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Abstract

The Employee Assistance Programme (EAP) at the South African Police Services (SAPS) is a
service established to assist employees who experience both personal and work-related
challenges. It is recognised as a unique tool for addressing issues that could impede employees'
effectiveness and productivity. Supervisors are recognised as important stakeholders as they
are responsible for referring troubled employees to the EAP. This study draws from existing
literature that highlights the growing prevalence of organisational stress in the workplace and
the high rate of underutilisation of EAP services, despite supervisory training efforts aimed at
empowering supervisors to refer employees to the EAP. The primary purpose of this study was
to explore the perceptions of SAPS supervisors on supervisory referrals. The study employed
qualitative research, and purposive sampling was used to recruit nine participants and three key
informants at the SAPS to participate in the study. Data was collected through semi-structured
one-on-one interviews, guided by an interview schedule, and ethical aspects were considered.
Thematic analysis was used to analyse the data, to identify themes and contextualise the
findings. Findings from the study suggest that supervisors understand their role in supervisory
referral and value the importance of employee assistance practitioners (EAPS) rendering
supervisory training. The findings further identified constraining factors that hinder
supervisory referral, including a lack of trust, poor training attendance and a lack of visibility
of EAPS even when the programme is well marketed. Therefore, frequent supervisory trainings

and re-evaluation of the marketing strategies and content of the training are recommended.

Key words

Employee Assistance Programme (EAP), South African Police Services (SAPS), Supervisor,

Supervisory Referral, Referral, Troubled employee



EAP

EAPA-SA

EAPS

EHWS

LRA

OHSA

PTSD

SAPS

Stats SA

USA

WHO

Abbreviations

Employee Assistance Programme

Employee Assistance Professional Association of South Africa
Employee Assistance Practitioners

Employee Health and Wellness Services

Labour Relations Act

Occupational Health and Safety Act

Post Traumatic Post Disorder

South African Police Services

Statistics South Africa

United States of America

World Health Organization



Table of Contents

D =To] F- T = To] o OSSPSR 2
ACKNOWIBAGEMENTS ...ttt 3
[ =To o= (o] o USSP 4
N 01 1 (o RS S 5
N o] o] 1=V T LA T SR 6
LISt OF TADIES ...ttt 10
(O a0 (=] o OO OSSPSR 11
Background t0 the STUAY ......ceoiiiieeee e 11
00 [ 1 oo 0 Tox o] o ISP 11
1.2 Statement of the Problem.........ccooii s 12
1.3 RESEAICN QUESTIONS .....c.viiieeieiiecie sttt st st re e sbe e sbe e e e s re e b e sraesreeneens 14
1.4 AIM(S) AN ODJECTIVES ..ot 14
141 AIM/RESLAICH PUIMPOSE ..c.eouiiiiieiisieieiesiees ettt sttt 14
1.4.2  ReSEArCh ODJECHIVES. ..o 14

1.5 Definitions O CONCEPLS ....cviveviiiieiiiieieie et 14
1.6 Theoretical Framework(s) underpinning the Study .........c.cccoveiirneinneiieeseceee 15

(O 0T o] (=] R 17
LITErAtUIE REVIEW ...ttt sttt se e s e s e ene et e e eneneenennas 17
7220 A 101 0o [T oo SRR 17
2.2 Employee Assistance Programme (EAP) ..o 17
2.3 The Roles and Functions of EA Practitioners in SAPS ... 18
2.4 SoUth AFTICAN POLICE SEIVICES ....oviiiiieiiiieicisiee e 19
2.5 Impact of Crime 0N SAPS ..ot 20
2.6 OCCUPALIONAI SEIESSOTS......ecvieeieiieieiesieiete ettt st b et b e bt st naennns 20
2.7 The Role of SUPEIVISOrs at SAPS ..o 21
2.8 SUPEIVISOrY RETEITAl .......oiiieee e 22
2.9 TYPES OF RETEITAIS .....oviiecieee e 23
2.9.1  SEIf-TETEITAL ... e 23
2.9.2  Informal Supervisor Referral ..o 23
2.9.3  Formal Supervisor Referral.........ccccoviiiiiiiii e 23
2.10 Factors contributing to Low Supervisory Referral...........cccovviiiiiiivcnnccnccs 24
2.11 Marketing Of EAP SEIVICES ......cvcviiiiiiiiee ettt 25

2.12 CoNFIAENTIAIITY ..o e 26



N B0 oL VA 1Yo YA I = V[ T 26
2. 04 TTAINING .ttt b bbbt bbbkt b bt bbb bt b bt b b 28
2.14.1  Methods OF TraiNING ...c.covoveiiiieieiieeie e 28
2.15 CONCIUSTION ...ttt ettt b bbb ne e 29
(O] 0T o] (=] 0 T 31
ReSearch MethoTOIOgY .........cciiiiee bbb 31
3.1 INEFOAUCTION ..ottt bbbt b b ebe e 31
3.2 RESEAICN APPIOACH ..ot 31
3.3 RESEAICN DIBSIGN ...ttt bbbt 31
3.4 Study Population, Sampling and Sampling ProCcedures..........ccccovvvveienenienienenesesennens 32
It R oo o1 U] - 11 o o SO 32
4.2 SAMPIING .. nre s 32

3.5 RESEAICN INSIIUMENTS .....oviiiiiieiiee bbb 33
3.6 Methods of Data COHECTION........cccciiiiieeeree e s 33
3.7 Methods of Data ANAIYSIS ........cccoiiiiiiieie e 33
3.8 Data VerTICAIION ....ccveeeiiieicieieese bbb 34
3.8. L CredibDIItY . .ocveeeiciee e e 34
3.8.2  TransSterability ... 35
3.8.3  DePendability .......cccceiieiiiieieiese e 35
3.8.4  CoNFIrMADITITY ..oveeeiiceee s 35

3.9 Ethical CoNSIAEIAtIONS ....cveveveieeeieieiesieee et nne e 36
3.9.1  INTOrMEd CONSENT ...ttt 36
3.9.2  Anonymity/Confidentiality ..........ccccoveiiriiiiiii 36
3.9.3  Deception of SUbjects/PartiCipants ..........ccccevviieieieieie e 37
3.9.4  Voluntary PartiCIPation .........cccooireiierieisenee e 37
3.10 Limitations and Delimitations ..........cccoureiiiriineieisese e 37
(O 0T 0] (=] 38
Presentation OF FINAINGS ........oiec e 38
4.1 INEFOAUCTION ..ottt et b et b et b et b eb e 38
4.2 Demographic INFOrmMation ..o 38
4.3 Presentation Of TREMES.......cv it 39
4.3.1  Theme 1: SAPS Supervisors Awareness on Supervisory Referral..................... 43
4.3.2  Theme 2: Perception of Supervisors on Supervisory Referral.............cccccueeenen. 44

4.3.3  Theme 3: Experiences on Supervisory Referral ..........ccccooooervvinnninncinncen, 48



4.3.4  Theme 4: Marketing Strategies on SUpervisory Training ........cccoeevveviererienennens 49
4.3.5  Theme 5: Evaluation of SUpervisory Training.......ccocccoreenneenneienseiessees 51
4.3.6  Theme 6: Recommendations regarding Supervisory Training ...........c.coccecvveeeee. 52
A4 CONCIUSTON ...ttt bbbt b e bbbt en s 54
(O 4 T0 1 (=] o T OO TSP 55
Discussion of Findings, Conclusion and Recommendations...........cccccovverrienereneneresenenenennes 55
5.1 INIFOUUCTION 1ottt bbbt bbbt b e ebe e 55
5.2 Summary of the Main FiININGS........ccccoiiiiii e 55
5.2.1  Obijective 1: To establish the awareness of SAPS Supervisors on Supervisory
RETEITAL ...ttt 55
5.2.2  Objective 2: To ascertain the Views of Supervisors on their role in Supervisory
RETEITAL ... 56
5.2.3  Obijective 3: To explore the Nature of Training that has been conducted on
SUPEIVISOrY RETEITAl.......iiiiiiciiicc s 57
5.24  Objective 4: To establish how Marketing has been conducted on Supervisory
THRINING ettt e bbb 57
5.25  Objective 5: To explore the Techniques used to evaluate Supervisory Training
................................................................................................................................. 58
5.2.6  Objective 6: To formulate Recommendations regarding Referral Role of
Y01 0cT Y 1Yo £ TR 58
5.3 Conclusions drawn from the Research StUdY..........c.cccerrriirniriinneienneensee e 59
5.4 ReCOMMENUALIONS .....cviiieietiieisieiee e et sa et sese st e e s e e e esessesenseneens 59
54.1  Recommendations for SAPS Staff and SUPErVISOrS.........ccceviiiiiieiieie s, 59
5.4.2  Recommendation for the Employee Assistant Practitioners............ccccoeevveieneen. 59
54.3  Recommendation for the Organisation............ccocveevierienieienieniene s 60
544  Recommendation for the Future ReSEarch ..., 60
5.5 CONCIUSION ...ttt ettt 61
RETEIBNCES ... et b bbbt ettt 62
Appendix A: Participant INformation Sheet...........coviieiiiiniii e 71
Appendix B: Informed COoNSENt LELET .......c.ccviiiiciiicesisieieieie e 72
Appendix C: Letter requesting PErMISSION ......ccviviiiiiiiieiise e 73
Appendix D: Interview Schedule: SAPS SUPEIVISOIS........ccuiiiiirieeinieenesiee e, 75
Appendix E: Interview Schedule: Employee Assistance Practitioners ..........ccccccevvvvieveieninne. 76
Appendix F: Ethical Clearance CertifiCate ..........cccoiriiriiiiniiiirereersee e 77
Appendix G: Ethical ClearanCe (SAPS) ... 78

N o] o 1= 0o 1)l o N U 1 11 1o 79



List of Tables

Table 1: Profile of Supervisors (N=9).....
Table 2: Profile of key informants (N=3)

Table 3: Table of Findings.........cccceuenee.

10



11

Chapter 1
Background to the Study
1.1 Introduction

Supervisors play a significant role in the referral of employees to an Employee Assistance
Programme (EAP) when faced with challenges that affect their productivity in a workplace.
They are the link between employees and the EAP. Supervisors are responsible for noticing
any concerns that endanger workplace safety, declines in performance, and policy violations
(Tiner, 2006). As a result, behavioural changes in employees are in the hands of supervisors,

who should be conscious of their effect on the employee's behaviour.

According to Willbanks (1999), EAPs are primarily meant to assist employees with personal
difficulties that impair job performance, and many organisations depend on their managers to
identify problematic employees and refer them to the EAP for assistance. According to Blair
(2004), supervisors are important role players with regard to the EAP because they are the first
to observe any reduction or change in work performance. Referral of troubled employees for

EAP services contributes to the well-being of both the employee and the organisation.

In organisations like the South African Police Services (SAPS), employees are faced with
organisational stressors that affect their work lives. In an effort to overcome these challenges,
the SAPS implemented an EAP as a problem-solving intervention. EAP or Employee Health
and Wellness Services (EHWS), as it is called in the SAPS, offer a variety of support services
to police officers, including psychotherapy, crisis intervention, and suicide prevention
programmes; however, according to Boshoff et al. (2015), a low number of police officers
utilise these services. It is inevitable that the crime rate in South Africa has put immense
pressure on South Africa’s police officers. Some identified work-related stressful events
impacting the mental health of police officers include long working hours and heavy
workloads, police culture, and organisational change (Purba & Demou, 2019). With South
Africa having the fourth-highest crime rate in the world, following Venezuela, Papua New
Guinea and Afghanistan respectively (World Population Review, 2022), the pressure on the
SAPS employees is inevitable. In the absence of support structures or if there is a lack of
personal characteristics that enable police officers to manage, police officers may be especially

susceptible to mental health issues (Loriol, 2016). Such identified risks could impact their
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productivity and the well-being of employees at the workplace. It is for those reasons that the

SAPS offers EAP at workplaces to assist with improving the employees’ quality of life.

Supervisors in the organisation are expected to make referrals after having identified troubled
employees; they have to comprehend precisely when and how recommendations have to be
made. According to Cottongin (2005, as cited in Mthimunye, 2007), supervisors must be
knowledgeable about employee work performance, documentation, and conflict, as well as

accessible resources and support.

Little conclusive evidence exists on the perception of supervisors regarding the referral of
employees to the EAP, and as a result, the study's goal was to investigate supervisors'
perceptions on supervisory referrals within the SAPS. The ultimate advantage of undertaking
this study was to understand the perception of supervisors on supervisory referral with the aim
of increasing supervisory referral and the EAP utilisation rate in the SAPS to address
organisational stresses experienced by SAPS employees. Research findings will further assist
the organisation in enhancing the supervisory training to ensure that the content covers the

information necessary to improve supervisory referral.

1.2 Statement of the Problem

The SAPS provides difficult services that have a variety of negative effects on individual
employees. These occurrences have a detrimental impact on employees’ work performance.
Experience has shown that if they are not addressed immediately, they are more likely to hinder
their productivity at work. Therefore SAPS, the employer, and supervisors have to ensure that
employees are both physically and mentally productive. To ensure that employees are effective
in the workplace, it is therefore important that they are referred to the EAP when they

experience problems.

SAPS established the EAP to assist employees in coping with the occupational stressors. The
EAP was initially institutionalised to address alcohol addiction issues faced by employees in
workplaces (Rajin, 2012), and as time progressed, the scope of services became comprehensive
and accommodated other employee challenges. In line with a lot of other public entities, the
SAPS has acknowledged its duty to its workers; as a result, the institutionalisation of the EAP
in 2003 was a direct result of this admission (Rajin, 2012). The high rate of police burnout,
suicides, and other organisational pressures among SAPS employees remains concerning even

with the EAP in place in the organisation.
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Supervisors have a duty to identify and refer troubled employees to the EAP services in order
to promote desired behaviour. Simelane (2007) describes the role of supervisors as being at the
core of the EAP. The workplace expects managers and supervisors to monitor behavioural,
physical, and social indications that impact work performance negatively (Rajin, 2012). These
responsibilities fall on supervisors, who must complete EAP training in order to be able to
identify early stress signs in employees and facilitate their referral to EAP services. Supervisory
training may be as often as possible or when the need arises. Mogorosi (2009) mentions that
supervisors must get supervisory training that includes a wide range of concerns such as

substance misuse, family difficulties, intervention tactics, and the referral process.

The EAP in organisations was initiated to alleviate problems and increase productivity;
however, studies indicate that there is a high rate of underutilisation of the EAP (Manganyi,
2015). A study by Mugari (2011) showed that there is an underutilisation of the EAP in the
SAPS. Despite employees being aware of the services, low utilisation of the EAP service is
observed. It is unclear if supervisors' lack of referrals or employees' ignorance of the

organisation's EAP services accounts for the low usage.

