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SUMMARY

THE EFFECT OF THE HUMAN RELATIONS AND HEALTH
MAINTENANCE COMPONENTS OF THE SAPS SELF-MANAGEMENT
PROGRAMME

Key terms:
Lssertiveness, Conflict management, Personnel Capacity-Building Programmes (PCaBP’s), Return on
investment (ROL), Social work, South African Police Service (SAPS). Stress management, Substance

dependeny.
Background:

Thie success achieved with the South-African Police Service’s genetic Personnel Capacity-Building
Prograimemes contributed to a 2003 decision by the National Commissioner that a similar type of
intervention should be included in the basic fraining of SAPS recrnits.  This led to the
development of the Self-Management Programme. ‘This programme is, since July 2004, an
integral part of the empowerment of more than 8000 recruits annually and is presented on a bi-

annual basis.

A\ comprehensive study into the programme’s short-term and long-term effect and return on
investment (ROT) was launched in 2004. This thests will report on the results achieved with the

measurement of the programme’s human relation and health maintenance components.
Objectives:

The primary aim of the study was to determine the eftect of the Self-Management Programme’s
hutnan relations and health maintenance modules on the knowledge, attinude and behaviour of

SADPS recruits, as well as the programme’s return on investment cocfficient.

Method:

‘The study utlised an experimental rescarch design, as well as focus groups and triangulation. It
tvolved an average of 520 recruits (400 for the expenimental groups and 120 for the control
groups) per module.  Lhis was supplemented by qualitative research in which 91 recruits
participated in various focus groups. ‘The modules and programme was also subjected to a

structured and comprehensive return on investment analysis.

Results:

‘Through the triangulation of measurements it was ascertained that the human relarions and health
maintenance modules had a practical significant effect on the recruits’ knowledge, attitude and
behaviour and empowered them on both a personal and a protessional level. The ROI analysis
also showed that the programme was of considerable financial benefit to the SAPS and should

remain as an inteeral part of all new recruits’ training in the future.
gral | £
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OPSOMMING

DIE EFFEK VAN DIE SAPD SE SELFBESTUURSPROGRAM SE
" INTERPERSOONLIKE VAARDIGHEDE EN
GESONDHEIDSINSTANDHOUDINGSKOMPONENTE

Sleutclterme:
Dwelmafhanklikheid, Konflikbestunr, Maatskaplike werk, Opbrengs op  belegeing (OOB/ROI),

PetLdy
Personcelkapasiteitsbouprogramme, Selfgelding, Stresbestuur, Suid-Afrikaanse Polisiediens (SAAPD).

Agtergrond:

Die sukses van die Suid-Afrikaanse Polisicdiens (SAPD) se gencriese personeelkapasiteitsbou-
programme het daartoe bygedra dat die Nasionale Kommissaris in 2003 besluit het dat ‘n
soortgelyke intervensie ook by die basiese opleidingsprogram van student-konstabels ingesluit
moes word. Dit het tot die ontwikkeling van die Scltbestuursprogram aanleiding gegee.  Dié
program maak sedert Junie 2004 ‘n integrale deel van die bemagtiging van meer as 8 000 student-
konstabels per jaar uit en word twee keer per jaar aangebicd.

In 2004 is daar ’n omvattende studie na die program se kort- en langtermyneffek en opbrengs op
belegging (OOB/ROI) geloods. In hierdic proefskrif sal daar verslag gedoen word oor die
resultate wat met die meting van die program se interpersoonlike vaardighede en gesondheids-
instandhoudingsmodules behaal is.

Doelstellings:

Dic studie se primére doel was om die effek wat die program se interpersoonlike vaardighede en
gesondheidsinstandhoudingsmodules op rekrute se kennis, houding en gedrag het, te meet en ook
om die program sc algemence opbrengs op belegging te bepaal.

Prosedure:

In die navorsing is daar van ’n klassicke cksperimentele navorsingsontwerp, asook fokusgroepe en
triangulering gebruik gemaak. Gemiddeld 520 rekrute (400 vir die cksperimentele groepe en 120
vir die kontrole groepe) is vir die meting van elke module se eftek gemobiliseer, terwyl 91 student-
konstabels in dic opvolgondersoek by fokusgroepe betrek is. Dic modules en program is ook aan
'n gestruktureerde opbrengs op belegging-analise onderwerp.

Resultate:

Deur middel van die triangulering van metings is daar bepaal dat al die betrokke modules 'n
prakties betekenisvolle effek op student-konstabels se kennis, houding en gedrag gehad het en
hulle op beide ‘n persoonlike en professionele vlak bemagtig het.  Die OOB analise het ook
aangetoon dat die program ‘n groot finansiéle bate vir die SAPD is en ‘n permanente deel van die

opleiding van student-konstabels behoort uit te maak.
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1. ACTUALITY OF THE RESEARCH

n 1997, the 183 social workers in the employ of the South African Police Service (SAPS)

found themselves in somewhat of a predicament. There were such strong indicadons that

their therapy-centred approach to service delivery could no longer deal effectively with an

increasing incidence of social problems amongst the organisation’s then 132 000 employees

that the outsourcing of occupational social work services and the closure of Police Social
Work Services (PSWS) was a possibility {cf. Stutterheim & Weyers, 2002:6). A potential solution
would be to find an alternative approach to service delivery and to prove its effectiveness. This
gave rise to the development of the 15 Personnel Capacity-Building Programmes (abbreviated as
PCaBP’s) that now form an integral part of their proactive occupational social work service and
which later on also included the Evalnation of Personnel Capacity-building Programmes 1 study
{abbreviated as EPCal1).

The EPCaP1 study was launched in the latter half of 2001 and involved 11 researchers, 146
programme presenters, 3437 members of experimental groups and 720 comparison group
members. Through the use of advanced statistical analysis and triangulation it was found that the
programmes had a practical significant effect on the knowledge, attitude and behaviour of SAPS
personnel (Huisamen, 2003:124; Weyers, 2004wvii-vi; Williams, 2003:50-53). The posiave
outcome of this study contributed to a decision by the National Commissioner of the SAPS that
similar types of programmes must be included in the new Basic Training Learning Programme
(BTLP) of SAPS recruits. This led to the development of the all-inclusive Self-Management
Programme and its bi-annual presentation to approximately 8 000 recruits from July 2004

onwards.

Because of the needs of the organisation, it was decided from the outset to subject the new Self-
Management Programme to a thorough impact analysis. The comprehensive Evaluation of Personne!
Capacity-building Programmes 2 study (abbreviated as EPCaP2) on the short and long-term effect and
return on investment (ROT) of this new programme was, subsequently, launched in 2004. This
manuscript reports on the results achieved with the human relation and health maintenance
components of this new programme and its implications for the SAPS in particular and

occupational social work in general.

The basic aim of the Self-Management Programme is 1o equip SAPS recruits with the knowledge,
attitude and skills required for effective functioning on the professional and personal level (cf.
SAPS, 2004ii1). The programme consists of 9 modules. These modules can, on the basis of a
raxonomy that was developed by Brooks (1984:359-381), Darden & @/ (1996:3-5) and Ginrter
{(1999:191-193), be divided into four components. They are:

Component 1: Human relations skills (ITRS)

Component 2: Health maintenance skills (HMS)

Component 3: Decision-making skills (DMS)

0o o o o

Component 4: Purpose-in-life skills (PILS)
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The composition of the programme in terms of the adapted taxonomy is illustrated in Diagram
1.1.

DiacraM 1.1: THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS QF
BROOKS’S TAXONOMY OF LIFE SKILLS

Module 5: Module 7:

_Assertiveness Stress
Management

Module 4: Module 8:
Conflict Substance
Management Dependency

Module 1:
Financial
Management

Module 2:
Planning of
Goals

Module 3:

Module 6:
Self- . Problem-
\ knowledge / njoqule9: . solving

HIV/AIDS
Awareness

Because of the comprehensive nature of the Self-Management Programme, it was not possible for
one researcher to cover its impact-analysis alone. It was subsequently decided that this researcher
will focus on the human relations and health maintenance components’ modules (see Diagram

1.1), while another researcher would address the other two components (cf. Huisamen, 2005:22).

The new Basic Training Learning Programme (BTLP) included the Self-Management Programme
(Theme 3) and was presented to approximately 4 000 recruits for the first time in July 2004. The
research into its effect commenced at the same fime and was aimed at answering the following
research questons:

O to what extent do the human relations and health maintenance components of the Self-
Management Programme adhere to the theoretical principles applicable to personnel capacity-
building programmes?

O what is the effect of the human relations and health maintenance components on recruits’
knowledge, attitude and behaviour (KAB)?
what is the programme’s retumn on investment (ROI) for the SAPS?

0 how could the human relations and health maintenance components of the programme be

improved?
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2. AIM AND OBJECTIVES

The overall aim of this study was:
0 to determine the effect of the human relations and health maintenance modules of the Self-
Management Programme on the knowledge, attitude and behaviour of SAPS recruits, as well

as the programme’s return on investment coetficient.

In order to achieve this aim, the following four objectives were pursued in the research:

0 to determine the extent to which the human reladons and health maintenance modules of the
Self-Management Programme adhered to the theoretical principles applicable to personnel
capacity-building programmes

O to measure, by means of empirical research, the effect of the human relatons and health
maintenance modules on knowledge, atttude and behaviour (IKAB) of recruits

O to determine the programme’s return on investment (ROI) for the SAPS

O to provide recommendations for the improvement of the Self-Management Programme.

3. HYPOTHESIS

Two hypotheses were tested in the research. They were:

0 that the human relations and health maintenance modules have a practical significant effect on
the knowledge, attitude and behaviour of SAPS recruits

o that the two selected components of the programme would provide a positive return on

SAPS’s investment of ame, money and etfort.
4. THE DEMARCATION OF THE STUDY

Three factors were used to demarcate the study. These were the modules that would be covered,

the population that would be represented and the time span that would be used.

The study would only tocus on four of the nine modules that make up the Self-Management
Programme. These were Conflict Management (Module 4), Assertiveness (Module 5), Stress
Management (Module 7) and Substance Dependency (Module 8). The modules were presented in

their original form throughout the research period.

The population consisted of all the recruits that took part in the Basic Training Learning
Programme (BTLP) during January 2005. Srratified, random sampling (cf. Strydom, 2005:200)
was used to select a representative experimental and control group from this populaton. In the
selection of the members of the focus groups for the follow-up research, availability sampling was

utilized (see individual articles for more detail).

The main empircal research only involved the January 2005 intake of recruits. Because the
recruitment and intake policy had not changed from the first intake in July 2004 up undl the end
of 2006, it was accepted that the research results could be extrapolated to all the recruits thar

underwent their training during this period.
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5. THE RESEARCH DESIGN AND PROCEDURE

Only a broad overview of the research design and procedure will be provided in this section of
the research.  Detail regarding the research groups, measurement instruments and other design

and procedural issues will be contained in the four articles that make up the core of the document.

5.1 THE RESEARCH DESIGN

In the empirical research, use was first made of the experimental or “randomized pre-test-post-
test control group design” (Fouche & De Vos, 2002:147) to measure the short-term effect of the
modules. This was followed by a more qualitative and descriptive study that utilized focus groups
in order to determine the modules’ long-term effect. The return on investment analysis utilized a

ROI analysis framework and formulas that were developed by Meyer ¢ al. (2003:5).

5.2 THE RESEARCH PROCEDURE

The researcher’s involvement in the previous EPCaP1 study, as well as the development and
presentation of the new Self-Management Programme could, to a large degree, be viewed as the
pre-study phase of the current research. Tt served as an orientation to the research field and
helped with the conceprualisation and demarcaton of the study (cf. Strydom, 1999:47; Technical

Language Committee, 1995:67).

The research procedure that was followed can be divided into five basic phases. They are the
literature study, the design and testing of the measurement instruments, the measurement of the
modules’ short and long-term effects, the calculation of the programme’s return on investment

(ROI) and the completion of the research repozt.

521 Phase 1: Literature study

The literature study focused on the narure of the issues that are covered by the Self-Management
Programme’s modules, the requirements that capacity-building programmes should adhere to, the
nature of effect measurement and ROI analyses. The sources that were consulted included books,
journals and other research publications from South Africa and abroad. Due to the diverse and
unique nature of the research, these sources covered a variety of fields. They included social
work, adult education, personnel and general management, industrial psychology, community
policing and statistical analysis. The results attained were especially used in the development of

the measurement instruments (questionnaires) and the interpretation of data.

In order to contextualise the research, interpret the data and to formulate substanove
recommendations for the improvement of the Self-Management Programme, it was also necessary
to analyse various South African Police Service documents. Tt included policy documents and

annual reports.
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[n order to identity approprate sources, the following databases were used:

0 The NEXUS — RGN database for current and completed research in South Africa from 1969
0 RSAT - Index of South African magazine articles from 1987

O EbscoHost — that includes Academic Search Premier, Business Source Premier and
MasterFILE Premier

Social Sciences Index

Social Work Abstracts

Psychlit — Psychology database from 1987

ERIC - Educational Resources Information Centre

o o o o g

Catalogue — Ferdinand Postma Library, North-West University, Potchefstroom Campus.
5.2.2  Phase 2: Design and testing of measurement instruments

The second phase of the research process encompassed the design and testing of the various
measurement instruments. The results of the literature study were udlized to design concept
questionnaires. A panel of experts conducted the evaluation of these questionnaires and then the
pilot-testing followed. The pilot study tock place in July 2004 and involved two platoons each
from the Oudtshoorn and Pretoria Basic Training Provision Insdtutions. On average 130
respondents completed the questionnaires for each module. The data generated by this process
was then subjected to a thorough statistical analysis. It included the calculation of each scale’s
Cronbach alpha coefticient (Gravetter & Forzano, 2003:391; Jackson, 2003:42-43) and the use of
Cohen’s formula (Cohen, 1988:20-27; Steyn, 2000:1-3) to determine the size of the modules’
effect on recipients’ knowledge, attitudes and behaviour. The results attained were then, where

necessary, used to improve the measurement instruments and to prepare them for the main study.
5.2.3  Phase 3: Main study (mcasurement of the modules’ short and long-term effect)

The main study started in January 2005 and consisted of two parts. The furst part took place from
24 to 29 January 2005 and consisted of the selection and mobilisation of the various experimentat
groups, their completion of the different pre-tests, the presentation of the modules (independent
variable) to them and then their completion of the post-tests as well as the presentation evaluation
questonnaire. At the same time, different control groups completed similar pre-test and post-test
questionnaires without taking part in the modules (independent variable). This made it possible

to calculate the net effect of the modules on the experimental group.

The second part commenced at the end of July 2005 (.e. approximately seven months after the
first phase) and comprised various focus group sessions with student constables. The main aim
of these sessions was to ascertain the long-term effect of the modules on their work and personal

tunctioning.

The data generated by phase 3 of the research were then analysed and interpreted.
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5.2.4  Phase 4: The calculation of the modules’ return on investment (ROT)

As a fourth phase, the results of the main study were combined with an analysis of the costs of
the training in order to calculate the modules’ and programme’s return on investment (cf.
Davidove & Schroeder, 1992:70-71; Goldwasser, 2001:82-88; Moonen, 2003:147-165).

5.2.5  Phase 5: Completion of the research reports

After all the data had been captured, analysed and interpreted, four research articles were written
and addidonal reports drawn up. These reports include recommendations for the improvement

of the content, the presentaton of the modules and of the programme as a whole.

6. THE PARTICIPANTS

The participants in the research can be divided into five groups. These are the members of the
experimental groups, the control groups, the focus group members, the social workers who

presented the modules and the panel of experts.

The experimental group consisted on average of 400 respondents and the control group of 120
participants per module. The sample represented approximately 12% of the total population of
4249 recruits (see Appendix 19). This sample is in line with the requirements set by Stoker (in
Strydom & Venter, 2002:201).

The participants were selected on a stratified random basis, but the process also included an
clement of quota sampling (cf. Strydom, 1999:55-69; Zechmeister & Posavee, 2003:11). The
experimental group was stratified according to geographical areas with four platoons from the
more southerly Oudtshoom Basic Training Provision Insttution {abbrewiated as ‘BTPIY), four
from the more easterly Bisho BTPI and four from the more nottherly Pretoria BTPI. The control
group was sclected on the same basis as the experimental group, but from the Phillipi, Graaff-
Reinet and Chatsworth BTPTs. Both the experimental and control groups completed the

questionnaires at the same ame.

In addition to the experimental and control groups, seven focus groups consisting of at least
twelve recruits each (91 participants in total) were mobilized about seven months after the

completion of the Self-Management Programme. The selection was done on an availability basis.

All the social workers that presented a module to the experimental groups were requested to

complete a presenter’s evaluation questionnaire.
1

During the development and pilot study phase of the research, a panel of experts first evaluated
all the KAB questionnaires. The panel consisted of three social work academics, a lecturer in

psychology and a senior police social worker (see Appendix 17).
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7. THE MEASUREMENT INSTRUMENTS

Three categories of questionnaires and schedules were utilised during the study. They were the
KAB questonnaires, a presentation cvaluation questionnaire, a presenter’s evaluation
questionnaire and the focus group evaluatdon questionnaire and schedule. In order to bridge
potential shorteomings in the individual instruments, triangulation was used. For the purposes of

(13

the study, triangulation was seen as the combination of two or more theories, data sources,
methods or investigators in one study of a single phenomenon to converge on a single construct”
(Hilton, 2002). In this regard, the so-called ‘within-method’ (Bryman, 2003) of triangulation was
used because multiple instruments were employed to measure the same phenomenon, viz. the

cffect of the programme (cf. Mark, 1996:220; Patton, 2002:556, 559-560).
The fit between the different questionnaires and scales is portrayed in Diagram 1.2.

DraGraM 1.2: THE WAY IN WHICH TRIANGULATION WAS USED IN THE STUDY

KAB QUESTIONNAIRE

Scale 3: Scale 4:
Attitudes Behaviour

Scale 5:
Value of

Scale 2:
Subjective

Knowledge the module o

f

—_— (S

P Sl

Scale 1: Scale 6: 3

Objective Relevance of | # S
the module

Knowledge

1SHL-1504d 5, 4104 D IV INFKIHIAX

Quality of
the presentation

PRESENTATION

7.1 THE KAB QUESTIONNAIRES

The KAB questionnaires were designed by the researcher and were based on the unique outcomes
and content of the human relations and health maintenance modules. They measured each
module’s impact on the participants’ knowledge, attitude and (intended) behaviour (IKAB), as well
as their evaluaton of the module’s value and relevance. The questionnaires, which consisted of
an average of 80 scaled questons per module, were completed before and after the intervention.
At the same time, the members of the control groups completed KAB questionnaires similar to

those of the experimental groups.
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7.2 THE PRESENTATION EVALUATION QUESTIONNAIRE

The presentation evaluation questionnaire that was successfully utlized during the previous
EPCaP1 study (Williams, 2003:95) was used throughout this research. The instrument usually
consisted of 23 items and focused on the respondent’s experience of the presenter and his/her

presentation skills, as well as the learning experience and the module content (see Appendix 13).

7.3 THE PRESENTER’S EVALUATION QUESTIONNAIRE

The presenter’s evaluation questionnaire was based on the presentation evaluation questionnaire.
Each social worker that presented a module was requested to complete such a questionnaire (see
Appendix 14). It enabled them to evaluate their own presentation abilides or skills, as well as the
relevance of the modules. It also afforded them the opportunity to make recommendations

regarding the improvement of the modules and programme.

7.4 THE FOCUS GROUP QUESTIONNAIRE AND $CHEDULE

The putpose of the focus group sessions was to determine the long-term effect of the human
relatons and health maintenance components on their self-management skills, as well as whether
they were able to adopt these skills, internalise them and apply them either in their work
enviconment or personal lives. In order to facilitate this discussion process, a combined

questionnaire and schedule was developed (see Appendix 5 - 8).

Overall the data collection instruments comprised of more than 200 000 individual measurement

items. The procedures and formulas used to analyse this data will be discussed next.

8. DATA PROCESSING

The effect measurement of the statistical data was analysed in conjunction with the Statstical
Consultation Services of the North-West University: Potchefstroom Campus, and with the aid of
the SAS computer package (SAS Institute Inc., 1999). The data collected from the focus group
discussions were clustered into themes and trends and also integrated in the interpretation of the
statistical data. The results were also utilized during the triangulation of measurements. The

procedures and formulas that were used will be discussed briefly.

8.1 PROCEDURES AND FORMULAS USED FOR THE CALCULATION OF
RELIABILITY

The ‘Cronbach alpha coefficient’ (abbreviated as Cronbach Alpha, “CA” or simply “«™) of cach
scale was calculated in order to determine its reliability (Gravetter & Forzano, 2003:455), Due o
the non-clinical nature of the scales/subscales, an o = 0.5 - 0.79 was viewed as acceptable and «

> 0.8 as highly reliable (cf. Jackson, 2003:87-91). Only one scale fell below the a0 2 0.5 level.
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8.2 PROCEDURES FOLLOWED TO DETERMINE VALIDITY

The face, content and criteria validity of the individual questions and scales were initially
determined by means of the review process by a panel of experts and the comprehensive pilot
study (cf. Creswell, 2003:157-158; Elmes e af, 2003:55-39; Jackson, 2003:44-45). The main
empirical study and its concomitant triangulation of results, however, should be viewed as the

most important step in this process.

8.3 PROCEDURES AND FORMULAS USED FOR THE CALCULATION OF
CHANGE/EFFECT

Because an experimental design was used, it was possible to regard the respondents as a
subpopulation of the target population (i.e. the Jannary 2005 intake of recruits). Inferential
statistics could, consequently, be used to generalise the findings to the target population (cf. Steyn,
1999:1-2). The research took it a step further by using Cohen’s formula for the calculation of
effect sizes (Cohen, 1988:20-27; Steyn, 2000:1-3) as its main formula. This enrtails dividing the
difference between two averages (or averages of a given mean) by the standard deviation (cf.
Gravetter & Forzano, 2003:454).  According to Steyn (2000:3), this is a natural criterion for

drawing conclusions regarding significance.

A four-step procedure was followed to calculate the effect (if any) that was measured by each of
the scales.

It was first necessary to determine whether the experimental groups (group ‘e’) and control
groups (group ‘c’) were comparabie before the start of the intervention programme. This was done
by calculating and comparing the effect sizes (also known as Cohen’s d-values) per scale of the
two groups’ pre-test measurements. A co-variance analysis was performed to ensure that there
were no significant differences (l.e. d < 0.5) between the d-values on pre-test level. All the scales

used in the research complied with this requirement.

The next step entailed the calculation of changes that had occurred on a pre-test and post-test
basis in the experimental and control group separately. This was done by means of paired t-rests.
The results indicated the growth that took place with the experimental groups, as well as the

control group, if any.

Once it was established thar significant change had occurred, it was necessary to ascerrain whether
there were any practical significant differences be/ween the pre-tests and post-tests scores of the
experimental and comparison groups. To compute the #ef difference per scale, the values of the
pre-tests were corrected in order to determine whether the experimental group gained more
knowledge than the control group. Cohen’s formula for calculating the effect size besween fweo

gronps was then used. This formula is:
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s
Where:
d = effect size
L = average difference score in the experimental group (e)
M2 = average difference score in the comparison group (c)
Mi- tz = difference between average difference
MSE = mean square error of the ANCOVA (Cohen, 1988: 20-27; Steyn, 2000:1-3)

The following guidelines were used to interpret the d-values that were produced:

0 d= 0.2 would indicate a smal/ effect, implying that the research should be repeated in order to
confirm whether there is an effect

o d = 0.5 would indicate a medinm effect, implying that the result can be viewed as significant, but
also that better planned research could produce even more significant results

o d = 0.8 would indicate a Jarge effect which is of practical significance.

= Because there are no absolute boundaries between the three d-values, concepts such as ‘small
to medium effect” and ‘large effect” can be used (Cohen, 1969:22-25; Spatz, 2001:74-75; Steyn,
1999:3).

The fourth step was to interpret the data that were generated by Scales 5, 6 and 7, the general
questions and the focus groups. In the case of direct questions, descriptive statistics such as
totals, percentages and averages were used. A content analysis was done on the responses

produced by the focus group sessions.

8.4 PROCEDURES FOLLOWED TO DETERMINE LONG-TERM EFEECT

The results of the focus group discussions were taken into consideration when the effect change

was analysed per scale. The trends and themes of the discussions were recorded and analysed.

8.5 PROCEDURES AND FORMULAS USED FOR THE CALCULATION OF RQI

The results of the main study, as well as an analysis of the costs involved in the implementation of
the programme were used to determine the programme’s ROI. The views of Meyer e/ a/. (2003:5)

were taken into consideradon and the following formula was utilized:

‘The basic formula that will be used for this purpose is the following:

Net Programme Benefits (benefits — costs)
ROI (%) = X 100

Programme Costs

Where:

B Net programme benefit = Total benefits minus costs

B Benefits = Improvements in quality of service + labowur and other cost savings

B Programme cost = Financial costs + manpower/time inputs (cf. Moonen,
2003:147-163).
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9. ETHICAL ASPECTS

Written permission to conduct the research within the organisation was obtained from the South
African Police Service. The Ethics Commitree of the North-West University also approved the

research (Ethics Committee permission number: 04K16).

The research focused solely on the modules of the Self-Management Programme and not on
SAPS recruits as a ‘clinical’ population. Participation was voluntary and each respondent was
informed of the nature and implicadons of the research and required to complete a written
consent form. In the questionnaires, use was made of a system of secret codes that made it
impossible to identfy a particular person. The control group attended the Self-Management

Programme one wecek after it was presented to the experimental group.

10. DEFINITIONS

A number of concepts, which are used connnually throughout this research, will be briefly

expluned.

10.1 EFFECT ANALYSIS/MEASUREMENT

The concept ‘effect analysis’ refers to both the process and the results obtained through the use of
Cohen’s formula for the calculation of effect size. In this regard, ‘effect” will refer to the change
(if any) that was brought about by each module (independent variable) with respect to the

respondent’s knowledge levels, attitudes and/or behaviour.

10.2 FOCUS GROUPS

The following definition of a focus group will be used as a basis in the research: “  a group of
individuals selected and assembled by researchers to discuss and comment on, from personal

experience, the topic that is the subject of the research” (Gibbs, 1997:1).

10.3 HUMAN RELATIONS SKILLS

113

The human relation skills can generally be defined as a category of skills necessary for
effective communication leading to ease in establishing refationships, small and large group and
community membership and participation, and management of interpersonal intimacy” (Darden ¢/
al, 1996:136-7). In the research, the spotight will fall especially on conflict management and

assertiveness as part of the human relations category of skills (cf. Jarvis, 1990:157).

10.4 HEALTH MAINTENANCE SKILLS

The health maintenance dimension includes skills necessary for physical fitmess, nutritdon

maintenance, leisure activity selection, stress management and the avoidance of health damaging
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practices (Darden ez gk, 1996:136-137; Ginter, 1999:196-197). The research will cover modules

that deal with stress management and substance dependency as a health damaging practice.

10.5 KNOWLEDGE, ATTITUDE AND BEHAVIOUR

There are numerous definitons of the nature of knowledge, artitude and behaviour. The

following have been selected or formulated for the purpose of this study.
10.5.1 “Objective” and “subjective” knowledge

Knowledge can be referred to as the comprehension of the facts with regard to a specific
phenomenon. The concept “objective knowledge” as used in this text will refer to the
participants’ actual comprehension of the facts regarding a cerrain subject that can be measured by
means of typical true/false questions. “Subjective knowledge” will designate the participant’s
(subjective) perceptions regarding the extent to which he or she has mastered a certain subject
matter (Jarvis, 1990:323).

10.5.2  Artitude

According to Jarvis (1990:33), an attitude is “  an orientation towards some phenomenon, having
cognitive, affective, evaluative and connative components”, while Barker (1995:29) views it as
“ a mental predisposition or inclination to act or react in a certain way”. In this study, the
concept ‘attitude’ will cover both these components and will, therefore, refer to both an

orientation and a predisposition or inclination.
10.5.3 Behaviour

Barker (1995:33) is of the opinion that behaviour entails “any action or response by an
individual”. In measuring the effects of the modules, the focus will be on both the individual’s
current and intended or envisaged action/responses (McCormack & Hill, 1997:69). The extent to
which intended behaviour actually became part of the recruits’ actual behaviour will be ascertained

with the help of the focus groups.
10.6 PARTICIPANTS, RESPONDENTS AND PRESENTERS

It was necessary in the study to differentiate berween the different types of people who were

involved:

G The word ‘participants’ will refer to all the persons that participated in the study and who
contributed to the data (Gravetter & Forzano, 2003:462). It will, therefore, cover the
respondents, presenters of the modules and the facilitators of the focus groups.

0 The word ‘respondent’ will only refer 10 the recruirs/student constables that participated in
the experimental group (Group ¢} and the control group (Group c) (cf. Babbie, 2001:G3).

O In the report, the word ‘presenters’ will refer to the social workers of the SAPS who presented

the Self-Management Programme’s modules.
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10.7 RETURN ON INVESTMENT (ROI)

A return on investment (ROI) study can be defined as the scientific measurement of the monetary
benefits obtained by an organisation over 2 specified period in return for a given investment in a

service delivery programme. (cf. Meyer e o/, 2003:5; Weyers, 2005:3). It is, therefore, the “  rato
of income produced by an asset divided by its investment cost” (Bridgefield, 2006), usually

expressed as a percentage.
10.8 SELF-MANAGEMENT PROGRAMME

The concept Self-Management Programme refers to the structured intervention mechanism that
was utilized by the social workers to empower the SAPS recruits with the knowledge, attitude and
behaviour that they require to become (even more) resilient (cf. Rooth, 2000:3; Stutterheim &

Weyers, 2002:10; Thompson, 2002:xvii).
11. LIMITATIONS OF THE RESEARCH

The research was hampered by the fact that the respondents (recruits) had to complete numerous
pre-test, post-test and other questionnaires per day for five consecutive days. This process did
not only put a strain on the recipients and presenters, but also had a negative impact on the tme
available for the presentation of the modules. It is postulated that these research related issues

could have contributed to below average Cronbach alpha and/or d-value scores for some scales.

The uulisation of higher order statistical analysis with questionnaires that could not be fully
standardised beforehand, could also have contributed to some of the lower Cronbach alpha
and/or d-values. However, this accordance was expected and addressed by means of the

triangulation of the results of various instruments.

[t was the first ime that such an extensive return on investment analysis had ever been done for a
social work programme in South Africa. This necessitated the development of new and as yert
untried technology and a somewhat over-reliance on overseas indicator measurements.
However, the positive results that were achieved with this pioneering study (see Article 4) could
be used as a basis for further research into the financial benefits that could be derived from social

work services.
12. THE PRESENTATION OF THE RESEARCH RESULTS

This manuscript is presented in an article format in accordance with Rule A.11.5.3 and A.11.5.4 as
set out in the Year Book of the North-West University (Potchefstroom Campus) (2005). The
content requirements of the South African Journals Secal Work/Maatskaplike Werk and Social
Work Practitioner-Researcher/ Maatskaplikewerk-Navorser-Praktisyn as well as the International Journal,

Social Work & Society, (see Appendix 20) were used as basis to formulate the arricles.
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The research report is divided into four sections:
0 The first section will provide an orientation to the subject matter, as well as an overview of
the research methodology that was uulized
0 The second section contains four articles. Their ttles are:
©  “The nature of the human relatdons and health maintenance modules of the SAPS Self-
Management Programme”
o “An evaluation of the human relations component of the SAPS Self-Management
Programme for recruits”
o “An evaluation of the health maintenance component of the SAPS Self-Management
Programme for recruits”
o  “A return on investment (ROI) analysis of the SAPS Self-Management Programme”.
D In Section 3, the main conclusions that wete reached through the research, as well as the
recommendations for the improvement of the programme will be discussed
0 The appendixes form the concluding section. They will, amongst others, include the various
questionnaires that were utilized, a list of presenters and a profile of all the recruits that

completed the training during January 2005.

In order to make each article a functional unit, each will be provided with its own bibliography.

For convenience sake, a combined bibliography for the whole thesis will be provided at the end.

Note should be taken of the fact that, in order to make each article a functional unit, some data
will have to be repeated in each article. Attempis have been made to keep such repetitions to the

minimurrL
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ARTICLE 1

Williams, HM & Weyers, ML

THE NATURE OF THE SOUTH AFRICAN POLICE SERVICE’S SELF-
MANAGEMENT PROGRAMME: WITH SPECIAL REFERENCE TO ITS
HUMAN RELATIONS AND HEALTH MAINTENANCE
COMPONENTS

My H M Williams is a social worker at the South African Police Service and Prof M L. Weyers is a lfecturer at the
School for Piychosocial Behavioural Sciences: Social Work, North-West University (Potchefsiroom Campus)

ABSTRACT

Background: The positive results achieved with the South African Police Service’s generic Personne!
Capacity-Buzlding Programmes contributed to a decision by the National Commissioner that all SAPS
recruils shonld receive similar training. This led to the development of the Self-Management Programme.
This new programme focused on the improvement of recruils’ human relations, health maintenance, decision-
making and purpose-in-life skills and was aimed at enbancing their resilience and professional conduct as
police officials. In this article, the focus will be on the human relations and health maintenance components
of the programime.

Objectives: To describe the nature of the buman relations and health maintenance components and the
exctent fo which their concomitant mn_ff/!ct marmgement, assertipencss, stress mandgemient and swbstance

dependency modules adhered to the principles espoused in relevant theory.
Method: Use way made of a confent analysis.

Results: [t was found that the modules adbered to existing theoretical principles on conflict management,
assertiveness, stress management and substance dependency. The programme contents and presentation bore
the same fraits as other suecessful programmes in this field, but were more aligned with and focused more
strongly on the specific life-phase and circumstances of the recruits. (The extent to which these characteristivs

translated into effective service delivery will be addressed in two other articles.)

1. INTRODUCTION

In July 2004, the South African Police Service (SAPS) introduced the new Selt-Management
Programme into its basic training programme for recruits. This new personnel capacity-building
service was developed by Police Social Work Services (PSWS) and focused on the improvement
of the recruits’ human reladons, health maintenance, decision making and purpose-in-life skills.

Its ultimate goal was to enhance recruits’ resilience and professional conduct as police officials.

This article will focus on the background, nature, content and application of the human relations
and health maintenance components of the programme, while the relevant modules’ short-term

and long-term effects will be dealt with in follow-up articles.
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2. BACKGROUND AND DEVELOPMENT OF THE SELF-
MANAGEMENT PROGRAMME

Owing to the restructuring of the SAPS and changes to some of its policies, an external research
consultant, Ask Africa, was requested in 1997 to do extensive research on the rendering of social
work services within the organisation (Stutterheim & Moruane, 2002:172). The results showed
that there was a dire need for both reactive (therapeutic) and proactive (capacity building) social
work services and that the latter should focus on subjects such as stress, personal finances,
conflict management, as well as substance dependency. These priority areas were confirmed by
trends in the service delivery data of Police Social Work Services (PSWS) (Ask Africa (1997:28).
[t was decided in September 1999 to develop and implement various Personnel Capacity-Building
Programmes. The so-called Fraluation of Personnel Capacity-building Programmes 1 (EPCaP1) study
was conducted from 2001 to 2003 to measure the effect of the programmes. It showed that these
proactve Interventions had a practical significant effect on the SAPS personnel’s knowledge,

attitude and behaviour (Weyers, 2004:vii-viit).

The positive results of the EPCal’? study, as well as a variety of other organisational and training
factors, contributed to an instruction by the National Commissioner that a proactive personnel
capacity-building programme should be included in the new Basic Training Learning Programme
(BTLP} of SAPS recruits. It was the researcher’s tasked to facilitate the work of the different
groups who were appointed to develop the new programme. Because the programme content
and presentation required specialized soctal work knowledge, only seasoned police social workers
were involved in the development processes. The working groups convened during September

2003 tor the first time and the new Self-Management Programme was ready for implementation
by July 2004.

The new programme was designed in such a way that it would adhere to the requirements set by
the South African Qualifications Authority (SAQA). It consists of the following nine modules:
Be money wise

Planning of goals

O 0O a

Self-knowledge
Conflict management
Assertiveness
Problem-solving
Stress management
Substance dependency
HIV/AIDS awareness.

0O 0o o o g o

The nine modules can, on the basis of Bloom’s taxonomy of life skills (Brooks, 1984:359-381,
Darden ¢/ al, 1996:3-5; Ginter, 1999:191-193), be clustered into four components. They are those
that cover (1) human relatons skills (2) health maintenance skills, (3) decision-making skills and

(4) purpose-in-life skills. The clustering of the modules is depicted in Diagram 1.
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DiaGrRAM 1:  THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF
BROOKS’S TAXONOMY OF LIFE SKILLS

Module 5: Module 7:

© Assertiveness Stress
A Mapagement

Module 4:
Canflict
Management

Module 8:
Substance
Dependency

Module 2:
Planning of
Goals

Module I:
Financial
Management

Module 3: Module 6:

Problem-
Module 9;  Selving
HIV/AIDS
Awareness

The Basic Training Learning Programme that incorporated the Self-Management Programme was
implemented in July 2004 for the first time. It is currently presented twice per annual to between
4,000 and 5,000 recruits at a time at all the Basic Training Provision Institutions (BTPI’s) of the
SAPS.

A comprehensive study into the effect and return on investment of the Self-Management
Programme was launched in 2004. Tt was enttled the “Ewalnation of Personnel Capacity-building
Programmes 277 (EPCaP 2) study and involved two PhD students. Each dealt with two components
of the programme. In this case, the focus will be on the human relations and health maintenance
components. In order to put these two components into perspective, the following exposition

will start with an overview of the structure and outcomes of the programme as a whole.

3. THE NATURE OF THE SELF-MANAGEMENT PROGRAMME
3.1 THE CHARACTERISTICS AND PURPOSE OF THE PROGRAMME

The Self-Management Programme can be typified as a structured personnel capacity-building
programme. It is similar to the types of interventions that are sometimes known as human
resource development, psychosocial education, life-skills training or personal and social education

programmes (cf. Kruger, 2001:20; Nelson-Jones, 1991:23; Rooth, 2000:34).

The programme is applied within an occupatonal social work setting. In order to comply with
Police Social Work Service requirements, it must adhere to the principles of the strengths-focused
approach and enhance the resiliency of police personnel. Resiliency is seen by PSWS as the:

14

process, capacity and outcome of successtul adaptadon to challenges and adversity, susrained
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competence under threatening circumnstances and the ability to recover from trauma” (Stutterheim
& Weyers, 2002:11). The ultimate purpose of the programme is to develop recruits’ ability to
behave in a professional and responsible manner at all times. It includes the ability to maintain
high-quality interpersonal relations and to deliver a professional service to all communities of
South Africa.

3.2 THE POSITIONING, OUTCOMES AND PRESENTATION OF THE
PROGRAMME

In order to put the positioning of the Self-Management Programme into perspective, the structure
of the Basic Training Learning Programme (BTLP) as a whole is provided in Table 1. The table
also contains the overall outcomes of the modules that make up the Self-Management
Programme. In the BTLP structure, the five modules that have a life skills focus are clustered

into one module (Module 3.2). In the research they will, however, be dealt with as separate units.

TABLE1l: THE OUTCOMES AND OBJECTIVES OF THE BASIC TRAINING LEARNING
PROGRAMME (BTLP)
THEME MODULES AND QUTCOMES |
Theme I: Module 1: Overview of SAPS
Overview
Theme 2: Module 2.1: Framework of Policing Module 2.3: Professional conduct, organised group
Professtonal Module 2.2: SAPS Culrure activities (Thc()].'}')
conduct Module 2.4: Professional conduct, organised group
activities (pracrical)
Theme 3: Module 3.1: Be Money wise Module 3.4: Substance Dependency session
Self-Management | (Self-Management: Module 1) (Self~-Management: Module 8)
On compretion of the module the learner will be able | Ow completion of the nrodude the larner will be able to identify
1o witlize acquired knowiedge and skitls to secure alioholism and other substances and understand how alcobolism
finangial freedom and other dependencies inspacts on the individual and the
Module 3.2: Life Skills e
(Self-Management: Modules 2-6) Moedule 3.5: HIV and AIDS Awareness
On corppletion of the module the learner will be able Program (Self-Management: Module 9)
lo snccessfilly nitlize acgnired fnowledge regarding Owr completion of the module the fearner wifl be abl to:
life sikils enabling him/ her fo becomie a bealthy, = understand the nature and fmpact of IV and AIDS
well-balanced person = smderstand the risks of HIL transwiission and the
Module 3.3: Stress Management imiporiance of the nse of condoms
(Sel-Management: Module 7) »  snderstand the abuse of substance as a risk factors for
On completion of the nrodule the fearner will be able HIV'/ ST ramsmission
to miilize acquired knowledge and skills to compile | ® snderstand HIV risk assessment and prevention srategies
and execute a personal stress profile and skills to | = nnderstand its personeal conmitment to reduce their own risk
comipile and execute a personal stress miandgement Jor HIV” infection and other ST1Ts
progremine
Theme 4: Module 4.1: Occupational communication Medule 4.3: Reading and viewing skills
Comprunication | yg,qule 4.2: Oral communication Module 4.4: Writing skills
Theme 5: Module 5.1: Law and policing Module 5.4: Statutory law
Regulatogy Module 5.2: SA Criminal Law (general Module 5.5: Criminal procedures act
Framework of s easles
e principles)
Policing . ‘
Module 5.3: Specific cames
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Theme 6: Module 6.1: Computer literacy Module 6.4: Introduction to Internet Explorer
Information and Module 6.2: Netvas Module 6.5: Crime Administration System (CAS)
Svstems ) 3 ‘
Management Module 6.3: Tnrroducton o Windows
Theme 7 Module 7.1: Administer a centre Module 7.3: Drive an official vehicle
Con@um{y Module 7.2: Custody management Module 7.4: Receive and handle complaints
Service Centre ¥ i et - oo
(suspects, vicims and witnesses)
Theme 8: Module 8.1: Pracrical docker admunistration | Module 8.7: Accident scene arrendance
Crame Module 82: Investigative interviewing Module 8.8: Statements
Investigation ) o o ]
Module 8.3: Hints for investgations Module 8.9: Tracing rechniques
Module 8.4: Fingerprnts Module 8.10: Fire fighting and first aid
Module 8.5: Crime scene management Module 8.11: Giving evidence
Module 8.6: Crime intelligence
Theme 9: Module 9.1: A mandate for democratic Module 9.3: Principles of policing
Crame Preveation | policing Module 9.4: Crime prevention approaches and
Module 9.2: Defining crime preventon techniques
Theme 10: Module 10.1: Physical control of suspects Module 10.4: Crowd management
Fitness “ud Module 10.2: Use of a firearm Module 10.5: Pepper spray
Stress Survival . . .
Module 10.3: Use of force Module 10.6: Move tacrcally in pairs
e —

From Table 1 it ought to be clear that the recruits’ basic training covers a wide range of theoretical
as well as practical issues. Most, however, only focus on the more functional dimension of police
work. The main exception is Theme 3: Self-Management with its focus on the recruit as an
individual and not only as a production unit. This theme/programme is also positioned in such a
way at the beginning of the training that several of the other themes/modules could build on the

basis that is laid down by it.

3.2.1 Presentation, outcomes and time allocation

The nine modules that constitute the Self-Management Programme are presented in a workshop
format that make extensive use of experiential learning methods. One presenter (social worker) is
assigned to each platoon and is responsible for presenting the complete programme to them. A
platoon usually consists of between 28 to 36 recruits. During a workshop session, a platoon is
sometimes divided into four or five smaller groups in order to ensure optimal participation in

discussions and learning activities.

The programme as a whole is presented over a period of five consecutive days. The time
allocated to each of the modules, as well as detail regarding their intended ourcomes and
objectives are summarised in Table 2. In order to facilitate a comparison between the different
modules, the content of the table is structured according to the four components of the

pr{)grammc.
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TABLE2: OUTCOMES AND TIME ALLOCATION OF THE SELF-MANAGEMENT PROGRAMME

SELF-MANAGEMENT PROGRAMME#*

COMPONENT 1: HUMAN RELATIONS SKILLS

Module 4: Conflict Management

Module 5: Assertiveness

Qutcome:

On completion of the Cenflict Management module, the
eecruits will be able 1o apply knowledge and skills for
becoming healrhy, well-balanced individuals

Outcome:

On complerion of the Assertiveness module, the recrits
will be able to become more assertive

Objective:

G To become aware of the effect that their personal
conflict management style has on their reladonships

Objective:

0 To become more assertive

Length of presentation: 2 hours

COMPONENT 2: HEALTH MAINTENANCE SKILLS

Length of presentation: 2 hours

Module 7: Stress Management

Module 8: Substance Dependeacy

QOurcome:

On completion of the Managing Stress Effectively
module recruits will be able ro compile a personal stress
management programme

Qutcome:

On completion of the Subsrance Dependency module,
the recruits will be able to analyse and describe substance
dependency and its consequences

Objecdve:

0  Identfy what stress is

o Identfy the physiological aspects of stress

0 Compile a basic personal stress profile

0 Become aware of the factors affecting stress

resistance

Utlize given exercises for stress reduction

o Develop and utilize given strategies/techniques for
effective stress management

0 Compile a personal stress management programme

=]

Objective:

O Become awate of the difference berween
dependency and abuse

O Become aware of the legal/illegal/prescriptive
substances

0 Have knowledge abour the phases of alcoholism

0 Identify factors regarding treatment

Length of presentation: 8 hours

Length of presentation: 8 hours

R R e e ————y

COMPONENT 3: DECISION-MAKING SKILLS

Module 1: Be Money Wise

Module 6: Problem-Solving

Module 9: HIV/AIDS Awareness

Qutcome: Qutcome;
On completon of the Be Money Wise
module recruits will be able to utilize

acquired knowledge and skills

On completion of the Problem-
solving module recruits will be
able to expand their problem-

Quicome:

On completion of the HIV and AIDS
Awareness module recruits will be able
to become aware of the nisks and

0 Ensure effectve planning for
future financial freedom

0 Become aware of the effect that
insufficient financial management
has on each individual’s psycho-
socual functioning

o Become aware of the true cost of
debt

¢ Uudlize knowledge to develop a
mindset that would lead to success

successfully to secure financial freedom | solving sklls consequences of FIIV and ATDS

Objectves: Objective: Objecrives:

[m] Idcﬂ[if}' his/her attitude towards ] F\pand thetr pfoblcxn, a Understand whar HIV and AIDS
money solving skills as well as the impact hereof 1s

o Uulize acquired knowledge on 0 Understand the risks of HIV
budgeting transmission and the importance

a  Identfy ways to eliminate financial of the use of condoms
difficulties 0  Understand the abuse of

substances as a nisk factor in
HIV/STI rransmission

0 Understand HIV rsk assessment
and prevention strategies

0 Understand personal commitment
to reduce their own nisk for HIV
infection and other ST1s

Length of presentation: 6 hours
hours

Length of presentation: 2

Length of presentation: 8 hours
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COMPONENT 4: PURPOSE-IN-LIFE SKILLS

Module 2: Plagning Of Goals Module 3: Self-Knowledge
Outcome: Outcome:
On completion of the Planning of goals module recruits | On completion of the Self-Knowledge module recruirs
will be able to udlize goals for achieving personal will be able to analyse and describe substance
eftectiveness dependency and its consequences
Objecrve: Objective:
o Unlize goals for achieving personal effectiveness 0 Expand their self-knowledge
Length of presentation: 2 hours Length of presentation: 2 hours

* Content dertved from Theme 3: Self-Management, Basic Training Learning Programme for recrusts.
3.2.2 'The programme presentation package

In order to structure and enhance the training process, each presenter of the programme is
provided with a full training package. This package (see Table 3} contains all the material that is

required for an effective presentation and workshop.

TABLE 3: THE CONTENTS OF THE PROGRAMME PRESENTATION PACKAGE

No. SECTION CONTENT OF SECTION

1 The module 0 The module contains the comprehensive conten: of the programme. The
‘need to know' theory for the presenter is presented chronologically.
Therefore, presenters are wained in the content and are continuously
encouraged to ensure that they knowledgeable on the subject. They also need
to take responsibility to expand/update their knowledge on the subject

o Each module contains a comprehensive overview of the applicable theoretical
principles to ensure that presenters possess sufficient knowledge to present
the programme successfully

2. The presentation 0 The guide covers the preliminary preparaton that a presenter must make
guide before commencing with the actual presentation. The preparation includes
ensuring that the physical resources are adequate for a successful presentation

3. The presentation D This plan sets out how the programme should be presented, starting with the
plan address of welcome, introductons, anecdotes éf cefera

O The presenter’s plan is constructed chronologically and includes directions
regarding the usage of handouts, transparencies, exercises and activities. The
plan helps to ensure the successful presenration of the programme

4. The transparencies | g All the transparencies thar should be used in the presentation of the
programme are numbered and placed in a separate secnon. These
mansparencies were developed professionally and assist the preseater n
accentuating lmportant aspects, © visually represent difficult concepts or w
summarize a certain topic that is covered

5. The workbook O  Every recruit receives a workbook atr the commencement of that particular
module

0 This valuable tool covers the complete sequence of each module and enables
the recruit to make notes on the content of each module

SAPS social workers may only present the programme once they are appropriately trained in its

presentation. They must also take responsibility to expand and update their knowledge on the

Section 2: The jonrnal articles 23




subject matter that is covered by the modules. The programme as such is, however, copyrighted

and remains the property of Police Social Work Services.

A more detailed discussion of the nature and principles underlying two of the components thar
make up the Self-Management Programme will be given next. They are the human relations and

health maintenance components.
4. THE CONTENT OF THE HUMAN RELATIONS MODULES

The human relations component consists o /0 modules, viz. Contflic anagement an
The h lat ponent consists of tw dules, Conflict Manag t and

Assertiveness (see Table 2). Their contents will be discussed separately.

4.1 MODULE 4: THE CONFLICT MANAGEMENT MODULE

The Conflict Management module’s point of departure is that conflict creates an opportunity for
the individual to grow and to learn more about him/herself and others (Cloke & Goldsmith,
2000:32). The module is intended to make recruits aware of the nature and effect of their
personal conflict management style and to teach them where necessary to change this style in

order to make it more appropriate and effective.

In order to create a uniform baseline, the module begins with presentations, discussions, exercises
and role-plays on the definition of conflict, the reasons for contlict, feelings surrounding conflice
and behaviour that results from conflict. This is followed by the five main strategies of conflict

management and guidelines for the application of the most appropriate strategy or strategies.

Fach of the topics that are covered will be discussed brictly.

411  Defining conflict

After the introduction of the module, the recruits are given an opportunity to develop their own
definition of conflict within a small group setting. Each group is then given the opportunity to
share its definition with the rest of the platoon and the implications of these definitions are then
explored. In this process, it is emphasised that there are many different definitions of conflict. A
definitdon should, however, contain one or more of the ideas expressed in Folger, Poole and
Stutman’s (2000:5) definition of conflict as “  the interaction of interdependent people who
perceive incompatible goals and interference from each other in achieving those goals” and/or
Bush and Folger’s (1994:3) view that “A conflict exists because of a real or apparent

incompatibility of parties’ needs or interests”.

It is emphasized that the main feature of conflict is the fact that it is the result of interaction. It is
constituted and sustained by the behaviours of the parties involved and their reactions to one

another on both verbal and non-verbal communicaton levels (Folger ef a/, 2000:5).
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4.1.2 Reasons for conflict

Once the recruits agree on a definition, the causes of conflict are explored. In this process,
recruits are made aware of the role that differences in values, procedures, interests, data,
communication and relationships play in conflict (Isenhart & Spangle, 2000:14-16). They then
take part in role-plays where these differences are illustrated in the form of scenarios. Through
the role-plays, they experience first-hand how it can affect an individual as well as his/her

relationships with others.
4.1.3  Feelings surrounding conflict

The role-plays usually bring a variety of emotions to the surface. The facilitator then urges the
recruits to identify those feelings and emotions and their impact on the conflict situadon. They
are made aware of Isenhart and Spangle’s (2000:17) statement that “  people wili reciprocate in
an intensified and negative manner to behaviours they perceive as threatening, devaluing or
insulting. The more threatening the communication, the more  emotions such as blame, fear and
anger intensifies.” The partes often became so involved in these emotions and feelings that the
actual root of the conflict is no longer the issue. Because of this phenomenon, recruits are made
aware of the fact that different perceptions of the same issues often intensify conflict to such an
extent that it becomes extremely difficult to resolve. The nature of perceptions is then illustrated
by means of visual brainteasers, such as pictures depicong more than one face, dimension or art

effect.
4.1.4  Behaviours that intensify conflict

Cloke and Goldsmith (2000:3-4) identify aggressive, judgmental, hypercritical, passive, apathetic
and defensive behaviours as contributing to the intensification and the non-resolution of conflict.
Recruits are, therefore, engaged in a discussion of this topic. It is handled in such a way that they
would reach the conclusion that these behaviours impact negatively on the resolution of conflict

and that they will not improve relationships, but worsen them.

The discussion of the behavioural patterns that would intensify interpersonal and group conflict
concludes the section of the module that deals with the nature of this phenomenon. The focus

then shifts to more appropriate ways to deal with conflict.
4.1.5  Five main styles for managing conflict

As a starting poing, it is accepted that people tend to develop favoured conflict handling styles
based on their past, family and work experiences (Isenhart & Spangle, 2000:26-27). Barsky
(2000:41), however, also mentions the fact that people tend to respond ditferently to different
types of conflict situations. The styles they use at home may, therefore, differ from those they use
at work. The choice of the style is mostly influenced by the importance of the issue to the party

involved and the contextual or cultural norms for how conflict should be dealt with.
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In order to explore their conflict management styles, recruits are requested to complete a conflict
management questionnaire. It will show them to what extent they normally use the competing,
avoiding, compromising, accommodating and or collaborating styles (Barsky, 2000:42-43; Folger
et al., 2000:69; Isenhart & Spangle, 2000:26-27). It is then emphasized that the collaborative style
is more useful than the competng style when conflict within an organisation needs to be resolved.
They are also made aware of Isenhart and Spangle’s (2000:27) description of the collaborative
style as “  characterised by active listening and issue-focused empathic communication that seeks

to satisfy the interests and concerns of all parties.”
4.1.6  Guidelines for effective conflict management

The final theme that is extensively explored during the presentation of the module is the various
guidelines for effective conflict management. It includes taking responsibility for your own
thoughts and feelings, being specific, using I” messages, maintaining good eye contact and

respecting each other’s views.

The module presentation is terminated with a review of the main conclusions that can be drawn
from it. It is usually emphasised that every relationship conmins elements of conflict,
disagreement and opposing interests. Conflict tends to generate various (negative) emotions,
including anger. The failure to handle conflict in a constructive way could lead to the destruction
of a relatonship. However, if it is managed with the appropriate style and in a skilful manner, it

could enrich the relationship.

The Self-Management Programme is structured in such a way that the Conflict Management
module is directly followed by the presentation of the Assertiveness module. It enables the
presenter/facilitator to explain to the recruits the direct link that exists between these two forms

of hurnan reladons skills
4.2 MODULE 5: THE ASSERTIVENESS MODULE

The basic aim of the fifth module is to make recruits more assertive. This is done by firstly
defining the concept ‘assertiveness’. It is followed by various discussions and exercises on
passive, aggressive and assertive behaviour styles, personal rights and the development of a

personal ‘assertive philosophy’.
4.2.1 Defining assertiveness

After the introduction of the module, the recruits are given an opportunity to develop their own
definition of assertiveness within a small group setting. Because they usually find the term
unfamiliar, the facilitator would describe its implications in a practical manner. This process is
guided by the view of assertiveness as a person’s ability to express him/herself and his/her rights
without violating the rights of others (UTUC, 2005). Such a person should be focused and able to
ask for what they want or need, while at the same time recognising the needs of others. Tt is
emphasised that assertiveness should not be confused with aggressive or appeasing (non-asserove)
behaviour (Civil, 2003:x).
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4.2.2  Passive, aggressive and assertive behaviour

The discussion then moves on to different behaviour styles and focuses on the nature of and

relationship between passive, aggressive or assertive behaviour.

Passive behaviour is explained to the recruits as follows: When you allow the needs, opinions
and judgements of others to become more important than your own, you are likely to feel hurt,
anxious and even angry. This kind of passive or non-assertive behaviour is often indirect,

emotionally dishonest and self-denying (Sorensen, 2005).

Aggressive behaviour implies that a person behaves selfishly and in this way violates the rights
of others. They, therefore, lay claim to their own rights, but at the expense and/or humiliation of

others.

The following typical negative outcomes of aggressive behaviour are highlighted:

O Aggression often breeds aggression. Once people start behaving aggressively toward each
other, it becomes very difficult to stop. This leads to a certain pattern of communication
within the relationship

O Aggression can make a person unpopular. Once such a person has a repuration for being
aggressive, people will start to avold him or her

0 Aggression discourages people from helping such a person in future, even when they really
need help

0 Some people believe that behaving aggressively makes others respect them, but it simply

makes them fear those types of people (Sorensen, 2005).

Assertive behaviour consists of three components viz. behaviour, feelings and consequences.
The content of each is described with the help of the following ‘formula™
“When you (state the bebavionr), 1 feel (state the feeling) because

(state the consequence)” (cf. Bramson, 2001; Sorensen, 2005).

The recruits are then involved in role-plays thar illustrate the naturc and impact of the different
behaviour styles. These exercises do not only assist them in identfying passive, aggressive and
assertive behaviour styles, but also affords them the opporrunity to practice more assertive
behaviour. This 1s followed by a discussion of the feelings that flow from the behaviour. In it,
the use of “I” messages as a tool in assertive behaviour and the principle that all people have
personal rights which should not be viclated by others, is highlighted. The latter provides a link

to the next subject that is covered in the module.

4.2,3 Personal rights

It 15 emphasised that, if people want to express their thoughts, feclings and needs assertively, they
must believe that they have the legitimate right to have those needs. The following personal
rights are then discussed in some detail:

0 the right to decide how to lead your life

D the right to your own valucs, beliets, opinions and emotions
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the right not to justify or explain your actions to others
the right to express yourself and to say ‘no’

the right to ask for information or help

the right to change your mind and to make mistakes

the right to like yourself, even though not perfect

O 0 oo a g

the right to have positive, satisfying relationships within which you feel comfortable and free
to express yourself honestly

C the right to change or enhance your life (Sorensen, 2005:3).

The recruits need to understand that when one does not believe in these tights, one’s stance might
become that of a passive person who responds passively to circumstances and events in life.
Creating a personal assertive philosophy prepares a person to utilize tools for assertiveness
confidently and effectively. Recruits are, therefore, encouraged to create their own ‘assertive

philosophy’.
4.2.4  An ‘assertive philosophy’

The presenter would then emphasise the facr that assertiveness should be utilised selectively. The
basic message is: ‘It is not just what you say to someone verbally, but also how you communicate
non-verbally by tone of voice, gestures, eye contact, facial expressions and posture that influences
vour impact on others’. The recruits are then encouraged to make the assertiveness philosophy

part of their daily lives.

5. THE CONTENT OF THE HEALTH MAINTENANCE MODULES

Due to the nature of police work and the high incidence of substance abuse amongst its members
(PSWS, 2001:2), the health maintenance’s Stress Management and Substance Dependency
modules focus on two very relevant issues. The purpose of the Stress Management module is to
equip recruits with the ability to deal with stress eftectively, whereas the Substance Dependency
module would make them aware of both the dangers of substance abuse and how to prevent

themselves from becoming involved in such circumstances.

5.1 MODULE 7: THE STRESS MANAGEMENT MODULE

The Stress Management module focuses on the nature, impact, causes, physiology and levels of
stress, as well as the factors that affect a person’s resistance to stress. [t also covers the techniques

that could be used to manage stress effectively.

5.11 Defining stress

After the introduction, recruits are requested to define stress by means of symbolic drawings. The
drawings should explain the nature of stress according to their own knowledge and experience of
the subject. Although many different angles and symbols are usually used, most participants

would agree that stress is part of everyday life (Weiten & Loyd, 2000:63).
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In the further discussion of the nature of stress, the following definition of Selye (1956:15) is used
as a point of departure: “Stress is the result of an imbalance between the level of demand placed
on people as they perceive it and their perceived capabilities to meet the demands”. It is
explained that many everyday events create stress, but that a person’s response might differ from
event to event and person to person. They must also realise that stress can be either good or bad.
It can be motivational, but that if prolonged stress is ignored, it could have a detrimental physical
and emotional effect. Consequently, their behaviour will also be negatively affected (Williams:
2003:15).

5.1.2  Organisational causes of stress

The recruits are then made aware of the causes of organisational stress. This will prepare them
for the realities that they will encounter as police officials. In this regard, the views of Cohen ez 4/
(2001:192-193) and Auerbach and Gramling (1998:213-218) especially are applicable to the
organisational setting of the SAPS. They highlight causal factors intrinsic to the job, such as physical
surroundings, level of noise and unpleasant smells. Wainright and Calnan (2002:27) also argue

that“  wvirtually any adverse experience at work can be defined as a cause of work stress”.

Another occupational stressor is unceriainty or ambignity (Auerbach & Gramling, 1998:218; Cohen ¢
al., 2001:193). Uncertainty is especially relevant to the new recruits of the SAPS. Although the
majority of them are quite excited, there is a feeling of uncertainty present. For example, will they
be successful in their training, will they be good police officials and will they be able to handle

crime scenes and traumatised clients.

Interpersonal relationships can also cause stress, especially with regard to relabng propetly to
colleagues, superiors, the public, cic. Police officials nced to trust and rely on each other,
especially in the execution of their duties. If they do not maintain sound relationships, the

consequences might be fatal.

Stress related fatigne and overmork can build up over a long period when a person tries to achicve
too much in too litde time (Williams, 2003:22). In this regard, Cartwright and Cooper (1997:16)
differentiate between quantitative work overload (i.e. when a person has too much work 1o do)
and a qualitative overload. The latter refers to work that is too difficult for the person to execute

and that leads to extreme stress.

5.1.3 Physiology of stress

[t is explained that stress can manifest itself in a number of ways. It can include high blood
pressure, ulcers, irritability, difficulty in making routine decisions, loss of appetite and accident
proneness (Robbins, Odendaal & Roodt, 2004:423).

5.1.4 Drawing up a ‘personal stress profile’

The recruits are then tasked to do a body drawing that illustrates the emotonal, behavioural and

physical reactons to stress. The results are used to explain the following:
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0 Emotional reactions towards stress vary between individuals due to their personality make-
up, early upbringing and life experience. The reactions include anxiety, frustration, anger,
crying, feeling caged in, etc. (Cranwell-Ward, 1990:62-63}.

o Behavioural reactions include changes in eating habits, increased smoking or consumption
of alcohol. rapid speech, fidgeting and sleep disorders (Robbins e/ af, 2004:423; Williams,
1994:38).

o Physical reactions refer to symptoms such as headaches, indigestion, sweaty palms, back
pain and a tight neck (Fdelman & Mandle, 2002:361).

The use of body drawings are usually experienced as very positive and increase the recruits’

awareness of the different types of reactions that stress evokes.

In order ro encourage recruits to know how stressed they actually are, various checklists are then
utilised. These checklists are basically self-administered questionnaires and cover five issues
namely, the individual’s level of stress, causes of stress, stress reactons, A/B personality type as

well as a depression and anxiety checklist.

When the recruits have determined their ‘stress stats’, they are usually very interested to know
how to deal with stress effectively. This provides a link to the exploration of the factors that

effect stress resistance and the strategies for thriving on stress.

5.1.5 Factors affecting stress resistance

People differ regarding how much stress they can tolerate without experiencing ill effects. For
example, the personality tactors associated with hardiness such as comumitment, challenge and
control may increase a person’s stress tolerance level.  People high in optimism and
consclentiousness also have advantages in coping with stress (Weiten & Loyd, 2000:94) and

positive social support can be a key buffering mechanism-

5.1.6  Strategies for thriving on stress

The next part of the Stress Management module forms the core of the presentadon. It provides
the opportunity for recruits to acquire the new techniques and skills necessary 1o deal with stress
effectively, with specific reference to emotional well-being, physical well-being and mental and
spiritual well-being.  Each of these areas will be discussed according to the underlying theory

found in the literature.

5.1.6.1 Sustaining emotional well-being

The ability to sustain emotional well-being is divided into three dimensions. These are releasing

emotions, establishing emotional discance and emotional support.
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L 4 Releasing emotions

If people do not express their feelings fully, they might become anxious, listless and troubled.
Pent-up emotions do not disappear and this can affect a person’s emotional well-being severely
(Weiten & Lloyd, 2000:116). Theretore, releasing pent-up emotions by talking about difficulties,
pillow fighting, punching bags, etc. appears to be particularly beneficial techniques for managing
stress (Quick ez af, 1998:247).

€ Establishing emotional distance

According to Cranwell-Ward (1990:105-106), the establishment of emotional distance is a strategy
that is derived from the ancient philosophy of Stoicism. It will assist a2 person to rise above a
stressful event. Acceptance of how things are enables the individual not to become emotionally
overwhelmed, but 1o stay cool and calm (Williams, 1994:112).

4 Emotional support

Emotional support is essential for effective functioning. For exarnple, an empathic listener may
not be able to resolve an issue, but will help the individual to manage the response to stress berrer
(Quick ez 2, 1998:200). In the SAPS, the so-called ‘buddy-system’ fulfils this need.

5.1.6.2  Sustaining physical well-being

The recruits are exposed to a variety of strategies/techniques that are beneficial to the physical
management of stress. The areas that are highlighted include diet, rest, relaxation and exercise.
Physical exercises are deemed as one of the basic and effective means of stress reduction. Natural
chemicals build up during the stress response and are released during exercising, helping the body
to return to its normal equilibrium (Davis, Fshelman & McKay, 2000:259). Physical activities in
various forms have special benefits such as increased energy, strength and flexibility and ensure

that stress-induced frustration and aggression is released (Quick e a/, 1998:247).

5.1.63 Sustaining mental and spiritual well-being

It is explained that mental and spiritual well-being basically entails the adoption of a positive
stance in life, achieving inner balance by means of realistic expectatons and developing an

organised apptroach to life by improving self-management (Williams, 2003:28).
51.7 Drawing up a ‘personal stress management plan’

The final part of the module is aimed at enabling recruits 1o draw up their own personal stress
management programme or plan. The reason for this practical focus is because, according to
Ross and Altmaier (1994:89), many of the current stress management programmes arc nothing
more than mere ‘band aids” because they do not address the real problem of stress. Instead of

waiting for employees to experience too much stress, a more proactive approach should be
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followed. In such an approach, the formulation of a personalised management plan is an

imperative.

To draw up their stress management plan, each recruit receives a handout with an outline of a tree
on it.  The tree has branches, but whete the leaves are supposed to be, are little blocks
representing all the possible causes of stress in his or her life. Recruits are required to complete a

goal and action steps for each of these causal areas.

After completing the plan, each participant pledges to put the plan into practice. They have to
display it in such a way that it also serves as a constant reminder, hopefully motivating them to

persevere with the process of continually improving their stress management behaviour.

5.2 MODULE 8: THE SUBSTANCE DEPENDENCY MODULE

The Substance Dependency module covers a vanety of issues. These include the impact of
alcohol abuse, why people take drugs, legal and illegal drugs, the effect of alcohel on the

individual, the phases of dependency and treatment.
5.2.1 Alcohol as a legal substance

After the introduction to the module, recruits are requested to complete a ‘Knowledge quiz’ on
substance dependency in small groups. The answers are then shared with the rest of the platoon.
This exercise not only assists the presenter in determining the knowledge base of the recruits, but
immediately catches their attention due to the heated debates on the correct/incorrect answers
that often occur at this stage. The presenter then shares the answers and the DSM-TV-TR

definitions of subsrance dependency and abuse (cf. Van Wormer & Davis, 2003:5) with the group.
5.2.2 Why people take drugs

The discussion then moves on to the reasons why people take drugs in the first place. It is
intended to help recruits gain a better understanding of the impact that the simple action of taking

a drug, whether for fun or as a necessity, will have on the individual.

It 15 explained that the effects of a drug are influenced by emodonal factors, such as the user’s
experience, motivation and mood, as well as bio-physical conditions such as the presence of tood
in the stomach, the proof of the beverage and the rate of drinking or the size of the dose.
Negative emotions such as tension, worry, anxiety and depression are dulled and inhibitions may
be lost. Drugs can also create a shift in personalities or atdtudes (ct. PSWS, 2004:5; Weiten &
Lloyd, 2000:409-410).

It is emphasised that alcohol s also a drug, albeit a legal one, and thar alcoholism is a severe form
of drug abuse. However, illegal drugs and prescription drugs do also have a severe negative

impact (Quick ¢/ g/, 1998:69) and their use is increasing.
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5.2.3 Overview of legal and illegal substances

The discussion then moves on to the nature and use of the different types of legal and illegal
drugs. It is not only aimed at making recruits aware of the drugs that they will encounter during
the executon of their work as police members, but also to sensitise them to the dangers involved

in their personal use of these substances.

The presentation and discussion covers the following:

0 Narcotics (opiates such as: codeine, opium, morphine, heroin), i.e. the drugs derived from
opium that are capable of relieving pain

O Sedatives (e.g. barbiturates, methaqualone, tranquillisers, ethyl alcohol and benzodiazepines
such as Valium, Librium and Tranxene), i.e. sleep-inducing drugs that tend to decrease central
nervous systermn activation and behavioural activity

o Stimulants {e.¢. cocaine, amphetamines and methamphetamine/’speed’) i.e. drugs that tend
to Increase central nervous system activation and behavioural activity

o Hallucinogens (c.g. angel dust, loveboat, LSD, acid, mescaline, peyote and designer drugs
such as Fcstasy and PCP). It is a diverse group of drugs that have powerful effects on mental
and emotional functoning, marked most prominently by distortion in sensory and perceptual
experience

0 Inhalants (e.g. solvents, acrosols and anaesthetics). Sniffing inhalants produces a cheap,
short-lived “high”, but can cause permanent damage to the lungs, the brain etc.

o Cannabis, also known as marijuana, pot, grass and hashish (Van Wormer & Davis, 2003:115;
Weiten & Lloyd, 2000:425-426).

5.2.4 The effect of alcoho! on the individual

The focus then shifts to the effect of alcohol on the individual. Tt is emphasised that, when a
person abuses or become dependant on alcohol, his or her psychological functioning, physical

functioning, interpersonal relationships and social functioning will be negatively affected.

5.24.1 Psychological effects

When a person takes the substance, it makes them feel more ‘relaxed” and improves their
communication and personality. They also believe that they are more confident and in a better
position to address any difficult situation. The opposite may, however, be true. [t can have
negative psychological effects such as aggression, depression, irritability, suicidal feelings,
suspiciousness, etc. (Doweiko, 2002:89-92; Weiten & Lloyd, 2000:410).

5.2.4.2 Physical effects

The recruits are also informed about the most important negative physical effects of alcohol. This
includes its effect on a person’s immune system, brain, mouth/throat, heart, stomach, pancreas,

liver, kidneys and sexual abilities {(Edelman & Mandle, 2002:689; Doweiko, 2002:82-88).

>
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5.2.4.3 Effect on interpersonal relationships and social functioning

The eftect of alcohol on a person’s interpersonal relationships and social functioning is also
highlighted. The discussions focus on the four major systems affected by substance dependency
process, viz. marriage, children, fiends and work. At first, everyone may experience the person as
socially acceptable and funny. Even family members may feel that the behaviour is only isolated
incidences and may even justify the person’s behaviour by saying that everyone sometimes has too
much to drink. As the process continues, people will become progressively more concerned as
the substance dependent person’s behaviour becomes unbearable and impacts severely on the
stability of relationships, whether at home or at work (Van Wormer & Davis, 2003:199). This
may ultimately lead to the disintegraton of the relationships.

5.2.5 Phases of alcohol dependency

Once the effects have been shared with the recruits, the discussion will move on to the phases of
the alcohol dependency process. It covers both physical dependency and the withdrawal
symptoms that occur when drug use is terminated and the psychological dependency with its

concomitant intense mental and emotional cravings for it (Weiten & Lloyd, 2000:422-423).

5.2.6 Treatment

The final issue that is covered in the module entails the treatment of substance dependency and
the resources that are available in the community. This information is not only important to the
recruits on a personal level, but will also be helpful when dealing with cases involving substance

dependency.

It is basically explained thar the treatment consists of two phases, viz. detoxification and
cehabilitation.  During detoxification, the body rids itself of drug residues. Medically supervised
detoxification, which may involve the careful use of medicaton, is a safe, clinically recommended

substitute for the formerly dreaded “cold-turkey” withdrawal period.

Rehabilitation 1s a much longer process. It consists of a daily schedule of different types of
therapies, such as individual counselling, education about drugs, a nutrition programme, a physical
exercise routine, group psychotherapy and participation in support group activities. There may
also be special sessions for family education and therapy (Doweiko, 2002:347-351; Edelman &
Mandle, 2002:690; Van Wormer & Davis, 2003:260-265). The presentation on treatment is
concluded by a discussion on the available resources in the community. A list of resources is then

made available to the recruits.

The recruits are finally encouraged not to experiment with either legal or illegal substances, to
utilise the ‘buddy system’ in the SAPS to help prevent substance abuse amongst colleagues and to

be sensitive to the occurrence of such abuses in the community.
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6. CLOSING REMARKS

The Self-Management Programme was developed by Police Social Work Services (PSWS) to
improve recruits’ human relations, health maintenance, decision-making and purpose-in-life skills.
Its ultimate goal is to enhance recruits’ resilience and professional conduct as police officials from

the outset and also to prevent the occurrence of the social problems associated with a lack of
skills in these fields.

From an analysis of the four modules that make up the human relations and health maintenance
components of the programme, it became clear that their content was in line with the theory
found in available litetature. The presentaton of the information and the extensive use of
experiential learning techniques were, however, more aligned with and focus more strongly on the
specific life-phase and circumstances of the recrus. It could, therefore, be concluded that the
modules possess the innate potental to contribute significantly to the improvement of SAPS
recruits’ conflict management, assertiveness and stress management abilites, as well as skills in
dealing with substance dependency related jssues. The extent to which this potendal was realised

in practice will be covered in the next two articles.
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ARTICLE 2

Williams, H M & Weyers, M L

AN EVALUATION OF THE HUMAN RELATIONS MODULES OF
THE SOUTH AFRICAN POLICE SERVICE’S SELF-MANAGEMENT
PROGRAMME

My H M Williams is a social worker at the South African Police Service and Prof M L Weyers is a lecturer in
Social Work at the School for Prychosocial Bebaviowra! Sciences, North-West University (Potehefitroom Campus)

ABSTRACT

Background: A combination of factors inciuding the success that was achieved with the Police Social Work
Service’s Personne! Capacity-Building Programmes, fed fo an instruction by the National Commissioner of the
SAPS that such interventions showld be extended to SAPS recruits.  Thiv reinfted in the development and
implementation of the Self-Management Programme for recruits. This programme consists of 9 moduley that can be
grouped into four components of which the buman relations component is one. In 2004, a comprehensive study was
launched on the effect of all the modules and the programpre’s overall return on investment. The evaluation of the

human relations component formed a separate research project within the ambit of this study.

Aifm: The primary aim of the buman relations research project was to determine the effect of its constituent modules
on the knowledge, attitudes and behaviour of the SAPS recruits, as weill as their contribution lo the programme’s
overall return on investment (ROA) coeffictent.

Method: Use was primarily made of a randomised pre-test-post-test control proup research design.  This was
supplemented by a content analysis, focus group inferviews and the calenlation of the modules” ROL The research
inpolved an average of 406 experimental group respondents, 107 controf gromp members, 47 focns graup participanis,
20 presenters and 4 facilitators for the focus group interviews.

Resuits: The triangulation of measurements showed that the modules bad a significant short-term and long-term
effect on the respondents’ personal and professional lives and that they represented a poiitive return on the

organisation’s investment of time, money and effort.

1. INTRODUCTION

Several factors, including the success achieved with the implementation and evaluation of the
Personnel Capacity-Building Programmes (abbreviated as PCaBP’s) in the SAPS contributed to
the instruction from the National Commissioner of the SAPS that these pro-active interventions

be implemented during the basic training of police recruits.

The Personnel Capacity-Building Programames (PCaBP’s), consisting of 15 modules, were
developed during 2000 and the implementaton thereof in the SAPS commenced at the end of
2000. The organisation wanted 1o investgate the benefits of the Personnel Capacity-Building
Programmes, subsequently a comprehensive research study commenced during 2001 to determine
the effect of the PCaBP’s. The results of the study indicated that the PCaBP’s have a practcal

significant effect on the knowledge, attitudes and behaviour of SATS personnel.
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During 2003 the PCaBP’s were customized ro suit the needs of recruits and were formally
included in the Basic Training Learning Programme of the SAPS and called Theme 3: Self-
Management. It was requested that a study to be conducted regacding the effect and return on
investment of the Self-Management Programme. This research took place during 2004-2005.
Although the Self-Management Programme consisted of nine modules, this study focused only on
the human relations and health maintenance components. Before details of the research follow,
focus will be placed on the background, development and the nature of the Self-Management

Programme.
g

2. BACKGROUND AND DEVELOPMENT OF THE SELF-
MANAGEMENT PROGRAMME

The Self-Management Programme emerged from the success that was achieved with Police Social
Work Service’s Personnel Capacity-Building Programmes. In order to place them in perspectve,

it is necessary to take a brief look at the development of these programmes.

The need for Personnel Capacity-Building Programmes (PCaBP’s) in the SAPS derived from the
fact that various SAPS policy documents and reports emphasized the iraportance of empowering
personnel in order to render an effective client-centred police service to the cornmunity. \nother
factor was the high prevalence of social problems among SAPS personnel. An external service
provider, Ask Africa, was requested to conduct extensive research on the nature of social work
services in the organisation (Stutterheim & Moruane, 2002:172). The research results clearly
showed a need for both reactive (therapeutic) and proactive {eapacity-building programmes) social

work services.

As part of the above research various priority areas were identified. These included: stress,
substance dependency, financial problems and personnel conflict/cooperation (Ask Africa,
1997:28). The relevance of these areas was confirmed by statistics from Police Social Work
Services (PSWS) (cf. PSWS, 2001). It was, therefore, decided at a2 PSWS national conference held
in Scptember 1999 that the priority areas should be addressed by the development and widespread

implementaton of Personnel Capacity-Building Programmes (PSWS, 2001:2).

Consequently, various Personnel Capacity-Building Programmes were developed and
implemented by Police Social Work Services (abbreviated as PSWS) since 2000. Soon the need
also arose to determine the effect of the PCaBP on the personnel’s knowledge, atdtude and
behaviour. Research was conducted to determine the effect of the PCaBP’s. The positive impact
measurement of the PCaBP’s contributed to the fact that the Self-Management Programme

formed part of the new Basic Training Learning Programme of SAPS.

The SAPS Personnel Capacity-Building Programmes had to be customized to suit the needs and
requirements of the new Basic Training Learning Programme (abbreviated as BTLP) of SADPS.
Therefore, working groups were established, consisting of police social workers who had the task
to customize the nine modules of the Self-Management Programme and to ensure thar ir also

adhered to the South African Qualification Authority’s (SAQA) requirements.
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The Self-Management Programme was presented for the first uwme in July 2004, which was
regarded as the piloting of the complete BTLP of the SAPS. Minor adjustments had to be made
to the Self-Management Programme afterwards, specifically with regard to the experiential
learning activities. It had to be aligned according to the recruits’ frame of reference in a police

training setting. The resultant structure of the programme will be discussed next.

3. STRUCTURE AND OUTCOMES OF THE SELF-MANAGEMENT
PROGRAMME

The overall purpose of the Self-Management Programmes is to enable recruits to behave in a
professional and responsible manner that is acceptable to the community and the organisation.
Furthermore, to enable them to adhere to and practice sound human relations, as well as to render

a professional customer service.

