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INTRODUCTION

The stressful atmosphere of correctional facilities represents a longstanding national
concern and wail-recognized problem.. Increased inmate populations are causing
serious overcrowding in many institutions, a general reorientation from rehabilitation
to custody, and often substantial reductions in inmate programs, each adding to the
stress within our prisons.

For correctional personnel, these tensions are taking a greater and greater toll. Many
recent studies have clearly shown an increasingly high incidence of both physical and
emotional stress-related problems among correctional employees, including divorce,
suicide, alcoholism and drug abuse, cardiovascular and digestive disease, early
retirement and premature death (KirNham, 1976; McEntee & Lucy, 1982). Additionally,
excessive stress among correctional personnel is also widely recognized as
contributing to the possibility of disruption and violence within an institution.

Within the State of California, the current liability for stress-related disabilities
among correctional employees exceeds $40 million. This figure does not include the
cost of day-to-day problems caused by excessive stress -- high absenteeism, poor
morale and impaired job performance - nor reflect the personal suffering experienced
by many correctional personnel and their families.

Investigating the causes of stress-related problems among the staffs of a variety of
institutions across the country, several researchers have found that the most
substantial sources of occupational stress do not stem from the employees’ custodial
role, but are instead derived from the administrative aspects of the job (Kroes et al.,
1974; Cheek & Miller, 1979; McEntee & Lucy, 1982). In particular, it has become
increasingly apparent that the most potent sources of occupational stress among
correctional personnel include role conflict, a lack of job autonomy and input into
decision-making, an absence of sufficient structural and administrative support, and
poor communication with manangement.

Indeed, McEntee & Lucy (19821 have argued that if the work environment of our
correctional facilities is to substantially improve, the administrators and manangers
of the facilities -- who themselves often work under substantial occupational stress
- “must understand the critical role they play in either alleviating or worsening the
effects of external’ pressures and acknowledge [their staffs’] increasingly difficult
role.”

— v — Y DE FRab 220 i Ame s o o~ — —
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Nonetheless, most stress-management programs developed for correctional employees
focus exclusively on developing the participants’ understanding of and means of coping
with the stress they are personally experiencing. While this is certainly a relevant
and important objective, the aforementioned research clearly indicates that another
front of the attack on stress within the correctional setting ought to entail helping the
institution’s higher level staff recognize and minimize the ways in which the stress
experienced by their subordinates is generated by their administrative policy and
functioning.

In recognition of this, the National Institute of Corrections, in conjunction with the
State of California Department of Corrections, funded the development of a training
program -- Administrative Sources of Occupational Stress in a Correctional Setting -
designed to better enable the managers and supervisors of a correctional institution
to: (&) concretely recognize the means by which their policy, procedures and
management/supervisory styles are adding to the occupational stress experienced by
their subordinates, (b) identify means of reducing that stress and, relatedly, (c) how to
better manage the occupational stress that they themselves experience.

Such a program would, given the implications of the previously described research, be a
meaningful complement to the more usual provision of personally-oriented
stress-management training. By also developing relevant interpersonal and
administrative skills and insights, it was anticipated that the participating managers
and supervisors would not only be better able to better manage their own stress, but
also be better able to decrease the stress experienced throughout their institution.’

As a pilot, the program was first implemented at the Correctional Training Facility at
Soledad, California. Soledad is rated at a maximum inmate capacity if 2981. During the
past yeart over 5100 inmates have been simultaneously confined at Soledad. As a
result of this overcrowding, officers are forced to concentrate on custody to the
exclusion of other programming, resulting in inmate unrest and additional stress for
officers and institution administration. This cycle feeds on itself, impacts all aspects
of institution life, and has generated a very substantial incidence of stress-related
problems among both the management and correctional officer staffs. Indeed, the
employee turnover rate at Soledad is among the highest of all the state’s correctional
facilitites.

The purpose of this administrative manual is twofold -- first, to summarize the
procedures and techniques of the Administrative Sources of Occupational Stress in the
Correctional Setting program and second, to summarize the feedback obtained from the
Soledad staff as to the actual value and limitations of the program, as it was
presented there. It is hoped that by doing so, the trial run at Soledad will be helpful
in adapting the program to other correctional facilities.

--- AIDE Behavioral Services ---
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PROGRAWM OVERVIEW & IMPLEMENTATION

The Administrative Sources of Occupational Stress in a Correctional Setting program
consist of two successive phases. Initially, a work environment climate survey is
administered to a stratified cross-section of an institution’s staff. The results of
this climate survey are then analyzed so as to both identify and localize the significant
administrative sources of stress the staff experience. During the second phase,
two-day training workshops are provided to the institution’s managers and
supervisors. The purpose of these workshops is to further develop, using the results
and implications of the climate survey, the participants’ skills and insights relevant to
both better managing the stress they described and better reducing the stress
described by their staffs.

Of course, the program can be limited to a particular functional or organizational
grouping of an institution’s staff, providing there are sufficient numbers of both staff
(to insure confidentiality on the climate survey) and of managers and supervisors (to
constitute a workshop of at least 10-12 participants).

This possibility will be evident later - the procedural details and objectives of the
program’s two phases are provided in the following two sections of this report. In the
current section, more general aspects of the program that influence the effectiveness
of any stress-management effort, perhaps especially within correctional settings, will
be considered.

Three such aspects are most important: personalization, confidentiality and credibility
and professionalism.

The Importance of Personalization

The effectiveness of any training effort is augmented by both its relevance to the
participants’ actual needs as well as the inclusion of personalized feedback allowing
the participants to individually relate to the training’s topics and objectives. Such
personalization facilitates the participant’s internalization of what is presented, and
thereby encourages his or her actual attainment of the training’s objectives.

This is particularly true of training that is focused on topics as personal and
individual as stress and stress-management are - stress itself is usually a matter of
individual perception, it's potential effects vary widely from one person to another,
and everyone has his or her own way of managing daily stress and minimizing its
potential problems. Less-than-desirable stress-management training only discusses
this individuality; more effective training also provides a concrete means for each
participant to individually and meaningfully relate to the discussion.

—_—_ e IDE Behavuioral 'S_vgr‘uwi_“g_»eﬂs —_———
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The use of a climate survey during the first phase of the Administrative Sources of
Occupational Stress in the Correctional Setting program provides such personalization.
Rather than just considering the most frequent sources of occupational stress
experienced by correctional employees, the use of a climate survey allows the
subsequent training to focus on those particular problems that are actually being
experienced by both the participants and their staffs.

Also to this end, the program’s second, training phase entails the administration of a
battery of additional questionnaires. These focus on the participant’s attitudes and
values, lifestyle habits, and health and emotional problems relevant to stress and
stress-management, and culminate in each participant being provided an individual,
overall assessment of how he or she can personally better manage stress as well as
minimize the stress-related problems described by the subordinate staff.

During the pilot program at Soledad, many participants, especially those who had
previously participated in more general stress-management training, commented that
they found the Administrative Sources of Occupational Stress in the Correctional
Setting program particularly meaningful because of this highly personalized, individual
feedback

Such personalization, however, does create problems. These are discussed next.

The Importance of Confidentiality

Correctional institutions breed distrust -- in dealing on a daily basis with conning
inmates (and sometimes conning coworkers), many correctional employees
understandably develop a skeptical and suspicious perspective. Such defensive
postures are often brought to the fore in the context of a program focused on
something as personal and possibly threatening as stress, its effects and its
management.

Often, this distrust extends to higher-level employees, and those who generally
perceive supervisory favoritism and vengefulness tend to strongly question the actual
intention of departmental or institutional programs that are supposedly designed for
their personal well-being. Many are concerned that a personal, revealing contribution
to such a program will ultimately be used against them in job assignments, promotions,
etc., and sometimes resist participating to the point of actual refusal.

Because the Administrative Sources of Occupational Stress in the Correctional Setting
program entails the administration of a climate survey and several highly personalized
workshop questionnaires, the issue of confidentiality becomes paramount. To provide
the staff at Soledod full assurance of complete confidentiality, for example, the
following measures were taken:

---> The whole program was implemented and coordinated by an outside consultant who
was otherwise independent of affiliation with either the institution or the
department. The selection of the stratified sample of staff to whom the climate
survey was administered (through the mail and to the employee’'s home address) was
also left to the consultant; neither the institution nor the department knew who
contributed to the climate survey,

--- AIDE Behavioral Services ---
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-—> While the procedures of the program required that employees provide their names on
the forms they completed, survey answer sheets were to be mailed directly to the
independent consultant for scoring, and then either returned directly to the
participant er shredded by an outside organization specializing in such. Completed
workshop questionnaires were collected by the consultant on the first day of
training, scored, and returned directly to the participant on the second day.

-==> Preliminary meetings with bath representative staff and union leaden were held

prior to the program’s implementation. During these meetings+ the nature of the
program was explained and concerns about confidentiality were addressed. The
support of the department’s Labor Relations office was also obtained.

-—) Cover letters, one from the institution’s superintendant and one from the program
coordinator (Attachment 1)y were mailed with the climate survey. Besides' m&Kking
clear all the aforementioned safeguards built into the program, these letters also
provided personal assurances of complete confidentiality.

Despite these measures, only 47% of the sampled staff sufficiently completed and
returned the climate survey. While this was generally sufficient for the subsequent
statistical analysis, a higher response rate would certainly have been desirable.

Accordingly, any future application of the program in another institution should at

least include the aforementioned measures to ensure confidentiality, as well as add
whatever others are possible at that particular institution.#

The Importance of Credibility & Professionalism

The general atmosphere of skepticism described above often extends to the general
concept of stress-management = “meditating your life away," being “hippy happy »" and
general hocus-pocus are frequent connotations of what stress-management entails. To
break through this barrier, any program offered to correctional employees should be
structured in as strictly scientific and medical context as possible. Correctional staff
relate better to getting rid of stomach acid than achieving spiritual oneness with the
universe.

Relatedly, the instructor of the workshops should certainly not be a guru but should
also be more than a trainer. Professional expertise in a relevant health field is
required to prepare the extensive personalized feedback provided to each participant,
and == because it sometimes hits "raw nerves” == to Insure that the feedback IS
presented in a way that iS most likely to be received constructively rather than
upsettingly or defensively.

* One change we included in a more recent administration of the climate survey at
California State Prison at Folsom, funded by the State Department of Corrections, was to
not require names on the answer sheets. This is discussed more fully in the next section,
which focuses on the climate survey in particular.