Supervisory training enhances supervisory referral by equipping supervisors with skills to
identify and refer clients as soon as a challenge is identified. It focuses on training supervisors
and other stakeholders on intervention strategies, processes for referrals, and indicators of a
troubled employee (Dipela & Sithole, 2021). Supervisory training helps to maintain the
organisation's productivity. The involvement of supervisors in EAP supervisory training has
been related to the ability of supervisors to identify troubled employees, including the
supervisors’ span of control, job longevity, and managerial status (Bayer, 1990, as cited in
Mahlahlane, 2003). Mugari (2011) conducted research that revealed that supervisors make 21
percent of referrals in contrast to the 9 percent of self-referrals (informal referrals) that arise
from a lack of understanding and information on the EAP referral system. This is because
supervisors who undergo training are equipped with recognition, intervention and suitable

referral skills (formal referrals).

Findings from this research will assist in understanding the perceptions of supervisors on
supervisory referrals, as their perceptions have a direct influence on the rate of utilisation of
EAP services. The findings will increase possibilities for revising supervisory training to ensure
increased use of EAP services. If no investigation is conducted, supervisors run the risk of not

utilising the programme at all. For the programme to see an increase in supervisory referrals,
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supervisors’ needs and perceptions towards supervisory referrals must be known and

understood.

1.3 Research Questions

The following research question was formulated for the research study:

What are the perceptions of supervisors regarding supervisory referral in the South African

Police Service?

1.4  Aim(s) and Obijectives
1.4.1 Aim/Research Purpose

The purpose of the study was to explore the perceptions of supervisors on supervisory referral

at the South African Police Service.

1.4.2 Research Objectives

The following objectives were set:

e To establish the awareness of SAPS supervisors on supervisory referral.

e To ascertain the views of supervisors on their role in supervisory referral.

e To explore the nature of training that has been conducted on supervisory referral.
e To establish how marketing has been conducted on supervisory training.

e To explore the techniques used to evaluate supervisory training

e To formulate recommendations regarding the referral role of supervisors

1.5 Definitions of Concepts

Employee Assistance Programme (EAP) refers to a programme in an organisation designed
to identify and enhance employees’ wellness, physically and mentally, as well as address any
issues of productivity. It is a programme aimed at achieving a state of balance between the
well-being of employees and the workplace by a professionally trained person (EAPA-SA,
2015; Osilla & Van Busum, 2012).

Supervisor according to the EAPA SA (2005), is a person in a position of authority who
oversees the performance of subordinate staff. Thus, the researcher sees a supervisor as a senior

person with the authority to enforce the rules and policies of the agency and also steering their
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subordinates’ behaviour towards the organisation’s objectives. Supervisors share knowledge

and expertise when they guide subordinates (Schwartz& Schwartz, 2020).

Referral is defined by Hepworth et al. (2010) as a process where others have identified a need
to help in the best interest of the troubled person. It is an act of sending someone for help when

the need has been identified.

Supervisory Referrals are referrals that are supervisor-initiated (Thomas et al., 1994, as cited
in Toverud, 1999) with knowledge of what resources are available and what the needs of the
clients are (Barker, 1988). The supervisor should be involved in the referral process and trained

to have a comprehensive awareness of the helping process (Mahlahlane, 2003).

South African Police Services (SAPS) in terms of the Constitution of South Africa, 1996
(Act No. 108 of 1996), is defined as an organisation responsible for creating a safe and secure
environment for all people of South Africa, bound by a code of conduct which should also form

a part of their employees’ code of life, principles and values.

Troubled employee according to Taute and De Winaar (2008), is an employee who has a
personal or work-related difficulty that prevents them from performing optimally economically

and socially.

1.6 Theoretical Framework(s) underpinning the Study

The researcher adopted the Ecological System Theory, the theory developed by
Bronfenbrenner (1979), because the goal was to explore the perceptions of supervisors on
supervisory referral. The theoretical framework applied helps the researcher to focus the
research, to test the theory and apply the findings to relevant research methodologies (Maree,
2016). In qualitative research, the theoretical framework serves as a guiding factor to guarantee
that the study will effectively describe the matter at hand (Padgett, 2017).

Ecological Systems Theory is widely acknowledged as one of the most credible theories
explaining how social surroundings impact human development. (Hepworth et al., 2010). The
theory argues that the environment with which you interact affects every facet of your life. The
theory further helps to understand the challenges that supervisors in the police sector face and

affect how they view and perceive things.

The theory is not only concerned with various systems, but also on interactions between

systems (Hepworth et al., 2010). The nature of the work and environment will influence how
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individuals interact and respond to situations in which they find themselves. The theory better
explains how the police environment affects how they handle and address the occupational

stressors they encounter.

Ecological Systems Theory in practice aims to foster a strong relationship between individuals
and their environment by mitigating life stressors, enhancing personal and social resources to
enhance coping strategies, and influencing environmental forces to meet people's needs (Payne,
2014). The social worker will explore the perception of supervisors holistically, holding the

viewpoint that individuals interconnect with their social and physical environment.
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Chapter 2
Literature Review
2.1 Introduction

A small number of cases addressed through the EAP are formal referrals, which are brought
about by concerns about an employee's performance at work. Different factors influence
supervisors’ EAP referral decisions, and these factors have been found to generally motivate
referral action, although not always in a way that fits the programme's early intervention aims
(Harley, 1990). To understand the perceptions of supervisors on supervisory referral, in this
section the following aspects are covered: Police Services globally, impact of crime on SAPS,
the role of supervisors, elements of an effective EAP, factors and constraints affecting
supervisory referral, supervisory training, different types of referrals, and the importance of

training.
2.2 Employee Assistance Programme (EAP)

The EAP was first implemented in the United States of America (USA) as an Occupational
Alcoholism Programme to assist employees struggling with alcohol issues in the workplace
(Dickman & Challenger, 2003). The programme during that time was solely meant to address
and provide assistance to employees experiencing alcohol problems. In South Africa, EAPs
were relatively new in the workplaces emerging locally in the early 1980s (Dewe et al., 2000).
Currently, both private and government departments are investing resources in EAPS to serve
both the employer’s and the employees’ interest. EAPs are utilized both in the public and
private sector aimed at enhancing employee well-being and productivity in the workplace.
Badul (2018) mentions that the programme was implemented in the South African public sector
to address a range of issues, including but not restricted to drug and alcohol addiction,
workplace adaptation issues, issues with mental health and interpersonal relationships, and
others. Itis believed that the EAP is a tool for problem solving for individuals in the workplace.
Dipela and Sithole (2021) define EAP as a programme that links employees with personal
issues to the right resources to enhance productivity, with the main objective being to help

employees restore their emotional and physical well-being.

Naidoo and Jano (2003) indicate that EAPs are crucial in lowering absenteeism, accidents at
work and complaints. It also plays an important role in eliminating all the hurdles preventing

an individual from functioning optimally at work. The programmes focus on solving a wide
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range of productivity-related difficulties. EAP in South Africa has been influenced by

international changes (Naidoo & Jano, 2003).

Prior to EAPs, employees resorted to unhealthy coping mechanisms like substance misuse to
cope with challenges. The introduction of EAP was solely to address substance abuse; however,
EAP shifted focus due to increased social problems (Mogorosi, 2009). Bophela and Govender
(2015) further state that, EAPs are the key instruments for attending to the well-being of
employees and for reaching the important milestones of the organisational performance and

productivity.

Different occupational challenges impact employees negatively in the workplace, and the EAP
assists in managing the challenges experienced. Counsellors, psychologists, chaplains, and
psychometrics provide this assistance, recognising the importance of each profession's role in
assisting SAPS employees identified to have experienced a traumatic event (Grobler & Joubert,
2012). Bophela and Govender (2015) mention that EAPS provide a wide range of services to
the workplace community, using different methods to address personal and work-related issues
that may affect productivity and effectiveness. The EAPS assist employees faced with
challenges in order to be capable of functioning effectively in the workplace; their roles and

function within the SAPS will be discussed next.

2.3 The Roles and Functions of EA Practitioners in SAPS

EAPS are intended to provide a range of psychological services to employees (Baskar et al.,
2021), their scope of services broadened as more occupational stressors were experienced and
affected employees’ productivity at the workplace. The programme initially focused on alcohol
addiction problems that employees encountered in the workplace (Grobler & Joubert, 2012).
The EAP became comprehensive and accommodated issues such as financial, psychological,
and work-related stress that affected work performance (Grobler & Joubert, 2012). EAPS are
responsible for providing support to employees of the SAPS and promoting wellness in the

organisation.

EAPS have received specialised training to address a variety of employee issues. The primary
focus is on personal coping skills to help individuals to cope effectively with challenges and
improve their quality of life (Baskar et al., 2021). EAPS have the responsibility to render
services that will raise awareness and empower employees with the skills to identify symptoms

of occupational stressors that may hinder them from being fully functional in the workplace.
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EAPs at the SAPS are offered through a combined multi-disciplinary approach. The EAP at
the SAPS comprises social workers, psychologists, and chaplains (Grobler & Joubert, 2012).
Their services are available to assist all SAPS employees, and collectively, they render support
services to the SAPS. EAPS provide services through therapeutic counselling, and when the
organisation lacks resources, they make referrals. It is important for the EAPS to maintain
communication and relationships with external resources, that assist to guarantee that the
employee receives the necessary services when needed. The background of the SAPS is

therefore discussed next.

2.4 South African Police Services

The mandate of the SAPS is to provide safe environment to a population of approximately 60,5
million people (Stats SA, 2021); however, only a small portion of the communities receive
effective and efficient police services. This insufficiency of human resources in the SAPS
contributes to the workload of SAPS members, which leads to increased stress and fatigue,

hindering productivity and creating more challenges.

According to South African Yearbook (2017), “The SAPS derives its power and functions from
Section 205 of the Constitution of the Republic of South Africa of 1996 and from the SAPS
Act, 1995 (Act 68 of 1995), this legislation regulates the SAPS in terms of its core function,
which is to prevent, investigate and combat crime”. Wasserman et al. (2019) mention that one
of the demanding jobs in the world is serving the country, and the experiences one has there,

can significantly affect their physical and mental health.

In the study conducted by Babatunde (2013), he found that due to lack of employees,
aggression, an excessive amount of paperwork, inadequate equipments, working irregular
hours, and being in violent circumstances, the SAPS has a high rate of organisational stress.
The World Health Organization (WHO) (2019) warns that poor working conditions can result
in substance abuse, poor physical and mental health and lost productivity. With all the
occupational stress affecting the SAPS employees, employees are unable to provide quality
service to the communities they are serving. The safety of public members, as well of that of
the SAPS employees is compromised and a rise in crime is observed. The impact of crime on
the SAPS is discussed next.
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2.5 Impact of Crime on SAPS

Crime yields substantial and diverse repercussions for individual victims, extending to their
families, friends, and communities (Velazquez & Hernandez, 2019). The trauma that results
from victimization can have a profound and destructive impact on victims of crime and their
close associates. This impact is not exclusive to civilians; even police officers are susceptible
to becoming victims of crimes, whether in the line of duty or during their off-duty hours.
Moreover, witnessing heinous activities and crimes can leave lasting negative imprints on their

lives, affecting them as integral members of the communities they serve.

According to Velazquez and Hermandez (2019), police and emergency medical technicians are
the most affected by crime because they are the first group of respondents to the crime scene.
Therefore, they are at risk of developing post-traumatic stress disorder (PTSD). Mathuthu-
Ndlela (2020) indicates that crime in South Africa has been increasing since the mid 1980’s
and many factors contribute to the increase in crime. The impact of crime is not only felt by
victims of crime, but also by the SAPS personnel. Next, occupational stressors experienced by

SAPS personnels are highlighted.

2.6 Occupational Stressors

Occupational stress, according to Cho and Park (2021), refers to a collection of emotional,
cognitive, physiological, and behavioural responses to potentially harmful parts of the work
environment. Sebastian (2018) adds that the occupational stress is a response that people may
have when faced with expectations and demands that are out of line with their skills and
expertise, and which challenge their ability to cope. It occurs when stress and expectations
exceed an individual’s abilities. Cronje et al. (2020) mention that occupational stress has a
substantial impact on an organisation’s productivity and is closely linked to the health and
safety of its employees. The pressures have an impact on the personnel’s well-being and

performance when doing their duties.

Yip et al. (2012) in the United States of America and Gaur et al. (2021) in India both indicate
that police officers are most vulnerable to risk factors that contribute to suicide. Yip et al.
(2012) discovered that the working environment exposes 80 percent of police officers to
suicide. In addition to the risk factors identified in the USA, India identified interpersonal

relations between officers and junior ranks, a lack of promotion, difficult service conditions,
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personal health issues, and difficult duty hours as contributing factors to suicide (Gaur et al.,
2021).

Occupational stress can be caused by both internal and external stimuli, such as accidents and
death, as well as anger, dissatisfaction and anxiety. Wassermann et al. (2019) found a positive
correlations between the mental health, stress, and traumatic aspects of crime scene to cause
PTSD, while Purba and Demou (2019) discovered that psychological stress can be caused by
issues such as not feeling safe at home, having irregular working hours, not having enough
staff, not being praised for good work, working overtime, not getting paid enough, and waiting

too long to get promoted.

According to Pienaar and Rothman (2006), the stressors faced by South African police were
more organizational in nature. Additionally, they revealed that three common individual police
stressors in a South African sample were incompetent supervisors and managers, unjust court
rulings, and emotional detachments from families. A lack of organisational support and poor
relationships among police officers have a significant impact on the SAPs personnel’s

occupational stress.

The introduction of EAP in the organisation attempts to reduce the pressure of occupational
stressors on police personnel. In Canada, the most common professional resource offered to
police officers is the formal support of the EAP (Newell et al., 2022). For Canadian Police
Service organisations, the EAP is a government-funded programme that provides support
services to help manage mental health needs and pressures such as addictions and substance
abuse, family problems, mental health-related concerns and stress at the workplace. Like
Canada, South Africa introduced the EAP services at the SAPS workplaces to address possible
occupational stressors that may affect the well-being and productivity of police officers. These
include health risk factors (mental health and suicide), lifestyle diseases (high blood pressure
and substance abuse), personal matters (finances, divorce), occupational matters (violent and
aggressive nature of crime and murder of a colleague.) and operational exposure (Parliamentary

Monitoring Group, (2016); Thaba (2018). Next, we consider the role of supervision at SAPS.

2.7  The Role of Supervisors at SAPS

Supervisors at SAPS are expected to ensure that service delivery is advanced, and the well-
being of employees is well taken care of in order for them to perform the expected duties. Their
roles include ensuring that performance improvement results in providing a supportive

organisational culture that is based on norms and standards (Badul & Subban, 2022). They are
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responsible for monitoring and evaluating job performance (Mthimunye, 2007). The Employee
Assistance Professionals Association South Africa (EAPA-SA) (2005) defines a supervisor as
a person in a position of power who keeps an eye on the work that their subordinate employees

are doing.

The SAPS ranking system is made up of eight different ranking structures with which workers
appointed under SAPS Act 68 of 1995 interact. Employees at the levels of captain,
superintendent, senior superintendent, and director serve as intermediate and senior supervisors
within the system. These are the junior and senior managers and supervisors who also conduct
operational duties under the SAPS Act 68 of 1995. Their roles as supervisors of various

working units allow them to identify and refer employees to EAPS for EAP services.

