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Employee wellness is a strategy to ensure that a safe and healthy 
work and social environment is created and maintained, together 
with individual wellness commitment that enables employees to 
perform optimally while meeting all health and safety legislative 
requirements and other relevant wellness good practices in support 
of the organisational objectives. 
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boarD Desk

MILESTONE 2: HR AUDITING
The second major milestone is Hr auditing against the 
standard. Building on the national Hr Management system 
standard in 2013, the Hr standards journey continues with 
the saBpp auditing unit being set up to oversee and manage 
the Hr Management system audit.  all 13 standard elements, 
including employee wellness, can now be audited. saBpp is 
well positioned to manage audits, being an Education Training 
Quality assurance Body delegated by saQa to conduct quality 
assurance, and accredited by the Quality council for Trade 
and occupations as an assessment Quality partner in the new 
occupationally-driven skills development system.  These quality 
assurance roles, in addition to accrediting the Hr curricula and 
learning provision of universities for more than 20 years, have 
ensured that the auditing unit has the credibility, experience 
and capacity to effectively manage Hr audits against the new 
national Hr Management system.

The first pool of lead auditors and auditors were trained by 
dr Michael robbins from international Management of risk 
(uk) and/or dr penny abbott from saBpp.  The auditors were 
trained on the principles and sound practices of auditing, with 
a specific focus on how to audit the 13 elements of the national 

Board dEsk  .

the national 
hr stanDarDs 
journey 
Celebrates four 
major milestones
taking hr anD employee 
Wellness to a neW leVel of 
eXCellenCe
welcome to the october edition of Hr Voice.   This month we 
feature wellness as our key theme, thereby supporting the 
national Employee wellness standard developed by saBpp 
as part of the national Hr Management system standard. let 
us take the wellness of all employees very seriously at our 
workplaces.

during september saBpp celebrated four major milestones 
on the national Hr standards journey towards national Hr 
significance and excellence. The four milestones are outlined 
below:

MILESTONE 1: 
HR PROFESSIONAL PRACTICE STANDARDS
The Hr professional practice standards set out the operational 
or tactical processes that constitute good practice in each one 
of the Hr professional practice areas.  The practice standards 
give expression to practical issues in more detail than can 
be covered in the main Hr Management system standard 
and its 13 elements developed in 2013. The Hr professional 
practice standards include Hr practices such as on-boarding, 
succession planning, recruitment and selection, dispute 
resolution, leadership development and learning evaluation. 
The saBpp Board is proud to inform the Hr community that 
our new national Hr professional practice standards files are 
ready to be ordered from our office. 

please order directly from executiveoffice@sabpp.co.za  we also 
want to thank the Hr community for their positive response to 
this new set of Hr professional practice standards.

mailto:executiveoffice@sabpp.co.za
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Hr Management system standard.  another group of auditors 
will be trained in november.

The requirements for the competence of auditors and 
lead auditors will ensure that the level of competence 
established both for auditors and lead auditors will ensure the 
professionalism of individuals carrying out the assessment of 
an organisation.

The auditing process is as follows:
•	 an organisation will submit a request to be audited against 

the national Hr Management system standard.
•	 The organisation will get evidence ready to show that the 

13 Hr standard elements are met, using the saBpp audit 
assessment Tool.

•	 a lead auditor and a team of up to three auditors will be 
allocated and a site visit arranged to conduct the audit. 
The auditors will use the saBpp audit scoring Tool to 
allocate points per standard element as well as an overall 
percentage score for all 13 elements combined.

•	 an audit report is sent to the company, and a feedback 
presentation on site is held.

•	 if meeting all the requirements, the organisation is certified 
compliant with the requirements of the national Hr 
Management system standard.

MILESTONE 3:  
NATIONAL HR SCORECARD AND METRICS
The third milestone is the launch of the national Hr scorecard 
project consisting of a risk-based approach to establishing 
key analytics and metrics for the contribution of Hr to the 
success of the company. This will open the door for proper 

benchmarking between companies and across industries to 
present a true national benchmark for Hr managers to provide 
confidence to their executive committees and board about the 
bottom-line impact of Hr practices on the organisation. The 
saBpp Exco would like to invite interested parties to contact 
the saBpp office on penny@sabpp.co.za  to participate in this 
project.

MILESTONE 4:  
NATIONAL HR ACADEMY
The fourth milestone is the further development work towards 
establishing the national Hr academy.  Hr practitioners 
come from different universities and learning providers, and 
therefore have different levels of understanding of the different 
areas of HrM. some Hr practitioners have not studied for a 
formal qualification at all. The establishment of the national 
Hr academy will build capacity of Hr professionals in the 
application of the national Hr standards and Hr competencies.  
The Hr academy advisory council played a key role to provide 
further inputs in conceptualising the development of the 
academy.  we want to thank the advisory council members, 
prof shirley Zinn and dean retief from nedbank for meeting 
with dr wilson wong from cipd to share new ideas in this 
regard. Exco will let you know of further progress towards 2015.

THE WAY FORWARD
The four milestones of the national Hr standards journey unite 
Hr practitioners with a clear framework for Hr standardisation 
and affirm south africa’s Hr leadership globally. The 
methodology and process of auditing companies against the 
national Hr Management system standard have been set up to 
provide organisations with an opportunity of being assessed on 
the quality of their Hr system.  This will assist Hr leaders with 
an independent review of the strength of its Hr Management 
system, as well as identifying opportunities for improvement.  
Being certified independently against the national Hr standard 
strengthens the role and position of the Hr director and will 
provide confidence to Exco’s and Boards that Hr strategies, 
practices and risks are effectively managed in the organisation. 
Moreover, nationally, the Hr standards, audits, Metrics and 
academy are positioned to raise the bar for the Hr profession 
by establishing Hr credibility, status and independence as 
already achieved by several other professions.

we want to thank the Hr community for their support during 
september and we look forward to continue working with 

you in october.   as always, 
we are connected via social 
media on a daily basis. we 
appreciate all the wonderful 
work you are doing to advance 
the Hr profession at your 
workplaces.

Board dEsk  .

Dr linDa Chipunza
Vice-chairperson: saBpp

mailto:penny@sabpp.co.za
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Major strikes can make you 
feel like you’ve struck out. 
Here’s your opportunity to 

strike gold with your finances.

THe key To success lies in sHaring iT.

PPS is an authorised Financial Services Provider.
Standard SMS rates apply.

*Members with qualifying products share our profits. 

With a range of professional insurance, investment 
and healthcare solutions from PPS, your financial  
security can be well taken care of. you’ll also get  

your share of all our profits*.

For more info, sMs Voice and your name to 42097, consult a  

PPS product-accredited financial services adviser or visit  

www.pps.co.za 
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staff profile
CHRISTINE BOTHA
christine is responsible for establishing, marketing, managing 
and growing the Hr audit unit to support the implementation of 
the Hr standard.  included in this is the management of the audit 
team and their continued professional development, project 
management of client audits, and continuous improvement and 
development of the standard and implementation tools.