--- AIDE Behavi or al Servi ces - - -
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Another aspect of the instructor’s credibility is his or her prior experience working in
corrections.  The consultant/trainer for the Soledad project was well-qualified
professionally and had considerable related experience with non-correctional law
enforcement organizations, but had done no prior work with a correctional facility.
Until he had sufficient in-class time to fully develop the participants’ confidence (final
participant evaluations indicated that his overall instruction was outstanding), his lack
of correctional work experience somewhat detracted from his effectiveness as a
trainer. Accordingly, the choice of an instructor for any future adaptation of the
program ought to be based on at leas#t three criteria — general training ability,
professional expertise, and experience in working with correction employees.

--- AIJDEBehav i or al Servi ces - - -
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THE CLIMATE SURVEY

The Work Environment Scale (WES), published by Consulting Psychologist Press, Inc.,
was slightly modified for use as the climate survey during the pilot run of the
Administrative Sources of Occupational Stress in the Correctional Setting program at
Soledad (see Attachment 2). ~

The WEBS is often used in the resolution of disputed stress-related workers’
compensation claims, and its initial standardization was based on a diverse sample of
employees in a variety of occupations. Such standardization allows the comparison of
an employee’s (or group of employees’) perception of his or her work environment to
that of the “average worker in the average job.”

This comparison is made with regard to several aspects of the work environment, each
represented by a particular scale of the questionnaire. Extremes in the employees’
description (represented by high or low average scores) identify the ways that their
work environment differs from most others. While many of these differences simply
characterize the unique (and sometimes positive) aspects of the employees’ work
environment, particular extremes are associated with widespread occupational stress.

These problematic extremes are identified in the following description of the climate
survey’s several scales:

SCALE DESCRIPTIONS

Work Env i ronment Scal e

Elements of Morale

Work lnvol vement— Measures the cxXtrnt to which er% loyets describe tht staff in thtir work
environment as being dedicated to and en tusiatic about thtir work. Low scores
indicate that they perceive a widespread lack of commitment to work responsibilities
among themselves,

Cohesiveness — Measurer the extent to which e:?loyets describe staff in their work environment
as being friendly and supportive ot each other. Low scores indicate that they
perceive widespread interpersonal friction and conflict among themselives,

Management Support — Measures the extent to which employees describe the higher-level staff in

their work environment as encouraging a cooperative team effort. Low scores indicate
that they feel alienated from their superiors.

--- AIDE Benhavi oral Servi ces - - -
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Nature o f Work

Autonomy —— Measures the extent to which employees describe their responsibilities as entailing
self-sufficiency and promdm% the opportunity for them to ‘think for themseives.
Low scores indicate that they %ind their work restrictive and personally unrewarding.

Task Orientation =— measures the extent to which employees describe their work environment as

entailing efficiency and planning. Low scopes indicate that they frequently feel
hindered by organizationai readblocks and disorganization.

Work Pressure =—— Measures the extent to which employees describe their workload as being
compatible uith the time allotted for it. High scores indicate that theytﬁerceive

frequently unreasonable deadl ines, excessive overtime or work pile-ups within their
work enuironment.

Conditions of Manaaement

Clarity -- Measures the extent to which employees describe themselves as being provided with a
clear understanding. of their work responsibilities and the means of accomplishin
them. Low ®oees indicate that th_ez_perce_lve widéspread confusion concerning wor
responsibilities among the staff within their work environmesat.

Control == Measures the extent to which employees describe their superiors as using structured
e

rules and regulations as a supervisory tool. High scores indicate that they perceive
their work environment as being depersonalized and regimented.

Innovation — Measures the extent to which employees describe their superiors as being open and
responsive to new ideas and fresh approaches. Low scores indicate that they perceive
rigidity and stagnation within their worK enuironment.

Additionally,

Physi cal Comfort -- measures the extent to which employees describe the physical aspects of
their work environment as comfortable and conducive to their being productive. Low
scores indicate that they perceive the discomfort of their worKing conditions as
impairing their ability to work well.

It should be noted again that the norms established for the WES are based on the
average worK environment, not a correctional setting. As a consequence* problems
within the work environment of an institution being surveyed cm only be identified
relative to that of the obscure “average jabs" not the typical correctional institution.

This lack of norms for correctional facitilites was certainly a handicap in using the
WES in the pilot program at Soledad -— it impaired distinguishing, during the
Qecond-phase training, those problems unique to Soledad (and perhaps most under
management’s immediate control) from those thot are more “built-in” to any
correctional f® cility. This limitation, however, was partially offset by our having
included two additional, open-ended questions with the WES. These additional climate
survey questions were as follows: “What aspects of administrative functioning or
policy do you find particularly stressful," and “How might management reduce or
eliminate this stress?” During the second-phase training, the discussion generated by

" the staffs’ responses to these questions helped isolate, although subjectively and still
without a comparative baseline, several problems particularly characteristic of Soledad
and most under local management and supervisory control.

Nonetheless, the establishment of correctional norms for the WES Will Certainl?
augment the usefulness of the WES in any future use of the Administrative Sources of

~—— A|IDE Behawvi oral S eru ices ---
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Occupational Stress in the Correctional Setting program at other correctional
facilities. Recognizing this, we hope to soon be able to initiate, in conjunction with
the California Department of Corrections, a program aimed at establishing WES norms
for correctional institutions throughout the state. Once these norms are available, we
will gladly share them with any correctional department or facility that intends to
implement the program in the future.

During the pilot program at Soledad, the climate survey (composed of the WES and the
aforementioned two open-ended questions) was mailed by the consultant to the homes
of a randomly-chosen, stratified (according to employee function and level)
cross-section of the staff. Forty percemt af the staff were surveyed. AS nated in the
previous section, while complete confidentiality was assured and maintained
throughout, only 47% of those surveyed responded.

In considering this relatively low response rate, it seemed likely that it might have
been caused by having required the sampled staff to include their names on their
climate survey answer sheets (this was done to facilitate assigning each participant to
the various groupings among which we wanted to localize the evident staff problems).
Accordingly, in a susequent, independent administration of the WES to the full staff of
the California State Prison at Felsom, we did not require names on the answer sheet
but instead had the employees classify themselves along the various staff groupings
we wanted to distinguish (see Attachment 3).

This procedure, surprisingly, did not generate a higher response rate than obtained at
Soledad. Many Folsom staff, however, noted on their answer sheet that the various
groupings inte which they were asked to classify themselves were so specific and
thorough that individuals could often be identified even without their name on the
form. Indeed, somr saw the classification scheme as a **management trick* and would
have preferred a straightforward request for their name.

Nonetheless, the procedure used at Folsom seems to be, considering all, a more
efficient means of administering the climate survey in a correctional environment.
Accordingly, wc suggest that any future adaptation of the program use a checklist of
employee categories (perhaps less well-defined than used at Folsom) rather than
requiring employee names. Also, it is worth considering another possible improvement
(although costly) relative to our initial efforts =—— namely, the administration of the
climate survey during face-to-face group meetings with the staff, rather than by mail.

Getting back to the pilot program at Soledad, surveyed staff returned their completed
answer sheets, through the mail, directly to the program consultant for scoring and
analysis. The consultant then prepared a confidential report that summarized this
analysis and identified and localized several significant administrative sources of
occupational stress that were baing experienced by the Soledad staff. The report was
distributed among top administrative staff at both the instituton and department
headquarters in Sacramento, and a meeting held for them to question the consultant
about the observations, conclusions and suggestions presented in the report. The
following week, the training classes were begun.

——= AIDE Behavi 0o0ral Servi ce=w . . .
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THE WORKSHOPS

During the program’s pilot run at Scledad, a series of two-day training workshops were
started approximately six weeks after the administration of the climate survey.
Provided to the institution’s managers and supervisors, these WOrkshops were
composed of 20-25 participants (a comfortable, although perhaps larger than ideal
number) and had two general objectives -- first, to help the managers and supervisors
recognize, discuss and reduce the evident problems experienced by their staffs that
® menate from administrative functioning and policy, and second, to help the
participants bettrr cope with the occupational stress that they themselves described
on the climate survey.

At Soledad, the managers and supervisors were assigned into workshops according to
their position -- the first workshop was-generally for top-level administrative staff,
the second generally for their immediate subordinates, and the successive ones for
decreasing levels of supervisors (down through sergeant). This arrangement was used
to facilitate communication between each workshop’s participants, but it was evident
by the conclusion of the pilot program that our real concern should have been to
facilitate communication between the different management/supervisory levels that we
had instead segregated. In future adaptations of the program, it is worth waiting to
decide on whether to have homogeneous or heterogeneous groupings until after the
institution’s problems am made evident by the climate survey. An additional
alternative, notewerthy because it would facilitate both types of communication at
appropriate times, would be to schedule the participants into homogeneous groups for
the first day of the workshop, and then reassign tham into heterogeneous groups for
the second day.

A fairly detailed workshop outline is provided as Attachment 4. Copies of this outline
(along with the instructor’s professional resume, Attachment $) were distributed to the
managers and supervisors at the beginning of each workshop. The following
considerations pertain to the topics listed in the outline, and casually add some
additional thoughts relevant to instructing the workshop, many of which wan not
realized until the program’s trial run at Soledad. Unlike the attached outline, the
topics are arranged in the order of presentation, and a suggested timeframe is
provided.

—_—_— AaIDE Behavioral Se- Tces ———
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TOPICS. TIMEFRAMES & TRAINING TIPS

Introduction to iho workshop = the first third of the morning, Day 1

The first minutes of thr workshop are particularly important in that the instructor’s cndibility
and the participants’ cpenness —— as discussed earlier, potential problems — are established.

More so than is trw for employees in- non-law enforcement occupations, it is important to Keep
the discussion as much as possible in the cofrtext of the participants’ work environment. From
the start, keep in mind that the best illustrative examples (as well as humorous sidenotes) are
thou that can be related to correctional work and problems.

During the introduction, the purpose of the training should be presented in terms of thr high
incidence o f stress-related health problems experienced by correctional employees. (In the
Soledad pilot, it was evident that participants were considerably mm open to discussing
patential physical rather than emotional or family problems, and for this reason consideration of
these problems ought to be in the given sequence.) Discuss how these problems can affect job
performance and morale in a correctional setting.

