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SUMMARY

AN IMPACT AND COST-BENEFIT ANALYSIS OF SOME SAPS
PERSONNEL CAPACITY-BUILDING PROGRAMMES

Key terms:
Anger management, Assertiveness, Conflict management, Cost-benefit analysis, Personnel capacity-burlding
programmes, Social work, South African Police Service (SAPS).

Background:

As a result of the restructuring of the South African Police Service (SAPS) in 1996 and various
other factors, Police Soctal Work Services decided to broaden the scope of its services by
developing and introducing proactive personnel capacity-building programmes. By 1999, 15 such
programmes had been developed. The need subsequently arose for a comprehensive impact
assessment and cost-benefit analysis of these programmes and the Evaluation of Personnel
Capacity-Building Programmes (EPCaP) study was launched in 2001. The evaluation of the
Anger Management, Assertiveness and Conflict Management Programmes, as well as a cost-
benefit analysis of the Life Skills programmes as a whole, formed patt of this research.

Objecuves:

This study had two primary aims. The first was to determine the effect of the Assertiveness,
Conflict Management and Anger Management programmes on the knowledge, attitude and
behaviour of SAPS personnel. The second was to carty out a cost-benefit analysis of the Life
Skills programmes as a whole.

Method:

In the case of the effect measurement, a comparison group pre-test and post-test design and
triangulation were used. Eighteen measurement scales and a presenter’s evaluation questionnaire
were developed and completed by 627 experimental group respondents, 150 comparison group
members and 32 presenters. In the cost-benefit analysis, a comprehensive, computerised ROI
analysis programme that was developed by Meyer et al. (2003) was primarily used. It measured
the interventions’ return on investment (ROT), net present value (NPV), payback period, internal
rate of return (IRR) and learning cost per attendee.

Results:

By means of the triangulation of measurements it was ascertained that the three personnel
capacity-building programmes had a practical significant effect on the respondents’ knowledge,
attitude and behaviour. They could, therefore, be considered as effective tools in the hands of
Police Social Work Services which not only empowered SAPS personnel to lead more productive
professional lives, but also enhanced their personal well-being, The cost-benefit analysis indicated
that the Life Skills Programmes represented a worthwhile investment of the organisation’s time,

money and effort. In its first year of implementation alone, it produced a return on investment
(ROI) coefticient of more than 1700%.




OPSOMMING

‘N IMPAK EN KOSTE-VOORDELE ANALISE VAN SOMMIGE
PERSONEELKAPASITIEITSBOUPROGRAMME VAN DIE SAPD

Sleuterterme:
Konflikbestuur, Koste-voordele analise, Maatskaplke werk, Personeelkapasiteitshouprogramme, Suid-Afrikaanse
Polistediens(SAPD), Selfselding, Woede.

Agtergrond:

Die herstrukturering van die Suid-Afrikaanse Polisiediens (SAPD) in 1996 het die Afdeling
Polisie  Maatskaplikewerkdienste genoop om hul  dienslewering met pro-aktiewe
personeelkapasiteitsbouprogramme uit te brei. Teen 1999 was 15 sodanige programme reeds
ontwikkel en is daar met die implementering daarvan begin. Die behoefte het ontstaan om die
impak en koste-voordele koéffisiént van hierdie programme te meet. Dit het in 2001 tot die
loodsing van die omvattende “Evaluation of Personnel Capacity-Building Programmes (EPCaP)”
ondersoek aanleiding gegee. Die evaluering van die Selfgeldings-, Konflikbestuurs- en
Woedebestuursprogramme, asook die koste-voordele analise van die Lewensvaardigheidsprogram
in geheel, het deel hiervan uitgemaak

Doelstellings:

Die primére doel van die onderhawige ondersoek was om die effek van die betrokke dne
programme op die SAPD personeellede se kennis, houding en gedrag te bepaal, asook om ‘n
koste-voordele analise van die Lewensvaardigheidsprogram te maak.

Prosedure:

‘n Vergelykende groep, voortoets- en natoetsontwerp en triangulering is in die navorsing gebruik.
Altesaam ses metingskale en ‘n aanbiedersevaluasie-vraelys is ontwikkel wat deur onderskeidelik
627 respondente van die eksperimentele groep, 150 lede van die vergelykende groep en 32
programaanbieders voltoot is. In die koste-voordele analise is daar van ‘n omvattende,
gerekenariseerde opbrengs-op-beleggingsprogram gebruik gemaak wat deur Meyer et al. (2003)
ontwerp is. Dit het die onderskeie intervensies se opbrengs-op-belegging (OOB/ROI), huidige
netto-waarde, periode van terugbetaling, interne opbrengskoers en koste-per-deelnemer gemeet.

Resultate:

Die triangulering van die verskillende metings het aangetoon dat al drie die betrokke programme ‘n
prakties betekenisvolle effek op respondente se kennis, houding en gedrag uitoefen. Daar kan
dethalwe aanvaar word dat die programme ‘n effektiewe diensleweringsmeganisme is en dat dit
SAPD lede bemagtig om in beide hul persoonlike en beroepslewe doeltreffender te funksioneer.
Die koste-voordele analise het aangetoon dat die Lewensvaardigheidsprogram ‘n sinvolle belegging
van die organisasie se tyd, geld en insette verteenwoordig. Dit het ‘n OOB/ROI koéffisiént van
meer as 1700% in slegs die eerste jaar van implementering opgelewer.
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1. ACTUALITY OF THE RESEARCH

The promulgation of the South African Police Service Act (Act 68/1995) on 4 October 1995
placed Police Social Work Services (PSWS) in a difficult position. It could either stick to the
therapy-centred approach that had become the norm and run the risk of becoming irrelevant in an
otganisation that was transforming or it could adopt an altemative service-delivery paradigm. The
choice fell on the latter (Stutterheim & Weyers, 2004:1). This entailed the development and
implementation of proactive, programme-based occupational social work interventions aimed at
empoweting police members to become more effective in both their professional and personal

lives.

One of the factors that lent impetus to the development of the new service-delivery paradigm was
a baseline research project that had been undertaken by Ask Africa (Stuttetheim & Weyers,
2004:2). This research consultant’s brief was basically (a) to determine the needs of personnel for
social wotk setvices, (b) to determine the social workers’ perception of the personnel’s needs and

(c) to draw a comparison between the two sets of perceptions.

Ask Africa’s final research report became available in 1998 and indicated a need for both reactive
(therapeutic) and proactive (capacity building) social work services (Ask Africa, 1997). Five
priority areas for proactive services were identified. These were stress, substance dependencies,
financial difficulties, personnel conflict/teamwork and general life skills (Ask Africa, 1997:28).
The fact that these were priority service delivery areas was also substantiated by Police Social
Work Service’s own service delivery statistics (cf. PSWS, 2001s). During a National Conference in
September 1999, all the SAPS social workers decided that the relevant areas should be dealt with
by means of personnel capacity-building programmes (sometimes only referred to as
‘programmes’) (PSWS, 1999).

From March 2000 onwards, working groups of Police Social Work Services (PSWS) developed 15
new personnel capacity-building programmes in order to meet the needs of the then
approximately 132 000 members of the South African Police Service (SAPS). Although basic
evaluation instruments were included in some of the programme packages, they were not
substantive enough to determine scientifically the effect of the interventions on the participants or
their cost-efficiency. It was, therefore, decided to undertake a comprehensive impact assessment
and cost-benefit analysis of these programmes and the Evaluation of Personnel Capacity-Building
Programmes (EPCaP) study was launched in 2001. The evaluation of the Anger Management,
Assertiveness and Conflict Management Programmes, as well as a cost-benefit analysis of the Life

Skills Programme as a whole, formed part of this research.

The comprehensive Life Skills Programme comprised nine sub-programmes (see Addendum 1).
Each focussed on a particular facet of social functioning. Apart from assertiveness, conflict

management and anger management, they covered self-knowledge, a healthy lifestyle,
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communication, the planning of goals, time management, problem-solving, motivation and
change, Rational Emotive Theory (RET) and locus of control. The Programme was designed in
such a manner that its sub-programmes could be presented jointly or independently subject to the
need. The connecting factor was that each was striving for a similar overall goal, viz. to empower
SAPS personnel with the knowledge, attitudes and skills necessary to become balanced employees
(PSWS, 2001°11).

There are six fundamental reasons why it was deemed important to empower police personnel.
The first is that work in the SAPS is characterized by a high incidence of stressful and traumatic
events. Personnel do not always have the ability to deal with these events. They, therefore,
require life skills training that is appropriate to their developmental tasks as well as the special
challenges, problems and transitions they may have to face (cf. Nelson-Jones, 1998:217). It
should enable them to translate knowledge and attitudes into actions as actual abilities.
Programmes such as Conflict Management, Assertiveness and Anger Management could help to
fulfil this need.

The second reason was the cost of stress and trauma to the organisation. The Medical Board
Section of National Head Office, Pretoria (2002) determined that there had been a 20% increase
in medical unfitness among police members during the period 1996 to 2001, owing to stress. This
resulted in police personnel booking off sick for extended periods, which in turn escalated into
high levels of absenteeism amongst other personnel and a significant drop in productivity.
Burgers et 4l (in Young, 1997:32) stated the following: “A cycle of violence places police in
constant contact with victims while often becoming victims themselves or being forced to use
violence against criminals. This overexposure to death and disaster means high rates of suicide,
medical-boards and hospitalisation, with massive costs for society.” If the PSWS could minimize
absenteeism due to stress by introducing Life Skills and other programmes, it would assist with

economizing and would have a positive impact on the effectiveness and efficiency of the SAPS.

The third factor is the negative impact of the perceptions that are created by a critical media. It
includes statements such as: “More police per capita are murdered annually in South Africa than
in any other country not involved in war”, that police suicides and stress “pushes the nerves to the
limit” (Anon., 1999:13) and that policemen are uncertain about their future and become
withdrawn and aggressive. The social workers of the SAPS cannot prevent the traumatic events
and experiences that are sometimes part and parcel of police officials” work, but can change their
reactions to such events and their ability to deal with them (Stutterheim & Weyers, 2004:8). This
can be done by strengthening their resilience through the implementation of proactive

programmes as forms of strengths-focused interventions.

A fourth factor is the inability of some members to meet the demands of their work environment.
This was evident from the number of complaints that the organisation received. For example, the

annual report from National Evaluation Services stated that the SAPS received 1637 “high level”
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complaints against police personnel for unprofessional service, poor investigation, poor
communication and corruption in 2001/2002 (SAPS, 2003). In addition, an indication of the
need for programmes could be found in the fact that Police Social Wotk Services had dealt with
36 461 members with aggression-related problems and 3.01% with disciplinary problems between
1 April 1999 and 31 March 2000 (PSWS, 2001b:3).

The fifth factor is the high incidence of social problems among SAPS personnel. The service
delivery statistics of PSWS indicated that, during the period 1 Januatry 2002 to 31 March 2003, the
social wotkers had rendered a service to more than 5 000 personnel who had experienced alcohol
and stress-related problems, who had made suicide threats or had been part of domestic violence
incidents (PSWS, 20032). Members may often harbour memories of traumatic incidents, which
may trigger feelings of anger towards their work environment and life in general. This often leads
to a need to express their personal feelings, thoughts, beliefs and rights in an aggressive rather
than an assertive manner (cf. Du Toit et @/, 1997:225). Programmes such as Conflict
Management, Assertiveness and Anger Management could help them to master the skills required
to manage their feelings effectively.

The final factor and goal of the Life Skills Programme are to enhance SAPS personnel’s resilience.
Such members would be able to rise to challenges and adapt to adversities, sustain their

competencies under threatening circumstances and recover from trauma more easily (cf.

Stutterheim & Weyers, 2002:11).

The Life Skills Programme has been implemented widely in the organisation. Up until this stage,

research into the effects of nine of its constituent sub-programmes has been completed (see

Addendum 1). What still remains to be done, is to determine the effect of the last three, viz.

Conflict Management, Anger Management and Assertiveness, and also to make a cost-benefit

analysis of the programme as a whole. The following research questions will, therefore, have to

be answered:

e What is the effect of the Assertiveness, Anger Management and Conflict Management
Programmes on the knowledge, attitude and behaviour (KAB) of SAPS personnel?

e What influence does the quality of the presentation of the three programmes have on their
effect?

e Does the Life Skills Programme (as a whole) represent a cost-effective investment by the
organisation?

e In what way can the Assertiveness, Anger Management and Conflict Management (sub-

programmes) as well as the Life Skills Programme (as a whole) be improved?

The methodology that was used in this study to arrive at answers to these four questions will be

covered next.
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2. AIM AND OBJECTIVES

This study has a twofold aim, viz.:
e To measure the effect of the Conflict Management, Assertiveness and Anger Management
Programmes on SAPS personnel

e To ascertain if the Life Skills Programme as a whole represents a cost-effective investment.

In order to achieve the above aims, five objectives were pursued in the research. They were:

e To determine if the Assertiveness, Anger Management and Conflict Management programmes
had a practical significant effect on the knowledge, attitude and behaviour (KAB) of personnel.

e To determine what influence the quality of the programmes’ presentation had on their impact.

e To calculate the combined effect that the sub-programmes of the Life Skills Programme had
on the knowledge, attitude and behaviour (KAB) of the SAPS personnel.

e To determine the cost-effectiveness of the Life Skills Programme as a whole.

e On the basis of the aforesaid, to establish guidelines for the further improvement of the Life
Skills Programme and its constituent Assertiveness, Anger Management and Conflict

Management sub-programmes.

3. HYPOTHESIS

In this study the following two hypotheses were tested:
(a) That the Assertiveness, Conflict Management and Anger Management programmes
have a practical significant effect on the knowledge, attitude and bebavionr of SAPS

personnel.

(6) That the Life Skills Programme represents a cost-effective investment by the SAPS.

4. LIMITATIONS OF THE RESEARCH

Owing to the fact that the EPCaP study had to be undertaken on a nation-wide basis that
involved more than 4 300 respondents (including 146 presenters/social workers and 9
researchers) from all 10 SAPS Provinces, some logistical problems were encountered which
resulted in a relatively high percentage of spoiled questionnaires (8.54%) and a reasonably poor
response rate in terms of the presenters’ evaluation questionnaires. These problems were also
encountered in measuring the effect of the Conflict Management, Assertiveness and Anger

Management programmes.

The research design necessitated the use of a higher order of statistical analysis. This had to be
accomplished by means of questionnaires that could not be fully standardized before the
commencement of the main empirical study. The latter resulted in some scales and subscales
exhibiting an inadequate Cronbach alpha coefficient and/or low d-value. These types of

problems were anticipated from the outset and offset with the help of triangulation.
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It is the set policy of the SAPS that the same programmes must be presented to all personnel
members, irrespective of their rank or educational level. There were indications that members of
the different groups derived differentiated value from the programmes, especially on the grounds
of educational level. These differences could not be explored fully because of the design and
scope of the study.

The empirical research had to be conducted between February and May 2002. Some of the social
workers were new to the SAPS and had not been fully trained i presenting the programmes.
These factors meant that some of the provinces could not be equitably represented in the research

(see the articles for more details).
5. THE RESEARCH DESIGN AND PROCEDURE

The following overview will deal broadly, only, 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 cover

these 1ssues in more detail.

5.1 THE RESEARCH DESIGN

In the empirical research, a comparison group pre-test/post-test design was used. This is
equivalent to a classical experiment, but according to De Vos and Fouche (1998:132), without the
“...random assignment of subjects to the groups™. It was deemed to be the most appropriate
design because it made it possible to determine the effect of the programmes statistically in
circumstances where it was impossible to comply with all the prerequisites of a classical
experiment (cf. Bailey, 1994:236-7; Strydom, 1999:110).

5.2 'THE RESEARCH PROCEDURE

The research procedure consisted of five basic steps. They were a literature study, the design and
testing of the measuring instruments, the measuring of the effect of each programme, the
calculation of the cost-effectiveness of the Life Skills Programme and the compilation of the

research reports.

5.2.1 Step 1: Literature study

In order to gain additional background information on the programmes and to assist with the
formulation of the measuring instruments, a comprehensive literature study was undertaken. It
covered aspects such as the characteristics, attributes and requirements of assertiveness, conflict
management and anger management, the generic nature of capacity-building programmes, the

requirements for programme presentations and evaluation and the nature of cost-benefit analyses.

SECTION 1: ORIENTATION AND METHODOLOGICAL OVERVIEW 6




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 annual and statistical reports of Police Social Work

Services were also studied.

The sources that were consulted in the literature study included SAPS documentation and
research reports, published theses, books and magazines from South Africa and abroad and
conference presentations. Furthermore, appropriate sources on the Internet and literature from
other related fields such as personnel management, community policing, criminology, industrial
psychology and training were also utilised. The following databases were used in identifying
appropriate sources:

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

e RSAT - Index of South African magazine articles from 1987.

e SSI - Social Sciences Index.

e Social Work Abstracts.

¢ Psychlit - Psychology database from 1987.

¢ ERIC - Educational Resources Information Centre.

e The catalogues of the North-West University (Ferdinand Postma Library), University of
Pretoria and University of South Africa.

5.2.2 Step 2: Design and testing of measuring instruments

The second step involved the designing and testing of the 14 questionnaires that would be used in
the study. The EPCaP research team developed two of these, viz. the presentation evaluation and
presenter’s evaluation questionnaires. The other twelve were based on the content of the three
programmes concetned and the available literature. The pre- and post-test questionnaires were
peer-group reviewed and then applied, analysed and adapted during a series of consecutive pilot
studies (see articles for details). Once it had been ascertained that they possessed adequate
reliability and validity levels (De Vos & Fouche, 2002:166), the main study commenced.

5.2.3 Step 3: Measuring the effect of each PCBP

The cost-benefit analysis and the effect measurement of the Assertiveness, Anger Management
and Conflict Management Programmes were each dealt with as separate research projects. Each
programme was presented to approximately 600 SAPS personnel members and their effect
measured with the aid of six types of scales. At the same time, a comparison group of 150

members was subjected to a similar type of measurement process.
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5.2.4 Step 4: The calculation of the cost-benefit coefficient of the modules

As a fourth step, the results of the studies into the effect of the constituent sub-programmes of the
Life Skills Programme were combined with an analysis of the cost of their presentation in order to
calculate the cost-benefit coefficient of the programme (cf. Davidove & Schroeder, 1992:70-71,
Goldwasser, 2001:82-88; Moonen, 2003:147-165).

5.2.5 Step 5: Completion of the research reports

After the data had been captured, analysed and interpreted, the four research articles were written
and additional reports were drawn up.

5.3 THE RESEARCH GROUPS

In order to make the experimental and the comparison groups as representative of the total SAPS
population as possible, four main criteria were used. They were rank/position, race, gender and

province.

With regard to the rank/post criterion, it was borne in mind that the total SAPS personnel cotps
could be divided into two basic categories, viz. those appointed in terms of the Police Act (Act
No 68 of 1995) and those appointed in terms of the Public Service Act (Act No 103 of 1994).
Personnel appointed in terms of the Police Act occupied nine different rank levels ranging from
Constable to the National Commissioner. The SAPS administrative personnel corps is employed
in post types such as personnel officer, medico-legal official, secretary, registration clerk, data
typist, administrative clerk, typist, cleaner, etc. For the purpose of the analysis, these so-called

‘Public Service Act’ personnel were dealt with as a unit.

By using a province as a criterion, it was possible to ensure that other attributes such as language
distribution, geographical location (deep rural, semi-rural, rural, urban, historical background) and
different sections of the organisation would also be covered. In the case of the race and gender
composition, the personnel profile of the SAPS was used as a point of reference. An attempt was

then made to match the groups as closely as possible to this profile.

The degree to which the 627 members of the experimental groups and the 150 members of the

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

5.4 THE MEASURING INSTRUMENTS

Because of the unique nature of the programmes, standardised questionnaires/scales could not be
used in this study. Consequently, totally new measuring instruments had to be developed. In
order to bridge potential shortcomings in the individual instruments and to enhance the research
findings, triangulation was used. Erlandson ez 4/ (in De Vos & Fouche, 2002:341) interpreted it as

research that “...seeks out several different types of sources that can provide insights about the
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same events or relationstups”  For the purpose of the study, trangulation was seen as “...the
combination of two or more theores, data sources, methods or investigators in one study of a
single phenomenon to converge on a single construct” (Hilton, 2003). In this case, multiple
nstruments were employed ro measure the same phenomenon, viz. the effect of the programmes

(Bryman, 2003; Mark, 1996:220; Patton, 2002:556, 559-560).

In the research, the data that was produced by six types of measurement instruments was

triangulated. These instruments were:

o The knowledge, attitude and behaviour/ practices scales contamed i the KAB questionnaires

{completed by both the expenimental and comparison groups and designated as scales 1, 2 and 3),
® The programme rmalue scale (completed by the expenimental group and designated as Scale 4),
o The programme refevance scale (completed by the experimental group and designated as Scale 5)

o The guality of the programme presentation scale (completed by the experimental group and
designated as Scale 6).

The manner 1in which all the instruments {in the context of tnangulation) were used in measuring

the outcomes of the programmes, 15 visually illustrated in Diagram 1.

DiaGraM 1:  THE TRIANGULATION OF MEASUREMENTS IN THE STULY

Scale 2:
Attitude
{Part of KAB-
Questionnaire)

Scale 3:

Scale 1: Behaviour

Knowledge Practices
(Par{ of KAB- (Pl;rrf:_;"clﬂliﬂ—
Questionnaire) Questionnaire)

Presenter’s Scale 4;
Evaluation {’/:;(Ilgzam me
[Questionnaire bl
Questionnaire -

Posrtest)

Scale 5:

PQUQ"W of Programme
p rograt\mple Relevance
resen atlfm (Part of Presentation
(Part of Presentation Evaluafion Questionnaire)

Evaluation Questionnaire)

The nature and content of the data-gathering instruments will now be viewed more closely.
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5.4.1 The KAB questionnaire

The so-called KAB or KAP (Knowledge, Attitudes and Behaviour and/or Practices) analysis has
formed part of educationally-based research in fields such as health, education, economic, social
marketing and social development for some time (Berger ¢f 2/, 1994; Donati ¢f 4/, 2002; Mitchell
& Kaufman, 2002; WPDCE, 1999, Weinreich, 1999). It 1s, however, still scarce in social work

research.

KAB studies are based on the premise that human functioning can be divided into three
dimensions, viz. a cognitive (knowledge), an affective (emotional/feeling) and a conative
(behavioural) dimension (Thompson, 2002: xvit). These three dimensions are connected but do
not necessanly exhibit linear relationships. Change in one dimension does not, therefore,
necessarily lead to change i another and the brnging about of a change in one dimension (e.g,
atnitudes) s not necessarily a prerequisite for change in another dimension (e.g. conduct) {Akade,
2001:248-251; Elkind, 1993:171, McCann & Sharkey, 1998:268-9). It would, therefore, be
possible to calculate the magnitude of the effect that a programme has on each of the three
dimenstons (individually) with the aid of the KAB scales.

Four KAB questionnaires were designed for each programme. Two of these were completed on
a pre-intervention and post-intervention basis by the experimental groups (see Addenda 2 to 4)
while the companson groups also completed two similar questionnaires during the same time
period. The questionnaires comprised both closed questions (e.g true/false) and Likert-type
scales (e.g strongly disagree/disagree/agree/strongly agree) (cf. Jackson, 2003:61; McCormack &
Hill, 1997:70).

5.4.2 The Presentation Evaluation Questionnaire

A single presentation evaluation questionnaite was developed for the whole EPCaP project (see
Table 1). It too went through a process of pilot testing before being administered to the members
of the expertmental group directly after the presentation of each programme. It 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 guality of the presentation had on the effect of the
programme. These five sections each formed a subscale within the ambit of Scale 6. The
experimental group’s view of the relewance of the programme was measured with the aid of the

questions contained in Section 5 (1.e. Scale 5).
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TABLE 1: THE PRESENTATION EVALUATION QUESTIONNAIRE

SECTION | ASPECTS THAT WERE COVERED QUESTIONS
Section 1 Evaluation of the Presenter Cuestion 1-3
Section 2 Evaluation of the Presenter’s Skills Question 6-10
Section 3 Evaluation of the Leaming Process Question 11- 17
Section 4 Evaluation of the Presentation Contexst Cuestion 18-21
Section 5 Evaluation of the Relevance of the Course /Programme Question 22-27
Section 6 General (Length of the programemie, the pace of the presentation. the balance | Question 28-31

between the time spent on presentation and gronp inolrement. the langnage
ased weost in rhe prosramine)

5.4.3 The Presenters’ Evaluation Questionnaire

The last mstrument that was used was the presenters’ evaluation questionnaire. The sccial
workers who presented programmes were requested to complete the presenters’ evaluation
questionnaire (see Table 2). It enabled them to evaluate their own presentation abilities or sklls,
as well as the relevance of the programme. They also had the opportunuty to make
recommendations for mproving the programme. To enable researchers to make comparisons,

the presenter’s evaluation questionnaire was based on the presentation evaluation questionnaire.

TABLE 2: THE PRESENTER’S EVALUATION QUESTIONNAIRE

SECTION @ ASPECTS THAT WERE COVERED QUESTIONS
section 1 Self-assessment Question 1-3
Section 2 Self-evaluation of Presentation Skills Question 6-10
Section 3 Evaluation of the leaming process Question 11-17
Section 4 Evaluation of the context Question 18-21
Section > Evaluation of the relevance of the course/programme Question 22-27
Section 6 General (Lenath of the programme. tempo of the presentation. balance | Question 28-31

benween time spent on presentation and on gronp involreaent. langtage ised
the srost)

5.5 DATA PROCESSING

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

with the Statistical Consultation Services of the North-West Uruversity (Potchefstroom Campus)
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and with the aid of the SAS computer package (SAS Institute Inc., 1999). In this process, it was
necessary to determine whether or not the measurement scales were reliable, the questions were
valid and the scales were able to measure change. The procedures and formulas that were used to

measure all of the above will be discussed briefly.
5.5.1 Procedures and formulas for the calculation of reliability and validity

In order to determine the reliability of the measuring instruments, the Cronbach alpha coefficient
(abbreviated as ‘Cronbach alpha’, “CA’ or simply “a@”) of every scale and subscale were calculated
(Gravetter & Forzano, 2003:455). Due to the non-clinical nature of the research, a score of 0.50
or higher was accepted as an appropriate reliability coefficient (cf. Jackson, 2003:87-91). The face,
content and criteria validity of the questions and scales were primarily determined by means of the
peet-group evaluations and pilot studies (cf. Creswell, 2003:157-8; Elmes ef al., 2003:55-59).

5.5.2 Procedures and formulas for the calculation of effect

In order to measure practical significant change, Cohen’s formula for the calculation of effect size
was used. This type of effect size is also known as Cohen’s d-value (Cohen, 1988: 20-7; Steyn
2000, 1-3). The reason for this choice entailed the following;

e A probability sample could not be 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 to generalize the results to the target population by means of inferential
statistics.

e To determine whether or not the programme changed the knowledge, attitudes and behaviour
of SAPS personnel i practice, the standardized difference was used as effect size (cf. Gravetter
& Forzano, 2003:454). This entailed dividing the difference between two averages (or averages
of a given mean) by the standard deviation. According to Steyn (2000:3), this is a natural

critetion for drawing conclusions regarding significance.

The primary formula that was used in the research was Cohen’s formula for calculating the effect
size between two groups. It is the following:

d= Hi- B
c
Where:
d = effect size
B, = average difference score in the experimental group (e)
B, = average difference score in the comparison group (c)

B, - W, = difference between average difference
c = maximum standard deviation of difference scores (Cohen, 1988:20-7)

'The guidelines that were used in the interpretation of all d-values were as follow:
e Ifd = 0.2 it would indicate a small ¢ffect, implying that the research should be repeated in order

to confirm if there ts an effect.
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e Ifd = 0.5 it would indicate a medium effect, implying that the result can be viewed as significant,
but also that better-planned research could produce even more significant results.

e Ifd= 0.8 itwould indicate a large effect that 1s of practical significance.

e Because there are no absolute boundaries between the three d-values, concepts such as ‘small

to medium effect’” and ‘large effect’ can be used (Spatz, 2001:74-5; Steyn, 1999:3).

In determining the experimental groups’ experience of the value and relevance of the programme, as

well as the guality of the presentation, the formula entailed the following:

— Mg
= o
Where: ‘
d = effect size
Max = average difference of scores in the experimental group (abbreviated with “p,”)
G4 = standard deviation of difference score.

Besides effect sizes (d-values), descriptive statistics such as totals, percentages and averages were

also used for some scales and questions.

5.6 ETHICAL ASPECTS

Permission was obtained from the SAPS Management at National Level to carry out the research
in the organisation. Besides this, the study focused on the programmes and not on the individual
members of the organisation. All social workers were trained in the research process beforehand

in order to eliminate unforeseen situations which could impact negatively on participants.

In order to protect the rights of participants, each potential respondent was free to choose to
participate 1n the study. Informed consent (cf. De Vos & Fouche, 2002:65) was obtained from
the respondents and all participants remained anonymous. In order to ensure their anonymity, a
system of secret numbers was used in the study (see questionnaires) (cf. DeVos & Fouche,
2002:67-69). In view of the fact that the study would cut across cultural boundaries, care was
exercised to avoid value judgements conceming cultural aspects (cf. De Vos & Fouche, 2002:69-
70). The members of the comparison groups were afforded the opportunity to take patt in the

capacity-building programmes at a later stage.

After the research has been completed, a final written report with all the recommendations will be

submitted to the SAPS Management and the participants (cf. De Vos & Fouche, 2002:71-72).

6. DEFINITIONS

A number of concepts that are used continually throughout this research report will be defined.
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6.1 PERSONNEL CAPACITY-BUILDING PROGRAMMES

The concepts ‘personnel capacity-building programme’, ‘capacity-building programme’ or simply
‘programme’ will refer to the structured intervention mechanism that was utilized by the social
workers to empower SAPS personnel with the knowledge, attitude and behaviour they would
require to become (even more) resilient (cf. Rooth, 2000:34; Stutterheim & Weyers, 2002:10;
Thompson, 2002:xvii). In this research, the focus will be on the programmes entitled
“Assertiveness”, “Conflict Management” and “Anger Management.” The origin and focus of the

programmes will be discussed in the articles.
6.2 OUTCOME ANALYSIS

In the report, the concept ‘outcome analysis’ refers to both the process and the results obtained
by using Cohen’s formula for the calculation of effect size. It is sometimes also called a
“summative evaluation” and Patton (2002:218) stated that it “.. judges the overall effectiveness”
of an intervention. In this regard, ‘effect’ will refer to the magnitude (if any) of the change that was
brought about by the programme (independent variable) to the respondents’ knowledge, attitudes

and/or behaviour.

6.3 PARTICIPANTS, RESPONDENTS AND PRESENTERS

It was necessary to differentiate between the different types of people who were involved in the

study. The following three concepts will be used for this purpose:

e ‘Participants’ will refer to all the persons who participated in the study and who contnbuted to
the data (cf. Gravetter & Forzano, 2003:462). The term will thus cover both the respondents
and presenters of the programmes.

® TRespondents’ will only refer to the police personnel who participated in the experimental
group (Group €) and the comparison group (Group c) (cf. Babbie, 2001:G3).

e The concept ‘presenters” will refer to the social workers of the SAPS who presented one or

more of the programmes.
6.4 COST BENEFIT ANALYSIS

A cost benefit analysis can be defined as the scientific measurement of the monetary benefits
obtained by an organisation over a specified period in return for a given investment in a service
delivery programme (Meyer et af, 2003:5; Weyers, 2005:3). It is, therefore, the “...relationship

between profit and the money invested in a project..., usually expressed as a percentage”.
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7. PRESENTATION OF THE RESEARCH RESULTS

This manuscript is presented in an article format in accordance with Rule A.13.7 and Rule A.14.4.2
of the General Academic Raules of the North-West University (2002:24,28). In formulating the
articles, the content and technical requirements of the South African journals Maatskaplike
Werk/Social Work and Socdal Work Practitioner-Researcher/ Maatskaplikewerk-INavorser-Praktisyn (see
Addendum 7B) have been used as a guideline. The articles will, however, be abridged before

submission in otder to comply with the length requirements of the joumals.

The research report is divided into four sections:

e Section 1 will cover the methodology used in the research. It includes the actuality of the
study, its aim and objectives and the research design and procedure.
e Four magazine articles will be provided in Section 2. Their titles are:

o “An Evaluation of the Assertiveness Programme of the SAPS”

o “An Evaluation the Anger Management Programme of the SAPS”

o “An Evaluation of the Conflict Management Programme of the SAPS”

0 “A Cost-Benefit Analysis of the South African Police Service’s Life Skills Programme™ (this
article will include the overall effect of the Life Skills Programme on the knowledge, attitude
and behaviour of SAPS personnel).

e The main findings of the study and guidelines for the improvement of the programmes will be

set out in Section 3.

e The Addenda form the concluding section. It will include, among others, all the

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

To present the articles as individual, functional units, each will be provided with its own
bibliography. For ease of reference, a combined bibliography for the entire research report will
appear at the end. It must be noted that each article will be dealt with as a separate entity.

Unfortunately, this necessitates the tepetition of some information in some of the articles.
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Article 1

Blignaut, AM & Weyers, ML

AN EVALUATION OF THE CONFLICT MANAGEMENT
PROGRAMME OF THE SAPS

Senior Superintendent A M Blignant is a social worker attached to the South African Police Service and Prof M L
Weyers is a lecturer in the Social Work Division of the School for Psychosocial Bebavioural Sciences, North-West
Universizy: Potchefstroom

ABSTRACT

Background: The nork of police officials is generally filled with conflict of rarious types. Because of
this and other factors, the Social Work Service of the South African Police Service (SAPS) developed a
proactive conflict management programme. This programme focused on the improvement and development
of personnel’s practical conflict management strategies and technigues in order to enhance their ability to
cope with the day-to-day challenges they face especially in their work environments.

This programme was one of 15 personnel capacity-building programmes that were developed in early
2000. In 2001, the need arose for a comprebensive impact assessment of these programmes and a study,
entitled the Evaluation of Personnel Capacity-Building Programmes (EPCaP), was launched. The
evaluation of the Conflict Management Programme formed part of this research.

Aim: The primary aim of the research project was to determine the effect of the Conflict Management
Programme on the knowledge, attitude and bebaviour of SAPS personnel.

Method: During the research, a comparison group pre-test and post-test design and triangulation were
used.  Six measurement scales and a presemter’s evaluation guestionnaire were developed and

administered. The research involved 202 experimental group respondents, 52 comparison group members
and 14 presenters.

Results: The programme had a practical significant effect on the respondents’ knowledge, attitudes and
behaviour and changed their personal and professional lives in a very positive manner. The research
showed that, although the programme was already a highly effective capacity-building instrument, steps
could be taken to further improve its teaching media and learning material.

8. INTRODUCTION

The need for personnel capacity-building programmes in the South African Police Service (SAPS)
arose from 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 in the context of
a changing organisation and society. After April 1994, this change formed part of the
organisation’s new focus on a proactive, client-centred service to the community (cf. Stevens &
Yach, 1995:6). The second factor was the high prevalence of social problems among personnel.
These problems could not be dealt with cost-effectively by the number of social workers available
or the therapy-centred approach that was being followed (Stuttetheim & Moruane, 2002:1-2).
Consequently, an altemative to the therapy-centred service delivery paradigm had to be found. As
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a result, various personnel capacity-building programmes wete developed and implemented by
Police Social Work Services (PSWS) from 1999 onwards.

In 2001, a study entitled the “Evaluation of Personnel Capacity-Building Programmes” (EPCaP)
was launched to determine the effect of these programmes. The evaluation of the Conflict
Management Programme research project formed part of this study and will be the focus of this
article. In order to put this research into perspective, however, three issues will first be addressed.
These are the background to the development of the programme, its nature and the research

design that was used. This will then be followed by an account of the results achieved.

9. BACKGROUND AND DEVELOPMENT OF THE PROGRAMME

As a result of restructuring in the SAPS and changes to certain of its policies, an external research
consultant, ‘Ask Africa’, was requested to conduct extensive research into the nature of the social
work services in the organisation (Stutterheim & Moruane, 2002:172). The main aim was to
determine the service delivery needs of the personnel as well the police social workers’
perceptions of these needs. Ask Africa also had to draw a comparison between these two sets of
expectations. The research was conducted in 1997 and the final report presented to the SAPS in
1998 (Ask Africa, 1997). The research results clearly showed a need for both reactive

(therapeutic) and proactive (capacity-building) social work services.

Various pn'ority areas for proactive services were identified. These included stress, substance-
dependency, financial problems and personnel conflict/cooperation (Ask Africa, 1997:28). The
relevance of these areas was borne out by statistics kept by Police Social Work Services (cf. PSWS,
2001b). 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 (PSWS, 1999:2).

For the development of the programmes, various project teams were established. Each team
comprised SAPS social workers from every province. Their task was to evaluate best practices
and come up with standardised capacity-building programmes. They produced six comprehensive
programmes entitled “Managing Stress Effectively”, “Substance Dependency”, “Be Money Wise”,
“HIV/AIDS Awareness”, “Colleague Sensitivity” and “Life Skills”. The Life Skills programme
contained several sub-programmes that covered subjects such as healthy lifestyle, self-knowledge,
conflict management, anger management, assertiveness, goal planning, time management and
problem-solving (see Addendum 1). The widespread presentation of these programmes

commenced 1n 2000.

In 2001 it was decided to undertake a comprehensive study into the impact of the programmes on
all the personnel in the organisation. It thus had to include staff that had been appointed in terms
of both the South African Police Service Act (Act No 68 of 1995) and the Public Setrvice Act (Act
No 103 of 1994). The latter Act mainly covers employees rendering a support service such as
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logistics and financial administration. Although they have not been trained as police officials, the
fact that they work in a police environment subjects them to the work-related problems that are

common in the organisation.

The aim of the evaluation of the Conflict Management Programme was to determine its impact
on the knowledge, attitude and behaviour of the personnel. Its main focus was, however, on
behavioural change owing to the fact that this type of change is the primary purpose of the

programme.

10. NATURE OF THE CONFLICT MANAGEMENT PROGRAMME

The need for a Conflict Management Programme can generally be attributed to the fact that a
police official’s life 1s often filled with conflict and anger. This is linked to the type of job that
he/she has to perform, the environment in which the official works and the effect of these factors

on his/her personal life.

Anger is often directed towards the police official who 1s simply doing his or her job (Bentley,
1994:51; Fortado, 2001:1189-1221; McCraty et 4f., 1999:1-3). The community does not always
understand that there are two sides to an issue that involves conflict, viz. that of the police official
and that of the offender (cf. Kindler, 1988:1-5). Kistan (1999:21-22) argues that conflict occurs
when mutually exclusive goals or values exist. The police official’s main aim is to uphold the law
while society is full of people breaking the law. The entire spectrum of the police official’s work
includes investigating the people who exceed the boundaries that are legislated by law and
accepted by the community. Police personnel, therefore, have to get involved in conflict

situations and tesolve them.

Police personnel also expenence conflict in their work environments. Individual and inter-group
conflict and power struggles will often occur among members of an organisation like the SAPS.
This 1s due to the fact that it is an authoritative structure in which differences of opinion, goals,
methods, procedures and personality traits are exacerbated (cf Aquino, 2000:171-193; Kistan,
2000:23-31). In these circumstances, effective conflict management should be seen as a
prerequisite for effective organisational functioning. Attention should be paid especially to the
management of intra-conflict, interpersonal conflict, inter-group conflict, structural conflict and
strategic conflict (Kistan, 2000:32; McConnen, 1992:4).

If personnel could be empowered to work in a stressful environment which is charged with
conflict, it would prevent the potentially negative consequences it would have for both their
professional and personal lives and ensure an effective service to the community. Essentially, this

was, the aim that the designers of the Conflict Management Programme had in mind.

In the development of the programiime, it was acknowledged that stress, anger and conflict are an

nevitable part of just about any wotk situation. Personnel have, therefore, to be empowered with
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the ability to manage everyday conflict situations in interpersonal and organisational interaction

(cf. Casey & Casey, 1997:160). For this reason, the programme was designed to be as broad-

based and all-inclusive as possible.

The Conflict Management Programme is divided into the following five patts:

e Part 1 focuses on defining conflict

e Part 2 gives the individuals a list of causes of conflict and the feelings surrounding it

e DPart 3 explains the various strategies that could be used in dealing with conflict

® Part 4 deals with the guidelines for managing conflict

e Part 5 provides the participants with a model for conflict management.

The contents and main teaching activities of the programme are summarised in Table 1.

TABLE 1: THE THEMES AND PRESENTATION OF THE CONFLICT MANAGEMENT
PROGRAMME
SUBJECT I PROCEDURE AND RESOURCES
Part1: What is conflict? ® Orientation: Presenter
e Defining conflict ® Small group activiry: Discussion of the meaning and nature of
conflict. Wrte conclusions on a A3 paper
Part 2: Why conflict and feelings | ® Smal group activity: Discussion in small groups on the role of
re conflict interests, comprehension, values and styles. Understand how
The reasons for conflict members deal with conflict. Share feedback with group
e The feelings surrounding ® Group discussion on the feelings surrounding conflict
conflict ® Small group discussion and activity: Handout of face (four different
e Behaviour as a result of conflict faces are provided) and write a shost story re picture.
)

Small group activities: Have insight into how other people deal
with conflict

Feedback: Presenter

Part 3: The five (5) main
strategies for managing
conflict

Presentarion - The stages of conflict: Presenter

Individual activity: Completing of questionnaire re conflict-
handling styles.

Feedback: Presenter

Small gronp acrivity: Flipchart with the 5 animals that represent the
conflict-handling styles. Association of group memberts with a
style.

Group activigy: Different conflict styles and understanding the
attitudes, beliefs and styles of approaching conflict.

Discussion and Evalyarion: The cost and benefits of unresolved
and resolved conflict.

Part 4: Guidelines for dealing
with conflict effectively

Group discussion: Different skills to handle conflict (non-
supportive and supportive)

Individual activity. Guidelines for dealing with conflict.

Part 5: The managing conflict
model

Growp discussion: Completing the conflict model on the flipchast
Summary - Know bow to apphy the conflict model: Presenter
Evglyation qnd conclusion: Presenter
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The main aim of the programme is to expose patticipants to different techniques, exercises and
strategles relating to effective conflict management. It enables them to discover and implement
the conflict management model and plan, as well as knowing how to be an effective third party in
a conflict situation. The plan is a visible and tangible form of commitment to changing or

improving their conflict management behaviour.

Owing to the nature and comprehensiveness of the programme, a police social worker first has to
undergo thorough training before being allowed to present it. Issues that are covered include the
theory on contflict, the programme plan and the procedure to be followed in its presentation. The
programme forms part of the Life Skills Programme that runs for 16 hours. The Conflict
Management Programme itself takes 90 minutes to complete and is, preferably, presented to no

more than 20 people at a time.

The specific research design and procedures that wete followed to ascertain the effect of the

programme will be discussed next.

11. RESEARCH DESIGN AND PROCEDURE

The study was conducted nationally. It covered male and female personnel from the various race
groups across the spectrum of rank or position in all ten provinces (Head Office 1s managed as a

separate province).
11.1 AIM AND OBJECTIVES

The primary aim of the study was to determine the effect of the Conflict Management

Programme on SAPS personnel.

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

e To measure the effect (if any) that the Conflict Management Programme had on the
knowledge, attitudes and behaviour of personnel

e To determine the inffuence of the programme’s presentation on its effect

e To formulate guidelines for improving the programme and its presentation.

11.2 RESEARCH DESIGN

In the empirical research, a compatison group pre-test and post-test design was used. It is the
equivalent of a classical experiment, but without the “...random assignment of subjects to the
groups” (De Vos & Fouche, 1998:132). It was deemed to be the most appropriate design
because it made it possible to determine the effect of the programme statistically in
circumstances where it was impossible to comply with all the prerequisites of a classical

experiment (cf. Bailley, 1994:236-7; Strydom, 1999:110).
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11.3 PROCEDURE

The research procedure comprised four basic steps, viz a literature study, the designing and
testing of the measuring instruments, the measunng of the effect of the Programme and analysing
and interpreting the data that was produced.

11.3.1 Step 1: The Literature Study

The literature study focussed on four issues. They were the qualities, features and requitements of
contlict management, the genetic attrbutes of capacity-butlding programmes, the requirements of
effect measurement and the context in which the research would be conducted. The latter
covered policy documents of the South African Police Service concetning capacity-building and

community policing,

The resources that were utilized in the literature study included SAPS documentation, books and
scientific journals of both South Aftican and mtemational ongin and various databases and peer
reviewed journal articles that could be accessed on the Intemet. The literature covered fields such
as social work, conflict and general management, community policing, criminology, education,

sociology and industrial psychology.
11.3.2 Step 2: The Design and Testing of the Measuring Instruments

The second step was to develop and test the six questionnaires that would be used in the study.
The first four were the pre-test and post-test questionnaires that would be completed by the
expenimental and companson groups respectively. The design of these questionnaires was based
on the programme content and the literature study. Their aim was to measure changes in the
respondents’ knowledge, attitude and behaviour (KAB) and will now be referred to as the ‘KAB
questionnaires.” Each questionnaire consisted of closed and Likert-type questions. In the case of
the post-test questionnaire for the expenmental group, a scale was added that would enable the

respondents to evaluate the sadse of the programme.

Before the start of the empinical research, the KAB-questonnaires were first tested during the

following three consecutive pilot studies in Gauteng Province:

¢ The first pilot test took place at Booysens Police Station, Area Johannesburg on 17 and 18
Apnl 2002 and involved 15 police personnel and 2 social workers.

¢  The second pilot test took place from 17 to 19 July 2002. It involved 33 police personnel and
2 soctal workers at Johannesburg Central Police Station, Area Johannesburg,

e The third pilot test took place between 12 and 13 November 2002 at the Katlehong Station in
the Fast Rand Area and involved 17 police personnel and one senior social worker.

The pilot studies were structured in such a manner that the male and fernale respondents were
trom different race groups and represented the full spectrum of ranks, positions and settings
the Service. After each pilot study, deficient questions and scales were adapted and changed untl
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the measurement package eshibuted acceptable levels of validity and relability (cf. McBurney,
1994:185).

The EPCaP research team developed the presentation evaluation questionnaire. It was based on
the evaluation instruments that were contained in the programme, as well as those of various
tramning insttutons (cf. Academic Services, 2000) and theoreticians (¢f. Kirkpatack, 1998:26-28).
The instruments comprnised 31 items and focused on the respondents’ ezpenence of the
presenters and their presentation skills, as well as the learming experience, the relevance of the
programme and the presentaton context (Weyers & Rankin, 2007:92-112). By using the
Cronbach alpha coefficient during the pilot exercises (Gravetter & Forzano, 2003:391; Jackson,
2003:42-43), 1t was ascertained that the instruments had a hugh reliability factor.

A third questionnaire, which had to be completed by the presenters after they had presented the
programme, was included in the evaluation package. It enabled them to rate their own
preparation and skills in the use of training aids. It also afforded them the opportunity to make
recommendations regarding themes that could be added to, or dropped from the programme and
to identify the matenal that was the most and least helpful in the learning process. Because this
questionnaire was based on the presentation evaluation questionnaire and would not be subjected

to higher order statistical analysis, there was no need to pilot test it beforehand.
11.3.3 Step 3: Measuring the Effect of the Conflict Management Programme

The main empirical study commenced 1n February 2003 once the results of the pilot-testing phase
had been analysed and the questionnaires had finally been adjusted.

Dunng the main study, the vanous experimental and comparson groups were identified and
mobilised Members of the experimental groups completed the KAB questionnaires before and
after the intervention (the independent variable). Afterwards, the respondents also completed the
presentation evaluation questionnaire and the presenters had the opportunity of completing the
presenter’s evaluation instrument. The comparson groups, which were approximately 20% of the
size of the experimental groups, completed their KAB questionnaires at the same time as the
expertmental groups completed theirs.

11.3.4 Step 4: Analysing and Interpreting

The fourth step entailed the analysing and interpreting of all the data.

11.4 THE RESEARCH GROUPS

Both the experimental and comparison groups were the result of avatlability sampling. In the case
of the experimental groups, all the SAPS personnel throughout South Africa who attended the
programmes from 3 February 2003 to 28 May 2003 formed part of the expenimental groups. In
the overall EPCaP study, they totalled 3,437 respondents. The 720 members of the comparison
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groups were mobilised by the different provinces. As these groups were relatively small, basic
guidelines were provided for their rank, gender and race composition. These guidelines were
based on the personnel profile of the SAPS at the time. The 146 social workers who presented
the different programmes were also included in the study. This brought the total number of
participants in the EPCaP study to 3.25% of the SAPS workforce which, at the tme, stood at 132
482 members. This is more than the required mintmum sample size of 1% to 2% recommended
by Stoker (in Strydom & De Vos, 1998:102).

In order to ascertain to what extent both the experimental and the comparison groups were
representative of the total SAPS population, four matn criteria were used, i.e. their rank/position,
race, gender and provincial distribution. By using province as a criterion, it was possible to ensure
that attrbutes such as language distribution, geographical location (deep rural, semi-rural, rural
and urban) and different sections of the organisation would also be covered.

The personnel appointed in terms of the Police Service Act {Act No 68 of 1995) occupy ten
different rank levels, ranging from Constable to the rank of National Commissioner. For research
purposes, the ranks of Constable, Sergeant and Inspector were dealt with separately, as they each
had distinctive training needs. The other ranks, from Captain onwards, were combined into one
category, namely officers. This distinction was drawn mainly because officers form part of the
managerial cadre. For the purpose of the study, all the Public Service Act personnel were
clustered into one single categoty. A distincton was, therefore, not drawn between the 40-odd
post levels and types that they could be divided mto.

In the general evaluation of the representativeness of the experimental and companson groups, a
deviation of less than 5% from that of the total SAPS population was seen as non-notable. A 5%-

10% deviation from this norm was viewed as a minor difference and a 10%+ deviation as notable.

In the evaluation of the Conflict Management Programme, the experimental and companson

groups compused 211 and 52 personnel respectively. The composition of these groups in terms

of rank and/or post 1s contained in Table 2.

TABLE 2: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF
RANK

CIVIL ACT NoT ToTtaL

GROUPS CONSTABLE SERGEANT  INSPECTOR ' OFFICERS
' A PERSONNEL | DETERMINED = ()

Experimental 10 27 85 21 64 4* 211
grovp @rv) | (2seg | @02y | 090 | @03% | (L90%) | (0o
Comparson 2 7 23 11 8 1* 52
groups (3.8%) (13.46%0) (+4.23%0) (21.15%0) (15.38%) (1.92%) {100°%5)
Total SAPS 13936 17478 56671 13008 29304 85* 132482
population (1052%) | (13.19%) | (4278%) | (1133%) | (22.11%) (0.06%) (100°%)

* Unspecified ranks/ posts on data basis
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The composition of the research groups was generally in line with that of the entire SAPS
population.  There was, however, one notable deviation, viz. that the officers were
overrepresented in the comparison group. In the experimental group, the Constables were
somewhat underrepresented while the Public Service Act personnel were over represented. In the
case of the companison groups, both the Constables and Public Service Act personnel were a little
underrepresented. From the analysis of the data, it did not appear as if these mainly minor

deviations had any marked negative influence on the final outcome of the research.

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

the total SAPS population, are summadsed in Table 3.

TABLE 3: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF

RACE AND GENDER
, NoT :
BLack | BLACK COLOURED COLOURED  WHITE | WHITE INDIAN | INDIAN il ToTaL
GROUPS DETER-
MiaLE  FEMALE MaLE FEMALE MaE FEMALE Male FEMALE MINED (n)
Total SAPS 63460 17150 9006 4392 20429 13753 3516 1343 427* 132482
population (#7.91%0) (12.95%)  (6.80%0) (3.32%)  |(15.42%) | (9.63%) (2.65") | (1.01%0) (0.3244) (1007 )
Experimental 71 39 17 13 33 26 8 1 ) 208
group (34.13%) [(18.75%) | (8.17%) (6.25%)  (15.87%) |(12.50°) | (3.85%) | (0.48%) (100%3)
Comparson 19 8 6 1 6 11 0 1 52
groups (36.54%0) |(15.38%) | (11.54%) (L.92%)  |(1L54%) |(2L.15%) (1L.54%0) ) {100°%)

*Undetermined: Unspecified ranbes{ posts on data base

Both the experimental and comparison groups’ race and gender distnbution compared relatively
well with that of the SAPS population. However, it appears that the black males were
underrepresented and black fernales somewhat overrepresented in the experimental group. Black
males were underrepresented and white and Indian females were overrepresented in the
comparison groups. The possibility that these differences could have had a negative influence on
the outcome of the research was further investigated. From the analysis of the data, it was found
that the effect of the programme did not differ markedly from one group to another. The
programme could, therefore, be presented to both genders and all race groups.

The final critetion that was used was the provinces from which the respondents onginated. The
results, together with the total number of presenters, are summarized n Table 4. This data
indicates that the total number of respondents from both the experimental and companson

groups was relatively representative of the total population of each province.
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2002:556, 559-560). The purpose was “...to capture a more complete, holistic and contextual
portrayal and reveal the vaned dimensions of a given phenomenon™ (Hilton, 2003), and to test the
constancy of measurement (Patton, 2002:248).

In the research, the within-method was basically applied by using three primary measuring

instruments. ‘They were:

o The KAB questionnaires that contained three primary scales (completed by both the
expenmental and comparison groups)

* A programnme wmlue scale {forming part of the post-test KAB questionnaire which was
completed by the experimental groups alone)

® The programme rekvance scale (forming part of the presentation evaluation questionnaite which
was completed by the experimental groups alone).

The presenters’ evaluation questionnaire was used as a secondary measuring instrument, only, and

thus was not subjected to the same high level of statistical analysis as was the case with the others.
The way in which triangulation was used in the research, 1s dlustrated in Diagram 1.

Diagram 1:  THE WAY IN WHICH TRIANGULATION WAS USED IN THE STUDY

Scale 2:
Altitude
(Part af KAB-
Y {uestionnaire)
Scale 1: \
Knowledge i
(Part of KAB- :’;";ctt}c I?ZB—
Questionnaire) Questionnaire)
Presenter’s Srle 4
b Evaluation snl)gramme
= . alue
uestionnaire (Part af KAB-
guzm}mnaire -
ostiest)
Scale 5:
Programme ll;rl;gra .
5 eievance
e EEE .
P Uity oo i valuation {Juestionnaire)

11.5.1 The KAB questionnaires

Although the so-called ‘KAB’ or ‘KAP’ (Knowledge, Attitudes and Behaviour and/or Practices)
analysis has been used in varous fields such as health, economy and social development for some
tome (Berger ¢t af, 1994; Donat e af, 2000, Mitchell & Kaufman, 2002, WPDCE, 1999,

Weinreich, 1999), it has not often been implemented in social work. This type of research is
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TABLE4: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF

PROVINCES

PROVINGE, | et | 7 | oionenoes || % | enmes | %
Gauteng 24 11.88 5 9.62 3 2143
Westem Cape 29 14.36 3 2.62 3 2143
Eastern Cape 14 6.93 5 92.62 1 7.4
S:pf‘em 21 10.40 5 9.62 1 7.14
E:’;lz"““" 31 15.35 8 (5.38 2 14.29

Free State 6 297 5 2.62 0 0
North West 11 3.45 6 11.54 1 7.4
Limpopo 21 10.40 4 7.69 1 ;H
Mpumalanga 23 11.39 3 9.62 1 7.14
Head Office 22 10.89 4 7.69 1 7.14
Total 202 100 52 100 14 100

If the four crtena used in the demarcation of the experimental and comparison groups are taken
as a whole, it could be concluded that they are sufficiently representative of the SAPS populabon.
The results of the research could, therefore, be generalised to the population as a whole with

some certainty.

