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remove workplace stress is to empower employees so that they have more control over their
work and work environment. He adds that workplace bullying can be minimized through clear
guidelines for behavior and feedback to those who violate those standards. Bullying in this case
could be a common occurrence in private schools whereby it is believed that the boss is always
right and will therefore not be willing to listen to teachers who might have committed a simple

mistake.

Bratton and Gold (2003) point that improving job and organisational design as an action to
reduce workplace stress. Armstrong (2004) agrees with McShane and Glinow and Bratton and
Gold (2003) by stating that stress can be managed by clarifying for employees their roles in the
organization, reducing the danger of role ambiguity and giving people more autonomy within a
defined structure to manage their responsibilities. Ivancevich M. J, Konopaske R. and Matteson
T.M (2008) further emphasizes that one of the most powerful ways to remove workplace
stressors is to empower employees so that they have more control of their work and work
environment. He adds that role related stressors can be minimized by electing and assigning
employees to positions that match their competence. Torrington and Taylor (2008) also observes
that reorganization of work may include changes that could be grouped as organisational

development such as job rotation and autonomous work groups.

Olwoch (2011) advises that in order for staff to be retained flexible working rules should be
adopted otherwise workers will migrate to an organization whose benefit package and schedules
help them to meet the demands of their lives. This implies that in the case of the teaching

profession allowing part time working could enable flexibility in the teaching profession.
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The researcher is of the view that removing the stressor could help to retain the teaching staff but
at the same time it is not cost effective in cases where the stressor is part of the job. However,
removing the stressor can be used successfully as a Stress Management Strategy when it involves
the employees and employers. This is because the employers have to be consulted to help the

affected employees.

2.3.2 Withdrawing from the Stressor Strategy.

Removing the stressors may be the ideal solution, but that option is not feasible. According to
McShane and Glinow (2003) explain that permanent withdrawal occurs when employees are
transferred to jobs that better fit their competence and values but temporary withdrawal strategies
is the most frequent way that employees manage their stress by allowing employees to
temporarily escape from the hassles of work. Armstrong (2004) adds that employees should be

placed properly while taking care to place people in jobs that are within their capabilities.

Ivancenvich et al (2008) agrees with McShane and Glinow by observing that an alternative
strategy is to permanently remove employees from the stressor or temporarily remove employees
from the stressors. Some of the ways that can make employees to be withdrawn from stressors
include career development. Torrington and Taylor (2008), and Armstrong, (2004), observe that
providing career development for staff helps them to learn new skills and advance their career

thus improving employee retention.

The researcher is of the view that as much as withdrawing employees from stressful jobs
temporarily is helpful, a permanent way of helping staff to manage their stress could be more

appropriate. Therefore there is need for this study to find out if head teachers and teachers who
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are stressing others because of poor administration could be withdrawn by either demoting or

removing them from the school system.

2.3.3 Change of stress perception Strategy

Employees often experience different levels of stress in the same situation because they perceive
it differently. Chaplain (2001) is of the view that teachers read reports that teaching is stressful
and start believing it and thus normal upsets that are part of most jobs become mislabeled as
chronic stressors and a vicious circle begins that results in a higher incidence of self reported
stress. This implies that some teachers end up believing that teaching is a stressful job which
latter impacts on their performance at work. Therefore in such a case there is need for change of
the stress perception to help such teachers to cope with their duties. On the contrary McShane
and Glinow (2003) argue that positive self talk can potentially change stress perceptions by
increasing our self efficacy and by helping us to have a more optimistic outlook. Armstrong
(2004) suggests that dialogue should take place between managers and individuals about their
problems and ambitions. In line with that D’souza (2006) explains that if people act positively
then they will become positive in life. This implies that people cannot always think their way
into acting positively but they can act their way into thinking positively. However, Ivancevich et
al (2008) says that this strategy involves strengthening our self efficacy and self esteem so that

job challenges are not perceived as threatening.

