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ABSTRACT

Changes that impact on organisations require of managers to accept
responsibility for their sdf-development to remain effective. The am of this
research was to evauate a sdf-development programme for managers in a
corporate pharmacy group. A two-group true experimental design with pre-,
post, and post-post testing was used. A total of 35 managers were randomly
divided into an experimenta (n = 18) and control group (n = 17). The following
measuring insruments were used for the evauation of the programme: The
Personal Orientation Inventory, the Generalised Perceived Sdlf-Efficacy Scale,
the COPE-Questionnaire and a knowledge test. The results showed that
participants showed higher Synergy and Fedling reflection and greater self-
efficacy following the sdlf-devel opment programme.

JEL MOO

1 INTRODUCTION

Managers increasingly face higher career demands. This is true for various
professions, including pharmacists. Ferguson (1998) states that pharmacists
must not only make a commitment to life-long professona development but
aso demonstrate an ability to adapt to developments in pharmacy, medicine and
al other hedth-related disciplines. Grant (2000) emphasises that the striving for
continuing professona development should be an internad quality of
professionals and that they should naturally adapt to the concept of development
and competence.

Moller, Rothmann, Rothmann, Coetzer and Swart (2000) recommended that
development programmes for managers in pharmacy groups should start with
sdf-development. A sdf-development programme forms the basis on which
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other training and development programmes for managers could build. A
manager’s effectiveness flows from his or her intra and interpersonal
effectiveness (Amos & Mather, 1998), which are important aspects of self-
development. Research in a corporate pharmacy group shows that most of the
managers (who were trained as pharmacists) prefer a quiet environment, didike
intrusons and interruptions and experience some problems communicating
(Rothmann, Rothmann, Van Rensburg & Malan, 2000).

The above-mentioned personality characteristics are probably encouraged by
pharmacy schools (Rothmann, Basson & Rothmann, 2000) and may inhibit
pharmacy managers from developing the competencies required for the roles
they have to fulfil (Davidson, 2000). Mdller et al. (2000) express concern that
the pattern of introversion, neuroticism, a practical gpproach and inflexibility,
combined with dtuational demands, role overload and pharmacists
responsibility for management and care, may result in resstance to change,
interpersonal  difficulties, an inability to control impulses, burnout and
eventualy impairment. Therefore, self-development programmes are necessary
to gimulate the sdf-awareness, self-regard, sdlf-acceptance, flexibility and
interpersonal effectiveness to prevent the above-mentioned problems.

Sdf-development is also referred to as self-actudisation or psychologicaly
optimal functioning (Rothmann & Sieberhagen, 1997). Psychologicaly optima
functioning is defined as a poditive and dynamic development process through
which individuals reach clear sdf-concepts through feedback from the
environment, where they can regard themseves postively while self-objectivity
Is still possible, and where they can have more effective interaction with the
world surrounding them (Rothmann, 1999). Research (Cilliers & Wissing, 1993;
Rothmann & Sieberhagen, 1997) shows that methods directed at facilitating
psychologically optima functioning are applicable to the stimulation of self-
development.

Various theories could be used to conceptualise self-development. Anaytical
theory (Jung, 1971) focuses on opposing sub-systems (attitude and functions)
within a person as a point of departure for self-development. A baance between
these polarities and the transtion of an outwardly-directed adaptation to an
inwardly-directed adaptation can lead to a feeling of control over self and the
externa environment (Meyer, Moore & Viljoen, 1994). Jung's theory (1971)
relates the individuation process to self-development. Individuation not only
comprises the initial development of dominant attitudes and functions, but aso
involves the consciousness of non-dominant attitudes and functions that lead to
better adaptation and relationships (Day & Matthes, 1992). Exposure to a form
of sengtivity training eases this individuation process as individuas are
encouraged to conscioudy experience their non-dominant attitudes and
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functions through continuous feedback from others. The consciousness of blind
gpots in the psyche leads to self-awareness (Day & Matthes, 1992).

