INFORMATION TO USERS
This manuscript has been reproduced from the microfilm master. UMI
films the text directly from the original or copy submitted. Thus, some
thesis and dissertation copies are in typewriter face, while others may
be from any type of computer printer.
The quality of this reproduction is dependent upon the quality of the
copy submitted. Broken or indistinct print, colored or poor quality
illustrations and photographs, print bleedthrough, substandard margins,
and improper alignment can adversely affect reproduction.
In the unlikely event that the author did not send UMI a complete
manuscript and there are missing pages, these will be noted. Also, if
unauthorized copyright material had to be removed, a note will indicate
the deletion.
Oversize materials (e.g., maps, drawings, charts) are reproduced by
sectioning the original, beginning at the upper left-hand corner and
continuing from left to right in equal sections with small overlaps. Each
original is also photographed in one exposure and is included in
reduced form at the back of the book.
Photographs included in the original manuscript have been reproduced
xerographically in this copy. Higher quality 6" x 9" black and white
photographic prints are available for any photographs or illustrations
appearing in this copy for an additional charge. Contact UMI directly
to order.

University Microfilms International
A Bell & Howell Information Company
300 North Zeeb Road. Ann Arbor, Ml 48106-1346 USA
313/761-4700 800/521-0600

Order Number 1346414

A study of anger among unemployed workers
Brown, Murney Kay, M.A.
The University of Arizona, 1991

UMI

300 N. Zeeb Rd.
Ann Arbor, MI 48106

A STUDY OF ANGER AMONG
UNEMPLOYED WORKERS
by
Murney Kay Brown

A Thesis Submitted to the Faculty of the
SCHOOL OF FAMILY AND CONSUMER RESOURCES
In Partial Fulfillment of the Requirements
For the Degree of
MASTER OF ARTS
WITH A MAJOR IN COUNSELING AND GUIDANCE
In the Graduate College
THE UNIVERSITY OF ARIZONA

19 9 1

2

STATEMENT BY AUTHOR
This thesis has been submitted in partial fulfillment of requirements for an
advanced degree at the University of Arizona and is deposited in the University Library
to be made available to borrowers under rules of the Library.
Brief quotations from this thesis are allowable without special permission,
provided that accurate acknowledgment of source is made. Requests for permission for
extended quotation from or reproduction of this manuscript in whole or in part may be
granted by the head of the major department or the Dean of the Graduate College
when in his or her judgment the proposed use of the material is in the interests of
scholarship. In all other instances, however, permission must be obtained from the
author.

APPROVAL BY THESIS DIRECTOR
This thesis has been approved on the date shown below:

//- /S- ?/

Betty J. Newlon
Associate Professor of
Counseling and Guidance

Date

3

ACKNOWLEDGMENTS
I wish to express my appreciation to the members of my committee for their
assistance in the development and completion of this thesis. To Dr. Betty Newlon,
chairman of my thesis committee, I extend sincere thanks for her support and encourage
ment I am especially thankful to Armando Sanchez, Director of the Regional ReEmployment Center, for allowing me to collect data through his facility. I am
particularly grateful to all my committee members for their thoughtful and timely
critiques of this manuscript and for their assistance.
A special thanks to James Boren, research consultant, who assisted me by
keeping me sane through the statistical procedures and analyses. I am also very grateful
to Joan Farmer for her professional editorial assistance.
I especially want to thank my husband, Bob Brown, for his patience and support
to me throughout the entire masters process. While he may not believe in this
counseling "stuff1, his pride in me and my accomplishments was unfailing.

4

TABLE OF CONTENTS
Page
LIST OF ILLUSTRATIONS

6

ABSTRACT

7

CHAPTER
1. INTRODUCTION
Significance of the Study
Background/Review of the Literature
Purpose of the Study
Research Hypotheses
Definitions
Assumptions
Limitations
Summary
2. METHODOLOGY
Purpose of the Study
Population
Instrumentation •
Normative Sample
Reliability
Validity
Design of the Study
Procedures of Data Collection
Methods of Data Analysis
Summary
3. RESULTS
Demographic Characteristics of Participants
Procedures of Data Collection
Instrumentation

8

.

10
11
28
28
29
29
30
31
33
33
33
33
34
34
36
37
37
38
39
40
40
42
42

5
TABLE OF CONENTS-Continued
Page
Analyses of Research Hypotheses
Hypothesis 1
Hypothesis 2
Hypothesis 3
Hypothesis 4
Additional Analyses
Summary
4. DISCUSSION, IMPLICATIONS, AND RECOMMENDATIONS
Discussion
Anger and Manner/Reason for Layoff
Anger and Length of Time Worked for the
Layoff Company
Implications
Recommendations for Future Research
Summary

43
43
45
46
48
48
49
50
52
52
56
57
57
58

APPENDIX A: TUCSON/SOUTHERN ARIZONA LAYOFFS:
1991 & BEYOND

60

APPENDIX B: LETTER OF APPROVAL FOR STUDY

62

APPENDIX C: STUDY PARTICIPANT LETTER

64

APPENDIX D: DEMOGRAPHIC QUESTIONS

66

REFERENCES

68

6

LIST OF ILLUSTRATIONS
Figure
1.

Mean scores for State-Anger as a function of manner of
lay off and mean scores for Trait-Anger

2. Mean scores for State-Anger as a function of length of
time worked for the layoff company and mean scores
for Trait-Anger

Page
44

47

7

ABSTRACT
The purpose of this study was: (1) to measure and compare the differences in
the levels of anger in unemployed workers who have been laid off due to company or
plant closure and unemployed workers who have been laid off due to a reduction in
force (RIF) and (2) to compare the relationship between level of anger and length of
time with an employer prior to layoff.
The population for this study consisted of 52 male and female adults over 21
years of age, residents of Arizona, who had been laid off or had received advance
notification of impending layoff. The State-Trait Anger Expression Inventory (STAXI)
was the instrument used in this study to measure levels of anger. Additionally, two
demographic questions were asked concerning reason for layoff and number of years with
the company that laid the individual off. None of the hypotheses were supported by the
data.

Discussion, implications, and recommendations for further research are also

presented.
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CHAPTER 1
INTRODUCTION
In today's volatile global economy, job loss due to layoff is now experienced by
millions of

American workers. Cyclical or seasonal layoffs have been a reality for many

blue collar workers. Since the gas crunch of the early- to mid-1970s and the subsequent
downturn of the U.S. automobile industry, layoff is now a fact of life for white collar
workers (U.S. Bureau of the Census, 1969-1990).
United States companies and their workers are under attack on a variety of
fronts (Zunker, 1990). Technological changes or improvements result in some workers
being laid off due to obsolete skills, while those possessing knowledge of the new
technologies are hired to replace them-i.e., Tucson newspapers recently laid off linotype
workers, computers had made their skills obsolete. After years of self-indulgence and
conspicuous consumption, U.S. companies are reorganizing to "lean and mean" profiles
to remain competitive~i.e., the slimming of the very top heavy Sears organization.
Economic downturns force other companies to reduce work forces or close plants.
Layoffs from Hughes Aircraft and National Semiconductor are Tucson examples,
respectively. A partial list of Tucson/Southern Arizona layoffs is in Appendix A.
Takeovers, mergers, and divestitures force other workers onto the unemployment
roles. A prime example of this is the recent savings and loans and bank mergers that
impacted on the Tucson banking community: Those employees that survived the first
work force cuts from Bank of America's purchase of Pima Savings and Loan are now
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faced with job uncertainty again as Bank of America merges with Security Pacific Bank.
Executives rendered unproductive and ineffective due to stagnation and burnout are the
first to go when companies start to "down" or "right" size. Workers with overspecialized
skills are also in jeopardy~i.e., the layoff of highly skilled and educated personnel from
the University of Arizona such as environmental researchers specializing in atmospheric
studies. Workers who are productive but are by-passed by new technology are also in
danger.

University of Arizona graphic designers who maintained high levels of

productivity while on the job now find themselves unemployable in the current job
market due to their lack of computer aided design. Aggressive competition and loss of
market niches (Sutton, Eisenhardt, & Jucker, 1986) also force companies to 'down' or
'right' size.
United States jobs are also affected by shifts in the global economy. The US
has faced a trade deficit for many years, but mass quantities of U.S. workers are only
now understanding what that means. Pacific rim nations now dominate the production
of goods purchased in the United States (U.S. Bureau of the Census, 1969-1990):
Cheaper labor costs; newer, more efficient plants and equipment; and governments
friendly to foreign investment and indifferent to costly environmental controls lure U.S.
plants overseas.

New concepts, such as production sharing, also encourage U.S.

companies to relocate, i.e., maquiadora plants in Mexico. While U.S. companies survive
by taking advantage of these factors, U.S. workers lose out through layoffs (Rundle &
DeBlassie, 1981).
Layoff is no longer something that happens somewhere else in our country. It
is happening here, to us, to our families, to our friends.