The Self-Management Programme originates from the SAPS Personnel Capacity-Building
Programmes, therefore, it is also aligned according to the principles of occupational social work
and the strengths-focused approach. The purpose is to ensure that recruits are empowered with
knowledge, attitude and behaviour to become resilient police officials (Rooth, 2000:34;
Stutterheim & Weyers, 2002:10; Thompson, 2002:xvii).

The nine modules of the Self-Management Programme were based on Brooks® taxonomy of life
skills (Brooks, 1984:359-381; Darden ez 4, 1996:3-5), divided into the following four components:

0 Component I: Human relations skills
@ Conflict management Module 4)
@ Assertveness (Module 5)

c Component 2: Health maintenance skills
@ Stress management (Module 7}
©® Substance dependency (Module 8)

o Component 3: Decision-making skills
©® Financial management (Module 1)
® Problem-solving (Module 6)
©@ HIV and AIDS awareness (Module 9)

o Component 4: Purpose-in-life skills
@ Self-knowledge (Module 2)
@ Planning of goals (Module 3)

The division of the modules, with a special focus on the human relations component, is portrayed

in Diagram 1.
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DIAGRAM I:  THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF
BROOKS’S TAXONOMY OF LIFE SKILLS (WITH A SPECIAL FOCUS ON THE HUMAN
RELATIONS MODULES)

Module 5: | Module 7:
Assertiveness - Stress
‘ Management

Module 4:

" Module 8:
Conflict ~ Substance
Dependency

Management

Module 1:
Financial

’Moc.lule 2
“Planniog of

" Module 3:
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This article will focus on the nature of the human relations component (Component 1) with its
constituent Conflict Management and Assertiveness modules and the nature of it will be discussed
next. Both Component 1 and 2 formed a separate research project within the ambit of the overall

Self-Management study.

4. THE NATURE OF THE PROGRAMME’S HUMAN RELATIONS
COMPONENT

The nature of the Self-Management Programme’s human relatdons component denved from
Brooks® statement (Brooks, 1984:6) that life skills include all skills necessary to manage an
effective lifestyle. Amongst these skills are the human reladons skills identified as one of the four

components of the Self-Management Programme.

The human relatons skills component consists of a Conflict Management module and an
Assertiveness module, each with its own goals and objectives. The goals of conflict management

will be mentoned first and then those of assertiveness.

The Conflict Management module’s goal 1s to sensitise the recruits to the fact that different styles
of conflict management exist, that they should know which typical styles they use and how to
apply the different styles appropriately in different scenarios they mught be confronted with
(PSS, 20043).
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The Assertuveness module’s goal is to enhance the skill of assertiveness, promoting professional
behaviour, thereby enabling the recruit to express himself/herself and his/her rights without
violating the rights of others. In order to achieve these goals, needs-based content had to be
developed and presented by means of utilizing experiendal learning methods to ensure that
rectuirs master the relevane skills (PSWS, 2004 7).

The contents and main teaching activities of the modules are summarized in Table 1.

TABLE1: THE THEMES AND PRESENTATION METHOD OF THE HUMAN RELATION
MODULES: CONFLICT MANAGEMENT AND ASSERTIVENESS

SUBJECT METHODS

Module 4: Conflict Management

o Definition of conflict Small group discussion
& Reasons for conflict Role play

e Feelings surrounding conflict Debate

*  Your behaviour as a result of conflict Group discussion

»  Five main strategies for managing conflict Checklist

*  Guidelines for managing conflict Small group discussion

Module 5: Assertiveness

o Definition of self-assertive behaviour Small group discussion

e FEvaluanon of self-assertiveness Checklist on self-assertive behaviour
e Passive, aggressive and assertive behaviour Role play

®  Personal rights Small group discussion

*  Assertive philosophy Group discussion

The objective of the Conflict Management module is to ensure that the recruits are aware of
the different conflict handling styles that exist and how the use thereof influences relationships.
The Conflict Management module’s stance is that conflict creates an opportunity to grow and to

learn more about the self and others (Cloke & Goldsmith, 2000:32).

It is necessary to ensure that all recruits have the same baseline with regard to conflict
management, therefore, several discussions, exercises, role plays, etc. are held with regard to
subjects such as the definition of conflict, reasons for conflice, feelings surrounding conflict,
behaviour as a result of conflict, five main strategies for managing conflict and guidelines for
managing conflict (PSWS, 2004 ).

The Assertiveness module’s objective is to develop and enhance the skills of being assertive,
however, the concept needs to be defined first, followed by various discussions, exercises and role
play on passive, aggressive, assertive behaviour styles, personal rights and an assertive philosophy
(PSW'S, 2004 4).

The nature and content of the two modules above were described in depth in the first article. It is
now necessary to discuss the research design and procedure in determining the effect of these two

modules on the recruits” knowledge, attitude and behaviour.
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5. RESEARCH DESIGN AND PROCEDURE

The research targeted all the recruits that experienced the Basic Training Learning Programme at
the different SAPS training provision institutions. These Basic Training Provision Institutions are
established SAPS instiutions in Gauteng, Kwazulu-Natal, Eastern Cape and Western Cape
Provinces. Male and female recruits from various racial groups were included in the study. The

design and procedures that were followed will be discussed next.

5.1 AIM AND OBJECTIVES

The primary aim of the research project was to determine the effect of the human relanons
components of the Self-Management Programme on the knowledge, attitudes and behaviour of

the SAPS recruits, as well as the programme’s return on investment coefficient.

In order to achieve this aim, four objectives were pursued. They were:

D to determine the extent to which the human relations and health maintenance modules of the
Seif-Management Programme adhere to theoretical principles set for personnel capacity-
building programmes

O to measure, by means of empirical research, the effect of the human relatons and health
maintenance modules of the Self-Management Programme on SAPS recruit’s knowledge,
attitudes and behaviour (IKAB)
to determine the programme’s return on investment (ROI) for the SAPS

to provide guidelines for the improvement of the Self-Management Programrme.

5.2 RESEARCH DESIGN

In the empirical research, use is made of the classical experimental research design or the
“randomised pre-test-post-test control group design” (Fouche & De Vos, 2002:147). This means
involving both the experimental group and control group. Both are created by random sampling
and random assignment methods. Consequently, both groups take a pre-test at the same ume,
after which only the experimental group receives the independent variable (presentation of the
Self-Management programme) and then both groups (experimental and control) take the post-test
{Fouche & De Vos, 2002:147). The experimental group in the human relations component

consisted of 406 recruits and the control group consisted of 107 randomly selected recruits.

5.3 RESEARCH PROCEDURE

The research procedure can be divided into five phases, viz. the literature study, the pilot study,
the main study (ie. determining the short-term and long-term effect of the modules),
identification of the programme’s return on investment (ROI) and the completion of the research

reports.
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5.3.1 Phase 1: Literature study

An extensive literature study was conducted on (1) the analysis of existing literature regarding the
nature and content of self-management programmes, (2) the generic atibutes of capacity-
building programmes (3), effect measurement and (4) ROI calculations and principles. The results
were especially useful and applied in the development of the measurement insoruments

(questionnaires).

The South African Police Service’s available policy documents regarding capacity development,
community service rendering, as well as community policing were also consulted. The resources
that were unlised were SAPS documentadon, books and journals of both Scuth African and
international origin. The Internet and literature from related areas such as management,
economics, community policing, criminology, education, scciology and psychology were also

considered and studied.

5.3.2 Phase 2: The pilot study (design and testing of measurement instruments)

Phase 2 comprised of the pilot study. During this phase the measurement instruments were
developed and evaluated. The evaluation took place in the tform of a focus group session,
consisting of a panel of experts. The panel consisted of two police social workers, three social
work lecturers and one psychology lecturer (see Appendix 17). The purpose of this focus group
session was to investigate a multitude of perceptions with regard to the measurement instruments

(defined area) and focused mainly on the content and relevancy thereof (Greeff, 2002:306).

Consequently, the pilot study took place during the July 2004 presentation of the Self-
Management Programme to recruits. Four platoons, two each from the Pretoria and Oudtshoorn
Basic Training Provision Institutions (abbreviated as BTPI’s) were involved in the piloting of the
questionnaires. The data derived from the pilot study were statistically analysed and the results
obtained were considered during the finalizaton of the measurement instruments for the main

study.

Three types of measurement instruments were used in the research. They were a KAB

questionnaire, a presentation evaluation questionnaire and a presenter’s evaluation questionnaire.

The contents of each module of the human relations component are unique, therefore the KAB
questionnaires, which were designed by the researcher, were based on these modules as well as
relevant theory. They comprised of a pre-test and a post-test questonnaire for both the
experimental and the control groups. Mostly summated or Likert-type (Welman & Kruger, 2003:
150) 1ems were udlised and were specifically aimed at measuring respondents” knowledge,

aturudes and behaviour.

The presentation evaluation questionnaire was previously developed by an EPCaP research team

and only minor changes/adjustments were made. It was based on the evaluaton instruments that
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were contained in the programme, as well as those of various training institutions (cf. Academic
Services, 2000) and theoreticians (cf. Kirkpatrick, 1998:26-28). The instrument consisted of 23
items and focused on the respondents’ experience of the presenters and their presentation skills,
as well as the learning process and the presentation context. By using the Cronbach’s alpha
cocfficient (Gravetter & Forzano, 2003:391; Jackson, 2003:42-43) during a previous EPCB, it was

ascertained that the instrument had a high reliability factor.

A third questionnaire had to be completed by the presenters after they had presented the
programmes. It gave them an opportunity to rate their own performance, preparation and use of
training aids. It also enabled them to make recommendations, to specify the themes that could be
dropped from or added to the modules and to identify the material that was most and least
beneficial during the presentation of the modules. This questionnaire was based on the
presentation evaluation questionnaire and, therefore, it was not necessary to pilot test it

beforehand.

The main study followed after the previous phase was completed and will be discussed next.

5.3.3 Phase 3: Measurement of the short-term and long-term effect of the human
relations component

The main empirical study took place from 24 to 28 January 2005. In tortal, 18 platoons consisting
of an average of 500 respondents were seclected on a stratified random basis (cf. Strydom,
1999:66-70) from seven different Basic Training Provision Insttutions. The experimental group
experienced the five-day Self-Management training, completed the applicable KAB questionnaires
ar the beginning and end of each day’s presentation (see Appendix 9 & 10) and also completed the
presentation evaluation questionnaire (see Appendix 13) at the end of the five days. The control
group completed similar KAB questionnaires during the exact same dme period. All 15
presenters of the programme had the opporwunity to complete the presenter’s evaluation
questionnaire at the end of the week (see Appendix 14). The short-term effect measurement was
followed by the measurement of the long-term effect, seven months after the recruits attended the

Self-Management Programme.

A rotal of 47 recruits took part in focus group sessions, approximately seven months afrer the
attendance of the Self-Management Programame. The data collected during these sessions were
also considered, analysed and interpreted. The calculations of the return on investment of the

coefficient of the human relations component received attention next.

5.3.4 Phase 4: Calculation of the modules’ return on investment (ROI} coefficient

The results of the main study, as well as an analysis of the costs involved in the presentation of
the programme, were then used to determine s return on investment for the SAPS. For this

purpose, use was made especially of Davidove and Schroeder (1992:70-71), Goldwasser (2001:82-
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88), Meyer ez al. (2003:5), and Moonen’s (2003:147-165) conceptualisation of the nature of return

on investment (ROI). The basic formula that was used for this purpose is the following:

Net Programme Benefits

0/ —
ROLCA) Programme Costs

X 100

W here:
¢ Net programme benefit = Total benefits - costs
¢ Benefits = Economic benefits + quality benefits + efficiency benefits

¢ Programme cost = Financial costs + manpower/time inputs (Moonen,
2003:147-165)

5.3.5 Phase 5: Completion of the research reports

Compilation of the articles and research report took place once all the data had been interpreted.

These reports include guidelines for the improvement of the modules and their presentation.

5.4 'THE RESEARCH GROUPS

The respondents who were involved In the study can be divided into four categories. These were
the members of the experimental and control groups, the focus group participants and the

presenters (see Table 2). The composition of each group will be viewed separately.

The experimental and control groups consisted of 513 respondents. They were selected by means
of stratified random sampling (cf. Strydom, 1999:66-70), but also included an element of quota
sampling. The experimental group was stratified according to geographical area and four platoons
trom the more southern Basic Training Provision Institution — Oudtshoorn, four platoons from
the eastern Basic Training Provision Institution — Bisho and six platoons from the northern BTPI
- Pretoria (four platoons) and Jakkalsdans (two platoons) took part in the research. The control
groups were selected from two other BTPI’s, namely Chatsworth, Kwazulu-Natal and Phillip,

Western Cape.

The totals of the respondents were as follows: an average of 406 respondents per module was part
of the experimental group and an average of 107 respondents per module was included in the
control groups. The respondents represented almost 12% of the total of 4 249 recruits (see
Appendix 19) in the January 2005 intake. This is in line with the 10% to 14% recommended by
Stoker (in Strydom & De Vos, 1998:201). The members of the experimental group were drawn
from the Pretoria, Oudtshoorn, )akkalsdans and Bisho Basic Training Provision lansttutions,
while the control groups came from Phillipi, Graatf-Reiner and Chatsworth (see Table 2).  The
total number of 11 presenters completed the presenters’ evaluation questonnaire and four

facilitated the focus group sessions.

The focus groups that were held for the human relations component took place in the Southern
Cape (one group) and Gauteng (one group) (see Table 2). Each focus group consisted of at least

fourteen participants (twelve recruits and the two social workers who facilitated the process).
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TABLE 2: THE PROFILE OF THE EXPERIMENTAL AND CONTROL GROUPS IN TERMS OF
SAPS BAsIC TRAINING PROVISION INSTITUTION (THE HUMAN RELATIONS

STUDY ONLY)
Basic Training Oudrs- Pretoria Bisho Jakkals- Graaff- Chats- Phillipi Un- Total
Provision hoom dans Reinet worth known

Insnrution (B1P1's)

CONFLICT MANAGEMENT AND ASSERTIVENESS MODULES

374 1978 783 169 347 143 455 - 4249

T'oral SAPS recruits (8.5%%) (46.55"%) (18.427%) (3.97%) “ 169) (3.36%) (10.7%) (100%)

1(')7 |07 138 58 N 406

/ ////////////////////// L0, | e, | 3, | e | o

FOCUS GROUP GAUTENG PROVINCE WESTERN CAPE PROVINCE TOTAL
e Conflict 12 1 23
management (52.17%) (47.83%0) (100
: 12 12 24
*  Aszertiveness (50%) (50%%) (100%0)

The number of the actual total of recruits was only available shortly before the commencement of
the official training. Therefore, it was decided beforehand to utilize four platoons per identified
training institution for the experimental groups and one or two platoons per identified insdrution
for the control groups. The promotion of geographical representation was also taken into
consideration. Random sampling was utilised for both the experimental and control groups
(Srydom & Venter, 2002:202; Welman & Kruger, 2003: 53-54).

The representation of the experimental groups according to the four Basic Training Provision
Institutions was as follows: Oudtshoorn (Western Cape Province) 26.41%, Pretora (Gauteng
Province) 25.37%, Bisho (Fastern Cape) 34.07% and Jakkalsdans (Gauteng Province) 14.32% (see
Table 2).

The race and gender distribution of the experimental, comparson and focus groups, as well as
that of the total recruit population is given in Table 3.

TABLE 3: THE PROFILE OF THE EXPERIMENTAL AND CONTROL GROUPS IN TERMS OF RACE
AND GENDER (THE HUMAN RELATIONS STUDY ONLY)

GROUPS BLACK BLACK COLOURED | COLOURED | WHITE | WHITE [ASIAN| ASIAN ToTaL
MALE FEMALE MALE FEMALE MALE |FEMALE|MALE| FEMALE (n)"

CONFLICT MANAGEMENT AND ASSERTIVENESS MODULES

oral SAPS 2833 010 310 13 43 20 19 1 4249

ecruits (66.67%0) (21.41%) (7.297) (2.65%) (1L01%) | ©47%) |©44%9)]  0.02%) {(100°%)

Experimental 264 75 39 16 6 3 2 0 405

Group (65.197%) (18.52%) (9.63%) (3.95"%) (487 | 0.74%) |©.492) (07) {100%0)

iControl 62 14 12 12 3 3 ! 0 107

Group (57.94%) (13.08%) (11.21%) (11.21%) (2.80%) | (2.80%) |{©.93%) {0%0) £100%0)
FOCUS GROUP

E:::L:S;rmcnt (47-'3'3" o) (1 3-‘?4" o) "(3‘)-1}3" o) //// //// /// %,’////// (uii o
hssertivencss | ot | vy | wses A 0

Totals (1) may rary duz to the total respondents who completed the items an the guestionnaire.
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The composition of both the experimental and control groups in terms of race and gender were
generally in line with the total population of SAPS recruits for the January 2005 intake. The focus
groups seemed to be more difticult to represent the total recruit population of the January 2005
intake. The explanation can be that all recruits are placed within the nine official provinces
according to the specific ‘personnel need’ of the particular province and only two provinces were

selected to take part in the focus group sessions.

The data collecton instruments will now be discussed in more detail.

5.5 DATA COLLECTION INSTRUMENTS

The uniqueness of each module made it impossible to unlize standardised scales. Subsequently,
entirely new measurement instruments had to be developed and standardised: during the pilot
studies and the main research. This process proved to be difficult, but quite successful. Most of
the scales had an excellent reliability coefficient and were able to measure change effectively. The
only exception was the attitude scale of conflict management that produced an unacceptably low
Cronbach Alpha coefficient. Therefore, only the effect sizes of its individual items could be
utilised in the study (cf. Elmes ez 2/, 2003:59-60, 144-145; Zechmeister & Posavec, 2003:194-197).
To accommodate this and other potential shortcomings, as well as to enhance the effectiveness of

the measurements, triangulation was utilised in the study.

Triangulation can be defined as a ““  combination of two or more theories, data sources, methods
or investigators in one study of a single phenomenon to converge on a single construct” (Hilton,
2002). In the study, the “intra-method” (Sarantakos, 1998:186) or “within method” (Bryman,
2003) of wiangulation was used. [t entails the use of multiple instruments to measure the same
phenomenon. In this case the different types of changes that the programme brought about were
measured (cf. Mark, 1996:220; Patton, 2002:556, 559-560). Its purpose was “to capture a more
complete, holisic and contextual portrayal and reveal the varied dimensions of a given

phenomenon” (Hilton, 2002) and to test the constancy of measurement (Patton, 2002:248).

The within-method in this research was done by using three primary measurement instruments.

They were:

0 the KAB questionnaire with its four primary scales (completed by both the experimental and
comparison groups)

0 the value scale (formed part of the post-test KAB questionnaire that was completed by the
experimental group only)

0 the relevance scale (formed part of post-test KAB questionnaire that was only completed by

the experimental groups).

Because the presenters’ evaluation questionnaire was only used as a secondary measurement
instrument and only completed by a small number of presenters, it was not subjected to the same

high-level statistical analyses as in the case of the other measurement instruments.
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The manner in which the different questionnaires and scales were integrated are portrayed in the

diagram below.

DIAGRAM 2:  THE USAGE OF TRIANGULATION IN THIS STUDY

KAB QUESTIONNAIRE

Secale 3: Scale 4:
Aftitudes Behaviour

Scale 2: Scale 5:

-
P
g
=
2
Subjective Value of | 2
Knowledge the module | % =
2
(soer: T enc k3
Scale 1: Scale 6: | 5 =
Objective Relevance of | v £
Knowledge the module | 3
3
2

the presentation

PRESENTATION
EVALUATION QUESTIONNAIRE >

5.5.1 The KAB questionnaires

Although the use of KAB (Knowledge, Attitudes and Behaviour) analyses is still scarce in the freld
of social work, it 1s widely used in education-oriented research in fields such as health, education,
economics, social marketing and social developmental (Berger e/ af, 1994; Donat ¢/ af, 2000;
Mitchell & Kaufman, 2002; Weinreich, 1999; WPDCE, 1999). Research of this nature is based on
the premise that human functoning can be divided into three dimensions viz. the cognitive
(thinking), the affective (feeling) and conative (behaviour/doing) (Thompson, 2002: xvi)). The
latter can also be subdivided into categories or types such as skills, role acceptance, customs and
practices (Babbie, 2001:275-277; WPDCE, 1999:16).

Various studies have shown that the dimensions are interrclated, but not necessarily linearly
dependent. For example, a change in one dimension does not necessarily bring about a change in
another dimension (e.g. an increase in attitude does not necessarily mean there will be a change in
behaviour), or the successful change in one dimension (e.g. attitudes) is not necessarily a
prerequisite for change in another dimension (e.g. behaviour) (Akade, 2001:248-251; Elkind,
1993:17; McCann & Sharkey, 1998:268-269). This made it possible to develop scales that would
measure the changes that the modules brought about in each of the dimensions independently.
These scales were contained in the first section of the KAB questionnaires that was administered
before and after the presentation of modules. A second section was added to the post-test
questionnaire. It consisted of five items whereby the respondents could evaluate the overall value
and relevance of each of the human relations component’s modules, namely conflict management
and assertiveness. In the text this data will be referred to as Scale 5 and Scale 6. The structure of

the questionnaires is summarized in Table 4.
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TABLE 4:

COMPOSITION OF THE KAB QUESTIONNAIRES

SECTIONS SCALE FACETS THAT WERE CONFLICT MANAGEMENT: ASSERTIVENESS:
NO. MEASURED NUMBER OF QUESTIONS NUMBER OF QUESTIONS

Scale 1 | Objective knowledge 8 16

. Scale 2 | Subjective knowledge 9 8
Section 1

Scale 3 | Attitudes 4 20

Scale 4 | Behaviour i8 15

Scale 5 | Value of the module 7 5
Section 2

Scale 6 | Relevance of the module 12 12

Mostly Likert-type questions (e.g. strongly disagree, disagree, agree, strongly agree) (cf. Jackson,
2003:61) were utlised for the questionnaires. They were formulated in such a way that they
would determune the respondents’ existing (in terms of the pre-test) and newly acquired (in terms
of post-test) knowledge, attitudes and behaviour. The questionnaires were, in the case of the
experimental groups, administered before the commencement of the presentation of the human
relations components and at the end of the human relations component’s presentation.
Simultaneously, the same questionnaires were administered to the control groups. This made it
possible to discount any environmental influences when determining the effect of the programme

(intervention/independent variable) on the experimental groups.

A second section was added to the post-test questionnaire that was administered to the
experimental groups. It consisted of several questions whereby the respondents could evaluate the

overall value and relevance of the programme. In the text this data will be referred to as Scale 5
(Value) and Scale 6 (Relevance).

5.5.2 The presentation evaluation questionnaire

Only one presentation evaluation questionnaire was developed for the complete EPCaP research
project. It was not necessary to design a presentation questionnaire as the existing one was
successfully utilised during the previous EPCaP research project. (cf. Williams, 2003:95). The
instrument consisted of approximately 23 items and focused on the respondent’s experience of
the facilitator and his/her presentation, as well as the leaming experience and the programme

content (see Appendix 13).

The questionnatre consists of 23 questions and was divided into five sections (see Table 5).

TABLE 5: COMPOSITION OF THE PRESENTATION EVALUATION QUESTIONNAIRES
SECTION FACETS THAT WERE COVERED QUESTI ONS
Section 1 Evaluaton of the presenter’s capabilines 1-5
Section 2 Evaluation of the presenter’s presentation skills 6-10
Section 3 Evaluation of the learning process 11 =16
Section 4 Evaluation of the presentation context 17 =20
Section 5 General 21-23
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This questionnaire was administered to the recruits directly after the completion of the five-day
presentation of the Self-Management Programme. The main purpose of this questionnaire was to
ascertain whether the nature and quality of the presentation might have had an influence on the
effect of the Self-Management Programme. The presenter’s evaluation questionnaire will be

discussed next.
5.5.3 The presenter’s evaluation questionnaire

The social workers that presented the programme had the opportunity to complete the presenter’s
evaluation questionnaire (see Appendix 14). Not only could they evaluate their own presentation
abilities or skills and the relevance of the programme, but also make recommendations regarding
the improvement of the programme (see Table 6 regarding the facets that were covered). The
questionnaire was based on the presentation evaluatton questionnaire and some comparisons

could, therefore, be drawn between the similar sets of data.

TABLE 6: COMPOSITION OF THE PRESENTER’S EVALUATION QUESTIONNAIRE

PARTS & SECTIONS | FACETS THAT WERE COVERED QUESTIONS

Part 1 Course particulars

Part 2 Assessment of the Self-Management Programme
e Section I Presenter’s self-assessment 1-5
e Section 2 Evaluation of the presenter’s presentation skills 6—10
e Section3 Evaluation of the learning process i1—-16
e Section 4 Evaluation of the preseniation context 17 - 20
e Section 5 Ewvaluation of the relevance and value of the programme 21-25
o Sectiont General 26 — 28

Part 3 Assessment of the modules and study units

Part 4 General recommendations

The measurement instruments for determining the short-term effect were discussed above. The
data instrument (discussion framework) utilised for the focus group sessions will be discussed

next.

5.5.4 The discussion framewotk used for the focus groups

The length of the complete training created an ideal opportunity to involve recruits in focus group
sessions approximately seven months after attending the presentation of the Self-Management
Programme. The purpose of the focus group sessions was to determine the long-term effect of
the human relatons component on their self-management skills as well as whether they were able
to adopt these skills, internalise them and apply them cither in their work environment and/or

personal lives.
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The focus groups discussion framework consisted of the following phases (Greeff, 2002:307,

Welman & Kruger, 2003:189), namely:

0 The topic being introduced to the group by the researcher. The researcher determined
beforehand what needed to be heard from the participants
The rules for the focus group session were shared with the group
The facilitator made an opening statement and conversations took place among the
participants with regard to the subjects of conflict management and assertiveness. The
researcher guided the discussions by asking various questions relating to the information
needed

0 The session ended with participants making a final statement and submitting their notes

completed at the commencement of the session.

The analysis of the information was based on the interviewer’s records as well as those of a co-
facilitator who also documented the proceedings. Themes were identified and the informadon was

clustered accordingly (see Appendix 5 & 6).

Overall the data collection instruments comprised of more than 200 000 individual measurement

items and a discussion on the procedures and formulas used in the data analyses will follow.

5.6 PROCEDURESAND FORMULAS USED IN DATA ANALYSES

All the data collected from the measurements were analysed in conjunction with the Statistical
Consultation Services of the North-West University, Potchefstroom Campus and with the aid of
the SAS computer package (SAS Institute Inc., 1999). The data could not be analysed before
determining whether the measurement scales were reliable, the questions valid and the scales able
to measure change. Triangulation was unlised to ensure that deficiencies in the measurement

struments be curbed. The procedures and formulas that were used will be discussed briefly.

5.6.1 Procedures and formulas used for the calculation of reliability

The Cronbach alpha coefficient (from now on abbreviated as ‘Cronbach alpha’ or simply (“o”)
was calculated for every scale in order to determine the reliability of each measurement instrament
(Gravetter & Forzano, 2003:455). A score of 0.5 or higher was accepted as an approprate
reliability coefficient (cf. Jackson, 2003:87-91). All the scales that were used in the research
complied with this criterion, except for Scale 3 (Attitude) of the Conflict Management module,

where individual items were analysed to determine eftect change.

5.6.2 Procedures followed to determine validity

The validity of the individual questions was initially determined by means of the pilot studies and
expert panel evaluations. This procedure was necessary to increase the face, content and criteria
validity of the questions {ct. Creswell, 2003:157-158; Elmes ez a/, 2003:55-39; Jackson, 2003:44-
45). The main study and its results, however, should be viewed as the most impottant step in this

P{'OCCSS.
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5.6.3 Procedures and formulas used for the calculation of change/effect

In order ro measure practcal significant change, use was made of Cohen’s formula for the

calculation of effect size. This type of effect size is also known as Cohen’s d-value (Cohen,

1988:20-27; Steyn, 2000:1-3). The reason for this choice entailed the following:

0 To determine whether the programme changed the knowledge, attitudes and behaviour of
SAPS personnel in practice, the standardised difference was used as effect size (cf. Graverter
& Forzano, 2003:454). This entailed dividing the difference between two averages (or
averages of a given mean) by the standard deviation. According to Steyn (2000:3), this is a

natural criterion for drawing conclusions regarding significance.

The first step entailed the calculation of the d-values of the scales and questions that were

administered to the experimental group alone. The following formula was used for this purpose:

d= M
Guiff
Where:
d = effect size
Lare =  average difference of scores in the experimental group (abbreviated with “p,)
ourw = standard deviation of difference score.

The second step was to determine whether there were any practical significant differences
between the pre-tests and post-tests scores of the experimental and comparison groups. In order
to do so, it was first necessary to determine whether the experimental groups (group ‘¢”) and
comparison groups (group ‘c’) were comparable before the start of the intervention programme.
To compute the net difference per scale, Cohen’s formula for calculating the effect size between
two groups was uscd. The formula is as follows (Cohen, 1988:20-27; Steyn, 2000:1-3):

g 2ot
MSE
Where:
d = effect size
pi = average difference score in the experimental group (e)
pz = average difference score in the comparison group (c)
- U2 = difference berween average difference
MSE = mean square error of the ANCOVA (Cohen, 1988: 20-27; Steyn, 2000:1-3)

The following guidelines can be used to judge all d-values:

o d = 0.2: This indicates a small effect, implying that the research should be repeated in order to
confirm if there 1s an effect

o d = 0.5: This indicates a medium effect, implying that the result can be viewed as significant,
but also that better planned research could produce even more significant results

o d = 0.8: This indicates a large effect which is significant and of practical significance
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0 Because there are no absolute boundaries between the three d-values, concepts such as ‘small
to medium effect” and ‘large effect’ can be used (Cohen, 1969:22-25; Spatz, 2001:74-75; Steyn,
1999:3).

Besides effect sizes (d-value), use was also made in certain scales and questions of descriptive

statistics such as totals, percentages, averages and standard deviations.

5.7 PROBLEMS ENCOUNTERED IN THE RESEARCH

The experimental groups found it a challenging effort to complete a pre and post-test
questionnaire before and after each day’s presentation of the modules. The presenters had to stay

focused and motivate the respondents to complete the questionnaires diligently.

Some minor logistical obstacles were also experienced. Some of the training institutions did not
receive the updated workbooks of the Self-Managemenr Programme in time and, therefore, bad
ro use the older versions. To bridge this gap, the presenters had to ensure that photocopies were

made of the updated versions and provide them to the recruirs.

6. THE RELIABILITY OF THE MEASUREMENT INSTRUMENTS

The reliability of each measurement scale was determined by means of the utlisation of the
Cronbach alpha coefficient (Graverter & Forzano, 2003:455). The results thereof are indicated in
the table below. The human relations component consisted of two modules, namely conflict
management and assertiveness. The following table indicates the “a” of each module’s scales and

subscales.

TABLE 7: CRONBACH ALPHA OF THE CONFLICT MANAGEMENT AND ASSERTIVENESS

MODULES
o
SCALE FACET & QUESTION — -
Gigiigement Assertiveness

Scale 1 Objectve knowledge 0.50= 0.55m
Scale 2 Subjective knowledge QoL = 0.89m
Scale 3 Attitude Individual items 072m
Scale 4 Behaviour 091 = 050
Scale 5 Value of the module 0.86™ 0.89m®
Scale 6 Relevance of the module 093m 0.94=
Scale 7 Evaluation of the programme presentation

Subscale 7.1 Evaluation of the ptogrmum. presentatidn . | Q75@ - -07_75 L
‘Subscale 7.2 | Evaluation of the prcsenémr-ﬂ T B 0g3= B 083m ]
‘Subscale 7.3 | Evaluation of the learning pmcc;sm“ N | 0.84® - ‘U.84 .
‘Subscale 7.4 | Evaluation of rh-e.pfcscnmdon context ! 074m - 7.().7; "

® Rediable scale: o = 0.5

Section 2: The josrnal articles 54



All but one of scales thar were used for the Conflict Management module had an acceptable
Cronbach alpha coefficient with a minimum value of 0.5. Scale 7 even went as high as 0.93. The
exception was Scale 3: Attitude and only some of its individual items could be utilised in the study.

All the scales used for the Assertiveness module had an acceptable reliability coefficient.

7. THE EFFECT OF THE HUMAN RELATIONS MODULES ON THE
KNOWLEDGE, ATTITUDES AND BEHAVIOUR OF SAPS
RECRUITS

Determining the human relations components’™ effect entailed firstly, to ascertain whether a
practical significant difference occurred between the results on pre-test level. In other words,
whether the experimental and control groups’ knowledge before the programme, was comparable.
Tt might have occurred that there was a statistical significant difference between the results on the

pre-test level, but not necessarily a practical significant difference (t-test on pre-test scores).

Secondly, the effect on group level had to be determined and this was done by means of paired t-
tests. The results indicated the growth that took place with the experimental group, as well as with

the control group, if any.

Lastly, the post-test scores of both the experimental and control groups were compared by mecans
of covariance-analysis, where the values of the pre-test were used as covariates in order to
determine whether the experimental group gained more knowledge than the control group. The
table of the covariance analysis will be indicated in the text, while the tables on the t-test and
paired t-test will be included in the Appendixes (see Appendixes 1 & 2). Cohen’s d-value was used

in all the statstical steps to determine effect.

The effect of the Conflict Management module of the human reladons component will be

discussed first, followed by the Assertiveness module.

7.1 'THE EFFECT OF THE CONFLICT MANAGEMENT MODULE

The endre effect thar the Conflict Management module had on the respondents is summarnzed in
Table 8. Each scale’s results will be dealt with separately (knowledge, subjective knowledge,

atirude and behaviour).
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TABLE 8 THE COVARIANCE-ANALYSIS FOR SCALES 1-4: CONFLICT MANAGEMENT

2 AL
DIFFE MSE | P
SCALE n RENCE VALUE | VALUE
Scale 1:  Objective knowledge conflict management | 513 0.056 0472 | <0001 | 1.07**
ale 2: jectv v i .
Scale Subjective knowledge re conflict 512 1068 0.436 | <0001 | 240
management
Scale 31 Atorude re conflier management
Q1 When coutrpnrcd ‘W!Fh a cont_llcr situation, [ am 504 0.545 0793 | <0001 0687
not sure which conflict handling strategy to use
o] A 11 e s 1 . 1 ctvr : o
Q2 A collaborating conflict handling style is the best 497 0362 0672 | <0001 0.530*
style to use
Q3 Ifyou choose the collaborating conflict handling 503 0.331 0.634 | <.0001 0.522*

style, you are behaving in an adult manner

Q4 [ will feel that a conflict situation is successtully
resolved when purposeful decisions are taken by 504 0.339 0537 | <.000 0.631*
the parties involved

Scale 4:  Behaviour re conflict management 510 0.774 0.429 | <.0001 1.18+*

* Medium effect: d = 0.5 ** Practical significant effect - d > 0.4

7.1.1 The effect on objective knowledge (Scale 1)

The results of the covariance analysis indicated that the Conflict Management module had a large
effect (d=1.07) on the objective knowledge of the respondents. The focus group members
indicated that they leamed more about conflict resolution, especially with regard 1o the conflict

handling styles that exist.

7.1.2  The effect on subjective knowledge (Scale 2)

Much information exists with regard to conflict management, but this module focused specifically
on conflict handling styles and the effect that the different styles have on relationships in the
working environment. The respondents were definite that they gained much subjectve knowledge
when the d-value (2.4) in terms of the co-variance analysis is taken into consideration. The focus
group members mentioned that they had the relevant knowledge, bur it was better comprehended

and organised in their minds.

7.1.3 The effect on attitudes (Scale 3)

The atdude scale of the Conflict Management module was found to be an unreliable scale (CA =
0.422), therefore, the individual items will be discussed. There were no significant differences on
the pre-test level, but the results of the paired t-tests within groups indicated a difference in the
pre-test and post-test measurements of the experimentl group and the control group showed

insignificant differences.

The d-values of the individual items indicated a medium effect with regard to the respondents’

attitude towards conflict management. The interpretation for this phenomenon is thar the scale

Sectinn 2: The journal articles 56




did not measure what it intended 10, but it was on the right track. The exceptonally high d-value
of 1.18 for the behaviour scale, supports viewpoints found in the literature that a change in
atdtude i1s not necessarily a prerequisite to change one’s behaviour/intended behaviour. The focus
group members shared that conflict is part of everyday life. It can be a positive expericnce and
that it should be managed, not ignored or controlled After attending the module on conflict

managemens, they had a positve attitude towards resolving conflicts.

7.1.4 The effect on behaviour (Scale 4)

The large effect (Table 8, d = 1.18) that was measured with regard to conflict management related
behaviour should be seen as very positive. The respondents will most probably find themselves in
challenging situations where different conflict management/handling styles will have to be
applied. It will be expected of them ar all times to behave in a professional manner when
confronted with such situatons. The focus group members acknowledged that before the
presentation of the Conflict Management module, they tried to win conflicts, took part in heared
debates, etc. Now they listen to what the other party is saying, first think how others will respond

when making certain comments and try to be cool-headed and positve.

7.1.5 The long-term effect of the module

From the focus group discussions and the responses to individual core questions (see Appendix

5), the following overall trends came to the fore:

P Impact of the module

The impact of the module on the attitudes and behaviour of recruits was stll evident after seven
months. They could sdll recall the different conflict handling styles and the different mewphors
(linking the conflict handling styles to certain animal behaviours in contflict situatons) that were
used to illustrate them, as well as the role-plays that were undertaken. These tools and methods
re-enforced the positive outcome of constructive conflict resolution and contsibuted to a change

in their behaviour patterns.

»  Effect on relationships

The recruits mentioned consistently that this module sharpened their general communication and
especially listening skills. Appropriate and confident usage of communication skills is crucial in

doing their work eftectively as police officials as well as in maintaining personal relationships.

P Effect on the individual

According to the recruits, the module:
increased thelr self-confidence
improved personal motvation
increased job satsfaction

expanded knowledge on the self, life and its challenges

0o o o0 o

ensured a greater understanding of different people and their habits and conduct.
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From the responses of the focus group members it can be concluded thar the Conflict
Management module did have a long-term effect on the recruits’ knowledge, arutude and
behaviour. There were also strong indicatons that they integrated the new behaviour partterns

into their daily functoning,

7.2 THE EFFECT OF THE ASSERTIVENESS MODULE

The results of the measurements produced by the four scales of the Asseroveness module are

contatned in Table 9. The implications of each will be discussed separately.

TABLE 9. THE COVARIANCE-ANALYSIS FOR SCALES 1-4: ASSERTIVENESS

SCALE n | DIFFERENCE | MSE VA‘;'UE VA‘;JE
Scale 1:  Objective knowledge re assertiveness 510 0.424 0.363 | <0.0001 | 1.168**
Scale 22 Subjective knowledge re assertiveness 512 1.101 0.465 | <0.0001 | 2367+
Scale 3:  Arwntude re asscruveness 512 0.292 0.331 | <0.0001 | 0.882%*
Scale 4:  Behaviour re assertivencss 510 0.264 0372 | <0.0001 | 0.709+

* Medinm effect: d 2 0.5 ** Proctical significant effect :d =z 0.8
7.2.1 The effect on objective knowledge (Scale 1)

The content and implications of the concept ‘assertiveness’ are usually regarded as abstract in
nature and, therefore, difficult to explain by a presenter. The large effect size of d=1.168 achieved
with the objective knowledge scale (Scale 1) would indicate that they succeeded in this zask and
that the recruits were able to learn and comprehend the factual knowledge covered by the module.
Because of the design of the module and the fact that it is presented in a workshop and not typical
teaching format, the big increase in knowledge ts somewhar unexpected. It could indicate that

the subject matter was new and/os that they found it very interesting.

The responses from the focus group members indicated that the retention span especially of the
implicatons of assertiveness was quite Jong. They could, for example, explain that as police
officials one is expected o ke charge of a situaton, but in an assertive and not aggressive

manner. They also knew when to use assertiveness and how to do 1t without manipulating others.

7.2.2 The effect on subjective knowledge (Scale 2)

The very large effect size achieved with Scale 2 {d=2.367) shows that the recruits did not oaly
comprehend the factual information, bur also telt that they mastered the subject. During the
focus group discussions it was clear that the members clarified for themselves that assertiveness

goes with respoasibility and that they were equipped to utlise their new knowledge and skills.
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7.2.3 The effect on attitudes (Scale 3)

Scale 3 produced a pracucal significant effect size of d=0.882 (see Table 9). This indicates that
the intervention changed the recruits’ attitudes in a practical significant way. From the focus
group sessions 1t was evident that this change had become part of their frame of reference and

that they strive to be assertive in their daily lives.

7.2.4 The effect on behaviour (Scale 4)

The medium to large effect size of d=0.709 (see Table 9) that was produced by Scale 4 indicatcs
that although the recruits had mastered the knowledge dimension and would strive to be more
assertive, they did not master all the skills associated with this behaviour during training. This
could, to some extent, be attributed the training milieu in which they found themselves and the

subordinate role thai they were required to tulfil during their basic training.

They, however, found it mote uncomplicated to put their assertiveness skills into practice once
they finished their basic training at the training institution. The focus group members indicated
that they were not using the passive (subordinate) or aggressive styles anymore, but were assertive

with confidence and reaping the advantages thereof.

7.2.5 The long-term effect of the module

The focus group discussions also brought various other issues to the fore (see Appendix 6). Only

some overall trends will, however, be highlighted.

»  Impact of being assertive

The recruits experienced that being assertive has a positive impact on relations. Especially when
dealing with difficult people, this tool helps them to be reasonable and professional. They also
found that being assertive builds their self-confidence. Therefore, the usage of assertiveness

enables them to experience work, life and people more posirively.

> Effect on knowledge, attitude and behaviour

The recruits understood the difference between passive, aggressive and assertive behaviour and
the consequences of each of these styles. An assertive attitude and behaviour made them feel
more professional, helped them to express themselves in an adult manner and prevenred them

from violating the rights of others.

If the results of the short-term eftect-measurements are combined with recruits’ tesponses during
the focus group sessions it becomes evident that the Assertiveness module succeeded in its
primary goal. This is, namely, to equip recruits with the knowledge, attitudes and skills that are
necessary to be more assertive individuals. The value that they ascribed to this new ‘cquipment’,

as well as that produced by the Conflict Management module, will be covered nexr.
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8. THE VALUE OF THE HUMAN RELATIONS COMPONENT

The post-test questionnaires that were administered to the experimental group contained
additional Likert-type questions that were specifically aimed at determining what value the
modules held for the recruits. With this scale the respondents rated the overall value of a module
and its constituent parts on a four-point scale that ranged from: “It had no or lictle value” to “Ir
had a lot of value.”” The data that was collected inciuding the CA of the scales, the number of

responses and their equivalent percentages, are contained in Table 10.

TABLE 10: THE VALUE OF THE HUMAN RELATIONS COMPONENT: SCALE 5

CHOICES AND RESPONSES
ST o It bad no or It had below It had above 1t had a lot £
little value averdoe valie average valie of valwe
: 4 11 127 263 -
M3 .865=
Conflict Management 405 0.99%) (2.72%) (3136°%) (64.94%) 0.863
. 1 14 120 271
Assertiveness , ) Z g72m
Assertiveness 400 (OZSMﬂ) (3443”/0) (29.560-'?:) (66 f'Srf/o} 0.8
25 12.5 123.5 267
405. ; . , . o
Average | 405516 620 (3.08%%) (30.46%%) @584 | U868

B Reliable scale

Both the scales were very reliable. They indicated that, on average, 96.3% of the recruits gave the
modules an above average to a “lot of value” rating and that only 30 out of 811 respondents
viewed them as less valuable. The sheer number of responses in the above-average categeries
indicates that the kaowledge, atdrude and behavioural components of the modules must have

been useful to them. This conclusion was confirmed by the focus groups.

Although the Assertiveness module faired slightly berter than Cenflict Management in the post-
presentation evaluation, the focus group members mentioned that the latter was of more value in
the long run. They ascribed this to the fact that the module changed their perspective with regard
to tesolving conflict, preparing them for police work and encouraging them to look at a porential
conflict situation from diffcrent perspectives/angles.  Although they indicated that they used the
content of the Assertiveness module in their daily conduct, it would seem as though the more

work relevant content of conflict management was more valuable.

9. THE RELEVANCE OF THE HUMAN RELATIONS COMPONENT

The

reason for including Scale 6 was the fact thar a module could have a large effect on recruits and be

The post-test questionnaires also contained a section on the relevance of the modules.

viewed as valuable, but 1f compared with other capacity-building and general training modules,
not necessarily deemed a major priority. It was, therefore, necessary to ascertain whether or not
the two modules were relevant to the professional and personal lives of the recruits. This

measurement also formed part of the wiangulation process.
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The data generated by the scales, as well as their CA, are contained in Table 11.

TABLE 11; THE RELEVANCE OF THE HUMAN RELATIONS COMPONENT: SCALE 6

CHOICES AND RESPONSES
MODULE n o
No or little Below average Above average High
refevence relerance relevance relevance
. 2 4 112 287
Man: 5 . .
Conflict Maagemeatl|, 43 (0.49%) (0.99%) (27.65%) qo.8evy | %%
. 1 3 108 294
Assertiveness 406 (0.25%) (0.74%) Qoc0%) | @zt | OO
1.5 35 110 290.5
Average | 4055 (0.37%) (0.86%) QI3 | e | OO

The content of Table 11 indicates that the two modules’ relevancy rating was even higher than
that of their value (see Table 10). Only 10 out of 810 respondents saw it as below average, while

the combined above average ratings reached the 98.77% mark.

The questions in the scale covered two primary issues. [t was the degree to which the module
would improve their job performance and the extent to which they would be able to ualise the
{new) knowledge, attitudes and skills in their daily lives (see Appendix 1 & 2). From the analysis
of the data generated by the questions, it would seem as though the recruits saw conflict
management more as a work-related tool and assertiveness more as a personal empowerment
mechanism. This tendency was affirmed by the focus groups. The members indicated that the
Conflict Management module prepared them for police work, whereas Assertiveness impacted on

the judgements they make with regard to the conduct of other people.

10. THE INFLUENCE OF THE QUALITY OF THE PRESENTATIONS

Apart from the measurement of the direct effect of the module, it was also necessary to determine
the influence that the quality of the presentation had on its impact. In this regard, it was assumed
that possible differences in quality could have been caused by the fact that it was presented under
varying circumstances at different training institutions by various social workers. A poorly

presented module would necessarily have a negative impact on goal attainment.

The presentation evaluation questionnaire consisted of five sections, the first four of which
representing a different subscale (see Table 5) each. Subscales 7.1 and 7.2 were used ro assess the
presenters and focused both on their expertse and presentation skills. These factors are,
according to Rooth (2000:89), essenual for an effective presentation. Subscale 7.3 dealt with the
quality of the learning process and Subscale 6.4 with the context in which the presentation ook
place. Addidonal quesdons wete added to the questionnaires and covered issues such as the
length of the programme, the pace of the presentation and the balance berween the

communication of facts and group involvement (see Appendix 15).
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The vast majority of the respondents (85.37%) regarded the presenters as very good/excellent
with only 2.06% giving them a below-average rating (see Appendix 15). Their presentations skills
were rated even higher with 88.31% of the responses falling in the very good/excellent category.
An average of less than 1% of the recruits gave the learning process a below-average rating. The
presentation context did, however, not fair as well as the other elements. Although an average of
74.91% of the recruits gave it a “very good” rating, a total of 3.54% saw it as either “average”,
“bad” or “very bad” (see Appendix 15). This could be arributed to the fact that some of the
training institutions experienced logistical problems that impacted negatively on their recruits’

tr;urung.

The above results indicate that the presenters were regarded as highly skilled people who were
able to contribute 1o the successful presentation of the Self-Management Programme and its
modules. There were no indicadons that the four issues that were covered had any significant

negative impact on the outcomes of the medules.

Some general features of the modules and their presentaton were also covered in the

questionnaire. The results are summarised in Table 12.

TABLE 12: THE RECRUITS’ EVALUATION OF THE GENERAL ELEMENTS OF THE

PRESENTATION
QUESTION n 1. 2. 3 4. 5.
6. How will you raic It was much ' It was a Tr_‘ni [en;g;.'.& . It was a It was :mu'b
. ‘oo long ALittle too long was Juit right little too short tog shart
the length of the 339 14 = 230 30 33
module? o - . -
(4.13%) (6.49) (67.89) (11.8%) (9.73%)
: The pace was The pace was a The pace was The pace was a The pace was
) will : Thep p ‘ P pace w p
7 LHhOW youb;"lfe mch to slow fittle too siow Just rohl direle too fast niseh too fast
¢ pace at which 330
the module was 0 2 290 32 15
presented? (0%) (0.59"/0) (85.55%) (9.44%0) (4.420/0)
R . Muzch too much
3. How will you cate ;-\I weh too much /4 littte 100 pinch Fhe balance .r/:I little too mich Fra——"
the balance between feme was spent on imie war spent on wa,rﬂ it f’é bt fame was spent on on grop
the h 4 330 the presentation the presentation E group involvemient P
< p[eSCﬂtﬁUOﬂ an : v
. 0 3 285 15 36
group involvement?
(0%) (0.88%) (84.07%) | @42%) | (10.62%)

The pace and the balance berween presentadons and group involvement received excellent
ratings. The length of the modules, however, produced more of a mixed response with 21.53% of
the respondents viewing it as too short and 10.63% as too long. This spread can be artributed o
differences in the time that it rakes different individuals to master a set piece of work and is, as

such, unavoidable.

If taken as a whole, it can be concluded that the length, pace and balance between presentations
and group involvement suited the vast majority of the recruits. These three features, therefore,

contributed positively to goal attainment.
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11. THE PRESENTERS’ EVALUATION OF THE HUMAN RELATIONS
COMPONENT

The presenter’s evaluaton questionnaire, which was similar to the presentation evaluaton
quesdonnaire that was completed by recruits, enabled presenters to evaluate their own expernse
and presentation skills, as well as the learning process and the learning context, the relevance of
the modules and some of the modules’ general features. Eleven that presented the two modules

completed the questionnaire.

An average of 7.2 (65.45%) of the presenters thought thev were highly competent to present the
modules, 8.5 (77.27%) viewed their presentations skills as excellent and 7.2 (65.45%) assessed the
learning process as being very good/excellent (see Appendix 16).  None gave these three
clements a below-average mark. A breakdown of the responses to individual questions indicated
that the presenters thought that:
0 they were knowledgeable on the content of the modules and able to explain difficult/abstract
concepts
their enthusiasm contributed to keeping the recruits interested in the contents of the modules
0 they could elicit sufficient participant involvement, effectively utilise prescribed teaching
media and that the recruits could clearly hear what the presenter was saying
o they gave a clear overview of the content and objectives of the modules, ensured that the
recruits understood the content before continuing and that they were able to communicate on

the level thar recruits could understand (see Appendix 16).

The presenters’ self-evaluation was in line with that of the recruits (see paragraph 10}. They
similarly also gave the presentation context a lower rating with 27.3% (3 respondents) viewing it
as average or below average. This was atuributed to unavailable or faulty reaching media and

classrooms that had insufficient ventiladon.

The presenters were also given the opportunity to evaluate the relevance of the modules. The

results are summarised jn Table 13.

TABLE 13: THE PRESENTERS’ EVALUATION OF THE RELEVANCE OF THE MODULES

CHOICES AND RESPONSES
QUESTIONS / 2 3 4
Strongly disagree Disagree Agree Strongly agree
21. The module sumulared the recruit’s creatve 0 0 5 6
thinking (0%) (0%) {45.5%) (54.5%0)
22. The recruirs will be able to apply the new
knowledge and insight that they have 0 0 ¢ !
1 S a1 ns CY .
. . . ‘ 0% 0% 36.4% 3.6%
gained 1n their jobs %) ) BEAH) (62:6%)
23. 1 feel that the module will help participants 0 0 3 6
do their jobs beter {0%0) (0%) {(45.5%0) (54.5%)
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24. The recruirs will be able to apply the new .

. 0 0 5 6
knowledge and wsight that they have 0%) (0%) (45.5%) (54.5%)
gained in their daily lives. (0% : S phI

25. 1 feel that the module will help recruits to 0 0 5 6
cope better with the challenges of life. (0%) (0%) (45.5%) {(54.5%0)

4 0 0 48 6.2
verage (0%) %) | (43.6%) (56.4%%)

All the presenters either agreed or strongly agreed with positive statements regarding the modules’
relevance. They, therefore, confirmed that the recruits will be able to apply the new knowledge
and insight they have gained in their job situation and private lives, that it will enable them to do
their jobs berter and to cope better with life’s challenges. However, their evaluations tended to be
much lower than that of the recruits (see Table 11). This would indicate that the presenters

underestimated the relevance that the modules had for the recruits.

The presenters also had the opportunity to evaluate the general features of the modules and their

presentation. The results are contained in Table 14.

TABLE 14: THE PRESENTERS' EVALUATION OF THE GENERAL ELEMENTS OF THE

PRESENTATION
QUESTION n 1. 2. 3. 4. 5.
) The length It was a ;
6. How will you rate 1o woswgh . it was jf:rt Little too i wac ,’W‘b
too long little too long .- 120 short
the length of the 11 s right short
module? 1 1 5 3 1
(9.1%) (9.1%) (45.5%0) (27.3%) (9.1%)
7. How will you rate The pace was The pace was a The ’r.)m_? Fhe p gfe #as a The pece was
the pace at which pinch to stow | lrthe tao sh s ftst At b too fust
€ pace at whic 10 el 10 5 a0 siow right 100 fast il foo fus
you had to present 0 1 5 3 1
r_hC nlodllle? (OD/()) (—l 00/0) (5{)0/0) (30[1/0) ('1 00/0)
8. How will you rate Miureh too much | A litle too mach | The balance | A Little toa much | Much too much
' r;h baia b time was spent on | time was spent on was jusi timie was spent on | fime was spent on
¢ baance .etween 11 | _the presentation the presentation right gronp involversent | gronp involventent
the presentation zn;j 0 3 g 0 0
group involvement: (0%) (27.3%) (72.7%) (0%) (0%)

Only the prescnters” evaluation of the pace of the presentadons differed markedly from thar of
the recruits because four (40%) as opposed to 13.9% of the recruits felt that the pace was either a
little or much too fast (see Table 12). This difference can be attributed to one or a combinaton
of two factors. The first is that the presenters underestimated the recruits” ability to cope with the
pace at which the modules had to be covered. Secondly, the research questionnaires took some
additonal fime to complete and placed pressure on the presenters to cover the modules’ content
in a shorter time than was originally allocated.  Within the context of the whole programme

presentation, these factors should not be seen as very negative.

The presenters were also given the opporturuty to evaluate each of the modules separately (sce
Appendix 14). The results for Conflicc Management and Assernveness will be discussed
separately,
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» Module 4: Conflict Management

In order to ascertain whether the Conflict Management module achieved its objectives, the
presenters were asked to rate its overall value and relevance. The responses to the questions are
contained in Table 15.

TABLE 15: THE PRESENTERS’ EVALUATION OF THE VALUE AND RELEVANCE OF THE
CONFLICT MANAGEMENT MODULE

1. 2 3. .
How would you rate the sperall value of the 0 | Ithod bittleor | It had below [t badrabore | Brhad alot
Contflict Management module 4o palie average value average valie valiue
L
0 0 4 6
Lo (0%) (0%) (40%) (60%)
If all factors are taken into account, the o 1_‘ y 2 3 o 4;}/}
Conflict Management module will be o > Ty Disagree Agree Y
oy . disaoree < agree
relevant to the recruit’s future job and 0 0 = 7
personal life 10 (0%) (0%) (40%) (60%)

Of the 10 responses to the value related question, four (40%) of the presenters thought it had
above average value and six (60%] that it had a lot of value. The same profile was also produced
by the relevancy question. These responses generally correlated with those of the recruits (see
Tables 10 and 11), but tended to be lower. This could be interpreted as another sign that the

presentess underestimated the effect of the modules they had to present.

The presenters also had the opportunity to provide written recommendations on how the module
and its presentation could be improved. A content analysis brought the following guidclines and
ideas to the fore:

0 The content of the Conflict Management module should include a variety of experiential
learning activities with specific reference to the five main conflict management
stvles/strategies. These activities will ensure that recruits familiarize themseives with the effect
of the strategies

O The presentation of the module would improve if more and better transparencies on the
guidelines for managing conflict, reasons for conflict, the five main strategies in conflict

management and the advantages/disadvantages of each strategy were available.

> Module 5: Assertiveness

The presenters’ responses to the Assertiveness module’s value and relevance related question are

summarised in Table 16.
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TABLE 16: THE PRESENTERS’ EVALUATION OF THE VALUE AND RELEVANCE OF THE
ASSERTIVENESS MODULE

i. 2 3 4.
EHow- would voisite the serallilie ok n It had litle or It had below average | It had above average | It bad a fot
B A et Co Tal no value valie value value
the Assertiveness module = 0 0 3 7
(0%) (0%) (4545%) | (5454%
o : . : 4.
If all is taken into account, the = ] j’- 4 Df’- 3. Stronch
Assertiveness module will be relevant Sirongly disqgree wagree Agree agree
to the recruit’s future job and personal 5 0 0 5 6
Life | 0% (0%) (45.45%) (54.54%)

The evaluation of the Assertiveness module produced virtually the same results as that of Conflict
Management as it indicated that the presenters had a tendency to underestimate the value and

relevancy it had for the recruits.

The presenters” written recommendations provided the following guidelines and ideas:

0 The impacrt of the module will improve if additional reading material is made available to
the recruits to read after hours.

0 Recruits found it difficult to express themselves assertively in a training environment
where they had to adhere to certain rules and regulations, especially in terms of ranks
and the protocol involved. Being assertive in such an environment could be interpreted
as challenging of authority. Presenters must, therefore, ensure that the recruits know
exactly when it would be proper and improper to use their newly acquired assertiveness
skills.

0 The presenters were satisfied with the presentation of the Assertiveness module and validated

the effectiveness of the informaton, role-plays and explanations in their comments.
12. GENERAL RECOMMENDATIONS MADE BY THE PRESENTERS

The presenters were also encouraged to make written recommendations on how the overall Self-
Management Programme could be improved. The resultant recommendations focused mainly on
required improvements to the training environment. It included that the Basic Training Provision
Institutions (BTPT’s) and its personnel should respect the time that is allocated specifically to the
presentation of the Selt-Management Programme and that they should prepare well in advance to
provide the correct learning material, training aids and equipment. These suggestions are
indicative of the management and logistical problems that existed at the time mainly caused by the

rapid expansion of the SAPS’s training effort.
13. FINDINGS AND IMPLICATIONS

In the discussion of the research findings and their implications, only the most prominent issucs
will be dealt with. These will include the research design and procedure, as well as the results that

were achieved with the different measurement instruments.
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The categorisation of the content of the Self-Management Programme according to Brooks’s
taxonomy of life skills made an invaluable contribution to the conceptualisation of the research.
It not only provided a conceptual framework that was lacking in the original design of the
programme but also made it possible to cluster individual modules according to set criteria. This
made it possible to cluster the Conflict Management and Assertiveness modules under the human

relations component of life skills.

It was found that both the modules had a sound theoretical base and that the design of their
presentations adhered to the principles of experiential and adult learning. In theory they should,

therefore, be able to affect recipients in a meaningful way.

The extent to which they exceeded to achieve their goals in practice was tested with the help of a
classical experimental research design. " This enabled the use of inferential statistics in the
measurement the modules’ short-term effect. In order to determine the long-term effect of the
modules, focus groups were utilised. From an analysis of the data that was generated by this two-

fold process, it is possible to come to the following four main findings:

0 It was found that all but one of the scales that were developed for the research was reliable
and able to measure change. Deficiencies in the attitude scale for the Conflict Management

module were compensated for by the use of triangulation

O By means of direct measurement and through the use of triangulation it was evident that both
modules had a practical significant short-term effect on the recruits’ knowledge, attitudes and

behaviour

0 The focus group discussions showed that the most of the changes that were brought about by
the modules were still in effect more than seven months after the completion of the Self-
Management Programme. It can, therefore, be concluded that the intervention had a lasting
effect on its recipients

0 An analysis of the data indicated that the modules were not only a work-related empowerment

tool. It also enriched the recruits’ personal lives.
f

14. RECOMMENDATIONS REGARDING THE IMPROVEMENT OF
THE HUMAN RELATION MODULES

In spite of their success, the content and presentation of the modules were not without their
shortcomings. The research results were, therefore, also used as a basis to formulate the
following guidelines for their improvement:

0 The feedback by both the presenters and recruits indicated that assertiveness, which is a more
difficult concept to comprehend, should be made more simple and practical. Practising the
acquired assertiveness skill by means of experiential learning methods should receive more
attention during the workshop. More attention should also be given to the selective use of

assertive behaviour
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0 Very little needs to change in the Contlict Management module. Attempts could, however, be

made to improve the number and quantity of transparencies that cover selected issues

0 Because of the expansion of the knowledge on which the modules are based, they need to be

updated continually

0 The Basic Training Learning Programme of the SAPS is updated annually. This implies that
the Self-Management Programme of which Conflict Management and Assertiveness modules
form an integral part, will have to be aligned with new developments on an annual basis.
Some of the content and findings of the research project on which this article is based, can

guide this process.
15. CONCLUDING REMARKS

The research has shown that the Conflict Management and Assertiveness modules are effectve,
relevant and contribute significantly to positive work-related and personal functioning of SAPS
recruits. This, firstly, implies that they should stay an integral part of the Self-Management
Programme and that at least these two modules contribute significantly to the SAPS Basic
Traming Learning Programme’s desired outcomes. Secondly, the success and assigned value of
the modules imply that they could also be used in the broader field of occupational social work in
South Africa and even abroad. Empowering personnel with conflict management and

assertiveness skills will not only benefit each employee, but the employer as well.
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ARTICLE 3
Williams, HM & Weyers, M L

AN EVALUATION OF THE HEALTH MAINTENANCE MODULES OF
THE SOUTH AFRICAN POLICE SERVICE’S SELF-MANAGEMENT
PROGRAMME

My H M Williams is a social worker at the South African Police Service and Prof M L. Weyers is an assoctate professor at
the School for Prychosocial Behavrowral Sciences: Social Work Division, North-West University: Potchefstroont Campus

ABSTRACT

Background: Primarily due to the success that was achieved by die development and implementation of a set of
generic Personnel Capacity-Building Programmes by Police Social Work Services in the 1999-2003 era, the
National Commissioner of the SAPS gave instruction in 2003 that this type of service shonld also be extended fo
recruits.  The result was the development of the Self-Management Programme for SAPS recruits. In 2004, a
comprehensive sindy into this programme’s overall effect and return on investment was launched. The evalnation of

the health maintenance component was one of the research projects within this study.

Aim: The primary aim of the project was to determine the short-term and long-term effect of the Stress Management

and Substance Dependency modules on the knowledge, attitudes and behavionr of the SAPS recruits.

Methods: Use was made of an experimental design that was supplemented by a content analysis and focus group
interviews. It involved an average of 364 excperimental group respondents, 119 control group members, 20 presenters

and 44 focus group members per produle.

Resulrs: The triangnlation of the measurements that was produced by the various scales showed that both the
modules had a practical significant shori-term effect on the respondents’ personal and professional lives. The focus

Lroup interviews indicated that this effect lasted for at least seven months after the initial presentations.

1. INTRODUCTION

After the restructuring of the South African Police Service (SAPS) in 1996, Police Social Work
Services (PSWS) had to align its interventon with the new focus and service delivery paradigm of
the organisation, as well as the changing needs of its personnel. This led to the development and
widespread presentation of various generic capacity-building programmes. A comprehensive

study proved that these programmes had a practical significant effect on its recipients.

The success of the generic programmes contributed to a 2003 decision by the National
Commissioner that this type of service should also be extended to recruits. The result was the
development of the Self-Management Programme for SAPS recruits. In 2004, a comprehensive
study into this programme’s overall effect and return on investment was launched. The
evaluation of the health maintenance component was one of the research projects within this
study. The background, nature and the results achieved with the measurement of its impact will

be covered in this article.
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2. BACKGROUND AND DEVELOPMENT OF THE PROGRAMME

The Self-Management Programme forms part of new Basic Training Learning Programme
(abbreviated as BTLP).  Its overall purpose is to enable recruits to conduct themselves in a
professional and responsible manner that is acceptable to the community and the organisation. It,
furthermore, has to enable them to adhere to and practice sound human relations as well as

render a professional customer service.

'The working groups that developed the new Self-Management Programme used the original and
well-proven Personnel Capacity-Building Programmes (PCaBP’s) as a baseline. Their content,
structure and presentaton was then expanded and adapted to meet the specific needs and
circumstances of recruits and to adhere to the requirements of the South African Qualification
Authority’s (SAQA) and that of the Basic Training Learning Programme. The result was a
combination of nine sepatrate but interlinked modules that would be presented over a continuous
five-day period. The themes covered by these modules, as well as their categorisation in terms of
using Brooks” taxonomy of life skills (Brooks, 1984:359-381; Darden e @/, 1996:3-5), are depicted

in Diagram 1. This paper will only cover the Health Maintenance Component of the programme.
DiaGraM 1: 'THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF

BROOKS’S TAXONOMY OF LIFE SKILLS (WITH A SPECIAL FOCUS ON THE HEALTH
MAINTENANCE MODULES)

Module 7:
- Assertivenes: Stress
2 Management

Module 4:
Conflict
Management

Module 8:
Substance
Dependency

Mﬁdﬁle I
Planning of -
Goals

Financial

-

=
~

Module 6: -
. Problem-
Module9: | selving
HIV/AIDS
Awareness

-~ Module 3:
Self-

The Self-Management Programme was presented for the first time in July 2004 at all the Basic
Training Provision Institutions (BTPI’s) of the SAPS. This occasion was used for the piloting of
the Basic Training Learning Programme as a whole, as well as that of the instruments thar would

be used the measure the effect of the Self-Management Programme. Minor adjustments had to be
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made to the Self-Management Programme afterwards, specifically with regard to the experiential

learning activities and an improved alignment to the recruits’ frame of reference. The resultant

structure of the final programme will be discussed next.

3. NATURE OF THE MODULES OF THE HEALTH MAINTENANCE
COMPONENT

To put the content and function of the Self-Management Programme and its modules into

perspective, it is first necessary to review the structure of the overall Basic Training Learning

Programme. This is provided in Table 1.

TABLE 1:

PROGRAMME

Theme I
Overview

THEME MODULES AND OUTCOMES

Module 1: Overview of SAPS

THE STRUCTURE AND CONTENT OF THE SAPS’S BASIC TRAINING LEARNING

Theme 2:
Professional
conduct

Module 2.1: Framework of Policing

Module 2.2: SAPS Culture

Module 2.3: Professional conduct, organised group
activities (theory)

Module 2.4: Professional conduct, organised group
activities (practical)

Theme 3:
Seif-Management

Module 3.1: Be Money Wise
(Self-Management: Module 1)

On completion of the modile the fearner will be able
1o ntilize aiguired knowledge and skills fo secure
Jfinandial freedem

Module 3.2: Life Skills
(Self-Management: Modules 2-6)

O completion of the nrodule the learner will be able
to sttlise acquired Rnowledge successfully regarding
life skills enabiing him{ her to become a healthy,
well-halaced person

Module 3.3: Stress Management
(Sel-Mancagement: Modude 7)

On completion of the modnie the larner nill be able
o ntilize acquived knowledge and skifls to compile
and execnte a personal siress profile and skills to
compile and execute a personal siress nianagenent
prograe

Module 3.4: Substance Dependency session
(Self-Management: Module 8)

On completion of the modute the learner will be able fo identify
aleoholisrr and other substances and understand how alcobolism
and other dependencies impact on the individual and the
organisation

Module 3.5: HIV and AIDS Awareness

Programme (Self-Management: Module 9)

On completion of the nrodide the learner will be able to:

= understand the natuve and impact of HIV and AIDS

B ndersiand the risks of HIV fransmiission and the
inpporiance of the use of condoms

= understand the abuse of substance as a risk factors for
HIV/ ST transmrission

= sunderstand HIV risk assessment and prevention sivategies

®  understand ifs personal commiitirent to reduce their own risk
Jor HIV infection and other STI's

Theme 4:
Communication

Module 4.1: Occupatonal communication

Module 4.2: Oral communication

Module 4.3: Reading and viewing skills
Module 4.4: Writing skills

Theme 5:
Reculatory
Framework of
Policing

Module 5.1: Law and policing
Module 5.2:

principles)

SA Criminal Law (general

Module 5.3: Specific crimes

Module 5.4: Statutory law

Module 5.5: Criminal procedures act

Theme 6:
Information and
Svstems
Management

Module 6.1:
Module 6.2:
Module 6.3:

Computer literacy
Netvas

Introducton to Windows

Module 6.4:
Module 6.5;

Introduction to Internet Explorer

Crime Administration System (CAS)

Theme 7:
Conumunty
Service Centre

Module 7.1:
Module 7.2:

Administer a centre

Custody management

Module 7.3: Drive an official vehicle
Module 7.4: Receive and handle complains
(suspects, victims and witnesses)

Section 2: The journal articles

74



Theme &: Module 8.1: Pracnical docketr administration | Module 8.7: Accident scene attendance

Crime Module 8.2; Investigative interviewing Module 8.8: Statements

Investigation Module 8.3: Hinss for investigations Module 8.9: Tracing techmques
Module 8.4: Fingerprints Module 8.10: Fire fighting and first aid
Module 8.5: Crime scene management Module 8.11: Giving evidence
Module 8.6: Crime mtelligence

Theme 9: Module 9.1: A mandate for democratic Module 9.3: Principles of policing

Crime Prevention | policing Module 9.4: Crime prevention approaches and
Module 9.2: Defining cime prevention techniques

Theme 10: Module 10.1: Physical control of suspects Module 10.4: Crowd management

Fitness and Module 10.2: Use of a firearm Module 10.5: Pepper spray

Stress Survival Module 10.3: Use of force Module 10.6: Move tacnically in

Table 1 shows that the basic training of recruits covers a very wide range of theoretical and

practcal issues. Most, however, only focus on the functional dimension of police work such as
the regulatory framework of policing and crime investigation. ‘'The main exception is the Self-
Management Programme (Theme 3) and its focus on the student constable as an individual. Tt
includes the enhancement of the individual’s ability to cope with stress (Module 3.3/7) and

substance dependency related issues (Module 3.4/8).

The specific goal of the Stress Management module is to enable the learner to utilize acquired
knowledge and skills to compile and execute a personal stress management plan, while in the case
of the Substance Dependency module, it is to empower with the ability to identify alcoholism and
other substance dependencies, to understand how these impact on the individual as well as on the
organisation. The themes that are covered and methods that are used to achieve these outcomes

are contained in Table 2.

TABLE2: THE THEMES AND PRESENTATION METHOD OF THE HEALTH MAINTENANCE
MODULES: STRESS MANAGEMENT AND SUBSTANCE DEPENDENCY

SUBJECT METHODS
Module 7: Stress Management
e  What is stress exactly Ilustration and demonstration
| ¢ What causes stress ) ) ) Crossword puzzle N
® ‘The physiology of stress Body drawing
e  Compiling your stress profile Checklists
e ‘Trauma Small group discussion
B Strategies for thn’_\glg OB streie Drafting a personal stress management plan

Module 8: Substance Dependency

e Why talk about substance abuse and dependency Group discussion

e The effect of alcohol use on the individual Body drawing

®  Phases of alcohol dependency Case studies

e  Treatment Group discussion

e  Stages of change Group discussion

e Change agents Question and answer session

The research procedure that was followed to ascertain whether the modules achieved their desired

outcomes will be discussed next.
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4. RESEARCH DESIGN AND PROCEDURE

The main study targeted all the recruits that underwent their Basic Training Learning Programme
at the different SAPS Basic Training Provision Institutions (abbreviated as BIPI’s) in January
2005. The following exposition will focus on the aim and objectives, design and procedure of

that part of the study that dealt with the health maintenance modules.

4.1 AIM AND OBJECTIVES

The aim of the health maintenance research project was to determine the effect of the Stress

Management and Substance Dependency modules on the knowledge, attitudes and behaviour of

the SAPS recruits. In order to achieve this aim, four objectives were pursued. They were:

O to determine the extent to which these modules adhered to the requirements of effective
personnel capacity-building interventdons

0O to measure both their short-term and long-term effect on the recruit’s knowledge, attitudes
and behaviour (KADB)
to determine the programmes return on investment (ROI) for the SAPS

0 to provide guidelines for the improvement of the contents and presentation of the modules

and the Self-Management Programme as a whole.

4.2 RESEARCH DESIGN

A content analysis was firstly used to ascertain whether the content and presentation of the
modules adhered to the requirements set out in applicable literature. In the second phase a
randomised pre-test-post-test control group design (Fouche & De Vos, 2002:147) was used to
measure the short-term effect of the modules. This was then followed by more qualitative and
descriptive research in which focus groups were used to ascertain each of the modules’ long-term

effects.
4.3 PROCEDURE

The research procedure itselt can be divided into five phases. These are a literature study, the
pilot study, the main empirical study, the follow-up study and the completion of the research

reports.
4.3.1 Phase 1: Literature study

The literature study covered a variety of issues. These included the nature of stress and stress
management, substance dependency in manifestations, social work service delivery and especially
the use of structured social work intervention in an occupation setting, adult education and the
utilisation of effect measurement and its associated statistical analyses. In this process a range of
different sources was utilised. It included SAPS documentation, books and journals of both
South African and international origin, peer-reviewed articles on the Internet and various research
repotts from fields as diverse as human resource management, community policing, education,

sociology and industrial psychology.
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The literature study made it possible to ascertain whether the modules’ content and presentation
was up to standard, to design the measurement instruments and discussion frameworks that

would be used in the empirical research and to analyse the data that was produced.
4.3.2 Phase 2: The pilot study (design and testing of measurement instruments)

The pilot study phase started with the design of concept measuring instruments and their
presentation to a panel of experts. This panel consisted of two police social workers, three social
work lecturers and one psychology lecturer (see Appendix 17). The focus group technique was
used by the panel to ascertain whether the instruments” questions and scales could be viewed as
reliable, valid and relevant (Greeft, 2002:306). Their recommendations wete then utilised to

finalise the questionnaires for the next step in the process.

The main pilot study took place in July 2004. In it, four platoons were randomly selected from
three Basic Training Provision Institutions who were presenting the Self-Management Programme
at the time. There were two from Phillipi (Western Cape), one from Graaff-Reinet (Eastern
Cape) and one from Chatsworth (Kwazulu-Natal). A toral of 130 recruits completed the pre-test
and post-test questionnaires and the data that was generated was subjected to a full statistical
analysis. The results were then used to improve the reliability and validity of the instruments and

to prepare them for the main empirical study.

Because the presentation evaluaton questionnaire that was used in the previous Evaluation of
Personnel Capacity-building Programmes 1 (abbreviated as EPCaP1) study had proven to be very
reliable and effective (Willilams, 2003:95), it was decided to use it also in this study. Only minor
content and structural changes had to be made to suit the specific nature of the Self-Management
Programme. The instrument consisted of 23 items and focused on the recruits’ evaluation of the
presenters’ capabilities and presentation skills, the learning process and the presentation context,

as well as each module’s value and relevance.

A self-assessment questionnaire was developed for presenters. It was based on the presentation
evaluation questionnaire and covered the same issues. It, however, had an additional section in
which presenters could make written recommendations for improvements to the content and

presentation of the modules.

4.3.3 Phase 3: Main study - measurement of the short-term and long-term effect of the
health maintenance modules

The results of the pilot study were analysed and the questionnaires finally adjusted in time for the
main empirical study that took place from 24 to 28 January 2005. It involved 18 platoons that

were selected on a stratified random basis (see paragraph 4.4).

Focus group sessions were held on the 3 and 17 of August 2005 with recruits in order to
ascertain the long-term effects of the Self-Management Programme. These groups consisted of a
total of 44 recruits who had undergone their basic training during January of the same year. The
data collected during these sessions were the transcribed, analysed and interpreted (see Appendix
7 & 8).
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The results of the third and fourth phases were also used in the calculation of the Self-

Management Programme’s return on investment (see Article 4).

4.3.4 Phase 4: Calculation of the modules’ return on investment (ROI) coefficient

The results of the main study, as well as an analysis of the costs involved in the presentation of

the programme, were then used to determine its return on investment for the SAPS.
4.3.5 Phase 5: Completion of the research reports

The articles and research report were compiled once all the data had been interpreted. These
reports include guidelines for the improvement of the health maintenance and human relations

components of the Self-Management Programme.
4.4 THE RESEARCH GROUP

The participants in the health maintenance research project can be divided into four categories.
They are the members of the experimental groups, the members of control groups, the 15
presenters of the modules and the 44 participants in the focus groups. The average number of
recruits per module was 483 (see Table 3). This is slightly more than 11% (of a population of
4249) of the total January 2005 intake (see Appendix 19) and is in line with the sample size of
10% to 12% recommended by Stoker (in Strydom & De Vos, 1998:102).

In the selecdon process, Basic Training Provision Insttutions (BTPI’s) was first stratified
according to geographical areas. This was used as a basis to randomly select (cf. Strydom &
Venter, 2002:202; Welman & Kruger, 2003:53-54) four platoons from the more northerly Pretoria
BTPI, four from the southerly Oudtshoorn BTPI and four from the easterly Bisho BTPI as the
experimental groups. The control groups were randomly selected from the Phillipi (2 platoons),
Graaff-Reinet (1 platoon) and Chatsworth (1 platoon) BTPI’s (see Table 3). Geographical area
was used as a criterion to ensure that the respondents’ demographic characteristics (e.g. language

and cultural backgrounds) would match each other as closely as practically possible.

TABLE 3: THE PROFILE OF THE EXPERIMENTAL AND CONTROL GROUPS IN TERMS OF
SAPS BasIC TRAINING PROVISION INSTITUTIONS (THE HEALTH MAINTENANCE

STUDY ONLY)
BTPI OUDTSHOORN | PRETORIA | BISHO (};I;’;‘ﬁzf CHATSWORTH | PHILLIPI | TOTAL
MODULE 7: STRESS MANAGEMENT
; : 374 1978 783 347 143 455 s
Total SAPS recruits | - o g0y | wesswe) |(1842%) |  (816% G36%) |07 | ¥
Experimental 106 104 138 /7 348
roups (3045%) | (20.88%) |(39.65%) / (100%)
Sroup %
30
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MODULE 8;: SUBSTANCE DEPENDENCY
. 374 1978 783 347 143 455
RoubdnkSeecouts || ko (46.55%) (18.42"/13) (8.16%) 6. a(,% (10, mf' o
Experimental 104 138 137 379
Control group //// // // // M “i.
(24.; %) (2‘).6()".@) (45.76%) | (100%)

The selection process produced both experimental and control groups whose race and gender
profiles were generally in line with that of the total recruit population of January 2005 (see Table
4). Only the number of black females in the control groups fell slightly outside the 10% level of

representivity.

Two focus groups of between 10 and 12 members each were mobilised per module. They were

selected on an availability basis from recruits in the Southern Cape and in Gauteng. Their overall

race and gender profile is also contained in Table 4.

