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Denni s Spar ks

Pr act i cal Sol ut i ons f or Teacher St r ess

Devel opi ng meani ngf ul sol ut i ons f or t he pr obl em

of t eacher st r ess and bur nout i s mor e compl ex t han

i t may appear . I t i nvol ves change i n human at t i t udes

and behavi or , a t ype of change ver y di f f i cul t t o

br i ng about , even when an i ndi vi dual ' s j ob sat i s-

f act i on and physi cal heal t h ar e at st ake . I t i s one

t hi nc t o l i st st r essor s and possi bl e sol ut i ons ; i t i s

anot her t hi ng t o act on what we al r eady know t o

be i n our best i nt er est .

A ' ' hol i st i c appr oach" t o t he pr obl em of t eacher

st r ess and bur nout r ecogni zes t he compl exi t y of

t hi s pr obl em. Mi nd and body ar e vi ewed as i nt er

connect ed . Thought s, f eel i ngs, and physi ol ogi cal

r esponses ar e r el at ed . ' Each of us i s seen as ul t i -

mat el y r esponsi bl e f or our heal t h and happi ness

because we make numer ous deci si ons each day
t hat i nf l uence t o a l ar ge ext ent what we wi l l become,
bot h emot i onal l y and physi cal l y .

The hol i st i c appr oach assumes t hat pr obl ems
wi l l be r esol ved most ef f ect i vel y when t hey ar e

appr oached on sever al f r ont s si mul t aneousl y . Con

sequent l y, t eacher s need a di ver se set of ski l l s and

under st andi ngs r el at ed t o st r ess and bur nout man-
agement . These ski l l s and under st andi ngs can be
def i ned and t aught . Osi pow ( 1979) , i n di scussi ng a
gener al or i ent at i on t o t he i mpr ovement of occu-
pat i onal ment al heal t h, suggest s :

We shoul d use a " del i ber at e psychol ogi cal ed-

ucat i on" appr oach ( Mosher & Spr i nt hal l , 1971)

t o expl i ci t l y t each peopl e some of t he pr i nci pl es
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of af f ect i ve wor k at t i t udes t hat mi ght r educe

j ob st r ess t hat i s i nduced i nt er nal l y . I n ot her

wor ds, gi vi ng peopl e a gr eat er awar eness of

t he sour ces of t hei r cont r ol over t hei r wor k

envi r onment woul d be pot ent i al l y hel pf ul ( p . 69) .

Many of t he pr ocesses of " del i ber at e psychol ogi cal

educat i on" ( sel f - awar eness, under st andi ng t he

cogni t i ve sour ces of f eel i ngs, et c . ) wi l l be di scussed

bel ow.

Bl ocks t o Change

I ndi vi dual change can be di f f i cul t . Changi ng an

i nst i t ut i on, such as a school , i s l i kel y t o be even

mor e di f f i cul t . Even t hough t hi s ar t i cl e wi l l f ocus

mor e on i ndi vi dual change t han school change, i t

i s i mpor t ant t o keep i n mi nd t hat ongoi ng t eacher

r enewal wi l l be at t he hear t of any l ast i ng i nst i t u-

t i onal gr owt h and i nnovat i on .

Why i s i t t hat i n spi t e of our best i nt ent i ons t o

al t er our sel ves i n some way, we of t en per si st i n

undesi r ed habi t s? I ner t i a i s cer t ai nl y one r eason .

Once a per son i s " at r est , " i t r equi r es ext r a ef f or t

t o be set " i n mot i on . " Anot her f act or seems t o be

t he sense of power l essness t hat devel ops when

i ndi vi dual s est abl i sh over l y ambi t i ous goal s f or

t hemsel ves . For exampl e, a t eacher may deci de

t hat i n t he next t hr ee mont hs she want s t o l eam

some new t eachi ng st r at egi es t o mot i vat e her st u-

dent s, l ose 50 pounds, and i mpr ove t he way she

r el at es t o her pr i nci pal . Whi l e t hese may be wor t hy

goal s, t he f r ust r at i on and sense of f ai l ur e t hat may

r esul t when t hey ar e not achi eved i s l i kel y t o pr o-
duce a mi nd- set t hat says, " Not hi ng I can do wi l l

make any di f f er ence anyway, so why t r y . "



Thr ee addi t i onal f act or s seem t o be i mpor t ant

i n bl ocki ng change i n school set t i ngs . They ar e

,. r ed penci l ment al i t y, " " t he bi t chi ng syndr ome, "

and " Yes, but . . . . " Each of t hemwi l l be consi der ed

i ndi vi dual l y .

Red penci l ment al i t y. The paper s we r ecei ved

back f r om our t eacher s wer e of t en mar r ed by r ed

sl ashes t hat i ndi cat ed what was wr ong wi t h our

ef f or t s . Over t i me, t he hi dden message was : " I t ' s

mor e i mpor t ant t o l ook at what ' s wr ong t han i t i s

t o consi der what ' s r i ght wi t h t hi ngs . " As adul t s,

we of t en t end t o l ook i mmedi at el y f or t he r easons

an i dea or pl an i s not appl i cabl e, r at her t han r emai n

open t o i t s pot ent i al usef ul ness i n our si t uat i on .

Bi t chi ng syndr ome. For our pur poses, bi t chi ng

i s def i ned as endl ess, r epet i t i ous compl ai ni ng about

t hi ngs over whi ch we have no cont r ol , or t hi ngs

we woul d not at t empt t o i nf l uence i f we di d have

cont r ol over t hem. Vent i ng f eel i ngs can be con-

st r uct i ve ; ver bal i zi ng t he same f eel i ng i n an endl ess,
whi ni ng manner i s not .

Yes, but . . . . . . Yes, but - er s" pr ef er t o assi gn

r esponsi bi l i t y f or t hei r l i ves t o ot her peopl e . Ther e

i s al ways a " good r eason" why t hey cannot make

a change .

Ef f ect i ve management of st r ess and bur nout

r equi r es t hat t hese bl ocks be r ecogni zed and over -

come . I t i s essent i al t hat we l ook f or t he st r engt hs

i n an i dea or pl an as wel l as i t s weaknesses . We

need t o move past " passi ve bi t chi ng" t o " act i ve

pr obl em sol vi ng . " Most i mpor t ant l y, we must as-

sume per sona! r esponsi bi l i t y f or devel opi ng a st r ess

management pr ogr amt hat f i t s our uni que si t uat i on .

Unl ess t hese t hi ngs ar e done by i ndi vi dual t eacher s,

and col l ect i vel y by a school f acul t y, no l ast i ng pur -

pose wi l l be ser ved by an i nf i ni t e number of wor k-

shops, ar t i cl es, and books on t hi s t opi c .

St r ess and Bur nout Management Goal s

A compr ehensi ve st r ess and bur nout manage-

ment pr ogr am f or t eacher s r equi r es t hat at l east

f our br oad goal s be addr essed :

Reduci ng i sol at i on: Teacher s spend most of
t hei r wor k day physi cal l y i sol at ed f r om each ot her .