Recognizing the high incidence stress-related problems among correctional officers, the
participants are then encouraged to discuss Why?". After briefly considering some af the types
of stress associated with cornctional work, the question ‘What do you do about it?" is asked.
Be prepared for a barrage of creative (as well as often healthy) answers, and direct the
discussion to briefly consider the use and abuse of alcohol and tranquilizers. (At the same time,
describe the side—effects of medication for hypertension and other physical stress-related
ailments.)

To conclude the introductory section, emphasize that since stress is something the participants
® |Qady try tomanage — and perhaps often have trouble doing — one purposes of the training is
to simply help them get better at it. As simple a% that, and considering the high incidence of
stress-related problems, also as important.

To now bring the focus to workshop’s related staff concerns, ask the managers and supervisors if
m u ¢ h of their on-the-job stress comes from "upstairs,"and then paint cut that their
subordinates would say the same thing! In this context, end the introduction by formally
acknowledging both the personal and interpersonal objectives of the training, as defined on the
participants’ outline. Then take a break.

The Nature of Stress - the second third of the morning, Day 4

Begin again by pointing out that despite the previous discussicn, the term "stress” had yet to be
defined. Develop a definition in terms of the physiological stress reaction. Point to the
reflex’s adaptive effect on most body systems in terms of providing arousal for “fight or flight.”

Then point to its frailty. Using a timeline graph, illustrate the reflex’s gradually increasing
turn-off time when it is overused or abused (i.e., when the arousal has to be held in). Illustrate
how, in effect, the stress reaction can become “locked-on” if we’re overlcaded with stressful
input.

--- A1lDE Behawvi or al Seru i ces ———




PAGE 14.

Now ask "Hew much input do we have, and where does | t come from?*, Administer the
self-scoring Stress |Input Checklist (Attachment 4) and discuss the results. Then administer (or,

for some participants, readminister) the WBS for later scoring by the instructor during the break

for lunch.

The participants will have readily identified with the comcept of a “locked-on stress reaction.”
Capitalize on this by now pointing out then when it becomes locked-on, the stress reaction
strains each of the bodily systems it usually boosts. Describe how this strain has highly
variable and individual consequences {depending on things like lifestyle habits, family history,
and even perspective), but that it is the basis (.8, the underlying cause) of each of the
previously-discussed, stress-related physical and emotional problems (which are actually
symptoms of the locked~on stress reaction),

Using the concept of a locked-on stress reaction describe in detail how stress contributes to
common physical (hypertension, ulcers, respiratory, immunity) and emotional (anxiety,
depression, hostility, conversion) medical problems.

Before taking another break, paint out that “Good stress management entails being able to
control your stress reaction so that it doesn’t control you!”

o ion of Additional Ouestionnaires = the last third of the morning, Day 1

After the break, summarize and ask for questions (much of the immediately preceding was
probably a lecture). Then administer the self-scoring Preduetivity Impairing Stress-Related
Symptoms checklist (Attachment ?) to enable the participants to b@tter recognize stress-related
early-warning signs in baoth themselves as well as their coworkers and subordinates.

Use the remaining time before lunch to administer the three questionnaires focused on
management style (the Bureacratic Orientation Inventory, Attachment 8, a modified version of
the Psychological Corporation's WarK Environment Preference Schedule), attitudes and values
{the Perspective Buffering Ability questionnaire, Attachment 9) and lifestyle habits and
personal health (the Holistic Health Survey, Attachment 10). Explain the focus of each in the
terms of the morning's considerations, and also that the questionnaires have to be scored for
them and will be returned on the second day of training for further discussion. (Names,
obviously, have to be required on the answer sheets, but by this time the instructor has
hopefully won the participants’ confidence.)

Just before breaking for lunch, distribute copies of the report summarizing the institution’s
climate survey results. Give the participants an extra half-hour at lunch to read the report
before meeting again that afternoon.

The Overstressed E mployee - the first half of the afternoon, Day 1

The participants will likely be more than ready-to~go when they return from lunch. Plan for the
first fifteen minutes or so to be a relatively unstructured, open discussion of the staff problems
they had just read about in the climate survey report.

——— AIDE Behavioral Services ———
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As things settle dewn, review the scales and the average scores obtained by the institution’s
staff and spend the next hour discussing these problems and how they might be reduced. Strive
to keep the focus constructive —— don‘t let finger-pointing even gain a toe-hold! == and
distinguish between those problems that are a hard-core reality of correctional worK and those
that are under actual management and supervisory control (the eventual establishment of W&S
norms for correctional worK environments will substantially facilitate this).

The content of thiS discussion focuses heavily on the information and suggestions provided in
the climate survey report, and will certainly vary from institution to institution.

As the discussion begins to wind down, distPibute the participants’ scored WES answer sheets,
which indicate st what each participant personally perceived as problematic within his or her
own work environment. Have the participant’s compare their scores to the averages of the nost
rel evant staff grouping giveninthereport. Poi Nt out that problemsperceivedbya parti ci pant
but not their immediate coworkers are likely to be an outgrowth of the participant’s attitude oe
values, a topic to be considered on the second day of the workshop. Then take a break,
suggesting t hat the participants refrain from caffeinated beverages until the end of the day’s
training.

Ihe Relaxgtion Regponse - the second half of the afternoon, Day 1

When the participants return #rom their breaK, discuss the importance of turning-off Gf not
avoiding) a locked-on stress reaction by the end of the day. Question again how the
participant’s settle down after a stress—filled day, and have them distinguish the times when
they‘re successful in doing so from those times when they’re not (and have to go to bed that
night with a “wired but tired" feeling). Channel the discussion to get the participants to realize
that whether or not they’re successful depends on whether their means of relaxing sufficiently
diverts their thinking from the sources Of stress they’'ve experienced {or are going to experience)
-- @ mphasiee that most means of relaxing are pleasant preoccupations for our thinking.

The participants will likely agree that it is often difficult to turn-off a locKed=om stress
reaction because the thinking, even though it is being channeled into what’s relaxing, often
wanders to the problems, Keeping the stress reaction on. Suggest that a more effective means to
their end might be to sSimply turn the thinking off, rather than try to divert it away from the
problems.

It’s at this point that some participants are likely to' express negative connotations (e.g.,
meditating hippies) about what's being developed in the discussion. Respond by pointing out
that what's being considered is SO basic it's really much more like “grandpa’s cat nap," the kind
of fifteen—minute nap that gets you going again rather than leaving you wanting more sleep.

At this point it might also be advisable (especially if the negative connotations were strongly
expressed) to distinguish A terms of mental alertness and activity, as measurable on an EEQ®
between being awake, asleep, dreaming and a fourth, effectively relaxed state (where alertness
without activity prevents thoughts, because they're absent, from drifting to the stressful
problems, and thereby allows the stress reaction to completely turn otf).

Present straightforwardly as a simple physiological reality that whenever a person is in this
"awake without thinking” state, the stress reaction is always completely off. Have the
participants try to stop thinking.



~

Administrative Manual ~ Administrative Sources of Occupational Stress in_a_Correctional Setting PAGE 16.

Most will be unable to do 80, and argue that it's impossible. Point out that it happens by itself
at least twice a day (as a transition between wakeful and sleep states) and that the reason it
appears to be impossible to CONtrol consciously is because they simply didn't know how to de it.

Challenging the participants to figure it wt for themselves; use “highway hypnosis” as an
example to help them identify the importance of repetition in consciously turning-off thinking.
Then distribute the Guidelines to Effective Relaxation handout (Attachment {1) for the
participants to carefully read.

Using the instructions it provides, have the participants practice the effective relaxation. Do so

in two stages == have them try to relax for 5 minutes first, discuss what they experienced, and
then for 15 minutes more.

Then again discuss what they experienced == most of what will e brought up will be explicable
in terms of the physiological changes that take place when the bedy becomes completely relaxed.
Suggest the bBooK, The Relaxation Response for further information.*

Host participants will be very surprised how relaxed they got in jst a few minutes. Point out
that the real difficulty of this approach to managing stress is not how to dO it, but instead is
that it has to be done with daily regularity. Motivate the participants to practice the effective
relaxation once or twice each day between then and the second training day, when it will be
discussed again. Be sure to answer all questions, and break for the day.

Starting-Q+4+ Aaain - the first half of the-morning, pay 2

The second training day should be at least one weeK after the first. Scheduling at Soledad
dictated having them a month apart, longer than ideal. The time between the twe days provides
the participants the opportunity to practice the relaxation response, but more than two or three
weeks somewhat interferes with the continuity of the program.

The second day begins with a detailed summary of Day i's topics and discussions. Work toward
discussing the participants’ experience with the relaxation technique. Elicit questions and fully
discuss any problem the participants encountered. Capitalize on those who have already
experienced some noticed benefit from better relaxing. Reconsider other potential benefits.
Have the participants effectively relax for 20 minutes.

Then reconsider the climate survey report. Discuss it's impact on the staff since it .was “made
public” on Day { as well as the reaction of the institution’s administration to the findings and
how they plan to deal with the evident, institution-wide problems. (At Soledad, this was
ascertained during the workshop compaosed of the administrators; in other applications of the
program, it might be. necessary to hold an additional meeting with the administrators between
the two workshop days to find out their overall reaction and intentions) Consider what, as
supervisors, they need to do as a group to reduce their subordinates’ stress. Point out the next
consideration will focus on what they need to do individually with regard to their particular
management or supervisory style. Then take the morning’s first break.

e Benson, Hy M.D., The Relaxation Response. Avon Books, New York; 1976.
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+ & Managemen - the second half of the morning, Day 2

When the participants return, distribute their scored answer sheets from the Bureaucratic
Orientation Inventory they had taken on the first training day. This questionnaire measures
attitudes and valws relevant to fitting into a bureaucratic work environment {(subordination,
rule-conformity and impersonalization)., Discuss how low scores suggest sources of stress for
the participant, but how high scores suggest ways the participant might be causing stress among
his or her subordinates.

As the discussion generated by the BOI winds down, discuss more general attitudes and vaiues.
Direct the discussion to those changes in attitude that are encouraged as & means of coping with
the Kind of stress experienced in correctional work (increased emotional control, more
authoritarian, ® fc3 Then question how these can manifest at home (callous, self-righteous,
bossy), and contribute to the kinds of family problems common among correctional (and other law
o nforcementpersonnel.