The researcher is of the view that if teachers self esteem and self efficacy could be strengthened
through stress management strategies challenges in the teaching profession could be reduced and
teachers would not be stressed. At the same time change of the stress perception will only start
with the teachers themselves who have to appreciate the fact that stress can either have a positive

or a negative effect in their job performance.
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2.3.4 Employee’s Assistance Programs Strategy

Various authors have agreed on the use of employee’s assistance programs as a means of
managing stress. According to Ivancevich (2001), employee assistance programs are designed to
deal with a wide range of stress related problems, both at work and non work related, including
behavioral and emotional difficulties. Similarly, Bratton and Gold (2003) revealed that Human
Resource Departments currently are advised to establish links with external voluntary
organizations to develop Employee assistance programs in order for employees to seek voluntary
help or to seek advice. D’souza (2006), emphasizes that Employee’s assistance programs can
help employees cope with their stress because it enables organizations to get help from external

resources which increases the understanding of interdependency needs within the organization.

Kreitner and Kinicki (2007), observed that employee assistance programs help employees to
resolve personal problems that affect their productivity. Employee assistance programs are
typically funded by organizations or unions. Armstrong (2007), suggests that organizations such
as schools should provide employees assistance programs for their employees. However,
Torrington, Hall and Taylor (2008), explains that sometimes employees were very skeptical
about visiting the occupational health workers as they saw it as the first step in termination of
their employment instead of the Employee assistance programs helping their workers. The
researcher is of the view that as much as Employee assistance programs could be considered as
helpful there could be a challenge of the costs which could hinder schools from adopting it as a
stress management strategy especially when there is need of organizations or external resources

to be used.

Counseling at work takes place when an individual uses a set of techniques and skills to help

counseling an employee with problems to help the employee to cope up with his /her emotions
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Newton, Gregory and Silins (2002) Counseling seeks to improve the employee’s mental health
and well being since it helps employees to cope with problems. According to Cole (2003),
counseling stress management should be a joint activity in which a person seeking help support
or advice in dealing with personal problems (a client) shares his/her dilemma with a trained
helper (a counselor). Therefore counseling should be a two way participation by the client and
the counselor and should not be left only for the management to enforce. Okumbe (2004), adds
that counseling programs can be instituted by organizations whereby counselor’s subject stressed
workers to counseling therapy. Ivancevich (2008) are of the view that counseling should be
provided by Employee Assistance Programs and if they are unable to help, employees should be
referred to community based professionals. In line with this writer, Torrington and Taylor
(2008) adds that stress counseling is increasingly being provided and if this is offered as part of

an employee assistance program it can reduce the liability in stress related injury cases.

The Institute of Personal Development (2008) also acknowledges that organizations need to
provide professional counseling facilities for employees. Therefore all organizations need a
professional counseling manager who is trained in counseling techniques. The researcher is of
the view that Employee assistance programs could be useful when there is cooperation from both
the employer and the employee. These programs could also be compromised with incase there is

no confidentiality between the employer and the employee.

2.3.5 Social Support stress Management Strategy

Social support is a stress moderator and it mitigates the level of stress. Black-Branch and
Lamont (1998) argue that teacher education programs have at least an ethical if not a legal and
professional responsibility, to provide support for teachers who are under high levels of stress

during teaching. Murray-Harvey (1999) states that more recently, the relationship between
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APPENDIX III: HEADTEACHERS INTERVIEW GUIDE

This Interview seeks your opinion on stress management strategies and teachers retention in

private secondary schools in Wakiso District, Uganda..

Part 1: Biographic Data

1 Name of school

2. Gender? (i) Male O] (i1) Female n
3. What is your level of Education?
4. How long have you been heading in this school?

5. Do your teachers remain serving in the school for long?

6. Give reasons?

7. How many teachers leave the school yearly?

8.  What challenges do you face in retaining teachers in your school?
9.  What measures do you use to curb these challenges?

10. How do you help those teachers who are stressed?

11. Mention some ways which have been most successful.
12. Does helping teachers to cope with their stress lead to teachers remaining in the

school?

13 How do teachers perceive it when you try to help them to cope with stress

situations?