It is a loss that we can all
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expect to experience at least once in our working lifetimes. It is an experience fraught
with emotions.
Significance

nf the Study

For career counselors, for companies laying off workers, and for those who have
been laid off, layoffs generate strong emotions before, during and after the event These
emotions are as strong as those felt about a death, for job loss can represent death on
many levels to the person experiencing it. Humans grieve losses. The loss of a job is
also grieved (Amundson & Borgen, 1982; Archer & Rhodes, 1987; Finley & Lee, 1981;
Hurst & Shepard, 1986; Huttner, 1990; Jones, 1979; Keefe, 1984; Winegardner,
Simonetti, & Nykodym, 1984). All laid off or "dislocated" workers experience grief with
its accompanying anger in reaction to their job loss—it is just a matter of degree. Anger
not dealt with "leaks" into all other areas of life (Steele, 1991). For the laid off or
dislocated worker, it can leak into and contaminate the job search process. Society
recognizes and sanctions grief reactions to the death of a loved one; such sanctions do
not apply to job loss (Krystal, Moran-Sackett, Thompson, & Cantoni, 1983).
Research into anger surrounding job loss has several purposes. First, it validates
the experience for those laid off. Second, anger is an emotion many Americans,
including counselors, have difficulty dealing with. Recognition and acceptance of anger
helps remove its mystique. Third, research findings will facilitate the understanding and
development of therapeutic interventions for those either suppressing or ineffectively
expressing anger.

Lastly, increased knowledge about the occurrence, intensity,

endurance, expression, or inhibition of anger in those laid off will enhance the
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development of effective support programs for the laid off worker in particular and for
anyone else experiencing a loss.
Background and Review of the Literature
The dictionary defines "work" as "the activity by which one makes a living" (The
American Heritage Dictionary, 1983); but, work is much more than this (Akin, Chersky,
& Schore, 1990). Work is "the 'central institution' in industrial societies"(Smith, 1987,
p. 1). Work is our "primary source of material, social, and psychological resources"
(Liem & Liem, 1988, p. 88).
The most obvious gains from work are material. Work gives us income (Smith,
1987; Winegardner et al., 1984) with which we can purchase food, shelter (Krystal et al.,
1983), and the other accoutrements of daily living (Liem & Liem, 1988). Work also
gives us contact and shared experiences with others outside the family (Archer &
Rhodes, 1987), social and support networks (Krystal et al., 1983; Smith, 1987), and a
sense of belonging (Amundson & Borgen, 1982).
Both the individual worker and her or his family structure their lives and
activities around work or the weekend or vacation, common nonwork periods. Adult
socialization frequently revolves around the social network developed on the job (Liem
& Liem, 1988). Our education system is designed to prepare us for work. If we are
fortunate, pensions or retirement income support us once our working lifetimes have
terminated (Smith, 1987). Work organizes our lives and gives us a routine (Archer &
Rhodes, 1987; Krystal et al., 1983; Winegardner et al., 1984). "Our entire lives are
dictated by the job" (Winegardner et al., 1984, p. 149).
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The psychological benefits derived from work are numerous (Archer & Rhodes,
1987; Smith, 1987; Winegardner et al., 1984). What we do defines who we are, it is our
primary source of identity (Archer & Rhodes, 1987; Helmstetter, 1990; Krystal et al.,
1983; Smith, 1987; Viney & Tych, 1984-85; Winegardner et al., 1984). For many, due
to the mobility of the American family and the resulting nuclear family, we define
ourselves not as someone's aunt, spouse, or grandparent, but as a job title (Helmstetter,
1990)-i.e., I am a counselor. Work gives us and our families status (Archer & Rhodes,
1987; Liem & Liem, 1988; Smith, 1987), a place in our community.
Work enables us to find purpose in our lives, to align our interests with a
greater goal (Archer & Rhodes, 1987; Jones, 1988). "Evidence [shows] that human
beings need a sense of purpose and structure to their lives; that the vast majority derive
this purpose and structure very largely from their work" (Kelvin & Jarrett, 1988, p. 6).
From work, we derive a sense of personal competence (Krystal et al., 1983) and selfesteem (Amundson & Borgen, 1982; Krystal et aL, 1983; Viney & Tych, 1984-85). Once
we satisfy survival needs, work helps us achieve self-actualization (Amundson & Borgen,
1982). For some, work is how we express our love to others through our ability to
support them and acquire symbols with our income (Krystal et al., 1983).
Work gives us security (Amundson & Borgen, 1982; Krystal et al., 1983).
Independence, both financial and emotional, can be gained through work (Krystal et al.,
1983). From work we acquire power to make purchases or influence others or decisions.
For all the negatives connected with work—time pressure, stress, overwork, physical
exhaustion, humiliating exchanges with supervisors, boredom, and environmental stressors
such as air and noise pollution (Archer & Rhodes, 1987)~work enables us to exercise
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control over our lives and to make plans for the future. Work provides us with a means
of keeping in touch with reality (Archer & Rhodes, 1987; Winegardner et al., 1984).
Two American myths about work-that job success is equivalent to self-esteem
and that work is meaningful—conflict with current high unemployment rates and the
increasing reality of layoffs due to plant/company closures and reductions in force (RIF).
With such values, to lose work is to set up unemployed workers for intense assaults
against their self-esteem: No work = no or low self-esteem and no work = meaningless
(Marshall, 1983). A third myth, that in exchange for hard work and loyalty a company
will take care of you while you work for it (income and benefits packages) and after
(pension) is dying a long, slow, agonizingly painful death, leaving many bitter,
unemployed workers to mourn its passing. For most workers, the consequences of
unemployment are "deeply disturbing, distressing, and debilitating" (Kelvin & Jarrett,
1988, p. 6).
Just as work has many meanings, so does loss of work. To be laid off is to
endanger or lose all the material, social, and psychological benefits that work provides
(Jones, 1988; Krystal et al., 1983; Madonia, 1983). "Unlike other job losers who have
been terminated for cause such as poor performance or low productivity, the victims of
corporate failure have generally demonstrated good productivity, high job satisfaction,
and strong corporate allegiance" (Lopez, 1983, p. 632). Layoff is a shock, part of which
is the realization that for all her or his contributions, that, person is dispensable
(Winegardner et al., 1984).
While no causal links have been established, job loss has been associated with
a variety of social and personal ills (Helmstetter, 1990; Keefe, 1984). On the Holmes-
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Rahe Social Readjustment Rating Scale, factors relating to jobs (either loss or change)
are found in 8 of the 43 index items (Holmes & Rahe, 1967). Those losing work report
that problems stemming from loss of work, in order or importance, are: Finances, selfimage, negative feelings, mental health, communication with family and friends, physical
health, relationship with children, relationship with spouse, and alcohol use (Winegardner
et aL, 1984, p. 154). Anxiety, a common reaction to job loss can be evidenced by such
physical signals as shortness of breath, sleeping problems, excessive worry, preoccupation
with problems and restlessness (Steele, 1991).
As the jobless rate increases, more cases of child abuse are reported (Keefe,
1984; Parsons et al., 1983). Suicides increase (Helmstetter, 1990; Keefe, 1984; Parsons
et al., 1983) as do homicides (Helmstetter, 1990). Studies of the unemployed found
deteriorations in well being and health (Kessler et aL, 1987; Warr et al., 1988). Deaths
due to cardiovascular and kidney/urinary diseases increase as does incidence of and death
from alcoholism (Helmstetter, 1990; Keefe, 1984).
Job loss impacts on the psyche (Winegardner et al., 1984). Those laid off report
feeling more anxious, depressed (Viney, 1985), and helpless (Viney & Tych, 1984-85),
and admissions to state mental hospitals rise (Helmstetter, 1990; Keefe, 1984).
McLouglin, Friedson, & Murray (1983), in a study of terminated executives, reported
decreases in good naturedness, easy going temperament, emotional expression,
cooperation, attention, soft heartedness, kindness, and flexibility. At a time when we
need it most, cognition and problem solving abilities slow (Warr, Jackson, & Banks,
1988).