Then distibute the participants’ scored answer sheets from the Perspective Buffering Ability
questionnaire, also taken on the first training day. This questionnaire measures more general
attitudes and valws relevant to stress-management (responsibility, rigidity, past and future
orientation, expressiveness, trust, self-esteem and emotional reactivity). Discuss how either
high or low scores on each of the scales open the door for experiencing certain kinds of stress,
both on- and off-the-job, and certain kinds of stress-related symptoms. Have the participants
question whether these common relationships pertain to them personally. Describe the value of
tempering perspective extiremes that are indeed problematic. Discuss, for each scale, relevant
“tricks of the trade” to help them do 80. Point out the need to avoid "going from one extreme to
the other.”

(Note that the discussion is getting more and mm personalized and increasingly likely to elicit
defensive reactions. Be prepared to deal with these, and minimize them by introducing each
extreme in terms of the positive it also implies about the individual.)

During the pilot of the program at Soledad, an :additional report that was prepared between the
two training days and entitled Perspective, Lifestyle, Health & Morale Among the Managers &
Supervisors of the California Correctional Facility, Soledad (available on request), was
distributed to the participants at the end of the morning meeting on Day 2. The participants
were then given an extended lunch break and asked to read the report by the time they returned.

Final Considerationg - the first half of the afternoon, Day 2

The aforementioned report summarized the actual relationships that were evident among the 149
managers’ and supervisors’ scores on the climate survey and various other questionnaires they
had taken on Day l. It pointed to several significant relationships between their bureaucratic
values, general attitudes and lifestyle habits, on one hand, and the health and morale problems
they described, on the other.

When the participants returned from lunch, the findings and conclusions presented in the report
were fully discussed in the context of just what =~ as described by the participants themselves
-- contributes to a healthy and happy life as well as successful adjustment to Soledad’'s
correctional work environment.

--- AlLDE Behavi oral Servi ce=s - - -
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Note that this report, while not originally included in the program’s plans and design, provided
additional important personalization as well as a concrete context for the participants to
discuss lifestyle habits relating to nutrition, exercise, drinking/drug abuse, etc. It is strongly

recommended that @ similar group summary and analysis of the participants’ questionnaire
scores be included in any future adaptation of the program at another institution.

As the discussion generated by the group findings slacks off+ take the mid-afternoon break.

Wrapping It Up -~ the second half of the afternoon, Day 2

After the afternoon break, summarize the conclusions of the previous discussion, and take the
personalization one step further by providing each participant a written, individualized summary
of the feedback provided by the training {(prepared by the consultant between the two training
days). These Lifestyle & Perspective Assessments can be organized in a variety of ways == at
Soledad, they were arranged in terms of the extreme PBA scores obtained by the participant.
For each extreme score there were three sections == first, the personal qualities associated
with the extreme; second, the types of stress and the potential health or interpersonal problems
often experienced by people® who are extreme in that way; and third, suggestions as to how the
participant can temper the particular extreme and minimize or avoid the stress it would be likely
to otherwise generate. The potential problems that were described by that participant as actual
problems on the other questionnaires were asterisked. An example of one such summary is
included as Attachment 12.

Have the participant read his or her lifestyle & Perspective Assessment carefully. Then
describe the intended follow-up evaluations (discussed in detail in the next section). End the
workshop 30 or so minutes early in order to give the participants the formal opportunity to

individually and confidentially speak about or question the personalized feedback they had been
provided.

- A |JDE Behavi or g Seru i ces - - -
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PART I C | PA&ANT FEEDUBATCK &

A DDITIONAL CONSIDERATIONS

At the conclusion of the second training day, a brief workshop evaluation form
(Attachment $3) is distributed to the participants.

In completing this form, more than ‘83% of the Soledad respondants answered
affirmatively (2 or 3 on a scale from 0 to 3) to questions about whether they thought
the training would help them better manage stress, improve health or lifestyle, or be
more ® ffetive on-the-job. In addition, 89% of the participating managers and
supervisors found the climate survey report both informative and useful, and 90% felt
that similar training would benefit the subordinate staff.

Few constructive suggestions or criticisms were provided in response to the
open-ended questions asking for such == the relatively few participants who tended to
be critical of the training usually didn't provide any comments at all, or commented
only about the discomfort of our training room. Many did, however, comment favorably
about particular aspects and benefits of the training. A sample of these follow--

“The highly definitive analysis of stressful factors among employees at CTF by employee
classification enables me to construct an ambitious ‘Action Plan' to rectify these
conditions. | feel | have gained valuable management information from this exercise. |
support the expansion of this project to all other institutions in the Department.... Dr.
Ratner was highly motivated and effective in his presentation and his assessment
materials and data were first rate.” (Superintendent)

“Enjoyed 95% of it. Learning different approaches, causes, techniques to relieve stress
was excellent.... Needs to be given to our C.0.’s and hopefully other institutions and
Central Off ice. Outstanding.... CDCneeds this.” (Chief Deputy)

“This program should be made available to as many of the subordinate staff as possible.”
Program Administrator) )

“Excellent program in a “*sea* of mediocre ones!” (Psychiatrist)

“l now _better understand stress, what it is and how 1 can deal with it.... It has been an
® ducatim.” (Trades Supervisor)

“Its high time this was done!” (Education Supervisorl
“Good training == redally enjoyed it. Sheuld be afforded to all.” (Supervising Counselor)

“Interpretation of the various surveys proved most interesting and informative. Excellent
concept and approach to meaning of stress.” (Captain)

--- AIDE Behav i oral Servi ces - - -
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"All of the training was significant. . ..Instructor very well versed in his
material/presentation. Recommend for line staff.” (Lieutenant)

“The training pointed out the negative problems | have thigh blood pressure, heavy
drinking)... and 1 will personally benefit Cmowl that | can better manage stress because of
this class.” (Lisutenant)

“The presented information Will be very beneficial to myself and all others present. The
stress associated with the Jjab iS & big factor in morale. Now we have learned to deal with
it. Thanks!” (Sergeant)

"You hit a lot of my personal problems on the head == very enlightening class.” (Sergeant)
“An excellent class that gave me a lot of useful information.” (Sergeant)

“Thank yeu. | needed this.” (Trades Supervisor)

Since the completion of the program, two long-term follow-ups have also been
administered. The first of these entailed the mailing of the Workshop Follow-Up form
(Attachment 14) to each of the participants two months after conclusion of the
workshops.  The second » SiX months after the last workshop, entailed a
readministration of the WEBS questionnaire to a portion of the staff that was sampled
during the initial climate survey.

Two-Month Feollow=Up Results

Approximately 72% of the participants completed and returned the two-month
follow-up questionnaire. Of these, 83% reported at least one positive change in their
lifesty lo -- 36% were exercising more frequently than they did prior to the training,
60% were relaxing more often, and 72% described a constructive change in attitude or
perspective. In addition, 36% of the respondants who drank report that they were
drinking less than they did before the training.

Even more significant, 71% of the respondants who had been previously assessed
(during the initial training) as being *heavy drinkers" reported that they were drinking
less since the workshop.

In addition, $1% of the respondants rep&ted improvement in stress-related health
problems (in contrast to only 1% reporting a worsening of such problems) -- 32%
described fewer physical symptoms and 44% described fewer emotional symptoms.

Furthermore, these health benefits were particularly apparent among those who had
been assessed during the workshop as having substantial stress-related health
symptoms == 63% of such respondants reported improvements. Among those who
reported exercising and relaxing more frequently, 78% described improvement in
stress-related health problems.

——=—AIDE Behavi 0ral Servi ces - - -
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In addition, 32% described their morale as having improved since the training; in
contrast, only 9% described worsened morale. Relatedly, 41% of the respondants
described their superiors as having become more aware of and sensitive to on-the-job

stress among the CTF staff.

These morale benefits were most apparent among those respondants who had been
previously assessed as having good, initial morale == 44% of such respondants
reported their morale as having improved since the training. Nonetheless+ substantial
on-the-job benefit were also evident among those who initially had average or poor

morale == 26% and 31%, respectively, of such respondants reported improvement in
their morale.

The following comments were representative of those provided by the respondants
describing the benefits they attributed to the program:

“The training provided another perspective from which to view the demands of my job."

“Less tension =— more patience and confidence.”

“l don’'t become as upset about dumb things that eeeur on the job."

“I maintain a better, calmer attitude toward wark.*

“Less irritable == | take a more calm approach to arising situations.”

"1 am less tense at work and the time | spend at home is more “quality time* with my
family.”

“When | relax new, the muscles around my face, arms and shoulder relax, and I've had much
fewer headaches.”

"My thinking has become clearer, my mind less cluttered. I'm maintaining a better attitude,
cutlook."

“I am able to function better both at home and at work”
“Less headaches and anxiety.” N
"More relaxed, easy to unwind emotionally and physically.”
*I believe I'm resting better at night. I'm net so tired at the end of the day.”
Apparently, many of the workshop participants derived substantial and meaningful

benefit from the program. The six-month follow-up assessed whether some of this
benefit “filtered down” to rest of the staff.

--- AAIDE Behawvi oral Servi ces - - -
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Six-Month Follow-Up Results

SiX months after the completion of the workshops, a stratified (by employee function
and level) sample of 80 Soledad rank & file who responded to the initial climate survey
were randomly chosen and requested to retake the WES. The following figure
illustrates the average “before” and “after* scores obtained from the 62 employees
who responded to the follow-up. (Refer to pages 9 and 10 for full scale descriptions,

and note that the average range for non-correctional work environments is 80-120 for
each scale).
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As is evident, there was little before/after change either in the respondants’ morale
(the first. three scales) or in their perception of most work environment components

that influence morale (the subsequent scales), with the notable exception of less work
pressure (WP; t=2.31, d¥=é1, p<.035).

However, it seems most likely that this change, rather than resulting from their
managers and supervisors having participated in the program’s training, was instead

due to recent increases in staffing at the institution, and the concommitent reduction
in overtime requirements.

A further analysis though revealed that additional before/after changes were evident
among a particular grouping of the respondants. More specifically , this analysis
entailed dividing the respondants into three approximately equal-size groups according
to their initial overall morale (as measured during the initial administration of the
climate survey). Those in the “Low Third” initially had the lowest average score on the
three morale scales, those in the “Middle Third” initially had the mid-range average
scores, and those in the “High Third” had the best initial morale.

