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                                                                 ABSTRACT 
Research on workplace programmes has focused more on employee wellness and not much on employee wellbeing ((Berry, Mirabito & Baun, 2012; Kossak, kaliath & Kaliath, 2012). The reason for such focus is traditionally, the workplace programmes concentrated on physical health of employees and troubled employees (Walsh, 1982) rather than on a more holistic whole life experiences of employees (Malajti, 2001). Supervisors and managers plays a major role in the utilisation of Employee Wellbeing Programmes, because of their close relationship with the employees who are expected to use the services. The study was guided by the use of a qualitative research approach, using the exploratory case studies research design in a waste management industry due to the vulnerability this industry’s workers are exposed to and seeking to explore them. The study sample consisted of 08 women and men participants working as supervisors and managers. In depth semi-structured interviews schedules was used during the data collection process, using a tape-recording to collect the data during one-on-one interviews. The data collected was analysed using a thematic content analysis. The findings of the study contributed to the promotion and designing of Employee Wellbeing Programmes in the workplace, assisting social worker working in the employee wellbeing field to understand how their programmes are being perceived. The study found that Employee Wellbeing Programmes are seen as helping tool and of educational process, where supervisors and managers play roles of referring, supporting, managing and enforcing company policies. 
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CHAPTER ONE
INTRODUCTION OF THE STUDY
1.1.  INTRODUCTION 
The advancement of technology and globalisation has led to transformation in the way employees engage with the workplace in modern society (Buchholz, Hofäcker, Mills, Blossfeld, Kurz & Hofmeister, 2008). The increasing demand and supply relationship in the provision of goods and services by workplaces as driven by employees, have seen employees being exposed to work-related health issues, hazardous workplace conditions, social issues and psychosocial issues such as stress, financial instability and substance abuse (Rosenstock, Cullen & Fingerhut, 2006). 
Technology and globalization has increased global interdependence of actors along with the increasing acceleration of social and economic interaction processes leading to the rapid worldwide networking of persons, companies, and states through new information and communication technologies (Buchholz et al., 2008). The increase in global interdependency leads to employees having to overwork themselves to meet national targets resulting in employees suffering from psychosocial and health related challenges, due to accelerated pressure. Working hours have been extended for employees to meet employers’ demands, where in many developing countries annual worktimes are increasing exceeding 2000 hours or even 3000 hours with overtime, compares with an average annual rate of 1500 hours in industrialized countries (Madddison, 1995 as cited in Sparks et al., 2001). 
Human resource management is seen as being one sided; focusing on organizational outcomes at the expense of employees (Baptiste, 2007), meaning that when organizations want to meet global targets and standards it leads to employees countering health and psychosocial implications such as depression and dependency on substances, as they have to provide labour in full capacity, requiring physical and psychological strength. 
The nature of work has changed dramatically; in the 1960s and 1970s organizations have seen an introduction of technology, specifically introduction of computers and huge shift towards globalization. In a study conducted by Sparks, Faragher and Cooper (2001) results showed that introduction of information technology and globalization has impacted employees’ wellbeing negatively, as it increases job insecurity especially among white collar workers because of non- permanent working employment contracts. 
Employee Wellbeing Programmes (EWP) has been in the forefront in addressing work-related issues encountered by employees in the workplace and having an impact on productivity. The provision of Employee Wellbeing Programmes has revolved over the past decades, impacting the accessibility and utilization by (Malajti, 2001). During the 1970s, Employee Wellbeing Programmes focused on rendering services at a primary-level of intervention, by focusing on employees with problems such as substance abuse, absenteeism and health issues (Madiloka, 2015). It can be argued that such focus limited other employees from being catered by Employee Wellbeing Programmes and created a stigma on those employees receiving assistance from the services. 
However, factors such as labour laws and the unionisation of the work; have seen the focus shifting from problem based intervention to a holistic approach (Teblarnche, 2009). Malatji (2001) argues that a holistic employee wellbeing approach that is accessible to all employees improves utilization of Employee Wellbeing Programmes by employees. According to a study by Terblanche (2009) with four unions in South Africa, results showed lack of commitment from unions and answers from respondents showed that employees lack information regarding wellbeing programmes, so unions would have a greater role to play in making sure that employees are aware and utilize Employee Wellbeing Programmes. 
It is said that organizations play major role in the implementation of Employee Wellbeing Programmes, it can also be argued that the role played by managers and supervisors in the workplace is vital in the promotion and utilization of Employee Wellbeing Programmes (Renwick, 2003). Therefore, exploring the role played by managers and supervisors in assisting employees with the management of their wellbeing is worth doing in showing role played by managers and supervisors in promotion and utilization of Employee Wellbeing Programmes as they form part of the major referral system and managing in Employee Wellbeing Programmes.
1.2 PROBLEM STATEMENT AND RATIONALE OF THE STUDY 
The South African economic development framework is regarded as one of the global holistic frameworks that reinforce a direct link between social, human and environmental growth towards development (Mostafa, Abdel-Hamid & AlBagary, 2015). Environmental growth factors such as political sustainability, transparent economic access and well-founded (sanitation) public spacing are a core magnetism of global investors towards economic development (Chisadza, 2015). The management of waste produced by households and the commercial sector has shown an increase in the opportunities presented by major cities for entrepreneurs, tourism and providing a healthy environment to live in (Chisadza, 2015), making waste management employees conquerors in the development of both the economy and environment.
However, waste management employees are regarded as one of the vulnerable group of employees due to the nature of the work they conduct (Karani & Jewasikiewitz, 2005). Employees in the waste management sector are exposed to a number of psychosocial and health related challenges such as musculoskeletal diseases (Baril, Clarke, Friesn, Stock & Cole, 2003); transport issues (Samson, 2004); workplace-related trauma (Gabela, 2007) and substance abuse (Anderson, 1999). It can be argued that these work-related challenges require workplace interventions from an Employee Wellbeing Programme perspective in order to be addressed effectively, resulting in both employee wellbeing and high workplace production (Scanlon, 1991). For the success of employee wellbeing initiatives, supervisors and managers need to collaborate to ensure that work-related challenges encountered by employees are attended through the provision of the designed Employee Wellbeing Programmes. As cited in Mundalamo (2015), Winston and Wineger argue that managers’ effective collaboration in the promotion of Employee Wellbeing Programmes contributes to the accessible and utilisation by employees (2004).
Globally there has been a 5% to 10% increase in the utilization of Employee Wellbeing Programmes in the private and public workplace sectors (Mundalamo, 2015). In comparison to the South African context, the development of the Employee Wellbeing Programmes has also witnessed an increase in top 100 companies studied between 1999 and 2009. According to a study conducted by Harper (1999), only 42% of the top 100 companies had Employee Wellbeing Programme services for employees in 1999, with a high increase of 70% recorded in 2009. The continuous establishment of Employee Wellbeing Programmes services in the workplaces have influenced the South African Department of Labour to have strong reinforcement through the Labour Relations Act 66 of 1995, for companies to have Employee Wellbeing Programmes services for their employees (Labour Relation Act 66 of 1995). 
Zarkin, Bray and Qi (2000), argue that the success utilisation of wellbeing programmes lays in the collaborative role played by managers and supervisors through the referral process used by EWP professionals in the workplace. A study by Azzone, McCann, Merrick, Hiatt, Hodgkin and Horgan (2009) on the utilisation of Employee Assistance Programme services found that managers’ promotion of Employee Assistance Programme (EAP) activities increased the utilisation of Employee Assistance Programmes interventions focusing on psychosocial counselling services by employees. These findings are supported by a similar study on wellbeing programme utilisation that identified social support by managers and colleagues as a potential determinant of voluntary Employee Assistance Programmes usage (Delaney, Grube & Ames, 1998). 
In another study conducted by Baptiste (2007) on the importance of Employee Wellbeing Programmes in the workplace, similar result of managerial support were found to be a factor in the increase of Employee Wellbeing Programmes utilisation. The study found that management relationship behaviour in the form of support and development of trust, promoted employee wellbeing at work amongst employees, and improved the used of Employee Wellbeing services (Baptiste, 2007). 
Scanlon (1991) put emphasis on the importance of management support in making Employee Wellbeing Programmes a success and be viewed as being helpful and beneficiary to both employees and the organizations. The importance of management involvement and support of Employee Wellbeing Programmes assist in sustaining the existence of these programmes, through the financial funding from executive management (Mundalamo, 2015). Supervisors also play a very crucial role that is more personal in the delivering of Employee Wellbeing Programmes as they are the ones that refer employees in most cases and work close with employees, allowing them to notice any changes presented by employees through their behaviour (Mundalamo, 2015). 
