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ABSTRACT

This study explored the effects of perceived trade union social support on the
work stress of blue collar workers. It was hypothesised that blue collar
workets who obtain social support from their trade union would experience

~ the least siress.

This study is a comparative qualitative study. The sample involved 60 blue
* collar workers in a Telkom workshop, The role orientation questionnaire
| _was_uéed fo test their siress levels and thereafter 'th'g trade union social
sugrport scale was used to test their levels of perceived trade union so_cial

support

The study revealed that blue collar workers are indeed exposed to stress,
. however, those that perceived the trade union as giving then: social support,

experienced the least stress,

On the basis of the findings it is recommended that occupational social
“workers intervene on micro, meso and rmacro levels in order to help in

.alle viating the stress levels of blue collar workers,
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CHAPTER"I‘.

| 1 - |N:.1"Roaucrlo.n'

K 'Bgcmaounb

| South Aftica :s presently undergoing major political and soci.a_l 'ch.ang'es.
However, the_. social structure from the past still exists, Black blue cq]la_r wdxfkers '

are the ones that are mostly affected by the injustices from the past, They were

also disadvaﬁtage_',d because the social system from the past also deprived them of

 obtaining socini support through apartheid laws such as the Group Areas Act, -

“where some of them were not allowed to tive with their families in the cities.

Social support is 'déﬁned._as a process where_by there is a “flow of emoﬁnn‘al
concern, instrumental aid, aud!.or' appraisal b&ween'people" {(House ,- 1931:26)'.
Social suppo:t has bgen ideﬂtiﬁéd as a major compdne.nt in a person’s well being -
beéanse of its potential to buﬁ'ci' the impact of stress on health (I-Iduse, 1981).
The harmful effect of stress is mitigated aud even removed as social support
'. increases, and social support would therefore benefit people who are .expdsed to

stress(House 1981).



: Work.']jfe has also been identified as stressful (Mclean, 1979). Work occupi'es.-
_ .must of our adult'.lives and is essential for an individual to meet his or her basic |
- needs. However, work can adversely affect both mental and physical health, o
~ Black blﬁé_collar workers are the ones who are mostly affected by stress in the
_work;’ilace bccalise of bei;;g loﬁrly paid and_ often_ having to work 'uﬁder
 unsatisfactory work .co_ndiﬁons. ‘This is one of the reasons why they join trade
unions.  However, unions in addition to their traditional function of bromoﬁng -
worker well bemg by striving for improved workmg condmons and improved
.-remuneration also cont[ibute to the development of worker Identlty, solidarity
-and comradeship, thereby providing social suppott to workers. The frade union
' 'potentia’t to offer social support .as a buffer to siress bas not yet been ﬁ;lly -
lmmvledged as a resource that cculd be mobilised it. intervention with blue

 collar woﬂc stress,

_- .:During the writer’s emp]oyment at Tetkom as an occupational social worker
l:rade unions have often been viewed as negatwe by manaqament and the
| possﬂ)lhty of establishing links with trade umions to delitaniely prowde the

| psycholdgical well being of blue coltar workers has never been looked at.

12 AIMS OF THE STUDY



._ Thls study seeks to explore the relatmnshlp between the effects of percsived
soclal support offered by the trade unions, and the extent of work stress of blue |
R collar workers who are . merabers of that parncu]ar trade wnion. Ttis hypotheswed _

_ that blue collar workers who pe:rceWe themselves to obtain social support from

their trade union, w1]1 expetrience the least Work stress.
13  IMPORTANCE OF THE STUDY

* Black biue céliar_ workers in South Afvica have been s‘ystematicaﬂy. &eprived of
obtaining social support through apartheid léws such as the Gfoﬁp Areas Act
that did not zi_llowi thém- to stay w1th thelr families as well as through
qi'rcumstances at the workplace attached to occupying a low position in the
hiérarchy such as having less jurisdiction over their work duties. Even trade
unibnq «.". such workers have only been pertﬁiued in tﬁe last fifteen years. Sociat
suppoit has been desoribed in the literature as an extemal resource capable of

| reducing *he negative impact of stress and for 1 1mprowng the hea]th and well< -
bemg of a person (Cohen and Syme, 1985). Research indicates that stress can .
lead to ilt health (M_éfteson and Ivancevich, 1987; Cox 1978; Mclean,1979). A

| person under stress is likely to show strain (Mclean, 1979; House, 1981).
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 This study hypothesises that black blue coliér workers who perceive theniéeixfes :

to obtain social support from their trade umon, will eirperience.'the least work

© stress. Should the hypothésis be supported this study will be valuable hecause it :

- will c_:pnm'bute to the body of kaowledge that can _be used in e_ﬁhancing the well- |
being of blue .collar \#orkers _in the workplace by mobilising trade union sOcia_l.'

- support for tt *m. Devéloping and eﬁhﬁncing 'sqcial supﬁqrt offered by the trade -

| lmi_on woﬁld thereféie be impoﬂﬁnt_-for black blue co]ia_r_ workers who .-occup y the_.

| 1_0wést occupaﬁonél rungs with thieir partidular stressors.
14 ASSUMPTIONS UNDERLYING THE STUDY

“Thie following are .assmnpﬁons that und'erlié this stﬁdy o
(a) Work is essential for an individual to meet his or her basic needs, yet it can
be very stressful to and individual. The work environment may create demands )

on a worker w1th which he/she is unable to cope, thus causing stress.

z(b) Blh_ck blue cd]lér workers expeﬁeﬁce more stress becruse of the nature. or their
_ .jobé.._ I-Iistﬁiically, black blue collar workers in South Africa have been
' _'di'sadvan.t:aged. because ﬁleir social situations were greatly compﬁcated bj! the
'country’s system of racial domjﬁatibn, this system affected those with _Iittle or no

education the most. Black blue collar workers are seen as ocoupying thg bottom
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rung of society’s occupational ladder and the nature of their work, health and B

- safety hazards and their work setting can be very stressful to them.

| © chial s_upp__ort 6ﬁ‘er:d.by the trade unmion has the potential to buffef the
- impact of work stress on health. - The flow of positive emotional concern,
practical aid and/or ﬁonecﬁﬁcal feedback support between union repfesentatives_
and uﬁi‘on members has the potential to alleviate the impact of work stress on

their physical and mental health. -
15 DEFINITION OF TERMS

- Terms used in this sthdy include:



(a) Social support: The flow of positive emotional concern, practical aid and / or
non—c_r_itic_al feedback support between people (House, 1981). It can also be
~ defined as the pemepﬁon that there are a sufficient number of people aﬁiﬂable
] uﬁon_whom one can rely .011 in times of need. Social support has also been
dEﬁned by Thoits (19825) as the “degree to which a ﬁerson’s basiﬁ sp(:ial needs
 are gratified through interaction with othe_rs‘_’ (p:147). 'I'hls interaction éan také
the fonnof mstrumental aid or socio-emotional aid, at a functional IWel. Some
~ individuals may turn to only bné ;.w:r'son fo obtain'socia]éupport, while others |

may turn to a large mumber of available people like feliow trade union members. |

_.(b) Stress: * The imba]aﬁce between environment! demands placed upon a
person aand .thez Tesources of that particular person. This also involves the
individual’s matohing of the demand with the individual’s capability ta deal with
it and finding that he/she does not have the ability to cope (House 1981) This
deﬁnition. is referred to by Hobfoll (1‘989) as the transactional model because it
expiains stress according to a balance hypofhesis. Stress arises when perceived
dem;ahds exert a pressure which exceeds the individual’s percetved capabilities
: (Cox, 1985). Continued stressors can lead to a reaction of anxiety, changes in
cardiovascular functions as well as meutal ill health. Thus stress causes strain

- (Mclean, 1979).



,
(c)Work stress: The characteristics of the work environment which may create
demands on a worker with which he/she is unable to ¢ope; given their resources
(Mclean, 1979), Black blue collar workers are more likély to react to work
étress helplessly and pathogenically due to their socio-economic position in the

workplace (Shostak,1980).

(d)Trade Union: An organisation whose members are employees who seek to
organise and represent their interest through the process o_f collective -
bargaining(Bcndi:i,IS’SQ). This includes drgaliisatidns such as the Post and

Telecommumnications Workers Association .

(e)Blue collar workers: Workers who occ&p;f_ﬂie bottom most rung of | a
- workplace’s occupational status (Shostak, 1980). Within Telkom, these workers -
are categorised in the A and lower B bands in terms of thé Paterson Job
ei'alu#ﬁon system as used by Telkom. These workers include te.chnical.
assi'st#nt_s,.senior technical assisfant, cleaners, general workers and telephone

buffers,



1.6 QVERVIEW OF THE REPORT

An attempt was mad‘e in this chaptér to explain the importance of this study, the
atm of the study and assumpttons underlying the study. Chapter 2 will focus on the_ |
_ hterarure that contextuahzes the study Chapter 3 will describe the research
g methodology._ Chapter 4 will focus on presentation and discussion of the results and

lastly Chapter 5 will draw conclusions and récqmmendations will be made.