Al t hough a t eacher ' s col l eagues ar e among t he best

pr obl em sol vi ng r esour ces avai l abl e, t her e ar e f ew

oppor t uni t i es t o devel op mut ual l y suppor t i ve r el a-

t i onshi ps . Teacher s must be pr ovi ded wi t h a st r uc-

t ur e and t i me f or t he expr essi on of pr of essi onal

concer ns and t he const r uct i ve shar i ng of i deas and

st r at egi es .

Rest or i ng per spect i ve and bal ance: Over t i me,

many t eacher s l ose per spect i ve about t hei r wor k .
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Rat her t han vi ewi ng t hei r wor k as " par t l y sunny, "

t hei r at t i t udes ar e cover ed by a " par t l y cl oudy"

haze . Teacher s' per spect i ves need t o be bal anced

t hr ough a car ef ul exami nat i on of t hei r pr of essi onal

successes, sat i sf act i ons, and compet enci es . I t i s

al so common f or adul t s t o l ose bal ance i n t hei r l i f e-

st yl es . Val ued r ecr eat i onal act i vi t i es ar e negl ect ed,

and unheal t hy, di ssat i sf yi ng habi t s ar e f or med . I t

i s hel pf ul f or t eacher s t o per i odi cal l y st ep back f r om

t hei r dai l y r out i nes t o obj ect i vel y consi der t he ef f ect

l i f e- st yl e f act or s may be havi ng on t hei r emot i onal

and physi cal wel l - bei ng .

I ncr easi ng sel f - awar eness: Because t he symp-

t oms of st r ess and bur nout ar e somewhat uni que

t o each t eacher , i t i s i mper at i ve t hat ever y per son

be awar e of hi s! her per sonal war ni ng si gns t hat

i ndi cat e t he onset of t hese pr obl ems . Sympt oms

may r ange i n sever i t y f r om an i nabi l i t y t o concen-

t r at e t hr ough ser i ous hear t di sor der s and chr oni c

depr essi on . Teacher s must al so i dent i f y t he sour ces

of t hei r di st r ess . Wi t hout t hi s i nsi ght , i t i s di f f i cul t

t o desi gn a per sonal i zed st r ess management pl an

t o f i t each i ndi vi dual ' s ci r cumst ances .

I dent i f yi ng " next st eps" : I t i s not enough t o

si mpl y memor i ze a l i st of t ensi on r educi ng st r at e-

gi es . Rat her , t hese must be i ncor por at ed i nt o a

t eacher ' s ongoi ng l i f e- st yl e i f t hey ar e t o make any

l ast i ng di f f er ences . The pr act i ces descr i bed bel ow

ar e of suf f i ci ent power t hat t he i ncl usi on of onl y

one or t wo on a r egul ar basi s i nt o a t eacher ' s

per sonal and/ or pr of essi onal l i f e can make a mar ked

di f f er ence i n at t i t udes, f eel i ngs . and behavi or .

These goal s onl y poi nt out a gener al di r ect i on

f or t r avel . A mor e det ai l ed descr i pt i on f ol l ows .

Some Common Under st andi ngs

As we al l know, st r ess can be unpl easant and

even debi l i t at i ng . Yet . Hans Sel ye has sai d t hat

" st r ess i s t he spi ce of l i f e" ( 1976, p . xv) . To expl ai n

t hi s appar ent cont r adi ct i on, Sel ye has used t he

wor d " di st r ess" t o descr i be t he negat i ve physi o-

l ogi cal consequences of adapt at i on, and t he t er m

" eust r ess" t o l abel t he pl easant sensat i ons or con-

sequences t hat may accompany cer t ai n st r essor s

( eu- i s t he Gr eek pr ef i x meani ng " good" ) .

Thi s di st i nct i on i s i mpor t ant because i t hel ps

us under st and t hat not ever yone r esponds t o a

st r essor i n t he same manner . One t eacher ' s di st r ess

may be anot her ' s eust r ess . Some t eacher s f eel
t ensi on j ust t hi nki ng about i nt er per sonal conf l i ct

bet ween st af f member s, whi l e ot her i ndi vi dual s may

t hr i ve on t he cr eat i ve ener gy f or pr obl em sol vi ng

t hat i s gener at ed i n t hi s si t uat i on .



I t shoul d al so be not ed t hat di st r ess can be-

come eust r ess, and vi ce ver sa . A t eacher who f eel s

over whel med by di sci pl i ne pr obl ems ( di st r ess) can

l ear n cl assr oom management ski l l s t hat wi l l enabl e

hi m or her t o f eel successf ul and compet ent ( eu-

st r ess) . Teacher s who exper i ence t ensi on dur i ng

conf l i ct ( di st r ess) can acqui r e asser t i veness and

conf l i ct r esol ut i on ski l l s t hat wi l l i ncr ease t hei r sense

of pr of essi onal ef f i cacy i n t hose si t uat i on ( eust r ess) .

The cr eat i ve chal l enge of desi gni ng a l esson

t o t each a di f f i cul t concept ( eust r ess) can evol ve

i nt o bor edom( di st r ess) when t hat same l esson has

been t aught numer ous t i mes t hr oughout a car eer .

Wat t s ( 1980) summar i zes bot h of t hese phe-

nomena : " Bur nout has t wo maj or causes, and sev-

er al subsi di ar y ones . The f i r st i s exhaust i on, whi ch

comes af t er mobi l i zi ng al l one' s r esour ces t o meet

a cr i si s- and i n t eachi ng t hat ' cr i si s' may be one

of sever al year s' dur at i on . . . Teacher s t al k of

bei ng dr ai ned, l osi ng per spect i ve, needi ng mor e

suppor t . . . . A second ki nd of bur nout occur s f or j ust

t he opposi t e r eason- t her e i s no chal l enge i n i t

anymor e. Bor edom set s i n, i t ' s al l ol d hat . . . " ( p .

5) . Obvi ousl y, a t eacher must begi n t o deal wi t h

t hi s pr obl emby di scover i ng i t s i di osyncr at i c sour ces

wi t hi n hi s or her per sonal or pr of essi onal l i f e .

Sel f - Awar eness

Each of us must devel op a st r ess and bur nout

management pl an t hat r ef l ect s our opt i mal st r ess

l evel and uni que st r essor s . The St r ess I nvent or y

( Spar ks & I ngr am, 1979) can hel p t eacher s acqui r e

a mor e obj ect i ve vi ew of t he f act or s t hat ar e cur -

r ent l y pr oduci ng t ensi on i n t hei r l i ves . Thi s pr ocess

encour ages t eacher s t o move f r om vague and con-

f used compl ai nt s ( " I j ust don' t seemt o l i ke t eachi ng

anymor e" ) t o mor e concr et e st at ement s of concer n

( " My j ob i sn' t meet i ng my needs f or r ecogni t i on

and a cr eat i ve out l et " ) . The sel f - under st andi ng t hat

r esul t s i s a pr er equi si t e t o t he sel ect i on of speci f i c

st r ess management st r at egi es .