Renwick (2003) in the study about human resource managers being “guardians of employee wellbeing” found that the perceptions of managers on Employee Wellbeing Programmes are of paramount importance. The study revealed that managers were key role players of Employee Wellbeing Programmes and portrayed themselves as change agents with the desire to enhance employee wellbeing thus assuring high levels of productivity (Renwick, 2003 & Cornelius, 2000).  
Drawing from the arguments made in (Zarkin, et. al., (2000); Azzone, et al., (2009); Delaney, et al., (199); Baptiste (2007); Scanlon (1991) & Mundalamo (2015), that managers and supervisors play managerial and referral role in Employee Wellbeing Programmes and with this it ca be argued that their role is very crucial compared to that of service providers who just find employees that are identified as in need of the service provided. Orren and Terblanche (2009) perceive Employee Wellbeing Programmes beyond the perception of being an enabling tool for employees to address their personal and wok related wellbeing issues, but an essential tool for managers and human resource staff to utilise in enhancing employee motivation through positive reinforcement, coaching and counselling. 
Therefore, the understanding and perceptions of managers and supervisors on Employee Wellbeing Programmes play a vital role in the welcoming of these employee wellbeing services as anti-person-centred ‘problem’ interventions, and more enabling management interventions of building productivity capacity of each individual in the organisation, as argued in Malatji (2001). A number of studies have explored the perceptions of employees on Employee Wellbeing Programmes (Lawson et al., 2009, Schaufeli, Taris & Rhenen, 2008 & Orren & Terblanche, 2009), however, little attention has been given to the supervisors and managers’ perceptions on these programmes in the waste management in South Africa (Mundalamo, 2015).
According to the Work-Related Respiratory Disease in Great Britain Report (2014), street sweepers and bin collectors in the waste management sector are at high risk of contracting work-related respiratory diseases (WRDs) such as respiratory cancers, chronic obstructive pulmonary disease, occupational asthma and allergic rhinitis. In Egypt, more than 95% of street sweepers working in the waste management sector reported to be suffering from chronic-cough (Mostafa, et al., 2015), with more than 3285 cases of occupational respiratory diseases reported in the Surveillance of Work-related and Occupational Respiratory Diseases in South Africa (SORDSA), coming from the mining sector, waste management and farming sector (Hnizdo, Esterhuizen, Rees & Lalloo, 2001; Esterhuizen, Hnizdo, Rees & Lalloo, 2001). 
A study by Chadambuka, Musasa and Buteti (2013), showed a high 80% of employees from low and middle income African countries affected with hearing loss. Through the noise exposure from waste collecting trucks, it can be argued that waste management employees are also at risk of experiencing hearing loss, impacting to their safety in the streets form incoming traffics (Cointreau, 2006). The impact of hearing loss results in poor recognition of speech in difficult environment reduces the ability to detect, identify and localize sounds quickly and reliably (Chadambuka, et al., 2013).  In the United State alone, 5 to 10% of the recorded workplace injuries are as a result of hearing problems costing 2.5 to 3% of the Gross National Product, and resulting in early retirement and incapacity (Kramer, 2008). It can be argued that these work-related challenges require workplace interventions from an Employee Wellbeing Programme perspective in order to be addressed effectively (Scanlon, 1991).
Drawing from the arguments made in (Zarkin, et. al., (2000); Azzone, et al., (2009); Delaney, et al., (199); Baptiste (2007); Scanlon (1991) & Mundalamo (2015), it can be argued that managers and supervisors play a major role in the promotion and utilisation of Employee Wellbeing Programmes in the workplace. Orren and Terblanche (2009) perceive Employee Wellbeing Programmes beyond the perception of being an enabling tool for employees to address their personal and wok related wellbeing issues, but an essential tool for managers and human resource staff to utilise in enhancing employee motivation through positive reinforcement, coaching and counselling. 
Therefore, the understanding and perceptions of managers and supervisors on Employee Wellbeing Programmes play a vital role in the welcoming of these employee wellbeing services as anti-person-centred ‘problem’ interventions, and more enabling management interventions of building productivity capacity of each individual in the organisation, as argued in Malatji (2001). A number of studies have explored the perceptions of employees on Employee Wellbeing Programmes (Lawson et al., 2009, Schaufeli, Taris & Rhenen, 2008 & Orren & Terblanche, 2009), however, little attention has been given to the supervisors and managers’ perceptions on these programmes in the waste management in South Africa (Mundalamo, 2015).
This study explored the perceptions of managers and supervisors on Employee Wellbeing Programmes services in the waste management sector. It was anticipated that the study will contribute to the incomplete practice knowledge about the waste management sector and how social workers and wellbeing providers can intervene and design effective wellbeing programmes that aim to address the wellbeing of waste management employees within the workplace environment and contribute in enhancing service delivery.
1.3 GOALS AND OBJECTIVES OF THE STUDY
The primary aim of the research was to explore the perceptions of managers and supervisors regarding Employee Wellbeing Programmes in the waste management sector. In achieving the above-mentioned goal, the following objectives were created:
i. To explore perceptions of supervisors and managers on Employee Wellbeing Programmes.
ii. To explore the roles played by supervisors and managers in the provision of Employee Wellbeing Programmes in the waste management sector. 
1.4 RESEARCH QUESTIONS
The research question that is addressed by this study is:
i. What are the perceptions of supervisors and managers regarding employee wellbeing programmes in the waste management sector?
1.5 RESEARCH METHODOLOGY
The research study was guided by qualitative research approach aimed at exploring the perceptions of supervisors and managers on Employee Wellbeing Programmes in the waste management sector. The relevance of this approach was informed through the nature of research; exploring people’s perceptions, their perspective, and being subjective in nature as it sought to explore their opinions and views which was documented qualitatively using words and not numbers. The study used a non- probability purposive sampling method with 5 managers and 5 supervisors in the waste management sector. A semi- structured interview schedule was used as instrument in collecting data through one-on-one interviews. The data gathered was analysed using thematic content analysis where data was grouped into themes and subthemes that linked through patterns, and major themes identified against objectives of the study.
1.6 DEFINITION OF KEY TERMS
1.6.1 Employee Wellbeing Programmes
Employee Wellbeing Programmes refer to the works’ organization resource based on technologies of functions, to enhance employee and workplace effectiveness through prevention, identification and resolution of personal and productivity issues (Employee Assistance Programme Association- South Africa (EAPA-SA), 2010, p.1). These programmes look at employee’s optimal psychological functioning and experience, not only focusing on everyday interpersonal inquiries but also of intense scientific scrutiny (Ryan & Deci, 2001). For the purpose of this study, Employee Wellbeing Programmes will incorporate Employee Wellness Programmes and Employee Assistance Programmes. 
1.6.2 Waste management sector  
Waste management sector is the sector responsible for collecting, disposing and recycling of household and commercial waste (Samson, 2004), and it consists of street sweepers, bin loaders, drivers and office workers (Karani & Jewasikiewitz, 2005). 
1.6.3 Supervisors
Supervisors are individuals responsible for low management of other employees in the workplace. The role played by supervisors includes administration of timesheets, employee safety and the link between employees and senior management.
1.6.4 Managers 
Managers are coordinators of work-related activities for employees to complete effectively and efficiently (Strydom, 2008). Managers are responsible for deploying human, financial, physical and information resources in order for the organization to reach its goals (Du Toi, Erasmus & Strydom, 2009). 
1.7 ETHICAL CONSIDERATIONS
In collecting and presenting data collected from research participants, research ethical considerations were followed and the researcher gave each participant a participant consent form where they signed to consent that they were going to take part in the research to ensure consent from participants. Research participants were told that information they shared was going to be kept confidential, and indeed it was kept confidential only the researcher was able to identify responses to individual subjects as the interviews were one- on- one interview. The research did not expose participants to any further emotional or physical harm as it explored participants’ meaning they attach to Employee Wellbeing Programmes in the waste management sector. The research ensured anonymity by using pseudo names for research participants and did not collect identifying information of individual subjects. Data and information gathered from the study was presented and shared with the organization as there was a reason to believe that the organization needed to review its programmes because of managers and supervisors’ perceptions on the programmes.  
1.8 ORGANIZATION OF THE STUDY
Chapter one provided an introduction and orientation of the study, with an overview of the rationale and significant of study.
Chapter two deals with the literature review on the development of Employee Wellbeing Programmes, the waste management sector and the workplace environment as related to the South Africa and international context.
Chapter three describes the research design and methodology that was used in the study to address the objectives set.
Chapter four presents and discusses the analysis of the data and makes an association with the literature discussed in chapter two.
Chapter five describes the summary of the main findings, the conclusion and the recommendations to relevant stakeholders in relation to perceptions shared by both managers and supervisors.
1.9 CONCLUSION
This chapter provided an overview of the study by discussing the problem statement and the rationale that highlighted the limitation from previous studies exploring the roles played by managers and supervisors in promoting Employee Wellbeing Programmes in the workplace. Furthermore, the chapter introduced the aim, objectives and research question guiding the study. In addition, a brief description of the research methodology and ethical considerations were discussed in this chapter.










