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ABSTRACT 

The main objective of the research was to review the implementation of the 

Employee Assistance Programme (EAP) in the Department of Agriculture of the 

blic Service Regulations, the 

government has a duty and res 

irrevocable right to expect depends a n the maintenance of a healthy civil 

service workforce. 
University of Fort Hare 

Together in Excellence 

As part of the effort to maintain an accomplished workforce which is physically 

and mentally healthy and seen as productive, Employee Assistance Programmes . 

have been established. 

EAPs are worksite based programmes designed to help identify and facilitate the 

resolution of behavioral, health, and productivity problems that may adversely 

affect employees' well-being or job performance. The focus of EAPs is wide 

ranging, covering alcohol and drug abuse, as well as the physical and emotional 

health of the employees. Marital, family, financial, legal, and other personal 

concerns that may affect employees are dealt with too. This is because personal 

problems have an impact on one's performance. Irrespective qf how disruptive 
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these problems may be on the life of the employee, the programme offers the 

required external motivation to the employee so as to assist them to make the 

indispensable changes. They are even given the possibility of resorting to some 

other external professional assistance should the need arise. 

This research focuses on the level of preparedness for the delivery of the 

programme in the Department of Agriculture. Particularly, it looks at the policies 

governing implementation, the systems in place to oversee this process as well 

pective department. It further 

examines how the provision of h 

In order to accomplish the objectives of this study, a literature study as well as 

empirical research was undertaken. For the empirical research, Focused Group 

Discussions (FGDs), a Questionnaire as well as Structured Interview Schedules 

were used. For proportionate representation efficiency as well as cost 

effectiveness, the researcher used a sample of.48 respondents. These included 

8 of the Department's Supervisors, 8 EAP Practitioners, 16 Employees on 

referral, and 16 immediate family members. 

Descriptive statistics and methods were utilized to analyze the data collected so 

as to measure the reaction to the research questions and objectives under 
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scrutiny. The Statistical Package for the Social Sciences (SPSS) version 15 was 

used for this specific aspect. 

The research disclosed that the EAP is a new approach that facilitates change 

and growth in the Department of Agriculture by enhancing human skills through 

resolving difficulties both at personal and departmental levels. The study also 

found that the programme's principles of confidentiality and referral procedures 

employees/family members are 

in place. Standardized policies a !S for implementation have been 

professionals attempting to achieve the ed goals. Supervisors work hand -in-
University of Fort Hare 

glove with the programme r n fz r ........ ., ... "'"" ... , .. "" c ervices for employees with 

job performance and other problems. 

Generally, there seems to be a positive impact on efficiency at work resulting in 
, . 

better productivity for the participants. However, the programme remains largely 

unknown among the family members of the employees who are supposed to be 

beneficiaries of the programme too. 

Fundamentally the findings attested to recommendations that show that there is 

a great need for further research in this area of Human Resource Management. 

This may not be restricted to the Department of Agriculture only, but to all the 

other provincial departments where one form or other of Employee Wellness 

programmes have already been established. 
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1.0 CHAPTER ONE 

INTRODUCTION 

1.1 The Background of Employee Assistance Programmes. 

UNIVERSITY OF f=ORT MARE 
HOWARD PIM LIBRA"' 

PRIVATE SAG X1322 
ALICES700 

Employee Assistance Programmes (EAPs) are worksite-based programmes 

designed to help identify and facilitate the resolution of behavioural, health, and 

productivity problems that may adversely affect employees' well being or job 

performance. EAPs provide business and industry with the means to identify 

employees whose job performance is negative! affected by personal problems 

(Graham and Drusilla 1988: 180). 

alcohol and other drug abuse; p 

APs is wide-ranging, covering 

nal health; and marital, family, 

that may affect employees. 

Wherever it is located, the EAP delivers what its name implies: assistance, 
University of Fort Hare 

treatment, and support fore •N!,"t',lh,,,~.,M~ ,. ....... • z ers in trouble. 

Graham and Drusilla (1988:181) continue and point out that no one knows when 

the first employer offered counseling and social work services to his employees, 

but in Britain arid the United States it was not until the years following World War 

Two that a limited form of EAP became relatively common. They further argue 

that today's programmes have grown in both size and sophistication compared to 

the Alcoholics Anonymous programmes that gave way to employee's assistance 

interventions. 

According to Terblanche (1992: 18), the first indication of assistance to 

employees in South Africa was provided by the Chamber of Mines of South 

Africa (COM) through a social worker, who was primarily responsible for the 
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treatment of those miners who were more often than not chronically ill. The COM 

specifically had to deal with returning Second World War soldiers who were in 

their mid-forties. 

In relation to EAPs as such, a major development may be traced back to the 

beginning of the eighties. The COM of South Africa again initiated development 

when a consultant was appointed in 1983 to carry out a feasibility study on EAPs 

for the mining industry. 

This study represented a mil 

programmes in South Africa. In 

the first two of the seven counse i 

torical development of these 

e t was accepted in principle and · 

e introduced by the COM in two 

83, a working group of EAPs was 

created under the auso«.:Sesr A-f\-l<~r:-.:.i r: .1.~~ta.u1i~ Africa. In 1995, this 
Together in Excellence 

working group was incorporated into the membership of the Institute for 

Personnel Management of Southern Africa (1PM). The working group, known as 

the National EAP Committee, elected officers in 1989 during a national seminar 

and represents some of the main industries, two universities and a social service 

agency (Terblanche et al., 1992:19). 

An induction workshop presented at The Office of The Premier (OTP) by Ms. 

Antoinette Moss in April 2004 gave interesting facts about the EAP's origins in 

South Africa. She traced the background of the Employee Assistance 

Programmes in the region to the period when the government of national unity 

came to power in 1994. 
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Many changes had to be effected through the process of transformation, and the 

province did not simply talk of transformation on human rights, but looked for 

mechanisms that could be put in place to realise this transformation. 

Ms. Moss continued and explained that in August 1995, the Deputy Permanent 

Secretary in the Ministry for the Public Service and Administration together with 

their Strategic Team approached the Public Service Commission regarding the 

introduction of the EAP in the entire South African public service. The request 

was approved. This was indeed a positive change especially because it pre-

supposed a shift from viewing e 

them as human beings whose 

performance. 

In September 1996, th rnployee n1vers1t 
work-site intervention prog 

s can interfere with their job 

me was established as a are 
• y was to assist in early 

identification and resolution of employee problems before they spread or affected 

job performance. The programme was placed under the HRM of the Co-operate 

Services because of the sensitivity of its duties and the transversal nature of 

duties performed by this department. _ 

The EAP services were extended to all Provincial Departments at Head Office, 

Regions, and the Districts (Official Documents, EAP Coordination Office, ECP). 

In the 'Daily Dispatch' of Monday, November 6, 2006, (page 6) an article-

'Looking after the company's best asset-employees' was carried out. The article 

gives a detailed discussion of the role internal and external employee assistance 

programmes can play in a company's organizational development efforts. An 

explanation of the work of Sihle Zulu, the EAP Coordinator at Daimler Chrysler 

3 



 

 

South Africa is given. Sihle Zulu's role is to help their staff to cope with the 

stresses of either their work or private lives to ensure maximum productivity. 

Based in the coastal town of ·East London in the Eastern Cape, Daimler Chrysler 

is a private sector company whose core business is the manufacturing of cars. 

Although there are similarities in the methodology employed in the 

implementation of the programme within the private and public sectors, this study 

specifically focuses on the public sector of the Eastern Cape. A literature and 

document study is one of the methods used to investigate the models used in the 

Agriculture regarding the implementa • of • employee wellness programme. 

University of Fort Hare 
Together in Excellence 

1.2. Statement of the Problem. 

In today's fast-paced, rapidly changing society, unprecedented pressures, and 

heavier workloads all of which have to be dealt with at a personal level, it is 

inevitable that these pressures will have an impact on employees and the 

organization where they work. These external stresses and problems are 

increasingly affecting many employees' performance at work. People are finding 

it difficult to cope and the result is loss of productivity and growing absenteeism. 

The establishment of the EAP by the Eastern Cape Provincial Administration was 

ideally hoped to give both employers and employees the means of handling 

stressful and difficult issues without resorting to costly and time consuming legal 

action. 
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A large potion of tax payers' money has been channeled to this program over the 

past years, but there has been mixed opinions about the performance of this 

rather noble intervention. Blair (2002:22) contends that the true value of a good 

EAP cannot be overestimated, and it is clear that some EAPs are not providing 

full value. 

The research problem for this study therefore, can be stated in the problem 

question below: Has the Employee Assistance Program in the Eastern Cape 

Province provided full value to the troubled employees and their immediate 

that they are faced with, and ho 

at work? 

nee translated to performance 

1.3 Theoretical /Cone uaJ FramQwork. 
n1vers1ty of Fort Hare 

To ether in Excellence 
According to Hofstee [2006:92 a theory in academic terms connotes to a logical 

explanation as to why something is as it is or does as it does. Similarly, Kerlinger 

[1979:64] defines a theory as a set of interrelated constructs (variables), 

definitions, and prepositions that presents a systematic view of phenomena by 

specifying relations among variables, with a purpose of explaining ·natural 

phenomena. 

Bak [2005:19] argues that in the area of social sciences there are no neat 

conceptual parcels that correspond accurately with the real, messy, complex 

world, and adds that the researcher may choose to draw their theoretical 

foundations from different paradigms as the need may arise. For this particular 

project, the researcher grounded the study in the conceptual theory of 

5 



 

 

humanism. Humanism emphasizes common human needs and seeks rational 

ways of solving human problems (Edwards 1989:8). 

1.4 Purpose of the Study. 

The purpose of the study is to review the implementation of the EAP in the 

selected department, and assess the progress made by this particular 

department vis-a-vis addressing the problems of the troubled employees 

(personal and work-related), as well as their job performance. 

1.5. Objectives of the research. 

The objectives of the study were 

(a) to find out the level of prep 

Department of Agriculture of Cape Province in terms of: 

i. policies g~{J=.!'!'.!!~~::!~~~:~~.~~1::.ti • rt Hare 
To ether in Excellence 

Legal polici s 

Overall/departmental EAP policy statement 

EAP procedural statement. 

ii. systems in place to oversee implementation; such as the: 

Orientation system 

Monitoring and evaluation system 

Follow up system 

Marketing/ publicity system 

Advocacy system 

iii. capacity of the EAP personnel specifically the: 

Supervisors 

Practitioners 
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(b) To examine how the provision of EAP services has affected the 

productivity and performance of the troubled employees. The project 

looked at the level of satisfaction with the programme among the 

beneficiaries in terms of : 

i. . Job efficiency and performance 

ii. Betterment of the employee's private life 

1.6 Significance of the Study. 

EAP is an on-going programm 

researcher that the findings an 

feedback that could improve o 

under study, but in other provin • 

e and it is the opinion of the 

ns of this study will produce a 

e , not only in the department 

~..-9~Ll,l,M-,, L;M--,i~"' ~;3llnte)(YmJ m~o,.for the EAP services. research will be useful • 

Currently, the public secto evarious challenges. This 

study took the applied research format. 

Newman (1997:22) • asserts that applied research attempts to solve specific 

problems to help practitioners accomplish their tasks. The findings will unveil 

both the strengths and set backs of the programme. The recommendations will 

try to give practical solutions to these problems hence provide a basis for 

improving the practice of the implementation of the programme. 

1.7 Definition of terms and concepts encountered in the Study. 

Utilization-This refers to making use of services and facilities provided by the 

employer in this particular study it refers to the use of the EAP services. 
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Accessibility- The capacity or ability to use the EAP services by the troubled 

employees and/or their immediate family members. 

Approaches-Used interchangeably with models in this study, this term refers to 

the various methods by which the EAP is carried out in the Department of 

Agriculture which in essence forms the core of this study. 

Employee-A person legally employed by an employer, whether part-time, full-

time or temporarily. 

Troubled employee- An employee suffering from any personal or work related 

problems. This may result in a la 

Supervisor- An incumbent in a p 

major function is to oversee the plCII -N~·_u .. Tri , ~ 1• 

Referral-This is when an employe 

the supervisor for any t 

Service Provider- A selectett~~~nt~ 

omic and social functioning . 

ority in an organization . Their 

bordinate staff. 

e 

clients. This is done according to a formal contract. 

Review -This will imply the examination of the actual process of carrying out the 

Employee Assistance Programme in the provincial Department of Agriculture in 

the Eastern Cape Province of South Africa, 

EAP Practitioner- A person-not necessarily a professionally trained person-

performing EAP specific related tasks, i.e. referral, liaison, or training . 

EAP Professional- A professionally trained person, performing EAP specific 

related tasks, i.e. therapy, counseling, marketing, evaluating. 

Productivity-The rate at which employees perform their tasks at the workplace 

as specified by their job description. 
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Ulwimi lwesiXhosa - One of the Official Languages of South Africa. It is 

predominantly spoken in the Eastern Cape Province and elsewhere in the 

Republic. 

Work representative-A person with the specific task of acting as a 

spokesperson for the labour movement. 

Confidential- It is not to divulge information entrusted to you. 

Employee Wellness-ls a balancing of six levels of human existence.Le physical, 

emotional, mind, and soul, social and occupational, thus leading to improved 

quality of work life. 

Counseling- A purposeful mee i 

telephone, during which a perso 

Substance dependency-An in 

type of chemical sub 

ither face to face, or over the 

out alcohol, drugs or any other 

forms a habit or an 

addiction. Together in Excellence 

Diagnosis- Evaluation of possible problems. 

Trauma-ls when a sudden, horrific, unexpected event is experienced or 

witnessed and leads to overwhelming feelings of helplessness and horror. 

Stress-This is the tension, strain, and pressure one feels when faced with a new, 

unpleasant, or threatening situation that challenges one's ability to cope or 

manage their life. 

Rehabilitation- To restore to normal life. 

1.8 Acronyms. 

EAP - Employee Assistance Programme 

1PM -Institute of Personnel Management. 

EAPA - Employee Assistance Professional's Association . 
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EAPA-SA- Employee Assistance Practitioners Association of South Africa. 

ECP - Eastern Cape Province 

HRM - Human Resource Management 

SADF - South African Defense Forces 

COM - Chamber of Mines 

ISCOR- Iron and Steel Corporation. 

HOD - Head of Department. 

OTP - Office of The Premier. 

1.9 Delimitations. 

set forth. This should be done 

port, all delimitations should be 

readers to know how far the 

ware that personal problems affect 

all the employees in t in 1-.![]~~~1l'f'l~qAr::tt~~partments. However, 
Together in Excellence 

because of the precincts of the problem under investigation, time and financial 

constraints, the stu~y was limited to: 

• troubled employees at all levels who are currently utilising the EAP in the 

selected Department of Agriculture; 

• departmental employees and their immediate families that have utilized 

the programme; 

• Directors/ Deputy Directors in the Department of Agriculture; 

• Immediate Supervisors of the troubled employees on EAP referral ; 

• EAP contact persons /practitioners in the same provincial Department of 

Agriculture. 
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1.10 Limitations of the Study. 

It must, as a general principle be kept in mind that a properly conducted sample 

survey might yield useful estimates, but might not give exact unquestionable 

values. The following , as expected, may have affected the results of this survey. 

Sampling and processing errors: Sampling errors usually arise because only a 

fraction of ·the population under study is interviewed. Survey errors also stem 

from memory failure, misunderstanding of questions, or a reluctance to answer 

them. 

The researcher in this study is 

spoken local language namely 

staying and working i 

communicative ability in thelaJ~I~@ 

speaker of the predominantly 

although many years of 

Cape gave him the 

In order to minimize these errors, care was taken in the construction of the 

questionnaires. The Questionnaires were first given to a sample of five people to 

see whether they were understandable. 

A tape recorder was used during the interviews to minimize memory loss by the 

researcher. Errors of calculation are common in the processing of data. 

Thorough checks and cross checks were therefore among the strategies used by 

the researcher to reduce such errors. Significantly, the services of the University 

of Fort Hare's Statistics Unit were also professionally utilised in order to deal with 

the statistical interpretation and presentation of the findings. 
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The services of three research assistants whose first language is lsiXhosa were 

employed so as to deal with the linguistic deficiencies of the researcher where 

and when they occurred. This was mainly during the interviews and other similar 

situations encountered _ in the course of the study. 

1. 11 Chapter over views. 

This research report is made up of six main chapters namely: 

Chapter 1 Back round to the stu 

This chapter focuses on the hi t 

problem, purpose of the study, 

the study and its delimitations are 

used in th is study a 

nd of EAPs, statement of the 

objectives. The justification for 

finition of terms and concepts as 

onyms conclude this 

introductory section . Together in Excellence 

Chapter 2 Related Literature Review 

This division of the report gives comprehensive, critical, and contextualised 

works previously published by other scholars that were relevant to the study. The 

researcher reviewed literature from books, pamphlets, journals, articles, the 

internet, as well as presentations made by various scholars on the subject. 

Chapter 3 The Legislative Framework for the EAP. 

The section focuses on the policy/legal framework governing the implementation 

of employee assistance programmes. The researcher cites legal provisions that 

cover employee wellness not only in the Eastern Cape Province, but also as 

applicable in the other geopolitical areas of South Africa. 
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Chapter 4 Research Methodology 

The methodology describes the characteristic of the population, the size of the 

sample, the procedure used in selecting the representation in the sample. The 

methods and tools used in data collection and their significance are also 

explained. The chapter finally reports on how the raw data were collected before 

processing them. 

the study. University of Fort Hare 
Together in Excellence 

Chapter 6 Recommendations and conclusions 

This section provides conclusions on the findings of the study. Having fulfilled the 

stated objectives, the researcher recommended steps to be put in place to 

reinforce and improve the implementation of the EAP. 

1.12 Conclusion. 

This chapter stated the main intentions of the study and defined the terms as 

they were used. The limitations to this research were put forward and the 

divisions of the report indicated. The next chapter looks at the literature that was 

reviewed for this study as it relates to the Employee Assistance Programme. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1. Introduction. 

According to Leedy and Ormrod (2001 :70), those who do research belong to a 

community of scholars each of whom has journeyed into the unknown to bring 

back a fact, a truth, and a p • t they have recorded of their 

journeys and their findings make 

the discovery of a fact, a truth r 

continue and clearly maintain th 

investigations and po..•SirC!!~~e:w1 vf~Si.. ,H~I~O.. 

effectively they can tackl 

ore the unknown; to facilitate in 

h . Leedy and Orm rod (2001 :71) 

e researcher knows about the 

research, the more 

The function of this 

chapter therefore, is to "look again" at what others have done in areas that are 

similar, though not necessarily identical , to ones own area of investigation. The 

chapter describes the theoretical perspectives and previous research findings 

related to the utilization of EAPs. 

The National Institute of Alcohol Abuse and Alcoholism in the United States as a 

way of widening provision to include. problems other than alcohol coined the term 

"Employee Assistance Programme" (EAP). According to Carroll (2002:24), more 

and more organisations are becoming aware that people are truly their best 

assets and employees do not leave their problems aside as they turn to face their 

working day. Corporate social responsibility is the main reason why organisations 

embrace EAP and employers view this programme as being beneficial not only to 
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themselves, but also to the wider community at large. Carroll (2002:4) further 

points out those employers have realised the need for a "wholeness" approach 

towards employees. That is to say, people need to be appreciated as people who 

may have personal problems. Therefore, their physical, mental, emotional, _ 

spiritual, and social well-being cannot be dictomised. O'Leary (1993) informs us 

that approximately 20 percent of any work force is affected by personal problems 

that in turn affect their work performance. His study reveals that half of the 

employers felt that emotional I personal problems and stress were to blame for 

employee absence from work. 

2.2 Preparation fo 

Together in Excellence 
According to Campbell and Graham (1988:203) the successful implementation of 

an EAP programme should put into consideration a pre-implementation phase 

that involves: establishin·g the programme's policy and procedural statements, 

employee orientation, supervisory training, publicity mechanisms, and monitoring _ 

and evaluation tools. They continue to argue that before establishing the 

programme, every organisation should have a written policy that describes the 

management's attitude towards personal or emotional problems in general and 

their effect on job performance without singling out specific • problems for 

attention. The responsibilities of the management as well as those of the 

supervisors and other employees should be spelt out clearly in the policy 

statement in addition to the criteria for eligibility. Campbell and Graham 

(1988:204) caution that the company policy should reassure the employees that 

participation in the programme would jeopardise neither their job security, nor 
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their chances for promotion on merit. It must also give utmost attention to the 

issue of confidentiality. 

