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THE AGE OF LIFESTYLE

IS UPON US

PREVENTION IS AN IDEA WHOSE TIME HAS OOME
WE HAVE THE SCIENTIFIC KNOWLEDGE TO FORMILATE

RECOMMENDATIONS FOR IMPROVED HEALTH

(DONALD IVERSON - WELLINESS, 1987;60)



"It has been said that the lack of effective
communication skills has caused many more pecple
to lose their jobs than the lack of technical

" skills necessary for those jobs."

(Anthony W A and Carkhuff R R 1976:1)

"This is one of the greatest, most exciting
periods in man's history. We are the first
generation with the resources to make almost any
kind of world we want, including no world.
Consequently, the question of what to make and
what human values to hanour are probably more
important than at any previous time in history."

(Jerome B Wiesner in Heller 1965;185)



This study was conducted within the context of the Mining Industry.

The empirical investigation involved 80 apprentices and three
Lifestyle trainers based at the Goldfields Training Centre in
Luipaardsvlei.

The aim of this research was to:

(1)

(ii)

(iii)

Assess the applicability of R R Carkhuff's measurable model of
human processing as a basis for a South African based Lifestyle
programme. '

Research available material in respect of motivating the
implementation of Wellness strategies within South African

Corporations.

Validate a Lifestyle programme and trainer material for the
mining industry which is designed to positively impact
apprentice productivity in respect of their living, learning
and working life spheres.

It was found that:

(i)

(ii)

R R Carkhuff's human processing model of programme development
and trainer training provided a solid foundation for an
effective Lifestyle programme in the South African mining
industry. ‘

The literature and research studies indicate that a
preventative orientation in respect of employee development and
pro-active measures are good financial investments.
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(iii) The Lifestyle programme positively impacts apprentice working,

(iv)

learning and living life spheres as assessed by the Learning
Achievement, Work Performance and Heimler Scale of Social
Functioning.

The trainer is the most significant variable with regard to the
effectiveness of the programme. Trainer selection, monitoring,
consultation and development are the most crucial components in

ensuring and maintaining the successfulness of the Lifestyle

programme.
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Hierdie studie is onderneem binne die raamwerk van die Mynindustrie.
Die empiriese navorsing was gerig op 80 vakleerlinge en drie
opleidingsbeamptes in die "Lifestyle" -~ program te
Goldfieldsopleidingsentrum, Luipaardsvlei.

Die doel van die navorsing is soos volg bedink:

(i) Bepaling van die toepaslikheid van R R Carkhuff's se meetbare
model vir menslike ontwikkeling as 'n basis vir ‘'n Suid

Afrikaaanse gebaseerde “Lifestyle"-program.

(ii) Om beskikbare materiaal na te vors ten einde die implementering
van werknemerswelstand-strategie. in Suid-Afrikaanse

korporasies te motiveer.

(iii) Om voorsiening te maak vir 'n "Lifestyle"-program en
verskaffing van wetenskaplik gefundeerde opleidingsmateriaal
vir die mynindustrie waardeur die produktiwiteit van
vakleerlinge met betrekking tot hul leef-, leer- en
werkdimensies positief be.nvloed word.

Die bevindings van die navorsingstudie was soos volg:

(i) R R Carkhuff se menslike prosesseringsmodel vir program
ontwikkeling en opleiding van opleidingsbeamptes verskaf
stewige basis vir 'n gepaste Suid Afrikaanse
"Lifestyle" - program in die Suid Afrikaanse Mynindustrie.



(ii) Die literatuur en navorsingstudies dui daarop dat 'n
voorkomende benadering tot werknemer-ontwikkeling asock

pro-aktiewe maatreels 'n finansiele belegging is.

(iii) Die werk-, leer-, en leefdimensies van vakleerlinge is positief
deur die "Lifestyle" - program beinvloed soos bepaal deur die
"Learning Achievement, Work Performance, en Heimler Skaal van
Sosiale Funksionering.

(iv) Die opleidingsbeampte is die mees bepalende veranderlike met
betrekking tot die effektiwiteit van die program. Om hierdie
rede is die keuring, monitering, konsultering en ontwikkeling
van die opleidingsbeampte, kritiese kamponente in die sukses
van die "Lifestyle"-program.
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= (HAPTER I

INTRODUCTICN AND ORIENTATION

1.1 Introduction

The Social Services Department of the Chamber of Mines has been
striving since 1944 to provide a high quality of professicnal
services to employees of member mines who have perscnal problems
for which they need help, and who, with assistance and/or therapy
can maintain a level of productivity which will ensure their
security as employees and resultant job satisfaction. It is this
pursuit of quality which rled to the Social Services Department
continually evaluating the standards and relevance of its

services to employees.

Consequently a feasibility study was carried out by the Social
Services Department in October 1985 culminating in a more
comprehensive and decentralized Human Develcopment Strategy being
implemented in 1986. This Human Development Strategy is
caprised of two main facets namely an Employee Assistance
Programme (EAP) and a Lifestyle Development Programme (LDP).

“The focus of the Employee Assistance Programme is on the
rendering of assistance cn a secondary and a tertiary level of
intervention to those employees and their dependants who have, or
are in the process of developing personal, mental, emoticnal and
social (psyd'lo—social)“ problems which impair or threaten the job
performance and overall productivity of these employees.

The Lifestyle Development Programme addresses the problem of
primary prevention. Here educational and life skills training
programmes are made available to employees with a view to



improving their human skills in order to equip them to prevent
and to manage perscnal problems they may experience in their

- daily living, learning or working life dimensions.

Prevention is a pro-active measure which ensures that a specific
undesired condition does not occur. Three phases can be

differentiated within this process:

1) Primary Prevention - there is no indication that a
problem will occur, but no reason
exists why it should not occur

2)  Secondary Prevention - there are indicators that the
' ’ problem is developing

3) Tertiary Prevention - here the problem has reached

fruition.

The ancient (hinese paid their persomal physicians to keep them
healthy. The really good doctors were believed to be not those
who treat the sick, but rather those who instruct pecple on how
not to get ill. (Rene Dubos in Germain 1979; 326)

Locking at the issue of prevention within a broader South African
»pérspective it" is common knowledge that education per se has been
subject to intensive investigation in the form of the de Lange
report 1981. | |

This report locks to pf_actical guidelines for the future

" education of Sauth Africans with a view to:

1) Promoting the actualization of its irhabitants potential



2) Promoting the economic growth of the Republic of
Sauth Africa

3) Improving the quality of life of all its inhabitants
(de Lange 1981; 15).

Martin Bloom categorically states that in contemporary America,
their health care system is floundering because of the emphasis
on treating the sick, at greater and greater cost with less
proporticnate benefit, while little attention is given to keeping
well. He goes on to say that in his opinion really good social
workers are those who not only help pecple already having
problems in living, but who also work to prevent such problems
and release potentialities. (Martin Bloom in Germain 1979; 327)

1.1.1 Salutogenesis as a Point of Departure

At a Health Psychology Seminar in Pretoria in November 1989,
Professor D J W Strumpfer locked at how pecple stay healthy. He
tock Salutogenesis as his point of departure and stated that
traditionally social scientists are inclined to think along
pathological lines. Along with physicians, we accept the
pathogenic paradigm which assumes that diseases are caused by
physical, biochemical and microbiological agents. Physicians have
also become aware of psychosocial causation but, since this is
our home base, we are better at teasing out such links than they
are. Owing to our awareness of systems, we are also very
comfortable with the idea of multifactorial determination or

co-contribution.



The first assumption of the pathogenic paradigm is that disease
is the exception; but then follows an assumption that there is a
certain inevitability to the process which leads from pathogens
and/or stressors to consequences. There is also a strong
inclination to search for, and emphasize, conditioning variables
which favour pathological processes. When we are forced to
consider contrary evidence and when we have to cosider
conditioning variables which retard pathological consequences,
these come as something of a surprise; they are absorbed against
some resistance, and are readily relegated to a category of
"exceptions", to be remembered when all else fails. -

In contrast, Antonovsky (1979) has argued strongly that, whether
clinically or epidemiologically defined, deviance from normality
is not the exception but the norm. He substantiated his view with
morbidity statistics on a wide range of conditions. Neither is
contact with pathogens or stressors the exception. In the present
context, stress in particular, does not occur only in unusual or
extreme circumstances. Pearlin and Schooler (1978:;3) observed
that "many of the difficult problems with which people cope are
not unusual problems impinging on exceptional pecple in rare
situations, but are persistent hardships experienced by those
engaged in mainstream activities within major institutions".
Antcnovsky (1979), too, expressed the opinion that even people in
‘comfortable, benign, sheltered environments are fairly
continucusly exposed to fairly serious stressors; infinitely
worse, however, is the "unbelievable hell cn earth of so large a
part of the world's population”. Consequently, he described the
human condition, as such, as stressful. In a similar vein, Fried

(1982) described "endemic stress" in contrast to "acute" stress.



If all of this is true, the exceptions to the rule, where pecple
do not just succumb, achieve great theoretical and practical
importance. It then becomes essential for social scientists to
investigate potential conditioning variables which buffer or
moderate the stressor-strain link and which could provide an
understanding of "how pecple manage stress and stay well".
Furthermore, it is also essential that we investigate ways of

coping which:
(1) modify the actual conditions that produce stressors, which

(2) modify the meaning of a stressor in order to reduce or

increase its' threat, or which

(3) investigate ways of dealing with an experience of stress
(after it has been identified as such) so that strains are

either prevented or precipitated

In order to indicate thinking like the above, Antonovsky (1979)
coined the term "salutogenesis"”, from the Latin salus = health
and the Greek genesis = origins, in contradistinction to

"pathogenesis” (Greek pathos = suffer).

Three important implications of the salutogenic paradigm are
‘described. These provide a restructuring of one's perception and
ways of thinking about people, as well as new practical
approaches to people in context and to studying them.

Thinking salutogenicaliy, we have, firstly, to do away with the
dichotomy of pecple being either diseased or healthy, in favour
of what Antonovsky has come to call the "health ease/disease
continuum" (1987; 3), with all of us falling somewhere between
the two thecretical poles of total terminal illness and total

wellness.



Two consequences of this shift are that questions are asked about
the whole continuum and that the total population becomes the
subject of study, rather than small samples of people who show
particular forms of disease. The focus of study also changes, in
the case of individuals, to a person's position, at any point in
time, on this continuum, or in the case of groups, to their
distribution along the continuum with clinical contributions

directed at moving pecple toward the wellness pole.

Secondly, the salutogenic model rejects the commonly held
assumption that stressors are inherently bad. Although stressors
are endemic and all of us have a high stressor load, some
maihtain their position on the above continuum and some even move
to the wellness pole. However, that implies that stressors, as
such, must be neutral with respect to their health consequences.
These consequences depend on a persan's response to the stressor:
the stressbr arouses a condition of tension in the person; if the
tension is managed poorly, stress results and the way for disease
is open but, if it is managed well, the stressor may remain
neutral or even health-enhancing. In contrast to the pathogenic
question: "How can we eradicate this or that stressor?” the
salutogenic question is: "How can we learn to live, and live
well, with stressors, and possibly even turn their existence to

our advantage".

A third implication of the salutogenic orientation, alluded to
above, is that we ought to study the "deviant case". When an
hypothesis about the relationship between a pathogen or a
stressor and a given condition (e.g. smcking and lung cancer, or
the Type-A behaviour pattern and coronary heart disease) has been
confirmed, even at a very high level of probability, still only

part of the variance is accounted for.



"The pathogenecist is content with hypothesis confirmation; the
salutogenecist, without disdaining the importance of what has
been learned, locks at the deviant case'. Who are the smckers who
do not get lung cancer or the Type A's who do not develop heart
disease? In general "the deviants are those who make it against
the high odds that human existence poses". In an illuminating

- article Antonovsky and Bernstein (1986; 53) analysed, criticised
and commented on a sample of 31 research papers to highlight the
differences between a pathogenic and a salutogenic approach.
Salutogenic studies are designed to test hypotheses that:

(i) explain successful (healthy) outcomes,

(ii) give attention to the deviant case in both data analysis

and discussiom, and

(iii) accépt the possibility that stressors may have salutary

consequences.

Acceptance of the salutogenic view does not mean rejection or
abandonment of the pathogenic view. The benefits of the latter
approach are visible in all clinical fields and it is exceedingly
important that research directed at the discovery of pathogens
and the effects of stressors should continue. However the
‘pathogenic and salutogenic paradigms do different things and in
many respects cémplement' one another. The two ought to enrich and
stimilate growth in each other.

One is not pleading for a too peaceful co-existence either, since
the pathogenic paradigm is preponderant and cammanding. The
salutogenic paradigm is vitally important to new insights and new
growth in the social sciences; it holds promise for integration
of knowledge at a new, higher level. In propagating
salutogenesis, as opposed to pathogenesis, one may quote Evelyn
Waugh (although in a very different context):



It is not enough to say: 'this is the
spirit. of the age' and to deplore it, for
the spirit of the age is the spirits of
those who compose it and the stranger the
expressions of dissent from prevailing
fashion, the higher the possibility of
diverting it from its ruinous course.
(Waugh, 1962)

1.1.1.1 Generalized Resistance Resources

Antonovsky (1972) introduced the concept of generalized
resistance resources (GRRs) that can facilitate effective tension
management in any situation of demand. The idea does not deny the
importance of specific resistance resources that are helpful only
in particular situations, like a particular drug or the telephone
lifelines of suicide prevention organizations. He described a

range of such GRRs, including:

- physical and biochemical GRRs, like immunosuppressors and
potentiators:

- artefactual-material GRRs, particularly wealth, that can buy
food and clothing, a safe abortion for an unwanted
pregnancy, but also power, status and services;

- cognitive GRRs, particularly knowledge-intelligence,
contingent on education, which includes skills but also
knowledge about for example avoiding AIDS or of one's legal
rights; §

- the emotional GRR of ego identity;

- coping strategies, as overall plans of action for overcoming
stressors;

- interpersonal-relaticnal GRRs, like social support and
commitment ;

- and, lastly, the macrosociocultural GRRs of "ready answer

"provided by one's culture and its social structure" which

includes religion.



What all GRRs héve in common is that they facilitate "making
sense out of the countless stressors with which we are constantly
bombarded". However, through repeated experience of such
sense-making, a person develops, a strong SOC, the central
construct of his salutogenic model. The SOC is defined as
follows: ’

The sense of ccherence is a global orientation that
expresses the extent to which one has a pervasive, enduring
though dynamic feeling of confidence that:

(1) the stimuli deriving from one's internal and external
environments in the course of lyiving are structured,
predictable, and explicable;

(2) the resaurces are available to cne to meet the demands
posed by these stimili; and

(3) ﬁhese demands are challenges, worthy of investment and

engagement .

The three numbered portions of the definition describe the three
core components which Antonovsky (1987) identified on the basis
of qualitative data. These were obtained from 51 persons who had
experienced major trauma but were thought to be coping remarkably
well. The components are comprehensibility, manageability and
‘meaningfulness.

1) Comprehensibility refers to the extent to which the person
perceives the stimili from both within and without as clear,
ordered, structured and consistent information, and on the
basis of which (s)he can expect that these stimili will in
future also be orderable, explicable and even predictable.
Basically, it means that the perceptions make cognitive

sense.

2) ~ Manageability refers to the extent to which the person

perceives the events of her/his life as experiences that



| are, at least, bearable or, better still, that can be coped
with or even better challenges that can be met. The
"available resources" of the definition may be under the
person's own control but also may be under the control of
legitimate others who have the power to resolve matters in
her/his interest, for instance a spouse, relatives, friends,

a physician, leaders, formal authorities, the party or God.

3) Meaningfulness refers to the extent to which the person
feels that life makes sense emctionally, rather than
cognitively. At least some of the problems and demands of

~ living are welcome challenges, motivating one to invest

energy.