Sdf-development can take place through programmes directed at the stimulation
of persona growth (including self-knowledge, sdf-esteem, sdlf-efficacy and
resilience) and coping (Strumpfer, 2000). Self-development is also a prerequisite
for interpersonal effectiveness (Rothmann & Sieberhagen, 1997). Interpersonal
effectiveness could be improved by training in interpersonal skills and
facilitative communication. Rogerss person-centred theory (1961) offers a
sructure for individual and group counsdling aimed a self-development.
According to this theory the individua moves away from the idea of living
according to the standards of others towards the perception of him/herself as a
sdf-directed person with standards and values formulated through own
experiences (Rogers, 1973). Rothmann, Sieberhagen and Cilliers (1998) found
that individuals accept greater responsibility based on the application of the
methods of this theory in a training programme. Related to this, Cilliers and
Wissing (1993) found that a development programme in sendtive reating
contributes to psychologica optimality.

Various sdf-development programmes were found in the literature. Jorgensen
and Rothmann (1998), Rothmann and Seberhagen (1997), Rothmann,
Seberhagen and Cilliers (1998) and Rothmann (1999) evaluated sdf-
development programmes that were directed a the intra and interpersonal
effectiveness of facilitators. Furthermore, Olivier and Rothmann (1999) and Els,
Linde and Rothmann (2001) evaluated self-development programmes directed at
the stimulation of an interna locus of control. Although these development
progranmes showed promising results, none of them were directed at
dimulating sdf-development of managers in a corporate pharmaceutica
environment. Therefore a need exists to develop and evauate a sdf-
development programme that is tailor-made for a corporate pharmaceutical

group.

The generd objective of this research was to determine the effect of a sdf-
devedlopment programme for managers in a corporate pharmaceutica
environment.

2 THEORETICAL BACKGROUND

The ever-increasing changes in the political, socia and economic environment
have led organisations to recognise the need of continuoudy developing and
investing in their employees. In response to this challenge there has been a
stream of initiatives and ideas which have sought to promote ways in which
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employee development can be better integrated with organisational
development, to form part of the corporate strategy. Since Senge (1990) placed
the focus on creating “learning organisations’, there has been a renewed interest
in human resource development issues like improved communication,
involvement and participation, development rather than training and staff
empowerment. The emphasis on learning as a competitive advantage has
renewed the importance of self-direction and persona responsbility in the
development process.

Out of a myriad of principles that underpin employee development debates, two
principles stand out among the rest, namely self-development and self-directed
learning (Antonacopoulou, 2000: 492). Both these principles suggest that
employees have the “power” to choose what to learn and how to develop
themselves. This perspective is consistent with research observations (Boydéll,
1976; Cunningham, 1999; Sutcliffe, 1988) that suggest that individuals cannot
be forced to learn or develop against their will. Based on the principles of adult
learning (Knowles et al., 1998), sdlf-development emphasises choice and
direction, and digned to the tenet of human resource management it
concentrates on the development of the individua rather than the collective.
Unlike traditional development methods based on instruction and systematic
training interventions, self-development has much in common with experientia
and action learning theories which emphasise reflection, experimentation and a
“metarlevel” of understanding (Bova & Kroth, 2001; Mumford, 1988; Revans,
1980). Therefore, key eements in the process of self-development are self-
awareness, reflection and experimentation.

The Penguin Dictionary of Psychology (Reber, 1995. 702) defines sdf-
development as “... generaly, growth of sdlf, movement toward emotiona and
cognitive maturity” and “... in Masow's moded, progress toward self-
actudisation”. Knowles clearly identifies andragogy as being rooted in
humanistic and pragmatic philosophy, reflected by the influence of Madow and
Rogers (Holton, Swanson & Naquin, 2001). As suggested by Pedler and Boydell
(1980, 1981) and Pedler (1984, 1988) the uniqueness of sdlf-development as a
process of growth lies in the synthesis of three important dimensions, namely
the concept of development, the notion of the whole person and personal

responsibility.

The firsg dimenson underlying the meaning of sdf-development is the
association with the broader concept of development (for example the changes
in the socid sructures that affect the individuad’s life span) (Haareven &
Adams, 1982; Hurley, 2002). Researchers exploring the structure of the
development process have argued that development is a life-long process that
involves gradual, incremental improvements and brusque revolutionary steps
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(Lievegoed, 1980). Each step influences the way individuas construct meaning
about themselves and their experiences (Boydell, 1982). If experiences are going
to result in developmenta outcomes, the individual must be able to employ the
necessary skills and resources to seek such experiences and to turn them into
meaningful life events (Hurley, 2002; Kolb, 1984). Therefore, the focus of
development within the sdf-development process is change, innovation and
learning that take place, and not just the quantitative, incremental acquisition of
knowledge and skills (Collin, 1994).