The data collection mnstruments will now be discussed in more detail.

11.5 DATA COLLECTION INSTRUMENTS

Owing to the uniqueness of the Conflict Management Programme, 1t was unpossible to use
standardized questionnaires. Consequently, new measuring instruments had to be designed.
Although various pilot studies were used 1n an attempt to standardize these questionnaires, this
was not successful in all respects. In the case of Scale 2, for example, the Cronbach alpha
coefficient (“ot””) was below 0.5. Tt was also found during data analysis that some of the other
scales wete formulated in such a way that they could not measure change effectvely. In these
cases it was impossible to prove whether or not change had actually taken place (Elmes ef @/,
2003:59-60, 144-5; Zechmeister & Posavac, 2003:194-7). In order to bndge such shortcomings,
triangulation was used throughout the project.

In the study, the following defimtion of toangulation by Hiton (2003) was used as a starting
point: “Triangulation in research refers to the combination of two or more theores, data sources,
methods or investigators in one study of 4 single phenomenon to converge on a single construct.”
In thus case, the so-called “intra-method” (Sarantakos, 1998:186) or “within-method” (Bryman,
2003) of tiangulation was used. [t entatled the use of multiple instruments to measure the same
phenomenon, viz. the change that the programme brought about (cf. Mark, 1996:220; Patton,
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based on the premise that human functioning can be divided into three inter-related but not
necessanly linear-dependent dimensions. They are the cognitive (knowledge), the affective
(feeling) and conative (behavioural/doing) dimensions {Thompson, 2002:xvii).

Numerous studies have indicated that a change in one dimension does not necessarily bring about
a change in another (for example, an increase 1n knowledge does not necessanly change attitudes),
or that the bringing about of change in one dimension (for example, attitudes) is necessanly a
prerequisite for change in another dimension (for example, behaviour) (Akade, 2001: 248-251;
Elkind, 1993:17, McCann & Shatkey, 1998: 268-9). Some researchers also found it necessary to
divide behaviour into certan categones or types such as skills, role acceptance, customs and
practices (Babbse, 2001:275-7, WPDCE, 1999:16).

In the research, the programme content and avalable literature were used to develop KAB
questionnaires that comprised two sections. The first section listed 20 (twenty) questions, which
dealt with the participants’ knowledge, attitudes, and existing/intended behaviour. The behaviour
scale was turther subdivided into three subscales. It covered the tespondent’s reactions to a

conflict situation and their strategies and skalls in dealing with contlict.

A second section was added to the post-test questionnaire that was admunistered to the
experimental groups. This section which listed six questions enabled the respondents to assess
the overall value of the programme and the value of each of its five constituent parts. In the text
this data will be referred to as Scale 4.

The structure and focus of the questionnaire 1s summansed in Table 5.

TABLE 5: THE COMPOSITION OF THE KAB QUESTIONNAIRES

DIMENSION SCALE NO. FACETS THAT WERE MEASURED
Knowledge Scale 1 0 Knowledge of the causes and nature of conflict
Artitudes Scale 2 G Attitudes towards conflict
Behaviour Scale 3 QO Reactions to a cc;nﬂict situation

Strategies in dealing with conflict situations
o Skills in dealing with conflict situations

The questionnaires compused closed (e.g. true or false) and Likert-type questions (e.g. strongly
disagree, disagree, agree, stromgly agree) (cf. Jackson, 2003:6; McCormack & Hill, 1997:70-74). The
questions were formulated in such a way that they would deterrnine the respondents’ existing (in
terms of the pre-test) and newly acquired (in terms of post-test) knowledge, attitudes and
behaviour. The questionnaires were, in the case of the experimental groups, presented
immediately before and directly after the presentation of the programme. At the same time,

similar questionnaires were admunistered to the companson groups. This made it possible to
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discount any environmental influences when determining the net effect of the programme

(intervention/ independent variable) on the experimental group.

11.5.2 The Presentation Evaluation Questionnaire

One presentation evaluation questionnaire was developed for the whole EPCaP study. It was
based on a literature study as well as an analysis of existing measuring instruments.  The
questionnaire was tested and standardized during the piloting phase of the research. 1t consisted
of 31 questions that were divided into six sections (see Table 6). These questions covered the
evaluation of the presenter’s aptitude, presentation skills, the learning process, and the context in
which the programme was presented as well as some general 1ssues. Together they formed Scale
6. The questionnaire also included Scale 5 which dealt with the relevance of the programme (see
Table 6: Section 5).

The respondents in the experimental groups completed the questionnaire immediately after the

Conflict Management Programme had been presented.

TABLE 6: THE COMPOSITION OF THE PRESENTATION EVALUATION QUESTIONNAIRE

SECTION FACETS THAT WERE COVERED QUESTIONS

Section 1 Evaluation of the presenter O Questonlto5
Section 2 Evaluation of the presenter’s presentation skills Q Question 6 to 10
Section 3 Evaluation of the leaming process Q Question 11 to 17
Section 4 Evaluation of the context within which the programme was  Q  Question 18 to 21

presented
Section 5 Evaluation of the relevance of the programme (S 5) O Question 22 to 27

Section 6 General (Length of the progravmmee, tewipo of presentation, balance beneen | @ Question 28 to 31
presentation and gronp participation. Languace which was nsed the mosr in
the presentation)

11.5.3 The Presenters’ Evaluation Questionnaire

The fourteen soctal workers who presented the Conflict Management Programme to the
experimental groups were requested to complete the Presenters” Evaluation Questionnaire. It
enabled them to evaluate their own presentaton abilites or skills and the relevance of the
programme. They were also requested to make recommendations regarding ways in which the
programme and its presentaton could be tmproved (see Table 7). The content of the
questionnaire was based on the presentation evaluation questionnaire and comparisons could,

therefore, be drawn between the two sets of data.
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TABLE 7: THE COMPOSITION OF THE PRESENTER’S EVALUATION QUESTIONNAIRE

SECTIONS FACETS THAT WERE COVERED QUESTIONS

Section 1 Self-evaluation (of Anonledge. cnthusiasm. capability for creaing, | Q  Question 1to 5
participation by attendees, explain difficule material and io relate according
to Enoniedse base of attendees)

Section 2 | Self-evaluation of presenter’s presentation skills O Question 6to 10
Section 3 | Evaluation of the learmung process a  Question 11 to 17

Section 4 | Evaluaton of the context within which the programme was | O  Question 18 to 21
presented

Section 5 = Evaluation of the relevance of the programme a  Question 22 to 27

Section 6 | General (Lengrhh of rhe programnie, tempa of presentation, balance berveen | O Question 28 to 36
presentation and group participation, language which nas wsed the nwst
ditring the presentation, subjects that need to be added or taken anway, aspects
that need more attention, elenents of the progravmme that were the prost] least
valnable and explaratory nofes)

11.6 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS

All the data generated by the various questionnaires was analysed in conjunction with the
Statistical Consultation Services of North-West University and with the aid of the SASS computer
package (SAS Institute Inc, 1999). In this process, the rehability of the scales was first
determined. This was followed by an analysis of their validity and thirdly, the change that they
were able to measure was determuned. The procedures and formulas that were used for these

purposes will be discussed brefly.

11.6.1 Procedures and Formulas for the Calculation of Reliability

In order to determine the reliability of the measuring instruments, the Cronbach alpha coefficient
{‘Cronbach alpha’, “CA” or simply “a”) of each scale and subscale was calculated (Gravetter &
Forzano, 2003:455). Owing to the non-clinical nature of the scales/subscales, a score of 0.50 or
higher was accepted as an appropriate reliability coefficient (cf. Jackson, 2003:87-91). One of the

scales that was used in the research did not comply with this criterion.

11.6.2 Procedures for the Calculation of Validity

The validity of the individual questions was inutially determined by the pilot studies and peer-
group evaluations. This procedure was necessary to increase the face, content and cnteria validity
of the questions (cf. Creswell, 2003:157-8; Elmes ef 2/, 2003:55-59; Jackson, 2003:44-5). The main

study and its results, however, should be viewed as the most important step in this process.
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11.6.3 Procedures and Formulas for the Calculation of Change/Effect

In order to measure practical sigrtficant change, Cohen’s formula for the calculation of effect size was
used. Thus type of effect size is also known as Cohen’s d-value (Cohen, 1988:20-7; Steyn, 2000:1-

3). The reasons for this choice were as follow:

* A probability sample could not be 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 to generalise the results to the target population by means of inferential
statistics.

® To determine 1f the programme did in fact change the knowledge, attitudes and behawour of
SAPS personnel i practice, the standardized difference was used as effect size (cf. Gravetter &
Forzano, 2003:454). This entailed the dividing of the difference between two averages (or
averages of a given mean) by the standard deviation. According to Steyn (2000:3), this is a

natural criterion for drawing conclusions regarding significance.

A four-step procedure was followed in calculating the size of the effect that the programme had
on the respondents. The first step required 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:

g= ar

Ot
Where:
d = effect size
e = average difference of scores in the experimental group (abbreviated with “p,”)
Cue = standard deviation of difference score.

The second step was to determine if thete were any practical significant differences befweer the
pre-test and post-test scores of the expenmental and companson groups. In order to do so, it
was first necessary to determine if the expenimental groups {(group ‘¢’) and compatison groups
(group ‘c)) were comparable before the start of the intervention programme. This was done by
calculating and comparing the d-values per scale of the two groups’ pre-test measurements. The
difference had to be smaller than 0.5 (in the case of a bigger difference, a co-vanance analysis was
required). In the research, all the scales passed thus test.  This can be viewed as an indication that
the members of the two groups were selected it such a way that they compared favourably with

each other from the outset and that the use of avarlability sampling was effective.
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In order to compute the net difference per scale, Cohen’s formula for calculating the effect size

between two groups was used. The formula 1s as follows:

d= K- B
c
W here:
d = effect size
L, = average difference score in the experimental group (¢)
Ly = average diffecence score in the comparison group (¢}

W, - L. = difference between average difterence

G = masimum standard deviation of ditference scores (Colen, 1988:20-7, Stevn, 2000:1-3)

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

e Ifd =021t would indicate a swall ¢ffect, implying that the research should be repeated in order
to conbirm if there was an effect.

o Ifd = 0.5 1t would indicate a medium effect, implying that the result can be viewed as significant,
but also that better planned research could produce even more significant results.

o Ifd= 0.8t would indicate a large effect that 1s of practical significance.

¢ DBecause there are no absolute boundaries between the three d-values, concepts such as ‘small

to medium effect” and ‘large effect’ can be used (Spatz, 2001:74-5; Steyn, 1999:3).

The last step was to perform an effect size-analysis of 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 formula used to determine the effect size in the group was utilized for
this putpose, i.e.:

de= Mg
S

Besides effect sizes (d-values), descriptive statistics such as totals, percentages and averages were

also used in certain scales and for some of the questions.

11.7 PROBLEMS ENCOUNTERED IN THE RESEARCH

Various minor problems were encountered during the EPCaP study. Most of these were also

prevalent in the evaluation of the Conflict Management Programme.

The EPCaP study was carried out in all nine provinces and at the SAPS Head Office (which made
up the tenth province) and involved a total of 4 157 respondents, 146 social workers and nine
researchers. A study of this magnitude caused various logistical problems. One result was a
relatively high percentage of spoiled questionnaires (8.18%) and a reasonably poor response rate

in respect of the presenters’ evaluation questionnaires. The 1 039 spoiled questionnaires (from a
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total of 11 658 questionnaires) were largely caused by the respondents’ faulty completion of their
secret codes and made matching their pre-test and post-test questionnaires impossible.
Consequently, the total number of usable questionnaires from some provinces was somewhat
low. 1If it is taken into account, however, that the entire project produced 10 619 usable
questionnaires involving 322 166 indrnidual measurements/items, the relatively high number of
spoiled questionnaires should not have had any significant influence on the outcome of the

research.

In the case of the evaluaton of the Conflict Management Programme, the expenmental groups
comprised a total of 211 respondents whie the comparison groups were made up of 52 personnel

members. This was insufficient to determine the effect of the programme scientifically.

Another problem was caused by the fact that high level stanstical analysis had to be used for
questionnaires that were not yet fully standardized. The result was that Scale 3, which measured
behaviour, had an unacceptable low CA and could not be used. This type of problem had,
however, been anticipated and was eliminated by trangulating the measurements of this scale’s

individual questions with the results achieved from the other scales.

A further general problem was caused by the fact that existing policy required that the same
programme be presented to all SAPS personnel. This programme, therefore, targeted personnel
from the lower job levels, 1.e. cleaners up to semor staff members, 1e. Directors. During data
analysis certain indicators revealed that the Conflict Management Programme had a different
effect on respondents from different post and educational levels. These differences could not be
explored in detail and may have had a negative influence on the extent of the effects that were

measured.

In spite of minor shortcomings, the research results revealed that the Conflict Management
Programme sull had a sigruficant effect on the respondents. The grounds for this concluston will

be discussed next.
12. THE RELIABILITY OF THE MEASURING INSTRUMENTS

The wmtal KAB questionnaire comprised two knowledge subscales, four behaviour subscales and
one attitude scale (27 questions in all). Because some of the ouginal scales did not have the
acceptable Cronbach Alpha coefficient of o = 0.5+ (¢cf. Jackson, 2003:87-91), they were
consolidated nto three scales. Table 8 provides a summary of the results of this process, as well
as the o of the other scales and subscales which were used (see Addendum 2 for the

questionnaires).
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TABLE 8: THE CRONBACH ALPHA COEFFICIENT (at) OF THE SCALES THAT WERE USED

SCALES o !
Scale 1: Knondede of condlict management 0.7
Scale 2: . Atitudes e conthct Q.50!
Scale 3: Conflict management stvles/ bebarionr <05
Scale 4: The ruive of the prograumme 0.53!
Scale 51 The referance of the programme N 0.63!

Scale 6: Onality of the programme presentafion

Subscale 6.1: Evaluaton of the presearer 0.63'
Subscale 6.2: Evaluation of the presenter’s presentation skifls O.?U‘
Subscale 6.3: Evaluation of the Zuarwing process 0.62°*
Subscale 6.4: Evaluation of the presentation context (.62"

*Relabie measuring instrument

Table 8 reveals that the scales, including those that were aimed at determining changes in respect
of knowledge (Scale 1) and attitudes (Scale 3), had an acceptable Cronbach alpha coefficient of
above 0.3, In spite of the consolidation process, a predictable o could not be achieved wath Scale
3. The results of some of its individual questions will, therefore, be used as an éndication of the

type of behavioural change that was achieved.

The next section focuses on the effect of the programme that was measured by means of these

scales.
13. THE EFFECT OF THE PROGRAMME

In determining the effect of the programme, it was first accepted that all personnel would have
ganed a certain level of knowledge, developed particular attitudes and adopted specific behaviour
patterns n the course of their lives (Nelson-Jones, 1991:25). These levels would be established by
means of the pre-tests. The experimental group would then be subjected to the programme and
their new levels of knowledge, attitudes and behaviour measured with the post-test questionnaire.
The comparison group would, at the same time, be subjected to a simular post-test. By
comparing the two sets of results, it would then be possible to determine the net effect of the

intervention (the programme).

1Ol = Cronbach alpha coefficient
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Secondly, it was accepted that human functioning could be divided into a cognitive (knowledge),

an affective (attitude) and a conative (behavioural) dimension (cf. Thompson, 2002:xvi-xvif). In

this context:

® The cognitive dimension refers to mental processes such as thinking, reasoning, expertise,
insight, understanding, memory, observation skills, bringing into relation and reflection,

® The affective dimension refers to abilities such as caring, coping, passion, wisdom, support,
adaptability and the recogmtion of feelings and

® The conative dimension refers to the actions that we display regularly such as networtking,
pro-activity, vistoning, goal setting, integrity and leadership (cf. Ebersohn & Eloff, 2003:21;
Groot Tesourus vir Afnikaans, 1994:177; Plug et 2/, 1997:181, 383).

Thirdly and finally, in measuring the effect of the programme it was accepted that changes in the
respondents’ cognitive, affective and conative dimensions could be measured separately. The

results achieved with this process will be fooked at next.
13.1 THE EFFECT OF THE PROGRAMME ON RESPONDENTS’ KNOWLEDGE

The questions n Scale 1: Knowledge of Conflict” focused on changes in the respondents’ level of
knowledge of the nature and causes of conflict. Scale 1 basically boiled down to a knowledge quiz
on a pre and post basis. The different scores that were obtained from the expenmental and

comparison groups, as well as the eventual effect size, are summarnised in Table 9.

TABLE9: EFFECT SIZE OF SCALE 1: KNOWLEDGE QF CONFLICT

EXPERIMENTAL GROUP {¢) COMPARISON GROUP (c) Preversie
- = (d-value)
n 2 7 Ha

211 0.137 52 -0.157 0.331 0.91%*

** Practical signifecant effect

The d-value for Scale 1 indicates that the programme had a large effect on the respondents’ level
of knowledge. This represents a practical significant growth in their knowledge of the nature and
causes of conflict. This result could be viewed as important in the context of the nature and aun
of the programme as it shows that the respondent’s new-found knowledge should be of such a

nature that it could support any changes in attitudes and behawiour.
13.2 THE EFFECT OF THE PROGRAMME ON RESPONDENTS’ ATTITUDES

The questions that were used in Scale 2 were designed to ascertain how the respondents
experienced conflict as well as thetr willingness to modify their attitudes towards conflict. The

results that were achieved with these questions are summarized in Table 10.
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TABLE 10: EFFECT SIZE OF SCALE 2: ATTITUDES TOWARDS CONFLICT

EXPERIMENTAL GROUP (e) COMPARISON GROUP (c) EFFECT SIZE
n i - ™ (d-value)
203 (0,413 51 (1413 0.569 0.9k

¥ Practical sigiifecant effect

A d-value of 0.9 was achieved with Scale 2. Such an effect size 15 viewed by Cohen (1977:22-25)
and others as indicative of a latge effect that is of pravtical sigmficance. It, therefore, represents a

major shift in the respondents’ attitudes.

13.3 THE EFFECT OF THE PROGRAMME ON RESPONDENTS’ BEHAVIOUR

The questions in ‘Scale 3: Conflict Management Styles” were based partly on the view that
behaviour entails anything a person says and does (Martin & Pear, 1996:3). It focussed especially
on respondents’ reactions to conflict situations and their strategies and skills in dealing with these
sttuations. Owing to an overall low & for thus scale, the effect sizes of three of its questions, only,

are provided in Table 11.

TABLE 11: EFFECT SIZE OF INDIVIDUAL QUESTIONS IN SCALE 3: CONFLICT MANAGEMENT

STYLES/BEHAVIOUR
EXPERIMENTAL COMPARISON EFFECT
QUESTIONS GROUP (¢} GROUP (¢) o SIZE
~val
" 0 & - W {d-value)
13- Hoor would you rate your ability 190 0.268 30 0.004 L1063 0.46%
to dominate your colleagues?
16 Fow st geverte paorakily 190 0.2842 49 0.1429 1.2315 0.43%
to avoid conflict?
17. How would you rate your ability
to handle conflict once it has 188 0.516 49 -0.041 .9782 0.94%*

ansen?”

Medinm effect. **Practical significant effect

In the scale that dealt with a self-ratng of ability, three questions, only, produced a medium to
practical significant effect. This has two main imphcations. The first 1s that the respondents were
of the opinion that the programme improved their ability to deal with conflict or conflict-inducing
circumstances. [t could be expected that they would move on and implement these new abilities
in practice. The second implication is that the particular scale was senously flawed and that this
was caused mainly by the type and number of questions used. This finding will be further
substantiated when these results are tdangulated with those of Scales 4 and 5 especially (see
headings 7 and 8).

There are three main conclusions that could be drawn from the application of the three KAB
scales. The first is that the programme brought about a significant increase in the respondents’

2 6 = masinum standacd deviation of ditterence scores
3y = average difference score tor the experimental group. Note: a co-varfance analysis was used in these questions
41— average ditterence score for the compagison group. Note: a co-vaance analysis was used m these questions
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conflict-related knowledge and also changed their atbtudes significantly. The programme,
therefore, succeeded admirably in these two goals. A second conclusion was that Scale 3 was
seriously flawed and contained only three questions indicating that the programme did, indeed,
have a medium to practical significant effect on respondents’ intended conflict management
behaviour. The reason for the mnadequacies of this scale 1s probably the fact that all the groups
used i the pilot studies were from Gauteng Province and were, thus, not sufficiently

representative of the SAPS as a whole.

14. THE VALUE OF THE PROGRAMME

The post-test questionnaire that was admunistered to the experimental group contained six
additional Likert-type questions. These were specifically aimed at detetmirung what value the
programme held for the respondents. They rated the overall value of the programme and its five
constituent parts on a four-point scale, which ranged from: “It had no or littde value” to “It had a
lot of value” The data that was collected, including the number of responses and related
percentages, are contained in Table 12,

TABLE 12: EFFECT SIZE AND DISTRIBUTION OF SCALE 4: THE VALUE OF THE PROGRAMME

CHOICES AND REPONSES EFFECT
QUESTIONS n It had no or | [t had befor: It had abare It had a lof Pige O i SIZE
fittle ralwe | arerage value | arerage refie of ralie (d)
21. What was the overall value o 54 142
of the programme/ 202 0 ’ - 3.673  (G.530 2.2%%*

(2.97°) | (26734  (70.30°)

course”

22, What value did the

foliowing component 5 1 12 74 113 T
i ) Kkl
have for vou: "“The reasons e (0.50° ) (6.00° ) (37.00° o) (56.50" ) S | LEw Ls
for confbat”
23, What value did the
following component 2 8 80 108 I
' " o . 0.627 Gk
have for you: “Feefngs 198 1 (loree) | aodre) | (0d00s) | (sasave) | 8200 k5
surrosinding conflet”
24. What value did the
following component p
7 ) - -
have for you: “Yasr o7 | 3 - ? 198 13452 | 0695 | 14w

bebavionr as a ressilf of e AP (37.36%) B

anflia”

25. What value did the
following component 196 3 4 72 117
bave for vou: “Five main ‘ (1.33"0) (2.04%0) (36.73"0) | (39.69%0)

strafegies for managing eonfBet”

3546 0.618 1:7%%

26. \What value did the

following component 2 8 62 129 & 5 -
N 20 : ; AR 582 | 0.620 iy
have for vow "Gurdednes for : {0.99%) {3.98°4) (300.85"0) | {64.18%0) e
manggng confket”
2 8 69 ‘l:(l

Arerao 9 5y . | PO
Arerage | 19 1 10y | 020 | (3467 | (60.3%)

** Practeal sigiuficant effect
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Table 12 indicates that the programme as a whole received an exceptionally high rating. This 1s
refiected in the far above average d-value of 2.2 for Question 21. An effect size of this magnitude
15 viewed by Cohen (1977:22-25) and others as estraordinarily large and of practical significance.
This finding is further substantiated by the fact that, on average, 97.03% of the respondents were
of the opinion that the programme had either an “above average value” or “a lot of value™ (Table
12

A similar trend was revealed as far as the other questions were concerned. Some of the

conclusions that could be drawn from them were the following:

e  Question 22 dealt with the reasons for conflict and, therefore, focused more on the
knowledge dimension of the programme. The high effect size of 1.6 that was measured
supported the d-value of 0.91 that was achieved 1n Scale 1 (see Table 9). In addition, the fact
that 93.5% of the respondents were of the opinion that the particular component was of
above-average value indicated that it formed an important part of the programme.

¢ Question 23 covered a part of the programme that focussed mainly on attitude-related tssues.
It, also, produced a practical significant effect size of 1.6. As in the case of Question 27, this
also concurs with the large effect size achieved with the equivalent KAB scale (see Table 11).

e The last three questions (24, 25 and 26) dealt mainly with the behavioural facet of the
programme. In all three cases a practical significant eesult was achieved. This strongly
contradicts the smaller effect sizes that were achieved with Scale 3’s individual questions (see
Table 10). This lends further credence to a previous finding that the particular scale was
seriously flawed and that the programme probably had a large effect on the respondents’
intended behaviour. In addition, the high percentage of respondents that were of the opinion
that the particular components were of considerable value showed that they formed an

important part of the programme.

The results of Scale 4 proved that all the components of the Conflict Management Programme
were of great value to the respondents and had a significant effect on their knowledge, atutude
and espectally their intended behavioural change. This is of extreme importance to the study
because the main purpose of the programme s to empower and encourage participants to
understand, evaluate and implement conflict management strategies. [t enables every participant
to leave the programme with a concrete plan of action and with the determination to put that plan

Into action.

15. THE RELEVANCE OF THE PROGRAMME

The experimental group’s view of the relevance of the programme was the fifth facet that was
measured during the research. The reason for this focus was the fact that the programme could
have a large effect on its participants, but compared with other capacity-bulding and general

training programmes, not necessarily deemed a major prionty. It was, therefore, necessary to
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ascertain whether or not the Conflict Management Programme was relevant to the professional
and personal lives of the SAPS personnel. This measurement also formed part of the

trtangulation process.

The relevance scale (Scale 5) fommed part of the presentation evaluation questionnaire and
comprised six questions. These questions dealt with issues such as the degree to which the
programme stimulated the respondents’ creative thinking and the extent to which they could use
the newly-gained knowledge and insights in their jobs. The data that was collected was subjected to

the same type of statistical analysis that was used for measuring effect sizes within groups (see 4.6.3).

In order to compare the relevance of the Conflict Management Programme with that of the
package of capacity-building programmes as a whole, the collective mean scores of these
programmes were also calculated and included in Table 13. The purpose of the comparison ts not
to ndicate which capacity-building programme is the most or least relevant, but to provide

additional cotena against which the different dimensions of relevance can be measured.
TABLE 13: EFFECT SIZE OF SCALE 5: THE RELEVANCE OF THE PROGRAMME

CAPACITY-BUILDING

CONFLICT MANAGEMENT PROGRAMME PROGRAMMES AS A
WHOLE
Effect Effect
Scales/ questions n vl G size o n size o
(d) (d)
Scale 5 197 3455 0,493 19441 (.92 2326 2.19+4 ().88=

22. The course/programme

" . L350 0.5 AT 22 L
stimulated myv ¢reative thinking, % | 3350 1 LAt <8 L

I
~1

23. T will be able to apply the new
knowledge and insights that I 197 | 3406 | 0.604 150t 2310 1.65"
have gained in my job.

24. 1 feel that the course/
programme will help me do my | 195 | 3426 0.608 a5+ 2303 L.55*
job better.

25. [ will be able to apply the new
knowledge and insights that I 196 @ 3409 0349 1.77¢1 2311 1.764!
have ganed in my dadly life.

26. I feel that the course/
programme will help me to live 196 3464 | 0.385 1.651¢ 2313 1.77%
my life in a better way.

27. All SAPS personnel should

. : 195 | 3.636 | 0.537 2, 15%t 2308 238
receive this course/pmgr;umne.

B Rehable sailes according to Cronbach alpha coefficient ¥ Practical siguificant
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With an effect size of 1.94, it 1s evident that the Conflict Management Programme as such had an
extrernely hugh relevancy value. This result is also in line with the capacity-building programmes
as a whole (d = 1.94 vs. d = 2.19). The probable reason for this result is that the programme
addresses a felt need in the organisation. This conclusion is substantiated by the fact that the
effect size in the case of Question 27: Al SAPS personnel should receive this course/ programme” was a
remarkable 2.15 (see Table 13).

There are a number of additional conclusions that could be drawn from the effect sizes generated

by the other questions in Scale 5 and include the following:

¢ 'The scores for ndividual questtons i1 the Conflict Management Programme were generally on
a par with that of the capacity-building programmes as a whole. This indicates that its
relevance cannot be attabuted to one factor, only, but to the combined effect of all its
components.

s If the two questions that relate to the effect of the programmme on a person’s job performance
(questions 23 & 24) are compared with those that focus on a person’s personal life (questions
25 & 26), a higher rating comes to the fore in the latter. This implies that the programme
should not only be seen as an instrument for job enrichment but more specifically as a tool
for personal empowerment.

o Questions 23 to 26 had a strong behavioural focus. In terms of tangulation, their high effect
sizes further incicate the conclusions reached regarding flaws 1n Scale 3. It is, therefore, clear
that the Conflict Management Programme did not only have a practical significant effect on
the knowledge and attitudes of respondents, but changed their behaviour significantly as well.

16. THE INFLUENCE OF THE QUALITY OF THE PROGRAMME
PRESENTATION

Apart from measurning the direct effect of the programme, it was also necessary to determine the
influence 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 presentaton,” consisted of four subscales. Subscales 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 programme presentation. Subscale 6.3 dealt with the
quality of the learming process and Subscale 6.4 with the context in which the presentation took

place.
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The presentation evaluation questionnaire also included general questions. Respondents evaluated
the length of the programme, the presentation pace, the balance between lectures and group

nvolvement, as well as the language in which the programme was mostly presented.

The data generated by Scale 6 are summarized in Table 14. For the sake of interpretation, the data
from Scale 6 1s presented collectively with the data from the capacity-building programmes.

TABLE 14: EFFECT SIZE OF SCALE 6: THE QUALITY OF PROGRAMME PRESENTATION

CONFLICT MANAGEMENT PROGRAMME CAPACITY-BUILDING
PROGRAMMES AS A
WHOLE
. Effect size Effect
Subscale/questions n n @ o n s G5 o
Subseale 6.1: 202 | 3465 | 0476 203 087 | 2334 | 2060 | 085

Evaluation of the presenter

L. The presenter was
knowledgeable about the 201 3498 0.5376 [L73%¢ 2334 1.844¢
subject that he/she taught.

12

The presenter could link the
materal to the participants’ 200 | 3445 0.373 1.63%! 2337 1.57%"
level ufkm )‘E\«‘ledg(‘.

{93

The presenter was able to

explain difficult and abstract 201 3.458 0.600 1.0 2339 1.33+}
concepts.

4. The presenter succeeded in

keeping me interested in the 199 3467 0.5393 L6301 235 .71

subject.

5. The presenter was
enthusiastic about the subject = 197 3457 0.557 1. 228 2308 162t
he/she taught.
Subscale 6.2:
Evaluation of the presenter’'s | 220 3.694 0.504 2.37% 0.82® 2354 2.27%4 {1.86"

presentation skills

6. T could clearly hear whar the
presenter was saving {e.g. it
was loud enough and in an 202 3.540 0.565 1.84%¢ 2346 L5
accent that [ could
understand).

~1

The presenter was skilful in
the use of the teaching media

(e.g. transparencies and or 201 3433 0.614 1.524 2340 1.0
writing on newsprint/the
blackboard).

8. The presenter encoumged_
pz\_rrici!)n.nt U1v91\'eme11t (eg 199 3323 0.558 183" 2340 196"
by asking questions and or
promoting discussions).

9. The presenter prepared
himself/herself thoroughly 201 3512 0.567 1.794¢ 2330 17441
for the presentation.

10. What is vour overall rating of
the presenter’s presentation 198 4505 0.651 3.08"1 2324 27743

skills?
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Subscale 6.3
Evaluation of the learning 201 3467 0.486 109+ 09| 2353 2,061 09]=
process

11. In the beginning, the
presenter gave a clear
overview of what we could 201 3423 0.570 Lozt 2351 14811
expect dunng the
course/programme.
2. The presenter made sure that
PlsEPant undesslodd 01 | 3438 0572 Lodt 2350 L,
subject before continuing on
to the next subject.

=]
N

13. At the end, the presenter
gave 2 summary of the 200 0 3400 0.376 13644 2332 1.5441
matenial that was covered.

14 Thepresenier was sble fo s00 | 3535 | 0557 1854 2335 | 176
communicate on my level

L5. It was easy to understand the 200 | 3.305 0.567 1770 2342 [ 7904
material that was presented. - o ' T T

16. The matedal that was 5 G i el .

201 349 0.558 1.781¢ 2334 1.684!

covered will be useful. B : ¢ 4

17. The course samulated my | 50 | 3405 | 0,625 15911 2349 | Loo
interest in the subject.

Subscale 6. 4:

Evaluation of the pfescgmg'on 197 4.243 0.690 1.80¢! {).88w 2326 24941 8=

context

18. How would you rate the 196 | 3990  1.052 0.88" 2308 | 136"
venue?r

[9. How would vou rate the
quality of the ]e;u_u_h)g 197 4.280 0.742 1.73+¢4 2317 24114
material that was presentedr

20. How would vou rate the
quality of the teaching media | 196 | 4347 | 0703 192t 2316 | 236
(e.g- reansparencies and or
handouts)?

21. How well was the cousse/ | 196 | 4357 | 0705 1.9311 2311 | 2340
programme organised?

B Reliable scales acording to CA (Cronbach alpha coeffisient) ¥* Practical significant

The implication of each subscale will be discussed individually. Where comparisons are drawn

between scores, a difference of more than 0.3 mn effect size will be viewed as noteworthy.
16.1 THE INFLUENCE OF THE QUALITY OF THE PRESENTER

The overall rating of the presenters’ level of expertise and knowledge regarding the topic was a
very high 2.03 (see Table 14: subscale 6.1). There was no discernable difference between this
rating and the effect size of 2.06 for the capacity-building programmes as a whole. Itis, therefore,
clear that the presenters’ expertise regarding conflict and conflict management was in line with

that of other programmes. The presenters” ability to explain difficult and abstract concepts and
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form a link between the theory and the experiences of the personnel was higher than in other
programmes presented (see Question 2 & 3, Table 14). The respondents also rated the

presentecs’ enthustasm regarding the subject, as hugher.
16.2 THE INFLUENCE OF THE PRESENTER’S PRESENTATION SKILLS

The effect size of 2.37 for Subscale 6.2 compares favourably with that of the combined PCBP’s
(re. d=2.27) (see Table 14). A large effect size difference pertains to the presentation skills of the
presenter (see Table 14: Question 10).

16.3 THE INFLUENCE OF THE LEARNING PROCESS

The overall effect size of 1.99 for Subscale 6.3 15 basically in line with the effect size of 2.06 for
the capacity-building programmes as a whole. It would appear that the programme’s strongest
points were presenters who gave a clear overview of the programme and who were able to

communicate on the respondents’ level (see Table 14: Question 11 and 14).

16.4 THE INFLUENCE OF THE PRESENTATION CONTEXT

Although the presentation context received a very positive d-value of 1.80 and contributed
significantly to the overall positive effect of the programme, tts rating s significantly lower than
the 249 of the combined programmes (see Table 14). The reason for this discrepancy can be
attrrbuted to two factors. The first s that it would appear that the quality of the learming matenal
(d =173 vs. d = 2.41) and the teaching media (d = 1.73 vs. d = 2.36) are not on par with that of
the PCBP’s as a whole. This is an tssue that should be addressed 1n the revision and further
development of the programme. Secondly, it would appear as though two contextual issues, viz.
the venue (d = 0.88 vs. d = 1.36) and the organising of the programme (d = 1.93 vs. d = 2.34),
were somewhat deficient. No reason for this discrepancy could be found in the research data. 1t

is an issue that should be further investigated.
16.5 OTHER INFLUENCES

The presentation evaluation questionnatre also covered a number of other issues that could have
had a positive or a negative influence on the effect of the programme. These included the length
(duration) of the programme, its pace, the balance between presentation and group involvement
and the language i which the programme was conducted. Because of the type of questions that

were used, it was only possible to interpret the data by means of descriptive statistics.

The respondents rated the length of the programme by completing a five-point scale. The results

of this rating are reflected in Table 15.
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TABLE 15: THE LENGTH OF THE PROGRAMME’S PRESENTATION

QUESTION 28 = HOW WILL YOU RATE THE LENGTH OF THE AVERAGE OF AVERAGE OF
COURSE/PROGRAMME? CONFLICT CAPACITY-
MANAGEMENT BUILDING
Resenss 1. Itwas | 2. Itwas 3. The 4. [t mar 3. [twas PROGRAMME PROGRAMMES A3
( P 196) it foo a hittle length was a fittle too wineh oo A WHOLE
A long toc long st rioht sheort short
Frequency 10 13 110 +H 19
— 325 3.15
Percentage 510% | 6.63% | 36.12% | 2245% | 9.70%

Table 15 indicates that in teons of averages, the programme’s measurement of 3.25 1s in line with
the 3.15 of the combined PCBP’s and that 1t falls in the category of “just nght”. However, 32.1%
of the respondents felt that it was too short. This would indicate that more time should be
allotted to the programme and/or that the topic should receive more attention than 1s currently

the case.

The respondents were also requested to complete Question 29 1n which they had the opportunity
to judge the pace of the presentation with the help of a five-point scale. The results are reflected
in Table 16.

TABLE 16: THE PACE OF THE PRESENTATION

QUESTION 29  HOW WILL YOU RATE THE PACE OF THE PRESENTATION? AVERAGE OF AVERAGE OF
CONFLICT CAPACITY-
MANAGEMENT BUILDING

Response i The pace | 2. The pace o The pace | 4. Thepacea | 5. The pace : - ol
‘ _f)l g7 was ppich oo | wasa itk wag just eht | hitle toa fast | was sy too PROGRAMME | PROGRAMMES
\n = ) sl e fast AS A WHOLE
Frequency 2 6 139 17 13

3.17 3.407
Percentage 1.02% 3.05% 80.71% 8.63% 6.29%0

The average measurement of 3.17 15 in line with that of the PCBP’s as a whole and falls in the
“Just right” category. The fact that a total of 80.71% of the respondents judged the presentation
as being at the night pace reaffirms this finding,

Respondents were also required to complete an item on the balance between the presentation of

information and group participation. The results are reflected in Table 17.
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TABLE 17: THE BALANCE BETWEEN THE PRESENTATION OF INFORMATION AND GROUP

PARTICIPATION
QUESTIUN HOW WILL YOU RATE THE BALANCE BETWEEN THE TIME AVERAGE OF AVERAGE OF
30 SPENT ON THE PRESENTATION AND TIME SPENT ON GROUP CONFLICT CAPACITY -
INVOLVEMENT? MANAGEMENT BUILDING
PROGRAMME  PROGRAMMES
Response . Too mudh fime | 2. A good | 3. Too murch time 4. There was no AR
_‘pl 96 was spent on He Dalance s spent on gromp group inrolrement
(“ — & (’) presentition wrofrement
Frequency 10 163 17 6
2.10 2.08
Percentage 3.10% 83.16" 8.67% 3.06"

It s ewident from Table 17 that the respondents were satisfied that a good balance had been
maintained. It is striking that an overwhelming 83.16% of the respondents awarded “A good
balance” rating to this issue, indicating that this aspect had a positive influence on attaining the

programme outcomes.

The final aspect covered in the particular questionnaire, was the language in which the
presentations were conducted. According to the Education, Training and Development Policy of
the SAPS (SA (REP)Human Resources, 2003), every personnel capacity-building programme has
to be available in English only. Tt was, therefore, necessary to determine the extent to which the

presentation of the programme was conducted in this language. The results that were obtained are
reflected in Table 18.

TABLE 18: THE LANGUAGE THAT WAS USED DURING THE PRESENTATION OF THE
PROGRAMME

QUESTION 31 | WHICH LANGUAGE WAS USED THE MOST IN THE PRESENTATION OF THE
COURSE /PROGRAMME?

Response ; s T :

@ =pl o7) Afrikeadans English Sorho Tswrana Zitlu Qrhers
Frequency 21 157 1 11 + 3
Percentage 10.66% 79.70%% 0.51% 5.58% 2.03% 1.52%

Although 79.70% of the presentations were conducted in English, other languages stll featured
predominantly in 20.30% of the presentations. This 1s a relatively high percentage and a matter of
concern, because it indicates that at least 40 respondents were unable to enjoy the complete
potential value of the programme. It should also be taken into account that if any other languages

are used during a programme, they would have a negative impact on the length/duration of the
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programme and that most of the handouts, transparencies, checklists, etc. would be irrelevant.

Consideration should therefore be given to addressing this issue.
17. THE PRESENTERS’ EVALUATION OF THE PROGRAMME

The presenters’ evaluation questionnatre, which was similar to the presentation evaluation
questionnatre, enabled presenters to evaluate their own expertise and presentation skills, as well as
the learning process, the leaming context, and the relevance of the programme. A number of
open-ended questions, such as “what should be added to/ dropped from the programme?” and “what was the
most/ least helpful?” were also added. Presenters could write their comments on subjects that should
be covered in greater detail as well as recommendations for improving the programme. These

inputs was utilised in the guidelines for the unprovement of the programme.

A total of 14 presenters completed the questionnaire. Although the acquired data could not be
subjected to higher order statistical analysis, it was still possible to draw compansons between the
results and those of the presentation evaluations. In this regard, the appropriate data from all the
respondents who participated in die EPCaP study will be included in Table 19.

TABLE 19: THE PRESENTERS’ VIEW OF THE RELEVANCE OF THE PROGRAMME

PRESENTERS (n = 14) RESPONDENTS:
CAPACITY-
CONFLICT gl

QUESTIONS CHOICES AND RESPONSES MANAGEMENT PRU:’::W}‘ u{g{"? P
: r PROGRAMME =

(n = 2326)

Strougly

disagree D?;Sw Agree (%0) SImJ[(ii‘)u_gn‘e Arerage Arerage
(%a)

22, The progrunme
stimulated the i i 10 + 340 338
participants’ creative 71.42% | 2857 2= s
thinking.

23, The pactcipants wall
be able to apply the 10 4 ) o
new knowledge and - - 71400 | 28570 529 343
nsights that they have RS | <EEES
gawed in their jobs.

24. I feel that the
programme will help i 1 9 + 301 340
the participants do 714 | 6429% 0 28.57% - -
their jobs hetter.

25. The participants will )
be able to apply the
new knowledge and 9 5 5 -
s - - ; " 3 .
misights that thev have 6+.29% | 35.71% 30 el
ganed in their daily
lives.
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26. 1 feel that the
programine will help

S ¢ 10 4 a -
participants to live = - e || g 3.29 35
their lives in a better T142% | 28.57%

“-'ﬂ.}'.

27. All SAPS personnel
should receive this - -
programme.

7 7
50.00% 30,00

L
2
{_JJ
-]

The presenters indicated that the programme is relevant for the SAPS and that all personnel
should attend it. This opinion correlates with the respondents’ opinion (see Table 13) and with
the findings that the programme is applicable to all races, genders and ranks/positions. The
presenters also supported the opmion that personnel who attend the programme wall be able to

improve their productivity and lead better personal lives.

The following Table (T'able 20) reflects the results of the presenters’ assessment of themselves in
terms of their knowledge, ability to link matenial to the respondents’ level of knowledge and ability

to explain difficult concepts, etc,

TABLE 20: THE PRESENTERS’ SELF-ASSESSMENT

PRESENTERS (n = 14) RESPONDENTS
=235
Chos 4R CONFLICT ey
QUBSTIONS NoIces an CSPOI']SCS NIANAGEMEN’P
Strongly Disagree i 8 Stronoly NO— o
; f.’.w_f;.’l'«.’ o) a) Agree (Vo) agree (%) AAreraar P tiirdid;
L. T am knowledgeable 3 6
about the subject that [ = - 0 kT 343 355
bnachs 57.14% | 42.86%
2. I was able to link the
matenal to the . 1 8 5 3.9 343
participants’ level of 7.14% | 57.14% | 33.71% - T
knowledge.
3.1 was able to explain 1 9 i X o
difficult and abstract - o 321 345

) 7.14% | 64.29% | 28.57"
concepts.

4. Tsucceeded in keeping 9
parficipants witecested o = - ‘ 330 349

91}

: 64.29% 3571
the subject.
5. I was enthusiastic about 9 5 356 346
. & - —" 2.0 24U
the subject that I taught. 64.29% | 35.71"

In general, the presenters agree that they are knowledgeable on the subject and able to link the
material to the level of the respondents’ knowledge and to keep them interested in the subject.
Their ratings in respect of explaning difficult and abstract concepts and their enthusiasm are
stmilar to the results obtained from the respondents’ evaluations. It can, therefore, be concluded
that the presenters are confidant about the subject matter of Conflict Management and about

their presentation and facilitation skalls.
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Table 21 reflects the results of the presenters’ evaluation of their presentaton skills. It also
includes their overall self-rating.
TaBLE 21: THE PRESENTERS’ EVALUATION OF THEIR OWN PRESENTATION SKILLS
PRESENTERS (n =14)¢ RESPONDENTS
L Gt wailBia CONFLICT My
Ql]Eb] IONS OLCEs AN LSPOI’ISCS MANAGEN!ENT
J'I\r:'::;z\f/]dj Disagree (o) | Azree (o) “\‘fmu}%ﬁ‘;‘(gm Arerge Areruge
6. Participants could | 9 4
arly F s ; = 29 =5
clearly hear what T was 714% | 64.29% 28.57% 3.21 3.52
Sﬂ_\"l.llg
7. 1 am skilful in the use 12 2 304 345
of the teaching media. . - 8571%  14.29% > o
8. I encouraged 8 6
B ¢ - - 57.04% | 42.86% W 8
9. 1 prepared myself 9 5
thoroughly for the 2 - i i 3.36 354
-y 4 B 6429 3571%
| Poor Fair - —:1;.—1(2:_ w_Gmm' [ “ery good “Ah ﬁ ) i s
:QIIESTION 10 (%0) (%0 o) 0) ‘ﬂ,;) Average Average
10. What 1s your overall 3 9 =
Shagel Yo - T 2L led20 | 1429 w e

presentation skillse

The respondents gave the presenters a much higher rating than the presenters gave themselves as
far as the use of teaching media, pteparation and overall presentation skills were concerned. This
could be the result of setting extremely high standards for themselves.

The presenters were also requested to evaluate the learning process. The results appear in Table

22.

TABLE 22: THE PRESENTERS’ EVALUATION OF THE LEARNING PROCESS

PRESENTERS (n = 14)' RESPONDENTS
— =735
CONFLICT St
QUESTIONS Choices and Responses MANAGEMENT
PROGRAMME
df:t;,::f;::;):;"il ") J—)?‘:f’)‘n’l’ Agm“ r“ "‘j ‘:\‘ii':::jf,%h‘) ":l’ o ‘.'1:“ A,“RJQ?
11. From the stact I gave a
A e &
clear overview of what 1 10 3 o5 Y
- N - & 5o 3.14 3.38
parucipants could expect 7147 | 7143"0  21.43%
durng the programme.

12. T made sure that .
participants understood a . 1 10 3 314 348
su])lect hetore moving on T 14% | 71.43% | 21.43% - '
to the next subject.

13. On concluding I gave a 10 4 s -
summary of the material & - 71430 | 28.57°. 329 342
that was covered. e kS

14. T was able to communicate ) 1 10 3 314 351
on the pastcipants’ level. T14% 71430 21.43% ' ;

SECTION 2: THE JOURNAL ARTICLES 48



15. It was easy for participants 2 7 1
to understand the marenal - 2145 | oo g LA 3.07 3.48
that was presented. 50.00% | 28.57"%

16. The matenial that was 8 3 308 2 40
covered will be useful. - } 72.73%% | 27370 . e
17. The course stunulated 11 3
aricipants’ intesest in the = 5 _ - 3.21 3.5
E‘Jbiecr. 78-37H 0 21.4.,‘)" 0

Three of the presenters did net complete question 16.

The presenters’ evaluations of most facets of the leaming process were in line with those of the
respondents. They succeeded in setting an overall goal at the beginning of the process and
summarized the matenal covered at the end of the programme. They also made sure that the
respondents understood the information before moving on to the next topic. They were of the
opinion that the respondents could use the information that was provided and that the course

stimulated the participants’ interest in the subject.

There was, however, one facet in which the views of the presenters and respondents differed
significantly. This facet concemed the level of difficulty of the material (see Question 15, Table
14 and Question 15, Table 22). From an analysis of the data, ¢ would appear that the presenters
tended to underestimate the respondents’ ability to comprehend the material. There could be
many possible reasons for this trend. These include the language question, the quality of the

learning material or simply the fact that the respondents did not have any questions or quenes.

Both the presenters’ and respondents’ evaluation of the presentation context appears in Table 23.

TABLE 23: THE PRESENTERS’ EVALUATION OF THE PRESENTATION CONTEXT

PRESENTERS (n=14 RESPONDENTS
CONFLICT (E=da26)
CHOICES AND RESPONSES MANAGEMENT
QUESTIONS PROGRAMME
[ ery = ;
= Bad Areraoe Ciood [ ery good . N
;);a,j %) (%) %) (%) Avrerige Arerage
18. How would vou 2 7 4 1 . ;.
Fo! 2 - - » , 3.29 3.92
rate the venuer 14.29% | 30.00% 283537%: T4
19. How would vou
rate the quality .
of the leﬂﬂliﬂg - - " = 8 } i 371 4.23
. 33.71% | 37.14% 7.14%
material that
vou presented
20. How would vou
rate the qu;llﬁy i ) 1 i 4 7 ‘_3 B 354 128
of the teaching 7.69% 1 30.80" | 61.54%«

mediar
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21. How well was
the programme -
organised?

2 4 3
15-38“" 30.77““ 38.-1-()”\1 1_:)

Oue presester did wet complete question 20 and 21.

A discrepancy existed between the presenters’ and respondents’ evaluations of the venues where
the programmes were presented and how well the events were organised. This could be due to
the fact that defictencies in teaching infrastructure (e.g. overthead projectors) often inconvenience
presenters more than they do recipients. The presenters also had to depend on other people for

prepanng the venues and for providing food.

The presenters’ questionnaire included a section of open-ended questions in which they could
make recommendations regarding subjects that should be added to/dropped from the
programme, subjects that should be covered in greater detail and the most and least helpful
elements (things) in the programme. OSpace was also provided for suggestions on how the
programme could be improved. The following exposition contains a list of the responses to these

questions,

W/

% Question: “J want to clarify the following responses to the presenters’ evaluation of
the presentation questionnaire”

Some presenters felt that the questionnaire was very clear and specific and they could complete 1t
in an honest and open manner. Some mentioned that the respondents could not understand all

the aspects of the programme, because of their inability to understand English as a language.

One presenter expenenced disciplinary problems with a faction within his/her group and stated
that: “They were extremely difficult, did not understand or listen to the mstructions for
completing the questionnaires for the research or activities of the programme. It frustrated the

whole group.”
*  Question: “Topics that need to be added to the programme?”

The presenters recommended the addition of some topics to the overall programme. These were,

however, not conflict-related.

%* Question: “Topics that need to be covered in greater depth in the programme?”

From the responses it would appear that there was a particular need for the following topics to be

covered in more depth:

¢ Guidelines for Managing Conflict {there was also a suggestion that the guidelines should be
acted out as a means of developing personal skills)

* Motivation

o Communication.
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All the suggestions are valid and should be taken into consideration i the further development of
the programme. It is important to remember that the degree to which each subject 1s dealt with
depends mainly on the type and size of the target groups and the extent to which the Conflict
Management Programme can be linked to the other Life Skills-focussed programmes. A
mechanism should, therefore, be found to determine the needs of each target group in advance

and to tailor the programme presentation accordingly.
% Question: “I'opics that should be dropped from the programme?”

Only one suggestion was made in this regard. It was to combine the Conflict and Anger

Management Programmes.

*  Question: “The elements which were most and least heipful in presenting the
course?”

There was some agreement among presenters about the elements of the programme that they
found to be the most and the least helpful. The most helpful were the case studies, workbooks,
transparencies, flipcharts and other learmning material.  Some respondents found the language
1ssue to be a problem. It was also mentioned that the presentation and evaluation of the
programme was negatively affected by the implementation of Resolugon 7 of 2002 (Human
Resources, 2002) which dealt with the restructuning of personnel. This restructuning process was
very sudden and because of the extent of the organisation, not everybody was informed of the
process. Members were also transferred far from home and to other work environments. This

process had a negative impact on SAPS members.
% Quesdon: “The improvements that could be made to the course?”

The questionnaire also afforded the presenters the opportunity to make further recommendations
for the improvement of the programme, its presentation and their skills. This brought the
following recommendations to the fore:
* Presentations:
o The improvement of venues where programmes are presented. The SAPS should,
thetefore, find a means of upgrading the station halls, lecture facilities, etc.
* Programmes:
o The use of a plainer, more “user-friendly” language to accommodate for example,
cleaners who attend the programmes.
The translation of the programmes into all the other languages.
Additional teaching media and material.
Additional coping strategies and skills should be dealt with in tole-plays.
The reviewing of characters of ammals used in the activities.
A list of 1ce-breakers should be provided.

Managers should also attend the course.

O ¢ o O O 0O
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o The programmes should be presented on a regular basis.
o The programmes must be separated from the other Life Skills sub-programmes because

of the emotional impact of the course material on the respondents.
e Skills:
o Facilitation skills must form part of all new social workers’ orientation courses This will

empower them to present the programmes even more effectively.

The written comments on the possible improvements to the Conflict Management Programme
did not produce any far-reaching or even unanimous recommendations. The programme was
generally regarded as positive and very important in the development of the skills of police
personnel. There are, however, a number of smaller issues, which would appear to require further
attention. These were taken into account when the guidelines for the improvement of the

programme were formulated.

18. FINDINGS AND IMPLICATIONS

In discussing 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 measuring instruments and questionnaires.

The profiles of the experimental and comparison groups which were mobilised during the
research, correlated favourably with the profiles of the SAPS population. Where differences
occurred, they were not to such an extent that they would affect the outcome of the research in
any fundamentally negative way. It could, therefore, be concluded that the findings of the
research could be applied to all SAPS personnel, irrespective of their rank/post, race, gender or

province of origin.

During the research, six measurement scales and a presenters’ evaluation questionnaire were used.
Owing to the uniqueness of the programmes, the scales could not be drawn from standardised
measuring instruments. Efforts were, therefore, made to create and standardise the scales by
means of various pilot studies. In the case of one scale, this process was not altogether successtul.
The other KAB scales did, however, prove that the programme had a large effect on the
respondents’ knowledge and attitudes.

In the research design, provision was made for possible problems with the reliability of the scales.
It was, therefore, decided to augment the KAB scales with the development and use of three
other scales. These covered the programme’s value and relevance, as well as the effect of the
programme pfesentation. Together, they constituted the triangulation of measutements that were
utilised in the research. From this triangulation, it was clear that the programme would also have

had a practical significant effect on the respondents’ behaviour.
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From all the measurements it could, therefore, be concluded that the Conflict Management
Programme has a practical significant effect on participants’ conflict-related knowledge, attitudes
and behaviour. It was also abundantly clear that it not only improved participants’ job
performance and functioning, but also benefited them personally. If both the respondents’ and
presenters’ recommendations are accepted, the organisation should commit itself to ensuring that

all SAPS personnel attend this programme.

The content and presentation of the Conflict Management Programme and the presenters are,
however, not without their shortcomings. The research results were, therefore, also used as a

basis to formulate guidelines for further improvements.

19. GUIDELINES FOR IMPROVING THE PROGRAMME

Owing to a number of smaller problems that the presenters expetienced with the programme, as
well as deficiencies that came to the fore through the measurement scales, the following steps
regarding the above could be taken to improve the content and presentation of the programme

even more:

e The presenters’ recommendations should be used in the next revision of the Conflict
Management Programme. In this regard, special attention should be given to the elements of

the programme that they found most and least helpful.

e Secondly, it should become standard practice to revise and update the programme every 12 to
18 months. This will ensure that it remains at the cutting edge of new developments in the

field of conflict management.

e ‘The possibility of the modularisation of the programme should be further investigated. This
could be done in such a way that it could be targeted at different types of groups (e.g

management vs. cleaners) without losing its core functionality.

e In order to comply with the principles of experiential learning, all the activities, exercises,
checklists, videos and examples should be re-evaluated and improved on in order to make

them even more relevant and effective.

e Stricter guidelines concerning the requirements for a suitable venue and the organising and
administration of the programme should be set as these aspects definitely impact negatively on
the effect of the programme. The Training component of Human Resource Management n
each province and Area should play a larger and a more supportive role regarding all social
Work Service Programmes. Feedback regarding all complaints should be given to National
Training, Head Office.