“The ability to learn faster than your competitors may be the 
only sustainable competitive advantage.”  arie de Geus

WE ARE BORN TO LEARN – BUT ARE WE 
LEARNING FAST ENOUGH?
we are born to learn. from the moment we come into this 
world, we learn how to survive, who to love, what to eat, what to 
avoid and how to get around. as we grow we learn new things 
every day. we learn about choice, boundaries, consequences 
and power. we learn about competition, co-operation, 
independence and group dynamics. we learn how to set goals 
and experience how it feels to fail. we have an innate capacity 
to observe, absorb, interpret, integrate, test and learn from 
feedback. we are living, breathing, learning machines. we 
develop new thought patterns, emotional responses, beliefs 
and mind-sets, which form our fundamental programs of how 
to manage our lives.

we are part of nature and nature adapts and learns all the time. 
Just as a seed that is thrown onto barren ground manages to 
grow into a tree; and a chameleon adapts its colour to suit 
its environment; and a fire brings new growth and life to the 
grasslands, so too can we adapt and learn and thrive. our 
species has been around for hundreds of thousands of years. 
we have adapted, evolved and survived despite ice-ages, 
famine, world wars, planet damage and destructive technology. 
so why it is that organisations struggle so much to get people to 
learn, change and make better decisions? what has happened? 
what has changed? what are we missing?

hrri
human Capital 
reVieW: latest 
eDition 
TALENT GAP CRISIS: THE NEED 
TO SHIFT HOW WE LEARN
dEBBIE CRAIg, founder and Managing director of catalyst 
consulting, author of “i am Talent” and “i am alive”
published by knowledge resources 
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Hrri  .

hrri

published by knowledge resources
knowledge resources has generously made a 12 
month free subscription to this valuable on-line journal 
available to saBpp registered professionals.

sign up
hrri@sabpp.co.za

we face a global talent crises of massive proportion.  There 
is just not enough depth of “ready now” candidates to fill the 
critical leadership and technical positions in the future. This is 
without fail one of the top three risk categories in organisations 
world-wide and one of the top three strategic challenges 
organisations are investing resources in.  

QUESTION: IF WE kNOW WHAT TALENT WE NEED 
AND kNOW WHAT TALENT WE HAvE, WHY CAN’T 
WE MATCH LEARNING PATHWAYS TO STRATEGIC 
CHALLENGES AND ENSURE THAT WE ENGAGE, 
NURTURE, DEvELOP AND RETAIN THE TALENT 
WE NEED?
with only a 25% success rate, it is clear that we are still unable 
to harness the value of large scale change interventions.  
although change, uncertainty and complexity are a consistent 
part of our business world, we still find that change results 
in resistance, derailment, demotivation, disengagement, 
lower productivity and the loss of good people.very reactive 
but not very original. it contracts creativity and can impact 
mental health. if we don’t know how to calibrate the balance 
between action and reflection we may become a casualty of 
psychological burnout.

book reVieW
buy some Copies of this book 
for your employees before 
bloCking their faCebook 
aCCess

organisations agonise over the use of social media by their 
employees – is it a benefit to the organisation or a productivity 
loss?  organisations also have a highly ambiguous attitude 
towards personal use of social media – on the one hand 
wanting to block access during working hours and on the other 
hand searching job applicants’ facebook pages for clues about 
their employability. Maybe having your employees read this 
book will solve your problems for you.  The authors tell some 
cautionary tales about the potential to ruin your life through 
an injudicious use of social media. This new book is written by 
south african social media experts Emma sadleir and Tamsyn 
de Beer, both of whom have a legal training but have chosen 
not to practise as attorneys because they combine pr work 
with their legal advice. The book covers not only social media 
aspects of hiring and firing and intellectual property rights, but 
also cyberbullying and online harassment of children, so the 
book is useful to parents as well.

reCommenDeD retail priCe r230, FROM 
LEADING BOOkSELLERS.

mailto:hrri@sabpp.co.za
mailto:hrri@sabpp.co.za
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employee 
engagement 
researCh
saBpp has been working with professor nico Martins and 
his co-researcher, professor Hester nienaber from unisa, to 
build a measurement instrument for employee engagement 
that can be used to create a national database on employee 
engagement. a pilot study has been conducted to validate the 
instrument.

The saBpp fact sheet this month deals with employee 
engagement, so readers of the Hr Voice are encouraged to get 
more information on the subject by opening the fact sheet.  
in compiling the fact sheet, we have accessed some quality 
research reports. These are available in hard copy in our 
knowledge centre should any member wish to read more on 
the subject.

Hrri  .

refer a frienD
for profEssional rEGisTraTion

HOW dIFFERENT WOULd YOUR LIFE 
BE IF SOMEONE dIdN’T TELL YOU ABOUT

sabpp?

results of 
Delegates’ group 
Work at the 
2nD national 
hr stanDarDs 
summit in august
as part of the sessions on the 28th august, after the professional 
practice standards (pps) had been introduced, the delegates 
were asked to rank the importance/relevance of each pps for 
them in their current positions, with 1 being most important 
and 19 being least important.

The results ranged very widely on the first 60 responses 
analysed so far, probably reflecting the range of specialisations 
and management levels represented in the audience. for 
example, an l&d specialist will tend to rank the l&d pps’s 
more highly than generalists. several delegates responded 
that all the pps’s were important to them.

a simple averaging of the responses shows the following 
ranking in terms of importance/relevance:

•	 organisation design, leadership development, recruitment 
and selection came highest

•	 career Management, on-boarding, learning needs analysis, 
performance appraisal, remuneration Benchmarking and 

succession planning came a close second
•	 coaching/Mentoring, Employment Equity/diversity 

Management, learning design and learning Evaluation 
were not far behind

•	 absenteeism management was ranked very high by a 
minority, and as less important by a majority

•	 The lowest ranking was for the Employee relations pps’s: 
disciplinary procedure, Grievance procedure, dispute 
resolution and collective Bargaining.  This ranking probably 
reflects the make-up of delegates being mainly generalist or 
l&d/od specialists rather than ErM specialists, for whom 
these pps’s would be of major importance.

delegates were also asked which additional pps’s they would 
find useful, and the overwhelming response was for Employee 
Engagement and change Management, with Employee 
wellness related topics including incapacity Management also 
being popular.  (The fact sheet this month should satisfy some 
of this demand.)  Groups will be convened over the coming 
months to draft pps’s in these topics.  at the same time, 
the saBpp’s learning and development committee will be 
working on a workplace learning pps.

http://www.sabpp.co.za
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registration anD 
reneWal fees  
– A MODEST INCREASE IN 2015 
BUT GREAT vALUE FOR MONEY 
saBpp continues to do great things for the Hr community. 
The last twelve months saw an unprecedented interest in our 
work both locally and internationally. saBpp humbly accepts 
this leadership role and is geared to take the Hr industry to 
even greater levels. we understand that our mandate starts 
by ensuring that all our members take their place in leading 
the country by setting Hr standards and by improving the 
competency levels of all Hr professionals. in doing so we will 
indeed be allowing the Hr professionals to take their strategic 
positions in organisations.

saBpp as an npo depends on its membership to be able to 
continue offering value adding services to members. since i 
started with the saBpp in June, i have been very interested 
to see all the benefits available to members, and i think that 
sometimes members do not know or take advantage of all the 
services. These include: 

•	 an improved well researched Hr Voice magazine
•	 significant discounts for networking and informative events

•	 an independent assessment of the professional level of 
work and nQf level of the Hr practitioner (certificate);

•	 a clear description of the national  standards (in terms 
of qualifications, experience, level of work and ethics) 
expected of Hr practitioners;

•	 official professional post nominal titles for registered Hr 
practitioners (HrT, Hra, Hrp, cHrp, MHrp) in accordance 
with the nQf act (67 of 2008).

