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SUMMARY 

AN EVALUATION OF THE "COLLEAGUE SENSITIVITY" PERSONNEL 
CAPACITY BUILDING PROGRAMME OF THE SOUTH AFRICAN POLICE 

SERVICE 

Key terms: 
Colleague, Personnel capacity building programmes, South African Police Service (SAPS), Social 
work. 

Background: As a result of the restructuring of the South African Police Senice (SAPS) in 1996 
and various other factors, Police Social Work Services decided to broaden the scope of its services 
by developing and introducing pro-active, personnel capacity building programmes. By 1999, 15 
such programmes were developed. The need subsequently arose for a comprehensive impact 
assessment of these programmes and the Evaluation of Personnel Capacity Building Programmes 
(EPCBP) study was launched in 2001. The evaluation of the Colleague Sensitivity Programme 
formed part of this research. 

Objectives: The primary aim of the study was to determine the effect of the Colleague Sensitivity 
Programme on SAPS personnel's knowledge, attitude and behaviour. 

Method: In the research, a comparison group pretest and posttest design and triangulation were 
used. Six measurement scales and a presenter's evaluation questionnaire were developed and 
completed by 224 experimental group respondents, 50 comparison group members and 11 
presenters. 

Results: Through the triangulation of measurements it was determined that the Colleague Sensitivity 

Programme had a practical significant effect on the respondent's knowledge, attitude and behaviour. 
It is, therefore, an effective tool in the hands of Police Social Work Service to enhance SAPS 
personnel's work and general interpersonal relationships. 



OPSOMMING 

'N EVALUERING VAN DIE ''COLLEAGUE SENSITIVITY'' 
PERSONEELKAPASITEITSBOUPROGRAM VAN DIE SUID-AFRIWNSE 

POLISIEDIENS 

Sleuteltenne: 
Kollep, Personeelkapasiteitsbouprogramme, Suid-Ahikaanse Polisiediens (SAPD), Maatskaplike 

werk. 

Agtergrond: Die herstrukturering van die Suid-Afrikaanse Polisiediens (SAPD) in 1996, asook 

verskeie ander faktore, het die afdeling: Polisie Maatkaplikewerkdienste laat besluit om hul 
dienslewering na proaktiewe personeelkapasiteitsbouprogramme uit te brei. Teen 1999 was 15 
sodanige programme reeds ontwikkel. Mettertyd het daar 'n behoefte ontstaan om die impak van 
hierdie programme te meet en dit het in 2001 tot die loodsing van die "Evaluation of Personnel 

Capacity Building Programmes @PCBP)"-navorsingsprojek aanleiding gegee. Die evaluering van 
die "Colleague Sensitivity" personeelkapasiteitsbouprogram was deel van hierdie omvattende projek. 

Doelstellings: Die primkre doe1 van die ondersoek was om die effek van die "Colleague Sensitivity" 
program op SAPD-personeellede se kennis, houding en gedrag te bepaal. 

Prosedure: In die ondersoek is daar van 'n vergelykende groep, voortoets-natoets ontwetp en 
triangulering gebruik gemaak. Daar is altesaam ses medngskale en 'n aanbiedersevaluasie-vraelys 

ontwikkel wat deur onderskeidelik 224 respondente van die eksperimentele groep, 50 lede van die 
vergelykende groep en 11 programaanbieders voltooi is. 

Resultate: Deur middel van die triangulering van die verskillende metings is bepaal dat die 
"Colleague Sensitivity" program 'n praktiese betekenisvolle effek op respondente se kennis, houding 
en gedrag uitoefen. Daar is gevolglik bevind dat die program aan Polisie Maatskaplikewerkdienste 'n 
effektiewe instrument bied om personeellede se persoonlike en kollegde verhoudmge te venyk. 
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THE PRESENTATION OF RESEARCH 

RESULTS 

This manuscript is presented in an article format in accordance with Rule A.11.5.3 and A.11.5.4 that 
is set out in the Year Book of the Potchefstroom University for CHE (2002:17) [Currently, the 
North-West University: Potchefstroom Campus]. The content and technical requirements of the 
journal Socid Work/MaatskapLke Werk (see Appendix 7 )  were used as basis to formulate the articles. 
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SECTION 1: 
ORIENTATION AND 

METHODOLOGICAL OVERVIEW I 

1. RELEVANCE OF T H E  RESEARCH 

From 2000 onwards, Police Social Work Services (PSWS) developed various personnel capacity 

building programmes in order to meet the needs of the approximately 132 000 members of the 
South African Police Service (SAPS). In 2001 it was decided to embark upon the comprehensive 

Evaluation of Personnel Capacity Building Programmes (EPCBP) research project in order to 
determine the impact and cost-efficiency of all the programmes. The research documented here 

formed part of this project. 

The development of the personnel capacity building programmes can be attributed to two main 

factors. The first were the policy documents and statements issued by SAPS management after 
April 1994 that emphasized the importance of empowering personnel to render proactive, client- 
centred service (cf. Stevens & Yach, 1995:6). The second was the high incidence of social problems 
among personnel. These problems could no longer be attended to cost-effectively with the available 
number of social workers. Consequently, an alternative had to be found for the individual-centred 
and reactive therapeutic interventions that characterised the social work services (Stutterheim & 

Weyers, 2002:6). 

Due to the policy changes and increasing needs, an external research consultant, Ask Africa, was 
assigned to carry out extensive research (a) to determine the needs of personnel for Social Work 
services, @) to determine the Social Workers' perception of the personnel's needs and (c) to 
compare the two sets of perceptions. Ask Africa completed the research in 1997 (Ask Africa, 1998). 
The findings pointed to a strong need for both reactive (therapeutic) and proactive (capacity 
buildins) social work services. Five priority areas for proactive services were identified. These were 
stress, substance dependencies, financial difficulties and personnel con£lict/teamwork (Ask Africa, 
1997:28). The fact that these were areas of concern was further substantiated by Police Social Work 
Services' statistics (cf. PSWS, 2000). At a national conference in September 1999, all the social 
workers of the SAPS decided that the relevant areas should he dealt with by means of personnel 

capacity building programmes. 

In March/April 2000, five working groups consisting of one social worker per province were 

established to develop the programmes. Each had to adhere to the requirements set by the South 
African Qualifications Authority (SAQA). Because the programme content and presentation 

required specialized knowledge of social work, only social workers were involved in the 
development process. 

The researcher was a member of the working group that developed the Colleague Sensitivity 

Personnel Capacity Building Programme (CS PCBP). The aim of the programme had to correlate 
with the overall aim of the personnel capacity building programmes, that is, to empower SAPS 
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personnel with the knowledge, attitude and behaviour necessary to become balanced employees 
(PSWS, 2001). It especially had to address the relationship problems that had a negative impact on 
personnel's co-operation (hierarchic problems and conflict between colleagues). It was, therefore, 
envisaged that by empowering SAPS personnel with appropriate interpersonal skills, they would be 

better enabled to deal effectively with everyday work-related, interpersonal problems. 

The presentation of the programmes started during October 2000 and by the end of October 2001, 
3 500 personnel had already attended at least one presentation. Although basic evaluation 

instruments were included in some of the programme packages, they were not substantive enough 
to determine either the effect of the programmes on the participants or the cost-efficiency of the 

interventions scientificaUy. All these factors led to the launching of the PCBP project and the 
evaluation of the "Colleague Sensitivity" study in November 2001. The methodology used in this 

study will be explained next. 

2. AIM AND OBJECTIVES 

The overall aim of this study was: 
to determine the effect of the Colleague Sensitivity Capacity Building Programme on the 

knowledge, amtude and behaviour of SAPS personnel. 

In order to achieve the aforementioned aim, the following three objectives were formulated: 
to ascertain whether the programme had a practical significant effect on personnel's knowledge, 

attitudes and behaviour (KAB) 
to determine what influence the quality of the presentation of the programme had on its impact 

and 
to devise guidelines for the improvement of the programme based on the aforesaid. 

3. HYPOTHESIS 

The study tested the hypothesis: 
that the Colleague Sensitivig Capacig Building Programme has a practical signzjcant 
influence on the knowledge, attitude and behaviour o f S A P 5  personnel. 

4. LIMITATIONS OF THE RESEARCH 

The EPCBP project proved to be an extremely difficult task to complete successfully. In terms of 
scope it involved 4 157 respondents from all 10 SAPS Provinces throughout South Africa, as well as 
146 social workers and 9 researchers. Some logistical problems resulted in a reasonably hgh 
percentage of spoiled questionnaires (8.54%) and a reasonably poor response rate in terms of 

presenter's evaluation questionnaires. These type of problems were also experienced in the 
"Colleague Sensitivity" study. 

Using hgher order statistical analysis for questionnaires which were not yet completely standardised 

also caused a number of minor problems. Among others, it manifested in low Cronbach alpha 
and/or d-value measurements for some of the scales/sub-scales. These problems were anticipated 
and dealt with by means of triangulation. 
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In SAPS Social Work Services it is standard practice that the same programmes are presented to all 
personnel. This implied that the Colleague Sensitivity study was conducted with personnel from 
varied posts or rank levels. There were, consequently, indications that participants derived 
differentiated value From the programme, especially on the grounds of educational level. This issue 
could, however, not be dealt with sufficiently within the ambits of this study. 

5. THE RESEARCH DESIGN AND PROCEDURE 

The following overview will only deal broadly with the nature of the research design and the 

research process. The articles that form the core of the research report (see Section 2) will, however, 
provide detailed information on the nature of the CS PCBP, the research groups, the measurement 
instruments and related issues. 

5.1 THE RESEARCH DESIGN 

A comparison group pretest and posttest design was used in the empirical research. This is an 
equivalent of the classical experiment, but according to De Vos and Fouche (1998:132), without the 
"...random assignment of subjects to the groups". It was deemed the most appropriate design, 
since it provides for the statistical determination of the effect size of programmes in circumstances 
where it is not possible to comply with all the prerequisites for a classic experiment (cf. Bailley, 
1994:236-7; Cohen, 1977; Suydom, 1999:llO). 

5.2 THE RESEARCH PROCEDURE 

The fact that the content of the Colleague Sensitivity Programme had been implemented on 
numerous occasions led to the research advancing to the empirical verification OF the programme 
almost immediately after the project's inception. This process involved four steps. 

5.2.1 Step 1: Literature study 

In order to gain additional background information on the programme and to assist with the 
formulation of the measuring instruments, a comprehensive literature study was undertaken. This 
study included aspects such as the attributes of the Colleague Sensitivity Programme, the generic 
nature of capacity building programmes and the requirements for programme presentations and 
evaluation. 

Besides this, the policy documents concerning the development of capacity building and service 

delivery in the South African Police Service, as well as the nature of community policing and related 

matters were also examined. The sources that were consulted in this regard included SAPS 

documentation, books and journals From South Africa and abroad. Furthermore, appropriate 

sources on the internet and literature from related fields such as management, community policing, 

criminology and psychology were also consulted. 

The following databases were used in the identification of appropriate resources: 
The NEXUS - RGN database for current and completed research in South Africa from 1969 
RSAT - Index of South African journal articles from 1987 

Social Sciences Index 

SELTION 1: ORIENTATION AND METHODOLOGICAL OVERVIEW 3 



Social Work Abstracts 
Psychlit - Psychology database from 1987 

ERIC - Educational Resources Information Centre 
Catalogue - Ferdinand Posttna Library, North-West University: Potchefstroom Campus. 

5.2.2 Step 2: Design and testing of measurement instruments 

The second step involved the design and testing of the six questionnaires which were to be used in 

the study. Two of these, viz. the presentation evaluation and presenter's evaluation questionnaires 

were developed by the EPCBP research team. The other four were based on the content of the 

Colleague Sensitivity Programme and the results of the literature study. The questionnaires, which 

contained six measurement scales (see Diagram I), were subjected to a series of consecutive pilot 

studies to enhance their reliability and validity. The main study commenced thereafter. 

5.2.3 Step 3: Measuring the effect of the CS PCBP 

During the main study, the programme was presented to 224 SAPS personnel and its effect was 

measured with the aid of the six scales previously mentioned. At the same time, a comparison group 

of 50 members were involved in a similar process. 

5.2.4 Step 4: Completion of the research report 

After the data had been captured, analysed and interpreted, two research articles and additional 

reports were compiled. 

In order to make both the experimental and the comparison groups as representative of the total 

SAPS population as possible, Four main criteria were used. They were rankIpost, race, gender and 

province. It was envisioned that the use of province as a criterion would ensure that attributes such 

as language distribution, geographical location (deep rural, semi-rural, rural, and urban), historical 

background and different sections within the organisation would also be covered. 

With regard to rank/post as criterion, it was borne in mind that the total SAPS personnel corps 

could be divided into two basic categories, viz. those appointed in terms of the Police Act (Act No. 

68 of 1995) and the employees appointed in terms of the Public Service Act (Act No. 103 of 1994). 

Furthermore, it was considered that the members appointed in terms of the Police Act represented 

nine different ranks, ranging from Constable to the National Commissioner. The SAPS 

administrative personnel corps encompasses nearly Forty different posts e.g. secretary, registration 

clerk, data typist, administrative clerk, typist, cleaner, medico-legal official and personnel officer. For 

the purpose of the EPCBP analysis it was consequently decided to deal with the so-called Public 

Service Act personnel as a unit. 

In terms of both race and gender an attempt was made to match the study groups as closely as 

possible to the personnel proffie of the SAPS as a whole. 
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The extent to which the 224 members of the experimental groups and the 50 members of the

comparison groups met the criteria concerned is set out in the respective articles.

5.4 THE MEASUREMENT INSTRUMENTS

Because of the unique nature of the programme, standardised questionnaires/scales could not be

used in the study. Consequendy, new measuring instruments had to be developed. In order to

bridge potential shortcomings in the individual instruments, triangulation was used. For the

purposes of the study, triangulation was seen as ".. .the combination0/two or more theories,data sources,

methods or investigatorsin one stu4J 0/ a singlephenomenon to convergeon a single construct" (Hilton, 2003). In

this regard, the so-called 'within-method' (Bryman, 2003) of triangulation was used, since multiple

instruments were employed to measure the same phenomenon, viz. the effect of the programme (cf.

Mark, 1996:220; Patton, 2002:556, 559-560).

The following six scales were used in the study:

. the KAB questionnaire with its three primary scales (Scales 1 to 3 completed by both the

experimental and comparison groups)

. the programme value scale (Scale 4 formed part of the posttest KAB questionnaire that was

completed by the experimental group only)

. the programme relevance scale (Scale 5 formed part of the presentation evaluation questionnaire

that was only completed by the experimental groups)

. the quality of programme presentation scale (Scale 6 formed part of the presentation evaluation

questionnaire that was only completed by the experimental groups).

The manner in which the different questionnaires and scales were utilised during the study is

portrayed in Diagram 1.

DIAGRAM 1: THE MANNER IN WHICH TRIANGULATION WAS USED IN THE STUDY

1. KAB-Questionnaire:
Scale 1, 2 & 3
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The nature and content of the data collection instnunents will now be viewed more closely 

5.4.1 The KAB questionnaire 

The so-called KAB or KAP (Knowledge, Attitudes and Behaviour and/or Practices) analysis has for 
some time formed part of educationally based research in, among others, the health, education, 
economic, social marketing and social development fields (cf. Berger era/., 1994; Donati et al., 2000; 
Mitchell & Kaufman, 2002; WPDCE, 1999; Weinreich, 1999). It is, however, not widely 

implemented in social work research. 

KAB studies are based on the premise that human functioning can be divided into three dimensions, 
viz. the cognitive, the affective and the conative (behavioucll) (I'hompson, 2002: xvii). It is further 
based on the premise that the three dimensions are connected, but not necessarily in a linear 
manner. Change in one dimension does, therefore, not necessarily lead to change in another and 
change in one dimension (e.g. attitudes) is also not necessarily a prerequisite for change in another 
dimension (e.g. conduct) (cf. Akade, 2001:248-251; Elkind, 1993:171; McCann & Sharkey, 1998: 
268-9). It would, therefore, be possible to determine with the aid of the KAB scales, to what extent 
the Colleague Sensitivity Programme impacted on each of the three dimensions individually. 

Four KAB questionnaires were designed for the programme. The experimental groups completed 
two of the questionnaires on a pre-intervention and post-intervention basis (see Appendixes 1 & 2). 
The comparison groups completed two similar questionnaires during the same time period (see 

Appendixes 3 & 4). The questionnaires consisted of both closed questions (e.g. true/false) and 
Likert-type scales (e.g. strongly disagree/disagree/agree/strongly agree) (Jackson, 2003:61). 

5.4.2 The presentation evaluation questionnaire 

A single presentation evaluation questionnaire was developed for the whole EPCBP project (see 
Appendix 5). It also went through a process of pilot testing before being administered to the 
members of the experimental group directly after the presentation of the programme. 

The questionnaire contained 31 questions which were divided into six sections. The aim of Sections 
1 to 4 together with Section 6, was to determine the influence that the quality of the presentation 

had on the programme's effect. These five sections each formed a sub-scale within the ambit of 
Scale 6. The experimental group's view of the relevance of the programme was measured with the 
aid of the questions contained in Section 5 (i.e. Scale 5). 

5.4.3 The presenter's evaluation questionnaire 

Each social worker that presented a programme was requested to complete the presenter's 

evaluation questionnaire (see Appendix 6). It enabled them to evaluate theit own presentation 

skills, as well as the relevance of the programme. It also afforded them the opportunity to make 
recommendations regarding the improvement of the programme. 

All the data collected by means of the triangulation of measurements were analysed in conjunction 

with the Statistical Consultation Services of the North-West University: Potchefstroom Campus and 
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with the aid of the SAS computer package (SAS Institute Inc., 1999). Before the data could be 

analysed, it was necessary firstly to determine whether the measurement scales were reliable, 
secondly, whether the questions were valid and thirdly, whether the scales were able to measure 
change. The procedures and formulas that were used for these purposes will be discussed briefly. 

5.5.1 Procedures and formulas for the calculation of reliability 

In order to determine the reliability of the applicable measurement instruments, the Cronbach alpha 
coefficient (abbreviated as 'Cronbach alpha' or simply ''a'? of each scale and suh-scale was 
calculated (Gravetter & Forzano, 2003455). A score of 0.50 or hlgher was accepted as an 
appropriate reliability coefficient (Jackson, 200387.91). All the scales that were used in the research 
complied with this criterion. 

5.5.2 Procedures for the calculation of validity 

The validity of the individual questions was initially determined by means of the pilot studies and 
peer-group evaluations. This procedure was necessary to increase the face and content validity of 
the questions (cf. Creswell, 2003:157-8; Elmes et a l ,  2003:55-59; Jackson, 2003:44-5). The main 
study was, however, viewed as the most important step in this process. 

5.5.3 Procedures and formulas for the calculation of change/effect 

Cohen's formula for the calculation of effect size was used to measure practical significant change. 
This type of effect size is also referred to as Cohen's d-value (Cohen, 1988:20-7; Steyn, 2000:l-3). 
The reasons for this choice were the following: 

a probability sample could not he drawn in the research. It was, therefore, only possible to view 

the respondents as a sub-population of the planned target population. Consequently, it was not 
possible by means of inferential statistics to generalize the results to the target population 
to determine if the programme did change the knowledge, attitudes and behaviour of SAPS 

personnel in practice, the standardised difference was used as effect size (Gravetter & Forzano, 
2003:454). This entailed dividing the difference between two averages (or averages of a given 
mean) by the standard deviation. Accordmg to Steyn (2000:3), this is a natural criterion for 
drawing conclusions regarding sigtxficance. 

A four-step procedure was followed in the calculation of the size of the effect that the programme 
had on the respondents. The first step was the calculation of the d-values of the scales and 

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

Where: 
d = effect size 

pd,, = average difference of scores in the experimental group (abbreviated with "p,") 
Od,, = standard deviation of difference score. 

The second step was to determine whether there were any practical significant differences between the 

pretest and posttest scores of the experimental and comparison groups. In order to do h, it was 
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&st necessary to determine if the experimental groups (group 'e') and comparison groups (group 'c') 
were comparable before the intervention. This was done by calculating and comparing the d-values 
of the two groups' pretest measurements per scale. The difference had to be smaller than 0.5. In 
cases where there was a b e e r  difference, a co-variance analysis had to be performed. In the 

research, however, all the scales compared favourably before the programme commenced. 

To compute the net difference per scale, Cohen's formula for calculating the effect size between two 
groups were used. The formula is as follows (Cohen, 1988:20-7; Steyn, 2000:l-3): 

Where: 
d = effect size 
p, = average difference score in the experimental group (e) 

= average difference score in the comparison group (c) 

p - = difference between average difference 
o = maximum standard deviation of difference scores. 

The following guidelines can he used to judge all d-values: 
d = 0.2: this indicates a small effect, implying that the research should be repeated in order to 

c o n f m  if there is an effect 
d = 0.5: this indicates a medium effect, implying that the result can be viewed as significant, but 

also that better planned research could produce even more significant results 
d = 0.8: this indicates a large effect which is of practical significance 
because there are no absolute boundaries between the three d-values, concepts such as 'small to 

medium effect' and 'large effect' can be used (cf. Spatz, 2001:74-5; Steyn, 1999:3). 

The last step was to perform an effect size analysis on the scales pertaining to the respondents' 
experience of the value and relevance of the programme, together with the influence of the quality 
of the presentation. The same formula that was used to determine the effect size within the group 

was used for this purpose, namely: 

Besides effect size measures (d-value), descriptive statistics such as totals, percentages, averages and 
standard deviations were also used to determine the impact with regards to certain scales and 
questions. 

5.6 ETHICAL ASPECTS 

The South African Police Service granted permission for the research to be conducted within the 
organisation. The rights of personnel were protected by the following: the study focused on the 
effect of the programme and not the employees of the organisation; employees were given the 
freedom to choose whether they wanted to participate in the study or not; a system of secret codes 
was implemented to link pretest with posttest questionnaites and value judgements in respect of 
cultural aspects were avoided (cf. De Vos, 1998:30). 
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6. DEFINITIONS 

Since the following concepts were referred to throughout the research report, they need to be 

clarified. 

6.1 PERSONNEL CAPACITY BUILDING PROGRAMMES 

The concept "personnel capacity building programme", "capacity building programme" or simply 

'programme' refered to the structured intervention mechanism that was used by social workers to 
empower SAPS personnel with the knowledge, attitude and behaviour which they required to 
become (even more) resilient (cf. Rooth, 2000:34; Stutterheim & Weyers 2002:lO; Thompson, 
2002:xvii). In this research, the focus will be on the programme entitled "Colleague Sensitivity" 

(CS). 

In the report, the concept 'effect analysis' referred 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' 
indicated the magtlltude (if any) of the change that was brought about by the programme 
(independent variable) with respect to the respondents' knowledge, attitudes and/or behaviour. It is 
also imperative to note that the gwdelines set For the interpretation of d-values (small, medium or 
large) were also implemented with the descriptive statistics. 

6.3 PARTICIPANTS, RESPONDENTS AND PRESENTERS 

The study Further necessitated a differentiation between the various types of people who were 
involved. The following three concepts were used for this purpose: 

the word 'participants' referred to all the persons who participated in the study and who 

conmbuted to the data (Gravetter & Forzano, 2003:462). It consequently covered both the 
respondents and presenters 
the word 'respondent' referred only to the personnel who participated in the experimental 

("Group e") and comparison groups ("Group c") (Babbie, 2001:G3) 
in the report, the word 'presenters' implied the SAPS social workers who presented one or more 

of the programmes. 

7. PRESENTATION OF THE RESEARCH RESULTS 

The presentation of the research results was done in article format as specified in Rules A.11.5.3 and 

A.11.5.4 of the Yearbook of the Potchefstroom University for CHE (2002:17). In formulating the 
articles, the content and technical requirements of the South African journal Maatskaplike 
Werk/Social Work (see Append! 7) were used as basis. The articles will, however, be shortened 
before submission in order to comply with the journal's length requirements. 

The research report is divided into four sections: 
the first section provides an orientation to the subject matter, as well as an overview of the 

research methodology which was used 
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the second section contains two articles. Their titles are "The nature of the Colleague Sensitivity 

Personnel Capacity Building Programme of the South African Police Service" and "The 
evaluation OF the Colleague Sensitivity Personnel Capacity Building Programme of the South 
African Police Service" 
in Section 3, the main findings of the study and wdelines for the improvement of the 

programme will be set out 
the appendixes form the concluding section. They include, amongst others, the various 

questionnaires that were utilized, a list of presenters and a profile of the SAPS population. 

In order for each article to he a functional unit, they contain their own bibliographies. For 
convenience sake, a combined bibliography will, however, also be provided at the end. Note should 
be taken of the Fact that, in order to function as independent units, some duplication OF data will 
occur in the two articles. 
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ARTICLE 1 

Kleingeld, C & Weyers, ML 

THE NATURE OF THE "COLLEAGUE SENSITIVITY" PERSONNEL 
CAPACITY BUILDING PROGRAMME OF THE SOUTH AFRICAN 
POLICE SERVICE 

Ms C. Kleingeld is a social worker at the South African Police Service and Prof M L Wyers is a lecturer at the 
Schoolfor Psychosocial Behauiouml Scien~,es: Social Work, North- West University (Potchefstroom Campus). 

Background: President Thaho Mheki mentioned in his state o f  the nation address on 2002-02-08 that 
the trends in crime incidents call for partnership across socieg t o  improve moral fibre - to strengthen 
communi~  bonds, fight corruption, protect the rights o f  women and forge a common understanding o f  the 
challenges of change. This, together with other factors substantiates why the Social Work Service o f  the 
South African Police Service (SAPS)  developed a proactive colleague sensitivity programme. This 
programme focuses on providing guidelines for se4:management within relationships that contribute to the 
development of resilient personnel. 

Objectives: To ascertain the degree t o  which the content and presentation package of the Colleague 
Sensi t ivi~ programme adhered t o  existing principles concerning interpersonal relations and programme 
presentation. 

Method: The outcomes, content and presentation ofthe programme were anabsed and evaluated with the 
aid o f  existing theoty on the subject matter. In other words, the focus was on the components o f  the 
Colleague Sensitivig Programme and the presentation thereof: 

Results: I t  was found that the CoNeague Sensitivity Programme adhered to existing principles regarding 
interpersonal skill development and the presentation thereof bore the same traits as other successful 
programmes in the field. (The extent to which these characteristics manifested into effective service delivery 
will he addressed in a following article.) 

1. INTRODUCTION 

The evaluation of the Colleague Sensitivity Personnel Capacity Building Programme (ahhretnated as 
"CSprogramme"or imp4 "pmgramme'7 study formed part of an extensive research project with the aim 
of determining the impact of 15 of these types of pro-active interventions on SAPS personnel. The 
purpose of this article is to explain the nature and implementation of the CS PCBP, whilst the 
measurement of the programme's effect will be dealt with in a follow-up article. 

Before the content of the CS programme is outlined, the bacbound/ongm of the programme and 

what it sets out to achieve will be discussed. That will be followed by an explanation of the 
principles on which the different parts of the programme are based. 

- - 
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2. THE BACKGOUND OF THE "COLLEAGUE SENSITIVITY" 
PERSONNEL CAPACITY BUILDING PROGRAMME 

Owing to the restructuring of SAPS in the mid 1990's, Social Work had to adapt to an organisation 
that placed increasing emphasis on the empowerment of its employees to deliver effective services 
in the context of a transforming society. Therefore, an external research consultant, Ask Africa, was 
requested to conduct extensive research on the rendering of Social Work services within SAPS 
(Stutterheim & Momane, 2002172). The aim of the research was to determine what Social Work 
services SAPS members expressed a need for and to compare it with the perceptions of social 
workers in this regard. 

The research was conducted in 1997 and the final report submitted in 1998 (Ask Africa, 1998). The 
research indicated that there was a need for both re-active (therapeutic) and pro-active (capacity 
building) Social Work services within SAPS. Interpersonal relationships were also found to be one 
of the areas for which there was a dire need for pro-active intervention. 

Ask Africa's findings correlated with Police Social Work Services' own data as well as the views 
expressed in other publications. For example, PSWS's service delivery statistics showed that their 
social workers had to deal with hgh incidents of labour related and family problems (PSWS, 20003  

4). The City Press confirmed this when it was reported that interpersonal problems, amongst 
others, were viewed as the primary reasons for police suicides. And it was further suggested that to 
avoid a high incidents, more would have to be done to improve personnel's interpersonal skills 
(Mona & Noganta, 1999:13). This was substantiated by literature indicadng that "psychological 
health depends almost entirely on the quality of our relationships with other people" (Oni, 1995: 
29). It is important to bear in mind that SAPS employees interface with the public and "in addition 
to demonstrating competent technical skills and knowledge, employees who interface must have 
excellent interpersonal skills" (Katz, 1994:39). Organisational morale could also be influenced 
negatively by managers who are ill equipped with interpersonal skills and consequently resort to 

coercive tactics to achieve their objectives (Kemp & De Villiers, 2003:46). 

Due to Ask Africa's findings and other factors, Police Social Work Services (PSWS) decided to 
develop a pro-active, needs-based interpersonal skill development programme. The programme's aim 

was to stimulate personnel to manage their responses within relationships. This would ultimately 
enhance employee's resilience, in other words: ". . .the process, capa~ig and outmme ofsuccessjil adpation to 
challenges and a d w s i ~ ,  sustained mnrpetence under thmtening cinumstances and the ability to remw fmm trauma" 
(Kumpfer in Stutterheim & Weyers, 2004:lO). 