¢ Owing to the nature and presentation of the Conflict Management Programme, it is imperative
that only suitably qualified social workers from Police Social Work Services should present it.

e In order to ensure a high presentation standard, the further and continuous training of

presenters should receive a priority rating. All presenters should complete an advanced
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facilitation and presentations skills course before being allowed to present the Conflict

Management Programme.

e Presenters should attend a work session every 12 to 18 months to assist with the evaluation

and updating of the programme and to ensure that they are up to date with new developments.

e An effective marketing strategy should be put into operation to ensure that all SAPS personnel
attend at least one presentation of the Conflict Management Programme. The feasibility of
presenting the programme on a more regular basis to sections or areas that have a high
incidence of crime and are exposed to high levels of stress (e.g. the Priority and Exit Stations),

should also be investigated.

e The KAB scales should be improved on and standardised and used on a continual basis to
determine the effect of each programme presentation. This will help to ensure that all SAPS

personnel recetve the same high standard of service delivery.

e Police Social Work Services (PSWS) should maintain managerial support and credibility at
National, Provincial and Area level by providing regular feedback regarding the impact and

results of the programme.

e An action plan for presenting the proactive programmes to all the personnel of the SAPS must
be developed. This could include the distribution of Circulats from Management on a 6-
monthly basis in support of PSWS in presenting the programmes.

e A closer relationship has to be established with the Training component at all levels. Regular
monthly meetings will create a forum to discuss challenges and solutions. PSWS personnel

must also be part of the budget meetings regarding the distribution of funds.

e The Performance Enhancement Process (PEP) requires a development plan for each worker in
the SAPS. Police Social Work Services, National Head Office has to negotiate the
incotporation of its programmes as fundamental and important to the personnel’s

development plan and participation in the programmes can function as a reward system.

e The reasons and/or excuses by management and police personnel for not attending the
programmes have to be investigated and addressed. The most fundamental objective of the
SAPS is to combat crime and it requires highly-skilled personnel to achieve this objective. The
programmes can make a major difference in achieving this objective by preparing police

personnel to confront the challenges and demands for change.

20. CONCLUDING REMARKS

The Evaluation of the Personnel Capacity-Building Programmes (EPCaP) study represents the
most comprehensive research initiative undertaken by Police Social Work Services to date. It had
to ascertain if the newly-developed interventions had any affect on its recipients and, if so, how
they could be further improved. It was, therefore, quite significant that the research proved that

the Conflict Management Programme, at least, had a marked influence on the professional and
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personal lives of SAPS personnel. It empowered them especially with the knowledge, attitudes
and skills to effectively prevent and deal with various forms of conflict. These newly-developed
abilities will enable them to function better as colleagues in the work situation and, ultimately, to

render a better service to all the communities of South Africa.
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ABSTRACT

Background: Owing to 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 existing services to include
proactive, capacity-building interventions. The result was the development of 15 personnel capacity-
building programmes by 2000. The need arose for a comprebensive impact-assessment of these
programmes and the Evaluation of Personnel Capacity-Building Programmes (EPCaP) study was
subsequently launched in 2001. The evaluation of the Assertiveness Programme formed part of this

research.

Aim: The aim of this study was to determine the effect of the Assertiveness Programme on the
knowledge, attitude and behavionr of SAPS personnel.

Method: A comparison group pre-test and post-test research design and triangulation were used in the
project. It involved 179 experimental group respondents, 49 comparison group members and 13 presenters.
Data was generated through the use of six measurement scales and a presenter’s evaluation questionnasre.

Results: From the analysis of the data, it became clear that the Assertiveness Programme bad a practical
significant effect on the knowledge, attitude and bebaviour of the respondents and that it changed their
personal and professional lives in a positive manner. The research indicated that the programme was a
highly effective capacity-building instrument, but that certain steps conld be taken to improve it even further.

1. INTRODUCTION

The development of pro-active social work services in the South African Police Service (SAPS)
was brought about by two factors. It, firstly, became necessary in the post 1994 era for the
organisation to empower police personal to deliver an effective service during the transitional
phase to a full democracy in South Africa (Stutterheim & Moruane, 2002:1-2). The second was
the then high incidence of social problems amongst police personnel. The social wortkers
employed by Police Social Work Services could no longer cost-effectively deal with these
problems with only a reactive, client-centred approach (Stuttetheim & Moruane, 2002:1-3). An
alternative strategy had to be found. It took the form of the proactive personnel capacity-
building programmes (PCBP’s).
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The Evaluation of Personnel Capacity-building Programmes (EPCaP) study was launched in 2001
to determine the impact of all these programmes on police personnel and to gauge their cost-
effectiveness. This article will deal with the results of the evaluation of one of these programmes,
viz. Assertiveness. In order to put the results into perspective, three main aspects will be covered.
They are the background to the development of the programme, its most salient features and the

research procedure that was followed to measure its outcomes.
2. BACKGROUND AND DEVELOPMENT OF THE PROGRAMME

Owing to the restructuring of the SAPS and changes to some of its policies, an external research
consultant, Ask Africa, was requested to undertake baseline research into the need for social work
services in the SAPS (Stutterheim & Moruane, 2002:172). The main aim was to determine the
type of social wotk services that police officials required the police social wotkers’ perception of
their potential clients’ needs and the relationship between these two sets of expectations. The
research was carried out in 1997 and the final report presented to the SAPS in 1998 (Ask Africa,
1997). The research results indicated a need for both a reactive (therapeutic) and proactive
{capacity-building) social work service. Five priority areas for proactive services were identified.
It included a general life skills programme (cf. PSWS, 2001a).

Working groups were established in March 2000 to develop these identified programmes. The
groups comprised one content expert for each of the provinces. They completed the work on the
initial programmes in August 2000. FEach province then piloted the programmes between
October 2000 and September 2001 (cf. Stutterheim, & Moruane, 2002:5).

A decision was taken during 2001 to embark on a comprehensive study into the impact of all the
personnel capacity-building programmes on the personnel establishment of the organisation (cf.
Stutterheim & Weyers, 2002:8). The evaluation of the Life Skills Programme and its Assertiveness

(sub-) Programme formed part of this research.

3. NATURE OF THE ASSERTIVENESS PROGRAMME

The need for an Assertiveness Programme can generally be attributed to the fact that police work
requites assertive and not aggressive behaviour from functionaries. Police officials are confronted
daily with situations that, if dealt with inappropriately, could exacerbate already tense situations
and have tragic consequences. Successful empowerment will provide them with a defence against
aggression and enable to do theit work more effectively. They also function within an
organisational setting that requires an ability to assert themselves without becoming involved in
some power plays or manipulation by or of others. They should be able to make their point
without making enemies and to have the confidence to say “no” without offending others
(Giddish, 2002:108).
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In order to achieve the desited outcomes, the Assertiveness Programme was design around five

matn themes. These were:

¢ The nature of assertiveness and self-assertive behaviour and the extent to which participants

exhibit such behaviour (Part 1)

¢ The ditference between passive, aggressive and assertive behaviour (Part 2)

* Personal rights and passive, aggressive and assertive behaviour (Part 3)

® (The development of) a personal philosophy regarding assertiveness (part 4)

® The conclusions that could be reached from the programme (Part 5).

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

TABLE 1:
SUBJECT

Part I: What is assertiveness?

s Defimng assectiveness.

s Defuution of self-assertive
behaviour.

a The evaluanon of self-
ASSECHVeness.

Part 2: Types of assertive
behaviour

= Passive, aggressive and
assertive behaviour.

Part 3: Actions re
assertiveness

» Personnel oghts.

= Passive, aggressive and
assertive behaviour.

Part 4: Personal philosophy re
assertiveness.

Part 5: Conclusion.

THE THEMES AND PRESENTATION OF THE ASSERTIVENESS PROGRAMME

METHOD

Presenter: Orientation

Small group discussion: Define the aoncept of self-assertive behaviour.
Presenter. Wite feedback on flipchart.

Group activity: Feedback of defirition.

Presenter: Distribute the questionnare.

Individuals: Compiete the questionnaire on sei-assertive bebhaviowr.

Small group discussion: Handour 1 "Evaluation of self- assertive
bebavionr”” guestionnaire.

Group discussion: Feedback of guestionnaire.

Small group activity: Liszen 1o story of bus rip w Cape Tonm by
Dresenier.

Preseniter: Make the group participate in the story as if it 5 a piay.
Group discussion: Feedback on story.

Sraall activity: Rok-play on passive, aggressive and assertive bebaviour.

Group discussion: Difference betueen passive, aggressive and asservive
behavionr.

Presenter: Evabration and fesdback.

Presenter: Orientation

Small group activity: “What are your rights?”
Group discussion: What it means to be self-assersive.
Presenter: Feedback on flipehart.

Presenter: Give examples of bebaviaur.

Small group discussion: Reactions 1o decisions and feelings.

Presenter: Story regarding whar the reactions nill be - assertive bebarionr.
Presenter: Distribunte a guestionnaire on asseriiveness.

Presenter: Summarize the three categaries by means of a transparency.

Presenter: Distribute handout re “An assertive philossphy.”
Presenter: Discusston.

Presenter. Summarise, evalieate and conclude
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The purpose of the Assertiveness Programme is to expose participants to different techniques,
exercises and strategies relating to assertiveness and to enable them to practice these skils. They
are also enabled to compile their own, personal assertiveness programme as a visible and tangibie

form of their commitment to change and to improve their assertive behaviour.

Police social workers recetve comprehensive training before presenting the programme. They are
also provided with a presenter’s guide and plan, the necessary handouts, experiential learning
exercises, transpacencies and a workbook. The programme 1s presented in a facilitatve manner
and group participation s encouraged. It takes approximately two hours to complete and s

presented to no more than 15 to 20 attendees at a time.

The research design and procedures that was followed to measunng the effect of this programme

will be covered next.

4. RESEARCH DESIGN AND PROCEDURE

The research targeted the entire South Afncan Police Service (SAPS) staff complement
Therefore, personnel from all rank levels/posts, races and genders in all ten provinces (Head

Office 5s also a SAPS province) were included.

4.1 AIM AND OBJECTIVES

The primary aim of the study was to deterrmine the effect of the Assertiveness Prograrmnme on
SAPS personnel.

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

* To measurement of the effect (if anv) of the Assertiveness Programme on the knowledge,
attitude and behaviour of personnel

e To determination the influence that the gquality of programme’s presentation had on its
effect

¢ To tormulation ot gurdelines tor the improvement of the programme and its presentatton.

4.2 RESEARCH DESIGN

In the empincal research, a compatson group pre-test and post-test design was used. This is the
equivalent of a classical experiment, but according to De Vos & Fouche (2002:144), without the
“random assignment of subjects to the groups.”” It was deemed the most appropnate design
because it makes it possible to statstically determune the effect size of a programme in
circumstances where it is not possible to comply with all the prerequisites for a classical

experiment (cf. Bailley, 1994:236-7; Strydom & De Vos, 1998:110).
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4,3 PROCEDURE

The research procedure entailed four basic steps. They were a literature study, the designing and
testing of the measunng nstruments, the measurement of the programme’s effect during an

empirical study and the analysis and interpretation of the data that was generated.

4.3.1 Step I: The Literature Study

Available literature on the qualities, features, and requirements of assertiveness, the generic
attnbutes of capacity-building programmes and the attributes of effect measurement were
analysed. It came from fields such as soctal work, management, community policing, criminology,
education, sociology, industnal psychology and staustics. In addition, the policy documents of the
South African Police Service that dealt with capacity development, the rendenng of a service to
the commumty as well as the general foundation of community policing were also covered. The
sources ranged from documents, books and sciendfic journals of both South African and

international origin to internet based sources.

4.32 Step 2: The Designing and Testing of Measuring Instruments

Three types of questionnaires were used in the research. They were a KAB questionnaire, a
presentation evaluation questionnaire and a presenter’s evaluaton questionnaire. The KAB
questionnaire, which was designed by the researcher, was based on the unique content of the
programme, as well as relevant theory. It comprised 28 pre-test and post-test, mostly closed and
Likert-type questions. The questionnaire was specifically aimed at measuring the impact of the
programme on the respondents’ knowledge, atttude and behaviour (KAB). Three items were
added to the post-test to enable the respondents to evaluate the content of the programme.

The KAB-questionnaire was first tested during the following three consecutive pilot studies in

Gauteng Province:

o The first pilot study was launched at the Booysens Police Station, Area Johannesburg on 17
and 18 Apul 2002. Fifteen police personnel members participated in the study and it was
conducted by 2 social workets.

e The second pilot study was launched at the Johannesburg Central Police Station, Area
Johannesburg on 17 and 19 July 2002. Thirty-three police personnel members participated in
the study and two soctal workers conducted the piot study.

o The third pilot study was launched at the Kathlehong Police Station, Area East Rand on 12
and 13 November 2002. Seventeen police personnel members participated in the study and 1
chief social wotker conducted the study.

The respondents were selected 1n such a way that they would represent different race and gender
groups, a cross-section of ranks and posts within the organisation and different urban settings.
After each of the three pilot studies had been concluded, the questions were adapted and changed
until the measurement package showed acceptable levels of validity and reliability (cf. McBurney,
1994:185).
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The presentation evaluation questionnaire was developed and tested by the EPCaP research team.
It was based on the evaluation instruments of various tramning institutions (cf. Academic Services,
2002) and theoreticians (cf. Kirkpatrick, 1998:26-28), as well as some evaluation questions already
contaned in the programme. It consisted of 31 items and focussed on the respondents’
experience of the presenter and his/her presentation skills, the learning experence, the
presentation context, the relevance of the programme and some general issues (see Addendum 3).
By measuring the questionnaire’s Cronbach alpha coefficient (cf. Gravetter & Forzano, 2003:391;
Jackson, 2003:42-3), 1t was determined that 1t had significant reliability.

A presenter’s evaluation questionnaire, which had to be completed by the social workers after the
programme presentation, was virtually the same as the presentation evaluation questionnaire. I,
therefore, covered their presentaton skills, the learning experience, the relevance of the
programme, etc. They could also make written recommendations regarding ways in which the
programme and its presentation should be improved. The similaoties berween the presenter’s
evaluation and programme evaluation questionnaires made it possible to compare the two sets of

role-players’ views.

4.3.3 Step 3: Measurement of the Effect of the Assertiveness Programme

The main empircal study took place between 3™ February 2003 and 28 May 2003 in all 10 police
provinces of South Afrca. Availability sampling was used to mobilise the 720 police personnel who
would make op the experimental and comparison groups. The experimental groups completed the
KAB questionnaires directly before and after the programme presentaton (the independent
variable), while the members of the companson group did the same with similar questionnaires. A
companson of the data produced by the pre-test questionnaires indicated that they were similar
enough to produce the same results. After the presentations, the experimental groups completed

the presentation evaluation and the soctal workess their presenter’s evaluation questionnaire.

4.3.4 Step 4: Analysis and Interpretation

The fourth step involved the analysis and interpretation of the data that had been generated by all

the questionnaires.

4.4 THE RESEARCH GROUPS

The main EPCaP study involved 3 437 respondents for the experimental groups, 720 comparison
group members and the 146 sccial workers who presented the programmes: a total of 4 303
participants. These participants represented 3.25% of the then total 132 482 SAPS workforce.
This was more than the required minimum sample size of 1 to 2% recommended by Stoker (in
Strydom & De Vos, 1998:102).
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The experimental groups consisted of all the SAPS personnel in South Africa who attended one
or more of the programmes during 3 February to 28 May 2003. At the same time, the equivalent
pre and post-test questionnaires were admunistered to the companson groups. These groups were
mobilised by all the SAPS provinces. Because they would be relatively small, basic guidelines were
provided for their rank, gender and race composition. These guidelines were based on the
personnel profile of the SAPS at that time.

Four main criteria were used to ascertain if the mobdised experimental and companson groups
were representative of the SAPS population. These were theic mok/post, race, gender and
provincialprofile. By using province as a cniterion, it was possible to ensure that attributes such
as language distribution, geographical location and the different sections of the SAPS would be

adequately covered.

The SAPS personnel compnse personnel appointed in terms of the South African Police Act (Act
No 68 of 1995) and the Public Service Act, (Act No 103 of 1994). The personnel who have been
appointed 1n terms of the Pelice Act occupy ten rank levels, ranging from Constable to National
Commissioner. For the purposes of the research, personnel holding the ranks of Constable,
Sergeant and Inspector were dealt with separately as they had disbnctive training needs. The
officer’s ranks, i.e. that of Captan and higher, were combined to form one category. This
distinction was made because these ranks form part of the managenial cadre. In the study, all

Public Setvice Act personnel were grouped into a single category.

In the case of the Assertiveness Programme, the experimental and comparison groups comprised
179 and 49 personnel memberss respectively. The composition of these groups in terms of
rank/post 15 set out in Table 2. In the evaluation of these groups’ level of representative ness, a
dewiation of less than 5% from that of the overall SAPS population will be viewed as non-notable.
A 5%-10% dewviation from the norm will constitute a2 minor difference and a 10%+ deviation as
notable. The same critena will be used when the groups’ level of representative ness in temms of

race, gender and provincial affiliation 1s judged.

TABLE 2: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF

RANK
GROUPS CONSTABLE | SERGEANT |INSPECTOR OFFICERS E ?Acr ]ﬂ\k” PR
PERSONNEL = DETERMINED (n)
Total SAPS 13936 17478 36671 15008 29304 85 132482
Population (10.32%0) | (13.19%) | (42.78%0) | {11.33") (22.12%) (0.06%) (100% )
Experimental 8 22 67 13 53 1o* 179
Groups (+47%) (12.29%) | (3743%) | (7.26%0) (29.61%) (8.94%) (100°)
Compadson 3 B 21 13 6 1* 49
Groups {6.1270) (10.2%0) (42.86%0) | (26.33"0) (12.24%) (2.04%) (100°

*Undetermined: Unspecified ranks/ posts on data base
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The composition of both the experimental and companson groups compared favourably with
that of the SAPS population. The only notable deviaton was that officers were overrepresented
in the comparison group. An analysis of the data showed that this did not have any marked

negative impact on the outcome of the research.

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

the entire SAPS population, 1s set out i Table 3.

TABLE 3: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF
RACE AND GENDER

Not

BLACK | BLACK  COLOURED | COLOURED | WHITE | WHITE INDIAN | INDIAN | _ ToraL
GROUPS i i DETER-

MaLE FEMALE MALE FEMALE | MALE | FEMALE | MaLE | FEMALE | (n)
Total SAPS 63466 17150 9006 4392 20429 12753 3516 1343 427 132482
Populaton 17.91% 12.95%; 6,804, 3.32% (15420 | (9.63%; 2.63% | {1.01% 0.32%. 1007
Experimental ~0 42 12 8 28 15 4 A 179
Groups 39.11%) | £23.46%: {6.70% 4.47%) 15.64%: | /8.38% 2.24%) L0
Companson 19 0 13 0 13 i a A 19
Groups 38.78% 26.53%) {26.53% | {8.16% - L0,

*Undetermined: Unspecified ranks/ pusts on data base

The experimental group’s distribution in terms of race and gender compared relatively well with
that of the SAPS populaton. Black females were, however, somewhat overrepresented in this
group. The companson group did not have any Black, Coloured or Indian females and no Indian
males. Coloured males were also overrepresented. The possibility that this may have had a
negative affected the outcome of the research was further investigated. An analysis of the data
showed no marked differences. It was, therefore, concluded that the effect of the programme on

all race and gender groups was virtually the same.

The final criterion that was used to determine the representation levels of the experimental and
comparison groups was the provinces from which the respondents had oniginated. The results,
together with the total number of presenters, are summarized in Table 4. This data indicates that
the total number of respondents from both the experimental and companson groups was
relatively representatve of the total population of each province. Logistical problems made it

impossible for the Northern Cape to present the programme.
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TABLE4: THE PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF

PROVINCES
SAPS TOTAL PERSONNEL IN TOTAL PERSONNEL IN ToTaL
PROVINCE POPULATION EXPERIMENTAL GROUP COMPARIZON GROUPS PRESENTERS
(o) () (o) ()

Gauteng 26 575 (22.67%0) 44 (24.59 %) 5 (10.20%) 4 (30.77%3)
Western Cape 11 743 (10020 0) 22 (12.299%) 5 (10.20%) 2 (15.38%)
Eastern Cape 13 747 (13.34%0) 14 (7.82%) 5 (10.20%) 1 (7.69%)

Ig:;f‘em 3 257 (2.78%) 0 (0%) 5 (10.20%) 0 (0%)
;,;:lz ul- 19 288 (16.45% ) 10 (5.59%) 4 (8.16%) 1 (7.69%)
Free State 9 501 (8.11%) 7 {(3.91%) 4 (8.16%) 1 (7.69%)
North West 9046 (7.72%) 14 (7.82%) 6 (12.24%) 1 (7.69%)
Limpopo 8 937 (7.62%) 18 (10.06%) 5 (10.20%) 1 (7.69%%)
Mpumalanga 6 118 (5.22%) 30 {16.76%) 5 (10.20%) 1 (7.69%)
Head Office 7 010 (5.98%) 20 (11.17%) 5 (10.20%) 1 (7.69%)
Total | 117 222 (100%) 179 (100%) 49 (100%) 13 (100%)

*Totals may rary due to differences tn data sets

From the contents of Tables 2 to 4 it can be concluded that the availability sampling process
produced expenmental and comparison groups that were, on a whole, representative of the SAPS
population of South Afoca  This will make it possible to generalise the results of the effect

measurements to the orgamsation as a whole.

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

4.5 DATA COLLECTION INSTRUMENTS

The uniqueness of the programme made 1t impossible to use standardised
questionnaires/measuring instruments in the research. Consequently, totally new instruments had
to be developed and standardised during pilot studies and the main research. This process proved
to be very difficult and was not successful in all respects. Although all the scales had a satisfactory
reliability coefficient, data analysis revealed that some scales were formulated in such a manner
that they were unable to measure change effectively. In these cases it was impossible to prove
that change had actually occurred (cf. Elmes e af, 2003:59-60,144-5; Zechmeister & Posavec,
2003:194-7). 'The trangulation was used to ensure that deficiencies of this kind could be

overcome.

In the research, triangulation was viewed as “...the combination of two or more theories, data
sources, methods or investigators in one study of a single phenomenon to converge on a single
construct” (Hilton, 2003). In the study, the so-called “intra-method” or “within-method”
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(Bryman, 2003, Sarantakos, 1998:180) of triangulation was used. This involved the use of multiple
instruments to measure the same phenomenon, viz. the change that a programme brought about
in SAPS personnel (cf. Mark, 1996:220; Patton, 2002:556,559-560). The purpose was to “captuse
a more complete, holistic and contextual portrayal and reveal the vaned dimensions of a given

phenomenon” (Hiton, 2003), and to test the constancy of measurement (Patton, 2002:248).

In the reseacch, the data produced by three types of questionnaires were triangulated. The nature

and focus of these questionnaires are illustrated in Diagram 1.

DIAGRAM 1: THE WAY TRIANGULATION WAS USED IN THE STUDY

Scale 2:
Aftitude
(Parf af KAB-
Questionnairef

Scale 1:
Knowledge
(Part of KAB-
Questionnaire)

(Part of KAB-
Questionnaire)

Presenter’s Scale 4:
Evaluation sz?l;g:amme
Questionnaire e i

Questionnuire -
Postrest}

Scale 5:
Programme
Relevance
(Part of Presenitation
Evaluation (uestionnaire)

Quality of
Programmte
Prescatation
(Part af Presentation
Evaluation Questionnaire)

4.5.1 The KAB Questionnaire

The KAB or KAP (Knowledge, Attitude and Behaviour/Practices) analyses are extensively used
in education-orientated research in the health, education, economics, social marketing and social
developmental spheres (Berger ef af, 1994; Donati et @/, 2000; Mitchell & Kaufman, 2002,
WPDCE, 1999; Weinreich, 1999). This type of analysis 1s, however, stdl underutilised in the field
of social work. It 1s based on the supposition that human functioning can be divided into three
dimensions, viz. the cognitive (intellectual/thinking), the affective (emotive/fecling) and the
conative (will/behaviour). (Thompson, 2002: xvi). These dimensions are interrelated, but not
necessarily lineady dependent. A number of studies have, for example, indicated that a change in
one dimension does not necessarily bring about a change in another (e.g changes in attitude are
not necessarily a prerequisite for a change of behaviour) (Akade, 2001:248-251; Elkind, 1993:17;
McCann & Sharkey, 1998:268-9). This made 1t possible to measure the effect of the programme

on the recipients’ knowledge, attitudes and behaviour separately.
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The KAB questionnaires consisted of two sections. The first was made up of 27 questions and

dealt with the participants’ knowledge, attitudes and existing/intended behaviour. The second

section, which was added to the post-test questionnaire and which was administered to the

experimental groups only, was made up of 6 questions.

These covered the rtespondents’

evaluation of the overall value of the programme and the value of each of its four constituent

parts.

The structure and focus of the original KAB questionnaires are summarised in Table 5.

TABLE 5: THE COMPOSITION OF THE KAB QUESTIONNAIRES
DIMENSION SCALE NO, FACETS THAT WERE MEASURED.

Knowledge Scale 1.1 Knowledge re the typical behaviour of assertive persons,
Scale 1.2 Knowledge of the charactenmstics of assertive persons.
Scale 1.3 Knowledge of the state of assertiveness.

Attitudes Scale 2 Level of self-belief in own opinion. -

Behaviour Scale 3.1 Strategies followed in assertive behaviour. o - -
Scale 3.2 Nature of respondent’s assertive behaviour.

[ Value | Scale 4 Value of programme. -

The questionnaires consisted of, true or false, as well as Likert-type questions. (e.g strongly
disagree, disagree, agree and strongly agree) (cf. Jackson, 2003:61; McCormack & Hill, 1997:70).
With this data, the respondents’ existing (in terms of the pre-test) and newly acquired (in terms of

post-test) knowledge, atttude and behaviour could be determined. The questionnaires were

administered to the expermental groups immediately before and after the presentanon of the

programme and simultaneously to the comparison groups.

In this way, the net effect of the

programme (intervention/mdependent vanable) on the expersmental group could be calculated.

4.5.2 The Presentation Evaluation Questionnaire

The presentation evaluation questionnaire was developed by the EPCaP research team. It

consisted of 31 questions and was divided into six sections (see Table 6).

TABLE 6: THE COMPOSITION OF THE PRESENTATION EVALUATION QUESTIONNAIRE

SECTION
Section 1
Section 2
Section 3
Section 4
Section 5

Section 6

FACETS THAT WERE COVERED
{ Evaluation of the presenter
| Evaluation of the presenter’s presentation skills

Evaluation of the leaming process

QUESTIONS
Question 1 to 3
Question 6 to 10

Question 11 to 17

Evaluation of the context in which the programme was presented Question 18 to 21

Evaluation of the relevance of the programme (Scale 3)

Question 22 to 27

General (Lemath of the programme, tempo of presentation, balance between | Question 28 to 31
presentation and group participation. and langiage used riwost in the preseniation)
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All the respondents in the experimental groups completed the questionnaire immediately after the
Assertiveness Programme had been presented. The aim of sections 1 to 4 and 6 was to determine
the extent to which the nature and quality of the presentation had influenced the effect of the
programme. Section 5 formed part of the triangulation of measurements and determined the

relevance of the programme. 1t will be referred to as Scale 5.

4.5.3 The Presenter’s Evaluaton Questionnaire

The social workers, which presented the programme, were requested to complete the presenter’s
evaluation questionnaire. It enabled them to evaluate their own presentation abilities and the
presentation context (Sections 1-4, 6), to evaluate he relevance of the programme (Section 5) and
to make recommendations with regard to the improvement of the programme (see Table 7). This
questionnaire was based on the presentation evaluation questionnaire and comparsons could

therefore be drawn between the two sets of data.

TABLE7: THE COMPOSITION OF THE PRESENTER’S EVALUATION QUESTIONNAIRE
SECTIONS FACETS THAT WERE COVERED QUESTIONS
Section 1 Self-evaluation (of &nonledge, enthusiasn. capalility for creating, partidpation | Question 1 t0 5

by attendees, explain difficult material and to relate acording to knonledge-hase of
rt‘ﬂ(’i.’(]c’t’.")

Section 2 Self-evaluation of presenter’s presentation skills Question 6 to 10

Section 3 Evaluation of the leaming process Question 11 to 17
Sectton 4 Evaluation of the context in which the programme was presented Juestion 18 to 21
Section 5 Evaluation of the televance of the programme Question 22 to 27
Section 6 General (Length of the programme. temipo of presentation. balance betneen | Question 28 to 36

presentation and group participation. langnage which was nsed the most diring
the presentation, subjects thar need to be added or deleted. aspects thar need
more affention, elements of the programme that were the mastf least of ralne
and explanatory notes),

o
25

4.6 FORMULAS AND PROCEDURES USED IN DATA ANALYSIS

The data that was collected was analysed in conjunction with the Stanstical Consultation Services
of North West Province: Potchefstroom Campus and with the atd of the SASS computer package
(SAS Institute Inc., 1999). It included each scales’ reliable and the effect sizes that was produced.
The formulas and procedures that were used for this purpose will be discussed briefly.

4,6.1 The Calculation of Reliability

In order to determine the reliability of the measuning instruments, the Cronbach alpha coefficient
(‘Cronbach alpha’ or simply “@”) of every scale and subscale was calculated (Gravetter &
Forzano, 2003:455). A score of 0.50 or higher was viewed as an acceptable reliability coefficient
(cf Jackson, 2003:87-91). Two of the subscales did not comply with this requirement.
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4.6.2 Determining Validity

The validity of the individual questions was nnally deterrmined by the pilot studies and peer-
group evaluattons. This procedure was necessary to increase the face, content and criteria
validity of the questions {(cf. Creswell, 2003:157-8; Elmes ¢ 4/, 2003:55-59; Jackson, 2003:44-
45). The main study and its results, however, should be viewed as the most important step i

this process.

4.6.3 The Calculation of Change/Effect

In order to calculate the extent to which the programme brought about practical significant change in

the recipients, Cohen’s formula for the calculation of effect size was used. This type of effect size

15 also known as Cohen’s d-value (Cohen, 1988:20-7; Steyn, 2000:1-3). The reason for this choice

entailed the following:

e Only availability and not a probability sample could not be drawn in the research. Tt was,
therefore, only possible to view the respondents as a sub-population of the planned target
population. Consequently, it was not possible to generalise the results to the target population

by means of inferential statistics.

¢ In order to determine if the programme did in fact change the knowledge, attitudes and
behaviour of SAPS personnel in practice, the standardized difference was used as an effect size
(cf. Gravetter & Forzano, 2003:454). This entaded dividing the difference between two
averages (or averages of a given mean) by the standard deviation. According to Steyn (2000:3),

this 1s a natural critesion 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 first step required the calculation of the d-values of the scales and
questions that were admirustered to the experimental group alone. The following formula was

used for this purpose:

d - “’diff
O
Where:
d = effect size
Mgy = average difference of scores in the experimental group (abbreviated with “w,”)
G,y = standard deviation of difference score.

The second step was to determine if there were any practical significant differences beweer the
pre-test and post-test scores of the experimental and comparson groups. In order to do so, it
was first necessary to determune if the expenmental groups (group ‘¢’) and companson groups
(group ‘c’) wete comparable before the start of the intervention programme. This was done by
calculating and comparing the d-values per scale of the two groups’ pre-test measurements. The
difference had to be smaller than 0.5. In the case of a bigger difference, a co-vamance analysis was

required. In the research, all the scales passed this test.  This can be viewed as an indication that
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the members of two groups were selected in such a way that they compared favourably with each

other from the outset.

In order 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:

d= B-p
o]
W here:
d = effect size
L, = average chfference score in the expenimental group (e)
Lty = average difference score in the comparison group (c)
iy - |, = difference between average difference
5] =  maximum standard deviation of difference scores (Cohen, 1988:20-7; Stevn,
2000 1-3)

The following guidelines can be used to judge the implications of d-values:

e Jtd =02 it would indicate a mwall ¢ffect, implying that the research should be repeated in order
to confirm if there was an effect.

e Ifd =05 it would indicate a medium effect, implying that the result can be viewed as sigruficant,
but also that better planned research could produce even more significant results.

e [fd=081twould indicate a lerge effect that 1s of practical significance.

e Becausc there are no absolute boundaries between the three d-values, concepts such as ‘small
to medium cttect’ and ‘large effect’ can be used (Spatz, 2001:74-5; Steyn, 1999:3).

The last step was to perform an effect size-analysis of the scales pertamning to the respondents’
experience of the value and relevance of the programme, together with the influence of the quality
of the presentation. The formula that was used to determine the effect size within the group was
used for this purpose.

Besides effect sizes (d-values), descriptive statistics such as totals, percentages and averages were

also used in certain scales and questions.

4.7 PROBLEMS ENCOUNTERED IN THE RESEARCH

Having to undertake simultaneous research in all 10 SAPS provinces and mobilise 4 157
respondents, 146 social workers and 9 researchers produced serious logistical problems. It
resulted in 2 relatively high percentage of spoiled questionnaires (8.18%) and a reasonably poor
response rate in terms of the presenters’ evaluation questionnaites. The 1 039 spoiled
questionnaires, out of a total of 11 658, was mainly caused by the faulty completion of the secret
codes by the respondents. This made the matching of pre and post-test questionnaires impossible
and resulted 1n a low number of usable questionnaires trom some provinces. In view of the fact
that the entite research produced 10 619 usable questionnaires with 322 166 individual items, this

was not expected to have a significant influence on the outcome of the research.
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The use of higher order statistical analysis for questionnaires that were not yet fully standardised
also caused some difficulties. In somc instances, the scales’ Cronbach alpha’s (CA) and/or d-
values were somewhat low. This type of deficiencies were anticipated and countered with the
help of triangulation.

During the research period and owing to existing practices, the programme had to be presented to
the entire spectrum of SAPS personnel, i.e. from the lower hierarchical position of cleaner to the
higher position of dicector. Indications are that respondents in the cxperimental groups derived
different benefits from the programme due to their educational level and that this could have

contributed to lower effect stzes for some scales.

In spite of the shortcomings, the data analysis still showed that the Asscrtiveness Programme did

have a significant effect on the respondents.

5. THE RELIABILITY OF THE MEASURING INSTRUMENTS

The original questionnaire consisted of three knowledge subscales, one attitude scale and two
behaviour subscales (a total of 27 questions). Two of these, viz. Subscale 1.3 and Scale 2
(attitudes) did not have an acceptable Cronbach alpha coefficient and could not be used. Table §

provides a summary of the results.

TABLE 8: THE CRONBACH ALPHA COEFFICIENT () FOR THE SCALES THAT WERE USED

SCALES AND FOCUS o

Scale L: Subscale 1.1: Knowledge re the tvpical behaviour of assertive persons 0.58¢
Subscale 1.2 Knowledge re the charactenstics of assertive persons 070!

| Subscale 1.3 Knowledge of the state of assertiveness | <05
' Scale 2: Attitudes - <0.5
Scale 3 | Subscale 3.1 Strategies followed mn assertive behaviour 0.601
Subscale 3.2: Nature of respondents’ assertive behaviour 0.62*

Scale 4: The rufue of the programme 0.51!
Scale 5: | The relerunce of the pmgmmnie 3 0.54!
Scale 6: | Subscale 6.1: Evaluation of the presenter 0.57"
Subscale 6.2: Evaluation of the presenter’s presentation skills 0.62*

Subscale 6.3: Evaluaton of the leamning process 056

Subscale 6.4: Evaluation of the presentation contexst 0.56'

*Relable preasnring instruments

6. THE EFFECT OF THE PROGRAMME

In the research it was accepted that all personnel would have gained a certain level of knowledge,
developed particular attitudes and adopted specific behaviour pattems in the coursc of their lives
(Nelson-Jones, 1991:25). These levels would be established by means of the pre-tests. The

experimental group would then be subjected to the programme and their new levels of
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knowledge, attitudes and behaviour measured with the post-test questionnaire. The comparison
group would, at the same time, be subjected to a pre and post-test process. By comparing the two
sets of results, it would then be possible to determine the net effect of the intervention (the
programme) on the expermmental group’s knowledge, attitudes and behaviour.  The results of this

process will be looked at next.

6.1 THE EFFECT OF THE PROGRAMME ON THE RESPONDENTS’ KNOWLEDGE

The three subscales that were used to measure the effect of the programme on the respondents’
knowledge was based on the premise that the cognitive dimension of human functioning entails
the mental processes of thinking, reasoning, expertise, insight, understanding, memory,
observation and reflection (cf. Ebersohn & Eloff, 2003:21; Plug e «f, 1997:181,383; Thompson,
2002:xvi-xvii). The subscales, however, mainly focused on the tespondents” ability to remember

factual information.

The questions in Subscale 1.1 focused on the respondents’ knowledge of the different behavioural
characteristics of an assertive person. The different scores of the expenmental and comparison

groups, as well as the eventual effect size, are summarized in Table 9.

TABLE9: EFFECT SIZE OF SUBSCALE 1.1: KNOWLEDGE OF THE I'YPICAL BEHAVIOUR OF
ASSERTIVE PEOPLE

EXPERIMENTAL GROUP (¢) COMPARISON GROUP (¢) EFFECT SIZE
= (d-value)
n H n H2
167 0.17 49 -0.17 34 0.51%

* Medium effect

The d-value for Subscale 1.1 indicates that the programme bought about a medium increase in the
respondents’ overall knowledge of the typical behaviour of assertive persons. They would now,
for example, better know that an assertive person will not force his/her will on others and that
such a person would express his/her wishes openly (see Addendum 3).

Subscale 1.2 focussed on the respondents’ fevel of knowledge of the charactenstics of an assertive
person. It mncluded questions such as that: “An assertive person 1s someone that thinks that only
his /her opinions are well-founded” and “Assertive people tend to be stlss” (see Addendum 3). The

different scores that were obtamed in this measurement are summanzed in Table 10,

TABLE 10: EFFECT SIZE OF SUBSCALE 1.2: KNOWLEDGE OF THE CHARACTERISTICS OF AN
ASSERTIVE PERSON

EXPERIMENTAL GROUP (¢) COMPARISON GROUP (¢) EFFECT SIZE
o (d-value)
n Hu n H2
167 023 49 -0.23 42 0.55%
* Medium ¢ffect
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The d-value of 0.55 for Scale 1.2 reflects a medium net increase in the experimental group’s
knowledge of the specified charactenstics. The data, on which this result, as well as that of
Subscales 1.1 and 1.3 were based, were further analysed. It transpired that some of the
respondents” knowledge of the subject matter was well developed before the start of the
programme, while for others it represented absolutely new facts. This phenomenon would
explain the somewhat unexpectedly low effect sizes and the difficulties with the three scales” CA.
It does, however, indicate that the programme increased some of the respondents’ knowledge

levels quite considerably.

6.2 'THE EFFECT OF THE PROGRAMME ON THE RESPONDENTS’ ATTITUDES

In the study, an attitude was viewed as a relatively stable, chiefly learned or acquired mental
predisposition of an individual towards certain objects. It includes to judge, evaluate and react to
themselves, to other persons or to situations in a characteristic manner (Barker, 1995:290; Plug ef
al. 1991:146). Due to the low a, only the effect sizes of three of the questions used in Scale 2 are

summarnsed in Table 11.

TanLE 11:  EFFECT SIZE OF INDIVIDUAL QUESTIONS OF SCALE 2: LEVEL OF BELIEF IN OWN

OPINION
EXPERIMENTAL COMPARISON ¢ EFFECT
QUESTIONS GROUP (€) GROUP (¢) - SIZE
n W os - W - (d-value)
LF g 5 v 7 " , e
1. How often do vou rer_ud to rely 153 0.0492. 49 L0449 0.8675 0.57%
011 Your own Upu‘uonr
15. How often do you have
confidence in your own 153 0.1373 49 0.5 1.1242 D57
opinion?
17. How often do you have
confidence in your colleague’s 167 0.1018 49 -0.245 0.5557 0.62%

opiniony

Medism effect.

Only the three questions in the scale that dealt with the respondents’ self-belief produced a
medium effect. This has two main implications. The first 15 that the programme had improved at
least some respondents” self-belief. It could be expected that this would translate into a more
positive attitude towards assertive behaviour. The second implication is that the particular scale
was senously flawed. This finding will be further substantiated when these results are triangulated
with that of especially Scales 4 and 5 (see headings 7 and 8).

6.3 'THE EFFECT OF THE PROGRAMME ON THE RESPONDENTS’ BEHAVIOUR

The main aim of the programme was to change SAPS personnel’s behaviour. In order to
ascertain the extent to which 1t succeeded in this goal, two subscales were developed. They dealt

5o = masimum standagd deviation of difference scoges
= average diference scote for the expenmental group.
T e = average ditference scote tor the companson group.
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with changes in the respondents’ assertiveness strategies (Subscale 3.1) and the nature of their
current and intended assertrveness behaviour (Subscale 3.2). The results that were achieved are
summanzed in Table 12 and 13.

TABLE 12: EFFECT SIZE OF SUBSCALE 3.1: STRATEGIES FOLLOWED IN ASSERTIVE
BEHAVIOUR

EXPERIMENTAL GROUP (¢) COMPARISON GROUP () EFFECT SIZE
d-value
n IJ'I n “2 ( )
157 0.384 49 0.384 0.78 0.5

FMediinm effect.

From Table 12 it is evident that the programme brought about a medium change in the
respondents’ overall activeness related strategies. Basically the same magnitude of impact was

measured as far as their assertiveness related behaviour was concerned (see Table 13).

TABLE 13: EFFECT SIZE OF SUBSCALE 3.2: NATURE OF RESPONDENT’S ASSERTIVE

BEHAVIOUR
EXPERIMENTAL GROUP (¢) COMPARISON GROUP (¢) EFFECT SIZE
£i " & e (d-value)
157 0.408 49 0.408 0.724 0.6'

“Medium effect.

An analysis of the data on which the contents of Tables 12 and 13 s based, showed that the
programme had a differentated effect on respondents. A substanttal number of respondents
already exhibited appropriate assertive behaviour before the start of the mntervention and was,
therefore, not strongly affected by the programme. Others, however, intended to change their
strategies and behaviour quite significantly afterwards. These differences would explain the lower

than expected effect sizes for the two scales.

If the results of al the KAB scales and subscales are combined, it would appear as if one of the
premises on which the programme 1s based might be faulty. It 1s that all the organisation’s
personnel needs some form of assertiveness training. This 1s clearly not the case. What could
only be expected 1s that the Assertiveness Programme would change those individuals who do not
yet exhibit the appropaate attitudes and behaviour patterns.

7. THE VALUE OF THE PROGRAMME

The post-test questionnaires that were administered to the experimental groups contained six
additional, Likert-type questions. These questions were specifically designed to determine the
value that the programme held for the respondents. They rated the programme as a whole and its
five constituent parts according to a four-point scale which ranged from: “I¢ bad no or biftle value”
to: ‘U had a lot of valne.” The data that was generated is contained in Table 14
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TABLE 14: EFFECT SIZE AND DISTRIBUTION OF SCALE 4;: THE VALUE OF THE PROGRAMME

QUESTIONS n

28. What was the overall
value of the 157
programme/ courser

29. What value did the
following component
have for you: 156
The reasons for
Aassertireness?

30. What value did the
following component
have for vow 153
Feelings surronnding
disertiveness?

31. What value did the
following component
have for vou: 154
Your bebavionr as a result
of assertireness?

32. What value did the
following component
have for vou: 154
Fire main strategies for
asserfireness¢

. What value did the
tollowing component
have for vou: 154
Gutidelines for
assertireness?

[
[93]

Average (135

**Pryetical significant

CHOICES AND RESPONSES

It had no or
Fittle rade

0

0

0

0.33

(0.21%0)

It had below

arerage rurhe

1
(0.04" )

1

(2.56%0)

6
(3.87%)

4
(2.60%)

g
il
5w
B

[t had abore
arerage rafie

49
(31.21%%)

63

(‘“ LG4 u)

39
(38.31")

65

(42.21%)

2D

(35.7174)

57.33
(36.99%)

It had a lot of
radfe

107
(68.15")

99
(()3.4’()” u)

86
(55.48"0)

84
(54.35"0)

94

(61.03%0)

93.17
(60.117%)

Laise

3.675

3.608

1521
i
—
[

3.325

3.569

Ciff

0.483

0.539

0.017

0.562

0.357

EFFECT
SIZE

(d)

1.8

1.7

t'8¥1

1.9t

1.95%43

The data reflected in Table 14 indicates a high average evaluation of the value of programme as a
whole (d= 1.95). This finding 1s further substantiated by the fact that 99.36% of the respondents

were of the opinion that it had an above average value (see Question 28).

Some of the other conclusions drawn from the data are the following:

o Question 29 dealt with the reasons for assertiveness and, therefore, especially the knowledge

dimension of the field.

It had the second highest effect size of d=2.1, which somewhat

contradicts the medium effect that was measured with Subscales 1.1 and 1.2 (See Table 9 &
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10). In addition, 63.46% of the respondents were of the opinion that the particular
component was of significant value.

¢ Question 30 dealt with feelings surrounding assertiveness and, therefore, focused more on the
attitudinal facet of the intervention. It also produced a high effect size (d=1.8) and 55.5% of
the respondents gave it a very high value rabng

»  Questions 31, 32 and 33 all dealt with behaviour issues. Although they all produced high
effect sizcs, there was a tendency for some respondents to place these tssues in the “Tt had
above average value” category.

o In total, only an average of 3.44% of the respondents gave the programme a below average
rating,

If the responses to the value scale are taken as a whole, two trends emerge. The first is that the
Assertrveness Programme was generally viewed as a valuable input on the part of Police Social
Work Services.  The data, secondly, substantiates the finding that the intervention had a
somewhat differentiated effect and that an average of 60.11% of the respondents gained more
value from it than the others (see Table 14).  This could unply that at least 40% of the
respondents already functioned fairly well in this area before the start of the intervention. PSWS

has to re-evaluate the contents of the programme to address this issue.
8. THE RELEVANCE OF THE PROGRAMME

The expenimental groups’ experience of the relevance of the programme was the third aspect
measured during the research. The reason for its inclusion was the fact that any given programme
could have a major effect on its recipients and be viewed as valuable, but if it was compared to
other capacity-building and general training programmes, would not be viewed as a priority. It
was, therefore, necessary to ascertain whether or not the Assertiveness Programme was relevant
to the professional and personal lives of SAPS personnel. This measurement also formed part of

the triangulation process.

The relevance scale (Scale 5) formed part of the presentation evaluation questionnaire and was
made up of six questions. These dealt with issues such as the extent to which the programme
sttmulated the respondents’ creative thinking and the degree to which they could apply their
newly-acquired knowledge and insights to their jobs. The data was subjected to the same type of

statistical analysis that was used for the measurement of effect size within groups (see 4.6.3).

In order to put the results of Scale 5 into perspective, the equivaient results from the EPCaP
study will also be provided in Table 15. The purpose of this comparison ts not to illustrate which
personnel capacity-building programme 1s most or least relevant, but to provide additional criteria

against which different dimensions of relevance can be measured.
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TABLE 15: EFFECT SIZE OF SCALE 5: THE RELEVANCE OF THE PROGRAMME

ASSERTIVENESS PROGRAMME

Scales/ questions

Scale 5

)

23,

The course/programme stimulated my
creative thinking.

I will be able to apply the new
knowledge and insights that [ have
gained in my job.

. I feel that the course/ programme will

help me do my job better.

. I will be able to apply the new

knowledge and insights that I have
gained in my daily life.

. I feel that the course/ programme will

help me to live my life in a better way.

27. All SAPS personnel should receive this

course/programme.

194

191

193

194

194

194

192

3.500

3424

3.466

3.469

3474

(%)
i
=l
o

3.667

0.469

0.565

0.540

(1,568

(.550

0.541

0.545

® Reliable sarles according fo (CA (Cronbadh ajpha coefficient) *% Practicad significant

Effect

size

Lo4M!

L.79%4

i

L7744

1.884!

2. 141!

0.93

CAPACITY-BUILDING
PROGRAMMES AS A WHOLE

2326

2298

2310

2303

2313

2308

Effect size

(@

21014t

157

L6534

L7641

228

nggm

With an effect size of d=2.13, it is clear that the recipicnts viewed the Assertiveness Programme

as very relevant to their personal and professional lives. This interpretation 1s substantiated by the

high d-value of 2.14 produced by question 27 (see Table 15). Some of the other conclusions that

could be drawn from the data are the following

The scores for indrvidual questrons were generally on a par with that of the capacity-building

programmes as a whole. This indicates that this programme’s relevance cannot be attributed

to only one factor, but to the combined effect of all its components.

There are virtually no difference between the scores for the two questions that relate to the

effect of the programme on a person’s job performance (questions 23 & 24) and the two that

focus on their personal life (questions 25 & 26). This implics that the programme should be

seen as both a job enrichment mstrument and a personal empowerment tool.

Questions 23 to 26 had a strong behavioural focus. In terms of triangulation, their high effect

sizes further vindicates the conclusions reached regarding flaws in Scales 3. It s, therefore,

clear that the programme did have a practical significant cffect on the respondents ntended

behaviour.
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9, THE INFLUENCE OF THE QUALITY OF THE PROGRAMME
PRESENTATION

Apart from the measutement of the direct effect of the programme, it was also necessary to
determine the quality of its presentation. In this regard, it was assumed that poor presentations
would adversely influence the potential effect of the intervention. The fact that the programme was
presented under varying conditions in all 10 SAPS provinces by vadous soctal workers made such

poor quality a distinct possibility.

A specific quality evaluation scale was developed and included in the presentation evaluation
questionnaire. It consisted of four subscales. Subscales 6.1 and 6.2 were used to assess the
presenters and focused on their expertise and presentation skills. According to Rooth (2000:89),
these skills are essential for an effective programme presentation. Subscale 6.3 dealt with the quality
of the learning process and Subscale 6.4 with the context in which the presentation took place. The
questionnaire also included some general questions. In it, respondents evaluated 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 16. For the sake of interpretation, it s
presented together with the data of the capacity-building programmes collectively.

TABLE 16: EFFECT SIZE OF SCALE 6: THE QUALITY OF PROGRAMME PRESENTATION

CAPACITY-BUILDING

ASSERTIVENESS PROGRAMME PROGRAMMES AS A
WHOLE
; Effect Effect
Subscale/ questions n B o skt (d} o] n s, () o

Subscale 6.1; Evaluation of the
presenter

196 | 3441 0472 1.99+ 0.87m 2354 2061 0.858

. The presenter was
knowledgeable about the subject | 193 | 3.481 0.596 165"t 2334 L8441
that he/she taught.

8)

The presenter could link the
matedal to the participants’ level = 193 3.399 0.531 1.631¢
of knowledge.

f]
2

237 1571

3. The presenter was able to
explain difficult and abstract 193 3406 | 0329 1.79¢1 2339 [.53341
concepts.

4. The presenter succeeded in
keeping me interested in the 196 3490 0.541 1.8311 2337 L7
subject.

(S]]

The presenter was enthusiastic

] 195 @ 3441 (1.538 1.7544 2308 1.62+
about the subject he/she taught.
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Subscale 6.2: Evaluation of
presenter’s presentation skills

6. I could clearly hear what the
presenter was saving (e.g. if was
loud enough and in an accent
that I could understand).

7. The presenter was skilful in the
use of the teaching media (e.g.
transparencies and or writing on
newsprint/the blackboard).

8. The presenter encouraged
participant involvement (e.g.by
asking questions and or

b - .
promoting discussions).

9. The presenter prepared
himself/herself thoroughly for
the presentation.

L0.

What is vour overall rating of the
presenter’s presentation skills?

Subscale 6.3: Evaluation of the
learning process

L. In the beginning, the presenter
gave a clear overview of what we
could expect during the
course /programme.

12. The presenter made sure that
participants understood a
subject before continuing 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 understand the
material that was presented.

16. The materal that was covered

will be useful.

=2

17. The course stimulated my
interest in the subject.

Subscale 6.4: Evaluation of the

presentation context

18. How would vou rate the venue?

19. How would vou rate the quality
of the learning material that was
presentedr

20. How would vou rate the quality
of the teaching media (e.g.
transparencies and or handouts)?

21. How well was the course/
programme organised?

B Reliable scales awording to Cronbach alphe coefficient.

196

196

193

195

194

187

195

195

194

195

195

194

192

194

194

191

194

194

193

3.676

3.485

3.446

3518

3.495

4.503

3442

3.369

3495

5495

+4.197

4.010

+4.302

0472

0.612

0.558

0.577

0.613

0.634

0.537

0.607

0.601

.63

0.509

0.604

0.614

0.662

0.672

0.902

0.744

0.757

0.702
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3,164
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‘The implications of the subscales will be discussed individually.

9.1 THE INFLUENCE OF THE QUALITY OF THE PRESENTER

The overall rating of the presenter’s level of expertise was a very high d=1.99 (see Table 16).
They knew the nature of assertiveness and able to explain abstract concepts and keep the
respondents interested and enthusiastic about the subject.

9.2 THE INFLUENCE OF THE PRESENTER’S PRESENTATION SKILLS

The effect size of d=2.49 for subscale 6.2 is noticeably higher than that of the combined
programmes. This effect size is also confirmed by the response to quession 10 that dealt with the
overall rating of the presenter’s presentation skalls.

As far as individual questions are concerned, only Question 8 differed by more than 0.2 from the
norm. This would indicate that the presentations tended to be more didactic in nature and that
not enough attempts were made to ¢nhance experential learning, This facet of the presentations
could and should be improved.

9.3 THE INFLUENCE OF THE LEARNING PROCESS

Although the overall effect size of subscale 6.3 is high, it is still lower than that of the
programmes as a whole (d=1.75 vs. d=2.06). This could be attributed to the fact that presenters
did not always made sure that participants understood a subject before continuing on to the next
one (Question 12: d=1.55) and that they did not always give a summary of the material that was
covered (Question 13: d=1.33). These are issues that should be rectified during the training of
prescnters.

9.4 THE INFLUENCE OF THE PRESENTATION CONTEXT

The cvaluation of the presentation context produced a very positive effect size of d=2.53.
However, the low rating of the quality of the learning material, teaching media and the way in
which the course was organised is cause for concern. Additional audiovisual aids to reinforce the
spoken would be very important to develop the thinking skills that are required by the somewhat
abstract nature of assertiveness (cf. Nelson-Jones, 1991:163). This issue should be addressed in
the turther development of the programme.

9.5 OTHER INFLUENCES

The presentation evaluation questionnaire also covered a number of other 1ssues that could have
had a positive or negative influence on the effect of the programme. These issues included the
length of the presentation, its pace, the balance between the presentation and group involvement
and the language in which the programme was conducted. Owing to the type of questions that
were used, it was only possible to interpret the data by means of descriptive statistics.