•	 an indication of further development required to upgrade 
to higher levels of registration (e.g. what additional 
qualifications, development, experience and level of work 
are required to progress to higher levels);

•	 participation in our national electronic cpd (continuous 
professional development) system;

•	 regular electronic newsletters containing updates 
about trends in the field of Hr and tools to improve Hr 
professionalism, as well as the digital versions of Hr future 
Magazine, the top Hr journal in the country and Human 
capital review, the largest on-line journal.

•	 access to further discounts to attend seminars and 
conferences held by our alliance partners;

•	 full access to participate in or influence national Hr 
research, development and benchmarking projects;

•	 involvement in projects and committees, e.g. learning, 
Growth and development initiative;

•	 forums to voice concerns to be tabled collectively with 
relevant stakeholders (e.g.  labour laws);

•	 participation in electronic or other discussion forums;
•	 access opportunities for mentoring;
•	 opportunities to provide inputs into Hr curricula at 

universities via the saBpp Higher Education committee;
•	 upload of your professional designation on the national 

learner’s records database at saQa.
•	 access to information and the work of our alliance partners 

(asTd, Hci, EGn, coMEnsa, ispi etc.) to strengthen the 
Hr profession;

•	 registration fee is tax deductible where an individual 
consultant or self-employed professional pays the fee him/
herself.

•	 information on the new national Hr competency Model, 
and Hr standards and Metrics projects.

•	 participation in discussion forums on social media 
platforms (linkedin, facebook, Twitter, Blog).

we have kept our membership fees at the same level for 
the last three years in order to cushion our members from 
tough economic conditions. we continue to worry about our 
membership and that is why i am proud to announce that we 
have decided to increase the membership fees by 4% only which 
is way below the inflation rate. we will continue increasing the 
visibility of the saBpp brand in order to give value back to 
members through low increases.

The new fee structure for 2015 therefore will look like this:

profEssional sErVicEs  .

professional serViCes

hr toDay
sa boarD for people praCtiCes Daily neWs

folloW our blog
www.hrtoday.me

http://www.hrtoday.me
http://www.hrtoday.me
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first time 
registration

you Will then neeD 
to reneW your 
registration eaCh year. 
the Current annual 
reneWal fees are:

master hr professional  
(masters/doctorate + 5 years top level experience)

r 2 800 r1513

ChartereD hr professional
(honours + 4 years senior level experience)

r 2 300 r1305

hr professional
(3 year degree/diploma + 3 years middle management experience)

r 1 800 r1097

hr assoCiate
(2 year diploma* + 2 years’ experience)

r 1 250 r816

hr teChniCian
(1 year certificate* + 1 year experience)

r  1050 r608

CanDiDate
(qualification but no experience)

r   600 r410

appliCation for upgraDe to higher leVel of registration r   850  no Change

we will be sending out renewal invoices during the third week of 
october.  please remember to use the invoice number and your 
registration number as the reference for your EfT payment 
and please send us the proof of payment. we still have over 
400 renewal payments in our bank account for 2014 which we 
cannot reconcile because there is no reference on the payment.
i thank you for your prompt payment in order to help saBpp to 
sustain its projects in delivering value to you.
Xolani Mawande is the operations Manager at saBpp.

profEssional sErVicEs  .

NOT AT THE CUTTINg EdgE OF YOUR

hr profession  
in loCal  
goVernment?

refer a frienD
for profEssional rEGisTraTion@sabpp1

Join THE discussions

http://www.sabpp.co.za
https://twitter.com/SABPP1
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SABPP ETHICS COMMITTEE

1st Floor, Rossouws Attorneys Building, 8 Sherborne Road, Parktown 
PO Box 2450, Houghton 2041, South Africa

F: +27 11 482 4830
T: +27 11 482 8595 

info@sabpp.co.za
www.sabpp.co.za

    @SABPP1
    company/sabpp

This OR code barcode links to our website  
www.sabpp.co.za. Download an application for 
your smartphone or tablet, take a picture of the 
OR barcode and our website will open in your 
browser window.Try Bakodo or i-nigma for 
iPhone, OR Code Scanner Pro forBlackBerry® 
and Barcode Scanner for Android.

HR Ethics

HR ETHICS
SABPP ETHICS COMMITTEE

member 
benefits
Get help with your everyday issues.  SABPP has an 
alliance with HR Forum which offers a FREE email 
group-based help line for the sort of tricky issues that 
come up daily. Topics covered in the past month or so 
included:

•	 Pay for time lost due to service delivery protests
•	 How to design a 4 shift system
•	 How to design an incentive system for production 

targets
•	 Duties of a small employer in relation to an 

employee with TB.

You send in your query, it gets made anonymous by 
the Forum facilitator, and circulated to members, who 
then come back (very quickly usually) with good advice 
based on solid experience.

hr forum
click HErE To rEGisTEr 

ethiCs 
The SABPP presents the Ethics Workshop – Foundations 
on the 11th November 2014, at EES Siyakha, Parktown - 
Johannesburg.

Ethical behaviour by Hr practitioners is very paramount. 
Hr Management plays a critical role in the success of an 
organisation, and this role cannot be played successfully unless 
Hr practitioners behave ethically themselves.

attend this half day workshop organised by saBpp to gain 
insights on how to drive ethical behaviour in your organisation.

for more information please contact: siphiwe Mashoene on 
011 045 5413 or events@sabpp.co.za

faCebook/sabpp
likE our paGE

profEssional sErVicEs  .

http://www.hrforum.co.za
mailto:events@sabpp.co.za
https://www.facebook.com/sabpp
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    aVailable at WWW.buCksurVeys.Com

hot-topiC 
Wellness
looking at some case studies of organisations and reasons 
for introducing wellness programs, it becomes evident that 
most are introduced as a reactive consequence to unwellness 
and not to embrace and promote wellness. for example, 
many organisations confine their wellness programmes 
to occupational Health and safety and chronic disease 
management programmes.  
FRANk dE BEER, chartered Hr professional and saBpp 
Ethics committee member

international Health promotion researcher, wolf kirsten (www.
wolfkirsten.com) was in south africa recently and shared the 
results of his 7 year international study assessing trends in 
employer wellness strategy and practices:

“Holistic wellness is essential to running a healthy business.” 
Millicent Molete, Media relations Manager: nestle’

“The key to employee well-being is to acknowledge that 
different groups have different expectations and needs of an 
employer.” 
linda smith, Hr director: unum

“well-being and general happiness in the workplace has 
become a bottom-line issue for business leader.”
Jessica Hubbard, contributor: finweek

Employee well-being is a business priority and we plan for 
achieving it just as we plan for achieving all other business 
priorities and objectives.”
kim Magee, Hr director: coca-cola south africa

“leaders must address employee well-being”.
Edward kieswetter, Group Executive: alexander forbes

profEssional sErVicEs  .