“

CHAPTER 2

SOCIAL SUPPORT AND WORK STRESS : AN OVERVIEW OF THE
- LITERATURE | |

2.1 SOCIAL SUPPORT

The doncept of sécial support has been defined differeﬁtly by various authors.
- For example, Lin (1986) defines sbcial support by 'sebaféﬁng fhe two
- components, that is, socf:ial' and supﬁoft. According to him, ﬁ1e sociél
component should reflect the individual’s hnkage to the social enﬁron_n'lent |
atd this can be represented at. ﬂﬁée levels: the community, the social
network, and intimate and conﬁding.relations_hips. The support component,
Lin (1986) be_liéves, should reflect activities that are expressed bjr the social
_environment and involves two aspects, that is, instrumental and expréssive
suppdrt. Iﬁsmnnenta] support involves practical assistance. The expressive
dimension involves the use of the relationship in activities such as sharing,
veritilating feelings and affirming one’s role as well as others” worth- and

dignity.
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Some résearohers app;'oach the definition rather differently. For example,
Cobb (1979) defines social support .as information leading the individual to |
believe that he is loved, esteemed and \_fa]ueﬂ, #nd that he/she .belnngs toa
- network of communication and mutual obligation. He believes that social
support Iprovides protection from physical illness and accelera  ecovery.
| This deﬁn_i_tiqn,'hqwevef, does not clearly .dist_inguish the types of sooial

support.

. Safason, Sarason and Pierce (1.99.0.) define social éﬁpport as social
interactions that make an individual haﬁ:e a feeling of belonging toa .pem_'dn or
Igroup that she/he 'pemei._vé's as loving or canug This helps individuals to |
 have the ability to provide feedback, to validate themselves and to have a
sense of belonging to the social environment, Their definition would be more
in line with the definition of soci.al support as a “set of interconnected
relationships among a group of people that provides enduring péttems of
nmﬁance and provides reinforcement for efforts to cope with life on 2 day to
day basis” (Garbarino and Wittakers, 1983:5). Cobb (1979) further s_uggésts
ﬂlat social support gr;iws out of groups; for example, co-workers become a
social Tesource for each other, This definition can be linked to social

exchange theory which suggests that rational self interest drives péople’s
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social interactions. Individuals can be described as perceiving themselves to

be in some forl_n of social exchange with groups or organisations of wh_ich' .

they are part, and they therefore evaluate the benefits of remaining in that
particular group or organisation, Tyler and Lind (1992) state that “people
‘enter and feave relationships depending: on their judgement conceming_thé

benefits and costs of remaining a meruber of an organisation” (p120).

. Housg (1981) offers one of thé rﬁost cbmprehensivc deﬁniﬁohs df s.oc.ial.
support. -He suggests that social support be defined in terms of ‘.‘who gives
- {vhat to whom regarding .which ﬁroblems”, He déﬁnes' social support as a |
_ .“ﬂow of emotional concern, inSinnnental aid, and/or appraisal betw;aen' .
people” (p26). This déﬁniﬁdn is further broke‘g' mto four com.ponenté of
- support - that is, emotional support, informational support, instrmhental |

support and appraisal support.

According to Housé (1981), emotional suppart involves the provision of trust,
empathy, love _aﬁd care. Informatioﬁal support means giving advice. 6r |
information which would be helpful to another individual in coping with
personal ﬁs:weu as eavironmental problems. Ins&'umental ISupport involves a

practical act of helping an individual in need. Thoits (1982) suggests that



12

social support can Be opcraﬁoﬁaﬁséd in tenns of its structure or WHat it rea]ly
‘does. Support méasures llypically assess either the individual’s ne’ ul'h
structure or the fimction of social support (C'chen and Wills ,1985). Earfier
__ studies (Caplan ,1974 ) divide social support into two globﬁl types: emotional
and iﬁstrumental support.  Some researchers (La Rocco ét al, 1980) have'
concemrated on the emotlonal type of support, apparently assuming that it 1s

_the most unportant ‘Bowly (1969) pomf;, out that an individual beco_mgs
_ happv when he/she is surei he/shé can: éount on someone or son.le.people in
times of need This also enhances the mdmdual’s overall interaction with the
social enwronment Fmally, appraxsal support involves providing a person
w1th information that is relevant for self evaluauon 'I‘he definition by House | |
(1981) views all the types' of support as being equally important and clearly

distinguishes them from cach other,

While different authors define social support differently, what comes out in

most definitions is the pgrception by an individua_l that therc. isa sufficient
number of a@lable others oh whom she/he can relsr in times of need
| (Procxdano and Heller, 1979) Two dimensions that have been constantly
1dentnﬁed are gources of support, for example, spouse or Supemsor, and ty:p__.

of support, for example, instrumental or emotional (Coben and Wills , 1985).
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This would therefore b in line with the definition of social support by House :
(1981) that the right kind of support from the right kind of peopic increases

- one’s well - being duting difficult life events.

It is important to understand how the ﬂow_ of emotional c:onoem, instrumental
aid, information support and app_i‘ai_s__al s'lippm_'t between peopie_ affects stress

and health as well as the reia_tibnéhip between the two (House, 1981).

2.1.1 Main, Moderating and buffering effects of social sapport
Social support can directly enhance the we]l-béi_ng of aperson becanse it
meets important human needs for belonging, love and affection, This means
 that the positive effects of sociél suppért can counteract the negative effects
of stt:ess.(I-Iouse, '1981). A number of authors have indicated that sobia.l
support reduces stress in one or more of three Ways (Beehr, 1985 and House,
1981). Firstly, soCiﬂ suppoxt can act directly .t_m lessening sirains, and tlns is
normally referred to as a main effect. -G:ottlieﬁ (1980) adds to this by
pointing out thét social support is the key to coping 'capa.,city. This explains
the ﬁeqﬁent observﬁtion that many individuals undergo stressful h‘fe events
but suffer no adverse consequences. Secondly, social support can act directly

on stressors, and this as well is normally referred to as a main effect. For
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ezﬁm::_;g le, Sogial support from co-WorkerS can minimise feelings of a]iehation_
Cor tension at work., Cohen and Wills (1985) identify the meofeﬁcal
fnechanism through which the.se effects of social support are thought to occur.
They propose that the perception of main effects of stressors resnﬂt§ from 'rhé_s
 relationship of social support to appralsal An individual who has internalised
a sense of beiﬁg'valued (hawng a great deal of social support )‘ i8 leés ]ikely |
than others to view a situation as threatemng Dircct eﬁ‘ects of socml support B
on well bemg oceur because self esteem is enhanced by social support and
| this would therefore have a posmve unpact on health. ‘Thirdly social support
can interact with stressors 80 that the relationship between stress and stram is |
stronger for - persons with low levels of support than those with high levels of -
support, while the deleterions impact of stress on health is mitigated or even
eliminated as social support increases (House, 1981). Tlus ls no_n;lally
- referred to as the buﬁ‘eﬁng effect beqause it has the potential to buffer or
: moderate the impact of stress on héalﬂ1. Thke relationship between social
éupport and stress in this regard doe_s not mean th 1 yeial support has direct
' efféct-s on gither stress or health, but réﬂ'mr that it modifies or moderates the

relationship between the two (House, 1981).
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Many authdrs have shown interest in the coﬁcepf of _the buffering e_ifeqts of |
- sbcial support (House, 198i; We]ls, 1982), since this “type of support ﬁflay
be gsﬁeciaﬂy important in understanding when social support buffers the

- pathogenic effects of stress. Hence, buffering eﬁects may occur only when
-the kind of avallable support matches the needs eliclted by the siress a person
is -expenencmg” (Cohcn and Syme, _198_3 : 13). Social support would_ :

th@mfore béneﬁt:those people who are exposed fo stress and may ha\_re little

or no benefit for people not under stréss (House, 1981).