The content of the programme package will be discussed next, after which an overview of the 
theoretical principles will follow. 

3. THE OUTCOMES AND STRUCTURE OF THE COLLEAGUE 
SENSITIVITY PROGRAMME 

In order to provide a clear picture of the nature of the programme, its outcomes and structure will 

be discussed. The way in which these elements fit into the programme package will also be dealt 

with. 
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3.1 THE OUTCOMES OF T H E  PROGRAMME 

The Colleague Sensitivity Programme aims at providing guidelines for self-management within 
relationships. The outcomes of the programme can be divided into an overall outcome, as well as 
specific outcomes. 

The overall outcome of the CS PCBP is to enable participants: 
to understand the various models which they were introduced to, to such an extent that they would 

be able to utilize them as frames of reference to evaluate their own behaviour and that of others 

(knowledge) 
to he committed to not only assess their behaviour, but also change theit approach to situations 

(attitude) and 
to be able to utike acquired knowledge and skills to manage the way they respond to people 

(behaviour). 

The specific outcomes relate to the specific themes which are covered in the programme. These 
outcomes entail that the pamcipants should be able to: 

identify their locus of control and be able to address it 
identify their own temperament style as well as those of their colleagues 
recognise their own conflict management style in order to deal effectively with conflict situations 
experience the negative effect of labelling in order to avoid this behaviour 
discuss the influence of thoughts on emotions and behaviour 
analyse the different transactions of the three ego states in transactional analysis 
enhance their adult communication skills and improve relations. 

The programme is structured according to these outcomes. It, therefore, orientates participants 

regarding the extent of the content to be covered, the use of experiential learning and the goal they 
need to set out to achieve, namely skills development. The programme content will be discussed 
next. 

3.2 THE PROGRAMME CONTENT 

The programme's point of departure is that one could infuence the outcome ofsituations. It, consequently, 
reflects on the various "tools" one could implement to exert such influence. 

The content and main teaching activities of the programme are summarized in Table 1. 

TABLE 1: THE THEMES AND PRESENTATION OF THE COLLEAGUE SENSITNITY PCBP 

1.1 Philosophy of C o U q e  Sensitivity 

1.2 Internal & extcrnal kxus of control 

1.4 1 Iow to changr an cxternal k ~ u s  of conaol 

1.5 Conclusion 

PROCEDURE AND TEACHING MEDU 

Gmup Bimion: I'actors influencing motivation . I~dviduolat i~:  Completion of questionnaire 
Prrscntation (uansparcncy) foUowcd by agmup & C U I ~ O I : I \ ~  you willing tc, takc 
responsibility for the factors influencing your motivation? 
Gmup &CUI~OD: Diffcmce brtwcen people with nn internal and external locus of 
control 
G m q  rh'smsion and a presrntation (transparency) 

Gmup &nrrnbn: Resulm of the questionnaire and it's implication 



Indiuidualadiyi~: The Keirsey Temperament Sorter is completed and a 
summary of the group's types are displayed on a flip chart. 
Presentation (transparencies) 

D Gmup actiyig: Employees with the same temperament present their 
portrait (handout) to their colleagues 

w Indiyidud actiyig: The Interpersonal Style Questionnaire is completed 
and interpreted 

D Gmup dis~uskon: What is conflict? (Transparency) 

Indiyiduai actiuig: Completion of a questionnaire, followed by a 
presentation (Transparency) 
Gmup dis~zsszon with the aid of a flip chart 

w Gmup disnssios Draw a comparison between your temperament type 
-tyle 

Gmup dis~ussion: What influence do thoughts have on emotions 
Presentation concerning RET rransparency) 
Gmup dis~xssion: People see things differently (Diagram) 
Gmup actitjig: The effects of labelling 

Presentation regardmg the 3 ego states (transparencies) 
Gmup dis~ussion: Which ego state does the manager use to 
communicate? What is your reaction/response? In which ego state d( 
you communicate with your colleagues? 
Smallgmup dis~zssion: How to stay in the adult ego state 
Smallpup aciivty: Role play 

C - 
Presentation Transparency) 
Group dirnssion: On which level do you communicate? 
Does your level of communication with colleagues differ from that 
within your personal relations? 
What do you think is the ideal level of communication? 
Gmup dirnssion: Detinition, purpose and different techniques for 
responding empathetically 
Smallgmup actiu@: Role play 
Gmup dismsion: D e w ,  purpose and elements of feedback 
SmalgmKP achui$' Role play 

The content of each of these themes will be discussed briefly in order to provide a clear overview of 

the programme. 
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3.2.1 Locus of control 

The programme purposefully commences with a discussion regarding the origin of motivation and 
the factors influencing the personnel's motivational state. Employees normally make use of the 

opportunity to vent some of the frustrations they experience within their work environments. 

This is followed by the administration of the locus of control questionnaire (which is done before 
the theory is presented in order to prevent learners from being biased when they complete the 
questionnaire). A presentation is then done on the nature of locus of control and on how internal 
and external locus of control differs. In it, locus of control is viewed as the extent to which aperson 
believes that hislher behauiour has a dhct influence on the consequences o f  hislher actions and the development o f  
hislher motivation at work. Personnel who apply an internal locus of control refers to those whofeel 

that t h y  can influence their outcomes thmugh their abihfy, skills or effoort and employees who apply an extemal 
locus of control are those who feel that their outcomes a n  byond their contd. Thyfeel that externalforces 
contml their outcomes (PSWS, 2001). Participants are requested to reflect on the discussion concerning 
motivation and assess from which orientation they functioned at the h e .  They are also encouraged 
to evaluate whether they are willing to take responsibility for the factors influencing their 
motivation. 

By considering the impact that locus of control has on people's behaviour within competitive 
situations, the extent to which it influences one's functioning is stressed. Individuals who are 
orientated internally outperform those who are orientated externally when competition is involved. 
Competitive demands can cause those with an extemal orientation to give up (T'SWS, 2001). 

From the above it is clear that the aim of the programme is not only to disseminate information. It 
is rather to provide participants with an opportunity to use the acquired knowledge to ascertain 
whether they apply an internal or external locus of control and to identify what influence this has on 
their Functioning. Since quite a number of employees generally realise that they function from an 
external orientation and that it would benefit them to apply an internal locus of control, they are 
naturally inclined to ask whether something could be done about the current state of affairs. This is 
addressed by a discussion on how an external locus of control could be changed by taking 
responsibility, increasing self-awareness and esteem, etc. 

A reflection on the results obtained from the completed questionnaires provides personnel with yet 
another opportunity to realize to what extent they implement an external/internal locus of control 
and how it impacts on their behaviour. 

This theme sets the stage for employees to take responsibility for their relationships with their 
colleagues. Employees are assisted in this endeavour by the next theme which aims at empowering 
them to understand their own behaviour and that of others. . 

3.2.2 Personality types 

After introducing the theme, participants are requested to either complete the Keirsey Temperament 
Sorter or the Interpersonal Style Questionnaire (depending on the training of the social worker). 

The Keirsey Temperament Sorter is based on the premise that people have different capacities for 

experiencmg problems. The questionnaire categorises people according to: extroversion vs. 
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introversion; sensing vs. intuition; thinking vs. feeling and judging vs. perception. The Interpersonal 
Style Questionnaire covers self-esteem and people vs. task centeredness. 

If the Keirsey Temperament Sorter was administered, a summary of the temperament types 

represented in the group is displayed on a flip chart. A general description of the 16 sub-types is 
also distributed. (The accurate description of the sub-types' behaviour generally contributes to 

participants gaining trust in the content of the programme.) 

This is followed by a presentation of the theory on which the questionnaires were based, which 
usually leads to learners developing insight into their own behaviour and that of others. This process 
is enhanced, in the case of the implementation of the Keirsey Temperament Sorter, by a small group 

activity where personnel with s i i a r  temperament types are requested to present their portrait 
(elaborate description of typical sub-type behaviour) to their colleagues. In the case of the 

Interpersonal Style Questionnaire, the results are obtained by a group discussion. 

By means of the set process, personnel are provided with a frame of reference agamst which to 
interpret their own behaviour and that of others. They are also encouraged to refrain from wanting 
to turn others into copies of themselves and to rather prize the manner in which people differ. In 
order to equip employees to adopt this new stance, the constructive management of conflict is dealt 
with next. 

3.2.3 Conflict 

This theme is opened with a group discussion on conflict. Participants are allowed to define conflict 
in their own words for their frame of reference to be displayed and facilitators use this information 
to adjust the presentation according to the participant's knowledge level. The participants' inputs 
are subsequently summarised using the following definition: conflict (is) an expressed strugh between at 
least two interdependent parties who perceive inconrpatiblegoals, smrce rewards and intetjirence fiom the otberpaq in 
achieving theirgoals (Adler, 1987:337). 

After the discussion, participants are required to complete the Thomas-Khan Conflict Mode 
Instrument. It indicates which of the following conflict handling styles they typically implement: 
avoiding, competing, collaborating, accommodating and/or compromising. The questionnaire is 
administered before a presentation of the mentioned conflict handling methods in order to prevent 
biased answers to questions. Learners usually know some of the conflict resolution styles, but find it 
difficult to differentiate between them. 

To further enhance their understanding of the conflict handling styles, the various uses of each 
mode are covered. Learners normally find this quite informative. 

A discussion concerning effective ways of dealing with conflict follows. It ensures that all 
pamcipants adopt an efficient approach to conflict situations, i.e. acknowledgement of the problem, 
an analysis thereof, the evaluation of various alternatives of addressing the problem, the 
implementation of the selected option and an evaluation of the outcome. 

The session is concluded with a measurement of the extent to which personnel developed insight 

into the influence which temperament types exert on conflict situations. Learners are encouraged to 
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indicate how conflict handling and temperament styles compare. For instance, a person's 

temperament style could affect problem-identification and decision-making processes. For example, 

Edward de Bono (1982:91) is of the opinion that each person owns a personal "logic bubble". This 
'bubble' refers to the total of the person's perceptions, values, goals, needs and beliefs. He mentions 
that it is very difficult for one person to "get into" the logic bubble of another person, but that 
mutual understanding is a prerequisite for effective communication within conflict situations (cf. De 
Bono, 1982:91). 

3.2.4 Rational Emotive Theory 

Rational Emotive Theory is used to enlighten employees on how situations or people are perceived, 

the impact this has on behaviour and how it could he managed. This is relevant to SAPS personnel, 
especially uniform members, who discovered that they tend to apply an external locus of control and 
are not yet skilled in implementing a range of conflict resolution styles. They consequently resort to 

aggression due to the often extremely stressful circumstances at work. 

At the start of this session, personnel are requested to reflect on the influence thoughts have on 
emotions. Since respondents normally express contradicting opinions, the A-B-C model of the 
Rational Emotive Theory (REV is introduced as a means of clarifying the issue. In other words: 
emotions can be caused by various factors and are controlled in different ways, of which thoughts 
are hut one (PSWS, 2001). The way you interpret a certain happening rationally or irrationally will 
determine whether you Find emotional happiness or unhappiness (Adier, 1987:126). The mentioned 
influence is brought into the scope of the Colleague Sensitivity Programme even further by 
emphasising the impact it has on behaviour and the difference between reacting and responding to 
stimuli. Although the theory usually makes sense to personnel, they find it difficult to apply. 

In order to assist learners to understand the influence thoughts have on emotions and behaviour 
even further, the fact that people see things differently is considered. Perception is explained as that 
process by which the individual organises an abundance of information (stimuli) into meaningful 
patterns. Some of this information comes from inside and some from outside through receptors 

(senses). The brain receives, interprets and patterns it. Information that is not required is iilteted 
out. People do not respond to what is real, but to their fdtered version of what is there, that is, what 
they perceive to be the case (PSWS, 2001). This is illustrated with the aid of a diagram. Its 
implementation within relationships is experienced by means of a labelling game. 

Learners generally indicate that the exercises make them aware that one could manage one's 
emotional state and behaviour by managing one's thoughts. Q'he A-B-C model also emphasises 
internal locus of control in that it views emotional and behavioural problems to be the result of a 

person's thoughts and not necessarily his/her circumstances.) Therefore, people's reactions are 
influenced by their perceptions, which are based on their locus of control and temperament type. Yet 
they could be managed by the implementation of Rational Emotive Theory and Transactional 
Analysis. 

3.2.5 Transactional analysis 

The purpose of including transactional analysis in the programme is to assist learners to understand 

individuals, relationships, communication and behaviour. It is basically a theory of communication 
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:h describes 

~ ~ 

~ ~ - -  ~~~ ~~~ ~~~~ ~~~~ ~~~ ~~ 

the three ways in which a person could communicate as ego states. Each individual 

contains within himself three ego states viz.: 
a parent ego state representing imitations of his/her parental figures 
a child ego state referring to survival relics from infancy and 
an adult ego state which functions in the here and now and is concerned with the collection and 
computing of data in preparation for the action to be taken (Bennett, 19761). Therefore, the 

adult ego state enables people to choose their responses. Note should, however, be taken that 
being sensitive to the 'not OK' feelings of one's child ego state is a prerequisite for adult data 
processing (Hams, 1973:89-90). 

The ego states could he used as a method for analysing people's responses to communication 

Learners are made aware of the fact that when people respond from the ego state implied in the 
opening statement, communication tends to continue. This is opposed to the communication 

breakdown that occurs when a person does not reply from the ego state implied for him/her by the 
speaker. These are referred to as 'cross transactions' and usually lead to feelings of confusion, hurt or 
anger. In Transactional Analyses terms, it is said that the hazard of dealing with parent 'put downs' is 
that they tend to hook our 'not OK child'. The solution is not to take these remarks personally 
(Bennett, 197629, 38-39,42). After the presentation, participants are given an opportunity to analyse 
the typical transactions that take place at the office. 

To establish the extent to which participants developed insight, they are encouraged to share their 
views on how the theory could be used to benefit their relationships. Participants tend to assume 
that all transactions should take place between adult ego states. They are then informed that such a 

conclusion would be an erroneous oversimplification since there are many times when a 'parent 
request' is the most useful and direct way to communicate and to exact compliance. 

It is Further emphasized that one needs to pursue the development of the adult since a strengthened 

adult would enable one to manage one's behaviour and to influence others to achieve to the greatest 
benefit of all (Bennett, 197645). It is also stressed that one should aim at responding from the ego 
state implied. This could, however, only be done if the adult was free to examine the transaction. 

The session is concluded with a role play in which personnel display the difference in 
communicating from the various ego states. Participants normally realise that one could choose the 
ego state one would like to communicate from and that particular ego states are more efficient in 
certain situations. 

3.2.6 Adult communication 

In the last session, learners are made aware of communication skills which could assist them to 
communicate more effectively. A discussion of the various levels of communication is conducted to 
assist personnel to assess on which level they generally communicate. The levels referred to include 
the clichk, facts, ideas, emotional and transparent levels. Participants communicate mostly on the 
factual or ideas level, which implies that they do not share their feelings. This is, however, needed 
for people to understand each other and for the forming of relationships. 
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These tendencies are explored Further with questions such as: Is thee a dzffeence in your Level o f  
communication at work. and home? and What do you think the i&uL buel of communication is? These 

discussions normally cause learners to realise that there is a link between the level of communication 
and the depth of the relationship. 

Participants are subsequently made aware of the role empathetic responses could play in enhancing 
relationships. This is done by fustly requesting participants to define empathy. They normally find it 
difficult to differentiate between empathy and sympathy. For the purpose of establishing an 
unanimous understanding of what empathy entails, the following definition is used: 'Empat4 is a 
skill to pemiue accurate and sensiti~e innerjelings/experiences o f  others and to communicate understunding o f  these 

jelingslexperiences in a Language uttuned to what theperson is experiencing" (PSWS, 2001). 

After this issue had been addressed, learners are encouraged to consider the purpose of empathy and 
the different techniques one could implement to respond empathetically. Since employees are 
usually not familiar with these techniques, they are made aware of e.g. paraphrasing, open-ended 
questions, reflecting and "I" messages. Thereafter, they are given an opportunity to practice the 
techniques in small groups. 

Because relationships can also be enriched by feedback, learners are then required to deliberate on 
the nature and purpose of feedback. In this context, feedback is basically viewed as "...to know 

yoursey thmugh someone else" (PSWS, 2001). The deliberation is followed by a presentation of the 
elements of feedback and the circumstances under which it should be provided. The provision of 
feedback is then practiced in small groups by means of role play. Feedback is said to include a 
"description of specific behaviour and self-disclosure" and should only be provided after it has been 
established that "the recipient is open for feedback and only behaviour which the person would be 
able to change should be brought under his/her attention. The behaviour to be addressed should be 
specific and only one behaviour should be dealt with at a timen(PSWS, 2001). 

After completion of the programme, each participant is requested to reflect on what was learned. 
They are also encouraged to practice the skills at work and to support each other in this endeavour. 

The CS programme is both physically and especially emotionally draining, since learners are 
constantly encouraged to participate and practice interpersonal skills during the presentation of the 
programme. This is, however, done to expose them to experiential learning so that they can become 
comfortable with and committed to applying the techniques within theu work environment. It also 
encourages them to apply it in theu personal lives. 

Many employees, including managers, have already provided informal feedback on the effect of the 
programme. Most have indicated that the atmosphere at work had changed considerably after the 
presentation of the programme and that productivity had improved due to the fact that colleagues 
communicated more effectively. Anecdotal information, therefore, indicates that the programme 
does succeed in strengthening SAPS personnel to become productive, resilient and weU-balanced 
individuals. 
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3.3 THE PROGRAMME PACKAGE 

AN the material that is required for the presentation of the Colleague Sensitivity programme is 

contained in a single programme package. The package's contents are summarised in Table 2. 

TABLE 2: THE CONTENTS OF THE PROGRAMME PACKAGE 

I NO. 

1. 

2. 

I I 

SECTION 

The presentation 

- - 

Every participant receives a workbook. The chronological framework of the 
programme is set out in the workbook. Participants complete the workbook as 
the proeramme promesses. 

CONTENT OF SECTION 

The module 

The presenter's 
guide 

This plan provides guidance to the Social Worker on how each part of the 
programme needs to be presented. It includes the questions that need to be asked 
the training aids which should be used, precisely when during the presentation it 
should be im~lemented and how lone it should take to present the theme 

4. 

5. 

The content of each section will be discussed briefly. 

The module consists of the title page, copyright, table of content, the 'need to 
know' theory Social Workers would require to orientate themselves regarding the 
content they are to present. A glossary, bibliography and acknowledgements are 
also included for future reference 

This section includes the title page, timetable, preliminary list and important 
matters to be discussed at the commencement of the presentation as well as the 
nresenter's vlan 

3.3.1 Section 1: The module 

The transparencies 

The handouts 

The first section contains the basic background information Social Workers require to present the 

subject matter. Presenters are trained in the presentation of the programme and are subsequently 

required not only to understand the content, but to intemalise it. They are encouraged to take 

responsibility for extending their knowledge regarding the themes covered. 

The transparencies are numbered and indicated accordingly in the presenter's plat 

The handouts are contained in a questionnaire book. It includes the questions 
participants must have in order to complete their answer sheets and the portraits 
of the 16 sub-mes ofthe Keirsev Temverament Sorter 

3.3.2 Section 2: The presenter's guide 

The presenter's guide summarises the preliminary preparation that a presenter needs to do before 

commencing with the presentation. I t  includes preparing the teaching media (photocopies) and 

ensunng that the presenter's Gle, questionnaire books and workbooks are available; preparing the 

venue (flip chart and ensuring the venue is accessible for physically disabled persons); checking that 

training aids (overhead projector, etc.) are in a working order and preparing for the administrative 

tasks to be done (e.g. compilation of attendance register). 

3.3.3 Section 3: The presentation plan 

The presentation plan helps the Social Worker to be thoroughly prepared for the presentation, since 

it gives an indication of how the programme should be presented. It includes the introduction, ice 
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breakers, setting of norms, listing of expectations, an overview of the objectives of the programme, 
directions regarding exercises to be implemented, anecdotes to be told and teaching media to be 
utilised. The plan is structured chronologically, gives an indication of how long each activity should 
take and ensures that the programme is completed within two workdays. 

3.3.4 Section 4: The transparencies 

All the transparencies that should be used in the presentation of the programme are numbered and 
placed in a separate section for easy access. These transparencies were developed professionally and 
assist the presenter in providing an overview of the programme, explaining difficult concepts and 
accentuating important aspects. It also provides summaries of discussion points and themes. 

3.3.5 Section 5: The handouts 

All the handouts are contained in one booklet. It includes the Locus of Control interpretation sheet, 
the Keirsey Temperament Sorter's questions and the portraits of it's 16 sub-types, the Interpersonal 
Style Questionnaire and how it is interpreted, as well as the Thomas-Kilman Conflict Mode 
Instrument's questions. The booklet (handout) is returned to the presenter, thereby preventing it's 
unsupervised usage. 

3.3.6 Section 6: The workbook 

Each participant receives his or her own a workbook at the commencement of the programme. It 
contains the ice-breaker, questionnaire answer sheets, a summary of the five conflict resolution 
styles, an evaluation form and spaces to make personal notes. 

Social Workers who are trained in the presentation of the programme receive a complete 
programme package. The programme, however, is copyrighted and remains the property of SAPS 
Social Work Semices. 

4. PRINCIPLES UNDERLYING T H E  COLLEAGUE SENSITIVITY 
PROGRAMME 

In order to place the contents of the Colleague Sensitivity programme in context, the theoretical 
principles underlying each of its main components will be considered next. In this regard, 
cognisance should be taken of the fact that the uniqueness of the setting had an influence on the 
compilation of the programme and that its theoretical base does, therefore, not necessarily reflect all 
the divergent views found in theory. 

4.1 LOCUS OF CONTROL 

In general, the dynamic environment in which organisations find themselves requires that employees 

should have an internal locus of control and autonomy. This is needed to maintain realistic 

expectations of the work environment and to cope with stress, experience job satisfaction and 

perform in the jobs. The construct of locus of control was developed by Rotter and is described as 

the extent to which individuals feel that they play a causative role in events in their lives. Individuals 

with an internal locus of control amibute positive/negative events to their own actions. An external 
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locus of control implies that positive/negative events are regarded as unrelated to own behaviour 

and are, therefore, beyond personal control (EXs el  al., 2001:24). 

Locus of control was based on the social learning and the attribution theories (cf. Els et  aL, 2001:24; 

Olivier & Rothmann, 1999:477-479). Social learning emanated from the view that behaviour is 

strengthened by the expectation that specific behaviour will be followed by the strengthening of that 

behaviour in future. The attribution theory is concerned with the way in which the individual 

utilises information from the environment to provide explanations for occurrences. This makes it 

possible to focus on the individual's method of processing information during training to influence 

his/her attributes and feeling of control. Since people can be made aware oftheir own attributes and 

the influence this has on their internal or external locus of control, it is suggested that training 

should focus on cogtutive self-insight. A group setting makes this process easier, since group 

members are continuously made aware of their attitudes and functions through feedback from other 

group members (Olivier & Rothmann, 1999:477-479). 

Gardner & Beaity (1980:241) provide the following tips for the utilisation of locus of control in a 

counsehg setting: 
make an effort to praise statements that reflect an "internal" approach to problem solving 
confront statements which imply "external" orientation or thinking and try to offer a substitute 

statement which promotes "internality" 
in the counselling process, atrange for the employee to list personal problems and have him/her 
verbalise possible solutions 
focus on the here and now in any discussion 
try to use language that focuses on acceptance of responsibility for the outcomes of one's own 
behaviour. 

The above all indicate that it is not only the content of the programme that will exert an impact on 
the outcomes obtained. The manner in which the particular theme is presented and the group 
setting will also have a sgmficant effect. Other factors that may have a limiting influence on the 
development and maintenance of internal locus of control is the organisation itself (Olivier & 

Rothmann, 1999:487). 

Weisinget (2000:183) sees " ... a work organixation (as) an integrated y a m  that depends upon the inter- 
reIationsh$ ofthe individuals who anpart ofit". This view is supported by the programme because SAPS 
officials, in particular, need to trust and rely on each other. If they do not maintain sound relations, 
the consequences might be fatal for them, especially while they are on duty. The rank structure of 
SAPS further accentuates the need for personnel to relate appropriately with colleagues and 
superiors. Employees who struggle to maintain sound relations with others, especially with those in 
authoritarian positions, easily experience stress and often create stress for others. Therefore, it is 
imperative that participants take responsibility for the relationships they are part of. 

People, however, tend to blame the other party for the faulty relationship. Consequently, they need 
to be made aware of the implications of this and how relationships could be enhanced. In the 
Colleague Sensitivity programme this is done with the help of the construct 'Locus of Control'. 
The argument that is basically used in this regard entails the following: 



You must decide where you will place the power to influence how you feel about yourself 
and others. You could either give the power to other people/places/things (external) or to 
yourself (internal). But, in order to handle the control issues in your life, it is better to 

emphasize an internal locus of control. This will enable you to let go of the need to control 
and change others and concentrate on controlling and changing yourself (cf. Messina, 
2002:l). 

In the programme, the next session aims at indicating to personnel to which extent they try to 

control and change others. It also aims at providing them with a frame of reference they could use 

to understand themselves and others better. 

4.2 PERSONALITY TYPES 

Knowledge of the different personality types is of special importance to SAPS personnel. This law 

enforcement system is made up of diverse role-players rendering a wide spectrum of services. The 

Colleague Sensitivity programme, therefore, also aims at empowering participants with information 

concerning human behaviour that could enable them to deal effectively with the different types of 

people that they encounter. 

The Keirsey Temperament Sorter's point of departure is "...that people differ from each other and 

that no amount of getting after them is going to change them. Nor is there any reason to change 

them, because the differences are probably good" (Keirsey, 1998:l). In the programme, employees 

are, therefore, encouraged to value the differences in their personalities and also their varying 

opinions. 

According to the Keirsey Temperament Sorter, there are two sides to personality. The one is 

temperament and the other character (Keirsey, 1998: 11). Temperament is the inborn form of 

human nature, whilst character is the emergent form that develops through the interaction of 

temperament and environment. The Sorter is based on two dimensions of a personality, namely 

word and tool usage. Word usage is Further sub-divided into abstract usage (the use of symbolic 

messages) and signal usage (messages that point to something that could seen). Tool usage, on the 

other hand, is divided into cooperative usage (i.e. that approval was obtained) and utilitarian usage 

(the use of the best tool for the job regardless of whether it has been approved or not). The 

dimensions are important since they form the four basic character types that are subsequently 

divided into 16 combinations (Keirsey, 1998:11, 20,27-29). It is these suh-types that are used in the 

presentation to enable participants to develop insight into their own functioning and that of others. 

In the programme, the conceptualisation of the concept 'conflict' is based on the premise that it is 
" ... a process that begins when one party perceives that another party has negatively affected, or is 
about to negatively affect, something that the hrst party cares about". In addition, it is viewed as a 
'natural' occurrence in organisational life, but one that "...should be measured in terms of 

functionality, ie. whether it manifests as functional and contributes to personal/organisational growth 
or whether it is dysfunctional and impedes group/individual performance" (Caudron eta/. in Slabbert, 



2002259). Conflict is, therefore, an element of organisational life that should be managed 

constructively. 

It is emphasized by Dana (1996:4) that unmanaged workplace conflict leads to stagnated careers, job 

stress, lowered productivity, lessened motivation and even termination and resignation. It also impacts 
negatively on relationships which aim at satisfjmg ones needs. In other words, whether at work or at 
home, every important relationship is a vehicle for delivering value to each partner. One's relationship 
with one's bosses holds the potential for satistjmg one's needs to feel productive, to accomplish 
meaningful work, to produce widgets and to eam pay checks. Conflict drains the capacity of 
relationships to satisfy one's needs. When one experiences too much unresolved conflict, the 
relationship loses its ability to satisfy one. The person is left alone, isolated and unable to do on ones' 
own what requires two to do. Since colleagues are interdependent, it could cause conflict to grow more 
intense (Dana, 19966). 

The CS programme uses the Thomas Kilman Mode Instrument, the "world's leading conflict 
resolution assessment tool" (Slabbert, 2002261) to assist participants to establish their behaviour in 
conflict situations. This Instrument uses two parameters, viz. assertiveness and co-operation, to 
distinguish between five distinct handling styles. These styles are avoiding, competing, collaborating, 
accommodating and compromising (cf. hdler, 1987:340; Maddux, 1995:68-69; Weisinger, 2000:122). 
The five possible styles that are measured by the questionnaire are defined in a matrix format and 

determined by relative scores on the two axes. The competing style is assertive and uncooperative 
and could be regarded as udlising personal or positional power. Accommodating is regarded as 

unassertive and co-operative, a style wherein the individual allows the other party to dominate. 

Avoiding is both unassertive and uncooperative, and is normally characterised by the individual 
actively avoiding any type of action. Collaborating is assertive and cooperative and represents direct 
attempts at conflict resolution. Compromising is intermediate in both assertiveness and cooperation 
and is designed to partially satisFy the needs of both parties. 

The instrument is primarily used to identify an individual's dominant style of conflict management. 
It could, as in the case of the CS programme, also be used to help individuals to acquire style 
flexibility or variation in responding to situations (cf. Adler, 1987:347; Slabbert, 2002261.262). For 

example: 
competing could be used when quick, decisive action is vital 
accommodating could be utilized in order to preserve harmony and to avoid disruption 
avoiding is relevant when an issue is trivial or only of passing importance 
collaboration is used in order to find integrative solutions when the concerns of both parties are 
too important to be compromised, and 
compromising is used in order to achieve temporary settlement of complex issues. 