Similar to the above, Campbell and Graham (1988:204) add that a procedural 

statement must accompany the policy statement and this should clearly spell out 

the procedure for referrals. That is to say when, how, and where they can seek 

assistance when in need. The employee orientation phase involves 

"conscioustisation" and creating awareness about the EAP services amongst the 

work force, while the supervisory training comprises of training supervisors on 

aspects of employee conduct as 

An explanation of what the ro e 

according to Campbell and Graha 

isors' train ing should entail 

University of Fort Hare 
Together in Excellence 

2.2.1 Role of supervisors. 

• Explanation, maintenance and use of referral instruments 

• Discussion of confidentiality, non punitive nature of the EAP programme, 

• Source of help and assistance for supervisors, 

• Conducting job performance reviews, 

• Characteristics of impaired workplace, 

• Explanation and discussion of policy and procedural statements, 

• Motivation to make referrals 

• Early identification of impaired job performance. 
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2.3 Policy and the legal framework governing the implementation of EAP. 

The need to protect employees from dangerous conditions at work has been long 

enshrined in legislation. Arroba and James (1999:25) point out that legislation is 

• designed to ensure that no employee is damaged as a result of being at work 

and the belief that work should not be harmful to employees is well upheld by 

employers as well as enshrined in legislation. Arroba and James (1999:26) 

further argue that employers have a legal responsibility to ensure emotional weH-

being of their employees, and employers can no longer argue that they do not 

understand the elements of emoti 

provides a means for e~is ion shop stewards to get n are 
expert guidance in dealing w1tt[),SMJ:ft»tftlln: eAJorce~moo,ckers who need help. 

The Eastern Cape Provincial Administration EAP policy highlights that certain 

statutes, documents and a certain legislative framework shape the provision of 

the programme. 

The researcher perceives that a lot of the success and survival of this 

programme may depend on how well the functionaries in the EAP structures 

adhere to its legal framework to appeal to its beneficiaries. It is for this specific 

reason that the next chapter in this study was solely dedicated to looking the 

legal framework of the planned activities of the programme. 
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2.4 Capacity and professional training of EAP staff. 

The World Federation for Mental Health, (2000:1) observes that for an EAP to be 

most successful, it should comprise of expert consultation for employees and 

managers as well as training for appropriate persons in identifying and helping to 

resolve behavioral, health, or job performance problems. 

Furthermore, confidential and timely problem assessment services, referrals for 

diagnosis, treatment, and other assistance are also important. The establishment 

and information on the preventi 

about environmental changes that 

es that provide these services 

, follow-up services, education 

I yees' problems, consultation 

e incidence of the employees' 

problems as well as rdinated . olic tern t concerning wellness of n1vers1 y are 
employees should all be in pl ether in Excellence 

Masi (1994) holds an opposite view to that of World Federation for Mental Health 

(2000) and argues that there are no universal standards for employee assistance 

programme services or for the qualifications of programme staff. However, in 

some states there are established guidelines as well as national organizations 

that address the question of standards, such as the Employee Assistance 

Society of North America which maintains an accreditation programme that sets 

standards for internal and external employee assistance programmes. 

Furthermore, the Employee Assistance Professional Association (EAPA) is a 

professional membership organization that certifies the qualifications of individual 

employee assistance practitioners. Carroll (2002:55) some how concurs with the 

above and observes that there is almost no training for counselors who either 

work or intend to work as counselors within organizations. 
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He further argues that usually the training that exists tends to be unsystematic, 

short, and usually arranged for people who will integrate counseling skills into 

their existing work roles. 

According to the EAP standard guideline, EAPA-SA (1999:12), EAP managers 

have to ensure that the number and qualifications of the EAP professionals 

match the programme needs, whether the programme is internal or delivered by 

external contractors. 

In the researcher's own anal s s, 

reasonable pre-requisites regar i 

diversified staff in terms of contnol~OO'.C~~ 

environment in the delivery of the 

o rs above have put forward 

tion of EAP professionals. A 

skills would provide a health 

programme has personnel with 

mixed skills and compe 

handled in a holistic and inte r 

trOOID:le(~ employees would be 

• 1xcellence 

2.5 Models used in the provision of the EAP. 

An EAP model is the structure that an organisation uses to plan and implement 

to serve the needs of the troubled employees. Carroll (2002: 12) notes that it 

would be wrong to think employee wellness as a uniform concept with the same 

meaning wherever it is applied, and further observes that there is no single 

model covering all instances. Summerfield and Oudtshoorn (1995) point out that 

most employer organisations have not quite known where to position EAP 

counselling into their midst. In other words, this may show that where and how to 

link EAP into the other processes of the organisation whilst maintaining its 

independence is still quite unclear to many employers. 
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The three basic EAP models are Hotline, Consortium, and Contract models. 

These three models provide services on a contract or external basis. The other 

models such as the In-house, Union-based, and Union-employer models provide 

servi_ces on an internal basis (Myers, 1980:83). Carrel et_al (1995:598) agree with 

Myers (1980) when they categorise the programme's operations into two general 

categories as follows: internal programmes that use a full time staff of 

counsellors and other employees, and referral centres that use a full time 

specialist who identifies the problem and refers the employee to a community · 

agency for treatment. 

Carroll (2002: 10) observes that t 

programme to a numb 

i tory of work place counselling, 

: 2 l laborates on the two 

~il~'3'1tsf~%"5t11~rnally based models are 

those "brought in from outside the organisation". Such programmes, he 

contends, are usually administered and organised from outside. On the other 

hand, internal programmes involve using an on-site EAP practitioner who might 

be either full time or part time. In some instances, according to Carroll (2002:34), 

in-house programmes may use a team of practitioners employed by the 

organisation to work with the employees of the company. In cases where the 

EAP is introduced as in-house, the service can either be part of an already 

existing department or an independent unit in its own right. 

Dickman et al. (1988:133) are also of the opinion that several -EAP models have 

evolved and part of the diversity has come from the variation in size of the 

organisations, the availability of internal resources to donate to employee 
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assistance services, and the willingness of the organisation to expand resources. 

They further contend that no particular model can be identified as the best model, 

and referral to the best model will depend on the specific type of the organisation. 

It would be of advantage for the organisation to first assess various EAP models 

before finalising the decision on implementing the plan. 

Klarreich et al. (1985: 112) corroborate that no one model for the development of 

the programme would fit all work situations. They contend that in most cases, the 

model to be used is determined 

However, the nature and the s 

important factors to consider. 

argument and contends that an e 

range of models appli 

(2002: 10) further points out 

e location of the organisation. 

i s of the work force are also 

"" 1\ll·r,~""141,,,H1l~;p,,.) also supports the above 

ee counsellor has access to a 

nt situations. Carroll 

11a~ ,ta~Htti'l:>us debate on the relative 

merits of each of these, but Hoskinson (1994) urges for a movement away from 

this artificial adversarial approach towards seeing the advantages of both. 

2.5.1 The Internal Model. 

The Internal model is referred to as In-house or On-site Programme. There are 

many good In-house programmes. When they are staffed by professional 

clinicians and supported by the organisation in which they are placed so that they 

are not just "paper" programmes, they could be very effective (Klarreich et al, 

1985:9). 

According to Myers (1984:7), the employees of the organisation will staff the 

internal programme and these could include social workers, alcoholism 
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counsellors, psychologists, and representatives of the personnel department. 

This model • is commonly utilised where there is an exceptional need for 

confidentiality. Should the orientation be towards limited counselling, the 

programme may utilise . external resources for treatment and make inside 

counselling resources available to employees in this system that views them as 

different civilians. 

Dickman et al. (1988:55) indicate that large industries or organisations tend to 

opt for internal programme mode 

part of the organisation. With t 

n-o-i~~l"\-a--nlan is organised as an integral 

could coordination and follow up, !aSIIWlil 

that the internal model has highe 

service is more accessi 

I, the resources for treatment 

back. Collins (2000:88) argues -

tes most · probably because the 

Together in Excellence 

{a) Strengths of the internal / In-house EAP model. 

Carroll (2002:35) outlines the merits of an internal programme and highlights that 

with the in-house programme, the EAP practitioner is in touch with the culture of 

the organisation. They also have access to the formal and informal structures of 

the organisation. This makes it easy for the system to receive a feedback from 

the counselling work. Still the work of the programme can be adapted to the 

organisations' needs, as the practitioners may have flexibility to adapt to their 

clients' needs. Assessments too can be made in light of the various 

organisational systems. The practitioners may provide mediation as well as serve 

multiple roles with this model. 
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(b) Weaknesses of the internal / in-house EAP model. 

Carroll (2002:35) further outlines the demerits of an in-house programme and 

points ou_t that with the in-house approach, it is more difficult to maintain 

confidentiality. Therefore, the employees may be worried about the leakage of 

personal information. This might come from unfounded suspicion that the 

management may use the programme to do its "dirty work". The EAP practitioner 

could be identified by employees with management and vice versa and the 

·ve in their assessments. The 

programme can become vulnera 

he organisation . 

2•5•2 The External Mo hiversity of Fort Hare 
According to Carroll (2002:~~~~~~=~i .._-l'='l"'r~n: .. ~~~§ntttfmes have multiplied over 

the past decade. It is anticipated that they will continue to increase over the next 

few years. External programmes are operated and staffed by personnel 

employed by the organisation that provides EAP services (Myers, 1984: 10). 

Klarreich et al. (1985:10) argue that in the external model, an employer contracts 

with an independent EAP service provider to provide the planned services. This 

approach often enables the client organisation to purchase and implement a 

programme specifically tailored to their needs. With this model, employees can 

receive treatment off the work site making it possible for the employees to utilise 

the programme without the fear of being seen by their colleagues. 

Chiabotta (1987: 45) supplements the above views and argues that with the 

external model, there is no actual diagnosis but treatment is provided directly by 
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the contracted organisation. The service provider therefore only offers 

assessment, short-term counselling, and referral of the employee to the relevant 

resources. Bokoba (2005) highlighted three types of external models namely the 

Hotline, Consortium, and Contract Models. 

This discussion will now consider these models individually, to determine what 

might be the most appropriate for the provincial Department of Agriculture in the 

Eastern Cape Province of South Africa. The researcher notes here that the 

province is largely ru ral. 

(a) The Hotline Model. 

According to Myers (1984: 14), a 

telephone service. Em es • 

and talk to a listener who i 

er a local or a long distance 

ial the publicised number are 

the employee will then be referred to a relevant and listed service provider from 

their community, where assistance can be obtained. 

The researcher views the Hot line model as similar to the current AIDS help line 

service, and thinks that it would be appropriate for the government employees 

who have access to telephone services, more specifically those that work in 

urban areas. However, the diversified nature of the Eastern Cape Province and 

its topography could make this model inaccessible for the public sector employee 

who works in the most rural settings of its large rural geographical area. 
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{b) The Consortium Model. 

Consortium in terms of an Employee Assistance Programme means that a group 

of employers in a given geographical area work together in order to establish 

effective EAPs serving their common interest. (Beugger, 1987: 11) 

Klarreich et al. (1995:60) corroborate the above and highlight that the members 

of the organisation that collectively own the system will also govern the 

consortium. Organisations that for economic or other reasons do not wish to 

initiate their own programmes usa-/'"A-f"l~l"ttt-i~~(,f"lkaba, (2005:28) also supports 

the above scholars and costs of a full time 

coordinator tasked with split amongst . the 

participants. The participating erg for services on a capital basis, 

which is a fixed fee per- helps to reduce the 

responsibility of a single emllll>ll/.tJt 

Similar to the above, Emener and Hutchison (1988:138) discuss another external 

model referred to as Union based. They argue that the employees' union 

provides the planned services within this programme structure. Motivation for 

assistance can be done at the work-site by union coordinators. 

Employee Assistance Programmes in the Eastern Cape Province is rather a new 

innovation and it is the opinion of the researcher that most departments still do 

not have the capacity to run independent programmes. In other words, the 

relevant workers and appropriate systems that form the foundation of a 
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successful EAP are not well established. If different departments could come 

together as a unit and run a single programme, then the impact would be felt. 

However, the researcher fears that because not all the departments are at the 

same functiona_l levels of employee wellness, the ir'!!pact of a consortium EAP 

may be difficult to assess. 

(c) The Contractor model. 

According to Bruce (1990: 131 ), a Contractor Model differs from the Consortium 

Model in that a contractor is a profit-making agency whose services are paid for 

by the contracting organisation. 

these are discussed below. 

pes of Contractor Models and 

Bokoba (2005:29) states that the first ve n involves supplying EAP services for 
Universi of Fort Hare 

one or two problems such [l.,_.,.,.__ur ...... ...,.. 1a c Ql\,l...l,,4.!i,1~e The second version is an 

extension of the first. Here after care and assistance with job re-entry is provided 

to employees. The last version again differs from the second in several ways and 

is considered a comprehensive service. In this version, the contractor will provide 

the employer with expertise during the planning phase which will include the 

integration of EAP and organisational goals. They will assist the employee with 

aspects such as out placement and career, financial and pastoral counselling . . 

2.5.2.1 Strengths ·of the external model. 

Klarreich and Franchek (1985: 10:66) state that out of the house programmes are 

less expensive to operate and thus the return of investment is greater. 

Confidentiality too may be easy to maintain, and there is likely to be a higher 

number of self-referrals. In corroboration with the above, 
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Carroll (2002:33) points out that the external EAP programme is usually not part 

of the politics of the organisation. The external EAP service programme can offer 

a number of counsellors with different skills, background and competences, and 

the out-house programme can challenge what is taken for granted by the 

organisation. 

2.5.2.2 Weaknesses of the external model. 

Carroll (2002:33) points out the criticisms of the external model and argues that 

the external service provider maitt-rirnT-no--fl-o-'vtt'\t-0, in what they offer, the service 

provider is usually profit oriente . the contractor can unwittingly 

get involved in the politics of the h y may also not understand the 

culture of an organisation. This m e the external service provider 

may not know much a eclients come, and the 

staff of the contractor may of workplace counselling . 

Compared to the in-house model, the external model has no ownership of the 

programme. 

2.6 The Union-Based Model. 

The South African public and private sector workplace is highly unionized. It is for 

this reason that most programmes that are initiated by the workers' unions and 

labour movements are likely to be heavily supported. 

Harper (2000: 129) explains that the union at their office or hiring hall provides the 

EAP services within the Union -Based programme structure. The motivation for 

assistance is carried out at the work site by union co-ordinators. This is followed 

by a treatment referral. In essence, external treatment resources are fully utilized 

and the EAP personnel organize any follow-up . It is important to point out that the 
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union approach does not prohibit management from making referrals of any 

union members to the programme's offices should management recognise the 

need to do so. 

The union -based EAP Model has its advantages and disadvantages. To begin 

with, the researcher recognises that employees tend to have confidence in their 

representatives as authentically having their interests at heart. This implies that 

union representatives can sincerely assist management in defining the objectives 

and functioning of EAPs. They ca·•~rl-r--P.....--~H-rn~,,~ort for the in-house policy. 

Due to the credibil ity with the 

requested by management to s 

therefore encourage their memo 

Another advantage fo 

, union representatives can be 

n"lbi1:U1'ati g the programme. They can 

utilization of the EAP. 

ewill cost less for the 

work organisation. Together in Excellence 

Harper (2000) admits that on the other hand , union- based_ models may be 

disadvantageous because they may not serve non-union members. This may 

• tend to be discriminative against those troubled employees who are not union 

members, for membership to all labour movements in South Africa is, by law, 

voluntary as opposed to being imperative and compulsory. The work 

organisations may also sometimes view union-based models with suspicion as a 

method by which unions are trying to gain advantage of extending their influence 

among the employees. This may in turn fuel tension between union 

representatives and management. The necessary EAP skills and expertise 

required for a successful implementation process may also be limited or 

sometimes unavailable to the unions. 
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2.7. Conclusion. 

Cunningham (1994) observes that the workplace is too complex to have "pure" 

forms of counselling • models. A critical look at all the models suggests that a 

combination of all the models needs to be the norm rather than the exception. 

That is to say, blended models would provide a wider choice for the troubled 

employees in a sense that it would bring "richness" rather than a "dilution of 

purity". The above view is espoused by Gatrell (1994) when he points out that 

EAP service providers need to 

eclectic style in their work. Ther 

innovativeness are paramount i 

implementation of the programme. 

I". aches and come up with an 

c er observes that creati.vity and 

model(s) to be followed in the 

concern in determining the model 

would be the needs of tneL'Ef.Di\alillleQ)1eD"to M.so1e01St exibility of the model, 
Together in Excellence 

confidentiality, follow-up, and rehabilitation of those who have gone through the 

programme need to be considered when selecting. The employee's participation 

ought to be considered when choosing the model. This can be done in the form 

of a pre-test of the model before it is fully adopted. • 

In conclusion, Carroll (2002:44) points out that a combination of models should 

be the norm rather than the exception. Blended models provide a wider choice of 

EAP services for the concerned organisations' employees. The researcher . 

concedes to the notion that a mixture of models will more than likely bring 

richness and variety rather than a dilution of purity. 
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2.8 The utilisation of the EAP by its intended beneficiaries. 

Utilisation and publicity of the programme are mutually exclusive and cannot be 

dictomised. Campbell and Graham (1988:208) observe that there is a direct 

correlation between the successful implementation of th_e programme and the 

amount of publicity that goes with it. They add that one can inaugurate a 

programme with posters, handouts, buttons, pay envelope enclosures, 

information booths, and a visit from Santa Claus himself, but in a short time a 

large number of the employees would have forgotten all about the company EAP. 

Therefore, they state, to pro 

programme promoter will have fi 

same information repetitively. 

A case study of the United 

tion of the programme, the 

company employees with the 

that Employee Assistance 

Programmes designe n -1'-l~l'H" .A.f~l"tlr,'}y .lntliir.At:r~r:t:iA '-.lh"Q~i:c:.onal crises such as 
Together in Excellence 

alcoholism, job burnout, or family problems are offered by over 73 percent of 

large employers. Carrel (1995:594) has noted that such programmes have 

proved that valuable, skilled employees who experience problems can be helped. 

According to Carrel (1995:594), once they have dealt with their problems, 

employees often provide many more productive years of service, and they may 

be particularly grateful to employers who lent them assistance during a time of . . 

personal or financial crisis. The researcher emphasises here that the EAP was 

established as a practical means of ensuring the wellbeing of employees. 

Therefore, all_ attempts should be made to carry out timely identification of those 

employees having trouble to avoid any form of crisis management on the part of 

the EAP personnel. 
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Chiabotta (1987) supports this and argues that the ultimate cooperation and trust 

between labour and management will directly and indirectly benefit the 

employee. The mere existence of a good EAP is a meaningful employee benefit. 

He further highlights that when labour and management jointly demonstrate that 

"to be troubled is to be human" a more trusting environment will exist and 

employees will tend to feel more comfortable asking for and accepting help and 

assistance. Bokaba (2005: 34) agrees with this and points out that only those 

employees who make use of the programme will benefit from the services it 

offers. 

However, Campbell and Graha 

trends that affect programme 

broadcasts may have its int 

the year can either prom 

u ion about the seasonal-interest 

e image that the programme's 

e argue that seasons of e 

activities. Therefore, they advise that the image of any successful EAP should 

combine caring with a prevention theme. 

The researcher concurs with Chiabota (1987:67) _when he points out that the 

mere existence of a good EAP in and by its self is a meaningful employee 

advantage. However, utilisation cannot be looked at in isolation. 

A troubled employee would only be willing to make a self-referral to the service 

provider if they look at the whole idea as not being an "incriminating strategy". In 

a situation where the troubled employees feel at a risk of losing their jobs if they 

disclose their personal problems to another person, it would be very unlikely for 

them to seek help. Further, more employees who feel grateful to the e~ployer for 

lending them assistance when they were faced with personal problems need to 
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come out and give testimony if they are willing to do so. This would build trust 

among others who may wish to utilise the programme. In a situation where the 

employer does referrals, it has to be carried out in a manner that does not 

deprive the employee of their rights, such as the employee's right to privacy. In 

all cases, the important principle of confidentiality has to be maintained. 

2.8.1 Employee Assistance Programmes' support to the beneficiaries. 

three broad categories namely: 

organisational stressors, I stressors, and transitional 

such as family proble ,_.a.,o.MLA.•.,... r r H t'llt''\~li!:l. ems threatening the 
Together in Excellence 

employee after employment such as preparing for retirement. An employee 

bombarded with all these stressors will need assistance in order to overcome the 

troubling situation. 

