stress. As mentioned earlier in Chapter 3:

s A score of under 45 illustrates that an employee has a high resistance to stress.

* A score of between 45 — 55 means that an employees’ resistance to stress is neither
high nor low, but should that employee adjust certain aspects of his or her life, then
that person would only benefit from it.

» A score of over 55 illustrates that an employee could be at serious risk.
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Figure: 4.20
Company B — Resistance to Stress Categories

The figure above illusirates that the majority of the employees fall into the first category, which
is the safe and sound category. Employees at this stage require no assistance at all, as they
possess a very high resistance to stress. A percentage of 57.30% is the number of
employees falling in the category of under 45. Those employees, who possess neither a high
nor low resistance but should consider adjusting certain aspects of their life, achieved an
amount of 13.49%. The number of the employees, which is 29.21%, falls into the category of
over 55, which illustrates that these employees are at serious risk from stress as their
resistance levels are low when it comes to stress.

OTOTAL EMPLOYEES
178

HIGH LOW
RESISTANCE RESISTANCE
TO STRESS TO STRESS

Figure: 4.21
Company B — Under and Over the Cut-Off Point (55 is the cut-off point)
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The diagram above is the same as figure 4.20; however this time two categories have been
combined. The combined categories are those with high resistance to stress.
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Figure: 4.22

Company B - The Breakdown of Resistance to Stress

The figure above illustrates a more detailed split of the number of employees and what scores
they achieved when scoring themselves for their resistance to siress.

4.13 Discussion of Company B

From the scores, which have been illustrated above in 2 more understandable form to the
data received, the researcher was able to draw valid and reliable conclusions. From the
figures above, the following conclusions were drawn.

With regards to rating each employee for stress, the scores were as follows:
e 16.29% - A minimum amount of stress is experienced therefore, no problem exists
= 30.90% - A fair amount of stress is experienced which may not be a problem at
present, however there is the potential that the stress being experienced will develop
into a problem
e 52.81% - Calls for 2 worked-out stress programme, as the employee requires

assistance.
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This means that the majority of the employees (52.81%)at Company B requires assistance
with regards to developing a programme to help them combat stress, as they are not able to
handle it themselves. For 16.29% of the employees stress is not even a factor, as they
experience a diminutive amount of stress in their daily lives and for the other 30.90% of the
employees, stress is not a problem now but may become one at a later stage. It is therefore
safe for the researcher to draw a conclusion that the majority of the staff at Company B has
scored exceptionally high and requires assistance with regards to combating stress.

52.81% (94) of the employees required assistance and a worked-out programme in order to
combat stress, it was decided that only that group of employees wouid be analysed with
regards to certain factors, namely:

. Gender

. Marital Status

. Children {under and over the age of 18)
. Age Group

. Occupational Level

When the researcher focused on the gender it was clear that of the 94 employees; 57 were
male (60.64%) and 37 were femnale (39.36%). Before receiving this data, it was assumed by
the researcher that the number of females would be larger than that of men. The researcher
at this stage realised that this was the same response received at Company A. For this very
reason, the researcher once again, went back to the company to ask a few questions, in order
to understand why the number of males was higher than that of females; so that a reliable

and valid condusion could be drawn. The researcher was then told that due to the fact that
the man of the house was working shifts, he was now depended on more with regards to
responsibilities around the house. For example: if the wife worked the normal nine-to-five,
then between the hours of 07h30 — 18h00 she would nat be at home (time for travelling has
been added onto her narmat daily working hours). Should the husband be working the same
hours, he would be exempt from helping with many of the homely chores. Due to the fact that
the husband is on night shift, he is now at home during the day. The husband would get home
after the wife and kids have already left the house. Here is exactly the same scenario as in
Company A; a pattem is being picked up. As this situation has already been discussed, the
researcher therefore feels that it is safe to state the conclusion, rather than repeat what
already has been said.
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The males have declared that due to the fact that they work shifts, they are depended on a
whate lot more with regards to errands and chores at home, not only by their spouse, partner
or kids, but also by family members and friends. This therefore explains the reasoning as to
why more men require a worked-out stress programme than women at Company B.

The marital status of the 94 employees was as follows:

. 13 employees were single (13.83%)
. 72 employees were married (76.60%)
. 9 employees were divorced (9.57%)

Fair enough each and every person may be exposed to stress and may also have a lot of
responsibilities. Also, a single parent may battle and experience more stress than a married
person, as they have no one to rely on and tum to; the same may apply for a divorced
individual. However, the result of the study, which was carried out at Company B,
demonstrates that the majority of employees who fell into the category over the cut-off point
were manied employees. it may therefore be stated that at Company B the majority of the
employees falling into the category of people acquiring assistance with regards to combating
stress, were married; which is exactly the same result at Company A.

For the purpose of this study, when it came to the factor of children; it was not just a case of
whether the employee had children or not. For the purpose of the study it was more
imperative that the researcher knew, of those employees who did have children; how many
had children under the age of eighteen and how many had children over the age of eighteen.

The reason for this is that children under the age of eighteen are still very dependent on their
parents, even though they may not like to think so; while children over eighteen tend to be
less dependent on their parents. The resulis were as follows:

. 89 employees (94 68%) have children who are still under the age of 18
. 5 employees (5.32%) have children who are gver the age of 18

The majority of the employees who fall into the category over the cut-off point have children
under the age of eighteen. This therefore means that having children under the age eighteen
does put a certain amount of stress or strain on an individual, due to the fact that a child
under the age of eighteen would be more dependent on their parents than an eighteen year
old would.

Far the purpose of this study it is therefore safe to say that employees at Company B who still
have children under the age of eighteen will experience more stress than those who have
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children over the age of eighteen. This, once again is the same conclusion as the one amived
at for Company A.

With regards to the age groups, the results were as follows:

. 20 — 30: Employees amount to 46 (48.94%)
. 31 - 40: Employees amount {0 43 (45.74%)
. 41 — 50: Employees amount to 3 (3.198%)
. 51— 60: Employees amountto 2 (2.13%)

The results above show that the majority of the employees, who need assistance with stress,
fall in the 2ge group of 20 —- 40 years. This in tum supports the children under and over
eighteen factor. The reason for the researcher saying this is because generally by the time a
person reaches the age of between 41 — 50, his or her children will start tuming eighteen and
even older. This eliminates the stress of having to still be there for one’s child or children
“wenty-four-seven”. For this reason alone, between the ages of 41 - 60, employees start to
experience less stress. Once again, the exact same statement that was made for Company A
is being made for Company B.

With regards to the occupational level at Company B, the results were as follows:

. Grade 11 - 35 employees (37.23%)
. Grade 10 — 30 employees (31.92%)
. Grade 9 - 19 employees (20.21%)
. Grade 8 — 5 employees (5.32%)

. Grade 7 — 4 employees (4.25%)

- Grade 6 — 1 employee (1.06%)

At Company B, the majority of the employees who seemed to be faced with more stress than
they could handle, were Grade 11 employees. As stated earlier, the peromnes job grading
system was used for all positions at all companies being researched. Grade 11 was the entry-
level grade for the specific department being researched at Company B. A number of
positions fell in this grade, each with a different salary; however, it was imperative that all
candidates possessed a diploma from a tertiary institution in the particular field for which they
were applying; even if they had no experience in that field of work. There are 35 employees
falling in Grade 11.
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The next grade with the mast number of employees is Grade 10. Employees who have a
degree or a higher qualification and experience would fall under this grade. These employees
would generally be older than the employees falling under grade 11.

The reason why grade 11 and grade 10 have the most number of employees who are
stressed out, is due to the fact that those two grades have the most number of people, as
these grades are not highly pressured, target and driven grades.

Finally, with regards to the employees’ resistance to stress; the majority of the employees fell
in the under 45 category. This means that 102 employees (57.30%) have a high resistance to
stress, supported by a healthy way of life. The minority of the employees, which is 24
(13.48%), have neither a high nor low resistance to stress, but adjusting certain aspects of
their life should be considered. The remainder of the employees, which is 52 (29.21%), are at
serious risk from stress, as they have passed the cut-off point.

It has therefore been determined that Company B has a large number of employees who
require assistance with regards to developing a programme to help them combat stress. The
majority of these employees who require assistance are affected by one or more of these
factors: they are males, married, with children under the age of eighteen and are between the
ages of 20 —40 while their occupational level is grade 11 or 10. The results received from
Company B may not be the same numbers as in Company A as the sample sizes differ, but
the same conclusion has been drawn, as the results obtained thus far all point in the same
direction,

Company C
The same format that was used in Company A and B, as well as the types of graphs and
charts that were used will now be used for Company C; the only detail which will change, is

that of the resuits.

4.14 The Three Cateqories

The above-mentioned heading deals with and analyses the results of the test called Rate
yourself for stress. Once the totals of each column were tallied up, respondents’ scores
were identified. The categories were as follows:

¢ Under 30 — A low level of stress exists, which is not regarded as a problem.
* 30 and over — A potential stress problem.
+ 53 and over ~ Calis for a worked-out programme to fight stress.
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DO TOTAL EMPLOYEES 46 |

15
148
146
144
UNDER 30 OVER 30 OVER 53
Figure: 4.23

Company C — Number per Category

The above-mentioned bar chart illustrates the breakdown with regards to the amount of stress
being displayed by employees at Company C. The category of under 30 has 15 employees in
it, which is only 32.61%. This in tum means that only one third of the sample size experience
stress; however the amount of stress being experienced is such a diminutive amount that it is
not seen as a dilemma. A total of 16 employees experience stress, yet handle it effectively;
however this may eventually lead to a potential stress problem. This is a percentage of
34.78%. The total number of employees who require a worked-out programme to help them
fight stress is 15. This is a percentage of 32.61%, which is exactly the same amount as those
employees who experience a diminutive amount of stress. The majority of the employees at
Company C therefore fall into the category, which declares that those employees may
eventually be faced with a potential stress problem.

