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"It has been said that the lack of effective

communicatim skills has caused many more pecple

to lose their jobs than the lack of tedmical

~ skills necessary for those jobs."

(Anthcny WA and Carkhuff R R 1976:1)

"'Ibis is me of the greatest, most excit ing

periods in man's history. \'Je are the first

generat Ion with the rescurces to make almost any

kind of world we want, including no world.

Calsequently, the questim of What to make and

What human values to hcncur are probably more

important than at any previoos time in history."

(Jerome B Wiesner in Heller 1965;185)
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'!his study was ccnducted within the ccntext of the Mining Industry.

'!he empf.r ical invest igat Icn involved 80 apprent ices and three

Lifestyle trainers based at the Goldfields Training Centre in

Luipaardsvlei.

'!he aim of this researd1 was to:

(i) Assess the applicability of R R Carkhuff's measurable model of

human processing as a basis for a Sooth African based Lifestyle

prOJI'annne .

(ii) Research available material in respect of motivating the

implementatirn of Wellness strategies within Sooth African

Corporat ions.

(iii) Validate a Lifestyle proqramme and trainer material for the

mining industry whid1 is designed to positively impact

apprentice productivity in respect of their living, learning

and work ing life spheres ,

It was foond that:

(i) R R Carkhuff's human processing model of programme develcpnent

and trainer training provided a solid foondat Icn for an

effective Lifestyle programme in the Sooth African mining

industry.

(ii) '!he literature and research studies indicate that a

preventative orientatirn in respect of employee develq:ment and

pro-act i ve measures are good financial investments.
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(iii) '!he Lifestyle proqranme positively impacts apprentice working,

learning and living life spheres as assessed by the Learning

Adlievement, Work Performance and Heimler Scale of Social

F\mct icning.

(iv) '!he trainer is the most significant variable with regard to the

effectiveness of the progrannne. Trainer selecticn, mcnitoring,

ccnsultat Icn and development are the most crucial compcnents in /

ensur ing and maintaining the successfulness of the Lifestyle

programme.
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Hierdie studie is cnderneem binne die raanwerk van die Mynindustrie.

Die empiriese navorsing was gerig op 80 vakleerlinge en drie

cpleidingsbeamptes in die "Lifestyle" - proqram te

Goldfieldscpleidingsentrum, 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"-prCXJram.

(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"-prCXJram en

verskaffing van wetenskaplik gefundeerde cpleidingsmateriaal

vir die mynindustrie waardeur die produktiwiteit van

vakleerlinge met betrekking tot hul, leef-, leer- en

werkdimensies PQSitief be.nvloedword.

Die bevindings van die navorsingstudie was soos volg:

(i) R R Carkhuff se menslike prosesseringsmodel vir prcqram

ontwikkeling en cpleiding van cpleidingsbeamptes verskaf

stewige basis vir 'n gepagte Suid Afrikaanse

"Lifestyle" - prCXJram in die Suid Afrikaanse Hynindustrie.
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(ii) Die literatuur en navorsingstudies dui daarop dat 'n

voorkceende benadering tot werknemer-ootwikkeling asoc:k

pro-aktiewe maatreels 'n finansiele belegging is.

(iii) Die werk-, leer-, en leefdimensies van vakleerlinge is positief

deur die "Lifestyle" - proqram beinvloed soos bepaal deur die

"Learning Adlievement, Work Performance, en Heimler Skaal van

Sosiale Funksicnering.

(iv) Die opleidingsbeanpte is die mees bepal.ende veranderlike met

betrekking tot die effekt iwiteit van die program. Om hierdie

rede is die keuring, mcnitering, koosultering en cntwikkeling

van die opleidingsbeampte, kritiese kampanente in die sukses

van die "Lifestyle"-prC9!'am.
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CHAPl'ER I

1.1 Introductiat

'!he Social Services Department of the O1amber of Mines has been

striving since 1944 to provide a high quality of professienal

services to employees of member mines Who have persenal problems

for whim they need help, and who, with assistance and/or therapy

can maintain a level of productivity Whim will ensure their

security as employees and resultant job satisfaction. It is this

pursuit of quality whim led to the Social Services Department

cootinually evaluating the standards and relevance of its

services to employees.

Ccnsequently a feasibility study was carried rot by the Social

Services Department in October 1985 culminat inq in a more

carprehensive and decentralized Human Development Strategy being

inplemented in 1986. '!his Human Development Strategy is

carprised of two main facets namely an Enployee Assistance

Proqranae (PAP) and a Lifestyle Develcpnent Programme (LOP).

'Ihe fcx:.us of the Enployee Assistance Prcgramme is en the

rendering of assistance en a secondary and a tertiary level of

Intervent Icn to thooe employees and their dependants who have, or

are in the process of develq:>ing perscnal., mental, enrtional and

social (psycno-social ) problems whim irrpair or threaten the job

performance and overall productivity of these employees.

'Ihe Lifestyle Develcpment Prcgramme addresses the problem of

primary prevention- Here educational and life skills training

proqrennes are made available to enployees with a view to
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iII!Proving 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 dimensials.

Preventicn is a pro-active measure which ensures that a specific

undesired caKlitim does not occur. 'Ihree Phases can be

differentiated within this process:

l} Primary Preventim - there is no indicaticn that a

problem will occur, rot no zeascn

exists why it should not occur

2} Seccndary Preventim - there are indicators that the

problem is develcping

3} Tert iary Prevent Len - here the problem has reached

fruitim.

'Ihe ancient Chinese paid their persmal Physicians to keep them

healthy. '!he really gocd doctors were believed to be not those

who treat the sick, rot rather t.hose who instruct pecple en hew

not to get ill. (Rene Dubas in Germain 1979; 326)

Lod<ing at the issue of preventicn within a broader Sooth African

perspective it" is canmcn knewledge that educat icn per se has been

SUbject to intensive investigaticn in the form of the de Lange

report 1981.

'!his report Locka to practical guidelines for the future

educatim of South Africans with a view to:

1) Pranoting the actual izatimof its inhabitants potential
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2) Promoting the ecxnanic grO\lth of the Republic of

Sroth Africa

3) Improving the quality of life of all its inhabitants

(de Lange 1981; 15).

Martin Bloom categorically states that in ccntemporary America,

their health care system is flamdering because of the emphasis

en treating the sick, at greater and greater cost with less

prcportienate benefit, while little attentien is given to keeping

well. He goes en to say that in his cpinien really gocxi social

workers are these who not enly help pecple already having

problems in living, rot who also work to prevent sum problems

and release potentialities. (Martin Bloom in Germain 1979; 327)

1.1.1 Salutogenesis as a Point of Departure

At a Health Psychol.oqy seminar in Pretoria in November 1989,

Professor D J W Strumpfer looked at hON pecple stay healthy. He

took satutcqenesie as his point of departure and stated that

traditienally social scientists are inclined to think aleng

patholCXJical lines. Aleng with Physicians, we accept the

pathcqen.ic paradigm whim assumes that diseases are caused by

Physical, biodlemical and microbiolCXJical agents. Physicians have

also become aware of psychesocial causatien rot, since this is

our hane base, we are better at t.eas inq rot such links than they

are. Owing to our awareness of systems, we are also very

canfortable with the idea of IIUltifactorial determinatien or

CO-ca1tribltien.
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'!he first assunpticn of the pathcqerric paradigm is that disease

is the excepticn: rot then follCMS an assunpticn that there is a

certain inevitability to the process WhiCh leads from pathoqens

and/or stressors to c<nsequences. '!here is also a strcnq

inciinatirn to searCh for, and emphasize, c<nditirning variables

WhiCh favour pathol.oq.ical. processes. When we are forced to

ccnsider ccntrary evidence and When we have to ccnsider

ccnditicning variables Which retard pathol.oq.ical, ccnsequences,

these come as sanething of a surprise: they are absorbed against

sane resistance, and are readily relegated to a category of

"exceptiens" , to be remembered When all else fails.

In c<ntrast, Ant010VSky (1979) has argued strcngly that, Whether

clinically or epidemiologically defined, deviance from normality

is not the excepticn rot the norm. He subst.ant.Lat.ed his view with

morbidity statistics 01 a wide range of ccnditicns. Neither is

ccntact with pathogens or stressors the excepticn. In the present

ccntext, stress in part icular, does not occur enly in unusual or

extreme circumstances. Pearlin and SChooler (1978:3) observed

that "many of the difficult problems with WhiCh pecple cepe are

not unusual problems impinging en exceptirnal pecple in rare

situaticns, rot are persistent hardships experienced by those

engaged in mainstream activities within major institutiens".

Antcnovsky (1979), too, expressed the cpinirn that even pecple in

comfortable, benign, sheltered envircnments are fairly

ccntinuoosly exposed to fairly serioos stressors: infinitely

worse, hcwever , is the "unbe'l.Levahl.e hell 01 earth of so large a

part of the world's pq:>ulaticn". Calsequently, he described the

human ccnditicn, as such, as stressfuL In a similar vein, Fried

(1982) described "endemic stress" in ccntrast to "acute" stress.
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If all of this is true, the excepticns to the rule, where peq:>le

do not just succumb, achieve great theoretical and practical

inportance. It then becomes essential for social scientists to

investigate potential ccnditicning variables whim 1:uffer or

IOCderate the stressor-strain link and which coold provide an

understanding of ''hew pecple manage stress and stay well".

Furthermore, it is also essential that we investigate ways of

ccping which:

(1) modify the actual ccnditicns that produce stressors, whim

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

increase its I threat, or whim

(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, Ant.cnovsky (1979)

coined the term "salutogenesis", fran the latin salus =health

and the Greek genesis = origins, in ccntradistinctioo to

"pathogenesis" (Greek pathos = suffer).

'Ihree important inplicaticns of the salutogenic paradigm are

described. These provide a restructuring of cne I s perceptioo and

ways of thinking abalt pecple, as well as new practical

approaches to peq:>le in cootext and. to studying them.

Thinking salutogenically, we have, firstly, to do away with the

dichotany of peq:>le being either diseased or healthy, in favoor

of what Antooovsky has cane to call the ''health ease/disease

ccntinuum" (1987: 3), with all of us falling sanewhere between

the two theoret ical poles of total terminal illness and total

wellness.
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Two censequences of this shift are that questiens are asked abaIt

the Whole cent inuum and that the total pcpul.at, ien becomes the

subject; of study, rather than small samples of pecple Who shew

part icular forms of disease. '!he focus of study also manges, in

the case of individuals, to a persen "s positien, at any point in

time, en this centinuum, or in the case of groups, to their

distrirotien aleng the ccntinuum with clinical centributicns

directed at moving pecple teward the wellness pole.

Seccndly, the salutogenic model rejects the conuncnly held

assumptien that stressors are inherently bad. Although stressors

are endemic and all of us have a high stressor load, sore

maintain their posit ien en the above cent inuum and scme even move

to the wellness pole. Hewever, that irrpl ies that stressors, as

sum, must be neutral with respect to their health censequences.

'!hese censequences depend en a persen I s r'espcnse to the stressor:

the stressor arcuses a cenditirn of tensien in the person; if the

tensien is managed ~ly, 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 centrast to the pathogenic

questicn: "Hew can we eradicate this or that stressor?" the

salutogenic questirn is: "Hew can we learn to live, and live

well, with stressors, and possibly even turn their existence to

cur advantage".

A third irrplicatirn of the salutogenic orientatirn, alluded to

above, is that we cught to study the "deviant case". When an

hypothesis abaIt the relatienship between a pathogen or a

stressor and a given crnditirn (e.g. smoking and lung cancer, or

the Type-A behavioor pattern and corrnary heart disease) has been

cenfirrned, even at a very high level of probability, still rnly

part of the variance is acccunted for.
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"'!he pathogenecist is ccnt.ent, with hypothesis ccnfLrmat Icnr the

salutogenecist, withoot disdaining the irrportance of what has

been learned, lociks at the deviant case I. Who are the srnckers who

do not get lung cancer or the Type A I 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 Antcnovsky and Bernstein (1986: 53) analysed, criticised

and canmented en a sample of 31 research papers to highlight the

differences between a pathogenic and a salutogenic approach,

Salutogenic studies are des igned to test hypotheses that:

(L) explain successful (healthy) ootcanes,

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

and disalssicn, and

(iii) accepe the possibility that stressors may have salutary

ccnsequencea.

Acceptance of the salutogenic view does not mean rejecticn or

abandcnment of the pathogenic view. '!he benefits of the latter

approach are visible in all clinical fields and it is exceedingly

inportant that research directed at the discovery of pathogens

and the effects of stressors should cent Inue , Hcwever the

pathogenic and Salutogenic paradigms do different things and in

many respects complement cne another. '!he two ooght to enrich and

stirculate grcwth in each other.

One is not pleading far a too peaceful co-existence either, since

the pathogenic paradigm is prepcnderant and canmanding. 'lhe

salutogenic Paradigm is vitally irrportant to new insights and new

grcwth in the social sciences: it holds premise for integraticn

of kna-lledge at a new, higher level. In prcpagat ing

salutogenesis, as cpposed to pathogenesis, one may quote Evelyn

Waugh (althoogh in a very different ccntext):
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It is not enoogh 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 conpose it and the strcnger the

expressicns of dissent from prevailing

fashien, the higher the possibility of

diverting it from its ruinoos course.

(Waugh, 1962)

1.1.1.1 Generalized Resistance Resoorces

Antenovsky (1972) introduced the ccncept of generalized

resistance resoorces (GRRs) that can facilitate effective tensien

management in any situaticn of demand. '!he idea does not deny the

importance of specific resistance resoorces that are helpful enly

in Particular situaticns, like a Particular drug or the telephcne

lifelines of suicide preventien organizatiens. He descr ibed a

range of such GRRs, including:

physical and biochemical GRRs, like inmunosuppressors and

potentiators:

artefactual-material GRRs, Particularly wealth, that can l:uy

food and clothing, a safe abortien for an unwanted

pregnancy, rot also pcwer, status and services:

cognitive GRRs, Particularly kncwledge-intelligence,

ccntingent en educaticn, which includes skills rot also

kncwledge about; for example avcdd.inq AIDS or of ene's legal

rights:

the emotienal GRR of ego identity:

cq>ing strategies, as overall plans of actien for overcoming

stressors:

interperscnal-relatienal GRRs, like social support and

camnitment:

and, lastly, the macrosocioculturalGRRs of "r eady answer

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

includes religien.
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What all GRRs have in comrnc:n is that they facilitate "making

sense cut of the camtless stressors with which we are constantly

bcmbarded". Hewever, thrcugh repeated experience of sum

sense-making, a person develops, a strong SOC, the central

construct of his aalut.oqeni.c model. '!he SOC is defined as

follews:

'!he sense of cd1erence is a global orientation that

expresses the extent to whidl one has a pervasive, enduring

thcugh dynamic feeling of confidence that:

(1) the stinuli deriving from one's internal and external

environments in the ccurse of living are structured,

predictable, and explicable:

( 2) the rescurces are available to one to meet the demands

posed by these st inul i: and

(3) these demands are chalLenqes, worthy of investment and

engagement.

'!he three numbered portions of the definition describe the three

core oompcnents whidl Antonovsky (1987) identified on the basis

of qualitative data. '!hese were obtained fran 51 persons who had

experienced major trauma rot were thcught to be ccping remarkably

well. '!he conpcnent.s are conprehensibility, manageability and

meaningfulness.

1) CaIprehensibility refers to the extent to whidl the person

perceives the stilIllli fran both within and withcut as clear,

ordered, structured and consistent information, and on the

basis of whidl (s)he can expect that these stinuli will in

future also be orderable, explicable and even predictable.

Basically, it means that the perceptions make coqn it Ive

sense.

2) Manageability refers to the extent to whim the person

perceives the events of he"r/his life as experiences that
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are, at least, bearable or, better still, that can be coped

with or even better mallenges that can be met. 'The

"available resources" of the definitien may be under the

persen I s a-m centrol rot also may be under the centrol of

legitimate others who have the pcwer to resolve matters in

her/his interest, for instance a spouse, relatives, friends,

a Physician, leaders, formal authorities, the party or Gcx:i.

3) Meaningfulness refers to the extent to whidl the persen

feels that life makes sense enotienally, rather than

cognitively. At least some of the problems and demands of

living are welcome mallenges, motivating ene to invest

energy.

In terms of these conpcnents, a persen with a ION SOC wculd

Perceive the internal and external at imrl.I as noise, not

informatien, as inexplicable in future; (s)he wculd experience

the events of life as unfortunate things that happen to her/hirn

and victimize her/him unfairly; and (s)he wculd feel that nothing

in life mattered mich or, worse, are unwelcome demands and

wearisome burdens , Antenovsky's basic argument runs that, in

terms of the three COIYpCI1ents of the SOC mentiened above, saneene

with a streng SOC is more likely than saneene with a weak SOC:

to comprehend the nature and dirnensiens of an acute or a

dlrenic stressor and to define or redefine it as cne to

whim (s)he need not succumb tQ; censequently (s)he is, en

the ale hand, more likely to avoid threat or health­

endangering activities and en the other hand, also more

likely to engage in activities that are health-pranoting,

since (s )he can comprehend more accurately that sum efforts

will payoff;

to perceive stressors as manageable and therefore to select

. appropriate resources fran these under her/his a-m centrol
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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 Resourcefulness

'!he second construct namely learned resourcefulness began in the

behaviour therapies in particular the application of self-control

or self-management techniques in problem areas like smcking,

alcdholism, drug addiction and obesity. In this context, self­

management training attempts to assist people to change' their

behaviour, notwithstanding ongoing st imil.at Ion that favours the

undesirable habits, so that they become less dependent on the

environment.

Rosenbaum (1988) gave credit to f-1eichenbaum (1977) for first

using the term "learned resourcefulness" to describe the belief

of people who have been trained in stress innoculation that they

can deal effectively with manageable levels of stress. Hovever

Rosenbaum extended the construct to include not anly beliefs, rot

also skills and self-control behaviours which all people learn in

different degrees through informal t.rairrinq from the moment of

birth. He has suggest~ "that individuals may differ in the

extent to which they are able and willing to self-regulate

internal respc:nses (sum as emotions, pain, and cognitions) that

interfere with the smooth executian of target behaviour".

To Rosenbaum (1988), learned resourcefulness is not a personality

trait, rot a "personality repertoire", which is a set of complex

behaviours, cognitions and affects that are in constant
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interactien with the perscn's physical and social envire:tment and

are evoked by many situations, rot whiCh also provide the basis

for further learning.

In Rosenbaum's (1988) merlel, all ccping with stressful events

calls for attenpts at self-regulaticn or self-centrol. He

cenceptualized the process of self-regulat ien in three phasese

1) representaticn during which the individual experiences,

withoot any ccnscicus effort, a cognitive and/or enotienal

react icn to manges within him/herself or the envircnment:

2) evaluaticn of the Changes, first, as desirable or

threatening, then if a threat is appraised and evaluated as

to whether anything can be dcne abcut it:

3) actien to minimize negative effects of the internal or

external dlanges.

In his thinking, learned resoorcefUlness has its main impact en

the actien phaser there may be sane effect en the evaluatien

phase too rot ncne en the representatien phase,

By way of exanple: assume cne is involved in a goal-directed

task, using acts and thooghts that habitually go with it: assume

too that this flew is interrupted by a threatening event, say

breakdcwn of equipment. 'Ibis is experienced as distress. One

cannot help rot see what is happening and cne real izes the

inplications: there is also autenanic aroosal and probably

anxiety (or anger). One I s learned resoorcefulness canes into play

at this point, when cne decides to pursue the initial goal,

despite the breakdcwn and the anxiety. A resoorceful individual

will enploy varioos skills, not only with respect to the

broken-dcwn equipment, rot Particularly to minimize the effects

of his/her anxiety en Performance. In the process me uses

self-statements abcut self-centrol (e.g. "It's no gocrl just

getting anxioos!") and abcut orientatim tewards the task (e.g.

"I'd better fix this thingamajig before the thingummyOOb also

burns out;"},
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A less resourceful persen may be overwhelmed by anxiety and enly

continue 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.

'Ihe learned resourcefulness thus provides a basis for further

learning: it is a source of informatien far judgements of self

efficacy in coping. Based en experimental evidence it is

suggested that lew resourceful perscns judge themselves

inefficacioos in coping with emoticnal strains and diffic.ult

tasks: as a consequence, they tend to dwell more en their

deficiencies than en the task. High resourceful perscns, en the

other hand, judge themselves more efficacioos in dealing with

emoticnal and task demands and are, as a result, more likely to

continue with self-regulaticn.

'Ihe Self-Caltrol Sdledule has been used in a number of studies to

different iate between high and lew resourceful Part icipants. An

impressive amount of empirical evidence (referred to by

Rosenbaum, 1988) indicates that two high resourceful perscns,

COl'lpaI'ed to the lew resourceful cnes, in varioos investigatiens:

tolerated laboratory-induced pain lenger and used

self-central methcx1s more frequently and more effectively in

doing so (Rosenbaum, 1989):

as migraine suffe:rers, reported lewer pain intensity,

focused less en the sensory aspects of their pain, and used

prqi'lylactic medicatien more (Carrey, Feuerstein & Bush,

1982):

as heIOCdialysis patients, conplied more with their

fluid-intake restrictiens, measured in terms of weight gain

. between dialysis sessicns (Rosenbaum 1989):
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as snokers, were more successful in giving up cigarette

sItd<ing en their om (Katz & Singh, 1986);

used self-e<ntrol methods more effectively to cope with

seasickness en missile boats in a stormy sea and sha.,red

fewer performance deficits, notwithstanding seasickness

(Rosenbaum & Rolnick, 1983).

In general, it can be e<ncluded that individuals high in learned

resorrcefulness "use more self-e<ntrol methcx:ls during a stressful

enca.mter than low resorrceful individuals" (Rosenbaum, 1988; 3).

While the e<nstruct clearly has pathcgenic origins, it deserves

attenticn in a salutcgenic ccnt.ext , Rosenbaum ccnc'luded a recent

article '''Ihe focus of orr research shoold shift fran studying

the pathological parts of the human beings ta.,rard stUdying the

'healthy' aspects of human behaviour to further our understanding

an haw most individuals remain well adjusted despite their

exposure to the stresses and strains of modern life" (1988,

19-20) •

In terms of value orientaticn, the salutogenic paradigm appeals

to the researcher because it has clear implicat iens of

enp:werment. '!he pathcgenic paradigm views the individual as a

"patient", whim literally means "being in a state of suffering"

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

sul:Init passively to cne ' s lot in life, as a pawn shifted around

by a will beycnd enese~f. '!he salutcgenic paradigm has an

implicaticn of flexibility and a range of alternatives rot also

the streng implicaticn that the individual potentially has the

strength, the power to moose arncng alternatives and to meet the

challenges of his/her life. The role of the social worker is
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also, by implicatioo, not. that of a pcwerful fixer-up of weak,

dependent patients, rot of an eII'lpOoJering resource who can

facilitate and assist people in resolving difficult and

mallenging situatioos in their lives. In additioo there are

st.rcnq implicaticns of cngoing development and learning whim

increase the perscn vs resources but whim also increase the

ability to learn more. (This sectioo draws heavily en Strumpfer

1989)

1.1.2 Ecology: The Reciprocal Relat ialship

Human ecology which is the science which seeks to understand the

reciprocal relaticnships between man and all the elements or

systems in his envfrcnment , As Rosen states: "no person is an

"island, life is an interacticn between individuals and their

society and envircnnent ;" (Rosen, cited in Luterman, 1986). An

individual's acticns affect his envi.rcnment r ccnverse.ly, changes

in a persoo' s habitat or ecosystem influence his self-percepticn,

his situatien and his behavicur ('Ihanas & Marshall, in Argyle in

1984). For social work, ecology appears to provide a more useful

metaphor than the older medical-disease approadl that tended to

view human beings and envircmrent.s as separate elllltities. In

comtrast, Germain (1979) maintains that the "ecological

perspective provides an adaptive, evoluticnary view of human

beings in ccnstant interdlange with all aspects of their

envircrunent" • 'Ibis approadl is ccncerned with the grONth and

potential of human beings and prcperties of their envircnments

that support or fail to support them in the accompl ishment of

life tasks. Within the 'discipline of ecology enq::hasis is placed

en social planning to make the envircnment canfortable for living

organisms, to safeguard rescurces, and to assure adaptive

balance. It folla-.rs that when an ecological perspective is

applied to social work, then we take en the dlallenge to prcmrte

adaptive interchanges between people and envircrunents, not

limiting cur functicn to entering situaticns after the damage has

been dcne . 'Ibis requires the incorporaticn of a preventative

point of view into even a residual or rehabilitative service.
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Present pertinent researdl questicns in relation to the cencept

preventicn are posed by Snyman (1987: 247). One of the moot

urgent researdl questicns deals with the cost of preventicn of a

problem over a wide spectrum, in cornpariscn with the cost of

dealing with it in those specific groups and in individuals in

whom it has already been identified. Preventicn 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 whidl wculd never have experienced the problem

in the first place. Snyman queries what it is that supports and

strengthens people to such an extent that they can cope with

stress and high demands without developing problem symptoms. A

further core questicn remaining is hew can people be socialized

to deal with problems more effectively.

1.1.3 Health Pranoticn PrOJI"anunes - A Canprehensive Approach

Hartin Shain presented a paper to the North America Ccngress in

Michigan 1984 on Employee Assistance (PAP) and Health Prcmoticn

Progranunes (H.P.P.).

In the broadest sense, H.P.P.s refer to a wide gamut of

interventicns having as their commcn denominator the intenticn to

mobi.L'ize the self-regulatory drive of individuals and groups to

govern their 0Nn health and wellbeing. '!heir variety is enormous

in kind, degree and quality. '!hey range from highly specific

educaticn campaigns with lON budqet.s to heroically funded

multi-risk factor interventicns aimed at changing the world. '!hey

deal with cardiovascular health, nutriticn and weight loss,

smddng cessaticn, hypert.ensicn centrol, stress management,

fitness, lifestyle appraisal and reformulaticn as well as a

variety of other health related matters. '!hey vary, too, in their
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availability to the workforce as a whole and in the degree to

whidl they receive organizatirnal support (Parkinson and

Associates, 1982). Generally speaking, they are directed tCMard

the preventirn of loss and at the maximizatirn of wellness.

Given the variety of these programmes, a corr'espcnddnq diversity

of evaluative criteria and associated cost benefit ccnsideratirns

have emerged in relation to Health Pranotirn en the Workplace.

Hcwever, as with Employee Assistance Programmes there are still

two general dimensirns of programme performance from whim this

diversity of specific applicaticns stems. 'Ihese are, Coverage and

Effectiveness.

In H.P.P.s, coverage is usually discussed in terms of

Participatirn Rates and Programme Adherence Rates While

effectiveness is ccnsidered in terms of Success Rates whim in

turn have both ecrnanic and public health aspects. Expectatirns

for programme success - whether it be smcking cessatirn, weight

reduct ion or stress management - include:

increased productivity

reduced turnover of staff and lrnger worklife

lcwer authorized and unauthorized absences

higher morale and job satisfactirn

higher employee predictability

better corporate image for recruitment

less sick benefits

fewer accidents

lcwer health insurance premiums.

Few precise studies have been dcne in whim gains en even the

harder cost lines just mentirned have been quantified in relatirn

to H.P.P.s. '!he best evidence seems to be in the field of smddng

cessation and hypertensirn control (Fielding 1982) and here again

success depends upon a wide variety of factors associated with

programme design, characteristics of the host
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organizaticn and its surramding camnunity and the employees

themselves. Fitness and Exercise progrannnes have shewn gains in

cost recovery terms in cne study (Cox et al , , 1981) rot this

research needs replicaticn in other settings before firm

cenclusions can be drawn. '!he efficiency of this progrannne (the

canada Life Project) was a functioo of very high Participating

grc:up decreased significantly in ccmpar i scn with a centrol grc:up.

Prcductivity was not measured, rot it has been argued that very

small increases in prcducticn quality or quantity wc:uld be

required to offset programme costs (Faust and Vilnius, 1982).

In so far as H.P.P.s are aimed at the centrol risk factors such

as smddng, high blocd pressure, dlolesterol levels, obesity,

high stress, excessive alcdhol use, poor dietary and exercise

habits and so on. It is as yet unclear whether it is necessary to

successfully achieve this centrol in order for reducticns to be

had in absenteeism and turnover. It has been suggested that the

fellavship of shared activities and learning about health may be

just as important as centrol of the risk factors themselves.

(i.e. improvements in morale)

Stress management programmes, themselves representing a huge

class of intervent ioos, have succeeded in shewing sane pranise in

spite of their variety. Qrrrently, it cannot be demoostrated that

they prevent premature morbidity or mortality rot it can be

demonstrated that sane of them reduce the phys iol.oqi.cal, and

psychological manifestatioos of stress. (Faust and Vilnius, 1983)

In terms of benefit to ..the employer, this effect is of value in

itself given that superfluc:us stress is associated with poor

performance.

Generally speaking, Health Pranotioo in the Workplace is

currently bedevilled with a number of shortcanings amcng
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which are:

1) I.a-l average coverage rates (participatirn/adherence).

2) A tendency not to different iate audience needs and to adept a

"ene size fits all" attitude when designing progranunes (Merwin

and Northrop, 1982).

3) A tendency to approach risk factors sum as smddng, dr ink ing

to excess, drug use, lack of exercise and so en as thoogh they

were isolated fran me another rather than interdependent

parts of an integrated lifestyle "system" of beliefs,

attitudes and behavicurs , ('!he "Single Issue" Approach).

4) A tendency to be faddish.

5) A tendency to expect too mich too socn for too little (15 100

in 3 days).

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

This state of affairs will improve as ccnsumers of these services

not enly recognize their value rot become critical of hew and by

whan they are del i vered,

1.1.3.1 Cost Benefit Raticnale for a Canprehensive Approach

let's for a manent refer to such a corrprehensive approach to the

mental and physical health of workers as an Employee Health and

Assistance Progrannre (EHAP). What might be the characteristics of

such a programme and why it woold offer a superior cost benefit

ratio than an Employee Assistance ~ogrannne or Health

Preventative Progranune.alcne o~ even than the two progrannnes

t.oqether rot not co-ordinated?

An E.H.A.P. woold have both eccnanic and public health goals

which woold translate into objectives at primary, seccndary and

tertiary interventirn levels. Within such levels, specific target

groops woold be identified throogh need assessment and

appropriate interventiens woold be implemented to meet these

needs (Shain and Bqyle, 1984).
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For example:

One. Eccnomic 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, seccndary and tertiary

levels of interventien, some examples might be:

a) Primary Level: to reinforce the intent and will of pecple in

basically samd health to remain so thrOlgh examinatien,

reappraisal, mcdificatien and improvement of lifestyle factors

whid1. influence wellness, v iqcur and productivity.

b) Seccndary Level: to facilitate the recovery of pecple with

developed health problems by providing formal and informal

pathways to remedial services aimed at full or part ial

restoratien of health, viqcur and productivity.

'Ihe particular form that such comprehensive programmes woul.d

take, hosever , WOlld vary a great deal depending en a number of

factors. '!he actual shape of the approach taken in specific sites

shoul.d depend upcn careful needs anatysts by management, employee

representatives and relevant prograrmne staff from all levels.

Success, havever defined, will depend en a "fit" between the

needs of workers, organizatienal characteristics and programme

characteristics. In that sense, the solutien must creatively fit

the culture of the work organizaticn.

'!he core of the cost benefit ratienale for an E.H.A.P. is that

potentially at least, the health needs of the whole workforce are

covered or ccnsidered. '!he typical problem to date with both

E.A.P.s and H.P.P.s has been that they ead1. deal with extremes:

As Table 1.1 suggests, the typical target groop (or at least the
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grrop which is in fact reached) in E.A.P.s is the "walking

weunded". Members of this qroup have typically well-advanced

problems whim affect job performance. The employer's respcnse is

largely orientated tcward individual treatment by trained

professicnals. H.P.P.s, en the other hand, tend to focus en the

"ccnspfcucus.ly well" either throogh educaticn or involvement in

physical activity. Exceptions to this state of affairs exist in

both types of progrannnes, as indicated in Table 1.1 •

The moderate risk grrop, hcwever, is typically unt.cuched ,

Nenetheless, it contains:

(a) People who are experiencing Physical and mental health

problems whim, 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 prcrluctivity.

(c) People in states of d:1renically mediocre health who coul.d be

feeling and performing nn.ICh better. The ccnditien of this

grOJP is associated in sane important ways with perscnal

lifestyle practices whim put them at higher risk for a

variety of illnesses and diseases. These practices involve

eating, sleeping, working, travelling, smdcing, exercising,

drinking ana obtaining respite fran everyday trcubles and

worries.

'!here is an acamulating bcx:ly of evidence whim says that the

groops just described are a significant scurce of loss to

enployers because of the net impact of relatively lew-level

problems en daily proouctivity, annual sickness and ah:>enteeism

rates and general employee morale. (McQueen and Siegrist 1982)

Even accident rates are affected by the existence of a large

grcupof pec:ple in the workplace who are functicning belcw par.
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So, cne of the great potential advantages of the E.H.A.P.

approach is that it deals with the organizatienal losses

attritutable to the moderate risk groop.

A seccnd potent ial advantage is that yoo get opt imal use of

available reecurces- '!his is explained by means of a diagram

(Table 1.2). Both E.A.P.s and H.P.P.s are ShOHn as penetrating

the moderate risk groop rot at ccnsiderably different costs. '!his

is a hypothetical projectien, of carrse, and the cost projectiens

will vary enormcusly depending en the dlaracteristics of the

progrannnes and en the maracteristics of the workforce in

questien.

One point to stress in relatien 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 groop. Hcwever, this

projectien assumes 1) that the same pecple woold seek help

throogh a H.P.P. as wrold attend an E.A.P. and, 2) that the two

types of programmes wrold be equally beneficial to participants.

Neither assumptien is probably true. Hcwever, the possible

additienal effectiveness of E.A.P. based clinical interventiens

with moderate risk pecple is offset by additienal costs with

probably little chance of recovering them, while the lcwer

effectiveness of usually grrop oriented skill-l:uilding H.P.P.

approaches is offset by proporticnately laver costs. '!he

escalaticn of coSts in E.A.P. as it progresses tavards, in its

terminology, "earlier identificatien'.' is due to the added

resoorces required for supervisor training, enployee educat Icn

and casefinding as the candidates become less obvioosly troobled.

Sane of these costs may be in turn offset by the increased

voluntary use of prograIIlIreS and by the provisicn of less

intensive forms of treatment for problems. e.g. ootpatient care,

day treatment, weekend programmes etc. '!hus, the cost benefit

ratio is really a sliding scale whim can be rooghly captured by

the diagram tut which in pract ice has to be used by concerned

parties en the basis of trade-offs between desired ootcomes and

available rescurces ,
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To return to the diagram, yOl will see that en a strictly coot

basis, E.A.P.s and H.P.P.s appear to work most efficiently at the

extremes of the health ccntinuum: that is, with the "walking

wamded" and the "ccnspicueusly well". Hcwever, in terms of

benefit to the organizatien, the gains are not distrih.lted the

same way. In E.A.P., the "critical few", who rOlghly correspcnd

to the "walking weunded" are a small subgreup of very costly

problem employees Who tend to get identified and referred at an

early stage of prcqranare development. Since the coot line for

E.A.P. is also reughly a time line, me can see that the greatest

efficiency for E.A.P. tends to be in the start-up pericrl when the

critical few are being identified, altheugh it is also true that

start-up costs tend to be high and are amortized over successive

years. In H.P.P. the situatim is different. The gains Which

accrue fromreadling the crnspicueusly well in early stage

prcqranme development are less than those Which start to accrue

cnce there is penetraticn of the rncrlerate risk greup. So, if the

cost line is also the time line with H.P.P., yeu can see that

greater gains accrue later in prograrrune develcpment altheugh it

is not clear yet Whether these benefits offset coots in strict

recovery terms.

Hcwever, all this needs to be ccnsidered in the ccntext of two

other benefits of the comprehensive approach. The first is that

there will probably be a tendency for cross-referral to develcp

between E.A.P. arid H.P.P. particularly Where there is.

cross-fertilizaticn of programme staff. e.g. an E.A.P. publicity

corrpcnent can be h.lilt into H.P.P.s at the basic educatirnal

level. H.P.P.s at the training and skill wilding level can offer

pathways into more intensive E.A.P. interventiens, 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 cptimize the use of scarce

rescuroes by allocating them to the neediest greups.

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 organizatims Whereby all crncerned parties -
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management, staff representatives, health professicnals and the

like - cane t.oqether to discuss the health needs of the total

workforce. Such a process in and of itself is part of a change in

corporet.e culture and represents a shift teward the ecol.oqfcal.

model of Cost Benefit. E.H.A.P.s can potentially provide a

barometer of organizatimal functicning via the feedback received

by prcqramme staff from par't Lcipants and clients. '!his feedback,

delivered to managers at the most senior levels, can serve as a

measure of the health of the organizaticn.

In spite of its theoretical appeal, the move teward E.H.A.P.s

will not be easy. We can expect in the short run a great deal of

debate and acrimcny between prCXJrarnrners who currently ply their

trades at opposite ends of the health continuum - namely E.A.P.

and H.P.P. Philosqi1ical and practical differences will have to

be identified and where possible ircned out. Canpetiticn for

scarce resources will have to be minimized. Hewever, the

potential benefits of a eomprehensive approach are enorroous , An

E.H.A.P. is more than the sum of an E.A.P. and a H.P.P. • It

represents a move teward a greater and more proact i ve ccncern

abaIt the value of human life and abaIt working people as not

cnly producers of gocds and services rot as active, more rccust

members of society. '!he benefit of such approaches, then, will

accrue not cnly to the workplace rot to society as a whole

(Shain, 1984).

Belew Table 1.1 illustrates the ccntinuum of enployee care

covered by Enployee Assfst.ance Health Proqrammes whereas Table

1.2 graIilically elucidates the cost relevant factors in relaticn

to En'ployee Assistance Health Prcqr'ammes ,
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Low Low Moderate High Moderate High

25·% 70% 15%

~ ~ 4 .. 4 ..

Conspicuously Well Walking Wounded

Table 1.1 Employee Assistance Health Programme
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Prevention

EAHP Awareness I Education EAP Pl;Jbllclty

EAHP Tralnlngl

Skill Building EAP Referral

EAHP Referral EAP Counselling
Treatment

Low risk

Low cost

High coverage

Medium risk

Medium cost

Selective coverage

High risk

High cost

Low coverage

Remediation

Table 1.2 Employee Assistance Health Programme

I
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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 change

society, in accordance with the individuals needs and secondly,

how the objectives and methcx:1s 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 (C-ermain 1979;

xi i i ) . 'ale professional purpose of social work arises from a

dual, simultaneous concern for the adaptive potential of people

and the nutritive oualities of their environments. In an

ecolCX]ical view, practice is directed toward improving the

transactions between people and environments in order to enhance

adaptive capacities and improve environments for all who function

within them.

Kncwl.edqe required to understand the complexities of people,

environments and the nature of their transactions draws upon

evolutionary biology, environmental psychology, ethology, and

organizational theory as well as disciplines more faniliar to

social workers. 'The value base of the practice refers the kinds

of transaction social workers "prefer" for people and

environments, those that express peoples adaptive potential and

environmental r espons i ven~ss and diversi ty, Both knowl.edqe and

values support the professional objectives of:

L) releasing, developing and strengthening people' s

innate capacity for growth and creative adaptation

2) removing environmental blocks and obstacles to gravth

and adaptation and

3) positively increasing the nutritive properties of the

envirorunent.

b
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'!hose transactiens between pecple and envircrnnents are sooght

that will noorish both parts of the interdependent system

Germain (1979:17).

Whenever services have failed to meet need as it is experienced

by users of the services, social work has sanetimes respcnded by

providing more of the same kinds of services. This kind of

mange has usually not resulted in resolutien of problems and

has sanetimes created additicnal cnes , Totally new soiut icns

are required, that go beyond present assurrptioos and practices

to find creative adaptatioos and novel arrangements for

providing services.

Social work practice has been undergoing scrutiny and change,

stinulated fran within the professioo and fran society itself.

Within the professicn, new knewl.edqe has become available to

ccnceptualize practice. Fran witheut comes the challenge of

cnqoinq rapid change. '!he ecological approach to practice

establishes the perscn as an adapting and coping creature,

striving for grcwth, mastery and interactioo with his

envircrnnent.

All organisms "seek" effective interactioo with the enviraunent

for survival. Human beings strive tCMards competence, or the

capacity to have an effect en the envircrnnent in spheres of life

important to the individual and the cultural groop. Carpetence

here refers to a wide range of abilities and skills with respect

to the "inner life" o~ feeling, i.Irp.llse, wish and thooght and

the "ooter life" of interactioo with the envircrnnent.

Maluccio (in Germain 1979; 286) states that competence is most

effectively ach.Ieved when interventien is directed tCMard an

ecological unit, ccnsisting of a persen and his immediate social

envircnment. '!he eutcane of the human beings efforts to cope

successfully with life tasks depends not enly en his or her

qualities and needs rot also 01 the availability and purposeful,

'"
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use of varied enviraunental resoorces and social supports.

Ccnsequently, a major function of social work interventien is to

provide opportunities for enhancing the mutual fit between

people and their enviraunents.

We have all met people who possess, intuitively the skill of

effectively and proouctively communicating with other people.

Hewever, they are rare individuals and not the average cnes ,

Indeed, if cne were to ask these same people hew they attained

their skills they probably woold be unable to say, nor coold

they teadl these skills to another person. '!hey are the few

privileged people who have that "scmething special" (Antheny and

Carkhuff 1976). When cne ccnsiders that Antheny and Carkhuff

state that "the lack of effective communicatien skills has

caused many more people to lose their jobs than the lack of

tedlnical skills necessary for these jobs," it no longer becomes

a feasible excuse to hide behind the idea that one is either

born with that scmething special or cne is not.

What vehicle then did the Lifestyle Develcpnental Prcgrarnme

utilize in an effort to break throogh the mystery of that

"scmething special. II A vehicle whim is not a strategy

restricted to the psydlologists armeury alene. A vehicle

whidl can be situated in the life space of people when and

where stress is experienced. A service structured in ways

that are conqruent; with life styles,. interests, and t.empos

of the groop, family and organizaticnal levels. A service

directed at helping people before the stress generated by

problems in living beccme intractable, recognizing that

rapid social mange results in the rapid obsolescence of

peoples usual adaptive patterns.

soctat skills training, has proved effective with teaming

dating skills, assertiveness training, helping individuals

overcane shyness and social anxiety, helping adolescents
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acquire conversation skills, friendship making and other sOCial

skills. '!he training has been successfully applied not only to

the promotion of socially valuable behavicur, rot also to the

skilled control of socially undesirable behavicur , sum as

aggressiveness and excessive drinking (Priestly, McGuire, Flegg,

Hemsley, Welham, Barnit, 1984).

Thus there seems to be a broad spectrum of socially skilled

behavioor whim can be developed and improved thrrngh skills

training.

Social skills training may be properly described as

behaviooristic, first with regard to its stance as admissible

evidence and second in respect if its errphasis on practice by

trainers (Ellis and Whittington 1983).

'!he 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 far learning, the disabling effect of

whim is intensified by an unrewarding and unhesitatingly

present environment. Skills training prcgrarnmes aim to provide

new learning opportunities in an atmosphere of security and to

develop the use and applicat ion of what is learned (Col.Lins,

1981) •

Social skills training prcgrammes 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 enviraunents, and there is almost certain to be

sane 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 rot

'a resPonse capability.

$6
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Int.erper'scnaf exdlanges, verbal and ncn-verbal, occur within

boundaries set by physical circumstances, psydlological

expect.at Ions and social norms. Social skills training has

always involved the r'educt icn of the compl.ex to the simple,

fran the Calglcmerate to the element.

Prcqranmes of social skills training shcu.ld reflect local

needs. In part icular negot iat Icn between interested part ies

to arrive at an apprcpriate set of skills and procedures.

If the training prcqramme is to meet local needs the

intending trainer must establish what those are. '!here is

almost no agreement either empirically or cmceptually as to

what cmstitutes a lifestyle (Sobel 1981:2).

'!here is not rom explicit disagreement either. Rather the

literature is idiosyncratic. As a result, it is not clear

whether lifestyle bel.cnqs to an individual or to sane

aggregate. '!he causes and consequences of lifestyle are not

separate analytically fran the phencmena itself.

FUrthermore, virtually no discussial of lifestyle as a

phencmena in its O\lll right are to be frond. By analcgy

lifestyle is defined as "any distinctive and therefore

recognizable mcde of living." Lifestyle crn.sists of

"expressive" behavioors that are directly observable or

deducible fran observat i.on, (Gambridl in Sobel 1968:352)

states that a reasmable way to choose apprcpriate

behavioors is to select those that are most salient within a

given time and space. He further argues that scurces of

lifestyle differentiatial are rooted in different reference

sets that individuals maintain. '!hese reference sets are

engendered by the pooitims that individuals occupy and the

different demands placed upcn incumbents of varicus

positials. '!hus lifestyle variatial stems from

differentiatim within social structure. Researdlers have

demcnstrated that social positim is related to a variety of
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attitudes and values, behaviooral orientaticns and

behavioors that are viewed as indicative of lifestyle.

,Social workers 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 interventien has failed and to try and see Why

than to assume that althoogh we do our best failures may

occur , Nor shoold we fear loss of professirnal status ­

doctors are often faced with crnditirns they can do nothing

or little to cure, yet they do not necessarily feel

ine<:>JrPetent en that acoount , There is no doobt that the

adhilles heel of social skills training is the issue of

generalizatien. There is a sizeable and largely depressing

literature en the lack of generalizability of social skills

training (Furnham in Ellis 1982;286).

All generalization procedures link the artificiality of

training to the unccntrolled circumstances of real life. No

matter hew carefully skills are identified or ha.v important

they are for the individual trainee before and after

training, they have suffered a dlange and may no longer be

perceived by the trainee as significant (Ellis and

\'Jhittington 1983). Evidence for short-term behavioor dlange

in develcprnent is encooraging. Huch more research ha.vever,

is needed en both ootccme and proeedures ,

Man and his potential is the central ccncern. Our expanding

knewledge of human develc:prnent in relat ienship to

envircnments that nurture or damage mans capacity to

actualize himself has inplicaticns for the way we organize

cur service intervent ions. In the words of Rananyshyn (in

Heller 1965;187) it appears to us that a camnunity whidl

organizes its activity so that it maximizes the number of
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healthy, intelligent, self-directing citizens capable of

viewing situatiens fran perspectives other than their CM'l,

of weighing alternatives and making decisiens, of defining

new goals and inventing new ways of achieving them is in

fact a democratic comm.mity and is prcx:1ucing members who can

sustain it against all more pessimistic theories of human

nature and social order.

'!he above intrcx:1uctien is an orientatien to the Develcpnent

and pranotien of a Skills Oriented Lifestyle Progranme for a

groop of apprent ices in the mining industry. I t is follCMed

by attentien to:

- stimli for the study

- aims and objectives of the research

- research domain

- researdh questiens

- methodol.oqy

- limitatiens of the study

- clarificatiens of ccncepts ,

1.2 StiDuli Ftr 'lhe Study

'!he researcher became intimately familiar with the ccncept of

social skills training during 1983. Due to the nature of her

work as a trainer she became a speci.al.Lst; in the development and

training of skills for: persenal development prcqremmes ,

'!he Chamber of Mines in 1986 as a result of a feasibility study

having been ccnducted en the efficiency of services rendered by

the Social Services Department; to enployees of member mines

camnitted itself to a more preventatively orientated Human

Develq>ment Strategy. '!his strategy covered the ccntinuum of

service rendering namely:
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tertiary, in terms of hospitalizatioo for patients

requiring intensive psyChiatric care

seccndary, in relatioo to early identificatioo, referral

and treatment of psyCho-social problems under the banner of

the Employee Assistance Programrre

pr imary, as related to the educat Icn and develcprnent of

eI1'!Ployees.

Goldfields of South Africa in the form of their persoonel

departiment; had approaChed the Social Services Department; (nON

EAP Services) by this time with a written request motivating the

necessity of having a preventative Life Skills training

programme directed at the apprentice pcpulatioo entering the

mining world. It was at this point that the researCher was

empl.oyed by the Social Services Department; with the primary task

of develq>ing and iI1'!Plementing a Lifestyle Develcprnent Programme

whidl wruld be piloted at the Goldfields Training Services in

Glenharvie.

The Challenge of develq>ing in written form a Lifestyle

Developmental Progranune for the mining industry was a formidable

task, rot the very pressure, belief in the viability of the

project and the desire to prove herself as a functiooal staff

member motivated her to produce the pilot package. This was

presented over a pericxl of six ccnsecut ive weeks, Ole day a week

to 15 graduate persau:>-el trainees who were the target grrup

selected by Goldfields Training Services Management to attend

and report 00 the viability of the newly develcped progranune.

Judging fran the overwhelmingly positive receptioo of the

fhilosqily, ccntent and presentatioo of the programme by the

recipients, Management unstintingly supported the integraticn of

the Lifestyle Develcpment Programrre into the induct icn and

orientatioo of apprentices, learner officials, and graduates

from Goldfields Training Services.