The respondents rated the length of the programme by completing a five-point scale. The results
of the rating are reflected in Table 17.
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TABLE 17: THE LENGTH OF THE PROGRAMME’S PRESENTATION

QUESTION 28 HOW WILL YOU RATE THE LENGTH OF THE

COURSE /PROGRAMME? ABGREE OF

R . - CONFLICT
R ! Itwas 2. Itwasa 5. The o4 Itwasa 5. Thiis MANAGEMENT

efp e meh foo little too lenoth was lettle too Pl PROGRAMME
(n = 105) sty foo short
long long Jutst riglit shorf
Frequency 4 3 75 18 5
3.16

Percentage 381" | 2.86"0 | 7T143%0 | 17.14% | 476"

AVERAGE OF
CAPACITY-
BUILDING

PROGRAMMES

o3
N
it

The length of the presentation did not seem to affect the programme as a whole. The average

measurement of 3.16 is in line with the average (3.15) of the combined programmes and falls in

the category of “just nght.” "This was affirmed by the fact that 71.43% of the respondents placed

it in this category.

The respondents were also requested to complete Question 29, It gave them the opportunity to

judge the pace at which the programme was presented.  Also in this case no marked deviations

from the norm could be identified (see Table 18).

TABLE 18: THE PACE OF THE PRESENTATION

QUESTION HOW WILL YOU RATE THE PACE OF THE

AVERAGE OF
29 PRESENTATION?
T CONFLICT
MANAGEMENT
1. The pace | 2. The pace | 3. The pace - —
RC‘SPOHSE’ s wj:{'b wir j:;},‘. ”w‘ﬁﬂ 4. f.'f?t‘[,‘dfi-u 5. The pae vas | PROGRAMME |PROGRAMMES
(1] = ]_(.)7) poad ’ i _;”', f?f. Gitte too fast pairch foo fast
Frequency 1 3 85 9 6
3.15
Percentage 0.96% 2.88% | 81.73% @ 8.63" 377"

AVERAGE OF
CAPACITY-
BUILDING

3.07

Respondents were also required to complete a four-point scale on the balance between the

presentation of information and group participation. The results are contained in Table 19.

TABLE 19: THE BALANCE BETWEEN THE PRESENTATION OF INFORMATION AND GROUP

PARTICIPATION
QUESTION HOW WILL YOU RATE THE BALANCE BETWEEN
30 THE TIME SPENT ON THE PRESENTATION AND AVERAGE OF
TIME SPENT ON GROUP INVOLVEMENT? CONFLICT
MANAGEMENT
Response 1. Toa mutch time | 2. A good 3. Too much time | 4. There was we PROGRAMME
=10 s spen! on the balance was spent on grosp | group inrelvenent
(n =104 presentation involvement
Frequency 6 89 8 1
2.04

Percen tage 5.77% 83.538% 7.69% 0.96"

AVERAGE OF
CAPACITY-
BUILDING

PROGRAMMES

2.08
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From Table 19 it 1s evident that the respondents were satisfied that a good balance had been
maintained. The average of 2.04 is also in line with the average of 2.08 of the other programmes
and mdicates that this aspect had a positive influence on reaching the outcomes of the

programme.

The final issue that was covered tn this questionnaire was the language in which the presentations
were conducted.  In accordance with the organisation’s Education, Training and Development
Policy (SAPS, 2003), all programmes must be presented in English. The extent to which the

presenters adhered to this requirement is set out in Table 20,

TABLE 20: THE LANGUAGE THAT WAS USED DURING THE PRESENTATION
QUESTION 31 WHICH LANGUAGE WAS USED THE MOST IN THE PRESENTATION OF THE
COURSE/PROGRAMME?

Respon s : . 5

i Afrikaans English Sorlo Tsnana Zuly Othery
(n = 103) : i
Frequency 2 92 1 3 4 1
Percentage 1.90% 87.62"0 0.95"% 476" 3.80% 0.95%

The main language in which the presentations were conducted was English (87.62%). The
percentage for other languages was 12.36%, which is cause for concern because it means that at
least 13 respondents could not enjoy the complete potential value of the programme. It should
also be borne n mind that if any other languages are used, the length/duration of the programme
will be affected negatively and all the audiovisual aids that are used will be irrelevant. This is a

matter of concern and should receive attention.

10. THE PRESENTERS’ 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 leaming process, the leaming 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.

Of the 17 soctal workers that presented the programme, 13 completed the questionnaires. The
results will be discussed according to the sections contained in the questionnaire. Since the number
of presenters was low, descoptive statsistics will be utilized instead of the high level statistical analysis
implemented with the rest of the calculations. In some instances, the presenters’ responses will be

compared with that of the respondents.
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The data obtained regarding the presenters’ evaluation of the relevance of the programme is

contained in Table 21.

TABLE 21: THE PRESENTERS’ VIEW OF THE RELEVANCE OF THE PROGRAMME

QUESTIONS
Stronaly
disagree
(%)
22. The programme

stimulated the

participants’

creative thinking,

|85
[y}

. The participants
will be able to apply
the new knowledge
and msights that
they have gained in
their jobs.

24. T feel that the
programme wall
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. 1 feel that the
programme will
help participants to -
live their lives in a
better way.

27. All SAPS
personnel should
receive this
programme.

PRESENTERS (n = 13)

CHOICES AND RESPONSES

D.'h'rqg.'w

7o)

7.69%

7.69%

Aaree

o)

46.15%0

S
[
[o=RE N |
+

30.76%

23.07%

Strongly agree

o)

7
53.84%

7
53.84%

46.15%

5
69.23%

38.46%

9

69.23"%

ASSERTIVENESS

PROGRAMME

Areruge

3.46

3.54

3.46

3.69

W
9
<0

3.02

RESPONDENTS:
(n = 2326)

Arerage

3.38

343

342

3.46

’:_,)
(1)

Some of the presenters indicated that the programme is rclevant for the SAPS and that all

personnel members should attend it. This finding correlates with the respondents’ opinion (see

Table 13) and with the finding that the programme can be applied to all races, both genders and

across the entire spectrum of ranks/posts. The presenters supported the idea that personnel who

attend the programme would be able to improve their productivity, take responsibility for their

actions, show respect for them selves, be confident and lead better personal lives.

Table 22 contains the results of the presenters’ assessments of their knowledge, ability to link

material to the respondents’ level of knowledge, skill in explaining difficult concepts, etc.
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TABLE 22; THE PRESENTERS’ SELF-ASSESSMENT

QUESTIONS

1. T am knowledgeable

about the subject that T

taught.

2. T was able to link the
matenial to the
participants’ level of
knowledge.

3. 1 was able to explain
difficult and abstract
concepts.

4. [succeeded m keeping
parcticipants interested

1 the subject.

the subject that I
taught.

5. I was enthusiastic about

PRESENTERS (n = 13)

RESPONDENTS
. ASSERTIVENESS (n = 2354)
CHOICES AND RESPONSES B RGaNE:
.\".’mn_gfz; Lisggrer Aoree ("s) S'.’:‘o:{gfr Arerage Arerage
dizagree (") (%) - agree (“o) >
- i 4 3.54 3.55
T 46.15% | 53.84% -
5 8 3.62
4 . , 62 4
38.46% 54%a 345
6 (i 3.54
& - . 45
4615%  53.84% e
6 7 = 5
- T 46.15% | 53.84% 54 e
= = 2 g 3.62 340

38.46% @ 61.54%

In general, the presenters were of the opinion that they were knowledgeable and able to link the
matenal to the respondents’ level of knowledge and keep them interested in assertiveness. Their

rating in respect of explamning difficult and abstract concepts and enthusiasm 1s similar to that of
the respondents’ evaluation.

The cesults of the presenters” evaluation of their own presentation skills are contained mn Table 23.

TABLE 23: THE PRESENTERS’ EVALUATION OF THEIR OWN PRESENTATION SKILLS

PRESENTERS (n =13)

RESPONDENTS
c - o Lo i ASSERTIVENESS  (n = 2354)
QUESTIONS CHOICES AND RESPONSES PROGRAMME
; XMH‘;/); Disagree (“o) | Agree (%0} Shrongly agrve Arerge Arerage
disaoree (Yo) S > (ﬂgj > >
6. Parficipants could 3 5
cleady hear what I was - - o wer ir0 3.38 352
saving 61.34% | 38.46°.
7. 1 am skilful in the use of ) 7 6 346 5 45
the teaching media. ) 53.84% |  46.15% o s
8. I encouraged participant 1 3 9 362 358
mvohrement. 7.69% 23.08% 69.23%, s 2.2
9. 1prepared myself &
thoroughly for the - - o I ? . 3.602 3.54
presentation. ‘ 384670 | 61.54%
— e e . B — ot et el e i
Poar Fai, Arerag Good | ery sood
|QUESTION 10 {(’") (:‘: :: (’; o')"“f (f:} ;j’m Average Average
10. What is your overall 1 9 3
rating of your - - i +15 45

presentation skills?

7.609% 069.23"s | 23.07%
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The presenters gave themselves high scores on skilfulness when it came to the teaching media,
preparation and overall presentation skills. These assessments are a little lower than those made
by the recipients of the programme. Presenters are realistic regarding their own performance and

skills and 10 out of 13 gave themselves an “arerage fo good” rating,
Table 24 reflects the presenters’ evaluation of the learming process.

TABLE 24: THE PRESENTERS’ EVALUATION OF THE LEARNING PROCESS
PRESENTERS (n = 13)*

RESPONDENTS
L : \ . e ASSERTIVENESS (n = 2353)
QUESTIONS CHOICES AND RESPONSES PROGRAMME
Strangly Disagree || s Strongly s T
isaores {%) (%a) Agree ("o) agree (%) Arerage Arerage
11. In the beginning, I gave a
clear overview of what ) i 7 ) 3.46 338
participants could expect 533.85%  46.15% ' '
dunng the progsamme.
12, I made sure that
particpants waderstood a i 1 7 5 331 3.48
subject betore moving on 7.69%  33.85%  38.46"0 : :
to the next subject.
13. On coocluding T gave a 7
summary of the matenal - - 53.85° 46.15" 0 346 342
that was covered. RS0
14. 1 was able to 1 7 5
commuricate on the o - i =g St i 323 3.51
participants' level. 7.69% 53.83%  38.46"0
15. Irwas easy for
pacticipants to understand 1 ) 8 4 s 5
the matenal that was 7.69% 61.54% | 30.77" sl 3.48
presented.
16. The matenal that was A i 5 7 358 340
covered will be uscful. 41.67% | 58.33% 8 o
17. The courme sumulated . g
articipants’ inferest in the - - Y . 3.62 3.5
P 38.46% | 61.54% : -

subyect.

Cue of the presenters did not womplete question 16.

The presenters’ evaluations of most facets of the learning process were in line with those of the
respondents. They succeeded in setting an overall goal at the beginming and made sure that
respondents understood the information before moving on to the next subject. Therte were,
however, indications that they had trouble to communicate on the participants' level (Question
14) and that 1t was not always easy for participants to understand the material that was presented
(Question 15). This could be due to the somewhat abstract nature of some of the content that
they had to communicate and a general tendency to underestimate the tespondents’
comprehension abilities. Some of these deficiencies could be address through the more extensive

use of experiential learnuing exercises.
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The presenters’ and the respondents’ evaluation of the presentation context s covered in Table
25.

TABLE 25: THE PRESENTERS’ EVALUATION OF THE PRESENTATION CONTEXT
PRESENTERS (n = 13)*

RESPONDENTS
CHOICES AND RESPONSES ASSE_RTWENF‘&Q (n = 2326)
QUESTIONS PROGRAMME
1 ery _
Bad Arerase Gond [ ery cood
bad o i Arerage Arerage
%) (°0) °a) (°0) (o) . g
18. How would vou i 1 3 ¢ 1 354 192
rate the venuer 7.69%  38.46% | 46.13%  7.69% =2 =
19. How would vou
tate the quality | z 6 1
: T i 5 . -
of the leaming 769% | 38.46% | 46.15% | 7.69% 3.54 423
matenal that vou ‘ *
presentedr
20. Fow would vou _
cate the quality ) i 5 8 ) 3,60 408
of the teaching 38.46% 61.54% B -
mediar
21, How well was 5 N 3 3
; - = oy e - 3.5 .30
rhe programme 16.67% | 33.33% |25.00% | 25.00% 3B il

orgamsedr

*Cue of the respondents did not compiete question 21,

The presenters” evaluated all four contextual 1ssues much lower than the respondents did. It
would seem as though the quality of the learning material and teaching media ate issues that

concern the presenters and should receive further attention.

The questionnatre included a section in which the presenters could make recommendations
regarding subjects that should be added to or deleted from the programme, subjects that should
be covered in greater detad and the most and least helpful elements of the programme. They
could also provide suggestions as to how the programme could be improved. A list of responses

to these questions 1s set out below,

< Question: “J waunt to clardly the following “

e Itwas suggested that groups had to be divided i groups that speak the same language.

¢ The presenters felt that the programme had to entail more role-plays and less theory.

® They suggested a longer course and more effective audio-visual materials.

e Some of the respondents were niot on time and it influences the other participants negatively.
e Some of the respondents do not participate and showed 2 lack of respect and disciphine.

¢ Some venues lacked presentation equipment and were not suitable for group activities.

* Some presenters wanted training in advance facilitation skills.
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e The participants complained about the time it took to complete the research questionnaires

and recommended a shorter version.

From these responses it can be deduced that some of the programmes were presented in trying

circumstances and this could have had a negative effect on their impact.

L/

% Questions pertaining to the topics that should be added, covered in greater depth and
dropped from the programme

It was suggested that a person’s self-concept should receive attention and that more guidelines on
the process of becoming assertive should be added. Decision-making and dealing with problematic
colleagues should also receive more attention. It would appear as if some presenters were of the
opinion that the subjects “Guidelines for assertiveness” and “The results of failing to assert

yourself” should be dropped.

All the suggestions are valid and should be borne in mind in the further development and

improvement of the programme.

< Question: “The elements, which were most and least helpful in presenting the
programme /course?”

The following are some of the elements that the presenters found the least helpful:

e The guidelines for self-assertive behaviour

o The results of failing to assert yourself

e The language that had to be used (the language barrier caused considerable problems).

The two most helpful elements were:
e The definition of assertiveness

e The categories of assertiveness.
% Question: “The improvements that could be made to the programme/course?”

The presenters were also afforded the opportunity to make other recommendations about ways in

which the programme and its presentation could be improved. They recommended:

e That the programme should be more practical

e That activities should be added to the programme to capture and hold the attention of police
personnel

o That the examples in the programme should relate to police work

e That the content of the programme should be less factual

e That the time allotted to the programmes should be increased

o That more transparencies should be added to the visual aids.
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From the written comments and suggestions it could be concluded that the Assertiveness
Programme do need some ‘fine tuning’. The issues that should receive attention will be covered

in more depth in the guidelines for the improvement of the programme (see heading 12)
11. FINDINGS AND IMPLICATIONS

In the discussion of the research 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 imnstruments.

The comparison group pre-test and post-test research design was, under the circumstances, the
most appropriate route to follow. It made it possible to mobilise a large number of respondents
from throughout South Africa and scientifically test the effects of the programme without having
to comply with all the requirements of a classic experimental design. It did, however, require that
the experimental and comparison groups should be representative of the SAPS population as

possible. In the research project, this requirement was met.

The most important finding was that the Assertiveness Programme did have significant effect on
the knowledge, attitude and behaviour of SAPS personnel. The participants also gave it a high
value and relevancy rating. Through the triangulation of the various results it became clear that
the programme would have a positive influence on both the recipients’ job performance and their

personal lives and would make them more assertive and less aggressive or passive.
12, GUIDELINES FOR THE IMPROVEMENT OF THE PROGRAMME

In spite of its success, the content and presentation of the Assertiveness Programme was not
without its shortcomings. The research results were, therefore, also used as a basis to formulate
the guidelines for its further improvement. These will cover the training of the presenters, the

programme itself and Police Social Work Setvices.
¢ Training of presenters

It was found that the presenters were highly 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.
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%» Programme content and presentation

The remarks and suggestions put forward by the presenters and the findings of this research must
be considered during the revision of the programme. It is espectally important that its activities,
exercises, checklists and examples be more SAPS specific and that the programme should be made
more practical. Some of the material that was generated for this research project could be utilised

for this purpose.

The programme could also be improved in the following ways:

e Attempts should be made to integrate the various sub-programmes of the Life Skills
Programme more effectively.

e The time allocated to the presentation of the Assertiveness Programme should be re-
evaluated.

e The fact that 40% of the respondents already functioned fairly well on an assertiveness level
(see Table 14), has to be addressed in the further development and presentation of the sub-
programme. It could include the better and more approptiate selection of attendees. This
could include the use of an ecometric scale as a selection instrument.

e In order the benefit all members, the programme should be translated into more than one of
the official languages.

e The questionnaires that were developed for this study could be used on a continual basis to
determine the effect of the programme and to evaluate the presentation standards.

e The teaching aids needs to be upgraded and must be more visual and give the opportunity to
participate more.

e Stricter guidelines for suitable venues should be lobbied with the Management of the SAPS.
The presenters have to take responsibility for organising suitable venues.

e The Life Skills Programme and its Assertiveness (sub-) programme should be marketed more
effectively in the organisation as a whole and especially to the senior management cadre who

do not attend 1t 1n sufficient numbers.
%* Police Social Work Services (PSWS)

Police Social Work Services should maintain management support and credibility at National,
Provincial and Area level by providing regular feedback on the impact and the results of the

programmes.

A closer working relationship between the Training Department, the Statistical Committee of
PSWS, the management of stations, the social workers on ground level and the Management of

PSWS on all levels, should be established. Regular meetings between these components can also

SECTION 2: THE JOURNAL ARTICLES 91




be an excellent means of marketing the programmes. PSWS has to be part of the budget
meetings tegarding the distribution of funds in order to motivate the funding of these

programmes propetly.

The Performance Enhancement Process (PEP) requires a development plan for each worker in
the SAPS. Police Social Work Services at National Head Office has to negotiate for the
incotporation of its programmes into this system. It would reward the personnel for participating

in the programmes.

The reasons why some members do not attend the personnel capacity-building programmes
should be fully investigated. The research results have shown that they are deprived of an

important empowerment opportunity.
13. CONCLUDING REMARKS

The fact that the Assertiveness Programme had a significant impact on the knowledge, attitude
and behaviour of the SAPS personnel, vindicates Police Soctal Work Services’ decision to also
focus on proactive interventions. The research project has shown that the personnel can be
empowering to function more affectively in their work and personal lives. This would, in the final

analysis, lead to a better client-centred setvice to all the communities of South Africa.
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ABSTRACT

Background: The restructuring of the South African Police Service in 1996, as well as other factors,
contributed to a decision by Police Social Work Services to broaden the scope of its services to include
proactive, capacity-building interventions. This decision resulted in the development and application of
15 personnel capacity-building programmes by 1999. A need arose for a comprebensive impact
assessment of these programmes and the Evaluation of Personnel Capacity-building programmes
(EPCaP) study was subsequently launched in 2001. The evaluation of the Anger Management
Programme formed part of this research.

Aim: The primary aim of the research project was fo determine the effect of the Anger Management
Programme on the knowledge, attitude and behaviour of the SAPS personnel.

Method: The research employed a comparison group pre- and post-fest design that was combined nith
triangulation. Six measurement scales and a presenter’s evaluation questionnaire were developed and
utilised. It involved 246G experimental group respondents, 49 comparison group members and 14
presenters.

Results: The data indicated that the Anger Management Programme generally had a medinm fo
practical significant effect on the respondents’ knowledge levels and anger related behaviour. It showed
that the programme was a highly effective capacity-building instrument, but that steps conld be taken to
improve ils teaching media and learning material.

1. INTRODUCTION

The elections in April 1994 and the promulgation of the South African Police Act, 1995 (Act no
68 of 1995) in 1996 gave rise to changes in the structuring and service delivery paradigm of the
South African Police Service. Emphasis was placed on the empowerment of police personnel to
deliver a more effective setvice in a changing organisation and society (cf. Stevens & Yach,
1995:6). This and other factors prompted Police Social Work Services (where applicable
abbreviated with PSWS) to shift its focus from only reactive therapeutic service to that of a more
pro-active nature (Stutterheim & Moruane, 2002:1-3). The latter took the form of the design and

implementation of various personnel capacity-building programmes.
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The choice of capacity-building programmes as an intervention mechanism could be attributed to
three main factors. The first was the organisation’s new policy that emphasised the importance of
the empowerment of personnel to render an effective service. The second was the high
prevalence of social problems among personnel and the fact that PSWS could no longer cost-
effectively dealt with the demand for services with the available social workers and predominant
approach. The third factor was research findings that inter alia indicated that there was a dire
need for proactive services (cf. Ask Africa, 1997:2).

PSWS developed and implemented various personnel capacity-building programmes between
1999 and 2001. In 2001, it was decided to undertake the Evaluation of Personnel Capacity-
Building Programmes (EPCan study in order to measure the effect or impact of each of these
programmes. The research project that dealt with the Anger Management Programme formed
part of this study and its results will be the focus of this article.

In order to put the results into perspective, three issues will first have to be addressed. They are
the background of the development of the programme, the nature of the programme and the

research procedure that was followed to measure its effect on personnel.

2. BACKGROUND AND DEVELOPMENT OF THE PROGRAMME

Due to the restructuring in the SAPS and changes to certain of its policies, an external research
consultant, Ask Africa, was requested to conduct extensive research into the nature of social work
services in the organisation (Stutterheim & Moruane, 2002:172). The main aim was to determine
the personnel’s service delivery needs, as well as police social wotkers’ perceptions of these needs.
Ask Affica then had to draw a comparison between these two sets of expectations. The research
was conducted in 1997 and the final report presented to the SAPS in 1998 (Ask Africa, 1997).
The research results clearly showed a need for both reactive (therapeutic) and proactive (capacity

building) social work services.

Various priority areas for service delivery were identified. These included: stress, substance
dependency, financial problems and personnel conflict/cooperation (Ask Africa, 1997:28). The
relevance of these areas was borne out by statistics kept by Police Social Work Services (cf. PSWS,
2001b). 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 (PSWS, 1999:2). It had to include a general life skills

programime.

For the development of the programmes, various project teams were established. Each team

consisted of social workers representing every SAPS province. Their task was to evaluate best
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practices and come up with standardised capacity-building programmes for the organisation.
They produced six comprehensive programmes respectively titled “Managing Stress Effectively”,
“Substance Dependency”, “Be Money Wise”, “HIV/AIDS Awareness”, “Colleague Sensitivity”
and “Life Skills”. The latter covering subjects such as self-knowledge, conflict management, anger
management, assertiveness, planning of goals and problem-solving. Each province piloted the
programmes between October 2000 and September 2001 (cf. Stutterheim & Moruane, 2002:5)

and a start was then made with their widespread implementation.

It was decided in 2001 to undertake a comprehensive research project to determine the impact of
the programmes on all of the organisation’s personnel. It thus had to target staff that had been
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 latter mainly covers the employees that render a
support service (logistics, finances, administration, human resource management, etc.) to the

other members of the organisation.

The specific aim of evaluation of the Anger Management Programme was to determine its impact
on the knowledge, attitudes and behaviour of personnel. Before the research design and
procedure that were utilised is explained, a more in-depth look at the contents and presentation of

the programme is required.

3. NATURE OF THE ANGER MANAGEMENT PROGRAMME

The need for some or other type of anger management intervention can generally be attributed to
the fact that police wotk is often extremely stressful and that police officials tend to feel
frustrated, powetless, tensed, égitated, guilty and provoked (Nelson-Jones, 1986:198). Anger is a
common reaction to such frustration and mistreatment (Kleinke, 1991:99). It can, however,
interfere with employees’ interpersonal relationships and keep them from having a well-balanced

and healthy life-style.

The programme is based on the premise that anger is omnipresent in any workplace and that it can
create negative reactions and behaviour. This includes: chronic absenteeism, late arrival, physical
complaints, poor quality work, theft, withdrawal and becoming remote and inaccessible, pettiness,
excessive suspicion and jealously, rigidness, passivity, dependency, sexism or racism, distortion of
the intentions of others, resistance to supervision and open or passive aggressiveness towards
authority figures (Allcom, 1994:112-113). An organisation’s success is directly linked to its ability to
deal with anger and its consequences (Allcom, 1994:11). It was, therefore, vital to teach police

personnel appropriate anger and aggression management skills.
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The programme was designed to be as broad-based and all-inclusive as possible. It covered four

broad areas, viz.:

¢ the nature and value of anger and defining of anger (Part 1)

¢ the six components in human anger, the eight major functions of anger and understanding
personal anger (Part 2)

* anger in relationships, anger at work and guidelines for managing anger constructively (Part 3)
and

® tips on anger management. (Part 4).

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

TABLE 1: THE THEMES AND PRESENTATION OF THE ANGER MANAGEMENT PCBP

SUBJECT METHODS
Part 1: What is anger? ®  Orientation: Presenter
s Dehning anger *  Group discussion: The emotions, that are involved in anger and what
s The nature and value makes and causes you to get angry?
of anger o Individyal activity: Handout: Questionnaire on handling my anger and

understand my anger statements
o Feedback and discussion
®  Presentation: Definition and symptoms of anger
o Group discussion: Important aspects of anger
e The six components of human anger
o Feedback and discussion: Presenter

Part 2: Six components ®  Presentation: Presenter
in human anger o Individual activity: Handout: Understanding my anger statements and
important aspects of anger

o Group discussion: Evaluation of the functions of anger
o  Feedback and discussion: Presenter

Part 3: Eight major o Presentation: Presenter

functions of anger | ®  Grup activities: The group discuss how anger can be managed more
constructively and the functions of anger in the working environment

o Growp discussion: Understanding my anger, anger in relationships, anger
at wotk
o Feedback: Group discussion

Part 4: Eight guidelines o Facilitation: Presenter
on how to *  Group activizy: Discussion of the following important guidelines:
manage anger Recognise and acknowledge the fact
constructively Decide to expressitornot

Express it directly and descriptively

Express it indirectly or use alternative ways

Stay task oriented

Analyse, understand and reflect

Congratulate yourself if succeed

Express emotions other than anger

00 00O0O0OO0OO0

o Presentation: Tips on anger management (How to manage your own
anger)
o Summary, evalyation and conclysion: Presenter
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Police social worker must first undergo training before being allowed to present the Anger
Management Programme. Issues that are covered included the theory on anger, the programme

plan and the procedure to be followed in its presentations.

The Anger Management Programme forms part of the Life Skills set of programmes and takes 90
minutes to complete. It can be presented on its own or in combination with other (sub-)

programmes. It is preferably presented to no more than 20 people at a time.

The purpose of the Anger Management Programme is to expose the police personnel to ways and
means of channelling this powerful emotion. It will enable them to discover, recognize,
understand and accept that channelling anger can make life comfortable, productive and exciting,
Effective communication and taking responsibility for personal thoughts and feelings are essential
tools in this process. The research design and procedure that was utilised to ascertain if the

programme succeeded in its goal will be covered next.

4. RESEARCH DESIGN AND PROCEDURE

The research had to cover the entire South African Police Service (SAPS) workforce. It had to
include male and female members, the various racial groups, the entire spectrum of rank and/or

posts and all 10 SAPS provinces (National Head Office constitutes the tenth province).

4.1 AIM AND OBJECTIVES

The primary aim of the study was to determine the effect of the Anger Management Programme
on SAPS personnel.

In order to achieve this aim, three objectives were pursued, viz.:

¢ to measurement of the programme’s effect on the knowledge, attitude and behaviour of SAPS
personnel.

¢ to determination if the quality of the programme’s presentation had any influence on its
effect and

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

4.2 RESEARCH DESIGN

During the empirical research, a comparison group pre-test and post-test design was used. This is
an equivalent of a classical experiment, but according to De Vos & Fouche (1998:144), without
the “random assignment of subjects to the groups”. It was deemed the most appropriate design
because it makes it possible to statistically determine the effect of a programme in circumstances
where it was impossible to comply with all the prerequisites of a classical experiment (cf. Bailley,
1994:236-7; Strydom, 1999:110).
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4.3 PROCEDURE

The research procedure consisted of four basic steps, viz. the study of literature, the designing and
testing of the measuring instrument, the measurement of the effect of the Anger Management

Programme and the analysing and interpreting of data.

431 Step 1: Literature study

An literature study was undertaken into (1) the qualities, features and requirements of anger
management, (2) the generic attributes of capacity-building programmes and (3) the attributes of
impact analyses. The available policy documents of the South African Police Service regarding
capacity-building, the rendering of community service as well as community policing were also
covered. Other sources included research reports, books, internet-based data-bases and journals
of both South African and international origin. These covered fields such as social wortk,

personnel management, community policing, adult education, sociology and industrial psychology.

4.3.2 Step 2: Design and testing of measurement instruments

Three types of questionnaires were used in the research. They were the KAB questionnaires, a

presentation evaluation questionnaire and a presenter’s evaluation questionnaire.
% The KAB questionnaires

The four KAB questionnaires, which were designed by the researcher, were based on the unique
contents of the programme, as well as relevant theory. They consisted of a pre-test and a post-
test questionnaire for both the experimental and the comparison groups. Each contained 27
mostly Likert-type questions that were specifically aimed at measuring the respondents’
knowledge, attitudes and behaviour (KAB) (cf. McCormack & Hill, 1997:69). In the case of the
post-test questionnaire for the experimental group, six items were added to enable the

respondents to evaluate the value of the contents of the programme.

Before the start of the empirical research, the KAB-questionnaires were first tested during three

consecutive pilot studies. All three studies were undertaken in Gauteng Province:

e The first pilot study was launched at Booysens Police Station, Area Johannesburg on the 17™
to 19™ April 2002. Fifteen police personnel participated in the study and two social workers
(presenters) conducted it.

¢ The second study took place on the 17* and 19™ July 2002 at Johannesburg Central Police
Station, Area Johannesburg. Two social workers presented the programme to 33 police
personnel.

e The third and last pilot study was done on the 12® and 13™ November 2002 when a chief
social wortker presented the programme to 17 police personnel at the Kathlehong Police

Station, Area East Rand.
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The pilot studies involved a total of 65 male and female respondents that were from different race
groups and that represented the spectrum of ranks/posts within the organisation. At the
conclusion of each pilot study, the questions were adapted and changed until the measurement

package showed acceptable levels of validity and reliability (cf. McBurney, 2001:185).
¢ The presentation evaluation questionnaire

The ECPaP research team developed the presentation evaluation questionnaire. It was primarily
based on the evaluation instruments of various training institutions (cf. Academic Services, 2000)
and theoreticians (cf. Kitkpatrick, 1998:26-28) and refined with the help of a panel of experts.
The panel consisted of three social work academics, nine police social workers who were also
experienced workshop facilitators, an expert in the field of tertiary education and one teacher
(Weyers & Ranken, 2007). The instrument consisted of 31 items and focused on the respondents’
experience of the presenters and their presentation skills, as well as the leaming experience, the
relevance of the programme and the presentation context. By using the Cronbach’s alpha
coefficient (Gravetter & Forzano, 2003:391; Jackson, 2003:42-3) duning piloting, it was
ascertained that the instrument had a high reliability coefficient.

% The presenters’ evaluation questionnaire

The presenters’ evaluation questionnaire enabled presenters to rate their own performance,
preparation and use of training aids. It also gave them the opportunity to make
recommendations, to specify the themes that could be dropped from or added to the programme
and to identify the material that was most and least helpful in the presentation. Because this
questionnaire was based on the presentation evaluation questionnaire, there was no need to pilot

test it beforehand.
4.3.3 Step 3: Measurement of the effect of the Anger Management Programme

The main empirical study commenced once the results of the pilot-testing phase had been
analysed and the questionnaires had been finally adjusted. It took place during the period
of 3 February 2003 and 28 May 2003 throughout all 10 police provinces of South Africa.

Duting the main study, the various experimental groups were identified and mobilized. The
experimental groups completed a KAB questionnaire directly before and after the intervention
(the independent variable). A similar procedure was simultaneously followed with the comparison

groups, but without exposing them to the programme.
4.3.4 Step 4: Analysing and interpreting

The fourth step entailed the analysing and interpreting of all the data that was generated and the

completion of the research reports.
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4.4 THE RESEARCH GROUP

A total of 4 303 participants were involved in the overall EPCaP study. It consisted of 3 437
respondents for the experimental groups, 720 respondents of the comparison groups, and the 146
soctal workers who had presented the programmes. The participants represented 3,25% of the
SAPS workforce, which totalled 132 482 members at the time. This is more than the required
minimum sample size of 1% to 2% recommended by Stoker (in Strydom & De Vos, 1998:102).
All the SAPS personnel in South Africa who attended the programmes from the 3™ February
2003 to the 28™ May 2003 formed part of the experimental groups. The different provinces were
also requested to mobilise and simultaneously submit comparison groups to the equivalent of the
pre and post-tests. As the comparison groups were relatively small, basic guidelines were
provided for their rank, gender and race composition. These guidelines were based on the
personnel profile of the SAPS at the time. Because it was impossible to form the comparison

groups randomly, they can only be viewed as the result of an availability sample.

In order to ascertain if the composition of the experimental and comparison groups were
representative of the total SAPS population, four main criteria were used. They were rank/post,
race, gender and province. By using province as a criterion, it was possible to determine if
attributes such as language distribution, geographical location and different sections of the
organisation was sufficiently covered in the samples. The extent to which the experimental and
comparison groups that was used in the Anger Management study complied with these
requirements, will be looked at next. In it, a category deviation of less than 5% was viewed as

non-notable, while 5%-10% was viewed as a small difference and 10%+ as noteworthy.

The Anger Management programme’s experimental and comparison groups respectively consisted

of 250 and 49 members. The composition of these groups in terms of rank/post is contained in
Table 2.

TABLE 2: PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF RANK

Not

GROUPS |[CONSTABLE {SERGEANT |INSPECTOR |OFFICERS CIviL ACT DETER- ToraL
PERSONNEL MINED* (n)
Total SAPS 13936 17478 56671 15008 29304 85 132482

population (10.52%) (13.19%) | (42.78%) | (11.33%) | (22.11%) (0.06%) | (100%)

Experimental 54 31 74 17 66 8 250
group @L6%) | (124%) | (206%) | (68%) | (264%) | (32%) | (100%)
Comparison 3 2 26 7 7 4 49
groups (6.1%) @1%) | (31%) | (143%) | (143%) | (82%) | (100%)

* Unspecified ranks/ posts on data bases
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The composition of both research groups was generally in line with that of the SAPS population.
There were, however, two notable deviations. The number of Inspectors and officers was lower
in the experimental and higher 1n the comparison group than the norm. 'The Constables and
Public Service Act personnel were overrepresented in the experimental group. It did not appear
from the analysis of the data that these deviations had any significant negative impact on the

outcome of the rescarch.

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

the SAPS population, 1s contained in Table 3.

TABLE 3: PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF RACE
AND GENDER

NoT

BiacK = BLACK  (COLOURED COLOURED A WHITE | WHITE  INDIAN  INDIAN TOTAL
GROUPS DETER-

MALE | FEMALE MALE FEMALE MALE  FEMALE = MALE = FEMALE MINED ()
Total SAPS 63466 17150 WG 4392 20429 1753 3516 1343 4271 132482
population 7.9%; | (1295%; 68, (33%) {15:4%) 9.6%) (27% %0 0,320, S0P
Expermental 93 56 19 15 39 18 7 1 250

i

group 38% (224%) (7.6%) (6%) 15.6% 7% (2.8%) 04%) 1000
Comparson 18 7 6 7 8 8 0 0 9
groups 367% | (143% 11220 (4.1%) (16.3%: | {163%) P HLIS 0P

*Undetermined: Unspeafied ranks/ posts on data base

The groups’ race and gender distribution compared very well with that of the SAPS population
and in only one instance did it go beyond the 10% parameter. This was for the number of black
males in the companson group. The possibility that this and the other small deviations may have
had a negative influence on the research outcomes was further investigated. It was found that the
programme did not discriminate between the genders and race groups and that it can be presented
to all SAPS personnel.

The final primary criterion was the provinces from where the respondents onginated. The results,

together with the provinces’ profile and total number of presenters, are summanzed in Table 4.

TABLE4: PROFILE OF THE EXPERIMENTAL AND COMPARISON GROUPS IN TERMS OF

PROVINCES
SAPS TOTAL PERSONNEL IN TOTAL PERSONNEL IN ToTAL
PROVINGE POPULATION EXPERIMENTAL GROUP COMPARISON GROUPS PRESENTERS
(%) (%) (%) ()
Gauteng 26 375 (22.67"0) 32 (13.01%) 4 (8.51%0) 6 (18.75%0)
Westem Cape 11 743 (10.02%0) 25 (10.16%0) 5 (10.64"0) 3 (9.38™)
Eastern Cape 15 747 (13.34"%) 13 (5.28"%0) 3 (10.64%%) 2 {6.25"0)
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Northem Cape | 3257 (2.78%0) - 5 (10.64"0) 1(3.13"0)
KwaZulu- e 31 (12.60%) "
(4 e LIPS 973) 5] 1(1»: o

Natal 19 288 (16.45"w) 5 {10.64" ) 7 (21.88"4)
Free State 9501 (8.11%) 7 (2.85%) 3 (6.38%) 2 (6.25%)
Nocth West | 9 046 (7.72%) 18 (7.32%) 6 (12.77%) 6 (18.75%)
Limpopo 8 937 (7.62") 21 (8.54%0) 4 (8.51"0) 2 (6.25%0)
Mpumalanga | 6 118 (5.22%) 22 (8.94%%) 5 (10.64%%) 1(3.13%)
Head Office | 7010 (5.98) 77 (31.30°%) 5 (10.64%) 2 (6.25%)
Not 4 (1.6%) 0
determined 2 .

Total | 117 222 ( 100%) 250 (100%) 49 (100%) 32 (100%)

*Totals may vary due to differences in data sels

Table 4 indicates that the experimental and comparison groups were relatively representative of
the population of each province. The only exception was the Northern Cape who could not

provide the required data on their experimental group due to logistical problems.
4.5 DATA COLLECTION INSTRUMENTS

Because the programme is untque, standardised questionnaires/measuring instruments could not
be used in the research. Consequently, entirely new measurement instruments had to be
developed and standardised during the pilot studies and the main research. This process proved
to be difficult and was not successful mn all respects. Although all the scales had a satisfactory
reliability coefficient, it was found during data analysis that some were formulated in such a way
that they could not measure change effecovely. In these cases it was not possible to prove that
change actually took place or not (cf. Elmes e al, 2003:59-60,144-5; Zechmeister & Posavec,
2003:194-7). Toangulation was employed to ensure that deficiencies of this kind could be

overcome,

Hilton’s defiution of trangulation by was used as a starting point in the utidisaton of this
technique 10 the research. He states: “Tnangulation in research refers to the combination of two
or more theories, data sources, methods or investigators in one study of a single phenomenon to
converge on a single construct” (Hilton, 2003). Use was espectally made of the so-called “intra-
method” (Sarantakos, 1998:186) or “within-method” (Bryman, 2003) of triangulation. It entailed
the use of multple instruments to measure the same phenomenon, viz. the change that the
programme brought about (cf. Mark, 1996:220; Patton, 2002:556,559-560). The purpose was to
“...capture 2 more complete, holistic and contextual portrayal and reveal the varied dimensions of
a given phenomenon” (Hilton, 2003) and to test the constancy of measurement (Patton,
2002:248).
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In the research, the data produced by three types of questionnaires were triangulated. These
questionnaires, together with their constituent scales, are depicted in Diagram 1.

DiaGramM 1:  QUESTIONNAIRES AND THE USE OF TRIANGULATION N THE STUDY

Scale 2:
Altitude
(Part of KAB-
Questionnaire)

Scale 1:
Knowledge

(Fart of KAB- (Part of KAB-
{uestionnaire} QOuestionnaire)

Presenter’s Scale 4:
Evaluation ggtllggamme
Questionnaire orzan |
Questionnaire - |

Posttest)

Quality of

Programme
;ril;%;?;?i?: Relevance .
(Part of Presentation (Part of Presentation

n " 2 Evaluution Questionnaire,
Evaluation Questionnaire) 4 )

4.5.1 The KAB questionnaires

KAB or KAP (Knowledge, Attitudes and Behaviour and/or Practices) analyses are used quite
widely 1n education-onentated research in fields such as health, economics and social marketing
(Berger et al, 1994; Donat ¢ 4, 2000; Mitchell & Kaufman, 2002; Weinreich, 1999; WPDCE,
1999). Its use 1s, however, still scarce in the field of soctal work. This type of research is based on
the premise that human functioning can be divided into three interrelated but not necessarily
linearly dependent dimensions.  They are the cognitive (intellectual/thinking), affective
(emotive/feeling) and conative (will/behaviour) dimensions {Thompson, 2002:xvii).

Research finding by Akade (2001:248-251), Elkind {1993:171) and McCann & Sharkey (1998:268-
269) indicate that a change in one dimension does not necessarly lead to change in another (e.g.
an increase in knowledge does not necessanly change an athtude). Also, thee accomplishment of
change in one dimension (e.g; attitude) 1s also not always a pre-requisite for change in another
(e.g. behaviour). This phenomenon made it possible to measure the effect of a programme on

knowledge, attitudes and behaviour separately.

The KAB questionnaires were based on the programme content and available literature. The pre-
test questionnatres consisted of 27 questions that dealt with the participants” knowledge, attitudes,
and existing/intended behaviour. A second section was included in the post-test questionnaire
that was administered to the expenimental groups. It consisted of 6 questions through which the
respondents could evaluate the overall value of the programme and the value of each of its five

parts. The structure and focus of the questionnaires are summansed in Table 5.
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TABLE 5: THE COMPOSITION OF THE KAB QUESTIONNAIRES

DIMENSION SCALE/ SUBSCALE NO. FACETS THAT WERE MEASURED
Knowledge Subscale 1.1 0 Knowledge of anger reactions
Subscale 1.2 O Knowledge of the nature of anger
Attitude Scale 2 O Attitudes towards anger
Behaviour Subscale 3.1 0 Causes of personal anger
Subscale 3.2 Q Personal strategies in dealing with anger
Subscale 3.3 0 Skills and knowledge in dealing with anger
Value Scale 4 O The value of the programme and its constituent parts

(ondy completed on a post-test basis by the experizmental growps)

The questionnaires were made up of closed questions (e.g. true or false) and Likert-type questions
(e.g. strongly disagree, disagree, agree, strongly agree) (cf. Jackson, 2003:61, McCormack & Hill,
1997:70-76). They were formulated in such a way that they would determine the respondents’
existing (in terms of the pre-test) and newly acquired (in terms of post-test) knowledge, attitudes
and behaviour. The questionnaires were, in the case of the expenimental groups, administered
unmediately before and directly after the presentation of the programme.  Simultaneocusly,
comparative questionnaires were administered to the comparison groups. This made it possible
to discount any environmental influences when determining the net effect of the programme

(intervention/independent variable) on the experimental groups.

4.5.2 The presentation evaluation questionnaire

The presentation evaluation questionnawre consists of 31 questions and was divided into six
sections (see Table 6).

TABLE 6: THE COMPOSITION OF THE PRESENTATION EVALUATION QUESTIONNAIRES

SECTION FACETS THAT WERE COVERED QUESTIONS
Section | | Evaluaton of the presenter Queston 1 to 5
Section 2 | Ewvaluation of the presenter’s presentation skills Question 6 to 10
Section 3 = Evaluation of the leaming process Question 11 to 17
Section 4 | Evaluation of the context i which the programme was presented Question 18 to 21
Section 3 | Evaluation of the relevance of the programme (Scale 5) Question 22 to 27

Section 6 | General Longth of the programme, tewmpo of presentation, balance betneen = Question 28 to 31
presentation and group participation, language which was used most in the
presentation)
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The respondents of the experimental groups completed the relevant questionnaire immediately
after the Anger Management Programme had been presented. The aim of sections 1 to 4 and 6
was to determine the extent to which the nature and quality ot the presentation influenced the
effect of the programme. Section 5 (Scale 5) formed part of the triangulation of measurements

and was utilised to determined the televance of the programme.

4.5.3 The presenter’s evaluation questionnaire

Each social worker that presented a programme was requested to complete the presenter’s
evaluation questionnaire. It enabled them to evaluate their own presentation abilities, the
relevance of the programme and to make recommendations regarding the improvement of the
programme (see Table 7). The questionnaire was based on the presentation evaluation

questionnaire. Comparisons could, therefore, be drawn between the two sets of data.

TABLE7: THE COMPOSITION OF THE PRESENTER’S EVALUATION QUESTIONNAIRE

SECTIONS FACETS THAT WERE COVERED QUESTIONS

Section 1 Self-evaluation (of knonledge. enthusiasm. capability for creating.  Question 1to 5
participation by attendees, explain difficalt material and to relate according
te Raowledoe-base of attendees)

Section 2 Self-evaluation of presenter’s presentation skills Question 6 to 10

Section 3 Evaluation of the learung process Question 11 to 17
Section 4 Evaluation of the context in which the programme was presented Quesnon 18 to 21
Section 5 Evaluation of the relevance of the programime Question 22 to 27
Section 6 General (Length of the programme. tempo of presentation, balance betyeen | Question 28 to 36

presentation and group participation, language which was used the most
during the presentation, suljects that need to be added or deleted, aspects
that need more attention, elements of the programme that were the
most] least of ralwe and explanatory notes).

4.6 PROCEDURES AND FORMULAS USED IN THE ANALYSIS OF DATA

All the data was analysed in conjunction with the Statistical Consultation Services of North-West
University’s Potchefstroom Campus and with the aid of the SASS computer package (SAS
Institute Inc., 1999). It included the measurement scales’ reliable, valid and ability to measure

change. The following formulas and procedures were used in this process.
4.6.1 Procedures and formulas for the calculation of reliability
The reliability of the measuring instruments’ scales and subscales were determined by calculating

their Cronbach alpha coefficient ("Cronbach alpha’, ‘CA” or simply “o”) (Gravcetter & Forzano,
2003:455). Due to the non-clinical nature of the instruments, a CA of 0.50 or higher was accepted
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as an appropriate reliability coefficient (cf. Jackson, 2003:87-91). One of the scales that were used

in the research did not comply with this criterion.

4.6.2 Procedures for the calculation of validity

The validity of the individual questions was initially determined by the pilot studies and peer-
group evaluations. This procedure was necessary to increase the face, content and criteria validity
of the questions (cf. Creswell, 2003:157-8; Elmes et al., 2003:55-59; Jackson, 2003:44-5). The main

study and its results, however, should be viewed as the most important step in this process.

4.6.3 Procedures and formulas for the calculation of change/effect

Change/effect was measured through the use of Cohen’s formula for the calculation of eftect
size. This type of effect size is also known as Cohen’s d-value (Cohen, 1988:20-7; Steyn, 2000:1-
3). The reason for this choice entailed the following:

e A probability sample could not be 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 pdssible to use inferential statistics to generalise the results to the target population.

e To determine if the programme did in fact change the knowledge, attitudes and behaviour of
SAPS personnel in practice, the standardized difference was used as effect size (cf. Gravetter &
Forzano, 2003:454). This entailed dividing the difference between two averages (or averages
of a given mean) by the standard deviation. This is, according to Steyn (2000:3), a natural

criterion for drawing conclusions regarding significance.

A four-step procedure was followed in calculating the size of the effect that the programme. The

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

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

G i
Where:
d = effect size
Mg =  average difference of scores in the experimental group (abbreviated with “u,”)
Gu: = standard deviation of difference score.

The second step was to determine if there were any practical significant differences femween the
pre-test and post-test scores of the experimental and comparison groups. In order to do so, it
first had to be ascertained if the experimental groups (group ‘¢”) and comparison groups (group
‘c’) were comparable before the start of the intervention. This was done by calculating and
comparing the d-values per scale of the two groups’ pre-test measurements. The difference had
to be smaller than 0.5 (in the case of a bigger difference, a co-variance analysis was required). In
the research, all the scales passed this test. This can be viewed as an indication that the members
of two groups were selected in such a way that they compared favourably with each other from

the start.
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In order 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:

d= M- W
c
Where:
d = effect size
W, = average difference score in the experimental group (e)
[T = average difference score in the comparison group (c)
u,- M, = difference between average difference
o = maximum standard deviation of difference scores (Cohen, 1988:20-7; Steyn, 2000:1-3)

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

e Ifd = 0.2 it would indicate a small ¢ffect, implying that the research should be repeated in order
to confirm if there was an effect.

e Ifd = 0.5 it would indicate a medium ¢ffect, implying that the result can be viewed as significant,
but also that better planned research could produce even more significant results.

e Ifd= 0.8 itwould indicate a large ¢ffect that is of practical significance.

e Because there are no absolute boundaries between the three d-values, concepts such as ‘small
to medium effect’ and ‘large effect’ can be used (Spatz, 2001:74-5; Steyn, 1999:3).

The last step was to perform an effect size-analysis of 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 formula that was used to determine the effect size within the group was
used for this purpose. It was:

My

O e

d=

Apart from effect sizes (d-values), descriptive statistics were also used in certain scales and

questions. It included totals, percentages and averages.

4.7 PROBLEMS ENCOUNTERED IN THE RESEARCH

Various minor problems were encountered during the EPCaP study. Most of these were also

prevalent in the evaluation of the Anger Management Programme.

Various logistical problems was caused by the fact that the study had to be carried out in all 10
SAPS provinces and required the involvement of a total of 4 157 respondents, 146 social workers
and nine researchers. It resulted in a reasonably poor response rate from some provinces, a
relatively high percentage of spoiled questionnaires (8.18%) and a lower than expected number of
returns of presenters’ evaluation questionnaires. The 1 039 spoiled questionnaires (out of a total

of 11 658 questionnaires) were largely caused by the respondents’ faulty completion of their secret
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codes. Because this made the matching of their pre-test and post-test questionnaires impossible,
the questionnaires had to be discarded. Consequently, the total of usable questionnaires from
some provinces was somewhat low. If, however, it is taken into account that the study produced
10 619 usable questionnaires that contained more than 322 000 individual items, the number of

spoiled questionnaires should not have any significant influence on the outcome of the research.

In the case of the evaluation of the Anger Management Programme, the experimental groups
consisted of a total of 250 respondents while the comparison groups were made up by 49
personnel members. This was more than adequate to determine the effect of the programme

scientifically.

Another problem was caused by the fact that a high order of statistical analysis had to be used for
questionnaires that were not yet fully standardized. In the case of the Anger Management
Programme, one scale did not meet the required minimum Cronbach alpha value. Some of the d-
values were also below the set minimum. However, this hurdle had been anticipated and

overcome through the use of triangulation.

A third general problem was caused by the fact that existing practices required that the same
programme should be presented to all SAPS personnel. It, therefore, targeted personnel from the
lowest to the highest job levels. During data analysis some indicators were found that the Anger
Management Programme had a different effect on respondents from different post or educational
levels. This may have had a negative influence on the results that were obtained for the
programme as a whole. In spite of minor shortcomings, the overall research results indicate that

the programme did have a significant effect on the respondents.
5. THE RELIABILITY OF THE MEASUREMENT INSTRUMENTS

The questionnaires contained a total of 12 scales/subscales (see annexure for the questionnaires).
The formula for the calculation of Cronbach alpha coefficients (Gravetter & Foranzo, 2003:455)
was used to determine the reliability of these different scales/subscales(see Addendum 4). Table

8 provides a summary of the results of this process.

TABLE 8: THE CRONBACH ALPHA COEFFICIENT (o) OF THE SCALES THAT WERE USED

SCALES AND QUESTIONS o8
Scale 1: Knowledge w
Subscale 1.1: Knowledge of anger reactions ” 0.60"
Subscale 1.2: Knowledgeof the nature of anger N ' 0.50"

£ 0 = Cronbach alpha coefficient
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Scale 2: Attitude R - 0.40
(2) I am usually afraid that, if T loose my temper, I will hurt someone Three
(b) Anger is a signal that something is frustrating me imﬁ,’M/ val )
(c) When someone accuses me of something, I do get angry qlﬂszllg(;””
Scale 3: Behaviour
Subscale 3.1: Causes of personal anger 0.60"
Subscale 3.2: Personal strategies in dealing with anger i 0.60*
Subscale 3.3: Skills and knowledge re dealing with anger 0.84¢

% Scale 4: The value of the progr@e 0.63*
Scale 5: The relevance of the programme 0.64*
Scale 6: Quality of the programmé presentation
Subscale 6.1: Evaluation of the presenrer 0.70¢ -
Subscale 6.2: E;aluaﬁon of the presenté:’ s presentations skills ()()3r
Subscale 6.3: Evaluation of the learning process o ()()()r

}! Subscale 6.4: Evaluation of the presentation context ().62"‘

*Refiable meastrrement instrument

Table 8 shows that most of the scales/subscales had an expectable Cronbach alpha coefficient of
above 0.50. However, the attitude scale (Scale 2) did not meet this requirement and three of its
individual questions will, therefore, be utilised as an indicator of the change that the programme

did bring about.
6. THE EFFECT OF THE PROGRAMME

In measuring the effect of the programme, the focus was placed on the cognitive, affective and
behavioural dimensions of the respondents’ functioning (cf. Thompson, 2002: xvi-xvit).
”Cognition” is related to the term “intellectual” that is indicative of mental processes such as
thinking, reasoning, knowledge, expertise, insight, understanding and bringing into relation (cf. De
Stadler, 1994:177; Plug et al, 1997:181,383). It was also accepted that anger is an emotional
response to provocation (Nelson-Jones, 1986:198) and that it could be controlled through the use
of appropriates strategies and skills and with the correct attitude.

It was assumed that the respondents had already developed a certain level of knowledge and had
fixed attitudes, behavioural practices and skills before the start of the programme. These levels

were measured by means of the pre-test, while the actual effect of the intervention (the
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programme) would be determined by analysing the difference in the scores between the pre-tests

and post-tests. The results of this process will be discussed next.

6.1 THE EFFECT OF THE PROGRAMME ON RESPONDENTS’ KNOWLEDGE

The knowledge dimension was measured by means of two separate subscales. The first dealt with
the respondents’ knowledge of anger reactions, while Subscale 1.2 focussed on general knowledge
regarding the nature of anger. The results obtained with the two subscales are contained in tables

9 and 10.

TABLE9: EFFECT SIZE OF SUBSCALE 1.1: KNOWLEDGE OF ANGER REACTIONS

I i

EXPERIMENTAL GROUP (¢) COMPARISON GROUP (c) c EFFECT SIZE
r (d-value)
n f W | n W2
— s } —— L,.
240 ; 0.252 19 -0.252 0.4991 0.504%

* Medinm effect

The d-value of 0.504 for Subscale 1.1 (Table 9) indicates that the programme brought about a
medium increase in the respondents’ level of knowledge regarding typical anger reactions.
Although this result should be viewed as important within the context of the nature and aim of
the programme, some further study 1s required to confirm the extent to which this result was of
practical significance (cf. Spatz, 2001:74-5).

TABLE 10: EFFECT SIZE OF SUBSCALE 1.2: KNOWLEDGE OF THE NATURE OF ANGER

EXPERIMENTAL GROUP (e) COMPARISON GROUP (c) o EFFECT SIZE
- e (d-value)
n 191 n 271
251 0.122 49 -0.122 0.2943 0.415

Table 10 indicates that the programme brought about small to medium increase (d=0.415) in the
respondents’ knowledge of the general nature of anger. The data, on which this result, as well as
that of Subscales 1.1 was based, were further analysed. It showed that some of the respondents
had considerable prior knowledge of the subject matter, while for others it represented absolutely

new facts. This phenomenon would explain the medium effect achieved with the programme.