--- AI1lDE Bebhawvi oral Servi ces - - -
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The following graphs illustrate the before/after changes described by these groupings

of the follow-up respondants:
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Among those that had the lowest initial
morale, the only significant change was
the widely-perceived decline in work
pressure {(t=2.23, df=18, p<.09). (Note
that the "Mean Score”. scale for this
grouping is different than in .the other
graphs.)

In contrast, those that had moderate
initial morale (relative to the rest of the
subordinate staff ) described several
other significant changes. Besides work
pressure being lower, this grouping
perceived significantly more innovation
(IN) and clarity (CL)y and while still
problematic, their morale = with regard
to both management support (MS) and
work involvement (WI) -- showed
significant improvement (t>2.29, df=22,
pi 03).

Those who had the best (i.84 least
problematic) initial morale also
described the widely-perceived
reduction in work pressure. In addition,
they noted significantly more
innovation, but also significantly less
task orientation (TO; 1>2.46, d#=19,
p<.05).

o
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Apparently, the “filtering down” of program benefits depended on the morale of the
rank & file employee. Those with mid-range morale noted several improvements in
their work environment that were very consistent with what one would expect given the
nature of the initially-identified problems at Soledrd as well as the particular
remedial actions made in response to them.

The program’s indirect benefits, however, did not reach those rank & file with either
particularly poor or relatively good morale. perhaps those who had relatively good
morale were less receptive to the werk environment changes aimed at overcoming the
morale problems made evident by the climate survey than were those who had initially
perceived the problems to a (somewhat) greater degree. It might even be argued that
those with good morale saw many of these changes as unnecessary -- although their
morale did not decline, they perceived a surprising but significant reduction in task
orientation since the program had begun.

Unfortunately, the program afforded the least indirect benefit to those rank & file who
had the poorest initial morale. Apparently, their poor morale and alientation from
their job made them relatively insensitive to the work environment changes prompted
by the program.

This conclusion highlights an implicatiorf made in the introduction of this report --
namely, that while they have overlapping objectives, the Administrative Sources of
Occupational Stress in the Correctional Setting program is not a substitute for the
more usual provision of stress-management training to rank & file staff. The indirect
benefits afforded subordinate staff by the current program do not appear to
significantly improve the morale of those who need the most help; such rank & file
would likely derive more benefit by being directly afforded a concrete opportunity to
learn personal stress-management skills. Ideally, one should wage a two-front war, so
to speak, on the occupational stress within an institution == the provision of the
current program to an institution’s managers and supervisors, complemented by the
provision of personal stress-management training to the subordinate staff. Like the
training entailed in the current program, such support staff training could also be made
particularly relevant and well-directed by focusing on the significant rank & file
problems previously identified by the climate survey.

In all, the results of the é-month follow-up, aleng with the feedback provided by the
workshop ® vrlurtims and the 2-menth follow-up, clearly indicate that the pilot
program at Soledrd was mostly successful in achieving its general objectives.
Throughout this report, several suggested improvements in procedure and design
derived from our experience there have been highlighted, and consideration of these in
future applications of the program at other institutions will further add to both the
staff and institutional benefits it provides.

- - - AlDEFE Bebhav i oral Servi ces - - -
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AT TACHMENTS

Attachment 1 == Climate Survey Cover Letters

Attachment 2 == The Climate Survey and Answer Sheet
Attachment 3 — Folsom Prison Answer Sheet

Attachment 4 == workshop outline

Attachment 5 = Consultant/Instructor Resume

Attachment § — Stress Input Checklist

Attachment 7 — Productivity-Impairing Stress-Related Symptoms
Attachment 8 == Bureaucratic Orientation Inventory
Attachment 9 — Perspective Buffering Ability Guestionnaire
Attachment {0 == Holistic Health Survey

Attachment { 1 — Guidelines to Effective Relaxation
Attachment 12 == Lifestyle & Perspective Analysis (sample)
Attachment 13 — Participant Evaluation

Attachment {4 -- Workshop Follow-Up Questionnaire
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Given the extreme overcrowding and generally stressful atmosphere within
most correctional facilities, the CDC -- in conjunction with the National
Institute of Corrections -— has contracted with us to develop and implement
a comprehensive stress-management program for its employees.

During the next several months, the Soledad staff will be provided the
opportunity to participate in this program, which is directed at both

(a) reducing the existent stress within the staff's work environment and
(b) providing training designed to enable the staff to better avoid stress-
related problems.

The program consists of several succesSsive phases:

(1) The administration of a clinmate survey to a randomly-chosen cross-section
of the staff. This survey will focus on confidentially identifying and
localizing those sources of occupational stress that are an outgrowth
of administrative functioning and policy, and will provide CDC and Soledad
management with input that will allow them to meaningfully address any
widespread on-the-job problems and administration-caused sources of stress
experienced by yourself and your coworkers,

(2) The provision of stress-nmanagenent training to the Soledad staff. During
the training, the problems made evident by the climate survey will be
discussed, and participants will be provided the opportunity to develop
personal stress-management skills and insights that will enable them to
better cope with the stress inherent in correctional work,

(3) The administration of several fol | ow up qu;stionnaires designed to assess
the degree of actual improvement in both (a) the problems identified in
the climate survey and (b) the health and well-being of those who

participate in the training.

You are anong the approxi mately 350 Soledad enpl oyees randonmly chosen to
participate in the initial phase of the program To do so, please respond
fo the enclosed climate survey questionnaire and return the completed
answer sheet directly to me using the post-paid envelope provided (approx.
completion time: 30 minutes).

August 17th.




Please accept my full assurance that your individual answers will be held in

the strictest professional confidence. Since our objective is to identify
problems that are widespread rather than an outgrowth of any single individual's
biases, the only information presented in our survey report will be the

average scores of various groupings of employees. Your name is required

only to allow us to determine into which of these groupings your scores will

be averaged. No one outside of AIDE will see your individual answers or

scores, so be honest and open in responding to the questionnaire.

To provide further assurance of confjdentiality, let me add that the overall
stress-management program has the full endorsement of your uaion. Having
recently met with several union representatives to discuss the program, they
are completely aware of the survey's purpose and procedure, and clearly
recognize that management must first concretely assess and identify problem-
areas before they are able to direct constructive attention to them.

This is a unique and meaningful opportunity for you to confidentially
contribute to such an assessment, and to influence management direction,
policy and functioning in the future.

Thank you in advance for your prompt cooperation. If you have any questions,
feel free to give me a call.

Sincerely,

Alan M. Ratner, Ph.D.
Director

pm
encls.



Respond “True" or 'False' to the following items by putting an 'X' in the appropriate
space on the answer sheet. Go with your initial, "gut® reaction -- thinking too long
will just bring to mind the exceptions, and make you want an "in-between®
which is not an option. You'll sometimes answer in terms of your immediate work
surroundi ngs, sometimes in terms of Soledad overall, and sometimes in terms of CDC
in general. That™s fine -- your 'work environment™ includes all you perceive or
experience from where you are at work. Answer each item, honestly and openly.
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WORK ENVIRONMENT SURVEY

Most people I work with never vol unteer.

fly co-workers take a personal interest in each other.
Employees are criticized over mnor things.

| can generally do things the way I like.

| work for a work-oriented, highly effficient organi zati on.

It's hard to get people t0 do extra work.

M/ coworkers are usually frank about their feelings.

Wiere | work, supervisors usually talk down to the workers.
Learning is encouraged, even if it is not relevant to work.
Wrk rarely gets put off until the next day.

People take pride in the organization.

People 1| work with often talk behind ot hers' backs and cause trouble.
Employees usually feel free to ask for a raise in salary.

Work is done Wi thout much supervision.

Consi der abl e attention is paid to getting Wor Kk done.

There's very little group spirit.

People who differ greatly fromthe other workers have a hard time.
Supervisors really support their workers.

Workers can do things on their own initiative.

Most emplqyees are pretty inefficient.

I find my work quite challenging.

Co-workers usual |y eat meals together.

Supervisors generally discourage criticismfrom bel ow.
Most employees do not try to be a bit unique.

There is pressure to finish work before taking a break.

CGeneral Iy, the work is very interesting.

People go out of their way to make a new employee feel confortable.
Far too much is expected of us at work.

When a problem arises, we"re expected to be self-reliant.

People often come to work | ate.

Many of my coworkers are just passing time.
Personal problems are often shared between coworkers.
People usually get complimented when they do something well.

Supervisors regularly meet with employees to discuss future work goals.

Inefficiencies waste & lot of time.

My co-workers try hard at what they do.

The atnosphere at work is pretty inpersonal.

Ideas contributed by employees are fully recogni zed by superiors.
only a few employees have i nportant responsibilities.

The people 1 work with value getting a lot done.
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41. fly work place is quite lively.

42. After work, coworkers rarely do things together.
43. Employees discuss personal things with supervi sors.
44, Workers are supposed to make their own decisions.
45. My coworkers work very hard.

46. You can take it easy and still finish your work well.
47. Policies and rules are in a constant state of change.
46. Supervision iz continuous and close.

49. New ways to do things are rarely given a chance.

SQ. fly work area is very crowded.

51. Wrk always has a deadline.

52. Occasionally, things are pretty disorganized.

53. An employee who arrives late can make up for it by staying late.
54. Change and variation are not especially i nportant.

55. My work area is well ventilated.

56. There is notime pressure.

57. Employees are provided full explanation of their work benefits.
S58. Workers are expected to strictly conformto rules and customs.
59. Doing things a different way is val ued.

60. It's often drafty at work.

61. There's hardly any time to take a break to rel ax.

62. We are encouraged to be neat and orderly.

63. Employees are expected to follow set rules in doing their work.
64. Things -at work rarely change.

65. Sometimes the tenperature gets too hot.

66. Everything is always urgent.

67. Rules and regul ations are somewhat vague and ambiguous.
68. Sdpervisors do not often yield to employee pressures.
69. New and different ideas are often tried out.