CHAPTER TWO
LITARATURE REVIEW AND THEORETICAL FRAMEWORK

2.1 INTRODUCTION
In response to the workplace dynamics and changes, Employee Wellbeing Programme initiatives have been implemented to ensure that organizations gain competitive advantage in these constantly changing workplaces by improving wellbeing of employees (Terblanche, 2009). This is seen through the increase in the number of companies implementing Employee Wellbeing Programmes, as shown by White and Sharar (2003) that in 1965 only 175 companies had implemented Employee Wellbeing Programmes however, in 2003, over 59% of Fortune 500 companies implemented Employee Wellbeing Programmes. This figures show a massive improvement in implementation of Employee Wellbeing Programmes in the workplace, although workplaces continue to encounter challenges, specifically in the waste management sector where employee programmes lack the active roles needed from the trade unions perspective (Terblanche, 2009).
Through Employee Wellbeing Programme initiatives, employees are seen as key role players as the programmes are designed for them, but managers and supervisors are also key role players as they fund these programmes and refer employees identified as in need of services offered by the Employee Wellbeing Programme professionals (Mundalamo, 2015). Figure 2.1 illustrates the theoretical relationship among employees; supervisors; managers and employee representatives.


Employees

Managers
Trade unions


Supervisors 



Figure 2.1. The Employee Wellbeing Programme stakeholders
As argued in Mundalamo (2015), a number of studies have questioned the roles played by these stakeholders in the workplaces regarding the implementation of Employee Wellbeing Programme services. More emphasis has been on the role played by managers and supervisors, as argued in Zarkin, et al., (2000), that successful utilisation of Employee Wellbeing Programme services depends on the collaboration impact by these stakeholders through the referral system. Though, employees which are key actors in the EWP services, have been found to contribute significantly in the utilisation of Employee Wellbeing Programmes through the perception of being managerial support structures aiming to assist them (Delaney, et al., 1998). This chapter explores these relationships in detail. However, it is vital to firstly explore the development of Employee Wellbeing Programme services both local and international.   
2.2 HISTORICAL BACKGROUND OF EMPLOYEE WELLBEING PROGRAMMES
The origins of Employee Wellbeing Programmes can be traced back to the 1970s, whereby programmes such as Occupational Alcoholism Programme (OAP) were developed to assist employees with alcohol related problems that decline employees’ performance and increased absenteeism (Daniels, 1997). Employee Wellbeing Programmes originated in the United States as means of assisting employees battling with alcohol (White & Sharar, n.d:5, as cited in Mundalamo, 2015). It has not been easy to determine the effectiveness of Employee Wellbeing Programmes because research studies are mostly conducted by internal professional providers who want their services to be purchased, and because of confidentiality and no access to employee records, effectiveness of these programmes is not easy to be determined (Arthur, 2000). Even though effectiveness has been hard to determine but it was found that Employee Wellbeing Programmes are effective if employees do not arrange their counselling (Arthur, 2000). It can then be argued that Employee Wellbeing Programmes are effective as alcohol consumption in workplace has been reduced after the introduction of Employee Wellbeing Programmes. 
Over the past decades, the rendering of Employee Wellbeing Programmes have shifted from focusing on alcohol related issues in the workplace, to more inclusive interventions aimed in providing all employees the support needed in promoting a holistic wellbeing (Malajti, 2004). The change in Employee Wellbeing Programmes has contributed to the change in the definitions given to these programmes from various fields of workplace by both employees and professional providers (Danna & Griffin, 1999). A number of occupational scholar (Malajti, 2004, Employee Assistance Programmes Association- South Africa (EAPA- SA), 2010, Baptiste, 2007 and Orren & Terblanche, 2009) have referred to workplace wellbeing programmes as programmes aiming in assisting employees with their problems, leading to the development of Employee Assistance Programmes (EAP). Other scholars (Walsh, 1982, p. 4944) argue that wellbeing programmes do not assist but enable employees in managing their encountered problems. 
From providing assistance in employees battling with alcohol, Employee Wellbeing Programmes shifted its focus to assisting employees (Maljti, 2004) and their dependants by offering them free and confidential access to qualified mental health professionals (Arthuer, 2000). A study of 400 government blue- collar workers conducted with a participation rate of 62- 75% sample for Employee Assistance Programmes resulted in a cost- neutral situation when compared to those that did not have counselling in Canada (Arthur, 2000). These results show the important role played by Employee Wellbeing Programmes in workplaces.   
During the evolution from industrial alcohol programmes to Employee Assistance Programmes, organizations contracted employee programmes services from local and national health organizations where community based agencies and proprietor owned organizations involved themselves in deliverance of Employee Assistance Programmes and started with drug free campaigns (White, 2006). As cited in Mundalamo (2015) states that the zero tolerance to alcohol and drug abuse campaigns were characterized with firing and retirement of those employees abusing drugs and alcohol (White & Sharar, 2003). The attempt of fighting against drug and alcohol abuse by firing employees was not effective as organizations were faced with many employees exiting organizations, hence the introduction of Employee Assistance Programmes aimed at helping employees with their problems by offering counselling. 
2.2.1. The global state of the Employee Wellbeing Programme 
The structure of the Employee Wellbeing Programme in the workplace revolves around the principle implementation of services to assist; reduce; improve and manage both the workplace and employees (The Public Service Commission, 2006). Table 2.1 shows some of the major reasons for the introduction of Employee Assistance Programmes in the United States of America (USA) based on the four leg principle of assistance; reduction; improvement and management. According to the Public Service Commission 2006 report, the growth of the Employee Wellbeing Programmes industry in the USA is influenced by the perception of being a “one-stop-shopping-centre” for all workplace health and human resources issues (The Public Service Commission, 2006, p. 11). The Employee Wellbeing Programme service as commonly known as Employee Assistance Programme in the American context is not easily defined, and they diverse in scope with a balance between occupational healthcare and psychosocial wellbeing (The Public Service Commission, 2006).
Table 2.2. Major reasons for introducing Employee Assistance Programmes in the United States of America

[image: ]

