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THE EFFECT OF T H E  HUMAN RELATIONS AND HEALTH 
MAINTENANCE COMPONENTS OF THE S W S  SELF-MANAGEMENT 

PROGRAMME 

'flii. success achieved with thc South-ilfrican I'olicc S(:m~ict:'. gcneric I'etsot~ncl Sapacit\---i3uilclit1f: 

l'r.)gr;~~nmc.s contributed to a 3003 decision by r h c   nation;^! (:c)rnrnissionct- that a similar tvpc of 

it~lcrverltiotl should bc included in the basic training of SAI'S recniits. 'l'his lecl to [he 

'lc\.c.loprncnt of the Sclf-h'Ianagement I.'rograrnr-rlc. ' l ' h~s  progr;lrnrric 1s: sincc: Jul) 3001, an 

~ntc!;raI part of thc etrlpo\vermcnt o f  more than 8!100 rccruils annuall!; :11lc1 i s  presented on a 1% 

. : I I ~ I ~ L I ; I ~  1x1~1s. 

\ comprelicnsi\~e study into the programme's short-tcrm and long-tern) eftcct and rcturn on 

in\.c\lnicnt (ROI) was launched in 2004 'l'hls thests will report on  the result.: achieved with the 

tncasurctnent of the programme's human relation ant1 hcalth malntcnancc cc>mponents 

Objectives: 

'I'hc: primary aim of thc study was to dctcrininc the effect o f  the Scll-XI;iri;~gcmcnt Progr:~mmc's 

1.1titnan relations atld health rnairltcrlancc modules o n  t h e  Ii~~o\vicclgc, attinlile and behaviour of 

S 11': rccruits, as well as thc programme's return on invt.strnctit cocfficlcrit. 

Method: 

l . 1 ~  .;tc~dy utiliscrl an esperirnental research deslgn, as well as ~ O C I I S  grolips ancl triangulation. It 

tn\ oivcd an avcragc of  320 recruits (400 for the e ~ p c r i m c n ~ ~ ~ l  groups and 120 for the control 

grolip" 1x1 nlodule. 'l'his ncls sc~pplernentcd by clualitarivc rcscarch in which 91 recruits 

p:~rticip;~tcd in various focus qoiips.  ' lhc  t~loclules ancl progr:lrnrnc. was ;11so subjcctcd to ;i 

str~~ctured and comprehensive rctclrri o r1  lnvcslmcnt analysis. 

' I  hrough the triangulation of measuremerits it was ascertained that the human rclat~ons and hcalth 

maintcnancc modules had a practical sigtlificant cffcct on the recruits' kriowlcdgc, attitilde and 

I ) ~ I i ~ \ ~ i o i ~ r  and empowered them on t ~ o t h  a personal and a profession:~l Icvcl. 'I'hc K O 1  analysis 

illso showcd that thc programme was of consideral~le fitlancial bcncfit t o  the SAPS and sh(~uld 

rcrnain as an integral part of a11 ncw rccnlits' training it1 the future. 



DIE EFFEK VAN DIE SAPD SE SELFBESTUURSPROGRAM SE 
INTERPERSOONLIKE VAARDIGHEDE E N  

GESONDHEIDSINSTANDHOUDINGSKOMPONENTE 

Die sukses w t ~  &e Suid-:\friliaanse I'olisicdicns (SAPD) sc gcncricsc persorleelkapasiteitsbou- 
programme hct daartoc bygcdr;t dat die Nasionale I<ornnussaris in 2003 besluit hct dat 'n 

soortgclyke intervensie ook by die basiese opleidingsprogram van student-konstabcls irigesluit 

rnoes word. Dit het tot dle ontniltlieling van die Sclfl)cstuursprogm aanleiding gegee. D i i  
program maali sedcrt Junic 3004 'n intcgralc dccl van che betnagtiging vat1 mecr as 8 000 student- 
konstabels per jaar uit en word twee keer per jaar aangebicd. 

In 2004 is daar 'n omvattcndc stuche rla die program se kort- en langtermyncffck en opbrengs op  

belegging ( 0 0 U / 1 1 0 1 )  geloods. In hierdlc proefskrif sal daar verslag gecloen worcl oor die 
resultate wat met die meting van die program se interpersoonlil.re vaardighcdc en gcsondheids- 
~ns ta t~dhoudi t~gs~~~oc lu les  bchaal is. 

Doelste flings: 

Die studic se primere doe1 was om d e  effek wat die program sc interpersoonlike vaardghede en 

gesondheidsinstandhoudingstnodules op r c h t c  sc kcnnis, houbng en gedrag her, te meet en ook 

om die program sc algcmcnc opbrcngs op  beleging te bepaal. 

Proscdure: 

In die navorsing is daar van 'n klassiekc cksperirnentele navorsingsontwerp, asook fokusgrocpc eri 

triangulcring gcbrclik gemaak. Getniddeld 520 rekrurc (400 vir die cksperirnentele groepe en 120 
vir die kontrole groepe) is vir dic mcting van elkc module se e fkk  gcmobilisecr, tcnvyl 91 student- 

konstabcls in die opvolgondersoek by fokusgroepe betrek is. Die modules en program is ook a;ln 
'n gcstruktureerde opbrengs op bcleging-analisc ondcnvcrp. 

Rcslrlta te: 

Dcur micldel van dic triangulcring van rnctings is claar bepaal clat a1 die betrol;kc rnodcllcs '11 

praktics betckcnis~~ollc cffck op  student-konstabels se kcnnis, houding erl gcdrag gehad het cn 
hullc op  beide '11 persoonlike en professionelc rlak bcmagtig hct. l l ie C>OB analisc hct ook 

aangctoon clat die program 'n groot Gnarlsiele bate vir die SAPD is en 'n permatlente deel van die 

opleiding van stutlcnt-koristabels bchoort uit te maak. 
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THE PRESENTilTION OF 
RESEkIl<CFI RESULTS 
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~1.1'1.5.4 as set o u t  in the k7el.ir Book of the North-Wcst Utliversity (Potchcfs~room Campus) 

(2005). 'I'hc content requirements of thc. Soi1t.h :~\frlcan journ:~ls .Socir~l If~'ork/Muat.rk~~/ike 

IPc& and Sociui U,70rk l'ru~~/i/ior~o.~.R~~~~r~~r~~/)cr /,\4trn~.~~kcp~ik.e~11~ rk-,Y~~t~o~:rer- 1'nrk~i.ry~i as well as the 

international. jolirn~l,  Snciirl Work Socic.t~, (see i\ppcndix 30) were used as basis in thc 

thrrnillation of  the articles. 
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SECTION 1: 
ORIENTATION AND 

METHODOLOGICAL OVERVIEW 



1. ACTUALITY OF THE RESEARCH 

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

found themselves in somewhat of a predicament. Tncre were such smong indcations h a t  

their therapy-centred approach to senice 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 Soclal 

Work Services (PSWS) was a possibility (cf. Sturterheim & Weyers, 20026). A potential solunon 

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-Builcting Programmes (abbreviated as 

PCaBP's) that now form an ~ntegral part of their proactive occupational social work servlce and 

which later on also included the Euu/i/a/io)l oJ Personnel Cqpacip-b11iMiyq Progrummes I study 

(abbrcviated as EPCaPl). 

The EPCaP1 study was lai~nched in the latter half of 2001 and involved 11 researchers, 146 

pro<gramrne 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 (I-Iuisamen, 2003:124; Weyers, 2004:vii-viii; Williams, 2003:50-53). The posinve 

outcome of this study contributed to a decision by the National Comlnissioner of the SAPS that 

s d a ~  types of programmes must be included in the new Basic Training Learning Programme 

(L3TLP) of SAPS recruits. This led to the development of the all-inclusive Self-Management 

Programme and its bi-annual presentation LO appro-xhately 8 000 recruits from July 2004 

onwards. 

Because of the needs of the organisation, it was decided from the outset to subject h e  new Self- 

Management Programme to a thorough impact analysis. 'T'he comprehensive Eva111utlion oJPemntrel 

Capacily-br~i/dir'g Pmsramme~ 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 

manuscripc reports on the resdts 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. 

'T'he basic aim of the Self-Management Propamme is to equip SAPS recruits with the knowledge, 

attitude and skills required for effective f~inctioning on the professional and personal level (cf. 

SAPS, 2004:iii). The programme consists of  9 modules. These modules can, on the basis of a 

caxonomy that was developed by Brooks (2984359-381), Darden e l  a/. (19963-5) and Ginter 

(1999:191-193), be divided into four components. They are: 

n Component 1: Human relations skills (HRS) 

Component 2: Health maintenance skills (HbIS) 

Component 3: Decision-mahng skills (Dh)IS) 

o Componenr 4: Purpose-in-Life skills (PII1.S) 



The composition of the programme in terms of the adapted tasonomy is illustrated in Diagram 

1 .'I . 

DIAGR~M 1.1 THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF 
BROOKS'S TAXONOMY OF LIFE SKILLS 

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 t h s  researcher 

will focus on the human relations and health maintenance components' moddes (see Diagram 

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

The new Basic Training Learning Programme (R'T'LP) included the Self-Management Programme 

(Theme 3) and was presented to approximately 4 000 recruits for the first time in July 2004. Tne 

research into its effect cormenced at the same time and was dmed at answering the following 

research quesnons: 

o to what estcnt do the human relat~ons and health maintenance cotnponents of the Self- 

blanngcmmr l'rogramrne adhere to the theoredcal principles applicable to personnel capacity- 

b~rjlhng programmes' 

whar is rhe effect of rhe human relations and heal& maintenance components on recruits' 

knoivledge, attirude and behaviour (Kr\B)? 

u whar IS the programme's return on investment POI) for the SAPS? 

o how could the human relations and health mantenance components of the propamme be 

improved? 



2. AIM AND OBJECTTVES 

The overail aim of this study was: 

o to determine the effect of the h u m n  relations and heaIth maintenance modules of the Self- 

Management Programme on the knowledge, attitude and behaviour of SAPS recruits, as well 

as the programme's retum on investment coefficient. 

In order to achieve this aim, thc following f o u  objectives were pursued in the research: 

o to determine the estent to which the human relations and health maintenance modules of the 

Self-Management Programme adhered to the theoretical principles applicable to personnel 

capacity-buildmg procgrammes 

a to measure, by 1 ~ 1 ~ ~ ~ 1 s  of empirical rcsearch, the effect of the human relations and h d r h  

maintenance modules on knowledge, attitude and behaviour W B )  of recruits 

0 to determine the programme's return on investment (ROT) for the SAPS 

to provide recommendations for the improvement of the Self-hlanagement Programme. 

TWO hypotheses were tested in the research. They were: 

o that the human relations and health maintenance modules have a practical sipficant effect on 

the knowledge, attitude and behaviour of SL4PS recruits 

o that the turo selected components of thc pmgramme would provide a positive return on 

SAPS'S investrnenr of dme, moncp and cffort. 

4. THE DEMARCATION OF THE STUDY 

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

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

The study would only focus on four of the nine modules that make up the SeIf-Management 

Programme. These were Conflict Management (Module 41, Assertiveness (Module 51, 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. Stratified, random sampling (cf. Stqdom, 2005:200) 

was used to select a representative experimental and control group from this population. In the 

selection of the members of the focus groups for the follotv-up research, availability sampling was 

utilized (see indvidual articles For more detail). 

The main empirical 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 until the end 

of 2006, it was accepted that rhe research results could be extrapolated to all the recruits that 

underwent their training during this period. 



5. THE RESEARCH DESIGN AND PROCEDURE 

Only a broad overview of the research desi'gn and procedure will be provided in this section of 

the research. Detail regarchg the research groups, measurement instruments and other dcsign 

and procedural issues ~vdl be contained in the four articles chat make up the core of the document. 

5.1 THE RESEARCH DESIGN 

In the empirical research, use was first made of the esperihnental or "randomized pre-test-post- 

test control group design" (Fouche & De Vos, 2002:147) to measure the short-term effect of the 

modules. T ~ I S  was followed by a more qualit:ruvc 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 ef al. (20035). 

5.2 THE RESEARCH PROCEDURE 

The researcher's involvement in the previous EPCaPl 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. I t  served as an orientation to the research field and 

helped with the conceptualisation and demarcation of the study (cf. S q d o m ,  1999:47; Technical 

Language Committee, 1995:67). 

The research procedure that was followed can be chided 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 report. 

5.2.1 Phase 1: Litetature study 

The Literahre study focused on the nature 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 dara and ro formulate substantive 

recommendations for the improvement of the Self-Management Programme, it was also necessary 

to analyse various South African Police Senrice documents. It included policy documents and 

annual reports. 



In order to identify appropriate sources, the follo~ving databases were used: 

o The NEXUS - RGN database for current and completed research in South Africa from 1969 

o RSAT - Index of South African magazine articles from 1987 

n EbscoHost - that includes Academic Search Premier, Business So~ircc Prcnlicr and 

MasterFILE Premier 

o Social Sciences Index 

o Social Work Abstracts 

o Psychlit - Psychology database from 1987 

n ERIC - Educational Resources Information Centre 

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 dcsign and testing of the various 

measurement instruments. The results of the literature study were utilized to design concept 

. questionnakes. A panel of experts conducted the evaiuation of r h e s ~  questionnaires and then the 

pilot-testing followed. The pilot study took place in July 2004 and involved two platoons each 

from the Oudtshoorn and Pretoria Basic Training Provision Institutions. O n  average 130 

respondents completed the questionnaires for each module. The data generated by this process 

Leas then subjcctcd to a thorough statistical analysis. It included the calculation of  each scale's 

Cronbach alpha coefticienc (Gravetter & Forzano, 2003:391; Jackson, 2003:42-43) and the use of 

Cohen's formula (Cohen, 1988:ZO-27; Steyn, 2000:l-3) to determine the size of the modules' 

e fec t  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- (rncasurement of the modules' short and long-term effect) 

The main study started in January 3005 and consisted of  two parts. The Eust part took place from 

24 to 29 January 2005 m d  consisted of the selection and mobhsation of rhe various experimental 

groups, their completion of the different pretests, the presentation of the modules (independent 

variable) to them and then their completion of the post-rests as well as the presentation evaluation 

questionnaire. At  the same time, hfferent control groups completed similar pre-test and post-test 

questionnaires without t a h g  part in rhe modules (independent variable). T h s  made it possible 

to calcillate the nec effect of dlc modules on the experimental group. 

The second part commencccl at the end of July 2005 ( i t .  approximately seven months after the 

fisr phase) and comprised various focus group sessions with student constables. The main aim 

of these sessions was to ascertain the long-term effect of t l ~ e  modules on their work and personal 

functioning. 

Thc dam generated by phasc 3 of the research were then analysed and interpreced. 



5.2.4 Phase 4: T h e  cafculation of the modules' return on investment (ROI) 

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, '1992:7U-71; Gold\vasser, 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 addiuonal reports drawn up. These reports include recommendations for the improvement 

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

6. THE PARTICIPANTS 

The participants in the research can be divided inro five groups. These are the members of the 

ex~erimental 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 12O/a of the total population of 

3249 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 

element of quota sampling (cf. Sqdom,  199955-69; Zechmeister & Posavec, 2003:ll). The 

ex~er imen~d  group was stratified according to geographical areas ivih four platoons from the 

more southerly Oudtshoorn Basic Training Provision Instimdon (abbreviated as 'BTPI'), four 

from the more easterly Bisho BTPI and four from the more northerly Pretoria BTPI The control 

group was sclecred on the same basis as the experimental group, but from h e  Phihpi, Graaff- 

Keinet and Chats-worth BTPI's. Both the esperimental and control groups completed the 

questionnaires at the same drne. 

In addtio~l tu the experullcntal 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. 

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

complete a presenter's evaluation questionnaire. 

During the development and pilot study phase of the research, a panel of experts f ~ s t  evaluated 

all the KAB questionnaires. The panel consisted of three social work academics, a lecturer in 

psycholog and a senior police social worker (see Appendix 17). 



7. THE MEASUREMENT INSTRUMENTS 

Three categories of questionnaires and schedules were ualised during the study. They were rhe 

KAB questionnaires, a presentation evaluation questionnaire, a presenter's evaluation 

questionnaire and the focus group evaluation questionnaire and schedule. In order to bridge 

potential shortcomings in the indvidual instrwnents, triangulation was used. For the purposes of 

the study, triangulation was seen as " the combination of txvo or more theories, data sources, 

methods or  ins~estigators in one study of a single phenomenon to converge on a single construcr" 

(F-Mton, 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 

cffcct of the programme (cf. Mark, 1996:220; Parton, 2002:556,559-560). 

The f i t  between the different questionnaires and scales is portrayed in Diagram 1.2. 

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

7.1 THE KAB QUESTIONNAIRES 

The Ii-\B ques~onnaires were designed by the researcher and were based on the umque 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 (KAB), as well 

as their evaluation of the module's value and relevance. 'The questionnaires, which consisted of 

an average of 80 scaled questions per module, were completed before and after the intervention. 

At  the same time, the members of the control groups completed IG\R questionnaires similar to 

chose of the experimental groups. 



7.2 THE PRESENTATION EVALUATION QUESTIONNAIRE 

The presentation evaluation questionnaire that was successfully unlized during the previous 

EPCaPl study (Williams, 2003395) was used throughout this research. The instnunent usually 

consisted of 23 items and focused on the respondent's experience of the presenter and his/her 

presentation slulls, as well as the learning experience and the module content (see Appendx 13). 

7.3 THE PRESENTER'S EVALUATION QUESTIONNAIRE 

-f ie presenter's evaluation questionnaire was based on the presentation waluation questionnaire. 

Each social worker that presented a module was requested to complete such a questionnaire (see 

Appendix 11). It  enabled them to evaluate their own presenhtion abihties or skills, as well as the 

relevance of E ~ C  modules. It also afforded them the opportunity to make recommendations 

regxding the improvement of  the modules and programme. 

7.4 THE FOCUS GROUP QUESTIONNAIRE AND SCHEDULE 

The purpose of the focus group sessions was to determine the long-term efkct  ol-' the humm 

relarions and health maintenance components on their self-management skills, as weU as whether 

they were able ro adopt these skills, intemalise them and apply them either UI their work 

environment or  personal lives. In order to facihtate 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 dscussed next. 

8. DATA PROCESSING 

The effect measurement of the statistical data was 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). Tne data collected from the focus group 

discussions were clustered into themes and trends and also i n t e p t e d  in the interpretation of the 

statistical data. The results were also uulized during the triangulation of measurements. The 

procedures and formulas that were used urlll be discussed briefly. 

8.1 PROCEDURES AND FORMULAS USED FOR THE CALCULATlON OF 
RELIABILITY 

The 'Cronbach alpha coefficient' (abbreviated as Cronbach Alpha, "CA" or simply "M'? of each 

scale was calculatcd in order to deterrninc its reliability (Gravetter & Forzano, 20033455). Due to 

the non-clinical nahire of the scales/subscales, an cx = 0.5 - 0.79 was viewed as acceptable and a 

1 0.8 as highly reliable (cf. Jackson, 2003:87-91). Only one scale fell bdow the cx > 0.5 level. 

Serfion I :  Orit-t~frrlion and rne6hodo/~@cr1/ o v n v i f ~ ~  9 



8.2 PROCEDURES FOLLOWED TO DETERMINE VALIDITY 

The face, content and criteria validty 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 et ul., 2003:55-59; Jackson, 2003344-45). The main 

empirical study and its concomitant triangulauon 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 January 2005 intake of recruits). Inferential 

statistics could, consequently, be used to generalise the findngs to the target population (cf. Steyn, 

1999:l-2). The research took it a step hrcher by using Cohen's formula for the calculation of 

effect sizes (Coben, 1988:ZO-27; Steyn, 2000:l-3) as its maln formula. This entails h i d i n g  rhe 

difference between two averages (or averages of a gven mean) by the standard deviation (cf. 

Gravetter & Forzano, 2003:454). According to Steyn (2000:3), this is a natural criterion for 

drawng conclusions regarding si,pificance. 

A four-step ~rocedure was followed to calculate the effect (if any) that was meas~rred by each of 

the scales. 

It was &st necessary to determine whether the experimental groups (group 'e3 and control 

groups (group 'c3 were compa~uble bt.Jore 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 co ensure that there 

were no significant differences (i.e. d < 0.5) between the d-values on pre-test level. All the scales 

used in the research complied with this requitement. 

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. Tlus 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. 

Once it was established that significant change had occurred, it was necessary to ascertain wherher 

there were any practical sipfrcan t ch fferences bchveea the pre-rests and post- tests scores of the 

experimental and comparison groups. To compuce tlxe /let diference per scale, the values of the 

pre-tests were cortected in order to determine whether the experimental group gained more 

knowledge than the control group. Cohen's Formula for calculating t.he effect size betwren lwo 

gro~tps was then used. This formula is: 



IVhere.- 

d = effect size 

CL = average difference score in the experimental group (e) 

1-12 = average difference score in the comparison group (c) 

1-11 - p2 = difference behveen average dfference 

MSE = mean square error of the ANCOVA (Cohen, 1988: 20-27; Steyn, 2000:l-3) 

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

d = 0.2 would indicate a small eJect, implying that the research should be repeated in ordet co 

confirm whether there is an effect 

o d = 0.5 would indicate a medinm eJect, 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 large ejict wluch is ofpmcrical sign2f;cance. 

n 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 duect 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 EFFECT 

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 ROI 

The results of the main study, as weU as an analysis of the costs involved in the implementation of 

the programme were used to determhe the programme's ROI. The views of Meyer e l  ai. (2003:5) 

wcre taken into consideration and the foLlowing formula was utilized: 

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

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

Programme Costs 

Where: 

Net programme benefit = Total benefits minu costs 

Benefits = Lmprovements in quality of service + labour and od~er cost savings 

Programme cost = Financial costs + manpower/time inputs (cf. Moonen, 
2003: 147-1 65). 



9. ETHICAL ASPECTS 

Wrirten permission to conduct the research within the organisation was obtained froin the South 

African Police Service. The Ethics Committee 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 I'rogramme and not on 

SAPS recruits as a 'clinical' population. Participation was voluntary and each respondent ivas 

informed of the narure and implications of the research and required to complete a written 

consent Form. In  the questionnaires, use was made of a system of secret codes rhat made ~t 

impossible to identify a particular person. The control group attended the Self-Management 

Programme one week after it was presented 1.0 the experimental group. 

10. DEFINITIONS 

k l  number of concepts, which are used condnudy tkrougho~~t  h s  research, will be briefly 

csplined. 

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' d 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 ~ 1 1 1  be used as a basis in the research: " a group of 

indtviduals selected and assembled by researchers to discuss and comment on, from personal 

experience, the topic that is the subject of the research" (Gibbs, 1997:l). 

10.3 HUMAN RELATIONS SKILLS 

Tlle human relation skills can generally be defined as a category of  skills " necessary for 

effective communication leacling to ease in establishing relationshps, small and large group and 

community memberslup and participation, and management of interpersonal intimacy" (Darden e l  

al., 1996:136-7). In the research, the spotlight 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 dmensiun includes s U s  necessary for physical fitness, nutnuon 

mainrenancc, leisure activity selection, stress management and the avoidance of health damaging 



practices (Darden e! ul, 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 BEHAVtOUR 

There are numerous defiitions of the nature of knowledge, attitude and behaviour. The 

follomlng have been selected or formulated For the purpose of dlis study. 

10.5.1 "Objective" and "subjective" knowledge 

Ihowledge 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 wdl refer to the 

participants' actual comprehension of the facts regarding a certain subject that can be measured by 

means of typical true/false questions. "Subjective knowledge" d designate the participants 

(subjective) perceptions regardmg the extent to which he or she has mastered a certain subject 

matter (Jamis, 1990:323). 

10.5.2 Attitude 

According to Jawis (1990:33), an attitude is " an orientation towards some phenomenon, having 

cognitive, affective, evaluative and connative components", whiie Barker (1995:29) views i t  as 
" a mental predisposition or inclination to act or react in a certain way". In h s  study, rhe 

concept 'attitude' wdl 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 ~IcCormack & Hill, '1 99759). The extent to 

which intended behaviour actually became part of the recruits' actual behaviour w d  be ascertained 

with the help of the focus groups. 

10.6 PARTICIPANTS, RFSPONDENTS AND PRESENTERS 

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

involved: 

The word 'participants' ~vlll refer to all the persons that participated in the study and who 

contributed to the data (Gravetter & Forzano, 2003:462). I t  will, therefore, cover the 

respondents, presenters of the modules and the facilitators of the focus 'groups. 

o The word 'respondent' will only refer to the recruirs/studenc constables that participated in 

the experimental group (Group e) and the control group (Group c) (cE. 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. 



10.7 RETURN ON INVESTMENT (ROI) 

(1 return on investment POI) study can be defined as the scientific measurement of the monetary 

benefits obtained by an organisation over a specified period in return for a given investment in a 

service delivery programme. (cf. Meyer et al., 2003:5; Weyers, 2005:3). 'It is, therefore, the " ratio 

of income produced by an asset dtvided by its investment cost" (Bridgefield, 2006), usually 

expressed as a percentage. 

'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; Stutterheirn & 

Weyers, 2002:lO; Thompson, 2002:xxii). 

11. LIMITATIONS OF THE RESEARCH 

The research was hampered by the fact that the respondents (recruits) had to corriplete numerous 

pretest, post-rest and other questionnaires per day for five consecutive days. This process d d  

not only put a strain on the recipients and presenters, but also had a negalrivc impact on the time 

available for che presentation of the modules. I t  is posrulated 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 nor be fully 

standardised beforehand, could also have contributed to some of the lower Cronbach alpha 

and/or d-values. However, tlus accordance was expected and addressed by means of the 

triangulation of the results of various instruments. 

It was the first time that such an extensive return on investment analysis had ever been done for a 

social work programme in South Africa. This necessitared the development of new and as yer 

untried technology and a somewhat over-reliance on overseas indicator measurements. 

I-Iowever, the positive results that were achieved with dlis pioneering study (see Article 4) could 

be used as a basis for hrther 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 m accordance with Rule A.11.5.3 and A.11.5.4 as 

set out in the Yeur Book of rhe North-West University (Potchefstroom Campus) (2005). The 

content requirements of the South African Journals Socini IE'/ork/Maatsk@/ike 1Vrrk and Social 

IVork Pra~~i~ioner-Researche~/n/faa~sk~~k:~werk-~~a~~or~rr-Prak~i~~t~ as well as the Internarionai Joltntai, 

S o d  IF'ork d-Son'rp, (see Appendx 30) were used as basis ro formulate [he articles. 



The research report is chided into four sections: 

n The tirst section will provide an orientation to the subject matter, as well as an overview of 

the research methodology that was utilized 

a The second section contains four articles. Their titles are: 

o "The nature of the human relations and health mzintenance 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 recn~its" 

o "A return on investment (ROT) analysis of the SAPS Self-Management Programme". 

o In Section 3, the main concliisions that were reached through the research, as well as the 

recommendations for the improvement of  the programme will be discussed 

n 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 conven.ience sake, a combined bibliography for the whole thesis will be provided at the end. 

Note should be taken of the Eacr chat, in order to make each article a functional unit, some data 

wdl have to be repeated in each article. Attempts have been made to keep such repedtions to the 

minimum. 
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ARTICLE 1 

Williams, HM & Weyets, ML 

THE NATURE OF THE SOUTH MRICAN POLICE SERVICE'S SELF- 
MANAGEMENT PROGRAMME: WITH SPECIAL RET;ERENCE TO ITS 
HUMAN RELATIONS AND HEALTH MAINTENANCE 
COMPONENTS 

Ms H M Willams is a social worker nt /he South Afican Police Seruice and Prof M L 1Viyerf is a lecturer at the 
School for Pgchosocial Behauiomral Sciences: Social York, iVorth-West Clniversi~y (Po fchejs tmom Campu~) 

Background: Thc positive resrrits achier~ed with the Sortth Afncan Police Sen~ice's generic Personnel 

Capucig-B~iidins  programme^. contributed to a derision ly the National Commissioner that all SAPS 
recr~tits shoz4ld receizje similar truzning. This led to  the developtnent o f  the Se4:Management Projramme. 

This new programme focftsed on the impror~emenf ~ r e c r ~ i t s '  hitman relations, hea/th maintenance, de~?siorr- 

making and p~oposc-in-lqe skills atrd was amed at enhanci?? therr re~ilienct. a/rd profkssionai corzdj~ct as 

police o@eials. Itt this article, the focrfs wril be on the himnn relations and health maintenance components 

of /he progrumme. 

Objectives: To describe the nat~ire of the human relations and healtb maintenance components a11d the 

extent to ~uhich their concomitan~ co@ ~nanagement, usserrive~re.rs, stress management and s~fbstance 

dependency modu/es ndhered to the priltciples t.poz/sed in releva)// ~heoy. 

Method: T.:J,~ wtr,~ ft/ur/r o f  u e.or//mt a~~obsis. 

Results: I l  wusJounrl lhcrt the moddes adhered to exzstzng t b o r c c ~ n c e s  on co~flict managemcnl, 

asserfitreness, stress manq<eme)rt alld substance dependerrly. The programme conte~lts n)/d presentatiot/ bore 

rhe same traits as other successJ/nl programmes in thisJieid, brtt were more aligned wj~h and focrrsed more 

strongly on the speeipc 19-phase and circrltnsfances ofthe recn~its. (The extent to  aihich thcse characteristics 

translated into e/ective service delivery will be addressed in two other ariicles.) 

1 INTRODUCTION 

In July 2004, the South African Police Senrice (SLIPS) introduced the new Self-Management 

Programme into irs basic training progranmc for recruits. This new personnel capacity-buildng 

service was developed by Police Social Work Services (PSWS) and focused on the improvement 

of the recruits' human relations, health maintenance, decision making and purpose-in-life shlls. 

Its iiltimnre goal was to enhance recruits' resilience and professional conduct as police officials. 

This xrticle will focus on the background, nature, content and application of the human relations 

and health maintenance components of the pro<grarnrne, while the relevant modules' short-term 

and long-term effects will bc dealt with in follow-up articles. 



2. BACKGROUND AND DEVELOPMENT OF THE SELF- 
MANAGEMENT PROGEtAh.lME 

Owing to the restructluing of the SAPS and changes to some of its policies, an external research 

consu.ltant, Ask Africa, was requested in 1997 to do estensive research on the rendering of social 

work services withn the organisation (Sh~tterheim & Moruane, 2002:172). The results showed 

that there was a dire need for both reactive (therapeucic) and proactive (capacity building) social 

work services and that the latter should focus on subjects such as stress, personal finances, 

confict management, as well as substance dependency. These priority areas were confirmed by 

trends in the service delivery data of Police Social Work Sen~ices (PSWS) (Ask Africa (1997328). 

It was decided in September 1999 to develop and implement various Personnel Capacity-Building 

Programmes. The so-called Et~niuatr'oon OJ Personnel C@a~-ig-br~iiding Programmes I (EI'CaPl) study 

was conducted from 2001 to 2003 to measure the effect of the programmes. It showed that these 

proactive interventions had a practical significant effect on the SAPS personnel's knowledge, 

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

The positive results of the EPCa1'l study, as well as a variety of other organisacional and training 

factors, contributed to an instruction by the National Commissioner that a proactive personnel 

capaciw-b~~llding programme should be included in rhe 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 social work knowledge, only seasoned police social workers 

were involved in the development processes. The working groups convened during September 

2003 For the frrst time and the new Self-Management Programme was ready for implementation 

by July 2004. 

The new programme was designed in such a way that i t  would adhere to the requirements set by 

the South African Qualifications Authority (SAQA). It consists of the following nine modules: 

a Be money wise 

o Planning of goals 

o Self-knowledge 

0 Conflict management 

o Assertiveness 

o Problem-solving 

o Stress management 

a Substance dependency 

o MIV/AlDS awareness. 

'l'he nine modules can, on the basis of Bloom's taxonomy of life skills (Brooks, 1981:359-381; 

Darden et ol., 1996:3-5; Ginter, 1999:191-193), be clustered into four components. They are those 

that cover (1) human relations s l d s  (2) health 1n;tiltenance skills, (3) decision-mahg slcllls and 

(4) purpose-in-life skills. The clustering of the modules is depicted in Diagram 1. 



DIAGRAM 1: THE COMPOSITION OF THE SELF-MANAGEMENT PROGRAM~~E IN TERMS OF 
B R O O ~ ' S  TAXONOMY OF LIFE SKILLS 

The Basic Training Learning Programme that incorporated the Self-Management Programme was 

implemented in JuIy 2004 for the fust time. It is currently presented twice per annual to between 

4,000 and 5,000 recnuts at  a h e  at all the Basic Training Provision Institutions (BTP17s) of the 

SAPS. 

A comprehensive study Into the effect and return on investment of the Self-Management 

Pro%gramme was launched in 2004. It was entitled the "Evalz~ation I$ I'er~onnel Cnpacig-bnifding 

Pmgramn~t~ 2" (EPCaP 2) study and involved two PhD students. Each dealt with two components 

OF the programme. In ths  case, the focus wdl be on the human relauons and hcalrh 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-bluldmg 

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. I h g e r ,  3001:30; Nelson-Jones, 1991:23; Rooth, 2000:34). 

-fie programme is applied within an occupational 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: 
" process, capacity and outcome of successful adaptation to challenges and adversity, sustained 



competence under threatening circumstances and the ability to recover from traumayy (Stutterheim 

& Weyers, 2002:ll). The ultimate purpose of the programme is to develop recruitsy ability to 

behave in a professional and responsible manner at all times. It includes the ability to maintain 

hqhquality 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 d ~ t  make up the Self-Management 

Programme. In h e  BTLP structure, the five modules that have a life skills focus are clustered 

inco one module (Module 3.2). In h e  research they wd, however, be dealt with as separate uniw. 

TABLE 1: THE OUTCOMES AND O B J E C T ~ S  OF THE BASIC TRAINT-NG LEARNING 
PROCRAMME (BTLP) 

THEME 

Theme 1- 
Ovem'ew 

Theme F 
Pmkssioaaf 
coaducr 

Tlieme 3: 
W-M-art 

Tbcme 4: 
Commrmim'ba 

Tl,eme 5 
Repulatoty 
Framework of 
Poficty: 

MODULES AND OUTCOMES 

Module 1: Overview of SAPS 

Module 2.1 : Framework of Policing 

Module 2.2: SAPS Culture 

Module 3.1: Be Money wise 
(Self-M~sgement:  Module 1) 
O n ~ 6 / & t & & t ~ I v i U k a C d e  
b u t ~ & ~ d k n o ~ & m r d s ~ l o ~  
W k h  
Modale 33: Life Skills 
(Self-Manqement: Modules 26)  
& +k 4hm& jk ifi 
& ~ ~ e ~ ' r # l ~ g t d ~ g  
&smed~ngbirn/hsrrodr?uontcaw, 
W ~ P V "  
M e  33. Stress Management 
( H - m t M -  ;3 
On+nbnoJIhbdkhbk~~a&k1h 
bd.&ntgrsndkmo*!mrdsm&~2 
a n d ~ & a p m n d s ~ h s ~ ~ m u l s ~ b ~  
m m p P k m r d ~ I c a p m d s l . n r c r ~  
p m t  
hIodule 4.1: Occupational communication 

Module 4.2: Oral communication 

Module 5.1: Law and policing 

Module 5.2 SA Criminal Law (general 
principles) 

Xlodde 5.3: Speclfic cnrncs 

Module 2.3: Profess~onal conduct, o r p i s e d  group 
activities (theory) 

Module 2.4: Prolesslond conduct, organised group 
activities (pracucal) 

Module 3.4: Substance Dependency session 
(Self-Managemne iU ihh  8) 
On+hnoJXbc&rbekaintrdbeabk&&@ 
~ r 5 m r o n d ~ s ~ ~ d ~ 1 ~ h o p r & b r m  
m r d a f b L l r ~ ~ o n d w ~ r m B t b s  
o p a i @ h  

Module 35: HIV and AIDS Awareness 
b~glm (SeWfaJWemeM: MOdde 91 
& ~ n ~ & e m & t ~ / c m n s r M ' I h a b k / o :  

* ztaimldh n o l r m a R $ ~ ~ H n / r m n A l D S  
= ~ h b c h o f W ~ n n j ~ a n d t h c  

rkpiawg& lrre 4rwb 
~ & t ~ o j n r s ~ r u u k k ~ ~ J ~ ~  
Hn//me 

rn - ~ ~ - ~ ~ p n a * ~  
1 1 ~ n d l ; 0 . p m o d d ~ n ~ e n 1 ~ ~ ~ 0 m k k  
fwHn/i$edbnatidolher~~ 

hfodule 4.3: Reading and viewing skills 

hiodule 4.1: Writing slrills 

llIodule 5.4: Statutory law 

hfodule 5.5: Criminal procedures act 



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 

indvidual and not only as a prcxluction unit. Tlus theme/progparnme is also positioned in such a 

way ac the bepning of the tramng that several of the other thernes/modules could buhd on the 

basis that is laid down by it. 

Tbeme dr 
Idomah 
Systems 
f i ~ ~ ~ ~ ~ ~ ~ ~ ~  

Theme Z. 
conunuruly 
Semce Ceolre 

Tbeme 8: 
Crime 
Inves&atrbn 

Theme 9: 
Cnme Pi-evenrioo 

?%erne 10: 
Fitness m d  
Srmss S h d  

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. Otte 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. Durmg a workshop session, a platoon 1s 

sometimes divided into four or five smaller groups in order to ensure optimal participation in 

discussions and learning activities. 

Module 6.1 : Computer literacy 

hIodule 6.2: N e m s  

Xlodule 6.3: Tnrrod~~cdon to LYiido~vs 

hIodule 7:l: hdrmrllster a centre 

Xfodule 7.2: Custody management 

hfodule 8.1: Practical docket administration 

hlodule 8.2: Investigative interviewing 

hIodde 8.3: I-[ints for investigations 

blcdule 8.4: F i e r p ~ t s  

bfodule 8.5: Cdme scene management 

hIodule 8.6: Crime intellgene 

hlodule 9.1: A mandate for democratic 

policing 
Module 9.2 De- crime prevention 

hlodule 10.1: Physical control of suspects 

Module 10.2: Use of a 6mu-m 

hlodule 10.3: Use of force 

The programme as a whole is presented over a paiod of five consecutive days. The time 

allocated to each of the modules, as well as detail regarding ~ e i r  intended outcomes 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 

programme. 

XIodule 6.3: Introduction to Internet Explorer 

hfodde 6.5: Crime Administration System (CAS) 

Module 7.3: Drive an official vehicle 

hIodule 7.4: Recuve and handle complaints 
(suspects, victims and witnesses) 

hfodule 8.7: Accident scene anendance 

hIodule 8.8: Statemears 

h,fo$ule 8.9: Tracing techniques 

Module 8.10: F i e  fighting and tirsr i d  

hfodule 8.1 1 : Giving evidence 

hhfodule 9.3: Principles of policing 

Module 9.4: Crime prevention approaches and 
techniques 

h'lodule 10.4: Crowd management 

Module 10.5: Pepper spray 

hfodule 10.6: Move tactically in pws 
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TABLE 2: OUTCOMES AND TIME ALLOCATION OF THE SELF-MANAGEMENT PROGRAMME 
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SELF-MANAGEhgENT PROGRAMME* 

COMPONENT 1: HUMAN RELATIONS SIULLS - - 

Module 4: Codict M'anagement 

Outcome: 

On completion of che Confict Management module, che 
recruits will be able ro apply knowledge and skills for 
becoming healthy, well-balanced individuds 

Objective: 

o T o  become aware of the effect that their personal 
conflict management style has on their relationships 

Length of presentation: 2 hours 

Module 5: Assedveness 

Outcome: 
On completion of the .+ssemveoess module, the recruits 
will be able to become more assertive 

Objective: 

o T o  become more assemve 

Length of presentadon: 2 hours 

COMPONENT 2: H~ALIH &&UNTENANCE SKILLS 
Module 7: Suess fifmagcment 

Outcome: 

On cornpledon of the Managmg Stress Effectively 
module recruits will be able to compile a personal stress 
management p r o p m m e  

Objective: 
o Identifi what stress is 
o Idenufy the physiological aspects of stress 
o Compile a basic personal suess pro6le 
o Become aware of the lactors affecting stress 

resistance 
n Utilize given esercises for stress reduction 
D Develop and utilize given strategies/techniques for 

effective stress managemenr 
n Compile a personal stress managemenr proflamme 
Length of presentation: 8 hours 

Module 8: Subsrmcr Dependency 

Outcome: 
O n  completion of  the Substance Dependency module, 
the recruits will be able to analyse and describe substance 
dependency and its consequences 

Objective: 
D Become aware of the difference berween 

dependency and abuse 
D Become aware of the legal/illegal/prescriptive 

substances 
o Have knowledge about the phases of alcoholism 
o Identifj hctors regarding treatment 

Lengoth of presentation: 8 hours 

- .  . . COMPONEN*~ 3: DECISION-MAKING SKILLS 

Module 9: HIV/AIDS Awareness 

Outcome: 
On completion of the HIV and ..\IDS 
Awareness module recruits will be able 
to become aware of  the risks and 
consequences of HIV and AlDS 

Objectives: 
Understand what HIV and r\l'DS 
as well as the impact hereof is 

o Understand the risks of HIV 
transmission and the importance 
of the use of condoms 

D Understand the abuse of 
substances as a dsli factor in 
HI\r/STI transmission 

a Understand HI\' risk assessment 
and prevention strategies 

o Understand personal commitment 
to reduce their own risk for HnT 
in fection and other STI s 

Length of presentation: 8 hours 

Module 1: Be Money Wise 

Outcome: 
On completion of the Be hfoney Wise 
module recruits will be able to utilize 
acquired knowledge and skills 
successfully to secure financial freedom 

Objectives: 
0 Identify &/her amtude towards 

money 
Utilize acquired knowledge on 
budgeting 

a Identify ways to duninate tinancial 
difficulties 
Ensure effective planning for 
fiiture Gnandal freedom 

D Become aware of the effect that 
insufficient financial management 
has on each individual's psycho- 
social functioning 

o Become aware oE the rnie cost of 
debt 

n Udlize knowledge to develop a 
mindset that would lead to success 

Length of presentation: 6 hours 

Module 6: Problem-Solving 

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

Objective: 
Expand their problem- 
solving skius 

Lengtb of presentation: 2 
hours 



Outcome: I outcome: 
On completiori of the P l m h g  of gwb module recruits On completion of the Self-Kaoww module recruits 
will be able to &e goals for achieving personal will be able to  analyse and describe subsrmce 
effectiveness dependency and its consequences 

Objective: Objective: 
o Utilize &s for achieving personal effectiveness o Expand thek self-koowledge 

Length of presentation: 2 hours L.es@b of presentation: 2 h o w  

3.2.2 The programme presentation package 

In order to structure and cnhance the training process, each presenter of the programme 1s 

provided with a futl training package. This package (see Table 3) contains d the material that is 

required for an effective presentation and workshop. 

TABLE 3: TW E CONTENTS OF THE PROGRAMME PRESENTATION PACKAGE 

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 

No. 

1. 

2- 

3- 

4. 

5. 

SECTION 

The module 

CONTENT OF SECTION 

o The module con tms  the comprehensive content of the pcogramme The 
'need to know' theory €or the presenter i s  presented chronologicall~. 
Thexefore, presenters ace trained m che content and are condnuously 
encouraged to ensure that they knowledgeable on  the subject. They also need 

The presentation 

guide 

T h e  presentation 

~h 

T h e  tfanspamncies 

The workbook 

to take responsibility to expand/update theu knowledge on  the subject 

o Each module contains a comprehensive overview of the applicable theoretical 
principles to ensure that presenters possess sulGcient knowledge to present 
the p r o m e  successfully 

o The guide covers the pre- preparation that a presenter must malie 
before commencing with the actual presentation. J l e  preparation includes 
enswing that the physical resources are adequate For a successful presentation 

o Tkis plan sets out how the programme should be presented, s t m g  with the 
address of welcome, introductions, anecdotcs e/ cefero 

The presenter's plan is conscrucced chronologicatly and includes directions 
r e g a r h g  rhe usage of handouts, transparencies, exercises and ;~rtEt.ities. T l ~ e  
plan helps to ensure the successful presenrauon of  the programme 

o All the uansparcoues that should be used in the presentation oE che 
programme arc numbered and placed in a separate section These 
urnsparenoes were developed profess~onally and asslsr rhe prescnrcr m 
a c c e n m m g  unportanr aspects, to visually represent dif6cult cnnceprs or to 
summanze a cerrun topic h a t  is covered 

o Every recmt receives a workbook at the commencement of  that particular 
m d e  

a T h i s  valuable tool covers the complece sequence of each module and enables 
the recmt to make notes on the concenr of each module 



subject matter that is covered by d ~ e  modules. The programme as such is, however, copyrighted 

and remains the property of Police Social Work Services. 

A more detailed disc~~ssion of the nahue and principles underlying nvo of the components that 

make up the Self-Management Programme will be given nest. They are the human relations and 

health maintenance components. 

4. THE CONTENT OF THE HUMAN RELATIONS MODULES 

The human relations component consists of two modules, viz. Conflict Management and 

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

The Conflict Management module's poinc of departure is that confict 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 rhis sryle in 

order to make it more appropriate and effective. 

In order to create a uniform baseline, the module begins ivith presentations, discussions, exercises 

and role-plays on the definition of conflict, the reasons for conflict, feehgs surrounding conElict 

and behaviour that results Erorn conflict. This is followed by the five main strateges of confict 

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

Each of the topics that are covered ~ 1 1 1  be disc~~ssed briefly. 

4.1.1 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 defmitions are then 

explored. Tn this process, it is emphasised that there are many dfferent definitions of conflict. A 

definition should, however, contain one or more of the ideas expressed in Folger, Poole and 

Stutman's (2000:5) definition of confhct as " the interacdon 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 cxisrs because of a real or apparent 

incompatibility of parties' needs or interests". 

It is emphasized that the main feature of conflict is the hct that it is the result of interacrion. 1.t is 

constituted and sustained by the behaviours of the parties involved and their reactions to one 

another on both verbal and non-verbal communication levels (Folger ft 01, 2000:s). 
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4.1.2 Reasons for conflict 

Once the recruits agree on a defmition, the causes of conflict are esplored. In h s  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 dfferences are illustrated in the form of scenarios. Through 

the role-plays, they experience &st-hand how it can affect an indwidual as well as his/her 

relationships with others. 

4.1.3 Feelings sutrounding conflict 

The role-plays usually bring a variety of emotions to the surface. The facrlicaror then urges the 

recruits to identiFy those feelings and emotions and their impact on the confict situation. They 
are made aware of Isenhart and Spangle's (2000:lT) statement that " people will 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, fex and 

anger intensifies." The parries often becarne 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 depicdng more than one face, dunension 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 confict. 

Recruits are, herefore, 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 confict 

and that they d l  not improve relationships, but worsen them. 

The discussion of the behavioural patterns that would intensih, interpersonal and group conflict 

concludes the section of  the module that deals with the nahlre OF this phenomenon. The  focus 

then shfts  to more appropriate ways to deal with conflict. 

4.1.5 Five main styles for managing conflict 

As a starring point, it is accepted that people tend to develop favoured conflict handling styles 

based on thcir past, family and work experiences (Isenhart & Spangle, 2000:26-27). Barsky 

(2000:41), however, also mentions the fact that people tend to respond dfferently 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 intluenced by the importance of  the issue to che party 

involved and the contextual or cultural norms for how conflict should be dealt with. 



In order to explore their confhct management styles, recnuts are requested to complete a confict 

management questionnaire. I t  will show them to what esrent they normally use the competing, 

avoiding, compromising, accommodating and o r  collaboraung styles (Barsky, 2000:42-43; Folger 

ei' aL, 2000:69; Isenhart & Spangle, 2000:26-27). It is then emphasized that the collaborative style 

is more useM than the competing style when conhct  within an organisation nceds 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 sceks 

to satisfy the interests and concerns of  all parties." 

4.1.6 Guidelines for effective conflict management 

The final heme  that is esrensively explored during the presentation of the module is the various 

g l ldehes  for effective confhct management. It  includes taking responsibility for your own 

thoughts and feelings, being specific, using 'T' 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 d r a w  

from it. It is usually emphasised that every relationstup contains elements of confhct, 

chsagreement and opposing interests. Conflict tends to generate various (negauve) emotions, 

including anger. The failure to handle conflict in a constructive way could lead to the destruction 

of a relationship. However, if it is managed with the appropriace style and in a skilful manner, it 

could entich the relationship. 

The Self-Management Programme is structured in such a way that the Conflict Management 

module is drectly followed by the presentation of the Assertiveness module. I t  enables the 

presenter/facilitator to explain to the recruits the direct link that exists between these two forms 

of human relations s M s  

The basic aim of the fifth module is to make recniirs more assertive. This is done by fwstly 

d e f ~ g  the concept 'assertiveness'. It is followed by various chscussions and esercises 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 smaU group setting. Because they usually find the term 

unfamiliar, the facilitator tvould describe its implications in a practical manner. Tfiis process is 

,pided by the view of assertiveness as a person's ability to express him/herself and tus/her rights 

without violating the rights of others (UIUC, 2005). Such a person should be focused and able to 

ask fbr what they want or  need, while at the same time re~o~gnising the needs of others. It is 

emphasised thar assertiveness should nor be confused with aggressive or appeasing (non-assertive) 

behaviour (Civil, 2003:s). 
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4.2.2 Passive, aggressive and assertive behaviour 

'he  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 recn~its as follows: When yo11 allow the needs, opinions 

and judgements of odiers 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 inhec t ,  

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 owr~  rights, but at the expense and/or humiliation of 

others. 

'The following typical negative outcomes of aggressive behaviour are highlighted: 

o Aggression ofren breeds aggression. Once people start behaving aggressively toward each 

other, it becomes very dfficulr to stop. This leads to a certain pattern of communication 

within the reia tionship 

Aggression can make a person unpopular. Once such a person has a reputation for being 

aggressive, people will start to avoid him or her 

o Aggression discourages people from helping such a person in future, even when they redly 

need help 

a 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 dcscnbed with the help of  the following 'formula': 

'%%en you (itate the behurioltr), I feel (s~ate the /eelnyj because 

(state the conseq~ience) " (cf. Bramson, 2001 ; Sorensen, 2005). 

The recruits are then involved in role-plays rhac illustrate the naturc nnd impact of the different 

behaviour stylcs. These exercises do  not only assist them in identifjing passive, agressive and 

assertive behaviour styles, but also affords them the opportunity to practice more assertive 

behaviour. This is 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 violated by others, is higlitighted- The latter provides a link 

to the next subject that is covered in the module. 

4.2.3 Personal rights 

i t  is e~nphasised t h t ,  if people want to express their dioughts, feelings and needs assertively, they 

must believe that they have rhe legitimate right to have those needs. The followving personal 

rights are then discussed in some detail: 

o the right to decide how to lead your Life 

o (he rqh t  to your own valucs, beliefs, opinions and emotions 
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o the tight not to justify or  esplain your actions to others 

o the tight to express yourself and to say 'no' 

o the right to ask for information or  help 

o the right to change your mind and to make mistakes 

the right to like yourself, even though not perfect 

o the right to have positive, satisfying relationsllips w i t h  whch you feel comfortable and f ~ e e  

to express yourself honestly 

u the right to change or  enhance your life (Sorensen, 20053). 

The recruits need to understand that when one does not believe in these rights, one's stance might 

become that of a passive person who responds passively to circumstances and events in life. 

Creating a personal assertive phdosophy prepares a person to utllize tools for assertiveness 

confidently and effectively. Recruits are, therefore, encouraged to create their own 'assertive 

philosophy'. 

4.2.4 An 'assertive philosophy' 

'l 'hc presenter would then emphasise the fact that asseruveness should be utihsed selectively. The  

basic message is: 'It is not just what you say to someone verbally, but d so  how you communicate 

non-verbally by tone of voice, gestures, eye contact, facial expressions and posture that influences 

your impact on others'. The recruits are then encouraged to make the assertiveness philosophy 

pa.rt 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 abusc 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 effectively, whereas the Substance Dependency 

module wou~ld make them aware of both the dangers of  substance abuse and how to prevent 

themselves from becoming involved in such circumstances. 

The Stress Management module focuses on the nahire, impact, causes, physiology and levels of 

stress, as well as the factors that affect a person's resistance to stress. It also covers the techniques 

that could be used to manage stress effectively. 

5.1.1 Defining stress 

After the introduction, recruits are requested to define stress by means of symbolic drawings. The 

drawings should explain the narure of stress accorhng to their own knowledge and experience of  

the subject. Although many dfferent angles and symbols are usually used, most participants 

would agree that stress is part of  everyday life (LVciten & Loyd, 2000:63). 



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, bur that a person's response might differ from 

evenr to event and person to person. They must dso realise that stress can be either good or bad. 

It can be motivational, but that if prolonged stress is icgnored, it could have a detrimental physical 

and emotional effect. Consequently, theu behaviour will also be negatively affected (Wfiams: 

2003:15). 

5.1.2 Organisational causes of stress 

The recruits are then made aware of the causes of organisational stress. f i s  will prepare them 

for the realities that they will encounter as police officials. In this regard, the views of Cohen et al: 

(2001:192-193) and Auerbach and Gramling (1 998:213-218) especially are applicable to the 

organisational setting of the SAPS. They highlight causal facton intrri~~ic to the job, such as physical 

surroundmgs, level of noise and unpleasant smells. Wainright and Calnan (200227) also argue 

that " virtually any adverse experience at work can be defined as a cause of work stress". 

Another occupational stressor is r1~1certaitity or ambigltig (Auerbach & Gramling, 1998218; Cohen el 

al., 2001:193). Uncertainty is especially relevant to the new recruits of the SAPS. illthough 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 d l  they be able to handle 

crime scenes and traurnatised clients. 

Irr&cpcrsorlal nhtbfl.rb$s can also cause stress, especially with regard to relating properly to 

colleagues, superiors, the public, ctc. Police officials need to trust and rely on each other, 

especially in the execution of their duties. If they do not maintain sound relacionships, the 

consequences might be fatal. 

Stress related fakj11e a d  o~~ertyor-k can bwld up over a long period when a person tries to achieve 

too much in too little time (Williams, 2003:ZZ). In this regard, Cartwright and Cooper (1997:16) 

cbfferentiate between quantitative work overload (i.e. when a person has too much work to 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 

Ic is explained that stress can manifest itself in a number of ways. It can include hgh blood 

pressure, ulcers, irritability, difficulty in making routine decisions, loss of appetite and accident 

proneness (lxobbins, 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 emotional, behavioural and 

physical reacrions to stress. The resulrs are used to esplain the following: 
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Emotional reactions towards stress vary between individuals due to their personality make- 

up, early upbringmg and life experience. Thc reactions include anxiety, frustration, anger, 

crying, feeling caged in, etc. (Cranwell-Ward, 1990:62-63). 

o Behavioutal reactions include changes in eating habits, increased smoking or consumption 

of alcohol. rapid speech, fidgeting and sleep disorders (Robbins ei ai, 2004:433; W i a m s ,  

1991:38). 

o Physical reactions refer to symptoms such as headaches, indgestion, sweaty palms, back 

pain and a tight neck (Edelrnan & 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 to encourage recntits to know how stressed they actually are, various checbsts  are then 

utilised. These checkliscs are basically self-admlnistercd questionnaires and cover five issues 

namely, the individual's level of swess, causes of stress, srress reactions, A/B personality type as 

well as a depression and anxiery checkhsc. 

When the recruits have determined their 'stress status', the); 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 dffer regardng how much stress rhey can tolerate without experiencing ill effects. For 

example, the personahy C~ctors associated udth hardmess such as commitment, challenge and 

control may increase a person's stress tolerance level. People high in optimism and 

conscientiousness also have advantages in coping with stress (CVeiten Pc 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 Managemenr module forms che cure of the presentation. Tt provides 

the opportunity for recruits to acquire the new techniques and skills necessary to deal with stress 

efFectively, with specific reference to emotional well-being physical well-being and mental and 

spiritual well-being. Each of these areas be chscussed 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 inco three chmensions. These are releasing 

emotions, establishing emotional distance and emotional support. 



Releasing emotions 

IF people do  not express their feelings fully, they might become anxious, listless and troubled. 

Pent-up emotions do not Qsappear and this can affect a person's emotional well-being severely 

(LVeiten Sc Lloyd, 2000:116). Therctbre, releasing pent-up emotions by talking about difficulties, 

pdlow fighting, punching bags, etc. appears to be particularly beneficial techniques for managmg 

stress (Quick e t  a,!, 19983247). 

Establishing emotional distance 

ilccording to Cranwell-Ward (1990:105-106), the establishment of emotional distance is a strategy 

that is derived from the ancient phdosophy of Stoicism. It d assist a person to rise above a 

stressful event. Acceptance of how things a.re enables the indvidud not to become emotionally 

ovenvhelmed, but to stay cool and calm fiVJlrarns, 1994:112). 

+ Emotional support 

Emotional support is essential for effective hnctioning. For esmple ,  an empathic Listener may 

not be able to resolve an issue, but will help the individual LO manage the response to stress berter 

(Quick et  a,!, 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 beneficid to the physical 

management of stress. The areas that are highlighted include de t ,  rest, relaxation and exercise. 

I'hysical 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 n o d  equihbri~un (Davis, Eshehan  & 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 et  a,!, 1998:247). 

5.1.63 Sustaining mental and spiritual well-being 

I t  is explained that mental and spiritual well-being basically entails the adoption of a positive 

stance in life, achieving inner balance by means of reahstic expecrarions and developing an 

organised approach to life by improving self-management (TVihams, 2003:28). 

5.1.7 Drawing up a 'pctsonal stress management plan' 

The final part of thc module is aimed at enabling recruits to draw up their own personal stress 

management programme or plan. The reason for thus practical focus is because, according to 

Ross and Altrnaier (1994:89), many of the current stress management programmes are 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 trce 

on ir.  The tree has branches, but where 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. 

The Substance Dependency module covers a variety of issues. These include the impact of 

alcohol abuse, why people cake drugs, legal and illegal drugs, the effect of alcohol 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 'IGiowledgc qutz' on 

substa-nce dependency in small groups. The answers are then shared with the rest of the platoon. 

Tlus exercise not only assists the presenter in determining the knowledge base of the recruits, but 

immediately carchcs their attention due to the heated debates on the correct/incorrect answers 

[hat oft-en occur at this stage. The presenter then shares the answers and t,he DSEVI-IV-TR 

definitions of st~bsrancc 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 f rs t  place. It is 

intended to help recruits p n  a better understanhng of the impact that the simple action of t a h g  

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

It is explained that the effeccs of a drug are influenced by emotional factors, such as the user's 

experience, motivation and mood, as well as bio-physical conditions such as [he presence of food 

in the stomach, the proof of the beverage and the rate of dtvllung 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 o r  attitudes (cf. PSWS, 20045; Weiten 8: 

Lloyd, 2000:409-410). 

Ir is emphasised that alcohol is also a drug, albeit a legal one, and that alcoholism is a severe form 

of drug abuse. However, ille,gal drugs and prescription drugs do also have a severe negative 

impact (Quick et at!, 1998:69) and their iise is increasing. 
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5.2.3 Overview of legal and illegal substances 

The dtscussion then moves on to the nature and use of the different types of le<gal and illegal 

drugs. I t  is not only aimed at making recruits aware of the drugs that they will encounter during 

the execution O F  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: 

n Narcotics (opiates such as: codeine, opium, morphine, heroin), i.e. the drugs derived from 

opium that me capable of relieving pain 

D Sedatives (e.g. barbiturates, methaqualone, tranquillisers, ethyl alcohol and bcnxodazepincs 

such as Valium, Librium and Tranxene), i.e. sleep-inducing dnigs that- tend to decrease central 

nervous system activation and bchaviourd activity 

o Stimulants (e.g. cocaine, amphetamines and methamphetamine/'speed') i.e. drugs that tend 

to increase central nervous system activation and behavioural activity 

o Hallucinogens (e.g. angel dust, loveboat, LSD, acid, mescaline, peyote and designer drugs 

such as Ecstasy and PCP). It is a diverse group of  drugs that have powerhl effects on mental 

and emotional funcdonbg, marked most prominently by distortion in sensory and perceptud 

experience 

o Inhalants (e.g. solvents, aerosols and anaesthetics). Sniffkg inhalants produces a cheap, 

short-lived "liigh", 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:llS; 

Weiten & Lloyd, 2000:425-426). 

5.2.4 The effect of alcohol on the individual 

The Focus then shifts to the effect of alcohol on the individual. It is emphasised that, when a 

person abuses or become dependant on alcohol, lus or her psychological functioning, physical 

Functioning, interpersonal relationshps and social functioning will be negatively affected. 

5.2.4.3 Psycholog'ca/ 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 dflicult situation. The opposite may, however, be true. I t  can have 

negative psychological effects such as aggression, depression, ir~itabhty, suicidal feelings, 

suspiciousness, etc. (Doweiko, 200289-92; Weitcn & 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 sysrem, brain, mouth/throat, hcart, stomach, pancrcss, 

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



5.2.4-3 Effect on hterpersonal relationships and social functioning 

The effect of alcohol on a person's interpersonal relationships and social hnctioning is also 

highlighted. The &scussions focus on the four major systems affected by substancc dependency 

process, viz. marriage, children, friends 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 jus* the person's behaviour by saying that everyone sometimes has too 

much to 12s the process continues, people will become progressively more concerned as 

the substance dependent person's behaviour becomes unbearable and impacts severely on the 

stabhty of relationshps, whether at home or at work (Van Wormer & Davis, 2003:199). This 

may ultimately lead to the disinte,gration of the relationships. 