-
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'Ibis move entailed the enployment of a Lifestyle co-ordinator

Who woold be respcnsible for the inplementatial of the Lifestyle

Progrannne at Goldfields Training Services. FUture

inplementatial of the progrannne involved the sel.ect Ion,

training, mcnitoring, and evaluat Icn of trainers. Mum

attention was focused Q1 validating the applicability of the

ccnt.ent, to the target populat ion.

'Ibe development of the project ran its ccurse and snavballed to

the extent Where it received a profile whim drew the at.t.ent icn

of other mines, mining houses and training centres. Requests

were made, at first informally and subsequently formally, to

develcp a similar Lifestyle Progrannne apprcpriate to the

remainder of the Goldfields Training Services enplqyee

population.

As sum the successful inplementatial of this phase rulminated.

in a pcwerful, well-accepted, high profile programme. 'Ibe

researcher was throoghoot the Whole process conunitted to a

practitioner-researmer approam, thereby ccntinually evaluating

all inputs made. 'Ibese extended fran ccntent applicability, to

presenter adequacy, to progrannne enjoyment.

A point was reached When a question being asked repeatedly

CCll1d no 10nger be ignored! "Lifestyle is dwicus1y great fun,

enjqved am awreciated 1::¥ al1, the infCXDBl. payoffs are

dwialS. Participants perceive the. prograJllDe to have pa;itive1y

iJlpacted their 1ives -. bJt can yaJ prove it?" It became obvioos

therefore that this fast graving and influent ial programme

needed to be sul:mitted to stringent evaluation, prior to further

pranot ing the efficacy thereof.

A further current mot Ivat icn is the fact that at the Health

Psychology Ccnference held in Pretoria in October 1989, 11 J

Visser stated that based en current researcn to date,

psycho-educatien progrannnes with life skills training included

were the highest researd1. priority indicated.
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1.3 Aims and <l:>jectives of the Research

'!he cornerstene fundamental to the essence of this researdl

project and generally programmes preparinq pecple for life is

the fact that it is pragmatically centred. '!he researdler

believes that there are mamtains of kncwl.edqe and Informat Icn

available. HCMever, this goldmine of facts, principles and

ccnoept.s rema.ins largely inpotent in terms of the practical

impact it has en peeples lives. As sum the aims and objectives

of the study were as fol.Lcws ;

to peruse available and applicable literature central to

the study.

to provide programrce ma.terial extending from trainer

selectien scales, to trainer training ma.terial, to an

actual lifestyle programme, to scales and questionnaires

utilized to evaluate the impact of such a programme.

I

j

to test the impact of the programme en apprentices within

the Goldfields Training Services e<ntext in terms of the

effect of the prograrnne en their learning, working and

living ddmens icns in the short term, and en their living

dimensien in the leng term.

to researdl the viability of the programme in terms of its

enhancing Participants level ~f potential life satIsfact icn

by means of skill,S integratial into their behaviarral

repertoire thereby pranoting its e<ntinued use in the

mining industry.

to make a case for prevent ien and corporate wellness in

SaIth Africa.

to give recogniticn to the works and mcx'iels of Robert R

Carkhuff Who errpc:wered the researcher to adlieve the above

objectives.
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1.4 Research Ikmai.n

In so far as it is kncwn, there is no other private enterprise

organizatien anywhere in the world to compare with the O1arnber

of Mmes of Scuth Africa. Its uniqueness arises from the fact

that while it does not itself ccnduct mining cperatiens the

O1amber undertakes a large variety of advisory and service

functiens en behalf of the whole mining industry whidl can most

effectively be handled en a co-q:>erative basis with the

part Icul.ar aim of inproving profitability. '!be develcpment of

the functiens of the O1arnber has been closely linked to the

history of gold and coal mining in Scuth Afr ica and the grcwth

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

eccncmy.

The primary object of the O1amber of Mines is to pronrte and

protect the interests of the South Afr ican mining industry. To

this end the O1amber I s principle corranittees meet 00 a regular

basis to ccnsider matters of policy affecting the industry as a

whole and to issue policy directives. These principle

camnittees are representative of the major mining finance hooses

whidl collectively ccnduct more than 85% of all mining activity

in Salth Africa. (01amber of Hines of Sooth Africa 1986

Review) • One of the Service Departments of the O1amber is the

Social Services Department nON Enployee Assistance Prcqranare

Services whose missicn it is to provide employees from member

mines who have or are in the proces~ of develcping perscnal

problems with the necessary assistance in a cost effective

manner so that their level of work product i vity may be

satisfactorily maintained.

Goldfields of Salth Africa has a training centre based in

Glenharvie between Westenaria and Carletenville, where

apprentices, learner officials and graduates cane to be trained

prior to and during their enployment 00 the Goldfields mines.
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A seccnd training centre is situated in Luipaardsvlei,

Krugersdorp ~ this is utilised predaninantly for the training of

apprent ices.

Both of these training centres perceive themselves to have the

respcnsibilityof introducing to the mining industry apprentices

Who have been well trained not Ct11y in terms of their tedmical

functicns rot also in terms of their ability to relate well

Int.erperaonal.Iy, As such, part of the training involved is

directed tC1Nards enhancing their developmental potential as

peq:>le and subsequently ccnt.r ibct inq to a more adequate,

productive and satisfied workforce as a Whole.

In a broader perspective what is being indicated here is the

ccncept of social acca.mtability, Whidl can be defined as a

camnitment to be ccrrespcnsible for the quality of life within

the comnunity fran which the company draws its resoorces and

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

In the words of Sir Ernest Oppenheimer and Dr. Antcn Rupert who

underline the camnitment to society in their rosiness ph i Loscphy

" A COI'l'paIly has a three-fold respcnsibility: to it 's

shareholders, to it 's perscnne.l and to the comnunity in which it

exists and fran Whidl it draws it I S success. II To understand the

inplicatiCt1s of social accamtability and to integrate it into a

rosiness Iililosophy plan requires a new breed of executive.

SaneCt1e who can make sanething val.uabl.e oot of what is

inevitable. Pecause i:here is an inevitability abcut the need to

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

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

civilized society.

1.5 Researdt QlestialS

Questicns arising fran the aims and objectives of this study

are:
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- Does a preventative, skills orientated Lifestyle Prcx:JrannTle

presented to apprentices during orientatien impact their

living, learning and work dimensiens.

'!hat is, does it not impact (null hypothesis)

does it negatively impact (hypothesis me) or

does it positively impact (hypothesis two)

their work performance, learning adlievement and life

sat isfact im

if hypothesis two is proven, then is the positive impact of

the proqremme short Iived, or is there evidence indicat i ve of

the life skills having permanently f Lavoured the individuals

behaviaJral repertoire, thereqy rendering his life

satisfactim (as related to persmal conpetency) higher?

- can a case be made for corporate wellness with a lifestyle

carrse being a major COII'pCTlent thereof?

1.6 MethcXIology

1.6.1 '!he Research 1-1ethcrl

'!he researdl method is the plan or design for the process of

finding a solut icn to the researdl problem posed by the

investigator (Grinnel 1981).

In weighing the advantages and disadvantages of researdl

methcrls the researcher focused en certain pract ica1 issues

influencing her dloice. '!he size and sccpe of the proposed

study, the co-c:perat icn needed to inplement the method, the

extent to which the study woul.d intrude en the part Icipant.s in

the project, the financial and Physical rescuroes required and

the time needed to inp1ement and cmclude the project were

taken into CCIlsideratien.
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It was decided that the methodological approach chosen woold

place emphasi.s both en descriptive and experimental

characteristics and a quantitative approach woold be stressed.

With the purpose of the research being to determine hew

successful a social programme is in fulfilling it's mission,

What effects the prograrnme is having and whether it is

performing as expected, the research method may be ccnsidered

to be program evaluaticn (Grinnell 1981; 420).

Prograrnme evaluatien is applied research and is distinguishable

fran pure research which has as its main objective the

accumuar icn and analysis of data in order to fornulate

hypothesis and theories for the sake of knewledge itself.

Programme evaluatien is concerned with measurement of the

degree to Which a social programme succeeds in reaching its

predetermined objectives. The reasens why a particular social

programme fails to achieve success in neeting programme

objectives are also relevant, since they provide agency

administrators and planners with informatian they can use to

restructure programmes and make them more effective.

Althoogh this type of research is given to experiencinq

difficulties in respect of determining programme objectives and

establishing outcane measures to assess the extent to which

objectives have been achieved, research of this type can be of

significant benefit to human service organizatians by providing

a means to enhance accoontability. Programme evaluatian can

help social programme planners to reach more ratienal decisians

to improve their capacity to develcp 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 progressim of the research project a time sequenced

description of the process fo11cws:
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l-1ay 1984 - the researdler was enployed by the Sout.h African

AssociatiOl for Health Promotien as a Senior Comrrunity

Organizat ien Social Worker. Her main job funct Icn was the

creat Icn of a persenal development programme. During this time

the researdler was privileged to work with Dr W C Mcstert who

is hailed as an expert in the development of skills oriented

programmes as per the Robert R Carkhuff methodology. His

expertise was qenerously inparted to the researdler enabling

her with his assistance to produce by Mardl 1985 a book

entitled "A Skills Approach to Persenal Development The

Carkhuff Way". The book covered a broad spectrum of perscnal

development whidl was appropriate to both lay and professicnal

perscns alike. This programme was marketed and a structure was

inplemented according to whidl such courses were run for the

dual purpose of perscnal and professicnal development, such as

train the trainer corrses , Fees were cnarqed for the·

attendance of said ccuraes and by December 1985 the programme

was ccnsidered to be financially self supporting.

January 1986 - The researcher ccnsulted fran heme for a period

of six mcnths. Her programme development skills were broadened

in terms of the wide spectrum of persens utilizing her

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

medical professiOl.

June 1986 - the researcher was enployed by the Clamber of Mines

with the express purpcse of designing and inplementing 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 perscnal skills that ccnstitute a healthy

lifestyle. The programme shoul.d enable. enployees not cnly to

prevent perscnal problems fran occurring rot to cope

ccnstructively when encamtering them.
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'Ihe objectives for the participants were to:

gain a clear perspective of what it means to be human

engage ccnstructively in social relaticns

comrn.micate apprcpriately, comfortably and constructively

negotiate social interacticns diplomatically and to assert

thernselves when necessary

tackle perscnal problems in a goal directed manner

be in centrol of their perscnal lives and to relate

realistically to their envircnment

reduce the level of their perscnal stress

adept a ccnstructive and r'espcnsIbfe attitude tcwards

alcchol and drugs, and

enhance the meaningfUlness of their perscnal lives

(Human Development Strategy, Goldfields Training Services

1986) •

1.6.2

July 1986 - 'Ihe Lifestyle programme was written and canpleted

within a period of six weeks whereafter it was presented to a

selected graduate group of 15 enployees at Goldfields Training

Services. 'Ihe programme was approved of in that presenter

effectiveness scored 98% average and ccntent satisfacticn was

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

August to December 1986 - A group of three fran the perscnnel

department and the Lifestyle co-ordinator were prq>osed by

management as presenters, that is there was no setectIcn

procedure in whidl the researcher was involved.

'Ihis group of 4 perscns was exposed to training ccnsisting of:

a 6 day Lifestyle course as participants

a 3 day Ccunselling Skills course, with a view to

broadening their interperscnal repertoire as presenters
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a 4 day Effective Presentatirn course.

a day's personal. preparatirn and ccnsultatirn

and a 6 day IDalitored presentatirn of the Lifestyle

ecorse to selected groops of trainees.

Of the above pecple, the three persrns from the persrnnel

department had had little choice in whether they wished to

present Lifestyle or not. Difficulties were experienced in

terms of their workload, level of camnitment to the project and

perscnal, ability. Arrestingly cnly two of the foor persrns were

finally selected by the presenter as trainers, one of whan was

the said Lifestyle co-ordinator. '!he cne member of persrnnel

remaining, presented a single most adequate course and was then

transferred leaving Lifestyle with rne trainer, namely the

Lifestyle co-ordinator.

June 1987 - by this time 21 Lifestyle courses had' been run with

a total of 231 part Ic.ipants attending. A summary of the

evaluatirns reflected that the course was well received both in

respect of presenter effectiveness (96% satisfactirn) and course

ccntent (84-100% satisfactirn). Upcn ccnsultatirn it became

evident that the Lifestyle develcpnent co-ordinator was at risk

of presenter burn rot. As such the researcher negot iated with

the management of Goldfields Training Services with a view to

making the Lifestyle Prcgrannne a permanent and integral part of

their organizatirn in a effective and efficient manner. Prior

to this an opirricn poll had been dcne at the training centre

which proved highly pos It.Ive in respect of Lifestyle and as such

the course of actirn decided upcn was to select new trainers in

an objective and stringently evaluative manner. '!his selectirn

procedure intimately linked the researcher, the Lifestyle

co-ordinator, management and the future trainer with a view to

apprcpriate trainer selecticn (See Appendix 1 - Trainer

Selecticn Scale develc:ped by the researcher).
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July 87 - '!he researcher attended a Heirnler Scale of Social

F\mcticning training course in order to become adept at using

the scale. '!he course was presented by Dr MA Van Zyl in

Bloemfcntein.

December 1987 - Goldfields Training Services had 5 dynamic,

motivated, self-reliant and committed Lifestyle presenters

headed by Gavin I.everton the Lifestyle co-ordinator who

ccnsul.t.ed regularly with the researcner ,

'!he Lifestyle team at the Goldfields Training Services became

knosn as the Human Development Project. '!hat is Goldfields

Training Services allocated a specif ic role and status to

Lifestyle presenters who were continuoosly mc:nitored, trained

and challenged to develop new content specific to the needs of

their system.

'!he implernentatien model ut i.l ized is summarized on the follONing

page in Table 1.3 (Rijavec: 1989).

Main Researdl

October 1987 to August 1988 - '!he main researdl began.

Goldfields Training Services Engineering received an intake of

approximately 120 apprentices during January 1988. '!hese

apprentices arrived en 11 January and remained within the

Goldfields Training Se!vices Engineering set up until 15 April

1988. As sum they were there for a pericd of 14 weeks.

Earn individual was given the opportunity of attending a 6 day

Lifestyle course during this pericd of training. '!he irrpact of

the preventative skills orientated programme en the apprentice

pcpul.at; ien groop was assessed in the fol.Lcwinq manner.

'!he first two groops of 12 apprentices earn were allo.ved to

settle into the system for a pericd of 4 weeks.



Programme

Implementer

1. Implementation Plan

2. Need Assessment - feedback

3. Marketing. Presentation

4. Negotiation - clarification

5. Policy formulation

6. Pilot feedback

7. Administer

8. Trainer Selection

9. Trainer training

10. Evaluation

Consumer

~---_.

11. Recycle

Table 1.3 The Implementation Model
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A baseline level of functicning was then established by means of

three measuring instruments:

One - '!he Heirnler Scale - Evaluating their

general social

functicning

*Scale develcped by Eugene Heirnler

Two - '!he Apprent ice \'lork - Whereby instructors

Performance Scale evaluated the

apprent ice I s work

performance

* Scale used at GFI'S training centre

'Ihree - '!he Apprent ice - Whereby instructors

Learning Achievement evaluated their

Performance Scale learning achievements

* Scale develcped by the researcher

(Appendix 2, 3, 4)
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For purposes of clarity, en the next page is a graPhic parallel

of the Heimler Scale in relatien to the Lifestyle course

ccntent. '!he applicability of the measuring instrument used is

hereb¥ illustrated. (Table 1.4)

'!he 2 groups of 12 apprentices eadl then attended a 6 day

Lifestyle Progranune run b¥ approved Lifestyle trainers. After

conpletien of the course their level of functiening was again

evaluated 3 weeks later b¥ means of the above ment imed

instruments.

As two groups presented b¥ two trainers ended another two began,

until all 120 apprentices had attended the programme. '!his t.ook

fran 8 February 1988 until 18 Hardl 1988. Eadl groups baseline

level of functiooing and post interventioo functicoing was

assessed b¥ all three instruments.

Once having left Goldfields Training Services Engineering the

apprentices moved co to either a mining envircnment or a

training college. A six month follcw up evaluatioo with respect

to Lcnq term inpact 01 social funct irning was then dcne (see

Table 1.5: Diagrammatic Representatioo of Research Methcrlology).

August 1988 - present. '!he researdler busied herself with a

literature survey and analysis of the researdl data.

September 1989 - A trip to Washingtrn DC was arranged where the

researcher spent t~ with Robert and O1ris Carkhuff and Om

Penoit, Director of the Carkhuff Institute. In discussim a

renewed present day orientatirn was gained with respect to

weIlness , develcpment and prevent Icn as viewed by the creator 's

of the model themselves. '!he latest literature was integrated

and overall the researdler experienced a renewed enthusiasm in

terms of reassurance that her directive approadl inplementatioo

and ideology, idealistic though it is, is far fran inpractical.



Lifestvle Heimler Scale

Energy
r-

Body Talk

Energy

--------+-1_Synthesis

Finanoe

Personal Influenoe/frlends

Health/habits

i I Moods/overall view of life

--

Observing
Listening
Interpersonal

Initiating
ooplng with oonfllot

.My time Is yours

Defenoes
Problem solving

~Iannlng

Budgeflng
Stress
Aloohol and Drugs _

Meaning in Life
I

Impaots persons self-oonoept and value system

Table 1.4 Heimler Scale parallel to Lifestyle



GFTS Engineering

ort termliHervenUon assessme-nt

Scale 1
Scale 2
Scale 3

Mines or Colleges

ong term post
Intervention
assessment

Scale 1

+-4 weeks.....
Jan 11 Feb March

8-15 16-23 24-2 3-10 11-18
15 April 1 July

- 6 months later

Grou~ A+B Grou E+F Groud I+J
Grou C+D Grou G~H

24 pepple 24 pe pIe 24 people

24 pe pie 24 pe pie

t
o groups

20· people

Scale 1. Hilmi., 8call

aseline Functioning Assessment I Scale 2. Apprentici Work Performanci 8ca'l

Scale 3. Apprentici Llarnlng Achlevlmlnt

SCI'I

Table 1.5 Diagramatic representation of research methodology
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In general it may be sunnned up holistically to say that in the

US1\ companies not invest ing in a wholescme human develcprrent

strategy are the exceptirn.

1.6.4 The Sample

(l) Preliminary ResearCh

231 part.Ic.ipant.s were asked to determine the

applicability of the Lifestyle cantent to their lives as

well as indicate their percept Icn of presenter

effectiveness.

(2) Main Researcn

120 part.Lcipant.s attended a Lifestyle proqramme of whiCh

80 finally became a viable sample.

(3) Qrrrently

Of interest is the fact that +-35 trainers exist and over

1750 errployees have been thralgh the programme up to

date.

Olrrently it is running at Goldfields Training Services

(Westcnaria), Luipaardsvlei (Krugers?-orp), James Park,

Collieries Training Col.lege (Witbank) and upcn request fran the

7 Chamber of Mines PAP Centres for Human Develcprnent

(JdlannesbJrg, Westrnaria, Carletrnville, Klerksdorp, Welkan,

Witbank-Evander, Rustenbrrg).

1.7 Limitaticns of the Study

IXlring the process of this researCh project certain inherent

limitatims became apparent.
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'!hese are ment Icned and di.scussed belov.

Inccnsistent presenter impact: '!he persen presenting the

Lifestyle course is siIIUltanecusly the stroogest and

weakest link in the proqrenme , '!he ccntent as it stands

alene is cnly effective to a point, thereafter the

presenter him/herself depending en h~s/her persenality

profile, sensitivity, training efficiency can limit or

enhance prcgranune effectiveness.

Learning and working impact has not been evaluated in the

Lcnq term. It was not feasible within the time and

practical Limttat Icns of this research project to mrnitor

these two areas for the apprent ices ccncerned , As such the

impact Lcnq term en these 1ife areas remains unkncwn-

Limited S A literature is available. '!he researcher was

literally at times unable to find pertinent literature

which referred directly to her field of interest. As such

there is IIUdl reliance en the Carkhuff literature and

American based research.

'!he assessment dcne is limited to apprentices in the mining

industry. 'Ihrcugh experience the researdler is aware that

the applicability of the prcqranare extends to many qrrxrps

of perscns , \vithin the present paraneters of the study

generalizati01s are limited.

'!he scales were administered by the three trainers: as such

subjective variables may have affected the final research

result. Only cne cut of three scales i.e. the Heimler scale

has been validated. '!he Learning Adlievement and Work

Performance scales are used as a matter of rcutine by

instructors in apprent ice training.
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'!he promotien of the researd1.er cut of the posit Icn of

direct Lifestyle co-ordinator for the O1amber of Hines

indirectly is a limitaticn. '!he researd1.er in the latter

Phase of the researdl had to rely en secend hand

informatien as her new job repertoire placed her beycnd

direct ccntact with the Lifestyle pr'oqr'amme,

'!he prcqranme evaluatien study methodology utilised

requires ccntinued and in depth researd1. to validate the

indicated findings of the present study.

No centrol grcup was used there1:¥ limiting the spectrum of

ccnclusiens whid1. may be drawn fran the research,

A case can be made generally in respect of the

cost-effectiveness of wellness prCX3I"amIres hewever a

simplistic and accepted accounting formula remains elusive.

1.8 Clarificatial of Catcepts

For the sake of clarity a number of cencepts used throoghoot the

dissertatien will be clarified.

Lifestyle

An educaticnal and life skills training pr'oqramme made available

to enployees to irrprove their human skills and equip them to

prevent and to manage directly persenal problems they may

experience in their daily living, learning and working life

dimensicns. In the remainder of this thesis, the Lifestyle

proqranare will also be referred to as Lifestyle!

Life Skills Training

A pr<:X]I"amme designed for apprentices - learner officials and
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graduates of all races to be presented experientially over a

per iod of 6 days. Areas covered are a peracn I s phys ical

emotional, interperscnal, intellectual dimensicns and indirectly

the self concept, value system and spiritual conceptualizaticn.

Presenter

A Professional or ncn-professicnal perscn selected and trained

in counselling skills, presentation teChniques and lifestyle

content with a view to effectively presenting the Lifestyle

prcgramme.

GFTS

Goldfields Training Services based in Gleriharvie.

James Park

Goldfields Training Centre at Luipaardsvlei Krugersdorp.

O1amber of Hines.

PAP

EIrployee Assistance Proqramme

Living·

A perscn I s social sphere covering predaninantly interperscnal

relat Icnships •

.learning

A per'scns ability to assimilate, ccnceptualize and inplement

knO'lledge and skills in a comprehensive manner.
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Working

'!hat life dirnensicn where peopl.e perform jobs productively with

a view to being corrpensated therefore.

Effective Presentation

A 3 day course enabling presenters to transform kncwledge into

skills thereby making the knGlledge transferable. Planning and

presenting lessrns in a eatprehensive st Imal.at inq manner is an

integral carp:nent of the cour-se ccncent .

Camselling

A pragrannne designed to sensit ize presenters to the

interpers01al cormrunicaticn processes of attending to,

resprnding, perscnalizing and initiating acticn with others.

Preventicn

Equipping pecple with a broad spectrum of life skills thereby

errpcwering them to respond positively When st Imi.l.at.ed to do so.

A pro-active measure whidl ensures that a specific undesired

ccndit Icn does not occur.

Develcpment

Intervening timeoos1y with a view to broadening peeples'

response repertoires.

Skills

Practical step by step procedures, When if fo110'lOO will lead to

the acconpf.Lslurerrt. of a set objective.
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carkhuff r·bdel

Pecple, data and things stimulate pecple to respcnd

centinuously. Depending en their ability to process these

stimuli, and the depth of their response repertoire, their

ability to choose to respond positively, more often, will be

profoond.

Salutogenesis

A term coined by Antcnovsky (1979) meaning: "Originating fran a

health orientated perspective." 'Ihe salutogenesis paradigm

provides a restructur ing of me I s percept ion and ways of

thinking abort pecple, as well as new pract ical approaches to

pecple in ccntext and to stUdying them.

Programme

A coorse where life cootent or kncwledge has been transformed

into transferable, teachable skill objectives and skills.

soc

Sense of ccnerence.

GRR

Generalised resistance rescorces ,

1 .9 Smlllary

'Ihe orientaticn and introouctory dlapter to this researdl

project, covers the origins of the field of interest both

practically and fran the theoretical perspectives of

salutcqeneaia, ecology, health pranotioo progranunes and skills

training. '!he parameters of the study are explored in respect of

its aims, researdl danain, researdl questions, methcrlology and

clarificatim of ccncepts.
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1.10 Presentati<n

In order to follcw both the personal and professional

develcpment, and c:peratianalized irrplernentation of the prcqramme,

the flew of the thesis has been dictated in accordance with the

follcwing structure.

First R R carkhuff and his mission is explained.

Seccndly his corrprehensive merlel and format of systematic

thinking needs elucidatian. Resounding investigatians have been

dane en the latter and an expose of these is given.

Prcmoting wellness in a corporate S A envircnrnent precedes the

irrp1ementatien and evaluatien of the research,

The confirmatien of the applicability of carkhuffs merlel for

human processing in a S A corporate context becomes

unquestianingly evident.

The study material is thus systematically presented in the

fol1cwing manner:

Chapter 1

Chapter 2

Chapter 3

Chapter 4

<hapter 5

Chapter 6

Chapter 7

Introductien and Orientatien

R R C::rrkhuff '!he Han and His Miss Icn

carkhuff I S Measurable ~el for Human Processing

Prcmot ing Wellness

CorPorate Wellness

Presentatian and Analysis of Enpirical Data

Ccnclusicns and Recormnendatians



57 -

<lJAP'lm II

R R O\RKEIJFF - '!HE M\N AND HIS MISSICN

2.1 Introductial

Robert Carkhuff 's mcrlels influenced the researdler I s thinking

over a period of years. His ccncepts, proqramme development and

teaming skills equipped and inspired the researcner , The

Int.eqr'at Icn of his works were the catalyst whidl transformed her

from a degreed perscn who knew a lot to cne who was able to

create and impart to others skills enabling them to more

purposefully manage and enridl their lives. His phases of

development are elucidated in Table 2.1. Pam of these phases

are then detailed. The relevance hereof is most pert inent in

that the cornerstcnes Upct1 whim the Lifestyle proqramme are

based are detailed sequentially. Namely, the phases of

processing, interpersonal skills, teaming and helping skills,

culminat inq in his visien of a productive COIl1ITUnity. This is a

vision whidl the researcher shares.

Carkhuff has left an indelible mark en the helping professiens

in shifting them to a skills hened helping and psychoeducat icnaf

approach- Noreover, his works are accounted for in numeroos

researdl studies, sane of whidl are briefly alluded to in this

dlapter.

Dr Perenscn, Director, Centre for Human Resc:urce Develq::.ment,

American Internatiooal College has dcne a conprehensive

e.lucddat icn of Robert R Carkhuff - Helper. Andrew H Griffen Jnr

D ID., Execut ive Director, Georgia Assocfat Icn of educators

reviewed six stages of Robert R Carkhuff's Development.

'Ihese two works Perenson (1990) and Griffin (1990) are used as a
carprehensive base for the expose en this man's life.

Carkhuff is ene of the most-referenced ccunselling psycno'loqi.st.s
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Heppner and Roqer's , 1982 in Perenson 1990). According to the

Institute for Scientific Information, he ranked among the

IIOSt-cited social scientists of our time, a list whidl includes

many historical figures 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

Informatioo (Garfield, 1978). He has received many hooours and

internatiooal recognition. Recently, an entire issue of the

journal, "Educatioo, II was devoted to Carkhuff as a "Leader in

Human Resource Develcpnent II (Aspy and Aspy, 1986).

Carkhuff is fond of telling the story of his entering Ro;jers'

projects at the Hiscoosin Psydliatric Institute. As a new

Ill.D., he tad< four groups in the group therapy project, two

with chrooic Sdlizcphrenics and two with adolescent

delinquents. When he discovered fran the researdl that his

cases were the highest-rated on process and outcome among all

ca.msellors and therapists in the design, including sane of the

IIOSt famcus leaders of the time, he coocluded the follcwing:

"if 1 ' m rated so highly - and I'm just a beginner Who kncws

very little - then lid better lock to myself to learn a lot

alxnt how to help peq>le."

'Ibis anecdote dlaracterizes 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

IIOSt-referenced ca.mselling psycnolCX]ist over the Past two

decades. Hcwever, While his impact has been extraordinary in

nunercus areas, he has not received the recoqndt.Icn of

cootritutors Who have offered far less. Perhaps this is because

he left the ranks of tradit ional academia to enter the
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comnunity in 1968, thus prcduc.inq fewer Ph.D. 's to prarote

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 ccntrib.1tiens since leaving

academic psydlology and the helping professiens are little

knewn outside of the areas in whidl he has had irrpact:

educat Icn, the COJTlI'II..lIlity,government and business •

To make these ccntrib.1tiens available to counselling and

psydlology, Berenscn has orqanized Carkhuff's rnajor

ccntrib.1tiens in a develq:>mental manner. "I personally

believe these ccntrib.1tiens can and will dlange the course

of civilizaticn." (Berenson, 1990).

2.2 lasting CcntribltialS

carkhuff's ccntritutiens to helping, comnunity develcpment,

educatien, government and b.1siness are extraordinary.

Berensen has summarized ten whim he believes to be of

greatest lasting and heuristic value.

Griffin, en the other hand, divides his CUIrUlative

develcpment into six dist inet stages, each of al:a.1t five

years eq:hasis. Carkhuff has lived his life

develcpmentally and cunulatively, with eam stage

incoqx:>rating the ccntrib.1ticns of the previoos stages.

'Ihe two percept Icns have been interwoven for 'purposes of

clarity they have been elucidated in Table 2.1.
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- 60 -

\ BERENSCN I srAGES \ GRIFFIN \ OOALS \ HAlOR I.MI'ING aNI'RIIUI'Irn5 \
1 I I , , ,
11) First systematic 1 T , HELPING (1963 - I Helping Effective-l TF..rnNOLOOIES - Helping Skills I...
I 'Ihinking , I Present) , ness and , SYS'J.'lM) - Psychoeducaticnal ,
1 Technolr:xJY 1 I , Human Development I Systems ,
I \ I \ , !-DDELS - HRD l-txlels I
( , , , , ,
2) First systematic I II , CC1-!-lJNI'IY (1968 - , Human & Camunity I TEnJNOIlXHES - Living. Learning & I

Interpersonal , I Present) I Re5O.1rce I \'brking Skills ,
Skills Technology' I \ Development I SYSTEM> - HRD Training I

Systems I
f·1ODELS - Conmunity Develop- ,

nwant M::rlels I
I

3) First systematic I TTT I IDJCATICl-J (1973 - , Human & Inform- , 'I'ECHNOI.lX:iIES - Teaching & Learning'.........

Teaching Skills 1 I Present) \ ation capital \ Skills
Develcpment 1 SYS'J'E}.1S - Instructional

Systems Design
f·mELS - Frlucational

Developnent MJdels

14) First systematic
I career Develq>-
I ment Skills
1 Technologies
I
15) Individual Human

I ReSOlrce Develop-, ment I, ,
\6) Information \ I I I '\, Resource Deve.lop-] , , , I, nent I , , I I
I , , , , I
I I I , , ,
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I BERENSCN I .STAGES 1 GRIFFIN 1 <nALS I MAJOR IASTIr-x.; CCNI'RIIUI'ICNS 1
1 1 1 1 1 I
17) Human Processing 1 1 1 I I
1 1 I I 1 ,
/8) organizational / IV 1 ~1ENI' (1978 -/ Human & organizat-I 'I'ECHNQL(X;IES - Hanagenent and I, Productivity 1 1 Present) , iooal Productivity' ~livery Skills I, 1 1 I SYS'I'fl1S - Intervention 1
I , , I Systens Design I
I 1 1 1 tDDELS - Organizational ,
/ / / 1 Productivity t<bdels 1

1 1
9) '!he New capital- 1 V 1BUSINESS & INIXJSTRY Producer & Ccr1sum- TEnINOI..roIES - 'Ihinking & Inter- 1

ism I I (1983 - Present) er Productivity & personal Processing1
I ProfitabiIity Skills I
1 SYS'J»1S - Corporate Olange I
1 Systems /
1 l-DDELS - Economic t·bdels I
I ) /

10) Productive lk>rld I VI I \DRLD OEVELOPt-1ENI' creaticn & oistri-I PROJECTID CCNI'RIPUTICNS I
camunity I I&PFACE bution of Health , I

I I I - '!he Advancement of I
I I , Civi lizaticn ,
I I I J
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2.2.1 The First Systematic Thinking Skills Tedhnologies

(Helping)

carkhuff's enduring focus since receiving his Ph.D. in

1963 has been human processing, or hew pe<:ple think

individually and process Int.erper'scnal.Ly, The corneraccne

of all of his programmes has been these thinking skills

tedmologies. For cornrrunicatirn purposes, Carkhuff

sununarizes these processing skills in terms of exploring,

understanding and acting (See Table 2.2). Commcnly kncwn

as the E-U-A model, human processing, or thinking, drives

all of Carkhuff's systems. He has new develcped

systematic thinking skills mcrlels for transforming the raw

data of human experience into product Ive Informat icn Whim

pecple can act upcn (Carkhuff, 1986). Carkhuff has also

differentiated thinking skills fran learning and

learning-to-Iearn skills whim prepare pe<:ple for

thinking. Carkhuff maracterizes these processing skills

rnodels as S-P-R, with a human processor systematically

transforming st Imrtus input into respcnse ootput. For

Carkhuff , the S-P-R mcdel is not sinply another s-<rR

rnodel in Whim the human organism selects fran a

repertoire of conditi01ed S-R respcnses those responses

most apprcpriate to the discriminated st imnI , S-P-R is

instead a creative processing mcdel in Whim the

processor creates new respcnses that the stiIrUli were not

calculated to elicit.

2.2.2 The First Systematic Interpersrnal Skills Tecnnology =
(Carmunity)

Carkhuff discovered and develcped the first systemat ic

interpers01al skills tecnnologies shortly after working

with RcxJers and '!'raux. He 'saw the condit irns of

therapeutic mange as ccnstituting the core of all helping

and human relaticnships rather than sirrply proving the

efficacy of ncn-directive therapy.



PHASES

I II III

EXPLORING ..... UNDERSTANDING..... ACTING
EXPERIENCE GOALS UPON PROGRAMS

TABLE 2.2 PHASES OF PROCESSING
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Always an eclectic - "all scientists are systematically

eclectic," he woold say - Carkhuff and his associates went

en to define, research, and then factor analyze the core

c<nditiens of helping and human re.lat Icnshdpsr (Perensm

and Carkhuff, 1967). He summarized these in what has been

popul.arly termed "the helping medel, II COImllOl11y kncwn as

A-R-P-I: attending, resPmding, personalizing, initiating

(Carkhuff, 1972) (See Table 2.3). '!here have been many

atterrpts to cannnercially imitate this technology, rot it

remains the most productive, the most comprehensive and

the most elegant of medels. As may be noted, the

interpersonal skills medel is driven by the basic E-U-A

processing skills. '!his means that the functim of the

interpersmal skills are guided by the helpee' s processing

novement throogh explor ing, understanding and act ing, 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 effect:ive helpers are client-centred!

Few are n<n-direct:ive, except in the initial Ihases of

helping."

In 1983, Carkhuff summarized the researdl c<nducted en

interpersmal-based mcrlels (See Table 2.4). As may be

noted, Carkhuff's mega-design of 164 studies of nearly

160 000 recipients includes researching real-life ootCCllTES

in living, learning and working areas for both the helpees

of trained helpers and directly-trained helpees,

themselves. '!hus, his research has evolved fully throogh

skills acquisitim, applicatien, and transfer, to

observable and measurable out.ccmes (a process for which he

has also develcped a technology). Overall, the research

indicates that systematic training in Interperscnat skills

(IPS) yields success rates in the 90% range.



PRE-PROCESSING

PHASES

I II III

HELPER:

HELPEE:

ATTENDING RESPONDING PERSONALIZING INITIATING

-+.;r + .,If -+ .;r.+
'INVOLVING EXPLORING UNDERSTANDING ACTING

TABLE 2.3 PHASES OF INTERPERSONAL SKILLS
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Table 2.4: SUImnary Index of Percentages of Predominantly

Positive Results of IPS Studies and Indices of

Helpee Living, Learning and \k>rking Oltcomes

anm·fl) ~ HE!.PEE3 a..JIaMS

h"VIl'I; {'Iahle 2} I I h~ {Thble 6}
Stlrlies {N=22} I 91% R:;siti~ 91% R:;siti~ I Stulies (N=35)
Irrlices (N:117) I 83% R:siti~ 84% R:sitive I Irrlices (N:128)

I I
W\mIN3 (Tables 3&4}1 I I..E1\R\lIN; ('Uilile 7)
stlrlies (N=32) I 97% R:siti~ 100% R:siti~ I Sttrlies {N=26}
Irrlices (N=2(1) I 92% R::sitive 99% Imitive I Irrlices (t-F'78)

I I
\'lRCIN; ('!able 5) I J l'lH<IN; ('Uilile 8)
Stlrlies (N=22) I 100% R:siti~ 100% Iaiitive I Stulies {~F27}

Irrlices (N=83) I 96% lb3iti~ 98% Iaiitive I Irrlices {l'F1l7}
I I

9lBIU.mL I I SJBIU!N...I
Stlrlies (N:::76) I 96% R:.siti~ 96% Iaiitive I Stulies (N=ffi)
Irrlices (N=461) I 92% R:siti~ 92% REitive I Irrlices (N=323)

I J
~'IUmL

Stlrlies (N::164) 96% R:6itive
IIxlices (N:784) 92% R:6itive
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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 "response replacements" theory.

'JYpiCally counselling and rehabilitaticn progranunes

replace one set of dysftmctiona1 responses with another

set of respcnses. Recidivism occurs with the inability

of the new set of responses to acco~Jate the changing

environmental conditions. In ccntrast, 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 am responses to the changing

ccnditions of their environment (Carkhuff and Berenscn,

1976). In short, carkhuff has had extraordinary impact

upon the direction of counselling psychology: influencing

it from ""resp::mse replacement" to "response expanding"

and finally to "response generating" (Carkhuff's

terms). "

Numerous der:onstrations have replicated Carkhuff I s

helping, training and psychoeducational ITDdels on larger

and grander scales. Anthony (JS79) and his associates

have positively impacted thousands of helpers and heJpees

in the research arid Training Centre for Psychiatric

Rehabilitation. Bierman and his associates (1976) have

made path-finding derronstrations of a human

service-oriented community involving hundreds of parents

and their children. Bajor works which sUIT1J!1Clrize the

helping stage included the classics, TO~ard Effective

Ccunselling and Therapy (1967 with C B Traux), Beyond

Counselling and 'Therapy (1967 with B G P.erenscn), and the

best-selling helping text of all time, 'The Art of Helping,

(l97L1 ) now in its sixth editicn.
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Ext.ensi.ons with others included Berenson ' s Sources of Gain

in lJDunselling and Psychotherapy (1967) and Confrontation

in Counselling and Li fe (I971). '!'ogether, the original

works and reviews indicate that Carkhuff has left an

indeliblernark on the helping professions in shifting them

to skills-based helping and psychoeducational approaches.

Carkhuff envisions the future of helping to be in the

processing skills which eli1fOwer both helpers and helpees:

"Helpers as wel L as helpees need the precessing skills to

constantly generate new and more productive resfOnses."

2.2.3 The First Systematic Teaching Ski Us Tec1mologies ­

(Fcucation)

carkhuff views teaching as one of the IrOSt complex set of

.human activities. The teacher is first a helper,

facilitating the learners' DOvement through processing by

entering the learners' frames of reference.

Sir.1Ultaneously, the teacher is also an expert in

processing fron the external frame of reference of the

content. Carkhuff and hi s associates have converged these

highly interactive skills upon the learners' processin,:",

(1976,1977,1981, 1984) (f,eeTable ;>.5). fI.smaybe

noted, content prereraticn and attending to the learners

are pre-learninCj activities calculated to involve the

learners. Content preparation is, itself, a complex set

of precessing tasks derived from the goals, tasks and

objectives of instructional design. Content preparation

emphasizes developing the content: facts, concepts,

principles, objectives, prograrmnes. Content preparation

involves planning the delivery or lesson in phases:

reviewing contingency skills, overviewing skill

applications, presenting skill steps, exercising skill

steps, slurnmarizing skills performance.



PHASES

PRE-PROCESSING I II III

TBACHING CONTBNT DIAGNOSING GOAL-SBTTING PROGRAMMING
SKILLS PRBPARATION &: &: &:

&: RESPONDING PERSONALIZING INITIATING
ATTENDING

HELPING + ~ + "" + "" +SKILLS

LEARNER INVOLVING EXPLORING UNDERSTANDING ACTING

TABLE 2.5 TEACHING & HELPING SKILLS
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Content preparation also includes the teaching methods which

occur within each of these phases: didactic or telling

methods, modelling or showi.nq methods, experiential or- doing

methods, repetition, acquisition, application and transfer

methods. After prepa.ring 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

objectifying their learning goals; simultaneously initiating

and individualizing the learning programmes. Carkhuff views

the productive teacher asa "learning manager" who spends 20%

of teaching time "telling" and "showing" and 80% of the time

managing the learners' "doing, repeating, and applying."

(Carkhuff 1983) Ultimately, with thinking skills training,

carkhuff views teaching and learning as an interdependent

process in which content is merely a series of changinq

templates to be processed jointly by teacher and learners.

carkhuff •s greatest comrnitment has always been to education.

He is fond of saying: "Frlucation is the answer! \-lhat is the

question?"

Over tine, these human relation ski Us, teaching skills and

course development skills evolved as described in Carkhuff's

summary research on Interpersonal Skills and Hur.an

Productivity (1983). Basically, the human relations model has

evolved from attending, responding, personalizing and

initiating to "Get, Give, 11erge and C-o." In turn, the

teaching Irodel evolved from content preparation, diagnosing,

goal-setting and proqramrni nq 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.
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The career development model evolved from career curriClllum

integration, expanding, narrowing and planning to career

productivity, including placement, promotion and performance.

All of this work was based upon carkhuff's basic learning

model: exploring where we are in relation to our experience;

understanding our goals for where we want or need to be;

acting to get from where we are to our goals. 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). Iany other studies of the carkhuff educational models

in action around. For example, Aspy and his associates (1977,

1984, 1986) der.onstrated positive results in ten major studies

of the effects of interpersonal-based teaching skills upon the

following indices of learner achievement: student absenteeism,

grade point average (GPA), intelligence quotient (10),

achievement, self-concept. In one of the largest

demonstrations of its kind, Rocha (Aspy and Aspy, 198<)

traineel several thousand members of the school staff and

community and found positive effects upon 50 000 Brazilian

students on a variety of indices: student enrolnent,

drop-outs, absenteeism, involvement, GPA, clinical referrals,

involvement, culturalization, socialization, talent

utilization, recreation, malnourishment, staff integration,

decision-making and teacher transfers; parent participation,

and community relations, school crises and school

achievement. l1ajor works 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" (1984). IBjor extensions by others

include Aspy's "Kids I:on't Learn From People '!hey fbn't Like"

(1978), "The 'Ihird century in American Education" (1984),

"This is SChool" (1986), and "Carkhuff - Leader in Hurran

Resource I:evelopment" (1986), along with Becker's "'I'o.vard

Excellence in Education" (1978) and Boraan ' s "Education - A

Human Technology" (1980) a product of Phi DeI ta Kappa's 75th

Anniversary Celebration.
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Together, these reviews point toward carkhuff I s learning and

thinking skills as the core of the educational experience.

carkhuff envisions the future of education beyond the "bricks

and mort.ar " of the schools: corrununity-based experiences in

which the constantly changing content of our information

environment is processed by learners and teachers alike.

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

processing for increasingly productive purIX'ses."

2.2.4 The First Systematic Career Development Skills Technologies

- (Education)

Perhaps the least known contribution of Carkhuf f is his career

development and working skills technologies. P.eginning in

1968, Carkhuff worked with rf11 to rehabil i tate their

path-finding, computer-based career development programme

called "Educational and Career Exploration SysteJl1" or ECES.

Fbllowing r~1's failure to accomplish any results as an

information dissemination system, carkhuff "put the person ln

the programme" by incorporating the user's operationally

defined values in making career decisions in interaction \~ith

job and other requirements. 'This produced the first truly

interactive sof tware prograr.une, then clubbed by Super as "the

programme of the 80 I s ." Thi s comment has been va l i.dated many

times over by the incorporation of the F.CES' interactional

strategies into all productive compJter-r~sed progr~Y.es in

the 1980's.

carkhuff and his associates went on to develop other

hW':!an-based career development programmes such as the

award-winning "career Achievement Skills Training" or CAST

programme of Pontiac, tlichigan (See Table 2.6).



PRE-PROCESSING

PHASES

1 11 III

CAREER CAREER
~X:LLL~ INTEGRATION EXPANDING NARROWING PLANNING

at at at at

TEACHING CONTENT
SKILLS PRBPARATION DIAGNOSING GOAL-SBTTING PROGRAMMING

at at at at
HELPING ATTENDING RESPONDING PERSONALIZING INITIATING
SKILLS

+ ,If + ,If + ,If +
LEARNERS: INVOLVING EXPLORING UNDERSTANDING ACTING

TABLE 2.6 CAREER, TEACHING & HELPING SKILLS
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BasicaLl.y, the career ski11s technology followed the rrodeL of

teaching: along with content preparation, the teacher or

counsellor integrated career transfers to and from the

curriculum and the envi rcnment.r along vii th responding and

diagnosing, the teacher worked with the learners to expand the

helpees awareness of the different areas and levels of career

opportunities; along with personalizing and goal-setting, the

teacher worked with the learners to narrow the career options

based upon learner values and job requirements; along wi th

initiating and programming, the teacher worked vii th the

learners to develop their career plans (C~rkhuff and Friel,

1974; Carkhuff, Pierce and Friel, 1978). Carkhuff sees the

career and working skills as developmentally and cumulatively

incorporating the living and learning skills and this is

reflected in his model. In short, for carkhuff, procluctive

career development and vlork 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 ti~ of her

research and no elucidation in this respect is evident in this

dissertation.

2.2.5 The First imltidimensional fbdels For Individual Human

Resource Levelopment - (Education)

carkhuff's work in developing processing skills and living,

learning and \~rking sk~lls technologies culminated in his

m:x1els for Buman Resource Devel.opreent (HPJ). Using his avn

processing IOCldels, C.arkhuff developed the components,

functions and processes of HRD (Carkhuff, 19m) (see Table

2.7). The basic components of the model are physical,

emotional and intellectual resources. The basic functions are

living, learning and working. 'Ihe basic processes are

incorfOrated from processin<J: exploring, understanding,

acting.



• BMOTIONAL • INTBLLBCTUAL

• WORKING

• LBARNING

• LIVING

RESOURCE
COMPONENTS • BXPLORB

• UNDBRSTAND

• ACT

PROCESSES

TABLE 2.7 DIMENSIONS OF HUMAN RESOURCE

DEVELOPMENT
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'This nodeL is the first operational nodel for individual human

development. carkhuff offers scales for measuring the levels

of the fol lrwinq dimensions: physical energ''/, errot i ona.l

motivation, social-interpersonal skills, intellectual

substance, intellectual processing, intellectual teaching and

communication. He concludes with a formula for HRD: HPD = P

E2 13. Clearly, Carkhuff sees the power in HPD as

intellectllal. In his terms, "'!he fhysical is energizing; the

enoticnal, catalyzing; and the intellectual, actualizing."

Just as the basic processing skills establish the base for the

living, learning and working skills technologies, so does the

HRD node.I provide the basic building block for enabl.inq humans

in their various contexts to become productive: "To actualize

the human condition - especially our intellects - is to

realize our true humani ty" (Carkhuff, 198t'.).

2.2.6 The First tiultidimensicnal fbdels For Information Resource

cevelopment - (Education)

'The next basic rrodeL vias a model for the information resources

which the human resources were processing. carkhuff I s

information resource development or IRD models incluc1ed the

basic components, functions and processes of infornaticn

resource deveJopIrent (Carkhuff, 1983, 198d.) (See Table 2.8).

The conponents of IPD were drawn from the basic dirrensions of

content: kn~Jledge, including facts, concepts and principles;

objectives, emPhasizing operations; and programmes,

emphasizing tasks.

7he functions of IPD were dra....m 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

achievezrent of new phenomena.



FUNCTIONS

• IMPACT

• PRBDICT

• DBSCRIBB

RESOURCE
COMPONENTS

KNOWLBDGB • OBJBCTIVBS • PROGRAMS

PROCESSES

TABLE 2.8 DIMENSIONS OF INFORMATION RESOURCE
DEVELOPMENT
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Like the HPD rnodel s , the IPD rrodels emphasize the processing

which enables the ideational components to discharge the

interactional functions. In Carkhuff's view, IPD is eaual in

irnportance to HPJ) in the Age of rnforrration. 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 \Jellness as the wri ter perceives

it to be the methodology of the future in terms of marketing

the concept wellness in South Africa.