In terms of these components, a person with a low SOC would
perceive the internal and external stimuli as noise, not
information, as inexplicable in future; (s)he would experience
the events of life as unfortunate things that happen to her/him
and victimize her/him unfairly; and (s)he would feel that nothing
in life mattered much or, worse, are unwelcome demands and
wearisome burdens. Antonovsky's basic argument runs that, in
terms of the three components of the SOC menticned above, somecne
with a strong SOC is more likely than somecne with a weak SOC:

- to comprehend the nature and dimensions of an acute or a
chronic stressor and to define or redefine it as one to
which (s)he need not succumb to; consequently (s)he is, on
the one hand, more likely to avoid threat or health-
endangering activities and on the other hand, also more
likely to engage in activities that are health-promoting,
since (s)he can comprehend more accurately that such efforts

will pay off;

- to perceive stressors as manageable-and therefore to select

" appropriate resources from those under her/his own control



or available from others, rather than to react with weak SOC

helplessness;

- to be motivated to approach stressors as challenges worthy
of engagement and investment of energy and as promising
meaningful rewards, rather than as paralysing threats and
then react with negative behaviour based on self-fulfilling
prophecies.

1.1.1.2 Learned Rescurcefulness

The second construct namely learned resocurcefulness began in the
behaviour therapies in particular the application of self-control
or self-management techniques in problem areas like smcking,
alccholism, drug addiction and obesity. In this context, self-
management training attempts to assist people to change’ their
behaviour, 'notwithstanding ongoing stimulation that favours the
undesirable habits, so that they become less dependent on the

environment.

Rosenbaum (1988) gave credit to Meichenbaum (1977) for first
using the term "learned resocurcefulness" to describe the belief
of people who have been trained in stress innoculation that they
can deal effectively with manageable levels of stress. However
Rosenbaum extended the construct to include not only beliefs, but
also skills and self-control behaviours which all people learn in
different degrees through informal training from the moment of
birth. He has suggested "that individuals may differ in the
extent to which they are able and willing to self-regulate
internal responses (such as emotions, pain, and cognitions) that

interfere with the smooth execution of target behaviour".

To Rosenbaum (1988), learned rescurcefulness is not a perscnality
trait, but a "personality repertoire", which is a set of complex

behaviours, cognitions and affects that are in constant



interaction with the person's physical and social environment and
are evoked by many situations, but which also provide the basis
for further learning.

In Rosenbaum's (1988) model, all coping with stressful events
calls for attempts at self-requlation or self-control. He
conceptualized the process of self-regulation in three phases:

1) representation during which the individual experiences,
without any conscious effort, a cognitive and/or emoticnal
reaction to changes within him/herself or the environment;

2) evaluation of the changes, first, as desirable or

 threatening, then if a threat is appraised and evaluated as
to whether anything can be done about it;

3) action to minimize negative effects of the internal or

external changes.

In his thinking, learned resourcefulness has its main impact on
the action phase; there may be some effect on the evaluation

phase too but none on the representation phase.

By way of example: assume cne is involved in a goal-directed
task, using acts and thoughts that habitually go with it; assume
too that this flow is interrupted by a threatening event, say
breakdown of equipment. This is experienced as distress. One
cannot help but See what is happening and ocne realizes the
implications; there is also autonomic arousal and probably
anxiety (or anger). One's learned resourcefulness comes into play
at this point, when cne decides to pursue the initial goal,
despite the breakdown and the anxiety. A resourceful individual
will employ various skills, not only with respect to the
broken-down equipment, but particularly to minimize the effects
of his/her anxiety on performance. In the process one uses
self-statements about self-control (e.g. "It's no good just
getting anxious!") and about orientation towards the task (e.g.
"I'd better fix this thingamajig before the thingummybob also
burns out”).



A less resourceful person may be overwhelmed by anxiety and only

cont inue with ineffectual fits and starts.

With passage of time, pecple who succeeded in the past in
self-regulating their internal responses acquire skill in doing
so; hence, in the future they expect also to be able to do so.
The learned resourcefulness thus provides a basis for further
learning: it is a source of information far judgements of self
efficacy in coping. Based on experimental evidence it is
suggested that low resourceful persons judge themselves
inefficacious in coping with emctional strains and difficult
tasks; as a consequence, they tend to dwell more on their
deficiencies than on the task. High resourceful persons, on the
other hand, judge themselves more efficacious in dealing with
emotional and task demands and are, as a result, more likely to

continue with self-requlation.

The Self-Control Schedule has been used in a number of studies to
differentiate between high and low resourceful participants. An
impressive amount of empirical evidence (referred to by
Rosenbaum, 1988) indicates that two high resourceful persons,

compared to the low resourceful ones, in various investigaticms:

- tolerated laboratory-induced pain longer and used
self-control methods more frequently and more effectively in
doing so (Rosenbaum, 1989);

- as migraine sufferers, reported lower pain intensity,
focused less on the sensory aspects of their pain, and used
prophylactic medication more (Courey, Feuerstein & Bush,
1982);

- as hemocdialysis patients, complied more with their
- fluid-intake restrictions, measured in terms of weight gain
" between dialysis sessions (Rosenbaum 1989):



- as smokers, were more successful in giving up cigarette
smoking on their own (Katz & Singh, 1986);

- used self-control methods more effectively to cope with
seasickness on missile boats in a stormy sea and showed
fewer performance deficits, notwithstanding seasickness
(Rosenbaum & Rolnick, 1983).

In general, it can be concluded that individuals high in learned
resourcefulness "use more self-control methods during a stressful

encounter than low resourceful individuals” (Rosenbaum, 1988; 3).

Whiie the construct clearly has pathogenic origins, it deserves
attention in a salutogenic context. Rosenbaum concluded a recent
article "The focus of ocur research should shift from studying
the pathological parts of the human beings toward studying the
‘healthy’ éspects of human behaviour to further our understanding
on how most individuals remain well adjusted despite their
exposure to the stresses and strains of modern life" (1988,
19-20).

In terms of value orientation, the salutogenic paradigm appeals
to the researcher because it has clear implications of

empowerment. The pathogenic paradigm views the individual as a
"patient”, which literally means "being in a state of suffering"

(Latin pati = suffer). There is an implication of having to

submit passively to cne's lot in life, as a pawn shifted around
by a will beyond cneself. The salutogenic paradigm has an
implication of flexibility and a range of alternatives but also
the strong implication that the individual potentially has the
strength, the pawer to choose among alternatives and to meet the

challenges of his/her life. The role of the social worker is



also, by implication, not that of a powerful fixer-up of weak,
dependent patients, but of an empowering rescurce who can
facilitate and assist people in resolving difficult and
challenging situations in their lives. In addition there are
strong- implications of ongoing development and learning which
increase the person's resources but which also increase the
ability to learn more. (This section draws heavily on Strumpfer
1989)

1.1.2 Ecology: The Reciprocal Relationship

Human ecology which is the science which seeks to understand the
reciprocal relationships between man and all the elements or
systems in his environment. As Rosen states: "mo person is an
island, life is an interaction between individuals and their
society and environment,” (Rosen, cited in Luterman, 1986). An
individual's actions affect his environment; conversely, changes
in a person's habitat or ecosystem influence his self-perception,
his situation and his behaviour (Thomas & Marshall, in Argyle in
1984). For social work, ecology appears to provide a more useful
metaphor than the older medical-disease approach that tended to
view human beings and environments as separate emtities. In
comtrast, Germain (1979) maintains that the "ecological
perspective provides an adaptive, evolutionary view of human
beings in constant interchange with all aspects of their
environment". This approach is concerned with the growth and
potential of human beings and properties of their environments
that support or fail to support them in the accomplishment of
life tasks. Within the discipline of ecology emphasis is placed
on social planning to make the environment comfortable for living
organisms, to safeguard resources, and to assure adaptive
balance. It follows that when an ecological perspective is
applied to social work, then we take on the challenge to promote
adaptive interchanges between people and environments, not
limiting our function to entering situations after the damage has
been done. This requires the incorporation of a preventative

point of view into even a residual or rehabilitative service.



Present pertinent research questions in relation to the concept
prevention are posed by Snyman (1987; 247). One of the most
urgent research questions deals with the cost of prevention of a
problem over a wide spectrum, in comparison with the cost of
dealing with it in those specific groups and in individuals in
whom it has already been identified. Prevention is usually
directed at a universal target group and there is danger that
unnecessary cost may be incurred by including those segments of
the target group which would never have experienced the problem
in the first place. Snyman queries what it is that supports and
strengthens pecple to such an extent that they can cope with
stress and high demands without developing problem symptoms. A
further core question remaining is how can people be socialized

to deal with problems more effectively.

1.1.3 Health Pramotion Programmes - A Comprehensive Approach

Martin Shain presented a paper to the North America Congress in
Michigan 1984 on Employee Assistance (EAP) and Health Promotion
Programmes (H.P.P.).

In the broadest sense, H.P.P.s refer to a wide gamut of
"interventions having as their common denominator the intention to
mobilize the self-requlatory drive of individuals and groups to
govern their own health and wellbeing. Their variety is enormous A
in kind, degree and quality. They r;':mge from highly specific
education campaigns wii:h }w budgets to heroically funded
multi-risk factor interventions aimed at changing the world. They
deal with cardiovascular health, nutrition and weight loss,
smoking cessation, hypertension control, stress management,
fitness, lifestyle appraisal and reformulation as well as a

variety of other health related matters. They vary, too, in their



availability to the workforce as a whole and in the degree to
which they receive organizational support (Parkinson and
Associates, 1982). Generally speaking, they are directed toward

the prevention of loss and at the maximization of wellness.

Given the vériety of these programmes, a corresponding diversity
of evaluative criteria and associated cost benefit considerations
have emerged in relation to Health Promotion on the Workplace.
However, as with Employee Assistance Programmes there are still
two general dimensions of programme performance from which this
diversity of specific applications stems. These are, Coverage and

Effectiveness.

In H.P.P.s, coverage is usually discussed in terms of
Participation Rates and Programme Adherence Rates while
effectiveness is considered in terms of Success Rates which in
turn have both economic and public health aspects. Expectations
for programme success - whether it be smoking cessation, weight

reduction or stress management - include:

- increased productivity

- reduced turnover of staff and longer worklife
- lower authorized and unauthorized absences

- higher morale and job satisfaction

- higher employee predictability

-  better corporate image for recruitment

- less sick benefits

- fewer accidents

lower health insurance premiums.

Few precise studies have been done in which gains on even the
harder cost lines just mentioned have been quantified in relation
to H.P.P.s. The best evidence seems to be in the field of smcking
cessation and hypertension control (Fielding 1982) and here again
success depends upon a wide variety of factors associated with
programme design, characteristics of the host



organization and its surrounding community and the employees
themselves. Fitness and Exercise programmes have shown gains in
cost recovery terms in one study (Cox et al., 1981) but this
research needs replication in other settings before firm
conclusions can be drawn. The efficiency of this programme (the
Canada Life Project) was a function of very high participating
group decreased significantly in comparison with a control group.
Productivity was not measured, but it has been argued that very
small increases in production quality or quantity would be
required to offset programme costs (Faust and Vilnius, 1982).

In so far as H.P.P.s are aimed at the control risk factors such
as émoking, high blood pressure, cholesterol levels, obesity,
high stress, excessive alcchol use, poor dietary and exercise
habits and so on. It is as yet unclear whether it is necessary to
successfully achieve this control in order for reductions to be
had in absenteeism and turnover. It has been suggested that the
fellowship of shared activities and learning about health may be
just as important as control of the risk factors themselves.

(i.e. improvements in morale)

Stress management programmes, themselves representing a huge
class of interventions, have succeeded in showing some promise in
spite of their variety. Qurrently, it camnot be demonstrated that
they prevent premature morbidity or mortality but it can be
demonstrated that some of them reduce the physiological and
psychological manifestations of stress. (Faust and Vilnius, 1983)
In terms of benefit to the employer, this effect is of value in
itself given that superflucus stress is associated with poor

performance.

Generally speaking, Health Promction in the Workplace is
currently bedevilled with a number of shortcomings among



which are:

1) Low average coverage rates (participation/adherence).

2) A tendency not to differentiate audience needs and to adcpt a
"one size fits all" attitude when designing programmes (Merwin
and Northrop, 1982).

3) A tendency to approach risk factors such as smoking, drinking
to excess, drug use, lack of exercise and so on as though they
were isolated from cne ancother rather than interdependent
parts of an integrated lifestyle "system" of beliefs,
attitudes and behaviours. (The "Single Issue" Approach).

4) A tendency to be faddish.

5) A tendency to expect too much too soon for too little (15 lbs
in 3 days).

6) A tendency to ignore the mental health aspects of wellness.

This state of affairs will improve as consumers of these services
not only recognize their value but become critical of how and by

whom they are delivered.

1.1.3.1 Cost Benefit Rationale for a Comprehensive Approach

Iet's for a moment refer to such a comprehensive approach to the
mental and physical health of workers as an Employee Health and
‘Assistance Programme (EHAP). What might be the characteristics of
such a programme and why it would offer a superior cost benefit
ratio than an Employee Assistance Programme or Health
Preventative Programme alone or even than the two programmes
together but not co—oréinated?

An E.H.A.P. would have both economic and public health goals
which wauld translate into objectives at primary, secondary and
tertiary intervention levels. Within such levels, specific target
groups would be identified through need assessment and
appropriate interventions would be implemented to meet these
needs (Shain and Boyle, 1984).



For example:

One. Economic Goal: to minimize the costs associated with
deficits in the physical, mental and social health and wellbeing

of the workforce.

Two. Public Health Goal: to increase the physical, mental and

social health and wellbeing of the workforce.

Translated into objectives at primary, secondary and tertiary

levels of intervention, some examples might be:

a) Primary Level: to reinforce the intent and will of people in
basically sound health to remain so through examination,
reappraisal, modification and improvement of lifestyle factors

which influence wellness, vigour and productivity.

b) Secondary Level: to facilitate the recovery of people with
developed health problems by providing formal and informal
pathways to remedial services aimed at full or partial

restoration of health, vigour and productivity.

The particular form that such comprehensive programmes would
take, however, would vary a great deal depending on a number of
factors. The actual shape of the approach taken in specific sites
should depend upon careful needs analysis by management, employee
representatives and relevant programme staff from all levels.
Success, however defined, will depend on a "fit" between the
needs of workers, organizational characteristics and programme
characteristics. In that sense, the solution must creatively fit

the culture of the work organization.

The core of the cost benefit rationale for an E.H.A.P. is that
potentially at least, the health needs of the whole workforce are
covered ar considered. The typical problem to date with both
E.A.P.s and H.P.P.s has been that they each deal with extremes:
As Table 1.1 suggests, the typical target group (or at least the



group which is in fact reached) in E.A.P.s is the “walking
wounded". Members of this group have typically well-advanced
problems which affect job performance. The employer's response is
largely orientated toward individual treatment by trained
professionals. H.P.P.s, on the other hand, tend to focus on the
"conspicuously well"” either through education or involvement in
physical activity. Exceptions to this state of affairs exist in

both types of programmes, as indicated in Table 1.1 .

The moderate risk group, however, is typically untouched.

Nenetheless, it contains:

(a) People who are experiencing physical and mental health
problems which, if not resolved, will probably get worse
thus making them potential candidates for E.A.P.s.

(b) People who are suffering acute situational difficulties

which depress their wellbeing and productivity.

(c) People in states of chranically mediocre health who could be
feeling and performing much better. The condition of this
group is associated in same important ways with personal
lifestyle practices which put them at higher risk for a
variety of illnesses and diseases. These practices involve
eating, sleeping, working, travelling, smoking, exercising,
drinking ana obtaining respite from everyday troubles and

worries.

There is an accumulatiné body of evidence which says that the
groups just described are a significant source of loss to
employers because of the net impact of relatively low-level
problems an daily productivity, annual sickness and absenteeism
rates and general employee morale. (McQueen and Siegrist 1982)
Even accident rates are affected by the existence of a large

group of people in the workplace who are functioning below par.



So, one of the great potential advantages of the E.H.A.P.
approach is that it deals with the organizational losses
attributable to the moderate risk group.

A second potential advantage is that you get optimal use of
available resources. This is explained by means of a diagram
(Table 1.2). Both E.A.P.s and H.P.P.s are shown as penetrating
the moderate risk group but at considerably different costs. This
is a hypothetical projection, of course, and the cost projections
will vary enormously depending on the characteristics of the
programmes and on the characteristics of the workforce in

question.