According to Carroll (2002:9), there is still little agreement on what constitutes 

overall employee assistance programmes due to the sophisticated nature of 

employee problems. He argues that services differ from one another as providers 

adapt to different organisational needs and cultures. Campbell and Graham 

(1988:62) support this perspective and suggest a broader view of the EAPs when 

they argue that the objective of this structured assistance is the re-establishment 

of the employee's effective job performance. In further support of this, Carrell. 

(1995:597), points out that contemporary EAPs have a broader and more 
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comprehensive approach to helping employees identify and solve their personal 

problems regardless of the cause. 

However, Sonnenstuhl and Trice (1990:1) suggest a narrower description of 

EAPs that is more applicable in most instances. Their description views EAP as a 

job-based programme that operates within a work organisation for the purpose of 

identifying troubled employees, motivating them to resolve their troubles, and 

providing access to counselling or treatment for those employees who need such 

services. Carroll (2002:9) enlightens the description given by Sonnenstuhl 

(1990), and criticizes it as being 

He adds that while EAPs are w I r 

work with organisations and ma 

stage of individual care. 

l 

r ubled individuals, they should 

event employees reaching the 

nowadays, EAPs are 

connected to employe 
Togethe~ in Excellence 

leadership in organisations. 

ce and the style of 

They carry out training for supervisors and may offer support at all levels. He 

further argues that if this programme were viewed in -the above context, it would . 

bring it close to being some form of a tangible and valuable asset towards 

individuals' and organisational change. The latter view is corroborated by Carrel 

.(1-995:596) when they point out that typical planned activities should address 

psychological and physical challenges, ir.icluding job stress, chemical 

dependency ( alcohol and drugs), depression, marital and family problems, 

health, anxiety, and even job boredom. 

In Swaziland, according to Makhonta (2005), some EAP service providers are 

also able to offer other important services including retirement or lay-off 

assistance. They add wellness, health promotion and fitness (such as weight 
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control, nutrition, exercise, or the eradication of smoking). Others also do offer 

advice as far as long-term illness and other physical disability issues are 

concerned . It is revealed further that EAP activities include counselling for crises 

such as death at work, as well as advice aimed at managers and supervisors 

who deal with difficult situations at their places of work. 

According to EAPA-SA, (1999:5) the Employee Assistance Programmes in South 

Africa align with the broader scope of EAPs, and their activities include the range 

below: 

resolution of job perfor 

concerns and difficulties;. 

rsons in the identification and 

lated to employee personal 

• confidential, an::1rmi~~I r .;VRlAX/;~11?. tu f roblem assessment 

services; 
Together in Excellence 

• appropriate and relevant referrals for diagnosis, treatment and assistance; 

• the formation of linkages between the work-site EAP, community 

resources and individual practitioners who provide such services; and 

• - follow-up services for employees who utilise the services. 

The authors above have given a comparative analysis of the EAP in the various 

areas. They all give a very broad range, which may requi_re putting aside various 

resources yet these may not be readily available in the public sector. The scope 

of EAP as indicated is quite impressive. Nevertheless, the researcher feels that a 
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"prior needs assessment" would determine the range of services necessary for a 

particular department. Though the EAP in the various departments may be 

similar in principle, the needs of the troubled employees will differ depending on 

the specific work-environment. It is also imperative that the management keeps _ 

revisiting the services provided by the EAP from time to time to ensure their 

relevance and appropriateness. 

2.9. The EAP and employee productivity. 

organisation to meet the bottom I' 

James (1999:21) argue that wh r 

at its best. They further point 

for the employees. Arroba and 

resent, performance will not be 

level of pressure that an 

employee is experien • g .is at O.P.timu ormance will also be on n1vers1ty o are 
optimum. In addition, for an • j-0 i'l!.~l!ffffl'l~ performance, Arroba and 

James (1999:21) emphasise that there needs to be a balance between demands 

on the employee and his or her ability to respond to those demands. If there is an 

imbalance between these two, then performance will also be below optimum. 

Carroll (2002:4) supplements the above view when he argues that the direct link 

between care for the people and the drive for success and profit should be a 

major factor in convincing employers to install EAP counselling in their 

organisations. Carrel (1995:594) agrees with the above opinions and points out 

that the employees are the company's greatest asset, and their state of health 

affects their contribution to the company in such measurable ways as 

absenteeism, lowered productivity, fatigue-caused accidents, reduced alertness 

and creativity, and high health care claims and insurance premiums. 
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Carrell et al. (1995:597) further note that the major cause of the increasing 

number of EAPs is their success in increasing employee productivity. They 

continue to argue that the recovery rate of participants in EAPs is three times that 

of the public. This is attributed to identifying problems early in their _development. 

The use of positive and negative employer reinforcements to motivate EAP 

patients to continue treatment and the programme's follow-up monitoring to 

minimise relapse problems, can also be advantageous in this regard . 

programme can be viewed a 

absenteeism, tardiness, acciden s, 

EAP, work organisations establi 

bottom-line profits. F er;no 

mitigating a decline of pe 

educing costs by decreasing 

g prqgramme that will improve 

- activ· • s should be supportive in ort are 
m:fe's)tl.~~~~ith normally satisfying job 

performance and potential. It should therefore be reactive in the identification, 

assessment as well as treatment of underachievers for successful work 

performance and productivity. 

Similarly Quick et al. (1998: xiv) point out that clearly and properly designed and 

implemented programmes can provide physical and mental health rewards for 

workers. As such, these programmes could boost the fiscal health of 

organisations by reducing absenteeism, turnover, medical and legal expenses, 

as well as by increasing productivity and the all-important bottom line. Quick et 

al. (1998: xvii) continue to highlight that stress in the workplace has both 

humanitarian and economic concerns; the latter meaning that mismanaged 

stress and strain on the side of the employee can cost the organisation billions of 
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dollars annually in lost productivity, health care costs, and workers' 

compensation payments. 

In line with the above, the findings of a research_ study conducted by Cooper et 

al. (1990:10) indicate that there is a direct relationship between EAP counselling 

and service delivery. The study discovered a significant improvement in terms of 

reduced absence from work after the clients had received EAP counselling. 

Carroll (2002:23) agrees with these findings and contends that it makes practical , 

human and economic sense 

employees can deal with their pe 

However, Reddy ( 19 

managers of British firms oofflri~l~i~ 

e counsell ing forum where 

hem's survey of top 

when he questions the existence of a direct commercial relationship between the 

programme's counselling and business performance. 

Though the EAP may ideally play a very significant role in uplifting employee 

productivity, it needs not to be viewed as a panacea. As noted above, EAP plays 

a crucial role, but the researcher feels that if looked at in isolation from other 

enabling factors such as access to relevant training, little if not nothing will 

change in the level of employee productivity. Verifiable indicators as well as the 

programme's monitoring tools as regards productivity also need to be put into 

consideration. 
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2.1 O Standards for Employee Assistance Programmes in South Africa. 

In order to promote a quality service, standards and guidelines are established 

to enhance the functioning of the EAP in South Africa. Assessment and referral 

are both major elements of the programme that must be executed. This has to be 

done in such a manner that the quality of the service is not compromised. The 

researcher believes that the long-term success of the Employee Wellness 

as a basic provision- of a for 

programme's implementation. 

pends mainly on the quality of 

fore views the EAP Standards 

assurance framework for the 

University of Fort Hare 

agreed level of the best professional practice or at least a description of the 

envisaged ideal situation. The EAP personnel should adopt the standards. 

However, caution should be taken not to compromise the underlying principles of 

the programme such as confidentiality. Standards have been set to streamline 

the functioning of various aspects of the programme such as its design, 

consultation and case management, as well as the training of various EAP 

personnel such as supervisors. Other important aspects covered by the 

standards document include issues on the management and administration of 

the EAP such as staffing, confidentiality, record keeping and the ethics expected 

of EAP professionals. For purposes . of this presentation, only one aspect 

regarding standards namely supervisory training is discussed. 
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The objective of this is to highlight and elucidate the importance • of setting 

standards for the programme. 

2.11 The relevance and significance of supervisory training. 

It is logical to start by highlighting the importance of the training of the 

supervisors. Effective implementation of the EAP should begin with a well-

planned and executed supervisory training programme. Myers (1984:237) 

justifies this trend and asserts that supervisors may fail to commit themselves to 

supervisors become aware of th bjectives through training. This 

Supervisors are likely • connection with the 

EAP when the training offer&'T',;,on_p.., 1!1".~H~ ffl.rttftt~t~ flt'QlfGle in the entire procedure 

and shows them how they can assume responsibility for their charges in this 

direction. The researcher concurs with the idea that training could ease the 

supervisors' tension in confronting fellow employees since some of these 

employees may even be older. This could mean that they could take exception if 

not confronted appropriately and tactfully. Thus, it is imperative for these 
. . 

supervisors to undergo training to be able to apply the correct procedure in the 

rather sensitive role of confronting their fellow workers in order to refer them to 

the EAP for assistance. 

Looked at from a similar angle, Blair (2004: 19) observes that the essence of the 

programme is the application of knowledge about behaviour to make accurate 

assessment, followed by appropriate action to improve productivity and a healthy 
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functioning of the workforce. The researcher accepts this observation in line with 

its reflection on the need for supervisory training to enable the supervisors to 

identify the troubled employee. 

The researcher contends that the supervisors carry out their day-to-day duties in 

the department according to specific set rules and policies. This implies that their 

training is important as it explains the policies and the procedures that they need 

to follow in order to be able to make EAP referrals. 

Some EAP research indicates th~H"\A''\-a-l~~rA+.CI· s using an in-house model are 

at a disadvantage because the :cf to think that the programme is 

taking their jobs away from the h researcher to realize further, 

how significant supervisory trainin urther clarify how the EAP could 

help the supervisors a deficiencies of the 

employees who receive assi 

Related to the above important point, Meyers (1984:237) has correctly asserted 

that an ill-trained supervisor will be poorly prepared to handle confrontation 

interviews with the employee. This may lead the concerned supervisor to ignore 

the employee's deficiencies until a stage where only severe disciplinary action 

will be necessary to put back the concerned employee in line with the 

departmental expectations. It should be noted that the programme is meant to 

assist employees and employers maintain sound relationships. Certainly 

disciplinary confrontations of this nature do not maintain cordial relations 

between employer and employee. 

40 



 

 

2.12 Objectives of supervisory training. 

According to the EAPA SA standards, the following are the objectives for 

supervisory training. 

• To enhance functioning of the EAP in the organisation . 

• To clarify for supervisors on their role in the assessment of poor 

performance and the referral process. 

Blair (1990:23) identified the following objectives for supervisory training: 

• To teach supervisors how to confront an employee constructively. 

• To teach supervisors p ,, ____ ,., expected to follow .. 

• To teach them how to id mployee. 

The above requirements have bee sewhere in this presentation and 

re-emphasizing them er. 

However, the researcher w standards committee and 

the scholar above partially put the long-term success of the implementation of the 

EAP on the skills of the supervisors. 

The researcher would also like to put across two reasons why the supervisors 

should be considered as key role players in the implementation of the EAP. 

Primarily, the supervisors · are in contact with the employees daily. This means 

that training them would be a good investment for the department because they 

will be in a better position to identify troubled employees than the departmental 

EAP practitioner. Secondly, supervisors do have a closer working contact 

relationship with the employees and are therefore likely to know them better than 
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the practitioner because they are in one form or another the performance 

managers for the department. 

The Standards Committee of EAPA-SA seems to have set out well 

understandable, meaningful and attainable goals and standards for the 

implementation of the programme in South Africa. It is important that these 

standards and set procedures are clearly communicated to all the staff in the 

department. This will militate against any rising inconsistency in actions, tension 

or conflict when corrective action may be necessary for deviation from set official 

standards. 

2.13. Conclusion. 

The purpose of this chapter has been nalyse the different EAP models that 
TTniversi f Fort Hare 

are used by EAP practit10 rs I z..th a ern l a e Provincial Department of . oge Her zn xce e ce 
Agriculture. The strengths and weaknesses of these models are highlighted. The . 

standards compiled by EAPA South Africa Chapter that regulate all relevant role 

players have been unpacked. These include top management, employees, and 

supervisors, to enable them to contribute meaningfully to the effective operation 

of the programme. 

The next chapter considered the Legislative Framework for Employee Assistance 

Programmes within the South African context .. 
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CHAPTER THREE 

THE LEGISLATIVE FRAMEWORK FOR THE EMPLOYEE 

ASSISTANCE PROGRAMME. 

3.1 Introduction. 

The Employee Assistance Progn-am1meHS--ocirsec:i-, on certain aspects of the law, 

which form the legal framework fcr AP does not have any direct 

legislation, the laws discussed in t e a very large influence on the 

course of its implementation in th e Provincial Administration. The 

researcher observed H I eof their day in the 

fegal responsibility towards 

their well-being. If the employers fail to fulfil or meet their obligations, they are 

likely to contravene the following legal provisions illustrated in this chapter. 

Arroba and James (1999:25) argue that the workplace has experienced recent 

developments with legal actions brought by employees against their employers 

for damages resulting from working conditions. This has prompted the extension 

. of the scope of health and safety legislation so that the workers' emotional, 

psychological, along with their physical well-being are covered by law. Arroba 

and James (1999:26) add that the experience of being at work is not supposed to 

cause emotional difficulties and each organisation has a legal responsibility to 

ensure a health emotional well-being of its employees. 
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A number of policies and legal framework justify the establishment of the 

Employee Assistance Programme. These include the following : 

• The Constitution of the Republic of South Africa. (Act 108 of 1996). 

• The Labour Relations Act. (Act 66 of 1995). 

• The Public Service Act. (NO. 5 of 2001 ). 

• The Basic Conditions of Employment Amendment Act.(No. 11 of 2002) 

• Occupational Health and Safety Act. (Act 5 of 1993). 

• The White Paper on the Transformation of the Public Service (WPTPS) of 

1997. 

• Employment Equity Act, 1 98) 

1993) 

nd Diseases Act, (No. 130 of 

ort Hare 
Together in Excellence 

Although the above legislation and other regulations as well as guidelines and 

protocols have linkages to employee wellness, yet for purposes of this study only 

a few of these are discussed below. 

3.2. The Constitution of the Republic of South Africa, 1996 {Act 108 of 

1996). 

The Constitution of the Republic of South Africa of 1996 which is the supreme 

law of the land guarantees employee safety and wellness. Article 23 subsection 1 
-=--

of Chapter Two of the Constitution states that " .. .. every one has the right to fair 

labour practices .. . ". "Fair labour practices" in this regard includes employee 

wellness activities such as workplace programmes that aim at addressing the 

physical, psychosocial, as well as the emotional wellbeing of the employee. An 
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employee whose performance is short of the required standards due to personal 

or workplace related problems is cushioned under this legislation from unfair 

dismissal. The employers have a legitimate responsibility to ensure that their 

employees are given assistance to overcome the troubling situation. 

Article 27 section 1 subsections (a) and (c) highlight that " .... every one has the 

right to have access to health care services including if they are unable to 

support themselves , and their dependants, appropriate social assistance .... ". 

Therefore, the state is obliged to take reasonable legislative and other measures, 

within its available resources to 

The EAP in this light is a state 

that relates to their quality of life. 

By giving support to th rouble 

come those emotional an 

ressive realisation of this right. 

employees to exercise a right .. 

·r. immediate families to over· are 
• I problems, the EAP is 

improving their quality of life. The vital issue here however, will be the extent of 

the resources available to maintain the EAP for the realisation of these rights. It 

is therefore essential that all EAP stak!3 holders i.e. the troubled employees and 

their immediate families, managers and practitioners, and others exercise strict 

managerial expertise to ensure that the resources are used optimally. When the 

EAP strives to ensure physical and emotional health of the employees, it is 

serving this right. 

3.3 The Public Service Act, (No.5 of 2001 ). 

Part Six, (Section D) of the above Act requires the head of a government 

department to create and maintain a safe and healthy work environment for the 
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employees. By establishing the EAP in the Department oh Agriculture, there is a 

clear attempt to fulfil this mandate. 

Furthermore, Part Six (Section E5) specifically mandates a head of department 

to establish a healthy promotion programme. This programme is to take the form 

of the provision of appropriate education, awareness and prevention 

programmes on HIV/AIDS and other sexually transmitted infections for the 

employees in the department and, where possible , their families, and as far as 

possible, integrate those programmes that promote the health and wellbeing of 

counselling, financial education, II 

of Agriculture in the Eastern 

upport employees in terms of 

mes, and stress management. 

psychologists, or sendi .l'JR.,.:IJ'Tll,."1"-A ... .,.~ "'1~b tn:"\l"'IJ(b,t:.snr..:,::ii,4,,-1\A/r~re appropriate. This 
Together in Excellence 

is in line with the provisions of the Act cited above. 

Part Six (Section F) of this Act also provides for a Head of Department (HOD) to 

introduce measures for the monitoring and evaluation of the impact of any health 

promotion programme among the departmental employees. The EAP may surely 

be such a health promotion programme in the sense that it does promote health 

through its life skills· programmes, therapeutic counselling and other numerous 

functions that seek to strike a balance between the employees psychosocial and 

occupational existence. 

Finally, Part Nine (Section E) of the Act provides that in the case of 

unsatisfactory performance on the part of the employee, the departmental 

executing authority shall provide systematic remedial or developmental support 

to assist the employee to improve their performance. 
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According to the EAP provincial policy of the Department of Agriculture, the EAP 

is also viewed as a Performance Management Tool. This is because managers 

have the responsibility to monitor and manage the work/job performance of the 

employees. 

When a manager realizes that an employee's work performance has 

deteriorated (through quarterly reviews, day-to-day communication, or any other 

method), a number of steps may be taken . Among those steps is the provision to 

the employee of the option of participating in EAP to try to identify the factors that 

militate against their performan e. 

means to effect the desired i 

managers would be carrying out t 

3.4 The Labour RelatiDns Act (105 of 1 u n1vers1ty o 

the management to identify 

e Act cited above. 

Together in Excellence 
The mandate for EAP is enshrined in the Code of Good Practice (Schedule 8) of 

the Labour Relations Act 66 of 2002. The Code of Good Practice deals with · 

some key aspects of dismissal for reasons related to employee conduct and 

capacity. The Act emphasises the primacy of collective agreements, but does not 

• replace disciplinary codes and procedures established because of collective 

decision making between an employer and a workplace forum. The code 

highlights the need for both employment justice and efficiency in business, and 

underscores the trade-off that " ..... while employees should be protected from . 

arbitrary action, employers are entitled to satisfactory conduct and work 

performance from their employees" 
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3.4.1 Dismissal of an employee. 

Section 2 (1) of the Code of Good Practice (Dismissal) states that " .. .. a 

dismissal is unfair if it is not affected for a fair reason and in accordance with a 

fair procedure, even if it complies with any notice period in a contract of • 

employment or in legislation governing employment. ... " The Act is directed at 

the different facets of employee dismissal and these are: dismissal on grounds of 

misconduct of the employee, dismissal on grounds of incapacity of the employee, 

dismissal on grounds of operational requirements of the employer's business, 

and dismissal on the grounds of p ance. 

i. Dismissal on grou 

The essence of EAP is embedded in {2) of the Code of Good Practice. 

This section undersea ~ •J!.~.,~,.,,s I u., .a.--..L ...... oyer to correct an 
Together in Excellence 

employee's behaviour through a system of graduated disciplinary measures such 

as counselling and warnings. An employer will have to consider alternative 

measures such as a referral to EAP counselling for an alcoholic who comes to 

work drunk for example, and dismissal will be reserved for cases of serious 

misconduct or a repeatedly committed offence. 

ii. Dismissal on grounds of incapacity (ill-health/injury). 

According to section 10 of the Code of Good Practice, the onus is on the 

employer to investigate the extent of the incapacity and devise possible 

alternatives short of dismissal in order to assist the affected employee. Section 

10 (3) highlights that ".in case of certain kinds of incapacity, for example 

alcoholism or drug abuse, counselling and rehabilitation may be appropriate for 

an employer to consider." An employee experiencing psychological and mental 
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disorders due to drug dependency will need to be referred to an EAP 

professional to help them with assistance possibly with chemical dependency 

counselling. 

iii. Dismissal on grounds of poor work performance. 