6.2 THE EFFECT OF THE PROGRAMME ON RESPONDENTS’ ATTITUDES

Baily (1994:4) stated that “...an attitude arise from the set of beliefs which come from each

person’s individual history and experience, which inform that person’s view of the world.” Scale
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2, which dealt with attitudes, did not achieve an acceptable CA and only the responses to
individual questions could be utilised (see Table 11).

TABLE 11: EFFECT SIZE OF SOME QUESTIONS OF SCALE 2: ATTITUDE TOWARDS ANGER

QUESTIONS GROUP (e) GROUP (c) G ° SIZE
= T i (d-value)
[ Moo n M2 1y |
25. I am usually afraid that, if I
loose my temper, I will hurt 237 0.3321 49 -0.3321 108898 | 037
someone ;
26. Anger is a signal that 236 045 19 045 | 06876 | 0.66"
something is frustrating me ; !
27. When someone accuses me of 236 0.381 8 0381 i 07646 051"
something, I do get angry - ' ! ‘ P ' i

* Medinm effect

Question 25 produced a small to medium effect size and questions 26 and 27 was a little above
medium (see Table 12). If taken as a whole, the results indicate that change did occut, but could
have been more significant if the measurement instrument was better formulated (cf. Spatz,

2001:74-5).

The data on which these result was based, were further analysed. It indicated that, from the start,
most respondents were of the opinion that they could control their anger. They would, therefore,
not think about losing their temper to such an extent that they would hurt someone (see Question
25). A small group, however, did contemplate such a possibility and changed their views because
of the programme. The programme had a larger effect on a bigger number of respondents as far
as the two other questions were concerned. It showed that it developed new insight into some of

the factors that made them angry (i.e. frustration and false accusations) (T'able 11).

6.3 THE EFFECT OF THE PROGRAMME ON THE RESPONDENTS’ BEHAVIOUR

One of the main aims of the Anger Management Programme was to change the respondents’
anger management behaviour. It was, therefore, decided to cover this issue with the help of three
separate but interlinked subscales. They dealt with the respondents’ ability to deal with the factors
that cause their anger, the anger management strategies that they employ and especially their skills

in managing anger. The results achieved with these three subscales are combined in Table 12.

¥ ¢ = masimum standard deviation of difference scores
1% 11y = average dittetence score tor the expetimental group.
11 > = average diffetence scote for the comparison group.
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TABLE 12: EFFECT SIZES FOR THE SUBSCALES OF SCALE 3: ANGER MANAGEMENT RELATED

BEHAVIOUR
} EXPERIMENTAL % COMPARISON
| GROUP () * GROUP () » | EFFECTSIZE
SUBSCALES | [ | 1o (d-value)
| | I
i n Mo i n M2 1 |
i i
Subscale 3.1:
Dealing with the causes of 239 0.282 49 -0.282 0.6287 0.44
personal anger i
i H ; | i
Subscale 3.2:
Personal strategies followed 239 0.177 49 -0.177 0.6069 0.29
in anger management
............... l - i
Subscale 3.3: na " " - ok
Skills in dealing with anger 239 0.083 49 -0.683 0.8451 0.8

** Practical significant effect

Table 12 shows that the programme had a practical significant effect on the respondents’ anger
management skills. It would, therefore, empower them with the ability to transform their anger
management strategies into action. The results also showed that most of the participants already
knew which strategies to follow before the start of the programme (see Table 12: Subscale 3.2)
and that some also knew how to deal with the causes of their anger beforehand (see Table 12:
Subscale 3.1). For others the programme did provide new ways of dealing with these causes.
This produced the small to medium effect size of d=0.44.

There are two main conclusions that could be drawn from the application of the six
scales/subscales. The first was that, in the case of the respondents’ knowledge and intended
behaviour, the programme did bring about a significant change in some areas. The attitude
questions only indicated an effect size in the medium range. Especially the latter result is
contradicted by the large effect sizes produced by the value and relevance scales (see headings 7
and 8). This brought the second conclusion to the fore. It is that some of the scales and
questions used in the KAB questionnaire must have been somewhat flawed. This is, to some

extent, substantiated by the lower Cronbach alpha coefficients of these scales (see Table 8).

In spite of their apparent deficiencies, the KAB scales/subscales did give an indication that the
programme was of particular value to the respondents and relevant to their personal and

professional lives. These two issues received special attention in two other scales.

126 = masimum standard deviation of difterence scores
13y, = average difference score for the espedmental group.
14 1> - average difference scote for the compatison group.
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7. THE VALUE OF THE PROGRAMME

The post-test questionnaire that was administered to the experimental group contained six
additional Likert type questions. These were specifically aimed at determining the value that the
programme had for the respondents. They rated the value of the programme as a whole and its
five constituent parts on a four-point scale that ranged from ‘I¢ had no or hittle value” to ‘It had a lot
of value”. The data that was collected 1s summarised in Table 13.

‘TABLE 13: EFFECT SIZE AND DISTRIBUTION OF SCALE 4: THE VALUE OF THE PROGRAMME

CHOICES AND REPONSES

i

EFFECT

UESTIONS - . S
Q n Ithad wo or | It had belor | It bad abore | It bad a lot of Paice | Car SIZE
little ralue | arerage ralue | arerage rale | value (@)
28. What was the overall ': 7 |
3 8 85 1
value of the 242 10 o A= 10, , i%.-)/ 3545 10.625 | 1.7
programme/ course? (1.24%) | (3.31%) | (35.12%) | (60.33%)
. : - e
29. What value did the x
following component *
2 13 95 133
have for you: “The 243 o o 201 (1 o 3477 10.638 i 1.3
reasons or anger (0.82%) | (5.35%) | (39.09%) | (54.73%)
nianageneni?” l % |
U —— SN —— e s et e ;{.W, S E S
30. What value did the | |
following component |
< 5 15 108 115 i
13370 {0.694 | 1.3

have for you: ‘Feebngs | 243

1
o, eI ANE N v A AN
surrounding anger (2.06%) | (6.17%) | (#444%) | (47.33%) !
managemeni?”’ | |
31. What value did the
following component
1 1 102 11
have for you: “Your 241 ? ? 3407 10.652 | 1411

bebarionr as a resily of (O-41%) ¢ (7.88%) | (42.32%) | (49.38%)

anger managenent?”’

|
32. What value did the | i
following component 5 16 }

9 12 |
have for you: ‘Fire 241 o o 6"0 — 70 344410657 | 14T
main strategies for anger (0.83%) | (6.64%) | (39.83%) | (52.70%) |
management?” ;
r :
33. What value did the : |
following component ' i
- 2 10 97 134 ;
have for you: 243 ) . , __ 3.494 10.619 1.6%t
“Guidelines for anger (0.82%) | (4.12%) 1 (39.92%) | (35.14%) f
managemeni?” i
3 - I :
Average [242 | 2 14 97 129 | f 1501
i

**Pryctian] sighifecant effect

Table 13 firstly indicates that the programme as a whole received an exceptionally high positive
evaluation (see Question 28). This is reflected in the far above average d-value of 1.7. Cohen

(1977:22-25) and others see this type of effect size as indicative of a large effect that is of practical
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significance. This finding is further substantiated by the fact that 95.45% of the respondents were

of the opinion that it had either an “above average value” or “a lot of value”.

The same trend as above was also found as far as the other questions were concerned. Some of

the conclusions that could be drawn from them were the following;

e Question 29 dealt with the value of the subject that dealt with the reasons for anger
management. It thus focused on the knowledge dimension of the programme. It was
somewhat surprising to find that it had a high effect size of d=1.5. This contradicts the
medium effect that was measured with Subscales 1.1 and 1.2 (see Tables 9 & 10). In addition,
the fact that 93.82% of the respondents were of the opinion that the particular component
was of significant value showed that it formed an important part of the programme.

e  Of all the components, the one pertaining to the feelings surrounding anger management (see
Question 30) had the smallest d-value of 1.3. Even in this case, the effect size was of such a
nature that it had practical significance (i.e. was above 0.8). (The further analysis of the data
did not provide any clear reason why this component was rated lower than the rest.)

e Question 31 covered the behaviour of the respondent as a result of anger. It showed a high
effect size of 1.4 and received an above average value rating by 91.70%. This substantiated
the practical significant effect that was derived from Subscale 3.3 (see Table 13), but
contradicts the smaller effects of subscale 3.1 and 3.2.

e The same trend came to the fore in the analysis of Question 32 and 33. The first produced a
practical significant effect size of 1.4 and only 7.47% of the respondents gave it a below
average value rating. The d-value of the latter was even higher at d=1.6 and only 12 out of
243 respondents gave it a below average rating.

e The results of Questions 31, 32 and 33 prove that the programme must have had a practical
significant effect on the respondents’ intended behaviour. This finding is of importance due
to the fact that it is the main purpose of the programme to empower and to encourage
participants to have a plan and strategy for their own anger management and to apply these in

practice.

8. THE RELEVANCE OF THE PROGRAMME

The experimental group’s view of the relevance of the programme was the fifth aspect that was
measured during the research. The reason for 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-
building and general training programmes, not be deemed a main priority. It was, therefore,
necessaty to ascertain whether the anger management programme had any relevance to the SAPS
personnel’s’ professional and personal lives. This measurement also formed part of the

triangulation process.
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The relevance scale (Scale 5) formed part of 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 insights in their jobs. The collected data were subjected to the
same type of statistical analysis that was used for the measurement of effect size within groups
(see 4.6.3).

In order to put the results of Scale 5 into perspective, a look will also be taken at the equivalent
results from the EPCaP project as a whole (see Table 14). 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.

TABLE 14: EFFECT SIZE OF SCALE 5: THE RELEVANCE OF THE PROGRAMME

CAPACITY-BUILDING
ANGER MANAGEMENT PROGRAMME PROGRAMMES AS A
WHOLE
) Effect Effect |
Scales/ questions n n e} size o n size I o
| @ @
. e e S R O B
Scale 5 176 |3463 |0-H2 | 218" | 093@ | 2326 | 219" | 088"
1 H
22.The course/programme
stmulated my creative 171 | 3.433 | 0.553 | 1.69%f 2298 157"
| i {
e —_— B e
23.1 will be able to apply the ' |
new knowledge and P o .
o < ) 3.500 | 0.3 2 00 23 Str
insights that T have gained 174 {3.500 | 0.501 | 2.00 2310 1.65
in my joh. %
e e e T 1 e T ke s s (S ) et }., - l!.u A A b o A S e i L e o e e o
24.1 feel that the course/ } {
programme will help me 1172|3517 | 0524 194" 2303 | 135t
do my job better. ; |
Meen & iaRe 8 ot e Y YN e e S T ST NiMht 4 SRS IR e it e g 8 e e VO e i et j).u- S s s ennenerm f.. 8 AR 4 Rt VE [y weth e £y 8 VAN Wil e AV PN e s L ee N A S g P T i e 818 e R ' e
25.1 will be able to apply the | !
new knowledge and i i |
ney . 3.529 1 0.501 | 2,05 23 60
insights that I have gamed 174 13529 l 0-501 1 s o1 j 176 |
| in my daily life. { | \] i \ ! §
; 1 | | 1 ; |
i : : . —
26.1 feel that the course/ :
programme will help me to {173 {3.549 | 0.511 | 2.05%* 2313 | 1774
live my life in a better way.
- e R e
27. All SAPS personnel should I
receive this course/ 173 13.682 | 0503 | 2.35'* | 2308 | 2.28¢
programme. ;
B Relable soales aveording to Cronbach alpha coefficient ** Practical significant T
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With an effect size of 2.18, it is clear that the anger management programme had an extremely
high relevancy value. This is further substantiated by the fact that it also had virtually the same
rating than that of the capacity-building programmes as a whole (d = 2.18 vs. d = 2.19). There
could be two possible reasons for this showing. The first is that the programme addresses an
issue that represents a felt need amongst the organisation’s personnel. This conclusion is
substantiated by the fact that the effect size in the case of Question 27: “All SAPS personnel
should receive this course/programme™ is a remarkable 2.35 (see Table 14). The second reason
for the programme’s success could be that, in itself, it is of a very high quality and that it addresses
the practical side of the risk-taking world that most of the respondents are living in.

There are a number of additional conclusions that could be drawn from the effect size generated
by the other questions and their relationship to the results for the capacity-building programmes
as a whole. These include the following.

e The relation to the PCBP’s as a whole, the anger management programme generally scored
higher in all questions. This indicates that its relevance cannot be attributed to only one
factor, but to the combined effect of all its components.

e If the two questions that relate to the effect of the programme on an employee’s job
performance (Questions 23 & 24) are compared to those that focus on their personal lives
(Questions 25 & 26), only a very small difference comes to the fore. This could indicate that
the respondents rate the effect of the programme on their personnel lives as virtually the same
as its effect on their job performance. The programme this thus both a personal
empowerment tool and a job performance instrument.

*  Questions 23 to 26 suter alia also deals with knowledge, attitudes and behavioural change. In
terms of triangulation, their extremely high effect size further vindicates the conclusions
reached regarding flaws in Scales 1 to 3. It is, therefore, clear that the anger management
programme must have had a practical significant effect on respondents’ knowledge, attitudes

and their intended behaviour.

9. THE INFLUENCE OF THE QUALITY OF THE PROGRAMME
PRESENTATION

Because the programme was presented under varying circumstances in all 10 SAPS provinces by a
total of 32 different social workers, it had to be ascertained if a consistently high presentation
standard was achieved. Poor presentations would, inevitably, have a negative influence on the

programme’s impact.

To determine the overall quality of the programme presentation, a specific scale was developed
and included in the presentation evaluation questionnaire. This scale, titled “Scale 6: Quality of
the programme presentation”, consists of four subscales. Subscales 6.1 and 6.2 were used to
assess the presenters and focused on both their expertise and presentation skills. According to

Rooth (2000:89), these are two of the qualities that are essential for effective workshops. Subscale
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6.3 dealt with the quality of the leatning process and Subscale 6.4 with the presentation context.

'The latter included the quality of the venue, learning material and teaching media.

'The data that was generated by Scale 6 are summarized in Table 15. In order to put these results

into perspective, the equivalent results from the EPCaP study is also included.

TABLE 15: EFFECT SIZE OF SCALE 6: THE QUALITY OF PROGRAMME’S PRESENTATION

ANGER MANAGEMENT PROGRAMME

i
i

: e |
i ALL CAPACITY-BUILDING u

Subscale/ questions

Subscale 6.1:
Evaluation of the presenter

176

0.442

Effect

{

size(d | &

1. The presenter was
knowledgeable about the
subject that he/she taught.

175

0.586

(CRY

The presenter could link the
material to the participants’
level of knowledge.

175

3.451

2
[§]]
[}
\§]

)

3. The presenter was able to
explain difficult and abstract
concepts.

4. The presenter succeeded in
keeping me mnterested w the
subject.

5. The presenter was
enthusiastic about the
subject he/she taught.

0.582

1.60"4

3474

0.545

1,79

3.486

0.524

1.88"¢

Subscale 6.2:
Evaluation of the presenter’s
presentation skills

6. T could cleady hear what the
presenter was saving (e.g. it
was loud enough and i an
accent that I could

| understand).

3.679

0.485

2.41%7

0.87

3.540

0.544

1.911¢

7. The presenter was skilful 1o
the use of the teaching
media (e.g. transparencies
and or writing on
newsptint/the blackboard).

1.63"*

8. The presenter encouraged
patticipant mvolvement (e.g.
asking questions and or
promoting discussions).

9. The presenter prepared

{ himself/hersself thoroughly

l for the presentation.

1,741

0.80@

i

10.What is your overall rating
of the presenter’s
presentation skills?

170

0.672

2941t

2774
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Subscale 6.3:
Evaluation of the learning

process

3495

11.In the beginning, the
presenter gave a clear
overview of what we could
expect dunng the

course /programme.

175

Bad
-
Q

57

1.76%*

0.93= | 2353

2.06%

1.48f1

12.The presenter made suge
that participants understood
a subject before continuing
on to the next subject.

0.544

1.76%%

1.75"¢

13. At the end, the presenter
gave a summary of the
material that was covered.

14.The presenter was able to
commumnicate on my level.

&
o]
(o]}
19

15417

1.76"

I

15.1t was easy to understand
the matenial that was
presented.

16.The material that was
covered will be useful.

17.The course sttmulated my
mnterest in the subject.

0.576

8o}
3
=
e}

196"

1.891*

Subscale 6.4:
Evaluation of the
presentation context

174

0.606

2,93t

083 | 2326

18. How would you rate the
venue?

+.047

0.978

1.07+¢

{19. How would you rate the
quality of the learning
matenal that was presentedr

174

]20. How would you rate the
quality of the teaching media
(e.g. Transparencies and or
handouts)r

205t

21. How well were the course/
programme organisedr

173

4410

0.619

2.28*

B Reliable scales acording to measnre Cronbach alpba coefficient ** Practical significant

The smplication of each subscale will be discussed individually.

9.1 THE INFLUENCE OF THE QUALITY OF THE PRESENTER

The overall rating of the presenter’s level of expertise was a very high 2.17 (see Table 15). It was

also higher than the effect size of d=2.06 for the capacity-building programmes as a whole. The

linkage that the presenter made between knowledge and the practical implementation thereof in
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the SAPS, the explanation of the abstract concepts and keeping their interest were higher than the
rest of the programme. The presenter provided something of “take-away” value and not just an
academic discourse (cf. Nelson-Jones, 1991:161). It is clear that the presenters’ expertise

regarding anger and anger management is in line with that of other programmes.

9.2 THE INFLUENCE OF THE PRESENTER’S PRESENTATION SKILLS

The effect size of d=2.41 for Subscale 6.2 is higher than that of the combined PCBP’s (i.e.
d=2.27) (see Table 15). Only in one instance (Question 8) was it less than that of the combined
programmes. Although very small (less than 0.1), the difference is still of particular concern for
the Anger Management Programme because it’s very nature requires a high level of involvement
and participation. In future, presenters would, therefore, have to prepare even more thoroughly
for the presentation, so that they can feel free to open up the discussion of this sensitive issue

gven more.

9.3 THE INFLUENCE OF THE LEARNING PROCESS

The overall effect size of d=2.13 for Subscale 6.3 is exceptionally high and is basically in line with
the effect size of d=2.06 for the capacity-building programmes as a whole. All the facets of the
learning process received a higher rating than that of the combined PCBP’s. It would seem that
the strongest points are its level of communication, the usefulness of the material that is covered
and that the recipients” interest is stimulated throughout (see Question 11, 14, 16, and 17 Table
15).

9.4 ‘THE INFLUENCE OF THE PRESENTATION CONTEXT

The presentation context’s overall rating 1s much higher that that of the combined programmes
(d= 2.93 vs. d=2.46) (see Table 15). It, however, tended to scote much lower in terms of the
venue (d=1.07 vs. d=1.36), quality of the learning material (d=1.92 vs. d=2.4) and the teaching
media (d=2.05 vs. d=2.36). These are issues that should receive further attention.

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 the presentation of information and
group involvement and the language in which the programme was conducted. Because of the
type of questions that were used, it as only possible to interpret the data by means of descriptive
statistics. The response to each of the questions will be dealt with separately.
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The respondents rated the length of the programme by completing a five-point scale. The results

of this rating are reflected in Table 16.

‘TABLE 16: THE LENGTH OF THE PROGRAMME’S PRESENTATION

QUESTION HOW WILL YOU RATE THE LENGTH OF THE AVERAGE OF AVERAGE OF
28 COURSE /PROGRAMME? ALL

- - . ANGER CAPACITY-

Response 1. Itwas | 2. If was 3. The 4. Iftwasa | 5. It was MANAGEMENT BUILDING

_I)l 03 el foo i a fitfle too | Jength was little too 1nch foo PROGRAMME PROGRAMMES

(11 =105) Jong long st right short short

Frequency 10 10 107 31 15

e (U SR - - 3.18 3.15

Percentage | 5.78% | 5.78% | 61.85% | 17.92% | 8.67%

Although it tended to be on the short side, the length of the presentation did not seem to affect
the programme too adversely. The average measurement of 3.18 is in line with the average (3.15)
of the combined PCBP’s and falls in the category of “just right.”

The respondents were also requested to complete Question 29 in which they had the opportunity
to judge the pace of the presentation with the help of a five-point scale. The results are contained
in Table 17.

TABLE 17: THE PACE OF THE PRESENTATION
QUESTION | HOW WILL YOU RATE THE PACE OF THE
29 PRESENTATION? AVERAGE OF | AVERAGE OF
) ANGER ALL CAPACITY-
R o 7| MANAGEMENT BUILDING
fo Thepace | 2. The | 3. The {4 Thepace | 5. Thepace

Reip onse was el too | pace was a l pace was a little foo was mmel foo PROGRAMME PROGRAMMES

@=197) slow little slow E { st right Jast Jast

Frequency 1 3 L1 16 13

v e Lo ﬁ' U S 3.21 3.07
Percentage 0.57% 1.72% 181.03% | 9.20% 7.47%

The average of 3.21 is slightly higher than that of the PCBP’s as a whole, but still falls in the “just
right” category. Seventeen percent (17%) of the respondents felt that the pace of the programme
was too fast for them. This correlates with problems with the length op the programme and
could indicate that it represents an attempt to cram too much information and activities in too

short a time.

Respondents were also required to complete a question on the balance between the presentation

of information and group participation (see Table 18).
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TABLE 18: THE BALANCE BETWEEN THE PRESENTATION OF INFORMATION AND GROUP

PARTICIPATION
QUESTION | HOW WILL YOU RATE THE BALANCE BETWEEN
30 THE TIME SPENT ON THE PRESENTATION AND AVERAGE OF AVERAGE OF

i, TIME SPENT ON GROUP INVOLVEMENT? | THE ANGER CAPiIéIfTY

e e e S e e R - U | ] [ AGEMENT =

Response 1. Too mnch time § 2. Agood | 3. Too much) time | +. There was no PROGRAMME BUILDING

_ was spent on the balance was spen! on group | group inrolrement PROGRAMMES
n=104) presentation inrolvement
- - S - S - — -

Frequency | 9 140 16 7

O U SO A 212 2.08

Percentage | 5.23% 81.40% 9.30% 4.07%

{

From Table 18 is it clear the most respondents were satisfied that a good balance had been
maintained. The average of 2.12 is also in line with the average of 2.08 for the combined PCBP’s.
It is striking that an overwhelming 81.40% of the respondents awarded “A good balance” rating
to this issue, indicating that this aspect contributed positively to the reaching of the programme’s.

outcome.

The final aspect that was covered in the particular questionnaire was the language in which the
presentations took place. Although it is the organisation’s policy that every personnel capacity-
building programme should be presented in English only (SAPS, 2003), this is not always the case.
It was, therefore, necessary to ascertain if this requirement was met. The responses to the

question are contained in Table 19.

TABLE 19: THE LANGUAGE THAT WAS USED DURING THE PRESENTATION OE THE

PROGRAMME
QUESTION WHICH LANGUAGE WAS USED THE MOST IN THE PRESENTATION OF THE
3 COURSE /PROGRAMME?

Response . ) ’

iR Afrikaans Eunelish Sotho Tsnana Znin i Others
(n =103) - > | |
Frequency 2 157 1 7 + 3
Percentage { 90.23% 0.57% 4.02% b 2.30% ‘ 1.72%

! i

Although 90.23% of the presentations were conducted in English, that still leaves at least 17
respondents who could not enjoy the full potential value of the programme. The reason is that, if
any other languages are used, the length/duration of the programme will be affected negatively
and most of the handouts, transparencies, questionnaires, checklists, etc. will be irrelevant.
Consideration should be given to addressing this issue.

If the respondents’ evaluations of the programme presentation are taken as a whole, it is apparent
that this facet was generally of the highest quality. It could, therefore, be concluded that this
element enhanced goal attainment and contrmibuted to the effect of the programme on its

recipients.
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10. THE PRESENTER’S EVALUATION OF THE PROGRAMME

The presenters of the programme also had to complete the presentet’s evaluation questionnaire.

This questionnaire, which was similar to the presentation evaluation questionnaire, enabled them
to evaluate their own expertise and presentation skills, as well as the learning process, the leaming
context, and the relevance of the programme.

questions and space for written comments and recommendations. Only 14 of the 32 presenters,

who were involved with the experimental groups, completed the questionnaire.

Although the acquired data could not be subjected to higher order statistical analysis, it was still
possible to draw comparisons between these results and those of the presentation evaluation

questionnaire. The overall evaluation results are all the experimental group members who took

part in the EPCaP study, are also included in Table 20.

TABLE 20: THE PRESENTERS’ VIEW OF THE RELEVANCE OF THE PROGRAMME

It also contained a number of open-ended

QUESTIONS

PRESENTERS (n = 14)

CHOICES AND RESPONSES

ANGER

MANAGEMENT

Stron g!y
disagree

(%)

Disagree

)

Agree (%)

Strongly
agree (o)

22. The programme

stimulated the
participants’ creative
thinking,

[S8]
S8

. The participants will be |

able to apply the new
knowledge and insights
that they have ganed in
their jobs.

. I feel that the

programme will help
the participants do their
jobs better.

57.14%

28.57%

Arerage

71.43%

28.57%

O
19
=]

RESPONDENTS:

(n = 2326)

Arerqge

3.38

343

64.29%

35.71%

342

. The partictpants will be

able to apply the new
knowledge and insights
that they have gained in
thetr daily lives.

64.29%

35.71%

[8)
O
(@)}

3.46

. I feel that the

programme will help
pacticipants to live their
lives in a better way.

71.43%

28.57%

IS
19
2

27.

All SAPS personnel
should receive this
programme.

50.00%

50.00%

3.50
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The presenters indicated that the programme was relevant for the SAPS and that all personnel
should attend it. This notion correlates with the respondents’ opinion (see Table 13) and with the
findings that the programme is applicable to all races, genders and ranks/posts. The presenters
also supported the notion that personnel who attend the programme will be able to improve their
productivity and lead better personal lives. An interesting factor was that 14.29% of the
presenters felt the programme do not stimulate the participants’ creative thinking (see Question
22). 'This issue has to be addressed by the developers of the programme.

Table 21 contains the results of the presenters’ assessments of their knowledge, ability to link
material to the respondents’ level of knowledge, skill in explaining difficult concepts, successes in

keeping participants interested in the subject and enthusiasm.

TABLE 21: THE PRESENTER’S SELF-ASSESSMENT

| PRESENTERS (n = 14)%
RESPONDENTS
ANGER n = 2354
QUESTIONS CHOICES AND RESPONSES MANAGEMENT ( )
S)’T’Ollglj’ “““““ ‘bi\fﬂgll’f Agn’e 4 “w})‘mﬂ‘g‘/y . . E -H—jmm :M o
disagree (%) (%0) (%a) agree (%) Arerage | Arerage
1. Tam kn_owledgeﬂble about ) ) } 71.43% | 28.57% 329 355
the subject that I taught.
.......... . - — e : :
2. T was able to link the i i i
matetial to the - TA4% | 37.14% | 35.71% 3.29 343
participants’ level of
knowledge.
3. I'was able to explain i
difficult and abstract - - 78.537% | 21.43% 321 3.45
concepts.
S i -
4. T succeeded in keeping i
participants mnterested in - 714% | 6429% | 28.57% 3.21 3.49
the subject. %
,,,,,, | S
5. T was enthusiastic about . o 71.45% | 28.57% 3.29 346
the subject that T taught. % B R - '

In general, the presenters were of the opinion that they are knowledgeable on the subject and that
they are able to link the material to the level of the respondents’ knowledge and to keep them
interested in anger management. Their ratings in respect of explaining difficult and abstract
concepts and their enthusiasm are similar to the results of the respondents’ evaluation. It can,

therefore, be concluded that, in the main, they were able to make an accurate self-assessment.

Table 22 contains the results of the presenters’ evaluation of their presentation skills. It also

includes their overall self-rating and that of the respondents.
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TABLE 22: THE PRESENTERS’ EVALUATION OF THEIR OWN PRESENTATION SKILLS

PRESENTERS (n =14)
- RESPONDENTS
n = 2354)
QUESTIONS ANGER (
CHOICES AND RESPONSES MANAGEMENT |
|
Strongly . Disagree | Agm ‘‘‘‘‘ Strongly agree . T o
1{1'.\‘17\;77281(% ) (%g) z (%o} (%o} Arerage Arerage
.................................... r {
6. Participants could 1 |
cleady hear what L' was | - 1429% |57.14% | 28.57% 3.14 ‘ 3.52
saying | | |
- e [ | !
7. Tamskilful in thewse ~ o 18571% | 14.29% 314 AW
of the teaching media. | : i
r i i
8. I encouraged ' | |
participant - - 5714% ) 42.86% 343 | 3.38 |
involvement. } | ‘ a
. : o
9. Iprepared myself ! ' )
thoroughly for the |- - .71.43% 28.57% 3.29 3.54
. ] i 1
presentation. I { (
— | =T - = |
QUESTION 10 oo | b s ] Gt TR avemge | venge
;. \
. NS S AN S AP — -
10. What is your overall | 1
rating of your ! - 1 714% (85.71% | 7.43% w00 45
presentation skills? | ;

Table 22 indicates that the presenters tended to give themselves a lower rating than the

respondents. ‘This was especially the case where the use of the teaching media, preparation and

overall presentation skills are concerned. This could either be result of setting extremely high

standards for themselves ot a little lack of self-confidence.

The presenters were also requested to evaluate the learning process. The results are contained in

Table 23.

TABLE 23: THE PRESENTERS’ EVALUATION OF THE LEARNING PROCESS

| PRESENTERS (n = 14)
RESPONDENTS
) ) ANGER (n =2353)
QUESTIONS CHOICES AND RESPONSES MANAGEMENT
AY f‘ro/(~ gy | Disagree | Agree Stongy | A )
disagree (o) (%) agree Arerage Alrerage
(%) (%)
. R e e -
11. In the beginning, I gave a
1 £ ,
clear overview of what - - 152.38% |47.61% 3.29 3.38
participants could expect
during the programme.
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12. T made sure that | l
participants understood a i ) = 10 090 | 348
subject before moving on 85.71% 11429% 314 “ '
to the next subject. | i ,'

|

13. On concluding I gave a

summaty of the material - - 78.57% |21.43% 3.21 342
that was covered. i
|

14 Twas able to communicate . 7 14% 171.43% 121.43% 314 351

on the participants' level.

15. It was easy for pacticipants
to understand the matenal - 14.29% 178.57% | 7.14% 2.93 3.48
that was presented.

|

16. The matenal that was - - [85.71% | 14.20% 314 349
I
|

covered will be useful.
17. The course stmulated
participants’ interest in the - - 78.57% {14.29% 315 35

|
{
subject. [
i
1

The presenters’ evaluations of most facets of the learning process were in line with those of the
respondents. They succeeded in setting an overall goal at the start of the process and summarized
the material covered at the end of the presentation. They also made sure that the respondents
understood the information before moving on to the next topic. It was also apparent that they
were of the opinion that the respondents could use the information that was provided. The
presenters were also confident that the respondents’ interest in the subject of anger management

was stimulated.

There were, however, two areas of concern. It was that the presenters thought that the
participants found it difficult to understand the material that was presented (see Question 15,
Table 23) and that they had difficulty in explaining it (see Question 14, Table 23). This indicates
that attempts should be made to simplify the programme and to make it more ‘user friendly’.
Training in facilitation skills can empower the presenters to present on a higher and more
effective level. Preparation of the programmes must be a priority for the presenters and will give

them more confidence.

Both the presenters’ and respondents’ evaluation of the presentation context is contained in Table

24.
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TABLE 24: THE PRESENTERS’ EVALUATION OF THE PRESENTATION CONTEXT

PRESENTERS (n = 14)
RESPONDENTS

ANGER (n = 2326)
MANAGEMENT

QUESTIONS CHOICES AND RESPONSES

I ery bad Bad Arerage Good I “ery good
R I B R N B N

Abrerage Arerage

U DS —— S

18. How would
you rate the - 7.14% {64.29% | 14.29% ; 14.29% 3.
venuer

[
[
o
Ne]
N

19. How would
vou rate the
quality of the
leaming - - 42.86% {50.00% | 7.14% 3.04 4.23
matedal that
you
presentedr

20. How would
you rate the
qualty of the - - - 30.00% | 50.00% 3.50 4.28
teaching
mediar

21. How well was
the
programme
organsedr

- 14.29% {35.71% }35.71% | 14.29% 3.50 4.30

The biggest discrepancy between the presenters’ and respondents’ evaluations concerns the
venues where the programmes were presented. This could be due to the fact that deficiencies in
teaching infrastructure (e.g. overhead projectors) often inconvenience presenters more that they
do reciptents. Although not so markedly high, the presenters also tended to rate the organising of

the programme at a lower level.

If the presenters’ evaluations are taken as a whole, it 1s apparent that they were of the opinion that
they succeeded in their task exceptionally well. The accuracy of this self-assessment is generally
supported by the views of the recipients. It could, therefore, be concluded that this element

enhanced goal attainment and contributed to the effect of the programme on its recipients.

The presenters” questionnaire included a section of open-ended questions where they could make
recommendations regarding subjects that should be added to/dropped from the programme,
subjects that should be covered in greater detail and the most and least helpful elements (“things”)
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of the programme. Space was also provided for suggestions on how the programme could be

improved. The following exposition contains the gist of the responses to these questions.

* Question: Clarification of the responses to the presenters’ evaluation of the
presentation questionnaire

e One presenter stated that problems were experienced with venues. He/she claimed that it was
very noisy and echoed every sound. The presenters have to check the venues beforehand.

e Problems occurred with Section 5: Question 6 of the programme and it must be rectified when
it 1s rewritten.

e Some of the participants could not understand the language that was used and were not
conversant in English.

e A comment was made that the content was too theoretical and lacked exercises to practice

anger management.

K/

% Question: Topics that need to be added to the programme

The presenters recommended that the following topics should be added to the programme:
e Ice breakers and role plays

e Communication as a subject.
% Question: Topics that need to be covered in greater depth.

There were different opinions with regard to the topics that are already covered by the
programme but that should receive more attention. It seemed as though there was a need for the
following topics to be covered in more depth:

e self knowledge

. Physical experiential learning on how to manage you anger.

All the suggestions are valid and should be taken into consideration in the further development of
the programme. In this regard it would be important to remember that the extent to which each
subject is dealt with mainly depends on the type and size of the target groups. A mechanism
should, therefore, be found to determine each target group’s needs in advance and to tailor the

programme presentation accordingly.
+ Question: Topics that should be dropped from the programme

A suggestion was made to combine the two separate anger and conflict management programmes

into one. This would make it possible to eliminate some of the duplication that does exist.
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% Question: The things that were most and least helpful to present the course

There was some agreement between the presenters about the elements of the programme that

they found the most and the least helpful. These were the following;
o Most helpful:

0 The use of icebreakers to get participation from the learners.
0 The manual, flipchart and transparencies, which are tools that they cannot do without.
o Guidelines for managing anger constructively.

o [Least helpful:

0 The lack of practical exetcises in anger management.

% Question: Improvements that could be made to the course

The questionnaire provided the presenters with the opportunity to make other recommendations
on the ways in which the programme and its presentation could be improved. This brought the
tollowing to the fore:

e The Life Skills Programme should be presented over three days. The current time allocation
of two days is too short to cover the individual sub-programmes sufficiently.

e Some concepts that were used have different meanings in other languages. It was difficult to
explain these concepts to the respondents in their mother tongue. These concepts must be
identified and explained beforehand.

e More understandable, explanatory or simpler language should be used to accommodate
personnel with different education levels.

¢ A video on anger management must be added to the programme.

e More applicable, integrated and job telating information on how to handle anger in the work
environment has to be given to the participants.

e A list of icebreakers should be provided.

The abovementioned written comments on the possible improvement of the Anger Management
Programme did not bring any far-reaching or unanimous recommendations to the fore. There
were, however, a number of smaller issues that seem to require further attention. These will be

covered in the guidelines for the improvement of the programme.

11. FINDINGS AND IMPLICATIONS

In discussing 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 and questionnaires.
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The experimental and comparison groups that were used during the research correlated well with
the profile of the total SAPS population. Where differences did occur, they were so small that it
did not affect the outcome of the research in any fundamentally negative way. It could, thetefore,

be concluded that the findings of the research would be applicable to all SAPS personnel,

irrespective of their rank/post, race, gendet ot province of origin.

During the research, a total of six scales and a presenters’ evaluation questionnaire were utilized.
Due to the uniqueness of the programmes, the scales could not be constructed from standardised
measurement instruments. Efforts were, therefore, made to create and standardise the scales by
means of various pilot studies. In the case of the KAB scales, this process was not completely
successful. This was probably due to the fact that the pilot studies were done in industrialised,
mostly urban settings. In spite of these flaws, they did, however, succeed in proving that the

programme had at least a medium effect on the respondents’ knowledge and behaviour.

In the research design, provision was made for possible problems with the standardisation of
some of measurement scales. It was, therefore, decided to augment the KAB scales with the
development and use of three other scales. These covered the programme’s value and relevance,
as well as the effect of the programme presentation. Together, the six scales constituted the

triangulation of measurements that was utilised in the research.

From the tranquilisation of all measurements it could be concluded that the Anger Management
Programme did have a practical significant effect on participants’ knowledge, attitudes and
behaviour and that it did enhance the recipients’ ability to function effectively in their private and
work environment. It was, therefore, 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 organisation should commit itself to ensuring that all SAPS

personnel attend this programme.
12. GUIDELINES FOR IMPROVING THE PROGRAMME

The content and presentation of the Anger Management Programme has some shortcomings.
The research results were, therefore, also used as a basis to formulate the following guidelines for

its further improvement.
< Programme

e The presenters’ recommendations regarding altering the programme (combine Anger
Management with Conflict Management), should be utilised in the next revision of the Anger
Management Programme. In this regard, special attention should be given to the elements of
the programme that they found most and least helpful.
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It should become standard practice to revise and to update the programme every 12 to 18
months. This will ensure that it stays at the cutting edge of new developments in the field of
anger management.

In order to comply with the principles of experiential learning, all the activities, exercises,
checklists and examples should be re-evaluated and improved in order to make them even
more relevant to the organisation.

Stricter guidelines should be set concerning the requirements of a suitable venue, as this aspect
definitely impacts negatively on the effect of the programme. The presenters have to visit the
venues beforehand.

The KAB scales should be developed and standardised further and used on a continual basis to
determine the effect of each programme presentations. This will help to ensure that all SAPS
personnel receive the same high standard of service delivery.

The time limit set for the presentation of the Life Skills Programme (which includes the Anger
Management Programme) has to be re-evaluated. An alternative would be to integrate and
rationalise some of the sub-programmes so that each core element could be presented more
thoroughly within the time-frame of 16 hours.

The research material on anger management that was compiled by the researcher could be
used for the further improvement of the programme’s contents.

The programme has to be translated in more than one language to benefit the SAPS as a

whole.
Presentation

The nature and presentation of the anger management programme makes it an imperative that
only suitably qualified social workers from Police Social Work Setvices should present the
programme.

In order to ensure a high presentation standard, the continuous and further training of
presenters should receive a priority rating. All presenters should complete an advanced
facilitation and presentations skills course.

Presenters should attend a work session every 12 to 18 months to assist with the evaluation
and updating of the programme and to ensure that they are up to date with new developments.
An effective marketing strategy should be put into operation to ensure that all SAPS personnel
attend at least one presentation of the Anger Management Programme.

The presenters have to be well prepared regarding the content of the programme. They have
to have ice breakers, definitions regarding aspects regarding the programme and exercises to

broaden the knowledge of the participants.
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4 Police Social Work Services

e Police Social Work Services should provide more regular feedback to the organisation on the
impact and the results of its personnel capacity-buillding programmes.

e Social Work Services should become part of the budget meetings on the distnbution of
training funds in order to motivate the funding of these programmes properly. Such meetings
are also excellent opportunities to martket the programmes.

® The attendance of personnel capacity-building programmes should become part of personnel’s
Performance Enhancement Process (PEP).

o Social Work Services should investigate the reasons why some members do not attend the
personnel capacity-building programmes. The research results have shown that these

members are deprived of a vital empowerment opportumity.

13. CONCLUDING REMARKS

The Evaluation of Personnel Capacity-building Programmes (EPCAP) study was the most
comprehensive research project undertaken by Police Social Work Services to date and, as such,
important for the credibility of the social work profession within the SAPS. The evaluation of the
Anger Management Programme formed a core part of this study. It was, thecefore, significant
that the research proved that this programme is a highly effective interventon mechanism. It
enables SAPS personnel to deal more effectively with a potentially destructive emotion and, in so
doing, prevents various relationship problems and enhances their work-related and personal
functioning. Through this empowerment process they are also enabled to render a better service

to all the citizens of South Africa.
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ABSTRACT

Background: After the derelopment und implementation of a Life Skills Programme by Police Social
Work Services, the need arose to measure both the effect of the programme and the extent to which it
represented a worthwhile investment for the organization. This led to a return on investment analysis of the
Programme. The results of this study will be covered in this article.

Objective: To measure the Life Skills Programme’s return on investment (ROI) coefficient.

Method: In the research, the results of an effect measurement study by the researcher (see Articls 1, 2 &
3) and other members of the EPCaBP research team, were combined with organisational data and the
Sindings of vartous other studies and utilised in the completion of an extensive computerised ROI
programme,  This programme, which was developed by Meyer et al (2003) produced the retyrn on
investment coefficient as well as the intervention’s net present value (NPV'), payback period, internal rafe
of return (IRR), learning cost per participant and cash flow statement.

Results: The results. infer alia. showed that the Life Skilly Programme had a 1752% return on
tnvestment coefficient in only its first year of implementation. This and the other findings indicated that the
programme was a valuable financial asset for the SAPS.

1. INTRODUCTION

Peter Drucker once stated: "If you can't measure it, you can't manage 1t" (Brookings Institute, 2002:
1-2). Thss also holds true for soctal work interventions. Unfortunately, the evaluation of social
work services’ effect and especially its retutn on investment (ROI) has been somewhat neglected in
the past. This has also been the case of South Africa (De Vos, 2002:386; Orren 2004:11-12).
However, in the early 2000 it became apparent that the Police Social Work Services (PSWS) of the
South Afocan Police Service (SAPS) would not only have to measure the effect of its proactive
personnel capaciy-building programmes, but also prove that they represented a cost-effective
investment for the organisation (cf. Stutterheirn & Moruane, 2002:8). This gave nse to the ROI
analysis of the Life Skills Programme on which this article 1s based.
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The evaluation and ROT analysis of the Life Skills Programme formed part of 2 comprehensive
study 1nto the effects of the Police Social Work Secvice’s personnel capacity-building programmes.
This study, entitled “Eualuation of Personnel Capacity-Butlding Programmes 17 (EPCaP1), involved nine
researchers and mainly dealt with the effects of the vadous Personnel Capacity-Building
Programmes on the knowledge, attitudes and behaviour of SAPS personnel (Weyers, 2005:8-12).
The ROI analysis only focussed on the costs and benefits of the Life Skills group of programmes.
These nine (sub-} programmes promoted a healthy lifestyle, conflict management, self-knowledge,

assertiveness, problem-solving, time management, coping with change, anger management and

planning of goals.

The presentation of the results achieved with the study will commence with an overview of the
assumptions on which al the calculations were based. It will cover a more in-depth exploration of
the need for a ROI analysis, the nature of a RO, the context in which the calculations were made
and the basic assumptions on which they were based. This will be followed by an exposition of the
research procedure, the calculated costs and benefits of the sub-programmes and the results

achieved with the ROI and associated measurements.

2. THE BASIS FOR THE CALCULATION OF THE ROI OF THE
PROGRAMME

The calculation of an intervention’s ROI forms part of the ‘value’ component in the process-
outcome-impact-value chain that results from effective programme evaluation (cf. Fitz-Enz &
Davison, 2002:26). The calculation of value can take two forms, viz. a cost-effecoveness and a cost-
benefit analysis (Williarns, 2006:104). In a cost-effectiveness analysis, the benefits are usually
expressed in ron-monetary terms whereas tn a cost-benefit study, they have to be translated into
monetary gain (cf. Kee, 2004:550). A retum on investment (ROT) study can be wiewed as an

advanced form of cost-benefit analysis.

The following exposition will ficst focus on the reasons why it was decided to undertake such an
advanced form of cost-benefit analysis. This will be followed by an overview of the basic nature of
a ROI, the context within which the calculations were made and the assumptions on which they

were based.
2.1 THE NEED FOR A ROI ANALYSIS

Generally, the calculation of the ROI of traiming programmes has been a neglected field in South
Aftica where only 9% of organizations undertake RO analyses of their courses (Wolfe, 2004%154).
Similar types of studies into the ROI of local social wotk interventions are even scascer (cf. De Vos,
2002:386, Mitchell, 2005:i-i0). An exception has been the Evaluation of Capacity-building
Programmes 2 Study (EPCaP2) that was undertaken by Huisamen (2005) and Williams (2006) of
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the SAPS’s Police Social Work Services section. The reasons why it was also deemed necessary to

carry out a ROI analysis of the Life Skills Programme will be looked at next.

Expenditure on personnel is the biggest single cost item in die SAPS budger. For example, in the
2004 /2005 financial year the remuneration of employees made up approximately 72% of the total
budget and amounted to R17,7 billion (SAPS, 2005:139). In addition, vast amounts are spent on
mechanisms to enable personnel to function mote effectively and to be competent and proficient 1n
their roles as police officials. This expenditure includes the cost of the personnel capacity-building
programmes of which the Life Skills Programme forms part. The question, therefore, arose
whether ot not such programmes actually contributed to the development of the organisation’s
‘human capital’ and, if so, whether or not this contribution represented a financially worthwhile
investment. The first part of the question has been positively answered by the effect measurement
research that has been undertaken as part of the EPCaP1 study (cf article 1, 2 & 3, Huisamen, 2003,
Jansen van Vuuren, 2006; Nel, s.a.; Willlams, 2003). The second part, viz. whether or not the
programmes produced an adequate return on the investment of money, tume and effort, must still

be answered.

The answer to the cost-effectiveness question would hold various advantages for Police Social Work

Services and the management cadre to whom it must report. These advantages include the

following:

¢ It would indicate whether the new mtervention represents a sound mvestment and, if not, that
other more cost-effective strategies should be pursued.

o It would enable Police Social Work Services (PSWS) to manage the programme much more
effectively by, for example, cutting down on unnecessary or unproductive costs and optirusing

]

available resources. The pnnciple involved 1s: ”.. .understand the numbers and you understand
your business; understand your business and you can manage its performance, profitability and
growth" (Brookings Institute, 2002:1).

s It would also make it possible for PSWS to comply wath its accountability responsibility.  This
will nclude providing management with the answer to the question: ‘How many Rand would the

SAPS profit from every Rand it spent on the Life Skills Programme?”
2.2 THE NATURE OF ROI

Within the context of this study, a return on investment analysis will be seen as .. .the scientific
measurement of the monetary benefits obtaned by an organisation over a specified perod in return
for a given investment in a secvice delivery programme” (Williams, 2006:134). It 1s, therefore, the
extent to which the benefits of an intervention (i.e. outputs/results) exived or are kess than the costs

involved in its delivery (i.e. inputs).
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Various authors, including Carmichael & Suthedand (2005:57), Meyer e @/ (2003:5), Phillips
(2002:18-21) and Smith (2004:318), have come up with a somewhat standardised formula for the
calculation of a2 ROL It entails the annual net programme benefits divided by programme costs,
where the net benefits are the monetary value of the benefits minus the costs of the programme.

This formula can be wntten as follows:

Net Programme Benefits (benefits - costs)
ROI (%) = x 100
Programme Costs

Where:

» Net Programme benefit = Total benefits minus costs

e Benefits = Improvernents in quality of service + labour and other cost savings
¢ Programme cost = Financial costs + manpower/time inputs

An important charactenistic of the formula 1s that all items, including benefits, have to be
transformed into a ‘common denominator’. This common denominator (expressed in monetary

terms) is money.

2.3 THE CONTEXT IN WHICH THE CALCULATION OF THE ROI WAS MADE

The caleulation of the ROI of the Life Skills Programme (LSP) was part of the study into the effect
of all the personnel capacity-building programmes on SAPS personnel. The effect measurements
have been dealt with in detai in this thesis (see Articles 1, 2 & 3) and in publications by the other
members of the research team (Fluisamery, 2003; Jansen van Vuuren, 2005; Nel, s.a; Williams,
2003). Some of these findings will also be used in this article as part of the measurement of the
RO of the Life Skills Programme.

The allocation of the LSP sub-programmes to the different researchers, as well as the nature and

focus of the intervention, are surnmarised i1 Table 1.
TABLEL: THE ALLOCATION AND STRUCTURE OF LIFE SKILLS PROGRAMME (LSP)

I'TEM DESCRIPTION

Researchers P. Huisamen
The “Planning of Goals” (sub-) programme
The “Time Management” {sub-) programme
The “Problem-solving” (sub-)} programme
A. J.E. Jansen van Vuuren
The “Healthy Lifestyle” (sub-) programme
The “Coping with Change” (sub-) programme
A M. Blignaut
The “Conflict Management” (sub-) programme
The “Assertiveness” (sub-) programme
The “Anger Management” (sub-) programame
J. Nel
The “Self Knowledge” (sub-) programme
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Collective U ife Skills Programme”

PIOGLAMTITE name

SAQA Field 08: Law, Military Sciences & Secunty

Overall purpose of | To empower SAPS pemomnel with all the skils that will ensure well-balanced

the programme emplovees and which will enable them to render a professional serice to the
commuamuty

Specific aim of the To develop SAPS personnel’s generic life skills. These include:
programme e A healthy lifestyle,

o Self knowledge (self esteem),

* FEffective communication

s Contlict management

® Asseriiveness

e Planning of goals

e Time management and

e Problem-solving.

Fomnat of the LSP | Workshop

The different sub-programmmes are designed m such a way dhat they could be presented
as separate units. They are, however, usually combmed into one full-length workshop.
presentation

Total time 16 hours
allocation

2.4  BASIC ASSUMPTIONS THAT WERE USED IN ROI CALCULATIONS

There are usually two routes that can be followed in the calculation of the ROI of an intervention or
programme. The first, which is usually used in small-scale settings, focuses on the individuals
nvolved. It includes the use of independent assessors to do the pre- and post-intervention
assessment of individual participants, as well as their supervisors to evaluate changes in the
indrvidual’s behaviour or petformarnce (cf. Meyer e @, 2003:5). The large numbers of attendees, the
vast differences in the tasks that they perform and the complexities of the SAPS as a mega-

organisation made it practically impossible to follow this route.

The alternative was to follow a lacge-scale settings route. This included the use of research findings,
such as the effect measucements, as ndicators of the functioning of participants and of changes in
their behaviour/performance (Williams, 2006:107-8). This was combined with the extrapolation of
trends that already exist in the organisation and elsewhere to determine the extent, nature and cost
of ‘unsatisfactory” performance. Input costs were calculated on the average of item costs n the

organisation.

The calculation of the costs and benefits of the SAPS Life Skills Programme were based on five

main assumptions. These are summarised in Table 2.
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TABLE2: BASIC ASSUMPTIONS THAT WERE USED IN THE ROI CALCULATIONS

ASSUMPTION

ASSUMPTIONS AND THEIR IMPLICATIONS
NUMBER

Assumption | | @ That the attendees of the Life Skills Programme would, for all practical purposes, be
representative of the SAPS personnel comps as a whole.
o They would, for example, have the same sick leave patterns and sratf tumover rates
and exhubit the same knowledge, atitudes and behavioural pattems as the cest of
the personnel

Assumption 2 | & That the pemonnel costs per presenter and attendee would be equivalent to the
average for the organisation as a whole.
o This makes it possible, for example, to assume that the average personnel cost per
attendee will be the same as that for the SAPS as a whole. In 200405, this cost
was R119 000 (SAPS, 2005:161)

Assumption 3 | ¢ Thar mtemational and national trends in occupational settings would, in general teans,

also apply to the SAPS

o Ths assumpuon mmplies that, on the whole, there ought not to be a marked
difference between tesearch findings in other countries o settngs and the situation
thar would exist in the orgamsaton.

o This would make it possible, for example, to assume that if other cesearch indicates
that there 1s a lnk Detween a lack of assertiveness and conflict manageraent shlls,
the same link would be found among SAPS personnel

Assumption 4 = & Thatit s possible to make use of indicator measurements i ROI
o Owmg to the fact that it 13 impossible to measure all the issues directly, 1t is
assumed that those thar could be measured would be an wndicanon of a certam
trend or of the size of a problem.
o It could, for esample, be assumed that the wtio of the tfpes of musconduct
addressed at disciplinary heanngs in relaton to the total number of heanngs could
be used as an wdicator of the prevalence of that ope of musconduct in the SAPS

Assumption 5 = & That the costs and effect of different sub-programames could be combined in one ROT
measucement
o In tus exposition, it will be assumed that all the sub-programmes of the Life Skalls
Programme are wterrelated because they all contobute to the effective personal
and professional functiomng of personnel.
o FEtfective funcononing will, in tum, enhance productvity and mduce labour and
other cost savings.

3. THE RESEARCH OBJECTIVES, DESIGN AND PROCEDURE

Although the evaluation of the Life Skills Programme formed part of a comprehensive study, the
following exposition will only focus on those issues that relate directly to its Retumn on Investment

(ROI) analysss
3.1 AMAND HYPOTHESIS

The specific aim of the Return on Investment (ROI) analysis was to deteomune if the Life Skills
Programme tepresented a worthwhile financial investment for the SAPS. The hypothests that was

tested was that this was (ndeed the case.
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3.2 RESEARCH DESIGN

The ROI analysis encompassed a typical programme evaluation design (Marshall 1999). In
particular, 1t utilised the comprchensive ROI framework and formulas that were developed by
Meyer ¢f af (2003).

3.3 PROCEDURE

The overall research procedure that was followed, can be divided into four phases. These involved
a literature study, the empsscal study and its concomitant calculation of the effect of the Life Skills
Prograrnme on SAPS personnel, the calculation of the ROI of the Life Skills Programme
investment coefficient (ROI) and the completion of the research reports. Each phase will be dealt

with very boefly.
3.3.1 Phase 1: The literature study

The first phase consisted of an analysis of the existing literature on, infer alza, the nature of life skills
programmes, the prnciples of adult learning, the measurement of programme effect and the
calculation of the ROI of intervention programmes. It also comprised an in-depth analysis of both
local and international iterature on the incidence of social and behavioural problems in occupational

sertings and indicators of personnel functioning,
3.3.2 Phase 2: The empirical study

The results of the 3 lebruary to 28 May 2003 empirical study into the effect of the vanious sub-

programnmes on SAPS personnel, as well as their evaluation of the intervention’s value and relevance
{cf article 1, 2 & 3, Huisamen, 2003; Jansen van Vuuren, 2006; Nel, s.a; Williams, 2003), fommed

part of the databases that were used in the calculation of the ROI of the Programme.
3.3.3 Phase 3: The measurement of the ROI of the Programme

The measurement of the ROI of the Programme commenced once the results of s effect
measurement became avatlable. In this phase, the framework and formulas developed by Meyer of
al (2003) and other research findings were combined with the effect measutements to determine the
ROI of the programme, net present value (NPV), payback penod, mternal rate of retumn {IRR),

learning cost per employec and cash flow.

3.3.4 Phase 4: The completion of the research reports

The final phase consisted of the drawing up of the various research reports.
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3.4 THE PARTICIPANTS

The participants in the Life Skills component of the EPCaP1 study comprised a maximum of 1665
experimental group members, 361 companson group members, and 144 presenters. The

participants were mobilised from all the 10 SAPS provinces.