One point to stress in relation to the diagram is that H.P.P.
costs tend to escalate less rapidly than E.A.P. costs when
addressing the needs of the moderate risk group. However, this
projection assumes 1) that the same pecple would seek help
through a H.P.P. as would attend an E.A.P. and, 2) that the two
types of programmes would be equally beneficial to participants.
Neither assumption is probably true. However, the possible
additional effectiveness of E.A.P. based clinical interventions
with moderate risk people is offset by additional costs with
probably little chance of recovering them, while the lower
effectiveness of usually group oriented skill-building H.P.P.
approaches is offset by proporticnately lower costs. The
escalation of costs in E.A.P. as it progresses towards, in its
terminology, "earlier identification” is due to the added
resaurces required for supervisor training, employee education
and casefinding as the éandidates become less obviously troubled.
Same of these costs may be in turn offset by the increased
voluntary use of programmes and by the provision of less
intensive forms of treatment for problems. e.g. outpatient care,
day treatment, weekend programmes etc. Thus, the cost benefit
ratio is really a sliding scale which can be roughly captured by
the diagram but which in practice has to be used by concerned
parties on the basis of trade-offs between desired outcomes and

available resources.



To return to the diagram, you will see that on a strictiy cost
basis, E.A.P.s and H.P.P.s appear to work most efficiently at the
extremes of the health continuum: that is, with the "walking
wounded" and the “conspicucusly well". However, in terms of
benefit to the organization, the gains are not distributed the
same way. In E.A.P., the "critical few", who roughly correspond
to the "walking wounded" are a small subgroup of very costly
problem employees who tend to get identified and referred at an
early stage of programme development. Since the cost line for
E.A.P. is also roughly a time line, one can see that the greatest
efficiency for E.A.P. tends to be in the start-up period when the
critical few are being identified, although it is also true that
stari:-up costs tend to be high and are amortized over successive
years. In H.P.P. the situation is different. The gains which
accrue from reaching the conspicucusly well in early stage
programme develcpment are less than those which start tc accrue
once there is penetration of the moderate risk group. So, if the
cost line is also the time line with H.P.P., you can see that
greater gains accrue later in programme develcpment althouch it
is not clear yet whether these benefits offset costs in strict

recovery terms.

However, all this needs to be considered in the context of two
other benefits of the comprehensive approach. The first is that
there will probably be a tendency for cross-referral to develop
between E.A.P. and H.P.P. particularly where there is.
cross—fertilization of programme staff. e.g. an E.A.P. publicity
component can be built into H.P.P.s at the basic educaticnal
level. H.P.P.s at the training and skill building level can offer
pathways into more intensive E.A.P. interventions, while clients
of E.A.P.s can be referred for auxiliary care into H.P.P.s and
vice versa. This will tend to optimize the use of scarce

resaurces by allocating them to the neediest groups.

The final advantage of the E.H.A.P. is that it requires
comprehensive planning. For this to occur, there has to be a

process within organizations whereby all concerned parties —



management, staff representatives, health professionals and the
like — come together to discuss the health needs of the total
workforce. Such a process in and of itself is part of a change in
corporate culture and represents a rshift toward the ecological
model of Cost Benefit. E.H.A.P.s can potentially provide a
barometer of organizational functioning via the feedback received
by programme staff from participants and clients. This feedback,
delivered to managers at the most senior levels, can serve as a

measure of the health of the organization.

In spite of its theoretical appeal, the move toward E.H.A.P.s
will not be easy. We can expect in the short run a great deal of
debate and acrimony between programmers who currently ply their
trades at opposite ends of the health continuum - namely E.A.P.
and H.P.P. Philosophical and practical differences will have to
be identified and where possible ironed ocut. Competition for
scarce resotirces will have to be minimized. However, the
potential benefits of a comprehensive approach are enormous. An
E.H.A.P. is more than the sum of an E.A.P. and a H.P.P. . It
represents a move toward a greater and more proactive concern
ébcut the value of human life and about working pecple as not
only producers of goods and services but as active, more robust
members of society. The benefit of such approaches, then, will
accrue not only to the workplace but to society as a whole
(Shain, 1984).

Below Table 1.1 illustrates the continuum of employee care
covered by Employee Assistance Health Programmes whereas Table
1.2 graphically elucidates the cost relevant factors in relation

to Employee Assistance Health Programmes.



HPPs EHAP EAPs

I~ I\ 7

Employee Health Risk

prese—-
Low Low Moderate High Moderate High
25% | 70% 18%

Conspicuously Well Walking Wounded

Table 1.1 Employee Assistance Health Programme



Prevention

EAHP Awareness / Education EAP Publicity

EAHP Training/
Skill Building

EAP Referral

EAHP Referral

EAP Counselling
Treatment

Remediation

Low risk
Low cost

High coverage

Medium risk
Medium cost

Selective coverage

High risk
High cost
Low coverage

Table 1.2 Employee Assistance Health Programme



To speak of accomplishing change in peoples lives raises two
immediate questions. Firstly whether it is desirable to adapt
individuals to meet the needs of society, rather than to chance
socciety, in accordance with the individuals needs and secondly,
hcow the dbjectives and methods of change are to be selected and
by whom (Collins 1981).

Experienced social workers can often intervene effectively in
defective situations and bring about in a relatively short time
social improvements which would have required several decades if
they had occurred through spontaneous adaptive processes and
which indeed might not have occurred at all (Germain 1979;
xiii). The professional purpcse of social work arises from a
dual, simultanecus concern for the adaptive potential of people
and the nutritive cualities of their environments. In an
ecological view, practice is directed toward improving the
transactions between people and envircnments in order to erhance
adaptive capacities and improve envirconments for all who function

within them.

Kncwledge required tc understand the complexities of people,
envircnments and the nature of their transactions draws upon
evolutionary biology, environmental psychology, ethology, and
organizational theory as well as disciplines more familiar to
social werkers. The value base of the practice refers the kinds
of transaction social workers "prefer" for people and
environments, those that express pecples adaptive potential and
envircnmental responsiveness and diversity. Both knowledge and

values support the professional objectives of:

1) releasing, developing and strengthening people's
innate capacity for agrowth and creative adaptation

2) removing environmental blocks and obstacles to growth
and adaptation and

3) positively increasing the nutritive properties of the

environment.



Those transactions between people and environments are sought
that will nourish both parts of the interdependent system
Germain (1979:17).

Vhenever services have failed to meet need as it is experienced
by users of the services, social work has sometimes responded by
providing more of the same kinds of services. This kind of
change has usually not resulted in resolution of problems and
has sametimes created additicnal ones. Totally new solutions
are required, that go beyond present assumptions and practices
to find creative adaptations and novel arrangements for

providing services.

Social work practice has been undergoing scrutiny and change,
stimilated from within the profession and from society itself.
Within the profession, new knowledge has become available to
conceptuaiize practice. From without comes the challenge of
ongoing rapid change. The ecological approach to practice
establishes the person as an adapting and coping creature,
striving for growth, mastery and interaction with his
environment .

All organisms "seek" effective interaction with the environment
for survival. Human beings strive towards competence, or the
capacity to have an effect on the environment in spheres of life
important to the individual and the cultural group. Competence
here refers to a wide range of abilities and skills with respect
to the "inner life" of feeling, impulse, wish and thought and

the "outer life" of interaction with the envirconment.

Maluccio (in Germain 1979; 286) states that competence is most
effectively achieved when intervention is directed toward an
ecological unit, consisting of a person and his immediate social
environment. The outcome of the human beings efforts to cope
successfully with life tasks depends not only on his or her
qualities and needs but also on the availability and purposeful



use of varied environmental resources and social supports.
Consequently, a major function of social work intervention is to
provide opportunities for enhancing the mutual fit between

people and their environments.

We have all met people who possess, intuitively the skill of
effectively and productively communicating with other pecple.

However, they are rare individuals and not the average ones.

Indeed, if one were to ask these same people how they attained
their skills they probably would be unable to say, nor could
they teach these skills to ancther person. They are the few
privileged people who have that "something special” (Anthony and
Carkhuff 1976). When one considers that Anthony and Carkhuff
state that "the lack of effective communication skills has
caused many 'more people to lose their jobs than the lack of
technical skills necessary for those jobs," it no longer becomes
a feasible excuse to hide behind the idea that one is either

born with that something special or one is not.

What vehicle then did the Lifestyle Develcopmental Programme
utilize in an effort to break through the mystery of that
"something special." A vehicle which is not a strategy
restricted to the psychologists armoury alcne. A vehicle
which can be situated in the life space of people when and
where stress is experienced. A service structured in ways
that are congruent with life styles, interests, and tempos
of the group, family and organizational levels. A service
directed at helping people before the stress generated by
problems in living become intractable, recognizing that
rapid social change results in the rapid obsolescence of

pecples usual adaptive patterns.

Social skills training, has proved effective with teaching
dating skills, assertiveness training, helping individuals

overcame shyness and social anxiety, helping adolescents



acquire conversation skills, friendship making and other social
skills. The training has been successfully applied not only to
the promotion of socially valuable behaviour, but also to the
skilled control of socially undesirable behaviour, such as
aggressiveness and excessive drinking (Priestly, McGuire, Flegg,
Hemsley, Welham, Barnit, 1984).

Thus there seems to be a broad spectrum of socially skilled
behaviour which can be developed and improved through skills

training.

Social skills training may be properly described as
behaviouristic, first with regard to its stance as admissible
evidence and second in respect if its emphasis on practice by
trainers (Ellis and Whittington 1983).

The social skills training approach rests on the assumption that
many people experience difficulty in interacting socially and in
carrying out social roles because of deficiencies in their
earlier opportunities for learning, the disabling effect of
which is intensified by an unrewarding and unhesitatingly
present environment. Skills training programmes aim to provide
new learning opportunities in an atmosphere of security and to
develop the use and application of what is learned (Collins,
1981).

Social skills training programmes have been adapted and applied
across a very wide spectrum of trainers, trainees, settings and
circumstances and its use continues to spread. Social skills
training may be criticized as relatively artificial as it occurs
in controlled environments, and there is almost certain to be

some element of role-playing required from the trainee.

Nonetheless the face validity of the exercise is high (Ellis &
Whittington 1983, 78). Social skills are not a disposition but
‘a response capability.



Interpersonal exchanges, verbal and non-verbal occur within
boundaries set by physical circumstances, psychological

expectations and social norms. Social skills training has
always involved the reduction of the complex to the simple,

from the conglomerate to the element.

Programmes of social skills training should reflect local
needs. In particular negotiation between interested parties
to arrive at an appropriate set of skills and procedures.

If the training programme is to meet local needs the
intending trainer must establish what those are. There is
almost no agreement either empirically or conceptually as to
what constitutes a lifestyle (Sobel 1981:2).

There is not much explicit disagreement either. Rather the
literature is idiosyncratic. As a result, it is not clear
whether 1ifestyle belongs to an individual or to some
aggregate. The causes and consequences of lifestyle are nct

separate analytically from the phenomena itself.

Furthermore, virtually no discussion of lifestyle as a
phencmena in its own right are to be found. By analogy
lifestyle is defined as "any distinctive and therefore
recognizable mode of living." Lifestyle consists of
"expressive" behaviours that are directly observable or
deducible from observation. (Gambrich in Sobel 1968;352)
states that a reasocnable way to choose appropriate
behaviours is to select those that are most salient within a
given time and space. He further argues that sources of
lifestyle differentiation are roocted in different reference
sets that individuals maintain. These reference sets are
engendered by the positions that individuals occupy and the
different demands placed upon incumbents of various
positions. Thus lifestyle variation stems from
differentiation within social structure. Researchers have

demonstrated that social position is related to a variety of



attitudes and values, behavioural orientations and

behaviours that are viewed as indicative of lifestyle.

Social warkers when intervening in lifestyles are often
criticized for not evaluating what they do. It is partly
because of wooliness of objectives and probably due to the
fear that nothing has been achieved. It is better to admit
that a given intervention has failed and to try and see why
than to assume that although we do our best failures may
occur. Nor should we fear loss of professional status -
doctors are often faced with conditions they can do nothing
or little to cure, yet they do not necessarily feel
incompetent on that account. There is no doubt that the
achilles heel of social skills training is the issue of
generalization. There is a sizeable and largely depressing
literature on the lack of generalizability of social skills
training (Furrham in Ellis 1982;286).

All generalization procedures link the artificiality of
training to the unocontrolled circumstances of real life. No
‘matter how carefully skills are identified or how important
they are for the individual trainee before and after
training, they have suffered a change and may no longer be
perceived by the trainee as significant (Ellis and
Whittington 1983). Evidence for short-term behaviour change
in development is encouraging. Much more research however,
is needed on both ocutcome and procedures.

Man and his potential is the central concern. Our expanding
knowledge of human development in relationship to
environments that nurture or damage mans capacity to
actualize himself has implications for the way we organize
our service interventions. In the words of Romanyshyn (in
Heller 1965;187) it appears to us that a. community which

organizes its activity so that it maximizes the number of



healthy, intelligent, self-directing citizens capable of
viewing situations from perspectives other than their own,
of weighing alternatives and making decisions, of defining
new goals and inventing new ways of achieving them is in
fact a democratic commnity and is producing members who can
sustain it against all more pessimistic theories of human

nature and social order.

The above introduction is an orientation to the Development

and promotion of a Skills Oriented Lifestyle Programme for a
group of apprentices in the mining industry. It is followed

by attention to:

- stimuli for the study

- aims and objectives of the research
- research domain

- research questions

- methodology

~. limitations of the study

- clarifications of concepts.

1.2 Stimuli Far The Study

" The researcher became intimately familiar with the concept of
social skills tfaining during 1983. Due to the nature of her
work as a trainer she became a specialist in the development and

training of skills for personal development programmes.

The Chamber of Mines in 1986 as a result of a feasibility study
having been conducted on the efficiency of services rendered by
the Social Services Department to employees of member mines
committed itself to a more preventatively orientated Human
Development Strategy. This strategy covered the continuum of

service rendering namely:



- tertiary, in terms of hospitalization for patients

requiring intensive psychiatric care

- secondary, in relation to early identification, referral
and treatment of psycho-social problems under the banner of
the Employee Assistance Programme

- primary, as related to the education and development of
employees.

Goldfields of South Africa in the form of their personnel
‘department had approached the Social Services Department (now
EAP Services) by this time with a written request motivating the
necessity of having a preventative Life Skills training
programme directed at the apprentice population entering the
mining world. It was at this point that the researcher was
employed by the Social Services Department with the primary task
of developing and implementing a Lifestyle Development Programme
which would be piloted at the Goldfields Training Services in

Glenharvie.

The challenge of developing in written form a Lifestyle
Developmental Programme for the mining industry was a formidable
task, but the very pressure, belief in the viability of the

- project and the desire to prove herself as a functional staff
member motivated her to produce the pilot package. This was
presented over a period of six consecutive weeks, cne day a week
to 15 graduate persannel trainees who were the target group
selected by Goldfields Training Services Management to attend
and report on the viability of the newly developed programme.

Judging from the overwhelmingly positive reception of the
philosophy, content and presentation of the programme by the
recipients, Management unstintingly supported the integration of
the Lifestyle Development Programme into the induction and
orientation of apprentices, learner officials, and graduates

from Goldfields Training Services.



This move entailed the employment of a Lifestyle co-ordinator
who would be responsible for the implementation of the Lifestyle
Programme at Goldfields Training Services. Future
implementation of the programme involved the selection,
training, monitoring, and evaluation of trainers. Much
attention was focused on validating the applicability of the
content to the target population.

The development of the project ran its course and snowballed to
the extent where it received a profile which drew the attentim
of other mines, mining houses and training centres. Requests
were made, at first informally and subsequently formally, to
develop a similar Lifestyle Programme appropriate to the
remainder of the Goldfields Training Services employee
population.

As such the successful implementation of this phase culminated.
in a powerful, well-accepted, high profile programme. The
researcher was throughout the whole process committed to a
practitioner-researcher approach, thereby continually evaluating
all inputs made. These extended from content applicability, to
presenter adequacy, to programme enjoyment.