5.2.5 Phases of alcohol dependency 

Once the effects have been shared with the recruits, the discussion w d  move on to the phases of 

the alcohol dependency process. I t  covers both physical dependency and the ~vithdrawal 

symptoms that occur when drug use is terminated and the psychological dependency with its 

concomitant intense tncntal and emotional cravings for ir (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 

tile resources that are available in the community. This information is not only important to the 

recruits on a personal level, but WLLI also be helpful when dealing with cases involving substance 

dependency. 

It is basically explained that the treatment consisrs of two phases, viz. detoxification and 

rehabilitation. During deroxificadon, the body rids itself of drug residues. MedcaUy supervised 

detoxification, which may involve the careful use 06 medcadon, is a safe, clinically recommended 

substitute for the formerly dreaded "cold-turkey" withdrawal period. 

Rehabibtauon is a much longer process. I t  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 supporr group activit~es. There may 

also be special sessions for family education and therapy Poweiko, 2002:347-351; Edelrnan & 

Mandle, 2002690; Van CVormer & Davis, 2003:260-265). The presentation on treatment is 

concluded by a dtscussion on the avdable resources in the community. A list of resources is then 

made available to the rccniits. 

The recruits are finally encouraged not to esperiment with either legal or illegal substances, to 

utilise the 'buddy system' in the SAPS to help prevent substance abuse amongst collea_gues and to 

be sensitive to the occurrence of such abuses in the community. 



6.  CLOSING REMARRS 

The Self-Management Programme was developed by Police Social Work Services (PS'CVS) to 

improve recruits' human relations, health maintenance, decision-making and purpose-in-life shlIs. 

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  

skrlls in these Gelds. 

From an analysis of the four modules that make up the human relations and health maintenance 

components of the programme, it became cleas that their content was in line with the theory- 

found in available literature. The presentauon of  the information and the extensive use of 

experiential leaming techruques were, however, more alignecl with and focus more strongly on the 

specific Life-phase and circumstances of the recurs .  It could, therefore, be concluded that the 

modules possess the innate potential to contribute significantly co the improvement of SAPS 

recruits' conflict management, assertiveness and stress management abilities, as well as s M s  in 

dealing with substance dependency related issues. The exccnt to whch this potential was realiscd 

in practice wdl be covered in the next hvo articles. 
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ARTICLE 2 

Williams, H M & Weyers, M L 

AN EVALUATION OF THE HUMAN RELATIONS MODULES OF 
THE SOUTH MFUCAN POLICE SERVICE'S SELF-MANAGEMENT 
PROGRAMME 

I\<S H M IVilliamr is a social worker at the Sorith African Police Seruice and ProfAl L W y e r ~ .  is a lecture7 in 
Social IVork at the SchoolJbr Pychosocial Rehauiourul Sciences, North- West University (Potchefstroom Camp~is) 

Background: A combination offactors including the rriccess that was achieved with the Police Social Work 

.Teruil:e's Personriel Cupocily-Building  programme^., kd  to arr in~.tnic!ion by the National Commisrioner o/ the 

5AP.J' that such interventions should be extended to SAPS recnlits. This res~~/fed in the developmeuf and 

implementation f the SeljlrManagcment Pro~farnme/or recrd~il~.. T/IYJ programrne CORJ'LJ'~S o f 9  m o d ~ l e ~  !ha[ 6.o~ be 

grorqed irrto.fiur components of wbicb the human relations component is one. In 2004, a ~o??pfhen~.i~e studs, waJ 

launched on ihe efect of all the modr,les and the programme? overall retxm ori invertrent. The euufwation 01 the 

humrrn r e l ~ f i ~ n ~ '  component.firmed a jeparate research project Ivifhin the ombit of this stu<y. 

Aim: The primagf aim o f t l ~  human relations reseanfi projet was to determine the eflect of its constituent modules 

on the knodedge, aftitudes and behaviour o f  the SAPS  recn~it-r, au wen as !heir contribution to the progrumme 's 

overall rebrn on investment (ROl) coefJcienf. 

Method: Clre was p n i n a n ~  made of a randomisvd pre-ted-post-test conlrol group research destfn. Thir lyar 

supplemented b_v a content anabsis, focus group interviews and the calculation tf fhe mod~des' ROI. The research 

involued an uverasc of406 eWyberimenbl~qrortp respondents, 107 cor~lrolgror~p nrember.r, 47 Jocu>. grot~p participanls, 

20 presenters and 3 facilitators for the focrrsgrordp interuiews. 

Results: The t~a)lgulrrtio?t of measuremenis sllolved that the mo~/i/le~ had a sign$icunt short-term and long-tenn 

$kc/ on the respondents' personal and professional lives und that they represented a posrtiue return on fhe 

ot;ganisation? investment of time, money and eJorf. 

1 INTRODUCTION 

Several factors, including the success acheved with the implementation and evaluation of t,he 

Personnel Capacity-Building Programmes (abbreviatecl as PCaBP7s) in the SAPS contributed to 

thc iristl-uction from the National Commissioner of thc SAPS rhar these pro-active interventions 

be implemented during the basic training of police recruits. 

The Personnel Capacity-Building Programmes (FCaBP's), consisting of 15 modules, were 

developed during 2000 and the implementation thereof in the SAPS commenced at the end of 

2000. The organisation wanted ro investigate the benefits of the Personnel Capacity-Builcling 

Propamrnes, subsequently a comprehensive research study commenced during 2001 to determine 

the effect of the PCaBP's. The results of the study indicated that [he PCaBP's have a practical 

sipificant effect on the knowledge, attitudes and behaviour of SAPS personnel. 
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During 2003 the PCaBP's were customized to suit the needs of recruits and were formally 

included in the Basic Training Learning Programme of the SAPS and called Theme 3: Self- 

Management. I t  was requested that a study to be conducted reprding the effect and return on 

investment of the Self-Management Programme. Th~s  research took place during 2004-2005. 

Although the Self-Management Programme consisted of nine modules, t h ~ s  study focused only on 

the human relations and health maintenance components. Before derails of the tesearch follow, 

focus will be placed on the background, development and the nature of the Self-Management 

Programme. 

2. BACKGROUND AND DEVELOPMENT OF THE SELF- 
MANAGEMENT PROGRAMMF, 

' f i e  Self-Management Programme emerged from the success that was achieved with Police Social 

Work Service's Personnel Capacity-Building Pro'grammes. In order to place them in perspective, 

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

The need for Personnel Capacity-Bulldng Programmes (PCaBP's) in the SAPS derived from the 

fact that various Si\PS policy documents and reports emphasized the importance of empowering 

personnel in order to render an effective client-centred police service to the cornmunit).. ,Inother 

factor was the high prevalence of social problems among SAPS personnel. An external service 

provider, Ask riErica, was requested to conduct extensive research on the nature of social work 

services in the organisation (Stutterheim & hiloruane, 2002:172). The research results clearly 

showed a need for boch reactive (dwrapeutic) and proactive (capacity-budcling programmes) social 

work services. 

As part of the above research various priority areas were identified. These included: stress, 

substance dependency, financial problems and persome! conflict/cooperation (Ask Africa, 

1997:28). The relevance of these areas was c o n b e d  by statistics from Police Social Work 

Services (PSL'S) (cf. PSWS, 2001). Tt was, therefore, decided a t  a PSWS national conference held 

in Suptember 1999 that the priority areas should be addressed by the development and widespread 

implementation of Personnel Capacity-Buildng 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 knotvledge, attitude 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 l'ersonnel Capacity-Building I'rogrammes had to be customized to suit the needs and 

rcquiccmcnts of thc nc\v Basic Training Learning Programme (abbreviated as BTLPj of SAPS. 

Therefore, working groups were established, consisting of police social workers who hnd thr task 

to a~stomize the nine modules of rhe Self-Management Programme and to ensure that i r  also 

adhered to tile South African Qualification Authority's (SAQA) requirements. 



The Self-Management Programme was presented for the &st time in July 2004, which was 

regarded as the piloting of the complete BTLP of the SAPS. h h o r  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 rec~uirs' 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-Budding 

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; 

Stutterheirn 8: Weyers, 2002:lO; Thompson, 2002:mii). 

The nine modules of the Self-Management Programme were based on Brooks' taxonomy of life 

skills (Brooks, 1984:359-381; Darden et al, 1996:3-5), dvided into the following four components: 

o Component I: Human relations skills 

Conflict management (Module 4) 

o Assertiveness (Module 5) 

u Component 2: Health maintenance skills 

o Stress management (Module 7 )  

@ Substance dependency (Module 8) 

o Component 3: Decision-making skills 

o Financial management (Module 1) 

Problem-solving (Module 6) 

EIIV and AIDS awareness (Module 9) 

Component 4: Purpose-in-Life skills 

Self-knowledge (Module 2) 

o 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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DLAGM 1: THE COMPOSITlON OF THE SELF-MANAGEMENT PROGRAMME IN TERMS OF 
BROOKS'S TAXONOMY OF LIFE SKILLS (WTRYA SPECM FOCUS ON 7HE HUMAN 
RELA T~ONS MODULES) 
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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 

nest. 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 relations component derived from 

Brooks' statement (Drooks, 1984:G) that life s M s  include all skiUs necessary to manage an 

effective Lifestyle. Amongst these skdls are the human relations skills identified as one of  the four 

components of the Self-Management Programme. 

The human relations s lds  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 mentioned f ~ s t  and then those of assertiveness. 

'nle ConElict Management module's goal is to sensitise the recruits to the fact that different styles 

of confict management exist, that they should know which typical styles they use and how to 

apply the different styles appropriately in dfferenr scenarios chey might be confronted with 

(PSLVS, 20043). 



The Assertiveness module's goal is to enhance the skill of assertiveness, promoting professional 

behaviour, thereby enabling the recruit to express hirnself/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 experiential learning methods to ensure that 

recruits master the relevant skills (PSWS, 2004;l). 

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

TABLE 1 THE THEMES AND PRESENTATION METHOD OF THE HUMAN ~ J A T I O N  
MODULES: CONFLICT MANAGEMENT AND ASSERTNENESS 

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 Confict 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). 

SUBJECT METHODS - 
Module 4: Conflict Management 

I t  is necessary to ensure that all recruits have the same baseline with regard to conhcr 

management, therefore, several discussions, exercises, role plays, erc. are held with regard to 

subjects such as the definition of conhct, reasons for conflict, feelings surrounclulg conflict, 

behaviour as a result of conflict, five main swaregies for managing confict and guidelines for 

managing conflict (PSWS, 2004 9). 

Defulition of conflict 
Reasons for contlict 
Feelings surrounding conflicr 
Your behaviour as a result of conflict 
Five main strategies for manqmg; conflict 
Guidelines for managing conflict 

The  Assertiveness module's objective is to develop and enhance the sldlls of being assertive, 

however, the concept needs to be defined &st, followed by various discussions, exercises and role 

play on passive, aggressive, assertive behaviour styles, personal rights and an assertive philosophy 

(PSWS, 2004a). 

Small group discussion 
Role play 
Debate 
Group discussion 
Checklist 
Small group discussion 

The nature and content of the two modules above were described in depth in the tirst article. It is 

now necessary to Qscuss the research design and procedure in determining the effect of these hvo 

modules on the recruits' knowledge, attitude and behaviour. 
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Module 5: Assertiveness 

Dehnition of self-assertive behaviour 
Evaluation of self-assertiveness 
Passive, agressive and asseriive behaviour 
Personal rights 
Assertive philosophy 

Small group discussion 
Chec!-&st on self-assertive behaviour 
Role play 
Small group discussion 
Group cfiscussion 



5. RESEARCH DESIGN AND PROCEDURE 

The research targeted all the recruits that experienced the Basic Training Learning Progarnme at 

che different SAPS training provision institutions. These Basic Training Provision Institutions are 

established SAPS institutions 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 d l  be discussed next. 

5.1 &M AND OBJECTIVES 

The primary aim of the research project was to determine the effect of the human relations 

components of the Self-Management Programme on the knowledge, attitudes and behaviour of 

the SLIPS recruits, as well as the programme's return on investment coefficient. 

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

CI to determine the extent to which the human relations and health maintenance modules of the 

Sclf-Matlagemcnt Progranlrnc adhere to theoretical principles set for personnel capacity- 

building programmes 

o to measure, by means of empirical research, the effect of the human relations and health 

maintenance modules of the Self-Management Programme on SAPS recruit's knolvledge, 

attitudes and behaviour ( U B )  

o to determine the programme's return on investment (ROI) for the SAPS 

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

5.2 RESEARCH DESIGN 

In  the empirical research, use is made of the classical experimental research design or the 

"randomised pre-rest-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 time, 

after which only the experimental group receives the independent variable (presentation of the 

Self-Management programme) and then both groups (esperimental and control) take the post-rest 

(Fouche & De Vos, 2002147). 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, vit. the literature study, the pilot study, 

the main study (i.e. determining the short-term and long-term effect of the modules), 

identification of the programme's return on investment (ROI) and h e  completion of the research 

reports. 



5.3.1 Phase 1: Literature study 

An estensive literature study was conducted on (1) the analysis of  existing literature regarding the 

nahlre and content of self-management programmes, (2) the generic attributes of capacity- 

builhng programmes (3), effect measurement and ( I )  ROI calculations and principles. The results 

were especially usehl  and applied in die development of the measurement instruments 

(questionnaires). 

The South African Police Service's avadable policy dacuments regardng capacity development, 

communiry service rendering, as well as community policing were also consulted. The resources 

that were utilised were SAPS documentation, books and journals of both South African and 

intertrational oriLgin. The Internet and Literature from related areas such as management, 

economics, community policing, criminology, education, sociology 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. D u ~ g  tlus phase the measurement instruments werc 

developed and evaluated. The evaluation took place in d ~ e  L n n  of a focus group session, 

consisting of a panel of experts. The panel consisted of two police socid- worlicrs, three social 

work lecturers and one psychology lecturer (see Appendix 17). The  purpose of ttus focus group 

session was to investigate a multitude of perceptions wvith regard to the measurement instruments 

(defined area) and focused mxinly 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 finalization of  the measurement instnlments for the main 

study. 

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

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

The conrenrs of  each module of the human relations component are uillque, therefore the Ii;lB 

questionnaires, which were designed by the researcher, were based on these modules as we1 as 

relevant theory. Tney comprised of a pre-test and a posr-test questionnaire for both the 

exper-menral and che control groups. Mostly summated or Likert-type (1Yrelman & IGuger, 2003: 

150) Items were u d s e d  and were specifically aimed at measuring respondents' knowledge, 

~turudes and bchaviour. 

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

and only minor changes/adjustments were made. It  was based on the evaluation instruments that 



were contained in the programme, as well as those of various training institutions (cf. Academic 

Services, 2000) and theoreticians (cf. Kirkpatnck, 199826-28). 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 

coefficient (Gravetter & Forzano, 2003:39-1; Jackson, 2003:42-43) during a previous EPCB, it was 

ascertained that [he instrument had a high rehability 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. 

'Ihe main study followed after the previous phase was completed and wiU 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 28january 2005. Tn total, 18 platoons consisting 

of an average of 500 respondents were selected on a stratified random basis (cf. Strydom, 

1999:66-70) from seven Qfferent Basic Tmirung Provision Insdtu tions. The experimental group 

ex~erienced the five-day Self-Management training, completed the applicable KAB questionnaires 

at 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 co~npleted similar KAB questionnaires during the exace same time period. All 15 

presenters of the programme had ihe opporrunity to complete the presenter's evaluation 

questionnaire a t  the end of the week (see Appendx 14). The short-term effect measurement was 

folloured by the measurement of the long-term effect, seven months afier the recruits attended the 

SeIf-hfanagernent Programme. 

A coral of 47 recruits took pu t  in focus group sessions, approximately seven months afrer rhe 

attendance of the Self-Management Programme. The data collected during these sessions were 

also considered, analysed and incerprered. The calculations of the return on investment of the 

coefficient of the human relations component received attention nest. 

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 ol the cosrs involved in the presentation of 

the programme, were then used to d e t e r h e  its return on investment for the SAPS. For this 

purpose, usc was made especially of Davidovc and Schroeder (1992:70-71), Goldwasscr (2001:82- 
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88), Meyer ef N.! (2003:5), and Moonen's (2003147-165) conceptualisation of the nature of return 

on investment 0 1 ) .  The basic formula that was used for this purpose is the following: 

ROI (O/o) = Net Propmme Benefits 
Pro,qamrne Costs 

x 100 

Whew 
+ Net programme benefit = Total benefits - costs 
+ Benefits = Economic benefits + qual~ty 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 smpling (cf. Strydorn, 199966-70), but also included an element of quota 

sampling. The experimental group was stratified accordmg to geographical area and four platoons 

from the more southern Basic Training Provision Institution - Oudtshoom, four platoons from 

rhe eastern Basic Training Provision Institution - Bisho and six platoons from the northern BTPI 

..- I'rctoria (bur  platoons) and Jakkalsdans (two platoons) took part in the research. The control 

groups were selected from hvo other BTPI's, namely Chatsworth, Kwazulu-Natal and Phiiipi, 

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 recnlits (see 

Appendut. 19) in the January 2005 intake. This is in line with the 10% to 14O/o recommended by 

Stoker (in Strydorn 8r De Vos, 1998201). The members of the expetimental group were drawn 

from the Pretoria, Oudtshoorn, Jakkalsdans and Bisho Basic Training Provision Instirutions, 

while the control groups came from PMlipi, Graaff-Reinet and Chatsworth (see Table 2). The 

total number of I t  presenters completed the presenters' evaluation questionnaire and four 

facilitated the focus group sessions. 

The focus groups h a t  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 a t  least 

fourreen participants (rwclve recruits and the two social workers who facilitated the process). 
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TABLE 2: TIIE PROFILE OF THE EXPERIMENTAL AND CONTROL GROUPS IN TERMS OF 
SAPS BASIC TRAINING PROVISION INSTITUTION (THE HUMAN RELATIONS 
STUDY ONLY) 

LNAGEMEI 

Basic 'l'rauling 
I'rovision 
Insrimtion (IYlT'l's) 

I VT AND AASSRTll%NESS MODULES 11 

Oudts- 
hoom 

The number of the actual total of recnlits was only available shortly before the commencement of 

the official training. Therefore, it was decided beforehand to ualize four platoons per identified 

training institution for the experimental groups and one or two platoons per identified instirution 

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 

(Strydom & Venter, 2002:202; 7cYelman & Kniger, 2003: 53-54). 

The representation of the experimental groups according to the four Basic Training Provision 

Institutions was as follows: Oudtshoorn ('Western Cape Province) 26.4I0/o, Pretoria (Gauteng 

Province) 25.37%, Bisho (Eastern Cape) 34.07% and Jakkalsdans (Gauteng Province) 14.32% (see 

Table 2). 

ITENG PROVINCE 

The race and gender chstribution OF the experimental, comparison and focus groups, as well as 

that of the total recruit population is given in Table 3. 

Pretoria 

WESTERN CAPE PROVINCE 

I I 
(.17.SY~,,) 

12 
(W%) 

(;c~ntlict 
mannqcmcnt 

.\sscrtivctn~s 

Jakkds- 
&ns 

Hisho 

TOTAL 

23 
(If lo" ,,) 

?.I 
(IlK)".n) 

12 
(52.1;" O) 

12 
(50m4t) 

11 CONFLICT MANAGEMENT AND ASSERTTVENESS MODULES I I 

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

Gnaff- 
I<cinct 

11 FOCUS GROUP I 1 

ZS 

?oral SAPS 
recruits 
13sperimental 
Group 
Control 
Group 
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COLOURED 
MALE 

Chats- 
worth 

BUCK 
MALE 

3SR1 
(66.67"*) 

264 
( 5 )  

62 
(57.94"'0) 

Un- 
klrown 

PhiUipi 

COWURED 
FEMALE 

B U C K  

FEMALE 

7i l [ l /  

9111 
(2 1.4 I(-") 

75 
(18.530:~) 

14 
(13.0Hn~) 

WHWE 
MALE 

',lo 
(7.3,\3 

30 
(9.63"i,) 

12 
(I I .213",~) 

WHITE 
FEMALE 

113 
(2.65"~~) 

16 
(3.9Sn%~) 

12 
(1 1.21~,1) 

 AN 
MALE 

-17 
I I 1 

h 
( I )  

s 
( 2 . t ~ ~  01 

ASIAN 

FEMALE 
TOTAL 
(n)' 

20 
1 . 4  

3 
( 0 . 7 ~ " ~ )  

3 
( 2 . ~ 0 ~  O) 

I o 
4 

2 
{O.~'Y'.U) 

I 
(0.93~i~) 

I 
(o.oT';,) 

0 
(o"L) 

o 
(o~'I)".~) 

4740 
(I I K ~ '  O) 

415 
(I(KI".o) 

107 
(~cr r*'~) 



The composition of borh 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 djftjcult to represent the total recruit population of the January 3005 

intake. The explanation can be that all recruits are placed w i t h  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 coUecrion instruments will now be discussed in more detd .  

5.5 DATA COLLECTION INSTRUMENTS 

The uniqueness of each module made it  impossible to u&ze swndardsed scales. Subsequentljr, 

entirely new measurement instruments had to be developed and standardised- during the pilot 

studies and the main research. This process prnvcd to be difficult, but quite successll. Most of 

the scales had an excellent reliabdity coefficient and were able to measure change effectively. The 

only exception was the attitude scale of confict management that produced an unacceptably low 

Cronhach Alpha coefficient. Therefore, only the effect sizes of its individual items could be 

utibsed in the study (cf. E h e s  ct a/., 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" (IHilton, 

2002). In the study, the "intra-method" (Sarantakos, 1998:186) or "within method" (Bryman, 

2003) of triangulation was used. I t  entails the use of multiple instruments to mcasure 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, holistic and contestual portrayal and reveal the varied dimensions of a given 

phenomenon7' (Hilcon, 2002) and to test the constancy of measurement (Patton, 2002:248). 

The wih-method  in t h s  research was done by using three primary measurement instruments. 

They were: 

o the IGIB questionnaire with its four prlmaqr scales (completed by both the experimental and 

cornparison groups) 

o the value scale (formed part of the post-test ILAB questionnaire that was completed by the. 

experimental group only) 

o the relevance scale (formed part of post-test Kr\B questionnaire that was only completed by 

the experimental goups). 

Because the presenters7 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. 



The manner in which the different questionnaires and scales were integrated are portrayed in the 

hagcam below. 

DIAGRAM 2: THE USAGE OF TRLIWGUJATION IN THIS STUDY 

KAR QUESTIONNAIRE 

I I 

5.5.1 T h e  KA3 questionnaires 

hlthuugh the usc of I(AB (Knowledge, Attitudes and Behaviour) analyses is st111 scarce in the field 

of social work, it is widely used in education-oriented research in fields such as health, education, 

economics, social marketing and social developmental (Berger et al., 1994; Donati e l  dl., 2000; 

Mitchell & [(aufman, 2002; Weinreich, 1999; WI'DCE, 1999). Research of  this nature is based on 

the premise that human functioning can be divided into three dimensions viz. the cognitive 

( t h h n s ) ,  t l~c  affective (feeling) and conative @ehaviour/doing) (Thompson, 2002: xvii). The 

latter can also be subdivided into categories o r  types such as slulls, role acceptance, customs and 

practices (Babbie, 2001:275-277; IWDCE, 1999:16). 

Various studies have shown that the dunensions are interrelated, but not necessarily linearly 

dependent. For example, a change in one dimension does not necessarily bring about a change in 

another h e n s i o n  (e.g. an increase in attitude does not necessady mean there will be a change in 

behaviour), or the successful change in one dmension (e.g. attitudes) is not necessarily a 

prerequisite for change in another dimension (e.g. behaviour) (Akade, 2001:248-251; Elkrnd, 

1993:17; McCann gL Sharkcy, 1998:268-269). This made it possible to develop scales that would 

measu-re the changes that the modules brought about in each of  the lmensions independently. 

These scales were contained in the fust section of  the KAB questionnaires that was adminisrered 

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 d l  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 QUESTIONNAlRES 

Scale 2 
Section I 

Scale 3 t 
I Scale 4 

Scale 5 
Section 2 

Scale 6 t 

MEASURED W I B E R  OF QUESTIONS NUMBER OF QUESTIONS 
1 

Objective knowledge 1 S I 16 11 

I Relevance of the module I '1 2 12 11 

Subjective knowledge 

Amtudes 

Behaviour 

I'alue of the module 

Mostly Likert-type questions (e.g. strongly dsagree, dsagree, agree, strongly agree) (cf. Jackson, 

2003:Gl) were utilised for the questionnaires. They were formulated in such a way that they 

would determine the respondents' existing ( i  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 adrmnistered to the control groups. Tlus 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 h e  post-test questionnaire that was administered to the 

experimental groups. Ir consisted of several questions whereby the respondents could evaluate the 

overall value and relevance of the programme. In the test this data will be referred to as Scale 5 
(Viialuc) and Scale G (Relevance). 

9 

4 

1 Y 
- 

5.5.2 The presentation evaluation questionnaire 

8 

30 

15 

5 

Only one presentation evaluation questionnaire was developed for the complete EPCaP research 

project. I t  was not necessary to design a presentation questionnwe as the esisting one was 

successfully utilised during the previous EPCaP research project. (cf. Williams, 2003:95). The 

instrument consisted of approsimately 23 items and focused on the respondent's experience of 

the facilitator and his/her presentation, as well as the learning experience and the programme 

content (see Appendix 13). 

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

Section I 

Section 2 

Section 3 

Section 4 

Section5 

FACETS THAT WERE COVERED 

Evaluation of the prcscntcr's cap~hilitxx 

Evaluation of the presenter's presentation skills 

Evaluation of the learning process 

Evaluation of the presentation corltest 

Gcncrd 

QUESTIONS 

1 - 5  

6 - I 0  

1 L  -16  

17 -20 

21 - 23 

I 



f i s  questionnaire was administered to the recruits directly after the completion of the five-day 

prcscntatlon of the Self-Managemeat Programme. The main purpose of this questionnaire w;is to 

ascertain whether the nature and quality of the presentation rmght have had an influence on the 

effect of the Self-Management l'rogramme. The presenter's evaluation questionnaire will be 

discussed next. 

5.5.3 The presenter's evaluation questionnaire 

T h e  s d  workers that presented the programme had the opportunity to complete the presenter's 

evatuaucm questiwn&e (see Appendix 14). Not only a d d  they evaluate their o m  presentation 

abilities or skills and the relevance of the p c o g r q e ,  but also make re(s0mmeadatians tegarchg 
the improvement of the programme .(see Table 6 rsgading the face& that were covered). The 

questiomaire was b e d  on the presentation evaluation questionnaire and some comparisons 

could, therefote, be drawn between the d a r  sets of data. 

TABLE 6: COMPOSITION OF THE PRESENTER'S EVALUATION QUESTIONNAIRE 

Part3 Assessment of the modules and stady units 

General xe~ommendaaoos 

The measurement insimhents for determmulg the short-term effect were discussed above. The 

data insmment (discussion b w o r k )  atilised for the focus group sessions will be discussed 

next. 

5.5.4 The discussion framework used for the focus groups 

The 1mgt.h of the complete tmbmg cleted an ideal opportunity to involve recruits in focus group 

sessions approximately s m  months after attending the presmtation of the SelCManagemwt 
Prograffune The purpose of the focus group sessions was to determine the long-term effect of 

h e  human dations component on their self-mgemmt skills as well as wherher they were able 

to adopt these sm, inrePnalise them and apply hem either in their work enviranment aadlor 

perwad lives. 



' lhe focus groups discussion framework consisted of the following phases (Greeff, 2002:307; 

Wehnan & Kniger, 2003:189), namely: 

o 'The topic being inrroduced to the group by the researcher. The researcher determined 

beforehand what needed to be heard from the participants 

o The rules for the focus group session were shared with the group 

n 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 chscussions by asking various questions relating to the information 

needed 

D The session ended with participants m a h g  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- 

fachtator who also documented the proceedngs. Themes were identified and the information was 

clustered accordingly (see Appendix 3 & 6). 

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

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

5.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSES 

All the data collected from the measurements were analysed in conjunction with the Statistical 

Consdtation 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, rhe questions valid and the scales able 

to measure change. Triangulation was utilised to ensure that deficiencies in the measurement 

insuuments be curbed. The procedures and formulas that were used will be dscussed 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 ( ' '~ '7 
was calculated for every scale in order to determine rhe reliability of each measurement instrument 

(Gravetter & Forzano, 2003:455). A score of 0.5 or hgher was accepted as an appropriate 

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 Conhct Management module, 

where individual items were analysed to determine effect change. 

5.6.2 Procedures followed to determine validity 

The validity of the individual questions was initially determined by means of the pilot srubes and 

expert panel evaluations. This procedure was necessary to increase the face, content and criteria 

validity of the questions (cf. Creswell, 2003:157-158; Elmes e l  01.. 2003:55-59; lackson, 2003:44- 

45). The main snldy and its results, however, should be viewed as the most important step in this 

process. 
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5.6.3 Procedures and formulas used for the calculation of change/effect 

In order ro measure practical significanr change, use was rnade of Cohen's formula for the 

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

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

T o  determine whether the programme changed the knowledge, attitudes and behaviour of 

SAPS personnel in practice, the standardxed difference was used as effect size (cf. Gravetter 

cst 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 &st step entailed the cdculation 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 =  N i f f  

c d i  ff 

Where: 

d = effect size 

wff = average difference of scores in rhe experimental group (abbreviated with ''p~'') 

od;~ = standard deviation of difference score. 

The second step was to determine whether there were any practical significant &ftercnccs 

between the pre-tests and post-tests scores of the experimental and comparison groups. In order 

to do so, it was first necessq- to determine whether the experimental <groups (group 'e') and 

comparisun groups (group 'c') were comparable before the start of the intervention programme. 

T o  compute the nut difference per scale, Cohen's formula for calculating the effect size between 

ISVO groups w ~ s  uscd. The formula is as follows (Cohen, 1988:20-27; Steyn, 2000:l-3): 

Where: 

d = effect size 

PI = average difference score in the ex~erimental group (e) 

2 = average difference score in the comparison group (c) 

p - 2 = difference benveen average difference 

MSE = mean square error of the ANCOVA (Cohen, 1988: 20-27; Steyn, 2000:l-3) 

The f o l l o ~ ~ g  guidelines can be used to judge all d-values: 

o d = 0.2: This indlcaces a small effect, implying that the research should be repeated in order to 

c o n f m  if thcrc is an effect 

d = 0.5: l 'his indcates a medium effect, implying that the result can be viewed as sipficant, 

but also that better planned research could produce even more significant results 

d = 0.8: This indicates a large effect which is s ighcant  and of practical si'gnificance 
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o Because there are no absolute boundaties between the three d-values, concepts such as 'small 

to medium effect' and large effect' can be used (Cohen, 196922-25; Spatz, 2001:74-75; Steyn, 

1 999:3). 

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

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

5.7 PROBLEMS ENCOUNTERED IN THE RESEARCH 

The expeximental groups found it a challenging effort to complete a pre and post-test 

questiomaire 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-Msnagement 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 provlde them to the recruits. 

6. THE RELIGBILITY OF THE MEASUREMENT INSTRUMENTS 

- - -  
The reliability $each measurement scale was determined by means of  the utihsation of the 

Cronbach alpha coefficient (Gravetter & Fonano, 2003:455). The results thereof are indicated in 

the table below. The human  elations component consisted of two modules, namely conflict 

management and assertiveness. The following table indicates the "a" of each module's scales and 

su bscales. 

TABLE 7: CRONBACII ALPHA OF THE C O N ~ . I C T  MANAGEMENT AND A S S E R T ~ N E S S  
MODULES 

I FACET & Q ~ O N  
Con.!lic t Assertiveness 

management 
-- 
Scale 1 Objecave knowledge 0.50 3' 0.55. 

Scale 2 1 Subiective knowledge 1 0.9 1 ¤ 1 0.89. 11 
-- - - - - 

Scale 3 Attitude I~~dusduul irem 0.72. 

Scale 4 Behaviow 0.91 0.50 

Scale 5 Value of the module 0.86. 0.89 

Scale 6 Relevance of the module 0.93. 0.94 

Evaluation of the programme presentation 
-- . -- - 

--- 0.75 0.75 . 
0.83 . 0.83. 

Subscale 7 3  Evaluation of the learmng process 
"- . - -- - . -- 

0.84. 
- - - - - - - - -- 0.84 . 

Subscaie 7.4 Evaluation of the presentation context 0.74 . 0.74. . RtdrrbIr JC&: a 2 0.5 



All but one of scales that 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: htutude and only some of its individual items could be utilised in the study. 

All the scales used for rhe 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 lvhrrhcr a 

practical sigruficant difference occurred between the results on pre-test level. In ocher words, 

whether the experimental and control groups' knowledge before the programme, was cotnparable. 

Tt might have occurred that there was a statistical significant difference benxleen the resulrs on the 

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

Secondly, the effect on group level had to be determined and t h s  was done by means of paircd t- 

tests. The results inQcated the growth that took place with the experimental group, as wcU as with 

the conu-01 goup, if any. 

Lastly, the post-test scores of both the experimental and control groups were compared by tncans 

of covariance-analysis, where the values of rhc pre-test were used as covariates it1 order to 

determine whether the experimental group gained more knowledge than the control group. The 

table of the covariance analysis WIU be indicated in the text, while the tables on the t-test and 

paired t-test d l  be included irr the Appendixes (see Appendixes 1 & 2). Cohen's d-value \\-;is used 

in all the statistical steps to determine effect. 

The effect of the Conflict Management module of the human relations componcilt \id1 be 

Qscussed first, followed by the Assertiveness modulu. 

7.1 THE EFFECT OF THE CONFLICT MANAGEMENT MODUI,E 

The entire effect char the Confict Management module had on the respondents is summarized in 

Table 8. Each scale's resiilts will be dealt with separately (knowledge, subjective knowledge, 

attitude and behaviour). 



T ~ L E  8: THE COVARIANCE-ANALYSIS FOR SCALES 1 - 4 CONFLICT MANAGEMENT 

)I Scale 1 :  Objective 

- 

II Scale 2: Subjective knowledge re conflicr 
management 

- 

conflict management 

Scale 3: Attitude re c o n ~ c c  management 
- 

SCALE 

Q 1 When contionred with a conflict situation, 1 am 
not sure which conflicr handling strategy to use 

0.545 10.793 I <.OW1 1 0.687* 
- -- - - -- . - - - -- - - .- .- - 

d- 
VALUE 

MSE 

513 

Q 2 .-\ collaborating conflict handling style is the best 
style to use 

0.362 ( 0.672 1 C.0001 - 1  0.530. 
- -- 

VALUE P- n 

Q 3 I f  you choose the collaborating conflicr handling 
style, you are behaving in an adult manner 

DIFFERENCE 

0.056 

11 Scale 3: Behaviour re conflict management 1 510 1 0.774 1 0.429 1 <.OD01 I l . l B f *  

0.472 

- . 

Q 4 I will feel that a conact sitution is successfully 
resolved when purposeful decisions are taken by 
the parties involved 

I '  I I I I I 

* i\ledi~mnf qffecf: d 2 0.5 ** Prncricnl significnrrr cffecr : d l 0.8 

7.1.1 The effect on objective knowledge (Scale 1) 

<.UO01 

504 

The results of the covariance analysis indicated that the Confict Management module had a large 

effect (d=1.07) on the objective knowledge of the respondents. The focus group members 

indcated that they learned more about conflict resolution, especially with regard to the confict. 

h a n h g  sryles that exist. 

1.07' ' 

7.1.2 The effect on subjective knowledge (Scale 2) 

I -  
-- 

0.339 0537 

Much inforrrratiun exists with regard to conflict management, but this module focused specifically 

on conflict h a n d h g  styles and the effect that the different styles have on reladonshlps in the 

working enviironment. The respondents were definite that they gamed much subjective knowledge 

when the d-value (2.4) in terms of the co-variance analysis is taken into consideration. ' f i e  focus 

group members mentioned thac they had the relevant knowledge, but it was better comprehended 

and organised in their minds. 

7.1.3 The effect on attitudes (Scale 3) 

<.0001 

The attitude scde of the Conflict Management module was found to be an unreliable scde (CA = 
0.133), therefore, the inchidual items will be dscussed. There were no si,+.ficant differe~lces on 

the pre-tesc level, but the results of the paired t-tests within groups indicated a chffcrence in the 

pre-tesr and post- test measurerncnts of the experimental group and the control group showcd 

insignificant differences. 

- - - - 

0.631" 

Tile d-values o f  the individual items indicated a medium effect with regud to the respondents' 

attitude towards conficr management. The interpretation for this phcnornenon is that the scale 



&d not measure what it intended to, but it was on the right track. The exceptionally high d-value 

of  1.18 for the behaciour scale, supports viewpoints found in the Literature that a change in 

atcitude is not necessarily a prerequisite to change one's behaviour/intended behaviour. T h e  fvclls 

group members shared that conflict is part of everyday life. It can be a positive expcrictlce and 

that it should be managed, not ignored or controlled. After attending the module on conhct  

managemenr, they had a positive attitude towards resolving conflicts. 

7.L4 T h e  effect on behaviour (Scale 4) 

The large effect (Table 8, d = 1.18) that was measured with regard to conhcr management related 

behaviour should be seen as very positive. The respondents wdl most probably find themselves in 

challenging situations where dfferent conflict management/handhg styles will have to be 

applied. It \dl be expected of them ac all times to behave in a professionaI manner when 

confronted with such situations. The focus group members acknowledged that before the 

presentation of the Confict Management module, they tried to win conflict.s, took part in heated 

debates, etc. Now they listen to what the other party is saying, first think how others will respond 

when mahng certain comments and try to be cool-headed and positive. 

7.1.5 The long-term effect of the module 

From the focus group lscussions and the responses to inchvidual core questions (see Appendx 

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

b Impact  of the module 

The impact of the module on the attitudes and behaviour of recruits was still evident after seven 

months. They could s d  recall the dfferent confict handling styles and the different metaphors 

@king thc. conflict handling styles to certain animal behaviouts in confhct situations) that were 

used to dustrare them, as well as the role-plays that were undeaaken. These tools and methods 

re-enforced the positive outcome o f  constructive confict resolution and contributed to a change 

in their behaviour pattcms. 

b Effect on relationships 

The recruits mentioned consistently that dus module sharpened their general communication and 

especially listening s U s .  Appropriate and confident usage of communication s l d s  is crucial in 

doing thek work effectively as police officials as well as in maintaining personal relationships. 

b Effect on the individual 

According to the rccnuts, the module: 

o increased their self-confidence 

o improved personal motivation 

o increased job satisfaction 

o expanded knowledge on the self, life and its challenges 

u ensured a gream understandng of dfferent people and their habits and conduct. 
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From the responses of the focus group members it can be concluded that the Confhct 

Management module did have a long-term effect on the recruits' knowledge, attitude and 

beh.avi0u.r. There were also strong indcations that they integrated rhe new behaviour patterns 

into heir  daily functioning. 

7.2 THE EFFECT OF THE ASSERTIVENESS MODULE 

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

contained in Table 9. The implications of  each udl be discussed scpararely. 

TABLE 9: THE COVARIANCE-ANALYSIS FOR SCALES 1 - 4: ~SERTTTVENESS 

I Scale 2: Subjective howledge re aswrtiveness 1 512 1 1.101 1 0.465 1 <O.OOOl 1 2.367" 1~ 
. 

7.2.1 The effect on objective knowledge (Scale 1) 

S r n r  F 

Scale 1: Objective ktlowledge re assertiveness 

Scale 3: Attitude re asscrtiveoess 

Scde 4: Behaviour rc assertivcncss 

The concent and implications of the concept 'assertiveness' are usually regarded as abstract in 

nature and, therefore, difficult to exp1ai.n by a presenrcr. The large effect size of d=1 .I GB achieved 

with rhe objective knowledge scale (Scale 1) ~vould indicate that they succeeded in t h s  cask 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 nor rypical 

teactung format, the big increase in knowledge is somewhat unexpected. It  could indcate that 

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

n 

510 

The responses from the focus group members indicated chat the retention span especially of the 

inlplications of asseruvcriess was quite long. They could, for example, explain that as police 

officials one is expccted co take charge of a situ;ldon, but in an assertive and not aggressive 

manner. They also knew when to use assertiveness and how to do  it without mampulating others. 

DIFFERENCE 

U.421 

512 

51 0 

7.2.2 The effect on subjective knowledge (Scale 2) 

P- 
VALUE 

<O.I)OOl 

MSE 

0.363 

'The very large effect size achieved with Scale 2 (dz2.367) shows that the recruits drd nor only 

comprehend the factual information, bur also felt that they mastered rhe subject. During the 

focus group riiscussians ir was clear that the members clarified for themselves that assertiveness 

goes with responsibiliry and that they were equipped to iirilise their new knowledge and shlls. 

d- 
VALUE 

1.168'" 

0.293 

0.264 

0.331 

0.372 

<0.0001 

<O.OOOl 

0.882*" 

0.709* 



7.2.3 The effect on attitudes (Scale 3) 

Scale 3 produced a pracucal significant effect size of d 3 . 8 8 2  (see Table 9). This inchcates that 

the intervention changed [he recruits' attitudcs in a practical significant way. From rhe focus 

group sessions it was evident tha t  h s  change had become part of their frame of  rcfcrcr~cc 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 4 . 7 0 9  (see Table 9) that was produced by Scale 4 inrlicatcs 

that although the recruits had mastered the knowledge dimension and would strive to be more 

assertive, they d d  not master dl the sMs associated with this behaviour during training. This 

could, to some extent, be attributed the training milieu in whch they found themselves and the 

subordinate role that they were required to Mtil during their basic training. 

'They, however, found it more uncomplicated to put their asserriveness skills into practice once 

h e y  f ~ s h e d  their basic training at the trainjng institution. The €ocus group members inchcated 

that they were not using [he 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 chscussions also brought various other issues to h e  fore (see ilppendlx 6). Only 

some overall trends will, however, be highlighted. 

F Impact of being assertive 

The recruits experienced that being assertive has a positive impact on relations. EspeciaUy when 

dealing with difficult people, this tool helps them to be reasonable and professional. They also 

found chat being assertive builds their self-confidence. Therefore, the usage of assertiveness 

enables them to experience work, Life and people more positively. 

b Effect on knowledge, attitude and behaviour 

The recruits understood the difference benvcen passive, aggressive and assertive behaviour and 

the consequences of each of these styles. An assertive attitude and behaviour made them feel 

more professiond, helped them to express themselves in an aduIt manner and prevrnrcd thcm 

from violating the rights of others. 

If the results of the short-term efkct-measurements are combined with recruits' responscs during 

rhe focus group sessions it becomes evident that the Assertiveness module succeeded in its 

primary goal. This is, namely, to equip recruits with the knowledge, attitudcs and ~1611s that are 

necessary to be more assertive individuals. - f i c  value that rhey ascribed to rhs new 'cquipment', 

as well as chat produced by the Conflict Management module, 1\111 be covered next. 
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8. THE VALUE OF THE HUMAN RELATIONS COMPONENT 

The post- tes t ques tionnxhes rhat were adrmniscered to the experimental group contained 

addtional Likert-type questions thar were specifically aimed at determining what value the 

modules held for  the recruits. Wirh t h s  scale the respondents rated the overall value of a module 

m d  its constituent parts on a four-point scale that ranged &om: "Ir had no or lirtle value" to "Ir 

had a lot of value." The data that was collected including 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 

Both the scales were very reliable. They inhcaced 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 81 1 respondents 

viewed them as less valuable. The sheer number of responses in the above-average cacegories 

indicates that the knowledge, attlrude and behavioural components of the modules must havc 

been usehl to them. T h s  conclusion was confumed by the focus groups. 

hod 110 or It hid ~ / O I J )  I/ bud a601ove It hmi o lot a I 

Although the rZssertiveness module faired slightly berter than C o n k t  Management in the post- 

presentation evaluation, the focus group menhers 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 resolving confict, preparrng them for police work and encouraging them co look a t  a pocendal 

conflict situation from different perspectives/anglcs. illthough they indicated thar drey used the 

content of the Asscrtivcncss module in their daily conduct, ~t would sccm as rhough the more 

work relevant content of confict management was more valuable. 

Conflict Management 

,4ssemveness 

nueru~e 

9. TH.E RELEVANCE OF THE HUMAN RELATIONS COMPONENT 

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

reason for including Scale 6 was [he fact th.at a module could have a large effect on recruirs and be 

viewed as valuable, but if compared with other capacity-buildmg and general rmining modules, 

not necessarily deemed a major prio~ity. It was, therefore, necessary to asccrtaj-n whether or not 

the RVO modules were relevant to the professional and personal lives of the recruits. This 

measurement also formed pa.1-t of rhc rriangulation process. 

405 

'06 

405 
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hie t~(d/ue 

4 
(0.99%) 

1 
(0.25%) 

2.5 
(0.62%) 

o p e  uub~e 

1 1  
(2.7 2Yo) 

14 
(3.459'0) 

12.5 
(3.087'0) 

atxraqe U Q / I I ~  

127 
(31.36';)) 

120 
(23.56',;,) 

123.5 
(3O.4G0'n) 

of uuhte 

263 
(64.94%) 

271 
(66.75%) 

267 
(65.84Yo) 

0.865. 

0.872. 

0.868. 



The data generated by the scales, as well as their Ch, are contained in Table 11. 

TABLE lk THE RELEVANCE OF THE HUMAN RELATIONS COMPONENT: SCALE 6 

DULE 
SES 

The content of Table 11 indicates that the two modules' relevancy rating was even hgher than 

that of their value (see Table 10). Only 10 out of 810 respondents saw i t  as below average, while 

the combined above average ratings reached the 98.77% mark. 

The questions in the scale covered tvvo primary issues. It was the degree to whch the module 

would improve their job performance and the extent to which they would be able to u d s e  the 

(new) knowledge, attitudes and s M s  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 confict 

management more as a work-related tool and assertiveness more as a personal empowerment 

mechanism. Tkis tendency was affumed by the focus groups. The members indicated that the 

Conflict Management module prepared them for police work, whereas Assertiveness impacted on 

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

I 

10. THE INFLUENCE OF THE QUALITY OF THE PRESENTATIONS 

a 

0 936 

0.955 

0.945 

[CES AND RESPON 

Apart from h e  measurement of the duect effect of the module, it was also necessaql 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 ac different mining institutions by various social workers. tZ poorly 

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

The presentation evaluation quesuonnaire consisted of five sections, the f i s t  four of which 

representing a different subscde (see Table 5) each. Subscales 7.1 and 7.2 were used ro assess the 

presenters and focused both on their expertise and presentation slulls. These factors are, 

accordmg to Rooth (2000:89), essential for an effective presentation. S~ibscale 7.3 dealt with h e  

quality of the learning process and Subscale 6.4 with the context in which the presentation took 

place. Additional quesdons were added to the questionnaires and covered issues such as the 

length of the progmmme, the pace of the presentation and the balance between the 

communication of facts and group involvcment (see A?\ppct~dx 15). 
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Below crueroze 
re/evorce 

4 
(0.99%) 

3 
(0.74%) 

3.5 
(0.8 6O/o) 

- 
iub or M e  
re/e~~at~~.e 

2 
(0.49%) 

1 
(0.25%) 

1.5 
(0.37%) 

/ I  hue auernqe 
releuonce 

112 
(27.65%) 

108 
(26.60Yo) 

110 
(27.13%) 

- 
ConElict Management 

Asseruvcucss 

Average 

H.~$$I 
~~I~BQIII 'E  

28' 
(70.8G0/o) 

294 
(73.41°/o) 

290.5 
(71. MO/o) 

405 

406 

405.5 



She  vast majority of the respondents (85.37'0) regarded the presenters as very good/excellent 

with only 2.06% gving them a below-average rating (see i l p p e n k  15). Their presentations skills 

were rated even higher with 88.31% of the responses fal.ling in the very good/excel.lent category. 

An average of  less than 1% of the recruits gave the learning process a below-average rating. The 

presentation context d d ,  however, not fair as we1.l as the other elements. Although xn average of 

74.91% of the recruits gave it  a "very good" rating, a total of 3.54% saw i t  as either "average", 

"bad" or "vcty bad" (see A p p e n h ~  15). This could be attributed to the fact rhat some of the 

training institutions experienced logstical problcms that impacted negatively on their recn~irs' 

training. 

The above results indicate that the presenters were regarded as tughly skidled people who were 

abie to contribute to the successful presentation of t,he Self-Managemenr Programme and its 

modules. There were no  indications rhat the four issues that were covered had any s ipf icant  

negative impact on the outcomes of the modules. 

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

questionnaire. The results are summarisecl in Table 12. 

TABLE 12: THE RECRUITS' EVALUATION OF THE GENERAL E L E M E ~ s  OF THE 
PRESENTATION 

'nie pace and dle balance benveen presentations and group invotvcmrnt received excellent 

ratings. The lengrh of the modules, however, produced more of a mixed response ~vivlth 21.53*/0 of 

the respondents viewing it as too shorr and 10.63Yo as too long. T h s  spread can be attributed ro 

lfferences in the t h e  that it rakes different individuals to master a set piece of  work and is, as 

such, unavoidable. 

Xf talien as a whole, i t  can be concluded that the lcngth, pace and balance behveen prescnradons 

and group involvement suited the vast majority c,F h e  recruits. These three features, therefore, 

contributed positively to goal attzinment. 

QUESTION 

6. How will you rxrc 
the length of the 
module? 

7. How d you rate 
thc pace at whch 
thc module was 

presented? 

8. How will you rate 
the baboce between 
the presentation and 
group invol~.emenr? 
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2. 

11 wcii a 
litlie too l o q  

-- 77 

(6.49) 
Thepoce mu a 
Me roo slow 

2 
(0.590/0) 

A lilt.&- too much 
;im wru rpnl  on 
I ~ C  pre.~ent~'o~t 

3 
(0.88%) 

n 

339 

33D 

339 

1. 

I1 w u  mu&%, 
loo fonq 

14 
(4.1 3%) 

The pan wru 
 mu^%, lo JIOW 

0 

(0%) 

r t l~ch too muc1h 
hmt unrr Iprnl an 
the p~rsentutiion 

0 

(0%) 

3. 

The hrigfh 
wm j u ~ l  njhf 

230 
(67.89) 

Thcpun wru 
j u ~ f  nkhf 

290 
(85.55%) 

The ba/unre 
wm jurt n'sht 

285 
(81.07% ) 

4. 

If wu a 
kife too shod 

40 
(1 1.8%) 

The pace war a 
Ltfie too fur 

32 
(9.44%) 

A l i /k  loo mwch 
lime was spent on 
group inr~ohmenl 

15 
( 3.42"!0) 

5. I 
I f  was n r ~ ~ h  

loo ~ h w t  

33 
(9.73%) 

Tbcpuct war 
much f w  /asl 

'1 5 
(4.4 2%) 

Much too mu&+ 
time wm @A/ 

orr g m q  
invofuemc n~ 

36 
(1 0.62'/0) 



11. THE PRESENTERS' EVALUATION OF THE HUMAN RELATIONS 
COMPONENT 

The presentcr's evaluation questionnaire, which was similar to t.he presentation evaluation 

questionna.ue tbar was cornplcted by recruits, enabled presenters to evaluate their own experuse 

and presentation skills, as well as the 1ea.tning process and the lea.rn.ing concern, the relevance of 

h e  modules and some of the modules' general features. Eleven that presented the hvo modules 

completed the questionnaire. 

An average of 7.2 (65.45%) of the presenters thought rhcy were hghly cornperenr ro presenr the 

modules, 8.5 (77.27%) viewed their presentations skills as excellent and 7.2 (65.45%) assessed the 

learning process as bciilg very good/cscellent (see Appendix 16). None gave these thcee 

elements a below-average m z k .  A breakdown of the responses to individual questions inhcated 

that the presenters thought that: 

o they were knowledgeable on the content of the modules and abie to explain chfficult/abstract 

concepts 

o their enthusiasm contributed to keeping the recruits interested in the conrents of the modules 

n they could elicit sufficient participmt involvement, effectively udlise prescribed teachlg  

meda and that the recruits could clearly hear what the presenter was saying 

a they gave a clear overview of the content and objectives of the modules, ensured that the 

recruits ilnderstood the content before continuing and that they were able to communicate on 

the level that recruits could understand (see Appendu 16). 

The presenters' self-evaluation was in line with that of the recruits (see paragraph 10). They 

similarly also gave the presentation conrext a lower rating with 27.3% (3 respondents) viewing it 

as average or below average. This was attributed to unavailable or faulty reaclung media and 

classrooms that had insufficient ventiladon. 

The presenters were also given the o p p o m i t y  to evaluate the relevance of the modules. The 

res~dts arc sunmarised in Table 13. 

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

UESTIONS 
ND RESPONSES 

21. 'I'he modrlle srimulared the recruit's creative (1 G 
rhinking I (0%) I (0%) 1 (4555%) 1 (54.5%) 

22. The recruits will be able 1.0 apply tl-IC new 
knowledge and insight that they have 
gained in their jobs 
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23. 1 feel that the module will help participants 
do [.heir jobs berter 

0 
(O"/o) 

0 0 5 G 
(0?41) 

0 
(O0/o) 

4 
(jG.4'/;1) 

7 
(63.6%) 



All the presenters either agreed or strongly agreed with positive statements rtgardmg the modules' 

relevance. They, therefore, c o n h e d  that the recruits wd be able to apply the new knowledge 

and insight they have gained in their job siruation and privatc lives, that it will enable them to do 

theu jobs better and to cope better with life's challenges. Elowever, their evaluations tended to be 

much lower rhan that of the recruits (see Table 11). T h ~ s  would indicate that the presenters 

underestimated the relevance that the modules had for the recruits. 

The presenters also had the oppormnity to evaluate dle general features of the modules and thcir 

presentation. The results are contained in Table 14. 

24. The recmirs mill be able to apply the new 
knowledge and iusight that they have 
g h e d  in their daily Lives. 

25. I feel that the module will help recruits to 
cope better with the challenges of life. 

Average 

TABLE 14: THE PRESENTERS' EVALUATION OF THE GENERAL ELEMENTS OF T H E  
PRESENTATION 

0 

(0%) 

0 
(OYo) 

0 
(0%) 

0 
(oO/o) 

0 
(OYO) 

0 
(O?/o) 

Only the presenters' evaiuadon of the pace of the presentations d f k r c d  markedly from that OF 
the recruits because four (40%) as opposed to 13.g0/o of the recruirs felt that the pace was either a 

Little or much too fast (see Table 12). T h s  dfference can be attdbuted to one or a combination 

of two factors. The &st  is that the presenters underestimated the recruits' abllity to cope with the 

pace a t  which the modules had to be covered. Secondly, the research questionnaires took some 

additional time to complete and placed pressu-re on the presenters to cover the modules' conrenc 

in a shorter h e  than was oripal ly allocated. Within the context of the whole propranme 

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

5 
(45.50/0) 

5 
(45.5Y0) 

4.8 
(43.6Yo) 

The presenters were also given the opporn~niry to evaluate each of the modules separately (see 

Appendx 14). The results for Conflicr Management and Assertiveness will be discussed 
scpararely. 

6 
(54..!i0/o) 

6 
(54.5Y0) 

6.2 
(56.4Yo) 

QUESTION 

6. How will you rate 
thc lcngth of rhe 
module? 

7. How wLU you rate 
the pace at which 
you had to present 
dlc modide? 

8. How wrll you rate 
the bahnce between 
the presentatiotl and 
group involvement? 

n 

11 

10 

1 1 

1. 

I/ ~vas /mcb 
loo long 

1 
(9.1 O/o) 

Thepace wnr 
much fo slow 

0 
(OO/o) 

MI& too much 
time war P I /  on 
[be pre~entudon 

0 
(0%) 

5. 

I/ IIJW m~fcb 
roo sbori 

1 
(9.1540) 

The puce ~uas 
mrrch tooJu/ 

1 
(1 OO/o) 

1M1a-h too much 
h e  wm @nt on 
,~VIIQ involwmenl 

0 
(0%) 

2. 

I t  ~vnr a 
M e  too long 

1 
(9.1%) 

The puce war u 
~ I I L  too slow 

1 
(I OO/o) 

A little too much 
time rvas spent on 
the presentuliot~ 

3 
(27.3%) 

3. 

T/36 Ltg~h 
wasjust 

Tjqbi 

5 
(45.5O/o) 
The pace 
warjN,st 
n fbt 

5 
(50%) 

The Buhnce 
r v a j ~ s t  

~ j ~ b t  
8 

(72.7Y0) 

4. 

IL ma.r o 
litfie roo 

shol-/ 

3 
(27.3%) 

The puce wm a 
lick 

roo fat 

3 
(3OYo) 

A little too mrrch 
lime urar Spetff otr 

,prozip invofwmen~ 

0 

(P/o) 



b Module 4: Conflict Management 

In order LO ascertain whether the Confict Managemenr module acheved its abjecdves, the 

presenters were asked to rate its overall value and relevance. The responses to the questions are 

contained in Table IS. 

TABLE 15: THE PRESENTERS' EVALUATION OF THE VALUE AND RELEVANCE OF THE 
CON-FLTCT MANAGE~IENT MODULE 

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 ll),  but tended to be lower. This could be intc-rpreted as another sign that the 

presenters underestimated the effect of  the modules h e y  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 ~na l~ - s i s  brought the following guidelines and 

ideas to the fore: 

o The content of the Conflict hianagement module should include a variety of experientiaI 

learning activities with specific reference to the five main confhct management 

shlcs/strategres. These activities ensure that recruits Farmliarize themselves with the effect 

of the srraregies 

u 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/disadvanmges of each strategy were avdable. 

' 

b Module 5: Assertiveness 

4. 
11 hafl u ht 

ua/.e 
6 

(Coo/,) 
3. 

Stfun& 

q p e  
6 

(GO"/o) 

H~~ would you race he overa/l of be 
Conflict Management module 

If all factors are taken into account, the 
Conflict hlanagement module d be 
relevant to the recruit's h u e  job and 
personal life 

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

surnmarised in Table 1 6. 

n 
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TABLE 16: THE PRESENTERS' EVALUATION OF THE VALUE AND RELEVANCE OF THE 
ASSERTIVENESS MODIU 

How would you rate the overall vulm of 
the Assertiveness module 

sertiveness module will be relevant 
the recruit's future job and personal 

The evaluation of the Assertiveness module produced virtually the same results as that of Confict 

Management as it indicated that the presenters had a tendency to unclerestimate the value and 

relevancy it had for the recruits. 

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

n The impact of the module will improve if additional reading material is made available to 

tbe recruits to read after hours. 

n 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. 

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

the effectiveness of the information, role-plays and explanations in their comments. 

l2. GENERAL RECOMMEEJDATIONS 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 (BPI'S) and its personnel should respect the time that is allocated specifically to the 

presentation of the Self-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 issues 

will be dealt with. These wiU 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 Contlict 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: 

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 

o 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. 

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 

Eollowing guidelines for their improvement: 

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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o 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 selected issues 

o Because of the expansion of the knowledge on whch the modules are based, they need to be 

updated continually 

a Thc Basic Training Learning Programme of the SAPS is updated annually. Thus implies that 

the Self-Management Programme of whlch 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 Confict Management and Assertiveness modules are effective, 

relevant and contribute significantly to positive work-related and personal hnctioning of SAPS 

recruits. This, firstly, implies that they should stay an integral part of the Self-Management 

Programme and that at least these two modulcs contribute sigruficantly to the SAPS Basic 

T'raimng Learning Programme's desired outcomes. Secondly, the success and assigned value of 

the modules imply that they could also be used in the broader ficld of occupational social work in 

South Africa and even abroad. Empowering personnel with conflict management and 

assertiveness skills not only benefit each employee, but the employer as well. 
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ARTICLE 3 

Williams, H M & Weyers, M L 

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

iMr H 144 IK'ilLams is a sodn~orker clt the Sozcth Afn'c(jn l'ohe Service and Prof M I, IVyerr is an a~'so~fateprofe.rsor ut 
the S~hool@r Psyhosocial BeI7a~ioaral S~iences: Social IYork Dir~isio~z. North- lFW Uniz1'er.ri2y: Pot~.hPtmom c;7mp11s 

' 

Background: Primari(y due to the success t/)at was ochiet~ed by die development and implementation o f  a set o j  

generic lJer.ronnel Copacip-Buildin~ Programmes Police .Tocia/ Ffork Services in the 1999-2003 era. the 

Natiorral Commis~-ioner of the S2P.Y gaue instntction in 2003 that this [ype of semice shouM also be extended to 

recruits. The result IW the development r$ the SetJ=hlanugemen/ Proxramnre /or SAPS  recmits. In 2004, a 

compreherzsiz)e J J ~ H ? ' ) ,  into thix programme's opera// effect and retrtnr on znr~e~.tmerr/ was launched. The er~alrtation o f  

the health maintenance component was one of the research pr~ects within t h i ~  stub. 

Aim: The pt2ina~ aim oj'the pmjert was to determine the short-term and long-term $elf of the Stress Management 

and Substance Dependen9 modzfles on the knowledqe, attitudes and behaviolir ofthe SAPS  recmits. 