2.2 STRESS THEORY

It is not easy to fi. a widely_ accepted 4 cﬁ’ éu*ess,' as there is no
siﬁgle_ag‘reed deﬁ:ﬁﬁon of this cohcepf an, 1979; Fontana 1990). Thé
one reason for no single clear defimu.. 3 tliat_ﬂm word stress is uéed in at | |
least three diﬂ’efent disciplines: physiology; sociology and psychology' (Cox,

' 1978 Fontana, 1990). Ancther issue hampering the formulation of an .
accurate definition of stress is the disagreement regarding whether stressisa
stimulus, a response or an mtcractlon between individual and environmental

factors (Cox, 1978).
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On fht: one hand the _stimulusu_based approach views siress .as a “force or
 stinulus acting uﬁon ths_iﬁdividual that results in a response of strain”
(Matfe;on “and Ivance\fic}i,' 1980:‘6.).. A difficulty | associatéd with the
stimulus-baéed.approach.to stress ig 't.he. fa‘ct..that there are often individual
dlfferences in the same stress situation (("ox, 1978) The response - based
'approach, on the other hand regards stress as “the physmlogmal or
psychologlcal response an individual makes to an env:iromnental stressor”

' (Matteson and Ivancewch,1980 7.

_'Be_:tween these two uni-polar approaches, éeiféral perébn—env_irbn_ment
“interaction models have _been-cieveloped. For example, Matteson and
vancevich (1980:0) define the person-cnvironment interaction of siress as
_“an adaptivc. response, mediated | by individual characteﬁ;sﬁcs' and/or.
psychblogical Processes, _tliat is a comsequence of any external action

situatioﬁ or event that places special physical and/or psychological demands
upoﬁ a perso_n?_’. Cox (1978) bonceptuaiises stress as the imbalar}ce between
perc'eiﬂrcd individual capability and environmental demands facing that
particular ind_ividual. Matteson and Ivmceﬁch (1980) argue that a pé.rson’s '
perception of a demand and his/her ability to mobilise resources may differ |

from individual to individual and from situation te situation. The person-
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enviro.;ment interaction model of stress is the approach emphasised in the

presént study.

23 WORK STRESS

Wofk stress has been defined as any characteristics of the work -environh;ent '
which pose a threat to an individual (Mciean, 1979),. Stress at work is such a
common phendmanon that people tend to -accei)t it as pé;rt_and par.c.eI' of day :
fo déy li\dng_(Mclean 1979). Individual vulnerability to specific str::ssbrsl
varies widely and is cven._ mote signiﬁcﬁnt than context in datéfnﬁning
reastions to factors in a work environment (Mclean, 1979; Matteson and
. Ivancevich; 1980). Vulnerability also changes according to day«tb-day
events, moods and individual experi'enccs. Stress at work has been classiﬁéd
by Yates (1979) a3 lxa\dng different sdurces-, namely: factors intrinsic to the
job, career development, relationships at work, and one’s rble ‘in the

organisation, -

Factors intrinsie t.s the job: These include boredom, poor physical working

_ conditions; work demands and job design and technical problems. Althdugh '

noredom is not normally viewed as a serious cause of stress, research
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conducted by Univefsity of Michiga_n’ﬁ institute of occupational sa.féty and
‘health found that boredom may produce stress as fast as, or even faster than
working long h01u§ and beavy workload (Yates, 1979). Since répetitive work _
becomes increasingly common towards the bottom of the occupational
hferarchy, it is possible that blue collar workers may be especially prone to

- boredom.’

C_aregr. development: Advancement at work is oﬂen'extremely importanf fo
-employeeé and ﬁfobléms in this regard may create high levels of s_tress. .'In
South Africa during the aparthéid years, most jobs were reserved for certain
race groups, thus people of colour were often not utilised according to their
' pbtentiai or what they were qﬁaliﬁed for. .Heﬁce promotion suffered, creating

potential stress for those .xperiencing this sitvation,

Relationships at work: Difficult or poor relationships at work can élso bring on
symptoms associated with slresé. Difficult relationslﬁps involve low trust, low
interest by cthérs. m listening to and dzaling with problems, Poor relatioziships
“can also lead to role ambiguity and role conflict (Yates 1979). In South Aﬁicz_m |
workplaces, there has _beeﬁ a racial and cultural division between supervisors and

workers: most of the former have been whites and most of the Iatter blacks. This
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situation does not promote effécﬁve supervisor-worker relat_i-onships, Qo that it éan
be suspected that when blacké biue collar workers experience proBlems they .may B
be less likely to approach thelr supervisors, and more hkely to approach their
| shop stewards or union officxals They may believe that shop stewards are on
their side and would understand them better or refer them to the right person who
'.would offer-theﬁi help. In support of this, duﬁng the writer’s employment as an
_ pccupational 30§i;a1 worker most black blue collar workers were réferred to the.
'Etﬁpmyec Assistance Program by shop stewards or. union ofﬁcials. r'atht.ar than

- SHPErVi5ors,

Role in the organisation: A primary source of stress in an organisation that has
widely been studied is role conflict and role ambiguity which can increase

anxiety and decrease productivity (Yates, 1979).

Role ambiguity may arise when an individual has madeqliate information
about his or her role at work (Kahn, 1973; | Hopse and Rizzo, 1972), There |
~ are three factors that contriﬁute to role..ar'nbiguity: the complexity of the
organisation, poor managerial philosophies about communication and rapid

change within the organisation (Kahn et al, 1973; House and Rizzo, 1972).



20
Rbie co_nﬂ.ict may arise when an individual does at work what he or she does | :
not. want to do or what he or she thinks is. not patt of the. job specification
{Cooper, 1983). The most common manifestation of role conﬂict-accurs
 when an' individual is caught betweeﬁ two groups of ﬁeople v}llb demand
different kinds of béhaviour (Cooper and Smithk, 1983), for example
_ supervisors and workmates, Role conflict causes. job dissatisfaction; job
tension and job related anxiety (House and Rizzo, 1972), Soine role conflict
ma} be termed “objective”. This may come about when two or mofé peopie -
send contradictory demands to the employee; thﬁt is, the one person asks the

_ empl_oyee_. fo do something 'ﬂlat is not allowed by the other person to whom
| .tl.le individual is responsible, However .conﬂict may be more subjective in
nature.. Subjecﬁve rol.e conflict may come about when there are
contradictions betv{feen the formal requirements of thé role and what the
individual _desire's in terms of goéls, values and interests (Matteson ahd

Ivancevich, 1980).

Much role coﬂﬂict, particulatly objective role conflict, results from
dysfunctional organisation practices and the consequences tend to affect the
j adlﬁevement of organigational goals in a negative way. When this happens,

the individual also becomes affected in a negative way (Maiteson and
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| I{rance_vicia, 1980; Cooper and Smith, 1985). Conflict can also be pa;tiy"
.caused by sPecialisation and routine work and partly by the lworker’s lack of
ctmtrdl aver his work or over his destiny in the organisation (Ténncnbaum;

1968).

24 SOCIAL SUPPORT IN THE WORKPLACE

- Work contains the potential for mahy qums of satisfaction and challenge as -

- well as the potential for harming individuals, It occupies a major part of
| .' most of an adult’s life (Mclean, 1979). Individuals need to woﬂ: in order to
meet their basic needs and yet work can adversely affect both mental and
physical health (Mclean, 1979). Work support has been identiﬁéd as havin,,
either a direct or a 'streés-btszering effeét on .the negative 'imi:act of jﬁb-
related suéss (Wilcox, 1981; Barrera, 1981). Both 6f these effects constitute

mechanisms through which support maintains or imptoves health,

Work and the workplace play a rhaj or role in respect of support; firstly, they
caﬁ dirgctly enhance employee responses on the job because they mieet
important human basic needs, that is, the need to belong and the need for

security. ' In this way, the positive effects of social support from th=
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| workplace cen coﬁnteractz the negative effects of stress (House, 198 1), .
Secondly, sdgial support from the workplace has the potential - buffer the
impact of étress on empldyee responses. Thig is uéually referred to as the
moderatiﬁg role where social support modiﬁéé the .relationship bétWeén' _
stressors on the job and employee responses {(House, 1981), Supervisbrs and
co-workers rcprésent the main source of sobiai support in the workplace
(Wells, 1982). As noted carfier in section 2.1, the definition of social
support by House (1981) _idéuﬁﬁes four types pf social supi)ort,__ namely
emotional support, 'appraisal supinort,_ informgtional support and instrumental
supporl; Using this deﬁnition,' social 'suialjort in the workplace could be

viewed in the following way:

Emotional Support

Emotional and instrumental sﬁ“port are the types of support that have béen
most Widely studied in relation to stress in the workpléce. Emotional support
from sﬁpervisors ‘'has been discovered to buffer the impact of the effects of
role conflict and role ambiguity (Cobb, 1976). Supervisors are alleged to.
have a greater effect on job_. stress than othef sou_rces.. Consequently,

supérvisor support is expected to have the strongest effect on reducing
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psycholdgical strain, Whi_le co ~ worker s'uppﬁrt is expected to have the next
| strongest effect (Beehr and Fenlason , 1992). The argument for this is that -
.co-workers are able to render social support to stressed fellow emp.lciyees.,.
- but because they are less influential at work, they are expected td influence ”
: stréins less than the supervisor. The eriter disagrees with this when the issue
is contextualized in the South African situation. Because of the history of
‘racial injust_ice, the South Afiican wofkplace situation is very different from
the studies conducted abrﬁad-. Sﬁpervisors, often from a different raclal and
cultural group to worke_rs may be perbeived as not having as great an effect
- on work stress as fellow ﬁvorkers.' Stress in the workplace.may therefore be
alleviated by getting emotional support in the form of engouragemént ﬁ‘oxﬁ _

m—wofkers, ‘who are less likely to create interpersonal 'pressures;

Hdwéver-, supervisors who are supportive and empathic are valuable assets in
| terms of increasing o enhancing workers’ self-esteem (Mclean, 1979). |
* According to Mclean (1979) when the well-established emotional climate of an
organisation reflects genuine concern for the legitimate needs of its people, and
when there is esteem and regard for employees, indiiridual values i-;hen blend

succcssﬁlll_y with the pwpose of the organisation. The goal of the
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orgamsatlonal context in this scheme is to build a system in whmh people

percewe themselves as genuinely valued.