2.2.7 The First rJultidimensional r~dels For HUffi:m Processing

- (Fducation And Implementing)

It is this synergy between HRD and TPD that is the basis of

carkhuff's rrodels of human processing (carkhuff, 19P3, 1984,

1986). For carkhuff, the HRO, IRD interaction transforms

human information resources into human and infcrn:ation capi tal

(see Table 2.9). Defining capital as "mst iT:1fortant,"

car}~huff defines human capital in terms of creating new

ideas. In turn he views information capita] in terms of

operational or productive information. h'hen human and

information capital interact synergistically, each

"capitalizes" upon the other and becomes still "rrore

Important; ;" For Carkhuf f , human processing is the mst

i1!1IX'rtant nodeI of all. It is a product of human and

information resource development and creator of new human and

information capital. It yields the processing s~ills

directly, and the living, learning arid working skills

indirectly. It provides the enabling mechanism for

organizational, eccnomic and comrrunity productivity. In

short, human processing is roth the means and ends of the

human condition. Elevated, it yields a superior condition.

Degenerated, it yields an inferior condition.



HRD IRD

• ODJ. PROG.

• WORKING I I I I Y I I • IMPACT

~
• LEARNING I I I I X I I • PREDICT

ACT
I I I 1/1 I + OPER.

UNDERSTAND
• DESCRIBE• LIVING I I I I-"EXPLORE

TABLE 2.9 THE SYNERGISTIC INTERACTION OF HUMAN &
INFORMATION RESOURCE DEVELOPMENT (HRD, IRD) IN

HUMAN PROCESSING
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In Carkhuf f I S terms, "Human processing is an index of our

level of maturity and, thus, our humanity" (Carkhuff, 1984 ) .

The latter model is considered to be a futuristic and

idealistic cornrx:>nent of Lifestyle development - a

preventative, developmental or pro-active commitment to human

capital in South Africa. As such, a theoretical expose will

be found in the chapter on Corporat.e \Jellness in this

dissertation.

2.2.8 'Ihe First Operational rbdels of Gr<]anizational pnx1uctivity

(Government)

carkhuff addresses organizational productivity as one of

mankind I s functions. He views human processing as the vehicle

for all human performance and productivity (Carkhuff, 1983,

1984, 1986). Thus, he sees the sources of organizational

prcx1uctivity in t.erms of human processing (See Table 2.10).

Hithin each component, the sources of productivi.ty are

individual, unit and organizational. \li thin each of these

sub-component.s , the sources of performance are human

processing: individual, interpersonal, organizational

processing skills. He can see these areas and Jevels of

processing most vividly at the various levels wi thin the

organization (see Table 2.11). Thus, 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. Li.kewise , the supervisor t.ransforms

goals and syste~s and relevant data into objectives and

prograrnrres. Finally, the delivery personnel process

objectives, programmes and data to perform the tasks, produce

the products, and deliver the services. Carkhuff e Iaboraces

in operational detail how this processing is made productive.

For carkhuff, hunan processing is the source of organizational

productivity and beyond, of marketing prcx1uctivity and

profitability.



ORGANIZATIONAL COMPONENTS

PROCESSES

UTION

.IFEEDBACK

• LnUTPUTS

.AJROCESSES

./1 NPUTS\.. • DELIVER

FUNCTIONS • TBCHNOLOGY • MAR~TING • PRODUCTION • RESOURCE

HYMAN ,. BXBCUT/V

PROCESSING rl -~II--+--+----t-~~I I I r

TABLE 2.10 THE HUMAN PROCESSING SOURCES OF

ORGANIZATIONAL PRODUCTIVITY



AREAS OF PROCESSING OPERATIONS

LEVELS OF
FUNCTIONING:

• EXECUTIVE

• MANAGEMENT

• SUPERVISION

• DELIVERY

• INDIVIDUAL • INTERPERSONAL • ORGANIZATIONAL

• CREATIVE • INCLUSIVE • POLICY
THINKING LEADERSHIP MAKING

• SYSTEMS • INTERPERSONAL • SYSTEMS
THINKING MANAGEMENT PLANNING

• OPERATIONS • INTERPERSONAL • OPERATIONS
THINKING FACILITATING PLANNING

• TECHNICAL • INTERPERSONAL • TASK
THINKING RELATING PERFORMANCE

TABLE 2.11 AREAS AND LEVELS OF HUMAN PROCESSING
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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 goverrunent was a natural extension to

his community and educational corrunitment. In fact, it beqan

with his nove to Hashington, D C to study with Jim Becker,

l1argaret Jones and Shirley rtcCune in the ~~ational Foundation

for the Improvement of Education, the National Education

Association's Research Foundation. During this stage,

carkhuff further refined his interpersonal processing skills

~els and developed his intervention systems designs for

improving organizational productivity: consulting, training,

installing, follow-up, supporting. For Carkhuff, productivity

means improving ~ffectiveness siMUltaneously with efficiency.

Drawing upon an organizational productivity goal, then,

carkhuff designed the executive, manaqement, supervisory and

delivery skills programmes needed to become productive in any

organization. In this context, Carkhuff and his associates

J::lade extensive demonstrations, with c1ratnatic improvements in

product i.vi ty (Carkhuff, 1983 and 1984).

For example, Pierce (carkhuff, 198~) connucted interpersonal

skills-based supervisory training programMes for an entire

government agency and found significant cost-avoidance

measures.

Banks and his associates (Carkhuff, 1983) trained another

entire government department in carkhuff ski11s and found

significant improvement in individual task performance and

agency work quanti ty and quality. 'Ihese demonstrations and

their prooucts enabled his corporation, Human Technology, Inc.

to be the top-rated government consulting agency by the Office

of Training and Development, Office of Personnel r1anagement.
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Cumulatively, in 49 studies over 45 000 employees, over 95% of

the employees demonstrated significant improvement in

performance (carkhuff, 1983). !\umerous other studies based

upon Carkhuff I s rrodels and technologies appear in the

literature. carkhuff's most important works of this phase are

"The Sources of Human Productivity (1983), "The Exemplar ­

The Exemplary Performer in the Age of Prcxluctivi.ty" (1984),

and "Human Processing and Human Productivity" (1986).

Extensions with others include the "Psychology of Transition"

by Berenson (l986), "Instructional Systems Desi qn" by Fischer

(198Ll )' and "Training I::elivery Skills" by Pierce (1984).

TOgether, these reviews indicate that organizational

productivity is a function of the prcx:1uctive thinking of the

personnel.

Carkhuff envisions the future mission of govern~ent as

e~~ering an enlightened citizenship through human

information resource development: "1'he government should serve

to define and e~ler the cow~nity mission of developing and

sharing hunan and inforr.ation capital."

2.2.9 New Economic tbdels For "The New capitalism" - (Business

And Industry)

carkhuff's comprehensiveness in operationaJizing hunan

processing has lea directly to his vision of new economic

rrodel s , For carkhuff, "The Eew Capitalism" is defined by

human processing. Recognizing that human and inforretion

capital account for 85% of economic growth, Carkhuff (l988,

1988) has developed a vision of "The r-1ew C.apitalism." In the

old finance-based capitalizing system, financial, human and

information resources were invested to produce products and

services for the marketplace.
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In carkhuff's vision, financial capital is merely a catalyst:

human and information capital outputs as well as upgraded

products and services: the pri.rne human and information

capital are further invested in a marketing relationship with

consumers which upgrades current and future products and

services; prime human and information capital are also

reinvested in the corporation to insure the future processing,

productivity and profitability of the corporation. The

critical component of "The r\'ew Capitalism" is the thinkinq

skills centre which is embedded in the corporation and serves

to produce human and information capital; the productive

thinking environment which takes advantage of the human and

information capital as sources of economic productivity

growth, the thinking marketing relationship predicat.ed upon

the thinking environment of both producer and consumer (see

Table 2.)2). In Carkhuff's vis i on of "The rTeH Capi t.a.li srn",

human and information capital in their processing relationship

become both the means and ends of corporate product i vi ty and

profi tabi li ty.

'These nvdels, systems and technologies have nOH been

demonstrated in eleven private sector sites involving over

25 000 personnel. }~merous stUdies are assessing the effects

of carkhuff models and technol~Jies on the business front.

For example, the C~neral Dynamics' studies of over 70 000

employees (C~r};huff, 1983, 19P4) have denonstrated ROI's in

the range of 30:1 over three year periods. In evaluating

these studies, carkhuff noted that with time the investments

in processing yielded incrementally greater

returns-on-investment. In other words, carkhuff has

derocmstrated that if we educate and free people to think they

will exceed our most optimistic expectations. These successes

enabled Carkhuff I s firm, Human Techno l.oqy , Inc., to average

nearly 100% growth per year during the 1980's.



THINKING
SKILLS
CENTRE

_
PRODUCTIVE _
THINKING
ENVIRONMENT

TABLE 2.12 THE MISSION IS TO CREATE A PRODUCTIVE THINKING

ENVIRONMENT AND

A THINKING MARKETING RELATIONSHIP
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carkhuff I S major works during this era are "Tne Age of the New

capitalism" (1988) and Empowering - 'The creative Leader in

the Age of the t~ew capitalism" (1988). The most important

reviews of carkhuff r s work are by Berenson and they appear in

the forewords of carkhuff I s books. 'These reviews indicate

that developing hunan and information capital is the key to

economic gr~~h. carkhuff envisions the future of business as

a capitalizing process which produces increasingly higher

levels of prime human and information capital along with the

products and services which yield increasingly higher levels

of financial capital.

Carkhuff has been quoted as saying, "'Ille hunan and

informatial capital by'-products may be worth many times over

the market value of the products and services they are

dedicated to producing".

2.2.10 The First Inclusive rbde1 For 'Ihe Productive \lorld

Cormmmity - (\lorld D:!velopment And Peace)

Lastly, Carkhuff's model for a praluctive world comnunity may

be his most lasting contribution. Building upon "'Ihe NeVI

Capitalism," Carkhuff (1990) has developed an operational

vision of a productive worLd cornmmi ty , For carkhuff,

communities are brought together through COmI'1€rce and

communication between alternating producers and consumers (See

Table 2.13). In this vision, the mission of the horne 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

OPerational and useful products of that thinking. Fducation,

science and technology fuel the economic mission of business ­

productive thinking - which yields the products and services

which enable commerce, communication and, finally community.
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Spurred on by his concern for the disenfranchised and the

success of pilot HRD programmes, Carkhuff rroved into the

communi ty in 1968. Along wi th Dr Bernard G Berenson and Dr

Andrew H Griffin, carkhuff "treated" the entire community in

dozens of initiatives involving thousands of people in the

home, school and private and public sectors . The research

from the community stage has been summarized in two of the

rrost referenced social science texts, "Helping and Human

Relations", Volumes I and II (1969), as well as the

"D?velopment of the Human Resources" (197]), and "Toward

Actualizing Human Potential" (1981). Like the research in

helping, it indicates an 80% - 90% success rate against an

expected success rate of 10% - 20%. For example, Berenson,

carkhuff and Griffin are currently assessing the long term

outcomes of the community prcgramrnes installed 20 years ago.

Evidence of gainful employment is in the ranse of R5~ versus

expected rates of 15% for hundreds of unemployed persons.

Numerous successful derronstrations based upon C-arkhuff I s

community n:ode1s and technologies have been made. Carkhuff,

(1983) demonstrated constructive outcomes on a variety of

indices at harre, school and work: improvement in human

relations and the resulting human development; improvements as

in educational achievement and continuation: improvements in

working placement and retention: reductions in home, school

and community crises.

t1oreover, it is the quali ty of the outccmes that is most

noteworthy. NUJ"bered in the ranks of the previously

unemployed are graduates of schools like Harvard and rUT,

community and business leaders of all kinds, including a

member of the Board of Directors of a Fortune 500 firm, and a

State senator. In other cormnunity extensions, Colling\ox::x::Jd and

his associates (1978) demonstrated a 20% rate of recidivism

for a youth diversion prograwme based upon carkhuff's models

versus a base rate of 70% for more tllan 10 000 juvenile

delinquents over a six year period.
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Najor extensions with others include Berenson's bcok on "The

11ilitant Humarri sm of Robert Carkhuff" (1972), and Devine's

"Cry Twice" (1972). 'I'hese reviews suggest that C.arkhuff I s

work provides a skills-based m:x1e1 for hurran resource

development. carkhuff envisions the future of the productive

community in a symbiotic and synergistic relationship between

conununity and business. For carkhuff, the critical

ingredients renain transforming hunans and informaticn into

resources whidl are invested in the activities leading to a

productive conmmi.ty. Berenson believes that this rodel -

wi th the systems and technologies which undergird it - promise

the possibility of the evolution of a productive, free and

peaceful world co~~nity.

2.3 Transition

"Swmnary and Transition" is an expression whi.ch Carkhuff likes

to use instead of "summary and Conclusions." Perhaps this

expression - more than anything else - characterizes the nan:

he lives his life in transition. Tb be sure, he characterizes

himself as a "tentative hyp:>thesis - to be tested in daily

experience - and improved in its formulation." For most

people, this would be enough to know him. Ibvever, rsany

people want, indeed, need to know rore , They need to have

some basic quest.ions ansi...ered. They need to separate the man

from the myth.

First of all, the most asked-question which Griffin an~iers is

- "Is he a hurranist?", that is, "Is he concerned with the

welfare of his fellow human beings?" Griffin's experience

tells us that no one Whom he has ever known, heard or read

about has empowered rrore people wi th ski l Ls to take charge of

their own lives and destinies. Griffin has had the privilege

of oo-directing with him the projects transforming unemployed

and disenfranchised people and their children into gainfully

employed, pot.ent; and grol...ing comrunity citizens.
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In this context, carkhuff's commitment to the cause of

empowering the unempcwer'ed - the poor, the needy, and the

disenfranchised - is noteworthy. Hhen Griffin worked with

Carkhuff rrore 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 demxratic way of life. t~a'J

Carkhuff is developing path-finding rrodels in the

entrepreneurism and entrepreneur ism which enable people to

enter the capitalistic way of life. \'1hen disenfranchised

minorities participate productively as both citizens and

capitalists - human capitalists in carkhuff's terms - then

they are no Jonqer disenfranchised. 'They are empowered.

A related question which cuts different ways depeooing u[X)n

the questioner is this: Is he a secular humanist? Griffin

thinks, rather, to characterize him as a "spiri tual humanist"

because in the tradition of nartin Luther King, carkhuff

ignites the flickering spirit of the people with his own

/blazing spirit and e~rs them with skills to do something

arout their ccnditicn.

carkhuff's coramitment to the next generat ion is captured in

the chorus of his poem, "The Noise":

They do not hear the babies cry,

TI1ey do not hear the joys.

They do not hear the sounds of 1ife,

They only hear the noise.
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secondly, the most-asked question is, "Is he a scientist?" Is

a scientist a person who probes the unknown and makes it

knowable? Is he a technologist? Is a technologist a person

who delivers the knowledge in a useable form? If the answer

is, "Yes l ", then carkhuff is the rrode l for scientist and

technologist. (Griffin 1990)

Indeed he has a technology of scientific thinking. 'Jb

Griffin I s knowledge, no one in the history of the social

sciences has c10CUment~d more impact upon more people over a

longer pericd of time than Carkhuf f . For this contritution,

carkhuff says that he owes a debt of gratitude to his study of

psydlology "which really has no enduring content and, thus,

teadles the necessary processing of data into useful

informaticn". He feels particularly privi Leqed in having

studied under B R Bugelski, ehT€ri~ntal psychologist and

learning theorist, himself a student of Clark Hull. Here

carkhuff learned the philosophy and logic of science and its

experimental method.

He feels "blessed" by his quarter-eentury relationship wi th

Bernard G Berenson, also trained as a research psychologist,

who is deeply commi tted to applying scientific method to hunan

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

opportuni ty to work with and manage the truth is the highest

level of labour, and you can act upon it, you are erspcwer'ed.."

Perhaps the greatest testir.onial is found in the empcwering of

the people around him. Each of the following people have

become special because of their association \....i th Carkhuff.

'The list includes the fof.Lcwiriq doctoral level researchers:

Drs Bill Anthony, Cheryl and [ave Aspy, C-.eorge and Karen

Banks, JiT:l Becker, Pick Bel l i.nqham, Davi.d and sally Berenson,
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Terry Bergeson, Ralph Bierman, .Jaok Blakeman, Johan cannon,

Barry and Hikal Cohen, Tom Collingwood, Jim Dragow, Ted Friel,

Laurabefh Hicks, Todd Holder, Hargaret Jones, Shirley HCCUne,

Richard Pierce, Flora Rosebuck, Jack Schultz, Pete Smith,

Jeanette Tamagini, Ray vitalo, Hadley and Vicky llilliams, and

many hundreds of other credentialed professionals - all

leaders in their own rights in the fields of helping,

education, comnmity development, government, and the private

sector. All achieved the heights of their personal

product i vi ty due to empowering by carkhuf f. Perhaps it is

best said by Berenson, C.arkhuff's professional life-long

colleague and collaborator: (Griffin 1990)

I lIAS 'IHERE

I was there

\Jhen HUI:'Bni ty was put tcgether.

I was there

\Jhen time gave birth

to diversity.

I was there

~fuen diversity endcw~J change

\Ii th nourishrnent,

And awareness to knew,

'!he grand of the individual.

I was there

\Jhen values enornced the ni.nd

And time welcomed us

I \-JaS there.

'Ihis 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, knowi.nq that a di fference was being nade 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 y~rld development 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 economics, 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 di fference by

elevating the condition of humanity a notch - or two or MOre!

Berenson summarizes his understanding of Carkhuff's

"management of truth":

"110 adepts superior values is, irrleed, superior!

\'110 ccncedes to inferior values is, indeed, inferior!

2.4 SUImrary

'!his chapter has given an overview of· Rot.ert R Carkhuf f' s

developmental phases. 'That is, his nodels of human

processing, interpersonal skills and teaching skills culminate

in nodel.s appropriate to business industry and even the

commmity at large.

In the next chapter entitled "Carkhuff IS t1easurable r·ndel for

Human Processing" a more detailed look wi 11 be taken at the

inside workings of his infallible systematic models.
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<HAPmR III

3.•1 Intrexmcticn

'Ihe dlapter en Carkhuffs measurable model for human prcx::essing

dissects cne for cne the critical elements of Carkhuffs

prcx::essing model: namely the living skills, learning skills,

working skills, physical factors, emotienal factors and

intellectual factors. An understanding of these cornpcnents fran a

theoretical perspective is essential, as it is this frame of

reference that underlies all prcqranures created by the

reseercner . Lastly the dlapter looks tcward researdl measuring

successful pzoqremmes implemented by Carkhuff. The findings are

overWhelmingly positive and as such form a solid framework for

the creatioo of a Lifestyle pro:JramIre.

3.2 InterpersaJal MOOels

'Ihere are a number of models of interpersooal skills. t1::lst have

failed to prove their effect i veness in terms of individual

performance or organizat iooal product. i vity. Exper ience-based

enccunter groops or sensitivity experiences are next to

worthless. Pehaviorral social skills modelling and shaping

proqr'amroes offer limited goals and soor~s of learning. (Carkhuff

1983) Didactic experiences ,teadl facts and ccncepts rot provide

no kinaesthetic skills-based learning experiences that enable us

to file and retrieve permanent images in orr tenporal Lobes ,

Only when all soorces of learning - didactic, experiential,

modelling and shaping - are integrated and focused UPQ1. specific

Int.erperscnal. skills, do we become prcductive individuals and

organizat Icns ,
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Processing lbdel

'Ihe basic modal, for interpersonal skills development is the Hunan

Processing Skills (BPS) nodel 1 (carkhuff, 1969, 1983). As can

be seen in Table 3.1, the nodel 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 (I II) where the recipients act to get

from where they are to where they want or need to be. 'Ihese

phases are recycled by feedback from acting which stinulates nore

extensive exploring, nore accurate understanding and more

effective acting.

'!his human processing nodel may also be called the basic E-U-A

node!. All interpersonal facilitation skills nodels and

technologies are bui.Lt, upon this basic node.l , '!hese include

helping m:::>dels having to do with the living skills development

and outcomes of di fferent helpee populousness. '!hey also include

the teaching-learning nodels facilitating learner or student

skills development and outcomes. Finally, they include t.he

working irodel,s expediting worker skills development and outcomes.

Living Skills

'!he recipient 's novement through the phases of learning is guided

by the helpers interpersonal skills (IPS) (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.



PHASES OF LEARNING

1 1 1 111

.. • •
EXPLORING UNDERSTANDING ACTING

LEARNERS; I where they are In where they are In to get from where they

relation to learnIng relation to where they are to where they want

experience want or need to be .or need to be

TABLE 3.1 A MODEL FOR HUMAN PROCESSING



PHASES OF LEARNING

PRE 1 1 1 111
HELPE~S; .

Interpersonal
Attending Responding Personalizing Initiating

Skills

1 / ! / ! /IPS

..
LEARNERS: INVOLVING ... EXPLORING UNDERSTANDING ACTING

~
4

TABLE 3.2 A MODEL FOR LIVING SKILLS DEVELOPMENT
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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. \-Vhen the

recipients emit cues concerning their ability to respond to

their own experience, the helpers nove 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.

'!his is accomplished by defining the goals and developing

the proqrenares to aChieve them. '!he IPS nodel 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

'!he recipients novement through learning is also facilitated

by "Teaching Delivery Skills" (TDS) (Carkhuff and Berenson,

1981). As can be seen in Table 3.3, the teaching nodel is

cumIlative and developmental. '!he teachers or trainers

employ teaching delivery skills to teach the content from

the external frane of reference of the content and

interpersonal skills to teach t:he learners from the

learners' internal frame of reference. '!hus, the teaChers

or trainers develop the skills content externally while

attending to the learners internally in order to facilitate

learner involvenent 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.



PHASES OF LEARNING

PRE 1 1 1 111

TEACHERS
IPS

Teaching
Delivery Skills
TDS

Attending Responding Personalizing Initiating
& & & a

Developing Diagnosing Goal-Setting Programming

crtent
/ l / l / l ..

LEARNERS INVOLVING EXPLORING UNDERSTANDING ACTING..... 1

TABLE 3.3 A MODEL FOR LEARNING SKILLS DEVELOPMENT
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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 proqrannres to achieve

the goals while initiating to individualize those programmes

internally in order to facilitate the learners acting to

achieve. goals. '!his IPS-based teaching nodel may be seen as

the basic learning nodel which facilitates learning skills

development. It applies to all instances of helping and

human relations emphasizing teaching and training.

W:Jrking Skills

For pUI}X)Ses of completion the \IDS as elucidated by carkhuff

are elucidated here. Hc:1Never, in terms of the Lifestyle

progranune to be evaluated the only work related intervention

assessment was measured by means of a productivi ty impact

after the proqramme interventions. 'Iherefore, 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 (UOS) (Carkhuff and

Friel, 1974). As can be seen in Table 3.4, the working

nodel is also CUIII.llati ve and developmental. The employers

or supervisors use working deliyery 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 wi th the

recipients' experience prior to engaging the recipients in

task performmce activities. During the initial phase of

learning, the employers help to expand the alternative

courses of action available to the recipients while

zespondi.nq to their experience of the alternatives.



PHASES OF LEARNING

PRE 1 1 1 111

TEACHERS; Attending Responding Personalizing Initiating

IPS

& & & &

TOS Content Diagnosing Goal-Setting Programming

& & & &

WorkIng Career
Delivery Carrlculum Eapandlng Narrowing Planning
Skills ,nt7ratlonI ! I ! / !WDS

LEARNERS; INVOLVING EXPLORING UNDERSTANDING ACTING ..
t ~4

TABLE 3.4 A MODEL FOR WORKING SKILLS DEVELOPMENT
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During the transiticnal Phase, the enployers help to narrcw

the recipients' carrses to a preferred course of act icn

while perscnalizing the recipients I experience of that

course of acticn.

During the final phase of learning, the employers help to

plan the tasks needed to implement the preferred ca..rrse

while individualizing these tasks. '!his IPS-based model may

be seen as the basic working model whidl facilitates working

skills develq:mmt. It applies to all instances of hunan

relaticns emphasizing task performance, problem solving and

goal achdevement . (carkhuff 1983).

'!he IPS Hodel Variaticns

'!here are many var iaticns of the IPS-based mode.l.s , Sane

have derncnstrated a re1aticnship with cutccme , 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 rnodel (Carkhuff , 1969, 1983).

carkhuff states that the words of Gazda (1973) and Egan

(1975) are direct restatements of their earlier work

enPtasizing empathic r espcnsiveness as the critical

ingredient in facilitating client; or he.lpee exploraticn

Kagan (1975), Ivey and Authier (1978), Authier and Gustafscn

(1973) and Danish and Hauer (1973) sinp1y enploy video

feedback methcXis enPtasizing attending and respcnding skills

that facilitate recipient involvement and exploraticn. In

turn, Goldstein (1973) and his followers attempt to shape

specific
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social-interpersenal actien skills by structured learning

therapy. All of these approacnes , while present ing scee

evidence for effectively utilizing shaping methods, lack

COIl'prehensive and integrated E-U-A mcrlels of living

effectiveness.

learning Skills

Aspy and Roe1::uck (1977)

teaming-learning area.

IPS teaming mcxlel with

have dcne the most work in the

They have complemented the basic

CCXJI1itive functiening categories.

carkhuff (1969, 1983) elaborates en the fact that the

ccgnitive categories errq;hasize a t axcnomy of kncwledge

(Bloom, Englehart, furst, Hill and Krathwchl, 1956) and

interactien analysis model.s focusing upcn analysis of the

classroom interact Icn between t.eachers and learners

(Flanders, 1970). '!hus, in CCXJI1itive functicning, both

t.eachers and learners may learn and demonst.rat.e memory of

facts or thinking to analyze a situatirn or solve a

problem. Similarly, in interacticn analyses, teamer

expressirns may serve to indirectly (accepting, praising,

using, asking) or directly (lecturing, directing,

criticizing) influence learner behavioor while student talk

may be analyzed as resprnsive to teamer initiatirns or

initiated by the students. While these compleJ!Entary

cognitive and interactirn analysis were helpful activities,

Aspy and Roeblck (1977) frond that their relaticnship to

learner ootcanes were dwarfed by these of the basic

IPS-based teaming model. Today, Aspy an~ and his

associates errq;hasize the basic IPS model in all teamer and

student training prcgrammes (Carkhuff 1983).

3.2.2.3 \'larking Skills

Pierce and others (1982); (Carkhuff", 1983) have deve1cped

the most distinctive work variaticn, the performance
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management system (PMS), based directly upon the IPS node1.

Here the comnunication skills nodel emphasizes four

distinctive steps:

1. Get the other person I s input, perspect.ive or point of

view concerning the task to be performed

2. Give your perspectlve of the task in a way the other

person can hear and see

3. Merge similar and dissimilar perspectives into a

preferred solution

4. Go through the steps required to reach the

mutually-agreed-upon goal.

'!he "Get-Give-Merge-Go" (GGr13) nodel guides the supervisor

through a three-step Problem-Reasan-Direction (PRD) process

that is designed to encourage errployee 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.

'!he CJGr·fJ-PRD m:::>dels have derronstirated 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 med t

corrpensation.

Table 3.5: Stages of Problem Analysis

GEl' GIVE -- MER:;E -- 00
I I I I I

ProBIDI I Get E"s iDagel Give SiS imge I Merge imges I Go en to rea.scn I
I I I I
I I I I
I I I I

REASE I Get E" s iDage Give SiS imagel Merge. imgesl Go en to direct-I
I I I ien I
I I I I
I I I I
I I I I

DIREX:TIQlI Get E"s image Give E"s imageI Merge imges I Go en to plan ' I
I I I and implenent I
I I I I
I I I I
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In sumrrary, the IPS-based nodels have dominated the Iiterature of

interpersonal productivity for two decades. While there are variations to

the IPS theme, all nodels emphasize responding to faciIitate recipient

exploring of the learning experience. All comprehensive IPS nodels

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 Cllapter 3).

3.3 'ItMard Measuring Actualizati<n

Measuring, quantifying, validating, is to some degree the purpose of nost

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.

Accamtability is the order of the day and the writer believes that the

carkhuff methodology has faci.Li tat.ed reliable measurement in a manner

which is not overwhelming. A methodology broadly applicable, reliable and

valid has been utilised. An exposure in this regard fol.Lows and it can be

recognised through out the programme content.

It is one thing to postUlate a nodel for actualizing human potential. It

is quite another to measure it. Yet, measurement is precisely what we

Imlst be able to do. \'Ie rust 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

prograrci-1Es-to achieve it (Carkhuff 1981).

In the following measurement efforts the dimensions of human potential are

summarised as physical, enotional, and intellectual factors. '!he

enotional includes personal rrotivational and interpersonal dimensions.

'!he intellectual includes substantive, learning, and teaching dimensions.

Physical Factors

'!he 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 fi tness for our purposes. One way is to observe

behaviour over a continuous period of tine to determine the level

at which a person functions. '!he 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 I s reservoir of

energy initially, over an extended period of time, his or her

level of fitness DUst relate to his or her level of energy

(Collingwood and Carkhuff, 1974).

'!he levels of functioning have ?een characterized at five levels:

sickness, survival, adaptability, intensity, and stamina. The

scales are cunulative, with each level incorporating the previous

level. Pelow minimally effective levels (levels 3.0),

characterized by adaptability, people do not have the energy to

discharge their responsibilities. '!hey cannot nobilize to meet

daily crisis and therefore, are dependent en variables

manipulated by forces beyond their control. A1:x:>ve all, they can
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never be trusted to be available when they are needed because

they never have the energy. At:xJve minimally effective levels,

people have the fitness necessary to go on the initiative in

tackling their responsibilities and their daily crisis. However

professional they may appear during calm times, low-functioning

people are characterized by an inability to nobilize to produce

when it is necessary. Ha.vever calm they may appear during calm

times, high-functioning peopl.e are characterized by the ability

to nobilize 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

cardiorespiratory, endurance, strength, and flexible indices.

SUch individuals can do this in all areas of functioning - at

home, in education, at work and in the corraruni ty. This level of

ftmctioning incorporates the intensity of the next level.

Table 3.6: Levels of Rtysical Fitness

PHYSICAL FUNCI'IQUR;

C I
A I
R I
D E I F
I N S I L
0 D T I E
R U R I X Levels of

AREAS E R E I T Functiarlng...
s A N I B
P N G I I l) Stamina
T C T I L 2) Intensity...
R E H I I 3) Adaptability
A I T 4) Survi.val
T I y 5) Sickness
0 I
R I
y I

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), adaptabili ty,

individuals have energy sufficient to adapt to the daily

requirements in the various areas of functioning. '!hey 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 endeavour.

At the lowest level (level LO), sickness, individuals are

literally and physically sick: overpowered by even the nost

minimal requirements of daily existence.

'!he scales offered are based upon norms for males and females.

'!hey may also be nodi fied 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: (I) Do the tests of

endurance. H<::M far can you walk/run in twelve minutes), strength

(nunber of sit-ups in two minutes), and flexibility (hCM far you

can bend down without bending your knees. (2) Look up your

levels of endurance, strength, and flexibility in Table 3.7.

'!hese ratings are meant to give you a quick index of your

physical functioning. A JIDre complete picture may be develOPed
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using other sources (Collingwood and carkhuff, 1974).

people do relatively the best on the flexibility test

poorest on the endurance and cardiorespiratory tests.

tbst

and the

'Ihe rcodal level of functioning, or the level at which the person

appears nost often (use the mean or average by dividing the sum

total by four if this does not occur) across the fitness

dimensions consti tutes an Index of the person I s degree of

actualization of the physical dimension of hUIlBIl potential.

Again, as for all of the following scales, this nodal. 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 nost inportant, the physical realm gives us a prototype

for assessing ourselves in all other realms. \1hile 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 cannot. He 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 wi thout the

continuous support of our physical fitness and the physical

energy that it serves to facilitate.

3.3.2 Enotional Factors

'Ihe ezrotional factors atternpt to account for the push and pull of

notivation. '!here are at least two dominating eirot.Ional,

factors. \'le may regard the first as personal or intrapersonal

notivation and the second as interpersonal relations, Which in

turn translates to notivation.
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Table 3.7: Normative data on levels of physical fi tness

PHYSICAL FITNESS
1--LEVEr.S OF~ ·-r-CARbIOREsPlRA'IORY I ENOORANCE I srmJG'IH I FLEXIBILITY
1 FUNCTICNIN(L~_ILPULSE RATE FOR 2 HIN)1 (rULES IN 2 rUN) 1 (SI'IUPS IN 2 HIN)I ('IOE 'IUJQi)r -
1 I HALE I FElmE I HALE I rn IALE I HALE I FEl·V\LE I HALE M1D FEl·11\LE
1
15.0 STAllINA I 71 I 86 I 2.3 I 2.1 I 100 f 50 I Pa1I!1S on floor
1
14.5 I 89 I 95 I 2.0 I 1.9 I 97 I 35 I Fists on floor
1
14.0 INTEl-mIT'f I 115 1 120 I 1.8 I 1.7 I 61 1 27 I 2nd joint on floor
I
13.5 I 132 I 137 1 1.6 I 1.5 1 52 1 24 1 Fingertips on floor
1
13.0 ADAPTABILITY1 158 I 163 1 1.5 1 1.4 1 47 1 20 I Fingertips to toes
1 I
12.5 1 184 I 189 I 1.4 I 1.3 I 38 I 16 I Fingertips to ankles
I 1
12.0 SURVIVAL I 201 I 206 1 1.2 1 1.1 1 34 1 14 1 Fingertips 10" be1a'l knee 1
1 1 1 1 I I I I 1
11.5 1 227 1 232 I 1.1 I 1.0 I 26 I 9 I Fingertips to knees 1
1 I I I I I I I I
11.0 SIa<NESS I 245 1 250 1 1.0 1 9 1 0 I 0 1 Fingertips above knees I
1 1 1 1 1 I
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Intrapersonal ~~tivation

Intrapersonal notivation is the notivation that occurs within the

individual. It incorporates a variety of forces that converge to

affect an individual's notivation in life. It deals with the

conditions that get people nobilized to invest themselves in

efforts. In a very real sense, it describes what makes them

tick.

'!he best way to assess personal notivation is to study an

individual's notivation in the various roles in which he or she

functions. \'le 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 horne, school, work, or cornnuni ty

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 sham in Table 3.8. As can be seen, there

are several areas of functioning where we can observe an

individual - at horne, in continuing education: at work: in the

cornrrunity or the cornnunity-at-large, inclUding any local, state,

regional, national, or international circumstances. P.eICM

minimally effective levels (Level 3.0), we can infer choices that

were guided by external refnforcenent schedules (Le., outside

incentives dictate the person's choices). Fbr example, in our

experience, nost people choose jobs for such simple reinforces as

roney, 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

(Haslow, 1970: HcLelland, 1961: Corporate Hellness SOUrcebcok).
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Intrapersonal ~1Dtivation

Intrapersonal notivation is the notivation that occurs within the

individual. It incorporates a variety of forces that converge to

affect an individual's notivation in life. It deals with the

conditions that get people nobilized to invest themselves in

efforts. In a very real sense, it describes what makes them

tick.

'!he best way to assess personal notivation is to study an

individual's notivation in the various roles in which he or she

functions. vie 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 horne, school, work, or cornrrunity

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 sham in Table 3.8. As can be seen, there

are several areas of functioning Where we can observe an

individual - at horne, in continuing education: at work: in the

cornnunity or the cornrrunity-at-large, including any local, state,

regional, national, or international circumstances. BelCM

rnininally effective levels (Level 3.0), we can infer choices that

were guided by external reinforcerrent; schedules (L, e , , outside

incentives dictate the person's choices). For example, in our

experience, nnst people choose jobs for such simple reinforces as

money, geography, and sex. Above mininal levels, we can infer

choices that were governed by an internalized value system, a

sense of self-fulfillment or even a mission outside oneself

(naslow, 1970: r.1cLe11and, 1961: Corporate \'lellness Sourcelxx:>k).
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'Ibus at the highest level (Level s.a), people have reasons to live

- missions outside of themselves that give meaning to their

lives , '!hey are guided by these missions in all aspects of their

lives. '!his notivation may be translated into a personal

commitment 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

comnunity dedicated to the welfare of its nembers and/or the

population it is servicing. Reduced, the corranitment involves

nurturing life wherever and whenever it is encountered. Clearly,

this level of intrapersonal rotivation derives from a commitment

beyond one I s assigned tasks.

At the next highest level (Level 4.a), people are concerned wi th

fulfilling themselves. 'Ibeir mission is rather inside than

ootside themselves. In all situations, they are oriented to

learning in order to grow.

At a minimally effective level (Level 3.a), people function to

fulfill their need for achievenent, including attrirotes of pride

in performance and the work ethics that were instilled in them.

'Ibey are productive people who follow the initiatives of others,

taking great pride in their products, doing what they do very well

rot seldom doing nore than they were asked to do. In this

context, they are very attuned to their colleagues and co-workers,

are responsdve to the latest vogues and ''hot-rottons,'' 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. '!hey work only to

receive rewards such as noney, pronotions, increased leisure tine,

camtry club rrenrerships, and the like. 'Ibey always do only What

is necessary to receive the rewards and are concerned only with

marketing thernselves to the manipulators of the reinforcenent

system rather than producing the products for which they are

responsible.



115 -

At the nonincentive level (Level 1.0), people are not part of the

incentive system as we know it. They nay have operated wi thin

the system and rejected it. Or they nay be hooking onto a system

to which we are not attuned; for example, the criminal-incentive

and career ladder system that exists in every lower-class

corrmunity throughout the world. (Crime is a class, not a

cultural Phenomenon, and the differences between classes are mich

greater than the differences between cultures).

O1e way of checking your own intrapersonal notivation is to plot

yourselves in terms of your daily living. 'Ib qualify at anyone

of these levels of functioning, you nust have engaged in at least

one act or behaviour daily within each of the areas of

functioning - home, school, work, comnunity. 'Ihus, to qualify

for the incentive level, you rust have fulfilled one or nore

daily objectives that are consistent with being rewarded or

avoiding punishment. To qualify at the achievement level, you

must have accomplished one or nore daily objectives that yield

your pride in accomplishment. 'Ib qualify at the level of

fulfilling yourself, you rust have initiated one or rrore times

beyond your daily objectives to find fulfillment in your life.

'Ib qualify for actualizing yourself with a mission outside of

yourself, you nust have completed one or nore objectives daily to

serve the mission. \lhile the daily requirements are stringent,

they errp."'1asize the "way of life" involved in actualizing

oneself. If you are not involved in these behaviours on a daily

basis, th~ you are not functioning at any levels of

actualization.

Again for rating this dimension - which we call enotivation (the

personal notivation dimension of the errotional factors) we obtain

a nodal level of functioning or the level at which the person

functions nost; frequently. Included are nodal levels 1x>th wi thin

and between the different areas of functioning, depending upon

the purposes of the assessment. 'Ihese areas include his or her

functioning at home, in continuing education, at work, or in the

comnunity. In our experience, some people slide up and down this
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scale, at different points being committed to different notives.

Just a fact that a mix of notivations determines different

decisions implies a person functioning subliminally at the lowest

of these notivation levels. Again, we may nost effectively

assess the Leve.l of notivation by determining an individual's

nodal level of functioning. It is human to want to use high

principled and unselfish notives when the decision does not

matter and to get down to the "nitty-gritty" incentives when it

does. on the other hand, survival rrust be assured before growth

can take place. In the end, however, those who do not get

outside of themselves in their notivation for living do not

actualize their human potential.

Table 3.8: Levels of Intraperscnal notivatim

E C Levels of

D 0 Functiaring:

H U W M

0 C 0 M 5) Missims

M A R U 4) self-fulfill-

E T K N Jre11t

I T 3) 1\dri.eveuent~

0 T 2) Incentives

N y 1) Nari.ncentive

Interpersonal Relations

Interpersonal relations is really a socfal factor. 'Ihis factor

entails the notivation that derives from becoming involved with

someone else. In effect, it involves helping others to develop

their own IIDtiyes in life. In so doing, we expand our own
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boundaries to incorporate their missions as part of our own

missions. We see this type of rrotivation most; clearly in terms

of helpers' contrirotions to those nost, weak and vulnerable

meIIibers of our society. Ho.vever, we" also see this rmti vation in

the corrani tmentsof workers and party members to such causes as

nationalism, individual political parties, or corporations.

'!he best way to assess interpersonal relations is by studying an

individual's human relationships in the different areas of his or

her life functioning. '!hus, we can infer from the individual's

overt behaviour the level of skills that is offered and the depth

of human relations that these skills stinulate. For many people;

this determination is quite simple, because they are not even

attentive to other people. '!herefore, no higher level of human

. relationship is possible. This level includes nost, human

relations in our society - relationships that begin at the

highest level of attentiveness and gradually fade into oblivion.

\Jhat we can observe in interpersonal relations can be seen in

Table 3.9 • Again, we can make these observations in a variety of

areas where the person functions interpersonally - at horne, in

cont.Inuinq education, at work, or in the conmuni ty. Belew

minimally effective levels (levels 3.0), people are simply

attentive in varying degrees to other people. '!hey do not get

"inside" others. In some respects they really do not even stand

outside in relation to them. Typically the lTOSt di fficult skill

to teach people in human relations training is to attend to other

peopl,e, Resistance is encamtered in the form of statenents such

as, "L'm just not comfortable that way." \Jhether or not being

attentive helps them to look and Ifsee If and listen and ''hear''

others, they really do not want to do it. '!hey are caught up in

themselves and unable to relate CCI1tinuously to others even

physically. AOOve minimal levels, we observe individuals

resp:xxling accurately to the people around them (carkhuff, 1969,

1980) •

At the highest level (Level 5.0), initiating, we find individuals

not only responding to where people are and personalizing where
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they want or need to be rot also initiating individualized action

programmes to help them get there. SUch individuals help others

to achieve their goals.

At level 4.0, personalizing, individuals are responding to

facilitate the self-exploration of people and personalizing to

facilitate their self-understanding of where they want or need to

be. SUch individuals help others conceptualize their goals.

At a minimally effective level (level 3.), responding,

individuals are responding accurately to the feeling and meaning

about, where people are in their life's experience as it is

expressed by other people. '!hey have, at least, ''heard'' the

other people and comrrunicated their understanding of the others'

expressions and, thus, facilitated their exploration.

At level 2.0, attending, we find the individuals being attentive

to other people, which means that they are at least involving

themselves with others by attending physically, observing, and

listening to them.

Leve.l 1.0 is the non-attending level. Here the individuals are

inattentive to other people. '!hey do not get involved in any way

wi th others.

One way of checking your own level of interpersonal relations is

to plot yourself in terms of your daily living. Again, to

qualify at any one of these levels of functioning, you nust have

engaged in at least one act daily within each area of functioning

- hone, scnool., work, cornm.mity. '!hus, to qualify at the

attending level, yaI nust have given your full and undivided

attention to the appropriate people one or nore times on a daily

basis. For responding, you nust have responded accurately to the

expressioos of significant others at least once each day.

Personalizing requires responding to personalize the goal for

each significant person at least once each day. Initiating

demands that you initiate to help to develop an action course for
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each significant person at least once each day. Again, if you do

not live it on a daily basis, you do not have it.

'!he same approach to rating is appropriate: Rate the individual

at those levels at which he or she functions most of the time.

'!hus, the individual is rated at the modal level of functioning

either within or between his or her functioning at horne,

education, work, or in the conmunity. It is noteworthy that

individuals who achieve the highest or deepest levels of human

relations are always monitoring their levels of understanding by

responding interchangeably wi th other people I s experience.

People who do not have deepening human relations in any arena are

never responding accurately to the experience of others.

And all human relations are in the process of deepening or

deteriorating. '!hose whose relationships are deteriorating cannot

actualize their human potential. '!hose whose relationships are

deepening can expand their humanity and ultimately, actualize

their human potential.

'Iable 3.9: levels of Interperscnal RelatialS

H
o

AREAS M
E

I
E I
D I
U I
C f
A I
T I
I I
o I
N f

I
I

w
o
R
K

C Levels of
O' F\mcticning:
M
M 5) Initiating
U 4) Perscnalizing
N 3)Respcn:ling
I 2) Atterxling
T 1) Ncnatteiili.ng
y

"Intellectual Factors

Intellectual factors attempt to account for the substance,
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processing, and communication of one's intellectual

contribution. '!here are three dimensions that merge here: 'Ihe

first has to do with the level of development of the person's

substanti ve specialty; the second with the individual's learning

skills and process; the third with the individual's teaching or

communication skills.

SUbstantive Specialty

The substantive specialty represents the level of expertise that

an individual has achieved in his or her specialty area. It

reflects the degree to which he or she has acquired the skills

and knowl.edqe necessary to discharge responsibilities. One's

substanti ve specialty may- be a vocational responsibili ty or it

may be an avocational interest. Reduced, substantive specialty

is what a person's life is about. Substantive specialty

encompasses the content that he or she has mastered and applied

in a continuing cycle of learning. The test is whether an

individual has the skills and kn~ledge sufficient to achieve the

goals of oneself and others in the area. In other words, the

test is whether a person can be creative and productive in his or

her area of substance.

The support factors in this test involve whether one has the

kr1<Mledge necessary to be creative and productive. The heart of

the test of creativity is whether an individual can

operationalize any goal in his or her substaritive specialty. The

heart of the test of productivity is whether one can develop the

systems and technology to achieve any goal. \Vhat Rakes a person

truly a professional in any area of endeavour is the ability to

operationalize and technologize the achievement of a goal. Few

people ever achieve this status because they will not pay the

price of hard work and discipline necessary to be true

professionals. '!hey operate only in the realm of facts and

concepts, the language of which many become quick studies in

acquiring.
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As can be seen in Table 3.10 minimally effective levels (Level

3.0), people have only the factual and conceptual knowledge about,

any phenomena in their speci.al.ty areas. In reality, they have

only an idea of what is to happen in any given circumstance.

Typically, this vague comprehension is enough to get them by in

nost areas - to say the "right" words and behave the "right" way

is sufficient to confuse others who are themselves only imitating

some localized language and behaviour. AOOve minimal levels,

people incorporate knowledge as supportive of the skills they

employ in designing and implementing the achievement of their

goal (Berenson, Berenson and carkhuff, 1979; carkhuff, 1980).

Again, these applications can occur in a variety of areas of

functioning, including horne, education, work, and the commirrity.

At the highest level (Level 5.0), technology development, people

develop and implement the technologies and systems needed to

achieve their goals. 'Ibis level represents an operational

definition of productivity and usually requires permutations and

combinations of all of the skills and skill steps available to an

individual in his or her arsenal of responses in the substantive

specialty.

At the next highest level (Level 4.0), goal operationalizing

people are capable of operationalizing any goals; that is,

developing the operations needed to achieve the goals. 'Ibese

operations include the design of the systems and technologies

required to answer the fundamental questions of goal

operationalization: (1) Who is doing what (to whom); (2) at what

level; and (3) under what conditions, including where and when.

'n1e design of the systems needed to answer these questions is,

itself, an operational definition of goal operationalization.

At a minimally effective level (Level 3.0), the application of

principles, we find people answering the question, "\lhy?"
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Individuals functioning at this level know why a given phenomenon

does what it does. Although they have not yet made the

applications, they know how the different components and

processes interact and how to translate these principles to

applications.

At a less-than-minimally effective level (Level 2.0), conceptual

knowledge, persons have only an awareness of the concepts of a

given phenomenon. '!hat is to say, they can only conceptualize

what it does and not why and how.

Level l.0 involves factual knowledge.

awareness only of what the phenomenon

why and how it does it.

Here peopl.e have an

is and not what it does or

Both of the latter two less-than-minimally facilitative levels

place a lid on an individual's abili ty to apply what he or she

has learned, and yet they are the levels that are errpllasized in

nost educational proqrammes ,

TO check your own level of developrrent in your substantive

specialty, you may plot your daily functioning in your different

areas of application - home, school, work, conminity, TO qualify

at the factual level, you RUst have engaged each day in gathering

one or nore of the facts you need to discharge your specialty

responsibilities in at least one of the application areas. Fbr

the conceptua.I level, you RUst have engaged each day in

developing one or rrore of the concepts involved in your

specialty. Fbr the principle level, you RUst have interrelated

the facts and concepts and developed at least one new principle

in your specialty each day. At the goal operationalization

level, you must operatianalize at least one new goal in your

specialty each day. Finally, at the technolCXjy development

level, you must outline at least one programme to achieve your

operational goal each day. \~ile the requirerrents for rating are
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stringent, they reflect the level of your involvement in self

actualization activities.

Again, we rate individuals according to their rrodal levels of

functioning. '!hus, the individual is rated at the level that

dominates either wi thin or between his or her functioning at

home, in continuing education, at work, or in the comnunity. It

is noteworthy that incH viduals functioning rrodally above

minimally effective levels are always operationalizing and

technologist applications in their substantive specialty and

learning from these applications. People functioning belCM

minimally effective levels are never making applications simply

because they do not knew why or hew to do so. And if we cannot

operationalize and technologize goals, we cannot achieve them.

'!hus, we cannot be actualized in our substantive specialty area.

\ole cannot actualize if we do not operationalize.