His findings included that wellness programmes are indeed 
introduced for “negative” rather than “positive” reasons as 
shown below:

EMPLOYER OBJECTIvES dRIvINg WELLNESS STRATEgY

http://www.bucksurveys.com
www.BuckSurveys.com
www.wolfkirsten.com
www.wolfkirsten.com
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learning anD Quality 
assuranCe

lEarninG & QualiTY assurancE  .

name QualifiCation / unit stanDarD title

aCaDemy of york saQa iD 93994: national diploma: labour relations practices: dispute resolution. credits 241 
(94079) - legislation and Human resource support) nQf level 5

Vip leaDership & 
strategiC CoaChing & 
mentoring institute 
(pty) ltD

unit standard – 114215 Mentor a colleague to enhance the individual’s knowledge, skills, values 
and attitudes in a selected career path nQf level 4, credits 3.
unit standard – 252035 – select and coach first line managers nQf level 5, credits 8

amt plaCement 
serViCes (pty) ltD

unit standards - 11286 – institute disciplinary action nQf level 5, credits 8.
unit standards - 10985 – conduct a disciplinary hearing nQf level 6, credits 5.
unit standards - 114274 - demonstrate and apply an understanding of the Basic conditions of 
Employment act (act 75 of 1997) nQf level 5, credits 8) 
unit standards - 11907 – draft and employment contract nQf level 5. credits 3.

fernWooD business 
College (pty) ltD

fet Certificate 49691: Human resources Management and practices support level 4 (learning 
programme recorded against id: 67463)

maseko Consulting 
serViCes CC.

unit standard – 11286 – institute disciplinary action nQf level 5, credits 8.
unit standard – 10985 – conduct a disciplinary hearing nQf level 6, credits 5
unit standard – 119936 - apply case law and judicial precedents to labour related issues,
nQf level 5, credits 6
unit standard – 119929 - Manage and conduct an in limine hearing – nQf level 6. credits 5
unit standard – 12139 – facilitate the resolution of employee grievances, nQf level 6, credits 5
unit standard – 115326 – identify and apply the principles of law of evidence, nQf level 5, credits 6

aCCreDitation 
of training 
proViDers
learning and Quality assurance committee would like to 
congratulate the following training providers who offer the 
respective qualification/unit standards:
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monitoring Visits 
on training 
proViDers:
we are proud to announce that monitoring visits that were 
planned and scheduled for the month of september 2014 with 
our accredited training providers are going according to plan.
we would like to share some good practices from providers 
which have been displayed and evidence presented to our 
saBpp representatives:

1. learning material is annually updated to ensure alignment 
with new developments in skills development;

2. strict moderation is done in terms of quality of learning 
materials (tutorial letters, study guides, exam papers and 
assignment and exam marking); 

3. policy in place to address learners with special needs;
4. learners are supported by facilitators in line with Quality 

Management policy;
5. Visual signage and safety equipment reflect compliance 

with occupational and Health safety practices and policy 
of the organisation;

6. storage of learner portfolios and related documents are 
in lockup safes and archiving with Metrofile, in accordance 
with the record keeping and learner Management policy.

The following development points should be considered:
1. learner feedback from assessors must be documented 

and be available on file. The comments recorded must 
lead to development and encourage meaningful evidence 
towards the applied skills and knowledge.

2. assessment process must be reviewed in order to be more 
efficient and effective.

3. There should be performance appraisals/management 
done on facilitators and assessors and related staff to 
measure effectiveness.

4. all learner complaints must be documented.

lEarninG & QualiTY assurancE  .

linkeDin/sabpp
Join THE discussions

year enD eVent 
for sabpp 
aCCreDiteD 
training 
proViDers:
This event is scheduled for 5th december at regenesys 
Business school at sandton from 12.00 registration until 
15h00. we will be sharing topics on:

1. update on Quality council for Trade and occupations 
(QcTo)

2. challenges on facilitating mixed group of learners with 
disabilities on a learnership.

3. findings and recommendations on saBpp annual 
“september” Monitoring Visits

4. why it is important to measure learning within 6 weeks.
5. awarding training providers and recognising people 

with “life Time achievement” in the field of learning and 
development field.

learning 
DeVelopment 
groWth 
initiatiVe:
do your skills development, learning and development, 
Human resources, compliance Managers and 
Employment Equity staff have challenges regarding 
the correct interpretation of the dTi and BBBEE codes 
on “skill development”? if so, then book for workshop  
scheduled for 30th october at the MTn Head office, 
phase 2 auditorium, 14th avenue, fairland, roodepoort. 
This workshop will be facilitated in a form of dialogue, 
action learning and a panel that address your concerns 
and issues.

it will only cost you r 250.00 (inclusive of VaT) for 
registered members. please note we have limited 
seats for this workshop so Book now! (Maximum 100 
seats).

contact: siphiwe Mashoene
events@sabpp.co.za, 011 045 5413 for registration form.

http://www.linkedin.com/company/sabpp
mailto:events@sabpp.co.za
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Why are the first 
6 Weeks are so 
important?

LARRY MOUgIOS
Managing consultant

our research confirms that if an employee 
fails to implement positive improvement 
within the first 6 weeks of completing a 
training programme, the chances of any 
positive improvement being implemented 
are very low.

This is a major industry problem because many organisations 
invest a lot of money in formal training but fail to include active 
follow-up for embedding skills within the first 6 weeks. The 
result is that only those employees that have the self-discipline 
for focusing on improvement are able to make the needed 
change within this early period of awareness.

Measured learning works on various client projects that involve 
tracking the post learning impact of training programmes. we 
have tracked numerous learning & coaching interventions 
for clients and continue to identify a common issue that 
many organisations lack the follow-up and post training 
measurement for delivering sustainable results.

we have identified that in most cases the line manager is not 
involved enough with supporting the positive change within 
these first 6 weeks. so unfortunately many organisations still 
continue to blow their investment in training because they don’t 
have a follow-up framework for post training improvement.
The following graphs confirm two control groups of employees 
at mid-level management part of the same course:
 
red line = Before first 6 weeks
Green line = after first 6 weeks 

Group a: completed the pre-assessment tracking and then 
identified specific actions for improvement at work within 
the first 6 weeks. These actions were actively reviewed and 
supported by their manager back at work. This graph shows 
the higher level of improvement achieved by the group after a 
6-8 week period.