Source: The Public Service Commission (2006).
As demonstrated in table 2.1, EWP services provide assistance on policy implementation, counselling, problem solving and specific needs such as trauma debriefing. Moreover, Employee Wellbeing Programme services aims in reducing absenteeism in the workplace; staff turnover; stress; improve commitment; performance and manage change and uncertainty (The Public Service Commission, 2006).
According to a study by Arthur (2000) that explores the history, development and operation of Employee Assistance Programmes in the United Kingdom, it states that Employee Assistance Programmes reduce effects of stress on individuals and organizations. It is said to reduce stress through providing management tool to improve workplace performance and productivity and responding to critical incidents (Arthur, 2000). As discussed in this study that Employee Wellbeing Programmes were focused on employees with problems only, and then developed to taking on a holistic view and seek to assist employees with all psychosocial challenges they are faced with. Inclusive of psychosocial challenges combated by these programmes is stress, as a result of globalization and technological advances where employees are expected to meet international targets. Looking at the reasons for introducing Employee Assistance Programmes, it can be said that it does not only help in individual and organizational challenges but also international challenges as it assists in maintaining and dealing with global interdependencies. 
2.2.2. The state of the Employee Wellbeing Programme in South Africa
In South Africa, employee programme interventions were established in the 1980s as a response to social and psychological problems including HIV & AIDS experienced by migrant employees in the mining sector from being away from their homes (Schoeman & Petzer, 2005). As cited in Schoeman and Petzer (2005) employee programmes originally started in private sector to support employees with psychosocial problems due to the impact of HIV & AIDS on the workforce (Cavanagh, 1996). Similar views on the origin of employee programmes are shared in Du Plesis (1990) stating that these programmes were firstly introduced by the Chamber of Mines in 1980’s. These programmes evolved when there was an argument that there had been an increase in alcohol drinking specifically during tea breaks and employee programmes were established as a measure to reduce alcohol consumption among employees (Oher, 1990). 
Moreover, the state of Employee Wellbeing Programme services originate from the Human Resource perspective, which contributes to the services designed and rendered (Matlhape, 2003). A number of major contributors to the growth Employee Wellbeing Programme sector in South Africa is as a result of a high divorce rate, organisational stresses and millions of people in the population being infected and/or affected by HIV and AIDS and its various other socio-economic challenges such as financial issues (The Public Service Commission, 2006). Employee Wellbeing Programmes were established to address productivity and personal issues not limited to health, marital, financial, alcohol, drug, legal, emotional, stress and other personal issues that may affect job performance (Gabriel, Abdallah, Yost, Winegra & Kindler, 2002).
Since 1980s South African companies have recognized the potential role of Employee Wellbeing Programmes in improving employees’ performance by improving their health, mental health and life- management knowledge and skills (Harper, 1999). South Africa as in like Europe and America have adopted the use of contract services that are externalized and South Africa has four vendors of Employee Wellbeing Programmes; Careways group; Independent Counselling and Advisory Services (ICAS), Procare; and Leadership culture innovations (Terblanche, 2009). Services rendered by wellbeing vendors incorporates counselling, critical incident stress debriefing, HIV/ AIDS services, work/ life management, organizational consultancy and health and wellness programmes and prevention (Terblanche, 2009).  
South African companies like Sasol have seen an expansion on the services rendered to employees through Employee Wellbeing Programme initiative (Sasol Sustainable Development Report, 2014). Lifestyle management is one of the initiatives focusing in healthy eating an active living rendered by the company following the 2014 screening of 25 744 employees and contractors screened for hypertension, 25 732 for cholesterol, 25 731 for diabetes and 8 114 for HIV (Sasol Sustainable Development Report, 2014). Awareness education has also been a key feature in the South African Employee Wellbeing Programme sectors, with over 750 awareness events conducted in the year and reaching more than 10 685 employees (Sasol Sustainable Development Report, 2014).
Burns (2009, p 17) further discussed the average South African workplace consisting of 50% obese employees, 60% do not exercise enough, 25% stressed employees, 12%  diagnosed with depression; 10% have relationship problems; 40%  being indebted and over 10% are HIV positive. These finding puts more emphasis on the restructuring or Employee Wellbeing Programme services to be more holistic and diverse.
 Terblanche (2009) study on union involvement in South Africa revealed that very little evidence could provide evidence on South African unions being involved in Employee Assistance Programmes compared to the involvement of unions in America and Europe. Xaba (2006) study on the of the role of Employee Assistance Programme during retrenchment of employees in South Africa, the lesson was found clear that consultation with unions is vital in ensuring successful Employee Assistance Programme. The study showed the importance of union’s involvement which seems to lack in South Africa as most organizations, internal management solely handles Employee Assistance Programmes. The main reason for non- active participation of unions on Employee Assistance Programmes can be traced back to the history of the country; the apartheid history that led to unions focusing on political aspirations of its members from when the country crossed over the apartheid era.    
2.2.3. The global state of Employee Wellbeing Programmes utilisation
Although limited reports provide a clear view on the global utilisation of Employee Wellbeing Programme services, the increase in the utilisation by employees have been reported to vary globally. According to the 2016 Chestnut Global Partners (CGP) report, States in North America reported to have increased their EAP service utilisations by 6.9% in 2015, followed by countries from Latin America with 6.1% (Donalson, 2016).
Figure 2.2. Chestnut Global Partners EAP Utilization in 2015
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 Source: Donalson (2016) Chestnut Global Partners.
As demonstrated in figure 2.2, the increase in the utilisation of EAP services by African countries remains low, with under 2% followed by European countries with 2.2% (Donalson, 2016). Moreover, Donalson (2016), illustrates the different Employee Wellbeing Programme services utilised in the North American stated. As shown in figure 2.3 work/family stress intervention is one of the leading services utilised by employees in the workplace, with 21%, followed by relationships, child behaviour and psychological disorders with 16%, 10% and 9% respectively. 
Figure 2.3. EAP utilisation in the North American sector
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  Source: Donalson (2016)
However, due to the limited literature on the overall global utilisation, it can be argued that Donalson (2016) outlooks on the utilisation of employee wellbeing services is subjective and based on a single large company and not a full representation of the entire Employee Wellbeing Programme sector.
 In comparison, South Africa share the same outlook on the Employee Wellbeing Programme service utilisation, which is also subjective to organisations or service providers. According to the 2016/2017 Mid-year Performance Report, employee indebtedness, child-family issues and substance abuse are the top leading Employee Assistance Programme services attended in the waste management sector. Over 4,7% debt problems were recorded in 2016-2017, as illustrated in table 2.2, with 3% and 2,6% focus being on child-family issues and substance abuse, respectively (Pikitup Performance Report, 2016)
Table 2.2. Top 3 Employee Assistance Programme conditions within Pikitup
 [image: ]
It is evidence from the available literature on the utilisation of Employee Wellbeing Programmes that, more attention is needed in exploring all the companies and service providers on Employee Wellbeing Programme utilisation, in order to have a clearer view on the status on Employee Wellbeing Programme utilisation.
2.3. The South African Waste Management Sector
According to Samson (2004), the waste management sector is responsible for collecting, disposing and recycling of household and commercial waste. The waste management sector consists of street sweepers, bin loaders, drivers, waste collectors and office workers (karani & Jewasikiewitz, 2005).   A study by Chadambuka, Musasa and Buteti, (2013) located a high number of employees (80%) affected by hearing loss coming from low and middle income countries, including sub-Saharan African countries. With reference to the noise exposure from waste collecting trucks, it can be argued that waste management employees are also at risk of experiencing hearing loss, impacting to their safety in the streets form incoming traffics (Cointreau, 2006). The impact of hearing loss results in poor recognition of speech in difficult environment reduces the ability to detect, identify and localize sounds quickly and reliably (Chadambuka, et al., 2013).  In the United State alone, 5-10% of the recorded workplace injuries are as a result of hearing problems costing 2.5-3% of the Gross National Product, and resulting in early retirement and incapacity (Kramer, 2008). 
Waste management sector is emerging sector that was dominated by private sector in the past (karani & Jewasikiewitz, 2005) and now is controlled and in the hands of the municipality. The sector is dependent on funding for it to function well and eliminate negative effects of uncollected and harmful waste. South Africa is said to be the most developed country in Africa (karani & Jewasikiewitz, 2005) and this means that there is more waste accumulated in the country due to high levels of productions. There are many sectors and industries that contributes to the development of the country and the table below depicts the waste generated from South African sectors. 
TABLE I. Waste generation rates in South Africa in 1992 and 1997.a
	Waste stream                       
	1992 (CSIR study)
	1997

	Mining                                         
	378.0                                                   
	468.2