'!able 3.10: Levels of Substantive Specialty

SUBSTl\NTIVE SPOCIAL'IY

I Levels of
I F\mctiarl.ng:

E I c
D I 0 5) Ted1rx>logy

H U w I M Develc::.plelt
0 C 0 I M 4) Cbal. ~t-

,AREAC; M A R I U alizaticn
E T K -, N 3) Principles

I I T Awlicatiat.A-

0 I T 2) CCnceptual
N I y Knowledge

I 1) Factual, Knowledge

Learning Skills

Learning skills represent the level of expertise an individual

has achieved in generic learning ability. '!hat is to say,
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generic learning ability is the capacity to approach any learning

situation - new or old - with an effective system for

processing. 'Ib do so requires an involvement in the learning

process through an open reception to the input data. It involves

the effective precessing of the data by breaking it down into its

components, processes and functions and analyzing one's

relationship to that data. It means funneling that data toward a

goal and focusing one's efforts upon output.

In short, learning skills represent the precess by which the

individual transforms selected input into focused output.

The test of learning skills is whether an individual can discern

where he or she is in relation to given phenomenon; can determine

where he or she is in relation to where he or she wants or needs

to be with that phenomenom and can develop a means to get

there. Involved is a kind of self diagnosis that we may call

exploration, a goal-setting that we can call understanding, and

an initiative progranune that we may call action. Hhile many

people involve themselves in learning to the degree that they

receive the input, few ever explore themselves effectively; fewer

still understand their relationships to a goal; and the fewest

act to achieve the goal. less than one person in one hundred has

developed an effective learning system that recycles the feedback

from acting to stinulate nore extensive exploration, nore

accurate understanding, nore effective action.

As can be seen in Table 3.11, people belaN minimally effective

levels (Level 3.0) become involved at nost in receiving the Input

coocerning any phenomena, At this stage they are at their

all-time best. Indeed, they have cultivated all of their

characteristics to look attentive, appear concerned and ask

apparently astute questions. carkhuff is reminded of the

tha.1sands of tapes he has heard and seen of ini tial interactions

of helping and teaching. The image that comes to mind is one of

the social worker conducting an intake interview: After hearing
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a despairing story of overwhelming crisis, he or she asks: "Hew

old did yoo say yoo were?" A main factor emerging fran an

analysis of intake interviews is the "stupid questien factor."

cn the other hand, above minimal levels, pecple explore,

understand, and act effectively upcn the different areas of their

envircnments (carkhuff and Berensen, 1976, 1982).

At the highest level (Level 5.0), actien skills, pecple develcp

actien prcqrammes to get from where they are to where they want

or need to be. ObviOlsly, acticn is a a.mulative skill that

incorporates exploring where individuals are and understanding

where they want or need to be.

At the next highest level (Level 4.0), understanding skills,

pecple develcp an understanding of where they are going, of where

they want or need to be in relat ien to the part ia.tlar learning

experience involved. Clearly, an accurat;e grasp of ene's goals

inplies an extensive exploratien of ene's cfrcumst.ances ,

At a minimally effective level (Level 3.0), exploring skills,

pecple explore where they are in relatien to the learning

experience. In effect they analyze the CCIlIXIlents, process and

functiens of the experience and of themselves in relaticn to the

experience to determine where they are.

At a less-than-minimally effective level (Level 2.0), pecple

engage cnly in the apparently attentive behavioors that receive

the inplt data ccncerning the learning experience. They do not

go en to process the data.

Finally, at the lcwest level (Level 1.0), pecple do not becone

involved in learning. They do not receive input, let alene

process it.

To check oot yoor cwn level of learning activities, yoo may plot

yoor daily functiening in ycur different areas of applicatien -
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hane, scnool , work, conUIunity. To qualify, yro IIUst have engaged

in at least cne learning activity in ycur substantive specialty

in at least cne appl icat icn area earn day - becoming involved in

me or more learning activities for the involvement levels;

exploring where yro are cne or IIOre times for the exploraticn

level; understanding where yro want to be for the understanding

level; acting to get to ycur goals for the acticn level. Again,

the stringent learning requirements reflect learning as a way of

life.

Here too we rate individuals mcrlally, both within and between

their areas of functialing - at hane, in CCl1tinuing educaticn, at

work, or in the comnunity. It is to be enq;hasized that pecple

functicning modally above minimally effective levels are always

processing data; that is they are always learning. Pecple

functicning below minimally effective levels are never processing

data and thus are never learning. lie are ful Iy alive cnly if we

are fully learning. lie can mly actualize cur human potential

with an effective learning system.

Table 3.11: levels of learning Stills

H
o

ARmS M
E

3.3.3.3

E
D
U
C
A
T
I
o
N

Teaching Skills

w
o
R.
K

I Levels of
C I FUncticning:
o I
M I 5) Acting
M I 4) Understaming
u I 3) Explccing
N I 2) Involving
I I 1) Ncninvolving
T I
Y I

I

Teaching skills represent the level of expertise that an

individual has in teaming his or her substantive learnings.
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Teaming involves the ability to conmunicate skills and

knewledge.

'!he process involved is the other side of learning. Hhereas

learning involves ene's cwn developrrent of a coorse of actien

based upcn the understanding the insight, teaming involves

helping others to develop coorses of acticn based upcn their

understanding or insights. In short, teaching facilitates

saneene else's learning.

'!he test of teaching, then, is whether cne perscn can help others

to explore where they are in relatien to a given phenoeencn, help

them to understand where they want or need to be; and help them

to develop acticn prcqranmes to get there. '!hat individual is

diagncsing, setting goals, and individualizing learning

prcqremmes with and for others. '!hese skills facilitate the

exploraticn, understanding, and acticn learning process of

others. While many pecple develop at least the ccnceptual

ccntent of their substantive specialty, few ever reach the stage

of being able to diagncse accurately sanecne else's funct iooing

in terms of that ccntent; sett ing goals in terms of the results

of the diagncsis; and individualizing learning prcqrammes in

terms of the goals.

As can be seen in Table 3.12, people belew minirna.lly effective

levels (Level 3.0) at IDOSe develop their ccntent. At that, they

tend to develcp it cnly at a ccnceptual level. In other words,

they knew what it is they want to teach, l:ut "they do not

ccnmunicate it. We all remember the daninant experiences of cur

educat Icne '!he teamer lectures didactically al:x:ut factual and

ccnceptual knewledge. '!here is no effort made to meet the

ccnditicns of learning by facilitating the learning process of

exploratien, understanding and act icn , Ca1.sequently, beyend

third grade (until whim teachers actually engage in teaching)

learning is decrements. Above minimally effective levels,
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pecple not cnly knew their cootent rot have develcped the means

of canrrunicating it to other people in the different areas of

their enviraurent - at hane, in cootinuing educaticn, at work,

and in the COIIU1llIlity (Berenscn, Berenson, and Carkhuff, 1978,

1979: Carkhuff, 1981: Carkhuff and Berenson, 1976).

At the highest level (Level 5.0), individualizing proqraremes,

pecple develop and individualize learning pr'oqrammes for others.

'Ihese individualized learning prcgranunes facilitate the actirn

learning of others. '!hey insure that others receive and learn

the subst.anoe that they are delivering. Obvirosly,

individualizing prcgrammes Incorporat;e goal-setting and diagnosis

in terms of theccntent being comrrunicated.

At the next level (Level 4.0), goal-setting, people develop goals

for and with other pecple. Goal-setting skills enable the other

people to understand where they are going. '!hese skills, in

turn, Inccrpcrate diagnostic and cootent develcpment skills.

At a minimally effective level (Level 3.0), diagnosing pec:ple,

can diagncse others in terms of their levels of funct irning 01

the ccntent involved. '!his diagncsis facilitates the learner' s

exploratim of where they are in relaticn to the cootent and

inplies the develq:ment of the ccnt.ent..

At a less-than-minimally ~ffective level (Level 2.0), the people

cnly develcp their cootent at the level that they have cxnquered

their sub3tantive speciality. In other words, even if they have

the ccntent to teach, they do not knew hew to camrunicate it.

Finally, at the lcwest level (Level 1.0), pecple do not even

develop their ccntent in a manner that others cculd receive it.

'!hey do not develcp their om ccnt.r ibot icna, let al.cne to

CCIIIIIUIlicate them.

To check rot yoor am level of teaching activities, yoo may plot

yatr daily functi01ing in yoor different areas of applicatirn -
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heme, school., work, conmunity. To qualify for any level of

functialing, ycu mist; have engaged in at least cne teaching

activity to deliver ycur substantive specialty in at least cne

applicatien area each day. 'Ihus, for the develcprnental level yoo

nust have develcped sane ccntent each day; for the diagnostic

level, you nust have diagnosed at least cne learner's level of

functirning in yoor speciality area each day; for the

goal-setting level, ycu mist; have set at least cne learner's goal

in yoor specialty area each daYi for the individualizing level,

ycu mist; have develcped at least cne individualized prcqr'amee for

at least cne learner in ycur specialty area each day. '!he

stringent teaming requirements reflect the necessity for

ccmrn.micat Icn as part of your intellectual develcpment.

Again, we rate the individuals roodally, both within and between

their areas of functiening. It is noteworthy that peq>le above

minimally effective levels are always carmunicating their ccntent

effectively: '!hey are accurately sensing where others are;

effectively determining goals for where they want or need to ber

and initiatively develcping individualized actien prcgranunes to

get them there. '!hey are always teaming. Pecple functiening

below minimally effective levels are never carmunicating their

ideas and skills.

'!hey are never teaming. Teachers are learners because of the

feedback they receive frrxn teaming. '!hus, rnly pecple \>ho teach

what it is they are aba.lt can actualize their potential in M1at

it is they are abcut , cnly teachers can be .actualizers.

In summary, each rat ing scale can be used to measure an

individual's performance en the dimensirn involved. In additirn,

each dimensicn can be seen in relaticn to the other dimensien.

'!hus, the }i1ysical dimensirns serve to provide the energy for the

other functicns. '!he intrapersrnal nrtivatirn dimensirn serves

as a catalyst to the other dirnensims. '!he intei:persrnal

relatirns dimensirns functirns to expand the base of rnotivatirn

to Incorporat;e the frames of reference of other pecpl.e-
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'!he sUbstantive specialty represents the individual's

intellectual creativity and product Ivf.ty, '!he learning skills

c:perate to guide the individuals' processing of all input and

focusing of all occput , And the teaming skills functicn to

cannunicate the substantive learnings and, in interacticn with

the recipients, to generate the individual' s involvement in a

life-lcng learning process.

Again, the stringent requirements reflect the demands of

functicning effectively at any level. At the highest levels,

they reflect the rigoroos demands that define a fully functicning

perscn, Indeed, they define sum a perscn as a human being. '!he

fact that very few pecple funct Len effect i vely at even the most;

minimal levels of functicning is testinony to the fact that many

peq:>le funct icn at less than human levels.

In the end, the pcwer of actualizing human potential lies in the

actualizing of the intellectual factors that the physical factors

serve to energize and the ernotirnal factor serve to catalyze.

'!he heart of the ccnt.rIbut Icn of the intellectual factors lies in

the ability to learn and team hew to cperatirnalize and

tedlnologize goals in a substantive area. Those who can help

human beings to achIeve human goals can help themselves to

achieve their human potential (Carkhuff 1981, Tcward Actualizing

Human Potential O1apter Six).
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Table 3.12: levels of Teaching Skills

TEAQIIR; SKILlS

I levels of F\.mctiQ'ling:
E C I
D 0 I 5) IOOividualizing
U M I Prograumes

H C W M I 4) GcBl-setting
0 A 0 u I 3) Diagncsing
M T R N I 2) Develq>ing
E I K I I CaItent

0 T I 1) No ccntent
N Y I

I

3.4 Research Studies Proving '!he Human Processing Mcdels

Effectiveness

'!here is a great deal of ccnfusicn surramding the issues of

process and Clltccme in all types of human resrorce develcpment

(HRD) activities.

'!he ccrrfusicn is in part a result of the disregard of both

systematic interventioo designs and their effects. In this

ccntext, it may be a functioo of the inability of many

professicnals to see HRD in the larger perspective of human

prcductivity. '!he issues of human proouctivity revolve around

whether the HRD activities make a difference in the real-life

functicning of the recipients. (Can they meet, the requirements

of their real-life centexts?) and the coot and benefits to the

arganizaticnal or society system in Which they functicn. (Hew

can we minimize resource input and maximize results output?).

'lhe ccnfustcn has culminated in challenges to the prarulgators of

HRD pr'cqrammes to this effect: the prarulgators nvst delOCl'lStrate

the lasting effects of their HRD programmes upcn observable and

measurable Clltcanes illustrating recipient benefits.
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In his book: Interpersenal Skills and Human Productivity Robert R

Carkhuff has taken en the dlallenge of determining and verifying

the viability and effectiveness of his human processing model as

transferred to pecple thrcugh the medium of interperscnal skills.

An overview of the extent, of these studies is what follcws in

Table 3.13 •

Table 3.13 An Index of Tables fer the Studies of Recipient Living,
Learning and werking 0utc:x:JJeS

(22 ::bnies)
25,6B2 Belp:'E'S

(32 amies)
m.,298 LearneLs

(22 an3ies)
33,836 HIplqrees

REx::IPIENl'S
(Direct Effects
of 'IraininJ
IElp:es)

(35 9::u:lies)
2,V9~

(26 fbrlies)
3,610 Learner'S

(27 S;:trlies)
12,235 &plq,oees

I
I

(76 9;trlies) (OO fbrlies) I
140,m6 IEcipients, IlB,124 IEcipiED:s I

I I

(164 amies)
158,940 Iecipim:s

'!he rotce.tre studies presented here follcw a mega-researdl

design. Basically, that design involves sununarizing the findings

fran all studies of interperscnal prc:xroctivity. '!he interventicn
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designs range from sinple applicaticns to conplex, replicated

Latin Square designs.

'!he statistical analysis ranges from sinple frequency tal::ulaticns

or ncn-parametricanalysis to complex respcnse-surface analysis.

'!he pcwer in the mega-research canes from the variability of the

interventicn designs and analysis. If the trends are so pcwerful

that they emerge under a variety of ccnditicns, then they are

statistically significant trends with significant human

inplicatirns.

Ccnversely, if the trends are so fragile that they energe cnly

under carefully ccntrolled circumstances, then they are

statistically significant trends with insignificant human

inplicatirns or neaning.

'Ihe a.rt:cane studies, then, include large-scale demcnstratirns as

well as experimental studies. '!hey are organized in a 2 x 3

matrix (see Table 3.14). '!he compcnent areas of the matrix are

two-fold: 1) the effects of intervenes or helpers upcn recipient

ootcc:me indices; and 2) the effects of the direct training of

recipients upcn recipient a.Itcane indices. '!he three funct icnal

ootcc:me levels include the foHewing: 1) living ootcanes, 2)

learning art:canes, and 3) working oot:canes.

'Ihe studies of the effectc of intervenes upcn recipients total 76

studies of 140,816 recipients. '!he studies of the direct

training of recipients total 88 studies of la-,124 recipients.

'Ihe grand total is 164 studies of 158,940 recipients.

'Ihe studies presented by their nature, authors and date of

?lb1icaticn, the number of the populat Icn, the ootcane measures;

the time the measures were taken, and the treatnent and ccnt.rol,

ccnditicns are spelt oot in detail in Carkhuff's "Interperscnal

Ski1ls and Human Prcx:1uctivity" book,
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'!he reported effects of the interpersenal funct iening of helpers

and the direct IPS-based training of helpees may be seen most

clearly in Table 3.14 Whim summarizes the results for the

studies and indices of helpee living, learning and working

ootCClIeS. As can be seen, there are a total of 164 studies

assessing a total of 784 indices. One hundred and thirty-cne

(131) of the studies has exclusively positive results While 28

more had predominantly positive results. Seven hundred and

eighteen of the 784 indices assessed yielded positive results.

'!hese effects are sununarized in a IOC>re succinct form in Table

3.5. As can be seen, by far the great majority of studies and

indices assessed yielded positive results. Overall, 96% of the

studies are exclusively or predcminantly positive: 92% of the

indices are positive.

'!here are several sets of summary prcpcsiticns that we may draw

fran these results:

1) '1he effects of helper interperscnalfuncticning upcn

recipient aJt.ccmes are positive am significant.

A summary of the effects of helpers upcn helpee ootcane

indices suggests that interpersonal skills are a core

ingredient in any HRD effort. 96% of the studies and 92% of

the indices yield positive ootccmes. Clearly, these helper

effects hold across living~ learning and working ootcanes.

2) IPS training is the soeree of hi91 levels of helper

interper&na1 functicniBJ.

In all rot ten instances, syst.emat ic IPS training was the

scarce of helper interperscnal functirning•. Thus, in 86% of

. the studies IPS training was directly related to the effects

of helping. 'Ibis is to say, alene or in canbinatien with
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other skills, IPS training is a significant source of effect

in helping eff~ts.

3} 'lhe effects of direct IPS training of recipients upc:n

helpee rotccmes are pooitive and significant.

'!he direct IPS training of recipients is a significant

source of recipient a.rt:come benefits. In 96% of the studies

and 92% of the indices, the reported results were posit.Ive ,

'!hus, alene or in combinatien with other skills, direct IPS

training of recipients is a potential preferred mcde of

treatment.

4} Pcsitive results are describable and predictable ~ile

negative results are statistical exceptims.

96% of the studies and 92% of the indices had pcsitive

outccmes. '!hus, p..1tting the issues of water level

functiening (Carmen and Carkhuff, 1969 in Carkhuff 1983) and

minimal level of helper funct iening (Berensen and l1itdlell,

1974: Carkhuff, 1969: Carkhuff and Berensen, 1976 in

Carkhuff 1983) aside, it may be ccncluded that negative

result studies and indices tend tcward being statistical or

randan exceptiens (i.e., alpha at the .05 to .10 levels).

5) Pcsitive IPS CDtCCIIIeC are a cx:nsequence of systematic

effects Niile negative results are design exceptims.

Systematically derived results involve systematic design:

systematic training design, systematic treatment design,

systemat ic folla+-up and systemat ic envircnmental support.

When present, these ingredients of systematic designs will

yield systematic a.rt:ccmes. \men any of these ingredients is

absent, there is an increasing prospect for nen-significant

or even negative results. '!hus, for exanple, withoot

-systematic training, variability in interpersenal
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functicning will be restricted and the relatienships with

variros rotcome indices become problematic.

3.4.2 Processing Skills

In this ecnt.ext , it is extremely important to emphasize IPS as

processing skills, alene or in combinatien with other processing

skills. In many of the studies IPS are enployed as the single

Intervent icne the intervenes are trained in IPS to intervene with

the recipients, or the recipients are trained directly in IPS.

In other studies, IPS are enployed in ccnjunctien with other

processing skills such as problem-solving or ccgnitive processing

skills.

Where IPS are enployed as the sole interventicn, they are

nevertheless processing skills. Pecause of the nature of the

skills, the stinuli are processed into r'espcnses rather than

ccnditiooed to r'espcnses , In other typical interpersooal

proqramres , helpers are ccndf.t Icned to make specific respcoses to

specific stimuli.

In sane studies, IPS are enployed in ccnjuncticn with

problem-solving skills and prcgranure-develcpment skills

(Carkhuff, 1969, 1973, 1974, 1975 in Carkhuff 1983). In these

instances, the helpers and recipients had the additicnal

processing benefits of being able to progranuna.tically select

preferred courses of actien to solve their problems or achieve

their goals.

In the learning areas, AsT?:l and his associates enploy ccgnitive

functiming strategies in ccnjunctim with the IPS. Thus, Aspy's

teachers were trained in the skills of analyzing situatia1S and

solving problems as well as in JIeIIOrizing facts, ccncepts and

principles. In the direct training of learners, Perenscn and his
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asscx:::iates taught the learners specific learning-to-learn

prcx:::essing skills in ccnjunctioo with IPS-prcx:::essing.

'!hus, the learners were taught specific learning strategies with

whidl to process reading and myth ccntent: exploring where they

are in relatioo to the learning experience; understanding where

they want or need to l::::e; and act ing to get from where they are to

where they want or need to be,

Table 3.14: A~ Index of Results of IPS Studies and Indices of Helpee
Livmg, I.earning and Werking QJtCXlDeS. Scurces Of Effect

m:IIEIVEIX mEIDmNlIIX N:N-SIGlIFIO\Nl' mEIDmNlIIX m:IIEIVEIX
fUjl1'IVE RSrl'IVE <R MIXED NEIM:'IVE tID\TIVE
RESBJIS ~ IeU.:IS ImJl]lS ms.uIS
(+ +) (+ + / -) (+ / -) (- - / +) (- -)

91riies
(N = 22)
In:li.c:Es
(N= 117)

S::Jrlies
(N = 32)
1nlices
(N = 261)

S::Jriies
(N = 22)
Imi.ces
(N = 9»

aJriies
(N = 76)
:Iniia:!S
(N = 4(4)

14

22

241

19

83

55

421

I
I
I
I
I
I
I
I
I
I

6

9

3

18

I
I
I
I
I
I
I
I
I
I

2

17

1

19

3

3

39

3

1

4
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HELPEES
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Table 3.15: A Summary Index of Percentages of Predominantly R:>sitive Results
of IPS Studies and Indices of Helpee Living, Learning and \brking
O1tc::ones

Sb.rlies
(N = 22)
Irrlices
(N = 117)

Sb.rlies
(N= 32)
Irrlices
(N = 2(1)

Stulies
(N = 22)
Irrlices
(N = 83)

Stu:lies
(N = 76)
Irrlices
(N = 46l)

91% R:sitive

83% R:sitive

97% R:sitive

92% R:sitive

100% R:sitive

96% R:sitive

96% R:sitive

92% R:sitive

91% R:sitive

84% ~itive

100% ~itive

99% ~itive

100% REitive

93% REitive

I
J
I

96% R:sitive I
I

92% IQ;itive I
I
I

Stu:lies
(N = 35)
Irrlices
(N = 128)

Stu:lies
(N = 26)
In:lices
(N = 78)

Sttrlies
(N = 27)
Inlices
(~ =117)

Sttrlies
(N = 00)
In::lices
(N = 323)

StLrlies
(N = 164)
Irrlices
(N = 784)

96% R:sitive

92% R:sitive
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carkhuff (1983) sees productive individuals as possessins three

critical ingredients: 1) product i vi ty values to which they

dedicate their other ingredients; 2) processing ski11s h'hich

transform the stimuli into prcductive reaponses r and 3)

interpersonal skills which serve to relate Individuals Hi th

individuals and organizations, and to disseminate ne\-! learninCJs

concerning irr.proving performance.

Similarly, Carkhuff (1983) sees prcxluctive orqanizations as

possessing four critical sets of inCJredients: 1) rnaxi~m

responsiveness to information input; 2) maximum human and

nechanical processing of the input; 3) maximum initiation of ne•."

services and products as outputs, wi th information by-products;

and 4) maximum and constant monitoring of individl~l performance

and organizational productivity.

Clearly, the key ingredients to productive individuals and

organizations are productivity processing anu interpers~lal

processing (carkhuff, 1983). ~le pr~]uctivity processing ser.ves

to analyze, operationalize and technologize the corpcnents,

functions and processes of the content, materials or expcr i ence ,

The interpersonal processing serves to ffilare interdependently as

teachers and learners reap the benefi ts of that .9roccssins. '11e

rrore projrammat i cal Iy the prcduct i.vi ty pr'ocess i nq and

interpersonal precessing ski l l s are tausht and ir1pleI:"'€ntec.l, the

more incremental wi l.l, be our perforrrances as individua l s arxl our

productivity as organization.

3 •5 Stnma.ry

In SUI!U!Bry, the rrost important issue is the criticaJ nature of

interpersonal ski Us. Tney serve to enable people to assume the

frames of reference of others. 'I'hey facilitate: the exploration

of where others are in relation to a l~rticular experience; and

understanding of where others want or need to re; and the action

behaviour to get from where they are to where they want to be.



141

In this regard, IPS are cri tical ingredients in the

irrpler.:entation of any prcqremmes involving huron be i nqs , whether

individual, s~all-s~oup or large-group treatment or training.

They may be used in conjunction I..i th any other skills to

accomplish any intervention goals involving humans In living,

learning. and work i.nc; performance (carkhuff 1983).
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PRCUJI'Th"ti WELUIESS

4.1 Introduction

l\cting upon evidence is a tern appropriate to the current

economic pressures experienced by the corporate \'lorlel at large in

South Africa. Social scientists employed to i.nveat ioat;e and

develop the human capital of companies inevitably fiind themsel ves

in the position of having to prove their case in monetary terns,

"the rotten line". Retrendurents and rationalisation are a

reality in the rzi ninq \1orld daily and the first costs to be cut

are those linked to hur.an resources, welfare or personnel

services.

'J1lis need not necessari ly be the case hcwever , because people are

the primary productive unit and oorale, a stable and rmti vat.ed

workforce go a long \-:ay to enhancinq product i vi ty. Th i s chapter

makes a case for pronating health prorrot ion in the workpl ace bv

looking at it from a return on i.nvestraent; [Oint of view.

4.2 Health Pronotion Progr~s in the \'lbrkplace

'lark consumes tore of an incHv.idual, •s life' for t.he rrost important

years of a lifetine and is usually second only to sleep in the

sheer nunoer of occupi.od hours. Virtually all adults devote at

least half of their wak i nq time to work , 'There is a r'enewed

interest in the meaning of work by professionals and the public

as a vmale as reflected in a recent editorial by psychiatrist

Francis J Braceland, '~~ile no one can satisfactorily define

\'oGrk, all can agree that it is a purpcseful activity that has

teen expected ..• down through the ages; He can also agree that
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~~rk exerts a compelling influence upon a l)€rSOn's social

l:ehaviour and relationships" (Braceland, 1981 in Corporate

\1ellness Sourcelx:ok). tlost reflections upon the nature of work

have been written in professional journals, but there is a far

rrore profound and pervasive change taking place in the meaning of

work , Author and phi losopher San Feen noted a radical shift in

personal, workp'l.ace , and cultural values .(Keen, 19m. in Corpor'at.e

\1ellness E'>ourcelx:ok).

"Our changing valuation of work is a symptom of our changing

view of all reality. The new iconoclasn is directed aqainst;

the idolatry of economics, the r:tyth of rroney, the

aasurptions that rore is better, "..ork makes free (the motto

that was emblazoned on the gate over Auschwi tz), t.echnol.oqy

can make us all healthy, wea Lthy, and wise. f!any ... have

reached the top of the success ladder but are heginnin<] to

suspect it may be Leaninq a<:,ainst the wronq \'1a lJ " •

Although the actual nuroers of disenchanted worker's are di fficult

to estimate, they represent the rcots of a s iqni ficant cultural

trend, particularly during a decade marked by an unprecedent.ed

increase in employee dissatisfaction wi th vi r tua l l.y every aspect

of work .

Historically, the involvement of large orqani zat i ons in the

health care of (their) employees has been rainireI and consisted

largely of their investnent in "neaLth" insurance, whi ch It/as

estimated to be $42 billion in 1978 by the" L'nited States Conmerce

cepartrnent. There are a few instances of r.ore direct, corporate

involvement in med i.caI care, but these have been considered to be

anomalies. Following Horlel \lar II, industrialist Henry J Kai ser'

'began to develop the first Health naintenance Organization (HiD),

a prepaid group practice, and this has emerged as the largest

private, non-profit direct service procrammo in the wor Ld by

providing care to over 4 million people.
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Similarly, the Gillette Company began a health care programme for

its employees 30 years ago. Hith these fe\·[ exceptions, r.ost

organizations have limited their involvement of treating work

related accidents and created these programmes in response to the

la"bour union novement. This situation is changing rapidly.

Clearly, the change in consciousness regarding health prorrotion

in the workplace is not the dominant nrxle at present, but is the

trend of the future. During a 1981 sf'€ech to the Pational

Industry counci I for m;o Developroent , Robert Burnett, the Chief

~ecutive Officer of the $400 million per annum I1eredith

Publishing Cor.1pany, stated, "Uhat's the averatJe mo's infcrnation

quotient on the subject of health care costs? Sor.1ewhere in the

area of 0 to 5 on a scale of 100." This is echoed in a somewhat

more opti.mistic tone by [avid A Uinston, Chairman of a Health and

Human services task force, when he stated, "On a scale of 1. to

100, l would rank corfOrate interest in healthy [Olicy issues 25,

but roving up rapidly" (Iglehart, 1982 in Corporat.o \;ellness

Sour'cebook ] •

'I'here are t\JOcriving forces behind this encouraging trajectory.

lbst evident is the economic irperative, as descr i bod rJ'j \lillis

Goldbeck (Iglehart, 1982), who was quct.ed as stating that:

"It is very imr:ortant to recognize thi1t yOll can purchase any

other prcduct ••• tough policy and value decisions need to

be made, and wher'e economic leverage nust be brought to bear

••• remember that you are using your stOCkholder's rroney,

and your profits to pay for health care that is not really

needed. 'Ihat's 't[hat it really cones down to, and in this

era of limited resources none of us can afford tl1at kind of

waste ."

Later in the same article, Robert Burnett reflected on his

involvement in launching an Hl-l) in Des Ibines for his company.

'!hat effort failed largely because of resistance of the medical

community, but it is clear that Burnett arKl other top executives

recognize the necessity of such reforms and intend to remain

involved in this transition. According to Eurnett, "the tragedy
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is that I can make more money for the corporation and its

stockholders in the next three or four or five years ••• by doing

something effective in the way of cost contraI than I can by

selling ••• every dollar of health care cost that I s saved goes

straight to the "bottom line" (Iglehart, 1982). If this holds

true, and there is sone indication that it will, then it is

increasingly likely that there will be an incentive for nore

organizations to take a serious role in health promotion for

tl1eir own economic interests.

For sane cO~lnities, the organizations and corporations that

employ large number's of nen and ~\Dnen in those areas could energe

as the rrost potent providers of health resources i.n the future.

Before procee<1inC], it is essential to cxarine the various \lays in

which the toll of overall disease has been related to SI~cific

effects on employees and eI:lployers. Fven beyond the appa l linq

statistics the~selves, the issue of greater significance is that

each instance is tm exanple of the inextricable interaction

between life-style, workpl.ace , environmental, and econonic

determinants of an ine]ividual's health and lonsevity.

Furthenrore, there is alreac.1y clear evidence that each of these

instances can 1::.e reduced signi ficantly by preventive and health

pronotion progranI:'Qs.

Equitable Life Assurance est.irsat.ed that the cost of one person

\...1. th chronic headaches Has $3 394,50 per year.. Consistent wi th

their business, the costs were presented in a ranner siI:lilar to

an insurance premium:

a) visits to employee health centre $ 473,14

b} rp' altTaY from work 56,61rrme

c) Herk interference due to syr.1ptors 2 206,95

Hork interference affecting superiors 72,80

\lork interference affecting co-~~rkers 51.2,88

\lork interference affectin<] suoordinates 42,12

(r zmuso, 1978 in Corporate \]ellness SC'Alrcebcok)
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~1ere is one often cited instance from a recent study by tl1e

National Institute on OCcupational safety and Health that

estimated the cost of "executive stress" alone at $10-$20 billion

in the United States. (Kristein et al. 1977) That fiaure
-'

included only such clearly measurable items as Hark days lost,

hospitalization, outpatient care, and QOrtality to executives and

Has calculated as folLcws e

ULTPA-

Cost of executive

VlOrk loss days

(salary)

COst of executive

hospi talization

Cost of executive

outpatient care

Cost of executive

rrortality

cotJSERVATIVE

EsrniATC, $

2,£'61,775,800

13l,050,~35

16,1'·70,977 , '~39

19,712,120,338

ESTItlA'?E , $

1,1.30.087.850

1/4, 158,"137

65,5/9,117

9,256,06/",119

lbvins fran a seneral statement of policy to sU9CJest specific

measures i1arvin I1 rristein, Chief Health r.concnist at the

American Health Foundation, and his col Ieaques wrot.e e "It can be

said unequivocally that a siS~ificant rec1uction in sec]entary

living and over nutrition, alcOholisM, hypertension, and

excessive cigarette srroking \~ld save more lives in the age

ranse 40 to 64 than the best current medical practices."

(Kristein et al., 1977 in Corporate Hellness Sourcebook).
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fbst recently Richard S Schweiker in the USA, secretary of the

L'epartment of Health and Buran Services, stated:

He are going to stress ..• preventive health care. Another

\'lord for preventive health care is "wellness." For exanple,

many companies are finding out that there is a big advantage

to keeping their eI:\'Jlcyees healthy .... lIe hope to

encourage such proqremmes by providing incentives to stay

wel l rather than get sick to find out rore about vrhat;

lJeople can do to live longer.

Dr C Ellis, 11edical Officer, in the nine E'.afety Division Vol 7 ::0
1 Febnlary 198C (::?4-25) pr'oposed the novel ic3ea of revlarding

workers for avoiding or reducing factors harflful to their health.

In his paper "Pewardins the 11e11 Horker" he clairaed that a "total

Hellness ~rc.<]!"~11 based on incentives to reduce [actors s:Jch as

snJkin0, alcohol consunpt i on and obesi ty HoulcJ in[;rove the ir.age

of the Dining Lndust.ry and save it ni l Lions of ram;s.

':11e concept is to r-eward the worker Hi th it ('Onus :Cor cach:actcr

he has rerroved or does not have. This \'Jould act ;:;.s an incentive

to improve health, and wculd thereby i nprove heal th, <1rxl wculd

thereby ir.lprove product i vi ty and e ificiency, reduce accidents and

lessen the denands on manaqenent; and medical facilities.

CUrative medicine conskces over 90 per cent of the C~vernnent and

irKlustrial health budget. ?he proposition here is that the

equation be turned around and that the wel l and prrxluct i ve are

re~olarded for bein<] so and that prevention receives rrore of the

budget.

The wel I worker subs idi sed ne<1ical aid schemes and medicaI

facili ties because he pa i.d his ccntrihutions t:ut did net. use the

scheme or facilities. There is no reward for hin in all this, in

fact it ,..o.11d appear that the Hell worker is pena l ized for his

gcAXl health and Lifestyle.



He said a patient could not be faulted for having arthritis or

appendicitis but there Here certain causative factors which he

called "cwner controlled risk factors" whi.ch could only be

changed by the worker himself. D::>ctors can advise but the

patient nrust supervise. The four which are identified are:

alcoholism, sroking, o"besity and physical inactivity.

All these factors were In the hands of the pati.ent and caused

loss of life, illness and accidents. It would 1~ logical,

therefore to reward workers who did not have these ri 81': factors.

Obesity, a disease of affluence and fast easy feeds, causes high

blood pressure, heart disease and many other prohl.cms , Fifty

percent of deaths in SCUV1 Africa are due to coronary heart

disease, higher than any other country in the wcr l d ,

IX Ellis said there were 353 000 alcoholics in South Afr Ica \/::0

cost F530 nillion in lost prcxJucticn each year and a further rG;:[~

ni Ll i.on in alcOhol related illnesses and nccidents ,

'Ibbaceo ki Lls one in four of its users and is the lars;est cause

of premature death in developed countries. 'J.1'nere are five Million

smokers in feuth Africa smoking some 63 million cis;arettes a day.

It is a major cause of heart, Iunq and vascular disease.

lIa'l1 can one prorrote an(~ sell health and reduce the r i sk factors

involved? ?hese habits and attitudes are ingrained in society and

their social acceptability is reinforced by the advert i s ino of

vested interests. Prevention of the diseases of modern society

requires a change in individual behaviour and att i tude. The

J:'Otivation for this is generated by a desire to be healthier,

nore attractive or to feel better.
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'The solution is therefore to instill this desire by prcrrcting

wellness as a concept in a structured prcxJYa~me centred arolmd

incentives.

A wellness programme can be promoted as a multi-pronged canfAlisn

usinS incentives and concomitant rationalisation of tile benefit

and me<1ical aid societies and reduction of the availability of

factors harmful to health.

(1) Incentive 1::onuses

'These can be varied including prizes or Points leading to

prizes, extra leave, rroney, and blazers, ties or carry hags

,..i th wel Iness embl.ems. The Lower' the Ivase earner (the tarc::et

group) the rrore the incentive wi. 11 work , A ronet.ary a~\'arc1 is

the ideal, universal incentive and can Ce set <is a

percentase of salary.

(2) Pationalisaticn of the benef i t and ~1ical aic"i socict icc

'Ihis can include no c Lairo bonuses for non-users , Ioadinq for

e:l-:cessive risk factors present or reduced prerniuns for

absence of these risk factors.

(3) Availability of and sale of alcohol uno cisarettcs

It is a universal law of nature tllat availability governs

use. Prohibi tion does not work to stop a habi t ccnpl.ct.c.ly

but .rroIrOtion and advertising increase its use. Concur-rent

strategies that can be used are decreased licensing hcurs ,

increased prices, reduced advertising, declaration of dry

areas and decreas~] nuriber of. oltlets.
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(4} Health education and pror-ot ion

! tuch of present day preventative r:tedicine and its

organisations can "be co-crdinatec1 through a wel Iness

prograr:-.r..e. Heart week, cancer prevention and ma.ny other

specialised preventative campei.qns can be routed t.hrouqh

' ....eJ.lness . "

L<J sell health one has to use the t.echni.ques of the market place

- exposure, advertisement and visual impact. These are to get the

custot:\ers into the health store and out of the 1:ottle store. As

Ln !:;lOst Nrkets once thev are in our store the battle is nearlv- ~

\;;J()l1. 'l'he oppos i t i.on, the alcchol, tobacco, food and disease

industries, have entrenched financial interests and are

£ormidable opponents.

Dr El.lis, therefore, proposed the idea of a "wellneas office"

~~hicl) should be easily accessible and have a IJright attractive

aypea.rance •

It c<)1l1C] be controlled by ccrmini ty services, social. services or

the Tnedical c1epartnent. '".:"'he st.aff should be p'lcasant. people \-Ii th

nurs iog or paramedical backgrounds.

:he theme Fay revolve around the ideal \o:eight because this is

easily reasurable, verif:i.able and understcx:x:l. Incentives for

teing of ideal weight, a ncn-sroker or for bei nq physically

active \·li11 drew clients into a \Jellness Stereo

Clients \vill come raontbly and data including client I s \'Jeisht and

blood pressure can be recorded. At this visit they can be

coorisel ted or re\oarded for the absent ri sk factors. Scr'eerrinq and

ref~rral to the medical department can take place if necessary.

He said thes'lstem should be simple and cost effective.
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The effectiveness of the incentive will be in proportion to the

size of the reward, It fol.Lows that if the reward is too high it

vii 11 be too expensive to run and if too 10Vi it won I t work ,

The initiation and documentation of this reward systen wi Ll.

provide adninistrative problems. Verification of non-sI:1Oking,

non-drinking and exercise wi l l be difficult to obtain but rvar Ious

nethods are a partial safe-guard against abuse of the system.

Dr Ellis concluded: "Incentive systems catered and tailored

appropriately for each industry so that the workers have a

tangible reward to attract then away fran harnflll habits can work

and be cost effective. It is a "new" reward for an invisible

product. It will be a fair balance providing enccuragenent for

the healthy in addition to the support; already given t(~ the sick.

It \·Ii 11 provide a reason for the iII worker and \'Ji 11 have a

pcwerful psychol.oqicaI effect for the Ions t.erra irr.prover::ent of

health in the industry."

7he consequences will be fewer accident.s , feller c1ays lost f rora

work , greater productivity and e tf i ciency and reduced demands on

sick funds, but the main and the I:1Ost important \'Ii 11 be the

improvement of that invaluable asset, the health of cur 1.'.Drkers.

'Ihere is a fundamental need to restore roth individual

involvement, as v/ell as t'he economic and health benefits for that

participation, to anyone person or group of people who

voluntarily undertake health prorotion efforts. Until such

positive incentives are created 'to at least offset the

innumerable negative incentives that are already present, any

health prorrotion efforts l"i 11 not have suf f i cient; inherent or

immediate re\'lard to sustain them over time and they wi Ll fail.
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Physician Lorenz K Y Ng of the Hational Institute on Drug Abuse

stated the situation concerning sickness incentives quite

succinctly:

"'}he health·care system provides econor.1ic incentives [or

sickness rather than health, in that people receive

financial rewards from most health care plans only when they

are ill. Physicians are paid only for treating illnesses,

and there is no incentive to focus on methcxJs for prorrot i nq

. health. These negative incentives extend into other reaLns

as wel L Such pract ices not onl y fail to reward those

who are healthy or who make an effort to stay healthy, but

. also implicitly penalize them. II

\lith the exception of the public school syst.em, there is no other

place where sickness incentives are IlOre prominent than in the

\'lOrkplace,sick days can translate into tine cff, cl.isebi.Li ty

clair.1S can be tantamount to a paid vacation, and sickness care is

seen as free or at least paid by a rerrot.e third party. 'To

compound these tendencies there are strong peer pressures tOlvarc3

alcohol abuse, macho media images pro:r.nte cigarette sr.d:ing and

high speed driving, as wel L as the basic incentive of time oft

from work. Fone of this implies deliberateI:l<'1.nipulation or

deception on the part of the vast major i ty of work i.nq people.

This is simply to point out that the incentives of the present

system are conducive to ~ertain behaviours and to sickness. At

present the scenario is one of infinitely escalating costs,

dir.1inishing returns, and negligible effects-on the health of tl1e

population, within a syst.em where supply and demand are

controlled by the same organizations.

By contrast, health promotion prcqramraes have found a positi ve

response to health incentives such as courses iri stress

management, discounts on goods and services, mer.hership in

recreational facilities and fitness clubs, econonic incentives in

the- form of salary increases, and even the creation of planned

"wel I days" in place of unused sick leave.
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Health incentives are a controversial realm with potential for

manipulation and abuse. Tnere is a fine line between an

appropriate incentive or encouragenent and an undue inducement or

coercion in matters related to employee health. On the basis of

his extensive work with over 200 conpanies for the Fortune 500,

Hillis CDlc1beck, President of the Hashington Business Group on

Health, has analyzed the need to be aHare of multiple incentives

and motivations in any health promotion prograr.ure by stating that

one should never approach a IX)tential corporate supporter with

"exaggerated claims of future savings," that savin<]s "are a very

legitimate reason for employees to be interested, but that reason

alone is not sufficient," and that "conrnm i ty groups need to work

VIi th enpl.cyers aLonq the whol.e spectrum of 1cgical, hea lth,

financial, environmental and ethical rrot i vat Ions for cleveloping

a wellness agenda in every comramity" (Co.l.dbeck , 198? in

Coroor'at.e \lellness scurcercok) . In vi ew of this backoround, it
~. J

is clear that any attempt to formulate a true health care systen,

that is, one designed to eJici t and sustain opt i nura health and

longevi ty for the popul.at i on as a \lhole, must; meet; certain hasic

criteria. In a merrorandum to C-.evernor Jerry Proon, Iawyer , Rick

J Carlson (1982), Chairren of the California Covernor's Council

on \1ellness and Physical Fitness, statecl three constraints UIU1

tl1e development of effective health pronation prosra~nes:

"First, the lack of disincentives to det.cr people from us i nq

unnecessary and inappropriate curative ~dical services and

as a result, contain star.'I:>edinC] med i.ca I care costs. second,

the lack of sufficiently pa.~rful incentives to enccurage

people to assume r.nre r'cspcnsibi l i ty for their health and

therefore utilize less ~dical care also resulting in cost

contairunent. And third, the availability of mney to

develop realistic health promotion options to aid them in

assuming that responsibility."

These prerequisites apply to roth individuals and organizations.

Despite these restrictions, the involvement to create the healthy



workplace as an adjunct to and extension of individual life-style

practices is becoming a reality in some innovative and prominent

government agencies, sd1001 districts, major corporations, small

business, several major universities, and numerous health

promotion facilities.

The question of why health prorotion programmes should take place

at a workp.lace , must be considered. There are many demonstrable

advantages that have been enumerated by physician ,Jonathan F

Fielding (l981), co-director of the centre for Health Enhancernent

(CHEER) at the UClA SChool of 11edicine: "( 1) access to people

and time7 (?) stability of the workinq population- (3) Lower

costs 7 (4) existence of manaqeraent and organizational

structure7 (5) ability to conduct several interventions

simultaneously7 (6) strong social support; networks- and (7)

willingness of the \vorking population to participate in

occupationally sponsored prcqranoes ;" Overall, this [Oint is

emPhasized in former C~vernor of C-alifornia Jerry Brown's mandate

to the Governor's Council on Hellness and Physical Fitness for

the state of california that, "lbre intensive, high cost

treatment will do little to prevent chronic, debilitating and

costly disease and that the health care setting and the workpl.ace

are the ideal places to initiate health prorrotion prograrnnes".

It wuuld be foolhardy for individuals or organizations to

overlock the pcwerEul implications of creating workplace

environments that enhance individuals responsibilities and

participation. Every major poll of all levels of worker's is

consistent with a 1979 Gallup poll conducted for the United

States Chamber' of COJ:'.merce that found that "the overwhelmi.nq

r:ajori ty believe that if they are roro invalved in making

decisions that effect their job, they woul.d work harder and do

better ..• nearly two thirds vlCUld be happy to have their

salaries linked to higher prcduct i vi ty", and thi s has recent1y

been extended to other benefits as wel l ,
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There are undeniable indications of a profound shift in

individual and cultural values regarding work. Values are not

abstract or intellectual constructs, they represent fundamental

manges in attitudes and behavioor that are mallenging every

aspect of work, the workplace, and life itself (Kenneth R

Pelletier 1979 in CorPOrate Wellness Soorcebook).

4.3 Disease Preventicn at the Warksite

Many employers in America have develcped prcqrammes to improve

the health of their employees. Sanetines the prcqrammes also

extend to dependants and even retirees. \'Jhile medical services

provided by employers are not new, many recent prcqremmes are

motivated by a broader definitirn of health and of employer

r espcns ibf.Lity, These health pranotion prcqrammes are quite

seParate and have a motivatirn different from the traditirnal

occupational health concerns and mandated environmental

IOClI1itoring and examinatirn requirenents based rn exposures.

Today most of the ser icus health problems are those that develcp

slewly over tine. As mature conditirns, they ccnt.r i.but.e

significantly to disability and to diminution in quality of

life. In many cases by the time these diseases make themselves

knewn, their ecorse cannot be altered. For example lung cancer

has a five year survival rate of about; 5%, and this has not

improved appreciably over the last 20 years. A strcke occurs

suddenly, often withoot clear warnings that coold lead to

treatment that woold forestall it. A st.rcke frequently

canpranises quality of life and in many cases permanently

precludes normal functioning. Heart disease often first shews

itself as a heart attack, and many first heart attacks are

fatal. One fcurth of all fatalities fran heart attacks occur

withoot prior evidence of heart problems. Victims of heart

disease are frequently forced to reduce both work and leisure

time activities. \'Jtlile these and other major health problems may

appear with devastating suddenness, they share a lcng prcqressive
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Phase that is withoot symptoms. '!hey are all chrcrric diseases

even though they appear as if fran the blue.

Errployers see a pattern of health problems that is similar to the

naticnal statistics for the adult IXPulatim. For example, a

large ccnsumer gocrls manufacturer's experience with errployee

deaths over a period of several years is shewn in Table 4.1­

Almost four-fifths of the total mortality is accamted for by the

nine top rank order causes of death. '!he pattern is remarkably

similar to that for the US populaticn as a Whole.

Table 4.1: DistribJticn of causes of death in a manufacturing

carpany

musES OF IE\.'IH, 1981 PERcmmGE OF 'IUl2\L

Diseases of the heart am
blood vessels 1 447 49

Cmcer 390 13

Strcke 120 4

Pneumc:nia am influenza 103 3

Diseases of digestive
tract (incl. sane cancer) 89 3

Mota vehicle accidents
(ncnoccupaticnal ) 64 2

Other accidents 38 1

SUicide 45 1

Hanicide I' 24 1
I

SUbtotal I 2320 79
I

All other cases I 632 21
I

Total I 2 952 100

Includes retirees.

Scurce: (Jcnathan E Fielding 1984 in \-le11ness Soorcebc:x:k)
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C€ath is a frequent occurrence in employees, short and long-term

illness related absences. Table 4.2 ShOVIS for one large

company, the top causes of illness-related absences of at least

ten days.

Table 4.2: Leading causes of illness related to absenteeism:

rank order by cause (total pcp.I1aticn)

RANK CAUSE

1 ISchemic heart disease

2 Disorders of bones and joints

3 Delivery, complications of pregnancy

4 Accidents

5 Disorders of the nervous system

6 Hental disorders

7 Other JIUsculoskeletal disorders

8 Pnetmonias

9 Alxlominal hernias

10 Diseases of the uterus, fenale organs

Source: Unpublished company data.

Ranked by days lost f ron IO....day absences.

4.3.1 Health Risks

From the standpoint of the employer, a salient feature of rms t of

these ~jor diseases is that they are preventable or postponable

to a significant degree. Characteristics that increase our risk

for each serious health problem are called health risks or health
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indicators. Health risks associated with some najor disease

groups are summarized in Table 4.3.

4.3.2 Cost of Preventable Diseases

Hundreds of billions of dollars are spent annually in the C~:::A en

diseases and conditions that are largely preventable. Cost of

illness include the "indirect" costs of lost prcxluctivity, i.e.

absenteeism, turnover, reduced on-the-job perforrsance , as well as

the direct cost of medical t.reatrsent . Employers bear a najor

rortion of illness costs. They also absorb the productivity

losses including those resulting from pren:ature retirement and

death. According to estimates by the President's Council cn

Physical Fitness, premature deaths alone cost ADerican industry

more than $25 billion and 13? million workdays of lest production

each year (English, C1 rI 1982 Business fall s in step wi th f i tness

in Hellness S-ourcebook).
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Table 4.3: Prominent controlled risk factors

CAUSE OF DFA'IH (1977)

Heart disease

cancer

stroke

Accidents, other than
IlDtor vehicle

Influenza/pneunonia

tt::>tor vehicle
accidents

Diabetes

Cirrhosis of Liver

SUicide

Ibmicide

RISK INDICATORS

Snoking, high blood pressure,
elevated serum Cholesterol, diabetes,
obesity, lack of exercise, Type A
behaviour.