Teacher s can compl et e t he St r ess I nvent or y

( Fi gur e 1) by f ol l owi ng t hese i nst r uct i ons . Fi r st , al l

event s t hat ar e cur r ent l y pr oduci ng di st r ess, bot h

per sonal l y and pr of essi onal l y, shoul d be l i st ed i n

t he l ef t - hand col umn . Teacher s need onl y t o j ot

down a f ew wor ds or a phr ase t hat can l at er ser ve

as a r emi nder of t hat st r essor . They shoul d wor k

qui ckl y, al l owi ng t hei r mi nds t o f r ee associ at e so

t hat t he l i st s wi l l be as compl et e as possi bl e . I t i s

al so usef ul t o be as speci f i c as possi bl e .

Next , t he codi ngs i n t he appr opr i at e col umns

ar e f i l l ed i n . Mor e t han one code per col umn may

be r equi r ed f or some st r essor s ( e . g . , bot h st udent s

and admi ni st r at or s may be i nvol ved i n t he same

si t uat i on) . I n addi t i on t o t he codi ngs, t eacher s shoul d

i ndi cat e wi t h an ast er i sk ( ' ) t he st r essor s f or whi ch

t hey have some t hought s about what mi ght be done

t o i mpr ove t he si t uat i on . The number 1 i s t hen

wr i t t en next " t o t he di st r essf ul event t he t eacher

woul d most l i ke t o do somet hi ng about . Usual l y,

t hi s pr ocess per mi t s t eacher s t o see t hei r st r essor s

f r om a f r esh per spect i ve .

I n t he f i nal st ep, t eacher s ar e asked t o dr aw

concl usi ons f r om t he dat a t hat has been accumu-

l at ed on t he St r ess I nvent or y . The codi ngs shoul d

be exami ned f or t hemes and pat t er ns . Do cer t ai n

cat egor i es of peopl e t end t o be i nvol ved i n di s-

t r essf ul si t uat i ons mor e t han ot her s? How of t en

does t he " me" codi ng occur ? Di d t he t eacher have

mor e or l ess cont r ol i n t hese event s t han was

expect ed . Wer e most of t he st r essor s f r om t he

i ndi vi dual ' s per sonal l i f e or pr of essi onal r ol e? Di d

t he t eacher t end t o r espond t o di st r ess i n habi t ual

ways ( e . g . , anger i s al ways used wi t h st udent s,

event s at home t end t o pr ovoke wor r y, et c . ) ?

Obser vat i ons r egar di ng st r essor s and codi ngs

can be r ecor ded i n t he f or m of " I l ear ned . . .

st at ement s . " I was sur pr i sed t hat . . . " or " I r e

af f i r med t hat . . . " may al so be appr opr i at e sent ence

st ems . These summar y st at ement s of t en el i ci t si g-

ni f i cant i nsi ght s . Typi cal concl usi ons i ncl ude, " I

l ear ned t hat I have mor e cont r ol over my st r essor s

t han I woul d have i ni t i al l y t hought , " or " I was

sur pr i sed t hat most of my st r essor s wer e i n my

per sonal l i f e . I n many ways, wor k i s my sal vat i on . "

Many t eacher s f i nd i t hel pf ul t o f ur t her cl ar i f y t hei r

f i ndi ngs by t al ki ng t hem over wi t h a col l eague . The

St r ess I nvent or y seems t o be most ef f ect i ve when

compl et ed wi t h a gr oup of t eacher s who t hen di s-

cuss t he meani ngs and pot ent i al i mpl i cat i on of t hei r

l ear ni ngs .

Anot her f or m of sel f - awar eness concer ns

sympt oms of di st r ess . Sympt oms ar e as uni que t o

i ndi vi dual s as st r essor s . A t eacher ' s sympt oms of

di st r ess ar e a combi nat i on of genet i c pr edi sposi t i on,

pr i or exper i ences, and l ear ni ng . Her edi t y or pr evi ous

i l l nesses may pr oduce " weak ar eas" such as t he

ci r cul at or y syst em or upper r espi r at or y ar ea . I ndi -

vi dual s may have l ear ned r esponses t o di st r ess

such as t he t i ght eni ng of muscl e gr oups or an

over whel mi ng sense of sadness or depr essi on .

A l i st of sympt oms woul d be vi r t ual l y endl ess .

However , i t woul d cer t ai nl y i ncl ude common com-

pl ai nt s such as i nsomni a, headaches, l ower back

pai n, hyper t ensi on, chr oni c f at i gue, an upset st om-

ach or ul cer s, and col ds or upper r espi r at or y i n-

Vol ume XXI I , Number 1

	

3 5



Fi gur e 1. A st r ess i nvent or y .
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Codi ng

Who i s I nvol ved? How Fr equent ? Degr ee of Cont r ol ? HowDo You Deal Wi t h I t ?

A = Admi ni st r at or s A = Al ways HC = Hi gh l evel of A = Anger

B = Boar d of educat i on O = Of t en cont r ol I = I gnor e

C = Your own chi l dr en S = Sel dom SC = Some cont r ol H = Use humor

P = Par ent s NC = No cont r ol S = Seek suppor t f r om

M=Me ot her s

S = St udent s D = Depr essi on

SS = Suppor t st af f W= Wor r y

T = Ot her t eacher s O= Ot her ( descr i be)

H/ W= Husband or wi f e

O= Ot her ( speci f y)



f ect i ons . I t i s cr i t i cal t hat each of us l ear n t o i dent i f y

our char act er i st i c sympt oms at t he ear l i est possi bl e

moment . For exampl e, t he t i ght eni ng of neck mus-

cl es t hat i ndi cat e an i mpendi ng headache can be

syst emat i cal l y r el axed once t he i ndi vi dual l ear ns t o

at t end t o t hat par t i cul ar sympt om. Teacher s shoul d

be encour aged t o i ndi vi dual l y r ecor d t hei r most

pr eval ent sympt oms i n an accessi bl e l ocat i on so

t hat t hei r awar eness of t hese war ni ng si gns i s kept

f r esh . Some t eacher s have al so f ound i t wor t hwhi l e

t o di scuss t hei r sympt oms i n a gr oup set t i ng t o

deepen t hei r sensi t i vi t y t o var i ous sympt oms i n

ot her s and t o i ncr ease t hei r own sel f - awar eness .

St r ess Management St r at egi es

Space l i mi t at i ons di ct at e t hat not al l pot ent i al

r emedi es f or t eacher st r ess and bur nout can be

di scussed her e . Some of t he appr oaches t hat t each

er s have f ound most val uabl e wi l l be pr esent ed .

Addi t i onal l y, i n a f acul t y gr oup t eacher s can be

made mor e awar e of t hei r cur r ent r esour ces and

t he wi de di ver si t y of st r at egi es avai l abl e t o conf r ont

t hi s pr obl em by r espondi ng t o t he quest i on, ' ' What

t hi ngs do you al r eady do t hat wor k f or you when

you f eel t ense and f r ust r at ed wi t h your j ob?" Nu-

mer ous t echni ques ar e t ypi cal l y ment i oned : t al ki ng

wi t h a f r i end . pl ayi ng r acquet bal l , goi ng f or a wal k,

shoppi ng . danci ng, r eadi ng a book, wat chi ng a t el -

evi si on pr ogr am, among ot her s .