Appraisal support

Appraisél- éuppﬁrt involves the prpvisiﬁ_ﬁ pf infom;atior; that is relevant fof
_sélf_eval_uatiqn. _ Worlg supérviéors may be a soxtfce of this kmd of inforﬁiation

- for examﬁlé, they may be able to tell the workers if they are performing well |
or badiy and advise them where they can improﬁéé (I-Iouse, 1981). However, :
according to Mclean (1979) co-workers are in a better posiﬁon. to provide
appraisal support because workers identify with each other and feedbas:k

from co-workers is viewed as honest and seen as positive.

Information support

Infonnaﬁonai support involves the gwmg of fﬁfoﬁnaﬁon which might help an
individual cr:pé with problems (House, 1981). For example teaching workers "
hﬁw to applf for better Ipositions within the oompény is regarded as
informational support (House, 1981). Surely Tra'de Unioris and workmaies

 often give informational support too. -
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Instrumental support

' Inﬁrmﬁental support means directly ﬁelping 2 person in need. Co-ﬁbrkcrs
. may give each othef instrumental support when they'.help others to do the1r -
“work, take care of them or _hel§ them by Io:aning. them r_noney.. Instrumental
support also has péychological consequences when it is i)ercéiVed as a sign

| of caring (House, 1981), Blue collar v_?orkers have been found to offef this
- kind of supp'ort.to one another because of the na_ture of 'ﬁaeif jobs (Cdoper .
and Smitﬁ 1985). Workplace_ issues_s'uch. as wage negqﬁaﬁqns, working
condition.s.an'd_ fair _trcatmeht.by- the empldyer can be s@ as ﬁsn'ﬁnicntal

support by the trade union.

~ 2.5 BLUE COLLAR WORKERS

Blue cdllér workers are seen as ocoupying the bottom rung of society’s__
occupational ladder (Shostak, 1980). The general public thinks very little of
" manual wotk and blue collar workers. general_ly are aﬁarc of .that (Shostak, E
1980). They are often intimidated by rigid rules about how they should dress

és well as their comings and goings at work, They are often told what to do
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and what not to, These regulations are resented by blue collar workers who |

-view them as a sign of the company’s-mistrust in tueir integrity (Cooper and
Smith, 1985). Internationally, the four main st‘ressbrs associated withﬂue
 collar workers are: compensation levels, health and safety hazards, work

 settings and threat of work loss (Cooper and Smith 1985; Shostak 1980).

- Compensation: Blue collar workers._arc amongst the lowest paid class of

-workers. This may become their greateét source of v~ 23 “along with a

sense of losing ground on an income treadmill, many biue collarites harbour

considerable envy of the salaries, stock options, bonuses and perks they think

the good fortune of many in the front office and executive suite” (Cooper -

and Smlth, 1980:9), This is exacerbated by blue collar workers rarcly

- measuring their income situation against significant others in their own ranks -

(Shostak, 1980). Male blue collar workers want to maintain themselves as

providers, for their own self-esteem. However, they sometimes fail to see
themselves as adequate providers because their ‘take home pay” is often

insufficient (Shostak, 1980). '_

Health and Safety hazards: According to Shostak (1980), hite collar workers’

second major source of stress is health and safety hazards. They warry with
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~ reason about becoming a statistic among workefs who are killed or who. |
" becoﬁue pém- mentljr disabled because of accitents or industry-related
 diszases (Cooper and Sﬁﬁth, 1980). ‘Their worries, whether imaginary or

real, increase their level bf stress. Shostak’s vieﬁv ties in with that of Yates |

(l 979) who argues that poor and dangerous working conditions can be seen a

source of stress.

'Work settings: Blu& collar work setl:mgs are in many cases not pleasant_.
Although smlauons differ from place to piace, some woﬂmrs resent poor |
working conditions which are percelved as part of the job. They often envy
;.agrhite collar erkei‘é whd are placed in comfortable offices \&hilst ﬂ16y ﬁave :
~ to do the dirty job which is more often the core husiness of the cbrhpany _
(%hostak 1980; Cooper and Smith, 1980). They often feel that nobody ceres

about their physical working conditions (Shostak, 1980).

| _Vi_@ic__lm Mclean. (1979:5-5-) states that “uneiaployment and the threat of job
loss are exquisitely threatening to many, seriouﬁly disrupting to-. others”. Blue
collar workers fear the possibility of being mémployed one day and not
| earning income, | Many know that wori{ing for a ne.w employer, if they are .'

lucky to _ﬁnd. another job, means starting at the bottom once more (Shostak,
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1980). This is true especially in the South African si’_ruaﬁon where the

| econon 1§ | very unstable and jobs. cannot. be fully guaremf.eed.

A further major stress in the lives of blue collar workers is supervision. Tﬁe
blue collar wofk setting is often characterised by strict regulations'(Shostak, y
- ._1980). T_hesc: rcgulationé are resented by workers who view them as

_ “insulting, iﬁfantilizing expression of co@any mistrust in their adulthood

and matlmw” (Cooper and Sn;ifh, 1985:11). Blue collar workers on the .
whole do ot have .c(.mtrdl of how jtheif time i spent at work because they
hav;c to 'stick.tb a strict schedule of workiﬁg duties and have to carry out
those activities speclﬁcd by the employer (Cooper an:” Smith, 1985) There
is less chance to influence the condluons of the task itself. There is usually
also less chance to avoid unpleasant conditions and the orly option that they
_have is to put up with the unpleasant situation or leave the job (Cooper and
Smith, 1985; Shostak, 1980 and Fisher, 1984). The world of blue cqllar
wo;'iiers. also includes expectations of greater production. Blue collar
> _wor_kers have learned over the years that the reward for more production is

the renewed demand for more production (Shqstak, 1980).
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- According to Karl Marx, thc evolution of industrial c_ézpitalism provided the
pre-condition for éollective organisation by bringing workers togemér in
large numbers (Webster, 1985). Blue collar workers find themselves
m .\r'estingl in work-group affiliations as a form of showing resistance to the

harshness of their experience of the workplace.

2.5.1 Trade Unions

A ftrade umion is referred to as 2 group of workers designed to perform
funetions to help the workers obtain cpllecﬁirely, better terms of émploymcnt
and service, than they would have expected to achieve if they were

bargaining individually (Hauck, 1982).

2.5.2 Blue collar workers and trade~unions

Blue collar workers are uniquely deprived and strategically positioned to
organise themseives to overcome their frustrations through trade unions
(Valery, 1982). Furthermore this is reinforced by the circumstance that a
“peréon’s objective position in the economic process imposes upon him

certain attitudes, values and interests which give rise to consciousness of
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class seen as a sense of memberéhip with 6thcrs who share these interests
and values” (Valefy, 1982:14), The. fundamental relation between an
inﬁividuai and a trade unioﬁ is based on a different economié exchange
relation than that between an individual and employér (Tetrick, 1992: 2).
In(_iividuals arg paid by the employer for the work that they do while umon
members pay dues to reap the benefits ¢ " membership, and indee.d “tréde
urtions provide another potential focus for efforts to enhance social support”
'(House;. 1981:101),  Trade union mcmberé .may experience gﬁod
relationships with each other because ot_‘ joint experiences. Shop stewards
and union officials are usually there when workers need them and are often
more concerned with the welfire of workers than supervisors and employers

(House, 1981).