Snvking, alcchol, solar radiation,
icnizing radiation, worksite hazards,
envi.rcomente.L pollution, Iredications,
infectious agents, diet.

High blood pressure, elevated
cholesterol, SJrOking, stress.

Alcchol, SIIOking (fires), product
design, hone hazards, hand gun
availabili ty.

vaccination status, sJ:Dking, alcd1ol.

Alcchol, nonuse of seat belts, speed,
autceobi Ie design, roadway design.

Obesity (for adult/Q1Set), diet.

Alcchol.

Hand gun availabiIity, a.Lccho.l or
drug misuse, stress.

Ham gun availability, alcd1ol,
stress

(English 1982 in Corporate \lellness Sourcel::cok)

Fstima.tes of the direct and indirect costs of six of the leading

causes of death and disability are presented in 7able fl.",. '1hese

figures are very conservative in that they are many years old and

only represent sore of the costs of preventable probj.ems ,

Nonetheless, they serve to illustrate the regni tude of the

dollars spent on preventable heal th r i sks and Lrapai rraent , and the

substantieI pcr t i.on of total costs rode up by lost prcduct.i.vi ty -
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on the order of tHO to three tines the direct medical costs.

(Berry, Harturian,Luce, 1975 in iJellness f'1Ourcelxx:>k).

Thus, there are strong- financial, not to mention humanitarian,

rotivations for eoployersto prevent, or at least SIOH, the

occurrence of these chronic afflictions anonS their employees.

flany workplaces have specific health ris~s associated with

producing- certain proc}ucts and providing their services. All

employers and employees, hcwever, regardless of the nature of

their work, have problens associated with a nuMber of prevalent

health prohleI:lS that are amenable to health proration / disease

prevention efforts. ~1e nature of two risk factors, the degree

to whi ch they are controllable, and experience wi th employer or

employee sponsored efforts to reduce this risk and related

diseases are sururarized below, viz. Hypertension and Exercise.

Table 4.4: Estimated costs of health riSks/illness, 1975a

BIILIClJS OF IX>LIARS
DISFASFS/llUURY/HrnL'IH RISK DIRECT INDIREX:I' 'lUI'AL

Alcd101 abuse 12.75 30.00b 42.75

SnDking 8.22 19.14c 27.36

cancer 6.41 16.74 23.15

Coronary heart disease 2.49 11.23 13.72

l-btor vehicle injuries 4.77 9.66 14.43

Strokes 16.04 41.71 57.75

'Ibtals 50.68 128.48 179.16

(Berry, Harturian, Luce 1975 in Corpor'at.e \lellness sourcebcok)

a) Costs of smoking calcul.at.ed for 1976.

b) Indirect costs for alcohol abuse include costs of rotor
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vehicle accidents, violent crimes, social resr..onses, and fire

losses in add.i tion to lost product i.on ,

c) Indirect costs for smokins include fire losses as well as

lost procluction.

Br ief Reviehl of 11ajor Health Ris~s

Hypertension/High Blcxx3. Pressure

Elevated bl.ood prensure is aesoci.at.ed \Ii t.h hisher rates of deaths

and illness, primar i Iy f rom stroke, heart disease, and excess

pressure in, or narrowi nq of., flajor arteries in the body.

On the average, individuals Hi th hiSh blood pressure (usua l.Ly

de f i ned as CJTeater than 1";0/lS0 IlI1 FCj) :]evc.lcp apr-rcxiflately

three tines as mich coronary heart r1'seosc, six t i nes as Dud:

congestive heart failure, and seven tines as many st rokes as

individuals Hi cr. controlled or norraI bleed pressure , r;hcse in

when high bl.ood pressure is (letecte<.l can have it ef fect i ve11'

controlled and, dependinq on their level cf e Levat i.on, ase, sex

and race, can reduce their r i sks of acqui r i rrj the r~"1jor

l1ypertension-related disease by at least /O~ to 50~.

Hypertension is a COrrJTDn ccndi tien in ros t; works i to populat ions ,

Usually, high blood pressure (including ~oth controlled and

uncontrolled) occurs in 15-25~ of enpl.oyces , However, employers

with a high proport.i.on of older role \lorl-:ers, eepeci.al ly if a

sisnificant fraction is black, can have rmch hisher rates. For

example, rates of hypertension in Hhi te rm l.e worker's alJes 55-G~

are, on the average, about .c·2%, conparec wi th 59'?: for. the sane

ase black naLe workers ,

A fani Iy hiscory of hypertensicn increases an Lndividuaj t s r i sk ,

11a1ever, a nunber of otl1er factcrs relate1 to blceD rressure are

under Lndi vidual control. Or..e[;ity is a prirre contributor to
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hypertension. High salt intake in at least a minority of

individuals can increase blood pressure. Americans usually

consume 10 to 20 times their daily requirements of salt, rsaki nq

it difficult to cut down to only what is necessary, flowever,

salt is an acquired taste and reduced salt intake over a several

week period will reset the palate to prefer reduced salt and ~ake

foods previously considered only slightly salty, very salty

tasting. Stress raises blood pressure acutely and in some

individuals probably contributes to a sustained blood pressure

elevation, wi th relaxation techniques helpful in controll ing

blood pressure in some patient populations. Sane experts feel

that exercise can reduce blax1 pressure. H~Jever, the degree to

which reC]ular exercise, in add i t i on to many benef i t s, can lear: to

sustained reduced high blood pressure is not known, Cigarette

smoking causes an increase in b.Iood pressure. \1hethcr smokinq

leads to pernanent e.levations in blocd pressure is not

established (Fielding 19811 in \lellness Sourcelxok).

In general, works i t;e based hypertension detection and control

programmes have results that are superior to what; is achieved in

clinical practice, althcu0h the range of control rates in lne1

settings suggests that the level achieved is dependent cn the

errthus.iasn and level of fo.l Iow-up effort of those runni no the

prcqrammee ,

A voluntary onsite screening, referral, and fol Iow-up proqramr-e

conducted by !1assachusettes !lutual L1 Eo ;Insurance Company led to

an increase in the percentage under central fron 36 to nn after

one year of operation. Al.thouqh definitions of hypertension and

of control may vary in different programnes, in general ~O to SO%

control can be expected fran diligent, wel L orqarrized ann \-,e11

run prograr:unes. Costs of proqramrres also var.f greatly. ':'he cost

of outside rned.icaL care per year for hypertension treatnent and

fol.Iow-up under company-esponsored health insurance seems to

average between $175 and $250 per hypertensive. HQI.·lever, if only

onsite costs are considered, the ccst is ~lcll less.
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A carefully done derronstration project conducted at "Ford IJatar

Company showed that the first year cost of blood pressure

screening, referral, follow-up and ronitoring was $11'...59 (l98?

prices) per employee and $3 - $4 per hypertensive enployee. In

the sane study, the annual cost per pat i errt receiving onsite

treatnent for hypertension was $96.]t) (Fi.elding, \7e11ness

Source}:x::x)k) •

In 1975, health care costs arising f ron hyper t.ension were

eat.i.mat.ed to exceed $3.5 billion. Unlike smokini]' and a l.cohol.i sm

prooranrres , whose effect on medi ca.L expenses is nore inne<3iate,

hypertension prograrunes are effective In reducing Lonq-Eer'n

medical expensee . Ar:'onS participants in a work site hypertension

treatment programne oE£ered to the United Store\"lorkers Cnion, for

example, nl!ci had at least a 10~ deo.l.ine in h10c)(..1 pressure in the

first year of the proqz-arme . Eospi tal use (lid not decline

significantly, hcoever , dur i nq the first bolO years of f.('110~·'-tJp.

But hospital use had declined sisni~icantly 8+ years after

initiation of the prograr.re, and this result was acconpani.ed by a

similar decline in deaths fran coronary heart d i sease ,

Hyr-ertensive employers have more absences Eron work, In the

study of uni.on employees, hypertensive workers had 11'~ more (Jays

of disability than other employees in the year before the

programme started (Table 11.5). In a Ilassachusettes flutual study,

absent.eei sm was 18% higher in the year preceding programme

implementation. Lxcess absent.eeism \las not observed anong

workers who were unaware of their hypertension.



CAUSE

cardiovascular
diseases

Table 4.5: Annual days of disability per 1 000 office l«>rkers,

ages 17-64, by cause, at the Hetropolitan Life

Insurance CcIIIpany 1977-1979

1NTh."'UAL Di\YS OF DISABILITYI
IPER 1 000 OFFICE I RISK FAC'IORS

_______7-IPERSa·JNEL I
I HALE FEl1ALE I
I I
I 934(1)* 519(8) I SnDking, hypertensicn,
I I hypercho1esterolaemia,

lack of exercise,
diabetes De11itus,
obesity, stress

Accidental injuries 882(2)

1Dsculoske1etal 650(3)
disease

Digestive disease 598(4)

l~lasms 319(5)

Respiratory diseasesl 293(6)
I
I
I

Nervn1s system and I 289(7)
sense organ diseases I

910(2)

781(3)

642(5)

576(6)

524(7)

274{lO)

Stress, alcchol, drug
use

(besity, stress

Smoking, alcdhol, diet,
obesity, stress

Sr:1Jking, alcchol, diet,
enviramental carcino­
gens, obesity

~ing

Hypertension, SJOClking,
hypercho1esterolaemia,

stress, diabetes
mellitus
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'ANNUAL Dl\YS OF DISABILITY' I
CAUSE ,PER 1 000 OFFICE , RISK FACIDRS I

IPERSamEL , I
I l!ALE , FFI1M.E I I, , I I

Hental disorders I 278(8) I 409(9) I Stress, alcohol, drug I.
I I I use I
I I I I
I I , ,, I , ,

Genito-urinary I 165(9) , 725(4) ,Hypertension, diabetes

diseases mellitus

Skin diseases

Infectious diseases

Orildbirth arxl
related ccnditions

Other

A-causes

73(10)

56(11)

168

4 705

67(12)

124(11)

2 065(1)

386

8 003

Cbesity

Alcd101, stress

* !iUr'bers in parentheses = rank.

f"':>O'Jrce : I1etr0rx>litan I,ife Insurance CCn['-any, "Frequency and Duration

of Disability aronS netror::olitan F'q"loyees in 1977 - 1979,"

Statistical Bulletin of the lletropolitan Life Insurance CODFany,

January - Itarch 1981, i!.
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4.4 Lifestyle, Health Status and IDngevity

'Ihere is a grO\'/ing body of evidence which derrmstrates that

personal lifestyles affect roth lcngevi ty and cause of deat.h ,

\1hile a single study is seldon sufficient to derronstrate the

relationship between lifestyle and either Lcnqevi ty or cause of

death, we are presently in a rather envious .t.JOsi t i on there are

many well-conducted studies \~1ich deDOnstrate these

relationships.

4.4.1 The Alameda County Study

This study followed 6,9?-8 persons for a per i od of nine years. A

se l f-crepcr t questionnaire was adnini st.ered in 1965 am'! a<:;ain j n

1974. f..eath certificates were checked at 5, S+ and J /+ years.

An'onq the rrore s icni ficant f i ndi nets Erom the stucJv are:
.,; J -" ~

*

*

*

Seven health practices were found to be related to I'hysical

health status and nortality - never sFC~~ins c10arettes,

regular physical activity, rroderat;e or no use of a Icohol ,

7-8 hours of sleep regularly, n,intaining rroper \~isht,

eating breakfast, and not eat i nq between ncal s , Fur thcr

statistical analyses revealed that tHO 07 these [)ractices

did not independently contribute to health St2tUS una

rortality (eating breakfast and eat i no }~t\leen ncu].s).

nen \·:ho fo.l Lowed six or. seven of the practices were as

healthy as nen "no were 30 years younger but :rollC\·.'eej only

one or t~D of the practices.

A 45 year-olc1 ran \·:ho follO\'led six or seven of the practices

could expect to Jive 11 years Loncar than the L; 5 year 0].(1

ran who fo.l Lceed only one or two of the prnct i ccs , For

\K)Den the difference in Lonqevi ty HuS seven years.
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lIen wi t.h three or fewer of the heal th [>ra~tices had a

standard morality ratio of 1.93 co~reo to a ratio of .71

for men with six or seven of rhe practices. \loren with

three or fewer of the practices ~1arJ a standard rrora l i ty

ratio of 1.60 compared to a ratio of .CO for wonen with six

or seven of the practices.

'The FraI1in<]han Study

Tnis pr'ospect i.ve study started in EYP, jt ~'C'lG c1csismcc.l to

examine associations of various srenetic, l")sychol<X]icaJ., and

behavioural factors 'IIi th the incidence of r..rccan1iaJ infarctions

and sudden cardiac death. T'ne Frani.nohan st11Cy is cne of the

mst i mpor t.arrt atudies af fect inq health Ftcnotion and disease

prevention as it was the first to c'er.cnstrate correlations

between cardiovascular disease and behavictlr-related fact.ors such

as cigarette smO}~ing, obesity, am: hypcr tons ir-n. l\rxinC] the nore

important findings of the Frami nqhara stu<:y are:

*

*

*

*

*

Cigarette srrokinq is the atronqest, ()hservcd r i s}~ factor for

sudden cardiac death.

Hypertensives have twice the risk of developins coronary

heart disease as do normotensive pe~ccns_

Height gain is associated \lith an c]~vatiC)n in blood

pressure.

'Ihe rate of coronary heart disease fDr nen with sedentary

lifestyles is about three t irnes hig}l~r. than that for aetive

nen,

Cbesi ty is a signi ficant j ncJependent preclietor of coronary

heart disease.
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The Framingham study continues to provicle much of the scientific

justification for health promotion and disease prevention

programmes. Since the risk factors identified in tllis study are

primarily within the control of individuals (e.g. cisarette

smoking, obesi ty, physical inactivi ty) there are Dl1DerOUS

opportunities to help persons ~educe their risk of: premature

death.

4.4-.3 Iack of Exercise

Estimates on the number of American adults gettinS' "reryJlar

exercise" vary wi.deIy , Bow2ver, sere of the best; i nforrnat.ion on

the 'frequency of exercise CODeS f ron a J920 telephone survey of

more than 1000 ranc1om1y selected adul.ts in i'ussachuset'::s.

Int.ervi.ewers found that 56~ clairr..·~d to excrc i ee at ]east twice

weekly and over cne-ouartor' claine(3 r:aiJy cxcrcl se.

'::.11e exercise lasted for a roedien t ir-e cf ,(1.7 n;.nub?[;, an(~ the !X'isl

COIJI:1On exercises Rest recently ensasc<] in \'Jen~ v!c:::.ll~in'J (J I' , 0':',),

joggins (12,3~) and calisthenics (8, n) (Fielc1ins 1921 in

lIellness f'.()urcel:x::ok).

Lack of exercise has been iMplicated in a numocr of l1e21t.h

problens , Pone loss (osteoporos i s}, \-/hich leads to incre"lsec1

risk of fractures and is particUlarly connan in older \IOmen, IS

increased 1)'./ lack of exercise. Insufficient exercise to

strengthen abdominal rnusc.Les increases the risk of 10\1 h3CK

problens. lack of exercise to help naintain flexibility and

balance is thought to increase the ris~ cf serious falls in clder

adults.

Regular participaticn in exercise prosrraI:,:r:1eS, i nc l.nd.inq those

sponsored by enployers, can lead to si<]!lificant reductions in

\'leight, imprOVed measures of fitness (eg. faster pulse recovery

rates after exercising and hetter perforrance on stnnc:i1nHzec1

fitness tests), decreases in syst.ol ic and di.ast.ol i c blocd
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pressures, and also reduced skin fold thickness, a <jcoc1 measure

of percentage of body fat. Changes in these indices trward

reduced risk are (to the consternation of nany part time, limited

exercisers) directly proportional to the frequency and intensity

of exercise.

Evidence of the benefits of visorous sustained exercise has

recently been expanded to include reducinq risk for heart

disease. GroHing evidence supports the theory that nore

physically active individuals have a laver age specific rate of

heart attacks and associated deaths than their sedentary

confreres, even when all other health r i sks (blOCX] pressure,

smoking status, etc.) are held constant. For examplc, a study of

Harvard al.umrri found that these expending fe\'ler than 7. 000

calories at work and play each HCe}: hac a ()LJ.% higher risk of

heart attack than the more active. Another study found that the

risk of dying of a heart attack \7ith no prior I ndicat i on of hcar t

disease was 55 to 65% Lcwer in persons \Iho ens-asee; in at; least

sane hish-intensity leisure t i ne activities eJurinr:.: the Frior

year. Tnis protective effcct nay be DeuiateeJ by an exerc i sc

induced increase in an helpful kind of bl.ood c1101es teroJ, ca11eel

HDL (high density Li.poprot.ei n), whi ch appears to assist in

rer.oving fatty depos i t.s fran artery wal l.s .

Acocnpanying a regular exerci se proqrarme, \·:hether enpl.oyer

sponsored or not, are inprovenents in energy level, atti tu(~e

to.\'ard job and empl.oyer , overall r.orale, and self-perccive<-~ \·.~.)rk

perfornance , cegree of part.i c ipat ion is directly related to the

level of benefit obtained. For exanple, nen fran a variety of

occupations randomly assigned to an empl.oyer sponsored exercise

prcgranme rerorted improvenents in \Iork perforrrance 60% of the

tire conpared to only 3% for the nonparticipant group. Another

benefit of the exercise, which any resular exerciser 'viII

volunteer, is a reduction in stress and in feelin0s of

depression, roth common concern problens arronq employees.
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From the employer viehroint, additio11al dividends of exercise

programmes are reductions in absenteeism. For exanpl.e , an

unpubl i shed study Erom the t1etrq:Dlitan Life Insurance Conpany

found that annual absenteeisn rates in 100 rBrticir~nts in a

voluntary exercise projr'arare decreased fr'on G. '3 to !.9 (Jays whi l.e

the oontrol group of 100 nonexercisers shcoed a net increase frC'r.~

5.6 to 7.0 days.

In a 'i'oronto insurance oompany, high adheres to an exercise

prograrune at the conpany ex-perienced a .in decline in average

I:'onthly absenteeism compared to a 20~ decl i ne in bot.h the test

oonpeny overall and a control insurance company in the saroe

city. Sor,1e studies sug<Jest that Lower levels of par t icipat i on

can reduce absenteeism, but the rosul ts are not conclusive.

Cost of of'C!rating an enr'loyer Sr-c'Dscrec3 r-;rc:x:;rallTle var./

ocnsiderahly and rules of thunb are d i f-::iclJlt tc fi.n(l. 7\n

outsicle jcggi n0' tracK plus sone s:1olvers an(1 Jockers is an

Lnvestiment of a Icwor order of Dcl'.,;ni tuc1e than an indoor oxerci so

facility, a swinrninq poo.l , cr at: Indoor track. 0rerati.ns costs

also differ srreatly, with the najor cost bein,:; st.affi nq. ,n.
full-staffed operat.icn vri th a facility open JO-JI: hours (1 (~ay can

i.ncur costs of tet\!een $500 to ~l nro per par t ici:-:ant ::er year.

r juch less intensive staffins is also poss i ble , \:ith ccmnensurat.e

reductions in cost and usually dec l.i nes in r~rtici~ati(~n. 'ib

date there is no gcxxl infcrnation on the cost-ef~ectivenessor

cost-benefit ratio of these pro::rarnes, !=-hCllr:;1~ r-eny corporat i ons

feel they provide a visible. benef i t that nakes a ra jor

contribution to product i vity and frequentIy a i c1s in recru i.tnent

(fielding 19811· in \lellness f.ourcelxok).

Fisk Assessment

Pisk assessment Hould be follc)\·!ed hy a risk r~llJction prcY]rar.ne

conprisinC] one or rore of the £0110.r1ns conponent.s dependi no on

the individual and orrjarri zat.i onal level of cor.r.;itnent:
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L) Accident and seIf-protective t'easures concerned \1i. th jcb

safety and visible, environnent.al. hazards of the work place

wi th an emphasi s on occupational nedicine.

2) iiedical self-eare prcqramrres inc1ucling CPI'. training, basic

first aid, bleccl pressure mon i tcr i nq, and other aspects or

lay medical care.

3) Smoking cessation procramrres , \'lhich are potorrt i a l Iy ve'D.f

effective. because well-motivated participants can achieve

initial abstinence rates of up to 7()-100Z: and Ions tern ('ui t

rates of up to 50%.

L!-) Alcohol and subs tance abuse prOCJrar.Il'ef;, \Jhich are uron<Jst

the most; lcng-standinc.; and e ~fective proc:;rat1J1CS VIi th sncces s

rates of 65-80% r'epor t.ed for lODS t ..~rn reduct ion in

excessive drinking.

5) flyT!l2rtension control, \'Ihich \lc111c1 include early screenire-,

detection, and follo\1-up s inco the rm jor i ty of peC'ple vi th

high bleed pressure (~O not oxhibi t syr1p t c f1.G .

6) \;eight r'educt i on , an area in \/hich ·business can assi st

enployees by l;roviding r:eetins tirces and p1.accs as viell as

provision or lC'\'i-calorie, Lovr-fat; :Et:Xds anr} education

naterials in the cafeteria.

7) fxercise and [hysical 'fitness ~:rcsramr.es, \!hich arc the rost

currently pervasive health prol'f.)tion prcx::;rat'1r.'1es, are usually

Lirni t.ed to certain cnployee levels and are arcng the rost,

expensive to ir.plenent.

8) Stress manaqerrent; proqrertoes \'ihich are inundated by "no»

to," prepackaged prcxJraIi'J.les of lini ted effectiveness but

certainly better than nothinc.:; at all. Currently, the area

of stress ranacement is the rest freqUent and nror-.incnt area
~ .,. ""
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of concern and has generatee the ~reatest 2s.DUnt of

activity.

9} t!utri tion and healthy cJietry practices, wh.i.ch are relatively

uncornmon hut gra.vin'] rapidly Hi thout a par t i.cu Iar ::ocus on

weight control but an overall, healthy diet that soes beyond

tl1is lklsic consideration.

10) Cenere.I health educat i on approaches, whi.ch have focused on

Lnforrnat i.on dissenination wi th no prcx;raIi'..'":1es or Incent i ves

to actually encouraoc il:iplel'lentation. (Pelletier lS!79 in

\ te l lnesn sourcebcok )

In virtually every one of these l'rOJraI:1.T"'lCs [€r~.,()r.a 1-

rospons i bi l i ty can be assurod for a hca l thi er li.fent.yIo , CDc of

the di f fer'ences ;:cetVlccn personal i1n(1 orsanj ~:ati ona l ;;c<'11 th

pror-ot ion is that the workpl.ace i1lS0 needs to c;1unse in order to

continue and serve as an incl1cenent for these Jlractices, tn

seneralize t.hrouohout; a person's 1ife.

Finally, heal th prcrot.ion rrc:x:::rar~fj l)Cr SC, a(l,}rcss t1,c

renaini.nq 05 - 90% of a l l enr'loyccs ~'."(jC have no oarIy indicC'ttirnr:

of disease and are reln.tively healthy. Eealth !)roncticn

activities consist or those i ndivi.dua I f'Elct;ces, crS2..nizationCll

prcqranmes , and workplace envi ronmcnt.s and ro1 i c i cs that 01 ici t

and sustain health in the popul.ati.cn as a \lno1 e. '01ere is no

TIl'Jstery concerning the corrpcnent.s of such prCt]raJ"lr.iCs, \·.hich

usually consist of a variety of nixes fran the previous ] ist 0&

Li mited proqremrres , JI~thCJll~h the actual conpcnents are vi r tua.l Iy

identical, the urricue characteristic of a holistic proqr'arme is

that it is not isolated and corapartraent.al.i aed whi Ie business

continues as usual. Cne ezanpl.e of a l.i.rri ted progranne wouId be

for an organization to have a stress nanaqement; seninar rather

than seeking the roots of the apforent stress -in poor

cor..r:nmications, disruptive noise Jevcl s , or lack of health

incentives.



\1hen all factors are considered, the one essential element

remains - the individual worker , In J 981, Cusiness :Jeek

published a cover story special r epor t entitled "The iTew

Industrial Relations," which reached SOI7le ast.cundino but

widespread conclusions such as, "the evidence is grOll/ins that

rank-and-file workers for the most part want to be tore deeply

involved in their work" vri th the caution that they "have an

unerring abi 1i ty to spot; exploit i ve achenes ;" In the sare

article was the observation that, "If a work improvenent a i ns

only at improving prcxJuctivity, it qui.ckIy loses wcrkor suppor t .

But a prcx.?TaFme that has only a vague pl.an of r:akins worker's feel

better about themselves is likely to collapse for luck of

business perspective." \/hat is a possible so] ution? 1',

deceptively s i.npl,e solution that echoes an underIyino there

t.hrouqhout, this chapter was voiced by : .i.chael D'::nc'uck of Di']i t<'1l

rquipnent, who noted, "IrTTovecJ job ;,atisfacticn and Lrnproved

productivi ty So hand in hand, and bot.h are iT'1rortant to worker's

as they are to raanaqers ;" 7his t -,as i.c i.ns i oht; appl.i es directly to

the effective c}esisn and succcsufu.l in~::,ler::cntaticnof Iree l th

prcrotion prograr:r:es.

~'he relative inr".Ortance of lifestyle tc prevention prc!S'ra",,:,!ocs "!('IS

first descri.bed in a r epor t i scced by the Canar3inn scvernr.ent.

The report; ic1entifie<·l four fact.or's as contr i l-ut i nq to r-oro l ~t:'

hL;".ail biolc.:;"'Y, the envircnr:ent, the health care sj'sten (pr irvrr i Iy

access to care) and personal lifestyle. "'1-:0 repor t concl uded

that lifestyle was the factor contributing r:10st to rxrra l i t.y , ?he

Centres for Disease COntrol .real.i.z inq that the contr i but icn of

lifestyle to ~rtality ,vas not consistent across all causes of

death atteDpted to forrml.ate estinates of the contribution of

lifestyle to the leading causes of death. 'i'able '~.G includes

estitk'1tes for four of the leading causes of death. It is

inportant to note that while e}~rts may disagree on the accuracy

of the percentage contributed by each factor there is virtually

no serious disagreenent on the relative contribution of each

factor.



Table 4.6: Factors Contrib.Iting to cause of Leath

I I I I
I I I HEAL'IH CARE I I
CAUSE OF DFA'IH LIFESTYLEI mvIIn~1rnT1 DELIVERY I HEREDITYI

I I I I
Heart disease 54% I 9% I 12% I 25% I

I I I I
cancer 37% I 24% I 10% I 29% I

I I I I
f,btor vehicle 69% I 18% I 12% I 1% I

I I I I
Cirrhosis 70% ( 9% I 3% I 18% I

I I I I
I I I I

(Fielding 1984 in Corporat.e \iellness sourcebcok)

'1.5 Growth of Health PrOlIDtion/Disease Prevention Progra.IT!rleS

"Ue1lness Epidemic sweeps Companies" hcad.l inecl a recent

issue of Pus iriees Insurance. ';:11at l-r.cdci"ln Pusi.ness i s

bulli s11 en wel Incss is i ncrcas i n(]1y clear.

A 1979 survey of corporate heaLth rrcrction and r i 21:

reduction activi ties :J'.l the Uashinston Pusi.ncas Group en

Health sent to its 160 r.er.r..cr conpanies , a l.nost. \'li thout

exception armnq the Fortune SOC', yiclaecj 59 res;,onses

(36,9%) • Companies wi fhcut rrcsra.~s targetec! at spec i fie

risks ranged from ~l~ cfferins stress k8nagerent to r5~

providing CPF classes.

A 1979 c.!Uestionnaire about, corporat.e fitness and ocher

health prorrot i on prcqrertoes I'las sent l..-y Fi tness Syster1s to

na jor US companies listed in For tune raaqaz.i ne e the 300 tcp

industrials and top 50 of each of the Li fe Insurance,

Cormerc i a I Pan]~in<], Utilities, retailins, Diverai f i ed

Financials, and '!:'ransportation business sectors. Of the

of corapanies from whom a return v:<ls octai ned, about one-hal f

had diet/nutri tion CGlll1SC ]line:; or s;n.c,ldns cesnat i cn

prcgrar:1I'1l2s, slightly narc had one-third stress r:anaSeT71ent

proqrarmec, t\-.'C-thin~s had a l cohol Zdruc projrarencs and
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one-quarter had physical fitness procramraes , The extent of

employee fitness prograI:lIJes in canada was surveyed in early

1981 by the canadian Public Health Associ.ation, \"/1 th the

financial support and consultation of Fitness ann P~ateur

Sport C~vernment of Canada.

l\.mong the ?G% of 800 companies respondinq, fitness

prCX]rammes were repcrted in 25,L'-Zi -(rr = 5::'), pr i mar i Iy in

cOr:J.::X1nies Hith more than 500 er.JPloyees.

A 19m survey of -17.1', California enpl.oyers chosen at random

fron all those wi th pore than 100 enpl.oyees at nne or nore

sites in California found that 33~ (7S,3~) offere6 one or

rrore health prorot i on activities. ,='he r.cst f reouerrt

activi ties were accident prevention, canlioviiscularrJ1}r.r.narj'

resusci tat ion, and choke saver. Alcohol or drug al~'l1sc

prcqramnes and rent.a I heillth/cnl1nse~] ing were in rile-Jee in

about one-quarter of orsanizations offedns <my pr0;raf1J1e.

Hypertension screeninrj, sr.ok inq cessation, ::i trices and

stress i-:Janager.:ent were rode ava i Iable by .!r.-17~ of these

empl.oyers , Cverall the /0:'1' orsani:":<ltions surveyed 0fferc<~ a

total of 93B health prorotion activities and those VIi th SCr:Ie

9rogranne averaged ?G activities.

The largest employer-s ah-Dst i nvar i.ab.ly had some prrf:}ranme

activity, and averaqi rrj ~.9 activities. Put; one of the most;

striking results of the survey was that many sraa I l enployers

had sOr.le progra.I:1r1e activity.. of those \-lith 100-21'9

employees, 66% had .at. least SODe prograrncs t·/ith primarily

one activity (31,2%) or t~c (/5,0%) activities. l~st

interesting was the rate of acceleration cf new pr'oqrarmes

that the survey brought to light. Ini tiation of new

activities grev/fron 11.3 per year dur i nq 1967-1971. to 111,5

per year for the 1978-1981 per i.od (Fielc1ins 198.1 in \Jellness

Scuree1x:ok) •
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Proqrerames vary from a fell lectures en nutri tien or hew to

exercise to extensive mrl.t i.corrpcnent :rn-"ST<.1Ul\1eS wi th

considerable staffing and the construction of large physical

plants to acconnodate exercise prosr~~s ano other health

promoting activities. Prex;rammes established in the last

five to ten years differ fron their predecessors in that

they tend to re I:Dre cODprehensive, usually involve a nur.ber

of target health prcblens , tend to involve ful L-ti oe staff,

and are more often continuous rather than per i.cdic ,

<1. G Evaluaticn

Does the prcqrarare work? \1hat kind of return are we settins

on our investnent? '::"'hese are the tHO bas i c c:ruestions that

rms t employers want answered when they have sponsored healt11

pror:Dtion prcxJrar:'.TJes ::01:" their e~loyeeG and sonct.i.ncc fer

their families.

A number of companies beI ieve they are savi nq subs t.ant i.a.I

sums of money as a result of their heal th prorot ion/di sease

prevention prograr.wes. For exanpl.e , Fel-l York ':'elc~)h()ne

estinates that it gains $?,7 rri Llicn net of prcx...1Larnlle costs

annually from nine health pronotion prcsrClI"'.T:'CS nade

ava ilable to 20 000 empl.oyees , 'ille i r prcJSrcw.r.:es include:

snokin~ cessation, dlolesterol reduction, hypertension

control, fitness training, stress managepent, screening fer

breast and colorectal cancers, alcohol abuse control, and

training in preventing back injuries.

C.anpbell Soup estinater1 a savin<]s of $245 000 over a ten

year period (l96S-lS79) for coJ.orectal cancer screerrirvj

consisting of sigmoidoscopy evePj four years after age ~~.

In addition, 90% of Canpbell's hypertensive enplcyees are on

treatnent, and the cor.p:my believes that as a result, 75% of

expected strokes per year in the 55-65 ase group are

prevented.
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\Jhether or not the programme works can only be assessed in

relation to the programme objectives. fOOy prcqrenrres have

very broad objectives, such as "to iT:'prove the health of

employees," and "to reduce health care costs." Translating

these objectives into an evaluation strate~J is often

frustrating and expensi.ve , For exarapl.e , what; does "Improve

the health of employees" nean? TO one rsanaqer it I'1ay mean

to decrease the number' of heart attacks every year. 70

another it may mean reducing the kncwn risks for i nport.ant;

diseases in employees. For a third I'1anager it r.ay mean that

employees have fel-Jer sick days per year. And the fourth

might feel that the best measure is what the employees

respond when asked, "]):) you feel thut the co~pany nealth

prorrot ion proqrerme has contr i but.ed to Improveroent.s in your

health?" or, "I):) you feel rore healthy than yeu c]i6 hefore

the prograrJr1e started?" Jinswering each of these questicns

requires a different rret.hod, and '.ltterpting tc answer SOl"1C

of these questions requires very substantia] reS0urces. A

prOJrar.lI71e evaluation ni<jht tarset chanS'es cccurrinc; in the

folloHing areas:

1 ) Icnc-Mlec1<]e of health probl.ens e e. <> enpl.oyecs tetter

understand (a) the Lnport.ance of ccntrol li.no the i r

bloed pressure and (b) the r e l.at i cnship of hiSh blccxJ

pressure to stroke unc1 heart disease.

2) At.ti tudes e e.s. enployees nell ccnsidor regular aerobic

exercise as inrortant .to their hcalth,

3) Intentions: e.g. JX)rc snnkins enployees state that

they intend to give u!' snokins.

4) Behaviours: e.g. Dare enployees routinely wear seat

belts than Cefere.

5) Ri sk levels: e.g. the everaqe total bl.ood cholesterol

is nO\l laJer in enpl.oyees than before .
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6) Illness: e. g. fewer illnesses per empl oyee per year

reported than before, or illness-related absenteeisn

has declined.

7) Disability: e.s. disability overall or for specific

categories of preventable problems has been r educed..

8) lbrtality: e.g. fewer employees are dyinS per year

overall or from specific types of preventable heal th

problems, such as autorobi Ie accident.s or lung cancer.

9) .Iob satisfaction: e.s. empl.oyees report that they are

happier in their jobs.

10) satisfaction wi th employer: e.e]- cnpl.oyees rcpor t a

nore pos i tive feelins about their jo~s.

11) Productivity: e.s. enptoyees produce rroro output Fer

hour, day, or week: or, if no objective roasurc is

r..cssible, enployees state that they arc rmrc

productive.

12) Health care cost.s e e.g. health costs have been reduced

or have increased less r apid Iy,

13) 'I\lrnover: e.s. turnover and associ.ated costs have been

reduced.

A good strate~J appears to be: (a) leak at the cost of

ill-health and atterr.pt to estinate what; port i on of it can be

reduced through participation in an enployee health prcrction

proqrarsre and other related proqreruees r and (b) ccnpare this

ar.nunt with the cost of doing nothins. '::he difference sugsests

a range of investr::ent that misht be warrented in uttenpting to

improve enployee health. In addition, the positive effect

generated by tlle programne nay reoresent a mujor justific~tion.



1.79

Another good approach is to concentrate on cost-effectiveness

analysis directed to answer i nq the c:uestion. "'iFnat is it

costing me for a certain inJ?roveDent in heaJth?" For exampl.e ,

wl1at is the cost l~r sustained c~1it in a smoking cessatic11

prcxjran'J:~? How much is the employer spendinc per year to

achieve adequate control of a previously controlled

hypertensive?' Uhat is the cost of gettins a previously unfit

person to a def i.ned level of fitness and rei.nt.ai.ni.no him/her at

this level? This type of analysis he1:25 to decide hO\I e f f ioi.ent

the prcqranre is in achieving it objectives and perrri t s

CODI)Clrisons of different progranme options. It starts with the

assumption that itlprovecJ health of cnpl.oyees (and their

fanilies) is an iI'lp')rtant corporat;e ~1oa.1. ';""ne key evaJuation

becomes hOd much improved health is derived f ron a par t i cular

type of pr'ojremme wi th a particular level. of expcnd i ture ,

one of the mst difficult aspects of evaluat i on is at tcmptinq to

establish cause and e f fect . rcP~ the eval.uat i on perrri t st<ltin<;

with sere certainty that whatever Inprovenent; was [etmc1 was

attributable to the rrOJrar..re'l ':'his ('1isarninsly s inplc (lUesticn

is the "ouqaboo" of evaluators. II, re....' of the na jor barr i crs to

successful answer ino of that; C}:csticn arc the fcl ]O\'linS:

1) Chanc;es in the habi ts of the entire popu lat i on fron \-lhich

enpl.oyces CODe: For exarapl.e , fren 1965 to lS'PO the

percentage of Dale s~kers asC(~ 7.0 and over declined 10,5s

and the average cholesterol level ~·!ent (l(A·m approximateIy

10 point.s (mi Ll i.qrams. ['.J€r ni.Lli l i tre). lm.

enpl.oyar-esponsor'ed prcqrarsre targeted to these probl.ens

shooed rouqhly equivalent chanqes , \7ithout knowinq what;

was Itappeni.nq in the rest of the population this proqramme

night be considered a success. Put taking these into

account it nay not have had any impact at all.

As worker-s become rore aware of what they can do to inprove

their health and translate motivation into actions,
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significant changes are occurring. In any Horksite

evaluation that covers rr>re than a year or t\'JO, therefore,

some attenpt to control for these trends should be

i ncorpcr'at.ed.

2) Proqranroe participants are usually di fferent Eron

ncn-part i.ctpent.s in many respects: For example, those

enter i nq exercise prcqramrres sponsored 01' errpl.oyers are

nore likely to be nonsrroker'a, to be very concerned about

health in seneral, to be younqer , and to be rore

knowl.edqabl,e about the benefi cs of exerci se to health fhan

non-part i.ctpant.s , In addition, they may use fewer health

care services, rray tend to be nare loyal eflIiloyees \Vi th

Lower' turnover, and may start by having a ] ower absent.ee

rate. Unless a careful baseline assessr.ent of all these

factors is obtained, it is i mpoas ible to know in the future

the degree to which d i f.[erences in these inrortant neaSl1res

wer'e due to (a) effects of the r-rcgrar.r:e, or (b)

continuation of preexisting dif.ferences.

3) El irninating other reasons for the observed chanqes e For

example, a proqranrre to change eating habi ts of those vri th

particularly high total cholesterol values in the blC0<J was

considered a success because in this high risk el':1pl.O'./ee

group the average cholesterol decreased by 1m, over <J. three

year perLod, Ba,-lever, no chance has been observed fron

pre- to ::ost-prosraru~ in the t.hree t;ay recalls of vihat was

eaten. Further investigation showed that Many of this

group had enrolled in an exerc i se rrC'.-CJY~ and had not

only improved their fitness but also as a result, lost

considerable \lei<]ht. Los i.n« ueight reduces total

cholesterol. 'TIle correct conclusion was that the observed

change was secondary to the exercise and associat.cd \veic.;ht

loss (Fielding 1981. in i7ellness Sotlrcel.:ook).



4.6.1 Hoh' Companies Tackle Health care Costs

various corporat-e health promotion prograrnres wi 11 "he reviewed,

survey data, hO\'1 compani.es can fit these prosraIlJ:1es into their

overall health policies, the objectives of such proqremrses , and

factors to consider in analyzing their ir,icact Hi) 1 be d.i scuseed ,

A recent study 0"': Iar'qe l"\.Derican corpcraticns rcvea Icd that the

total cost of health proration prc--.c::rarJles in lC:P3 arrountod to

only HZ, of net prof i t s , comparee; wi th the 7(.% of net profits

expended on health insurance. Of those conpanics , 50b spent less

than $1~5 000 on health prorot ion activities. Al.t.houqh

expendi tures are sra11, corapani.es offer a wi de range of

proqrammea , which e1iffer by i ncuatrye eil, steel, finance, and

insurance corpanies often have smcldng control proqranmes , v.hi Io

alcohol and drug prograr..r.-es are prevalent in the ni ninq,

chemical, oil, t.ransportat i on, ccrrunications , entertainnent, and

utility industries. Physical cxani nat ions, the ccnroncs t kine] of

health promotion, are roost; popul ar in uni.oni zerl bus i neenos ,

Fitness ::>rcgrarr.mes are rore likely to be found in the

communications, entertainment, finance, and insurance fields.

Ironically, the hospital industry provi.des such proorammes rmch

less often than others.

High-level nanaqers generally nake the decisions about

ir:pler.1Cnting these pr'oqrammes , I nrc than :W'?; of the decisions to

beq.in a pr'oqramme wer'e rade by pres idents or hisher officers.

Types of Prcgrar1r.1CS

'l'he Hellness Herks proqrarnroe that the r~ssachusetts Ceneral

Hospital offers to lceal emplcyers typi fies the well-balanced

intervention programme. It offers risk factor assessnent and

medical evaluation, developnont; of appropriate exercise,
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nutrition, and lifestyle prescriptions, as well as ~edical

treatnent if needed. It promotes sessions on nutrition,

coronary-prone behaviour, sr:loking control, and exercise classes,

the prrxjramme assesses the proqreas of employees in these areas

over a five year period , II'11, Xerox, carrpr...ell ~ouF, Ceneral

Focds, Johnson [. Jolmson, and Pepsi Co, ar.cng many other

companies, also have excellent prograI1T:les. ~or'1e \';011 est.abl.i shed

corporate health prorotion prcgriU1"1"'1eS wi l L 1:€ discussed here.

centrol rata

Control Data Corporation's Sta~l1dcll r:'rograrJ:1e, l:€r.::',ill in ]<)79, is

available to its 22 OCO erployces in If UG cities 2.m1 in a nunbcr

of other orrjarii zat.ions as welI , l\t cre, the prcx:;riU"J1"l(' is free

for all empl.oyees and spouses , It 1. s usua11y or :erecl on the

eI:lployees' time.

The Stayv~ll progruDD0 consists of orientaticns for enp]cyees and

manaqement , a confidential health scr'eeninc <'Inc1 hea l t.h h();'urd

appraisal, and courses desisne6 to r;rorotel:eulthy behaviour in a

variety of areas. A prinary :EC.c~lC is to crcate chanqo by

recruiting opinion leaders and act i cn alJents. ere also has an

individualized conFl1tt~r-hlsed instruction pro::;rillve t.hat uses a

person' s name and tailors its r'esponse to the user I s perscna l

habits, personal i t.y, and conpl.i.ance vrith prrXjrarJ1€ rer.Jirents.

ere initiated these activities because of the high correlaticn

bet~~n certain risk factors and the health care cost eE~riences

of its empl.oyees , Inployee enrolment has r'anqed fran 65~ to 95';';,

end part icipents have said that the prcqrarme was h i qh.ly

beneficial in changing their hehavicur. Objective data about

changes in health care costs that resulted from the prcqrarure arc

not yet available (R r: Herzlinger and D rnrlkins 19[-:6 in ilellness

~.curcel::x::ok)•
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Kir.berley-Clark

I-~imberly-ClarkI S programme is a iraed at controlling heal th care

costs and at helping the company recruit and retain hish-calibre

erapl.oyecs , It is housed at i ts ~.Teenah, \lisconsin headcuart.er's in

a $2,5 million heal.t.h services centre compl.ex that inclecles an

2 000 square-foot nultiphasic screenins unit and a ~7 000

square-foot exercise facility vrith an Indoor runrrinq track, an

o.lynpi.c s i ze pool , saunas, a Hhi-cl[ool, Iocker fac i l i t i cs , and

health education areas designed for Larqe and sraal I srolTs.

In 1982, ~O% of the enployees visited the centr.e t\vo or narc

times a week, wi th an average of 6 551 visi ts a ncnth.

:'he progranme includes health screening and health r i sk

appraisal, heal th education, supervi soc' exercise rrCY,.;'raru:JI::~s (:'or

exampl.e , card.iac rehabilitation), an enpl oyee ass i stnncc

prograI:1me (for exampl.e , for control of alcchol and (lrl'S a~';l1se cHxl

for counselling), occupat i.onal. heal t'1 nure i nq services, om:

professional and career C(iucaticn.

']11e health screeni ns .!!rcsrar.u;-:e produces <lati:l on (lisease r i sk ,

The health education proqrarmes attem.::t to raise health awareness

arsonq enployees, stinulate interest in seek i.nq fur t.ber'

infcrnaticn, and fac i lit.at;e health-prcI:":otin'] behaviour , Pr i.nted

raterials, ranging Ercra s i mple brcchures tc seI ::-nelp rranual.s , a

health education lihrar./, and cxtensive aud i o-visuaI nateria1s

are readily available.

A aampl.e group of :M enpl.oyees f'<'1rticipating in regular exercise

pr'oqrammes shewed a significant reduction in Height, 1:xxJy fat,

and blcxxJ. pressure. 'Ihe rehabilitilticn success rate for

employeeR wi t.h drug problems is I'Dre than 70'6. Absent.eei sm and

accident datil in a sar-pl e ']roup of enp.loyoes par t i.cipat irrj in the

employee assistance prorJrar.ne sbcwed a 113"2 reduction in

absenteeisn and a 7% recluct icn in accidents for one year after

treatnent compared Hi th a one-year per i od before treatment.



IB4

\1hile no impact on health care costs has been shown, screening

has detected a nUI':'ber of enployees at high risk fer hypertension,

heart attack, or cancer. In additicn, the conpany has found the

prcqraruse useful in recrui tine:; and retaininc; high-calibre

employees.

Table 4.7: Risk Factors AI!Dng a Fbrtlllle "500" Company's Salaried

Dnployees

PERCEUI7\GE OF E1!PIJJYEES
RISK FACIDR f1ALE I FElWE <XI·mnJED

I
High blocx1 pressure 9,6% I 3,7%

I
Sroking 18,0% I 18,0%

I
serum cholesterol level I
greater than 2~..Q rrg/dl 45,0% I 35,0%

I
5ennn cholesterol level I
greater than 300 og/dl 12,8% I 9 .1<t, ."

I
Height greater than 125% I
of ideal I 28,0%

I
'I\..o heart disease risk I
factors 22,6% I 14,4%

I
'lbree heart disease risk I
factors 4,6% I 1,8%

I
I

SoL1rce:

C1arles A PErry, "Cood Eealt11 for rrr-lo:rees end I'oduced ITealth COsts

for Industry" (Health Insurance Asscc i.at icn of A.merica, l?nJ), p. ')7.
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lJevJ York 'Telephone

'lhe NeH York ':;:'elephone Conpany has been a pioneer in corpor'ato

s~nsorship of employee health prorDtion and disease prevention.

Its goal is to focus on the individual's cODplete health status.

?o acconpl i sh this ain, the company has (JesiCjnecl three levels of

involvenent for its practitioners:

Level 1 consists of set.t i nc up, on a voluntary, confi.dent i a I

basis, a detailed health prof i Ie for enpl.oyees and of r'0ni torinCj

departures [ron the non'. Cor.r.ltmity health care providers

usually handle this level 0:::: care , but the conpany vs

professionals follc,v the case.

Level :2 consists of i n-hcuse act i ons to prorot;e health.

Er.1;.Jloyees I health profiles serve ZlS the basis [cor spec i Cic

long-tern objectives such as \/eidlt reduction, and the ccr.l"<Clny

continua11'.1 moni tors rr09rcss in achi.evi n~; these ~c:a1s ,

Level 3 consists of rrosr;:mres fer s~~;-'~;'ulaticns o~ eJl:)1c,yees at

hi<]h risk for expensive but tr02table ccndi t i ons l i kc

hypertensinn or back problcns ,

Dr G H Collinss, corpor-ate necli ca 1 (Erector, e;.=~~laine(2 the

evolution of these efferts: "',Ie were forced into t.h i s intesrated

approach because of the prcliferation of the Lnci'ivi dua l

He needed were s ix ri f Les so t.hat; \Ie c("ljl(~ tC1r<2et the

interventions to the urricue prohlers of each in(lividual. II

.~ v; k rr. 1 p1 I ' 1 1 f i t ,-'!\e\-l rorx ,:.'e en tone s proqrarme Inc uoes ,:..1" ness, smo-n no

cessation, bleed pressure control, and a Icchol i sn prcxJraDres for

high risk enplo.lees, and colarecta1- and breast cancer screenin'J.