Those laid off report frequent bouts of absentmindedness and lack of

concentration. Reports of accidents or near-accidents increase.
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With our lives and identities so tightly intertwined with what we do, rather than
who we are, to lose work is to be in crisis (Madonia, 1983). To lose work is to lose
ourselves. Layoff is a devastating blow to an individual's self-esteem and a loss of
"important ways of keeping in touch with reality and maintaining psychological wellbeing" (Archer & Rhodes, 1987, p. 211). Robert Kahn (cited in Sutton et al., 1986), an
expert on occupational stress, believed that unemployment causes more harm to human
well-being than any other form of job-related stress. As stated above, it is a shock to
discover the reality of personal dispensability (Winegardner et al., 1984). Studies reveal
that unemployed males have lower self-esteem than promoted or retired males (Lee,
1987; Viney & Tych, 1984-85). Victims of job loss report deep feelings of personal
inadequacy and question their self worth (Winegardner et al., 1984).
Self-confidence decreases following job loss. Studies have identified increased
external locus of control in the unemployed (Warr et al., 1988). Unemployed workers
feel out of control, helpless to the whims of others' decisions regarding their employability. Such workers are at risk of developing learned helplessness. They can begin to
believe they have no control and can eventually lose the desire to control or try to
control their lives (Winefield et al., 1987).
Unemployed workers question their self-worth and even experience guilt about
their job loss (Akin et al., 1990). The worker laid off can "feel responsible for his or
her own job loss, even when a large scale layoff associated with economic conditions
beyond his or her control is responsible, rather than the individual's personal per
formance" (Winegardner et al., 1984, p. 153). Even those who do not blame themselves
for their job loss report feeling bad about themselves (Madonia, 1983).
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To be an unemployed worker is to feel useless, worthless, inferior, and without
hope, meaning, direction or purpose (Marshall, 1983; Viney & Tych, 1984-85;
Winegardner et al., 1984). Layoff presents a conflict between the reality of me-as-I-am
(out of work, unemployed) and me-as-I-would-like-to-be (productive, employed): A
conflict between ego reality and ego ideal (Finley & Lee, 1981).
No matter what the reason for loss of work, we are socialized to believe that
those out of work are that way because of laziness. And to be lazy is to be subhuman,
a failure, dependent, purposeless, useless, alone, isolated, and powerless (Borrero, 1980;
Jones, 1988; Winegardner et al., 1984).
The impact or severity of lob loss-psychological, material, or social-is dependent
upon a variety of factors. The longer a worker has been associated with a company or
the more commitment a worker feels toward that job, the more severe the impact of
its loss (Warr et al., 1988; Winegardner et al., 1984). Workers experiencing ambivalence
toward a job initially experience positive reactions to the loss but, later, experience
negative reactions (Archer & Rhodes, 1987).
Status associated with a particular job or type of work also affects how an
individual reacts (Feather, 1982). Presence or absence of social support or networks can
affect the impact of the job loss (Feather, 1982; Keefe, 1984; Parsons, Griffore, &
LaMore, 1983; Warr et al., 1988) and subsequent decisions to uproot and move to new
areas (Rundle & DeBlassie, 1981). Those without such networks are more severely
affected (Akin et al., 1990; Warr et aL, 1988).
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Minority status—gender or ethnicity—also affects the severity of job loss (Warr
et aL, 1988). Such groups, frequently subject to less job security and seniority, can be
more susceptible to the negative effects of job loss (Snyder & Nowak, 1984).
Whether a worker is blue or white collar can also affect reactions to job loss
(Warr et aL, 1988). Blue collar workers have traditionally been more subject to layoff
and have, theoretically, subsequently developed the skills necessary to weather such an
event. White collar layoffs are still a new phenomena to all but automobile executives
who have coped with job insecurity since the oil crunch of the 1970s. But whether blue
or white collar, economic dependance upon a job has a major impact on how a worker
responds to its loss (Baik, Hosseini, & Priesmeyer, 1989). An element of the third myth
mentioned above, benefits packages provided by a company to its employees, frequently
does not reach maximum company contribution until the 5th year of employment Loss
of medical and dental benefits is a serious blow to many American families. Older
workers who counted on pensions to live on during their "golden years" are devastated
by such loss.
Local unemployment levels also affect the impact of job loss. The unemployed
in areas of high unemployment experience better psychological health than those in areas
of moderate or lesser unemployment (Warr et aL, 1988). Conversely, belief in the
probability or chance of finding a new job also impacts on how an unemployed worker
reacts to the job loss (Baik et aL, 1989). In Tucson, manufacturing is a dying industry.
As more manufacturers reduce their work forces or close their doors, there is a feeling
of despair among the newly unemployed. Everyone knows someone who has been
affected directly or indirectly and no one knows when they might be next.
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The unemployed worker's age also affects reactions (Rundle & DeBlassie, 1981;
Warr et al., 1988). For any worker, job loss can mean starting all over again (Madonia,
1983). To the older adult, 40 or older, it means reestablishing security in many areas:
Job, financial,

esteem, and self-worth.

To the older worker, such activities are

inappropriate at this stage in life (Mallinckrodt & Fretz, 1988). To the adult nearing
retirement and dependant upon the anticipated pension, layoff is devastating.
Older workers who spent their working lifetimes thinking of themselves as
engineers or assemblers or researchers experience more troubles when such identities
are lost After a lifetime of productivity, those facing job loss can suddenly feel useless
and obsolete. Fear of competing for jobs against younger job seekers can reduce their
confidence. For many companies, RIF policy is based on seniority or position (Lopez,
1983). Younger, less experienced workers are usually laid off first

This can add to

discouragement about the job search since other, younger workers had a head start on
the job search. Lack of current job search skills and knowledge about available career
choices and information can also hinder the older unemployed worker. For workers
faced with unemployment for the first time in their working lives, the realities and
requirements of the new, reduced job market and job search techniques can be
paralyzing.
Older workers frequently avoid risk taking. Mortgages, installment payments,
financial and emotional commitments can cripple the older job seeker and hinder creative
or extended job search.
Older workers with lifetimes of skills behind them are more reluctant to learn
new skills. For those who achieved seniority in their previous employment, starting over
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again is a nightmare: Entry level jobs and salaries for senior level skills and financial
responsibilities. These unemployed workers are frequently less interested in training to
acquire the new skills needed to survive in the new economy.
Older workers are also less willing to move to more economically advantageous
areas. To move is to lose status and a role in the community. It means leaving friends
and family. Those owning homes in economically stricken areas may see themselves as
trapped because they cannot sell their homes. Many are unwilling to uproot school age
children (Rundle & DeBlassie, 1981).
Manner of layoff impacts forcibly on how an individual reacts to layoff
(Winegardner et al., 1984).

Some companies give employees ample warning of

impending closure and/or layoff. Some local companies informed employees up to a year
in advance that their Tucson facilities would close or announced impending RIFs.
Formal notification of layoff can be handled with compassion or delivered with the
impact of a sledge hammer. Some employees were given potential layoff dates months
in advance. Some employees arrived at work one morning, were told they were laid off,
may or may not have been allowed to return to their desks to remove personal items,
relinquished their security badges, received out-processing briefings, and were then
escorted to the door.

Such demeaning practices add to the layoff anguish and

humiliation. Such practices also send strong messages to remaining employees (Sutton
et al., 1986).
Job loss due to layoff can have a particular sting. This is not termination for
cause. The laid off worker was productive, may have enjoyed the work, and felt a
commitment to the company. Now, through no fault of her/his own, this person is

unemployed (Lopez, 1983; Winegardner et al., 1984). The pain of layoff can be
exacerbated by the type or manner of layoff.
Plant closures are democratic. Each employee shares the pain: All are out of
work (Lopez, 1983). Accepting the job loss is easier when everyone is affected (Archer
& Rhodes, 1987). RIFs are different Keefe (1984) suggested "that persons laid off
individually would suffer more self blame than those laid off en masse when the
structural economic causes of unemployment are more obvious" (p. 265).
It is hard to feel good about yourself and weather such perceived attacks on selfesteem and identity when the person who worked next to you is still employed by your
former company. Why me? Why not them? It hurts to be dispensable (Winegardner
et al., 1984). It hurts even more that someone else is not, especially if that other person
is perceived by the unemployed worker as equal or lesser in value or productivity.
When only one or a few are affected by layoff, those laid off need to develop
an explanation for why they were chosen while others continue to work (Archer &
Rhodes, 1987). This is a time when claims of politics or favoritism or conflicts with
superiors are voiced to justify the job loss even though personal performance was as
good or better than those still employed.
Despite all of the above factors, how a person copes with job loss is a matter
of individual differences.

Unemployment experiences are not universal.

It is the

combination of those individual differences in concert with particular environmental
factors that influence how an unemployed worker reacts and the effects on mental/
psychological health (Warr et al., 1988).
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To be laid off is to feel out of control, to feel like a puppet, like someone else
is pulling your strings. Many unemployed initially report increases in external locus of
control, which at its extreme can lead to learned helplessness. Conversely, to lay the
blame for layoff to an external cause rather than internal (self-blame) is less likely to
damage self-esteem (Winefield, Tiggermann, & Smith, 1987). Unemployed workers
experience more dissatisfaction following job loss when there is no external cause such
as local high unemployment, poor economic conditions, or mismanagement (Archer &
Rhodes, 1987).
Dealing with the reality and emotions of job loss can have positive effects.
Sometimes it is just such a shove that forces people to reevaluate their lives, examine
goals and dreams, and decide to follow new paths. Sometimes this is the impetus needed
to reassess identity (Rundle & DeBlassie, 1981). Unfortunately, stress goes hand in hand
with life changes (Akin et al., 1990; Holmes & Rahe, 1967).
Job loss has been labeled the "living death" (Winegardner et al., 1984, pl54)
because the feelings of those experiencing it closely parallel those of the terminally ill.
Both those dying and those who lose their jobs experience the stages or processes
described by Elizabeth Kubler-Ross: Denial, anger, bargaining, depression, acceptance
(Amundson & Borgen, 1982; Archer & Rhodes, 1987; Finley & Lee, 1981; Kubler-Ross,
1969; Parsons et al., 1983; Winegardner et al., 1984).
Job loss is a loss of the self, a loss that needs and deserves to be grieved
(Krystal et al., 1983). Any loss, especially one that impacts on identity and self-esteem
as strongly as employment requires "psychological adjustment in a manner similar to that
entailed in grieving over the loss of a close social relationship" (Archer & Rhodes, 1987,
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p. 214). The relationship between unemployment and self-esteem is complex (Feather,
1982).
Unfortunately, while our society sanctions some grief expression in response to
loss of a person, there is little or no support or understanding to those grieving the loss
of a job.

As a society, we lack a proper pattern or rite for acknowledging and

processing such feelings (DeSpelder & Strickland, 1987; Jones, 1979; Krystal et al., 1983).
Grief over a lost job may sometimes be more acute than that over the loss of a loved
one due to ambivalence (Archer & Rhodes, 1987; Krystal et al., 1983) and the myriad
of meanings work represents to the individual (Jones, 1979). Factors affecting the
magnitude of that grief include:
1.