Pear l i n and School er ( 1978) suggest t hr ee gen-

er al cat egor i es of st r ess management act i vi t i es : ( 1)

r esponses t hat cont r ol t he physi ol ogi cal or emo

t i onal consequences of di st r ess ( physi cal heal t h f ac-

t or s . muscl e r el axat i on, et c . ) , ( 2) r esponses t hat

cont r ol t he meani ng of t he di st r essf ul exper i ence

( modi f yi ng t ensi on- pr oduci ng t hought s, devel opi ng

a bal anced per spect i ve, et c . ) , and ( 3) r esponses

t hat change t he si t uat i on out of whi ch t he di st r ess

ar i ses ( pr of essi onal suppor t gr oups, or gani zat i onal

change st r at egi es, st af f devel opment pr ogr ams, al -

t er nat i ve car eer s, et c . ) . These cat egor i es wi l l be

expanded upon i n t he f ol l owi ng di scussi on .

Just as di st r ess can cause i l l ness and di sease,

an i ndi vi dual ' s physi cal heal t h can af f ect hi s or her

abi l i t y t o be a good st r ess manager . Poor heal t h

can r ob t eacher s of t he st ami na and pat i ence t o
cope wi t h cer t ai n st r essor s . Because of i l l heal t h,

si t uat i ons t hat coul d ot her wi se be managed wi t h
l i t t l e or no st r ai n become sour ces of chr oni c t ensi on .

A ci r cul ar r el at i onshi p i s est abl i shed . Di st r ess pr o-

duces l ess t han opt i mal heal t h, and t hi s condi t i on

Physi cal Heal t h

i nt er f er es wi t h our abi l i t y t o r espond ef f ect i vel y t o

our st r essor s .

A hol i st i c appr oach t o wel l ness i s r ecom-

mended . A t eacher ' s t ot al l i f e- st yl e must be con-

si der ed, not j ust t he act i vi t i es t hat occur dur i ng t he

wor k day . Per sonal habi t s ( di et , exer ci se, smoki ng,

et c . ) , l i f e- st yl e var i abl es ( i nt er per sonal suppor t sys-

t ems, pace of l i vi ng, r ecr eat i onal act i vi t i es, et c . ) ,

and envi r onment al f act or s ( noi se, ai r and wat er

pol l ut i on, aest het i cs of t he wor kpl ace, et c . ) must

be cr i t i cal l y exami ned by each per son .

Bel l oc & Br esl ow ( 1972) , i n a 5 1/ 2- year st udy

of 7, 000 adul t s, f ound t hat seven f act or s wer e

r el at ed t o l i f e expect ancy and heal t h : ( 1) t hr ee meal s

a day at r egul ar t i mes and no snacki ng, ( 2) br eakf ast

ever y day, ( 3) moder at e exer ci se t wo or t hr ee t i mes

a week, ( 4) adequat e sl eep, ( 5) no smoki ng, ( 6)

moder at e wei ght , and ( 7) no al cohol or al cohol onl y

i n moder at i on . Men who pr act i ced at l east si x of

t hese behavi or s had a l i f e expect ancy of 11 year s

l onger t han t hose who coul d r espond af f i r mat i vel y

t o t hr ee or l ess of t hese i ndi cat or s .

Di et ar y f act or s pl ay an i mpor t ant r ol e i n ob-

t ai ni ng opt i mal heal t h . Mi l l er ( 1980) uses t he t er m

" hi gh st r ess" t o descr i be a di et wi t h l ar ge amount s

of sugar , r ef i ned f l our , and beef . Sever al books may

be par t i cul ar l y hel pf ul t o t eacher s who want t o

bet t er under st and t he ef f ect s of di et on t hei r ment al

and physi cal heal t h, as wel l as t hat of t hei r st udent s :

Let s Eat Ri ght t o Keep Fi t ( Davi s, 1970) , Sugar

Bl ues ( Duf t y . 1975) . and Psychodi et et i cs ( Cher as-

ki n, Ri ngsdor t , & Br echer , 1974) .

Regul ar , vi gor ous physi cal exer ci se al so has

numer ous heal t h and st r ess management benef i t s .

Not onl y does exer ci se t one t he body and r el i eve

t ensi on, i t can i ncr ease ment al al er t ness and pr o-

vi de a sense of wel l - bei ng . Whi l e t he t ype of physi cal

act i vi t y may var y ( r unni ng, cycl i ng . aer obi c danci ng,

swi mmi ng, et c . ) , i t i s gener al l y agr eed t hat t he ex-

er ci se must occur t hr ee or mor e t i mes a week f or

at l east 20- 30 mi nut es i f i t i s t o be of r eal val ue

t o t he par t i ci pant . Cooper , i n The Aer obi cs Way

( 1977) , pr ovi des a compr ehensi ve exer ci se pr ogr am

t hat i ncl udes di et ar y consi der at i ons, equi pment , and

speci f i c met hods f or measur i ng i mpr ovement i n f i t -

ness .

Rel axat i on Techni ques

As i s t r ue wi t h exer ci se, r el axat i on t echni ques

can r educe bodi l y t ensi on and r est or e ener gy . For -

t unat el y, r el axat i on t echni ques such as t r anscen

dent al medi t at i on, yoga, and bi of eedback can be

acqui r ed t hr ough syst emat i c t r ai ni ng .
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Rel axat i on t echni ques ar e based on t he r el a-

t i onshi p bet ween t hought s, f eel i ngs, and physi o-

l ogi cal r esponses . I n essence, cogni t i ve pr ocesses

det er mi ne emot i onal st at es, whi ch i n t ur n pr oduce

physi ol ogi cal changes . To i l l ust r at e, t hi nki ng a par -

t i cul ar l y f r i ght eni ng t hought ( cogni t i ve pr ocess) can

cause a f eel i ng of f ear ( emot i onal st at e) . Thi s r esul t s

i n an i ncr ease i n hear t r at e and r espi r at i on, as wel l

as ot her i nt er nal adj ust ment s ( physi ol ogi cal

changes) .

Benson ( 1975) has devel oped an easi l y l ear ned

r el axat i on st r at egy t hat i s based on t he modi f i cat i on

of cogni t i ve pr ocesses so t hat emot i onal and phys-

i cal changes wi l l occur . The " r el axat i on r esponse"

has f our basi c component s : ( 1) a qui et envi r onment ,

( 2) a ment al devi ce ( a st i mul us such as a wor d,

sound, or vi sual obj ect ) , ( 3) a passi ve at t i t ude ( non-

cr i t i cal l y pushi ng asi de di st r act i ng t hought s) , and

( 4) a comf or t abl e posi t i on . Benson has f ound t hat

i ndi vi dual s who pr act i ce t hi s t echni que of t en r epor t

a f eel i ng of r ef r eshment and a sense of gr eat er

cal mness and wel l - bei ng .

The r el axat i on r esponse f ol l ows a si x- st ep

pr ocess :

1 . Si t qui et l y i n a comf or t abl e posi t i on .

2 . Cl ose your eyes .

3. Deepl y r el ax your muscl es, begi nni ng at your

f eet and pr ogr essi ng up t o your f ace . Keep

t hem r el axed .