Section 8 of the Code of Good Practice states that " ..... an employee should not 

s the employer has:-

a) Given the 

Univer o Har b) After a easo time or improvement, the 
oge zn ce 

employee continues to perform unsatisfactorily ... " 

The section also underlines the need to investigate the reason for unsatisfactory 

performance before dismissing the employee and the employer should consider 

other ways, short of dism·issal, to remedy the matter: 

In other words, the Act indicates that dismissal on grounds of poor performance 

should be the last option for the employer to consider when other alternatives 

including the EAP holistic approach have failed. 

49 



 

 

3.5 The Basic Conditions of Employment Amendment (Act, No. -11 of 

2002). 

Sections 78 and 79 of this Act state that an employee has a right to hold 

discussions with the employer or fellow employees ·with regard to the conditions 

of employment. Thus, an employee troubled by personal/ work-related problems 

is given a right to seek assistance from an EAP service provider or practitioner. 

Employees are ~ntitled to reasonably safe and healthy working conditions. This 

places the obligation of maintaini ·~-- ce on both the employer and 

to the programme wh r tt,is may serv e of maintaining a safe n1vers1ty o are 
workplace. Together in Excellence 

3.6 The White Paper on Transformation of Public Service (WPTPS} of 1997. 

The introduction of the Employee Assistance · Programme in all public service 

departments may ·be looked at as a tool of transforming public service delivery. 

This is advocated in the eight "Bathe Pele" principles in terms of · increased 

efficiency and effectiveness of the public servants. The researcher views the 

EAP as an intervention directly benefiting the public servants by influencing both 

their private and public life. 

A troubled employee is consequently inefficient and ineffective and thus 

compromising the ultimate goal of the public service transformation programme 

dabbed the "Bathe Pele" approach. On the other hand, public servants need to 

be taken as part of the general citizenry. They ought to be treated with dignity. 
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To ensure success of the Bathe Pele principles, it is imperative that the 

commitment, energy and skills of public servants are harnessed to tackle 

inefficient and outdated practices. · There is a need to identify new and better 

ways of delivering services. 

The EAP is thus a noble approach geared at harnessing employee efficiency and 

commitment, and establishing a conducive environment for service delivery. 

and circumstances. 

University of Fort Hare 
Consultation: this important • • • e e citizens of the country 

should be consulted about the level and quality of the public services that they 

receive, and where possible, they have to be given the right to choose among the 

services that they are offered. 

In the context of the EAP, this principle will give both the employer and the 

employee the opportunity of influencing decisions about EAP services, by 

providing objective evidence that will determine EAP services delivery priorities. 

Consultation will encourage a more participative and co-operative relationship 

between the Department as the EAP provider and the employees and their 

immediate families as the users. 

A number of methods may be applied to carry out this principle. These may 

include employee surveys, interviews, consultation with the labour movements to 
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which the employees belong, and others. The researcher points out that 

whatever methods are adopted; they should be chosen to suit the characteristics 

of the employees and their immediate family members. 

Due to the sensitive nature of the EAP services, the credibility of this consultation 

may depend on the maintenance of confidentiality. This implies that the 

employees may not be asked to reveal unnecessary personal information, and 

they should be able to give their views anonymously if they wish. Whatever 

model is decided on, it is imperative that the important Bathe Pele principle of 

Access and courtesy as set out i 

Pele" focus on the individual life of 

a ional principles of the "Bathe 

Access: The WPTPS e a i ...:,IJ,l.~/U,. ve equal access to 
Together in Excellence • 

the services to which they are entitled and this gives every employee a mandate 

to utilise the EAP services when needed. More so, the EAP managers are 

legitimately required to specify and set targets for progressively increasing 

access to the services to include even those employees who have not previously 

received them. It is important that the EAP programme specifically address the 

need to progressively redress the disadvantages to all barriers to access such as 

cultural, social, communicational, and attitudinal barriers. 

Courtesy: The principle of Courtesy revolves around the idea that citizens ought 

to be treated with courtesy and consideration. In this sense a troubled employees 

should not be stigmatised, but rather assisted courteously to overcome the 

problem. The way employees facing performance problems ought to be treated 

must be specified in the policy statement of the department. Supervisors should 
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also be trained on how to handle their supervisees and the procedure of making 

referral for EAP assistance. 

The White Paper indicates that, as part of the broader transformation of South 

African society, public sector management will be· guided according to the 

principles of equity, effectiveness and efficiency, as well as public accountability. 

The EAP personnel in the public sector are expected to carry out their activities 

not only efficiently but with courtesy too. 

Information: this principle points to the notion that the Departmental employees 

entitled to receive. 

All updated information on the servi by the EAP in the department 

should be provided to thUil.1U~~lQ.~§i i I e....._ ..... ,~ _.. . .., il ies. This may call 
Together in Excellence 

on the department to provide this information in a variety of media and languages · 

to meet the differing needs of the employees. This may be necessary as to 

ensure that those who are, or have previously been disadvantaged by disability, 

language, race, gender, or any other way have access to these important 

services. 

The researcher recommends that all EAP information should be plain and free of 

jargon, and where possible supported by graphical material that may make it 

easier to understand. 

The researcher also confirms having come across various posters and flyers 

which have information abo~t EAP services in the Department of Agriculture at 

the various points of delivery. 

53 



 

 

Openness and transparency: this principle prescribes that citizens should be 

informed how the departmental EAP is run, how much it costs the taxpayer and 

who is in charge. 

This is an important principle that • acts as a yardstick of the democratic 

dispensation that South Africa enjoys today. 

Increasing openness and transparency builds confidence and trust between the 

service provider (the Department of Agriculture) and the beneficiaries 

(employees and their immediate families). The key feature here within the EAP 

context is that the employees shoul 

performs and the resources it con 

programme is run, how well it 

f • rs specifically to its operating 

include the EAP 

services prominently in their a.nnual r~ arts. 
Un1vers1 of Fort Hare 

To ether in xcelle c Redress: the Bathe Pele pn ,pie of re ress va, ates the idea that if the 

promised standard of service is not delivered, citizens ought to be offered an 

apology, an explanation, and an immediate remedy. 

This principle points to the idea that the EAP providers in the department should 

possess the capacity and willingness to take action where and when things go· 

wrong. The EAP personnel in the employment of the Department of Agriculture 

should acknowledge that dissatisfaction that may be expressed in writing or 

verbally could be an indication that the employees do not consider that the 

promised standard of EAP services is up to scratch. The service providers 

therefore should create ways of measuring all expressions of dissatisfaction. This 

step will enable it to correct the imbalances affecting those employees who have 

not enjoyed the benefits of the programme up to now. 
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To ground the above principles, the Employee Assistance Programme requires 

basing its objectives on them. 

For example, the institutional plans that are included in its mission and vision 

statement are indicative of a series of plans for equity and staff development, for 

quanty improvement of the work and private lives of public sector employees. 

The researcher further notes that two other Batho Pele Principles namely Service 

Standards and Value for Money stand out as strongly relevant for the EAP.These 

will be discussed below. 

Service Standards: This importa t r nciple is critical for the EAP in 

the level and quality of the service ceive so that they are aware of 

what to expect from theldE~li\1~~1rnn u~m"t\11/f\t".rtt:,,e to receive an EAP 
• Together in Excellence 

service delivery model that is consistent with their organizational and employee 

needs. The Standards Committee of EAPA-SA has set out to develop standards 

• that are to be utilized by EAP professionals and practitioners. Once the 

employees receive a high standard EAP service, it will assist them in militating 

against factors that can affect their efficiency. They in turn are expected to 

increase their job performance and hence increase the level and quality of the 

service they offer to the citizenry from the Department of Agriculture. 

Value for Money: This Batho Pele Principle stipulates that public services 

should be provided economically and efficiently in order to give citizens the best 

possible value for money. The relevance of this principle to the EAP is that the 

programme is viewed as a strategic resource that produces tangible benefits for 

both employer and employees as it is supposed to realise higher productivity by 
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creating a healthy working environment.(Moss 2004;2) . Seen from another angle, 

the researcher points out that with the realization of high productivity by the 

employees, they would certainly be giving value for the money they receive from 

the Department of Agriculture as remuneration. There is therefore an important 

link with the Batho Pele Principle of Value for Money. 

This White Paper on transforming the public service delivery outlook represents a 

broad framework of a transformative vision, goals and principles and not an 

implementation plan for the EAP. 

Cape Provincial Department of 

manner in which they may i 

AP authorities in the Eastern 

take valuable lessons in the . 

programme. Several further 

incremental steps are nece.ssary I he implementation process 
Un1vers1t are 

through aspects like buildi!; ~~~:,r:::~ h .J:~•u•y'l1"!l.+j,f!' _ ity, developing a more 

adequate information base, and finalizing the EAP funding framework. The latter 

seems very fragile to the researcher as of now. 

3.7. The Occupational Health and Safety, {Act 8) of 1993. 

The legal aspects of the Department of Agriculture within the ECP Administration 

in respect of Occupational health and safety lies in the examination of the 

department's duties in terms of ensuring a safe risk free and hazard free 

environment in which the employees operate The EAP subscribes to these 

principles. 
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3.8. Why employees and EAP personnel should have knowledge of the law. 

Although employees, EAP practitioners and managers should have knowledge of 

the legal rules applying to the implementation of the programme, yet the law 

does not expect them to be lawyers. They remain employees in the public sector 

who should apply their knowledge of legal principles to their own and their clients' 

advantage. The reasons why they should have knowledge of the relevant rules 

and principles are summarised by the researcher as follows: 

the .law does not expect the citiz 

areas of life, the researcher cont n 

law is an excuse does not apply in 

The law would require 

he legal rules applicable to all 

umption that ignorance of the · 

anner any longer. 

To ether in Excellence 
field area to make a living f om it (such as government employees, EAP 

practitioners, supervisors and others) should be· abreast of the legal rules 

applying to that particular field. The value of the law to the EAP personnel and 

employees is therefore, the researcher observes, that this knowledge could 

prevent employees and managers alike from getting involved in litigation-. 

The researcher is also of the view that EAP practitioners and managers knowing 

the demands of the law will probably be better equipped to care for the safety of 

the employees and other persons in their work places than somebody who is 

ignorant of these demands. 

Another important aspect that the researcher wants to point out is that legal rules 

form a framework outside which no decision or act in the public sector may fall. 

Somebody who knows these rules well will therefore probably be able to make 
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better decisions than another person who does not. Legal rules indicate what a 

practitioner or manager should do as well as what they may not do. As such, they 

create a safe and secure space within which they may move. 

Finally, the researcher points out that the managers and other personnel who 

have mastered the rules of the law relevant to the implementation of the EAP will 

be able to look after their own interests better than ·someone who has not 

mastered them. They will also know exactly what the rights and duties of the 

other parties concerned are such as the private service providers. 

3.9 Conclusion. 

The legislation, regu lations, and 

specific and employment-specific an he public sector workplace and 

workforce. The list is n ~~!f~[!:~~~!z.!,:'w .... r.+w-,..,rH,( i......-.,:w,B•f-J!iill the details of the 
Together in Excellence 

documents. In this short chapter, an attempt has been made to highlight the 

responsibilities of the employer relating to employee wellness. How these 

responsibilities are underpinned by the legislative framework has been elucidated 

too. 

The next chapter presents a description of the rese·arch techniques that were 

applied in this study. 
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CHAPTER FOUR 

RESEARCH METHODOLOGY 

4.1 Introduction. 

This study aimed at 

Assistance Programme in the De 

vis-a-vis helping the troubled 

comprehensiveness, re • 

implementing the Employee 

ulture and the progress made 

referral. In order to ensure 

r [ searcher used both 

Abl~~~'Tffilf,ded in-person interviews, 

questionnaires, document reviews, library search and internet browsing. This 

chapter discusses the research design used by the researcher, as well as the 

description of the methods and instruments used in data collection . 

It continues with the description of the population and sample used for the study, 

the procedure used in selecting the sample, and the techniques used in data . . 

handling and analysis. The chapter ends with the problems that the researcher 

encountered during the study and ethical considerations. 

4.1.1 Purpose of the Study. 

As stated earlier on in this report, the purpose of the study was to review the 

implementation of the EAP in the selected department, and assess the progress 
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made vis-a-vis addressing the problems of the troubled employees (personal and 

work-related) as well as their job performance. 

The researcher chose the following research design to collect raw data to fulfill 

this purpose. 

4.2 Research Design. 

Rubin and Babbie (1 989:310) define a research design as the decisions made 

about how a research study is 

collecting data (Leedy, 2005:85). 

that the way a researcher design 

more designs. 

In conducting this stud 

. It also connotes a plan for 

d, Hofstee (2006:113) argues 

sually be a variation of one or 

To ether in Excellence 
survey based research approac as well as a case study design. 

4.2.1 Survey-based research. 

A survey based design elicits information from a limited number of individuals 

who are presumed to have the information the researcher may be seeking and 

who are also able and willing to communicate, and are nearly representative of a 

larger group (Hofstee, 2006: 122) . Before this study was carried out, the 

researcher sampled a small number of respondents from each sub-group. These 

included troubled employees on EAP referral , supervisors of the employees on 

EAP referral , key decision makers, and EAP practitioners. The external EAP 

service providers and immediate family members of the employees on EAP 

referral were also sampled. 
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4.2.2 Case study. 

In this research , the Department of Agriculture was selected as the unit for study. 

According to Welman and Kruger (2000:190), a case study is a limited number of 

units of analysis (often only one), such as an individual, a group or an institution 

that is studied intensively. The techniques used for data collection included an 

open-ended questionnaire, structured interview schedules, and Focused Group 

Discussions (FGDs). The reading of literature on similar case studies was also 

carried out. The works of seVAP.aiH-Cit-PflflH,:1-f'Cit--tf'\, the area under study were 

reviewed. 

Leedy (2005:135) points out that in 

studied in depth for a d • 'k'-4 ....H~'tl..J.W....., 

, a programme or event may be 

UJEW'.E!sea.rcne1ru~lC>S.-this design because 

the EAP is a unique progra Eastern Cape provincial 

administration fairly recently. Reviewing it and finding out how it has been 

implemented so far in the Department of Agriculture would be beneficial in many 

ways. To begin with , this would promote understanding and appreciation of the 

programme. Secondly, this study would inform practice in similar sit~ations in the 

other provincial departments. 

4.2.2.1 Open ended questions as opposed to close-ended ones. 

The Azaliah College (1999:68) is of the view that open ended questions are 

used for complex questions that cannot be answered in a few simple categories 

but require more detail and discussion, whereas close ended ones are used 

where the answers are discrete, distinct, and relatively few in number. The 
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researcher opted to use open-ended questions for the study for the good reason 

that the respondents would answer adequately giving detail and clarification to 

their answers. Open-ended questions allowed more room for creativity and self-

expression by_ the respondents. 

On the other hand, open-ended questions had weaknesses in that worthless and 

irrelevant information was at times collected. The non-standardised data made 

statistical analysis difficult, and at times, these types of questions required more 

of the respondents' time. 

The Azaliah College (1999:78) ela a structured in-depth interview, 

the content and proced quence and wording 

of the questions are determi 

left little freedom to make modifications. 

Cohen and Manion (1982:246-250) distinguish between three kinds of structured 

interviews. These comprise of fixed alternative items that allow the respondent to 

choose from two or more alternatives, and open ended questions where a 
. . 

minimum restraint is put on the answers given by the respondents. The third kind 

consists of scaled items where the responses are structured by means of a 

series of gradations.This research project mainly utilised the first two types. 

The researcher asked a standard set of questions. Leedy (2005:184) advises 

that researchers are more likely to gain the participants' cooperation if they show 

a genuine interest in what the participants have to say. During the course of this 
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research, the researcher was able to establish a meaningful working relationship 

with the EAP practitioners in the sampled department. This factor worked 

favourably in the collection of data. 

4.3 Methodology used in the Study. 

Leedy (2005:94) states that although there may be a wide variety of research 

methodologies, yet many researchers categorize research studies into two broad 

researcher used both approaches 

This section looks at the research i 

population from which the 

quantitative research. The 

were used for the study. The 

and its characteristics are 

considered. The proces c! ~~.'2~'"'11" e 
Together in Excellence 

4.3.1 Instruments used for the study. 

The instruments used for the study included: questionnaires, audio tape 

recorders, note books, structured interview schedules, and flash discs. 

4.3.1.1 Questionnaires. 

Structured questions including open-ended and category questions were 

designed on the computer, printed out and later given to the respondents by 

hand delivery. In preparing the questionnaires, the researcher started with the 

simpler questions and structured the more personal, controversial, and 

discomforting questions at the end of the questionnaire. The researcher ensured 

that all the items on the questionnaire were consistent, direct and neutral before 

administering the instrument on the study population. 
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A questionnaire was used to capture data from the immediate family members of 

the troubled. employees on EAP referral. In order to guarantee reliability and 

validity, the researcher submitted the instrument to the supervisor to comment 

before using them for the study. The researcher considered the use of a 

questionnaire because this sub-population is scattered and it would save on the 

costs if the instruments were po_sted to the respondents. (See appendices for a 

sample· of the questionnaire used for the study). 

4.3.1.2 Audio tape recorders. 

troubled employees on P Fefe 

This undertaking resulted i 

information was missed during the interviews. 

e EAP practitioners. are 
nts and ensured that no 

The tape recorders were used with the permission of the respondents to capture 

qualitative data. During the process of data analysis, the cassettes were replayed 

in order to retrieve the desired pieces of information. 

4.3.1.3 Structured Interview Schedules. 

Structured open-ended questions were designed by the researcher to guide in-

depth interviews with the respondents. Before interviewing the respondents, the 

researcher first obtained some background information about them. The 

researcher had to make sure that the interviewee understood the purpose of the 

study. The researcher always began the interview with the more obvious 

questions and then the more sensitive ones came later. The researcher opted to 
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use interview schedules because of their high response rate and more so, the 

ability to clarify some questions and probe for the unspoken. (See appendices for 

the samples of the interview schedules used to collect data) . 

4.3.1.4. Note Taking. 

This technique involved the researcher taking personal notes using a pen and 

notebook during the face-to-face interviews. The researcher made notes on 

some of the observations, and ot e-F~tt:~~~-~ Hfl'r-e mation. The notes were taken 

to facilitate further interpretation o d in the structured schedule. 

4.3.1.5. Data Triangula • •iversity of Fort Hare 

feature that puts together both qualitative and quantitative approaches. The main 

reason . for applying triangulation is to ensure cross validation among data 

sources. There are different types of triangulation but the researcher chose data 

triangulation for purposes of this study. Information regarding the implementation 

of the programme was solicited from four major sources. These were the 
. . 

supervisors, EAP practitioners, employees, and the immediate family members 

of those employees. This was done to support the reliability and hence the 

validity of the findings. 

Stead (2001: 135) is of the view that interview reliability is boosted if those 

interview schedules are used in a pilot study. This will determine if the 

participants understand the questions. The researcher conducted a pre-test of 
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the instruments with data sources specifically EAP practitioners, the supervisors 

and the employees of the Department of Agriculture. This undertaking was 

carried out in order to ensure the reliability of the results of this research project. 

4.3.2. Population used for the study. 

According to De Vos, (1998: 190) population is a term that sets boundaries on the 

study units. It is· the collection of objects, events or individuals having common 

The population for this study inclu 

Agriculture in the Eastern Cape P o 

with either personal or work-relate 

of their family member were-i T r h 
Ill V fSl 

those employees and the E a 

were also part of the population. 

studying (Mouton, 1996:134). 

orking with the Department of 

public of South Africa troubled 

ferral. The supervisors of are 
·«~~U!ltmr1oyment of the department 

For further clarification about how this programme operates, the researcher took 

time to have discussions with some of the key decision makers in the department 

as well as the EAP service providers on contract. Although these did not 

constitute a direct part of the population for this research , the researcher would 

like to acknowledge their input on explanations concerning the EAP models that 

are currently in use in the public sector. 

Records from the Department of Agriculture indicated that there were 

approximately one hundred and twenty six employees with their family members 

who were utilising or had utilised the Employee Assistance Programme. There 
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were an unspecified number of EAP practitioners employed by the department. 

The aggregate number of the population involved was approximately one 

hundred and fifty. 

4.3.3. Size of the sample studied. 

De Vos (1998:191) defines a sample as a small portion of the total set of objects, . 

events, or persons, which togeth 

and Schumacher (1997:401) poin 

sample size and then continue t 

For proportionate representation, e 

used a sample of 48 res~,UJUeot~ 

subject of the study .. McMillan 

searchers propose a minimum 

a pie as the study progresses. 

ost effectiveness the researcher 

~t·jrt ·tlJners, 16 employees 

on EAP referral, 16 immedi~-'"fR'IPAn•~ 1::1.ri<'l.b:~ QRIF1L'll"l.v1mmediate supervisors for 

the troubled employees. This number was arrived at having considered the 

approximate population under study and the availability of resources. 