	Industrial                                     
	23.0
	16.3

	Power generation                        
	20.0
	20.6

	Agriculture and forestry              
	20.0
	20.0b

	Domestic and trade                       
	15.0
	8.2

	Sewage sludge                             
	12.0
	0.3

	Total 
	468.0
	533.6



This table provides information extracted from a study on waste generation rates in million tons per year in South Africa in 1992 and 1997. The study was conducted by Centre for Scientific International Research (CSIR).  
2.3.1. Referral system in the Employee Wellbeing Programme sector
Historically the referral system within the EWP sector have been driven by supervisors and managers, based on their observation on employees in need of EWP services (Cunnigham, 1994). However, the models of EAP has witnessed a change in the roles played by managers and supervisor, allowing other stakeholders such as employees and trade unions to also play a role in the referral system (Govender, 2009). 
Mundalamo (2015) outlines the following types of referral system followed in the EWP sector, namely self-referral, informal referral and formal referral by the supervisor. The first procedure is self-referral, which refers to employees experiencing personal, health and psychosocial issues, personally referring themselves by approaching a EWP professional for assistance (Mundalamo, 2015). It can be argued that that since this type of referral prevent supervisors from knowing about employees attending EWP services, employees can misuse the opportunity since they are in control of the appointments scheduled for EWP intervention.
Second type of referral is the informal referral, whereby a referral can be made by a colleague, friend or even a family member, following an encounter with an employee experiencing personal or social difficulties (Mundalamo, 2015). The third referral system utilised in the EWP sector is the formal referral, whereby an employee’s referral to a EWP professional is done by a manager or supervisor, following the employee’s encountered issues directly affecting productivity or job performance (Mundalamo, 2015). A formal referral is often followed by a confidential report on the status on the status of the intervention (Masi, 2000).
2.4 THEORETICAL FRAMEWORK 
Systems theory was used as a guide for the study in exploring the perceptions of managers and supervisors on the waste management sector. Systems theory explains human behaviour as the intersection of the influences of multiple interrelated systems (Green, 1999). The reason for the use of the systems theory was because it is applicable to all behavioural, social aspects and in this research study, understanding the views of managers and supervisors on the utilization and factors influencing utilization of Employee Wellbeing Programmes. There are more than 40 types of systems theory but this research study was guided by the general Systems Theory looking at primary interaction of systems within the individual’s environment. Hepworth, Rooney, Rooney & Strom- Gottfried (2013) states that systems theory’s perspective is that the satisfaction of human needs and mastery of developmental tasks requires adequate resources in the environment which was evident in the study, looking at the perceptions of managers and supervisors on the resources available for the enhancement of Employee Wellbeing Programmes. 
The research study was grounded in systems theory; exploring interaction of supervisors and managers within a system of the workplace, how they perceived Employee Wellbeing Programmes. Managers and supervisors function within the system of workplace but they are not cocooned in a vessel making them to be managers and supervisors only but they come from families, societies and environments that have impact on who they are and how they interact with things and people around them. Ecological systems theory also guided this research study as individual experiences and circumstances were explored in relation to individual’s behaviour in the workplace. Ecological systems model took encompass both systems theory and ecological theory and looks at understanding the ways in which people interact with their environment (Hepworth et al., 2013). Factors impacting on participants decisions on utilization and referral of employees to wellbeing programmes was explored as to when do they refer and what factors impact their utilization of Employee Wellbeing Programmes.    
The limitation of this theory is that it says all systems are interrelated and influence each other, which is not always the case as it happens that a relationship or intersection between the individual and a certain system is linear, going on one direction. The study addressed this limitation through empowering participants that they have a say in everything affecting them, and this will lead to them being able to interact with the systems around them more effectively.   
2.10 CONCLUSION
This chapter highlighted the wide absent of literature on the utilisation of employee wellbeing programmes, both local and international. As much as supervisors and managers play a major role in the referral system, the literature reviewed was unable to outline the clear roles played by additional stakeholders such as employees, the government and trade unions. Despites the limited literature, the chapter managed to summary the state of the waste management and, the referral system in the EWP sector and the theoretical framework guiding this study.















                                                            


                                                         CHAPTER THREE
                                                 RESEARH METHODOLOGY 
3.1 INTRODUCTION
Research methodology refers to the approach which the researcher will use in collecting data for the research study. Punch (2013) describe that there are two approaches of research, qualitative and quantitative, and the mixed methods approach is derived from when the research has both elements of qualitative and quantitative approach. This research study was informed by qualitative research approach because of being subjective in nature as it explored perceptions of supervisors and managers and their answers are to be presented using words. 
3.2 PRIMARY AIM
The primary aim of the research was to explore the perceptions of managers and supervisors on Employee Wellbeing Programmes in the waste management sector
3.3 SECONDARY OBJECTIVES
It was the objectives of the study to explore perceptions of supervisors and managers and the impact of their perceptions regarding Employee Wellbeing Programmes. It also aimed to explore the roles played by supervisors and managers on Employee Wellbeing Programmes in the waste management sector.
3.4RESEARCH DESIGN
The study was guided by a qualitative research approach which is a means for exploring and understanding the meanings individuals or groups ascribe to a social or human problem (Creswell, 2009). Qualitative method of research have been gaining recognition in domains traditionally inclined into more positivist method and is welcomed as a positive step towards a deeper understanding of social phenomena and their dynamics (Attride- Stirling, 2001). The qualitative research method is inclined into a positivist method because it is based on the assumption that there is no single reality, rather the nature of reality defined by interaction of the researcher with the phenomenon under study (Mark, 1996). This research approach matched the research topic which aimed to explore perceptions of supervisors and managers regarding Employee Wellbeing Programmes in the waste management sector because it ought to look at meaning managers and supervisors put into the wellbeing programmes and how they are promoted or marketed in the industry. However, it is time consuming and does not allow generalization because fewer people are studied usually its results are recorded as they are and not in representative percentages.   
The study was conducted using the exploratory case study method which is a strategy of inquiry in which the researcher explores in depth a programme, event, activity, process or more individuals. Cases are bounded by time and activity, and researcher collect detailed information using a variety of data collection procedures over a sustained period of time (Stake, 1995). The reason for following exploratory case studies research design was because this research design explores in depth a programme, which this study aimed to do as it explored Employee Wellbeing Programmes in the waste management sector. The research was bounded by time and space in a sense that the researcher was given a period of time to conduct a research and given a deadline to finish research by, and it took place at only in the waste management sector. 
3.5 SAMPLING PROCEDURE
The research study followed the guideline of non- probability purposive sampling which is used when the list of names is not available but only a map of the relevant geographical area (Punch, 2013). In this sampling method; participants are selected by the researcher to serve purpose of the particular study (Mark, 1996). The researcher’s judgement is based on the fact that sample elements that contain the most characteristic, representative or typical attributes of the population. 
The sample will consisted of aimed to interview 5 male and 5 female participants representing the supervisor and manager population of the specific waste management company. A criterion used to select the study sample consisted of a working experience of more than 3 years in the supervisor or manager’s role in the waste management company. Participants were recruited from the workplace and onsite where supervisors work during the day. The researcher in-depth explain the objectives of the study ( as detailed in participant information sheet, Appendix C) and hand the participants the consent form (Appendix B) and read it with them before signing them, as well the consent form for audio taping (Appendix D).  
The waste management company is reported to be having more than 4000 employees, in that more than 4000 employees, the researcher could not find the number of supervisors and managers in that population, whom the research focused on; the supervisors and managers. The researcher visited participants at their respective work stations, and other research participants were linked by the manager who organized appointments for the researcher with the research participants. The research consisted of 2 Black females and 6 Black Males, with one Black male used as a pilot study, hence not included in the total of 8 participants that took part in the research. 
3.6 RESEARCH INSTRUMENTATION
In collecting data, the study used semi-structured interview schedules for the participants and key informants. Semi- structured interviews were used to gain deepened understanding and views of research participants and the researcher had more freedom to pursue hunches and improvised with the questions (Marlow & Boone, 2005). Furthermore, Closed-ended questions were used to validate the criterion selection of the sample. The data was collected using one-on-one interviews that were tape recorded and transcribed. The reason for using semi- structured interviews as a guide was because the researcher wanted to probe and reflect on participants responses because semi- structured interviews allows the researcher to go beyond questions prepared by probing on participants responses.
The researcher introduced herself to research participants and showed them the semi- structured interview schedule which was per Appendix A. The interview schedule consisted of closed- ended questions in the first part where it asked for participant’s years of work experience and educational background. The second part of the interview schedule had open- ended questions that explored perceptions and roles of supervisors regarding Employee Wellbeing Programmes in the waste management company. 
Pretesting the research instrument
In identifying any weaknesses in the research instrument to be used, pretesting was done, where by an individual who is an operational supervisor from Ennerdale landfill site of waste management company was interviewed and excluded in the sample that was researched (Rubin & Babbie, 2005). Pre-testing the instrument promoted collaboration as a form of ensuring trustworthiness of the study, since the supervisor was excluded from the study. 
3.7 DATA COLLECTION
Research participants were given participants information sheet, and those who were eager to participate in the study were further given consent forms, which they signed before participating in the study by answering interview questions. As part of academic requirements, the researcher pleaded with research participants to tape record them for evidence, and they signed consent forms for audio taping to be able to analyse data collected using tape recorded information. 
In depth one on one interviews were used in collecting data, where the researcher conducted interviews in participants offices with doors closed to ensure confidentiality and offer participants freedom to share without fear of being heard. The reason for using participant’s offices was because participants are used to their offices, and they felt free in them, participant’s offices were also private that no other person heard the conversation between the researcher and the participant. 
3.8 DATA ANALYSIS 
Thematic content analysis will be used to analyse the data collected, which is based on descriptive presentation of data, and emphasizes pinpointing, examining and recording patters or themes within data describing phenomenon associated with research question and grouping together ideas and gathering evidence about views of themes (Braun & Clarke, 2006). This method will be used because the interviews conducted will be semi-structured and may produce overwhelming amounts of data, and clustering them into manageable data will assist in analyzing them. Data collected will be analyzed and grouped according to themes in association and in relation to research questions. 
The data will be grouped into themes and subthemes which will be linked through patterns. Major themes will be identified from the data and be presented in relation to the objective of the study (Bruan & Clarke, 2006). 
3.9 LIMITATIONS OF THE STUDY
The study could not commence without the permission letter from the organization where research was to be undertaken, and there were delays in getting it as at first permission was granted and the organization changed and took away their permission because it was said that the organization is forming new procedures for research and field practical work in the organization. 
Ethics clearance was obtained late for the researcher to be able to conduct research as ethics clearance was to give the researcher a go ahead in conducting research. For these reasons, the researcher faced challenges conducting research. The researcher used networking skills and was able to get a contact person who arranged the permission letter and research participants to be interviewed. 
The study was not representative enough, in terms of gender because the study only consisted 2 females and 6 males, but the researcher could not do anything about this as it showed that the industry itself is dominated by men in managerial and supervisory positions. 
The video- taping posed a challenge to the study as the student noticed that participants were free when the researcher was explaining and introducing herself and the research, when the video tape was on, they help back. The researcher observed that maybe participants wanted to be more formal when being recorded on the tape. The other challenge that the audio taping brought was matter of participants wanting to be perfect and some became nervous. For example with one research participant, the researcher was speaking with him in English and it was proper English, but when the researcher was recorded, the participant’s English was no longer of the same standard and the participants used vernacular language more than English. 