4 . Br eat he t hr ough your nose . Become awar e of

your br eat hi ng . As you br eat he out , say t he

wor d one si l ent l y t o your sel f . For exampl e,

br eat he i n . . . out , " one" , i n . . . out , " one" ;

et c . Br eat he easi l y and nat ur al l y .

5 . Cont i nue f or 10 t o 20 mi nut es . You may open

your eyes t o check t he t i me, but do not use

an al ar m. When you f i ni sh, si t qui et l y f or sever al

mi nut es, at f i r st wi t h your eyes cl osed and l at er

wi t h your eyes open . Do not st and up f or a

f ew mi nut es .

6 .

	

Do not wor r y about whet her you ar e successf ul

i n achi evi ng a deep l evel of r el axat i on . Mai nt ai n

a passi ve at t i t ude and per mi t r el axat i on t o oc

cur at i t s own pace . When di st r act i ng t hought s

occur , t r y t o i gnor e t hem by not dwel l i ng upon

t hem and r et ur n t o r epeat i ng " one . " Wi t h pr ac-

t i ce, t he r esponse shoul d come wi t h l i t t l e ef f or t .

Pr act i ce t he t echni que once or t wi ce dai l y, but

not wi t hi n t wo hour s af t er any meal , si nce t he

di gest i ve pr ocesses seem t o i nt er f er e wi t h t he

el i ci t at i on of t he r el axat i on r esponse . ( Benson,

1975, pp . 114- 115) .
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Thr ough t he use of t hi s t echni que, t he t hi nki ng/

i magi ni ng pr ocess can be consci ousl y cont r ol l ed,

and a per i od of deep r el axat i on can be i nduced

once or t wi ce a day . Some t eacher s use t hi s st r at -

egy, or si mi l ar ones, mi d- mor ni ng i nst ead of a cof f ee

br eak and al so i mmedi at el y upon ar r i vi ng home at

t he end of t he wor k day . Not onl y do t hey f eel

cal mer and mor e r el axed at t hat moment , but t hey

al so f i nd t hat t hey r espond t o some st r essor s wi t h

l ess physi ol ogi cal ar ousal t han was pr evi ousl y t r ue .

Di st r ess Pr oduci ng Thought s

Wool f ol k and Ri char dson ( 1978) poi nt out t hat

most st r essor s i n t hemsel ves ar e neut r al . I t i s an

i ndi vi dual ' s per cept i ons or appr ai sal s of t hese si t

uat i ons t hat pr oduce t he unpl easant emot i onal or

physi cal consequences . Event s t hat ar e vi ewed as

uni mpor t ant or i nconsequent i al ( t hi s appr ai sal i s a

cogni t i ve pr ocess) ar e not per cei ved as di st r essf ul .

Wool f ol k and Ri char dson demonst r at e howmost

di st r essf ul si t uat i ons can be r educed t o a f ew emo-

t i onal l y char ged and eval uat i ve bel i ef s about our

sel ves and t he wor l d . These mi st aken not i ons

i mpose t r emendous demands upon our sel ves and

ot her s . Some of t hese di st r ess pr oduci ng i deas

i ncl ude :

1 . A super st i t i ous bel i ef t hat wor r y wi l l hel p pr e-

vent f ut ur e mi st akes and bad f or t une ( e . g . , wor -

r yi ng about t he par ent conf er ence wi l l somehow

make t he meet i ng go bet t er ) . Wor r yi ng shoul d

be vi ewed as di st i nct f r om a pr obl em sol vi ng

pr ocess t hat l eads t o const r uct i ve act i on .

2 .

	

Eval uat i ng onesel f as a f ai l ur e because of shor t -

comi ngs on some st andar d of per f or mance or

expect at i on of ot her s ( e . g . , " I ' m i nadequat e be-

cause I can' t consi st ent l y get t hr ough t o al l my

st udent s" ) .

3 .

	

Engagi ng i n mor al i st i c t hi nki ng about how ot h-

er s shoul d behave, whi ch of t en l eads t o f eel i ngs

of f r ust r at i on, anger , and mor al i ndi gnat i on ( e. g . ,

" Ki ds shoul d be di f f er ent t han t hey ar e t oday .

They' r e j ust a bunch of i r r esponsi bl e l oser s! " ) .

4 .

	

Bel i evi ng t hat l i f e shoul d be f r ee of di scomf or t ,

r esul t i ng i n a l ow t ol er ance f or l i f e' s i nevi t abl e

f r ust r at i ons ( " Why do t her e al ways have t o be

pr obl ems?" ) .

The meani ng we assi gn t o an event can det er mi ne

whet her t he si t uat i on i s per cei ved as di st r essf ul ,

eust r essf ul , or even neut r al .

Br ammer and Abr ego ( 1981) under scor e t he

power of t hese i nt er nal sour ces of di st r ess : " Per -

cept i ons t owar d change hol d an i mpor t ant r el a-



t i onshi p t o how peopl e i nt er pr et event s . Two

i mpor t ant per cept i ons ar e : a) t he accept ance of

pr obl emat i c si t uat i ons as a nor mal par t of l i vi ng,

and b) a bel i ef t hat each per son has a var i et y of

st r engt hs whi ch can hel p hi m or her t o cope wi t h

most of t hese si t uat i ons ef f ect i vel y . When t hese

bel i ef s ar e adopt ed, t he i ndi vi dual gai ns an i n-

cr eased sense of sel f - cont r ol and sel f - est eem" ( p .

26) . To i l l ust r at e, a t eacher who l oses hi s or her

j ob t hr ough r educt i on- i n- f or ce may vi ew t hi s event

as cat ast r ophi c because of t he pot ent i al l oss of

i ncome and changes i t may r equi r e . Anot her t eacher

i n t he same si t uat i on bel i eves t hi s pr obl em i s not

i nsur mount abl e and per cei ves t he l ayof f not i ce as

an oppor t uni t y t o t r y hi s or her ski l l s i n anot her

f i el d t hat had been consi der ed and di smi ssed when

i n col l ege . Whi l e t he l at t er i ndi vi dual may exper i ence

mi l d amount s of f r ust r at i on and i nsecur i t y . t he " op-

por t uni t y" mi nd- set wi l l pul l t hat per son t hr ough

t he di st r ess of t hi s cr i si s .

Unr eal i st i c expect at i ons f or sel f and ot her s i s

of t en a sour ce of di st r ess f or t eacher s . Bi shop

( 1980) not ed t hat , ' ' A common f eat ur e of t he oc

cupat i ons af f ect ed most by bur nout i s t hat t hey

at t r act peopl e . . . who measur e success and f ai l ur e

l ar gel y by st andar ds ot her t han pay scal es, pr of i t s,

or st at us symbol s . Psychol ogi st s say t hat many

such peopl e ent er t hei r occupat i ons wi t h unr eal i st -

i cal l y hi gh expect at i ons of maki ng t he wor l d a bet t er

pl ace . Sooner or l at er t hey' r e di si l l usi oned' ' ( p . 31) .

The pr of essi onal suppor t gr oup model di scussed i n

a l at er sect i on i s an excel l ent means f or t eacher s

t o di scuss and adj ust t hei r expect at i ons usi ng t he

f eedback pr ovi ded by r espect ed col l eagues .