Existing literature provides some substantiation to the CS programme's attempt to link conflict 
handling styles with temperament styles. For example, Taylor (in Slabbert, 2002: 266) is of opinion 
that the Thomas Killman Instrument and the four functions model of Jung could be amalgamated. 
He correlates thinking, sensing and intuition with competing, compromising and avoiding and states 
that accommodation and collaboration both manifest on the feeling level. 
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Another dimension with regard to dealing with situations that remain to be addressed is the way in 

which events are interpreted. 

4.4 RATIONAL EMOTIVE THEORY (RET) 

SAPS is, generally, a turbulent work environment which some find stimulating and challenging. 
Others, however, experience the transforming organisation as a source of uncertainty. This 

indicates that people interpret events differently and can be attributed to the fact that one has one's 
own perceptual world as seen through the eyes of one's unique self-concept. Until contrary data is 
received, one's perception of reality is considered to be true. The truth as a person sees it, is 

therefore, influenced by the individual's attitude, values, beliefs and opinions (Bar-Tal, 1989:4-6; 
Hunt, 1992:46-47). 

The RET sessions of the CS programme are based on the premises that interpretations are not 
always accurate (Adler, 1987:73; Hunt, 1992:48), that emotions can be controlled by thoughts (PSWS, 
2001:33) and that irrational thoughts develop through consistent negative self-talk, without any 
evidence to validate these opinions as the truth (Adler, 1984:8-10; Moller in PSWS, 2001: 33). The A- 

B-C model is then used to explain that "the way in which you interpret a certain happening, 
rationally or irrationally, will determine whether you find emotional happiness or unhappiness" 
(Adler, 1987:126). 

After the presentation, social workers brief participants on the process they could follow to manage 
their emotions. This entails: 

to adyse  their thoughts 
to identify all irrational and unrealistic beliefs, &dung or ideas 
to replace these with more rational thinlung, beliefs or ideas 
to identify the negative emotions which were based on the irrational thoughts 
to integrate the new thoughts with new fee*, and 
to let go of all the uncontrollable factors (Messina, 2002:l-2). 

RET plays an important role in the development of resilient personnel. They are taught how to 
process and to use the emotions engendered by a setback experience productively (Greeff, 2200228; 
Weisinger, 2000:96). Another theory that assists personnel to rise above the challenges posed by an 
organisation such as SAPS, with it's unique culture and job requirements, is transactional analysis. 

There seems to be agreement among various authors that transactional analysis FA) could be used as 
a mechanism for improving interpersonal relationships. It can thereby create healthy, secure 
individuals who understand and like themselves and who are empowered to pariicipate in positive 
interpersonal involvements. 

In transactional analysis, a transaction is seen as the unit of social intercourse, consisting of a s h u l u s  
and a response. As a theory of personality and social interaction, TA focuses on the categorisation of 
all the possible transactions between two or more people into a definite number of established ego 
states. Ego states are systems of feelings accompanied by related sets of behaviour patterns. The 
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personality of a human being consists of three ego states, namely the parent, the adult and the child 
ego states. 

The ego states are easily observed in verbal and physical actions and clues. The parent ego state 

incorporates the amtudes, beliefs and behaviour acquired from a parent or another authority figure. It 
is indicated by dues such as a furrowed brow, pursed lips and a pointing index finger (i.e. clues) 
and/or the use of words such as always, never, etc. The adult ego state - which can be thought of as a 
computer that gathers and processes data and tests reality - may be observed in the use of questioning 
words such as why, who, when, what, etc. and is indicated by physical clues such as continual 
movement of the face, eyes and body or an expressionless face. The child ego state displays all the 
natural feelings, needs, impulses and potentials of the infant. It can be observed in physical clues such 
as tears, quivering lips, pouting, temper tantrums, etc. and in verbal clues such as 'I don't care', 'I wish', 

'I want', etc. 

TA consists of the following three kinds of transactions: 
complimentary transactions, where there is direct link between the stimulus and response, e.g. 
parent to parent, adult to adult or child to child. Here communication continues 
crossed transactions take place between any of the ego states, e.g. parent and adult or parent and 
child. In crossed tmnsactions the response is inappropriate, unexpected and does not follow the 
natural order of the stimulus. Here communication stops 
ulterior transactions involve more than two ego states simultaneously, e.g. parent and child as 
stimulus while the response is adult or adult and child, etc. (i.e. angular and duplex ulterior 
transactions). These transactions are said to have hidden agendas. 

Complimentary transactions bring peace, while crossed transactions cause social difficulties. To 
understand TA Fully, more reading on game and script analysis as well as time-structuring is advised 
(Molosankwe, 1987:15-16). 

4.6 ADULT COMMUNICATION 

Weisinger (2000:155) points out that "...relating to another person goes beyond exchanging just 
factual information. This exchange is an interactive process: what you disclose has an impact on the 
person who is listening to you, which affects how that person responds to you, and so on. 
Communication, thus helps establish connection. This means that the individuals involved are 
perfectly in sync, Fully attuned and totally connected". It is, therefore, clear that there is a direct link 
between transactional analysis and communication. 

The adult communication sessions of the Colleague Sensitivity programme are aimed at enabhg 
learners to establish the level on which they tend to communicate and to help them to realise that their 

level of communication could have an impact on the depth of their relationships. This is done by 
means of a presentation on the nature of 'the niceties', 'factual information', 'thoughts or ideas' and 
'feeling' levels of communication (cf. Adler, 1987:288-291; Weisinger, 2000:168-9, 171, 173, 179). 
They are encouraged to match their level to that of the other person's and to know when to move to a 
different level. 

In the programme, the presentation on the levels of communication is followed by a discussion of 

empathy as one of the means of endching relationships. However, it has subsequently been found 
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that a direct link can be drawn between the levels of communication and feedback and that the 
programme's sequence should be revised. Tucker-Ladd (2000a:1), for instance, points out that "...self 
disclosure is openly and discreetly reveahg to your friend what you are thinking and feeling right now, 
often how you are responding to his/her actions. Thus, much of your self-disclosure consists of 

giving feedback to the other person. Because you value the relationship, you are naturally concerned 
about the effect your disclosures will have on your friend and on your relationship, but his/her 
feedback to you is vital for your growth and your feedback is vital to your friend". 

The literature also includes some of the general rules for giving feedback that are reflected on in the 
programme. They include the following. 

Feedback should be non-threatening. So, describe the friend's behaviour, not his/her personality 
or motives 
Focus on the specific situation here and now. Don't make broad generalizations or focus on the 
past 
Do not give feedback if it isn't requested, can't be accepted, isn't usable and isn't likely to result in 
the person feeling better about him/herself and about you pucker-Ladd, 2000:l). 

The third adult communication skill the programme deals with is empathy. It is defined as 'the ahi@ to 

pmjet oneref into anotherperson ?point o f  view so as momentan& to think the same thoughts andjel the same emotions 
as /he otherperson" (Adler, 1987:95). Pamcipants are made aware of techniques one could implement to 
become more empathetic. "I" statements are one of these. It consists of "a description of how you 

feel and an indication of the conditions under which you feel that way" pucker-Ladd, 2000b:l). 

The programme's aim to provide personnel with skills necessary to maintain sensitive interpersonal 
relations is, therefore, achieved by t e a c h  participants how to manage their responses within 
relationships. This correlates with Greeffs (200227) view that "Today, employees need a very specific 
mindset to adapt to the demands of the work place. Job specific skills have to be complemented by 
emotional intelhgence, a healthy lifestyle and soul connection. In short, employees have to be 
resilient". Resilience is detined as wellness as opposed to the general view of it being a process of 

healing. Greeff (2002:27) is of the opinion that it presupposes happiness, Fulfhent and personal 
success. She considers it to be a choice and explains her view point by saying that organisations need 
employees who are much more than mere survivors. They need employees who soar above the 

mundane and average. They need balanced, happy individuals with a whole set of critical attributes, 
attitudes and skills which go way beyond basic job related skills. According to her, these special 
attributes are trainable (Greeff, 2002:28). 

In order to ascertain the extent to which the current programme empowers learners to respond with 

the necessary sensitivity, a model for the operationalization of sensitivity in the counselling sitting was 
used as a criterion (Roets, 2001:203-7). In if sensitivity is defined as "...the c@a@ to become attunes: to 
peneiye and react appmpriateb to subtle shadingr o f  change in the behaviour, emotions and attitude ofthe sefand other 
people. It is the abi@ to mnc@tuaLse and conrprehend others c o d & "  poets, 2001:207). For the purpose of 
the model, sensitivity was divided into four main components. The hrst referred to the criteria that 

needed to be adhered to in order to be sensitive, the second focused on the requirements for accurate 
perception, the third reflected on required techniques and the fourth on the person's competencies. 
Their content is summarked in Table 3. 
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ELLOR SENSITIVITY MODEL 

ability to accept and prize the total being of another person 
to show empathy 
ability to make snap judgements of a person 
ability to objectively observe a person 
ability to understand other people's intentions within the context ol 
their hehaviour 
ability to understand the reasons for behaviour 
ability to predict behaviour 
ability to perceive yourself accurately 
ability to understand non-verbal communication 
abi l i~  to change faulty interpretations 

0 ability to consider the right technique 
person perception 
adequate interpersonal communication 
ability to make sound and unbiased hypothesis 
interviewing skills 
the creation ofa therapeutic climate 

the use of external frame of reference 

As far as the Colleague Sensitivity programme's content is concerned, it was clear that it covers most 

of the set criteria, especially those in the &st and second components (cf. Table 3). This is 
satisfactory since the aim of the programme is not to train participants to become counsellors, but 
rather to enhance their interpersonal skills to such an extent that it would enable them to build 
sustaining relationships. 

5. PRINCIPLES UNDERLYING T H E  PRESENTATION OF T H E  
PROGRAMME 

As mentioned previously, the effectiveness of a personnel capacity building programme does not 

only depend on the programme itself, but also on the competence of the presenter. It requires the 
presenter to be knowledgeable of the subject matter and able to present it skilfully as part of an 

effective learning process. The other factors that influence the success of this endeavour, include 

the presentation context and the relevance of the programme content. The principles underlying 
some of these requirements will be discussed briefly. 

The primary role of the programme presenter is to guide each participant through the process of 

learning and to facilitate the internalisation of (new) knowledge, attitudes and behaviout. A 
facilitator could be defined as a person who makes it easier for a group to Function in order to 
achieve its aim, or stated differently, one who empowers "...people to take control of and 

responsibility for their own efforts and achievements" (PSWS, 2003/4:4-28). This is done by 
@ding the group through a predetermined, structured process of working and using experiential 

training techniques to promote learning so that the individuals in the group can grow during the 
process of attempting to achieve the group's aim. 
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The facilitator has four primary tasks. They are: 
observation - A fadlitator looks at and listens to what takes place in the group 

0 recording - The facilitator mentally or visually records, analyses and interprets what he/she has 

seen or heard 
feedback - The mentioned information is then fed back to the group at the appropriate time and 
by means of the most appropriate method so that the group members may be aware of their 

present Functioning 
guldance - The facilitator uses various techniques, skills and interventions to guide the group 
through a predetermined structured process, so that it may achieve, as easily as possible, the aim 
for which it was created. 

The presenter ultimately operationalizes the programme by adhering to the following adult learning 
principles: 

people leam best if they are highly motivated to learn 
people leam best when they can devote most of their energy to the learning 
people learn best when the leaming is successful and rewarding 
people learn best when they are actively involved in the learning process 
people learn best if the content is meaningfully presented (PSWS, 2003/4:4-6). 

Because the Colleague Sensitivity programme is presented in a workshop format, the 

presenter/facilitator's successful management of group dynamics plays an important part in its 
ultimate success. Group dynamics consist of two crucial, distinct, but interrelated dimensions, 
namely, group process and content. Content refers more to what is discussed, rather than how it is 

discussed. In groups, process reflects on how the group unfolds and includes facets such as the 
patterns of communication in the group, power and status relationships between individuals, the 
atmosphere of the group, the level of cohesion and peer pressure in the group and the values and 
norms of the group (PSWS, 2003/4:4-27). 

5.2 THE LEARNING PROCESS 

The Colleague Sensitivity Programme basically adheres to principles contained in the model of the 
four-stage learning cycle (Osland & Kolb, 2001:42). This process, also known as Kolb's learning 
cycle (Hardingham, 1998:148-149), consists of the following stages or phases: 

concrete experience is followed by 
observation and reflection, which lead to 
the formation of abstract concepts and generalisations, which lead to 
hypotheses to be tested in future actions, which in turn lead to new experiences. 

In order to be effective, the process must enable pamcipants to create, acquire and transfer 

knowledge and to reflect on the new knowledge and insights they have gamed (Osland & Kolb, 
2001:43). The manner in which it is operasionalised in the CS programme could be explained by 
considering the ttainer's role in each phase: 

in the &st phase, the trainer's primary role is that of structurer. The trainer presents the objective 

of the activity and clarifies norms and time limits. Information should be presented in a way that 
is meaninghl to the participants and that will stimulate theit interest (for example, with visual 

aids and by asking questions) 
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in the second phase, participants analyse the experience and the trainer's role is to help the 

participant reflect on what happened to ascertain what the experience meant. This is when 

participants share their ideas and reactions 
phase 3 focuses on what lessons could be learnt and the trainer's role is to gulde the participant 

to reflect on the implications of the experience. Although the trainer needs to be a credible 
source of information, he/she need not provide all the answers, since participants will probably 
internalise the lessons better if they find the answers themselves 
in order for the participant to feel that the training is significant, the new learning must relate to 

his/her own life situation. During phase 4, the participant, therefore, makes the connection 
between the training setting and the real world. This link can be strengthened through practice. 

The programme allows participants to experience the effect of each theme, whether it is by means of 
an activity, the completion of a questionnaire or group discussion. This is then clarified and 

summarised in a presentation. Through participation in the whole process, participants are equipped 
to implement the learning in their daily lives. 

The concrete context in which a programme is presented could also have a positive or negative 
impact on its effectiveness. The context includes the quality of the learning material and teaching 
media (transparencies and handouts), the suitability of the venue and the relevance of the themes 
addressed by the programme. 

The mere fact that a programme has been developed and presented does not necessarily make it a 
relevant intervention instrument. It is, therefore, important to take copsance of a recent review of 
research into interpersonal skills training conducted by an Oxford psychologist, Michael Argyle 
(Hardingham, 1998:135). He cited various pieces of research that showed that the training of 
managers, supervisors and other staff significantly increased productivity and sales for companies, 
raised job satisfaction and reduced absenteeism. It is, however, still an unanswered question 
whether the Colleague Sensitivity Personnel Capacity Building programme had the same effect on 
SAPS personnel. This issue will be addressed in the next article. 

6. CONCLUSION 

As was the case with personnel capacity building programmes in general, the Colleague Sensitivity 

programme was developed to fulfil unmet needs in the SAPS and to correct certain deficiencies in 

its Social Work Services. Its ultimate goal was to empower SAPS personnel with the knowledge, 

attitudes and skills to deal effectively in the myriad of different interpersonal relations they 

encounter especially in their work settings. 

From an analysis of its content and presentation guidelines, it became clear that the programme was 

well conceived and that it complied with most of the principles contained in available theory. It, 
therefore, possesses the innate potential to contribute significantly to the improvement of SAPS 

personnel's productivity, interpersonal relationship skills and ability to render a professional service 

to the diverse communities of South Africa. 
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ARTICLE 2 

Kleingeld, C & Weyers, M L 

THE EVALUATION OF THE "COLLEAGUE SENSITIVITY" 
PERSONNEL CAPACITY BUILDING PROGRAMME OF THE SOUTH 
AFRICAN POLICE SERVICE 

Ms C. KleingeU ti a Sand Worker at the South AJincan P o h  Sewiia and PmfM L Wtyers is a lei.tunr at the Schoolfor 
Pychosoi7al BehaviouraiSciences: Social Work, N o d  West Uniuedy, Potchfjtmom Campus 

Background: Due t o  the restructuring of  the South African Police Service in 1996, as well as other 
factors, Police Social Work Services decided to broaden the scope of its services to include proactive, capacity 
building interventions. This resulted in the development of 15 personnel capacity building programmes 
1999. A need arose for a comprehensive impact assessment o f  these programmes and the Evaluation of 
Personnel Capacity building Programmes (EPCBP) s tu4  was subsequently launched in 2001. The 
evaluation ofthe Colleague Sensitivity Capacity Building Programme formed part ofthis research. 

Aim: The primay aim of the st#& was to determine the effect o f  the Colleague Sensitivity Programme on 
SAPS personnel's knowledge, attitude and behaviour. 

Method: In the research, a compariron group pretest and posttest design and triangulation were used. S i x  
measurement scales and a presenter's evaluation questionnaire were developed and administered. The 
research involved 224 experimentalgroup respondents, 50 compariron group members and 1 1 presenters. 

Results: The programme had a signijcant effect on the respondents' behaviour and changed their personal 
and professional lives in a very positive manner. 

1. INTRODUCTION 

The need for personnel capacity building programmes in the South African Police Service ('SAPS? 

could be atttibuted mainly to two factors. The first was the SAPS policy documents and reports that 

emphasised the importance of the empowerment of personnel to render an effective service within 

the context of a changmg organisation and community. The second was the htgh incidence of social 

problems among personnel that could no longer be dealt with in a cost-effective way with the 

available social work manpower. An alternative would have to be found for the therapy centred 

service delivery paradigm that had up until then been prevalent. As a result, various personnel 

capacity building programmes were developed and implemented by the Police Social Work Services 

(PSWS) from 1999 to 2001. The Colleague Sensitivity programme was one of these programmes. 

In 2001 it was decided to embark on the Evaluation of Personnel Capacity Building Programmes 

@PCBP) research project. The results that were achieved with the evaluation of the Colleague 

Sensitivity programme will receive attention in this article. But, in order for these results to be 

placed in perspective, the background and development of the programme, the programme's most 

sigmficant attributes and the research procedure which was followed to measme its effect will be 

discussed first. 
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2. BACKGROUND AND DEVELOPMENT OF THE PROGRAMME 

The restructuring of the South African Police in 1996 and the consequent policy changes 

contdbuted to the contracting of an external research consultant, Ask Africa, to conduct an 

extensive study into the services required from Police Social Work Services (Stutterheim & 

Momane, 2002:172). In 1997, Ask Africa assessed employees' views on what Social Work related 

services they expected and compared them with Police Social Workers' perception of personnel 

needs. The final report, which was submitted in 1998, indicated a need for both re-active 

(therapeutic) and pro-active (capacity building) Social Work services (Ask Africa, 1998). 

Regarding the pro-active capacity building programmes, various priority areas were identified. These 

included stress, substance dependency, financial difficulties and personnel con~ct/teamwork (Ask 

Africa, 1998:28). The relevance of these areas was confirmed by statistics kept by the Police Social 

Work Services (PSWS, 2000). It was, therefore, decided at a PSWS national conference held in 

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

implementation of personnel capacity building programmes (Stutterheim & Moruane, 2002:172). 

For the development of the programmes, various project teams were established These teams 

consisted of representatives/SAPS Social Workers from each province. The teams were tasked to 

develop and standardize six comprehensive capacity building programmes. These were respectively 

titled "Colleague Sensitivity", "Substance Dependency", "Be Money Wise", "Life Skills", "Managmg 

Stress Effectively" and "HIV/AIDS Awareness". 

In 2001 it was decided to undertake a comprehensive research project to determine the effect of the 

programmes on all SAPS employees. This included staff appointed in terms of the South African 

Police Service Act (Act No 68 of 1995) and those appointed under the Public Service Act (Act No 

103 of 1994). The latter encompassed personnel rendering administrative, financial, logistical and 

other support services. 

The aim of the evaluation of the Colleague Sensitivity programme was to determine the effect it had 

on the personnel's interpersonal relations related knowledge, attitudes and behaviour. Before the 

research design and procedure that was used can be explained, it is necessary to provide a brief 

overview of the programme's content and presentation. 

3. NATURE OF THE COLLEAGUE SENSITIVITY PROGRAMME 

The Colleague Sensitivity programme had to comply with the requirements of the occupational s o d  

work setting in which it would be used and with the strength-focused approach that was adopted by 

Police S o d  Work Services. In this context, a personnel capacity programme was defined as a 

structured intervention mechanism that is implemented to empower employees with the knowledge, 

attitude and behaviour required to become resilient (Rooth: 2000: 34; Stutterheim & Weyers, 2002:lO; 

Thompson, 2002:xvii). In SAPS, resilience is viewed as 'f..the pmcess, c+g and outcome ofsuccesqid 

adaptation to chaLlenges and a d m &  sustdned mmpetence under threatening cimmstances and the abilig to nmwr 
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fmm trauma" (Stutterheim & Weyers, 2004:ll). It was, therefore, crucial to determine whether the 

Colleague Sensitivity programme did indeed enhance SAPS personnel's resilience. 

The Colleague Sensitivity programme covers the following themes: 
0 locus of control 

personahty types 
conflict 
Rational Emotive Theory p g  
Transactional Analysis FA)  and 

0 adult communication. 

Due to the nature of the programme, only SAPS social workers specially trained in its presentation and 

preferably also in the use of the Keusey Temperament Sorter may facilitate the process. Presenters are 

provided with a complete training package that includes the learning material handouts and a 

presenter's p d e  (PSWS, 2001). The presentation is conducted in the form of a two day workshop 

and is ideally presented to units with no more than 15-20 people at a h e .  The themes, the way they 

are presented and the teaching media are summarized in Table 1. 

TABLE 1: THE THEMES A N 0  PHESEYTATION OF T I I E  COLLEAGUE SENSITIVITY PROGR.\MME 

2. Personali ............. 

2.1 Keirsey Temperament Sorter 
and a summary of the group's types is displayed on a flip chart. 
Presentation (transparencies) 
Group activiv Employees with the same temperament present 
their portraits @andout) to their colleagues .. - ........................... ..... ............... - ..... 
Individual activity: The Interpersonal Style Questionnaire is 

............... 

... - -- 

-- ....... - ....................... 

3.3 Effective ways o 
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3.4 Conclusion 

4. Rational Emotive Theory ............................... ~~~~~~ ................. 

4.1 The individual as rational being 

4.2 Perceptions 

4.3 Conclusion 

5. Transactional analysis ... ~ . - ~ ~ ~  ................................ 

5.1 D e h e  the purpose of TA 

6. Adult communication skills ................................. ~~.~~-~~--~.-~ 

6.1 Levels of communication 

6.2 Empathy 

6.3 Feedback 

6.4 Conclusion 

Group discussion: Draw a comparison between temperament type 
and conflict handling style 

~.~ - - ~ - - ~  ~~-~ ~~ ~~~~~~~~~~ 

0 Group discussion: What influence do thoughts have on emotions 

........ ~ - ~ ~ ~ ~ ~ -  ~~~~~~~~~ 

0 Presentation regarding the 3 ego states (transparencies) 
Group discussion: Which ego state does the manager use to 
communicate? What is your reaction/response? In which ego 
state do you communicate with your colleagues? 

0 Small group discussion: How to stay in the adult ego state 
Small group activity: Role play 

0 Presentation (transparency) 
Group dscussion: On which level are you communicating? 
Does your level of communication with colleagues differ from 
that within your personal relations? . & 