A point was reached when a question being asked repeatedly
could no longer be ignared! "Lifestyle is cbviously great fun,
enjoyed and appreciated by all, the infarmal payoffs are
dwious. Participants perceive the programme to have positively
impacted their lives — but can you prove it?" It became cbvicus
therefore that this fast growing and influential programme
needed to be submitted to stringent evaluation, prior to further
pfomoting the efficacy thereof.

A further current motivation is the fact that at the Health
Psychology Conference held in Pretoria in October 1989, M J
Visser stated that based on current research to date,
psycho—-education programmes with life skills training included

were the hichest research priority indicated.



1.3 Aims and Objectives of the Research

The cornerstone fundamental to the essence of this research
project and generally programmes preparing pecple for life is
the fact that it is pragmatically centred. The researcher
believes that there are mountains of knowledge and information
available. However, this goldmine of facts, principles and
concepts remains largely impotent in terms of the practical
impact it has on peoples lives. As such the aims and cbjectives

of the study were as follows:

- to peruse available and applicable literature central to
the study.

- to provide programme material extending from trainer
selection scales, to trainer training material, to an
actual lifestyle programme, to scales and questionnaires

utilized to evaluate the impact of such a programme.

- to test the impact of the programme on apprentices within

/ the Goldfields Training Services context in terms of the
effect of the programme on their learning, working and

living dimensions in the short term, and on their living

dimension in the long term.

- to research the viability of the programme in terms of its
/ enhancing participants level of potential life satisfaction
by means of skills integration into their behavicural
repertoire thereby promoting its continued use in the

mining industry.

[ - to make a case for prevention and corporate wellness in
South Africa.

-  to give recognition to the works and models of Robert R
Carkhuff who empowered the researcher to achieve the above

objectives.



1.4 Research Damain

In so far as it is known, there is no other private enterprise
organization anywhere in the world to compare with the Chamber
of Mines of South Africa. Its uniqueness arises from the fact
that while it does not itself conduct mining operations the
Chamber undertakes a large variety of advisory and service
functions on behalf of the whole mining industry which can most
effectively be handled on a co-operative basis with the
particular aim of improving profitability. The development of
the functions of the Chamber has been closely linked to the
history of gold and coal mining in South Africa and the growth

in importance of precious and base minerals in the country's

economy .

The primary object of the Chamber of Mines is to promote and
protect the interests of the South African mining industry. To
this end the (hamber's principle committees meet on a regqular
basis to consider matters of policy affecting the industry as a
whole and to issue policy directives. These principle
committees are representative of the major mining finance houses
which collectively conduct more than 85% of all mining activity
in South Africa. (Chamber of Mines of South Africa 1986
Review). One of the Service Departments of the Chamber is the
'Social Services Department now Employee Assistance Programme
Services whose mission it is to provide employees from member
mines who have or are in the process of developing personal
problems with the necessary assistance in a cost effective
manner so that their level of work productivity may be
satisfactorily maintained.

Goldfields of Scuth Africa has a training centre based in
Glerharvie between Westmnaria and Carletonville, where
apprentices, learner officials and graduates come to be trained
prior to and during their employment on the Goldfields mines.



1.5

A second training centre is situated in Luipaardsvlei,

Krugersdorp - this is utilised predominantly for the training of

‘apprentices.

Both -df these training centres perceive themselves to have the
responsibility of introducing to the mining industry apprentices
who have been well trained not only in terms of their technical
functions but also in terms of their ability to relate well
interpersonally. As such, part of the training involved is
directed towards ernhancing their developmental potential as
people and subsequently contributing to a more adequate,

productive and satisfied workforce as a whole.

In a broader perspective what is being indiéated here is the
concept of social accountability, which can be defined as a
commitment to be co-responsible for the quality of life within
the conmuhity from which the company draws its resources and

gets its support (IPM, 5; 10 February 1987 - Francis Uys).

In the words of Sir Ernest Oppenheimer and Dr. Anton Rupert who
underline the commitment to society in their business philosophy
" A company has a three-fold responsibility: to it's

shareholders, to it's personnel and to the community in which it

exists and from which it draws it's success." To understand the

~ implications of social accountability and to integrate it into a

business philosophy plan requires a new breed of executive.
Somecne who can make something valuable cut of what is
inevitable. Because there is an inevitability about the need to

© adapt to a new role for both the executive and his firm in the

Scuth Africa we are entering, if we are going to survive as a

civilized society.

Research Questians

Questions arising from the aims and objectives of this study

are:



- Does a preventative, skills orientated Lifestyle Programme

1.6

1.6.1

presented to apprentices during orientation impact their

living, learning and work dimensions.

That is, does it not impact (null hypothesis)

does it negatively impact (hypothesis one) or

does it positively impact (hypothesis two)

their work performance, learning achievement and life

satisfaction

if hypothesis two is proven, then is the positive impact of
the programme short lived, or is there evidence indicative of
the life skills having permanently flavoured the individuals
behavioural repertoire, thereby rendering his life

satisfaction (as related to persmal competency) higher?

can a case be made for corporate wellness with a lifestyle

course being a major companent thereof?

Methodology

The Research Method

The research method is the plan or design for the process of
finding a solution to the research problem posed by the

investigator (Grinnel 198l1).

In weighing the advar‘mtages and disadvantages of research
methods the researcher focused on certain practical issues
influencing her choice. The size and scope of the proposed
study, the co—cperation needed to implement the method, the
extent to which the study would intrude on the participants in
the project, the financial and physical resources required and
the time needed to implement and conclude the project were

taken into consideration.



It was decided that the methodological approach chosen would
place emphasis both on descriptive and experimental
characteristics and a quantitative approach would be stressed.
With the purpose of the research being to determine how
successful a social programme is in fulfilling it's mission,
what effects the programme is having and whether it is
performing as expected, the research method may be considered
to be program evaluation (Grinnell 1981; 420).

Programme evaluation is applied research and is distinguishable
from pure research which has as its main objective the
accumulation and analysis of data in order to formulate
hypothesis and theories for the sake of knowledge itself.

Programme evaluation is concerned with measurement of the
degree to which a social programme succeeds in reaching its
predetermined objectives. The reasons why a particular social
programme fails to achieve success in meeting programme
objectives are also relevant, since they provide agency
administrators and planners with information they can use to

restructure programmes and make them more effective.

Although this type of research is given to experiencing
difficulties in respect of determining programme objectives and
establishing ocutcome measures to assess the extent to which
objectives have been achieved, research of this type can be of
significant benefit to human serviee organizations by providing
a means to enhance accountability. Programme evaluation can
help social programme planners to reach more rational decisions
to improve their capacity to develop and implement social
programmes which will effectively and efficiently meet human
needs (Grinnel 1981:;428).

In order to orient the development of the researcher's skills
and the progression of the research project a time sequenced

description of the process follows:



May 1984 - the researcher was employed by the South African
Association for Health Promotion as a Senior Community
Organization Social Worker. Her main job function was the
creation of a personal development programme. During this time
the researcher was privileged to work with Dr W C Mostert who
is hailed as an expert in the development of skills oriented
programmes as per the Robert R Carkhuff methodology. His
expertise was generously imparted to the researcher enabling
her with his assistance to produce by March 1985 a bock
entitled "A Skills Approach to Perscnal Develcpment The
Carkhuff Way". The book covered a broad spectrum of perscnal
development which was appropriate to both lay and professicnal
persons alike. This programme was marketed and a structure was
implemented according to which such courses were run for the
dual purpose of personal and professicnal development, such as
train the trainer courses. Fees were charged for the’
attendance of said courses and by December 1985 the programme

was considered to be financially self supporting.

January 1986 - The researcher consulted from home for a period
of six months. Her programme development skills were broadened
in terms of the wide spectrum of persons utilizing her

expertise, ranging from the industry, to the mental health and

medical profession.

June 1986 - the researcher was employed by the Chamber of Mines
with the express purpose of designing and implementing a
preventative human development programme for the apprentices in
the mining industry, at that time to be piloted by Goldfields
Training Services.

The purpose of the Lifestyle Development Programme was to equip
employees with personal skills that constitute a healthy
lifestyle. The programme should enable employees not only to
prevent perscnal problems from occurring but to cope

canstructively when encountering them.



The objectives for the participants were to:

- gain a clear perspective of what it means to be human
- engage canstructively in social relations
- communicate appropriately, comfortably and constructively
- negotiate social interactions diplomatically and to assert
themselves when necessary
- tackle personal problems in a goal directed manner
- be in control of their personal lives and to relate
' realistically to their environment
- reduce the level of their perscnallstress
- adopt a constructive and responsible attitude towards
alcchol and drugs, and
- enhance the meaningfulness of their personal lives
(Human Development Strategy, Goldfields Training Services
1986).

1.6.2 Pilot Programme

July 1986 - The Lifestyle prbgramme was written and completed
within a period of six weeks whereafter it was presented to a
selected graduate group of 15 employees at Goldfields Training
Services. The programme was approved of in that presenter
effectiveness scored 98% average and content satisfaction was

95-97%. Subsequently the training of presenters ensued.

Auqust to December 1986 - A group of three from the personnel
department and the Lifestyle co-ordinator were proposed by
management as presenters, that is there was no selectim

procedure in which the researcher was involved.
This group of 4 persons was exposed to training consisting of:
- a 6 day Lifestyle course as participants

- - a 3 day Counselling Skills course, with a view to

broadening their interpersonal repertoire as presenters



- a 4 day Effective Presentation course.
- a day's personal preparation and consultatim
- and a 6 day monitored presentation of the Lifestyle

course to selected groups of trainees.

Of the above pecple, the three persons from the personnel
department had had little choice in whether they wished to
present Lifestyle or not. Difficulties were experienced in
terms of their workload, level of commitment to the project and
personal ability. Arrestingly only two of the four persons were
finally selected by the presenter as trainers, one of whom was
the said Lifestyle co—-ordinator. The cne member of personnel
remaining, presented a single most adequate course and was then
transferred leaving Lifestyle with one trainer, namely the

Lifestyle co—ordinator.

June 1987 - by this time 21 Lifestyle courses had'been run with
a total of 231 participants attending. A summary of the
evaluations reflected that the course was well received both in
respect of presenter effectiveness (96% satisfaction) and course
content (84-100% satisfaction). Upon consultation it became
evident that the Lifestyle development co-ordinator was at risk
of presenter burn ocut. As such the researcher negotiated with
the management of Goldfields Training Services with a view to
‘making the Lifestyle Programme a permanent and integral part of
their organization in a effective and efficient manner. Priar
to this an opinion poll had been done at the training centre
which proved highly positive in respect of Lifestyle and as such
the course of action decided upon was to select new trainers in
an objective and stringently evaluative manner. This selection
procedure intimately linked the researcher, the Lifestyle
co-ordinator, management and the future trainer with a view to
appropriate trainer selection (See Appendix 1 - Trainer
Selection Scale developed by the researcher).



July 87 - The researcher attended a Heimler Scale of Social
Functioning training course in order to become adept at using
the scale. The course was presented by Por M A Van Zyl in

Bloemfontein.

December 1987 - Goldfields Training Services had 5 dynamic,
mot ivated, self-reliant and committed Lifestyle presenters
headed by Gavin Leverton the Lifestyle co-ordinator who
consulted regularly with the researcher.

The Lifestyle team at the Goldfields Training Services became
known as the Human Development Project. That is Goldfields
Training Services allocated a specific role and status to
Lifestyle presenters who were continuously monitored, trained
and challenged to develop new content specific to the needs of
their system.

The implementation model utilized is summarized on the following
page in Table 1.3 (Rijavec: 1989).

1 .6.73 Main Research

October 1987 to August 1988 - The main research began.

'Goldfields Training Services Engineering received an intake of
approximately 120 apprentices during January 1988. These
apprentices arrived on 11 January and remained within the
Goldfields Training Services Engineering set up until 15 April
1988. As such they were there for a period of 14 weeks.

Each individual was given the opportunity of attending a 6 day
Lifestyle course during this period of training. The impact of
the preventative skills orientated programme on the apprentice

population group was assessed in the following manner.

The first two groups of 12 apprentices each were allowed to
settle into the system for a period of 4 weeks.



Programme

Implementer Consumer

_

1. Implementation Plan

2. Need Assessment - feedback

3. Marketing Presentation |

4. Negotiation - clarification

5. Policy formulation 11. Recycle
6. Pilot feedback

7. Administer

8. Trainer Selection

9. Trainer training

10. Evaluation ————

Table 1.3 The Iimplementation Model
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A baseline level of functioning was then established by means of

three measuring instruments:

One - The Heimler Scale - Evaluating their
general social
functioning

*Scale developed by Eugene Heimler

Two ~- The Apprentice Work - Whereby instructors
Performance Scale evaluated the
apprentice's work
performance
* Scale used at GFTS training centre

Three - The Apprentice - Whereby instructors
Learning Achievenent evaluated their
Performance Scale learning achievements

* Scale developed by the researcher

(Appendix 2, 3, 4)



For purposes of clarity, on the next page is a graphic parallel
of the Heimler Scale in relation to the Lifestyle course
content. The applicability of the measuring instrument used is
hereby illustrated. (Table 1.4)

The 2 groups of 12 apprentices each then attended a 6 day
Lifestyle Programme run by approved Lifestyle trainers. After
completion of the course their level of functioning was again
evaluated 3 weeks later by means of the above mentioned

instruments.

As two groups presented by two trainers ended another two began,
until all 120 apprentices had attended the programme. This tock
from 8 February 1988 until 18 March 1988. Each groups baseline
level of functioning and post intervention functioning was

assessed by all three instruments.

Once having left Goldfields Training Services Engineering the
apprentices moved on to either a mining environment or a
training college. A six month follow up evaluation with respect
to long term impact on social functioning was then done (see
Table 1.5: Diagrammatic Representation of Research Methodology).

August 1988 - present. The researcher busied herself with a

literature survey and analysis of the research data.

September 1989 - A trip to Washington DC was arranged where the
researcher spent time with Robert and Chris Carkhuff and Don
Benoit, Director of the Carkhuff Institute. In discussion a
renewed present day corientation was gained with respect to
wellness, development and prevention as viewed by the creator's
of the model themselves. The latest literature was integrated
and overall the researcher experienced a renewed enthusiasm in
terms of reassurance that her directive approach implementaticn

and ‘ideology, idealistic though it is, is far from impractical.



Lifestyle Heimler Scale

__Energy ' Energy
Body Talk
Observing Personal influence/friends
Listening '
Interpersonal
initiating

coping with conflict
My time is yours

Defences Synthesis
Problem solving
|__Planning
Budgeting A Finance
Stress
Alcohol and Drugs __ Health/habits
Meaning in Life Moods/overall view of life

Impacts persons self-concept and value system

Table 1.4 Heimler Scale parallel to Lifestyle



GFTS Engineering

Mines or Colleges

Short term intervention assessment

Scale 1
Scale 2

Scale 3

Long term post
intervention
assessment

Scale 1

+-4 weeks
—)

Jan 11 Feb March

15 April 1 July

8-16 16-23 24-2 3-10 11-18

- 6 months later

0 groups
Group A+B Group E+F Group [+J -
Group C+D Group G+H 20 people
24 pepple 24 pepple 24 pepple
24 pepple 24 pepple

Scale 1 . Helmler Scale

Baseline Functioning Assessment

Scale 2 «  apprentice Work Pertarmance Scale

Table 1.5 Diagramatic represen

Scale 3 .

Apprentice Learning Achlevement

8cale

tation of research methodology



1.6.4

1.7

In general it may be summed up holistically to say that in the

USA companies not investing in a wholesome human development

strategy are the exception.

(1)

(2)

(3)

The Sample

Preliminary Research

231 participants were asked to determine the
applicability of the Lifestyle content to their lives as
well as indicate their perception of presenter

effect iveness.

Main Research

120 participants attended a Lifestyle programme of which
80 finally became a viable sample.

Qurrent lz

Of interest is the fact that +-35 trainers exist and over
1750 employees have been through the programme up to
date.