Company heal th professi.onal.s fficlnage hypertension control with a

7S% success rate. Perhaps the sreatest SIlCCCSS has been 85'S

'rehabilitation rate achieved on the alcoholisn proqranrc ,
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New York ':L'elephone est iraated that in 1980 tl~ese prcqranmes saved

at least $6 million - a savinq achieved at a cost of $10 rri l.l i.on

for the 235 medical department employees, inc1uc1in-:; 40

physicians, 40 nurses, and 7 counsellors, who serve 80 000

employees (R 1. HerzLinqer and D CarIk i ns 19P6 in liellness

SourceJ:xx)k)

4-.7 summary

\i'hat then do we know about the effect of r i sk factors on

norbidity and mortality. First some ris}~ factors are directly

related to the deve.lopnent of disease (e.g. sj.OJ":ins and Lunq

cancer). Second, for sone risk factors there is an increaB5ns

risk of ;?renature death with i ncroas i nq r.,LlI]ni trxlcs c,f the risk

factor (e.s. bl.ood pressure and s t rcl;e ) . "'bjn1, the presence

rultiple factors increases r i sk 0-:: prcrzrturc L'eatr1 j n (1

aynerq i sti.c fashion. Fourth, it is p-;ssil)1e to c'cd~;n

interventions that, rrot i vato ;md ass i st; ~-:erscns tr; r cduce e--:e

Finally, if chances in :-:cr1avlour occur t~lC r is': of ~)nC\natl'rc

death decreases and in sore i nst.ances rror t.a l i t:' ri1b~s aro

t.hense.lves <Jecreasecl.

III 1. the evidence is not ~'et in and ina 11 J i }:el i l1r-cK' it never

wi l.I be , 7hat is the nature of c l i nical anr~ ~l""12tiC'n-h~se(

research. But; the avai Labl.e evidence nrovidcs '.::0 III tt1 cJ car

direction on llhat can be acne to reduce :,rer.rJ.tllre Y"crhj r:l ty nnr;

rmrt.al i ty , Tbere is also a. fjrn>'ins lx:d~' 0: evidence on the

t.echni.ques that are rost effective in e1ici tins and sust.ainino

behaviour change. 17hat is often lad:jnc.:; is the systenatic

analys i s of existinc data and t.he deveI G:-;~.ent of

theoretically-sound prc~rill"Des intended to feci li tate Li restyle

chanqes , I~)lenentation of \lelJ-<.~esigne(: health prorotion and

disease prevention proqrarsres CC'J"lhined wi th the lifestyle chances

a Lready raade 171 the Jlnerican !J0p.llation shoul d have the effect on

continuing the c1a·mt-:arc trend in rmr tal i ty rates whi Ie

concurrently Incroasinq the (:tV] I i ty of Li f e.
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OORroRATE \lELLNESS

5.1 Introduction

':i.'he human nine] when tapI',ec1 api")ropr iately is a r-ottoT'11ess pi t 0::
creativi. ty , 7he theme of this chapter is th2t 1. t t akos people to

make r.oney. The corporat;e worl:: is chal1enscc1 to exploro its'

principles of Leadorsh i p and nana~cnC!nt style wi th a vi ow to

Lnt.roduci nq health prcrrot ion prograr.J:Jes. Ulth1atcly to t;,e

benefit of all concerned.

5. ~ 'lhe hje Of '1he Old capitali SIn

'}11e olel visions of capitel i srn have carriol us as [ur as tl~ey

can. Fxecut.ives are intensely aware that tile ocononi :~ins

benefits of res tructur in« and (:C\'iTIsiz.ir.g are drawi ns to an end ,

'l11ey are searohinq desperately for new sources of C;ru.;th (.jc.jm

V2l1y, in Carkhuff L')00). Carkhuf f t s vision 0:: """110 1\<]e of "C'd

capitalism" offers the a l t.erriat i ve of investing in r£0:)1e and

ideas as the source of r~tentially infinite prc~uctivity.

The central theme of the old capi tal i sn is: "It ta}:es rrxicy to

make r.oney!" (,John T Fel Iy, . in Carkhuff lSrr.). '::'tIC central t.herne

of the t;evl capitalisn is "It takes people to nake LOney."

People create the ideas that are t ransforoed into the operation

of information uI)Qn vn1ich products and services are based. In

short, human and intonation capi tal are productive inCjTecJi ents

in the new eccnomic equation. 70 suppor t this conclusion,

Carkhuff provides an economic (lata base that indicates that hunan

and information capital new account; for P.5~) of econouic
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productivity grO'vVth. \}hat is needed is a t.echnofooy to produce

these potentially invaluable ingredients. Carkhuff has that ­

the first systematic t.hi.nk inq skiLl s t.echnol.oqi es , He has the

thinking t.echno.lcqi.es that are the sources of hurran and

inforrration capital development.

I~ applies these thinking technol00ies to trans~orn business and

industry into "productive thinking envi ronment.s" by enp:::ll.Jering

all personnel at levels of all areas to think prcduct i.veIy. 1;0

secures the hunan resource inputs by el.'.tedeJing in the thinking

environment "thinking centres" that develop rroducers rather than

consuners of Lnformat i on, He ext.ends the r esul ts outputs into

"thinking raarket.s" in which sust.ainirv; relat i onshi.ps are based

upon Mutual pro6uctivi ty and profitabi l i ty.

In this regan], it wcul.d be roro proper to Lntcrpret; the contra l

ther-e of "The i~el'/ Cap i talisn" as £0 1101.'s: "I t ta;:es :"X:'rple to

create weal.th I " For Carklmf[, Health nay be r~aS1.1rC(; in terr.£; r:.~

human and Lnforrsat i.on capital by-prcx1ucts as wel.I as :)nx]tlct" an(~

services. Incleed, Carkhuff sLlS'sests thinl:ins peep] e "nc)

operati.cna 1 ideas nay become roro valuable than tbe very <]CX'<.;;'

and services that they senerate!

Viet,,'lins the hurran ni nd as t"!te rarest of all nat.cr ia ls , th~ Ie\/

C.api tal i sn enables each person to ceccrre the source of ne,} and

heretofore untold wealth. ':'0 be sere, G.1r}:huff's visicn of ';he

Uew Capi tali Sr:1 is ecconpanied by a now Bi 11 of Eights:

* the rights of all citizens to contrioJte their creative

ideas to the new eccncry

the rights of all citizens to precess infornation and

make decisions for productive econornic purposes
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the rights of all citizens to thin:~ thenselves 0Jt of

their jobs, t.rust.inq that new roles and challenges vri I l.

be available to them.

7nere is also a new Bill of Rights ror Cor.rorations:

*

*

'*

the ri<]ht to capitalize u[Cn t.hi.nk inq as the source of

economic value

the risht to benef i t :l:rcr new i.nforrnat i.on breakt.hrcuchs

0.1 eJTlployees

the right to trust t.hat; investments in hur.an and

infon::atinn capital wi II he (;EXlic<:ltc(! to oconor-i c

benefits.

'l'he new revolution wi 11 resin wi th the i nspi re t i on, ccr-r-i trrcnt;

and creative. thinJ~i.ns or a [e~l exccut i vcs \klO wi l l t.rerisforn t ho

vision into a ru ssicn, Sr.JCn the arrii es of th inkcr's frIll' t"p'

homes and ccmmmi.t.ies , schoels and i ndus t r i cs , ~:nv€rnr::{C:nts .:m(:

narkct.pl.aces , wi l l, provi.dc the riot.Lvat i on , rcrs~)jraticn, and

above all, prcductive thinl:ins tc acccmpl.ish the ni ssion.

Toe J.!e\1 Cap.i t.a l.i sra is revolutionary, it requires a f'eclaraticn of

Interdependence, that every pe:rsan j s interdependent \-li th every

other person (production and delivery personnel alenr:; Hith

executives and manaqers ) that every oroanizat i on is

interdependent wi th every other orrjani zet i.cn (hor-e , school and

business) t.hat; every conrnmity is intenlc.::'E'p.(~ent wi th every other

COI'TIl.mity (producers and censur-er's al i ~e in the cor-Terce toms,

cities, resions, states and nations).
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\Ie are at war to free ourselves of the restrictive burdens of the

old capi.t.eI i sm. CUr weapons are our t.h i nk i nq ski Us. Cur des t i.ny

is in our minds (.Tohn r:' reIly, in Cerkhuf f 19[1r).

r!any preducers converge upon the marketplace to conpet.e with

their gcxxls and services. Assunin0 an economy cf scarcity, then

the market; is soverne<1 by the Laws of supply and (leranc1: those

producers \-:ho offer the hiqhest; C"luality products at the l.cwent

prices oake the nost sales.

In defining the corporate mi.ss i cn, the executives lJ511011y t.aroet;

speci f i c consumer popul.at i ons to whol:1 the corporat icn Hi 11 n..,r}-;et

products and services. '11he corporat.ion I S (J0<."1J S are to 1)0

profitable in the business of sol l inC] and (~e] iver ino the !1rcdl1cts

and thouSh DOst rnat.ure corporat i cns arc rvrrket; (~riven,

historically many cCJ"1[<:mies were (lriven ITj ~~rC(;llct resources such

as ener<]'./ or product icn sucn as ~--articll1ar ~)ny~vct 1 ines , ~n any

event, tesother these stratesies 6ictatc tne accor~l'J i shront of

the corporat;e raiss i cn , In t'l1e capi.teli s t i c s:/ster:; strat0!Jic

'7he different levels of proccss i no opcre t i ons have

r'espons ibi.Li t i es Tor (lif:erent cutI'uts. liltin"'ltely, the r •.:'~curce

In this cont.ext the bas i c fuel of capi t.a l isr- 15 capi tn l as ':!0

have t.radi t i cna l ly dcf i ned .i t , In turn, the r(~s~~Jts of the

processinq are the 1.)rcx.":l1ct5 i)n,~ serv i cos. that are eUcre, ~ '::nr

sale in the narl~etI>lace. ':'he seal of the prcx1uction of ~rc.dt:cts

and the delivery of services, is to sell tl-:cn in the rar}:etpli:1ce.
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r;:'he capitalistic syst.em is cu Irni.nat.ed by t.ransforrri nq the

product.s and services into capi t.al , \'lf1ic11 i s (.~is~Jenx..,,<1 tG C\J11crs

and shareholders or reinvested in capital resource inpllts.

I10\·Jever the Laws of supply and demand do not operat;e in the sane

way in an econony of abundance as in an economy of scarci ty. l-n

econony of abundance means that the consumer can pick and choose

:Erom producers - even r:nre, can <lenan0 ~.rcdt1cts anll services that,

do not nO\J exist. 'rho issue confronting the OlJl raritnlisn if'

this: HO\;, do you co-operate with the ccnsuner in orcler to ccrr..etc

in the market. Seeing that the ;:Kcx1t1ce r prof i t.abi 1 i ty ethic no

Lonqer domiriat.es the Pe\! Capitil l i sra rust Le CODSl1rer dr i 'len.

Ho'd this is accompl. i shed is the chal l.enoc of tbo ;·~C\-: Carl t.a I i sr-,

5.3 '!be New Capital Systems

5.3.1 '!he Performance Source of Prcx:1uctivi ty

':11e sea] of iflFrcvin<; r..er Ecrrlance 1.S te· cn'atp. '" ~~rC('l;rt 1. vo

envi rcnnent , A Fr(X~\1ctive envi ronr-ont i s one in "'hie:': r;cr)~)lc

thin}; prcduct.iveIy, as in('ivir11.;il]S at their Hor); stations, <If:"

srollps wi tlri n their Hcr1dns units, as crsani::.clticns or

corporations , \/here people think <1ne1 \;or% tcsctli<z~r in tno ('C:,n""'n

cause of a ~i5sicn. ~1e cssentiQl ~~src0jcnt tc echievins this

is the deveLopmcnt; of t'hinkil1<; I"-eople.

5.3.2 'Ihe 'Ihinking Source of Performance

Jhinking r e Lat i nq and plannjns account for the per forrzmce of

indivic1uals, units and or0cur;.;:aticn at every Level 0:' every

processing operat i.on, r::nis enar-Ies the :)rccessins operat ions tc

t.ransforra capi tal. inpets intc ca~1:i ta 1 Cl1t!:,l1 t s,
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Thinkinl] individually and interper-sonally adds a val.ue , anel

p.Lanni.nq oroanizat.ionaLIy ensures the achievement of that val ue ,

Human capital is the source of i()eas, but learning to think

syst.eraat ical.Ly err:oYlers people to produce valuable Lnforrret icn

capital. 'J'he essence here is teaching people to think. '110 real

Soal of thinking is to create a product i ve t.h ink i.nr: envi ronnent ,

It is a product ive and thin'dnS envircnnent <'eciicated to

rrcductive purrnses. People are there to f i nd a better \/a:' of

doi.nq things. :;'0 t.hink thenselvcs out of U-;ei::- j:::lbs <mel to rove

onto the next ·level or area.

'The Educational Source of 'Thinking

'":'he functions of c(Jucation anrl train:i.n<; are pri.T.1jn<:: the

capi tnl i z ino syst.er-. Fri'01ins er.1[ h a s i zes huran <lDr; inrcrl'l."ltic\n

capi te.I tn invest in the (:a~·/it:i:1}i;:in~; syst.cn. l'l~;.;m <10(1

Infornation resource i.npnt.s are transferneel into hunar: and

Lnforriation resource (1evclcr;ncnt. '":ilC in~'tLl'cti.cna] sys~eT1

serves to prir-e t};e ['rrl:..'essin~! c::x:r-atic'ns. 'he operations l''11f:t

be anaIyzed at all1c'lels in crrier to fi:lciJit;::t:e tl)C prcccss ino ,

the stratec;ic ~rocesses that acccnpLi so ni sai ens; tl,c r.(1ni1']cr.c:nt

syatercs that aCOODll1is,l <](',015, H:e slipervi.s'.>ry :"'rcc_' r"nr"1"'C's that

achieve objectives and the de1 i very stc~)S thi1t 'X'rfc-n' the t(lSj.~s ,

Srecifically, the instructional syat.en serves to :~r~De the

performance ayst.ens , indivirlua 1 perfcr~nce, un i t prrduct ion, and

organizational prcduct ivi ty. Instn'cticn in proceas i no ak i l Ls is

the source of improvement in r-erfornar.ce and, u l t i mat.e Iy

productivity gr~fth.
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':'l1e rlarketing Source of: Pro:li tabiIi ty

If the heart of: narketing is the marketing relationship, then the

goal of narket.i.nq is to create a t.hi.nk i nq market . A t.hinki nq

market is one in whi ch all parties - pr'oducers and consumer's

think productively about their a.~'I1 as Hell as others I CJoals,

needs and resources.

5.3.5 ':he fJei'l Capitalizins SysteI:1

The real differences between the old and new capi t.a l ism are the

capital in<Jreclients. r::.·"ne capital ingredients inpact every aspect;

of the capi teLi z inq systen: the niss i.cn, st.rat.eqic S0-:l]s,

resource inputs, processing cporat ions, res•.!1 t s outputs arxt

raarket.inq operations. 7he Fe\': Capitalisn capi t.ali acs ilfcn the

prepotent sources 0:: econorri.c ir.1J:Bct - human and i nforrvrtion

capital - and acconpl.i shes exponent i al Iy (Jreater srO\lth in

prcductivityand prof itnbi l i ty , ~1e I~e\'1 Capitalisn ca.rHi11i;:cs

upon the nost; power £:ul forces in t.he uni verse - reepl e ,me: the

ideas.

';'he new capi tel i sn bec.:;ins wi th an expanded ni ss i cn , ':ne nCH

capitalizing mission i ncorporat.es both prc<~t~cer (m<] censur-er

targets and product i vity as \';e11 as :m'~fi tabi 1i ty bene f i t ~~oa] s ,

'Ihe new nissicn is to iDpCiCt consumer as wol I as producer

productivi ty and prcfitabili ty, producers need to beccme

productive before they can he1r: the consumers to becone

productive, wh ich, in turn, Leads to consumer r-rcfitability and

thus producer profitability_

?he new capi tal insredients cone into play in the form of

strategic gc~ls, that is consuners and ~1e pr~1ucing orsani~ation

rust be heIped to ceveloI~ hunan processirxj insrecJients.



Concern for consumer as well as producer henefits dictates tl1at

strategies begin wi th narket.inc , CUstoners needs and resources

are to be known in order to irract: .1) the consurners prcduct i vi ty

and projitability and 2) develop the orqanizat.ions own

proeuctivityand profitability. Q1e needs to st.rat.eqize about;
\

things like distribution or fulfilling and servicin0 conSl.~r

needs before producing the product;s ,

'I'he real sources 0'[ performance are the Lndivi.duaI , unit and

organizational perfornances that occur within the prccessins

operations. 'The source of their rX)I..tex: is ?rc...cessing. Iach of

the sources of performance has indiviC::ual, interpersonal and

organizational sources of processing. 'iihether the Indivicual

WLirk station is part of a unit or even the entire orrani ~'.atj.on

the source of the per tornance is th1.nkinc}, r'e l a t i.rxj ane]

planning. Processins is the source 0= ::erfcrmance thnt yields

prcduct i vi ty and profitabili.ty. Processint.:; is the source of

everything and the new capita l inc.:;redient~ are the source of

processing.

since hunan and information capital account for r;x:·st of the

economic productivity <]r0Wth the nell capital i nputs nust;

e~hasize these ingredients. ~~is neans recruitins an~ traininc.:;

for t.hi.nk i nq, Financial resource inputs Poust also 1"0 i nvest.ed as

catalytic agents for the processing. J:he neH capital Cl1t[lUtE

enphas i ze new hunan and i nforraat icn capi.ta l alone:; wi th i nproved

products and services. The nc\'! capital 9utr:uts may be rrore

valuable in the long run than the products and services. 'ihereas

tIle products and services are a source of aJrrent benefits the

ne\1 capital ingredients are the scurce of future benefits.

The narketing relationship is the means and the ends of the I€w

capitalism. Instead of r.anipulating peopl.e to buy goods one mist;

relate to then to meet; beth the needs of theccnsur.:crs and

producers. ":"ne new capita lizinc.; syst.em is reinvisoratee wi th
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new doses of capital ingredients. The people are snarter. "he

ideas are better •. The business is richer because of success in

the marketplace. 'The new capital ingredients need only to be

invested in the next cycle of capitalizing to become even more

smart , operational and rich. For short tern profi ts the

financial strategies ?recipitate long tern losses based ulJan

their elimination of the new capital ingr~]ients. In a heal~lY

system the talent is enrclrJered by thinl":ins ski 11s to becorae the

source of future grcwth. Short tern i.nvestment;o in human and

information capital have Ions tern payoffs i n f inanc i al

benefits. The fundament.a l aasumot i.on of the ;"0\1 capita] ism is

trust. The enployees mist; t ruct; the ccrporat i on if they think

themselves out oE thei:::- jobs ane; the corroration Dust trust the

enployees to invest their efforts in the corporat i cn \lhich has

invested in teuchins thel'l to think.

':TIe Age of the lTe\'J c..api tali s1'1 really has three cr i t leal proccsaes

in \Jhi ch hunan and i nfornat ion capi tn l i npnt.s are ton'"€<"1 an(1

related. The first one is the Li [e).cnc.:; and cont i nuous cducat ion

and training precess. ':11e second one is the constantly iQ[1rovins

processing operations that produce the productc and services

a Ionq wi th iJT1[>roved hunan and Informat i on capital. TIle thinl cne

is the ccntinuously 9rcviing narketing relationship between

producer and censur-er that yields fer both of then not onIy

financial canital but orine hunan and 'inforrre t i cn cani t.al ....... ...

Fiiucation should crlFCWer people to enqi.neer their own hunan

condi tion, but as currently. proct i sed it nerely rec.:;urSi tates

useless facts and concepts, the nissicn of educat.ion is t.o teach

thinkin<] skills. D:1ucation shculd yield thinkin<] and tl1inJ.:ins

wi l l, then yield procJuctivity Cjro\'lth. iTnen huran perforrrance is

roeasured not only the responses per forrsed shcu ld be raeasurcd but

also the pr'oducts and services produced, ':11is is more or less

the bureaucr'at i.c level of fee<~,ck that tells us what; \..e (1i<~
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and how weU we did ito ile can 0 Efer t11i s feedback to the

persormel thenselves to manace the iElrrc)venent it"' their ovm

performance. f)() measur i no human perforrrance is rca l Iy a forn of

Lnformat ion capital that can r:Je used to imr)rove perfornancc by

self supervision.

Ul.t iraat.eIy the ideal mission is to arrsroach infini to outout.c 'h".L... _ ~.J

Lnvest.i.nq infinitesir.al inputs. \Lr1en we I:':a~dr.li2e hunan and

infornation capita.l inputs, we ninirri.vo aJl other rcscurcc

inputs, Vie den't a Iways have to reinvent the ~/hce] but wc do have

to precess its systen prrxtuct ive.Iy , In rca] it:, I"C0ple and

Lnformat i on are not treater] like rmlt ir-i '_Ucn (101.1ar rrq:.'erti oe,

this is the probler.: of their nanaqers arxl not of thc FeC:l!}e an,:

infcrnaticn :::or their value is ~111se.

Perhaps mst inr:ortant \-Je can de f irie the operat.icns of trle

tliin1:in<J processec i nvolved in the t.h i nkinr; urrivcrso e tbe hnnan

ana infcnnation resource devel.opment; precesses (flrr-:!TD) Hhkh

produce capi.t.al va Iucj the hunan Clnd inforrmt i cn c<'lritn~ i:·.in~f

precesses (HC-!C) i-/}1jch prc...(lncc new ca:-;jtnl val ue , :It is this

technolO:::l that enables real hunan chanoe , re:inin<;; tho

prcceasino operations neans that \!e can achieve then. Fur.an

SC'JGls are Li rri ted only by our thin:~in(] sl:i Ll s and, in their

precessing, define our huroani ty.

Teaching and Learrrinc and respcct irsj and Iovi n« - those are the

sources of the hunan spirit. Capitalisr! .i s really a theory of

chanqe , It aclapt.s to and cauees the chan<:'5ins eras of huriarrit.y,

All that capital neans is "what; is rr:st inro-rtant" (',he Are of

the Ee\·, c.apitalisn, R P. Carkhuff 1.s~8).
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If you accept the 1';e\1 Capitalisn principle of hunan and

information capital account i no for D5~i of econonic product i vi ty

gra'lth then the challenge is to see how it works in corporat i ons ,

5. /1 'Ihe Principles of ereative Leadership

Carkhuff operat.ionaLi zcs JO Hor}:in<J pr i ncipl es wh ich accor-pl i sh

this grc4.:1th. ".11e first I'l issues wi l l be briefly rrent i oned as the

nain focus on the huron proccssino corrponent ensues frQr nunocr 5

onwards ,

1) Cuide a Corrorution l"J'.l r~arketin<J Inf0rrl<."1tion

n:::!srect censur-ers and usc this i nforroat icn tc ~etcrnino an

organized nission.

7} Organizations l1ust Have a Central i:issicn

Th i s nissfon mu~t fJC res...oons i.b'l e tr; consur-er needs ;:n(~ clr ive

the oper'ati.ons of rvrrket i no, .['roc!uction ant; <1istrih'ticn ci'

resources.

3) C€centra1l7.e by or~rations

That; is, the <]oal of the mission l:er.ot'1CS the ni ssion of each

decentralized unit.

4) Ilodify and Invert Operations

'That is people who deliver service, guide manaqeraent;

decisions. Thus centralized by ni ss i on and decentralized by

operations, the Inforraat i.on crgani~.ati()n r,a:dnizes inforreticn

£10\-1 and processing. In short, it gives the prccessinC]

res~nsibilities to the persoT1l1el nt the point of greatest

flo-I.



198

In order to discharge these responsihilities, the functioning

of bot.h de.l i very and management personnel must be ernpo...!ercd by

human processing.

5) Emphasize Hunan Processing

[~l1rins the different eras U1e emphasis var101 \!idely nareJy:-

:!:ndustrial era

Electronic era

InforI71<3.tion ern

mechanizaticn was the order of the

day

computers were most i~rtant

hunan am] .i.nforriat i on precessing new

doninates.

Hunan resource deve.Iopr-ent s t i rml.at.es i nfortnat i on rosourco

development and vice versa. Personnel are enpc\!cred, t"l

ski l.l i no them and then author i z ino them to use the ski Us.
- .,J .'

'Ihe corporete cnvi.rcnnent support.s hunan procossin-j b'j 3

programmes :

a) education

b) information and

c) incentives.

Euncm processing is :,re<:uctive thin.":in<: - i ndivi dualIy,

Interpersona l Iy, orqeni.zat i.cna l.Iy, First to (Jet hunan

precessing soin~J people Dust be t<:mght: a first sk.i l l., narely

to think better.

6) Think Better

All [X)\...er is derived fran trrinkinq, hunan capital is the

source of the "next Idea ," Iriforraat.icn capital is the

operations that inp1enent the Jast idea. Toc]ether, hllrun

and Lnforrxrt i.on capital account for 85~ of the variance

in econonic prcductivi ty IJrO\·;th. Devel.opinq human

resources prinarily through thinJdnq ski 11s training in
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the source of hunan capital, and, indirectly, infornation

capi tal. '!ne reaJ power in the Age of Iriforrnat i cn is the

ability to process that i.nforr'et i cn - thinking!

In the ACJe of Informati.on, errpcwer inq moans sk i 11s. ~!e

empower peopl.e when \"Ie teach then to think for t;;er.selves.

Productive thinking skills enable F€ople tc transforD their

current systens and opcrations into product i ve s~rsteT:'S anci

operations bye}:ploring, u!1{lerstflntJinc:; and acting upon the

systems. 'lb accomplish our johs we need to ccnpl.enent;

I ndi.vidual thir.kin~! wi th Int.crperscnel precess ins .

Stimulus Response processinc is l.ini ted, and I'1lJSt: bo roplaced

by Stinulus - prC'C'csf;d.I1S - Pesr.cns0 ny1t" e s . ]\t file roint 0':

processing, Lndi.vi dua 1s need to e:TJ nrc, urxlerstand ilm; act

wi th a view to creat ino now responses <1:1(' even new stinu] i.

7) Relate Fully

Along Hi th thinJdns, interrJe:~cl1<;cnt relat i nc; ~s the

cornerstone of the rlCje 0: I nforriat. ion . r1,erc art':' t\/C ~:re.)t

sources of human prccessinS- - ir'l(JiVi(]U2J ;)n\~ i ntcrpersonal

processing. 'To d iscovcr the productive th:in1:in} that peo:-)1c

can do it by t.hensel ves is a r:ersonal ~c,!. 70 (;isccver, the

productivc thinJdns' fhat. peo;>':e can D:~ \!~ th each ether i r; 2­

celebration of cur hunani ty. PrC(1uct i ve Interrersoncll

process.lno involves addins value to .:.)ru]l1ctive i nforr-at i cn

produced by tne f.c': lo'-JinS. lorcce":urcs:

a)

b)

c)

C-etting fhe others iroges

C--ettin<J one I S oon inase
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Interpersonal processinc.; in sj-'l1ergy with individual thinking

account.s for I'1Ost ir.proverrents in individual performances and

organizational productivity. In short, the tile- tcsether

prepare us for \,.'orking smarter.

8) \'brking Smarter

TIle ingredients of pr~luctive processing are inoividual,

interpersonal and crqanizat i.onal, 9rocessins. (t iission, CDaIs,

Objectives, Tasks). ~lese processing ingr~]ients serve to

transform the raH data of hUJ:1.:"1n experience into product i ve and

usable inforretion. These processing inS'rerJients enabl.e hurran

productivity.

\larking srsart.er implies thi!11dn(j better and rcl.at i nc EulIy .

'The essential task of the cxecut ive is to learn to wor):

sraart er and then enable the personnel tees} nnir.~; \,'i th

renager"tCnt to t,!<..')r}: snartcr , ';he exccut i vo (1()~s t'h i f) l~'

incorporating i nd i viclua I thinJd.ng, interr:crn-,n<l'. ;:rccessins

and oroanizati.cne l funct ionirvj ski ll.s pra:;r'::1nf;X?S intr the

educationa.I experience of the pcrsonnel ,

Uorkins snarter is dcfi ned by the rrC)(1l-ict~ c;' i.nd i vi.c'ua l

thinkin<] and Int.erpersonal processing is ensured by pl.ann i nq

to disc1large orsanizational functions.

9) Free Initiative

You raaxirni.ze organizational product ivi ty ty naxini z irx; support

for the exennlar an~ learninn for the other nerson.A- _ ..
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Initiative is directionality er,1erging froD the best available

knowl.edqe base by r espondinq to what; is miss i nq.

10) Recycle Feedback

Productivity feedback involves a si~~le evaluation and

comparison of results outputs and resource inrAlts.

Ultimately, the goal of hunan precessing is to produce

infinite results outputs. Effectiveness relates to r'esuLts

outputs. Efficiency relates to nirrimi z inq resource inputs.

The vehicle for enpcwer i nq in the l\c.;e of the lee\-: Capi t.a lisn is

interdependency. Enpo\-lering is i nt.erdependency , ';'he creative

leader emp:)\'lers peopl.e by enabling then t.c learn, perform,

produce and relate. 1he creative leader er;f~oHers others that

he/she ray be empowered by then. Hi s t.or i.ca lly, ] eaderchi.p was

defined in terms of pcwer , r;'l1e leader ruled by controll i ng

Lnforraat ion , '111is was functional as Lonq as fhat, infornation was

changing s Iowl.y, '"::'eday, the Leader is !::.esiese(; by i.nforraat ion

that is chanqinc const.antIy and srnlinc:; expcnent i a l ly , Leaders

are empowered to the degree that they empcwer orqani zat.icns and

people to precess infernatien.

Sumnaridng the principles of creative Leadershi pe r-l'hese

principles canst: tute a proceus inc s;.'sten for hunan

prcx1uctivity. 'T11e systen is ']uic1ed hy market i nq infornation.

Tne infcrDatien is orc~essed b~ a creative cr0ani~ation desicTIed
~ . ~ ~ ~

to maxi.ni.ze human precessing. ';'1C productivi ty of the

organization is actualized 'b.l personnel eI:1[1O'.'lererJ to precess and

initiate. Proc1uctivi ty IS evaluated and fed bad: to be processed

as information Input; in the system. The system is a gro,!ing and
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spiraling system WhiCh frees both organizations and individuals

to process and create productive information (EInpavering, R R

Carkhuf f 1988).

I INEQR·I\TIQl I ORGl\NI7ATICN I INDIVIIXJALS I
I I I I
I 12. Centralize by \6. Skill I
I I rtissiOl I Personnel I
I I I I
I 13. Decentralize 17. Relate I
II. Guide by I by Operations I Interdependently I
I r1arketing I
I Information 14. r1crlify & Invert 18. "Hark Smarter" I
I I Operatims I I
I I I I
I /5. Emphasize Human/9. Free Initiative I
I I Processing I I
I I I I
I / I I

10. Recycle Productivity Feedback ,

'!he Principles of Creative leadership

5.5 f.1anaging For Wellness

The Pennsylvania Suprene Court ruled that a worker IS

beneficiaries are eligible for death benefits even thalgh the

employee I s heart attack occurred off the job, while he \..,as at

home wr i t inq a speech. His heart ccnditicn was deemed the result

of accumulated job stress.

A businessman I s wida.v sued his former errployer, claiming that his

suicide was a direct result of stress caused by his superior at

work. The businessman had repeatedly asked that his workLoad be

lightened, but his superior had failed to ease up 011 him.
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In Oregon, a deputy sheriff filed a worker I S corspensat i.on claim

for psychiatric disability due to harass~nt by a sUl~rior. His

boss , he clained, had passed him over for a promotion,

transferred him to a job he disliked, and frequently criticized

him in front of others.

1he stories above are more tllan interesting case histories. ~ley

are par t of an .Z\r.1erican trend, a new wr i nkl.e in the grovling

realization that job-caused stress can be harmfu l to a workers I

health. Gro\'ling numbers of Lawsu i cs and workera ' compensation

clair.s attest to tIle fact that employees hold their companies

liable for excessive stress. 'T~:JO of the cases aLXNe take the

argument a step further: The empl.oyee I s ineJi vidual Dana<]er, not

just the organization, is bl.aned for stress-caused elisabi li t.y and

death.

5.5.1 'Ine Hanager I s Powerful lnf tuence

IBnagers are increasingly t~ins helG accountahle in state courts

in Araeri.ca or Harkers I corrpensat.i.cn actions fc,r the hazards of

errp.loyee over'-exposure to onqoinq stress. Stress SyrptCT1S such

as pear performance, missed work , or enotionaj outburat.s that

"Jere once cause for discipline are now rec..'OJ!1i:::ec.1 as sisns of a

pot.errt i.a lly c;angerol;s s i tuaticn that requires r:Clna<]eDent

sensitivity and aid.

The authors of Harvard Busirress Pe'liew article, "t ho vs liable for

stress on the job?" warrie "Cornpani ea Dust identi fy stress

probler.s before these lead to substantial lesal liahility .

LTust because someone shews symptoms of stress doesn ' t indicate

that there is a problem.
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and intensity, there may be a need for intervention.

Hhat sort of intervention? \ihat is causing the stress? 1;any

sources of stress, such as an approaching deadline or the "rush

period" in a seasonal business, ore t.empcrar'y , Put one

potential source of ongoing stress has been lar<.;ely overlC'Okerl

the manager/subordinate relationship. 'Jhe way people are

managed has a power fu.l effect on their ment.a.l., physical,

enotional, and professional well-beins. A "good boss" can help

employees grav and perform at maximrrn capabi 1 i ty, whi l.e a "OOd

'toss" can literally make then s i ck ,

5.5.2 ,;ork - Stress Cormection

'TIle connection between Hark 2..DC; stress has :Jecn \','e,11 doourrent.ed

in a numcer' of excellent s t.ud i es . Arens then:

SVleclis"h white-cellar worker's ':mo Here urxicr r-onta l stress

Here often reluctant to So to wor]: and teo tired otter \'JerK

to participa.te in hobbics or social events. r:~ncy hac'

di fficul ty c::-ettins fhei r ni nds off \,'ork tJur-ins 1e i sure hour's,

and many of them ser i ocsIy considerer1 d:an~ins :Ob5.

J.:..'xcessive stress \'TaS also Li nked to use of (lrllC:s and

cigarettes.

Highly intelligent nilitary officers in higl1-stress jars

performed more poorIy than their less-intelligent peers in

one study of 350 officers. In lCYler-stress jobs, hcvlever,

the intelligent officers outperformed their peers , In other

words, stress on the job kept then f.rom fu l l.y using their

talents.
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::05

On a nore anecdotal level, IJark r;-'ager (1987) In 'OeEness

Sourcetook I confirmed the connection bet.ween the

manager/suoordinate relationship and excessive stress through an

exercise conducted wi th empl.oyees across America. E'JrlpJoyees Here

asked the f'ol Icwi.nq questions:

*

*

*

*

*

First, think of the Horst ross you have ever worked for.

\Jhat did he or she do that nade him or her the "bad ross?"

How die your boss I behaviour make you feel?

HaT did it affect your r:Dtivation, your conaai trrent to YCA~r

job, your desire to go to Hark?

\Jhat Here the nental and [hysical effects of your bess'

behaviour?

Althoush the answer's of these questions varied, four

manaqement; behaviours that nake people sick l~ept surfac i nc::;

like a reCl..1rring theme:

*

*

*

*

P~ing unpredictable

Uhittling away at employee sel f-esteeJil

Creating \lin/lose si t.uat.ions

Providing too IJUch or teo little at i mu.Iat i on ,



5.5.3.1 Being Unpredictable

7.0G

Even the most change-oriented employees like predi.ct.abi lI ty f'ron

their managers. 1)./ this, they mean not stagnation or boredom,

but the lmovdedgc that a certain action wi l.l. prcduce a certain

outcone: C<XX1 work wi l.L merit praise, mist.akes Hill earn a

reprimand.

An unpredictable rranaqer can cause a <]reat deaL of stress.

F.nployees spend Inre t.i.rae wonder irvj about; their boss I ncod than

they do \'larking. In some offices, e Laoorat;e enpJ.oyee networks

warn ocher's that the ronager is ccminq. !\lthou<:h the s i tuat i.on

may seen huroorous, the Lonq-t.errn health e f feets for work i ns fer

an unpredictable hoss can be disastrous. r~'hc phys i caI

consequences of unpredictable punisnraent have been proven in the

Laborat.ory, where rats who Here 'Jiven unpr'edict.abl.e electric

shocks developed ulcers and i nmme system def i c i enc i ea ,

5.5.3.2 \lhittling AHay at Sclf-r:steen

A sense of self-esteeI1 is a vi tal component; or a creative,

healthy, and productive enployee. FxtreneIy 101'1 self-esteen has

been linked to illness, premature aginc:;, even death:

*

*

:hose who are chronically anxious, cepress12c], and er-ot i onal Iy

raal.ad just.ed ShC\-1 roro physical deterioratien than those who

are better adjusted, according to one f'our-clecade stuay of 70/.

men.

Four mairi cont.r i.butors to sudden ::atal stress are "extrome

sense or failure, defeat, dlsappointnent , huraiLi.at.ion or loss

of self-esteen, II according to a sttxly of sudden deaths.
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I1anagers whi t.tLe away at their subcrcti.nat.es ' se_lf-esteem for a

number of reasons, both conscious and unconscious: to force the

employee to quit or because of jealousy or compet.i tion, the

manager I s O\'ID low self-esteem, or personality conflict. Ilhatever

the reasons, nana0ers can destroy soneone's self-estcen in a

number of Hays:

*

*

*

*

*

Humiliating the employee in front of col Ieaques

Dol i nq out unwarranted cr i t ici sn

J~nyins the enpl.oyee rec0)'11ition, rror:Dtiol1s, or a\'lan~s

Taking credi t for work the 8Grl0'.!ee has cone

Ridiculing or disgarasins the enpl.oyce ,

5.5.3.3 Creatin~: 17in/rose Situaticns

CX1e unfortunat.e by-prex:uct ci t11e sport s nenta.l i ty common

thr'ouqhout. ADericar~ business is the "wi.n/Lose" concept e ::f: one

side "wi.ns ;" the other side, by clc:Ciniticn, Dust "lose. II iJhen a

I:k.."ll1ager Hi ns a round at the expense of er.p] oyees, those erployees

begin to feel 1 ike prisoners of war c1efcatec1 am' snbject to

pun i shnent; , This feeling can lear] to "learner; helplessness," a

condition reI)rc-..cluced in Laborat.ory e)::-;erinents. cess treatecl

Hith inescapable electric shocks beccne so passive that; even when

they were unl.eashed, fhey sat and endured further shocks rather

than \'Jalking m'lClY.

At the workpl.ace , wirr/Lose situations can lead to a nuribcr of

undesirable results:

* F.:mployees becorse distrustful and hostile.
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*

*

*

[,erisitivity and empathy are sti fled.

Authority conflicts c~cone fr~lent and bitter.

Net-l ideas and crcat i vi ty are discouraged.

readlocks are created and decisions delayed.

P-.coviding ':'co r:uch Or '=Co Li ttl e Stimulation

Finding the r i oht; level of stinulat i on For cad: cnpl.oyee is an

irrportant juc1<Jenent call. 'The riejht love I. for a "racehorsc"

enployee would quickly exhaust. 2 "t.ur t Ie ;" '.:hatever UJ(!

employee ' s opt irral level, providing the d CJht anount; of

stimulation is essential to health and ']OC''(: ;.er':cn~~'l1cl? iVter

tha.t po.int , hOl'lever, Increasinc; stress C2uses rer::-orn:mce to c~rc[l

sharply.

'Coo little stimulation can also be very stressful. research

shews that boredon on the job is even r..c·re unconfort.abl.e t.han

long hours , heavy \·lor}:loa.el s , and prcss i.nq rcsponsibi 1iti es , In

this case, "stress" is not synonyr-ous \'li th ~)reSSl1rc, but Hi th an

irfoalance of atirmlati.on ,

'Therefore a p)si tive relationship vi th a -Danaser can <Jrcnt ty

increase \1ork satisfaction \·Jhich has been 1j nked to increased

longevi ty. In one 2L.:--year st.udy, 2G8 older people were examined

every four years to find cut ',;lhut the eldest ones 'had in (x)t1non.

O1t of 788 medi.cal , social, and psycho.loqi.caI fact.ors consiclcred,

"work satisfaction" was the second roost; iIJI'X)rtant, ranked

iI:1n€diately behi.nd "s-ced [hysical funct.i.on ino ;"
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5.6 What Every Hanager can Ib

How can managers st.reas-prcof workers to enable then not only to

survive, but to thrive in stressful \lcrk envi ronnent.s? One s cudy

of 259 business executives found the usual correlation r.Jehleen

high levels of stress and Lncreaaed frequenC'..! and severi ty of

illness for P.iCst of the executives. However, for a srnal I por t i.on

of the executives, more stress did not translate into reor heal th

or performance. [ene actually seemed to thrive on stress. The

study authors identified three rental characteristics that

accounted fer t.hi s ']roup' E "peychol.oqical han'liness":

*

*

*

A sense of control over the events in thei r I i ves

A feeling that chanse presente<; a new cha llen<.:;e

A deep underLyirxj CCT1fd tr-ent to \Ihat they \Jen~ c'oinc..

If employees can sancho/ acqui re fhese chC1ract<:?riGtics, they Day

De able to thrive under pressl1re that norr-a l Ly \!()tlh~ cause

illness, d i sabi Lity, or dcat.h ,

Cettin'] great performance f ron eT1['loyees (;q")Cnc]s on hew vie

translate what \'!e koO\-/ about; the con..teet ion lJetl':een stress,

"health, and procluct i vi ty into nanasenent syst.ens that not only

keep people froD settinc; s i ck , but help thee stay we.l l and work

wel l , One such rrenacerrent systen is cal Ied PI:PYS, an acronym

created f r om a set of f ive sk i Us and supp:..:r-t t.ool s that both

managers and enrtloJees can use to ninimi~e :~~ecessa~J

manaqeryaubordinate stress and naxini.ce perforrnance (I; Taser in

~lellness Scurce1:::cok).

participation. People do better to/hen they participate in

the cecisions that affect then.



Environment.

ReCOCJI1i t i.on,

Vnavlec1ge.

Style.

no

People do better when the env.i ronrsent;

offers theJ11 oprortunity and choices to

perform we l I .

People do better vfhen per fOrl:lance and

prosress are recognizee.

Pecple do bet t.er yo/hen they knew that tlhat

they (10 is inr.crtant.

People do better when t11e manaqernent. style

fi ts their level of ski 11 and comni tment.

5.6.1 Participation: 11. FeeJins o·t EelonsinC]

Participation en the job leads tc a. feeling 0:: beIonqinq, Hhich

is essential for creativity, innovation, and stress buffer ino ,

Participation helps erase feeHngs of isolation or alienation.

Employees whose manacers encouraqe part i ci.pat i.on in subst.ant ive

areas of their jobs are rore likely to feel a ~Jreater sense of

cor.:rrni tnent and put more of themselves into their work .

'The following managerial sk i 11s help foster employee

part;icipation :

*

*

*

Pushing dec i s icn-raaki.nq as Iow as poasibl.e

Listening actively

Involving employees in the shared process of setting

"stretching" goals.
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ftwironment: Building rrrust

A healthy work environnent is one in which employees feel safe to

take calculated risks and are encouraged to learn and groH. [I.

manaqer can help to create a good environnent by fostering a

sense of trust and mutual respect:

*

*

*

*

Start meetings on tine.

Discipline with tact.

Dnphas i ze problem-solving, not blane-plaeineJ.

Promote from Hithin, \'lhenever poss i bl e.

A health-enhancing errvi.ronraent is also one in which each

employee 's un.ique compet.enc i es are appreciat.ed , A ba Lanced t.earn

may require many different talents and tevperanents - net

necessarily a hOIrseneous sroui" f\ncther ir::rortant aspect of an~'

\\Ierk envi ronnent; are the norms of the ~:rot1p that both express and

shape enpleyee attitudes and actions wi th regard to health and

product i vi ty. In a healthy work onvircnnont , I"antlsers

acknowl.edqe and reinforce poai t.i.ve norms and i dont.i fy ~ssi'ole

barriers to health and productiv i ty,

5.6.3 RecOS'TIition: rnhancing Self-Esteer:>

Recognition for their efforts boos ts employees I self-esteem, a

fOverful determinant of toth rental and physical well-being. The

core or recognition is feedback - simply letting employees know,

on a regular bas i s, how they're doi.nq, Unfortunately, in the

rush of business, DOst nanagers neglect to give feecTIxlck,

assuming that employees "know" ho.-; they're doing.
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'Ihese managers give feedback only when they see a problem; then

they rush in \-Jith criticism or punishnent. me result :for

enployees is "t."'1e "leave alene - zap" effect. Ask most errr10yees

hos..... they're doing, and they will reply, "Okay, I <]Uess." P.sk

them heNT they know, and they wi Ll. say, "lly boss hasn I t yelled at

ne. "

tanagers who deliver nore positive than negative feedh~ck set tl1e

best results, research with a larse Canadian fin;"! has found. 'T~1e

optimal pcs i t.ive-neqative ratio is "':1. In add i t i on, all

feedback, whether positive or negative, is I10st effective when it

is:

*

*

*

*

Specific

Immedi.at.e

About something the employee can chan<]e

celivered for the benef i t of: the cfiFloyee, not the ranac:::cr.

{::nct'lledge: lmtidcte For Uncertainty

lihen erapl.oyees knew what their jcb prIor i t i es are and hew they

fi t into the larger Scals of the orsani~:ation, their focus of

perceived control srri.Et.s , They no longer feel controfLed by

outside forces, but take more r espons i biLi ties for their own

actions. lJanagers can provide the knowl.edoe their people need by

shcwi.nq them the "bi<] picture" - the organization I s goals, its

mission, and ho\'1 their der-artDent, job, and specific tasks are

inportant to the overall mission.



713

In addition, employees need to knOiv:

*

*

*

*

5.6.5

lJhat is expect.ed of them

\Jhat their geals are

\ihat a g<XX1 job looks like

Hoi" perforrrance will be evaluated.

Style: Regulating Stip.ulaticn

rIanagement style is a powerful. deterninant of enployee health and

productivity. 11any corrunon Hork-related stress probler.1s occur

when an employee is given too rruch or teo little supervi s ion for

a given task. l\n enthusiastic but not-yet-ccmpetent ecplo:fee

isn't likely to do a <]cxx1 job if under-esupervi sed, 'Chat failure

will not only set back the group's progress, but damage the

employee's enthusiasm and self-esteem as wo'll.. on the other

hand, supervising a proven winner too closely will cause

resentment and decreased job per£ornance.

The key to choosing Lhe ri<]ht management style is flexibility.

Each employee is different, and the same employee's confidence

and ability nay differ according to the task. A flexible ranager

will be able to "fine-tune" the arrount of cli rect icn and suppor-t

to keep employees performing wel I , Fven enplO'.Jees vri th high

degrees of intelligence and exper i ence may per form poorly when

their supervisors use an inappropriate management style. Using

the right management style means being able to assess the

competence and confidence the ernpl.oyee brings to each t.asl: and

provide the appropriate anount of supIXlrt and direction.
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5.7 Health Pr<EDticn

The traditional worksite health promotion prcgraDme does not

address the issues of leadership and mana-jernent., Thus, the best

health promotion proqramme is only as gcxx3 as the manager of the

target group. A programne is pcwerLess in the face of a manaqar

whose style creates excessive and r;otentially harafuJ. stress.

Some managers, for various reasons, may even prevent their people

from attending health promotion sessions. \!hen assessing and

developing a health promotion pr09rmrrme, the l1ealth of nana0er~nt

practices is a critical issue.

Thousands of managers use their Int.erpersonaI (IPS) ski 116 in

implementing performance appraisal, c~2loyee oevelofA1cnt, v~rk

incentive or a~y of the other t~1ality assurance progra~mes

calculated to improve product i vity. 'i'bere is a gra·;ing

reccgni tien in business and industry of the need fer

interpersonal processing between employces , Al.so there is a

strong movement; ta·/arc] intereJependent organizations in wh i ch each

enployee, at uhatever level, processes and shares products }:-.ased

upon his or her own unique data bases.

Systematically-organized worker trainins proqrararea arc less

likely in industry than in other areas. Perhaps this is because

of lingering management attitudes concerning humans as

"replaceable machines" rather than as the sources of

productivity. For exanple, often "quality circles" fail to

produce desired results because r.anagement uses

"reduction-in-force" indices of their success. In other hords,

the vK)rkers are supposed to particir~te in designing their ~'m

demise. Yet IPS-based human processing projrammes loom as the

most potent source of improving product i.vi ty (Carkhuff, 1983).
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Perhaps tile nost significant models for the private sector come

out of the public sector. rergeson and her associates in the

\lomen's caucus of the National Education Association (PFA) have

overseen the design and ir1pleI:1entation of the IPS-based \lomen' s

Leader ?raining Progranme. There tens of thousands of wonen

teachers learned decision-making skills to take control of their

Oh'I1 lives before learning group facilitation and processin<]

skills leading to improv~1 perfornance (Can~huff, 1983). In the

other instance, in her capacity as Vice President of the

\lashington Fducat.i.on Aseociat Ion, Bergeson has trained the entire

state educational leadership in IPS, thus establiclling a model

for facilitative rather tllan adversarial negotiation. {hile

these innovations [JOse potenti.a.l pol.i tical probl.ens for private

organizations just as they do for the I'-:I:l\, they are rsode l s for

i nt.erdependent; re.:!-aticns Hi thin and ['EtHeen incJivi.dua Is, units

and industries as t'Jell as betweon fBnc:w'encnt o.n<1 Labour fcrees.

lIe are all confronted by the .rrc>ducti. vi ty chaUen~!eG 0:: the

Iriforroat i on Age - teachers as wel.l, as school. boards and c it i zens ,

labour as welL as raanaqenent; and custcners. Achievinq

productivity goals requi res hunan processing and hunan relatins

to produce IX"Jre while expending less.