The second dimension of self-development is the emphasis on the whole person
(i.e. the development of “self”) and suggests that development is meaningful to
the individual when persondly significant goas are being pursued (Knowles,
Holton & Swanson, 1998; Murphy & Young, 1995). Pedler and Boydell (1980:
171) point out that: “self-development takes place when the individua finds
significance and personal meaning from particular events or experiences
resulting from their actual or symbolic interaction with some part of ther
environment”. Therefore, when setting sdlf-development gods, the individua
cannot be separated from what he or she is doing. Self-development should am
to integrate the person and the job role. The development process acquires
meaning from the integration of the specific knowledge and sKills relevant to the
particular role and the feelings, intentions and actions of the individual.

The third dimension of sdf-development is persona responsbility. A centrd
characteristic of salf-development is choice on the part of the individual. Unlike
conventional development processes that treat individuals as passive recipients,
sdf-development places the individual a the forefront of the development
process. The underlying argument is that development is not a matter of
expertise, but a matter of a persona willingness and determination to commit
oneself to a process that the individua values and believes in (Bagshaw &
Bagshaw, 2002; Hurley, 2002; Murphy & Young, 1995; Pedler, 1984). The
individual is therefore free to choose the goas, decide how to achieve them,
initiate action for achieving them and evauate success (Megginson & Whitaker,
1998; Pedler, Burgoyne, & Boydell, 1986). This dimension of sdlf-development
places the individua in control (in theory at least) of the self-development
process.

The business argument for sdlf-development rests on the idea that corporate
aurvival in a rapidly changing economic environment requires reslient, change-
oriented employees (Stickland, 1996: 33). The process of self-development
generates a change mentaity by first encouraging individuals to seek and foster
change within themselves. This leads to the habit of learning to learn, and if
conducted in the workplace the process becomes assimilated into the work ethic.
Thus, people learn to be flexible and adaptable in meeting new business
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challenges. Sdf-development enables the organisation to keep up with the
dynamics of change as it encourages managers to think positively about change
and improvement (Temporal, 1984). Moreover, sdf-development encourages
participation and may increase individuals commitment to the organisation.

According to Temporal (1984), from the individua’s point of view, sdlf-
development can enhance sdlf-confidence and help to develop latent abilities
that could improve initiative and work performance. Self-development could
help individuals become more forthcoming and more prepared to speak their
minds, which may improve their ability to solve problems and provide them
with a broader outlook. Furthermore, self-development can encourage
individuals to be more constructive in their relationships and motivate them to
improve themselves. The psychological contract is changing and it is no longer
based on loyaty, commitment and life-long employment (Herriot, Pemberton &
Hawtin, 1996). The “new” psychological contract centres on concepts such as
sdf-sufficiency, self-respongbility and mutua viability. It digns itsdf with the
globa business pulls towards autonomy and accountability as perceived in an
era of restructuring lazy organisations and setting up independent business units
to survive and contribute, or to be dispensed with immediately (Volpe, 1999:
30).

Based on the definition of sdf-development, the am of a self-development
programme is to move participants to an optimal, or at least a higher, state of
psychological functioning. The characteristics of psychologically optimal
functioning can be divided into intra- and interpersona characteristics:

Intracpersonally the optimally functioning individuals make sense out of life by
judging internal and external stimuli as ordered, structured and consistent
(Viviers, 1999). By means of control they handle externa stimuli in daily life.
They are integrated and sdlf-sufficient, function in the here-and-now, apply their
vaues in a flexible way, are sendtive to their emotions and show them
gpontaneously, without being compulsive or impulsve (Raskin & Rogers,
1989). Their sdf-image is characterised by sdlf-acceptance and positive self-
regard (Raskin & Rogers, 1989). The optimaly functioning person accepts
responsibility for what he or she does, for choices made and attitudes taken
(Frankl, 1978; Raskin & Rogers, 1989). In his or her working life this person
has an active relationship with the organisation, is motivated towards his or her
work and goals, and tries to perform to the best of his or her ability in order to
perform (Viviers, 1999: 24). Furthermore, the optimally functioning person uses
problem-focused strategies to cope with demands, that is, his or her actions
taken during stressful events are aimed at changing the circumstances of the
stressful event through problem-solving and seeking socia support (Patterson,
2000: 277).
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The psychologicaly optimaly functioning person maintains interpersonal
relationships and social contact with different groups of people in society. This
steady socid tie with the broader community helps with status integration,
coping with life problems and vita readjusment (Viviers, 1999. 24). In
interpersonal relations the person who has undergone training in sendtive
relation forming and facilitative communication will exhibit the eements
fundamental to the process. empathy, respect, genuineness and concreteness.

3 METHOD
3.1 Research design
A two-group design with a pre-, post- and post-post-test was used (see Figure 1).

Figurel  Theresearch design

Group Pre-test Intervention Post-test Post-post-test
Experimental Y1 Xa Y2 Y3
Group
Control Group 1 Y1 Xb Y2 Y3
Where

Xa = sdf-development programme
Xb = no self-development programme

3.2 The self-development programme

The course manual was handed out to all participants one month prior to the
workshop. Participants were requested to study the contents of the manua in
preparation for the workshop, because time and work constraints made it
difficult to engage pharmacy personnd in a full-time course. The programme for
the workshop isgiven in Table 1.
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Tablel

Workshop programme

TIME

ACTIVITY

08:00
08:15

09:30

10:15
10:25

13:00
14:00

15:20
15:30

16:00

Tea and coffee

Participants are welcomed to the workshop and the hope is expressed
that they will find the day a meaningful experience.

An initid execise is done in which participants are asked ther
expectations of the day, as well as norms by which the workshop
should be conducted. These are listed on a poster and put up in plain
sght of dl.

Each participant recelves a poster with the instruction to make a
collage, using nothing but clippings from old magazines, with the title:
“Where am | in terms of my persona development at the moment and
where do | want to be one year from today?”’

Each participant is given the opportunity to present their collage to the
rest of the group, and explain where they see themsealves both now and
in the future.

Tea and coffee

A lecture is presented on the MBTI ® and its terminology. All
participants aready know their own MBTI®-codes.

Lunch

A lecture is given on the Cakhuff modd of facilitative
communication. Afterwards participants are divided into groups of
three, with one playing the observer, a second the client, and athird the
facilitator. All participants are given the opportunity to practise the
skills and micro-skills as related to the mode.

Tea and coffee

Participants are asked to integrate al that was learned during the day
into a personal 5point plan for salf-development. They are free to sit
with a friend if they prefer. They are also asked to identify personal
strengths and weaknesses, as well as opportunities for and threats to
their persona self-development within their organisation.

Participants complete an anonymous questionnaire about the
workshop, in order for its effectiveness to be measured and activities
adapted. After completing this questionnaire participants are free to go.
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3.3  Study population

The study population was drawn from managers in the head office, managing
directors, operational managers, area managers and other managers (e.g. retall
and hospital pharmacies) of a pharmacy group. These managers (N = 35) were
divided into an experimenta and control group by means of probability
sampling. Participant’'s academic qualifications ranged from Standard 8 (10
years of forma schooling), to a master's degree in ether business or
pharmaceutically related fields.

The characteristics of the study population are given in Table 2.

Table2  Characteristics of the study population

Variable Experimental Control group Total
group
Number of participants 18 17 35
Number of males 2 6 8
Number of females 16 11 27
Mean age 35.3 35.3 35.3
Mean years of service 34 3.3 3.35

3.4 Measuring battery

The Personal Orientation Inventory (POI) (Shostrom, 1974) was used to measure
the intra-personal traits of individuals who function in a psychologicaly optimal
way. Schulz (1994) asserts that the POI's reliability ranges from 0.41 to 0.82. The
POI has construct validity due to its significant correlation with the Sixteen
Personality Factor Inventory (16PF). The time ratio and support ratio have a
positive correlation with the emotional stability, assertiveness and enthusiasm
items as measured by the 16 PF. Fouché and Rothmann (2000) found interna
consstency coefficients varying between 0.24 and 0.75 at a tertiary education
ingtitution. Regarding the validity of the POI, she found that the construct
vaidity of the POl was acceptable, except for Time ratio (Tc). Fouché and
Rothmann (2000, p. 45) found acceptable levels of construct validity for most of
the POI-scales. The two main scales, namely Time ratio (Tc) and Support ratio
(1), are related to emotiona stability and enthusiasm, but aso lower levels of
suspicion, anxiety, stress, neuroticism and emotional sengitivity.