4.15 Under and Over the Cut-Off Point (53)

, 3" - |[OTOTAL EMPLOYEES 46|

cndnrdHEH

EMPLOYEES EMPLOYEES
COPINGWITH REQUIRING
STRESS ASSISTANCE

Figure: 4.24
Company C - Under and over the Cut-Off Point
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The figure above illustrates that 31 of the employees experience stress, but they are able to
cope with it. The remaining employees, which is 15, require assistance.

4,16 The Breakdown of Stress (1 — 100)

._|EIO—20 021-40 tl41 - 60 O061 - 80 081 -100| -

Figure: 4.25
Company C — The Breakdown of Stress

417 Factors Assessed of those Employees Scoring over 53

The researcher decided to determine whether the following factors played a role with regards
to those employees experiencing more stress than they could handle, which is 53. The factors
were as follows:

* Gender

* Marital Status

* Number of Children

» Age Group

» Occupational Level — for the purpose of this study the peromnes job grading was
used for all companies.
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EMALE BFEMALE @ B

Figure: 4.26
Company C — Male and Female split of employees scoring over the cut-off point

The graph above shows that of the 15 employees who scored over the cut-off point (53), 10
were males and the remaining 5 were females. Therefore at Company C, 66.67% of the
employees who require assistance were males. However, as all the assessments of the other
above-mentioned factors have not yet been completed, the researcher cannot draw the
conclusion that only male shift workers are under siress and require a worked-out
programme; as such an assumption would not be reliable, nor valid. A proper discussion will
be held once all the factors responses have been illustrated per company.

{mEMPLOYEES 15

Figure: 4.27
Company C — Marital Status split of employees scoring over the cut-off point
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With regards to the marital status of the employees who scored aver the cut-off point while
rating themselves for siress, which is reflected in the graph above; the majority of employees
who appear to require assistance with fighting stress are married. Expressed as a2
percentage, the graph would read as follows:

* Divorced employees — 0%
= Single employees — 33.33%
 Married employees — 66 67%

Yunper 18
|mempLovEES 15| 13 2

Figure: 4.28
Company C - Children under and over the age of 18

The reason for the researcher choosing to illustrate the number of employees with children,
who are under and over the age of 18, is that those people who still have children under the
age 18 have much responsibility. Children who are still under the age of 18 depend and rely
on their parents much more than an eighteen year old would. This is due to many reasons,
depending on what the child requires from their parents, as they may not be able to take care
of themselves.

Fair enough, this is life; however this still leaves this category of employees with more
responsibility than those employees whose children have grown up already, can look after
themselves and have maybe even maoved out of the house.
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Figure: 4.29
Company C - Age Group split of employees scoring over the cut-off point

The graph above illustrates that the majarity of the employees requiring assistance with
regards to fighting stress are between the ages of 20 and 40.The total of the ages between 20
and 40, gives a percentage of 86.67%; the remainder belongs to employees between the

ages of 41 and 60. A more in-depth discussion will be given towards the end of the chapter.
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Figure: 4.30

Company C — Occupational level split of employees scoring over the cut-off point

-129-




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

Grade 17 and grade 16 are where most employees who require assistance with stress are
situated with regards to their occupational level. Grade 17 is the entry-level grade being
researched in this particular industry. Only a certificate stating the employee’s serial number
is required at this level. Grade 16 comprises employees who have their certificate along with
some experience. A broader discussion of the occupational levels will be conducted later in
this chapter.

4.18 Resistance to Stress

The resistance to stress questionnaire was completed by all employees; not only those
employees who scored over the cut-off point when they were measured for stress. The
reason for this is that even if 2 person does not experience much siress, whether or not they
can deal with that stress is very important. It is therefore used to determine whether a person
has a low or high resistance to stress. As mentioned eariier in Chapter 3:

s A score of under 45 illustrates that an employee has a high resistance to stress.

» A score of between 45 — 55 means that an employees’ resistance to stress is neither
high nor low, but should that employee adjust certain aspects of his or her life, then
that person would only benefit from it.

» A score of over 55 illustrates that an employee could be at serious risk.

25

Wi
20¢
i

15

ECITOTAL EMPLOYEES 46

10

UNDER 45 45-55 OVER 55

Figure: 4.31

Company C - Resistance to Stress Categories

The figure above illustrates that the majority of the employees fall into the last category, which
is the seriously at risk category. Er'npioyees in this category possess a very low resistance
with regards to stress. A percentage of 50% is the number of employees falling in the
category of over 55. Those employees who possess neither a high nor low resistance but
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should consider adjusting certain aspects of their life achieved an amount of 28.26%. The
number of the employees, which is 21.74%, falls into the category of under 45, which
illustrates that these employees have a very high resistance to stress and a healthy life to
support it.

|BTOTAL EMPLOYEES |
HIGH LOW
RESISTANCE TRESISTANCE TO
STRESS STRESS

Figure: 4.32
Company C — Under and Over the Cut-Off Point (55 is the cut-off point)

The diagram above illustrates exactly the same as figure 4.32, however this time two
categories have been combined. The combined categories are those with high resistance to
stress.

e i e e e

-80 081-100 |
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Figure: 4.33
Company C — The Breakdown of Resistance to Stress
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The figure above illustrates a more detailed split of the number of employees and what scores
they have achieved for their resistance to stress.

4.19 Discussion of Company C

From the scores, which have been ililustrated above in a more understandable form to the
data received, the researcher was able to draw valid and reliable conclusions. From the
figures above, the following conclusions were drawn.,

With regards to rating each employee for stress, the scores were as follows:
s 3261% -A minimurn amount of stress is experienced therefore, no problem exists
»  34.78% - A fair amount of stress is experienced which may not be a problem at
present, however there is the potential that the stress being experienced will develop
into a proklem
*» 32.61% - Calls for a worked-out stress programime, as the employee requires

assistance.

The above-mentioned states that for the majority of the employees (34.781%)at Company C
stress is not a problem but may become at a later stage. For 32.61% of the employees stress
is not even a factor, as they experience such a diminutive amount of stress in their daily lives
and far the other 32.61% of the employees, stress is a problem and the employees require
assistance with regards to a worked-out programme to combat stress. It is therefore safe for
the researcher to draw a conclusion and state that only one third of the employees at
Company C has scored exceptionally high and requires assistance with regards to combating
stress.

32.61% (15) of the employees required assistance and a worked-out programme in order to
combat stress, it was decided that only that group of employees would be analysed with
regards 10 cerizin factors, namely:

. Gender

. Marital Status

. Children (under and over the age of 18)
. Age Group

. Occupational Level

When the researcher focused on gender it was evident that of the 15 employees; 10 were
male (66.67%) and 5 were female (33.33%).
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imperative that the researcher knew, of those employees who had children; how many had
chiidren under the age of eighteen and how many had children over the age of eighteen.

The reason for this is that children under the age of eighteen are still very dependent on their
parents, even though they may not like to think so; while children over eighteen tend to be
less dependent on their parents. The results were as follows:

. 13 employees (86.67%) have children who are still under the age of 18
. 2 employees {13.33%) have children who are over the age of 18

The majerity of the employees who fall into the category over the cut-off point have children
under the age of eighteen. This therefore means that having children under the age eighteen
does put a certain amount of stress or strain on an individual, due to the fact that a child
under the age of eighteen would be more dependent on their parents than an eighteen year
old would. For the purpose of this study it is therefore safe to say that employees at Company
C who still have children under the age of eighteen will experience more stress than thaose
who have children over the age of eighteen. This, once again is the same conclusion as
reached at Company A and B.

With regards to the age groups, the results were as follows:

» 20 — 30: Employees amount to 6 {40%)
. 31 - 40: Employees amount to 7 {46.67%)
. - 41 - 50: Employees amount to 2 (13.33%)

The results above show that the majority of the employees, who need assistance with stress,
fall in the age group of 20 — 40 years. This in tun supperts the children under and over
eighteen factor. The reason for the researcher saying this is because generally by the time a
person reaches the age of between 41 - 58, their children will start tuming eighteen and even
older. This eliminates the stress of having to still be there for one’s child or children “twenty-
four-seven”. For this reason alone, between the ages of 41 — 60, employees start to
experience less stress. Once again, the exact same statement that was made for Company A
and B is being made for Company C.

With regards to the occupational level at Company C, the results were as follows:

. Grade 17 — 7 employees (46.67%)
. Grade 16 — 3 employees (20%)
. Grade 15 - 2 employees (13.33%)
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. Grade 14 — 2 employees (13.33%)
. Grade 13 — 1 employees (6.67%)

At Company C, the majority of the employees who seemed to be faced with more stress than
they could handle, were grade 17 employees. As alluded to earlier, the peromnes job grading
system was used for all positions at all companies being researched. Grade 17 was the entry-
level grade for the specific industry being researched at Company C. A number of positions
fall under this grade, each with a different satary dependent an the rank of the serial number
on employees’ certificates.

The reason why grade 17 has the most number of employees who are stressed out, is due to
the fact that the grade has the most number of people fafling under it.