4.3.4 Procedure for selecting the sample. 

As indicated above, the population for the study was not uniform as it was 

characterised by various sub-groups. Therefore, in selecting the sample the 

researcher considered a proportionate number of respondents to represent each 

category of people in the actual sample using percentage margins. 

Non-probability purposive sampling was used in determining the representatives 

to the sample. Singleton (1988) explains that purposive sampling is based 

entirely on the judgement of the researcher, in that a sample is composed of 
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elements that contain the most characteristic, representative or typical attributes 

of the population. McMillan and Schumacher (1997~397) describe it as picking 

out information-rich cases for in-depth study. Using the knowledge of the EAP 

service providers and practitioners, the researcher made judgement about which 

subjects were most likely to provide the best information to address the purpose 

of the research. 

4.4 Techniques used in Data Analysis. 

As indicated earlier on, both the ~:»w.::a-u-\.~~I--AI antitative data analyses were 

undertaken. A qualitative analysi alysing responses from verbal 

interviews specifically Focussed r~1nu~ u,'I! ;:m s (FGD) which was one of the 

instruments that were used depended on 

logical development an ff 
A quantitative analysis was 

¥AW~H'4f-... ~••.J-\.'f Fort Hare 
eecollected from structured 

interview schedules and the questionnaire. The rating of statements was 

translated into percentages. The findings were presented in tabular form, graphs 

and pie charts. Professional assistance was rendered to the researcher from the 

Fort Hare Department of Statistics in quantitative data analysis. The findings 

were also integrated with the literature review, which was grounded in the 

Humanism Theory. 

4.5 Limitations to the study. 

This programme bases itself on the maintenance of full confidentiality between 

the EAP personnel and their clients. It matters not whether the clients are 

participating in the programme voluntarily or formally referred. 
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The many cases identified in the study included ill health, incapacity, excessive 

absenteeism and poor performance. A number of potential participants opted not . 

to participate further after the initial pilot study. Understandably, there was fear 

that their confidentiality, which had been assured prior to their participation in the 

programme, might probably be compromised. This was despite assurances by 

the researcher to the contrary. This limitation may have affected how far the 

researcher was able to generalise the conclusions in this study. 

4.6 Ethical procedures. 

Strydom (2000:24) defines ethi 

suggested by an individual or a g 

moral principles, which are 

e tly, these are widely accepted, 

conduct towards experi • of Fort Hare 
Together in Excellence 

This section unpacks details about the measures that the researcher took to 

make sure that this project adhered to ethical guidelines. Hofstee (2002:118) 

suggests that such ethical concerns encountered during research may include: 

• Informed consent 

• Violation of privacy 

• Actions and competence of the researcher 

Each of these aspects is dealt with in detail here. 

4.6.1 Informed consent. 

This implies serving the potential subjects with adequate information on the 

purpose of the investigation. The methods and procedures used for the · 

investigation, merits and demerits of the study, the credibility of the researcher, 
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and all the necessary information that the respondent may need to know before 

participation. Strydom (2000:25-26) adds that the emphasis about the concept of 

informed consent must be put on accurate and complete information. This will 

enable the subjects to comprehend the investigation and consequently be able to 

make a voluntary, thoroughly reasoned decision about their possible 

participation. 

Before conducting the study the researcher prepared an informed consent form 

and served it to all the potential subjects so that they could choose whether to 

participate in the study or not. 

the study for the EAP practice. The su""'-~ent reasons on the importance of the 
Univers·t f Fort Hare 

interviews or the questionna m 1 • t wer- free to take part or otherwise oge er zn xcetj ence 
were made clear: (See appendices for a copy of the Informed Co_nsent Form 

signed by the potential respondents.) 

4.6.2 Violation of privacy. 

Sieber (1982: 145) defines privacy as something that is usually not intended for 

others to observe or analyse. Similarly, Singleton (1988:454) explains that the 

right to privacy is the individual's right to decide when, -to whom, and to what 

extent their attitudes, beliefs and behaviour may be revealed . On the other hand, 

confidentiality indicates the handling of information in a confidential manner (The 

Azaliah College of -Education, 1999:87). The researcher assured the 

respondents of anonymity in the introductory paragraph of the questionnaire, and 

elsewhere during the interviews. 
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On every occasion before conducting an interview, the researcher would also 

verbally confirm to the respondents the assurance of confidentiality of all the 

information generated. 

No names were asked on the instruments to protect the identity of the 

respondents, as indicated in the appendices attached to this report. More so, 

the respondents. In a few cases 

with th is technique, the researche 

ould first ask for the consent of 

ndent did not feel comfortable 

University of Fort Hare 

De Vos et al. (2000:30) emphasise that the ethical obligation rests with the 

researcher to ensure that they are competent and skilled to undertake the 

investigation they have in mind. They further point out that when sensitive 

investigations are involved, such as research across cultural boundaries, this 

requirement is even more important. 

The nature of this study involved people with different cultural and historical 

backgrounds typical of the diverse nature of the South African society. 

Bearing this in mind, the researcher was extra careful not to make value 

judgements on any cultural aspects of any of the communities involved in the 

study. 
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4.7 Conclusion. 

This chapter dealt with the research-methodology and highlighted the procedures 

that were followed in the process of this research. Aspects discussed include 

sampling, research design, data gathering method and the instruments used to 

collect data. 

In the next chapter, the focus is on the presentation and analysis of the data 

gathered, and the final interpretation of the information reviewed. 

University of Fort Hare 
Together in Excellence 
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CHAPTER 5 

DATA ANALYSIS AND INTERPRETATION 

5.1 Introduction. 

The previous chapter elucidated how the researcher went about obtaining data 

concerned with the EAP, 

supervisors. 

This chapter of the report presents 

employees along with their 

tation of the data collected . The 

importance of this se • ,..,,.. .... ,.t,;;,,.;. ..,._ • .,..._..._,fc t Uy,,11 .. _._Ylii'irestimated. Hofstee 
Together in Excellence 

(2006: 137) calls it the heart of tne dissertation. 

The data that were collected in the study on the implementation of the EAP in the 

Department of Agriculture reviewed certain aspects of the programme. 

Particularly, it looked at the progress made vis-a-vis addressing the problems of 

the troubled employees and their immediate family members. The programme is 

a new policy. This effectively implies that its implementation has just started. This -

meant that the researcher had to collect data from a rather small sample of 

respondents on whom the impact of its implementation has been felt. The actual 

number that was willing and able to participate in this study included 6 

practitioners, 8 supervisors, 8 employees and 8 immediate family members. The 

entire sample studied was therefore 30.This gave the researcher a response rate 

of 63%. 
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The instruments used to collect this data included structured interviews, a 

questionnaire as well as Focussed Group Discussions (FGD).The fact that the 

EAP is relatively new may imply that the researcher cannot be emphatic that 

these findings are static and can never be altered. 

The data analysis was carried out using the SPSS (Statistical Package for Social 

Scientists) version 15 software. The analysis was mainly descriptive and was 

presented in the form of frequency and percentage distribution tables. The 

results were also presented graphically, using pie charts and bar charts, where 

appropriate. 

small samples involved. The 

results are presented a description of the sample of 

respondents followed b,~nL~ t~""""· .. ~nnl"'l~e. are 
Together in Excellence 

5.2 Presentation of Biographical Data-. 

5.2.1 Immediate family members: Sample description. 

Eight immediate family members were interviewed and of these, two were 

females and six were males. Their age distribution is shown in Chart 1 below and 

shows that most of them (37.5%) were in the· 25 to 35 years age group. The 

above 55 years age group was next with 25% of the respondents and the rest 

equally distributed across the age groups. 
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Chart 1: Distribution of respondents by age 
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About 10% of the respondents do not follow any particular religion and just as 

many were Apostolic and the rest were equally distributed across Anglican, 

Baptist and other religious beliefs (Chart 3). · 
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Chart 3: Distribution of respondents by religion 
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The respondents were not so high with 62.5% of them not having • 

completed matric (Chart niversity of Fort Hare 
Tt ether in Excellence 

Chart 4: Distribution of respondents by educational lewl 
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5.2.2 Immediate Supervisors. · 

Certificate 

Educational level 

Diploma Degree 

The six supervisors interviewed were black males. Half of them were between 

36 and 45 years old and the rest were older than 45 years. Four of them were 
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married men and the other two were divorced and widowed respectively. Three 

of them attend the Methodist church and each of the others is Anglican, Zionist 

and Baptist respectively. The least educated (17%) completed matric and the 

most educated (50%) have at least a Masters degree and the remainder has a 

post matric certificate and a diploma. All have at least four years experience in 

the department. About 33% of them have worked for the department for at least 

twenty years with 83.3% of them being in the administrative levels of employment 

5.2.3 Employees uti lizing the E~~,tff'lrfttfl.-ni~~ription. 

A total of eight predominantly bla tic were utilizing the programme 

were interviewed. Of these 75% n 62.5% were in the 36 to 45 

years age group and the rest were 

married and the rest e 

They were mostly of unspe iU~~~ZiQ 

62.5% of these EAP users were 

a i creed and widowed.· 

Aowed by Methodists who 

constitute 25% of the sample. The rest are equally represented between Catholic 

and Zionist. 

Their educational levels ranged from prematric to post matric and diplomas 

distributed as shown in the bar chart below. 62.5% of them had at least 16 years 

work experience. 
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Distribution of respondents by educational level 
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5.2.4 EAP Practitioners: Sampl 

Certificate 

Educational level 

Diploma 

25 years and mostly single (75%). ~ n,~,,.- came from different religious 

denominations and had I w1 a alf of them having at zn ce nee 
least a first degree. Their work experience ranged from at least one year to at 

most 20 years. 

5.2.5 Summary of findings on biographical data. 

Generally, there are more females than males in society. However, the 

researcher made a unique observation regarding gender in the sampl~ under . 

study. This was that the population among the employees and their immediate 

family members who are utilizing the EAP services were almost 75% males. This 

may probably suggest that men are more prone to personal problems that 

militate against their performance at work than their female counterparts. 

However, since the males outnumbered the females in their use of the 
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programme, there may still be some work to do for the relevant authorities to try 

and balance the scales possibly by further advocacy of the programme. 

The _ respondents specifically among the supervisor, practitioners, and the 

employees are well educated which gives the researcher confidence that this 

factor would help in enhancing quality in this study. 

Most of the respondents were siblings (37.5%) of the concerned departmental 

predominantly black_ (87.5%) and 

The chart that follows depicts th amilies of the employees who 

participated in this stu 

employees. Together in Excellence 

Although the immediate families who were willing to participate in the study seem 

to be positive about the services that the departmental EAP offers, the 

researcher did not detect much effort from the department in marketing the 

programme to them. Understandably the budget allocated may not be able to 
. . 

stretch that far. The researcher is also of the view that the primary responsibility 

of involving this category of respondents should rest with the employees. 
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Chart 6: Distribution of respondents by relationship to departmental employee 
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University of Fort Hare 
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counseling follow-up systems, the programme's publicity and marketing, and how 

its monitoring and evaluation are carried out. 

Below are the findings of the study illustrated. 

n=6 

informal discussion leafle1s/fly ers staff meetings induction/ orientation 
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The above findings seem to suggest that the Department of Agriculture has in 

place a variety of systems of orientation of its employees to the EAP. The 

methods that the department uses to communicate EAP services to the 

employees and their families include informal discussions, posters, workshops 

and others depicted above. 

In all events, employee education, as well as the orientation of management and 

union representatives is crucial. These seemed to the researcher to be some of 

mentation of the programme. 

The study also revealed that train" ucation programmes are used 

University of Fort Hare 
Together in Excellence 

5.3.1 Policies governing implementation. 

To verify the EAP staff familiarity and knowledge of policy documents and legal 

framework at the Department of Agriculture, the researcher conducted in-depth 

individual interviews with the practitioners. 

This study investigated preparedness at three different levels: policies and legal 

framework for the EAP, implementation systems to oversee the process, and the 

capacity of the personnel. 

The researcher conducted and on-spot check as well as interviewing the 

practitioners on the existence of those policies and legal framework. These had 

been pointed out by EAP experts as indispensable for the programme's 

implementation. The findings are presented in Table 1 on the following page. 
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The preparations for the delivery of the programme's services according to 

Liebenberg (2002: 18) would involve having the appropriate policies and 

procedures as well as putting the supportive administrative functions into place. 

Lienberg further explains that the policies and procedures should identify how the 

individual is referred by management or a union representative. This is not to 

forget that individual employees and their family members can also use the 

programme voluntarily. The administrative functions include the determination of 

the physical location, the record-ocei8Dlina:~ s:1tenrs, and others. The researcher 

had these in mind while inves aredness of the EAP in the 

Department of Agriculture before 

Table 1: Spot check f 

Together in Excellence 

Particular Document(s) Available Not 

Available 

1. National EAP policy 

2. Provincial EAP policy 

3. Departmental EAP policy 

4. EAP-procedural statement 

5. EAP practitioners Training 

Manual 

6. Supervisor's Training Manual 

7. Other Legal Support Documents 
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The findings depicted in Table 1 above seem to indicate that the Department of 

Agriculture had in place at least 71 % of the necessary documents. These are the . 

national, provincial and departmental EAP policies. The procedural statement is 

also already in place. Howev.er, the practitioners' and supervisors' training 

manuals were unavailable. 

The findings of the spot check were supported by the EAP practitioners when 

interviewed on the issue. The researcher took time to check on these documents 

mainly because the department' 

One of them explained that "Th 

meant for setting standards and 

d' concur on their importance. 

olicies on the programme are 

5.4 Presentation and a'!J ..... ~.,..,,.._.,..,'"'"~"'"",,,.. . ....,. !N":~~---ni .... .t-... GJ·-i~1 r-~ 

_This study set out to look at tl'lel!itij~(jfl' sonnel in the Department 

of Agriculture in terms of helping the employees to manage the negative effects 

of the latter's personal problems. The objective was to find out how they can be 

able to enhance the work environments thereby improve the employees' work 

performance. The findings below address this task. 

5.4.1 Supervisors. 

The EAP provincial policy for the Eastern Cape does indicate that the training of 

supervisors in the applicability of the programme is one of the core functions. 

Asked if they had received any form of training from the Department, the majority 

of them answered in the affirmative as the chart below indicate. 

83 



 

 

Chart 8: Pie chart of EAP training 

University of Fort Hare 
Two thirds of the immediat them have received two 

weeks training. The remainder report having attended a few days training. 

33% 

Chart 9: EAP training duration 

One week 
33% 

The durations of the training may seem short according to the chart above. 

However, the researcher would like to point out that the supervisors indicated 
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that they maintain regular ongoing contact and short courses with other EAP 

professionals. 

According _to . them training mostly covered the programme's policies and 

procedures (75%) and motivations for referral. The researcher would like to add 

here that some respondents in this category rated high the importance of early 

identification of impaired performance as an important theme covered during 

training. 

-adequate (50%). 

Satisfactory 
33% 

University of Fort Hare 
Together in Excellence 

Adequate 
33% 

The supervisors' evaluation of the training they received above seems to indicate 

that the majority of them deem the EAP training as satisfactory and adequate. 

This seems to suggest that the supervisors tend to view the programme as a 

welcome additional intervention to normal supervisory procedures in addressing 

work performance problems. 
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The researcher wants to point out here that the supervisor is in contact with 

employees daily, therefore training supervisors would be a good investment for 

the programme.This is because they would be in an even better position to 

identify the prob_lem employee. It is also to be considered that supervisors are 

performance managers in one form or the other. Therefore, they are in a position 

to clearly observe deteriorating job performance of the employee. 

The findings on the following chart are suggestive that the training themes of the 

supervisors range from the prog 

make referrals : 

Policy 
50% 

nd procedures to motivation to 

es 

a ~ ne 

The supervisors training seems to be in line with the EAPA SA standards that 

points out that the objectives for supervisory training should include the 

clarification on their role in the assessment of poor performance and the referral 

process. This will enhance the functioning of the programme in the department. 
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5.4.2 EAP Practitioners' capacity to deliver the EAP. 

Seventy five percent of the respondents have received some specialized form of 

_ EAP training and the others did not respond to this particular question. The same 

percentage as above had previously worked as social workers or personnel 

officers. About 60% of them became EAP practitioners after a short EAP focused 

training over 3-4 days or experiential training. Half of them hold an EAP 

practitioner's certificate while the rest did not have any formal qualification 

specifically aimed at the progra .... ,.---...,., • • ers besides the short training 

course. 

The practitioners in the Departme 

professional EAP erg 

EAPA was given as 

re indicated their participation in 

port and collegiality. 

attend EAP related 

conferences and training programmes in order to increase their capacity to 

deliver the programme's services to its beneficiaries. 

5.5 How the provision of EAP services has affected the productivity and 

performance of the troubled employees. 

The study sought to examine the relationship between the programme and 

employee productivity. The researcher reiterates here that employee health and 

wellness are important in ensuring that the department's productivity goals are 

met. 
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5.5.1 The Practitioners' opinions. 

Regarding how the programme has impacted on the job performance trends of 

the employees who have utilized it, most of the practitioners believe that the 

EAPs have had a very positive (50_%) to somewhat positive (25%) impact on the 

job performance of the beneficiaries. The rest of the practitioners believe it has 

had some negative impact, though. 

The practitioners are in the "driving seat" of the EAP, because they ought to 

conduct an ongoing evaluation 

further and said that"the majorit 

reported by the supervisors and 

to have successfully facilitated the 

. The respondents elaborated 

re has been a positive impact 

. The practitioners also reported 

f some troubled employees. 

University of Fort Hare 
5.5.2 The Supervisors' opi i1--~r1Lia;.ne-~A;µ..fi:Wifllt'At~uctivity. 

The supervisors were asked to rate their supervisee's performance at the time 

they were referred to the programme and after. This was carried out to test 

whether the programme actually boosted productivity among employees. Below 

are the findings. 

Satisfactory 
33% 

Chart 12: Pie chart of performance before referral 

Unsatisfactory 
33% 

Very unsatisfactory 
34% 
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The role of the supervisor first and foremost is to detect · deteriorating 

performance when measured against the expected levels. The researcher found 

out in this regard _that the supervisors may have made the job descriptions and 

the standards for performance available to the employees of the department _but 

the employees seemed unclear about these issues. 

It seems to the researcher that a good prognosis to the referred employee by the 

practitioner may lead to improved work performance which in turn may lead to 

ployee. The pie chart below 

illustrates this point 

University of Fort Hare 

No change 
17% 

Worse ogether in Excell 
17% 

Slightly improved 
17% 

All respondents agree that the people referred to the programme would have 

been showing signs of unsatisfactory performance in the execution of their duties 

through lack of concentration and absenteeism. While there was a general 

agreement that there was improved performance after an employee's attending 

EAP sessions, about 16. 7% of the respondents witnessed no change at all or 

witnessed a worsening of the situation (16. 7%). On the question of evidence of 
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the effectiveness of the EAP, 50% of the respondents say they have not seen 

any benefits as yet and the remainder cited reduced absenteeism (33%) and 

reduced errors (17%) as evidence of the effectiveness of the programme. 

The pie chart that follows testifies these findings. 

33% 

Chart 14: Evidence of EAP effectiveness 

Less error 
17% 

of Fort Hare 
Together in Excellence 

None 
50% 

5.5.3 The Employees' opinions on the EAP and Productivity. -

The employees were asked in which ways the utilization of the programme 

contributed to their efficiency at work and this is how they viewed this 

contribution. The findings to this effect are reported on the next page. 
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Chart 15 
Impact on efficiency at work 

Productivit 
57% 

Most of the respondents have e 

(62.5%).The response here doe 

done by the department. This is s 

Punctuality 
43% 

ployee Assistance Programme 

ork of the advocacy that was 

employees who did involve their 

results. Together in Excellence 

No 
25% 

Chart 16: Pie chart of familiarity with EAP 

Other 
13% 
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34% of them got this information from newspapers and departmental 

newsletters/magazines and the rest heard of the programme from relatives (33%) 

and other unspecified sources (33%). 

Chart 17: Pie chart of sources of EAP information 

While most respondents had hea 

utilized to its fullest extent yet. 