The General Percelved SHf-Efficacy Scale (GPSES) (Schwarzer, 1993) was
used to measure participants generalised self-efficacy. The GPSES consists of
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10 items. Schwarzer (1993) found alpha coefficients varying from 0.75 to 0.90
for the GPSES. By confirmatory factor analyses it was found that the scale was
unidimensiond in dl sub-samples. The scale is not only reliable, it has also
proven vdid in terms of convergent and discriminant validity. Schwarzer (1993)
found that the scale corrdates postively with sdlf-esteem and optimism and
negatively with anxiety, depression and physical symptoms. In samples from 23
nations, the Cronbach apha-coefficients ranged from 0.76 to 0.90, with the
majority in the high 0.80s. Rothmann and Van Rensburg (2001, p. 18) found
that lower scores on generalised self-efficacy were related to a greater incidence
of suicide ideation in police members.

The COPE Questionnaire (COPE) (Carver et al., 1989) was used to measure
participants coping strategies. The COPE is a multidimensiona 53-item coping
guestionnaire that indicates the different ways that people cope in different
circumstances (Carver et al., 1989). It measures 13 different coping Strategies.
Carver et al. (1989) reported Cronbach alpha coefficients for the COPE varying
from 0.45 to 0.92. All the sub-scales have sufficient levels of reliability except
for Menta Disengagement, which measures lower than 0.60. Tedt-retest
reliability varies from 0.46 to 0.86 and 0.42 to 0.89 (applied after two weeks).

A knowledge test was used to measure specific knowledge of broad terms,
congtructs and ideas as discussed in the manual. The test featured 50 multiple-
choice questions, which participants had to answer by in each instance by
choosing one of 4 or 5 possible answers. The second part of the test consisted of
written questions the participant had to answer. These questions were still
directly related to the content of the manud.

3.5 Statistical analysis

The statistical analysis was done by means of the SAS computer program (SAS
Ingtitute, 2000). Descriptive and inferential statistics were used to anayse the
results. The Wilcoxon rank sum test was used to determine the sgnificance of
differences between the experimental and control groups. This indicates whether
there are meaningful differences for changes in the experimental and control
groups. The signed rank Wilcoxon test was used to determine the significance of
differences within the experimental and control groups, between the pre-, post,
and post-post testing. Results are regarded as significant if the p-values are
smaler than 0.50, since this is the cut-off for most behavioural science research
(Christensen & Stoup, 1991: 231). The pvaues obtained (two-sided test) were
divided by two, to transform them to a one-sided test (since the dternative
hypothesis is indicative of direction) (Plug et al., 1988: 70). This value is then
multiplied by three (the Bonferroni correction) because of the use of a post-post
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test. If the find p-vaues are datigticaly ggnificant (p<0.05) the practical
significance (d) for the results was calculated (Cohen, 1988).
4 RESULTS

Table 3 indicates the significance of differences between the pre- and post-tests
of the experimental and control groups on the POI.

Table3  Significance of differences between the experimental and
control groupson the POI

Item Pre-test —Post- Pre-test —Post-  Post-test —
test post-test Post-post-test
p d p d p d
Timeratio (Tc) 0.48 - 1.20 - 0.32 -
Self-actualising vaue (Sav) 0.11 - 1.01 - 0.48 -
Existentiality (Ex) 0.61 - 0.87 - 1.39 -
Support ratio (1) 1.38 - 0.15 - 0.26 -
Feeling reflection (Fr) 0.81 - 003" 080 005 060
Spontaneity (S) 1.12 - 1.32 - 1.10 -
Self-regard (Sr) 0.71 - 121 - 0.86 -
Self-acceptance (Sa) 0.35 - 150 - 0.36 -
View of Human Nature (Nc) 0.39 - 133 - 0.27 -
Synergy (Sy) 0.02° 084" 049 - 049 -
Acceptance of Aggression (A) 1.34 - 0.88 - 0.98 -
Capacity for intimate contact  1.50 - 0.40 - 0.49 -