Methods:  U J . ~  was made o f  an experimental design that was supplemented I?y a content a n a p s  and.focr4~- 'group 

interviervs. It inuo/f)ed on aueraxe of 364 experimen~algroup respondents, 1 19 contm/group members, 20 presenters 

and 41 foczts group members per modub. 

Results: The triunplation of the measurements that was prod~tced b_v the various scales J . ~ O W C ~  thnf both the 

modnler had a practical ~&n!f;~-ant short-term efecf on /he respondents' personal and pr!fissional lives. The foons 

group irrteruiew~. indicated that this @ect lasted for at /eat .seven months 4 e r  the initiulpresentatioinns. 

1. INTRODUCTION 

After t.he restn~cturing of the South African Police Service (SAPS) in 1996, Police Social Work 

Services (PSWS) had to align its intervention with the new focus and service delivery paradigm of 

the organisation, as well as the chan'ging needs of its personnel. This led to the development and 

widespread presentation of various generic capacity-building programmes. r\ comprehensive 

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

The success of  the generic programmes contributed to a 3003 decision by the National 

Commissioner that this type of service should also be extended to recruits. The result was the 

rlevelopment of the Self-Management Programme for Sr\PS recruits. In 2004, a comprehensive 

study into this pro,grgrammeJs overall effect and return on investment was launched. The 

evaluation of  the health maintenance component was one of the research projects within this 

study. 'Ihc background, nature and the results achieved with the measurement of its impact will 

be covered in this article. 



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 P r o p m e  used the original and 

well-proven I'ersonnel Capacity-Building Programmes (PCaBP's) as a baseline. Their content, 

structure and presentation was then ex~anded 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 separate 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 terns of 

using Brooks' taxonomy of Life skills (Brooks, 1984:359-381; Darden etal., 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 U F E  SKILLS (WHA SPECL4L FOCUS ON THEHEALTH 
~UUVTENANCE MODULES) 

- Module 2 
. 11____ :__  

---- -- 
elf- / 

solving 

.. 

The Self-Management Programme was presented for the first time in July 2004 at aU the Basic 

Training Provision Institutions (BTPI's) of the S!\PS. This occasion was used for the piloting of 

the Basic Training Laearning Progratnme as a whole, as well as that of the instn~ments that would 

be used the measure the effect of the Self-Management Programme. Mnor 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 allgnrnent to the recruits' frame of reference. The resultant 

structure of the fmal 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 &st necessq to review the structure of the overall Basic Training Learning 

Programme. This is provided in Table 1. 

TABLE 1: THE STRUCTURE AND CONTENT OF THE SAPS'S BASIC TRALNING LEARNING 
PROGRAMME 

Module 32: Lie Skills 
(&If-Management: Modules 2-6) M&le 35:  HIV and ADDS Awareness 

Module 33: Stress Mampnent 



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

practical 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. It 

includes the enhancement of the indtvidual's abilitv to cope with stress (Module 3.3/7) and 

substance dependency related issues PIodule 3.1/8). 

The specific god 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 identi@ alcoholism and 

othcr 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. 

- 

TABLE 2: THE THEMES AND PRESENTATION METHOD OF THE HEALTH MAINTENANCE 
MODULES: STRESS MANAGEMENT AND SUBSTANCE DEPENDENCY 

hldule 8.7: ;\ccident scene attendance 
XIodule 8.8: Sraternenrs 
Xlodule 8.9: Tracing techniques 
kiodule 8.10: Fie fiS11ting and hrsr aid 

hlorlde 8.1 1: Giving evidence 

Xlodde 9.3: Principles of policing 
hlodule 9.4: Crime prevention approaches and 
techniques 

hlodulr 10.3: Crowd management 
Xfodule 10.5: Pepper spny 
hlodule 10.6: More tactidv in pairs 

XIodule 8.1: Practical docket aciminisnation 
htodule 8.2: Investigative intervie\ving 
h fodule 8.3: Flints for investigations 
hiodule 8.4: Fierprints 

hlodule 8.5: Crime scene mnagement 
Module 8.6: Crime intelligence 
;\ lodule 9.1: ,-\ mandate for democratic 

policing 
hlodule 9.2: Detirung crime prevention 

hlodule 10.1: Physical control of suspects 
Xlodule 10.2 Use of a tirearrn 

,Xlodule 10.3: Use of Force 

T 

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

autcomcs will bc discussed ncxt. 

Tbeme 6 
Crime 
loves*adoo 

Theme 9: 
Crime Prevenhbn 

Tilterne 10: 
Fimess and 
Stmss Survival 
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SUBJECT I METHODS 

Module 7: Stress Management 

\Y,%at is stress esactlv - 
' 

\ma t  causes stress 

The physiology of stress 

Co~npiling your stress profile 

Trauma 

Strateges for thriving on stress 

1llust.ration and demonstration 

Crossworci puzzle 

Body dmwlng 

Checklists 

Small group discussion 

Drafting a personal stress management plan 

Module 8: Substance Dependency 

W h y  talk about substance abuse and dependency 

The effect of alcohol use on the individual 

Phases of alcohol dependency 

Treatment 

Stages of change 

Change agents 

Grolll' discussion 

Body drawing 

Case studics 

Group discussion 

Group discussion 

Question and answer session 



4. RESEARCH DESIGN AND PROCEDURE 

The main study targeted all the recruits that underwent their Basic Training Learning Programme 

at the lfferent SAPS Basic Training Provision Institutions (abbreviated as BTPI'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, attih~des 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 interventions 

o to measure both their short-term and long-term effect on the recruit's knowledge, attitudes 

and behaviour (I(AB) 

to determine the programmes return on investment (ROT) for die SAPS 

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

and the Self-Management Programme as a whole. 

4.2 -SEARCH DESIGN 

iZ 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 ui which focus groups were used to ascertain each of the modules' long-term 

effects. 

The research procedure itself can be divided into five phases. These are a literature study, the 

pilot study, the main empirical study, the foUow-up study and the completion of the research 

reports. 

4.3.1 Phase k Literature study 

The literahire study covered a variety of issues. These included the nature of stress ancl 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 Sr\PS documentation, books and journals of both 

South African and international origin, peer-reviewed articles on the Internet and various research 

reports from fields as &verse as human resource management, community policing, education, 

sociology and industrial psychology. 



The literature study made it possible to ascertain whether the modules7 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 (Greeff, 2002:306). Their recommendations were then utilised to 
halise 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 Phdlipi (Western Cape), one from Graaff-Reinet (Eastern 
Cape) and one from Chatsworth (Kwazulu-Natal). A total of 130 recruits completed the pre-test 
and post-test questionnaires and the data that was generated was subjected to a Ml statistical 
analysis. The results were then used to improve the reliability and vnlidity of the instruments and 
to prepare them for the main empirical study. 

Because the presentation evaluation questionnaire that was used in the previous Evaluah'on of 
Personnel Cqbukf~-bu~'Idng Pmgrmmes I (abbreviated as EPCaP1) study had proven to be very 

reliable and effective (Williams, 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. I t  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. 

4.33 Phase 3: Main study - measuement 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 3n' 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 dudng January of the same year. The 
data collected during these sesslons were the transcribed, analysed and interpreted (see Appendix 
7 & 8). 

Section 2: Tbe jomai  article^ 77 



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 hen  used to determine its retum 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. 

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 

remits 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 selection process, Basic Training Provision Institutions (BTPI's) was &st stratified 

according to geographical areas. This was used as a basis to randomly select (cf. Strydom & 

Venter, 2002:202; Welman & Kruger, 200353-54) f o u  platoons from the more northerly Pretoria 

BTPI, four from the southerly Oudtshoorn BTPI and four Gom 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) BTPIYs (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 I N ~ T I O N S  (THE HEXLTH~WALWENANCE 
STUDY ONLY) 



The selection process produced both es~erirnental and control groups whose race and gender 

profrles 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°/o 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) 

MODULE 7: STRESS MANAGEMENT 

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 nvo regions could be 

selected. Becausc of the qualitative nature of tlis part of the study, these deviations should not 
have had a marked impact on the final results. 

Total SAPS 
recruits 

Experimental 

Group 

Control 

Group 

Focus group 

MODULE 8: SUBSTANCE DEPENDENCY 

2833 
(66.670/0) 

202 
(58.38'/0) 

80 
(65.04% 

12 
(54.54%)) 

' 1 obi/> (z) fztq I U ~  ,III< !n lhc > J I I ~ / V ~  r r p t ~ n ~ / < f ~ / +  l/i,11 ~ ~ ~ m p / e l t  (1 / / I< fltf?:~ I!/; lhc t j : ~ ~  ~ / fof i r ; ,~~n 

3 10 
(7.29O/0) 

37 
(9.68Y0) 

12 
(lOO/o) 

3 
(13.63'/0) 

113 
(2.6j0/o) 

16 
(4.18'/0) 

I I 
(9.16%) 

1 
(4 53%) 

Total SAPS 
recn~its 

Experimental 

Group 

Control 

Group 

Focus group 

910 
(21.410/0) 

80 
(23.12'/0) 

14 
(1 1.38O/o) 

6 
(27.27') 

43 
(1.01 YO) 

3 

(1 .30°) 

2 
(1.66Y0) 

7833 
(66.67%) 

240 
(62.82%) 

77 
(64.16Y0) 

12 
(54.54%) 

310 

(7.29%) 

37 
(10.69W 

13 
(10.56%) 

3 
(13.63O/o) 

910 
(21.4 1 YO) 

79 
(20.68%) 

13 
(1 0.83%) 

6 
(27 27'0) 

3-U 
(0.47%) 

2 
(0.52'/0) 

2 
(1 .6G0/o) 

11.3 
(2.65Yo) 

16 
(4.624Y0) 

11 
(8.94%) 

1 
(4.54Yo) 

19 
(0 44'0) 

2 
(0.52O/0) 

3 
(2 50%) 

43 
(1.01Yo) 

6 
(1.73Y0) 

2 
(1.62O/o) 

1 
(0.02Yo) 

1 
(0.26%) 

(Ow 

- 1 - 1 -  

19 
(0.44%) 

3 
(0.86%) 

0 
(0°/0) 

70 
(0.470/0) 

2 
(0.57) 

3 
(2.43Yo) 

- 
43-49 

(10OU/o) 

382 
(10P/0) 

120 
(1000/0) 

22 

(100%) 

1 
(0.02%) 

0 
(OO/b) 

0 
(0%) 



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 u a z e  standardsed 

questionnzires/measuremcnt instruments in the research. Entirely new measurement instruments 

had to be developed and standardised. The resulrant scales and subscales generally had good 

reliablhty coefGcients and were able to measure change effectively (see Tables 8-12). 

Triangulauon was used to overcome minor deficiencies in the measurement instruments and to 

enrich the data. 

Hilton (2002) defines Lnangulation as " the combi.nation of two or more theories, data sources, 

methods or investigators in one study of a single phenomenon to converge on a single construct". 

' f i e  studv especially utitised the  so-called "intra-method" (Sarantakos, 1998:186) or "within 

method" ( ~ h m a n ,  2003) of triangulation. This e n d s  the use of multiple insthments to measure 

the same phenomenon. In this case, it focused on the eJect 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 espec~ally 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. 

The nature and content of the instruments that were used in the snidy will be chscussed in more 

detail nest. 
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4.5.1 Thc KAB q~icst ionnaires  

'l'he scalcs that focused o n  changcs in recruits' I<nowlcdgc, attitude and bchar:iour (KAI3) stiould 

be wricwcd as the primary ineasurernents (scc Xppcndiscs 11 & 12). 'I'hcy arc b;~scd on the 

pretnisc that human functioning can bc divided into three dimensions vix. the cognitive (thitlking), 

thc afictiw:c (feeling) :)and conativc O>ch:~vio~~r/doirik ('l'hornpson, 2002:svii). Various studies 

have shown that these djrncrlsioris are interrelated, but not necessarily linearly dependent. E;or 

example, a change in one dimension docs not nccess:lrily bring about a change in anothcr 

dimcn.;ic.)ti (c.3. an incrcasc in attitlidc docs not necessarily mean there will be a chatlgc in 

behsviour), o r  that si~ccessful change in one dimension (e.g. attitudes) is not necessarily a 

prcrcrluisitc for change in anothcr (e.g. behaviour) (L\kadc, 2001:238-332; F.lkincI, 199317; 

&lc(:ann & Sharkey, 1998:268-269). 'I'his phenomenon made it possible to develop indcpcrlden~ 

scalcs to mc:lsurc. thc changes that the modulcs brought about in each of these dia~ensions. 'l'wo 

scalcs were used to measure the ktlowledgc dimension. '1%e first dcalt nith so-called 'ol)jcctivc' 

lznon?lcdgc and bastc:~lly cntailcd a knowledge quiz. It would enable thc researcher to measure the 

incrcasc (if an);) j r ~ ,  a respondent's factual k~lowledge of the subject matter that wvas covcrcd in a 

module. 'T'hc sccond dcalt with the cstcnt t o  which thc respondents felt th;i~ the!: hacl beer1 

ernpowered by new knowledge. klence its depiction as 'subjective' in nature. 7'hesc four scalcs 

wcrc containcd in the firsr section of the I G \ R  qucstior1n:drcs and administered befort: and alter 

the prescntatiun of modulcs to the experimental group ancl sitnultaneously also to thc mctnbers of 

the control group. 

,\ second section was added to thc post-test clucstionnairc that was ach~linislercd to the 

cspcrimental group. It  cnabled them to evaluatc the overall value (Scale 5) and rclcvancc (Scalc 6) 

o f  thc Strcss hlanagcmcnt and Substance Ilcpcndcncy modules (see i\ppcncliscs 11 c9r 12). 

7 . h ~  structure, focus and number of questions corllaincd in the so-called IG\B .questionnaires are 

sumnlarixecl in Table 5. 

TABLE 5: COMPOSI'I'ION OF THE KAB QUESTIONNAIRES 

11 Section 1 1 Scnle 1 I Objective knowledge I 14 1 15 11 

SECTIONS SCALE FACETS THAT WERE I T NO- ] MEASURED 

Section 1 S c d e  2 Subjectix-c krlowledgc 14 12 

Section 1 Scale 3 .\rtitudes 7 13 

STRESS MANAGEMENT: 
NUMBER OF QClESrlONS 

I I I I 

Section 1 Scale 4 I3chaviour 12 1 1  I 
Section 2 

Scnle 5 

Scale 6 

\'aluc o f  thc modulc 

Kclevancc o f  thc modulc 

0 

12 

8 

13 



4.5.2 The Presentation Evaluation Questionnaire 

The members of the experimental groups also completed a prcscnlation evaluation questionnaire 

at the end of the Self-Management Programme. It was based on a clurstionnaire that w:~s 

si~ccessfully developed for the previous EI'(3a1'1 study (YVilliams, 2003:95) arld consisted of 23 

items (see t\ppcn&s 13). It was dlvided into five sections, the first four o f  which constituted the 

subscales that dealt with the presenters' abilities, their prcscntation skills, the learning process and 

the presentation context. 

'l'he stnlcturc, subscalcs, focus and number of qi~estions contained in thc prcscntation evaluation 

questionnilire are sutnmarised in Tablc 6. 

Section 2 Subscaie ZZ Evaluatio~l of thc prcscntcr's presentation skills 6 -10  11, 

TABLE 6: COMPOSITION OF THE PRESENTATION EVAI.UATION QIJESTIONNAIRES (SCALE 7) 
t 

Section 3 1 Srrbscde 7.3 1 Evalu.ntiun of the learning proccss I I -  11, 

SECTION 

Sectioti 1 

4.5.3 The Presenter's Evaluation Questionnairc 

SUBS 

Subscaie 7.1 

Section 4 

Section 5 

'l'he l'resenter's F.valuation Qucstionnairc was completed by the social workers who presented the 

modules. It provided them with the opportunity to cvaluale their own abilities and presentation 

skills, as well as the learnitlg process :ind prcscntation contcst. In addition, they had to evaluate 

the modulc's relevance and value and make written recot~unetldations on how thc modules and 

programme as a whole could be improved (see i\ppendix 11). The structure o f  thls cluesuonnaire 

is provicled in Tablc 7. 

FACETS THAT WERE COVERED QUESTIONS 

Eval~nnon of thc prcscnter 

TABLE 7: COMPOSITION OF THE PRESENI'ER'S EVAI~UATION QIJESTIONNAIRE 
- -- - 

Strbscale 7.4 

- 

Because the Presenter's E\raluation Questionn;iirc covered sotrle of the same ~ssucs or  conslrucls 

that arc dealt with in the l'resentat~on F7.valuation Questionnaire ancl secuon 3 of the I<,\IZ 

qucsuomaires, thc rcsultant data could 1 ~ .  tri :~ngi~lat~d. 

Evaluntion of the presentation contest 

General 

SECTIONS 

Section 1 

Section 2 

Section 3 

Section 4 

Section 5 

Section 6 

17-20 

21 - 23 

FACETS 'THAT =RE COVERED 

Presc-nter's \el[-asses\ment 

El aluatlon of the presenter's presentatlo11 p lulls 

Iiraluanon of thc learmg process 

Evaliiat~on of thc prcscntat~on contrxt 

t:\aluat~on of thc rclcvancc and v:~lue of thr progrnn~~.ne 

C;e~ier,~l 

1 

QUESTIONS 

1 - 5  

G -  l O  

1 1  -16 

17 -20 

21 - 25 

26 - 28 



4.5.4 T h e  focus group schedule 

:\ schedule was clcvelopccl for ~ h c  focus group sessions that were held approsimatcly sewn 

months after the initial presentation of the modules. It contaitlecl thc participants' identifying 

particulars. the introductory statement arld the cluestions rhat would be p ~ s c d  a11d disc~~sscd 

during the scssions. 7'hcsc covered three facets of a module's impact, namely the cstcrlt to which 

the stated outcomes were achieved, the relevance of the module and the long-term effect it had on 

the recruits' knowledge, attitude and bchaviour (see r\ppcndixcs 7 & 8). 

4.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS 

'l'he quantitative data that was produced by the me:lsuring instruments were analyscd in 

conjunction with the Statistical C:onsult;ltion Services of the North-West University, 

Potchcfstrootn Campus and with the aid of the SAS computer packagc (SI\S Iristitutc Inc., 1999). 

It included each 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 rc1i;lbility was dctcrrnincd by calculating its Cronbach alpha coefficient (abbreviated 

as 'Cronbach alphzi', Cr\ o r  simply "a") (Gravetter & Forzano, 2003:455). I\ score of 0.5 or 

higher was accepted as an appropriate reliability coefficient (cf. Jackson, 2003:87-91). i\ll the 

scales that were used in the rcsearch on the health ms~intenancc component complied with this 

criterion. 

4.6.2 Procedures followed to determine validity 

?'he re\-ic~v by the panel of experts and the pilot studies were used to determine the face, content 

and criteria validity of the questions and scales (cf. Creswell, 2003:137-138; Elrnes e l  rd., 200355- 

59; Jackson, 2003:44 15). 'The main study and its results, howcver, should be viewed as the most 

important step In t h ~ s  process. 

4.6.3 Procedures and formulas used for the calculation of change/effect 

X four-stcp procedure was followed to calcul~te the effect of' each of the sc;llcs. It ~ ~ s c d  Cohcn's 

formula for the calculation of effect sizes (Cohen, 1988:20-27; Steyn, 2000:l-3) as its rnairl 

for~nula and entailcd divicling the hffcrcncc bctwccn hvo averages (or ;lvcr;igcs o f  a given mean) 

by the st:~nd:ird dcviatic.)n (cf. Gravcttcr & Forzano, 2003:454). Xccorhng to Stcyn (2000:3), this 

is a natural criterion for drawing conclusions regarding significance. 

It was first necessary to determine whether the esperimetltal groups (group 'e3 and control 

qroups (group 'c') were mtnpurulde the start of the intervention pro'qammc. 'This was done 

by calculating and comparing the effect sizes (also known as Cohen's d-values) per scale of thc 

two groups' prc-test mc:\surcmcnts. A co-variance analysis was perforrrlcd to erisurc that thcrc 

were no significant differences (i.c. d > 0.5) 1)cnvcen the d-values on prc-test lcvcl. ;\I1 the scales 

cornpliecl witti this recluirenlerlt. 



'I'hc ncxt stcp cnt:~iled the calcul;~tion of changes that had occurred on a prc-test arld post-test 

basis in the experimental ancl control group .repuru/t?!~l. Thts \vas donc b y  means of paired t-tests. 

'I'hc results incbcated the growth that tool< place with the esperimcnt;~l groups, as well as the 

control group, if any. 

?'he table below Indicates the rcsul~s of the co\ arlatlce analys~s and the tables on thc t-test and 

palred t-test \\dl be reflected in the ,ippcn&ses (see ,\ppcn&xes 3 & 4). (lohen's (1-value was uscd 

111 all the staustical an:tlyses steps to dctertmne effcct. 

Oncc i t  was established that signiticant change hacl occurred, it was neccss:iry to ascertain whether 

there were any practical sic@ficant dlfferenccs helweell the prc-tests and post-tests scores of the 

experimental and cotnparison groups. To compute the c/.$)erencc per scale, the val~les of the 

prc-tests were corrcctcd in order to determine whether the experimental group gained more 

hriowlcdgc than the control group. (I:ohcn's formula for calculating the effect sizc lIe/zucc~~r hvo 

erolqs was then uscd. This formula is: ' . 

1l"here: 

d = effect size 

PI = average difference score in the experimental group (c) 

112 = average difference score in the comparison group (c) 

PI  - 112 = ctiffcrence bctwccn average d~fferencc 

PvISE = Incan sclilare error of the .INCOVX (Cohe~i, 1988: 20-27; Steyn, 2000:l-3) 

The following giidclincs were usecl to interpret the d-values that were produced: 

o d = 0.2 would itldicate a .sn~u// dii./, implying that the research should be rcpcated ill order to 

confirm whether there is an cffcct 

o d = 0.5 would indicate a met/i/~m I:/~?Pc/, implying that the result can be oielucd as significant, but 

also that better planned research could produce evcn more significant results 

cl = 0.8 would incticate a /ac;e cJe6.l which is ofprus.lii:u/ J&N{J;;IZINR. 

o 13ecaiisc there arc n o  at)soli~tc boundaries between the three d-values, concepts such as 'small 

to medium effcct' and 'large effect' can be used (Cohcn, 1969:22-23; Spatz, 2001 :74-75; Steyn, 

1999:3). 

The fourth step was to intcrprct the data that were gctleratcd b y  Scalcs 3, 6 and 7, thc gcncr;il 

cluestions and the focus groi1ps. 111 the case of clircct questions, dcscriptivc statistics such as 

totals, percentages and averages wcrc usecl. ;\ content analysis was donc on the rcsponscs 

produced by the focus group sesslotis. 



5. THE RELIABILITY OF THE MEASUREMENT INSTRUMENTS 

Because  he study dealt with a non-clitucal pol)iilation, a Cronbach alpha coefficient of c~20 .3  was 

viewed as an acccpt:lble reliabil~tp coefficient (cf. Jackson, 2003:87-91). 1\11 thc scales adhered to 

this reqwremcnt (see 'lablc 8) ancl could, thereforc, be used in the rest of the stuclp. 

TABI.E 8: CRONRACII ALPHA OF THE STRESS MANAGEMEN'I' AND SUBSTANCE 
DEPENDENCY MODULES 

SCALE 
I 

11 scale 5 I Iralue of thc motlule 1 0.81 a I 0.90 

Scale 2 

Scale 3 

Scale 4 

(1 Scale 6 I Kclev:ince of the module 1 0.95 a 1' 0.96 . 

FACET & QUESTION 

- 
P 

Scale 1 Objecuvc knowledge 0.76 

Subjective knowledge 

.\ttitudc. 

Rehar~loiir 

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

0.6.5 

Stress 
management 

- - 

Scale 7: Evaluation of the programme presentation 
-.. .... . . -  .. 

Subscalc 7.1 Evaluation of the programme prcscntation 0.7.5 0.75 

In  the provision and interpretation of the data that were gencr;~ted by the measurements, the 

effect of the Strcss I\/larlagement and Substance Dependency modules will bc dealt with separately. 

Only the results will bc provided in the applicable tables (detailed restilts of the covariancc 

analysis, t-tests and paired t-tcsts are conta~ncd in the r\ppcndises 3 & 4). Cohen's d-value was 

used in all the staustical analyses steps to dctcrnl~ne effect. 

Substance 
dependency 

0.95 rn 

0.54 rn 

0.91 a 

6.1 THE EFFECT OF THE STRESS MANAGEMENT MODULE 

0.94 

0.50 

0.60. 

-- - 
0.83 rn 

- - - - -.. - 

0.84 
- - -- 

0.74 rn 

The  overall net effect of the Strcss Matlagemcnt moclulc on the Itncnvlcdgc, attitude and 

behar~iour of recnlits is cotltaincd in ?'able 9. 

. Rrlii~hit. J . L ~ I / ~ :  a 2 0. i 

...... .- ....... -- 

0.83 
-. ... .- 

0.84. 
- -.. -. - - . - . . .  .- 

0.74 

..... .--. .. ............. .......... - ....... - ..... - - 
Subscale 7.2 F,\raluation of the prescntcr 

................... 

Subscale 7.3 
-- 

Subscale 7.4 

A-.. . . . .  ...... -- - . . . .  . 

Evaluation of the learning process 
. - .. ......... . - . 

Jivaluation of thc presentation contest 



TABLE 9: THE COVARIANCE-ANALYSIS FOR SCALES 1 - 4: S'I'RESS MANAGEMEN'I' 

'l'he p-values and d--values content of ' l ' ab le  9 inhcate  that the moclule had both a statistical and 

practic:il sign~ficarlt cffect o n  its rccipicnts. 'I'he implications o f  each o f  the measurements will bc 

dealt \\[I tl) separately. 

SCALE 

Scnlc 1: Ohjccti~c knowledge rc strcss mnnngctncnt 

Scalc 3: Subjccti\rc knoa;ledgc rc stress managcmcnt 

Scale 3: .\ttitnde re stress management 

Scale $: 13cha\:ionr re stress managcmcnt 

6.1.1 The effect on objective knowledge (Scale 1) 

'l 'he results o f  the covariarice anal\rsis and its d-value of 1.36 irldcatcd that or1 a short-term basis, 

the presentation of  the module increased the experimental group mernbers' factual kt~owledge of  

slress related issues by a sigiificant margin. 'l'he focus group members reaffirmed h i s  inip;~ct. 

T'hc:y found their new knowledge of  the ad.irantagcs and disadvantages of  stress, the eserciscs that 

will reduce stress, the strategies in dealuig with strcss arid thc cffcct o f  strcss especially v;lluable. 

** l'rtrcticol s;grl;/iccl?~~ e f i o :  tl 2 0.8 

n 

471 

47; 

370 

4'7 1 

6.1.2 The cffcct on subjcctivc knowledge (Scale 2) 

T h e  cl-.i:alue produced by Scale 2 was an esceptionall!; high d=2.99 (see ' l i b l e  9). 'l'his Implies 

that the members of  the cspcrimcntal groups had a strong feeling that they were e~npowcrcd  by 

the Icnowledgc content o f  the rnodulc. ' l 'he focus group menlbers mentioned that they were able 

t o  irl~errialise and il~ilise the hiowlt.dge that they had gairlcd. 'I'hcy grasped the csscnLc of  the 

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

DIFFERENCE 

0.566 

1.225 

0.635 

1.19 

6.1.3 The effect on attitudes (Scale 3) 

+ .  
Lhc module also had a large cffcct on  the recipient's attitudes towards strcss and strcss 

m;ln;lgcmcnt (Tal)lc 8, d=1.83). Thip would indlcatc. a big changc in the attitudes that existed 

I~cfhrc  the presetltation of  the module and is especially ~ m p o r t a n t  in the light of  the fact that 

police work is regarded as one  of  the most stressful occup;ltions. '['he mcn~l)crs  of  the focus 

groups affirrncd the changc iri attitudes. 'l'hc) mentiorled that they had a negative o i~t look on 

stress before the presentation o f  the moclulc, but aftenvards realisecl that it should be regardctl as 

a challenge and bc dealt with in a pos~tivc tnanncr. 

MSE 

0.362 

0.409 

0 . 7  

0.405 

P- 
VALUE 

"0.0001 

<:O.OOO 1 

<0.0001 

r0.0001 

d- 
VALUE 

1.S6' ' 

2.0Ov" 

1 83- ' 

2.40' ' 

I 

I 
I 
I 



6.1.4 T h e  effect on  bchaviour (Scale 4) 

From the large effect size of dx2.4 that was produced b y  the behariour sc;ilc, i t  was evident t h ~ t  

the Stress hIarlagerneilt module achieved its main aim, namely enabling recruits to draft ; ~ n d  

execute a pcrsonal stress management plan that was bascd on the ~le\\ily acquired stress 

management knowledge and skills. It also incfcatc:; that the recruits intended to apply the 

practical strcss m;Inagerncnt cxcrciscs. 'l'he majority of the focus group members indicated that 

they were still doing this more than stvcn months after the completion of the module. 

6.1.5 T h e  long-term effect of the module 

The rcsporises of the focus group members broughr varlouk trend.; in the long-term effect of the 

module to the for?. 'L'hese trends wll be chscusscd ;iccor&ng to the core quesuons that were 

co\.ct-cd In the sessions (see ,lppencLs 7). 

b Emotional, physical and  mental effect of stress 

Respondents shared with confidence their knowledge regarding the emotional, physical and 

mental effect of strcss. I'hey were able t o  idrntify thcir personal stress reactions and this 

linc:wledgc enabled themi to draw 1.1p a personal stress rrofile. 'l'hey coulcl also describe the nature 

of stress and the effect of too much o r  t o o  Ilttlc strcss on productivity. 

b Strategies and  techniques for cffectivc strcss management 

'l'his part of the module seemed to have had a particularly strong long-term effect. It was 

aplmen~ly due to its use of esperietltjal learning and focus on practical strategies and techniques 

to deal ulth stress. This exposure cn:iblcd them to compile a practical personal stress 

inanageinent plgn and the experience of the positive cffcct of :~ppropriate behaviour motivated 

thcni to pc:rscvcrc with this bcha\'iour in thc long-term. 

b Relevance of thc module 

'l'he focus group nietiibcrs a veq  lugh rate to the relevance of the  nodule. '1'111s was 

apparently due to the~r  pcrcepuon and probably practical espcrience of thc stressful nature of 

police work. 'I'hey also mentioned that thcu- ~mprovcd capacity to deal with stress i~nquest~otiably 

1n1p:lctcd positi\,cly on their job performance. 

b Knowledge, attitude and behaviour 

'Ihc rn;ljor~tj of  he respondents conhrmetl that they gained much knowlcdgc horn this modulc. 

'l 'he~r att~tude reprding stress management is positive and they are not reluctant to ~tnplement thc 

appropr~atc stratcgics ;ind tcchniclues. 



6.2 THE EFFECT OF THE SUBSTANCE DEPENDENCY MODLTLE 

The net effect of the Substances Dependency module on the knowledge, attitude and bch:~viour 

of recruits is contained in 'Ikblc 10. In the c:lsc of the knowledge dimension, both measurements 

wcrc at the practical significarlt level (i.e. d >0.8), whereas the measurement of attitudes fell in the 

mediurn to large category (i.e. d=  0. i  - 0.79). The implications of each of these measurements 

will be dealt with separately. 

6.2.1 The effect on objective knowledge (Scale 1) 

SCALE 

Scale 1 : Oblecttve knowledge re substance dependency 

Scale 2 Subjective knowledge re substance 
dependency 

Scale 3 -\ttltude rt. su11st:incc dependenc) 

Scale 4: Rehavlour re sul~starice dependency 

'l'he restilts of the covariance analysis inchcatcd that the Substance Dependency moclule had a very 

large effect (d=2.6) on the objective knowledge o f  the respondents of the cspcrirnerltal group. 

Thc fi)cus grc>up rnenlbers also mentioned that they p ined  much morr new linowlcdgc with 

regard to the physical and psychological effect of alcohol abuse. ?l'heir kno~vlcdgc of thc 

dfferencc bctwccn legal, illegal and prescriytiotl d n ~ g s  also increased significantly. 

6.2.2 The effect on subjective knowledge (Scale 2) 

n 

503 

503 

50 1 

501 

The d-value produced by the subjective Iznowleclgc: scalc was csceptionall!~ high (?'able 10, 

dz3.04). This irnplics that the recruits who unclenvcnt the training were convinced that it had 

crnpowcrcd them with knowledge that they had not possessed I>eforc. I t  transpired frorn 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 knowvledge will be 

crucial when dealing with criminal cases where substance dcpendcncy/al>usc/misuse are i~lrrolved. 

6.2.3 T h e  effect on attitudes (Scale 3) 

DIFFERENCE 

0 885 

1.287 

0.288 

0.180 

'The effect of the module on the recniits' attinides fell in the mcclium t o  large range (d=0.71). i\n 

analysis of the data on which this result is based indicated that a substantial numl)cr of 

respondents already had an appropriate attitude before the start of the module and that thcir 

attilildes could, therefore, not be changed by it. For others it brought about a significant change. 

From the focus group discussions i t  was clear that the modulc made them much more cautious of 

usin!; substances because they hccanie acutely aware of thc ncgati\;e cifect that it corlld h a w  on 

their lives. 

MSE 

0.332 

0.423 

0321 

0.288 

P- 
VALUE 

< O  0001 

i 0  0001 

C0UC)Ol 

<0.0001 

d- 
l VALUE 

2.6OY 

3.04" 

071'  

0..57* 



6.2.4 T h e  effect on  behaviour (Scale 4) 

l 'he Substance Dependency module is especially designed :IS an awareness creation and 

inti)rmation sharing instrument which focused mostly on the causes, effect and consecliicnccs of 

abusing substance. Its bchavioural change component is quite small (the tnodule is later followcd 

up with a generic substance dependency programme that fr~cuses more strongly on beh:ivioural 

change). Because of t h s  focus, thc mediutn effect o f  dz0.37 thnt was mc:lsurcd by thc beha\:iour 

scale was, therefore, not unexpected. From thc focus goups  it scerned as though the realisation 

that being intosic;itcd docs not solve problems or  improve lives tnotisrated the recn~its to changc 

their behaviour patterns permanently. 

6.2.5 T h e  long-term effect of the module 

The focus group dscussions also brought the folloxmng long-term in tluenccs and trends to the 

fore (scc ~\ppcndis  8 for more dct;uls). 

b Knowledge, attitude and behaviour 

'l'he discussions showed that, before the start of the module, not all respondents h e w  what effect 

the abuse of legal, illegal and prescriptive substances had on the functioning of people. It, 

therefore, itnpro.i~ed thuir 1;nowlcdgc 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. 

b Relevance of the module 

The group members viewed the niodi~le as relevant. It  especially cnablcd them to pcrsonalise the 

whole cliiesciotl of substance abuse. 'The new knowlcdgc and insights woulcl also itnprove thcir 

professional conduct and ability to assist community members. 

b General improvements 

'The module had one somewhat unexpected benefit. I t  made recruits awarc that they cannot 

afford to be intoxicated or have a hangover when coming to work. They now knew that this 

would impede thcir ability to render a professional police service to the cotnmuniq and coulcl also 

lead to a disciplinar!: hearing. 

7. THE VALUE OF THE HEALTH MAINTENANCE COMPONENT 

,- I he post-lest cliiestiorlrlaires that were adlninistcrcd to the experimental group contained a scale 

that was specificall!. designed to measure the v;~luc that the moclules held for rhc recruits. 'I'he 

data that was collected by h i s  scale, inclucling its Ci\/a, the number of rcspc)nses and their 

ccluivalcnt pcrccr1t;iges ;ire contailled in 'l'ablc I 1. 



TABLE 11: THE VALUE OF T H E  HEALTH MAINTENANCE COMPONENT (SCALE 5) 
I 1 I 

CHOICES AND RESPONSES 
MODULE 

1. hod ~ h o l r  I/ /iud o /of a 

6 7 1 266 
Stress Management 

-- 
(1.73'%>) (20 57%) (77 1 ()'/lr) 

7 H 280 
Substance Dependency 0 O( )s 

-- - 

Both the scales were very reliable. ?'hey indicated that, on average, 96.66'/;, of the recruits gave 

the modults an above average to a "lot of value" rating. Otlly 25 out of 720 (3.47%) respondents 

viewed them ;IS less valu;~ble. 'l'he sheer number of responses in the above-average categories 

indjcatcs that the knowlcdgc, atutude and beh:tvicural components of 111e n1odulcs rnust have 

l~eerl iusehul LO thern. l 'his conclusion was confirmed by L-he focus groups. 

'l'he Stress Management module faircd slightly better than the Substance Tlcpendc~lcy modulc in 

thc c.iral~uation. This can bc ascribcd to the recruits' tcnclcncy to see strcss as a personal issue and 

t o  rather vicw substance clcpcndcncy as a problem that would be experienced by "othcr people". 
'T'here was ;11so indlcauon that they were rrlore irlterlt to apply their ~icwly acclilirecl stress 

rnanagement I<non~lcclge :~nd skills in practice. 

8. THE RELEVANCE OF THE HEALTH MAINTENANCE 
COMPONENT 

.\ rclc\laticc scale was included in the r~leasurement package because of the fact that, although a 

module nligllt h ;~vc a l;~rg-c effect on recruits and be viewed as \.aluable, il would not necess>~rily be 

decmcd a rnajor priority a!tlcn comp;~rcd with othcr c:~l,acity-builclitlg :~tld general traitiitlg 

r~lodulcs. It was, therefore, necessary to dctcrrnirie whether the two tnod~ules were relcvatlt to the 

professional and personal lives of the recruits. This mc:isuremcnt also fi)rrncd part of the 

triangulation process. 

'I'hc results achieved \\-ith the relevance sc;ilcs ;Ire cont;~incd in 7';lblc 12. Hot11 sc;~lcs wcre ver)l 

rcli;~blc (i.c. a5 O.5). 

TABLE 12: THE RELEVANCE OF TIIE HEALTH MAINTENANCE COMPONEN'I' (SCALE 6) 

I MODULE 

Stress management 

Substance tlependency 

1 .5 3 70.5 781 
A ver~igc 3 .i 6 

342 

.37O 

(1.0Gm 

a 
CHOICES AND RESPONSES 

I! h ~ ~ i  N O  or 
h/i? ICI/I(P 

0.95. 
- 

I! /i(i/i L I ~ O ~ J C  

( I I ,P~,<<P i~!ih!t 
I! h(i0 /~e/ou 
/i~~eroqe  mih he 

2 
(0.5 -i1'/l,) 

11 ii110 ( I  101 
of I I~I /~!? 

3 
(0.8 1 "41) 

.i 0 
( I .5.9J0>c~) 

3C)6 
(82.70°,0) 
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'l'ablc 12 indicates that the nvo modules' relevancy rating was very high arld even higher than that 

of thcir value (see Tablc 11). The combined above average ratings reached the 98.73% mark and 

only 9 out of 712 respondents saw it :is below average. 

The questions in the scale covered two primary issues. It mas the clcgree to which the module 

would improvc thc rccriiits' job performance aild the extent to which they would be able to utilize 

the (new) knowledge, attitudes and skills in thcir daily lives (see ilppe~lciiv 7 & 8). Fro111 thc 

analysis of the data generated by the qucstiorls and the responses of the members of the focus 

broupsit tvould seem as though the Stress Management modulc is seen as both a work and 

personal empowerment tool. It would, accordng to them, help to prevent suicides and ensure 

resiliency in the type of work that police officials has to clo. 

Although the focus group nlelnbers were of the opinion that thc modulc on substance 

dcpcndency is relevant to a11 police personnel and woulcl eclu~p tlicm to clo the~r  jobs properly, 

there wcre strong ~nclicauons that they saw it more as a pcrsonal enrichment tool. It made them 

awarc of the dangers involvcd iri substance abuse and encouraged behav~oural change on this 

level. 

9. THE INFLUENCE OF THE QUALITY OF THE PRESENTATIONS 

Hecause the modules were presented under varying circumstances at dlffercnt Basic Training 

Provision Institutioris by various social workers, it was essential to measure the cluality of these 

presentations. Poorly presented modules would necessarily have impacted negatively on the 

extent to which the modules would have produced the desired outcomes. 

i\ presentation evaluatiotl questionnaire was developed to measure the quality of the 

presentations. It consisted of five sections. The first four represented a clifferent subscale (see 

Tablc 5) and dealt with the presenters' abilities anel presentation skills, the cluality o f  the Icarning 

process and influence of the contest within which the presentation took p1:icc. Aclclitional 

qucstions wcre addcd to the questionnaires and covered some general training related issues (see 

~ lppend i s  15) 

The vast majority of the respondents (85.37Oh) regarded the presenters as 'very good/exccllent', 

88.31°% evaluated thcir presentations skills o n  the s:lrne lcvel arid the Icarning process was rated as 

 IT^ good by 83.72"~ of the respondents (see ilppendis 15). l 'he prcscntation contest did, 

however, not fair as well. Although an average of 74.91'X) o f  the rccruils gave i t  :I ''very good" 

rating, a total of 3.54'/0 saw it as either "average", "bad" or "very bad" (see i\ppenclis 15). This 

was probably due to the fact that some of the Basic 'l'raining I'rovision Institutions experienced 

logistical problerns a11d that it had a negative itlfluencc on especially the availnbilit.!. of training 

inf;astnic~lrc. 



The prcscntation evaluation questionnaire contained thrce cluestions that dealt with the length of 

the module, the pace of the presentation and the balance behvecn the communication of facts and 

group involvement. The results are summarised in ?'able 13. 

TABLE 13: THE RECRUITS' EVALUATION OF THREE GENERAL ELEMENTS OF T H E  

PRESENTATION 

6. Flow will you rate 
the length of the 
rnodulc? 

7 .  t iow wdl you ratc 
the pact at which the 
module was 

prcscntcd? 

8. How will you ratc 
thc balance between 
thc prcscntation and 
group involvcmcnt? 

n 

339 

~llthough the pace of the prescntation and the balance bctwccn presentations ;mid group 

involvement rcccivcd csccllcnt ratings, the lcriglh of h e  moclules produced a more tniscd 

response. il total of 2l.5?i0/n respondents viewed it as too short and 10.63'Yo as too long ?'his can 

be attributed to diffcrcnccs in thc time that it takes Jlffcrcnt individuals to master a set piece of 

work and is, as such, unavoidable. 

339 

'She dxta procluced by the presentation evaluation questionnairc indicate that all the clcmcnls 

associated wit11 the presentation o f  rhc modules contributed positively to their goal att?' , ~nment. 

i\ny deficiencies that mighc exist in the modules' itnpacr can, therefore, not be attributed the 

prcscntations. 

1. 

I/  I V Z I . ~  rni?~./l too 

Lon4 

1 I 
(4.130io) 

Thr p(zzt wtl.,. 
r~1n~i5 to >./OIIJ 

10. THE PRESENTERS' EVALUATION OF THE HEALTH 
MAINTENANCE COMPONENT 

,IIYL.~ loo nrtcch 
tinle WIIS .ipnt or1 
the pre~~rntutinn 

The presenlcr's evaluation questionnairc was clevclopcd to cnablc them to cvaluatc their own 

expertise and prcscntation skills, :IS well ;IS the 1e;irning process, the !earning contest, thc rclcvancc 

of the ~nodulcs and some of' the rnodules' general feah~res. F:.lcve11 of  the 15 prcscnLers 

cornplcted the cluestiotlnairc. 

2. 

1 1 I I too 

10% 

22 
(6.49) 

h I I 1 

/iN/E loo J./OUJ 

'I'he questionnairc produced the follo\ving results: 

7.3 (GS.-+SOf'o) oT  he presenters thought they mere highly compcrcnt to prcscnl the module. 

'I'hc\ t h ~ ~ ~ g l ~ t  they wcre knowledgeable about the conrcnr of the modules, were able to cspla~n 

11 LttIe loo ~ I I I L ~ I  

time IULU .pen1 or1 
the pn.ientalion 

3. 

/er?glh W ~ I J .  

jllS( etht 

230 
(67.88"/0) 

rh r  pol.(. wti 
ljuf riqht 

. 
1 %r I~u(rrt~~.e 

wai ;l/.it 

4. 

1 J 1 I l o  
shor/ 

40 
(1 1.8%) 

'1 I J l r  1 

Lftb too /~IJ.! 

5. 

It iuir.i ntuf-h too 
.i/iurt 

33 
(9.73OA) 

The pnl-r ~b~ia  
rr1i1~11 too / > I . c ~  

/1 lirtlr too mul.li 
time wtrs .per/t 011 

,r(rmlp inuoh~ement 

.b1uL.h too rnt(i.h 
finzc UJU .#pent on 
gmtp i,rr,o(ren~t*n! 



diff icul t /a l )s~~ct  concepts and th;~t thcir cnth~isi:~sm contr ib~~tcd to\.varJs maintaining the 

recruits' irlterestcd in lhe subject matler 

o 8.3 (77.37'?6) viewed then presentations skills as escellcnt. 'l'hey tnanaged to prepare 

thoroughly for the presentxtion, coi~lcl erigage the p:rrticil>a~its and e f f e c t i ~ c l ~  utiliscd thc 

prcscribcd tcaching media 

o 7 2 (65.4.5'%,) assessed thc learning process as being v c n  good/csceIlerit. 'l7hcy p v r  a clcar 

overview of the content ant1 obiectivcs of the modules, made sure that the rccn~its understood 

an issue before moving on and were able to communicate on a level that the rccruits woulcl 

ilnderstand 

As in the case of the recruits (see paragraph 9), a number of prcsenters (3/27..3"/0) gave the 

presentation contest a lowcr rating o f  ";ivcragc" or "below average". 'lhis was attributecl to 

~lnavailable or iauity teaching meclia and classrooms that had insufficient ventilation (see 

i\ppendis 16). 

'l'hc presenters also had the opporluni1-y to evaluate the relevance of the rnodilles and programme. 

Thc results arc sunimariscd in Table 14. 

' ~ B L E  14: THE PRESENTERS' EVALUATION OF THE RELEVANCE OF THE PROGRAMME 

;Ill the prcscntcrs either :lgreecl or  strongly agreed with thc positivc statements rcg;lrding the 

rnodulcs' relevance. 'l'hey confirmed that the recruits would bc able to appl?' their ncwly gainctl 

I<nowlctlgc and insight in both thcir work environment ancl personal lives. Tt would cn;~blc thern 

t o  do their jobs better and to cope tnorc effectively with the challcrigcs [hat the!, would have to 

face. 1E the presenters' responses are comp:ircd with those of the recruits (see 'l'ablc 12), it woul(l 

seem as though they tcnded to undercstim;~te the relevance that lhc modules had lor tlic recruits. 

CHOICES AND RESPONSES 
QUESTIONS 

2 I .  T h e  nloclulc. stim~~lated the tralncc's crcativc thinking 

'Ihc prcscntcrs also had the opportun~t) to c.valuatc thc Icngth of the modules. the pace o i  the 

~~rcscntation and the b:h:lncc thnt was rna~ntaincd beh\.een thc presentanon of infi~rmatiori and 

22. l 'hc trainccs \viU bc ablc to apply the ncw knowledge 
and mssht that thcy havc gained in their jobs 

- 
23. 1 fcel that the module will help participants do tlicir 

jobs better 
-. - 

24. '1-hc trziinccs will be able to upply the new knowlrdge 
and insight that the!. have gairirtl ill their tlaily lives. 

35. T feel th;~t the rnotlule will help trainees to cope bcttcr 
with thc challer~ges of Mi:. 

0 
(O?/U) 

0 
(On,'o) 

0 

(nu/,) 

0 
(0'1. b) 
- 

0 
(OO/o) 

0 
(Onh) 

()  

(OYo) 

O 

(O(l/o> 

4 
(36.4*4)) 

7 

(63.6':'o) 

3 6 
(4.5..5'41) (.54..in/0) 

-- 
3 

(4.5. 5':'~)) 

3 

(45.5%) 

6 
((54. -5%) 

6 
(.34..5",<1) 



group ~~ ivo l \~cmer l t .  ?'he data that wcrc by the three questions arc swnrnariscd ~n l 'able 

15. 

TABLE 15: THE PRESENTERS' EVALUATION OF THREE GENERAL ELEMEN'I'S OF'I'HE 

PRESENTATION 

'l'he balance betwee11 the tune spent o n  the presentation arid group involvement obtalrlecl ;I 

b\lourablc rating. This was also in line with thc views o f  the recruits (see Table 13). As in the 

case of  the recruits, the evalt~ation of  tlie length of  the moclules also rrceived a ~nixecl response 

with five presenters (45.5'Yo) viewing it as appropriate, two thought it was too  long and four 

thought that it was too short. ' l 'he only big cliscrepancy related to the pace o f  the presc~itation. 

Four  (36.4%) presenters thought that it was to fast. This could indlcatc that the prcscntcrs 

underestimated the recn~i ts '  ability to cope wlth the pace at which the modules had to be covered. 

QUESTION 

6. How will you rate rhc 
length of the module? 

7 .  I Iow WLU yo11 rate the 
pace at whlch you had 
to present the 
moduic? 

S. I Iow will yo11 rate the 
balance I~etween the 
presentation and 
group involvcn~cnt? 

'l'he presenters were also given the opportu~ii ty to evaluate each of  the rnodules separately (see 

ilppcnclis 14). T h e  conclusions that could be drawn from their responses nil1 be  &scusscd next. 

b M o d u l e  7: S t r e s s  Management 

n 

I I 

11 

1 1 

T h e  prcscntcrs wcrc aslied to rate the overall value and relevance o f  the Strcss ILl;~nagcmcnt 

tnodule. ' l 'he results woulcl indicate to what extent it achievecl its objecti.ire in the view of  the 

prcscntcrs. 'I'hcir responses arc cont:~incd in ?'able 1 6 .  

TABLE 16: THE PRESENTER'S EVALUATION OF THE VAI.UE AND RELEVANCE OF T H E  STRESS 
MANAGEMENT MODIJLE 
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How would you rate tlie o~x,ni/l c/ir///e of the 
Stress ;\[anagemer~~ rnodule 

If  all are taken into account, the Stress 
Alanagetnent module w d  be relevant to 

thc tr;~ir~ees futlire job and personal lifc 
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(If the 1 I respondents, seven (63.63'/0) thought ~t had "a lot of value" whde four (36.36"4,) 

adjuclgcd ~t to be above average. In the case of rele\rancy, the spht was c~ght  (72.72°/~) and three 

(27.27U/o). 'I'hese responses could be ~nterpretecl as strong endorsemcllt of the module. It also 

correlated anth the reactions of the recruits (see Tables 11 and 12). 

The presenters were also provided with the opportunity to make recommetldations on how thc 

contcnt and presentation of the modulc could be improved. 'I'hcy sugqcstcd that morc in-depth 

information and discussions on trauma/traumatic stress disorder and strategies for thriving on 

stress should be included and that these strategies should be practiced in the workshop setting. 

b Module 8: Substance Dependency 

-. I he same questions were asked with rc<prd to Substance Tlcpendcncy and the summary of their 

results is cotltaitled in 'l'able 17. 

TABLE 17: THE PRESENTERS' EVALUATION OF 'I'HE VALUE AND RELEVANCE OF THE 
SUBSTANCE DEPENDENCY MODULE 

'There was very htlle Jlfference between the value and relevance ratirlg of the Stress Management 

ant1 Substance Dependency modules. Their resporises COLIIJ be seen as a corlfirrnation of the 

recruits' view that both n~odules should be seen as an essential part of the Self-Managcmcnt 

I'rogramme (cf. 'l'ables 1 l and 12). 

tIow would you ratc the autrdt uultlc of 
the .\ssertiveness module 

I f  all are taken into BCCOUII~, the 
.\ssertive!less module will be relevant to 

The  presenters made wrirten rccommcndations that the content of the module should be 

updated with the newcst available information on the nature and  "street names" o f  

substatlces ancl that the presentation should be 'beefed up' with more activities and physical 

esarnples of s~~bs t ances .  .l'he latter would bring recruits face to  face with the substances 

instead of  only information about them. 

b Recommendat ions for improvements to  the programme 

the trainees fi~ture job and personal life 11 

n 

11  

Provision was ;11so m:ldc for  written recommendations o n  how the contcnt and presentation of 

the overall Self-hlanagement I'rogramme could bc improved. In it  thc presenters only focuscd 011 

13asic 'I'raitling l'rovision Instit~itions (El'l'l's) and recommended that: 

n the 13'1'PT7s ant1 their pcrsonncl should rcspcct the time t h a ~  is speciGc;~ll!. allocated to the 

presentation of the Sclf-hlanagelnent Progra~nmc 

o thcy should preparc well in aclva~ice to provide the correct learning rrlaterial, training nids : ~ n d  

equipment 
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trnining co~lditiotis cc>uld be irnprovccl by. fix csamplc, fixing f a u l ~  air-contlitioningii and 

lights. 

11. FINDINGS AND IMPLICATIONS 

0 1 1 1 ~  thr most prominent issues will bc clcalt 1~1th  I~riefly in this d~scussion nf the ~esearch 

findings and their implica~ons. It \ i l l  focus on thc rcsearch dcs~gn a t ~ d  proccclure and the results 

that were ach~evcd w ~ t h  the n~easuremcnt 1tlstrumcrits. 

Uroc-hs's taxonomy of life slcills made an it~valual~lc cc~ntribution to the concept~~;~lisatic,n of the 

~.cs(>arci~. It pro\;icled the concept~~al fr;~rncwork that was lacking in the oiiginal dcsign of thc 

~~rograrnrnc and made it possil)lc ti) cluster individual moclules s.ccording LO set criteria. l h c  to 

thcir focus on bio-psychosocial health, the Strcss k1;lnagcmcnt and Substance Dependency 

modulcs were viewed as part of the health t-rraintenance compotlerit of life shlls. 

12 cornpanson bctwccn available literature and the content of both the modules showed that the 

latter was b ~ s e d  on a sound thcorctical footing. Their prcscntations also adhered to the pri~lciples 

of c.spcric.ntia1 and adult learning atld should, therefore, in theory, be able to aff(:ct rccipicnts in a 

tne;~ningful way. ?'he cstcnt to which they cxcecdt:cl In practice was measured with the help o f  a 

clilssical cspcrimcntal rcsearch design and the llse of inferential statistics. 'I'hvir long-term cffcct 

w:~s determined with the help o f  focus groups. 

From an analysis of thc data that wcrc generated by this nvo-fold process, it is possible to come to 

the following five main finclings: 

L 'l'he vast majority of the newly developed scalcs and subscales were reliable and able to 

measure cffcct successfully. 'l'his made it possible to come to substarlti\w conclusions 

rcgsrding the effect of thc nlodi~les on recrults ks~owlcdgc, :~ttitudcs ant1 l)chaviour, as well as 

thc factors that had :I posirivc and rlegativc influence on this process. 

D 'l'he data gcner;lted by the scales ;ittest to the fact that the two modulcs did inclccd have a 

practtcal significant short-tcrm cffect on the recruits' knowledge, attiluclcs and beha\~ioc~r. 

'l'his result, coupled with the triangul;~tion of the different mcasurcments, showed that i t  

enabled recn~its to fiunct~on more effectively on  both a personal ant1 profession;ll level. 

o l 'he extent LO which the short-term impact of the modulcs rxansl;~tcd into last-ing change was 

ascertained through focus group discussions. lCrorn these discussions it was concluded that 

most of the changes that were brought about by the modules were still in cffcct more than 

seven months after the con~pletion of the Self-hIanagcrncrlt Progr;lmmc. It can, therefore, I)c 

concluded that the intervention had a lasting efcect c)n its recipictlts. 

n 'T'hc bi~gc:st 1,cnetit that the recruits dcl-ivcd from thc Strcss ;LIanagcmcnt tnoclulc u ias  t h ~ t  i t  

changed their slrcss rcla~ed behavioi~r. 'l'hcy drew 111, :I pcrsori:~l stress m:lnagcmcnt- pl;lri :~nd  

the vast n1:ijority wns motiv:~trd c ~ f ~ d  t.rwhlecl r o  i~nplerncnt i t  in pr:~cticc%. 



o 'l'he Subst;~ncc Dcpcndcncp tnodule empotverecl the recruits \v~ttl ricw knowlcdgc  bout the 

nature and 1mp:lct of' substance abuse. r\lthough brhavioural change was not the pr1rn;iry airn 

of thc presentation, it did affect a number of the recipients' habits in a positive \\ray. This 

change should be cstcndcd and reinforced by a follow-up programme. 

12. GUIDELINES FOR T H E  IMPROVEMENT OF T H E  HEALTH 
MAINTENANCE MODULES 

Although the hvo modules could be viewed as succcssf~~l, thcy still have some shortconlings that 

should be rectified. ' lhe responses of both the recruits and presenters indicated th:~t they should 

inclucle tlie Sollo\virig: 

Some of thc content cspeclally of the Substance Dependency module 1s outd;~ted. It, as well 

as the Strcss hIariagemerit module, should be rcvicwcd and provided \vith the tlewe5t availablc 

data. ,-\ ctmtlar rcvlcw and upclaung process should be done aririi~ally to ensure that the 

contcnt and presentauon sta) s at the cutung edge of new dcvclopmcnts in thc field 

o ?'he coriterit ;~nd presentation of both modules can be f~lrthcr improved 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 

practicc 

o C:onsidcration should be given to thc possibility of  expanding the Substance Dependency 

modulc to also include a stronger focus on behavioural ctiange 

o ~\lthough tlie presenters succccdt.d very wcll in their task, thcy would benefit from further 

trainins in thc usc of esperiential learning methods. 'l'his niill ensure an even b e t t ~ r  service t o  

recruits. 

13. CONCLUDING REMARKS 

'l'he rneasurernetlt instruments and focus groups that were usecl in the research have shown that 

the Strcss bIanagcmcnt and Substance Dependency modules had :I significant short-term and 

long-term effect on recruits' personal and professional lives. This fulchng, coupled with die high 

valuc and relevancy rating accorded to the modules by the recipients and presenters indicates that 

the interve~ltions rnade a positive contribution to the attainment of the SAI'S Hasic ?'rainitlg 

Idearning I'rogramme's desired outcomes. 'l'liey mill thus help to ensure that new constables arc 

wcll ecli~ippcd to deal with the challenges that thcy will have to face in thcir service to South 

Africa. 
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ARTICLE 4 

T H E  RETURN O N  INVESTMENT (ROI) OF T H E  SAPS SELF- 
MANAGEMENT PROGRAMME: WITH SPECIAL REFERENCE TO ITS 
HUMAN RELATIONS AND HEALTH MAINTENANCE COMPONENTS 

ML Weyers, HM Williams & P Nuisamen 

I'roj',W I ,  Il5'fycr.r ir d /e~.///,ur in Socit~l Work 111 /he Sorlh- [tz'ts/ lini/~cr.ri!~ (IJo~~~l~ejit/aom C.umpi/.r) ~2nd h.11~ 1 1 
i\!I lP'i//icrmr untl Dr I' b-li/irumetr are so~.i~/l worker,. en/~lol,e~l by the Sot~th /'l/i-iri~n l'olict. .Service 

Background: 7;l)ere 1)a.s hren an in~.rt!r~j-er/ need both locu//y untl ~broud for socia/ worker..,- to 

demonstrate  he cffcctirxne.\s- and fficienly (!/' their .s~rr~i~.es. '1 7)ij- WCIJ- CJ/J-O /rite 111 the (.use ?/ t /~c I>u/ice 

Social IVork Ser/il.es. They not o ~ ~ l y  l~ud to proue I/ , ( / /  /he newly rlrl~elopetl .TelJ1Muttygt?merrt l'rqrommr 

erihonr.rd the re.silicn~.e (7nd profis.riotrul cowllz~ct of .r~wdetit c~ons~ub/es, 1l.u~ I ~ L I !  it (1Lt.0 rcpr~~se111~~1 N 

worthwl)i/e i~rr)e.ctmcnt for flte .South /.?fiii.un llo/ii~e .Serz,~ice(J:,41~S), '1 Xis led 10 o rct~rtr on i~lle.rtn/e~/ 

POI)  cirru!y.t.is u f t/)c pro~ramrnt. '/'he re.r/l/ks oj'  his somewha/ piotrcerit;? st~l~ly wi// be di.rc/~.nretl in t11ir 

urticle. 

Objectives: 7.0 metur f  the Se&kl~~nqqement Pro<grumme 3 rlptl/rt! on inrle.stment (KOI) .  73r focu.\- d l  

br on tht Progrutnmc 3 'Y~umun re/ution.r" and '%ealt/~ n/r/it/tennn~~e" comporrent~-. 

Method: The re.r///t.r of utr t$!i~;' me~r.r/fremrt// .s/~t!l! (see .A rticles 2 dw -3) were combirretl ~vitlt 

ot;p~~nis~rtionu/ c/atn and the fi'rrdir<q.r I$ r ~ r i o ~ ~ r  o~her S ~ N C J ~ ~ S  /O  ~'omple~e N ~ I  e.x'tet/si~e cotnpir/teri.red K O 1  

prqprumme cleueloped 1711 .. /\ileycr . et nl. (2003). It prod~/~.ecl the return on investment lvb@i.ient, 0.r well a t -  

the itrkruerrlion !.,- net pre.sent uu/zfe fiy VI')), pqbai%. period, inferno/ rute oJ'rt.tnrn (Im), /enrni~,u cost per 

rec~-z/il and cash flow statemen/. 