3.5 PROCEDURES AND FORMULAS USED IN DATA ANALYSIS

The calculation of the ROI utilised both the results achieved by the effect measurements that were
undertaken by the EPCaP1 research team (cf. Weyers, 2005:8-12) and a comprehensive Microsoft
Excel-based ROI framewortk and accompanying formulas that were developed by Meyer ef af
(2003). This was augmented by the views and formulas developed by other authors such as Smith
(2004:318) and Wolfe (2004°:154), as well as varous other research findings (ree [ leading 6).

The results achieved with the ROI analysis will be looked at next. In doing so, the costs, benefits

and return on investment of the programme will be dealt with under separate headings.

4. THE COST OF THE LIFE SKILLS PROGRAMME

The starting point in the costing of the Life Skills Programme was the fact that the whole
Programme comprised nine sub-programmes.  These sub-programmes, the duration of their

presentation and the “calculated weight” of each are contained in Table 3.

TABLE 3: COMPOSITION OF THE LIFE SKILLS PROGRAMME

SUB-PROGRAMMES DURATION CALCULATED WEIGHTS
¢ Sub-programme 1: Healthy Lifestyle: 2 hours {calculated weight = 12.5%)
® Sub-programme 2: Conflict Management: 1.5 hours (calculated weight = 9.5%0)
 Sub-programme 3: Self-Knowledge: 2 hours (calculated weight = 12.5%)
e Sub-programme 4: Assertiveness: 2 hours (calculated weight = 12.5%%)
¢ Sub-programme 5: Problem-Solving: 2 hours (calculated weight = 12.5%)
e Sub-programme 6: Time Management: L5 hours (calcuiated weight = 9.5%)
¢ Sub-programme 7: Coping with Change: 1.5 houss (calculated weight = 9.3%q)
s Sub-programme 8: Anger Management 1.5 hours {calculated weight =  9.5%0)
e  Sub-programme 9: Planning of Goals: 2 hours (calculated weight = 12.5%)
Total coptact bours 16 hours
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In the calculation of programme costs, the expenditure on some items had to be spread across all

nine sub-programmes. This was done in the case of the presenters” guide where, for example, one

single guide was developed for the whole Programme. 1n order to calculate this rype of cost per

sub-programme, a system of ‘sub-programme weights’ had to be designed. The ‘weights’ were

based on the time spent on presenting the sub-programme as a percentage of the entire length of

the programme.

In order to calculate the personnel and other costs (see Table 2: Assumption 2), as well as the final

RO, vanous mnput assumptions had to be made (Meyer e 2/, 2003). These were mainly denved

from the annual reports of the South African Police Service and Police Soctal Work Services. The

results are contained in Worksheet 1.

WORKSHEET 1:

INPUT ASSUMPTIONS AND RESULTS

1. Number of emplovees that wall participate
u the programme per annum

19

Number of productive weeks per annum =

193]

Number of productive hours per week
4. Annual organisational tumover per
employee
a. Number of employees in the
organisaton®

b. Annual personnel budget of the
organisation 9

5. Average personnel cost per emplovee

6. Current interest rate

7. Number of courses presented per annum
Results

8. The number of productive hours per
employee per annum are:

9. The employee tumover per hour is:

10. The employee cost per hour 1s:

YEAR 1 YEAR 2
(2003/04) (2004/05)

3,880 3,880

18 48

41 40

134,857 148,970

R 16,343,695,000

R 123,365
8%

194

1,920

R o4

R 64

R 17,772,460,000

R 124162
8%

194

1,920

R 63

R 63

INPUT ASSUMPTIONS OF THE TQTAL LIFE SKILLS PROGRAMME

YEAR 3
(2005/06)

3,880

48

R 20,271,413,000

R 133,449

300
o ]

194

1,920

R70

R 70

S

Notes:

{1) Extrapolated from the average of the 194 presentations that were given to an average of 20 attendees per presentation during

2002 (PSWS Annual Report: 2002/03a).
(2) 52 week minus 4 week annual Jeave

(3) See Addendum 9: Profile of SAPS Personnel: Apaul 2003 and SAPS Annual Report (2003 0475y, (2004 05:7) & (2005 06: ).
(4) Based on the SAPS Annual Report (2004/05: 161) and the SAPS Annual Report (2005/06:190)
(5) Based on actual costs as contained in SAPS annual reponts

{6) Based on the average number of presentations of the Lite Skills Programme in 2002
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The costs nvolved in the development, presentation and assessment of the programme can be
divided into five categonies. These are the costs of:

o The gap analysis (se¢ Worksheet 2)

¢ The design and development of the leaming material (se¢ Worksheet 3}

e The presentation of the Programme (se¢ Worksheet 4)

e The assessments and evaluations (see Worksheet 5)

» The fixed costs of traming (s2e Worksheet 6).

Each of the categories, as well as the cost of the Programme as a whole, will be dealt with separately.
4.1 THE COST OF THE GAP ANALYSES

The “gap” in gap analysis refers to the difference (viz. a viz. “gap”) between the personnel’s exssting
competency and performance levels and the levels expected of them by the SAPS (cf Meyer ef 2/,
2003:82). The analysis, therefore, had to identify the changes that the intervention/programme had

to brng about in order to close this gap.

The final gap analysis was the result of a process that spanned more than 6 years. It started in 1997
when a research consultant, Ask Afnica, was contracted to conduct research into the needs of the
SAPS employee. The findings indicated that there were deficiencies in the personnel’s abilities to
manage stress, personal finances, conflict and other hife skills-related 1ssues (Ask Africa, 1997.28).
The findings were also confirmed by the attendees of the National Conference for police social
workers that was held in 1999 (PSWS, 2001:2). As a result, there was widespread support for the
idea of developing proactive, capacity building services to address deficiencies in personnel
competencies (cf. Stutterherm & Weyers, 2002:6). The development of a general life skills

programme was one of the ideas that was mooted (Stutterheim & Weyers, 2002:6).

In March 2000, task teams were established to develop the life skills and other capaaty building
programmes. These groups were made up of content experts from each of the SAPS provinces. In
the development of the life skills programme, the groups were first onentated with regard to
findings of the Ask Afnca study by a representative from National Head Office (Williams, 2007).
They then had to judge the competency levels that existed 1n the SAPS and juxtapose these with the
competency levels required by the organisation. The gap that was identified formed the basis for

the development of the intervention that became known as the “Life Skills Programme”.

The costs involved in compiling and presenting the information and the work carried out by the

task team members, are summansed 1n Worksheet 2.
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WORKSHEET 2: GAP ANALYSIS COST OF THE TOTAL LIFE SKILLS PROGRAMME

NUMBER OF TASK
ITEM TEAM MEMBERS

INVOLVED: n = 11

Costing Hours Cost
Hours taken to prepare and present infommagion requured for the gap analysis ! 6.4 R+438.40
Hours taken to do the gap analysis <% 1.6 R2234.84
Total cost of gap analysis R2673.24
Notes: B - T

(1) Actual houdy rate of the person who prepared the gap analysis = R68.50
(2) Average howdy rate of task team members = R126.98 (It incfudes their houdy compensation plus their travelling costs and

overnight expenses).

4.2 THE COST OF THE LEARNING MATERIAL

The cost of the programme’s learning material covered the expenditure incurred in the
development, design and duplication of the presenter’s guide, workbooks, transparencies,
handouts and other presentation matenial and aids.  This work was mainly carried out by the
task teamn members. Their time and travel costs were consequently utilised as a cost stem.
The duplication costs included the expenditure incurred in the designing and typing of the
material (see Worksheet 3).

WORKSHEET 3: COST OF THE LIFE SKILLS PROGRAMME’S LEARNING MATERIAL (INCLUDING
DESIGN AND DEVELOPMENT COSTS)

ITEMS CosT/TIMES

SUMMARY: COST OF ALL THE LEARNING MATERIAL

1. Total cost: design and develop of programumne-(Irem 7 x e 8) R 83,299
2. Total cost: de;ign, development and duplication of transparencies and R 4.840
presenter’s guide (see frerr 9) :

3. Average cost: matenal duplication per attendee (see Irem 12 ) R8
4. Total cost of matertal for emplovees R§&
Toraf cost of learming maierial R 118,791
¢ Development of learning material
5. Time taken to develop the programme per programme-hour /! 41
6. Ratio between 1 hour attendee activity and development. 41
7. Total leaming time of programme 16
8. Estmated cost per hour for design & development ((@ Houdy rate = R127) R 5,206

1% Please note that, where applicable, results of calculations will be rounded off to the nearest, appopaate amount
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¢ Courseware matenial

2. Pesign, development & duplication of transparencies and presenters guide R 4840
¢ Material duplication

10. Number of units (hooks/ files) per user 1

11. Cost of handouts Bl R 6.90

12. Cost of presenters' guide and plan per attendee [ R 1.00

Notes:

() The rask team of 1L members took 50 wodk hours per petson to custonuse the programme = 350 work hours. An
additional 100 hours was spent to inalise the product. Total: 630 hours @ 41 hours per programme houg

(2)  Actual cost of the duplication of the transpatencies for the Lite Sklls Programmes as paid to an extemal service provider:
R 14 5530. Exzpected litespan: 3 years. Cost per year = R4840 (Nore: each province was supplied with a fixed number of
ELANSPATEnCY Sefs.)

(3)  Estumated cost per user tor the total Life Skills Programme: 23 pages per user per programme < R0.30 per page = R6.90

() Presenrers’ gide: 115 pages x 327 presenters  RO30 per page = R11282. Total of 11,640 attendees of progsammes over
3 years= Rl per attendec

4.3 THE COST OF THE PRESENTATIONS

The next expenditure item is the direct and indirect costs incurred in the presentation of the
programme. This involved both the cost of the social workers (presenters) and each personnel

member that attended the programme (attendee or participant).

The following calculations are based on the premise that the maximum duration of the presentation
would be 16 hours, that the cost of the loss of ‘production time’ that would be incurred during the
presentation of the programme would be R64 per hour for both the presenter and each of the
attendees and that the average group swze of attendees would be 20 persons. Because the
programme s usually presented in or near the employees’ place of work, the only other cost items

would be the meals and the travel cost of the social worker.

The assumptions that were used in the calculations were the following:

» That, on average, 194 Life Skills Programme sessions of 16 hours each would be presented per
annum (see Worksheet 1)

e That they would be attended by a total of 3880 employees per annum (see Worksheet 1)

¢ That in 50% of the sessions, a co-facilitator (who is also a social worker), would be used. This
implies that 291 soctal workers would be involved in the presentation of the Life Skils
Programme per annum

¢ ‘That the hourly rate of both the presenters (social workers) and employees was R64 for 2003/04,
R65 for 2004/05 and R 70 for 2005/06 (see Worksheet 1)

e That only 5% of all training sessions would occur away from the presenters’ place of work. The

organisation would, 1n such cases, be required to cover the costs of their travel and overnight
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accommodation (R173.00 per day) and to provide them with a daly allowance of R44.00
(Swanepoel, 2007)
e That the average travel cost per presenter would work out to R100.00 per two-day tramning

session (the fact that presenters often travel alone was taken into account in this calculations).

All the costs per programme presentation are reflected in Worksheet 4.

WORKSHEET 4: FACILITATION AND ATTENDEE COST OF THE LIFE SKILLS PROGRAMME

Cost Cost Cost
Year | Year 2 Year 3
¢ Average cost of the presenters (social workers)
Presenters’ cost to run 194 x 16 hour programmes ! R297.9084 R297.984 R297 984
Total daily allowance for presenters % R3,157 R3,157 R3,157
Total travel cost of presenters * R1.,500 RI, 506 R1.5300
Total presenters’ cost per programme R 1,561 R 1,561 R 1,561
Cost af 194 Progragme presentations per auiting = R 302,802 R 302,802 R 302802
# Cost of the attendees (personnel members)
Lost production per attendee in 2003 R 1,028 R 1072 R 1,112
Totul attendee cost per annunr> = R3.979,264 R4,165.792 R4.314.846

Notes:

(1) Presenters cost: 291 presenters x R64 s 16 howrs (2 days) = R297,984

(2)  Daly allowance: 3% of 291 presenters = 13 presenters x R217.00 (R173.00 + R44.00) = R3,157

(3) Travel cost: 3% af 291 presenters = 15 presenters x R100-00 = R1,500

#) Lost production per attendee in Year 1: R64.00 x 16 hours = R1,028; Year 2: R67 = 16 hours = R107L; Year 3: R70 3 16
hows = R1112

{(3) Lost production Year 1: 3,886 employees = R64 x 16 hours = R3979264; Year 2: 3,886 employees x R62 16 hours =
R4,165,792; Year 3: 3,886 employees = R70 x 16 hours = R4314,846

4.4 THE COST OF THE ASSESSMENT

The cost of the assessment entailed the expenditure that was incurred n the EPCaP research. It
covered the cost of the development of the KAB (knowledge, attitude and behaviour), presentation
evaluation and presenter’s evaluation questionnaires, as well as the duplicaton of these
questionnatres, the actual measurement of programme effect on attendees and the analyses and
interpretation of data that was generated by the empircal study (see articles 1, 2 & 3). It, therefore,
included the time that the four researchers of the Life Skills study (see Table 1) had spent on the
analysis of the pre-test/post-test data. The total cost of this research came to R 95,731. However,
because the assessment would only be carried out once every three years, the proporttonal cost per

annum would be R 31,910 or R8 per participant (see Worksheet 5).
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WORKSHEET 5: ASSESSMENT COST OF THE LIFE SKiLLS PROGRAMME

e T A LIFE SKILLS PROGRAMME
(Assessmments done by means of KAB-aneahsis)
Hours Cost
Assessors rate per hour R 64
Pre-assessment — The average time it took the assessor to assess each attendee 0.03 R2
Post-assessment - The average time it took the assessor to assess each attendee 0.05 R3
Moderator’s mte per hour Rod
The average tme it took the moderator tv moderate the assessment of each , o
0.02 R3
attendee
Total amonnt per attendee R8

4.5 THE FIXED COSTS

At the time of the study, Police Social Work Services was not accountable for costs mvolved in the
purchasing and mamtenance of equipment such as overhead projectors and fhpcharts. SAPS-
venues were mostly used for the presentations and, therefore, no costs were mvolved in
purchasing/renting of venues. To accommodate costs such as flipchart paper and some stationary,
it was estimated that in normal practice it would amount to an estimated amount of R10,000 for the

Life Skills Programme as a whole or R52 per presentation. The cost per programme per annum
that was calculated on this basts, 1s covered by Worksheet 6.

WORKSHELT 6: FIXED COSTS INVOLVED IN THE PRESENTATION OF THE LIFE SKILLS

PROGRAMME
ITEM Cost
All costs provided in terms of Rand (R)
Total for all programme presentations per annum R10,000
Cait per presentation: R52.0016

4.6 THE TOTAL COSTS OF THE PROGRAMME

All the data contained in Worksheets 2 to 6 were used to calculate the total cost of the Programme.

The results are contained in Table 4.

16 Please note that, where applicable, amounts in all the calculations will be rounded off
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TABLE4: THE TOTAL COSIS OF THE LIFE SKILLS PROGRAMME

RETRa : YEAR 1 YEAR 2 YEAR 3
YEAR-ON-YEAR COST INITIAL COST (2003) (2004) (2005)
Total cost of gap analysis R 2,673
(see Worksheet 2)
Total cost of leaming matenal
18,791
(see Worksheet 3) e
Eﬁﬂgﬁgﬁ:ﬁf R 302,802 R 302,802 R 302,802
(-4
gff“‘;ggizﬁfg R3988815 = R3857440 R 4314846
g;‘f;‘féﬁifif%m) R 31,910 R 31,010 R 31,910
Fixed Costs = - % o
52 152 R52

(see Wodksheet 6) ke ol o

Total cost of presenting te programmee R 121,464 R 4323578 R 4192204 R 4,649,610

5. CRITERIA ON WHICH THE CALCULATION OF THE
PROGRAMME’S BENEFITS WERE BASED

Owing to the fact that the SAPS is a non-profit making government department, the calculation of
the Life Skills Programme’s ROI could not be based on direct generation of income or financial
profit, as 1s the case with most training institutions. Two other categories of benefits had to be used
which could be converted into monetary terms. These were the inceeases in quality of service aind
the Labour and other cost savings that the sub-programmes would bring about. In this context,
the Guakty of service” would refer to the “.. additional output (that) can be achteved with the same
level of effort” (Shepherd, 2005). This 1s covered in Setion 4 of Worksheet 7.

Section B of Worksheet 7 covers all the lbour and other cost savings that the intervention would bring
about. It includes savings in terms of three main production factors, viz. labour, methods/time and
‘products’.

More than 45 different types of improvements in the quality of a service and cost savings have
already been identified by Orren (2004:74) and Huisamen (2005:148). The matnx of quality
improvernent and cost-reduction criteria that was developed by the latter will be used as a basis in
this study (see Table 5). In it, the vertical axis contans the two main categores viz. ‘improvements
in the quality of services’” and Tabour and other cost savings”. The horizontal axis represents the
three producton factors of personnel {Le. labour’), operatons (‘methods”) and time, and cutcomes
(te. ‘products’). Although each field includes examples of the measures that are available, not all
could necessanly be assigned a direct Rand value (Williams, 2006:122).
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TABLE 5:

IMPROVEMENTS IN QUALITY OF SERVICE

LABOUR AND OTHER COST SAVINGS

* ¢ ¢4 & S0 S50

* e 00000

LR X J

MATRIX OF QUALITY IMPROVEMENT AND COST-REDUCTION CRITERIA

PERSONNEL
(‘LABOUR’)

Improved morale

Improved decision-making
Improved work behaviour
Improvement in emplovee quality
of life and wellbeing

High employee motivation
[niproved social functoning and
self-esteem

Reinforced job secudty and
stability at work

Improved job satisfaction
Improved teamwork, and
supervisor and peer relationships
Increased organisational
commibment

Reduction in the negative effect of
pessonal and family problems

Reduced employee turnover
Reduced replacement costs
Recruitment costs

Reduced training/ retraming cost
Reduced absenteeism

Reduced medical benefit claims/
healthcare costs

Reduced disability claims
Reduced workers compensation
costs (including; dayvs of lost work
and "light duty" work)

Reduced discharges

Reduced early retirements
Reduced damage to employer’s
property, fraud, theft and
embezzlement

From: Huisamen (2003:148)

o o0 o

LR X

* 49 ¢ & 4 4 O+ + o

OPERATIONS (‘METHODS?) AND
TIME

Improved job performance and
worker productivity

Improved response time to requests
Increase in the number of requests
handled

Increased time spent on value-adding
tasks (e.g. to resolve complaints/
process requests)

Decrease in rework/redo time
Decrease in the number of errors
Decrease /elimination of tardiness

Reduced production lost due to
sickliness

Reduced production lost due to sick
leave

Reduced production lost due to visits
10 medical practitioners

Reduced production lost due to
gnevances

Reduced production lost due to
disciplinary actions

Reduced production lost due to
conflict and bullying

Reduced producton lest due to
inappropaate use of supervisors time
Negative workflow

Reduced production lost due to on-
the-job accidents

Reduced production lost due to time
required to fill vacant positions

*

*

QUTCOMES
(‘PRODUCTS?)

Meeting the social
responsibility of the
organisation

Benefit the
community's overall
well-being

Saved lives and
farnilies

Increased customer
dissatisfaction
Enhanced corporate
ceputation and image
{internal and external)
Improved
management-union
relations

Reduction of co-
worker and
supervisory anxiety

The general suppositions on which the calculations of the ROI were based, as well as the way that

the critenia reflected in Table 3 translated into improved quality of service and cost savings, will be

discussed next.

All the caleulattons of the ROI were based on the following general suppositions:
e That there was a total number of 134,857 staff members in the employ of the SAPS at the time
of the iutal study 1in 2003/04 (SAPS, 2004axs). That the total number of employees increased
to 148,970 1n 2004/05 (SAPS, 2005:7) and 155,532 in 2005/06 (SAPS, 2006:1).
e That a total staff budget for the three consecutive years were R16,343,695,000 m 2003/04
(SAPS, 2004:144), R17,772,460,000 in 2004/05 (SAPS, 2005:161) and R20,271,412,000 2005/06
(SAPS, 2006:190).
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That there will be a general 8% escalation in all cost items per year. This will be because of
inflation plus the growth in the number of personnel of the SAPS.

That the cost items that are not included in the calculation will, at the least, compensate for any
overlapping that might exist between the cost-items that will be used 1n the measurement.

That the results of the effect measurements and the value/relevance rating of sub-programmies
(see Articles 1, 2 & 3; Husarmen, 2003; Jansen van Vuuren, 2005; INel, s.a.) can be used as a basis
for the calculation of benefits.

That the possibility exists that the indicators or research findings that were used n the calculation
of some of the benefits may have been flawed. To counteract this possibility, a very conservative
approach was followed wn all calculations. It was also accepted that because it would be
practically impossible to cover all possible benefits, it would also cancel out overestimations.
That only some of the sub-programmes would make a direct contribution to inproved service
delivery and cost reduction while others would play a more indirect and enabling role. The four
sub-programmes that fell in the latter category were Assertiveness, Self Knowledge, Coping with
Change and Planning of Goals. They, therefore, provide the knowledge, attitudes and behaviour
patterns that are a prerequisite for successful conflict management, problem-solving, time
management and the adoption of a healthy lifestyle. Although the costs of the enabling sub-
programmes will be included in the calculation of the Life Skills Programme’s overall ROI (see

Section 9), their (indirect) benefits will not be measured.

Personnel are the single, biggest cost ttem in the SAPS budget (cf. SAPS, 20042). Any savings in

personnel costs that could be brought about by means of an intervention such as a capacity-building

programme would naturally also improve the cost-output ratio of the orgarusaton. However, the

ROT analysis could only focus on personnel costs that could be measured directly. It, therefore,

used staff turnover as one of the main cost items. In this regard, it was accepted as a rule of thumb

that the cost of replacing a skilled employee 1s equal to 150% of that individual’s annual

compensation (DMI, 2001). This conservative estimate is based on the formula that total cost of

staff turnover is egnal to:

severance costs (voluntary or involuntary)

plus total replacement costs (huring cost and expenses e.g advertisements, travelling and
Inrerviewing)

plus screening costs (e.g. secunty checks, processing of references and psychological testing)

plus total training costs (orientation, formal training and trainers including supervisory time spent)
pler net differental of performance costs between leaver and replacement (former worker
production minus new worker production)

plees lost productivity (interim period before a replacement can be placed, time required for a new
worker to get up to speed and time that co-worker must spend away from his own work)
(Barnes-Slater & Ford, 2004; Fitz-enz & Davison, 2002:269-270; Sigma Assessment Systems,
2006; Travaglione & Marshall, 2000, Williams, 2006:125; Wortk Relationships Inc., 2000).
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Two main critena were used to calculate the time and concomitant money that could be saved by
the changed behaviour that was engendered in the attendees by the Programme. These were

decreases in absenteessm and presenteetsm.

Absenteeism refers to the production losses that occur when an employee is not physically at work
or 1s taken away from his/her normal production tasks by other factors (cf. Yende, 2005:15-16). It,
therefore, includes sick leave and the time spent on grievance procedures and conflict. In the
calculation of absentecism-related savings, the average number of days absent after the intervention
will be subtracted from the pre-intervention absenteeism rate (Orren, 2004:65-66). This net number
of days gained will then be multiplied by the average daily rate of a staff member (including his/her
salary and benefits). It is estimated that the hourly cost of absenteeism is equal to 130% of a skilled

employee’s hourly cost. The formula that was used to come to this conclusion is as follows:

Average houtly cost of employee x hours lost +

# Cost of absenteetsm =
Lost supervisory time handling absenteeism (filling out paperwork,

etc.) x average houtly cost of supervisor (cf. DMI, 2001).

Presenteetsm 1s viewed by Bagwell (2000:142) and Yende (2005:15) as the loss of production or
productivity that occurs when an employee ts @ work but not working to his/her full capacity or not
functioning to his/her full ability. There are a variety of tactors that could contribute to such losses.
They include the time that employees spend on talking to colleagues or to external systems about
their personal problems or other personal issues. The cost of presenteeism is calculated on the

same basis as that of absenteeism.

Direct operational savings refers to the reduction in negative workflow that will result from the
improved functioning of personnel. The nature of these savings is sub-programme specific and will
be dealt with in the calculation of each sub-programme’s benefits (see Worksheet 7).

6. THE BENEFITS AND ROI OF THE LIFE SKILLS PROGRAMME

The results achieved with the calculaton of the benefits and the ROI of the Conflict
Management, Problem-Solving, Time Management and Healthy Lifestyle sub-programmes will be
presented with four main sub-headings. These are the improtements in the quality of services that they
brought about (see Heading 6.1), the lbour and other cost savings that would have been achteved (see
Heading 6.2) and the Life Skills Programme’s overall return on mnvestment (ROI), net present
value (NPV), payback period, internal rate of return (IRR) and learning cost per participant (see
Heading 6.3), and cash flow statement (see Heading 6.4).

Wotksheet 7 contains a summary of the Programme’s contabution to improvements in the quality
of services (see Section A) and cost savings (see Section B). It covers the nature of the variables
involved, the percentages that were used and the amount of money (in Rand terms) involved.
The latter is calculated over a three-year period, viz. 2003, 2004 and 2005.

The grounds, on which all these calculations were based, will be provided next.
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WORKSHEET 7:  THE COMBINED BENEFITS OF THE LIFE SKILLS PROGRAMME’S SUB-
PROGRAMMES
BENEFITS DERIVED FROM THE LIFE SKILLS PROGRAMME
Variable 1: Vartable 2: The potenteal
SECTION A: Estimated “» of Potential average value per
IMPROVEMENTS IN QUALITY OF SERVICE attendees that o net value that participant per
(ser Heading 6.1 for detail) will be affected could be realised anoun
per parficipant

Total number of employees that attends the Programme
per anoum: 3,880
Sub-programme 1: Healthy Lifestvle 33% 400 R 16432
Sub-programme 2: Conflict Management 2000 40% R 9,869
Sub-programme 3: Problem-solving 10% 36% R 4281
Sub-programme 6: Time Management 20%% 43% R 10,609

Total R 41,192
Variable 3: Estimated extent to which potential value will 19
translate into adra/ improvements in quality of service E
Total yearly financial value of the improved quality Year 1 (2003) Year 2 (2004) Year 3 (2005)
efsemce R 1,598,252 R 1,598,252 I;R 1,598,252
SecrioNB: L
LABOUR AND OTHER COST SAVINGS PER YEAR
(see Heading 6.2 for detail)
Variable 4: Total projected cost of lifestyle-related R 247425 R 267219 R 288.596

deaths
Variable 5: Projected cost of smoking-related sick leave
Variable 6: Projected cost of smoke breaks

Variable 7: Projected cost of (preventable) conflict
induced resignations

Variable 8 Projected cost of bullving induced sick leave

Variable 9: Projected cost of conflict induced
grievance procedures

Variable 10: Projected cost of time spent on conflict
and conflict related issues by managers

Variable 11: Projected cost of ineffective problem-
solving related sick leave

Variable 12: P:oiected cost of the time spend on
ineffective problem-solving related problems by
managers

Variable 13: Projected cost of lateness
Variable 14: Projected cost of “time-wasters”

Variable 15: The net contribution of the sub-

R.1,275.372

R 4251,238
R 1485,581
R 2,085,888

R 141,927

R 4,767,744

R 503,116

R 4,767, 7H

R 541,751
R 6,952,960

R 1,377 401

R 153,281

R 5,149,164

R 343,365

R 5,149,164

R 583,092
R 7.509,197

R 1487593
R 4,958 64+

R 1,732,782
R 2,432,980

R 165544
R 3,301,097

R 586,835

R 5,561,097

R 631,899
R 8,109933

2% 2% 2%

programupies to labour and other cost sarings 1o i -

Year 1 (2003) Year 2 (2004) Year 3 (2005)
Total abour and other cost savings per year —

R 4,917,776 R 5,311,198 R 5,736,094
Total value of the sub-programme et
FScation A+ Secia B) R 6,516,028 R 6,909,450 R 7,334,346
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6.1 THE BENEFITS OF THE PROGRAMME IN TERMS OF IMPROVEMENTS IN THE
QUALITY OF SERVICES (SECTION A)

Three variables were used in the calculation of the improvements in the quality of services (see Worksheet

7: Section A).

e The first was the expected number of attendees who would, in the normal course of a year, be
negatively affected by an unhealthy lifestyle and inadequate conflict management, problem-solving
and time management skills (Vanable 1).

e Vanable 2 represented the potential value which attendees could, zdeally, denve from attending the
sub-programmes. Each of these percentages was denved from the value which the attendees
ascribed to the applicable sub-programmes during the effect measurement studies {(cf. Huisamen,
2003; Jansen van Vuuren, 2005; Nel, s.a.; Williams, 2003).

e Vanable 3 represented the estimated extent to which the potential value would translate into actual
improvements in the attendees “quality of service” in practice. Thus efficiency rate of 1% only, is a
much more conservative approach than is followed in other ROI studies (cf. Bartel, 2000:505;
Meyer et a, 2003:110). It unplies that, on average, partictpants would be able to transform 1% of
the potential value of the Programme mto acf#a/ improvements to the quality of the services that

they render.

Owing to the fact that the basis on which vanables 2 and 3 have been calculated has already been
covered, only the grounds for the calculation of Vartable 1 will be looked at next

6.1.1 Estimated percentage of artendees that will be affected by an unhealthy
lifestyle

The litestyles of people have a major tmpact on their health. On an international level, Posner
(2007) estimates that the non-communicable diseases such as cardiovascular disease, diabetes,
chronic respiratory disease and cancer account for 60% of deaths worddwide. He expects it to rise
to 72% by 2020. In the United States of Amenca (USA), approximately 40%-50% of all deaths are
caused by heart disease, cancer, stroke, respiratory diseases and diabetes and most of these can be
attributed to unhealthy lifestyle choices such as smoking, poor diet, a sedentary routine, and the
risuse of alcohol and drugs (Health Promotion Advocates, 2006, Violette, 1990).

The South African picture is hardly any different  According to the Sports Science Institute of
South Africa (2007), 81% of South Afncans exhibit one or more of the nisk factors of chronic
diseases of Lifestyle. This study reported that 48% of deaths in 1995 were due to these diseases.

From the above it could be concluded that the incidence rate of unhealthy lifestyles i the SAPS
would probably fall in the 60% to 70% range. However, in keeping with the conservative approach
that is followed in the ROI calculations, it was decided to rather use the lifestyle-related death rate as
an indicator. This would place the population that was ‘highly at nisk” on at least 33.3% of the total
staff complement (se¢ Worksheet 7: Vanable 1)
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6.1.2 Estmated percentage of attendees that will be affected by inadequate
conflict and anger management skills

Owing to the strong interrelatedness that exists between the content and intended outcomes of the
Conflict-Management and Anger-Management sub-programmes, the analysis of their retum on

investment was combined for the purpose of this study.

A study comrmussioned by the International Labour Organization found that between 25% and 30%
of employees in countries such as Australia, the UK and the European Union experienced violence
and stress related illnesses and health problems (Hoel & af, 2004:11-13, 43-52). Other studies (cf.
Gabriel & Lumatainen, 2000; Lauer & Lauer, 2004:278; Lee, 1997) produced simular results and
even placed the meidence rates as high as 40%. The SAPS’s field of responsibility and the high rate
of wiolent crime in South Africa (¢f. Article 1) would probably place its personnel on the higher end
of this scale. It was, however, decided to follow the conservative route and limut the impact rate to
20% (see Wotksheet 7: Vanable 1).

6.1.3 Estimated percentage of attendees that will be affected by inadequate
problem-solving skills

Eftective problem-solving is probably one of the core skills required of South Afocan police
oftrctals. If the SAPS 1s to meet 1ts vision of providing a safe and secure environment for all people
(SAPS, 2006:4), the improvement of this skill ts essential to the effective delivery of policing services
(Smith, 2004:318). Very little research has, however, been done both locally and internationally on
the extent to which this skill is used by officials, The exception has been a comprehensive study by
Engel & Worden (2003) 1n which they looked into the role that problem-solving played in the
Indianapolis and Flonida Police Departments’ work. They found that police officers spent between
6.9% and 11.6% of their time directly engaged in problem-solving activities. This came to an
average of 9.64% of total work time.

Owing to the nature and context of South African police work, it is expected that local offictals will
expend at least the same amount of time on problem-solving as their American countecparts, if not
more. However, the average of 9.64% of total work time that was found in the Engel & Worden
(2003) study will be used (see Worksheet 7: Vanable 1).

6.1.4 Estumated percentage of attendees that will be affected by inadequate time
management skills

Mullins (2005:265) stated that whatever other attmbutes may be required of successful staff
members, their effective use of time should be an essential critenon. Garnett (in Green & Skinner,
2005:125) has, however, found that managers in the United Kingdom waste more than 20% of their
ume due to meffective time-management skills, while Spearhead Training (2007} found that most
people can save up to 25% of their time when they are shown how to use it more effectively. For

the purposes of this study, however, the average incidence rate of time wastage was kept at 20%.

SECTION 2: THE JOURNAL ARTICLES 158



6.1.5 The calculation of variables 1, 2 and 3

The calculation of the probable improvements that the selected sub-programmes would bring about
in the quality of the workforce’s services (see Worksheet 7: Section A), first dealt with probable
incidence rates. This came to 33.3% for an unhealthy lifestyle, 20% for nadequate conflict and
anger-management skills, 10% for ineffective problem-solving skills and 20% for ttme wastage (see
Varnable 1). With regard to these calculations it is tmportant to bear in mund that st does not imply,
for example, that 10% of attendees would be totally unable to solve problems. It simply implics that
all employees, on average, can increase their problem-solving abilities by 10%.

Varable 2 came from the effect measurement studies and came to:

o 40% for Sub-programme 1. Healthy Lifestyle

¢ 40% for Sub-programme 2: Conflict Management

® 36% tor Sub-programme 5: Problem-solving and

e 43% for Sub-programme 6: Time Management (cf. Articles 1, 2 & 3, Huisamen, 2003; Jansen
van Vuuren, 2005; Nel, s.a.; Williams, 2003).

The potential value of the programmes was further discounted by a factor of 100. This implies that a
participant would only be able to transform 1% of the value that he/she attnbuted to the sub-
programmes into dctual improvements in the quality of his/her services. This very conservative

approach brought the total annual financial value of wnprovements to the quality of services to
R1 598 252

6.2 THE BENEFITS OF THE PROGRAMME IN TERMS OF LABOUR AND OTHER
COST SAVINGS (SECTION B)

The tollowing section will cover the labour and costs savings-related benefits of the Healthy
Lifestyle, Conflict Management, Problem-solving and Time Management sub-programmes. A total
of 15 variables was used in these calculations (see Worksheet 7: Section B). The context and nature

of each will be covered briefly.
6.2.1 Benefits that can be derived from the “Healthy Lifestyle” sub-programame

The Healthy Lifestyle sub-programme 1s primanly a behaviour modification instrument that seeks to
persuade attendees to follow and maintain a healthy Lifestyle (PSWS, 2001:1-6). It is, among others,
based on the premise that 70% of all ilnesses that are due to unhealthy behaviour that can be
prevented through careful personal choices and that up to 75% of healthcare spending can be
avoided or delayed through prevenuve lifestyle measures (Health Promotion Advocates, 2006,
Newell, 2002:79-81; Terrers, 2003:31).

There are numerous causes and manifestations of the so-called chronic diseases of hifestyle (CDL).
The Medical Research Council (Steyn, 2005:1) views the three most important causes as the tong-

term use of tobacco products, the lack of regular aerobic exercises dunng adult life and the
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consumption of an unhealthy diet. These three factors can result in obesity, hypetlipidaemua,
hypertension, diabetes, artefiosclerosis, end-organ damage, cancer, stroke, ischaemic heart disease,
chronuc obstructive pulmonary disease, emphysema, renal disease, ostcoporosis and liver cirthoses
(Steyn, 2005:1; US Department of Health and Human Services, 2003:1). The cost of poor health
impacts directly, as well as indirectly, on both the employee and his/her employer (Destiny Health
Insurance Company, 2006:10). It includes the loss of productivity owing to absenteeism {e.g. sick
leave), presenteeism (e.g. visits to medical practiioners), the replacement cost of personnel due to
their deaths or permanent disability and the medical cost incurred by the individual and the medical
scheme (Coulver & Cebs, 2006:23; Amerncan Lung Assocation, 2006).

The numerous causes and manifestatons of the chronic diseases of lifestyle made 1t impossible to
select all as vanables i the calculation of the ROI of the sub-programme. The choice was,
therefore, narrowed down to the three that usually have the biggest impact on the productivity of
organisations (cf. Moreau ef af, 2004:574; Wojcik, 2006). These are obesity-related deaths, smoke

breaks and smoking-induced sick leave.

6.2.1.1 Variable 4: Projected Rand equivalent of lifestyle-related deaths

Several studies have found that obesity is associated with a wide vagety of health problems, as well
as an increased vsk of mortality (Moreau ef @, 2004: 574). Obesity, coupled with inactvity, increases
the risk for the top three killers: heart disease, cancer and stroke {Gordian: Health Solutions Inc,,
2004) and can also cause diabetes, ostecarthntis, hypertension, sleep apnoea and other breathing
problems (Anthem Blue Cross, 2007). It is also associated with poor psychosocial functioning,
depression, anxiety, stress, poor coping, psychological problems and a general poor quality of Lfe.
Obesity therefore resulted in functional impaitment and loss of working capacity (Moreau, o 4/
2004:574). According to Wolfe (2004°), it costs 20 days of lost productivity per obese employee per

year.

Two concepts in particular ate used to describe persons with an abnormally high body mass index.
The first 15 “overweight” and generally refers to a 10% to 20% excess of body weight (NIDDK,
2006). The second 1s “obesity” and it is defined by the World Health Organization as a body mass
index of >30 kg/m’ (Goedecke ef af, 2005:65). In this study, both concepts will be used as

determinants 1n the calculation of incidence rates.

The following international and local research findings, especially, were used as a basis to calculate
the probable incidence of obesity in the SAPS:
o United States of Amenca:

o Between 50 % and 64% of all Amencan zdults are overweight or obese and of these 27% are
living in the obesity range (fat percentage more than 27% in men and 30% n women)
(Destiny Health, 3; Gordian Health Solutons Inc., 2006, NIHCM, 2003:2)

o According to the World Health Organisation (in Erasmus, 2003:131), 54% of all Amencans
(children and adults) have a fat-percentage of 25% and higher
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e South-Africa:
¢ Research findings on the incidence of overweight or obesity i South Africa range from 40%-
50% (US Department of Health and Human Services, 2006) 29.2% for men and 56.6% for
women (Puene ef af, 2002:1038) and 7.5% for men and 30% for women (S.A. Medical
Research Counsel, 2006)
¢ The South-African Police Service:
o In 2003, Erasmus (2003:45,107) conducted a study mnto the fat percentage of SAPS
employees.  He found that, between 40% and 60% were overweight. His study,

unfortunately, did not indicate which proportion of these members could be viewed as obese.

Owing to the fact that overweight/obesity is associated with an increased nsk of developing
hypertension, diabetes, cotonary heart disease, stroke and some forms of cancer in both the African
and white population groups (Puoane, 2002:1038), it 1s relevant to calculate the tumover costs to the
South African Police Service of deaths caused by these illnesses. Only two were selected viz. cancer
and coronary heart disease. A summary of these costs as it would apply to 2003, are provided n
Table 6.

TABLEG: TOTAL PROJECTED COST OF LIFESTYLE-RELATED DEATHS (VARIABLE 4)

VARIABLE ITEM CosT
e  Napable 4a Replacement cost of projected lifestvle-related cancer R 113,482.53
o  Vadable 4y Replacement cost of projected obesity induced coronary heart disease deaths R 134,342.04
P A

Total for Variable 4 | R 247 42457

Table 6 represents a summary of the data contained in Tables 7 and 8. The calculations in both are
based on the assumption that the cost of replacing one skilled employee is equal to 150% of that
individual’s annual temuneration package (DMI, 2001, Powell, 2005).

6.2.1.1.1  Replacement cost of obesity-induced cancer deaths (V ariabl 4a)

Cancer s a leading cause of death in all communities in South Africa (Norman e @/, 2006:142). Of
these deaths, between 8% and 42% (median of 25%) can be attributed directly to
overweight/obesity (WHO, 2007).

During the penod 1996-2000, 7% of all deaths in the SAPS was caused by cancer (Erasmus
2003:156). One of the bfe-style-induced cancers 1s colon cancer (5.A. Medical Research Counsel,
2006). Thus type of cancer was the cause of 65% of cancer-deaths in the SAPS dunng 2002
(Erasmus, 2003:156). If these trends are linked to the World Health Organisaton™s (WHO, 2007)
finding that approximately 25% of cancer-induced deaths are caused by overweight/obesity, the
cost of the latter to the SAPS will amount to R 113,082.53 per annum (see Table 7).
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TABLE 7: PROJECTED TURNOVER COSTS OF LIFESTYLE-RELATED CANCER DEATHS (VARIABLE 4A)

ITEM CALCULATION RESULT®
®  Percentage (“0) of total SAPS population B R T e o
s 12101 s + 134857 e ; = 0.9%,
who died of natural causes (2003 /04): 16¥ eogloyees, + L3465T emplogees '
¢ Number of participants who would ; .. _ i ..
Lo & < arfcips = 2 2 H S
probably dic in (2003/04): 0.90% x 3880 participants 35 participants
* Number of participants who would 7% of 33 participants = 2.4 participants

probably die of cancer
*  Assumed number who will die of

unhealthy lifestyle/ overweight/obesity 25% of 2.4 participants = (0.6 participants
related cancer:

® Personnel cost involved 0.6 x R123,365 (average personnel cost p.a.) = R 75,388.35

Replacement cost: R 75,388.35 x 150 R 113,082.53

" Annual Report (SAPS, 2003 2004: 113)  ®Some of the results have been tounded off to the nearest appropriate number

6.2.1.1.2  Replucement cost of obesity induced coronary heart disease deaths (Variable 45)

Erasmus (2003:152) has found that 9.9% of all deaths in the SAPS during 1996 to 2000 was the
result of coronary heart disease (Erasmus, 2003:152). This incidence rate was linked to the World
Health Orgarusation’s finding that 21% of heart disease-induced deaths could be attnbuted to
overweight/obesity (WHO, 2007) to produce the costing reflected in Table 8.

TABLE8: PROJECTED TURNOVER COSTS OF LIFESTYLE-RELATED RELATED CORONARY
HEART DISEASES DEATHS (VARIABLE 4B)

ITEM CALCULATION RESULT *
® Percentage (%) of total SAPS population n e aqase o ,,
121010 lovees = 134857 H s = 0.9
who died of natural causes in 2003/4: B! employers o7 employees
. ..
’ ;&ﬁ;iﬁﬂ‘a};ﬁ? TR 0.90% x 3880 participants = 35 participants
% Mucber of puticipants who:sill diiedtie 9.9% of 35 participants = 3.5 partiapants

to coronary heart disease
e  Assumed number who will die of

unhealthy lifestyle /overweight/obesity— 21% of 3.5 paticipants = 0.7 participants
induced coronary heart disease:

® Personnel cost involved 0.7 x R123.365 (average personnel cost p.a) = R 89561.36

Replacement cost: | R 89361.36 x 150" R 134.342.04

" Annual Report (SAPS, 2003 2004: 113) %Some of the results have been tounded off to the nearest, appropuate number
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6.2.1.2 Variable 5: Projected Rand equivalent of smoking-induced sick leave

Smoking s ranked third to blood pressure and obesity as one of the employer’s prionty employee-
health sssues (Wojcik, 2006), The South Afncan Medical Research Council (2006:51) estimates that
the use of tobacco products costs the economy twice as much in medical costs and reduced
productivity than what the tobacco industry pays in taxes. If people stopped smoking, it 1s
estmated that 58% of lung cancer deaths, 20% of TB deaths and 23% of vascular-related deaths
could be avorded (Saloojee, 2003:48,51-2).

In the costing of smoking-telated 1ssues, two variables will be covered in the ROT analysis. They are
the expected cost of smoking-induced sick leave and smoke breaks. In the calculation of incidence
rates, Salojee’s (2005:48) finding that 21.4% of all adult South Africans smoke will be used as a basts.

Various studies have found a strong link between smoking and a higher level of sick teave. These

findings include that:

e The average smoker has an absenteeism rate of between 23% and 33.3% higher than the non-
smoker (Bertera in Tsai ef f, 2005:134; Smokenders, 2005; T'sa1 et al, 2005:34)

¢ Men who smoke use four more sick days a year and women two mote than do non-smokers
(Woycik, 2006; Tsa et al. (2005:134)

¢ [or every smoker who dies, 20 more are il (Wojcik, 2006).

For the calculation of the cost of smoking-related sick leave, an average of 3 days of excess sick

leave will be used as a basis. The resultant cost are contained in Table 9.

TABLE9: PROJECTED COST OF SMOKING-RELATED SICK LEAVE (VARIABLE 5)
ITEM CALCULATION RESULT®

¢ Assumed number of participants who would

- 5 5 _ P
smoke: 21.4 % x 3,880 participants 830 participants
» Total number of extra days of sick leave that .
: 3 = 491 da
T 830 participants x 3 days 2, ys
Total cost of smoking-related sick leave: | 2.49] davs x 8 howrs x R64 (hourlv cost) = R 1275371532

¥Some of the results have been tounded off to the neatest appropriate number

6.2.1.3 Variable 6: Projected Rand equivalent of smoke breaks

Apart from the adverse effects of cigarette smoking on the health and subsequent productivity of
employees, the smoke breaks that they take also represent a loss of production time. Thus situation

has been exacerbated by an increase in so-called ‘smoke free” areas and buildings that forces
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employees to leave their posts in order to smoke outside. Some intemational and local findings 1n

ths regard are as follows:

® A survey done by Wojcik (2006) indicated that 50% of all smokers took 3 to 6 smoke breaks a
day. The duration of these breaks, on average, were between 5 and 15 minutes per break.

» His study indicated that a smoker was out on smoke breaks for nine weeks a year or a total of
16% of the work year {Wojcik, 2006).

o Other studies have found that loss of production time due to smoke breaks was between 41 and
100 minutes per day (Hinken, 2006; Smokenders, 2005).

For the pumoses of the calculation of the expected cost of smoke breaks, an average of four smoke
breaks per smoker per day will be taken as a basis. Very consecvatively it would be estimated that
only 50% of the smokers wll leave their posts to take a smoke break and that these breaks would
last an average of 10 minutes at a ime. The results of the calculations that used these estimates are
reflected in Table 10.

TABLE10: PROJECTED COST OF SMOKE BREAKS (VARIABLE 6)

ITEM CALCULATION RESULT *

. ;::sutdmd ed :kuc@: er of participants who 214 %0 x 3,880 participants = 830 pacticipants
®  Number of participants who would take & .. . w
su° Cipants = 3 participants
smoke breaks: 5070 x 830 participants 413 participant

¢ Total time taken up by smoke breaks per | 415 participants x 4 smoke breaks per day x

e Z 83032 minutes
week (minutes): 10 min, x 5 days = R
* Total time taken up by smoke breaks pes 83032 minutes + 60 minutes x 48 weeks = 606423 hours
annum (hours):
Total cost of smoke breaks: 66425 hours x R64 (hourly cost) = R 4,251,238.40

®Some of the sesults have been rounded off to the neatest appropuate number

There are various other smoking-related cost items for an employer that was not covered in the
calculations. These included the operating and maintenance of smoking areas, the increased nsk of
industrial fires, a higher incidence of friction between smoking and non-smoking colleagues and the
finding that smokets are more accident prone than non-smoking employees (Smokenders, 2005,
Tsai et al, 2005:134).

6.2.2  Benefits that could be derived from the “Conflict Management” sub-
programme

Workplace conflict has been aptly described as a “htdden disease” by Golding (2005:17). He goes

on to state that the true incidence rate of this phenomenon s often obscured by the diversity of
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forms that it can take, as well as the stigmatisation that is sometimes suffered by its victims. This
has led to the latter rather ascribing their suffering to stress than victimisation. The report rate of
workplace conflict 15, consequently, less than 40% (Golding, 2005:17; Johnson & Indvik,
1996:19).

The forms of workplace conflict can run the whole gambit of aggressive human behaviour. It can
vary from verbal abuse, veiled and direct threats, psychological abuse, bullying, stalking,
harassment and other types of non-physical attacks to outright workplace violence involving both
colleagues and clients (Fletcher et al,, 2000:339; Johnson & Indvik, 1996:20; Kivimaki et al,
2000:656). In an analysis of the aetiology of workplace conflict, Johnson & Indvik (1996:20,22)
has also come to the conclusion that stress should be seen as both a cause and a consequence of

this phenomenon.

The strong link that exists between workplace conflict and stress has made it difficult to extricate
the cost of conflict from those of the latter. The following analysis will, consequently, focus

mainly on indicators i which a specific form of conflict can be 1solated as an aetiological factor.

6.2.2.1 Variable 7: Projected Rand equivalent of conflict- induced resignations

The International Labour Organisation (Hoel et 2/, 2004) has found that intemationally, 25% of
personnel who resign from an organisation do so because of conflict and bullying. Golding
(2005:17) puts thus figure as high as 40%. Given the nature of police work and the context in
which SAPS personnel have to perform their duties, the local prevalence rate would probably be
on the higher end of the scale. For calculation purposes it was, however, taken at 33%. If this
trend ss applied to the SAPS and it is accepted that smproved conflict-management skills will
reduce the number of conflict-induced resignations by a third, the sub-programme will save the
SAPS a total of R 1,485,581.32 per annum. The calculations, on which this finding is based, are
reflected in Table 11.

TABLE 11: PROJECTED COST OF (PREVENTABLE) CONFLICI-INDUCED RESIGNATIONS
(VARIABLE 7)

ITEM CALCULATION RESULT*

® Resignation rates of the SAPS (ie. resignations as 1.9% |
4 9%
a percentage of total employment: 2003-2003):

¢ Expected number of resignations among

o 1.9%0 of 3880 participants = 74 participants
participants per annurn:
® lxpec r articipants 2 i s - .. % - -
Expected m?mhel of participants that will resign 74 participants  33% = 24.3 participants
due to conflict:
e Preventable resignations 24.3 participants x 33%0 = 8 participants
¢ Personnel cost involved 8 x R123, 365 (average personnel cost p.a.) R 990 387.54
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Replacement cost: R 990,387.54 5 1530% = R 1485,581.32
" SAPS annual reportts (SAPS, 2004%:113; SAPS, 2005:167). *Some of the results have been rounded oft

6.2.2.2 Variable 8: Projected Rand equivalent of bullying- induced sick leave

The ditect and indirect cost of workplace conflict can be very high. It includes damage to
property, disciplinary hearings, lawsuits brought on by verbal abuse, sexual harassment and
physical assault, stress, and the amount of managerial ime nvolved in addressing these incidents
and thetr consequences (Johnson & Indvik, 1996:19). If an incident leads to the dismissal of an

employee, replacement costs and lost productivity should also be added to the “bil”.

Research findings indicate that between 15% and 21% of the personnel of an organisation wall be
the victims of bullying or a similar type of behaviour, for example sexual or general harassment
(Fletcher et al., 2000:340; Johnson & Indvik, 1996:18, Williams, 2006:125). These membets will
take seven more days sick leave per annum, than other employees (Williams, 2006:125). The cost
of bullying-induced sick leave can, therefore, be calculated as: 15% of workforce x 7 days x

average wotker’s cost per hour. The result of this calculation is reflected i Table 12.

TABLE 12: PROJECTED COST OF BULLYING-INDUCED SICK LEAVE (VARIABLE 8)

ITEM CALCULATION RESULT ¥

¢ Estimated number of participants who

3880 x 153" = 582 participants
will be the victims of bullying: R Pocparticipaa
. i(:ih‘:;]n; t::;_le)n S;ﬁ:::?):;;l;r::; 582 participants x 7 days additional sick leave = | 4074 days
Cost of bullying induced sick leave: 4074 days x 8 hours x R64 hourdy cost = R 2,085,888.00
®Some of the tesults have been rounded off to the neagest, appropriate total

A fact that should be noted is that only ‘normal” sick leave was used in the calculations in Table
12. Temporary and permanent disability leave, which averaged at 29 days for affected employees
(SAPS, 20042:120, Table 7.2), was left out of the equation. Some of this type of sick leave could
also be due to bullying. Another issue that was left out of the calculations was the cost of affected
participants’ visits to medical practitoners. The latter would have added another R16,548.12 per

annum to the cost.
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6.2.2.3 Variable 9: Projected Rand equivalent of conflict-induced grievance procedures

A conflict-telated cost item that s often overlooked, is the production loss that is caused by a
grievance procedure. In this regard, it is estmated that 50% of all gnevances are caused by
conflict and stress and that they lead to at least 80 hours in lost productivity by the worker and
his/her co-workers (Williams, 2006:127; Wilson, 1991). If these trends are applied to the number
of grievance proceduses that are instituted by SAPS personnel annually (SAPS, 20042:125, Table
9.4), the cost runs to R 141,927.13 per annum (see Table 13).

TABLE 13: PROJECTED COST OF CONFLICT- INDUCED GRIEVANCE PROCEDURES (VARIABLE 9)

ITEM CALCULATION RESULT®

® Total number of goevances lodged by SAPS

1 893 grevances'
personnel in 2003/04: 3 grievances

®  Percentage (“0) of total workforce that instituted

. 1 893 grievances + 132 482 employees = 143
a grievance p.a.:
. Ewpecred nulmber of participants that will 3 880 participants x 1.43% = 35 participants
institute a goevance p.a.:
. Fl@mated work hours that will be lost due to 55.48 x 80 hours = 4435 hours
grevances:
e FEstimated work hours that will be lost due to 4435 hours 5 3070 2176
conflict induced grievances: R |
..
Cost of conflict induced grievances: 2217.6 hours s R64 = R [41,927.13
gr 3

' Annual Repott (SAPS, 2004 Organizational Protile) ®Some of the results have been rounded off to the nearest total

6.2.2.4 Variable 10: Projected Rand equivalent of time spent on conflict management by
managers

Various studies, including those of Barnes-Slater & Ford (2004) and Kivimaki (2000), have found
that employees and especially managers can spend up to 50% of their time on conflict and
conflict-management activities. This includes attempting to placate ‘combatants’, negotiating
resolutions to conflicts, dealing with their results (such as absenteeism and staff tumover) or

simply attempting to avoid them.

Because more than one of the conflict related issues have already been taken into account in some

of the other calculations, the costing will only be limited to managers. In this regard, it will be
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accepted that managers will be able to save 10% of their time if both they and their subordinates
can master the approprate conflict-management skills (cf. Williams, 2006:128). For calculation
purposes (fee Table 14), the singular SAPS manager’s span of control will be taken as 1:10 (cf.
Robbins, 1984:167).

TABLE 14: PROJECTED COST OF TIME SPENT ON CONFLICT AND CONFLICT-RELATED ISSUES BY

MANAGERS (VARIABLE 10)
ITEM CALCULATION RESULT ¥
® SAPS manager’s estimated span of control: L:10
¢ Total number of managers that will handle participants: 3880 participants x .1 = 388 managers

388 managers x 48 weeks x 40

hours per week

¢  Total work hours of the managers p.a.: 744960 hours

e Total time that managers spend on the participants’
conflict and conflict-related issues:

THO60 hours = 10%0 = 74496 hours

Cost (in terms of managers’ time) of dealing with

participants’ conflict 7496 hours x R64 (hourly cost) = | R4.767,744

ESome of the results have been rounded off 1o the nearest, appropuaate total

6.2.2.5 Other cost items not included in the calculations

Owing to the conservative approach that was followed 1n the study, numerous other conflict and

bullying-related cost items were not covered in the calculations. These included the following;

e The effect of conflict and bullying on the workflow in the orgarisation (calculated at 10% of the
combined cost of the staff involved i a particular conflict situation)

e Increases in health care-related expenses to the employer produced by conflict and bullying
(estimated at 2% of the combined cost of the personnel involved).