Finally, with regards to the employees' resistance to stress; the majority of the employees fell
under the over 55 category. This means that 23 employees (50%) have a low resistance to
stress, which places these employees at serious risk. The minority of the employees, which is
10 (21.74%), has a very high resistance to stress and a healthy way of life to support it. The
remainder of the employees, which is 13 (28.26%), have neither a high nor low resistance to
stress, but adjusting certain aspects of their life should be considered.

it has therefore been determined that Company C has a large number of employees whao
require assistance with regards to developing a programme to help them combat stress. The
majority of these employees who require assistance are affected by one or mare of these
factors: they are males, married, with children under the age of eighteen and are between the
ages of 20 40 while their cccupational level is grade 17. The results received from Company
C may not be the same numbers as in Company A or B as the sample sizes differ, but the
same conclusion has been drawn, as the results obtained thus far all point in the same
direction.

4.20 Re- Testing

The stress management module was implemented on a sample size of 50 employees, all
from Company A. However, the researcher only re-tested two of the tests from the
questionnaire one week later. The reason for this is because employees would have still been
in high spirits straight after the implementation of the module; the researcher wanted the
employees to be in the swing of their home and work life again. Also, the stress and
resistance to stress tests were the most important tests of the questionnaire; which is why
only these tests were re-done.
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As the module was implemented on ten employees at a time, the results will be illustrated in
that order. First the levels of stress for all five groups will be illustrated and then the
employees’ resistance to stress. Employees will be numbered from 1 — 50 and their results
will be displayed as before and after.

Figure: 4.34
Group 1 — Before and After Results of the Rate Yourself for Stress Test

The graph above illusirates that from the re-test:
» 9 of the employees stress levels being experienced have decreased; all the scores
are not under the cut-off point, but they have come down
» 1 employee’s score has increased to a higher stress level than before

40 t? !
. :
f 1213115
[mBerore [ 69 [ 8¢ [ 79 | 65 | 73
mAFTER | 69 |86 |78 | 65 | 73

Figure: 4.35
Group 2 — Before and After Results of the Rate Yourself for Stress Test
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The graph above illustrates that from the re-test:

s 4 of the employees’ siress levels have decreased; all the scores are still over the cut-
off point, but they have come down

+» 3 employees' scores have increased to a higher siress level

+ 3 employees scores have remained the same

5 50+
3048t _
10441 ﬁ :
OJ 3 5 ) 1 e
1 |]2]3|+4]|5]|6]|z]ca}s |l
BBEFORE | 67 | 68 | 61 | 63 | 69 | 68 | 5¢ | 54 | 86 | ¢
DAFTER | 65 | 64 |60 [ 59 | 69 | 63 | 52 | 51 |

Figure: 4.36

Group 3 - Before and After Results of the Rate Yourself for Stress Test

The graph above illustrates that from the re-test:

» 8 of the employees’ siress levels have decreased; all the scores are still over the cut-
off paint, but they have come down

» 1 employee’s score has increased o a higher siress level
» 1 employee’s score has remained the same

BAFTER

Figure: 4.37

Group 4 - Before and After Results of the Rate Yourself for Stress Test
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The graph above illustrates that from the re-test:

7 of the employees’ stress levels have decreased:; all the scores are still over the cut-
off point, but they have come down

2 employees’ scores have increased to higher siress levels

1 employee’s score has remained the same

BBEFORE

BAFTER

Figure: 4.38
Group 5 — Before and After Results of the Rate Yourself for Stress Test

The graph above illustrates that from the re-test:

7 of the employees siress levels have decreased; all the scores are still over the cut-
off point, but they have come down

1 employee’s score has increased to a higher stress level

2 employees’ scores have remained the same

From the graphs above it can be seen that the majority of the 50 employees’ scores with
regards to the amount of stress being experienced have decreased. Their scores may not all
be below the cut-off point, but they have decreased; dramatically for some. The results were
as follows:

70% of employees scores have decreased with regards to the siress levels being
experienced

16% of the employees scores have remained the same with regards to the siress
levels being experienced

14% of the employees scores have increased with regards to the stress levels being
experienced
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20 -

0
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EIBEFORE | 56 | 57 | 62 | 69 | 61
OAFTER 50 | 49 | 45 | 54 | 51

Figure: 4.3%
Group 1 — Before and After Resuits of the Resistance to Stress Test

The graph above illustrates that from the re-test:
* 9 of the employees now have a higher resistance to stress as their scores have
decreased; even though some are still above the cut-off point
» 1 employee’s score has remained the same

20-
0+ e _L
1 2 3 S 5 6 7 8 g {10} &
BBEFORE | 63 | 57 | 79 | 59 | 74 | 56 | 75 | 58 @ 80
OAFTER 63 | 59 |79 | 59 | 79 | 50 | 80 | 89 | ¢

i 50

Figure: 4.40
Group 2 —~ Before and After Results of the Resistance to Stress Test
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The graph above illustrates that from the re-test:
» 2 of the employees now have a higher resistance to siress as their scores have
decreased; even though some are still above the cut-off point
e 4 employees’ scores have remained the same
+ 4 of the employees now have a lower resistance fo stress as their scores have
increased

EIBEFORE
CIAFTER

Figure: 4.41
Group 3 — Before and After Resuits of the Resistance to Stress Test

The graph above illustrates that from the re-test:
» 8 of the employees now have a higher resistance to stress as their scores have
decreased; even though some are still above the cut-off point
» 1 employee's score has remained the same
» 1 of the employees now has a lower resistance fo siress as his or her score has
increased

BEBEFORE

OAFTER

Figure: 4.42
Group 4 - Before and After Results of the Resistance to Stress Test
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The graph above illusirates that from the re-test:

7 of the employees now have 3 higher resistance to stress as their scores have
decreased; even though some are still above the cut-off point
1 employee’s score has remained the same

2 of the employees now have a lower resistance to stress as their scores have
increased

B BEFORE

OAFTER

Figure: 4.43
Group 5 — Before and After Results of the Resistance to Stress Test

The graph above illusirates that from the re-test:

7 of the employees now have a higher resistance to siress as their scores have
decreased; even though same are still above the cut-off point

1 employee’s score has remained the same

2 of the employees now have a lower resistance to stress as their scores have
increased

From the graphs illustrated above it can be seen that the majority of the employees, have now
acquired a higher level of resistance to stress. The results were as follows:

66% of employees now have a higher resistance to siress as their scores have
decreased

16% of the employees remained the same, which means their resistance levels have
remained the same; which is neither low nor high

18% of employees now have an even lower resistance to stress as their scores have
increased
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4.21 GENERAL DISCUSSION

The main aim of this study was develop, as well as implement a stress management module;

to help empioyees working shifts to cope better with the stress and pressures thereof. Also,
the researcher wanted fo establish whether different shifts created different levels of stress.

From the graphs abave, the researcher discovered that even though the sample size at each
of the three companies differed, the same conclusion was drawn from the results. In each
company it was determined from the “rate yourself for stress test” that the majority of the
employees required assistance with regards to a worked-out programme, in order to combat
stress. From the majority of these employees, the following factors were analysed:

= Age

s  Gender

e Marital Status

s Children {under or over the age of 18)

»  QOccupational Level

All the companies’ resulis reflected that the employees experiencing the most stress would
fall into one or more of the following categories:

e Male

+» Married

‘e Children under the age of 18
+ Between the ages of 20 — 40

With regards to the occupational level, it reflected that the majority of the employees fell in the
lowest occupational level in each of the three companies. This in turn means that the
occupational level of an employee does affect ohe with regards to the amount of stress being
expefienced.

With regards to the 50 emplayees who were re-tested after the implementation of the stress
management module, the following was concluded:

+ 70% of the employees showed a decrease in the amount of siress being experienced
e 66% of the employees showed that they now have a higher resistance to stress.

This sums up the end of Chapter 4. In Chapter 5 the researcher will provide
recommendations based on the findings illustrated in Chapter 4.

-142-




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

CHAPTER 5: RECOMMENDATIONS

“Qver the last hundred years work has changed dramatically, but not always for the
better from the point of view of stress” (Capel and Gurnsey, 1987:34). In the chapter prior
{o this, the results of the study illustrated that imespective of age, marital status, gender,
nurmber of children and occupational level, different people at different fimes wiil experience
stress. Each and every individual is different in many ways. Therefore one individuai may
display stress symptoms after experiencing a stressful situation and the exact same situation
might have no effect on another individual. All of mankind are very much aware that when a
person experiences stress, it tends to come out in everything that the person does. In ather
words, the stress being experienced will affect that person’s work, home life, relationships and
many other aspects in the person’s life.

Stress is experienced when people are no longer able to cope with all the pressures on them
at a specific time. Stress js personal to each and every individual even though people have
many stressors in common with others. People are affected mentally, physically and
spiritually once stress is present, which if not deatt with properly can result in heaith
deterioration.

For this very reason it is imperative that employers understand the impartance of providing
assistance with regards o stress management in the form of wellness programmes, for
exarnple, to employees at their place of work. Programmes such as these, if implemented
correctly and maintained, will benefit both the employer and the employee. The researcher's
recommendations therefore are the following: '

5.1 Take Stress Seriously

“For companies that do not fake the issue of stress sericusly, the conseguences can
be far reaching” (Shuttleworth, 2004:61). it is fair to say that a large quantity of the
responsibility with regards to stress does fie with the individuat employee. However, this does

not mean that employers should not take the issue of stress seriously. In most cases where
emplayers do not take the issue of stress seriously, it is evident that management does not
understand, nor have they received any training with regards to stress management. Also
they may not understand their role or involvement within the stress management programme.
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“Stress is a key issue facing many organisations yet, despite the increasing awareness
of how it impacts on business, many companies are unsure of the best way to fulfil
their duty of care towards their employees” (Shuttleworth, 2004.61). Therefore before
management atiempts to provide assistance to the employees of any organisation, the first
step is to take the issue of stress seriously.