TABLE 4: THE PROFILE OF THE EXPERIMENTAL AND CONTROL GROUPS IN TERMS OF RACE
AND GENDER (THE HEALTH MAINTENANCE STUDY ONLY)
GROUPS BLACK BLACK COLOURED | COLOURED | WHITE | WHITE | ASIAN ASIAN | ToTAL
) MALE FEMALE MALE FEMALE MaLE | FEMALE | MALE | FEMALE (n)!
MODULE 7: STRESS MANAGEMENT
Total SAPS 2833 910 310 113 43 20 19 1 4249
lrecruits (66.67%) | (21.41%) (7.29%) (2.65%) | (1.01%) | (0.47%) | (0.44%) | (0.02%} | (100%)
Experimental 202 80 37 16 6 2 3 0 346
coup (58.38%) | (23.12%) | (10.69%) | (4.624%) | (1.73%) | (0.57) |(0.86%)| (0%) | (100%)
Control 80 14 13 11 2 3 0 0‘3 123
soup (65.04% | (11.38%) | (10.56%) (8.94%) | (1.62%) | (2.43%) | (0%) ) (100%)
e 12 6 3 1 22
'SBOUP | 54549 | 2727%) | (13.63%) | @.54%) - T (100%)
IL MODULE 8: SUBSTANCE DEPENDENCY
otal SAPS 2833 910 310 113 43 20 19 1 4249
ecruits (66.67%) | (21.41%) (7.29%) (2.65%) | (1.01%) | (0.47%) | (0.44%) | (0.02%) | (100%)
Experimental 240 79 37 16 5 2 2 1 382
Group (62.82%) | (20.68%0) {9.68%) (4.18%) | (1.30%) | (0.52%) | (0.52%) | (0.26%0) | (100%)
ontrol 77 13 12 11 2 2 3 “S/_ 120
roup (64.16%) | (10.83%) (10%) (9.16%) | (1.66%) | (1.66%) | (2.50%) 07 (100%0)
oCcus grou 12 : 2 . o
group | (54.54%) | (27.27%) | (13.63%) (4.54%) ) {100%)

" Totals (n) may sary due lo the nupeber of respondents that mm‘/‘fs!ru' the ftems on the guestionaire,

Although the profile of the focus groups was generally in line with that of the population, there
were some notable deviations. These include the lack of representation of the White and Asian
population groups. This was caused by the relatively small number of recruits from these groups
in the population, the use of availability sampling and that only recruits from two regions could be
selected. Because of the qualitative nature of this part of the study, these deviations should not

have had a marked impact on the final results.

79
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4.5 DATA COLLECTION INSTRUMENTS

Because the modules of the health maintenance component were specially developed to meet the
needs and circumstances of SAPS recruits, it was impossible to utlize standardised
questionnaires/measurement instruments in the research. Entirely new measurement instruments
had to be developed and standardised. The resultant scales and subscales generally had good
reliability coefficients and were able to measure change effectively (sce Tables 8-12).
Triangulation was used to overcome minor deficiencies in the measurement instruments and to

enrich the data.

Hilton (2002) defines triangulation as “  the combination of two or more theories, data sources,
methods or investigators in one study of a single phenomenon to converge on a single construct”.
The study especially utilised the so-called “intra-method” (Sarantakos, 1998:186) or “within
method™ (nymﬂn, 2003) of triangulation. This entails the use of multiple instruments to measure
the same phenomenon. In this case, it focused on e ¢ffect of the modules (cf. Mark, 1996:220). It

also enabled the researcher to test the constancy of the measurements (cf. Patton, 2002: 248).

The measurements produced by especially seven scales were triangulated. These were the
‘objective knowledge’, ‘subjective knowledge’, attitude, behaviour, value, relevance and ‘quality of
the presentation’ scales. Where applicable, the data generated by the Presenter’s Evaluation
Questionnaire” and the ‘Focus Group Schedule’ were also triangulated with the rest.  The

components and focus of the triangulation process is depicted in Diagram 2.

DIAGRAM 2: THE COMPONENTS AND FOCUS OF THE TRIANGULATION PROCESS

KAB QUESTIONNAIRE

Scale 3: Scale 4:
Attitudes Behaviour

Scale 2: Scale 5:
Subjective Value of
Knowledge the module

e

40 14Yd AINOQ

Scale 1: Scale 6:
Objective Relevance of
Knowledge the module

ISFL-LS0d § 000D IVINTIKTHILNT

Scale 7:
Quality of
the preseatation

PRESENTATION
EVALUATION QUESTIONNAIRE 3

The nature and content of the instruments that were used in the study will be discussed in more

derail next.

Section 2: The jonrnial articles 80




4.5.1 The KAB questionnaites

The scales that focused on changes in recruits” knowledge, attitude and behaviour (KAB) should
be viewed as the primary measurements (sce Appendixes 11 & 12). They are based on the
premise that human functioning can be divided into three dimensions viz. the cognitive (thinking),
the affective (feeling) and conative (behaviour/doing) (Thompson, 2002:xvii).  Various studies
have shown that these dimensions are interrelated. but not necessarily linearly dependent. For
example, a change in one dimension does not necessarily bring about a change in another
dimension (e.g. an increase in attitude does not necessarily mean there will be a change in
behaviour), or that successful change in one dimension (e.g. attitudes) is not necessarily a
prerequisite for change in another (e.g. behaviour) (Akade, 2001:248-251; Elkind, 1993:17;
McCann & Sharkey, 1998:268-269). This phenomenon made it possible to develop independent
scales to measure the changes that the modules brought about in cach of these dimensions. I'wo
scales were used to measure the knowledge dimension. The first dealt with so-called ‘objective’
knowledge and bastcally entailed a knowledge quiz. It would enable the rescarcher to measure the
increase (if any) In a respondent’s tactual knowledge of the subject matter that was covered in a
module. The second dealt with the extent to which the respondents ftelt that they had been
empowered by new knowledge. Hence its depiction as ‘subjective’ in nature. These four scales
were contained in the first section of the KAB questionnaires and administered before and after
the presentation of modules to the experimental group and simulraneously also to the members of

the control group.

A second section was added to the post-test questionnaire that was administered to the
experimental group. [t enabled them to evaluate the overall value (Scale 5) and relevance (Scale 6)

of the Stress Management and Substance Dependency modules (see Appendixes 11 & 12).

The structure, focus and number of questions contained in the so-called KAB questionnaires are

summarized 1n Table 5.

TABLE 5: COMPOSITION OF THE KAB QUESTIONNAIRES

SECTIONS SCALE FACETS THAT WERE STRESS MANAGEMENT: SUBSTANCE DEPENDENCY:
NO. MEASURED NUMBER OF QUESTIONS NUMBER OF QUESTIONS
Section 1 | Scale 1 | Objective knowledge 14 15
Section1 | Scale 2 | Subjective knowledge 14 12
Section 1 | Scale 3 | \ttitudes 7 113
Section 1 | Scale 4 | Behaviour 12 11
Scale 5 | Value of the module 6 8
Section 2
Scale 6 | Relevance of the module I 12
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4.5.2 The Presentation Evaluation Questionnaire

The members of the experimental groups also completed a presentation evaluation questionnaire
at the end of the Self-Management Programme. It was based on a questionnaire that was
successfully developed for the previous EPCal1 study (Williams, 2003:95) and consisted of 23
items (sce Appendix 13). Tt was divided into five sections, the first four of which constituted the
subscales that dealt with the presenters’ abilities, their presentation skills, the learning process and

the prcscntati()n context.

The structure, subscales, focus and number of questions contained in the presentation evaluation

questionnaire are summarised in Table 6.

TABLE 6: COMPOSITION OF THE PRESENTATION EVALUATION QUESTIONNAIRES (SCALE 7)

SECTION SUBSCALE FACETS THAT WERE COVERED QUESTIONS
Section 1 Subscale 7.1 | Evaluation of the presenter 1-5
Section 2 Subscale 7.2 | Evaluatuon of the presenter’s presentation skills 6-10
Section 3 Subscale 7.3 | Fvaluation of the learning process 11-16
Section 4 Subscale 7.4 | Evaluation of the presentation context 17 - 20
Section 5 - General 21-23

4.5.3 The Presenter’s Evaluation Questionnaire

The Presenter’s Fvaluation Questionnaire was completed by the social workers who presented the
modules. It provided them with the opportunity to evaluate their own abilities and presentation
skills, as well as the learning process and presentation context. In addition, they had to evaluate
the module’s relevance and value and make written recommendations on how the modules and
programme as a whole could be improved (see Appendix 14). The structure of this questionnaire

is provided in Table 7.

TABLE 7: COMPOSITION OF THE PRESENTER’S EVALUATION QUESTIONNAIRE

SECTIONS | FACETS THAT WERE COVERED QUESTIONS
Section 1 Presenter’s self-assessment =)
Section 2 Evaluation of the presenter’s presentation skills 6-10
Section 3 Evaluation of the learning process 11-16
Section 4 Ewvaluation of the presentation context 17 - 20
Section 5 Fvaluation of the relevance and value of the programme 21 =25
Section 6 General 26 - 28

Because the Presenter’s Evaluation Questionnaire covered some of the same issues or constructs
that are dealt with in the Presentation Fwvaluation Questionnaire and section 2 of the KAB

questionnaires, the resultant data could be triangulated.
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4.5.4 The focus group schedule

A schedule was developed for the focus group sessions that were held approximately seven
months after the initial presentation of the modules. It contained the participants’ identitying
particulars, the introductory statement and the questions that would be posed and discussed
during the sessions. These covered three facets of a module’s impact, namely the extent to which
the stated outcomes were achieved, the relevance of the module and the long-term eftect it had on

the recruits’ knowledge, attitude and behaviour (see Appendixes 7 & 8).
4.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS

The quantitative data that was produced by the measuring instruments were analysed in
conjunction with the Statistical Consultation Services of the North-West  University,
Potchefstroom Campus and with the aid of the SAS computer package (SAS Institute Inc., 1999).

It included cach scale’s reliability and the effect sizes that were produced by them.
4.6.1 Procedures and formulas used for the calculation of reliability

Each scale’s reliability was determined by calculating its Cronbach alpha coefficient (abbreviated
as ‘Cronbach alpha’, CA or simply “a”) (Gravetter & Forzano, 2003:455). A score of 0.5 or
higher was accepted as an appropriate reliability coefficient (cf. Jackson, 2003:87-91). All the
scales that were used in the research on the health maintenance component complied with this

criterion.
4.6.2 Procedures followed to determine validity

The review by the panel of experts and the pilot studies wete used to determine the face, content
and criteria validity of the questions and scales (cf. Creswell, 2003:157-158; Elmes ¢/ a/., 2003:55-
59; Jackson, 2003:44-45). The main study and its results, however, should be viewed as the most

important step in this process.
4.6.3 Procedures and formulas used for the calculation of change/effect

A four-step procedure was followed to calculate the effect of each of the scales. It used Cohen’s
formula for the calculation of effect sizes (Cohen, 1988:20-27; Steyn, 2000:1-3) as its main
formula and entailed dividing the difference between two averages (or averages of a given mean)
by the standard deviation (cf. Gravetter & Torzano, 2003:454). According to Steyn (2000:3), this

1s a natural criterion for drawing conclusions regarding significance.

It was first necessary to determine whether the experimental groups (group ‘e’) and control
groups (group ‘c’) were comparable before the start of the intervention programme. This was done
by calculating and comparing the effect sizes (also known as Cohen’s d-values) per scale of the
two groups’ pre-test measurements. A co-variance analysis was performed to ensure that there
were no significant differences (i.c. d > 0.3) beoween the d-values on pre-test level. All the scales

complied with this requirement.
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The next step entailed the calculation of changes that had occurred on a pre-test and post-test
basis in the experimental and control group separate/y. This was done by means of paired t-tests.
The results indicated the growth that took place with the experimental groups, as well as the

control group, if any.

The table below indicates the results of the covariance analysis and the tables on the t-test and
paired t-test will be reflected in the Appendixes (see Appendixes 3 & 4). Cohen’s d-value was used

in all the statistical analyses steps to determine effect.

Once it was cstablished that significant change had occurred, it was necessary to ascertain whether
there were any practical significant differences besween the pre-tests and post-tests scores of the
expetimental and comparison groups. To compute the nes difference per scale, the values of the
pre-tests were corrected in order to determine whether the experimental group gained more
knowledge than the control group. Cohen’s formula for calculating the effect size between two

groups was then used. This formula is:

gtz
JMSE
Where:
d = cffect size
L = average differcnce score in the experimental group (c)
M2 = average difference score in the comparison group (c)
i - H2 = difference between average difference
MSE = mean square error of the ANCOVA (Cohen, 1988: 20-27; Steyn, 2000:1-3)

The tollowing guidelines were used to interpret the d-values that were produced:

o d = 0.2 would indicate a small effect, implying that the research should be repeated in order to
confirm whether there is an effect

o d = 0.5 would indicate a medium effect, implying that the result can be viewed as significant, but
also that better planned research could produce even more significant results
d = 0.8 would indicate a large effect which is of practical significance.
Because there are no absolute boundaries between the three d-values, concepts such as ‘small
to medium effect” and ‘large effect” can be used (Cohen, 1969:22-25; Spatz, 2001:74-75; Steyn,
1999:3).

The fourth step was to interpret the data that were generated by Scales 5, 6 and 7, the gencral
questions and the focus groups. In the case of direct questions, descriptive statistics such as
totals, percentages and averages were used. A\ content analysis was done on the responses

produced by the focus group sessions.
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5. THE RELIABILITY OF THE MEASUREMENT INSTRUMENTS

Because the study dealt with a non-clinical population, a Cronbach alpha cocfficient of o 20.5 was
viewed as an acceptable reliability coefficient (cf. Jackson, 2003:87-91). Al the scales adhered to

this requirement (see Table 8) and could, therefore, be used in the rest of the study.

TABLE 8: CRONBACH ALPHA OF THE STRESS MANAGEMEN'T' AND SUBSTANCE

DEPENDENCY MODULES
o
SCALE FACET & QUESTION Biraas Sl ancE
management dependency
Scale 1 Objective knowledge 0.76® 0.65®
Scale 2 Subjective knowledge 095m @iey.m
Scale 3 Atutude 054m 0.50m
Scale 4 Behaviour 09] = 0.60 =
Scale 5 Value of the module 081 ® 0.90®
Scale 6 Relevance of the module 0.95% 0.9 =
Scale 7: Evaluation of the programme presentation a
‘Subscale7:1 | Evaluarion of the progmmme prscatavo ]| 0758 | p7Em
Subscale7.2 | Evaluation of the presenter | 083% | 083m |
Slvlbscale 7.3 i ."Evaluﬂtion of thc lc.aming process - 084 - - i 65;4 = -
Subscale 7.4 || Evilwtion of the preseniation contezt) || 0349 | o7am

& Reliable scate: o 2 0.5

6. THE EFFECT OF THE HEALTH MAINTENANCE MODULES ON
THE KNOWLEDGE, ATTITUDES AND BEHAVIOUR OF SAPS
RECRUITS

In the provision and interpretation of the data that were generated by the measurements, the
effect of the Stress Management and Substance Dependency modules will be dealt with separately.
Oaly the results will be provided in the applicable tables (derailed results of the covariance
analysis, t-tests and paired t-tests are contained in the Appendixes 3 & 4). Cohen’s d-value was

used in all the statistical analyses steps to determine effect.

6.1 THE EFFECT OF THE STRESS MANAGEMENT MODULE

The overall net effect of the Stress Management module on the knowledge, attitude and

behaviour of recruits 1s contained in Table 9.
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TABLE9: THE COVARIANCE-ANALYSIS FOR SCALES 1-4: STRESS MANAGEMEN'T

SCALE n | DIFFERENCE | MSE VA‘;:UE VA(::UE
Scale 1: Objective knowledge re stress management 471 0.566 0.362 | <0.0001 | 1.56**
Scale 2: Subjective knowledge re stress management | 477 1.225 0.409 [ <0.0001 | 2.99**
Scale 3: Attimide re stress management 470 0.635 0.357 | <0.0001 1. 835
Scale 4: Behaviour re stress management 471 1.19 0.495 | <0.0001 2.4

** Practical significant effect: d 20.8

The p-values and d-values content of "l'able 9 indicate that the module had both a statistical and
practical significant cffect on its recipients. The implications of each of the measurements will be

dealt with separately.

6.1.1 The effect on objective knowledge (Scale 1)

‘T'he results of the covariance analysis and its d-value of 1.56 indicated that on a short-term basis,
the presentation of the module increased the experimental group members’ factual knowledge of
stress related issues by a significant margin. The focus group members reaffirmed this impact.
They found their new knowledge of the advantages and disadvantages of stress, the exercises that

will reduce stress, the strategies in dealing with stress and the effect of stress especially valuable.

6.1.2 The cffect on subjective knowledge (Scale 2)

The d-value produced by Scale 2 was an exceptionally high d=2.99 (see Table 9). This implies
that the members of the experimental groups had a strong feeling that they were empowered by
the knowledge content of the module. The focus group members mentioned that they were able
to internalise and utilise the knowledge that they had gained. They grasped the essence of the

module and were able to draw up and apply a personal stress management plan.

6.1.3 The effect on attitudes (Scale 3)

The module also had a large effect on the recipient’s attitudes towards stress and stress
management (Table 8, d=1.83). This would indicate a big change in the atttudes that existed
before the presentation of the module and is especially important in the light of the fact that
police work is regarded as one of the most stressful occupations. The members of the focus
groups aftirmed the change in attitudes. They mentioned that they had a negative outlook on
stress before the presentation of the module, but afterwards realised that it should be regarded as

a challenge and be dealt with in a positive manner.
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6.1.4 The effect on behaviour (Scale 4)

From the large effect size of d=2.4 that was produced by the behaviour scale, it was evident that
the Stress Management module achieved its main aim, namely cnabling recruits to draft and
execute a personal stress management plan that was based on the newly acquired stress
management knowledge and skills. It also indicates that the recruits intended to apply the
practical stress management exercises. The majority of the focus group members indicated that

they were still doing this more than seven months after the completion of the module.
6.1.5 'The long-term effect of the module

The responses of the focus group members brought various trends in the long-term etfect of the
module to the fore. These trends will be discussed according to the core questions that were

covered in the sessions (see Appendix 7).
» Emotional, physical and mental effect of stress

Respondents shared with confidence their knowledge regarding the emotional, physical and
mental effect of stress. They were able to identify their personal stress reactions and this
knoewledge enabled them to draw up a personal stress profile. They could also describe the nature

of stress and the effect of too much or too little stress on productivity.
P> Strategies and techniques for effective stress management

This part of the module secemed to have had a parucularly strong long-term effect. It was
apparently due to its use of experiential learning and focus on practical strategies and techniques
to deal with stress. This exposure cnabled them to compile a practical personal stress
management plan and the experience of the positive effect of appropriate behaviour motivated

them to persevere with this behaviour in the long-term.
» Recelevance of the module

‘The focus group members gave a very high rate to the relevance of the module.  ‘This was
apparently due to their perception and probably practical experience of the stresstul nature of
police work. They also mentioned that their improved capacity to deal with stress unquestionably

impacted positively on their job performance.
> Knowledge, attitude and behaviour

The majority of the respondents confirmed that they gained much knowledge trom this module.
Their attitude regarding stress management is positive and they are not reluctant to implement the

appropriate strategies and techniques.
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6.2 THE EFFECT OF THE SUBSTANCE DEPENDENCY MODULE

The net effect of the Substances Dependency module on the knowledge, attitude and behaviour
of recruits is contained in Table 10. In the case of the knowledge dimension, both measurements
were at the practical significant level (i.e. d 20.8), whereas the measurement of attitudes fell in the
medium to large category (i.c. d= 0.5 — 0.79). The implications ot cach of these measurements

will be dealt with separately.

TABLE 10: THE COVARIANCE-ANALYSIS FOR SCALES 1 - 4: SUBSTANCE DEPENDENCY

SCALE n | DIFFERENCE | MSE VAIzUE 4 A(li CE
Scale 1: Objective knowledge re substance depeadency | 502 0.885 0.332 | <0.0001 | 2.60%*
Scale 2: Subjective knowledge re substance 502 1.287 0.423 | <0.0001 | 3.047~
dependency
Scale 3: Aratude re substance dependency 501 0.288 0.321 [ <0.0001 | 0.71*
Scale 4: Behaviour re substance dependency 501 0.189 0.288 | <0.0001 | 0.57*

* Medium effect: d = 0.5 ** Practical significant effect: d 20.8

6.2.1 The effect on objective knowledge (Scale 1)

‘The results of the covariance analysis indicated that the Substance Dependency module had a very
large effect (d=2.0) on the objective knowledge of the respondents of the experimental group.
The focus group members also mentioned that they gained much more new knowledge with
regard to the physical and psychological effect of alcohol abuse. Their knowledge of the

difference between legal, illegal and prescription drugs also increased significantly.
6.2.2 The effect on subjective knowledge (Scale 2)

The d-value produced by the subjective knowledge scale was exceptionally high (Table 10,
d=3.04). This implies that the recruits who underwent the training were convinced that it had
empowered them with knowledge that they had not possessed before. Tt transpired from the
focus groups that the members thought that it would especially enable them to identify people in
the general and work community that had an alcohol problem and that the knowledge will be

crucial when dealing with criminal cases where substance dependency/abuse/misuse are involved.
6.2.3 'The effect on attitudes (Scale 3)

The effect of the module on the recruits” attitudes fell in the medium to large range (d=0.71). An
analysis of the data on which this result is based indicated that a substantial number of
respondents already had an appropriate attitude before the start of the module and that their
attitudes could, thetefore, not be changed by it. For others it brought about a significant change.
From the focus group discussions it was clear that the module made them much more cautious ot
using substances because they became acutely aware ot the negative effect that it could have on

their lives.
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6.2.4 'The effect on behaviour (Scale 4)

The Substance Dependency module is especially designed as an awareness creation and
information sharing instrument which focused mostly on the causes, effect and consequences of
abusing substance. Its behavioural change component is quite small (the module is later followed
up with a generic substance dependency programme that focuses more strongly on behavioural
change). Because of this focus, the medium effect of d=0.57 that was measured by the behaviour
scale was, therefore, not unexpected. From the focus groups it scemed as though the realisation
that being intoxicated does not solve problems or improve lives motivated the recruits to change

their behaviour patterns permanently.
6.2.5 The long-term effect of the module

The focus group discussions also brought the following long-term intluences and trends to the

fore (see Appendix 8 for more details).

» Knowledge, attitude and behaviour

‘The discussions showed that, before the start of the module, not all respondents knew what effect
the abuse of legal, illegal and prescriptive substances had on the functioning of people. It
therefore, improved their knowledge of these issues. The module also sensitised them to the
negative impact of their own personal drinking patterns and those of others. This caused some to

change their drinking habits.

» Relevance of the module

The group members viewed the module as relevant. It especially enabled them to personalise the
whole question of substance abuse. The new knowledge and insights would also improve their

professional conduct and ability to assist community members.

» Genertal improvements

The module had one somewhat unexpected benefit. It made recruits aware that they cannot
aftord to be intoxicated or have a hangover when coming to work. They now knew that this
would impede their ability to render a professional police service to the community and could also

lead to a disciplinary hearing.

7. THE VALUE OF THE HEALTH MAINTENANCE COMPONENT

The post-test questionnaires that were administered to the experimental group contained a scale
that was specifically designed to measure the value that the modules held for the recruits. The
dara that was collected by this scale, including its CA/a, the number of responses and their

cquivalent percentages are contained in lable 11.
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TABLE 11: THE VALUE OF THE HEALTH MAINTENANCE COMPONENT (SCALE 5)

CHOICES AND RESPONSES
MODULE " It had no or It had below It had above It had a lot L
[ittle palue average valie average valie of value
= 2 6 71 266 :
L. "]
ezl W M| 57w (1.73%) @o57%) | 70w | %8
= 12 5 78 280 :
Substance Dependency 375 (3.2%) (133%) (20.8%) (74.66%) 0.9(=
7 5.5 745 273
Aver: 3 Tcaie sray ).86%
e e e (1.52%) ueo%y | @583 | U5°

® Reljuble scale: o= 0.3

Both the scales were very reliable. They indicated that, on average, 96.66% of the recruits gave
the modules an above average to a “lot of value” rating. Only 25 out of 720 (3.47%) respondents
viewed them as less valuable. The sheer number of responses in the above-average categories
indicates that the knowledge, attitude and behavicural components of the modules must have

been useful to them. This conclusion was confirmed by the focus groups.

The Stress Management module faired slightly better than the Substance Dependency module in
the evaluation. This can be ascribed to the recruits’ tendency to sce stress as a personal 1ssue and
to rather view substance dependency as a problem that would be experienced by “other people”.
There was also indication that they were more intent to apply their newly acquired stress

management knowledge and skills in practice.

8. THE RELEVANCE OF THE HEALTH MAINTENANCE
COMPONENT

A relevance scale was included in the measurement package because of the fact that, although a
module might have a large etfect on recruits and be viewed as valuable, it would not necessarily be
deemed a major priority when compared with other capacity-building and general training
professional and personal lives of the recruits.  This measurement also formed part of the

triangulation process.

The results achieved with the relevance scales are contained in Table 12. Both scales were very
reliable (e o= 0.5).

TABLE 12: THE RELEVANCE OF THE HEALTH MAINTENANCE COMPONEN'T (SCALE 6)

CHOICES AND RESPONSES
Ll E It had no or It had below 11 had above 11 had a bt a
little value averaqoe valie average value of value
| 3 82 256 L
342 2 i = ().9>m
pSTRaagEEY B! (0.29%) (0.87%) @3.97%) | (74.85%) -
2 2 59 306
anc 370 LRt T . i 0.90%
Subsieie depemslcncy : (0.54%) (0.81%) (15.94%) | (82.70%) .
¥ 1.5 3 70.5 281
Average | 356 , 0.96%
R L nae (0.84%%) (19.8%) (78.93%)
® Reljable scale: 4 = 0.5
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‘Table 12 indicates that the two modules’ relevancy rating was very high and even higher than that
of their value (see Table 11).  The combined above average ratings reached the 98.73% mark and

only 9 out of 712 respondents saw it as below average.

The questions in the scale covered two primary issues. It was the degree ro which the module
would improve the recruits” job performance and the extent to which they would be able to utilize
the (new) knowledge, attitudes and skills in their daily lives (see Appendix 7 & 8). From the
analysis of the data gencrated by the questions and the responses of the members of the focus
groups it would seem as though the Stress Management module is scen as both a work and
personal empowerment tool. It would, according to them, help to prevent suicides and ensure

resiliency in the type of work that police officials has to do.

Although the tocus group members were of the opinion that the module on substance
dependency is relevant to all police personnel and would equip them to do their jobs properly,
there were strong indications that they saw it more as a personal enrichment tool. It made them
awarc of the dangers involved in substance abuse and encouraged behavioural change on this

level.

9. THE INFLUENCE OF THE QUALITY OF THE PRESENTATIONS

Because the modules were presented under varying circumstances at different Basic Training
Provision Institutions by various social workers, it was essential to measure the quality of these
presentations. Poorly presented modules would necessarily have impacted negatively on the

extent to which the modules would have produced the desired outcomes.

A presentation evaluation questionnaire was developed to measure the quality of the
presentations. It consisted of five sections. The first four represented a different subscale (see
Table 5) and dealt with the presenters’ abilities and presentation skills, the quality of the learning
process and influence of the context within which the presentation took place.  Additional
questions were added to the questionnaires and covered some general training related issues (sce

Appendix 15)

The vast majority of the respondents (85.37%) regarded the presenters as ‘very good/excellent’,
88.31% evaluated their presentations skills on the same level and the learning process was rated as
very good by 83.72% of the respondents (see Appendix 15). The presentation context did,
however, not fair as well. Although an average of 74.91% of the recruits gave it a “very good”
rating, a total of 3.54% saw it as cither “average”, “bad” or “very bad” (see Appendix 15). This
was probably duc to the fact that some of the Basic ‘I'raining Provision Institutions expetienced
logistical problems and that it had a negative influence on cspecially the availability of training

intrastructure.
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The presentation evaluation questionnaire contained three questions that dealt with the length of

the module, the pace of the presentaton and the balance between the communication of facts and

group involvement. The results are summarised in Table 13.

TABLE 13: THE RECRUITS’ EVALUATION OF THREE GENERAL ELEMENTS OF THE

PRESENTATION

QUESTION n

1.

o

3.

4.

5.

It way much too

It was a little too

The length was

1t was a little too

1t was much too

6. How will you rate long Jong just right short chort
the length of the 339 14 2 230 40 33
3 y '
module: (@.13%) (6.49) (67.88%) | (11.8%) (9.73%)
The pace was The pace was a The pace was ‘The pace was a The pace was
7. How will you rate mch 1o slow little too slow just right Uit too fust much too fast
the pace at which the 339 i = 3 i}
module was 0 %) 290 32 15
P[cscntcd? (OD/O) (05()0//0 (85550/0) (()440/0 (4420/0)

8. How will you rate
the balance between | .
the presentation and
group 1nvolvement?

Much too much
tinre was spent on

A little too much
tome was spent on

The balance
was just right

A little too much
time was spent on

Much too much
lime was spent on

the presentation the presentation oroup involvement | group involverient
0 3 285 15 36
(0%) (0.88%) (84.07%) (4.42%) (10.62%)

Although the pace of the presentation and the balance between presentations and group
involvement received excellent ratings, the length of the modules produced a more mixed
response. A total of 21.53% respondents viewed it as too short and 10.63% as too long. This can
be attributed to differences in the time that it takes different individuals to master a set piece of

work and is, as such, unavoidable.

The data produced by the presentation evaluation questionnaire indicate that all the clements
associated with the presentation of the modules contributed positively to their goal attainment.
Any deficiencies that might exist in the modules’ impact can, therefore, not be attributed the

presentations.

10. THE PRESENTERS’ EVALUATION OF THE HEALTH
MAINTENANCE COMPONENT

The presenter’s evaluation questionnaire was developed to enable them to evaluate their own
expertise and presentation skills, as well as the learning process, the learning context, the relevance
of the modules and some of the modules’ general features. FEleven of the 15 presenters

completed the questionnaire.

The questionnaire produced the tollowing results:
O 7.2 (6545%) of the presenters thought they were highly competent to present the module.

They thought they were knowledgeable about the content of the modules, were able to explain

Section 2 The jowrnal articles 92



difficult/abstract concepts and that their enthusiasm contributed towards maintaining the
recruits’ interested in the subject matter

8.5 (77.27%) viewed their presentations skills as excellent.  ‘They managed to prepare
thoroughly for the presentaton, could engage the parucipants and effectively utilised the
prescribed teaching media

72 (65.45%) assessed the learning process as being very good/excellent. They gave a clear
overview of the content and objectives of the modules, made sure that the recruits understood
an issue before moving on and were able to communicate on a level that the recruits would
understand

As in the case of the recruits (see paragraph 9), a number of presenters (3/27.3%) gave the
presentation context a lower rating of “average” or “below average”. "Lhis was attributed to
unavailable or faulty teaching media and classrooms that had insufficient ventilation (see

Appendix 106).

‘The presenters also had the opportunity ro evaluate the relevance of the modules and programme.

The results are summarised in Table 14.

TABLE 14: THE PRESENTERS’ EVALUATION OF THE RELEVANCE OF THE PROGRAMME

CHOICES AND RESPONSES
QUESTIONS -
1. 2. 3, 4.
Strongly disagree Disagree Aoree Strongly agree
21. The module sumulated the trainec’s creative thinking Y . ,S, . ()_ ;

k- (0%) (0%) (45.5%) (54.5%)

22. The trainees will be able to apply the new knowledge 0 0 4 7
and msight that they have gained 1n thetr jobs (0%) O%) | (36.4%) | (63.6%)

23. T feel that the module will help participants do their 0 0 5 6
jobs better (0%) (0%) | (45.5%) | (54.5%)

24. The trainees will be able to apply the new knowledge 0 0 5 6
and insight that they have gained in their dady lives. (0%0) (0%) | (45.5%) | (54.5%)

25. T feel that the module will help trainees to cope better 0 0 ) 6
with the challenges of life. (0%) (0%) | (45.5%) | (54.5%)

All the presenters cither agreed or strongly agreed with the positive statements regarding the

modules’ relevance. "They confirmed that the recruits would be able to apply their newly gained

knowledge and nsight in both their work environment and personal lives. Tt would enable them

to

do their jobs better and to cope more ctfectively with the challenges that they would have to

face. If the presenters’ responses are compared with those of the recruits (see Table 12), it would

N

Tl

em as though they tended to underestimate the relevance that the modules had for the recruits.

1¢ presenters also had the opportunity to evaluate the length of the modules, the pace of the

presentation and the balance that was maintained between the presentation of information and
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group involvement. The data that were generated by the three questions are summarised in Table

15.

TABLE 15: THE PRESENTERS’ EVALUATION OF THREE GENERAL ELEMENTS OF THE

PRESENTATION
QUESTION n 1. 2. 3. 4. 5.
It ways much It way a The length 1t was a Little too 1t war much too
6. How will you rate the . to0 long little to0 long was just right short short
length of the module? 1 1 5 3 1
(9.1%) (9.1%) 45.5%) | (27.3%) (9.1%)
7. How will you rate the The pace was The pace was a | The pave was et )/H;;/ L The pace was
ace at which vou had msch 1o slow little too slow Just right il much loo fust
p y 11 = 5! o0 fast %
oy
to present the 0 1 5 3 1
modulc? (O(y O 10 c ‘-0 ; 0 0
) (9.1%) @55%) | (27.3%) (9.1%)
8. How will you rate the Al\ Tuch fw? much /l’l little Afo‘o miuch T bl /"I little [_U? misich A'\/lm‘/z /f»o ninch
AT Bl e lime was spent on fome was spent on was jiust g e Lime way spent on Lime was spent on
4 p T [ 11 the presentation the presentation L - group involvement | group involvement
prcscn'mnon and - 0 3 8 0 0
gronp ivolvement; (0%) 7.3%) | g27%) (0%) (0%)

‘The balance between the time spent on the presentaton and group involvement obtained a
tavourable rating. This was also in line with the views of the recruits (see Table 13). As in the
case of the recruits, the evaluation of the length of the modules also received a mixed response
with five presenters (45.5%) viewing it as appropriate, two thought it was too long and four
thought that it was too short. The only big discrepancy related to the pace of the presentation.
Four (36.4%) presenters thought that it was to fast. This could indicate that the presenters

underestimated the recruits’ ability to cope with the pace at which the modules had to be covered.

‘The presenters were also given the opportunity to evaluate each of the modules separately (see

Appendix 14). The conclusions that could be drawn from their responses will be discussed next.
P Module 7: Stress Management

The presenters were asked to rate the overall value and relevance of the Stress Management
module. The results would indicate to what extent it achieved its objective in the view of the
presenters. Thetr responses are contained in Table 16.

TABLE 16: THE PRESENTER’S EVALUATION OF THE VALUE AND RELEVANCE OF THE STRESS
MANAGEMENT MODULE

1. 2. 3. 4.

§ n It had little or 1t had below It had above It bad a ot
HOW “(OUld Fou.tate Ths M DU no value average valie average value value

Stress Management module 5 0 0 Pl =
(0%) {0%) (36.36%) (63.63%)

: : ” 1. 2. 3 4.
It all are taken 1nto account, the Stress I P g e
Management module will be relevant to Sl o = RREREa

L ¥ kb 0 0 3 8
the trainees future job and personal life 11 (%) (0%) (27.27%) (72_729@
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Of the 11 respondents, seven (63.63%) thought ir had “a lot of value” while four (36.36%)
adjudged it to be above average. In the case of relevancy, the split was eight (72.72%) and three
(27.27%). These responses could be interpreted as strong endorsement of the module. It also

correlated with the reactions of the recruits (see Tables 11 and 12).

The presenters were also provided with the opportunity to make recommendations on how the
content and presentation of the module could be improved. They suggested that more in-depth
information and discussions on trauma/traumatic stress disorder and strategics for thriving on

stress should be included and that these strategies should be practiced in the workshop setting.
» Module 8: Substance Dependency

The same questions were asked with regard to Substance Dependency and the summary of their

results 1s contained in L'able 17.

TABLE 17: THE PRESENTERS’ EVALUATION OF THE VALUE AND RELEVANCE OF THE
SUBSTANCE DEPENDENCY MODULE

i 24 L 4.
A T e e L n 1t had Little or no 1t had below It had above 1t bad a lot
b : y | Querdit vacie value average valie average value value
the .\ssertiveness module 0 0 0 3 3
(0%) (0%) (27.27%) (72.72%)
. } : 3 4
[f all are taken into account, the n : £ 2 3 :
] [ Strongly disagree Disagree Agree Strongly agree
Assertiveness module will be relevant to 0 0 2 g
the trainees future job and personal life 11 (0%) (0%) (27.27%) (72.72%)

There was very little difference between the value and relevance rating of the Stress Management
and Substance Dependency modules. Their responses could be seen as a confirmation of the
recruits’ view that both modules should be seen as an essential part of the Self-Management

Programme (cf. I'ables 11 and 12).

The presenters made written recommendations that the content of the module should be
updated with the newest available information on the nature and “strect names” of
substances and that the presentation should be ‘beefed up’ with more activities and physical
examples of substances. The latter would bring recruits face to face with the substances

instead of only information about them.
» Recommendations for improvements to the programme

Provision was also made for written recommendations on how the content and presentation of

the overall Self-Management Programme could be improved. In it the presenters only focused on

Basic Training Provision Institutions (3'171’s) and recommended that:

0 the BTPPs and their personnel should respect the time that is specifically allocated to the
presentation of the Self-Management Programme

a they should prepare well in advance to provide the correct learning material, training aids and

equipment
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O training conditions could be improved by, for example, fixing faulty air-conditioning and

lights.
11. FINDINGS AND IMPLICATIONS

Only the most prominent issucs will be dealt with briefly in this discussion of the research
findings and their implicadons. It will focus on the research design and procedure and the results

that were achieved with the measurement instruments.

Brooks’s taxonomy of life skills made an invaluable contribution to the conceptualisaton of the
research. It provided the conceptual framework that was lacking in the otiginal design of the
programme and made it possible to cluster individual modules according to set criteria. Due to
their focus on bio-psychosocial health, the Stress Management and Substance Dependency

modules were viewed as part of the health maintenance component of life skills.

A comparison between available literature and the content of both the modules showed that the
latter was based on a sound theoretical footing. Their presentations also adhered to the principles
of cxperiential and adult learning and should, therefore, in theory, be able to atfect recipients in a
meaningful way. The extent to which they exceeded 1n practice was measured with the help of a
classical experimental research design and the use of inferential statistics. Their long-term effect

was determined with the help of focus groups.

From an analysis of the data that were generated by this two-fold process, it is possible to come to

the following five main findings:

G ‘The vast majority of the newly developed scales and subscales were reliable and able to
measure cffect successfully.  This made it possible to come to substantve conclusions
regarding the effect of the modules on recruits knowledge, attitudes and behaviour, as well as

the factors that had a positive and negative influence on this process.

0 ‘The data generated by the scales attest to the fact that the two modules did indeed have a
practical significant short-term effect on the recruits’ knowledge, attitudes and behaviour.
This result, coupled with the triangulation of the different measurements, showed that it

enabled recruits to funcuon more eftectively on both a personal and professional level.

0 The extent to which the short-term impact of the modules rranslated inro lasting change was
ascertained through focus group discussions. From these discussions it was concluded that
most of the changes that were brought about by the modules were stll in effect more than
seven months after the completion of the Self-Management Programme. It can, therefore, be
concluded that the intervention had a lasting effect on its recipients.

0 The biggest benefit that the recruits derived from the Srress Management module was that it
changed their stress related behaviour. They drew up a personal stress management plan and

the vast majority was motivated and enabled to implement 1t in practice.
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O

The Substance Dependency module empowered the recruits with new knowledge about the
nature and impact ot substance abuse. Although behavioural change was not the primary aim
of the presentation, it did affect a number of the recipients” habits in a positive way. This

change should be extended and reinforced by a follow-up programme.

12. GUIDELINES FOR THE IMPROVEMENT OF THE HEALTH

MAINTENANCE MODULES

Although the two modules could be viewed as successful, they still have some shortcomings that

should be rectified. "The responses of both the recruits and presenters indicated that they should

include the following:

a

Some of the content especially of the Substance Dependency module is outdated. It, as well
as the Stress Management module, should be reviewed and provided with the newest available
data. A similar review and updating process should be done annually to ensure that the

content and presentation stays at the cutting edge of new developments in the field

The content and presentation of both modules can be further improved by the inclusion of
more and a bigger variety of experiental learning activitics. This will enable recruits to
practice the skills that they are taught more thoroughly before attempting to use them in

practice

Consideration should be given to the possibility of expanding the Substance Dependency

module to also include a stronger tocus on behavioural change

Although the presenters succeeded very well in their task, they would benefit from further
training in the use of experiential learning methods. "This will ensure an even better service 1o

recruits.

13. CONCLUDING REMARKS

‘The measurement instruments and focus groups that were used in the research have shown that

the Stress Management and Substance Dependency modules had a significant short-term and

long-term effect on recruits’ personal and professional lives. This finding, coupled with the high

value and relevancy rating accorded to the modules by the recipients and presenters indicates that

the interventions made a positive contribution to the attainment of the SAPS Basic Training

Learning Programme’s desired outcomes. Lhey will thus help to ensure that new constables arc
g P'rog )

well equipped to deal with the challenges that they will have to face in their service to South

Africa.
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ARTICLE 4

THE RETURN ON INVESTMENT (ROI) OF THE SAPS SELF-
MANAGEMENT PROGRAMME: WITH SPECIAL REFERENCE TO ITS
HUMAN RELATIONS AND HEALTH MAINTENANCE COMPONENTS

ML Weyers, HM Williams & P Huisamen

Prof M 1. Weyers is a lecturer in Social Work at the North-West University (Potchefstroom Campus) and Mrs 11
M Williams and Dr P Hulsamen are social workers employed by the South African Police Service

ABSTRACT

Background:  There has been an increased need both locally and abroad for social workers 1o
demonstrate the effectiveness and efficiency of their services.  This was also true in the case of the Police
Social Work Services. They not only had to prove that the newly developed Self-Managenent Programme
enhanced the resilience and professional conduct of siudent constables, but that it also represented a
worthwhile investment for the South African Police Service(SAPS).  T'his led to a return on investment
(ROI) analysis of the programme. The resulls of this somewbat pioneering study will be discussed in this
article.

Objectives: To measnre the Self-Management Programme’s return on investment (ROI). The focus will
be on the Programme’s “human relations” and “health maintenance” components.

Method: The results of an effect measurement study (see Articles 2 & 3) were combined with
organisational data and the findings of various other studies to complete an extensive computerised ROI
programme developed by Meyer et al. (2003). 1t produced the return on investment coefficient, as well as

the intervention’s net present value (NV'P), payback period, internal rate of return (IRR), learning cost per

recruit and cash flow statement.

Results: 1he results showed that the “human relations” and “health maintenance” modules, as well as
the Self-Management Programme as a whole had an exceptionally hish relurn on investment coefficient.
This finding, coupled with the other measurements, indicated that the programme was a valuable financial
asset for the SAPS.

1. INTRODUCTION

The measurement of social work interventions’ return on investment (ROI) especially in the case
of South Africa is stll in its infancy. In this regard, De Vos (2002:380) states thar: < real
examples of South African cost-benefit analyses arc extremely difticult to find”, while Orren
(2004:11-12) is of the opinion that there is a dire need for cost-benefit research in South Africa.
[n this article the results of a somewhat pioneering study in this field, namely of the Police Social

Work Service’s Self-Management Programme, will be discussed.

The Sclf-Management Programme (sometimes abbreviated with “SMP”) consists of nine

personncl capacity-building modules (PCaM’s) and is presented to South African Police Service
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(SAPS) recruits over a five day period during their initial induction training. This article’s focus
will be on the ROI of the four modules that make up the human relations and health maintenance
components of this programme. They are Contlict Management, Assertiveness, Stress
Management and Substance Dependency. The ROI of the other five modules will be included in

the calculation of the SMP’s overall ROIL.

Before the results of the calculation of the four modules’ ROI can be presented, it is necessary to
provide the assumptions on which all the calculations were based. This will be followed by an
exposition of the research procedure, the calculated cost and benefits of the modules and the

results achieved by the ROI and associated measurements.

2. THE BASIS FOR THE CALCULATION OF THE PROGRAMME?’S
ROI

The calculation of social work interventions” ROI falls under the broad category of programme
evaluation. Within the context of this article, programme evaluation can be defined as the use of
a set of (explicit or implicit) standards to assess the operation and/or the outcomes of a social work
service systematically (cf. De Vos, 2002:375; Weiss, 1998:4). In terms of social work practice, the
purpose of this step is primarily (1) to increase social work’s knowledge base, (2) to guide
decision-making at all levels, (3) to demonstrate accountability, and (4) to ensure that client
systems receive the best possible services (Rankin, 2005:4-5). It can, therefore, be presumed that
programme evaluation is a prerequisite for the development of social work as an accountable and
effective profession. Without it no support can be expected from the public, government or

other professions and, in the case of the Police Social Work Services, from the organisation itself.

There are different types or categories of programme evaluatons, many of them interrelated or
overlapping (Rankin, 2005:5-11). These include summative and formative evaluations, needs
assessments, evaluability assessments, programme monitoring, outcome evaluation and efficiency
evaluations. The latter can take two forms, viz. a cost-effectiveness and a cost-benefit analysis. In
a cost-effectiveness analysis, the benefits of the intervention are usually expressed in non-
monetary terms. In the case of a cost-benefit study, however, benefits have to be translated into
monitory gain (cf. Kee, 2004:550). A return on investment (ROI) study can be viewed as an

advanced form of cost-benefit analysis.

In this overview, the focus will first be on the reasons why it was deemed necessary to undertake
such an advanced form of cost-benefit analysis. The basic nature of ROD’s, the context within
which the calculations took place and the assumptions on which it was based will then be

discussed.

2.1 THE NEED FOR A ROI ANALYSIS

Internationally, especially during the past three decades, there has been an increased need for
social work to demonstrate the effectiveness and efficiency of its programmes (cf. Hudson &

Grinnell, 1989:691). More recently, Gabor e/ 4/ (2001:481) stressed that the profession has
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entered a new era in which only the best social service delivery programmes, that is ones that can

demonstrate that they provide needed, useful and competent services to clients, will survive.

In spite of this international trend, very little effectiveness and efficiency research has been
undertaken in South Africa (cf. Mitchell, 2005:i-if). An exception has been the Evaluaton of
Capacity-building Programmes 2 (EPCaP2) stdy that was undertaken in collaboration with the
South African Police Service’s section: Police Social Work Services (abbreviated as PSWS). The
reasons why this study included an ROI analysis can be found in the organisation’s personnel

expansion drive and the costs involved in this endeavour.

In the Strategic Plan for the Sonth African Police Service (2005-2010), it is stated that the organisation
will embark on a personnel expansion drive that will increase the number of personnel from
approximately 148 000 by the end of 2005/06 to 165 850 by March 2008 (SAPS, 2005:27).
Additional allocations in the department’s budget of R 1,6 billion in 2005/06, R 2,2 billion in
2006/07 and R 3,2 billion in 2007 /08 will enable it to recruit 1 200 additional police personnel in
2005/06 and approximately 7 900 in the following two years (SAPS, 2005:57). This drive is
coupled with the organisation’s strategic Human Resource Management priority (Priority 5) of
creating and maintaining an effective police service through, imter alia: the optimisation of
personnel udlisation; the development of human resources; performance management; the
institutionalisation of a professional service ethos; institutionalised employee assistance services,
and quality education, training and development (SAPS, 2005:33-34,57). In this regard, vast
amounts of financial and human resources are spent on the education and training of new
recruits. This must ensure that they will be well equipped to deal with the professional and
personal challenges that they will have to face. This training includes personnel capacity-building

modules.

The expenditure on student constables is indicative of the fact that the organisation places a high
priority on its human capital. It recognises that the development of this “capital” serves not only
the service interests of the organisation itself, but also the requirements of the society within
which it operates. The question is, however, whether the personnel capacity-building modules
actually contribute to the development of human capital and whether they provide an adequate
return on the investment of money, time and effort. A study of the modules’ effect proved that
they developed human capital (see Articles 2 & 3). To ascertain whether this contribution

represented a cost-effective investment, required the calculaton of the modules” and SMP’s ROL

There are five more specific reasons why it was necessary to measure the Self-Management

Programme’s ROIL. They are the following:

e The programme and its constituent modules are brand new and still unproven pro-acrive
intervention by the Police Social Work Services (PSWS). This section must, therefore, not
only ascertain whether it was effective, but also whether it is worth the investment of ume,
money and manpower. If not, other strategies could and should be pursued.

e Drucker (in Mever e af, 2003:5) states that: “If you can’t measure it, you can’t manage it!”
The ROI measurement would enable the PSWS to manage the programme much more
ctfectively by, for example, curting down on unnecessary or unproductive costs and

optimising available resources.
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e Measuring the intervention’s return on investment will also enable the PSWS to comply
with its accountability responsibility. It will, amongst others, provide management with
the answer to the question: ‘For every Rand invested in the programme, how many Rands
does the SAPS get back?’

e The expansion of the SAPS’s personnel corps represents an enormous investment of
money (at least R 7 billion over three years). Everything possible should, consequently, be
done to ensure that this investment is optimized. This includes ascertaining whether
training, and in this case capacity-building, provides the required outcomes and contributes

effectively to the organisation’s strategic human resource management priority.

2.2 'THE NATURE OF ROJI’s

There are various concepts that can be used to describe the relationship between the cost of a
service/intervention and its benefits. Most common is ‘cost-effectiveness evaluations’, ‘cost-
benefit analysis’ and ‘efficiency assessments’ (cf. De Vos, 2002:385). These, however, mainly
pertain to more qualitative forms of measurement. Within the context of this study, it was
decided rather to make use of the more advanced ‘return on investment’ (ROI) conceptualisation
and to use the considerable body of knowledge and well-tested formulas that have been

developed for this procedure.

A ROI study can, on the basis of the views of Meyer ¢ a/ (2003:5), Phillips (2002:18-21) and
others be defined as the scientific measurement of the monetary benefits obtained by an
organisation over a specified period in return for a given investmnent in a service delivery
programme. It is, in other words, the extent to which the intervention’s benefits (outputs) exceed
its costs (inputs). The formula that is used in the calculaton of a ROI is the annual net
programme benefits divided by programme costs, where the net benefits are the monetary value

of the benefits minus the costs of the programme. In percentage terms, this can be formulated as:

ROI (%) = Net Programme Benefits (benefits - costs)  x 100

Programme Costs
Where:
e Net Programme benefit = Total benefits winus costs
e Benefits = Improvements in quality of service + labour and other cost savings

e Programme cost = Financial costs + manpower/time inputs

2.3 THE CONTEXT WITHIN WHICH THE CALCULATION OF THE ROI TOOK
PLACE

The calculation of the Conflict Management, Assertiveness, Stress Management and Substance
Dependency modules” ROI was part of the study of the effect of the human relations and health

maintenance components of the Self-Management Programme. The effect measurements have
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been dealt with in detail in other publications (see Articles 2 & 3). Some of these findings will

also be used in this article as part of the measurement of the modules” ROL

Because the Self-Management Programme forms an integrated whole, it was also necessary to
measure the total programme’s ROIL  For this purpose, the findings of a study by Huisamen
(2005:147-173) of the ROI of the Decision-Making and Purpose-in-Life components of the
programme will also be used here. The nature of the Programme’s components and the modules
that fall under each, are depicted in Diagram 1.

DIAGRAM 1: COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF
BROOKS’S TAXONOMY OF LIFE SKILLS (WITH THE FOCUS ON COMPONENT 1& 2)

Module 5: Module 7:
Assertiveness Stress
: Management

Module 4:
Conflict
Management

Module 8:
Substance
Dependency

Module 2:
Planning of L4
Goals -

Module 1:
Financial
- Management

" Module 3:

Module 6: =

Self- - Problem-
knowledge / njoqule 9; | Solving

HIV/AIDS
Awareness

2.4 THE BASIC ASSUMPTIONS ON WHICH THE CALCULATION OF THE ROI
WERE BASED

The large numbers of recruits involved, the vast differences in the tasks that each individual will
ultimately have to be able to perform, the complexities of the SAPS as a mega-organisation and
various other factors made it practically impossible to work with individual measurements when
calculating the Programme’s ROL. The only answer would be to extrapolate from trends that
already exist in the organisation and elsewhere and to do the calculations on the basis of certain
assumptions. The assumptions that were used in the case of the four selected modules are

summaiised in Table 1.
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TABLE 1: BASIC ASSUMPTIONS ON WHICH CALCULATIONS OF THE MODULES’ ROI WERE
BASED

ASSUMPTION

NUMBER ASSUMPTIONS AND ITS IMPLICATIONS

\ssumption 1 That the recruits will, in the near future (1-3 years), exhibit the same attirudes and

behavioural patterns that are currently present in the organisation as a whole

o This assumpton makes it possible to extrapolate and generalize the data pertaining
to existing personnel to the new recruits as well

o Itimplies that the recruits will, for example, exhibit approximately the same sick
leave patterns and staff turnover rates as the rest of the personnel

Assumption 2 That the personnel costs for each recruit will be equivalent to the average for the

organisation as a whole

© The assumption implies that, although the recruits’ salaries may be much lower
than the organisation’s norm, the direct monetary and manpower costs involved in
training and induction are extremely high
This makes it possible, for example, to assume that the average personnel cost per
recruit will be the same as that for the SAPS as a whole. In 2004-05, this cost was
R119 000 (SAPS, 2005:161)

Assumption 3 That international and national trends in occupatonal settings can be made applicable

to South Afrca and the SAPS

© The assumption implies that, on the whole, there ought not to be a marked
difference berween research findings in other countries and the situaton that
would exist in the SAPS. It would, therefore, be possible to assume that if research
in a foreign country shows that there 1s a link between a lack of problem-solving

skills and financial problems, the same link will be found among SAPS personnel

Assumption 4 That it 1s possible to make use of indicator measurements in ROI

0 Due to the fact that it is impossible to measure all the issues directly, it is assumed
that those that could be measured will be an indication of a certain trend or of the
extent of a problem. It could, for example, be assumed that the ratio of the types
of misconduct addressed at disciplinary hearings to the total of hearings could be
used as an indicator of the prevalence of that misconduct in the organisation

Assumption 5 That the costs and effect of different modules could be combined in one ROI

measurement

o In this expositon, it will be assumed that conflict management, assertiveness, stress
management and substance dependency are interrelated because they all contribute
to the effective personal and professional functioning of recruits.
Effectve functioning will, in turn, enhance productivity and induce labour and

other cost savings

3. THE RESEARCH OBJECTIVES, DESIGN AND PROCEDURE

The calculation of the Conflict Management, Assertiveness, Stress Management and Substance
Dependency’s ROT formed part of a comprehensive study of the effect of the Self-Management
Programme. This research, entitled the “Eraluation of Personmel Capacity-Building Programmes 2
(EPCaP2) study, dealt with two basic but interrelated issues. These were the e¢ffer of the
programme and the bengfits that were derived from this intervention. Only some of the main

elements of this study will be discussed next.
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3.1 AIMAND HYPOTHESIS

The primary aim of EPCaP2 was to determine the effect of the programme on the knowledge,
attitudes and behaviour (KAB) of SAPS recruits, as well as the programme’s return on investment
coefficient. In this article, the focus will be o4 on the ROI facet of the research. Itis, therefore,
intended to test the hypothesis that the human relations and health maintenance components of

the Self-Management Programme would provide a positive return on investment.

3.2 RESEARCH DESIGN

In the effect-measurement part of the study use was primarily made of the experimental research
design. This was supplemented by a substantive literature study, the analysis of other available

data and focus group sessions.

3.3 PROCEDURE

The research process consisted of five phases. These were a literature study, the pilot study, the
main study, the use of focus groups to ascertain the modules’ long-term effect, the calculation of

the modules’ return on investment coefficient (ROI) and the completion of the research reports.

3.3.1 Phase 1: The literature study

The first phase focused on the analysis of existing literature on the nature of Self-Management
Programies, the needs of the adult learner, effect measurement, ROI measurement and
indicators of personnel functioning. The results were used especially in the development of the

questionnaires and in the ROI analysis.
3.3.2 Phase 2: The pilot study

In the second phase, questionnaires were developed that were based on the literature study, a
previous research project into the effect of similar interventions and the contents of the newly
constituted modules of the Self-Management Programme. These new questionnaires were
evaluated by a panel of experts. This panel consisted of three social work lecturers, two police
social workers and one psychology lecturer. The panel discussions took the form of focus group
sessions in which the questionnaires were evaluated and recommendations for modification were

made.

The concept questionnaires were subjected to a comprehensive pilot study that was undertaken
during the July 2004 presentation of the Self-Management Programme to SAPS recruits. It
involved a total of 131 randomly selected respondents from four platoons in Oudsthoorn and

four in Pretoria.

The data that was produced by the pilot study were analysed with the help of inferential statistics

and used as a basis, where necessary, to reformulate the questionnaijres.

Section 2: The jonrnal ariicles 106



3.3.3 Phase 3: The main study (short and long-term effect)

The main empirical study took place from 24 to 29 January 2005. In total, an experimental group
of an average of 400 members and a control group of 120 participants (i.e. a 12% sample) were
mobilised. They were drawn from various SAPS training centres throughout the country (see
Articles 2 & 3). The net effect of each module was measured with the aid of various module
specific scales and through the use of Cohen’s formula for the calculation of effect size (ie. d-

value).

Follow-up, focus-group sessions were then held in August 2005. The sessions dealt mainly with
the long-term effect of the modules on the personal and professional functioning of the
participants. The results were linked to the ‘Relevance of the training’ scale that forms part of the
KAB questionnaire. Through it, it was ascertained that the intervention did indeed bring about a

lasting change in the recruits’ knowledge, attitudes and especially behaviour.
3.3.4 Phase 4: The measurement of the return on investment (ROI)

The measurement of the Self-Management Programme’s ROI commenced once the results of its
effect measurement became known and the focus group sessions were completed. In it, use was
made of the very extensive measurement framework and formulas that were developed by Meyer
et al. (2003). This was, especially in the case of the measurement of benefits, supplemented by the
formulas and results achieved by the programmes’ effect measurement and the findings of other

studies.

The ROI analyses covered three broad issues. These were the costs involved in the service, the
benefits derived from it and the results that were achieved. The latter not only took the form of a
return on investment (ROT) analysis, but also the calculation of the programme’s net present value
(NVP), its payback period, its internal rate of return (IRR), the learning cost per recruit and a cash

flow statement.

3.3.5 Phase 5: The presentation of results

The last phase of the research process consisted of the drawing up of various research and related

reports.

3.4 EXPERIMENTAL SUBJECTS

On average, the experimental group per module consisted of 400 and the control group of 120
participants. The samples represented 12.03% of the total population of 4 249 students. This

sample is in line with the requirements set by Stoker (in Steydom & Venter, 2002:201).

All the participants were selected on a stratified random basis (cf. Strydom, 1999:66,70). The
experimental group was stratified according to geographical area. In it, four platoons were from
the more southerly Oudtshoorn Basic Training Provision Institution (BTPI), six platoons from
the northerly Pretoria and Jakkalsdans BIPI’s and four platoons from the Bisho BTPI in the
eastern part of the country. The control group was from the other three SAPS BTPI's at Philippi,

Graaft-Reinet and Chatsworth (the programme was presented to them a week after that of the

Section 2: The jonrnal articles 107



experimental group). Of the fourteen presenters who presented the programme to the selected

platoons, eleven completed the ‘Presenter’s evaluation questionnaire’.

In addition to the experimental and control groups, eight focus groups consisting of a total of 91
recruits were utilised to ascertain the long-term effect of the modules. Availability sampling was
used to select the participants from police stations in the more northerly Gauteng Province and
the Western Cape Province. All the participants had completed the Self-Management Programme

during January 2005, but were not necessarily respondents in the main empirical study.

3.5 MEASURING INSTRUMENTS

Three categories of measuring instruments, viz. the KAB questionnaires, a presentation evaluation

questionnaire and a presenter’s evaluation questionnaire were utilised during the research.

e The KAB questionnaires were designed by the researcher. It was aimed at measuring the
programme’s impact on the participants’ knowledge (objective as well as subjective),
attitude and behaviour (KAB) and was completed before and after the intervention. A
programme value scale was included in the post-test, enabling the experimental group to
evaluate the value of each module.

e The presentation evaluation questionnaire that was utilized successfully during a previous
EPCaP study (Huisamen, 2003:24), was used throughout the new research project. The
instrument consisted of 23 items and focused on the participants’ experience of the
presenters’ presentations, as well as the learning experience and the programme content.

e The presenter’s evaluation questionnaire covered the same issues that were dealt within the
presenfation evaluation questionnaire. In addition, it accorded the presenters the
opportunity for written comments and recommendations.

* In order to enhance the measurements and bridge potential shortcomings in the
instruments, all the data/measurements were triangulated (cf. Bryman, 2003; Hilton, 2002;
Mark, 1996; Patton, 2002).

3.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS

The effects measurements were analysed in conjunction with the Statistical Consultation Services
of the North-West University, Potchefstroom Campus and with the aid of the SAS computer
package (SAS Institute Inc., 1999). It included the calculatdon of each scale’s Cronbach alpha in
order to determine their reliability (Gravetter & Forzano, 2003:455) and the use of the Cohen

formula for the measurement of effect sizes (Cohen, 1988: 20-27; Steyn, 2000:1-3).

In the case of the ROI measurements, use were made primarily of the comprehensive Microsoft
Excel based ROI framework and formulas that were developed by Meyer ¢ @/ (2003). This was
augmented by the views and formulas developed by various authors (cf. Davidove & Schroeder,
1992:70-71; Goldwasser, 2001:82-88;, Moonen, 2003:147-165), the results achieved with the

modules’ effect measurements and the findings of other studies.

In the following presentation of the ROI analysis, the calculation of the modules” costs, benefits

and return on investment will be dealt with separately.
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4. THE COST OF THE MODULES

In order to calculate the cost involved in the development and presentation of the four selected

modules, the expenditure items were divided into five categories. These are the cost of the gap

and evaluation costs and the fixed costs of training. The input assumptions on which all these

calculations were based, are provided in Worksheet 1.

WORKSHEET 1: INPUT ASSUMPTIONS OF THE FOUR MODULES

YEAR 1 YEAR 2 YEAR 3
(2004 /05) (2005/06) (2006/07)

INPUT ASSUMPTIONS AND RESULTS

Number of recruits expected to do the
programme per annum

11,000

Number of productive weeks per annum @
P

Number of productive hours per week

Annual organisational turnover per employee

a. Number of employees in the

Simaiy tont 140,857 146,857 152,857

3

b. Annual personnel budget of the

oreanisation® R 24,572,903,000 R 27,275,922,000 R 30,276,273,000
ANISE

Average personnel cost per employee © R 119,000 R 124,950 R 131,198

Current interest rate 5%

Number of courses presented per annum 2

Results

8. The number of productive hours per
employee per annum are:

9. 'The employee tumover per hour is:

10. The employee cost per hour is:

Notes:
(1) Recruits: 2004/5 = 2 intakes (@ average of 4269 per intake . 2005-2007 = 2 intakes p.a. (@ average of 5500 per
intake.

(2) 52 week minus 4 week annual leave

(3) Net increase estimated at 6000 employees per annum (from base of 134857 in 2003-04)

(4) Annual increase estimated at 11% {see 2005-2010 Straregic Plan) from 2003-04 baseline of R16 600 180 000
(5) 2004-05 cost per employee of R119,000 ar an estimated cost increase of 5% per annum

The inputs by the work teams that developed the four module’s were an important cost item.
These teams consisted of social workers from different provinces that were viewed as experts n
their field. The teams were gathered in a central location in Pretoria to design, develop and
finalise the programme. In this process, the organisation’s existing Personnel Capacity-Building

Programmes were used as a basis.

The cost of some items (e.g. the presenter’s guide) was spread over all nine modules that make up
the Self-Management Programme. In order to calculate the cost per module, a system of ‘module
weights” was designed. It used the time spent on presenting the module as a percentage of the
total length of the programme as a basis. In this study, the weights of the modules were: Module

4 = 5%; Module 5 = 5%; Module 7 = 20% and Module 8 = 20%.
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Because the recruits were full-time students, it was not possible to use a loss of production time as
a cost ttem. This will naturally tend to increase the modules’ return on investment coefficient

above and beyond that of workshops presented to full-time employees.

4.1 THE COST OF THE GAP ANALYSES

The “gap” in the gap analysis refers to the difference between the recruits’ competence levels
before the start of the programme and the competency level required by the organisation of its
permanent personnel (cf. Meyer e/ 4/, 2003:158). Because each batch of new recruits represents
new additions to the organisation’s personnel complement, it is not possible to measure their
competency levels before the start of the programme. It had to be assumed that they will exhibit
the same levels that are prevalent among existing personnel (see Table 1: Assumption 1). These
levels were measured during the previous EPCaP1 study. The results were juxtaposed with the
required profile of a resilient employee as formulated by Stutterheim and Weyers (2002:5). It
entatls that SAPS personnel should exhibit social competencies, problem-solving skills, autonomy,
a sense of purpose and future, and a sense of pride. The difference between these two profiles

was the gap that had to be bridged by the Self-Management Programme.

The gap analysis was done by the task teams thar developed the modules. As a first step in this
process, a summary of the results of the EPCaP1 study was presented to the task team members
and its implications were explained in some detail. This was followed by an explanation of the
outcomes that should be achieved with the new Self-Management Programme. They then had to
formulate the content of the programme’s modules in such a way that it would bridge the gaps
that existed between the recruits’ presumed competency levels and that required by the

organisation.

The costs involved in the completion of the gap analyses are summarised in Worksheet 2.

WORKSHEET 2: GAP ANALYSIS COST OF THE FOUR MODULES

MODULE 4: MODULE 7: MODULE 8:
CONFLICT STRESS SUBSTANCE
MANAGEMENT MANAGEMENT DEPENDENCY

Number of task team
members nvolved

Costing®®

Homtken oo e rR761.88] 02| R761.88 0. R304752] o R3047.5

gap analysis

Hours taken to prepare
the gap analysis
"Total cost of gap analyis R816.68 RB16.68 R3266.72 R3266.7

R54.80 & R54.80 it R219.20 ; R219.2(

4,2 THE COST OF THE LEARNING MATERIAL

The cost of the learning material entailed the expenditure incurred in its design and development

of the material, as well as its duplication. The design and development was mostly done by the
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task teams. Thercfore, items such as their travel cost and time are included. The design of the

transparencies was outsourced to an external organisation. This cost is also covered in Worksheet 3.

The duplication costs cover those of the presenter’s guide, the recruits’ workbooks, the
P guide,

transparencies, handouts and other presentation material and aids. All these costs are summarised

in Worksheer 3.

WORKSHEET 3: COST OF THE FOUR MODULES’ LEARNING MATERIAL (INCLUDING DESIGN
AND DEVELOPMENT)

MODULE 4: MODULE 7: MODULE &:
ITEMS CONFLICT ASSERTIVENES STRESS SUBSTANCE
MANAGEMENT S MANAGEMENT | DEPENDEN
SUMMARY: COST OF ALL THE LEARNING MATERIAL
1. Cost: design & development of Sr e ‘ <
2 £ ok 30 930

module (17 7 x I 8) R 4,825 R 4,825 R 19,301 R 19,301

2. Cost: design, development &
duplication of transparencies and R 1,776 R 1,776 R 7,106 R 7,106
presenter’s guide (see ftem 9)

3. Average cost: materal duplication - - . 3
per recruit (see [renr 12) &5 ®2) ®R3) ®3)

4. Total cost of matenal for recruits R 17,076 R 17,076 R 25,614 R 25,614

Total cost of learning rmateria R 23,678 R 23,678 R 52,021 R 52,021

#  Development of leaming material

5. Time taken to dcv;elop the module 19 19 19 19
per module-hour ()

6. Ragg between 1 hour student 19 19 19 19
acuvity and development.

7. Estimate total learning time of 5 5 5 5
module

8. Esumated cost per hour for design
& development (@ Hourly rate = R 2413 R 2413 R 2413 R 2413
R127)

#  Courseware material

9. Design, development &
duplication of transparencies and R 1,776 R 1,776 R 7,106 R 7,106
presenters guide @

#  Material duplication

10. Number of units (books/ files) per 1 |
user

11. Cost per unit R 2.00 R 2.00

12. Average cost per user () R 2.00 R 2.00

Notes:

(1) Task reams took 600 person-hours 1o customise the programme. An additional 160 hours were spent o finalise the product.
Total: 760 hours (@ 19 hours per module hour

(2) Design of transparencies = R 9 400. Duplication of transparencies= R 89 000. Duplication of presenter’s guide (250 pages x
131 presenters x R 0.25 per page) = R 8 188. Total = R 106 588. Formufa: roral x module’s weight = 3 (expected lifespan
per transparency and guide)

(3) Programme’s workbooks and handours = 60 page per recruit x R 0.25 per page = R15. Formufa: R15 x module weight.

m
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4.3 'THE COST OF THE PRESENTERS AND THE RECRUITS

The next category of expenditure was the cost of having the social workers present the Self-
Management Programme to the recruits over a five day period. At the ime of the study, the basic
training of recruits took place at seven SAPS Basic Training Provision Institutions (BTPI’s). It
involved 131 presenters and a total of 4249 recruits. The breakdown of BTPI’s, presenters and

recruits was the following:

e Pretoria: 55 presenters - 1978 recruits
e Qudtshoorn: 15 presenters - 374 recruits
e Bisho: 24 presenters - 783 recruits
e Graaff-Reinet: 10 presenters - 347 recruits
e Chatsworth: 4 presenters - 143 recruits
e Philippi: 17 presenters - 455 recruits
e [akkalsdans: 6 presenters - 169 recruits

The cost of having the social workers present the modules entailed the following five items (see

Worksheet 4):

e The hourly rate to run the module was calculated at R63.

e The accommodation cost of having 110 of the presenters stay overnight in the town where the
BTPI was located, was included. On average, it worked out at R251 per presenter per night
for the total of 131 presenters.

e Only the 110 presenters who stayed overnight received a daily allowance of R59.50. This
averaged out at R49.96 for the group as a whole

e Some of the social workers from Head Office in Pretoria also had to present the modules in
Cape Town (Philippi) and Bisho. The expenditure on their air tickets (total: R18 787) was
included in the travel costs, as was the average of R30 per day for the social workers who
travelled by car.

e Other cost items included subsistence and meals.

The only cost item that was included for recruits was their accommodation (see Worksheet 4).
The module’s weight was used to determine what percentage of their fixed daily accommodation
cost of R22.50 would be included. Because recruits only formally travel to and trom a BTPI once
in six months, travelling costs per module worked out to an insignificant amount and was,
therefore, excluded. Recruits do not receive a daily allowance. Increases in the cost for recruits
are based on the prediction that the annual number of trainees will increase from 8 538 in 2005 to

11 000 in 2006 and 2007.

All the costs per module were calculated in terms of thar module’s weight (see Worksheet 4).
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WORKSHEET 4: FACILITATION AND RECRUIT COST OF THE FOUR MODULES

_________ MODULE 4 CONFLICT MANAGEMENT
o : : Cost Yearl Year2 Year 3.
Cost of the presenters
Cost to mn 2 hour module R 16,375 |
Accommodation cost R 8,210
Travel costs R 1,136
Daily allowance R 1,636
Total cost for the module R 27,357
Cost to present the modie bwo fines per annion = R 54,715 R 54,715 R 54,715
Cost of the recruits
Accommodaton cost R6 R 24013 R 30,938 R 30,938
| Cost to receive the moduie two lires per annum = R 48,026 R 61,875 R 61,875
MODULE 5: ASSERTIVENESS .
< : ~Cost Year 1 Year2 | Year3 |
Cost of the presenters
Cost to run 2 hour module R 16,375
Accommodation cost R 8210
Travel costs R 1,136
Daily allowance R 1,636
Total cost for the module R 27,357
Cost fo present the module b times per annim = R 54,715 R 54,715 R 54,715 |
Cost of the recruits !
Accommodation cost Ro6 R 24,013 R 30,938 R 30,938 ‘t
Coit to receive the piodile fwe limes per annnm = R 48,026 R 61,875 R 61,875 ‘
Fik MODULE T: STI??SES MANAGEMENT
: R | Cost ~Year1 Year2 Year 3
Cost of the presenters
Cost to run 2 hour module R 65,500
Accommodation cost R 32,842
Travel costs R 4,546 4|>
Daily allowance R 6,545
Total cost for the module R 109432 I
‘ Cost to present the moduie hwo times per anpnn = R 218,865 R 218,865 R 218,865
Cost of the recruits
Accommodation cost R23 R 96,053 R 123,750 R 123,750

Cost to recetve the modnle bve times per annum =

R 192,105

R 247,500

MODULE 8: SUBSTANCE DEPENDENCY

Cost

Yearl

R 247,500

Cost of the presenters

Presenter/s cost per hour to run module

R 05,500

Accommodation cost

R 32,842

T'ravel costs

R 4,546

Daily allowance

R 6,545

Total cost for the module

R 109,432

Cost fo present the modiele hvo times per annm =

R 218,865

R 218,865

Cost of the recruits

Accommodation cost

R 96,053

R 123,750

Cost to receive the module o limes

R 192,105

R 247500
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4.4 THE COST OF THE ASSESSMENT AND EVALUATION

The assessment costs encompassed the costs of developing the KAB and other questionnaires,

the duplication of these questionnaires, the measurement of programme effect, the analyses and

interpretation of data, and the completion of the ROI study.

The assessors were the two

researchers that undertook the study. All the hours required to enable them to fulfil their rask

(including the capturing of the data) are also included in Worksheet 5. Because the assessment

and evaluation will only be done once every three years, the cost involved is spread over this

period.

WORKSHEET 5: ASSESSMENT COST OF THE FOUR MODULES

ITEM MODULE 4: MODULE 5: MODULE 7: MODULE 8:
(Assessments done by means of CONFLICT ASSERTIVENES STRESS SUBSTANCE
KAB-analysis) MANAGEMENT S MANAGEMENT DEPENDENCY
Hours = | Cost Hours Cost S‘Hours | Cost Hours | - Cost
Assessors rate per hour R 62 R 62 R 62 R 62
Pre-assessment — The
average time it took the -
average tme 0o TA€ 1 0.0028 0.0028 ‘ 0011 R1 0.011 R 1
assessor to assess each
recruit (1
Post-assessment - The
e 0.003 ¢ 0.003 ' 0012 R 0.012 R1
assessor to assess each
recruit &
Moderators rate per hour R62 R 62 R G2 R 62
The average time it took
the moderator to assess 0.0005 0.0005 0.0018 * 0.0018 %
each recrut®

The evaluation of the modules was done by the focus groups. The cost incurred is covered by
Worksheet 6.

evaluators (researchers).

It includes those of the four facilitators, the 93 group members and the two
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WORKSHEET 6: EVALUATION COST OF THE FOUR MODULES

MODULE 4: MODULE 5: MODULE 7: MODULE 8:
ITEM CONFLICT | ASSERTIVENES STRESS SUBSTANCE
(Evaluations done by means of forns- | MANAGEMEN S MANAGEMEN | DEPENDENC
group sessions) T T Y
Hour.é_ Cost | Houss Cost | Hours Cost | Hours Cost
Hourly rate of focus group
facilitators who conducted the R64 R64 Ro4 Ro4
evaluaton (O
Hours spent on focus groups ©
/s hours spent o c581 . . :
bt e 00004 | R* | 00004 | R* | 00014 | R* | 00014 | R*
and interpretation of focus group
data @
Total < Rl < R1 < Rl <R1
* All fractions are normalised to nearest R1 or RO. Although some costs are too small to reflect in the worksheet,
they are large enough to reflect in the final ROI calculations and cash flow statement.
Notes:
(1) Includes hourly rare and travelling costs for 869 km.
(2) Hours spent on focus groups: 192 hours (8 sessions x 6 hours x 4 facilitators) +30,538 recruits {over 3 vears) x
module weight
(3) 5 hours per module x 2 researchers + 30,538 recruits (over 3 years) x module weight

4.5 THE FIXED COSTS

Because the Basic Training Provisioning Institutions (BTPI’s) are the property of the SAPS, the
normal fixed cost associated with training such as the cost of floor space (cf. Meyer ¢/ al,
2003:106-108) is not applicable to this ROI study. Police Social Work Services is also not
accountable for costs involved in the purchasing and maintenance of equipment such as overhead
projectors and flipcharts or the stationary used by the recruits. However, to accommodate these
types of costs in the calculations, it was estimated that in normal practice it would be R100 000

for the Self-Management Programme over a three year period. The cost per module per year that

was calculated on this basis is covered by Worksheet 7.

WORKSHEET 7: FIXED COSTS INVOLVED IN THE PRESENTATION OF THE FOUR MODULES

ITEM MODULE 4: MODULE 5: MODULE 7: MODULE 8:
Al costs provided in CONFLICT ASSERTIVENES STRESS SUBSTANCE
terms of Rand (R) MANAGEMENT S MANAGEMENT DEPENDENCY
Cost Cost Cost Cost -
oL e R 1,667 R 1,667 R 6,667 R 6,667
module
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4.6 'THE TOTAL COSTS OF EACH MODULE

All the data contained in Worksheets 2 to 7, as well as the assessment and evaluation costs were

used to calculate the total cost of each module. The results are contained in ‘1able 2.

TABLE 2: THE TOTAL COSTS OF EACH OF THE FIVE MODULES

=
MODULE 4: CONFLICT MANAGEMENT |

Year-on-Year Cost Tnitial cost Year 1 Year?2 Year 3 |
II Gap Analysis R 817 !
Learning material R 23,678
Cost of presenters R 54,715 R 54,715 R 54,715
Cost of recruits R 48,026 R 61,875 R 61,875
Assessment (AN role-players) R 3,334 R 4,295 R 4,295
l Fvaluation (A4 roke-players) R 219 R 282 R 282
Fixed Costs R 1,667 R 1,667 R 1,667
"V vtal cost of presenting the module R 24,494 R 107,960 R 122,833 R 122,833
| MODULE 5: ASSERTIVENESS
Year-on-Year Cost Initial cost Year 1 Year2 Year3
Gap Analysis R 817
1 caming material R 23,678
Cost of presenters R 54,715 R 54,715 R 54,715
Cost of recruits R 48,026 R 61,875 R 61,875
Assessment (A4 role-players) R 3334 R 4,295 R 4295
Evalation (14 role-players) R 219 R 282 R 282
Il ixed Costs R 1,667 R 1,667 R 1,667
I Total ost of presenting the module R 24494 | R107,960 | R 122,833 R 24,494
[MODU LE 7: STRESS MANAGEMENT
’I Year-on-Year Cost Initial cost Year ! Year2 Year3
Gap Analysis R 3,267
[earning marerial R 52,021
Cost of presenters R 218,865 R 218,865 R 218,865
l Cost of recruits R 192,105 | R247,500 | R 247,500
| \ssessment (A4 mile-players) R13124 | R16908 | R 16908
| Evatuation (A4 roke-plisyers) R 765 R 986 R 986
Il 1ixed Costs R 6,667 R 6,667 R 6,667
I Total cost of presenting the module R 55288 | R431525 R 490,925 R 490,925
| MODULE 8: SUBSTANCE DEPENDENCY
Year-on-Year Cost Initial cost Year 1 Year2 Year 3
Gap Analysis R 3,267
Leaming material R 52021
Cost of presenters R 218,865 R 218,865 R 218,365
Cost of recruits R 192,105 R 247 500 R 247,500 |
|| Assessment (A roke-players) R 13,124 R 16,908 R 16,908
Fvaluavon (A4 mle-players) R 765 R 986 R 986
Fixed Costs R 6,667 R 6,667 R 6,667
Total cost of presenting the module R 431,525 | R490925 | R490,925
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5. CALCULATING THE BENEFITS OF THE MODULES

Becausce the SAPS is a service organisation, it was not possible to use direct income generation or
financial profit as a basis for the calculation of the Self-Management Programme’s ROL. Instead,
two other categories of benefits were used. They are increases in productivity (in especially the
quality of services) and labour and other cost savings that will be brought about by the

modules.

I'here are many different ways in which the nature of productevity can be detined. [n a commercial
setring, it would be “  the amount of outpur per unit of input (labour, equipment, and capital)
(Wikipedia, 2005). In the scrvice sector it is most often detined as the quality of production from a
set of inputs (Turner Learning, 2005). Duc to the context within which the calculation of the
modules’ ROI took place, and in order to counteract any possible association with
commicrctalism, it was decided rather to use ‘guality of service’ than productivity as a descriptor for
the improvements that could be brought about by the modules. In this case, it will be scen as the
“ additional output (that) can be achieved with the same level of effort” (Shepherd, 2005). This

facer of productivity 1s dealt with in Section 4 of Workshects 8a and 8b.