How the individual was notified of the layoff,

2.

The person's sense of security concerning that job (real or presumed),

3.

The person's commitment to work,

4.

The presence or absence of formal and informal support systems (Krystal et al,
1983), and

5.

The person's ability to cope with stress effectively (Archer & Rhodes, 1987;
Jones, 1979).
Just as those who lose loved ones must accomplish the four tasks of grieving, so

must those laid off:
1.

Accept the reality that their job is gone,

2.

Feel the pain of losing the job,

3.

Adjust to life without the job, and,

4.

Reinvest their energy in a new job (Worden, 1982).
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And, just as those who lose a loved one must make significant life changes, so also must
those laid off reevaluate and relook their identities, examine their options, and decide
where their lives are going next (Rundle & DeBlassie, 1981).
Anger was described by Horace in 20 B.C., as a "short madness" and by Virgil
in 19 B.C. as something that "carries the mind away." Thomas Fuller, in 1732, wrote that
anger was "many times more hurtful than the injury that caused it."
Anger is normal following loss; it is a normal element of the grief experience
(Amundson & Borgen, 1982; Archer & Rhodes, 1987; Bowlby, 1973,1980; Finley & Lee,
1981; Kubler-Ross, 1969; Parsons et al., 1983; Simos, 1979; Winegardner et al., 1984).
Anger toward that which is lost is also normal (Bowlby, 1980). According to Worden
(1982), anger in grief has two sources. The first results from frustration concerning the
individual's ability/inability to change or not change an outcome. The second results from
a regressive experience following a loss: That return to helplessness, panic, anxiety, and
sense of not being able to exist without that which was lost and then the anger felt in
response to all the preceding feelings. "Anger is seen as an intelligible constituent of
the urgent though fruitless effort a bereaved person is making to restore the bond that
has been severed. So long as anger continues, it seems, loss is not being accepted as
permanent and hope is still lingering on" (Bowlby, 1980, p. 91).
Bowlby described the anger reaction to loss as biological, instinctual. Anger is
a normal, immediate response to separation or loss; it is an attempt to recover what was
lost and prevent it from getting lost again (Simos, 1979). In his studies on loss, Bowlby
(1973) reported that those expressing the most anger and dysfunctional responses were
those who had experienced repeated separations and constant threats of abandonment
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(1973). Anger is experienced as a result of the pain of job loss and to the threat to selfesteem (Worden, 1982). Anger is felt against what is lost (for being lost and missed)
and against those held responsible for the loss (for causing the hurt) (Simos, 1979).
People express anger by either displacing it outward onto others, either verbally
or physically-blaming someone else, or by directing it inward~i.e., blaming themselves.
Anger directed out can be against anyone regardless of whether that person is really
responsible. It can also be directed against those not suffering, those trying to help, and
institutions and bureaucracies. Those uncomfortable with emotional expression may also
lash out at anyone available.
Grieving a job loss produces anger (Akin et al., 1990; Amundson & Borgen,
1982; Archer and Rhodes, 1987; Finley & Lee, 1981; Jones, 1979; Hurst & Shepard,
1986; Huttner, 1990; Keefe, 1984; Steele, 1991; Winegardner et al., 1984).

In an

Australian study, unemployed men directly and indirectly expressed levels of anger
significantly higher than promoted or retired men (Viney & Tych, 1984-85). In another
study, 63% of the participants reported experiencing a "great deal of anger" (Winegard
ner et al., 1984, p. 152). Anger targets following layoff can progress in stages. First,
those others in the immediate vicinity receive the brunt of the anger: Management, the
organization or company, supervisors, superiors. Later, the field expands to include local,
national, or global targets, i.e., the economy. Lastly, anger goes inward to the self, which
can result in depression (Akin et al., 1990; Borrero, 1980; Steele, 1991; Winegardner
et al., 1984).
Anger turned inward~i.e., it's all my fault, if only I. .., can lead to guilt (Akin
et al., 1990), lowered self-esteem, depression, and, in the most severe instances, suicidal

ideation or gestures (Krystal et al., 1983; Simos, 1979; Worden, 1982). As the laid off
worker shifts from external to internal locus of control explanations, the potential for
decreased self-esteem increases (Winefield et al., 1987). Those who ascribe to internal
locus of control explanations for job loss experience self-blame, guilt, and rightfully or
wrongfully, responsibility.

As Seneca stated, "It is the hidden anger that harms"

(Amundson & Borgen, 1982, p. 377).
Anger is an intense, feared emotion (Amundson & Borgen, 1982). Outward
anger expression faces many cultural, social, familial, and personal attitude or belief
inhibitions (Simos, 1979). If expressed, those expressing it can fear the risk of losing
control to the violence and destructiveness of their anger. If suppressed, it can turn
against the self. Anger expression can be visualized along a continuum from total
suppression to total loss of control. Anywhere along that continuum, anger can leak
(Steele, 1991). Just as "grief colors all aspects of a person's life" (Krystal et al., 1983,
p. 72), so can anger.
As Adler observed, it is not the event, but how we perceive an event that
determines our response to it. Anger is no different Anger is a cognitive response
"associated with personal appraisal and interpretation and induces an active coping
response" (Rosenman, 1985, p. 105).
Studies on anger report difficulties in detecting differences between anger and
fear. The body reacts with a similar general arousal: Increased heart rate, perspiration,
and breathing (Myers, 1986). Each time a person experiences anger, the body reacts
with a fight or flight response. Repeated experiences of anger subject the body to
repeated stress reactions which can eventually wear down the body's coping response to
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stress, resulting in increased vulnerability to disease, tissue damage, collapse, and death.
Those who react angrily are more prone to coronary disease (Myers, 1986), increased
blood pressure, hypertension, and other health problems (Blackburn, 1980; Dimsdale et
al., 1986; Johnson & Broman, 1987; Rosenman, 1985; Siegel, 1985).
Physiological studies reveal a "pathological relationship (Johnson & Broman,
1987, p. 105) between anger expression and high blood pressure. One study on women
who either suppressed or expressed anger revealed higher rates of diagnosed breast
cancer. Repression and denial of emotional release has proven to be a significant
discriminator for those with lung cancer. Anger and hostility levels are used as a
predictor for developing coronary disease (CHD), more severe CHD, death from CHD,
and death from all other causes. In a 1980 Framingham study, suppressed hostility was
an independent predictor of CHD and death from all causes (Johnson & Broman, 1987).
"Healthy mourning requires that anger must be expressed against the lost object
to allow the tie to be broken" (Simos, 1979, p. 109). The "ability to express anger
implies a sense of self sufficiently aroused to protest against injustice together with some
assurance against the power of one's unconsciousness destructiveness" (Simos, p. 111).
Unfortunately, just expressing anger is not resolving anger. Anger must be expressed
effectively to be resolved.
In a study of 1,277 African-American adults, those who outwardly expressed high
r

levels of anger had significantly more health problems than those with low to moderate
anger expression. Unemployed African-Americans with high levels of anger expression
experienced increased health problems regardless of age, sex, urbanicity, and smoking and
drinking problems (Johnson & Broman, 1987).

One hundred laid off aerospace

engineers and technicians were asked and encouraged to express anger regarding their
layoff employer. When questioned later if expressing their anger helped relieve and/or
decrease it, their response was no. Those who expressed anger showed more hostility
(Myers, 1986).
Anger expression can be temporarily calming if the individual feels neither tense
nor guilty as a result of its expression. Anger can trigger more anger and retaliation and
can become habit forming (Myers, 1986). Anger can breed anger in others feeling an
individual's anger directed toward them (Worden, 1982). Emotions influence recall of
past similar emotions, a phenomena called "mood incongruity." When experiencing
anger, an associative network of concepts, images, and sensorimotor experiences
associated with that emotion is recalled and relived. Thus, when a person experiences
anger over a particular event, all other similar angers ever felt by that person are
remembered and feed the present experience of anger, especially if those past angers
were unresolved (Kanfer & Schefft, 1988).
Anger unrecognized cannot be dealt with and resolved.

Anger expressed

ineffectively also cannot reach resolution. Strong emotions such as anger leak into all
aspect of a person's life. For those laid off, this can frequently sabotage the quest for
a new job. One example is of a woman who had unresolved anger toward the supervisor
who laid her off. She knew she was supposed to say positive things about her previous
supervisor and employer during job interviews and she had her speech well prepared.
Unfortunately she delivered her speech while shaking her head. She failed three job
interviews until her body language was identified and she was able to work on and
resolve her feelings. Another example is of an individual who thought he had dealt with

28
his anger by initiating legal action against his employer. During employability skills
training he found he was unable to complete a sample job application from his employer
without repeated mistakes and strong, clear feelings of anger. Until that exercise, he
thought he had resolved all his feelings.
Purpose of the Study
The purpose of this study was to identify levels of anger in adult workers
unemployed due to layoff. The purpose was also to determine if there were differences
in anger levels due to manner of or reason for layoff (closure or RIF) and differences
in levels of anger due to amount of time worked for the layoff company.
Research Hypotheses
The following research hypotheses were tested in this study:
1.

There will be a difference in the levels of anger of adult workers unemployed
due to layoff between those laid off due to company/plant closure and those laid
off due to RIFs.