Group B: completed the pre-assessment but failed to create 
an action plan for tracking measurement that focuses on 
specific improvement. after training they went back to work 
with no post improvement plan or follow-up involvement from 
their manager. They returned with the hope that the training 
intervention itself would sustain awareness for improvement.
This data demonstrates how important the first 6 weeks are 

for sustaining improvement back at work. The level of positive 
improvement identified at kirkpatrick level 3 (Group a) from 
this anonymous project data, shows about a 55% on average 
higher level of improvement in specific performance outcomes. 
while Group B did deliver improvement, their improvement 
was unstable and much lower than the level of group a.

The key conclusion from this data confirms that follow-up 
support is inadequate, if it does not connect with post training 
measurement. it is the combination of setting measured goals 
and evaluating progress with targeted follow-up support 
that delivers a higher and more sustainable level of group 
improvement.

COMMENTS BY NAREN vASSAN – SABPP
There is a clear correlation when staff gets support with 
effective coaching and commitment from management 
/ supervisor / peers that there is an improvement in 
workload, reduced errors and increase in the morale. 
The organisation reaps the benefit immediately and 
there is return on money invested.

lEarninG & QualiTY assurancE  .
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eVents
items for your 2015 
buDget
•	 don’t be caught wanting an Hr audit in 2015 with 

no budget for it.  You have started on your own 
Hr standards journey and may be ready for your 
first HR Audit in 2015. contact hraudit@sabpp.
co.za for an estimate to put into your budget. 

•	 Save the date: 3rd National HR Standards Rollout, 
September 17th 2015, sandton convention centre.  
More exciting developments in the Hr standards 
journey will be unveiled and participants, as is the 
norm with saBpp events, will go away loaded with 
value for money material.

employment laW 
amenDments 
Workshop
6 november 2014, sandton

run in conjunction with cowan Harper attorneys. The 
morning will cover the EE act amendments with special 
emphasis on equal pay, while the afternoon will cover the 
lra and BcoE amendments. delegates may book for one 
or both workshops. Enquiries to events@sabpp.co.za

hr auDiting anD 
professional 
stanDarDs roll-out 
regional eVents
The saBpp and Hr future offices are inundated with requests 
for regional events on Hr audits and the newly released Hr 
professional practice standards.

we have therefore decided to arrange such sessions in cape 
Town (19 november 2014 and durban 27 november 2014). 
should you be interested to join us at these sessions, please 
let us know on events@sabpp.co.za

EVEnTs  .

Course details
• 3 day course: R5000
• 5 day intensive course for facilitators: R8500.    

Some prior facilitator training and experience is recommended 
for attending this course.)

2014 Dates
5 day: 10-14 November 2014 

These courses can also be offered in-house and customised to 
organisations’ needs.
Limited subsidies / bursaries available.

Who should attend?
Leaders, Managers, Human Resource & Organisational 
Practitioners, Employment Equity or Transformation Committee 
Members, Coaches, Educators, School Governors

Those who are interested in the challenging ways in which issues of 
“race”, diversity, transformation and social justice are surfacing in 
organisational spaces.

“RACE”, DIVERSITY, SOCIAL JUSTICE AND 
TRANSFORMATION IN ORGANISATIONS

• Are you able to engage with the diffi cult dynamics and necessary 
conversations about “race” and diversity?

• Are you able to offer support to individuals & groups as they 
try to deal with “race”, diversity & transformation-related 
challenges?

Short courses presented by Wits Centre for Diversity Studies, 
University of the Witwatersrand

Enquiries and bookings
Rejane Williams
Email: rejane.williams@wits.ac.za   Cell: 082 494 0364

Wits Centre for Diversity Studies, 
13th Floor, 
Wits University Corner, 
Corner Jorrissen & Bertha Rds, 
Braamfontein  

Tel: 011 717 4777

WICDS_HRvoice ad_B.indd   1 9/26/14   10:10 AM

mailto:hraudit@sabpp.co.za
mailto:hraudit@sabpp.co.za
mailto:events@sabpp.co.za
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inDustry neWs
6 Ways 
to keep your 
managers 
honest
HOgAN ASSESSMENT SYSTEMS INC.

in business, the adage holds true that one bad apple can spoil
the bunch. Just one dishonest manager can cost companies 
hundreds of thousands – if not millions – of dollars in low morale 
and lost productivity. unfortunately, history shows that there is 
more than one bad apple in the business world, and dishonest 
work behaviors, such as staff abuse, rule bending, and theft 
cost the economy billions each year. How can organizations 
combat dishonesty in their management teams?

What’s the problem With 
Dishonest managers?
in the working world, dishonesty is enormously costly. The 
Enron and worldcom scandals cost the u.s. economy around
$40 billion, the financial crisis inquiry commission reported 
losses resulting from fraudulent mortgage loans total more 
than $112 billion, and the most recent estimate of the cost to 
the u.s. economy of the 2008 financial crisis is more than $22 
trillion.

Beyond the headlines, daily organizational life includes 
regular episodes of staff abuse, rule breaking, and betrayal 
by people in positions of authority (Hogan and kaiser, 2010). in 
a Hogan survey of more than 700 individuals, more than 80% 
of respondents reported they had been lied to, stolen from, 
cheated, or treated dishonestly by a supervisor or coworker.

in a separate survey, 50% of respondents described their
worst boss as manipulative.

Managerial competence directly impacts employee 
engagement, and according to Gallup’s 2013 “state of the Global 
workplace” survey, nationwide, only 30% of u.s. employees are
engaged, with nearly one in five employees actively disengaged. 
according to the report, employee engagement impacted 
customer ratings, profitability, productivity, turnover, safety 
incidents, absenteeism, and theft, all of which add up to an 
estimated $300 billion in lost revenue every year. Gallup also 
reported that poorly managed work groups are on average 
50% less productive and 44% less profitable than wellmanaged 
groups.

hoW Do they get to the top?
How do so many dishonest people end up in management 
positions? it comes down to a fundamental flaw in how people 
get promoted in the corporate world. Many organizations 
rely on performance appraisals and supervisor nominations 
to identify and promote talented individuals. The problem 
is, supervisor ratings tend to reflect organizational politics 
rather than performance, and they tend to reward the kind of 
characteristics typical of dishonest individuals:

indusTrY nEws  .
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1. charisma – psychologists recorded 73 first-year college 
students individually introducing themselves to a group. The 
study found students with narcissistic tendencies excelled at 
making initial impressions. They used more charming facial 
expressions, a more confident speaking tone, were funnier, 
wore more fashionable clothes, and had trendier haircuts. 

2. self-absorption – The second characteristic is an 
unusual degree of selfabsorption, or, more to the 
point, a relentless drive for self-advancement. These 
individuals possess a ruthless dedication to self-
advancement to the extent that other people lose their 
value as humans and become objects to be manipulated. 