A supervisor's role is to facilitate communication between management and employees.
According to Googins et al. (1981, as cited in Simelane, 2007), supervisors' organisational role
and functions not only put them in an ideal position to identify, confront, and refer employees
for help, but also expect and sanction them to identify and resolve deteriorating job
performance. The significance of this position is emphasised because neglecting to carry out
responsibilities directly affects the quality of services provided and undermines the legitimacy

of the government's commitment to the people.

Within the SAPS organisation, supervisors are in constant contact with the employees, and as
a result, they are in a better position to identify troubled employees. Based on the above, the
researcher is of the opinion that the supervisors play an important role in ensuring that
employees are in their best working conditions by making sure that they receive enough and

adequate support through the services rendered by EAPS.

2.8 Supervisory Referral

According to Mahlahlane (2003), a supervisor’s understanding of the EAP, its application and
the necessary abilities to enable them to refer are all factors that influence the supervisory
referral, either directly or indirectly. In order for supervisors to refer, it is important that they

are familiar with the referral process and understand the importance of EAP services.

Supervisors are the first to notice any changes in an employee; therefore, it is important for the
supervisors to have a full understanding of the EAP referral process of employees. Supervisors
refer employees to the EAP to address behaviours that interfere with the production in order to

assist employees to function effectively. Terblanche (2018) asserts that the purpose of referral
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is to address the employee's needs and guarantee the provision of suitable care. Appropriate
referral of employees increases the job performance and well-being of employees; it enhances
the credibility of the EAP in an organisation and ensures timely resolution of the problem
(EAPA-SA, 2010). Different types of referrals are discussed.

2.9  Types of Referrals

An employee can access the services of the programme through self-referral, informal

supervisor referral or formal supervisor referral.

2.9.1 Self-referral

An employee can initiate seeking EAP services when they are experiencing challenges. Every
employee has the right and responsibility to seek support and assistance voluntarily and at an
early stage. Emener et al. (2003) point out that self-referrals happen when an employee chooses
to independently seek out EAP support. Employees initiate self-referrals when they recognise
the challenges they face and have the insight and knowledge that they can visit the EAP (Taute
& De Winaar, 2008).

2.9.2 Informal Supervisor Referral

Informal referrals, according to Cagney (2006), are referrals that regularly happen as a result
of pressure from supervisors who are hesitant to take supervisory action. In an informal referral,
the supervisor suggests the services to the employee after realising a change in the employee's
behaviour, without any formal record (Tiner 2006). The supervisor does not expect feedback;
their role is to advise the employee about the EAP services. If the supervisor learns that the
employee is facing some type of personal issues that have not yet affected their performance,

they may choose to make an informal referral.

2.9.3 Formal Supervisor Referral

The formal supervisor referral is based on a consistent pattern of worsening job performance
over time. The referral may be made by the supervisor if the employee exhibits a decline in
work productivity over a period of time (Badul & Subban, 2022). According to Myers (1984),
the supervisor will initiate a formal referral when an employee’s performance declines and with
the employee's consent, they will be sent to the EAPS to address the behaviour. Therefore, a

formal referral needs to be made in writing.
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Formal referrals are the most effective for addressing other factors such as absenteeism,
workplace behaviour changes, declining and poor work performance and identified personal
problem (Badul & Subban, 2022). Poor work performance refers to an employee failing to
sustain the employers’ expectations for both quantity and quality of work performance (Rowe
et al.,, 2005). The Labour Relations Act, (Act 66 of 1995) sets clear guidelines of how
employers should deal with poor work performance. Labour laws like the Occupational Health
and Safety Act (OHSA) No. 85 of 1993 and the Labour Relations Act (LRA) No. 66 of 1995
also indicate that employers have to help workers with problems they bring to work and help
them deal with risks at work that affect them. Contrary to the informal supervisor referral,
supervisors who have formally referred a troubled employee to the EAP due to an observation
in poor performance can receive feedback from the EAP. Taking in consideration all types of
referrals to the EAP, there is low formal supervisory referral observed in the SAPS, and factors

contributing to low supervisory referrals are discussed below.

2.10 Factors contributing to Low Supervisory Referral

Various factors contribute to low supervisory referral of troubled employees. Minimal and a
lack of supervisory referrals has a significant impact on productivity and teamwork
(Mthimunye, 2007).

According to Mthimunye (2007), supervisors lack knowledge about the proper procedures for
referring troubled employees to the EAP. In order for supervisors to refer, it is evident that they
need to know how and when to refer. This information regarding supervisory referral can be
obtained through supervisory training. The supervisory training does not only assist supervisors
in assisting employees, but it also assists in maintaining the productivity of the organisation.
According to Simelane (2007), most supervisors choose not to initiate confronting employees
because of its unpleasant nature, and some supervisors avoid the hostility that they may receive
from the employees. The disadvantages of not referring troubled employees include increased
behaviour such as absenteeism, presenteeism, failure to perform duties, and demotivation at

the workplace.

Gerstein et al. (1994 as cited in Willbanks, 1999) indicate that supervisors who are less likely
to refer employees to the EAP are supervisors with a high number of subordinates. This is
because they may have less frequent interactions with the employees compared to supervisors

who have a manageable staff size. The researcher agrees with this statement; managing a large
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number of employees could potentially lead to troubled employees remaining unnoticed until

they become completely dysfunctional in the workplace.

Research conducted both abroad and in South Africa revealed that there is a low rate of EAP
service utilisation. Connelly et al. (2015 as cited in Leary 2021) found that 56.4 percent of
police officers did not know how to access services given by their EAPS, with a greater issue
of officers not using the EAP when they were aware of the programmes. The fear of stigma is
one of the reasons why people do not use EAP services (Bullock & Garland, 2018 and Taute
& De Winaar, 2018).

Mugari (2011) and Dipela and Sithole (2011) identified a lack of marketing as a contributing
factor to the underutilisation of EAP services. These authors mention that services are not
promoted inside the SAPS to ensure that officers who are involved in traumatic occurrences

know where they may get help. Next, marketing strategies for EAP services are considered.

2.11 Marketing of EAP Services

According to the Standards Committee of EAPA-SA (2010), EAP marketing plays a major role
in service usage. Marketing of EAP services involves promoting services to the service users
to familiarise them with the services rendered; this will enable easy accessibility for the service
users. Mogorosi (2009) mentions that increasing employees' awareness of EAP services,
increasing their use of those services, increasing their familiarity and comfort level with EAP
operations, improving their acceptance and use of those services, and increasing their
utilisation are some of the goals of marketing the programmes. Therefore, marketing should be
conducted continuously and in such a manner that it is easier for employees to understand their

goals.

Interestingly, in the study conducted by Dipela and Sithole (2021) on the SAPS in the Limpopo
Province, evidence showed that 78 percent of the participants have knowledge about the EAP
through marketing; however, utilisation is less in the SAPS. This may suggest that the
marketing strategy, methods, content and frequency of marketing need to be evaluated and
improved for positive results. The EAPS needs to further take in consideration SAPS
employees who permanently work night shift, while EAPS are on duty during the day. The
effectiveness and visibility of the programme will only be clear if it is marketed effectively.
According to Lodewyk (2011), the marketing of the EAP also lays the foundation from where

the effectiveness of an EAP will be measured.
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Marketing methods for EAP services can be through presentations, brochure distribution,
poster displays, and special EAP events. Other methods, including emails, information
sessions, workshops, and parade platforms, can be used to market EAP services in the SAPS
workplace environment. Failure to market the programme effectively will have a negative

impact on how people perceive it. Confidentiality in the EAP will be discussed next.

2.12 Confidentiality

Confidentiality is the foundation of EAP; thus, it is imperative that safety precautions be
followed at all times to protect the programme; this may also determine how services are used
(Manganyi, 2015). The concept of confidentiality pertains to the ethical duty of practitioners
to protect data that has been entrusted to them by clients with whom they have a professional
relationship (Makhubele, 2022). This entails not sharing the content or any private information
with the supervisors who referred the employees or any other person without the consent of the
client. Rajin (2012) adds that the disclosure of information to unauthorised individuals is a
major transgression of many professions’ code of conduct and is unlawful. Failure to maintain
confidentiality can lead to clients choosing not to utilise the EAP services. Therefore,
information shared by clients should at all times be kept safe and confidential as it has a

significant positive effect on the use of EAP services.

Rosemary (2024) states that the importance of maintaining confidentiality is widely
acknowledged, yet this acknowledgement is often hindered by the failure to recognise the
obligation to uphold confidentiality. If employees are not assured of confidentiality, they may
decide not to use the EAP services (Mugari, 2011). The EAPS office setting should be
conducive and support the therapeutic sessions. The offices should protect clients who have
sought help, from the employer or coworkers. Service users should be at ease to utilise the EAP

services without fear of being seen or judged post using the services.

2.13  Supervisory Training

To make a successful employee referral, supervisors must be able to assess a tough situation
and intervene in the most supportive and constructive way feasible. Badul and Subban (2022,
134) state that “the goal of the employee assistance supervisory training programmes has been
to enhance supervisory skills to identify employees experiencing personal difficulties through
declining job performance and to facilitate intervention, and referral through the supportive

confrontation strategy”. The EAPA-SA (2015) identifies the goal of training as enhancing
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employees’ and organisational resilience. The programme is there to strengthen the knowledge

and skills of the supervisors in identifying troubled employees and being able to refer them.

The EAPA-SA (2015) highlights that the training should be developmental and should focus
on practical aspects that will equip supervisors with the necessary skills. According to Cagney
(2006), emphasis is placed on the need of supervisory training. Supervisory training increases
the productivity and wellness of employees at the workplace. It is the degree to which managers
are prepared to recognise and recommend employees for EAP services that will sustain healthy
employees in the workplace. Supervisory training prepares managers, labour representatives,
and supervisors to carry out their functional responsibilities, which include using the EAP and
providing access to it (EAPA-SA, 2015).

For supervisors to refer troubled employees effectively, they must understand fully the
procedure of identifying and referring, therefore conducting the training should be in an
organised manner and be repeated as necessary. For the supervisor training to be effective,
Badul and Subban (2022) suggest that the training ought to be carried out by someone who is
well-versed in the Employee Health and Wellness Services (EHWS), and the content should
include encouragement of a management referral programme. There is a need to conduct the
training frequently as a refresher course on how to identify troubled employees, to constantly
enrich supervisors and the leadership with the knowledge and skills. Lefakane (2017) promotes
the need for continuing education and training and its importance, arguing that the workforce

of millennials requires regular updating of their knowledge and abilities.

The understanding of supervisory referral through training will enable managers and
supervisors to carry out their functional responsibilities in terms of using, assisting, and gaining
access to the EAP. The training further enables supervisors to recognise and identify well-being
concerns and enable them to respond to employee well-being issues effectively and timely. The
EAPA-SA (2015) indicates that the training covers and emphasises the importance and positive
impact of the EAP on the organisation. It also addresses prevention programmes based on
processes for referring employees who are experiencing difficulties and gives supervisors more
authority.

Other studies highlighted the challenges experienced in carrying out supervisor training.
According to Tiner (2006), challenges to render regular training have been experienced due to
supervisors being unable to attend training sessions because of their busy schedules and that

employees lacked motivation to participate in lengthy training sessions. Supervisors' desire to
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attend training is largely dependent on the strategies employed to market the training, its
significance and the approaches used to render the training. Next, methods of training will be

discussed.

2.14 Training

Training is critical for imparting skills and knowledge to individuals so they can undertake a
specific activity. According to Mannion (2006), training and development support in the effort
to handle difficult personnel, they enhance both the work environment and employee job
performance. Training provides an opportunity for individuals to improve the effectiveness of
an organisation. The EAPA-SA (2015) specifies that the intendent target audience for training
includes union representatives, managers, first-time supervisors, employees’ dependents and

employees themselves.

According to Robbins et al. (1998, as cited in Dipela & Sithole et al., 2021), training has
traditionally been characterised as the process through which people improve their abilities,
knowledge, attitudes, and behaviours. The training is designed to teach managers how to
recognise and deal with troubled personnel. Training on EAP services will help to eliminate

the doubts employees have about the EAP.

In contrast to SAPS training, the goal of police basic training, as outlined in the Constitution
of South Africa, 1996 (Act No. 108 of 1996), is to provide newly appointed officials with a set
of legal and policing skills, enabling them to protect and assist community members. As a
result, this will enhance community satisfaction and foster a safe and secure environment for
all South Africans to live in. The training period for the SAPS primarily focuses on physical
skills such as handling firearms, pepper sprays, and protective shields, but it does not address
the stress associated with the intense nature of their work. It is therefore evident that the focus
of the SAPS basic training is on maintaining a safe and secure society, as well as learning
tactical techniques and skills needed to perform policing duties, with less consideration being

given to psychosocial services to help improve the health and wellness of their new members.

2.14.1 Methods of Training

When implementing supervisory training, it is important to adopt different methods or styles.
According to Beier and Kanfer (2010), to meet each employee’s personal preferred learning
style, EAPS should facilitate training sessions in an organised manner and make the material

more engaging for the participants. Different techniques incorporated into the training improve
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the effectiveness of the training. Kunche et al. (2011) identify role-playing as a technique that
can be used in training. Through role-playing, participants assume different roles and act out
those roles in a group setting to learn and practise handling diverse scenarios. During role-play,
trainees are able to observe and provide input that will help others to understand the behaviour

and situation better.

Supervisory referral training in an organisation can also incorporate lecture-style training. This
type of training can be an invaluable resource for communicating information quickly (Kunche
et al., 2011). Lecture-style training is beneficial for a large group and can cover a lot of
information. However, there is little or no interaction between the trainer and trainee. Studies
show that people only retain 20 percent of what they are taught in a lecture (Kunche et al.,
2011).

Group discussions and activities can be an excellent training choice for the correct type of
employee. This method of training allows participants to engage and share opinions. The
process is mostly guided by the facilitator (Kunche et al., 2011). Group discussion can be an
effective method in supervisory referral training, as it enables participants to openly discuss
the optimal implementation of referrals, and the challenges encountered when referring an
employee. The use of case studies and role plays can be practical strategies to involve

supervisors with the purposes of teaching and enhancing skills.

Identifying the best method of employee training increases its effectiveness. All methods of
training are important and effective for different groups; good implementation of the method

will contribute to the end goal.

2.15 Conclusion

In conclusion, supervisory referral training is an essential component of the procedure of EAP
utilisation. Supervisors take on the responsibility of referring troubled employees to the EAP
to mitigate the risks they encounter. When supervisors and management receive proper and
regular training, they will be well-equipped to refer troubled employees. A positive relationship
between the employee and the supervisor can further motivate troubled employees to seek

assistance from the EAP for their challenges.