                                                         CHAPTER FOUR 
                               RESULTS AND DISCUSSION OF FINDINGS 

4.1 INTRODUCTION
Chapter four provides a discussion on the key findings of the research study in relation to the research question, aim and objectives of the study discussed in chapter two. The chapter will firstly contextualise the gathered data through providing the demographic profile of the study participants. This part will then be followed by the presentation of the results and discussion of the findings.
 4.2 DEMOGRAPHIC INFORMATION
Table 4.1: Demographic profile of participants
	DEMOGRAPHIC FACTOR 
	SUB- CATERGORY
	NUMBER

	Gender
	Female
	2

	
	Male
	6

	Race
	Black
	8

	Job description
	Manager
	2

	
	Supervisor
	6

	Years of work experience
	0- 05 years
	1

	
	06- 10 years 
	4

	
	11 and more
	3

	Training background 
	Grade 12
	2

	
	Higher education qualifications 
	6



The sample of the study consisted of eight participants working as supervisors and managers in the waste management sector of an undisclosed municipality company. All the participants had a working experience of more than five years, with the longest working experience being 23 years. A majority of the participants had a higher education qualification, with a minority of participants only holding a high school qualification. 
4.3 Key themes arising from data collected 
KEY THEMES ARISING FROM DATA COLLECTED 
	Perceptions of supervisor on EWP
	Perceptions of managers on EWP
	Role played by supervisors on EWP 
	Role played by managers on EWP

	1. Helping tool 

	1. Educational process 
	1. Referral  
2. Supportive 
	1.  Enforce company policies 
2. Managerial 



Supervisors and manager’s responses in the research study were similar, they both had positive response towards the Employee Wellbeing Programme as they saw it as a helping tool and educational process, supervisors and managers; respectively. The study revealed differences in roles played by supervisors and managers, where it was found that supervisors play a referral and supportive role in Employee Wellbeing Programmes. Managers were found to be playing managerial role and enforcing company policies for employees to adhere to them through teaching and disciplining employees. 
4.4. DISCUSSION OF FINDINGS 
The themes that emerged from the analysed data are discussed according to the initial objectives of the study outlined in chapter one. The discussion of the themes includes the perceptions of supervisors on Employee Wellbeing Programmes, the perceptions of managers on Employee Wellbeing Programmes, the role played by supervisors on Employee Wellbeing Programmes and the role played by managers on Employee Wellbeing Programmes. 
4.4.1. The perceptions of supervisors on Employee Wellbeing Programmes
The participants of the study shared the perceptions on the Employee Wellbeing Programmes rendered in the waste management company. The main factors that were identified in the data showed that supervisors think that Employee Wellbeing Programmes are very critical and a helping tool that every company must to have in order to keep their employees happy for them to be more productive. 
4.4.1.2. Helping tool
People in societies consider things or events as being helpful if it benefits them, supervisors in the waste management company interviewed shared views that correlate with the definition of Employee Wellbeing Programme provided by EAPA-SA, 2010) that it is a workplace based resource developed to assist employees with all their issues. Research participants; the supervisors shared views on Employee Wellbeing Programmes as helping tool, not only helping employees particularly but the company as a whole. Supervisors shared that they work closely with employees and they see the impact Employee Wellbeing Programmes has among employees. 
Supervisors perceived Employee Wellbeing Programmes as being useful and helpful because of the changes they witness among employees they have referred to social workers for intervention. Part of changes witnessed, was decrease of absenteeism from an employee who have been to counselling and if that person were to be absent they tend to inform their supervisors if they will be absent. 
So the wellness they help at the safety department for the protection of the employees so that production will be good and then I think there was a question that what needs to be changed? This above quote from a supervisor interviewee number two is evident of Employee Wellbeing Programmes as being of assistance in the waste management company as it does not only help employees but departments ensuring safety and health in the company. 
Supervisors as research participants in the study had positive perceptions regarding Employee Wellbeing Programmes because of the issues it combats, and these issues are outlined in this paragraph. The issues and problems or challenges among employees that necessitated implementation of Employee Wellbeing Programmes are; physical health problems, and the company does thorough assessment of an employee before hiring because the sector itself is hazardous; dealing with waste that affect their health.  Among other issues faced by employees that supervisors and managers are aware of it; the issues of addiction as a matter of coping with stressful life events. Employees in the waste management company are addicted to alcohol and drugs, because of stress as it was indicated that most employees in this company are in debts, owing loan sharks and big companies because their pay slips allows them and they are tempted which in turn causes them to be drowning in depts. Being in debts among employees was identified as the main root cause behind increased absenteeism rate, where employees are reported to be running away from work because they are afraid of loan sharks as it was indicated that loan sharks are among employees and they come with guns at work. 
4.4.2. The perceptions of managers on Employee Wellbeing Programmes
In sharing their views about Employee Wellbeing Programmes, managers were asked to share their thoughts on Employee Wellbeing Programmes in the waste management sector. The analysed data from the narratives showed that managers too think that Employee Wellbeing Programmes are helpful in providing educational development among employees.  
4.4.2.1. Educational process 
In participant’s views; particularly manager’s views, Employee Wellbeing Programmes are workplace programmes put in place to help the employees with their problems. It was indicated that these programmes assist in educational development of employees given that most of the employees in the company are not well equipped educationally. Employee wellbeing services in the company are not only designed for company employees but extended to their family members in cases where family counselling is of necessity.  The extension of services to families of employees is there to help employees with work- life integration, in terms of how to balance their work and their social life which is inclusive of family. The systems theory as the theory that guided this research study states that it looks at primary interaction of systems within the individual’s environment (Green, 1999). The theory guided this research study in exploring the interaction of research participants and the system of Employee Wellbeing Programmes. The study revealed a positive interaction between research participants and the Employee Wellbeing Programmes as findings showed that these programmes help offer education to employees to better equip them for their job, and this has a positive return to the company at large as productivity increases because employees are aware of their job description and how to perform it. 