3. self-deception – Ben dattner, author of The Blame Game, 
notes that narcissists “lead with the main purpose of 
receiving personal credit or glory. when things go wrong 
or they make mistakes, they deny or distort information 
and rewrite history in order to avoid getting blamed.” 

4. Hollow core syndrome – The underlying dynamic that unifies 
these themes is a pattern of personality characteristics 
called the hollow core syndrome. The hollow core refers to 
people who are overtly self-confident, but who are privately 
self doubting and unhappy.

iDentifying Dishonesty
of course, the best solution to the problem of dishonest 
managers is to ferret them out and fire them, or to avoid hiring 
them in the first place. That’s easier said than done. Most people 
are terrible judges of character, especially in the compressed 
time frame of a job interview, and, as a recent review noted, 
there is “a logical problem with self-assessments of integrity. 
people who lack integrity specialize in manipulation and 
deceit, which makes their selfassessment a dubious source of 
information.”

unfortunately, the best way to identify dishonest individuals 
is by the wake of damage they leave in their paths. peer 
evaluations, 360-degree feedbacks, careful reference checks, 
and reputation-based personality assessments are the best 
way to identify individuals prone to acting dishonestly.

keeping your managers honest
short of systematically evaluating and wiping dubious 
individuals from your company’s ranks, how can you keep your 
existing managers honest?

1. Engage them. research shows that job satisfaction 
accounts for some of the effects of moral personality 
traits on counterproductive work behavior. Even less 
ethical individuals will be more likely to act morally if 
they are engaged at work. By the same token, alienating 
employees may enhance moral disengagement even in 
those with higher integrity. Give your managers meaningful 
tasks, make them feel valued, treat them like adults, and 

they will be more compelled to exercise organizational 
citizenship, no matter how principled they are (or aren’t). 

2. lead by example. research shows that leaders’ morality 
level determines the degree to which employees perceive 
the organization as ethical or unethical. for leaders, the 
implication is clear: if you want your managers to act morally, 
start by acting morally yourself. as meta-analytic studies 
show, when subordinates trust their supervisors they are 
happier and more productive at work, so everyone wins. 

3. pair them with ethical peers. although we tend to think 
of peer pressure as a source of antisocial behavior, 
peers can also inspire ethical conduct. Teaming your 
less moral managers with colleagues who have strong 
integrity will motivate them to behave more ethically. 
Humans learn via observation and imitation, and much 
of this learning occurs without awareness. accordingly, 
recent research suggests that peers play a critical role 
in determining the moral compass of our workplace. 

4. invest in moral training. Most people develop their 
moral predispositions before they reach adulthood. That 
said, organizations can influence managers’ ethical 
choices via explicit educational programs. The Ethics 
resource center reports that businesses that implement 
formal programs to support ethical choices, such as 
whistleblowing, decrease counterproductive behaviors and 
misconduct rates while increasing employee satisfaction. 

5. reduce temptation. as oscar wilde once said, “anybody 
can be good in the countryside – there are no temptations 
there.” Ethical behavior is a function of personality and 
situation. Everybody has a dark side, which is much 
more likely to surface in a toxic environment; it’s hard to 
change someone’s personality, but managers can do a 
great deal to affect the environment employees inhabit. 
Managers can help employees who are less capable of 
exercising self-control by surveilling them a bit more. 

6. create an altruistic culture. although organizational 
culture isn’t created overnight, meta-analytic reviews have 
demonstrated that a caring culture prevents unethical work 
behaviors, whereas a culture of self-interest promotes 
them. clearly, it is not sufficient to include integrity as a 
core organizational value – for most companies it’s just 
the stuff they write on their websites. what matters is 
persuading employees that the organization truly values 
generous, selfless behaviors.

 

the bottom line 
dishonesty among your managers can be enormously costly. 
However, using proper methods, companies can identify 
dishonest managers and either eliminate them or work to 
keep them on the straight and narrow. To learn more, visit us 
at www.hoganassessments.com.

indusTrY nEws  .

www.hoganassessments.com
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strike aCtion in 
sa is Creating a 
ViCious CirCle
JACqUES TALJAARd
lecturer: industrial relations
central university of Technology free state

in 2014 south africa recorded two major strike incidents with 
enormous implications for the economy.  The five month strike 
in the platinum sector and the immediate following of the strike 
in the Metal and Engineering sector must be seen in the correct 
context.  as a developing country south africa relies heavily on 
funding obtained through international loans.  it is well known 
that sa has a shortfall on the national budget and therefore 
the credibility of the country is even more important in order 
to secure the required loans to erase the deficit in the national 
balance of payment.  This requires international trust in order 
to be regarded as a worthwhile destination for investments by 
foreign investors.  The year 2014 is unfortunately also the year 
when south africa’s credibility was down-graded by all the 
major credit grading agencies, in some cases to the lowest level 
of that specific agency.  The first of these incidents happened 
during the platinum strike.  in this discussion the economic 
implications of the overall increasing strike tendency of the sa 
will be highlighted to illustrate why the country cannot afford 
the current strike trend.

in 2008 57 strike incidents were recorded and this is used as 
the starting year for the discussion.  Year by year there is a 
general fluctuation in strike incidents as reported annually 
by the department of labour but studying figure 1 below will 
illustrate the overall increasing strike tendency in sa.

fig.1: an illustration of the overall increased strike tendency in sa

according to the 2013 annual strike action report of the 
department of labour, sa experienced 114 strike incidents and 
it is widely speculated that it will increase in 2014.

The loss of working days fluctuates considerably.  in 2008, 
the starting year of this discussion, a total of 497,436 working 
days were lost in the economy.  in 2010, the soccer world cup 
year, 20,674,737 working days were lost.  The increase can 
be due to the international attention on sa and unions taking 
to opportunity it created to obtain maximum publicity.  in 
2013 a total of 1 847 006 working days were lost. calculated 
at a conservative average of 5 shifts per worker per week 
the platinum strike created a loss of 7582750 working days.  
added to this the nuMsa strike contributed a loss of 4 766 300 
working days.  only two strike incidents in 2014 already account 
for about 60% of the work days lost in 2010 but compared to 
2013’s figure it is an increase of 6.7 times more days lost.

unfortunately the cost to the economy is an even worse picture.  
from 2008 (r47mil) to 2013 (r6.723bil) is an alarming increase.  
However this is not where the dismal picture ends.  The official 
loss for the economy of the platinum strike is r34.896 billion 
(losses for the employer as well as wages lost) and only one 
incident cost the economy about 7 times more than the total 
strike action of 2013.  add to this the nuMsa strike for which 
a total cost of the strike is not readily available and the loss for 
the economy increases even further.  figure 2 illustrates the 
significant increase in the cost of strikes for the economy but 
does not account the strike action discussed in 2014.

fig.2: an illustration of the steep increase of strike action in the economy.

in conclusion it is clear that the economy of sa cannot continue 
to lose income at this alarmingly increased rate.  although it is 
accepted that the right to strike is constitutionally protected, it 
is clear that at the current rate the economy is vulnerable to 
recession.  during the platinum strike, aMcu indicated that if 
retrenchments follow after the strike, the workers will strike 
again.  The right of workers to strike has become an absolute 
right executed without consideration of the bigger picture of 
the effect it has towards other people.  sa just cannot continue 
to experience strike action at the current rate of increase in 
terms of incidence and cost. 

indusTrY nEws  .
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Culture Captains
JANE STEvENSON
www.boomtown.co.za

iThere is always an interesting debate around organisational 
culture and what is its true value. This is indeed more prevalent 
when times are tough and focus is on financial pressures.