¢ Conflict-incited damage to the employer’s property, fraud, theft and embezzlement (estimated at
2% of the personnel’s expected contubution to orgarusational profitability)

e The loss of production caused by physical violence in the workplace (estimated at 15% of a
vicum’s annual compensation) (cf. Gabriel & Lumatainen, 2000; Golding, 2005:17; Hoel e af,
2004; Lee, 1997; Lockhard, 2007:12;, Williams, 2006:129).

6.2.3 Benefits that could be derived from the “Problem-Solving” sub-programme

Problem-solving is one of the core functions of police officials (Smith, 2004:318). Deficiencies mn
this regard would, therefore, have a detnmental effect on the effectiveness, speed and

comprehensiveness of their services. Only two vanables will, however, be used to calculate the
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direct labour and other cost savings that the introduction of the Problem-Solving sub-programme

could bring about. They are:
o The reductions in the sick leave that are caused by meftective problem-solving skills

® The ume that managers will spend on ineffective problem-solving skills-related problems.

6.2.3.1 Variable 11: Projected Rand equivalent of ineffective problem-solving-related sick
leave

The calculation of the sick leave-related cost of ineffectve problem-solving skills was pomanly
based on a study that was undertaken in a police academy in the USA by Violanti (2001:722,725).
He found that an improvement in the problem-solving skills of employees was singutarly the most
effective strategy in combating stress. On average, it brought about a redaction of 12.06% in their
stress levels (Violant, 2001:725).

The next step mn the calculation was to determine the probable cost of stress for the SAPS. Some of
the findings were that at least 20% of employees would suffer from so much stress that they would
take days off, that the absenteeism costs of a stressed employee were five times higher than those
for other members and that work incapacity due to stress lasted 2.5 times longer than those for
other dlnesses (Hoel & 4/, 2004; Lee, 1997:33, Williams, 2006:125). These finding were applied to
the sick leave profile of the SAPS (20042, Table 7.1:120) and the results are summarised in Table 15.

TABLE 15: PROJECTED COST OF INEFFECTIVE PROBLEM-SOLVING-RELATED SICK LEAVE

(VARIABLE 11)
ITEM CALCULATION RESULT®
e  Organisational average number of sick leave days S -
per employee per annum (2003/2004): e
® Projected above average number of sick leave days o ST I 10.5 davs
for stressed emplovees: i s TR
e LExpected number of participants that will suffer 207 X 3880 employees = Tlé employess
from excessive stress: : ;
$ B er of extra sick leave days that stressed 776 employees x 10.5 days = 8,148 days
participants will take off : ’ .
® Potential decrease in sick leave days due to 8 148 davs x 12.06%% ¢ = 983 davs
improved problem-solving skills: ’ . - A
Cost of ineffectual problem-solving skills: 983 days x 8 hours x R64 (houry cost) R 503,116.19

' CE Violann (2001:722-7235). HSomie of the results have been rounded off to the neatest, appropuate rotal

In order to put the cost of problem-solving-related sick leave into perspective, it should be noted
that the SAPS found that the cost of its ‘normal” and disability leave came to R187,533,000 in 2004
(SAPS, 2004a:120).
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6.2.3.2 Variable 12: Projected Rand equivalent of the time that managers will spend on
ineffective problem-solving-related problems

Because of the direct link that exists between problem-solving and conflict (cf Mitchell & Banks,
1996:xv1;; Wheatley & Crinean, 2007:14), it was possible to assume that an mmprovement in an
employee’s problem-solving skdls would reduce the estent to which he or she would become
involved in conflict situations. This, 1 turn, would brng about a savings in @ &ast one conflict-
related cost item (the time that a2 manager would have to spend on conflict resolution). In this
regard, Barnes-Slater & Ford (MGH Consulting, 2004) estinated that a typical manager would

spend 30% of his/her time on conflict and conflict-related issues.

In the calculations (see Table 16), it was assumed that the improvement of problem-solving skills
would only reduce the mcadence of conflict by 10%. This somewhat low rating (cf. Conflict
Research Consortum, 2005; Violant, 2001:722,725) is partly due to the conservative approach that
was followed in the study and the fact that conflict teduction is also used as a cnitenion in other
variables (see Table 14).

TABLE 16: PROJECTED COST OF THE TIME SPEND ON INEFFECTIVE PROBLEM-SOLVING-
RELATED PROBLEMS BY MANAGERS (VARIABLE 12)

ITEM CALCULATION RESULT®
¢ SAPS managers' estimated span of control: 1:10
¢ Total number of managers that will handle participants: 3880 participants x .1 = 388 managers

388 managers x 48 weeks x 40

744960 hours
hours per week

*  Total work hours of the managers p.a.:

¢ Total ime that managers spend on the participants’

: < 4 74960 | sx 0% = 74496 1 s
ineffective problem-solving-related problems: SOR 2 »hours

Cost (in terms of managers’ time) of dealing with

participants' ineffectual problem-solving skill T honss oA Qnddpeoty= || RETOTAES
i v ills:

®Some of the tesults have been rounded off to the neatest, appsopiate total,

6.24 Benefits that could be derived from the “Time Management” sub-
programme

Time is a scarce and fhmte resource (Woodcock, 2006:38-39); its use by personnel members 1s,
therefore, one of the strongest determinates of productivity (Wojcik, 2006). This fact prompted the

development and implementation of the Tune Management sub-programme.

This sub-programme was based on the premuse that there are three types of time viz. productive
tme, wasted time and time that could be delegated (Woodcock, 2006:38-39). Although the sub
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programme deals with all three types of time, the calculation of its potential benefits will only focus
on time wastage. In this regard, it will be accepted that SAPS personnel waste at least 20% of their
time per annum on unproductive activities (see heading 6.1.4). This figure could, however, be as
high as 37% (i.e. £3 houss) (Proudfoot Consulting, 2005; Telewest Business, 20006).

In calculating the savings that the Time Management sub-programmme could bring about, only two
variables will be used. They are:
¢ A reduction i lateness

¢ The elimination of “time-wasters™

0.2.4.1 Variable 13: Projected Rand equivalent of lateness-related costs

The phenomenon of lateness, 1.e. arnving late for work, meetings, events, etc. has a twofold effect
on the productinity of an organisation. In the first instance, lateness represents a form of
absenteeism owing to the fact that the staff member concerned s not busy with the tasks he/she
has been contracted and paid to do (cf. Venter, 2006:394). Lateness alsc has an impact on the
productivity of the organisation because of the time wasted for the colleagues with whom the
individual works.

Lateness 1s an often overdooked and underteported phenomenon. Some of the research findings in

this regard are as follow:

¢ The reported incidence rate of lateness vares somewhat from county to country and

OIgANISatonN to OIZAMSALON.

0 Surveys in the USA indicate that 13% of employees arrive late for work at least once a week,
17% at least seven times a month and another 24% at least once a month (ASTD, 2006).

o On amergge, USA employees are late for work by 10 munutes (cf. Huss, 2007). The reasons for
late arrival are blamed mostly on traffic (27%), falling asleep again (11%) and the time it took
to get kids ready for school or day care (10%) (ASTD, 2006). Mondays are the day of the
week when most late arnvals (65%) occur.

o Between 15% and 20% of the adult population of the USA has trouble getting to where they
should be on time.

o An analysis of trends in respect of lateness among Brtish workers in 2002/3, indicated that
31% arnved at work late at least once a month and that another 8.5% did so at least three to

11 times a month (Clark er #Z, 2003: 298).
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o In an Afncan context, it is estimated that various forms of lateness costs the continent
between 10% and 25% of potential total productivity and that in a country like Ghana, mote

than 50% of employees arrive late for work on at least two days of the week (Badudu, 2004).

¢ The true incidence rate of lateness is often obscured by low reporting rates.
¢ Muillar (2005) has found in a poll that two thirds of managers 1n the UK do not report the
lateness of their subordinates and that 71% of employers have no plans to introduce
disciplinary and monitoring measures to combat the phenomenon, this despite the fact that
§7% of those polled view lateness as a matter of great ireitation (Millar, 2005).
© In a study of absenteeism patterns in selected North American hospitals, Prdemore (2002)
found that less than 10% of all habitual latecomers, 1.e. personnel who artive more than 15

minutes late on two or more occasions per week, were subjected to disciplinary heanngs.

* Durning the penod 2004-2005, the SAPS addressed 347 cases of disciphinary heanngs of
personnel who were absent from duty without leave, 133 who reported late for duty and 81 who

went of duty without permission (SATS, 2005: Table 9.3:181).

In the calculation of the probable trends in respect of lateness in the SAPS, the results of the studies
that were undertaken in the USA and the UK (and not Africa) will be used as a basis. In this regard,
it would be assumed that 17% of personnel would arnive late for work by at least 10 minutes on
seven workdays of the month. This will cost the organisation a total of R 541,751.47 in lost
productivity per annum (see Table 17).

TABLE 17: PROJECTED COST OF LATENESS (VARIABLE 13)

ITEM CALCULATION RESULT*
¢ Expected total oumber of participants that A w - e r
: 17" x 3880 participants = 6359.6 participants

will be late for 7 workdays per month: i B PAEER

¢ Total number of ‘production minutes’ lost 659.6 partidpants x 70 min* x 11 I
due to lateness per annum (2003): months =

o Total number of workdays lost due to 507892 min. = 60 = SlidB b
lateness per annum (2003):

Total cost of lateness per annum: 8464.9 hours x R64 (hourly cost) = R 54175147

P 7 days x 10 min (average number of minutes lost peg event)  ®Some of the results have been rounded off to the neatest total

6.2.4.2  Variable 14: Projected Rand equivalent of “time-wasters”

It is a core intended outcome of the Time Management sub-programme to enable participants to

poioritise their workload effectively and to eliminate the factors that impede their effective use of
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available time. The latter so-called “time-wasters”, can take on a vanety of forms. They include

procrastination, presenteeism, incftectual meetings, mnterruptions and searches.

* Procrastination
o Procrastination, 1.e. the deferment or avoidance of an action or task to a later ime, tends to be
both time-consuming and detrimental to a quality of a service (cf. University of Toronto,
20006).
o In a study conducted by Douglas (2001) among 2,100 administrative assistants and secretanes
in the USA, time-wasters ranked as the second biggest ime management problem they

experierice.

e Presenteeism

o Presenteeism encompasses the loss of production that occurs when an employee 15 af work
but not working to his/her full capacity or not functioning at his/her full ability (Bagwell,
2000:142; Yende, 2005:15).

© The different forms of absenteeism can, according to Ceridian (2006), account for up to 61%
of an employer’s total lost productivity costs. Some tesearch findings indicate that, on
average, 27 minutes a day are lost to private phone calls and the reading and wrting of
personal emails/SMS messages and 20 ounutes to non-work-related /personal discussions
with colleagues (Bizblog, 2007; Telewest Business, 2006).

o Ineffectual meetings
0 Although the number and duration of meetings differ widely from setting to setting, their
plannung, organisation and duration can take up to 25% of a manager’s time (cf. Anon., 2007%
Anon. 2007% Fowler & Woodbery, 2000).
0 Meetings as such are not time-wasters. A loss of production occurs when they are
unnecessarly long (wastes an average of 12 minutes) and need to be scheduled and

rescheduled (wastes an average of 8 minutes) (Telewest Business, 2006).

e Other “time-wasters”

o Time wasted owing to deficient time management and organising skalls can take on a variety
of other forms. On a daily basis, it could include trying to locate colleagues (12 munutes),
searching for misplaced data (30-72 munutes), asking others for files or documents (9 minutes)
and dealing with avoidable interruptions (30-126 minutes) (cf. Adkins, 2003; Anon. 2007
Lyman, 2005; Willlamson, 2006).

If the average SAPS employee follows internanonal trends, it would imply that he/she could waste
up to 178 minutes (nearly three houss) per day on unproductive behaviour (cf Proudfoot
Consulung, 2005). Tt would, however, be inappropriate to use only this finding as a baseline for the
calculation of the potential saving that the Time Management sub-programme could brng about.
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For calculation putposes, it would be assumed that only 20% of the attendees of the sub-
programme would be ‘ime-wasters’ (see heading 6.1.4) and that they would be able to reduce this
trend by 20% (i.e. by 35 minutes per day). The latter 1s less than Speathead’s finding that most
people could save up to 25% of their time when they are shown how to use it more effectively
(Spearhead Training, 2007). The result of the calculations based on these assumptions 15 reflected in
Table 18.

TABLE 18: PROJECTED COST OF “TIME-WASTERS” (VARIABLE 14)

ITEM CALCULATION RESULT #

¢ Expected total pumber of participants who would be | 5, x 3880 participants = Frudiipants
'time-wasters': - ’ ]

e Assumed number of minutes that they would spend 776 participants x 35 minutes x 5

: . o _ 6318400 minutes
on time wasting activities per annum: days x 48 weeks =

s Number of hours that they would spend on time 6518400 minutes + 60 = 108640 hours

wasting activities per annum:

Cost of (preventable) time-wasters: 108640 hours x Ro4-00 = R 6,952,960.00

ESome of the results have been ronnded off to the neatest, approptiate total

6.2.5 Variable 15: The net contribution of the sub-programmes to labour and
other cost savings

The items covered in vadables 4 to 16 only represent the 2003 cost of these probiems to the SAPS
and, theretore, the porential lubour and vilier cost saringr that the Lite Skills Programme could bring
about.  In order to determine the probable contnbution of the Programume, the average net
improvement that it brought about in the participants” knowledge, attitudes and behaviour was used
as a basis. The average net improvement as based on the vanous studies (Articles 1, 2 & 3,
Huisamen, 2003; Jansen van Vuuren, 2005; Nel, s.a.; Williams, 2003), came to 18.2%. This implies
that the 3880 SAPS personnel members who attend the programme annually would only be able to
convert 18.2% of their learning experience into actual cost savings. If this formula is used, the
savings per year for 2003, 2004 and 2005 will come to:

* R 4,863,543 for 2003

* R 5252626 for 2004

e R 5,672,836 for 2005 (see Workshect 7).
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7. THE ROI, NPV, PAYBACK PERIOD, IRR AND LEARNING COST
PER PARTICIPANT OF THE LIFE SKILLS PROGRAMME

The results of the return on investment (ROI), net present value (NPV), payback period, intemal
rate of return (IRR) and learning cost per participant calculations are contained in Worksheet 8. It
should be noted that these calculations are based on the fofal cost of the Programme (see Table 4),
but only the benefits of the selected sub-programmes (see Worksheet 7).

WORKSHEET 8;: ROI AND ASSOCIATED MEASUREMENTS OF THE LIFE SKILLS PROGRAMME

THE ROI AND ASSOCIATED MEASUREMENTS OF THE LIFE SKILLS PROGRAMME

Yearl Year 2 Year 3
(2003) (2004) (2005)
ROI (Retum on Investment) 1797 40205 62280
NPV (Net Present Value) R 2,001,038 R 4,768,335 R 7,443,123
Payback Period (months) 0.67
IRR (Intemal Rate of Retum) 1697 1813 18194
Learning cost per participant R 99

(Productivity loss excluded)

Note: The calculatons were done with the programme and formulas developed by Meyer ¢f 4/ (2003) and the data
contained in Table 4 and Worksheet 7

As measuring instruments, the ROT, NPV, payback pertod, IRR and learning cost per participant
has each its own strengths and weaknesses. In order to provide a clear and complete picture of the
return that the SAPS could potentially receive on their investment in the programme, the nature and

results of each of these measurements will be discussed separately.

The ROI represents the percentage of retum on the intervention over a period of three years. It

equals the present value of the accumulated net benefits (gross benefits less ongoing costs) over the

three years divided by the imtial costs. Three years 1s used as the time span because the sub-

programmes might become obsolete after this period. The calculations entail the following:

e With the initial total cost of R 121 464 (see Workshcet 9), the ROI would be 1797% (year 1/
2003), 4026% (year 2/2004) and 6228% (year 3/2005).

» This implies that for every R1 spent on this programme, the return for the SAPS will potentially
be R1797 for 2003, R4026 for 2004 and R6228 for 2005.
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While the ROI provides the percentage (%o} return on investment per year, it does not say
anything about the magnitude of the endeavour. For example, a 100% return may seem attractive
irutially, but a 50% return on 2 R300 000 investment would be much better than a 100% return on

a R10 000 programme. This 1s the reason for calculating the net present values as well.

Net present value (NPV) provides the Rand value of the expected return and, therefore, indicates
the magnitude of the programmes. It is calculated by adding the present value of the net benefits
for each year over a specified peniod of time and then subtracting the nitial costs of the project.
In the case of this programme, the value came to R 2 061 038 (year 1/2003), R 4 768 335 (year
2/2004) and R 7 443 123 (ycar 3/2005). These amounts can also be viewed as the Rand value of
the savings that the programme has for the SAPS.

A downside of the NPV and other calculations are that they do not indicate when or how quickly
the savings will occur. This is determined by the payback period. As mndicated in Worksheet 8, the
SAPS wilf theoretically recoup its investment in the Programme within 0.67 months (0.67 x 22 work

davs = 15 work davs) after its implementation.

Internal rate of retum (IRR) 15 the most sophusticated of the above metrics and ts used to analyse
multi-year nvestments. It calculates the percentage rate by discounting the net benefits for the time
period to the point where they equal the initial costs. The IRR or investment rate for this
Programme was equal to 1697% (year 1/2003), 1813% (year 2/2004) and 1819% (year 3/2005).

The last calculation focused on how much it cost Police Social Work Services to present the Life
Skills Programme to each participant. This was calculated by dividing all the costs incurred in the
development, presentation and evaluation of the impact of the Programme by the number of
partticipants that it would be presented to over the three years. It came to an average of R99 per

partcipant per 16 hour session (loss of productivity excluded).

8. THE CASH FLOW STATEMENT OF THE LIFE SKILLS
PROGRAMME

Worksheet 9 contans the cash flow statement of the Life Skills Programme. Tt incorporates all the
information that was generated by the various “input” worksheets and provides an overview of how
the SAPS’s “bank account” will benefit (or be in deficit) from implementing the Programme. The
cash-flow statement covers three years (2003-2005). It contains the initial cost or investment that

had to be made to enable the programme to be developed and become operational. The bank
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balance at the beginning of the period will be zero and become negative due to the initial investment
in the programme. During the three years, the monetary returmn on the investment will be gained
and the bank balance will return to positive figures. This will remain for as long as the cost of

operating the programme does not exceed the benefits achieved (Meyer ef &/, 2003:114).

WORKSHEET 9:  CASH FLOW STATEMENT FOR THE LIFE SKILLS PROGRAMME (2003-2005)

Initial cost Year 1 Year 2 Year 3 Total
(2003) (2004) (2005)
YB;“II‘ babince sthoganing et RO (RI2LA64)  R206LO3S  R4768335
Income
Improvements in quality of service RO ' RL1398252 RI1598252 R1,598.232 R4, 794,737
Labour and other cost savings RO | R4917.776 = RA311,198 R3736094 R 15,965,068
Total RO R6,516028 = R6,909450  R7334346 R20,759,824
Paymenrs
Gap Analysis R2,673 RO RO RO R2,673
Design and Development R118,791 RO RO RO R118,791
Presenters’ costs RO R302,802 R 302,802 R 302,802 RO08 405
Participants’ costs RO | R3988815> R3857440  R4314846 R12,161,101
Assessment RO R31,910 R31,910 R31.910 R95.731
Fixed Costs RO R10,000 R10,000 R10,000 R30,000
Total R121 464 R4,333,527 R4,202,152 R4,639,558 R13,316,701

Surplus/ shortfadl RI121 464 = R2,182501 = R2707298 = R2,674,788
Bank balance ar end of the year (R121464H = R2061,038 | R4768335 | R7443,123

Note: The calculations were done with the programme and formulas developed by Meyer ef 2/ (2003) and the data
contained in Table 4 and Worksheet 7

The row “Bank balance at the end of the year”™ (Worksheet 9) shows the accumulated surplus of the
programme. Even with the extremely conservative approach that was followed in the calculation of

the benefits of the programme, it amounted to an astonishing R7 443 123 in three years.
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9. MAIN FINDING

The overall results that were achteved with the calculation of the return of investment (ROI), net
present value (NPV), payback period and internal rate of return (IRR) proved that the Life Skills
Programme is a lucrative investment for Police Social Work Services and the South African Police
Service as a whole. If this result is linked to the high effect measurements that were achieved by its
constituent sub-programmes (cf. Articles 1, 2 & 3), it can be concluded that the Life Skills

Programme is a powerful capacity-building instrument in the hands of police soctal workers.

10. CLOSING REMARKS

An analysis of local and international literature and research has indicated that the utilisation of ROI
analyses especially in social wotk practice is still in its infancy. To a large extent, this could be
attributed to vanous difficulties in translating social work outcomes into monetary terms. It was,
however, attempted through the use of indicator measurements in this research. This process,
which produced substantive results, could also be used as a guideline for similar types of research in
occupational and even generic social work settings. In this way, the social work profession would
be able to respond more effectively to the accountability demands placed on it by employers and the

community at large.
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1. INTRODUCTION

The origins of the research that was covered in this manuscript can, basically, be traced back to a
decision taken during the September 1999 National Conference of Police Social Wotk Services to
start with the development and implementation of vatious personnel capacity-building programmes.

These included the comprehensive Life Skills Programme.

Soon after their implementation, it became appatent that the impact of the interventions should be
analysed more scientifically. This was not only required to ensure that they did indeed meet the
specific needs of personnel, but also that the service represented a worthwhile investment of the
organisation’s time, money and manpower. The EPCBP research project was subsequently
launched in November 2001. It included a study aimed at measuring the effect of the Conflict
Management, Assertiveness and Anger Management Programmes on SAPS personnel and the
Life Skills Programme as a whole’ return on investment. The hypothesis that was to be tested,
was that the (sub-)programmes did have a practical significant influence on the knowledge,
attitude and behaviour of personnel and represented a cost-effective investment by the South

African Police Service.

The results obtained via the empirical research have already been covered in detail in four separate
articles (see 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 pre-test/post-test design was
an appropriate departure point in determining the effect of the (sub-)programmes. Its
combination with triangulation countered many of the nisks that are inherent in the use of non-
standardised measurement instruments. An important macro conclusion that could be reached is
that the specific type of design and procedute can be used more broadly in the measurement of

the effect of structured social work interventions.

3. CONCLUSIONS REGARDING THE EFFECT OF THE
PROGRAMMES

In the research, the ‘effect’ of the programmes mainly referred to the change that they brought
about in respondents’ knowledge, attitudes and behaviour. This was measured with the help of
Cohen’s formula for the calculation of effect size. The research results indicated that this formula

was very robust and could produce scientifically sound measurements that were, in addition, easy to
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interpret. As in the case of the research design and procedure, the formula could also be used more

widely in social work research.

The results achieved with the measurements indicated that all three programmes had a positive
effect on participants’ knowledge, attitudes and intended behaviour. From these findings,
coupled with the participants’ evaluation of the programmes’ value and relevance, it could be
concluded that it improved their job performance and functioning, and also benefited them
personally. If the participants’ and presenters’ recommendations are accepted, the organization

should ensure that all SAPS personnel attend these programmes.

4. CONCLUSIONS REGARDING THE QUALITY OF THE
PROGRAMME PRESENTATIONS

The personnel capacity-building programmes were presented across South Africa by a large
number of different SAPS social workers. For this reason, the quality of the presentations and
the circumstances that surrounded the training had to be determined. Any deficiencies in this
regard could have had a negative impact on the potential effect of the programmes. The results
achieved with the measuring instrument that was specifically developed and standardised for the
measurement of this factor, however, indicated that the presentations were generally of a very
high standard. There were, however, some deficiencies that need to be addressed. 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 be revised. The language, in
which the programme was presented (English), was also a problem. This aspect should recetve
attention in the future

It was finally clear that the quality of the presentations did not have a negative effect on the
programmes impact, but rather enhanced it.

5. CONCLUSIONS REGARDING THE ROI OF THE PROGRAMME

The results of the calculation of the Life Skills Programme’s overall return on investment
(ROY), net present value (NPV), payback period, internal rate of return (IRR), learning cost per
participant and cash flow statement proved that the intervention 1s a very lucrative investment
for the South African Police Service. It is, therefore, both an effective capacity-building

instruments and a financial asset.

6. FINDINGS

If all the conclusions are combined, it is clear:
e that the selected (sub-)programmes of the Life Skills Programme had a practical significant effect
on the SAPS personnel’s knowledge, attitude and behaviour and
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¢ that the programme as a whole provided a positive financial return on the investment of time,

money and effort.

On the basis of these findings, it can be concluded that the two hypotheses that were tested,

were correct.

7. GUIDELINES AND RECOMMENDATIONS

The content and presentation of the Life Skills Programme is, in spite of its success, not without
some shortcomings. The research results were, therefore, also used as a basis to formulate the
following general guidelines and recommendations for its further improvement (see individual

articles for more specific recommendations).

7.1 TRAINING OF PRESENTERS

It was found that, although the presenters were efficient, they should undergo advanced training to
improve their presentation and facilitation skills even more. There also a need for a mechanism
to ensure that newly appointed social workers are equipped and supported to conduct
presentations of an equally high standard. This could take the form of in-service training or the

use of external (specialised) service providers to provide the training.

7.2 PROGRAMME CONTENT AND PRESENTATION

The remarks and suggestions put forward by the presenters must be considered during the
revision of the programme. It is particularly important that the programme activities, exercises,
checklists and examples be more SAPS specsfic and that the programme should be made (even)
more practical. Some of the material that was generated for this research project could be utilised

for this purpose.

The research findings indicated that the following should also receive attention in the further
development and updating van die programme:

The programme needs more experiential learning activities.

e A guide with more activities, transparencies and icebreakers has to be compiled and included in
the presenter’s guide.

e There is a need that the programme should be translate to and presented in more than one
language.

o Attempts should be made to integrate some of the sub-programmes of the Life Skills
Programme more effectively. This could, for example, take the form of the integration of the
Conflict Management and Assertiveness (sub-)programmes into one programme.

¢ More appropriate venues should be made available for the presentation of the programme.
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7.3 POLICE SOCIAL WORK SERVICES

There are various potential steps that Police Social Wotk Services (PSWS) could take to ensure

that more personnel members attend to programme and gain from its proven benefits. It can

include the following,

The reasons why some personnel choose not to attend should be investigated.

e PSWS should provide more regular feedback to the organisation on the impact of and results
achieved with the Life Skills Programme.

e In order to ensure better attendance by personnel, the programme can also form part of the
Performance Enhancement Process (PEP).

* A budget needs to be made available to PSWS to present and evaluate the impact of the
Programme as frequent as may be needed.

e A comprehensive marketing plan should be developed and implemented to ensure that all

relevant SAPS personnel attend the Life Skills Programme.

7.4 ROI ANALYSES

The ROI analysis of the Life Skills Programme of the Police Social Work Services has shown that
this type of research is both feasible and of major importance to any organisation. In the case of
the SAPS as a constantly growing and changing organisation, it has shown that social workers do
make a difference in the lives of police personnel. Their services are also of financial benefit to
the organisation and the taxpayers who funds it. It is, therefore, recommended that similar
studies are undertaken by PSWS re the other types of services that they render. Other social work

services in the public and private sector should also follow this lead.

8. CONCLUDING REMARKS

Billions of Rand of taxpayers” money is spent annually on the fighting of crime in South Africa.
One of the biggest cost items in this regard, is the remuneration of the personnel members of
the South African Police Service. In order to ensure that this investment produces a
worthwhile return requires a workforce that can function effectively as both police officials
and as human beings. This does not come automatically. It requires, amongst others, an
investment in personnel empowerment interventions such as the Police Social Work Services’
Life Skills Programme. Through the research it was ascertained that some of its sub-
programmes did indeed have a practical significant effect on personnel members and that the
Programme as a whole made a financially viable contribution to this ultimate goal, viz. resilient
police officers who will be able to render a professional service to all communities in the

country.
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ADDENDUM 1:
A PROFILE OF THE PERSONNEL CAPACITY-
BUILDING PROGRAMMES

L ¥ s
COMPETENCIES = | = _§ &3 S p ¥ SE s ]
D% 8 S D3 BiE o F R
g3 = v = 8 & 3 =
28 3 SR SRS 853 23
TR | M S ¥ 3 S5 | XE
A O 8 (VI &% 2 g 3
U ProGrAMMES A "‘3
¢ Colleague Sensitivity X < X X X
e How to Manage Stress Effectively X X X X X
* Be Money Wise X b X X X
s Substance Dependency X X X X 2
e HIV/AIDS Awareness X X X X X
o Life Skills
o Healthy litestyle X | X X X X
o Contlict management X X X X X
o Communication i X b X X
o Self-knowledge X X X X X
o Asserhiveness x X X X X
o Problem solving X X X X X
o Time management X X X £ i
o Motivation X X X X X
o Planning of goals % X X % Z
Legend:

Social competencies: These include the qualities of responsiveness, flexibility, empathy and canng,
commuuucanon skills, a sense of humour and any other foom of constructive social behaviour.
Problem-solving skills: These wclude the ability to think abstractly, reflectively, the ability to be tlexible
and the ability to seek altemanive solutions for both cognitive and social problems.

Autonomy: These refer to a strong sense of mdependence; an intemal locus of control and a sense of
power; self-esteem and self-efhcacy.

A sense of purpose and future: These refers to healthv expectations, a posinve goal and success
onentation, the will to be successful, educatonal aspirations, persistence, optimism, hopefulness, hardiness,
beliet i a boght future, a sense of anticaipation, a sense of a compelling future and a sense of coherence.

A sense of pride: Pride helps people to overcome obstacles and rebound from musfortune and hardshup. It
can also take the form of “survivor’s pade.”

Souree: Stutterheim & Weyers (2002:5)
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ADDENDUM 2:
CONFLICT MANAGEMENT QUESTIONNAIRES
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Code: KAP (CM) [1]
SAPS - “Conflict Management” - Pre-Session Questionnaire

PRE-SESSION QUESTIONNAIRE:
THE "CONFLICT MANAGEMENT'" PROGRAMME

(LIFE SKILLS PROGRAMME 4)

This auestionnaire ninst be completed BEFORE the start of the "'Conflit Management'” conrse.

1. INTRODUCTION

You are about to complete the “Conflict Management” Programme. This Programme forms part
of a large and expensive 1nutiative; therefore we must know how effective it is 1n meeting vour needs
and interests. For this we need vour input. Please complete the tollowing questionnaire honestly
and in full, and please don’t guess. We need vour personal views — it will help us to serve vou
better.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Conflict Management” Questionnaite covers various issues related to interpersonal
conflict.
2.1 This questionnaire must be completed directly before the course 1s presented.

22 Madk all answers on this questtonnaire by making a cross [x] in the appropriate blocks.

23  Mark only one answer per question and answer all questions.

24 Please make your cross inside the block.

25 Complete the questionnaire quickly and on your own. Giie your bonest gpinions.

This questionnaire contains several personal questons.  Dor’t write your name anywbere on the
guestionnaire. However, for research purposes we need you to generate a secret identification (ID)
code. This code will be used to match this quesitonnaire to others that you will of have completed. Tt
will not identify you as a person.

When you have completed the questionnaire, place it in the envelope that will be provided and
return 1t to the Presenter who gave 1t to you.

3. HOW TO START

Section I to Section VTIL is designed to link vou with a specific course, a provingee, 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 fiest cow, write the dutials and surnmame of the person/persons that will present the
Programme.

¥ In die second row, write the dute/ dates on which the Programme will be presented.

¥ In the thied row, write the remme where the Programme will be presented.

For office use

Presenter/s

Date(s)

Venue
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Code: KAP (CM) [1]
SAPS - “Conflict Management” - Pre-Session Questionnaire

PART II: Province & Secret code [a]

In the next row, indicate the Province in which the training course was presented. Each Province 15
allocated a number - ranging from 0 to 9. Make a cross X in the block of the appropriate Province.

0 1 2 3 4 7 9
Gautenglj Westem [ Eastern || Northem | Kwarulu Limpopo Head
Cape Cape Cape Natal [Northemn Office
Province]

PART II1: Part of secret code [b]

In the next rwo blocks, indicate the last two numbers of vour Persal number,
that is the number bglore and the number gffer the dash ("'-"). For example, if
your number 1s 319326-4, wnte 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 bom in 1968, write 6 and 8.

PART V: Gender and secret code [d]

Next, indicate your gender. 1. Male J2. Female

PART VI: Race

Information regarding vour race is required for statistical purposes 1. 2 3. 4.

only. Please mark the appmopnate block Astan | Black || Coloured f| Whate
1L

PART VII: Rank/Position

Please write vour rank on the block that s provided. In the case of Civil Act personnel, please
write your position,

i
For office use

Rank/Position

Next: Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.
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Code: KAP (CM) 1]

SAPS - “Conflict Management” - Pre-Session Questionnaire

PART VIII: Are the following statements true or false?

1. Conflict often anses when there 15 a difference w the 1 2 X
3 . | I am not
behaviour of two people True False e
certamn
2. A person’s pemsonality plays a role in the way he or she will 1 2 I Snot
deal with conflict True Ealse ca:?tain
. ¥ 3
3. Conflict should be seen as an opportunity to grow 1 2 -
True False A
certain
. ) . : : - ] 3
4. Conflict often anmses when there 15 a difference in the 1 2
; sl el T fusl Teue Bl I am not
mterests of two people certain
5. Conflict often agse when there 15 a difference o the 1 2 -
mions of tw le True False Lameadt
Op1uONns of [wo peop —
PART IX: How often do you...?
6. How often do you get angry in a conflict situation . A J 4
’ Al YOU SRR ” Never J| Seldom || Often § Always
7. How often do you ignore colleagues that disagree with you ; 2 : 4
' youign v 8 Y Never | Seldom || Often | Always
8. How often are you afraid that someoncs' feelings will get 1 2 3 4
hurt if a conflict situation continues Never | Seldom | Often | Always
9. When you become involved in a conflict situation, how 1 2 3 4
often will you disagree with the other pesson’s perception Never f| Seldom || Often | Always
10. When you become mvolved in a conflict situation, how 1 2 3 4
often do you try to win the argument Never J Seldom || Often § Always
11. When conflict armses in your work sttuation, how often will 1 2 3 4
you give immediate attention to it Never | Seldom | Often [ Always
PART X: Do you agree/disagree with the following statements?
' ; - : 1 4
12. Manager’s lack of conflict management skalls 1s _the biggest § o ogly |- 2 3 Stecngly
cause of conflict between them and their subordinates? di Disagree | Agree
sagree Agree
1 5 3 4
e 5 "
13. Conflict 1s normal: Strongly Phsssres| fogiee Strongly
dmagz}e Agree
~ . 1 4
2
14. (g)nﬂlct Shf)l].lfl_;.‘l be seen as an opportunity to leam more Steongly | 1, 3 Stiongly
about yousself: Mayoree isagree | Agree Agree
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PART XI: Rate yourself

V%— f
15. How would you rate your ability to dominate 1 2 3 4

your colleagues? Poor Fair || Average | Good | Very good

% ‘

Code: KAP (CM) [1]
SAPS - “Conflict Management” - Pre-Session Questionnaire
5

16. How would you rate your ability to avoid ) 2z 3 4
conflict? Pogr Fair || Average §  Good || Very good

17. How would you rate your ability to handle 7 2 3 4 5
conflict onee it has ansen? Poor Fair | Average | Good || Very good

PART XII: General

18. Have you previously attended a work- 1 2 3 g
session  that dealt wath conflict | Yes, in the past fYes, in the pastfYes, more than Never
management six months twelve months a year ago

THANK YOU FOR COMPLETING THE "CONFLICT MANAGEMENT" QUESTIONNAIRE.
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Code: KAP (CM) [2]
SAPS - “Conflict Management” - Post-Session Questionnaire

POST-SESSION QUESTIONNAIRE:
THE "CONFLICT MANAGEMENT" PROGRAMME

IFE SKILLS PROGRAMME 4

THIS QUESTIONNAIRE MUST BE COMPLETED AFTER THE "CONFLICT MANAGEMENT" COURSE.
R —

1. INTRODUCTION

You have just completed the “Contlict Management” Programme. This Programme forms part
of a large and expensive mutiative; therefore we must know how effective it is in meeting your needs
and interests.  For this we need vour input. Please complete the following questionnaire honestly
and in full, and please don’t guess. We need vour personal views ~ it will help us to serve you
better.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Conflict Management” Questionnaire covers various issues related to interpersonal
conflict.

21  This questionnaire must be completed directly after the course.

22 Madk all answers on this questionnaire by making a cross [x] in the approprate blocks.
23  Mark only one answer per question and answer all questions.

24 Pleasc make your cross inside the block.

25  Complete the questionnaite quickly and on your own. G your bonest opinions.

This questtonnaire contains several personal quesvons. Don’t write your name anywhere on the
guestionnaire. However, for research purposes we need you to generate a secret identification (ID)
code. This code will be used to mateh this questionnaire to others that you will of have completed. Tt
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 ] to Section V1II is designed to link vou with a specific course, a province, etc. In addition,
these answers will be used to generate vour secret identification (ID) code that onlv you will
know.

PART I: Course Particulars

» 1In the first cow, write the initials and surname of the person/persons that presented the
Programme.

» In die second row, write the date/ dates on which the Programme was presented.

¥ In the third row, write the renne where the Programme was presented.

For office use

-

Presenter/s

Dare(s)

Venue
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Code: KAP (CM) [2]
SAPS - “Conflict Management™ - Post-Session Questionnaire

PART II: Province & Secret code [a]

In the next row, indicate the Province in which the training course was presented. Each Province s
allocated a number - ranging from 0 to 9. Make a cross X in the block of the appropnate Province.

[ o 1 2 3 4 [ 5
Gautengl Westemn | Eastemn | Northem § Kwazulu § Free | North §  Limpopo Head
Cape Cape Cape Natal || State [Northem Office
Province]
PART III: Part of secret code [b]
In the nexr two blocks, indicate the last two numbers of vour Persal
number, that is the number before and the number gffer the dash ("'-").
For example, 1if your number is 3193264, write 6 and 4.
PART IV: Part of secret code |c]
In the last two rows, ndicate 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 [d]
Next, indicate your gender. 1. Male J2. Female

PART VI: Race

Information regarding your race 1s required for
statistical purposes only. Please mark the
appropnate block

1. Asian §2. Black §3. Coloured 4. White

PART VII: Rank/Position

Please wrnte your rank on the block that 1s provided. In the case of Civil Act personnel, please
write your position.

For office use

Rank/Position

L

Next:

Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.
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Code: KAP (CM) [2]
SAPS - “Conflict Management” - Post-Session Questionnaire

Part VIII: Are the following statements true or false?
gﬁ __-T-:
1. Conflict often anses when there is a difference i the behaviour 1 d 3
of two people True False |1 am not certain

2. A person’s personality plays a role in the way he or she will deal
with conflict

3
3. Conflict should be seen as an opportunity to grow True False |1 am not certain

4. Conflict often anses when there is a difference in the interests of 1 2 3
two people True False | Iam not certain

5. Conflict often anse when there 15 a difference in the opinions of 1 2 3
two people True False §1 am not certain

Part IX: In future, how often do you intend to...?

I am not certain

6. In future, how often do you intend to get angry in a &
conflict situation Always
7. In future, how often do you intend to ignore colleagues 4
that disagree with you Always
8. In future, how often do you intend to be afraid that p
someones’ feelings will get hurt if a conflict situation Als
5 Always
continues
9. Infuture when you become involved in a conflict .
situation, how often will you intend to disagree with the Always
other person’s perception
10. In future when you become involved in a conflict 4
situation, how often will you try to win the argument Always
1. In future when conflict arnses in your work situation, 4
how often will you try to resolve it quickly Never Seldom Offen Abways
Part X: Do you agree/disagree with the following statements?
, . . 1 2 3 4
12. I.Vianaggrs lack of conflict management skills Steosigly disageee | Disagroe Agree | Strongly Agree
15 the biggest cause of conflict between them
and their subordinates
N T 1 E 3 4
13. Conflict s normal Strongly disagree § Disagree Agree Strongly Agree
. . 1 2 3 4
14. Conflict should be seen as an opportunity to Strongly disagree | Disagree Agree | Strongly Agree
[eam morc about yourself
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Code: KAP (CM) [2]

SAPS - “Conflict Management” - Post-Session Questionnaire

f1)

Part XI: Your typical behaviour in the past and in the future

15. How would vou rate your ability to dominate

vour colleaguesr

15. How would vou intend in future to rate your
ability to dominate vour colleagues?

THE PAST THE FUTURE
1 2 3 4 5 1 2 3 +4 5
Poor Fair Average Good JVery good Poor Fair Average Good fi Very good

16. How would vou rate your ability to avord

16. How would you intend in future to rate your
ability to avord conflict?
THE FUTURE

conflict?
THFE PAST
1 2 3 4 5
Poor Fair Average Good  Very good

1 2 3 4 5
Poor Fair Average Good J Very good

17. How would you rate your ability to handle

contlict once 1t has ansenr

THE PAST

17. How would vou intend in future to handle
contflict once it has ansenr

THE FUTURE

1 2 3 4 5
Poor Fair Average Good  fVery good

Part XII: Choose the most appropriate answer

18. In future when you become
involved 10 a conflict situation,
which of the following type of
sentences will you most bikely
user

19. In futme when vou become
mvolved in a conflict sttuation,
which of the tollowing tipe of
itrategy will you most probably
user

20. With which one of the followingl
animals will vou best associate
n future?

+ 3
Good || Very good
1 2 3 4 5
“After “It makes no f§ “T don’t want § I will do as "Can't we
everything I § difference to ¥ 1o quacrel, but | vou say. But fwork together
did for you...” me” you won't have | just vou wait, to find a
your way” | vour tum will ] seclusion”
come”.
t 2 3 4 )
Twill trv to || I wall force the [ wall I will 1 will look forl
avoid further flother peron tof accommodate § comprmise a mutual
conflict accept my the other resolution of
point of view [ person’s need the conflict
and not express|
my own
1 2 3 4 5
A teddy bear A shadk An owl A fox A tortoise
(turtle)
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Code: KAP (CM) [2]
SAPS - “Conflict Management” - Post-Session Questionnaire

Part XIII: Evaluation of this course

2L

26.

What was the overall value of the
workshop/course?

. What value did the following component

have for you: "The reasons for conflice”

. What value did the following component

have for you: Feelings surronnding conffct”

. What value did the following component

have for you: ”Your bebavionr as a resule of

m?ﬁ(l”

. What value did the following component

have for you: Five main strategies for
managing conflict”

What value did the following component
have for you: “Guddelines for managing
conflict”

1. 2 3. 4.
Ithadno or §| Ithadbeclow It had above It had a lot of
little value average value average value value
1. 2. 3. 4.
Ithadno or | Ithad below It had above Ithad alotof
little value average value average value value
1. 2 3, 4,
Ithadno or | Ithad below It had above It had a lot of
little value average value average value value
1. s 3. 4.
Ithad noor § It had below It had above It had a lot of
little value average value average value value
1. 2. 3. 4.
Ithad no or || It had below It had above It had a lot of
little value average value average value value
1. 2. 3. 4,
It had no or [t had below It had abave It had a lot of
litle walue average value average value value

THANK YOU FOR COMPLETING THIS "CONFLICT MANAGEMENT" QUESTIONNAIRE.
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ASSERTIVENESS QUESTIONNAIRES
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Code: KAP (AP) [1]
SAPS - “Assertiveness” - Pre-Session Questionnaire

PRE-SESSION QUESTIONNAIRE:
THE "ASSERTIVENESS' PROGRAMME

(LIFE SKILLS PROGRARME 3)

THIS QUESTIONNAIRE MUST BE COMPLETED BE FORE THE "ASSERTIVENESS” COURSE.

1. INTRODUCTION
You are about to complete the “Assertiveness” Programme. This Programme forms part of a
large and expensive initiative; therefore we must know how effective it is in meeting vour needs and

interests.  For this we need vour input. Please complete the following, questionnaire honestly and
in full, and please don’t guess. We need your personal views — it will help us to secrve vou better.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Assertiveness” Questionnaire covers various issues related to assertive behaviour.

21  This questionnaire must be completed directly before the course is presented.

2.2 Madk all answers on this questionnaire by making a cross [x] in the appropaate blocks.
23  Mark only one answer per question and answer all questions.

24 Please make your cross inside the block.

25  Complete the questionnaire quickly and on your own. Gire yosur honest opinions.

This questionnaire contains several personal questions.  Don’t write your name awywhere on (the
questionnaire. However, for research purposes we need you to generate a secret identification (ID)
code. This code will be used to matth this guestionnatre to others that you will of have complered. 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 VIII is designed to link vou with a specific course, a provinee, etc. In addition,
these answers will be used to generate your secret identification (ID) code that only you will
know.

PART I: Course Particulars

» TIn the first row, write the wtiuly and surname of the person/persons that presented the
Programme.

» Indie second row, write the date/ dates on which the Programme was presented.

> In the third row, write the renue where the Programme was presented.

For office use

Presenter/s

Date(s)

Venue
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Code: KAP (AP) (1]
SAPS - “Assertiveness” - Pre-Session Questionnaire

PART II: Province & 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 appropnate Province.

[ —

Kwazulu | Free
Natal State

Mpumalanga| Head
Office

PART III: Part of secret code [b]

In the next two blocks, indicate the last two numbers of vour Persal
number, that 1s the number #gfry and the number gffer the dash ().
For example, if your number 15 3193264, wrte 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 bom tn 1968, wrte 6 and 8.

PART V: Gender and secret code [d]

Next, indicate your gender. 1. Male 2. Female

PART VI: Race

Information regarding your race is required for
statistical purposes only. Please mark the [1. Asian }2. Black [3. Coloured [4. White
appropmnate block

PART VII: Rank/Position

Please wrte your rank on the block that is provided. In the case of Civil Act petsonnel, please
WIite your position.

For office use

Rank/Position

Next:

Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.
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SAPS - “Assertiveness” - Pre-Session Questionnaire

Part VIII: Are the following statements true or false?

[Note: An assertive person can be viewed as one that expresses his/her feelings and wishes honesty]

. bl ; . 1 ;
1. Anassertive person will force his/her wilfon others 2 :
Trre I am not certain
2. An assertive pewson will mention lus /her gpimion no mattec 1 2 3
the inplicanons True False T wot contain
3. An assertrve person is someone that thinks that only hus /her ! 2 3
opinions are well-grounded T/m'—‘ False 1 am not certain
4. Anassertive person thinks that his/hec mghts are more 1 2 ;
unpodant than those of others True False 1 st iwof certin
5. An assertive person is someone that would express his/her / 2 3
wishes openly Trree False I ant not certain
——
B |
6. People tend to fike an assertive person f ? ’
True LBalse T aarr not certuin
7. An assertive person is someone who tends to make ! 2 7
decisions for others Trre False I ans not certain
8. Assertive people tend to be tactless ! & ¥
) True False I amr wat cortaiin
9. An assertive pewson is someone that would express his/her 1 2 3
needs directly True False I ani not certain
Part IX: How often do you...?
10. Fow often do vou tend to rely on vour own 1 2 3 4
opinion Never Seldorm Ofen Albweys
11. How often do you feel that people dislike the ! 2 3 4
way in which you express vour opinfon Nerer Seldon Offen Abpays
—
12. How often do vou find that vour convictions 4
are the same than that of other people Abways
13. How often do you defend yvour gprmion when 4 q
people caticize it Abrays
14. How often do you convince other people to 4
accept your point of view Always
15. How often do you have confidence in your ! 2 7 4
own gpinion Nerer Seldons Often Abrays
16. How often do vou put the nreeds of others 7 2 3 4
above vour own Newer Seddorn Offen Abvays
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Code: KAP (AP) {1]
SAPS - “Assertiveness” - Pre-Session Questionnaire

17. How often do vou have confidence in vour ! 2 3 4
colleagues opinion Nerer Seldor Abrays
18. How often do vou respond in a tactful maaner 4
when someone demands something of vou Abvays
19. How often are vou openly catical of others' %
wdeas if vou disagree with them Albways
=1
20. How often do vou let others know what yous 4
opimion are about them Al bways
Part X: Do you agree/disagree with the following statements?
21. 1 believe to let others know what [ am ! 2 3 4
teelingr Stronply disagree Disagree Agree Strongly Agree
|
22, Senor pessonnel's lack of assertiveness 1 2 3 4
leads to problems in the work situation? Strongly disagree )| Disagree Agree Strongly Agree
23. 1 espress what [ feelwhen I feelit, / - 3 J
;ﬁiﬁiﬂcw of what other people might Sein st b D Agree Strongly Agre
- —~—
24. When someone asks foc my opinron, 1 will / 3 3 y
provide my honest views on the subject, vronalh disar Disaorue 4 Shonedr Aoree
even \Eit lTlint be huctful t0 someone Strongly disagree i grve | gree onoly Ao
Part XI: Choose the most appropriate answer
T T 1. 2 3, 4
' bl ‘U“' “’% MOy O',‘u_ = ““ The right to be W The right to wiakd| The right to say "I}~ Riglt to prake
not one of the rights of each ndividual iHlagical miistakes don't understand” || decision for ethers
PR . 1. 2 3 4
26. Whic 1 ot t!_)t‘ ke )UO\\:‘lng I H_Ot f_\plcal To keepr quiiet abanfl To alloning otherdl  To try fo reach Al the  prerians
behaviour tor a pasiire pervonz bis/ ber onn to ke decision | goads directly are typicat
thonghts and Jfar them beharéonr
feelings
PO o . 7 £ 3, 73
7. Whic : of the follow u1g'1s HOf f\ pical To wake dectsions To comrey To try to reach To be rigid
behaviour for an qagressive personr Sfor others thonghts tactlesshl| ~ woals in a self
reshecting rianner

Part XII: General

: 3 f
28. H"“te s prem)usl.\' -.memkd awork- Yes, in r,’n' past || Yes in f/rv past | Yes, more than a Never
session that dealt with assersiresess his ;

sixc pronths tefre mont _year dge

THANK YOU FOR COMPLETING THIS "ASSERTIVENESS" QUESTIONNAIRE.
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POST-SESSION QUESTIONNAIRE:
THE "ASSERTIVENESS" PROGRAMME

(LIFE SKILLS PROGRAMME 3)

THIS QUESTIONNAIRE MUST BE COMPLETED AFTER THE "ASSERTIVENESS" COURSE.

e ——

1. INTRODUCTION

You have just completed the “Assertiveness” Progeamme. Tlus Programme fomms part of a lacge
and espensive mututive, therefore we must know how effective 1t s 1 meeting vour needs and
1aterests. For thus we need vour mput. Please complete the following questionnare honestly and
in full, and please don’t guess. We need your personal views — 1t will help us to serve vou better.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Asseriiveness” Questionnaire covers vanous 1ssues related to assertive behmiour.
2.1 This questionnure must be completed directly after the course has been presented.

22 Mak all answers on this questionnaire by making a cross [x] i the appropriate blocks.
23 Marck onlv one answer per question and answer all questions.

24 Please make vour cross inside the block.

25  Cornplete the questionniire quickly and on your own. Gire your honest opinions.

This questionnaire contains several personal questions. Don’t write your name anywhers 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 guestionnaire to others that you will of have completed. It
will not identify you as a person.

When vou have completed the questionnaite, 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 1 to Section VIIL is designed to link vou wath a specitic course, a provinee, etc. In addition,
these answers wil be used to generate vour secret identificatdon (ID) code that only your will
know.

PART I: Course Particulars

% In the fitst row, write the daifials and surname of the person/persons that presented the
Programme.

» In die second row, write the duse/ dates on which the Programme was presented.

> In the third row, write the renne where the Programme was presented.

For office use

Presenter/s

Date(s)

Venue
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PART II: Province & Secret code [a]

In the next row, indicate the Province in which the trainung course was presented. Each Province 1s
allocated a number - ranging from 0 to 9. Make a cross X in the block of the appropnate Province.

4] 1 2 3 4 5 6 7 8 9
Gauteng| Western | Eastem [| Northem | Kwazulu § Free | North | Limpopo | Mpumalangaf Head
Cape Cape Cape Natal | State | West | [Northem Office
Province]

PART III: Part of secret code [b]

In the next two blocks, indicate the last two mumbers of your Persal
rumiber, that is the number bgfore and the number gffer the dash ().
For example, if your number 1s 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 1n 1968, write 6 and 8.

PART V: Gender and secret code [d]

Next, indicate your gendet. 1. Male }2. Female
PART VI: Race

Information regarding your race 15 requued for statistical 1. 2. 3. 4,
purposes only. Please mark the appropnate block Asian [ Black | Coloured | White
PART VII: Rank/Position

Please wrte your rank on the block that is provided. In the case of Civil Act personnel, please
Write your position.

For office use

Rank/Position

Next:

Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.
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PART VIII: Are the following statements true or false?

[Note: An assertive person can be viewed as one that expresses histher feelings and wishes honesty]

_ (e . I 2 5
1. Anassertive person will force his/her wilion others =) .
Frae False I am ot cortain
2. An assertive person will menton lus /her opintonno 7 7 7
matter the umplications Trwe False I ar wot certatn
3. An assertive person 1s someone that thinks that only ! 2 3
his/her opinions are well-grounded True False L am not certain
4. Anassertive pecson thunks that lus/her rights are more ! 2 3
important than those of others True False 1 ot certein
5. An assertive person is someone that would express his/her ! 2 3
wishes openly Trve False I amr wot wriain
6. Teople tend to fike an assertive person ! ~ 2
- True False L ant wot certari
7. An assertive person is someone who tends to make ! 2 3
decisions for others Trire False T anr not cortain
8. Assertive people tend to be tactless ! 2 ¥
) True False I am not certain
9. Anassertive person 18 someone that would express his/her 7 2 3
needs directly Tree False I am wot certain
PART IX: HOW OFTEN DO YOU INTEND TO...?
10. How often do you intend to rely on your i 2 3 4
own opinion Nerer Seldon Oftens Abvays
11. How often do you intend to feel that people 4 2 3 4
slike the way i wlich v Spress v
dh[%ke_ the wav in wluch you express vour Never Soldom Ofien Al
opinion
12. How often do vou intend vour convictions 1 2 3 4
to be the same than that of other people Nerer Seldom Often Abrays
13. How often do vou wtend to defend vour 1 2 3 4
opinfon when people concice it Never Seldom Offen Abways
14. How often do vou intend to convince other 7 2 ; 4
people to accept your point of view Nerer Seldor: Often h Adbrays
15. Flow  often do vou intend to have 7 2 3 4
confdence n vour own opinion Newer Seddom Offen Always
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16. How often do vou intend to put the needs / 7 3 4
of others above your own Nerer Seldon Offen Albways

17. How  often do vou iarend to have 1 2 3 4
confidence w vour colleagues opinfon Neser Seddorn Qffen Always

18. How often do you ntend to respond in a / i 3 p
mcrmll‘ manner when someone demands R Sithns Ofen A
something of you i ?

19. How offen are vou mtend to be openly . 2 3 p
cotical of others' ideas 1f vou disagree with Neer Seldom Ofien gy
them

20. How often do you mtend to let others know 1 2 5 4
what vour gpimfon are about them Nerer E Seldons Often Adbrays

PART X: DO YOU AGREE/DISAGREE WITH THE FOLLOWING STATEMENTS?