Currently it is running at Goldfields Training Services

(Westonaria), Luipaardsvlei (Krugersdorp), James Park,

Collieries Training College (Witbank) and upon request from the
7 Chamber of Mines EAP Centres for Human Development
(Jchanneshurg, Westonaria, Carletonville, Klerksdorp, Welkom,
Witbank-Evander, Rustenburg).

Limitations of the Study

During the process of this research project certain inherent

limitations became apparent.



These are menticmed and discussed below.

- Inconsistent presenter impact: The person presenting the
Lifestyle course is similtanecusly the strongest and
weakest link in the programme. The content as it stands
alone is only effective to a point, thereafter the
presenter him/herself depending on his/her personality
profile, sensitivity, training efficiency can limit or

enhance programme effectiveness.

- Learning and working impact has not been evaluated in the
long term. It was not feasible within the time and
practical limitations of this research project to monitor
these two areas for the apprentices concerned. As such the

impact long term on these life areas remains unknown.

- Limited S A literature is available. The researcher was
literally at times unable to find pertinent literature
which referred directly to her field of interest. As such
there is much reliance on the Carkhuff literature and
American based research.

- The assessment done is limited to apprentices in the mining
industry. Through experience the researcher is aware that
the applicability of the programme extends to many groups
of persons. Within the present parameters of the study

generalizations are limited.

~  'The scales were administered by the three trainers; as such
subjective variables may have affected the final research
result. Only one ocut of three scales i.e. the Heimler scale
has been validated. The Learning Achievement and Work
Performance scales are used as a matter of routine by

instructors in apprentice training.



- The promotion of the researcher cut of the position of
direct Lifestyle co-ordinator for the Chamber of Mines
indirectly is a limitation. The researcher in the latter
phase of the research had to rely on second hand
information as her new job repertoire placed her beyond

direct contact with the Lifestyle programme.

- The programme evaluation study methodology utilised
requires continued and in depth research to validate the
indicated findings of the present study.

- No control group was used thereby limiting the spectrum of

conclusions which may be drawn from the research.
- A case can be made generally in respect of the

cost—-effectiveness of wellness programmes however a

simplistic and accepted accounting formila remains elusive.

1.8 Clarification of Concepts

For the sake of clarity a number of concepts used throughout the

dissertation will be clarified.
Lifestyle

An educational and life skills training programme made available
to employees to improve.their human skills and equip them to
prevent and to manage directly personal problems they may
experience in their daily living, learning and working life
dimensions. In the remainder of this thesis, the Lifestyle

programme will also be referred to as Lifestyle!

Life Skills Training

A programme designed for apprentices - learner officials and



graduates of all races to be presented experientially over a
period of 6 days. Areas covered are a person's physical
emotional, interpersonal, intellectual dimensions and indirectly

the self concept, value system and spiritual conceptualization.
Presenter
A professional or non-professional person selected and trained

in counselling skills, presentation techniques and lifestyle

content with a view to effectively presenting the Lifestyle

programme.
GFTS

Goldfields Training Services based in Glénharv’ié.

James Park

Goldfields Training Centre at Luipaardsvlei Krugersdorp.
o

(hamber of Mines.

EAP

Employee Assistance Programme

A person's social sphere covering predominantly interpersonal

relationships.
Learning

A persons ability to assimilate, conceptualize and implement

knowledge and skills in a comprehensive manner.



~ Work ing

That life dimension where people perform jobs productively with
a view to being compensated therefore.

Effective Presentatiomn

A 3 day course enabling presenters to transform knowledge into
skills thereby making the knowledge transferable. Planning and
presenting lessons in a comprehensive stimulating manner is an

integral component of the course content.

Counsell ing

A programme designed to sensitize presenters to the
interperscnal communication processes of attending to,

responding, personalizing and initiating action with others.
Prevention

Equipping people with a broad spectrum of life skills thereby
empowering them to respond positively when stimulated to do so.

A pro-active measure which ensures that a specific undesired

condition does not occur.

Develwnt

Intervening timecusly with a view to broadening pecples'’

response repertoires.
Skills

Practical step by step procedures, when if followed will lead to
the accomplishment of a set objective.
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Carkhuff Model

People, data and things stimilate people to respond
continuously. Depending on their ability to process these
stimili, and the depth of their response repertoire, their
ability to choose to respond positively, more often, will be

profound.

Salutogenesis

A term coined by Antonovsky (1979) meaning; "Originating from a
health orientated perspective." The salutogenesis paradigm
provides a restructuring of one's perception and ways of
thinking about pecple, as well as new practical approaches to
peocple in context and to studying them.

Programme

A course where life content or knowledge has been transformed
into transferable, teachable skill objectives and skills.

S0C

it

Sense of ccherence.

GRR

m————

Generalised resistance resources.

Summary

The orientation and introductory chapter to this research
project, covers the origins of the field of interest both
practically and from the thecretical perspectives of
salutogenesis, ecology, health promotion programmes and skills
training. The parameters of the study are explcred in respect of
its aims, research domain, research questions, methodology and

clarification of concepts.



1.10 Presentation

In order to follow both the personal and professional
development, and operationalized implementation of the programme,
the flow of the thesis has been dictated in accordance with the
following structure.

First R R Carkhuff and his mission is explained.

Secondly his comprehensive model and format of systematic
thinking needs elucidation. Resounding investigations have been

done on the latter and an expose of these is given.

Promoting wellness in a corporate S A enviranment precedes the

implementation and evaluation of the research.
The confirmation of the applicability of Carkhuffs model for
human processing in a S A corporate context becomes

unquestioningly evident.

The study material is thus systematically presented in the

following manner:

Chapter 1  Introduction and Orientatim

Cl;lapter 2 R R Carkhuff The Man and His Mission

(hapter 3  Carkhuff's Measurable Model for Human Processing
(hapter 4  Promoting Wellness

Chapter 5 Corparate Wellness

(hapter 6 Presentation and Analysis of Enpirical Data

(hapter 7 Conclusions and Recommendations
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CHAPTER I
A A
SAVTER 22

RRCRRK[I]FF-—'IHEDMANDHISIHSSI(I\I

Introduction

Robert Carkhuff's models influenced the researcher's thinking
over a period of years. His concepts, programme development and
teaching skills equipped and inspired the researcher. The
integration of his works were the catalyst which transformed her
from a degreed perscn who knew a lot to one who was able to
create and impart to others skills enabling them to more
purposefully manage and enrich their lives. His phases of
development are elucidated in Table 2.1. Each of these phases
are then detailed. The relevance hereof is most pertinent in
that the cornerstones upon which the Lifestyle programme are
based are detailed sequentially. Namely, the phases of
processing, interpersonal skills, teaching and helping skills,
culminating in his vision of a productive community. This is a

vision which the researcher shares.

Carkhuff has left an indelible mark on the helping professions
in shifting them to a skills honed helping and psychoeducaticnal
approach. Moreover, his works are aécounted for in numerous
research studies;, same of which are briefly alluded to in this
chapter.

Dr Berenson, Director, Centre for Human Resource Development,
American Internaticnal College has done a comprehensive
elucidation of Robert R Carkhuff - Helper. Andrew H Griffen Jnr
D Ed., Executive Director, Georgia Association of educators
reviewed six stages of Robert R Carkhuff's Develcpment.

These two works Berenson (1990) and Griffin (1990) are used as a
comprehensive base for the exposé on this man's life.

Carkhuff is cne of the most-referenced counselling psychologists



Heppner and Rogers, 1982 in Berenson 1990). According to the
Institute for Scientific Information, he ranked among the
most-cited social scientists of our time, a list which includes
many historical fiqures such as Dewey, Freud, Marx, Piaget,
Rogers and Skinner (Garfield, 1978 in Berenson 1990).

Carkhuff is also author of three of the most referenced social
science texts according to the Institute for Scientific
Information (Garfield, 1978). He has received many honours and
international recognition. Recently, an entire issue of the
journal, "Education," was devoted to Carkhuff as a "Leader in
Human Resource Development" (Aspy and Aspy, 1986).

Carkhuff is fond of telling the story of his entering Rogers'’
projects at the Wisconsin Psychiatric Institute. As a new
Ph.D., he tock four groups in the group therapy project, two
with chronic Schizophrenics and two with adolescent
delinquents. When he discovered from the research that his
cases were the highest-rated on process and cutcome among all
counsellors and therapists in the design, including some of the
most famous leaders of the time, he concluded the following:
"if I'm rated so highly -~ and I'm just a beginner who knows
very little - then I'd better lock to myself to learn a lot
about how to help pecple.”

This anecdote characterizes Carkhuff and the way he lives his
life, as a helper and learner, as humanist and scientist
(Berenson, 1972). To be sure, Carkhuff has been the
most-referenced counseliing psychologist over the past two
decades. However, while his impact has been extraordinary in
numerous areas, he has not received the recognition of
contributors who have offered far less. Perhaps this is because

he left the ranks of traditional academia to enter the
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comminity in 1968, thus producing fewer Ph.D.'s to promcte
his work in the usual academic style. The pecple who have
worked with him, Ph.D.'s and community citizens alike -
have instead become embedded in the very fabric of American
society. In any event, his contributions since leaving
academic psychology and the helping professions are little
known outside of the areas in which he has had impact:

education, the commnity, government and business.

To make these contributions available to counselling and
psychology, Berenson has organized Carkhuff's major
contributions in a develcpmental manner. "I personally
believe these contributions can and will change the course

of civilization." (Berenson, 1990).

Lasting Contributions

Carkhuff's contributions to helping, commnity development,
education, government and business are extraordinary.
Berenson has summarized ten which he believes to be of

greatest lasting and heuristic value.

Griffin, on the other hand, divides his cumulative
development into six distinct stages, each of about five
years emphasis. Carkhuff has lived his life
developmentally and cumilatively, with each stage

incorporating the contributions of the previous stages.

The two percepticns have been interwoven for purposes of
clarity they have been elucidated in Table 2.1.



Table 2.1: Stages of Carkhuff's Development
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The First Systematic Thinking Skills Technologies
(Helping)

Carkhuff's enduring focus since receiving his Ph.D. in
1963 has been human processing, or how pecple think
individually and process interpersonally. The cornerstone
of all of his programmes has been these thinking skills
technologies. For communication purposes, Carkhuff

summar izes these processing skills in terms of exploring,
understanding and acting (See Table 2.2). Commonly known
as the E-U-A model, human processing, or thinking, drives
all of Carkhuff's systems. He has now developed
systematic thinking skills models for transforming the raw
data of human experience into productive information which
pecple can act upon (Carkhuff, 1986). Carkhuff has also
differentiated thinking skills from learning and
learning-to-learn skills which prepare pecple for
thinking. Carkhuff characterizes these processing skills
models as S—P—R, with a human processor systematically
transforming stimilus input into response output. For
Carkhuff, the S-P~R model is not simply another S-O-R
model in which the human organism selects from a
repertoire of conditioned S-R responses those responses
most appropriate to the discriminated stimli. S-P-R is
instead a creative processing model in which the

processor creates new responses that the stimuli were not

‘calculated to elicit.

The First Systematic Interpersonal Skills Technology -
(Community)

Carkhuff discovered and develcped the first systematic
interperscnal skills technologies shortly after working
with Rogers and Traux. He saw the conditions of
therapeutic change as constituting the core of all helping
and human relationships rather than simply proving the
efficacy of non—directive therapy.



PHASES

1 11 11

EXPLORING W UNDERSTANDING M ACTING
EXPERIENCE GOALS UPON PROGRAMS

TABLE 2.2 PHASES OF PROCESSING




Always an eclectic - "all scientists are systematically
eclectic, " he wauld say - Carkhuff and his associates went
o to define, research, and then factor analyze the core
conditions of helping and human relationships; (Berenson
and Carkhuff, 1967). He summarized these in what has been
popularly termed "the helping model," commonly known as
A-R-P-I: attending, responding, perscnalizing, initiating
(Carkhuff, 1972) (See Table 2.3). There have been many
attempts to commercially imitate this technology, but it
remains the most productive, the most comprehensive and
the most elegant of models. As may be noted, the
interpersonal skills model is driven by the basic E~U-A
processing skills. This means that the function of the
interpersonal skills are guided by the helpee's processing
movement through exploring, understanding and acting, and
vice versa in a truly interdependent relationship. In
other words, the helper is a facilitator of processing -

no more or less!

In his words, "All effective helpers are client—centred!
Few are nan—directive, except in the initial phases of
helping."

In 1983, Carkhuff summarized the research conducted on

' interpersonal-based models (See Table 2.4). As may be
noted, Carkhuff's mega-design of 164 studies of nearly
160 000 recipients includes researching real-life outcomes
in living, learning and working areas for both the helpees
of trained helpers and directly-trained helpees,
themselves. Thus, his research has evolved fully through
skills acquisition, application, and transfer, to
observable and measurable ocutcomes (a process for which he
has also developed a technology). Overall, the research
indicates that systematic training in interpersonal skills
(IPS) yields success rates in the 90% fange.



PHASES

PRE-PROCESSING I 1 o
HELPER:  ATTENDING RESPONDING  PERSONALIZING  INITIATING
HELPEE:  INVOLVING  EXPLORING  UNDERSTANDING ACTING

TABLE 2.3 PHASES OF INTERPERSONAL SKILLS




Table 2.4: Summary Index of Percentages of Predominantly
Positive Results of IPS Studies and Indices of
Helpee Living, Learning and Vorking Outcomes

AQUTOMES BFLPERS HEIPFES QUTOMES

LIVING (Table 2) LIVING (Table 6)

| I |
Stidies (N=22) | 918 Rositive | 912 Rositive | Studies (N=35)
Indices (N=117) | 832 Positive | 842 Positive | Indices (N=128)

| | | :
IFARNTNG (Tables 354)} | | IFARNING (Table 7)
Stxdlies (N=32) | 972 Positive | 1002 Positive | Studies (N=26)
Irdices (MN=261) ] 922 Positive | 993 Positive |  Indices (N=78)

| | 1
WORKING (Table 5) | i } WORKING (Table 8)
Soidies (N=22) | 100% Positive | 1002 Positive | Studies (M=27)
Idices (N=£3) | 962 Positive | 982 Positive | Indices {(M=117)

] | |
SUBTOTAL | | | SUBTOTRAL
stidies (N=76) | 962 Positive | 962 Positive | Stidies (N=88)
Indices (N=461) [ 922 Fositive | 922 Positive | Indices (N=323)

| l !
GRAND TOTAL
Studies (N=164) %2 Positive

|
|

Indices (N=784) | 922 Positive
|



This contrasts vividly with the lasting success rates of
traditional rehabilitation of 20%: of the initial

two-thirds who get "better," approximately three-fourths
get "worse" (Anthony, 1979). Carkhuff explains Anthony's

results with his "respcnse replacements" theory.

Typically counselling and rehabilitation programmes
replace one set of dysfunctional responses with another
set of responses. Recidivism cccurs with the inability
of the new set of responses to accommodate - the changina
environmental conditions. In contrast, Carkhuff's
"teaching as treatment” approach is to expand the helpees'
responses and to teach the generic processing skills which
enable them to create their own responses to the changing
conditions of their environment (Carkhuff and Rerenson,
1976). In short, Carkhuff has had extracrdinary impact
upon the direction of counselling psychology: influencing

mie

it from ""response replacement” to "response expanding"
and finally to "response cenerating" (Carkhuff's

terms).”

Numercus demonstrations have replicated Carkhuff's
helping, training and psychoeducaticnal models on larger
and grander scales. Anthcny (1©79) and his associates
have positively impacted thousands cf helpers‘and helpees
in the research and Training Centre for Psychiatric
Pehabilitation. PBierman and his asscciates (1976) have
made path-finding demonstrations of a human
service-oriented communify involving hundreds of parents
and their children. I!Major works which summarize the
helping stage included the classics, Toward Fffective
Counselling and Therapy (1967 with C B Traux), Peyond
Counselling and Therapy (1967 with B G Perenscn), and the
best-selling helping text of all time, The Art of Helping,

{1974) now in its sixth editicn.
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Extensions with others included Perenscn's Sources of Cain
in Counselling and Psychotherapy (1967) and Confrontation
in Counselling and Life (1971). Together, the original
works and reviews indicate that Carkhuff has left an
indelible mark on the helping professicns in shifting them
to skills-based helping and psychoeducational approaches.
Carkhuff envisions the future of helping to be in the
processing skills which empower both helpers and helpees:
"Helpers as well as helpees need the processing skills to

constantly generate new and more productive responses.”