While workers may join trade unions for practical béneﬁts’, many of the
outcomes aitached to belonging to & union are in the form of social support
itself (Freeman, 1976). | Sitas (1984) suggests that blue collar workers,
especially migrant workers, invest their trust in trade unions because they. see
the trade union as a source of security and support. Trade union members
listen to each other’s problems and care about one another. This, according

t

w

:geman (1976) can be seen as form of emotional support as identified by



31

House (1981). Support by a group oceurs in several forms, when fnembers
face a ﬁ'ustrating or threatening environment. The group may afford some
sense of comfort or consolation to members, help or protect members by
acting against the source of threat or frustration and strengthen the individual

member in his own opposition to the source of adversity (Tannenbaum,

1966:59). Freeman (1976) also suggests that trade unions are in a unique

position to offer informational support to members because they feed back to
managers infqﬁnation about workers’ _gﬁev&nces._ .Similarly, a trade union |
keeps wOrkérs informed of managetﬁent’s position, The trade union collects

" information from workers and pfesénts it to management n a form of
~ collective b.ai'gaining. The shop steward’s _fole_ is to represent the interest of
.the trade union merﬁbers m his section, to protect the rights of the workers
against maﬁagement as well .as to challenge management decisions when
necessary (Webster 1985), The collective bargaining process should be
positive “informaion swopping” which will benefit the union membership
(House, 1981). Shop stewards glso convey 'poliéy decisions of the unions to
its members (Webster, 1985), According to Kochan (1980), trade unions
increase awareness of health and safety hazards at work and althouga there

are no differences between injury rates for trade union members and non-
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members, union members are generally more aware of health and safety

hazards in the workplace,

Unions can also be instrumental in gaining support in the form of higher

earnings as well as fringe benefits for members (Gallagher, 1983). They

have a positive impact on benefits and blue collar workers in unipnised -
settings tend to eﬁjoy higher wages/salaries and benefits than wotkers ina

non-unionised setting (Freeman & Medoff, 1984). Allen & Keaveny (198’1) _

pomt out that umons mcrease the level of ﬁ'mge heneﬁts prowded by
_employers These fringe beneﬁts are in the fonn of pensmns, vacatmn,
'acc1dent cover as well as medlc_al aid. This kind of support can be vxewed as
* instrumental suppott of the s&;t identified by House (1981). Shop stewards
have been viewed as being in a better position fo provide appraisal support

because workets view them as being on their side and having the workers’

' interest at heart (Mclean, 1979). Trade union members view feedback from |

-shop stewards as honest feedback. In a study by Webster (1985) coneemmg
trade umomsm in the foundries, appralsa’l support was found to be occurring
succ_cssﬁ;lly ‘where shop stewards were responsible for appraising work

performance.
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Trade unions in many countries haw?e p.layed an important role in the s&uggle
for d.e'mocracy (Henley, 1989). Anstey (1990) points out that South Aﬁ-xcan
labouf_ relsiions are the product of unique hisfdfical, social, political and: .
economic forces and Kochan (1980) suggests that ﬁnions have apnmary
- effect 1a the areas of wages, benefits,_ working conditions and job sécurity.
Unioits can therefore be considered, along with supervisor and cbnworkf_:r
support, as 4 poséible moderator of the relationship between stress in: the
ﬁofkplacc and serain in the iife of blue collar workers (ﬂouse, 198 i;.Barling,t

Fullagar and Xelloway, 1992).

26 'THE OCCUPATIONAL SOCIAL WORK PERSPECTIVE

Social.workers do not have a'mono'poly on emplqyee well ‘béing in the.
‘workplace. The definition of generle social work by Pincus and Minahan
| (1973;9} states that “Social Work is concerned with the interactions between
pedpie- gad their social environmeht which affects the ability '6f_ people to -
-act:ohiplish their life taské, alleviate distréss and realise their aspiraﬁons and
values”. The purpose. of social work w111 therefore be to enhance tie
proﬁlem solving and coping capacities of people, to link them with

resources, to promote effective and humane operation of these resources and
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o cd_nu'ibute to the development and improvement of social policy (Pincus

and Minahan, 1973).

Social work in the workplace is not different from similar activities in other

| ‘settings (Googins and Godfrey, 1987). Occupational social work i's therefore

defined as a “field of practice in which social workers attend to the human

- and social needs of the work community by designing and executing
* appropriate interventions fo ensute healthier individuals and environment”

(Googins and Godfrey, 1987:5). Social wovkers in the workplace are

strategically positioned to enhance levels of =ocial support by coming up
with special programé for dealing with problems of occupational mental
health. .Occupational social workers can slso facilitate the giving and

receiving of social support as part and pafcci of the ongoing process of work

organisations. If social support is to be effecti_vé in reducing stress, pedple

must be able to obtain & Lyt rom the people with whom they work,
Occupatianal social workers should therefore mobilise all the resources in
the workplace that would be able to provide social support. Trade unions

have been identified by House (1981} as a potential source of social support .

- especially for the uniquely deprived, liks black blue collar workers. Further

exploring this concept is the main purpose of the study. -
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31 METHODOLOGY
311 Sample

The first step of sampling was to ideﬁﬁfy a workphase (worl.csliop).in Telkom
that has a largé mumber of biack blue collar workers that beloﬁg té the Post
- and Telecommunications Workers AsSOciat_ion_ rPOTWA). | Permission was
obtained from Telkom and from the trade union for the _s’tudy: to be

undertaken.

The Post and Telecommunications Workers Association is the biggest trade
“union in Telkom in tetms of membership and support from non-members.
This trade wnion has since merged with the South Aftican Post and
Telecommunication Assoéiatioﬁ (SAPTEA) which was predominantly Indian
- and _tlie Post Office Employees Association of South Africa (PEASA) which

was 'preddminantly coloured to form the Communications Workers Union
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(CWU)._ This union enj oyé 45% lﬁernbership amongst the Telkom workforce,

Potwa Will'he_réaﬁer be referrec to as CWU.

A list of 327 CWU members in this workshop was drawn from the computer,

The next step was to randomly select 60 black blue collar workers classified

| from Al to Bl bands of the Pﬁtersoﬁ job evaluation system. Male workers
were chosen to exclude the extra variable of sex that .could influence the
result of the .resesirch, and moreover female workers ‘were few in this

_ particuiar workshop and this woﬁld have affected the sample size. A simple
réndom sample was used. The names Ofﬁ.le 327 workers were cach wntten
oL 2 piece_'o_f paper, placed in 2 jar after being folded,. and thereafler 60
pieces of papér were withdrawﬁ from the jar, to congtitute the 60 random

| sample. A random sample was used 50 that each name should have an equél

chance of being selected.

312 RESEARCHTOOLS

Two instruments were nged. The one instrurnent measured work stress as

- reflected by role conflict and role ambiguity and the other one measured
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perceived social support offered by the trade union. The instruments are

explained below. The instruments ave included as Appendix A to this report,

3.12.1 T¥BROLE ORWENTATION QUESTIONNAIRE

- This instrament was used to measure work siress of the participants. A

SIightly modified version of the questionnaire developed by Rizzo, House

- and Lirtzman (1970) was used. In its original form, the qﬁcstionnaire

consisted of 30 items, fificen of which dealt with role ambiguity and

fifieen with role conflict. The questionnaire is a Likert type scale from

very true on a seven point scale to very false. -

Role conflict ié defined operationally in terms of "‘cbngruency -

incongruency™ or “compatibility - incompatibility” between:

- (a)
)
@
[0

" The respondent’s standards or values and defined role behaviour.

The time or resources available, and defined role behaviour.
Several roles the respondent must fill,

Inputs from the organisation, for example, rules and regulations

(House, Rizzo and Lirtzman, 19.7'2).
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Role ambignity is defined operationally in terms oft -

) (a) The ﬁbﬁ-existeqce of clarity of behavioural requirements serving to
define role behaviour, | | |
_ '.(b) The lack of predictability of the outcome of one’s behaviour (House,

Rizzo and Lirtzman, 1972).

~ For the .purpbse of this smdy, the questionnaire .wcre translated into -
. Tswana, N. S_otho and Zulu, This were done by an independent expert in
African tranélation and to ensure that the ﬁle_aniﬁg was retained, they
were given to another eipert in Afican translation to translate back into
.' _ | English.._ In this study _i't was decided to'cuf the- seven point SCaIe from
m true to very false to simply true or faise, The rationale behind this is |
that identified By Coldwell (1977), namely that 4 Likert . type r-ting scale
is not really suitable when using it for semi - illiterate respondents with
' no pre?ious experience in answering questionnaires, Reliability for this
scale has béeh judged acceptable (0.78 aﬁd_above) (House, Ri‘zzo.énd

Lirtzman 1970). See appendix Al.
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Scores for this questionnaire were.summed for each respondent and
divided by the number of items that were responded to, responses of true

" were reflected as 1 and false 39 2.