(©

+ Statigtically significant: p <0.05
* Practically significant: d 3 0.50 (medium effect)
**  Practicdly sgnificant: d 3 0.80 (large effect)

Table 3 shows that a gtatigtically significant difference between the experimenta
and control groups regarding Synergy (Sy) was found between the pre- and post-
test. This difference is dso practicaly dgnificant (large effect). The
experimental group showed a dignificant increase in Synergy directly after
completing the sdf-development programme. The results show that the
individuals who participated in the sdf-development programme (compared
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with those who were not involved) had a greater synergistic awareness, which
means to see opposites in life as meaningful, rather than as antagonistic.

Regarding the comparison of the pre- and post-post test and the post- and post-
post-test, Table 3 indicates a datistically significant difference between the
experimental and control groups regarding Fedling reactivity (Fr). This
difference is aso practicaly significant (large effect). The results show that the
individuals who participated in the self-development programme (compared
with those who were not involved) had become more sendtive to their own
feelings and needs two months after completing the programme.

Table 4 shows the significance of differences between the pre- and post-tests of
the experimental and control groups on the GPSES.

Table4  Significance of differences between the experimental and
control groupson the GPSES

Item EG (n = 18) CG (n =17 p d

Mean SD M ean SD

Pretest — Post- 222 0.54 -0.12 3.17 0.13
test

Pretest - Post- 3.11 0.47 0.18 232 003 126
post-test

Post-test - Post- 0.89 2.49 0.29 2.68 0.75 -
post-test

* Statisticaly significant: p < 0.05

**  Practicdly sgnificant: d 3 0.80 (large effect)

Table 4 indicates that there are no dgnificant differences between the
experimental and control groups for the pre- and post-tests regarding the
GPSES. However, a datidtically significant difference was found regarding the
change between the pre-test and post-post-test of the experimental and control
groups on the GPSES. This difference is also practicaly significant (large
effect). The results show that the participants in the sef-development
programme (compared with those who were not involved) were more inclined to
believe that they were able to perform novel or difficult tasks two months after
completing the training programme. This would probably facilitate goal setting,
effort investment and persistence in the face of barriers and recovery from
setbacks. There is no datistically significant difference  between the
experimental and control groups regarding the GPSES between the post- and
post-post-testing.
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The sgnificance of differences between the pre-, post- and post-post-tests of the
experimental and control groups on the COPE isgivenin Table 5.

Table5  Significance of differences between the experimental and

control groupson the COPE

Item

Active coping

Planning

Suppressing of competing
activities

Restrained coping

Seeking socia support for instru-
menta reasons

Seeking socid support for emo-
tional reasons

Posgitive reinterpretation and
growth

Accept
Turning to religion

Focus on and venting of
emotions

Denid

Behavioura disengagement
Menta disengagement
Alcohol/drug disengagement

Pre-test —
Post-test

Y
0.15

0.47
0.29

0.33
0.10

044

0.82

1.24
1.32
0.28

0.64
150
135
150

d

Pre-test — Post-test —
Post-post-test Post-post-test
P d P d
0.07 - 0.63 -
150 - 041 -
009 - 150 -
0.39 - 1.04 -
114 - 0.28 -
132 - 0.17 -
1.04 - 0.96 -
128 - 1.50 -
116 - 1.45 -
0.66 - 0.26 -
150 - 0.36 -
0.82 - 0.96 -
0.91 - 0.73 -
0.95 - 0.4 -

Table 5 shows that no significant differences were found between the various

tests on the COPE.