0 What do you think the ideal level of communication is? 
~~~~- ~ ~ . .  

Group discussion: Detinition, purpose and different techniques 
for risponding empathetically 

0 Small group activitv: Role play . .... ................ ......... ................... , ................. ... .~~~~~ ---- ~ ~ - ~ . . . ~  ..--. ~ 

Group discussion: Defining purpose and elements of feedback 
Small group ~ activity: ~~~~ Role play ~ 

The presentation commences with an overview of the nature and objectives of the programme. This 

is followed by an ice breaker which sets the stage for the discussion of the themes. The time available 

for the presentation allows for an introduction of the various concepts. This is augmented with group 

discussions and practical exercises in order to empower participants with the insight and skills 

necessary for the maintenance of sensitive interpersonal relationships at work and in their personal 

lives. 

4. RESEARCH DESIGN AND PROCEDURE 

The study was conducted nationally. It covered all ten SAPS provinces (Head Office is managed as a 

separate province) and included personnel from all ranks/posts, races and genders. 

The aims of the study were to: 
measure the effect that the Colleague Sensitivity Capacity Building Programme had on SAPS 
employee's knowledge, attitude and behaviour (KAB) 
determine the influence that the quality of the presentation of the programme had on its effect 
and 

formulate guidelines for the improvement of the programme and its presentation. 



4.2 RESEARCH DESIGN 

During the empirical phase of the research, a comparison group pretest - posttest design was used. 

This type of quasi-experimental design differs from the classic experimental design in only one 

significant way. The comparison group is not selected randomly and can, therefore, not be viewed as 

fully representative of the experimental group (De Vos & Fouche, 1998:132; Gravetter & Foaano, 

2003: 463). Since the study focused on measuring the effect of programmes, it can Further be categorised 

as an outcome or impact analysis (cf. Barker, 1995180; Compton & Galaway, 1999:456; WPDCE, 

1999:36). 

For research purposes, the existing Colleague Sensitivity programme was accepted as a given. It was, 

therefore, possible to start almost immediately with the empirical verification of the programme. This 

process consisted of the following four steps. 

0 Step 1: Literature study 

The &st step in the research process was to undertake an extensive literature study. Its main purpose 

was to obtain information regarding the theory on which the programme was based and to assist with 

the design of the measuring instruments. The study covered topics such as locus of control, personality 

types, conact, rational emotive theory, labelling, transactional analysis and adult communication. It 

also focused on the design, presentation and evaluation of programmes and covered issues such as the 

nature, attributes and requirements of capacity building programmes and the nature of effect and 

outcome analysis. National and international resources from various disciplines, as well as SAPS 

documents, were consulted. 

0 Step 2: Design and testing of the measuring instruments 

The second step in the process entailed the development and testing of the six questionnaires that 

would be used in the study. The hrst four were the pretest and posttest questionnaires to be completed 

by the experimental and comparison groups respectively. The design of these questionnaires was based 

on the programme content and the literature study. Their aim was to measure changes in respondents' 

knowledge, attitude and behaviour (KAB) and they will be referred to as the 'KAB questionnaires.' 

Since it was necessary to link a respondents' pre and posttest questionnaires, provision was made for 

each respondent to generate a secret code. This also ensured confidentiality. 

In order to enhance the reliability and validity of the KAB questionnaires, a peer-group review and four 

pilot studies were utilized. 

The peer-group review focused on the face validity (McBumey, 2001:128) of the questionnaires 
and consisted of the following three phases: 

a draft of the questionnaires was presented to the social workers who o@y compiled the 
Colleague Sensitivity programme. Their feedback was used to revise the questions 
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the second draft was presented to three appointees at Social Work Services who were not 
familiar with the content of the programme. Their responses and recommendations were used 
to huther refine the questions 
the third draft was submitted to social work educators. Their feedback indicated that there 

were still individual questions which required some technical changes in order for the 
respondents to be able to understand what was required from them. 

The fout pilot studies were conducted to increase the content validity (Creswell, 2003:157-8; 

Jackson, 2003:44-5) of the questionnaires. It entailed the consecutive administration of the 

questionnaires to the following groups who attended Colleague Sensitivity programme 

presentations: 
33 personnel from 26 to 27 June 2002 
21 personnel from 18 to 19 November 2002 
14 personnel from 4 to 5 December 2002 
7 personnel from 14 to 15 January 2003. 

After each presentation, the data were statistically analysed and used to revise the questions before 

the next presentation. After the third test, it was concluded that the questionnaire possessed 

sufficient validity and reliability. 

The other two questionnaires that were udlised in the research were designed and tested by the 
EPCBP research team. They were a presentation evaluation and a presenter's evaluation 

questionnaire. By using the Cronbach's alpha coefficient (Gravetter & Forzano, 2003:391; Jackson, 
2003:42-3) during piloting, it was ascertained that the instruments had a hgh reliability factor. 

0 Step 3: Measuring the effect of the Colleague Sensitivity Capacity Building Programme 

The main empirical study commenced once the questionnaires had been finally adjusted in February 
2003. It entailed the identification and mobilization of the various experimental and comparison 
groups. The experimental groups completed the KAB questionnaires directly before and after the 
presentation of the programme (the independent variable) and, at the same time, the comparison 
groups completed their questionnaires. The experimental group was also required to complete the 
presentation evaluation questionnaire and the presenters were given the opportunity to complete the 
presenter's evaluation questionnaire. 

0 Step 4: Data analysis and interpretation 

The final step in the verification of the programme consisted of the analysis and interpretation of the 
data generated from the study. 

The overall EPCBP research project involved a total of 4 303 participants. It consisted of the 3 437 
respondents that formed part of the experimental groups, the 720 personnel of the comparison groups 
and the 146 Social Workers who conducted presentations. Together they represented 3,25% of the 
total workforce of SAPS (132482) at that time. This is more than the minimum sample of 1% to 2% 
normally required of studies of this nature (Stoker in Strydom & De Vos, 1998:192-193). 
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In the measurement of the effect of the Colleague Sensitivity programme, the experimental group 
consisted of 224 respondents and the comparison group of 50 employees (cf. Tables 2 - 4). In both 
instances sampling was based on availability (Sttydom, 1999:55,69; Zechrneister & Posavac, 2003:ll). 

In the case of the experimental group, all personnel throughout South Atiica who attended Colleague 
Sensitivity programme presentations from 3 February 2003 until 28 May 2003 were included. With 
regard to the comparison groups, provinces were requested to administer pretest and posttest 

questionnaires to these groups at the same time that experimental groups attended presentations. To 
make the comparison group as representative of the national profde of SAPS personnel as possible, 
provinces were provided with a guideline for the composition of these groups. The provinces did not, 
however, always fully succeed in meeting the set criteria. 

In order to make the experimental and comparison groups as representative of the total SAPS 
population as possible, four main criteria were used. They were rank/post, race, gender and province. 
By using province as a criterion, it was possible to ensure that attributes such as language distribution, 
geographical location (deep rural, semi-rural, rural and urban), historical background and different 
sections of the organisation would also be included. 

The following factors were taken into consideration when rank/posts were used as a criterion. SAPS 
employees consists of personnel appointed in terms of both the South African Police Service Act (Act 
No 68 of 1995) and the Public Service Act (Act No 103 of 1994). The post structure for personnel 
employed in terms of the Police Service Act makes provision for ten ranks ranging from constable to 
national commissioner. The ranks of constable, sergeant and inspector represent non-commissioned 
officers and the ranks of captain up to the national commissioner refer to officers. For the purposes of 
the research, the ranks of the non-commissioned officers were dealt with separately, as they have 
distinctive training needs. The ranks of the officers were clustered into one category, since they form 
part of the managed cadre. 

The personnel appointed in terms of the Public Service Act can be divided into 40 different posts. 
These include secretaries, registration clerks, data typists, administration clerks, typists, cleaners and 
personnel practitioners. For the purpose of this study, the posts were combined into one category. 

In the evaluation of the Colleague Sensitivity programme, the experimental and comparison groups 
consisted of 224 and 49 employees respectively. The composition of these groups in terms of 
rank/post is displayed in Table 2. 

TABLE 2: DISTRIBUTION OF EXPERIMENTAL AND COMPARISON GROUP IN TERMS OF 
RANK~POST 

Experimental 22 31 88 18 1 9.82% 1 11.81% 1 39.29% I 8.01% / 2861% 64 I 0.45% 
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The composition of the experimental group was generally in line with that of the total population. The 
only deviation worth mentioning is in terms of the Public Act Personnel who were 6.61% under- 
represented. In the case of the comparison group, the constables were under-represented by 8.48% 
and the sergeants by 5.03%. In contrast, inspectors were over-represented by 18.44%. When these 
ranks are clustered as non-commissioned officers, they are only 4.93% over-represented, which is an 
ins~gn~ficant deviation. The 11.8% under-representation of the Public Service Act personnel in the 
comparison group were regarded as a noticeable deviation. From the analysis of the data, it did not 
seem as though the deviations had any marked negative effect on the outcome of the research. 

The race and gender distribution of the experimental and comparison groups, as well as that of the - 

total SAPS population, is presented in Table 3. 

TABLE 3: DISTRIBUTION OF EXPERIMENTAL AND COMPARISON GROUP IN TERMS OF RACE 
AND GENDER 

Black males were 12.64% under-represented and black females 7.14% over-represented in the 

experimental group. This constitutes a notable under-representivity of 5.5% blacks in the 
experimental group. The coloured and Asian race groups were well represented in the experimental 
group. The white males were 5.6% under-represented and the females 5.55% over-represented. In 
total, the whites were, therefore, also well represented in the experimental group. 

Black males were 11.74% and black females 4.44% under-represented in the comparison group. In 
total there was an under-representitivity of 16.18%. The coloured males wcre 10.22% over-represented 
and the females 3.32% under-represented. This constitutes a 6.9% over-representivity in the 
comparison group. The white males were 1.6% and the females 9.52% over-represented. In total 
there was an 11.12% over-representation. The Asians were well represented. 

The distribution of race and gender compared favourably with that of the entire SAPS population. 
However it seems that blacks were 21.68% under-represented in both the experimental and 

compadson groups. The coloureds were 69% and whites were 11.12% over-represented in the 
comparison group. 

The possibility that this may have had an affect on the outcome of the research was invesagated. 
From an analysis of the statistics it was found that the programme did not discriminate between 

gender and race groups and that it could, therefore, be presented to all SAPS personnel. 
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The final criterion that was used to determine the representivity of the experimental and comparison 
groups was the provinces from which the participants originated. The results, together with the total 
number of presenters, are portrayed in Table 4. 

TABLE 4: DISTRIBUTION OF EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF 
PROVINCES 

11 TOTAL 1 117 222 1 100.00 1 223 50 I 100.00 1 12 1100.01 

The experimental group was under-represented in Gauteng (11.01%) and Kwazulu-Natal (7.48%) and 
over-represented in the Northern Cape (10.67%) and North West Province (7.08%). The comparison 
group was under-represented in Gauteng (14.67%) and 7.22% over-represented in the Northern Cape. 
Both the experimental and comparison groups were, therefore, 25.68% under-represented in Gauteng 
and 17.89% over-represented in the Northern Cape. In spite of these (mostly small) deficiencies, it 
was concluded that the research groups were sufficiently representative of the whole SAPS population. 

4.5 DATA COLLECTION INSTRUMENTS 

Due to the uniqueness of the CS programme, it was not possible to use standardised questionnaires. 
Consequently, new measuring instruments had to be designed. Although pilot studies were used in an 
attempt to standardise these questionnaires, this proved to be a difficult process and not successhl in 

all respects. It was found during data analysis that some scales and sub-scales were formulated in 
such a way that they could not measure change effectively. In these cases it was not possible to 
prove that change actually took place or not (Elmes el a(., 2003:59-60, 144-5; Zechmeister & Posavac, 

2005194-7). In order to bridge such shortcomings, triangulation was used. 

For the purpose of this study, the following definition of triangulation that was formulated by Hilton 
(2003) was used as point of departure: "Triangulation in research refers to the combination of two or 
more theories, data sources, methods, or invesagators in one study of a single phenomenon to 
converge on a single construct." In this context, the intra-method (Sarantakos, 1998:168) or within- 
method (Btyman, 2003) of mangulation was utilized. In other words, a combination of instruments 
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was used to measure the same phenomenon (programme effect) and to link the results (Mark 
1996220; Patton, 2002556,559-560). The aim was to "...capture a more complete, holistic and 
contextual poruayal and reveal the varied dimensions of a given phenomenon" @Idton, 2003) and to 
test the consistency of the measurements (Patton, 2002248). 

In the study, the primary measuring instruments that were used on the intra-method basis were the 
KhB questionnaires. They included three primary scales (completed by both the experimental and 
comparison groups), an evaluation of value scale (completed by the experimental group) and a 
programme significance scale (formed part of the presentation evaluation questionnaire that was 
only completed by the experimental groups). The fourth questionnaire, namely the presenters' 

evaluation questionnaire, was viewed as a secondary measurement instrument as it could not be 
subjected to the same high level of statistical analysis as the others. 

The way in which the different measuring instruments and scales are linked to each other within the 
context of the triangulation of measurements, is depicted in Diagram 1. 

DIAGRAM 1: THE WAY IN WHICH TRIANGULATION WAS UTILIZED IN THE STUDY 

The nature and content of the data collection insmunents will be reviewed next. 

4.5.1 The KAB questionnaire 

Although so-called 'MB' or 'UP' (Knowledge, Attitudes and Behaviour and/or Practices) analysis 
has been used in various fields such as health, economy and social development for a considerable 
h e  (Berger et a/., 1994; Donati et  a/., 2000; Mitchell & Kaufman, 2002; Weinreich, 1999; WPDCE, 
1999), it has not often been implemented in social work. These types of studies are based on the 
principle that human functioning could be divided into thee dimensions: the cognitive (thought), 

affective (emotional) and conative (behavioural) (I'hompson, 2002:xvii). In KAB studies, the three 
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dimensions are considered to relate, but not necessarily in a linear way. This conclusion is based on 

various studies indicating that change in one dimension does not necessarily lead to change in another 
(e.g. an increase in knowledge does not necessarily change attitude) or that the accomplishment of 
change in one dimension (e.g. attitude) is not always a pre-requisite for change in another (e.g. 
behaviour) (cf. Akade, 2001:248-251; Elkind, 1993171; McCann & Sharkey, 1998:268-9;). 

The KAB questionnaires were based on the programme content and the literature study and consisted 
of three parts. Part 1 measured respondents' knowledge on the themes addressed in the programme 
before and after the presentation. Part 2 focused on respondents' attitudes regarding the themes 
before and after the intervention and part 3 targeted respondents' present and intended behaviour. 
The nature of the questionnaire is summarized in Table 5. 

TABLE 5: COMPOSITION OF THE KAB-OUESTIONNAIRE - 
r ~ I M m s I o 0  FACETS THAT WERE MwuRED 

Knowledge Scale 1 I I Knowledge of locus of control, conflict, rational emotive therapy, 
transactional analysis and adult communication I 

I "Ie2 

Attitude regarding locus of control, conflict, rational emotive therapy, 
transactional analysis and adult communication I 

By using closed questions (eg. ''true/false/uncertain'~ and Likert-type scales (eg. "strongly 
disagree/disagree/agree/strongly agree") (Jackson, 2003:61), it was possible to determine what 
respondents' current (in the case of pretests) and new (in the case of posttest) knowledge, attitudes and 
behaviour were. The effect that the programme (intervention/independent variable) had on the 
experimental group was determined by administering the questionnaires to the group directly before 
and after the presentation of the programme. The comparison group completed the pre and posttest 
questionnaires during the same period This made it possible to discount any environmental 
influences when determining the effect of the programme (intervention/independent variable) on 
the experimental groups. 

Behaviour 

For triangulation purposes, provision was made for paaidpants to evaluate the value of the overall 
programme as well as the individual themes. This section was included in the posttest questionnaire 
administered to the experimental group. In the interpretation of the data, it will be referred to as 'Scale 
4: The value of the programme.' 

4.5.2 The presentation evaluation questionnaire 

Sub-scale 3.1 

Sub-scale 3.2 

Sub-scale 3.3 

Sub-scale 3.4 

Sub-scale 3.5 

A presentation evaluation questionnaire was developed by the members of the EPCBP research 
project. It was based on a literature study as well as an analysis of existing measurement 
instruments. The questionnaire was tested and standardised during the piloting phase of the 
research. It consisted of 31 questions that were divided into six sections (See Table 6). 

Behaviour in terms of locus of control 

Behaviour in terms of confkct 

Behaviour in terms of rational emotive therapy 

Behaviour in terms of transactional analysis 

Behaviour in terms of adult communication 
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TABLE 6: COMPILATION OF THE PRESENTATION EVALUATION QUESTIONNAIRE 

SECTIONS I FACETS COVERED ( QUESTIONS 
~- 

Section 1 Evaluation of the presenter Question I to 5 

Section 2 Evaluation of the presenter's presentation skills Question 6 to 10 

Section 3 Evaluation of the leamine nrocess Ouestion 1 1  to 17 

11 Section 4 I Evaluation of the presentation context I Question 18 to 2 1 1 v - 

Section 5 Evaluation of the relevance/value of the programme Question 22 to 27 

Section 6 General @ngth ofthepmgramme,pace ofthepresentation, fhe bahnm bemeen the /ime Question 28 to 3 1 
rpent on fbepresentafion andgmup inm/mmcnt, which h n p g c  war used most in the 

The specific questionnaire was completed by the experimental group directly after the presentation. 
Section 5, which focused on the relevance of the programme, formed paxt of the triangulation of 
measurements. It will be referred to as 'Scale 5: Relevance of the programme' (cf. Table 17). 

The aim of Sections 1 to 4, together with Section 6, was to determine to which extent the nature and 
quality of the presentation influenced the effect of the programme. These sections form the sub-scales 
of Scale 6: Quality of programme presentation (cf. Table 18). 

4.5.3 The presenter's evaluation questionnaire 

The presenter's evaluation questionnaire, which was based on the presentation evaluation 
questionnaire, was the last measuring instrument developed for the study. Each social worker who 
presented the programme was asked to complete it and in so doing evaluate their own presentation 
skills and the relevance of the programme. Provision was also made for comments on how the - - 
programme could be improved (cf. Table 7). 

TABLE 7: COMPOSITION OF THE PRESENTER'S EVALUATION OUESTIONNAIRE 

Section 3 I Evaluation of the learning proccss I Qucstions l l to 17 

Section 4 1 Evaluation of the  resenta at ion context 1 Oucstions 18 10 2 l 11 Section 5 j Evaluation of the relevance/ value of the programme 
. 

I Questions 22 to 27 

I Section 6 General @ngth ofthepmgramme, pace ofthepmentation, the ba/mce bctwecn the Questions 28 to 36 
time rpent on thcprercntation andgmup invo/utment, which /anguage was used most in 
the presentation m we//os topics which need to bc added or omittedfmm fhcpmgrammc, 
theme, that need to be covered in ereater deoth, e/ements that were mo,t or /emf helbfulin 

The three types of measuring insttuments that were used to evaluate the impact of the Colleague 
Sensitivity Capacity Building Programme together produced a total of 14 404 individual measurements. 
The way in which these responses were processed will be discussed next. 

4.6 DATA PROCESSING PROCEDURES A N D  FORMULA 

The data collected via the triangulation of measurements were analysed in conjunction with the 
Statistical Consultation Services of the Nortl-West University: Potchefstroom Campus and by means 
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of the SAS computer programme (SAS Institute Inc., 1999))). In the analysis of the questionnaires and 
the data, three questions had to be answered consecutively. These were whether the scales were 
reliable, whether the questions were valid and whether the scales could measure change effectively. 

4.6.1 Procedure and formula for the calculation of reliability 

In order to determine the reliability of particular measuring instruments, the Cronbach alpha 
coefficient ("Cronhach alpha" or simply 'W3 of each scale or sub-scale was computed (Gravetter & 

Forzano, 2003455). A score of 0,5 or higher was considered to he an acceptable reliability coefticient 
aackson, 200387-91). 

4.6.2 Procedure for the calculation of validity 

The pilot studies and peer group evaluations were used as a mechanism to enhance theface and content 
ualiditj of questions (cf. Creswell, 2003157.8; Elmes et a/., 200355-59; Jackson, 200344-5). The results 
of the main empirical study should, however, be seen as the biggest test of the extent to which the 
requirement of validity was met. 

4.6.3 Procedure and formula for the calculation of change/effect 

In order to measure the extent to which the programme brought about change, Cohen's formula for 
the calculation of effect sue ("8') was used (Cohen, 1988: 20-7; Steyn, 2000:l-3). The reasons for this 
choice were the following: 

since a probability sample could not be drawn, respondents were viewed as a sub-population of 
the planned target population. This, however, impacted on the ability to generalize to the target 
population through inferential statistics (Steyn, 19991.2) and the utilization of statistical 
significance (eg. d-values) 
in order to determine whether the programme changed the knowledge, attitude and behaviour of 
SAPS personnel, the standardised difference was utilized to calculate effect sue (Gravetter & 
Foaano, 2003454). This entailed dividing the difference between two averages (or the mean of a 
specified value) by the standard deviation (Spatz, 2001:74). According to Steyn (2000:3), this is a 
natufal criterion for drawing conclusions regarding significance. 

A four step procedure was followed in calculating the size of the effect that the programme had on the 
respondents. The hrst step was to calculate the d-values of the scales and questions administered to 
the experimental group in particular. This indicated the influence the intervention had within the group. 
The following formula was used: 

Where: 
d = effect size 
p ,  = mean difference within the experimental group ("p,'? 
o,, = standard deviance from mean difference. 

Secondly, it was necessary to determine whether there were practical s e c a n t  differences between 
the pre and posttest scores of the experimental and comparison groups or as Jackson (2003:175) states 
"...how big a role the conditions of the independent variable play in determining scores on the 
dependent variable". In order to do this, it was necessary to determine whether the experimental 
group (e) and the comparison group (c) were comparable before the intervention (programme). This 

SELTION 2: THE JOURNAL ARTICLES 46 



was done by calculating and comparing the d-values of the two groups' pretest measurements. The 
difference had to be smaller than 0,5. In cases where there was a larger difference, a co-variance 
analysis had to be performed. In this study all the scales concerned met the requirement. 

Thereafter, the 'net change' effected by the programme was computed by scale. Cohen's formula for 
calculating effect size between two groups was udlized. The formula consists of (Cohen, 1988: 20-7; 
Steyn, 2000:l-3): 

Whm: 
d = effect size 
p, = average difference score for the experimental group (e) 
b = average difference score for the comparison group (c) 
p, - = difference between mean scores 
0 = maximum standard deviation of difference scores. 

The following gwdelines were used for the interpretation of the d-values: 
d = 0,2 indicates a small effect, implying that the research should rather be repeated to confirm 
whether there actually was an effect 
d = 0,5 indicates a moderate or medium effect, implying that the result could be viewed as 
significant. In these cases a better planned survey or experiment might produce more significant 
results 
d = 0,8 indicates a large effect which is supficant and of practical significance 
Since no absolute boundaries exist between the three d-values, concepts such as 'small to medium 
effect' and 'large effect' can be used (Spatz, 2001:74-5; Steyn, 19993). 

The last step was to conduct an effect size analysis (McWhher, 1999) on scales 4, 5 and 6. The 
experience of the programme's value and relevance as well as the influence of the quality of 
presentation could consequently be determined. The same Formula which was used to determine effect 
size within groups, was used for this purpose. It was: 

Besides effect size (d-values), descriptive statistics (totals, percentages, mean scores and standard 
deviance) were also utilized for the interpretation of certain scales and questions. 

4.7 PROBLEMS EXPERIENCED WITH THE STUDY 

The overall EPCBP research project was a difficult endeavour in terms of the extent, logistical 
requirements and the standard of measurement it necessitated. The ideal of having experimental and 
comparison groups which would be representative of the total SAPS population in terms of 
rank/post, race, gender and provincial profile could not fully materialize. Fortunately, the sample that 
was obtained met the requirements of the chosen research design. 

The undertaking of a study in all 10 SAPS provinces in South Africa involving 4 424 respondents, 146 
Social Workers and 9 researchers, led to various logistical problems. It resulted in a relatively hgh 
percentage of spoiled questionnaires (8.54'/0) and a fairly poor response rate for the presenters' 
evaluation questionnaires. The 1 139 spoiled questionnaires (out of a total of 13 331) were due to 
incomplete secret codes which barred the linking of pre and posttest questionnaires. This led to a low 
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number of usable questionnaires especially in some provinces. The 12 192 usable questionnaires and 
336 164 individual measurements/items generated by the study at large fortunately prevent the above 
issues from impacting significantly on the results. 

The utilization of hgher level statistical calculations on questionnaires which were not completely 
standardised, led to various minor problems. In some instances, the Cronbach alpha's and/or effect 
size of scales were too low. These problems were anticipated and eliminated by the implementation of 
aiangulation. 

During the study the programme was presented to all SAPS personnel rangmg from the level of 
cleaner to director. It was found that the members of the experimental group derived differentiated 
value &om the programme because of differences in their educational levels. Due to limited space, 
these individual differences will, however, not be discussed. 

Besides the internal shortcomings of the study, it was established that the Colleague Sensitivity 
programme had a significant effect on the respondents as a group. The bases of this conclusion will 
be explained below. 

5. THE RELIABILITY OF MEASURING INSTRUMENTS 

The formula for the calculation of Cronbach alpha coefficients (Gravetter & Forzano, 2003:455) was 
implemented to determine the reliability of the different scales/sub-scales that were used in the 
research. Table 8 provides a summary of the questions that were used in some of the scales and the 
results of the process. 

TABLE 8: CRONBACH ALPHA COEFFICIENT (a) FOR THE RELIABILITY OF MEASURING 
INSTRUMENTS 

Scale 1: Knofvledge re locus of control, conflict, rational emotive therapy, transactional 0.68. ' 
analysis and adult communication 

Scale 2: Am'tude towards locus of control, conflict, rational emotive therapy, 0.03 
transactional analvsis and adult communication 

Sub-scale 3.1: Behaviour in terms of locus of control 0.72. 

My ability to control my behaviout could be described as . . .. 
My ability to choose my response to a situation could be described as . . .. 
My ability to change negative feelings could be described as . . .. 

Sub-scale 3.2: Behaviour in terms of conflict 0.70. 

My ability to determine which conflict resolution style to use in a particular situation could be 
described as . . .. 
My skills in applying the various conflict resolution styles in different conflict situations could 
be described as . . .. 

Sub-scale 3.3: Behaviour in terms of rational emotive therapy 0.60. 

My ability to evaluate my thoughts to ensure that they are based on facts could be described 
as .... 
My ability to replace irrational thoughts with rational thoughts could he described as .... 

1 CL = Cronbach alpha coefficient 
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Sub-scale 3.4: Behaviour in terms of transactional analysis 0.76. 

w My ability to communicate in the adult ego state could be described as .... 
I My ability to become aware of the parent and child ego states at play in my life could be 

described as .... 
w My ability to prevent the parent and child ego states from determining my response to a 

situation could be described as .... 
Sub-scale 3.5: Behaviour in terms of adult communication 0.55. 

* My ability to communicate on the emotional level of communication could be described as .... 
My ability to be empathetic could be described as .... 

* My ability to give feedback could be described as .... 
Scale 4: The value of the programme 0.81. 

* How would you rate the overall value of the Colleague Sensitivity Course? 

Scale 5: The relevance of the programme 0.90. 

Scale 6: The quality of programme presentations (See 4 sub-s~ah below) 

Sub-scale 6.1: An evaluation of the presenters 0,8F 

Sub-scale 6.2: An evaluation of the presenters'presenkztion sk ik  0,87. 

Sub-scale 6.3: An evaluation of the learning process 0.9P 

Sub-scale 6.4: An evaluation of the presentation contexl 1 0.84. 

In the study, one of the 13 scales/sub-scales that were used did not meet the set Cronbach alpha 

coefficients requirement (cf. Table 8: Scale 2). In this case, only the effect size of some of the 

individual questions contained in the scale could be used as an indicator of change. All the other 

scales showed an acceptable level of reliabiity. 

6. THE EFFECT OF THE PROGRAMME 

In determining the effect of the programme, it was htstly accepted that all personnel would have 

gained a certain level of knowledge, developed particular attitudes and adopted specific behaviour in 

the course of their lives (Nelson-Jones, 1991:25). These levels were established by means of pretests. 

The experimental group was then subjected to the programme and their new levels of knowledge, 

attitudes and behaviour were measured by the posttest questionnaire. The comparison group was, at 

the same time, also subjected to a posttest. By comparing the two sets of results, it was possible to 

determine the net effect of the intervention (the programme). The results that were obtained by 

means of this process will be discussed in more detail. 

The questions that were used in Scale 1 set out to measure the extent to which the programme 

changed participants' knowledge regarding various topics, including locus of control conflict, rational 

emotive theory, transactional analysis and adult communication. The result is summarized in Table 9. 
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The d-value for Scale 1 reflects a medium to large net increase in the experimental group's knowledge. 

Spatz (2001:74-5) is of the opinion that a d-value of 7.3 might be significant, but that a better planned 

s w e y  could produce even more significant results (i.e. d = 0.8). 

The scale consisted of five sub-scales with three questions each. The questions which obtained a 

positive effect will be discussed. Of the respondents, 55% answered question 3 correctly in their 

pretest questionnaires and 65.22% in their posttest questionnaires. Question 8 was completed correctly 

by 33.70% of the respondents in their pretest questionnaires. This, however, increased to 49.64% 

after the intervention. The correct responses to question 13 increased Gom 11.96% in the pretest to 