5.2 Whose Responsibility is it?
“Distributing appropriate responsibility for stress in the workplace is a difficult task,

yet cne that is being debated in the courts more and more often. Is it the responsibility
of management to regulate the stress levels of the employees? While it is impossible
to assign exact responsibility for stress, it is both meaningful and important to
understand how individual and management are responsible for the stress factorina
given organisation. In the absence of that understanding, employers and employees
tend to blame each other for creating stress or not coping effectively with it”
(Bellingham and Cohen, 1987:166).

As mentioned before, a large amount of the responsibilify with regards to dealing with stress
does lie with the individual employee. However, when employers implement stress
management programmes, they do take on some of the responsibility. By implementing
programmes such as these, employers take responsibility for, to name but a few:

+ Initiating a stress management programme

= Supporting employees through this programme

* Assisting employees who require more help than the average stressed employee
* Keeping certain issues confidential

+ Providing doctars for certain consuitations

s Keeping the momentum of the stress management programme going

If one was to look at the responsibility towards stress from the employee’s side, the first key
responsibility would be that of admitting and realising that one may nct be coping very well
with stress alone. Many responsibilities could be listed for both the employee and the
employer, but one significant factor must always be remembered. Any programme to combat
stress in the workplace is a joint effort. The reason for the joint respansibility is not so that the
parties blame each other, but rather so that they can work together to achieve cne common
goal which benefits all.
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5.3 Develop an Understanding

“One reason why many interventions fall short may be because little attempt has been
made to find out what managers understand by stress and the extent to which they
think that their organisation has a responsibility to address stress-related problems.
Little is also known about what actions organisations actually take, how effective they
are believed to be, and what managers would do, if they were responsible for stress
management interventions in their organisation” (Dewe and C'Driscoll, 2002:143-144).

“Before we can address the issues of stress in the work place, we need to develop an
understanding of what it is, and how it affects people both personally and in the
workplace. It will then become very clear that it is not an issue that should be ignored
either for the personal good of an employee or for the good of the organisation™
(Towner.1998: 24). In order for managers of any organisation to implement a stress
management programme, support employees or even get involved, it is imperative that they
understand what stress is, where it comes from and why it exists. It would not be possible for
marnagers to provide employees with assistance for something which they know nothing
about nor the reasons for eliminating this specific problem,

“The importance of theory rests on its ability to provide managers with a framework for
thinking about stress and organisational functioning in different ways. It forces
managers to confront their understanding of the term stress™ (Dewe and O’driscoll,
2002:162).

5.4 Management Training
Employee training with regards to stress management programmes are conducted in less
detail than management training. The reascn for employees not receiving detailed training

before they attend a stress management programme, is due to the fact that employees and
management receive different training, as their personal cutcomes are different. Employees
will receive more benefits from being invalved or part of the siress management programme
rather than attending a workshop/seminar and walking away with only a certificate. When
employees are involved in a stress management programme, their stress levels are
measured, their resistance to stress is measured, they leam about stress, how to deal with
the stress which they are currently experiencing. Employees also leave with tools for future
use and the assurance that their employer does care about their health and well being.
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“For a stress prevention programme to stand much chance of success, a top down
intervention is usually necessary, whereby senior managers are trained prior to their
staff receiving training. Not only does this help them to recognise employee stress,
they are in a better position to intervene at an organisational level instead of only
offering an employee assistance programme service such as counselling. Also,
employees are likely to take the stress management or prevention programme more
seriously if the managers have attended relevant courses before them” (Palmer,
2003:139).

Anather very important reason why management requires training, is because, atthough both
the employee and employer want ta leamn to deal with, cope with and reduce stress;
management has additional aims/objectives, which target the needs of management.
According to Palmer (2003:139), these objectives are as follows:

» Understand legal issues associated with work-related stress

» leam how to undertake a risk assessment

» Develop coaching for performance skilis

» Become knowiedgeable about the company'’s stress referral system
» Develop a group action plan to prevent stress

Training for management therefore is very important as it helps managers understand:
» Their role in siress management programmes
« Their responsibility in stress management programmes

» The importance of providing employees with a stress management programme
+ Their objectives with regards to a stress management programme

- 5.5 Developing Communication and Listening Skills

“Communication is the key to managing stress, and yet many of us have had no
training in developing effective communication skills. Such fraining can be beneficial
not only when dealing with employees experiencing stress but in every facet of our
personal and business lives” (Towner. 1998: 43). Being able to communicate effectively
avoids misinterpretation and also saves time. One thing that needs to be removed is barriers
otherwise communication would be meaningless.
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“These barriers take many forms: language, culture, personality, hehaviour, emaotional
state, dress, role, expectations of each other, relative power™ (Towner.1998: 44). The
barriers mentioned above must be considered and remembered during communication, to
avoid breaking the communication process. Another very imnportant skill which must be
developed, is listening. It is essential to remember that listening does not only mean that one
person gives another the chance to tell their story; but is also about encouraging the person
telling the story. “However, good listening skills are vital in any interaction between
people and are intended to enhance the communication process” (Towner, 1998:46).
The development of communication and listening skills are therefore imperative for
management, as employees will more freely confide in or discuss underlying issues which
play a role in the stress which the employee may be experiencing. This also means that the
employee will start to trust the manager more; which in tum will lead to the manager leaming
to treat each employee’s situation as confidential.

5.6 Consider the Key Areas where Stress Occurs

“Before looking at the detailed checklist, it is useful to consider the key areas where
stress occurs, and to think about actions that can be taken to improve the
effectiveness of every employee at work” (Towner, 1898:70). He then goes on {0 state that
the key areas are:

s The cuiture of the organisation

» The environment in which people work
+ People

» The job itself

» Opportunities for development

+ The management of change
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Individual managers may not always be able to influence each and every one of the above-
mentioned factors, however they may be able to at least have some influence over their part
of the organisation. Should all managers work together on this issue, then stress may begin to
- decrease in these key areas. Here is an example of the cuiture of an organisation: should
employees of a particular department complain that there is a tack of communication, as well
as a lack of consultation; then the manager of that particular department needs to opf fora
solufion which will not only resolve the problem, but will also make the staff feel valued. The
manager should then try to hiold regular deparimental meetings in which staff are given the
opportunity to present new ideas and suggestions with regards to work. Not only should the
staff be allowed to comment on certain issues, but management should also welcome their
ideas and use those, which may improve the environment in which employees work, or the
processes, which are used at work.

Each and every one of the above-mentioned six key areas will differ from arganisation to
organisation; stress may cccur continuously in one key area within one organisation and may
not even be a factor in the exact same key area within another organisation. It is important
that management understands that any issues arising, which may alter smooth functioning
within any one of the key areas, must be dealt with immediately so that it does not impact on
the next key area. Many employees displaying stress symptoms have been unhappy,
confused, unsatisfied, undervalued and much more, due to an incident, which accuired
continuously within one of the key areas. Therefore dealing with potentially damaging issues
at an early stage is crucial or else the employee and employer may both suffer.

5.7 Why Stress Should Matter to the Employer

“Employers and their managers may also be caring people who want the best for their
staff and who are concerned about their staff’s well being within or outside the
workplace, They will be aware that a stressed employee is not a happy, preductive
person, and they know that looking after their employees well being is good for
business...Being thought of as a good employer is good for business. The public who
buy the products or use the service look more favourably on organisations which
appear to care...Being a good employer is also good for business. Employees who feel
that management cares, who benefit from the facilities or the policies or procedures
which are designed to enhance their ability to work effectively, will be more committed,
more motivated, and thus more effective (because they are more productive and
efficient) than those who feel they are treated in a cavalier fashion by an employer who
doesn’t care” (Towner,1958.5-10).
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Employers should always consider the above-mentioned statements. Stress does not only
affect the employee who is suffering from &, but has an impact on the day to day functioning
of responsibilities of that one individual, wha will eventually affect other employees in that
very same department. This will then affect the department's productivity and finally impact
negatively on the grganisation. Stress has a ripple effect, which is why employers must
understand why stress should matter to them.

5.8 Participation

Participation basically refers to discussions held between the employer and employee.
Participation gives employees a feeling of belonging. Employers must therefore encourage
employees to participate in substantive areas of the stress management programme. This
ensures a greater sense of commitment from both parties. The main aim of a stress
management module is 1o assist employees with regards to siress, as they may not be coping
by themselves, in order to maintain production/service standards of the organisation. A stress
management module serves to henefit both the employee and employer; therefore
participation is extremely crucial, as emnployers require employees’ input with regards to
decisions which directly affect them. Employers should therefore hold regular monthly or
quarterly feedback meetings. In these meeting employees should be able to comment on the
programme and also given a chance to give any ideas/suggestions, which they feel may
benefit the programme.

5.9 What Every Manager Can Do

“Getting great performance from employees depends on how we translate what we
know about the connection between stress, health, and productivity into management
systems that not only keep people from getting sick, but help them stay well and work
well. One such management system is called PERKS, an acronym created from a set of
five skills and support tools that hoth managers and employees can use to minimise
unhecessary manager/subordinate stress and maximise performance” (Bellingham and
Cohen,1987:42).

Participation — People do better when they participate in the decisions that affect them.

Environment - People do better when the environment offers them opportunities and
choices to perform well
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Recognition - People do betier when performance and progress are recognised.
Knowledge — People do better when they know that what they do is important.