There is, however, also a sccond basic way in which improved productivity can be defined. That
15 in terms of cost savings.  Such savings can be realized in any segment or function of an
organisation (Shepherd, 2005). In the service sector, it is usually realized in terms of personnel,
operations and time savings. This facet of productvity is dealt with in Sectzon B of Worksheets 8a
and 8b.

‘The factors that could lead to improvements in the quality of a service and to cost savings were

used to develop a matrix of criteria. This matrix is provided in Table 3.
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TABLE

"IMPROVEMENTS IN QUALITY OF SERVICE

B

3:  MATRIX OF QUALITY IMPROVEMENT AND COST-REDUCTION CRITERIA

PERSONNEL

‘LABOUR’)

¢ Improved morale

¢ Improved decision-making

e Improved work behaviour

¢ [mprovement in employee
quality of life and wellbeing

e High employee motivation

¢ Improved social functioning
and self-esteem

® Reinforced job security and
stability at work

*  Improved job satisfaction

e Improved teamwork, and
supervisor and pecr
relationships

e Increased organisational
commitment

e Reduction in the negative
effect of personal and family
problems

OPERATIONS (‘METHODS’) AND

TIME

Improved job performance and
worker productivity

Improved response time to
requests

Increase in the number of
requests handled

Increased ume spent on value-
adding tasks (e.g. to resolve
complaints/ process requests)

Decrease in rework/redo time

Decrease m the number of errors

Decrease/climination of tardiness

OUTCOMES
(‘PRODUCTS’

Meeting the soctal
responsibility of the
organisation

Benefit the
community's overall
well-being

Saved lives and
families

Increased customer
dissatisfaction
LEnhanced corporate
reputation and
image (internal and
external)

Improved
management-union
relations

" LABOUR AND OTHER COST SAVINGS

¢ Reduced employee turnover

e Reduced replacement costs

e Recruitment costs

® Reduced training/ retraining
cost

e Reduced absenteeism

® Reduced medical benefit
claims/ healthcare costs

® Reduced disability claims

o Reduced workers
compensation costs
(ncluding; days of lost work
and "light duty” work)

® Reduced discharges

o Reduced early retirements

¢ Reduced damage to
employer’s property, fraud,
theft and embezzlement

Based on: Orren (2004:74)

Posirions

Reduced production lost due to
sickliness

Reduced production lost due to
sick leave

Reduced production lost due to
visits to medical practitioners
Reduced production lost due to
grievances

Reduced production lost due to
disciphnary actions

Reduced production lost due to
conflict and bullying

Reduced production lost due to
mappropriate use of supervisors
time

Negative workflow

Reduced production lost due to
on-the-job accidents

Reduced production lost due to
time required to fill vacant

Reduction of co-
worker and
supervisory anxiety

————————————————————————————

Table 3 contains the criteria that any service organisation could use to calculate the value of an

intervention programme. It entails the following:

e The vertical axis contains the two categories of ‘improvements in the quality of services’ and

the ‘labour and other cost savings’.
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e ‘The horizontal axis represents the three production factors, viz. personnel (Le. ‘labour’),

operations (‘methods’) and time, and outcomes (i.c. ‘products’).

lach ficld includes examples of the measures that are available and could be used in calculating
ROT’s.

Note should be taken of the fact that a direct Rand value can only be assigned to some of these

factors.

The way in which the criteria contained in Table 3 could translate into actually improved quality

of service and cost savings in the SAPS will be discussed next. The exposition will also contain

the general suppositions on which the calculations will be based.

5.1 GENERAL SUPPOSITIONS

The benefits and the ROT of cach of the modules will be dealt with separately.  All these

calculations will be based on the following general suppositions:

That the total number of 148 970 personnel as stipulated in the 2004/05 Annual Report of the
SAPS (2005:7) could be used as a basis for further calculations and the measurement of
indicators. Although there has been a marked increase in personnel since that date, it ought
not to have a significant etfect on the indicator measurements.

That an average of 8000 new recruits will undergo the Self-Management training in 2004/5
(the period covered in this study) and that they will increase by 3000 a year from 2005/6 to
2006/7. Although this supposition represents an underestimation in terms of the SAPS
strategic plan (SAPS, 2005:22), it is in line with the general conservative approach that will be
followed in the calculation of the modules’ ROT.

That there will be a general 10% escalation in all cost items per year. This will especially be
due to inflation plus the growth in the number of personnel of the SAPS.

‘T'hat the cost-items that are not included in the calculation will, at the least, compensate for any
overlapping that might exist between the cost-items that will be used in the measurement.

That the results of the effect measurements and especially the value and relevance rating of
modules (see Articles 2 & 3) can be used as a basis for the calculation of benefits.

That the calculation of some individual benefits could be tlawed. They do, however, indicate a
trend and, if the original calculations were done conservatively, would not produce skewed
results.  Any small overestimation will be compensated for by the fact that it would be
practically impossible to cover all possible indicators in the calculation of a module’s benefits.
That Module 5: Assertiveness tulfils an enabling functon in the Selt-Management Programme.
It, therefore, provides the knowledge, attitudes and behaviour patterns that are a prerequisite
for successful conflict management, stress management and substance dependency awareness.
The consequence is that the benefits and ROI of this module will not be calculated. 1t’s cost
will, however, be included in the calculation of the Self-Management Programme’s overall ROI

(sec Section 9).
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5.2 PERSONNEL SAVING

Personnel is usually the highest cost item on a service organisation’s balance sheet. This is also
the case in the SAPS (cf. SAPS, 2005). If any form of savings in terms of personnel can be
achieved by implementing an intervention, it would obviously contribute to the improvement of

the cost-output ratio of an organisation. It should, therefore, be included in the ROT analysis.

In this study, the calculatdon of personnel cost saving will focus on the direct measurable costs
involved. Usc will, consequently, be made of statf turnover as the main cost item. [n this regard,
it will be accepted as a rule of thumb that the cost of replacing a skilled employee is equal to 150%

of that individual’s annual compensation (DMI, 2001).

5.3 TIME SAVING

lime savings deal with the monetary value of the time saved as a result of the changed
behaviour of the recruits after having completed the modules. In order to calculate this, the
average production time that is lost due to certain behavioural patterns and that could have been
used for value adding activities will be costed. These calculations will include production losses due

to absenteeism, sick leave, grievance procedures and conflict.

In the litcrature, time savings are usually associated with some form of decrease in absenteeism and

presentecism.

In order to calculate absenteessm related savings, the average number of days absent after the
intervention will be subtracted from the pre-intervention absenteeism rate (Orren, 2004:65-66).
This net number of days gained will then be multiplied by the average daily cost of a staff member
(including his/her salary and benefits). In this regard, the employce cost represents the value of
the job of that employee to the organisation and can, therefore, be "... used as a gross estimate of

the cost to the company when the employee is absent” (Foote ¢/ al in Orren, 2004:606).

On average, it 1s estimnated that the hourly cost of absenteeism is equal to 130% of a skilled

employec’s hourly cost. The formula that was used to come to this conclusion is the following:

o Cost of absentecism = average hourly cost of employee x hours lost +
lost supervisory time handling absentecism (filling out paperwork,
etc.) x

average hourly cost of supervisor (cf. DMI, 2001).

In order to calculate an organisation’s absentecism rate, Barnes-Slater & Ford (2004) suggest that

the following formula should be used:

Number of lost working days due to absence it
¢ Absentecism rate = : x 100
Number of personnel x Number of workdays

Section 2: The journal articles 120



‘Presentecism’ refers to the loss of productivity that occurs when employees are at work but not
fully functioning or when they are working at less than their full capacity (Bagwell, 2000:142).
Presenteeism includes the production time that is lost when employees talk 1o external systems or
colleagues about their personal problems or related issucs. The cost of presentecism is calculated

on the same basts as that of absenteeism.
5.4 OPERATIONAL SAVINGS

Direct operational savings will entail any reduction in negative workflow that will result from the
improved functioning of personnel. The nature of these savings is module specific and dealt with

in some detail in the calculation of cach module’s benefits (see Worksheets 8a & 8b).

6. THE BENEFITS AND ROI OF THE CONFLICT AND STRESS
MANAGEMENT MODULES

In order to streamline the presentation and prevent the unnecessary duplication of data, the
benefits and ROT of two closely related modules will be combined.  They are Conflict

Management (module 4) and Stress Management (module 7).

This section will cover three interlinked issues. They are the modules’ (a) benefits, (b) return on
investment (ROI), net present value (NPV), payback period, internal rate of return (IRR), learning

cost pet recruit and (¢) the cash flow statement.
6.1 THE MODULE’S BENEFITS

The two categories of benefits that were used in the calculation of the modules’ ROI, viz.
improvements in the quality of services (Section A) and labour and other cost savings (Section B), arc dealt
with in two separate sections of the benefits worksheet (sce Worksheet 8a).  Section A is sub-
divided into three variables viz. the expected number of recruits that would be affected (Variable
1), the percentage improvement that could be expected (Variable 2) and the estimated extent to
which the improvement will translate into an improved quality of service (Variable 3). In this
context “quality of service” will especially encompass the ability to utilise opportunities, realize
potental, process tasks efficiently and effectively and the prevention of re-rasking (cf. Lee, 1997:

33-38).

The summary of the module’s benefits will first be provided in Worksheet 8a. This will be

followed by an explanation of the grounds on which each variable’s calculations were based.
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WORKSHEET 8A: THE COMBINED BENEFITS OF THE CONFLICT AND STRESS

MANAGEMENT MODULES

BENEFITS DERIVED FROM

MODULE 4: CONFLICT MANAGEMENT AND MODULE 7: STRESS MANAGEMENT

SECTION A: Vatiable 1: Variable 2: Saving/

IMPROVEMENTS IN QUALITY OF SERVICE Estimared % of |  Average % net year/
target group that | value that will be recruit
will be affected utihzed

Total number of recruits: 8,538 (2005); 11,000 (20006)

, SR % 1.60%,

& 11,000 (2007) A +69% RIS

Total R 1,116

Variable 3: Fstimated extent to which value will .84

translate into actual improvements in quality of service

Total yearly financial value of the improved'
quality of setvice ;

Year 1 (2005)

Year 2 (2006)

© Year 3 (2007)

R 230,919

" R297,506

R 297,506

SECTION B:
LABOUR AND OTHER COST SAVINGS PER YEAR

Variable 4: Projected Rand equivalent of
stress/conflict induced staff tumover amongst recruits

R 11,566,800

R 12,723,480

R 13,995,828

Variable 5: Projected Rand equivalent of stress and
conflict induced sick leave

R 10,713,600

R 11,784,960

R 12,963,450

Variable 6: Projected Rand equivalent of stress

r X 1 I R 100,565 R 110,622 R 121,684
induced visits to medical pracutioner
Vanable Tk Pro)_ecrcd Rand cqm\.fﬂ.lem of conflict and R 263.712 R 312,083 R 343,202
stress induced gricvances by recruits

iz : Proj 17 ~quivale anagers’ a8 _
Variable 8: Projected Rand equivalent of managers R 9,523,200 R 10,475,520 R 11.523.072

time spent on conflict

Variable 9: Projected Rand equivalent of conflict
(bullying) induced resignations among recruits

R 4,641,000

R 5,105,100

R 5,615,610

Variable 10: Projected Rand equivalent of negative
workflow that results from conflict

R 214,200

R 235,620

R 259,182

Variable 11: Calculation of the net contribution of
modules

1
s»  Avergge Vo net improvenent in knowledge, attitudes and _ , R = 7
: 0.42% 30.42% 30.42%,
bebavionr (KAB) 24 A2 kS
“»  Estimated percentage (%) contribution that KAB will 109 10% 0%
make to labour and cost savings 4 # £
Year 1 (2005) Year 2 (2006) Year 3 (2007) ]
Total labour and other cost savings per year
; R 3,704,308 R 4,074,739 R 4,482,212 |
Total value of the module (Section A + Section B) R 3,935,227 R 4,372,245 R 4,779,718
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6.1.1  Section A: Improvements in Quality of Service

6.1.1.1 Variable 1: Estimated percentage of recruits that will be affected

A comprehensive study that was commissioned by the International Tabour Organizaton and
that covered various countries including Australia, the USA, the UK and the European Union
found that between 25% and 30% of employces experienced stress and violence related illnesses
and health problems (Hoel ef a/, 2004:11-13, 43-52). Other studics, including that of Gabriel &
Litmatainen (2000) and Lee (1997) have produced similar results. Although the high incidence of
stress and conflict related problems in the SAPS (see Articles 2 & 3) would probably place its
personnel on the higher end of the scale, it was decided to follow the conservative route and limit

the impact rate to 20%.

6.1.1.2 Variable 2: Average percentage net value ascribed to the intervention

The study into the effect of the Conflict and Stress Management modules contained a scale that
dealt exclusively with the contribution that these modules will make to the improvement in the
recruits’ quality of service (sce Articles 2 & 3). The result of these “Value of the module” scales
(Scale 5) measurement could, therefore, be used in Vanable 2: “Average % net value ascribed to
the intervention”. The formula that was used to arrive at a net average value rating of 46.9% is

depicted in Table 4.

TABLE4: THE VALUE OF MODULE 4: CONFL1ICT MANAGEMENT AND MODULE 7: STRESS
MANAGEMENT

VALUE OF MODULE 4: CONFLICT MANAGEMENT AND MODULE 7: STRESS MANAGEMENT

Module 4: Conflict Management | Middle of scale Mean Net % above average

e Scale 5 (Value) 75 3.6 44.1% I]

Module 7: Stress Management Middle of scale Mean Net % above average "

D 49.68% ||
3.675 46.9% I

The net % above average value of 46.9% (Table 4) was further discounted by a factor of ten. Tt

I~\)
wt

e Scale 5 (Value)

9
1

|

Average

would, therefore, imply that of the 20% recruits who will expericnce serious stress and conflict
related problems and viewed the modules as of great value, only one in ten would actually use

these ascribed valucs in their lives.

6.1.1.3 Variable 3: Estimated percentage contribution to improvement of quality

Variable 3 is included in the calculation of a module’s monetary benefits because not all the value
derived from the intervention would necessarily translate divectly into quality improvements. [t
also had to be relevant to the specific work environment and the recruits would have to apply the

knowledge, attitudes and skills they have gained in their personal and work lives.
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In the calculations, the result of the application of Scale 6: “Relevance of the module” (see Artcle
2) was used as a bascline. This came to an average ot 48.46%. This figure was further discounted
by a factor of ten. It would, therefore, imply that of the 20% of recruits who will experience
serious stress and contlict related problems and the 4.69% of these who will use its potential
value, only one in ten would be able to convert this potental value into an actual improved quality
of service. This is well below the impact rate of between 10% to 40% that was measured by Alper
(2002) tor similar types of interventions but in line with the very conservative approach that was
followed in calculating the Self-Management Programme’s ROIL. This approach is aimed at

ensuring that any form of misrepresentation is avoided.

TABLE 5: THE RELEVANCE OF MODULE 4: CONFLICT MANAGEMENT AND MODULE 7:
STRESS MANAGEMENT

RELEVANCE OF MODULE 4: CONFLICT MANAGEMENT AND MODULE 7: STRESS MANAGEMENT

Middle of scale

Module 4: Conflict Management Net % above average

o ScHli s (Relesusies) 25 3.69 47.56% |

Module 7: Stress Management Middle of scale Mean Net % above average Il

N
w

® Scale 6 Relevancs) 3.73 49.36% |

)
Ut

Average 3.71 48.46%

The results of the application of variables 1 to 3 indicated that the monetary value of
improvements to the quality of services will come to:

e R 230,919 for 2005,

e R 297,506 for 2006

® R 297,506 for 2007 (sec Worksheet 8a)

6.1.2  Section B: Labour and other cost savings

A total of seven variables or indicators were used to calculate potential labour and other cost

savings. The procedure that was followed entailed the following:

e the Annual Report of the SAPS for 2004/2005 (SAPS, 2005) and, in some cases, the
2004/2005 Annual Report of the Independent Complaints Directorate (ICD, 2005) was used
to obrain data on the personnel profile and trends in the SAPS,

e available social indicators and research findings was then utilised to identify and categorise the
potential negative impact that stress and conflict could have on recruits and their work
environment,

e this negative impact was then translated into monitory terms, and

e the savings that the modules could bring about in expenditure on each of the particular ficlds

was then calculated.
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6.1.2.1 Variable 4: Projected Rand equivalent of stress/conflict induced staff turnover
amongst recruits

The baseline used in calculating the staft turnover costs for the SAPS was that 40% of employcee
wurnover (death and retirement excluded) is related to stress (Lee, 1997:33-38) and that the cost of
replacing a skilled employee 1s equal to 150% of that individual’s annual compensation (DMI,
2001). This conservative estimate is based on the formula that total cost of staff turnover is equal
to:

¢ total separation costs (administrative and production loss)

e plus total replacement costs (hiring cost and expenses)

® plus total training costs (orientation, formal training and trainers)

e plus net differential of performance between leaver and replacement (former worker

production minus new worker production).

In calculating the SAPS’s cost of contflict and stress induced staff wurnover, use was made of the
data available in the organisation’s Annual Report (SAPS, 2005:166, Table 5.3). The results of the

process as calculated for 2004/2005 is contained in Table 6.

TABLE 6: PROJECTED COST OF CONFLICT AND STRESS INDUCED TURNOVER AMONGST
RECRUITS

ITEM

S e
CALCULATION RESULT I
|

2967 members I

Total staff murnover (death, retirement & expiry
of contract excluded):

Percentage of total workforce effected: 2967 +~ 148970 x 100 = 1.99%

Therefore: expected recruit turnover per year: 1.9% of 8538 recruits = 162 recruits

LExpected number of recruits that will leave due

) 40% of the 176 recruits = 64.8 recruits
to stress and conflict:

70.4 recruits x average personnel

2l
cost of R119000 = R 7711200

Personnel cost involved:

Replacement cost:

R 8 377 600 x 150% = R11 566 800
S ———

6.1.2.2 Variable 5: Projected Rand equivalent of sttess and conflict induced sick leave

The absenteeism costs that can be brought about by factors other than the ‘normal’ illnesses and

personal circumstances of personnel can be enormous. The following findings of Barnes-Slater

and Ford (2004), BSHWS (2000), Gabriel and Liimatainen (2000) and Hoel ¢/ ¢/, (2004) will be

used as a basis in calculating the cost of stress and bullying induced sick leave for the SAPS:

e The absenteeism cost of a stressed employee is 5 #zes more than average absence for sick leave

e Work incapacity due to stress lasts 2.5 times longer than for other illnesses

e On average, 15% of the personnel of an organisation will be the victims of bullying, These
personnel will take seven more sick leave days than those who were not sick. Therefore,
bullying induced sick leave can be calculated as: 15% of worktorce x 7 days x average worker

cost per hour,
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The cost of conflict and stress induced sick leave will first be calculated separately and then
integrated (sec Table 7). "The latter step is necessitated by the fact that some overlapping exists
between these two phenomena. In the calculations, the data in the SAPS’s 2004/5 Annual Report
(SAPS, 2005:175, Table 9.1) will be used as a basis.

TABLE7: PROJECTED COST OF STRESS AND BULLYING INDUCED SICK LEAVE BY RECRUITS

| SECTION A: STRESS INDUCED SICK LEAVE
ITEM SEESRUEE , CALCULATION . RESULT
Average number of days that SAPS personnel Oidase
were off for sick leave in 2004/05 = .
Estimated average number of days for stress: 2.5 x 9 (organisational average) = | 22.5 days
Net increase above organisational average: 22.5 -9 days = 13.5 days
Estimated ngmber of recruits that will suffer 8000 x 20% = 1600 recruits
from excessive stress:
More sick leave of recruits than average: 1600 recruits x 10 days = 21600 days
Cost of stress induced sick leave: 2K TR SR R R 10 713 600
hourly cost =
SECTION B: BULLYING INDUCED SICK
LEAVE
‘ ITEM |- CALCU_LATION : ~ "~ RESULT
E_stlmated numb.er c_)f recruits who will be the 8000 x 15% = 1200 recruits
victims of bullying:
Additional bullying induced sick leave that 1200 recruits 7 days additional
! ; 8400 days
will be taken by these recruits: sick leave =
Cost of bullying induced sick leave: Sggtozdays SEhia e ROP e R4 166 400
Due to the partial overlapping of
P ROTR R 0BT stress and bullyu_lg induced sick R 10 713 600
leave, only the highest amount
will be used in the calculations

" Note should be raken of the fact that only ‘normal’ sick leave was used in the caleulations. Temporary and
permanent disability leave, which averaged out at 63 days for affected employees (SAPS, 2005:176, Table 9.2),
was lefr out of the equauon.

6.1.2.3 Variable 6: Projected Rand equivalent of stress induced visits to medical
practitioner

Ilness related absenteeism can take on other forms than simply sick leave. One of the cost items
that is often overlooked is the time spent by employces away from work because of visits to a
medical practivoner. Alper (2002) estimates that 1t amounts to at least four hours per worker per
medical certificate. This finding was corrclated with the data in die SAPS Annual Report (SAPS,

2005:175, Table 9.1) and the results are contained in Fable 8.
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TABLE 8: PROJECTED COST OF STRESS INDUCED VISITS TO MEDICAL PRACTTIIONERS BY
RECRUITS

CALCULATION RESULT

Total number of days of sick leave taken by SAPS

C (48]
personnel in 2003/04 = 907591.5 days

Sick leave as percentage of total days worked = 1.1%

Percentage of sick leave with medical certificate = 86.4%

1920000 total workdays per
year x 1.1% expected total 21,120 days
sick leave =

Expected total number of days of sick Iecave that the
8000 recruits will take per year:

Expected total number of days of sick leave with

R SoriR S 21,120 days x 86.4% = 18248 days

18248 days + 9 days

: 2027 visits
average sick leave =

Number of visits to a medical practitioner:

Total cost of visits to medical practitioner: 2027 8110 hours x R62 personnel
visits x 4 hours per visit: cost per hour=

R502,824 x 20% (stress
rate) =

R502 824

Estimated cost of stress/conflict induced visits to

medical practitioner: R100,565

M Only ‘normal’ sick leave was used in the calculations. Temporary and permanent disability leave totalled an
additional 83,483 days off (SAPS, 2005:176, Table 9.2).

6.1.2.4 Variable 7: Projected Rand equivalent of conflict and stress induced grievances
by recruits

Lee (1997) found that a single grievance costs an organisation at least 80 hours in lost productivity
by the worker and co-workers. [t is also estimated by Barnes-Slater and Ford (2004) that 50% of
all grievances are caused by contflict and stress. These finding were correlated with the data in die

SAPS Annual Report (SAPS, 2005:183, Table 11.4) and the results are contained in Table 9.

TABLE 9: PROJECTED COST OF CONFLICT AND STRESS INDUCED GRIEVANCES BY RECRUITS

Total number of grievances lodged by SAPS 1957 mEauanaEs
personnel in 2004/05 = g

Tk?e percentage of total workforce involved in 1087 grievances +148060 134%

grievances =

E)Spectcd number of recruits that will be involved in 8000 x 1 43% —= T il
grievances:

Es.txmated work hours that will be lost due to R T 5 Skt
grievances: I
Cost of grievances: 9152 x R62 = R 567 424 |

Es.tlmated cost of conflict and stress induced R567424 x 50% = R283 712
grievances: |
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6.1.2.5 Variable 8: Projected Rand equivalent of managers’ time spent on conflict

Barnes-Slater & Ford (2004) have found that 30% of a typical managers time 1s spent in dealing
with conflict and contlict related issues (e.g. conflict, absentecism and turnover). Due to the fact
that some of the conflict related issues has already been taken into account in some of the other
calculations, the expenditure in terms of manager’s time will be scaled down to only 10% in this
ROI measurement. A managers span of control usually stand at between 4-10:1 (Robbins,

1984:167). In the following calculations, the latter span will be used (sec Table 10)

TABLE 10: PROJECTED COST OF MANAGERS’ TIME SPENT ON CONFLICT AND CONFLICT
RELATED ISSUES INVOLVING RECRUITS

| ITEM ‘ CALCULATION RESULT |

Estimated managers span of control re SAPS recruits= 1:10
Total number of managers that will handle recruits: 8000 x .1 = 800 managers |
Estimated work hours of the managers: S iR b Aos0d —F
hours per week hours

Tlme t.hat managers spend on conflict and conflict related 1536000 x 10% = 153.600 hours
issues:
Cost,_m, terms -ofmanagers' time, in Qeallng with the 153600 x R62 = R9.523.200
recruits’ conflict and conflict related issues:

e e e el

6.1.2.6 Variable 9: Projected Rand equivalent of conflict (bullying) induced resignations
among recruits

Hoel ef af. (2004) has found that 25% of those personnel who leave an organization do so because
of conflict and bullying. If this finding, and the fact that the replacements costs of an individual 15
equal to 150% of their annual cost (Barnes-Slater & Ford, 2004), is brought to bear on the SAPS,
the cost will be R4,748,100 per annum (see Table 11)

TABLE 11: PROJECTED COST OF CONFLICT INDUCED RESIGNATIONS BY RECRUITS

r ITEM CALCULATION RESULT
Total staff turnover in terms of resignations in the 1979 members'”
SAPS for 2004/05 =
Percentage of total workforce effected: 1979 = 148970% x 100 = 1.3%

Therefore: expected recruit resignations per year: | 1.3% of 8000 recruits = 104 recruits

Expected number of recruits that will resign due 25% x 104 recruits = 26 recruits

to conflict:

Personnel cost involved: 26 recruits x average R3,094.,000
personnel cost of R119000 =

Replacement cost: R 3,165400x 150% = R4,641,000

U This total excludes dismissals due to misconduct (295), inefficiency (2) and ill health (227)(SAPS, 2005:167).
) SAPS (2005:167).
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6.1.2.7 Variable 10: Projected Rand equivalent of negative workflow that results from
conflict

The baseline used in calculating the effect of conflict and bullying on worktlow was the finding by
Hoel ¢t al. (2004) that it is equal to 10% of the combined cost of those personnel that are involved
in a particular conflict situation. This is usually at least three persons, viz. the aggressor, the
vicum and one manager. It was then necessary to find some indicator of the extent to which
contlict occurs in the SAPS. This was done by only selecting those disciplinary hearings were
contlict was the main issuc that was addressed (cf. Orren, 2004:66-67; SAPS, 2005: Table 11.3,

Regulation 18 (6) to (8) & Table 6.6). T'he results of this process i1s contained in Table 12.

TABLE 12: PROJECTED COST OF CONFLICT ON WORKFLOW

ITEM CALCULATION RESULT

Number of disciplinary hearing indicative of conflict in

2004/05 = 104 hearings

Percentage of total workforce charged: 104 = 148970 x 100 = 0.07%

Therefore:'expcct_eq number 0f_rccru1t that will be 0.07% of 8000 recruits = i

charged with conflict related misconduct per year:

Minimum number of individuals involved": 6x3= .18 ,
individuals

Personnel cost involved: 18 indivyduals x RATH000 R2,142 000
(average personnel cost) =

Cost of inefficiency of workflow: R2,142,000 x 10% = R214,200

) The total cost of and production loss due to disciplinary hearings has been left out of the equation.

6.1.2.8 Other cost items not included in calculations

There are numecrous other stress, conflict and bullying related cost items that were, due to the very
conservative approach that was followed, not included as potential labour and cost savings. These
included the following,

e llealth care costs (e.g. the increases in health care related expenses /o the employer as a result of
stress-related (psychogenic) tllnesses are equal to 2% of combined cost of the personncel in
contlict).

o Disaphnary hearings cost (e.g. the lost productivity due to disciplinary hearings is estimated at
a combined 160 work hours per hearing for all role-players involved).

e Damage (e.g. the cost of conflict-incited damage to the employer’s property, fraud, theft and
embezzlement s equal to 2% of personnel’s expected contribution to  organisational
profitability. [n the scrvice sector, the organisational profitability is estimated at 250% of ir’s
investment in labour) (cf. Gabriel & Liimatainen, 2000; [oel e al, 2004; Lee, 1997).

[n order to put the cost of stress and contlict into perspective, it should be noted that the SAPS
has calculated the cost of its ‘normal’ and disability leave at a total of R296,069,000 (SAPS,
2005:175-176). 'T'he cost of the other indicators that have been used in this study, have not been

covered in 1ts annual reports.
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6.1.2.9 Variable 11: The net contribution of the modules to labour and other cost savings

In determining the modules’ contribution to labour and other cost savings, the average net
improvements that were brought about in the recruits’ knowledge, attitudes and behaviour (IKAB)
were first calculated. ‘This came to an average of 30.42% (see Articles 2 & 3). 'This total was then
again discounted to a very conservative 10% for 2005 and each of the following two years. This
implies that, of the expected total number of recruits that would experience conflict and stress
related problems per annum, only one in ten would change their behaviour to such an extent that
it would bring about labour and other cost savings for the organisation. Based on all these
calculations, the total labour and other cost savings per year should come to:

e R 3,704,308 for 2005,

e R 4,074,739 for 2006

e R 4482212 for 2007 (see Worksheet 8a)

6.2 THE MODULES’ ROI, NVP, PAYBACK PERIOD, IRR AND LEARNING COST
PER RECRUIT

The results of the calculation of modules’ return on investment (ROT), net present value (NVP),
payback period, internal rate of return (IRR) and learning cost per recruit arc contained in
Worksheet 9a. Note should be taken of the fact that all these calculations are based on the
modules’ costs (see Table 2) and benefits (see Worksheet 8a) as su#ch and that they, therefore, do
not accommodate the cost of the enabling module (see paragraph 5.1). The modules” ROI and
associated measurements will, consequently, be lower in the caleulations pertaining to the Self-

Management Programme as a whole (see paragraph 9).

WORKSHEET 9A: ROI AND ASSOCIATED MEASUREMENTS OF MODULE 4: CONFLICT
MANAGEMENT AND MODULE 7: STRESS MANAGEMENT

THE ROI AND ASSOCIATED MEASUREMENT OF MODULE 4: CONFLICT MANAGEMENT AND
MODULE 7: STRESS MANAGEMENT

; Year 1 (2005) Year2 (2006) i}~ Year 3 (2007)
ROI (Return on Investment) 5557% 11748% 18596%
NPV (Net Present Value) R 3,380,346 R 7,215,050 R 11,457,227
Payback Period (months) 0.22
IRR (Internal Rate of Return) 5457% 3566% 5569%
Learning cost per delegate R 107

Note: The costs and benefits on which calculations arce based, are conrained in Table 2 and Worksheet 8a

Each of the ROL, NVP, payback period, TRR and learning cost per recruit calculations has their
own strengths and weaknesses. To provide a clear and complete picture of the return that the
SAPS received on its investment in the modules, the nature and results of cach of these

measurements will be discussed separately.
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The ROI represents the percentage return on the intervention over the period of three years. It
equals the present value of the accumulated net benefits (gross benefits less ongoing costs) during
the three years divided by the initial costs (Meyer ¢f af., 2003:95). Three years is used as the time
span because the modules would probably become obsolete after this dme. The calculations
entail the following:

e with the inital total cost of R61,943 (see Worksheet 102)

e the ROI would be 5557% (year 1), 11748% (year 2) and 18596% (ycar 3).

e 'l'his implies that for every R1 spent on the modules, the return for the SAPS will be R5,557

(year 1), R11,748 (year 2) and R18,596 (year 3).

While the ROI provides the percentage return on investment over three years, it does not say
anything about the magnitude of the project. For example, a 100% return may scem atteactive
initially, but a 50% return on a R300 000 investment would be much better than a 100% return on

a R10 000 module. This is the reason for also calculating the net present value.

Net present value (NPV) provides the Rand value of the expected return and, therefore, indicates
the magnitude of the modules. It is calculated by adding the present value of the net benefits for
each year over a specified period of tme and then subtracting the initial costs of the project. In
the case of the two modules, the value came to R3,380.346 (year 1), R7,215,050 (year 2) and
R11,457.227 (year 3). Thesc amounts can also be viewed as the Rand value of the savings that the
modules have for the SAPS.

A downside of the NPV is that it does not indicate when the savings will occur.  This is
determined by the payback period. As indicated in Worksheet 9a, the SAPS will basically recoup

its investments in the modules within 0.22 months (0.22 x 22 workdays = 4.8 workdays).

Internal rate of return (IRR) is the most sophisticated of the above metrics and is used to analyse
multi-year investments. It equals the percentage rate by which to discount the net benefits for the
time period until the point that they equal the initial costs. [or the modules, the TRR or

investment rate was equal to 5457% (year 1), 5566% (year 2) and 5569% (year 3).

The last calculations that were done were the learning costs per recruit. [t is calculated by dividing
all the costs incurred in the development, presentation and evaluation of the modules by the
number of recruits to whom the programme will be presented over the three years. [t came to

R107 per recruit.
6.3 THE MODULES’ CASH FLOW STATEMENT

The last worksheet (Worksheet 10a) that will be included, is the cash-flow statement that was
generated from the modules. It contains information that was generated by the various “input”
worksheets and provides an overview of how the SAPS’s “bank account” will benefit (or not
benefit) from implementing the modules. The cash-tlow statement is viewed over three years,
with an initial cost or investment that had to be made to cnable the module to be developed and

become operational. ‘The bank balance at the beginning of the period will be zero and become
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negative duc to the initial cost of the modules. During the three years, the monetary return on the
investment (the initial cost) will be realised and the bank balance will rerurn to positive figures.

This will be as long as the cost of operating the modules is not more than the benefits achieved

(Meyer e al., 2003:114).

WORKSHEET 10A:

AND MODULE 7: STRESS MANAGEMENT

CASH FLOW STATEMENT (YEAR 1 - 3): MODULE 4: CONFLICT MANAGEMENT AND MODULE 7:

CASH FLOW STATEMENT FOR MODULE 4: CONFLICT MANAGEMENT

STRESS MANAGEMENT
Initiaf cost Year 1 Year 2 Yeat 3 Total
Bank balance at beginning of the
year (R61943) | R3380,346 | R7.215050
Income
I mprovemc&ts in quality of service RO R230,919 R297 506 R297,506 R825,931
Lnbour and other cost savings RO R3.704,308 R4,074,739 R4,482212 | R122061,259
Total RO | R3935227 | R4372245 | R4779718 | R13,087,190
Payments
Gap Analysis R4,900 RO RO RO R4,900
Design and Development R57,043 RO RO RO R57,043
Presenterss’ costs RO R328.257 R 328,257 R 328,257 RO84,770
Recruits’ costs RO R144.079 R185,625 R 185,625 R515,329
Assessment RO R10,001 R12,885 R12,885 R35,772
Evaluaton RO R601 R774 R774 R2,150
I“L\:cd Costs = RO R10,000 R10,000 R10,000 R29,999
Total R61,943 R492,937 R537,541 R537,541 R1,629,963
Surplus/ shortfall | (R61,943) | R3442289 | R3,834,704 R4,242,177
Bank balance at end of the year | (R61,943) | R3,380346 | R7,215050 | R11,457,227 J
=

The row “Bank balance at the end of the year” (Worksheet 10a) shows the accumulated surplus of
the module. Even with the extremely conservative approach that was followed in the calculation

of the module’s benefits, this amounted to an astonishing R11,457,227 in 3 years.

7. THE BENEFITS, THE ROI AND ASSOCIATED MEASUREMENTS
OF MODULE 8: SUBSTANCE DEPENDENCY

Eixactly the same prnciples that were used and procedures thar were followed in the calculation of

previous modules” ROL were applied to Module 8: Substance Dependency. For this reason, all

the principles and procedures will not be repeated here. The focus will only be on the results of:

e the determining of benefits

e the calculations of the return on investment (ROT), net present value (NPV), payback period,
internal rate of return (IRR) and learning cost per recruit

e the drawing up ot a cash flow statement.
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7.1 THE MODULE’S BENEFITS

The module’s contribution to improvements in the organisation’s guality of services and labonr and

other cost savings are summarised in Worksheet 8b. The grounds for cach of the calculations will be

looked at next.

WORKSHEET 8B:

THE BENEFITS OF MODULE 8: SUBSTANCE DEPENDENCY

| BENEFITS DERIVED FROM MODULE 8: SUBSTANCE DEPENDENCY |

—

Total value of the module (Section A + Section B)

R 733,059

SECTION A: Variable 1: Variable 2: Potennal
IMPROVEMENTS IN QUALITY OF SERVICE Fstmated % of | Average %o net improvements
recruits that will | value that will be per year per
be affected utilized recruit
Total number of recruits: 8,538 (2005); 11,000 (2006) i —
& 11,000 (2007) 20% 4.67% R 1,111
R 1,111
Variable 3: Estmated extent to which value will 5249
translate into actual improvements in quality of scrvice Eni L
Total yearly financial vahie of the improved Xparl G0y Year2 2006) Feard (0
quality of service R 497,257 R 640,646 R 640,646
SECTION B:
LABOUR AND OTHER COST SAVINGS PER YEAR
Variable 4: I'Lmd equivalent reduction in substance R 349716 R 384,688 R 423,156
dependency induced treatment
Variable 5: Rand cqu'lvalcnt reduction .m production R 1,338.208 R 1,472,029 R 1,619,232
loss due to substance induced absenteetsm
Variable 6: Rand equivalent I‘(.‘dl'lCtTorl n pr(;flgcmm R 119,040 R 130,044 R 144,038
loss due to substance related discaplinary hearings
Variable 7: Rand cquivalent reduction in production
loss due to substance abuse related on and off-the-job R 551,056 R 606,162 R 666,778
accidents and deaths
Varijable 8: The net contributon of the module to
labour and other cost savings
S Awerage % net improvement in knowledge, ol i wa L
attituder and behavionr (KAB) £a i ity
o:o ‘5 » S 70 0, = 5 5 / &
15 "/mm/e{/ percentage (%o) LOI;’[I‘Z/).Z{[HN] that KAB 10% 10% 10%
will make to labour and cost savingy
Year 1 (2005) Year 2 (2006) Year 3 (2007)
Total labour and other cost savings per year
R 235,802 R 259 382 R 285,320

R 925,966
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7.1.1  Section A: Improvements in Quality of Service

The measurement of the modules” impact on the quality of the recruits’ services deals with three
variables. These were the expected number of recruits that would be atfected (Variable 1), the
percentage improvement that could be expected (Variable 2) and the estimated extent to which
the improvement will translate into an improved quality of service (Variable 3) (see Worksheet

8b).
7.1.1.1 Variable 1: Estimated percentage of recruits that will be affected

In the calculation of the module’s benefits, a mechanism had to be found to determine the
number of recruits’ who’s use or abuse of dependency forming substances would be on such a
level that it would temporarily or permanently impede their functioning as individuals and as
employees. Because no ‘hard tacts” exist on the incidence of substance abuse/dependency in the

SAPS, use had to be made of existing indicators, as well as of extrapolations from other studies.

The calculation in this study is based on three assumptions:

e The first is that dependency is a process that starts with the use of a substance and thart this
use could, in the long run, escalate into dependency for some people. As a person moves
further along the road to dependency, the negauve effect of the use/abuse on his/her work
performance will also increase

e The second is that not all users/abusers of substances will become dependent on them. Their
continued occasional abuse of the substances could, however, impede their work related
tunctioning. This could manifest as occasionally being drunk at work or simply sutfering
from such a hangover that they cannot do their work properly.

e The third assumption is that for every employee that overtly manifests a dependency problem
in the work environment, at least ten others” use/abuse of substances would be problematic in

nature (cf. Van Wormer & Davis, 2003:14).

Based on the previous assumptions, it has been calculated that at least 20% of police officials

would at some stage during a year use or abuse dependency forming substances to such an extent

that it would impede their effective functioning in the workplace. This conservative estimate is
based on the following indicators and rescarch tindings:

o The social workers of the Police Social Work Services counselled a total of 2535 employees
with a substance dependency problem from 1 Apnl 2005 to 30 September 2005 (PSWS,
2005). This could be extrapolated to 5070 employees for a 12 month period or 3.4% of the
total workforce at the time (i.e. 5070 of 148970 employees x 100 = 3.40%). If it is accepted
that there 1s a 1:10 ratio between substance dependent and “problem users”, it would bring
the total 1o 34%.

o In their American study, Van Wormer and Davis (2003:14) found that 28.6% of employees

had substance abuse as a primary or secondary diagnosis.
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o According to S.A. Health Systems Trust (2005), the occurrence of so-called “risky drinking”
was as high as 30% amongst South African adult African urban residents.

e Within the South African context, it has also been caleulated by Cronjé and Van der Walt
(1978:204) that 75% of the adult population (i.c. 18 yecars and older) consume alcoholic
beverages and that, of these, 6% will become alcoholics (Cronjé & Van der Wale, 1978:204).

This brings the overall net rate to 4.5% of the adult population.

7.1.1.2 Variable 2: Average percentage nct value ascribed to the intervention

As in the case of the other modules, the average % net value ascribed 1o Module 8 was also used
in the calculadon of the module’s benefits (see Worksheet 8b). [t came to 46.68% (sce Table 13).
It, too, was further discounted by a factor of ten This would imply that, of the 46.68% recruits
who would experience a substance abuse/dependency problem and view the module as of great

value, only one in ten (l.e. 4.67%) would use this ascribed value in their lives.

TABLE 13: THE VALUE OF MODULE 8: SUBSTANCE DEPENDENCY

VALUE OF MODULE 8: SUBSTANCE DEPENDENCY

Middle of scale Net % above average

{ Scale 5= Value 25 3.667 46.68% ||

7.1.1.3 Variable 3: Estimated percentage contribution to improvement of quality

The net % above average application of Scale 6: “Relevance of the module” came to 52.36% (scc

Table 14). [If this figurc was further discounted by a factor of ten, it would imply that of the

4.67% of the recruits who will experience a substance abuse/dependency related problem and
0/

view the module as of great value, only 5.24% would convert it’s potential value into actual

behavioural change.

TABLE 14: THE RELEVANCE OF MODULE 8: SUBSTANCE DEPENDENCY

RELEVANCE OF MODULE 8: SUBSTANCE DEPENDENCY

T

Middle of scale Mean Net % above average

Scale 6+ Relevance 55 3.809 52.36% ||

:

The results of the application of Variables 1 to 3 indicated that the monitory value of
improvements of the quality of services will come to:

e R 497257 for 2005;

o R 640,646 for 20006, and

o R 640,646 for 2007 (see Worksheer 8b).
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7.1.2  Section B: Labour and other cost savings

Only four potential variables or indicators were used to calculate the potential labour and other
cost savings that will be brought about by the module. They were the Rand cquivalent of the
reduction in:

e substance dependency induced in-house treatment (Variable 4)

e producton loss due to substance induced absenteeism (Variable 5)

e production loss due to substance related disciplinary hearings (Variable 6)

e production loss duc to substance abuse related on-the-job accidents and deaths (Variable 7).

7.1.2.1 Variable 4: Rand equivalent reduction in substance dependency induced
treatment

There are no rcliable data available on the number of SAPS personnel members who go for
substance dependency induced in-house treatment annually. This is, amongst others, due to the
tact that personnel do not have to work through police social workers in order to gain admission
to treatment facilities and that many use their sick or normal leave to cover for their absence
during the treatment period. These trends necessitated the use of indicators to cstimate the

number of personnel who do go for in-house treatment annually.

For the purposes of this study, it was estimated that at least 0.3% of the SAPS population will go

for in-house treatment annually. This estimate is based on the following data:

e During the period 1 April 2005 to 30 September 2005, a total of 112 personnel members
worked through police social workers in order to gain access to an in-house treatment facility
(PSWS, 2005). This trend can be extrapolated to 224 employees for 12 months or 0.15% of
the total SAPS population. This figure represents the absolute minimum incidence rate for
such trcatment.

® l'rom an analysis of various studics, including that of Albertyn & McCann (in WHO Report,
2003:22) and SACENDU (2005), it was concluded that South Africa has an annual in-house
treatment rate of approximately 0.57% for the adult working population.

e In this study, the approximate mid-point between the known prevalence rate of 0.15% and
the estimated natonal average of 0.57% (i.e. 0.3%) will be used as a basis for further

calculations.

In calculating the cost of in-house treatment to the employer, two factors were taken into account.
These were the cost to the SAPS Medical Scheme, Polmed, and the cost of the time that an
employee stays away from work for the duration of the treatment. The calculations, as they would

pertain (o recruits, are contained in Table 15.

Section 2: The journal articles 136



TABLE 15: PROJECTED COST OF SUBSTANCE DEPENDENCY RELATED IN-HOUSE
TREATMENT TO THE EMPLOYER

e \verage total number of new recruits per

RESULT

8538 recruits
annum =

e Estmated prevalence rate of in-house

0.3 %
trcatment per annum =
Therefore: expected number of recruits wh ; = , 2 .
) Y/ 1 ; ¢ $ WO 1 0.3% x 8538 recruits = 25.6 recruits
will go for treatment per year:
e Cost for treatment accrued to Polmed: R2500 per treatment x 25.6 recruits = R 64 035 I
15 workdays x 25.6 recruits =384 days x
< e 1 v s = 3072 S X 2 >
o Cost of (minimum) number of workdays 8 hours 3072 hours x R62 (average R 285 681

lost due to treatment: rate per hour) = R190 454 x 150% (cost
to organisation) = R 285 681

R 349 716
 —

7.1.2.2 Variable 5: Rand equivalent reduction in production loss due to substance
induced absenteeism

Replacement cost

Apart from production loss directly related to the time spent by employees in trearment facilities,
these employees, as well as numerous others, will be absent from work due to the prolonged or
occasional misuse of substances. From studies contained in the WHO Global Status Report on
Alcohol (2004:59) it is clear that, on average, 15% to 20% of absentecism from work can be
attributed to alcohol consumption. In the ROI calculations, the average number of days of sick
leave taken by employees (9 days) and the average of the WIHO Report (i.e 17.5%) will be used as

a basis. "The resultant calculations are contained in Table 16.

TABLE 16: PROJECTED SAVINGS IN SUBSTANCE INDUCED SICK LEAVE AMONGST RECRUITS

ITEM CALCULATION RESULT
Average number of days that SAPS personnel 9 days
were off for sick leave in 2004 /2005: el
Estimated average number of days that could | 9 days (organisational average) x -
, arit L s b { & 1.58 days
be attributed to the use of alcohol: 17.5% (international average) =
ST SR B ke n ke 20% x 8338 recruits = 1707.6 recruits
attected:
Number of above organisational average days
that recruits will take off due to substance 1707.6 recruits x 1.58 days = 2698 days
abuse
Savings @ a decrease in ¢ i e 2698 days x 8 hours x R62 (hourly :
avings due to a decrease 1 alcohol mnduced »98 days (hourly R 1,338,208
sick leave: cost)
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7.1.2.3 Variable 6: Rand equivalent reduction in production loss due to substance related
disciplinary hearings

The SAPS Annual Report of 2004/05 (2005:181) stated that a total of 210 hearings took place
during that particular year that involved Regulation 18 (17) of the South African Police Service
Act (Act no. 68/1993). This regulation deals with misconduct related to substance abuse by
members  that influenced their professional conduct.  The number of employees involved
represents 0.14% of the total population (210/148970 = 0.14%). Research conducted by Orren
(2004:66-67} has found that each disciplinary hearing will cost an organisation a minimum of 160
hours 1n lost production (hours spent on the hearing by all role-players involved). The results of

the application of these indicators to the total recruit population are contained in Table 17.

TABLE 17: PROJECTED SAVINGS IN SUBSTANCE RELATED DISCIPLINARY HEARINGS

CALCULATION

8538 recruits

Average number of recruits per annum

e Expected number of recruits that will be

involved in substance related disciplinary 8538 recruits x 0.14% = 12 recruits
hearings:
Time spent on thewr disciplinary hearings: 12 x 160 hours = 1920 hours T

e Potential savings due to a decrease in the
number of substance related disciplinary
heanings

1920 hours x R62 (hourly cost) R 119,040

7.1.2.4 Variable 7: Rand equivalent reduction in production loss due to substance abuse
related on and off-the-job accidents and deaths

It is a well- known fact that there are strong links between substance abuse and on and off-the-job
accidents and dearths. For example, DeCenzo & Robbins (2005:94) found that nearly half (50%)
of all on-the-job injuries and work-related deaths can be attributed to substance abuse and  the
WHO Global Status Report on Alcohol (2004:59) estimates 1t as between 15% and 40%. The
Burcau of Worker’s Compensation (DWI, Resource Center, 2003) found that employees who
abuse substances arce three to four times more likely to have an on-the-job accident than non
users. For the purposes of these ROT calculations, it will be accepted that only 15% of all deaths

and serious injuries would be due to substance abuse.

A total of 1,355 SAPS employees died during 2004/05 (SAPS, 2005:167. Table 5.3). Of these
deaths, 96 occurred while the members were on duty (SAPS, 2005:185. Table 13.1). A total of
4,812 other members were injured on duty and of these 4781 were ‘temporary totally disabled’
and 31 permanently disabled (SAPS, 2005:185. Table 13.1). It brings the total number of deaths
and disablements to 6,167. Tt is conservatvely estimated that cach of these occurrences would
lead to an average of 22 workdays (one month) of lost production per individual involved. 'This
leaves most of the replacement cost of an employee and damage to government property during

accidents out of the equation.
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TABLE 18: PROJECTED SAVINGS IN SUBSTANCE RELATED ON-THE-JOB INJURIES AND
DEATHS

ITEM CALCULATION RESULT

® DPercentage (%) of SAPS personnel who die or |
EEatige () ! 6,167 148,060 % 4.2%
are INjures per annuin:

Do q X its il die ) . i
1 r-olecre( number of recruits who will dic/be A% % 000 Serrais Sl i
injured per anoum:

‘xpected number of dez injurtes due . ¥, CF .
Lixpe number of deaths/injuries due to 336 secrits = 15% ROE reraiits
substance abuse:

ss of pri 1 ue to substance related Py !
Lo I O.dl.ld.on 0 B9 LS GIE 50).5 recruits x 22 workdays lost = 1,111 days
deaths and injuries: :
Potential savings duc to a decrease in the
afl saviags due iy (’ 1,111 days x 8 hours x R62 (hourly
number of substance related injuries and cost) d R 551,056
deaths E

7.1.2.5 Variable 8: The net contribution of the module to labour and other cost savings

In determining the modules’ contribution to fabour and other cost savings, the average net
improvement of 26.49% in the recruits’ IKAB (see Article 3) was used as a basis. This toral was
then again discounted by a conservative 10% for the period from 2005 to 2007. Tt produced a
total labour and other cost saving of:

e R 235,802 for 2005

e R 259,382 for 2006

e R 285 320for 2007.

7.2 THE MODULE’S ROI, NVP, PAYBACK PERIOD, IRR AND LEARNING COST
PER RECRUIT

This section will discuss the results that were achieved with the measurement of the modules’
ROT and associated returns. The latter covers the NVP, payback period, IRR, learning cost per

recruit and cash flow statement (sce Worksheets 9b and 10b).

WORKSHEET 9B: ROI AND ASSOCIATED MEASUREMENTS OF MODULE 8: SUBSTANCE
DEPENDENCY

——
THE ROI AND ASSOCIATED MEASUREMENT OF MODULE 6 — PROBLEM-SOLVING I

Year 1 (2005) Year 2 (2006) Year 3 (2007)
u ROI (Return on Tnvestment) 645% 1520% 2451%
rNPV (Net Present Value) R 254,785 R 663,888 R 1,098,929
Payback Period (months) 1.86
IRR (Internal Rate of Return) 545% 660% 674% |
Leaming cost per delegate R 48 I

Note: The costs and benefits on which calculations are based, are conrained in Table 2 and Worksheer 8b
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‘I'he calculations of the ROT over a period of three years entail the following:

e with a development cost of R55,288 at an interest rate of 5% per annum and

e annual benefits of R 733,059 (year 1), R 900,028 (year 2) and R 925,966 (ycar 3) (see Workshecet
10¢),

e the ROT came to = 645% (year 1), 1520% (year 2) and 2451% (year 3)

e This implies that for every R1 spent on this module, the return for the SAPS will be R645
(2005), R1,520 (2006) and R2451 (2007). '

Net present value (NPV) provides the Rand value of the expected return and, therefore, indicates
the tnagnitude of the contribution. In the case of this module, this value came to R 254,785 (year
1), R 663,888 (year 2) and R 1,098,929 (ycar 3). 'The SAPS will recoup its investments in this

module within 1.86 months (= 41 workdays).

FFor this module, the IRR or investment rate was equal to 545% (year 1), 660% (year 2) and 674%

(year 3) and the learning cost per recruit came to R48 per recruit per presentation.

7.3 THE MODULE’S CASH FLOW STATEMENT

Worksheet 10b contains the module’s cash-flow statement. It incorporates the information that
was generated by the vartous “input” worksheets and provides an overview of how the SAPS’s
“bank account” will benefit (or not benefit) from implementing the module. [t shows that the

accumulated surplus will amount to R1,098,929 over 3 years.

WORKSHEET 10B: CASH FLOW STATEMENT FOR MODULE 8: SUBSTANCE DEPENDENCY

CASH FLOW STATEMENT (YEAR 1- 3) MODULE 8: SUBSTANCE DEPENDENCY

Inital cost Year1 Year 2 Year 3 Total
Bank balance at begianing of the year (R46,750) R254.,785 R663,888
[ncome
Improvements in quality of service R497 257 R640,646 R640,646 R1,778,549
IT;br;r;d_orhcr cost savings RO | R235802 | R259382 | R285320 | R780505
I Total RO R733,059 R900,028 R925,966 R2539,053
Peayments
IT}np \nalysts R3,267
I Design and Development R43,483
I Presenters costs RO R218,865 | R 218,865 R 218,865 R656,594
Recruits costs RO R192,105 R247 500 R247 500 RO687,105
Assessment RO R13,124 R16,908 R16,908 R46,939
| Evaluation RO R765 R98G RORG R2736
Fixed Costs RO R6,667 R6,667 R0,667 R20,000
Total R46,750 R431525 R490,925 R49(3,925 R1,460,124
Surplus/ shortfall | (R46,750) R301,535 R409,103 R435,041
Bank balance at end of the year | (R46,750) R254,785 R663,888 | R1,098,929
— h————————————
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8. THE SELF-MANAGEMENT PROGRAMME’S ROI, NVP, PAYBACK
PERIOD, IRR AND LEARNING COST PER RECRUIT

In determining the RO of the total Selt-Management Programme, the data generated by this
study, as well as that of a fellow researcher (ITuisamen, 2005) were used as a basis. I, therefore,
included the costs and benefits of Module 1: Financial Management, Module 2: Planning of
Goals, Module 3: ScltKnowledge, Module 6: Problem-Solving and Module 9: HIV/AIDS
Awarencss (Huisamen, 2003). The results attained are summarised in Table 19 and Worksheets

3¢, 9¢ and 10c.

TABLE 19: THE TOTAL COSTS OF THE SELF-MANAGEMENT PROGRAMME

COS1 OF THE SELF-MANAGEMENT PROGRAMME (all 9 modules)

Year-on-Year Cost e ‘| Fritial cost Year 1 Year 2 Year 3

Gap Analysis R 16,334

Lecarning material R 331,163

Cost of presenters R 1,094,689 | R 1,094,689 | R 1,094,689

Cost of recruits R 960,525 | R 1,237,500 | R 1,237,500
- —
Asscssment (A4 mke-players) R 64,031 R 82,494 R 82,494

Yvaluation (A4 role-players) R 4918 R 6,336 R 6,336

Fixed Costs R 33,333 R 33,333 R 33,333

Total cost of presenting the Programme | R 347496 | R 2157496 | R2454353 | R 2454353

Table 22 indicates that the development cost of the programme was R 347,496, This moderate
outlay was achicved by using the existing and well-proven Personnel Capacity-Building
Programmes as a basis in the development process. "The task-teams that undertook the work were

also experts in their fields.

In calculating the benefits of the programme, it was accepted that all the recruits would, in some
way or another, have gained some benefit from the intervention. This assumption has been
substantiated by the results achieved with the modules” short-term and long-term cffects. In the
case of Variables 2 and 3, the average of the values generated by all the modules were calculated
and utilised. Because the labour and other cost savings that the modules will bring about have
already been discounted in the individual calculations, only their final net value was included in

Worksheet 8c.
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WORKSHEET 8C: THE BENEFITS OF THE SELF-MANAGEMENT PROGRAMME

BENEFITS OF THE SELF-MANAGEMENT PROGRAMME (all 9 modules)

SECTION A:
IMPROVEMENTS IN QUALITY OF SERVICE

Variable 1:
Estimated % of
recruits that will

Variable 2:
Average % net
value that will be

Potential
improvements
per year per

be affected utilised recruit

Total number of recruits: 8,538 (2003); 11,000 (2000) ) e = £
& 11 ,OO() (2007) 100.00% 4.64% R =N 4%

Tolal R 5,522
Variable 3: Estimated extent to which value will 4979
translate into actual improvements in quality of service =007
Total yeacly financial value of the improved Teacl My Yeasd (2006) HEARS AN

ality of « 7

T R2343,028 | R3018659 R 3,018,659

SECTION B:
LABOUR AND OTHER COST SAVINGS PER YEAR®

Savings that will be brought about by Module 1:

Be money wise

R 958,468

R 1,054,315

R 1,159,746

Savings that will be brought about by Module 6:

Problem-Solving R 464,951 R 511,446 R 562,591
Savings that will be brought about by Module 7:

Stress Management plus Module 4:

Conflict Management R 3,897,832 R 4287615 R 4,716,377
Savings that will be brought about by Module 8:

Substance Dependency R 223,030 R 245333 R 269,866

Savings that will be brought about by Module 9:
IV /AIDS Awareness

R 1,942,336

R 2,136,570

R 2,350,227

Total labour and other cost savings per year

| Total value of the module (Section A + Section B)

Management Programme.

Year 1 (2005)

Year 2 (2006)

Year 3 (2007)

R 7,486,618 R 8235280 R 9,058,808
R 9,829,646 R 11,253,938 R 12,077,466

I Module 2: Planning of Goals, Module 3: Self-Knowledge and Module 5: Self-Assertiveness have been viewed as enabling in
nature. Their benefits have, therefore, not been calculated but their cost have been included in the overall cost of the Self-

In spite of the very conservative approach that was followed in the calculation of the

individual modules’ benefits, their total value will be more than R9 million in the first year

alone. Fven if their contribution to the improvement of the quality of the recruits’ services
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are left out of the equation, the direct cost saving of more than R7 million that they will bring

about in 2005 will more than make up for the investment involved.

The results of the calculation of the programme’s return on investment (ROT), net present
value (NVP), payback period, internal rate of rcturn (IRR) and learning cost per recruit are
contained in Worksheet 9d. The ROT represents the percentage return on the intervention
over the period of three years and it came to 2208% for 2003, 4740% for 2006 and 7509% tor
2007. This implies that, for every R1 spent on the programme, the SAPS will get R2,208 in
2005, R4,740 in 2006 and R7,509 for 2007. 'Lhis is a remarkable feat, especially in the light of
the fact that two of the nine modules’ benefits were not even included in the calculation of the
programme’s benefits and only viewed as supportive in natute.

WORKSHEET 9C: THE ROI AND ASSOCIATED MEASUREMENTS OF THE SELF-
MANAGEMENT PROGRAMME

ROI AND ASSOCIATED MEASUREMENT OF THE SELF-MANAGEMENT PROGRAMME(all 9 modules)

Year 1(2005) 7 Yea‘;z (2006) |- Year3 (2007)
ROI (Return on lnvestment) 2208% 4740% 7509%
NPV (Net Present Value) R 7,324,654 R 16,124,239 R 25,747,353
Payback Period (months) 0.54
IRR (Internal Rate of Return) 2108% 2217% 2222%
Learning cost per delegate R 243

Note: Lhe costs and benefits are based on the research conducted by both rescarchers

Worksheet 9¢ indicates that the Rand value of the savings that the programme will have for the
SAPS (i.e. NPV) will amount to R7,324,654 (year 1), R16,124,239 (year 2) and R25,747,353 (ycar
3). It cost R243 per recruit to go through the five-day Programme and the SAPS ought to recoup

this investment within 12 workdays (payback period: 0.54 months).

The Self-Management Programme’s cash-flow statement is contained in Worksheet 10c. [t
incorporates all the data that was gencrated by the various “input” worksheets and provides an
overview of how the SAPS’s “bank account” will benefit from implementing the Programme. It
shows that the organisation will gain a substantial accumulated surplus of more than R25 million

from its investment within three years.
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WORKSHEET 10C: CASH FLOW STATEMENT: SELF-MANAGEMENT PROGRAMME

CASH FLOW STATEMENT (YEAR 1 - 3) SELF-MANAGEMENT PROGRAMME (all 9 modules)

Initial cost Yearl Yeér 2. ‘ Year3 " Total
Bank balance at beginning of (R347496) | R7324654 | R16,124239
the year ‘
Income
i::fiff_;"cm‘f““ n quality of RO R2343028 | R30I8639 | R30ISEO | R8380345
I;T)ozxr and other cost savings RO R7,486,618 R8,235,280 R9,058,308 R24,780,705
Total RO RO,820.646 | RI1,253.938 | RI2,077466 | R33,161,051
Layments
G;l_p Analysis R16,334 RO RO RO R16,334
Design and Development R331,163 RO RO RO R331,163
Presenters’ costs RO | R1094689 | R1094689 | R1094680 | R3284068
Recruits” costs RO ROG0525 | RI1237,500 | R1,237,500 | R3435525
A\ssessment RO R64,031 R82,494 R82,494 R229,019
Evaluation RO R4,918 R6,336 R6,336 R17,590
Fixed Costs RO R33,333 R33,333 R33,333 R99,999 T
Total R347,496 | R2157496 | R2454353 | R2454353 | R7413698
Surplus/ chortfall | (R347496) | R7,672150 | R8799,386 |  R9,623,114
Bank balance at end of the year | (R347496) | R7324,654 | R16,124239 | R25747,353

9. MAIN FINDING

The overall results of the calculation of the Self-Management Programme’s return on

investment (ROI), net present value (NVDP), payback period, internal rate of return (IRR),

learning cost per recruit and cash flow statement proved that this intervention is a very lucrative

investment for the South African Police Service.

Tt shows that this programme and its

constituent components are not only effective capacity-building instruments, but also a large

financial asset.
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10. CLOSING REMARKS

From an analysis of the local and international literature and research that formed the basis of
this study, it is clear that the implementation of ROT analyses in social work practice is still in

a

its infancy. It is, however, expected to grow in “popularity” as the required advancements are
made in the general field of programme evaluation and cost-effectiveness studies and as
accountability pressures mount. The ROI study of the Self-Management Programme of the
Police Social Work Services has shown that the undertaking of a ROI analysis in social work is
both feasible and important. It not only proves that social workers can make a difference in
the lives of those they serve, but also that their services could be a financial asset for the

organisations that employ them.
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1. INTRODUCTION

The proven impact of the generic Personnel Capacity-Building Programmes of the SAPS
contributed to a decision by the National Commissioner of the SAPS that similar types of
programmes must be included in the basic training of SAPS recruits. This led to the
development of the Self-Management Programme and its bi-annual presentation to
approximately 8 000 recruits from July 2004 onwards. A comprehensive study of the short-
term and long-term effect and return on investment (ROI) of this new programme was
launched in 2004. This thesis reported on the results achieved by the human relations and

health maintenance components of the programme.

The basic objectives of the study were:

e to determine the extent to which the human relations and health maintenance modules of
the Self-Management Programme adhere to theoretical principles set for personnel
capacity-building programmes

® to measure, by means of empirical research, the effect of the human relations and health
maintenance skills modules on the SAPS’s recruits’ knowledge, attitude and behaviour
(KAB)

¢ to determine the modules’ and programme’s return on investment (ROI) for the SAPS

® o provide recommendations for the improvement of the modules and the programme.

I'he two hypotheses that were tested were:

e that the human relations and health maintenance skills modules would have a practical
significant effect on the knowledge, attitude and behaviour of SAPS recruits

e that the modules, as well as the programme as a whole, would provide a positive return on

investment.

The results obtained through the empirical research has already been extensively covered in
four articles (see Section 2). Therefore, only the main conclusions and recommendations that
have been reached will be discussed next. They will, inter alia, cover the research design and
procedure, the effect of the human relations and health maintenance components, the quality
of the presentations, the return on investment and guidelines for the improvement of the

programme and its implementation.

2. CONCLUSIONS REGARDING THE RESEARCH DESIGN AND
PROCEDURE

The categorisation of the content of the Self-Management Programme according to Brooks’s
taxonomy of life skills made an invaluable contribution to the conceptualisation of the

research. It not only provided a conceptual framework that was lacking in the original design
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of the programme but also made it possible to cluster individual modules according to set

criteria.

The extent to which the modules succeeded to achieve their goals in practice was tested
primarily by means of a classical experimental research design. This enabled the use of
inferential statistics in the measurement of the modules’ short-term effect. This quantitative
study was augmented by qualitative research in which the long-term effect of the modules
were ascertained, as well as by the use of triangulation, a content analysis and the completion

of a comprehensive ROI analysis programme.

The mult-faceted and comprehensive nature of the research design and procedure was both
challenging and rewarding. On the one hand it was technically difficult to execute and
produced a mass of information that had to be managed and interpreted with care. On the
other hand it produced a comprehensive and integrated picture of the impact of the modules
and programme. It can be concluded that the selected design and procedure could be used as

a model for similar types of research.

3. CONCLUSIONS REGARDING THE DESIGN OF THE HUMAN
RELATIONS AND HEALTH MAINTENANCE COMPONENTS

The content analysis indicated that the four modules had a sound theoretical base, that their
presentations adhered to the principles inherent in experiential and adult learning and that
they, as well as the programme as a whole, complied with the requirements set for successful
personnel capacity-building programmes. It could, therefore, be concluded that the modules
possessed the innate potential to contribute significantly to the improvement of SAPS recruits’
conflict management, assertiveness and stress management abilities, as well as skills in dealing

with substance dependency related issues.

4. CONCLUSIONS REGARDING THE QUALITY OF THE
PROGRAMME PRESENTATIONS

The data produced by the presentation and presenters” evaluation questionnaires showed that
the presenters succeeded exceedingly well in their task. Any deficiencies in the modules’
impact cannot, therefore, be attributed to them. There were, however, some indications that
the content of the modules should focus even more strongly on the specific life-phase of the

recruits and that more extensive use should be made of experiential learning techniques.
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5. CONCLUSIONS REGARDING THE EFFECT OF THE HUMAN
RELATIONS AND HEALTH MAINTENANCE COMPONENTS

One of the main goals of the study was to ascertain whether the modules had any effect on the

knowledge, attitude and behaviour of SAPS’s recruits. From the analysis and triangulation of

the data that was generated by this study, it is possible to come to the conclusion:

¢ that the modules had a practical significant short-term effect on the recruits’ knowledge,
attitudes and behaviour

o that this effect lasted for at least six months after the initial presentation of the modules

e that the modules did not only function as a work-related empowerment tool, but also

enriched the recruits’ personal lives.
6. CONCLUSIONS REGARDING THE ROI OF THE PROGRAMME

The results of the calculation of the modules’ and the Self-Management Programme’s overall
return on investment (ROI), net present value (NVP), payback period, internal rate of return
(IRR), learning cost per recruit and cash flow statement proved that the intervention is a very
lucrarive investment for the South African Police Service. They are, therefore, both eftective

capacity-building instruments and financial assets.

7. FINDINGS

All the research data brought the following three main findings to the fore.

e that the human relations and health maintenance modules of the Self-Management
Programme adhere to theoretical principles set for personnel capacity-building
programmes

¢ that they had a significant short-term and long-term effect on the SAPS’s recruits’
knowledge, attitude and behaviour

e that they, as well as the programme as a whole, provided a positive financial return on the

investment of time, money and effort.

On the basis of these findings, it can be concluded that the two hypotheses were correct and
that “The effect of the human relations and health maintenance components of the SAPS

Self-Management Programme” study succeeded in its aim.
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8. GUIDELINES AND RECOMMENDATIONS

8.1

GUIDELINES AND RECOMMENDATIONS FOR THE IMPROVEMENT OF THE
MODULES

8.1.1 The recommendations regarding the human relations modules

In spite of their success, the content and presentation of the Conflict Management and

Assertiveness modules were not without their shortcomings. The research results were,

therefore, also used as a basis to formulate the following guidelines for their improvement:

The content of the Assertiveness module, which is a more difficult concept to
comprehend, should be made more simple and practical. The practising of the acquired
assertiveness skills by means of experiential learning methods should, in addition, also
receive more attention during the workshop. Recruits should also be coached in the
selective use of assertive behaviour

Very little needs to change in the Conflict Management module. Attempts could,
however, be made to improve the number and quantity of transparencies that cover some
of the issues

Because of the expansion of the knowledge on which the modules are based, they need to
be updated continually. This should coincide with the annual updating of the SAPS Basic
Training Learning Programme (BTLP) and attempts should be made to align the contents
of the modules with new developments in the BTLP continually. Some of the content and

findings of this research can guide this process.

8.1.2 The recommendations regarding the Health Maintenance modules

Although the Stress Management and Substance Dependency modules are successful, they still

have some shortcomings that should be rectified. It especially includes the following:

Some of the Substance Dependency module’s contents are outdated. It, as well as the
Stress Management module, should be reviewed and provided with the newest available
data. A similar review and updating process should be done annually to ensure that the
content and presentation stays at the cutting edge of new developments in the field

The content and presentation of both modules can be improved further by the inclusion
of more and a bigger variety of experiential learning activities. This will enable recruits to
practice the skills that they are taught more thoroughly before attempting to use them in
practice

Consideration should be given to the possibility of expanding the Substance Dependency

module to also include a stronger focus on behavioural change.
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8.2 GUIDELINES AND RECOMMENDATIONS FOR THE IMPROVEMENT OF THE
PRESENTERS’ PRESENTATION SKILLS AND THE PRESENTATION CONTEXT

Although the presenters succeeded very well in their task, they would benefit from further
training in the use of experiential learning methods and in advanced facilitation and

presentation skills. This will ensure an even better service to recruits.

Feedback from the presenters indicated that a few of the teaching media needed upgrading
and that some of the venues at the Basic Training Provision Institutions were not up to
standard. It was also evident that some of the BTPI’s personnel did not respect the time that
was allocated specifically to the presentation of the Self-Management Programme and that the
correct learning material, training aids and equipment were not always available on time.
These factors could be attributed to the management and logistical problems that existed in

2005 and that was caused by the rapid expansion of the SAPS’s training effort.