The sgnificance of the differences between the pre-, post- and post-post-tests of
the experimental and control groups on the Knowledge test is given in Table 6.
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Table6  Significance of differencesbetween the pre- and post-testsof the

experimental and control groups on the knowledge test

Item EG (n =18) CG (n=17) P d
Mean SD Mean SD
Pre-test — Post-test ~ 20.94 1020 -131 7.67 000 218"
Pre-test — Post-post-  24.05 1283 -057 544 000 1.92°
test
Post-test — Post-post- 3.11 699 074 736 029 -
test

* Statisticaly sgnificant: p < 0.05
**  Practicdly sgnificant: d 3 0.80 (large effect)

A datistically significant difference was found between the pre- and post-tests
of the experimental and control groups on the Knowledge test. Table 6 aso
shows a datisticaly dignificant difference regarding the change in knowledge
between the pre- and post-post-tests. Both these differences were practically
significant (large effects). Members of the experimental group (compared with
the control group) obtained more knowledge of self-development through the
sdf-development programme. Although no increase in knowledge of sdf-
development was found between the post- and post-post-tests, the increase in
knowledge of the experimenta group was significantly higher when the pre- and
post-post-tests were compared.

The quadlitative impressions of participants of the salf-development programme
ae given below. This information was gathered from evauation forms
participants completed after the workshop.

The most important things learned from the self-development
programme. Half of the participants said that the most important thing
they had learned was “more about the self”. Two further themes that
received support were the need for continuous self-development and
ongoing evaluation of persona development needs, as well as greater
tolerance for and empathy with other people. Participants said firstly that
they now understood that self-development had to be a personal process
linked to the organisation’'s needs, but aso benefiting the individual.
Secondly, they mentioned how colleagues now seemed “closer” and
“more human” — this was typically expressed by words such as
“everyone's got problems’, and “there is a place in the sun for everyone’.
Furthermore, participants mentioned a greater awareness of personal
actions, thoughts and preferences.
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Meaningful activities. Half of the participants said that the collage was
the most meaningful activity. The usefulness of this activity was very
apparent — some participants reacted quite emotionaly to their collages,
and others mentioned how they appreciated everyone's honesty. The
second most meaningful activity was the traning in facilitative
communication. Mostly participants considered this useful because they
were taught specific skills which they felt they would be able to use
outside the workshop.

Opinions regarding the successfulness of the self-development
programme. Except for one participant who did not complete this
guestion, everyone thought that the programme was successful. The
reason cited most for the success of the programme was the fact that
participants had learned more and felt better about themselves and/or other
people. Furthermore, participants said that they thought the programme
was successful because of the other participants reaction and
participation. Mention was made of greater cohesion and empathy within
the group at the end of the day. Also, participants felt that the programme
was a success because they now had a better understanding of the concept
of, and need for, self-development.

5 DISCUSSION

The sdf-development programme contributed to members synergistic
awareness. This means that directly following the programme members had a
higher tendency to see seemingly antagonistic opposites as meaningfully related.
With statements such as “there is a place in the sun for everyone’” emerging
from the qualitative data, participants are perhaps feeling less competition
amongst themselves, by adso sating that there is greater compassion and
understanding within the group. In defining sdf-development during the
workshop, participants included in the definition the possibility of regression or
pain occurring before growth can take place. This is another example of seeming
opposites finding integration within participants. The increase in synergistic
awareness indicates that participants experienced more meaningfulness in their
lives after completing the saf-development programme. This is a result of
participants making contact with their real selves in an atmosphere of respect
and understanding (Raskin & Rogers, 1989).

A definite increase took place in participants reflections on feelings both
directly following the workshop and even after two months Pllowing it. This
shows that participants became more sensitive towards their own needs and
fedings following this programme (Leitschuh & Rawlins, 1991). By becoming
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more senditive towards their own feelings, participants would be less likely to
project them to other people. It also seems logica that a greater senstivity
towards own feelings would |lead to a greater senditivity towards the feelings of
others. Again, this is reflected in the qualitative data, with statements such as
“everyone’'s got problems’. With half of the participants stating that the most
important thing they had learned from the programme was “ more about myself”,
this long-term effect in reflecting on feelings seems logical. It can thus be stated
that the programme fosters a greater sendtivity within participants to their
personal needs and emotions, and to those of others.

Quantitative results indicate that two months after the saf-development
programme, participants showed greater sdf-efficacy. This means that the
programme contributed to participants gaining more faith in their personal skills
and abilities. In line with the findings of Hobfoll (2001), it can be stated that the
sdf-development programme increased the resources of participants, which
would be beneficid in terms of work outcomes, especidly if it is considered that
having one resource is linked to having others (Rothmann & Van Rensburg,
2001).