Style ~ People do better when the management style fits their level of skill and commitment.

5.10 SUMMARY

A stress management module would be ineffective if:
« Both the employee and employer do not take the issue of stress seriously.
+ Both parties are not aware of their responsibilities.
¢ An understanding is not developed.

s Both parties do not receive the training required prior to the stress management
programme.

» Communication skills are not developed.

* The key areas are not considered.

= Employers do not understand why stress should matter.
+ There is no participation.

Stress management programmes are not easy to implement and even more complex to
maintain or keep going. There are many phases in the process and each phase must be
completed correctly. The duration of this entire process is dependent on the type of stress
management module chasen ar developed, as well as the number of times which feedback
and counselling sessions will be held.

The implementation as well as the entire process may very well be extremely time-consuming
and muitifaceted in the beginning, but once the programme is in full swing it can but only
benefit both the employee and employer leading to an even heatthier working environment
and organisatian.

- 150 -




STRESS MANAGEMENT MODULE FOR SHIFT WORKERS

COMPILED BY: ROMY LEIGH ANTHONY

CHAPTER 6: CONCLUSION

The aim of this study was to develop, as well as implement a stress management module.
The stress management module was aimed at helping companies maintain a more healthy
and productive workplace, benefiting both the employer and employee. The phases of the
research methodology included:

Phase 1

Development of questionnaire.

Phase 2
The distribution of the questionnaire amongst the shift workers, within the three companies in
question.

Phase 3
Interviews were conducted to obtain clarity with regards to those questionnaires that were
unclear to the researcher.

Phase 4
The development of a stress management module.

Phase 5
The implementation of the stress management module within a sample selected.

32.6 Phase 6§
The questionnaire was re-tested on the same sarnple size on which the stress management
module had been implemented.

The first phase in which the questionnaire was developed or determined was extremely vital
in this research process, as this questionnaire assisted the researcher in determining the
stress levels experienced and the resistance to stress, of the employees at the company
being researched. From the data that was received from the questionnaire, the researcher
was also able to categorise the answers received according to the following factors:

* Age

e Gender
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* Marital Status
e Chiidren (over and under the age of 18)

* Occupational Levet

The reason for this was so that the researcher could determine which of the above-mentioned
factors played more of a role with regards to increasing the stress levels which employees
were experiencing.

The second phase, in which the distribution of the questionnaire occurred, goes hand in hand
with the first phase. The questionnaire was distributed to employees at three different
organisations, functioning in different industries with only one factor in common: shift work.

Phase Three, in which the researcher conducted interviews, was a means by which clarity
could be obtained to those questions which were not completed or answers which were nat
understoad by the researcher. Clarity was a necessity, as the researcher had to understand
the answers received and be sure of all information obtained. The reason for this is that
refiable and valid conclusions could not be drawn if the researcher was not clear on the data.

A stress management madule was designed in the next phase. This module was made up of
various short exercises, which were used to assist people to relax and de-siress (should they
be experiencing stress). Not all the exercises were to be completed by the employees; as
employees had the option of selecting the exercises, which they felt comfortable with. Also
included in this module was a brief explanation of what stress is, how to recognise the signs
and a few coping sirategies.

in Phase Five the stress management madule was implemented in Company A on a sample
size of 50 employees. The reason for this was so that the researcher could have more control
over the sample size as it was smaller, as well as focus solely on thase 50 emplayees during

. the implementation phase. )t was the contention of the researcher that the small sample sjze
would be more invoived and willing o participate, should the instructor be someone that the
employees felt they can trust with confidential information. Also, seeing as this was the first
time that a stress management module was implernented within the company in question, the
researcher feit that the instructor should be someone that all the employees knew, which
meant that they would not be shy and withdrawn and hotd back information. The researcher
‘warited the employees to feel comfortable and excited to participate.
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The researcher with the help of one of the supervisors at Company A, chose five employees
who were popular, friendly and respected. All of these employees accepted the responsibility
of implementing the stress management module with the groups to which they were assigned.
The researcher then implemented the stress management module with the five chosen
employees. These employees were then put into a session in which the researcher explained
in no uncertain terms:

+» What a stress management module is

o What the purpose of implementing a stress management is
o How each exercise is to be conducted

+ How long the session should be

+ Ways to get more involvement from the class

Each of the five instructors were then assigned to five groups each with ten employees. The
sessions were then held in which the stress management module was implemented.

One week after the stress management medule was implemented, the same questionnaire
was re-tested to detect whether employees’ stress levels had decreased or if their resistance
to stress had increased.

Staff are an integral part of any organisation. Therefore investing time and money into a
stress management module for them would definitely benefit both the employee and
employer; contributing positively to the efficiency and effectiveness of the organisation. A
stress management module aims at assisting employees cope better with stress and the
pressures thereof. This in tum aids organisations in creating and maintaining a more healthy
and productive workforce; which also improves the culture of an organisation. “Wellness
may be defined as the state of being free of illness, injury and disease but there in lies
the sting. People live on the continuum between optimum health at one end and near
death at the other. This is a reality of life. One’s place on this continuum may vary from
day to day and circumstance to circumstance. The employees’ current state of
wellness will impact on their capacity to carry out work”(Browne, 2005:25).

Attempting to prevent and reduce stress is a costly and time consuming exercise and more
than that, it is an exercise which needs to be conducted on a continuous basis. Also,
counselling sessions and even doctor visits may take place in between. Another item, which
needs to be conducted continuously, is review meetings.
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A meeting should be held between management and the employees in which they have a
feedback session with regards to the siress management programme and discuss whether
they feel that it has started to benefit all parties concerned. In this meeting both the
employees and employers should give their honest input with regards to the programme itself
and state whether they have any suggestions or recommendations for improvernents. In this
meeting all staff, be it a manager or a cleaner; are equal. Making all employees feel as though
they have a right to be there and that their opinions count will make them fee! as though
management affinns their invoivernent and ideas. The only way 2 stress management
programme will be truly effective at the end, is if both parties concerned are involved fram the
beginning. To re-iterate, the organisation as a whole can only benefit.

Ancther benefit to be gained out of a stress management programme is the following:
“Such programmes have proved that valuable, skilled employees who experience
problems can be helped. Once they have dealt with their problems, those employees
ofien provide many more productive years of service. In fact, employees may be
particularly grateful to employers who have fent thern assistance during a time of
persanal or financial crisis” (Camrell, Grobler, Elbert, Marx, Hatfield and Van der
Schyf,1997:427).

For many organisations a stress management medule is urgently required, but does not exist
wifhin the company. When something, which has never existed before, is to be implemented
within an crganisation, employees believe it to be a change. Employees, before
understanding what is to be implemented and why, will perceive this change to be negative. It
is not so much the change that alarms them, but rather the fact that something is going {o be
different; and this is what may have a dramatic impact on the attitudes of staff. It is for this
fundamental reason that management obtains input and involvement from the staff with
regards to issues, which directly affect them. If employees are informed about the significance
of this programme and its advantages, through consultation and involvement, where their
opinions valued in the process right from the start, then they would not fear the
implementation of a stress management module. They would accept and appreciate it, as
management is now investing time and money into something that would benefit the siaff.

The key to any successful stress management module is communication and understanding.
If understanding is not achieved before the implementation, then the benefits will not be
obtained. This in tumn leads to communication, on a reguiar basis, as that is the only way that
‘both parties concermned will understand, appreciate and value the importance of the
programme.
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ADDENDUM 1



GLOSSARY

Adaptation to the
environment

Adjusting to situational demands

Ageing Chronological increase in years

Aggressive A style of relating that includes being hostile, insensitive,
angry or ahusive

Anxiety Generalised feelings of fear and apprehension that usually
result from a perceived threat. Feelings of uneasiness and
tension usually accompany anxiety

Burnout A state of exhaustion stemming long-term stress

Catecholamines

—

Hormones produced by the adrenal medulla, including
adrenaline and nor adrenaline

Concentration Focusing attention and energy on accomplishing a task or
goal

Control Regutation of behaviour

Consciousness Thoughts and feeling a person is aware of

Coping Using internal and external resources to handle life
demands effectively

Complexity Many different factors influencing a whole

Development

Continuous process of human advancement and change

Distress Negative stress

Ergonomics The study of the relationship between the physical working
environment and the human body

Emotion Any strong agitation of the feelings triggered by

experiencing love, hate, fear, joy, and the like




Environment Surroundings which influence behaviour

Eustress Positive stress

Fatigue Exireme tiredness

Feeling Any emotional state or disposition, such as happiness or

sadness

Hurman Behaviour
|

Human actions and responses

Human Relations

The art and practice of using systematic knowtedge about
human behaviour to achieve organisational and/or personal
objectives

Influence Affecting others and their behaviour

Insomnia Difficulty sleeping

Job Bumout A condition of emotional, mental and physical exhaustion,
along with cynicism toward work, in response to long-term
job stressors

Job design The structure of the job content

Measurement Assigning numerical values to responses

Minimising Diminishing the value or importance of something to less

than it actually is

Organisational culture

Behaviours and attributes which characterise organisations

Organisational stressors

Conditions in an organisation with a potential to result in
distress among those who work there

Participation The state of partaking in something
Physical Relating to the body
Resifience The ability to withstand pressure and emerge stronger for it




Social support An interpersonal transaction involving sharing love,
empathy or even infarmation

Strain The adverse effects of stress on an individual's mind, body
and actichs

Stress The mental and physical condition that results from a
perceived threat or demand that cannot be dealt with readity

|

Stressor The external or internal force that brings about the stress

Tension A feeling of internal uneasiness that is usually associated
with stress or an unsatisfied need

Variables Human characteristics which vary and can be aliocated
different numerical values

Wellness A formal approach to preventive health care

Wellness Program

A formal program to help employees stay well and avoid
illness

Work station design

The layout of the physical workplace
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DATE: 22N JUNE 2004

TO: ALL EMPLOYEES

Attached to this letter is a set of questionnaires. These questionnaires
serve to measure an individuals stress levels, as well as their resistance
to stress. The reason for these questionnaires being distributed and
asked to be completed: is because the topic of stress levels within shift
workers is being researched for the development of a stress management
module.