70. There is sufficient lighting in the work areas.

71. It's very hard to keep up with the work |oad.

72. Supervisors have clearly defined responsibilities.

73. Following policy and procedures is strictly emphasized.

74. The same procedures have been followed Ror quite a while.

75. The workpl ace woul d benefit from some new i nterior decoration.

76. Employees often have to work overtine.

77. The details of an assignment are usually explained.
76. Enpl oyees are rather closely watched.

79. The workpl ace has a novel, fresh atnosphere about it.
80. Furniture and decorations are in good taste.

81. There is constant pressure to keep worKing.

82. Workers are confused as t0 what they're expected to do.

83. Rules and reul ations concerning employees are pretty well enforced.
84. Things at work always seem to be changing.

85. The colors and decor of the workplace make it warm and cheerful .

86. Nobody works too hard.

87. Assignments are well-planned.

88. Employees are allowed t0 be as individual as they like to be.
89. We’d be the first to try out a new idea.

90. Furniture is usually well-arranged.

PLEASE ALSO RESPOND TO THE TWO QUESTI ONS ON THE REVERSE- S| DE
OF THE ANSWER SHEET.
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WORK ENVIRONMENT SURUVETY
ANSWER SH

Name (please print)

11 _ 12_ _ 13_ _ 14_ _
16_ _ 17_ _ 18_ _ 19__ _
21_ _ 22_ _ 23_ _ 24_ _
26_ _ 27__ 28__ _ 29_ _
31_ _ 32__ 33, _34_ _
36_ _ 37_ _ 38_ _ 39_ _
a1_ _ 42_ _ 43_ _ 4a4_ _

61_ . 62_ _ 63__ 64_ _ 65_

Ags_ _ 87__ 88_ _ 89_ _ 90_

7
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WHAT ASPECTS OF ADM NI STRATI VE FUNCTI ONI NG OR POLICY DO YQU FI ND
PARTI CULARLY STRESSFUL?

HOW M GHT NMANAGEMENT REDUCE OR ELIM NATE TH S STRESS?

-

Thanks again for your cooperation.



ES Answer

Sheet

N

For each of the categories below, please circle the grouping to which you belong:

{. FUNCTION: Administrative Technical Clerical Custodial
2. LOCALE: Folsom Main Fol som Camp

3, SHIFT: 1st watch 2nd watch 3rd watch

4. LEVEL: Management  Supervisor Rank & File

5. GENDER: Male Female

6. MARITAL STATUS: Single tlarr ied Separated Divorced

7. RACE: Caucasian Black Hispanic Asian Other

8. AGE: Less than 25 25-29 30-34 35-39

40-44 '45-49 S0-54 55 or over

9. EDUCATION: Less than 12 yrs. H.S. Graduate 2 Yr. College 4 Yr. College
10. YRS. AT FOLS(M: Less than I 1-3 4-6 7-9 1b.or more
11. YRS. IN CORRECTIONAL WORK: Less thanl 1-3 4-4 7-9 10 or more

Grad. Studies

TF TF T F TF

1 2, —- 3, - 4_ _
6_ 7. 8_ 9_ _
11 . 12, . 13_ . 14__ _
16 _ 17_ _. 18_ _. 19__ _
21_ _ 22, .23, 249_ _
26 _ 27_._ 28,_ 29_ _
31 . 32__._. 33,_. 3%4__ -
36 . 37_._. 38_ . 39_ _
41 __ . 42_ _ 43_ _. 44__ _

T

10
15 _
20_
25__
30__

35_

140__
a45__

F

DO NOT
WRITE
BELOW

rs $S

46__. . 47__ _ 48_ _. 49__ _
81 __ 52, . 63__ 564_ _
586 _. _ 57, - 58, - 89_ _
61_ . 62, - 63_ . 64_ _
66_ . 67__ 68_ _ 69_ _
71_ . 72_. _ 73_ _. 74__ _
76 _ . 77_. _ 78___. 79_ _
81 . 82_ _ 83, _ 84_ _
86_ _ 87 -v 88_ _ 89__ _

50_
55 __
60 _
65 _
70 _
75 __
80 __
85
90_
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OCCUPATIONAL STRESS INTHE CORRECTIONAI SETTING

Personal & Interpersonal Concerns for Manaaers & Supervisors

Alan M. Ratner, Ph.D.

v Director, AIDE Behavioral Services
ylntroduction to the Workshoo -- Rationale and Objectives
A- Stress & contemporary living -- real izin the nature and sources of stress that
correctional mplorees experience boti? on- and off-the-job.

B- Stress, health & job-performance
1= Understanding how ® xcessiue stress causes or aggravates many of today’s most
common physical and emotional medical problems. o
2- Recognizing how such problems can manifest in the workplace and significantly
impairr an employee’s morale and job effectiveness.

C- Interpersonal concerns -- Developing skills and insights that will enable the
participants to supervise their employees in ways that minimize the
administrative sources of occupational stress they experience.

D- Personal concerns -- Developing skills and insights that uill enable participants
to better manage the stress that they themselves experience.

, The Nature of Stress == A Potential Medical Problem

A- Where it cases from -- consideration of the ‘Stress Input Checklist,” the ‘Work
Environment Scale” and the organizational cl imate survey.

B- What it does -- The stress reaction, an adaptive reflex.
1- The concepts of stress level and stress-overload.
2- The locked on stress reaction -- the consequence of abuse or overuse.

C- Problems it can cause -- common emotional

. ) 1 , behav i oral and physical problems
associated with ®  xcessiue stress.

The Overstressed Empl oyee —— A Serious Supervisory Problem

A- Staff morale and job-performance -- recognizing the early-uarning signs of
impairment.

B- Reducing the admini strat ive sources of occupational stress. .
1- Consideration of the participanty staffs’ scores on the ‘Work Environment

Scala "

2- Management or supervisory style -- does it contribute to the problem?

3- Personalized consideration of appropriate modifications in management and
supervisory style, including the “Bureaucratic Orientation Inventory.”

C- When referral for further help is appropriate\-- options and further
considerations.

Personal Stress Managemen t == an Ounce of Prevent ion

A= The importance of lifestyle -- the "Hol istic Health Survey.’
i- The role of exercise, nutrition and other aspects of one’s lifestyle relevant
to effective stress management. . . . o
2- The ‘Relaxation Response -- an-effective means of developing and maintaining
control over one's stress reaction. . . _

B- The importance of perspective -- stress is in the eye of the beholder.
1- The ‘Perspective Bufferring Ability’ questionnaire -- assessin% the ways the
participants’ perspectives augment the stress that they (or their staffs)

experience.

2- Personal ized consideration of better maintaining a healthy and productive
perspective.

C- Consideration of the ‘Lifestyle & Perspective Assessment’ that:
i- Integrates the participants’ scores on the various questionnaires.
2- Provides specific and personalized ru stions to help the participant petter

manage stress and minimize stress-relatcd problems, both personally and among
his or her staff.

Discussi on of the Pl anned Follow-Up
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Resume

Alan M. Ratner

DUCATION

1965-19692 Undergraduate training at the State University of New York at Stony
Brook, Stony Brook, N.Y.

Awarded B.A. in Psychology (1969).

1970-1974 Graduate training at Bryn Mawr College, Bryn Mawr, Pennsylvania.
Awarded M.A. (1972) and Ph.D. (1974) in Psychology.

1974-1976 Postdoctoral’ Research Fellow at the University of California at Davis.

Under the auspices of Foundations’ Fund for Research in Psychiatry, New Haven,
Connecticut. -

PROFESSIONAL EXPERIENCE

1974-1976 Lecturer in Psychology, part-time, University of California at Davis,
Davis, California.

Conducted classes in General Psychology, Comparative Psychology and Statistical
Techniques.

1975-1979 Instructor in Psychology, part-time, Los Rios Community College
District, Sacramento, California.

Conducted classes in Beneral Psychology, Social Psychology and Personal & Social
Development.

1978-Present Director, AIDE Behavioral Services, Sacramento, California.
Assesses job-stress and stress-related disability claims for the State of California
Workers’ Compensat ion Appeals Board. Provides management consultation fauwd o
localizing and reducing significant sources of stress in the werkplace, and performs
psrchological evaluations for effective employer selection and placement. Conducts
stress-management workshops for physician-referred participants, and has developed
and implemented stress-management and productivity-enhancement programs for the
‘following organizations:
Cal ifornia Highway Patrol, Sacramento County Sheriff’'s and City Police
Departments, Northern €alifernia Criminal Justice Training Canter; the State of
California Boards of Equalization and Prison Terms; the State ef California
Controtler’s Office; thr State of California Departments of Alcohol & bug
Prograas, Corrections, Education, Finance, FOOd & Agriculture, General Services,
Health Services, Housing & Comunity Development, Insurance, Justice, Parks &
Recreation, Real Estate and Social Servicesj thr California Public Utilities
Comission and Public Employees’ Retirement System, and Wells Fargo Rank.




r——STRES3-INPUT CHE SKLIST——

Listed below are sources of stress that most people experience at some point in their
lives. Based on the results of surveys conducted by Dr. Thomas Holmes at the
University of Washington, these events have been assigned scale values reflecting
Jjust how much stress they typically generate. As you go through the checklist, score
the scale value for each time you’ve experienced an event in the past year.
Event Scale Value Your Score
Death of spouse 100
Divorce 73
Marital separation 65
Jail term 63
Death of close family member 63
Serious injury or illness 53
Marriage - 50
Fired at work 47
Marital reconciliation 45
Retirement 45
Injury or illness of family member 44
Pregnancy 40
Sex difficulties 39
Gain of a new family member 39
Business readjustment 38
Change in financial state 38
Death of a close friend 37
Change to a different line of work 36
Change in arguments with spouse 35
Mortgage over $30,000 31
Foreclosure of mortgage or loan 30
Change in responsibilities at work 29
Son or daughter leaving home 29
Trouble with inlaws 29
Outstanding personal achievement 28
Spouse begins or stops work 26
Begin or end school 26
Change in living conditions 25
Revision of personal habits 24
Trouble with boss or supervisor T 23
Change in work hours or conditions 20
Change in residence 20
Change in schools 20
Change in recreation 19
Change in church activities 19
Change in social activities 18
Mortgage or loan less than $30,000 17
Change in sleeping habits 16
Change in number of family meetings 15
Change in eating habits 15
Vacation 12
Christmas 12
Minor violation of the law 11
TOTAL SCORE FOR PAST YEAR
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PRODUCTIVITY-IMPAIRING

STRESS-RELATED . SYMPTOMS

T Directions: Ask yourself "How often is this true of me?"

WO~ PWwnN ~
- L) *

10.

for each of the following statements. Mark
your answer in the appropriate column on the
right.

Iget cramps or stomach pains while at work.