It would seem that an increase in self-efficacy addresses a fundamental need in
sf-development. If participants gained faith in themselves, it would affect the
very way they look at themselves, their work, their organisation, and definitely
a ther contributions (Schwarzer, 1992). This seems highly significant: would
persons who have more faith in themselves not be more motivated to sustain
their efforts in the face of adversity? The effect of greater self-efficacy in the
work situation will lead these persons to make greater contributions if they now
fed that their contributions can be meaningful. One can imagine this increasein
sdf-efficacy to be reflected in al aspects of these persons' lives: their behaviour
should show more self-confidence, their emotions should be better controlled,
and physically they should show greater determination (Schwarzer, 1999).

Directly following the programme, and even after two months, participants
showed greater knowledge regarding the eements discussed in the sdf-
development manual. It could be argued that greater knowledge of
psychologica hedth, interpersona effectiveness, management of conflict,
personality preferences and creative problem solving would lead the person to
be more aware of al of these aspects. Knowledge about self-development could
facilitate the long-term development on intra and interpersonad level. This
knowledge is aso reflected in the qualitative data, with participants stating that
they now saw the need and relevance of sdlf-development, felt that they would
be better able to successfully communicate with the skills of facilitative
communication, and felt that “everyone has a right to their preference’. One
should also keep in mind that exposure to constructs and ideas unfamiliar to
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participants might actually stimulate and motivate them to learn more about
aspects that were of interest to them.

Despite the promising results of the self-development programme regarding
knowledge as well as some intra-persona and interpersonal characteristics, there
were other characteristics and coping strategies that showed no significant
changes after participants had gone through the self-development programme.
However, it should be taken into account that this intervention was a first effort
to stimulate the salf-development of managers in a corporate pharmacy group.
More development could take place over time and with more intensve
Interventions.

Regarding the qualitative evaluation, it seems that the programme contributed to
learning about the sdif, realisng the importance of self-development, developing
tolerance and empathy for other people and increasing self-awareness.
Participants regarded the collage as a meaningful activity. The fact that the
participants were satisfied with the arrangements of the sdlf-development
progranme as well as the facilitation and presentation thereof helped create an
atmosphere conducive to learning.

Various limitations regarding this research have been identified. Firdtly, the
empirical study only included members of a single organisation and the results
thus cannot be generalised to other organisations. Secondly, the effect of the pre-
test was not eiminated. Thirdly, the content of a salf-development programmeis
of such a nature that it is difficult to dea successfully with al aspectsin asingle
day. Furthermore, the results of a self-development programme are not meant to
be immediate. |dedlly a longitudina study should have been undertaken to
measure participants perhaps six months or a year after completion of the
programme to determine whether long-term change had been effected.

6 RECOMMENDATIONS

The sdlf-development programme should be presented to al the managers in the
corporate pharmaceutical group. The programme should focus on intra-persona
and interpersonal growth, as well as on knowledge of self-development. More
contact time should be allocated to the self-development programme. It was
evident during the presentation that participants had the need to discuss their
persona growth issues in a facilitative atmosphere. Both the presenters and the
co-participants in the programme play an important role in this regard. Thisis
something that participants aluded to, and is also recommended because of the
nature of the content of such a programme. The pain or uneasiness that comes to
the fore when one has to do sdf-investigation, could be better handled, perhaps
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in personal development sessons, if more time were available. Self-
development should not be an exclusive management development initiative. All
levels of employees could learn and benefit from this type of programme. If, for
example, levels of sdf-efficacy could be improved across the board throughout
the organisation, this would contribute to organisationa effectiveness.

Longitudina research should be undertaken to determine the long-term effects
of a sdf-development programme. As mentioned, the results of a sdf-
development programme are not meant to be instantaneous. Follow-up
measurement perhaps six months or a year after the programme would further
illuminate the true effect. Research should be conducted into other learning
approaches that could be incorporated into this type of programme. A growth
group and persona interviews could have contributed to the further
successfulness of this programme. Evauation studies of self-development
programmes should be conducted with larger samples and in more
pharmaceutical groups.
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