The first questionnaire covers questions about you, the individual. Please
note that you may omit your name and remain anonymous. The second
questionnaire refers to responses made by people under pressure. The
third and final questionnaire refers to an individual's resistance to stress.

Please complete the questionnaires and return them to your supervisor or
manager within no later than two weeks time. Once these questionnaires
have been received, they will be analysed and used in order to deveiop a

stress management module for shift workers.

Thank you ali for your time and understanding.

Your Sincerely

ROMY ANTHONY.



TEST 1: About you

1. Name

2. Age (Tick the bracket in which you fall)

20-30

30-40

40 - 50

50 - 60

3. Male

Female

4. What is your marital status?

5. What is your occupation?

6. Do you have any children? If yes, please state how many.

NO)




TEST 2: Rate yourself for stress

The list below gives ten responses often made by people under pressure.
Each response can be rated for stress from 1 (not stressful) to 5 (very
stressful). If you can remember responding in any of these ways in the
last six months, circle the number under the "past” column that
represents the amount of stress you experienced at the time. Under
the “future” column, circle numbers to represent the amount of stress
you expect to experience from responses that may occur during the
next six months.

RESPONSE PAST FUTURE
1. Depression 123 465 : 12 3 45
2. Frustration 12 3 45 12 3 45
3. Guik 12345 12 3 45
4. Anxiety or panic 12345 12345
5. Desperation/hopelessness 1 2 3 4 5 12345
6. Feeling out of control 12345 123 45
- 7. Self-consciousness 123405 12345
8. Irritation and anger 12345 12345
9. Restlessness 12 3 4 5 123405
10. Feeling trapped/helpless 1 2 3 4 5 123465



TEST 3: Meagasure your resistance

This test measures how much your way of life supports you and bolsters
resistance to stress. Rate yourself for each of the 20 items on the
scale from 1 (almost always) to 5 (never) according fo how often they

apply.

How much of the time are these Almost Most Some Rarely Never
statements true for you? always times times
1. My health is good (including eyesight, teeth) 1 2 3 4 5
2. My income meets my basic expenses 1 2 3 4 5
3. I am the right weight for my build & height 1 2 3 4 5
4. I give and receive affection reqularly 1 2 3 4 5
b. I express my feelings when angry or worried 1 2 3 4 5
6. I have fewer than 3 caffeine-containing drinks
(coffee, cocoa or cola) a day 1 2 3 4 5
7. I take part in regular social activities 1 2 3 4 5
.8. I eat at least 1 full, well-balanced meadladay 1 . 2 3 4 5
9. I do something just for pleasure at least once
a week 1 2 3 4 5
10. There is at least 1 relative within 80km of
home on whom I caon rely 1 2 3 4 5
11. T have sometime alone during the day 1 2 3 4 5
12, I get 7 or 8 hours sleep at least 4 nights
aweek 1 2 3 4 5
13. My religious beliefs give me strength 1 2 3 4 5
14, T exercise hard enough to work up a sweat at
least twice a week 1 P 3 4 5
15. I have a network of friends & acquaintances 1 2 3 4 5
16. I discuss problems such as housework & money
with other members of the household 1 2 3 4 5
17. T have at least one friend I can talk o about
personal affairs 1 2 3 4 5
18. I smoke ne more than 10 cigarettes a day 1 2 3 4 5
19. T organise my time well 1 2 3 4 5
20. I have fewer than 5 alcoholic drinks e week 1 2 3 4 5
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PLEASE NOTE

This stress management module is to be used to reduce some or even all
the stress, which is being experienced at this time. This module has been
designed in such a way, that anyone will be able to relieve himself or
herself from stress without the help of someone else.

Brian Clegg designed the exercises that are contained in this module.
These exercises do not require money or much time to be conducted.
They may be conducted at home, at work or at any other place desired.
This therefore means that should stress be experiences, any individual
would be able to perform these exercises on him or herself.

Please bear in mind that not everyone is the same, What works for one
person, might not necessarily work for another. Individuals are therefore
urged to select the exercises that they feel comfortable with; those,
which they feel, could help them in any way.



WHAT IS STRESS

"Stress is the impact of a demand on a human being. The source
can be external or internal. The demand can be positive or
negative. Arguably there is no life at all without stress.” Clegg
(2000:3)

WHERE STRESS COMES FROM

According to Brian Clegg (2000:9) if you think through a typical day,
you can see a set of classical stress inducers:

A blaring noise from your alarm clock wakes you up

You are tired because you stayed up too late last night

You are worried about your promotion interview this afternoon
Your children demand your attention when you are in a hurry to get
ready for work

You are late

Peak hour traffic makes you later still

Bad drivers cut you up and slow you down

The computer isn't working properly again

.. and so on,

Stressors therefore attack all people from all sides, as well as from
inside of people.



RECOGNISING THE SIGNS

Physical (physiological and behavioural)

Bite your nails

Clench your fists
Drum your fingers
6rind your teeth
Hunch your shoulders
Pick at your skin

Tap your feet

Play with or pull out you hair
Fatigue

Weight changes
Headaches

Cold sweaty hands
Disturbed sleep

Lack of energy

Cognitive (thoughts)

Anxious thoughts

Impatience

Restlessness

Forgetfulness

Lack of concentration

Worrying about things

Difficulty processing information
Negative self-statements

Emotionally (feelings)

Increased irritability or anger

Anxiety or feelings of panic

Fear

Tearfulness

Increased interpersonal conflicts

Loss of interest in things that used to give you pleasure



COPING WITH STRESS

Coping resources can broadly be divided into cognitive and physical coping
strategies. Some of these coping strategies will suit some people and not
others. The key is to have a range of resources that can be applied,
depending upon the situation and the individual. Furthermore, it is
important to have strategies one is comfortable using.

Cognitive Cobping Strateqies

These refer to ways of dealing with stress using our minds.

» Reframing - focus on the good not the bad: think in terms of
‘wants’ instead of 'shoulds’. For example, when you need to complete
something - use 'T want to', instead of 'T have to'. Relate thinking to
your goal.

» Challenging negative thinking - stopping the negative thoughts we
may have about a situation or ourselves. Examples of negative
thoughts include expecting failure, putting yourself down, feelings
of inadequacy - a thought such as "Everyone else seems to
understand this except me.”

In order tg gain control of negative thoughts or worries, you must
first become aware of them. Try replacing them with positive
affirmations.

¢ Positive self-talk - using positive language and statements to
ourselves. These are referred to as positive af firmations; and are
useful for building confidence and challenging negative thoughts.
For example: “I can understand this". These work best when they
are realistic and tailored to your needs and goals.

e Count to ten - this allows you time to gain control and perhaps
rethink the situation or come up with a better coping strategy.

o Cost-benefit analysis ~ Is it helping me to get things done when I
think this way?



Keeping perspective -~ when under stress it is easy to lose
perspective. Some questions to ask yourself: Is this really a
problem? Is this a problem anyone else has had? Can I priorities
the problems? Does it really matter? "Look on the bright side of
lifel” - Cultivate optimism.

Reducing uncertainty - seek any information or clarification you

may require to reduce uncertainty. Situations that are difficult to
classify, have muitiple meanings and can create stress,

Using imagery/visualisation - imagine yourself in a pleasant or
successful situation to help reduce stress. One way to use imagery
is as a relaxation tool; try to remember the pleasure of an
experience you've once had or a place you've been. The more senses
you involve in the image the more realistic, therefore the more
powerful.

Visualisation can also be used as a rehearsal strategy for an
anticipated stressful event. For example; work your way through
the event in your mind, picturing the audiences reaction and
visualise yaurself overcoming any potential pitfalls.

Smell the roses - Live life to the fullest. You don't always have to
follow the same pattern over and over. For example: Take a
different route to work, try a different flavour of ice-cream. We
are all prone to repeating even the simplest of things. Vary your
experiences.




Behaviourat Coping Strategies

These refer to ways of dealing with stress by doing something or taking
action to reduce the stress experienced.

~¢ Physical exercises ~ aerobic exercise is the most beneficial for
reducing stress. It releases chemicals in the brain that aid
concentration. For same people, even a short walk is sufficient to
relieve stress,

« Relaxation - simple relaxation such as dropping the head forward
and rolling it gently from side to side or simply stretching. There
are also tapes and books available on this topic.

e Breathing - from simple deep breaths to more complex breathing
exercises related to relaxation and meditation.

¢ Smile and laugh - gives us energy and helps us to lighten the load:
relaxes muscles in the face.

» Time management - specific strategies such as clarifying priorities,
setting goals, evaluating how time is spent, developing an action
plan, overcaming procrastination and organising time. These help us
to cope with the numerous demands placed upon us, often a source
of stress.

o Social support/friends ~ encourage the development and nurturing
of relationships.

s Seel help - to help us cope with unmanageable stress. Use the
supports that are available to you. For example: a health centre
that you may have at work.