Newspaper 
17% 

Newsletter 
17% 

s, only 37.5% of them ever used 

Many reasons could explain this phenomenon. This study does detect that when 

the assistance is offered according to a structured program, there may be an 

unfounded fear that it will lead to punitive measures against the troubted 

employee. -

As such, the researcher proposes that the service could be offered in an 

unstructured way sometimes. This too could be an indication that some of the 

beneficiaries need more clarification on how the programme is supposed to be 

beneficial to them. As one respondent pointed out, what the Department has to 

do in order to improve the programme is" to explain more about its scope in 

helping people." 
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The findings here also talk to the specific models that the department uses to 

meet the specific needs of its employees. These may need review on the part of 

the EAP staff so that more ideal and suitable models could be identified to the 

enhancement of an effective service to the beneficiaries. 

Data were obtained on the accessibility of services to the employees and the 

following chart points out the findings. 

Once 
25% 

Chart 18: Frequency of use of EAPs 

At least twice 

t!Ti~--A.:!:-!,.4-A~-R are62% 

Together in Excellence 

The researcher is of the view that the physical location of the offices of the EAP 

in the Department of Agriculture could well be one of the major determinants of 

the degree of support for the programme. The researcher has contrasted it with 

the well placed and sectuded EAP offices for the Department of Education. Most 

people would rather . not have their problems detected at their • places of 

employment by their colleagues. 

82% of those who have made use of the services were referred by supervisors 

and the rest by relatives. 

The interesting findings on the types of referrals for the employees suggest 

vehemently that some of the respondents' relatives do actually value the 

programme as an important source of help for their troubled family members. 
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5.6 Post-counseling and follow up systems. 

The researcher conducted an in-depth Focus Group Discussion with the 

supervisors of the employees utilizing the pr_ogramme, and the EAP practitioners 

to collect their views on post-counseling/follow up systems. The findings are 

discussed below: 

Table 2 showing follow up systems. 

n=14 

University of Fort are 
Linking the employee to com 

area. 

Periodic review of employee after EAP sessions. 5. 

Periodic visits to employee/family after EAP 1. 

sessions. 

Keep on-going relationship with employee. 10. 

Not done follow-up. 4. 
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The practitioners seemed to suggest that depending on the kind of client they 

see, follow ups can sometimes be very challenging. One practitioner lamented" it 

is all about showing commitment and meeting each other half way". 

Unfortunately, relapses do actually happen. In such a case, the practitioners may 

not have much in their power to do because the programme is voluntary. 

However as one practitioner put it, "In cases of relapse, new referrals may have 

to be made to maintain the positivistic approach of the EAP, and sometimes for 

the good of the client". 

5.6.1 Reasons for employees' u ilii~~UiQ~ 

The reasons for attending were b 

(12%) and other perso :.e.ti«~111~~ewould not discus this 

point very deeply due to thedf@Qlet~~Jci>fl ~ltfBffa.1,rfwt1~ mentioned elsewhere in 

this presentation is a cornerstone of the programme. That being the case 

therefore, the EAP personnel in the department could not give any personal 

information of anyone receiving assistance. They rightfully pointed out that this 

research report should be made available to the respondents who would be 

interested when published, and hence there was a need to safeguard against 

any possible embarrassments. 

However, certain psychosocial problems are being dealt with at the department. 

These include: dependence on alcohol and drugs (both legal and illegal), social 

problems, communication problems, behavioral problems, impaired family 

relationships such as conflict in marriages, financial difficulties, as well as legal 

problems. 
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The chart that follows gives the findings of this study in that regard . 

13% 

Pie chart of reasons for joining EAP 

Personal 
13% 

Financial 
12% 

Bereaverrent 

It is the observation of the researc e work related problems such as 

redeployments current! 
To e her in xc ll nee 

were not referred to by the resp n ents in t e s u y. 

5. 7 The Practitioners opinion on the counseling types offered. 

The practitioners on the other hand indicate that the majority of their _clients do 

have challenges of alcohol mainly. The researcher had pre-tested the 

instruments on a similar population in the department and had obtained the same 

reflection of the practitioners. However a number of respondents among the 

employees who participated in the pre tests opted out of the study and those that 

remained gave a somehow different view. The statistical attrition of the 

respondents could therefore explain the discrepancy. 
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Pie chart of counseling types offered 

l'v1arriage 
13% 

Legal issues 
13% 

The records kept by the practitio 

meticulous. The researcher learn 

best practice model that is emula e ! 

the OTP. The researcher views 

programme's benefits t 

Depression 
12% 

Alcohol 
62% 

e of this study that they are a 

rtments and acknowledged by 

endorsement of the 

Together in Excellence 

5.8 The EAP and the betterment of the employee's private lives. 

The EAP is supposed to be successful in terms of offsetting its financial 

parameters through rehabilitation of its troubled employees as the general trend 

looks at offering treatment to troubled employees to be cheaper than the 

dismissal, retraining and replacement of employees. The employees were asked 

if the EAP were not a mere wastage of the tax payers' money and to categorize 

the EAP services. 

The study did confirm the existence of job productivity problems associated with 

employees such as family and legal concerns. The EAP is a work-based 
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programme and the researcher therefore wanted to establish if there could be 

any correlation of this service and the finding of solutions to these concerns by 

the employees 

The reaction of the employees to this probe is reported in the Chart that follows. 

Helpfulness of EAPs 

niversity of Fort Hare 
Together in Excellence 

better 
50% 

Half the respondents gave it a thumbs-up sign because it had successfully 

assisted them. In the words of one of the respondents, "I had so many debts from 

the banks and the cash loans but the EAP taught me about the consolidation of 

my debts with a single debt". The researcher adds that in EAP as in any other 

form of counseling, the attitudes of the people may either block or reinforce the 

effectiveness of the sessions. It is therefore imperative that the person on referral 

gets into the programme with the right attitude. 
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Chart 22: Pie chart of reason for attending EAP sessions 

Depression 
13% 

Bereavement 
25% 

Other 
13% 

Not applicable 
49% 

The initial feelings before attendi 

and mixed (50%) . 

were those of keenness (50%) 

C 

Mixed 
25% 

25% 

Together in Excellence 

Yes 
50% 

However, the feelings after attending the EAP were equally divided between very 

positive and somewhat positive. 
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Chart 24: Subsequent feeling after EAP sessions 

Somewhat positive 
13% 

25% 

Not applicable 
49% 

To about half the beneficiaries of the EAP felt that it was very helpful and the 

other half feels it was not th 

acknowledge that EAPs have be n 

Universit 

Not helpful 

25% 

o t 12.5% of the respondents 

Not applicable 
50% 

5.8.1 The employees' immediate family members. 

This was a minor target sub-group in the study that the researcher included in the 

study with a view of ensuring that the different segments of the population 

utilizing the EAP acquire sufficient representation in the sample. The researcher 

feels that they added value to the study in many aspects. 
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From this category of respondents, the researcher discovered that only 37%of 

them ever used the services. The findings seem to suggest that the majority of 

the respondents did not use the programme, and ·even those who had used the 

programme had done so only once. 

The recurring theme here is that the family members who utilized the EAP were 

mostly counseled for trauma. To some, the benefits are clear, as one respondent 

remarked:"After our house burnt down, my daughter was so upset and helpless. 

She was worried about me, but the EAP intervened". Some family members 

Table 3 showing opinions on the of the EAP 

Table 3: Helpfulness of I t 
To ether in Excellence 

Feeling Not applicable Very helpful Not helpful 

Percentage 75 12.5 12.5 

5.9 Chapter summary 

The foregoing chapter presented and analyzed the data that were collected with 

the aid of mainly Focused Group Discussions (FGDs), and interviews. The data 

were collected from four different categories of respondents namely employees, 

their immediate family members, EAP practitioners and supervisors in the 

provincial Department of Agriculture in the Eastern Cape. 
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The data were gathered to establish the systems in place to oversee the 

implementation of the Employee Assistance Programme in the above mentioned 

department, and to look at the capacity of the EAP functionaries there. The 

effects of the programme on the departments' productivity as well as the benefits 

to the beneficiaries were also interrogated. 

From the data gathered, the following information was established: 

• The systems to implement the EAP in the Department of Agriculture of the 

Eastern Cape provincial a . 

• as orientation, marketing, 

out. 

already in place. Aspects such 

programme are being carried 

• The capacity of tu,Q,....,.in-, n \f'l~~,~'"'-ir, ~~: "".:1'·1=c1mec1J.1C1llTV- practitioners and the 

supervisors is being iflct'8al!e'cr--, ~nL-art.fdiWr'i'.t' £meet the demand for EAP 

services. Capacity building is carried out through various means that 

include training. 

• The case management approach, strength-based counseling and other 

constructive approaches of the EAP are taking place in the workplace. 

These . may provide some positive results in terms of job efficiency and the 

betterment of employees' private lives and those of some of their 

immediate family members. 

The next chapter concludes this study. 
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CHAPTERS 

CONCLUSIONS AND RECOMMENDATIONS. 

6.1 Introduction. 

This inquiry looked at the Employee Assistance Programme in the Department 

of Agriculture in the Eastern Cape Province. It attempted to ascertain the value it 

generally to the department as a 

brief section of the discussion of the~tauon~mip of Humanism to this study will 

follow before the final cn,:,(f"!'Jl ll!CU'l _rsity of Fort Hare 
Together in Excellence 

6.1.1 Modern Humanism relies primarily upon reason and science, democracy 

and human compassion. (Edwards1989:1). Proponents of this theory include 

Abraham Maslow with his famous hierarchy of needs. The argument holds that 

man must strive to better himself always as a lifelong commitment. It calls upon 

the rationale for living life joyously and an overall sense of purpose. 

The programme's execution serves the personal, and where possible, the social 

needs of the employee. Humanism teaches us that we have to act to take 

responsibility for the kind of world and the circumstances in which we live. We 

must constantly try to improve our lot by attempting to reach a higher need. It is a 

continuous and lifelong calling. The programme is in line with this philosophy 

when it assists troubled employees and their families to use all their faculties by 
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offering them counseling to try and get them back to their good ordinary lives 

from where they can again continue to strive for higher needs. 

The programme's intentions are in • line with today's enlightened social thought 

on the public sector scene in South Africa. There is an open approach to solving 

social problems such as alcoholism in the workplace, and this approach allows 

for the testing of new alternatives. 

rather assists troubled employe s 

relish the adventure of living in a 

are just that-human beings! 

o sibility for their own lives and 

University of Fort Hare 
The employer has to realiz t t-1:"~-:--"'"v /""'~ ' .... ~· .. "~""w--1ay at some point in their 

lives face challenges that may even militate against their attempts to excellent 

performance at work. The programme views counseling and therapy from the 

standpoint of Humanistic Psychology. The chairperson of EAPA lkhala Branch 

summed it up when she said that," the counseling centers on the client's capacity 

for self-direction and understanding of one's own development." 

Humanism views a person under stressful conditions to be moving towards 

regression unless such challenges are addressed timeously. (Edwards1989:8). 

Therefore, when an employees' career and family tend to be falling apart, the 

EAP, like Humanism, treats such problems as challenges that demand solutions. 
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6.2. Conclusion 

The EAP introduced in the public sector of South Africa could not have come at 

a better time. To begin with, South Africa's miraculous transition to democracy 

after 1994 brought with it an unprecedented culture of human rights never 

witnessed in all her history. The values of the philosophy of "Ubuntu" that 

emphasizes human dignity irrespective of one's race came to the forefront in 

both public and private life. Regrettably, with these freedoms sometimes comes 

some irresponsible behaviour like alcohol abuse. The government was left with 

an obligation to look after her rt}tt-ett~ ~~~ nctionaries in line with her 

championing the issues of hum 

continent and beyond. 

The strides made to d t 

reveals that more has to 

benchmark this model among the best elsewhere. 

ignity throughout the African 

"-' 11'~""~ ........ ging but · the study 

of Agriculture is to 

In line with the findings and 

conclusion to the study, the researcher recommends the following steps to be put 

in place to reinforce the work of the EAP to its intended levels. 

6.3 Recommendations 

6.3.1 From the Practitioner's perspective, it seems imperative that the 

Department of Agriculture has to increase their capacity so as to enable them to 

meet the high demand for their services. 

The researcher found it very hard to access the practitioners for interviews 

because they seemed to be almost overworking all the time. If it was not an EAP 

session, it had to be conducting training or an employee wellness workshop and 

105 



 

 

so on. It seems to the researcher therefore that at present, the demand for the 

programme's services in the Department of Agriculture is greater than the supply. 

6.3.2 There also seems to be a great need for supervisors as well as union shop 

stewards to receive further training on using the EAP as a performance 

management tool. 

6.3.3 The study clearly found an overwhelming need of reinforcing the marketing, 

recommendation is that there is a rr 

programme and its services, activ"ti 

very little knowledge of the 

members of the employ 

s . employees' knowledge of the 

and inform their families about the existence of this important resource for them. 

6.3.4. The Management of the Agriculture Department should seek means that 

can increase familiarity and comfort with the planned operations and to enhance 

acceptance and use of the service by employees, managers and labour 
. . 

representatives. The latter would be a very advantageous marketing tool. This is 

because, as it has been indicated elsewhere in this presentation , the South 

African work place is highly unionized. It's time the unions are motivated to fully 

embrace the benefits of the programme and thereby turn to advocating it among 

their followers. 
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Union influence should play a big role in getting buy-in of their members within 

the bargaining unit to influence and use the programme's services. Union 

involvement ought to be used as physical evidence that the unions are satisfied 

with the services provided to its members. Therefore, the researcher 

recommends that trade unions themselves need continual motivation from EAP 

personnel for them to help maintain employee involvement in the programme. 

marketing plan that could be a di 

The distribution channels establ s 

terms of what they value and where 

y clearly defined and efficient. 

et the employees' needs in 

University of Fort Hare 
At present, the EAP service 

Bhisho. However, they tended to fade as the researcher moved towards the 

outlying districts such as Umtata and Kokstad. Accessibility to the programme's 

activities should therefore relate not to just physical accessibility but to other 

means of communication and contact as well. 

. . 
6.3.6 There is no clear visible service development plan for the programme in the 

Department of Agriculture. It is very important that as the programme develops 

its services, there must be assurance of resources and the capacity to run it. 

6.3.7. While the researcher vehemently denies being a sexist but acknowledges 

being gender sensitive, he couldn't but notice the overwhelming domination of 

the EAP personnel in the Department of Agriculture by females. This does 
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contrast with the Departments of Health, Public Works, as well as the Treasury 

where males are also represented among the programme's personnel. 

Noticeable also was the fact that all the supervisors in this department who 

participated in this research project were male. There is probably a need to 

address gender representation in this regard so as to embrace the notion of 

gender equity that is quite high on the agenda of the new political dispensation in 

South Africa. This will, in the humble opinion of the researcher, complement and 

legitimize the EAP in the eyes of all its intended beneficiaries. 

6.4 Suggested areas for further t 

The EAP and Employee Wellbei g 

public sector in South Africa. T 

be investigated. Howe 

projects in its path. Such id 

·l:ffll'liouts 1s a relatively new field in the 

lot of ground that still needs to 

potential research 

~W~tl~tl;!d along the way include 

whether there are enough mechanisms in place to prevent the abuse of the 

programme., logistical arrangements, protocol reviews, and a closer look at the 

approaches that are used in the provision of these services. 

In general terms, factors that can reinforce or militate against the sustainability of 

the programme could further be studied. Comparative studies involving other 

provinces would also be beneficial to the Eastern Cape. 
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APPENDIX II 

AN INTERVIEW SCHEDULE FOR THE IMMEDIATE SUPERVISORS OF THE 

EMPLOYEES ON EAP REFERRAL IN THE DEPARTMENT OF 
AGRICULTURE IN THE EASTERN CAPE PROVINCIAL ADMINISTRATION 

Dear respondent, 

I am a student .of the M.A Public Administration Programme at Fort Hare 

University conducting an evalu ·- ~ f the Employee Assistance 

Programme in your department ._____..._.,.........__ f this study is to review the 

implementation of the programm ~•~11 t e progress made vis-a-vis the 

personal/work-related problems th~~~~lmii~b'the employee. 

Please do assist in making this stu\..nl-a--ouccess by answering the following 

questions. You do not h ation solicited will be 

treated as confidential and o 19~:MlJEfflristll~lgijt 

SECTION A (PERSONAL DATA) · 

Instructions 

Put a tick in the appropriate box. 

1. • Sex of the respondent. 

a. Male........... .. ..... ....... ... .. .... ............ .. ... ................. . ... C:=J 
b. Female.. .. ... .. ..... . ... .... ... .. ...... .......... ... ......... ..... .... .. ..... C:=J 

2. Age bracket of the respondent. 

a. Below 25 years of age ... ...... .. ... .... ............... ............ C:=J 
b. Between 25 and 35 years ... ........ . .... .............. ..... ..... ·C:=J 
c. Between 36 and 45 years .... ... ...... .. .. ... . ........ . ........ . .. C:=J 
d. Between 46 and 55 years ..... .. ........................... ...... ·C:=J 
e. Above 55 years ... ... ..... . .... ... .... ...... . ..................... ... C:=J 

3. Marital status of the respondent. 

a. Married ... ..... . ..... .............. ... .. ..... ........ ................... C:=J 
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b. Single .................................................................. .CJ 
c. Divorced ....................... • ................ ························e==1 
d. Separated ..................... ............. ................... ......... C:J 
e. Widowed ...................................... . ........................ C:J 

4. Race of the respondent. 

a. Black ............................... ......... ..... ...................... 'c=J 
b. Africana ................................... . ............. ............... C:] 

c. Indian .......................................... ........................ ·C:J 
d. White ..................................................... .............. C:] 

If others specify------------------ - -- ------------ - ---------------------------------
5. Religious affil iation of the r~~ll~M 

a. Roman Catholi I!::::~~==::~, .................. ...... ....... C:J 
b. Ang lican................... . ........................ .. ... ....... .. CJ 
C. Mosle n·:v.ersi.ty.of.Fort .Hare ... .............. C:J 
d. Zionist. ..... Tage.the.r. in.E.x.Ge.lle.JJ..C:~ .......... .............. e==1 
e. Baptist ...................... .. ............................ .............. e:J 
f. Methodist ................... ...................... . ............ ... ... . ·e==1 
g. Apostolic ............................... .. ..... ...................... ... CJ 
h. Others .................................................................. CJ 

If others please specify-----------------.. ------------------------------------------
6. Highest level of education attained. 

a. Below metric ................................... . ............. ...... .. ·CJ 
b. Completed metric ........ . ................. . ... : ......... ..... ...... CJ 
c. Certificate from tertiary college... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . C==1 
d. Diploma ......................................................... .... ... C:J 
e. First degree ............................................. _ .. ........... ·C:J 
f. Masters degree and above ....................................... C==1 

7. Period that the respondent has worked in the department 

a. Less than a year ................... .. .... ..... ... ... .............. . ...... C:J. 
b. One to three years .................... .. ............................ . ... C==1 
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c. Four to five years ... .. . .... .. .... ... ...... .......... : ..... ........ ..... .. CJ 
d. Five to ten years ...... ...... ... .... ... ... ... .. ... ..... . ....... .. .......... B 
e. Ten to fifteen years .. ...... .. .......................... .. ...... .. .. .. .... .. 

f. Sixteen to twenty years ........... . ... ..... ..... ... .... . ... .... ......... . CJ 
_ g. More than twenty years .... .. .... .. ........ .. ...... .. .. .. ...... .. ...... .. ... .CJ 

8. Which section are you attached to? 

a. Accounts------------------------------------------------------------------- CJ 
b. Administration------------------------------------------------------------- CJ 
c. Animal res ea rch-----------------------------------------------------------C:=J 

d. Pest and disease c n -- .JI -4 --------------------------------CJ 
e. Crop research------- ---- ----------- --- --------------------------------CJ 
f. Animal husbandry-- - rn 'N - _______________________________ ..c=:J 

TUO LUMEN 
g. Crop husbandry------1.l~~~~~J...! 

h. Others (specify)----------- ------- --------------------------------------CJ 
__ University of Fort Hare 

SECTION 8 (SPECIFIC QU ~!:!.~J.~S in Excellence 
9. Did you receive any form of EAP training from the programme in your 

department? 

a. Yes----------------------------------------------------------------------------cJ 

b. No-----------------------------------------------------------------------------CJ 
10. If your response is YES to the question above how long was the training? 