It matters essential that supervisors be aware of and comprehend their part in the supervisory
referral process and be equipped with skills to identify deterioration in an employee. The

method of implementation of supervisory training contributes to the efficacy of the training
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and its influence on the referral of employees. When the correct method of training is used,
supervisors' confidence in referring increases. Despite the inevitable resistance from
supervisors, it is crucial to comprehend their perspectives on the process in order to address the

contributing factors to fewer referrals of troubled employees and lower utilisation of the EAP

services.
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Chapter 3
Research Methodology
3.1 Introduction

Research methodology refers to the systematic technique used throughout the research and is
a guide to how the research was conducted (Igwenagu, 2016). This study aimed to explore the
perceptions of supervisors on supervisory referral at the SAPS. This chapter describe the
research methodology used to determine the best possible research design, sampling, and
research tools. The chapter further discusses the data collection and data analysis methods
adopted in the study. The chapter ends with a discussion of potential limitations and issues

related to ethics.

3.2 Research Approach

The researcher employed the qualitative research approach. This approach put an emphasis on
explaining and comprehending the phenomenon rather than explaining or predicting human
behaviour (Babbie & Mouton, 2012; De Vos et al., 2011). The qualitative method provides a
more in-depth knowledge about the subject under study (Leedy & Ormrod, 2015). The use of
this qualitative method permitted the researcher to gather a vast amount of data and understand

the participants' true perceptions.

The qualitative approach focuses on the subjective evaluation of beliefs, attitudes, and actions
(Kothari, 2004) and is not concerned with numbers. Its main goal is to create a thorough
comprehension of the phenomenon. The approach provided in-depth information that was
investigated by engaging the participants. Through the use of a qualitative research approach,
this study was able to provide a detailed account of the participants’ thoughts, feelings, and

experiences regarding the topic under investigation.

3.3 Research Design

According to Zainal (2007), a case study design is a research method that enables a limited
number of individuals to participate in a thorough examination of data within a particular
context. The study focused on SAPS supervisors who had received supervisory training and
EAPS who had provided supervisory training within the SAPS context. By utilising the design,
the researcher was capable of gathering extensive information as the key informants were able

to provide the information.
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3.4  Study Population, Sampling and Sampling Procedures
3.4.1 Population

According to Bryman (2011), a population refers to all of the people, events, organisational
units, case records, and other sampling units that are relevant to the research problem. Lussier
(2008) mentions that research population refers to all elements, individuals or units that meet
the criteria for a group to be studied from which a sample is taken for in-depth-analysis. The
study population for this study was supervisors and EAPS in the SAPS. The researcher
concentrated exclusively on supervisors who had participated in supervisory training and

EAPS who had rendered supervisory training in police stations within Johannesburg North.

3.4.2 Sampling

Sampling is done by purposefully choosing a sufficient number of individuals from each
subgroup within the larger group to be investigated, or by using random selection (Leedy &
Ormrod, 2015). For the purpose of the study, purposive sampling was utilised to ensure that
the research study's sample accurately reflected the population from whom the research was
drawn (lgwenagu, 2016). The benefits of purposive sampling include the inclusion of
appropriate participants in the study, which increases the accuracy of the data and saves time

and money during data collection (Bernard & Bernard, 2013).

The inclusion criteria for sampling for the study were individuals, both males and females, who
have been supervisors in their respective police stations for more than five years. Participants
are from Randburg Police Station, Linden Police Station, Bramley Police Station, and Parkview
Police Station in Johannesburg North, Gauteng All supervisors have more than four
subordinates and have attended the supervisory training in the past five years. With regard to
the EAPS, they had to have presented the supervisory training in the last five years. Participants
could be of any gender, age, religion, or culture. Fifteen (15) participants were recruited from
four police stations, but only 13 participants took part in the study: nine supervisors and three
EAPS. One supervisor’s interview was excluded as it was inaudible, one participant’s interview
was terminated, and the last participant did not keep the appointment, and a replacement could

not be found.
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35 Research Instruments

Semi-structured interview guides (Appendices D and E) were used to collect information from
the participants. The semi-structured interviews allow for flexibility in terms of depth and
scope while being organised around a specific area of interest (De Vos et al., 2011). The
researcher employed specific interviewing techniques to enhance participant responses and
allow a comprehensive collection of rich data. Although the interview schedule was followed
during the interview, follow-up questions were used to get clarification on statements made
and to go deeper regarding the responses provided. The researcher utilised two different
interview schedules for SAPS supervisors and EAPS to facilitate interaction with the
participants. By using the open-ended questions in each interview schedule, the researcher led

rather than dictated the interview.

3.6 Methods of Data Collection

The research process relies heavily on data collection technique and its application, as it serves
as an essential bridge connecting theory and practice (De Vos et al., 2011). This method
involves a detailed plan of procedure that aims to gather data for a specific purpose (Grinnell
& Unrau 2010). Face-to-face interviews was adopted and the chosen method of data collection
produced comprehensive data, permitting the researcher to have a thorough understanding of

the subject under investigation.

The researcher used the semi-structured interviews and chose an interview guide with open-
ended questions to gather information. A semi-structured interview was suitable for the study
as the questions were planned but also flexible (Ebrahim & Bowling, 2005). The interview
guide was designed to be adaptable so that the researcher could ask participants additional or
follow-up questions about their experiences, difficulties, and coping mechanisms as needed.
The researcher took cognizance of the interviewing skills together with the awareness of

interviewing methods to collect data from the participants.

3.7 Methods of Data Analysis

The researcher analysed the data using Braun and Clarke’s (2006) model of thematic analysis.
According to De Vos et al. (2017), data analysis is the process of bringing order; structure and
meaning to the data collected. In qualitative research, data analysis involves using
classification, interconnections, and descriptions to understand the phenomenon being studied

(Braun & Clarke, 2006). This process enables the researcher to interpret and explain the data
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that was collected (Graue, 2015). Analysing information involves examining the data gathered
from participants, combining it, and organising it in a way that is both comprehensible and

manageable.

Clarke et al. (2015) identifies six phases, namely familiarisation, coding, categorising themes,
reviewing themes, defining themes and naming themes and writing up the results. These steps
were implemented to analyse the data. In the first phase of analysing the data, the researcher
familiarised herself with the data collected by using the tape-recorded data from the interviews
and transcribed it into verbatim transcripts. The second stage is coding, this step involved
creating the first set of codes by going line-by-line through the data to find intriguing concepts.
This was conducted by using highlighters to identify intriguing concepts. According to Clarke
etal. (2015), coding is a systematic process of identifying and labelling relevant features of the
data and identifying patterns. Furthermore, the researcher grouped similar codes by pasting
them together to create themes. The third stage involved searching for themes that captured
information that was very relevant to the goals and objectives (Braun & Clarke, 2006). Tables
were used to group the codes into themes and sub-themes. Following that phase, the researcher
examined the themes to determine their coherence, identify the central idea of each theme and

its relationship to others, and explore the interactions between sub-themes and the main theme.

The last phase was writing up the report. Once the researcher gained confidence in the data,
findings were documented and backed up with verbatim quotes from the participants. The

researcher carried out every step of the data analysis procedure.

3.8 Data Verification

The researcher used data verification methods to ensure the accuracy, trustworthiness, validity,
and reliability of the collected data (Anney, 2014). Trustworthiness accordingto Anney (2014)
refers to the validity of a qualitative study’s conclusions. Four indicators determine
trustworthiness: credibility, transferability, dependability, and authenticity. This section
discusses each of these concepts and provides an explanation of their implementation in the

research study.

3.8.1 Credibility

Sound qualitative research methodology is grounded on credibility. According to Kumar
(2014), credibility involves establishing that the results of qualitative research are believable

from the perspective of the participants in the research. According to Connelly (2016),
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extended interaction with participants, peer debriefing, member verification, and reflective
journaling are methods employed to build trustworthiness. The researcher established a
personal relationship with the participants before the interview by introducing themself and
outlining the goal of the study. The researcher further emphasised that participation was
voluntary. After every interview, the researcher recorded their feelings and observations in the

diary. This ensured that the research method and results were without bias.

3.8.2 Transferability

Transferability means a qualitative study’s findings, or output, should be recognisable not only
by other scholars in the field, but also by the context within which the study has been conducted
(De Vosetal., 2017). Purposive sampling increased transferability by obtaining rich data from
the participants who demonstrated the most characteristics of the studied population and had
direct exposure to the research matter. The researcher also made an effort to ensure that the
study's methodology and context could be carefully considered that the research and its findings
could be favourably compared with studies conducted in comparable contexts, and that

participants gave thorough explanations of the phenomenon that is being studied.

3.8.3 Dependability

Dependability is defined by Connelly (2016) as the ability of the data to remain consistent over
time and in the study's specific condition. The researcher provided a thorough explanation of
the data collection, recording, and analysis procedures. The research report explained the
complete research process, including sampling, techniques for gathering data, and data
analysis, all of which were backed up by recordings. The researcher also made sure that the

procedures were documented properly in order to guarantee reliability.

3.8.4 Confirmability

In qualitative research, confirmability refers to the importance of a self-critical attitude towards
your own preconceptions and the need for continuous reflexivity (Connelly, 2016). The
researcher ensured that their opinions and perceptions with regard to the subject matter were
withheld. The attitudes and responses of participants were captured without making
assumptions. Audit tapes and verbatim transcripts, which are available for review, ensured the

conformability of the study.
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3.9 Ethical Considerations

All areas of research involve ethical concerns; however, studying the most disadvantaged
members of society raises special ethical concerns (Flewitt, 2005). As a result, it is critical to
consider important aspects during each step of the research. The researcher conducted this

research in a manner that ensured no harm to others and adhered to ethical standards.

The ethics screening committee approved the research, and ethical clearance was granted. The
participant information sheet (Appendix A) furnished sufficient information to enable potential
participants to make a well-informed decision regarding their involvement in the research,
emphasising that at any point during the study, they could withdraw from being interviewed.

The following ethics were considered in this study:

3.9.1 Informed Consent

According to Strydom (2011), getting participants' informed consent guarantees their complete
understanding and cooperation while also putting them at ease and reducing any potential
hostility, resistance, or uneasiness that they might have. Trochim (2002) further emphasises
that research participants must be adequately informed about the procedures and risks involved
in the research and they ought to give their consent to participate in the study. Prior to starting
with data collection, the researcher obtained informed consent from the SAPS National Head
Office in writing to conduct the study in the selected police stations. A participant information
sheet (Appendix A) providing details on every facet of the investigation was provided to each
participant. The informed consent form informed participants about the study's purpose and
their ability to withdraw from participation at any time during the interview. The researcher
fully informed the participants about the procedures and risks involved before they gave their
consent and at no point did any of the participants raise objections to signing the forms
voluntarily. All participants willingly signed the written consent forms and agreed to audio

recordings, which were later transcribed.

3.9.2  Anonymity/Confidentiality

It is the researcher's obligation to ensure that participants are guaranteed anonymity and that
their information is utilised solely for the purpose of the study. Confidentiality is a vital value
to the idea that individuals matter, while anonymity is the notion of ensuring an unknown name

or unknown authorship when publishing the research findings (Rose., 2006).
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The researcher reassured the participants that the information acquired during the interview
would remain confidential and preserved in a safe environment. Participants are more willing
to share personal details about their experiences and perspectives when they are assured of
confidentiality (Rose, 2006). To maintain their anonymity, the researcher used pseudonyms
rather than their real identities. Participants were informed that the transcripts and recordings

would only be accessible to the research supervisor and the researcher.

3.9.3 Deception of Subjects/Participants

Deception of participants, according to Babbie and Mouton (2012), involves purposefully
withholding information or offering incorrect information in order to coerce participants to
engage who would otherwise possibly refuse to participate. Transparency was practised by the
researcher, ensuring that there were no threats or remuneration attached to participation in the
study. The researcher thoroughly informed the participants about the study's purpose, benefits,
and risks, without withholding any information. The researcher was able to answer all the
questions raised when introducing the study’s objective to the participants. No false

information was used to deceive participants into participating in the study.

3.9.4 Voluntary Participation

According to Rubin et al. (2005, as cited in de Vos et al., 2017), participation in a project ought
to be entirely voluntary. Participants granted the researcher permission to participate in the
study by signing a consent form prior to the interview. The participant information sheet
(Appendix A) provided enough details so that potential participants may decide for themselves
whether or not to participate in the study. The consent form clearly stated that participation is

entirely voluntary and potential participants may withdraw from the interview at any point.

3.10 Limitations and Delimitations

The researcher made every effort to minimize the constraints. In order to address the
limitations, the researcher conducted interviews only with participants who granted permission

to take part and have their voices recorded.

Due to reasons that the researcher is an outsider at the SAPS organisation, it was a challenge
to secure appointments with the participants and key informants, which in turn caused a delay
in data gathering. The study's sample size consisted of a total of 12 participants (N-12);

therefore, the study's findings cannot be generalised
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Chapter 4
Presentation of Findings
4.1 Introduction

This chapter discusses the main research findings of the data gathered from individual
interviews conducted. Thematic analysis was adopted, which is the process of analysing data
through finding themes in qualitative data and applying those themes in response to the
research question (Braun & Clarke, 2006). The chapter opens with the participants'
demographic data, which is followed by a thorough analysis of the themes that emerged from

the data and the literature that support the findings.
4.2 Demographic Information

Table 1:

Profile of Supervisors (N=9)

Demographic Factors Sub-Category Number
Age 47 1
50
52
53
54
55
56
Gender Female
Male
Years of Experience 5-10
11-20
21-30
31-35
Number of Subordinates 13-19
20-29
40-46
70-79
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Table 1 illustrates that participants comprised of seven males and two females who are
supervisors from four different police stations. There were more males in the study compared
to the females. Participants are individuals between the ages of 47 years and 56 years old and
participants reported to have between 13 and 79 subordinates under their supervision.
Participants have work experiences that range from 5 years to 35years in the supervisor

position.

Table 2:

Profile of key informants (N=3)

Demographic Factors Sub-Category ~ Number
Age 34 1
36 1
43 1
Gender Female 2
Male 1
Years of Experience 9 1
6 1
12 1
Registration with EAPA-SA Yes 1
No 2

Table 2 illustrates the demographic background of three key informants: two females and one
male. Participants range in age from 34 years and 43 years old and have been qualified as EAPS
with years of experience between 6 and 12 years. One of the key informants is registered with

EAPA, and two are not registered.

4.3 Presentation of Themes

Table 3 illustrates the objectives of the study, the themes found from the information gathered

from the interviews, and the quotes from the interviews that give validity to the themes.
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Objectives

Themes

Quote

To establish the awareness of
SAPS supervisors on supervisory

referral.

Theme 1

Supervisor’s Awareness of
Supervisory Referral

e Understanding of EAP
e Understanding of

supervisory referral

It basically means
services that we have that
is available to all
members to be able to
deal with all their
personal and work issues.
They assist us, they assist
the members with regard
to private matters, with
regard to police matters,
with regard to stressful
issues, financial lissues,
they're there to support
the members in totality.
[Francis, male, 32 years

of experience]

To determine the views of
supervisors on their role in

supervisory referral.