2.

Adult unemployed workers laid off as a result of RIF will have higher levels of
anger than those laid off as a result of company/plant closure.

3.

There will be a difference in the levels of anger of adult workers unemployed
due to layoff between those who worked for the layoff company less than 5
years and those who worked for the company more than 5 years.

4.

Adult workers unemployed due to layoff who worked for the layoff company
more than 5 years will have higher levels of anger than those who worked for
the company less than 5 years.
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Definitions

Because of their use throughout the study, clarification is provided of the
following terms:
Adult: Anyone 21 years of age or older.
Anger: An emotional state consisting of feelings that vary in intensity, from mild
irritation or annoyance to fury and rage (Johnson & Broman, 1987; Spielberger
et al., 1985; Williams, Barefoot, & Shekelle, 1985).
Grief: An emotional response to loss (DeSpelder & Strickland, 1987).
JJirA (Joh Training Partnership Actl: A federal job search assistance program for
workers unemployed due to layoff
RRC (Regional Re-Emplovment Center): A Pima County, Arizona, agency responsible
for administration of the JTPA program in southern Arizona.
RIF (reduction in forced: A systematic and selective layoff of part of a company's work
force.
Unemployed Worker

An individual who thinks of herself or himself as a worker,

despite the fact of layoff.
Assumptions
The validity of this study rests partly upon the following assumptions:
1.

The adult unemployed workers who participated in this study were competent,
i.e., were able to answer the questions.

2.

The participants understood the inventory and the two demographic questions.

3.

The participants were able to understand the 4-part Likert scale.
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4.

The participants provided honest responses to the inventory and the two
questions.

5.

The STAXI was a reliable and valid measure of anger feelings and expression.

6.

This sample was representative of adult workers unemployed due to layoff.
Limitations
This study inherently possessed some standard limitations. Specific limitations

include:
1.

Participants may not have been conscious of possessing the affect under study.

2.

Participants may have answered the inventory in a socially acceptable way in
order to look good.

3.

Participants may have responded in a way they believed the inventory and
principal investigator expected them to respond, thereby resulting in compliance
bias.

4.

Due to the 4-point Likert scale, participants could not elaborate their responses.

5.

Time factor since layoff or receipt of layoff notification was not controlled.

6.

Personal satisfaction concerning job from which person was laid off was not
controlled.

7.

Participants' previous responses to loss and/or layoff was not controlled.

8.

Status of participants' support systems at time of layoffTlayoff notification and at
time of response to inventory was not controlled.

9.

Since the inventory measures anger at the moment (state anger), changes in
levels of participants' anger were neither detected nor measured.

31
10.

Study results are not generalizable to all adults unemployed due to layoff since
participants were volunteers and were not randomly selected.

11. Study results are not generalizable to all adults unemployed due to layoff since
participants were only those electing to use federal job search assistance by
participating in the Job Training Partnership Act program administered through
the Regional Re-Employment Center of Pima County, Arizona.
12. Study results are not generalizable to all adults unemployed due to layoff since
the sample was limited to a specific population in the southwestern United
States.
13. Study results are not generalizable to all adults unemployed due to layoff since
the sample was limited to a population experiencing a specific economic reality
due to a limited local job market.
14. Study results are not generalizable to all adults unemployed due to layoff since
participants responding to the inventory may have been angry about something
other than layoff at the time they completed the inventory.
Summary

People grieve losses. Job loss is grieved. Anger over loss is a normal element
of grief. Anger over job loss is also normal but is frequently unsanctioned by society.
Such anger is compounded by the manner in which the loss is perceived and/or received
as something that happened to eveiyone or as a result of selective downsizing. Another
compounding factor is length of time the individual worked for and invested in a
company/employer. Acknowledged anger can be dealt with and resolved. Unacknowl
edged and, thus, unresolved anger "leaks" into all other aspects of a person's life, to
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include the job search process. Increased knowledge about anger in adult workers
unemployed due to layoff can enhance the opportunities for education of the general
public, adult unemployed workers, and career counselors regarding the beneficial effects
of acknowledged and resolved anger. This can subsequently lead to the development of
improved diagnostic tools and therapeutic grief and anger interventions to support the
needs of this population.
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CHAPTER 2
METHODOLOGY
Purpose of the Study
The purpose of this study was to measure levels of anger in adult workers
unemployed as a result of layoff and to correlate levels of anger with cause of layoff and
length of time with company. This chapter discusses the methodology used in the
current study.

It includes descriptions of the population sample,' data collection

procedures, and study design.

Reliability and validity of the study instrument and

methods of data analysis are also reviewed.
Population
The population of this study consisted of a total of 52 adults over the age of 21
who were unemployed workers as a result of layoff or pending layoff due to either a
plant or company closure or to a RIF. Participants were located through their partic
ipation in the Job Training Partnership Act (JTPA) program, a federal job search
assistance program administered in Pima County, Arizona, through the Regional ReEmployment Center (RRC), a Pima County agency. Permission to collect data for this
study was obtained and is located at Appendix B.
Instrumentation
The instrument used in this study was the State-Trait Anger Expression
Inventory (STAXI) by Spielberger (1988). It is a combination of the State-Trait Anger
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Scale and the Anger Expression Inventory. It includes a total of 44 items to which
participants responded on a 4-point Likert scale. Ten items assessed state-anger, anger
experienced by the participant at the time the data were collected. Ten items assessed
trait-anger, anger as a personality trait. Twenty-four items assessed anger expression,
frequency of anger expression. Only the state-anger and trait-anger scores were of
interest for this study. Demographic data collected as part of the STAXI of interest to
this study included gender and age. Two additional demographic questions were asked
to assess manner of layoff and length of time employed by the company that laid off the
participant (STAXI+2).
Normative Sample
Original adult normative data for the STAXI were based on the responses of
more than 4,000 subjects: Managerial, technical, clerical, sales, factory workers (360
males, 328 females); stress management program participants (202 males, 93 females);
health care managers (16 males, 131 females); senior military officers and civilian
personnel at the National Defense University (1,890 males, 104 females). Ages ranged
from 18 to 67 with a mean age of approximately 40. Separate norms were available for
males and females. Also included in the original normative data are measures of trait
anger (T-anger) from a small sample of postal employees (33 males, 23 females) (Spielberger, 1988)

Reliability
Reliability data suggested that the STAXI was appropriate for research use.
Internal consistency or homogeneity of the scales was indicated by the uniformly large
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value of coefficients alpha:

.90 and .91 for state-anger for males and females,

respectively, and .82 for trait-anger for both males and females (Spielberger, 1988).
Differences across ages were also explored. Coefficients alpha for males 18-30,
31-40, and 41 and older were .92, .89, and .85, respectively. Coefficients alpha for
females for the same age groups were .91, .90, and .64, respectively (Spielberger, 1988).
During construction of the state-anger and trait-anger portions of the STAXI,
the authors attempted to identify anger factors through analysis of the Buss-Durkee
Hostility Inventory, a instrument "widely regarded as the most carefully constructed and
best validated instrument for measuring anger and hostility" (Spielberger et al., 1983, p.
169). Failure to identify any anger factors with either simple structure or psychological
meaning resulted in the authors developing their own scales, consistent with their
definitions of state and trait anger.
The preliminary trait-anger scale consisted of 22 items written consistent with
the authors' working definitions of anger as a personality trait Alpha coefficients and
item-remainder correlations were computed and each trait-anger item was correlated
against measures of trait-anxiety and trait-curiosity for both sexes separately. Fifteen
items with the highest item-remainder correlations and with relatively low anxiety and
curiosity correlations were selected.
The preliminary state-anger scale consisted of 20 items culled from dictionaries
and Roget's International Thesaurus to locate synonyms and idioms for anger consistent
with the authors' working definitions of anger as an emotional state. Again, alpha coef
ficients and item-remainder correlations were computed separately for females and males
against state-anxiety and state-curiosity. Fifteen items with the highest item-remainder
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correlations and lowest correlations with anxiety and curiosity were selected (Spielberger
et al., 1983).
To further differentiate between anger and anxiety, psychometric characteristics
of each state-anger and trait-anger item were again analyzed. Two items with the lowest
item-remainder correlations and 3 items with the highest correlations with state-anxiety
and were eliminated resulting in the 10-item state-anger scale. Similar operations were
performed on the trait-anger scale items. Correlations of scores between the 10-item
and 15-item state-anger and trait-anger scales were uniformly high, from .95 to .9. The
authors believed that such high correlations suggested that the "scores from the 10-item
scales provided essentially the same information as (did) scores" (Spielberger et al., 1983)
on the 15-item scale.
The 10-item state-anger and trait-anger scales were then given to 1252 working
adults ages 18 to 63. Item remainders for state-anger and trait-anger were high for both
males and females.
Validity
Concurrent, convergent, and discriminate validity were obtained by correlations
between scores on the state-trait anger scale, the Buss-Durkee Hostility Inventory, the
State-Trait Personality Inventory, the Eyesench Questionnaire's three hostility measures,
and two MMPI hostility scales: Hostility and overt hostility. Since these instruments
assess personality traits, only scores on the trait-anger and other measures were analyzed.
Trait-anger correlated highest with the Buss-Durkee Hostility Inventory and the
MMPI hostility scale, supplying evidence of the trait-anger, Buss-Durkee, and the MMPI
hostility scales' measurement of hostility. Low correlations between trait-anger scores

37
and state and trait anxiety and curiosity scores supported the discriminate validity of the
trait-anger scale (Spielberger et al, 1983).
Design of the Study
The research design of this study was a cross-sectional, correlational, betweensubjects design in which all comparisons between levels of anger are based on compari
sons between different groups. In this study, manner of layoff (closure vs RTF) and
length of time worked for the company (less than 5 years vs. more than 5 years) were
the two independent variables, while levels of state-anger (anger as an expression of their
feelings at the time data was collected) was the dependent variable. Sfate-anger scores
were correlated with manner of layoff and length of time with the layoff company.
Additional factors of interest were the trait-anger scores (anger as a personality
characteristic or disposition or proneness to experience anger) (Spielberger et al., 1985),
gender, and age of participants.
Procedures of Data Collection
Permission was obtained from the Director of the RRC to recruit appropriate
volunteers from participants in the JTPA program. Volunteers were recruited during the
J TPA application process or during employability skills classes, either at RRC or at the
company or plant site.
It was explained both orally and in writing (Appendix C) that:
1.