29.71% in the posttest questionnaires. 

The results indicate that: 

More than 50% of the personnel knew prior to the intervention that one is responsible for the way 

one feels; a third of the respondents knew that rational thoughts cause positive feelings and 

approximately 10% were informed about the levels of communication. Therefore, there was an 

uneven dismbution of knowledge which could he due to the diverse group the programme was 

presented to (1 1% officers, 67% non-commissioned and 22% public service personnel) 

The noticeable increase in knowledge (average of 15% among the three questions) could indicate 

how new this information was to some of the respondents. It could also give an indication of the 

necessity of providing personnel with this kind of information. 

It is interesting that two of the three questions were formulated with a "not" in the question. The rest 

of the questions in the scale led to negative change. An analysis of these questions indicated that they 

were too difficult for respondents who were unfamiliar with the terrain being dealt with. 

6.2 THE PROGRAMME'S EFFECT O N  ATTITUDE 

The questions in 'Scale 2: Attitude' were based on Barker's (1995: 29) view of an attitude as being 

" ... a mental predisposition or inclination to act or react in a certain way". For this study it would 

imply whether the employee would manage his/her relationships in a certain way. Although six of the 

questions that were contained in this scale produced measurable effect sizes (see Table lo), the scale as 

a whole also did not achieve an acceptable level of reliability. It was, therefore, only possible to analyse 

the results of some individual questions. 
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TABLEIO: EFFECT SIZE OF INDIVIDUAL OUESTIONS IN SCALE 2: ATTITUDE 

'& I EXPERIMENTAL I COMPARISON I i I E F F E ~ -  1 

23 People's irrational thoughts stem 
from hel~emng their own unproven 201 0.6174 41 -0.146 1.3531 0.57 
negative self-talk 

24 To prevent inational thoughts, 
people should not dwell on their 203 0.2611 41 -0.098 1.3371 0.27 
inadequacies and fdures 

17 I feel confident about the course my 
life is taking 

21 Competing is used when you realize 
that you are wrong 

22 We are caoable of irrational rhinkine 

Five of the six questions that were used to measure attitudinal change produced a small to medium 
effect size, while question 23 was a little above medium (see Table 10). If taken as a whole, the results 
indicate that change did occur, but could have been more significant if the measurement instrument 
was better formulated (Spatz, 2001:74-5). It was, therefore, necessary to try to identify the reasons for 
the somewhat inconclusive results. In this regard, the focus will be on the results achieved with 
individual questions as far as the experimental group was concerned. 

In question 16 the percentage of respondents who completed the answer correctly prior to the 
intervention (46.4g0/o) decreased by 2% in the posttest. This indicates that the question did not 
succeed in measuring a s e c a n t  change in attitude re the role that fate plays in their lives 
In question 17, the percentage of respondents who answered the question correctly in their pretest 
(77.22'/0) increased to 82.83% in the posttest. The htgh number of appropriate answers in the 
pretest indicates that the question was too easy to start with. In spite of this, this result indicate 
that the programme had an effect on the personnel's evaluation of the course which their lives 
were taking 
Question 21 tested respondents' comprehension of the purpose of the various conflict resolution 
styles. The question was correctly answered by 41.86% of the respondents in the pretest. There 
was, however, a 9% decrease in correct answers in the posttest. This tendency could especially be 
attributed to the difficulty of the question 
Question 22 seemed to have been too easy because 76.92% of the respondents answered it 
correctly in the pretest. This increased marginally to 77.88% in the posttests 
Question 23 was correctly completed by 62.02% of the respondents in their pretest questionnaires 
and by 76.92% in their posttest. This is an increase of 15% which indicates that this question 
succeeded in measuring that some personnel were not aware that irrational thoughts stem from 
unproven negative self-talk. The question also produced a d-value of 0.57 which is indicative of a 
medium effect 
Question 24 was answered correctly in the pretest questionnaires by 78.78% of the respondents. 
This percentage increased to 83.14% in the posttest questionnaires. This relatively easy question 
produced a d-value of 0.27 and, therefore, showed a smaIIeffect 

2 0 = maximum standard deviation of difference scores 
3 PI = avcragc difference score for the experimental p u p  
* p2 = avcrage difference score for thc comparison p p  

204 

202 

205 
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40 

41 

-0.098 

-0.175 

-0.268 

1.1997 

1.6017 

1.3606 

0.28 

0.41 

0.27 



The formulation of all the other questions seemed to have been problematic. In the case of 
questions 25,26,27 and 28 it was established that most of the respondents knew the appropriate 
answers prior to the intervention. These questions could consequently not measure 
change/growth. One other question (429) was too technical for respondents who were exposed 
to information for the first time. 

From the results obtained with Scale 2, it was concluded that it did provide some indications of a small 
to medium effect, but that the scale is not reliable enough to prove this tendency beyond reasonable 
doubt. This issue will be addressed in the Further standardisation of the measurement instruments. 

6.3 THE PROGRAMME'S EFFECT ON BEHAVIOUR 

As in the case of most of the other personnel capacity building programmes, the primary aim of the 
Colleague Sensitivity programme was to bring about some measure of change in the respondents' 
intended behaviour. For this reason, five behaviour related sub-scales were developed and included in 
the KAB questionnaires. They focused on locus of control conflict management, rational emotive 
theory, transactional analysis and adult communication respectively. The results that were generated 
from each of these sub-scales wil l  be discussed seperately. 

6.3.1 Effect in terms of locus of control 

Sub-scale 3.1 measured intended behaviour concerning locus of control. In other words, whether the 
respondent viewed hirn/herself as being able to manage &/her behaviour. The results obtained are 
depicted in Tabel 11. 

TABLE 11: EFFECT SIZE OF SUB-SCALE 3.1: BEHAVIOUR IN TERMS OF LOCUS OF CONTROL 

The d-value of 0.54 that was generated from Sub-scale 3.1 indicates that the programme brought 
about a medium level of change in respondents' behaviour in terms of locus of control. Although Spatz 
(2001:74-5) and Steyn (19993) point out that a better planned survey might produce more significant 
results, the acquired results are considered to he of importance to the outcome of this research project. 

The sub-scale consisted of three questions. The effect obtained by each question will be discussed in 
order to establish where the programme's strong and weak points are. Question 31 was answered 
correctly by 68.08% of the respondents in their pretests and this increased to 75.29% in the posttest. 
There were 64.1% correct responses to question 32 in the pretests and 72.59% in the posttest 
questionnaues. Que~tion 33 generated 53.34'/0 correct answers in the pretest questionnaire and 66.15% 
in the posttest. These results shows that: 

more than 50% of the personnel indicated that they would be able to manage their responses to 
situations in their pretest questionnaires 
respondents found changmg negative feelings (Question 33) the most challengmg. 

From the Scale's d-value and the response to individual questions it can be concluded that the 
programme did bring about a medium level of change in the experimental group's locus of control 
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related behaviour. This can be viewed as very important because it addresses a dimension of human 
Functioning which is notoriously difficult to change. 

6.3.2 Effect in terms of conflict 

For the purpose of the formulation of the questionnaire, conflict was seen as ".. .an e$mssed stnrgh 
between at least hm interdtpendentpartt'es who perceive theirgoah, scarce nwanls and inteffenncefmm the otherpanj in 

achieving their goals" (Adler, 1987:337). The questions of the sub-scale focused on respondents' 

perceived ability to match and apply the various conflict resolution styles to particular situations. The 
results are reflected in Table 12 and discussed below. 

TABLE 12: EFFECT SIZE OF SUB-SCALE 3.2: BEHAVIOUR IN TERMS OF CONFLICT 

EXPERIMENTAL GROUP (e) COMPARISON GROUP (c) 
0 

A d-value of 0.27, as the one obtained through Sub-scale 3.2, is interpreted by Spatz (2001:74-5) and 
Steyn (1999:3) a representing a small @kt. This implies that a study should rather be repeated in order 
to c o n h  that change did indeed occur. 

An analysis showed that Question 34 was answered correctly by 47.67% of the respondents in their 
pretest questionnaite. 7his percentage increased to 63.85% in the posttest. Question 35 was answered 

correctly in the pretest by 44.53% of the respondents, while 61.92% answered the question correctly in 
their posttest. This difference of 17.39% shows an increase in the respondents' perceived ability to 
apply the various conflict resolution styles in different conflict situations. 

6.3.3 Effect in terms of rational emotive theory 

In the Colleague Sensitivity programme, the rational emotive theory was used to explain that "...the 
way you intetpret a certuin happening, rational4 or irrationalb, will determine whetheryou find emotional 
happiness or unhappiness" (Adler, 1987:126). The questions in Sub-scale 3.3 consequently focused on 
respondents' intent to replace their irrational thoughts with rational ones. The results obtained are 

summarized in Table 13. 

TABLE 13: EFFECT SIZE OF SUB-SCALE 3.3: BEHAVIOUR IN TERMS OF RATIONAL EMOTIVE 
THEORY 

The d-value of 0.58, which was obtained with the implementation of Sub-scale 3.3, indicates a medium 
effect (cf. Spatz, 2001:74-5; Steyn, 19993). This result should, within the context of the study, be 
viewed as important because it indicates that the majority of the respondents were better able to 
manage irrational thoughts after the programme than was the case before it was presented. 
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Two questions were asked to establish the personnel's perceived ability to implement the principles 
underlying the rational emotive theory. Question 36 was answered correctly by 63.42% of the 
respondents in their pretest and by 73.46% in the posttest, while in the case ofQuestion 37, the increase 
was from 49.21% to 65.50%. An interesting implication of these statistics is that a substantial number 

of respondents already applied RET principles before the programme started. 

6.3.4 Effect in terms of transactional analysis 

The programme uses transactional analysis as a ':..method of examining this one transaction wherein I do 

something to you andyou do something back. Determining which part o f  the mu/t$le natured individuaI is being 
activated" (Harris, 1973:12). The questions in Sub-scale 3.4 intended to establish the respondents' 
perceived ability to communicate in the adult ego state, their ability to become aware of the other ego 
states and their ability to prevent these ego states from dictating their responses to situations. The 

results are displayed in Table 14. 

TABLE 14: EFFECT SIZE OF SUB-SCALE 3.4: BEHAVIOUR IN TERMS OF TRANSACTIONAL 
ANALYSIS 

Sub-scale 3.4 produced a d-value of 0.3. This implies that, in terms of transactional analysis, the 
programme only had a smaN effect (cf. Spatz, 2001:74-5; Steyn, 1999:3). 

An attempt was made to identify the reasons why the programme only achieved the small effect in the 
particular field. From an analysis of the responses to individual questions it became apparent that the 
respondents' ability to practice the required behaviour was already quite well developed before the 
start of the programme. For example, in the case ofQuestion 38, 71.98% of the pretest questionnaires 
were correct/appropriate (postest = 76.45%), while Question 39 produced 60,85% correct answers in 

the pretest hosttest = 69.49'/0). Question 40 was answered correctly by 48.26% of the respondents in 
their pretest and by 66.92% in their posttest questionnaires. r\ further analysis of questions and 
responses indicated that: 

respondents were of the opinion that they would be able to identify when they are communicating 
from their parent, adult or child ego states, but they weren't quite as confident that they would be 
able to prevent the parent or child ego states From determining their responses. This was indicated 
by the pretest questionnaites which were completed before the intervention 
The posttest questionnaires revealed an increase in the personnel's ability to identify From which 
ego state they were communicating and there was a 17% increase in the respondents' perceived 
ability to prevent the parent or child ego states from determining their responses. 

6.3.5 Effect in terms of adult communication 

Because the levels of communication, empathy and feedback are covered in some detail in the 
programme, the questions in Sub-scale 3.5 focused on respondents' perceived ability to communicate 
on the emotions level, to be empathetic and to give feedback. The results are set out in Table 15. 
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TABLE 15: EFFECT SIZE OF SUB-SCALE 3.5: BEHAVIOUR IN TERMS OF ADULT 
COMMUNICATION 

COMPARISON GROUP (c) 
0 I EFFECT SIZE (d) 

The d-value of 0.7 that was obtained with Sub-scale 3.5 indicates that the programme had a medium lo  

large effect (Spatz, 2001:74-5; Steyn, 1999:3) on the experimental group's communicative behaviour. 
This result is very close to that of practical significance (i.e. d = 0.8) and, therefore, of importance to 

the study. 

In order to 6nd out which areas of behaviour were influenced the most by the programme, the three 
constituent questions of the scale were analysed further. Question 41 was answered appropriately by 

53.07% of the respondents in their pretest. In the posttest, 63.07% respondents indicated that they 
would be able to communicate on a deeper level in the future. The ability to demonstrate empathy 
was indicated by a 55.42% positive response in their pretest and this increased to 70.76% in the 
posttest. In total, 67.69% of the respondents were able to give feedback prior to the intervention and 
this increased to 77.30% afterwards. From these and other indicators, it was deduced: 

that the programme brought about an average of more than 10% increase in respondents' 
perceived abity to communicate at a deeper level, to be empathetic and to give feedback 

but that, although the respondents were of the opinion that they could communicate on the 
emotional level, they were least comfortable with this and 

that the exercises in the programme probably had the biggest influence on the respondents' ability 
to communicate on the adult level. 

In summary it may be said that the sub-scales that measured behaviour related d-values on average 
indicated medium effects. This is substantiated by the posttest questionnaires that consistently reported 

an increase in perceived ability. It could, therefore, be concluded that the ptogramme definitely 
impacts positively on personnel's behaviour. 

If all the scales and sub-scales of the KAB questionnaires are taken as whole, it is clear that the 
programme's effect ranges from small in some areas to large in others. If the views of Spatz (2001:74- 
5) and Steyn (1999:3) are taken into account, this would imply that some facets of the research should 

be repeated to contirm - beyond a reasonable doubt - that change actually occurred. The relatively low 
effect levels in some scales/sub-scales can be attributed to somewhat flawed questions. This was, to 

some extent, substantiated by their lower Cronbach alpha coefficients (cf. Table 8). In any new 
research, special attention should, therefore, be given to the further improvement and standardisation 

of the questionnaires. 

In spite of deficiencies in the KAB questionnaires that were developed especially for this study, some 
of the results were quite impressive. Generally, the programme brought about a marked increase in 
the experimental group's knowledge especially of adult communication, RET and locus of control (cf. 
Table 9). Although the results that were achieved with behaviour modification could be described as 
somewhat spotty, it generally tended to be on the medium to large side. There was especially a marked 

improvement in the respondents' ability to communicate on the adult level (see Table 7), while there 
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was also a discemable change in theit locus of control (cf. Table 11) and RET related behaviour (cf. 

Table 13). Because of deficiencies in the questionnaire, no conclusive results were achieved regarding 
the extent to which the programme had an impact on its recipients' attitudes. Individual questions, 

however, indicated at least a small to medium effect (cf. Table 10). 

The data that was generated by the KAB questionnaires contained indications that the programme 
was of particular value to the respondents and relevant to their personal and professional lives. 
These two issues were, however, more formally measured by two scales that were specially designed 

for this purpose. 

7. THE VALUE OF THE PROGRAMME 

The posttest questionnaire included six questions on the value of the programme. Respondents were 
requested to evaluate the value the programme and the themes it dealt with. The four point Likert- 
type scale used made provision for responses ranging fiom "It had no or little value" to "It had a lot 
of value." The results are contained in Table 16. 

TABLE 16: EFFECT SIZE AND DISTRIBUTION OF RESPONSES TO SCALE 4: THE VALUE OF THE 
PROGRAMME 

QUESTIONS I EFFECT 
SIZE (d) - 
1.43* 

TIONS AP 
I /  ban &/ow 
mrqe V I ? ,  

11 
(5.16%) 

RESPON 
't hod oh9.Z 

~ I u e  

98 
(46.01%) following 

component have for 

15. What value did the 
following 
component have for 
you: "Personality 
types" d 
following 
component have for 
you: "Confict" 

SKGiqiT following 

component have for 
you: "Rational 
Emotive Theory" 

GGGzxqr following 

component have for 
you: "Labelling" 

following 
component have for 
you: 'Transactional 
,hdvsis" 
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I 
50. What value did the 21 1 2 11 73 125 3.521 0.642 1.59* 

foUowing (0.95%) (5.21%) (34.60%) (59.24%) 
component have for 
you: "Adult 
Communication" 

The data contained in Table 16 indicates an exceptionally positive evaluation of the value of the 

Colleague Sensitivity programme as a whole, as well as its individual themes. This argument is derived 

from the results produced by question 51. The d-value of 2.04 is much htgher than the 0.8 Spatz 

(2001:74-5) and Steyn (1999:3) considered to indicate a practically sigmficant effect size. This finding 

is further substantiated by the fact that 96.26% of the respondents were of the opinion that the 

programme had either an "above average" or "a lot of value." In the other questions, the same trend 

came to the fore. 

It was decided to place the data within the context of tdangulation. This data wtll, in other words, be 

compared with the data obtained from the KAB questionnaires in order to determine the nature of the 

effect that the Colleague Sensitivity programme had on SAPS employees. In this way, a more 

complete, holistic and contextual portrayal of the varied dimensions of the impact will be obtained It 

would also seme as a method of testing the consistency of the measurements. 

question 44 dealt with the value of the component locus of control. It referred to the philosophy 

of the programme and how it was linked to the theory of locus of control as well as the 

questionnaire that was completed. The question produced the second highest effect size in Scale 

4, namely 1.43. Such a d-value is considered to be of practical sign2f;cance (cf. Spatz, 2001:74-5; 

Steyn, 19993). This finding was substantiated by the fact that 93.9% of respondents indicated that 

they derived an 'above average' to 'a lot of value' from the component. In the KAB questionnaire, 

Question 3 measured an increase in knowledge (cf. Table 9) and the scale which measured 

behaviour change showed a medium effect (cf. Table 11). Questions 16 and 17, however, 

indicated only a small change in locus of control related attitudes (cf. Table 10). It would, 

therefore, seem as though the results in Table 16 c o n h  the increase of knowledge and change of 

behaviour and conttadict the small change in attitudes. This could be viewed as proof of the 

inadequacies of the questions contained in Scale 2 and an indication that the effect of the 

programme on attitudes was larger than those measured. Similar patterns were found regarding 

the other questions contained in Scale 4 

question 45 dealt with the component 'personality types', where the Keirsey Temperament Sorter 

was completed and respondents got to know each others' temperament styles. This component 

obtained a d-value of 1.42 and was thus also practicab szgnzjcant. An 'above average' or 'a lot of 

value'was derived from the component by the 92.92% of the respondents 

question 46 focused on the conflict component of the programme and produced a practical 

s~gn@cant d-value of 0.95. Although this was one of the lowest effect sizes in the scale, 88.15% of 
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the respondents derived an 'above average' to 'a lot of value' from it. Comparisons with the results 

of the KAB questionnaires were hindered by the flaws in the formulation of the knowledge and 

attitude questions. The scale on behaviour (Table 12) produced a small effect and a further analysis 

of the data revealed positive changes of nearly 20%. Once again it seems as if Table 16 confirms 

the outcomes and shortcomings of the KAB questionnaires 

question 47 dealt with the value of the rational emotive theory (RET). This component dealt with 

especially the influence which thoughts have on the management of emotions and behaviour. 

According to Spatz (2001:74-5) and Steyn (1999:3), the d-value of 0.95 which this scale produced is 

practicalb signzficant. The component's rating was similar to that of 'contlict' and 86.86% of the 

respondents placed it above the average baseline. When this result is compared with those 

obtained by means of the KAB questionnaire, is becomes clear that this component ought to have 

had a bigger impact than those that were measured. This is especially true as far as the change of 

attitudes are concerned 

question 48 covered the value of the labelling' component. It produced a d-value of 0.97 which is 

considered to be of practical significance. This component was rated as the firth most important 

contributor to the success of the programme. Labelling either had an "above average" or "a lot of 

value" for 85.85% of the respondents. Since this component was not covered by the KAB 

questionnaire, the results cannot be compared 

question 49 measured the value of the transactional analysis (TA) component and produced a 

practical significant d-value of 1.40. Compared to the other components, TA was considered to 

have been the fourth most valued component and 92.93% of the respondents placed it above the 

average baseline. Due to the flawed formulation of questions, the I U B  questionnaire did not 

succeed in measuring a change in knowledge or attitudes. The scale measuring behaviour showed 

a small effect. The component ought, therefore, to have had a bigger impact than those that were 

measured 

question 50 set out to measure the value of the adult communication component. It generated the 

hghest effect sue measure of all the components, namely 1.59. This £inding was substantiated by 

the fact that 93.84'/0 of the respondents were of the opinion that it had either an "above average" 

or "a lot of value" and that the KAB questionnaire indicated a nearly significant increase in 

knowledge and change of behaviour. The questions that were used to measure attitudinal change 

were unable to produce measurable results. 

The following conclusions could be drawn from the data produced by Scale 4: 

all the individual components of the programme contributed to the exceptionally positive 

evaluation of the programme as a whole 

the effect sue measures generated about the value of components definitely indicated practical 

significance. p e  lowest d-value 0.95 was much hgher than the 0.8 Spatz (2001:74-5) and Steyn 

(1999:3) consider to indicate practical s@cance] 

the effect was constantly substan&ted by the percentage of respondents who were of the opinion 

that the programme had either an "above average" or "a lot of value." (I'he lowest percentage was 

85.85°/o] 
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the data obtained from Scale 4 supported the outcomes of the knowledge and behaviour analysis. 

This confumed the positive effect of the programme in spite of the shortcomings experienced in 

the scales and sub-scales of the K h B  questionnaires 

the big effect sizes achieved with Scale 4 somewhat contradicts the small to medium effect 

measurements attained with the attitude related questions. It could, therefore, be concluded that 

the programme had a larger effect on attitudes than those contained in Table 10 

the components which were not measured by the KAB questionnaire, i.e. personality types and 

labelling, were also valued hqhly 

adult communication generated the largest effect size, followed by locus of control and 

transactional analysis 

conflict and rational emotive theory produced the smallest d-values (0.95) in the scale, but these 

were still practical significant. An analysis of the data did not provide any clear reason why these 

components were rated lower than the rest 

the programme seemed to be able to bring about behaviour change, which is extremely important 

for the programme to reach its goal. 

The results of Scale 4 proved conclusively that all the components of the Colleague Sensitivity 

programme were of great value to the respondents and c o n h e d  that it did have a significant effect, 

especially on their behaviour. 

8. THE RELEVANCE OF THE PROGRAMME 

The experimental group's view of the relevance of the Colleague Sensitivity programme was the fifth 

aspect that was measured in the study. The reason for also focusing on this facet was the fact that any 

given programme could have a large effect on its participants, but compared to other available capacity 

buildmg and general training programmes, not be deemed a hqh priority. It was, therefore, necessary 

to ascertain whether the CS Programme had any relevance to the SAPS personnel's professional and 

personal lives. This measurement also formed part ofthe triangulation process. 

A relevance scale (Scale 5) was included in the presentation evaluation questionnaire and consisted of 

six questions. These questions dealt with issues such as the extent to which the programme stimulated 

the respondents' creative thinking and the extent to which they could use the newly gained knowledge 

and insight in their jobs. The collected data were subjected to the same type of statistical analysis used 

for the measurement of effect size within groups (cf. 4.6.3). The only difference was that the formula 

for the calculation of d-values had to be adjusted to make provision for a single post-measurement of 

one group. Consequently the formula consisted of the following: 
Mean per scale minu the central point of the scale 

d-value = 
Standard deviance (Cohen in Steyn, 1999: p.5) 

In order to compare the relevance of the Colleague Sensitivity programme with that of the capacity 

building programmes in general the collective mean score of all the programmes was calculated and 

included in Table 17. It is not the purpose of this comparison to show which personnel capacity 

building programme was most or least relevant, but to provide additional criteria against which 

different dimensions of relevance could be measured. 
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The focus will be primarily on the interpretation of data related to the Colleague Sensitivity 

programme and the information regardmg capacity building programmes in general will be discussed 

secondarily. The effect sue of the relevance scale is set out in Table 17. 

TABEL 17: EFFECT SIZE OF SCALE 5: RELEVANCE OF THE PROGRAMME 

With an effect sue of 2.19, it is clear that the Colleague Sensitivity programme is perceived to be 
extremely relevant. This conclusion is substantiated by the fact that the effect sue in the case of 
Question 27 "All SAPS personnel should receive this course/programtnee" was a remarkable 2.53 (cf. 
Table 17). This d-value was hlgher than the 2.28 generated by the capacity building programmes 
collectively. 

There could be two possible reasons for this result. The first is that the programme addresses issues 
that represent the felt need within the organisation. The second reason could be that it empowers 
personnel to approach situations differently and think of creative ways to solve problems. This 
argument is substantiated by question 22 which obtained the lughest d-value (1.77) of the Colleague 
Sensitivity programme. This d-value was also lugher than that of the programmes collectively (1.57). 

The following conclusions were reached when the effect sue of the other questions was compared to 
those of the capacity building programmes as a whole: 

the thkd lughest impact the Colleague Sensitivity programme had was reflected in Question 25: 'I 
will be able to appb the new knowledge and inszgbt in my &y lfe'e': The question produced a d- 
value of 1.72. This was substantiated by the d-value of 1.69 produced by Question 26, which 
focused on the influence the programme has on the way a person lives his/her life. These d-values 
compared favourably with the 1.76/7 obtained by the programmes collectively 
question 23, which referred to the application of the knowledge to the j& produced the fourth 
lughest effect size. If this d-value is compared with the 1.51 generated by Question 24 that also 
focused on the effect the programme had on personnel J& performance, a small difference is 
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noted. The same trend was, however, prevalent in the results obtained from the PCBP's 
collectively 
questions 23 t o  26 inter alia also dealt with knowledge, attitudes and behavioural change. In terms 
of triangulation, their extremely hlgh effect sizes further vindicate the conclusions reached 
regarding tlaws in some of the scales. It is, therefore, clear that the Colleague Sensitivity 
programme must have had a sgn16cant effect on respondents' knowledge and behaviour, as well 
as attitudes. 

The following conclusions were made regardmg the relevance of the Colleague Sensitivity programme: 
all d-values were sgn16cant 
the mean scores all resorted under the category "stmngly agree" 
the d-values generated by the Colleague Sensitivity programme compared favourably with that of 
the programmes collectively 
the programme is relevant for all personnel irrespective of rank/post, race/gender or province 
it stimulates creative thinking for dealing with relationship problems - - ~ 

it is applicable to both personal and job related interpersonal relations and is, therefore, 
both a personal empowerment tool and a job enrichment instrument. 

THE INFLUENCE OF THE QUALITY OF PRESENTATION 

Apart from the measurement of the direct effect of the programme, it was also necessary to determine 
the influence that the quality of the programme 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 in all 10 SAPS provinces by a total of 11 different social workers. 

In order to determine the overall quality of the programme presentation, a specific scale was 
developed and included in the presentation evaluation questionnaire. This scale, entitled "Scale 6: 
Quality of presentation," consisted of four sub-scales. Sub-scales 6.1 and 6.2 were used to assess the 
presenters and focused both on their expertise and presentation skills. According to Rooth (2000:89), 
these are essential for effective progtamme presentation. Sub-scale 6.3 dealt with the quality of the 
learning process and Sub-scale 6.4 with the context in which the presentation took place. 

The presentation evaluation questionnaire also included general questions. Respondents measured the 
length of the programme, the presentation pace, the balance between lectures and group involvement, 
as well as the language in which the programme was mostly presented. 

The data generated by Scale 6 are summarized in Table 18. For the sake of interpretation, it is 
presented together with the data of the capacity building programmes collectively. 

TABLE 18: EFFECT SIZE OF SCALE 6: QUALITY OF PRESENTATION 

I THE COLLEAGUE SENSITMTY PROGRAMME 
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- -  

. The Dresenter could linkthe 

3. The presenter was able to 
explain difficult and abstract 
concepts 

. The presenter succeeded in 
keeping me interested in the 
subiect 

5. The presenter was 
enthusiastic about the 
subiect he/she taught. a 

Sub-scale 6.2: Evaluation of 
!be resenters'presentation 
iki d' s 

5. I could dearlv hear what the 
presenter was saying (e.g. it 
was loud enough and in an 
accent that I c&ld 
understand) 

7. 'lhe prcscnrcr was skiltid in 
the usr of thc rcachine mcha u 

(e.g. transparencies and or 
writing on newsprint/the 
blackboard) 

3. The presenter encouraged 
participant involvement (e.g. 
by a s h g  questions and or 
~romotinz discussions) 

9. The presenter prepared 
himself/herself thoroughly 
for the presentation 

10. What is your overall rating of 
the presenter's presentation 
skills? 

Sub-scale 6.3: Evaluation of 
the learning process 

11. In the beginninz, the 

expect during the 
course/programme 

12. The oresenter made sure that 
participants understood a 
subject before continuing on 
to a next subject 

13. At the end, the presenter 
gave a summary of the 
material that was covered 

14. The presenter was able to 
communicate on my level 

15. It was easy to understand the 
material that was presented 

16. The m a t e d  that was 
covered, will be useful 

17. The course stimulated mv 
interest in the subject. 
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Sub-scale 6.4: Evaluation of 
!he presentation context 

18. How would vou rate the 
venue? 

19. How would vou rate the 
aualitv of the leamine 
A ,  - 

material that was presented? 
20. How would vou rate aualitv 

of the teachi& media 1e.g ' 
transparencies and or 
handouts)? 

21. How we1 was the course/ 
programme organised? 
P 

The implications of the various sub-scales will be discussed below. 

9.1 THE INFLUENCE OF THE PRESENTER 

The overall r a w  (2.24) of the presenters' level of expertise was very lugh (cf. Table 18). The 