The First Systematic Teaching £kills Technologies -
(Fducation)

Carkhuff views teaching as one of the most complex set cf

.human activities. The teacher is first a helper,

facilitating the learners’' movement through processing by
entering the learners' frames cf reference.
Simultaneously, the teacher is also an expert in
processing from the external frame of reference of the
content. Carkhuff and his associates have converged these
highly interactive skills upon the learners' processina
(1976, 1977, 1981, 1984) (See Table 2.5). BAs may be
noted, content preparaticn and attending to the learners
are pre-learning activities calculated to involve the
learners. Content preparatiocn is, itself, a complex set
of processing tasks derived from the goals, tasks arxi
objectives of instructicnal design. Content preparation
erphasizes developing thé content: facts, concepts,
principles, objectives, programmes. Content preparation
involves planning the delivery or lesson in phases:
reviewing contingency skills, overviewing skill
applications, presenting skill steps, exercising skill

steps, summerizing skills performance.
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TABLE 2.5 TEACHING & HELPING SKILLS




Content preparation also includes the teaching methods which
occur within each of these phases: didactic or telling
methods, modelling or showing methods, experiential or doing
rethods, repetition, acquisition, application and transfer
methods. After preparing the content, the teacher makes the
delivery: simultaneously responding to the learners' frames of
reference while diagnosing them from the external frame of
reference of the content; simultaneously personalizing and
obijectifying their learning goals; simultaneously initiating
and individualizing the learning.programmes. Carkhuff views
the prcductive teacher as a "learning manager" who spends 20%
of teaching time "telling" and "showing" and 80% of the time
managing the learners' "doing, repeéting, and applying.”
(Carkhuff 1983) Ultimately, with thinking skills training,
Carkhuff views teaching and learning as an interdependent
process in which content is merély a series of changino

templates ﬁo'be processed jointly by teacher and learners.

Carkhuff's greatest commitment has always been to education.
He is fond of saying: "Fducation is the answer! Vvhat is the
question?”

Over time, these human relation skills, teaching skills and
course developﬁent skills evolved as described in Carkhuff's
summary research on Interpersonal Skills and Hurman
Productivity (1963). Basically, the human relations model has
evolved from attending, responding, personalizing and
initiating to "Get, Give, lerge and Co." In turn, the
teaching model evolved froﬁ content preparation, diagnosing,

‘ géal—settihg and programming to instructional systems design:
where driven by goals, the contextual tasks are analyzed, the
~skills objectives specified, the content developed, the
delivery planned, and the delivery made.



The career Jdeveloprent model evolved from career curriculum
integrétion, expanding, narrowing and planning to career
productivity, including placement, promotion and performance.
All of this work was based upon Carkhuff's basic learning
nodel: exploring where we are in relaticn to our experience;
understanding our gcals for where we want or need to be;
acting to get from where we are to our geoals. Research in the
teaching and learning area yielded a success rate in the 95%
range over 58 studies of nearly 85 000 learners (Carkhuff
1983). lany other studies of the Carkhuff educational models
in action abound. For example, Aspy and his associates (1977,
1984, 1986) deronstrated positive results in ten major studies
of the effects of interpersonal-hased teaching skills upon the
following indices of learner achievement: student absenteeism,
grade point averace (GPA), intelligence quotient (IQ),
achievement, self-concept. In one of the larcest
demonstrations of its kind, Rocha (Aspy and Aspy, 1984)
trained several thcusand members of the school staff and
community and found positive effects upon 50 000 Prazilian
students on a variety of indices: student enrolment,
drop—-outs, absenteeism, involvement, CPA, clinical referrals,
involverment, culturalization, socialization, talent
utilization, recreation, malnourishment, staff integration,
decision-making and teacher transfers; parent participaticn,
and cormunity relations, school crises and school
achievement. Major werks by Carkhuff during this education
stage include "The Skills of Teaching" (1977-1979) series,
"“The Skilled Teacher” (1981) and the two-volume "The
Productive Teacher” (19é4). lajor extensions by others
include Aspy's "Kids Don't Learn From People They IMon't Iike"
(1978), "The Third Century in American Education" (1984),
"This is School"” (1986), and "Carkhuff - Leader in Human
Resource Develcopment" (1986), along with Pecker's "Toward
Excellence in Education” (1978) and Porman's "Edﬁcation - A
Human Technology" (1980) a product of Phi Delta Kappa's 75th
Anniversary Celebration.
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Together, these reviews point toward Carkhuff's learning and
thinking skills as the core of the educational experience.
Carkhuff envisions the future of education beyond the '"bricks
and mortar"” of the schools: community-based experiences in
which the constantly changing content of our information

environment 1is processed by learners and teachers alike.

Carkhuff is given to say, "There is no lasting content - only

processing for increasingly productive purposes."

The First Systematic Career Development Skills Technologies

- (Fducation)

Perhaps the least known contrikbution of Carkhuff is his career
development and working skills technologies. Peginning in
1968, Carkhuff worked with IPM to rehabilitate their
path-finding, computer-based career development proaramme
called "FEducational and Career FExploration System" or ECES.
Following IPlM's failure to accomplish any results as an
information dissemination system, Carkhuff "put the person in
the prograrme” by incorporating the user's operaticnally
defined values in making career decisicns in interaction with
job and other requirements. This produced the first truly
interactive software programme, then dubbed by Super as "the
prograrme of the £0's." This comment has been validated many
times over by the inccrporation of the FCES' interacticnal
strategies into all productive computer-~based prograrmes in
the 1980's. '

Carkhuff and his associates went cn to develop other
human-based career development programmes such as the
award-winning "Career Achievement Skills Training" or CAST

programme of Pontiac, Michigan (See Table 2.6).
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TABLE 2.6 CAREER, TEACHING & HELPING SKILLS




Basically, the career skills technology followed the model of
teaching: along with content preparaticn, the teacher or
counsellor integrated career transfers to and from the
curriculum and the envirconment; along with resmonding and
diagnosing, the teacher worked with the learners to expand the
helpees awareness of the different areas and levels of career
cpportunities; along with persconalizing and goal-setting, the
teacher worked with the learners to narrcw the career options
based upon learner values and job requirements; along with
initiating and prograrming, the teacher worked with the
learners to develop their career plans (Carkhuff and Friel,
1974; Carkhuff, Pierce and Friel, 1978). Carkhuff sees the
career and working skills as develcpmentally and cumulatively
incorporating the living and learning skills and this is
reflected in his model. In short, for Carkhuff, productive
career developrment and work reflect a higher level of human

values and, thus, maturity.

It is to the writer's regret that she was not familiar with
the systematic career development skills at the time of her
research and no elucidation in this respect is evident in this

dissertation.

The First iultidimensional lodels For Individual Human

Resource Development - (Fducaticn)

Carkhuff's work in developing processing skills and living,
learning and working skills technologies culminated in his
models for Buman Resource Development (HRD). Using his own
processing models, Carkhuff developed the components,
functions and processes of HRD (Carkhuff, 198]1) (See Table
2.7). The basic components of the model are physical,
emotional and intellectual resources. The basic functions are
living, learning and working. The basic processes are
incorporated from processina: explering, understanding,

acting.
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TABLE 2.7 DIMENSIONS OF HUMAN RESOURCE
DEVELOPMENT




This model is the first operaticnal model for individual human
development. Carkhuff offers scales for measuring the levels
of the following dimensions: physical enerqgy, emoticnal
motivation, social-interpersonal skills, intellectual
substance, intellectual processing, intellectual teaching and
communication. He concludes with a formula for HRD: HRD = P
E2 13. C(learly, Carkhuff sees the power in HRD as
intellectual. In his terms, "The physical is energizing; the
emotichal, catalyzing; and the intellectual, actualizing."
Just as the basic processing skills establish the base for the
living, learning and working skills technologies, so dces the
HRD model provide the basic building block for enabling humans
in their various contexts to become productive: "To actualize
the human condition - especially our intellects - is to

realize our true humanity” (Carkhuff, 1984).

The First Multidimensicnal l'odels For Information Resource

Development - (Fducation)

The next basic model was a model for the information resources
which the human rescurces were processing. Carkhuff's
information resource development or IRD models included the
basic compcnents, functicns and processes of informaticn
resource develcprment (Carkhuff, 1923, 1984) (See Table 2.P).
The corponents of IRD were drawn from the basic dimensions of
content: knowledge, including facts, concepts and principles;
cbjectives, emphasizing operations; and prodgrammes,

emphasizing tasks.

The functions of IFD were drawn from science: describing or
providing a data base; predicting or projecting; impacting or
influencing, rather than simply controlling. The processes
were again drawn from the processing skills: analyzing
phenomena; synthesizing new phenomena; operationalizing the

achievement of new phenomena.
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Like the HRD models, the IRD models emphasize the processing
which enables the ideational components to discharge the
interactional functions. In Carkhuff's view, IPD is egual in
importance to HRD in the Age cf Information. Indeed, he sees
them in a synergistic relationship where each contributes to
the other's growth. This component will briefly be touched on
in the chapter on Corporate Wellness as the writer perceives
it tc be the methodology of the future in terms cf marketing

the concept wellness in South Africa.

2.2.7 The First Multidimensional lMcdels For Human Processing

~ (Fducation And Implementing)

It is this synergy between HRC and IRD that is the basis of
Carkhuff's models of human processing {(Carkhuff, 1993, 1984,
19€6)}. For Carkhuff, the HRD, IRD interacticn transfcrms
human information resources into human and information capital
(See Table 2.2). Defining capital as "most important, "
Carkhuff defines human capital in terms of creating new
ideas. In turn he views infocrmaticn capital in terms of
operational or productive infcrmaticn. When human and
information capital interact synergistically, each
"capitalizes" upcn the other and hecomes still "rore
important.” For Carkhuff, human processinc is the rest
important mcdel of all. 7Tt is a proéuct cf human and
information rescurce development and creator of new human and
information capital. It yields the processing skills
directly, and the living, learning and working skills
indirectly. It provideé the enabling mechanism for
organizaticnal, eccnomic and community productivity. In
short, human processing is both the means and ends of the
human condition. Flevated, it yields a superior condition.

Degenerated, it yields an inferior condition.
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In Carkhuff's terms, "Buman processing is an index of our
level of maturity and, thus, ocur humanity" (Carkhuff, 1984).

The latter model is considered to be a futuristic and
idealistic component of Lifestyle development - a
preventative, developrental or pro-active commitment to human
capital in South Africa. As such, a theoretical exposé will
be found in the chapter on Corporate lellness in this

dissertation.

The First Operational Models of Organizational Productivity

{Government)

Carkhuff addresses organizaticnal productivity as one cf
mankind's functicns. He views human processing as the vehicle
for all human performance and productivity (Carkhuff, 1983,
1984, 1986). Thus, he sees the sources of organizatiocnal
productivity in terms of human processing (See Table 2.10).
Within each ccmponent, the sources of productivity are
individual, unit and organizaticnal. VWithin each of these
sub-components, the sources of performance are human
processing: individual, interperscnal, organizational
processing skills. WUe can see these areas and levels cof
processing most vividly at the various levels within the
crganization (See Table 2.11). fThus, the executive processes
values and data into missions and strategies. In turn, the
manager processes missions and strategies and relevant data
into goals and systems. ILikewise, the supervisor transforms
goals and systems and rélevant data into objectives and
programmes. Finally, the delivery personnel process
objectives, programmes and data to perform the tasks, produce
the products, and deliver the services. Carkhuff elaborates
in operational detail how this processing is made productive.
For Carkhuff, human processing is the source of organizational
productivity and beyond, of marketing productivity and
profitability.



ORGANIZATIONAL COMPONENTS

FUNCTIONS » TECHNOLOGY » MARKETING ¢ PRODUCTION o RESOURCE"/ |
N \ / LD//
e EXECUTIVE * IBISTRIAUTION
HUMAN r “/ /E
PR ESSIN : //
>. MANAGB&ENT
/1 | |/ |processEs
/1
HRD e SUPERVISION / * [FEEDBACK
. . LO/UTPUTS
\ e DELIVERY | //ROCESSES
o INPUTS

TABLE 210 THE HUMAN PROCESSING SOURCES OF
ORGANIZATIONAL PRODUCTIVITY




AREAS OF PROCESSING OPERATIONS

LEVELS OF
FUNCTIONING: e INDIVIDUAL e« INTERPERSONAL * ORGANIZATIONAL
« EXECUTIVE e CREATIVE | » INCLUSIVE  POLICY
THINKING LEADERSHIP MAKING
» MANAGEMENT | * SYSTEMS o INTERPERSONAL| * SYSTEMS
' THINKING MANAGEMENT PLANNING
N * OPERATIONS |, INTERPERSONAL| * OPERATIONS
* SUPERVISION THINKING FACILITATING PLANNING
* TECHNICAL e INTERPERSONAL |* TASK
* DELIVERY THINKING RELATING PERFORMANCE

TABLE 211 AREAS AND LEVELS OF HUMAN PROCESSING




The above models provide a systematic and comprehensive
profile for social scientists entering into organizations and

as such form the basis for corporate marketing strategies.

Carkhuff's evolution to government was a natural extension to
his community and educational commitment. In fact, it began
with his move to Washington, D C to study with Jim Becker,
Margaret Jones and Shirley lMcCune in the Mational Foundaticn
for the Improvement of Education, the National FEducation
Association's Research Foundation. During this stacge,
Carkhuff further refined his interpersonal processing skills
models and developed his intervention systems designs for
impreving organizational productivity: consulting, training,
installing, follcw-up, suppcrting. For Carkhuff, productivity
means improving effectiveness sirultanecusly with efficiency.
Drawing upon an organizational productivity goal, then,
Carkhuff designed the executive, management, supervisory and
delivery skills programmes needed to become productive in any
organization. In this context, Carkhuff and his associates
made extensive demonstraticns, with dramatic improvements in
productivity (Carkhuff, 1982 and 1984).

For example, Pierce (Carkhuff, 1984) conducted interperscnal
skills-based supervisory training programmes for an entire
government acency and found significant cost-avoidance

neasures.

Banks and his associates (Carkhuff, 1983) trained another
entire government deparément in Carkhuff skills and found
significant improvement in individual task performance and
agency work quantity and quality. These demonstraticns and
their products enabled his corporation, Fuman Technology, Inc.
to be the top-rated qgovernment consulting agency by the Office

of Training and Development, Office of Personnel !Management.
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Curulatively, in 49 studies over 45 000 employees, over 95% of
the employees dencnstrated significant improvement in
performance (Carkhuff, 1983). Numercus other studies based
upon Carkhuff's models and technologies appear in the
literature. Carkhuff's most important works of this phase are
"The Scurces of Human Productivity (1983), "The Fxemplar -
The Exemplary Performer in the Age of Productivity" (1984),
and “Human Processing and Buman Productivity" (19£6).
Extensions with others include the "Psychology of Transition"
by Berenson (1986), "Instructional Systems Design" by Fischer
(1984), and "Training Delivery Skills" by Pierce (1984).
Together, these reviews indicate that organizational
productivity is a function of the productive thinking of the

personnel.

Carkhuff envisions the future missicn of government as
erpowering an enlightened citizenship through human
information resource development: "The government shculd serve
to define and empower the community missicn of developing and

sharing human and information capital.”

New Economic !Models For “The New Capitalism” - (Business
And Industry)

Carkhuff's comprehensiveness in operationalizing huran

processing has led directly to his visicn of new ecconomic
rodels. For Carkhuff, "The Mew Capitalism” is defined by
human processing. Recognizing that human and information
capital account for 85%rof econcmic growth, Carkhuff (1988,
1988) has developed a vision of "The Mew Capitalism." In the
old finance-based capitalizing system, financial, human and
information resources were invested to produce products and

services for the marketplace.