Theme 2

Perception of supervisors
on supervisory referral

e Supervisor’s role

e Visibility of EAP

e Constraining factors to

supervisory referral

I think that is when | see
one of my members
maybe is not coping in
doing his duties. That
member, obviously, |
will talk to that member,
but if | can see that he
has a problem, obviously
I will refer that member
to let me say, a
professional (EHW).
[Thabo, male, 12y ears of

experience]
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To explore the nature of training
that has been conducted on

supervisory referral.

Theme 3

Experiences of Supervisory

Training
e Frequency of training

e Style of training

We render, | render the
supervisory training,
mainly for the
supervisors and the
managers and we do it in
the form of presentation.
[Molefe, male, 6 years of

experience]

To establish how marketing has
been conducted on supervisory

training.

Theme 4

Marketing strategies on

supervisory training

e Station Lectures/
Parades

e Organisational

meetings

We've got management
meetings where we
discuss things, you know.
We get on our station
lectures specifically,
EHW, they come to the
station lectures. They
attend the lectures. You
know, they come and do,
you know, they speak
about, you know, suicide,
financial problems.
[Molefe, male, 6 years of

experience]

To explore the techniques used

to evaluate supervisory training

Theme 5

Evaluation of supervisory
training

e Referral Form

e Increase in referral

e Correct completion of

referral form

Yes, we do the evaluation
whereby we give the
participants the
evaluation forms, and
then they evaluate how
was the session, and how
did they been, how did
they benefit or what did
they benefit from the
session and how more do
they think we as the EAP
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office can improve
towards rendering this
supervisory trainings and
how best do they think
we can also improve
towards marketing our
services to the officials.
[Molefe, male, 9 years of

experience]

To formulate recommendations

regarding referral role of

supervisors

Theme 6

Recommendations

regarding referral role of

supervisors

e Consistency in
supervisory trainings

e Feedback from EAP

e Permanently appointed

EAP at police stations

So if we can have people
like that appointed at the
station, which we don't
have at this stage, we're
only working through
EHW. So we don't have
people at the station that
members can go to and
can go and speak to
them. I know that's also,
that's actually one of the
requirements that we
need at the station is that
you have certain
appointed managers that
can be used as, you
know, that can do
debriefing sessions.
[Christina, female, 10

years of experience]
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4.3.1 Theme 1: SAPS Supervisors Awareness on Supervisory Referral

The first theme that surfaced from the collected data is the respondents’ awareness of
supervisory referral. Sub-themes emerging from the data include the Understanding of EAP

and Understanding of supervisory referral.
Sub-theme 1.1: Understanding of the EAP

Participants were questioned regarding their comprehension of the EAP in order to investigate
their awareness of it. All supervisors showed an insight into the EAP and the role that the EAP

plays in the workplace. The following response supports this statement:

It's basically a means services that we have that is available to all members to be able
to deal with all their personal and work issues. They assist us, they assist the members
with regard to private matters, with regard to police matters, with regard to stressful
issues, financial issues, they're there to support the members in totality. [Francis, male,

32 years of experience]

Francis, who has about 32 years of experience, demonstrates in the quote above that they
understand what the EAP is in relation to the EAPA definition and acknowledges the value that
the EAP offers both the employer and the supervisor, as well as the personal and professional

issues that the service can manage.

A similar quote by Matome, who has 5 years of experience, shows further understanding and
awareness of the EAP by supervisors: “My understanding of EAP is that it is a work-based
intervention that is designed to assist employees with their personal problems, not forgetting
work-related issues as well. I think that is what it was designed for” [Matome, male, 5 years

of experience].

From the gathered data, it is evident that respondents maintain a clear understanding of the
EAP within the SAPS workplace. The results demonstrate the participants' awareness of the
EAP and illustrates that they have an understanding of their role. It is clear from the
aforementioned responses that supervisors who participated in supervisory training benefitted
from having a good understanding of the EAP and various aspects of the programme. Next, the

researcher will explore the participants' comprehension of a supervisory referral.
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Sub-theme 1.2: Understanding of Supervisory Referral

Supervisory referral is critical to understanding EAP services. The data gathered from the
interviews revealed that six of the nine participants had a good understanding of supervisory
referral, which is important for comprehending EAP services. The next quote shows a

participant who mentions that:

| think that is when | see one of my members maybe is not coping in doing his duties.
That member, obviously, | will talk to that member, but if I can see that he has a
problem, obviously I will refer that member to let me say, a professional (EHW).

[Thabo, male, 12 years of experience]

This quote demonstrates the supervisor's extensive understanding of supervisory referral, their
familiarity with the involved processes, and their ability to provide a scenario. In the response,
the participant highlighted their involvement in the process of referring, including some of the

characteristics of the process.

The supervisor outlined the critical role their play and the steps they will take to initiate a
supervisory referral, aimed at addressing the occupational stressor experienced by the
supervisee. This demonstrates the extent to which the supervisor understands the supervisory

process, which is in relation to the supervisory referral definition by Toverud (1999).

4.3.2 Theme 2: Perception of Supervisors on Supervisory Referral

Sub-theme 2.1: Supervisor’s Role

The supervisor's role in the supervisory referral is critical. When participants were asked about
their role in the supervisory referral process, seven participants proved to have an
understanding with regard to their roles as supervisors in the process. One participant

demonstrated that with the following quote:

Yes, my role will be to identify junior members who are having problems; like last night
I was phoned by the police, they had a firearm from one of my juniors, and I'm going
to refer him to EAP, so my main aim is to identify the problematic police official. I'll sit
down with him or her explain to her that I'm going to refer you to the EHW. [Thoko,

female, 20 years of experience]

Thoko, a participant with approximately 20 years of work experience, showcased their

comprehension of their supervisory role in the workplace. They also provided an example of
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how they utilised the process to elucidate their role and ensure effective reintegration of the

individual into the workplace following a referral.

Their explanation of the process is similar to Mahlahlane’s (2003) definition of the supervisor’s
role in the process, which further demonstrated their understanding of the ethics involved in

the process.
Sub-theme 2.2: Visibility of EAP

The aspect of visibility of the EAP in this context entails knowing about services rendered and
the accessibility of the EAP for referral of troubled employees. All participants reported
hearing or seeing the EAPS during parades and monthly station lectures. They indicated that
EAPS are available when needed. An extract from one participant states: “/ can say they come
twice a month; sometimes they come and check; sometimes they are getting invited during the
station lecture; sometimes they only come when they are called. But it’s very rare that they are

here (police station)” [Thabang, male, 9 years of experience].

The response from Thabang, who has about nine years of experience, explains that services
rendered by EAPS are well known by supervisors, and the EAPS are visible and easily
accessible when needed, despite not always being at the police station. In their response, they

suggest that EAPS only visit the police station upon request, not of their own volition.

According to Masango (2020), visibility refers to the ease with which the program can be seen
and accessible in the workplace. Police stations should take measures to ensure the visibility
of EA practitioners, as this visibility not only promotes accessibility but also increases the

number of troubled employees that supervisors refer.
Sub-theme 2.3: Constraining factors to Supervisory referral
2.3.1 Lack of Trust and Confidentiality

The theme of lack of trust appeared frequently during the interview process with both groups
of participants, the officials and the supervisors. Five of the participants highlighted the lack
of trust as a contributing factor to employees not utilising the EAP services even when referred
by supervisors. An EAP service's effectiveness in the workplace depends on trust and

confidentiality.
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A quote from one of the participants mentions:

Yeah, it’s not effective and the most stumbling block in their intervention is trust. You
see, members, mostly will tell you straight that no I don’t trust the EHW because you
know, will go to them, and explain my problems and all those things. The next thing, |
hear somebody telling me about my problems. So that the most important thing, trust,

and... yeah. [Sipho, male, 27 years of experience].

Sipho, who has about 27 years of experience, emphasised that employees' lack of trust prevents
them from utilising the EAP services when they are referred. This is a concern that supervisors
express, and it also affects their confidence in referring. This lack of trust demonstrates the
reluctance by employees to come forward to obtain assistance from the EAP on a self-referral

process due to trust-related issues.

Fear of other police members circulating and discussing their stories could lead to trust issues
in such cases. The findings corroborate the view of Zhou et al. (2017) that using EAP services
can lead to stigma, which may be linked to confidentiality concerns that should be addressed

to enhance employees’ perception of the programme.
2.3.2 Location of EHW

The following sub-theme emanated from the participants’ responses to the above sub-theme as

a follow-up question.

There is a stigma associated with EAP services, which leads to employees' reluctance to utilise
them out of fear of stigmatization. Three participants suggested that outsourcing the EAP
services could encourage more employees to use them, thereby preventing stigmatization.
Three of the participants indicated that outsourcing the EAP services could assist in more
employees accessing the services in avoidance of being stigmatised. This is confirmed by the
extract: “The outside one will be the best one because no one will know that you went to that.

Because these things, we see them happening” [Thabo, male, 12 years of experience].

The participant’s response demonstrates concern about the stigma around EAP services and
how they might have experienced it. This indicates that employees are resistant to consulting
due to their previous experiences and their observations at the police station. Fandie and Naudé
(2019) also mention that, the stigma, which is often a result of societal and cultural factors,

hinders the utilisation of EAP services by employees.
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On the contrary, three participants mentioned that an in-house EAP is more understanding of
the SAPS environment, and as a result, they will be able to assist employees as they are familiar

with the challenges police officers encounter. A quote from the participant indicates:

| would say the internal is much better because they understand what we're going
through. They've been there. They've worked already outside. And then they've gone
into this line. So they've been there. They've visited scenes. They've also been to murder
scenes. They've also encountered rescheduling of members. They've also encountered

shifts. They've also encountered being posted here but coming from Limpopo.

They've also encountered all of those issues. Whereas the private sector, no, they won't
understand the police. They won't understand the nature of it. No. They won't

understand the police in general [Francis, male, 32 years of experience].

The quote above demonstrates that an internal EAP has a clear understanding of the dynamics
of the organisation and how they affect the employees. As a result, it is easier for an internal
EAP to work with the employee. The quote also illustrates various scenarios in which an

internal EAP can interact with employees.
2.3.3 Lack of training attendance

Supervisors’ lack of attendance of supervisory training presents another challenge. All three
key informants mentioned that the attendance at the supervisory training is low, which impacts
on the supervisory referral process. One key informant shared this sentiment in the following
comment: “To be honest, it is very difficult to have a group; they will either not attend or you
will only have two or three people, so it is sometimes useless to plan for a group” [Miranda,

female, 6 years of experience].

The above response shows that there is resistance from supervisors in terms of attending
supervisory training, even after proper planning. The response is an indication of multiple
failed attempts to conduct supervisory training. Considering that supervisors are essential to
the supervisory referral process due to their daily interactions with employees, this suggests
that EAPS should implement alternative measures to ensure the distribution of information to

them.

The response contradicts the views and responses of the supervisors, who verbalised their

interest in attending the training often. Two participants expressed the importance of
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conducting supervisory training frequently to remind supervisors of their roles and aid in

identifying troubled employees.
One participant mentioned the following:

We need that training. We need it. | think it's very important. The training is very
important. But in the police, they give us a lot of trainings, but coming to this one, we
never have that kind of training. But if we do have the training that way, to deal with
the members, you attend that kind of training, | think it will assist a lot. It will assist a

lot. [Thabo, male, 12 years of experience]

The above data indicates that, although all supervisors have previously attended the supervisory
training, the training is not conducted as often as it should be to remind supervisors of the

content of the training. These findings correspond to findings in Theme 3, Sub-Theme 1.

4.3.3 Theme 3: Experiences on Supervisory Referral

When participants were asked about their experiences of supervisory training, two main themes

emerged: the frequency of the training and the style of training.
Sub-theme 3.1: Frequency

Ongoing training is important to enhance the knowledge and skills of supervisors. As a result,
the EAPA-SA (2015) further suggests that supervisory training should be conducted repeatedly
when necessary to enhance supervisors’ ability to make appropriate referrals. Participants were
asked on the frequency that training was conducted, and a participant responded that: “I can't
even recall when did ... I and it was like 2 hours, an hour; it's not enough. It's not enough”

[Sipho, male, 27 years of experience].

Sipho's response reveals the participant's dissatisfaction with the frequency of supervisory
training. This implies that supervisors rarely participate in supervisory training as it is seldom
conducted in the workplace, therefore, participants recommend investing more time in
supervisory training and conducting the training to equip supervisors with the necessary

information and knowledge.

Similar views emerged from another participant, who also perceived the frequency of training

to a lesser extent.

We need that training. We need it. | think it's very important. The training is very

important. But in the police, they give us a lot of training. But coming to this one, we
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never have that kind of training. But if we do have the training that way, to deal with
the members, you attend that kind of training, | think it will assist a lot. It will assist a

lot. [Thabo, male, 12 years of experience]

The participant's response echoes their dissatisfaction with the training's frequency and
expresses their desire for more frequent supervisory training from the EAP at the stations. This
demonstrates that the participant understands the knowledge to be obtained in the training and
the information that will assist them in identifying and dealing with the supervisee, as they

mentioned.
The style of training is another identified theme in this section, which will be discussed next.
Sub-theme 3.2: Style of training

One participant mentioned that the lecturer style of presenting the supervisory training is the
most common and preferred style used. The participant mentioned: “It was like a lecture, just
you sitting there; you know they are explaining to you the processes, you re listening; and you
know sometimes how frustrating it is to listen to a person talking for 2-3 hours” [Sipho, male,

27 years of experience].

The key informant, an EA practitioner, confirmed this statement. They quoted: “We render, |
render the supervisory training, mainly for the supervisors and the managers, and we do it in

the form of a presentation” [Molefe, male, 6 years of experience].

The findings indicate that presentation style, or lecture style, is a common mode of approach
used to deliver supervisory training. This mode of delivery EAPS adopt is beneficial in
providing an opportunity for participants to acquire intensive knowledge in short periods of
time. However, it may mean that supervisors do not have much knowledge on how to handle

matters as the training suggest.

The primary method of providing information has been through a series of lectures. Different

approaches can be considered by EAPS, including role-play, to encourage more engagement.

4.3.4 Theme 4: Marketing Strategies on Supervisory Training

Marketing is critical for the consistent utilisation of EAP services. The following theme focuses

on the marketing strategies used to market SAPS supervisory training.
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Sub-theme 4.1: Station Lectures/Parades

Six of the nine participants indicated that marketing efforts for supervisory training within the
SAPS are primarily conducted through internal channels. During the station lectures, the
participants mentioned having heard of the supervisory training. One participant explained the

following:

For them, most of the time when we got the station lecture, they come. The station
lecture is where all the police station members come together ... So those social
workers from EHW, most of the time they come on the station lecture. They explain
their roles to us, everything that if you need this and this and this, we are here for you.
They come to explain to us during those station lectures. [Thabo, male, 12 years of

experience]

The findings indicate that the SAPS commonly markets services through station lectures,
providing supervisors with a valuable platform to gather as much information as possible about
EAP services. This method allows the EAPS to reach most of the target employees through
this platform. Participants indicated that station lectures are the primary channel for
disseminating information about SAPS EAP training. This approach ensures consistent
communication and engagement, keeping supervisors informed about available resources and

training opportunities.
Sub-theme 4.2 : Meetings

Two participants reported learning about supervisory training at a meeting where EAPS were
invited. One of the most successful methods for letting employees know about the EAP is a

meeting (Stone, 2011). One participant quoted indicated the following:

We've got management meetings where we discuss things, you know. We get on our
station lectures specifically, EHW, they come to the station lectures. They attend the
lectures. You know, they come and do, you know, they speak about, you know, suicide,

financial problems. [Molefe, male, 6 years of experience]

The quote shows that SAPS management values the importance of the EAP in the workplace,
as they invite them to provide their services during their meetings. It further demonstrates that
not only does the EAP provide information on their services, but it also addresses other factors

that affect the employees’ work and personal aspects of life.
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The key informant confirmed the above statement by mentioning that:

Even when there are meetings, we go to their meetings, whether it's management
meeting, the station lecture, we go there, and we request a platform so that even if they
know about who we are, but we need to keep on reminding them about our service.