HOW STRESSED ARE YOU

Your environment

L

Ok W™

Is your living space small, cramped or lacking
privacy?

Do you have noisy neighbours?

Does the winter get you down?

Do you work or live near a busy road?

Do you find it hard to relax at home?

&
'3

Your personality

1

oA w

Do you feel you have more faults than good
points?

Do you get worked up when faced with a difficult
situation?

Do you find it hard to relax?

Do you feel you must be best at everything?

Do you lose your temper easily?

YES

3

Your body

1

OrhwN

Do you often eat quickly or while you are doing
other things?

Do you regularly eat convenience foods?

Do you smoke or drink?

Do you neglect your body?

Do you often fall prey to colds and other
infections?

YES

5

Your relationships

L

Do you feel you never have enough time for
yourself?

&
B




Are you going through relationship problems?
Do you feel you see enough of your friends?
Do you feel that your life lacks affection?

Do you often give up things you want to do
because of your friends or family?

YES | NO
Your job
1. Do you regularly work overtime or through your
lunch break?
2. Do you feel your abilities are not fully appreciated
at work?
3. Do you feel you are required to do many things at
once?
4. Does your job involve constant deadlines at work?
5. Do you work in a noisy, stuffy or smelly
atmosphere?
YES | NO

Your time management

1

Ok wn

Do you aften run out of time when you are trying
to do something?

Do you often forget appaintments or deadlines?
Do you always feel in a hurry?

Do you always travel to work in peak hour traffic?
Do you spend most of your time with other
peaple?




STRESS MAPPING

ENE

d;b-

A stress map enables us to view the sources of stress in our lives. The
circle box represents yourself and the other circles therefore
represent other people with whom you are in contact. The other
circles can also represent objects, incidents, or anything else you may
be able fo think of if you so wish.

Once you have completed that, number the circles from 1 - 10, so that
you can see where the highest levels of stress lie.

10



KEEPING A STRESS DIARY

One good way to learn about your stress levels is to keep a stress
diary. This is q very effective way by which you can learn what brings
on stress, as well as what levels of stress you can deal with.

In this diary you:
Write down how you feel throughout the day. Make a note of good, as

well as stressful events. Also, jot down why you think certain
situations were more stressful than others.

11



STRESS PRESCRIPTION

Identify stressful situations or demands. These may be academic,
personal, family or job related.

Why do you think it is stressful? What are your thoughts, feelings and
behaviours?

What can you do about changing these situations/demands?

Are you able to think about them/appraise them differently?

What resources do you have to cope with the demand/ stressor?

Do you need other ways of coping?

What might you try?

12



BREATHE

For thase days when you feel irritable, uptight, anxious or nervous ...

.l—h

Let your breath go (Don’t breathe in first).

2. Take in a slow, gentle breath. Breathe through your nose.

w

. Hold it for a second or two (count te four).
4. Let it go, slowly with a leisurely sigh of relief out your mouth.
5. Make sure your teeth are not clenched together.

6. Repeat four times.

This exercise forces your shoulders down and it relaxes the abdomen:
both areas where tension gathers. It also gives you a short break to
think positive thoughts and get back in control.

13



SHORT RELAXATION

This exercise is very useful when you don't have much time available or
are somewhere you can't lie down.

Make sure you are sitting comfortably and close your eyes.

Sit upright and rest your hands on your thighs. Let your feet rest on
the floor.

Gently breath out! Slowly breathe in and gently breathe out again. Do
this slowly several times, starting to let the tension ease. Continue
gentle breathing.

Now focus on your body parts. First your feet - tense ail the muscles
in your feet, curling your toes. Now let your toes, feet and ankles
relax. Feel the tension draining away into the floor.

Next your legs ~ Yense all the muscles in your legs, pressing your legs
against the chair. Then relax, letting your legs loase, allowing the
tension to drain down your legs, through your feet and into the fioor.

Now your back and your spine. Tense your shoulders and back muscles.
Press into the chair. Relax, letting the tension drain slowly down your
spine, down your legs, into your feet and into the floor.

Remember to continue breathing gently. You are slowly getting more
relaxed. Let your stomach muscles relax as you breathe.

Focus on your hands and arms. Tense all the muscies, curling your
hands and fingers in your lap. Now slowly let the tension drain down
your arms, through your hands into your thighs, down your legs, down
your feet and into the floor.

Finally the neck and head. Tighten your facial muscies: locate the
tension in your neck. Relax now and allow the tension to drain down

your back, down your legs, into your feet and into the floor.

Check to see if your muscles are relaxed. Your breathing is still gentle
and even. Enjoy the feeling of relaxation for a few minutes.

When ready gently shake your body and open your eyes.

14




A BALANCED LIFESTYLE

1. Calculate the number of hours you spend with your family.

2. Calculate the number of hours you spend socialising (including
coffee breaks).

3. Calculate the number of hour you spend exercising.

4. Calculate the number of hours you spend doing paid work.

Now go back and calculate the same items, this time using the number
of hours you would /deally like to spend on each item.

If you think there is an imbalance between what is ideal for a balanced
lifestyle and what you actuatly do, then consider the following
questions:

e What needs to change in your lifestyle?

«  What might be the difficulties in changing?

e What help might you need to make these changes?

15



STRESS WORKOUT

Regular exercise is not just good for your health. It is an essential
part of a stress-reduction programme, as it's about planning. Most
people, who suddenly decide to Take exercise, don't keep it up. Try the
following:

1. Self-motivation. Find a driving reason to exercise. Make sure it is
at the forefront of your mind when you decide how to use your
time.

2. Choose something you enjoy. This may seem self-evident, but many
people choose a form of exercise that's frendy (the gym) or that's
career boasting (golf). Find something you realiy enjoy.

3. Add value. Get together with friends and make it a social event, or
choose an activity where you can wear a Walkman and listen to
music, speech radio, book-tapes, learn a language or many other
activities.

Your activity should be aerobic, maximising use of the body. Some
typical choices are: walking in a forest, jogging, cycling, swimming and
so forth.

Exercise reduces physical tension and brings down levels of stress
chemicals. It builds up the body, helps general fitness and ability to
cope. The physical control of stress is the foundation on which
everything else is built.

16



LAVGH

According to Brian Clegg (2000:39), Stress can get into a feedback
loop. The more stressed you are, the more unhappy you become. This
unhappiness then results in further stress. A fundamental requirement
is to break out of that loop, and a very powerful tool for managing this
is laughter.

Do not note down everything that makes you laugh, this activity needs
to be uncontralied hilarity. It could be certain books, cartoon strips,
films, comedians, television programmes or even just an evening out
wit your friends. When you feel down, turn to one of these laughter
elements to make you laugh.

17



TOUCHY-SMELLY

There is no doubt that a massage from a professional has aiways been
seen as a way of soothing stress. This is because it helps the blood
flow and relaxes tightened muscles.

Although aromatherapy and a massage work very well together, these
two relaxation therapies may be performed separately. This is
because aromatherapy does not require massage. Just breathing in the
appropriate essence or perhaps taking an appropriate scented warm
{but not hot) bath can be effective on its own.

There is an essence of pure relaxation about massage; and
aromatherapy for some makes it even mare effective. If you are
having trouble relieving stress, especially with associated physical
tenseness, it is well worth trying either or both.

i8



MENTOR MINE

There is a lot one can do alone to manage stress, but sometimes you
need a hand. This does not mean a therapist ~ just having someone to
talk through you problems and aspirations with is immensely valuable.

First spend five minutes thinking about your life, at work and at home.
Jot down the most significant things that take up your time, your
energy and you worrying. Then think through you contacts. An ideal
mentor is:

s Absolutely trustworthy -~ you want to be able to discuss
confidentigl matters.

o Someone you know well... but not a close friend.

e Someone who is good at listening.

e Someone you have regular contact with.

Don't approach your choice and say "I want you to be my mentor®, just
start to get together with them infrequently but regularly and chat
about concerns you.

To be effective, you will need regular chats with your mentor. Don't
try to make it formal. The whole point of a mentoring session is that it
can cover anything and everything. Note, by the way, you have an
unwritten obligation to act as a mentor too; there's someone out there
who needs you to listen to them.

19



MEDICINAL READING

Under the right circumstances, reading books is very calming. This is
not a prescription to deal with peak stress. If you are extremely
worried about something or bursting for action, you will not be able to
get inta a book. Books are ideal for when little things in life wear you
down.

There are many reasons for reading. Stress management is only one
component. Sometimes, perhaps standing up on a crowded commuter
train, reading passes the time without really doing anything about
stress. However, just because this technique is only applicable to the
everyday accumulation of small stresses, does not mean that it is
frivial.

20



PLAY

Play is a technique that eases stress very naturally. Tt's sad that we
lose a lot of our ability to play as we grow up, when we need it in this
respect more than ever. Find some form of play in which you can
totally lose yourself. It might be playing PC games, board games, play
station games or silly party games. It could even be conjuring up a
fantasy world on the train, trying not to step on the cracks in the
pavement or even saying hello to everyone you walk pass, whether you
know them or not. Just play.

Such play can be undertaken at any fime of the day and can last a few
minutes or hours. The great thing about play is not only are you putting
aside all your everyday stressors, but also the activity you are involved
in is deliberately not important. It deesn't matter what happens, it is

Just play.

Some find it difficult o see how playing a computer game fits in with
this picture. The right sort of game is an excellent candidate. It has
to be something you enjoy and most importantly for a single player.
This is why this is a very different technique to sport, which is
valuable as physical exercise, but can provide stress of it's own
because the outcome is more imporfant.