A gr eat deal of t eacher s' sel f - i nduced di st r ess

i s caused by " cat ast r ophi zi ng . " Thi s t er m descr i bes

a mode of t hi nki ng t hat pr edi ct s t he wor st possi bl e

out come f or event s ( " I know t he pr i nci pal want s

t o see me t o t el l me what I ' m doi ng wr ong, and

t hat t he conf er ence wi l l go badl y . I ' l l pr obabl y end

up wi t h a r epr i mand i n my f i l e . " ) Teacher s can

mi ni mi ze cat ast r ophi zi ng by aski ng t hemsel ves

quest i ons such as " What ' s t he wor st possi bl e t hi ng

t hat coul d happen i n t hi s si t uat i on?" " What ' s t he

pr obabi l i t y t hat t hi s hor r i bl e t hi ng wi l l act ual l y oc-

cur ?" " Have I sur vi ved si t uat i ons l i ke t hi s i n t he

past ?" As can be seen, modi f yi ng cogni t i ve pr oc-

esses by changi ng t he st at ement s we make t o

our sel ves can put event s i n per spect i ve and r educe

t ensi on t o mor e manageabl e pr opor t i ons .

Wool f ol k and Ri char dson ( 1978) suggest sev-

er al gui del i nes f or a " l ow st r ess l i f e- st yl e . " Among

t hei r suggest i ons ar e :

1 . Fi nd act i vi t i es i n whi ch you f i nd i nt r i nsi c sat -

i sf act i on . Di st r ess can be r educed by f ocusi ng

on t he pr ocess of t hi ngs you do, r at her t han

t he r esul t s .

2 . Fi nd somet hi ng ot her t han your sel f and your

achi evement s t o car e about .

3 . Lear n t o r ecogni ze and accept your per sonal

shor t comi ngs and l ack of cont r ol over much of

what wi l l ul t i mat el y happen t o us .

4 . Devel op an unhost i l e, benevol ent sense of hu-

mor .

5 . Lear n t o t ol er at e and f or gi ve your sel f and ot h-

er s .

6 .

	

The st r uggl es of l i f e may change, but t hey never

end. St op wai t i ng f or t he day when " you can

r el ax" or when " your pr obl ems wi l l be over . "

We must t ake ul t i mat e r esponsi bi l i t y f or our

own happi ness . ( pp . 103- 106 . )

Because we have cont r ol over cogni t i ve pr ocesses,

t hei r modi f i cat i on r epr esent s a power f ul t ool f or

managi ng di st r ess .

Devel opi ng a Bal anced Per spect i ve

Many t eacher s f eel bombar ded wi t h negat i ve

messages about t hemsel ves and t hei r pr of essi on .

They per cei ve t hemsel ves as under cont i nual at t ack

f r om st udent s, par ent s, t hei r communi t i es, and t he

medi a . Fr equent cr i t i ci sm can di mi ni sh sel f - est eem

and under mi ne a sense of pr of essi onal compet ency

and pr i de .

Coupl ed wi t h t hi s, many of us have been t aught

t hat sel f - i mpr ovement i s best accompl i shed by cr i t -

i ci zi ng our sel ves and ot her s . We have al so been

t ol d t hat speaki ng wel l of our sel ves i s concei t and

br aggi ng . Thi s i s a sur e- f i r e pr escr i pt i on f or di st r ess :

hi gh l evel s of cr i t i ci sm wi t h no count er bal anci ng

vi ew of successes and st r engt hs .

I n a t ypi cal wor k day, t eacher s exper i ence nu-

mer ous successes and sat i sf act i ons . However , be-

cause of t hei r t endency t o f ocus on weaknesses

and mi st akes, many t eacher s l eave school wi t h

over whel mi ngl y negat i ve bi ases about t hemsel ves

and t eachi ng . The " Successes, Sat i sf act i ons, and

Per sonal St r engt hs" act i vi t y ( Spar ks & Hammond,

1981) i s desi gned t o cor r ect t hi s i mbal ance i n per -

spect i ve . I n t hi s act i vi t y, t eacher s ar e asked t o make

a l i st of r ecent l y occur r i ng j ob- r el at ed successes

and sat i sf act i ons . The successes may be maj or

event s ( i mpl ement i ng a new cour se) or br i ef epi -

sodes i n t he cl assr oom ( cl ear l y expl ai ni ng a di f f i cul t

concept ) . Job sat i sf act i ons mi ght i ncl ude moment s

of spont aneous humor i n t he cl assr oom wi t h st u-
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dent s or wat chi ng a chi l d' s eyes l i ght up wi t h l ear n-

i ng .

I t i s al so r ecommended t hat t eacher s make a

second l i st of pr of essi onal st r engt hs . Thi s l i st woul d

i ncl ude al l t he ski l l s and per sonal char act er i st i cs

t hat make t hem successf ul t eacher s . Typi cal

st r engt hs i ncl ude or gani zat i onal ski l l s, pat i ence, and

cr eat i vi t y . Whi l e t hi s pr ocess may at f i r st f eel un-

comf or t abl e t o some i ndi vi dual s because i t seems

l i ke br aggi ng, i t i s i mpor t ant t o r emember t hat con-

cei t and br aggi ng r ef er t o an over - i nf l at ed sense of

sel f . " Tel l i ng i t l i ke i t i s" hel ps t eacher s devel op

an accur at e per cept i on of r eal i t y . ,

I t i s r ecommended t hat bot h of t hese l i st s be

compl et ed and shar ed wi t h sel ect ed peer s i n smal l

gr oups so t hat each per son can r ecei ve af f i r mat i on

and suppor t f r om ot her s . I n addi t i on, t hi s pr ocess

encour ages t eacher s t o savor t hei r successes, sat -

i sf act i ons, and use of pr of essi onal st r engt hs . Sa-

vor i ng dr aws at t ent i on t o t he posi t i ve aspect s of

t eachi ng and hel ps i mmuni ze t he i ndi vi dual agai nst

some of t he unavoi dabl e st r essor s of t he j ob .

Pr of essi onal Suppor t Gr oups

Roger s ( 1977) has obser ved : " A new appr oach

t o educat i on demands new ways of bei ng and new

met hods of handl i ng pr obl ems . I ndi vi dual s ar e al so

f i ndi ng t hat i f t hey car r y out a qui et r evol ut i on i n

t he school s, t hey def i ni t el y need a suppor t gr oup.

Thi s can be smal l , per haps onl y t wo or t hr ee peopl e,

but a r esour ce of per sons wher e one does not need

t o def end one' s poi nt of vi ew, and can f r eel y di scuss

t he successes and f ai l ur es, t he pr obl ems f aced, t he

di f f i cul t i es unr esol ved" ( p . 80) . As Roger s suggest s,

t eacher s can be ver y hel pf ul t o one anot her i n

numer ous ways . Whi l e mut ual l y suppor t i ve r el a-

t i onshi ps may occur spont aneousl y, t hey ar e t oo

i mpor t ant as a st r ess management st r at egy t o be

l ef t sol el y t o chance .