difference between this rating and the effect size of 2.06 for the capacity building programmes 
collectively might indicate that the 11 social workers that presented the Colleague Sensitivity 
Programme were relatively better equipped for this task than the rest. This could be due to the special 
requirements assodated with CS training (cf. heading 3). 

The d-value of 2.09 generated by Question 1 is much lugher than the 0.8 Spatz (2001:74-5) and Steyn 
(1999:3) consider to indicate a practically s@cant effect size. Consequently, it seems that the 11 
presenters of the Colleague Sensitivity programme were evaluated to be extremely knowledgeable 
about the subject matter. The mentioned effect size was also lugher than the 1.84 produced by all the 
capacity building programmes collectively. This could indicate that the programme requires presenters 
to be extremely knowledgeable in order for them not to focus on the content, but on the group 
process. 

Question 4 produced the second lughest effect size relating to the Colleague Sensitivity programme 
(1.82). This rating, which was a bit lugher than the 1.71 for the programmes collectively, indicated that 
the presenters succeeded in keeping the learners interested in the subject. One could hypothesize that 
presenters need to be skilled in keeping participants interested in the subject, since the abstract nature 
of the content and the group discussions could lead to learners losing track of the actual message. 

The Colleague Sensitivity programme managed to obtain much lugher d-values for questions 2 and 3. 
The presenters' ability to link the material to the participants' kvel of knowledge was rated 1.73 as 
opposed to the 1.57 generated by the programmes collectively, while the ability to explain difficult 
concepts scored 1.76 vs. 1.53. These ratings add additional motivation why presenters need to be 
skilled in presenting the programme. The presenters' enthusiasm was also evaluated to be shghtly 
lugher than that of the programmes collectively (1.65 vs. 1.62). 

Since all the effect size ratings were above 0.8, it is clear that the presenters' competencies regarding 
the presentation of the Colleague Sensitivity programme were of a hgh  quality. Consequently, it could 
be concluded that a lugh level of expertise was demonstrated in the presentation of the programme 
and that this factor would not have had a detrimental effect on the programme's impact. 
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The overall d-value of 2.82 that was generated by the Sub-scale 6.2 indicates a practically significant 
effect in this dimension (cf. Spatz, 2001:74-5 and Steyn 1999:3). This measurement differs markedly 
from the 2.27 obtained by the programmes collectively. The presenters' presentation skills were, 
therefore, evaluated to be of an extremely hgh  quality. The following could be deduced from some of 
the individual questions that constituted the sub-scale: 

question 8, which focused on the encouragement of participant involvement, obtained the hghest 
d-value of 2.43. The effect size raang was significantly higher than the 1.96 of the programmes 
collectively 
question 10 generated the second hlghest d-value in the sub-scale, but its 2.33 was lower than the 
2.77 produced by the PCBP's collectively. No reason for this discrepancy could be found 
the d-value (2.18) generated by Question 9 indicates that the presenters of the Colleague Sensitivity 
programme acknowledged the importance of thorough preparation. This d-value was higher than 
that produced by the programmes collectively (1.74) 
the CS programme's presenters use of teaching media (Question 7) was rated higher than that of 
the PCBP's collectively (1.82 vs 1.60). The detailed design of the p r o v e  content and media 
could have contributed to this difference. 

Since all the sub-scale's questions generated significant d-values that were mostly hlgher than that of 
the programmes collectively, it is clear that the very nature of the Colleague Sensitivity programme 
requires a hgh level of skill. Presenters seemed to have acknowledged this and were consequently 
thoroughly prepared. This also contributed to their ability to reach programme objectives. 

9.3 THE INFLUENCE OF THE LEARNING PROCESS 

Although the overall effect size of 2.04 for Sub-scale 6.3 is high, it is basically the same as the 2.06 for 
the capacity buildmg programmes as a whole. The following could be deduced Erom the individual 
questions: 

it would seem that the factor which contributed most toward the successhl presentation of the 
programme was the fact that participants understood the subject matter before moving on to the 
next. Question 12 generated a d-value of 1.91, which was also hlgher than the 1.75 produced by 
the programmes collectively 
since Question 14 obtained the second highest d-value (1.89), it seems as though respondents 
valued the presenters' ability to communicate at their level. This rating was also hlgher than the 
1.76 generated by the PCBP's collectively. This aspect is important since it enables individuals to 
progress with the group 
the d-value of 1.74 for Question 16 indicates that the material was considered to he useful. This 
compares favourably with the effect size of the combined PCBP's 1.68. In the Colleague 
Sensitivity programme, material is used as a means to an end and the results seem to indicate that 
the material does complement the learning process 
question 17's d-value of 1.74 indicated that the course sdmulated participants' interest in the 
subject. This was also the case with the other programmes, since they produced a d-value of 1.69 
the presenters tended to provide a summary of the material covered at the end of the workshop 
Question 13). This was also done in the other programmes as well (d-value of 1.62 vs. 1.54). With 
the Colleague Sensitivity programme, this is extremely important since the themes build on one 
another. A summary consequently allows pamupants to form a complete view of the programme 
the small difference in effect size (1.55 vs. 1.72) inguestion 15 indicates that the material covered 
in the Colleague Sensitivity programme was not as easy to understand as that contained in the 
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other programmes. This might explain why presenters focus so much on ma- sure respondents 
understand a subject before moving on to the next and why they needed to be skilled in facilitating 
the group process 
there was also a small difference in effect size for Question I1 (1.15 vs. 1.48). This indicated that 
presenters of the Colleague Sensitivity programme need to pay attention to giving a clear overview 
of what could be expected during the programme. A factor that might influence the experience 
regarding the provision of a clear overview is the fact that the terminology referred to is unfamiliar 
to the respondents and that they only become acquainted with it as the presentation progresses. 

9.4 THE INFLUENCE OF THE PRESENTATION CONTEXT 

Sub-scale 6.4 generated a d-value of 1.92 as opposed to the 2.49 obtained by the programmes 

collectively. This reflects a practical significant difference in effect size. It indicates that the 
deliverables were of a htgh quality, hut were not always on a par with that of the other programmes 

and could, therefore, be improved. 

Some of the reasons for the programme's lower 'score' could be found in the responses to individual 
questions. These were the following: 

question 21 generated the htghest d-value (1.95) of Sub-scale 6.4. This indicates that respondents 

were of the opinion that the course was well organised. There is, however, a marked difference in 
effect size when this is compared with the 2.34 produced by the PCBP's as a whole. The reason 
for this might be found in the presenters' clarifying notes Fable 29) where it was indicated that 
employees were not informed that they were nominated well in advance 
the quality of the transparencies and handouts was rated second lughest at 1.91. There was, once 

again, a difference when this d-value was compared with the 2.36 of the programmes collectively. 
This might also be datified by presenters that indicated that the programme could be improved by 
transparencies that summarising each module (see Table 29) 
the d-value of Question 19, which measured the quality of the learning material, was 1.72. 
Although this is practically significant, it differed moderately From the 2.41 obtained by the PCBP's 
collectively. This result could once again be linked to the presenters' recommendations concerning 
the improvement of the programme. They mentioned that more practical exercises were needed 
question 18 allowed participants to rate the venues in which the Colleague Sensitivity programme 
were presented It produced a d-value of 0.96 as opposed to the 1.36 generated by the 
programmes as a whole. In spite of this lower rating, it did not seem to have influenced 
participants' experience of the programme sgdcantly. 

9.5 OTHER INFLUENCES 

The presentation evaluation questionnaire also covered a number of other issues that could have 

had a positive or a negative influence on the programme's effect. These entailed the length 
(duration) of the programme, its pace, the balance between presentation and group involvement and 
the language in which the programme was conducted. Because of the type of questions that were 
used, it is only possible to interpret the data by means of descriptive statistics. 

Respondents evaluated the length of the programme by means of a five-point scale. The results are 
presented in Table 19. 
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TABLE 19: THE LENGTH OF THE PROGRAMME 

The programme's mean score of 3.17 falls shghtly above the mid-point of the category "The length 
was just right". This is mainly due to 24.88% of the respondents who were of the opinion that the 
programme was either a little or much too short. Although this compared quite favourably with the 
mean of the capacity programmes as a whole, it should be seen as an area of concern. In spite of this 
potential deficiency, it did not seem as though the length had any marked negative influence on the 
effect on the programme. However, it might have reflected in the respondents' experience of the 
presentation context. Further invesagation into the matter revealed that one of the presentations 
commenced two hours late each day. The presenter also indicated that it definitely impacted on the 
presentation. Another presenter needed to present the programme in one day (cf. Table 29). 

As in the case of the length of the programme, respondents were requested to evaluate the pace of the 
presentation. ?his was conducted by means of a five-point scale and the results are contained in Table 
20. 

TABLE 20: THE PACE OF THE PRESENTATION 
w - 

Q u E m O N  
29 

How w a L Y O u  RATE THE PACE OF THE PRESEBTATION? MEAN FOR 
MEANFOR 

COLLWIITVE 
1.Thcp~~ 2. T k p  3. T h p m  4 . T h p  5. T k p  COLLWGUE PROGRAM- 
mmuch wrraLz7ktm @*& a6nhtm warmwhtm MES 

(n = 148) 
fm s h  s h  

Frequency 3 13 181 10 3 

Percenta~e 1.43% 6.19% 86.19% 4.76% 1.43% / 2J9 I 3.07 

The mean of 2.99 indicates that 86.19% of the respondents experienced the pace as just right. The 
13.81% of respondents who were dissatisfied with the pace nught have been part of the groups who 
started late. But since the mean compared favourably with that of the programmes collectively, the 
mentioned state of affairs seemed not to have influenced the outcome of the presentation negatively. 

Tne balance between the presentation and group involvement was collected by means of a four-point 
scale. The results are reflected in Table 21. 

TABLE 21: THE BALANCE BETWEEN THE PRESENTATEON AND GROUP INVOLVEMENT 
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Of the respondents, 92.82% evaluated the balance between the presentation of information and group 
involvement as good. This, together with the mean score of 2.03, indicates that the mentioned facet of 
the programme compared favourably with the d-value obtained by the programmes collectively (2.08). 
This Jinding was confumed by the d-value of 2.43 which was produced by Question 8 (cf. Table 18). 
From previous discussions it became clear that this aspect had a positive influence on the reaching of 
programme outcomes. 

The last aspect regarding the presentation evaluation questionnaire which needs to be reflected on is 
the language which was used mostly throughout the presentation. The question was included since the 
programmes are only available in English. If other languages were to be used, it would impact on the 
presentation since presenters would need to translate information constantly. The teaching media (eg. 
transparencies, handouts and exercises) would have been inappropriate and consequently the length of 
the presentation would have been influenced. On the other hand, the results could indicate whether 
the programmes need to be translated. 

The data obtained in this regard is displayed in Table 22. 

TABLE 22: THE LANGUAGE MOST USED IN THE PRESENTATION OF THE PROGRAMME 

QUESTION 31 WHICH LANGUAGE WAS USED THEMOST INTHE PRFSFZVTA'ITON OPTHE COZIRSE/PROGRAMME? 

Responses &h E ~ z h  Soth TWM Zuh O h  

Frequency 23 180 3 1 2 0 

Percentage 11% 86.12% 1.44% 0.48% 0.96% 0% 

The indication that 13.88% of the programme were presented in languages other than English might 
have impacted on the presentation of the programme and the evaluation of the learning process 
(Question 15) as well as the presentation context (Question 19 & 20). 

Regarding the influence of the quality of presentations, the following could be sai& presenters were 
knowledgeable on the subject and could keep participants interested. Their lowest d-value was with 
regards to their enthusiasm. They scored hgh for encouraging participant involvement, their overall 
presentation skills and preparing thoroughly. Their lowest d-value was obtained for skillful use of 
teachmg media. Concerning the evaluation of the learning process, their m a k q  sure pamcipants 
understood before moving on to the next subject generated the hghest d-value. This was followed by 
them being able to communicate at the participants' level. The lowest d-value was received for giving a 
clear O V ~ M ~ W  of the programme. According to the respondents, the presentation context was of a 
h h  quality, but could be improved. Other factors eg. the length of the presentation were a potential 
deficiency, but did not seem to have any marked negative influence on the effect of the programme. 
Some respondents were also not satisfied with the pace of the programme. Respondents were of the 
opinion that there was a balance between the presentation and group involvement. The presentation 
of the programme in languages other than English might have had an impact on the length and pace 
of the presentation as well as on the quality of the learning material and teaching media. 

Therefore, presenters were competent in conveymg the content of the Colleague Sensitivity 
programme, they used a high level of presentation skills to fadlitate the learning process effectively. 
The presentation context was of hgh quality, but not always on par with that of the other 
programmes. 
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10. THE PRESENTER'S EVALUATION OF THE PROGRAMME 

The presenters of the programme also had to complete a presenter's evaluation questionnaire. The 
questionnaire, which was similar to the presentation evaluation questionnaire, enabled presenters to 
evaluate their expertise, their presentation skills, the learning process, the learning context and the 

relevance of the programme. This was done by means of four and five-point scales. Open ended 
questions were included to make provision for recommendations concerning the themes which were 
covered or needed to be included, positive or negative aspects of the programme and ways in which 
the programme could be improved. 

A total of 17 questionnaires were completed by the 11 social workers who presented the programme. 
The results will be discussed according to the sections contained in the questionnaire. Since the 

number of presenters was low, descriptive stadstics will be utilized instead of the high level statistical 
analysis implemented with the rest of the calculations. In some instances, the presenters' responses 

wil l  be compared with that of the respondents. 

The data obtained regarding the presenters' evaluation of the relevance of the programme is contained 
in Table 23. 

QUESTIONS 

22. The programme stimulated the 
participants' creative thinking 0.00% 

apply the new knowledge and 
insights that they have gained 0.00% 
in their jobs '- 

TABLE 23: THE PRESENTERS' EVALUATION OF THE RELEVANCE OF THE PROGRAMME 

24. I feel that the programme will 
help the participants do their 

0 9 

iobs better I O.i?h 1 0.00% 1 52.94% 

25. The participants d he able to 
apply the new knowledge and 
insights that they have gained 0.00% 
in their daily lives 

26. I feel that the programmed 
help participants to live their 0 8 

lives in a better way 1 0 . L  I 0.00% I 47.05% 

27. .ill SAWS personnel should 16 
receive this programme. I 0.00% I , . a  1 %.,I, 

The mean of 3.76 indicated that presenters strongly agree that all SAPS employees should attend the 
programme. The mean correlates favourably with that of the programmes collectively as well as the 
respondents' opinion in this regard (cf. Table 17). 
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In the case of Questions 23 - 26 the means pointed out that the presenters strongly agreed that 
participants will be able to apply the new knowledge and insights in their daily lives (includmg their 
jobs) and that it would help them live their lives and do their jobs in a better way. 

An interesting trend which came to the fore regarding both the presenters and the participants' mean 

scores was that they were of the opinion that the programme will help them live their lives in a better 

way (Question 26) and that they will be able to apply the new knowledge in their work, but that it 

would, to a lesser extent, help them to do their work better. 

Therefore, it seems as if they perceive the programme to have an effect on their relationships in 

general, but not to influence their work performance per se. 

The following table Fable 24) contains the results of the presenters' assessment of themselves in 

terms of knowledge, ability to link material to respondents' knowledge level, ability to explain difficult 

concepts, etc. 

TABLE 24: THE PRESENTERS' SELF-ASSESSMENT 

PRESENI'ERS (n = 17)* RESPONDENIS 

OPTIONS AND REWONSES p~m-- - (n = 2354) 

ME 

2. I was able to link the material 
to the participants' level of 

0 0 

knowledge I 0.0% I 0.0% 1 6 4 0 %  1 3 5 9 %  I '" I '" 
1 

- 
I I I I I 

3. I was able to explain difficult 0 0 9 8 
i and abstract concepts 3.53 3.45 

0.0% 0.0% 52.94% 47.05% 

4. I succeeded in keeping 
participants interested in the 

0 0 11 6 
3.54 3.49 

subject 0.0% 0.00% 64.70% 35.29% 

5. I was enthusiastic about the 0 0 10 7 3.50 3.46 
subject that I taught. 0.0% 0.0% 58.82% 41.17% 

Question 1 (knowledgeability of the presenters) generated the hghest mean and Question 4 (keeping 

participants interested in the subject) the second hghest. Then followed Question 3 (ability to explain 

difficult concepts), Question 2 (ability to link the material to the participants' knowledge level) and 

lastly Question 5 (enthusiism about the subject). The same tendency was found in the respondents' 

evaluation. Therefore, it could be concluded that the presenters' self assessment were accurate. 

Table 25 reflects the results of the presenters' evaluation of their presentation skills. It also includes 
their overall rating of their presentation skills. 
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TABLE 25: THE PRESENTERS' EVALUATION OF THEIR PRESENTATION SKILLS 

AN the mean scores of the above mentioned questions resorted within the '?tmn& agree" category 

which suggests that the presenters generally evaluated their presentation skills as good. There is a 

remarkable comparison between the results in the above mentioned table and that of the respondents' 

evaluation (Table 18). Both rated the overall presentation skills as outstanding. Both indicated that the 

presenters encouraged participation. Both concluded that the presenters valued thorough preparation. 

The respondents affirmed that they could clearly heat the presenters. The results from the 

respondents' evaluation c o n h e d  that the presenters were skillful in using the teaching media. 

Differences in mean scores were insgmficant, but will be reflected on, since they might indicate the 

factors playing a major role in the effective presentation of the programme. Presenters' mean scores 

for encouraged participation, preparation and being heard were hlgher than that of the respondents. 

The presenters' evaluation of the learning process, which includes the usehlness of the material 

covered, is set out in Table 26. 

TABLE 26: THE PRESENTERS' EVALUATION OF THE LEARNING PROCESS 
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14. I was able to communicate on the 0 0 7 10 
participants' level 3.57 

0.00% 0.00% 41.17% 58.82% 

15. It was easy for participants to 
understand the m a t e d  that was 

0 2 10 5 
3.46 

presented 0.00% 11.76% 58.82% 29.41% 
- 

16. The matenal that was covered will 0 0 7 10 
be useful 3.51 

0.00% 0.00% 41.17% 58.82% 

17. The course stimulated participants' 0 0 7 10 
interest in the subiect. 

3.53 

Since all the mean scores resorted within the category 'Stmn& agne", it was dear that the presenters 
evaluated the learning process as efficient. The htghest mean score obtained by the presenters and the 
respondents was in Question 12 (to make sure that participants understood the subject matter before 
moving on to the next). Question 14 (ability to communicate on the partidpants' level) generated an 
equally htgh score according to the presenters' evaluation. This compared favourably with the 
respondents' mean score. There were also no swficant differences in the mean scores of the 
presenters and respondents' evaluation of Question 16 (usehhess of the material) and Question 17 
(the course stimulated participants' interest in the subject). This was also the case with the mean scores 
of Question 13 (a summary of the material covered was given), Question 15 (it was easy to understand 
the material) and Question 11 (an overview of the course was given). 

Once again it could be noted that the mean scores did not differ significantly. Taking a closer look at 
the shght differences which occurred might indicate the factors presenters should take cognisance of. 
Presenters rated Question 12, 13, 14 and 16 shghtly k h e r  than the respondents. The respondents on 
the other hand scored htgher in Question 11. This stresses the importance of presenters 
communicating on participants' level, ensuing that they understand before continuing and 
summarizing at the end. The fact that the presenters scored shghtly lower in Question 11 than the 
participants might be a reflection of the presenters being too critical of their own performance. 

The presenters' evaluation of the presentation context, i.e. the quality of the arrangements preceding 
the presentation, is displayed in Table 27. 

TABLE 27: THE PRESENTERS' EVALUATION OF THE CONTEXT 

programme orgamsed? 
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The mean scores indicate that the presenters generally evaluated the presentation context as good. 
The hghest mean was related to the quality of the teaching media (Question 20). This was followed by 
Question 21 (how well the programme was organised) and Question 19 (the quality of the learning 

material). The venue (Question 18) generated the lowest mean (a mean which was considerably lower 
than the rest of the ratings). It was furthermore the only question with responses in the Bad and Vely 

bad categories as well as a hgh percentage of responses to the Average option. This was to some extent 
explained by the presenters' clarifying notes set out in Table 29. They mentioned that external noise 
was disturbing, the venue was extremely hot and that the presentation had to be conducted in a 

canteen. 

These results generally corresponded with that of the respondents' evaluation. The differences in the 
ratings were insignificant, but might be worth mentioning, since it could give an indication of how 
important the aspect was to the successful implementation of the programme. The presentets rated 
the quality of the teaching media and how well the course was organised a bit hgher than the 
respondents who rated the venue and quality of the learning material hgher. 

The conclusion which was reached was that the venues posed a challenge to most of the presenters, 
but they seemed to have managed well, since it did not hamper the learning process to a great extent. 
Both the respondents and presenters' results actually indicated that the teaching media should be 
improved. 

The presenters' questionnaite included open-ended questions where presenters could make 
recommendations regarding topics that should be added or left out of the programme, themes that 
should be covered in greater depth and the elements that were most or least helpful in presenting the 
programme. Presenters were also encouraged to indicate how the programme could be improved. The 
comments on the topics which the programme needs to consist of are summarized in Table 28: 

TABLE 28: RECOMMENDED CHANGES TO THE CONTENTS OF THE PROGRAMME 

I. TOPIC~TO BE 
ADDED - 

None 

2. Toms TO BE LEFI OUT ( Number of 

Rational Emotive Theory 

3. THEMEST0 BE COVERED IN 

Radonal Emotive Theorv 

Adult communication 2 

One presenter was of the opinion that Rational Emotive Theory and labelling needed to be left out of 
the programme, while four (4) others indicated that RET should actually be dealt with in greater depth. 
One presenter pointed out that labelling should be handled in greater depth. Therefore, it seems as if 
the compilation of the programme was sufficient and that RET, adult communication and locus of 
control, as well as labelling should be discussed in greater depth. 

The other factors that were covered by the open questions included the elements that were most/least 
helpful in presenting the programme and the improvements that could be made to it  The gist of the 
presenters' responses to these questions is summarized in Table 29. 





guide, limited funds and the attitude of personnel were least helpful. It was recommended that the 
subject matter be simplified and references for further reading added. The presenters guide should 
include more practical exercises and transparencies should summarize each module. Other 
recommendations centered on the choice of target group and the selection of venues. 

The following five main conclusions could be drawn from the presenters' evaluation of the 
programme: 

presenters were of the opinion that they were knowledgeable, succeeded in keeping participants 
interested in the subject and could explain difficult concepts. The lowest mean was obtained for 
the ability to link the material to the participants' knowledge level and their enthusiasm 
they rated their overall presentation skills as hgh, encouraged participant involvement and 
prepared thoroughly. The skilhl use of teaching media produced the lowest mean 
with reference to the learning process, they made sure that participants understood material before 
continuing and they were able to communicate on participants' level. The lowest mean reflected 
on giving a clear overview of the programme in the b e m g  
in the case of the presentation context, the quality of the teaching media obtained the hghest 
mean score, followed by how well the course was organised. The rating of the venue produced the 
lowest mean 
according to the open ended questions, the compilation of the programme was sufficient. More 

indepth discussions were recommended together with a request for the subject matter to be 
simplified and references for further reading to be added. They also recommended that the 
presenters guide should include more practical exercises and transparencies summarizing each 

module, that the target group should consist of personnel working closely together and that funds 
be made available to obtain suitable venues away from the work environment. 

11. FINDINGS AND IMPLICATIONS 

In the discussion of the findings and their implications, only the most prominent issues will be dealt 
with. These will include the research design and procedure, as well as the results that were achieved 
with the different measurement instruments. 

The EPCBP research project involved a total of 4 303 participants. It consisted of the 3 437 
respondents who formed part of the experimental groups, the 720 personnel who were involved in the 
comparison groups and the 146 Social Workers who conducted presentations. Together they 
represented 3,25% of the total workEorce of SAPS (132482) at that time. It is more than the minimum 
sample of 1% to 2% normally required from studies of this nature (Stoker in Strydom & De Vos, 
1998:192-193). 

In the measurement of the outcomes of the Colleague Sensitivity programme, the experimental group 
consisted of 224 respondents and the comparison group consisted of 50 employees (cf. Tables 2 - 4). 
In both instances, sampling was based on availabilit, ,Suydom, 1997 '5,69; Zechmeister & Posa;-x, 
2003:ll). In order to make the experimental and comparison groups as representative of the total 
SAPS population as possible, rank/post, race, gender and province were used as criteria. 

The composition of the experimental group was generally in line with that of the total population. 
The only deviation worth mentioning was in terms of the Public Act Personnel who were 6.61% 
under-represented, The comparison group on the other hand, was 4.93% over-represented by non- 
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commissioned officers and 11.8% under-represented by Public Service Act personnel. These (mostly 
small) differences did not, however, seem to influence the outcome of the research. 

Regarding the distribution of race/gender, blacks were under-represented in both the experimental 
and comparison groups. The coloureds and whites were over-represented in the comparison group. 
Both the experimental and comparison groups were under-represented in Gauteng and over- 
represented in the Northem Cape. From the analysis of the data it did not seem as though any of 
these deviations had any marked negative effect on the outcome of the research. 

Due to the unique composition of the programme, it was not feasible to make use of standardised 
questionnaires. New measuring instruments were, therefore, designed and to some extent 
standardised. This turned out to be a difficult process which was not successful in all respects. 
Consequently it was decided to make use of triangulation. This implied that there were three primary 
measuring instruments used on the intra-method basis. They were the KAB questionnaires that 
covered knowledge, attitudes and behavioural change, an evaluation of value scale and a presentation 
evaluation questionnaire with programme relevance and programme quality scales. The fourth 
questionnaire, the presenter's evaluation questionnaire, was viewed as a secondary measuring 
instrument as it could not be subjected to the same high level of statistical analysis as the others. 

The trlabilify of the particular measuring instruments was determined by calculating the Cronbach 
alpha coefficient of each scale or sub-scale. A score of 0,5 or b h e r  was considered to be an 
acceptable reliability coefficient. In the study, one of the three KAB scales did not meet this 
requirement. Consequently, the effect size of some individual questions in the particular scale was 
used to indicate change. 

In order to determine the effect of the programme, it was necessary to ascertain personnel's level of 
knowledge, attitudes and related behaviour prior to the intervention. These were established by means 
of pretests. After which the experimental group was subjected to the programme and their new level 
of knowledge, attitudes and behaviout was measured with posttest questionnaires. The two sets of 
results were then compared to determine the net effect of the intervention. 

From the analysis it was found that the programme brought about a marked increase in the 
experimental group's knowledge especially of adult communication, RET and locus of control. 
Although the results that were achieved with behauiour modification were somewhat mixed, they 
generally tended to be medium to large. There was especially a marked improvement in the 
respondents' ability to communicate on the adult level, while there was also a discemable change in 
their locus of control and RET related behaviour. Because of deficiencies in the questionnaire, no 
conclusive results were achieved regarding the extent to which the programme had an impact on its 
recipients' attitudes. Individual questions, however, indicated at least a small to medium effect . 

The data that was generated by the KAB questionnaires contained indications that the programme 
was of particular value to the respondents and relevant to their personal and professional lives. 

When the results of the influence of the quality of presentations and the presenters' evaluation of the 
programme were compared, the following came to the fore: the respondents' results confumed that 
presenters were knowledgeable on the subject and could keep pamcipants interested. The 
respondents' questionnaire indicated that the d-value with regards to presenters' enthusiasm was the 
lowest. This differed Gom the presenters' results where the ability to link the material to the 
participants' knowledge level and the presenters' enthusiasm both obtained the lowest mean. 
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The presenters' evaluation of their presentation skills was contirmed by the respondents' results. 
Therefore, it could be concluded that the presenters' overall presentation skills were of a blgh 
standard. They encouraged participant involvement and prepared thoroughly. Their skillFul use of 
teaching media generated the lowest d-value and mean. 

The results concerning the presenters' evaluation of the learning process were also confumed by the 
respondents' questionnaire. They made sure that participants understood before confining and were 
able to communicate on participants' level. The lowest d-value and mean were received for giving a 
clear oveniew of the programme in the beginning. 

With regard to the presentation context, the results of the two measurement instruments compared 
favourably. This indicated that the courses were well organised and the quality of teaching media were 
p o d ,  but the venues not. The respondents' evaluations which indicated a potential deficiency in the 
& and of the programme were put into perspective by the presenters' clarifymg notes. One 
of the presentations commenced two hours late every day and another was conducted in one day. The 
programmes which were (partially) presented in languages other than English also impacted on the 
length and pace of presentations. Respondents were of the opinion that there was a balance between 
presentations and group involvement. 