a. Less than a week---------------------------------------------------------.CJ 

b. 0 n e week-------------------------------------------------------------------'C] 

c. Two weeks-----------------------· ------------------------------------------c=J 
d. Three weeks---------------------------------------------------------------.CJ 

e. 0 ne mo nth------------------------------------------------------------------CJ • 

f. Mo re than one month . ----------------------------------------------------cJ 
11. How would you categorize the EAP training you received? 

a. Adequate-------------------------------------------------. ------------------CJ 
b. I n ad eq u a te------------------------------------------------------------------cJ 

c. Satisfactory-----------------------------------------------------------------~ 
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d. Others ( s pecify)-----------------------------------------------------------.c:J 

12. Which of the following themes / topics did your EAP training involve? 

a. EAP policy and procedural statement----------------------~--------c::J 

b. Characteristics of the impaired workplace--------------------------c=J 

c. Motivation to make referrals-------------------------------------------.c=l 

d. Impaired job performance patterns-----------------------------------CJ 

e. Importance of early identification of impaired performance----CJ 

f. Conducting job performance reviews--------------------------------Cl 

g. Confidentiality and non- unitive nature of EAP---------------- c=I 
h. Sources of help for ~a:i:l~~llS-G~b,~- ---------------------------------c=J 

i. Em p I oyee records -------------------------------c=J 

n1vers1ty o 
13. Who referred your st1f-JU4~lst'l'#f"//.Tir:t.~t~t:A'Atrt~ethe Employee Assistance 

Programme? 

a. Him/her se If ----------------------------------------------------------------c=I 
b. Su pe rviso r------------------------------------------------------------------"c=J 

c. Family mem bers-----------------------------------------------------------c=J 

d. Colleagues at wo rk-------------------------------------------------------CJ 

e. No idea----------------------------------------------------------------------.r=I 

14. If referral was done by the supervisor what was the cause of the referral? 

a. Lateness to work--------------------------------------------------C=:J • 

b. Absenteeism-----------------------------------------------------------.c:=J 

c. Always left work before time--------------------------------------------c=J 

d. A cci den ts--------------------------------------------------------------------cJ 

e. Short term disability------------------------------------------------ Cl 
f. Si ck d a ys--------------------------------------------------------------------c=1 

g. Al coho Ii s m-------------------------------------------------------------------c=J 

h. Chemical/ drug dependency------------------------------------------.cJ 
c=J 
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i. Deel i ne in performance-----------------------------------------------------

j . Lack of concentration at work-----------------------------------------.CJ 

k. Others ( elaborate )---------------------------~0:----------------------------c::J 

15. When you referred the employee to the EAP what was the basic problem 

leading to the behavior(s) noted above? 

a. Burn-out-------------------------------------------------------------------- C:=J 

b. Job Stress--------------------------. ---------------------------------------'"C:=J 

c. Financial problems i-"',_~,..,.,..., .. .,......_ -------------------------------- C:=J 

d. Alcoholism/drug a ....-------....,------,...._ ----------------- -------- C:=J 

e. Death of a loved o 

f. Depression----------

g. Marital/family proble 

h. 

i. Legal problems~~,(,,"IM,;ii,-1 

- ------------------------------- C:=J 

-------------------------------- C:=J 

--------------------------------- C:=J 
- - -- - - - __________________ C:=J 

~~lb-fe,,,(,t-t,4~lvv-------------------------.t=J 

j. HIV/AIDS--------------------------------------------------------------------C:=J 

k. New tee h no I ogy------------------------------------------------------------CJ 

I . 0th e rs (specify) ------------------------------------------------~---------_C:=J 

16. How would you rate your supervisee's overall performance at the time he 

was referred to the EAP programme? 

a. Very u n sa tis facto ry-------------------------------------------------------.c=1 

b. Un s a ti sf a cto ry-------------------------------------------------------------1=] 

c: Satisfactory-------------------------------------------------- ·--------------~ 

d. Exce I lent--------------------------------------------------------------------.c=J 
e. Very exce 11 en t--------------------· _________________________________________ C:=] 

Please e I abo rate your answer--------------------------------------------------------------------

-----------------------------------------------------------------------------------------------------
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17. How would you categorize the employee/ supervisee's performance after 

being refereed to the Employee Assistance Programme? 
a. Greatly i m proved--------".' _________________________________________________ c=J 

b. Im proved --------------------------------------------------------------------c=J 

c. SI i g h tly imp roved------------------------------------------~---------------c:::J 

d. Not ch a ng ed---------------------------------------------------------------..c=J. 

e. Worse ned-------------------------------------------------------------------C=:J 

Please elaborate your answer--------------------------------------------------------------------

18. What other observabl ve you noticed with the 

employee/supervisee to ju tfi~ U 0~f3lllleJ:m)(eness of the EAP? 

a. Reduced absenteei ---------------------------------c=J 

b. Reduced late coming---- ------ ----------------------------------------c:J 

c. Reduced ~ nn:n, ~"1.1~~~:."~ f ___________________ C:=J 
d. In creased s peE!fhl,uv•"""4;;;.,- ~""'-~&!,f,'i;;-~!,"'"""·---------------------------c=J 

e. Increased ability to meet deadlines------------------------------------cJ 

f. In ere as ed output----------------------------------------------------------- c=J 
g. Increased team work ______________________________________________________ c=] 

h. More able to work at own initiative------------------------------------CJ 

i. More able to work extra hours------------------------------------------c=J 

j. More able to work longer hours----------------------------------------c=J 

k. I n ere ased mo ra I e----------------------------------------------------------L] 

I. Increased observation of work eth ics---------------------------------c=J 

m. Others ( specify)------------------------------------------------------------.c:J 

19. Some people have noted that EAP simply offers short term relief to the 

problems troubling the employee. Do you agree? 

a. Very mu ch ag ree-------------------------------------------------------7===1 

b. Ag ree-----------------------------------------------------------------------C] 

c. Disagree------------------------------------------------------------------ c=J 

d. Very much d isag ree---------------------------------------------------_c=J 
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Please elaborate your answer---------------------------------------------------------------

20. A lot of money _ is spent by the department each year on the EAP, but how 

would you comment on the programme? 

a. Wastage of resources and not required----------------------------c=J 

b. Highly important, but poorly managed-------------------------------c=J 

c. Highly important, and well managed---------------------------------c=J 

d. A trap for non performing employees-------------------------CJ 

e. No com me nt----------------------------------------------------------------c=J 

21 . What suggestions would v~~~~~ttie department to improve EAP 

service de I ivery?-----------------------...:;~~-

Thank you for your participation 
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APPENDIX III 
AN INTERVIEW SCHEDULE FOR EAP PRACTITIONERS WORKING WITH THE 

EMPLOYEES' ASSISTANCE PROGRAMME IN THE DEPARTMENT OF 

AGRICULTURE OF THE EASTERN CAPE PROVINCE OF THE· REPUBLIC OF 

SOUTH AFRICA. 

Dear respondent, 

I am a student of the M.A Public r.Atlml~trat ogramme at Fort Hare University 

conducting an evaluation study of the EM-n,l~•'F"j:j...JAkc:ist nee Programme in your department. 

The purpose of this study is to revie on of the programme and assess the 

progress made vis-a-vis the personal/ 1 ms that are troubling the employee. 

Please do assist in making this study a ering the following questions. You do 

not have to give your name. All the informa • solicited will be treated as confidential and 

only used for study purpos .niversity of Fort Hare 
Together in Excellence 

SECTION A (PERSONAL DATA) 

Instructions for the interviewer 

Put a tick in the appropriate box. 

1. Sex of the respondent. 

a. Male ........................................................................ 

b. Female ... ... ................................................... . ............. 

2. Age bracket of the respondent. 

a. Below 25 years of age................................................ 

b. Between 25 and 35 years............................................. 

c. Between 36 and 45 years............................................. 

d. Between 46 and 55 years............................................. 

e. Above 55 years......................................................... 

3. Marital status of the respondent. 

a. Married ............................................................... .. 

b. Single ... ... ...................................... . ............... . ..... . 

c. Divorced ............................................................... . 
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d. Separated............................................................... C:=J 
e. Widowed............................................................... C:=J 

4. Race of the respondent. 

a. Black ............................................ ............... .... . .. . . 

b. Africana ................................................................. . 

c. Indian ........................................................ . ........... . 

d. White .................................................................. .. . 

C:=J 
C:=J 

C:=J 
C:=J 

e. Others ............ ; ....................................................... . C:=J 
If others specify----------------------------------------------------- • ----------------------------

5. Religious affiliation of the res0e1~fffi-s-~-...,. 

a. Roman Catholic ........ ... . 

b. Anglican................. . . . ... . .. ... ................. ... .- ........ C=:J 
IN VIDE 

c. Moslem .. ................ . . L.u~~~~ .~rMu: . .................. ............ _[:=J 

d. Z1on1st.. ................... . . . . . . . . . . . . . . . . .. ........ . ... . .... ........ .... c=J 
e. Baptist .. ......................................................... ............ c=J 
f. Methodist .. Un.iye.:r.s.ity. of .F.ort .Hare .... ............ D 

. Together in Excellence g. Apostolic....................................................... .......... C:=J 
h. Others ................................................ . ............ . ..... .... C:=J 

If others please specify------.;. ______________________________________________________________ _ 

6. Highest level of education attained. 

a. Below metric ............................................................ ···[:=] 

b. Completed metric .......................................................... [:=] 

c. Certificate from tertiary college ................................... . .. . .. c:=J 
d. Diploma ........................................................... . .. . .. . ... C:=J 
e. First degree ..................................................... . .......... c=J 
f. Masters degree and above ................................................ C:=J 

7. Period that the respondent has worked in the department 

a. Less than a year ............................................................ C:=J 
b. One to three years ...................................................... . .. c=J-
c. Four to five years ........................................ . ........ . .. . ..... C:J 
d. Five to ten years ........................................ . .................. C:=J 
e. Ten to fifteen years ................................. . ...................... C:=J 
f. Sixteen to twenty years ................................................... c=J. 
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g. More than twenty years ...................... . .... . . ............................. c=J 

SECTION B (SPECIFIC DATA) 

8. Did you receive specialized training in EAP? 
a. Yes _______________________________________________________________________ _r=:J. 

b. No ------------------------------------------------------------------------""c=J 
9. What is your previous occupation before joining EAP? 

a. Social worker-------------------------------------------------------------c=] 

b. Medical doctor-----------------------------------------------------------c=:J" 

c. Nurse-------------------- ..============.. -------------------------c:::J 
d. Workplace counselor--- -- ~--\,~~ .. ~ .J.:.-'-- --- -------------------------.c=J. 
e. Teacher------------------- - -------------------------"CJ 
f. Organizational psycho} g -------------------------,=] 
g. Others (specify). ----------..--------.,.--------------------------------------

10. Of the following wa 

a. F ormal/professionAfq a--------------------c=:J" 

b. Short EAP focused training courses e.g. 3-4 days training.----------c=J 

c. Experiential training e.g. apprenticeship-------------------------------c=J 

d. A combination of A and B-----------------------------------------------"CJ 

e. A combination of A and C------------------------------------------------c=J 

f. A combination of B and C------------------------------------------------CJ 

g. A combination of A, B, and C--:.----------------------------------------r=] 

h. Others ( specify )------------------------------------------------------------c:::J 
11. What is your highest qualification in Employee Assistance Programmes? 

a. Degree-----------------------------------------------------------------------CJ 

b. Diploma---------------------------------------------------------------------c=J 

c. Certificate-------------------------------------------------------------------c=:J" 

d. Non of the above-----------------------------------------------------------c=J 

12. Some people have said that EAP is only a temporal means in solving the employees' 

problem, but in no time the employee is facing the same problem. Do you agree? 

a. Very much agree----------------------------------------------------------.r=J 

b. Agree-------------------- ----------------------------------------------------c=i 
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c. Disagree---------------------------------------------------------------------e=J 
d. Very much disagree---------"". _____________________________________________ c=:1 

Please elaborate your answer-----------------------------------------------------------------------------

13. Like in other government departments a large majority of employees in agriculture 

are not aware of the availability of the EAP in your department. Would you agree 

with this view? 

a. Very much agree-------· -------------------------------------------------- C:J 

b. Some how agree----------------------------------------------------------- C:J 

c. Agree---------------------..-..---------------------------------------- C:] 

d. Disagree----------------- -- - -- ----------------------------..c=J 
e. Completely disagree--- -- - ____________________________ .,CJ 

Please elaborate your answer----------- -

14. What mechanisms oid employee relapse to the 

original situation aft ll'l~ i:itA'T"itr.rl.1tllJlll.1;h};i> r . ------------------------------
------------------------------ Tog ether_ in Excellence ------------------------------------

15. Which techniques do you employee to orient/educate the general employees about 

the EAP in your department? 

a. Informal discussions-------------------------------------------------------c] 

b. N ewspapers-----------------------------------------------------------------CJ. 

c. Posters-----------------------------------------------------------------------c=J 

d. Radio/TV programmes----------------------------------------------------CJ 

e. Leaflets/fliers---------------------------------------------------------------CJ 

f. Written handouts.----------------------------------------------------------c=J 

g. Intemet----------------------------------------------------------------------c=] 

h. Staff meetings--------------------------------------------------------------C:J 

i. Workshops----------------------------------------------------------------- C:J 

J. Induction and orientation courses--------------------------------------- C:J 

k. Letters to family members---------------------------------------------- C:J 

1. Notice clipped to salary slips------------------------------------------- e:J 
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m. Personal notification after identification--------------------------------C:J 
n. Newsletters---------------- · _______________________________________________ .[:=J 

o. Videos-----------------------------------------------------------------------CJ 

p. Information in internal telephone directory-------~--------------------CJ 

q. Information at normal scheduled meetings----------------------------r=L 

r. Others ( specify )------------------------------------------------------------CJ 

16. To what extent does your programme adhere to/comply with the established EAP 

policies i.e. provincial and department EAP policies? 

a. To a very high extent------------------------------------------------------CJ. 

b. To an extent------------- ------------------------------- CJ 

c. To a limited extent------ -- ----------------------------c=] 
d. To a very limited exten ----------------------------e=J . 

Please elaborate your answer------- - ,-11-1-1.,,u.iu~, ~ 

17. Does your departmeIWJ~ieV~R~~-tl.t o a:~a~1me1~/l e 
To ether in Excellence a. Yes--------------------- ----------------------------------------------------c=J 

b. No---------------------------------------------------------------------------..c=l 

ii) If yes, how do you ensure compliance with the set out procedures in your procedural 

statement?-----·---------------------------------------------------------------------------------------------

18. To what level does your department's EAP programme meet the expectations of 

those employees that come to it? 

a. To a very high extent------------------------------------------------------CJ. 
b. To an extent-----------------------------------------· ______________________ CJ 

c. To a limited extent---------------------------------------------------------c=] 

d. To a very limited extent---------------------------------------------------e=J 

Please elaborate your answer------------------------------------------------------------------------

19. How would you categorize the employees' level of awareness about the legal 

backing for EAP in your department? 
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a. Excellent------------------------------------------------------------------c=J 

b. Good-----------------------------------------------------------------------CJ 
c. Fair---------------------------------------------------- -___________________ µ 
d. Poor--------------------------------- ·--------------------------------------c=J 

e. Very poor--· --------------------------------------------------------------CJ 
Please explain your answer-------------------------------------------------------------------------------

20. What steps have you considered to raise employee awareness about the legal backing 

for the EAP in your department? • 

a. Workshops on EAP anO--l:l~:aw---~--r--------------------------e:=J. 
b. Radio/TV programmes ---"-"\.._\.__~~---,,..i_( -- __________________________ .r:=J 
c. Handouts----.; ____________ -- -------------------------"c=] 
d. Posters on the laws bac • ~~~!!i::~ --------------------------c=J 

e. Newspaper articles-------... --_-:~~- _. -------------------------.c=J 
f. Newsletters---------------------------------------------------------------c=J • • E 
g. Others (spec Y- 1 Y-- - - -__ .....,,...,__ -------------c=J, 

Toaether in Excellence . 21. How has the employee assrstance programme impacted on the Job performance 

trends of the people who have utilized it in your department? 

a. Very positively----------------------------------------------------.,; _____ -c=l 
b. Some how positively----------------------------------------------------CJ 

c. No effect------------------------------------------------------------------c=J . 

d. Negative I y----------------------------------------------------------------c=J 

e. Very ne gativel y----------------------------------------------------------c=] 

Please elaborate your answer----------------------------------------------------------------------------

22. What is the maximum duration that your organization prescribes for some one to 

receive the EAP service? 

a. One month--------------------------------------------------------------O 

b. Two months--------------------------------------------------------------c::J 

c. Three months------------------------------------------------------------~ 

d. Above three months----------------------------------------------------_C] 

e. No limit-------------------------------------------------------------------c=J 
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23. How do you feel about the duration of the EAP referrals? 
a. Perfect------------------------------------------------- ,------------------..c=J 
b. Satisfactory----· ----------------------------------------------------------c=] 
c. Unsatisfactory------------------------------------------------------------c=J 

ii)And what do you suggest must be done to improve EAP service delivery in the 
department?-------------------------------------------------------------------------------------------------

Thank you very much for your part1ci a 10n. 
University of Fort Hare 

Together in Excellence 
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APPENDIX IV 

A OUESTIONNARE FOR THE IMMEDIATE FAMILY MEMBERS OF THE 

DEPARTMENT OF AGRICULTURE EMPLOYEES ON EAP REFERAL 

Dear respondent, 

I am a student of the M.A Public Administration Programme at Fort Hare University 

conducting an evaluation study ".t,.....,,1~ 11.~~••uir,,"'-l"r~, .. t,l"r0 e Assistance Programme in the 

Department of Agriculture in the Ea • e. The EAP programme is a free 

service targeting all employees fa e /work-related problems and the 

immediate family members of those urpose of this study therefore is to 

review the implementation of the progra ...... :r<I--Uot-1~ assess the progress made vis-a-vis the 

personal/work-related pr and their immediate 

family members. Together in Excellence 
Please do assist in making this study a success by answering the following questions. 

You do not have to give your name. All the information solicited will be treated • as 

confidential and only used for study purposes: 

SECTION A (PERSONAL DATA) 

Instructions 

Put a tick in the appropriate box. 

1. Sex of the respondent. 

a. Male------------------------------------------------------------------------.c=J 

b. Female----------------------------------------------------------------------~ 

2. Age bracket of the respondent. 

a. Below 25 years of age------------------------------------------------c:=J 

b. Between 25 and 35 years---------------------------------------------c=J 

c. Between 36 and 45 years--------------------------------------------~ 

d. Between 46 and 5 5 years--------------------------------------------"'C] 
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e. Above 5 5 years-- · ------ .----------------------------------------------C:J 

3. Marital status of the respondent. 

a. Married-------------------------- .--------------------------------------.c=:J 
b. Single--------------------------------------------------------------------c:=] 

c. Divorced----------------------------------------------------------------e=J 

d. Separated---------------------------------------------------------------[:=] 

e. Widowed---------------------------------------------------------------.c=J 

4. Race of the respondent. 

a. Black--------------------------------------------------------------------C:J 

b. Afrikaner---------- - --.... ._ __ ,.,- - -- ------------------------------C:=J 
c. Indian------------- -- -- ------------------------------'[==:] 
d. White-------------- - I - -------------------------------[=:=] 
e. Others--------------·\J,l!.~~~~l!)--------------------------------[:J 

If others specify-------------------------- ----

5. Religious affiliati n 

a. 
b. Anglican----------------------------------------------------------------[:] 
c. Moslem- ·----------------------------------------. ______________________ [:] 

d. Zionist-------------------------------------------------------------------c=] 

e. Baptist-------------------------------------------------------------------c=] 

f. Methodi st---------------------------------------------------------------c=:J 

g. Apostolic----------------------------------------------------------------[:=] 

h. Others------------------------------------------------------------------ ·[:] 

If others please specify------------------------------------------·----------------------------

6. Highest level of education attained. 

a. Below metric ..... .... .... . . .. ....... ... .. . . .. .. . ... .. . . ........ ... .... '[:J 

b. Completed metric ... ... . ... ... . . ... .... .. .. . . ..... ... .. . ..... . .... .. . . [:J 

c. Certificate from tertiary college .. ... . .. .. .. ..... .... .. . .. . ... ..... . ·[:J 

d. Diploma .... . ... .. .. ... . ... .. .. . .. . ... ..... . .. . . .. . ....... .... .... .... .. [:J .. .. . 

e. First degree .. . .. . ... ..... .. ... .... . .. . ....... ...... ..... ... .. . . ........ -[:=J 

f. Masters degree and above .. .... . ... .... . . ... . . . .. ... ... ... .... .. .... .c=J 
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7. What is your relation ship with the concerned departmental employee? 

a. Spouse-------------------------------------------------------------------- CJ 

b. Daughter/Son--- .-------------------------------------------------------- CJ 

c. Sister/Brother------------------------------------------------------------ CJ 

d. 0th ers (specify)---------------------------------------------------------- CJ 

SECTION B (SPECIFIC QESTIONS) 

8. Have you ever had about the Employee assistance Programme? 

a. Yes----------------------------------------------------------------------- CJ 
b. 

