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BOARD DESK
A NEW ERA FOR SABPP WITH A NEW

VISION &
MISSION
In recent times, the SABPP Management team and Board
Members participated in a strategic planning session. Prior
to that the management team brainstormed their inputs for
refining the HR Voice strategy. The purpose of the expanded
Board/Management strategic session was to execute the
Board mandate of reviewing the current HR Voice strategy
implemented from 2011 to 2016 and to consider improvements
or refocus for the next cycle of strategic formulation and
implementation (2016-2018) by the new Board of SABPP.
The session was facilitated by a Governance, Risk and
Compliance Specialist, Advocate Nomsa Wabanie-Mazibuko,
also a board member of SABPP. We are proud to announce
that this session produced two outcomes, i.e. a new vision
and mission, as well as a reworked strategy. This month we
will share the new vision and mission, while we will outline
the new strategy in the November edition of HR Voice. The
new vision and mission is a significant achievement of the
12th Board of SABPP who are now only in the tenth month of
their three-year term.
The new vision is as follows:

VISION
To be a world-respected HR
professional body, leading the way
with people practices standards,
professional competence and active
citizenry.

Given the phenomenal success SABPP achieved over the
last three years with the launch of the world’s first national
HR standards, we are now in a position to become worldrespected. This level of excellence will become the key focus
of the new strategy, and already we have attracted significant
international interest. But now, the next phase as outlined
in the new vision is to really become a world-respected HR
professional body. This means that we will envision a situation
where we are respected by HR professionals, management,
HR professional bodies and other international stakeholders
as we engage with global HR stakeholders. Building on
our recent track-record we will expand our work on HR
and people practices standards to realise the new vision.
However, we will accelerate all efforts to build professional
competency, given the fact that this remains an elusive dream
in many workplaces in South Africa.
In addition, and moving into a new direction with our new
vision, it is the vision of SABPP to enter the space of active
citizenry. We need to become involved in many aspects
of broader society in making a meaningful difference
in addressing South Africa’s big five national problems:
Inequality, Unemployment, Education (and skills), Poverty
and Corruption. Already the SABPP HR Citizen Committee
has been formed under the leadership of Sivaan Marie
to conceptualise and operationalise this important new
dimension of the SABPP vision.
Building on the vision, the new SABPP mission gives
meaning and focus in realising the vision:

MISSION
To lead and give a credible voice to the
HR profession based on clear standards
of governance, quality assurance and
professionalism in human resource
management and people practices in
the workplace. Our key focus is on
adding value and contributing to the
sustainability of organisations.
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In essence, we will do the following in our strategising,
planning, execution and evaluation:

•
•
•
•

Provide HR leadership in leading with HR and people
practices;
Give a credible voice to the HR profession by advancing
the HR profession in clear, visible and meaningful ways;
Set, update and champion clear standards of
governance, quality assurance and professionalism in
HR Management and people practices;
Adding value and contributing to the sustainability of
organisations.

You may ask: What is different from the previous vision and
mission? While HR professionalism was always at the centre
of the SABPP purpose in the past, standards, competence,
governance and assurance will now be integrated and
aligned for optimum impact. More details will be provided
next month. For now, it is important to first internalise the
vision and mission and to see how the new expanded purpose
and focus will change our thinking, practices and actions.
Moreover, we will be focussed in our implementation and
actions to make the vision and mission a reality. A good
example of such action over the last month has been our
collaboration with key stakeholders to produce Talent Talks,
South Africa’s first talent management portal to advance this
important area of HR and leadership practice in our country
and across our borders. We hope you enjoyed the first series
of outputs from Talent Talks.
On behalf of the Exco of the Board, we would like to thank
the SABPP Board Members, management, staff and
professionals for their inputs into the work preceding the
development of the new vision and mission. Also, a special
word of acknowledgement to Advocate Nomsa WabanieMazibuko for her facilitation work during the process of
developing the revised vision, mission and strategy. We
welcome any comments from HR and other stakeholders on
the new vision and mission of SABPP.