31,52 THE TRADE UNION SOCIAL SUPPORT SCALE

This instrument was developed locally by D.A Howse (1986_)_spe'ciﬁca11y
- for use in the South African situation. It consists of twenty-five items
measuring worker perception of four types of social support identified by

House_(1981); emotional éupport, informational support, instrumental

~ support and_a’ppraisal support. ‘The Trade Union Social Support scale has

‘been shown to be both valid and reliable with a reliability co-efficient of
0.91. (Howse, 1987). {See Appendix A2)Scoring for this scale rﬁnged'

from~1 to 1 for false, maybe and yes respectively,

32.  COLLECTION AND ANALYSIS OF DATA

321 ADMINISTRATION OF INSTRUMENTS
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The 1nshm:nents were administered in the following order.
| (i) " The Role Oientation Questionnaire
(iiy The Trade Union Social Support Séale
_ These tools were administered tb respondents in groups bf 6 over a period
of 10 days in April 1996 and May 1996; They were administered during -

working hours at the workshop’s conference room.

322  DATA ANALYSIS .

Data obtained from the two research instruments was processed by means
of the Pearson Cozfrclation Co»cfﬁcient to establish the continnous

probability distribution of tie two measurements.

3.3 LIMITATIONS OF THE STUDY
‘This study has the following limitations:

(a) Since this is a study of limited scope, the sample includes onty male black

blue' collar workers from only one trade union, namely the Comniunicatio'ns'
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other members in Pretoria and throughout the whole of Ganteng and the rest of

. South Africa.

(b) Only 'oﬁe method of data collection was used, that is '.the questionnaife_
method of data collection. Anastassi (1982) argues that.a questionnaire
'i:lethod of data collection is ﬁlnmable to inaccurzicies because not all
participants will answer the questions acpuréltely. Secondly, this study relies
on s‘eli-reborts in assessing stress. Other ms thods-of assessing stress were.
not employed, e.g. heart-rate, blood pressures as well as in-depth interviews.
Therefore the study relies heavﬂy on the subjective reports of the participants :
and it is be difficult to check the objectivity of these reports. Thirdly, the

| 'inéﬁruments uséd to measute work stress focused on on]y one type of work
stress, namely stress arising .ﬁ.'o'm role conflict and/or role amﬁiguity. As
noted 1 secrion 2.3 of the previous chapter, while stress from these sources
'has been widely invastigafed, work: stress cﬁn arise from other sources too -
for examiale factors intrinsic to the job, frustrated career development, and

relationships at work.
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CHAPTER 4

PRESENTATION AND DISCUSSION OF RESULTS

4.1 INTRODUCTION
In this chapter, results_ will .be presented and findings will be discussec_i.- The
restlts will be sub-divided into identifying data, work stress, social support and

the interactioﬁ of work stress and social support.

4.2 IDENTIFYING DATA OF THE RESPONDENTS

| The respondent:s’ ages ranged from 23 to 40 years, the mean age being 34,2
years. They were all males and had been members .of .a trade union for more
. than three years. They were all classified in the A and B bands of to the
Patterson job grading system as employed by Telkom SA Limited, The kinds of
jobs they did differed from each other as they came from different sections
within the workshop, but included ‘general assistants, tedhnical assistants, |

télcphone buffers and cleaners.
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43 WORK STRESS

The stress variable was divided into high, average and low stress levels. High
stress was a measure of 20 to 29 in answer to the role otientation questionnaire, -

- average stress was 14'_to 20 and low was 3 to 13.

-4.3.1 High wok stress

Twenty eight percent of the group recorded higﬁ work stress lev_elé, a smaﬂ
percentagé Withili .the grbﬁ;i tlmt.\.was fested. As waé discussed in chapter 2,
work Iife. may be very stressful especially for blue collar workers wﬁo
o_t:cﬁﬁy society’s bottom rung of the occupational status, The workplace can
| be a very hatsh place because it brings demands that sometimes cannot B_e
met by an individual, Despite this, .less: than a third of employees had high
work stress ievels, which suggests that even if the wotkplace was highly

stressful, most workers have a means of dealing with and reducing stress,

4.3,2 Low work stress
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* Fifly three percent of the group recorded low levels of work stress. Possible

factors that contributed to this finding are explored in the following chapter.
433 _Average work stress
Eighteen percent of the group recorded average levels of stress.

L]

The chart below shows percentages of stress for the whole group.

avarage siress

W iow stress
R high stress
Eavarage strags|

high stress:

Figure 1: Work Stress Scores
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4.4 TRADE UNION SOCIAL SUPPORT

~ Perceived trads union social support is sub divided into low and high fevels. A
“fow” support level includes scores 14 to ~10 on the Trade Union Social

Support Scale, while a “high” support level is reflected by scores 25 to 15.

4.4.1 High trade union social support

Seventy one percent of the gtoup recorded high levels of trade union social
support. It is clear that social support is perceived to be offered by the trade

union,

4.4.2 Low trade u_ﬁi_on social support
Twenty nine percent of the group recorded low levels of trade union social

support,

The chart below shows percentages of irade union social support as

peIrCeived'by the group
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Whigh support
__Mlow support

high'support
N=60
Figure 2: Trade Union Social Support Sco s

It is therefore evident that the bulk of the group showed high levdls of social

sitpport from the trade union.
4.5 TRADE UNION SOCIAL SUPPORT VS. WORK STRESS

4.5.1 High stress vs. social support
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From the group that showed high levels of étress only 5,5 percent showed
high levels of trade union social. support and 94,5 percent showed low
levels of &ade union social support, When .stress ié .1obl.ced at in relation
to léo'cial support it becomes clear that a large percehtaéc of the group the-:
recorded high levels of stress did not v:lew the trade union as offering
them social support. This suggests a relationship between the two

‘variables.

4,52 Averape stress vs. social support

From the group that showed average. levels of stress oniy 9 percent
sﬁowed low levels of rads union social support and 81 percent showed |
high levels of trade union social support. This agﬁin suggests th;é.t there
exists a relationship between work stress as experienced by a blue collar

worker and perceived social support offered by the trade union.

_' 4.5.3 Low stress vs, social support |

From the group that showed low levels of work stress, 96,7 showe? high

levels of trade union social suppoit and 3,3 showed low levels of trade
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urion social support, 'Onge again there is a sﬁong suggestion that trade
| union social support has a role to pléy in mitigating the harmful effects of -
blue co]laf work streés._ Thé South African situation has been unique in
terms of the possible sources of stress experi'ent:é.d by blue collar workers,
but trade .uni'on support appears to be a powerful factor in mitigatihg work

stress arising from this and other circumstances.

- The chart below shows work stress in relation to trade union social

support as perceived by the union members,
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100 _ o Mhigh support]

BEiow support

A = high stress
B = average stress

C == low stress

rl

The Pearsons correlation coefficient was used fo determine continuous
correlation betWeén the two variables. It should be remembered that the

correlation coefficient should best be seen as an expression of the ability to
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precict a value of one variable from the knowledge of the other variable. In

no way is causation implied (W giback and Grinnell Jor , 1987) .

The Pearsons correlation coefficient, which indicates the strength of the
relationship between the i:wq variables, was r = - 0.81. This correlation
coefficient indicafes that a high value of the one variable is associated with a

low value of the second variable (Ghisell et al, 1981). _

This strongly suggcsts that a hlgh valuc of stress is associated with a low _
value of social support and vice versa, and that is there is a contmuous

 correlation betwecn the two,




51

CHAPTER 5

SUMMARY OF THE S_TUDY AND MAIN FINDINGS, CONCLUSIONS

AND RECOMMENDATIONS

5.1 INTRODUCTION

~ This chapter summarises the'rn'ain findings of the study. --_T'lflvaim of the study |
was to evaluate black blue collar workers’ pérceived trade union social support._.
in relation to work stress. A literature review revealed that work has positive
- and adverse effects on one’s well being and that blue éollar Workefs-.are likely td
experience stress which, it was hypothesised, co_uld. potenﬁa]ljr be alleviated by
sﬁcial support. However 1o past aftempt had been mﬁde to empi_ric_ally
investigate_ if perceived suppbrt from a trade union can reaily buffer the impact
of work siress on blue collar workers. Conclusions are offered in relatibn to the
reiationship suggested in this study between work stress and trade uni.on social

support.