Br ammer and Abr ego ( 1981) poi nt out t hat be-

cause of t he di ver si t y of human needs, i ndi vi dual s

shoul d have var i ous t ypes of peopl e i n t hei r suppor t

syst em. They r ecommend t hat t hese net wor ks i n-

cl ude peopl e ( 1) t o depend on i n a cr i si s, ( 2) wi t h

whom t o di scuss concer ns, ( 3) t o f eel cl ose t o, ( 4)

who can make us f eel compet ent and val ued, ( 5)

who can gi ve us i mpor t ant i nf or mat i on, ( 6) who wi l l

chal l enge our st er eot yped t hi nki ng, and ( 7) wi t h

whom we can shar e good news and f eel i ngs .

Pr of essi onal suppor t gr oups can pr ovi de a syst em-

at i c appr oach t o meet i ng t he var i ous needs r ep-

r esent ed by t hese cat egor i es .

Ki r schenbaum and Gl aser ( 1977) def i ne such a
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gr oup as " a smal l gr oup of pr of essi onal s, wi t h a

common ar ea of i nt er est , who meet per i odi cal l y t o

l ear n t oget her and t o suppor t one anot her i n t hei r

ongoi ng pr of essi onal devel opment - . ( p . 3) . They r ec-

ommend a gr oup si ze of B- 12 member s who st i m-

ul at e one anot her ' s t hi nki ng, of f er pr act i cal hel p,

and pr ovi de a sense of emot i onal suppor t .

Ki r schenbaum and Gl aser suggest sever al f or -

mat s f or suppor t gr oup meet i ngs . The " each- one-

t each- one model " pr ovi des f or r ot at i ng l eader shi p ;

t he l eader can f aci l i t at e a di scussi on, i nvi t e a guest

speaker t o t he sessi on, or addr ess a t opi c of i n-

t er est . The " st r uct ur ed model " asks each member

t o r espond t o a common t opi c or quest i on . The

" r evol vi ng f ocus t i me" appr oach al l ows each par -

t i ci pant t o have t he gr oup' s undi vi ded at t ent i on

whi l e he or she di scusses an i dea or concer n . At

t he i ndi vi dual ' s r equest , t he gr oup may si mpl y l i st en,

ask cl ar i f yi ng quest i ons, and! or br ai nst or m al t er -

nat i ve sol ut i ons t o a pr obl em.

The pr of essi onal suppor t gr oup, as out l i ned by

Ki r schenbaum and Gl aser , uses sever al hel pi ng

modes . Par t i ci pant s can t each and l ear n f r om one

anot her ( e . g . , c l assr oom management st r at egi es,

mot i vat i onal t echni ques, t i me management , et c . ) ,

be i nvol ved i n mut ual pr obl emsol vi ng ( " I need some

hel p wi t h a l ow abi l i t y st udent i n my t hi r d hour

cl ass who' s causi ng a l ot of di sci pl i ne pr obl ems" ) ,

or r ol e- pl ay si t uat i ons t hat ar e di st r essf ul t o a par -

t i ci pant ( e . g . , par ent conf er ences, an eval uat i on

meet i ng wi t h t he pr i nci pal , et c . ) . Pr of essi onal sup-

por t gr oups r educe i sol at i on and hi ghl i ght t he vast

amount of knowl edge and ski l l s t eacher s can br i ng

t o mut ual pr obl em sol vi ng .

Or gani zat i onal Change/ Job Redesi gn

Ther e ar e some di st r essf ul event s over whi ch

i ndi vi dual t eacher s have l i t t l e or no cont r ol . Over -

cr owded cl assr ooms, vi ol ence i n t he school s, and

l ack of adequat e r esour ces ar e but - a f ew of t he

pr obl ems r equi r i ng compl ex educat i onal and pol i t -

i cal sol ut i ons . However , t her e ar e many j ob- r el at ed

st r essor s t hat can be r emedi ed, or at l east al l e-

vi at ed, t hr ough cr eat i ve appr oaches and col l ect i ve

act i on .

Veni nga and Spr adl ey ( 1981) ar gue t hat i n even

seemi ngl y hopel ess si t uat i ons, i ndi vi dual s can f i nd

ways of r edesi gni ng t hei r j obs . Wi t hi n 10- 15 mi n

ut es, a gr oup of 6- 8 t eacher s can br ai nst or m dozens

of st r at egi es t hat can be appl i ed i n di st r essf ul ci r -

cumst ances . To i l l ust r at e, a gr oup of t eacher s who

f el t r est r ai ned by an apat het i c admi ni st r at or br ai n-

st or med sever al opt i ons : pr ovi de hi m wi t h books



and ar t i cl es on i mpor t ant t opi cs, negot i at e wi t h hi m

r egar di ng what r esour ces and t i me he wi l l commi t

t o i mpor t ant pr oj ect s, est abl i sh a bui l di ng l evel cur -

r i cul um commi t t ee t hat wi l l consi der i nst r uct i onal

i mpr ovement i n t he school , and, when possi bl e, go

ahead wi t h i nnovat i ons t hat do not r equi r e hi s di r ect

suppor t . The i mpl ement at i on of onl y one or t wo

br ai nst or med i deas can make a si gni f i cant di f f er -

ence t o t he af f ect ed t eacher s . Not onl y may t he

si t uat i on i mpr ove, but t hey wi l l have gai ned a sense

of power and sel f - est eem t hat wi l l i n i t sel f be sat -

i sf yi ng .
f

Or gani zat i onal change, at best , i s a di f f i cul t ,

l ong- t er m t ask . For t unat el y, r esear ch on or gani -

zat i ons and i nnovat i ve management pr act i ces i n

busi ness and i ndust r y can pr ovi de di r ect i on f or ed-

ucat or s . For exampl e, Cooke and Kor nbl uh ( 1980)

f ound t hat t eacher s' j ob sat i sf act i on was hi gher i n

school s wi t h good communi cat i on and shar ed de-

ci si on maki ng bet ween t eacher s and admi ni st r at or s .

I ndust r i al " qual i t y of wor k l i f e pr ogr ams, " such as

t he one devel oped at Gener al Mot or s, and mana-

ger i al appr oaches l i ke Theor y Z ( Ouchi , 1981) i l -

l ust r at e t he i mpor t ance of hi gh qual i t y

communi cat i on, par t i ci pat i ve deci si on maki ng, and

r espect f or t he i ndi vi dual wor ker . Mi ni mal l y . al l school

di st r i ct s and t eacher or gani zat i ons shoul d st udy

t hese pr ogr ams car ef ul l y f or t r ansf er abl e st r at egi es

t hat wi l l i mpr ove mor al e, i ncr ease j ob sat i sf act i on,

sol ve i nst r uct i onal pr obl ems at t he bui l di ng and

cl assr oom l evel . and have a posi t i ve ef f ect on st u-

dent per f or mance .

Many di st r essf ul si t uat i ons occur because

t eacher s must f ace pr obl ems dai l y f or whi ch t hei r

t r ai ni ng di d not adequat el y pr epar e t hem. Cer t ai n

st r essor s coul d be pr event ed i f t eacher s coul d ac-

qui r e t he knowl edge and ski l l s t o do t hei r j obs mor e

ef f ect i vel y . A wel l - desi gned, compr ehensi ve st af f

devel opment pr ogr am i s l i kel y t o be t he most ef -

f i ci ent means t hr ough whi ch t eacher s can syst em-

at i cal l y acqui r e t he necessar y under st andi ngs and

compet enci es ( Spar ks, 1982) .