. By the end of the workday, my muscles feel stiff & sore.
. The people Iwork with get on my nerves.
. Work piles up to the point ‘that Idon't know where to begin.

I start workdays feeling more tired than I'd like to.

My head starts - spinning when I think of all the work I have to do.

. Iam prevented from going to work by a cold or flu.
. I'quickly get impatient when put on "Hold" during a phone call.
. I get worried when called to speak to a supervisor or manager.

I have headaches that make it difficult to concentrate on my work.

. I get preoccupied with relatively unimportant details.
. [ feel that most of the people Iwork with are incompetent.

I stay home from work because I feel nauseous when I wake up.

. Inotice a muscle twitch while at my desk.

My bowel movement is irregular and interferes with my working.

Ifeel I'd just about grab any other job that paid as well.

. I feel reluctant to make a decision.

Even when the air is cool, Ifind myself perspiring at work.
I feel dizzy when Iget up from my desk.

. I take "menta] health" days off from work.

. I drink more than two cups of coffee a day at work.

. I worry about what my coworkers are thinking about me.

. I have trouble focusing my eyes while reading or writing.

. I question my ability to do my job as well as expected of me.

. My atfention at work is distracted by "butterflies" in my stomach.

. I get upset when criticized.
. I feel my heart pounding while at my desk.
. By the end of the workday, I'mexhausted.

I feel the orqanization I work with is really a "disorganization."
I feel like I'm "running fast" on the inside.

At work, I'mquick to decide and stick to my guns.
There are days when I take lots of “"bathroom breaks."

. By the end of the workday, my head feels like it is splitting.
. Iam bothered by cold or flu-like symptoms at work.
. Iget extremely hungry while at work.

. I'wish I worked alene.
. I feel my work could not be less rewarding than it is.

. Monday mornings are depressing.

. There are times I know I'mright despite everyone else's opinion.
. My workload is more than Ican deal with comfortably.
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BUREAUCRATIC ORIENTATION ASSESSMENT

In most organizations, there are differences of opinionas to how the organiz-
ation should be run. Following are a number of statements concerning these
matters. You are asked to give your own perscnal opinion about each statement.

In each instance, check the space under the symbol that comes closest to repre-

senting your own opinion. Be sure to make only one choice for each statement,
and do not skip any.

KEY: SA -- Strongly agree
A -- Agree
U -- Undecided
D -- Disagree
SD -- Strongly disagree

1. People at higher levels are in the best position to make important
decisions for people below them.

2. Relationships within an organization should be based on position or
level, not on personal considerations.

3. In dealing with others, rules and regulations should be exactly
followed.

4. A person’s expression of feeling about the organization should
conform to those of his or her fellow employees. .

5. A person’s first real loyalty within an organization should be to
his or her superior.

6. Formality, based on rank or positon, should be maintained by
members of an organifation.

7. A person should avoid taking any action that might be subject
to criticism by those aboue.

6. Outsiders who complain-about an organization are usually ignorant
of the facts or misinformed.

9. In a good organization, a person’s future career will be pretty
well planned out for him.

10. A person should think of him or herself as a member of the
organization first, and an individual second.




11.

12.

People are better off when the organization provides a complete
set of rules to be followed.

Within an organization, it is unwise to question well-established
ways of doing things.

13. A superior should expect subordinates to carry out his or her

orders without question or deviation.

14. Within the organization, it is better to maintain formal

15.

16.

17.

16.

19.

20.

21.

22.

23

24.

relationships with other people.

There is really no place in a small organizational unit for
the non-conformist.

Pins, written commendations, ceremonies, etc. are all signs
of a good organization.

The most important part of a superior's job is to see to it
that regulations are followed.

In general, a person’'s rank or level should determine his or
her relationships toward other perople.

Job security is best obtained by learning and following
standard work procedures.

A person should defend the actions of the organization against
any criticism by outsiders.

A person should do things in the exact manner that he thinks his
or her superior wishes them to be done.

Within an organization a person should think of him or herself
as a part of a smoothly running machine.

It is better to have a complete set of rules than to have to
decide things for oneself.

Length of service in an organization should be given almost
as much recognition as level of performance.

mnrmre. - . | :



33. When | can, | avoid assuming responsibitity.

34. | avoid thinking about yesterday's mistakes.

35. | say what | feel and do as | see fit.

36.1 I want ® omething done right, | do it myself.

37. t wake things in stride.

35. 1 live for what today has to offer.

39. | give people the benefit of the doubt.

40.Myfeslingse rehurt® asily.

41.Myopinionse 10 ® asilychanged.

42. 1 avoid anticipating tomorrow’s problems.

43. When meeting someone, | am open and honast from the start.
44. | wish people used more tact than they do. -

45. | have wrouble making decisions.

46. | feel that things will work out regardiess of what | do.
47.1@ ccept people st face value.

48. | get upset over little things.

Assessing Your

“Perspective’s Buffering Ability”

PBA

%0 e greatextent, the amount of stress we experience is determinad by how
wetendtolookatandfeel® boutthings.Forexample,youmaybes tressed bys
supervisor st work not because he's particularly critical, but instead because
you're panticularly sensitive to criticism. Stress, aswell as beauty, is in the eye
of the beholder.

For this reason, it is. evident that a healthy, constructive perspective of
ourselves, others snd our responsibilities contributes to our effectively
managing stress. Such a perspective buffers or softens what might otherwise
be a signilicant source of stress. On the other hand, = poor perspeclive
augments potential stress input, and unnecessarily adds 1o our level of
accumulsted stress.

The PBA, by tapping on ® spects of your perspective that are relsvant to
managing stress, will help you 1o delineate those that might detract from your
perspective’s overall buffering ability.

To take the test, simply ask yourself how often each of the {ollowing state-
mentsis true for you. Put an X" in the appropriate space on the answer sheet.
Thereisnotimelimit, butwork quickly ® ndwithoutdwelling onanypanicular
otatement.

Your score will be confidential, so be honest with yourself. Accurately recog-
nizing weaknesses in your perspective allows you 10 sct goals for your future
growth that witl minimize the impact of stress on your personal snd occupe-
tional lives.

» Published 1y

AIDE Behavioral Services
Sacramento, California




10.

12.

13

15.

16.

. Meeting new cq

1 begin to feel restless when | sit and do nothing.

. 1ind oysell wishing | could change oy past.

is very stressful for we.

am ofrsid of failing.

. 1 work on business matters atier dinner.

. What happened to me before makes me question my ability to deal with things now.
. 1 try to contsin the anger feel wCS I'm contradicted.

. ) don't feel good about myself.

. 1 try to five up to what others expect of e.

| feel guilty sbout something I've said or done.
1 hesitate telling someone that | think ditferently than they do.
1 feel like | don't fit-in as well as others do.

J assume that things will work out as | pisn them to.

. | save good things for tomorrow’s use.

| fee! most people sre selfish.

| feel little emotion.

17.

20.

21

22.

23.

24,

25.

26.

27.

28.

29.

30.

3.

.

1 got upset when forced to change my routine.

t am concerned about what the future has in store for me.
| wonder what's being said bshind my beck.

1 am unsure how | fesl about things.

if one way of doing something works, I'm reluctant to chengs it.
1 spend s lot of time preparing for things.

1 look for ulterior motives when -o:.oo.:o does me & favor,
Reasons ere need o © jum m ngs.

1 like lots of free, unplanned time.

It’s easy for e to forget @ bad experience.

People who are domineering get -..oo._ the fastest.

| feel like | can accomplish anything ./..oo.co to try.

Piay comes before work.

| feel that my past has little influence on my future.

fike being in charge of things.

lcan ccep oy wesknesses.



O9BA Answer Sheet
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MEDICAL /FAMILY HISTORY - Family characteristics tend 10 run in the fulure as they h_lvo
in the past.

A- Among your blood relatves, how many have f{or have had. if deceasad) sach of the
following types ol ilinesses?

— Cardi a1 (heart d s hypenaension, stroke, etc.)
Respiratory (asthma, smphysema, etc.)
- Digestive {ulcers, colitus, etc.)

8- Have ybu ever been diagnosed as having any of the al: joned ik ?

Yes No

i1 s0, specity which and for how long:

C- Do you know what your blood pressure is? Yes No

o whatisit? ./ ____  Date of last reading

D- List any madication you take regulstly and what it was prescribed for:

€- Do you regularly taks any “over-the-counter” maedication? if so, specify:

| g

ol

PC_

Vo v
Write
Below

FA

PE .

[ L

Holistic Health Survey

HHS

Your® bilitytomanage e tressisdependentonseveralfactors.Maintaininga
good perspective on stressful events, for example, and “outputting” rather
than storing-up the arousing effects of such events both help maintain a low
level of accumulated stress.

Additional factors relevant to stress management ® [go include your health
and lifestyle habits. These often greatly influence how much stress you
experience as well as your ®  bility to withstand a barrage of stressfulinput.

The HHS, by questioning your health and lifestyle habits, will provide both
clues as to how you might improve your stress-management @ bilities and o
understanding of how stress interacts with your overall well-being.

To take the survey, foliow the directions for sach section carefully and write
youre nswersclearly.

Your scores will be confidential, so be honest with yoursell. Successfuily
managing stress entails recognizing the effects it has on you and
understanding the ways in which you may be adding fuel to your own fire.

Published by

AIDE Behavioral Services
Sacramento, California
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GUIDELINES TO EFFECTIVE RELAXATION

We all have our own ways Of relaxing, our own means of unwinding at the end of a
stress-filled day, that serve as outputs for the personal and occupational stress we've
experienced. For many people, however, these everyday outputs are often insufficient to
dissipate the stressful input that has accumulated.

How many times have you tried to relax but were unable to do so as completely as you had
hoped? Once we begin starting each day with some of the preceding day’s accumulation of
stress remaining, we're on our way to running into trouble -- it's such ‘residuals’ that
add up and, over time, lead to a chronic state of stress overload and encourage the
development of stress-related problems.