Through the completion of the open ended questions, presenters indicated that the compilation of the 
programme was sufficient, but they verbalised a need for more indepth discussions. They requested 
that the subject matter be simplified and references for further reading be included. They 
recommended that the presenters guide should include more practical exercises and transparencies 
summarizing each module, that the target group consist of personnel working closely together and that 
funds be made available to obtain suitable venues away Gom the work environment. 

From all the measurements it could be concluded that the Colleague Sensitivity programme has a 

practical sgmficant effect on participants' knowledge, attitudes and behaviour. It was also 

abundantly clear that it not only improved their job performance and functioning, but also benefited 

them personally. If both the respondents' and presenters' recommendations are accepted, the 

organization should commit itself to ensuring that all SAPS personnel attend this programme. 

12. GUIDELINE FOR T H E  IMPROVEMENT OF THE PROGRAMME 

In spite of its success, the content and presentation of the CS programme was not without its 

shortcomings. The research results were, therefore, also used as a basis to formulate the following 

17 guidelines for its further improvement: 
the programme should be marketed in such a manner that management would be convinced of 
the necessity of attending. This will not only provide an oppoaunity for them to experiencc the 

thereof, but will also curb participants' complaints about management not attending 
presentations 
the importance of presenting the programme to Sections as a whole needs to be marketed in order 
for the organisation to support Sections to be able to attend for two consecutive days 

a mandate for the presentation of the programme at suitable venues away Gom the work 
environment needs to be obtained 
a marketing strategy should be put in place to ensure that all personnel attend the programme and 

the recommended follow up sessions 

SECTION 2 THE JOURNAI, ARTICLES 76 



0 attention needs to be paid to the arrangement of presentations to ensure that personnel are 
informed well in advance 

8 the quality of the presentation of the programme needs to be monitored. This implies that Social 
Workers need to intemalise the content of the programme and their presentation skills, especially 
their skills with regard to the facilitation of the group process need to be assessed and enhanced 

0 it is recommended that presenters are trained in the utilization of the Keirsey Temperament Sorter 

the programme content needs to be simplified and references, practical exercises as well as 
transparencies added 
it is important for Social Workers presenang the programme to be in contact with each other to 
share best practices, eg. stimulating discussion about feedback received from participants on how 
the programme impacted on their lives 

0 the above mentioned information could be used to change employees' attitude about attending a 
two day programme amidst a hgh workload. This is crucial in creaung an atmosphere in which 

learning could take place 
assistance is also needed with the content of the overview which is given at the beginning of the 

presentation, since respondents were of the opinion that it was unclear 
it seems as if the results from the KAB questionnaires indicated that respondents found Confict 
and Rational Emotive Theory to be a bit more challenging to understand. It is suggested that 
Social Workers brainstorm ways in which to explain these themes and to link them to learners' 
knowledge level 
on the other hand, the value of the programme scale indicated that respondents were quite 
interested in the themes Adult Communication, Locus of Control and Transactional Analysis 

8 however, in general, presenters requested that more practical exercises be included in the 
presenters' guideline and that the teaching media be revised to include eg. transparencies 
summarising each module 
the relevance of the programme scale was very clear about the fact that all personnel ought to 
attend the programme. Furthermore, it seemed as if respondents associated the benefit of the 
programme to be of a more personal nature. Therefore, it is recommended that social workers 
devise ways of linking the content not only to colleague relations but also to public relations 
the results from the quality of the presentation and presenters' evaluation of the programme were 
mostly incorporated in the above mentioned. However, the following could be added. Social 
Workers were of the opinion that most of the themes should be covered in greater depth and that 
the programme needed to be followed up. Therefore, it is suggested that a standard follow up 
programme be developed which would allow for further intemalisation of the content of the 
Colleague Sensitivity programme 

the above mentioned mainly focused on the revision that needs to be done after the results of the 
research become available. However, to ensure that the programme stays abreast of new 
developments in the fields of the various themes it covers, it is recommended that the content be 
revised every 12 to 18 months. This would obviously have to include all activities, exercises and 
examples in order for it to become wen more relevant and effective 

linking with the above mentioned, it is suggested that the revised programme be subjected to 
retined KAB scales in order to measnre the impact of the programme more accurately. 

The implementation of the guidelines will Further ensure that SAPS personnel receive services of a 

high standard. 
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W. CONCLUDING REMARKS 

The Evaluation of the Personnel Capacity Buildmg Programmes (EPCBP) research project was the 

most comprehensive study ever undertaken by Police Social Work S e ~ c e s .  As such it is important for 

the credibiity of the social work profession in general and SAPS specifically. It is, therefore, quite 

stgruficant that the research pointed out that the Colleague Sensitivity programme is a hlghly effective 

intervention mechanism which does not only enable SAPS personnel to function optimally at work, but 

also in their personal Lives. By improving employees' resilience, Social Work Services are also 

contributing to the well-being of the communities the personnel serve and form part of. 
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SECTION 3: 
CONCLUSIONS, 

GUIDELINES AND 
RECOMMENDATIONS 

1. INTRODUCTION 

The research ompated from the changes which took place in the South African Police Service 

duing 1996. These changes necessitated Social Work Services to embrace an alternative approach 

towards service delivery, namely that of pro-active interventions. This was operationalised with the 

development and presentation of several personnel capacity building programmes, including the 

Colleague Sensitivity programme. In November 2001, an EPCBP research project was embarked on 

to determine the impact of these programmes. 

The aims of the study were to establish the effect the programme had on SAPS personnel's 
knowledge, attitudes and behaviour, as well as to ascertain what influence the quality of the 
presentation had on its effect. The results were to be used to formulate guidelines for the 

improvement of the programme and its presentation. 

The nature of the programme and the results obtained via the empirical research has already been 
covered in two articles (cf. Section 2). Therefore, only the main conclusions and recommendations 

that have been reached will be discussed next. 

2. CONCLUSIONS REGARDING THE RESEARCH DESIGN AND 
PROCEDURE 

The research results showed that the choice of a comparison group pretest and posttest design was 
an appropriate depatwe point in determining the effect of the Colleague Sensitivity programme. Its 
combination with triangulation ensured that the risks that are inherent in the use of non- 
standardised measurement instruments could be curbed. An important conclusion that could be 

reached is that the procedure can be applied effectively in the measurement of the effect of this type 
of social work intervention programme. 

3. CONCLUSIONS REGARDING THE EFFECT OF THE PROGRAMME 

The effect of the programme mainly refers to the changes it brought about in respondents' 
knowledge, attitudes and behaviour, as well as the participants' experience of the value and relevance 
of the intervention. 

The Colleague Sensitivity programme is quite unique as far as the field of life-skills and personnel 
empowerment programmes are concerned. It was tailor-made to fit the distinct circumstances and 
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needs of SAPS personnel, as well as a uniquely structured organisation and service delivery system. 
From an analysis of the literature on which the programme was based, it, however, became clear that 
the programme ought, in principle, to have a significant effect on its target group. This hypothesis 
was empirically tested with the help of six scales and a presenter's evaluation questionnaire. 

From the triangulation of the data that were obtained through all the measurements, it became clear 
that the Colleague Sensitivity programme had a practical significant effect on participants' 
knowledge, attitudes and behaviour. It was also concluded that it not only improved their job 

performance and functioning, but also benefited them personally. 

4. CONCLUSIONS REGARDING THE QUALITY OF THE 
PRESENTATIONS 

The results of the empirical research indicated that the presentations were generally of a very high 
standard. There were, however, some deficiencies. 

Presenters should be more enthusiastic, should give special attention to the linking of m a t e d  to the 
participants' knowledge level and should use teaching media more effectively. Respondents also 

indicated that it is important for presenters to provide a clear overview of the programme in the 
beginning of the workshop. Some of the venues where presentations took place were not up to 
standard and there were also indications that elements of the learning material and teaching media 
needed to he revised. 

It was concluded that the presenters were hlghly efficient, but that they should undergo advanced 
training to improve their presentation skills even more. There also seems to be a need for a 
mechanism to ensure that newly trained Social Workers are equipped and supported to conduct 
presentations of an equally high standard. 

It was fmally clear that the quality of the presentations did not have a negative effect on the 
programmes impact, but rather enhanced it. 

5. FINDINGS 

The research data brought the following three major fmdings to the fore: 
The first was that the Colleague Sensitivity Capacity Building Programme did have a practical 
significant effect on SAPS personnel's knowledge, attitude and behaviour and that it enhanced 
their interpersonal relationships. It was, therefore, proven beyond reasonable doubt that the 
stated hypothesis was indeed correct 

The second finding was that the presentation of the programme was of such a high quality that it 
enhanced the programme's effect 
Both the content and its presentation contributed to the programme, accomplishing the aim it 
was originally designed for. 

On the basis of these findings, it could be concluded that the "Colleague Sensitivity" study 
succeeded in achieving its main aim (see Section 1: 2) and that the stated hypothesis (see Section 1:3) 
was correct. 
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6. GUIDELINES AND RECOMMENDATIONS 

The content and presentation of the Colleague Sensitivity programme is, in spite of its success, not 

without shortcomings. The research results were, therefore, also used as a basis to formulate 

guidelines and recommendations for its further improvement. These will be sumrnarised next. 

6.1 PROPOSED IMPROVEMENTS TO THE PROGRAMME 

8 New developments in the fields of the various themes could be considered with the revision of the 
content of the Colleague Sensitivity programme 
The presenters guide should be augmented with more ice breakers, experiential learning activities, 
role plays, case studies and energizers which would enable facilitators to choose activities that 
would address the need of the group 

8 It is suggested that a standard follow up programme be developed which would enhance the 
internalisation of the programme content through indepth discussion of the themes and additional 
exercises 
Since it is important to ensure that the revisions are effective in reaching their goals, it is 
recommended that they he subjected to retined KAB scales to measure their impact 
The programme should be provided with Full references so that presenters could do Further 
reading on certain subjects. 

6.2 THE FURTHER EMPOWERMENT OF PRESENTERS 

The quality of the presentation of the programme needs to be monitored. This implies that the 
extent to which Social Workers intemalise the content of the programme and their presentation 

skills as well as their facilitation skills need to be assessed 

In this regard, a distinction could then be made between those who function on a basic and on an 
advanced level. Further training packages could then be developed accordingly 

All presenters should be enabled to undergo advanced training in facilitation and presentation 
skills. This will ensure that all SAPS Social Workers meet the required presentation standards 

A monitoring guideline in terms of standard requirements for presenters should be developed 

Presenters should be assessed at least twice in a twelve-month period and the assessments should 

be linked with presenters' performance evaluation plans 

It is recommended that presenters are trained in the udlization of the Keirsey Temperament Sorter 

Presenters should participate in the revision of the module, learning material and teaching media in 
order for it to meet their requirements 

Social Workers presenting the programme need to be provided with opportunities to share best 
practices. This could cover issues such as creating an atmosphere in which learning could take 
place, giving an o v e ~ e w  of the presentation or explaining conflict and rational emotive theory 
simplistically. They also need to brainstorm ways of linking the themes to learners' knowledge 
levels and to assist personnel to associate the benefits of the programme not only to personal 
relations, but also to colleague and public relations 

There should he a central point where quality assurance is done and inputs are standardised and 
coordinated. 
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6.3 PROPOSED IMPROVEMENTS TO T H E  CONTEXTS OF PRESENTATIONS 

Since the target group plays a major role in the value of the Colleague Sensitivity programme, it 
should be required that the target group consists of Sections as a whole. This implies that 
management ought to attend with their subordinates. Groups larger than 15 - 20 personnel 

should be divided with management represented at each presentation. A co-facilitator would be 

advisable for groups larger than 15 employees 

It should be seen as a prerequisite that the venues meet minimum standards. To make provision 
for experiential learning activities, one should ideally be able to also work outside or the venue 
would need to be spacious. Since interruptions could have a detrimental effect on the group 

process, it is recommended that venues be located away from the work environment 

It is also imperative that funds be made available to serve refreshments during the two day 

course 

The language in which the programme is to be presented should he established beforehand. This 
should also be in line with the policy on the use of language for educational purposes in the 
SAPS. 

6.4 MARKETING T H E  PROGRAMME 

A marketing strategy should be put in place to ensure that all Sections attend the programme 
and the recommended follow-up session. This strategy should make provision for presentations 
to commence at the Sections of which the top management of the organisation forms part in 
order for them to experience the value of the Colleague Sensitivity programme for themselves 

It is imperative that the marketing he conducted in such a manner that personnel will be excited 
about the benefits the programme has in store for them 

A mechanism should also he devised for personnel who attended the Colleague Sensitivity 
Programme to report the results achieved. It could include letters, circulars, articles, etc. This 
would serve as a means of motivating other employees to attend presentations 

0 Since Police Social Work Services offers a range of pro-active interventions, it is important for 
the marketing strategy to make personnel aware of these, as well as the re-active services 
rendered by PSWS on an ongoing basis. 

7. CONCLUDING REMARKS 

The undertaking of the ECBP study, of which the evaluation of the Colleague Sensitivity 

programme formed an integral part, proved to be an enormous undertaking. However, if the results 

that were achieved with this project are taken as a yardstick, they did show that such research should 

become part and parcel of a strategic service delivery improvement plan. It would place all the 

services of Police Social Work Services on a sound, scientific footing and ensure relevant, effective 

and timely interventions. The successful empowerment of SAPS personnel will not only benefit the 

individuals involved. It will also enable them to deliver an even more professional service to all 

South Africans. 
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APPENDIX 1: 
"COLLEAGUE SENSITIVITY" 
PRETEST QUESTIONNAIRE: 

EXPERIMENTAL GROUP 
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QUESTIONNAIRE RE: 

THE "COLLEAGUE SENSITIVITY" PROGRAMME 

THlS QUESTIONNAIRE MUST BE COMPLETED BEFORETHE START OF THE "COLLEAGUE SENSITIVITY" COURSE. I 

You are about to complete the Colleague Sensitivity Programme. This Programme forms part of a large 
and expensive initiative; therefore we must know how effective it is in meeting your needs and interests. 
For this we need your input. Please complete the following questionnaire honestly and in full, and please 
do not guess. We need your personal views. It will help us to serve you better. 

2. lNSTRUCTlONS FOR THE COMPLETION OF THlS QUESTIONNAIRE 

2.1 This questionnaire will be completed beforethe course is presented. 
2.2 Mark all answers on this questionnaire by making a [x] in the appropriate blocks, 
2.3 Mark only one answer per question and answer &I questions. 
2.4 Do not make your cross outside of the block. 
2.5 Complete the questionnaire a and on vour own. Give your honest opinions. 

This questionnaire contains several personal questions. Don=t write your name anywhere on the 
questionnaire. However, for research purposes we need you to generate a secret identification (ID) code. 
This code will be used to match this questionnaire to others that you will of have completed. It will not 
identify you as a person. 

When 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. 

3. HOW TO START 

Section I to Section Vlll is designed to link you with a specific course, a province, etc. In addition, these 
answers will be used to generate your secret identification (ID) code that only you will know. 

PART I: Course Particulars . In the first row, write the initials and surname of the personlpersons that presented this Programme 
In die second row, write the dateldates on which the Programme was presented. 
In the thrd row, wr~te the venue where the Programme was presented 

Presenter/s 

Date@) 

Venue 
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PART II: Province 8 Secret code [a] 
In the next row, indicate the Province in which the training course was presented. Each Province is 
allocated a number - ranging from 0 to 9. Make a cross [Xj in the block of the appropriate 

Cape Natal State West Province Office 

PART Ill: Part of secret code [b] 
In the next two blocks, indicate the last two numbers of your Persal number, 
that is the number before and the number affer the dash ("-"). For examfle, if 
your number is 319326-4, write 6 and 4. 

PART IV: Part of secret code [c] 
In the last two rows, indicate the last two numbers of the year of your birth. For 
example, if you were born in 1968, write 6 and 8. 

PART V: Gender and secret code [dl 
Next, indicate your gender. 

PARTVI: Race 
Information regarding your race is required for statistical 
purposes only. Please mark the appropriate block 

PART VII: RanklPosition 
Please write your rank on the block that is provided. In the case of Civil Act personnel, please write your 
position. 

m w o s i t i o n  

Write your choice of answers to the following questionslstatements by making a cross [x] in 
the appropriate blocks. Give only one answerper question. Please don't guess. 

PART VIII: Are the following statements true or false? 

Locus of Control 
1. People always have control over their behaviour 
2. You can always chwse your response to a situation 
3. You are not responsible for the way you feel 

Conflict 

4. Conflict often arises when there is a difference in the interests of hm people 
5. Conflict resolution styles indicate the extend to which individuals attempt to 

satisfy their own versus the other party's concerns 
6. In a conflict situation, one should try to figure out what the other person is 

thinking 

RationaIEmothre Thaory 

7. A person can chwse between having rational or irrational thoughts concerning 
an event 

8. Negative feelings are caused by having rational thoughts about an event 
9. According to the rational emotive theory, our beliefs determine our emotions 
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10. Transactional Analyses is a theory of communication 

11 The purpose of transact~onal analyses e to dlscover which ego-state (vlz 
Parent', 'Adult' or 'Chlld') of the person you are communlcatlng wlVl 

12. One should analyse transactions with the aim of eliminating the 'Parent' and 
'Child' ego-states in communication. 

Adult conununIcodlon 

13. You can gain understanding and respect by communicating on the Cliche level 
of communication 

14. The purpose of empathy is to determine the inner experiences of others and 
communicate understanding of it 

15. Feedback is to know yourself through somebody else 

16. What happens to me is determined by fate 

17. 1 feel confident about the course my life is taking 

18. 1 choose to feel overwhelmed by incidents 

1 Strongly 2 3 4 Strongly 
Disagree Disagree Agree agree 

I strongly I 

19. Accommodating, as conflict handling style, can be used when it is Strongly 
necessary to allow subordinates to experiment and leam from their Disagree Disagree Agree agree 
own mistakes I 1 2 1 3 ~ 4 s m g 1 y  

20. Compromising can be used as a conflict handling mode when an 1 Strongly 
issue is crucial to company welfare 1 Disagree 1 Dis:ree 1 A:y 1 : 1 Strongly 

21. Competing is used when you realize that you are wrong Disagree Disagree Agree 

1 Strongly 4 Strongly 22. We are all capable of irrational thinking Disagree Disagree Agree agree 

23. People's irrational thoughts stem from believing their own I Strongly 2 3 4 Strongly 
unproven negative self-talk Disagree Disagree Agree agree 

I 

24. To prevent irrational thoughts, people should not dwell on their 
inadequacies and failures 

25. In our 'child ego-state', we tend to replay thoughts about how to 
behave 

26. In our 'adult ego-state' we tend to be willing to take risks 

27. In our 'parent ego-state', we tend to replay feelings from our 
childhood 

28. In order to build relationships, people need to be willing to talk 
about how they interpret situations 

29. An open ended question is one to which you have to 
answer 'Yes" or "No" 

30. Glvmg feedback means describing one's thoughts and feelings I Strongly 2 3 4 Strongly 
about specific behaviour you would like someone to change I Disagree 1 Dmagm 1 Agree I agree 

SECTION 4: IZPPBNDKES 89 



PART X: Complete the sentence 

31. My ability to control my behaviour wuld be described as ... 

32. My ability to chose my response to a situation could be 
described as . . . 

33. My ability to change negative feelings wuld be described as ... 

34. My ability to determine which conflict resolution style to use in a 
particular situation could be described as . .. 

35. My skills in applying the various conflict resolution styles in 
different conflict situations could be described as ... 

36. My ability to evaluate my thoughts to ensure that it is based on 
facts could be described as . . . 

37. My ability to replace irrational thoughts with rational thoughts 
could be described as . . . 

38. My ability to communicate in the adult ego-state could be 
described as ... 

39. My ability to become aware of the parent and child ego-states 
at play in my life could be described as .. . 

40. My ability to prevent the parent and child egostate from 
determining my response to a situation could be described as . . 

41. My ability to communicate on the emotions level of 
communication could be described as ... 

42. My ability to be empathetic could be described as ... 

43. My ability to give feedback could be described as ... 

Part XI 

44. Have you previously attended a work session that dealt wit 
locus of control, conflict management, rational emotive 
therapy, transactional analysis or adult communication? 

Thank you for completing the "Colleague Sensitivity" Questionnaire. 
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APPENDIX 2: 
"COLLEAGUE SENSITIVITY" 

POSTTEST QUESTIONNAIRE: 
EXPERIMENTAL GROUP 
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QUESTIONNAIRE RE: 
THE "COLLEAGUE SENSITIVITY" PROGRAMME 

( THlS QUESTIONNAIRE MUST BE COMPLETED AFTERTHE START OF THE "COLLEAGUE SENSITIVITY"COURSE. 1 
I. INTRODUCTION 
You are about to complete the CoNeague Sensitivity Programme. This Programme forms part of a large 
and expensive initiative; therefore we must know how effective it is in meeting your needs and interests. For 
this we need your input. Please complete the following questionnaire honestly and in full, and please do 
not guess. We need your personal views. It will help us to serve you better. 

2. ~NSTRUCTIONS FOR THE COMPLETION OF THlS QUESTIONNAIRE 
2.1 This questionnaire will be completed beforethe course is presented. 
2.2 Mark all answers on this questionnaire by making a cross [x] in the appropriate blocks. 
2.3 Mark only one answer per question and answer fl questions. 
2.4 Do not make your cross outside of the block. 
2.5 Complete the questionnaireggi&!y and on vour own. Give your honest opinions 

This questionnaire contains several personal questions. Don+ write your name anywhere on the 
questionnaire. However, for research purposes we need you to generate a secret identification (ID) code. 
This code will be used to match this questionnaire to others that you will of have completed. It will not 
identify you as a person. 

When 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. 

3. HOW TO START 

Section I to Section Vlll is designed to link you with a specific course, a province, etc. In addition, these 
answers will be used to generate your secret identification (ID) code that only you will know. 

PART I: Course Particulars 

In the first row, write the initials and surname of the personlpersons that presented this Programme. 
In die second row, write the dateldates on which the Programme was presented. 

PART II: Province 8 Secret code [a] 
In the next row, indicate the Province in which the training course was presented. Each Province is 
allocated a number - ranging from 0 to 9. Make a cross [X]  in the block of the appropriate 

In the third row, write the venue where the Programme was presented. 
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PART Ill: Part of secret code [b] 
In the next two blocks, indicate the last two numbers of your Persal 
number, that is the number before and the number affer the dash ("-7. For 
example, if your number is 319326-4, write 6 and 4. 

PART IV: Part o f  secret code [c] 
In the last two rows, indicate the last two numbers of the year of your birth. For 
example, if you were born in 1968, write 6 and 8. 

PART V: Gender and secret code [dl 
Next, indicate your gender. 

PARTVI: Race 
Information regarding your race is required for statistical purposes 
only. Please mark the appropriate block 

PART VII: RanklPosition 
Please write your rank on the block that is provided. In the case of Civil Act personnel, please write your 
position. 

RanWPosition l l  
Next: Write your choice of answers to the following questionslstatements by  making a cross [x] in - 

the appropriate blocks. Give only one answer per  question. Please donY guess. 

PARTVIII: Are the following statements true or false? 

Locus of Conbol  

1. People always have control over their behaviour 

2. You can always choose your response to a situation 

3. You are not responsible for the way you feel 

conflict 

4. Conflict often arises when there is a diierence in the interests of two people 

5. Conflict resolution styles indicate the extend to which individuals attempt to 
satisfy their own versus the other party's concerns 

6. In a conflict situation, one should by to figure out what the other person is 
thinking 

Radional Emotive Theory 

7. A person can choose between having rational or irrational thoughts concerning 
an event 

8. Negative feelings are caused by having rational thoughts about an event 

9. According to the rational emotive theory, our beliefs determine our emotions 

TmnsaeihmaI analysis 

10. Transactional Analyses is a theoly of communication 

11. The purpose of transactional analyses is to discover which ego-state (viz 
'Parent'. 'Adult' or 'Child') of the person you are communicating with. . 

12. One should analyse transactions with the aim of eliminating the 'Parent' and 
'Child' ego-states in communication. 
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Adult comrnuniatlon 

13 You can gain understandmg and respect by communicating on the Chche leve 
of communlcatlon 

14. The purpose of empathy is to determine the inner experiences of others an 
communicate understanding of it 

15. Feedback is to know yourself through somebody else 

I feel confident about the wune my life is taking 

16. What happens to me is determined by fate 

I choose to feel overwhelmed by incidents 

Accommodating, as conflict handling style, can be used 
when it is necessaly to allow subordinates to experiment 
and leam from their own mistakes 

Compromising can be used as a conflict handling mode 
when an issue is c ~ c i a l  to company welfare 

Competing is used when you realize that you are wrong 

22. We are all capable of irrational thinking 

4 Strongly 

agree 

I Strongly 
Disagree 

Disagree Disagree I Agree I agree 

I strong~y I 2 I 3 4 Strongly 

2 
Disagree 

I Stmngiy 
Disagree 

1 Strwrrk 
Disagree t 

3 

Agree 

Disagree 

I Stmngiy 
Disagree 

I Strongiy 

23. People's irrational thoughts stem from believing their own l Strongiy 
unproven negative self-talk Disagree 

24. To prevent irrational thoughts, people should not dwell on 1 Stmngl~ 
their inadequacies and failures t Disagree 

Disagree 

2 
Disagree 

4 Strongly 

25. In our'child ego-state', we tend to replay thoughts about 
how to behave 

Agree 

3 

Agree 

26. In our 'adult ego-state' we tend to be willing to take risks 

agree 

4 Strongly 

agree 

27. In our 'parent ego-state', we tend to replay feelings from 
our childhood 

28. In order to build relationships, people need to be willing to 

4 strongly 
Disagree 

4 Strongiy 
Disagree 

4 Strongly 
Disagree Agree agree 

4 
talk about how they interpret situations 

29. An open ended question is one to which you have to 4 Stmngiy 
answer 'Yes" or "No" 

30. Giving feedback means describing one's thoughts and I 1 strongly 
feelings about specific behaviour you would like someone 

Disagree to change 

2 4 Strongly 
Disagree I A b I w I  

31. My ability to control my behaviour could be described as ... 

32. My ability to chose my response to a situation wuld be 
described as . . . 

33. My ability to change negative feelings wuld be described as . .. 

34. Mv abilitv to determine which cnnRict resolution sMe to use in a 
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particular situation could be described as 

My skills in applying the various conflict resolution styles in 
different conflict situations could be described as ... 

My ability to evaluate my thoughts to ensure that it is based on 
facts wuld be described as .. . 

My ability to replace irrational thoughts with rational thoughts 
could be described as . . . 

My ability to communicate in the adult ego-state could be 
described as . . . 

My ability to become aware of the parent and child ego-states 
at play in my life wuld be described as ... 

My abdity to prevent the parent and child ego-state from 
determining my response to a sltualon could be described as 

My abilii to communicate on the emotions level of 
communication could be described as .. . 

My ability to be empathetic could be described as . .. 

My ability to give feedback could be described as ... 

p~ - - - 

44. What value did the following component have for you: 
'Locus of control" 

45. What value did the following component have for you: 
"Personality types" 

46. What value did the following component have for you: 
'Conflict" 

47. What value did the following component have for you: 
'Rationale emotive therapy" 

48. What value did the following component have for you: 
'Labelling" 

49. What value did the following component have for you: 
'Transactional analysis" 

50. What value did the following component have for you: 
'Adult communication" 

51. What was the overall value of the programme? 

Thank you for completing the "Colleague Sensitivity" Questionnaire. 
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APPENDIX 3: 
"COLLEAGUE SENSITIVITY" 
PRETEST QUESTIONNAIRE: 

COMPARISON GROUP 



Code: KAP (CS) [I] 
SAPS . 'Colleague Sensitivity" Questionnaire 

QUESTIONNA~RE RE: 

THE "COLLEAGUE SENSITIVITY" PROGRAMME 

THlS QUESTIONNAIRE FOR THE COMPARISON GROUP MUST BE COMPLETED- 

1. INTRODUCTION 

You are about to complete the Colleague Sensitivity Programme. This Programme forms part of a large 
and expensive initiative; therefore we must know how effective it is in meeting your needs and interests. For 
this we need your input. Please complete the following questionnaire honestly and in full, and please do 
not guess. We need your personal views. It will help us to serve you better. 

2. lNSTRUCTlONS FOR THE COMPLETION OF THlS QUESTIONNAIRE 

2.1 This questionnaire will be completed beforethe course is presented. 

2.2 Mark all answers on this questionnaire by making a cross [x] in the appropriate blocks. 

2.3 Mark only one answer per question and answer questions. 
2.4 Do not make your cross outside of the block. 
2.5 Complete the questionnaire and on vour own. Give your honest opinions. 

This questionnaire contains several personal questions. Don=t write your name anywhere on the 
questionnaire. However, for research purposes we need you to generate a secret identification (ID) code. 
This code will be used to match this questionnaire to others that you will of have completed. It will not 
identify you as a person. 