8.3 GUIDELINES AND RECOMMENDATIONS FOR THE USE OF ROI’S IN SOCIAL
WORK

It is, as far as it is known, the first time that a return on investment analysis of such a
magnitude has been conducted in South African social work. The ROI study of the Self-
Management Programme of the Police Social Work Services has shown that the undertaking
of such an analysis is both feasible and important. It not only proves that social workers can
make a difference in the lives of those they serve, but also that their services could be a
financial asset for the organisations and, indirectly, the communities that employ them. It is,
therefore, recommended that similar studies should be undertaken in other social work
sectors. The body of knowledge that is contained in this thesis could be used as a basis for

such research.
9. CONCLUDING REMARKS

The student constables of today do not only represent the workforce of the South African
Police Service of tomorrow, but also an investment of billions of the taxpayers’ Rands. It is,
therefore, imperative that they should be empowered to function effectively as police officials
and as human beings and that this empowerment process should be conducted in a cost-
effective manner. The research on the Self-Management Programme has proven thar Police
Social Work Services have made a meaningtul and financially viable contribution to this
ultimate goal. They have enabled recruits to become resilient police officers who will be able

to render a professional service in protecting and securing the communities of South Africa.
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APPENDIX 1:
STATISTICS RE MODULE 4: CONFLICT

MANAGEMENT

SCALES 1 TO 4: CONFLICT MANAGEMENT

TABLE 1.1: THE t-TEST ON SCALES 1 TO 4: CONFLICT MANAGEMENT

SCALE 1: OBJECTIVE KNOWLEDGE

Test n Mean | Maximum standard deviation >p-value d-value
t-test: Pre-test 513 .0.237 | 0.598 <0.0002 0.396
Paired t-test (experimental group) 406 0484 | 0.619 <0.0001 0.781
Paired t-test {conirol group) 107 0.065 | 0.398 0.092 0.163
SCALE 2: SUBJECTIVE KNOWLEDGE
Test n Mean | Maximum standard deviation >p-value d-value
t-test: Pre-test 512 0.157 | 0.673 0.202 0.233
Paired t-test (expertmental group) 405 0.870 | 0.683 <0.0001 1.27
Paired t-test (control group) 107 0.094 | 0.289 0.001 0.325
SCALE 3: ATTITUDE
Test n L Mean l Maximum standard deviation >p-value d-value
t-test: Pre-test
Q1 509 0.086 0.768 0.238 0.111
Q@2 502 0.071 0.653 0.315 0.108
Q3 508 0.069 0.737 0.313 0.093
Q4 509 0.127 0.661 0.057 0.192
Paired t-test (experimental group)
Q1 401 0.543 1.011 <0.0001 0.537
Q2 393 0.313 0.871 <0.0001 0.359
Q3 400 0.250 0.811 <(L0O001 0.308
Q4 401 0.274 0.703 <(.0001 0.389
Paired t-test {(control group)
Q1 104 0.067 0.654 0.298 0.102
Q2 105 0.009 0.507 0.848 0.017
Q3 104 0.038 0.436 0.373 0.087
Q4 104 0.019 0.588 0.740 0.032
SCALE 4: BEHAVIOUR
Test n Mean | Maximum standard deviation p-value d-value
t-test: Pre-test 5313 0.058 0.639 <0.0001 0.090
Paired r-test (expenmental group) 403 0.751 0.661 <0.0001 1.136
Paired t-rest (control group) 107 0.012 0.283 0.639 0.042
SCALE 5:VALUE: CONFLICT MANAGEMENT MODULE
TABLE 1.2: THE VALUE OF THE CONFLICT MANAGEMENT MODULE (SCALE 5)
CHOICES AND RESPONSES o
QUESTIONS n It hadd no 1t had 1t had
or fille below & lotof
raliee arerane ralee | arerage talie rabiee
1. How would you rate the value of the section: G 4 4 293 R
406 847
L “The definition of conflict” (0.99%0) (0.99%) | (25.86%) | (72.17%)
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2. How would you rate the value of the section:

5 5 127 268
“ P q 405 , - 0.849
Rea?ons for conflict” (It included types of (1.23%) 23 | 6136%) | (66.17%)
conflict)
3. How would you rate the value of the section: " id 148 238
] & 4 £9¢
= ; S 405 0.840
Feel-mgs surrf)uudmg conflict” (It included (123%) (3a6%) | (3654%) | (58.77%)
the different pictures that were used)
4. How would you rate the value of the section: . - s 1
= ol Ll 4 o
& = i ict” 406 0.854
“Your behaviour as a resu‘lt of conflict” (It > (1.23%) a2 | 3645%) | (56.9%)
included defence mechanisms, e.g. saboteur)
5. How would you rate the value of the secton: 2 5 "3 i
_ 0 275 =
“Five main strategies for managing conflict” 405 0.850

) #JOE A73%) | 471%) | (27.90%) | (67.90%)
(It included a questionnaire)

6. How would you rate the value of the section: o 0 10 131 265 0836
“Guidelines for managing conflict” (0%) (2.46%) | (32.27%) | (65.27%)

7. How would you rate the overall value of the 405 1 14 116 274 0.843
Conflict Management module? (0.25%) (3.46%) | (28.64%) | (67.65%)

Average 405 4 b kr o 0.865

0.95%) | (278%) | (31.28%) | (65%)

SCALE 6:RELEVANCE: CONFLICT MANAGEMENT MODULE

TABLE 1.3: THE RELEVANCE OF THE CONFLICT MANAGEMENT MODULE

CHOICES AND RESPONSES o
QUESTIONS n 1t bad no It had It had 1t had
or litle below abore a fot of
ralne arerage rabee | arerage valie ruddiee
1. Thc_modulc will have positive impact on my job 406 3 .4 108 29 0.930
performance (0.74%) (0.99%) (26.60% (71.67%)
2. I will be able to apply my new knowledge in my e 2 1 113 286 "
job T (0.50%) (025%) | (28.11%) | (71.14%) T
I will be abl 1 kill t 2 s i 2
3. I will be able to apply my new skills in my job 403 ) , 0.928
PRIy St My ©50%) | (050%) | (30.27%) | (68.73%)
. The module will have a positive impact on my v 3 2 112 287 0555
ability to cope with the challenges of life (0.74%) (0.50%) | (27.72%) | (71.04%) o
5. [ will be able to apply my new knowledge in my di 1 3 116 284 55
daily life (0.25%) (0.74%) | (28.71%) | (70.30%) T
I will be abl 1 kills in my daily life | 402 | 2 > 27 10 | o928
5. I will be able to apply my new skills in my daily life [ 402 e .92
I( PPy my new s Y aaty (049%) | (0.75%) | (31.59%) | (67.16%)
= s ; Sl . 1 8 120 275
7. The module will increase my job satsfaction 404 ; y 0.930
/ 024%) | (1.98%) | (2070%) | (68.07%)
IS Tt lule will i fuctivi 400 0 2 128 270 0.931
. The module will increase my productiviry : .93
© fetease my procuctivii (0%) ©50%) | (3200%) | (67.50%)
9. The module will improve my ability to function in 06 0 2 116 288 ot
work related teams (0%%) (0.49%) | (28.57%) | (70.93%) o
10. The module will improve my ability to render a s 0 2 28 305 0550
good service to the SAPS customers ] (0%) (0.49%) | (24.20%) | (75.31% B
11. All other SAPS personnel should receive this {05 2 5 75 323 ot
405 M5
module 049%) | (1.23%) | (1852%) | (79.75%)
12, If all things are taken into account, this module o 2 10 107 286 0,935
was relevant for my job and personal life ) (0.49%a) (247%) | (26.42%) | (70.62%) o
B 2 4 112 287 ]
Average| 405 . i o . , 0.936
' 037%) | (0.98%) | (27.65%) | (70.86%)
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APPENDIX 2:
STATISTICS RE MODULE 5: ASSERTIVENESS

SCALES 1 TO 4: ASSERTIVENESS

TABLE 2.1: THE T-TEST ON SCALE 1 TO 4: ASSERTIVENESS MODULE

SCALE 1: OBJECTIVE KNOWLEDGE

Test n Mean | Maximum standard deviation p-value d-value
N e 512 | 0.176 | 0.395 0.0003 0.445
Paired t-test (experimental - group) 405 | 0368 | 0.511 <0.0001 0.720
Paired t-test (control group) 107 0.017 0.241 0477 0.070
SCALE 2: SUBJECTIVE KNOWLEDGE

Test n Mean | Maximum standard deviation p-value d-value
tfest et 513 | 6219 | 0.730 0.0317 0.3
Paired t-test (experimental group) 406 | 0913 | 0768 <0.0001 1.188 |
Paired t-test (control group) W07 | 0027 | 0.339 0.420 0.079
SCALE 3: ATTITUDE

Test n Mecan | Maximum standard deviation p-value d-value
e Prastest 513 | 0115 | 0.349 0.0021 0.329
Paired t-test (expenimental group) 406 | 0208 | 0.383 <0.0001 0.543
Paired t-test (control group) 107 | 0039 | 0.227 0.079 0.171
SCALE 4: BEHAVIOUR

Test n Mean | Maximum standard deviation p-value d-value
Fioet rorteat 511 | 0.170 | 0.374 0.3690 0.0454
Paired t-test (experimental group) 304 1 0.260 | 0.445 <0.0001 0.584
Paired t-test (control group) W07 | 0074 0.247 0.002 0.299

SCALE 5:VALUE: ASSERTIVENESS MODULE

TABLE 2.2: THE VALUE OF THE ASSERTIVENESS MODULE

CHOICES AND RESPONSES o
QUEST!ONS n It bad ne 1t had It bad 1t had
ar it below wbare a lot of
rakee areryge sadve | arerage ralue reabue
1. How would you rate the value of the section: 106 1 I 103 291 0,840
“The definition of assertiveness” (0.25%) (271%) | (25.37%) | (71.67%) ’
2. How would you rate the value of the section: . " 118 -
“The difference between passive, self assertive | 406 - 0.850

4 e Db 025%) | (271%) | (20.06%) | (67.98%)
and aggoressive benhaviow

3. How would vou rate the value of the section:
3 405 1 G 114 284

15 g ] - ; s i 5 o ).838
P§r§onal rights” (It included the rights of each (0.25%) (148%) | (38.18%) | (70.12%) 0.838
individual)

4. How would you rate the value of the section: 106 2 20 155 229 0.843
“An assertive philosophy” (0.49%) (4.93%) | (38.18%) | (56.40%) R
5. How would you rate the gverall value of the 405 2 20 110 273 0.854

module 0.49%) | @94%) | @7.06%) | w6141 | O

1 14 120 271

erige )6 z z 0.872

Aversgel 406 | 3400 | 35%) | 2159 | 671%) =
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SCALE 6:RELEVANCE: ASSERTIVENESS MODULE

TABLE 2.3: THE RELEVANCE OF THE ASSERTIVENESS MODULE

CHOICES AND RESPONSES o
QUESTIONS n 1t bad no 1t had It bad 1t had
or {ittle below abary a ot of
ridee averdge talie | arcrage ralue teatiee
1. The module will have positive impact on my job 406 1 3 112 290 0,953
performance (0.25%) (0.74%) (27.59%) | (71.43%) o
. F 1 o 114 288
2 1 will be able to apply my new knowledge in my job 404 l_ i 0.950
: 0.25%) | (025%) | (28220 | 71.29%)
; Syl 1 1 106 296
3. 1 will be able to apply my new skills in my job 404 2 ~ . ’ 0.949
' 0.25%) | (0.25%) | (26.24%) | (73.27%)
§.  The module will have a positive impact on my ability to 405 1 Z 106 296 0,950
cope with the challenges of life {0.25%0) (0.49%) | (26.17%) | (73.09%) o
C ; ; . - 1 1 Mz 291 "
5. [ will be able to apply my new knowledge in my daily life | 405 o - - 0.950
: : : 025%) | (0.25%) | (27.65%) | (71.85%)
. o o ] 2 110 293 )
. Iwill be able o apply my new skills in my daily life 406 . 0.953
; 025%) | (049%) | (27.09%) | (72.17%)
: e : : : — 0 7 121 27 .
. The module will increase my job satsfacton 405 0,951
; (0%%) (172%) | (29.87%) | (68.39%)
Is ; e ny - [ 5 129 27 -
. The module will increase my productivity 405 0.953
©25%) | (1.23%) | (31.85%) | (66.67%)
9. The module will improve my ability to function in work 404 u G 109 295 0051
related reams (0%) (0%) (260.98%) | (73.02%) i
10. The module will it‘n‘prnvc my abiliry to render a good o 0 7 _ 3 . 9*{ _307 0,952
service to the SAPS customers (0%5) (0.74%) (23.27%) | (75.99%)
4\ e . ) 3 4 31
11. All other SAPS personnel should receive this module 105 ; . 5 S (4,955
(0%) 074%) | (2074%) | (78.52%)
12. If all things are taken into account, this module was 404 2 8 90 309 0.953
relevant for my job and personai life (0.50%; (1.98%) | (22.28%) | (75.28%) o
- 1 3 108 294 e
Average| 405 ) ) 0.955
: 0.28%) | (0.74%) | (26.49%) | (68.39%)
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APPENDIX 3:
STATISTICS RE MODULE 7: STRESS
MANAGEMENT

SCALES 1TO 4: STRESS MANAGEMENT

TABLE 3.1: THE t-TEST ON SCALES 1 TO 4: STRESS MANAGEMENT

SCALE 1: OBJECTIVE KNOWLEDGE

Test n Mean Maximum standard deviation p-value d-value
t-test: Pre-test 471 0.232 0.426 <0.0001 0.544
Paired t-test (expenmental  group) 348 0.397 0.484 <0.0001 0.820
Paired t-test (control group) 123 0.040 0.254 0.0835 0.157
SCALE 2: SUBJECTIVE KNOWLEDGE
Test n Mean Maximum standard deviation p-value d-value
t-test: Pre-test 471 0.235 0.691 0.0006 0.340
Paired r-test (expeamental  group) 345 1.054 0.708 <0.0001 1.488
Paired t-test (control group) 123 0.018 0.275 0.4765 0.065
SCALE 3: ATTITUDE
Test n Mean Maximum standard deviation p-value d-value
t-test: Pre-test 470 0.041 0.376 0.256 0.109
Paired t-test (experimental group) 346 0.644 0.542 <0.0001 1.188
Paired -test (control group) 123 0.024 0.262 0.3053 0.091
SCALE 4: BEHAVIOUR
Test n Mean Maximum standard deviation p-value d-value
t-test Pre-test 471 0.127 0.709 0.0770 0.179
Paired r-test (expenmental group) 346 1.106 0.842 <0.0001 1.313
Paired t-test (control group) 123 0.015 0.276 0.5319 0.054
SCALE 5:VALUE: STRESS MANAGEMENT MODULE
TABLE 3.2: THE VALUE OF THE STRESS MANAGEMENT MODULE
CHOICES AND RESPONSES o
QUESTIONS n It had no 1t had It bad It had
ar it el abore a faf of
rubve arerase rabte | arerage rafie rakbe
1. How would you rate the value of the section: 345 5 2 57 281 0.807
“What is stress exactly?” (1.45%) (0.56%) (16.52%) | (81.45%) :
2. How would you rate the value of the section: 343 2 5 43 293 0793
“What causes stress?” = (0.58%) (1.46%) (12.54%) | (85.42%) :
3. How would you rate the value of the section: 345 1 9 86 249 0.791
“The physiology of stress” ) (0.29%) (2.61%) | (24.93%) | (72.17%) '
4. How would you rate the value of the section: 45 1 13 95 236 0782
“Strategies for thriving on stress” * (0.29%) (3.77%) | (27.54%) | (68.41%) e
5. How would you rate the value of: the section: 344 1 3 67 273 0782
“Trauma” > 0.29%) | (0.87%) | (1948%) | (79.36%) | ~°°
H Id h il value of the module | 344 ' > L 6> | 0781
I6. How wouid you rate the overall value of the module 3 (0.29%) (087%) (21.80%) | (77.03%) :
2 6 71 266
Average| 344 | 5700 | 739 | postow | @raow | 0818
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SCALE 6:RELEVANCE: STRESS MANAGEMENT MODULE

TABLE 3.3: THE RELEVANCE OF THE STRESS MANAGEMENT MODULE

CHOICES AND RESPONSES [+ ]
QUESTIONS n 1t bad no 1t had It had It had
or little below abiee a ol of
ruabeee arerage tabee | arerage vade raf
I. Th le will itive imp: job performance | 344 : ; * st 0952
. ¢ module will have positive impact on my job performance 0.29%) ©29%) @151%) (77.90%) h
: . . 1 2 7l 269
%2. [ will be able to apply my new knowledge in my job 343 0.29%) ©058%) (20.69%) (78.429%) 0952
. N . 1 2 72 266
E I will be able 10 apply my new skills in my job 341 0.29%) (0.58%) PRI 78%) 0951
#.  The module will have a positive impact on my ability to cope 144 i 1 66 276 0951
with the challenges of life 0.29%) (0.29%0) (19.18%) (801L23%0) ’
1 will be abl | knowledge in my daily lif 343 ! 3 0 a1 0953
wi able to apply my new knowledge in my daily life = (0.29"%) (1.45%) (20.40%) (77.84%) .
: s x . . | 4 73 266
I will be able to apply my new skills in my daily life 344 0.29%%) (1.16%) 21.22%) 07.32%) 0952
- 3 . . 1 4 85 253
; 34 2
7. The module will increase my job satisfaction 343 (0:29°%) (116%) (24.78%) (73.76%) 0952
The module will increase my productivit 342 ! : oo 56 (0.952
. FASEY prochcHvIty S| a9 (0.87%) 23.97%) | (74.85%) :
. The module will improve my ability to function in work 144 1 1 77 265 0951
related  teams (0:29%} (0.29%0) (22.38%5) (77.03%0) ‘
10. The modute will improve my ability 10 render a2 good service 343 1 2 52 288 0952
1o the SAPS customers (0,290} (0.58%) (15.16%) (83.96%) :
] . 1 1 51 291
11. All other SAPS personnel should receive this module 344 029 0.29%) (14.820%) (84.59%) 0953
12. If all things are taken into account. this module was relevant 344 1 1 56 286 0953
for my job and personal life (029%%) (0.29%) (16.27%) (83.13%) :
1 2 69 247
3 C
Average) 3431 o0y | (65 | (20.12%) | 78910y | 09
Section 4: Appendixes 161




APPENDIX 4:
STATISTICS RE MODULE 8: SUBSTANCE
DEPENDENCY

SCALES 1TO 4: SUBSTANCE DEPENDENCY

TABLE 4.1: THE t-TEST ON SCALE 1 TO 4: SUBSTANCE DEPENDENCY

SCALE 1: OBJECTIVE KNOWLEDGE

Test n Mecan Maximum standard deviation p-value d-value
t-test: Pre-test 502 0.247 0.465 0.0001 0.53
Paired t-test (experimental proup) 382 0.776 0.493 0.0001 1.574
Paired t-test (control group) 119 0.056 0.288 0.033 0.194
SCALE 2: SUBJECTIVE KNOWLEDGE

Test ] Mean Maximum standard deviation p-value d-value
t-test: Pre-test 502 0.153 0.700 0.024 0.210
Paired t-test {experimental group) 381 1.137 0.704 0.0001 1.615
Paired t-rest (control group) 120 0.045 0.226 0.029 0.199
SCALE 3: ATTITUDE

Test o Mean Maximum standard deviation p-value d-value
t-test: Pre-test 501 0.034 0.316 0.287 0.107
Paired r-test {(experimenral group) 380 0.267 0.379 0.0001 0.704
Paired t-test (control group) 119 0.023 0.237 0.292 0.097
SCALE 4: BEHAVIOUR

Test n Mean | Maximum standard deviation p-value d-value
t-test: Pre-test 501 0.070 0.400 0.059 0.175
Paired t-test (experimental group) 382 0.261 0.421 0.0001 0.619
Paired t-test (control group) 117 0.038 0.218 0.061 0.174

SCALE 5:VALUE

TABLE 4.2: THE VALUE OF THE SUBSTANCE DEPENDENCY MODULE

choices and responses

| «

It had It had
o [l e T i e
average | average
value 2 value
value value
1. [How would you rate the value of the secuon: 376 5 4 65 302 0.902
“Definitions of abuse and dependency” g 1.32%) 1.06%0) 17.28%) | (80.31% b
cp Y ) ) )
2. How would you rate the value of the section: 376 14 2 80 280 0.894
“Why do people take drugs?” . 3.72%) (0.53%) | (21.27%) | (74.96%) )
3. How would you rate the value of the section: 12 5 98 %1
“List of h 3 T a 0.890
ad;ti:isir:ﬁ:lassu and the way that they are 376 (3.19%) (132%) | (26.06%) | (69.41%) 0.89
4. 1ow would you rate the value of the section: 175 8 5 82 280 0.891
“Legal substances” 2| (2.13%) 1.33% 21.86%) | (74.66% :
g ) )
5. How would you rate the value of the section: 376 20 7 71 278 0.888
“Illegal substances” (5.31% (1.86%) | (18.88%) | (73.93%) -
. How would you rate the value of the section: 376 20 8 85 263 0.896
“Alcohol as a legal substance” ' 6.31%) | @129 | 2260%) | (©994%) |
. How would you rate the value of the section: 376 8 4 72 292 0.895
“Treatment” S @iz | (1.06%) | (19.14%) | (77.65%) '
B. Tlow would you rate the overall value of the Substance 375 11 5 72 287 0.891
Dependency module? C (2.93%) (1.33%) {19.20%) | (76.53%) )
- 12 5 78 280 —
Average| 37° , y ; 0.905
weragel 375 | 3050 | (3200 | 2078%) | gasiw | MO0
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SCALE 6:RELEVANCE

TABLE 4.3: THE RELEVANCE OF THE SUBSTANCE DEPENDENCY MODULE

] CHOICES AND RESPONSES
It had It had
QUESTIONS n | Iehaded | G, above It bad o
or litdle N it alot of
value rage i value
value value
. The module will have positive impact on my job 370 3 1 59 307 0.960
performance (0.81%) (0.27%) | (15.95%) | (82.97%; )
= . . e M pe s 2 2 3 63 302 N O5C
l?_. [ will be able to apply my new knowledge in my job 370 545 | ©819%) | 17.03%) | @162%) 0.959
3. 1 will be able to apply my new skills in my job 369 2 4 oL £0 0.958
: ? PP ey new SRS nmy ) ) 054%) | (1.08%) | (18.16%) | (80.22%)
b, The module will have a positive impact on my ability to 370 2 3 65 300 0.958
cope with the challenges of life (0.54%) (0.81%) (17.57%) | (81.08%) ’
R I T 3 2 60 305 _—
5. [ will be able to apply my new knowledge in my daily life | 370 (0.81%) (0.54%) (16.22%) | (82.43%) 0.958
[ will be abl ly oy new skills in my daily Tife 69 | 2 5 6> 29 | 097
W ¢ able to apply my new skills m my datly ie 20 (075‘_‘1“/“) f'0,81°/o) (17.6?.0/0) (81.03%) X
The module will increase my job sausfaction 369 ! % oF 2 0.959
i i CEREIPESaRIRE ©27%) | (.08%) | (8.16%) | 8049%) |
. =5 : 1 3 68 297
8. The module will increase my productivity 369 0.27%) (0.81%) (18.43%) | (80.49%) 0.960
The module will improve my ability 1o function in work 360 2 1 65 304 0.960
related reams (0.54%) (0.27%) | (17.62%) | (81.57%)
10. Thc‘mmlu]u will improve my ability to render a good 170 1 4 50 315 7 0.959
service to the SAPS customers (0.27%) (1.08%) (13.51%) | (85.14%)
. : 5 . 3 1 42 324
/ s ADPS e N CCeIVE 3 .

11. All other SAPS personnel should receive this module 370 (0.27%) (1.08%) (1135%) | (8757%) 0.961
12 if all things are taken into account, this module was 370 2 2 42 324 0.960
relevant for my job and personal life (0.54%) (D.54%) (11.35%) | (B7.57%) )

2 3 59 306
e 2z
versse SO0 054%) | ©81%) | (1594 | s270m | 2792
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APPENDIX 5:
RESULTS OF THE FOCUS GROUP DISCUSSION OF
MODULE 4: CONFLICT MANAGEMENT

The information that was generated by means of the focus group discussions is provided here. It
takes on a form of a summary and the interpretation of the data is also provided. A total of 11
questions were posed and discussed during the focus groups discussions: These questions covered
three facets namely the impact of the module — the extent to which the module’s outcomes were
achieved, the relevance of the module as well as the long-term effect it had on the recruits’

knowledge, attitude and behaviour.

Besides basic information such as identifying particulars (Section 1) and a standard introductory

staternent (Section 2), the results of the discussions are summarized in Section 3 and the nature

and implications of the responses on the individual questions are provided in Section 4.

Section 1: Identifying particulars

Place of session: Western Cape & ézuteng-Prowhces

Date ofsession: | 2005-08.02 & 2005-08-16

Numberof | 23 :

| tespondents 1

Gende; é;respoﬁaent; f 7 Mal;f | 7 : _Fe;male »
- 20 3

Raceofespondents |  Asian | Black | Colowed | White

. . — ,- r 14,. " ,9 : ‘ -

Section 2: Basic introductory statement

Welcome once again!

About seven months ago you started your Basic Training in a SAPS Basic Training Provision
Institution. Part of that taining was Theme 3: Self-Management that was presented to you by a
Police Social Worker. The goal of that programme was to empower you with certain knowledge

and skills for your future in the SAPS.
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Now you have been chosen as a member of a discussion group in a research project into the
effectiveness of the “Self Management” programme. This programme was a large and
expensive initiative and we must know how effective it is in meeting the needs of student

constables. For this we need your help to enable us to serve you and your colleagues better..

Although this discussion will be taped, all the names of the participants will be kept confidential.

The results of the discussions may be published in a PhD thesis at the North-West University.

You will help us in this process by completing the following questions, which summarises the

discussions that wé had on this opic.

Thank you very much for your cooperation.

Section 3: Summary of results

From the focus group discussions and the responses to individual core questions (see Section 4),

the following overall trends came to the fore:

» Impact of the module

The impact of the module after seven months on the attitudes and behaviour of recruits was
evident. It led to the development of changed behaviour patterns. They could stll recall the
different conflict handling styles, which confirms that the use of metaphors (linking the conflict
handling styles to certain animal behaviours in conflict situations) together with role plays was
successful. These methods re-enforced the positive cutcome of conflict resolution when using

the different conflict handling styles wisely.

> Effect on relationships

The recruits mentioned consistently that this module sharpened their communication skills,
especially listening skills. Appropriate and confident use of communication skills are crucial in

doing their work effectively as police officials as well as in maintaining personal relationships.

» Effect on the individual

The recruits mentioned mostly that the module assisted them in the following:
0 Increased self-confidence

Improved personal motivation

Increased job satisfaction

FExpanded knowledge on the self, life and its challenges

o o O 0O

Ensured a greater understanding of different people and their habits/conduct ete.
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Section 4: Responses to individual core questions and their
implications

1. The outcomes of the module

' 1.1 Core question: To what extent did you become aware of the effect that your personal

| Some individual tesponses:

conflict management style has on your relationships? Please motivate your answer

1.1.1 [t made me realize that life has its ups and downs
1.1.2 Ttis always important to open up and listen to others’ views or thoughts
1.1.3  Before I used to give in when having an argument, after this I will be able to act more like an owl.

| 1.1.4  Since my childhood I am peace loving I don’t believe in violence when you want something
| 1.1.7  Understanding you colleague’s conflict handling style will improve relations and productivity

1.1.9  To be approachable will help when solving conflict situations

| 1.1.10 1 you are aggressive, it will make conflicts worse
[ 1.1.11 I like to respect others, also when in a conflict situation

1.1.12 T like to share differens views with my friends or colleagues

1.1.13  After the lecrure of the social worker at the college, that is where [ found out that I am an owl and
is been effective undl today and it gives me the positive attitude rowards my work, friends, family
and relationships

1.1.14  Someumes 1t makes me angry because some other people take advantage if they see that [ am very
calm and opea person.

Trends
o Understanding and sensitivity towards the usage of the different conflict management styles is a
positive step towards solving a conflict situation

| o Utlizing the conflict management styles correctly improved communication and listening skills
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2. The relevance of the module

| 2.1 Core question: To what extent did the module have a positive impact on your job

|

performance/productivity? Please motivate your answer

Some individual 'resp(i)nses:
211 It helped to manage difficult situations

| 21.2  li has highlighted me about how to work with people

213 It helped me to understand people berter and improve my skills to work with different kinds of
people

[ 2.1.4 T have learned that each and everyone has a certain conflict handling style and I need to appreciate

that

| 215 1 feel more comfortable in dealing with people who have negative attitudes towards me

| 21.6  To always approach my job with a positive mind which results in me getting more experience in

working productively, being friendly and co-operauve with different people
2.1.7 It helped me to do my job properly and be productive
218  1like to communicate propetly when trying to solve a conflict

| 21.9 By being positive, helps me to be more productive and experience less conflicts
| 21.10 Tt helped me to understand work challenges better

2.1.11  Iam soll uncomfortable when dealing with a conflict situaton and stll tend to get aggressive

Trends

o Managing and resolving conflict situations improved

o Relations with others improved, which created a conducive atmosphere for productivity
o More application of styles is necessary to experience the positive effect thereof
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2.2 To what extent were you able toiapply the new knowledge and skills in your job? Please
monvate your answer:

2.21 I have ot \u had the oppommlty or situation whereby [ can be able to tell an honest answer
221  To work in groups is challenging and there is where [ had to uy out the different conflict handling
styles
222 lcould try the styles out with my colleagues I had trouble with
| 223 It helped me to handle the emotions of people and to calm them down
| 224 To approach each and every situation positively
| 225 I had already to handle stressful conflict situations in the work environment
226 I could help colleagues and family members to solve conflicts
2.27  To accept my mistakes when [ did wrong
2.2.8  The knowledge and skills I gained regarding solving conflicts helped me to solve conflicts in the
workplace
229  Talready had lots of opportunities to deal with conflicts in the workplace
2.2.10 I can make a difference by improving service delivery and providing service to the community
| 2211 Tam improving a lot since T have been applying the different conflict styles
2212 The knowledge and skills that I’ve been taught, helps me to make my job easier as [ apply it to

each and everybody
Trends

| o Applied the conflict management styles within groups and with individuals, outcome was increased

confidence, better relations with colleagues
o Effect of applying the styles is positive — boosting self-confidence and i nnprmmg relations

| @ 4 positve atdtude also improved productvity
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2.3 To what extent did the module have a positive impact on your ability to cope with the
challenggs ot ler> Plcase motivate your answer

| 231 It htlptd in a manner that [ had to change my style of 1ppro’1chmg people and also I have to bc

careful with other people’s beliefs

)
e
N

Now [ can cope with the challenges of life because I learned how to deal with difficult situations

better

B

[ am more prepared to handle different sirvations

234  Iknow that there are challenges and I must be ready to deal with them

23.5 I realized that in life I don’t have to give up. I must know that sometimes there is bad things to
come and I must be prepared to deal with them

23.6  Lifeis challenging and [ am capable to face 1t

23.7 It has boosted my knowledge on copiag with people with different perspectives

23.8 1 have learned that there are some problems that can not be solved alone, you must seek some
help from someone who has more knowledge

2.39  Tam able to approach each and every situaton positively

2.3.10 ‘The fact that I know better how to solve conflicts, relieved stress I experienced due to conflicts

23.11 To become a guide to other people and also 1n my family

2312 To accept and ke responsibility for mistakes I've made

2.3.13 1 gained more confidence when I saw the conflict handling styles that [ applied, really worked

2.3.14 1 understand the challenges of life better feel posieive about dealing with them

23.15 More knowledge made me more confident

Section 4: Appendizes 167

Ry S

e T LA L e ¢ iy i LI



Trends

@ Had a positive impact on their attitude as they feel more confident to deal with conflict simations
o The effect of applying the conflict management styles improved relations

o Recruits cope and behave more positively towards conflict situations, instead of ignoring them or
becoming stressed

T Y e R Y R e e O L P T e T P O W A e s T Y 0 o PR TR 0

| 2.4 To what extent were you able to apply the new knowledge and skills in your daily
life? Please motivate your answer:

| 24.1 My family is saying that they can see that I have leamed a lot, also when I deal with conflicts with
them

ST pee

| 24.2  In my daily life I apply the new knowledge and skills and this helps me to get along with people
‘ 243 I understand people better *
| 244 My conduct changed positively and my attitude towards others are better ;
| 245 I am making friends more easily than before, because I felt more confident after attending the 1
social worker’s course j

| 24.6 Through that knowledge I've learned, [ am more able to choose nght from wrong, to appreciate i
other people and be appreciated by others J'

' 247 T am more prepared to deal with challenges confidently 4
| 24.8  When you are in a specific situation, it is difficult to deal with 1t if you do not have the rght skills "}
to do so ..

| 24.9  The knowledge and skills that have made me to see hife differently and from a positive angle, 1’
|

' Trends 1
© The recruits’ relations with colleagues and family members improved when they started to apply the

i ‘c?uﬂjct management _sFyles cpnﬁdemly . ' o 1‘
| © They expressed a positive attitude with regard to dealing with conflict situations |
e T e B e ety = S = |
2.5 To what extent did the module increase your job satisfaction? Please motivate your é

. answer |
25.1  Tam not yet sure

| 252 Tt helped me to know and enjoy my job
This module helped me to feel satisfied with my work
Yees, because my job 1s to serve and to help people and I feel more confident to do it
Some of the people came and asked for advise I can help them according to my knowledge

1
| 256  Not yet, because I never went through to the job.

Trends
| o Job satisfaction increased as it improved confidence 1n work and assisting people
o Not yet sure

e e T L T R R e ST A s TSR SraCrINETE = P T N TR R P S IS TN
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| 2.6 How would you rate the value of this moduleD Please monvate your a answcr

| 2.6.1 [he module helped me to bccomc motivated arlcl confident when dealing with peoplc and life |
itself

| 2.6.2  This module has value, it has impact, because it shows or teaches us more about life and to cope

with challenges

| 263 Tt highlighted me about how to live my life and also to know myself

264 Before I dido’t even kaow if [ am aggressive or not i

2.6.5 Tt has opened our minds to the extend that there are people who will not like whar we are doing !

outside and then we will need these skills
266 Yes, it has value - [ know and understand myself better
2.6.7 I know myself better than before
i 26.8  This module is good 1n ways that it helps us to see the challenges of life in a positve way

\
[ 26.9  lris valuable to us all and not just to police officers.

R T o T T i

| Trends
| o Expanded knowledge with regard to self, life and its challenges
| @ It improved motivation

TR T
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| 2.7 How would you rate the relevance of this module? Plcmc mouvate your answer.

{271 It hdpcd to manage rhe workplace and the f'tmll} enviropment bcttcr

| 27.2 It has given me the knowledge how to deal with the problems on a daily basis.

| 273 To deal with daily conflict

| 274 Yes,it exposed me 1o solve problems if there s an internal siruation

| 275 Yes, itis relevant because [ use it daily, so now [ know how to differentiate

| 27.6 Tt makes me feel better because next time if [ find the situation like this T know how to solve it
2.7.7  Itis highly relevant as we are facing the daily life, job, problems and conflicts
2.7.8  ltis relevant for everything in my life.

| Trends
| e The skills assisted in mamgmg conflict 1ppropnatcl) in the workplace and family life

TR e " T e
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3. Knowledge, attitude and behaviour

31 To what extent do you think this module changed your knowledge on the subject of
couﬂlct# Please motivate your answetr.

3.1.1 A\lwax s listen to what the other pcrson has to say before ]udgmg that pel\()l'! ‘and one must also |
avoid assumptions |

3.1.2 It has changed that way [ solve problems, I have to solve the problems in the way that the two

1 parties can be happy

3.1.3 T useto withdraw when involved in a conflict situation but now [ have learned that through
peaceful approach conclusions can be reached without having grudges, and I am more discipline
than before |

3.1.4  The knowledge that I ger from the conflict management is to be always have a positive mind set
when it comes to difficult simations

3.1.5 Tt taught me to calm down when solving a matter put aside my differences and atttudes and try to
get a solution to both parties in righttul manner.

e A BT S e O M O T = TS SFIEESE S w5 in 5 v YT T
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Trends
| @ Sharpened communication skills

|
o

& \Pp]\ conflict management Sl'}"l(.‘S morc Cff(‘.‘CflVC]}"
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3.2 To what extent do- you think this module changed your attitude towards conflict?
Pleaqe motwate your answer.

2 .I \[uqt in most cases try to shzre our problcms wuh others
3.2.2 It helps me to be good person, I know now who I am and how to handle stressful situations
523  Ileamed not to approach situations and/or other people with a negative attitude
3.24  Always uy to have a positive attitude with whatever I do or with whom 1 am working with
3.2.5  Posttive attitudes always pays positve results
3.2.6  Before I was short tempered, now I know how to behave well in front of my friends
327  With a positive atdrude you get better results
3.28 Now people like me because I am always positive
3.2.9  Irchanged me a lot since as sometimes I get emotional and angry which something was wrong as
you have to listen to other people’s advice.
| Trends
| o The effect of a positive attitude improved relations and better results of difficult situations were
experienced
e e

CarT

(3]

3.3 To what extent do you think this module changed your behaviour r regarding conflict?
Please motivate your answer.

3.1 ‘\lways accommnd'ue the OLher pu)p!e s rehgions
33.2  Always explain my feelings to the other person though sometimes it is difficult
3.3.3 I have changed a lot
334 I am a better person and [ like to thank all the people who came to do this module
3.3.5 My behaviour changes for the better than it was before
3.3.6 I have learned that with good behaviour you eam respect from others

337  People view you as a role model if you have a good behaviour, you feel accepted by society

3.3.8 My bebhaviour has completely changed, before [ was not able to accept difficult situations

| 33.9  Itdid my behaviour good, as now [ am more disciplined than before.

Trends

©  Recruits expenienced a positive change in their behaviour and it resulted in better relations with other
people

¢ They understand and qppmnch peopk differently than before

e T = e R e S B AT S T B B e e B e T G e
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APPENDIX 6:
RESULTS OF THE FOCUS GROUP DISCUSSION OF
MODULE 5: ASSERTIVENESS

The information that was generated by means of the focus group discussions is provided here. [t

takes on a form of a2 summary and the interpretation of the data is also provided. A total of 11

questions were posed and discussed during the focus groups discussions.

These questions

covered three facets, namely the impact of the module — the extent to which the module’s

outcomes were achieved, the relevance of the module as well as the long-term effect it had on the

recruits’ knowledge, attitude and behaviour.

Besides basic information such as identfying particulars (Section 1) and a standard introductory

statement (Section 2), the results of the discussions are summarized in Scction 3 and the nature

and implications of the responses to the individual questions are provided in Secdon 4.

Sect10n 1: Ident1fy1ng pamculars

Place of session:

Date of session:

Number of
! respondents
Gender of tespondems | 1. Mate
22

| Race of respondents

T Y Y S

2005- ()8 02 & 70()3 Ub—lé

. B /(IL'J%.

14

Wcsrem Cape & Gauteua Provinces

2. Female

|
e e R
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Section 2: Basic introductory statement

Welcome once again!

Abour seven months ago you started your Basic Training in a SAPS Basic Training Provision

Institution. Part of that training was Theme 3: Self-Management that was presented to you by a

Police Social Worker.

and skills for your future in the SAPS.

The goal of that programme was to empower you with certain knowledge

Now you have been chosen as a member of a discussion group in a research project on the

effectiveness of the “Self Management” programme.

This programme was a large and

Section 4: Appendixes
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expensive iniuatve and we must know how effectve it was in meeting the needs of student

constables. For this we need your help to enable us to serve you and your colleagues better.

Although this discussion will be taped, all the names of the participants will be kept confidential.
The results of the discussions may be published it a PhD thesis at the North-West University.

You help us in this process by completing the following questons, which summarises the

discussions that we had on this topic. Thank you very much for your cooperation.

Section 3: Overall trends and implications

From the focus group discussions and the responses to individual core questions (see Section 4},

the following overall trends came to the fore:

» Impact of being assertive

The recruits experienced that being assertive has a positive impact on relations. Especially when
dealing with difficult people, this tool helps them to be reasonable and professional. They
experienced that being assertive improves relations and builds self-confidence. Therefore, the use

of assertiveness enables them to experience work, life and people positively.

P Effect on knowledge, attitude and behaviour

The recruits understood the difference between passive, aggressive and assertive behaviour and
the consequences of each of the styles. The use of assertiveness improved their feeling of being
professional. [t also helped them to express themselves in an adult manner and with this

behaviour they managed not to violate the rights others

Section 4: Responses to individual core questions and their
implications

1. The outcomes of the module

1.1 To what extent did this module help you to become more assertive? Please motivate your
answer

1.1.1  Firstly, [ was aggressive but after this programme I can see that aggressiveness is not the way to
lrve, | must become assertive

| 1.1.2 I have learned how to be assertive

1.1.3  To validate situations and know when to behave assertively

1.1.4  When you express your feelings honestly, not to forget the rights of other people

1.1.5  Personal sausfaction by not viclating others” human rights should be taken into consideravon.

1.1.6 T feel more able to behave assertively in all kinds of siuations

1.1.7  Given the effects of what the basic training had on my personality I think the module has made

me realize the importance of being assertive

T TR e
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11

.8

The assertive module made a big difference in my life with regard to my behaviour and attrude

towards my job

1.1.9 Tt gives me more courage to deal with other people, especially when they are assertive iy
| 1.1.10  To manage yourself in 20 adult manner and not to be aggressive when dealing with difficult i
| aspects !
| 1.1.11 To treat the next person as a human being and to generate assertiveness 5
| 1.1.12  To approach people in a friendly, adult way so that you can get good results {
' 1.1.13 It helped me to handle situations in a reasonable manner "
| 1.1.14  Assertiveness is better than aggressiveness. ;g

1.1.15 The module has served as an eye-opener. é
' Trends ;
| The recruits received the following insights with regard to assertiveness: é
| @ Bemg assertive helps a person to be reasonable when deahng with other people il

e T |

2. The relevance of the module

2.1 Core quesuon" To what extent did the module have a pObl[tV gii;nipact onyourjob i
! performance/productlvltv* Please motivate your answer ;
El.l I think it will have a positive impact, bccause when I am oxn duty I must not violate the nghtq of
i‘ the community i
| 21.2 I have to work hand in hand with the community 3
| 21.3  Itwill help in the sense that professionalism is very important when rendering the service to the
| public
| 2.1.4 I am more confident to de my job i
| 2.1.5 Ths module will help me to be professional, irrespective of different job situations ;
| 2.1.6 It has a positive impact and I am mouvated to render a professional service ;
.. 2.1.7  The module has indeed a positive impact because it leads me to approach the job professionally
i and render services without any problems ;
| 2.1.8  To become assertive when performing your dudes, to be polite and to act in a good manner ‘
| 21.9 It will have a positive impact in my future job performance and rendering of good services '
| 21,10 I sull need ume to see if it will impact on my job performance i
| 2111 [ will be able to handle myself in 2 professional way }
| Trends ]

The following aspects were important to the recruirs:

@ _]Ob sanschnon/producm ity will increase when you behave profc%wmll) towards the commumry

R E

To what extent were you able to apply the new knowledge and skills in your job? Please
motivate your answer:

[ want to give every Lhmg for my job 'md this module w 111 hc,lp me to do so
[ am going to apply all the knowledge I learnt from this module
[ will be able to render a professional service

Presently, I could apply my new knowledge and assertiveness skills at a higher level, as ar the

Section 4: Appendizces
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training institution we never got the chance to apply those skills

225  Difficult to apply during training, will now be able to apply the assertiveness skills

226 Wil be able to apply the assertiveness skills

227 At the training institution [ was unable to apply it, but [ think now I can apply it when the
opportunity arises

2.28 Iam committed to render professional sesvices

229 I will be apply the new knowledge and skills in my job when the opportunity arises

2210 Tam no longer quick in responding to whart other people are saying, 1 first listen then respond

Trends

Recruits regarded the following as important

o They mtend to apply it successfully in their work environment

2.3 To what extent did the module have a positive impact on your ability to cope with the
challenges of life? Please motivate your answer
231 I fecl better equipped to deal with life’s challenges
| 232 I am more positive in dealing with difficult situations
233 I am menully prepared and practice it in everyday life
234  I'will be able to cope better with any challenges that may arise
235  There are different needs from different people and 1 feel equipped to deal with them
23.6  The module has taught me to be assertive even under some situatons that are demanding
237 I can be assertive as a human being and as a person
2.3.8  With the ability of assertiveness, I managed to cope with every obstacles | came across and it
makes to have a positive attitude towards everything
2.3.9  Being assertive it makes one to be healthy and relaxed
| 23.10 It has a positive impact on my ability to cope with the challenges of life
| 2.3.11 I have to be assertive not aggressive at home or at work, it ensures positive relations
2.3.12 Life is good whea your approach it in a good manner
Trends

| The recruits are of the opinion that:

@ They have a positive attitude towards the use of assertiveness in their daily conduct

T E———
2.4 To what extent were you able to apply the new knowledge and skills in your daily
life? Please motivate your answer:

241 If the social workers have not come that day T wouldn’t have known about this knowledge and
now [ am able to apply it — it improved my life

24.2 It was difficult during training to apply assertiveness, now that [ am more exposed to the work
situation it became important to apply assertiveness skills

243 The life during training was very different to the lifc 1 asn exposed o now, I find it very important
to apply assertiveness skills in all spheres of Life

244 It helped me to cope with different situations and how | communicate to my colleagues
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| Trends
The recruits felt chat:

| @ Application of assertiveness in spheres of life is important as it results in improved relatons and builds

self-confidence

ey N N e NI
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|25 To what extent did the module increase your ]ob  satisfaction? Please motivate your
answer

| 2.5.1 T'here was no time to consider you;self being seLF—asserme dunng basic Lm.mmg

25.2  The enviconment under which the basic training took place, were not conducive in applying

AL TN S T

assertveness

253  The environment itself was not conducive to that, but at the moment it contributes to increasing

P SRS

my job satsfaction
It enables me to be bold and strong to face the real world

5.4
255  Pve managed to adapt to the situation and difficulties of training

i Trends

[ It was important to the recruits that:

| © They could not apply assertiveness during basic training circumstances, however, they are prepared to

P

1 do so in their current work environment

2.6.1 It highlighted to me to work with d.lffercnr people and how to handle different atttudes of people
outside ‘

i 2.6.2  Itis important because it will help me conduct myself professionally in a work/family situation and |

j outside the work situation. 5

| 263  Also to be able to restructure my mind set in order to deal with the different attitudes of people

: 6.4 It has a positve value as it enabled me to face the future in a positive manner

| 265  Yes it helps me, especially when I am supposed to deal with people in the working environment 1

| 2.6 It helped to change my attitude

6

7 It helped me to understand the behaviour of the others

8  On how to conduct myself on dealing with different people who approach me in a certain negatve
way |
| 2.6.9 Opened my mind to become rather self-assertive than being aggressive |
| 2.6.10 It will help me to deal with negative people outside better

| 2.6.11 Before I was so aggressive and now I have changed to be assertive

SPRESE I

| 26.12 Helps me to accommodate other people, their atttudes, behaviour and beliefs

| Trends

Recruits valued the module as follows:
| ® Assertiveness is a very important tool to use when dealing with people
o It impacted positively on their attitudes towards work, life and others
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2.8 How would you rate the relevance of this module? Please motivate your answer.

2.8.1 Police officials need to be assertive as people don’t regard them as professional

282  lIris relevant since human beings are sensitive creatures that must be treated with respect and

digaity
283  Itwill also help to conduct oneself in an acceptable manner to the society as a whole
284 I see the relevance of the module in the inner development on my perception of life
2.8.5 I will have a better understanding if other people who may react differently to my views on certain

aspects
286  Yesitis relevant to be assertive at all tmes as I will be dealing with the society

2.87  Twish I can be lectured or introduced once or twice a year because it help to realize the real person

you are

2.8.8 To handle aggressive people positively without feeling dejection or being undermined
2.8.9  To have self confidence in whatever I do

2.8.10 Itis relevant to my daily life and also to my work environment

2811 Now I know how to approach the community and the challenges to come

R T e A A
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R

| Trends

. . .

| The recruits experienced the module as very relevant:

% o Assertiveness is a must for police officials, especially when executing their duties

[ o Assertiveness will ensure positive relations with the community as they will perceive police officials as
professional
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3. Knowledge, attitude and behaviour

' 31 To what extent do rryou think this module éhanged 5-'01?1{ knowledge on the subject

of assertiveness? Please motivate your answer.

31.1 It helped me to communicate in a way that when I do not violate the rights of other people
3.1.2 | must be open when I talk, but respect others” nghts

3.1.3  Understand that I need present myself in a very positive manner

| 3.1.4  The levels of being passive, assertive and aggressive have been explained in a way that I am able to

distinguish one from the other and apply the skills

| 3.1.5  This module helped me to present myself professionally
3.1.6 This module make me to see how being passive and aggression make things worse and being

assertive makes you see things differently in a positive manner

(951

1.7 It changed my previous knowledge as I was aggressive towards other people when I am supposed

to be assertive in order to be an easy person

Trends

o It improved the recruits’ communication skills
°  Could understand the difference berween passive, aggressive and assertive behaviour and how applying

assertiveness improves relations in a positive manner

T = T Ve
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To what extent do you think this module changed your attitude towards
assertiveness? Please mouvate your answer.

3.2.1 It has changed my artitude towards other people I have to respect and that they should respect me
3.2.2  Assertiveness changed my way of dealing with people
3.2.3 My attitude towards people is now positive
324  Assertiveness helped me to know my needs and the way to present my thoughts
3.25  With a positive attitude you can make others realize how important an issue is to you
3.2.6  Atnwude 1s very important, it determines the person you are and this module helped me to
understand exactly how to handle other people’s atnrudes
3.27 It made me realize that one has to be assertive and still treat other people with dignity
328  To know and accept that there 1s humanity out there
| 329 To take things in a positive manner, that is with full dedication and commitment
| 3.2.10  To erase that mentality of approaching situations in an aggressive manner to attend to complaints
‘ professionally and not to jump into conclusions and to know that there will always be two sides of
the story
3.2.11 I had a negative attitude when I was at the tramning institution, [ was also aggressive because of the
pressure. Now [ realize that [ must change my attitude to being positive and assertive
| Trends
| ©  The recruits are portraying a positive attitude towards the use of assertiveness as an important skill
' when dealing with people. It impacted on their self-confidence and feeling of being professional
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3.3 To what extent do you think this module changed your behaviour regarding
assertiveness? Please motivate your answer.

3.3.1 I must not violate the rights of others, [ have to behave well in the public to serve the community
\ with digniry
| 332 The behaviour and manner in which [ will conduct myself must be acceptable to the next person
33.3 My way of expression, fechngs and opinions will not violate the interest of other people
3.3.4  Appropnate behaviour to be able to express my feelings in a respectful way so that the next person
can do the same
| 3.3.5  This module changed my behaviour because I realized that in order to be treated with respect, you

have to respect or express your feelings towards other parties in a good way

3.3.6  To approach others in a professional manner, with dignity

3.3.7  To know that the rights of people must be respected, that the results of not respecting other would
bring negative consequences which can de-mouvate you

3.3.8 My behaviour has changed to expressing my opinion and to talk to other with respect and being
assertive will change my behaviour and now my attnrude

| 339 I have to always treat people with respect and good behaviour.

Trends
© The unportance of professional behaviour, not violating the rights of yourself and others

o It gave them self-confidence, helping themselves to express them in an adult manner

s = ] S = e e =
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APPENDIX 7:
RESULTS OF THE FOCUS GROUP DISCUSSION OF
MODULE 7: STRESS MANAGEMENT

The information that was generated by means of the focus group discussions is provided here. It
takes on the form of a summary and the interpretation of the data that were generated. A total of
16 questions were posed and discussed during the focus groups sessions. These questions
covered three facets, namely the impact of the module (i.e. the extent to which the module’s
outcomes were achieved), the relevance of the module and the long-term effect that it had on the

recruits’ knowledge, attitude and behaviour.

The participants’ identifying particulars will be provided in Section 1, the standard introductory
statement in Section 2, a summary of the results of the discussions in Section 3 and the nature and

implications of the responses to the individual questions in Section 4.

Sectlon 1 Ident1fymg part1culars

Place of session: | Wecrem C'ape & Gauteng Provinces
Dawofsession: | 2050803&20050817 T
Numberof | B * 2

respondents i
. Gender of tespondents ] !_ l. M;_/'e_i - N 2 Iﬁz/e_ : -

B o] = 15 e e o _,,,7,,___ e
—_Race of res}:;(;;ge;; — 1-.-”_--’1.fjar.r ‘ -__Zif;!mck 3 C ofozfrm’ | 4. U«/Jlf;
- =TT ’- [ 18 ) - ___4¥ N | - : -
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Section 2: Basic introductory statement

Welcome once again!

About seven months ago you started your Basic Training in a SAPS Basic Training Provision
Insttution. Part of that training was Theme 3: Self-Management that was presented to vou by a
Police Social Worker. The goal of that programme was to empower you with certain knowledge

and skills for your future in the SAPS.

Now you have been chosen as a member of a discussion group in a research project on the
effectiveness of the “Self Management” programme. This programme was a large and
expensive initiative and we must know how effective it is in meeting the needs of student

constables. For this we need your help to enable us to serve you and your colleagues better.
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Although this discussion will be taped, all the names of the participants will be kept confidential.

The results of the discussions may be published in a Ph.DD. thesis at the North-West University.

You will help us in this process by completing the following questions, which summarises the

discussions that we had on this topic.

Thank you very much for your cooperation.

Section 3: Overall trends and implications

From the tocus group discussions and the responses to individual core questions (see Section 4),

the following overall trends came to the fore:
» Emotional, physical and mental effect of stress

Respondents shared with confidence their knowledge regarding the emotional, physical and
mental effect of stress. The respondents were able to identify their personal stress reactions and
this knowledge enabled them to draw up a personal stress profile. They could define their
understanding of stress by means of the effect that too much or too little stress has on

productivity.
P Strategies and techniques for effective stress management

This part of the module was particularly effective as experiential learning methods were ulised
which enabled the respondents to experience the positive results that stress management strategies

and techniques have on them.

The exposure to the strategies and techniques enabled them to compile a personal stress
management programme. They could experience the positdve effect of taking responsibility for

their own well-being by implementing this programme in their lives.
» Relevance of the module

It is a known fact that police work is regarded as generally stresstul. The respondents indicated
that their improved capacity to deal with stress unquestionably impacted positively on their job
performance. The relevance of this module is rated very high, as the recruits will be able to apply

stress reduction techniques while executing their job.
» Knowledge, attitude and behaviour

The majority of the respondents confirmed that they gained much knowledge from this module.
Their attitude regarding stress management is positive and they are not reluctant to implement

strategies and techniques.
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Section 4: Responses to individual core questions and their
implications

1. The outcomes of the module

To what extent could you identify what stress is? Please motivate your answer

I know stress is the imbalance of your body untl you no longer can control it yourself
Too much stress is not good for the production.

Normal stress which is positive can make somebody to perform better

I have a clear understanding of what stress 1s, [ am able to identify the level of stress, the

symptoms as well as the result of stress

Trends

% They identified the term stress by explaining the effect of stress on productivity.

To what extent could you identify the physiological aspects of stress? Please motivate your

answer
Emotional, physical, mental and spiritual stress levels
A person becomes mentally affected and starts to think negative
Psychological aspects of stress is like emotional when your mind think more things that you can’t
afford
\geressiveness, no participation, lose of self-esteem
Physical, emotionally and psychological
Aggressiveness and depression
Emotional stress 1s one of the aspects in stress
If you experience stress it can show in your behaviour
Physical stress you started to change by showing action
I can be able to identify the psychological aspects of stress

I am able to tell that the person is stressed because of the physical changes in their behaviour

Trends

®% They could recall the emotional, physical, mental and spiritual aspects of stress

.3 To what extent could you compile a personal stress profile? Plase motivate your answer

Financial and family problems, when a person can’t mmanage their finances end up being stressed
It doesn’t make an impact on me
I have nor made an impact on me because [ cannot remember anything
[t can make an impact on my personal life cause now I now that or how to consult when [ am
having stress

Trends

% This aspect was not so clear for them and they could not recall it properly.
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1.4

T'o what extent could you use given exercises for stress reduction? Please motivaie your answer

1.4.1 By attending specific focus group and speak of situation

1.4.2  The expeniences ones can be advise from personal experience

1.4.3  Yes, it is true to exercise for stress reduction because if [ have stress our bodies becomes weak
1.4.4  In stress reduction [ can exercise, meditation also works for me

1.4.5  Talking about whatever problem with someone

1.4.6  Asking for help from other people, counselling and going to gym

1.47  Yes, because [ can do exercises, focus what 1 am doing and also go for counselling

1.48  Itis practcal for me to exercises the stress reduction strategy

1.4.9  Iam able to control and manage my stress levels

Trends

=

They were able to recall some of the stress reduction techniques.

To what extent can you deal with trauma appropriately? Plhase motivate your answer

5.1 | can attend the chaplains/social workers or immediately go to the hospital

o
8]

To deal with a trauma approprately I have to conduct some soctal workers immediately, because if [

can relax [ will be in trouble, or can tell somebody/colleague

e
W

I have not been exposed 1o any trauma or been traumatised, if it happens one will have to receive

counselling

5.4 Go for counselling and psychologist as soon as possible

5.5 I think you should go for counselling immediately after an incident, because if you wait it will be
something difficult for you

1.5.6 T will immediately consult with the relevant, necessary and professional people who are trained to

deal with raumatised people.

Trends

®  They could recall whar to do when exposed to a traumatic event/incident,

To what extent did you develop and use the given strategies and techniques for effective
stress management? Please molivate your answer

Develop and use the given strategies and techniques for effective stress managemeant firstly you
have to look after your health

[ have developed and used some of the strategies and techniques

I have used some of the strategies and techniques for effective stress management and it worked

for me. But will use them more as time goes by

Some of strategies | have implemented like distancing myself from people who are emotional

stressed and think positively, going to gym and associate with positive people
Read books sometimes

Some of the strategies and techniques [ did implement in order to manage my stress most

effectively.
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Trends

® They could recall the stress management strategies and techniques

% They indicated that they implemented some of the strategtes and techniques for effective stress

management.

1.7 'To what extent did you compile a personal stress management programme? [Please
motivale your answer

Financial problems, I started to use my finances wisely by sticking to my budget. Actually T have a
stress problem. [ have compiled my personal stress management programme as | can see a great
improvement in me. Now whenever [ come across a problem I know that is either 1 choose to
entertain it or not
I did place my personal stress management programme in order to know what to do and what not.
My first prionty is to overcome some of my problems especially that which stresses me after them
the smaller problems
I have accumulated a lot of personal stress, marriage relatonships, financial, domestic abuse that
was causing much of my stress. All m all [ can say let the social workers continue because their
lessons are useful
I did compile my own stress management programme of which it was good help
The module has helped me a lot because I am able to prioritise my things in order to reduce my
stress level.

Trends

% The recruits compile stress management programmes which assist them in dealing more effectively

with their stresses in their lives.

2. The relevance of the module

2.1 To what extent did the module have a positive impact on your job performance/
productivity? Please motivate your answer

21.1 It has a very positive impact - my stress levels are low and [ am more productive as I apply the
learned stress management skills
It has a positve impact in case of self-esteem, I can now stay in a positive frame of mind
[ am able to take everything in a good way
It has a positive impact on my job performance because if I have a problem I go to people whom I
trust to help me
Exercising a lot and relax a lot and have self-esteem helps me to perform my job better
Yes, it has a positive impact on my life and 1 manage strenuous relations better
The stress management module have a positive impact, I am more organized and less stressed
about the new day and its challenges

Trends

#  The recruits indicated that their improved capacity to deal with stress impacts posiavely on job

performance.
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‘T'o what extent were you able to apply the new knowledge and skills in your job?  Please

nIotivate your answer:

When I have some emotional stress I just accept it by controlling my emotions

I apply most of the new knowledge and skills in my daily life

In stead of a taxi to/from work, [ use a train which gives me enough time to walk and to run a lot

I am able to apply the new knowledge and skills in my daily life to overcome stress and it really

works

When coming across stressful simations [ go to the gym or read books, to distance yourself from

those who are stressing

In most cases when I feel stressed I usually apply the new skills and knowledge of stress

management, usually I emotionally distance myself and mediate to manage my stress.

I am no longer quick in responding to what other people are saying, [ first listen then respond.
Trends

% They were able to apply the practical skills within their job situation.

2.3 To what extent did the module have a positive impact on your ability to cope with the
challenges of life? Please motivate your answer

Yes it helped me to cope with stress in a positive manner
When there is confusion in my mind I clear myself by always being positive
It has made a positive impact in my life
I can now take anything as it comes
Most of the things comes as a challenge in my life and I am more prepared to deal with them and
not to stress
I just tell myself that it will pass and I am not the only one with that problems
[t has a positave impact on my ability to cope because now I know what to do when I have stress
and where to go when | have stress
[t helps me a lot because now [ know what to do when I come across difficult, emotional, physical
and behavioural stress and also know where to go for counselling
[t has a positive impact, | have a positive attitude in whatever things | do and [ take my problems
as challenges 1n order to overcome them

Trends

¥ Recruits are confident with regard to their ability to cope with the challenges of life.

2.4 To what extent did the module increase your job satisfaction? Please motivate your
answer

Yes it increase my job satisfaction by accepting my problems that I come across and deal with
them in an acceptable manner

[ am sull in field training [ have not yet had enough tme to apply the module at work. But | think
will increase my job satsfaction as [ have applied some at training and it worked

Not yet because still at training

It helped in an extent that since I have started implementing this module it has increased my job

satisfaction because looking back from my basic training now I am more productive in my job
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Trends

than before.

#» The recruits were not as yet actively involved in core police work and therefore it seems difficult for

them to indicate whether the module increased their job satisfaction.

2.5 How would you rate the value of this module? Please motivate your answer

Trends

It has important value, because how 1 can deal with my problems that can lead me to stress

[ think it has great value

Today people know how to deal with stress, the symptoms and causes

If this continues it will help a lot more people like me

I think it has value and that the social worker should continue teaching this module at the training
mstitution because there is a lot that we need to do there and it is stressful, so keep the good work
Up

I think this is fine that the social workers should continue to help the recruits so that they never
make unnecessary mistakes

I think this module is of great value, it really gives people a way forward because you know what

stress 1s and how to manage stress.

% The majority of recruits confirmed the importance of this module.

Trends

How would you rate the relevance of this module? Please motivate your answer.

As a police official [ may come across situations which causes stress for me, now I know whom
must [ consult to assist me to deal with it approprately

I believe that the organisation we are in, this module is vital daily

We have to deal with different crimes, problems, trauma, and a lot of work in front of you. So I
really think that people needs to be equipped with the stress management skills

[t changed my knowledge a bit because I already knew abourt stress management and have learned
a lot from this module

Keep the good work up

This module is relevant more especially in this organisation because the workload that one must
petform

Instead of committing suicide, now [ know what to do

This module is very relevant and must be presented to the police officials because the job we are
doing is more challenging and stressful so we really need this module in order to manage our stress
most effecuvely.

Now I know how to approach the community and the challenges to come.

% The majority mentioned the relevance of the Stress Management module, they were able to mtegrate

the importance thereof with the effect of stressful police work.
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3. Knowledge, attitude and behaviour

To what extent do you think this module changed your knowledge on the subject
of stress management? Please motivate your answer.

It gave me knowledge because [ know to differennate between emotional, mental and physical
stress
This module changed my knowledge on the subject of managing stress effectively [ knew
something about stress but since this module I gained more
I had an idea previously of this module and gained a lot from it as [ started practicing/applying the
knowledge and skills
I knew then that I had to use this skills as it really works
I have gained more knowledge since the social workers had come and better than before
[ have the knowledge of where to go, what to do by now.

1.7 The module had really changed the knowledge that [ had because I had little knowledge on how to
manage my stress but since I got the knowledge on this module I gained a lot out of it.

Trends

# The majority confirmed that they gained much knowledge from this moedule.

3.2 To what extent do you think this module changed your attitude towards stress
management? Please motivate your answer.

Now I know how to accept every stress level [ come across and deal with it in an effective and
acceptable manner
For myself this module truly speaking changed my attitude on the subject
It really changed my attitude in case of mood swings. I used to be moody and wanted to be alone
After I started applying this module, my attitude really changed to be positive because first [ was
harsh on things but now I am polite because I know if you are harsh you end up being stressed
Yes it changed my attitude because [ know that a person can perform with having stress provided
that is the normal stress. And also know that stress differ to cach other by the levels or degree
3.25 It changed my attitude because I never thought I could overcome stress.
Trends

¥ This module impacted positively on the attitudes of recruits towards stress management.

3.3 To what extent do you think this module changed your behaviour regarding stress

management? Please motivate your answer,

Yes, my behaviour changed because now when I have stress I accept it and deal with my problem
in a better way
My behaviour changed a lot as 1 used to be a bit aggressive for no reason
My behaviour has changed a lot because I know how to manage and deal with stress
Keep the good work up
Yes I am now behaving very positively because [ started organising myself, managing my stress
levels and taking as a challenge and go on with my life.
Trends

# The majority mentioned the positive impact on their behaviour and that they could detect stress in
time.
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APPENDIX 8:
RESULTS OF THE FOCUS GROUP DISCUSSION OF
MODULE 8: SUBSTANCE DEPENDENCY

The information that was generated by means of the focus group discussions is provided here. It
takes on the form of a summary and the interpretation of the data that were generated. A total of
14 questions were posed and discussed during the focus groups sessions. These questions
covered three facets, namely the impact of the module (i.c. the extent to which the module’s
outcomes were achieved), the relevance of the module and the long-term effect that it had on the

recruits’ knowledge, attitude and behaviour.

The participants 1dentifying particulars will be provided in Secton 1, the standard introductory
statement in Section 2, a summary of the results of the discussions in Section 3 and the nature and

implications of the responses to the individual questions in Section 4.

Section 1: Identifying particulars

| Place of session: , Western Cape & Gauteng Provinces
Dateofsession: | 200508038&2005.0817
Numberof | =
respondents
| éen;er of.:(:spor-l-d“ents ; - 1. Malke 7 ) 2. Female _
1. o _15 B : B o o 7 _
Ract; of respondents l 1. {“'I.s'im.fn 2: B/mk_- I 3. Cof?;mm’ 4. {!197111;)
| | " 7 -7 B 718 D ”-“47 B - -

Section 2: Basic introductory statement

Welcome once again!

About seven months ago you started your Basic Training in a SAPS Basic Training Provision
Institution. Part of that training was Theme 3: Selt-Management that was presented to you by a
Police Social Worker. The goal of that programme was to empower you with certain knowledge

and skills for your future in the SAPS.

Now you have been chosen as a member of a discussion group in a rescarch project on the

effectiveness of the “Self Management” programme. This programme was a large and
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expensive Initiative and we must know how effective it is in meeting the needs of student

constables. For this we need your help to enable us to serve you and your colleagues better.

Although this discussion will be taped, all the names of the participants will be kept confidential.

The results of the discussions may be published in a Ph.D. thesis at the North-West University.

You will help us in this process by completing the following questons, which summarises the

discussions that we had on this topic.

Thank you very much for your cooperation.

Section 3: Overall trends and implications

From the focus group discussions and the responses to individual core questions (see Section 4),

the following overall trends came to the fore:

» General knowledge improvement

It is clear that not all respondents knew the effect that the abuse of substances (legal, illegal,
prescriptive) had on the overall functioning of a human being. It improved their awareness
regarding the module and sensidsed them to greater understanding of their personal drinking

habits and those of others.

P> Relevance of the module

The content of the module is very relevant as the respondents could comprehend the impact
thereot on their personal well-being, professional conduct and assisting in the community.

» Knowledge, attitude and behaviour

Expanded knowledge on substance dependency ensured that respondents changed their drinking
habits for the better. They also understood the importance of rendering a professional police
service to the community at all umes, therefore they cannot afford to be intoxicated or having a

hangover when coming to work.

Section 4: Responses to individual core questions and their
implications

1. The outcomes of the module

1.1 To what extent did you become aware of the difference between dependency and abuse?
Please motivate yonr answer.

Can’t remember what they did in this module

Know the difference between dependency and abuse

Can’t remember it from the module

[ learned a lot about abuse

Substance dependency means that you continuously need substances to cope, you cannot without
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them
It means something you cannot go without
It gave me a wider knowledge of dependency/abuse
Learn the danger of dependency/abuse and that people die because of dependency
1.1.9  Abuse is excessive usage of inappropriate use of alcohol, and dependency is when you are
mentally/physically dependant.
1.1.10  Abuse is like drinking too much
1.1.11 1 am aware of differences berween dependency and abuse

1.1.12 1 can say dependency is when you dependant on alcohol

Trends

% The recruits were unsure of what exactly the difference between abuse and dependency is.

To what extent did you become aware of the legal/illegal/prescription substances?
Please motivale your answer

Before [ only knew about illegal drugs, now I've learned about legal and prescrptive drugs in this
module.

Most recruits had prior information on illegal drugs and not legal/ prescriptive drugs

Gain new knowledge that prescriptive medicine can be abused if not taken according to
prescription

Didn’t know about illegal drugs before — the new knowledge created much more awareness

As I grew up in a township [ had an opportunity to be involved especially in the illegal substances
and by doing that I knew by then those substances are illegal. Another factor it’s whereby [
experienced a lot of people using the illegal ones

INlegal substances are substances that are harmful and not suitable for people

Trends

%  The recruits were still unsure what exactly the terms legal, illegal and prescription substances entail.

To what extent did you learn more about the phases of alcohol dependency? Plase
molivale your answer

Now I know the process of becoming dependant on substances
Didn’t know there were phases of alcoholism
I learned that you get addicted over a period of time, not al of a sudden after one drink
I have learned most of the phases so it will help me to notice when a person is dependant on
alcohol
I learned more about contemplation, determination, maintenance and relapse.
I learned a lor and know now to deal with stress without alcohol

Psychological dependency when a person thinks that they can’t do without having an amount of

liquor or any other substances. Physical dependency 1s when a persoa is telling that their bodies will

not function without it.
Yes I learned more about the phases of alcohol dependency for example physical phase [ say is

when your body relies on substances.
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Trends

#*  They managed to recall the two phases of dependency as well as the phases that a person follows when

becoming dependant on substances.

1.4 To what extent could you identify important factors regarding treatment?  Please motivate
your answer

1.4.1 T can recall that there was a part on treatment in the module

1.42  Gained knowledge about withdrawal and how treatment helps you through that

143 Gained knowledge that alcoholism can not be cured

1.4.4  Learned you can’t get cured

145 Have to get medicine when you start your treagment

146 You can see doctors, specally tramed people

1.47 By just idennfying those different phases and the sooner one are treated, the better the chances of
him/her being helped

1.4.8  Treatment is good to get advise so that you can overcome the challenges of alcohol dependency

1.49  Treaument demands a lot of honesty and dedication from the person with a substance dependency
problem

1.4.10  Realized that treatument 1s very important to help you to stay sober and get help from trained |
people

1.4.11 There are different types of treaunent for different problems

1.4.12  Absent from work because ol alcohol abuse/dependency

Trends

% They managed to recall important factors regarding treatment such as withdrawal, medication, trained

people to do therapy, etc.

2. The relevance of the module

To what extent did the module have a positive impact on your job petformance/
roductivity?  Please molivate your answer

Any influence on productivity - has not been confronted with that

More awarce not to come to work under the influence

Have to manage your drinking so that it does not have an effect on your job performance
The more knowledge you have, the better choices vou make

I honestly think the module works very well for me but at the end of the day it depends on the

individual whether he/she will apply the knowledge in real life

[t taught me to deal with my job withour taking or being dependent on substances
I have gained a lot of experience about substance abuse/dependency and it will help me to more
productive

Trends

% Understand the effect of being mntoxicated on productivity,

—
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To what extent were you able to apply the new knowledge and skills in your job?  Please
moduvate your answer:

[ gained the knowledge now I know I have to apply knowledge to be sober at work

Can give community members some info on substance dependency to help prevent abuse
Share knowledge with community members

Will help to identify if colleagues have an alcohol problem

Can use this info in a job in order to stay productive and perform at your peak

Will help you when you are dealing with the community

Knowledge will help you to have a better understanding of substance abuse/dependencies
As member of SAPS it is an everyday acuvity to apply your knowledge and skills

I am able to apply necessary skills and all knowledge that I have

I managed to speak openly about this type of issues

T am able to apply the knowledge in work and community

Trends
% Sharing the knowledge with communities as well as assisting them/ colleagues in managing the

problem.

To what extent did the module have a positive impact on your ability to cope with the

challenges of life?  Please motivate your answer

Had a positive impact on my life
Now I don’t need a drink to gain confidence
Positive impact, because made me aware what goes on in communities
I can now identify people with a problem and advise them to go for treatment
You don’t need alcohol for comfort if something is lacking
It gave me more confidence to work with people
I can cope with challenges of life like alcohol abuse, because I know how to manage myself
effecuvely
[ will be able to perform and I will be able to face challenges regarding substance dependencies
My life changed a lot, and I am able to communicate better with people who are having this
problem
Now I can cope better and manage my problems without alcohol
Sometimes before [ was thinking life means nothing but after this programme I realize that I can
cope with the challenges of life
The programme forces me to deal with the problems that [ am facing without depending on
substances.

Trends

% To deal with problems without using substances.

¥ Assist, identify people with substance problems.
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2.4 To what extent were you able to apply the new knowledge and skills in your daily

life?  Phase motivate yonr answer:

You can identify people who need help
I am more aware of the negatve impact of misuse and abuse of alcohol
Before [ only focused on the benefits of alcohol
244  You can see which people need help
245 Immediately after I received more knowledge and if it suits me, I make sure that [ apply it in my
life — like in this case
246  Now [ am able to enjoy and be in a good mood because I will be applying the skills that I have
leamed regarding safe substance usage
247  In my daily life I understand the types of abuse better and my knowledge has improved 2 lot
248  When [ was drinking I used to skip my appointments, now without diinking I attend every
appolnmment

249 1 feel more confident to apply the knowledge gained from the substance dependency module

Trends
® The information enables them to assist communities and to make informed choices about their own

drinking behaviour.

2.5 To what extent did the module increase vour job satisfaction? Plase motivate your
diser

I know thac if I don't use alcohol to solve problems I will be more happy at work
Being sober guarantees effective concentration at work

To be happy without using alcohol

It depends on the individuals

Since I don’t take substances I am always alert at work

[ am more alert at work without being tired from hangovers.

Trends

®  To understand and make sure that they are not intoxicated when going to work.

2.6 How would you rate the value of this module? Please motivate your answer

2.6.1 Help me to cope/manage problems without using alcohol
Good motivation to live a berrer live

263  Gained new knowledge

2.6.4  Forgor all the information

2.6.5  Easy to idenafy if colleagues have a problem and can advise

26.6  Knowledge gained on alcohol and drug was 50/50

2.6.7  Motivated to live a bertter lifestyle

[mportant for community as well
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269  New perspective on an improved life style

2.0.10 Depends on individual whether he/she will change

2611 Icwas a good program, because I feel better equipped to deal with life’s challenges
2.6.12 1t was a good program

2.6.13 Tt helped me to deal with my problems without taking or using any of the substances

2.6.14 From now on [ rather iix my problems than abusing alcohol.

Trends

% Expenenced as a good motivator to improve personal life sryle.

‘ 2.7 How would you rate the relevance of this module? Please motivate your answer.

271 It prepares you for what comes

2.7.2  Good to start while still a recruit and not when you are 10 years in service

273  Preventon js better than a cure that is why it has to be presented early in a person’s life

274  This is not only for people who have a problem but for everyone to have this knowledge

27.5  AllSAPS employees should receive this programme

27.6  Itdepends on those who conduct the workshop and to those who are attending the program

2.7.7  Gave me guidance on how 1o handle things

2.7.8 I am relieved because from now | know how to take the necessary steps concerning my life and
job

279  The relevance is great and the information changed my attirude

2.7.10 1 think it 1s important for each police officer to know this information

27.11 Tam a different person now after the program

2.7.12 I ¢an guide someone who abuses medication/drugs to limit intakes by following the daily lumuts

2.7.13 1 rate the relevance of this module as excellent, because I know how to know a person who 1s
addicted.

Trends

% The recruits mentoned it as very relevant, especially at the commencement of their career as police

officials.

3. Knowledge, attitude and behaviour

3.1 To what extent do you think this module changed your knowledge on the subject of
substance dependency? Please motivate your answer.

Before I knew alcohol can damage your body, now I know what specific organs and parts are
effected

3.1.2  Legal drugs was new info

3.1.3  Did have the knowledge, but learned new terms like names of phases
3.14  Legal/prescriptive drugs was new, the knowledge
3.1.5 A more and better knowledge

It changes it more or less abour 50%, before and now
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I 3.1.7  Now I know to depend on something 1s not good because you will get problems everyday

3.1.8  Understand life in a different way

319 Tnever knew substance dependency was that serious

3.1.10 T have learned I can’t solve my problems by using substances [ rather go to chaplains/social
workers or professional counsellor

3.1.11 T have learned more about legal/illegal substances.

Trends

% The recruits’ knowledge increased regarding most of the aspects that were dealt dunng the presentation

I‘ of the module
e —

3.2 To what extent do you think this module changed your attitude rowards substance

dependency? Please motivate your answer.

Sometimes you know things are wrong but you still do it

.22 Social workers reinforce the dangers of alecohol and it helped me to make better choices
323  Before, I thought alcohol usage was oaly positive, now I know my limits
324  Made me more sensitive regarding the usage of substances

325  Undersiand better why some people is alcoholics

3.2.6  Made aware of how much and often 1 drink

327 Knoow your limits

328 More sensitive towards people who have an alcoholic problem

329  Atleast | am now more careful regarding substance usage than before
3.2.10 My aritude regarding the effect of substance usage has changed

3211 I respect and want to help people understand substance dependencies

3.2.12 I seeitin a new light and now know how it affects me

3.213 Tt turned my attitude towards substances from positive to negative, because I used to dnnk a lot of

liquor when I was stressed.

Trends
®  The information provided on the different substances and the impact thereof had a positive effect on

the recruits’ atutude towards their drinking habits and those of others.

3.3 To what extent do you think this module changed your behaviour regarding
substance dependency? Please motivate your ansier.

33.1 I read pamphlets of medicine, before using it

332 I know my limits

333 [ am sull an occasional drinker but drink less when socializing
334  Drink much less

335 My behaviour is better, therefore [ have better relations with other people

Section 4: Appendizes 193



‘E_:J
[
N

more careful regarding substance dependency
3.3.7 I can be like a normal person without it
3.3.8 Tl be able o help others, including myself and behave m a good manner

339 I can tell other individuals not to abuse substances when they are facing a lot of problems, they

rather consult social workers or chaplains

Trends

x  Their behaviour is more cautious with regard to the use of substances and the impact thereof.

Section 4: Appendizes
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APPENDIX 9:
QUESTIONNAIRES USED IN THE EVALUATION
OF MODULE 4: CONFLICT MANAGEMENT

M4(a)  Pre-session questionnaire: Pre-test - Experimental group
M4{b) Post-session questionnaire: Post-test - Experimental group
M4(c) 1" questionnaire: Pre-test - Control group

M4(d) 2™ questionnaire: Post-test - Contrel group
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M4(a) Pre-session questionnaire (Pre-test: Experimental group)

Module 4(a):
PRE-SESSION
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QUESTIONNAIRE: CONEUIGT MANAGEMENT |

This questionnaire covers Module 4: Conflict Management.
It must be completed before the start of the Module

1. INTRODUCTION

You are about to complete the “CONFLICT MANAGEMENT” module. This module forms part of a large and
expensive initiative and we must know how effective it is. For this we need your input. Please
complete the following questionnaire honestly and in full, and pleasc don’t guess. We need pour
honest and personal views — it will help us to serve you and your colleagues better.

2. INSTRUCTIONS FOR COMPLETING THIS QUESTIONNAIRE

The following questionnaire must be completed before the start of the module.

2.1 Mark the answers on this questionnaire by making a cross & in the appropnate blocks. The cross
must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Dow 't write your name anywhere on it
However, for research purposes we need you to generate a secret identification code. This code will
be used to march this questionnaire 10 others that you will or have completed. It will not identify you
as & person.

When you have completed the questionnaire, please retumn it to the presenter, whe will seal it in an
envelope and hand it w the research tcam. By completing this questionnaire you give permission that
the data may be used for research purposes.

3. HOW TOSTART

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used 1o generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

+ In the first row below, write the initials and sumame of the person who will be presenting this
particular module.

¢ In the second row, write the date on which the moduie will be presented.

» In the third row indicate - by making a cross & in the appropriate block - the training provision
institution where the module will be presented.

» In the fourth row, write your platoon number.

Office use
Presenter: | ‘
Dare: | / /2005
TR 1. I 2 1 3 |
Plage: [ OQudtshoorn | Pretoria { Bisho
4 s E 6. | 7.
| Graaff-Reinet | Chatsworth | Phillipi || Jakkalsdans
Platoon number: | ' — 4
|
|
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PART 2: PART OF SECRET CODE

- - - - DDI|M|IMI| Y] Y
| In the next six blocks, indicate your birth date. For example, if you
| were born on
15 January 1982, indicate it as follows: 150182
A AT AR M VT § S U TR T DA R RIS SE i P SO TR BT, T A Bl e AT e =¥ Ll BT RAT S A 2D, - AR A Y RIT e ST RIE L R M - ;
PART 3: GENDER AND SECRET CODE
. . 1. Male 2. Female 1
| Please make a cross [ in the appropriate block {
a2 AR RN T e T e T AT il AT Dl LN T S i e TR Mt PV P R Rl AT TS LT SRS L T T G P T S A & SO SR 5 T e, | T TR e |’-li
PART 4: RACE
‘_'WW_""_ - 1. A 3. 4. |
Please make a cross & in the appropriate block Asian || Black || Coloured || White ||
1
o s =L R S e s Y S Y RS W N T e B e BN T T e P TR S e L T TR T i WAL ke “-n’!—ui
SCALE 1: TRUE OR FALSE
To what extent are each of the following statements true or false?
iz Som e pen e - . 8
i ) : i I P () 4. A |
1. Adifference in people § personal values is Tknrow I think it I don’t I think it I know §
often a major cause of conflict that it is may be know may be thatitis |
Jaise false true true
f . . , L 1. 2. 3. 4. s. |
| 2. A difference in people’s perception is often a I know I think it Idon't || [thinkit Tknow |
} major cause of conflict that it is may be know may be that it is J
Jalse false true true “
] ) . ) . [ = 3. 4. 5. |
' 3. A difference in people’s inferests is often a I know I think it Tdon't || Ithinkit Tknow ||
maJ'Or cause of conflict that it is may be know may be thatitis ||
false _faise true ifrue i
. L 2. 3. 4. 5.
4. Interpersonal competition is a form of Tknow || Ithinkis || Idon’t || Ithinkit || Iknow ||
| conflict that it is may be know may be thatitis |
Jalse false true true |
— = e —— — = - !
. o . 1 2. 3. 4. 5.
5. The best way to deal with conflict is to avoid Ehnow Ithinkit || Fdon't || Ithinkit Tinow |
it that it is may be know may be thatitis ||
[alse false | true true ]
. ) 1. 2. 3. 4. 5. R
6. If you try to compromise, yon will loose the 1 know I think it Idon't I think it Iknow ||
battle that it is may be know may be thatitis ||
Jalse false frue true §
. ] o . . L 2. . |« 5 0
7. Aggressive behaviour will intensify a conflict Tknow Tthinkit || Tdont || Ithinkit Tknow ||
situation that it is may be know may be thatitis ||
false false true irue h
8. The “owl” represents a person who seeks 8 2. 3. 4 50
. . . . 1 know I think it Idon’t I think it I know
.50lut10ns-thal will ‘.53t15'fy al! the parties that it is may be know may be that it is
involved in a conflict situation false false frue true
=S R e e L W T 3 TR T g AT e B A . T LR e L U e B T o B 4 AR T
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SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

L. Poor =1 am totally lost in this area.

2. Inadequate =I know a little, but not enough to feel comfortable.

3. Adeguate =1 am fairly comfortable with my knowledge in this area.

4. Excellent =1 have mastered this area (i.e. | know 75% more than most people).

| 1. My knowledoe of the deﬁnmon of conﬂtct can be 1. 2. 3. 4. ;x
described as Poor Inadequate Adegquate Erceliem |

| 2. My knowledae of the reasonsfor conﬂwr can be 1. <l
described as Poor Inadequm‘e Adequale Erceﬂent

— , —— !
| 3 My k.nowledoe of the dzjfferent feelmgs surroundmg 1. 2.
' conflict can be described as Poor Inadequate Me‘?‘“"” E‘“‘"e’“

| 4, My knowledge of the dlﬂ"erent conﬂlct management I 2. 3.

| strategies can be described as Poor Inadequat i Adequat Em-’”""‘

e e s {

| 5. My knowledge of the five animals that is nsed to ) " | p
illustrate the conflict managing strategies can be P;;;r i mc;} - Ademate Excellent
described as

| 6. My knowledge of the conﬂtct management model can

be described as

7. My knowledge of how conﬂlct sntuahons can be
reduced can be described as

Poor 1 !nadequate ‘ Adequate Erceﬂenl }

IS DS T _.Hv_

9. My knowledge of the conﬂtct management gutdehnes
l can be described as Poor Inadequa{e Aa‘equa:e EXCE”CFII

PSSSES R P £ R N L T ST

‘ 8. My knowledge of the behakur that leads to posmve
i conflict resolution can be described as P oor 1""""‘1‘“’“’ MB?W“-’ E’“”‘""

PSS ST S

SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following
statements?

. . { strongl
which conflict handlmg strategy to use B ,;;A,-s:g’:.i;

| o - I 2.
‘. 1. When confronted with a conflict situation, 1 am not sure ‘— ’
disagree

strongly

you are behavmg in an adult manner sagree

| 3. If you choose the collaborating conflict handling style, ‘71
di.

4. I feel that a conflict situation is successfully resolved when mmng‘,y
purposeful decisions are taken by the parues involved dm,gm

L2 R s Y A o T e T S e e N ST W £ T N - i S P

3.
I
‘ agree
| 2. A collaborating conflict handling style is the best style to mmngb Istro ”g]y
use disagree d:cagree agree agree
dlsagree_l Lagree
I strongfv
dtmgree ee agree J

« 1

|

1 strongly ‘J
agree

1 srrong!y |
agree |

Section 4: Aippendixer

199

i e ...d.'.-&x'?n'ﬁwvi;g}f-‘-:-m—sn- =

ﬂ
A



SCALE 4: HOW OFTEN

How often have the following things occurred in the past?

(Please answer the following questions absolutely honestly)
1. How often have you use(_lkonl;'-one COIlﬂ]Ct
management strategy at a time?
| 2. How often have you-taken-tesponsibility for yont
own thoughts and feelings when dealing with
conflict?

3. How often have you used
" I-messages” in a conflict situation?

4. How often have you maintained good eye—contact
with the other partv/partles durmg conflict?

5. How often have you expressed your feehngs durmg
conflict

| 6. How often have you dehberateiv chosen a convement
fime to deal w1th a conflict sntuatlon"

7. How often have you only focussed on the issue at
hand and not the mdwldual(s) involved

8 How_often have you ﬁrst elanﬁed the cause/reason
for the conflict before addressmg it?

9, How often have you drawn up a list of possnble
solutions for a conflut situation?

| 10 l-low often have you evaluated each proposed
' solution when trying to resolve a conflict?

11, How often have you ensured that all the | pames
involved were satisfied with the solutions to the
conflict?

12 How often have you used more than one conﬂnct
management strateoy at a time?

" 13. How often have you conselously chosen the conflict
handling strategy that was most appropriate for
the speclﬁc conﬂlet snuanon"

14. How often have you used the gutdelmes for conﬂtct
management?

| 15. How often have you  been aware of the possnbmtv 7
that your particular behaviour could intensify a
conflict sntuatlon"

16. How often have ) you tried to find the real reasons
for a specific conflict situation?

17. How often have you viewed a conflict situation
from the other person’s perspective?

| 18. How often have you been aware of your own
feelmgs surroundmg conflict?

Tlmnk vou for campletmg the “Canﬂtct Management”

[ I. 2 =
Seldon/ Sometimes
Never

—

i ] 4. |
Frequendy/
Always |}

Periodically }

.y

eldom/
Ne ver

Seldom/
Never

Sometimes

3
Periodically

4.
Fi requendy/ i
wa;s

Somet:mi{

Peuodrcal!y Freqrwmly/
Always

S eldom/ Sometimes Penodwaﬂy F requemly/
Never Always

r——-Aﬂ.
4. 1:
Seldomx’ Somerrmes Pznadwaﬂy Freguently/ -‘
Never L Always |}
[— 4. ‘
Sei’dam/ Somerxmes Penoc&caﬂy Frequently/ ||
Never A!ways ]

Seldomf
Never

2.
Se!dom Sometimes
Never

L%

Somen.me.t

.Penadwaﬂy

] 3.
Perioa‘icaﬂ]
——
Sela‘am/ Sometimes
Never !