Here is the harsh truth: culture underpins everything in an 
organisation – and i mean everything.

it dictates how employees engage with clients and with one 
another. it dictates the ethical integrity of the organisation. 
it is the difference between people wanting to come to work 
rather than having to. it is the enjoyment factor… the reason for 
being... the purpose we all work towards. and this has a direct 
impact on the bottom line.

a motivated, focused individual will go to war for a company 
that treats its employees well. a person simply there to earn a 
salary will do what is asked with less focus and attention. and, 
will have a direct, impact on results.

culture is the personality of the organisation. it’s the feeling 
you get when you enter a company and there is a “buzz”, people 
are focused and happy, and there are shared values and beliefs. 
all coupled with goals that are aligned to these values.

culture is key to achieving organisational excellence, it shapes 
the manner in which people interpret and respond to any 
organisational situation.

culture is the foundation that enables business to embrace 
change. a growing business faces many challenges along its 
journey of growth. These challenges necessitate changes. if 
there is a solid culture, there is trust. people will work with 
leadership to move in different directions, with the belief that it 
is for the good of all.

You may say that’s idealistic - i disagree. There are many case 
studies of companies who have done this so well. it takes time, 
it requires consistency, and it takes leadership to completely 
immerse itself into building a culture.

so who is responsible for culture? of course, the success is 
a result of everyone embracing it. But the leadership of an 
organisation is 100% responsible for creating, implementing 
and measuring organisational culture.

culture is based on core values: a set of behaviours that 
determine the way we would like our organisation to be seen 
internally and externally. it’s easy to put values in a frame in 
reception… you can Google that in two seconds. The litmus test 
is in living these values daily in order for people to see and feel 
them without listed on paper.
according to alison Treadaway, Md of striata, the following four 
areas are a good place to start:

dEFINE ANd ALIgN COMPANY vALUES: in true tradition of 
human behaviour, we like to belong to or be part of something 
bigger than us. something that creates a unified vision. 
Ensuring that each employee understands (not just the words 
but their role) the values of your business makes for a solid 
foundation.

WORk ETHIC: do you have a clear code of conduct or is it 
loosely applied and therefore open to interpretation? if it’s not 
clearly articulated, you don’t have one. This is a guideline – set 
of boundaries – to the behaviours expected by the company.

gROWTH: Each person needs to understand their journey of 
growth within the company. it should be discussed, documented 
with a clear indication of what the expectations are from both 
the individual and the company.

MAkE WORk FUN: sounds simple, but having fun at work is 
good for productivity, motivation and loyalty. people should 
enjoy being at work. an organisation should have a sense of 
humour.

financial prosperity is the end result of great culture, solid 
values and focused goals defined and led by leadership.
can you afford to ignore your organisational culture?

indusTrY nEws  .
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partners for 
possibility - 
leaDing Change 
in south afriCan 
eDuCation
 
a programme that has been running for only four years is 
taking innovation in education to new levels. partners for 
possibility, a world first, award winning and uniquely south 
african programme is endorsed by some of the country’s most  
influential educational thought leaders, already touching more 
than 150,000 learners and more than 12,000  teachers in south 
africa. 

The beauty of the programme is that it dissolves the boundary 
between business and education and creates opportunity for 
business leaders and educators to be in a deeply reciprocal 
partnership where they continuously learn from each other.  
currently 200 business leaders have partnered with 200 
principals in schools across south africa. partners come from 
a diverse group of companies such as nedbank, Microsoft, 
Vodacom, sanlam, Metropolitan and rogz. 

Bob Head, acting chief financial officer at sars and a partner 
in the pfp programme maintains that the pfp programme 
is a mutually beneficial situation, “while i have seen the far 
reaching benefits for the principals and schools, i have never 
been so immersed in a township community. i have taken 
people into the township who have never been there before. 
and they are doing more. The more this happens, the more 
rainbow the nation.” 

indusTrY nEws  .
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He maintains “My influencing skills have definitely improved - i 
only have influence, no power. imagine a business run only on 
influence. i am more open to other points of view. How many 
businesses would have that?

The methodology for pfp is based on decades of educational 
and community building research. it is centred on the idea 
that mobilising community members to work together, to build 
better schools, creates an upward spiral of change, leading 
to a better quality of life and a healthier, happier and more 
productive country.

Traditionally, improved education and improved academic 
outcomes can take time, but the programme is already starting 
to see dramatically improved academic results in some of the 
schools that got involved in pfp three years ago.

The programme includes an impressive list of endorsers: 
archbishop desmond Tutu, professor Jonathan Jansen, wendy 
luhabe and clem sunter.

Trevor Manuel, Minister in the presidency in charge of the 
national planning commission said “The national development 
plan is all about different parts of society working with 
government to increase capacity. The pfp programme is exactly 
what is needed to make the ndp real and take our education 
forward. i commend the initiative for what it does for education. 
But i also commend the initiative for how it develops business 
people and gets them into communities those business people 
would not necessarily get involved with. That has to help nation 
building as well. well done pfp.”

professor Brian o’connell , a pfp patron maintains “it is 
clear that we all underestimate just how deeply our history 
has hurt people and institutions, but if our country is to have 
any chance of transcending that hurt and if our people are to 

take full ownership of our future then our schools must lead 
the way. i believe that partners for possibility has it right and 
that partnership with our leaders in this critical venture, our 
principals, will create a new environment and release the kind 
of positive, confident energy, supported by knowledge that will 
put us on a new path. i support this project unconditionally and 
hope sincerely that the project will be supported: for all of our 
sakes.”

over the last four years of working with principals and business 
leaders, the programme has identified the key foundational 
factors for change in schools: confident and energized leaders, 
aligned and cohesive school management teams, energized 
and committed teachers and engaged and supportive parents.
By placing schools at the centre of the community partners 
for possibility believes that a radical transformation can be 
achieved in the education sector.  it is this path that will help it 
reach its bold vision of providing quality education for all south 
african children by 2022.

symphonia is also delighted to partner with saBpp in ensuring 
that Hr practitioners volunteer their skills to improve Hr 
practice in schools. if you are interested to volunteer your 
services to support a school with sound Hr Management, 
please let us know on Xolani@sabpp.co.za. let us use our Hr 
knowledge to improve people practices in our schools, and 
thereby play our role in building a better education system for 
our country and its children.

There are thousands of principals looking for a business partner. 
please email pfp@symphonia.net for more information.