Results: ' I  Ze res/c//.r shou~ed thrrt thc "/)//tnatr re/utiott.r" und '%7ea/th mrrintrr~nnc.e" rr/ot////t's, NJ we// US 

/he Sc~iMorru<eme~rt I'ro~pramme ar a 12)hole hod a71 esceptiot~ully h<q/) reltlm on itir~esfme~t ~ o e / / i ~ ~ i e ~ / .  

7 -h~ .  filrdin,g, co~lpled with tile other meu.r/~rtmen~.r, inrlica~etl / h ~ l  /he projrurnme rvrrs rr /)u//~ub/c firrnrr~.ia/ 

(met Jor /he S:ll'S. 

1. INTRODUCTION 

'l'hc measuretnent of social worli intcrvcntions' rcturrl on invcstmcnt (ROI) especially in the: casc 

of South Africa is still in its infancy. In this regard, Llc 1'0s (3003:3HG) statcs that: " real 

cs;~mples of South 'ifsican cost-benefit analyses arc cstrcmcly difficult to find", while Orren 

(2004:ll-12) is of the opinion that there is a dire need for cost-benefit research in South Africa. 

In this articlc the results o f  a somcwhat pionccring study in this field, namely of  thc Police Social 

Work Scrvicc's Sell-hfanagemetlt Programme, \\ill bc discussed. 

~I'lie Self-Management Prograrmne (sometimes abbreviated with "S;\/n-"') consists of nine 

pcrsonncl capacic-building modulcs (1'Cal~I's) ntid is prcscntcd to South African Policc Service 



(SAPS) recruits over a five day period during their initial induction training. This article's focus 

will be on the ROJ of the four modules that make up the human relations and health maintenance 

components of this programme. They are Contlict Management, rlssertiveness, Stress 

Management and Substance Dependency. The ROT of the other five modules wiU be included in 

the calculation of the S W s  overall ROI. 

Before the results of the calculation of the four modules' ROT can be presented, it is necessary to 

provide the assumptions on which all the calculations were based. This wiU be followed by an 

exposition of the research procedure, the calculated cost and benefits of the modules and the 

results achieved b!7 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. \Vithin the context of t h s  article, programme evaluation can be defined as the use of 

a set of (explicit or implicit) standards to assess the operation and/or the 0,w'corne.r of a social work 

service systematically (cf. De Vos, 2002:375; Ereiss, 1998:4). In terms of social work practice, the 

purposc 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 espected 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 evaluations, many of them interrelated or 

overlapping (Rankin, 2005:5-11). These include surnmative and formative evaluations, needs 

assessments, evaluability assessments, programme monitoring, outcome evaluation and efficicncy 

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 exyressed 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 rehlrn on investment POI) study can be viewed as an 

advanced form of cost-benefit analysis. 

In this overview, the focus will fxst be on the reasons why it was deemed necessary to undertake 

such an advanced form of cost-benefit analysis. The basic nature of ROI'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 

s o c d  work to demonstrate the effectiveness and efficiency of its programmes (cf. I-Iudson & 

Grinnell, 1989:691). More recently, Gabor ef nr! (3001:481) stressed that the profession has 

Section 2: The jor tn i t l  orticIe.r 101 



entered a new era in which only the best social service delivery programmes, that is ones that can 

demonstrate that they provide needed, ~isefiil 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. Ivlitchell, 2005:i-ii). i\n esception has been the Evaluation of 

Capacity-building Programmes 2 (EPCaP2) studv that was undertaken in collaboration with the 

South African Police Service's section: Police Social Work Services (abbreviated as PS\.iS). The 

reasons why this study included an ROI analysis can be found in the orpnisation's personnel 

expansion drive and the costs involved in this endeavour. 

In the Stratqic MUTI Jor the Sor/th AJn'cnn J3olice Scfzrice (2005-201 O), 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). 

Addtional allocations in the department's budget of R 1,6 bihon 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 approsimately 7 900 in the following hvo 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, inter ah :  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, 2005333-34,57). 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 recopises 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. 11 study of the modules' effect proved that 

they developed human capital (see Articles 2 & 3). To ascertain whether this contribution 

represcnted a cost-effective investment, required the calculation of the modules' and SMP's ROI. 

There are five more specific reasons why it was necessary to measure the Self-Management 

Programme's ROT. They are the following: 

The programme and its constituent modules are brand new and still unproven pro-active 

intervention by the Police Social Work Services (PSWS). This sectlon must, therefore, not 

only ascertain whether it was effcctive, but also whether it is worth the investment of time, 

money and manpower. If not, other strategies could and should be pursued. 

Drucker (in Meyer et al., 2003:5) states that: "If you can't measure it, you can't manage it!" 

The ROI measurement would enable the PSLVS to manage the programme much more 

effectively by, for example, cutting down o n  unnecessary or unproducrive costs and 

optimising available resources. 



Measuring the intervention's return on investment will also enable the PSWS to comply 

with its accountability responsibthty. It wiIl, 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?' 

The espansion of the Si\PS7s 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 ROI'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 t h s  study, it was 

decided rather to make use of the more advanced 'return on investment' (ROO 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 el  al. (20035)' Phillips (200218-21) and 

others be defined as the scientific measurement of the monetoy benefits obtained by an 

organisation over a specified period in return for a given investment in a service delivery 

programme. It is, in other words, the extent to whch the intervention's benefits (outputs) exceed 

its costs (inputs). The formula that is used in the calculation of a ROT 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 Promamme Benefits (benefits - costs) x 100 

Programme Costs 

Were :  

Net Programme benefit = Total benefits miniis costs 

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

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 mil l  

also be used in this article as part of the measuremcnt of the modules' 1x01. 

Because the Self-Management Programme forms an integrated whole, it was also necessary to 

measurc thc total programme's ROI. For this purpose, the findings of a study by Huisamen 

(2005:147-173) of the ROT 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 fa1 under each, are depicted in Diagram 1. 

DLAGRAM 1: COMPOSITION OF THE SELF-MANAGEMENT PROGRAM IN TERMS OF 
BROOKS'S TAXONOMY OF LIFE SKlLLS (WTH W E  FOCUS ON COMPONENT 1 & 2) 

vlodule 2: 
lanning o 

Goals 

ule 3: 
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.I..>-- / 
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inancial 
nagement 

2.4 THE BASIC ASSUMIYTIONS ON WHICH THE CALCULATION OF THE ROI 
W R E  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 complesities of the SAPS as a mega-organisadon and 

various other factors made it practically impossible to work with individual measurements when 

calculating the Programme's ROI. The only answer would be to estrapolate from trends that 

already esist in the orgatlisation and else\vhere and to d o  the calculations on the basis of  ccrtain 

assumptions. The assumptions that were used in the case of the four selected modules are 

summarised in Table 1. 



TABLE 1: BASIC ASSUMPTIONS ON WHICH CALCULATIONS OF THE MODULES' ROI WERE 
BASED 

o This assumption makes it possible to extrapolate and generalize the data p e g  
to existing perso~el to the new recruits as well 

than the organisation's norm, the dmct monetary and manpower costs involved in 

o The assumption implies that, on the whole, there ought not to be a marked 
difference between research hdmgs in other countries and the situation that 
would exist in the S1-IPS. It would, therefore, be possible to assume that if research 
in a foreign country shows that there is a link between a lack of problem-solving 
skills and financial problems, the same link will be found among SAPS p e r s o d  

Assumption 4 That it is possible to make use of indicator measurements in ROI 
o 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 
e-sent ofa problem. It could, for example, be assumed that the ratio of the types 
of misconduct addressed at disc iphq hearings to the total of heanngs 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 combiaed in one ROT 
measuremwt 
o In this exposition, 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. 

o Effective functioning wdl, in turn, enhance productivity and induce labour and 

3. THE RESEARCH OBJECTIVES, DESIGN AND PROCEDURE 

The calculation of the ConfIict Management, Assertiveness, Stress Management and Substance 

Dependency's ROI formed part of a comprehensive study of the effect of the Self-Management 

Propmme.  This research, entitled the 'EvaIxation of Personnel Cqban'tyBuiIdng Programmes 2 
(EPCaP2) study, dealt with two basic but interrelated issues. These were the efect of the 

programme and the ber~efits that were derived from this intervention. Only some of the mixin 

elements of this study will be discussed next. 



3.1 AIM AND 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 on& on the ROI facet of the research. It is, 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. 

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 
Programmes, the needs of the adult learner, effect measurement, ROI measurement and 
indicators of personnel bctioning. 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 n 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 

a d  used as a basis, where necessary, to reformulate the questionnaires. 
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3.3.3 Phase 3: The main study (short and long-term effect) 

The main empirical study took place from 21 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 

ilrticles 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 site (i.e. d- 

value). 

Follow-up, focus-group sessions were h e n  held in 12u'gust 2005. The sessions dealt mainly &th 

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 

KXB questiorulaire. 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 

er 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 ROT analyses covered three broad issues. These were the costs involved in the service, the 

benefits derived from it and the results that were acheved. The latter not only took the form of a 

return on investment POI) analysis, but also the calculation of the programme's net present value 

(NVP), its payback period, its internal rate of rehlrn (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 4 219 students. This 

sample is in line ivith the requirements set by Stoker (in S q d o m  Clr Venter, 2002:201). 

All the participants were selected on a stratified random basis (cf. Strydom, 1999:66,70). The 

experimental g o u p  was stratified accordng to geographical area. In it, four platoons were from 

the more southerly Oudtshoorn Basic Training Provision Institution (BPI ) ,  six platoons from 

the northerly Prctona and lakkalsdans BIT?)IYs and four platoons from the Bisho BTPI in the 

eastern part of the country. The control group was from the other three SrIPS RTPI's at Philippi, 

Graaff-Reinet and Chatsvorrh (the programme was presented to them a week afrcr that of the 



esperimental group). Of the fourteen presenters who presented dle programme to the selected 

platoons, eleven completed the Tresenter's evaluation questionnaire'. 

In addition to the experimental and control groups, c~ght focus groups consisting of a total of 91 
recruits were utilised to ascertain the long-term effect of the modules. ilvailability 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 3005, but were not necessarily respondents in the main empirical study. 

3.5 MEASURING INSTRUMENTS 

Three categories of measuring instruments, viz. the Kr\B questionnaires, a presentation evaluation 

questionnaire and a presenter's evaluation questionnaire were utilised during the research. 

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 cgroup to 

evaluate the value of each module. 

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. 

The presenter's evaluation questionnaire covered the same issues that were dealt within the 

presentation 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. Rryman, 2003; Hilton, 2002; 

Mark, 1996; Patton, 2002). 

3.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS 

The effects measurements were analysed in conjunction 1~1th 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 calculation of each scale's Cronbach alpha in 

order to determine their reliability (Gravetter & Fonano, 2003:455) and the use of the Cohen 

formula for the measurement of effect sizes (Cohen, 1988: 20-27; Steyn, 2000:l-3). 

In the case of the ROI measurements, use were made primarily of the comprehensive hficrosoft 

Excel based ROI framework and formulas that were developed by Meyer et  UL (2003). This was 

augmented by the views and formulas developed by various authors (cf. Dat-idove Pc Schroeder, 

1992:70-71; Goldwasser, 2001:82-88; Moonen, 2003:147-165), the results achieved with thc 

modules' effect measurements and the findtlgs 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. 



4. THE COST OF THE MODULES 

In order to calculate the cost involved in the development and presentation of the four selected 

modules, the expenditlu-e items were divided into five categories. These are the cost of the gap 

analysis, the design and development of  learning material, the facilitation costs, the assessment 

and evaluation costs and the f ~ e d  costs of  training. The input assumptions on wluch dl these 

calculations were based, are provided in LVorksheer 1. 

IONS OF THE FOUR MODULES 

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 in 

their field. The teams were gathered in a central location in Pretoria to desicp, develop and 

findise the programme. In this process, the organisation's existing Personnel Capacity-Building 

Programmes were used as a basis. 

INPUT ASSUMPTIONS K k s U  LTS 

2. Number of productive weeks per annum (7 

3. Number of productive hours per week 

The cost of some items (e.g. the presenter's cguidc) 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 stndy, the weights of the moclules were: blodule 

4 = 5%; blodule 5 = 5%; Module 7 = 20°/o and Module 8 = 20°/0. 
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YEAR 1 
(2004/05) 

8,5-38 

48 

30 

4. Annual orpnisational tumo'~~er per employee 

YEAR 2 
(2005/06) 

I 

a. Number of employees in the 
o p u ~ a t i o n a  

b. i h u a l  personnel budget of the 
organisation (4 

5. i\verage personnel cost per employee (5) 

6. C m t  interest rate 

7. Number of courses preseuted per m n m  

YEAR 3 
(2006/07) 

1 1 ,MK) 

152,857 

R 30,276,273,000 

R 131,198 

130,857 

R 24,572,903,000 

R 1 19,000 

Results 

5% 

2 

146,857 

R 27,275,922,000 

R 124,950 

8. The number of productive hours per 
employee per a l m m  are: 

9. The employee turnover per hour is: 

10. The employee cost per hour is: 

Notes: 
(1) Recnlits: 2004/5 = 2 intakes @ average of4269 pcr intake. 2005-7-007 = 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 3005-2010 Strategic Plan) from 3003-04 baselie of RIG 600 180 000 
(5) 2004-05 cost per employee of R119,000 at an estimated cost increase of 5% per annum 

1,920 

R 91 

R 62 

R 97 

R 65 

K 103 

K 68 



Because the recruits were Full-time students, it was not possible to use a loss of production time as 

a cost item. This ivill naturally tend to increase the modules' return on investment coefficient 

above and beyond that of workshops presented to full-time emplovees. 

4.1 THE COST OF T H E  GAP ANALYSES 

The "gap" in the gap analysis refers to the chfference between the recruits' competence levels 

before the start of the programme and the competency level required by  he or<pnisation of its 

permanent personnel (cf. Meyer el al ,  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 esisting personnel (see Table 1: Assumption 1). These 

levels were measured during the previous EPCaPl study. The results were justaposed \$lth the 

required profile of a resilient employee as formulated by Stutterheim and Weyers (20025). It 

entails that SrIPS personnel should exhibit social competencies, problem-solving skills, autonomy, 

a sense of purposc and future, and a sense of pride. The dfference behveen 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 that developed the modules. As a fwst step in this 

process, a summary of the results of the EPCaP1 study was presented to the task team members 

and its imphcations 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 

lormulate the content of the programme's modules in such a way that it would bridge the gaps 

that existed between the recruits' presumed competency Ievcls and that required by the 

orpnisauon. 

The costs involved in the cornpletion of the gap analyses are summarised in Worksheet 2. 

WORKSHEET 2: GAP ANALYSIS COST OF THE FOUR MODULES 

4.2 THE COST OF THE LEARNING MATERIAL 

\tunbcr of task tcanl 
members ulvolved 

b t i @  

Hours taken to do the 
gap analysis 

I Iotus taken to prepare 
the gap analysis 

Total LVJY $gut, ariab~x 

The cost of the learning material entailed the expenditure incurred in its design and development 

of the material, as well as its duplication. 'Ibe desi,gn and development was mostly done b y  the 
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4.3 THE COST OF THE PRESENTERS AND THE RECRUITS 

The nest category of espenditure was the cost of having the social workers present the Self- 

Management Programme to the recruits over a five day period. At the time of the study, the basic 

mining of recruits took place at seven SAPS Basic Training Provision Institutions (BPI'S). It 

involved 131 presenters and a total of 4249 recruits. The breakdown of BTP17s, presenters and 

recruits wvas the following: 

Pretoria: 55 presenters - 1978 recruits 

Oudtshoorn: 15 presenters - 374 recruits 

Bisho: 24 presenters - 783 recruits 

Graaff-Rcinet: 10 presenters - 347 recruits 

Chatsworth: 4 presenters - 143 recruits 

Philippi: 17 presenters - 455 recruits 

Jakkalsdans: 6 presenters - 169 recruits 

The cost of having the social workers present the modules entailed the following five items (see 

Worksheet 4): 

The hourly rate to run the module was calculated at R63. 

The accommodatio~-i cost of having 11 0 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. 

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 

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 

traveled by car. 

Other cost items included subsistence and meals. 

The only cost item that was included for recniits was their accommodation (see Worksheet 4). 

The module's weight was used to determine what percentage of their fised daily accommodation 

cost of R22.50 wvould be included. Because recruits only forrnally travel to and from 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 wvill increase from 8 538 in 2005 to 

11 000 in 2006 ancl2007. 

All the costs per module were calculated in terms of that module's weight (see \Vorksheet 4). 



WORKSHEET 4: FACILITATION AND RECRUIT COST OF THE FOUR MODULES 



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 Mhl their task 

(includng 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 

Assessors rate per hour R 62 R 62 R 62 R 62 

Preasesment - The 
average time it took the 

0.0028 * 0.0028 * 0.01 1 R 1 0.01 1 R1 
assessor to assess each 
e t  (1) 

Posr-assessment - The 
average time it took the 

0.003 a 0.003 * 0.012 R 1 0.01 2 R 1 
assessor to assess each 
recruit@ 

Moderators rate per hour R 62 R 62 R 62 R 62 

The average time it took 
the moderator to assess 0.0005 0,0005 L 0.001 8 * 0.001 8 * 
each recruit O 

TOM -= RI < R1 R2 R2 

The evaluation of the modules was done by the focus groups. The cost incurred is covered by 

Worksheet 6. It includes those of the four facilitators, the 93 group members and the two 

evaluators (researchers). 
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LTION COST OF TH! E FOUR 

1 
L MODULES 

4.5 THE FTXED COSTS 

ITEM 
(Ecw/uu~ions done Ly meam- 4f.m~- 

p z I / ,  ~es.t%n.r) 

Hourly rate of focus group 
facilitators who conducted the 
evaluation (I) 

Hours spent on focus groups (3 
plus hours spent on proccsslng 
and inteqremtion of focus group 
data @ 

Toto/ 

Because the Basic Training Provisioning Institutions (BTJ?I's) are the property of  the SAPS, the 

normal fixed cost associated with training such as the cost of floor space (cf. Meyer et  al,, 

2003:106-108) is not applicable to this R01 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 RlOO 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 

-411 fracnons are nornlal~sed ro nearcsr R1 or RO. .llrhough some costs arc too srnall to rctlect in rhc worksheet, 
they are large enougl~ to reflect In the final KO1 cdcidnr~ons and cash flow statemenr. 

Notes: 
(1) Includes hourly rate and travelling costs for 869 km. 
(2) Hours spent on foals groups: 192 hours (8 sesslons x 6 hours x 4 facilitators) +30,538 recruits (over 3 years) ?r 

module weight 
(3) 5 hoius per module s :! researchers - 30,538 recnvrs (over 3 years) x module weight 
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4.6 THE TO'TAL COSTS OF EACH MODULE 

r \ l l  thc data contained in \Vorlisheets 2 to 7, 2s we11 a< the asscsstncnt 2nd cvaluntion c o s ~ s  were 

used to calculate the total cost of cach modulc. ?'hc rcsul~s  arc conta~rled 111 '1 aide 2. 

TABLE 2: THE TOTAL COSTS OF EACH OF THE FIVE MODULES 



5. CALCULATING THE BENEFITS OF THE MODULES 

Rccausc the Sill's is a service organisation, it was r l o ~  possible to use direct income gerieracion or 

financ~al profit as a basis for the calculation of thc Self-3:lanagement Progrxmme's ROI. Instead, 

nvo othcr categories OF bencfits wcrc used. ?'hey are increases in productivity (in especially the 

cluality of sc~*ices) and labour and other cost savings that will be brought about by the 

~ Y , O ( ~ ~ ~ I C S .  

i hc re  are many d~f fe rcn~  ways In which the nature of pr-otl~~~:divig car1 bc defined. In a commercial 

settinp, it would be " the amount of output per unit of input (labour, equipment, ;lnd capital) 

(W'iklpedia, 2003j. In thc service sector it is most ofren dcfiried as  the ytlrrlity ofproci~ntio~r fror~i a 

set c:t inputs (I'urner ].,earning, 2005). I3uc to the contest \v~l.hit-t which the ca1cula:ion of the 

mod~lles' liOT took place, ancl in order to counteract ariy possible association with 

comni~rol;~lism, it was clecided rather to use 'q~uIi!y OJ'.serui~.~~' than productivity iis a clescriptor for 

the improvcn~cnts that coiild be brought aho~lt  by the inodulcs. In this case, it will bc sccn as the 
" addldon:il ou~pu t  (that) can be achievcd with the same lwei of effort" (Shcphcrd, 3005). 'l'his 

facer (of productivity is dealt with in J'e~,/iojr ./I of \Workshccc:s 82. and 8b. 

'1 here is, t~owever, also a second basic way jn which improved productivity car1 be defined. 'I'hat 

1s in tcrrns of r.os~ S Q V ~ ~ J J .  Such savings can be realizcd in any segment or function o f  a11 

orga121s;ltion (Shepherd, 2005). In the service sector, it  is usually rcalizecl in terms of personnel, 

operations and t h e  savings. Tlus face1 ot pruductivity is dealt with in .fec6ion R of tvorksheets $a 

and Hb. 

'191e factors thal could lcad to improvements in tlie quality of a service and to cost savings were 

llsed to develop a matrix of critcri:~. This matrix is provided in 'l'ablc 3. 



Tablc 3 contains the criteria that  any senrice organ~sation could use to calcula~e thc v;lluc o f  an 

intervcntion programme. It entails thc follo~ving: 

l 'he vertical axis contaitls the two categories of 'lmprovernents in the quality of services' and 

the 'labour ancl othcr cost savings'. 
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S 
unle reqrlireil to fill vacant 
pC'SlttOn5 

3: MATRIX OF QUALITY 
F 

OUTCOMES 

IMPROVEMENT A N D  COST-REDUCTION CKI'l'ERIA 

PERSONNEL OPERATIONS ('METHODS') AND 

('LABOUR') 

ltnproved nlor,~le 

Improved deca lon-mah~g  

Improved work beha\rlollr 

Tmprovcmcnt 1n employee 
qlla~iv of hfe and wellbemg 

H ~ g h  emploj cc mouvatior~ 

Improved soctal filncuomng 
and ?elf-esteem 

Rrtnforccd job secunc) 'lnd 
s~abllit\, at a.ork 

Improved job sausfacuon 

In-~proved teamwork, and 
supervisor nnil peer 
re la t lo~~\h~ps  

Iocrcascd orpmsatlonnl 
conmtnlen t 

Reducuon In thc ncgaux e 
effect of personal and family 
problems 

Kcduccd emplo)~ee turnover 

• Reduced rcplaccment costs 

Kccnutrnent costs 

Recluced t r a ~ g /  retralnlng 
cost 

~edi lccd a~>scntee~sm 

Rednced medical benefit 
cla~rns/ healthcare costs 

rn Reduced d~mljbty clauns 

Reduced aorkcrs 
cornpensatton cost5 
(mclu&ng: days of lost u:ork 
and "hght dutyu work) 

I Rt.di~ccd dlscharge5 

Iicduced earl! retirements 

Reduced damagc to 
employer's propert), frnutl, 
theft and embex/lemcnt 

TIME ('PRODUCTS') 

Improved job pcrforn~ance and 
worker productl~ it)- 

* Imp~ovcd resl3onlc to 
reque5ls 

rn Incrcase m the nun~bcr of 
rcquests handled 

Incrcascd umc spent on valuc- 
adchg  task? (e.g to resolve 
complaints/ process rcqucsts) 

Decrease ln rework/rcdo tune 

rn Dccrcasc m the number of errors 

Dccrcasc/clunmatlon o r  t:~rdmcss 

hlcerlng the social 
rcsponslbhty of the 
organlsatlon 

Benefit the 
commun~ty's overall 
well-be~ng 

rn Sa\-cd hvc5 and 
f a m l l s  

Increased custottlcr 
d~\\atisfactton . lkhmced corpor;lct' 
reputation and 
Irn,lge (intcrnal and 
external) 
Improved 
t~~anagernent-umon 

Rcducerl prorlucuon lost due to 
slcl\hess 

Kcduced production lost duc to 
slck leave 

rn Redi~ccd producuon lost due to 
visits to inedlcal pracutloners 

rn Reducctl productton lost due to ' gnevanccs 

Kcduced productwn lost duc to 
dlsclphnary actlons 

Reducecl productton lost due to 

confict and bullymg 

Kcduced product~on lost duc to 
~nappropr~atc use of supcnrlsors 
un-r e 

rn h'cgaux-c workflow 
Reduced prodi~cuon lost due to 
on-the-job acc~dents 

licduced producl~on lost duc to 

re1:ltlons 

Rcducuon of co- 
worker and 
supenrlson anuety 



'l'hc horizontal axis represents the three production factors, w-iz. personnel (i.c. 'labour'), 

operations ('methods') and time, and outcomes (i.c. 'products'). 

F.ach ficld includes examples of the measures that arc. available and could bc used in cnlcul;~ting 

ROI's. 

Notc should bc takcn of thc fact that a direct Rand value can only be assigned to some of these 

f:~ctors. 

'17ie waj7 in which the criteri:~ contained in 'I'ablc 3 could translate into actuallv improved quality 

of service and cost s;~vings in the SLIPS will bc d~scusscd nest. The exposition will also contain 

the general suppositions on which the calcul;~dons will be based. 

'I'he benefits and the ROT of each of the modules will be dealt with separately. rill these 

calculations wvill be based on the following general suppositions: 

That the total number of 148 970 pcrsonncl as stipulated in the 2004/05 ilnnual lieport of the 

SLIPS (2005:7) could be used as a basis for further calculations and the measurement of 

indicators. Although there has been a rn;lrkcd increase in pcrsonncl since t h a ~  date, i t  ought 

not to have a significant effect on the indicator measurements. 

'I'hat an avcragc of 8000 new recruits will undergo the Self-bfan;~gcmcnt trxining in 2004/5 

(the period covered it] this study) and that they will increase by 3000 a year from 2005/6 to 

3006/7, illthough this supposition represents at1 underestimation in terms of the SIZI'S 

strategic plan (SiII'S, 2005:22), it is in line with the general conservative approach that will be 

followed in the calculation of the modules' ROT. 

That there wvill be a general 10°/o 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. 

'I'hat the cost-items that arc not included in the calculation wvill, :it the least, compensate for any 

overlapping that might exist between the cost-items that will be used in the measurement. 

'].'hat the results of the effect measurements and especially thc valuc and relevance rating of 

modules (see Articles 2 8: 3) can be used as a basis for the calculation of benefits. 

?'hat the calculation of some inchviclual benefits could be flawed. 'l'hey do, however, indicate a 

trend and, if thc original calculations were done conservatively, would not produce skewed 

results. ,\ny small ovcrcstimation will be compensated for by the fact that it would be 

practic:~lly impossible to cover all possible indicators in the calculation of a modulc's bcncfits. 

'l'h:~t Module 5: i\ssertiveness hllfils an etiabling h~nction in the Self-hbnagcmcnt Progr:~rnmc. 

It, therefore, provides the knowledge, attitutles and bchaviour patterns  hat are a prerequisite 

for successful conflict management, stress matlagernent atid substance dependency awareness. 

'The consequence is that the benefits and 1101 of this module will not bc calculated. It's cost 

will, however, be itlcluded in the cnlculatiot~ of the Self-XIanagcmcnt l'rogr;~rnrnc's overall ROI 

(see Section 9). 



5.2 PERSONNEL SAVING 

Personnel is i~si~ally the highest cost itern on a scrvicc orglnisation's balance sheet. 'l'his is also 

the case in the SAPS (cf. S,\l-'S, 3005). If any fi~rnl of sa.iTings in terms of personnel can bc 

achieved by itnplementing an intenrention, it would obviously contribute to the improvement of 

the cost-output ratio of an organisation It shot~ld, thcrcforc, be includecl in the ROI analysis. 

In this study, the calculation of personnel cost saving will focus on the direct measurable costs 

involved. rise will, conse~~uently, be made of staff turnover as the main cost item. Tn this regard, 

it  \xa11 be accepted as a rule of thumb that the cost of rcplacitig a slillled employee is equal to 150%) 

of that indi.iid~~al's annual compensation (DhfI, 3001). 

5.3 TIME SAVING 

'l'inie savings deal with the monetary value of the time saved as a result of thc changed 

bchaviour of  the recruits aftcr having cotnpletcd the modulcs. In order to calculate ths ,  the 

average production tirrle that is lost due to ccr ta~r~ behavioural patterns and that could have been 

used for value adding activities will be costed. Thcsc calculations d l  include production losses due 

to absenteeism, sick leave, gricvancc procedures and conflict. 

In the literature, time savings are usually associatecl with somc form of dccrc;ise in ~~b.re~ltecim and 

prrscl,/r>t1im. 

In  order to calculatc u/~.sc~~tccism rcl;~ted savings, the avcragc number of days abscnt aftcr thc 

intenrention will be subtr;~ctecl from thc prc-intcrven~on absenteeism ratc (Orrcrl, 2004:Gj-66). 

Thls net number of days gained \ d l  then be multiplied by the avcragc daily cost of a staff tnctnbcr 

(inclu&r~g his/her salary and benefits). In lhis regard, the ernploycc c o s ~  represents thc value of 

the job of that employee to  the organisalion and can, therefore, be "... used as a gross estimate o f  

the cost to the company when thc cmplo),ec is absent" (IYoote et LZI: in Orrcri, 2004:GG). 

O n  average, it is csti~na~ecl that the hourly cost of absenteeism is equal to  130°/~ of a skilled 

cmploycc's hourly cost. 'l'he formula that was used to colne to this conclusion is the follotvi~ig: 

+ Cost of absenteeism = average hourly cost of employee s hours lost + 
lost supervisory tuiic handling absentccisrr~ (filling out papcnvork, 

etc.) x 

average hourly cost o f s u p c ~ i s o r  ( c t  DhlI, 3001). 

In order to calculate an organisatiotl's absenteeism rate, Uarncs-Slater & Ford (3004) suggest that 

the follonring forrn~11;l st~oulcl he used: 

Number of lost worklng tl;~vs due to absence 
,\bscntccism rate = Y 100 

Numbcr of personnel \: Number o f  workcl:~! s 



'I'resentecism' refers to the loss of procluctivily that occurs when einployees are at work but not 

fully functioning or when they arc working a t  less than their full cap:~city (H;~g\\icll, 2000:142). 

Presenteeism includes the production time that is lost when employees talk to external systems or 

collcagucs about their personal problems or  related issues. The cost of prcscntccism is calculated 

on the same basis as that of absenteeism. 

5.4 OPERATIONAL SAVINGS 

Direct operational savings .will entail any reducuon in neptive workflow that \all result from the 

itnprovcd functioning of personnel. 'The nature of these savings is module speclfic and dealt with 

u1 soi11c detail in the calculation of each module's bcncfits (scc L\'orkshccts $a & 8b). 

6. THE BENEFITS AND ROI OF THE CONFLICT AND STRESS 
MANAGEMENT MODULES 

In order to skearnline thc presentation and prevent the unnecessary duplication of data, the 

benefits and KO1 of two closely related modules ~vll l  be combined. They are Conflict 

hlanagement (module 3) and Stress Management (modulr 7). 

This section will cover three interlinked issues. 'l'hey are the modules' (a) benefits, @) return on 

investment (ROT), net present value (NPV), payback period, internal rate of return (IKK), learning 

cost per recrc~i~ and (c) 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. 

i ~mvmer r t s  in fhr q~~ul i ty oj'snvices (Section and lu/azrr and other cost snvi!<.s (Section B), arc dealt 

with in two separate sections of the benefits lvorkshcct (see YVorkshcct $2). Section i\ is sub- 

divided into thrcc variables viz. thc cspectecl number of recruits that woulci be affected (Variable 

I), the percentage improvement that could be cxpcctcd (Variable 2) and the estimated extent to 

which the improvement will tmnslate iriio an improved quality of service (Variable 3). In this 

contest "cluality of service" will especiallj~ encompass the ability to utilise opportunities, realize 

potential, process tasks efficiently and effectively and the prevention of re-tasking (cf. Lcc, 1997: 

33-38). 

'I'he summary of the module's bcncfits will first be providerl in Worksheet 8a. This will bc 

follo\vcd by an explanation of the grounds on which each variable's calculations were based. 



WORKSHEET 8 ~ :  THE COMBINED BENEFITS OF THE CONFLICT AND STRESS 
MANAGEMENT MODULES 

Total fa1 

Total va - 

proved 

5ow and 

BENEFITS DERIVED FROM 
MODUI,E 4: CONFLICT MANAGEMENT AND MODIJLE 7: STRESS MANAGEMENT 

other cos 

SECTION A: 
IMPROVEMENTS IN QUALI'IY OF SERVICE 

'I'otd nurnber ofrccnuts 8,538 (2005), 1 1,000 (2006) 
& 1 1,000 (2007) 

Total 

Variable 3: t'..sumaterl cktcnt to wtuch nlue ~ 1 1 1  
tral~slate mtc) actual unprovements UI qualtly of scnuc  

lue of the module (Sectiun A + Sk.ctiot 

Variable 1: 
Esmn:ltcd 90 of 
target ypup that 
w d  bc affected 

20" o 

-- 

4 N0'c 

Variable 2: 
A v e r a ~  (YO net 

\ ~ ; ~ l u ~  that \vd bc 
u&cd 

4 69% 

3 
Totaly-earlp*financial vdue of the im, Year 1 (2005) 

qzrality O ~ S ~ M C C  
R 230,919 

, K 9,523,200 R 10,475,510 R 1 1,523,072 
m e  spcnt on conflict -- 
Variable 9: l'rolccted Rand cquwalcnt ofconfl~cr 

11 4,641,000 K 5,10i,100 R 5,613,610 
(bulljsng) mduccd res~g-ilahons ;urnong rccl~utc 

Variable 10: Prolccted Kand eqwvalent of ncptrvc 
l i  3 14,300 R 235,630 R 259,182 

workflow that rcwlts from confict 

Variable 11: Calc~dahon of the net contnbunon of 
modulc~ 

9 / l / > e r r i p  k NPI tmptoven/ tn /  IN k N O I U / ~ ~ ~ ~ ~ ,  L / / I ~ [ u ~ ~ J  N N ~  
30 4 2'6 30 4 1 ' ~ ~  50.41" 

ht!h,1~1011r (L/l B) 

'3 F;~/ /n /n~r t lp~)z~e/~~~~qe (%) ~ o n / n b ~ / h o r t  //)ti/ f i l l3  I I U / /  
l0"d IO"0 

mukc to /(~bonr IIN// LO>/ JIIW/;?J 
1 OO/o 

. 

Sa\-tng/ 
ycar/ 
~ecnllt 

R 1,116 

R 1,116 

Year 2 (2006) 
< 

R 297,506 

R 13,723,480 

R 1 1,784,960 

R 1 10,622 

R 311,087 

SECTION B: 
L A B O U R  AND OTIIER COST SAVINGS PER YEAR 

Variable 4: Projectml Rmd cqun-dent of 
strcss/conflicr ~rltluced 5taff tunlover a n o n q t  rrecnllts 

Variable 5: Projected k ~ t l d  equlbalent of stress and 
con flict mdu~ccd s~ck le'lve 

Variable 6: l'rojectrd R ~ n d  eqiurrdcnt of strcs 
md~~ccd vls~ts to medral pracntloncr 

Variable 7: Prolectcd lbnd cquvdenr of confltct and 
stress mducecl pcvanccs by recmtc 

Year 3 (2007) 

R 297,506 

K 13,')95,878 

R 12,963,456 

I< 13 I ,684 

K 343,292 

R 1 1,366,800 
-- 

K 10.7 13,600 

R 100,565 

R 183,712 

Variable 8: I'rolectccl Rlnd cqimdcnt of managers 



6.1.1 Section A: Improvements in Quality of Service 

6.1.1.1 Variable 1: Estimated percentage of recruits that will be affected 

i\ comprehcnsivc study that was com~nissioncd by the Inter~iational 1,aborlr C>rganixntion and 

th:it covered various countries it~clutlitig i\ustralia, the US:\, the [?I< and the- b~uropeari Union 

found that between 25'yn and 30% of cmployces esperietlced stress and violence related illncsscs 

and health problems (Hoe1 tt (A, 2001:ll-1.1, 43-52). Other studics, including that of Gnbricl cUi 

T.iimatainen (2000) and T.ec (1997) have produccd similar results. Although the high incidence of 

stress and conflict related problems in the SII'S (see ilrticlcs 2 Kc 3) \vould prob;ibly place its 

personnel on the higher end of the scalc, it  was decjdcd to follow the conserva~i\~e route and limit 

the Li~pact rate t o  20%. 

6.L1.2 Variable 2: Average percentage net value ascribed to the intervention 

'I'hc study into the e fkc t  of the Conflict and Stress hlanagemerlt modules contained a scalc that 

dc;~lt exclusively with thc. contribudori that thcsc motlules will makc to the improvement in thc 

recruits' quality of service (scc Articles 2 8. 3). ?'he rcsult of these "Value of the module" scales 

(Scale 5) measurement could, thcrcfore, be iiscd in V:~r~ablt. 2: ";\verage 'A) net .rralue ascribed to 

thy intenlention". 'I'he formula that was used to arrive at a net average value rating of 46.9'!/0 is 

depictec-1 in Tablc 3. 

TABLE 4: TEIE VALKJE OF MODULE 4: CONFLIC'~ MANAGEMENT AND MODULE 7: STRESS 
MANAGEMENT 

II VAI.UE O F  MODULE 4: CONFLICT ~ ' ~ W A G E M E N T  AND MODULE 7: STRESS MANAGEMENT H 
I Module 4: Conflict Management I Middle uf scale ( Mean Net  O/O above average - 

The nct % above avcr;lgc value of 16.9O/0 (Table 4) was flirther hscounted by a factor of ten. Tt 

would, tlicrefore, imply that of the 20°/0 recruits who will experience serious stress and conflict 

related problems and viewed the modules as of great value, only one in ten would actually use 

thcse ascribed v;il~ics in their lives. 

Sralc 5 (l':lluc) 

Modl~le 7: Stress Management 

6.1.1.3 Variable 3: Estimated percentage contribution to improvement of quality 

Variable 3 is includcd in the c;ilculation of a module's monetary beliefits because not a11 the value 

tlcrivcd from the i~itcrvcntion would tiecess;~rily translfitc clirectl! into cluality Improvctncnts. I t  

also had to be relevant to the specific work cnl-irnnmcrll and the rccruits woulcl have t o  :ipldy the 

knowledge, attittitles and skills they have gainccl In their pcrxonal ancl work lives. 

2.5 

Middle of scale 

3.6 

Mean 

44. lo& 

Net  YO above average 



In the calculations, the result of the application of Scalc 6: "Rele\-atlce of the module" (scc ilrticle 

2) was used as a baseline. 'This came lo an ;nTcrage of 18.46O/0. This figure was f~urtller discounted 

by a factor of ten. It would, thcrcfore, imply that of the 2O0/o of recruits who will espcriencc 

serious strrss and contlict rclatcd prohlenls and the 3.69% of thcsc who \ x i 1 1  usc its potcnti:~l 

value, only one in ten would be able to convert this potential value into an actual improver1 qu;llity 

of service. This is well below the impact rate of betlvccn 10°h to 4flCyo that was me;~surcd by hlper 

(2002) for similar types of intenrentions but in line with the very conscrvativc approach that was 

followed in calcul;~ting the Self-hlanagcmcnt Progra~ntne's ROI. This approach is airncd at 

cnsurirlg that any form of rnisreprcscntation is avoided. 

TABLE 5: THE RELEVANCE OF MODULE 4: CONFLICT MANAGEMENT AND MODCJI,E 7: 
STRESS MANAGEMENT 

11 REI~EVANCE OF MODULE 4: CONFI,ICT MA%AGE&IEKI'I-\ND MODULE 7: STRESS MANA<;E~IENT 

11 Scale 6 (Rclcvancc) I 2.5 I 3.73 I 11 

Module 4: Conflict Management 

Scale 6 (Rclcvancc) 

Module 7: Stress Management 
7 

The results of thc application of v;lriablcs 1 to 3 indic;ttcd that the monetary value of 

improvements to the quality of scnrices \ d l  conle to: 

R 230,919 for 2005, 

R 397,506 for 2006 

R 297,506 for 2007 (scc Worlcsheet 8a) 

6.1.2 Section B: Labour and other cost savings 

Middle of scale 

2.5 

Middle of scale 

i i  total of seven vnri;lblcs or indicators were used to calculate potential lal~our :ind other cost 

savings. The procedure that was followed entailed the following: 

the i\nnual Keport of the SAI'S for 2004/200i (Srll'S, 2005) and, in some cases, thc 

2004/2005 Annual Keport of the Independent Complaints Directorate (ICD, 2005) was uscd 

t o  obtain data on thc personnel profile and trends in the S'll'S, 

avai1;tblc social indicators and research findings was thcn utilised to identify and categorise the 

potential negative impact that stress and cofltlct could have on ~ C C ~ L I I L S  ;lnd rhcir work 

environment, 

this ncgativr impact was thcn translated into rnonitory tcrms, and 

the savings that the moclules could bring about in expenditure on each of the particular fields 

was then calculated. 

Mean 

3.69 

Mean 

Net % above average 

47.56':'o 

Net '10 above avcrage 



6.1.2.1 Variable 4: Projected Rand equivalent of strcss/conflict induced staff turnover 
amongst recruits 

The baseline used i11 calculating the staff turnover costs for thc Srll'S was that 40'Y~ of crnploycc 

turnover (death and retiremetit excluded) is related to stress (Lee, 1997:33-38) and that the cost of 

rcplacing a skilled ernploycc is equal to 15C)'/o of that individual's annual co~npensation (Dh,IT, 

2001). ?'his conservative esti~nale is based on the formula that total cost of staff turnover is eqtld 

to: 

total separation costs (administrative and production loss) 

,b/~.r total replaccrnerlt costs (hiring cost and expenses) 

P///.r total trairllrlg costs (orientation, formal training ant1 trainers) 

p111.s net differential of performance between leavcr and replacement (former worker 

production minus new worker procluction). 

I11 calculating the SAPS'S cost of corltlct and strcss induced staff turnover, use was made of the 

data available in the organisation's ilnnual Report (Sr\l'S, 2005:166, Table 5.3). The results of the 

proccss as calci~latcd for 2004/3005 is cotltairied In Table 6. 

TABLE 6: PROJEC~ED COST OF CONFLICT AND STRESS INDUCED TURNOVER AMONGST 
RECRUITS 

6.1.2.2 Variable 5: Projected Rand equivalent of stress and conflict induced sick leave 

ITEM 

'Total st;~ff ttlrnovcr (dcath, retiremen( & rxpiry 
of contract cscludcd): 

Percent:tge of total workforce effected: 

'/%cn/brr: espectcd recn~it tllrnovcr per year: 

Espcctcd number of recruits that will lcavc duc 
to stress and conflict: 

I'crsonncl cost involved: 
. . 

Replaccmcnt cost: 

*. I he ~bsrnteeism costs that can be brought about by  fnctors other than the 'norm~l'  illnesses and 

pcrsonal circulnstanccs o f  personnel can be enortnous. ?'he following findings of Barnes-S1:lter 

and Forcl (2004), HSFIWS (2000), Gabriel and Liimataincn (3000) and t Ioel r l  r d ,  (2004) will be 

used as a basis in calculating the cost of stress and bullying induccd sick leave for the Sr\l'S: 

'I'hc ~bscnteeistn cost  of;^ stressed cmployec is 3 fi711t.r inore than avcragc a1,scncc for sick lenve 

Work incapacity due t o  strcss lasts 2.3 ritnes longer than for othcr illnesses 

011 average, lj'!h of the personnel of an organisation \\-ill be thc victuns of bullying. 'l'hese 

pcrsonncl will take seven more sick Icavc cl;~!rs than those \vho wcre not sick. 'Thercfi)rc, 

I~~illying induccd sick l e ~ v e  can I>(. r ~ l c ~ ~ l : ~ ~ c d  :IS: 1 J'Xr of workforce s 7 days s nveragc worlccr 

cost pcr hour. 

CAI.CULATION 

2967 t 148970 x 100 = 

1.9'/u of 8.538 recruits = 

4O0/,1 of thc 176 rccruits = 

70.4 recruits s average pcrsollncl 
cost o f  111 19000 = 

K 8 377 600 s 1 .50°i;, = 

RESULT 

2967 members 

1  YO 

163 rccnlits 

64.8 recruits 

R 7 711 200 

R11566 800 



'l'hc cost of confl~ct ;itid stress Induced sicli 1c:lvc w i l l  first be c~lc~11;ltcd scp;lratcly and then 

integrated (see 'T'ablo 7). 'l'he latter step is nccessltalcd by the b c t  that sorne o~rerhpping esists 

bctwccn these hvo phenomena. In the calcul:ltions, thc data in the S.\PS7s 3(104/5 ilnrlual Report 

(S:\I'S, 2005:173, Table 9.1) will Ijr used as a basis. 

T A ~ L E  7: PROJECTED COST OF STRESS A N D  BULLYING INDUCED SICK LEAVE BY RECRIJITS 

6.1.2.3 Variable 6: Projected Rand equivalent of stress induccd visits to  medical 
practitioner 

SECTION A: STRESS INDUCED SICK LEAVE 

Illness related abscntceism can take on other forms than simply sick leave. One  of the cost items 

that is often overlooked is ~ h c  time s1,ent by ernployccs away from work 1~cc;iusc of visits to a 

meclical practitioner. illper (2002) estimates thal 11 amounts to at leas1 four hours pcr worker per 

mcdical ccrtificatc. This finding \v;is corrc1:itcd with thc data in clic S,-\T'S Xnntlal Report (SAPS, 

2005:175, 'I'ablc 5).  1) 2nd the rcsults arc contaitied ill '1':ible 8. 

Average number of days that SAPS personnel 
were off for sick leave in 2004105 = 

Estimated average number of days for stress: 

Net increase above organisational average: 

Estimated number of recruits that. will suffer 
from excessive stress: 

More sick leavc of recruits than average: 

Cost of stress induccd sick leave: 

2.5 x 9 (organisational average) = 

22.5 - 9 days = 

8000 x 2.0% = 

1600 recruits x 10 days = 

21600 days x 8 hours x R62 
hourly cost = 

9 days ' I )  

22.5 days 

13.5 days 

1600 recruits 

2 1 600 days -- 

R 10 713 600 

SECTION B: BULLYING INDUCED SICK 
LEAVE 

- ' .  RESULT 

1200 rccruits 

8400 days 

R4 166 400 

R 10 713 600 

- - 
3JLATIOI 

hotc shuuld I)e mkcn of rhc hct tha~ only 'normal' sick Iciive w:ts used In the calculauons. 'l'ernpot.:it-y :~nd 
perm:tncnt disability leave, which averaged our at 63 days for affcctcd employccs (S.\PS, 2005:176, 'l:.tl,le 9.2), 
was left out  of the ecli~a~iun. 

Estimated number of recruits who will be the 
victims of bullying: 

Additional bullying induced sick leave that 
will be taken by thesc recruits: 

Cost of bullying induccd sick leave: 

PROJECTED C O S ' ~  

8000 x 15% = 

1200 recruits 7 days additional 
sick leave = 

8400 days x 8 hours x R62 hourly 
cost = 

Due to the partial overlapping of 
stress and bullying induced sick 
leave, only the highest amount 
will be used in the calculations 



TABLE 8: PROJECIED COST OF STRESS INDUCED VISITS T O  MEDICAL PRACTI'I'IONERS BY 

- - - -- 

RECRUITS 
- - -  

6.1.2.4 Variable 7: Projected Rand  equivalent of conflict and stress induced grievances 
by recruits 

ITEM 

Total number of days of sick leave taken by SAPS 
personnel in 2003104 = 

Sick leave as percentage of total days worked = 

Percentage of sick leave with medical certificate = 

Expected total number of days of sick lcave that the 
8000 recruits will take per year: 

Expectcd total nunlber of days of sick leave with 
medical certificate: 

Number of visits to a medical practitioner: 

Total cost of visits to medical practitioner: 2027 
visits x 4 hours per visit: 

Estimated cost of stress/conflict induced visits to 
medical practitioner: 

LL' 

Lee (1997) found that a singlc grievance costs an organisation at  1c;ist 80 hours in lost productivity 

by the worker and co-workers. It  is also estimated by Uarnes-SIatcr 2nd b'orcl (2004) that 50°/o of 

all grievances are causecl by conflict and stress. Thcsc finding were correlated with the data in die 

Sr\PS rlnnual Keport (SLIPS, 2003:183, ?';tblc 11.4) ancl the results are contained in ?'able 9. 

TABLE 9: PROJECTED COS'L' OF CONFI.ICT AND STRESS INDUCED GRIEVANCES BY RECRUITS 

"' Only 'normal' s~ck leave was used in the calculations. Temporary and pennanent disability leave totalled an 
additional 83,483 days off (SAPS, 2005:176, Table 9.2). 

CALCULATION 

- - - -- 

Total number of grievances lodged by SAPS 
personnel in 2004105 = 

RESULT 

907591.5 days"' 

1987 grievances r- 

1.1% 

86.4% 

Expected number of recruits that will be involved in 8000 , .43 % = 
grievances: 

1920000 total workdays per 
yearx 1 .I % expected total 
sick leave = 

The percentage of total workforce involved in 
grievances = 

1 14 recruits 

21,120 days 

I 

Estimated work hours that will be lost due to 1 14 .r 80 hours = 
grievances: 

1987 grievances +I48060 

I 91 59 hours 

21.120dayss86.4% = 

1.34 % 

18248 days 

Estimated cost of contlict and stress induced 
1 grievances: 

Cost of grievances: 

18248 days t 9 days 
average sick leave = 

2027 visits 

' 9152 s R62 = R 567 424 

8 I 10 hours x R62 personnel 
cost per hour= 

R502,824 

I 
R502,824 x 20% (stress 
rate) = 

R100 ,565  



6.1.2.5 Variable 8: Projected Rand equivalent of managers '  t ime spent  o n  conflict 

R:lrnes-Slater & Ford (2C)O-1) have found that 30°/0 o f  a typical managers timc is spent in dealing 

with contlict and conflict related issucs (e.g. conflicl, abscntccism and turnover). Duc to the fact 

that some o f  thc conflict relatcd issues h:~s already been taken into :Iccount in some of the othcr 

calculations, the expenditure in terms of manager's time will be scfiled down to only 10'Yo in this 

ROT measurement. ii managcrs spar1 of control usually statlcl a t  betwccn 4- 1O:l (Kobb~ns, 

19841 67). In thc following calculations, the latter span will be i~ scd  (scc Table 10) 

TABLE 10: PROJECTED COST OF MANAGERS' 'I IME SPENT O N  CONFLICT AND CONFLICT 
RELATED ISSUES INVOLVING RECRUITS 

6.1.2.6 Variable 9: Projected Rand equivalent of conflict (bullying) induced resignations 
a m o n g  recruits 

ITEM 

Estimated managers span of control re SAPS recruits= - - 
Total number of managers that will handle recruits: - 

Estimated work hours of the managers: 

Time that managers spend on conflict and conflict related 
issues: 

Cost, in terms of managers' time, in dealing with the 
recruits' conflict and conflict related issues: 

Hoe1 et LIL (2004) has found that 25% of those personnel who lcavc an organization do  so because 

of conflict and bullying. If this tindlng, and the fact that ~ h c  rcplaccments costs of an inbvidual is 

ccli~al to 150n/n of their annual cost (Rarncs-Slater & I:ord, 2001), is brought to bear or1 11ic SLIPS, 

the cost wll be K1,748,100 per annuni (see 'l'able 11) 

TABLE 11: PROTECTED COST OF CONFLICT INDIJCED RESIGNATIONS BY RECRTJITS 

CALCULATION 

8000x .I  = 
---- 

800 .x 48 weeks .K 40 
hours per week 

1536000s 10% = 

153600 a- R62 = 

- - 

Total staff turnover in terms of resignations in the 1979 members'" 

1979 + 148970'~' x 100 = 1.3% 

- 

R E S U L ~  

1 : 10 

800 managers -- 

1,536,000 
hours 

153,600 hours 

R9,523,200 

Therejbre: expccted recruit resignations per year: 

Expected number of recruits that will resign due 
to conflict: 

"' This total excludes dismissals due to misconduct (295). ir~efficiellcy (2) and ill health (227)(SAPS, 2005: 167). 
'2' SAPS (2005: 167). -- 

Personnel cost involved: 

Rcplacement cost: 

1.3% of 8000 recruits = 

25% x 104 recruits = 

104 recruits 

26 recruits 

26 recruits s average 
personnel cost of R 1 19000 = 

R 3,165,400,~ 150% = 

R3,094,000 

R4,64 1,000 



6.1.2.7 Variable 10: Projected Rand equivalent of negative workflow that results &om 
conflict 

'T'hc baselirle used in calculating thc effect of conflict 2nd blillying on ~ o r 1 ; t l o ~  was [he finding by 

I-Ioel e/ CJL (2004) that it is equal to 10% of thc combined cost o i  those personnel that arc involved 

in a particu1;ir conflict situation. This is ~isu;~lly at least three persons, viz. thc aggressor, the 

victim and one manager. It was then necessary to find some indicator of the extent to which 

conflict occurs in the Sr\PS. +l'liis was done by only selecting thosc disciplin;~ry hearings were 

conflic~ was the Inair1 issue that was acldrcsscd (cf. Orren, 2004:66-67; Sl\PS, 2005: Table 11.3, 

Kegulatiori 18 (6) to (8) Pc Table 6.6). 'l'hc results of this process is contained in 'I';iblc 12. 

Number of discipl~nary hearing indicative of conflict in 
2004105 = 

1 104 hearings 
I 

charged: 1 104 - 148970"' x 1 00 = 

expected number of rccruit that will be 
0.07%' of 8000 recruits = 6 recruits conflict related misconduct per year: 

II Minimum number of individuals involved'": 

18 individuals x R119000 
(average persorlncl cost) = 

)I Cost of inefficiency of workflow: R2,142,000 x 10% = I 1 R214,200 
- - 

r:" The total cost of and production loss due to disciplinary hearings has been left out of the equation. L.-. .- I 

6.1.2.8 Other cost items not included in calculations 

'Ihcre are nurncrous other stress, conflict and bullying related cost itcms that were, due to the very 

consen~~t ivc  approach lhxt was followed, not included as potential labour and cost savings. 'rkicsc 

included the Follo\ving. 
I Jealth care costs (e.g. the increases in health care related expenses l o  /he ernp/u)ier as a result of 

s~rcss-related (psychogenic) illtlesscs arc equal to ?'YO of combined cost of the personnel in 

cotiflict). 
Disciplinary hearings cost (e.g. the lost productiviv due to disciplinary hcarings is estitnatcd at 

a corn1)ined 160 work hours per hearing for a11 role-players involved). 
Damagc (e.g. the cost of conflict-incited damage to thc employer's propcr51, fraud, theft and 

embczzlclncnt is equal to 2% o f  personnel's espcctctl contribution t o  orgqtzisatiotlal 

proGta1)ility 111 the scmicc sector, the orSanisational profitability is estirna~cd at 350"; of it's 

invcstmcnt in labour) (cf. C;abAel Pc hirnataincn, 2000; I Ioel ct LIL, 2001; I.ee, 1997). 

In ordcr to put the cost of stress and confl~ct into perspcctlvc, it  should t>c notcd that the SAPS 

has ci~lcula~cd the cost of 11s 'normal' and cllhnbil~ry Icnve at a tot;~l of K296,OG9,000 (S,\PS, 

2005:17.5-176). 'l'he cost of the othcr i~ldlc;itors that have been uscd 11-1 thls sti~cly, ha\-c not bccrl 

co\-crccl 111 ~ t s  ;~nnt~ill rcporta. 



6.1.2.9 Variable 11: The net contribution of the modules to labour and othcr cost savings 

In dctcrmlnin~ the modules' contribution to ll~hotlr unrl oilier c,o.s/ .r~/~.it;qs, the averagc net 

imlxovunetltsthat were brought ; ibou~ ill the recruits' kriowledge, atti~udcs and behaviour ( I a n )  

were first calculated. 'l'hls came to an average of 30.42% (see Articles 2 Pr 3). 'l'his total was tlicn 

again cliscounted to a very conscn~ativc 1U0/o for 2005 and each of the following two years. 'l'his 

implies that, of the expected total number of recruits that would cxpcricncc conflict ; ~ n d  stress 

related problems per annum, only one in ten would change their behaviour to such an extent that 

i t  would bring about labour ancl othcr cost savings for the organisation. Elased on all these 

calculatiotls, the total labour and other cost savings per year should come to: 

R .3,701,.308 for 2005, 

R 4,071,739 for 2006 

It 4,482,212 for 2007 (see W'orkshect 8a) 

6.2 THE MODULES' ROI, m, PAYBACK PERIOD, IRR AND LEARNING COST 
PER RECRUIT 

'I'he results of the calculation of modules' return on investment (ROT), net present value (NIT), 

payback period, internal rate of return (IKK) and learning cost per recruit arc contained in 

L\'orksheet 9a. Note should be taken o f  the fact that all these calculations are based on rhc 

modules' costs (see Table 2) and bcnctits (see LVorksheet 8a) us .sl/~.h and that they, therefore, do  

not accommodate the cost of the enabling rnodule (see paragraph 5.1). The modules' ROT and 

associated mcasurcmcnts will, consequently, be lower in the calculations pertaining to the Self- 

bfanagement Programme as a whole (see paragraph 9). 

WOHKSHEE'I' 9 ~ :  ROI AND ASSOCIATED MEASUREMENTS OF MODUI-E 4: CONFLICT 
MANAGEMENT AND MODULE 7: STRESS MANAGEMENT 

THE ROI AND ASSOCIATED MEASUREMENT OF MODIJLE 4: CONFLICT MANAGEMENT AND 
MODULE 7: STRESS MANAGEMENT 

ROI Pehm on Investment) I .5.5.57% 1 11718'~o 1 18396"/0 11 

, ,. . .. . L I .  
. . 

-. .. 1 . .% , .  . 

NPV (Xct l'rcscnt \Taluc) I R 3,380,316 1 R 7,215,050 1 K 1 1,457,227 11 
I I I 

Year 1 (2005) 

Learning cost per delegate I R 107 I 11 

Year 2 (2006) : Year 3 (2007) 

Payback Period (months) 

IRR (Internal Rate of Return) 

Note: The costs and bcnctits on which calculations arc I,ascd, arc contained in 'l':~l,le 2 and LY'orksheet 8a 

Each of the liO1, N\/I), paybacli period, TRli and Icz~rning cost pcr r ec r i~ i~  calculations has thcir 

own strengths and weaknesses. '1'0 provide a clear ant1 complete picture o f  the return that the 

SAPS rcccivcd on its irlvcstrne~~t in thc modules, the nature and results of each o f  these 

tneasurements will be tliscussed scparatcly. 

0.22 

34i7°h i i 6 6 ' b  j569"/0 



The KO1 represents the percentage rehlrtl on the intervention over the period of three years. It 

ecluds the present value of the accumul;lted net 1)cncfits (gross bcnefits less ongoing costs) during 

the three years divided by the initial costs (Meyer PI u/.. 2003:Oj). 'l'hree years is used as the time 

spar1 because the modules would probat)ly t~ecome obsolete after this time. The c:~lculatioris 

entail the following: 

with the initial total cost of R61,943 (see Worksheet 102) 

the ROI would be 55579'11 (yc;lr I), 11748"/0 (year 2) ; ~ n d  18596'Yo (yczlr 3). 

'l'his implies that for every K l  spent on the n~odules, the return for the SXI'S wvill be K5,357 

(year I), R1 1,748 (year 2) and R18,596 bear 3). 

\While the ROI provides the percentage return on investment over three years, it does not say 

anything about the magnitude o f  the project. For example, a 100(Y/o rchlrn may seem attr;~cti\rc 

initially, but a .iOO/o ret~lrn 011 a R300 000 inrresr~ncnt would be much better than a 11)O0/o rcturn on 

a K1C) 000 module. This is the reason for also calculating the net present .i- ,a 1 ue. 

Net present value (NI'\q provides the Rand value of the expected rehlrn and, therefore, indicates 

the magnitude of the tnodules. It is calculated by acldng the present value of the net benefits for 

each ycar over a specified period of time arid then sub~ractirig the initial costs of the project. In 

the case of the hvo modulcs, the value came to R3,380.346 (year I), R7,215,050 (year 2) arid 

R11,457,227 (ycar 3). Thcsc amounts can also be vicwcd as the Rand value of the savings that tkic 

modulcs have for the SAPS. 

X downside of the NPV is that it docs not indicate when the savings will occur. l 'his is 

dctcrmincd by the payback pcriotl. 14s indicated in Worksheet 9 4  the SAPS will basically recoup 

its in\:cstmcnts in the modulcs within 0.22 months (0.22 s 22 workdays =: 4.8 workdays). 

Intcrn:~l ratc of rcturn (IRR) is the most sophistic:~tcd of the above mctrics and is used to analysc 

multi-yc;lr investments. It equals the percentage ratc by which to discount the net bcnefits for  he 

time period until the point that they eclual the initial costs. For the modulcs, thc IRR or 

investment rate was equal to 5437% (\leas I), 556GCYo (year 2) and 5369% (year 3). 