The education provided by the Employee Wellbeing Programmes was found not to be only limited to educating about work only but about a variety of issues impacting on employee’s lives. The composition of Employee Wellbeing Programmes as shared by managers show diversity in educational development offered by employee wellbeing practitioners, as a manager research interviewee number 3 stated in the following quote below:
“We have got the sister and the nurse that are helping us in terms of all the social issues eeer, for instance when we got the challenges with workers especially in terms of absenteeism and drug abuse; those are the main challenges that we come across; whereby after following the processes of the disciplinary actions and so forth, in terms of our labour staff, Labour Relations Act”.  
The above research participant quote indicates that Employee Wellbeing Programmes comprises of social workers and nurses, and by profession these two professionals provide different types of assistance. Social workers provide psychosocial assistance while nurses provide health and medical assistance. Addition to educational development, the Employee Wellbeing Programmes in the waste management company where research was undertaken outsource services that their internal professionals cannot offer to employees because of their professional capacity, and these services include; financial, legal and rehabilitation. Research participants shared that employees are offered educational assistance also through being taught about finances, legal matters and referred for rehabilitation to be taught how to stay clean without the use of illegal drugs and alcohol.  
These programmes also offer education to employees in terms of how to look after themselves and ensure safety among employees. The second participant in the research study who was the Safety, Health and Environment (SHE) officer indicated that Employee Wellbeing Programmes work with safety department in ensuring safety among employees, and use of Personal Protective Equipment (PPE). 
4.4.3. Roles played by supervisors
Objectives of this research study included exploring roles supervisors play in Employee Wellbeing Programmes in the waste management company. The study revealed two roles as major roles played by supervisors in Employee Wellbeing Programmes, and these roles were referral role and supportive role. 
4.4.3.1. Referral 
Mundalamo (2015) indicated that supervisors are the main referral system in Employee Wellbeing Programmes. The research study revealed the close working relationship between supervisors and employees as all of the supervisors in the study indicated how well they know employees they supervise. Knowing their employees very well leads to them being able to identify employees in need of wellness and wellbeing intervention, and after identifying they talk to their employees and refer them to wellness practitioners with a letter consented by both the supervisor and the employees. Referral is the biggest role supervisors play Employee Wellbeing Programmes as they assist both the wellness department as well as employees by referring them to where they get assistance on their issues from, and the wellness department is assisted through giving them clients to work with, with identification problem being identified most of the time because some employees disclose their issues to supervisors. The disclosed issue is then written on the referral form the employee presents to the wellness practitioner and this gives background to the problem even though the wellness practitioner will still have to hear it from the employee as a client first following rules of working with clients. 
Even though there is increase in companies implementing the Employee Wellbeing Programmes, but there has not been hundred percent response, companies implementing these programmes are sitting on 70% (Terblanche, 2009) and this shows that these programmes has not been widely accepted by all companies and employees. 
The research study found that some employees do not want to be referred and some do go and get help, it comes inside from the employee’s hearts to decide whether to go and seek help or not. But the response from employee’s side in general is huge as some are reported to take their partners along for counselling as most of the problems come from their homes. It was reported that those employees who are reluctant to use the programme are mostly males who want to maintain their dignity of being a man, as in societies men are seen as strong and not vulnerable, so counselling is viewed as a sign of weakness. In coping with reluctance among employees, supervisors have different strategies, and this quote below is from one of the supervisor in his way of pushing his employees to wellness and wellbeing practitioners; 
“I clock them in the morning and in the afternoon, because when it is Wednesday, you tell that employee that you are taking him or her to the social worker, and in the morning the avoid seeing the supervisor, I tell him that I will not clock him, so in that way they do not have a choice but to go and see the social worker”. 
Another research participant supervisor reported that as a way of pushing employees to attend to wellness, they call their employees in offices, have a talk with them, telling them that if they do not attend to their matters it is going to be worse. In simpler terms, they make their employees reason and see the importance of attending to wellness and have their issues solved. 
4.4.3.2. Supportive 
The other role identified from participant’s responses in the research study is that of support; where supervisors shared that they offer support to their employees by being there for them and offer assistance where in need. The company has developed programmes as ways of offering support to employees, and part of the programmes implemented is the programme of “tool box talk” where employees talk about issues affecting them, and is discussed together with their supervisors. Below is the quote from the research participant; supervisor who shared how support has been showed to employees through Employee Wellbeing Programmes; 
“Because normally on the daily basis we do what we call eeer tool box talk, tool box talk is under safety, tool box talks is where all employees will be coming over here and we do discussing about the disease, one topic for the safety and when they are there on the line you will be observing them meaning you will be able to see if the person is fine or not, if the person is having personal problems that cannot be solved right now, we refer the person”. 
Part of the ways of offering support to employees is that supervisor change employees from work that is not good for their health, if they are aware of the employee’s condition after assessment of the health state of the employee. Three supervisors reported that them as supervisors become everything to their employees, they become teachers, counsellors, nurses and above all they become mothers to their employees by offering parental role. Supervisors mother their employees through taking care of them, by identifying issues they are having and referring them for assistance to wellness practitioners if they are unable to help employees themselves. 
4.4.4. Roles played by managers 
The research study seek to explore perceptions of supervisors and managers regarding Employee Wellbeing Programmes in the waste management sector and as part of exploring research participants perceptions, roles they play were explored. Two main roles played by managers were found by the study, and these roles were; enforcement of company policies and managerial role. 
4.4.4.1. Enforce company policies
As in many instances of implementing programmes and policies, there are always two parts; those in favour and those against, the democratic rule comes into play to identify which group is larger than the other and then majority rules. Same thing applies to implementation of Employee Wellbeing Programmes where other employees accept and adopt it and others refuse to be referred. “It was shared that mostly men are reluctant to go for assistance from wellness and wellbeing practitioners because of the stereotype attached to seeing Employee Wellbeing Practitioners as men see themselves not being men enough, attending a programme for women and soft people”. When employees are reluctant to seeing wellness and wellbeing practitioners, managers come to play their role of enforcing company policies where disciplinary actions are taken against those employees who refuse to see wellbeing practitioners. 
As a major responding to employee reluctance, it was also reported that the hearing is called and Labour Relations Act is applied, whereby employees are given warning and if they exhaust their warning, the company does not have a choice but to dismiss that employee. Managers in enforcing company policies follow organizational procedure and the below quote is from interview transcript two with the research participant manager;  
“Unfortunately; if they do not want to come, obviously we going to follow our Labour Act, if you continue doing the same thing that you were referred for and did not go, that is where we come up with the company policies, where they must sit in hearing processes and disciplinary hearing, those are the majors that we take”. 
This role of managers to enforce policies is there to ensure order and productivity within the company by ensuring that employees who are not in their best capacity to produce work see wellbeing practitioners and get assistance they need. This is a very important role as it looks for the company’s side, since employees have their programme looking after them by ensuring that they are healthy and safe. 
4.4.4.2. Managerial  
It is manager’s role to fund the Employee Wellbeing Programmes as the management of the company. This is a very critical role that needs thorough and careful planning because the company cannot allocate funds for the project they are not certain of its results, it is therefore the manager’s role to conduct assessment on how the programme needs to be funded. Being a manager and taking on a managerial role calls for managers to be good leaders, plan, control and organize. These functions need to be well implemented to ensure smooth running of the Employee Wellbeing Programmes. The managerial role is also of importance as forming and implementing these Employee Wellbeing Programmes is on managerial level to decide upon them. 
4.5. Conclusion
This chapter managed to report of findings gathered in the research study, that the research aimed to achieve. The research aimed to explore perceptions of supervisor’s and manager’s regarding Employee Wellbeing Programmes and this was reached since supervisors and managers perceptions were explored. The research found that managers and supervisors perceive Employee Wellbeing Programmes as being helpful on both the employees and company’s side as it creates an environment conducive for productivity to happen when employee’s wellbeing is taken care of. Towards the end, this chapter detailed the recommendations supervisors and managers have regarding provision of employee Wellbeing Programmes in the waste management company where the research study was undertaken. 
