Siphiwe Moyo
Chairperson

		
		

Marius Meyer
CEO
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VISION

To be a world-respected HR professional body, leading
the way with people practices standards, professional
competence and active citizenry.

MISSION
To lead and give a credible voice to the HR profession based
on clear standards of governance, quality assurance and
professionalism in human resource management and people
practices in the workplace.
Our key focus is on adding value and contributing to the
sustainability of organisations.
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Let’s reflect on Heritage Month
by Lathasha Subban

In an address marking Heritage Day in 1996, former President
Nelson Mandela stated:
“When our first democratically-elected government decided
to make Heritage Day one of our national days, we did so
because we knew that our rich and varied cultural heritage
has a profound power to help build our new nation.”
This powerful proclamation defines the importance of
recognition for the different heritages of South Africa.
National Heritage Day is the celebration of diversity and
embracing the variances of culture, ethnicity, and traditions
by all citizens of South Africa. In 1996 as the day was marked
as a public holiday, that in itself was an indicator of how
important heritage is within the country.
Heritage is a colourful canvas of diversity but it links strongly
with transformation, tolerance and acceptance of one another
for our uniqueness. Why is it so important to South Africans,
is based on the history of a forgiving nation. In 1996, President
Nelson Mandela recognised that in order to move away from
the repercussions of the past, a future of forgiveness must be
the vision for the country. From a time where heritage was
perceived and treated as a weakness, it is now a pride and
strength for the country, and in order to achieve forgiveness,
we had to familiarise ourselves with each other.
Our traditions, religion, dress, food, and practices define
our rainbow nation, and creates our uniqueness as a global
example of democracy. One popular practice of Heritage Day
is the South African braai, which has become the norm on the
24 September. A proudly South African practice that brings
friends and family together to celebrate their backgrounds
and share it with others on common culture.

HR practitioners can leverage on our Heritage as a nation
by driving their diversity plans and culture programmes.
It is vital to ensure that companies promote and welcome
their employees’ heritage by encouraging them to dress up
in ethnic wear, share traditional food, and recognise their
pride for their backgrounds. As professionals that manage
the people strategy of a company, it is therefore a bigger
responsibility to hold in creating diversity and tolerance
within the workforce. It is not diversity or heritage that has
to be created, it is the understanding and respect that has to
embrace diversity and heritage in all aspects of its existence.
So even if you did not want to celebrate National Heritage
Month this year, I challenge you to change your mind. As we
are not just celebrating diversity and heritage in the present,
we are remembering that at one time it was not there to
celebrate, and by celebrating it now, we will always ensure
that it remains our heritage to celebrate…. I hope that you
had a good Heritage Month 2016.

Lathasha Subban is Head: Knowledge & Innovation at the
SA Board for People Practices (SABPP).

BOARD DESK · PAGE 6

HR VOICE OCTOBER 2016

HR AUDIT
How old is uncle
Audit actually?
The word “Audit” originates from the Latin word auditus
which means “a hearing”. http://www.etymonline.com.
Record-keeping is believed to start as far back as 4000BC.
The first known use of the word audit dates back to the
15th century when accounts were still an oral procedure
and the auditor had to listen to the accounts for an official
examination.
As the centuries progressed, so did the face of audit change.
The first signs of standardising the auditing profession was
in the nineteenth century when the Industrial Revolution
transformed the global economy and business became more
complex. Skilled and professional auditors’ skills were in
demand. The United Kingdom saw the need to established
accounting and auditors’ societies. Membership was not
compulsory, however, they played an important role to set
standards and minimum qualifications for those who want
to describe themselves as accountants. They also started to
lobby for formal recognition for formal recognition of their
professional status according to SAICA. The designation
‘Chartered Accountant’ was only used in 1854 to distinguished
registered accountant. A journey of more than 50 years.
Flowing from the auditor family tree, a different kind of auditor
saw the light in 1941, when the Institute of Internal Audit was
born in New York City. Internal Audit can loosely be described
as an independent appraisal by a company employee who
is keen to make the business more profitable. The Internal
Auditor develops and measures a range of controls to ensure
efficiencies in the business.
All forms of audits discussed thus far, are focused on
measuring events from the past. Then, as recent as 2014,
SABPP embarked on a ground-breaking journey to pen world
history when HR Auditing was introduced to measure the HR
Standards.
Continuous improvement and alignment to business strategy
is the name of the game as the HR Audit measures the
auditee’s performance against the HR Standards which
were set by almost 500 HR professionals in 2013. Once the
auditee’s HR strategies, practices and policies are measured,
improvement objectives are set to close the gaps and
review once the actions are implemented. It re-emphasises
that the human resources performance audit is future
orientated whereby areas for organisational improvement
are highlighted and flagged for action.