When 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. 

3. HOW TO START 

Section I to Section Vlll is designed to link you with a specific course, a province, etc. In addition, these 
answers will be used to generate your secret identification (ID) code that only you will know. 

PART I: Course Particulars 

In the first row, write the initials and surname of the personlpersons that presented this Programme. 

In die second row, write the dateldates on which the Programme was presented. 
In the third row, write the venue where the Programme was presented. 



PART II: Province 8 Secret code [a] 
In the next row, indicate the Province in which the training course was presented. Each Province is 
allocated a number - ranging from 0 to 9. Make a cross [XI in the block of the appropriate 

PART Ill: Part of secret code [b] 
In the next two blocks, indicate the last two numbers of your Persal 
number, that is the number before and the number affer the dash ("-7. For 
example. if your number is 319326-4. write 6 and 4. 

PART IV: Part of secret code [c] 
In the last two rows, indicate the last hvo numbers of the year of your birth. For 
example, if you were born in 1968, write 6 and 8. 

PART V: Gender and secret code [dl 
Next, indicate your gender. 

PART VI: Race 
Information regarding your race is required for statistical 
purposes only. Please mark the appropriate block 

PART VII: RanklPosition 
Please write vour rank on the block that is provided. In the case of Civil Act personnel.  lease write your 
position. 

RankPosition 

Next: Write your choice of answers to  the following questionslstatements by making a cross [x] in - 
the appropriate blocks. Give only one answer per question. Please don? guess. 

PARTVIII: Are the following statements true or false? 

Locus of Conbut 

1. People always have control over their behaviour 

2. You can always choose your response to a situation 

3. You are not responsible for the way you feel 

Conflict 

4. Conflict oflen arises when there is a difference in the interests of two people 

5. Conflict resolut~m styles indicate the exlend to wh~ch individuals attempt to , T,,,e Fa,se 3, Uncerta,n 
satisfv their own versus the other ~artv's concerns 1 1  I 

6. In a conflict situation, one should try to figure out what the other person is 
thinking 

RatlonaI Emotive Theory 

7. A person can choose between having rational or irrational thoughts concemirg 
an event 

8. Negative feelings are caused by having rational thoughts about an event 

9. According to the rational emotive theory, our beliefs determine our emotions 
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11. The purpose of transactional analyses is to discover which ego-state (viz 
'Parent', 'AduW or 'Child') of the person you are communicating with. 

Adult communkatlon 

13. You can galn understanding and respect by communicating on the Cliche le\ 
of wmmunicatbn 

14. The purpose of empathy is to determine the inner experiences of others and 
communicate understanding of it 

15. Feedback is to know yourselfthrough somebody else 

16. What happens to me is determined by fate 

17. 1 feel confident about the course my life is taking 

18. 1 choose to feel overwhelmed by incidents 

19. Accommodating, as conflict handling style, can be used when 
it is necessaw to allow subordinates to emriment and leam 
from their own mistakes 

20. Compromising can be used as a conflict handling mode when 
an issue is crucial to company welfare 

21. Competing is used when you realize that you are wrong 

22. We are all capable of irrational thinking 

23. People's irrational thoughts stem from believing their own 
unproven negative self-talk 

24. To prevent irrational thoughts, people should not dwell on 
their inadequacies and failures 

25. In our 'child egostate', we tend to replay thoughts about how 
to behave 

26. In our 'adult ego-state' we tend to be willing to take risks 

27. In our 'parent egostate', we tend to replay feelings from our 
childhood 

28. In order to build relationships, people need to be willing to 
talk about how they interpret situations 

29. An open ended question is one to which you have to 
answer "Yes" or 'No" 

30 G~v~ng feedback means descnbmg one's thoughts and 
feellnqs about s~ecdic behawour vou would llke someone to 
change 

I Slrongiy 2 3 4 Strongly 
Disagree I asagree I Agree I agree I 

~isag& 
I Strongly 
Disagree 
I strongly 
Disagree 

-. 
~ i s a g c i i  I   is agree I ~ g r e e  1 agree 

4 Strongly 
agree 

1 Stmgiy 1 2 1 3 
3 4 Strongly I 

Disagree Disagree Agree agree 

Disagree 
2 

Disagree 
2 

Disagree 

I Strongly 4 Strongiy 

I Strongiy 4 Strongly 
agree 

I shoflgiy 4 Strongly 
Disagree 1 Dis!ree 1 ;! 1 1 
I Stmg/y 4 Stmngiy 
Disagree Disagree 

I Slmgiy 4 smg1y  
Disagree Disagree ~ g r e e  agree 

Agree 
3 

Agree 
3 

Agree 

-. 
agree 

4 Strongly 
agree 

4 Sboflgly 
agree 



PART X: Comnlete the sentence ~ ~ - - ~  - -  r - . - -  ~ - ~ ~~ 

My ability to control my behaviour could be described as ... 

My ability to chose my response to a situation could be 
described as . . . 

My ability to change negative feelings could be described as . .. 

My ability to determine which conflict resolution style to use in a 
particular situation could be described as ... 

My skills in applying the various conflict resolution styles in 
different conflict situations could be described as ... 

My ability to evaluate my thoughts to ensure that it is based on 
facts could be described as . .. 

My ability to replace irrational thoughts with rational thoughts 
could be described as . . . 

My ability to communicate in the adult ego-state could be 
described as . . . 

My ability to become aware of the parent and child ego-states 
at play in my life could be described as ... 

My ability to prevent the parent and child ego-state from 
determining my response to a situation could be described as 
. . . 

My ability to communicate on the emotions level of 
communication could be described as. .. 

My ability to be empathetic could be described as .. . 

My ability to give feedback could be described as ... 

Have you previously attended a work session that dealt wit locus of 
control, conflict management, rational emotive therapy. 
transactional analysis or adult communication? 

Thank you for completing the "Colleague Sensitivity" Questionnaire. 
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APPENDIX 4: 
"COLLEAGUE SENSITIVITY" 
POSTTEST QUESTIONNAIRE: 

COMPARISON GROUP 



QUESTIONNAJRE RE: 

THE "COLLEAGUE SENSITIVITY" PROGRAMME 
THIS QUESTIONNAIRE FOR THE COMPARISON GROUP MUST BE COMPLETED SECOND I 

1. INTRODUCTION 
You are about to complete the Colleague Sensitivity Programme. This Programme forms part of a large 

and expensive initiative; therefore we must know how effective it is in meeting your needs and interests. For 
this we need your input. Please complete the following questionnaire honestly and in full, and please do 
not guess. We need your personal views. It will help us to serve you better. 

2. lNSTRUCTlONS FOR THE COMPLETION OF THIS QUESTIONNAIRE 
2.1 This questionnaire will be completed -the course is presented. 

2.2 Mark all answers on this questionnaire by making a cross [x] in the appropriate blocks 
2.3 Mark only one answer per question and answer questions. 

2.4 Do not make your cross outside of the block. 
2.5 Complete the questionnaire and on vour own. Give your honest opinions. 

This questionnaire contains several personal questions. Don=t write your name anywhere on the 
questionnaire. However, for research purposes we need you to generate a secret identification (ID) code. 

This code will be used to match this questionnaire to others that you will of have completed. It will not 
identify you as a person. 

When 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. 

3. HOW TO START 

Section I to Section Vlll is designed to link you with a specific course, a province, etc. In addition, these 
answers will be used to generate your secret identification (ID) code that only you will know. 

PART I: Course Particulars 

In the first row, write the initials and surname of the personlpersons that presented this Programme. 
In die second row, write the dateldates on which the Programme was presented. 

In the third row, write the venue where the Programme was presented. 

Ruenteds  I] 
M.0 H I  
Venue 
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PART II: Province 8 Secret code [a] 
In the next row, indicate the Province in which the training course was presented. Each Province is 
allocated a number - ranging from 0 to 9. Make a cross [XI in the block of the appropriate 

PART Ill: Part of secret code [b] 
In the next two blocks, indicate the last two numbers of your Persal 
number, that is the number before and the number aRer the dash ("-"). For 
example, if your number is 319326-4, write 6 and 4. 

PART IV: Part of secret code [cl 
In the last two rows, indicate the last two numbers of the year of your birth. 
For example, if you were born in 1968, write 6 and 8. 

PART V: Gender and secret code [dl 

Next, indicate your gender. 

PART VI: Race 
Information regarding your race is required for 
statistical purposes only. Please mark the appropriate 
block 

PART VII: RanWPosition 
Please write your rank on the block that is provided. In the case of Civil Act personnel, please write your 
position. 

RanWosition 

Next: Write your choice of answers to the following questionslstatements by making a cross [x] in  - 
the appropriate blocks. Give only one answer per question. Please donY guess. 

PART VIII: Are the following statements true or false? 

Locus of confml 

1. People always have control over their behaviour 

2. You can always choose your response to a situation 

3. You are not responsible for the way you feel 

4. Conflict oflen arises when there is a difference in the interests of two people 

5. Conflict resolution styles indicate the extend to which individuals attempt to 
satisfy their own versus the other party's wncems 

6. In a conflict situation, one should try to figure out what the other person is 
thinking 
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7. A person can choose between having rational or irrational thoughts 
concerning an event 

8. Negative feelings are caused by having rational thoughts about an event 

9 According to the ratlonal emotlve theory, our beliefs determine our emotlons 

Transaoblonal analysis 

10. Transactional Analyses is a theory of communication 1. TN~ 

11. The purpose of transactional analyses is to discover which ego-state (viz 1, T,,,~ 
'Parent', 'Adult' or 'Child') of the person you are communicating with. t 

12. One should analyse transactions with the aim of eliminating the 'Parent' and 
'Child' ego-states in communication. 

Adult communicaffon 

13. You can gain understanding and respect by communicating on the Cliche 
level of communication 

14. The purpose of empathy is to determine the inner experiences of others and 
communicate understanding of it 

15. Feedback is to know yourself through somebody else 

16. What happens to me is determined by fate 

17. 1 feel confident about the course my life is taking 

18. 1 choose to feel overwhelmed by incidents 

19. Accommodating, as conflict handling style, can be used 
when it is necessary to allow subordinates to experiment 
and learn from their own mistakes 

20. Compromising can be used as a conflict handling mode 
when an issue is crucial to company welfare 

21. Competing is used when you realize that you are wrong 

22. We are all capable of irrational thinking 

23. People's irrational thoughts stem from believing their owr 
unproven negative self-talk 

24. To prevent irrational thoughts, people should not dwell 
on their inadequacies and failures 

25. In our 'child ego-state', we tend to replay thoughts about 
how to behave 

26. In our 'adult ego-state' we tend to be willing to take risks 

4 stmngiy 

4 Strongly 2 1 i s  1 r e e  1 m 1 
I stmngiy 2 4 Strongly 
Disagree Disagree agree 

I ~trongiy 4 Strongly 

4 strongiy 

1 Strongly 2 3 4 Strongly 
Disagree I Disagree I Agree 1 agree 

2 4 Strongly 2 1 i s  1 r e e  I a g m  

1 Stmwgty 2 3 4 Strongly 
Disagree I Disagree I ~ g r e e  I agree 

I s m g i y  2 3 4 shong1y 
Disagree Disagree Agree agree 



27. In our 'parent ego-state', we tend to replay feelings from 
our childhood 

28. In order to build relationships, people need to be willing 
to talk about how they interpret situations 

29. An open ended question is one to which you have to 
answer "Yes" or 'No" 

30. Giving feedback means describing one's thoughts and 
feelinas about soecific behaviour vou would like 

31. My ability to control my behaviour wuld be described as ... 

32. My ability to chose my response to a situation could be 
described as . . . 

33. My ability to change negative feelings wuld be described as .. . 

34. My ability to determine which conflict resolution style to use in a 
particular situation could be described as .. 

35. My skills in applying the various conflict resolution styles in 
different conflict situations wuld be described as . .. 

36. My ability to evaluate my thoughts to ensure that it is based on 
facts wuld be described as . . . 

37. My ability to replace irrational thoughts with rational thoughts 
could be described as . . . 

38. My ability to communicate in the adult ego-state wuld be 
described as . . . 

39. My ability to become aware of the parent and child ego-states 
at play in my l ie wuld be desuibed as . . . 

40. My ability to prevent the parent and child ego-state fmm 
determining my response to a situation could be described as 

41. My ability to communicate on the emotions level of 
communication wuld be described as ... 

42. My ability to be empathetic wuld be described as ... 

43. My ability to give feedback wuld be described as ... 

Thank you for completing this "Colleague Sensitivity" Questionnaire. 
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APPENDIX 5: 
THE PRESENTATION 

EVALUATION 
QUESTIONNAIRE 
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You have just completed one of the Personnel Capacity Building Programmes. These programmes are a large and 
expensive initiative; therefore we must know how effective they are in meeting your needs and interests. For this 
we need your input. Please complete the following questionnaire honestly and in Full - it will help us to serve you 
better. 

This questionnaire contains various questions regarding the presentation and contents of the programme that you have 
just attended. 
2.1 Mark aN answers on this questionnaire by making a moss [XI in the appropriate blocks. 
2.2 Mark only one answer per question and answer all questions. 
2.3 Please make your cross inside the block. 
2.4 Complete the questionnaire quickly and on your own. Giieyur honest opinions. 

The questionnaire contains several personal questions. Don't wnhyour name aywhen on the questionnaire. However, 
for research purposes we need you to generate a secret identification (ID) code. This code will be used to mat6.h 
this questinnnain to others that yon will or have completed. It will not identify you as a person. 

\&'hen 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. 

3. H O W  TO START 

Section 1 to Section 8 of the questionnaire is designed to link you with a specific programme, a province, etc. In 
adhtion, some of the answers will generate your secret identification (ID) code that only you will know. 

In the fmt row below, write the initials and surname of the person or persons that presented the programme. 

In the second row, write the dateldates on which the programme was presented. 

In the third row, write the venue @lace and townlcity) where the programme was presented. 

Presenterk 

Dates: 

Venue: 

SECTION 2: PROVINCE & SECRET CODE [a] 
In the section below, indicate the pmuince in which the training course waspresented by making a cross in the 

SECTION 3: PART OF SECRET CODE [b] 
In the next two blocks, indicate the last two numbers of your Persal number that 
i s  the nnmher hrfnn 2nd the nnmhpr nhrr the dl-h (''-'? Fnr ~ r m m l ~  if rmnr 



number is 319326-4, write 6 and 4. 

SECTION 4: PART OF SECRET CODE [c] 

Next, indicate the last two numbers of the year of your buth. For example, if you 
were born in 1968, write 6 and 8. 

SECTION 5: GENDER AND SECRET CODE [dl 

Indicate your gender. 

SECTION 6: RACE 

Information regarding your race is r e q ~ e d  for statistical purposes only. 
Please make a cross in the appropriate block. 

Write your rank on the block below. In the case of Civil Act personnel, please write your position. 

Rank/ Position 

Mark only - one answer for each of the questions by making a cross El in the appropriate 
block. 

SECTION 8: COURSE/PROGRAMME BEING EVALUATED 

SECTION 9: EVALUATION OF THE PRESENTER 

1. The presenta is bowledgeable about the 
subject that he/she tavght 

2. The  presenter could l ink the material to the 
participants' level of knowledge. 

3. The presenta was able to explain d&cdt 
and abstrut concepts. 

4. T h e  presenter succeeded in keeping m e  
interested in the subject. 
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5. The presenter ans enthudastic about the 
subject that he/she taught 

SECTION 10: EVALUATION OF THE PRESENTER'S PRESENTATION SKILLS 

8. The presenter encouraged participant 
involvement (kg. & asking qmttbns and w 
pmmoting dircnsn'ons). 

9. The presenter prepared himself/henelf 
thoroughly for the presentation. 

10. What is your overall tat@ of the presenter's 
presentation skills? 

SECTION 11: EVALUATION OF THE LEARNING PROCESS 

11. In the beginning, the presenter gave us a clear 
overview of what we could expect during the 
course/programme. 

12. The presenter made sure that paruclpants 
understood a subject before c o n m w g  on to 
the next subject 

13. At the end, the presenter gave a summary of 
the material'that was covered 

14. The presenter was able to communicate on 
my level. 

15. It was easy to underatand the material that 
was present& 

16. The m a t e d  that was covered will be useful. 

17. The course stimulated my interest in the 
subiect 

SECTION 12. EVALUATION OF THE PRESENTATION CONTEXT 

18. Hoar d d  you rate the vesue? 



2 1 .  How well was the course/programme 
organised? 

SECTION W: EVALUATION T H E  RELEVANCE OF T H E  COURSE/PROGRAMME 

22. The ~ourse/prognmme nim~k*ulmy creative 
thhking. 

23. I will be able to uppb the new knowledge and 
lnsights that I have gained in my job. 

24. I feel that the course/programme will help me 
do my job better. 

25. I d be able to qpb the new knowledge and 
lns~ghts that I have gamed in my daily life. 

26. I feel that the course/progmnme d help me 
to live my life in a better way. 

27. AU SAPS personnel should receive tlus 
course/programme 

28. How will you rate the length 
of the co-/progamme? 

29. How d you rate the pace 
of the presentauon? 

3Q. How will you rate the 
bdance between the dme 
spent on theplucnWn and 
time spent onpap  
i m h c n B  

3 1 .  Which language was used 
the most in the presentation of 
the course/programme? 

Thank you for completing this questionnaire. 
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APPENDIX 6: 
THE PRESENTER'S 

EVALUATION 
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Code: PE (PCBP) 
Prcscnteis evaluation of the presented Personnel Gapacity Building 

. . . . . . I evaluation &stionn& at the end of each propramme. In cases where two presenters are involved I 
with the presentation of one pmpmme,  each must completc a separate questionnlm. 

You have just presented one of the Personnel Capacity Building Programmes. These programmes are a large 
and expensive initiative. Therefore we must know your views on their effectiveness, as well as your 
perceptions on the quality and effectiveness of your presentation and the circumstances under which they 
were conducted. Only in this way can we improve the programmes and the overall quality of their 
presentation. 

Please complete the questionnaire honestly. You will not be identified in person in any research or 
other report. Your personal details are only required to Link different presentations to each other. 

2. GENERAL INSTRUCTIONS 

The Presenter's Evaluation of Programme Presentation 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 thts auestionnaire. 
2.1 Mark the answers by making a cross El in the appropriate block The cross mustn't touch the 

outline of the block. 
2.2 Mark only one answer per question and answer all questions. 
2.3 Complete the questionnaire on vour own and at the same time that the participants complete their 

Presentation Evaluation Questionnaires. 
2.4 Under no circumstances may you look at the participants' Presentation Evaluation Questionnaires. 

Their, as well as your own questionnaires, are confidential. 
2.5 In cases where two presenters are involved with the presentation of one programme, each must 

individually complete a separate questionnaire. Do not discuss the answers with each other. We needyour 
m a l  uiews. 

2.6 Attached you will also find the form titled Written Comments re Presentation". Please complete it and 
staple it t i  the back of this questionnaire. 

When you have completed the questionnaire and form, seal it in an envelope, write the title of the 
programme and the date/dates of the programme on the envelope and return it to Head Office. 

SECTION 1: Programme Particulars 
In the first row, write your initials and surname. 
If there was a second presenter, write his or her initials and surname in the second row, 
In the third row, write the date/dates on which the programme was presented. 
In the fourth row, write the venue (place) where the programme was presented. 

Co;pnsenter/c 

Dates: 

Venue: 1 I 
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Code: PE (PCBP) 
Presenter's evaluation of the presented Personnel Capacity Building IJn~pmme 

In the section below, indicate the province in which the training course waspresented by making a cross in 
the block of the appropriate province. 

SECTION 3: COURSE/PROGRAMME BEING EVALUATED 

Please make a cross in the block of the course/programme whose presentation you are evaluating. 

0 
Gauteng 

5 
Fne 
State 

1. I am knowledgeable about the subject that I 
taught. 

1 
Western 
Cape 

1. 
Ass&iueness 

8. 
H I V / A I D S  

Awareness 
Pmeramme 

2. I was able to link the material to the 
participants' level of knowledge. 

6 
North 
West 

4. 
Conflict 

management 

3. I was able to explain difficult and abstract 
concepts. 

2 
Eastern 

%e 

2. 
Be many wise 

9. 
HIVIAIDS:  Peer 
Educators Trarning 

4. I succeeded in keeping participants 
interested in the subject 

7 

Limpopo 
pootthern 
Pmvincc) 

3. 
Colleague 
sensitiuiQ 

5.  I was enthusiastic about the subject that I 
taught. 

3 
Northern 

w e  

7. 
Healthy hi- 

sPh 

5. 
Coping with 

change 

10. 
Phnnin~your 

goals 

8 

Mpumahnga 

4 
Kwa&u 

Natal 

6. 

Handling anger 

SECTION 5: SELF-EVALUATION OF PRESENTATION SKILLS 

9 
Head 
O& 

11. 
Sefknowledge 

1 
Stm& drape  

1 
Stmn& &ape 

6. Participants could clearly hear what I was 
saying (e.g. it was loud enough and in an accent that 
t b v  could ut~dersund). 1 StmnLdisape 1 Di:pe 1 ke 1 S t m n ~ a p e  

12. 
Mana,,ing 

Stms~ 
Efi~Iim/y 

2 
Disagne 

2 
Disape 

7. I am skilhl in the use of the teaching media 
(eg. tranqanncies and or wrihig on newqrint/the 
bhckboard). 
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U. 
Substance 

Depcndcny 

3 

Agree 

3 

A p e  

8. I encouraged participant involvement (e.g. 
m k n g  questions and orpmmoting dircussions). 

14. 
Time 

management 

4 
Stmn&ogne 

4 
Stmn&agm 

1 
Stm& disnpe 

1 
Smn& disagmc 

2 
Disagm 

2 
Disape 

3 

Ape 

4 
Stmn&ape 

3 
A p e  

4 
Stmn&agme 



9. I prepared myself thoroughly for the 1 2 3 4 
presentation. I Strun& difagm 1 D i e  I Ape I Strun& a g r  I 

SECTION 6: EVALUATION OF THE LEARNING PROCESS 

11. In the beginning, I gave a clear overview of 
what partidpants could expect during the 
course/programme. 

12. I made sure that participants understood a 
subject before continuing on to a next subject. 

13. At the en4  I gave a summary of the material 
that was covered. 

14. I was able to communicate on the 
participants' level. 

15. It was easy for participants to understand 
the material that was presented 

16. The material that was covered will be useful. 

17. The course stimulated participants' interest 
in the subject. 

10. What is your overall rating of your 
presentation skills? 

SECTION 7: EVALUATION OF THE CONTEXT 

18. How would you rate the venue? 

1 
Poor 

19. How would you rate the quality of the 
. learning material that you presented? 

20. How would you rate quality of the teaching 
media (e.8. hun';barencie~ and or handouts)? 

2 
Fat? 

2 1. How well was the course/programme 
organised? 

3 

A w g e  

1 
Very bad 

1 
V e v  bad 

1 
Vgi bad 

1 
Vgi bud 

4 
Good 

5 
Vgigood/exce/knt 

2 
Bad 

2 
Bod 

2 
Bud 

2 
Bad 

3 
Aucruge 

3 
Auerage 

3 
Average 

3 
Auerage 

4 
Gwd 

4 
Good 

4 
Good 

4 
Good 

5 

Vgigood 

5 
Veygood 

5 
Vgigood 

5 
Vgigood 



Presenter's evaluation of 

SECTION 8: EVALUATION OF THE RELEVANCE OF THE COURSE/PROGRAMME 

22. The course/programme stimulated the 
participants' creative thinking. 

23. The participants will be able to apply the new 
knowledge and insights that they have gained in 
their jobs. 

24. I feel that the course/progranune will help the 
participants do their jobs better. 

25. The participants will be able to apply the new 
knowledge and insights that they have gained in 
their daily lives. 

26. I feel that the course/programme will help 
participants to Live their lives in a better way. 

27. AU SAPS personnel should receive this 
course/programme. 

1 
Stmn& disape 

1 
Strun& &agree 

Stmn& disagree 

1 
Stmn& disagree 

1 
Stmn&disagree 

30. How will you rate the balance 
between the time spent on the 

war rpent on the presentation and time spent on 
group involvement? 

2 

D u a p  

2 
Dtsagree 

28. How will you rate the length of 
the course/prog+amme? 

29. How will you rate the tempo of 
the presentation> 

Disape 

2 

Disagree 

2 
Disape 

3 

A p  

3 

Agree 

1 
It war much too 

/..s 

1 

The tempo war 
m z h  too slow 

L 

3 1. Which language did you use 
the most in the presentation of 
the course/programme? 

4 
Smn& a p e  

4 
Smn& agree 

Agree 

3 

Agree 

3 

Agm 

Stmn& agne 

4 
Stmn& a p t  

4 
Stmn&agnc 

2 
It war a hnk 

too long 

2 
Thc tempo war 
a &k too slmu 

1 

Afirkaum 

3 
The (cngth 

warjust right 

3 
The tempo 

warjust n$ 

2 
English 

4 
It war a link 

tw  shoe 

4 
The tempo war 
a httk too fast 

4 
TWM 

3 

Sotho 

5 
I war much tw  

shoe 

5 
The tempo was 
mu& toofort 

5 
Zulu 

6 
Others 



1 Instmaions: Please provide you written comments in the spaces promded below and 1 
staple this form to the "Presentu's Evaluation of Pmgmnme &scn&ion" questionnahe. 
If the spce provided isn't sufficient, please write on the back of tbis form. 

1. I WANT TO CLARIN THE FOLLOWING RESPONSES TO THE "PRESENTER'S EVALUATION OF 
PROGRAMME PRESENTATION'' QUESTIONNAIRE. (Please specify the section number or 
question number to which your responses relate.) 

2. TOPICS THAT NEED TO BE ADDED TO THE PROGRAMME: 

3. TOPICS THAT NEED TO BE COVERED IN GREATER DEPTH IN THE PROGRAMME: 
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Code: PE (PCBP) 
I'resmtcr's waluatbn of the presented I'erjonnel Capacity Building Propmme 

4. TOPICS THAT NEED TO BE DROPPED FROM THE PROGRAMME: 

5. THE THINGS THAT WERE MOST AND LEAST HELPFUL IN PRESENTING THE PROGRAMME: 

6. THE IMPROVEMENTS THAT COULD BE MADE TO THE PROGRAMME (very  impoI%atZtg: 



APPENDIX 7: 
INSTRUCTIONS TO AUTHORS: 

SOCIAL WORK/ MAATSKAPUKE WERK 
The South African journal for social work '30iid Work/Maa~skup/ike Werk" (ISSN - 0037-8054) provides the 
following instructions to authors: 

T W O  AUTHORS/TWEE OUTEURS: SHEAFOR, BW & JENKINS, L E  1982. Quality field insuuction 
in social work. Program Development and Maintenance. New York: Longman. 

INSTRUCTIONS TO AUTHORS 
The Journal publishes articles, short communications, 
book reviews and commentary on articles already 
published from any field of social work Contributions 
relevant to social work from other disciplines wdl also be 
considered. Contributions may be written in English or 
Lifrikaans. ;U1 contributions will be critically reviewed by 
at least w o  referees on whose advice contributions will 
be accepted or rejected by the editorial committee. ,\I1 
refereeing is strictly confidential. Manuscripts may be 
returned to the authors if extensive revision is required or 
if the style or presentation does not conform to the 
Journal practice. Commentary on articles already 
published in the Journal must be submitted with 
appropriate captions, the name(s) and addressees) of the 
author(s) and preferably not exceed 5 pages. The whole 
manuscript plus one clear copy as well as a dtskette with 
all the text, preferably in &IS Widows (Word or 
WordPerfect) or ASCII must be submitted Ahnuscripts 
must be ryped double spaced on one side of A4 paper 
only. Use the Harvard system for references. Short 
references in the text: When word-for-word quotations, 
facts or arguments from other sources are cited, the 
surname(s) of the author(s), year of publication and page 
number(s) must appear in parenthesis in the text, e.g. 
" ..." (Berger 1967:12). More detds  about sources 
referred to in the text should appear at the end of the 
manuscript under the caption "References". The sources 
must be arranged alphabetically according to the 
surnames of the authors. Note the use of capitals and 
punctuation marks in the following examples. 

COLLECTION/BUNDEL ARTIKELS: MIDDLEMAN, RR & RHODES, GB (eds) 1985. Competent 
supervision, making imaginative judgements. New Jersey: Prentice-Hall. 

VOORSKRIFTE AAN OUTEURS 
Die Tydskrif publiseer artikels, kort mededelings, 
boekbesprekings en kommentaar op reeds gepubliseerde 
artikels uit enige gebied van die maatskaphke werk asook 
relevante bpdraes uit ander dissiplines. Bydraes mag in 
hftikaans of Engels geskqf word. Artikels in 'ifnkaans 
moet vergesel wees van 'n Engelse opsomming van 
ongeveer 200 woorde. hlle hydraes sal krities deur ten 
minste wee keurders beoordeel word. Beoordeling is 
streng vertroulik. Manuskripte sal na die outeurs 
teruggestuur word inden ingrypende hersiening vereis 
word of indten dte sty1 nie ooreenstem met die tydskrif se 
standaard nie. Kommentaar op amkels wat in die 
Tydskdf gepubliseer is, moet van toepasme titels, die 
naam(name) en adres(se) van die outeur(s) voorsien wees 
en verkieshk uie langer as 5 bkdsye wees nie. 'n Disket 
met die hele teks, verheslik in 51s Wiidows of ASCII 
moet die hele manusknp en een duidelike kopie daarvan 
vergesel. hianuskripte moet slegs op een kant van die 
bladsy in dubbelspasi6ring getik word. \'envysings moet 
volgens die Harvard-stelsel geskied. \'envysings in die 
teks: Wanneer woordelikse sitate, feite of argumente uit 
ander bronne gesiteer word, moet dte van(ne) van die 
outeur(s), jaar van publikasie, en bladsynommers tussen 
hakies in die teks verskyn, bv. " ..." (Berger, 1967:12). 
Meer besonderhede omtrent bronne moet alfabeties 
volgens die v a n e  van die outeurs a m  die einde van die 
manuskrip onder die opskrif "Bibliograhe" verskyn. Let 
op die gebrruk van hoofletters en leestekens by die 
volgende voorbeelde. 

ARTICLE I N  COLLECTION/ARTIKEL I N  BUNDEL: DURKHEIM, E 1977. O n  education and 
society. In: KXRrlRABEL, J & HXLSEY, A H  (eds) Power and ideology in education. New York: 
Oxford University Press. 

JOURNAL ARTICLE/ARTIKEL I N  TYDSKRIF: BERNSTEIN, A 1991. Social work and a new South 
Africa: Can social workers meet the challenge? Social Work/Maatskaplike Werk, 27(3/4):222-231. 

THESIS/TESIS: EHLERS, D M M  1987. Die gebruik van statistiese tegnieke vir die ontledmg van gegewens 
in maatskaplikewerk-navorsing. Pretoria: Universiteit van Pretoria. (M tesis). 

MINISTRY FOR WELFARE A N D  POPULATION DEVELOPMENT 1995. Draft White Paper for 
Social Welfare. Government Gazette, Vol. 368, No. 16943 (2 February). Pretoria: Government Printer. 

NEWSPAPER REPORT/KOERANTBERIG: MBEKI, T 1998. Fiddling while the AIDS crisis gets out of 
control. Sunday Times, 8 March, 18. 
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APPENDIX 8: 
PROFILE OF SAPS 

PERSONNEL: APRIL 2003 

APPENDIX 8A: SAPS: TOTAL POLICE ACT PERSONNEL IN  TERMS OF RANK 

APPENDIX 8B: SAPS: TOTAL CNIL ACT PERSONNEL IN  TERMS OF OCCUPATIONAL CLUSTERS 

APPENDIX 8C: SAPS: TOTAL EMPLOYEES: POLICE ACT PERSONNEL AND C N I L  ACT PERSONNEL 

DESCRIPTION 1 WHITE I INDIAN I COLOURED 1 AFRICAN 1 TOTAL 1 TOTAL 

CIVIL  z\CT 744 6 918 259 731 933 2708 7 186 9 398 9 122 19 755 29 3W 

POLICli ACT 19 685 5 835 3 257 612 8 1173 1684 56 2W 7 752 87 295 15 883 103 178 



APPENDIX 9: 
LIST OF PROGRAMME 

PRESENTERS: 
EPCBP-RESEARCH PROJECT 

1. hndrews, G. 
2. Apd, H. 
3. Basupeng, P. 
4. Benkes, C. 
5. Botha, &I. 
6. Carrim, R 
7. Chetty, P. K. 
8. Cornelius, S. 
9. Dalasile, N. Q. 
10. Danilson, D. 
11. De Beer, &I. 
12. De la Cruz, L. 
13. De Vihers, .i.H. 
14. De Winnaar, E. 
15. Dedeticks, E. 
16. Dyaliwane, M. 
17. Everton, W h a  
18. Fortuin , hi. 
19. Foutie,D. 
20. Gabanakgosi, K. .i. 
21. Giqwa, N.N.N. 
22. Goliath, B. 
23. Gumede, J. 
24. Heslinga, S. 
25. Heunis, D. 
26. Heymans, .\. 
27. Hlatshwayo, S. 
28. Hlongwane, W. 
29. Hoosein, F. 
30. Jansen van Vuuren, A 
31. Jele,L. 
32. Jonas, N.AL 
33. Josie, J. 
34. Joubert, J. 
35. Kander, hl. 
36. Kango N 
37. Kapp, T. 
38. Kara, U. 
3 9  Keshebang, F.K. 
40. Khati, S. C., 
41. Khumalo, T. A. 
42. Kinnear, S. 
43. Kleingeld, C. 
44. Kotze, &I. 
45. Kdshna, D. 
46. Kubheka, P. H. 
47. Kwayiba, hI J 
48. Laubscher, Sf. 
49. Ledwaba, L. 
50. Ledwaba, S.hl. 

hlahlangu, T. 
Maitse, D.B. 
Makala, I. 
Makgotlwe, B.B. 

Malakane, R. 
hlaleka, hl. M. 
hlangena, A. 
hlasangane, K. 
Mashego, R 
Slatlala. T 
Slatvene, D. 
hlavuso, W. 
Mbeki, T. 

Mdakani, sf. E. L. 
hldiya 2. 
Xlerati, hl. 
SIeyer, &I. 
Unto* F. 
Lloeketsi, E. 

Moeketsi, T. 
Mogale, S. 
Montsi, XI. 
hlontsiwagae, &I. 

Moodley A. 
Moredi, h1, 
Morena, M. 
Morris, I. 
hlotswenyane .\.T. 
Mphosi, D. 
Mphuthi, S.T. 
Mtambeka, P. 
Llthembn, P.J. 
Mtsha!q J. 
hlyburg, M. 
?*himela, T.Y. 
Naidoo, J. 
Nande, h 
Ndovu, H. S. 
Nel, C. 
Nel, H. 
Njozela, P. 
Nkomonde, P 

Ntili, R.K. 
Ntshiba, N.H. 
Ntsoetsanyane, P. 
Page, J. 
Pelzer, E. 
Petersen, B. 
Phdander, M. 

100. Phokojoe , N.P. 
101. Pieters, L 
102. Potgeter, 
103. Priest, N. 
104. Pdnsloo, C. 
105. Qhobela, hl. 
106. Quinn, A. 
107. Ramajoe, SI. 
108. Ramphal, S. 
109. Rapalo, hi. 
110. Raphalu, h1.N. 
11 1. Raphlan, N 
112. Ryan, C 
113. Sapula, P 
114. Saunders, Y. 
115. Scheepers, A. 
116. Sedumedi, N. 
117. Segalo, hI. 
118. Seitsang, E. M. 
119. Senoge, S. 
120. Sibiya, P.J. 
121. Sofka, N. 
122. Somo,T. 
123. Stadler, Irma 
124. Steenkamp, A. 
125. Stone, S1.J. 
126. Strydom, L. 
127. Swart, E. 
128. Tbabethe, E. 
129. Thebe, K. 
130. Tromp, hL 
131. Tsabalala, P. 
132. Van der Xlenve, J. 
133. Van der Menue, R 
134. Van der Westhuizen, J. 
135. Van Onselen H. 
136. Van Rensburg H.E 
137. Van Rooyen, K. 
138. Van lruuren, T. 
139. Van Wl;k, A.C. 
140. Van Zyl, G. 
141. Van Zyl, hl. 
142. Venter, R. 
143. Vermaak, L. 
144. Von Wiehgh, T. 
145. Vorster, 51. 
146. Wiemse. S. 
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