In summary, IPS are cr i tical hunan i nqredient.s ';::-ecGuse they

facili tate the accompl.i shmerrt of hunan se.als. IPf. help peopl.e to

explore each others' frar.es of reference. IP8 help flCCple to

understand the objectives for the tasks at l,anc. Finally, IPS

help people to act uron their shared objectives. In short, IPS

facilitate the focusing of hunan efforts.

IPS help us to live more effectively with our Eamil.ies at hone

and to help mere effectively our counselees in our counselling

centres. IPS help us to teach and learn ncre effectively in



our schools and training centres. IPS help us to work more

effectively at ourincividual stations and in our organizations

at work. In short, IPS facilitate our hl.IT.En productivity.

Overall, we stand about a 95% cl1ance of accompli~1ing any human

purposes when we have introduced interpersonal ski Us at high

levels. \1hether Vole train helpers or teachers or employers or

their recipients in IPS, we acconpl.i.sh our objectives far beyond

the probabilities of chance , Conversely, \'lhen He (10 not

introduce IPS at high levels, we stand a randoI'1 chance of

succeedin0 in any hunan endeavour. In conclusion, hUr1an

productivi ty is in part a function of peopl.e I s abi.I i ties to

process interr..ersonally. Int.erpersona.l Ly ski Ll.ed people,

understanding each other accurately, can succeed at any

reasonable human endeavour.

5.8 A Cbrporatian In South Africa

All too free:uently the vision of: investing in '.;eJ.1ness j" seen by

corporations as beinc idealistic and as der-ancing h\~<]e

investments financing the es t.abl.i shnent; of depar trnent s c!DC]

facili ties.

As such the effort of change and the cost thereof oecor-es

overwhelming and is pushed aside as a Jesser priori ty when faced

with short term sLITvival.

In the current economic clinate of ~cuth Africa M1ere short

term financial budgeting decisions predoninantly dictate as

evidenced by rationalizations in part icu.tar in the ni.ni n«

industry, the \'ITiter challen']es this c1issatis::=actory

J:1anagenent style of short tern focus on finance capital.
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In the words of Carkhuff, the financial strategies of dO\-msizin<],

restructuring, and the like are dcomed to fail, the strategists

elininate the test talent because this talent finds irrational

t.reatment intolerable. And they take wi th them the mos t valuable

information capital - their ideas atout the projects they have

been working on. For short term profits the financial strategies

precipitate long tern losses based upon their elimination of the

'... l' ~ , t (C ' h s: f 1 CK'O)new capica mqrecien s arxnur _-,n~.

In the Chamber' of nines there are a number of departrnent.s a 11

simultaneously dealing \<lith enployee tenefits and able to

contribute to a greater, or lesser deCJree, theoretically, ancl/or

practically to employee wellness through investi'1ent in corfOrate

climate.

'";11e depar traent.s 1-:;eing:

Corporate Planning

Research (Carma)

Personnel

rJ\P

Training

Health

'The Chamber of nines is a private sector orc]i1nization which

provides services prirnar i Iy to its ner.bers.



'The mission of the Chamber is to provide cost-eEfective, qua lity

services and suidance in those areas whi.ch merrbers a<Jree are best;

handled on a co-operative bas i s , with the objective of.

encouraging the prosperity of its nemhers.

This is achieved by:

I) f1aintaining close contact Hi th the nini.nq industry, and

anticipating and identifying those areas where

col.Laborative services would be benefid al,

2) ~~e advancement, promotion ano protection of the Mltual

interests and common reauire~ents aCTeec bv nerirJCrs.
~ ~ ~

3) The provision of leadershir and re~resentaticn in rr:atters

of industry concern, in both national and international

affairs.

4) ~le naintenance of exr:ertise and excellence in areas of

imr~rtance to tile industry.

5) The co-orclination of industry activities.

6) The promotion of activities whi.ch result in reducer) costs

to mines.

The present Chamber of nines nission shoul.d be ccnsumer

orientat~j to tlle point of operationalizaticn and

decentralization of its mission as per tile 10 principles of

creative leadership Impl.eraent.ed vrit.hin the processing system for

human productivity.

Corporate wellness could becone a reality requiring a centra]

ingredient of a consumer shared value syst.en, a COIT'Pl tment to

em[xxvering, people with thinking skills and a concerted,
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conscientious effort at co-ordinating resources I·Ti thin a

corporation for the first line consuners of the organization

namely the employees.

Table 5.1 follows the process of an employee throuCJh the Charrber

of i1ine organization from ewplo2~ent, motivation, career

planning, prorrotion, derrot.ion, st.aqnat i on, mentorship, ret i remcnt

planning, career plannins, health, leave, retrenchnent,

resignation or early retirement.

It specifies services required during this pericxl as faJling into

t ' t.eoori.es e 1) C".... • '» C] .;.. . 1 pl - ..,)nree ca egorr.es e ....\...reen1n'] , / "e .ect;ron, anc : Laceraent . ,,-

?raining and treatment nanely prevention, (;evelorr:ent, I7lanaSement

and na.irrtenance .

l3y utilizing the process of oper'ationeLi.z i no a corporate

philosophy throush thc departrient cf corporate plannino rel~r:in<]

on exit interviC\-Js, feedback and research based inforr:l2_ticn,

appropriate adjustnents a.re fed t11rou':-Tf1 the systerl to enhance jeb

satisfaction, increase job rosj.onsibi Li t~.' and as 5'.1Ch per .corr.-;,mce

notivation and productivity.

The four levels of: empl.oyees nanely, top renas-er.ent, Iilie1(]Je

manaoement , supervisors and ernpl.oyees I needs for deveIoprsent and

access to resources shoul.d be priori t i.zed and iJ:1:!::lerr;ented

accordingly.

'Ihese could cover such areas. as Carkhuff I s reconnenc1ed t.hinkinc

skills, and/or developmental proqrermes such as:

1) Interr..ersonal S'IdEs Tra i ninq

2) st.ress

Cope "('.are of Pressurized ~ployees"
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4) Assertiveness

5) Lifestyle

6) Stfustance Abuse

7) Enabling

8) Planning

9) Problem Solving

10) Parenting, and so on •.......

On the fo.Uowing page Table 5.1 provides an overview of the

researchers concentualization of a feasible stratenv in resnect of.£. .,;,. .J-

Corporate \lellness for the Chamoer of. nines.



'l'J\BLE 5.1 I ClWI8ER CE MINES 0JRl'aW1'E WEtUm:sS

I I 1-- ,- ~I~-------r

I E)nployment I Inductioo I PratOti01 Retirerrent I Health I' Retrenchment I
I I career I DellOtion Planning I III Health I Resignation I
I I Planning I Mentorship Stagnatioo I Maternity L 'Early Retirerrentl
I I Studies I I Military L I I
I L Burs~ies I I St~_ave_, _ I

I I I~-- I I
I Top Personnel lEAP/Training' EAP/Training I ElIP/T/Health ElIP I
I Management I I I
I I I I
I Middle Personnel I ElIP/Training EAP/Training I ElIP/T/Health EAP I
I Management I I I
I I I I
I S\lpervisors Personnel I ElIP/Training ElIP/Training I ElIP/T/Health EAP I
I I , I
I I I J
I E)nployees Personnel I ElIP/Training ElIP/Training I EAP/T/Health EAP I
I I I I
I
I SERVICES
I
I
I I I
I SCreening I Training and Treatment I
I selection I - developnent I Treatment
I and I - preventioo I
I Placement I - IlBI'lagelllCllt I
I I - maintenance I
I I I

I I I I T·_·--- --1
I I I COHHISSION I I I
I Job Satisfactioo I R I I Department I Exit Interview I
, M:>tivatien/ 'E I - coosumers I and I and FeedbacK I
I PeSlXlOsibility I S I - human " informatioo I Organiza- I I
I .. Productivi ty I E I capi tal I tienal I I
I . I A I cnt Culture and Climate (Olange I I
I I R I I -merge I ,
I I C I CDRPOOATE PlANNlOO I - abolish ( I
I I H I - develcp positive I - create I I
I I 1 i~tive sdleme I I I
I I I I I I

+--
How: 1. identify C'OItIlCll1 resources

2. identify CIlployee pcp..Ilati01
3. prioritise feasible interventiCXls
4. plan eatprehensive structure
5. co-ordinate
6. evaluate

Programmes: Cbpe
Lifestyle
- stress
- assertiveness
- interpersonal skills
- specific skills
- planning
- problem solving

Crisis InterventiCXl
Parenting
SUbstance Abuse



Picharel Eellingharn (1987) in Corporat.e Hellness ~ourcelXX)k speLls

out a comprehensive health prorootion prograr.me. 'mis i nvent.ory

Day be used to assess existing health prorrotion programmes or as

a C]Uideline to investing in one.

5.9 .H<M 'Ib Recognise A Health PrOlOC>tion Programme \'Jhen You see O1e

Practically every major organization in America claims to l1ave a

health prorrotion programme these days, but the r eview of the

health prorrot i on literature indicates a wide variety of results.

2X)me prograr.~es report dramatic increases in health l)€haviour,

prcduct i vi ty and rmra.l.ej others repor t, decreases in absenteeism,

turnover and health care costs, and SOI:1e cite posi t ive

cost/benefit ratics t11at are hiShly encot~rasing. i;0t

surpr i s innl.y, sti U other 2rc-sr"mr1es su~~se[;;t r'1uc"n less cpt i.nist i c

rotential and report much more conservative resul t s . "'<he

di fference in outcomes can probably be expl.e inec: by two na.:or

factors. One, these Ixcsrru'"1I,es coul.d be usi nq d i Uen~nt

evaluation designs anc. applyinC] rrore or less risor in the

analysis of the f indi nqs . Or tHo, these prcx::;rarnes nay vary

significantly in substance. In short, many of these DrcsraI:1f1es

could "be considered health proncticn progranr:es in nare only.

R Bellinghan (1987) addresses the subs t.ant i ve e i de of the

explanation. ~\~nty essential ingredients for successful health

promoti.on proqranmes are listed be Ico , :':":<).ch ingredient is

deacribed in an ideal sense .. \7'nile it is unrealistic to expect

any organization to have ideal levels on all 20 insr~1ients, it

is realistic to expect to find "acceptable" levels on most of

these ingredients if an organization clains to have C1 prcnotion

nrc:x-;rarm::le .... ~



5.9.1 Leadership Cor~itDent

Funding and space are available for a conprehensive proqrarsrre .

Leadership is committed to participa.te in and support; the

prcqremme , Hea l t.h prorrot ion is seen as a first pricrity business

need and managers are wil.Linq to oe trained in how to manage for

health. Leadership sees heaLt.h DrOI:Dtion as a long ten:"!

COIrDi trnent ,

5.9.2 Systematic Process

Implementation is broken down into fianageable phases \-li fh

realistic time Lirni t.s . 'Die first phase c1j a<:::n08i5 c'eterr:ines

where the organization is on a nurioer cf varia~les am)

priori t i zes its goals based upon the 6::.cvJnc1si s . '."he second p};<}[;e

develops fhe people and the prc:srarJ""les that are necessary to

implenent a successful rrCX]raf1De (for exanplo , !:;til ff

leadership t.reininq, prCsraDl-:1e deveIcprrent., facility cleveIopr-ent ,

and pronntional deveIoprcent ) . '"1le third phase de} j, vers the

sk i l Ls and auppor t; that peopl.e need to be successfuJ. in na1:inc:;

health lifestyle changes. r~"he fourth phase det.crrrines projrcss ,

r enews mot i vation, e!DO eva} nates prc~ESS, ir;[.aot and out.coro

variables.

5.9.3 AssesGl"'1ent

Programme planners use reliable instrur.ents to gain a thcrclJ<]h

sense of individual needs and interests, organi~ational

resources, and the culture of the on;;anization.

5.9.4 'I'horcufjh Plalming

A Corporate PoliC'.l statement on health is wr i t t.en, comrami.cat.ed



and support.ed by top managenent. r:'he health pronotion projrerme

has a \-Jell-definedI::lission, achievable scals, spec i fie

objectives, tasks, and steps, r.ased on a thoroush diagnosis of

individual and orsanizational needs. A DOuitorins system is

establi shed to review plans on a nonthly basi s to ensure th.at

proposed activi ties contribute to SOill achievenent . Hunan

resource allocation decisions are rode on the hJ.sis of these

plans.

5.9.5 Professional LeacJership

Full-tir1€, interdisciplinary (behavioural science, health,

exercise), professional staE= are selected on 81e rBsis cf

specific criteria for il"1l."'lerentin<J a comprehens ive hea l.t.h

promotion prosrar::ne. ~;tG.[[ (J0es t.hrourjh t ra i ninq r-ra-.;raDlCe fer

h l ' . l' ('J 1 r' . . . ). ea to pronotl.cn _eacern _' \"ee;,;:s 0 .... lntenslve tra:n:ns .

5.9.6 r:nployee InvoJ.veren t

Volunteer leaders representin<] a cress section of Love l G and

departments functions in a neani.noful. way on <"l l.eadersh ip

comrri t t.ee (for exanpl.e ,

inplementaticn). 'ih i s corrni t.t.ee is systenatically seLeot.ed,

trained and pr'ovi.ded l:;'uidelines for c.rer-atins <18 a group. "'he

coll'nittee neets on conpany tine, and ::art·:i.cir:-c:tion on t11e

COI"J'lli ttee is seen as a par t of the ~eI".l:-€rs I jobs and as

beneficial to their career. IBna0enent actively participates cn

the leadership committee.

5.9.7 Attention to Confidentiality

Health prorot i.on records are treated wi th the sarre sa:EeSil.lan:s and

protocols (rcspect ) as rted i ca l r ccords , 7\11 c5ata on indivi(:'ua)s



is coded, and only people wi th a specific need to knoo have

access to the files. Proqresa data on inc1i vicua.l.s in all health

Li restyle courses 1S treatec1 Hi th confi.dent i a l i tv dur i n« the
... oJ

process analysis. Confidentiality is a stated value of the

prCXJrartDe; cjuelity checks are reSl.llar1y conduct.ed,

5.9.8 Facilities

A fully equipped fitness centre is available plus cfasaroon space

and offices for staff and adequat.e showers and lockers fer non

and wemen.

5.9.9 Creative Promotions

Pror.ctional canpaiqnsj'nat.er i al.s (pesters, ::lyers, letters,

newspaper articles) suppor t all siS'nificant events. 1nV1ti1 ti ems

and announceraents are perscnel.i zed tl11en ~Y.)ssiblQ. I:utcrials arc

professicnul an<1 attractive.

5.9.10 CCJ:1li r eh ens i.vene s s

'}'he prCXJranne has s.[ecific strategies to educate erployees, to

provide then wi th opportun i ties to dove.lop ski Us and support ,

and to make a pos i.tive inpact on the environraent . Par t i c ipant.s

have an opportun'i ty to join a variety of health Li.f'est.yl.e IT...dules

desi<]l1eG to improve their physical, er,otional, intellectual and

spiritual Hell-being.

5.9.11 InteSTated Approach

1\ health promotion delivery be<Jins wi th an orientation,
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computerized health risk appraisal, wellness assessnent,

biometric testing, feedback and planning session. Eadh course

that follows actively supports the other courses and emphasizes

the interrelationship of all health enhancement efforts.

5.9.12 Skills Focus Health Lifestyle Bcdules

Eadh course consists of well-defined skills that will enable

participants to accomplish their individual goals. Content for

earn skill uses current educational technolcgy. At a minimum,

eadh member sets personalized goals and has opportunities to

simulate real life applications of the skills to living, learning

and working situations. t~ivational exercises are responsive to

the learner's fraroe of reference.

5.9.13 Enviraunental l1crlification

An analysis of cultural norms that may impact the success of the

health promot ion proqr'anme is ccnduct.ed , Results are presented

to management, and they ~gree to work on making the corporate

culture more health enhancing. f1anagenent realizes that the job

itself plays a major role in health and efforts are made to

strengthen positive norms, elininate negative norms and establish

new, health enhancing norms. Prcqramoe leaders see their primary

job as creating an envircrunent Whim supports positive health

practices. Gocd working relationships are established with

internal resources (sum as cafeteria employees) as well as

cornrrunity resources (sum as Yl1CA 's). lIanagement understands

that a healthy organization requires a healthy individual and

vice versa.



A~l c1epartrlcnts and all persons Harkins throughout the

orqanicat ion work together to accomplish the mission of: the

health prooot.i.on procramre , At a minimum, Hea.Lt.h services,

Organizational Ef:Eectiveness, ':::'raining, Safety, and l"A? should be

actively and funct ional ly cont.r i but i no to the health prorot icn

prcxjramme , All depa.rtnents take r esponsi.biLi ty for I:1a'rdnt] the

health promotion programrne see thenselves in a par t.nership

relationship I:/it}1 the orqarrizeticn - l:oth t.ake r'espons i.bi 1 i ty Lor

improved health.

5.9.15 Family Involvement

All aspect.s of the health r,ror.otion pro::rdIs~ are available to

fami Iy member s . FanDy riembers arc encouraced to t.ake part in

a1l health pronotion proc.:reJ.Dnes.

5.9.16 continuincr COI'iTlunications

~'here is em on<::;oins cormi tment to keep enployees in~orrec or:

local health prcrot i cn efforts and results as Hell as t.o

l:eep tnen aware of current research ana national t rende ,

~Tewsletters, calendars, nagazines, etc., are sent to eDplcyecs on

a resu1ar basis. IBterials are pro~essional and attractive.

There is a conmmication rrrxlel and syst.eri.

5.9.17 \~llness Orientation

The nafn thene in all courses, pronotions and events is to

optimize health and weI l-bein<]. 'I"ne ec::hasis of the proqramr-e is

to add life to your years. The essenti.al i dcas behind the

proqrarsme are to actualize human pot.ent i a L and to deveIop ener~JY

for service.



5.9.18 Quality Control
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Vendors are carefully selected, trained and r:onitcrecJ. Attempts

are made to watch vencJors deliver their services before they are

hired. All venders go throogh a one clay training proqrarure so

that 8'1121' are rani liar Hi t.h the philosophy and approach of the

prcqrurme , Vendors are evaluated at the end of each course by

participants as ..Jell as by their degree of eEfectiveness at

facilitating continued participation and proqreas in their

courses.

5.9.J9 Cn<]oing lbtivation

Health proooticn 1S seen as C1 \"1211 orchestratecl rrccess to

establish a Fore suppor t i ve cnvircnnent iDstea(~ of a ser i cs of

Lsol.at.ed events iq"'lorinej in(~ivi(;ua]s to tal:e n~re rcs;:c:nsiU.Jit:.,

for their health. IntelJri.ty is a key value in the nrSc:nizaticn,

S0 tokeni.sn and raixed nessascs are at Or prorriun, '~ilcrc arc

Lnd.iv.Idual.s to reb ndl,e enthus i asri for wel Ineas . ':1112

organization (lees not en<:.'ace in arbi t.rary et.ar ts and stc;;s in

res:arcl to its support; for the hea l t.h pronot icn r·rcsri1I1!'"'c.

5.9.20 Evaluation

':;.'he evaluation cJesign is conpat ihJ e wi fil nana<]enent I s

requirer:tents for Lnforrnat ion , '"::'he evaluation desisn enphas i ces a

atrono results focus. Evaluatio!1 object.i.ves are clear,

hypotheses are \/1211 st.at.ed, stuc~y r}esisn and methcds for

collection are appropr i.at.e , am] analysis procedures are

understcod. Funds for evaluation are in the t·l.~d<]et. ~ii th these

insrec.~ientG in mind, you \1ill re able to reccgni?e a health

prcoot ion :')nx.:-'rC1f1r1e when ycu sec one.



5 .10 SuImnary

This chapter culninates in an assessoent module for a corporat;e

health strate9'..I. It elucic1ates al I the relevant criteria whi ch

Dust Le taken coon i zance of in the riover-ent; towards nanasins for

heal th , \That Iol.Lows is the evaluation of: the il"ract of such a

progra:rlI'1e on apprentices in the nirrirv; industry in Scuth Africa.
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QfAPTER' VI

PRESENTATIO-:r AND ANALYSIS OF ElPIPJCAL f)ATA

6.1 Introduction

Coldfields Training Services, t ....ased in Glenhar'lie and

Luipaardsvlei, train learner officials, gaoui)tes an<]

apprentices in the technical exper t i se needecl :r=cr thei r var icus

careers wi thin the mi.ni nq Lndus t ry , T'nese t~"') t r ai riinc centres

perceive t.hemseIves to have a res.:x)ns i lvil i ty to i ntrcxluce to t11e

rrirrinq industry eq,loyees \'lho are not; cn.ly \'1e 11 tra inIY:

technically, but \'lho are also able t.o relate conatruct i vely

interpersonally.

As such :,art cf the t.raini.nr; is cii rcctcc' tG\lart: cnhanc i no t1~ei r

deve l.opment.aI pct.ent i a I as r;enplc an' scl')sL'(:;t)0nt~y cont r ibut i nrj

to a rore ade<.}uate prrxluct i ve and satisfif,<l '.1orl-::f('rce as a

who.Le ,

For the purposea of: this research a '.:;rcuI) 'of apprentices in the

f i e.Lds of electricity, fj ttins, motor r:'E'chanics, rirZJinC] and

pl.at inC] were seLect.ec" as subjects.

'l'hey were exposed to three tests by their trainers prior to

attending the Lifestyle prcgrarnne. :~are]y: a Lbr't: Perfcroance

test, a Learrrirv; j'i,chievenent. test and a Eeinler Scale of ?.ocial

Ftmctioning test. Shortly after atcendi nq the six clay Lifestyle

course the apprentices were once iJ.<]ain teste(~ on all three above

ment.ioned tests. Six rnnths Lat.e r they repeat.eel the Eeir.11cr

Scale Gf~DCjal ~~ctioninC] test.

'ille enpirical f i ndi.nqs of this study are presentee} in this

chapter. The f i ndi rrjs fall under 5 ra in sections nameIy:

* \brk Perforr.ance before and a f ter y,ifestyJe
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* Learriinq Achi.evement; before and after Li fcs tyl c

* The Heimer Scale of Social Functioning

* Stressors and their contanination of results

* l liLi tary Attendance and it I S implications

All percentases in the tables have eeen brought to the nearest

Hhole numoer wherever poss i bl.e , P(~rcentases are rased on the

fact that PO of the original sample could r:-;e cOmpdre{! across 011

the relevant criteria.

6.7 Cburse Presenter and Participant Details

Of the originoJ sample of J:-'O apprentices traincdhy three

presenters 80 became the f ina 1 sC1l"ple. r~he breab1ov.n in terms of.

the numbe r of apprentices trained by tfle three presenters j s

illustrated t:.elcw:

Table 6.1: The Pr<JFOrtional Breakdo.-m of 'i'rainee to Trainers

I
Trainer I Trainees %

I
1 I 25 31

I
2 I 32 40

I
3 I 23 29

I
I 80 100

':11e apprentices were t.ra i ned by ? (li fferent trainers and as such

were broken up into sroups of between ~0, and 1'0 apprent ices.

calculations freI'"! here on have 1)een wei.qhted in <'nler to convey

a t rue representation of ecn.ri.va l errt '.nr'.dr.t on the f i ve areas

beinS irl\lestisat&l.
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6.3 'Ihe Influence en Ibrk Performance P.efore and After the

Lifestyle Oourse

\lor}~ performance was measured prior to and after tile Lifestyle

course.

Results are tabulatecl belo\!!:

Table 6.2: Effect en Ibrk Performance Prior 1b and After

Lifestyle in the 'Ihree Groups

Trainer lk)rk Performance lk:lrk Perfonnance \'1eighted
P.efore After Difference

1 65 67.7 0.9

2 66.8 66.2 -0.2

3 66 65.3 -0.2

65.9 66.4 0.5

Cveral1 work perEorrrence increased O.~, that is t rai neec sccre,l

an average of 65.S'.:'; lTior to Lifestyle an(l (,G.!';': <1::tcr

Li restyle. Ur:on l:'..erus:ins the above table it \·;i]] he not.od that

the margin of. ir.rn"1venent or non-dmprovenent. i s r-i ninal . Vital

to note however is the fact that the average inprovc:nent overall

15 carried b~/ t.rai.ner £]roup one.

'That is, those apprentices in the trainer one C]rc\.1p iMprcved .9

compared to those in trainer CJroup tHO and three Lowerinc the

average standard of work pcr formance by .2 in these C]roups. illis

there:::ore resulted in an avera11 ir:1[TCVenent of .5 .

6.3.] Ibrk Perfornance eriteria Evaluation

The criteria against I/hich wor): per£crnance i'las 1:1eaS11re(] Here

cc-operativeness, stability, attenuance, initiative, interest,

leadershi.!?, accuracy, speed, d i li.qenco , condition of cools ,
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job attituce, interdependence, interaction, or0anizin0 ability,

and safety practice. These Here measured on a .5 r:oint scale,

naTIely:

5 excellent

;:l ocod

3 average

~ fair

'The results in res[-€ct of influence on these criteria after the

Lifestyle course are tabuJate:l be Iow:

Table 6.3: Impact on \lork Perromance cdteria

, I IIIrprova!Ent in
I I [order of pdority
I Criteria tb IIiproVarent l~~ after Lifestyle,
lCt>-q:erati~ •I
IIeliability 3
I
IAttelrlarre 0

I
'Initiative 5
I
IInterest •
I
II.£roership 1
I
I~ •
I
I~ •
I
IDiligenE 0

I'G:n:iitim of '1tx)ls I •
I I
1Jd:> Attitu3e I 2
I I
IIJrlefarlen:e I 6, ,
IInteractim I •
I I
l<Xganisin:J Abilityl •
I I I
Isafev.! Practice I 4 I



As noted work per formance overall iI'"':proved .5!.'> . Iii thin this

marginal improvenent the fo'l Lowinq t.endenci.es became evident.

Attendance, interest and dili0ence Cic not inprove at all.

c<rO['.eration, accurecy, speed, cond i tion of t.ool s, interaction,

orsanisins ability were raintained.

Ua.rs·inal inprcvenents were noted in order of r-riori ty as {oHC'tm:

Leadershi I.'

job attitude

reliability

safety practice

initjati.ve

independence.

6 .'~ Learning Achievenent Before and After Lifestyle

Over a set .:?Crior1 of. tine, apprentices underwent 7 tests in re:-.:.~ect

of the folJ.O\"'in~: Learrii no acb i everrent: criteria r.ar::cly:

diligence

initiative

r e Li.abi. li ty

interest

]eadershi.p

learnincr rate
t-"co-opera t i on

A consistent iuprovenent in respect of the areas l":'enticnecJ

occurr-ed, fill average of these results \-l<:1S cal.culated ['dcr to the

trainees under-joinq rifcstyJe t.rairrinc and shortly therea-:ter.
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Table 6.4: Learning Achievement Prior 'Ib and After Lifestyle

Trainer Learning Achievement Learning Achievement l1eighted
Before After Difference

1 53.1 60.4 2.3

2 56.7 61.8 2.0

3 52.3 58.3 1.7

54.3 60.3 6.0

All three groups showed an Lnpr'overaent; in the averaoe results

gained after the I,i -restyle course. Trainer one I s c::roup improve(l

2.3%, 'rrainer t\\O I S group 2~ and Trainer three I 5 group 1. 7'?:,

resultinC] in an overaJl inprovenent of 6% in learnin<] achieverent

after the Lifestyle course.

6.5 Time Bet\YeeI1 Trainees Attendance of Course and Subsequent

calculation for Poth \brk Performance and Learning AchieveI!ent

Tra i nees were tested prier to anc] after r.i festyJe. 'llC J i11'sC j n

t est inq tine after Li fos t.y l e (;i Lferc:-1 r.ct\·!een the 3 treinees ,

rl'able 6.5: Time lapse Between Tests

7rainer I:a~

1 58

2 39

3 4B

Average 48

':'here is therefore a 19 day d i fference in testinC] tine between

STOUp one and tHO and a 10 day di f ter'ence between srcups cne and

three.



"\ It 1S sil]nificant to note that; r~'raincr one I s group inproverent

in learning acni.evement. and \,ork perforrsance then becomes even

nore sisni ficant when compared \'1i th S:::"(")UPS two and three. r;11at

is, if one t.akes into conaicler-ati.on the hypothesis that ski Ll s

or if:TprOVCI'1ent bocorre di f Iused ever extenclec1 periods of tlT1C.

6.G The Heimler scale of SOCial Functioning

'Ihe positive mean score of trainees Has neasured three ti.mes:

refore Lif.estyle, shortly after Li.festyle and b nont.hs later.

Table 6.6: 'Ihe Difference in Life satisfaction of Trainees

Pefore Lifestyle, After Lifestyle and 6 lmths

Later

Trainer Difference Berore and Difference 6 'lbtal
After Lifestyle lbnths Later Difference

1 + .4 .1 + 3

2 .3 1.4 1.7

3 .6 .2 .8

.5 1.7 2.2

Overall trainees li fe satisfaction (iroppe:l .5 a Cter the I .i festyle

course. Six rronths later it had dropped :-1. 7 rcints further.

7bgeG~er this results in a 2.2 drop in life satisfaction ef

apprentices 6 F.onths after the lifestyle course.

It is hiShly significant to nete that trainee group one's life

satisfaction increased by .1'_ ir:me<:'iiately, dropped .1 six raonths

later thercfore still renained .3 higl1er than prior to the coursc.

r;:here are two assurptions which can be made at this point:

.i , It is the trainer \"Iho Lmpact,s the trainees rore than the

content.
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ii. Being exposed to what life could be like, highlights for

people the gaps in their own llves.

G.6.1 Shift in Significant categories of Life satisfaction

An aver'aqe pos i tive mean score is 'between 7? and 79. A score of

GO and above indicates a person \.iho is able to f.unction in

society without the suprurt of professionals. If the Positive

nean E'<:ore is between 36 and 60 the person is abLe to funct i.cn

v,rj th heavy reliance on fani Iy and friends or professionals tn

cope with his current situation. IJhere the Pcsitive l!ean Pcere

is reb-Ieen 0 - 3F· the individual is in need of concentrated

supJ:X)rting relationships, protectiyn or assistance.

'Iable 6.7: Shift in Positive fiean SCore categories

1 1 I I I I I I
categories Heir.tler1 % IHeirnler21 % IHeimler3 Q. l'Ibta11 % I'0

\ \ \ \ I \
o - 36 I 1 I 1.251 2 2.5 I 3 I 1.251

I I I I I I
36 - 60 10 12.5 I 7 I 8.751 10 12.5 I 27 111.251

I 1 I \ I I
60 - 72 16 20 \ 18 \22.5 \ 13 16.25\ 47 \19.5 I

I I I I I I
72 - 79 8 10 1 13 116.251 16 20 I 7 115.5 1

I I I 1 I I
80+ 46 57.5 I 41 151.251 39 48.751 126 152.5 I

I I \ I I I
80 100 I 80 1100 I 80 100 I 240 1100 I

'The novenent wi thin and across [..osi tive nean scores is 1i mited.

It is however iPi'Ortant to not.c that cne person fell into the

o - 36 cat.e-jory after neinler 7 emu another after Peinler ].

'~'his could be when people become aware of their neediness In

res~ct of other peeples' level or functioning as cor-pared to

their am. secondly, there is a move to.-lards the nom over t i ne

with 10% of trainees, s Iot.t i nq in between the 7-:' - 79 norn prior

to Lifestyle and 16.25~ after the course. 'rhe fi<Jure cont.inucs

to rise wi th 20Z; of trainees .;:'allins into t.he ncrnative slot

after 6 reorrchs ,
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?here is a noticeable drop [rom 57.5 to 51.:-:5 to 48.75 over time

in the 80+ cat.eqory , This my be indicative of ewarenccs of the

totality of life di~~nsicns, and the trainees realisation of

their o\,n relative limitedness in respect of ~1is ~?Cctrum.

6.6.2 7he Relaticnship BetHeen the positive neun Score and the

resat i ve rlean Score

The negative t:ean Score is expected to be /0% to .?3.3~ of HIe

Positive [lean Score. It the tJe<]ative r1ean SCtJre 1S nore them

33.3% of the Positive riean Score e,(~in(1ivitJuRl is seen to carry

a more than average Load of f:r~1strati()n. Like\lise if the

lTegative lle?.n Score is less than 70Z. of the positive IIean Score,

the individual is seen to experi.ence teo little frustration.

~evere frustration over]cBd na~ sive rise to lk1ralysis of

functioning or breakdoon in sore areas of funct i oninq, 1\ 101,1

frustration score Day be an indication of deni.a l of. f rust.rat i on,

or a lack of Erus t r at i on that I",ay Load t.o st.aonat ion.

Table 6.8a: '!he Shift in Frustration/satisfaction Ratio Before

and After Lifestyle

I I I I /
~rn I Number 1 I Q. rJurnber .., I % NllJl'l.ber 3 % / 'Ibtal I Q.

't> L- '0

I / I I / I
0 2 I 24 130 15 118.751 30 37,5 I 69 I 29

I I / I I I
2 3.3/ 32 /40 30 /37.5 I 26 32,5 / 88 I 37

I / / I I I
3 .9 I 22 127,5 32 140 / 19 23,751 73 I 30

I I I I I I
1. I 2 I 2,5 3 I 3.751 5 6,251 10 / ~

I I / I I I
I 80 /100 80 1100 I 00 100 I 240 /100

30% Of trainees fell beJo\! the ncrnativc frusr.rutiol1 level
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prior to Lifestyle. rmnediately after on.ly ]f;.75% fell [",C10"1

this norm but 6 nonths later 37,5% trainees were belo\l the non".

Forty percent of t.ra i nees pr i or to Li festyle fell wi thi n the

norm of 2 - 3.3. Ai:ter Lifestyle this c1r0FI-:€Cl to 37.5 and s i x

nonths later it dropped to 37.5'3. Ee::ore T.i f'estyJ e 27, 5~J (y('

trainees were e)l)€riencing hiSh levels cE frustration. j'·fter the

course 4·0Z, were frustratec: \lhcreas 6 nc;nths Lat.er this

per'cent.aoe dr'opped to 7J, 75~. One r.ay t.enr.at i veJy ccncIude that

those trainees utilising the ski 11s tausht them c~l.1rins the

Lifestyle course were able to use them to their ac:vant;-lC]e

thereby rC(:llcin,] their] ove l of frustration.

'}10se trainees expcr i enci.nq ir.1J'Obi 1 i.sinS 1evc Ic 0)17 f:nJscrati en

those alreac:~{ ir,rcbi 1 Lse(~ \ le::-e teo :3tro:,sed to be 21;1 (' tc

inte']rate the skills ;-~eins irpa:cced. r,:';'1i.s is conf in).?cl by an

i nd i vi.cual revi ev c~ t1'1o reLevanc sccres , ~t \lCl'lc' 2:~peaL t11at. a

.5 f.rustration Jevel is the turning loint <or a ret.urn to the

norm after a ::,i restyle mtorvcnttcn. ':~nis is inchcative of

viewin« LiEestylc as a pro-act ive strate':)] vcrsue a.. t~lcra~;cl;t ~c

interventicn.

6.6.3 An Ov'erViC\1 of the Frustratic:n/~~tisf2cticnrutics

J\. coraput.ez analysis of the .overa ll averaqc change in

rrustration/sutistaction r atios is set out h:lo\.,':

Table 6.8b: Specifics in Respect of Frustraticn/satisfacticn

Patios

IHeimler 1
1
1
1 .298

Difference 1Heimer 2
Bebl 1+1/1+21

I
.40 1 .338

1 Difference IHeimler
lP.etw 1+2/1+31
I I
I .29 I .309

3 I Difference 1
lP.etw 1+1/1+21
I 1
I .11 I



The d i Eference between IIeimler 1 and 2 is therefore . L~O. Betweeri

Heinler 2 and 3 is .29 and between Heimler 1 and 3 is .11 • Th i s

indicates an upffiJing in frustration after Li festyle wi th a c1ro;?

in frustration 6 months later. However, frustration levels

overall still renain .11 hisher than initially.

Further a trainer differentiation is elucicated beloh':

Table 6.9: Trainer Differentiation in Respect of Frustration/

satisfaction Ratios

1 1 1 1
Trainer 1Heimler 1 IHeimler 21Heimler 31

I I I I
1 I .3 I ") I .2 I.oJ

I I I I
2 I .2 I .4 I .3 I

I I I 1
3 I .4 I .it I .~ I

1 1 I I
I .3 I '") I .3 I• .j

In crainer 'Jrc~r: cne over t irre Ji Co f rust.rat i en (ccrcases, In

trainer 'Jroup tHe it increases Dart:erJly (.?) on,J rllt1101;~;}1

lC\lered (.1) it rer-ai ns h).r:;het" than orh;iniJUy (.1). ~'o c~vmse

Has noted in group three. Presenter (~j += ferences r-noo as.'l j n

became marked here with t.r aincr srotT one havino the hoa lttri est;

['rofile over tine.

6.G.~ conparison Pet~leen tile Gross SCores and the Pase Scores

1\ di fference of 6 to P [Dints between the sross l:osi tive score

(GPS) and the ease posi t ive score (BPS) and the base neoative

score (BUS) resl.1ecti'lely, inclicates cpti.f'.aJ functioning within

the set criteria. A difference of less than 6' points ~lavS a

tendency teHarcs ri\]idity, and a c2if£erence of rore than 8

points, indicates a <1esree of uncert.ainty and arbivalence, an'!

even am:iety.



Table 6.IOa: 'ihe Difference in Positive SWing of Trainees

Before Lifestyle, After Lifestyle and 6 lbnths

later

Trainer Difference Before I Difference 6 'Ibtal
and After LifesvJlel lbnths r.ater Difference

I
1 .1 I .1 .2

I
2 .4- I .3 .7

I
3 .0 I • .1 .4

I
.5 r .8 1.3

':,'he in{;icaticn is th<:lt there in an i ncrease i n tbe positive

s\'JinC] of 1.:;. In fact the ~.;··:ins increcu:>ecJ ir: f1einJ or One {nT'

7.1 to HeiDler'IVio, 7.6 to Ilei nler ':'1:roo, i:J. "~"V1t is there \135

a rroverrent; irer. Hi thin, the norm tc the tor end of the norri

being indicative of Lncreaeod uncert.ainty an(~ or.:bivalence. chis

would nake sense in r espect of t~1e cont i nuouc st.iDulation and

chal.Lence 1'OSe(1 by the content 0:: tne I,ifestyle course.

Table 6.IOb: Trainer Differences Ccr1cerning the Positive S\"ing

I
Trainers I PSI PS2 PS 3,

1 , 7.9 8.1 8.2,
2 -, 6.3 7.3 8.1,
3 , 7.5 7.6 8.9

'?rainer- one's 9rouI) rer-ai.ns at the tol' end of: the norri just

cr'eepinq ur ry .7 overall. -:rainer tvlO'S 'Jrcu~) r-oves frcI:l t.he

Icwer end of. the norm to j'..lSt above the non"l, sho\'!inS a rar1:ec;

increase in anxiety. Truiner three's sroup 'besins at the tC'fl ene]

.0£ the non"! and roves .9 beyond the norra of 2 i.ndi.cat ive of

anbivaIence , AlthollSh there is an increase in a l l 'Jrou[,s,



trainer one and bolO I S grcups movcnent can be saia to be the

healthiest as lTOverent cccurs closely within the paraI:1eters of

the set narn (6-8).

Table 6.10c: tbver.ent Uithin Noms and categories in Respect of

fbsitive S\oring Over Time

I I I I
Norms PS 1 I % PS 2 % 1 PS3 % I 'Ibtal 1 %

I 1 I I 1 1
- 6 30 /37,5 29 136,251 25 131,?-51 PA 135

I 1 1 1 I I
6-8 24 130 21 126,251 23 128,751 68 128.4

I 1 1 1 1 1
8+ 26 132,5 30 137,5 1 32 140 1 88 136.6

I I I I I I
80 1100 80 1100 I 80 1100 I 240 1100

':he above t.abulat i on indicates that, over tine the trainees

became less risri<1 I ,e , J7, 5 ini tiaJly fell 1.'C 1c ,·: (. ,mc: G rcnths

Trainees a Lso becorae ["ore an1)iv<31ent c";D(1 uncer t.ei n as

clenonstrated by 32,5'3. prior to Li fest::lc' s Iot t i no in over tl~e

non'! of P, ancl G nont.hs Iat.er /0": {<:111 ins into this s€'ctor of

the norm.

Table 6.100: rrhe Difference in negative S\-ring of Trainees

Pefore Lifestyle, After Lifestyle and 6 fbnths

later

'i'rainer Difference before Difference 6 'Ibtal
after Lifestyle M::lnths later Difference

1 .5 - .5 0

2 .5 .6 1.1

3 .1 - .1 0

1.1 0 1.1
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The above tahle indicates an overall increase r n amhivalence

ilT'Dediately after Lifestyle which is raai nt.ained to sare c1e<::.tree G

rrontris later.

'iihen one Looks at individual presenter ir.:F'c"lct hrwever , t rai.ner

one and three I s grou.?s increased anxiety dimini.shes over tine,

trainer two ' s groups increases and is mai nt.a i nccl , thereby

Inf.luencinq the overall total di fference. It is Indeed apparent

at this point that inchvidual present.cr dynamics may Hell be the

I:'ost influential criteria in respect of chansed behClviour and

the waintenance thereof.

Table 6.lOe: Trainer Specifics Relevant to Negative S\-ling

Trainer ns 1 ns 2 lJS 3

1 7.8 9.4 7.8

2 6.9 8.1 9.6

3 9.6 9.9 9.7

. r.i.rainer ene's src:up nes~-;ti.ve s\'!~n[" increases s·.J}istant-£al1~/but

returns tc wi th i n the norri to the or i qi na l s\-linc] af t.cr r; rr,nt~'1s.

':'he second srcups neca t i ve SH1 ns increases ever t i rll?

suost.ant.ia l Iy and the increase is naint.e i.nec: indicatins

Increased anxiet.y . '='he rovt,!r:ent \.Jithin the thi rrJ I]roup is

mirrima l..



Table 6.10£: fbvement Uithin H:mns and categories in Respect

of .Negative Shring Over Time

1 1 1 1 1
norms NS 1 1 % NS 2 1 C!. NS 3 1 % 1 'Ibta1 1 0

-0 15

I I 1 1 1 1 1
- 6 31 138,751 29 136,251 24 130 1 84 135

1 1 1 I 1 1 1
6 - 8 23 128,751 14 117,5 1 23 128,751 60 125

I I 1 I 1 1 1
8+ 26 132,5 1 37 146,251 33 141,251 96 140

1 I 1 I 1 1 1
80 1100 1 80 1100 1 80 1100 1 240 1100

The above table similarly confir1:1s the rovement occurrin<] in the

:£X)sitive s\ ..rin<] . r;nirty ei<]ht percent of trainees ~ad a ric:: i cJ

tendency .prior to t.i festy] e ,·;hCn"'lS cr.' y 30~ (lid (-, nont11s l.ater .

T',5% wero anxious and aro.iva.lent; :;::ri.cr to J i ;:estylc \-1;:ere:iJs

,"1,25'6 t·/ere uncertain a f t.e r the CC!1):se.

confrontation Hith content s ini lar tc and evok inq ermti.ons and

thoughts about life spheres woul (; C~11i te !YJssibJy r esul t j n l e5S

rigidity and more ar:ibivalence. r;hat is, thousht at-cut res,;:x;nses

Hould be the rreferre(1 order of the cny in respect of both

r~sitive ~~d nesative life areas.

6.6.5 The ['oed Variance cf: Apl-'Jrpntices ever ""ir:c

Functicning with DOS~ satisfaction ane least frustration is seen

by conparinq the Base Positive S-core to the Gross ?Jegative

SCOre. The variance in rrood of an indi vi.dual over a per i od of

t i me is reflected by this compar i son, whi ch is also kncwn as the

"criss-eross". No fic;'ures have yet been estahlished to indicate

what a norrnat i ve variance nay be.
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'n1e }Tegative criss-cross

lob 'significant changes occurred in resr~ct of the nesativc

criss-cross.

Table 6.11(i)a: Trainer CCnsistency in Respect of Negative

Criss-cross

Trainer

1

2

3

- CCl

0.4

0.3

0.4

- CC2

0.3

0.4

0.4

- CC3

0.3

0.4

0.4

Al l movement; in respect of t i ne Lapse have r cna i nec? cons t.arrt

namely 0.1', on i1verc:se an(1 rresenter cons i st.oncy is olwi cun ,

Table 6.1l(i )b: lbvernent Uithin Frustraticn, satisfactial

!'brnative categories for the tiegative

Criss-cross

1 I 1 1 I I
norm 1 - CC1 o. 1 -CC2 1 <!. 1 -CC3 I 0, Total I %'" -o '0

1 I 1 I 1 1 I 1
2 1 19 123.751 14 /17.5 1 ' 15 118.751 L',B 120

1 1 1 1 1 1 I 1 I 1
12 - 3.31 25 131.251 24 130 I 32 140 I 81 133.751
1 1 1 I 1 1 I I 1 1
13.3 + I 36 145 1 42 152.5 1 33 141.251 111 146.251
1 1 I I 1 I 1 I I I
1 1 80 1100 1 80 1100 1 80 1100 1 240 1100 I

There was movement; wi t.hin cates-cries if one l.inks the reed variance

to the norms of the frustraticn, sat i sf'act i.on ratio as shoon above •

. In general s l iqht.Iy less trainees fell into (1 tee 10',/ Level of



- ?i~6 -

frustration that is 23.75% before and 18.75~ after tile course. TIle

movement; towards the norm is increased from 31.:25% to liO,?; whereas

high frustration indexes beccne slishtly less namely ~5~ before and

~l.25~ after Lifestyle.

6.6.5.2 The Positive eriss-Cross

Table 6.11(ii)a Trainer Impact CCncerning Positive eriss-Cross

I
I Trainer +CCI +CC2 +CC3
I
I 1 .2 .2 .2
I
I 2 .2 .3 ')

.~

I
I 3· .2 .2 .4

-I
1 .2 .2 .3

'::'rainer three I s Src\1p enercs; in respect of the pos i. t i ve cr i ss-crcss

increased .2 over the 6 mcrrth period, ~'o ot.hcr sisniHcant chanqec

are noted.

Table 6.11(ii)b lbver.ent Hithin Frustraticn, satisfacticn

l-brmative categories for the Positive eriss-Cross

I I I I 1 I I 1
I Norm 1+ cc 11 % 1+ CC 21 % 1+ CC 31 % '!btal 1 %
1 1 1 1 1 1 1 I 1 1
1 - 2 1 33 141,251 31 138,751 41 151,251 105 143,751
r- 1 1 1 1 1 1 1 1 1
12 - 3.3 1 18 122,5 1 18 122,5 1 10 112,5 1 46 119,251
1 1 1 1 1 1 1 1 1 1
1 3.3+ 1 29 136,251 31 138,751. 29 136,251 89 137,0 1
1 1 1 1 1 1 1 1 1 1
1 1 80 1100 1 80 1100 1 80 1100 1 2<10 1100 1

A IT>vement bela'" the norra is nct.ed in t.hat; L;..l, ~5'G of trainees Here

initially bel~l t~e norn and after (, ~nths 51,25Z were. Prior to

.: the intervention 22,5% were with in the norn an(: F nonths Iat.er only

12~ 5% wer'e .



6.6.6 Conparison rehIeen the Synthesis (Sytn and the pc,sHive rJean

Score (PI is)

A syrrthes i s score wi thin C points of the Pr:5 inc1icates a SloOO1

perception wi th i n expect.ed Li nits of realism. A synthesis score

above 8 points of the P!'S indicates an cptirii st.ic glorul perception,

and a synthesis score bel.ow 8 point.s indicates a pessimistic giebell

perception.

Table 6.12a Trainees lbvernent between Optimism, Realism, and

Pessimism in Respect of Life Vie-IS on Average

life View Before IS After I.S 6 l'bnths 'Ibtal
Later Difference

~tirnistl 2.8 5.2 4.6 1.8

Realism -1.0 -0.3 -0.4 -0.6

Pessimism -4.6 -5.1 -5.6 1.0

Trainees becaroe I'Dre opt ini st.i c (] .f') i .o . the F'ove was wi th i n but

away f'rora the central point of the norr.. In respect of real i.5D they

become rore realistic (-0.6) and concerning },~cssir.isr they P1Ovec1

1.0 further ta...ares pcssimi ST:l m;ay f ron the realistic view of 1 i fe.