[Ada, female, 12 years of experience]

The above demonstrates the efforts EAPS make to ensure that they get an opportunity to market
their services and make sure that their services are accessible. The findings further demonstrate
that management meetings offer a chance to connect with the core targeted employees and
serve as a crucial step in informing supervisors about supervisory training. This is a good
strategy, supported by a guideline provided by the EAPA-SA (2010) in which the EAP can be

marketed, and a strategy that promotes interaction between the EAP and employees.

4.3.5 Theme 5: Evaluation of Supervisory Training

The purpose of this section is to provide insight into the evaluation techniques used to assess

supervisory techniques.
Sub-theme 5.1: Referral Form

Participants were questioned regarding the methods used to evaluate the supervisory training.
One key informant mentioned that an evaluation form is used at the end of each supervisory
training conducted for better implementation in the next training. Their response is captured as

follows:

Yes, we do the evaluation whereby we give the participants the evaluation forms, and
then they evaluate how was the session, and how did they been, how did they benefit or
what did they benefit from the session and how more do they think we as the EAP office
can improve towards rendering this supervisory trainings and how best do they think
we can also improve towards marketing our services to the officials. [Molefe, male, 6

years of experience]

Despite only one participant mentioning the use of an evaluation form post-supervisory
training, the participant demonstrated a clear understanding of its use and also shared aspects
of the evaluation process to enhance future supervisory training. The feedback from the

participant demonstrates that some EAPS do put efforts into ensuring that supervisors receive
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the best services to be able to utilise the services. The earlier challenge, which revealed low

supervisory training attendance, may be the cause of the absence of evaluation forms.
Sub-theme 5.2: An increase in referral

One key informant shared that they are observing changes in referral patterns, particularly an
increase in referrals to the EAP. The following is an extract from the respondent: “To get to
know that they listen to what you were talking about, you will see by the number of the referrals
whether they, they managed to grasp it or not referrals will come or referrals will not come”

[Ada, female, 12 years of experience].

According to the findings, there is a link between supervisory training and increased
programme utilisation. Feedback shows that the more supervisors are exposed to supervisory
training, the more they are confident in their role of referring and confident in the process of
referral. Supervisors' referral of supervisees to the EAP shows that they have an understanding
gained from the supervisory training and that they are convinced of the programme's

advantages.
Sub-theme 5.3: Correct completion of the Referral Form

One key informant stated that referral supervisors use and complete referral forms correctly as

a result of the supervisory training.

If somebody completes the form or completed the form correctly, that's when | will say,
okay, this person paid much attention, you understand? Or when they start to, like
states, because our form it states, social work services, psychological or spiritual
services? yeah. When they refer to the relevant like profession without even like, coming

via me. [Miranda, female, 6 years of experience]

The findings reveal that the observation from the key informants as the training providers
shows that, with insight regarding supervisory referral, supervisors are able to complete the
referral form correctly and identify the kinds of issues they should refer to the EAP. In view of
the information given, it is clear that insight into supervisory referral will bring changes,

clarifying to the EAPS the impact of the supervisory training.

4.3.6 Theme 6: Recommendations regarding Supervisory Training

In this theme, participants suggested ways to promote and improve supervisory training at the

SAPS. The suggestions included the following sub-theme:
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Sub-theme 6.1: Recommendations for enhancing Supervisory Training

e 6.1.1 Consistency in supervisory training

Consistency in rendering supervisory training and EAP services was suggested by supervisors
as an important aspect of supervisory referral. Participants pointed out that EAPS visit the
police stations very seldom; therefore it will be effective to have EAPS visit the police stations
often to address and prevent employees’ challenges. Frequent training, such as refresher
training, will strengthen the relationship between supervisors and EAPS and increase the
referral rate. This is supported by Manganyi (2015), who mentions that the main objective of
supervisory training is to raise supervisors' awareness of "troubled” employees and to promote

utilisation through education.
e 6.1.2 Feedback from EAP

Two participants highlighted that it is of the utmost importance to receive feedback post-
referral from the EAP post intervention. The participants suggested that providing supervisors
with feedback will be helpful in determining whether employees have consulted the EAPS and

understanding how they can further support the employee.
e 6.1.3 Permanent appointment of EAP at the police stations

One participant indicated that having a permanent EAPS at the police station will assist in
addressing the immediate challenges of the referred employees. This suggestion is supported

by the following statement:

So if we can have people like that appointed at the station, which we don't have at this
stage, we're only working through EHW. So we don't have people at the station that
members can go to and can go and speak to them. I know that's also, that's actually one
of the requirements that we need at the station is that you have certain appointed
managers that can be used as, you know, that can do debriefing sessions. [Christina,

female, 10 years of experience]

The quote above shows the need for full-time EAPS in a police station, as police employees
face challenges on a daily basis. At the moment, one EAPS currently renders services to more
than three police stations. The participants indicated that permanently placed EAPS should be
available; alternatively, training should be provided to increase the knowledge of supervisors

regarding assisting employees when the need arises.
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4.4 Conclusion

The findings about SAPS supervisors' opinions and perceptions of supervisory referral were
described in this chapter. Six themes emerged during the data analysis process from the data

collected from 12 semi-structured interviews; with 9 participants and 3 key informants.

The data analysis revealed that supervisors have a strong comprehension of the EAP in a
workplace and understand their role in supervisory referral. The collected data further
demonstrated how supervisors view their role as critical to the process. This indicates that,
through supervisory training, supervisors are able to execute their responsibilities in terms of
identifying and referring troubled employees. Participants’ responses on their experiences
further highlighted the gap and challenges that supervisors encounter in referring employees

and that affect the use of EAP services.

The data further revealed challenges participants faces with regard to supervisory referral,
including lack of trust and stigma. These have a huge impact on utilisation of EAP services,
which also impacts on the process of supervisory referral. The data collected further revealed
that participants’ lack of attendance to training sessions due to commitments of supervisors,
affect supervisory referral, which also has a direct impact on the effectiveness of employee

referrals.

Responses from the participants offered insightful suggestions for putting supervisory training
into practice. Participants recommended that more supervisory training be conducted to
constantly remind and empower supervisors with the knowledge and skills to identify troubled
employees. This demonstrated that supervisors regard supervisory training as an important tool
to address work and personal challenges that employees face, hence their enthusiasm to have

frequent and consistent supervisory training.

The next chapter will discuss the findings, the conclusion, and the recommendations.
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Chapter 5
Discussion of Findings, Conclusion and Recommendations
51 Introduction

The purpose of this chapter is to present the main findings related to the research study's
objectives, draw conclusions from those findings, and provide recommendations for future

studies. The study focused on the perceptions of SAPS supervisors about supervisory referrals.

52  Summary of the Main Findings

The aim of this study was to answer the question: What are the perceptions of South African
police service supervisors on supervisory referral? The specific objectives consequently were:
to establish the awareness of SAPS supervisors on supervisory referral, to determine the views
of supervisors on their role in supervisory referral, to explore the nature of training that has
been conducted on supervisory referral, to establish how marketing has been conducted on
supervisory training, to explore the techniques used to evaluate supervisory training, and to
formulate recommendations regarding the referral role of supervisors. The results discussed in

this summary show that the study achieved the aim and objectives as outlined.

5.2.1 Objective 1: To establish the awareness of SAPS Supervisors on Supervisory Referral

The findings under this objective are that participants are informed about the EAP and the
resources available to address personal and professional challenges experienced. Participants
demonstrated their awareness of the EAP by stating that the EAP is an essential resource for
handling both work and private issues employees encounter, with the goal of supporting

employees in their work.

The findings additionally demonstrate that most of the participants are aware of supervisory
referrals. From their responses, it is evident that they understand their role in referring troubled
employees to the EAP and that they are familiar with the process. The findings show that
participants are aware of supervisory referral, which demonstrates that through attending the
supervisory training, participants become empowered with the services that the EAP renders

and their role within the process.
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5.2.2 Objective 2: To ascertain the Views of Supervisors on their role in Supervisory

Referral

Findings indicate that most of the participants are knowledgeable of the role they play as
supervisors, as they mentioned that their roles include identifying and referring troubled
employees to the EAP and the ethics involved. Participants reported that their role also includes
having a supportive relationship with employees to ensure that they are coping in the
workplace. The findings further demonstrate that EAPS are visible at the workplace, and
supervisors are aware of the EAP services in their workplace through station parades and

meetings.

The findings show that in the supervisors’ role of referring, there are constraining factors to the
process. Participants reported that because of a lack of trust and confidentiality from
employees, as well as the stigma associated with the EAP, many are reluctant to use these
services. With employees not having trust in EAP services, this causes a reluctance among
supervisors to refer employees to the EAP, which also impacts the utilisation of EAP services.
Participants further perceived that the location of EAPS influences supervisory referrals. Other
participants indicated that the in-house EAP affects the utilisation of their services, suggesting
that outsourced EAPs be used. Participants indicated that employees fear being seen using the
EAP services and avoid the EAP due to the stigma related to the EAP in the work environment.
They believe that when EAP services are outsourced, their concerns will not be known in the
workplace. In contrast, some participants, believed that in-house EAPSs are better because they
have a better understanding of the police workplace dynamics. They further indicated that
having in-house EAPs increases EAP visibility and may increase the utilisation of EAP services
due to their easy accessibility. According to the findings, there is a view that different models
of the EAP must be considered in the organisation. Each employee faces unique challenges,

and internal or external models, or a combination of both, may best address some.

The findings further show that the other factor that affects supervisory referral is the poor
attendance of supervisory training by supervisors, which affects the utilisation of the services.
With poor attendance, supervisors lose out on honing their skills in identifying troubled
employees and the proper process of referring. This indicates that ongoing education is

important for enhancing productivity and ensuring the well-being of employees.
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5.2.3 Objective 3: To explore the Nature of Training that has been conducted on

Supervisory Referral

The main finding was that EAPS conduct supervisory training, implementing them in a lecture
or presentation style. While key informants noted that the training style effectively reached a
wide range of participants, other participants, specifically supervisors, criticized the method,
arguing that it hinders effective participation by causing participants to lose concentration due
to a lack of engagement. The key informants agreed that the lack of attendance and the style
they employ prevent the use of any aids or activities during the training, thus suggesting that

facilitators need to customise their training methods to maximise the outcome of the training.

Findings further indicated the challenge experienced by participants with regard to the
frequency at which supervisory training is conducted. The participants expressed that the
frequency of supervisory training falls short of what is necessary to consistently remind them
of the referral procedure and other relevant factors. This influences the effectiveness of
employee referrals, the use of appropriate referral forms, and the understanding of the feedback

supervisors should receive following a referral.

5.2.4 Objective 4. To establish how Marketing has been conducted on Supervisory

Training

With regard to the fourth objective, findings revealed supervisors' awareness of the EAP
services provided at police stations and indicated a successful marketing strategy for
supervisory training. Participants stated that supervisory training was promoted through oral
presentations during station parades and management meetings. The method, which reaches a
vast number of employees within the workplace, proves to be the most common and effective
mode of EAP marketing. The identified internal channels stipulated above serve as primary
avenues for disseminating information about available resources and training opportunities,
ensuring consistent communication and engagement with supervisors and other members of
the SAPS. However, the research identified a shortcoming with the mentioned marketing
strategies. Due to EAPS working during the day, this results in employees working night shifts
and outside the police stations not having access to the shared information at station parades
and meetings. As a result, exclusion from the platform that shares the EAP information

contributes to the lack of supervisory referral at the SAPS.
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Furthermore, the findings indicated that there are no existing initiatives to advance the EAP
activities to promote the programme; there is a lack of visible posters, banners, roadshows, and
signage boards. The researcher asserts that poor EAP marketing has a detrimental effect on the
use of services. If employees do not know much about the services offered by the programme,
they might not be motivated to use it. The concern highlights how crucial education on EAP
services is in terms of improving supervisory referral. Findings demonstrated that it is
important for EAPS to invest in other aspects of marketing services to increase using the
services provided by the EAP. Proactive marketing strategies such as distributing pamphlets,
posters, or holding dedicated marketing events should be adopted. Failure to market the
services effectively will potentially lead to a high rate of non-attendance at training due to
limited awareness among members. Comments from participants suggest that EAPS need to

take a more proactive role in promoting the services in the organisation.

5.2.5 Objective 5: To explore the Techniques used to evaluate Supervisory Training

The findings showed that more than one standardised method is used to evaluate supervisory
training conducted. Key informants stated that techniques such as written evaluation forms and
observations are used to evaluate supervisory training. Continuous evaluation of the efficacy
and significance of the programme is important to confirm that the programme still serves its

purpose and to improve the programme.

Findings showed that evaluation of the supervisory referral programme is done through
observation of the correct usage of the referral form. The use of a formal referral form indicates
the success of supervisory training. The findings also indicated that supervisory training
evaluation is based on an increase in referrals. Participants mentioned that an increase in
referrals demonstrates that supervisors were empowered through the programme, where they

gained knowledge and skills for identifying troubled employees.

5.2.6 Objective 6: To formulate Recommendations regarding Referral Role of Supervisors

The research findings indicated a need for consistent supervisory training within the
organisation to continuously refresh supervisors' knowledge in identifying and referring
troubled employees for EAP services. This will improve and encourage the use of EAP services
through supervisory employee referral. The findings also revealed that supervisors expect

feedback when they refer employees to the EAP. Two of the participants indicated that
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feedback from the EAP encourages them to refer to the EAP and helps them to understand the

kind of support that they need to give to the referred employees.

5.3  Conclusions drawn from the Research Study

The perceptions of SAPS supervisors on supervisory referral were explored, and all the
objectives of the study were accomplished. It was evident from the research that supervisors
are aware of the EAP in the workplace and the services it provides. It is also believed that

supervisors understand supervisory referral and the role they play in the process.