In Carkhuff's vision, financial capital is merely a catalyst:
human and information capital outputs as well as upgraded
products and services: the prime human and information
capital are further invested in a marketing relationship with
consumers which upgrades current and future products and
services; prime human and informaticn capital are also
reinvested in the corporation to insure the future processing,
productivity and profitability of the corporation. The

critical component of "The New Capitalism" is the thinking
skills centre which is embedded in the corporaticn and serves
to produce human and information capital; the productive
thinking envircnrment which takes advantage of the human and
information capital as sources of economic productivity
growth, the thinking marketing relationship predicated upon
the thinking environment of both producer and consumer (See
Table 2.12). In Carkhufi's vision of “The Mew Capitalism”,
human and information capital in their processing relationship
become both the means and ends of corperate productivity and

profitability.

These models, systems and technologies have now been
deronstrated in eleven private sector sites involving over

25 000 personnel. DMNurerous studies are assessing the effects
of Carkhuff models and technologies on the business front.
For example, the Ceneral Dynamics' studies of over 20 000
employees {Carkhuff, 1983, 19¢4) have dercnstrated ROI's in
the range of 30:1 over three year periods. In evaluating
these studies, Carkhuff noted that with time the investrents
in processing yielded inérementally greater
returns-on-investment. In other words, Carkhuff has
deronstrated that if we educate and free people to think they
will exceed our most optimistic expectations. These successes
enabled Carkhuff's firm, Human Technology, Inc., to average

nearly 100% growth per year during the 1980's.
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Carkhuff's major works during this era are "The Age of the New
Capitalism" (1988) and Empowering - The Creative leader in
the Age of the MNew Capitalism" (1988). The most important
reviews of Carkhuff's work are by Berenscn and they appear in
the forewords of Carkhuff's books. These reviews indicate
that developing human and informaticn capital is the key to
economic growth. Carkhuff envisions the future of business as
a capitalizing process which produces increasingly hicher
levels of prime human and information capital along with the
products and services which yield increasingly hicher levels

cof financial capital.

Carkhuff has been quoted as saying, "The human and
information capital by-products may be worth many times over
the market value of the products and services they are
dedicated to producing”.

The First Inclusive !Model For “he Productive Viorld

Community - (World Development And Peace)

Lastly, Carkhuff's model for a productive world corrunity may
be his most lasting contribution. Puilding upen "The YNew
Capitalism," Carkhuff (1990) has develcped an operaticnal
vision of a productive world community. For Carkhuff,
comminities are brought together through cormerce and

comrmunication between alternating producers and consumers (See

‘Table 2.13). In this vision, the mission of the home is to

prepare children to learn or to learn-how-to learn. In turn,
the mission of education is learning-to-think. Science is an
application of creative thinking while technology yields the
cperational and useful products of that thinking. Fducation,
science and technology fuel the eccniomic mission of business -
productive thinking - which yields the products and services

which enable cormerce, ccmmunication and, finally community.






Spurred cn by his concern for the disenfranchised and the
success of pilot BRD programmes, Carkhuff moved into the
commnity in 1968. Along with Dr Bernard G Rerenson and Dr
Andrew H CGriffin, Carkhuff "treated” the entire community in
dozens of initiatives involving thousands of people in the
home, schocl and private and public sectors. The research
from the comminity stage has been summarized in two of the
rost referenced social science texts, "Helping and Human
Relations", Vclumes I and IT (1969), as well as the
"Development of the Human Resources" (1971), and "Toward
Actualizing Human Potential” (1981). 1l.ike the research in
helping, it indicates an 80% - 90% success rate against an
expected success rate of 10% - 20%. For example, Berenson,
Carkhuff and CGriffin are currently assessing the long term
outcomes cf the community prograrmes installed 20 years ago.
Evidence of gainful employment is in the rance of R5% versus
expected rates of 152 for hundreds of unemployed persons.
Mumerous successful demonstrations based upon Carkhuff's
community models and technologies have been made. Carkhuff,
(1983) demcnstrated censtructive outcomes on a variety of
indices at home, school and work: improvement in human
relaticns and the resulting human development; improvements as
in educational achievement and continuation: improverents in
working placement and retention: reducticns in hcme, schocl

and cormunity crises.

loreover, it is the guality of the outccmes that is most
noteworthy. MNurbered in the ranks of the previcusly
unemployed are graduates'bf schools like Harvard and MIT,
comrunity and business leaders of all kinds, including a
merber of the Poard of Directors of a Fortune 500 firm, and a
State Senator. In other community extensions, Collingwood and
his associates (1978) demonstrated a 20% rate of recidivism
for a youth diversion programme based upon Carkhuff‘s models
versus a base rate of 703 for more than 10 000 juvenile

delinguents over a six year period.
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Major extensions with others include Berenson's book on "The
Militant Humanism of Robert Carkhuff" (1972), and Devine's
"Cry Twice" (1972). These reviews suggest that Carkhuff's
work provides a skills-based model for human resource
developrent. Carkhuff envisions the future of the productive
community in a symbictic and synergistic relationship between
community and business. For Carkhuff, the critical
ingredients remain transforming humans and information into
resources which are invested in the activities leading to a
productive comminity. Berenson believes that this model -
with the systems and technnlogies which undergird it -~ promise
the possibility of the evolution of a productive, free and

peaceful world community.

Transition

“Summary and Transition" is an expression which Carkhuff likes
to use instead of "Summary and Conclusions." Perhaps this
expression - more than anything else - characterizes the man:
he lives his life in transition. To be sure, he characterizes
himself as a "tentative hypothesis - to be tested in daily
experience - and improved in its formulation." For most
people, this would be encucgh to know him. However, many
pecple want, indeed, need to kncw more. They need to have
some basic questions answered. They need to separate the man
from the nmyth.

First of all, the most aéked—question which Griffin answers is
"Is he a humanist?", that is, "Is he concerned with. the
welfare of his fellow human beings?" Criffin's experience
tells us that no cne whom he has ever known, heard or read
about has empowered more people with skills to take charge of
their own lives and destinies. Griffin has had the privilege
of co-directing with him the projects tranéforming unemployed
and disenfranchised people and their children into gainfully

employed, potent and growing community citizens.



In this context, Carkhuff's cormitment to the cause of
empowering the unempowered - the poor, the needy, and the
disenfranchised - is noteworthy. When Griffin worked with
Carkhuff more than two decades ago, he brought with Him a
helping skills technology for rehabilitating people. They
quickly extended their helping efforts to educating people by
teaching them living, learning and working skills. In so
doing, they emphasized the citizenship skills which encouraged
full participation in America's democratic way of life. MNow
Carkhuff is developing path-finding models in the
entrepreneurism and entrepreneurism which enable people to
enter the capitalistic way of life. Vhen disenfranchised
minorities participate productively as both citizens and
capitalists - human capitalists in Carkhuff's terms - then

they are no longer disenfranchised. They are empowered.

A related question which cuts different ways depending upon
the questioner is this: Is he a secular humanist? Criffin
thinks, rather, to characterize him as a "spiritual humanist"”
because in the tradition of lMartin Iuther King, Carkhuff
ignites the flickering spirit of the people with his own
blazing spirit and empowers them with skills to do something
about their condition.

Carkhuff's commitment to the next generation is captured in

the chorus of his poem, "The MNcise":

They do not hear the babies cry,
They do not hear the joys.
They do not hear the sounds of life,

They only hear the noise.



Secondly, the most-asked question is, "Is he a scientist?" Is
a scientist a person who prcobes the unknown and makes it
knowable? Is he a technologist? Is a technclogist a person
who delivers the knowledge in a useable form? If the answer
is, "Yes!”, then Carkhuff is the model for scientist and
technologist. (Griffin 1990)

Indeed he has a technology of scientific thinking. 7o
Griffin's xnowledge, no cne in the history of the social
sciences has documented more impact upon more people over a
longer pericd of time than Carkhuff. For this contribution,
Carkhuff says that he owes a debt of gratitude to his study of
psychology "which really has no enduring content and, thus,
teaches the necessary processing of data into useful
information". Be feels particularly privileged in having
studied under B R Bugelski, experimental psychologist and
learning theorist, himself a student of Clark Hull. lere
Carkhuff learned the philosophy and logic of science and its
experimental methcd.

He feels "blessed” by his quarter-century relationship with
Bernard G Berenson, alsoc trained as a research psychologist,
who is deeply committed to applying scientific method to human
purpose and is engaged in an on-going and synergistic dialogue
with Carkhuff. Berenson sees their relationship as focusing
upon "managing the truth:" "If you understand that an
opportunity to work with and manage the truth is the highest

level of labour, and you can act uppn'it, you are erpcwered.”

Perhaps the greatest testimonial is found in the enycweriﬁg of
the people around him. Each of the following people have
become special because of their association with Carkhuff.

The list includes the follcwing doctoral level researchers:
Drs Pill Anthony, Cheryl and Dave Aspy, Ceorge and Karen
Panks, Jim Becker, Pick PRellingham, Tavid and Sally Perenson,



Terry Bergeson, Ralph Bierman, Jack Blakeman, Jchan Cannon,
Parry and llikal Cchen, Tom Collingwood, Jim Dragow, Ted Friel,
Laurabeth Hicks, Todd Holder, lMargaret Jones, Shirley McCune,
Richard Pierce, Flora Rosebuck, Jack Schultz, Pete Smith,
Jeanette Tamagini, Ray Vitalo, Hadlevy and Vicky Williams, and
many hundreds of other credentialed professionals - all
leaders in their own rights in the fields of helping,
education, community developrent, government, and the private
sector. All achieved the heights of their personal
productivity due to empowering by Carkhuff. Pernaps it is
best said by Berenson, Carkhuff's professional life-long

colleague and collaborator: (Griffin 1990)

I AS THERE

I was there

Vlhen Humanity was put together.

I was there
then time gave birth

to diversity.

T wvas there
VWhen diversity endcwed change
With nourishment,

- And awareness to know,

The grand of the individual.
I was there

then values enrbraced the mind
And time welcomed us

I was there.

This poem aptly describes the process that occurred within and

around the researcher when she found within herself the
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capacity to create programmes to implement them, to train
trainees and trainers and to make them an enduring part of a
system, knowing that a difference was being made to peoples
lives, for the better.

In transition, then, Carkhuff is in transition.

In the sixth stage of development which he is currently
entering, Carkhuff (1990) is focused upon the creation and
distribution of wealth as the vehicle to world developrment and
peace. His ultimate contribution is the sum total of all of
his helping efforts - in the home and family, the school and
education, business and econcmics, higher education, science
and technology, government, commerce and community.
Fortunately, for us, the man is a developer of human
resources, a quintessential helper who makes a difference by
elevating the condition of humanity a notch - or two or rore!
Berenson summarizes his understanding of Carkhuff's

"managerpent of truth":
vho adopts superior values is, indeed, superior!

Who ooncedes to inferior values is, indeed, inferior!

Summary

This chapter has given an overview of Rokert R Carkhuff's
developrmental phases. That is, his models of human
processing, interpersonal skills and teaching skills culminate
in models appropriate to business industry and even the

community at large.

In the next chapter entitled "Carkhuff's Measurable Model for
Human Processing" a more detailed look will be taken at the

inside workings of his infallible systematic models.



QARKHUFF'S MEASURARLE MODEL

FOR HIMAN PROCESSING

3.1 Introduction

The chapter on Carkhuffs measurable model for human processing
dissects ocne for cne the critical elements of Carkhuffs
processing model; namely the living skills, learning skills,
working skills, physical factors, emotional factors and
intellectual factors. An understanding of these components from a
theoreticai perspective is essential, as it is this frame of
reference that underlies all programmes created by the
researcher. Lastly the chapter locks toward research measuring
successful programmes implemented by Carkhuff. The findings are
overwhelmingly positive and as such form a solid framework for

the creation of a Lifestyle programne.

3.2 Interpersanal Models

There are a number of models of interpersonal skills. Most have
failed to prove their effectiveness in terms of individual
performance or organizational productivity. Experience-based
encounter groups or sensitivity experiences are next to
worthless. Behavioural social skills modelling and shaping
- programmes offer limited goals and sources of learning. (Carkhuff
1983) Didactic experiences teach facts and concepts but provide
no kinaesthetic skills-based learning experiences that enable us
to file and retrieve permanent images in our temporal lobes.
Only when all sources of learning - didactic, experiential,
modelling and shaping — are integrated and focused upon specific
interpersonal skills, do we become productive individuals and

organizations.



3.2.1 Processing Model

The basic model for interpersonal skills development is the Human
Processing Skills (HPS) model 1 (Carkhuff, 1969, 1983). As can
be seen in Table 3.1, the model is predicated upon phases of
learning: the pre-learning phase in which the recipients are
involved in the learning process: the initial phase (I) where the
recipients explore where they are in relation to the learning
‘experience; the transitional phase (II) where the recipients
understand where they are in relation to where they want or need
to be; and the final phase (III) where the recipients act to get
from where they are to where they want or need to be. These
phases are recycled by feedback from acting which stimulates more
extensive exploring, more accurate understanding and more

effective acting.

This human processing model may also be called the basic E-U-A
model. All interpersonal facilitation skills models and
technologies are built upon this basic model. These include
helping models having to do with the living skills development
and outcomes of different helpee populousness. They also include
the teaching-learning models facilitating learner or student
skills development and ocutcomes. Finally, they include the

. working models expediting worker skills development and outcomes.

3.2.1.1 Living Skills

The recipient's movement through the phases of learning is gquided
by the helpers interpersonal skills (1PS) (Carkhuff, 1969,

1983). As can be seen in Table 3.2, the helpers attend, observe
and listen to the recipients in order to involve them in the
learning process. The recipients give cues concerning their
readiness to enter the exploration phase by attending to the

experience without help.
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TABLE 3.1 A MODEL FOR HUMAN PROCESSING
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TABLE 3.2 A MODEL FOR LIVING SKILLS DEVELOPMENT



In turn, the helpers respond to the recipients by reflecting
accurately the content, feeling and meaning of the
recipients' experience in order to facilitate their exploring
where they are in relation to the experience. When the

- recipients emit cues concerning their ability to respond to
their own experience, the helpers move forward to personalize
the recipients experience. The helpers personalize the
meaning, problems and goals of the recipients' experience in

order to facilitate their understanding of their goals.

Finally when the recipients understand their own goals the
helpers initiate to help them act to achieve the goals.

This is accomplished by defining the goals and developing
the programmes to achieve them. The IPS model may been seen
as a basic helping model which facilitates living skills
development. It applies to all instances of helping and
human relationships; including especially child rearing,

teaching and training, counselling and working relations.

3.2.1.2 Learning Skills

The recipients movement through learning is also facilitated
by "Teaching Delivery Skills" (TDS) (Carkhuff and Berenson,
1981). As can be seen in Table 3.3, the teaching model is
cumilative and developmental. The teachers or trainers
employ teaching delivery skills to teach the content from
the external frame of reference of the content and
interpersonal skills to teach the learners from the
learners' internal frame of reference. Thus, the teachers
or trainers develop the skills content externally while
attending to the learners internally in order to facilitate
learner involvement during the pre-learning phase. During
the initial phase of learning, the teachers diagnose the
learners in terms of the external content while responding
to the learners frame of reference in order to facilitate

learner exploration of experience.
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Transitionally, the teachers get goals in terms of the
external diagnosis while personalizing the goals internally
in order to facilitate learner understanding of goals.
Finally, the teachers develop external programmes to achieve
the goals while initiating to individualize those programmes
internally in order to facilitate the learners acting to
achieve goals. This IPS-based teaching model may be seen as
the basic learning model which facilitates learning skills
development. It applies to all instances of helping and

human relations emphasizing teaching and training.

3.2.1.3 Working Skills

For purposes of completion the WDS as elucidated by Carkhuff
are elucidated here. However, in terms of the Lifestyle
programme to be evaluated the only work related intervention
assessment was measured by means of a productivity impact
after the programme interventions. Therefore, the learners
were not directly involved with the information other than
to be aware of the changes of their performance as reflected

in percentage awards.