!-requem[y/
AIways
Fi reque .‘
Alway |
!
Fi requem!y/
Always

3.
Periodicaily

|

2. |3
S'eidom Sometimes Periodically Freque
Never ;‘
I 2 |
Seldomf Sometimes F requenﬂyf
Never Alwa)
e | SR
1. 2 k3
Seldom/ Sometimes || Periodically F) requendy/
Never A.fuays
3 q
Sometimes Periodically Fi requent[yf 4
Always
| SIS Wl
1. 2z 3. 4. ]
Seldom/ Sometimes Periaiically Frequently/ |
Never AIW&J
4 |
Se!dom/ Somenmes I Pmodical!y Frequently/
Never Always
4. — §
Se[r]om/ Somefrmes Pem.d:caily Fregquently/
| Never Always

{'Se!dom/ A_] L.S'omenmgl Fenodrc

Never

Lrequem!y/

T !dom/ Somer:mes
Never

o e

Pennd’maﬂ\ F) requemfy
Always |

([HE.SHUMH(JH‘@

Section 4: Appendixes

200



M4d(b) Post-session questionnaire (Post-test: Experimental group)

i ,::“'ice Sn-c-'ﬁ‘\q ;
. Oric Sar}i}_‘-"f'-li'

. Module 4@):
- POST-SESSION

Theme 3 - éelf-M%_nageheﬁf;

) 2004 PSWS & NU
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QUESTIONNRIRE: CONELIGT MANRGEM

ik

np

NITf

This questionnaire covers Module 4: Conflict Management
It must be completed after the presentation of the Module

1. INTRODUCTION

You have just completed the “CONFLICT MANAGEMENT” Module. This module forms part of a large
and expensive initiative and we must know how effective it is. For this we need your input. Please
complete the following questionnaire honestly and in full, and please don’t guess. We need your
honest and personal views - it will help us to serve you and your colleagues better.

2. INSTRUCTIONS FOR COMPLETING THIS QUESTIONNAIRE

This questionnaire must be completed directly after the module.

2.1 Mark the answers on this questionnaire by making a cross (¥ in the appropnate blocks. The cross
must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don 't write your name anywhere on if.
However, for research purposes we need you to generate a secret identification code. This code will
be used t0 march this questionnaire 1o others that you will or have completed. Tt will not identify you
4§ a person.

When you have completed the questionnaire, please return it to the presenter, who will seal it in an
envelope and hand it to the research team. By completing this questionnaire you give permission that the
data may be used for research purposes.

3. HOW TO START

Parts 1 to 4 are designed to link you with a specific intake, training provision institution etc. In
addition, these answers will be used to generate the secret identification code that only yeu will know.

PART |: MODULE PARTICULARS

s In the first row below, write the initials and surname of the person who will be presenting this
particular module.

+ In the second row, write the date on which the module will be presented.

= [n the third row indicate - by making a cross [ in the appropnate block - the training provision
institution where the module will be presented.

» In the fourth row, write your platoon number.

I = P Office use
Presenter: }
Date: | / /2005
[ 1. [ 2 l 3.
o — | Qudtshoorn | Pretoria_|| Bisho
4 T_m;iv-“ 6 ‘— T E
| Graaff-Reinet || Chatsworth . Phillipi || Jakkalsdans
Platoon number: | Ji
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PART 2: PART OF SECRET CODE

| In the next six blocks, indicate your birth date. For example, if you DD M| MIYY d
| were born on |
| 15 January 1982, indicate it as follows: 150182 |
AT IR R W P YT 5T e A T RN LT T Pt R ﬂ::mg&rmmmwm—m-;:.-—-.:..:nnu:—;u;rm-j

PART 3: GENDER AND SECRET CODE

7

| Please make a cross B in the appropriate block 1. Male 2. Female i
— . - ——

PART 4: RACE
Do o s IR (R 2. 3. 4. ﬁ
 Please make a cross & in the appropriate block distan || Black | Colowred || whise J

R

SCALE 1: TRUE OR FALSE

To what extent are each of the following statements true or false?

T

[ 2. 3.

| 1. A difference in people’s personal values is Lihinkit || {don’t
{ ., . may be know
| often a major cause of conflict false

1

4. 5.
Ithink it I know
may be that it is
frue frue

: 3. 4. 5.
| 2. A difference in people’s perception is often a fdon't || 1thinkit 1 know
. . know muay be that it is ﬂ
’ major cause of conflict pi ol
e eV
g 2. 3. 4.
| 3. A difference in people’s interests is often a thinkit || Idon’t || Ithinkit
. . may be know may be
. major cause of conflict false i
. ; 2. 3. 4. 5.
{ 4. Interpersonal competition is a form of 1know Ithinkit || Idon't || Ithinkit 1 know
! fli that it is may be know may be that it is
conthct Salse JSalse frie true
. : 2. 3. 4. 5.
5. The best way to deal with conflict is to {thinkit || Idon’t || [thinkit { know
- nay be know may be that it is
a\’Old it j‘a]Se trie true ?
2; 3. 4. 5. ;
| 6. If you try to compromise, you will loose the Ihinkit || Pden't || 1thinkit I know
[ that it is may be know may be that it is
battle Jfalse Sfalse trie true i
2. 3. s. 0
7. Aggressive behaviour will intensify a Lthinkit || Tdon’t Lknow ||
. . . may be know that itis |
| conflict situation L false rue ||
e e |
! ! [- 2 ‘ N !
3 13 »” n . - i . . ik
' 8 The .nwl repri?sents_a person who s.eeks o L mi o || enink i Linow  §
solutions that will satisfy all the parties that it is may be e o may be thatitis |
 involved in a conflict situation folge ifakse B i L |
1
T AT e S € L A T S L R R T R T A A TS e B D el ST A e, AN T e T Aaa X . ™ T = R SULIGRR Te PUSCERS i il e T L Y Gt
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SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

I. Poor =1am totally lost in this area.

2. Inadequate =1 know a little, but not enough to feel comfortable.

3. Adegquate =] am fairly comfortable with my knowledge in this area.

4. Excellent =1 have mastered this area (i.e. | know 75% more than most people).

- === = e 8 T Sos I
' 1. My knowledge of the definition of conflict can now be L. 2 3. 4 |
descnbed as Poor || Inadequate || Adequate || Excellent |
T — —— — - T — ’___' E"—
2. Mv knowledge of the reasons for conﬂzct can now be 1. 2. 4. |
descnbed as Poor Inadeqnale Ade Excellent ||
. l |
3. M) knowledge of the dszerent feelmgs surrounding 4 B
, conﬂlct can now be described as '° oar ’"ﬂdeqw‘-’ Mﬂlm’e b‘“—’”""‘_{
— — — —_— e S e ~e—— SR ‘
4. My knowledge of the dlfferent conﬂ:ct management
l trategles can now be described as 1’00’ ’"ﬂdﬂ?um Mequa“’ Excellent

5. My knowledge of lheﬁve anzmals that is used to
illustrate the conflict managing strategies can now be
described as

| 6. My knowledge of the conflict management model can 1.
now be desenbed as Inadeqwe

Ercellem

j_[i.

l
/|
|
|

_J

. My knowledve of how conflict situations can be reduced 1.
can now be descnbed as Poor Inadeqmn‘e Adeqnaw E: n.ellem'

m

T

B e
8. My knowledge of the behawour that leads to posmve 1.
| conflict resoluuon can now be described as Poor 1"““'84“”18 qu"““j 5“9”"”' |

9, My knowledge ol' the conﬂzct management gmdelmes 1. 2. 3. 4.
can now be described as Poor || Inadequate || Adequate Exceltem

A A B s e O N S e T I T S o S 2 L o e S A P Sy e S e TR e YR e Tyl I e o s B B N I S S i .2 )

SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following
staternents?

e s i —— '.l
' 1. When confronted with a conflict situation, I am not sure 5 - ; i "; ; 4. . i
sfrongiy SIr 8

which conflict handhng strategy to use djsff;,.ﬁj d,-s,,g,ee ,,gm ag(;;f 7 8

2 A collaboratmg conﬂnct handlmg style is the besl style to 4 !r"' ; 3
strongiy
use duagrgg d:sagree

I stron gl'y
agree

3. If you choose the collaborating conflict handling style, you
. . I slrong!y I strong[y
are behaving in an adult manner disagree | duag,ee agm, agree |
4. T will feel that a conl‘hct situation is successfully resolved 2 3. 1 4
' when purposeful decisions are taken by the parties Isrmng!y i I Istrongly |
involved disagree disagree agree agree |

S ERLE v S e s L s e s e
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ScaLE 4: HOw OFTEN

How often will the following things occur in the future?

(Please answer the falloumg questions absolutely honestly)

1. How often w1ll ou use o ne confllct 4 & S ki
| y nly 9 9 Seldom! || Sometimes || Periodically || Freguently/
management strategy at a time? Never Always ||
2. How often will e responsibi ‘our own - & % ] # ';5
H yitak Spo b hty for Y Seldom/ || Sometimes || Periodically || Frequendy/ ||
thoughts and feelmgs when deahng w1th confhct" Never | Abeays |
| 3. How often will you use & 2 3. 4. g
” » = . 9 Seldom/ || Sometimes || Periodically || Frequently/ ||
I-messages” in a conflict situation? Never Always |
e —— e — I m—— e = =—— |
4. How often will you malntaln ood e e—contact w1th L. 2 3: = i
y & y e Seldom/ || Sometimes || Periodically || Frequently/ |
the other partyfparttes during conflict? Never Always
5. How often vull 0U eXpress your feehn s dunn L 2 4. 4.
y p y g g Seldom/ || Sometimes || Periodically || Frequently/ ||
conflict Never ] Always ||
i e e e o 5
6. How often will you dehberatel choose a convement - 2. 3. _ i
y Y > Seldom/ || Sometimes || Periodically Frequently/
time to deal wnth a conflict situation? Never Always
7 How often wnll you only focus on the issue 3t hand - 2" 3 4 i
Seldom/ || Sometimes || Periodically || Frequently/ ||
and not on the mdmdual(s) involved Never l Always~ ||
———— = e A T e A L - lI
' 8 How often w;ll ou first clari the cause/reason for - 2 e % |
| y fy > Seldom/ || Sometimes || Periodically || Frequenty/ |i
| the conflict before addressnng it? Never Always ||
" 9. How ofiten will you draw up a list ossible s 2 3. - i
ly P i of P Seldom/ || Sometimes || Periodically || Frequently/ ||
solutions for a conﬂict situation? Never Always |
' |0 How often mll ou evaluate each proposed sol n & & ' 3 4.
| y € 9 p pos - I.il'lO Seldom/ || Sometimes || Periodically || Frequently/
| when trying to resolve conflict? Never Always
| - R S 5 2 3. 4.
11. How often will you ensure that all artles mvolved £
y p 9 Seldom/ || Sometimes || Periodically || Frequently/
are satisfied with the solutlons to the conflict? Never Always
2. How often will you use more than one conﬂtct A & L % i
| y 9 Seldom/ || Sometimes || Periodically || Frequently/ i
management strategy at a time? Never Always |
r _— —_— —— ——T-—ivi
13 How often w1lI you conscmusly choose the conﬂlct I 2 3. 4 |
handling strategy that is most appropriate for the S;rt!a‘om/ Sometimes || Periodically || Frequently/ |
specific conflict situation? il S
b e e — i i e ——— e ———— et A
1
14. How often wnll ou use the utdehnes or con mt 2 % 5 ¥ i
2 y & f ﬂ Seldom/ || Sometimes || Periodically || Frequently/ |
management Never ) Always
| 15. How often will you be aware of the possnblhty that I 2 3. 4
your particular behaviour could intensify a conflict Seldom/ || Sometimes || Periodically || Frequently/ ||
ituation? Never Always 1
situation? i
T e ——— Py Y —— —‘ [,
|6 How often wnll you try to find the real reasons for a 1 2', _3', N *,
| o Seldom/ || Sometimes || Periodically || Frequently/
specific c0nﬂ1ct situation? Never Always |
17. How often w:ll ou view a conﬂtct snuatmn from the L & 4 4‘ '
y o Seldom/ || Sometimes || Periodically || Frequently/
other person ’s perspectwe Never Always
| 18. How often wnll ou be aware of our own feehn $ % 3 i %
y 5 Y g Seldom/ || Sometimes || Periodically || Frequently/
surrounding conflict? Never Always
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SCALE 5: EVALUATION OF THE STUDY UNIT’S VALUE

Instructions:
Please evaluate the value of the study unit by completing each of the following
questions

1. How would you rate the value of the section: L 2. 3. 4.

I;I . }’ a S 0 €s It had little It had below It had above It had a lot
The definition of conflict ornovalue || average value || average value of value
2. How would you rate the value of the section: I 2 3 4 ]
“Reasons for conflict” {it also included types of | It had little || It had below It had above || It had a lot ||
- ’ or no value average value average value of value |
conflict}
——eme e e e r_.___‘

3. How would you rate the value of the section: L 2 3 4. ]
"Feelings surrounding conflict” {It included the | It had h‘;:!e It had below It had above || It hadf for |
different pictures that was usedy orno value || average value average value of value

4. How would you rate the value of the section: i A 3 4 |
*Your behaviour as a result of conflict” {It It had ligtle || It had below It had above || It had a lot ||
included defence mechanisms , e.g. the saboteur} SERO Ve SR Oee Rlue | | Aaverige TRiRe S ) Reif vk

5. How would you rate the value of the section: i 2 3 4 ‘
"Five main strategies for managing conflict” | Ithadiinle || It had below it had above || It had a lot ||
41t included the questionnaire} or no value average value average vallie of value

6. How would rate the value of the section: 1. 2. 3. 4. |
" © . 0. ol 2 il ,Lh” S A It had linle It had below It had above || It had a lot ||

Guidelines for managing conflict orno value || average value || average value of value |
. How would you rate the overall value of th L. 2. 3. 4. |

1 . uld yon ; £ .l 98 £o < It had litile It had below It had above It had a lot ||

COJ’lﬂlCt Management study unit’ ornovalue || average value average value of value ||
i
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SCALE 6: EVALUATION OF THE STUDY UNIT’S RELEVANCE

Instructions:

Please evaluate the relevance of the study unit by completing each of the

Stron gly Dnagree
di mgree

following questions

| 1. The study unit will have a positive impact on my
job performance

2. [ will be able to apply my new knowledge in my
job

| 3. 1 will be able to apply my new skills in my job

The study unit will have a peositive impact on my
ability to cope with the challenges of life

'. 5. 1 will be able to apply my new knowledge in my
daily life

[ will be able to apply my new skills in my dally
life

7. The study unit will increase my job satisfaction

8. The study unit will increase my productivity

[ 9. The qtudy unit will improve my ab;llty to function
in work related teams (e.g. platoons, teams,
units)

. The study unit will improve my ability to render a
good service to SAPS customers

. All other SAPS personnel should receive this
study unit

. If all things are taken into account, this study unit
was relevant for my job and personal life

o B S s R S e =

Thank you for completing this “Conflict Management” questionnaire

—

.Strungh
dis mgree ’

Srrongl;
| disagree

2

Disagree

Stron gly
disagree

4
Strongly
agree

_‘

.S.rmng!) ‘
agree |

;__J

]
—\ Dx.sagree Agree —‘ Strongl_) J
agree

J D:sagree Agree

Slrang[_v
disagree

l Drmgree

Strang.b
dtsagree

Agree l .S.rrongly
_1

Srrrm gly l:

L agree

agree

<] Dtsagree Agree

Smmg! W
agree
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[ S!rongh Dnagree Agree trrmg
d’;sa ee L agree
4
Mrongl [y . Disa, gree Agree Stron gl ¥
d;sagree
I 2 3
Strongly Disagree Agree lroug!y '
disagree | agree ||
i | | Jf
i 2 3 [ 4 !
Strongly Disagree Agree l S.crongfv |
disagree agree
L e = e I
1 2
Strongly Duagne Agree rrong!)
drsa,gree agree
Srrongly i Drsagree Agree lrongl
disagree agree
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M4(c) 1* questionnaire (Pre-test: Control group)

The Evaluation of Persogl_
®\ Capacity-Building Programn

Theme 3 - Self-Management
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| This 1* questionnaire must be completed by the control group at the beginning of the day.

1. Introduction

QUESTIONNAIRE: CONELICT MANRGEMENT

You have been chosen as a member of a control group in a research project into the effectiveness of the
“Conflict management” module. You will receive this module later on as part of Theme 3: Self
Management. The module is part of a large and expensive initiative and we must know how effective
it is in meeting the needs of trainees. For this we need your help. Please complete the following
questionnaire honestly and in full, and please don’t guess. We need your honest and personal views —
it will ultimately help us to serve you and your colleagues better.

2. Inmstructions for completing this Questionnaire

The following is the first of 2 questionnaires that deals with various issues relating to life skills.

2.1 Mark all the answers on this questionnaire by making a cross & in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don’t write your name anywhere on if.
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire to others that you will or have completed. It will not identify you
as a person.

After you have completed the questionnaire, please retumn it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

¢ In the first row below, write the initials and surname of the contact person who issued you this
questionnaire.

o In the second row, write the date on which this questionnaire was completed.

o In the third row indicate - by making a cross [ in the appropriate block - the training provision
institution where this questionnaire was completed.

» In the fourth row, write your platoon number

[ Officcuse |
—
Contact person: (L
T

Date: | / /2005

— = , — .
! 1 ' 2. [ 3.

Ploce: Oudtshoorn || Pretoria || Bisho |
ace. - = |
} 4. ; 5. : 6. ] 7. 1
Graaff-Reinet Chatsworth Phillipi || Jakkalsdans ||
Platoon number: I ‘
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PART 2: PART OF SECRET CODE

| . - . o y || M| M !
' In the next six blocks, indicate your birth date. For example, if you DD MY | Y
were born on |
| 15 January 1982, indicate it as follows: 150182 i
PART 3: GENDER AND SECRET CODE
- Please make a cross [ in the appropriate block 1. Male 2. Female ||
|
PART 4: RACE
S T e s e o 1
. . : 1. 2s 3. 4. |
j Please make a cross B in the appropriate block Asian || Black || Coloured || White

R e T

e ST

R e = s S e e e e L

SCALE 1: TRUE OR FALSE

To what extent is each of the following statements true or false?

|
1. A difference in people’s personal values is 1. 2. 3. 4. #:
! i peop P i I know that it\|I think it may|| Idon't ||l think it may|\I know that it|
often a major cause of conflict is false be false know be true is true
2. A difference in people’s perception is often a 1. 2. 3. 4. 3 ;
’ 7 P p_ p P f I know that it]\I think it may|| Idon’t ||l think it may|I know that it|
| major cause of conflict is false be false know be true is frue
e o T T D T r
’ ; ; : : 2 3 4 5
| 3. A difference in people’s interests is often a Lo el Sk D =
. % I know that it |I think it may|| | doen’t ||l think it may||I know that it
major cause of conflict is false be false know be true 1
|
- —=== e i e
4. Interpersonal competition is a form of | I 3. 4 N
| 3 1inow that it||I think it may|| [don’t ||I think it may b
conflict is false be false know be true |
e e e S e—————r S ;
| 5. The best way to deal with conflict is to Lo 2 3. 4 5.
s ki I know that it||I think it may|| Idon’t || think it may||I know that it i
1 avoid it is false be faise know be true is trute :1
—_— = }
| s . i
' 6. If you try to compromise, you will loose the 3. 4 5. 8
| Idon't ||I think it may||I know that it||
battle know be true L istrue ||
:_,,g — e == ——— — — — |
. . z —— = 7 — i
7. Aggressive behaviour will intensify a L 2. 3. i
‘ 88 . . . ¥ 1 know that it |l think it may|| Idon't
conflict situation is false be false know
T - o S === ——I i
8. The ‘owl’ represents a person who seeks .| 2. 1 4. 5 i
solutions that will satisfy all the parties I know that it||I think it may|| [don’t ||l think it may||I know that it||
: . S : is ; k c is
involved in a conflict situation il il befolse now figitue e |
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SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

1. Poor = 1am totally lost in this area.

3. Adequate

2. Inadequate =1 know a little, but not enough to feel comfortable.
=] am fairly comfortable with my knowledge in this area.
4. Excellent =1 have mastered this area (i.e. I know 75 % more than most people).

1. My knowledge of the defimtwn of conﬂwt can
be described as

| 2 Vly knowledge of the reasons for conﬂwt can

Ptmr L l'nadequare

be described as
| 3. My knowledge of the different feelings
; surrounding conflict can be described as

4. My knowledge of the different conﬂtct
management strategies can be described as

| 5. My knowledgc of the ﬁve ammals that is used
to illustrate the conflict managing strategies
can be described as

| 6. \/Iy knowledge uf the conﬂzct management

| model can be described as

| 7. My knowledge efhow eonﬂlct s:tuatlons can
; be reduced can be described as

| 8. My knowledge ot‘ the behawour that leads to
positive conflict resolution can be described
as

9 \/Iy knowledge ef the conﬂzct management
guidelines can be described as

B e e R e e T R

Adeg

Poor ] Inadequate |

. l

3 4. b
Adequate Excellent |

I8
Poor

Inadequate

2 3. 4

Poor Inadequate Adequate J Excellent ||

j| i

r 1 =
jL_ : :

Poor Inadequate Adequme Excellent |

2 .‘
Adequale Jceﬂent {

Ponr —i Inﬂdequale Mequale

D—ceﬂem
l
—
Poor A " Excellent )

Poor Inadeqmle Adequa!e

P (L

4.
Excellent

Paor lnadequaze Adequa!e ’» Exceﬂen: ‘,‘;
{

R L A T e R T AT A T L L b 2

e

SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following

statements?

| 1. When confronted with a conflict situation, I am
not sure which conflict handling strategy to use

| 2. A collaborating conflict handling style is the best

style to use

3. If you choose the collaborating conflict handling

style, you are behaving in an adult manner

4. 1 feel that a conflict situation is successfully

resolved when purposeful decisions are taken by

the parties involved

1.

I s[rangl}
disagrec

1 stron gt_;
L disagree
L
‘ I strongly
disagree

I disagree

{ stron gfy
4.
I dua ree I agree f strongly
L s & agree |
2. |
1 m'urrg[v

1.

1 strongly
disagree

[

2.
] I disagree

@

I agree

H,

fﬂl

I strongly
agree
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SCALE 4: HOW OFTEN

How often have the following things occurred in your life?

(Please answer the follo wing questions absolutely honestl) )

S e z e SSSUSS a

L

-

3

— __I — = e ‘
& HOW often d() }Ou 1O On]v gme gonﬂlﬁ Seldom/ \ Somet:mm Penadtcally Frequently/
management strategy at a time? L Never_ | Always
2. How often do you take responsibility for your 4
own thoughts and feelings when dealing with .Seldom/ Someﬂmes Pemxfwal:‘y Frequently/
conflict? \ever k | Always
3. Howoftendoyouuse —l % ]
e I o .y < e Seidom/ Somemnev Perzukmm Frequently/
-messages” in a conflict situation? Never | J Abways
e e e P i 1 4.
How often do you maintain good eye-contact »
tdom/ Somet P I: F dly/
with the other party/parnes “during conflict? Ljﬁ,efgf N TS REn At ‘ L s :
[ L 4. i
5. HO\B often do you express your feelmgs durmg T sy e Mw ab'y Freguientys
conflict Never Always
= ——— = [y 7
6. How often do you dellberatelv choose a I 2.
convenient time to deal with a conflict Seldom/ Sometimes Penaduai!} Frequemlv/ ‘
situation? Never L L Abways [
, l:iow eiften do you only focﬁs en the issue at < Mﬂ somi‘_ » 'c;;‘wuyv ‘F;;n;i
- . w - € imes Eernoaic: T Iy
hand and not the individual(s) involved Nem i Abes
""""" T = == S e —— =
8. How often d() you ﬁrst clanfv the cause/reason for % M . T ’! os ‘ o e 5 heq”" it/
On, omelm T HETLY,
the conflict before addressing it? Never || gl
—Howroften do &Au drew—up a nsfb"% p0s51ble - _T_ET
Seldom/ Somenmes Penod:cai! F requcnt[_)/
solutions for a conflict situation? l Never | Always. |
s R o o - ) 1. 2. | 3. PR
10. How often do you evaluate each propose(‘i’ ( Seliomi Sometimes || Periodically || Frequendy/ |
solution when trymo to resolve a conflict? Never J | Always |
""" T - T T F __—"—|
11. How often do you ensure that all the parties L 2. l 3 4. '
involved are satisfied with the solutions to the Seldom/ Sometimes || Periodically || Frequently/
nflict? Never Always
_ conflict B - | I L ]
L 2. 3. 4,
12. How often do you use more than; one conflict Seldom/ Somérimes || Periodically || - Frequiendsy!
management strategy at a time? Never | Always |
— = == = = —— _—_—— —— .

13, How often do you conscwusly cheese the confllct 1, 2 3 4.
handling strategy that is most appropriate for Seldom/ Sometimes || Periodically || Frequentiy/
the specific conflict situation? Never || Qv

14._How often do you use the gttzdeitnes Jor eertﬂzct 1. | 2] g
2 Seldom/ Sometimes Periodically requendyf
management _ Never - ) _ Always |
= = S 7 == i
15. How often are you aware of the posslblhty that L 2. 3 i
your particular behaviour could intensify a Seldom/ Sometimes Periodically requenlly/
conflict situation? ‘ Never N Abways
— - - - - - ’_ = .—‘ o
16. How often do you try to find the real reasons for = } 2 -
g - sty Seldom/ || Sometimes Periodically I requeml}f
a specific conflict situation? Never | Always
' ' e S [« 7 2 I 3 ] 4|
17. How often do vou view a conflict situation from , % i -
Seldom/ Sometimes Periodically Frequently/
the other person s perspectwe. Never || = T Adways
I iE ! 2. .| 4.
18. How often are you a\;dre of your own fee!mos Seldom/ || Sometimes || Periodically || Frequenthy/
surrounding conflict? N oir M | " Abways
Thank you for completing the “Conflict management” questionnaire
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M4(d) 2™ questionnaire (Post-test: Control group)

L
ice Soc@_ |
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Theme 3 - Self-Management
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e AL TS

QUESTIONNRIRE: CONELIGT MANRGEMENT

This 2nd questionnaire must be completed by the control group
at the
end of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of the
“Conflict management” module. You will receive this module later on as part of Theme 3: Self-
Management. The module is part of a large and expensive initiative and we must know how effective
it is in meeting the needs of trainees. For this we need your help. Please complete the following
questionnaire honestly and in full, and please don’t guess. We need your honest and personal views —
it will ultimately help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following is the second of 2 questionnaires that deals with various issues relating to life skills.

2.1 Mark all the answers on this questionnaire by making a cross & in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don 't write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire 10 others that you will or have completed. It will not identify you
as a person.

After you have completed the questionnaire, please return it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

¢ In the first row below, write the initials and surmame of the contact person who issued you this
questionnaire.

¢ In the second row, write the date on which this questionnaire was completed.

e In the third row indicate - by making a cross & in the appropriate block - the training provision
institution where this questionnaire was completed.

e In the fourth row, write your platoon number

i : Office use
Contact person: % l
Date: | / /2005 |
e [ I 2. [ 3.
e | Qudtshoorn ’[ Pretoria || Bisho ‘
4. [ 5 6| 7.
Graaff-Reinet || Chatsworth | Phillipi 1 Jakkalsdans |
- L = s E(,_‘ —_— T
Platoon number: —l[
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PART 2: PART OF SECRET CODE

| In the next six blocks, indicate your birth date. For example, if you

- were born on
| 15 January 1982, indicate it as follows: 150182

PART 3: GENDER AND SECRET CODE

e e 2T e R T T P L e . S A

D[ D

A I e T S I A ST R S

AT TR T e R Sl S T e,

s e P |
: : 1. Male 2. Female ||

. Please make a cross [ in the appropriate block ichs emd i
L:;y;manw_-.;x-_ e S S T L SR T B e i o e NPT Rl WS e P B W I S Vi e T e i S I e e B T AT IR, T .-.um,z»_.»j

PART 4: RACE

N e T B _ 1
5 7 2! 3. 4. ;

| Please make a cross B4 in the appropriate block Asian || Black || Coloured || White |}
LT T IR i S e i ¥ =p E8 A e, =S 2 RS S AT T A L L e A S T R S LR TR T A S A O Wﬁzmuﬂli.

SCALE 1: TRUE OR FALSE

To what extent is each of the following statements true or false?

3 |
1. A difference in people’s personal values is 1. 2. ; 4. 5. f
- 2 peop P 2 I know that it think it may Ik‘:s;:”r 1 think it may||1 know that it||
‘ often a major cause of conflict is false be faise be true istrue ||
|
= - —- —— _— i
3. |
| 2. A difference in people’s perception is often a 1. 2. ! 4. S |
: ¢ people's percep f I know that il|I think it may| 1A%t |\t thimk it may)| know tha it |
. major cause of conflict is false be false be true istrue ||
——————— —————— I‘ii
3. |
| 3. A difference in people’s interests is often a 1. 2. ; 4. 3. 4
; pap f 1 know that if|I think it may|| L3t} think it may) |1 know that ir]
major cause of conflict is faise be false chizad be true istrue ||
e e e = — i
| 3. |
| 4. Interpersonal competition is a form of L. 2. ; 4. 5 1
r'p P I know that it||I think it may Ik[:i?w! I think it may||I know that it
‘ conflict is false be false be true istrue |
e e t
o
e 4 T 3. ’ |
| 5. The best way to deal with conflict is to O | 1 donit 4. e |
ey = I know that it| | think it may e I think it may||I know that it|
avoid it is false be false be true istrue |
" e e e e = — {
; 3. - B
6. If you try to compromise, you will loose the L 2. ; 4 = |
y ry P L I know that it |I think it may ’k‘f:;’:uf I think it may||I know that it|
battle is false be faise be true istrue |
[ |
_ = —_—— = _—
3.
7. Aggressive behaviour will intensify a L 2. ; 4. o
[ 44 ) . . fy I know that it||I think it may [kda':v’ I think it may||I know that it||
conflict situation is false be false i be true is true
| 8. The ‘owl’ represents a person who seeks 1. 2 3. 4 5.
solutions that will satisfy all the parties I know that it I think it may ’k‘jﬁj;' I think it may||I know that it
involved in a conflict situation b flse hetade ke dut B yHe
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SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

1. Poor =1 am totally lost in this area.

2. [nadegquate =I know a little, but not enough to feel comfortable.

3. Adequare =I am fairly comfortable with my knowledge in this area.

4. Excellent =l have mastered this area (i.e. [ know 75% more than most people).

1. My knowledge of the definition of conflict can [ 1. 2 3. 4. ;
be described as Poor Inadequate Adequate Excellent

= e —= —— = S e e = : ]

| 2. My knowledge of the reasons for conflict can { s 2. 3 4. ‘
be described as } Poor Inadequate Adequate Excellent

e = s P e = __,,. — e O T = 1

3. My knowledge of the different feelings 1. 2 3. ’ 4. i

surrounding conflict can be described as Poor Inadequate Adequate | Excellent Jj

S ———— e S —— — = T I

| 4. My knowledge of the different conflict I ![ 2. 3. W 4, ‘
‘ management strategies can be described as Pom-'_JLInadequa!e Adequate Excellent

5. My knowledge of the five animals that is used ; . 5 -

to illustrate t_he conflict managing strategies Par Iradeguinte Adoiiaie Evcellent I

can be described as

= — = — ‘ = = !

6. My knowledge of the conflict management 1. 2 3 4. i

model can be described as Poor Inadequate Adeguate Excellent ||

r Al S, = —=e=t ,,,,.,, = : = ._:,, = - ._.[_i: = __[__ [1

7. My knowledge of how conflict situations can %, 2 3 4. |

be reduced can be described as Poor Inadequate | Adeguate Excellent  §

| 8. My knowledge of the behaviour that leads to } : 2 ; ; |

g;)snhve conflict resolution can be described Poor S iiite Adequate Excellent J¥

' 9. My knowledge of the conflict management 1. 2. 3. 4. ‘

idelines can be described as Poor Inadequate Adeguate FExcellent |

g L7 | L 1§

WA LR TG R e M ST AL TR T sl e s AP A T e e PR I AT T A TR e s SE L R A L S T TR S ERA AT e s TR L SR VU S Fha LA I it P R G o =l L, -—»j

SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following
statements?

1. When confronted with a conflict situation, I am , a- . ( 2. [ 3 | , ik -
. . . sfrongty . ( stron |
not sure which conflict handling strategy to use | disasres Idisagree L Lagree || "9 0% Uj
=T | ¥
2. A collaborating conflict handling style is the best ; £ . 2. 3. ! ; ¥ :
yf - strongiy
style to use dsrs,;zagr;i év I 1 disagree I agree 1 \a;:-efﬁ 4
' o . . ; | I« ]
3. If you choose the collaborating conflict handling e 2] | 3 fA
. . st y . strongly
style, you are behaving in an adult manner [ d:;:;ﬁf y I disagree ‘ fagreej am-ﬁ’
U T T .
4. I feel that a conflict situation is successfully I . } _ 4
resolved when purposeful decisions are taken by I strongly ‘ d'.;gm e || 1 a'g; ce 1 strongly
the parties involved disagree i agree
L L L
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SCALE 4: HOW OFTEN

How often have the following things occurred in your life?

(Please answer the following questions absolutely honestly)

=N

" . ) - ; flict ‘ 1. 2. 3. 4.
1. How often do you use Ol‘lly (.)ne ‘():Ol'l ¢ Seldom/ Sometimes Periodically I-'requemlyf
management strategy at a time? Never A;W,m
2 How often do you take respons1b|htv for your I 2. 3 l
own thoughts and feelings when dealing with Seldom/ || Sometimes || Periodically l'requerzﬂ_\/ i
conflict? Never | | Always |
; T ; o L. 23 3. [« |
; w ofte u "
|3 ,E,‘l 10 0_ : d,(,) 'yo hae fli ~ s o Seldom/ Sometimes Periodically Frequently! ||
-messages” in a conflict situation? | Never | Abvays. J§
TR T S Pt A T ] 3 4.
H w often do mamt good eye- contact wnth L. & -
4 l'lo hfte y;)tl dam ﬁ P Seldom/ Sometimes Periodically Frequenily/ i
the other party/parties urmg conflict? Never B Always_ ||
5 How often do you express your feelings durmg 3 Fo2 5 .
fli Seldom/ Sometimes || Periodically || Frequentdy/ ||
conflict Never [ Always |1
\ 6. Huw otten tlo yo_u d&beratetg; choese a - i S [;' o Tl 2"_ i ;1 all l 71', . 4;"” /_;
convenient time to deal with a conflict situation? Nevar omelimes || Femode L‘ b el
— T e
7. w ofte cu i ha : : ‘ ' ) i
HO SN d() you only fO Fon the EEME at lld Seldom/ Sometimes Periodically Frequently/ i
and not the mdlwduai(s) involved Never L Always
—_— _— —_— g
& How et‘ten do you first clanfg the cause."reason for L 2 3 . 1
9 Seldom/ Sometimes || Periodically || Freguently/ ||
the conflict before addressing it? | " Never Always. 1§
e S % 1o ] 2 3 4 |
9 How often do you draw up a hst of stsnble L ! : 3 |
/ imes jodicall ndly/
solutions for a conflict situation? Sedom \ S‘""m”'el Feallcaly F’ﬂ,’:ﬁys) |
[ i S e | L 2. 3. r 4. |
10. How often do you evaluate each ‘[,)roposed solunon Seldom/ || Sometimes || Periodically || Frequentty! ||
when trymg to resolve a conflict? Nayisor Always ||
I T = | E— — 1
[ 11 How often do you ensure that all the partxes L 2. 3. 4. 1
1 involved are satisfied with the solutions to the Seldom/ || Sometimes || Periodically || Frequently/ ||
I conﬂict? Never Always ||
- 1
12. How often do you use more than one conflict 5 A i »
9 Seldom/ Sometimes Periodically Frequently/ ||
management strategy at a time? Never Always ||
b i G — = E — |
13. How often do you conscmusly choose the conﬂlct 1. 7h 3. 4.
; handling strategy that is most appropriate for the Seldom/ || Sometimes || Periodically || Frequentdy/ |
speclt' ic conﬂlct situation? APTEL B Aty g
= ¢ |
i 7 3. 4 |
-
|14, How oftcn dc; you use the guzdelmes for couﬂtct Seldom/ || Sometimes || Periodically || Frequendy! |
anagement Never | | | Abways
= [ —
15. How often are you aware of the possnblhtv that 1. 2. 3. ‘ 4. j
your particular behaviour could intensify a conflict Setdom/ || Sometimes || Periodically || Frequently/ |
i oan? Never A!na_ys |
tuation? el J:
7 2‘ |
| 16. How often dO you try P ':;nd the reaI EEASOLS for 4 } Seldﬂm/ Sometimes Penod:ca!l} lrequemiv/ b
specific conflict situation? | Never J Always ays_|
" 1.
17. How often do you view a c(:nfhct sntuanon from the Seliom SOM“MH o !w olly rreque" i |
other persan ’s perspective? Ne,,,,, ,umm
7
4.
18. How often are you a\;'are of your own feelings se.' dom : gommms Pm X ’ Froquenty’
surrounding conflict? vev,,r Always |
Thank you for completmg this “C(mﬂlct Manaﬂement g quemonnatre
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APPENDIX 10:
QUESTTIONNAIRES USED IN THE EVALUATION
OF MODULE 5: ASSERTIVENESS

M 5(a) Pre-session questionnaite: Pre-test - Experimental group
M 5(b) Post-session questionnaire: Post-test - Experimental group
M 5(c) 1" questionnaire: Pre-test - Control group

M 5(d) 2™ questionnaire: Post-test - Control group
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M5(a) Pre-session questionnaire (Pre-test: Experimental group)

M%&!g 5(a):.

PRE -SESMIM&%
UESTIONI

Theme 3 - Self-Management

{C) 2004 PSWS & NU
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QUESTIONNRIRE: ASSERTIVENESS

TR o T

This questionnaire covers Module 5: Assertiveness.
It must be completed before the start of the Module

1. Introduction

You are about to complete the “ASSERTIVENESS” module. This module forms part of a large and
expensive initiative and we must know how effective it is. For this we need your input. Please
complete the following questionnaire honestly and in full, and please don’t guess. We need your
honest and personal views — it will help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following questionnaire must be completed before the start of the module.

2.1 Mark the answers on this questionnaire by making a cross [ in the appropriate blocks. The cross
must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don 't write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire 10 others that you will or have completed. It will not identify you
as a person.

When you have completed the questionnaire, please return it to the presenter, who will seal it in an
envelope and hand it to the research team. By completing this questionnaire you give permission that
the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

o In the first row below, write the initials and surname of the person who will be presenting this
particular module.

» In the second row, write the date on which the module will be presented.

e In the third row indicate - by making a cross [ in the appropriate block - the training provision
institution where the module will be presented.

o In the fourth row, write your platoon number.

Office use
‘ |
Presenter: || I
: : : - 1
Dare: | / 12005 |
" - ¥ 1. | 2.
Place: ‘ Oudtshoorn | Pretoria r B‘S’“’ |

4 5. I e |
__Graaff-Reinet || Chatsworth_ L Phillipi_ | Jakkalsdam {

Platoon number: ||

L -~ — - e
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PART 2: PART OF SECRET CODE

e s

|

| In the next six blocks, indicate your birth date. Forexample,ifyou [ p [ pl[a vl v [y
| were bom on
| 15 January 1982, indicate it as follows: 150182
PART 3: GENDER AND SECRET CODE
| Please make a cross B in the appropriate block 1. Male 2. Female

==

PART 4: RACE
[ Bleace make a crcs @ in the anproncate hlack 1 2 4 !
| Please make a cross &4 in the appropriate block dsian || Biack || Colowred || White %

SCALE 1: TRUE OR FALSE

To what extent is each of the following statements true or false?

r . - 2. 3.
| 1. Being self-assertiveness means communicating Ithinkit || Idon’t
| without exaggerations ”}“%ﬁe Ko
,7"‘“—« e | - 2. 3.
| 2. Self-assertive people will express their feelings and Lknow || Ithinkit || Idon’t
| needs clearly "'f“;,;,i,'s "}2:3" know
re . e 3. 4.

3. Self-assertive people do not acknowledge the rights {don't || Ithink it
3 know may be
! of others e
i__,.,____,_,.-‘ - T R
| 4. Passive people tend to violate their own rights Jhnew faard ’,,ﬁ'; 5
i frue

Uiy L AT R e e e et )

"I 5. Being passive is a form of manipulation

3. 4.
Fdon’t || Ithink it
know may be

frue

. . c 3.
| 6. Behaving passively means avoiding honest I don’t
expression of feelings and thoughts know
N S 3. 4
| 7. Aggressive people usnally demand that their personal {don't || Ithinkit
| rights should be acknowledged ko | e
I | true
M e ] 2. 3. 4.
| 8. Aggressive people tend to communicate by means ow || Ithinkit || Idon't || Ithinkit
| of reproaches that it is may be know may be {
alse alse frue |
|'"" T e e T e 2. 3. 4. §
9. Aggressive people tend fo communicate by means Lthinkit || [den’t || Ithink it i
; that it is may be know may be 3
of soothing lse false | e |
T e e 1. 2. 3. 4. 5 N
10. Aggressive people tend to communicate by means Lknow || Ithinkit || Idon’t || Ithinkit |} Tknow ||
| P that it is may be know may be thatitis ||
: of accusations alse alse true true ;

2
{ think it
may be

: 11. People have the right to express themselves openly
for as long as they do not violate the rights of others

B e = R

that it is
false

S e A L R T R e T T M S S SN

4.
I think it
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o]

My knowledge of an assertive philosophy can be

. . .. . 1. F 2. 4 5. |
i2. Being treated in 2 civil manner is one of an Lknow || Ithink it thinkit || Tknow ||
AT . hat it i b be thatitis |
individual’s “personal rights” Mebse "}Zi,e"—J e hatitis i
L N _ . | 2 4 [ s |
| 13. People who are passive tend not to share their Tknow || Ithinkit Ithinkit || Imow
: : thatitis || may be may be || thatitis ||
feelings and thoughts with others | faise Yol | true oue o
— e e — = o i = ﬁL———"
14. Being assertive does not imply that you should L ( 2 3. 4. |
I h . di dh I know Ithinkit || Fdon't || Ithinkit Hmow 1
present yourself to others in a direct and honest thatitis || may be know may be ,,m, ,m !
manner false Jfalse L trie ‘” ﬂ
= = e -~ = = T I e e |
) B 1 2 3 ”_ ] 5. ‘Ié
15. Assertive people take responsibility for their Iknow || Ithinkit || fdon’t || Ithinkit | Iknow ||
- that it is may be know may be that itis ||
feclings l Jalse Jalse frue e ||
L L —
o - [ ] [ T
) . ; 2. 3. * 4.‘] 5.
| 16. Assertive people get what they want by being Tknow || Ithinkit || Idon't || Ithinkit || Fknow |
I : that it is may be know l may be thatitis ||
offensive false Salse ’ true trug ;f
L L] J |
SCALE 2: MOST RELEVANT RESPONSE
Choose the most relevant response to each question
I. Pgor =l am totally lost in this area.
2. inadeguate =I know a little, but not enough to feel comfortable.
3. Adequate =I am fairly comfortable with my knowledge in this area.
4. Excellent =1 have mastered this area (i.e. | know 75% more than most people). .
— - s . = —— — - S T:
1. My knowledge of the meaning of the concept I 2. 4. i
“assertiveness” can be described as Poor Inadequate 1 Excellent 1'
SR
2. My knowledge of the definition of “seff-assertive ] 1. 2. 3. 4. [!
| behaviour” can be described as I Poor || Inadequate || Adequate || Excellent |
| 3. My knowledge of the meaning of the concept “passive [ I 2. 3. 4. ‘
| behaviour” can be described as ' Poor Inadequate || Adequate || Excellent ‘;g
e e ; =
4. My knowledge of the meaning of the concept L 2. 3. 4.
- “aggressive behaviour” can be described as Poor Inadequate || Adequate || Fxcellent ||
E —— B _-_4 — :
| 5. My knowledge of the rights of each individual can be K 4. .
] described as Paor lLlnad’equare Adeguate E.rceHenrJ'

i ' 2. 3. P
described as Poor Inadequate Adequate Excellent
— —— )—JI - h
7. My knowledge of the differences between passive, ‘ ; 3 ” 7 .
aggressive and assertive behaviour can be described ‘ P tnadequaie || Adeguite. || Erxcatet
as
!_;J .
iy . [
8. My knowledge of giving feedback to others in an i 1.
assertive manner can be described as ‘ Poor l"adequm Aa‘equale ‘ !xxceﬂeﬂf
Section #: Appendizes 222



SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following statements?

‘ 4.
3
1. L have the right to make mistakes Is!ron ly , 1 strongly 1
[ g i E 4 { d.-mgrec I agree | agree ||
: = :
. r i
2 lt is embarrassmg to complam about poo service to “fmgly mm . M 5 Estrongly
. ashop/restaurant owner disagree 8T g | agree
[ Py S i — ] i
| 3. Itis difficult to openly criticise others, even when I . h,f) " ' 2. i ”f)' ; 1
k d th strongiy I disagree § agree strongly |
now that I am right and they are wrong d,mgree agree |
P e e — |
. 3. 2 !
1 s Iy ||
4 Ii feels as if people are takmg advantage of me f:sz»? i dmgm Lagree 3 ronfy“;
— : . S r— **-*&4' i
3.
1 rr {3
5 I am frank about my feelmgs L‘:if‘:;’"ge‘g ldnagree } Iagregj strongly 11
= === — Bree — %1
6 It felt awkward to ask someone to return an 1tem 3. it
[ I srran 3 . 1 srmn dy |
that they have borrowed from me a‘magr%éy | 4 d"“g’ 95 Tagres agref 1i
7. 1 sometlmes ﬁnd it dlfﬁcult to accept com I1ments 3. i
: from other people P p ‘}fﬁi,‘;’if? 1 d‘sagm { agree mm"gly
e 2 ==7=.. §
' 8. lt is embarrassmo to confrom a person who I ’ 3 !'
aftempts to push in I strongly I d,m d I?trong[) 4
N : : gree I agree ]
| in front of me in a queue disagree L ogree |
 — R i T 1 4 P
Lo, Itis better to e\press your true feelmgs than to - : :
rrongl I strongly |
keep them to yourse!f disag;‘zg I d”"g’" ee “g’ ee amf 7
———i e - — o —— ~ e !
| 10. 1t’s OK if some people take advantage of my good- L.
| h o peop g y g I strongly I dwi = _,a - I ammgly
i eartedness disagree gr ST agree
1.1 fin ; ve compliments to ot L.
111 fin (}lt difficult to g1 co ph nts to o her Lstrongly Idtsagre Mgm ””mgly
J peop € disagree agree
: —— == =
12, Itis easy to say “no” to a friend who wants to E
I strongly I srrongly
!‘ borrow money from me disagree || ! “'”“3""’ 1 “S’"’" | agree ;
= n e i R e i e = 1. I
|13 1 ﬁnd lt difficulf to be totally honest about my Ist
ongl I strongi
fe elmgs d&;sZgr‘g 3’ I disagree I agree agf:ﬁ 4 j
1

| 14. Self-belief is not an important issue I strongly

| disagree
e o e e >

| 15. I believe in my own strengths 1 strongly

| disagree

1.

4.
1 dtsagree 1 agree ! s.'rong!y

1 dlsagree

‘_ I agree

P =

I s.rmngly
agree

‘ l6 A person should ask queshons until he/she has
|  clarity about something they do not understand

= n
I strongly
disagree

{ I d:sagree

r 17. Ii‘l stand ui; _forin_ly r;g,_hts, i-t_sho“wsﬁtﬁ;f I hz_we
respect for myself

i agree

I strongly I srrang[y
dnagreej 4 d‘uagr GJ 1 agr e agree

! strangb
agree

PR £ e G e

| 18. Itis a sacrifice of my human rights if I always
attend to other people’s needs first

19. People like people who are honest about their
thoughls and feelings

I ;rmng!y
disagree i d:sag'ree

I agree ’ ! sg;::gly
rrongly I dma i / ree l .I’Mrong!}
d:sagree L ag ‘ agree J

20 Ifl am self-assemve, lt lmphes that | present myself
positively to other people

i T T

; 1L
disagree

strongly

I dzs (24

5 agree ’

I m'on gly
} agree
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ScaLE 4: HOW OFTEN
Instructions:

How often have the following things occurred in the past?
(Please answer the following guestions absolutely honestly)

i. I have stood up for my rights Seldom/ Somenmes Penodtcaﬂy Frequem!y/
Never A ways

2. I have made decisions for others Seldom/ S(imenmes Penodxcaﬂy Frequemly.c’
| Never Always

I
‘.
J
Somenmes Penod:caﬂy | Frequem!y/ |
[ Always
1 — ~ — - SR — — - - P P e
| 4. T have tried to reach my goals by means of flattery Sefdom/ Someﬁmes ’jﬂodua"y ; Frequemfyf
Ne;er Always
. 5. I have felt self-conscious in the company of strangers St’fdﬂ Somem"es E quemlyl’ 1
Never Always ;1

| 3. I have aggressively conveyed my owua convictions to
others

| 6. Other people have had absolute trust in me St”dom/ Someﬁmes Penm’waﬂy quuemiy %
Never Mwabuj
- B — - ’ — {
L i 4. ]

| 7 My rights have been more important than the rights of deom / Someames Periodically || Frequenty/ |
others Never Always i

d e 1
| 8. I have apologized when I was at fault Sffdo Sﬂmmmes Penodffaﬂy Friqrwnffy/ “5
Never Always ||

- 4. {
| 9. I have been self-assertive Se!dam/ Someames Penadwaﬂy Frequently/ |
‘ ’ Never Always ||
=T - = =—— > i
| 10. I have let other people know how I feel Seldomf Sﬂmeﬂmes‘ Peﬁodicah‘y Frequently/ ||
Never Always |

—————e e == = g
1 I8 3. 4.

11. T have allowed other people to decide what I should Seidom/ Samm"m Periodically || Frequantly §

‘ do Never ways ||
|

[ - o - . 2; 3. 4. i
12. I believed in my own capabilities Sefdvm/ Sometimes || Periodically || Frequently/ |

| Never L Atways_*'
= —— =1
| : H i 1. q 4. |
13. I have reached my goals in a direct, aggressive Saktom] Periodically || Frequentiy |

manner Never r’u'wa)s
14. I have dominated others Seldom/ Someumes Penodtcal[y !'requendy/ q
| Never Always

15. I have done what others thought was right for me Sgdomf Somt’ﬂmes \ Pmodtfa!b} Freq'uenﬂyf
ever wayv ;

B e e g e Y B N R N e e e L S 8 Wl R

Thank you for completing the “Assertiveness” questionnaire
Y P g q

Section 4: Appendrxes 224



M5(b) Post-session questionnaire (Post-test: Experimental group)

PQSE'SES .“’
.UESTIONNAI ‘

{Theme 3 - Self-Management

2) 2004 PSWS & NU
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'L

QUESTIONNAIRE: ASSERTIVENESS

This questionnaire covers Module 5: Assertiveness
It must be completed after the presentation of the Module

1. Introduction

You have just completed the “ASSERTIVENESS” Module. This module forms part of a large and
expensive initiative and we must know how effective it 1s. For this we need your input. Please
complete the following questionnaire honestly and in full, and please don’t guess. We need your
honest and personal views — it will help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

This questionnaire must be completed directly after the module.

2.1 Mark the answers on this questionnaire by making a cross [& in the appropnate blocks. The cross
must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don 't write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will
be used to march this questionnaire to others that you will or have completed. It will not identify you
as a person.

When you have completed the questionnaire, please return it to the presenter, who will seal it in an
envelope and hand it to the research team. By completing this questionnaire you give permission that the
data may be used for research purposes.

3. How to start

Parts | to 4 are designed to link you with a specific intake, training provision institution etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART I: MODULE PARTICULARS

o In the first row below, write the initials and sumame of the person who will be presenting this
pariicular module.

+ In the second row, write the date on which the module will be presented.

* In the third row indicate - by making a cross B4 in the appropriate block - the training provision
institution where the module will be presented.

s In the fourth row, write your platoon number.

Office use
| — e —— E— e s e ———— S —_“
Presenter: |
Date: | . /12005
place: | L | .2 i k
e | Oudtshoorn Preto ] Btsbo

sy ey

Platoon number:

| Graaff-Reinet || _Chatsworth Plull;p; ” Jakka!sdans
1
!
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PART 2: PART OF SECRET CODE

In the next six blocks, indicate your birth date. For example,ifyou [l p [ ail[ai [ v v ]
| were born on 1
15 January 1982, indicate it as follows: 150182
T e A T A P e N ™ 54 Y T O T e i T ) B A T e Bl A e T e A a T LM A T L T ST SRS e i -:.’Jn.w;ml.a-w_:u—a.n]
PART 3: GENDER AND SECRET CODE
e e e i
Please make a cross [4 in the appropriate block 1. Male 2, Female i
P i L Ly SRR e 3 = AT T TR T Wt DSTGRE ¢ USSR Pl 0T S ) AL 'm‘z..xr»‘.{(—.-:‘?.
PART 4: RACE
Please make a cross ¥ in the appropnate block Asian || Biack || Cotoured || white ?
[ e P T L R e S T F ST IO s I TN ez
SCALE 1: TRUE OR FALSE
To what extent are each of the following statements true or false?
P - e e T 3 4 1
| 1. Being self-assertiveness means communicating rdont || Ithinkit || 1know ||
- . know may be that itis ||
.‘ without exaggerations e true
[ e e e e ¥ A 3. 4. 5. |
| 2. Self-assertive people will express their feelings Tt ink i Fdont || Ithinkit || Iknow
: and needs clearly it s false Koot m;if ¢ rh::;; >
o o o N 3. 4. 5. |
| 3. Self-assernve people do not acknowledge the fdomt || fthinkit || Iknow i
know may be that it is |
rights of others i rue ||
r - EX 7 5.
|4 Passive people tend to violate their own rights ﬁ'ﬁ:’ I,,‘,’:,'; ﬁ;‘ ,f,:,"ﬂ‘?s .
frue true
- | ; 4. 5.
! 5. Being passive is a form of manipulation ’,,'ﬂ:;,ﬂ;r lk‘,f,ofw ’;,}:,'; ﬁ;‘ ,}',,I;",-';'FS |
I alse true true |
S ETm et woectomle e e | 4. 5|
| 6. Behaving passively means avoiding honest “motmm Man t || Ithinkit || Iknow |
| expression of feelings and thoughts itis false fnow . f" "'ff sl |
R 3. 4. 5]
| 7. Aggressive people usually demand that their P km{; that l.thmk it Idon't || Ithinkit || Iknow
‘ personal rights should be acknowledged itisfalse || m@be || dmow || maybe \ thatitis

frie frue

‘ 8. Agoresswe people tend to commumcate by [ ho{;m i
| means of reproaches it is false

| 9. Aggressive people tend to commumcate by i 0"‘;, -
means of soathmg it is false

| 10. Aggresswe people tend to communicate by 1.

I know that
l means of accusations it is false

4.
I think it
may be
frue

4.
I think it
may be
true
4. .
I think it Iicnow
may be that it is
trie true

P e R B W T SR

—_——— e
il. People have the right to express themselves I szlk ~’ 3 i p
. : ink i I don’t think i
openly for as long as they do not violate the ! lﬂo?agl:f m;; i frg ,,,;;"b: oy i :
rights of others Jalse true frue ||
S R P RO R L Y T A SO o . S L T e T AL S U A T et e SR e T N R o 5 S ety LT s ,:ﬁ:jll
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12. Being treated in a civil manner is one of an

13.

N e TS i I e T S T T Y AN il L P T Y el P AT T T T TN M TS

individual’s “personal rights”

2
s o
1 think it fdon’t
Iilg}" ai:';‘ l may be ( know

I .

e

IS

l tlzmk it 1 knlow |
{ may be thatitis ||

Jalse L trye true !
o L . ﬁ B 4. s 1
People who are passive tend not to share their 7 know lluu‘ I(]zm.k it Tdon't || Ithinkit || Iknow ||
; < may be know may be that itis |

feelings and thoughts with others it is false otse - yuti

—_— = T

. Being assertive does not imply that you should I 02 . . iJ ; j’4.1" ”5.
3 H : t think it |
present yourself to others in a direct and honest |/ ‘{?Er}vazw ""bf ok s be || dbaricts B
manner € false Irue trie |
= i x —— == —\— ‘.—___—_'._‘" —
) . ) 3. 4. s. |
. Assertive people take responsibility for their Idon't || I think it Iknfa\?‘li
feeliugs know may be thatitis |1
- frue frue |
| R | I
B - "_«"(_——w—‘ ] ",;
. \ 3 4. 5. |
. Assertive people get what they want by being fdon't || Ithinkit || Iknow ||
: : may know may be that it is

offensive oL e 1
i

L =T AR

SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

L. Poor =1 am totally lost in this area.
2. [nadeguate =1 know a litle, but not enough to feel comfortable.
3. Adequate =1 am fairly comfortable with my knowledge in this area.
4. Excellent =1 have mastered this area (i.e. | know 75% moere than most people).
E— . - ——— e L — S EaSe — ;}‘
1. My knowledge of the meaning of the concept L 2 :
“assertiveness™ can now be described as Poor Inadequate Adequafe Erceﬂem |
2. My knowledge of the definition of “self-assertive I 2. 4
behaviour” can now be described as Poor Inadequare Mequwe Exfeﬂem
3. My knowledge of the meaning of the concept L 2, !
“passive behaviour” can now be described as Poor ] Inadeguate Adeq"afe Exceﬂeﬂf
4. My knowledge of the meaning of the concept } 3. '
“aggressive behaviour” can now be described as oor Inadequaff Adequate Eﬂeﬂé’ﬂf 1
- e —— - - S — — = —— ‘
' 5. My knowledge of the rights of each individual can 4.
| now be described as Poor Inadequale Adequare Excellent
6. My knowledge of an asserfive philosophy can now
be described as l lnadequale Adequare J Excellem
7. My knowledge of the differences between passive, ( ‘ :
aggre_ssive and assertive behaviour can now be madequm Adeq"m Excellent
described as 1
8. My knowledge of giving feedback to others in an }

assertive manner can now be described as

arz

Inadequal]Ldequme Fxcellem '
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SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following statements?

) B o o ) T 4.
| 1. I have the right to make mistakes I ‘-‘mng’y I strongly
g disaree I d’nagree I agree " agree
s S ——— e —=1
2. It will be embarrassing to complain about poor service to 2. ’ % {
) g p P I s!rongf} 1 disagree “;Tce Istrongly |
a shop/restaurant owner disagree ! agree ||
| 3. It will be difficult to openly criticise others, even when I hmng[y 2, rrongly
‘ know that I am right and they are wrong disagree || T isagree agree
— R |
4. Tt will feel as if people are taking advantage of me I strongly : Istrongly ||
. peop g g o drsagree Iagree agree. |
o = — : et == — =
' 5. T will be frank about my feelings I strongly Isrrongfy -‘1
t my g disaores I d:sagree I agree agree

| 6. It will feel awkward to ask someone to return an item 1; ,
I strongly 1di sagre el 7 agree 1 srrang[y
| that they have borrowed from me L_dtsagree agree ‘;,

' 7. 1 will sometimes find it difficult to accept compliments 1. 3.
I agree

2
I strongly
| from other people disagree ||| disagree
L |

et e e e

| 8. It will be embarrassing to confront a person who lwi-ngly 2.

| attempts to push in front of me in a queue disagree || T disogree
9. It will be better to express your true feelmgs, than to Isrrf;}:gty

|‘ keep them to yourself disagree

_ -s M e

| _ I3

| 10. It will be OK if some people take advantage of my good Paiely

“ heartedness disagree

| 11. I will find it difficult to give comphments to other people Y smﬂngfy ,d,sagm_,
disagree

4.
I strongly

. 1
I strongly lé

agree

———
12. 1t will be easy to say “no™ to a friend who wants to
| y Y I strongfy I d“i eree || I agree I s(rongfy
borrow money from me disagree agree
13. I will find it difficult to be tota]ly honest about my ;
[ Istrongly ||, d.vsa eell 1 agm i 1 \irangly
| feelmgs disagree & agree
14. Seif-belief is not an important issue { Isrm},gfy rsrrong!y
P e || d!sagree I agree
!‘"—"‘—_ e T o T e e ]‘—l
| 15. I will believe in my own strengths I strongly I srmngfy
‘ Y g Jtsazrés dxsagree I agree a e
16. A person should ask questions until he/she has clari 1.
p q ty Is‘tmng[y l] dlSﬂ 5% [aéree Istmngly
about somethmg they do not understand disagree 3" agree
17. If I stand up for my rights, it will show that | have L &
| I strongly I strongly
I dxmg'ree I agree agree

respect for myself disagree
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| 18. It will be a sacrifice of my human rights if [ always

attend to other people’s needs first

| 19. People like people who are honest about their thoughts F

and feelings

20. If I am self-assertive, it will imply that I present myself

1.
I strongly I stmngly
disagree 1 duagree I agree agre v
= .__| ’,
4.
i srrongly I strongly
disagree I drsagree 1 agree agree

|
| 4.

L8 Iwill apologxze when 1 am at fault

' 9. I will be self-assertive

eIdom/ Someamm
Never

‘ Penodrcaﬂy A”

L
o I strongly 1 srrong[y
positively to other people [_‘dfsagree % d“"g‘" £ L"“ﬂ;—) agree
SCALE 4: HOW OFTEN
Instructions:
How often will the following things occur in the future?
(Please answer the fo!lo wing quesnons abselutely honestly)
B - - T N " 2
| 1. Iwill stand up for my nghts | Seldom/ Sometimes ‘H‘ Penairca!iy M requen!!y/ y
| Never L Always 4
"""" o S I. F A ‘;
2 1 will make decisions for others Seldom/ Samenmes Penodrcaliy l Frequently/ /
Never || fw_La s i
T T _ A == B I_ 1
3 l will aOgresswely convey my own Seldom/ Someames *‘ PenodrcaﬂyA‘l Frequemly/ '
convictions to others Never | Alwdys ;
] f - 1 N |
1. 2. 3. 4. i
I WIll try to reaCh my goals by means Of 1 Seldom/ ( Sometimes Periodically Frequentlyf 1
' ﬂattery Never |l | Always ]
= e T e T B B e e i
[ . 2. —< |
. 5. Iwﬂl feel self-conscious in the company Sewm v I sonsinics Peri od:c ally requemb ; o
! of str angers Never | ways 1
- S — *"*—f%
i
| 6 Other people m” have abSOIute tms' n Seidom Someames Penod:caﬂy Frequent!y/ 4
me Never Always i
= — e ee— 4
T % My nohts w"“ be more lmporfant than eldom omeﬂmes enod:caﬂy Frequen!!yf
those of others Never | Always J

F, rﬁquem!y/
Always

Sameumes k Penodrcaﬂv ”

i
Frequenily/
Always

TS G e i R e

].

10. I will let other people know how 1 feel Sefdom/ Someﬂmes “ Peﬂodwaﬂv Wrﬂequeﬂﬂﬂ ;
| Never Always ':

1. 1 will allow other people to decide what 1

should do

12. I will believe in my own capabllmes

3.1 wnll reach my goals ina dlrect,
| aggressive manner

14. I will dominate others

15. l wdl do what others think is nght for
me

Se!do
N’ever

Somermres Penodrcaﬂy F requendy!
Always '

Seldom.’ Somenmes Penod:c
Never

Frequemfyf
Always

J;-

L

Somenmes

Seldom/
Never

‘ Penodacally ‘l

4. )
Frequently/
Always

28 2.
Seldom/ Sometimes
Never

3.
F Periodically (

4. |
Frequently! ||
A!wavs

L
Seldom/ Somenmes Penod:cal[y Fi requen[!y/ ]
Never A!wavs ;
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SCALE 5: EVALUATION OF THE STUDY UNIT’S VALUE

Instructions:
Please evaluate the value of the study unit by completing each of the following
questions
S S ; 5 . || #
1. How would you rate the value of the section: : : : It had &
" . . »” It had little|| It had below || It had above lot of
The definition of assertiveness or no value|| average value || average value valile 1
2. How would you rate the value of the section: I 2. 3. 4. f
*The difference between passive, self assertive and | it had liute || It had below || 1t had above || 1 a2 |
aggressive behaviour” or no value|| average value || average value value J ;
SRS L » r
3. How would you rate the value of the section: 1 2. 3. | 4.
*Personal rights” It had linte| It had below || It had above || T 2ed fa
{1t included the rights of each individual} or no value ‘“’”"ge value ||average value || oy |
— = ——r e e |
. I 3 | 4. |
4. How would you rate the value of the section: : -+ Hhada |
» . , » It had linle || 1t had below It had above lot of
An assertive ph ilos ophy or no value| | average value || average vaiue va !::e |
N S R PR
5. How would you rate the overall value of the L : 3. Itheda ||
. B ft had lizile || It had below || It had above 1ot of |1
Assertiveness study unit? or no value|| average value | | average value valus |
SCALE 6: EVALUATION OF THE STUDY UNIT’S RELEVANCE
Instructions:
Please evaluate the relevance of the study unit by completing each of the following
questions

1.

The study unit will have a positive impeact on my job iﬂ'ong{y D,mgree

performance d:sagree

1 will be able to apply my new imowledge in my job Srrongiy D:sagree Agree Srrongb’
nagre agree

[ will be able to apply my new skills in my job Sa-onglv
drsagree

Agree

The study unit will have a positive impact on my ability Smmg! DM | QP | mﬂ ly
to cope with the challenges of life disagree 5 gr agrfe

N T
[ will be able to apply my new knowledge in my daily life Strongly ]T):sagree Agree rroug!y
| disagree agee
[ will be able 10 apply my new skiffs in my daily life Strongly ( Disagree Agree ong!y
disagree || a ree
- 1 | 2 [ 3
The study unit will increase my job satisfaction Strongly Disagree Agree
disagree H

The study unit will increase my productivity

Srron gly
agree

Section 4: Appendixes

231

Drsagree [ Agree ‘7S!rongly J:

e

1 | 2 1 3 ‘ 4
Strongly } Disagree | Agree Strongly
e =g e T L | ;



- - [ disagree || [ I agree |
i E— — s — — e pp—— ey - —= |
9. The study unit will improve my ability to function in ! i 1 ‘o

| . Strongly Disagree Agree Strongly
work related teams (e.g. platoons, teams, units) disagree agree ||
= e s ———— S— i ——— S — - e — S —— ——— - -‘J

: s o 1 2 3 4
10. The §mdy unit will improve my ability to render a good Strongly Disagree || Agree Swrongly
; service t0 SAPS customers disagree agree ||
| : : 1 2 3 4 f
L Al! other SAPS personnel should receive this study Sty Disagree || Agree | Swongly [
unit disagree agree ||
= — ——— = —— — o
i
) . . . 1 2 3 4 i
12. If all things are La'ken into account, ﬂ}lS study unit was el Disagree || Agree || stromgty |
relevant for my job and personal life disagree agree ||
|l -
Thank you for completing this “Assertiveness” questionnaire
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QUESTIONNRIRE: ASSERTIVENESS

This 1* questionnaire must be completed by the confrol group at
the peginning of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of the
“Assertiveness” module. You will receive this module later on as part of Theme 3: Self-Munagement.
The module is part of a large and expensive initiative and we must know how ctffective it is in meeting
the needs of trainces. For this we need your help. Please complete the following questionnaire
hounestly and in full, and please don’t guess. We need your honest and personal views — it will
ultimately help us to serve you and your colleagues better.

2. Imstructions for completing this Questionnaire

The following is the first of 2 questionnaires that deals with various issues relating to life skills.

2.1 Mark all the answers on this questionnaire by making a cross [ in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your owi.

This questionnaire comtaing several personal questions. Dor't write your name anywhere on il.
However, for research purposes we need you to generate a secret identification code. This code will
be used 10 maich this questionnaire Lo others that you will or have completed. It will not identify you
as a person.

After you have completed the questionnaire, please retum it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts 1 10 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

+ In the first row below, write the initials and sumame of the contact person who issued you this
questionnatre.

= [nthe second row, write the date on which this questionnaire was completed.

o [n the third row indicate - by making a cross [ in the appropriate block - the training provision
institution where this questionnaire was completed.

¢ In the fourth row, write your platoon number

Office use
= - .
Contact person. l
Date: | / 12005
. [ L i \ 3.

Place: | Oudtshoorn ”‘ Pretoria—*l(\ Bisho ‘“
i 4 1 3 |_ 6 T 7 "‘}
| Graaff-Reinet |  Chatsworth || Phillipi || Jakkalsdans |
Platoon number: | !:
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PART 2: PART OF SECRET CODE

e e i
| In the next six blocks, indicate your birth date. For example, if you DID|M{IM|YY}
- were born on {
| 15 January 1982, indicate it as follows: 150182 q
PART 3: GENDER AND SECRET CODE
e e e i
' Please make a cross & in the appropriate block 1. Male 2. Female ||
AT Te Jh SR L TR S L DGR A GIY . BT Nl LA AR A LTI TS A AT R WAL s st S T (VAL S, W ] SIS LS S -ij
PART 4: RACE
I S O A === S NP 4
| Please make a cross B in the appropriate block . 2. 3. 4. 1
| PRIOp Asian || Black || Coloured || White i

SCALE 1: TRUE OR FALSE
To what extent is each of the following statements true or false?

. IR T. 2. 3
| 1. Being self-assertiveness means communicating Iknow || Ithinkit || Idon't
| without exaggerations that it is i know
[ et ccen et . T il 3.
| 2. Self-assertive people will express their feelings and Idon't
needs clearly know
e e 2 3. 4 5.
| 3. Self-assertive people do not acknowledge the rights Lthink it || Idon’t || Ithinkit || [know
of others may be know may be || thatitis
| true true
— = 3. 4.
| 4. Passive people tend to violate their own rights ’k’f,‘;':,,” ’,ﬂ;”b‘:
{ true
- Z. 3.
. - . . Ithinkit || Idon’t
| 5. Being passive is a form of manipulation e || Reow
alse
. . - 1 3. 4.
| 6. Behaving passively means avoiding honest Tdon't || Ithink it
“ expression of feelings and thoughts know Y ebe
o T e o 2. 3. 4, i
| 7. Aggressive people usnally demand that their personal Ithink it || Idon’t || Ithinkit ;
ichts sh b W that itis || may be know may be .
[ rights should be acknowiedged ok - i 4
R e 3 4. 3
| 8. Aggressive people tend to communicate by means 1 know Idon’t || Ithink it j
of reproachgs that it is know may be 3
alse true 4
T e 3. 4. i
| 9. Aggressive people tend to communicate by means 1 know I don't || Ithink it |
of soothing :ha;lir is know may be (l
se {rie {
|
e 3 4. L
| 10. Aggressive people tend to communicate by means fdon’t || Ithinkit i
f 7 that it is know may be 1
J of accusations el piih |
T T o T e T e : 3. 4. 5. |t
| 11. People have the right to express themselves openly ! know Idon’t || Ithinkit || kmow ||
for as long as they do not violate the rights of others f"}{'a‘J:_'e is il ] s 3
L 2 3. 4 5.
| 12. Being treated in a civil manner is one of an Tthinkit || [ don’t || Ithinkit || Iknow |
individual’s “personal rights” maybe || know || maybe || thatitis |§
L JSalse triee i

who are pa

13. People
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ssive tend not to share their Pknow || Ithinkit || Fdon't || Fthinkit || [know ||
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e

feelinos and th ith others [ thatitis |[ maybe || knew || maybe |[ thatitis ||
feelings and thoughts with others { it “ N J(— ‘ ay b mw‘]:
B o B ) - 1 | I ]
| 14. Being assertive does not imply that you should Lo L 3 4 ] sy
present yourself to others in a direct and honest ,f,,f;'ﬁ‘:s lr:frt:y” }z;;! Ilff.oanwlr ’Jffxﬁf'ﬁe“ iﬁ'ﬁﬁ ]
manner false Salse B frue true
- o - i _ L I 2. 3. « |[ s |
15. Assertive people take responsibility for their Lknow || Ithinkit || Idon't || Ithinkit || Iknow |
feelin gs that it is may be know | may be that it is
Salse fa!sef N true rmf» |
. ) 1. 2. 3.
| 16. Assertive people get what they want by being Lknow || Ithinkit || { don’t
3 that it is may be know
offensive e ot
SCALE 2: MOST RELEVANT RESPONSE
Choose the most relevant response to each question
1. Poor =1amiotally lost in this area.
2. Inadeguate =I know a litile, but not enough to feel comfortable.
3. Adequate =l am fairly comfortable with my knowledge in this area.
4, Excellent =1 have mastered this area (i.e. [ know 75% more than most people).
1. My knowledge of the meaning of the concept I. 2. 3 4. 5
| “gssertivenesy” can be described as Poor E’“’d‘”"“‘“’ Adeguate’ || . Excellert i
e — —— e — = = |
[ 2. My knowledge of the definition of “seif-assertive L 2. 3. 4, j;
| behaviour” can be described as pigy || Walsgust || ddepme (| Stodlew: §
) 1
3. My kaowledge of the meaning of the concept I 2. 3. 4. .
| “passive behaviour” can be described as Poor ’ Inadequate I_Ad""?""““ Excellent  f§
—— e ——— e e ;\EI
4. My knowledge of the meaning of the concept 1. 2. 3. 4. ’
| “aggressive behaviour” can be described as Foor || nadequite || Adepute || Exocllent: |
5. My knowledge of the rights of each individual can I 2. 3 4. —1
be described as Poor Inadequate Adequate Excellent [
| 6. My knowledge of an assertive philosophy can be I 2. 3. 4.
described as PaarJ Inadequate Adequate Excellent ||
I - ‘J
7. My knowledge of the differences between passive, ; .
gggrestz:ive and assertive behaviour can be Poor R
escribed as
L |
——————— e —— ot = =
- 8. My knowledge of giving feedback to others in an 1. 2. 3. 4. '
assertive manner can be described as Boar E‘“’eq"""’ Adequate E‘”‘”‘"ﬂ‘

e

SCALE 3: AGREE/DISAGREE
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To what extent do you agree or disagree with each of the following statements?

1. T have the right to make mistakes

| 2. It is embarrassing to complain about poor service
to a shop/restaurant owner

| 3. Itis difficult to openly criticise others, even when I
know that I am right and they are wrong

- 4. It feels as if people are taking advantage of me

5. 1am frank about my feelings

6. It felt awkward to ask someone to return an item
that they have borrowed from me

7. I sometimes find it difficult to accept compliments
from other people

'8 Itis embarrassing to confront a person who
attempts to push in
in front of me in a queue

9. It is better to express vour true feelings, than to
\ keep them to yourself

10. It’s OK if some people take advantage of my good-
heartedness

| 11, I find it difficult to give compliments to other
people

|
12. 1t is easy to say “no” to a friend who wants to

borrow money from me

13. I find it difficult to be totally honest about my
feelings

14. Self-belief is not an important issue

| 15. 1 believe in my own strengths

16. A person should ask questions until he/she has
clarity about something they do not understand

17. If 1 stand up for my rights, it shows that I have
respect for myself

TR AR

F—= |
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1, 2. 3. 4.
I strongly 1 disagree I agree I strongly
disagree |__agree |
L 2. 3. 4. |
I strongly 1 disagree I agree Istrongly |
disagree | agree ]
1 |
] ‘ |
1. 2. 3. 4. |
I strongly I disagree T agree Istrongly |
disagree agree !
I. Z 3 4 1
1 strongly I disagree I agree I strongly |
disagree - ] agree f
Te 2. 3. . |
I strongly 1 disagree I agree [ £ strongly ||
disagree L | agree |
—— i
1. 2. 3. 4. !
I strongly I disagree I agree Istrongly |
disagree agree j
= |
= = |
I 2, 3. 4. i
1 strongly I disagree I agree Istrongly ||
disagree agree J |
|
FOrre— |
§
L. 2 3. « |
1 strongly I disagree 1 agree 1strongly ||
disagree agree ']
_ ! i
£ 2: 3. .
I strongly ldisagree I agree Istrongly |
disagree L agree J
L 2. 3 4. 1
I strongly 1 disagree I agree I strongly ||
disagree agree |
|
|
L 2 3. 4, i
I strongly I disagree I agree Istrongly ||
disagree agree |
___= — |
1 F 3 4. i
I strongly I disagree 1 agree Istrongly |
disagree agree 1
== =S 1‘
L 2 .| 4. |
I strongly I disagree I agree Lstrongly ||
disagree agree ||
| i
I 2. 3. 4. |
I strongly 1 disagree I agree Istrongly ||
disagree agree |
1. 2. 3 4. |
I strongly 1 disagree 1 agree I strongly ||
disagree | agree !
1
1. 2. 3. 4. 4
1 strongly I disagree I agree Istrongly
disagree agree
]
i 2. 3. 4.
1 strongly I disagree I agree I strangly
disagree t agree
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e

| 18. It is a sacrifice of my human rights if I always
attend to other people’s needs first

| 19. People like people who are honest about their
! thoughts and feehngs

: 20. IfI am self-assertive, it implies that I present
myself positively to other people

mons

serars

b

1. bo ] 3. 4. :

1 strongly I disagree I agree Istrongly |

disagree agree

_ e L 4

1. 2; 4. i

I strongly I disagree Istrongly |

Ur‘sagree agree |

» Sepe— L |

L 2. 3 4. !

I sirongly 1 disagree I agree Fstrongly ||
disagree agree ‘

fl

T A LT S e T o S L i 0 T Y™ 55T .‘ZJ

ScaLE4; HOw OFTEN

Instructions: How often have the following things occurred in your life? (Please answer

the following questions absolutely honestly)

| 1. I have stood up for my rights

2 I have made decisions for others

3 I have aggressively conveyed my own convictions to
,‘ others

! 4, I have tried to reach my goals by means of flattery
y 5. I have felt self-conscmus in the company of
strangers

6 Other people have had absolute trust in me

| 7. My nghts have been more unportant than the rlghts
i of others

| 8. I have apologlzed when I was at fault

1.
Seldom/
MNever

i
1.
Seldom/ Someames Penodfcalfy Frequenrl_) i
Never Always ||
1. ?
Seldom/ Someames Penodwa]!y Frequenr!y
Never Afways
'R 2
Seldom/ Sometimes Penod:cauy Frequem!y/ 1
Never Always
r I z q
Seldom/ Sometimes Ti " ally tly/
[ Never Alwa 5 ?

2.
Sometimes Penodrca!!v F. requen.r[v/ 4
A!ways

1. 2.
y Seldom/ J Sometimes Penod:cal! ly || F requent.ry/ I
Never Always
1. 2. 3. 4. "
Seldom/ Sometimes Periodically || Frequently/
Never Always ||
2. 3.
L Seldom/ Sometimes Periodically || F rgquenriy/
Neyer [wavs

J 10. I have let other people know how I feel

| 11. I have a]lowed other people to decide what [ should
| do

\ 12. I believed in my own capabi]ities

. 13. T have reached my goals in a direct, aggressive
manner

14. I have dominated others

| 15. I have done what others thought was right for me

T TS S sy ST A R S S

1.
Seldom/
Never

R FA IR T SN

i

Seldom/ Somenmes Penod:ca![) Fi requently/ ;

Never |

1

Seldom/ Sameames Penodlcaﬂ) Fi requemlyf ]

Never Always d

2. 3. | l

e!do Sometimes Periodically || Fi requem[y/ J
Never Alw ays

i

Setdom/ Somenmec Penodically F requemfy/ |

l Never Always 1'

1. i

Seldom/ Samenmes Penod:ca[lv F requemly/

Never AIW(J_) ¥

1
Seldom/
Never

Somea:imesJ Peﬁoa:icdly Frequemlyf

Aln'a)

Thank ou for com letm the “Assertweness” uestionnaire
y p g q

Some!:mes Penodwally !‘requem!) /
b A!w@s

A X
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QUESTIONNRIRE: ASSERTIVENESS

This 2™ questionnaire must be completed by the control group at
the end of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of the
“Assertiveness” module. You will receive this module later on as part of Theme 3. Self-Management.
The module is part of a large and expensive initiative and we must know how effective it is in meeting
the needs of trainecs. For this we need your help. Please complete the following questionnaire
honestly and in full, and please don’t guess. We need your honest and personal views — it will
ulumately help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following is the second of 2 questionnaires that deals with various issues relating to life skills.