The research results revealed that EAPs are visible and accessible to employees in the
workplace, and supervisors are able to refer troubled employees to EAPs. The visibility of the
EAP is increased through the marketing strategies it uses. Despite the visibility and
accessibility of the EAP in the workplace, there are, however, constraining factors that hinder
supervisory referral. The barriers to supervisory referral included trust and confidentiality, the
location of the EHWS, and a lack of attendance at supervisory training. The research results
further revealed that although participants have attended the supervisory training, they are of
the view that it is not conducted as often as it should be to revive and remind them of the
knowledge to identify and refer troubled employees. Therefore, the study suggests that
consistent supervisory training and management's engagement in ensuring supervisors attend

the training can resolve the identified challenges.

54 Recommendations
5.4.1 Recommendations for SAPS Staff and Supervisors

It is recommended that supervisors be held accountable for attending supervisory training
annually as planned by the EAPS, as it is important for supervisors to be continually
conscientized on supervisory referral to be able to implement the referral process. Supervisory
training should be made mandatory for all supervisors to ensure that all supervisors are

regularly exposed to the supervisory training.

5.4.2 Recommendation for the Employee Assistant Practitioners

It is recommended that EAPS conduct supervisory training regularly and consistently. Such
training act as refreshing courses and assist supervisors in better understanding their

responsibilities during the referral process.
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It is recommended that EAPS broaden their marketing strategies to market their services to
employees. To promote the EAP services, practitioners should adopt various strategies and
utilise promotional materials such as banners, posters, pamphlets, and emails. There should be

continuous promotion of their services to promote easy accessibility of the EAP services.

It is also recommended that EAPS reassure the employees of the protection of confidentiality
to gain trust from service users. Confidentiality should be thoroughly explained during
marketing and during the first intervention with employees. The utilisation of EAP services is
positively affected by trust; the more an employee's level of trust in the EAPs and their results,
the higher the likelihood that they will use the EAPs.

5.4.3 Recommendation for the Organisation

It is recommended that a well-structured supervisory referral training manual be developed for
the organisation. The manual should be easy to understand and have relevant and important
information that EAPS must convey to supervisors, including services rendered by the EAP,

the role of supervisors, the identification of troubled employees, and the referral form.

It is recommended that the organisation should develop and implement a functional incident
reporting system that will monitor the frequency at which supervisors refer employees and the

types of employee referrals from supervisors.

5.4.4 Recommendation for the Future Research

The research was conducted with supervisors and EAPS in Johannesburg North police stations,
and it is therefore recommended that future research be conducted in other provinces to
determine whether the findings of this research and those to be conducted produce the same

results.

Only nine supervisors and three EAPS participated in the research study; it is recommended

that a larger sample be used for future research.

Future research could look at ways in which supervisory training can be marketed to encourage
supervisors to attend the supervisory training scheduled by EAPS and whether the perception

of supervisors will change if supervisory training is conducted on a regular basis.
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5.5 Conclusion

Based on the gathered information, the research question has been fully addressed. The
research has successfully established the perception of SAPS supervisors, fulfilling its overall
goal. All study participants are aware of the EAP and EAP services provided by the SAPS,
through the effective marketing efforts. Participants are cognizant of the supervisory referral
and their own role within it. This indicates that the goal of the supervisory training is achieved

when rendered.

It can further be concluded that participants hold a positive impression regarding the
supervisory referral and have demonstrated their willingness to attend the supervisory training
to acquire more knowledge. They demonstrated their commitment by advocating for frequent

and consistent training sessions.

The results revealed that supervisory training contributes towards equipped supervisors who
have the necessary abilities to assess a situation and act in the most encouraging and

constructive way feasible in order to make a successful referral.



62

References

Anney, V. N. (2014). Ensuring the quality of the findings of qualitative research: Looking at
trustworthiness criteria. Journal of Emerging Trends in Educational Research and
Policy Studies, 5(2), 272-281

Babatunde, A. (2013). Occupational stress: A Review on Conceptualisations, Causes and
Cure. Economic Insights: Trends and Challenges, 3, 73-80.

Babbie, E. R., & Mouton, J. (2012). The Practice of social research. Oxford University
Press.

Badul, S. (2018). Employee Wellness: A strategy for enhancing performance in the KwaZulu-
Natal Administration. [Doctoral dissertation, Durban University of Kwazulu-Natal].

Badul, S., & Subban, M. (2022). Employee health and wellness programmes: Critical
considerations for supervisors. Administration Publica, 30(1), 116-140.

Barker, L. (1988). The Dictionary of Social Work. National Association of Social Workers,
Inc.

Baskar, K., Shinde, E. M. B., & Srinivasan, D. A. (2021). Promoting Mental Well-Being
Through Employee Assistance Programmes. NHRD Network Journal, 14(1), 64-82/

Beier, M. E., & Kanfer, R. (2010). Motivation in training and development: A phase
perspective. In S. W. J. Kozlowski, & E. Salas (Eds.), Learning, training, and
development in organizations. Routledge/Taylor & Francis Group.

Bernard, H. R., & Bernard, H. R. (2013). Social research methods: Qualitative and
quantitative approaches. Sage.

Blair, B. (2004). Tug of War for EAP identity. Journal of EAP, 34(2), 32-34.

Bophela, N. R., & Govender, P. (2015). Employee Assistance Programs (EAPS): Tools for

quality of work life: Problems and Perspectives in Management, 13(2), 506-514.



63

Boshoff, P., Strydom, H., & Botha, K. (2015). An assessment of the need of police officials
for trauma intervention programmes- A qualitative approach. Social
Work/Maatskaplike Werk, 51(2), 244-26

Braun, V., & Clarke, V. (2006). Using Thematic Analysis in Psychology. Qualitative
Research Methods in Health Social Sciences, 3, 843-860.

Bronfenbrenner, U. (1979). The ecology of human development: Experiments by nature and
design. Harvard University Press.

Bryman, A. (2011). Social Research Methods. Oxford University Press.

Bullock, K., & Garland, J. (2017). Police officers, mental (ill-)-health and spoiled identity.
Criminology & Criminal Justice, 18(2), 173-189.

Cagney, T. 2006. The policy practice gap. Journal of Employee Assistance, 36(3), 18-20.

Cho, J. T., & Park, J. (2021). Exploring the effects of various types of stressors on the
physical and mental health symptoms of police officers in South Korea. International
Journal of Law, Crime, and Justice, 67(1), 1-11.

Clarke, V., Braun, V., & Hayfield, N. (2015). Thematic analysis. In Smith, J. A. (Ed.),
Qualitative Psychology: A practical guide to research methods. Sage.

Connelly, L. M. (2016). Trustworthiness in Qualitative Research. Understanding Research.
Medsurg Nursing, 25(6), 435-436.

Cronje, J. H., & Vilakazi, M. J. (2020). Secondary traumatic stress in police detective officers
dealing with complainants of sexual crimes. South African Journal of Psychology,
50(4), 520-529.

De Vos, A. S. Strydom, H., Fouché, C. B., & Delport, C. S. L. (2017). Research at Grass
Roots: For the Social Science and Human Service Professions. (5th Ed.). Van Schaik.

De Vos, A. S., Strydom, H., Fouché, C. B., & Delport, C. S. L. (2011). Research at Grass

Roots: For the Social Science and Human Service Professions (4th Ed.). Van Schaik.


https://doi.org/https:/doi.org/10.1177/0081246320923819
https://doi.org/https:/doi.org/10.1177/0081246320923819

64

Dewe, P., Leiter, M. & Cox, T. (2000). Coping, Health and Organisations: Issues in
Occupational Health. Taylor & Francis.

Dickman, F., & Challenger, B. R. (2003). Employee Assistance Programs: a historical
sketch. Charles C. Thomas Publishers.

Dipela, M. P., & Sithole, S. (2021). Under-utilisation of Internal Employee Assistance
Programme Services by the South African Police Service in Lephalale, Limpopo
Province. Social Work/Maatskaplike Werk, 57(4), 486-498.

Ebrahim, S., & Bowling, A. (2005). Handbook of Heath Research Methods. Investigation,
Measurement and Analysis. Open University Press.

Emener, W. G., Hutchison, W. S., & Richard, M. A. (2003). Employee Assistance
Programmes. Wellness/ Enhancing Programming. Charles C Thomas.

Employee Assistance Professionals Association of South Africa (EAPA-SA). (2005). EAPA-
SA EAP Standards. EAPA-SA.

Employee Assistance Professionals Association of South Africa (EAPA-SA). (2010). EAPA-
SA EAP Standards. EAPA-SA.

Employee Assistance Professionals Association of South Africa (EAPA-SA). (2015). EAPA-
SA EAP Standards. EAPA-SA.

Fandie, K., & Naudé, L. (2019). ‘Being flawed or being courageous’: South African students’
attitudes towards counseling. Current Psychology, 38, 647-658.

Flewitt, R. (2005). Conducting Research with Young Children. Some ethical Consideration.
Early Child Development and Care, 175(6), 553-565.

Gaur, J. R., Kathane, P., & Singh, A. (2021). Analysis of Causes of Suicides Among Police
Personnel of Haryana & Himachal Pradesh, India. Journal of Emerging Technologies

and Innovative Research, 8(5), 679-683.



65

Graue, C. (2015). Qualitative data analysis. Journal of Sales Rental and Marketing, 4(9), 5-
14.

Grinnell Jr, R. M., & Unrau, Y. A. (2010). Social work research and evaluation: Foundations
of evidence-based practice. Oxford University Press.

Grobler, A., & Joubert, Y., T. (2012). Expectations, Perceptions, and Experience of EAP
Services in the SAPS. Journal of Contemporary Management, 9(1), 150-153.

Harley, D. A. (1990). Factors influencing supervisors' referrals to employee assistance
programs. Michigan State University.

Hepworth, D., H. Rooney, R., H. Rooney, G., D. & Strom-Gottfried, K., & Larse, J. (2010).
Direct Social Work Practice: Theory and Skills (8th ed). Brooks/Cole Cengage
Learning.

Igwenagu, C. (2016). Fundamentals of research methodology and data collection. LAP
Lambert Academic Publishing.

Kothari, C., R. (2004). Research Methodology: Methods and Techniques. New Age
International Limited Publishers.

Kumar, R. (2014). Research Methodology: A step-by-step guide for a beginner (4th Ed.).
Sage Publications.

Kunche, A., Puli, R. K., Guniganti, S., & Puli, D. (2011). Analysis and Evaluation of
Training Effectiveness. Human Resource Management Research, 1(1), 1-7.

Labour Relations Act, Act No. 66 of 1995. Pretoria, South Africa: Government Printers.
https://www.gov.za/sites/default/files/gcis_document/201409/act66-
1995labourrelations.pdf

Leary, M. D. (2021). Examining Personal and Organizational Factors Leading to Police

Officers’ Underutilization of Employee Assistance Programs. \Walden University.



66

Maree, K.(2016). Planning a research proposal. In Maree, K. (Ed). First steps in research.
Pretoria: Van Schaik.

Leedy, P. D., & Ormrod, J. E. (2015). Practical research: planning and design (11th ed.).
Pearson.

Lefakane, A. (2017). Human Capital and how EAP relates. Leadership, 378, 75-78.

Lodewyk, L. B. (2011). The official perceptions of the EAP services in the Department of
Correctional Services in the Potchefstroom correctional Centre. [Unpublished
Master’s Dissertation, University of North West].

Loriol, M. (2016). Collective Forms of Coping and the Social Construction of Work Stress
among Industrial Workers and Police Officers in France. Theory & Psychology, 26(1),
112-129.

Lussier, R. N. (2008). Management Fundamentals: concepts, applications, skill development.
Cengage Learning.

Mahlahlane, C. H. (2003). The factors influencing supervisory referrals to the employee
assistance programme in Telkom Pretoria area. [Doctoral dissertation, University of
Pretoria].

Makhubele, T. G. (2022). Exploring perception of social workers of the utilisation of
employee assistance programme services in Greater Giyani Municipality, Limpopo
Province [Master’s dissertation, University of Limpopo].

Manganyi, P. S. (2015). Utilisation of the Employee Assistance Programme (EAP) Services
by Employees at Polokwane Tertiary Hospital. [Doctoral dissertation, University of
Pretoria].

Mannion, L. (2006). Employee Assistance Programs: What Works and What Doesn 't.

Praeger Press.



67

Masango, M. K. (2020). Perceptions of social workers regarding the employee health and
wellness programme within the Gauteng department of social development
Ekurhuleni regional office [Doctoral dissertation, University of the Witwatersrand].

Mathuthu-Ndlela, Q. G. (2020). Crime in South Africa. Crime Law and Social Change, 1(1),
1-19.

Mogorosi, L. (2009). Employee assistance programmes: Their rationale, basic principles and
essential elements. Social Work/Maatskaplike Werk, 45(4).

Mthimunye, M. R. (2007). The perceptions of supervisors about employee assistance
programme referrals within the Department of Foreign Affairs. [Doctoral dissertation,
University of Pretoria].

Mugari, E. L. (2011). The implementation of employee assistance programme at Makhado
Municipality in Limpopo Province. [Masters’ dissertation, University of Limpopo].

Munson, S. J. (1989). Supervisory Training. McGraw-Hill Book Company.

Myers, D. W. (1984). Establishing and Building Employee Assistance Programs. Quorum
Books.

Naidoo, A. V., & Jano, R. (2003). The role of employee assistance programmes (EAPS) in the
South African context. The Social Work Practitioner-Researcher, 15(2), 113-27.

Newell, C. J., Ricciardelli, R., Czarnuch, S. M., & Martin, K. (2022). Police staff and mental
health: barriers and recommendations for improving help-seeking. Police Practice
and Research, 23(1), 111-124.

Occupational Health and Safety Act, Act No. 85 of 1993. Pretoria: South Africa. Government
Printers.https://www.gov.za/sites/default/files/gcis_document/201409/act850f1993.pd
f

Osilla, K. C., & Van Busum, K. (2012). Systematic review of the impact of worksite wellness

programs. The American Journal of Managed Care, 18(2), 68-81.



68

Padgett, K. (2017) Qualitative methods in social work research. 3" ed. USA: Sage.
Parliamentary Monitoring Group (PMG). (2016). Employee Health and Wellness, 2016
Portfolio Committee on Police: EHW risk factors facing police officers

https://static.pmq.orq.za/160217EHW.pdf

Payne, M. (2014). Modern Social Work Theory (4th ed.). Palgrave Macmillan.

Pienaar, J., & Rothmann, S. (2006). Occupational stress in the South African police service.
SA Journal of Industrial Psychology, 32(3), 63-71.

Purba, A., & Demou, E. (2019). The Relationship Between Organisational Stressors and
Mental Wellbeing within Police Officers: A Systematic Review. BMC Public Health,
19(1), 1-21.

Rajin., J. (2012). Employee Assistance Programme in the South African Police Service: A
case study of Moroka Police Station. [Master’s Dissertation, University of South
Africa].

Rose, C. (2006). Do You Have a Disability--Yes or No? Or Is There a Better Way of Asking?
Guidance on Disability Disclosure and Respecting Confidentiality. Learning and
Skills Development Agency.

Rosemary, M. (2024). Unravelling Non-Attendance: Investigating Causes Among High
School In Masvingo District, Zimbabwe. American Journal of Social Sciences and
Humanity Research, 4(03), 08-16.