This study was concerned with the experience and expression of anger felt as a
result of layoff,
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2.

All information on the inventory and two-item questionnaire would be confiden
tial and anonymous,

3.

Lack of participation in this study would not jeopardize participants' acceptance
in to the JTPA program,

4.

Participants could withdraw from the study at any time,

5.

Completion of the inventory and questionnaire was assumed to constitute
consent to use the results in the study, and

6.

Should participants desire so, a free follow-up counseling session was available
to them.
The STAXE and two demographic questions (Appendix D) were administered

to the study participants by the researcher.
Method of Data Analysis
The following statistical procedures were used to address the research hypotheses
of this study. The two subscales of anger (state and trait) were identified and compared
between each of the layoff groups: Manner of layoff and length of time with the layoff
company. Differences in anger scores between groups were analyzed using one-way
independent group analyses of variance (ANOVA). A significance level of £ < 0.05 was
adopted for all tests. Correlations between anger and manner of layoff and anger and
length of time with layoff company were calculated using the Pearson product-moment
correlation.
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Summary
Utilizing participants' responses to the STAXI+2, this study measured levels of
anger in 52 adult unemployed workers. Test results were analyzed using ANOVA to
determine differences in anger levels due to manner of layoff and differences in anger
levels due to length of time with the company prior to layoff.
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CHAPTER 3

RESULTS
The purpose of this study was to measure and compare differences in levels of
anger in adult laid off workers as a function of the manner or reason for layoff (RIF or
company/plant closure). It also measured and compared differences in levels of their
anger as a function of the length of time the individual worked for the company (less
than or more than 5 years ) prior to layoff. This chapter presents the findings that
emerged from the methods and procedures described in Chapter 2. A summary of all
results is presented at the conclusion of this chapter.
Demographic Characteristics of the Participants
The population for the study consisted of 52 adult workers unemployed due to
layoff. Of the 55 State-Trait Anger Expression Inventories (STAXI) completed and
returned, 3 were determined to be inappropriate for inclusion in data analyses due to
the following reasons: Failure to complete the trait-anger portion of the STAXI and
failure to complete any demographic data on the STAXI. The demographic information
obtained from the 52 adult unemployed workers participating in this study is presented
in Table 1. Information regarding age, gender, manner or reason for layoff, and length
of time worked for the layoff company was obtained from all participants.
participant chose not to provide her age.

One
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Table 1. Demographic characteristics of participants
Manner of Layoff
Characteristics

Length of Time

RIF
(n = 17)

Closure
(n = 35)

<5
(n = 8)

>5
(n = 44)

30-60
31-43
30-60

25-50
25-52
28-59

28-42
28-42
28-37

25-60
25-60
30-60

17.6
82.3

62.8
37.1

37.5
62.5

52.2
47.7

5.8
47.0
29.4
17.6
0.0

14.2
42.8
31.4
8.5
2.8

12.5
75.0
12.1
0.0
0.0

11.3
38.0
34.0
13.6
2.2

70.5
29.5
0.0

65.7
31.4
2.8

100.0
0.0
0.0

61.4
36.3
2.2

Age Range
overall
females
males
Gender*
females
males
Ages*
21-30
31-40
41-50
51-60
unmarked
or
under 45
45 and over
unmarked
Manner of Layoff
3
5

RIF
Closure
Length of Time
<5
> 5

3
14

5
30

* Numbers represent percentage of individuals within each category

14
30
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For purposes of this study, participants were grouped either by manner of layoff
(RIF: n = 17; closure: n = 35) or by length of time worked for the layoff company
(less than 5 years: n = 8; more than 5 years: n = 44). Participants were also grouped
into two age groups: Less than 45 years old (68.6%) and 45 years or older (31.3%).
Age was left unmarked by 1.9% of all participants. Females comprised 48% and males
52% of the total sample.
Procedures of Data Collection
Participants were contacted during application sessions for the Job Training
Partnership Act (JTPA) program administered through the Regional Re-Employment
Center (RRC) or during employability skills classes taught by the RRC. The study was
explained to the participants verbally by the researcher and in writing (Appendix C).
Confidentiality was assured since

participants' names were not requested on the

questionnaire. The option of follow-up counseling was available to any participant but
none chose to exercise this option.
Instrumentation
The STAXI included 44 items divided into the following subscales: State-anger
(10), trait-anger (10), and anger expression (24). For purposes of this study, the anger
expression subscale was not utilized. In addition, two demographic questions concerning
manner or reason for layoff and length of time with layoff company were included.
State-anger, anger in reaction to a situation or event, was the target data for collection,
measurement, and comparison. Trait-anger, anger as a personality characteristic, was also
collected, measured, and compared; but, due to the type of anger it represents, it was
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not analyzed as an element affected by the event of layoff. Its presence can effect stateanger scores: The angry personality will react angrily to more situations with higher
levels of anger.
Analyses of Research Hypotheses
The results of each research hypothesis tested in this study follow:
Hypothesis 1
There will be a difference in the levels of anger of adult workers unemployed due
to layoff between those laid off due to company/plant closure and those laid off
due to RTFs.
Differences in anger scores (subscales: state-anger and trait-anger) between
layoff groups were analyzed using ANOVA. Figure 1 presents the mean scores and the
standard errors of measurement (S.E.M.s) for each group. Since no significant F values
were obtained at the .05 level, no further differences were calculated. No significant
differences were found in either group's subscales.
Trait-anger scores for :
all participants ranged from 10 to 34, with a mean of 18.80.;
RIF participants ranged from 12 to 34, with a mean of 19.35; and
closure participants ranged from 10 to 32, with a mean of 18.54.
Per the STAXI's scales, any trait-anger score of 21 or more for males and 22 or more
for females is considered high. The overall trait-anger levels for both groups were
moderate: Only 28.8% of all participants, 41% of RIF participants, and 22.8% of the
closure participants were considered to have angiy or anger-prone personalities.
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State-anger scores for:
all participants ranged from 10 to 34 out of a possible 40, with a mean of 15.53:
RIF participants ranged from 10 to 34, with a mean of 16.64; and
closure participants ranged from 10 to 31 with a mean of 15.02.
Per the STAXI's scales, anyone with a state-anger score of 11 or over for a male and
14 or over for a female is considered to possess anger to a "degree that might interfere
with optimal functioning" (Spielberger, 1988, p. 4). These were angry people, the overall
state-anger scores were high: 65.3% of all participants, 64.7% of RIF participants, and
65.7% of closure participants had state-anger levels in this category. Thus the hypothesis
that there are differences in levels of anger due to manner or reason for layoff was not
supported by the data.
Hypothesis 2
Adult unemployed workers laid off as a result of RTF will have higher levels of
anger than those laid off as a result of a company/plant closure.
As detailed above in Hypothesis 1, the data did not support this hypothesis.
Differences in state-anger scores between RIF and closure participants were analyzed
using ANOVA and found to be not significant The mean state-anger score for RIF
participants was 16.64 and 15.02 for closure participants.