2.1 Mark all the answers on this questionnaire by making a cross X in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questons.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don't write your name anywhere on il
However, for research purposes we need you to generate a secret identification code. This code will
be used 0 match this questionnaire 10 others that you will or have completed. It will rot identify you
as a person.

After you have completed the questionnaire, please return it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts | to 4 are designed to link you with a specific intake, training provision institution, ete. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

» In the first row below, write the initials and surname of the contact person who issued you this
questionnaire.

+ In the second row, write the date on which this questionnaire was completed.

+ [n the third row indicate - by making a cross & in the appropriate block - the training provision
institution where this questionnaire was completed.

¢ In the fourth row, write your platoon number

Office use
Contact person:
Date: ! /2005
— J 1. 2. 3. ]
Piage: ]' Oudtshoorn I Pretoria Bisho
- 4 | 5 01 e | '
Graaff-Reinet Chatsworth || Phillipi Jakkalsdans
Platoon number: | 1
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PART 2: PART OF SECRET CODE

e . :
| In the next six blocks, indicate your birth date. For example, if you DD MM Y Y i
| were born on |
| 15 January 1982, indicate it as follows: 150182 |

PART 3: GENDER AND SECRET CODE
N e e _ |
| Please make a cross & in the appropriate block 1. Male 2. Female ;

R T L AR LR o SO AT I T BTN "1;1

PART 4: RACE
= o e =, i
\ . . k. 2. 3. 4. k
| Please make a cross [ in the appropriate block Asian || Black || Coloured || White |l

SCALE 1: TRUE OR FALSE

To what extent is each of the following statements true or false?

" . .. 2. 3.
| 1. Being self-assertiveness means communicating Ithinkit || Idon’t
| : . may be know
| without exaggerations false L i
I_¥____ - ==t —
[ . ) . . 1. 2. 3. 4.
| 2. Self-assertive people will express their feelings and Tknow || Ithinkit || Idon't || Ithink it
that it is may be know may be
} needs clearly Saite false prust
ST BV Y N B
| 3. Self-assertive people do not acknowledge the rights Lthinkit || Idon’t || Ithinkit || Iknow
may be know may be that it is
| of others ‘false pu true |
— . - N IR 2. 3 4. 5. ]'_
' . . . . 1k Ithinkit || Idon't || Ithinkit
. 4. Passive people tend to violate their own rights ,ha,"f:'}'s ,,,,,’y" b,:‘ k,f:,"wr ,,,’:;;be ,;,Z'ﬂ';
| false false true frue
- 4. 5.
; e . . inkit || Ikn
[ 5. Being passive is a form of manipulation I;:::; b,: ,fsm, ,o,w,j
. frue frue
| N o B | 2 3 4 5
|I 6. Aggressive people usually demand that their personal Ithinkit || Idon't || Ithinkit || Iknow
. that it is may be know may be || thatitis
. rights should be acknowledged false false L rue || e
1
i X . 1. 2.
| 7. Aggressive people tend to communicate by means Fknow || fthink it :
that it is may be
| of reproaches false folse i
e — e L e e e ! 4
' ) . 1. 2, 3. 4. 5 A
| 8. Aggressive people tend fo communicate by means Iknow || Ithinkit || fdon’t || Ithinkit || Iknow ||
: that it is may be know may be that itis |
of soothing false Salse true true ||
| T e e e —— 1
‘ . . 1. 2. 3. 4. 5. 1
| 9. Aggressive people tend to communicate by means {know || Ithinkit || Idon't || Ithinkit | Iknow |
. that it is may be know may be thatitis |
of accusations alse fadse DL pu
e ee——
Section 4: Appendixes 241




| 10. People have the right to express themselves openly
for as long as they do not violate the rights of others

1L

Being treated in a civil manner is one of an
individual’s “personal rights”

. Being assertive does not imply that you should

present yourself to others in a direct and honest

manner

feelings

offensive

S L G

mmar g

S e A S Ty

RS AT

. Assertive people take responsibility for their

. Assertive people get what they want by being

B Y R T A R T OTRE.

NN
I know I !hmk it don’t || 1 thmk it || fknow
that it is may be know may he that it is
false Jalse true true
i}
;88 4. & |
Iknow Iithink it || Iknow
that it is - may he that it is
Jalse true true ||
Il
.’ 1. g N 4. 3. ]
I know Fthinkit || Idon't || Ithinkit || Iknow |
that it is may be know may be thatitis ||
false J false true frue |
l |
! 2 3. g : ‘
{ know Fthink it || Tdon't || Ithinkit || Lknow ||
that it is may be know may be thatitis |
Lfalse L Sulse ) true frue T )
1 . | 4, 5.
Tknow Tthinkit || ITdon't || Ithinkit || Hmow
that it is may be know may be thatitis |
false \_ﬂn’bse triee true ||
L ] SR T _:.41' N AWET S AR A I R B S e 3T \_'l.'.'...:

SCALE 2: MOST RELEVANT RESPONSE

Choose the most relevant response to each question

hahal st

Poor =1 am totally lost in this area.
Inadeguate =1 know a little, but not enough to feel comfortable.
Adequate =1 am fairly comfortable with my knowledge in this area.

Excellent

=1 have mastered this area (i.e. | know 75% more than most people).

’1.

3 My knowledge of the meaning of the concept “passwe

My knowledge of the meaning of the concept
“assermeness can be described as

My lmowledge of the def nition of “self-assertwe

behaviour” can be described as

behaviour” can be descnbed as

4. My knowledge of the meaning of the concept
“aagresswe behaviour” can be described as

deseribed as

My knowledoe of an assertive phdosophy can be

described as

My knowledge of the dzﬁ’erences between passive,
aggressive and assertive behaviour can be described

as

My knowledge of giving feedback to others in an

assertive manner can be described as

5. My knowledge of the rzghts of each mdzwdual can be

LPOOT# ’i’nadequate:‘ A.dequale Erceﬂem

Poor

L

1 nadequa!e—l Adequate Erce!lem

r
I. 2, 4.
Poor Inadequate Adequale Exce[lem
I. 2
Poor Inadequate Adeqrm.re E.rceiient
Laes
1. i
Poor Inadequate Adequate ,xccuenf
o 1
L || 2 3. 4
Poor { Inadequate Adequate Excellent
L L =]
1. 2. 3. 4.
Poor Inadequate Adeguate Excellent
I
L 2. 3. 4.
Poor Inadequate Adequate Excellent
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| 2.

SCALE 3: AGREE/DISAGREE

To what extent do you agree or disagree with each of the following statements?

i. Itis difficult to openly criticise others, even when | L _2' 3. ‘ * |
. 1 strongly I disagree L agree Istrongly ||
know that I am right and they are wrong uisagree ‘ agree J:
L 1
T - ' 1 1. 2. ruz—lﬁf
It feels as if people are taking advantage of me Istrongly || Idisagree 1 agree Istrongly |
disagree L J agree |
N T o - 1. 2. 3. a4
| 3. 1 am frank about my feelings 1 strongly || Idisagree I agree Istrongly |
| disagree | agree ]
. 1. 2 3 4 |
4. Tt felt awkward to ask someone to return an item that o
1 strongly 1 disagree 1 agree I strongly ||
they have borrowed from me disagree agree ||
L~ | |l _ 1
= " v s . L 2 3. 4. {
5. I sometimes find it difficult to accept compliments . |
I strongly I disagree 1 agree Istrongly ||
from other people disagree agree ||
s = - =
6. It is embarrassing to confront a person who attempts I 2. 3 4. |
to push in Istrongly || 1disagree 1 agree Istrongly ||
in front of me in a queue dngres S
— - B B | K
: B ) 1 2 3 i 4 |
7. Itis better to express your true feelings, than to keep : - ' ’ g
1 strongly 1 disagree I agree I strongly ||
them to yourself disagree agree |
. . . L 2. 3. +« |
8. It’s OK if some people take advantage of my good- : i
1 strongly I disagree 1 agree Istrongly ||
heartedness disagree agree |
| 1
[ - o ) L 2. 3. 4. ]
| 9. 1 find it difficult to give compliments to other people Istrongly || 1disagree 1 agree I strongly j
disagree - J agree  Q§
o ,_ o L I 2 3 ' 4 1
| 10. It is easy to say *“no” to a friend who wants to borrow ' - ) ' !
| Istrongly || Idisagree I agree Istrongly |
money from me disagree agree ||
A P v s Seuyey — S——— | ;
I Z 3 VA
| 11 I find it difficult to be totally honest about my feelings | Istrongly || Idisagree I agree Istrongly |
| disagree B agree ||
| T R o o I 2. 3. 4. |
| 12. Self-belief is not an important issue Istrongly || 1disagree 1 agree Istrongly |
disagree | agree
- T o o I. 2. 3. 4. ;
13. [ believe in my own strengths I strongly 1 disagree I agree I strongly |
disagree | agree ||
. . ) [ 1. 2. 3. 4. y
14. If I stand up for my rights, it shows that I have : i
| I strongly Fdisagree 1 agree { strongly |
respect for myself disagree agree |
----- . [ 2 o .| 4 ]
15. People like people who are honest about their ’ o ~ ’
% 1 strongly I disagree I agree I strongly
thoughts and feelings disagree B agree
N . 1. 2. 3. 4.
16. If [ am self-assertive, it implies that | present mysell .
e v I strongly 1 disagree I agree I strongly
positively to other people disagree agree
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APPENDIX 11:
QUESTIONNAIRES USED IN THE EVALUATION
OF MODULE 7: STRESS MANAGEMENT

M 7(a) Pre-session questionnaire: Pre-test - Experimental group
M 7(b) Post-session questionnaire: Post-test - Experimental group
M 7(c) 1¥ questionnaire: Pre-test - Control group

M 7(d) 2" questionnaire: Post-test - Control group
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M7(a) Pre-session questionnaire (Pre-test: Experimental group)

The Evaluation of Pe
Capacity-Building Program
(EPCaP2) research

s

Theme 3 - Self-Management - Day 5 & 6

4 PSWS & NU
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MODULE 3: MANAGING STRESS EFFECTIVELY (SMP)
[M3(a): PRE-SESSION QUESTIONNAIRE]

QUESTIONNAIRE: STRESS MANAGEMENT

1 This questionnaire must be completed before the presentation of the “Managing Stress Effectively” module

1. Intreduction

You are about to complete the “MANAGING STRESS EFFECTIVELY” module. This module forms part of a
large and expensive initiative: therefore, we must know how effective it was in meeting your needs and
interests. For this we need your input. Please complete the following questionnaire honestly and in
full, and please don’t guess. We need your honest and personal views — it will help us to serve you
and your colleagues better.

2. Instructions for completing this Questionnaire

The following questionnaire must be completed before the start of the module.

2.1 Mark the answers on this questionnaire by making a cross B4 in the appropriate blocks. The cross
must not go outside the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don't write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will

be used 0 maich this questionnaire to others that you will or have completed. It will not identify yon
as a person.

When you have completed the questionnaire, please retumn it to the presenter who will seal it in an
envelope and hand it to the research team. By completing this questionnaire, you give permission that
the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training college, etc. In addition, these
answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

» In the first row below, write the initials and sumame of the person who will present this particular
module.

+ In the second row, write the date on which this moedule will be presented.

e In the third row indicate - by making a cross [ in the appropriate block - the training college
where this module will be presented.

» In the fourth row, indicate your platoon number.

Office use
Presenter/s: | ) i L;]
Date: | ' / / 2005 j
Place: 1. | 2. 3.
Oudtshoorn Pretoria Bisho
4 4 5 6 7

I

Chatsworth Phillipi Jakkalsdans

| Graaff-Reinet
Platoon number: ||
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PART 2: PARTY OF SECRET CODE

In the next six blocks, indicate your birth date. For example, if you DIID|IM[IM[Y|Y
were born on |
15 January 1982, indicate it as follows: 150182 i
ISR R AAPALITE Sl e S T e S o TR O TR 0 S, TR S S ST o R SR R ki i YRS o e Y S S LSS L B P XL kﬂ'tSt!h:J.
PART 3: GENDER AND SECRET CODE
~—C— S e et — oA '!,
Please make a cross ¥ in the appropriate block L. Male 2. Female ||
PART 4: RACE
o o o I 2: 3. 4. |
Please make a cross (4] in the appropriate block Asian || Black || Coloured || White ||
SIS T P T e TR N e RS ST LA R T SR N ST T N S T T R LU e M T A T T e e e e T I e ST o OO Db SR 5 R YR 2 M e T L -.“--5).1';
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
i SRIE ; Questions o T T | e | N e S
—————————————————— : ——————— ; — 1
| 1. Stress can be defined as “the result of an I 2. 3. 4. 5. ;]
| imbalance between the level of demand placed Tknow || Ithink it 1 thinkit || Iknow ||
{ on people and their perceived capabilities to meet | thatitis maybe | don't || may be thatitis ||
these demands” false Sfalse know frue true |
L |
S '_”77_” - . - - I 2. 3. 4. 5. i
2. Stress builds up over time due to overwork and I know I think it I I think it Lknow ||
fatigue that it is may be don’t may be that it is J
false ||  false know true true i
o - _" - - 1. 2. A 4. 5. 1
3. If your stress level is too high, you cannot I know I think it 1 I think it Tknow ||
perform weil that it is may be don’t may be thatitis ||
alse false | know frue true g
i I 2. 3. 4. 5.
. P I know I think it I I think it Iknow |
. 4. Financial issues can be a cause of stress that it is wabe || dawr || wan e thatitis |
false || false know true true {
o I L 2. 3. ‘ 4. ’ 5. |
. ., I know I think it I || Ithinkit Tknow |
5. The environment can be a cause of stress i S Pl } Py thatitis |
alse Jalse know true true i
: S I 1. 2. 3. 4. 5. |
6. A person experiences stress on a physical, I know 1 think it i I think it I know
emotional and behavioural level that it is may be don't may be that it is
false || false | know true | true i
- o L 2 3. [ 4. 5. |
7. A person’s body cannot distinguish between I know I think it 1 1 think it 1 know
worry thoughts and the original catastrophe that it is may be don’t may be that it is
L false false [_know | true true |
= e = e 3 ' ] l . ]
8. There are stress management strategies - . 3 P s
especially designed for ensuring emotional Tknow || I think it ! Iekinbin || *tune
P“ bei d = that it is may be don't may be that it is
well-being false || false know || true true
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9. There are stress management strategies
especially designed for ensuring physical well-
being

. When people implement stress management
strategies, their stress levels decrease

. A person can do on the job stress management
exercises while attending a complaint

. A person can do on the job stress management
exercises while attending a meeting

. Depression is caused by not effectively dealing
with stress

. Trauma can be defined as the “emotional shock
that follows on a stressful event”

T AT SR A T P T SR Y S e S T I 2 S e T L L BT R L

SCALE 2: MOST RELEVANT RESPONSE
Instructions:

Choose the most relevant response to each question

Poor =1 am totally lost in this area.

Inadequate =1 know a little, but not enough to feel comfonable.
Adeguate =1 am fairly comfortable with my knowledge re this area
Excellent =1 have mastered this area (i.e. I know 75 % more than most people)

1. My knowledge of the definifion of stress can
‘ be described as

My knowledge of the causes of stress can be
described as

My knowledge of the relationship between
stress and performance can be described as

My knowledge of the physiology of stress can

4.
be described as

5. My knowledge of the consequences of stress
overload can be described as
My knowledge of typical stress reactions can
be deseribed as

7. My knowledge of the stress management
strategies can be described as

8. My knowledge of the use of physical activities

Jor stress reduction can be described as

-SSR S L s =

L 2. 3 4. 5. ;
I know I think it ) I think it I know l
that it is may be don’t may be that itis |
fa_lse Salse know | frue true
1. 2. 3. 4. 5.
I know I think it I I think it ITknow |
that it is may be don’t may be thatitis |
false alse know || frue true |
] I 2. 3 4. [ s ]

I know I think it I Ithinkit || Iknow
that it is may be don’t may be thatitis |
| false alse know || true | true |
— 4

[ L 2. 3. F 4. 5.

I know I think it 1 I think it Fknow |
that it is may be don’t may be thatitis ||
. alse know || true frue |
1 L. 2. 3. 4. 5. 1
I know I think it I I think it Hknow ||
that it is may be don’t may be thatitis ||
_false false know true iriue 1
— I & 2. 3. = B
I think jt I I think it I know |
don't may be that it is :
know frue true 0;

e ;;

I. 2. 3.
Poor L Inadequate Adequate
] !

1.
] Poor

1. 2, 3. 4.
Poor Inadequate Adequare-l Excellent .
] | ]
1. 2. & 4. ]
Poor Inadequate Adequate Excellent J-.}
ﬂ —1
I 1 2. 3. 4. A
Poor ] Inadequate Adeguate Excellent 7n
- i
1 2. 3. 4. |
Poor Inadequate Adequate ' Excellent |
L 2. 3. | . i
Poor i Inadequate Adequate i Excellent
c |2 | = | -
Poor Inadequate Adequate ‘ Excellent

-

4.
Excellent

1

]
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: S T 1

9. My knowledge of the strategies for thriving on 1. 2. 3 4. |

stress can be described as Poor Inadequate Adequate Excellent |

i

| 10. My knowledge of the definition of trauma can I8 2. 3. 4. i

[ be described as Poor Inadequate Adegquate Excellent |

=i}

1 11. My knowledge of the causes of traurma can be I 2. 3 4. 4

‘ described as Paor Inadequate Adequate Excellent ||

| 12. My knowledge of the effects of trauma can be I3 2! 3. 4. ;

‘ described as Poor Inadequate Adequate Excellent q

| 13. My knowledge of the experience of a 1. 2. 3 4. '

| traumatic incident can be described as Poor Inadequate || Adequate Excellent  §

—— = |

| 14. My knowledge of the freatment of trauma can 1. 2. 3. 4. i
| be described as Poor Inadequate Adeguate Excellent

==
STl SAs e = TR S B O S C T T e ST I e ke

SCALE 3: AGREE/DISAGREE

Instructions:’
To what extent do you agree or disagree with each of the following statements?

1
Questions L l 2. l r 3 J | 4. J;n{

r ] I 2. 3. P :
| 1. Stress is a bad thing I dsicsr;:z? I disagree Tagree | 1 rongly agree ,
w S 7 I 2 3. i :
| 2. Stress improved my performance 1 strongly 1 disagree Lagree || 1 ronely agree §
| disagree k
!' o 1 :
| 3. 1do not know what the factors are that ; 4 . M_Z' , 3 4. ‘
. strongly isagree rée #

affect my resistance to stress d,-mgrf: # = 1 strongly agree |

i

' . I 2. 3. f
| 4. I am able to implement the stress i 4. 1
| . 1 strongly 1 disagree I agree 4
| management strategies disagree I strongly agree |
e S ———— = = |
: : I 2 5| 1

5. I am able to do the relaxation exercises that i 4. |

| . . I strongly I disagree I agree 1
| is required for stress management disagree Istrongly agree 1
| o e | & 2. s /
6. 1 am able to do the breathing exercises that . 4. i

" ¢ I strongly 1 disagree T agree 'l

is required for stress management disagree Istrongly agree |

| :

1. 2. 3. F |

7. I can deal with the stressors in my life 1;;2;5? 1 disagree I agree T -
AT M N e MY L TGP L et i Vall 4 TR it = WL GRS LR Rl Ll T TR A L TR A Tek T L i—.‘»_—_!.";:'.‘%f;

S
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SCcALE 4: HOW OFTEN

Instructions: How often has each of the following things occurred in the past?
(P[ease answer these questions absolutelx honestly)

-
| 1.

Que stions E 1. } ] 2. l L ] 4. J:
e — — — = : |
I have made a point of learnmg more about ; 2. ) 3. T
Seldom/ Sometimes Periodically Frequenily/ ||
‘ ways to manage my stress Never _ Abvays !
= S o ’- — |
2. How often have you used wsuallzanon as a : 2 . . 3_ ‘

| N Seldom/ Sometimes Pertodically Fi requenz.’ fy/
stress management technlque Never Always *Jx
3. How often bave you t' rst determmed the i 2 B 3 4
causes of your stress, before you tried to Seldom/ Sometimes Periodically Frequemly/ |
deal with it? Never Abways' 3
SR R = — i 3
4. How often have you mtentlonally released 1 2 2 4 1
.
your emotions in an effort to deal with your Seldom/ Sometimes Periodically Freguently/ g
stress? Never Always i
[ w e p— — - L | __
I 2 3 4 |
5. How often have you dellberately followed a i 4. |
| i Seldom/ Sometimes Periodicaily Freguently/ |
proper diet during stressful times? Alanas Always Il
o e Y I 2 3 4 i
6. How often have you mtennonal}y sought . 7 |
[ 5 Seldom/ Sometimes Periodically Frequenty/ ||
| emotional support during stressful times? | Never Always ||
oA = y 3 7 1
7. How often have you dehberately sought 1] 2_ . 3_ " ;
o Seldom/ Sometimes Periodically Frequendy/ ||
proper rest dunng stressful times? Never Always 1
| — L et — —_— N *_;
| 8. How often have you deliberately done i 2 3 4 |
relaxation exercises to deal with your Seldom/ Sometimes Periodically Frequently/ j
| stress? ' Never L Always i
9. How often have you deliberately used i [ 2 3 , 4 .
relaxation techniques during stressful Seldom/ Sometimes Periodically Frequently/ 3
times? Never Always ||
e e —————————————————— S — = — ,
| 10. How often have you consclously employed a 1 2 3 B 4 1
positive attitude in order to conquer the Seldom/ Sometimes Periodically || Frequently/ ﬁ’
neganve |mpact of your stress? Henes Abways |}
F |
When you were confronted wnh a stressful 1 2 3 4 ﬁ
event in the past, did you set realistic Seldom/ Sometimes Periodically Frequenily/ ;
expectatlons for yourself? veren Abways |
— St e S Y. — L =
|12 When you were confronted w:th a stressful i 2 3 4 q
event in the past, did you seek a clear sense Seldom/ Sometimes Periodically Frequently/ ||
of direction for your life? Never Always; 3
|
R e T S S R S P S PSS U N T T T T O e s TR T T T Tt S DT e e Y e TR B A

Thank you for completing this questionnaire
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M7(b) Post-session questionnaire (Post-test: Experimental group)

The Evaluation of Pe
Capacity-Building Progra
(EPCaP2) research proj

o
o

Theme 3 - Self-Management - Day 5 &6 |

) 2004 PSWS & NU
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QUESTIONNAIRE: STRESS MANAGEMENT

T\ SRS

[ This questionnaire must be completed affer the presentation of the “Stress Management” module —I

1. Introduction

You have just completed the “STRESS MANAGEMENT” module. This module forms part of a large and
expensive initiative: therefore, we must know how effective it was in meeting your needs and interests.
For this we need your input. Please complete the following questionnaire honestly and in full, and
please don’t guess. We need your honest and personal views — it will help us to serve you and your
colleagues better.

2. Instructions for completing this Questionnaire

The following questionnaire must be completed after the end of the module.

2.1 Mark the answers on this questionnaire by making a cross (¥ in the appropriate blocks. The cross
must not go outside the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own,

This questionnaire contains several personal questions. Don't write your name anywhere on it

However, for research purposes we need you to generate a secret identification code. This code will

be used to match this guestionnaire to others that you will or have completed. Tt will not identify voun
as a person,

When you have completed the questionnaire, please return it to the presenter, who will seal it in an
envelope and hand it to the research team. By completing this questionnaire, you give permission that
the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

« In the first row below, write the initials and sumame of the person or persons who presented this
particular module.

» In the second row, write the date on which this module was presented.

¢ In the third row indicate - by making a cross & in the appropnate block - the training provision
institution where this module was presented.

¢ In the fourth row, indicate your platoon number.

Office use
Presenter/s: "
Date: | / /2005 |
. 1 2. 3.
Place: ] Oudlshaom ‘ Pretoria Bisho _
! 4. ‘ ‘ 6. ' 7.
| Graaff-Reinet Chmswonh Phillipi l Jakkalsdans
Platoon number: | [
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PART 2: PART OF SECRET CODE

In the next six blocks, indicate your birth date. For example, if you DIIDI{M|IM|[Y|Y
were bom on
15 January 1982, indicate it as follows: 150182 |
PART 3: GENDER AND SECRET CODE
- = : . 2. Female
Please make a cross [ in the appropriate block L. Male {
g R s~ /E L T e e SR = S £ g T T T T N Y Y T S T B J
PART 4: RACE
B
e oo B o | . 1. . 3. 4. 17
- Please make a cross B in the appropriate block Asian || Black || Coloured || White ||
L PR P ST P (IR BT AT e T S Rl . ] SR e vl BT TR R T L N B LS S LS S SR i T b AL e T S WA T i T R PR L A R T .-.’;
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
—— sy = 7
uestions L 2% 3. 4. 5. {
 Questions T e N I
1. Stress can be defined as “the result of an r p f 3 g Z { " [
0 - - . . - i
imbalance betwee{l the IEI:‘BI ofdema.n.d.PlaCEd I know 1 think it I don't I think it Lknow |
on people and their perceived capabilities to that it is may be know may be that it is j
meef these demands” false faise | frue true Ig
— ————— . - S SE— — P = ;:
. . . 1. 2. 3. 4. 5. |
| 2, Stress builds up over time due to overwork I know I think it I don't I think it rxse
and fatigue that it is may be know may be thatitis |
Salse Jfalse true true J
e —_— — — [ |
3. If your stress level is too high, you cannot ! - ) ¢ >
) Y g, Yy 1 know I think it Idon't 1 think it {know ||
perform well that it is may be know may be that itis |
false ] Sfaise [ true true H
= T = —— — = ] .
I 2. 3 4. 5.
4. Financial issues can be a cause of stress Lknow || Ithinkir || Ifdon’t || Ithinkir || Thnow |
that it is may be know may be thatitis |
false false true true ]
— — — = S [ — ]
I 2. 3 4. 5. ‘
5. The environment can be a cause of stress Tknow || Ithink it Idon’t || [Ithinkit || Iknow
! that it is may be know may be that it is
Jalse Salse true L true y
6 A . ¢ hvsical 1. f 2. 3. 4. 5.
+ O Person experiences stress on 4 physical, Tknow || pehinkit || Idon't || 1thinkit || 1know
emotional and behavioural level that it is may be know may be that it is
faise | false J JL frue | frue
. A s bod ¢ distinguish betw L. 2. F 3. 4. 5 ]
- A person's body cannot distinguish between Lknow || Ithinkit || Pdowt || Ithinkit || 1know
worry thoughts and the original catastrophe that it is may be know may be that it is
false || false true | true
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8. There are stress management strategies 1. 2. 3. 4. 5.
especially designed for ensuring emotional I know I think it { don’t 1 think it I know
l-bei that it is may be know may be that it is
well-bemng false Jalse J irue true
= e e L cmre = p = = =
9. There are stress management strategies I8 2. 3. 4. 5.
I egpecia[[y designed for ensuri_ng physical I know 1 think it Idon't I think it I knf)u.l
-bei that it is may be know may be that it is
Wel-Deing | Jfalse false | || true true
 hen beoole fmlement stre . s 4. s
10. When l_)eop € 1'mplement stress management I know I think it Idon't I think it I know
strategies, their stress levels decrease that it is may be know may be that it is
false false |_ true true
| 11. A person can do on the job stress ( L. 2. 3. 4. 5.
management exercises while attending a T know 1 think it I don't I think it I know
Iai that it is may be know may be that it is
complaint Salse Salse L true || true
L J
PO G B SO T 2 e
| 12. A person can do on the job stress I T 2. . 3 4. 5.
| management exercises while attending a I know ! think it fdon’t || [Ithink it 1 know
ti that it is may be know may be that it is
meeting Jfalse Sfalse frue true
D o db ¢ effectivel T VR 3. B 4. 5.
| R=Depresiin s caused by not eflectively Iknow || Ithinkit || Idomt || Ithinkit | 1know
dealing with stress that it is may be know may be that it is
false false frie true
AT be defined as the “emotional ! . > - -
| 14- Arauma can be celined as the emoliona Tknow || Ithinkit | Idont || Ithinkit || Iknow
shock that follows on a stressful event that it is may be know may be that it is
false false true true
S e I = e = oo S s S e ] AN TN S P TR b Y S O TR SE1LN s O S AT e
SCALE 2: MOST RELEVANT RESPONSE
Instructions:
Choose the most relevant response to each question
1. Poor =1am totally lost in this area.
2. Inadequate =1 know a little, but net enough 1o feel comfortable.
3. Adeguate =1 am fairly comfortable with my knowledge re this area
4.  Excellent =] have mastered this area (i.e. I know 75% more than most people)
= e — ==wemc. E— 2
Quesaons [ L | S | e s 4. ;
L1 My knowledue of the definition of stress can 1. 4. \
now be descnbed as Poor lnadequaze Adequare Excellent J‘
2. My knowledge of the causes of stress can now L 3. 4.
. be described as Poor lnadequare Adequate Excellent EE
3. My knowledge of the relationship between stress 1. 3. 4.
and performance can now be described as Poor Inadequare Adegquate Excellent ||
| 4. My knowledge of the physiology of stress can L | 3. 4.
now be described as Poor | nadequale ’ Adequate Excellent
5. My knowledge of the consequences of stress 1. 2. 3. 4.
overload can now be described as Poor Inadequate || Adequate Excellent
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6. My knowledge ol' typtcal stress reactwns can 2. ' 3. 4. |
now be deseribed as Poor Inadequate 1 Adequate Excellent |
7. My knowledge of the stress management 2 3. } 4. i
strategies can now be described as Poor Inadequate || Adequate || Excellent |
8. My knowledge of the use of physzcal actzvmes 2.
Sfor stress reduction can now be described as Pcmr Inadequate Adcqua.re Fxcel[em 1
|
s ——= mo—— e = |
| 9. My knowledge of the strategtes for thrzvmg on 2. 3. 1
Stress can now be described as Prmr Inadequate Adequate Excellem i
—— —_— — S __—l.
10, Vly knowledge of the deﬁnmon of trauma can 2. 3 4. i
now be described as Poor Inadequate Adequate Excellent f%
— == = — - |
My knowledge of the causes of Imuma can now 1. 2. 3. 4. |
be described as Poor Inadequate Adequate L Excellens ||
= — —
12 My knowledge o[ the effects of tmuma can now 1. 3. 4. 1
l be described as Poor Inadequate Adequate Excellent .
; 13. My knowledge of the expenence of a traumatic 1. 2. 3. 4. l
L incident can now be described as Poor Inadequate || Adequate Excellent 5
| 14. My knowledge of the treatment of trauma can 1. 2. 3. 4. ;
‘ now be described as Poor Inadequate :deqtmte Excellent ‘l
e TG TETS R S e A P e S e e == ;J
SCALE 3: AGREE/DISAGREE
Instructions:
To what extent do you agree or disagree with each of the following statements?
W, méuﬁesuons 1. | S e | ST e |
' T 2 3. 4. k
| 1. Stressis a bad thing I strongly 1 disagree Tagree Istrongly |
disagree agree ;;
l_ e L 2. 3. 4. *‘:
| 2. Stress will improve my performance I strongly 1 disagree Lagree Istrongly ||
| disagree | agree |
T e e
| 3 I do not know what the factors are that affect T Sk - - i
siron isagree ee stron 7
my resistance to stress d,-sag,fz e i ag‘;efy ;
— _ . T T — 1 2 3 4
41 mll be able to unplement the stress A : ) ) |
I strongly I disagree I agree Istrongly |
management strategies disagree B agree
5. I will be able to do the relaxation exercises that 4. £ % ¥ |
I strongly I disagree I agree I strongly
is requlred for stress management disagree || dorie
L6 Iwill be able to do the breathing exercises that is L 2. 3‘ 4.
I strongly 1 disagree I agree I strongly
required for stress management disagree || agree
. ] . . 1. 4.
| 7. I will be able to can deal with the stressors in my
. I strongly I d:sagree l’ agree I strongly
life disagree L agree
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SCALE 4: HOW OFTEN
Instructions:

How often will each of the following things occur in the future? (Please answer these

questions absolutely honestly)

1. I will make a point of learning more about ways
to manage my stress

2. How often will you use visualization as a stress
management technique?

3. How often will you first determiine the causes of
your stress, before you try to deal with it?

4. How often will you intentionally release your
emotions in an effort to deal with your stress?

5. How often will you deliberately follow a proper
diet during stressful times?

6. How often will you intentionally seek emotional

support during stressful times?

7. How often will you deliberately seek proper rest
during stressful times?

8. How often will you deliberately do relaxation
exercises to deal with your siress?

9. How often will you deliberately use relaxation
techniques during stressful times?

- 10. How often will you consciously employ a positive

attitude in order to conquer the negative impact
of your stress?

| 11. When you are confronted with a stressful event

in the future, will you set realistic expectations
for yourself?

12. When you are confronted with a stressful event
in the future, will you seek a clear sense of
direction for your life?

I 2. 3. 4. i
1 2 F 3 4 |
Seldom/ Sometimes Periodically Frequently/ ||
Never Always
1 2 3 4 |
Seldom/ Sometimes Periodically Frequendy/ ||
Never Always i
I 2 3 4
Seldom/ Sometimes Periodically Frequently/ ﬁ
Never Always q
e S ——— — = = —F e E
1 2 3 4 i
Seldom/ Sometimes Periodically Frequently/ ||
Never Always “
S———.-h— p —1
[ |
1 2 3 4 i
Seldom/ Sometines Periodically Frequently/ ||
Never Always |
P B e e .
1 2 3 4 i
Seldom/ Somertimes Periodically Frequently/ i
Never Always %
= = = S “{
! 2 3 4 i
Seldom/ Sometimes Periodically Frequently/ :
Never Always i
L— |
e 1
I 2 3 4 1
Seldom/ Sometimes Periodically Frequently/ l
Never Always i
1 2 3 4 »]1
Seldom/ Sometimes Periodically Frequently/ ||
Never Always |
| L |
— = —= {
I 2 3 4 |
Seldom/ Sometimes Periodically Frequently/ ||
Never Always
_ 1 |
I 2 3 4
Seldom/ Sometimes Periodically Frequently/ ||
Never Always ’ ]
’7 1 2 3 ¢ ‘i
Seldom/ Sometimes Periodically Frequently/
Never | Always
_ L J L L e

S AT e

T A A e R S T
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SCALE 5: EVALUATION OF THE MODULE’S VALUE

Instructions:

Please evaluate the value of the module by completing each of the following questions

r (
2. 3. 4.
. 1
1. How would you rate the value of the section: lthad ;’;e?;g :’;’;‘:‘: “l "tadfa
. . : ot o
"What is stress exactly ?” ‘!’“lfd”’ average average value
maipasre value value
_ [ L ¥ ¥ 4. |
. 2. How would you rate the value of the section: It had ge?:‘f ;;fﬁg ”I;"“f f“ j
‘ *What causes stress?” htn‘fl!nr average average value |
ng:vilke value value |
— |z v |
| 3. How would you rate the value of the section: It had ge?:g 2’;;“1,‘: “rh:ad fa i
| i . ot o |
' »The physiology of stress” im[e‘-lgr average average value ||
LS value value |
| _ . —” 2. 3. s |
| 4. How would vou rate the value of the section: It had i’eff:g L‘b’;’i‘; “,;'fgf“ ]
"Strategies for thriving on stress” fistle e average average value é
ngvast value value j\_ ';
. g 2. 3. « |
| 5. How would you rate the value of the section: It had g ‘;’;f f:b’;‘;g “’ "‘a‘?' f$
| , y €i ol o ;
*Trauma”™ lmh;ror average average value ||
| PO PRHE value value 1
| 7 2. 3. 4. |
6. How would you rate the gverall value of the It had It had it had fthada |
| . 3 P lindd below above lot of ||
Managing Stress Effectively module? :ror average average value ||
NERGHE value value |
= Tt B e s R SR e e L AR W ERK S SRNE S WA SN et S RRE B e sl LAY _&E-_:.“-'_-.'xma‘.;
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SCALE 6: EVALUATION OF THE MODULE’S RELEVANCE

Instructions:
Please evaluate the relevance of the module by completing each of the following questions

. L, . i 2 3 4 |
| 1. The module will have a positive impact on my job Strongly Disagree Aored stwongly |
; performance disagree agree |
== S S == 1

] 2 3 4 |

. 2. I will be able to apply my new knowledge in my job Strongly Disagree Agree Strongly ||

‘ disagree ree |

T ——— = = > = 7 :

3. I will be able to apply my new skills in my job Strongly Disagree Agree Strongly

| disagree agree ,1

== e == = i

The module will have a positive i r s s e ]

| 4 & module w ave a positive impact on my Strongly Fr— - Strongly Il

ability to cope with the challenges of life disagree agree ||

T — S ———— o S——— e ———————r——————————— —r _” __,[ —1

|5, ] H il 1 2 3 | 4

| & I'wnll be able 0 apply my new knowledge in my daily SHonels Disdigree ey saigly’ 1

life disagree agree |

i

i ' o o 1 2 3 4 |

6. [ will be able to apply my new skills in my daily life Strongly Disagree Agree Strongly ||

‘ disagree . agree q

S - o I 2 3 4 {

' 7. The module will increase my job satisfaction Strongly Disagree Agree Strongly ||

| disagree - | agree i

r— - - 1 2 3 4 i

8. The module will increase my productivity Strongly Disagree Agree Strongly ||

disagree L__.agree 4

— I — . 1 B —[.

' 9. The module will improve my ability to function in <G ;ng!y - s‘fgm A ; i } Sﬁ;g’y i

. work related teams (e.g. platoons, teams, units) disagree J agree Jﬂ

| N

= e Y — (]

1 - . sy -‘

| 10. The module will improve my ability to render a a % > 4 |

| . Strongly Disagree Agree Strongly l
good service to SAPS customers disagree agree

. L T —— ST = s —J’— — e i

" 11. All other SAPS personnel should receive this 4 2 g 1 |

Strongly Disagree Agree Strongly ||

module disagree agree

e e ==L —— = |

. . . . |

| 12. If all things are taken into account, this module was SW‘L o o jgr . A;m S!r: o

- . € 1. |

, relevant for my job and personal life L disagree L agree |

AT AT s = S TR W TIt s L = L R T R R L e e R e e P LS =]

Thank you for completing this questionnaire

Section 4: Appendixes 259
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Capacity-Building Progra
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QUESTIONNRIRE: STRESS MANAGEMENT

This 1* questionnaire must be completed by the controf group at
the beginning of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of a
stress management module. You will receive this module later on as part of Theme 3: Self-
Management. The module is part of a large and expensive initiative and we must know how effective
it is m meeting the needs of trainees. For this we need your help. Please compleie the following
questionnaire honestly and in full, and please don’t guess. We need your honest and personal views —
it will uitimately help us to serve you and your celleagues better. !

2. Instructions for completing this Questionnaire

The following is the first of 2 questionnaires that deals with various issues relating to stress and its

management. -

2.1 Mark all the answers on this questionnaire by making a cross & in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only ene answer per question.

2 3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Dont wrire your name anywhere on il
However, for research purposes we need you to generate a secret identification code. This code will
be used 10 match this questionnaire 1o others that you will or have completed. It will not identify you
as a person.

When you have completed the questionnaire, please return it to the contact person, who will seal it in an
envelope and hand it over 10 the research team. By completing this questionnaire you give permission
that the data may be used for research purposcs.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision instimution, etc. In
addition, these answers will be used to generate the secret identification code that only yeu will know.

PART 1: MODULE PARTICULARS

« In the first row below, write the initials and surname of the contact person who issued you with
this questionnatire.

» In the second row, write the date on which you completed this questionnaire.

» In the third row indicate - by making a cross E in the appropriate block - the training provision
institution where this questionnaire was completed.

e In the fourth row, write your platoon number.

Office nse
Contact person:
Date: ! / /2005
L
. i iz, [ 2 [ 3.
Plasg | Oudishoorn || Pretoria ||  Bisho
[ 4. ; 5. I s [ 7.
| Graaff-Reinet | Chatsworth I Phillipi || Jakkalsdans ||
Platoon number: ! ‘H‘
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PART 2: PART OF SECRET CODE

| = - :i
| In the next six blocks, indicate your birth date. For example, if D D M M 3 X J
| your were borm on .3
; 15 January 1982, indicate it as follow: 150182 g
PART 3: GENDER AND SECRET CODE
! Please make a cross & in the appropriate block. 1. Male 2. Female |
! ’
PART 4: RACE
[ L e . 3. 4.
\
| Please make a cross [ in the approprate block. 1. Asian || 2. Black Ciloured White
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
| Questions I % ey 5.
1. Stress can be defined as
| “the result of an imbalance between the level L 2. 3 4. 5.
‘ of demand placed on people and their I know I think ir I don’t I think it I know
| . yes that it is may be know may be that it is
| perceived capabilities fo meet these Tulse false ps e
: demands™
!
S . . L 2. 3. 4. 5. ,
2. Stress builds up over time due to overwork I know 7 think it P I think it o
and fatigue that it is may be know may be that it is
Jfalse false true {rue
. . ] 1. 2. 3. 4. 5.
| 3. If your stress level is too high, you cannot [ know 1 think it [ don't 1 think it TR
perform well that it is may be know may be that it is
Jalse Sfalse true true !
L 2. 3. 4. 5.
4. Financial issues can be a cause of stress { know I think it 1 don’t I think it fknow |
that it is may be know may be thatitis |
Jfalse Sfalse true true
| 1. B 3. 4. 5. ’
5. The environment can be a cause of stress Eknow I think it Fdon’t 1 think it Fhnow
| that itis may be know may be that it is f‘l
[ false Sfalse true true i
T | i
| . . 1. P 3. 4. 5. '
| 6. A person experiences stress on a physical, [ know [ {hink it 1 don’t I think it Lknow |
emotional and behavioural level that it is may be know may be thatitis |
Salse false trie trite }'
R — — No— Smveus wEe AR Pt e e ﬁmmrm.?mmmc_;su“?;z.mé
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| 7. A person’s body cannot distinguish 1. 2 3. 4. 5. 1
| . . N . A |
bet—ween worl’y thoughts and the Orig]'nal I know I think it Fdon't I think it I know »!I
h that it is may be know may be thatitis |
catastrophe Jalse false true true
. . |
— S e = r = B |
J
8. There are stress management strategies 73 x % 4. s
especially designed for ensuring emotional Pknow || I think it f don’t Ithinkit || Lknow i
| . that it is may be know may be thatitis |
well—bemg Sfalse Jalse true frue ;!
|
- T ] j"
| 9. There are stress management strategies 1. 2. 3. 4. 5. |
especia]]y desig—ned for el-lsuring physical I know I think it Idon’t I think it I kn?uf 1
. that it is may be know may be thatitis |
well-being Salse Sfalse true true J{
q
‘ |
| 10. When people implement stress 1. 2 3. 4. 5. #
management strategies, their stress levels Pknow || Ithinkit | Idon't || Ithinkit |\ Iknow |
i ) that it is may be know may be thatitis ||
{ decrease Salse Jalse true true ‘
= == ———— ———— —=5 == %
| 11. A person can do on the job stress L 2. 3 4. 5.
| . . . r . n L, ¥
| management exercises while attending a Lknow || [Ithinkit || Idon’t || Ithinkit || Iknow
| . that it is may be know may be thatitis |
complaint false Jaise true true J
L ] ) I ] |
| |
| 12. A person can do on the job stress L 2. 3. 4. 5. ‘
|  management exercises while attending a Tkow Ithinkit || 1 don't Ithinkit || know 3
% that it is may be know may be thatitis |
| meehng false false true frue 1
| §
. = = 3
.‘ L . 1. 2. 3. 4. 5. |
13, Depress;o_n is caused by not effectively 1 know [ think it I don't I think it Iknow |
| dealing with stress that it is may be know may be that it is
[ Jalse Jfalse true true
‘- T be defi he ol 1. 2 3. [ 4. 5. :
14. Trauma can be defined as the “emotiona Tknow || [Ithinkit || fdont || Ithinkit || Fknow ||
shock that follows on a stressful event” that it is may be know may be thatitis ||
Jalse false true true |
g i
B e e = FEain = cErEnen “iemr . R e— M —— . |

Y
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:
Choose the most relevant response to each question
1 Poor =1 am totally lost in this area. N |
2. Inadequate =I know a little, but not enough to feel comfornable.
3. Adeguate =] am fairly comfortable with my knowledge re this area
4 Excellent =1 have mastered this area (i.e. I know 75% more than most people)
[ f " Questions NN DE T ' BEE Al 3. 4. 1
| 1. My knowledge of the definifion of stress can be I8 2. 3. 4. {
described as Poor Inadequate Adeguate Excellent l:
2. My knowledge of the causes of stress can be I 2. 3. 4.
described as Poor Inadequate Adequate Excellent ;
''''' e ]
3. My knowledge of the relationship between stress 1. 2. 3. 4. |
andperformance can be described as Poor Inadequate Adeguate Excellent ;11
4. My knowledge of the paysiology of stress can be L 2. 3. 4. |
| described as Poor Inadequate Adequate Excellent ;
T e — - — —_— - — — ———— — ::\
| 5. My knowledge of the consequences of stress 1. 2. 1 3. 4. 4
overload can be described as Poor Inadegquate Adeguate Excellent |
| 6. My knowledge of fypical stress reactions can be {1 2. 3. 4. i
{ described as Poor Inadequate Adequate L Excellent |
| |
—r e e — = —m—— — - o
|7 My knowledge of the stress management I I 2. 3. 4. '
I stra.‘tegies can be described as Poor Inadequate Adequate Excellent
|8, My knowledge of the use of physical activities for I. g 3. 4.
stress reduction can be described as Rogr Inadequate || Adgqudie || Broplens §
| 9. My knowledge of the strategies for thriving on L 2. 3. 4. :
‘ stress can be described as Poor Inadeguate Adeguate Excellent
| 10. My knowledge of the definition of trauma can be 1. 2. 3. 4. !
; described as Poor Inadequate I Adequate Excellent ||
| £l
e e e ————e — T'}
11. My knowledge of the causes of trauma can be I 2. 3. 4. |
described as Poor Inadequate Adeguate Excellem |
e —
| 12. My knowledge of the effects of trauma can be 1. 2. 3. 4. 1
described as Poor Inadequate Adegquate Excellent ||
— SR = = = 4
13. My knowledge of the experience of a traumatic 1. 2. 3. 4. |
‘ incident can be described as Poor Inadequate Adequate Excellent ||
: —_— e e e - — |
|
14. My knowledge of the treatment of trauma can be 1. 2. 3. 4.
described as Poor Inadequate Adequate Excellent

T P e e T e e L WL T T L A T M Ml 5

i P P R A S YR ST

T P e TR

T A A T

g aRet

=
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SCALE 3: AGREE/DISAGREE

Instructions:

To what extent do you agree or disagree with each of the following statements?

Oy e e i
Questions i, i 2. 3. ‘ 4. !
: 2. 3. | 4. ,‘l
| 1. Stress is a bad thing I strongly 1 disagree I agree Istrongly ||
disagree agree i
|- - - ——— T T e oo L- 1 ‘i
; L " 2. 3. 4. i
{ 2. Stress improves my performance I strongly 1 disagree 1 agree Istrongly ||
disa, ee i
| gree agr i
B T BRSNS e = = D . T [" | i.‘!
1 2. 3 4 |
3. Ido not know what the factors are that affect my " . > |
. I strongly I disagree I agree I strongly |
resistance to stress AGErE agree. |
| ] -
r l' ( W
| H
| 4. I am able to implement the stress management A .2' 4 4 J
. I strongly I disagree Fagree I'strongly |
I} strategles disagree agree 1
. L B |
] o I - B - = h—ﬁ_! ] T?
| . . . L 2. 3. 4. i
{ 5. I am able to do the relaxation exercises required ) i
[ 1 strongly 1 disagree I agree Istrongly |
| for stress management divigree ogree I
‘ R |
[ T ] - ‘
s‘ . . . L 2 3. 4. |
| 6. I am able to do the breathing exercises required = ;
for stress management 1 strongly I disagree I agree Istrongly |

{ .
‘ g disagree agree i
, L 2. : i
| 7. I can deal with the stressors in my life I strongly I disagree I agree Istrongly |
disagree agree }1

S
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ScALE 4: HOW OFTEN

Instructions:
How often have each of the following things occurred in your life?
(Please answer these questions absolutely honestly)

Questions I 7 3. 4.
‘ . L I ]- 2 jr—‘3 4
1. I make a point of learning more about ways to [ . \ o
Seldom/ || Sometimes || Periodically Freguently/ ||
manage my stress Never | | Always |
— ]
| o | 2 3 4
| 2. How often have you used visualization as a ‘ . o
{ . Seldom/ Sometimes Periodically Frequently/
stress management technique Never Always
. 1 2 3 4 H
| 3. How often have you first determined the causes Cellim o Bottodtedl 7 e
| - . . erdom omenmes ertpalc requen 1
. of your stress, before you tried to deal with i1? Never Y A‘,’waﬂy :
Z ; . ! 2 3 4
4. How often have you intentionally released yvour . o |
| . . . 9 Seldom/ Sometimes Periodically Frequently/ |
emotions in an effort to deal with your stress? Never Always |}
. I 2 3 4 !
5. How often have you deliberately followed a . . q
. . . ? Seldom/ Sometimes Periodically Frequently/ |
proper diet during stressful times? | Never Always |
= — i e S = = o r_ 4 3
6. How often have you intentionally sought ! 2, ) 3, |
. y 5 P Seldom/ Sometimes Periodically Frequently/ ||
emotional support during stressful times? Never Abways. |l
7.  How often have you deliberately sought proper J 2 . i 4 . ¥ 1
. . 9 Seldom/ Sometimes Periodically Frequently/ ||
rest during stressful times? Never Always ||
8. How often have you deliberately done relaxation ! 2 . . 2 . ? |
. . 9 Seldom/ Sometimes Periodically Frequently/ |
exercises to deal with your stress? N&ver Always ||
- - — = —— 4
9.  How often have you deliberately used relaxation | 1; 4 3 Zn_ " Gi S % 4 o y
. . . ] | elgom. omelimes ert caily requen y 1
techniques during stressful times? | “Never Abvays |
= —— e e = — e — |
10. How often have you consciously employed a } I 2 3 4 {
positive attitude in order to conguer the ! Seldom/ Semetimes || Periodically || Frequently/ |
negative impact of your stress? | Never Always
| 1. When you were confronted with a stressful 1 2 3 4
event in the past, did you set realistic Seldom/ Sometimes Periodically Frequently/ |
expectations for yourself? Never - Always ||
12. When you were confronted with a stressful 1 2 3 4
event in the past, did you seek a clear sense of Seldom/ Sometimes || Periodically || Frequently/ ||
direction for your life? Never Always
Thank you for completing this questionnaire
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M7(d) 2" questionnaire (Post-test: Control group)

The Evaluation of Persc
Capacity-Building Prograr
G5 (EPCaP2) research proj;
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QUESTIONNAIRE: STRESS MANAGE

" —

R AEERE

This 2" questionnaire must be completed by the control group at

the end of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of a
stress management module. You will receive this module later on as part of Theme 3. Self
Management. The module is part of a large and expensive initiative and we must know how effective
it is in meeting the needs of trainees. For this we need your help. Please complete the following
questionnaire honestly and in full, and please don’t guess. We need your honest and personal views —
it will ultimately help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following is the second of 2 questionnaires that deals with various issues relating to stress and its

management.

2.1 Mark all the answers on this questionnaire by making a cross ¥ in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the guestionnaire en your own.

This questionnaire coniains several personal questions. Don't write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire 10 others that you will or have completed. It will not identify you
as a person.

When you have completed the questionnarre, please return it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts | to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know,

PART 1: MODULE PARTICULARS

= In the first row below, write the initials and surname of the contact person who issued you with
this questionnaire.

+ [n the second row, write the date on which you completed this questionnaire.

» In the third row indicate - by making a eross B in the appropriate block - the training provision
institution where this questionnaire was completed.

= In the fourth row, write your platoon number.

Office use
Contact person: ‘ ]|
e / |
s 1. | 2 [ 3.
Place. Oudtshoorn || Pretoria || Bisho

[ 4 [ 5 [ 6 [ 0 |

| Graaff-Reinet || Chatsworth || Phillipi ‘ Jakkalsdans
Platoon number: i |

Section 4: ~Appendixes 268




PART 2: PART OF SECRET CODE

| In the next six blocks, indicate your birth date. For example, if D D M M Y Y
your were born on

| 15 January 1982, indicate it as follow: 150182

FETT )

S ogrTm—e

A T T R TS T T S 0P i I T P M FS S T T T PPN AT T )

Foto s R e e

(7777 - S 1. Male 2. Female |

| Please make a cross (3 in the appropriate block. ¢

| i
PART 4: RACE

| . : 1. 7 3. 4.

1. Please make a cross [® in the appropriate block. Asian Bk Colonred White j

ScALE 1: TRUE OR FALSE

Instructions:
To what extent are each of the following statements true or false?

R  Questions T AT i PR R T e MR R
L Stress can be defined as “the result of an 4 5 4 ; %
| imbalance between the le.vel of d‘?m"”d I know 1 think it I don’t 1 think it 1 know
| placed on people and their perceived that it is may be know may be that it is
. capabilities to meet these demands” Jalse Jalse true true
S S ee—— .,
i [
| S ) e d L 2. 3 4. 5. :
| 2. Stress builds up over time due to Lknow || Ithinkit || Idomt || Ithinkit || Iknow
i overwork and fatigue that it is may be know may be that it is
| Jalse false true true
= . ) 1 2. 3 4. 5.
| 3. If your stress level is too high, you cannot I know 1 think it I don't I think it I know
perform well that it is may be know may be that it is
| false L Jalse true true
e e =
i I 3 3. 4. 5.
| 4. Financial issues can be a cause of stress ! know I think it Idon’t I think it Fknow |
that it is may be know may be that it is ;i
Salse false true true i;
—— — BCICE— S— ——— "
!
L 2. 3. 4. 5. %
5. The environment can be a cause of stress F know 1 think it Idon't I think it I know J
that it is may be know may be that it is !
| false || false true true
| . . I 3, 3. 4. . 3'
| 6. Aperson experiences stress on a physical, | ;0 | ik | rdonn | Lehinkic | Tknow |
emotional and behavioural level that it is may be know may be thatitis ||
false false true true i
T e o S e P T S e e Y e N Y e R 4 s A S S T A AR G T2 . S A U S TAT WAL !
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: 7. A person’s body cannot distinguish

between worry thoughts and the original
catastrophe

| 8. There are stress management strategies

especially designed for ensuring
emotional well-being

9. There are stress management strategies

especially designed for ensuring physical
well-being

10. When people implement stress
management strategies, their stress levels
decrease

11. A person can do on the job stress
management exercises while attending a
complaint

12. A person can do on the job stress
management exercises while attending a
meeting

t3. Depression is caused by not effectively
dealing with stress

| 14. Trauma can be defined as the “emofional

shock that follows on a stressful event”

I 2. 3. 4. 5. i

I know I think it Idon't 1 think it Iknow ||

that it is may be know may be thatitis ||

false Sfaise true true 4

L 2 3. 4. 5. |

I know Ithink it Idon't 1 think it Fknow |

that it is may be know may be that it is 4

Jalse Jalse frue frue 1

L 2. 3. 4. 5. |

I know I think it Idon't I think it 1 know 1

that it is may be know may be that it is 3

false false true frue i

d

T % 3. 4. 5. q

I know I think it Idon't I think it I know ,!
that it is may be know may be that it is

false Jalse frue true %

] [ f

1. 2. k2 4, 5. ‘

I know I think it Idon't 1 think it Lknow |

that it is may be know may be that it is ’l

T - i false false true ] true ;

1 2. 3. 4. s. ﬁ

I know I think it I don’t I think it I know d

that it is may be know may be that it is 5

false Sailse true true i

i

L % 3. 4. 5. |

1 know I think it I don’t 1 think it 1 know é

that it is may be know may be thatitis |

Jalse false true true J

-— e —— i

1. 2 X 4. 5. i

I know I think it I don’t I think it Lknow |

that it is may be know may be thatitis |

false Jalse true true i

—

A T S

S
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:

Choose the most relevant response to each question

5.

My knowledge of typtcal stress reactions can be F

6.

da L R e

My knowledge of the physmlogy of stress can

My knowledge of the stress management

My knowledge of the causes of frauma can be

My knowledge of the effects of frauma can be

. Poor =1am totally lost in this area.

. Inadequate =1 know a little, but not enough to feel comfortable.
. Adequate =I am fairly comfortable with my knowledge re this area
. Excellent =1 have mastered this area (i.e. [ know 75 % more than most people)

My knowledge of the definition of stress can be
described as

My know ledge ofthe causes ofstress can be
described as

My knowledge of the relationship between siress
and performance can be described as

be described as

My knowledge of the consequences of stress
overload can be described as

described as

strafegies can be described as

My kn()wledge of the use of physical activities
for stress reduction can be described as

My knowledge of the strategies for thnvmg on
stress can be described as

My knowledge of the a'ef nition of trauma can
be described as

described as

described as

My knowledge of the experience of a traumatic
incident can be described as

My knowledge of the freatment of trauma can
be described as

i 2. 3. 4.
[ !
1. 2. 3. 4. 'r
Poor Inadequate Adequate Excellent ||
i 2 3. 4. 1
Poor Inadequate Adequate Excellent ||
—— —1
=== . |
i 2. 3. 4. |
Poor Inadequate Adequate Excellent ||
—_—
|
I 2. 3. 4. |
Poor Inadequate Adequate Excellent ||
|
L 2. 3. 4. 1
Poor Inadeguate Adequate Excellent j
1 % 3. 4. i
Poor Inadequate Adequate Excellent
L. 2 3. . |
Poor Inadequate Adequate Excelfent |
i
1. 2. 3. 4. i
Poor Inadequate Adequate Excellent ||
L. 2. 3. 4. i
Poor Inadequate Adequale Excellent ||
= :
L 2. 3 ¢ 0
Poor Inadequate Adequate Excellent |
Poor Inadequate ' Adequate Excellent |
— — ——— |
1. 2. 3. 4. f
Poor Inadequate Adequate Excellent |
. |
[ |
I 2 3. 4,
Poor Inadequate Adequate Excellent
|
I E <
L. ) 3. 4.
Poor Inadequate Adequate Excellent

L A A R N I 4L e TN T

e W

wr e e

S
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SCALE 3: AGREE/DISAGREE
Instructions:

To what extent do you agree or disagree with each of the following statements?

Questions

1. Stress is a bad thing

| 2. Stress improves my performance

|7

s

I do not know what the factors are that affect

my resistance to stress

4. I am able to implement the stress management
strategies
1 am able to do the relaxation exercises required
for stress management

6. [ am able to do the breathing exercises required
for stress management
1 can deal with the stressors in my life

it AT AT AT T e

T |

L i 3. ‘

I 2. 3. 4. §

I strongly I disagree 1 agree Istrongly |
disagree agree l
I 2. 5 4 i

I strongly I disagree I agree Istrongly |
disagree agree :
El

L 2, 3. 4. |

I strongly I disagree I agree Istrongly ||
disagree agree :
F 2. 4. 4.

I strongly I disagree Iagree I strongly “
disagree agree |
—1

1. 2. 3. 4. i

1 strongly I disagree I agree I strongly
disagree agree {
1. 2. 3. 4.

I strongly I disagree I agree Istrongly ||
disagree agree ;i
L 2 | s 4. |

1 strongly 1 disagree I agree 1 strongly 'f
disagree agree |

A —

r—

—

= LR s R e

SCcALE 4: HOW OFTEN

Instructions:

How often have each of the following things occurred in your life?

{Please answer these questions absolutely honestly)

 Questions 2

1. I make a point of learning more about ways to
manage my stress

2. How often have you used visualization as a
stress management technique
3. How often have you first determined the causes
of your stress, before you tried to deal with it?
4.  How often have you intentionally released your
emotions in an effort to deal with your stress?
5. How often have you deliberately followed a
proper diet during stressful times?
How often have you intentionally sought

e

Lo

Section 4: Apspendixes

= 2 3 B
1 2 3 4
Seldom/ Sometimes Periodically Frequently/
Never Always
! 2 3 4 ]
Seldom/ Semetimes Periodically Frequently/ |
Never Always
i ' 4
Seldom/ Sometimes Periodically Frequenty/
Never | Always
1
1 2 3 4
Seldom/ Sometimes Periodically Frequently/
Never | Always
i 2 3 “ 4
Seldom/ Sometimes Periodically || Frequently/
Never Always
1 i 2 3 4 |
| Seldom/ ‘ Sometimes || Periodically Frequently/
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{

emotional support during stressful times? Never Always
. 1 2 3 4 |
7. How often have you deliberately sought proper . o ‘ i
duri tressful ti 9 Seldom/ Sometimes Periodically || Frequently/ ||
rest during stress mes? Never Aways |
. 1 | 2 3 4 |
8. How often have you deliberately done . o ;
1 t . deal with t 5 Seldom/ Sometimes Periodically Frequently/ ||
relaxation exercises to deal with your stress? Never Abways |
. . I 2 3 4 |
9. How often have you deliberately used relaxation . e :
hni duri ful times? Seldom/ Sometimes Periodically Frequently/ ||
techniques during stress es? Never Atvays ||
10. How often have you consciously employed a 1 2 3 4
positive attitude in order to congquer the Seldom/ Sometimes Periodically Frequently/ |
negative impact of your stress? Never Always
e e — u
11. When you were confronted with a stressful I 2 3 4 |
event in the past, did you set realistic Seldom/ Sometimes Periodically || Frequently/ ||
expectations for yourself? Never Abeays.  §
" e SR == = “;
12. When you were confronted with a stressful ] 2 3 4 «i
event in the past, did you seek a clear scnse of Seldom/ Sometimes Periodically || Frequently/ ||
direction for your life? Slewes Abvays |
S — S e

Thank you for completing this questionnaire
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APPENDIX 12:
QUESTIONNAIRES USED IN THE EVALUATION
OF MODULE 8: SUBSTANCE DEPENDENCY

M 8(a) Pre-session questionnaire: Pre-test - Experimental group
M 8(b) Post-session questionnaire: Post-test - Experimental group
M 8(c) 1" questionnaire: Pre-test - Control group
M 8(d) 2 questionnaire: Post-test - Control group
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M8(a) Pre-session questionnaire (Pre-test: Experimental group)

The Evaluation of Personn:

QUESTTIIONNAIRE

(C) 2004 PSWS & NU

Section 4: Appendixes 275



JESTIONNRIRE: SUBSTANGE DERENDENCY

—

0

This questionnaire must be completed before the start of
the “Substance Dependency” module

1. Introduction

You are abeut io complete the “SUBSTANCE DEPENDENCY” module. This module forms part of a large
and expensive initiative and we must know how effective it 1s. For this we need your input. Please
complete the following questionnaire honestly and in full, and please don’t guess. We need your
honest and personal views — it will help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following questionnaire must be completed before the start of the module.

2.1 Mark the answers on this questionnaire by making a cross Xl in the appropriate blocks. The cross
must not go outside the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don't write your name anywhere on it
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire (0 others that you will or have completed. It will not identify you
a§ a person.

When you have completed the questionnaire, please return it to the presenter who will seal it in an
envelope and hand it to the research team. By completing this questionnaire, you give permission that
the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, a training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

e In the first row below, write the initials and sumame of the person who will be presenting this
particular moduie.

e In the second row, write the date on which this module will be presented.

e In the third row indicate - by making a cross (8 in the appropriate block - the training provision
institution where the module will be presenied.

s In the fourth row, write your platoon number.

Office use

FPresenter: ‘ J
Date: r I
o I ] ‘ 3]

Flage: Oudtshoorn \ Pret oria L BIShO

4. 5. { 6.
Graaff-Reinet Chatsworth Phillipi } Jakkalsdans

Platoon number: . Il
e e
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PART 2: PART OF SECRET CODE

In the next six blocks, indicate your birth date. For D D M M X X :
example, if your were bom on J
15 January 1982, indicate it as follow: 150182 !
LSS =" #=1 & B LIRS TN B 2 M I = e Jm“ﬂ.ﬂ:f_{!’&iﬂ

PART 3: GENDER AND SECRET CODE

f . ) 1. Male 2. Female i
. Please make a cross I in the appropriate block. i
| /
PART 4: RACE
| - ! ] i 1 2 3 i 4
! Please make a cross & in the appropriate block. iy ek Colanied ‘ White
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
F "~ Questions oy o e DR e TS e R R e
o ) L 2. 3. 4. 5. p
! . . . I know I think it Idon't I think it I know
!
| 1. Alcoholism is a disease that it is may be know may be that it is
__faise | false L frue frue
[ ) ) 1. % 3. 4. 5.
. . . 1 know I think it Idon’t I think it 1 know
l 2. Alcoholism is inherited thatitis || may be know may be || thatitis
| false false { true true
] ) ) il 1 2. 3 4. 5.
. . . . I know I think it Idon’t I think it I know
| 3. Alcoholism can be treated with medication KA e || mayie know may e ||| thagitis
| false Sfalse true frue
- 1. 2. 3. 4. 5.
4. You can tell when a person close to you has an Lknow || Ithinkit || Idon't | Ithinkit || Iknow
} alcchol problem that it is may be know may be that it is
false Salse true true
f 3 . 2 e L
I T — = —_1
‘ L. . . . L 2 3. 4. 5.
} 5. The legal alcohol limit for vehicle drivers is tknow || Ithinkit || Idow’t || Ithinkit || Iknow |
| 0.0Smg. that it is may be know may be that it is 3
\ L Salse Saise true J true |
= = == — e —— —— |
1. 2 3. 4. 5 0
. . . I know I think it fdon’t I think it Lknow ||
i 6. Aleohol misuse could cause anaemia that it is v e Know i that itis |
false false true trie i
e e —— e et T = !
. . . L. 2. 3. 4. 5 {I
7. Alcohol misuse will increase your chances of Lknow || Ithinkit || Idon’t || Ithinkit || Fknow |
getting TB that it is may be know may be that it is “
Sfalse Jalse true true |
S - o - 1: 2. 3. 4. s. |
. I know I think it Fdon't 1 think it Fknow |
8. Alcohol misuse can cause a duodenal ulcer thatitis || may be know maybe || thatitis |
_false false Al true true |
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| 10. Intellectualisation ts a defence mechanism that
| is often used by alcoholics

| 11. Repression is a defence mechanism that is offen
used by alcoholics

12. Selective recall is a defence mechanism that is
often used by alcoholics

- 13. People who abuse alcohol are more likely to
hear voices, shake and see things that do not
exist

14. You can tell when a person close to you has a
drug addiction problem

' 15. The type of treatment a person receives for
substance dependency depends on their sfage in
the change model

s e e

I. 2. 3. 4. 5. |
I krow I think it {don’t { think it Fknow |
that it is may be know may be thatitis |
false false true trite %
d
|
1. 2. 3. 4. 5. i
I know I think it Fdon’t I think it Iknow |
that itis may be know may be thatitis [
false Salse irue true ;
— {
L 2. 3. 4. 5. i
I know I think it Idon't I think it Pknow |
that it is may be know may be that itis X!.
Jfalse JSalse triwe true ]
|
1. 2 3. 4. 5.
I know 1 think it Idon't 1 think it I know
that it is may be know may be that it is
Jfalse Jalse true true Lﬂ
k 2. 3. 4. 5. |
I know I think it Idon't I think it know |
that it is may be know may be thatitis ||
false Jalse true true :
L | i
i 2, 3. 4. 5. 8
I know I think it 1don't I think it ITknow |
that it is may be know may be that itis |
false Jalse true true ||
1. ¥l 3. 4. 5.
I know I think it Idon't I think it I know |
that it is may be know may be thatitis |
Salse Salse true true

=
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:

Choose the most relevant response to each question

F 1. Poor=1am totally lost in this area.
| 2

. Inadequate =1 know a little, but not enough to feel comfortable.
3. Adequate =1 am pretty comfortable with my knowledge re this area
4,

Excellent =I have mastered this area (i.e. [ know 75% more than most people)

Questions

| 1. My knowledge of the definitions of “substance
| abuse” and “substance dependency” can be
described as

' 2. My knowledge of the phases of substance
‘ dependency can be described as

| 3. My knowledge of the factors that would indicate
that a person needs treatment for substance

‘ dependency can be described as

4 My knowledge of the psychological effect of

‘ alcohol dependency can be described as

' 5. My knowledge of the physical effect of alcohol
|  dependency can be described as

| 6. My knowledge of the defence mechanisms that
| alcoholics use can be described as

7. My knowledge of the “stages of change model”
can be described as

8. My knowledge of illegal drugs can be described
as
9. My knowledge of legal drugs can be described
as

10. My knowledge of the reasons why people take
drugs can be described as

abuse can be described as

12. My knowledge of the physical effects of drug
abuse can be described as

I 8 e T ey L T A S e A S ST TV i s 221 %, ST 3 A N B

11. My knowledge of the psychological effects of drug

1 o 3. |
|
a1

1. 2 3. 4.

Peor Inadequate Adeguate Excellent ||

o

- | L |
1. 2. 3. a |

Poor Inadequate Adequate Excellent 1

I _ A
] |
|

i. 2 3. 4. |

Poor Inadequate Adequate Excellens |
_ ] I |

; ‘

I 2 3. 4. i
Poor Inadequate Adeguate Excellens ||
= d

1. 2. 3. 4. 1
Poor Inadequate Adequate Excellent ||
¥

1 2. 3. 4. |

Poor Inadequate Adeguate Excellent 3
|

1. 2 3 4. |

Poor Inadequate Adequate Excellent ||
i

1. 2. 3. 4.
Poor Inadequate Adequate Excellent %
d

1. 2. 3. 4. »!
Poor Inadequate Adequate Excellent ||
|

I3 2. 3. 4. |

Poor Inadequate Adequate Excellent |
| |

1. 2. 3. 4. i

Poor Inadequate Adegquate | Excellent ||
]

L 2. 3. ! £ |
Poor Inadequate Adequate l Excellent |

S

X

T R A e

G

Section 4: Appendizes

279



SCALE 3: AGREE/DISAGREE

Instructions:

To what extent do you agree or disagree with each of the foliowing statements?

~ Questions A% 5

" 1. Having a drink with somebody helps to start a

| friendship

| 2. People who take a few drinks are usually the
life of the party

| 3. A few drinks helps me to get in the mood for a
party

' 4. Lhate itif people get drunk at parties

| 5. Ilike a few drinks after work to help me to
relax

6. I believe that my current knowledge of alcohol
will help me to identify the first signs of
alcoholism

.

[ will inform my commander if a colleague’s
use of alcohol has a negative effect on his’her
work performance

8. I'will inform my commander if a colleague’s
use of medication has a negative effect on
his/her work performance

! ST ———is e e e

9. 1 will inform my commander if a colleague
smokes dagga

.‘
! 10. Families can still cope effectively even if one of
them has a dependency problem

| 11.Alcoholics can solve their problem by simply
drinking less

: 12. Alcoholism is a fatal disease

13. Alcoholism cannot be cured

Section 4: Appendizces

S — a ]
1. 2, 3. 4. |
1
L 2. 3, 4. i
I strongly ’ Istrongly |
disagree I disagree lagree agree %
‘|
1. 3. 3 4. ]1
I strongly 4 Istrongly ||
disagree ddisagrice Eogree agree §
_ | .:
1. 2. 3. 4. :1
I strongly . 1 strongly
disagree I disagree Fagree agree i
3 |
: (
- 2. 3. &% 1
I strongly z Istrongly ||
disagree I disagree 1 agree agree |i
=i
| = 2, 3. 4 i
I strongly . I'strongly ||
disagree I disagree I agree agree ‘L
|
1 4. {
: 2. 3. ‘}
I strongly . Istrongly |
disagree 1 disagree I agree agree 2‘
3
L. % 3. “-
I strongly g I'strongly |
disagree 1 disagree I agree agree 4
1. 2. 3 4. g
I strongly 3 Istrongly |
disagree 1 disagree I agree agree |
i
3 3 3. 4.
I strongly = I strongly
disagree I disagree I agree agree |
L. 2, 3. % |
1 strongl . I strongl) 8
disagri ey I disagree I agree agreg Y ;
4
(|
[
I 2 3 4. i
I strongly 7 Istrongly ||
disagree I disagree 1 agree agree |
o I
| |
L. 2. \[ 5 | £,
I strongly 1 I strongly
disagree 1 disagree ’ I agree agree
1. 2. 3. 4.
I strongly 3 I strongly
disagree I disagree I agree i
o
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SCALE 4: HOW OFTEN
Instructions:

How often has each of the following things occurred in the past?

(Please answer the following questions absolutely honestly)

Questions

e e

F s — et e .
I 2 3 4 ]
| 1. T have lied about how much I drink Seldom/ Sometimes Periodically Frequently/ ||
| Never Always i
- — 1
f 1 2 3 4 |
[ | got drunk Seldom/ Sometimes Periodically Frequently/ j
‘ Never Always i
1 1 2 3 4 1'
! 3. Idrank when I got bored Seldom/ Sometimes Periodically Frequently/ 1[
| Never Always E
= s —— ——— - I —— SRS — TR —— k3 T -J
‘ 1 2 3 4 i
4. Idrank to escape from my problems Seldom/ Sometimes Periodically Frequently/ 1
MNever Always !
e e e J
I 2 3 4 i
| 5. Istopped after only one drink Setdom/ Sometimes Periodically Frequently/ ||
Never Always i
1 2 3 4
| 6. I have had a hangover (babalaas) Seldom/ Sometines Periodically Frequently/
Never Always
T 1 2 3 4
| 7. I have spent too much on drinks Seldom/ Sometimes Periodically Frequently/ |
| Never Always i
f 8. In the past I have looked for some reason 1 2 '3 4 !
; (e.g. a celebration of something) to have a Seldom/ Sometimes Periodically Frequently/ |
drink Never Always |
—— . T e
| 9. 1 have told the whole truth about the ! 2 A ¢
| . . Seldom/ Sometimes Periodically Frequently/
; medication that I use Never Always
' 1 2 3 4 i
! 10. I have smoked dagga Seldom/ Sometimes Periodically Freguently/ i
| Never Always J*.
l e -—.__ e r——— w—.v‘..-.'.._v i
11. I have avoided the use of mood changing 1 2 3 4 |
substances (e.g. tobacco/aicohol/drugs) to get Seldom/ Sometimes Periodically || Frequendy/ ||
me gOiIlg MNever Always 1
S O e DRI L IR e T o =S e R R e L I B e L e ST e *’_i.}‘-’.ﬁ"_’s:&&‘i}'-i'lmﬂj
Thank you for completing this questionnaire
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M8(b) Post-session questionnaire (Post-test: Experimental group)

The Evaluation of Personn
. Capacity Building Program
b (EPCABP) Research Pro

Theme 3 - Self-Management
i {C) 2004 PSWS & NU
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QUESTIONNRIRE: SUBSTANCE DEREND

Lo

NCY/

This questionnaire must be completed directly after the presentation

of the “Substance Dependency” module

1. Introduction

You have just completed the “Substance Dependency’” module. This module forms part of a large and
expensive inittative and we must know how effective it was in meeting your needs and interests. For
this we need your input. Pleasc complete the following questionnaire honestly and in full, and please
don’t guess. We need your honest and personal views — it will help us to serve you and your
colleagues better.

2. Imstructions for completing this Questionnaire

This following questionnaire must be completed directly after the module.

2.1 Mark the answers on this questionnaire by making a cross [ in the appropriate blocks. The cross
must not go outside the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Don’t write your name anywhere on it.
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire 10 others that you will or have completed. It will not identify you
as a person.

When you have completed the questionnaire, please return it to the presenter, who will seal it in an
envelope and hand it to the research team. By completing this questionnaire, you give permission that
the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, etc. In
addition, these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

* In the first row below, write the initials and sumame of the person who presented this particular
module.

¢ In the second row, write the date on which this module was presented.

s In the third row indicate - by making a cross [{ in the appropriate block - the training provision
institution wherc this module was presented.

s In the fourth row, indicate your platoon number.

Office use
Presenter:
Date: / /2005
. [ 1. [ 2 3
Place. | Oudtshoorn | Pretoria Bisho
[ 4 ] 5. 6. 7.
| Graaff-Reinet || Chatsworth | Phillipi Jakkalsdans
[

Platoon number:
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PART 2: PART OF SECRET CODE

i T Io|[o][m][m][v]v]
. In the next six blocks, indicate your birth date. For example, if you ;r
were bormn on 1
| 15 January 1982, indicate it as follows: 150182 |
| i
WAITYRNIEE TN T T e T I W S B ER A A A L s BT 4 IR 1 S IR SRS uﬂ.‘.m;:..m}-.}

PART 3: GENDER AND SECRET CODE
N o 1
| 1. Male 2. Female |
| Please make a cross [ in the appropriate block ’:
l Zalres — E A AT Tt WGt T i

PART 4: RACE

- - L. 2. 3. 4._ 1
| Please make a cross [ in the appropriate block Asian || Black || Coloured || White a
; J

S8 N S TR T IO A T VE PSS YT

SCALE 1: TRUE OR FALSE

Instructions:
To what extent are each of the following statements true or false?

[ e __Quesﬂ'ons oG e | ] T 4. (S Sa s
f 1. % 3. 4. 5,
| 1 Alcoholism is a disease I know that || I think it may I don’t I think it I know that
| it is false be false know may be true it is true
JV S 1. 2. 3. 4. 5.
| 2. Alcoholism is inherited I know that || [ think it may || Fdon't 1 think it I know that
) it is false be false know may be true it is true
; Al . " I 2. 3. 4. 5.
i 3. coholism can be treated with Fknow that || I think it may || Iden’t I think it I know that
[ medication it is false be faise know may be true itistrue |
e e
i L. 2. 3. 4, 5. :
[ 4. You can tell when a person close to YOU | finow that || I think it may || ! don’t 1 think it I know that
has an alcohol problem it is false be false know may be true it is true
| — —
| .. . 1. 2. 3. 4. 5. K
5. The IEgal alcohol limit for vehicle Liknow that || I think it may || [don’t 1 think it f know that |
! drivers is 0.0Smg. it is false be false know may be frue itistrue |
| B 1 2. 3. 4. 5. :
| 6. Alcohol misuse could cause anaemia Lknow that || I think it may || 1don’t I think it f know that |
[ . it is false be false know may be true itis true |
- T o I
| . fy s 1. 2 3. 4. 5. 1
| 7. Alcohol misuse will increase your Iknow that || I think it may || Idon’t || Ithinkit || Iknow thar ||
i chances of getting TB it is false be false know may be frue itistrue |
| - v ———__ ] |
. 1. 2. 3. 4. 5. q
8. Alcohol misuse can cause a duodenal 1 know that || I think it may || [don’t I think it I know that |
ulcer it is false be false know may be true itistrue |
RS FETL A o F LW Sl T B L ===t o B W * £ -— -‘,-.' re el L T T LT O, = N = L TR K 4 e S é:
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1. 2. 3. 4. 5.

9. Alcohol misuse can cause impotence I!nrfaw that || I think it may || 1 don’t I think it i {m‘aw that ||
it is false be false know may be true it is frue

| 4
| 10. Intellectualisation is a defence L 2. 3 4. 5. .
[ . . ink i ’ ink i :
[ mechanism that is often used by l:’ﬂEBw that || Ithink it may || [don't I think it i l.m.ow that :
| A it is false be false know may be true it is true |
- alcoholics :
;7 T - . 1
1 . . L 2. 3. 4. 5. i
| I Repressmn is a defence mechanism Lknow that || I think it may || Idon’t I think it I know that ||
‘ that is often used by alcoholics it is false be false know nay be true itistrue |

1 . . . L 2 3. 4. 5
12. Selective recall is a defence mechaniSm | ;ynow that || 1 think it may || Tdon’t || 1thinkit || 1know that |
‘ that is often used by alcoholics it is false be faise know || may betrue || itistrue |
‘ N
[ e ——— — e —
i 3
i 13. People who abuse alcohol are more L 2. 3. 4. 5. i
‘ likely to hear voices, shake and see I _kn.ow that || I think it may || Idon’t I ihink it lfl'nlow that ':
| . . it is false be false know may be true itistrue
‘I things that do not exist i
L 2. 3. 4. 5. 1
| 14 You can tell when a person close t0 YOU | gnow that || 1 think it may || 1don’t || Ithinkit || Tknow that |
! has a drug addiction problem it is false be false know may be true itis true ||
r T T i
| g
15. The type of treatment a person i 5 % % 5 i
receives for substance dependency I know that || I think it may I don’t 1 think it I know that i
depends on their sfage in the change it is false be false know || may be true || itistrue ||
model. i
— — — —— -

éX
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:
Choose the most relevant response to each question

2.