'l'he last calculations that were done were the learntng costs per recnllt I t  1s calculated by t l~v~ding 

all the costs mcurrecl HI the development, presentanon and rvaluation of the nlodules by the 

nunlber of rccrults to whorn the programme will be prescntcd over the three years. It came to 

R107 per recruit. 

6.3 THE MODULES' CASH FLOW STATEMENT 

'l'hc last worksheet (Worksheet 10~1) that will be included, is the cash-flow statement that was 

gcncr;ltcd from the modules. It contains information that w ~ s  by the vario11s "input" 

worksheets and provides an ovcnlicw of how the SLIPS'S "bank account" will benefit (or not 

benefit) from implementing the modulcs. Thc cash-flow statement is vicwcd over three )-cars, 

with an initial cost or investment that had t o  be made r o  cn;ll)lc the module to l ~ c  dc\,clopccl and 

becorrle operational. 'The I~anl; balancc at the beginning coF thc period will be zero ancl l>ccomc 



ncg;itivc d u ~  to the initial cost of the modulcs. lluring the threc yc:irs, 11ic tnoneta1-y return on the 

im~ectmcnt (thc initial cost) will be realiscd and thc batik balance \ d l  return to positivc figures. 

This will be as long as the cost of operating thc n~odules is not more ~hari the benefits ;~chicvcJ 

(~\Icyer d UL, 2003: 1 14). 

WORKSHEET 1 0 ~ :  CASH FI,OW STATE MEN'^ FOR MODUI.E 4: CONFLIC~' MANAGEMENT 
AND MODULE 7: S'~KESS MANAGEMENT 

'P'he row "Bank balance at the end of thc year" (Worksheet 10a) shows the accumulated surplus o f  

thc module. Ever1 with the estrctnely conscn~ati\:c. approach that was followed in thc calculation 

of thc modulc's betletits, this amounted t o  an astonishing R11,437,227 in 3 years. 

CASH FLOW STATEMENT ( Y E U  1 - 3): MODULE 4: CONFLICT MANAGEMENT AND MODULE 7: 

7. T H E  BENEFITS, T H E  ROI AND ASSOCIATED MEASUREMENTS 
OF MODULE 8: SUBSTANCE DEPENDENCY 

1;sactly the samc principles that were used and procedures that were ti)llowcd in the calculation of 

previous tnoclules' l i 0 I  were applied to h.Ioc1~1le 8: Substance Depetldcncy. T;or this rc;lson, ;dl 

tlic principl(:s ;~ncl proceclures will not bc rcpcatcd hcrc. I 'hc fi)cus \\:ill onl! bc c,n the rv.r////.r of: 

the determining of 1)encfits 

the c;llcul;~tions of thc rcturn on investment (110I), rict present value (NPV), payback period, 

internal rate of rctllrrl (TRR) : ~ t i t l  Icsrning c o s ~  prr recruit 

the drawing up of a cash flow statc:mcnt. 

STRESS MANAGEMENT 

Bank bahncc nt bc<pmng of the 
J car 

Income --- 
Jtnpro\-erncnts m quaht). of senwe 
- 
Labour 'lnd othcr co\t >,IVUI~S 

Total 

Payments 
-- 
(;ap \nalys~s 

I I c . ~ ~  ,~nd I~rvelop~~~crlt  

l'rcscntcrs' costs 

Rerut \ '  costs --- 
.-\sw\\olrnl 

L:vnl,iauon 
, - -- 
I*~xcd ('osts 

Total 

.I L / Q ~ J / J . / W ~ $ ~ / /  

I u t I r 
-, 

Year 3 

K7,215,050 

lU9 7,506 

K4,482,2 12 

R1,77 9,7 18 

K( 

R( ) 

R 328,257 

R 185,62.?1 

K12,88i 

R774 

R 1 O,OOO 

R537,54 1 

R4,2-F3,177 

R 1 1,457,227 

Imadcost 

-- KO 

K O  

KO 

R4900 

K57,043 

lW - 
RO 

l<O 

KO 

I10 

1 6  

016 1,943) 

(l301 ,!I43 

Total 

R825,931 

13 12,26 1,259 

R13,087,190 

R4,BOO 

K57,(143 

1<984,770 

R5 15,320 

113i,772 

lU, 150 

W9,5)09 

1<1,629,!)63 

Year 1 

( 6 1  4 3 )  

E30,9 1 9 

R3.704,308 

H3,035 327 

KO 

RO 
--- 

R328,257 

R144,079 

Rl0,OOl 
-- 

R60 1 

111 0,000 

11492,937 

R3,4?,289 

123,380,346 

Year 2 

R3,380,?40 

R297,506 

K4,074,730 

R4,373,245 

R( 

l<O 

11 328,257 

11185,625 

R 12,885 

R774 

K10,01)0 

R537,541 

R3,834,701 

R7,215,050 



7.1 THE MODULE'S BENEFITS 

'I'hc modulc's concribuuon to itnprovcments in thc orgariisauon's g//ulil)l of .~err~i~~c.i and / ~ ~ h o / / r .  ulid 

oll)cr COJY S U I I ~ I ~ J .  are sutnmariscd in Worksheet 8b. l 'hc grounds for cach of thc calculations w l l l  bc 

looked at ncxt. 

WORKSHEET 8 ~ :  THE BENEFITS OF MODULE 8: SUBSTANCE DEPENDENCY 

BENEFITS DERIVJZD FROM MODULE 8: SUBSTANCE DEPENDENCY 

SECI'ION A: 
IMPROVEMEN'I'S IN QUALITY OF SERVICE 

'I'otal number of recruits: 8,538 (2005); 1 1,000 (2006) 
a 1 1 ,m (2007) 

'I'otal 

Variable 3: Estimated extent to wlich t-aluc will 
translate into actual improvements in quality of scn4cr 

TotaJyear. Iihancid va111e of the improved 
quality of s e ~ c e  

SECTION B: 
hE%OUR AND OTHER COSI' SAVINGS PER YEAR 

Variable 1: 
Estimated 'YO of 
recruits [hat will 
Ex affected 

201Y0 

5.24?/0 

Year 1 (2005) 

R 49737 

-- 

Variable 2: 
.-\vcra&r O/U net 

I ~ L I ~  that u.4 be 
u&ed 

4.67% 

Year 2 (2006) 

Variable 4: 1hnd equi\lulent reduction in substance 
dependency k~duccd trcxtment 

Variable 5: kuld equivalent reduction in production 
loss due to substance induced absenteeism 

Variable 6: Itmd cquuvalcnt reduction in producuon 
loss duic to substance rclatcd discip1in;ir-y he:~rings 

Variable 7: i h d  cquivdcnt reduction in prcxluction 
loss due to substmcc abuse re1;tted on and off-the-job 
accidents and deaths 

Variable 8: The net contabution of thc module to 
labour untl other cost suvW 

*:* Al~cruge % ncf improvement in knolvledye, 
uftitrf~1e.r unrl hehauiour (K.4 B) 

*:* Estimufetl penentqe (!lo) confn'htctinn [hot K A  B 
I I J ~ N  m~lke to lmlro~~r crntl 1.us6 sa/incq.i 

Totdhbout and other cost s a d p  peryecar 

Total value of the m o d d e  (Sectzon A + Sectzon B) 

l'otcntkal 
improvements 

per year per 
recruit 

K. 1,111 

R 1,121 

Year 3 (2007) 

1Z 349,7 16 

R 1,338,208 

K 1 19,010 

K 55 1,056 

25.3'>'0 

1 oo/o 

Year 1 (2005) 

RZ75,gOZ 

R 733,059 

R 384,688 

R 1,472,029 

R 130,944 

R 606,162 

R 640,,646 

25.3%) 

lo"" 

Year 2 (2006) 

R E 9 3 2  

R 900,028 

25.3% 

10"o 

Year 3 (2007) 

R 2625J20 - 
R 925,%6 



7.1.1 Section A: Improvements in Quality of Service 

The measurement of the modules' inlpact on the qualit). of the recruits' services deals with three 

variables. These were the cspectcd numbcr of recruits that would be ;~ffcc~ect (Variable I), the 

percentage improvement that could be cspecled (Variable 2) and the estimated extent to which 

the inlpro~~ement will translate into an improved qualitjr of service (Variable 3) (see \Vorksheet 

$13). 

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 t o  be found to detcrmine the 

number of recruits' who's use or abuse o f  dcpcndcncy forming substances would bc on such a 

lcvcl that it would temporarily or permanently impede their functioning as individuals and as 

employees. Rccausc no 'hard facts' esist on thc incidence of substance abuse/depcndcncy in the 

SAPS, use had to be made of esisting indlcntors, as well as of estrapo1;ltions from other studies. 

'l'he calculation in this study is based on three assumptions: 

The f i s t  is that dependency is a process that starts with the use of a substance and that this 

use could, in the long run, escalate into tlependcncy for some people. As a pcrson moves 

further along the road t o  dcpcndcncy, the negative effect of the usc/;ll>use on his/her work 

performance will also Increase 

'I'he second is that not all uscrs/abusers of substances will become dependent on them. ?'heir 

continued occasional abuse of the substances could, however, itnpede their work related 

functioning. This could nlanifest as occasionally being drunk at work or simply suffering 

from S L I C ~  a hangover that they cannot do their work properly. 

'The third assumption is h a t  for every einployee that overtly manifests a dependency problcrn 

in the work environment, at lcast tcn othcrs' use/abuse of substances would be problematic in 

nature (cf. Van \Xrormcr K: Llavis, 2003:14). 

Based on the previous assumptions, it has been calculated that at lcast 2O0/0 of police officials 

would a t  some stage during a year use or abuse dependency forming substances to such an exlent 

that it would impede thcir cffecuvc functioning in the u;orl<placc. This corlservative cstimatc is 

based on the following indicators and rcscarch tiriclings: 

?'he social workers of thc Police Social Work Services counscllcd ;a tot:~l of  2535 employees 

with a substance dcpcnderlcy problem from 1 April 3005 t o  30 September 2003 (PS\VS, 

2005). ?'his could be extrapolated to 5070 employees for a 12 month period or 3.-I1!?u of the 

total workforcc at the time (i.c. 5070 of 118970 employees s 100 = 3.10'/0). If it  is accepted 

that thcrc is a 1:10 r;~tio betwectl substancc dcpcndcnt and "problem users", it would bring 

the total lo 31V/o. 

In their ilmcrican study, Van Wormcr ant1 Davis (3003:l-F) fi)und L ~ ; I L  28.GU/0 of cmplopccs 

had sul~st;~ncc abuse as a primary ot. secondary di;tgnosis. 



'\ccordlng to S.A. tlcalth S!stc,ms Trust (2003), [hc occurrence of 50 called "rlak~ clr~~lhtlg" 

was as h~gh  as 30°4 amongst South L\fr~can adult .!fr~can urtx~n rcs~dents. 

\Yithin the South .ifncari contest, ~t has also been c;~lcul;ltrd by (:ronjO and \'an dcr \Y.':~lt 

(1378.204) that 75"1, of the adult population (LC. 18 )(cars and older) consume alcohol~c 

bcirerages and that, of these, G'/I will bccorrle alcoholics (Cronjd & Van dcr \Y';~lt, 1978:204). 

l ' h ~ s  br~ngs the overall net rate t o  4.j0/0 of the adult popi~lat~on. 

7.1.1.2 Variable 2: Average percentage net value ascribed to the intervention 

,-\s in the case of the other modules, the average '/r, net value ascribed to hIodule 8 was also used 

in the calculation of the module's benefits (see \7(;orlisheet 811). It  came to 46.68% (see Table 13). 

It, too, was f~lrthcr discmlnted by a f~c to r  o f  tcn This \\:oulJ imply that, of the 46.6Ho/o rccr~iits 

who would expcncncc a subst:~ricr abusc /depende~~c~ problc~m and view thc module as of great 

valuc, only one in ten (i.e. 4.67OI0) would usc chis ascribed value in their lives. 

TABLE 13: THE VALUE OF MODULE 8: SUBSTANCE DEPENDENCY 

7.1.1.3 Variable 3: Estimated percentage contribution to imptovement of quality 

VALUE OF MODIJLE 8: SUBSTANCE DEPENDENCY 

'Thc net % above average application of Scale 6: "Kclcl~aricc of the module" came to 52.36'41 (see 

'I'ablc 14). If this figurc was further dlscoutlted by a factor of ten, ~t would imply that of the 

1.67'/0 of the recruits who will experience a substarlce abuse/clependency related problem and 

view the module as of great value, only 5.24% would convert it's potential valuc Into actual 

behav~our~l  change. 

Scale 5: Value 

TABLE 14: THE RELEVANCE OF MODUT.E 8: SUBSTANCE DEPENDENCY 

The rcsulcs of thc appllcatlon of I'ar~xblcs 1 to 3 ~rldlcated that the monltory \.aluc of 

Improvements of the qrial~ty of scnriccs a 111 come to: 

11 497,257 for 2005; 

K G40,646 f o r  2006, arld 

R 640.646 fur 2007 (see LX'orkshect 8b). 

Net  U/o above avcrage 

46.68'/u 

Middle of scalc 
- --- - - - 

2.5 

RELEVANCE OF MODULE 8: SUBSTANCE DEPENDENCY 

Mean 

3.667 

Scale 6: Refevaz~ce 

Middle of scale 

3.5 

Mcan 
- 

3.800 

N e t  % above average 

52.36") 



7.1.2 Section B: Labour and other cost savings 

Only four potential varial>lcs or  indicators were used to calculate the potcnti;~l labour and other 

cost savit~gs that will be brought about by the module. They were thc Rand equivalent of the 

reduction in: 

substance dcpcndcncy induced in-house treatment (V;~rial)le 4) 

production loss due to substance induccd abscntceisnl (Variablc 5) 

p rod~~ct ion  loss due to  subst:~nce related disciplinary hearings (Variable 6) 

production loss due t o  substatice abuse related on-the-job accidents and deaths (Variable 7). 

7.1.2.1 Variable 4: Rand equivalent reduction in substance dependency induced 
treatment 

T'hcrc arc no reliable data available on the numbcr of SIIPS personnel tnembcrs who go for 

substance dependency induccd in-house treatment annually. This is, amongst others, due to the 

fact that pcrsonncl d o  riot have to  work through police social workers in order to  p i n  admission 

to treatmcnt facilities arid that many use their sick or normal lcave to cover for tllcir abscncc 

during the treatment period. T'hcsc trends necessitated the use of intlicators to cstimate the 

nutnber 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 annuallj7. This estimate is based on the following data: 

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, 20C)j). This trend can be extrapolated t o  224 employees for 12 months or  0.15'Ao of 

the total SAI'S population. This figure represents thc absolute minimum incidence rate for 

such treatment. 

1:rorn an analysis of various studies, including that of i\ll~ertyn & bIcCann (in \VTIO Report, 

2003:22) and Sr\CENDU (21)05), it was concluded that South Africa has an annual in-house 

treatment rate of approsimately 0.37'/0 for the adult worlcltlg population. 

In this study, the approsirrlate mid-point benveen thc known prevalence rate of O.l5O/o and 

the eslirnated national average of 0.57Oh (i.c. 0.3%) will be used as a basis for further 

c:~lculations. 

In calculating the cost of in-house trcatrncnt to the employer, two Factors nrerc t:~kcri Into account. 

'l'l~ese wcrc thc cost to the Sl\l'S hlrd~cal Scheme, Polmcd, and the cost of thc time that an 

employee stays away from work for the duration of thc Lreattnent. ' lhe  calculntions, as thcv would 

pertain to rccnlits, are contained in Table 15. 



TABLE 15: PROJECTED COST OF SUBS'I'ANCE DEPENDENCY RELATED IN-HOIJSE 

TREATMENT T O  THE EMPLOYER 

7.1.2.2 Variable 5: Rand equivalent reduction in production loss due to substance 
induced absenteeism 

CALCULATION RESULT 

8538 recruits 

Estimated prevalence ratc of in-house 0.3 %, 
treatment pc'r arlrliull = 

Therefi~: expected number of recn~its who 0.3'?6 x 8338 recruits = 33.6 rccniits 
will go for treatment per year: 

-- 
a (lost for treatment accnicd to I'olmcrl: R2.500 per trcatmcnt s 25.6 recruits = I t  64 035 

15 workdays s 25.6 recruits ~ 3 8 4  days s 

,]part froill production loss ciircctly related to  the tltne spent by employees in treatment f:tcilities, 

thcsc cmployecs, as well as numerous othcrs, will be absent from work due to the prolonged o r  

occasional misusc o f  substances. F r o m  studies contained in the K'HO Global Status Report or1 

,-\lcohol (2004:59) it is clear that, on  average, 15°/~ to 20% o f  abscntcasm froin work can be  

attributed to alcohol consumption. In the ROI calculatiotls, the avcrzigc number  o f  days o f  sick 

leave talien by cmployccs (9 days) and  the average o f  the WIIO Report (1.e 17.5'Yo) will bc used as 

a basis. 'l'he resultant c;llculations are con~a ined  in 'I'able 16. 

Cost of ( r~~i t lu~l~un)  number of workdays 
lost due to treattnerlt: 

I<cplacement cost 

TABLE 16: PROJECTED SAVINGS IN SUBSTANCE INDUCED SICK LEAVE AMONGSr RECRUITS 

.\vcragc numbcr of days that S.\PS persorlnel 
were off for sick 1ca.c~ in 2004/2005: 

8 hours = 3072 hours x It63 (avcragc 
rate per hour) = RlOO 4.54 s 150% (cost 
to organisation) = K 385 681 

9 days I1 

R 28.5 651 

R 349 716 

1~;spcctecI [lumber of recruits that wdl bc 20% x 8538 recruits = 1 1707.6 rccruits 
a ffcctcd: II 
Fstimated averagc numbcr of tl:i)s that could 
be attril~uted to the usc of alcohol: 

'9 days (orpnisauon;il :wer:igc) s I 

17..5% (international average) = 
- - 

Number of above or~;liisational average days 
that rcclxuts will take off due to substarlcc 
:11>11se 

1.58 days 

1707.6 rccruirs s 1.58 clays = 

Savings due to a decrease in alcohol inducctl 
sick lcavc: 

3698 days s 8 hours x KG2 (hourly 
cost) 

R 1,338,208 



7.1.2.3 Variable 6: Rand equivalent reduction in productiotl loss due to  substance related 
disciplinary hearings 

'l'he ShPS Annual Keport of 2004/05 (2005:181) stated that a total of 210 hearings took pl;icc 

during that p;lrticular year that invol\:cd liegulation 18 (17) of the So~lth African Police Scrvicc 

Act ( , k t  no. 68/1993). This regulation deals with misconduct related t o  substance abuse by 

mcmbcrs that influericcd their professional conduct. 'rtie nutnbcr of errlplo),ccs involvcci 

rcprcsents 0.13'Yio of the total popillation (210/148970 = O.l-Fn/o). Kesearch conducted by Orrcn 

(20(34:66-67) has foutld that each disciplinary hear~ng will cost an orga11is;ltion a mininlum of 160 

hours in lost production (hours spent on the hcaring by all rolc-players involved). 711ic results of 

thc application o f  I-hcsc trid~cators to the ~ o t a l  rccniil pop~llation are containctl in 'I'ablc 17. 

TABLE 17: PROJECTED SAVINGS IN SIYRSTANCE RELATED DISCIPLINARY IIBARINGS 

ITEM CALCUJATION I RESULT 11 
 erase ~numbcr of rccruits per arlrlum 

- - . - - 
Espcctcd number o f  rccruits that will be 
in\-olvcd in subsrance relatcd cbsciplu~ary 
hcarin,gs: 

T k ~ t .  spent on thcu dlsciplinan htyarings: 

7.1.2.4 Variable 7: Rand equivalent reduction in production loss d u e  to  substance abuse  
related o n  and  off-the-job accidents and  deaths 

I'otcntial s;lvings tlilc to a decrease in (lie 
number of subst:incc related disciplir~ary 

1 hearings 

I t  is a well-known fact that there arc strong links betwccn sul>stance abuse and on and off-the-job 

accidents and deaths. For examplc, DcCet~zo CL Robbins (2005:91) found that nearly half (5OC'/0) 

of all oti-(he-job injuries and work-rclatcd deaths can bc attributed to s~lbst:lncc abuse arid tlic 

W t l O  Global Status Report on Alcohol (2001:59) estimates it as betwccn ljO/O and 40'?/0. 'l'he 

ULI~~: ILI  of \Y,'orker's Compensation (LILYiI, Resource Center, 2005) fo~incl that employees who 

abuse substar~ccs arc three to  four timcs more likely to have an on-the-job accident than non 

users. For the purposes of tlicse ROI calcul:irions, it will bc acccpted that only 13% of all deaths 

and serious injuries would be due t o  substance abuse. 

..- 

8538 recruits s 0.14'%, = 

- 

12 s 160 honrs = 

I920 hours x R63 (hourly cost) 

.\ total of 1,355 S;41'S employees died during 2004/03 (S.\I'S, 2003:167. Table 5.3). Oi these 

dc;ith.;, 96 occurred while thc n ~ c ~ i ~ b e r s  were on duty (S;\PS, 2005: 185. 'I'ablc 13.1). I\ totill of 

4,812 other members were injured on duty and of these 4781 wcrc 'temporary totally &s:tblcd' 

and 31 permanently disabletl (SLIPS, 2005:18.5. 7'able 13.1). I t  brings tlic tc)t;ll 11~1rnl)cr of dcaths 

and d ~ s a  blernents to 6,167. l t  is conscn~ativcly estimated that c;ich of thcsc occurrcnces would 

Icad to nn avcr;igc of 23 nrorkda).~ (one month) of lost product~on pcr indivic1u;ll involrcd. 'l 'l~is 

Ic:lvcs most of thc replaccrncnt cost o f  an employee and tlamagc t o  government property during 

8538 recrults 

12 recrults 

- 
1930 hours 

acci(1ents out of the ccluation. 



TABLE 18: PKOJEC"TED SAVINGS IN SUBSTANCE RELATED ON-THE-JOB I N F R I E S  AND 
DEATHS 

7.1.2.5 Variable 8: The net contribution of the module to labour and other cost savings 

ITEM 

I'ercenti~ge (YO) of S-11's personnel who dle or 
are injures pcr am-: 

I'rojected numlcr of recruits who will &/be 
injured pcr annun: 

Expected rlurnbcr of dcaths/injuries due to 
suhs~arlce abusc: 

I n  d e t e r t ~ i n m g  thc modules' contribuuon to  lnt!!o~~r und other rW .rri/~i<p.s, the average net 

improvement of  26.49Yo in the recruits' IC\R (see Article 3) was used as a basis. This total was 

then a,gain chscountcd by a conservative 10°/o for the pcriod from 2003 to  2007. I t  produced a 

total labour and other cost saving 06 

R 235,802 for 2005 

K 259,382 for 2006 

R 385,320for 2007. 

7.2 THE MODULE'S ROI, r\JVP, PAYBACK PERIOD, IRR AND LEARNING COST 
PER RECRUIT 

CALCULATION 

l'lus section will discuss the results that were achicx-ed with the mcasurcment o f  the modules' 

KO1  arid ;~ssociated rehlrns. T h e  latter covers the NVl', payback period, IKK, learrlirlg cost pcr 

recruit arid czsh flow statement (sec \Worksheets 9 b  and lob) .  

RESULT 

Loss of production due to substance rehted 
dcaths ant1 injuries: 

WORKSHEE~ 9 ~ :  ROI AND ASSOCIATED MEASUREMENTS OF MODULE 8: SUBSTANCE 
DEPENDENCY 

11 THE ROI AND ASSOCIATED MEASUREMENT OF MODULE 6 - PROBLEM-SOI.VING 11 

6,167 t 148,060 'YO 

.50..5 recruits x 32 workdays lost = 

, 4.2% 

1 , I  11 days 

R 551,056 
l'otet~tial savinkq duc to a decrease in the 
n~~rnber  or sl.lbst;znce related irijurics and 
dcaths 

ROI (12ct~nn or1 Tnvestmcnt) 

(1 Learning cost per delegate I R 48 1 

4.24,0 81,00 recruits 

1,111 days s 8 hours s R62 (hourly 
CC)S t) 

NPV (Nct I'resent I'alue) 

Payback Period (months) 

IRR (Internal Katc of Return) 

Note: The costs and I~cncEits on which ca1cul;ttions arc basecl, are conra~ncd in ?khlc 7 and \Vorkshcct HI, 

336 rccruits 

Ycar 1 (2005) 

645'!~;1 

11 254,785 

1.80 

543% 

336 recruits s 13'Yo 

Year 2 (2006) 

1 52O1%] 

50.3 rccnuts 

Year 3 (2007) 

245 1"/0 

R 663,888 R 1,098,'12!, 

- - 

660n/" 674%) 



1'11e calculations of the ROT ovcr n periocl ofthrcc years entail the Following: 

with a dcvelopmcnt cost of 1155,2813 at an Interest ratc of 5'10 per annum and 

antlual benefi~s o f  R 733,059 ( jmr I ) ,  R 900,038 ()rear 2) and K 925,')66 (J car 3) (see h'orkshect 

1 0 ~ ) ~  
the ROT came to = 64j0/n (year I), l530'%~ (year 2) and 2451% (year 3) 

This imphes that for every 111 sprnt on this module, the return for the Sill's will be R645 

(2005), R 1,520 (206)  and R2,45 1 (2007). 

Net present value (Nl'V) provides the Rand value o f  the expected rcturn and, therefore, indicates 

the rnagnitucle of the contribut~on. In the case of this module, this valuc came to R 254,783 (year 

I), R 663,888 (year 2j and K 1,098,929 (year 3).  'I'he SI\PS \sill recoup its investments in this 

module \vithln 1.86 months (& 41 workdays). 

For t h ~ s  module, the IRR or investmerit ratc was equal to .545Vn (year I), 660% (year 2) and 674oh 

bear 3) ancl thc learning cost per recruit came ro R48 pcr recniit per prcscnt;ltion. 

7.3 THE MODULE'S CASH FLOW STATEMENT 

\Y70rl<sheet 10b contains the module's cash-flow statement. Tt incorpor;~tcs thc information that 

was generated by thc various "input" worksheets arid provides an overview o f  how the SLIPS'S 

"L:~nk account" ~ v l l l  bcnefit (or riot bcncfit) from irnplcmentlt~g the module. I t  shows that thc 

accumulated surplus will amount to R1,098,929 over 3 ycars. 

WORKSHEET 10B: CASI-I FLOW STATEMENT FOR MODULE 8: SUBSTANCE DEPENDENCY 

C A ~ H  FLOW STATEMEN'I' (YEAR 1 - 3) MOIIULE 8: SUBS~ANCE DEPENDENCY 

Bank bala~lcc at  bcpjrming of the year 

fnl7)m6? --- 
Improvements in quality or servicu: 

Inbour ant1 other cost savulg 

Total 

l~/ymerzLf 

(;ap \n;~lysis 

Ijesign and Dex~lopmcnt -. 
Prcscntcrs costs 

Rccruits costs 

.\..,.. sstssment 
---- 
Cvaluatioil 
I :' mcd ( :osts 

Total 

/ o / /  

3 I J z h e r  

Im;a'dcosr 

RO 

RO 

R3,267 

R43,483 

KO 

RO 

RU 

110 

RO 

R46,7.50 

( K 7 )  

(ll46,75C)) 

Total 

K1,778,549 

1<780,50.5 

R2,559,053 

1<656,594 

R687,105 

1146,939 

R2,736 

IU0,OCX) 

I< 1 ,M)( ), I 24 

Year 1 

(R46,?.50) 

11497,237 

U35,803 

K733,059 

R218,865 

R 2 1 0 5  

K13,124 

R765 

R6,667 

R4.11 , i25 

RZU1,535 

1 8  

Yeat 2 

R2.54,785 

R640,646 

R259,382 

11900,028 

I< 21836.5 

R217,50U 

1<16,')08 

K986 

1<6,667 

R400,!)25 

K4( )0,103 

RG6.3,888 

Year 3 

R663,888 

R(AO.646 

K85,320 

R925,!)66 

1< 218,805 

K247500 

R16.908 

12086 

1Z6.667 

U40( ),02.5 

K435,011 

R 1,0c)8,920 



8. THE SELF-MANAGEMENT PROGRAMME'S ROI, NVP, PAYBACK 
PERIOD, IRR AND LEARNING COST PER RECRUIT 

I11 deterrnlning the K O 1  o f  thc total Self-hIan;~grment Programme, the data gcner:ited by this 

study, as \vc11 as that of a fcllow researcher (IIui~amen, 2005) \kcre. u\cd as a bas~s It, therefore, 

inclr~dcd the cosrs and benefits of Module 1: Financial h/\,Ianagetncnt, hlodulc 2: I'laririing of  

Goals, hIoclule 3: Self I<nowledgc, illodulc 6: I'roblcni-Solv~ng ancl Module 9: FIIV/XILlS 

t\warencs\ (Fl~itsamen, 2005). The results at~;uncd are surnmanscd In I'able 1 0  and W'orkshcers 

8c. 9c and lor. 

TABLE 19: THE 'TOTAL COSTS OF THE SELF-MANAGEMENT PROGRAMME 

'lkble 22 indicates that thc developrl~erit cost of the programme was R 347,496. 'lqhis modcratc 

outlay was achicrcd by using the existing and well-proven Pcrsontlel Capacity-Building 

l'rograrnmcs as a basis in the developnlent process. 'l'he task-teams that undertook the work wcrc 

;11so experts it1 ~licir fields. 

111 calclilating thc bcnefits of the programme, it was accepted that a11 the recruits nrould, in some 

way o r  another, h;lve gained some benefit from thc intenretltiori. This assumplion has been 

substantiated by the results achieved w t h  the modules' short-term ancl long-term effects. In the 

casc of Variablcs 2 and 3, the average of the v:ilucs generated by all thc moclules wcrc calculated 

and utilised. Bccausc the labour and other cost savings that the modules \kill bring about have 

alrcady been discoun~cd in the it~clividual calculations, o n l y  thcir final net value was included in 



WORKSHEET 8 ~ :  THE BENEFITS OFTHE SELF-MANAGEMENT PROGRAMME 
- 

111 spitc of the very conscrvative ;~ppro ;~ch  that was followcd in the c;~lculatioti o f  ~ h c  

individual modules' benefits, their total value will be m o r e  than K9 million in the first year 

alone. l<vetl if thcir contribution t o  thc impro.i~ement of the clunlity o f  thc recruits' scrviccs 

BENEFITS OF THE SELF-MANAGEMENT PROGRAMME (all 9 modules) 

SECTION A: 
IMPROVEMENTS IN QUALITY OF SERVICE 

Totd number of recnits: 8,538 (200.5); 1 1,000 (2006) 
gL I 1,000 (2007) 

Tolcrl 

t'dhbour and other cost sawVI"gs per year 

Variable 2: 
Average % net 

value th:tt wd bc 
11 tiliscd 

4.G4% 

Variable 1: 
Lstimatetl O h  uf 
recruits that wvdl 

bc affccted 

100.00%, I 

Potcnti~l 
improvemet~ts 

per year per 
rccnlit 

K 3,532 

R 5,522 



are left out of the equation, the direct cost saving of more than R7 millioii that they will bring 

about it1 2005 will more than make up for the invcsttnent involved. 

'L'hc results of the calcul;~tion of the programme's retilrn on  inrcstmcnt (ROI), net present 

value (NVP), payback period, internal rate of rcturn (IRK) and 1c:irning cost per recruit arc 

conta~ned in 1Vorksheet 9d. The ROT represents the percentage return o n  the intervention 

over the period of three years and it came to 2208?/0 for 2005,4740% for 2006 and 7509% Tor 

2007. This ~ m p l ~ e s  that, €or every K1 spent on thc programme, thc S/\I'S will get R2.208 In 

2005, K1,740 in 2006 and K7,509 for 2007. 'l'his is a remarkable feat, especially in the light of 

thc fact that two of ~ h c  nlne modules' bcncfits were not even included it1 the calculation of the 

programme's bcncfits and only viewed as supportive in nature. 

WORKSIIEET 9 ~ :  THE ROI AND ASSOCLATED MEASUREMENTS OF THE SELF- 
MANAGEMENT PROGRAMME 

R O I  AND ASSOCIATED MEASUREMENT OF THE SELF-MANAGEMENT  PROGRAMME(^^ 9 modules) I1 

NPV (Set I'rcsent iralue) I R 7,321,654 1 R 16,124,239 lt 25,747,353 

Payback Period (months) I 0.i4 I 

Year 3 (2007) 

7.500°/1) ROI (Return on Itlvestment) 

IRR (Interri;ll R3tc of Return) 

Learning cost per delegate I R 243 1 

Year 1 (2005) 

2208O/11 

- - - - - - 

Note: 'l'hc costs nncl hsrlefirs :ire I~nsccl on the research conclucted in. I)oth rcscarchcrs 

Year 2 (2006) 

47-tO"/n 

\Vorkshect 9c indicates that thc Rand value of the savings that the programme ~vlll havc for the 

SAPS (LC. NPV) ~v11l amount to R7,324,651 (year I), R16,124,239 (year 2) and K35,747,353 (year 

3). It coat R243 per recrult to go through the five-day l ' rogramc and the SI\PS ought to recoup 

this investment within 12 ~vorkdaj7s (payback period: 0.51 months). 

The Self-AIanagcmcnt I'rogrammc's cash-flow statement is corltaincd in LYlorksheet 10c. It 

incorporates all the d;ita that was generated by the various 'cinput77 workshccts ancl provides an 

overview of how the Si\PS's "bank account" will benefit from impletnenting the Programme. IL 

shows that the orpnisatiotl will gain a substantial accumulated surplus of more than R25 million 

from its invcst~ncnt within three yc;irs. 



9. MAIN FINDING 

'I'he overall rcsults of the calculatiotl of the Self-I2.lanagcrncnt I'rograrnrnc's return on  

invcsttnent (KOI), nct  presetlt value (NVI'), payback period, internal ratc o f  return (IRR), 

Icarning cost per recruit and cash tlow staterrlent proved that this intervention is a vcry lucr:~tivc 

investmcn~ for the South ;\frican Police Service. It sho\vs that this programme and its 

constituent components arc not  onl} effective cap:~city-building instruments, but also a large 

firlancial assct. 

Total 

118,380,345 

K4,780,70.5 

K53,101,0.5 I 

1Z 16,334 
-- 

R331,163 

W72C%ZX1(K,H 

R3,435,52.5 

K229,O 1 9 

R 17,590 
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- 
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KO R?,O 18,659 K3,018,659 

Ycar 1 
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-- 

RO 
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RO 

KO 

RO 

R347,496 

(R347.406) 
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(11347,490) 

K11,253.938 R12,077,466 

K1,004,689 
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R64,03 1 
- 

R4,018 

K33,333 

R2,157,45)6 
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R6,336 

IVi3,333 
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R 1 G, 124,339 
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TU,454,3.53 

11C),633,114 

R25,747,353 



10. CLOSING REMARKS 

From an analysis of the local arid international 1itcr;iture 2nd research that formed the basis of 

this study, it is clear that the imp1crnent:ltion of R O I  analyses in social work practice is still in 

its infancy. It is, however, expected to grow in "popi~larity" as the required advancements arc 

made in the general field of progratnme evaluation and cost-effectiveness studies and as 

account;~bility pressures mount. The ROI study of the Sclf-Management Progralnmc of the 

Police Social Work Services has s h o \ v ~ ~  that the undertahng of  a KO1 analysis in social work is 

both feasiblc and important. I t  not only proves that social workers can make a h fk rcncc  in 

the livcs o f  those they scnlc, 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 o f  the SLIPS 

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 2001. 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: 

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 

( U B )  
to determine the modules' and pr~~gramme's  return or1 investment (ROI) for the SAPS 

to provide recommendations for the improvement of  the modules and the programme. 

'The two hypotheses that were tested were: 

that the human relations and health maintenance skills modules would have a practical 

s ipficant  effect on the knowledge, attitude and behaviour of SAPS recruits 

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 wlll be discussed next. They will, inLecel- aha, 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-Manasement Programme according to Brooks's 

taxonomy of life skills made an invaluable contribution to the conceptualisation of the 

rcscarch. It not only provided a conceptual framework that was lachng in the original design 



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 esperimental 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  multi-faceted and comprehensive nahlre o f  the research design and procedure was both 

challenging and rewarding. O n  the one hand it was technically difficult to execute and 

produced a mass of information that had to be managed and interpreted with care. O n  the 

other hand it produced a comprehensive and integrated picture of  t,he impact o f  the modules 

and programme. I t  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. I t  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 abibties, as well as skills in deaIing 

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 esperientia.1 learning techniques. 



5. CONCLUSIONS REGARDING THE EFFECT OF THE HUMAN 
RELATIONS AND HEALTH MAINTENANCE COMPONENTS 

One of the main goals o f  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 

that this effect lasted for at least sis months after the initial presentation of  the modules 

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 (ROT), net present value (NVP), payback period, internal rate of return 

(TRR), learning cost per recruit and cash flow statement proved that the intervention is a very 

lucrative investment for the South African Police Service. They are, therefore, both effective 

capacity-building instruments and financial assets. 

7. FINDINGS 

All the research data brought the following three main findings to the fore. 

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 lorlg-term effect on the SLIPS'S recruits' 

knowledge, attitude and behaviour 

that they, as well as the programme as a whole, provided a positive financial return on the 

investment of  time, money and effort. 

O n  the basis of  these findings, it can be concluded that the tsvo hypotheses were correct and 

that "The effeci of the l,/lman relalions and healih maintenance comptrents of rbe .S.IPS 

Srlf-~Vlanagemeni Progratnme" study succeeded in its aim. 



8. GUIDELINES AND RECOMMENDATIONS 

8.1 GUIDELINES AND RECOMMENDATIONS FOR T H E  IMPROVEMENT OF THE 
MODULES 

8.1.1 The recommendations regarding the human relations modules 

Jn 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 shlls by means of experiential learning methods should, in addtion, also 

receive more attention during the workshop. Recruits should also be coached in the 

selective use o f  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. Tlus should coincide with the annual updating o f  the SAPS Basic 

Training Learning Programme (BTLP) and attempts should be made to align the contents 

of the modules with new developments in the RTLP continually. Some'of the content and 

findings of this research cat1 <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 recnfied. 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. 11 similar review and updating process should be clone annually to ensure that the 

content and presentation stays at the cutting edge of new developments in the tield 

The content and presentation of both modules can be improved fiirther by the inclusion 

of more and a bigger variety of experiential learning activities. This will enable recruits to 

practlce 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. 



8.2 GUIDELINES AND RECOMMENDATIONS FOR T H E  IMPROVEMENT OF THE 
PRESENTERS' PRESENTATION SKILLS AND THE PRESENTATION CONTEXT 

Aldiough the presenters succeeded very well in their task, they would benefit frotn further 

training in the use of esperiential 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. I t  was also evident that some of  the RTPI'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 fust 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 snident constables of  today d o  not only represent the workforce of the South African 

Police Senrice o f  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 ofticials 

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 that Police 

Social Work Services have made a meaningful 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 ilfrica. 
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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 5:VALUE: CONFLICT MANAGEMENT MODUE 

TABLE 1.2: THE VALUE OF THE CONFLICT MANAGEMENT MODULE (SCALE 5) 



SCALE 6: RELEVANCE: CONFLICT MANAGEMENT MODULE 

TABLE 1.3: THE RELEVANCE OF THE CONFLICT MANAGEMENT MODULE 

r&e 

1. The module will have p s i h e  impact on my job 3 
~erformance 

406 
(0.7470, 

2. I will be able to apply my new knowledge in my 
402 

2 

job (0.500/0) - 
I will be able to apply my new skills in my job 

The module will have a positive impact on my 
ability to cope with the challenges of life (0.74%) 
I will be able to apply my new knowledge in my 
daily life 

2 16 1 will be able to apply my new SW in my drily life 1 402 1 10.4./.1 
1 b. The module d increase my jobsatisfaction 1 404 1 1o .24./, 

0 
8. The module will increase my productivitg 400 

(0%) 
9. The module will improve my ability to function in 

40(, 
0 

work related teams KWi) 

0. The module will improve my ability to render a 0 F eMd service m the SAPS customers 

1 1. W other SAPS personnel should receive this 2 
module 

405 
(0.49%) 

2. If all things are taken into account, this module 
405 

2 
was relevant for mv iob and personal life (0.49?!) 

Secfiot~ 4: Appendixes 157 



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 5:VALUE: ASSERTIVENESS MODULE 

TABLE 2.2: THE VALUE OF THE ASSERTIVENESS MODULE 



SCALE 6:RELEVANCE: ASSERTIVENESS MODULE 

TABLE 2.3: THE RELEVANCE OF THE ASSERTIVENESS MODULE 

QUESTIONS 

I. I h e  module will have positivc impact on my job 
406 

(0.25%) ((0.74%) (27.59%) (71.43%) 

I wdl be able to apply my new knowledge in my jab 404 
(0.25%) (0.25%) (28.2210) (71.29?/0) 

. I will be able to apply my new skills in my job 
(0.25%) (0.25%) ((26.24%) (73.27%) 

A The module will have a pm~dve impact on my ability to 1 2 106 
cope with the d~allmges of life 

0.950 405 
(0.25%) (0.49%) (26.17%) (73.W/o) 

. I will be able to apply my new knowledge in my daily bfe 405 
1 1 112 291 

0.950 
(0 25%) (0.25%) (27.65Yo) (71.85Yo) 

. 1 will be able to apply my new sktlls in my daily life 106 
1 2 110 293 

0.953 
(0 25Yo) (0.49%) (27.09Yo) (7217%) 

0 7 121 . The module will incease my job satisfaction 
277 

0.951 405 
(Ow (1 72%) (29.87%) (68.39%0) 

8. 'me module will increase my producuviry I 5 129 270 
0.953 405 

(0.25%) (1 23%) (31.85%) (66.67%) 

. The module WIU improve my ability to function in w w k  0 0 103 
rclilred teams (07'0) (0%) (26.987'0) (73.02%/0) 

295 
0.951 

10. Thc modulc will improve my ability to render a good 0 3 94 
service to the SAPS customers 

307 
0.952 

(0%) (0.74%) (23.27%) (75.99Yo) 

11. Xl other SAPS personnel shodd receive this module 405 
0 3 8 4  318 

0.955 
(OO/o) (0.74Yo) (20.71Yo) (78.52%) 

12. If all thimbw are taken loto account, this module was 2 8 
relevant for my job and personal life 404 

(0.50%) (1.98%) --- 
Avcrnge 

1 3 108 
0.955 405 

(0.28%) (0.74%) (26.49%) (68.3V/o) 



APPENDIX 3: 
STATISTICS RE MODULE 7: STRESS 

MANAGEMENT 

SCALES 1 T O  4: STRESS MANAGEMENT 

TABLE 3.1 : THE t-TEST ON SCALES 1 TO 4: STRESS MANAGEMENT 

SCALE 5:VALUE: STRESS MANAGEMENT MODULE 

TABLE 3.2: THE VALUE OF THE STRESS MANAGEMENT MODULE 

a 

. 

SCALE 1: OBfiCTIVE KNOWLEDGE 
Test 
I-rcsr Pre-tar 
I'aircxl t-tcst (euperirncnd group) 
l'aircd t-test (control kmup) 

Q U E ~ ~ I O N S  

I .  How would you rate the value of the section: 
"What is stress exactly?" 

2. How would you rate rhe value of the section: 
"What causes stress?" 

3. How would you rate the value of the section: 
"The physiology of stress" 

4. How would you rate the value of the section: 
"Strategies for thriving on stress" 

5 .  How would you rate the value of: the section: 
"Trauma" 

6. How would you rate the overall value of the module 

Average 

pvalue 
<0.000 I 
~0.0001 
0.0835 

n 

345 

343 

345 

345 

344 

344 

344 

d-value 
0.544 
0.820 
0.157 

n 
-171 
338 
123 

SCALE 2: SUBJECTIVE KNOWLEDGE 

a 

0.807 

0.793 

0.79 1 

0.782 

0.782 

0.78 1 

0.818 

Ifi~udrro 
or htllt 
rub/< 

5 
( 1 . 5 )  

2 
(0.58OI0) 

I 
(0.29°/~) 

I 
(0.39%) 

I 
(0.29O/0) 

1 
(0.29%) 

7 

(0.570/0) 

Mean 
0.232 
0.397 
0.040 

Test 

r-tcrr: l'rc-rcst 
I'irccl t-rwt (cxpnimmd p u p )  
I'aircd r-test (contrnl )mup) 

CHOICES AND 
I f  /,<I// 

lrcluiv 
u r r q t ~  rubtr 

-I 

(o.&%) 

5 
(1.46Y0) 

9 
(2 6 YO 

13 
(3.77%) 

3 
(0.87O/0) 

3 
(0870/0) 

6 
(1.73%) 

Mzximum standard deviation 
0.326 
0.484 
0.2.3 

Maximum standard deviation 
0.69 I 
0.708 
0.275 

n 
471 
4 

123 

SCALE 3: ATTITUDE 

RESPONSES 
I f  Iurtl 
uimrr 

mrmqc ru.41~ 

57 
(1 6.52'/9) 

43 
(I 2.54%) 

86 
(24 93%) 

95 
(27.54'/0) 

67 
(19.38%) 

75 
((21.800,0) 

71 
(20.57%) 

p-valne 
0.0006 

<0.0001 
0.3765 

Mean 
0.335 
1.05-1 
0.018 

I f  l k u i  

u lor o/ 

rwbn 

281 
(8 I .45O/o) 

293 
(85.42O0) 

249 
(72.17%) 

236 
(64.4 I%) 

273 
(79.36O/0) 

265 
C17.03%) 

266 
(77. 1Oo/o) 

d-value 
0.310 
1.384 
0.065 

d-valuc 
0.109 
1.188 
0.09 l 

Tcst 
t-test I'w-rest 
I'ainul r-rcst (cxpcrimennl p u p )  
I'ircd t-tmt (control ,group) 

n 
370 
3-16 
123 

Mean 
0.041 
0.64 
0.024 

SCALE 4: BEHAVIOUR 
Test 
t-rcst t'rc-twt 
I'aircd r-tc$t (expccirn~nd group) 
I'aircul t-twr (conml group) 

Maximum srandard deviation 
0.376 
0.542 
0.262 0.3035 

n 
471 
346 
123 

Mean 
0.127 
1.106 
0.015 

Maximum standard deviation 
0.709 
0.842 
0.276 

pvalue 
0.0770 

<0.0001 
0.5319 

d-value 
0.170 
1.313 
0.054 



SCALE 6:RELEVANCE: STRESS MANAGEMENT MODULE 

TABLE 3.3: THE RELEVANCE OF THE STRESS MANAGEMENT MODULE 

1. The module will have positive impacl on my job performance 

. The module will have a positive impact on my ability to cope 276 
with the challenges of life 

QUESTIONS 

2. I will be able to apply my new knowledge in my job 

3 !will be able to apply my new skills in my job 

n 

344 

a CHOICES AND RESPONSES 

343 

34' 

5. I will beable mapply my new knowledge in my daily life 

6. I will be able to apply my new skills in my daily life 

7. The mcdule will increase my job satisfac~ion 

8. The module will increase my productivity 

9. The module will improve my abiliry to function in work 
related teams 

I /  iudnn 
or h/f/c 

ruhtc 

I 

10. The module will improve my abiliry ro render a good service 
ro the SAPS customers 

11. All other SAPS personnel should rezeive this module 

12. If all things are taken into account. this module was relevant 
for my job and personal life 

I 
(0.29" 0) 

1 
( 0 . 2  

343 

344 

343 

342 

344 

I f  ltud 
kin% 

rnrn{<c rwhrc 

1 
(tlS,,,,n) 

343 

344 

34 

2 
(0.58O$~) 

7 

(0.4"~") 

I 
([,,2,y.,) 

I 
(0.2lPi,) 

I 
(0.2')0 0)  

1 
(0.29"'~) 

'I 
( 0 . 2 ~ ~ )  

If lrrd 
u l ~ ~ r  

urtbnqr r d ~ f r  

-4 
2 , , 1 ,  

I 
(0.29"n) 

I 
(0.2')0!9) 

I 
(02'3%) 

I /  h d  
u hl o{ 

rr~htt. 

71 
(z0.6Ft1) 

72 
(2 I. l 1 % )  

5 
(1,4P,o) 

4 
(1.16Ok) 

4 
(I. 1 

3 
(0.87',0) 

1 
( 0 . 2 ~ ; ~ )  

268 
Ci7,3,,oo) 

3 

(0.&'"O) 

I 
(0.29%) 

I 
(0239'0) 

0.952 

269 
(7R.4T1b) 

266 
(78",4 

70 
(20.w,,,) 

73 
(21.20)  

85 
(24.7X0,'n) 

82 
(23.97'6) 

77 

0.952 

0.95 1 

52 
(1 5. 16080) 

5 1 
(1 4.8%) 

56 
(16.27"o) 

267 
r,~x4u,o~ 

266 
(7732%) 

3.7 
(73.7G0:n) 

256 
(74.85O~b) 

265 
( 7 7 . ~ ) ~ ~ : ~ )  

0.953 

0.952 

0'952 

0.952 

0.951 

288 
(83.96'+0) 

(84.59'"o) 

W6 
(8J.l.f"'~) 

0.952 

0.955 

0.953 



APPENDIX 4: 
STATISTICS RE MODLTLE 8: SUBSTANCE 

DEPENDENCY 

SCALES 1 TO 4: SUBSTANCE DEPENDENCY 

( I'xn d t-test (control k~oup) 

1 SCALE 4: BEHAVIOUR 

SCALE 5:VALUE 

TABLE 4.2: THE VALUE OF THE SUBSTANCE DEPENDENCY MODULE 

. 

'I'cs t 
t-ccsr: I'rc-tcs~ 
I'airctl I-rest (cxpmmconl group) 
1':wcd t-test (control ,group) 

Qtreslions 

I. I low would you rate the valuc of the s~udon: 
UDefioitions of abase and dependency' 

3. 1 IOW WOIIIJ you n t c  thc vzlue of thc scccion: 
" W h y  do people take drugs?" 

3. I-low w o ~ ~ l d  you ratc rlic valuc o f  the section: 
"List of dn~g classes and [he way that they are 
administered" 

4. 1 low wvuld you rate thc valuc of the sc~tion: 
ULegal substances" 

5. I low would you rote thc vduc of thc sccrion: 
''lllegal substances" 

6. I.Io\v would you rate thc value of thc sccrioo: 
"Alcohol as a legal substance" 

7. 1 low would you nrc  rhc. valuc of rhc scrrion: 
"Treatment" 

8. 1 low wc~uld you n rc  rhc trverall value of thc Subsrancc 
L~epmrlcncv modrdc? 

i\vcrage 

q 

501 
382 
117 

376 

376 

376 

375 

376 

376 

375 

375 

pvalue 
0.059 
0.0001 
0.061 

a 

- 
0.902 

0.894 
- 

0.890 

0.891 

0.888 

0.896 

0.895 

0.891 

0.905 

Lt had no 
or litde 
value 

5 
(1 .3z0/0) 

14 
(3.7Z0/0) 

12 
(3.19%) 

8 
(2.13Y0) 

20 
(5.31%) 

20 
37"~.j1~/o) 

8 
(2.12?/0) 

I1 
(2.939'0) 

12 
(3.25%) 

d-value 
0.175 
0.619 
0.174 

Mean 
0.070 
0.261 
0.038 

Maximum standard deviation 
0.400 
0.471 
0.218 

choices and 
I r  had 
below 
average 
value 

4 
((1.06%) 

2 
(0.53O/0) 

5 
(1.37O4 

5 
((1.3370) 

7 
(1.86O/o) 

8 
(2.12%) 

4 
(1.06O/0) 

5 
(1.33'/0) 

5 
(1 .3Z0/o) 

responses 
I t  had 
above 

average 
value 

65 
(1 7.28%) 

80 
(21 .27'/0) 

98 
(26.06%) 

82 
((31.86%) 

7 1 
(18.88?/0) 

85 
(22.60%) 

72 
(13.14%) 

77- 
(1 9.10°/o) 

78 
(20.78%) 

It had 
a lot of 
valire 

302 
(80.31 O/q) 

280 
(7114.46O/o) 

261 
(69.419/0) 

280 
(74.66O/0) 

778 
(73.93%) 

263 
(67.94%) 

292 
(77.65O,'0) 

287 
(76.53'/0) 

280 
(74.6 1%) 



S C U  6: RELEVANCE 

TABLE 4.3: THE RELEVANCE OF THE SUBSTANCE DEPENDENCY MODULE 



RESLTLTS 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. I t  

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 - h e  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 identiQjng particulars (Section 1) and a standard introductory 

statement (Section 2), the results of the discussions are summarized in Section 3 and the nature 

and implications of the responses on the indvidud questions are provided in Section 4. 

Section 1: Identifying particulars 

! Place of session: I 
I 

Western Cape & Gauteng Provlirces 

r--- - .- -- -- - -- - -- 
, Gender of responden; r I 

Male I Fern& 
I - I 

- r-- 
20 I 3 

7- 1 Race of respondents Coloured 1 White 
I I 

- I l4 
I 

I I 9 I - 
I 

I I 

- .. 

- I 
- .- - 

/ Date of session: 2005-08-02 & 2005-08-16 

Section 2: Basic introductory statement 

Number of 
respondents 

I 

Welcome once again! 

23 

About 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. The goal of chat programme was to empower you with certain knowledge 

and skills for your future in the SAPS. 



Now you have been cl~osen RS 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 h o w  how effective it is in meeting the needs of student 

constables. For h s  we need -help to enable us to serve you and your colleagues better.. 

jilthough this discussion will be capcd, 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, whch summarises the 

&scussions that we had on h s  ropic. 

Thank you very tnuch for your cooperation. 

Section 3: Summary of results 

From the focus group discussions and the responses to jndjvidual core questions (see Section 4), 

the following overall trends came to the fore: 

b 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 still recall the 

different conflict handhng styles, whch confirms that the use of metaphors @king the conflict 

handhng styles to certain animal behaviours in conflict situations) together with role plays was 

successhl. These methods re-enforced the positive outcome of conflict resolution when using 

the dtfferent conflict handling styles wisely. 

b Effect on relationships 

The recrtuts mentioned consistently that this module sharpened their commu~cation s U s ,  

especially listening skills. Appropriate and confident use of communication shlls are crucial in 

doing their work effectively as police officials as well as in maintaming personal relationships. 

b Effect on the individual 

The recruits mentioned mostly that the module assisred them in the following: 

a Increased self-confidence 

a Improved personal motivation 

o Increased job satisfaction 

o Expanded kno\vledge on the self, life and its challenges 

a Ensured a greatcr understandng of different people and their habits/conduct etc. 



Section 4: Responses to individual core questions and their 
implications 

1. The outcomes of the module 
e 1 1.1 Core question: T o  what extent did you become aware of the effect that your personal 

1 conflict management style has o n  your relationships? Please motivate your answer 

I Some individual responses: 
It made me realize that life has its ups and downs 
It is always important to open up and listen to others' views or thoughts 
Before I used to gwe in when having an argument, after this I will be able to act more like an owl 
Since my childhood I am peace loving I don't believe in violence when you want something 
Understanding you colleague's conflict handling style will improve relations and productivity 
To  be approachable will help when solving conflict situations 
IF you are aggressive, it wtll make conflicts worse 
I like to respect others, also when in a conflict situation 
I like to share ddferenc views with my friends or colleagues 
After the lecrure of the social worker at the college, that is where I found out that I am an owl and 
is been effecdve und today and it gives me the positive attitude towards my work, friends, family 
and relationships 
Sometimes it makes me angq because some other people cake advantage if they see that I am very 
calm and open person. 

Trends 
Understanding and sensitivity towards the usage of the Mferent con£lict management styles is a 
positive step towards solving a conflict situauon 
Utilizing the conflict management styles correctly improved commut~ication and listening skills 

2. The relevance of the module 

2.1 Core question: T o  what extent did the module have a positive impact o n  your job ? 
I 

performance/productivity? Please motivate your answcr 

Some individual responses: 
2.1 .I It helped to manage difficult situations 
2.1.2 It has hghlighted me about how to work with people 
2.1.3 It helped me to understand people better and improve my skills to work wlth different kinds of 

people 
2.1.4 I have learned that  each and everyone has a certain conflict handhg  style and I need to appreciate 

chat 1 2.1.5 I feel more comfortable in dealing wiih people who have negative attitudes towards me 
2.1.6 To always approach my job with a positive mind which results in me getting more experience in I w o r h g  productively, being friendly and co-operative mlth different people 
3.1.7 It helped me to do my job properly and be productive I 

/ 2.1.8 I like to communicate properly when trying to solve a confict 
2.1.9 By being positive, helps me to be more productive and experience less conflicts 
2.1.10 It helped me to understand work challenges better 

1 2.1.11 I am still uncomfortable when dealing with a conflict situation and still tend to get aggressive 

Trends 
0 Managing and resolving con flict situations improved 
o Relations wi& others improved, which created a conducive atmosphere for producavity 

bIore application of styles is necessary to experience the positive effect thereof 



- 1 
2.2 T o  what extent were you able to apply the new knowledge and skills in your job? Please 

motivate your answer: 

2.2.1 1 have not yet had the oppomlnity or situation whereby I can be able to teU an honest answer 
2.2.1 To  work in groups is challenging and there is where I had to try out the different conflict handling 

styles 
2.2.2 I could tr)- the styles out with my colleagues I had trouble with 
2.2.3 I t  helped me to handle the emotions of people and to calm them down 1 2.2.4 To  approach each and every sinution positively 

1 

2.2.5 I had already to handle stressful conflict situations in the work environment 
2.2.6 I codd help colleagues and family members to solve conflicts 
2.2.7 To accept my mistakes when I did wrong 

1 2.2.8 The knowledge and skills I gained regarding solving conflicts helped me to solve conflicts in the 
workplace 

2.2.9 I already had lots of oppom~nines to deal with conacts in the workplace 
2.2.10 I can make a drfference by improving service delivery and providing service to the community 1 

1 
2.2.11 1 am improving a lot since I have been applying the different conflict styles 
2.2.12 The kno\vledge and skills that I've been taught, helps me to make my job easler as I apply it to 

each and everybody 
Trends 
0 Applied the conflict management styles within groups and with individuals, outcome was increased 

confidence, better rehtions with colleagues 
Effect of applying the styles is positive - boosting self-confidence and improving relations 
A positive artitude also improved productivity 

-- q 
2.3 To what extent did the module have a positive impact on your ability to cope with the r challenges of life? Please motivate your answer I 

It helped in a manner that I had to change my style of approaching people m d  also J have to be 

careful with other people's beliefs 

Now I can cope with the challenges of life because I learned how to deal with difficult situations ' 
better 

I am more prepared to handle different situations 

I know that there are challenges and I must be ready to deal with them 

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 

Life is challenging and I am capable to face it 

It has boosted my knowledge on copmg with people wrrh dtfferent perspecuves 

I have learned that there are some problems that can not be solved alone, you must seek some 

help from someone who has more bowledge 

I am able ro approach each and every situation positively 

The fact that I know better how to solve conflicts, reheved stress I expcticnced due to conflicts 

To  become a guidc to other people and also m m): fnmily 

To accept and take responsibility for mistakes I've made 

I gamed more confidence when I saw the conflict handling styles that I applied, really worked 

I understand the challenges of life better feel positive about dealing with them 

XIore knowledge made me morc confident 



- -- I 1 Trends 
Had a posirive impact on their attinide as they feel more confident to deal wlch  conflict situations 

I The effect of applying the conflict management styles improved relations 
' 

Recruits cope and behave more positively towards c o d c t  siniations, instead of p o r i n g  them or 1 becoming stressed 

7 

2 . 4  To what extent w e e  you able to apply the new knowledge and skills in your daily 
life? Please motivate your answer: 

1 2.4.1 Xfy family is saying that they can see that I have learned a lot, dso when I deal with conflicts with ' 
I them 
I 

2.4.2 In my daily life T apply the new knowledge and skills and this helps me to get dong with people 

1 2.4.3 I understand people better 

2.4.4 My conduct changed positively and my attitude towards others are better 

1 2.4.5 I am making friends more easily than before, because I felt rnore confident after attendiag the 

social worker's course 

2.4.6 Through that knowledge I've learned, I am more able to choose dght from wrong, to appreciate 

other people and be appreciated by others 

I 2.4.7 T am more prepared to deal with challenges confidently 
I 

1 24.8 \Wen you are G a specific situation, it is diffcdt to deal with it if you do not have the right skills 
I 

2.4.9 The knowledge and skills that have made me to see life differently and from a positive angle. 

' Trends 
1 The recrurts' relations with coUeaguer and family members improved when they started to apply the 

conflict management styles confidently 
They espressed a positive amtude with regard to dealing with conflict situations 

I 9 
2.5 T o  what extent did the module increase your job satisfaction? Please motivate your I answer 

/ 2.5.1 1 am not yet sure 

2.5.2 It helped me to know and enjoy my job 

2.5.3 This module helped me to feel satisfied with my work 

2.5.4 Yes, because my job is to serve and to help people and I feel more confident to do it 

2.5.5 Some of the people came and asked for advise I can help them according to my knowledge 

2.5.6 Not yet, because I never went through to the job. 

1 Trends 
I Job satisfaction increased as it improved confidence in work and assisting people 
/ o Not yet sure 



- - - 8  

/HOW would you rate the value of thismodule? Please motivate your answer 
-- - - 

1 2.6.1 The module helped me to become motivated and confident when dealing with people 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 
I 

2.6.3 It highlighted me about how to bve my life and atso to h o w  myself 

1 2.6.4 Before I didn't even know if I am aggessive or not 

2.6.5 It has opened our minds to the extend that there are people who will not like whar wc are doing 

outside and then 1x.e will need these skills 

2.6.6 Yes, it has value - I know and understand myself better 

2.6.7 I know myself better than before 

2.6.8 This module is good in ways that it helps us to see the challenges of life in a positive way 

2.6.9 It is valuable to us all and not just to police officers. 

Trends 
Espanded knowledge with regard to self, life and its challenges 
It improved motivation 

' 2.7 How would you rate the relevance of this module? Please motivate your answer. 7 
2.7.1 It helped to manage the workplace and the family environment better 

2.7.2 It  has given me the knowledge how to deal with the problems on a daily basis. 

2.7.3 T o  deal with daily conac t  

2.7.4 Yes, it exposed me to solve problems if he re  is an inrernal siruation 

2.7.5 Yes, it is relevant because I use it daily, so now T know how to differentiate 

2.7.6 It  makes me feel better because nest time if I h d  the situation like this I know how to solve it 

2.7.7 It  is hghly relevant as we are facing the daily life, job, problems and conflicts 

1 27.8 Ir is relevant for everything in my life. 