ANOVA indicated no

significant effect of manner of layoff on state-anger scores, F(l,50) = 0.88, j) = 0.35.
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Hypothesis 3
There will be differences in the levels of anger of adult workers unemployed due
to layoff between those who worked for the layoff company less than 5 years and
those who worked for the layoff company more than 5 years.
Differences in anger scores (subscales: state-anger and trait-anger) between
groups were analyzed using ANOVA. Figure 2 presents the mean scores and S.E.M. S
for each group. Since no significant F values were obtained at the .05 level, no further
differences were calculated. No significant differences in either group's anger scores
were identified.
Trait-anger scores for:
all participants ranged from 10 to 34, with a mean of 18.80;
less than 5 years participants ranged from 10 to 26, with a mean of 17.37; and
more than 5 years participants ranged from 11 to 34, with a mean of 19.06.
As stated above, the STAXI's scales indicate that any trait-anger score of 21 or more for
males and 22 or more for females is considered high. Trait-anger levels for both groups
were low: only 28.8 % of all participants, 25% of the less than 5 years participants, and
29.5% of the more than 5 years participants were considered to have angry or angerprone personalities.
State-anger scores for:
all participants ranged from 10 to 34 out of a possible 40, with a mean of 15.55;
less than 5 years participants ranged from 10 to 23 with a mean of 13.37; and
greater than 5 years participants ranged from 10 to 34, with a mean of 15.95.
As stated above, per the STAXI's scales, any state-anger score over 11 for males and 14
for females represents anger capable of interfering with a person's "optimal functioning"
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Figure 2. Mean scores for State-Anger as a function of length of time worked
for the layoff company and mean scores for Trait-Anger
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(Spielberger, 1988, p. 4). Group state-anger levels ranged from low to high: 65.3% of
all participants, 25% of less than 5 year participants, and 72.2% of greater than 5 year
participants were very angry about the layoff. Upon further examination of these scores,
what appears to be significantly lower state-anger scores in the less than 5 years group
is offset by the small sample size in that group (n = 5) and that all scores in both
groups normalize at the 50th percentile or higher. Thus the hypothesis that there are
differences in levels of anger due to time worked for the layoff company was not
supported by the data.
Hypothesis 4
Adult workers unemployed due to layoff who worked for the layoff company more
than 5 years will have higher levels of anger than those who worked for the
company less than 5 years.
As detailed above in Hypothesis 3, the data did not support this hypothesis.
Differences in state-anger scores between less than and more than 5 years worked for
the layoff company participants were analyzed using ANOVA and found to be not
significant. The mean state-anger score for less than 5 years participants was 13.37 and
17.37 for more than 5 years participant ANOVA indicated no significant effect of
length of time with company for state-anger scores, F(l,50) = 1.33,

jj

= 0.25.

Additional Analyses
A correlation between state-anger and trait-anger scores was calculated using the
Pearson product-moment correlation. A significant positive correlation between stateanger and trait-anger scores (.45), £ < .01) was found. This served to validate
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Spielberger's work (1988) that those who have angry or anger-prone personalities will
also react to situations with more anger.
Analyses of gender and age were conducted to attempt to identify any significant
differences. Again, no significant differences were identified.
A two-by-two factorial analysis of the combined effect of manner or reason for
layoff and length of time worked for the layoff company was not conducted due to
unbalanced sample sizes of adult workers unemployed due to closure (35) and RIF (17),
a 2:1 ratio, and the unbalanced sample sizes of those who had worked for the layoff
company for less than 5 years (8) and those who had worked for the layoff company for
more than 5 years (44), a 1:5 ratio. Of note, the angriest person in the entire study was
a 60-year-old male who was RIFd by the company for which he had worked more than
5 years.
Summary
This study measured and compared differences in levels of anger in adult
workers unemployed as a result of layoff. It compared levels of anger between adults
unemployed as a result of plant/company closure and adults unemployed as a result of
RIF. It also compared levels of anger between adults who worked for the layoff
company for less than 5 years and those who worked for the layoff company more than
5 years.

None of the four hypotheses were confirmed; there were no significant

differences in anger levels.
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CHAPTER 4
DISCUSSION, IMPLICATIONS, AND RECOMMENDATIONS
This chapter summarizes the study, discusses the conclusions, outlines
implications and offers recommendations for future study. The purpose of this study was
to measure and compare differences in the levels of anger in adult workers unemployed
due to layoff. It also compared differences in levels of anger between workers laid off
due to company/plant closure and those laid off due to RIF. Lastly, it compared
differences in levels of anger between laid off adult workers who had worked less than
and more than 5 years for the company that laid them off. Since unresolved emotions,
anger in particular, leaks, it can contaminate and sabotage the job search process.
Identification and resolution of such anger is an important task of counseling such
workers.
The population of this study consisted of 52 female and male adults workers
unemployed due to layoff. The adults were recruited through their participation in the
federal Job Training Partnership Act (JTPA) program, administered through the
Regional Re-Employment Center (RRC), a Pima County, Arizona, agency. All data was
collected during the JTPA application process or during employability skills training
taught by RRC.
The State-Trait Anger Expression Inventory (STAXI) (1988) was the instrument
used in this study to measure levels of anger. It consisted of the State-anger and
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Trait-anger subscales from the STAXI. Additionaly, two demographic questions were
asked of the participants.
Each subscale was scored separately. Differences in state-anger and trait-anger
scores between groups (manner of layoff and length of time with company), gender, and
age were analyzed using ANOVA. State-anger, anger in reaction to an event, was the
target data. Trait-anger, anger as a personality characteristic, was collected for its
interest value. A correlational coefficient for state-anger and trait-anger was computed
using the Pearson product-moment correlation.
This study invstigated four research questions in the field of anger:
1.

Will manner or reason for layoff (RIF or closure) affect the intensity or levels
of anger in adult unemployed workers?

2.

Will adult workers unemployed due to RIF have higher levels of anger than
those unemployed due to closure?

3.

Will length of time worked for the layoff company (less than or more than 5
years) affect the intensity or levels of anger in adult unemployed workers?

4.

Will adult workers unemployed due to layoff who worked for the layoff company
more than 5 years have higher levels of anger than those who worked less than
5 years?
Data appropriate to the study were collected, analyzed, and reported.

A

discussion of results, implications, recommendations for further research, and a summary
are presented below.

.
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Discussion
Anger and Manner/Reason for Layoff
The rationale for identifying differences in levels of anger in adult workers
unemployed as a result of layoff comes from the recognition that job loss, like any loss,
is grieved and an element or aspect of the grief process is anger. Anger about the
layoff, if not acknowledged and dealt with, spills over, leaks into, or negatively impacts
on the subsequent job search.
The data failed to show significant differences in levels of anger whether the
adult unemployed worker had been laid off as the result of a RTF or a company/plant
closure. Study participants were angry: Manner of layoff was irrelevant.
A number of factors could have caused the lack of significant differences.
"Ceiling effect" could account for the lack. Participants were so angry (64% were
considered to be at a level capable of interfering with optimal functioning) that
differences were undetectable.
The scale itself, designed to measure along an anger continuum from no or little
anger or much or a lot of anger on a 4-point Likert scale may have lacked the ability
to further define and detect differences in levels of anger. Additionally, anger is a
feared emotion.

American/English vocabulary may lack the ability to make fine

discriminations in anger because most people prefer not to dwell on or examine it.
Since the state-anger scale was developed from a common American/English lexicon of
anger terms, it may have been incapable from its inception to detect anything more than
crude differences.
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While RTF is a more serious blow to self-esteem, it is not without hope. The
company still exists and it might rehire those laid off into new positions. Most of the
RIF participants were from a company notorious for rehiring laid off workers. Closure
is a situation without hope: There is no company to go back to, it has truly died. As
described by Bowlby (1973, 1980), one function of anger is to prevent the item that was
lost from getting lost again. Most of the closure participants were from a company that
was selling off its Tucson properties: It was gone for good.
Results might have been time-sensitive. Both groups may have been peaking at
their anger levels. Waiting longer after layoff to measure anger may have revealed
significant differences between the two groups.
Written and verbal instructions to participants only asked for responses in
relation to the layoff without going into further details. Layoff dates for the closure
participants changed several times, some advanced and some delayed. A more detailed
exploration of specific causes of anger may have revealed significant factors.
Exposure to the Department of Economic Security Unemployment Insurance
process might have skewed the scores. The majority of RIF participants were pending
layoff (notified, but not yet unemployed). The majority of closure participants were
already laid off. High scores for the closure group might have been a function of
dealing with over-worked, seemingly insensitive government employees of a system not
noted for either its compassion or humanity.
Prior to a cut in training funds, JTPA was presented to potential program
participants as an opportunity to follow the dream. Though not an entitlement program,
participants might have come to expect training as an automatic right. One group of
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closure participants had been told the day prior to completing the inventory that training
funds were limited and may have been angry about that potential loss, that threat to
their dream.
Closure participants were notified at least 1 year ahead of their layoff dates,
which would logically suggest that they had time to resolve their anger. But human
beings procrastinate the unpleasant or feared. The reality of the layoff may have finally
sunk in, to include stresses and potential stresses involved with a reportedly hostile and
degrading unemployment insurance system, various personal meanings for loss of work,
and fear about the job search.
Participants may have been trying to please the researcher. The JTPA program,
as administered by the RRC, is a very positive, highly motivating program. Gratitude for
such assistance and sympathy for the researcher, who participants knew was trying to
complete a master's thesis, may have resulted in distorted scores. Participants were
generally very cheerful about data collection. They would laugh when they were told the
purpose of the study. They may have been very willing to provide anger responses in
an environment that requested and approved of anger.
Awareness of the purpose of the study may also have impacted on scores. Use
of deceit to hide the study's purpose may produce results as hypothesized~i.e.,
participants are told the study is supposed to assess attitudes of program participants
with state and trait anger inventory buried among a variety of items. Conversely, more
specificity regarding the inventory might have produced significant differences.
Emphasizing on the inventory form itself that participants were to respond according to
"how I feel right now about the layoff instead of the inventory's preprinted instruction

55
to respond according to "how I feel right now" might help discriminate between the two
groups.
As stated above, the RRC's JTPA program is a very positive experience. People
are motivated. Regional Re-Employment Center employees see themselves as the "good
guys" and take pride in the center's friendly, happy, family atmosphere. This atmosphere
could have had a calming or leveling effect on the study participants' anger scores. They
may not yet have begun the job search with its resulting rejections and depression.
Participant's may not have yet have had the opportunity to dwell and personalize their
unemployment—i.e., why me, why not . . .
The sample may not be indicative of people experiencing layoff. Results may
reflect the specific Tucson job market.