3.

i e N

. Poor =1 am totally lost in this area.

. Inadequate =1 know a little, but not enough to feel comfortable.
. Adequate =I am pretty comfontable with my knowledge re this area
. Excellent =1 have mastered this area (i.e. [ know 75% more than most people)

Questions

My knowledge of the definitions of “substance
abuse” and “substance dependency” can now
be described as

My knowledge of the phases of substance
dependency can now be described as

My knowledge of the factors that would
indicate that a person needs treatment for
substance dependency can now be described
as

My knowledge of the psychological effect of
aleohol dependency can now be described
as

My knowledge of the physical effect of alcohol
dependency can now be described as

My knowledge of the defence mechanisms that
alcoholics use can now be described as

My knowledge of the “stages of change model”
can now be described as

My knowledge of illegal drugs can now be
described as

My knowledge of legal drugs can now be
described as

My knowledge of the reasons why people take
drugs can now be described as

My knowledge of the psychological effects of
drug abuse can now be described as

My knowledge of the physical effects of drug
abuse can now be described as

e e e P =t

-1
1. 3. 4. 3
I8 2. kN 4. ]
Poor Inadequate Adequate Excellent :
1. 2. 3 4.
Poor Inadeguate Adequate Excellent }
i
¥ 2. 3. 4. !
Poor Inadequate Adequate Excellent §
i
4
fSE
H
1. 2 3 4. 1
i Poor Inadequate Adequate Excellent !
. | .
1. 2. 3. 4. ﬁ
Poor Inadequate Adequate Excellent |
| L ki
l |
1. 2. | 3. 4.
Poor Inadequate I Adequate Excellent 3
I i
I & i 3. 4. 2
Poor Inadequate | Adequate Excellent ;i
§
:
¥ & 2. 3. 4. ‘a
Poor Inadequate Adeguate Excellent '}
2]
1. 2. 3. 4. f
Poor Inadequate Adegunte Excellent ﬂ}
1. 2. 3. 4. l'
Poor Inadequate Adequate Excellent |
1. 2, 3. 4. |
Poor Inadequate Adequate Excellent ||
Il ]
T —_—

1. 2. 3. 4.
Poor Inadequate Adequate Excellent |
|

T R T R A S

s S

=
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SCALE 3: AGREE/DISAGREE
Instructions:

To what extent do you agree or disagree with each of the following statements?

Section 4: Appendixes
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- R — T— = o — . = TRl —— S R = a3
Questions 1. 2. 3. 4. ;i
|
1. Having a drink with somebody wiil help to “_’r‘:"ng[y 2, 3. “'r‘;'ng[y
start a friendship disagree Tdisagrée Fagree agree
= = = e S —= Ty - —— |
2. People who take a few drinks are usually the ,wi'ng!y 2. 3: ,m:ng[y |
life of the party disagree Ldisagree fogree agree i
3. A few drinks will help me to get in the mood Fronads 2. 5 Feeieh |
for a party disagree Fatsagree Fagrée agree |
e e ; , |
4. I will hate it if people get drunk at parties i stromgly S ; fstrongly ||
peopie g P | disagree 1 disagree I agree agree |
5. Lwill like a few drinks after work to help me fo | | mf,;,g[y 2. 3. mri'ag,y I
relax disagree Ldinagres Lagree agree 4
ffr = 1
| 6. Ibelieve that my current knowledge of alcohol I 5 5 4. |
will help me to identify the first signs of 1 strongly v ; Istrongly ||
P fy g Hisagree I disagree I agree agree j
aleoholism i
7. I'will inform my commander if a colleague’s I p 3 4 j
use of alcohol has a negative effect on his/her 1 strangly I disagree Fairee 1 strongly ||
disagree agree 4
work performance
i
e e J
8. Iwillinform my commander if a colleague’s i 2 3 i |
icati i I strongl! 2 ; Istrongly |
u_se of medication has a negative effect on dsr_szgg by 1 disagree Togree st ;Zgy i
his/her work performance |
L | !
e e e e o = i
9. I will inform my commander if a colleague - - 2. 3. il ely Ji
smokes dagga disagree 1 disagree Lagree agree
| 10. Families can still cope effectively even if one of lmf}-ﬁ & 2. 3 lm‘(‘;ﬂ b !
them has a dependency problem disagree T disagres Fogree agree ||
| 11. Alcoholics can solve their problem by simply m’f)-ng!y 2. 3 lslr‘;}lgiy i
' drinking less disagree 1 disagree I agree agree E
- - - I. 5 3 4. |
12. Alcoholism is a fatal disease I strongly e : Istrongly ||
disagree I disagree Iagree agree §
S ) IR 2 3 4.
13. Alcoholism cannot be cured 1 strongly oo ; I strongly
disagree La%emeren Tagres L agree



SCALE 4: HOW OFTEN
Instructions:

How often will each of the following things occur in the future? (Please answer the

Jollowing questions absolutely honestiy)

Questions

t. I will lie about how much I drink

2. I will get drunk

3. T willdrink when I am bored

4. 1 will drink to escape from my
problems

| 5. I will stop after only one drink

| 6. 1 will get a hangover (babalaas)

7. Iwill spend too much on drinks

| 8. I will look for some reason (e.g. a
| celebration of something) to have a
drink

| 9. I will tell the whole truth about the
medication I use

| 18, T will smoke dagga

11. I will avoid the use of mood changing
substances fe.g.
tobacco/alcohol/drugs) to get me

going

7§ 2. A1 4.
1 2 3 4 |
Seldom/ Never Sometimes Periodically Frequently/ Always jj
1= I
1 2 3 4 1
Seldom/ Never Sometimes Periodically Frequently/ Always ||
- - |
I 2 3 4 |
Seldom/ Never Sometimes Periodically Frequently! Always ||
I 2 3 4 H
Seldomn/ Never Sometimes Periodically || Frequently/ Always ||
|
Fi 2 3 4 I
Seldom/ Never Sometimes Periodically Frequendy/ Always ||
1 2 3 4 !
Seldom/ Never Sometimes Periodically Freguently/ Always !
= —
1 2 3 4 |
Seldom/ Never Sometimes Periodically Frequently/ Always ”
|
— i
1 2 3 4 i
Seldom/ Never Sometimes Periodically Frequently/ Always 1
I 2 3 4 1
Seldom/ Never Sometimes Periodically Frequently/ Always |
1 2 3 4 i
Seldom/ Never ||  Somefimes Periodically || Frequently/ Always |
|
I \f
1 2 3 4 \
Seldom/ Never 1 Sometimes Periodically Frequently/ Always |

See next section @
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SCALE 5: EVALUATION OF THE MODULE’S VALUE

Instructions:

Please evaluate the value of the module by completing each of the following questions

Sections L 2. 3. 4. g ;’r
' |
| 1. How would you rate the value of the 1. 2. 3 4. ]
section: It had little It had below It had above Ithad alot |
T or no value average average of value |
‘ »Definitions of abuse and dependency” value value '
[ a - -
| 2. How would you rate the value of the I 2. 3. 4, i
section: It had lintte It had below It had above It had alot |
I . or no value average average of value |
"Why do people take drugs?” value value 1
|
: —_— = "i
| i
| 3. How would you rate the value of the | ; 2 . |
' section: It had-.'.'iule It had :Eaelow It had .abawz It had-a lot i
| ”List of drug classes and the way that they D value et Walis s o
| are administered” i
f |
e - - )——u————-
| 4. How would you rate the value of the I 2. 3. 4. |
! section: It had little It had below It had above Ithad alot |
| ' or no value average average of value i
i "Legal substances” value value !
| 5. How would you rate the value of the L 2. 3. 4.
‘ section: It had little It had below it had above Ithadalot ||
| : or no value average average of value i
| “Hlegal substances” value value
|
- e e S =
I 6. How would you rate the value of the 1. 2. 3. 4. |
section: It had little It had below It had above Ithad alot |
i or no value average average of value i
“Alcohol as a legal substance” value valie ;
|
R R = |
| 7. How would you rate the value of the I 2. 3. 4. i
section: Ithad littte || It had below || It had above || It hadalot |
: or no value average average of value ]
"Treatment” value value i
1. 2. 3. o [
8. How would you rate the overall value of Ithad linte || Ithad below || Ithadabove || Ithadalor ||
the Substance Dependency module? or no value average averaee of value
value value
S e T R N P T P T e B R S T T e A e I AV T A v AT LED LS LA L el M A S T =0 - o Jd

S
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SCALE 6: EVALUATION OF THE MODULE’S RELEVANCE

Instructions:
Please evaluate the relevance of the module by completing each of the following questions

6

i. The module will hav sitive i ] 1 % 3 ¢ 0
T 0 Il have a positive impact on my job St Disagree Agrse swongly |
performance disagree agree ||
2. Iwill be abl Iy my new knowledge in m i 2 3 ¢
. be able to appty my o Iedt’c 1 my Strongly Disagree Agree Strongly |1
iob disagree agree
: T N W RS — = {
. I 2 3 ¢ |
I will be able to apply my new skills in my job Strongly Disagree Agree Strongly ||
disagree J agree |
— —— — — - — — i |
4. The module will have a positive impact on my - ;ngiv - sjgm A;ree S”:"g’y |
ability to cope with the challenges of life disagree agree ;
SRR o - SRS — i
s Twill ew ko i i 1 2 4 M
5 l. be able to apply my new knowledge in my daily Serdiii Dires Agros strongly |
life disagree agree |
i
- - ] ! 2 ] 3 o |
i
T wili be able to apply my new skills in my daily life Strongly Disagree Agree Strongly [}
disagree agree &
R 7 B N _ 1 T 2 k{ 4 %
| 7. The module will increase my job satisfaction Strongly Disagree Agree Strongly ||
' disagree agree ||
e T o —— D ————— —. = 4
| _ 1 2 3 « |
| 8. The module will increase my productivity Strongly Disagree Agree Strongly ||
| disagree agree ]
. |
| 9. The module will improve my ability to function in S”‘ - Disfgr , A g“: Strt:':g!y |
| o, 11 ee
work related teams (e.g. platoons, teams, units) disagree agree :ﬁ
L 1
' 10.  The module will improve my ability to render a S‘m*; 5 Dl_ﬂfgm " g3r e 5. 0":' o |
good service to SAPS customers disagree agree 1
: : 1 2 3 4 i
11. Al other SAPS personnel should receive this Sl Disagree g Strongly ||
module disagree agree ||
12. If all things are taken into account, this module was Sm;w Dl_sfgree Angee Sw;g[y
refevant for my job and personal life disagree agree
Thank you for completing this questionnaire
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QUESTIONNAIRE: SUBSTANGE DERENDENGY

RS ALY

g

This I** questionnaire must be completed by the control group at the beginning of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of a
substance dependency module. You will receive this module later on as part of Theme 3. Self-
Management. The module is part of a large and expensive initiative and we must know how effective
it is in meeting the needs of trainees. For this we need your help. Please complete the foliowing
questionnaire honestly and in full, and please dox’t guess. We need your honest and personal views —
it will ultimately help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following is the first of 2 questionnaires that deals with various issues relating to substance

dependency.

2.1 Mark all the answers on this questionnaire by making a cross 4 in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several personal questions. Down’t write your name anywhere on il
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire to others that you will or have completed. It will not identify you
as a person.

After you have completed the questionnaire, please return it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts | to 4 are designed to link you to a specific intake, training provision institution, etc. In addition,
these answers will be used to generate the secret identification code that only yor will know.

PART 1: MODULE PARTICULARS

» In the first row below, write the initials and surname of the contact person who issued you this
questionnaire.

» In the second row, write the date on which this questionnaire was completed.

« In the third row indicate - by making a ¢ross B in the appropriate block - the training provision
institution where this questionnaire was completed.

= In the fourth row, write your platoon number

| Office use
Contact person: ;
[ ] I
Date: | / /2005 l
B 1. 2 | 3. i
Place. | Oudtshoorn Pretoria | Bisho
[ 4. ( 5. |6 ‘ 7 ;7|
| Graaff-Reinet || Chatsworth | _Phillipi | Jakkalsdans ||
Platoon number: ! a
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PART 2: PART OF SECRET CODE

I i e T — r
; . o . . N &
In the next six blocks, indicate your birth date. For example, if DIDyM LY Y ;
| you were bom on ;
| 15 January 1982, indicate it as follows: 150182 l
TR SENL LS ST AT fET ‘i
PART 3: GENDER AND SECRET CODE
d e e o e o e g
| Please make a cross [& in the appropriate block L. Male 2. Female ||
PART 4: RACE
I = = — i J
! . ; 1. 2. 3. 4.
; Please make a cross M in the appropriate block Asian || Black || Coloured || White
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
& " Questions A E T [l i T [, ER | T g
| 1. 2 3. 4. 5.
1. Alcoholism is a disease Pknow that || I think it may || [don’t I think it I know that |
it is false be false know may be true itis true |
= —— ~
! L . 1. 2. 3 4. 5.
L2 Alcoholism is inherited Lknow that || I think it may || [ don't I think it 1 know that ||
‘ it is false be false know may be true itis true
| il
; i I 2. 3. 4. 5.
3. Alcoholism can be treated with I know that || I think it may || Idon't || Ithinkit || Iknow that
: medication it is false be false know may be frue itis true
[ - :
| 1. 2. 3. 4. 5.
. 4 You can tell when a person close to Iknow that || I think it may | Idon’t || Ithinkit || Iknow that |
you has an alcohol problem it is false be false know may be true itistrue |
¢
| i
e e e — i
i ; 1 2. 3. 4. 3. ;
5 Th.e lega.l alcohol limit for vehicle I know that || I think it may Idon’t I think it Iknow that
i drivers is 0.05mg. it is fulse be false know may be true it is true
[ _ _ 1. 2. 3. 4. 5.
6. Alcohol misuse could cause anaemia I know that || I think it may || 1 don’t I thinkit || Iknow that
it is false be false know may be true it is true
]
. mpup LRI = _u —1
| 7. Alcohol misuse will increase your 1. 2. 3. & 3. |
| L I know that || I think it may || [don't 1 think it I know that E:
| chances of getting TB it is false be false know may be true itistrue |
| 8. Alcohol misuse can cause a duodenal L. 2. 3. 4. 5. %
. I know that || I think it may || [don’t 1 think it ! know that |
ulcer itis false be false know may be true it is true
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9. Alcohol misuse can cause impotence

10. Intellectualisation is a defence
v mechanism that is often used by
alcoholics

1t. Repression is a defence mechanism
that is often used by alcoholics
12, Selective recall is a defence

mechanism that is often used by
i alcoholics

13. People who abuse alcohol are more
likely to hear voices, shake and see
things that do not exist

|

= 14. You can tell when a person close to
you has a drog addiction problem

1

| 15. The type of treatment a person

- receives for substance dependency
depends on their stage in the change
model

R T S T T S T AT T 1 S T A I L e

1. 2. 3. 4. 5.

T know that || I think it may || [ don’t I think it I know that ||
it is false be false know may be true itistrue |
— | |
[ i g
L 2. 3. 4. B |
I know that || I think it may I don't I think it I know that ||
it is false be false know may be true itis true ||
|
|
— — f
L 2. 3. 4. 5. i
L know that || I think it may I don’t I think it Iknow that ||
it is false be false know may be true it is true J
= =
L 2. 3. 4. 5 |
Iknow that || I think it may Idon't 1 think it Lknow that ||
it is false be false know may be true itistrue |
il
i
= 1
1. 2, 3. 4. 5. i
I know that || I think it may || [Idon’t I think it I know that ||
it is false be false know may be true itistrue ||
1 |
8
 — g
L 2. 3. 4. 5.
Lknow that || I think it may || 1don't I think it I know that ||
it is false be false know may be true itistrue |
| — L |
r - |
?’3
L 2. 3. 4. 5. 1
I know that || I think it may I don’t 1 think it I know that |

it is false be false know may be true it is true
i
i‘
P —— 1

=
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:
Choose the most relevant response to each question

S oo =

2.

4.

7.

5.

6.

8

9.

10.

11.

12.

Poor =1 am totaily lost in this area.
Inadequate =1 know a little, but not enough to feel comfortable.
Adequate = am pretty comfortabie with my knowledge re this area
Excellent =1 have mastered this area (i.e. | know 75% more than most people)
"ot E=inl e . — - - IE
Ques-‘mns | 1. 2 3. 4.
My knowledge of the deﬁmttons of i . , , . 1
“substance abuse” and “substance ) : ) : |
Poor Inadequate Adequate Excellent |
dependemy can be described as |
e —— ]
My knowledge of the phases of substance I 2. 3 4. i
dependency can be described as Poor Inadequate || Adeguate Excellent 1
e Y L !
My knowledge of the factors that would . 5 p p i
indicate that a person needs freatment for ’ ) ) ) |
. Poor Inadequate Adequate Excellent |
substance dependency can be described as i
— 14
e— !
My knowledge of the psyeho!ogtca] effect of 1. 2. 3! 4. i
alcohol dependency can be described as Poor Inadequate Adequate Excellent |
My knowledge of the physical effect of I 2. 3. 4 i
alcohol dependency can be described as Poor Inadequate Adequate Excellent |
My knowledge of the defence mechanisms 1 2. 3. 4, “
that alcoholics use can be described as Poor Inadequate Adequate Excellent |
My knowledge of the stages of change 1. 2 3. 4. |
model” can be described as Poor Inadequate Adeguate Excellent ;
e gr—— r=—— q
i
My knowledue of tlegal drugs can be 1. 2 3. 4.
described as Poor Inadequate Adequate Excellent E
My knowledge of legal drugs can be 1. 2 3 4. g
described as Poor Inadequate Adequate Excellent ||
e {
My knowledge of the reasons why people 1. 2. 3. 4. i
take drugs can be described as Poor Inadequate Adequate Excellent ||
L |
= 3
My knowledge of the psycholagtcal effects of I 2. 3. 4. !
drug abuse can be described as Poor Inadequate Adequate Excellent ||
My knowledge of the phys:caI ej_‘fects of drug 1. 2 3 4.
abuse can be described as Poor Inadequate Adequate Excellent |

e T S R e T T T M T e e S B S s ST e R T

T O T ST

=
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SCALE 3: AGREE/DISAGREE

Instructions:

To what extent do you agree or disagree with each of the following statements?

 Questions

1. Having a drink with somebody helps to start
a friendship

2. People who take a few drinks are usually the
life of the party
3. A few drinks helps me to get in the mood for

a party

4. 1 hate it if people get drunk at parties

5. Ilike a few drinks after work to help me to
relax

6. I believe that my current knowledge of
alcohol will help me to identify the first signs
of alcoholism

7. lwillinform my commander if a colleague’s
use of alcohol has a negative effect on his/her
work performance

8. I will inform my commander if a colleague’s
use of medication has a negative effect on
his/her work performance

9. I will inform my commander if a colleague
smokes dagga

10. Families can still cope effectively even if one
of them has a dependency problem

11. Alcoholics can solve their problem by simply
drinking less

12. Alcoholism is a fatal disease

13. Alcoholism cannot be cured

R

R—

L 2. 3. 4. |
q
I l 2 3 4. |
I strongly p e . I strongly |
disagree | I disagree I agree agree {
l — : ':
I srrfa‘ng[y £ = l I stri'ngly i
disagree tiisagrie T agree agree ||
S -
== =" |
A 2 3 4. it
I strongly Tl y I'strongly |
disagree 1 disagree I agree agree
L 4 i
2; 3. y a1
I strongly "5 Istrongly |
g ree__J I disagree I agree agree «:
I strfr)zg!y 2. 2 1 srr‘:)lngly E
disagree I disagree f agree agree {!
1 2 3 4. 8
Ist I s 5 Ist Iy ||
dj's:;*% é\' I disagree I agree sa;orzg Y |
|
A
|
I vtr{J.ng[y 2. 3. I slr:}lgly i
disagree 1 disagree I agree agree ]
i
|
I 2 3 4. |
Ist ty = = Ist 13
ronsly || ddisagree || 1agree || Tsronel |
X
!
I r i
|
I slri;}: Iy 2 3. i srr‘:v'ngly ‘I
disagr%c I disagree t I agree agree ‘;
|
|
1 5 % 4. j
I strongly g 5 Istrongly ||
disagree I disagree I agree agree i
\_ | 4
L 3 3 4. |
I strongly i 3 I strongly
disagres I disagree I agree agree
I8 5 3 4. i
I strongly Moy = I strongly
disagree I disagree I agree agree
I 5 3 4.
1 strongly g ' Istrongly |
disagree I disagree ! [ I agree agree —‘

©
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SCALE 4: HOW OFTEN

Instructions:

How often has each of the following things occurred in your life?

(Please answer the following questions absolutely honestly)

s

 Questions L 7 3. 4. :
O 1
1. I have lied about how much I 1 : P 4 . 4 |
i drink Seldom/ Never RS eriodicully Frequently/ Always ||
— - — |
| 2 3 i
L2 1 got drunk ! Sometimes Periodicall M |
: ) = ) Seldom/ Never Y Frequently/ Always |
e 8 i
I 2 3 4 i
3. Idrank when I got bored Seldom/ Never || Sometimes Periodically Froguendy! Atwiys |
| 4. ldrank to escape from my ! z 5 oj 4 4 i
[ problems Seldom/ Never AR EIany Frequently/ Always .‘:?
i ; 2 3 i |

| 5. 1stopped after only one drink Seldom/ Never || SOmetimes Periodically Frequentlyl Always
| 6 Ihavchadah bal : ! el £
1
| & ave had a hangover (babalaas) Seldom/ Never Sometimes Periodically Frequently/ Always |
= 1
E. - T 1 2 3 4 ]:
| . : 5 :
| 7. Ihave spent too much on drinks Seldom/ Never || Sometimes Periodically Fregisntly At |
| ] ]
- :
8. Ihavelooked for some reason ¢ 2 3 r
} (e.g. a ce[?b! ation of something) to Seldom/ Never Sometimes Periodically Frequently/ Always ||
have a drink
s 1
I |
| 9. Ihave told the whole truth about I . 2“_ Peﬁoz_ P 4 1
| . . omeltmes 1Ci i
I the medication that I use Seldom/ Never Y Freguently/ Always é
l___._ — ——————— — == :-
! J L) 4 1?
10. [have smoked dagga Seldom/ Never || Sometimes Periodically || o contlys Always ||
{
11, I have avoided the use of mood W:
changing substances (e.g. 1 " 2 . oj i 4 '
tobacco/alcohol/drugs) to get me Seldom/ Never ometimes erodeatty Frequendly/ Always ||
going |
a

BED O Y L Ll T e A e DT R P Tt R B s B B R e == e £ 2 = e =

Thank you for completing this questionnaire
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M8(d) 2" questionnaire (Post-test: Control group)

The Evaluation of Pe|
Capacity Building Programm
(EPCABP) Research Projec

Car—

SUBISJVAINCE |
DEPENDENCY/

M8 (d):: CONTROL. GROUP
.2“" QUESTI@NNVAIRE
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QUESTIONNAIRE: SUBSTANGE DERENDENGY

This 2™ questionnaire must be completed by the control group at the end of the day.

1. Introduction

You have been chosen as a member of a control group in a research project into the effectiveness of a
substance dependency module. You will receive this module later on as part of Theme 3. Self-
Managemen:. The module is part of a large and expensive initiative and we must know how effective
it is in meeting the needs of trainees. For this we need your help. Please complete the following
questionnaire honestly and in full, and please don’t guess. We need your honest and personal views —
it will ultimately help us to serve you and your colleagues better.

2. Instructions for completing this Questionnaire

The following is the second of 2 questionnaires that deals with vanious issues relating to substance

dependency.

2.1 Mark all the answers on this questionnaire by making a cross & in the appropriate blocks. The
cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all the questions.

2.4 Complete the questionnaire on your own.

This questionnaire contains several perscnal questions. Don't write your name anywhere on il
However, for research purposes we need you to generate a secret identification code. This code will
be used to match this questionnaire to others that you will or have completed. It will not identify you
as a person.

After you have completed the questionnaire, please retum it to the contact person, who will seal it in an
envelope and hand it over to the research team. By completing this questionnaire you give permission
that the data may be used for research purposes.

3. How to start

Parts 1 to 4 are designed to link you to a specific intake, training provision institution, etc. In addition,
these answers will be used to generate the secret identification code that only you will know.

PART 1: MODULE PARTICULARS

» In the first row below, write the imitials and sumame of the contact person who issued you this
questionnaire.

¢ In the second row, write the date on which this questionnaire was completed.

+ In the third row indicate - by making a cross B in the appropriate block - the training institution
where this questionnaire was completed.

= In the fourth row, write your platoon number

_ Office use
Contact person: l
Date: / /2005 I;
_ l 1. 2 |
Place: ' Oudtshoorn Pretoria } Bishe !
|_—w 4. [ s ‘ 6. 2
Graaff-Reinet || Chatsworth | Phdhpz Jakkalsdans ||
Platoon number: h s
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PART 2: PART OF SECRET CODE

: o L y(ID|[M|[M]|[Y |
| In the next six blocks, indicate your birth date. For example, if L l i ’ b
| you were born on i
15 January 1982, indicate it as follows: 150182 |
PART 3: GENDER AND SECRET CODE
§
[ - — - T [ ]
: . _ 1. Male 2. Female ||
| Please make a cross & in the appropriate block Rj
T IR N B S PR o ST RN P T P TN N L R N R R T PR T S e M I SO L r e TR N e el S T A R e e W VL RSN kB I ST BT E‘D‘t"_“w&
PART 4: RACE
e S R S S e 1
| 1. 2. 3. 4. |
Please make a cross ¥ in the appropriate block Asian || Black || Coloured || White i
i
|
s = 2 = 12 il o YRR AT PR DO s L T N _ LI == e e :?«:m.:m-.m1mm§mwuf:ﬂ‘!
SCALE 1: TRUE OR FALSE
Instructions:
To what extent are each of the following statements true or false?
e Questions e v e A e A D S S e [
R L - L uhf:}k it :di}. t | % £ |
i. Alcoholism is a disease I know that it o I think it I know that |1
it is false i; o4 may be true itistrue ||
alse |
o - - o nh;"}}k it m?;'n'; % s,
2. Alcoholism is inherited I know that s il b I think it I know that |
it is false fa%se may be true it is true :
3. Alcohelism can be treated with L 1 ,;,?,;k j 7 J:,',, 't 4. 5.
’ o { know that > b 5 Eor i I think it I know that |
medication it is false "}-ﬁsee @ may be true || itistrue |
4. You can tell when a person close to you 1. fki o 4. 3. |
§ p Y Lknow thay || 1 think it || Ldon't 1y yping iy || f know thar ||
has an alcohol problem it is false fa); i may be true || itistrue ||
5. The legal alcohol limit for vehicle 1. ki e 4. 5. |
) e lega 1 know that ‘r’;’:"ge" Iki‘;"w’ Lthink it || Iknow that ||
[ drivers is 0.0SIﬂg. it is false fa‘}'se may be true itistrue ||
[ o - - 1. “h?'k 3 M3' " 4. 5.
6. Alcohol misuse could cause anaemia fknow that || ° 0] ko || 1 thinkit || Iknow that ||
it is false fa)[, i may be true || itistrue |
7. Alcohol misuse will increase your L. Liskic || 7o £ %
: ] Tknow that || © 000 1 i Ithink it || Iknow that ||
chances of getting TB it is false fa-;se may be true it is true E*
8. Alcohol misuse can cause a duodenal L. Finicit || dowt % o
™ I know that R [k 1 think it I know that ||
ulcer it is false i}z{"see | ¢ may be true it is frue
e _ B ) 1 ’””2?;’( it I d‘?}‘ﬂ 't 4 . B 3. “
9. Alcohol misuse can cause impotence Pknow that || = 0, know thinkit || 1know that ||
it is false ja'}ace may be true 1 itistrue |
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10. Intellectualisation is a defence
mechanism that is often used by
alcoholics

11. Repression is 2 defence mechanism that
is often used by alcoholics

12. Selective recall is a defence mechanism
that is often used by alcoholics

13. People who abuse alcohol are more
likely to hear voices, shake and see
things that do not exist

14. You can tell when a person close to you
kas a drug addiction problem

15. The type of treatment a person receives
for substance dependency depends on
their stage in the change model

A Vibinkit || 1dowt L s.

I know that Aoty be kn‘;w I think it 1 know that ||
it is false false may be true itistrue ||
2. o 3 4 5 ;

I know that ]':1}:1,),’”';‘:’ ka:;"w( I think it I know that ‘?
it is false may be true itistrue |
false ’1

2. 3| i

1. e y 4. 5. f
Lknow thay || T think it || Fdon't [\ yinp g || 1 know thar ||
it is false fa{“ may be true itisirue |
§

2. 3. i

I3 £ . 4. 5. |

I know that ’::;;g: ’kf:?w’ I think it I know that \;
it is false may be irue itistrue |
false Q

?!

= riimkit || 1dot g & 1‘

I know that e b : Ko I think it I know that ||
it is false false may be true it is true i
\_ . ( |
o i
2. 3. ]

7 3 i " 4. 5. I

I :’crfow that ";”:"’g;[ kafrao"w’ I'think it I know that \!
it is false fa{se may be true it is true ]
4

b
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SCALE 2: MOST RELEVANT RESPONSE

Instructions:

Choose the most relevant response to each question

Poor =1 am totaily lost in this area.

Inadequate =1 know a linle, but not enough to feel comfortable.

1
2
3. Adequate =I am pretty comfortable with my knowledge re this area
4. Exceilent =] have mastered this area (i.¢. | know 75% more than most people)

Questions

| L. My knowledge of the definifions of “substance

abuse” and “substance dependency” can be
described as

2. My knowledge of the phases of substance
dependency can be described as

| 3. My knowledge of the factors that would
‘ indicate that a person needs treatment for
1 substance dependency can be described as

| 4. My knowledge of the psychological effect of
[ alcohol dependency can be described as

5. My knowledge of the physical effect of alcohol
4‘ dependency can be described as

6. My knowledge of the deferce mechanisms that
alcoholics use can be described as

Lo My knowledge of the “stages of change

,‘ model” can be described as

8. My knowledge of illegal drugs can be
described as

9. My knowledge of legal drugs can be described
as

10. My knowledge of the reasons why people take
drugs can be described as

11. My knowledge of the psychological effects of
drug abuse can be described as

12. My knowledge of the physical effects of drug
abuse can be described as

®
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I 74 4.
I 2: 3. 4.
Poor Inadequate Adequate Excellent |
| i
S S m— —— = A
I. 2. 3 4. !
Poor Inadequate Adequate Excellent I
|
l 1. 2. 3. 4. fJ
| Poor Inadequate Adegyate Excellent ||
L L |
1. 2. 3. 4. b
t Poor Inadequate Adequate Excellent |
i - !
1. 2. 3. 4 !
Poor Inadequate Adegquate Excellent W
= = = s=cme ni
1. 20 : 4. 4
Poor Inadequate Adequate t Excellent g
[ ]
I 2. 3 4. H
Poor Inadequate Adequate Excellent ||
. =]
L % 3. 4. .
Poor Inadequate Adeguate Excellent ||
— Iﬁ
i
I. 2. 3. 4. 1
Poor Inadequate Adequate Excellent ,‘
i
— == |
|
L 7 3. 4. ¥
Paor Inadequate Adequate Excellent ||
|
1. l 2. 3. 4.
Poor L Inadequate Adequate Excellent |
I | 5 1 4
Poor Inadequate Adeguate Excellent |



SCALE 3: AGREE/DISAGREE

Instructions:
To what extent do you agree or disagree with each of the following statements?

i Questions L

Having a drink with somebody helps to start a
friendship

People who take a few drinks are usually the life of
the party

A few drinks helps me to get in the mood for a party

I bate it if people get drunk at parties

I like a few drinks after work to help me to relax

I believe that my current knowledge of alecohol will

help me to identify the first signs of alcoholism

1 will inform my commander if a colleague’s use of
alcohol has a negative effect on his/her work
performance

I will inform my commander if a colleague’s use of
medication has a negative effect on his/her work
performance

1 will inform my commander if a colleague smokes
dagga

Families can still cope effectively even if one of them
has a dependency problem

Alcoholics can solve their problem by simply
drinking less

Alcoholism is a fatal disease

T T el S R LTS T T

Section 4: Appendizes

i

1 2. 3 4. ]
. | = 3 .
1 strongly I I strongly ||
disagree disagree || Tog7ee agree |
1. 3 4.
I strongly Istrongly |
disagree disagree Fagree agree |
L L |
1. \ 2. 3 4. !
x ']
I strongly I I strongly |
disagree disagree fagree agree
L[ =2 P 4. =§
I strongly I Istrongly |
disagree disagree Lagree agree ||
. Z 3 4 |
I strongly 1 Istrongly ||
disagree disagree Fagree agree 1
T ¥
1. 2. 3 4. |
. i
1 strongly 1 I strongly ||
Ldi.vagree disagree 1 agree J agree ||
1 1
E. 2. 3 4.
I strongly I 1 strongly |
disagree disagree T agree agree |
B B
1. 2 3 4.
1 strongly I I strongly
disagree disagree Lagree agree
| |
. 2. 3 4. 1
1 strongly 1 Istrongly |
disagree disagree || 198Tee agree ||
] 1
[ |
1. 2. 3 4. i
I strongly 1 Istrongly ||
disagree disagree 1 agree agree L]
i
1, 2. 3 } 4. {
) i
I strongly I Istrongly |
disagree disagree I agree agree |
__
[ L 2. . |+« |
I strongly I Istrongly |
disagree disagree liagree agree Jr
: Il —
1. Tl 2. . I+« |
1 strongly I Istrongly |
) ; I agree -
disagree disagree agree |
npid | .
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ScALE 4: HOW OFTEN

Instructions:

How often has each of the following things occurred in your life?

(Please answer the following questions absolutely honestly)

Ty L 7 3 $ g
1. I have lied about how much 1 1 2 3 4 :
drink Seldom/ Never Sometimes Periodically Frequently/ Always |
e a B e—— L
|
1 2 3 4 |
2 1 got drunk Seldom/ Never Sometimes Periodically Frequently/ Always i
o
P i
1
3. Idrank when [ got bored 2 J ’ ¢ |
rank whéen L got bore Seldom/ Never Sometimes Periodically Frequently/ Always i
——— = == ‘{
f |
| 4. Tdrank to escape from my 1 2 3 4 i
‘ problems Seldom/ Never Sometimes Periodically Frequently! Always |
5. Istopped after only one drink ! : y ‘ |

: FLOPPERATeL OBy OIE LI Seldom/ Never Sometimes Periodically Frequently/ Always

— o |
" 6 Ihavehad a hangover (babalaas) ! > y ¢ |
J ' Seldom/ Never Sometimes Periodically Frequently/ Always ||
s
i
7. 1h tt h on drink : . e ¢ i
: ave spent (00 much on drinks Seldom/ Never Sometimes Periodically Freguently/ Always |
8. I have looked for some reason p 5 4 r p f
(eg. a Ce}?brauon of something) to Seldom/ Never Sometimes Periodically Frequently/ Always ||
have a drink 14
e e — — L L :
| 9. I have told the whole truth about ! 2 3 4 |
| the medication that I use Seldom/ Never |  Somefimes Periodically Frequently/ Always ||
| i
S | L |
- [ |
I 2 3 4 |
| 10. Thave smoked dagga Seldom/ Never Sometimes Periodically Frequently/ Always 1
i T :
11. I have avoided the use of mood |
hanging substances (c.g. fobacco/ ! ’ y ’ |
CHANZME SUNSTARces (E""" [? qeee Seldom/ Never Somefimes Periodically Frequently! Always |
alcohol/drugs) to get me going ;
L L |
Thank you for completing this questionnaire
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APPENDIX 13:
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Presentation Eualuation Questionnaite;

All trainees that participated in the Theme 3: Self-Management Programme should complete this
questionnaire at the end of the five day programme.

1. INTRODUCTION

You have just completed Theme 3: The Self-Management Programme. This programme is a large and
expensive initiative; therefote we must know how effective it was in meeting your needs and
interests. For this we need your input. Please complete the following questionnaire honestly and
in full — it will help us to serve you better.

2. GENERAL INSTRUCTIONS

This questionnaire contains various questions regarding the presentation and contents of the Self-

Management Programme that you have just completed.

2.1 Mark the answers on this questionnaire by making a cross [ in the appropriate blocks.
The cross must not touch the outline of the block.

2.2 Mark only one answer per question.

2.3 Answer all questions.

2.4 Complete the questionnaire honestly and on your own.

This questionnaire contains several personal questions. Don’t write your name anywhere on L.
However, for research purposes we need you to gencrate a secret identification (ID) code.
This code will be used to link this guestionnaire to the others that you have completed. It will not
identify you as a person.

After you have completed the questionnaire, place it in the envelope that will be provided and return
it to the Presenter who gave it to you. By completing this questionnaire, you are giving permission
that this data may be used for research purposes.

3. HOWTO START

Parts 1 to 4 are designed as a link to a specific presenter, date, etc. In addition, some of the
answers will generate the secret identification (ID) code that only you will know.

PART 1: COURSE PARTICULARS

e In the first row below, write the initials and surname of the person who presented the
programime.

* In the second row, write the dates on which the programme was presented.

+ In the third row, indicate the training provision institution where it was presented.

» In the fourth row, write your platoon number.

Office use

Presenter: ‘
, |
!

Dates: / / 2005 to / / 2005
57 1 ‘ 2, 3 7}
bl Oudtshoorn || Prcrorfa‘l Bisho |
| 4 5 r 6 [ 7 i
|__ GraafFReinet || _ Chatsworth ||  Phillipi ||  Jakkalsdans ||
Platoon numiber: ) o _ ) 1l
\
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PART 2: PART OF SECRET CODE

| In the nexr six blocks, indicate your birth date. For example, D D M M b Y |
| if your were born on F
.‘ 15 January 1982, indicate it as follow: 150182 {
PART 3: GENDER AND SECRET CODE
“ Please make a cross [ in the appropriate block. 1. Mae ! 2. Female ]
PART 4: RACE
‘ Please make a cross ¥ in the appropriate block. 1. Asian ] 2. Black LS. Colonred 4. White I‘
PART 5: EVALUATION OF THE PRESENTER
1. The presenter is knowledgeable about the subjects that L Z
he/she taush : Strongly Disagree
1 ¢/she raught doagris
2. The presenter could link the material to the trainees’ /fwe/ L 2
4 Strongly Disagree
of knowledge A
3. The presenter was able to explain difficult and abstract L 2
§ ] Stronghy Disagree
LHHCEPES disairee
4. The presenter succeeded in keeping me interested in 1 2 % 4
= . Strongly Disagree Agree Strongly
the subjects e ~
| ’ disagree agree
e . S - {
5. The presenter was enthusiastic about the subjects that 1 2 5. ¢
he/she taught "iﬁro"gly Levagee Agree Saangl
g sagree agree
PART 6: EVALUATION OF THE PRESENTER’S PRESENTATION SKILLS
| 1. T could clearly hear what the presenter was saying (e.g i# 5 & D'-z 5 b
\ was loud enongh and in an accent thar 1 could senderstand) d'ff’"’gl-’ Hetes % Strongly
lisagree agree |
| 2. The presenter was skilful in the use of the teaching i A 5. 7.
‘ media (e.g fransparences and or writing on newsprintf the biackboard) ﬁz::f:; Disagree derss Sf;:i &
T = B D T o | ] Ty
| 3. The presenter encouraged participant involvement (zg . & > % '
2 s = T =y Strongly Disagree Agree Strongh'
’ by asking questions and or enconraging discussions) i '
‘ < isagree agree i
T — = - .
| 4. The presenter prepared himself/herself thoroughly for L - 2 5. 4 1
i the presentation ‘:;m el RTEE Agroe S@"’Eﬂ i
isagree agree I
i I FE=SLE S v e< ha )miﬂriéq!j
| 5. Whatis your overall rating of the presenter’s 1 z 3 4 5 a
‘ 1 on skifl? Poor Fair Average Good Yeery good: |
| preseniation sE: rage ecoleat H
307
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PART 7: EVALUATION OF THE LEARNING PROCESS

- —— = = e ! !
1. At the beginning of #he programme, the presenter gave us N 2 3 4 |
a clear overview of what we could expect during the Disagree Agree Strongly |
pI‘DgﬂHﬂl’(lC
2. At the beginning of each modute, the learning %
objectives for that module were adequarely explained i
I
| 3. The presenter made sure that trainees understood L & %
A 5 i Stroagly Disagree Agree
subject before continuing on to the next one e
| - - ]
4. The presenter was able to communicate on my level - = =
' pre = ¥ Strongly Disagree Agree
disagree
| 5. Atthe end of a module, the presenter gave a2 summary 1 2 3 +
£ aresialiel szl * Strongly Disagree Agree Swongly ||
of the material that was covere i e 1
E e ) L= LT N FEa L X PTR AT - - R A ﬂﬂ“ﬁg
e | ] |
6. What 1s your overall rating of the Zaruing 1 ) 2 3 P v 3. - i
[ — i B <y ery 2o i
{ processe { Poor | Fair Average ‘ Good e atleat 1‘1
L
e o T S — < s - ;

PART 8: EVALUATION OF THE PRESENTATION CONTEXT

= o T o e s e e _]J
1. How would you rate the quality of the learning L 2 3. + 5.
1 . Very Bad Average Good Very
\ material that was presented? bad _| pood |
- i — i e e T T =
2.  How would you rate quality of the teaching media V"- B—’- 3. 4 & —r
' (e.0. iransparendies and or handounts)? ¥ ad Avcags Geod Ve
| bad good
—_— ————— ——— R — — 4
o I Z 3 7. 5
3.  How well was the programme organised? Ve Bad Average Good Very
bad good
[ o - __ - A 2 3 4. i
| 4. How would you rate the venue? Very Bad Average Good Very
bad good
— . . SRS e — .
PART 9: GENERAL
S S — ?
1. How will you rate the i 2 3 4 5 %1‘
| length of the It was much too || It was a litde too The length 1t was a litte to || 1 was much too ||
{ programme? long long wis just right short short i
| o
- o — |
| 2. How will you rate the - £ - 2 3. 4. 5. %
i o S £ pAce was The pace was a The pace was The pace was a The pace was ||
pace of the PECSEIIHOL much too slow little too slow Just right Ktde too fast much too fast ﬂ
— = = e = —— 8
3. How will you rate the 7 2 % 4. 5. i
balance berween the Much too much || A Iitde tvo much The b,u’ - A little too much || Much too much |
presentation tme war; speat ame n—::b spent || jusrj:'; ;{ tnre was spent ame was speat ||
d nrolvenents s iy ——— ‘;ngmgmg ¢
and group invo D ; entac avoly ; {
Lroup L presentation presentation [ fovolvement fnyolvemen |
e R D el S e ST s A S SRR VN T g RS DR e I T R R e D | SRS A - TR I Sm B == B =S h X FSSERL L e T T IR AR ﬁf’;‘
Thank you for completing this questionnaire
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APPENDIX 14:
THE PRESENTER’S EVALUATION QUESTIONNAIRE

Presenter's Questionnaire

RS

All the selected presenters of Theme 3: Self-Management must complete the following
questionnaire at the end of the 5 day programme.

1. INTRODUCTION

You have just completed the presentation of Theme 3: The Seif-Management Programme. This
programme is a large and expensive initiative. Therefore we must know yeur views on the
programme’s effectiveness, as well as your perceptions on the guality and effectiveness of your
presentation and the circumstances under which it was conducted. We also need your views on each
module’s value and relevance and how it can be improved. Only in this way can we improve the
programme and its constituent parts.

Please complete the questionnaire honestly and fr full. You will not be linked to a particular response
(view), module, platoon. etc. Your name will only be mentiocned as one of the selected participants in
the final research report. So, please take the time to complete the following questionnaire.

2. GENERAL INSTRUCTIONS

This Presenter’s Evaluation Questionnaire contains various questions regarding the presentation and
contents of the programme, as well as the circumstances under which it was presented. Answer them
on this questionnaire.

2.1 Mark the answers by making a cross I in the appropriate block. The cross mustn’t touch
the outline of the block, mark only ene answer per question and answer all questions.

2.2 Space is also provided for written comments. Please answer these questions in full. We need
vyour personal and honest views re the way in which the programme and its modules/study units
could be improved.

2.3 Complete the questionnaire on your own and at the same time that the trainees complete their
Presentation Evaluation Questionnaires.

2.4  Under no circumstances may you look at the trainees’ Presentation Evaluation Questionnaires.
Their, as well as your own questionnaire is confidential.

After you have completed the questionnaire, seal it in an envelope and return it to Head Office.

3. PART 1: COURSE PARTICULARS

» In the first row below, write your initials and sumame.

* In the second row, write the dates on which you presented the programme.

» In the third row indicate the training provision institution where it was presented.

» In the fourth row, write the platoon number of the platoon you presented the programme to.

Office use
Presenter: [ “
== — - —
Dates:“ / 2005 to / / 2005
L [ 2. 3.
Place: j‘ Oudtghoorﬂ ’ Pretoria t Bisho
[ ' ] 6. '_'ﬁl 7.
L Graa_tLemer \ Chatswoﬂh | Phillipi || Jakkalsdans

Platoon number:||
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4. PART 2: ASSESSMENT OF THE PROGRAMME AS A WHOLE

SECTION 1: PRESENTER SELF-ASSESSMENT

r . I am knowledgeable about the subjects that I taught
!

’ kmowledge

[ .
| 3. I was able to explain difficult and abstract concepts

I succeed in keeping trainees interested in the

4.
subjects
| 5. I was enthusiastic about the subjects that I taught

J--

2. Iwasableto lmk the material to the trainees’ !evel of

- i
I 2. 3. 4. i
Strongly Disagree Agree Strongly ||
disagree agree g
I 2. 3. 4.
Strongly Disagree Agree Strongly |
disagree agree f
i I 2. [
Strongly Disagree Agree Slrongly i
disagree agree 4
: 2. f
Strongly Disagree Agree Srron g!y i
disagree agree ]
H
Strongl Dasagree Agree Srrongly
dtvagree agree

Pa———

s

T

SECTION 2: EVALUATION OF THE PRESENTER’S PRESENTATION SKILLS

! 6. Tramees could clearly hear what I was sqym0 (e. g it was 1. 2. 4. ?
| loud enough and in an accent that they could Strongly Disagree Agree Strongly ||
m‘rders:(md) disagree agree
7. 1am skilful in the use of the teachmg media (e. g 1 2. 3. '
transparencies and or wr iting on newspr. int/the Strongly Disagree Agree Smmg[y 4
; blackboard). disagree agree |
L8 1 encouraged pamclpant mvolvement (e g by mﬁ_z:zjgw & i
d di Stmng Dmagree Agree Strongly
‘ questions and or encouraging discussions). dmg,_ee agree
) - .MV_— - 2. 3. 4. i
| 9. I prepared myself thoroughly for the presentation. Srrang!y Disagree Agree Strongly
| disagree agree
= e mes e et 0
| 10. What is your ﬂverall rating of your presentation L 2. 3. 4. Ve 5'0 od/ %
i skills? Poor Fair Average Good er?eflen ¢
SECTION 3: EVALUATION OF THE LEARNING PROCESS
[ = S 1 2 i
| 11 In the begmmno I gavea clear overview of what : = E
| Strongly Disagree Agree Srrorlgl
. trainees could expect during the programme disagroe agree
12. In the beommng of each module Lhe learmno I 2. 3.
1 objectives for that module were adequately Strongly Disagree Agree Strang!
| expiained disagree | agree
- ' B e ) 2. 3.
13 :)n;ade sure that trame;s understood a szlbjcc.! Sfmngb Disaree Airoe S"ongb
efore contmumg to the next one d,mg,ee agm,
T o o I 2 3 :
14. | was able to communicate on the trainees’ level rrongb Disagree Agree Srrong[y 5
drsagree agree #
e e 2. 3.
15. Al the end of a module 1 gave a summary of the mmg o Disiuree Aoee 1
material that was covered Bisanree agree
T S R R Y A L T T R R S S S B L L e N T T ST N S Py Gl ¢ A (AR TR R el B e TR T AR T TR S T o LA TR T T e A P TR
— e e e e — = Z
‘ 5. |
16. What is grour overall rating of the lear ning P:‘.” F;i.‘_ : AV;.H . G::-m’ Viry good
Process: AYerae excellent
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SECTION 4: EVALUATION OF THE PRESENTATION CONTEXT

17. How would you rate the quality of the learning

material that you had to present?

How would you rate quality of the teaching media
(e.g. transparencies and or handouts) that was
available?

How well was the programme organised?

20. How would you rate the venue?

O Y e e o e Y e ol . 5 Sl

= g
1. 2. 3. 4. 5.

Very bad Bad Average Good Very good
]
1. 2. 3. 4. 5. |
Very bad Bad Average Good Very good ||
§ L
r .‘
1. 2: 3. 4. 5. b
Very bad Bad Average Good Very good ]
= — - 4
1 2. 3 4. 5. @
Very bad Ba Average Good uery good .l
S N L R R e R e e e e 3

SECTION 5: EVALUATION OF THE RELEVANCE AND VALUE OF THE PROGRAMME AS

A WHOLE
| . T T T |
‘ 21. The lpzmgrzm'u’ne stimulated the trainees’ creative Strongly Disagree Agree Strongly ||
thinking disagree f Tee i
-4 g L agi |
[ e [ . |
| 22. The trainees will be able to apply the new A 2 3. 4. I
knowledge and insights that they have gained in jf’ 0"3:)’ Disagree Agree Strongly  §
their jobs isagree agree !.
== 4
= - - T T T = ‘ 1 i
e o 7 91 2. 3 4. 1
23. [ feel thal_ the programme will help the trainees to Strongly Ditagree: || Agree Strongly |
do their jobs better disagree J agree :
- e = ——= E— = ]
] |
| 24. The trainees will be able to apply the new it 2 3 4. |
; knowledge and insights that they have gained in gf"”‘g’y Disagree Agree Strongly 1§
' their daily lives Liaeree L agree /
__ e
L — = = ————r— = —— “rh :
. . I8 2 3. 4. |
| 25. Ifeel that the programme will help the participants Strongly Disagree Agree Strongly |
to cope better with the challenges of life disagree | agree
VAN T de L0 R DAL TN SN et T TR b BT D L AT W TR MO M G e Bl L T ad E i e AT i e h-?-.’.-:“.‘l—‘l“)t‘;;ﬂﬁ- TS M N iR A L S YR ---'LKJ;?-I'A-:-M.:
SECTION 6: GENERAL
v o 1. 25 T 4. 5.
26. How will you rate the length of It was much too || It was a little The fength || It was a little to || I was much
the programme? long too long was just right short too short
e
| T 1 . |
27. How will you rate the pace at 1. 2. 3. 4. 5.
which you had to present the The pace was T?fe pacewasa 7?{(: pace was 171-2 pace was a || The pace was
programme? much too slow little too slow Just right little too fast || much too fast
Sl i E .
. L. Z 3 * Mu:l; too
28. How will you rate the balance Muech too much A little too e B linds Alittle too itech tim
between the presentation time was spent || much time was VoRs t(:'? ht much time was wa.:'l\‘ i 5" :
and group invelvement? on e SREtening MR spent on group g:r}:mp
= presentation presentation involvement g
L involvement
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4. PART 3: ASSESSMENT OF THE MODULES AND STUDY UNITS

4.1 MODULE l: BE MoONEY WISE

4.1.1 Value

7 ' i
How would vou rate the overall value 1. 2 5. " |

fthe B M- Wi T It had litstle or It had below It had above It had a lot i
0 e be Vioney Wise module! no value average value average value of value :

it o B mareaes

Co i g g e Pkl - ) i Wy Doyl Sl A g u i N e S SNy vt L. i o i ’m.—__‘.:ﬁ:_—_—_u"_::'.mjﬁ

4.1.2 Relevance

o

— J— . - - ,i
1 If all things are taken into account, the Be Money Wise I T 2 3 4 "
I module will be relevant to the trainees’ future job and Strongly ‘ ' Disagree || Agree Strongly ]

“ agree bt}

| personal life disagree

= ~ e, T a2 T IO s T T R TT T O T TN i A v

4.1.3 TImprovements that should be made to the confents of the Be Money Wise
module (recommendations re topics that should be added, covered in more depth or
dropped. ways to Improve its impaclt, ete.j

4.1.4 Improvements that should be made to the presentation of the Be Money Wise
module (recommendations re improvements to the presenters guide, teaching media,
exercises, ice breakers, examples, length of the module, time provided, erc.)

v
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4.2 STUDY UNIT 1: PLANNING OF GOALS (MODULE 2 - LIFE SKILLS)

4.2.1 Value

—I n |
H Id te th Il value of th ; - - - '
ow would you rate the overall value of the : :
Planni fyG ke ""{?—— I.J‘_,had It had below It had above It[htadfa
| nning of Geals study unit’ ileor ol e e vilee || averaue valie ot 0
value ] value
4.2.2 Relevance
| If all things are taken into account, the Planning of Goals I 2 3 4 i
study unit will be relevant to the trainees’ future job and Strongly Disagree || Agree || Strongly |
| personal life disagree agree l

4.2.3 Improvements that should be made to the contents of the Planning of Goals
study unit (recommendations re topics that should be added, covered in more depth or

dropped, ways to improve its impact, etc.)

%

4.2.4 Improvements that should be made to the presentation of the Planning of
Goals study unit (recommendations re improvements to the presenters guide, teaching
media, exercises, ice breakers, examples, length of the module, time provided, etc.)
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4.3 STUDY UNIT 2: SELF-KNOWLEDGE (MODULE 2 - LIFE SKILLS)
4.3.1 Value

1. 4.
How would you rate the overall value of the Sel ’ 2. 3.

K led Yu d i — if lifg had l it had below It had above It!h‘a:}a

HORICOEE SO LI e orae average value || average value i
| value value

4.3.2 Relevance

- et~ = :

If all things are taken into account, the Self Knowledge study I ( 2 3 4

unit will be relevant to the trainees’ future job and Strongly Disagree || Agree Strongly
- personal life disagree e

e I B T I B L L e o ot T T et e o F e ety O S M S T L =ty

4.3.3 Improvements that should be made to the contents of the Self Knowledge study
unit (recommendations re topics that should be added, covered in more depth or
dropped, ways to improve its impact, etc.)

4.3.4 Improvements that should be made to the presentation of the Self Knowledge
study unit (recommendations re improvements to the presenters guide, teaching media,
exercises, ice breakers, examples, length of the module, time provided, etc.)
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4.4 STUDY UNIT 3: CONFLICT MANAGEMENT (MODULE 2 - LIFE SKILLS)
4.4.1 Value

_ B S - |
How would you rate the overall value of the Ir ;m. J. Ithoda 1
T It had below It had above e a iy
. Conflict Management study unit? \ ’mfe ‘Lfe 10 || average value || average vaiue f‘:f, “:J: :f
| L 4
4.4.2 Relevance

e - v ~ B : !

If all Lhmos are taken into account, the Conﬂ:ct 1 2 3 4
Management study unit will be relevant to the trainees’ Strongly Disagree || Agree || Strongly !
future job and personal life disagree | ) agree  §
PSR AT L S e R N L d DML RIITER TR s it L WY R S s T RS A P L P LU T T e LB YA TOECE S VLT S M I T b YN Sl T DL Y SRR T PR .LIL"_-‘!

4.4.3 Improvements that should be made to the contents of the Conflict
Management study unit (recommendations re topics that should be added, covered in
more depth or dropped, ways to improve its impact, etc.)

Y

4.4.4 Improvements that should be made to the presentation of the Conflict
Management study unit (recommendations re improvements to the presenters guide,
teaching media, exercises, ice breakers, examples, length of the module, time provided,
etc.)
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4.5 STUDY UNIT 4: ASSERTIVENESS (MODULE 2 - LIFE SKILLS)
4.5.1 Value

8 4.
/ ; v 2. 3.

;I:w u._'ouid you rste th_e?overall alue of the . Jlte;:%m Fhadselsie || Iiniad above 1,1 ;,ta% (,
| Asserfiveness study unit! reine ﬂerage value || average value b

4.5.2 Relevance

If all things are taken into account, the Asserfiveness study ( I 2 3 ’ 4
' unit will be relevant to the trainees’ future job and ' Strongly Disagree || Agree || Strongly

personal life ] disagree l agree

4.5.3 Improvements that should be made to the contents of the Assertiveness study
unit (recommendations re topics that should be added, covered in more depth or
dropped, ways to improve its impact, etc.)

4.5.4 Improvements that should be made to the presentation of the Assertiveness
study unit (recommendations re improvements to the presenters guide, teaching media,
exercises, ice breakers, examples, length of the module, time provided, etc.)

Section 4: Appendixes 316



4.6 STUDY UNIT 5: PROBLEM SOLVING (MODULE 2 - LIFE SKILLS)
4.6.1 Value

' | ] 4
| How would you rate the overall value of the L I i.ad It ha j'below J It Wf-abow uf&d a

Problem-Solving study unit? ﬁ“{;ﬁ:g"" average value || average value i ‘:fh‘:{
4.6.2 Relevance

| If all things are taken into account, the Problem-Solving I 2 3 4 |
study unit will be relevant to the trainees’ future job Strongly Disagree || Agree || Strongly |
and personal life disagree ] agree

4.6.3 Improvements that should be made to the contents of the Problem-Solving
study unit (recommendations re topics that should be added, covered in more depth or
dropped, ways to improve its impact, etc.)

v

4.6.4 Improvements that should be made to the presentation of the Problem-Solving
study unit (recommendations re improvements to the presenters guide, teaching media,
exercises, ice breakers, examples, length of the module, time provided, etc.)
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4.7 MODULE 3: MANAGING STRESS EFFECTIVELY
4.7.1 Value

[ L 4.
2, 3.
| How W(?uld you rate the ‘overal! va!u;e of the . {’, hrad It ha below o ahove 1,[ grmff T
Managing Stress Effectively module? utle orno |\ yornee value || average value 0.
value | value
4.7.2 Relevance
If all things are taken into account, the Managing Stress 1 2 l 3 4
Effectively module will be relevant to the trainees’ future Strongly || Disagree || Agree || Strongly
| job and personal life disagree agree

e e I e Y T A A s B o Tt (L Y N T N T L 2 LRI S T S T R S R TN 2 e e "W R 1L S e

4.7.3 Improvements that should be made to the contents of the Managing Stress
Effectively module (recommendations re topics that should be added, covered in more
depth or dropped, ways to improve its impact, etc.)

4.7.4 Improvements that should be made to the presentation of the Managing Stress
Effectively module (recommendations re improvements to the presenters guide, teaching
media, exercises, ice breakers, examples, length of the module, time provided, etc.)

Y
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4.8 MODULE 4: SUBSTANCE DEPENDENCY
4.8.1 Value

. 1. 4.
How would you rate the overall value of the It had s j-bmw 3 &?-a r T hada
Substance Dependency module? lile orno || 4prage value || average value lot of
value value

4.8.2 Relevance

If all things are taken into account, the Substance ! 2 3 4

Dependency module will be relevant to the trainees’ Strongly Disagree || Agree Strongly
| future job and personal life disagree agree

4.8.3 Improvements that should be made to the contents of the Substance
Dependency module (recommendations re topics that should be added, covered in more
depth or dropped, ways to improve its impac!, etc.)

v

4.8.4 Improvements that should be made to the presentation of the Substance
Dependency module (recommendations re improvements to the presenters guide,
teaching media, exercises, ice breakers, examples, length of the module, time provided,
etc.)

Y
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4.9 MopUuLES: HIV/IAIDS AWARENESS
4.9.1 Value

o - i - ” i

How would you rate the overall value of the It had 2. 3. It had i
T : It had bel, It had ab ada @

HIV/AIDS Awareness module? litle 0r 10 || syerage’vaiue | average value | 102/

T T ] A L T A e T et I T S Ty LT S Y S T T S O T R T R T BT S P SR

‘ 492 hliélévance

| If all things are taken into account, the HIV/AIDS 1 t 2 3 lt ,
Awareness module will be relevant to the trainees’ Strongly Disagree || Agree || Strongly ||

| -

| future job and personal life disagree agree

e e . T R T e T .~ e AT A s

4.9.3 Improvements that should be made to the contents of the HIV/IAIDS
Awareness module (recommendations re topics that should be added, covered in more
depth or dropped, ways to improve its impact, elc.)

4.9.4 Improvements that should be made to the presentation of the HIV/AIDS
Awareness module (recommendations re improvements to the presenters guide, teaching
media, exercises, ice breakers, examples, length of the module, time provided, etc.)

SEE LAST SECTION =
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5. PART 4: GENERAL RECOMMENDATIONS

Instructions: The space provided below 1s for any general comments and recommendations re the
programme and its presentation. It could cover issues such as the *things’ that were most and least
helpfid in your presenmtation of the programme, gencral improvements that could be made to the
programme as a whole, problems experienced with the trainees as such and or with the circumstances
under which training had to take place, the difficulties of being a presenter, problems experienced with
being part of the research, etc. Thus - all in all - any information that you think could be of help to
the research team.

¥

Thank you for completing this guestionnaire
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APPENDIX 15:
FIHE REGRUIFTS SV TN NSRRI,
PRESENTATIONS

TABLE 15.1: EVALUATION OF THE PRESENTATION

Human relations component

n /. 2 7 4.
Strongly disagree | Disagree Agree Stromgly agree
Subscale 7.1 330 3 3 41 282
Evaluation of the presenter (0.97%) (1.09%) | (12.58% | (83.37%)
)
Subscale 7.2 338 0.5 0.25 38 298
Evaluation of the presenters’ presentation (0.15%) (0.07%) | (11.46% | (88.31%)
skills )
Subscale 7.3 339 0 1.4 33 - 283
[valuation of the learning process (0%) (0.41%) | (15.87% | (83.72%)
)
n 7. 2. 2 4. 5
1 ery bad Bad Average Ceood Very good
Subscale 7.4 338 0.5 0.25 11.25 T 253
Evaluation of the preseatation context (0.15%) (0.07%) | (3.32%) | (21.55%) | (74.91%
)
Health maintenance component
n Ui 2. 2 4.
Strongly disagree | Diagree Agree Strongly agree
Subscale 7.1 330 -] o) 41 282
Livaluanion of the presenter (0.97%) (1.09%) | (12.58%) | (83.37%)
Subscale 7.2 338 0.5 0.25 38 298
Evaluation of the presenters’ presentation (0.15%) 0.07%) | (11.46%) | (88.31%)
skills
Subscale 7.3 339 0 1.4 53 283
Evaluanon of the learning (0%0) (0.41%) | (15.87% | (83.72%)
process )
n /. 2 7 4. 4%
V- ery bad Bad Awerage Good Iery good
Subscale 7.4 338 0.5 0.25 11.25 73 2h3
Evaluation of the presentation context (0.15%) (0.07%) | (3.32%) (21.55%) | (74.91%

)
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TABLE 16.1:

APPENDIX 16:
THEPRESENTERSTEVALUATFION OF FHIE,

PRESENTATIONS

THE PRESENTERS’ EVALUATION

Human relations component

/. 2 ; 4.
n S/./wz\, oly Disagre A<g'm' Strongly
disagree ¢ ; agree
3
Subscale 7.1: 0 0 = {
4 ] y 11 ; (34.55% i
Evalaation of the presenter (0%0) (0%) - (65.45%)
N
1\'ubscal§ 7.2 | B 2 : 2
[ix»'aluam)n of the presenters’ presentation 1 0%) (0%) (B2 (77.275)
 sill )
: 3
Subscale 7.3 0 0 7
: : : 11 . : (34.55% o)
Evaluaton of the learning process (0%) (0%%) (65.45%)
il
e
1. 121 4 4. Iz
n 21
Very bad Bad Average Good 00;'2
Subscale 7.4 1 0 0.75 2 3 3
Fvaluanon of the presentation context (0%) (6.8%0) (2.5%) (45.5%) (27.2%)
Health maintenance component
7. = B! 4.
n
Strongly disagree Disagree Agree Stronsly agree
3
Subscale 7.1 i 0 0 e 7
. 5 34.55% el
FEvaluaton of the presenter (0%) (0%) ® ) " (65.45%)
Subscale 7.2 0 2
]ﬂ',x.'aluarion of the presenter’s presenration | 11 (0%) (0%) (22.75% (77.275)
skalls e
3
Subscale 7.3 0 0 " 7
e : 1 : (34.55% S,
Fvaluation of the learning process (0%) (0%) (65.45%)
Ve
' 2 3. 4. 3.
[ery bad Bad Aperage Good Ioery eood
Subscale 7.4 " 0 0.75 2 5 3
Evaluation of the presenlation context (0%0) (6.8% (2.5%) (45.5%%) (2725
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ARPPENDIX 17

LLIST OF PANEL OF EXPERTS THAT REVIEWED
THE MEASUREMENT INSTRUMENTS

1. Prof Mike Weyers School for Psychosocial Behavioural Sciences, North-West
University (Social Work Department)
2. Prof Pedro Rankin School for Psychosocial Behavioural Sciences, North-West

University (Social Work Department)

Prof Vera Roos

School for Psychosocial Behavioural Sciences, North-West
Ll_lnivcrsw)’ (Psychology Department)

Dr Elma Ryke

School for Psychosocial Behavioural Sciences, North-West
University (Social Work Department)

Capt (Dr) Arnel Huisamen

South African Police Service, Social Work Services

6.

Snr Supt Marili Williams

South African Police Service, Social Work Services
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APPENDIX 18:

LIST OF SOCIAL WORKERS THAT WAS
INVOLVED IN THE PRESENTATION OF THE
SELF-MANAGEMENT PROGRAMME

EXPERIMENTAL GROUP

PRETORIA BTPI

Capt (f) C Gerber
Capt (f) J Diah
Insp (f) A Sekgoka
Sgt (f) J Moganedi
Sgt (f) E Monama

OUDTSHOORN BTPI Capt (f) W R Bezuidenhout
Insp M de Beer
Insp (f) M Levendal
Insp (f) J Koopman

BISHO BTPI Capt (f) V B Bongco

Insp (f) V Naidoo
Sgt (f) S S Niacker
Sgt (f) N M Cowa

JAKKALSDANS BTPI

Capt (f) M R L Mdakane
Sgt N S F Myeza

- CONTROL GROUP

Graaff-Reinet BTPI

Insp (f) A Nqumashe

Chatsworth BTPI

Insp (f) N Mtshali

Phillipi BTPI

Capt (f) M van Zyl
Capt (f) L de Ia Cruz
Insp (f) P Nyakaza
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APPENDIX 19:
PROFILE OF RECRUITS PER BASIC TRAINING
PROVISION INSTITUTION (BTPI) - JANUARY 2005

SAPS BAsIC A/M | C/M | W/M I/M A/F C/F W/F I/F TOTAL
TRAINING

PROVISION

[NSTITUTIONS

(BTPI’s)

PRETORIA 1350 5 6 15 399 0 z 1 1978
BISHO 492 43 12 2 198 30 6 0 783
PHILLIPI 203 159 o 0 46 35 5 0 455
GRAAFF-REINET 220 4 3 0 113 6 1 0 347
OUDTSHOORN 163 98 13 t 54 40 5 0 374
CHATSWORTH 67 1 2 1 70 2 0 0 143
JAKKALSDANS 138 0 0 0 30 0 1 0 169
TOTAL 2833 310 43 19 910 113 20 1 4249
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APPENDIX 20:
GUIDELINES FOR AUTHORS

INSTRUCTIONS TO AUTHORS:
SOCIAL WORK/ MAATSKAPLIKE WERK

The South African journal for social work “Social Work/Maatskaplike Werk™ (ISSN - 0037-8054)

provides the following instructions to authors:

INSTRUCTIONS TO AUTHORS

The Journal publishes articles. short communications,
book reviews and commentary on articles already
published from any field of social work. Contributions
relevant to social work from other disciplines will also be
considered. Contributions may be written in English or
Afrikaans. All contributions will be critically reviewed by
at least two referees on whose advice contributions will be
accepted or rejected by the editorial commitiee.  All
refereeing is strictly confidential. Manuscripts may be
returned to the authors if extensive revision is required or
if the style or presentation does not conform to the Journal
practice. Commentary on articles already published in the
Journal must be submitted with appropriate captions, the
name(s) and addressees) of the author(s) and preferably
not exceed 5 pages. The whole manuscript plus one clear
copy as well as a disketre with all the text, preferably in
MS Windows (Word or WordPerfect) or ASCII must be
submitted. Manuscripts must be typed double spaced on
one side of A4 paper only. Use the Harvard system for
references.  Short references in the text: When word-for-
word quotations, facts or arguments from other sources are
cited, the surname(s) ot the author(s), year of publication
and page number(s) must appear in parenthesis in the text,
e.g. ” 7 (Berger 1967:12). More details about sources
referred to in the text should appear at the end of the
manuscript under the caption "References”. The sources
must be arranged alphabetically according to the surnames
of the authors. Note the use of capitals and punctuation
marks in the following examples.

VOORSKRIFTE AAN OUTEURS

Die Tydskrif publiseer artikels, kort mededelings,
boekbesprekings en kommentaar op reeds gepubliseerde
artikels uit enige gebied van die maatskaplike werk
asook relevante bydraes uit ander dissiplines. Bydraes
mag in Afrikaans of Engels geskryf word. Artikels in
Afrikaans moet vergesel wees van ‘n Engelse opsomming
van ongeveer 200 woorde. Alle bydraes sal krities deur
ten minste twee keurders beoordeel word. Beoordeling
is streng vertroulik.  Manuskripte sal na die outeurs
teruggestuur word indien ingrypende hersiening vereis
word of indien die styl nie ooreenstem met die tydskrif
se standaard nie. Kommentaar op artikels wat in die
Tydskrif gepubliseer is, moet van toepaslike titels, die
naam(name) en adres(se) van die outeur(s) voorsien wees
en verkieslik nie langer as 5 bladsye wees nie. 'n Disket
met die hele teks, verkieslik in MS Windows of ASCII
moet die hele manuskrip en een duidelike kopie daarvan
vergesel. Manuskripte moet slegs op een kant van die
bladsy in dubbelspasiéring getik word. Verwysings moet
volgens die Harvard-stelsel geskied. Verwysings in die
teks: Wanneer woordelikse sitate, feite of argumente uit
ander bronne gesiteer word, moet die van(ne) van die
outeur(s), jaar van publikasie, en bladsynommers wssen
hakies in die teks verskyn, bv. = (Berger, 1967:12).
Meer besonderhede omtrent bronne moet alfabeties
volgens die vanne van die outeurs aan die einde van die
manuskrip onder die opskrif "Bibliografie" verskyn. Let
op die gebruik van hoofletters e¢n leestekens by die
volgende voorbeelde.

TWO AUTHORS/TWEE OUTEURS: SHEAFOR, BW & JENKINS, LE 1982. Quality field instruction in
social work. Program Development and Maintenance. New York: Longman.

COLLECTION/BUNDEL ARTIKELS: MIDDLEMAN, RR & RHODES, GB (eds) 1985. Competent
supervision, making imaginative judgements. New Jersey: Prentice-Hall.

ARTICLE IN COLLECTION/ARTIKEL IN BUNDEL: DURKHEIM, E 1977. On education and society. In:
KARARABEL,J & HALSEY, AH (eds) Power and ideology in education. New York: Oxford University

Press.

JOURNAL ARTICLE/ARTIKEL IN TYDSKRIF: BERNSTEIN, A 1991. Social work and a new South Africa:
Can social workers mect the challenge? Social Work/Maatskaplike Werk, 27(3/4):222-23].

THESIS/TESIS: EHLERS, DMM 1987. Die gebruik van statistiese tegnieke vir die ontleding van gegewens in
maatskaplikewerk-navorsing. Pretoria: Universiteit van Pretoria. (M tesis).

MINISTRY FOR WELFARE AND POPULATION DEVELOPMENT 1995. Dratt White Paper for Social
Welfare. Government Gazette, Vol. 368, No. 16943 (2 February). Pretoria: Government Printer.

NEWSPAPER REPORT/KOERANTBERIG: MBEKI, T 1998. Fiddling while the AIDS crisis gets out of

control. Sunday Times, 8 March, 18
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The Social Work Practitioner-Researcher
Editorial objectives

This is an academic journal providing guidance, based on sound research, tor those who practice, tutor,
research or study in the field of social work and social development in South Africa and in Africa. The
journal’s main aim is to present the latest research and developments in disciplines of relevance to
social work and social development.

General principles

It is the intention of this journal to maintain a balance betwcen theory and practice, contributors are
encouraged to spell out the practical implications of their work for those involved in social work
practice and the social services in the African context.

The ethos of this jounal remains that articles based on research and evidence rather than philosophical
speculation are particularly welcome.

Editorial scope

The Social Worker Practitioner-Researcher is a refereed interdisciplinary journal for social workers and
social service professionals concerned with the advancement of the theory and practice of social work
and social development in the African context and in a changing global world. The purpose of the
joumnal is to promote research and innovation in the practice of helping individuals, families, small
groups, organizations and communities to promote development and human well-being in a society.
Social work and social service practice includes deliberately designed intervention programmes to
address contemporary social problems and issues including social policy. The journal is committed to
the creation of empowered, humane, just and democratic societies.

Manuscripts that would be approprate are: (1) Conceptual analyses and theoretical presentations; (2)
literature reviews that provide new insights or new research questions, (3) manuscripts that report
empirical work. Topics that will be considered — but are not limited to - the following: lifespan,
populations at risk, poverty, livelihoods, anti-discriminatory practice, service delivery systems,
development management, social security, human rights, and community based development,
comparative health and mental health, education, urban and rural development, civic service,
voluntarism, civil society, social movements and social change.

The reviewing process

Each manuscript is reviewed by the Editor and Editorial Board. It it is judged suitable for this journal,
it is sent to two reviewers for blind peer-review. Based on their recommendations, the editorial
committee decides whether the manuscript should be accepted as is, revised or rejected.

Manuscript requirements

Manuscripts should be submitted as electronic attachments to the Editor: wam@]lw.rau.ac.za in Word
format. All authors should be shown and the author should not be identified anywhere in the article.
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As a guide, articles should be between 4 000 and 6 000 words (10 to 15 pages) in length. A title of not
more than ten words should be provided. An autobiographical note should be supplied including name,
affiliation and e-mail address. A structured abstract must be included under 4-6 sub-headings:
Purpose; Methodology; Findings; Research limitations/implications (if applicable); Practical
implications (if applicable); and the originality/value of the paper. Maximum is 250 words. In addition,
provide up to six keywords, which encapsulate the principle topics of the paper. Categorise your article
under one of these classifications: research paper; viewpoint; technical paper; conceptual paper; case
study; literature review or general review.

Where there is a methodology it should be described under a separate heading. Headings must be short,
clearly defined and not numbered. Notes should only be used if absolutcly necessary and must be
identified in the text by consecutive numbers, enclosed in square brackets and listed at the end of the
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All figures (tables, diagrams and line drawings) should be submitted in both electronic form and hard
copy originals. Figures should be of clear quality, black and white and numbered consecutively with
arabic numerals.

Electronic figures should be copied and pasted or saved and imported from the origination software
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these formats then please ensure that they are .tif, jpg, .bmp, .pcx, .pic, .gif or .pct at a resolution of at
least 300 dpi and at least 10cm wide. '
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References to other publications must be in Harvard style and checked for completeness, accuracy and
consistency. You should include all authors’ names and initials and give any journal title in full.

You should cite publications in the text: (Adams, 1997) using the first named author’s name. At the
end of the paper a reference list in alphabetical order should be supplied.

Books: last name, initials, (year), title of book, publisher, place of publication, e.g. Swanepoel, H. and
De Beer, F. (1996) Community Capacity Building, Johannesburg: Thomson Publishing.
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For journals: last name, initials, (year), “title of article”, Journal name, volume, number, pages, ¢.g.
Mda, C. J. (2004), “Population ageing and survival challenges in rural Ghana”, Journal of Social
Development in Africa”, Vol. 19 No. 2,90-112.

For electronic sources: 1f available online the full URL should be supplied at the end of the reference.
Final submission of the article

Once accepted for publication, the final version of the manuscript must be provided,
accompanied by a 3,5 disk. Alternatively, the final version can be sent as an attached file to
an e-mail.
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http://www.socwork.net/guidelinesforauthors.html
Information for Authors
Social Work & Society 1s a new online-only journal that is not distributed in hard copy.

Social Work & Society provides easy access to a worldwide forum on social work for all who are
interested in social work and its relationship to society

Social Work & Society is open to a wide range of participants: Practitioners in social work,
researchers, service users, students, social work educators and politicians interested in social welfare
1ssues.

Social Work and Society is an international journal using English as a standard language. Articles,
papers, and reports will primarily be published in English. Publication in other languages is possible.

Authors, activists and readers interested in matters of social work, social welfare and social policy are
welcome to submit contributions of various kinds: articles, scholarly papers, comments, book reviews,
announcements and miscellaneous information. If you submit papers in a language other than English
we ask you to please provide a detailed abstract in English of about 400-500 words.

Atrticles (5000 - 8000 words)

SW&S is happy to receive papers on topics concerning social work and society from all fields of social
work, social welfare and social policy. Once articles are submitted they will be peer-reviewed by at
least two referees. There will be a feedback of the comments of the referees to the authors by the paper
editor who will make the final decisions about publication, revision/resubmission or rejection of
articles.

Guidelines for authors of Articles

Articles submitted for publication must not be under consideration for publication elsewhere.
Permission to reproduce copyright material must have been obtained by the author.

Articles may be submitted in any language represented by the editorial board. Submissions in
languages other than English need an English summary of 400-500 words. If the paper is accepted,
authors are normally asked to submit an English version. The electronic form of publishing will also
allow the publication of the final version of the paper in its original language.

The manuscript

All manuscripts should be typed double spaced throughout in A4-format. Pages should be numbered
serially. Authors are asked not to use foot notes extensively, and not to use end notes. If possible,
please do not use more than two levels of sub-headings in order to devide the text and structure the
paper for the convenience of the reader.

References

Authors are asked to pay particular attention to the correct presentation of references. References
should follow the Harvard system. Within the text, they should be indicated by author and year of
publication in parenthesis, e.g. Walsh (1995) or (Ahrne 1990, 95-107). Publications of the same year
and the same author(s) should be cited as (1995a; 1995b). In case of more than two authors the
reference within the text should be Walsh et al. (1996) or (Ahme et al. 1992, 195-207)., whereas in the
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reference list all authors should be included. The refercnce should appear at the end of the text and
include solely the literature quoted in the text. The reference list needs to follow the alphabetical order
and in case of citing several papers by the author follow the chronological order.

Please use the following style for the referencing of books, book chapters and journal articles:

Fabricant, M. B. and Fisher, R. (2002) Settlement Houses under Siege. The Struggle to Sustain
Community Organizations in New York. New York, Columbia UP

Beresford, P. and Wilson, A. (1998) Social Exclusion and Social Work: Challenging the
Contradictions of Exclusive Debate, in: Barry, M. and Hallett, C. (eds.) Social Exclusion and Social
Work. Lyme Regis, Russell House, 85-96

Hasenfeld, Y. (2000) Organizational Forms as Moral Practices: The Case of Welfare Departments, in:
Social Service Review, 3, 329-351

For further guidelines concerning referencing (esp. electronic documents) please refer to:
http://www.lmu.ac.uk/lss/ls/docs/harviron.htm

Summary and Keywords

Submissions of papers need to include a summary of the paper of 100 to 200 words and five keywords
for the annual subject index.

Tables and Figures

Tables and figures should be provided in .rtf, word- and .gif, .jpg, or tiff format
Copyright

Authors need to assign copyright for publication to SW&S.
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