/ Trends 
I The skills assisted in managing conflict appropriately in the workplace and family life 

3. Knowledge, attitude and behaviour 
I! 

3.1 To what extent do you think t h~s  module changed your knowledge on the subject of ; 

conflict? Please mouvate your answer. 
3.1.1 -Uways listen to what the other person has to say before judging that person and one must also 

avo~d assumptions 
3.1.2 It has changed that way I solve problems, I have to solve the problems in the way that the two 

parues can be happy 
3.1.3 1 use to withdraw when involved in a conflict sihlation but now I have learned that through 

I 
peacehl approach conclusions can be reached without having g~ud~g-es, and I am more discipline 
&an before 

I 3.1.3 The knowledge that I get from the conflict management is to be always have a positive mind set 
when it comes to difficult situations 

1 3.1.5 It taught me to calm down when solrmg a matter put asidc my differences and attitudes and t q  to 
get a solution to both parties in nghtful manner. 



Trends 
1 
I o Sharpened communication skills 

, .-\pply conflict management styles more effectively 

-- - .- - 
3.2 To what extent do you think this module changed your attitude towards conflict? 

7 
I Please motivate your answer. 

- 
1 3.2.1 hiust iil most cases try to share our problems with others 

1 3 . 2  It helps me to be good person, I know now who I am and how to handle stressful situations 
! 
1 3.2.3 I learned not to approach siruations and/or other people with a negauve attitude 

1 3.2.4 ;U\vays try to have a positive amtude with whatever I d o  or with whom I am worliing with 

i 3.2.5 Positive attitudes always pays positive results 

/ 3.2.6 Before I was short tempered, now I know how to behave well in front of my friends 

1 3.2.7 With a positive attitude you get better results 

1 3.2.8 Now people like me because I am always positive 

1 3.2.9 Ir changed me a lor since as sometimes 1 get emotional and angry which sornethlng was wrong as 

you have to listen to other people's advice. 
! 

Trends 
The effect of a positive attitude improved relations and better results of difficult situations were 

i experienced 

3.3 T o  what extent do you think this module changed your behaviour regarding conflict? 
9 

1 Please motivate your answer. 
- -  -- - - .  .. 

3.3.1 -%lways accommodate the other people's religions 

3.3.2 :\lways explain my feelin<gs to the other person though sometimes it is difficult 

3.3.3 I have changed a lot 

3.3.4 I am a better person and I Wre to thank all the people who came to d o  this module 

3.3.5 Xly behaviour changes for the better thm it was before 

3.3.6 I have learned that wirh good behawour you earn respect from others 

3.3.7 People view you as a role model if you have a good behaviour, you feel accepted by society 

' 3.3.8 hly behavlour has completely changed, before I was not able to accept difficult situations 1 3.3.9 i t  did my behaviour good, as now I am more disciplined than before. 

Trends 
Recrujts espcrieaced a positive change in their behaviour and it resulted in better relations with other 
people 

0 They imdcrstand and approach people differently than before 



APPEIYDIX 6: 
RESCTLTS OF THE FOCUS GROUP DISCUSSION OF 

MODULE 5: ASSERTIVEl'ESS 

The i~~fonnation h a t  was generated by means of the focus group discussions is provided here. Ir 

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 dscussions. These questions 

covered three facets, namely the impact of the module - the extent to whlch the module's 

outcomes were achieved, the relevance of the module as well as the long-term effect it had an  the 

recruits' knowledge, attitude and behaviour. 

Besides basic information such as identifying particulars (Section 1) and a scandard introductory 

statement (Section 2), the results of d ~ e  discussions are summarized in Scctiorl 3 and rhe natlue 

and implications of the responses to the individual questions are provided in Section 4. 

Section 1: Identifying particulars 
I 
I Place of session: ! i Western Cape & Gaureq Pronbces 
I 

1 Date of session: I 2005-08-02 & 2005-08-1 6 

1 Gender of respondents I 1. Mule I 2. Fema/e 

Number of 
respondents 

21 

Section 2: Basic introductory statement 

I 

I 

I 

1Velcorne once again! 

22 
I 

2 

About seven months ago you started your Basic Training in a SAPS Basic Trxining Provision 

Institution. Part of that training was Theme 3: Self-h'ianagement that was presented to you by a 

Police Social CVorker. The goal of that programme was to empower you with certain knowledge 

and skills for your future in the SAPS. 

- 

r a c e  of respondents - w 1 . i  1 3. Co/oured I 4. mite 

Now you have been chosen as a member of a discussion group in a research project on the 

effectiveness of the "Self Mmggement" programme. This programme was a large and 



espensive initiative and we must know how effective it was in meeting the needs of student 

constables. For h s  we need m r  help to enable us to sen7e you and your colleagues better. 

Although this discussion will be taped, all the names of the participants will be kept confidentixl. 

The results of the &scussions may be published in a PhD thesis at the North-West University. 

You help us in this process by completing the following questions, which summatises h e  

discussions that we had on this topic. Thank you very much fur your cooperation. 

Section 3: Overall trends and implications 

From the focus group discussions and the responses to individud core questions (see Section 4), 

the foklowing overall trends came to the fore: 

b Impact of being assettive 

The recruits esperienced 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 h e m  to experience work, life and people positively. 

b Effect on knowledge, attitude and behaviour 

The recruits understood the dfference between passive, aggressive and assertive behaviour and 

the consequences of each of the styles. The use of assertiveness improved their f eehg  of being 

professional. It 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 
-- -- 

To what extent did this module help you to become more assertive? Please motivate your 1 

answer 

1.1.1 Firstly, I was aggressive but after this programme I can see that aggressiveness is not the way to 

I live, I must become assertive 

1 1.1.2 1 have learned how to be assertive 

1 1.1.3 T o  validate situations and know when to behave assertively 

1 1.1.4 W e n  you express p u r  feelings honestly, not to forget the tights of orher people 

1.1.5 Personal satisfaction by not violating others' human rights should be taken into consideration. 

I 1.1.6 I feel more able to behave assertively in all kinds of siniations 1 1.1.7 Given the effects of what the basic making had on my personality I t M  the module has made 

me realize the importance of being assertive 



- -- 

The assertive module made a big difference in my life udtll regard to my behaviour and attitude 

towards my job 

It gives me more courage to deal with other people, especially when they are assertive 

To  manage yourself in an addt manner and not to be aggressive when d e a h g  with difficult 

aspects 

To  treat the next person as a human being and to generate assertiveness 

To  approach people in a friendly, adult way so that you can get good results 

It helped me to handle situations in a reasonable manner 

Assertiveness is better than aggressiveness. 

The module has served as an eye-opener. 

Trends 

The recruits received the following insights with regud to assertiveness: 

Being assertive helps a person to be reasonable when denling with other people 

2. The relevance of the module 

2.1 Core question: To what extent did the module have a positive impact on your job %! 
I 

performance/productivity? Please motivate your answer 1 
/ 2.1.1 I think it will have a positive impact, because when 1 a m  on duty I must not violate the dghts of 

the community I 

2.1.2 1 have to work hand in hand with the community 

2.1.3 It will help in the sense that professionalism is veT important when rendering the service to the , 

I public 
2.1.4 I am more confident to do  my job I 

2.1.5 This module will help me to be professional, irrespective of different job situations 
2.16 It has a positive impact and I am motivated to render a professional service 
2.1.7 The module has indeed a positive impact because it leads me to approach the job professionally ~ 

and render services without any problems 

2.1.8 To become assertive when performing your duties, to be polite and to act in a good manner 
1 . 9  It will have a positive impact in my fiiture job performance and rendering of good services 

2.1.10 I still need time to see if it will impact on my job performance 

2.1.11 I will be able to handle myself in a professior~al way 

The following aspects were important to the recruits: i , 0 Job satisfaction/productixity will increase when you behave professionally towards the community 

-- - -. .. - -- - - - 2.2 To whar extent were you able m apply the new knowledge and skills in your job? Please 

I motivate your answer: 
. - -- -- - - - - .- .-- -. -. -- - .- - - -. 

2.2.1 I want to give everything for my job and this module %rill help me to do so 

I 2.2.2 I am going to apply all the knowledge I learnt from this module 1 2.2.3 1 will be able to render a professional service 

1 2.2.4 Presently, I could apply my new knowledge and assertiveness skills at a higher level, as ar the 



-- . - - - - 

training institution we never got the chance to apply those slulls 
' 

1 3.2.5 Difficiilt to apply du.ring tcaiaiog, will now be able to apply the assertiveness skills 

2.2.6 W i  be able to apply the assertiveness s M s  

1 2.2.7 & l t  the training institution I was unable to apply it, but I think now I can apply it when the 
oppom~nity arises 

I 

; 2.2.8 I am committed to xender professional services 
I i 3.2.9 I will be apply the new knowledge and skills in my job when the opportunity arises 

1 2.2.10 I a n  no longer qu.ick in respondmg to what other people are saying, I fmt listen then respond 

I 

1 Trends 

Recruits regarded the follo\ving as important 

1 They intend to apply it successfully in thew work environment 

3 ' 2.3 To what extent did the module have a positive impact o n  your ability to  cope with the 

I challenges o f  life? Please motivate your answer 

; 2.3.1 1 feel better equipped to deal with life's challenges 

I 232 
1 am more positive in dealing with ddfrcult situations 

, 2.3.3 1 am mentally prepared and practice it in everyday life 

1 2.3.4 I will be able to cope better with any challenges that mag arise 

I 2.3.5 There are drfferent needs from different people and I feel equipped to deal with them 

! 2.3.6 The module has taught me to be assmve even under some situations rhat are demanding 

2.3.7 I can be assertive as a human being and as a person 

1 2.3.8 With the ability of asrerti~~eness, I managed to cope with every obstacles I came across and it 

i makes to b ~ v e  a positive attitude towards everything 

2.3.3 Being assertive it makes one to be healthy and relaxed 
2.3.10 It has a positive impact on my ability to cope with the challenges of life 
2.3.1 1 I have to be assertive not aggressive at home or at work, it ensures positive relations 
2.3.12 Life is good when your approach it in a good manner 

i 
I Trends 

The recruits are of the opinion rhat: 
I They have a positive attitude towards the use of assertiveness in their daily conduct 

- -  9 
r2.4 To what extent were you able to apply the new knowledge and skills in your daily 

1 life? Please motivate your answer: 
I 

-- - - - - . - - - - - - - - 1 2 T . 1  If the social workers have not come that day I wouldn't have known about d ~ a  knowledge and 

now I am able to apply it - i t  improved my Life 

It was difficult during training t,o apply assertiveness, now that I a.m more esposcd to the work 

sitnation it became important to apply assertiveness skills 

1 24.3 1"he life durklg making was very Lfferenr to the he& 1 a,m exposed to now, I fmd it very important 
I 

to apply assertiveness skills in al l  spheres of life 

1 2.4.4 I c  helped me to cope with different situarions aid  how 1 communicate to my collea,pes 



-- - P 
Trends 
The recruits felt that: 

1 iipplication of assertiveness in spheres of life is important as it results in improved relations and builds 

self-confidcnce 

1 1 To what extent did the module increase your job satisfaction? Please motivate your 1 answer 

2.5.1 There was no time to consider youcself being self-assertive d u ~ g  basic training 

2.5.2 The environment under which the basic training took place, were not conducive in applying 

assertiveness 

2.5.3 The environment itself was not conducive to that, but at the moment it contributes to increasing 

my job satisfaction 

2.5.4 It enables me to be bold and strong to face the real world 

2.5.5 I've managed to adapt to the situation and difficulties of &g 

Trends 

It was important to the recruits that: 

They could not apply assertiveness diuing basic training circumstances, however, they are prepared to 

do so in their current work environment 

1 2.6 How would you rate the value of this module? Please motivate your answer 1 
i 

2.6.1 It hlghhghted to me to work with different people and how to handle different attitudes of people ~ 
outside 1 

2.6.2 It is important because it will help me conduct myself professionally in a work/family situation and ' 
outside the work situation. 

2.6.3 ;\lso to be able to restructure my mind set in order to deal with the different attitudes of people 

2.6.4 It has a positive value as it enabled me to face the h n u e  in a positive manner 

2.6.5 Yes it helps me, especially when I am supposed to deal with people in the working environment 

2.6.6 It helped to change mq. attitude r 
2.6.7 It helped me to understand the behaviour of the others 

2.6.8 On how to conduct myself on dealing with different people who approach me in a certain neptive : 

way 

2.6.9 Opened my mind to become rather self-assertive than being aggrcssive 

2.6.10 It wiU help me to deal with negative people outside better 

2.6.11 Before I was so aggressive and now I. bave changed to be assertive 

2.6.12 Helps me to accommodate other people, their attitudes, behavio~u and beliefs 

Trends 
I Recruits valued the module as follows: 
I 

Assertiveness is a very important tool to use when dealing with people 

It impacted positively on their attitudes towards work, life and others 



3. howledge, attitude and behaviour 

? 

3.1 To what extent do you think this module changed your knowledge on the subject 
of assertiveness? Please motivate your answer. 

3.1.1 It helped me to communicate in a way that when I do not violate the nghts o l  other people 

3.1.2 1 must be open when 1 talk, but respect others' rights 

3.1.3 Understand that 1 need present myself in a very positive m a m a  

3.1.4 The levels of b e q  passive, assertive and aggressive have been expIaIaed in a way that I am able to 

distinguish one Gom the other and apply the skills 

3.1.5 This m d e  helped me to present myself professionally 

3.1.6 This module make me to see bow being passive and aggression make things worse and being 

assertme makes you see things differently in a positive manner 

3.1.7 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 

It improved the recruits' communication s4ulls 

Q Could understand the difference between passive, aggxessive and assertive behaviour and how applying 

assertiveness improves relations in a positive manner 

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 

2.8.2 It is relevant since human be+ are sensitive creatures that must be treated with respect and 

drgolty 
2.8.3 It will also help to conduct oneselfin an acceptable manner to the society as a whole 

2.8.4 I see the relevance of the module in the h e r  development on my perception of Efe 

2.8.5 I will have a better understanding if other people who may react differently to my views on certain 

aspects 

2.8.6 Yes it is relevant to be assertive at ail times as I will be dealiag with the society 

2.8.7 I wish I can be lectured or introduced once or rwice a year because it help to realize the real person 

you are 

2.8.8 To handle aggzessive people positiveLy without f&g dejection or being undermined 

2.8.9 To have self confidence in whatever I do 

2.8.10 It is relevant to my daily life and also to my work environment 

28.1 1 Now I know how to approach the community and the challenges to come 

Trends 

The reamits experienced the module as very relevant: 

0 Assertiveness is a must for police officials, especially when executing thek duties 

0 Assertiveness will ensure positive relations with the community as they will perceive police officials as 

professional 



1 - - - ~ -. - - . - - - - -- - --- - 

1 3.2 T o  what extent do  you think this moclille changed your attitude towards 
I assertiveness? Please motivate pour answer. 
- -- - -  . . . - - . - - - - -- - - - - - - 

1 3.2.1 It has changed my attitude towards other people I have to respect and h a t  they should respect me 

1 3.2.2 =\ssertiveness changed my way of dealing with people 

i 3.2.3 hIy attitude towards people is now positive 

3.2.1 rissertiverless helped me to know m y  needs and the way to present my thoughts , 3.2.5 W t h  a positive attitude you c m  make others realize how importarlt an issue is to you 

i 3.2.6 Attitude is very important, it determines the person you are and this module helped me to 

understand exactly how to handle other people's attitudes 

3.2 7 It made me realize that one has to be assertive and still treat other people with dgnity 

3.2.8 T o  know and accept that there is humanity out there 

1 3.2.9 T o  take things in a positive manner, that is with full dedication and commitment 

1 3.2.10 T o  erase that mentality of approaching situations in an aggressive manner to attend to complaints 1 
professionally and not to jump into co~clusions and to know that there will always be two sides of  , I 

I the story 

/ 3.2.1 1 I had a negative attitude when I was at the training institution, I was also aggressive because of  the 

i pressure. Now I realize that I must change my attitude to being positive and assertive 

Trends I 0 The recruits are portraying a positive attitude towards the use of assertiveness as an important s M  

1 when dealing with people. It impacted on theit self-confidence and feeling of being professional 

To what extent do you -&ink this module changed your behaviour regarding 
9 

I 

assertiveness? Please motivate your answer. 

I must not violate the rights of others, I have to behave well in the public to serve the cornmuity 

with & p i t y  
T l ~ e  behavio~u and manner in which I will conduct myself must be acceptable to the nest person 

hiy way of  expression, feelings and opinions will not vidate the interest of other people 

.\ppropriate behaviour to be able to express my feelings in a respectfid way so that the nest person 

can d o  the same 

This module changed my behaviour because I realized that in order to be treated with respect, p u  

have to respect or  express your feelings towacds ocher parties in a good way 

To approach others in a professional manner, witb dignity 

To know that the rights of people must be respected, that the results of  not respecttng other would 

bring negative consequences which can de-motivate yo11 

Aly behaviour has changed to expressing my opinion and to talk to other with respect and being 

assertive will change my behaviour and now my attitude 

I have to always treat people with respect and good behaviour. 

Trends 
' f ie  importance of professional beharioi~r, not violating the rights of yourself and others 

1 o It gave them self-confidence, helping themselves to express them in an adult manner 
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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 

I6 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 acheved), the relevance of the module and the long-term effect that it had on the 

recruits' knowledge, attitude and behaviour. 

The participants' identifping particulars will be provided in Section I ,  the standard introductory 

statement in Section 2, a sumnlilry of the results of the discussions in Section 3 and the natllre and 

implications of the responses to the individual questions in Section 4. 

Section 1: Identifying particulars 
4 / Place of session: F w e s r e r n  Cape & Gauteng Provinces 

I G e  of session: 2005-08-03 & 2005-08- 17 

Race of respondents / I 3. co/ot~r~d i 4. IVbite 

r F I ,  4 I - 

Number of 
respondents 

Gender of tespondents 

!- 

Section 2: Basic introductory statement 

22 
I 

1. Ma/e I 2. Female 
I , 

15 I 7 
I 

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: Self-Management that was presented to you by a 

Police Social Worker. The goal of that programme wvas to empower yo11 with certain knowledge 

and skills for your future in the Sr\13S. 

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 help to enable us to senre you and your colleagues better. 



Although this discussion ivill 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 questions, which summarises the 

discussions that we had on thls topic. 

Thank you very much for your cooperation. 

Section 3: Overall trends and implications 

From the focus group &scussions and the responses to individual core questions (see Section 41, 

the following overall trends came to the fore: 

b Emotional, physical and mental effect of stress 

Respondents shared ivith 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. 

b Strategies and techniques for effective stress management 

This part of the module was particularly effective as experiential learning methods were utilised 

which enabled the respondents to esperience the positive results that stress management strategies 

and techniques have on them. 

The esposwe to the strategies and techniques enabled them to compile a personal stress 

management programme. They could esperience the positive effect of taking responsibility for 

their own well-being by implementing this programme in their Lives. 

b Relevance of the module 

It is a known fact that police work is regarded as generally stressful. 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. 

b Knowledge, attitude and behaviout 

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. 

Section 4: Appenllises 179 



Section 4: Responses to individual core questions and their 
implications 

1. The outcomes of the module 
J 

1 . I .  I I know stress is the imbalance of your body unnl you no louger can control it yourself 

1.1.3 Too much stress is not p o d  for the production. 

1.13 Normal stress which is posinve can make somebod!- to perform better 

1 . 1  I have a clear understanding of what stress is, I am able to identify the level of stress, the 

symptoms as well as the result of stress 

Trends 

x 'They identified the term stress by explauimg the effect of stress on productiv~ty. 
'I 

L 

1.2 '1'0 what extent could you identify the physiological aspects o f  stress? l'Ieu,r~ molir!uteyor~r 

answer 

l.3.1 JZmotional, physical, mental and spiritual stress levels 

1.2.2 A person becomes mentally affected and starts to think negative 

1.2.3 Psychological aspects of  stress is like emotional when your mind think more things that you can't 

afford 

1.2.4 ;lggressiveness, no  participation, lose of self-esteem 

1.2.5 l'hysical, emotionally and psychological 

1.2.6 hgressiveness and depression 

1.2.7 Emotional stress is one of the aspects in stress 

1.2.8 If you experience stress it can show in your behaviour 

1.2.9 Physical stress you started to change by showing action 

1.3.10 I can be able to iden* the psychological aspects of  stress 

1.2.1 1 1 am able to tell that the persou is stressed because of the physical changes in their behaviour 

Trends 

x They codd  recall the emotional, physical, mental and spiritual aspects of stress 

1.3 '1'0 what extent could you compile a personal stress profile? I'/eu~e rnofi~irte yo//r om1ver 

1.3 1 Fkancral and family problems, when a person can't manage their finances end up being stressccl 

1.3.2 It doesn't make an impact on me 

1.3.3 1 have not made an impact on me because I cannot remember anything 

1.3.3 It can rnake an impact on my personal life cause now I now that or  how to consult when I am 

having stress 

Trends 

x This aspect was not so clear for them and they could not recall it properly. 
A- 



T o  what extent could you use given exercises for stress reduction? Pienre m o m  1.4 

1.4.1 By attending specific focus group and speak of situation 

1.4.2 The experiences ones can be advise from personal expenence 

1.4.3 Yes, it is true to exercise for stress reduction because if I have stress o w  bodies becomes weak 

1.4.4 Tn stress reduction I can exercise, meditation also works for me 

1.4.5 T a h g  about whatever problem with someone 

1.4.6 Asking for help from other people, counselling and going to gym 

1.4.7 Yes, because I can do exercises, focus what I am doing and also go for counsehg  

1.4.8 It is pracucal for me to exercises the stress reduction strategy 

1.4.9 I am able to control and manage my stress levels 

Trends 

were able to recall some of the stress reduction t e c h n i w  

can relax I d l  be m trouble, or can tell somebody/colleague 

.5.4 Go for counselling and psychologist as soon as possible 

.5.5 I think you should go for counselliflg immediately after an incident, because if you wait it will be 

something difficult for you 

5.6 I wviU immediately consult with the relevant, necessary and professional people who are trained to 

deal with traurnatised people. 

have to look alter you. health 

1.6.2 I have developed and used some of the strategies and techniques 

1.6.3 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 

.6.4 Some of strategies I have implemented U e  distancing myself from people who are emotional 

stressed and think positively, going to gym and associate with positive people 

.6.5 Read books sometimes 

.6.6 Some of the strategies and techniques I did implement in order to manage my stress most 
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Trends 

x They could recall the stress management strategies and techniques 

x They indicated that they implemented some of the strategies and techniques for effective stress 

management. 

1.7 'To what cstent  did you cornpile a personal stress management programme? l'lruse 
mo#it!aIe yorw answer 

1.7.1 Fmancial problems, I started to use my finances wisc l~  by srickig to my budget. .{ctually 1 have a 

stress problem. I have compiled my personal stress management programme as I can see a great 

improvement in me. Now whenever I come across a problem I know that is either I choose to 

entertain it or  not 

1.7.2 I did place my personal stress management programme in order to know what to d o  and what not. 

1.7.3 My first priority is to overcome some of my problems especially that which stresses me after them 

the smaller problems 

1.7.4 1 have accumulated a lot of personal stress, marriage relationships, financial, domesuc abuse that 

was causing much of my stress. ;Ul in all I can say let the social workers continue because their 

lessons are l~sefiil 

1.7.5 I did compile my own stress management programme of which it was good help 

1.7.6 The module has helped me a lot because I am able to piioritise my things in order to reduce my 

suess level. 

Trends 

x 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 

3.1 To what estent drd the rnodule have a positivc impact on your job performance/ 
productivity? PLease mohwte your a//szvcr 

2.1.1 I t  has a very positive impact - tny stress levels are low and I am more productive as I apply the 

learned stress management skills 

2.1.2 It  has a positive impact in case of self-esteem, I can now stay in a positive frame of mind 

2.1.3 I am able to take everythimg in a good way 

3.1.4 I t  has a positive impact on my job performance because if I have a problem I go to people whom I 

trust to help me 

2.1.5 Exercisu~g a lot and relax a lot and have self-esteem helps me to perform my job better 

2.1.6 Yes, it has a positive impact on my life and I manage strenuous relations better 

2.1.7 The stress management tnodde have a positive impact, I am more orpnized and less stressed 

about the new day and its challenges 

Trends 

x The recruits indicated that their improved capacity to deal with stress impacts posinvely on job 

performance. 



I 

2.4 T'o what extent ciid thc   nodule increase your job satisfaction? l'le~7.w rut,iiuwfeyot/r 
amwer 

2.4.1 l'es it increase my job satisfaction by accepting my problems that I come across and deal with 

them in an acceptable manner 

2.4.2 I arn sull h field training I have not yet had enough time to apply the module at work. But I think 
\v.vill incrase my job satisfaction as I have applied some at training and it worked 

2.4.3 Not !.et because still at uainimg 

2.4.4 It helped in an extent that since I have started implc~nendng this module it has increased my job 

satisfaction because lookiag back from my basic training now I am more productive in m r  job 

2.2. '1'0 what extent were you able to apply the new knowledge axlcl skills in your job? l'/r~~.re 

mofiva1e your anJJwcr 

3.3.1 \S'hen I have some emotional stress I lust accept it b!. controlling my cmotions 

2.3.2 I apply most of the new knowledge and skills in my daily life 

2.2.3 In stead of a tasi to/from work, I use a train which grves me enough t h e  to walk and to run a lot 

2.2.4 I am able to applv the new knowledge and skills m my daily life to overcome stress and it really 

works 

7.2.5 W l e ~ l  coming across stressful situations I go to the gym or  read books, to distance yourself frorn 

those who are stressing 

2.2.6 In most cases when I feel stressed I usually apply the new skills and knowledge of  stress 

management, usualJy I emotionally distance myself and mediate to manage my stress. 

2.2.7 I am no longer quick 111 responding to what other people are saying, I f i s t  listen then respond. 

Trends 

x 'Ihey were able to apply the practical skills within their job situation. - 
t - 

2.3 7.0 what extent &d the module have a positive impact o n  your abiliq t o  cope with the 

challenges of life? Pleare morivaie yaw atlswet. 

2.3.1 Yes it helped mc to cope with stress in a positive manner 

2.3.2 When there is confi~sion in my mind 1 clear myselfby always being positive 

2.3.3 It has made a positive impact in my life 

2.3.4 1 can now- take aoythmg as it conles 

2.3.5 b.Iost of  the things comes as a challenge in my life and I am more prepared to deal with them and 

not to stress 

2.3.6 1 just tell myself that it will pass and I am not the only one with that problems 

2.3.7 It has a positive impact on my ability to cope because now I know what to d o  when I have stress 

and where to go when I have stress 

2.3.8 It helps me a lot because now I know what to d o  when I come across difficult, emotional, physical 

and behavioural stxess and also know where to go for counselling 

2.3.9 It has a positive impact, I have a positive attirude in whatever things I d o  and I take my problems 

as challenges in order to overcome them 

Trends 
x Recruits are confident with regard to their ability to cope with the challenges of life. 



than bcfore. 

Trends 

x 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 modulc? Plca~~e mobvote yom- un.rluer 

2.5.1 It has important value, because how I can deal with my problems that can lead mc to stress 

2.5.2 I think it has great value 

2.5.3 Today people know how to deal with stress, the symptoms and causes 

2.5.4 If this continues it will help a lot more people like me 

2.5.5 I think it has value and that the social worker should continue teaching this module at the training 

institution because there is a lot that we need to d o  there and ir is stressful so keep the good work 

UP 

2.5.6 I t h l k  this is fine that the social workers should continue to help the recruits so that they never 

make unnecessary mistakes 

2.5.7 I think this module is of great value, it really gives people a way forward because you know what 

stress is and how to manage stress. 

Trends 

x The majority of recruits confirmed the importance of this module. 

. 
2.6 How would you rate the relevance of dus module? Please n/o/i~!aIe yoiw annuct: 

7.6.1 :\s a police official I may come across situ:itions wlYch causes stress for me, now I know whom 

must I consult to assist me to deal with it appropriately 

2.6.2 I believe h a t  the organisation we are in, this module is vital daily 

2.6.3 \Ve have to deal with different crimes, problems, trauma, and a lot of w o k  in front o f  you. So I 
really think that people needs to be equipped with the stress management skills 

2.6.4 It changed my knowledge a bit because I already knew about stress management and have learned 

a lot from this module 

2.6.5 Keep the good work up 

2.6.6 This module is relevant more especially in this organisation because the workload that one must 

perform 

2.6.7 Instead of committing suicide, now I know what to d o  

2.6.8 This module is very relevant and must be presented to the police officials because the job we are 

doing is more cl~allenging and stressful so we really need this module in order to manage our stress 

most effectively. 

2.6.9 Now i know how to approach the community and the challenges to come. 

Trends 
x The majority mentioned the relevance of  the Stress 3lanagemeent module, they were able to integrate 

the importance thereof with the effect of stressful police work. 





APPENDIX 8: 
RESULTS O F  THE FOCUS GROUP DISCUSSION OF 

MODULE 8: SUBSTANCE DEPENDENCY 

??le information that was generated by means of the focus group discussions is provided here. It 

takes on the form of a su~nmary and t h ~  interpretation of the data that were generated. A total o f  

13 questions were posed and discussed during the foals cgroups 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 \ d l  be provided in Section 1, the standard iniroductory 

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 
1 

Place of session: Western Cape & Gaureng Prowhces 

I Date of session: I 2005-08-03 & 2005-08-17 
I -- - 

I -  r 
1 

I Number Of 1 respondents 

Section 2: Basic introductory statement 
Welcome once again! 

1 Gender of respondents 

About seven months ago you started your Basic Training in a SAPS Basic Training Provision 

Institution. Part of that training was Theme 3: Self-hlanagemcnt 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. 

-- -- 

1. hfa/e 
I 

2. Female 

Now you have been chosen as a member of a discussion group in a research project on the 

effectiveness of the "SeIf Management" programme. This programme was a largc and 

-- - - ,  I 

I--- 
15 

- -. 
I 

7 
-- - - - -- 

[Race of respondents \ F a ~ . k .  1 3. Colomd I 4. IVhite 

i 4 1 - 



expensive initiative and we must know how effective it is in meeting the needs of student 

constables. For this we need m r h e l p  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 &scussions may be published in a Ph.D. thesis at the North-West University. 

You will help us in this process by completing the following questions, whch  summarises the 

&scussions 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: 

F 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 hnctioning of a human being. It improved their awareness 

regarding the module and sensitised them to greater understanding of their personal drinking 

habits and those of  others. 

F Relevance of the module 

The content of the module is very relevant as the respondents could comprehend the impact 

thereof on their personal well-being, professional conduct and assisting in the community. 

b 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 times, 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 
I. 

1.1 '1-0 what estent did you become aware of the difference berwecn dependency and abuse? 
P l m  moticde y o r ~  uturver. 

I 

1.1 .I Can't remember what they did in this moclule 

1.1.2 Know the difference between dependency and abuse 

1.1.3 Can't remember it from thc module 

1.1.1 I learned a lot about abuse 

1 . 1  Substance dcpcndcnc!. means that you continuously need substances to cope, you cannot without 



1.2 T o  what cstent tlid you become aware of rl-lt: legal/illegal/prescription substances? 
1'1cme mofiijate yolrr atrrwer 

1.3.1 Before I only knew about illegal dn~gs,  now I've learned about legal and prescriptive drugs m this 

module. 

1.2.2 AIost recruits had prior information on illegal drugs and not legal/prescriptive drugs 

1.2.3 Gain new knowledge that prescriptive: medicine can be abused if not taken accord~ng to 

prescription 

1.2.4 Didn't h o w  about illegal dnlgs before - the new knowledge created much more awareness 

1.3.5 . i s  I grew up in a township I had an o p p o r t u n i ~  to be involved especially in the illegal substances 

and by doing that I knew by then those substances are illegal. -%nother factor it's whereby I 

experienced a lot of people using the illegal ones 

1.2.6 Illegal substances are substances that are harmfill and not suitable for people 

Trends  

x The recruits were still unsure what exactly the terms legal illegal and prescription substances entail. 

them 

1.1.6 It means something you cannot go without 

1.1.7 It gave me a wider knowledge of depcndency/abuse 

1.1.8 Learn the danger of dependency/abuse and that people die because of dependency 

1.1.9 -Abuse is excessir~e usage of inappropriate use of alcohol, and dependency is when yo11 are 

mentally/physicall dependant. 

1.1.10 >-ibuse is like drinking too much 

1.1.11 1 am aware of differences between dependency and ahuse 

1.1.12 I can say dependency is when you dependant on alcohol 

Trends  

x The recnuts were unsure: of what exactly the ddference between abuse and depeudency is. 

1 . j  'To what cstcnt did you learn more about the phases of alcohol dependency? 1'leu.re 

mofiuate yorjr auswer 
r 

1.3.1 Now I know the process of becoming dependant on substances 

1 3 .  Didn't know there were phases of alcoholism 

1.3.3 I learned that you get addicted over a period of time, not al of a sudden after one drink 

1.3.1 I have learned most of the phases so it will help me to notice when a person is dependant on 

alcohol 

1.3.5 I learned more about contemplation, determination, maintenance and relapse. 

1.3.6 I learned a lot and know now to deal wlth stress without alcohol 

1.3.7 Psychological dependency when a person thinks that they can't d o  without having an amount of 

Liquor or any other substances. Physical dependency IS when a person is telling that their bodies w~ll 

not function without it. 

1.3.8 Yes I learned more about the phases of alcohol dependency for example physical phase I say is 

when your body relies on substances. 

I 



Trends 

x Thry managed to rec,lll the h4o phascs of depvndency as well as the phases that a pcrson follow5 \\lien 

bccormng dependant on substances. 

1.4 To what extent could you identif), important  f;~ctors rcgarclllng treatment? Ple~/se ~acl~ii~a~e 
yom- nrz.cwIcr 

1.4.1 J can recall that there w:~s a part on trc:attnent in thc module 

1.4 3 Gained knowledge about withdrawal and how treatment helps you through that 

1.4.3 Gained hourledge that alcoholisn~ can not be cured 

1.4.4 Lcamed yori c:ln7t get cured 

1.4.5 Have to get medicine when you start your treatment 

1.4.6 Yo11 can srr doctors, speclall!; trained people 

1.4.7 By just identifying thosc different phases and the sooner one arc treated, the better the chanccs of 

h m / h e r  being helped 

1.4.8 'I'reatmenr is gogood to get advise so  that you can overcomc the challenges of alcohol dependency 

1.4.0 'I'rcatment demands a lot of hones9 and dedication from the person with a snbstance dependency 

problcm 

1.4.10 Kcalizcd that treatrnenl is very importar~t LO help you to stay sober and get help from tr:lined 

people 

1.4.1 1 -111crr are different types of treatment for &trerent problcms 

1.4.13 ;\bsent from work bccausc n l  ;~lcohol abuse/deperidency 

Trends 

x They rnanagcd to recall unportant factors reg~rding treatment such as \vithdraw:iI, medication, trained 

pcople to d o  therapy, etc. 

2. The relevance of the module 

2. I .  1 .\ny influence on productivity - has not been confronted wich that 

2.1.3 >lore awarc not to come to work under the influence 

2.1.3 EIavc to manage y o u r  drinking so that it docs not have ;in effect on your job performance 

2.1.4 'The more knowledge you have, the better choices vo11 make 

3.1.5 1 honestly think thc module works very weU for me hut at t l ~ c  cnd of the day it depcnds on the 

in&vidual whether hc/she will apply the knowledge in real life 

3.1.6 I t  taught mc to deal with my job without taking or being dependent on substances 

2.1.7 1 have gained a lot of espcricnce about sul~stancc abuse/dzpendency and it will hclp mc to more 

produc tire 

Trends  

x I!nilerstand the cffcct of being intoxicated on productivity. 



I 

2.3 3'0 what extent were you able to apply the new knowleclge and skills in your job? I'lease 
mo~'vateyol~r answer 

3.2.1 I gained the knowledge now I know I have to apply knolvledge to bc sober at work 

3.2.2 Can give communiv members some info on substance dependency to help prevent abuse 

2.2.3 Share knowledge wvith community members 

2.2.4 Will help to identi5 if colleaggues have an alcohol problem 

2.2.5 Can use tlis info in a job in order to stay productive and perfonn at pour peak 

2.2.6 Will help you when you are dealing wlth the community 

2.2.7 Knowledge will help you to have a better understandmg of substance abuse/dependencies 

2.2.8 -1s member of S.-\PS it is an everyday activity to apply your knowledge and skills 

2.2.9 I am able to apply necessary skills and all knowledge that I have 

2.2.10 I managed to speak openly about this type of issues 

2.2.11 I am able to apply the knowledge in work and community 

Trends 

x Sharing the knowledge with communities as well as assisting them/colleagues in managing the 

problem. 

2.3 To what extent did the module have a positive impact on your ability to cope with the 
challenges o f  life? P/sa.re motit.weo~tr a m e r  

2-3.1 Had a positive impact on m y  life 

2.3.2 Now I don't need a drink to gun confidence 

2.3.3 Positive Impact, because made me aware what goes on in communities 

2.3.4 I can now identify people with a problem and advise them to go for treatment 

2.3.5 You don't need alcohol for comfort if something is lacking 

2.3.6 It gave me more confidence to work with people 

2.3.7 I can cope with challenges of life like alcohol abuse, because I know how to manage myself 

e ffec tively 

2.3.8 I will be able to perform and I will be able to face challenges regarding substance dependencies 

2.3.9 hly life changed a lot, and I am able to comrnur~cate better with people who are having this 

problem 

2.3.10 Now I can cope better and manage my problems without alcohol 

2.3.1 1 Sometimes before I was thu~king lrfe means nothing but after this programme I reali7,e that I can 

cope with the challenges of life 

2.3.12 The programme forces me to deal with the problems that I am facing ~ ~ i t h o u t  depending on 

substances. 

Trends 

x T o  ded with problems without using substances. 

x - h i s t ,  identifj- people with substance problems. 



I 2.4 To what extent were you able to apply the new knowledge and slulis in your daily 
life? Please moh't~ateyor/r anmer 

2.4.1 You can identif) people who need help 

2.4.2 I am more aware of the negative impact of misuse and abuse of alcohol 

2.4.3 Before 1 only focused on h e  benefits of alcohol. 

2.4.4 You can see which people need help 

2.4.5 Immediately after I received more knowledge and if it suits me, I make sure that I apply it in my 

life - like in this case 

2.4.6 Now I am able to enjoy and be in a good mood because I will be applying the skills that I have 

learned regarding safe substance usage 

2.4.7 In my daily life 1 understand the types of abuse better and my knowledge has improved a lot 

2.1.8 \men I was &king I used to skip my appointments, now without drinking I attend every 

appointment 

2.4.9 1 feel more confident to apply the knowledge gained from the substance dependency module 

Trends 

x T h e  information enables them to assist communities and to make informed choices about their own 

drinking behaviour. 

3.5 To what esrent &d the module incrcnsc your job satisfaction? Please motiz)afeyotrr 
~llzJ-l2f[!r 

2.5.1 I know that if I don't use alcohol to solve problems I will be more happy a t  work 

2.5.2 Being sober guarantees effective concentration at work 

2.5.3 To be happy without using alcohol 

2.5.4 It depends on the individuals 

2.5.5 Since I don't take substances I am always alert at work 

2.5.6 1 am more a k a  at work without being tired from hangovers. 

Trends 

x T o  understand and make sure that they are not intoxicated when going to work. 

2.6 How would you rate the value of th is  module? PIen~e motiuateyot~ranwer 

3.6.1 Help me to cope/manage problems without using alcohol 

2.6.2 Good motivation to Live a better live 

2.6.3 Gained new knowledge 

2.6.4 Forgot all the information 

2.6.5 Easy to identify ~f colleagues have a problem and can advise 

2.6.6 Knowledge pined on alcohol and drug was 50/50 

2.6.7 AIouvsted to live a berter lifestyle 

2.6.8 Important lor cornmudry as well 



2.6.9 New perspective on an improved life style 

2.0.10 Depends on individual whether he/she will change 

2.6.1 1 I t  was a good program, because I fecl better equipped to deal with life's challenges 

2 6.12 It was a good program 

2.6.13 It helped me to deal with my problems without mking or using any of the substances 

2.6.14 From now on I rather 6~ my problems than abusing alcohol. 

Trends 

x Esperienced as a good motivator to improve personal life style. 

11 2.7 How would you rate the relevance of this module? P/ease mlit~ateyo~ir anrwe~ 

3.7.1 It prcparcs you for what comes 

2.7.2 Good to start while still a recruit and not when you are 10 years in service 

2.7.3 Prevention is better than a cure that is why it has to be presented early in a person's life 

2.7.4 This is not only For people who have a problem but for everyone to have this knowledge 

2.7.5 ;U1 S;\PS employees should receive this propamme 

2.7.6 It depends on those who conduct the workshop and to those who are attending the program 

2.7.7 Gave me guidance on how to handle things 

2.7.8 I am relievcd because horn now I know how to takc the necessary steps concerning my life and 

job 

2.7.9 The relevance is great and the information changed my atritude 

2.7.10 I think it is itnportant for each police officer to k.now this infomation 

1 2.7.1 1 I am a dfferent person now afier the program 

2.7.12 I can guide someone who abuses medication/drugs to limit intakes by foUowlng the daily lunits 

2.7.13 I rate the relevance of this module as excellent, becausc I know how to know a person who is 

addicted. 

Trends 

s The recnuts mentioned it as very relevant, especially at the commencement of thew career as police 

officials. 
- 

3. Knowledge, attitude and behaviour 

3.1 To what extent do you think thrs module changed your knowledge on the subject of 
substance dependency? Please moti~~ate~~our ans~uer. 

3.1 .'1 Before I knew alcohol can damage your body, now I know what specific organs and parts are 

effected 

3.1.3 Legaldrugswasne\vinfo 

3.1.3 Did have the knovzledgc, but learned new terms We names of phases 

3.1 4 Legal/prescripdvc Jrugs was new, h e  bowledge 

3.1.5 -1 more and better knowledge 

3.1.6 Ir changes it more or less abour 50%, before and now 



3. I .  Now I know to depend on s o m e h g  is not good because you will get problems everyday 

3.1.S Understand life in a different way 

3.1 .'I 1 never knew substance dependency was that sedous 

3. i .10 I have learned I can't solve my problems by using substances I rather go to chaplains/social 

workers o r  professional counsellor 

3.1 .I 1 I have learned more about legnl/dlegnl substances. 

Trends  

x Thc recruits' knowledge increased regarding most of the aspects chat \vue dedt du&g the presentation 

1 of the module - - 
- - 

3.2 T o  what extent do you think h s  module changed you  attitude towards substance 
dependency? P/ea.re motiunteyour ans2ve.I: 

3.7.1 Sometimes you know things are wrong but you still do  it 

3.2.2 Social workers reinforce the dangers of alcohol and it helped me to make better choices 

3.2.3 Before, I thought alcohol usage was only posiuvc, now I b o w  my h i t s  

3.2.4 hfade me more sensitive regardmg the usage of substances 

3.2.5 Uudersmnd bettex why some people is alcoholics 

3.2.6 hiade aware of how much and often T drink 

3.2.7 Know your limits 

3.2.8 &[ore sensitive rowards people who have an alcoholic problem 

3.2.9 - i t  least I am now more careful regarding substance usage than before 

3.2.10 hIy attitude r e p d i n g  the effect of substance usage has changed 

3.2.1 1 I respect and want to help people understand substance dependencies 

3.2.12 I see it in a new light and now know how it affects me 

3.2.1 3 Tt turned my attitude towards substances from positive to negative, because I used to drink a lot of  

liquor when I was stressed. 

Trends  

x The information provided on the different substances and the impact thereof had a positive effecr on 

I 
the recruits' attitude towards their drinkrng habits and those of others. 

3.3 To what extent do you rhmk this module changed your behaviour regarding 
substance dependency? Please moh'vateyor/r ali.zZweI: 

3.3.1 I read pamphlets of  medlcme, before using it 

3.3.2 1 know my limits 

3.3.3 I m still an occasional drinker but drink less when socializing 

3.3.3 Drink much less 

3.3.5 hiy beha~lour is better, therefore I have better relations with other people 



3.3.6 A t  the end of the day it depends o n  the individual, the moment I received the info I started to be 

more careful regarding substance dependency 

3.3.7 I can be like a normal person without it 

3.3.8 I'U be able to help others, including myself and behave in a good manner 

3.3.9 I can tell other individuals not to abuse substances when they are facing a lot of problems, they 

rather consdt social workers or chaplains 

Trends  

x Their behaviour is more cautious with regard to the use of substnrices and the impact thereof. 



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 ques t io~a ire :  Post-test - Experimental group 
M4(c) 1"' questionnaire: Pte-test - Control group 
M4(d) 2"* questionnaire: Post-test - Control group 



M4(a) Pre-session questionnaire (Pre-test: Experimental group) 

tion oi 
ilding F 



\ / 

QiUlEsJT1 , J-r [QljllM~l1R~~ QIJ mu@T M!A!M!AiG;EM]EMlT 
/ \ 

This questionnaire covers iClod111e 4: Conflict 
It must be completed before the start of the IMOCIU~ 

nent. 
e 

You are about to complete the " C o m a  MANAGEMENT" module. This module forms pan of a large and 
expensive initiative and we must know how effecrive it is. For this we need your input. Please 
complete the following questionnaire honestly and in full, and pleasc 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 TH.IS QUESTIONNAIRE 

The following questionnaire must be completed before h e  start of the module. 
2.1. Mark the answers on this questionnaire by making a cross El 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 aU the questions. 
2.4 Complete the questionnaire on your own. 

This questionnaire contains several personal questions. Don 'E 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 mntch 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 renun it to the presenter, who will seal it in an 
envelope and hand it to the research tcarn. By completing this questionnaire you give permission that 
the data may be used for research purposes. 

3. HOW TO START 

Pans 1 to 4 are designed to link you with a specific intake, training provision institution, etc. Ln 
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 person who will be presenting this 
particular module. 
In the second row, write the date on which the module will be presented. 
In the third row indicate - by making a cross E l  in the appropriate block - the training provision 
institution where the module will be presented. 
In the fourth row, write your platoon number. 

Presenter: 

Date: 

Place: 

1 / 2005 

C T. T r T , I ' 7 .  I 
Graa -Reinet Chutsworth Philli i I Jukkulsdans 
7 

-- -- 

ce use r 



PART 2: PART OF SECRET CODE 
7 

I - - - - - - ~ ~ l ~ ~ ~ ~ l  
In the next six blocks, indicate your birth date. For example, if you 
were born on 1 15 January 1982, indicate it as follows: 150181 

1 

PART 3: GENDER AND SECRET CODE 
9 r -  

I Please make a cross E l  in the appropriate block 
I 

I 
1 Please make a cross El in the appropriate block 
I 

To what extent are each of the following statements true or false? 

I. A difference in people's personal values i s  

I o3en a major cause of conflict 
--. 

I 
2. A difference in people's perception is ofien a 

major cause of conflict 
-.-. I 3. A difference in people's interests is ofcen a 

I major cause of conflict 

I 
' 

Interpersonal competition is a form of 
conflict 

The best way to deal with conflict is to avoid 
it I 
If you try to compromise, you will loose the 
battle 

Aggressive behaviour will intensify a conflict 
situation 

I I I I I I I l  

The "owl" represents a person who seeks 
solutions that will satisfy all the parties 
involved in a conflict situation 

I .  
1 know 

thotit is 
fdse 

2. 
I think it 
may be 
false 

3. 
I don't 
b o w  

4. 
I think it 
may be 

true 

1 know i 
"2" I 



SCALE 2: MOST RELEVANT RESPONSE 

Choose the most relevant response to each question 
1.  Poor = I am totally lost in this area. 
2 .  Irmdequate = I  know a little, but not enough to feel comfortable. 
3.  Adequate =I am fairly comfortable with my bowledge in this area. 
4. Excellent =I have mastered this area (i.e. I know 75% more than most people). 

1. My knowledge of the definition of conflict can be 
described as 

3. My knowledge of the differe~tt feelings surrounding 
conflict can be described as 

illustrate the conflict managing strategies can be 

To what extent do you agree or disagree with each of the following 
statements? 



SCALE 4: HOW OFTEN 

How often have the following things occurred in the past? 
(Please answer the following questiorts absolufelv honestly) 

I I. How often have you used only one conflict 
, management strategy a t  a time? 

1 2. How often have you taken responsibility for your 
, own thoughts and feelings when dealing with 
/ conflict? 
. -- - -. . - - - - -- - - . - - -. - 

i '. How often have you used 
"1-messages" in a conflict situation? 

How often have you maintained good eye-contact 
Seldom/ Sometimes Pmm&ally FrequeniIy/ 

with the other partylparties during conflict? 1 N I n r  1 )  " I I l I  I s  / 
I- /mi214 

5. How often have you expressed your feelings during sometimes Pen'ay FreqUemi/ i conflict Never Always 

1 6. How often have you deliberately chosen a convenient 

j time to deal with a conflict situation? -  HOW often bave you only focussed on the issue al 
, hand and not the individual(s) involved Never Always 
pp -- --.-. - 

8. HOW often have you first clarified the cause/reason 1 for the conflict before addressing it? 
.- 

9. How often have you drawn up a list of possible 
I solutions for a conflict situation? 

10. How ofien have you evaluated each proposed 
/ solution when trying to resolve a conflict? 

I. How often have you ensured that all the parties 
1 involved were satisfied with the solutions to the 
! conflict? Never 
,-.-- 

I 12. How often have you used more than one conflict 

I management strategy at a time? 
.- 1 13. How often bave you consciously chosen the conflict 

Seldom/ Sometimes Periodically Frequently/ 
N : i r  I /  '' /I '. II:ayr 1 

1 1 ( r l r l  
I handling strategy that was most appropriate for Seldom/ Sometimes Pen'&a& Frequenlfy/ I 
/ the specific conflict situation? 

- - . . -- 
I Never ( I  / /  /h 

1 14. How often have you used the guidelines for c o n f i t  
1 management? 

/ Is. How often bave you been aware of the possibility I ~ ~ ~ l ~  
that your particular behaviour could intensify a Seldom/ Sometimes Penenodicdly Freqltendyl 

1 conflict situation? I Never ( 1  11 /I Always I 
I 16. How often have you tried to find the r e d  reasons 

for a specific conflict situation? Never 
- 

? 7 . H 0 ~ f t e n h a ~ ~ u w < \ ~ e d  a conflict situation 
from the other person's perspective? 

- , 18. How often have you been aware of your own 
I feelings surrounding conflict? 

Thunk you for compleiing the "Conflict Management" questionnaire 



M 4 0 )  Post-session questionnaire (Post-test: Experimental group) 

The 
Capar 



\ / 

/ \ 
This questionnaire covers Module 4: Conflict Manage 
It must be completed after the presentation of the Nlo~...- I 

ment 1 
r11.l~ 

You have just completed the "CONFLICT MANAGEMENT" Module. This module forms part of a large 
and expensive initiative and we must h o w  how effcctive it is. For this we need your input. Please 
complete the following questionnaire honestly and in full, and please don't euess. We need your 
honest and personal views - it will help us to serve you and your colleagues better. 

2. INSTRUCT~ONS 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 El 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 on your own. 

This questionnaire contains several personal questions. Don'r wrire your name al?ywhel-c on it. 
However, for research purposes we need you to generate a secret identification code. This code will 
be used to march this qric.s~ion~~ai~a 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 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. 

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. 
Ln the third row indicate - by making a cross E l  in the appropriate block - the training provision 
institution where the module will be presented. 
In the fourth row, write your platoon number. 

Presenter: ! 
I I 2005 

Place: 

r- -- -- -- - -- - - 
1 

om= use 

E 



PART 2: PART OF SECRET CODE 
4 

indicate your birth date. For example, if you rl ~II rl rl were born on 

I 
15 January 1982, indicate it as follows: 150182 

PART 3: GENDER AND SECRET CODE 
A 

/ Please make a cross in the appropriate block - ~ ~ l  

Please make a cmss !El in the appropriate block I 

To what extent are each of the following statements true or false? 

1 I .  A difference in people3s personal valves is 
1 ofCen a major cause of conflict false false 

I m m r  
2. A difference in people's perception is oflen a 

major cause of conflict 

3. A difference in people's interests is oJten a I know I think it I don't I think it I know 
thaf il is major cause of conflict I fulse 11 7;: 11 11 m$: 11 t h ~ i s  1 

1. 2. 3. 4. 
4. interpersonal competition is a form of 1 know I think it I don't I think 13 1 know 

1 conflict that it is may be know may be hat  it is 
fdse false true m e  

1 5. The best nay to deal with conflict is to 
I 1 avoid it 

1. 2. 3. 4. 5. i I know I think if I don't I think il I know 
that it is may be know may be 

false false true m e  

1 6. I f  you try to compromise, you will loose the 
I battle 

I 
7. Aggressive bebaviour will intensify a 1 coofliet situation 

-- 

! 8. The "owl" represents a person who seeks 
solutions that will satisfy aU the parties 

I involved in a conflict situation 
I 

fdse true m e  

h u e  bue 

I I I I I I l  I 

1. 2. 4. 
I 

3. I know I lhink it I think if I know I don 
thal it is may be know mzU; thaf il is 

false false 

Section 4: Appendixes 203 



SCALE 2:  MOST RELEVANT RESPONSE 

Choose the most relevant response to each question 
I. Poor = I am totally lost in this area. 
2. Inndeqirate =I  know a little, but not enough to feel comfortable. 
3. Adeqtiafe =I am fairly comfortable with my knowledge in this area. 
4. ExceNenr =1 have mastered this area (i.e. I know 75% more than most people). 

1 
I I. My knowledge of the &finition of conflict can now be / I .  1/11 3. 1 described as Poor Indeq~taie ~ e q u a ~ e  &ce&ni 

My knowledge of the reasonsfor conflict can now be 
described as 
-- -- 

I--- 

My knowledge of the diflerentfeeiings surrounding 
conflict can now be described as 

I I I r - 7 1  

My knowledge of the different conflict management 
strategies can now be described as / r 11 In&Uale 11 Adiuaie 1 1  &:emt I 

---, 

My knowledge of thefive animds that is used to 
illustrate the conflict managing strategies can now be 
described as 

1 a My knowledge of the conflict management model can 
/ now be described as 
r- 1 7. My knowledge of how conflfrt situations can be reduced 

can now be described as J 

8. My knowledge of the behaviour that leads to positive 
conflict resolution can now be described as 

9. My knowledge of the conflict management guidelines 
can now be described as 

To what extent do you agree or disagree with each of the following 
statements? 

I I. When confronted with a conflict situation, I am not sure 1. 2. 3. 4. 1 '  
I srron~ly Istrnngly 1 ; which conflict handling strategy to use 1 disagree 1 1  i i is /me 11 d e e  1 1  agree 1 

! 2. A collaborating conflict handlhg style is the best style to 
I use I sh-ongiy I strongly 

-- -. 
3. If you choose the collaborating conflict handling style, you I. 2. 4. 

I stron~ly I shongly 
I are behaving in an adult manner 1 d i a e  1 d&e 1 1  1 a p e  

1 4. 1 will feel that a conflict situation is successfully resolved 
I when purposeful decisions are taken by the parties 
1 involved 



How often will the following things occur in the future? 
(Please answer the following qztestions absolutely honestly) 

1. How often will you use only one conflict 
Seldom/ Somcdines Periodically Frequently/ 

management strategy at a time? I N L r  1 2. 1 1  A i l  

2. How often will you take responsibility for your o m  
thoughts and feelings when dealing with conflict? 

3. How often will you use 
"I-messages" in a conflict situation? 

4. How often will you maintain good eye-contact with 
Seldom/ Sometimes Periodically Frequently/ 

the other pawpar t i e s  during conflict? 

5. How often will you express your feelings during 

I N:er 1) " 11 ( 1  4(:ws 

conflict r-- 
I 6. How often will you deliberately choose a convenient 

I time to deal with a conflict situation? 

7. How often will you only focus on the issue at  hand 
and not on the individual(s) involved Always 

8. How often will you first clarify the causelreason for 
SeIahd SomePines Periodically F re  uently/ 

the conflict before addressing it? 1 N 1 " / /  " I A ! : ~ ~  

9. How often will you draw up a list of possible 
solutions for a conflict situation? 

1. 2. 3. 4. 
Seldom/ Sometimes Periodically Frequently/ 

I N m r I I  1 1  I I A I w w s  

10. How often will you evaluate each proposed solution I. 2. 3. 4. 
Sekiod Sornefimes Periodically Fre uently/ 

when trying to resolve conflict? I N B ~  11 11 11 ~ l w a r s  

I I .  How often wil l  you ensure that all parties involved 
are satisfied with the solutions to the contlict? 

12. How often will you use more than one conflict 
management strategy at a time? 

I, 1 13. How often will you conscioudy choose the conflict 
handling strategy that is most appropriate for the 
specific conflict situation? 

14. How often will you use the guidelines for confliet 
management? Always 

III, 

rs. How often will you be aware of the possibility that 
your particular behaviour could intensify a conflict , situation? Always 

1 16. How often will you try to find the red reasons for a 
I specific contlict situation? 
I 

1 17. HOW often will you view a conflict situation from the 
hlaia Frequently/ 1 other person's perspective? Always 

18. How often will you be aware of y0u.r own feelings 1 surrounding contlict? 



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: 
"TJle definition of conflict" 

-- 
2. How would you rate the value of the section: 

"Reasons for conflict" {fi also ;ncltrded ypm o/ 

conflicf ) 

- 

3 .  How would you rate the value of the section: 
"Feelings surrounding conficl" {It incl~rded the 
d~ferent pictirres that wur rrsed) 

-- 

4. How would you rate the value of the section: 
"Your behaviorrr as a result of conflict" {It 

, inclrrdecl defence mechanisms. e.g. the saboterrr) 

,5. How would you rate the value of the section: 
"Five main strategies for managing 
{I t  inclitded the qtrestionnaire) 

I 

I "Guidelines for managing conflct" 
6 .  How would You rate the value of the 

--- 

I 

Conflict Management study unit ? 
7. How would you rate the overall 





M4(c) 1'' questionnaire (Pre-test: Control group) 



V 
I This 1" questionnaire must ve comptered by the c o n m  group at the be~in~t inz  of the day. 1 

II 

1. Introduction 

You have been chosen as a member of a control group in a research project into the effectiveness of the 
"Conflict managemenf" module. You will receive this module later on as part of 7'lzetne 3: Self- 
Management. The module is part of a large and expensive initiative and we must b o w  how effective 
it is in meeting the needs of trainees. For this we need =r 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 thefirst 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 El 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 i f .  
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 r 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. 

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 cross El in the appropriate block - the training provision 
institution where this questionnaire was completed. 
In the fourth row, write your platoon number 

1 Ofllceuse 

Contact person: 

Date: 

I- 
/ / 2005 

- 
I 1.: I 2. ll 3. 

Plncc: 
44 1, 011dtshoom I1 Pretoria 11 Bisho 1 

7 1 -  .16:1!7- 7 1 1  

Platoon number: 
-. I' I I 
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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 
-- . - - - - - - - 
1 Please make a cross E l  in the appropriate block 

Please make a cross E l  in the appropriate block r- 

To what extent is each of the following statements t rue or false? 

1. A difference in people's personal values is 
often a major cause of conflict is hue 

I .- .- r - I I I I r - - - - - I m  
1. 2 .  3. 4. 5. 1 I '' A difference in P ~ ~ ~ ~ P ~ ~ ~  is ' f en  a [know thd I ,/,ink it mry 1 [think il may lknow tho(ill 

major Cause of conflict I isf&e 41 be fdse 11 know 11 be frue / I  is $me 1 

3. A difference in people's interests is ofen a 
major cause of conflict is rme 

~IIIIIIII 
4. Interpersonal competition is a form of I .  2. 3. 4. 5. I 

I know thal it I think h may I don't I think it ma I know thnr it' , 
conflict I isfalse ( 1  befdse I/ b o w  I/ h t m e  i s m  1 

5. The best way to deal with conflict is to I .  2. 3. 4. 5. 

avoid it 

I .  2. 3. 4. I If tly to loose 
I know that it I think it may I don't 1 think it moy I know that it 

1 battle 1 isfake 1 befalse 1 know 1 b e m e  1 istrue 1 

7. Aggressive behaviour will intensify a I .  2. 4. 1 conflict situation 

8. The 'owl' represents a person who seeks 
solutions that will satisfy all the parties 
involved in a conflict situation 



Choose the most relevant response to each question 
1. Poor = I am totally lost in this area. 
2. Inadequate =I know a little, but not enough to feel comfortable. 
3. Adequate =I am fairly comfortable with my knowledge in this area. 
4. Excellent = I  have mastered this area (i.e. I know 75% more than most people). 