52 WORK STRESS AND PERCEIVED TRADE UNION SUPPORT
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The Role Orientation Questionnaire tested the work stress Ievris of .the blue
collar workers. The results in this present study indicated relatively. low levels |
 of stress, However, literature on blue collar workers indicates that blue collar

..workers n-re.ally experivnce high stress levels because .df. the naturé: df their
| _. work, ﬂ1at t_hé blue collar workplace is characterised by do’s and don'ts, .and that
* blue collar wotkers literaﬂy does not have control of his time because of the
.rigid_ rules that govern them (Shostak, 1980). A questién that should be asked is
Wlaét makes .the ‘blue éél-lar workers in the pfesent study very différeht from tﬁe'

others?

- It has been argued in chapter 2 that South African blue collar wdrkérs are
unﬁéually depriveci and therefore may .i_nvest_ in work group assoéiation fo
| IcINercome this deprivation (Valery, 1982). 'Ihc South Aﬁ‘ica_n'labour' relations
histoﬂr is unique as compared to the rest of the world. While a distinct conflict
of interest and goals prevailed between management and employees (Bendix
1989) as it did elsewhere in the world, blue collar workets in South Africa have
been mainly people.of colour, until recenily restrictec in upward mobility by
legislation, The trade union became not only a vehicle through which workers

co* 1d address imbalances at work, it also hiad a great potential through which
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‘other issues -glating to needs and wants could _be addrcssed. Moreover,
members of a union usually have co-operative relationships with each other, and .
 the shop stewards and union officials are alleged to be more concerned with the

welfare of warkers than supervisors (House, 1981),

The resulis of this study show that. ﬂiere appears to be 2 mechanism moderati_ng. '
bluc collar workers’ levels of stress. Firstly, 71% of thé workers siudied .showed
 dovor average work siress. Secondly, a similar proportlon of the Workers (i e
| 71%) percmved frade union social support to be high: 'I'hlrdly, thcrc is a. |
' contmuous con*elaﬁon between the two vanables measured thc hlgher the |
perceived trade union social support, the lower the work stress, and vice versa.
Together these three ﬁndmgs support the hypothesis idennﬁed in section 1,2 of -

chapter L.

5.3 RECOMMENDATIONS FOR WORKPLACE INTERVENTIONS

It has been argued that happy, satisfied, psychologically well people will ma_kc
the most productive and effective employees. . The availability of social support
is a critical feature of any individual’s social environment aad a potentially
_effectivé lever for making social environments less stressful, more heal'thful, or

more conducive io effective adaptation to stress * (House, 1981: 20). From a
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work perspective social .suppo'rt has a great potential in reducmg occupational
streés. Occupational soci_z;l workers therefore need to realise th'at é, great deal of
accupational stress and the harmful effects thereof can 5,e' addressed by social =~

- support. |

5.4 QCCUPATIONAL SOCIAL WORK INTERVENTIONS

- The relationship between perqeivct_l wade union social support and work stress
 identified by this study suggests that enhancing trade union :support'fdr waorkers by
* various éwtivities is a valid occupéﬁonal social work concern, This can be .'achieved

ina nu:rhber of ways, of which some of the main ones are:

1L Aftemptihg to get the union “on board” in assessing and developing the
knowledge base needed to understand the canses of stress experienced by

black blue collar worker,

2. Supervisors as well as shop stcwards should be tréined n céﬁsciously
provi.ding' an essential resource in workers’ mental.well being, that is soci.al
support. These persons are more accessible, more familiar and similaf in
their experience and orientations, ..and more attuned to the unique problems

of their work situation that any mental health professional could be (House,
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work perspective.social supporl has a great potential in reducing occﬁpational
stress. Occupational social workers thcrcfore need to realise that a great deal of
occupauonal stress and the harmfutl effects thereof can be addressed by soclal

support.

5.4 OCCUPATIONAL SOCIAL WORK INTERVENTIONS

The relationship between perceived trade union social support and WOrk_ stress
identified by this study suggests that enhancing trade union support for workers by
| various éctivities‘is a valid occupational social work concerh. This can be achieved -

" in a number of ways, of which some of the main ones are;

1. Attempting to get the union “on board” in assessing and develoiaing the
_knbwledge base needed to understand the causes of stress experienced by

black blue collar worker,

2. Supervisors as well as shop stewards should bé ﬁéincd in consciously
provid_ing an essential resource in WOrkers’ mental well being, that is. sc.cial
support These persons are more accesmble, mote familiar and similar in

.' their expenence and orientations, and more attuned to the unique prob]ems

 of their work situation that any mental health professional could be (House,
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1981). - Hence it is desirable to provide Employee Assistance Programme -
training for supervisors, shop stewards and union officials to idehtify and

refer troubled employees.

A teniet of occupational sociai work is “community building”, where _
3 comxﬁon objectives of union'a.nd management are emphasized. One means
of community building is to enhance employees and union Iparticipa_tion_in .
_ deci_gion makmg The union should be made to feel part and parcel of fhe '
'.work community, and thé occupatibnal social Worker - worlcing together
with thé employee relations dgpartment — should promote and. encourage this
 “gense of belqngmg” in ¢".2 company thrdugh the involvem_e__nt of the union in
.degision making on issugs' involving blue collar worker. _The unioﬁ’s bujr-in
| on policy formulaiion should be sought, even if it involves policies that may
seem unimportant to 'so'mé, such as smoking for example. The occupations!
social worker can use a wealth of skills that he/she has iﬁ informing and
educating management about the Istresses ot blﬁe collar workefs and how the
-~ trade ynion can ﬁlay a ragjor role in the alleviation of such stresses. The goal
of the occupational social worker should therefore be to | influence
organizations to start moving towards involving union officials or shop
stewérds in making workplace an enjoyable place, This is in the_inferest of

all workplace stakeholders — organizations in South Africa are moving
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towards global corpetition, and blue collar workers are an important
~ resource that has to be mobilised and sensitised sbout thé potential gains of N
unions, so that fe#rs and concerns are addressed and possiblé st"fessérs and
) vfays of bﬂ'e_ring social support to affected merbers are spelled out and

action steps are formrlated.

5.5 CONCLUSION

This study sought to explore the effects of pgrceived ﬁ'ade un_ion_sociél gupport on
the WOI'k.' streés of black biue cﬁllar workers. The results showed that .black blue
collar.workers who pgr_ceiv;ad the frade union ag _giving theﬁl social support
experienced the least work stress. Black blue collar workers need o be -
| acknowledged for thé unique situation to which they are exposed. Iﬁterventions
inifolving unions are Ioﬁg overdue in this country, occupational social workers
should form a partnership with trade unions to enhance interventions designed to

increase the well being of black blue collar workers,



57

- REFERENCES -

_Allen RE & Keaveny T (1983) Contemporary labour relations,
Reading Massachusetts: Addison Wesley.

Anastassi A (1982) Psychological testing (5 th. ed.) . New York: Macmillan,

Anstey M (1990) Worker participation . Kenwyn: Juta & Co, Lid.

' Barrera M and Ainlay S (1983} 'I'he'structure of social support. ‘A conceptual and
| “eropirical modef analysis. Journal of _community psychology 11, 133 -141.

Bendix S (1989) Industrial Relations in South Africa, Cape Town: Creda Fress.

Cﬁplan G (1974) Stipport gystems and community mental health, New York: :
Behavioural publications. '

| Cobb S (1976) “ Social support as a moderator of life stress. Psychosomatic
medicine, 38, 300 - 314, |

Cohen § and Syme S L (eds)(1985)_Social support and health, New York:

- Acadernic Press.

Coldwell D A (1977) Role conflict and job satisfaction amongst black industrial
workets. Unpublished M.A thesis, Pretoria: Unisa. '



38

L,ooper C L and Smith M J (1988) Job stress and blue collar work. New York:
John Wiley and Sons.

Cox T (1978) Stress. London: Macmitlan.

Fenlasson K L and Beehr T A (1992) Social support and occupatioral stress: the
effects of talking to others. Journal of organisational behaviour. 13, pp13-26,

Figher S (1 984) Stress and the perception of control London: Lawrence Erlbaum

assocxates

Fontana D (1990) Managmg_stress Leichester: Bntlsh psychology society and
routledge '

Freeman R B (198 1) 'I‘hc effects of umionism on fringe bcneﬁts Industrial and
labour rclatlons review. 34 (4) pp 489 - 509 '

_ 'Géllagher D (1991) The state of the unions. Madison: Strauss George andFribito =
Jack. '

| Garbarine J and Whittaker J (eds) ( 1983) Social support networks; Informal
helping in the human services. New York: Aldine

. Ghiselli E E, Campbell J P and Zedeck S ( 1981) Measurement for the behavioral

sciences. New York: W. H Freeman and Company.