Table 6.12b: Trainer Difference in Respect of Life view

Life View Trainer 1 Trainer 2 Trainer 3
1 1 2 1 3 1 1 2 1 3 1 1 2 1 3

1 1 1 1 1 1
~timism 2.4 1 4.2 1 1.6 3.6 1 6.4 1 4.7 2.1 1 4.6 1 7.7

1 1 1 1 1 1
Realism -0.8 1-0.5 1-0·9 -0.9 1-0·2 1-0·3 -1.3 1-0·3 1-0·7

1 1 1 1 1 1 1
Pessimism -4.5 1-3.8 1-5.9 1 -3.5 1-5.5 1-3.5 -6.2 1-5.9 1-8.3



Trainer One

These trainees becarse less optimiat i c and rroved sliShtly in

t.cwards the central point of the norm (::'.~. - I . ~). Ccncern:i.ns

r eali sm 0.1 of a rove Has rrade :::nrther f rom the core of thc norrn

(-0.8 - 0.9). .n,. 1 J. movement; occurr-ed to\'lare]s the centra J norri

in resl~ct of pessimisD (-4.5 - 5.9).

Trainer 'TWo

These trainees became slightly (1.1) nore opt i miat i c , "hey !:1oved

f ron a -0.9 negatively tin~Je6 real i sn to a s~:i.(]11t1y rx-re

posi t Lvely ti.D<]ed realisn (-G.?) and the Leve L or: J''Cssir'isI1

reDained unchansec1.

A 5.6 r-ove tr,\·,'c:m]s Gilt ir~i SI'l '.las not.cd , (7. 7 - 7. 1) real1 S~..,

Table 6.12c Overall 'Ibtals in Respect of aptinisn, Realisu and

Pessinism Over TilE

Life Vie\'1

Q>tirnisn

Realism

PessirniSI!l

Before LS

8.1

-3.1

-14.1

After LS

15.2

-0.9

-15.1

6 lbnths Later

14

-1.3

-17.6

Overall an increase In optinisn of 5.9 points ~Jas not~l. (]~ ­

8.1) 1'-. 1.8 increase in r'eeLi sm VIas eli spl.ayed (-1. 3 - ~.1) am? a

3.5 movement; in the direction of pess imism occurred (-1,1.1 -

17.6).



Subtracting 3.5 (increase in pessil'1ism over tine) fron 5.9

increase in optinism over tir:~ = ?~. By a~ding a 1.2 increase

in realisn one is led to the conclusion that a Lifestyle

intervention pro!iotes a better attitude to life.

6.7 CD Stressors Impact cr Conte.ninate the Socii'll Fur.cticnins,

Scores !~lucidated in this research?

The Bo.lmes Pae stress SCale \'ICIS conpl ete(~ hy a l l trainees prinr

to doinsr the Heiml.er , each tine, in an effort t.o hic:;hUcFnt

sisnificant cont.amination of results 0:' outside s t ressors ,

The indicators conpl.et.ect were ranked and scored as Eo11.oV.'5:

Rank Event ~,Ta),ue

1 Death of Sp:mse lOO
") e-ivorce 73,-
3 llarital Separation G5
• ,TaU ~errn !S3c,

5 [eath C-C close ~arli11' nenoer (;3,/,J...

6 Pe~scnal injnry or illness 5:1
7 !larriase 50
8 Pired fran work 1~7

Stressors Here exper i enced !)y trainees. Frcn an in(1ivic'ual

perspective these stressors substantial ly inracteeJ their life

satisfaction, reducing it ly an averace of up to 1/1. Overall

however , \'lhen the impact is evaluated r"er testing per i.od the

imr~ct of the stressors average out and'it can therefore ~e

hypothes i sed fhat suet) Lndivi.duaI event.s did not s i orri f i cantIy

influence the overall results.

6.8 Coes the Conpletion cf niJitary f'ervice Prior to r:nterinf] i'l

career Sisni-£:icantly Influence Results?

,Some seneral cor..ments in respect of the criteria neasured as

influenced perceivably by the conpletion of nilitary service

prior to an apprent i ceshi.p d 11 :olln'l.
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a. Hork Perf:orI:'ance

Trainees ~avins conpleted Military service perform an

average of 4.5% better than other trainees. O/er tine,

hc\vever, their colleagues surpass them by .7% •

b. Life satisfaction

Life satisfaction of trainees coraplet i nq military service

Has naintained and in fact increased by l~ whereas Uleir

colleagues life satisfaction decreased ccnpare t ivcl.y bi' 4%.

c. Frustration/Satisfaction

A. frustrati.on increase was notecJ. 0:: (.:n in those not

havinq cor~letea rni 1 i.tary service.

0. j"esati ve

r;'he nesative s\'lin~; that is <1nb:; Vi'11 once i:1:lC: uncer t.ai nty of

non-rri I itary atten{!ees increased 'by 1.:-' poi nt.a rrore .

'}hcse trainees not havi nc; ccmpJ.ete(] rri 1i tary aervice

indicate a .7 increase i.n rro:~ s\lin<] ccnpared teo a .'.

increase in those havinq ccnpl.cted. military service.

f. Learnins Achievet1ent

'=hose trainees in the group 0::: nil i t.ary conpletion

performed 3% "tetter than their colleagues and maintained

this 3~.> lead over the t.ot.al period they were observed.
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6.9 Summary

1. OVerall work perfornance increased 0.5 after Lifestyle,

with marginal ir~)roverrents, in order of priority, occurring

in respect of Leadership, job at t i tude , reliability, safety

practice, initiative and i ndependence ,

An overall improvement i,n learning achieverrent of .6'),

occurred, distributed evenly over the three ~r()urs of

trainees.

3a. In respect of life satisfaction a ?2 drop occurred. ~1ere

exists a marked difference between the three groul's in that

one improved narked.Iy and hIO (lid net. 'J:'he ascumpt i on can

therefore be nade that t.he personal t.raincr dynamics

c1irectly in::ll~ence t.he r esul ts ct'tu.inC(1.

3b. I, lO~; Increase HC1S in(Fcdte(~ 10 ter,-::s cf t ra inces s Iot t i rvj

into t.he positive roan scoro non' (:~ 7~ - is? after thc

Lifestyle interventicn.

3c. Ccncerning the frustration/satisfaction ratio e,e DOst

rneani nqfn l findin~; is that iI:1T1cciiately after Li festyle

there is a substantial increase in frustration (~7,5 ~·o(». (~

h.i h ,. . . . . (...,..., 7"°) ,....". l...._\'l a.ci dmu.m.snes over tIne to .r c , :"'0 • .; ru s ray 1)1;:.'

indicative of trainees ~)8ing able to iT:1ple~nt the sk i 1113

taught them, thereby reducinC] their level of life

frustration. Further it is hypot.hesi sed from the sraaLl.

saDple that a .5 frustraticn level cut the norm is the

turning point for a return to the ncrri after a Li festyle

intervention. 'ihis being indicative of using lifestyle as a

cJeveloprental rather than thera[€l1tic strateS'./.

3d. Uncertainty, ClP'lbivalence and anxiety are increased as

indicated by an increase in the rositive sHing of 1.3.
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Rigidi ty decreases as 8110\'111 by 37,5% 0= trainees becotri.nq

31,25\'s of trainees scoring less than 6 six morrths later in

respect of a pas i t i ve 51'1ins norm.

3e. Looki.nq at the elements of cpt iraism, realism and pessimisn

the £ol1o,.;ing becomes evident. ever a S1X nonths period

there Has a 3.5 increase in pessimism and a 5.9 increase in

opti misn, Concerning real i sn a J..8 increase occurred , J3'./

wei<]hing these increases up asainst one another the

tentative conclusion my be made that attem:ins a Li f'est.yl.c

Ceurse pror.otecl a r.ore realistic and positive at t i t.nce to

life.

c., l\ stressful incidence influences apprentice per forrsancc fer

the worae , ".rhis drop in perforriance r ene ins evident over a

six r.onths l.:€ricxJ. 'l'he f i ndirxjs of the study wero not

affected by stressors hcwever in that an cc.;t:al arrourrt cE

stressors were experienced over the three testing per i ods ,

5. Completion of military service ~./ apprentices prior to

attendance of a lifestyle course appear's to i.rapact

perfornance. lbre consistenej across criteria measured is

apparent than for those apprentices not having conpl.et.ed

military service.

6. Finally it must be noted that presenter di ffe rences feature

as critical. Overa11 the trainer of <Jrcull one displayed a

healthier rjore positive inpact on his trainees throuchout .

Particularly concerning in!xovenents or I:Dves tocards the

norm in respect of Hark performance, learning achievcment ,

life satisfacticn, 1 i fe frustration, he tee provoked only

mirriraal. levels of anxiety.
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7. Overall the findin<;rs make a prorni s inq case for

developmental proqrermes \Ii thin the i noust.ry , EOHever, one

criteria rises above all the others in terns of

s irjn i f i cance , 'That is, the reali ty of presenter abi t i ty as

the key criteria in terns of p:Jsitive iDract on trainees.

'I'he strongest and weakest; Li.nk s irml.t.aneously in t11E'

presentation of deveIorsrent.aI prcsra.nnes i s the f'resenter



ca:rCIlJSrCNS AND PEalIWNI'A?ICNS

7.1 Introduction

'T'he findings eranat ino f rcro the Li t.erat.ure and cDri rica 1

research are di soussed in this chapt.er . ",he nail' conc lus i ons
\

reacheeJ by the researcher, as \·:e 1.1 as rol evant recrr'nt?l1e;{)t ;.ons

fo110ItJ.

7.2 Conclusions

7.2. ~ l~d:i€veFent of l\i.ns

achieved , J\ pr!">Jrcunr.e appl i cab l e t.o npcrentices \,!1th';r, the

riininq inc1ustry has h~en intrcx1ucc(1. ",,·';.s ["-rn;T<lrl10 is (;W1~ '2b1e

in Enc;J ish/l\frikaans, trainer and trainee f0rn~t. It crnsi~ts C C

Presentat i en I and sec8D(11y, I PtlS i c C'r::m,e 11 5nr; s}; ill S ClOP anrl

""JO I •

"'-rainer se l.ect i on scales are er.c1("iSf..'(; i n t"he ar-:!xmcll;: as are t ....e

scales and queat i onna i r es lJse(1 to evaluate bot.h the :.JrO?rar.1rle

content and iqX1ct on the relevant apprentice rn!'ulatkn.

'The effect on the trainee apprent i ces of the I i::estyle proorerarne

was measured \Ji th. rcsr:::ect to the j rract on thei r ] earriinq

achi everent, and \lOrJ~ per formance shor t tern. Ii fe satisfaction

was evaluated over a s i x nc~ths r~:~r;lX-l r-esll'.tjnc: jn an cvera l l

pos i ti ve picture.



Conce.rrri.nq the enhancer-ent of par t i c ipar-t.s I I evel of rot.enti.al

life satisfaction, by means of skills integration into t.he i r

hehaviour repertoire, there j s evidence of a !"1aintainec1

behaviour and attitude chance of: trainees over this per i od ,

The pos i t i ve evidence of the research s t.udy, backer] by the

Li terature, cost effectiveness s tudies anci a Jock at the

poss i bi.l i ty c< a ]Jractical intrcc'ucticn of a rle?} th strate~r!

into a ccrrcraticn in ~C'lJtL Arrico I'Bte a strono case fer

Frevention and corporat.e IJelIness in ~OlJth f\~r~ca.

P P Carkhuff I s works as evidenced i n chapters two; three an(~

five of this chssertaticn st.anc' f i rr: in r espect; of the

appropr iateness, siqrl iei ty am' l'lorY:<lbi 11. ty of ~, ; co,-'-.......

rt '"' ')..- ...~,

orrjani cat i cna l syst.ens ami process] rei !Xy1eJ s ,

'lhe T i teratcre Stu(ly

r::11e Jiteratllre stu6y toe:!': thrc-: :'crr~ r/ 0;~=-)'()inir:r" eCld' ('rnrxT·pnt

of (~ar1:huffs huroan oroccssi no rrc1e'_. '1.(> r-r01md \-'cri' for ;;l fi ,f'1
~ -

crraso of the theoret ica I f:oun(~aticns U1Y';D \J;,i c11 this

dissertat.ion is based was ther-eby set.

F P, Carkhuff in his took "Int.erj-erscne l !==kiJ l c anr~ Pl1flCln

Productivity" took on the cha l Icnoe of r:eternininc:-: anri vor if'yino

the viability and effectiveness d: his h,]jlan~rc'Cessi_ns rYy1e l as

t.rans rer.red to reGr1e tl,P11:Sh the I1erli un of i nt.err-crncna 1

ski l l s , '1-'e results 0:: rore than ) 0,' studies \/i til 1S~, ('\.1n

r'eci.p.i.ents yield unfai J inC]ly rOS) t i ve r esul ts in t.ha t cverall

9(;?; of the stuclies- are exclusively and predomi nant Iy pcs i t ive

and 9?% of the indices are pos i t ive .

';'}le feasihility of i opl er-entin« we.l l.nesis prlX]rarr-:es in '<1rce

scale on;an5:~ations IJas investiC]iltP.r1 1<)r~!eJy freT' a

ccst-reneficial [Oint of vi.ow. In the \:orr's of riC' J ]et ~ or i.n t/iP



Corporate IJeUness ~oL1rcetcol: "It I:Jol'Icl t:~ f(x)]hC\n~y Per

inc~ivic1uals and orqanizat ions to cver Iook the power f ul

i.mp.l i cati.ons of creating workpl ace envi ronroent.s t.hat; enhance

individuals in resFcnsibilities and parc i ci pation': .

There is a gravins body of evidence 6er.cnstratinc.:.' that ~Y"s()na1

lifestyle affects roth Ionoevity an(~ causes ()'" deat.h. "'he

relative iJ'lIxrtance of persena1. 1i.festylc tn ['revenUeD

prc-grar:1J:les is idenr if i.eble by fCL~r hctors as c0ntrih~tin~r ~f

r:ortality:

1. human bioJO':"lY

? the environrrent

3. the health care sysrcI" 'C"!ccess u-, care )

l~ • persona 1. 1i fest~!le.

1\ numbar of cornrvmi en h?lie'/c t~l">Y ore f'.'l"~DS Sl'r~st,-,nj-iAl S'Jr'c;

of r-oney as a 1:(51)1 t: cf r.he i r hea 1 ':h ;'rc;rot-;.cn/rl} sease

prevent i on prcXJrarres. '-'he ::x- ,s t nct<1r)l c b:~i DC' t1,f'> ;. '(~\'J "":"'1'"1:

] ife.

In l\I1eri ca telP \:ellness novor-ent. ~~nc...;f' no :Ccl'tlc~2. Cr'I11,<iri el'·

vrit.hout, a health strat.cy arc the C~:CE?:-~t·:(n :n t'r~~r;c(-,. ::n :-c,)t~,

J'lfrica t.h i s s i t uat ion i s unfor t unate t y t}lC reverse , t.h is stat.us

f]UC needs to 1:.€ ac;r1resserl.



7 .., ')
I • ~_....... ' 'The f'mpi rica} f.'ata

Fi~!hty apprentices In the f i e l ds ,,-( electricity, f i t t i no , rater

nechanics , riS9in0 and p lat i no were spli t l~P into (JC1l;:'f: of

37 and 73 r espectivel y , r-hey underwent a s i x day Iifestyle

ccu~se presente0 hy ? trainers.

"'he influence cn \KXK ~.erforrance overa l l af t.er ! i festyle

increased 0.5 with Far0inaJ i nprcvement.s cccurr ino in (.rder fyF

pr Ior i.ty, in res~"'ect of leClc:ers:ljp, jc:h at t it.ude , rc l iabi l i ty,

safety practice, initiative and incler:enr1ence.

In resr·'ect of Jearning ach i overrent; tb::.re ~/a:) a consistpnt

i ncrover.errt in respect. of c;Hic_ycnce, i ni t i.at i.ve , rcl;abi];t~"

interest, Leadershi p, .1e?rrdnr:; rate i)WJ co-c[-ercti.':n. l\r'<'.i.:nt-:.nc;

Concerning life sati s tect ion an overa l I dre': ' or. ~.? h'2S nc·f:erL

'["ere can be no direct corre l at.ion ::et\':ccn Tifestyle an: 1;-:0

sat isfaction hcwever because tr~eH' ex i sts d r'arv.crl (,i C:crcl1cc

'. +-lDpaC,.•

~en percent rorc trainees eYperiencec1 a: ncr-rative l ovel of life

satisfaction after !ifesty.le t.han r-.efcre 28 evi c'enced 'Ly the

Heinler test.

II:1I'1€c.1iately after J i festyle t.ra i nocs are rX)re rrusl-ratec1 wi th

life than beforo , six r-ont.hs dr,~.n the 1i ne bn.:ever the

frustration level is /.9: Icwer them or i oina l l y, ~e hYI'Othesis 1S

therefore r.ade that trainees are ar1e tn ~nte(lrate i nt.o their

behaviour resrnnse ropert.oi re the sk i 1 15 tau'Jht. thcr.:, therc:-y



over time reducing their level of l.i fe frustration. p. pertinent

but tentative discovery is the fact that a .5 frustration level

over the norm of .::' - 3. ~ appears tc be the t.urrri no ['Oint for a

return to the norm after a Lifestyle intervention. '::'he roint

here is that I if~style is to he resarded primar i Iy as a

preventative, c1eveloprrental strategy rather than a thera['€l1tic

cne.

Amhivalence in respect, of life j ncreased (L?) and dSi(li ty

decreased (6.25).

Stress affects individuals rerscnal perforrsance neoat i vely hy up

to 1/3.

Attendance of ni litery service prior to eJ"1r8rkinry on an

cf;prenticeship is ind i cat i ve of rore consistent rer~('rr<tncE~ than

those appr'ent i cee not havinq corpletecl rri l i t.ary service.

The roost, meaninqful , consistent and real i st.i c 1'inr:Hn<:; is th0t

the presenter of the prc'l]ranrtE> is t.he variabl.c ,;1 th the ~1r'~atest

i mpact , for Letter or for \-.k:Jese. "he ccnclus icn is t.hE-refere

that the Frc:<jranre is cnl y 2lS r:;r;r;d as its :-Iresenter.

~ .... 1
I • J:'_ .' Decluction

F P Car%hl1ff's TI1ClClel [or huraan prccoss ino 1 s " sound t1,cc:'retiral

and practically applicable founc1aticn fnr prcsr-artF.e c1evelOl;r:cnt

am' presenter preri<")ril t ic:n.

PrC'rDtins human capi tal l~y (leuelopnent cf capac i ties and

pre-active intervention in re8rect of' ciisease prevention are

scunc1 cost-effective interventicn stratfY]ies fnr cCflpanies.



'The \leakest and strongest variable of suchan intervention are

the personal dynanics attached to the presenter of: the

programme .

Selection criteria support and consultation syst.ems for trainers

are therefore critical.

7.3 Recommendations

7.3. J recoIUI:1endations Pegardin<;.' raldfields '?raining f'-ervices

l'!aintenance of the hi<.;h profile of the Lifestyle because it is

earned as proven by research.

'The strictest trainer selection criterii'l rcssihJe,tr· r:e

desiCJIlec1 and conti.nucusly ir.pler..ente<l.

Consultation, suppor-t and deve)cpnmt tc- l--e r:>('l(}e evai l abl.e to

LHestyletrainers cn a ccnsistl?nt basis.

pecormendati0ns for f',out" A!'rican Pusiness Corpnrations

lilt takes people to make roney". Hunan card tal is the r'ost sound

long term corporate' investment. It is creatively thinking p?ople

that spell the survival of a threatened economy

Developmental and pre-active F.€e?sures in respect of life

threatening diseases are cost-effective. f'cnprehensive Hellness

proqramrses ta1<e careful planni.p.g and c0r"D i.tI"'ent but they nake a

sound financial investJ"!lent.



Recormnenc1ations for Chartr::er of !1ines

In the mining Lndust.ry in particular rationalization procedures

are a reality. This short-tern financial saving endeavour bri.n-js

with it numerous hi<.1cen costs as evidenced hy the loss of norale

in the 'dorkforce, resentr.>ent, strikes, union nesotiations,

industrial relations issues and go s l.ow 11lCVes. "he researcher

is of theopinicn that rBny of these negative side effects ccul d

be nirrirai sed by a truly part i c ipat tve rranacersent j"Yxle; alon~rdcle

an Invcst.nent in the peopl e r-ena ini nc , ""hat js an inveetrrent i n

their personal deve l.opoent; by the syscen f.or the systen. It

vK~ulc1 enable then to aot; as till Ffers Cisainst bardshi.p \-lh.iJ:=ct

s irmlt.aneously maintainins insi(~(! cOPT11m:i.caticn, a sharln'] tecH"

spi ri t antl result in peor1e r'rey-.ared to face ella l l ersjes on

behal.f of their conpany respons ibtv ,

R P CarkhuJ:f adni.ni st.ers his thinJ,::ng tec"'no 1r<;1.e s l'rrv:!,l

spect.run fer corporations In l\rr.edca, it \"'()~JJel be int(>n~stins

i.ndeed if accrrcraticn as larse as the ('han!)f-~r investcr.' in ,1
Human fevelopnent <t.ra telJ'.l 1ed by one of fhe }PC'(l1 n~~ sec i,4'

scientists of our tines.

'(he reality of lifestyle's i'ositive i!"l<3Ct at rdclfleY's

'l'raining Services has l~en proven anrl as sud' rille cons i (;Crilt ion

should be criven tc the broader jr-pleJ:lE>ntatinn of T.ifAst"~e at-' ~. .t

all ChaJT'l:er of Pines t rainino cn1leses ~ .. j thOl't except irn,

Char.-ber of nines is si.tti~s on a sole' pine 0"" hunan ca~-/i till. It

is further' sitting on a sold rrine of pn:)(~'rarr'E! ccntent an,l

investment in respect; of the final product; Ufestyle. Presently

it is a mirrinq house that is reapi nc the benef i t; Of' a proorarme

created within Charrer \-lhilst Cl1rtTh~r persormel r eraa i.n

imp:werished. It is r'ecomrrended that Charrer of f:ines

investisate the feasibility of a f-':tran Ceve10pnent -::-trate<J'J ~or

its fir·st line consurors, nanely its' sta[F. (~hmrl:er is typif:iee~

as a servicecrfJanization and one 0:: the intr::rrill conponcnts to

the success of such an orqanization j s the rrad:etinCJ of its
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services which is done by its very own staff (Presentation by

Johan Bot.ha, \Illite Icdse, ,Tohanne~burs 1990).

7.3.11 RecoInl'lCndations for the HSPC Health Psycholc'S'.f fhverneot

Literature and proqrarrr-e ava i l abili ty In respect of. preventation

and devel.opment; in ['Duth Africa is [cor. c11e rromentm« initiated

by the FSPC Fealth Psycholocj'.I r("~vement in 19P0 in Pretoria

should be naintained as it Hi 11 bring i.so.l.at.ed [earle wi.t.h

comron interest in prevention tOCJether. In a hroac'er sense the

HSPC can be the catalyst to bl.urr i no the lines between

acadeI:1ics, practitioners and the corrorate world in an atteI"lpt

to pursue the concept "oual i ty of li fe".

PeoommemJaticns Pesardinq research

It is vital that a sa l utoccrric research rro[i.le be initiate(lin

respect of which Lifestyle trainer persona l ity charact.er i st.i cs

are res-uired to ensure that a pos i t i ve i.vr::..:'lct_ co trainees

product i vi ty wi 11 be llaCJ.

7 . ..1 Closure

'Ihe mining in(:ustry is a roan I s envi ronnent and as such at tract s

mens I rnento its. ranks. It vias the very -:cresi(Jht of such nen

whose c1etermination initiated a U festylc deve Iopr-ent.al

proqrarme for the apprentices at the ColcJfiel<3s t re i ni.nq

col.l.eqes ,

There is one COI1IiDn characteristic that binds the peopl.e to/ha

supported' the deve.Iopnent , pi.loting, ir..plementation and

subsequent, research on this project . 'f'ney all have an unfa i l inC)

faith in ma.ns abiJity to learn, to create and take control of

his envi ronment; wi th a view to ccntr ibut i no to a bet.t.er wor ld

for h i.nseLf and his fe l Iou hurran bei nqs .
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A p p E N D I c E s
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APPENDIX·l

TRAINER SELECI'ION AND EVALUATION SCALE

TRAINER TRAINING: ESSENTIALLY A 6 PHASE PROCESS

PHASE·· Clt\1E:

Lifestyle Course

The duraticn of this course will be 6 days.

Objective:

To allow participants the opportunity of having experienced a
course first hand.

To familiarize participants with the crntent and presentat irn
methodol.oqy of prcqramme ,

* Informal select icn.

PHASE 'nK):

Interperscnal Skills

The duration of this course will be 3 days.

Objective:

To erihance future presenters sensitivity to course participants.

To broaden their interpersrnal repertoire.

To familiarize them with a process which they may ut ilize to
erihance or facilitate the personal groith process of
participants.

* Informal selection.

PHASE THREE:

Presentation Skills Course

The duration for this course will be 4 days.

Objective:

To provide facilitators with a framework for the effective
presentaticn of the course.
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-I To give facilitators the ability and skills relevant to teaching
creatively.

To equip them not to be crntent bound but to teach in a flexible
manner whereby they may appropriately assess the needs of ccurse
participants and direct their presentation accordingly, thereby
enhancing the impact of the said ccurse material on part i.cipants ,

* Informal, selection.

PHASE FOUR

Final Presentatioo Preparatioo

'Iheduratioo of this course will be 1 day.

Objectives:

To expose presenters to a live presentatirn wi.th the backing and
support of a trained facilitator.

To provide on the spat feedback with a view to establishing from
the outset, a creative and productive presenter repertoire.

* Formal Selection

PHASE FIVE

l1cnitored Presentaticn

'!he duration of this course will be 6 days.

Object ives:

To expcse presenters to a live presentatim with the backing and
support of a trained facilitator.

-To provide 01 the spot; feedback with a view to estahlishinq from
the outset, a creative and prcductive presenter repertoire.

* Formal selectiar..

PHASE SIX

After presenting at least 6 Lifestyle courses independently, the
trainer is evaluated and assessed as to his/her capability for
training and supervising other trainers to use the programme. 'Ihe
trainer may then independently train other trainers in the
presentation of the relevant prcqranme ,
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TRAINER CDHPErENCY SC1\LE

NA,HE:

Q!.\TE:

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

S·cx)RE: ' ••••••••.•

5

PERc:ENTI\GE:

100

1) Hhen evaluating a prospective trainer en the attached scale it is
vital to knew that all criteria be analysed Cl11y with reference
to the perscn's perceived ability to present the prcgrarnme
effectively.

2) '!he score achieved purely reflects the person ccncerned's ability
to present and shcu.ld not be considered to reflect en other
aspects of his life.
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'!HE PHYSIO\L SO\LE

·1.1"l\gJearance

Impeccable

5:00
4:75
4:50
4:25

Pleasing

really gocd to look at in all respects nothing detracts
fran appearance.

tastefully clothed and adorned.

4:00
3:75
3:50
3:25

.... ,.. /

Presentable neatly and tidily clothed.

3:00
2:75
2:50
2:25

Scruffy

2:00
1:75
1:50
1:25

.Unkempt

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

l<:X:lks uncared for.

dirty hair, nails, shoes, etc•



1.2' Energy .
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Ehdurance

5:00
4:75
4:50
4:25

.....

demonstrates endurance, dynamic
strength and flexibility in the three
life dimensions. (living, learning,
work.inq) •

Intensity

4:00
3:75
3:50
3:25

AdaptatiOl

3:00
2:75
2:50
2:25

Survival

2:00
1:75
1:50
1:25

Illness

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

functions selectively in some life
dimensions in regard to the physical
components of fitness in an intense
manner.

has just enough energy to adapt to
everyday requirements.

tired and listless and has hardly
enough enery to survive.

is physically ill and has no energy.
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2.1l-ttivaticn

Determined

5:00
4:75
4:50
4:25

Keen

4:00
3:75
3:50
3:25

Hilling

3:00
2:75
2:50
2:25

Unsure"

2:00
1:75
1:50
1:25

Pressurized

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

displays tenacity in terms of ensuring
involvement.

desires to be involved for personal
satisfaction.

satisfied with participating.

nay becone co-operative \'lith
encourager.tent.

will part.Lc.ipat.e Lecause feels forced
to do so.
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2 •2 Intrapersa:tal f.1oI:: i vat icn

Calling

5:00
4:75
4:50
4:25

Self Actualization

4:00
3:75
3:50
3:25

Adlievement

3:00
2:75
2:50
2:25

Incentives

2:00
1:75
1:50
1 :25 .... . .;

Ant i -ncrmative

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

has an internalized transcendtal reasm
to live.

strives towards the actualization of
persanalpotential.

adlieves in terms of others and own
expectations.

very limited intrapsych ic not i vat i en
but is mainly ryJided by external
reinforcing stimuli.

no Intrapsych ic mot i vat ion but can be
guided by un-acceptahle reinforcers.



2.3 Interperscnal

Initiate

5:00
4:75
4:50
4:25

Personalize

4:00
3:75
3:50
3:25

Responding

3:00
2:75
2:50
2:25

Attending

2:00
1:75
1:50
1:25

Ignoring

1:00
0:75
0:50
0:25

0:00 •••••

Sub--total

270 -

init iates purposeful behaviour in
others.

furthers other peoples understanding of
fhemse.lves by helping them to
determine their cantribution to their
life problems.

is sensitive and helps others to
explore themselves.

is sensitive to the needs of others.

insensitive to the needs of others.
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3.~ Intellectual 'Scale

Intellectual Creativity (Problem Solving)

Goal
Implementaticn

5:00
4:75
4:50
4:25

Goal operaticn­
alization

4:00
3:75
3:50
3:25

Understands
principles

3:00
2:75
2:50
2:25

Calceptual ized
facts

develops and implements a step-by-step
acticn to ad1.ieve his goals.

sets measurable goals in terms of
principles to ad1.ieve a solution.

understands the cause and effect
relationship of different Phenomena
related to his problen.

has kncwledge Hith respect to the
operation of relevant facts.

2:00
1:75
1:50
1:25

_e ••••

......

Distorted Knavledge

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

has inadequate and/or distorted
kncwl.edqe with respect to the
cperat icn of relevant facts.
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3.2 learning Ability

Act ion implements steps to adlieve set
learning goals.

5:00
·4:75
4:50
4:25

Understanding

4:00
3:75
3:50
3:25

E>..ploring

3:00
2:75
2:50
2:25

understands the direct ion and end
results of required action, that is
where the person wants to be in terms
of the learning situation.

explores the ccnnect ion between self
and the learning situaticn, that is
where he is in relat ion to the
learning situation.

Involvement

2:00
1:75
1:50
1:25

.....

becomes physically, enoticnally and
intellectually involved in the
learning situaticn.

No involvernent

1:00 .. '...
0:75
0:50
0:25

0:00 •••••

Sub-total

is uninvolved in the learning
situation.



3.3: Teadli.ngAbility
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Individualises

5:00
4:75
4:50
4:25

•• a .••

develops and implements individualised
learning for others.

Fonmlates Goals

4:00
3:75
3:50
3:25

Diagnosis

3:00
2:75
2:50
2:25

Develcps ccntent

2:00
1:75
1:50
1:25

No teaching crntent

1:00
0.:75
0:50
0:25

0:00 •••••

Sub-total

sets personal teaching goals for
others.

evaluates the level of performance of
other pecple in relat ion to the
teaching content.

develcps lessrn ccncent into a
teachable format.

dces not succeed in developing teach ing
content.



4." Self. Ccncept

Developing

5:00
4:75
4:50
4:25

Eliminates

4:00
3:75
3:50
3:25

Satisfied

3:00
2:75
2:50
2:25

Dissatisfied

2:00
1:75
1:50
1:25

Inadequate

1:00
0:75
0:50
0:25

0:00 •••••

SUb-total
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improves upon abilities.

eliminates weak areas.

is happy with personal level of
funct ioning and therefore accepts and
projects self as is.

feels inferior about self and projects
a false image. (eg. superiority
complex, provocative style).

feels inadequate and Sh~lS anxiety
and/or stress as a result thereof.



5. 'c' Values Scale

Transcends

5:00
4:75
4:50
4:25

Internalises

4:00
3:75
3:50
3:25

Calforms

3:00
2:75
2:50
2:25

- 275 -

behaves in accordance with dominant
values with pa;itive ccnsequences for
self and Lifestyle philosophy.

behaves in accordance with dominant
values with pa;itive results for self.

accepts dominant prcgramrre values.

Damaging

2:00
1:75
1:50
1:25 .....

personal values have negative
consequences for self but not for
programme or vice versa.

Destructive

1:00
0:75
0:50
0:25

0:00 .•...

Sub-total

personal values are negative for self
and the prcgramrne rn ilosophy•
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6. ,~ Spiritual Di.JIelsi<n Scale

Utilises

5:00
4:75
4:50
4:25

Obeys

4:00
3:75
3:50
3:25

Acknavledges

3:00
2:75
2:50
2:25

Seeks

2:00
1:75
1:50
1:25

uses transcendental norms as guidelines
for behaviour via the conscience.

transcendental norms are striven
ta.vards and respected.

admits to a transcendental Phenomena
which is greater than the self.

experiences a restlessness which
manifests in seeking something greater
than the self.

Denies

1:00
0:75
0:50
0:25

......
no transcendental phenomena is
acknewledged and the person perceives
himself to be an absolute being.

0:00 •••••

Sub-total
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7. < Life·. DiDensioos Scale

7.1 Living

Inspiring

5:00
4:75
4:50
4:25

Supportive

4:00
3:75
3:50
3:25

Stable

3:00
2:75
2:50
2:25

Uncomfortable

2:00
1:75
1:50
1:25

Detrimental

1:00
0:75
0:50
0:25

0:00 •••••

Sub-total

living area is meaningful and a real
source of actualization.

living area stable and supportive.

living area stable but does not provide
a supportive dimensicn.

living area unstable, creates persmal
discomfort and negatively influences
other areas.

living area is disintegrating.



7. 2 ~ learning

Achieving

5:00
4:75
4:50
4:25

Aspiring

4:00
3:75
3:50
3:25
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actualises maximum potential through
ongoing learning and experiences
personal grovth.

above average achievement in field of
learning but \",ith limited personal
actualization.

Functional

3:00
2:75
2:50
2:25

.....

is involved in learning andadhieves on
an average level regarding field of
learning.

Uninvolved

2:00
1:75
1:50
1:25

realize that personal development can
take place through learning rut does
not get involved with the necessary
learning.

Limited.

1:00
0:75
0:50
0:25

0:00

.....

does not realize that personal
development can take place through
learning and does not even learn frITI
experience.

Sub-total



7 .3 ,- \'larking

Excellent

5:00
4:75
4:50
4:25

Gocx1

4:00
3:75
3:50
3:25

Sat isfactory

3:00
2:75
2:50
2:25

Fair

2:00
1:75
1:50
1:25

279

work performance is above average as a
result of experiencing his working as
meaningful •.

work performance is above average as a
result of external incentives.

work perforrnance is above average as a
result of external incentives.

work performance is average ana
satisfies beth management and himself.

Poor

1:00
0:75
0:50
0:25

0:00

......
finds no meaning in his work and is in
trcub1e due to performance.

Sub-total



8., Dispositirn Scale

8.1 Feelings

280

r·1anages

Persmalises

Accepts

5:00
4:75
4:50
4:25

4:00
3:75
3 :50
3:25

3:00
2:75
2:50
2:25

• • e .••

.....

.....
·....·....

·..... ,

·....·....

acts constructively on personal
feelings.

explores and understands personal
contribution to own feelings.

aware of personal feel ings and accepts
these.

Defends

2 :00 .••••
1:75 •••••
1 :50 •••••
1 :25 .••••

Detached

1:00 .•...
0:75 •••••
0: 50- .•...
0:25 .•••••

0:00 .....

Sub-total

experiences and acknowledges personal
feelings but uses defense mechanisms.

detached from personal exper iences and
feelings and uses defense mechanisms
excessively in a self-defeating way.



8.2 ~ Attitude,

Ccnfident

5:00
4:75
4:50
4:25

Pcsitive

4:00
3:75
3:50
3:25

Hcpefu1

3:00
2:75
2:50
2:25

Resigned

2:00
1:75
1:50
1:25

Despair

1:00
0:75
0:50
0:25
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rephrases negative life events
pcsit ive1y, enjoys life and finds
meaning in unavoidable suffering.

experiences life as a dhallenge.

accepts current life events and
displays hope for the future.

fatalistic/deterministic - victim of
circumstances.

no hcpe at a1 L

0:00 .....
Sub-total



8.3 BehaviaIr

Pro-act ive

5:00
4:75
4:50
4:25

Effective

4:00
3:75
3:50
3:25

Endeavours

3:00
2:75
2:50
2:25

Passive

2~00

1:75
1~50

1:25

Disccuraging

1:00
0:75
0:50
0:25

0:00

Sub-total
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prevent Icn is better than probl.em
solving.

constructive and solves problems
effectively.

active but not always effective.

Hatches the worId go by.

has a negative irrpact on self and
surroondings.
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Total the -scores up to this point and divide by 17. This will
give yoo a score over 5 •

•

Sub-totals 1.1
1.2 -----
2.1 -----
2.2

------

2.3 -----
3.1 ------
3.2 ------
3.3 ----
4.0

------

5.0 -----
-----6.0

7.1
-------

7.2
-------

7.3 -----
8.1 ----
8.2

-------

8.3
------
-------

Total
Score

~ 17

= --5-

Fill in this score on the overall scale.

To give you a percentage, multiply this fiCJUre by 100
-1-

X 100 = %
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9. OVERAIL Sau.E

leader
5:00
4:75
4:50
4:25 •••..

. Caltril:utor

4:00
13:75
3:50
3:25

displays consistent leadership abilities.

makes constructive cantril:utians in various ways
and in various areas.

Participator

3:00
2:75
2:50
2:25

." ..'.. '

participates daily in physical, .
emotional-interpersonal and
intellectual events.

Observer

2:00
1:75
1:50
1:25

Detractor

1 :00 •••••
0:75" ••••.
0:50 .•...
0:25
0:00

does not participate constructively en a daily
basis.

has a negative influence en pecpl.e in his
enviraunent.
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APPElIDIX 2

THE HEUn:.ER S<J\LE llI'llI

TRAUl~TIC E.VENl' (}lEO< LISI' ATD\<lJEI) .
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TRAUI1A.TIC EVENT GiECK LIST - A'ITAQ-IED TO h'EIHLER SCNE

Have you experienced any of the follaving during the last three

months:

1. Death. of a spouse

2. Divorce -

3. Narital separatim

4. Jail term

5. Death of a close farni ly member

6. Personal injury or illness

7. ! iarr' iage

8. Fired from work

9. Other traumatic events:

Please specify:

.......... ....... .. . . . .. . ...................................
• •••••••••••••••• e.8 •••••••••••••••••••••••••••••••••••••••••

••••••••• ••- ••••••••••• • -••••••••••••••••••••••••• e·-e •• e ••••• ....
· - . . .
• ••••••• • • • • • • e._ ••••••••••••••••••••••••••••••••••••••••••••••••
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APPENDIX 3

ASSESSl1ENT OF APPRENTICE HOPJ\ PERFOro1l\!~CE

.APPRll.JTICE •S l:'IAl1E: •••••••••••••••••.•••••••••••••••••••••••••••••••••••••••••

INS'I'R.UCIOR: ••••••••••••••••••••••••••••.•••••••••••••••••••••••••• ~ •••••••••••

SECI'IOO: ••••••••.••.•••••• •"•• e .•• I:ll\.TE: ••••••••••••••••••••••••••••••

'IOTAL:

INsrRUcrION:

75

X 100 =
1

%

- This form will take approximately 10 minutes to complete.

- 15 Characteristics are evaluated en a 5 point scale. Please read the

specific criteria carefu11y and place your tick in the appr09riate box.

Thank you forycur co-cperation.



I

lEVEL 5 4 3 2 r
'E)Cl'REMEI"Y HELl?FUL HELPFUL AND CO-oPEBATIVE OFl'EN DIFFICULT SURLY, UNCO-

a:>-oPERATIVENESS AT AIL· TIMES OBLIGING Mosr OF THE: TO WORK WITH OPERATIVE
TIMES QUARRELSOME

-
. ENrlRELY RmUlRES LITl'LE RmUIRES SLACKS IF N01' COOOES WORK AS

DEPENDABLE , SUPERVISIOO SUPERVISICN, Bur SUPERVISED MUCH AS
I,

RELIABILI'lY
REOUlRES NO ross NO!' HAVE TO POSSIBLE
SUPERVISIOO BE WATCHED
NEVER LATE OR USUALLY REGUlAR SELlXM LATE INCLINED TO BE UNPUNCl'UALAND

IATI'ENDANCE ABSEN!' WITHOOl' AND PtlNCIUAL OR ABSENl' IRREGUlAR AND STA'YSlWlA'Y
GOOD ~OO ~cruAL WITHCUI' REl\SCN,

RESOORGEFUL AND SHOWS INITIATIVE REGUlARLY THINKS SHewS NO HAS TO BE

INITIATIVE INGENIOOS OR ORIGINALITY' cur SOIDrICNS TO INITIATIVE OR S~

AT TIMES HIS ProBLEMS ORIGINALITY'.
~REMELY SHewS INI'EREST SHavs INI'EREST SHavS LITI'LE BORED, SHavS NO

INTEREST 1'.ND INl'ERFSI'ED IN HIS mm< IN NEW mru< INI'EREST INTEREST IN
aJRIOSI'lY IN InS WORK HIS WORK

DISPlAYS FREQUENTLY lEADS OCCASICNALLY SELOCM lEADS THE FOI..J...(JNS THE

lEADERSHIP EXCEPl'IONAL THE GPaJP lEADS THE GROOP GROOP GROUP NEVER
\ LEADERSHIP DISAGREES'

QUALITIES . -
WORK AIlNA'YS OF A WORK USUALLY OF A WORK IS WORK IS BELCM WORK CRUDE,

ACCUPJC{ HIGH STANDARD HIGH STANDARD SATISFACroRY' STANDARD SLOPPY AND
SLIPSHOD.,

CCNSISTENrLY USUALLY toss MORE coss THE ROOUlREC 0tJrPl1l' IS lESS NEVER ross THE

SPEED OR OOTPUl' ProDUCES WORK THAN AMCUNrOFl\ORK THAN REQUIRED PM:XJNr
MORE WORK THAN RroUIRED SATISFAC1'ORY OF WORK
REQUIRED'
AlliA'YS TACKLES USUALLY WORKS MAKES M SHavS LITl'LE OODGES WORK

DILIGEN~ THE WORK STEADILY ADmUATE EFF'ORT ENI'HUSIASM WHENEVER
ENrHUSIASTICAILY . , POSSIBLE.



lEVEL 5 4 3 2 1
TOOlS KEPl' IN TOOlS AND TOOL TOOlS WELL KEPl' TOOlS KEPl' NEVER HAS ALL

c::o:mITICN OF EX:CET.I EN1' BOX KEPl' TIDY AND CLEAN UNTIDY THE TOOlS ANb
'!'COlS COIDITICN TOOlS IDST

DErEIMINED TO ENrHUSIASTIC AND KEEN TO !.EARN, WILLING TO !.EARN DISPLAYS LIMITED

JOB ATl'ITUDE I.EAm AND OPEN SHCWS PRIDE IN ASKS QUESTICNS, INI'EREST, BESENrS
TO NEW IDEAS HIS WO:RK APPRECIATES HELl? AUI'HORITY,

e<::NSISTENrLY CNLY OCCASSIOOALLY CAPABLE OF RATHER DEPENDENT EXrREMELY DEpEN-

INDEPENDENCE CCMPEI'ENl' RmUIRES WORKING NEEDS REGUr.AR DENr - RmUIRES, ASSISTANCE :REI.ATIVELY ASSISTANCE --coNTIl.'ltmtrS
INDEPENDENrLY ASSISTANCE

RELATES WELL, RELATES WELL MOST SOCIALISES KEEPS TO HIMSELF A LCNER AND IS

INl'ERACrICN CCNSISTENrLY OF THE TIME SATISFAcroRILY DISLIKED

SUPERIOR PLANNING EFFECrIVE PLANNING PLANS FAIRLY TRIES TO PLAN, NO PU\NNING;
ORGANISING - ABILITY WELL Bur OFrEN MAKES NO ATl'EMI?T
ABILITY FORGErS DErAIlS TO ORGANISE

AlliAYS :EULLY MOSTLY CAREEUL, USUALLY CAREEUL HE KNCmS THE NO SENSE OF
SAFE:r':l A'ITI'IUDE AWARE OF HIS SAFEI'Y CCNSCIOOS SAFEI':{ CCNSCIOOS REGUIATICNS Bur RESPONS IBILI~Y-:

SAFETY PRACl'ICE RESI?CNSIBILITIES AND. OBSERVANl' AND SCMEl'IMES TAKES RECKLESS
/

OBSERVANl' CHANCES

'. REMARKS:

"
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APPENDIX 4
THE APPRThlTICE LEARNING AaUEVEllENT SCALE

NAl1E: . • ••••••••••••••••••••••••••••••
GllJERAL RE!.1ARYJ> (Le. Tirne-off, lIisccnduct, et.cv )

ffiTE

I
I'

ltERIT RATING

DILIGI:l~CE

INITIATIVE

RELIABILI'IY

INTEREST

LEADERSHIP

LEAP1HNG RATE

CX>-OPERATlOO

REl1ARKS / AcrIO,J TAKEN

DA.TE DATE

.....

SIGNA'IURE
INSTRUcroR I APPP.Th'TICE

L PATE Ql\'1'E

T..
F

E

S

T

Y

L

E

00. ELE1 iENI'S

GROUP AVERAGE

RATING: POOR = 10 -29 BELaT AVERAGE = 30 -49

AVERAGE = 50 - 69 AIDVE AVERAGE = 70 - 89

EXC'.ELLI:1If = 90 -100
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APPENDIX 5

LIFESTYLE E.VAIlJATIOO FORr1

To maintain a high standard it is essential to evaluate courses

regularly.

A sum it wruld be greatly appreciated if yen would take the time to

complete the follooJing evaluation.

Please use the five point scale where blocks are provided.

i , Terrible

2. Poor

3. Average

4. GoOO

5. Excellent

EVAllJATION OF PRf:5ENTER

a)

b)

c)

d)

'!he ability to train

His/her attitude towards the group

His/her kncwl.edqe of the course ccnt.ent,

Hethcx1 of presentat ion ..................
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EVAllJATION OF ro.'TENT (Only one tick per column)

rnAPTER LIKED DISLIKED

110RE

A'ITENTIOn

LEAVE

OOT RFASON

OVERAIL EVAWATIQJ

a) Hrite a brief paragrpah en yocr total experience of Lifestyle.

· .
· .
· .
... ........ ......... .......... .. . ... ........ .... ....................
· .
..... .. . . . ... . . . . . . .. . . . . . . . . .. . ... . . . . . . . . . . . . . . . . . . . . . . . .. .
• ••••••• • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • • e .•••••
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b) Any suggestions with respect to alterations or further

inclusions in the course?

· .
· .
• ••• • e .••••••••••••••••••••••••••••••••••••••••••••••••••••••••• ~

· ' - .
· .
· .

c) flow do you think Lifestyle ccntributes to your organization?

· ~ .
· .
· .
· .
· .

d) \"Jhyao you think yoor employing organizat ien shcul.d cent inue to

implement Lifestyle?

................................................................
· - .
· .
· - .
· ' .
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'I2\BLE OF a:NI'.ENI'S

6.1 Lifestyle Trainer l1anual

6.2 Training Differently But Effectively

6.3 Pasic Counselling Skills One

6.4 Basic Counselling Skills Two
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APPENDIX 6.1

LIFESI'YLE TRAINERl~ 1988

Table of Ccntents

O1apt.er (he

Helcome

1. Intrcduct Icn

1.1 Socializat ion

1.2 Overall Perspective

1.3 Putting Lifestyle Into Perspective

1

1

2

3

\>'hat Are You

Review

Overview

Presentati01

Exercise

Summary

O1apt.er 'l\«>

Ehergy

Revies...

Overview

Presentaticn

5

7

13

21

22

23

24

26



Exercise

Summary

Chapter 'Ihree

P.eing Ccmfortable Around Peq:>1e

299 -

31

43

Review 45

Overview 46

Presentat i01 48

HOtl to Press All the Right Buttons and SwitCh Pecpl.e On 48

A. Body Talk 48

Exercise 51

B. Reading the Other Persen 55

Review 55

Overview 56

Presentation 59

Exercise 61

c. AHa-ling Others the Pleasure of Peing Heard 63

Review· 63
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Overview

Presentatirn

Exercise

Summary

O1apter Fror

Getting On Hith It

Review

Overview

Presentatim: l.'Ihis is me

Exercise

Overview 2. HeM' About, Ya.l

Presentation: Hew Abcot You

Presentat im:.,

i. Open Ended Questicns

Exercise

Presentatim:

64

67

68

71

73

75

77

79

no

82

83

85
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Ii. 'Ihe Accent Questicn

Exercise

Presentation:

iii. Statement Questim

Exercise

Summary

86

88

89

90

91

Presentaticn: 3. Ny Time Is Your's Buddy 92

Review: (i) Understanding 'Ihe Feeling \1orld

Of 'Ihe Perscn 95

Overview 96

Presentatim 98

Exercise 99

Review: (ii) B1aI:ling 101

-
overview 102

Presentation .. 103

Exercise 106

Summary 111
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Chapter Pive
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