To what extent do you agree or disagree with each of the following 
statements? 

1 

1. My knowledge of the definition of confCict can 
be described as Poor InadcqwW ~ r d e n t  

1. When confronted with a conflict situation, 1 am 
not sure which conflict handling strategy to use 

2. A collaborating conflict handling style is the best 4. 
I strongly style to use 

3. If you choose the collaborating conflict handling 4. 
I strongly 

style, you are behaving in an adult manner 

4. I feel that a conflict situation is successfuUy 

the parties involved 

2, My knowledge of the reasonsfor confict can 
be described as p F /  

3. My knowledge of the different feelings 
surrounding conflict can be deserlbed as ~ l ~ ~ ] '  

4. My knowledge of the different conflict 
mmurgemenl strategies can be described as 

- pqmwl 
5. My knowledge of thefive animals that is used 

to illustrate the cooflict managing strategies Poor Inadequate ~ d q u u e  
cam be described as 

6. My knowledge of the conflict management 
C?im 

model can be described as /"°.lmpI 
7. My knowledge of how conact situations can 

be reduced can be descrfbed as Poor me 

& My knowledge of the behuviour that leads to 
positive conflict resolution can be described 

m i l .  
as j p j  

A, 

fi& * 

I-.. 

ExcJlcnl 
. 

fi" 

oceuenl 
4- 

fi& - 
9. My knowledge of the conflicf management 

guidelines can be described as 



SCALE 4: HOW OFTEN 

How often have the following things occurred in your life? 
(Please answer the following questions absobtelv honestly) 

--- - - 

I .  How often do you use only one conflict 1 management strategy at a time? 
- 

1 2. How often do you take responsibility for your 
I own thoughts and feelings when dealing with 1 conflict? 

1 S;!z/ 11 Somftimes 11 Peri:ically 11 F<;lyl 

I 

3. How often do you use 
1-messages" in a conflict situation? Never 

4. How often do you maintain good eye-contact 

/ with the other party/parties during conflict? I st!;;/ 11 s o m k e s  i i l  ilre-qLP/ 1 
- - - - - - - - -- - - - - . -- - . - 
, 5. How often do you express your feelings during 1. 2. 3. 4. 

1 conflict Seldom/ Sometimes Petiodica& Frequently/ 1 N I I I ~  I/ / I  / I A I m + s i '  
--I) .- 

1 6. How often do you deliberately choose a 
! convenient time to deal with a conflict 
1 situation? Never 
- . - -. - - - - - - - - 

7. How often do you only focus on the issue a t  1 band and not the individual(s) involved Never 

I .  2. 3. 4. a How often do you first clarifv the causefreason for I the conflict before addressing it? 

up a list of possible 
solutions for a conflict situation? 

)w.ften do you evaluate each proposed 
I solution when trying to resolve a conflict? 
I Never Always 

j I I. How often do you ensure that all the parties 
I involved are satisfied with the solutions to the 
1 conflict? Never 
,- - -. . - -- 

12. How often do you use more than one conflict 
management strategy a t  a time? Never ~lways 

-I(--, 

' 13. How often do you consciously choose the conflict I. -. 3. 4. 

I handling strategy that is most appropriate for 
i the specific conflict situation? 
I,-- 

~ . - ~ ~ e n d o y ~ o u - u ~ t h e  gkdeiinrs for 
management? Never A~WWS 

IS. How often are you aware of the possibility that / your particular behaviour could intensify a 
1 conflict situation? Never 
I 

I 16. How often do you try to find the real reasons 
) n specific conflict situation? Never 

ipp 

17. How often do you view a conflict situation from 
the other person's perspective? Never ~ l w a y s  

,---- ' IS. How often are you aware of your own feelings 
I surrounding conflict? 
I 

I- 

Thank you for completing the "Conflict management" questionnaire 



M4(d) 2"d questionnaire (Post-test: Control group) 

AIR 



\ A 

Q~'CSTJ~OiNjN~~I~RjPJ ~ J ~ J  J A  EOlFD A J ~ - J  l!@T J MfiNfi($EMlEMjT b~-J -J -Aa4- - -  4J 

J \ 
inaire mu DI group 

nr mur. 

end of the day. 

d questior st  be corn ..+ *bn 
pleted by the contrc 

1. Introduction 

You have been chosen as a member of a control group in a research project into the effectiveness of the 
"Cnnf7ici management" module. You will receive this module later on as part of n e m e  3: Self- 
Mmagement. 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 n e e d m r  help. Please complete the following 
questionnaire honestly and in full, and please don '1 aue.ys. 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 El 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 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 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 
a In the first row below, write the inirials and surname of the contact person who issued you this 

questionnaire. 
In the second row, write the date on which this questionnaire was completed. 

a In the third row indicate - by making a cross E l  in the appropriate block - the training provision 
institution where this questionnaire was completed. 
In the fourth row, write your platoon number 

I I 
I 

Contact person: 

Date: 1 / / 2005 7: 
1. 

Office use 

I 
--. - -  

Piace: 

Platoon number: 



PART 2: PART OF SECRET CODE 

ln 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 

Please make a cross [iil in the appropriate block I p z q y l  

Flease make a cross E l  in the appmpiate block 

WALE 1 : TRUE OR FALSE 

To what extent is each of the following statements true or false? 

I. A difference in people's personal vdues i s  
often a nqior cause of conflict 

1 AdiRerence~opmpk'~pe~~~Pti0nisoJipna 
m@r Fause of coefllct 

3. A difkrence in people's interesa is ojfrn a 
major cause of conflict 

4. Interpersonal competitioo Is a form of 
eon f i e  t 

S. The best way to deai witb conflict is to 
avoid it 

6. If you try to compromise, you wiJl loose the 
battle 

7. Aggressive behaviour will intensify a 
contlict situation 

a The 'owl' represents a person who seeks 
solutions that will satisfy a11 the parties 
involved in a conflict situation 

Section 4: Appmkitz a 5  



SCALE 2: MOST RELEVANT RESPONSE 

Choose the most relevant response to each question 
I. Poor = I am totally lost in this area. 
2. Inadequate = I  know a little. but not enough to feel comfortable. 
3. Adequate =I am fairly comfonable with my knowledge in this area. 
4. Excellent =I have mastered this area (i.e. I know 75 % more than most people). 

I. My knowledge of the definition of con#ict can [ ~ l l ~ ~  4. 
be described as Poor ~ ~ l u d e q w  Mep- ~ x c d e n t  

2. My knowledge of the reasons for conflict can 
be described as 

3. My bowledge of the drzerent feelings 
surrounding conflict can be described as Adoqrrare E~&M 

4. My knowledge of the different wrzflct 
management strategies can be described as 

5. My knowledge of tbefi've animals that is used 
to illustrate the conflict maraaging strategies 
can be described as 

6. My knowledge of the conflict management 
model can be described as 

ri. My knowledge of b v  conflict situations can 

1 be reduced can be described as 

a My knowledge of the behaviour that lea& to 1 positive conilict Rsolutfona can be described 

I as 
1 9. My knowledge of the conjZici management 
] guidelines can be described as 

To what extent do you agree nr disagree with each of the following 
statements? 

I. When confronted with a coafiict situation, I am 4. 

not sure which conflict handling strategy to use i-- Fqmpq ISlmndY 

2. A collaborating conflict handling style is the best 
style to use 1 ~ ~ 1 ~  1 2 .  a w e  

3. If you choose the collaborating conflict handling Fpqb]- 4. 
I shongly style, you are behaving in an adult manner agree 

I feel that a conflict situation is successfully 
resolved when purposefd decisions are taken by 

1 the parties involved agnc 



SCALE 4: HOW OFTEN 

How often have the following things occurred in your life? 
(Please answer the following questions absolrttelv honestly) 

I. How often do you use only one conflict 
management strategy a t  a time? 

-- 

I 2. How often do you take responsibility for your 
own tborights and feelings when dealing with 
conflict? Never 

-- - 
k ~ & o f t e i - d o y o u u s e -  m'~1irq Seldom/ Sometimes Pmmodicolly / "I-ntessuges" in a conflict situation? F y h ,  

Never 1 4. How often do you maintain good eye-contact with I Selkm, /I Som:times I pe"icdy I/, Fm4te&/ 1 
the other partytparties during conflict? Never A ~ U ~ . F  

-. 
1 5. How often do you express your feelings during 
I conflict 

1. 2. 3. 4. 
Sometimes Pe&dkaUy Frequently/ I II II d w s  , N ~ v e r  

6. How often do you deliberately choose a 
convenient time to deal with a conflict situation? Seldom/ Sometimes Perideally I;reqrrenUy/ 

- 
I N:~er ]I 2' 1 1  3' 1 1  A l k s  1 

7. How often do you only focus on the issue a t  hand 
Seldom/ PeriadeoUy Fre4uenrly/ and not the individual(s) involved i N:ier 11 2' 1 1  3. ILI 

do you first clarify the causetreason for 
the conflict before addressing it? 

pp--pp. 

9. How often do you draw up a list of possible 
solutions for a conflict situation? 

10. How often do you evaluate each proposed solution 
when trying to resolve a conflict? 

11. How often do you ensure that all the parties 
involved are satisfied with the solutions to the 
conflict? 

12. How often do ypu use more than one conflict 
management strategy a t  a time? 

13. How often do you consciously choose the conflict 
handling strategy that is most appropriate for the 
specific conflict situation? 

Never Awavs  

Seldom/ Sometimes PniodeaUy Frequently/ - - - Z J ~ r l ~  
Never Always 

-- 

often do you use the guidelines for conflict 
management? 

1 IS. How often are you aware of the possibility that 
your particular behaviour could intensify a conflict 

/ situation? 

1 16. How often do you try to find the red  reasons for a 
1 specific conflict situation? 

/ 17. How oHen do you view a conflict situation from the 
I other person's perspective? 

/ 18. HOW often are you aware of your own feelings 
/ surrounding conflict? 

1. 2. 3. 4. 

Never 

Never Alwavs 

Seldom/ /I Sometimes 1 1  Periodkdy 1 1  Frequeuh.l 1 
Never Alunvs , 

7- 

Tlzank you for completing this "Conflict Munagement" questionnaire 



QUESTIONNi1IKES USED IN THE EVALUATION 
OF .MODULE 5: ASSERTIVENESS 

M 5(a) Pre-session questionnaire: Pre-test - Experimental grnilp 
M 5(b) Post-session questionnaire: Post-test - Experimental group 
M 5(c )  1"' questionnaire: Pte-test - Control group 
M 5(6) 2nd questionnaire: Post-test - Control group 



M5(a) Pre-session questionnaire (Pre-test: Experimental group) 

Module ,., 
'SIOI 



'K f 

QjlJ&lj~@~lJ!l!~~j~ &SSgIIjljNlJElllESS 
/- \ 

'his questionna~re covers Module 5: Asserr~vene! 
,, must be completed before the start of the  mod^., 1 

1. Introduction 

You are about to complete the L ' A ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ "  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 El 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 to otfzers 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 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. 
In h e  third row indicate - by making a cross El in the appropriate block - the training provision 
institution where the module will be presented. 
In the fourth row, write your platoon number. 

Presenter: 

Date: 

Place: 

Platoon number: 

i / / 2005 

1 i !%l i " , I lT I  
Graa -Reinel I Chatsworth Philli i I JakMsdans 
r -- - - - -- -- - - - - 

I 



PART 2: PART OF SECRET CODE 

I In the next six blocks, indicate your birth date. For example, if you 
1 were born on 
I 15 January 1982, indicate it as follows: 150182 

PART 3: GENDER AND SECRET CODE 

1 Please make a cross El in the appropriate block I 1. M& I I 2. Fernole I 

Please make a cross El in the appropriate block 

To what extent is each of the following statements true or false? 

I. Being self-assertiveness means communicating 
without exaggerations 

2. Self-assertive people will express their feelings m d  
needs clearly 

3. Self-assertive people do not acknowledge the rights 
of others 

4. Passive people tend to violate their own rights 

I mr7rlr-lrl 
1 5. Being passive is a form of manipulation I know I #ink it I don't I think C Iknow 

I 
that it is may be know may be thatiris , 

nlse afse true me 

6. Behaving passively means avoiding honest 1 expression of feelings and thoughts 
i 

7. Aggressive people usually demand that their personal 
rights should be acknowledged 

8. Aggressive people tend to communicate by means 
of reproaches 

-8 - ,I - 5 s  . . I  - 7 1 9. Aggressive people tend to communicate by means 
1 of soothing 

10. Aggressive people tend to communicate by means 
of accusdibns 

-- - - .- 
1. 2. 3. 4. 5. I , I .  People have the right to express themselves openly Iknow Ithinkit ldon9t Ifhinkil llnnr 

! for as 1 as t h e  do not violate h e  i t s  of others 1 'low 1 me &Zv 1 



-- --- 

: 12. Being treated in a civil manner is one of an 
I individual's 'Lpersonal rights" 
I - -- 

13. People who are passive tend not to share their 
feelings and thoughts with others 

- 

j 14. Being assertive does not imply that you should 

, present yotirself to others in a direct and honest 
1 manner 
I 

I - - - .  , 15. Asserhve people take responsibility for their 
' feelings 
- -- 
I 
I 16. Assertive people get what they want by being I offensive 
1 

- 
SCALE 2: MOST lZELEVANT RESPONSE 

Choose the most relevant response to each question 

1.  Puor = I am totally lost in rhis area. 
2 .  lnadeqitare = I  know a little, but not enough to feel comfortable. 
3 .  Adequate =I am fairly comfortable wirh my howledge in this area. 
4. Excellent =I  have mastered this area (i.e. 1 know 75 % more than most people). . 

-- - ' I .  My knowledge of the meaning of the concept 

I "assertiveness" can be described as 
--- - - - - - .- 

2. My knowledge of the definition of "self-'-assertive 
behaviour" can be described as 

r;Ay knowiedge of the meaning of the concept "passive 

1 behciviour" can be described as 
--- - -- -- - - 

r;ky lolowledge of the meaning of the concept 

/ "aggressive behuviour" can be described as 
- 

I- 
5. My knowledge of the rights of each individual can be 

1 described as 
-- -- r- - 

6. My knowledge of an assertive philosophy can be / described as 
I __ - _ .  _- - - - - - . - 

1 7. My knowledge of the differences between passive, 
I aggressive and assertive behaviour can be described 
1 as 

1 8. My knowledge of giving feedback to others in an 
) assertive manner can be described as 



To what extent do you agree or disagree with each of the following statements? 

1. I have the right to make mistakes 
-- 

2. It is embarrassing to complain about poor service to IskngIy 
a shoplrestaurant owner I 11 Idi2gree 11 1 &ee 11 'st'ng1y 

a!?? 

I 3. It  is difficult to openly criticise others, even when I ( Is,&,,, l / l  11 Is& / I  
know that I am right and they are wrong disagree I disagree agree 

4. It feels as if people are taking advantage of me 

1 5. I am frank about my feelings 
-- 

6. It felt awkward to ask someone to return an item / that they have borrowed from me I ~ s d n g ~ y  11 Ih2me 11 11 ~ ; t ; ~ l y  1 disagree 

7. I sometimes find it difficult to accept compliments 
from other people 

-- 
8. It  is embarrassing to confront a person who 

attempts to push in 
in front of me in a queue 

1. 4. 
I strongly I strongly 1 disagree 11  IdiiFee 11 11 agree 1 

9. It is better to espress your true feelings, than to 
keep them to yourself 1 2 %  1 I 1 I 11 I;&:'Y 1 ,  

r I, 

1. 10. It's OK if some people take advantage of m y  good- Ishong,y 
4. I heartedness Istrongly . I a I  I I I /  awee I 

1 I. I find it diMicult to give compliments to other 
peopje 

1. 2. I strongly 

12. I t  is easy to say "no'' to a friend who wants to 
borrow money from me 

13. I find it difficuJt to be totally honest about my 
disagree 

14. Self-belief is not an important issue 2 1 g e e  1 I& 11 1 
--, 

IS. I believe in my own strengths Y 1 1 11  rs$g l~  1 ,  
d i s ~ e  a ree- 

--- -- 
16. A person should ask questions until helshe has 

clarity about something they do not understand 
I, 

17. If I stand up for my rights, it shows that I have 
respect for myself disaree 

-- - 
18. It  is a sacrifice of my human rights if I always 

attend to other people's needs first 
I, 

/ 19. People like people who are honest about their I .  

1 thoughts and feelings disapzee awee 1 

20. Jf I am self-assertive, it implies that I present myself I positively to other people 



- - 

SCAE~: HOW OFTEN 
Instructions: 
How often bave the following things occurred in the past? 
(Please answer the following questions absolutely Iwnestly) 

1. I have stood up for my rights 
I 

I 

1 2. I have made decisions for others ~ ~ ~ i ~ ~ l ~ i  I 

I--- - 
- m r - - - - - I I I m  

3. 1 bave aggressively conveyed my own convictions to 1 others Never Always 
I - - - - - - - - - - - - 
I 
1 4. I have tried to reach my goals by means of flattery 

-. 

1 have felt self-conseious in the company of strangers - / ~ ~ ~ ~ l  
d 

6. Other people have had absolute trust in me 

1. 2. 4. I 7. My rights have been more important than the rights of SeIdoml Fmquently/ 1 others 1 Never ( 1 Always 1 
IUUU 

8. 1 have apologized when 1 was at fault 

9. 1 have been self-assertive 

10. I have let other people know how I feel r -- 
7- I-, 

I I .  I have allowed other people to decide what I should 1. 2. 3. 4. 

I 
--- -- -)I-- 

r 
/ It. I believed in my own capabilities 
I Never Always , 
I 13. L have reached my goals in a direct,, aggressive I manner 
I 

1 
' 14. I have dominated others 
I 

~ ~ - - z z ~ ~ ,  
Alw s 

I r - - m m  -I 4. 1 1 15.1  have done what others thought was right for me I s 11 somih.mes 11 feri&;cdlY 11 Frequently/ 1 
Always / 

Thank yoir for completing the "Assertiveness* questionnaire 



M5(b) Post-session questionnaire (Post-test: Experimental group) 



JuJ&~ljlj@~NIR'ljRj~: + -I -J - ~~~SJRjlj~~~lIjl~S, 
This auestionnfiire covers .Ilodele 5: Assertiveness 

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 is. For &.is we n e e d m r  input. Please 
complete the following questionnaire honestly and in full, and please don't guess. We need yow 
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 afSer the module. 
2.1 Mark the answers on this questionnaire by making a cross El in tbe appropriate blocks. The cross 

must not touch the outline ofthe block. 
2.2 Mark only one answer per question. 
2.3 Answer all questions. 
2.4 Complete the questionnaire on your own. 

Thls questionnaire contains several personal questions. Don ' r  write yottr. nnme anywhere on ir. 
However, for research purposes we need you to generate a secret identification code. This code will 
be used to match this quesrionnaire to others chat you will or have completed. It \d l  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 i.ntake, uaining provision institution etc. In 
addition, these answers will be used to generate the secret identi.fication code that only you will h o w .  

PART 1: MODWLE PARTICULARS 

In the first row below, write the initials and surname of the person who will be presenting this 
particular module. 

r In the second row, write the date on which the module 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 fourlh row, write your platoon number. 

Presenter: 

Dale: 

Place: 

Platoon number: 



PART 2: PART OF SECRET CODE 
I 

rln the next six blocks, indicate your birth date. For example, if you 
were born on 1 15 Januaty 1982, indicate it as follows: 150182 

PART 3: GENDER AND SECRET CODE 

1 Please make a cross El in the appropriate block 

-- /= a cross El in the appropriate block 

To what extent are each of the following statements true or false? 

I. Being self-assertiveness means communicating 
without exaggerations 

2. Self-assertive people will express their feelings 
and needs clearly 

3. Self-assertive people do not acknowledge the 
rights of others 

4. Passive people tend to violate their own rights 

5. Being passive is a form of manipulation 
true 

6. Behaving passively means avoiding honest 
expression of feelings and thoughts 

7. Aggressive people usually demand that their 

] personal rights should be acknowledged 

1 8. Aggressive people tend to communicate by 
I means of reproaches 

9. Aggressive people tend to communicate by 
. means of soothing 

! 10. Aggressive people tend to communicate by 
means of accusations 

' I I. People have the right to express themselves 

j openly for as long as they do not violate the 
, rights of others 



i-- 
--- 

12. Being treated in a civil manner is one of an , individual's "personal rights" 

r------ 
1 13. People who are passive tend not to share their Iknowlhnr thinkit d o t  Ithink it Iknow ' feelings and thoughts with others b o w  may be fhal if is 
I trite m e  -- 

14. Being assertive does not imply that you should 
present yourself to others in a direct and honest 

I manner true 
I 
I 

1 IS. Assertive people take responsibility for their 
feelings ! 
7-- 

1 16. Assertive people get what they want by being 
1 offensive 
I 

SCALE 2: MOST WLEVANT RESPONSE 

Choose the most relevant response to each question 

1. Poor = I am totally lost in this area. 
2. fnadeqrrntc =I know a little, but not enough to feel comfortable. 
3. Adequate =I am fairly comfortable with my knowledge in this area. 
4. Ercellent =I have mastered this area (i.e. I know 75% more than most people). 

-- -- - 
1 

1 I .  My knowledge of the meaning of the concept 

1 rLa~~erfiveness'J can now be described as 

r 1 2. My knowledge of the definition of "self-assertive 
/ behaviour" can now be described as 

1 3. My knowledge of the meaning of the concept 

1 "passive behaviour" can now be described as 
r---- 

/ 4. My knowledge of the meaning of the concept 
( "aggressive behaviour" can now be described as 
I -- -- 

5. My knowledge of the rights of each individual can 
now be described as 

/ 6. My knowledge of an asseriivephilosophy can now 
' be described as 
-. - - - - - -- - - - - - - - ' 7. My knowledge of the differences between passive, 
1 aggressive and assertive behariour can now be 
I described as 
I 
I 

8. My knowledge of giving feedback to others in an 
/ assertive manner can now be described as 

PP- X 1 I . b  



To what extent do you agree or disagree with & of the fotlowing statements? 

I----- -- / I. I have the right to make mistakes 

L t  will be embarrassing to complain about poor service to 
a shoptrestaurant owner 

i 
3. It will be difficult to openly criticise others, even when I 

know that I am right and they are wrong 

4. It will feel as if people are taking advantage of me 
---- 

; G r a n t  about my feelings 

6. I t  will feel awkward to ask someone to return an item 
that they have borrowed from me 

7. 1 will sometimes find it difficult to accept compliments 
from other people 

T i t  will be embarrassing to confront a person who 
attempts to push in front of me in a queue 

9. It will be better to express your true feelings, than to 
keep them to yourself 

10. I t  wiU be OK if some people take advantage of my good- 
heartedness ~ & s a g n  !agree 

1 1 .  I will find it difficult to give compliments to other 

12. I t  will be easy to say "non to a friend who wants to 
borrow money from me 

13.1 will find it difficult to be totally honest about my 
feelings 

I 1 14. Self-belief is not an important issue 
? 

I 15. I will believe in my own strengths 
I 

16. A person should ask questions until heishe has clarity 
about something they do not understand 

17. If I stand up for my rights, it will show that 1 have 
respect for myself 





SCALE 5:  EVALUATION OF THE STUDY UNIT'S VALUE 

Insfmctions: 
Please evaluate the value of the study unit by completing each of the following 
questions 
-- 1 

1 I. How would you rate h e  value of the section: 
I "The fiefinifion of assertiveness" 

--- 

12. How would you rate the value of the section: 
"The d;fference between passive, sel/aS~erfive and 
aggressive behlrviortr" 

3 .  How would you rate the value of the section: 
" Personal rights" 
{it included the rights of each indivrdual) 

- - 

4. How would you rate the value of the section: 
1 "An assertive philosophy" 

5. How would you rate the overall value of the 
: Assertiveness study unit? 

Instructions: 
Please evaluate the relevance of the study unit by completing & of the following 
questions 

-- 
I I. The study unlt will have aposiltw inprrcr on my job 

performance disagree 

I will be able to apply my new knowledge in my job 

1 3. I will be able ro oppiy my new skrlls in my job 
I 

ElFlMLZJ 
diw ee - ' 4. The study unit will have apositi~~e 

1 to cope with the challenges of life 
--- 

I n I will be able to appv my new knowledge in my daily life maF/*bi 
disa ee 

/ 6. I will be able to ilppiy my new skills in my daily life 
- - - -  -- - - - - - - 

1 7. The study unit will Increase my job satisfaction 
- -- 
I 

1 8. The study unlt will increase my productivity 
-= v- -,- I---- --'IWi-,r - -- 



- -  - 

work related teams (e.g. platoorgA &am, uni6.s) 

- 
I rhankyou for completing this "Assertiveness" questionnaire -"- -..-..=- __ - - 



M5(c) 1'' questionnaire (Pre-test: Control group) 
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1. Introduction 

You have been chosen as a member of a cont.ro1 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-Munagentent. 
The module is part of a large and expensive initiative and we must know how effective it is in meeting 
the needs of h-ainees. For this we need help. Please complete the following questiomaire 
honestly and in full, and please don't prress. We need yoclr honest and personal vicws - it  will 
ultimately help us to serve you and your colleagues better. 

2. Instructions for completing this Questionnaire 

The following is thefirst of 2 quest io~aires  that deals with various issues relating to life skills. 
2.1 Mark all the answers on this questionnaire by making a cross El 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 i l .  

However, for research purposes we need you to generate a secret identification code. This wde  will 
be used ro rnalch this q~.restionnab-e 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 rhe research team. By completing this questionnaire you give permission 
that the data may be used for research purposes. 

3. How to start 
Parts I to 4 are designed to link you with a specific intake, mining provision institution, etc. In 
addition, these answers will be used to generate the secret identification code thar only you will know. 

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 questioma~re was completed. 
In the th~rd row indicate - by making a cross E l  in the appropriate block - the training provision 
institution where this questionnaire was completed. 
In the foutth row, write your platoon number 

I - Office use 

Conlucrpnson: 3: 
Date: 1 i / 2005 I 

Plclroan number: I 



PART 2: PART OF SECRET CODE 

Ln the next six blocks, indicate your birth date. For example, if you 
were born on 
15 January 1982, indicate it as follows: 150 182 

PART 3: GENDER AND SECRET CODE 

Please make a cross El in the appropriate block ~~~ 
Please make a cross El in the appropriate block 

SCALE 1 : TRUE OR FALSE 
To what extent is each of the following statements true or false? 

1. 2. 3. 4. 5. I I .  Beine: self-assertiveness means communicating I Iknow 1 1  lthinkif 11 Idon'f 11 Ithinkif 1 1  I h o w  1 :  - / without exaggerations 1 I 1 7: 11 know 1 1  ~1~ lpmtis 1, 
2. Self-aS~ertive people will express their feelings and 

needs clearly that it is 
---.-. 

! 3. Self-assertive people do not acknowledge the rights 
of others 

/ 4. Passive people tend to violate their o m  rights 
1 

5. Being passive is a form of manipulation 

6. Behaving passively means avoiding honest 

I expression of feelings and thoughts 

7. Aggressive people usually demand that their personal 
rights should be acknowledged 

8. Aggressive people tend to communicate by means 
of reproaches 

9. Aggressive people tend to communicate by means 

I of soothing 

lo. Aggressive people tend to communicate by means 
of accusarions 

11. People have the right to express themselves openly 
a for as long as they do not violate the rights of others 
I 

1 12. Being treated in a civil manner is one of an 
1 individual's 4bpersonal rights'' 

-- 
13. People who are passive tend not to share their --- -,-?Ac- 7 w . 7 .  x - 7  * - -  --> - 



-feel ings and thoughts with others 

14. Being assertive does not imply that you should I .  2. 3. 4. 5. 
present yourself to others in a direct and honest 

, manner 
-- 

15. Assertive people take responsibility for their 
feelings 

I true h e  
-- I ) I I I I I r - - - -  

i 16. Assertive people get what they want by being 
offensive 

SCALE 2: MOST RELEVANT RESPONSE 

Choose the most relevant response to each question 

1. Poor =: I am totally lost in this area. 
2. lnadeqitare =I know a litde, but not enough to feel comfomble. 
3. Adequnf~, =I alrl fairly comfortable with my knowledge in this area. 

mastered this area (i.e. I know 75% more than most people). 

- -- 

I. My knowledge of the meaning of the concept 
"asserfiveness" can be described as 

2. My knowledge of the definition of "self-assertive 
behaviour" can be described as [,,Pi 

3. My knowledge of the meaning of the concept 
"pussive bekaviour" can be described as 

-~~~ 

4. My knowledge of the meaning of the concept 
"aggressive bekaviour" can be described as p q ~ i ~ ~  

5. My knowledge of the rights of each individuul can r be described as 
- - - 

q p p i q  
6. My knowledge of an assertive philosophy can be r - described as 

I 
7 

pqmplpq 
I 7. My knowledge of the differences between passive, 

aggressive and assertive behaviour can be Poor Inadequate ~deqrcclle Erceihr 

described as 

I 8. My knowledge of giving feeduck to others in an 
assertive manner can be described as 

nnna 







M5(d) 2Rd questionnaire (Post-test: Control group) 
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questionn sire must 
the g 

le control 

You have been chosen as a member of a control group in a research project into the effectiveness of tile 
"Assertiveness" module. You will receive this module later on as part of Thenre 3: SeIf-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  our help. Please complete the following questionnaire 
honestly and in full, and please don't guess. We need yutrr 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 d l  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 quesrion. 
2.3 Answer all the questions. 
2.4 Complete the questionnaire on your o m .  

This questionnaire contains several personal questions. Don 't urite yolir name anywhere on i r .  
However, for rcsearch purposes we need you to generate a secret identification code. This code will 
be used to march this quesrionnaire to others that you will or have completed. It will not identify you 
as a person. 

Afkr you have complcted the questionnaire, please rcturn 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 onlyyou will know. 

PART 1 : MODULE PARTICULARS 
In the first row below, write rhe initials and surname of the contact person who issued you this 
questionnaire. 
In h e  second row, write the date on which this questionnaire was completed. 
In the third row indicate - by making a cross El in the appropriate block - the training provision 
institution where this questionnaire was completed. 
In the fourth row, write your platoon number 

1 Office ouc 

Conracr person: - 
/ / 2005 

- 

Pluce: 

- Jakkalsdans 

Plaroon number 1 - I I 



PART 2: PART OF SECRET CODE 

la the next six blocks, indicate your birrh date. For example, if you [11lrriri 01 [11i 
PART 3: GENDER AND SECRET CODE 

9 - I Please make a cross El in the appropriate block 

Please make a cross El in the appropriate block pqE&zJm! 
SCALE 1: TRUE OR FALSE 
To what extent is each of the following statements true or false? 

I. Being self-assertiveness means communicating 
without exaggerations 

2. Self-assertive people will express their feelings and r-- I needs clearly 

3. Self-assertive people do not acknowledge the rights 
of others true 

4. Passive people tend to violate their own rights 

5. Being passive is a form of manipulation 

6. Aggressive people usually demand that their personal 
rights should be acknowledged 

7. Aggressive people tend to communicate by means 
I of reproaches 

8. Aggressive people tend to communicate by means 
of soothing 

-3 <I, 1- 

9. Aggressive people tend to c~mmunicate  by means 
of accusations 

1. 
I know 

f h a f i t i s  
false 

2. 
Ithinkit 
maybe 
false 

3. 
I don't 
know 

4. 
Ithinkif 
maybe 

hue 

5. 
Iknow 
thatiris 

bue 



-- -. - - - -- - ---- 

10. People have the right to express themselves openly 
I for as long as they do not violate the rights of others lrue true 
I 

I I. Being treated in a civil manner is one of an 
individual's "personal rights" 
-- 

12. Being assertive does not imply that you should i present yourself to others in a direct and honest 
I manner 

13. Assertive people take responsibility for their 
feelings true true 

I 14. Assertive people get what they want by being ' offensive 
I 

SC,UE 2: MOST RELEVANT RESPONSE 

Choose the most relevant response to each question 
I.. Poor = I am totally lost in this area. 
2. lnndequate =I how a little, but not enough to feel comfortable. 
3. Adeqzinte =I am fairly comfortable with my knowledge in this area. 
4. Excrlle~~l =I have mastered this area (i.e. I know 75% more than most people). 

I. My kuowledge of the meaning of the concept 
"assertiveness" can be described as 

2. My knowledge ofthe definition of "seIf-assertive 
behaviour" can be described as 

- - 1 3. My knowledge of the meaning of the concept Ypassive 

I 
belruviour" can be described as 

1 4. My knowledge of the meaning of the concept 
I "aggressive behaviour" can be described as 

' 5. My knowledge of the rig& of each individual can be i described as 

I , 6. My kuowledge of an assertive philosophy can be 

! described as 

I 7. My knowledge of the differences between passive, 
aggressive and assertive behaviour can be described 

1 as 
- - -- -- - -- - - - - -. - 

8. My knowledge of giving feedback to others in an 1 assertive manner can be described as 

r ; '  Poor Inadequafe ~ e q u u i e  Excellent 

7 q - q - q ~  Poor Inadequate Adequafe Ereellent 

1 .  2. 3. 4. 
o r  1 n e e  1 Mequatie 1 1  ficeuent I ' 



To what extent do you agree or disagree with each of the following statements? 

know that I am right and they are wrong 

S. 1 sometimes find it difficult to accept cornplim@~ts 

6. It is embarrassing to confront a person who attempts 

10. I t  is easy to say "no" to a friend who wants to borrow 
money from me 

positively to other people 



' F l ~ m  am Jql I Y ~ ! J  s a x  1q3noql snqlo  w w  auop aneq 1 i l  

laaj I ~ o q  ~ o n y  a~doad -raqjo gal aAeq 1 -01 

a~g~asse- j las  uaaq arleq I -6 

xpej JB SEM I uaqM panSolode aneq I -8 

I I I I U  

sJaq)o JOJ suo!spap apew aneq 1 -z I 
I 

s)ql!-r Au! 103 dn pools ahEq 1 * I  

--- 



APPEIVDIX 1 1 : 
QUESTIONNAIRES USED IN THE EVALUATION 

OF MODULE 7: STRESS M1ANAGENLENT 

M 7(a) Pre-session questionnaire: Pte-test - Experimental group 
M 7(b) Post-session questionnaire: Post-test - Experimental group 
M 7(c) F' questionnaire: Pre-test - Control group 
M 7(d) 2nd questionnaire: Post-test - Control group 
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M7(a) Pre-session questionnaire (Pre-test: Experimental group) 

The Evaluation of Personnc 
Capacity-Building Programme 

~UESTIONNAIRE 

ne 3 - Self-Management . - Day 



MODULE 3: MANAGING STRESS EFFECTIVELY (SMP) 
lM3(a): PRESE~S~ON QuEmONNhlREi 

1. Introduction 

You are about to complete the "WAGING STRESS ~ L Y "  module. This module fonns part of a 
large and expensive initiative: therefore, we must b w  how effective it was in meeting your needs and 
interests. For this we need m b p u t .  Please complete the foUowing questionnaire honestiy and in 
full, and please $onrt grress. We need your honest and personal views - it will help us to serve you 
and your colleagues better. 

2. Inetrnctioas for completing this Questionnaire 
The following qwstiontaaire must be completed before the start of Ute module. 
2.1 Mark the answers on this questlonnaire by making a cross El in the appropriate blocks. The cross 

must not go outside the oudiw ofthe Mock. 
2.2 Mark only one answer per question. 
2.3 Answer all the questIoos. 
2.4 Complete h e  questionnaire on your own. 

This questionmire contains several personal questions. Don't write your name anywhere on i t .  
However, for research purposes we need you to generate a secret ideatificariom code. This code will 
be used to match fhb questionnaire to ofhers 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 
envebpe and hand it to the research team. By completing this questionnaire, you give permission that 
tlw data may be used fm research purposes. 

3. How to start 
Parts t 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 b o w .  

In the first row below, write the initials and surname of the person who will present this particular 
module. 
In the second row, write the date on which this module will be presented. 
In the third row indicate - by making a cross El in the appropriate block - the training college 
where this module will be presented. 
In the fourth row, indicate yow platoon number. 

F'rcsenfcrL~: 

Dutc: 

Place: 

Platoon nrrmber: 



PART 2: PART OF SECRET CODE 

PA.RT 3: GENDER AND SECRET CODE 

i z  -. ----- -*-=*..l:-.,.-,.-=.-<.lr.. \ >,..* --?%--.-=IF--- - I - - - = . I  . -  - - . . - = . a <  . A * . - - .  ------ m 

4 
: Reme make a cross El in the a p p z i m  block 

- -- - - - rl 

i 
r 
I 

Instructions: 
To what extent are each of the following statements true or false? 

In the next six blocks, indicate your birth date. For example, if you 
wen? born an 
15 Janm 1982, ideate it as fdlows: 150182 

1. Stress can be defined as *the result ofan 
imbuhwce between tliie hvd of demand placed 
on pecyrle and theirpl)rct?ivsd capabilities to meet 
there demrlsn 
- -  - - 

4 
-- - - - . - - 

j 2. ~trw up m u  time due to mm~ ut~ 1 I_ 1 fatigue t~crtitis 

i. - i 
1 

; 1 1. i f  your stress level is too high, you cannot 
: perform well IICIIIQis 

i 
3 I r 
f 4. Financial issues can be a cause of stress 

I/@ it is 
1 

. - 
Il . -- 'I z: 
/ r The environment cau be a cause of stress 

- 

l-7- 

1 6. A person experiences stress on a physical, 
emotional and behavioural level &at if is 

1. 
7. A person's body cannot distinguish between 

worry thoughts and the original catastrophe I 

8. There are stress management strategies 
. especially designed for ensuring emotional 

lhal it is . well-being 
- 

TFF 
don=# maybe lcrtitb 

;yi-J--g 
h o w  qmpg 
%mLZ 
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---.- - - -- - 
/ 9. There are stress management strategies 

especially designed for ensuring physical well- 
being 

10. When people implement stress management 1 strateges, their stress levels decrease 

I I 1. A person can do on the job stress management 
I exercises while attending a complaint 
- 
1 12. A person can do on the iob stress management ( ~ ~ ~ ~ ~ 1  - 
/ exircises while attending a meeting I 12~;; 1 m a  1 m 11  ";;;is 1 
r / 13. Depression is caused by not effectively dealing 

I with stress 

r 
14. Trauma can be defined as the "emofional sltock 

I that follows on a stressful event" 

Instncctions: 
Choose the most relevant response to each question 

I .  Poor = I am totally lost in this area. 
2. lnarlegunfe =I know a little, but not enough to feel comfortable. 
3. Adequate =I am fairly comfortable with my knowledge re this area 
4. Excellent =I have mastered this area (i.e. I know 75% more than most ~eoole) 

I 

I Questions 

I .  My knowledge of the definition of stress can 
be described as 

rIIII- 

1 2. 
My knowledge of the causes of stress can be I I 

2. 4. 
I described as 1 P k r  11 Inadequate 1 1  Ad2uafe 11 Excellent i 

3. My knowledge of the relationship between 1 stress andperfonnance can be described as Poor 

I-- 
-- -- 
-)I-- 

4. My knowledge of the physiology of stress can 
1 be described as I PLbr 1 1  Inadziuate 1 1  ~ d : ~ ~ ~  11 E.ri;lent 1 
1 5. My knowledge of the consequences of stress 

( overload can be described as 
I 

j 6. My knowledge of lypical stress reactions can 
be described as Poor lnadequafe Adequaie Excellent 

I -- 'I' 
I 

1 7. My knowledge of the stress matzagement 
: strategies can be described as Poor 

I 8. My knowledge of the use of physical activities 
I for stress reduction can be described as Poor 

*. 2.. - 



- -- 

of the strategies for thriving on 
stress can be described as 

-- 

I 10. My knowledge of the definition of @sum can 1 be described as 

Excellent 

4. 
Excenenl 

I 1. My knowledge of tbe causes of trauma can be 
described as 

12. My knowledge of the effects of frauma can be 
described as 

13. My knowledge of the experience of a 
traumaiic incident can be described as Poor 

14. My knowledge of the treatment of trauma can 
be described as Poor 

Instructions:' 
To what extent do you agree or disagree with each of the following statements? 

I ~ n s  

I. Stress is a bad thing 

2. Stress improved my performance 1 strongly 
disagree 

3. I do not know what the factors are that 
affect my resistance to stress disaree I shvngly agree 

1 c I am able to implement the stress 
1 management strategies disagree 

5. I am able to do the relaxation exercises that 
is required for stress management disagree I strongly agree 

6. I am able to do the breathing exercises that 
is required for stress management disagree 

-- - -- - 

1 7. 1 can deal with the stressors io my Life 
I 

I strongly a p e  
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Instructions: How often has each of the following things occurred in the past? 
(Please answer these questions absolutelv honestly) 

Que.~fions 
- 

1. I have made a point of learning more about r ways to manage my stress Never 
-. 

2. How often bave 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 bave you deliberately followed a 
Sometimes Periodically Frequently/ 

1 proper diet during stressful times? 

6. How often have you intentionally sought 

1 11 11 11 
emotional support during sh-essful times? 

7. How often have you deliberately sought 
proper rest during stressful times? 

1 8. How often have you deliberately done ' relaxation exercises to deal with your I stress? 
-- 

How often have you deliberately used ~~~~' 

relaxation techniques during stressful 
times? 
I 

( to. How often have you consciously employed a I I 11  2 1 1  3 1 1  4 1 
positive attitude in order to conquer the 
negative impact of your stress? - -- -. 1 1 1 .  When you were confronted witb a stressful 
event in the past, did you set realistic 
expectations for yourself? 
-I--- 

) 12. When you were confronted with a stressful I I 1 1  2 1 1  3 1 1  4 / . 

1 event in the past, did you seek a elear sense 

1 of direction for your life? 
- - -- - 

'hunk you for completing this questionna, ire 



M7(b) Post-session questionnaire (Post-test: Experimental group) 



Y 
- - - -- - 2 

This questionnaire must be completed &r/he presentation of the "Stress Alatmagcment" module -- -- 

1. Introduction 

You have just complercd the "STRESS MANAGEMENT" module. This module Forms part of a large and 
expensive initiative: therefore, we must h o w  how effective it was in meeting your needs and interests. 
For this we need =input. Please complete the following questionnaire honestly and in full, and 
please don't guess. We need your hones! and personal views - it will help us to serve you and your 
colleagues better. 

2. Instructions for completing this Questionnaire 

The following questiomaire must be completed a3er the end of the module. 
2.1 Mark the answers on this questionnaire by making a cross El 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 questiomaire contains several personal questions. Don? tvrite your name anywhere on it. 
However, for research purposes we need you to generate a secret identification code. This code will 
be used to niutch this qrreslionnuir-e to others that you will or have completed. It will not identify you 
as a person. 

When you have completed tbe questiomairc, please rerum it to the presenter, who will seal it in an 
envelope and hand it to the rese,mh team. By completing this questionnaire. you give permission that 
the data may be used for research purposes. 

3. How to start 

Pam 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 h e  person or persons who presented this 
parti~ul~ar module. 
In the second row, write the date on which this module was presented. 
In the third row indicate - by making a cross El in the appropriate block - rhe training provision 
institution where this module was presented. 
In the fourth row, indicate your platoon number. 

Date: 

Place: 

Platoon rrumber: 



PART 2: PART OF SECRET CODE 
1 

1 tn the next six blocks, indicate your birth date. For example, if  you 
were born on ' 15 January 1982, indicate L as follows: 150 182 

PART 3: GENDER AND SECRET CODE 
i -- 

/ Please make a cmss El in the appropriate block 

- 
! 

Please make a cross E l  in the appropriate block 
I 

SCALE 1: TRUE OR FALSE 

Instructions: 
To what extent are each of the following statements true or false? 

r- 
I Quesfions 

- - - - -- - 

I. Stress can be defined as "the result ofan 

; on people and their perceived capabilities to 
1 h b h n c e  bebeen the level ofdemand placed 

1 meet tltese demands" true 

I 

2. Stress builds up over time due to overwork 
and fatigue 

! 

1 3. If your stress level is too high, you cannot 
perfonn well 

I 
I 

1 4. Financial issues can be a cause of stress 
I 

I true 

5. The environment can be a cause of stress 
I falre false true true 

-- -- - -- 

1 6. A person experiences stress on a physical, 
emotional and bebavioural level 

I 
- -  

7. A person's body cannot distinguish 
worry thoughts and the original -- P- --*-.c - 



well-being 

9. There are stress management strategies 
especially designed for ensuring physical 
well-being 

strategies, their stress levels decrease 

I I. A person can do on the job stress 
management exercises while attending a 
complaint false hsrc 

management exercises while attending a 
meeting m e  

13. Depression is caused by not effectively 
dealing with stress &hair is 

tfne 

14. Trauma can be def ied  as the "emotional 
shock rhat follows on a stressful event" 

true true 

SCALE 2: MOST RELEVANT RESPONSE 

Instructions: 
Choose the most relevant response to each question 

1. Poor = I am totally lost in this area. 
2. Inadequate =I know a little, but not enough w feel comfortable. 
3. Adequnie =I am fairly comfortable with my laowledge re this area 
4. Excellent =I have mastered this area (i.e. I know 755% more than most people) 

. .- ,@g&-2 ?A% 
I .  My knowledge of the definition of stress can 

now be described as E m  &:tent 

2. My knowledge of the causes of stress can now 
be described as d ! & w  

3 My knowledge of the relationship between stress 
andperfonnance can now be described as ~~1~  EX:;^ 

4. My knowledgeofthephysiologyofstresscan 
now be described as / &:flea 

- 

5. My knowledge of the consequences of stress 
overload can now be described as Poor Inndcquafe Adquate Exccilent 



1 6. My knowledge of typical stress renefions can 
I now be described as I pfbr lkll Ad:&e 1 1  Exz;Ient 1 
1 7. My knowledge of the s f n s r  management 

/ strdegies can now be described as 
7- 

r i JZ i J~~1  
I I I i  1- 

8. My knowledge of the use of physicd activities 
for stress reduction can now be described as 

9. My knowledge of the strategies for thriving on 
stress can now be described as 
7 

p l ~ ~ l ~ !  
I I I I  i- 

lo. My knowledge of the definition of frauma can ! now be described as 
7 

/ Ptor 11 Inad&ue 11 Ad;uate 11 Exz .en t  1 
-. 

I I .  My knowledge of the causes of trauma can now 
be described as 

12. M y  knowledge of the effects of trauma can now 
be described as 

13. My knowledge of the experience of n traumatic 
incident can now be described as 

14. My knowledge of the h-ealment of trauma can 
now be described as 

Instructions: 
To what extent do you agree or disagree with gcJ of the  following statements? 

Questions 
-- - - - - -. - 

m r . - - T - l r f l  --- 
1. Stress is a bad thing 

2. Stress will improve my performance 

-, 1 3. 1 do not know what the factors are that affect 
I my resistance to stress 

1 I sLngIy 1 Id i s tpee  ~~~~ 
disagree 

4. I will be able to implement the stress 
management strategies 

1 1". lEikl1 ' 
disagree 

,I, 

1 5. I will be able to do the relaxation exercises that 1. 2. 3. 4. 

I is required for stress management 

' 6. I will be able to do the breathing exerciser that is 1 required for stress management disagree 
-. . 

1 7. I will be able to can deal with the stressors in my I. 2 .  3. 4. 

I life 
I slrongly 
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SCALE 4: H O W  OFTEN 

Zrtstntctions: 
How often will each of the following things occur in the future? (Please answer these 
questions absolutely hottestly) 

t Queshbns 

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? 

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? 

support during stressful times? 

7. How often will you deliberately seek proper rest 
during stresshl times? 

a How often will you deliberately do relaxation 
exercises to deal with your stress? 

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? 

1 I. When you are confronted with a stressfd event 

12. When you are confronted with a stressful event 
in the future, will you seek a clear sense of 



SCALE 5: EVALUATION OF THE MODULE'S VALUE 
In shzcction s: 
Please evaluate the vdiie of the module by completing of the following questions 

.1 --- 
I 

I I .  How would you rate the value of the section: 
below above lor of 

I "What is stress exnctly ?" average value 
I 

1 2. How would you rate the value of the seedon: 

1 
above lot of 

"What causes stress?" average value 

1 I I I I  

3. How would you rate the value of the section: 1 1 1  I f k d a  1 It and 
linle or below above Iof of 

"The physiology ofstress" 
no vntte average average value 

value value 
- - -- - - - - - 

4. How would you rate the value of the section: i-- - It had beinw above lot of 

i "Strategies for thriving on stress" average valrre 

r -- 

5. How would you rate the value of the section: 
below above lo1 of 

"Trauma " average value 

I 

I 
; 6. 

How would you rate the overall value of the II had 
linle or hehw above lot of 

I Managing Sh-ess Eflectively module? 
I average value 
I 



Znsb-uctions: 
Please evaluate the relevance of the module by completing each of the following questions 

i I 2 3 4 1. The module will have a posilive impact on my job 
performance disagree 

I 

I 

i 2. I will be able to apply my new knowledge in my job [qmmm 
disa ee 

j 3. I will be able to opdv my new skillr in my job ~~I~~~ disa ee 
-- - 

i--- 
I 4. The module will have a positive impact on my 
I ability to cope with the challenges of life 
I disagree 

I life disagree 

1 7. The module will increase my job satisfaction I S~ron/y 11 asagree 1 1  Agree / S z z b  1 disa ee 

6 .  L w i l l h a b l e t o ~ m y n e w s k i i l s  inmydalyl i fe  ~ l ~ l ~ ~ I I a  
disa ee 

I 
1 8. The module will increase my productivity ~ l ~ [ " l ~ ~  disa ee 
I I--- 

I 
- -- 

9- The module will improve my ability to h c t i o n  in 
*& 11 a'#ee ; i n  Strongly 1 I I work related teams (e.g. platoons, teams, mi&) 

i disagree 

- -I)-- 

10. The module will improve my ability to render a 2 3 4 1 good service LO SAPS customers 
1 

I 

I I .  All other SAPS personnel should receive this 
module disagree 

1 .  1 a i n  a e n  i n  c o t  i s  m o d u I  : 
Disagree Strongly 

relevant for my job and personal life disagree agree 

I 2 II 3 I1 4 

Thank you for completing this questionnaire 



M7(c) 1" questionnaire (Pre-test: Control group) 

-- 
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c- 
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The Evaluatio 
Capacity-Building rrogramme! 
(EPCaP2) research 
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I" ~UESTIONNAI 

1 

Self-Management - 
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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: Selj- 
Management. The module is pan of a large and expensive initiative mtl we must h w  how effective 
it is in meetlng the needs of trainees. For this we rseed =r help. Plesse complete bllo-wmhg 
questionnaire honestly and in full, and please don't ,ww. We need your hpnest a d  personal vim& - 
it wilI ultimately help us to serve you and your colleagues better. 

2. Instructions for completing this Questio~sire 

The following is thefirst of 2 questionnaires that deals widi various issues felating to suass arid its 
management. 
2.1 Mark all the answers on this quqstionnaire by making a cross El in the appropriate blocks. The 

cmss 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 questionnaiFe contains several persona1 questions. Dorz't ~srire your name anywhere on it. 
However, for r e W h  purposes we need you to generate a secret identification code. This code will 
be used to rnnlch chis 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 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 I to 4 are designed to link you with a specific intake, mining provision instirution, etc. In 
addition, these answers will be used to generate the secret identification code that only you will know. 

PART 1 : MODULE PARTICULARS 
Ln the first row below, write the initials and surname of the contact person who issued you with 
rhis questionnaire. 

+ h the second row, write the date on which you completed this questionnaire. 
+ In the third row i n d i w  - by making a cross El in the appropriate block - the training provision 

institution where this questio~aire was completed. 
the fourth row, write-your platoon number. 

Contact per-wn: 

Date: 1 /2005 

Place: [ W I l - Z J  
% -I[ P&i 1 



PART 2: PART OF SECRET CODE 

In the next six blocks, indicate your biah date. For example, if 
your were born on 

1 15 January 1982, indicate it as follow: 150182 
I 

PART 3: GENDER AND SECRET CODE 

Please make a cross El in the appropriate block. 

Please make a cross El in the appropriate block. ~~~~~ 
Itzshuctions: 
To what extent are of the following statements true or false? 

! Questions 1. 12.! 4. tl 
I 5. I 

I .  Stress can be defined as r--- 
"the result of an imbalance befnleen the level 
of &rnand placed on people and their 
perceived capabilities to meet these know 

demands" 

and fatigue know 
false f d s e  hue true 

perform well know 
true true 

know 
f d s e  f d s e  mie 

5. The environment can be a cause of stress 
know 

false f d s e  frue 
.- 

6. A person experiences stress on a physical, 
know 

I 
L - 7  



7. A person's body cannot distinguish 
between worry thoughts and the original 

know 
catastrophe 

1- 
-- 

I , 8. There are stress management strategies 
! designed for 

know 1 well-being fdse false true frue 

9. There are stress management strategies 

true 

10. When people implement stress 
management strategies, their stress levels 

know 

i fdse false true hue 

know 
complaint 

12. A person can do on the job stress 
management exercises while attending a 

know meeting false true hue 

13. Depression is caused by not effectively 
dealing with stress know 

false false true 

1 14. Trauma can be defined as the "emotional 1 shod iflot fo/lows on a sfressfd event" know 
true 



Instructions: 
Choose the most relevant response to each question 

- - - -  - 
- - -  - - - -  

- -  - 

1. Poor - I am totally lost in this area. I 
2. Inudequute =I know a little. but not enough to feel comfortable. 
3. Adequu~e =I am fairly comfortable with my knowledge re this area 
4. Exceilenr =I have mastered this area (i.e. I know 75% more than mast people) 

-. - -- - - -  7 - -  .. - - -  - 

My knowledge,&fthe definition of stress can be 

. -  
--il--.-- 

L My knowledge of the causes of sfress can be 
described as --.- - 

'III.7 

My knowledge of the relationship between stress 
;andpet$omance can be described as 

I '  4. My knowledge of the physiology of stress can be 
, described as ~ !-- - - - 7 -- 

My knowledge of the consequences of  stress 
~verload can be described as 

- - - - - 
+ -  . .- A-. 

&. My knowledge of typical stress reactions can be 

p1klF 
#, My knowledge of the strategies for thriving on 

stress can be described as 

My knowledge of the definition of trauma can be I .  
described as . - -  

.I 1. My knowledge of the causes of trauma can be 
described as - - -  - -- , ---- 

& MY h o d e d g e  d f t k  ihecti  o~hatima can b& 

, i l ~ ~ l ~ ~  described as , I  Poor h d q u m c  ~ d e g u a u  ~xcc~crpl  - -- .-- _I 
- 

- - I- 

13. My knowledge of the experience of a traumah'c 
,incident can be described as 

I- _PA_ .---a - - 
- - 1-11-7 

14. My knowledge of the tredment of trmm can be 

;( 1. 1) 2. I! 3. 11 4, described as ' Poor bwdequa~e ~ d a q w l 4  & c ~  



Instructions: 
To what extent do you agree or disagree with each of the following statements? 

I 
-.- -r 

Questions I .  1 2. 3. 4. 
1 

1- 
-- - 

1 I .  Stress is a bad thing 
disagree agree 

I 

1 2. Stress improves my performance 
I 

3. 1 do not know what the factors are that affect my 
resistance to stress 

4. I am able to implement the stress management 
strategies 

5. I am able to do the relaxation exercises required 
for stress management 

6. I am able to do the breathing exercises required 
for stress management 

/ 7. 1 can deal with the stressors in my life 
I 

1. 2. 3. 4. 
I s t r o l y  1 Idisagree 1 'agree 1 I z l y  1 
disagree 

disagree 

, 1-1 1 

I strongly I disagree I shongly 
disagree / I  11 1 1  agree 1 

disagree agree 



SCALE 4: HOW OFTEN 

Instructions: 
How often have each of the following things occurred in your life? 
(Please answer these questions absolutelv honestly) 

r- - - - - - - -- - -- 
Questions : I .  r2.- ! 3. - r ~ - - - ,  ?I 

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? 

-- 

How often have you intentionaUy released your 
emotions in an effort to deal with your stress? 

1 5. How often have you deliberately followed a 
I proper diet during stressful times? 
I 

I 
I a How often have you intentionally sought 

/ emotional support during stressful times? 

7. How often have you deliberately sought proper 
rest during stressful times? 

1 8. How often have you deliberately 
exercises to deal with your stress? 

- 

1 9. Bow often have you deliberately used relaxation 
, techniques during s tressl l  times? 
I 

r-- 
10. How often have you consciously employed a 

I positive attitude in order to conquer the 
i negative impact of your stress? 
1 
- -  - - - -  - 

11. When you were confronted with a stressful 1 event in the past, did you set realistic 
1 expectations for yourself? 

12. When you were confronted with a stressful 
event in the past, did you seek a clear sense of 
direction for your life? 

Thank you for completing this questionnaire 



Theme 3 - Self-Manaaement - Dav 5 & 6 1 



he control 

\ E 

0I.j A IM!l!ll#iiE 81 Ri&; M!l!$l!l~&~M)~iIllj' 

1 Introduction 

t' 

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 7llemr 3: Self 
Managemenr. The module is part of a large and expensive initiative aod we must know how effective 
it is in meeting the needs of trainees. For this we need ~r help. Please complete the following 
questionnai.re honestly and in full, and please don't Cuess. We need y o ~ ~ r  honest and personal views - 
it will ultimately help us to serve you and your colleagues better. 

This 2nd questionnaire must be completed by tl group at I 
the end of the day. 

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 El in the appropriate blocks. The 

cross must not rouch 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 quesrions. Don '1 rvrile 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 qlrestionnaire to others that you will or have completed. It will 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 to the research team. By cornpleting 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. Ln 
addition, these answers will be used to generate the secret identification code that only you will h o w .  

P ~ T  1 : MODULE PARTICULARS 
* In the first row below, write the initials and surname of the contact person who issued you with 

this questionnaire. 
In the second row, write the date on which you completed rhis questionnaire. 
In the third row indicate - by making a cross H in the appropriate block - the training provision 
institution where this questionnaire was completed. 
In the fourth row, write your platoon number. 

he: L ~ ~ ~ l  ~ u . s h o o r n  17 Pretoria r-711 Bisho 

4. li~.rnm.-y 

Contact person: 

Date: I i 2 0 5  



PART 2: PART OF SECRET CODE 

In the next six blocks, indicate your birth date. For example, if ~~~~~~~1 
your were born on 
15 January 1982, indicate i t  as follow: 150 182 

PART 3: GENDER AND SECRET CODE 

r a s e  make a cross El in the appropriate blnk. 
I 

-- 

Please make a cross R in the appropriate block. Coloured White 

In sfructions: 
To what extent are of the following statements true or false? 

r Quesiion. m 2. 
-- 

I-- 
I .  Stress can be defined as "the resrrft of an 

imbalance between the level of demand 
placed on people and their perceived 
capabifities to meel these demands" true true 

- 

2. Stress builds up over time due to 
overwork and fatigue know 

r 1 3. I f  your stress level is too high, you cannot 
perform well 

I 

4. Financial issues can be a cause of stress 

! 

5,  The environment can be a cause of stress 

I 

6. A person experiences stress on a physical, 
emotional and behavioural level know 

I 
I false true true 

-- --> r - r m -  



dealing with stress 

shock thg t f i@ws  on a stressfrrl event" 



Instructions: 
Choose the most relevant response to question 

I .  Poor = I am totally lost in this area. 
2. lnadeqlrare =I know a little, but not enough to feel comfortable. 
3. Adeqrtare =I am fairly comfortable with my knowledge re this area 
4. Excellenr =I have mastered ohis area (i-e. I know 75% more than most people) 

. - -- 

Questions ~:FIT~- 
My knowledge of the definition of stress can be 
described as 

- 

2. My knowledge of the causes of sfress can be 
described as 

3. My knowledge of the relalionship between stress 4. 
andperformance can be described as I Piir 11 Inadfiuate 11 M:- 11 ficeuent 

4. My knowledge of the physiology of stress can 
be described as 

5. My knowledge of the consequences of stress 
overload can be described as 

6. My knowledge of lypical stress reactions can be 2. 4. 
described as 1 r 1 n e e  1 .4a&ate 1 Excellent 

7. My knowledge of the stress management 
strafegies can be described as 

8. My knowledge of the use ofphysical activities 
for stress reduction can be described as 

9. M y  knowledge of the strategies for thriving on 
stress can be described as 

10. My knowledge of the definition of trauma can 
be described as 

I I .  My knowledge of the causes of trarrma can be 

I 
described as PlmmF 

I IIIIII[ 

12. My knowledge of the effects of trauma can be 2. 3. 4. 
described as I r I/ inadequate 1 1   equate 11 ficeuent 

1 13. My knowledge of the experience of n traumatic 2. 3. 4. 
incident can be described as I f i r  11 Inadequate 11 Adequate 11 ExceUent 

14. My knowledge of the treufrnent of trauma can 2. d. 1 be described as I f'Lir 11 Inadequate 1 1  .4d:&e 11 Excellent 



Instructions: 
T o  what extent do you agree or disagree with g& of the following statements? 

r -- I I! 
Questions 1. 2. I 3. 4. I 

- 
I 

1 I .  Stress is a bad thing ~ i ~ ~ ~ ~ $ r . ]  disagree 

2. Stress improves my performance 
I 

ML."FiM 
di.agree -- I I I I I I  I 

1 3. 
I do not know what the factors are that affect 1. 2. 3. 4. 