We should indulge in play more of ten. It is a great stress reliever!

21



SLEEP

You only have to speak to someone who has had a baby for the first
time Yo realise how stressful going without sleep can be. Insufficient
sleep is a sure-fire remedy for stress.

This exercise is to spend a little while thinking about your sleeping
pattern and what you can do about it. If you have regular variations in
sleep patterns of more than about an hour a day, you are likely to
suffer. Its one thing to prescribe sileep, but it's another to get it.

There are mental and physical techniques to help. Make sure you aren't
trying to remember something as you go to sleep. If something you
need o do the next day is bothering you, jot it down, even if it means
getting out of bed. Don't try to go to sleep straight after a passionate
discussion - wind down first. If something is going round and round in
your head, sit up and pin it down, don’t try to force sleep on yourself.
When you lie down, use a calming, tranquil mental image to help you
drift into sleep. Some people find a warm, non-stimulating drink helps,
Also try a warm bath, followed by getting straight into a warm bed.

Sleep deprivation piles stress on stress until you are almost driven
mad. If you aim for the sleep you need to feel well, rather than the
sleep you can get away with, you are going to underpin ail your other
efforts in managing sfress.

22



60ING SOLO

We are sometimes so obsessed with sacialisation - being together with
our friends, family, spouse and children - that we forget the benefits
of a little time alone. Take some time ouy of your day to spend totally
on your own. Do what you find relaxing. The important thing is to be
alone.

By being alone for a little while you can sometimes achieve a peace
that is difficult to achieve under normal circumstances,

23



SUPPORT

Stress management is simply about ways and means of supporting
yourself. We all have and use a great variety of supports. The best
copers among us tend to have more supports than others and make more
active use of these supports. A support can be virtuaily anything, It could
be a friend, a technique (such as a method of time management) or a way
of behaving (such as assertiveness). The only requirement of a support is
that you use it and find it helpful.

You can get a clear picture of the supports you use by drawing a support

map. Simply start by writing your name in the centre of a blank piece of
paper, then note round your name all the supports you could use.

YOUR SUPPORT MAP

* * *
* NAME *
* * *

* Is where you fill in your supports.

Draw lines linking yourself to those supports you actually use an a fairly
regular basis. If it helps o make the map clearer, draw thick lines to the
supports you use the most and the dotted lines to supports you turn to
only accasionally.

Your support map can only help you to identify any supports on which you
rely oo much and any you might use more. To make the most of your
support map, draw up an action plan for how you will build up one of your
under-used supports.

24
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NATIONAL REMUNERATICN GUIDE™

SECURITY GUARD 1l

+ [ADMINISTRATION SERVICES
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of the organisation, Raquires a sownd knowiedge of Systems and computer sidis.
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Supervises a group of call cenfre aperators. Ensures that gll aperars are product trained and that adequate output Is being maintained in arder to provide
excellent csstomer service. Deals with queries and advises subordinates. May have a degree or be quaiffied by considerabie experience. Sound knowledge of

company products,
Reparts to: Call Cenire Manager

1 Annual Bonus [13th cheaue)

4 Other Cash Allowances

1 Healthcare - Gompany coniribution

S5 E 0%
116751103
Ennutes : SnCe; DosiTH

11562 | 102

TER

d infar

Mnf: Vehicles, Parts
: ) Y u' et e
£7831 97 [Professional Services

N
g

1222 ) 99] 16783
- = ies

18340

sage |
19378 | 112|

17475

ST

| 5242]10655 |11298}12457) 10776 95
heestiTtesalizaAaiar7olasss
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v [NATIONAL REMUNERATION GUIDE

Pmdsamsmmaﬁmysem Cwmmamdha@aﬁmmmqmﬂmp@m,emngmmDmammm Records
the necessary information and passes the reporf to the refevant departnents. Has less than 3 years’ experience. A minimum of Grade 12,
Reparts 10 Customer Service Manager,

Basic Salary 87571 100 82186 770 8446 g122 10026 B573 8827]
Annual Bonus {13t cheque) 8660) 09 499 624 837 753 828 842 554
{Other Cash Allowances

Heatihcare - Company contribution | 68601 78 997 955 1038 1155 1388 839 1020
Retirement - Company contribufion ] 86681 99 844 865 1158 1350 1006 832;
Transport Benefit 350 4 a7 3974 4320 5134 616 168 21}
Housing Benefils 2989 34 318 372 404 485 582 142 137
Cther Benefits 963§ 11 358 377 410 452 580 gt 71

103 122117 104 égﬁcum{ig, Fishing and

_11028 121581369

FiY
8857110035 11062
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= |NATIONAL REMUNERATION GUIDE

Emur&sastcmasmmebyuedmgmmsewmleve&smﬁabpcﬁvaspmﬁedbymemaw Conﬂnunuslyassessesarﬂ1mcvaﬁve)yrem
systems and processes. A relevant degree with more than 5 years’ refated experience. Manzges customer senvice officers.
Beports to: Sates Manager

Basic Salary
Amua! Bonus {13th chegue}
Other Cash Allowances
[ Hezlthezire - Camparny contritwtion
Retirement - Company contribution
| Transport Benefit
Housing Benefits

RBEBRR 1818

Sales Commission
Short Terfn_(qcenﬁves

741107 m 105 Mnf‘Phannaé.éuﬁmﬁs
vid g’ig'lﬁﬁ E _5& fu_,g quv!r-‘ ¥ XA o =
90 Mnf‘Vehtdes HeavyTran

17127192
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> [NATIONAL REMUNERATION GUIDE

Packs ﬁmsha:lgaodsmﬁreappmpnaiecaﬂmm.box& eic., eﬂheraga.tnstpmdw specﬁczncnmagzmstcusimner arders. Responsitle for ensuring that
mearrectpadcag!ngxsmed.mammmmnsmwﬂmmmmmammsmmmm Works under direct
superision. Has ihe abilily io read and write.

feports io: Warehouse Supervisor.

Annugl Bonus {13th cheque) 528] 92 asq 379 412 445 534 405 387
QOther Cash Allowances
] Healthcare - Company corfribution 270) 47 728 766 833 1000 1200 440 451
| Aetirernent - Company contribution |~ 563] 98 397 455 504 544 505 510 434
Transpori Benefit -
Housing Benefits
Cther Benefits 75 13 528 572 522 715 B59 82 65

c—

i Sales Commission

Shert Term Incentives t32] | ass 474 569 683 112 141

g
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Data February 2006 © Iswvey  |NATIONAL REMUNERATION GUIDE - . - . ' Page
NewCode | " jos610 - I . |OPERATOR: UNSKILLED S Tt
' N | Section |MANUFACTURING/OPERATIONS -

G!dGade{s) S .
Performs essentially repetitive tasks which require an ﬂememasy appreciation of the procedures invoived. Decrsms between certain ines of action are c!eany
defined e.g. equipment to be used. Examples include machine minders, artisan assistants, production fine assemblers and sSmple component checkers. At
least Grade 6. Able to count and has elementary reading and writing ahility.

Reports 1 Line Supervisor.
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paie - NATIONAL REMUNERATION GUIDE ~ -~ i Page
New Code e |OPERATOR: smu_enmcrmmsm :

— — 79
ol c::de{s) MANUFAC’I‘URINGIOPERA‘!‘!ONS Fe T s

Reparts to: Line Supervisor,

Pafmmsanwnberofcornpiextasksremmrsg:ﬁomughtrmnmgaruexpenemeammeuseofsaphzsncazedequrpmem Mayaversaeanumberdbweﬂevel
workers using related equipment. Grade 10 with several years' related industrial experience.

S OTAL NUNEER OF NEUMBENTS | ot

Basic Salary 8387 7510 6000 8048
Anrwal Bonus {13th cheaue) 79491 98 417 4339 477 576 891 AT7 ] 558
| Other Cash Allowances
| Healthcare - Company confritbution | 7338} 88 9ag 1040 1130 1374 1849 2993 930
Betirement - Company contribution | 80301 99 565 535 847 777 932 859 672
| Transport Benefit
Housing Benefits 3163 28 466 491 534 841 768 238 203
- Other Benefils 1622 20 295 350 97 429 480 74 78

IAgriculture, Fishing and Far

Capytight Deioitte and Touche Himan Capital Gomporatian (Pty) Limited




6rade 17 |a. | Tea maker 102150
o b. | Cleaner 102300
- ¢. | 6rinder 108610
- d. | Packer 109310

e. | Workshop Assistant N/A
f. | Order Picker 109312
g. | Stores Assistant 109300
h. | Truck Assistant N/A
Grade 16 | a. | Q.C. Inspector 108500
Grade 15 | a. | Head Packer - o FN/A
' b. | Operator (Semi Skilled) 108612
c. | Forklift Driver 108750
d.. { LM.V. Driver 169108
Grade 14 | a. | Artisans Assistant 108100
b. | H.M.V. Driver 10910
¢. | Stock Control Clerk 109360
Grade 13 { a. | Senior Operafor (Skilled) 108614
b. | EH MYV Driver 105112
i c. | Dispatch / Receiving Clerk 109430

Erade 12 | a | Storeman 109302
L b. | Pracess Controtller 108622
L ¢. | Artisan (Unqualified) 108102
N d. { Purchasing Clerk 109200

e. | Stock Contraller 109362




	Contents
	Chapter 1: Introduction
	Chapter 2: Literature review
	Chapter 3: Research methodology
	Chapter 4: Results & discussions
	Chapter 5: Recommendations
	Chapter 6: Conclusion
	References
	Addendums