21. 1 believe to let others know what 1

am feelingy

22, Senior  pemomnels  lack  of
asseriveness leads to problems m
the work situanonr

I express what I feel when I feelit,
regardless of other peopler

When  someone  asks for mv
opigion, 1 should provide my
honest views on the subject, even if
it mught be hurttul to semeone

PART X1: CHOOSE THE MOST APPROPRIATE ANSWER

25. Which of the following is, n your
view, aot one of the #ghty of each
individualr

26. Which of the following & not
tvpical behaviour tor a pesire pervonr

27. Which of the following i not
typical behaviour for an qugrsire
persont

7 Z 3 +4
Strongly disagree Disagree Aaree Stronaly Agree
7 2 3 +
Strongly disagree Disagree Agree S trongly Agree
7 2 3 4
Strongly disagree Disagree | Agree Strongly Agree
{ 2 3 4
Strongly dixegree Disagre Agree Strongly Agree
L. & 3. 4.
The right to he The rght to The rrght to Right to satee
iflogical niake mistakes say "I don't decision for
miderstand” athers

7 I = 3. 4
To kecp quiet To allowing To tyy fo readl Al the
abozt hisf ber others fo mrake goals directly previous are
on thoushis and decision for hpical
feelings them beharionr
. 2 3. 4.
To niake To comey To try to reach To be rigd
dectiions for thoughts goafs in a self
athers tctlessty respecting
anner
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PART XIHI:

28

31

32.

33.

EVALUATION OF

. Whart was the overall value of the
workshop / course?

What value did the following
component have for you:
"The reasons for asseriivmness?"’

What value did the following
component have for you:
"Feelings surrounding assertiveness?"

What value did the following
component have for you:

" Your bebaviowr as a reswlt of
assertipengsse’

What value did the following
component have for you:
"Five matn strategies for dassertivenss?”’

What value did the following
component have for you:
PG uddelines for assertiveness?”’

THIS COURSE
7 2 " 3 4
It had no or It hed belon It had abore It had a ot of
little verine arerage rakw arerage ralie verlye
L 2 S 4.
It had no or It had below It had abave It bad a fot of
fttle value avergge valie average vakie vaiue
. 2 3 4.
It had 1o or 1t had belowr It had abore It Dad a lot of

Lttle rafue arerzge rafe

arerdge vede

ralie

> B Jr—
1. 2z I 4.
1t had 1o or It had below It had above It had a bt of
Little vatue anerage valne averape value value
7. 2. 3. £
It had no or It had beton L It had abore It had a ot of
Gittle velue arerqee vale arerage rafie rafie
1. 2 3 4,
1t had no or 1t bhad belorw It had abowe 1t hrad a bot of
Atle vakue averqge valkie average vahe valie

THANK YOU FOR COMPLETING THIS "ASSERTIVENESS" QUESTIONNAIRE,
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Code: KAP (AM) [1]
SAPS - “Anger Management” - Pre-Session Questionnaire

PRE-SESSION QUESTIONNAIRE:
THE "ANGER MANAGEMENT" PROGRAMME

(LIFE SIKILLS PROGRAMME 4)

THIS QUESTIONNAIRE MUST BE COMPLETED BEFORE THE " ANGER MLANAGEMENT' COURSE.

1. INTRODUCTION

You are about to complete the “dnger Management” Programme. This Programime forms part
of a large and expensive initiative; therefore we must know how effective it is in meeting vour needs
and mterests. For thus we need vour mput.  Please complete the following questionnaire honestly
and in full, and please don’t guess. We need vour personal views — it will help us ro serve vou
betrer.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Auger Management” Questonnaire covers various issues related to anger
management.
21  This questionnaire must be completed directly before the course ts presented.

2.2 Mark all answers on this questionnaire by making a cross [x] in the appropriate blocks.
23  Mark only one answer per question and answer all questions.

24 Please make your cross mnside the block.

25  Complete the questionnaire quickly and on your own. Give your honest opinions.

This questionnaire contains several personal questions. Don’t write your name anywhere on the
questzonnaire. However, for research purposes we need you to generate a secret identification (ID)
code. This code will be used to matah this guestionnaire to ofbers 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 [ to Section VTII is designed to Link vou with a specific course, a province, ete. In addition,
these answers will be used to generate vour secret identification (ID) code that onlv you will
know.

PART I: Course Particulars

In the first row, write the initiuls and sumame of the person/persons that will present the Programme.
» In die second row, write the dure/ dates on which the Programme will be presented.
> In the third row, wrike the rense where the Programme will be presented.

For office use

Presenrer/s

Date(s)

Venue
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PART II: Province & 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 appropnate Province.

0 1 2 3 4 5 6 7 ' 8 9
Gautengll Westem | Eastern § Northem || Kwazulu || Free | North | Limpope || Mpumalangz | Head
Cape Cape Cape Natal [ State | West | [Northem | Office
Province] f

PART III: Part of secret code [b]

In the next two blocks, indicate the last two numbers ot vour Persal
mumber, that is the number begfore and the number gffer the dash ("-").
For example, 1f your number 15 3193264, 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 [d]

Next, mndicate your gender. 1. Male | 2. Female

PART VI: Race

Information regarding your race s required for
statistical purposes only. Please mark the 1. Asian | 2. Black | 3. Coloured | 4. Whete
appropriate block

PART VII: Rank/Position

Please wnte your tank on the block that 15 provided. In the case of Civil Act personnel, please
write your positon.

For office use

Rank/Position

Next:

Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.

SECTION 4: ADDENDA 217



Code: KAP (AM) [1] @

SAPS - “Anger Management” - Pre-Session Questionnaire é

PART VIII: Do you agree/disagree with the following statements?

3 4
Agree Strongly Agree

3 -4
Agree Strongh Aaree

7 2

1. Anger can be constructive Strongly disagree | Disagree

2, The talure to manage angec constructively will have 1 2

A negative impact Of & PELSON Strongly disagree § - Disugree

7 i

Strongly disagree |  Disagree

3. TItis best to hide vour aneer : 1 2
. 2 Agree || Strongly Agree

3 4
Agree S trongly Agree

3 +

Agree Stromely Algree

4. Aperson's upbonging will effect the way in which 7 2
he/she will deal with anger Stromgty disagree | Disagree

] 2

5. Getting angry 1s a natural response 5 3 ;
R g Strongly disagree || Disagree

1 2 3 +
Strongly disagree | Disagree Agree | Srrongh Agree

6. Anger can be destructive

PART IX: How often do you...?

4
Abways

! Z

Nerer

2

7. How often do vou get angry when vou can't get what :
Often

vou want

8. How often will you try to confront colleagues that 4
disagree with you Often Abvays
9. How often do you get angry when someone has acted 3 4
unjustly towards you Nerer Seldont Often L Abrays
K. Flow often do you get angry when someone interferes ﬁ» ! 2 3 4
with voue plans Never Seidons Often Abways
1. How often do vou get angry when someone rejects you : 2 i %
: e / i = Never Seidory Often Abways
12. How often do you try to avoid colleagues that make 1 2 3 %
you angry Never Seldom Often Albways
13. How often do you experence anger towards you ! 2 J 4 1
colles \wues Nerer Seldonr Often Adrays
14. How often do vou try to confront colleagues that make f 2
rou agn Neer Seldom
. 7 Z2
15. How often do vou loose vour temper at work Ainir T Ofien Pilis
T R 2
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PART X: Rate yourself
16. How would vou rate vour knowledge of the ;u1gerl ! 2 i 4 2
management procegg} Poor Fair Arerage Good 1 ery good
17. How would vou rate vour abiity to recognise the ! z 3 4 e
tipe of events that tnggers your anger? Poor Fair Awerage Good [ ery good
18. How would vou rate vour ability to recognise the ! 2 ; 4 _
type of behaviour that makes you angry? Paor Fair Arerage Good Q| Very good
19. How would vou rate vour ability to communicate 7 2 3 4 3
vour anger constructively to othersy Poor Far Average Good || T ery good
20. How would vou rare vour ability to control yvour 1 Z 3 4 5
temperr Poar Fuir h Arerage Cond I ery good
=l

PART XI: Choose the most appropriate answer

21. Which of the following ! 2 7 4 5 6
things should a person T Georous exercised Hitting a piflow | Resign yourself || Change the pla: and havdd Yorr condd do
do to deal with his/her e.g jogging W asainst the wall | to the sitwation § way you riew ||« quiet bath all fire
own angery in private the sitration W nith candles

PART XII: Are the following statements true or false?

22. Anger provides energy and increases the vigour with which we ! 2 3
actr Traee False I am not certain
23. Angeris a defence against vulnerability? ! 2 o
True False [ amy ot certain
; . . ! 2 3
24. Anger management is something that cannot be leamedr o it Tty

PART XIII: Do you agree/disagree with the following statements?

25. T am usually afraid that, if 1 loose my temper, T will i ! 2 3 4
hurt someone. Strongly disagree | - Disagree Aeoree Strongly Agree
1 2 4

26. Angeris a signal that something is frustrating me

Stromgly disagree || Disagree Strongly Agree

27. When someone accusses me of something, I do ! 2 4
get angrye h.f trongly disagree | Disagree Strongly Agree
PART XIII: General
28. Have you previously artended a work- ! 2 3 | 4
session that dealt with Anger Yes. in the past sixe | Yes, dn the past || Yes. wore than a i Nerer
Management? months tnelve months _year ago {
= |

THANK YOU FOR COMPLETING THIS "ANGER MANAGEMENT" QUESTIONNAIRE.
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POST-SESSION QUESTIONNAIRE:
THE "ANGER MANAGEMENT'" PROGRAMME

{L1FE SKILLE PROGRAMME 4)

THIS QUESTIONNAIRE MUST BE COMPLETED AFTER THE ".ANGER MANAGEMENT" COURSE.

1. INTRODUCTION

You have just completed the “Aager Management” Programme. This Programme forms part of
a lagge and espensive initiative; therefore we must know how etfective it 18 in meeting vour needs
and mterests. For this we need vour input. Please complete the followmng questionnaire honestly
and in full, and please don’t guess. We need vour personal views — it will help us to serve vou
better.

2. INSTRUCTIONS FOR THE COMPLETION OF THIS QUESTIONNAIRE

The following “Anger Management” Questonnaire covers vadous issues related to anger
management.

2.1  This questionnaire must be completed digectly after the course presentation.

22 Madk all answers on this questionnaire by making a cross [x] in the appropriate blocks.

23 Mark only one answer per question and answer all questions.

24  Please make your cross mside the block.

25 Complete the questionnaire quickly and on your own. Gie your bonest pinions.

This questionnaire contains several personal questions. Don't write your name anywhere on the
grestionnaire. 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 [ to Section VIIT 1s designed to link vou wath a specific course, a provinee, ete. In addition,
these answers will be used to genecate vour secret identification (ID) code that only you will
know.

PART I: Course Particulars

» In the fist row, write the /wfials and surname of the person/persons that presented the
Programme.

» Indie second row, write the dufe/ dafes on which the Programme was presented.

# Inthe thurd row, write the renue where the Programme was presented.

For office use

Presenter/s

Date(s)

Venue

B
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PART II: Province & Secret code [a]

In the next row, indicate the Province in which the training course was presented. Each Province 1s
allocated a number - ranging from 0 to 9. Make a cross X in the block of the approprate Province.

0 1 2 3 4 5 6
Gautengll Westemn | Eastern | Northem || Kwazulu | Free | North
Cape Cape Cape Natal | State | West

PART III: Part of secret code [b]

In the next two blocks, indicate the last two numbers of vour Persal
numiber, that 1s the number bgore and the number affer the dash ("-").
For example, if your number ts 3193264, write 6 and 4.

PART IV: Part of secret code [c]

In the last two rows, indicate the last two numbess of the year of your
birth. For example, if you were born in 1968, write 6 and 8.

PART V: Gender and secret code [d]

Next, indicate your gender. 1. Mate §2. Female

PART VI: Race

Information regarding your race 15 required for
statistical purposes only. Please mark the
approprate block

1. Asign 82 Black | 3. Coloured V4. White

PART VII: Rank/Position

Please write your rank on the block that is provided. In the case of Civil Act personnel, please
write your position.

r For office use
Rank/Position L

Next:

Write your choice of answers to the following questions/statements by
making a cross [x] in the appropriate blocks. Give only one (1) answer per
question. Please don't guess.
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&

PART VIII: Do you agree/disagree with the following statements?

e

: / 2 3 +
L. Anger can be constructive Strongly disagree Disagree Agree Strongly Agree
2, The falure to manage anger constructively ! 2 3 4
will have a negative impact on a pesson Strongly disagree Disagree Agree Strongly Agree
3. Irisbest to hide y Z ] 4
o RS OSER nCeoRr s Strongly disagree Disagree Aaree Strongly Agree
4. Apemson's upbangig wil effect the way in ! 2 3 4
which he/she will deal with anger Strongdy disagree Disagree Agree Strongly Agree
!7
i P / 2 3 4
¢ ORI RGP E HARARTSSpOnS Strongly disagree Disagree Agree Strougly Agree
. 1 “ 2 I
6. Anger can be destructive Strongly disagree Disagree Agree Strongly Agree
Part IX: How often do you intend to....?
7. How often do vou intend to get angry when vou can't ! 2 3 T 4
get what yvou want Never Seidom Often Abrays
8. How often do vou ntend to confront colleagues that i 2z 3 4
disagree wath vou Newer Seldor Often Alpays
9. How often do you intend to get angry when someone 7 2 3 4
has acted unjustly towards vou Never Seldor Offen Abrays
10. How often do you mtend to get angry when someone 1 2 3 4
terferes with vour plans Never Seldumn Ofter Abways
11. How often do vou intend to get angry when someone ! 2 ; 4
rejects vou L Nerer Seddorr Often Abrays
12. How often do you intend to avoid colleagues that 7 2 3 4 <ﬁ
make you angry Never Seldony Offen Albvays
I
13. How often do you mtend to expenence anger owards ! 2 3 4
vour colleagues Nerer Seldor Offen Abrays
m—
14. How often do vou ntend to tov to confront colleagues 1 2 3 4
that make vou angey Nezer Seldom Often Abways
K
15. How often do you intend o loose y g . : «
. Flow orten do you mtend to 10ose your femper at worl s Soldom Offen Alrays
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Code: KAP (AM) [2]
SAPS - “Anger Management” - Post-Session Questionnaire

& 2

Part X: Rate yourself

16. How would vou rate vour current knowledge §

of the anger management process?

17. How would you rate vour future ability to

recognise the tipe of events that triggers vour |

angerr
18. How would you rate vour future ability to
recognise the tipe of behaviour that makes
vOou angrye

19. How would you rate your future ability to

COMMuUNICAte your anger constructively to
others?

r—
4 5

Goad I ery good
4 5

I ery good

I "ery good

5
I ery goad

20. How would vou rate vour future ability to ! 2 j 4 5
controle your tempery Posr Fair Arerage Good I 2y good
Part XI: Choose the most appropriate answer
. . 7 2 3 4 £ 3
21, %Ch of the following Vigerows || Hitiing a pillowl| Resign yourself | Change the ||Releoc and havell You coutd do
things Sh'?Uld apeson do exerdse W against the wall| to the sitwation || way you view || a qudet bath all five
to deal with his/her own [e.g._fogaing] in private the situation | with candks
anger?
- |
Part XII: Are the following statements true or false?
22. Anger provides energy and increases the vigour with which we ! 2 3
acte Trae False I amr not corteain
23, Anger s a defence against vulnerability? | ! 2 ’
- Ange & True False I ant not cortain
_ : 3 ! 2 ;
24. Anger management is something that cannot be leamedr T e, T

Part XIII: Do you agree/disagree with the following statements?

25. Tam usually afraid that, if I loose my temper,
T will hurt someone.

26. Angeris a signal that something is frustrating
me

27. When someone accusses me of something, T
do get angrye

/
Strongly disagree

/
Strongly disagree

2

Dhisagree

2
Dasagree

3
Agree

4

Strongly Aorve

4

Strongly Aaree

!

Strongly disagree

2

Disasree

¥
Strongly Agree
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Code: KAP (AM) [2]
SAPS - “Anger Management” - Post-Session Questionnaire

Part XIII: Evaluation of this course

2
It had below
areraae vehe

/.
It bad no or
Kittle radwe

7. 4.
It had abare Y It had a fot
arerqge ralwe || - of relue

28. What was the overall value of the workshop/course?

. . ; i 2 & 4.
e \,\'h:«lf B C;):ﬂponent NS g It bad na or | It had below | It had abore | It bad a fot
The reasons for anger management: Gttle ralue | arerage vale | average reidne of ralue
30. What value did the followi b " = = G
= thl‘ value dia the followng Lomp()’l"lt‘l.]t AAVE YOL YO 1 b o o | It hrad belon It had abere Y It bed a lot
Toelinos s, i o ient? -
Feelpngs surrounding anger managements bttle ralwe || arerage valwe W arerage value of value
31, What value did the following cc T g ! z - ”
- 8 hat v ue 1e following component m,\)e 0L YO N vyt moor N I iad boiow N Tt bad abore VIt bad o bt
Your bebaviour as a resulr of anger management? httle ratwe W arerage value Y average valve § - of vaine
33, Whatvile GBS BIGw Blveh 4 2 4 %
; 4 :M s A.UL ol .w wlcynag u.)mpon;,ilt have for you: It had no or W| It hed beion It bad abore Y It Dad a lot
Five main strategies for anger managenens: Gitle rafwe | arerage valwe || average ralue §  of ralwe
! 2 3 B

33. What value did the following component have foryowl r.0 o W w0 N 1 hed abore i had @ ot

3 » 2 ry 5 '
Gudelines for anger management Litly value | everage valve | arerage rahe Y| of ralve

THANK YOU FOR COMPLETING THIS "ANGER MANAGEMENT" QUESTIONNAIRE.
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Code: PEQ (PCBP) -
Evaluation of the presentation by participants
(Presentation Evaluation Questionnaire)

Presentation Evaluation Questionnaire

All SAPS personnel that participated in one of the Capacity-building Programmes
should complete this questionnaire directly after each progrumnre.

1. INTRODUCTION

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
questionnaite honestly and in full — it will help us to serve you better.

2. GENERAL INSTRUCTIONS

This questionnaire contains vanous questions regarding the presentation and confents of the
programme that vou have just attended.
2.1 Mack all answers on this questionnaice by making a cross [x] in the appeopaate blocks.

22 Mark only ome answer per question and answer afl questions.
23  Please make vour cross imside the block.
24  Complete the questionnaire gquickly and on your own. Gire your honest opinions.

The questionnaire contains several personal questions. Dot write your name ammwbere on the
guestionnazre. However, for research purposes we need you to generate a secret identification
(ID) code. This code will be used to mateh this questionnaire to others that you will or 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 1t to the Presenter who gave it to you.

3. HOWTO START

Section 1 to Section 8 of the questionnaire is designed to link you with a specific programme, a
province, etc. In addition, some of the answers will generate vour secret identfication (ID)
code that only yourwill know.

SECTION 1: COURSE PARTICULARS

* In the first row below, write the initials and sumame of the person or persons that presented
the programme.

* In the second row, write the date/dates on which the programme was presented.

¢ Inthe third row, write the venue (place and town/city) where the programme was presented.

For office use

Presenter/s:

Dares: ||

Venue:
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Code: PEQ (PCBP)
Evaluation of the presentation by participants
(Presentation Evaluation Questionnaire)

SECTION 2: PROVINCE & SECRET CODE [a]

In the section below, mdicate the prorince in which the training course was presented by making a cross B in the
block of the appropriate province.

0 1 2 3 4 5 6 7 8 9
Garnteng W estern Eastern || Nerthern Kuazgddn Free || North Limpopo Mpialanga Head
Cupe Cape Cape Natal State 1 est {Narthers Office
Province)

SECTION 3: PART OF SECRET CODE [b]

In the next two blocks, indicate the fast two numbers of vour Persal number:
that is the number before and the number affer the dash (). For example, if your
number is 319326-4, wote 6 and 4.

SECTION 4: PART OF SECRET CODE [c]

Next, inclicate the last two pumbers of the vear of vour birth. For example, if vou
were bom in 1968, write 6 and 8.

SECTION 5: GENDER AND SECRET CODE [d]

Indicate your gender. L. Make 2. Female

SECTION 6: RACE

[nformation regarding vovr race is required for statistical purposes 1. 2% 3. 4.
only. Please make a cross [ i the appropuate block. Asian Black Coloured Whire

SECTION 7: RANK/POSITION

Wrte your rank on the block below. In the case of Civil Act personnel, please write your position.

For office use

Rank [ Position

u?-u*-'f---!-l?l-*"*‘-*"+' n-’.-‘?‘-?-

Mark only one answer for each of the questions by making a cross B in the
appropriate block.

SECTION 8: COURSE/PROGRAMME BEING EVALUATED

Please make a cross [ in the block of the course/programme whose presentation vou are evaluating,

1 2, 3 4. 5. 6. v
Assertiveness Be Alaney Wise Colteagne Conflict Coping nith Aunger Heaithy Life-
Sensitivity Management Change Management Style
8. 9. 10. 11. 12, 13. 14. 15
HIT/AIDS | HIU/AIDS: Planning Seff Managing Substance Time Problem-
Awareness Peer Educators || Your Goals || Knowdedge Stregs Deperndency || Managenrent Solkving
Progratime Training Effectirely
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Code: PEQ (PCBP)
Evaluation of the presentation by participants
(Presentation Evaluation Questionnaire)

SECTION 9: EVALUATION OF THE PRESENTER

1. The presenter i1s knowledgeable about the
subject that he/she raught.

2. The presenter could link the matenal to the
participants’ level of knowledge.

L%

The presenter was able to explain difficult
and abstract CODCGPTS.

4. The presenter succeeded in keeping me
interested in the subject.

5. The presenter was enthusiastic about the
subject that he/she taught.

SECTION 10: EVALUATION OF THE PRESENTER’S PRESENTATION SKILLS

6. T could cleary hear what the presenter was
saving (e.g. it way loud enoygh and in an accent that I
could nnderstand).

7. The presenter was skilful in the use of the
teaching media (e.o. fransparencies and or wiiting
on newsprintf the blackboard).

8. The presenter encouraged participant
involvement (¢.0. by aiking questions and or
pronrering disciessions).

G. The presenter prepared himself/herself
thoroughly for the presentation.

10. What 1s vour overall rating of the presenter’s
presentation skillsz

2

1 3 4
Strongly disagree Disagree Agree Strongly agree
1 1 2 3 4
Stronghy disagree Diisugree Agree Strongly agree
1 2 3 4
Strongly disqoree Disagree Agree Strugly agree I
1 2 3 4
Stronghy disagrve Disagree Agree Stroungly agree
||
1 2 3 4 I
Strongly disagree Disagree Agree Strongly agree

SECTION 11: EVALUATION OF THE LEARNING PROCESS

11. In the beginning, the presenter gave us a clear
overview of what we could expect dunng the
course /programme.

12. The presenter made sure that pacticipants
understood a subject before continuing on to
the next subject.

13. At the end, the presenter gave a summary of
the matenal that was covered.

I 2 3 4 |
Stroungly disagree Disagree Aaree Strongly agree |
1 2 3 4
Strougly disagree Disagree Agree Strongly agree |

|
1 2 3 4
Stronaly disaaree Disagree Aaree Strongly agree
1 2 3 4
Strongly disagree Dz'.mgme Agree Strongly agree
1 2 3 4 5
Poor Fair Arerage Good I ery good/
L exellent
1 2 3 4
Strongly disaqgree | Disagree Agree Strongly agree
1 2 3 4
Strongly disasree Disagree Agree Strongly agree
i 2 3 4
Strongly disagree Disagree Agree Stronghy agree
—|
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Code: PEQ (PCBP)
Evaluation of the presentation by participants
(Presentation Evaluation Questionnaire)

14.

-
o

16.

17.

The presenter was able to communicate on
my level.

. It was easy to understand the material that

was presented.
The matenal that was covered will be useful.

The course stimulated my interest in the
subject.

SECTION 12: EVALUATION OF THE PRESENTATION CONTEXT

18.

19

20.

21

How would vou rate the venuer

How would you rate the quality of the
learning material that was presented?

How would you rate quality of the teaching
media (e.g. fransparencies and or bandornts)?

How well was the course/programme
organised?

B 2 3 4 |
Strongly disagree Disagree Agree Strongly agree {
]
1 2 3 4 ‘
Stronaly disugree Disagree Aagree Strongly agree
1 2 3 4
| Stronghy disagree Disagres Agree Strongly agree
1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4 5
Iery bad Bad Arerage Good [ ery good
{ 2 3 4 5
I ery bad Bad Average Good T ery good
1 2 3 4 5
Uery bad Bad Arerqge Good I “ery good
1 2 3 4 5
I ery bad Bad Average Good [ ery goad

SECTION 13: EVALUATION OF THE RELEVANCE OF THE COURSE /PROGRAMME

22

23.

26.

27.

The course/programme stimitated my creative

thinki 'ng.

I will be able to appdy the new knowledge and
msights that I have gained in my job.

. I feel that the course /programme will help me

do my job better.

. Twill be able to gpply the new knowledge and

insights that T have gained in my daily life.

I feel that the course /programme will help me
to live my life in a better way.

All SAPS personnel should receive this
cousse/programme.

1 2 4
Strongly disagree Disagree Agree Stronply agree

1 2 3 4 |
Strongly disaarve Disagree Agree Stongly agree

1 2 3 4
Strongly disagree Disagree Aeree Strongly agree

1 2 3 4
Strongly disagree Disagree Agree Strongdy agree

1 2 ) 4
Strongly disagree Disagree Agree Strongly agree

1 2 3 4
Strougly disaqgree Disagres Agree Strongly agree |
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Code: PEQ (PCBP)

Evaluation of the presentation by participants
(Presentation Evalvation Questionnaire)

SECTION 14: GENERAL

28. How will you rate the length
of the course/programmer

29

How will you rate the pace
of the presentationr

2

mrach too stow

litth too slon

st right

dittle too fast

| 3 4
It swas nch toa | It was a little The length It was a kitle It was nisch
long roo long was just right to short tao short
1 2 3 4 A
The pace was The pace was a | The pace was | The pace was a | The pace was

el foo fast

30. How will you rate the 1 “ 3 4
balance between the tume Too nuch time was A good batance Too much time was There was no
spent on the presentation and spent on the spent on gronp gronp
time spent on groip presentation inrolrenient intolvement

SF @
inroliemente

31. Which language was used 1 3 4 5 6
the most in the presentation ; P

P 5 Afrikadis English Sotho Tswana A Others
of the course/programmer :

THANK YOU FOR COMPLETING THIS QUESTIONNAIRE.
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Code: PE (PCBP) \
Presenter’s evaluation of the presentation and programme

Questionnaire:

aluation of Programme Presentation |

Note: All presenters of Capacity-building Programmes must complere the tollowing presentation
evaluation questionnaite 2t the end of each programme. In cases where two presenters are

mvolved with the presentation of one programme, each must complete a separate questionnaire.

1. INTRODUCTION

You have just presented one of the Personnel Capacity-building Programmes. These programmes are a
large and espensive imtative. Therefore we must know vour tiews on their effectiveness, as well as your
perceptions on the quality and effectiveness of vour presentation and the circumstances under which they
were conducted. Only in this way can we wnprove the programmes and the ovemll 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 Evaluaton of Programme Presentation questionnaire contans vanous questions regarding
the presentanon and contents of the programme, as well as the crcumstances under which it was
presented. Answer them on this questonnaire.

2.1 Mark the answers by making a cross [ in the appropriate block. The cross mustn’t touch the
outling of the block.

2.2 NMark only one answer per question and answer all questions.

2.3 Complete the questionnaire on your own and at the same time that the participants complete their
Presentation Evaluation Questionnaices.

2.4 Under no circumstances may you look at the participants’ Presentation Evaluation Questionnaires.
Their, as well as vour own questionnaires, ace confidential,

2.5 In cases where two presenters are wvolved wath the presentanon of one programme, each must
ndividually complete a separate questionnarre. Do not discuss the answers with each other. Iy weed
your personal tiens.

2.6 Attached you will also find the fomm otled “Written Comments e Presentation”™. Please complete it
and staple it to the back of this questionnaire.

When you have completed the questionnaire and form, seal it in an envelope, wate the atle of the
programme and the date/dates of the programme on the envelope and retumn it to Head Office.

3. TOSTART

SECTION 1: Programme Particulars

» In the first row, write your iniials and sumame.

= If there was a second presenter, wnte his or her initials and sumame in the second row.
e In the third row, wate the date/dates on which the programme was presented.

* In the fourth row, wate the venue (place) where the programme was presented.

For office use

Presenter:

4 }}f’! vsenter / 3

Dates:

I entee:
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Code: PE (PCBP)
Presenter’s evaluation of the presentation and programme

SECTION 2: PROVINCE

In the section below, ndicate the province in which the training course wus presensed by making a cross B in
the block of the approprare provinee.

0 1 2 3 5 6 7 8 9
Gauteng Western Eastern | Northern | Kwage Free | Nerth Limpapeo Mpumalanga Head
Cape Cape Cape Natal State Wess (Northern Office
Provinc)
SECTION 3: COURSE /PROGRAMME BEING EVALUATED
Please make a cross B in the block of the course/programme whose presentation you are evaluating;
L 2 3. 4, 5; 6. 7.
Assertiveness Be money wise Colleagne Confict Caping with Handiing Healthy fife-
sensitivity management change anger style
8. 9. 10. 11. 12. 13. i4.
HIV/AIDS HIV/AIDS: Planning your | Self knowledge Managing Substance Time
Amareness Peer Edeators goals Stress Dependency mandgentent
Programimne Training Effectivedy
SECTION 4: SELF-ASSESSMENT
1. T am knowledgeable about the subject that I 1 2 3 4
taught. Strongly disagree Disapree Agree Strongly agree
2. Twas able to link the material to the 1 2 3 4
participants’ level of knowledge. Strongly disagree Disagree | Agree Strongly agree
3. T was able to explain difficult and abstract 1 2 3 4
concepts. Strongly disagree Disagree Agrve Strongly agree
4. Isucceeded in keeping participants 1 2 3 4
interested in the subject. Strongl disagree Disagree Agree Strungly agree
5. T was enthusiastic about the subject that 1 2 3 4
taught. Strongly disagree Disagree Agree Strongdy agree
SECTION 5: SELF-EVALUATION OF PRESENTATION SKILLS
6. Participants could clearly hear what I was ! 2 3 4
SAVING (e.0. it was lond enongh and in an accent that Strongly disagree Disqgree | Agre Strongly agree
they conld nnderstand).
7. T am skilful in the use of the teaching media 1 2 3 4
{e.0. transparencies and or niting on i{c’}iig[riiizf/ ihe Stronghy disagree Disagree Agree Strougly agree
blackboard).
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Presenter’s evaluation of the presentation and programme

8.

9,

10.

SECTION 6: EVALUATION OF THE LEARNING PROCESS

1.

12,

14,

lo.

17.

I encouraged participant involvement (¢.c. Jy
asking questions and or promoting discussions).

I prepared myself thoroughly for the
presentation.

What s vour overall rating of vour
presentation skillse

In the beginning, I gave a clear overview of
what participants could expect dunng the
course /programme.

I made sure that participants naderstood a

subject before contmuing on to a next subject.

. At the end, T gave a summary of the matenal

that was covered.

I was able to commumnicate on the
participants’ level

. It was easy for participants to understand

the material that was presented.

The matenal that was covered will be useful.

The course sumulated participants® interest
in the subject.

SECTION 7: EVALUATION OF THE CONTEXT

18.

19.

20,

How would vou rate the venuer

How would you rate the quality of the
learning material that you presented?

How would vou rate quality of the teaching
media (e.g. fransparencies and or handonts)?

1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Strongly disagree Disagree Agrve Strongly agree
1 2 3 4 5
Paor Deir | Averqge | Ciood I ery good/
exeellent
1 2 3 4
Strongly disagree Disagree Agree Strongly agree
i 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Sirongh disagree Disagree Agres Strongly agree
1 2 3 4
Strongly disagree Disugree Agree Strougly agree
f 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Strongly disagree Disagree AAgree Strongdly agree
i 2 3 4
Strougly disagree Disagree Agrve Strongly agree
1 2 3 4 5
1ery bad Bad Avrerage Good 1 ery good
1 2 3 4 5
I ery bad Bad Auwgrage Good I ery good
1 2 3 4 5
Iery bad Bad Arerage Good [ ery good

SECTION 4: ADDENDA




Code: PE (PCBP)
Presenter’s evaluation of the presentation and programme

21.

How well was the course/programme
organised?

1
I ery bad

Bad

3
Awerage

4 5

Good I }'n'goan‘J

SECTION 8: EVALUATION OF THE RELEVANCE OF THE COURSE /PROGRAMME

02008

24.

26.

27.

The course/programme stimulated the
participants’ creative thinking.

. The participants will be able to apply the new

knowledge and msights that they have ganed in
their jobs.

I feel that the course/programme will help the
participants do their jobs better.

. The participants will be able to apply the new

knowledge and insights that they have ganed in
their daily Lives.

I feel that the course/programme will help
participants to live their lives in a better way.

All SAPS personnel should receive this
course /programme.

SECTION 9: GENERAL

28.

29.

31.

. How will vou rate the balance

How will vou rate the length of

he course/prog mer
the course/programme oy

too long

was just right

fog

1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Sirongly disagree Disagree Agree Strangly agree
1 2 3 4
Stronghy disagree Disagree Agree Strongly agrve
1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4
Strongly disagree Disagree Agree Strongly agree
1 2 3 4 5
It ywas mch It was a fittle The length It was a lintle | I wwas much too

shart short

1

The lenipa was
st foo ston

How will vou rate the tempo of
the presentations

2

3

4 5

The terpo nes

The tempo nas
a little too stow

The renipo

was just right

The tempo wras
a [ittle toa fast

waeh too fast

1

Too mnch tine
nas spent on the

hetween the time spent on the
presentation and time spent on

2

A gosd balance

3

Toa piuch time was
spent on grosnp

There was no gronp
inrolrenient

4

group mvolvement? presentation fnrolrement

Which language did you use 1 2 3 4 5 6
the most in the presentaton of Afrikaans English Sothe Tswana Zuln Others
the course/programme?
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Presenter’s evaluation of the presentation and programme

_ Form: .
Written Comments re Presentation

Instructions: Please provide vou written comments in the spaces provided below and
f ) 3 P _

staple this form to the “Presenter's Evaluation of Programme Presentation”

questionnaire. If the space provided isn’t sufficient, please write on the back of this

form.

1. I WANT TO CLARIFY THE FOLLOWING RESPONSES TO THE “PRESENTER'S EVALUATION
OF PROGRAMME PRESENTATION” QUESTIONNAIRE. (Please specify the section number ot
question number to which your responses relate.)

2. TOPICS THAT NEED TO BE ADDED TO THE PROGRAMME:
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Presenter’s evaluation of the presentation and programme

3. TOPICS THAT NEED TO BE COVERED IN GREATER DEPTH IN THE PROGRAMME:

4. TOPICS THAT NEED TO BE DROPPED FROM THE PROGRAMME:

5. THE THINGS THAT WERE MOST AND LEAST HELPFUL IN PRESENTING THE PROGRAMME:
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Presenter’s evaluation of the presentation and programme

6. THE IMPROVEMENTS THAT COULD BE MADE TO THE PROGRAMME (Vezy important):

Thank you for completing this questionnaire and form
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ADDENDUM 7(A):
INSTRUCTIONS TO AUTHORS:
SOCLAL WORK/ MAATSKAPLIKE WERK

The South African jourmnal for social work “Social Work/ Maatskapiike Werk” (ISSN — 0037-8054)

_prowides the following instructions to authors:

INSTRUCTIONS TO AUTHORS

The Jourmnal  publishes  articles, short
commuicanons, book reviews and
commentary on articles alteady published from
any field of social work. Contributions relevant
to social work from other disciplines will also be
considered. Contrbutions may be written in
Enghsh or Afrikaans. All contnbutions will be
crtically reviewed by at least two referees on
whose advice contributions will be accepted or
rejected by the editomal committee.  All
refereeing is strictly confidenual.  Manuscripts
may be returned to the authors if extensive
reviston 15 required or if the style or
ptesentation 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 diskette with all the text,
preferably 1n MS Windows (Word or
WordPerfect) or ASCII must be submitted.
Manuscripts must be typed double spaced on
one side of A4 paper only. Use the Harvard
system for references. Short references in the
text: When word-for-word quotations, facts or
arguments from other sources are cited, the
surname(s) of the author(s), year of publication
and page number(s) must appear in parenthesis
in the text, eg. “...7 (Berger 1967:12). More
details about sources referred to in the text
should appear at the end of the manuscript
under the caption "References”. The sources
must be arranged alphabetically according to the
surnames of the authors. Note the use of
capitals and punctuation marks in the following
examples.

VOORSKRIFTE AAN QUTEURS

Die  Tydskaf  publiseer  artkels,  kort
mededelings, boekbesprekings en kommentaar
op reeds gepubliseerde artikels wit enige gebied
van die maatskaplike werk asook relevante
bydraes wt ander dissiplines. Bydraes mag in
Afrikaans of Engels geskryf word.  Artikels in
Afrikaans moet vergesel wees van 'n Engelse
opsomming van ongeveer 200 woorde. Alle
bydraes sal knties deur ten minste twee keurders
beoordeel word. Beoordeling 15 streng
vertroulik.  Manuskripte sal na die outeurs
teruggestuur word indien ingrypende hersiening
verets word of indien die styl nie ooreenstem
met die tydskrif se standaard nie. Kommentaar
op artikels wat in die Tydskrf gepubliseer 1s,
moet van toepaslke titels, die naam(name) en
adres(se) van die outeur(s) voorsien wees en
verkieslik nie langer as 5 bladsye wees nie. 'n
Disket met die hele teks, verkieslik in MS
Windows of ASCII moet die hele manusksip en
een  dwdelke kopte daarvan  vergesel
Manusknpte moet slegs op een kant van die
bladsy mn  dubbelspasiéring gettk  word.
Verwysings moet volgens die Harvard-steisel
geskied.  Verwysings in die teks: Wanneer
woordelikse sitate, feite of argumente uit ander
bronne gesiteer word, moet die van{ne) van die
outeur(s), jaar van publikasie, en bladsynommers
tussen hakies in die teks verskyn, bv. “...7
(Berger, 1967:12). Meer besonderhede omteent
bronne moet alfabeties volgens die vanne van
die outeurs aan die einde van die manusknp
onder die opskrif "Bibliografie" verskyn. Let op
die gebruik van hoofletters en leestekens by die
volgende voorbeelde.
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TWO AUTHORS/TWEE OUTEURS: SHEAFOR, BW & JENKINS, LE 1982, Quality field
instruction in social work. Program Development and Maintenance. New York: Longman.

COLLECTION/BUNDEL ARTIKELS: MIDDLEMAN, RR & RHODES, GB (eds) 1985.
Competent supervision, making imaginative judgements. New Jersey: Prentice-Hall

ARTICLE IN COLLECTION/ARTIKEL IN BUNDEL: DURKHEIM, E 1977. On education
and society. In: KARARABEL, | & HALSEY, AH (eds) Power and ideology in educaton.
New York: Oxford University Press.

JOURNAL ARTICLE/ARTIKEL IN TYDSKRIF: BERNSTEIN, A 1991, Social work and 2
new South Afrca: Can social workers meet the challenge? Social Work/Maatskaplike Werk,
27(3/4):222-231.

THESIS/TESIS: EHLERS, DMM 1987. Die gebruik van statistiese tegnicke vir die ontleding

van gegewens in maatskaplikewerk-navorsing, Pretonia: Uruversiteit van Pretona. (M tesis).

MINISTRY FOR WELFARE AND POPULATION DEVELOPMENT 1995 Draft Whate
Paper for Social Welfare. Government Gazette, Vol 368, No. 16943 (2 February). Pretornia

Govemment Printer.

NEWSPAPER REPORT/KOERANTBERIG: MBEKI, T 1998. Fiddling while the ATDS crisis
gets out of control. Sunday Times, 8§ March, 18.
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ADDENDUM 7(B):
REQUIREMENTS SET BY THE JOURNAL:
THE SOCIAL WORK PRACTITIONER-
RESEARCHER

UNIVERSITY

JOHANEJESBURG
The Social Work Practitioner-Researcher

Editorial objectives

This 1s an academic journal providing guidance, based on sound research, for those who
practice, tutor, research or study in the field of social work and social development in South
Africa and in Africa. The journal’s main aim is to present the latest research and developments
in disciplines of relevance to social work and social development.

General principles

1t is the intention of this journal to maintain a balance between theory and practice, contributors
are encouraged to spell out the practical implications of their work for those invoived in social
work practice and the social services in the African context.

The ethos of this joumal remains that articles based on research and ewvidence rather than
philosophical speculation are particularly welcome.

Editorial scope

The Social Worker Practitioner-Researcher is a refereed interdisciplinary joumal for social
workers and social service professionals concerned with the advancement of the theory and
practice of social work and social development in the Affican context and ia a changing global
world. The purpose of the joumnal is to promote research and innovation in the practice of
helping individuals, families, small groups, organizations and communities to promote
development and human well-being in a soctety. Social work and social service practice includes
deliberately designed intervention programmes to address contemporary social problems and
issues including social policy. The joumal 1s committed to the creation of empowered, humane,
just and democratic societies.

Manuscripts that would be appropnate are: (1) Conceptual analyses and theorefical
presentations; (2) literature reviews that provide new msights or new research questions, (3)
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manuscripts that report empirical work. Topics that will be considered — but are not limited to —
the following: lifespan, populations at risk, poverty, livelihoods, anti-discriminatory practice,
service delivery systems, development management, social security, human rights, and
community based development, comparative health and mental health, education, urban and
rural development, civic service, voluntarism, civil society, social movements and social change.

The reviewing process

Each manuscript is reviewed by the Editor and Editorial Board. If it is judged suitable for this
joumal, it is sent to two reviewers for blind peer-review. Based on their recommendations, the
editorial committee decides whether the manuscript should be accepted as is, revised or rejected.

Manuscript requirements

Manuscripts should be submitted as electronic attachments to the Editor: wam@lw.rau.ac.za in
Word format. All authors should be shown and the author should not be identified anywhere in
the article.

As a guide, articles should be between 4 000 and 6 000 words (10 to 15 pages) in length. A title
of not more than ten words should be provided. An autobiographical note should be supplied
including name, affiliation and e-mail address. A structured abstract must be included under 4-6
sub-headings: Purpose; Methodology, Findings; Research limitations/implications (if
applicable); Practical implications (if applicable); and the originality/value of the paper.
Maximum is 250 words. In addition, provide up to six keywords, which encapsulate the principle
topics of the paper. Categorise your article under one of these classifications: research paper;
viewpoint; technical paper; conceptual paper; case study; literature review or general review.

Where there is a methodology it should be described under a separate heading. Headings must be
short, clearly defined and not numbered. Notes should only be used if absolutely necessary and
must be identified in the text by consecutive numbers, enclosed in square brackets and listed at
the end of the article.

All figures (tables, diagrams and line drawings) should be submitted in both electronic form and
hard copy originals. Figures should be of clear quality, black and white and numbered
consecutively with arabic numerals.

Electronic figures should be copied and pasted or saved and imported from the origination
software into a blank Microsoft Word document. Figures created in MS PowerPoint are also
acceptable. Acceptable standard image formats are:.eps,.pdf, .ai and .wmf. If you are unable to
supply graphics in these formats then please ensure that they are .tif, .jpg, .bmp, .pcx, .pic, .gif or
.pct at a resolution of at least 300 dpi and at least 10cm wide.

In the text of the paper the preferred position of all figures should be indicated by typing on a
separate line the words “Take in figure (No)”. Supply succinct and clear captions for all figures.

Tables must be numbered consecutively with roman numerals and a brief title. In the text, typing
on a separate line the words “Take in Table IV” should show the position of the table.

References to other publications must be in Harvard style and checked for completeness,
accuracy and consistency. You should include all authors’ names and initials and give any
joumnal title in full.
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You should cite publications in the text: (Adams, 1997) using the first named author’s name. At
the end of the paper a reference list in alphabetical order should be supplied.

Books: last name, initials, (year), title of book, publisher, place of publication, e.g. Swanepoel,
H. and De Beer, F. (1996) Community Capacity Building, Johannesburg: Thomson Publishing.

For book chapters: last name, initials, (year), “chapter title”, editor’s last name, initials, title of
book, publisher, place of publication, pages, e.g. Boult, BE. (1998), “Adoption”, in
Bezuidenhout, F.J. (Ed.), 4 reader in selected social issues, Pretoria: van Schaik Publishers,
Second Edition, 41-52.

For journals: last name, initials, (year), “title of article”, Journal name, volume, number, pages,
e.g. Mda, C. J. (2004), “Population ageing and survival challenges in rural Ghana”, Journal of
Social Development in Africa”, Vol. 19 No. 2, 90-112.

For electronic sources: If available online the full URL should be supplied at the end of the
reference.
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ADDENDUM 8:

OFFICIAL LETTER OF THE LANGUAGE EDITOR

TO WHOM IT MAY CONCERN

I, Nr-0004127-1, Captain [f] Carol Ann Rodgers, a principal language practitioner,
attached fo the Language Service Component of Auxifiary Services, South African
Police Service, Provincial Head Office, Parkiown, Johannesburg, Gauteng confirm
that 1 hold the degree, Bachelor of Arts (English and Education) obtained from the
University of South Africa in 1982 and a postgraduate qualification: Diploma in
Translation obtained from the University of Sonuth Africa in 1999. I am a member
of the South African Translation Institute but I am not an accredited translator or
editor. 1am responsible for editing and stylistically correcting the following Papers
for Senior Superintendent A M Blignaut towards her PHD.:

Article 1: The Evaluation of the Anger Management of Personnel Capacity
Building Programmes of the South African Police Service,

Article 2: The Evaluation of the Assertiveness of Capacity Building Programmes

{ suth ice Service.
Article 3: valuation of the Conflict Management of the Capacity Buildin
Propra, outh African Police Service and
An Impact and Cost-Benefit s of Some S, ersonnel Capacity Buildi
Pragrammes. '

I cannot accept responsibility for any alterations, additions or omissions that may
have been introduced to any of the texts following the dates on which I carried out
the editing and stylistic corrections.

The edited and swylistically corrected material remains available on computer.

N
Date: 2005-08-26 @
Place: PHO: Parktown ' / /‘)
Time: 09:55 Ay f a;&vmm JF}
C A RODGERS
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ADDENDUM 9:

PROFILE OF SAPS PERSONNEL:

APRIL 2003

ADDENDUM 9A: SAPS: TOTAL POLICE ACT PERSONNEL IN TERMS OF RANK

! DESCRIPTION WHITE INDIAN | COLOURED | AFRICAN TOTAL | TOTAL
| M| Fl M| F| M| F| M| F| M| F | mer
%QONE;”INVALID ol 2 e n| | | m] 5| w 85
HCONST 1166 | 492 | 319 | 101 | 1817 | 638 | 6948 [ 2435 [ 10250 | 3686 | 13936
HSERGEANT 1572 | 365 | 454 | 90 | 1467 | 168 | 12183 | 1179 | 15676 | 1802 | 1747
klspEcrcm 10801 | 3045 | 1697 | 235 | 3844 | o04 [32494 | 2953 | 49836 | 6835 | 36671
MC:\PT:\IN 3013 | 1255 516 | 135 680 191 3296 935 7505 2516 10 021
SUPERINTENDENT | 1453 | 54 | 169 | 34 | 165 | 36 | 832 | w0 | 2619 | 755 | 3374
SNR SUPT 463 | o | e | 13| ss| w| 33| e8| 89| 191 | 10%
fomcror w6 | 2| e 3| 3| oms| | 7| o+ 104
E\SSIST:\NT COMDI s s sf o 5 o w| 2| 8 - %
ﬂl’ROVlNCIAL COMDM o o o o 1 0 6| o - 0 -
ﬂDIVISIONALCOMM 4 1 1] o 1 0 3| 2 9 3 12
EDEPUTY COND 2| o of 1 0 0 1 0 3 1 4

ATIONALCOMRM o| of o o 0 0 | o 1 0 1
TOTAL 19685 | 5855 | 3257 | 612 | s073 | 1684 | 56280 | 7752 | 87205 | 15883 | 103178

ADDENDUM 9B: SAPS: TOTAL CIVIL ACT PERSONNEL IN TERMS OF OCCUPATIONAL

CLUSTERS
DESCRIPTION WHITE INDIAN | COLOURED | AFRICAN TOTAL TOTAL
M F M |F| M F M | F M F M+F
SECRETARY 0 158 0 19 2 32 2 95 + 304 308
CL}?S\?K*HON 2| 289 8 | 20 21 66 | 154 | 24| 225 | 619 844
IpaTa TvPIST 0| 454 | 39| 63 75| 367 | 513 | 1554 | 697 | 2438 3135
[ADMIN CLERK 297 3268 125 |389 369 1031 | 1576 3385 236~ 8073 10 440
TYPIST 9| 945 2| 55 2 | 22 57 | e 94 | 1850 1944
—
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O}?‘,I;“;SE\IRNEL 35 534 12 | a6 +7 122 228 391 342 1103 1445
HADMIN OFFICER 360 480 + ] 24 56 >4 +HH4 234 904 792 1 696
CLEANER 13 11 12 2 204 285 | 1537 1581 1826 1879 3705
CHAPLAIN 31 T 9 1 14 0 98 8 152 16 168
COM OPER 30 84 53 (11 12 79 39 165 104 339 H3
INMESSENGER 9 2 0 0 18 T 132 30 159 39 198
ﬂPROV ADMINCLERK 9% 691 26 | 47 72 99 323 316 518 1153 1671
{,LSI;IJI\}“E;RY 13 18 2 2 64 13 211 4 290 47 337
EGAL ADMIN
OFFICER + MEDICO 54 19 2 8 + 6 46 15 106 48 154
EGAL ASSISTANT
HF OREMAN 2 0 0 0 33 21 139 58 174 79 253
S’IF:;IREI%%&V ASSIST. 6 2 2 0 26 T 166 25 200 34 234
“éfggémm(; 62 340 25 | 28 37 78 168 205 292 651 943
HFOOD SERVICE AID T 36 0] 18 29 193 411 +72 7 739 1186
HG_-\RAGE ARTISAN 232 0 22 0 19 0 94 1 367 1 368
TOTAL 1389 | 7358 333 | 743 /1188 | 2686 | 6358 | 9417 9265 | 20204 29472

ADDENDUM 9C: SAPS: TOTAL EMPLOYEES: POLICE ACT PERSONNEL AND CIVIL ACT PERSONNEL

IIDESCRIPTION WHITE INDIAN COLOURED AFRICAN TOTAL TOTAL
M F M F M F M F M F M+F
fCIVIL ACT TH | 6918 | 259 | 731 933 | 2708 | 7186 | 9398 | 9122 [ 19755 | 29304
OLICE ACT 19685 5835 [ 3257 612 | 8073 | 1684 | 56280 | 7752 | 87295 | 15883 | 103178
TOTAL: I ; ; . ie 2o to
T 14 POLICE 20429 | 12753 | 3516 | 1343 | 9006 | 4392 | 63466 | 17150 96417 | 35638 | 132482
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ADDENDUM 10:

LIST OF PROGRAMME PRESENTERS: EPCAP-

RESEARCH PROJECT
L. Andrews, G. 27.  Hlatshwayo, S. 52.  Maitse, D.B.
2. Apul,H 28. Hlongwane, W. 53. Makala, .
3. Basupeng, P. 29.  Hoosein, F. 54.  Makgotlwe, BB,
4. Beukes, C. 30. Jansen van Vuuren, 55. Malakane, R.
5. Botha, M. A 56. Maleka, M. M.
6. Carrim, R. 31.  Jele, L. 57. Mangena, A.
7. Chetty, P. K. 32, Jonas, NM. 58. Masangane, K.
8.  Cornelius, S. 33.  Josie, J. 59. Mashego, R.
9. Dalasile, N. Q. 34.  Joubert, J. 60. Matlala. T
10. Danilson, D. 35.  Kander, M. 61. Matvene, D.
11. De Beer, M. 36. KangoN 62. Mavuso, W.
12. DelaCruz L. 37. Kapp, T 63. Mbeki, T.
13. De Villiers, A H. 38. Kara, U 64. Mdakani, MEL.
14.  De Winnaar, E. 39. Keshebang, F.K. 65. Mdiya Z.
15. Dedericks, E. 40. Khati, S. C, 66. Merafi, M.
16. Dyaliwane, M. 41. Khumalo, T. A. 67. Meyer, M.
17. Everton, Wilma 42.  Kinnear, S. 68. Mntonga, F.
18. Fortuin , M. 43. Kleingeld, C. 69. Moeketsi, T.
19.  Foutie, D. 44.  Kotze, M. 70. Moeketsi, T.
20. Gabanakgosi, K. A. 45. Kirishna, D. 71.  Mogale, S.
21.  Giqwa, N.N.N. 46. Kubheka, P. H. 72, Montsi, M.
22, Goliath, B. 47.  Kwayiba, M ] 73.  Montsiwagae, M.
23.  Gumede,]. 48.  Laubscher, M. 74.  Moodley A.
24. Heslinga, S. 49. Tedwaba, L. 75.  Moredi, M.
25. Heunis, D. 50. Ledwaba, SM. 76.  Morena, M.
26. Heymans, A. 51.  Mahlangu, T. 77. Mortis, 1.

SECTION 4: ADDENDA

247



78.
79.
80.
81.
82.
83.
84.
85.
86.
87.
88.
89.
90.
91.
92.
93.
94.
95.
96.
97.
98.
99.

Motswenyane A.T.
Mphoss, D.
Mphuthi, S.T.
Mtambeka, P.
Mthembu, P.J.
Mtshaks, J.
Myburg, M.
Mzimela, T'Y.
Naidoo, J.
Naude, A
Ndlovu, H. S.
Nel, C.

Nel, H.
Njozela, P.
Nkomonde, P
Ntil, RK.
Ntshiba, N.H.
Ntsoetsanyane, P.
Page, J.
Pelzer, E.
Petersen, B.

Philander, M.

100. Phokojoe , N.P.

101. Pieters, L

102. Potgieter,

103. Priest, N.

104. Prnnsloo, C.
105. Qhobela, M.
106. Quinn, A.
107. Ramajoe, M.
108. Ramphal, S.
109. Rapalo, M.
110. Raphalu, M.N.
111. Raphlan, N
112. Ryan, C

113. Sapula, P

114. Saunders, Y.
115. Scheepers, A.
116. Sedumedi, N.
117. Segalo, M.
118. Seitsang, E. M.
119. Senoge, S.
120. Sibtya, PJ.
121. Sofika, N.
122. Somo, T.

123. Stadler, Irma
124. Steenkamp, A.
125. Stone, MJ.

126.
127.
128.
129.
130.
131.
132.
133.
134.

135.
136.
137.
138.
139.
140.
141.
142.
143.
144.
145.
146.

Strydom, L.

Swart, E.
Thabethe, E.
Thebe, K.

Tromp, M.
Tsabalala, P.

Van der Merwe, J.
Van der Merwe, R.
Van der Westhuizen,
J.

Van Onselen H.
Van Rensburg HE
Van Rooyen, K.
Van Vuuren, T.
Van Wyk, A.C.
Van Zyl, G.

Van Zyl, M.
Venter, R.
Vermaak, L.

Von Wielligh, T.
Vorster, M.
Willemse, S.
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