Panic concerning the potential for finding

comparable employment may have leveled scores.
Most RIF participants were from one company. All but two of them had some
college, many were engineers. While it is dangerous to assume they were smarter than
the closure participants, they were very intelligent as a group. The 4-point Likert scale
is easy to decipher. Anger at the researcher for taking up their time with the inventory
(even though it was clearly stated verbally and in writing that participation was voluntary)
may have influenced their scores. Or, some might have looked at it as a game, i.e., beat
the researcher, and answered accordingly. One participant's scores in particular, when
normalized, were off the scales. The STAXI was originally developed to provide a
means of identifying potential heart disease victims. Per its scales, this participant was
ripe for a heart attack. While anonymity was guaranteed by not asking for participants'
names, due to the demographic information requested on the STAXI, the researcher was
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able to identify this client and alert his counselor to the risks reflected by his scores.
The client who talked to the counselor was the opposite of the person indicated by the
STAX3 scores. The counselor, experienced in working with anger issues in layoff clients,
was unable to detect any such feelings nor elicit any such information from him. As a
result, his scores and, possibly, others' scores were suspect
The sample may have been too small. Greater numbers may have demonstrated
the expected results.
The researcher's hypotheses may have been incorrect.

Layoff may be so

devastating to anyone in general or to Tucson residents in particular, that the why of it
is irrelevant: What matters is that the job is lost
Lastly, differences in anger levels due to manner of layoff may indeed exist.
Means of accessing and assessing such differences may not exist at this time or the
instrument used was inappropriate for the level of discrimination needed to support the
hypotheses.
Anger and Length of Time Worked
for the Layoff Company
The rationale for identifying differences in levels of anger in laid off adult
workers as a function of the length of time employed by the company prior to layoff
comes from a common practice of companies not to fully invest in benefits packages and
pensions for an individual until after the employee has worked for a company for 5
years. The longer a person has worked for a company, the more that person has to lose
in commitment, loyalty, medical benefits, and time and funds invested toward building
retirement or pension income.
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Again, the data failed to demonstrate such a relationship. These subjects were
angry: Length of time with the layoff company was irrelevant. The same factors that
may have influenced the relationship between levels of anger and manner of layoff may
also have affected this relationship.
The 5-year cutoff may have been too low. Using 10, 15, or 20 years might
reveal significant differences. While age had no effect on anger scores, examination of
a combination of age and time with the layoff company might reveal significant
differences.
Implications

The results of this study have important implications for counselors working with
adult workers unemployed due to layoff. Findings suggest that levels of anger of laid off
workers are generally so high that counselors need to be (1) prepared for its presence,
(2) alert for its signs, and (3) ready to address anger issues. This is an angry population
in need of help.
Rftr-ommenriations for Future Research
Future research identifying and comparing differences in levels of anger in laid
off adult workers can improve upon this present study and help discriminate factors
influencing anger levels. Recommendations are presented below:
1.

Control for issues causing anger at the moment: Modify the instrument to focus
participants on anger specifically over the layoff.

2.

Control for sample size: Replicate the study with a larger population.
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3.

Control for local job market/economic conditions: Replicate the study in an area
with a better potential for re-employment

4.

Control for ceiling effect and time-sensitivity: Replicate the project as a longi
tudinal vice cross-sectional study.
a. Collect data at the moment of layoff notification.
b. Resurvey at intervals: 3 months, 6 months, and 1 year following layoff
notification.

5.

Control for instrument limitations:
a. Refine the language of the assessment instrument to develop finer dis
criminators between levels of anger.
b. Combine the instrument with a personal interview to clarify levels of anger.
c. Use a 7-point Likert scale to enable participants to make finer discrimina
tions in their anger levels.

6.

Control for randomness: Replicate the study to include non-JTPA participants.

7.

Control for participants providing compliant or noncompliant responses: Hide
the purpose of the study.
Summary
Results of the present study failed to support the hypotheses that there are

differences in levels of anger between:
1.

Adult workers unemployed due to RIF and those laid off due to a company/
plant closure and

2.

Adults who worked less than 5 years and those who worked more than 5 years
for the company that laid them off,
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3.

And that adults who are laid off due to RIF have higher levels of anger than
those laid off due to a closure, and

4.

Adults who have worked for the layoff company more than 5 years have higher
levels of anger than those who worked less than 5 years for the layoff company.
RIF of closure, less than or more than 5 years with a company, female or male,
young or old: There were no significant differences in levels of anger.
The only positive correlation was confirmation of the STAXTs construct. Those

with angry personalities (trait-anger) tend to react more angrily to specific situations
(state-anger).
This study's findings suggest that the fact of layoff is in itself such a blow to the
individual that specifics regarding manner or reason for layoff (RIF or closure) or length
of time worked for the layoff company (less than or more than 5 years) have little
impact on the individual's level of anger over being laid off. What matters is the fact,
the reality of layoff. Details are irrelevant
These results have implications for counselors working with layoff populations.
As a group, these are very angry people. Identification and resolution of their anger is
a critical issue that needs to be addressed with all such clients. Further research is
needed to better understand the factors that influence their anger and to what degree.

APPENDIX A
TUCSON/SOUTHERN ARIZONA LAYOFFS:
1991 & BEYOND

1991 TUCSON/SOUTHERN ARIZONA
National Semiconductor
Tucson Solid Carbide
Inland Motors
Samsonite
Allied Signal
Hughes
Foster Grant
Coleman
United Technologies
General Instruments
Ansell
Pima Savings
Hybridine
Valley National
1st Interstate
General Electric
Pima County
AT&T
University of Arizona
Tetra Corp
7-Up
Photometries
West Cap
Interchecks
Thrifty
Chamber1in
Tech Link
Carton Systems
EIS
Hamilton Test
Burr Brown

closed
closed
closed
RIF
RIF
RIF
closed
RIF
RIF
RIF
closed
closed
RIF
RIF
RIF
RIF
RIF
RIF
RIF
RIF
closed
RIF
closed
RIF
closed
closed
RIF
closed
closed
closed
RIF

300
90
100+
19
95
450
100
130
22
60
130
100+
11
300
50
15
100
15
120+
2
11
10
40
20
60
75
12
15
50
60
250+

1992 and beyond
Hughes
Bank of America/Security Pacific
U.S. military
U.S. defense contractors
Pima County
Citibank

*national total

RIF
RIF
RIF
RIF/closed
RIF
RIF

1600
100
500,000*
250,000*
5000
?
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THE UNIVERSITY OF
Human Subject Committee

ARIZONA
w"

*

HEALTH SCIENCES CENTER

1690 Nl. Warren (Bldg. 526B)
Tucson. Arizona 85724
(602) 626-6721 or 626-7575

October 1, 1991
Murney K. Brown
Family & Community Resources: Counseling and Guidance
Education Building, 218
Main Campus
RE: A STUDY OF ANGER AMONG UNEMPLOYED WORKERS
Dear Ms. Brown:
We received documents concerning your above cited project.
Regulations published by the U.S. Department of Health and Human
Services [45 CFR Part 46.101(b)(3)] exempt this type of research
from review by our Committee.
Please be advised that approval for this project and the
requirement of a subject's consent form is to be determined by your
department.
Thank you for informing us of your work. If you have any questions
concerning the above, please contact this office.
Sincerely yours,
William F. Denny, M.D.
Chairman,
Human Subjects Committee
WFD:sj
cc: Departmental/College Review Committee

APPENDIX C
STUDY PARTICIPANT LETTER
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1 September 91

Dear Study Participant:
My
name is Murney Brown and I am completing a degree in Counseling !<
Guidance at the University of Arizona.

Because I have a particular interest in the experiences of people making
career changes or transitions due to lay off, I have been workinq as a
career counselor at Regional Reemployment Center as part of my specialised
training.
As you may already know, many feelings and thoughts come up after
receiving a lay off notice. Anger is one of the emotions that those laid
off may experience.
I want to study and learn more about the anger experienced by adults who
have been laid off. The enclosed questionnaire deals with the experience
and expression of anger.
Your participation in this study is TOTALLY VOLUNTARY. Participation or
lack of participation in this study will in NO WAY AFFECT YOUR ELIGIBILITY
for JTPA. If you choose to participate and then you change your mind, you
may withdraw at any time.
Your consideration in agreeing to complete this questionnaire and your
cooperation in responding to each of these questions will be deeply
appreciated, as this will provide added understanding of the experience of
anger following lay off.
Sincerely,

MURNEY BROWN

BETTY NEWLON, PROFESSOR

APPENDIX D
DEMOGRAPHIC QUESTIONS

This inventory is concerned with the experience and expression of anger.
One benefit of responding to this inventory may be that you become aware of
any feelings of anger you nay have as a result of your layoff. Should this
happen, you have the option of a follow-up session with the researcher. All
information gathered in this project will remain confidential, with your
cccrpletion of this inventory, it will be assumed that consent has been
given to utilize the results for research.
This inventory should take no more than 10 minutes to ccrplete.

Please check the appropriate response to each item below:

Length of time with the company that laid you off:

less than 1 year
1 to 5 years
more than 5 years

Reason for your layoff:

company/plant closing, everyone laid off
reduction in force, partial layoff
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