59

Googins B and Godfrey J (1987) Qccupational Social Work. Englewood: Prantice

Gottlieb B (1981) Social networks and social support. London: Sage Publicaﬁoné.-

| Hauck A (1982) Blabk trade unionism in South Africa. Washington D.C: Investor

‘Twaponse centre,

: Hduse J A (1981) Work stress and lsoc_ial support . Readhlg, Mass,: Addison |
Wesley. - -

Howse D A (1987) Role of social sﬁppo;'t offered by trade union as a moderator
" of stress - strain relationship. Masters thesis, Johannesburg: University of the
Witwatersrand, - ' ' |

Howse D A (1986) Evaluaﬁng so.cial supp.ort in the 6rganisational context. Masters
thesis, Johannesburg: University of the Witwatersrand , L

Kerlinger F N (1986) Foundations of behavioural research,, Florida: Juta and

© . company.

Kochan T A (1980) Collective Bargaining and industrial relations; from theory o |

policy and practice. Ilinois: Richard Irwin.



60

La Rovca J and .Tone_s A (1978) Co - worker and leader supﬁort as moderators of

- the stress- strain relationships at work. _Journal of applied psychology,
63 (S)pp629-634, |

La Rocca J, House J and French J ( 1980) Social support, occupational stress and
health . Jowrnal of health and social behaviour, 21 pp 202- 21 8.

| Lm N, Dean A and Ensel B feds) (1986) Social support, life events and dqpressxon

Orlando: Academic press,

" LinN, Dean A and Ensel W (eds) (1981) Socml support scales Schlzoghrema

- 'Bullctm'? Pp 73-89.

Ma_tteson M T and Ivaﬁccvibh I M (1”980)01"ganisationa.1 stressors and heart g

d_isease: A research model , Academy of management teview 4, pp347a35 8.

-Mc Kendrick B W(ed) (1990) Social work in action . Johannesburg: Haum tertiary,
Mclean A (1979) Work Stress. Reading Mass.: Addison Wesley.

Pincus A and Minahan A (1973) Social Work Practice: Models and Methods.

itasca: Peacock.

Procidano M and Heller K (1983) Measures of perceived social support from

© friends and family: Three validation studies. American journal of community -

psychology, 11 (1) pp 1-22.



6t

Rizzo J R, House J & Lirtzman § (1970) “ Role conflict and ro'e ambiguity in
~ complex or'ganisations”. Administrative science Quarterly 15,150 -163, |

Sarason B R, Sarason I G, and Pierce (1989) Social support; aninteractional view,

" New York: Wiley interscience .

Shostak A B ( 1969) Blue - coliar life. New York: Ramdom House.

Shost.ak A B (1980) Blue - collar stress. Reading Mass.: Addison Wesley.

 Sitas A (1934) From 'G_r_assrbots coﬁt’rol to graSSrOOts' déinocracy: Traﬁsformaﬁdn |

of moral formations and struggles amorigst migrant workers on the east rand,
Durban: University of natal. o _

" Tetrick L B and Sincl_sﬁr (1992) Social exchange and union commitment: a
comparison of union insn'umentality' and union suppa : perception. Journal of
organisational behaviour, 13, 669-679,

Thoits P A ( 1982) Concepinal, methodological and theoretical problems om

studying social support 2s buffer against life stress. Journal of health and social
behaviour, 23, 145-149. '

'Ihoit.s. PA (1986)_' Social support as coping assistance J:urnal of consulting and

clinical psychology, 54 , pp 416 - 423,




@
Webster E (1984) New force on the shop floor in South Aﬁma rcscarch service
 fed. ) South African review ii. J ohannesburg Ravan Press.

o _Welbach RW and Grmnell RM Jm { 1987) Statlsncs for soc1a1 workers New |

" York: Longman

Wells 7 A (1982) Objective job c'onditions; social -support and perceived str’éss'

 among blue collar wdrkers. Journal of Qccupational behaviour,3, 79-94,

_Wﬂcox B L (198 1) Soclal Support and Psychologmal adJustment A test of the
- buffering hypothems Amcncan Journal of commumty psychology, 9 (4) 371~38

Yates J E (1 979)’ Managing Stress, A businesspeeson’s g_uide.'New York: Amacom.



Appendix (A1) o
: Role orienfation guestionnaire

STATEMENT

YES

NO ]

. Thave enough time to complete my work

.. 1 feel certain about how much authority I have

. I perform tasks that are too easy and boring

. Clear, planned goals and objectives for my job

. I'have to do things that should be done differently

. Lack of policies and guidelines to help me

. I’m able to act the same regardless of the group I am
with

© | o] nf ] wal | —

8. 1T am corrected and rewarded when I really don’t expect it

9, Twork under incompatible policies and guidelines

- 10. T khow that I have divided my time properly

11. I'receive an assignment mfhout the manpower to
complete it

12, 1 know what my responsibilities : are

13. T have to buck a rule or policy in order to carry out an
assignment

14. 1 have to “feel my way” n performing my duties

* | 15, I receive assignments that are w1t1run my trammg and

capabilities

16 I Feel certain how 1 will be evaluated for a.raise or
promotion

17. I have just thc'nght amount of work to do

18. 1 work with two or more groups who operate differently

19. T know exac{ly what is expected of me

30. 1 receive imcompatible Tequests 1rom two o MOore pecpie

21. I am uncertain as to how my job 1s linked

23.1 do fing that are apt to be accepted by one person and
not accepted by others

23,1 am told how well I am doing my job

34, 1 receive an assignment without adequate resources and
materials

25. Explanation is clear of what has to be done

26, I work on unnecessary things

27.1 have to work under vague directives and orders

28, T perform work that suit my values

129.Tdo not know if my work will be acceptable fo my boss
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. . . . - :
Harg  arg  some  RLtatBments whizh radge to feelings and enperisnces whion
gocur To most  people &% SNe Time or SNCThEr wWho selong to trade unidns

Flease a1mdicate wWheLhIr wou  agree or oisagres «iith gach stacemant b
tizklng  the approoeslate Sou, I+ vou agre#e with the sStatment place a iy .
1n the . ‘yeg’ golumn, and 14 vou disaursge gplace a tich in the ‘ng’ column,

DY sTa ara unSur® Or onl. agresrgrsagres somet:imes. t“hen place a tick ip
the ‘someTimes/maybe  Solumn,

Appendix (A2)

SOKE (IKES f

| HAYDOE -
113

1, My srop steward helcs me when ! have done somerning
wrong &t work.

2. There are angugh traoce wunion officials at umionm
mestings LU Nelp me with my problems.

. 1 sael a sense of selidarisy w.in fellow wunion
WG EErS. . .
4, My uninn is gffeciive 1in ualznu sters o nno*ec*'

aaa;ns* untair labour practices,

S My trade upion Feaps me well informed on all i
financaal and lmgal aid that it offers =o its
mEMhers.
a, -~-I war-e té appeal against my gismissal thers wousld
ne a trade union adffigial thara o give m@ tha
suppart I neead. _ - :
T My trade union c‘vlcials are E‘*ECt‘vE 1n snlvzrg N

my "ﬁaulems.

3. Mv trade union 1s efifective 1. taking up i1ssues with
mahagenent on my beralt.

2. My Lrade union wuu‘d tare up an untayr labour
sractice for me.

1o, My trade unign is effective 1n mproving work
zanditions far me.

11, My trade gnlon provides me with eougcational 2:d
ey bursarzes)‘

li:. My trade unxcn helps me +1nd a Jo& ~hen I am
) wnemployed.

13, Mv trade WN1ON protects me Agalnst ahy form of
© wirmtimisation at the workplace. :
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N

when I am upset.

H".
Lt
=
o8
] T e
sy E=E 2
14, My wrade unnon would'nge me financisl support 14 I
wehi on & anian organised suriie, '
13, Trere 1g SOMEONE at the unioh pfiices woo will helo
’ me to cEal with @y personal and family problems.
14, nave confirience and trast in most of my wnion
‘.='|= trals. : :
17, My trade unznn cr*lclels are ava*lanle to help me
splva mf sroblems.
18, My shop steward iv a’ways ~here e give me Lthe
‘susport T nesd.
12, I 4eel free to ciscuse my problems with my shop v
graward, ' : h
20, My fellow trade union memsess help me solve my
=m11y prublems.- : '
g2l My wrade unioh hElpﬁ me wigh' my persanal neads.
o2, 1 wnunk Lha* my trade anion has a ghod record %nr
clving my ~ork relatad phanlems.
3. 1 nave made a lot o4 gocd iriends whom I can rely
af SiNEER Joining my union.
%4, Tha people at the trade union otfices listen Lo me
anc are effective in splving sy problems.
5. Mv fellow whion memBeErs give me emotional support
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