Rowe, A. K., De Savigny, D., Lanata, C. F., & Victora, C. G. (2005). How can we achieve
and maintain high-quality performance of health workers in low-resource settings.
The Lancet, 366(9490), 1026-1035.

Schwartz, G.J. & Schwartz, M. (2020). Police supervisors’ role in constructing and
deconstruction organisational identity: Lessons from South Africa. Just Africa, 5(1):

14-24.


https://static.pmg.org.za/160217EHW.pdf

69

Sebastian, S. (2018). Occupational Stress; Challenges and Remedial Measures. International
Journal of Advanced Research, 6(2), 111-115.

Simelane, S., N. (2007). Perception of supervisors regarding their role within the Employee
Assistance Programme. [Master’s Dissertation, University of South Africa].

South African Police Services Act. Act No. 68 of 1995. Pretoria: South Africa. Government

Printers: https://www.saps.gov.za/leqgislation/acts/act680f1995.pdf

South African Yearbook. (2017). Pretoria. South Africa: Government Communication and
Information System.

https://www.qgcis.gov.za/sites/default/files/docs/resourcecentre/yearbook/17 -

Police2018.pdf

Statistics South Africa (Stats SA). (2021). Annual Report 2021/2022. Pretoria: South Africa.

https://www.statssa.qov.za/publications/AnnualReport/Stats SA Annual Report Bo

ok 1.pdf

Stone, R. (2011). Human Resource Management (7th ed.). Wiley.

Strydom, P. (2011). Contemporary critical theory and methodology. Taylor & Francis.

Taute, F., & de Winaar, E. (2008). The role of Supervisors in the South African Police
Service in the Successful utilization of the Employee Assistance Programme. Social
Work/Maatskaplike Werk, 44(3), 263-272.

Terblanche, L. S. (2018). Creating legacy in EAP business: The South African approach
towards employee assistance. EAPA-SA.

Thaba, R. L. (2018). Organisational culture and Employee Health and Wellness Programme
service delivery in South African Police Service in Limpopo [Master’s Dissertation,

University of Pretoria].


https://www.saps.gov.za/legislation/acts/act68of1995.pdf
https://www.gcis.gov.za/sites/default/files/docs/resourcecentre/yearbook/17-Police2018.pdf
https://www.gcis.gov.za/sites/default/files/docs/resourcecentre/yearbook/17-Police2018.pdf
https://www.statssa.gov.za/publications/AnnualReport/Stats_SA_Annual_Report_Book_1.pdf
https://www.statssa.gov.za/publications/AnnualReport/Stats_SA_Annual_Report_Book_1.pdf

70

The Constitution of the Republic of South African Act 108 of 1996. Government Gazette.
Pretoria: Government Printer.

Tiner, P. (2006). Normalizing supervisory EAP training. Journal of Employee Assistance,
36(3), 25-26.

Toverud, J. G. (1999). The theory of planned behavior as a predictor of EAP supervisory
referrals. The University of North Carolina.

Trochim, W. M. K. (2002). The Research Methods Knowledge Base (2nd Ed.). Cornell
University.

Velazquez, E., & Hernandez, M. (2019). Effects of police officer exposure to traumatic
experiences and recognizing the stigma associated with police officer mental health:
A state-of-the-art review. Policing: An International Journal, 42(4), 1-19.

Wassermann, A., Meiring, D., & Becker, J. R. (2019). Stress and coping of police officers in
the South African Police Service. South African Journal of Psychology, 49(1), 97-
108.

Willbanks, K. D. (1999). The Role of Supervisory Referral in Employee Assistance
Programs. Employee Assistance Quarterly, 15(2), 13-28.

World Health Organization (WHO). (2019). World health report 2019: Mental Health and
Substance Use: Health in the workplace. World Health Organization.

World Population Review. (2022). Crime Index by Country.

https://worldpopulationreview.com/country-rankings/crime-rate-by-country

Yip, P. S., Caine, E., Yousuf, S. S., Wu, K. C. C., & Chen, Y. Y. (2012). Means restriction
for suicide prevention. The Lancet, 379(9834), 2393-2399.

Zainal, Z. (2007), Case Study as a Research Method, Journal Kemanusiaan, 5(1), 1-6.

Zhou, A. Y., Carder, M., Hussey, L., Gittins, M., & Agius, R. (2017). Differential Reporting

of Work Related IlI-Health in Doctors. Occupational Medicine, 67(7), 522-527.


https://worldpopulationreview.com/country-rankings/crime-rate-by-country

71

BE W,
o >
=l

< .
Ty =
= S
= z
= z

&
~, e rs
CHanneseST

Appendix A: Participant Information Sheet

Exploring the Perceptions of South African Services Supervisors on Supervisory Referrals.
Good day,

My name is Kgalaletso Molokoane, | am a Masters student in Occupational Social Work at the
University of the Witwatersrand, Johannesburg. My supervisor is Dr. Roshini Pilllay. I am conducting
a research study about the perception of SAPS supervisors on supervisory referrals. The study title is
Exploring the Perceptions of South African Services Supervisors on supervisory referrals.

I am inviting you to take part in an interview. If you decide to take part, your participation in this
research study will last only 1 hour. The interview will take place at your place of work at your preferred
time. With your permission, | would like to audio record the interview. This data will be stored in a
computer through a password-protected file and deleted after 1 year of publication. Only the researcher
and the supervisor will have access to the data.

During the research activity, | will not ask for any personal information about you nor include any
personal information. The interview will be confidential and anonymous. When | share the results of
the research study, I will not include your name or anything else that could identify you.

If you decide to take part in the research study, it should be because you want to volunteer. You can
stop being in the study at any time. You do not have to answer any questions if you do not want to. You
will not get any direct benefits if you choose to join the research study. You will not lose any services,
benefits or rights you would normally have if you decide not to join. Taking part in the research study
will not cost you anything and you will not be paid for being in this research study.

The risks for this research study are no more than what happens in everyday life. This research study
will be written up as a research report. If you would like to receive a summary of this report, | will be
happy to send it to you.

If you have any questions during or afterwards about this research study, feel free to contact me or my
supervisor on the details listed below. If you have any concemns or complaints about the ethical
procedures of this research study, you are welcome to contact the University Human Research Ethics
Committee (Non-Medical), telephone +27(0) 11 717 1408, email hrecnon-medical@wits.ac.za.

Yours sincerely,
Ms Kgalaletso Molokoane

Researcher:
Kgalaletso Molokoane
302261 @students.wits.ac.za

Supervisor:

Dr, Roshini Pillay
Roshini.pillay@wits.ac.za
0117174486
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Appendix B: Informed Consent Letter

Study Topic: Exploring the Perceptions of South African Police Services Supervisors on

Supervisory Referrals

Name of researcher: Kgalaletso Molokoane

I, agree to participate in this research project.

| agree to the following:

(Please circle the relevant options below)

The research study was explained to me. | understand what this study is YES NO
about.

| understand that | can volunteer to take part in the study YES NO
| agree that the interview may be audio recorded YES NO
| agree that direct quotations from my interview may be used by the YES NO

researcher in their research report

| agree that my participation will remain anonymous (my name or other YES NO
identifying data will not be used by the researcher in their research
report)

| agree that other researchers may use the information | provide in my YES NO

interview (depending on their own ethics clearance being obtained) but
my name and any personal information will not be used or passed on.

(signature)

(name of participant)
(date)

(signature)

(name of researcher)
(date)
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Appendix C: Letter requesting Permission

UNIVERSITY OF THE

WITWATERSRAND,
JOHANNESBURG

University of the Witwatersrand,
School of Human & Community Development

The Chairperson of the Ethics Committee
South African Police Services
Johannesburg

2023/05/11

Dear Sir/Madam,

Re: Permission to conduct research at South African Police Services: Linden Police Station,
Randburg Police Station, Parkview Police Station, and Bramley Police Station

My name is Kgalaletso Molokoane, student number 302261. I am studying for a Master’s
degree in Occupational Social Work and Research at the School of Human and Community
Development at the University of the Witwatersrand. | am seeking permission to do research
at the four police stations: Linden Police Station, Randburg Police Station, Bramley Police
Station, and Parkview Police Station

I am conducting research on the Perception of South African Services Supervisors on
Supervisory Referrals. Studies have shown underutilisation of Employee Assistance
Programme in the organisation and low referral rate on supervisory referral. The study
therefore aims to understand the perceptions of supervisors on supervisory referrals as their
perceptions will have a direct impact and contribution to the opportunities in revising
supervisory trainings.

The research will entail collecting data from staff members (supervisors) from the respective
police stations. I will invite supervisors from your organisation to participate in this study. If
they agree, they will be asked to be interviewed by myself. The interview will take an hour at
their place of work at their preferred time, and permission for their responses to be audio
recorded will be requested from the interviewees.
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Participants will be asked to give their written consent before the research begins. Their
responses will be treated confidentially, and their identities will be anonymous. Individual
privacy will be maintained in all published and written data resulting from the study. The
results will be communicated through a dissertation.

The research participants will not be disadvantaged in any way. They will be reassured that
they can withdraw their permission at any time during this project without any penalty. There
are no foreseeable risks in participating in this study. The participants will not be paid for this
study.

All research data will be saved in a computer in a password-protected file in google drive for
the duration of the study and will only be destroyed one year after the completion of the
dissertation.

I, therefore, request permission in writing to conduct my research at your organisation. The
permission letter should be on your organisation’s headed paper, signed and dated, and
specifically referring to myself by name and the title of my study.

Please let me know if you require any further information. I look forward to your response as
soon as is convenient.

Yours sincerely,

Kgalaletso Molokoane (302261)
0824043733
302261 @students.wits.ac.za

Dr. Roshini Pillay
0117174486
Roshini.Pillay @wits.ac.za
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Appendix D: Interview Schedule: SAPS Supervisors

75

Exploring the Perceptions of South African Police Services Supervisors on Supervisory

Referrals

Demographic details:
Age

Gender

Years as a supervisor

Number of subordinates

1.What is your understanding of the Employee Assistance Programme (EAP)?
2. Please, may you offer a definition of what is a supervisory referral

3. Please explain to me your understanding of supervisory referral

4. Please explain to me how you see your role in the EAP

5. Can you explain to me your experiences of supervisory training? (prompt on who was
facilitating, where it was conducted, what was the duration of the training, what activities

were included, how it was conducted, how was the training evaluated)

6. Are you aware of the referral process, and what is your opinion on the procedure for

referring a troubled employee to EAP? (prompt formal and informal referral)

7. Please explain to me your experiences of identifying and referring a troubled employee.

8. Can you please share with me how you heard about supervisory training (prompt on

strategies used, what methods were used to market the training?)
9. Did the programme contribute to the intended outcome and expectations?

10. If you were conducting the supervisory training, how would you design the training?
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Appendix E: Interview Schedule: Employee Assistance Practitioners

Exploring the Perceptions of South African Police Services Supervisors on Supervisory

Referrals

Demographic details:

Age

Gender

Years of experience
Registration with EAPA- SA

1. What programmes do you render at SAPS?
2. Please explain to me your definition of supervisory referral

3. What method(s) is/are used to market these programmes? (prompt what strategies were used,
how often was it marketed, how long before the training, accessibility of the method used, how

participants were recruited/selected)

4. Please may you explain to me the content of the supervisory training (prompt if need analysis
was conducted, what style of training, how often are they conducted, where are they conducted,

how long was the training, what tools were used)
5. Please may you describe what are activities used in the supervisory training

6. Please explain to me the challenges you are experiencing in rendering the supervisory

training
7. Please share the feedback post to rendering the supervisory programme
8. From your records, please share what kind of referral do you get most (formal or informal)

9. Please may you describe what are some methods used to evaluate the supervisory training

programmes (prompt how was the training evaluated, what aspects were evaluated)

10. Did the programme achieve the intended outcomes? (prompt on the rate of referral, formal

and voluntary, is the right procedure followed, referral reasons)

11. If you were the head of SAPS, what changes would you implement regarding the

involvement of other supporting role players to the EAP
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Appendix F: Ethical Clearance Certificate

UNIVERSITY OF THIE é
WITWATERSRAND. &
JOHANNISRURG

SCHOOL OF HUMAN AND COMMUNITY DEVELOPMENT ETHIC
CONSTITUTED UNDER THE UNIVERSITY HUMAN RESEARCH ETHICS COMMITTEE (NON-MEDICAL]
CLEARANCE CERTIFICATE PRO BER: 3/05/

PROJECT TITLE Exploring the Perceptions of South African Polica Servces

Supervisors on the use of Supervisory Raferrals

INVESTIGATOR KM MOLOKOANE
SCHOOL/DEPARTMENT OF INVESTIGATOR SOCIAL WORK

DATE CONSIDERED 18 October 2023

DECISION OF THE COMMITTEE Approved unconditionally

RISK LEVEL MINIMAL RISK

EXPIRY DATE 18 OCTOBER 2025

ISSUE DATE OF CERTIFICATE 18 OCTOBER 2023  CHAIRPERSON T

4TE e
(DREPETERSEN)

cc: Supervisor:  DrRPillay

DECLARATION OF INVESTIGATOR

To be completed in duplicate and ONE COPY returned to the Chairperson of the School/Department ethics
committee.

1 fully understand the conditions under which | am are authorized to carry out the abovementioned research and |
guarantee to ensure compliance with these conditions. Should any departure to be contemplated from the research
procedure as approved l/we undertake to resubmit the protocal to the Committee.

: RO 10,023

Signature Date

PLEASE QUOTE THE PROTOCOL NUMBER ON ALL ENQUIRIES



78

Appendix G: Ethical Clearance (SAPS)

My reference/My \ veino: 3/3472

(012) 427 1

Col (Dr) Smit
WI/O Thenga
Tel: (012) 432 7866
Email: ThengaS@saps.gov.za

KM Molokoane

UNIVERSITY OF THE WITWATERSRAND

APPROVED

RE: PERMISSION TO CONDUCT RESEARCH IN THE SOUTH AFRICAN POLICE SERVICE:
UNIVERSITY OF THE WITWATERSRAND: MASTERS DEGREE: EXPLORING THE

PERCEPTIONS OF SOUTH

AFRICAN POLICE SERVICES SUPERVISORS ON

SUPERVISORY REFERRALS: RESEARCHER: KM MOLOKOANE

The above subject matter refers.

1. You are hereby granted approval for your research study on the above mentioned topic
in terms of National Instruction 4 of 2022.

2. Further arrangements regarding the research study may be made with the following

office:

The Provincial Commissioner: Gauteng:

= Contact Person:
= Contact Details:
= Email address:

= Contact Person:
= Contact Details:
= Email Address:

Colonel NS Peters
(011) 547 9129
PetersNS@saps.qov.za

Captain Nevumbani
(011) 547 9189
nevumbanivi@saps.qov.za

3. Kindly adhere to paragraph 8 of our attached letter signed on the 2023-08-22 with the
same above reference number.

Date: 2013 -10- .

MAJOR GENERAL

I¥3u
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