9. If you chose YES to the a ¥ u first hear about the Employee 

Assistance Programme? 

a. Newspapers------------ ------------------------------- CJ 

b. Departmental magazine/newsle1ttef:C:----------_ --------------------------c=] 
c. Radio pro -----------------CJ 
d. ________________________ r:=J 

e. From your relative---------------------------------------------------------c=:i 

f. Poster--------------------------- .--------------------------------------------CJ, 
g. Leaflet-----------------------------------------------------------------------c:::J-

h. Hand out---------------------------------------------------------------------r=:==1 

i. W orkshop-------------------------------------------------------------------CJ 

J. Others (specify)------------------------------------------------------------CJ 

10. How often have you utilized/been referral to the EAP programme in the 

department of agriculture? 

a. Once-------------------------------------------------------------------------CJ 

b. Twice------------------------------------------------------------------------CJ 

c. More than twice-----------------------------------------------------------1=)' 

d. None at all------------------------------------------------------------------,CJ 

11. What system of referral did you use in order to enter the EAP programme? 

a. Self referral-----------------------------------------------------------------CJ 

b. Referred by your relative-------------------------------------------------c=J 
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c. Referred by your relatives supervisor-----------------------------------C:J 

d. Referred by relative' s colleagues---------------------------------------------

e. .Others (specify) ------------------------------------------------ . -----------------

12. What kind ofproblem(s) did you have for you to go to the EAP programme? 

a. Financial prob 1 ems--------------------------------------------------------c=J 

b. Alcoholism/drug abuse----------------------------------------------------c=J 

c. Death of a loved one------------------------------------------------------'C] 
d. Depression------------ -- -"'"""""'~.- ... ,..+ ........ - -- _______________________________ CJ 
e. Marital/family proble -------------------------------CJ 

f. Trauma------------------ ~T"1'1"4-l'rll'lll'l.,,,~~tf+- -------------------------------CJ 

g. Legal problems--------\~~~~~~)-------------------------------.c=J 

h. Others (specify)------------ ____ -------------------------------------CJ 
13. How did you feel _,~UnreU1e:J~a1 tcltn~ t ;~ ' tnr~raHUn<~ . 

a. Keen ------------ - f-njitt1-ttf-4.•,..._ 

_____________________ .c=J 

b. Mixed---------------------------------------------------------------- . -------c=J 
c. Reluctant--------------------------------------------------------------------CJ . 

d. Others (specify) -----------------------------------------------------------r=J 
14. How did you feel in subsequent EAP sessions? 

a. Highly positive-------------------------------------------------------------cJ 

b. Some how positive--------------------------------------------------------.c=J 

c. Positive---------------------------------------------------------------- . ---"'CJ 
d. Some how riegative--------------------------------------------------------0 

e. Negative---------------------------------------------------------------------e=J. 

f. Highly negative------------------------------------------------------------r==1 

g. None at all------------------------------------------------------------------'[=:::J 

15. Has the EAP programme been helpful to you? 

a. Very helpful--------------------------------------------------------------- CJ 

b. He 1 p ful-------------------------------------------------------------- --------CJ 
c. Not helpful------------------------------------------------------------------c:J 
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d. Undecided------------------------------------------------------------------~ 

Please elaborate your answer-------------------------------------------------------------------------

16. Would you think that the EAP programme has had a positive effect on your 

relative? 

a. To a very large extent-----------------------------------------------------CJ 

b. To a large extent----------------------------------------------------------·~ 

c. To a small extent-----------------------------------------------------------c=J, 

d. To a very small extent----------------------------------------------------..c=J. 

e. Not at all-------------- -- - - - A - --------------------------------c::=J 
Please elaborate your answer-------- ---

17. What would you suggest to o improve the delivery of the EAP 

are 

Thank you so much for your time. 
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APPENDIXV 

AN INTERVIEW SCHEDULE FOR EMPLOYEES UTILISING THE EMPLOYEE 

ASSISTANCE PROGRAMME IN THE DEPARTMENT OF AGRICULTURE OF THE 

EASTERN CAPE PROVINCE OF THE REPUBLIC OF SOUTH AFRICA. 

Dear respondent, 

I am a student of the M.A Public N-:.rr.;;-;-.~--r-~_,..,......,r gramme at Fort Hare University 

conducting an evaluation study 

department. The purpose of thi 

programme and assess 

problems that are troubli 

Please do assist in makin 

ssistance Programme in your 

e iew the implementation of the 
~~!!:::=!J 

is-a-vis the personal/work-related 

questions. You do not have to give your name and all information solicited will be 

treated as confidential.Strictly, it will only be used for study purposes. 

SECTION A (PERSONAL DATA) 

Instructions. 

Put a tick in the appropriate box. 

1. Sex of the respondent. 

a. Male .... ...... ... ...... ..... ... .................................... ......... CJ 

b. Female .. . .. . ... ... ..... ...... .. ............................... . .. ..... ..... .CJ 

2. Age bracket of the respondent. 

a. Below 25 years of age .... ......................................... CJ 

b. Between 25 and 35 years .............. ................ .......... ·CJ 
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c. Between 36 and 45 years ........... . .. ........ .. .. . .............. CJ 

d. Between 46 and 55 years ........................................ ·CJ 

e. A_bove 55 years .......................... ...... . ....... ........ ··~ ... CJ 

3. Marital status of the respondent. 

a. Married .. ..... ....................... .... .... .... ... ..... ............... CJ 

b. Single .................................................................. -CJ 

c. Divorced .. ............. ............................. ....... ............ CJ 

d. Separated .. . ...... . .. . . . . .. .r. .... ............ ...... ....... CJ 

e. Widowed ........... . . ................. ........... . CJ 

4. Race of the respondent. 

a. Black ......... ....... .... ............ ·································'c=J 

b. African • n\r.er ity•of . . rt ·Hare···············CJ 
. Together in Excellence 

c. Indian .......... ........... ··············································CJ 

d. White .... .... ....... .......... ..... ........... .......................... CJ 

e. Others ...... .. ..... ... .. ..... .... ...... ..... . .. .... ..... ... .......... .. ·CJ 

1-f others s pe ci fy----------- - •------------------------------------------------------------

5. Religious affiliation of the respondent 

a. Roman Catholic .. .. .. ............................................... .cJ. .. 

b. Anglican ...... ... ......... ... .... ................. .. ................... c::J· 

c. Moslem ................................................................ CJ. 

d. Zionist .... .... . ...... ....... ....... .... ...... ....... ................... -.CJ .. 

e. Baptist .................................................. . ............ .. ·CJ 

f. Methodist ... ..... ........................ . .. .. .. .. . ... .... .. .. .. ... .... CJ 

g. Apostolic .. . ........... .. .. ....... ...... ........................... ..... CJ 

h. Others ............................... ........ ..... ....... .... .... .... ... CJ 
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If others please specify----------------------------------------------------------------------

6. Highest level of education attained. 

a. Below metric ................................. ............... ........ ·CJ 

b. Completed metric ...................... ............................. CJ .. 

c. Certificate from tertiary college .................................. CJ· .. 

d. Diploma ................................................................ CJ ... .. 

e. First degree .... .. ... .. . .. ..................... .. ...... .. ............. ·CJ 

f. Masters degree n ...... . ......... ............ CJ ... . 

c. Four to fiv 

. ogether in Excellence d. Five to ten year .... ... ... ............. ...................... ......... ···CJ· 

e. Ten to fifteen years ........... ........................................... CJ 

f. Sixteen to twenty years ................................................ CJ .. .. 

g. More than twenty years .................................................... 

SECTION B (SPECIFIC DATA) 

8. How did you get to know a bout the employee assistance programme? 

c. Over the radio .. .. ................... ..................................... 

d. • 1n newspapers ................................................... ......... CJ 

e. From a friend ......................................................... ... ·CJ 

f. In a workshop ............................................................. CJ 

g. From your supervisor ................. .................. . ...... ...... ···CJ 
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h. From your family member(s) ........... .. ...... .. ................. .... CJ 

i. Others ......... .. . ... .. .. .. ... ..... . ........ ........ .... . ... ............. ... 

If others please specify---------------------~-------------------------------------------------

9. Which of the following ways did you use to join the EAP programme? 

j. Supervisor referral .......................................... .... ......... P • 

I. Suggested by a fami .................... .. .. .. .... c=J. 

m. Self referral ............ -~::::!!~~~ .................. .. ... ....... c=J 

........... .......... .. .......... c=:J 

10. Which of the follo wssn~mn~.a:irtlrn • • the EAP programme? 

. Together in Excellence o. Absenteeism .................................................. .. .. ....... . c=J 

p. Burn-out ............... ... . : .. ................. ............ ... ..... ......... c=J 

q. Job Stress ........... ................... .. .... .. ... . ....... .... ............ c=J 

r. Financial problems .. ... .. .. .............. . ............... ..... .......... CJ 

s. Alcoholism/drug abuse .. .. ........... ................ .. .. .... .. . ....... c=J 

t. Death of a loved one .. .. ................................ .... ............ c=J 

u. Depression ........ . .. . ..... . ............... • .. ......... ..... .. ......... ..... D 

v. Marital/family problems .. .. .. .............. . .. .. .. ...... ... ............ ,CJ 

w. Job boredom ...... ... ... ........... ... ..................... ... : ... .. ...... c=J 

x. Others ... ...... .... .. .... .... .. ........................... .. ... ..... ........ CJ 

If others please specify-------------------------------------------------------------------------

11 . How many times have you utilized (been referred) the EAP services? 

a. Once ........... ........ .. ... ... .... ............ .. ...... ... .... .. .... ... ......... c=J . 
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b. Twice •••••••••••••• ·.····························································c=J· 

c. More than twice (specify) ......... ........... ...................... ...... .. CJ .. 

(ii) If more than one time what was the interval between----------------------'."----------

(iii) If you have selected option (b) or (c) in item number eleven above was your 

referral for the same problem? 

a. Yes ....... ...................................................................... c=J 

12. What kind of help/assist 

Employee Assistance Progra 

a. Depre 

received since you joined the 

To e her in Excellence b. Job stress cou se mg .......................... .. ...... ........... c=J .... .. 

c. Grief counseling .................................................... CJ ... . 

d. HIV/AIDS counseling/support ................................... c=J .. .. 

e. Chemical dependency counseling e.g. alcohol and drug ..... . 

f. Marriage/family counseling ............. .................. .. ..... CJ ... . 

g. Rape counseling ................................................... ·c=J .. . 

h. Emotional distress counseling : ................................. C] .... . 

i. Stigmatization ..... . ................................................. c=J 

j. Legal_ assistance .................. ......... ...... .... .. ............ ·c=J .. . 

k. Financial management. ......................................... .. CJ .. . 

I. Life skills education ................................................ c=J .. 

m. Retrenchment/retirement counseling ........ . ................. CJ .... . 

n. Advice on physical disability ...... .............................. ·c=J .. . 
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o. Others ... ... .............................. .... ... ... ... .. .... ... ....... .. 

(ii) If 0th e rs please specify-----------------------------------------------------------------------------

13. Some people say that the EAP has been a mere waste of the tax payer's 

money. Do you agree? 

a. I very much agree .................. . 

c. I disagree ........ ................ . . 

d. I very much disagree ........... .. 

To ether in Excellence ------------------------------------ ------------------------------------------------------------------

14. When visiting EAP for the first time were you: 

a. Keen ........................ ......... ..... . ....... .... ... .. .. ...... ... ....... . 

b. Reluctant...... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

c. Mixed................... .... .. .. .. . ... .................. ... ..... .. ... .. ... .... 

d. Others? Please specify 

15. Ho w did you feel about subsequent sessions? 

a. Keen .... .. ........... ..... ... .......................... ..... . .. . .... .... ...... 

b. Reluctant.... ......... .. ...... .... ................... .. ... ... ... .... .. ... ... .. 

c. Mixed .... ........................ ........... ............ ...... .. . .. .... .... .... 

d. Confused ............ ............ ..... ....... ........ ; .. .. .... ... .. .. .. .... .. .... 
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e. Others? Please specify---------------------------------------

16. Did using the EAP service help you? 

a. Yes ............................................. i••····················· [:==J 

b. Made no difference......... ..... ..... ............ .. ... ........ ... . ... [:==J 

c. Made things worse ......... .............. .... ............. ;............ [:==J 

17. Would you have liked? 

a. More sessions ............................................................... [:==J 

our life? 

b. Some positive eff C n·ver ity·of· 0- t ·Ha ... ....... [:==] 

c. No effect. ...... : .. ....... . !.<?9~~~.f:r. .~1:. .~~<:.£:??~1:1:~f! .... ..... ... ..... [:==J 

d. A slightly negative effect ................................................... c:J .. 

e. A very negative effect. ..................................................... [:==J· .. 

19. How would you rate/categorize the services offered by the EAP office in your 

department? 

a. Very perfect ........ .. ................. ..................... ...................... [:==J 

b. Perfect ......... .... ...... ... ........... ............................ .. .............. [:==J 

c. Satisfactory ..... ... .. ...... ...... ...... ......................... ... ..... _ .......... c=J 

d. Unsatisfactory .................................................................... .c:J 

e. Very unsatisfactory ..... .. .. ... ...... ..... ...... ... .... .... .. ......... .......... ·c=J 

f. None of the above .. .... .......... .... ... ................ ..... ....... ......... ... c=J. 

ii) Please e I abo rate your answer above------------------------------------------------------------
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20. Some people doubt the recovery rate of troubled employees under the 

Employee Assistance Programme and they have said that the programme 

has nothing to do in relation with employee performance at work in terms of 

efficiency, reliability and productivity. To what extent do you agree? 

a. A very large extent ........... . ..... . ............... .. .................... ....... .c=J 

b. A large extent .. ............ .. ................. .... .... .... ..... .. ........... c=J 

c. A small extent. ........ ....... .. . . . . ........... ... . .. . .... .. ...... .. .......... c=J 

d. A very small extent.. .......... ..... .. ..... ..... ... ... .. ··c=J 

e. No comment... ......... . . . . . . . . . . . . . . . . . . . . . . . . . . ... ... .. .. ..... .. ............. 'c=J 

ii) Please justify your answt~ ,-11"''7"r"III-T"1·-rMlr-r _., __ ~ "'l.-v-W11"ll""!r------------------------------

_______________________________________ To ether in Excellence ------------------------------------

21 . In which way has the utilization of the EAP programme contributed to your 

efficiency at work? 

a. Reduced absenteeism ...... ................. . ........ ....................... CJ .. 

b. Reduced late coming ................................ .... ..... ....... .. .. .. ···c=J· 

c. Reduced errors ......................... ................. ........ .............. .c=J, 

d. Increased speed .................. ............. ........ ........................ c=J. 

e. Increased ability to meet deadlines ... .................. ..... ... ... ..... .. c=J 

f. Increased output .................... . .................... .... .... ... .... .... ···c=J 

g. Increased team work ............... ........... ... ...... ............. ......... r==J. 

h. More able to work at own initiative ............... ........ ..... ....... .... ·c=J··· 
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i. More able to work extra hours ............................................. .c=i .. 

j. More able to work longer hours .............. .................. .... ...... ··Cl··. 

k. Increased morale .............................................................. c::J .. . 

I. Increased observation of work ethics ..... .... ... .................. ...... c:J ... . 

m. Others ............ ......... ........ ..... ... ........... ... ...... ..... .............. C:J 

(ii) If others pie ase specify-----------------------------------------------------------------~-----------

22. To what extent has the EA 

personal/private life? 

n ributed to the betterment of your 

a. To a very large extent. .... . ...... ............. ............ ........ ........ . • ci· 

b. Toalargeextent. U ·i er-sity· ·f- . rt ·Hare ············CJ· 
c. To an extent.. . ... ....... .'!.?f!.~t~.~:..~1!: .~!:~~!.l~7::~~ ... ........ ...... ... CJ. 

d. To a small extent ............... ..................... .... ....................... Cl .. 

e. To a very small extent. .... ..... .. ............................... ..... ........ ·CJ .. 

23. In which of the following ways has the EAP impacted your personal/individual 

life? 

a. Better life skills .................................................................. Cl. 

b. Better financial planning skills ..... ...... . ..... ... . ............. ............ ·Cl .. 

c. Reduced dependency ....................................... .... .............. ... . 

d. Better career choices ............ ........... .................................. ·Cl .. . 

e. Enhanced decision making .... ..... ........... ..... ........................ . CJ 

f. Increased savings ...... .............. ............ .. ......................... . .. CJ .. 

g. Reduced family conflicts .... .... ..... .......... ..... ....................... ... P 

h. Discovery of latent skills .. ........... ....................... ...... ........ ... . CJ. 
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i. Better retire~ent planning .. . .. . .. . ... .. . .. ...... ............ ... ... . .. . ... ... ·c::J 

j. Better parenthood ........ . ....... .. .... .. ... .. . ... .. ........ .. ........... . ... .. c=] .. 

k. Others ... .. .. ..... ............. .. ·················••i•• ···························c=J 

(ii) If others please outline-----------------------------------------------------------------------------

24. Would you recommend the to your friend? 

a. Yes ... ........ .. .. ................. . . ................. ......... . ·c==i 

b. No ..... .... .. ... .. .................... . ...................... ...... . . . . c=] 

ii) Please explain the re,.Js11w1.-,:;i,.~~=i<l•P=ii•=IF'i~'"y1l,,y -.i-.i-~"ii""'IF• ,ii-,i, .. ~"""·A------------------------------

To ether in Excellence 

25. What would you like the department to do in order to improve the 

p rog ram me?-------------------------------------------------------------------------------------

26. What further comments do you have for the EAP programme?--------------------

--------------------------------------------------------------------------------------------------
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Date ............................. ..... . 

Principal Researcher: U . . 
Mr. A.K. Musoke n1vers1ty of Fort Hare 
Department of Public Administration To eth • E l 
Faculty ~f Management & Commerce g er zn xce lence 
University of Fort Hare 

lnfonned Consent 

1. Title of Study: A review of the Employee Assistance Programme [EAP] in the Eastern Cape 
Province of the Republic of South Africa between the years 2000-2005. A case study of the 
Department of Agriculture. • 

2. Purpose of the Research: The purpose of this study is to review the implementation of the EAP 
and assess the progress made vis-a-vis addressing the problems of the troubled employees 
[personal and work related] in the Department. : 

3. Procedures: I will be asked to complete a questionnaire in writing related to the EAP at my work 
place. This process should be between 15-20 minutes in duration. The researcher or his assistants 
will be present to provide clarity on the questions if I so require but will not influence the answers. 

4. Risks and Discomfort: There are no known physical, emotional, or medical risks and discomforts 
associated ~ith this project. I have received permission to represent my employer for participation 
in this study. I understand that my participation is voluntary and the results of the study will be 
made available to me if I so require. There will also be no risk to my job security. 

5. Benefits: I understand there are no known direct benefits to me or my department for participating 
in this study. However, the results of the study may help researchers gain a better understanding of 
how EAPs are implemented so that EAPs can be evaluated and improved. 

6. Participant's Rights: My department and/or I may withdraw t,om participating in the study at 
any time. ·• 

7. Financial Compensation: There will be no financial compensation for participation in this study. 
8. Confidentiality: I understand that my own identity will be kept confidential unless I ask that such 

information be released. The results of this study may be published in professional journals or 
presented at professional conferences, but my department's records or identity will not be revealed 
unless required by law. 



 

 

9. If I have any questions or concerns, I ca·n call ~Ir. A.K. Musoke at 083 740 1008 at any time 
during the day. 

I understand my rights as a research subject, and I voluntarily consent to participation in th.is study, 
I understand what the study is about and how and why it is being done. I will receive a signed copy of 
this consent form. 

Signature of Respondent Date 

~r.:t==-M--tt---------- Date 

--+--Pl-~~tlPC9i~r=~---==r-~~~o=,-_. ~ 
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