I strongly I disagree I sfro?zgly 
I my resistance to stress 1 disagree I r m l l  agree 1 
I 
1 4. I am able to implement the stress management 
1 strategies 1 I s L n g l y  disagree 11 1di:gree lkiu 
I , I  7-1 I 

5. I am able to do the relaxation exercises required I .  2. 3. 4. 
1 strongly I disagree I m n g l y  

for stress management 1 disagree 1 l a g r e e i l  agree ! -  
1 6. I am able to do the breathing exerciser required I .  2. 3. 4. 

I strongly 1 for stress management 

7. 1 can deal with the stressors in my life 
1 disagree 

SCALE 4: HOW OFTEN 

instructions: 
How often have each of tbe following things occurred in your life? 
(Please answer these questions absolutely honestly) 

Questions 
- - 

-1.-- ' 1 i 2. 3. 1 4. 
I .  I make a point of learning more about ways to 

manage my stress IqnFE] 
1 2. How oftea have you used visualization as a 1 stress management technique 

3. How often have you first determined the causes 
of your stress, before you tried to deal with it? 

-- 

I 4. How often have you intentionally released your I 2 3 4 
Seldom/ Sometimes Periodically Frequently/ 

emotions in an effort to deal with your stress? 1 Never I w a - ~ ~ I  

5. How often have you deliberately followed a I 2 3 4 

1 proper diet during stressful h e r ?  

I 

1 6. How often have you intentionally sought 
--- -a- -r- i - -.T ST*.- .-,,- 

I s e l & n /  I/wI Pe!iicai/" ILI 



-- 

I emotional support during stressful times? 
-- - - -- 

I 7. How often have you deliberately sought proper 
1 rest during stressful times? 
I 

1 8. How often have you deliberately done 
1 relaxation exercises to deal with your stress? 
I 
r 

1 9. How often have you deliberately used relaxation 
I techniques during stressful times? 

10. How often have you consciously employed a 
positive attitude in order to conquer the 

I 

I I I .  When you were confronted with a stressful 
event in the past, did you set realistic 
expectations for yourself? Never 

1 12. When you were confronted with a stressful 
event in the past, did you seek a clear sense of 

/ direction for your life? 

Thank you for completing this questionnaire 



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: Pte-test - Conaol group 
M 8(d) Yd questionnaire: Post-test - Control group 



M8(a) Pre-session questionnaire (Pre-tes t: Experimental group) 



1. Introduction 

You are about to complete the " S m m  D m E N C Y "  module. This module forms part of a large 
and expensive initiative and we must know how efftctive it is. For this we d m r  input. Please 
complete the following questiomire holrestty and in fall, and please &'f w r q .  We need your 
hones1 and persond views - it will help us to serve you arad your c d h p e s  bmer. 

2. Instructions for compfeting thh QuesWnnltire 
The followhg c p f s t i d  must be camp- ~M$OTB h e  start of Ihe module. 
2.1 Mark the answers on this quadim& by making a crow @I in the appropriate blocks. llte cross 

must mt go outside the outline oftbe block. 
2.2 Mark ody one amvet per question. 
2.3 Answer d thie questions. 
2.4 Complete the questionuaire ora yoar own. 

This quesrioanaire contains ~ v e r a l  personal qucstbds. b n ' i  wik pw name anywhere on if. 

However, for d jwpes we need jlou to gemate a wret ~ e n ~ a ~ n  d e .  This code wil l  
be used to march #his qr~estlovnaire to orhers that you will or have completed. It will not identify you 
as a person. 

When you have c o m p l d  rha @mile, p W  letum it to the presenter who will seal it In an 
envelope and hand it to IWXUC~ team, By wrnfletbq this questionnaire, you give permission rhat 
the data may be used h r  lasearcb plupcwff. 

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 answerswdi be used to @aerate lhe secret identification code that only you will know. 

PART 1: MODULE PARTICULARS 
Xn tbe first row below, write the initials and surname of the person who .will be presenting this 
particular module. 
In the second row, write h e  date on which this module will be presented. 
In the third row indicate - by making a cross El in the appropriate block - the training provision 
institution where the module will be presented. 
In the fourth row, write your platoon number. 

Praenw.- 

m e :  

Place: 

4. -11 6. 1 1 . 1  Gm&Reiitd PM@i J m d m , s  

Platoon nmbec 



PART 2: PART OF SECRET CODE 

, In the next six blocks, indicate your birth date. For 
, example, if your were born on 
1 15 January 1982, indicate it as follow: 150182 

PART 3: GENDER AND SECRET CODE 

L a s e  make a cross El in the appropriate block. 
p z q y r  

Please make a cross E l  in the appropriate block. 
1 

Instructions: 
To what extent are of the following statements true or false? 

I Questions 1. I 2. I 3. 4. 1 5. 4 
-- 

I .  Alcoholism i s  a disease 

2. Glcoholism is inherited 

3. Alcoholism can be treated with medication 

7 .- 

1 4. YOU can tell when a person close to you has an 
alcohol problem 

false false true lrue 

5. The legal alcohol limit for vehicle drivers is 
0.05mg. 

true true 

/ 6. Alcohol misuse could cause anaemia 
I 

I 

1 7. M o h 0 l  misuse will increase your chances of Iknow Illrinkif Idon'r Irhinkif Ikt10w 

getting TB that it is may be know may be that it is 
Jalse false hue true 

-- 

1 8. Alcohol misuse can cause a duodenal ulcer 

- m-- ---- 

Section 4: Appe~~di~~e.er 277 



1 9. Alcohol misuse can cause impotence 

1 lo. lntellectualisntion is a defence mechanism that 
i is often used by alcoholics 

true 

I I I .  Repression is a defence mechanism that is often ' used by alcoholics i 
12. Selective recall is a defence mechanism that is 

often used by alcoholics 
false false lrue 

I 

/ 13. People who abuse alcohol are more likely to 

j hear voices, shake and see things that do not 
exist false false true m e  

-- 

14. You can tell when a person close to you has a 
drug addiction problem 

false false true 
- - 

15. The type of treatment a person receives for 
substance dependency depends on their stage in 
the change model false false true 

I 



SCALE 2: MOST RELEVANT RESPONSE 

Instructions: 
Choose the most relevant response to each question 

I.  Poor = I am totally lost in this area. 
2. Inadequute =I know a little, but not enough to feel comfortable. 
3. Adequare = I  am prelty comfortable with my knowledge re this area 
4. Excellent =I have mastered this area (i.e. I know 75 X more han most people) I 

. . -  -..:- - - . - - . =  / 



Instructions: 
To what extent do you agree  or disagree with gacJ of the following statements? 

1; Ravlq a drink with somebody helps to start a 
frie~dsbip 

3. People who take a few drinks are usually the 
life of the party 

drinks helps me to get in the mood for a 

.ps+- - - - - .  - . - - -  
-- w- 

1 4, I hate it if people get drunk at  parties 
I. 

I 3, I like a few drinks after work to help me to 1. 2. a. 
, relax 

6. I believe that my current knowledge of alcohol I 1. 2. 3- 
will help me to identify the first signs of I strong#y 1 disagree 1-6 1-e 

7. 1 will inform my commander if a colleague's 
use of alcohol has a negative effect on hisher 
work performance 

8 .  1 will inform my commander if a colleague's 
use of medication has a negative effect on 
histher work performance 

- -. - 

9. I will inform my commander if a colleague 
smokes dagga 

--. ----=-- T -*-- --- -- . --I 

LO. Families can still cope effectively even if one of I 

them has a dependency problem 

11,Glcohdcs can solve their problem by simply 
drinking less 

- 2 -  -,.. - -- 
- 11, ,I& Alcoholism i s  a f a t d  &$edge 

I 83: Alcoholism cannot be cured. I1 

IIL 

I strongly 

I strongly 
agna 

4. 

I strongly 
agree 

4. 
I strongly 

agree 

I strongly 
w e  

I strongly 
m e  

4. 
I strongly 

agne 



SCALE 4: HOW OFTEN 

Instructions: 
How often has each of the following things occurred in the past? 
{Pleue unswer rhe following qlic.srions ubsol~~teiv honesdy) 

- 

I 

I I .  I have lied about how much I drink 

7--- -- 1 2. I got drunk p-mmFm 
3. I drank when I got bored [~~~~ 
4. I drank to escape from my problems 

I 

- 1 ~ 1 ~ ~ 4  
5. I stopped after only one drink I - . -E l  
6. I have had a hangover (babalaas) r F,L,, 
7. 1 have spent too much on drinks ~~~~~ 
8. In the past I have looked for some reason 

(e.g. a celebration of something) to have a 
drink 

9. I have told the whole truth about the r medication that 1 use - ~ ~ " ~  
10. I have smoked dagga - ~ ~ ~ ~ \  -- I I,. I have avoided the use of mood changing 

I me going 
I substances (e.g. tobucco/alcohoNdri~gs) to get 

Thank you for completing this questionnaire 



M8(b) Post-session questionnaire (Post-test: Experimental group) 

ion of P 
-IS--. D-- - 
esearci 

rment 



of the "Scthstnnce Dcpc~tiency" nlodule 

1. Introduction 

You have just completed the "Substance Dependency" module. This module forms pan of a large and 
expensive initiative and we must know how effective it was in meetinx your needs and interests. For 
this we n c c d m  input. Pleasc complete the following questionnaire honestly and in full, and please 
(lon't~uess. 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 following quest.ionnaire must be completed directly afier rhe module. 
2.1 Mark the answers on this questionnaire by making a cross El 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 dl the questions. 
2.4 Complete the questionnaire on vour own. 

This questionnaire contains several personal questions. Don't write yolrr name anywhere on it. 

However, for research purposes we need you to generate a secret identification code. This code will 
be used to match ~hi.v qquestiorrnairr to o h s  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. Row to start 

Parts 1 to 4 are designed to link you with a specific intake, training provision institution, erc. 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 person 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 El in the appropriate block - the training provision 
institution where this module was presented. 
In the fourth row, indicate your platoon number. 

Prcscncrr: 

Dute: 

Place: 

Platoon number: 



PART 2: PART OF SECRET CODE 
n 

- -  -- [rcrrrri 
, In the next six blocks, indicate your birth date. For example, if you 
I were born on 
1 15 January 1982, indicate it as follows: 1501 82 
I 
I 

PART 3: GENDER AND SECRET CODE 

I 
Please make a cross El in the appropriate block 

I 
I Please make a cross El in the appropriate block 
I 

Asiun 

Zns&mcfions: 
To what extent are each of the following statements true or false? 

I Questions 2. 3. 4. 5. 4 - - - - - - - - 

1. Alcoholism is a disease 

Alcoholism is inherited 

3. Alcoholism can be treated with 
medication 

4. You can tell when a person close to you 
has an alcohol problem 

5. The lega1 aIcoho1 limit for vehicle 
drivers is O.05mg. 

I 6. Alcohol misuse could cause anaemia 

7. Alcohol misuse will increase your 
chances of getting TB 

it is e 1 b e e  - 1 know 

7-7 

1. 1 8 Alcohol misuse can cause s duodenal I k n o w a &  
j ulcer i f  is false 

4. 
I think it 

may be true 

4. 
1 think it 

may be true 

4. 
I fhink it 

may be true 

4. 
I think i f  

may be true 

4. 
I fhink it 

may be frue 

5. 1 ,  
I know that 

i f  is true I 
I 
I 

5. 
I know that 

it is lnre 

I know that 
itistrue 1 ,  

I know thar 
il is true I 7 

be false I I know I may be true 1 I i f  is m e  1 
_ -.U.nrr-.< 



- 

1 9. ~ l ~ ~ h ~ l  misuse can 

I 
lo. Intellectualisation i s  a defence 

mechanism that is often used by 
alcoholics 

I I .  Repression is a defence mechanism 

1 that is often used by alcoholics 

I 2. Selective recall is a I-- 
that is often used by alcobolics I;"""".jcohoi likely to hear voices, shake are and more see c070n I know fhaf I think i f  may I don't I think it 1 know thaf 

i f  is false be false know may be h e  i f  is true 
things that do not exist 

r 

has a drug addiction problem 
-- -- - 

I 15. The type of treatment a person 
receives for substance dependency I know that I think i f  may I don't I think if  I know fhaf 
depends on their stnge in the change it is false be false know may be true it is true 

I model. 
I 





Znstructions: 
[lowing statements? 

I .  Having a drink with somebody will help to 
start a friendship 

- 

2. People who take a few drinks are usually the 
Life of the party 

- C _ _ -  - -  
3. A few dri..s w. help me to ,ti in h e  mood ' I F F  for a party disagree 1 d i . q ~ ~  Iagree crgtu 

- - 

a 11 wil l  hate it if people get drunk at parties 
----- 
5. I will like a few drinks after work to help me to 

relax 

& I believe that my current knowledge of alcohol 
will help me to identify the fjrst signs of 
alcoholism 

7. -1 will inform my commander if a colleague's 

work performance 
- 

6 1 will inform my commander if a colleague's 
use of medication has a negative effect on 
bidher work performance 

* .  2 - - -  - - - 

9. I will inforin ihy commander if a colleague 
smokes dagga 

lo. Families can still cope effectively even if one of 
them has a dependency problem 

-- ---- - -_-- - .- I . - -  . .  - 

I I .  Alcoholics can solve their problem by simply 
drinking less 

- -  - . _  
---5 

12. -Ncohotism is a fatal disease 
I - _ -- ---.. - .._ -- - _. - , dim ee 

- - 

II 

E3. Alcoholism cannot be cured 



SCALE 4: HOW OFTEN 

Instructions: 
How often will each of tbe following things occur in the future? (Please answer rhe 
Jollo wbig questions absolt~felv honesrly) 

r--- - 7 1 
Questions 

- -. - - - - 

1. I will lie about how much I drink 
I 
7-- 

! 
2. I will get drunk I 

1 

1 3. 1 wUI drink when I am bored 
I 

. 

I / 4. I will drink to escape from my , problems 
I 
I 

I will stop after only one drink 

6. I will get a hangover (babalaas) I 
I 
I '- I will spend too much on drinks 

8. I will look for some reason (e.g. a 
celebration of somett~ing) to have a 
drink 

-- 

I will tell the whole truth about the 
medication I use 

1 lo. I will smoke dagga 

1 I .  I will avoid the use of mood changing 
substances @.g. I ~ o ~ o c c o / ~ o h o ~ / d r u g s ~  to get me 

1 going 

Seldom/ Never Sometimes I I 

Seldoml Never Sometimes 

Seldom/ Never Sometimes 

Periodically Frequcnfly / Always II 

See next section 9 



Znstncctions: 
Please evaluate tbe value of the module by completing & of the following questions 

I.  How would you rate the value of the 
section: 
"Definitions of abuse and clependency7' 

2. How would you rate the value of the 
section: 
"Why do people fake drugs?" 

3. How would you rate the value of the 
section: 
"List of drug classes and the way that they 
ore administered" 

4. How would you rate the value of the 
section: 
"Legal substances" 

5. How would you rate the value of the 
section: 
"lllegu 1 substances" 

6. How would you rate the value of the 
section: 
"Alcohol as a legal substance" 

7. How would you rate the value of tbe 
section: 
"Treatment" 

1. 
It had liule 
or no valrte 

I. 
If had linle 
or no value 

1.  

If had litrle 
or no value 

1. 
It had little 
or no value 

I. 
It had link 
or no valrre 

I. 
It had linlc 
or no value 

1. 
It had lifffe 
or no value 

average 1 1  a 1 1  of value , 
value 

2. 
It had below 

average 
value 

2. 3. 4. 

average 
value 

2. 3. 4. 
It had below It had above It had a lot 

average average of value 1 

value value 

3. 
It had above 

average 
value 

4. 
I f  had a lot 

of value 

'I- 

d. 
If had below 

average 
value 

8. How would you rate the overall value of 
the Substutce Dependency module? 

3. 
It hadabove 

average 
value 
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4. 
It had a lot 

of value 

I. 
If had litlle 
or no value 

2. 
If had below 

average 
value 

3. 
It had above 

average 
value 

4. 
I t  had a lor 

of value 



Znshuctions: 
Please evaluate the relevance of the module by completing each of the following questions 

r--- - 

-- 1 

1 I .  The module will have a posiri~.~ inlpact on my job 
I performance nmmr- disagree 
i 

r- 
2. I wlll be able to apply my new know/e&c in my 

job ITFFB disagree agree 

3. I will be able to apply my new skills in my job I F l m W  
disugree agree 

F The module will have a positive impact on my 
ability to cope with the challenges of life mnmm disagree 

- 
5. 1 will be able to upply my new knowledge in my daily 1 life 

I 
r 

I 
' 6. 1 will be able to apply my new skiIL in my daily Life 
I I L 1 - 1  disagree 

7. The module will increase my job satisfaction 'r -- Fmmm disagree 

8. The module will increase my productivity n m m ~ i  disagree 

I 1 - I I I I l  I 1 9. The module will improve my ability to function in I 2 3 4 

work related teams (e.g. platoons, teams, units) I disagree 
- 

10. The module will improve my ability to render a 
good service to SAPS customers r nFFMi dhagree 

I II(1II 
I 

I 1 1 .  All other SAPS personnel should receive h i s  
1 module 

1 s 

4. iLi di~agree 
1 

I -- 
I 

12. If all things are taken into account, th~s module was 
I 

relevant for my job and personal life disagree 

Thank you for completing this questionnaire 



M8(c) 1" questionnaire (Pre-test: Control group) 

Theme 3 - Self-Manage - ment 



. .- 4 'Ihis 1'' queationnaire mnst be completed hy the control group at the bepinniii of the day. 

1. Introduction 

You have been chosen as a member of a control group in a cesearch 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 h o w  how effective 
it is in meeting the needs of trainees. For this we need vour help. Please complete the following 
questionnaire honestly and in full. and please don't prtess. We need your honest and personal views - 
it will ultimately help us to serve you and your colleagues better. 

2. Lnstructions for completing this Questionnaire 

The following is the firs! of 2 questionoaires chat dcds with various 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 outIine of the block. 
2.2 Mark d y  one answer per question. 
2.3 Answer all the questions. 
2.4 Complete the questionnaire m your own. 

This questionnaire contains several peft~nal questions. Don'! write your numr anywhere on it.  
However, br research purposes we need you to generate a secret identification code. This code will 
be used to match this questi~nnuire to others that you will or have completed. It will not identify you 
as a person. 

After you bave completed the questionnaire, please return it to the contact person, who wdl seal it in an 
envdope and hand it over to the research team. By completing this questiormaire you give penuission 
that the data m y  be used for research purposes. 

3. How to start 
Parts I to 4 are designed to Iink you to a specific inrake, mining 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. 
In the second row, write the date on which this questionnaire was completed. 
In ttic third row indicate - by making a cross El in the appropriate block - the training provision 
institution where this ques~ionnaire was completed. 

the fourth row, wr 

Con~oct  person: 

Date: 

Place: 

Platoon number: 



PART 2: PART OF SECRET CODE 
n 

I 

1 In the next six blocks, indicate your birth date. For example, i f  
I you were born on 
I 15 January 1982, indicate it as follows: 150182 
1 

PART 3: GENDER AND SECRET CODE 
a 

r -  - 
-- -- 

I Please make a cross El in the appropriate block 
I 

/cross 13 in the appropriate block ~ p & q x J  

Inshuctions: 
To what extent are & of the following statements true or false? 

I Questions 2. 5. 
1 

-- -- - - - - - 

1 
: 1. Alcoholism is a disease 
l 
- -  

I 2. Alcoholism is inherited 
l 
r- 

1 3. Alcoholism can be treated with 
j medication 
i 
I 

drivers is 0.05mg. 

chances of getting TB 

ulcer 

- L P  



7- 
-- 

1 9. Alcohol misuse can cause impotence 

I 

10. InteUectuatisation is a defence 
mechanism that is often used by 
alcoholics 

that is often used by alcoholics Repression is a defence mechanism 

I 12. Selective recaU b a defence 
mechanism that is often used by 

15. The type of treatment a person 
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SCALE 2: MOST RELEVANT RESPONSE 

Instructions: 
Choose the most relevant response to gacJ question 

1. Poor = I am totally lost in this area. 
2. Inadequate =I know a little, but not enough to feel comfonable. 
3. Adequure =I am pretty comfortable with my knowledge re this area 
4. Excellent =I have mastered this area (i.e. I know 75% more rhan most people) 

1. My knowledge of the definitions of 
“substance abusen c6subslance 
dependency" can be described as 

2. My knowledge of the phases of substance 

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 eflect of 
alcohol dependency can be described as 

5. My knowledge of the physical effect o f  
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 

' IqmLl E x ~ n ,  

- 

9. My knowledge of legal dmgs can be 
described as 

lo. My knowledge of the reasons why people 
take drugs can be described as 

11.  My knowledge of the psychologicnl effects of 
drug abuse can be described as 

12. My knowledge of thephysical eflects of drug 
abuse can be described as 
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Insh-rcch'ons: 
To what extent do you agree or disagree with & of the following statements? 

Questions 1. r 2. I 3. 
- - -- - - - - - - 

'i 4. < 

I .  Having a drink with somebody helps to rlarl ~ r ~ ~ l ~ ~ '  
disagree I disagree I agree I stronrly 

a friendship agree 
-- - -- - - - - 

~ T e o p l e  who take a few drinks are usually the 
1 Life of the party 

-- -- - - - - - - I 3. A few drinks helps me to get in the mood for 
I a party 

I 

1 4. 
I hate it if people get drunk at parties r I S ~ $ l ~ ~ ~ ,  disa ee 

r -- 
- - - I I I I I l ) l  

5. I like a few drinks after work to help me to I .  2. 4. 
I strongly I strongly 

relax 

( 6. 1 believe that my current knowledge of 
alcohol will help me to identify the first signs 1 of aIcoholism 

1 8. 1 will inform my commander if a colleague's I .  2. 3. use of medication bas a negative effect on I s l r o n ~ l ~  I disagree , agree Strongly 
disagree I hislher work performance 

I 
1 7. 1 will inform my commander if a colleague's 
I use of alcobol bas a negative effect on hislher 
I work performance 

1 9. I will inform my commander if a colleague I .  2. 3. 4- 1 
I smokes dagga 1 1 1 disagree 1 1 agree 1 1  ':%ly 1 
! 

I .  
Istrongly 
disagree 

10. Families can still cope effectively even if one 

1 of them has a dependency problem 
7 ---- 
I 1IIIIn 

I .  
l s h n g l ~  
disagree 

1. 1 I I .  Alcoholics can solve their problem by simply Istrongrv 2. 3. 4. I strongly 1 drinking less 1 disagree i s a g e  IOgree 11 agree 1 

2. 
Idisagree 

12. Alcoholism is a fatal disease 

I 
13. AlcohoLism cannot be cured 

2. 
~ d i ~ ~ ~ ~ ~  

3. 4. 
Istrongly 

agree 

3. 
I agne  

4. 

1Z;;ly 



SCALE 4: How OFTEN 

Instructions: 
How often has each of the foilowing things occurred in your life? 
(Please answer the following questions absoiit feiv honesrb) 

,: c. 
, , , , - ' ~uesrions +? 7- '$..:.$s$, 

1. 1 have lied about how much I 
drink 

2. I got drunk 

3. I drank when I got bored 

4. I drank to escape from my 
problems 

5. I stopped after only one drink 

6. I have bad a hangover (babalaas) 

7. I have spent too much on drinks 

8. 1 have looked for some reason 
(e.g a ce/ebr.anon of somefl~mg) to 

9. I have told the whole truth about 
the medication that I use 

lo. I have smoked dagga 

-- - 
I I .  I have avoided the use of mood 

changing substances (e.g. 
tobacco/cr/cohol/dr~tgs) to get me 
going 

Thank vou for comaletinn this uuestionnaire ' . 



M8(d) znd questionnaire (Post-test: Control group) 

- 
esearch 
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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 pan of 77teme 3: Se& 
~Manugemewt. 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 vour 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 folIowing is the second 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 El in the appropriate bIocks. 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 wrire yozrr name anywhere on i f .  

However. For research purposes we need you to generate a secret identification code. This code will 
be used to match this questionnaire to ochers that you will or have completed. It  will not identify you 
as a person. 

After you have completed the questiomairc, 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 to a specific intake, mining provision institution, etc. In addrtion, 
these answers will be used to generate the secret identification code that only you will know. 
PART 1: MODULE PARTICULARS 

In the fmt  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. 
Ln the third row indicate - by making a cross El in the appropriate block - the training institution 
where this questionnaire was completed. 

~e fourth row, write your number 

Platoon 

:t person: 

Date: 

Place: 1. II , .. . 3. I .  II -.. II 

number: 



PART 2: PART OF SECRET CODE 

I 1 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 
1 

I - 
- - - - - -. 

/ Please make a cross El in the appropriate block 

- -  

1 Please make a cross El in the appropriate block 
I 

Inshuctiotzs: 
To what  extent are & of the following statements t rue  or false? 

I I. Alcoholism is a disease lIht;,hrll I f k i t  I think ' i f  1' I know that 
it isfalse "'",{: know may be true it is hue : 

Alcoholism is inherited o ~ ~ , ' ~ ~ ~ ~ I  I think i f  I know fha! I know I think i f  

it isJa1se mzE know may be rrue if is true 

1 3. Alcoholism can be treated with 
I medication 
! 

4. You can tell when a person close to you 
has an alcohol problem 

5. The legal alcohol limit for vehicle 
drivers is 0.05mg. 

r6. McoCOl misuse could cause anaemia 
! 
I 

' 7. Alcohol misuse will increase your 
/ chances of getting TB 

8. Alcohol misuse can cause a duodenal 
ulcer 

I 

9. Alcohol misuse can cause impotence 
it i s jdse  *.- 9-n T13C.r. - -1a.e, 
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, 10. Intellectualisation is a defence 
mechanism that is often used by 

I 

I 
alcoholics 

I I .  Repression is a defence mechanism that 
is often used by alcohoIics 

12. Selective recall is a defence mechanism I know I think it 
that is often used by alcoholics it is false know may be true it is true 

r-- - - - - - 

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 
I bas a drug addiction problem 
i 
r--- 
I 15. The type of treatment a person receives 

for substance dependency depends on iknow that *:!:;: 
it is false faLSe know may be true it is true 

their stage in the change model 
I 



SCALE 2: MOST RELEVAN'I' RESPONSE 

Instructions: 
Choose the most relevant response to each question 

1. Poor= Iam~otally lost in thisarea. 
2. lrradequtlte =I know a liule, but nor enough to feel cornfottable. 
3. Adeqlrale =I am pretty comfortable with my knowledge re this area 
4. Excellent = I  have mastered this area (i.e. I know 75% I more than most people) 

f- Ques1ons ~ ~ 2 . ~ ~ ~ d .  
I .  My knowledge of the definitions of "substance 

obuse" and '%substance dependency" can be 
described as Poor 

1 2. My knowledge of the phases of substance 

1 dependency can be described as 
I .  3. 4. I Poor 11 lnt&iuate /I Adequate I/ Emellent 

/ 3. My knowledge of the factors that would 
indicate that a person nee& freahent for 1. 2. 3. 4. 

substance dependency can be described as 1 poor Inadequate Adeqyate ExceUent 

4. My knowledge of the psyclrological efSect of 2. 4. 
alcohol dependency can be described as I PL 1 1  h d e q u a t e  1 1  *d:uate 11 Eiceflent 

1 5. My knowledge of the physical effect of alcohol 
dependency can be described as 
I -- 

1 A r  11 1 n a & u t e  11 u i u a t e  11 f i 2 l e n t  

,I-- 

I 6. My knowledge of the defence mechanisms that 2. 4. 
alcoholics use can be described as I r 11 hadequate 11 Ad:uate 1 1  kceflent  

7. My knowledge of the "stages of change 
model" can be described as 

1. 2. 4. I Poor 11 Inadequate I/ Ad:uate I/ Excellent 

1 a My knowledge of illegal drugs can be 
/ described as 

1 .  3. 4. 1 Poor 1 1nad;iuate 11 Adequate 1 1  Excellent 
I UIIIIII 

G w l e d g e  of legal drugs can be described 
! as Poor 
! 

i la. My knowledge of the reasons why people take 1. 3. 4. 

i drugs can be described as 1 P O  1 n u  1 e q u a t e  Excellent 

I I. My knowledge of the psychological effects of I .  2. 4. 
drug abuse can be described as 1 poor 1 e q  1 A d  1 EiceUent 

- - -- 

12. My knowledge of the physical effects of drug 
abuse can be described as Poor 



Inshuctivns: 
To what extent do you agree or disagree with &of the following statements? 

r -- 
Qrrestions 4. 

1 

1 - 
- - -- -- - -- - 

/ 1. Having a drink with somebody helps to start a 
I friendship w e e  

- . -- - - .- - - 
I 
I 
I 2. People who take a few drinks are usually the life of 
I the party 

--. -- -- 

A feu drinks helps me to gel in the mood for a party 

4. I hate it if  people get drunk at parties I sfrongly 

- 

1 a f e e  drinks after work to help me to relax 
i 

6. I believe that my current knowledge of alcohol will 

1 help me to identify the first signs of alcoholism 

1 

1 7. 1 will inform my commander if a colleague~s use of 
alcohol has a negative effect on hisher work I p e ~ o r m s o e e  

I .  2. 3. 
I sfrongly I 
disagree &sagree I 

I 8. I will inform my commander if a colleague's use of 
medication has a negative effect on hislher work 
performance 

r - IIIII~ I 

9. I will inform my commander if a colleague smokes 
dagga 

r- 
I 

1 10. Families can still cope effectiveiy even if one of them 
1 has a dependency problem 
I 

1 I I .  Alcoholics can solve their problem by simply 

i drinkjng less 

4. 

I strongly 
agree 

I .  

I strongly 
disagree 

I--- 
12. Alcoholism is a fatal disease 

I 

-- ---A 

13. Alcoholism cannot be cured 

- - 

2. 
I 

disagree 

3. 

agree 



SCALE 4: HOW OFTEN 

In stru ctiorz s: 
How often has each of the following things occurred in your life? 
(Pleuse answer- rhefollotving ql.restions absolttrelv honestlv) 

7- I 
restions 1 I .  r-- 77-1 3. 4. 

1 
- - - 

I 

I 

1. I have lied about how much 1 
drink 

7-- 

I 
1 3. I drank when I got bored 
I 

I- 
-- 

4. I drank to escape from my 
problems 

5. I stopped after only one drink 

6. 1 have had a hangover (babalaas) 

7. 1havespenttoomuchondrinks 

1 a I bave looked for some reason 
(e.g. a celebralion ofsomethin,2) to 
have a drink 

I 

I 
9. 1 have told the whole truth about 

the medication that I use 

I 
10. 1 have smoked dagga 

I I I .  I bave avoided the use of mood 
changing substances (e.g. tobacco/ 
alcohol/drug.~) to get me going 

'hank you for completing this questionnaire 



APPEIXDIX 13: 
THE PRESENTATION EVALUATION 

QUESTIONNAIRE 

Them 



'!J Y3' 

All train 

\ P 

/ 

I ees that participated in the fieme 3 Sev-Mutrag 
I 

questionnaire at the end of thefive &v programme. 

You have jusc completed Theme 3: The SeJ=L44anupement Proy,t'amme. f i s  programme is a large and 
expensive initiative; therefore we must know how effective it was in meeting your needs and 
interests. For thts we need m r i n p u t .  Please complete the following questionnaire honestlv and 
in Full -it  \\ill help us to serve you better. 

2. GENERAL INSTRUCTIONS 

This questionnaire contains various questions r e g a r h g  the presentation and cot~fetlfs of the Self- 
hnagement Programme thar you have just completed. 
2.1 Mark the answers on this questionnaite by making a ctoss 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. 

T h s  questionnaire contains several persona! questions. Don't tvri le yojlr nume aywhere on ir. 
However, for research purposes we need you to generate a secret identification (ID) code. 
Tnis code will be used to link t.his q~~esiionnairr: to the others that you have completed. It will not 
identify you as a petson. 

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 gving permission 
that this data may be used for research purposes. 

3. HOWTOSTART 

Parts 1 to 4 are designed as a link to a specific presenter, date, erc. In addtion, some of the 
answers will generate the sectec identification (ID) code t ha t  only y o u d  know. 

PART 1: COURSE PARTICULARS 
In rhe first row below, write the initials and surnatne of the person who presented the 
programme. 
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. 

/ 2005 to / / 2005 I 
Oudtshoorn Pretoria Bisho 

I l r - c i ~  6 I I Z I 

Offie use 

1 





PART 7: EVALUATION OF THE LEARNING PROCESS 

1 1. .At the beginning of ~hepmpnmme, the presenter gave us 
1 a clear overview of what ure could expect during d ~ e  

procganlrne disapec 

1 2. :It the begnning of t o  m u / ,  the learning 

I objectives for that module were adequately explained 
-- 

1 7 . 1 h e  presenter made sure that trainees understood o 
Stroo& 

I sul/iect before continuing on to the nest one 
1 -- 

4. ~ h e  presenter mas aNe ro communicate on my level I =  
i dis;#-~ee 
r-- -- - -- 

1 5. 
!5 t the end of a module, the presenter gave a summary 

1 of the material that was covered 
1 

, - - . -. - -. . 

6. \What is your overall rating of the /enn~it<g 
process? Poor Fair Avc-e exceIIcnt 

PART 8: EVALUATION OF THE PRESENTATION CONTEXT 
-- 
' 1. How would you ratc the quality of the learning 

material that was presented? bad 

1 2. How would you rate quality of the teaching media 1 I. 1 4 1 1  5 1 
1 (rg frampanndrs and or hnrido~ts)? V e y  Bad Avemge Goad Vc? 

bad B O ~  

1- 

1 3. How well was the programme organised? 
I 

I ~ - - T - - I I ~ ~ ~ ~ T - - ~  
r i J o \ v  would you rate the venue? V e n  Bad ver+w Good V e y  

I 1. How \tl11 you rate the I. 2. 3. 4. 5. 
I length of h e  If w a s  much too It a.as a t i d e  nx, The l e e  Ir wrs a litde to I was much roo / programme? 1 long 1 long 1 j 1 short short 1 ' 
1 2. I-low will you rate the 

pace of the presentanon? 
I - -.--- 

I 3. balance between the 

Thank you for completing this questionnaire 



APPENDIX 14: 
THE PRESENTER'S EVALUATION QUESTIONNAIRE 

selected p resenters of Theme 3: SelJ-~Munngen~ent must conlplete the fc 
auestionnaire of the end of the 5 dav umommme. 

You have just completed the presentation of 77ieme .?: The SeIJManagemenr Programme. This 
programme is a large and expensive initiative. Therefore we must know m r  views on the 
programme's efleccriveness, as well as your perceptions on the qualip and ejiectiveness 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 honestlv and in full. You will not be linked to a particular response 
(view), module, platoon, etc. Your name will only be mentioned as one of the selected participants in 
the final research report. So,please take the lime 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 auest io~aire .  
2.1 Mark the answers by making a cross El in the appropriate block. The cross mustn't touch 

the outline of the block, mark only one answer per question and answer all questions. 
2.2 Space is also provided for written comments. Please answer these questions in full. We need 

yotrr personal and honest views re the way in which the programme and its moduleslsmdy 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. 

Afier you have completed the questionnaire, seal it in an envelope und return it to Head Oflce. 

In the first row below, write your initials and surname. 
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. 

I 

12005 to / 2005 

Platoon numbec 



4. PART 2: ASSESSMENT OF THE PROGRAMME AS A WHOLE 

SECTION 1 : PRESENTER SELF-ASSESSMENT 

1. I am knowledgeable about the subjects that I taught 

1 2. I was able to link the material to the trainees' Ie~vl  of 1. 2. 3. 4. 1 I Slmgly  1 1  h s a p e e  I /  Agree 1 1  Strongb 
I knowledge disamee o p e  I 

1 -- I - - I  

3. I was able to explain difficult and abstract concepts strongly 

r- - 
-. - - - -. - . - 7 - 1  7-3 

1. I succeed in keeping trainees interested in the 1. 2. 3. 4. 
Strongly Disagree SIrongly 

subjects 1 a 11 / /  1 1  agree ! ; 
1 5. I was enthusiastic about the subjects that I taught I 11 "sagrw 1 1  A P ~  11 S ~ ~ I Y  1 

1 

SECTION 2: EVALUATION O F  THE PRESENTER'S PRESENTATION SKILLS 

Trainees could clearly hear what I was saying (e.g. it was 
loud enough and in an accenr that they coufd 
iri~derstnnri). 

- - -- 
I am skilful in the use of the teaching media (e.g. 
transparencies and or writing on newsprint/the 
blnckboardj. 

I encouraged participant involvement (e.g. by asking 
questions and or encouraging disct~ssionsj. 

I prepared myself thoroughly for the presentation. 

disagree 

7 

) la What is your overall rating of your presentation 
I skills? Poor 

SECTION 3: EVALUATION OF THE LEARNING PROCESS 
-- r r /  

& ; In the beginning. I gave a clear overview of what 
Disome Agree Strongly j trainees could expect during the proglamme disa ee 

i 
12. In the beginning of each module, the learning 

objectives for that module were adequately 
explained agree 

13. 1 made sure that trainees understood a subject 
Strongly 1 before continuing to the next one 

7 

I - - T T " I ~  
I 14. 1 was able to communicate on the trainees' level Strongly Disagree Agree Strongly 

disa ee a ee 
? 

15. At the end of a module, I gave a summary of the 
I Agree material that was covered 

1 16. What is your overall rating of the learning Vety good/ 
I process? 



SECTION 4: EVALUATION OF THE PRESENTATION CONTEXT 
1 

17. How would you rate the quality of the learning 
material that you had to present? 

I 

r - 
18. How would you rate quality of the teaching media 

(e.g. trunspmettcies uand or handouts) that was 
available? 

- - - - - - - - - - 

1 19. HOW well was the prograrnme organised? 

20. How would you rate the venue? 
I 

SECTION 5:  EVALUATION OF THE RELEVANCE AND VALUE OF THE PROGRAMME A S  
A WHOLE 

21. The programme stimulaled the trainees' creative 
thinking 1 disagree StrdigIy ILlM 1 

22. The trainees will be able to apply the new 
! knowledge and insights that they have gained in 
1 their jobs disagree 

23. I feel that the programme will help the trainees to 
do their jobs better 

1 w i g  1 D i i b e e  1 1  A 2 e  11 sm:~g!v 1 ' 
disagree agree 

i- - 
- -- 

--r---ll---T-lr--- 
24. The trainees will be able to apply the new 

knowledge and insights that they have gained in I SmAg,y 11 ms:*ee ikll S ; i p  1 
their daily lives disagree 

r-- 1-1 1 

I .  2. 3. 
21 I feel that the programme will help the participants 1 inon& Hsaree 1 Arne 1 rmong,y , to cope better with the challenges of life disagree w e  1 

- - . -- - .. - - 

26. How will you rate the length of 
the programme? long short too shori 

I -- - - - - - - p- 

/ 27. How wll you rate the pace at 
which you had to present the I programme? 

I- 
. -. 

1 28. How will you rate the 
1 between the presentation 
/ and group invoh~ernent? 
I 



4. PART 3: ASSESSMENT OF THE MODULES AND STUDY UNITS 

4.1.1 Value 
I 

How would you rate the overall value 
of the Be Money Wise module? 

- -- - . : -~~~~Tn.-.-<~;v.~--~-~L=3- .- m.-T. . -. . ,.-- - .  - - ..... , - -. .... ,.: 'LL-Yu- * - - .- --7p ...&I 

4.1.2 Relevance 
- - -- - -- 

I-1f all things are ~ i ~ k c n  into account. thc Be Moaeg Wise 
 nodo ole will be relevant to the trainees' future job and / personal life 

S-p----r --. > - . ? .  . . . -..,-<--a 

4.1.3 Improvements that should be made to the contents o f  the Be Money Wise 
module (I-~cornn~cnllriio~~s re topics thut .shuzild hc clddcd, cor:c.rutl in more ckcpth or 
(/vopj?crl. tt:il-v.s rc )  in?i>ror.c:' i f s  impac.r. eto. j 

4.1.4 Improvements that should be made to the presentation of the Be Money Wise 
 nodr rile f~~rcor~tnrcntkiiions re imnpr.o~:cmcnl.v to rhc. pp-csozrer..~ g~tii lr ,  tcnciling nrcdia. 
e.~-c~-rrcis<!s. ice hrc/aker.s. c~xurnples, lcngrk qf'rlrc. rtzoclt(lc>, rinzc pr.oi.idctl, e ~ c . )  



4.2 STUDY UNIT 1: PLANNING OF GOALS (MODULE 2 - LIFE SKILLS) 

4.2.1 Value 

How would you rate the overall value of the r- ' Planning of Gods study unit? I I It had below I It hadabove 1 1  *i:tz{ 
Iide Or no average value average value 

-- - 

4.2.2 Relevance 

1 If all things are taken into account. the Planning of Goals 
1 study unit will be relevant to the trainees' future job and 
I personal tire disagree 

4.2.3 Improvements that should be made to the contents of the Planning of Goals 
study unit (recommendarions re topics that should he 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 improvemenrs to the presenters guide, teaching 
medin, exercises, ice breakers, excrmples, length of the module, rime provided, etc.) 

3 



4.3 STUDY UNT 2: SELF-KNOWLEDGE: (MODULE 2 - L m  SKILLS) 

4.3.1 Value 

K w  wodd you rate the o v e d  value of the S e g  
Knowledge study unit? 

value 

4.3.2 Relevance 

4.3.3 Improvements that should be made to the contents of the SelflYnowledge study 
unit (recommendations re topics thal should be added, covered in more depth or 
dropped, ways to improve its impact, etc.) 

If all things are taken into account, the SelfKnowledge study 
unit will be relevant to the trainees' future job and 
personal life FFFl disagree 

4.3.4 Improvements that should be made to the presentation of the SelfKnowiedge 
study unit (recommendations re improvements to the presenters guide, teaching media, 
exercises, ice breakers, examples, length of the module, time provided, etc.) 

s f i ~ g b  
wme 



4.4 STUDY UNIT 3: CONFLICT MANAGEMENT (MODULE 2 - LIFE SKILLS) 

4.4.1 Value 
I---- 
! How would you rate the overall value of the 

I Conflict Management study unit? 

4.4.2 Relevance 
fl 

r-. - 

I If all things are taken into account, the Conflict 
Management study unit will be relevant to the trainees' I future job and personal life 

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 
mo1.e depth or dropped, w a ~ s  to improve its impact, etc.) 

4.4.4 Improvements that should be made to the presentalion of the Conflict 
Management study unit (recommendations re improvenzc.nts to the presenters guide, 
teaching media, exercises, ice breakers, examples, length of /he module, time provided. 
etc.) 



4.5 STUDY UNIT 4: ASSERTIVENESS (MODULE 2 - LIFE SKILLS) 

4.5.1 Value 

How would you rate the overall value of the 
Assertiveness study unit? 

4.5.2 Relevance 
!-- 

If all things are taken into account, the Assertiveness study 
unit will be relevant to the trainees' future job and 
personal life 

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.) 



4.6 STUDY UNIT 5: PROBLEM SOLVING (MODULE 2 - LIFE SKILLS) 

4.6.1 Value 

1 How would you rate the overall value of the 
i Problem-Solvi~zg study unit? 1 bthad"beiow 11 Ithwkbove lpa 1 '  

f i ' * $ ~ ~ ~ o  average value overage vdue 
I 

- - 

4.6.2 Relevance 

I If  all things a n  taken into account, the Problem-Solving 
1 study unit will be relevant to the trainees' future job 
I and personal life 

4.6.3 Improvements that should be made to the contents of the Problem-Solving 
study unit (recommendations re topics [hat should he added, covered in more depth or 
dropped, u~nys to improve irs impact, etc.) 

4.6.4 Improvements that should be made to the presentation of the Problem-Solving 
study unit (recommendntions re improvements to the presenrers guide, teaching media, 
e-~ercises, ice breakers, examples, length o f  the module, time provided, etc.) 



4.7 MODULE 3: MANAGING STILFSS EFFECTIVELY 
4.7.1 Value 

i- How would you rate the overall value of the 
Managing Stress Effectively module? 

4.7.2 Relevance 

If all things are taken into account, the Managing Stress 
ESfectively module will be relevant to the trainees' future 
job and personal life 

4.7.3 Improvements that should be made to the contents of the Managing Stress 
Eflectively 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 presentathn 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.) 



4.8.1 Value 
- 

I 

I How would you rate the overall value of the 
1 Substance Dependency module? 

4.8.2 Relevance 

If all things are taken into account, the Substance 
Dependency module will be relevant to the trainees' 
future job and personal life disagree 

4.8.3 Improvements that should be made to the contents of the Substance 
Dependency module (recommendations re topics rhrrr should be added, covered in more 
deptlt or dropped, ways to improve its impact, etc.) 

4.8.4 Improvements that should be made to the presentation of the Substance 
Dependency module {recommendations re improvements lo the presenters guide, 
teaching media, exercises, ice breakers, examples, length of the module. time provided 
etc.) 



4.9.1 Value 
I 
' How would you rate the overall value of the 
I HZV/MDS Awareness module? 

1 rk 1 I t  h i b e l o w  It haiobove 

' 
latie Or overage v h e  average vuirre El:{ 

I 

-- 

4.9.2 Relevance 
-. 

1 I f  all things are taken into account, the HZV/AZDS 
Awareness module will be relevant to the trainees' 
future job and personal life 

4.9.3 Improvements that should be made to the contents of the H I V / ! D S  
Awareness module (recommendations re topics thal shoulcl be added, covered in more 
depth or dropped. ways to improve irs impact, etc.) 

4.9.4 Improvements that should be made to the presentation of the H I V / ,  
Awareness module   recommendation.^ re improvements to the presenters guide, teaching 
media, exercises, ice breakers, examples, length of the module, time provided, ere.) 



5. PART 4: GENERAL RECOMMENDATIONS 

Instructions: The space provided below is for any general comments and recomt~~endations re the 
programme and its presentation. Ir could cover issues such as the 'things' that urcrc t?zo.vt n t ~ d  ki?u.st 
h~lpfirl in your presentation of the pmgranlme, grrlrrcrl improrqc!,nrtztr. that could be tnade to the 
programme as a whole, pvoblems c~pet.i~nced with the trainees as such and or with the cir-clin~.s!arzcc.r 
under which training had to take place, the dzffi~'tdri~'v of being a presenter, problems experienced with 
being part of the research. etc. Thus - dl in dl - any irrforrnation that you think could be of help to 
the reseurch team. 

Thank you for completing this questiojtnaire 



APPENDIX 15: 
THE RECRUITS' EVXLUATION OF THE 

PRESENTATIONS 
TABLE 15.1: EVALUATION OF THE PRESENTATION 

.F. 

C7e9 ~ood 

2.53 

(74.!) 1 % 

1 

7. 

Human relations component 

Su1)scdc 7.1 

L v n l ~ ~ ~ r i o n  o f  the presenr:trion contest 

7 

1. 

.Ctrot!_2/y clirqree 

3 

( 0 . 9 7 )  

0..3 

(0.1 Soh,) 

0 

(OC!'o) 

1 .  

Ibi.9 h'irl 

0.5 

(0. I )  

Subscale 7.1 

Eval~~ation of ~ h c  prrscntcr 

Subscale 7.2 

L:valu:ttion of the presen~ers' preserlta~ion 
skills 

Subscale 7.3 

IT,valuat~on of rhc lcarrung process 

Subscale 7.4 

f~vii1u;trion of the presentation conrcst 

4. 

Sfru~!<b qi:ttv 

282 

(83.37'/0) 

298 

(88.3 10.6) 

' 283 

(83.72%) 

4. 

C;oo// 

73 

(2 1 ..5.5cY~) 

n 

330 

3.58 

339 

n 

,338 

2. 

P i  

3 

(1.0?9'0) 

0.25 

(0.07'X)) 

1.1 

( l 0 / o )  

2. 

Uirci 

0.25 

(0.07'Y/;1) 

Health maintenance component 

1. 

Axr~,c 

1 1  

(1 2.38'"o 

1 
38 

(I 1 .16°/ 

) 
33 

(1 5.87Yo 

1 
I. ? 

A wn(qe 

11.75 

(.3.32"/~) 

Sul~scalr 7.1 

r<villuiltion of thc prcscntcr ---- 
Subsc:~le 7.2 

Evaluation of the presenters' presentation 
skills 

Subscale 7.3 

Fva1u:ltion of the learning 

proccss 

338 

, - I I J ~ ~ , I I ~  

1 I .25 

(3.i7cY~) 

l , , ' e~  /NI(/ 

0.5 

(O.l.5%) 

n 

.5.30 

338 

339 

n 

13i1d 

0.2.5 

(0.07°i'b) 

(;oo/l 

i. 

/ I p e  

41 

(I 2.58"/0) 

38 

(1 1.46%) 

53 

(15.87% 

) 

3. 

I,ig,~ood 

4.  

.Trron& rgree 

182 

(83..57'>'0) 

298 

(88.3 1Yo) 

283 

(83.72%) 

4. 

1. 

.Ttmr!& cliccrgrer 

> 

(0.97"/0) 

0.5 

( 0  1 0 )  

0 

(00'0) 

1. 

-. 7 

l l i ~ f ~ ~ r r e  

> 

1 0 9 )  

0.25 

(0.07@/0) 

1.4 

(U.41°/u) 

2. 

73 

(21.5.5(Yo) 

253 

(74,OI'Yrt 

I 1 



APPENDIX 16: 
THE PRESENTERS7 EVA1,UATION OF THE 

PRESENTATIONS 
TA.BLE 16.1: THE PRESENTERS' EVALUATION 

.? . 
C'cr)' 
Q O O ~  

3 

(37 .?'/I) 

I 

1. 

1.'101?. :mlj 

3 

(37, ?'/n) 

Human relations component 

n 

-. 7 

1)iscrgn 
t' 

I .  

.Y/tvnqb 
c l i . ~ ~ ~ ~ ~ ~  

Sul,scalc 7.1 : 

Evalaation of the presenter 

:~ubscale 7.2 

Irvaluation o f  the prcscntrrs' prcscntation 
skills -- 
Srlbscnlc 7.3 

I k;valu;rtion r;f thc Icarning process 

Subscale 7.4 

Ilvalunrion of the prcsent~tion contcst 

.3. 

Ape 

3. 

.SI?D~& 
~ z m ~  

3 

(34.55% 

2 

(12.73% 

) 
3 

(34.3.5Y" 

1 

7. 

Averqfe 

2 

(2.5%) 

I 

11 

l1 

11 

n 

l1 

7 

(65.4j1!/n) 

8 

(77.275) 

7 

(65.45%) 

4. 

C;ootl 

.i 

(4.5 ..i1;41) 

Health maintenance component 

0 

(wo)  

O 

(OIM,) 

0 

(OIYu) 

1. 

L'tt~ h(7d 

0 

(O0,o) 

0 

(Oi%1) 

(0°0) 

I) 

(OY'u) 

2. 

Rdd 

0.75 

(6.H0/o) 

3. 2. 
T 

n 
.1. 

--- 
Subsc;~lc 7.1 

Evalifi~tiorl thc prcscntcr 
- 

Subscale 7.3 

l'valuation o f  the prescntcr's prcscntation 
sl;ills 

Sul,scde 7.3 

Ivalu:ition the Icarning proccss 

Sul)scale 7.4 

Eonluation of the presen~;ition contcst 

1. 

11 

11 

11 

11 

J ' / m t ~ ~ / ~ ,  cl i~y~rt t  

0 

(O1>0) 

0 

(0%)) 

0 

(0%) 
1 

1. 

I bt:. br~d 

0 

(OU/o) 

Di~rlqne I 1.1q~ee 1 Sfro)~</y /qrtr 

0 

(09'0) 

3 

(34.55% 

1 

7 

(63.45041) 

(O'Yo) 

2 

(22.7i"/0 

1 

8 

(77.275) 

7 

(6.5.4.5'!/<3) 

, 
,/. , 

Good 

7 

(4.i.5'!'11) 

0 

(OU!o) 

2. 

Bod 

0.75 

(6. '0) 

3 

(34.55'?/rD 

1 
j. 

r l~enrge  

2' 

(3. j"/o) 



APPENDIX 17: 
J.TST OF PANEL OF EXPERTS THAT KEVIEWED 

THE MEASUREMENT 1NSTRUMENTS 

1. Prof Mike Weyers 

l'rof Pcdro Rankirl 

3. Prof'Vrra Roos 

I. Dr Elma Kyke I, 
5. Capt ( L h )  i\rnel Huis;imcn 

-- 

6.  Snr Silpt Marili Williams 

School for Psychosocial I3ehavioural Sciences, North-\Vest 
University (Social LYork Department) 

School for Psychosoci~l Behavioural Scic.riccs, North-West 
L1niversiq (Social Work Department) 

Schaol for l'sychosocial Rchavioural Scienccs, North-\Vest 
I ;nivcrsit,. (Psychology Department) 

School for l's~rchosoc~al Rch:ivioi~ral Sciehccs, North-West 
IJniversiry (Social Work Department) 

South ~\frican I'olicc Service, Social LY'ork Services 

South African Policc Service, Social LKyork Serviccs 
------ 



APPENDIX 18: 
LIST OF SOCIAL WORICERS THAT WAS 

INVOLVED IN THE PRESENTATION OF THE 

CONTROL GROUP 

I 

I 

EXPERIMENTAL GROUP 

PRETORIA BTPI 

OUDTSHOORN BTPI 

BISHO BTPl 

Graaff-Reinet BTPl ( 
I 

I ( Capt (f) L de la C N L  

Insp (f) A Nqumashe 

Chatsworth BTPI I 

Phillipi 
I I Insp (f) P Nyakaza 

Capt (f) M R L Mdakane 

Sgt N S F Myeza 

' 

Insp (f) N Mtshali 

Capt (f) M van Zyl 

Capt (f) C Gerber 

Capt (f) J Diah 

Insp (f) A Sekgoka 

Sgt (f) J Moganedi 

Sot (f) E Monalna 

Capt (f) W R Bezuidenhout 

Insp M de Beer 

Insp (f) M Levendal 

Insp (f) J Koopman 

Capt (f) V B Bongco 

Insp (f) V Naidoo 

Sgt (f) S S Niacker 

Sgt (0 N M Cowa 
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GUIDELINES FOR AUTHCIRS 

INSTRUCTIONS TO AUTHORS: 
SOCIAL W O W  MAATSKAPLIKE WERK 

The South African journal for social work "Social Work/Muafsknplike Werk" (ISSN - 0037-8054) 
provides the following instructions t o  authors: 

INSTRUCTIONS TO AUTHORS I VOORSKRIFTE AAN OUTEURS 

The Journal publishe~ articles. short communications, 
book reviews antl commentary on articles alrei~tly 
published from any field of social work. Contributions 
relevant to social work from othrr disciplines will also be 
considered. Contributions may be written in English or 
Afrikaans. All contributions will be cri~ically reviewed by 
at least ~ w o  referees on whose advice contributions will be 
accepted or rcjectetl by the editorial co~nminee. All 
refereeing is strictly confidential. Manuscripts may be 
returned to the authors if extensive revision is requircd or 
if the siyle or presentatton does not conform to the Journal 
practice. Commcntary on articles already published in the 
Journal must be submitted with appropriate captions, the 
namc(s) and addressees) of the author(s) and preferably 
not exceed 5 pages. The whole manuscript plus one clear 
copy as well as a diskette 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 sumame(s) of the author(s). year of publication 
and page number(s) must appear in parenthesis in the text, 
c.g. " " (Berger 1967:12). More details about sources 
rcfcl-red 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 

Die Tydskrif publiseer artikels, ko~t mededelings. 
boekbesprekings en kommentaar op reeds gepublibeerde 
artikels uit enige gebicd van die rnaatskaplike werk 
asook relevantc bydracs uit ander dissiplines. Bydraes 
mag in Afrikaans of Engels geskryf word. Anikels in 
Afrikaans moet vergesel wees van 'n Engelse opsomming 
van ongeveer 200 woorde. Alle bydraes sal krities deur 
ten minste twee keurdcrs bewrdeel word. Aeoordeling 
is strcng vcnroulik. Manuskrip~e sal na die outeurs 
teruggestuur word indien ingrypende hersiening vercis 
word of indien die sty1 nie ooreenstem mct die tydskrif 
se standaard nie. Kommentaar op artikels wat in die 
Tydskrif gepubliseer is, moct van toepaslike titels, die 
naam(name) en adres(se) van die ouIeur(s) voorsien wee. 
en verkieslik nie langer as 5 bladsye wees nie. 'n Disket 
niet die hele teks, verkieslik in MS Windows of ASCII 
Invet die hele manuskrip en een duidelike kopie daawan 
vergcscl. Manuskripte moet slegs op eer~ kant van die 
bladsy in dubbelspasiering getik word. Venvysings moet 
volgens die Haward-stelscl gcskied. Verwysings in die 
teks: Wannccr woordelikse sitate, feite of arLwmente uit 
ander bronne gesiteer word, meet die van(ne) van die 
outeur(s), jaar van publikasie, en bladsynommers cussen 
hakies in die teks verskyn, bv. -' " (Bcger. 1967:12). 
Meer besonderhede omtrcnt bronne moet alfabeties 
volgens die vanne van die outeurs aan die einde van die 
manuskrip onder die opskrif "Bibliogriitie" verskyn. Ler 

TWO AUTHORSNWEE OUTEURS: SHEAFOR, BW &JENKINS, LE 1982. Quality field instnrction in 

of the authors. Note the use of capital5 antl punctuation 
marks in the following examples. 

social work. Program Development and Maintenancc. New York: Longman. 

op die gebruik van hootletters en lccstckcns by die 
volgende voorbeelde. 

COLLECTIONBUNDEL ARTIKELS: MIDDLEMAN, RR & RHODES, GB (eds) 1985. Contpetent 
supervision, making imaginative judgements. New Jersey: Prentice-Hall. 

ARTICLE IN COLLECTIONIARTIKEL 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 ARTICLEIARTIKEL IN TYDSKRIF: BERNSTEIN, A 1991. Social work and a new South Africa: 
Can social workers meet the challenge? Social WorWMaatskaplike Werk, 27(3/4):222-23 1. 

THESISITESIS: EHLERS, DMM 1987. Die gebnlik van statistiese tegnieke vir die ontleding van gcgewens ui 
~naatskaplikewerk-navorsing. Pretoria: Universiteit van Pretoria. (M tesis). 

MINISTRY FOR WELFARE AND POPULATION DEVELOPMENT 1995. Draft White Paper for Social 
Welfare. Government Gazette, Vol. 368, No. 16943 (2 Febmary). Pretoria: Govemment Printer. 

NEWSPAPER REPORTIKOERANTBERIG: MBEKI. T 1998. Fiddling while the AIDS crisis gets out of 
control. Sunday Tinzes, 8 March, 18 



REQUIREMENTS SET BY 'THE JOURNAL: 

THE SOCIAL WORK PRACTITIONER-RESEARCHER 

UNIVERSITY 
-- [ ) f  

JOHANNESRLJRG 

The Social Work Practitioner-Researcher 
Editorial objectives 

This is an acadcrnic journal providing guidance, based on sourld research, for 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 betwccn theory and practice, contributors are 
encouraged to spell out the practical implications of their work for those involvcd in social work 
practice and the social services in the African context. 

The ethos of this; journal remains that articles based on research and evidence rather than philosophical 
speculation are particularly welcome. 

Editorial scope 

The Social Worker Practitioner-Researcher is a rcferecd interdisciplinary journal for social workers and 
social servicc 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 purposc of the 
journal 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 dcsigncd intervention programmes to 
address contemporary social problcms and issues including social policy. The journal is committed to 
the creation of empowered, humane, just and democratic societies. 

Manuscripts that would be appropriate are: ( I )  Concephlal analyses and theoretical presentations; (2) 
literature reviews that provide new insights or new rcscarch questions, (3) manuscripts that report 
empirical work. Topics that will be considered - but are riot limited lo the following: lifespan, 
populations at risk, povcrty, livelihoods, anti-discriminatory practice, service delivery systems, 
developn~ent management, social security, human rights, and community based development, 
comparative health and mental health, education, urban and rural developmcnt, civic service, 
voluntarism, civil society, social movements and social change. 

'I'he reviewing process 

Each manuscript is rcviewcd by the Editor and Editorial Board. If it is judged suitable for this journal, 
it is sent to two reviewers for blind peer-review. Bascd on their recommendations, the editorial 
committee decides whether the manuscript should be acccptcd as is, revised or rejected. 

Manuscript reqr~iremcnts 

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 thc article. 



As a guide, articles sllould be between 4 000 and 6 000 words (10 to 15 pagcs) in length. A title of not 
more than ten words should be provided. An aurobiogrc~phical note should be supplied including name, 
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