The recipients' movement through learning is further
facilitated by Working Delivery Skills (WDS) (Carkhuff and
Friel, 1974). As can be seen in Table 3.4, the working
model is also cumulative and developmental. The employers
or supervisors use working delivery skills to further
complement the recipients' external efforts while addressing
their internal experience. Thus, in the pre-learning phase,
the employers integrate the work experience with the
recipients' experience prior to engaging the recipients in
task performance activities. During the initial phase of
learning, the employers help to expand the alternative
courses of action available to the recipients while

responding to their experience of the alternatives.
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During the transitional phase, the employers help to narrow
the recipients' courses to a preferred course of action
while personalizing the recipients' experience of that

course of action.

During the final phase of learning, the employers help to
plan the tasks needed to implement the preferred course
while individualizing those tasks. This IPS~based model may
be seen as the basic working model which facilitates working
skills development. It applies to all instances of human
relations emphasizing task performance, problem solving and
goal achievement. (Carkhuff 1983).

3.2.2 The IPS Model Variatioms

There are many variations of the IPS-based models. Some
have demonstrated a relationship with cutcome. Others have
not. These models also fall into the living, learning and

working categories.

3.2.2.1 Living Skills

The IPS-based models falling into this area are basically
imitative of the original IPS model (Carkhuff, 1969, 1983).
Carkhuff states that the words of Gazda (1973) and Egan
(1975) are direct restatements of their earlier work
emphasizing empathic responsiveness as the critical
ingredient in facilitating client or helpee exploration
Kagan (1975), Ivey and Authier (1978), Authier and Gustafscn
(1973) and Danish and Hauer (1973) simply employ video
feedback methods emphasizing attending and responding skills
that facilitate recipient involvement and exploration. In
turn, Goldstein (1973) and his followers attempt to shape
specific
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social—-interpersonal action skills by structured learning
therapy. All of these approaches, while presenting some
evidence for effectively utilizing shaping methods, lack
comprehensive and integrated E-U-A models of living

effectiveness.

3.2.2.2 Learning Skills

Aspy and Roebuck (1977) have dmne the most work in the
teaching-learning area. They have complemented the basic
IPS teaching model with cognitive functioning categories.

Carkhuff (1969, 1983) elaborates on the fact that the
cognitive categories emphasize a taxonomy of knowledge
(Bloom, Englehart, Furst, Hill and Krathwchl, 1956) and
interaction analysis models focusing upon analysis of the
classroom interaction between teachers and learners
(Flanders, 1970). Thus, in cognitive functioning, both
teachers and learners may learn and demonstrate memory of
facts or thinking to analyze a situation or solve a
problem. Similarly, in interaction analyses, teacher
expressions may serve to indirectly (accepting, praising,
using, asking) or directly (lecturing, directing,
criticizing) influence learner behaviour while student talk
may be analyzed as responsive to teacher initiations or
initiated by the students. While these complementary
cognitive and interaction analysis were helpful activities,
Aspy and Roebuck (1977) found that their relationship to
learner outcomes were dwarfed by those of the basic
IPS-based teaching model. Today, Aspy and and his
associates emphasize the basic IPS model in all teacher and
studeht training programmes (Carkhuff 1983).

3.2.2.3  Working Skills

Pierce and others (1982); (Carkhuff, 1983) have develcoped

the most distinctive wark variation, the performance
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management system (PMS), based directly upon the IPS model.

 Here the communication skills model emphasizes four

distinctive steps:

1.

Get the other person's input, perspective or point of

view concerning the task to be performed

Give your perspective of the task in a way the other

person can hear and see

Merge similar and dissimilar perspectives into a

preferred solution

Go through the steps required to reach the
mitually-agreed-upon goal.

The "Get-~Give-Merge-Go" (GRG) model guides the supervisor
through a three-step Problem-Reason-Direction (PRD) process

that is designed to encourage employee participation in the

identification and solution of specific performance

problems:
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1. Problems - identify performance problems in daily

work settings

2. Reasons - determine whether the reasons for the
performance problems are under the
influence of the environment or the

employee

3. Directions - develop a direction that will eliminate
each reason and solve the performance

problem.

The GGMG~PRD models have demonstrated extensive evidence for
supervisor effectiveness in all phases of performance
involvement and management. They offer vehicles to be
integrated with other task-related functions, including
performance appraisal, employee development and merit

compensation.

Table 3.5: Stages of Problem Analysis
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i |
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GET GIVE - MERGE ——— GO
| | | |
PRORIEM | Get E's image| Give S's image| Merge images| Go on to reason
] ] ] I
| 1 l
| . ] l
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|
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| | and implement
l
|

DIRECTION| Get E's image
|
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l
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In summary, the IPS-based models have dominated the literature of
interpersonal productivity for two decades. While there are variations to
the IPS theme, all models emphasize responding to facilitate recipient
exploring of the learning experience. All comprehensive IPS models
emphasize personalizing to facilitate understanding and initiating
individualized programmes to facilitate acting. In this context, these
interpersonal skills appear to be the necessary but not sufficient
conditions for all human endeavours (Carkhuff 1983, Interpersonal Skills
and Human Productivity Chapter 3).

Toward Measuring Actualization

Measuring, quantifying, validating, is to some degree the purpose of most
dissertation. In effect this document proposes measurement both from
within and without.

From within, as regards the programme content, all skills are
operationalized to the point where progress in the form of learning is
measurable for individual participants during the various ‘stages of

exposure to the course.

From without, as assessing in a broader context the impact and interaction

- the individual has with, and on his environment prior to, and post the

Lifestyle intervention.

Accountability is the order of the day and the writer believes that the
Carkhuff methodology has facilitated reliable measurement in a manner
which is not overwhelming. A methodology broadly applicable, reliable and
valid has been utilised. An exposure in this regard follows and it can be
recognised through out the programme content.

It is one thing to postulate a model for actualizing human potential. It
is quite another to measure it. Yet, measurement is precisely what we

mst be able to do. We must measure not simply because it is dictated by
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the use of logic and the scientific method that we describe, predict, and
control our worlds with. If we cannot measure human potential, we cannot
operationalize our goals for actualizing it; therefore, we cannot develop
programEs ‘to achieve it (Carkhuff 1981).

In the following measurement efforts the dimensions of human potential are
summarised as physical, emotional, and intellectual factors. The
emotional includes personal motivational and interpersonal dimensions.

The intellectual includes substantive, learning, and teaching dimensions.

3.3.1 Physical Factors

The first of the factors of human potential is a physical

factor. The physical factor includes the dimensions of
cardiorespiratory functioning, endurance, strength, and
flexibility as well as the rest and nutrition needed to support
fitness (see Table 3.6). There are a number of ways that we can
measure fitness for our purposes. One way is to observe
behaviour over a continuocus period of time to determine the level
at which a person functions. The other is to set up criteria
based upon fitness levels. In either event, the fitness level
based upon exercise will ultimately influence the fitness level
of application. In other words, whatever a person's reservoir of
energy initially, over an extended period of time, his or her
level of fitness must relate to his or her level of energy
(Collingwood and Carkhuft, 1974).

The levels of functioning have been characterized at five levels:
sickness, survival, adaptability, intensity, and stamina. The
scales are cumulative, with each level incorporating the previous
level. Below minimally effective levels (lLevels 3.0),
characterized by adaptability, people do not have the energy to
discharge their responsibilities. They cannot mobilize to meet
daily crisis and therefore, are dependent on variables
manipulated by forces beyond their control. Above all, they can
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never be trusted to be available when they are needed because
they never have the energy. Above minimally effective levels,
people have the fitness necessary to go on the initiative in
téckling their responsibilities and their daily crisis. However
professional they may appear during calm times, low-functioning
people are characterized by an inability to mobilize to produce
when it is necessary. However calm they may appear during calm
times, high~functioning people are characterized by the ability
to mobilize to produce when it is necessary.

Thus, at a high level (Level 5.0) of functioning stamina,
individuals are able to function with stamina in terms of
cardiorespiraf.ory, endurance, strength, and flexible indices.
Such individuals can do this in all areas of functioning - at
home, in education, at work and in the commnity. This level of

functioning incorporates the intensity of the next level.

Table 3.6: levels of Physical Fitness

PHYSICAL FUNCTIONING

c 1 ! l -1

A | | | |

R | | i i

D | E | | F |

I ] N | s | L |

o | D | T | E |

R 1 u | R | X } Levels of
E | R | E | I | Functioning
S 1 A | N | B |

P | N | G | I | 1) Stamina

I | C | T | L | 2) Intensity
R | E | H | I | 3) Adaptability
a | | | T | 4) Survival
T | | | Y | 5) Sickness
o | | | i

R | | | |

Y | ] ] |

At the next highest level (Level 4.0), intensity, individuals are
able to function selectively with intensity in terms of the

dimensions of fitness in the different areas of functioning.
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At a minimally effective level (level 3.0), adaptability,
individuals have enerqgy sufficient to adapt to the daily
requirements in the various areas of functioning. They meet the
needs of all situations in which they find themselves although

they may not have much left over for themselves.

At a less-~than-fully functioning level (level 2.0), survival,
individuals are always tired and listless and unable to function

effectively in any area of endeawvour.

At the lowest level (level 1.0), sickness, individuals are
literally and physically sick; overpowered by even the most
minimal requirements of daily existence.

The scales offered are based upon norms for males and females.
They may also be modified for age and other limiting conditions.
(Before checking yourself out, you should consult a physician
about your overall health). A sample of scale levels is provided
in Table 3.7.

One way of checking your level of cardiorespiratory functioning
is to take the step test as follows: (1) Step up onto a chair
once every five seconds, for a total of twelve times within a
minute; (2) Take your pulse rate for two minutes thereafter; (3)
Using the appropriate norm group in Table 3.7 obtain your level
of cardiorespiratory functioning. You may want some help in
stepping up on the chair so that you do not fall down. You may

also want someone else to take your pulse rate.

You can do the same thing for the indices: (1) Do the tests of
endurance. How far can you walk/run in twelve minutes), strength
(number of sit-ups in two minutes), and flexibility (how far you
can bend down without bending your knees. (2) Lock up your
levels of endurance, strength, and flexibility in Table 3.7.
These ratings are meant to give you a quick index of your

physical functioning. A more complete picture may be developed
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using other sources (Collingwood and Carkhuff, 1974). Most
people do relatively the best on the flexibility test and the

poorest on the endurance and cardiorespiratory tests.

The modal level of functioning, or the level at which the person
appears most often (use the mean or average by dividing the sum
total by four if this does not occur) across the fitness
dimensions constitutes an index of the person's degree of
actualization of the physical dimension of human potential.
Again, as for all of the following scales, this modal level may
be applied in absolute terms as indicated by the norms of the
scales in Table 3.7 or in relative terms related to one's own
level of the development and/or satisfaction.

Perhaps most important, the physical realm gives us a prototype
for assessing ourselves in all other realms. While the normative
data with which to compare ourselves may not be so clear in other
areas of functioning, the physical realm pushes us very hard
with clear-cut criteria. Either we can run a mile in six or
seven minutes or we camnot. We cannot delude ourselves from
day-to-day and year-to-year. Although we may feel "good"
temporarily, there are long-term implications to a deteriorating
physical condition for other dimensions of human potential. In
the long run, we cannot actualize our human potential without the
continuous support of our physical fitness and the physical
energy that it serves to facilitate.

3.3.2 BEmotional Factors

The emotional factors attempt to account for the push and pull of
motivation. There are at least two dominating emotional

factors. We may regard the first as perscnal or intrapersonal
motivation and the second as interpersonal relations, which in

turn translates to motivation.



Table 3.7: Normative data on levels of physical fitness

PHYSICAL

FITNESS

| LEVELS OF | CARDICRESPIRATORY | ENDURANCE | STRENGTH | FLEXIBILITY {
| FUNCTIONING (PULSE RATE FOR 2 MIN)| (MILES IN 2 MIN)| (SITUPS IN 2 MIN) (TOE TOUCH) ]
: MALE | FRALE : MALE | FRAALE : MAIE | FEMALE MALFE, AND FFMALE :
:5.0 STAMINA | 71 : 86 : 2.3 : 2.1 : 100 } 50 | Palms on floor :
;4.5 : 89 : 95 : 2.0 : 1.9 : 97 : 35 I| Fists on floor :
:4.0 INTENSITY : 115 : 120 : 1.8 : 1.7 : 61 : 27 II 2nd joint on floor :
{3.5 : 132 : 137 : 1.6 : 1.5 : 52 ,l 24 : Fingertips on floor :
:3.0 ADAP'I‘ABILI’IY: 158 : 163 : 1.5 } 1.4 : 47 : 20 { Fingertips to toes :
;2.5 : 184 : 189 : 1.4 : 1.3 : 38 ; 16 : Fingertips to ankles ;
:2.0 SURVIVAL : 201 : 206 : 1.2 : 1.1 : 34 : 14 : Fingertips 10" below knee:
:1.5 I 227 : 232 : 1.1 : 1.0 : 26 : 9 : Fingertips to knees :
:1.0 SICKNESS l: 245 : 250 E 1.0 : o :I 0 : 0 E Fingertips above knees :

I
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3.3.2.1 Intrapersonal Motivation

Intrapersonal motivation is the motivation that occurs within the
individual. It incorporates a variety of forces that converge to
affect an individual's motivation in life. It deals with the
conditions that get people mobilized to invest themselves in
efforts. In a very real sense, it describes what makes them

tick.

The best way to assess personal motivation is to study an
individual's motivation in the various roles in which he or she
functions. We can infer from the choices that an individual
makes in these roles what the values were that dictated these
choices. If we define a career broadly as the way people live
their lives (whether in home, school, work, or community
associations), we can study a career pattern over time to
determine the values that dominate it. Although interviewing and
inventorying people, we must exercise care in the respect that
stated values are often unrelated to the hard choices an

individual must make over a lifetime.

What we can infer is shown in Table 3.8. As can be seen, there
are several areas of functioning where we can cbserve an
individual - at home, in continuing education; at work; in the
commmity or the community-at-large, including any local, state,
regional, national, or international circumstances. Pelow
minimally effective levels (Ievel 3.0), we can infer choices that
were guided by external reinforcement schedules (i.e., outside
incentives dictate the person's choices). For example, in our
experience, most people choose jobs for such simple reinforces as
money, geography, and sex. Above minimal levels, we can infer
choices that were governed by an internalized value system, a
sense of self-fulfillment or even a mission outside oneself
(Maslow, 1970; McLelland, 1961; Corporate Vellness Sourcebook).
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Thus at the highest level (ILevel 5.0), people have reasons to live
- missions outside of themselves that give meaning to their
lives. They are gquided by these missions in all aspects of their
lives. This motivation may be translated into a personal

commi tment to abstractions such as social justice. These reasons
can be concretized in activities such as serving children or
disenfranchized peoples throughout the world or may involve a
commitment to an institutionalized mission such as an agency or a
community dedicated to the welfare of its members and/or the
population it is servicing. Reduced, the commitment involves
nurturing life wherever and whenever it is encountered. Clearly,
this level of intrapersonal motivation derives from a commitment

beyond one's assigned tasks.

At the next highest level (Level 4.0), people are concerned with
fulfilling themselves. Their mission is rather inside than
outside themselves. In all situations, they are oriented to

learning in order to grow.

At a minimally effective level (Level 3.0), people function to
fulfill their need for achievement, including attributes of pride
in performance and the work ethics that were instilled in them.
They are productive people who follow the initiatives of others,
taking great pride in their products, doing what they do very well
but seldom doing more than they were asked to do. In this
context, they are very atiuned to their colleagues and co-workers,
are responsive to the latest vogues and "hot-buttons," and are

great imitators of the creative thrusts of others.

At the incentive level (level 2.0), people are controlled by the
reinforcement schedules determined by others. They work only to
receive rewards such as money, promotions, increased leisure time,
country club memberships, and the like. They always do only what
is necessary to receive the rewards and are concerned only with
marketing themselves to the manipulators of the reinforcement
system rather than producing the products for which they are
responsible.
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At the nonincentive level (Level 1.0), people are not part of the
incentive system as we know it. They may have operated within
the system and rejected it. Or they may be hoocking onto a system
to which we are not attuned; for example, the criminal-incentive
and career ladder system that exists in every lower-class
community throughout the world. (Crime is a class, not a
cultural phenomenon, and the differences between classes are much

greater than the differences between cultures).

One way of checking your own intraperscnal