                                                               CHAPTER FIVE 
                MAIN FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.1 INTRODUCTION  
This chapter provides a summary of the main-findings in respect of the perceptions by both supervisors and managers on Employee Wellbeing Programmes in the waste management sector. The study outlines the existing literature on the development of the EWP in South Africa and globally, with the focus directed in the waste management sector. Discussions on how the study was conducted, methodology and research design was outlined. In addition, the study provides discussions on the findings and results, with this chapter concluding on the main findings and recommendations. 
5.2 SUMMARY OF FINDINGS
The main aim of the study was to explore the perceptions of managers and supervisors regarding Employee Wellbeing Programmes in the waste management sector. The study focused on addressing four objectives and they are discussed as follows:
5.2.1. To explore the perceptions of supervisors on Employee Wellbeing Programmes
Supervisors perceived Employee Wellbeing Programmes as being helpful in terms of productivity increase and creation of a harmonious working environment. There is a Zulu idiom that says; there is nothing that does not have its dark spots and sides that are not likeable, in as much as these programmes are perceived as being helpful but there are challenges encountered in its provision. The challenges this research study found are that of referral where some employees are reluctant towards utilizing the programmes because they have fear. Supervisors also reported a decrease in employee’s absenteeism because of the Employee Wellbeing Programmes that are there to offer help and assistance to employees in need of wellbeing intervention and this shows how helpful these programmes are in combating employee issues in the company. 
5.2.2. To explore the perceptions of managers on Employee Wellbeing Programmes
In exploring perceptions of managers regarding Employee Wellbeing Programmes in the waste management sector as objectives of the study, it was found that their views as managers are not so different from views of supervisors. Managers also perceived Employee Wellbeing Programmes as being helpful but they saw it more on academic terms where they saw these employee programmes assisting in educational development of employees. The main reason behind seeing educational development impact made by these programmes was because of the educational background of most employees in the company as most of them do not have higher education qualifications and matric certificates are few among employees in the waste management company where research was conducted. As Employee Wellbeing Programmes were perceived by managers to be educationally uplifting, it was not only on academic terms but inclusive of social issues where research participants perceived it as being helpful and educationally developing because it helps employees with their issues and teaches them new ways of doing things and dealing with problems. For example; these programmes have taught employees about stereotype of saying Employee Wellbeing Programmes are for women and weak employees. It has done so through educational programmes of teaching what Employee Wellbeing Programmes are and how it assists employees. 
5.2.3. To explore the role played by supervisors on Employee Wellbeing Programmes
Exploring roles played by supervisors as research participants in the study was the third objective and theme of the study that seek to explore key players impact and roles in provision of Employee Wellbeing Programmes in the waste management sector. Supervisors as being indicated as the ones having a close working relationship with employees, their roles were found to be that of being supportive and referring employees for assistance they need from wellbeing practitioners. These roles are very critical and vital as they are both interlinked as referring employees is in one way showing support to them. However, it was found that the support offered by supervisors is not only in terms of referring but being there for employees, communicating with them and above all taking a mother role by mothering them. From the research participant’s response that they become everything to their employees, it showed how effective Employee Wellbeing Programmes are, as it teaches sensitivity and nurturing of employees according to their needs. 
5.2.4. To explore the role played by managers on Employee Wellbeing Programmes
In research participants terms Employee Wellbeing Programmes are not only there to offer support to employees emotionally and physically, but they see it in a more academic way that it becomes educational programmes that teaches their employees a lot of things. In wellbeing programmes employees are taught policy procedures, conduct at work, work- life balance and how to survive at large in a world of work, as the programmes provides variety of assistance; legally, financially as well as family matters. Employee Wellbeing Programmes as educational process is seen by research participants in this study as an extension of, and working hand and glove with the Occupational, Health and Safety (OHS) department given that both these departments ensure safety among employees, but wellness extends not to physical health only but takes a holistic view (Malatji, 2004) and looks at all factors impacting on wellbeing of employees. The study revealed enforcement of company policies and managing as roles played by managers in Employee Wellbeing Programmes in the waste management sector, which have been explained above. 
5.3 RECOMMENDATIONS 
The following recommendations were established from the findings and conclusion of the study.
5.3.1 To Employee Wellbeing programmes practitioners
As said in literature reviewed in chapter two that wellbeing practitioners do not identify employees in need of services but employees are referred to them. When employees come to them, they must uphold their professional practice values by listening to employees narrating their issues not what is written in the referral form because research has shown that most employees are afraid to disclose to their supervisors and managers, and they can tell a lie to them. Employee wellbeing practitioners are there to serve employees even though they are hired by the company, they need to ensure best service delivery that is in the best interest of employees. 
5.3.2 To supervisors and managers
Supervisors and managers are the main referral system in the Employee Wellbeing Programmes, word to them is that their approach should and must be appropriate and not offensive or embarrassing towards employees. When approaching employees and wanting to refer them to wellness and wellbeing practitioners, supervisors must not make it obvious that they have seen an employee has a problem because that will an employee think that the entire organization have noticed, best approach is that supervisors be empathetic and tell their employees that since they know them very well they have identified these issues. Employees must not feel judged and labelled when asked to be referred to wellness practitioners but they must see it as care and concern coming from a good heart. 
5.3.3 To the waste management sector 
The sector as the funder and knowing its sector very well that it contains health hazards and risks to its employees, it must ensure that there are resources for wellness practitioners to do their work. Even in the work stations before going to wellness department, the sector should ensure that its employees are well protected from any threats that may impose harm on its employees. 
5.3.4 To the employees 
Employee Wellbeing Programmes are programmes designed for you, to help you in all issues you may face, make use of it. There are so many companies that do not have these programmes, so you are lucky and privileged, make use of it and consult with wellness practitioners to be on a safe and healthy space. 
5.3.5 Recommendations for future research 
For research to have weight, it needs to incorporate different views and perspectives, and this can be done through collecting data from different participants. Quite a number of research on Employee Wellbeing Programmes has explored views of employees as receivers of the programme, this current research study has explored views of supervisors and managers as the main referral system. It is advisable that for future research, a new angle and perspective into researching on Employee Wellbeing Programmes is looked at. It is also advisable to future research to look at gaps in current research, for example with this research study it was not balanced on gender basis and also on position as supervisors interviewed exceeded managers while research was based on them both. 
5.4 CONCLUSION
The waste management sector is the sector that has most health related issues associated to it because of waste collection and transportation that is unclean. With the challenges it is faced with, and it employees are faced with, having Employee Wellbeing Programmes and improving them is the best way they can protect and offer support to their employees. This sector is mostly characterized and dominated by less educated people, whom are rooted in traditional ways of doing things and resistant in to learning new things. People perceive things good if they see results and those results are beneficial to them, participants in the research study saw Employee Wellbeing Programmes as being helpful because it helps them with their employees and maintaining order and conduct in the organization. These programmes were perceived helpful and needed by participants because they help them with above mentioned challenges the sector is faced with, impact on health and less educated population. This research study managed to reach the aims it had, through interviewing and following research procedures and ethics, as well research methodology that is relevant to the study. 
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