The t opi cs of mot i vat i ng st udent s, cl assr oom

management , academi c l ear ni ng t i me, and school
cl i mat e ar e but a f ew of t eacher s' concer ns t hat
coul d be deal t wi t h t hr ough a r esponsi ve, ongoi ng
st af f devel opment pr ogr am. Teacher s and admi n-

i st r at or s ar e l i kel y t o benef i t f r ompr ogr ams i n com-

muni cat i on ski l l s, conf l i ct management , par t i ci pat i ve

deci si on maki ng, and r esear ch- i nt o- pr act i ce ap-
pr oaches t o school i mpr ovement and ef f ect i ve

t eachi ng .

St af f Devel opment

An of t en negl ect ed aspect of st af f devel opment

i nvol ves pr ovi di ng t eacher s wi t h an oppor t uni t y t o
r ef l ect on t hei r wor k and, est abl i sh shor t and l ong

r ange goal s f or bot h t hei r per sonal and pr of essi onal

l i ves . I t i s gener al l y known t hat knowl edge of pr i or -

i t i es and goal set t i ng i s an i mpor t ant aspect of t i me

management ( Spar ks & Hammond, 1981) . However ,

Sel ye ( 1974) emphasi zes t he val ue of t hi s pr ocess

as a basi c st r ess management t echni que . He wr i t es :

The ai m of l i f e i s t o mai nt ai n i t s own i dent i t y

and expr ess i t s i nnat e abi l i t i es and dr i ves wi t h

t he l east possi bl e f r ust r at i on . To r emai n heal t hy,

man must have some goal , some pur pose i n

l i f e t hat he can r espect and be pr oud t o wor k

f or . Each per son must wor k out a way t o r el i eve

hi s pent - up ener gy wi t hout cr eat i ng conf l i ct s

wi t h hi s f el l ow men and, i f possi bl e, t o ear n

t hei r good wi l l and r espect ( p . 103) .

Real i st i c l ong- t er m goal s t hat r equi r e har d wor k

and t he use of pot ent i al can pr ovi de a f ocus and

eust r essf ul mot i vat i on f or t eacher s' ongoi ng per -

sonal and pr of essi onal r enewal .

Al t er nat i ve Car eer s f or Teacher s

Of t en, di st r ess i s caused by an i nappr opr i at e

" per son- j ob" f i t . The i ndi vi dual t emper ament and

per sonal i t y do not mat ch t he r equi r ement s of t he

wor k . Whi t e t he compl ex t opi c of car eer change

cannot be deal t wi t h f ul l y i n t hi s ar t i cl e, sever al key

poi nt s wi l l be out l i ned .

A successf ul car eer change r equi r es t hat t each-

er s t ake sever al concr et e st eps ( Spar ks & Al l an,

1980) . Fi r st , t hey shoul d i dent i f y t hei r pr of essi onal

st r engt hs and compet enci es . Posi t i ons i n busi ness

and i ndust r y may not r equi r e ext ensi ve r et r ai ni ng .

but r at her t he use of " t r ansf er abl e ski l l s, " such as

communi cat i on, or gani zat i on, and t he management

of peopl e . Second, t eacher s must syst emat i cal l y

t hi nk about t hei r val ues, i nt er est s, and goal s, pr ef -

er abl y wi t h t he assi st ance of a counsel or or car eer

change wor kshop .

Thi r d, t eacher s need t o devel op a " f unct i onal

r esume" t hat cl ear l y hi ghl i ght s t hei r car eer obj ect i ve

and ski l l s . Four t h, a j ob sear ch shoul d be conduct ed

t hat uses a net wor k of f r i ends, col l eagues, nei gh-

bor s, and acquai nt ances . Per son- t o- per son cont act

and i nf or mat i onal i nt er vi ews ar e used r at her t har ,

unpr oduct i ve mass mai l i ngs of r esumes t o hundr eds

of pot ent i al empl oyer s . Fi nal l y, t eacher s may want

t o br ush up on i nt er vi ewi ng ski l l s t hat have l ai n

dor mant f or year s ( or wer e never devel oped at al l )

and pr act i ce r espondi ng t o t ypi cal i nt er vi ew ques-

t i ons . Whi l e t he car eer change pr ocess i s of t en
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f r ust r at i ng, many t eacher s have successf ul l y made

t he t r ansi t i on t o new j obs t hat mor e cl osel y mat ch

t hei r cur r ent i nt er est s and ski l l s and t hat pr ovi de

oppor t uni t i es f or advancement and sal ar i es f ar be-

yond t hose t hat wer e avai l abl e t o t hem as edu-

cat or s .

Concl usi ons

As can be seen, pr event i ng and r emedyi ng

t eacher st r ess and bur nout i s a compl i cat ed pr oc-

ess . Ther e i s no si ngl e sol ut i bn t hat can be pr e

scr i bed f or ever y per son . Teacher s must act

i ndi vi dual l y t o st r engt hen t hei r own emot i onal and

physi cal r esour ces so t hat t oget her t hey have t he

st ami na t o at t ack i nst i t ut i onal pr obl ems whi ch r e-

qui r e endur ance and col l ect i ve act i on .

Skovhol t & Mor gan ( 1981) emphasi ze t he r e-

l at i onshi p bet ween a bal anced l i f e- st yl e and j ob

sat i sf act i on : " Most of us wi l l wor k over 50 year s

dur i ne our l i ves . How does an i ndi vi dual cont i nue

wi t h zest dur i ng t hi s per i od unt i l t he t wi l i ght year s

of seni or adul t hood? Our assumpt i on her e i s t hat

t he f uel of human r enewal i s a bal ance bet ween

wor k, l ovi ng r el at i onshi ps, and r ecr eat i on . . . I f

one l i st ens cl osel y t o an adul t of ei t her sex, t he

t hemes of af f i l i at i on and achi evement and t hei r i n-

t er pl ay of t en seem pr omi nent " ( p . 232) . Nowher e

i s t he i nt er act i on of compl ex human needs mor e

pr onounced t han i n t he cl assr ooms and l i ves of

t eacher s . Not onl y must t hey deal wi t h t he nor mal

r equi r ement s of mar r i age, f ami l y l i f e . and f r i end-

shi ps . but t hey must al so spend each wor k day

meet i ng t he needs of st udent s who r equi r e t he

ut most i n pat i ence, wi sdom, and st ami na . These

t r ai t s ar e r ef l ect i ve of t he hi ghest l evel s of emot i onal

and physi cal heal t h .

Pi nes ( 1980) r epor t s t hat Kobasa and Maddi t

of t he Uni ver si t y of Chi cago have f ound t hat " St r ess

r esi st ant peopl e . . . have a speci f i c set of at t i t udes

t owar ds l i f e- an openness t o change, a f eel i ng of

i nvol vement i n what ever t hey ar e doi ng, and a sense

of cont r ol over event s" ( p . 35) . Those char act er -

i st i cs go a l ong way i n t he di r ect i on of descr i bi ng

an ef f ect i ve t eacher .
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