LOUISE vAN RHYN
founder and cEo of symphonia
www.symphonia.net

indusTrY nEws  .
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mailto:pfp@symphonia.net
www.symphonia.net
mailto:professional@sabpp.co.za
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The Rising Star Programme has successfully recognised over 150 talented young 
individuals over 3 years. 

These young talented individuals have not only been recognised by their own 
organisations but then have competed with their peers in the country’s only 
national platform where this can happen.

They are the next generation of leaders.
This is your chance to engage with them, hear what they think, speak directly to 
them and learn from them. 
•	 How	do	we	keep	talent	motivated	and	engaged?	What	do	they	want?
•	 What	do	they	think	about	training?	Coaching?	Mentoring?	What	methods	do		
	 they	prefer?
•	 What	do	they	look	for	in	a	potential	employer?
•	 What	inspires	their	loyalty	in	a	current	employer?
•	 How	do	they	feel	organisations	can	move	with	the	times?

This is the forum where the Stars speak – can you afford not to listen? 

Please email enquiries@risingstar.co.za for details on how your organisation can participate.

Engaging the Future! The Stars Speak.
22 October, 2014, Wanderers Club, Illovo

Limited sponsorship opportunities available.
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partnerships
human resourCe 
uniVersities 
forum feeDbaCk
 
The Human resource universities forum (Hruf) is a 
subcommittee of the saBpp Higher Education committee, which 
promotes benchmarking of curricula between higher education 
institutions across south africa.  regular members of the Hruf 
include, but are not limited to,  cape peninsula university of 
Technology (cpuT), central university of Technology (cuT), 
durban university of Technology (duT), Mangosuthu university 
of Technology (MuT), nelson Mandela Metropolitan university 
(nMMu), Tshwane university of Technology (TuT), university of 
fort Hare (ufH), university of Johannesburg (uJ), university 
of south african (unisa), Vaal university of Technology (VuT), 
and walter sisulu university (wsu).  The Hruf meets annually, 
hosted each year by a different university, in order to discuss 
core curricula for the three major subject fields namely Human 
resource development (Hrd), Human resource Management 
(HrM) and labour relations (lr).  The 2014 Hruf meeting was 
hosted by cpuT on 28-29 august on the cape Town campus.
    
with the introduction of the Higher Education Qualifications 
sub-framework (south africa, 2013),  the existing higher 
education qualifications are being revised.  The saBpp Hr 
competency Model and the newly designed Hr Management 
system application standards are being used as the guiding 
documents for revising Hr curricula.  in 2013, the Hruf 
members discussed and agreed on the core curriculum for 
Hrd, HrM and lr in the newly HEQsf aligned diploma on nQf 
level 6 consisting of a minimum 360 saQa credits.  in 2014, the 
focus was on the advanced diploma on nQf level 7 consisting of 
120 saQa credits which will replace the current Bacculaureus 
Technologiae (BTech degree) offered by universities of 
Technology and comprehensive universities.

The 2014 Hruf meeting commenced with guest speaker, dr. 
lee kingma, Hr Executive for Juta publishing, who discussed 
how Hr practitioners earn their place at the boardroom table.  
Various presentations followed thereafter to inform and 
discuss with Hruf members on firstly, the saBpp programme 
accreditation; secondly, saBpp student chapter activities; 
thirdly, the nQf articulation policy (June 2014); and lastly, 
external moderation partnerships.  The main focus of the 
meeting was on the new advanced diploma(s) and proposals 
were presented by various universities.  Mrs. Joseph and Mr. 

The 2014 HRUF team and the meeting was hosted by CPUT on 
28-29 August on the Cape Town campus.

dhanpat from uJ presented their proposal for adv. diploma: 
HrM, followed by Mr. kiley from cpuT with adv. diploma: Hrd, 
and concluded by dr. Joubert from VuT with adv. diploma: 
lr.  Thereafter, the Hruf members formed working groups 
for HrM, Hrd and lr in order to discuss core curriculum for 
the subjects which should be incorporated into the new adv. 
diplomas.  although the Hruf cannot prescribe curriculum 
to universities, the members agree on the minimum core 
curriculum which they will implement in their respective 
programmes at their university.  This benchmarking and 
networking opportunity also promotes articulation amongst 
universities.

SABPP CEO, Marius Meyer sharing the HR Standards file with 
department of Labour HRM team in Pretoria

parTnErsHips  .
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parTnErsHips  .

on the last day of the Hruf meeting, Mrs. Bonnie Johansen, 
chairperson of the saBpp western cape committee, shared 
their recipe for success by elaborating on the regional focus 
areas, and encouraged Hruf members to become involved in 
their own saBpp regional committees.  The newly appointed 
saBpp operations Manager, Mr. Xolani Mawande, updated the 
Hruf members regarding developments in the Hr standards 
national roll out; encouraged members to participate in saBpp 
research opportunities; elaborated on the saBpp student 
chapter; and committed to sponsoring the national Hr student 
achiever award.

The Hruf concluded with the annual General Meeting which 
decided to retain Ms. liiza Gie (cpuT) as the chairperson, 
dr. logan naidoo (MuT) as the deputy chairperson, and Mrs. 
Esther palmer (cuT) as the secretary for another year.  dr. 
amanda werner from nMMu offered to host the Hruf meeting 
in 2015, and Mrs. renjini Joseph from uJ offered for 2016.

if any academic wants to become a member of the Hruf in 
order to represent their university, please contact Mrs. Esther 
palmer via palmere@cut.ac.za

the praCtiCe of 
io psyChology in 
emerging markets
SIOPSA & ACSg JOINT SEMINAR

attend the first ever joint acsG/siopsa seminar to be held 
in Johannesburg where themes regarding “The practice of 
io psychology in Emerging Markets” will be addressed by 
prominent speakers from both the public and private sectors.

The seminar will be run through 5 plenary sessions, 
with exhibitors from key service providers in the area of 
organisational psychology and assessments.

vENUE:  deloitte auditorium, Building 3, The  woodlands,  
woodlands avenue, woodmead, Johannesburg
dATE: Monday, 13th october 2014
5 cEus can be claimed for this event
TIME: 8am to 5pm

To find out more information about this event or to register, go 
to www.siopsa.org.za or www.acsg.co.za or call the siopsa 
office on 0860 siopsa

WIM BRITS is Head 
of Shared Services 
at the South African 
Reserve Banks 
Academy

CHRIS MARAIS is 
CEO, Leadership for 
Conservation in Africa 
(LCA), in a strategic 
association with 
ENSafrica

TREvOR PAgE is a 
Director with Deloitte 
South Africa and a 
leader in the Human 
Capital Consulting 
Practice within 
Deloitte Consulting

dR LIzIWE MASOgA is 
currently the Head of 
People Operations at 
Discovery.

dR MARIUS vAN 
ASWEgEN is the 
founder of Xpatweb

presenters

http://www.landmancreative.co.za/
http://www.landmancreative.co.za/
mailto:palmere@cut.ac.za
www.siopsa.org.za
www.acsg.co.za
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