Traditionally, the medical community has relied on drugs -- ranging from tranquilizers
and analgesics to diuretics — to treat such stress-related problems. While these drugs
are generally effective at controlling the symptom they're prescribed for, they do little
with regard to the cause of the symptom -- i.e., the underlying stress. It's for this
reason, as well as because of the undesirable side-effects frequently associated with
drugs, that alternative, non-drug means of avoiding or overcoming stress-related
problems have in recent years been thoroughly researched and concretely developed.

one such widely-recognized means is a simple “Effective Relaxation Technique” --
effective because unlike our ‘everyday’ means of relaxing, this output works extremely
well each time you try to settle down. Once mastered (it does take a bit of practice), the
simple skills entailed in effectively relaxing give you control over your stress-reaction,
rather than have it control you. By being better able to avoid or overcome your stress
reaction locking=-on, you begin to notice a remission of whatever stress-related symptoms
you may have been experiencing.

As we consider how to effectively relax, keep in mind that what we’re considering is how
to accomplish something that you already try to do (simply settle down) and that, if you're
like most people, you often have trouble doing. The main difference is that by
capitalizing on what we know about the stress reaction, we can set up conditions that
strongly encourage @ complete and particularly effective relaxation.

The following is a brief summary of just what is entailed in setting up those conditions
(as well as some of the problems you might initially experience):

{. Before beginning to relax, miminize .the likelihood of distraction --
disconnect the phone (they'll call back), put the dog outside, and tell the kids
to leave you alone and keep quiet for 20 minutes (good training in
self -control).

2. In a semi-darkened room, sit upright in a comfortable but firm straight-back
chair. Keep a watch or clock nearby.




3. With your feet flat on the floor and your arms uncrossed, take a few deep
breathes. Exhale slowly and completely.

4. As you settle down, close your eyes and begin the repetitious mental
activity discussed during the workshop. Let the repetition go
‘around-and-around” in your head in an easy-going, smooth-flowing way.
Don’t concentrate on it in a way that turns it into “bursts” of mental
activity; let it devleop its own momentum and rhythm.

5. Soon after you begin, you will probably realize that you've drifted off the
repetition and that some thought has popped into your mind -- perhaps you'll
be thinking about what you'd ordinarily then be doing or about what‘s coming
up next. Regardless, as soon as you realize this has occurred, simply drop
the thought mid-stream and return to the repetition. Do the same if you're
distracted by some external noise.

6. After a while, the repeated sound might speed-up or slow down to the paint
where it fades away for a moment or two, leaving you thinking nothing. Let
this happen by itself -- it means things are working! Be sure not to defeat
your own purpose by starting to think “Hey, I'm not thinking!” or “Boy, am |
relaxed!” (if you do, just return to the repetition). Don’'t evaluate what's
happening -- Jjust let it happen.

7. Occasionally, glance at the time. After twenty minutes, open your eyes but
remain seated. Begin to stretch. You may feel a bit "spacey” for a moment
or two -- unless it's forced, it takes that long for the relaxed mental
activity to fully resume. Don't force it! Just sit a couple of extra minutes
and gradually begin to think before you get up to do. (Of course, sometimes
something will come up during a relaxation that requires your immediate
attention -- when this happens, be sure to return to the relaxation for at
least 5 minutes as soon as you can, ending the second try gradually).

This last point is important. Just snapping out of a deeply relaxed state and
plunging into activity can result in some degree of irritability -- things will seem to
be intruding on the peaceful state of mind you put yourself into.

Another point worthy of mention is to not try to relax on a very empty or very full
stomach -- digestive activity is distracting and will reduce the depth of your
relaxation.

Schedule, as part of your regular daily routine,: at least one, preferably two,
20-minute blocks of time for effectively relaxing.

Many people, when first starting this technique, encounter difficulty in achieving a
deeply relaxed state. Problems often include an *ants in my pants” restlessness and
an abundance of intruding thoughts or a sensitivity to outside sounds that disrupt the
repetition. Such problems will occur less and less frequently as the practice itself
gradually releases accumulated stress. It sometimes takes a few weeks to fully
appreciate what effectively relaxing can do for you -- a chronic stress-overload
takes time to develop, and cannot be eliminated overnight. With just a bit of
patience, persistence and adherence to what we've just developed, however, you will
become increasingly refreshed and calm and gradually overcome whatever
stress-related problems you may now be experiencing.

Stick with it!

ﬂ\”mﬂ; Rehavinral Rerviroe -




LIFESTYLE & PERSPECTIVE ASSESSMENT

Name: XXOOOOCK

Organization: X000

This assessment is a summary and
the various questionnaires
stress-managcman t workshop.

interpretation of your scores on
taken during your participation in this

It is designed to:

(a)point to both the strengths and weaknesses in your
perspective and 1 ifestyle,

{(b)>note the personal, heal th and occupational

problems
often associated with

the noted weaknesses, and

(c)summarize those suggest ions di scussed dur i ng the

. workshop that wi 11 help you overcome or avoid these
problems and the stress they entai 1

Whenever a possible problem appears to be,

pattern of your scores, an actual
asterisk (%) .

in 1 ight of the overall
problem, i tis preceded by an

While those problems not asterisked do not appear to be relevant

at the present time, they ought to Qonetheless be considered
problems to be avoided in the future.



RIGIDITY

HIGH

Associated Qualities: Persistent, decisive.

Associated Problems & Causes of Stress:

[ I L 3

Frequent disappointment, frustration and anger
Excessive cynicism o o
Frequent headaches, dizziness, or blurry vision
Cardiovascular disorders
Digestive problems ) ) )
Alcohol or drug abuse as a means of dealing with frustration
Occupational stress due to: ) )
# low peer cohesion (do you often have fixed @ xpecations about how people
should be or act?) .
# l[ow management support (are you often too resistant?
# low clarity (can YOU often only see things your way?
- high innovation (do you expect things to be as persistent as YOUu are?)

Suggestions to Manage & Minimize Stress:

HIGH

Be aware of your tendency to hol d strong _and f i xed expectations about
situations, people and afgrhaps yourself, Realize tkhey invite
dlsa?pomtment and frustratioen, and of ten prevent enjoying things or
people for what they otherwise have to offer. .

Practice being flexible -- think of the possible alternatives before they
have a chance to surprise you.

Strive to maintain a sense of humor. .

Be sure to exercise regularly and watch your weight. Keep tabs on your blood

ressure.

Effgctively.relax -- it’ll help temper the frustration and anger and minimize
any physical symptoms. ) . o

Consider enrollment in an interpersonal relationships training class.

FUTURE ORIENTATION

Associ

ated Qualities{ Well-prepared, precautious.

Assoc*iated Problems & Causes of Stress:

a* K

*

Excessive anticipation and worry
Fregqent psychosomatic symptoms
Cardiovascular or di estive disorders .
‘Hurry sickness’ -- ?requent rushing and beating the clock
Augmentation ‘of high responsibility or high rigidity
Alcohol or drug abuse as a means of sl wing down
Occupational stress due to: S
* low task orientation (are you ooerly concerned about the organization’s
i inefficiencies?> - i
- high work pressure (do you often try to do everything at once?)

Suggestsions to Manage & Minimize Stress:

fow down! At¢ter sufficient planning, find something pleasant in the present
to focus on. . ) )

Reccp%nlze and accept the element of uncertainty inherent in the future --
it'11 help YOU real ite when you're getting past planning and beginning to
worey.

Be sure to exercise and eat regularly.

Check your blood pressure re?u arl y.

Effectively relax -- it’'ll help you focus on the present and stay calm in the
face of uncertainty.

Consider enrollment. in a time management training class.



LOW EMOTIONAL REACTIVITY

Associated Qual i ties: Logical, stable.

Associated Problems & Causes of Stress:
- Lack of sensitivity, callousness

- Sup? ressed emotion, denial of anger

- Explosiueness

# Cardiovascular disorders

* Headaches . . .

# Augmentation of low expressiueness or high rigidity

- Alcohol or drug abuse as a means of dissipating stored-up anger

OCCUfational stress due to:
#1ow peer cohesion or 1 ow management support (do you of ten come across as
being cold or distant?)

Suggestions to tlanage & Minimize Stress: ) .
- Strive to recognize emotions that aren’t logical or that you dont 1 ike

~ feeling -~ they‘re still"Just as real. . .
- Use your  emotional “gut reaction” as an element in your logical
decision-making process. . )
~ Effectively relax -- it’'ll help YOU stay in touch with and accept how you

feel about things., o
= Consider enrol Iment in a relevant personal growth training class,

ADDITIONAL COMMENTS

Some regular exercise and attention to your diet and weight will
minimize the anger and headaches, and help kkep|, the

hypertension under control.
)
&W#

Give it a try!! If not now, when?
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Occupational Sources of Stress in the Correct ional Setting

CTF, Sol edady; Managers & Supervisors

Part i c i pant Eval uat i_on

Name (optional?

YES A_Little NO

Do you think that the skills and insights developed
during the training will help you to:

--better manage your stress?

--improve your heal th or 1 i festyie?

--be more effect i ve on-the-job?

iJas the information and imslications of the c!imate
survey valuable for e i ther yourself personal ir¥ or with
regard to understanding the problems of-subordinates?

Did wou enjoy the training?

isas the i nstruc tion sat i sfaciory?

Do vou thiak similtar training wou'ld benefit manv of
vour subordinate stat+?

What particuiar aspect of the training diti vou find the most signifi cant?

The least significant?

Any comments, criticisms, compliments. or suggestions?







[,

WORKSHOP FOILILOW-UP

Name

Since the stress-management workshop, have you.. .
Exercised more of ten? ‘Yes. No .

Taken the time to relax more often’? fes No

fanaged to modify any aspect of vour perspect i ve in wars suggested dur : ag
training? Yes No

Ju]
r
o
L

=re you drinking less? Yes No I don"t gdrink

Since the training, have vou noticed any change in the follow!ng svmptoms?

Imnroved Worsenes N o Change Never Had

Headaches
Stomach upset
High Blood Pressure
Ulcer
anxiety
Depress: on
Anger

Have you ser | ousl ¥ tr:ed the effective relaxation technique developed during the
training class? TYes NO i tried, but not very harz
1+ ves,-please answer the following:
How marv times .a week do you effectiveiv relax for at least 10-13 minutes?
8-14x 4 - h - 1-3x
Has it general 1y worked? +=zs Mo

What benef 1 t, either at home or at work, physical 1y or emot ionally, does it
prov i be?

Since the training, nave vour superiors general 1 ¥ appeared to have become more
aware or understanding of the stress vou exper tence at work? Tes Mo

Since the training, has there been any change in your morale c¢r att i tude toward
vour 4joh7

¥ morale has improved.

My moraie has worsened.

There.”s been no change in my morale.

Thanks again!