Some of the benefits of external assurance of the HR audit:
It creates a renewed focus on consistency and
standardisation and provides HR Professionals with a
robust, risk-based framework to ensure an integrated,
aligned and well-governed approach to auditing the
National HR Standards.
• It ensures that HR controls quality and consistency
in accordance with the spirit of good governance as
documented in King III and King lV ™ from 1 November
2016.
• Audits can improve a company’s efficiency and
profitability by helping the management better
understand their own HR systems.
• Management can be assured of the readiness of their
HR Departments to support the business strategy.
• Investors, funders, shareholders, suppliers and financial
auditors, are also assured that the human capital risks in
their organisation are understood and effective systems
(controls) are in place to manage them.
• An HR Audit is an independent and objective report on the
state of HR management and therefore organisational
stability and sustainability.

•

Clearly, HR Audit is in its infancy stage, but already receives
recognition for its leading world class strategic thinking and
developed assessment tools, together with highly skilled
HR auditors. Our focus is to standardise the HR profession,
similar to our Chartered Accountant colleagues whose
journey started in 1800’s. Why not join us on our progressive
expedition?
For more information on conducting an HR audit at your
company, contact Annetjie Moore, Head of HR audit Unit on
hraudit@sabpp.co.za
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KNOWLEDGE AND
INNOVATION
BOOK REVIEW
EMPLOYMENT RELATIONS MANAGEMENT BACK
TO THE BASICS: A SOUTH AFRICAN PERSPECTIVE
(by JA Slabbert, AJ Parker, DV Farrell)

The book is available from LexisNexis on
www.lexisnexis.co.za

Employment relations management is an area in HR that most
companies focus on because it can cost a company money,
time, reputational damage and demotivate employee morale.
In South Africa itself employment relations has proven to
drive a booming economy or bring it to a halt. Whether you
are an expert in it or not, if you are in HR, then employment
relations management will always be a part of your job.
When I picked up the book to review, the main point of
attraction was in the sub-title, “A South African Perspective.”
We have to acknowledge that this subject of employment
relations differs from sector to sector and country to
country, however this book does pave a very solid pathway to
understanding employment relations and creating a direction
for HR practitioners to follow. I would also recommend it to
CEO’s who want to understand the subject matter aptly to
support their business initiatives.
The book is well structured, with a preview and preparation
before each chapter. I found this very engaging as a reader
who became well prepared to understand the chapter it
was leading into. An added bonus to each chapter was
the “Some thoughts to wrap-up” that pulled the thinking
and understanding of each chapter smartly. The book also
included the history of employment relations in South Africa,
the theory, legislation and factors that influenced it and the
journey that lead to the employment relations management
of today. It was comprehensive in its details and definitions,
yet it managed to include a proper technique to manage
employment relations.

As an HR practitioner this book will add much value to your
understanding and implementation of employment relations
management strategies. You will be guided in terms of
models, methods and precautionary advice that will assist
you in managing employment relations in your company.
The book looks at the subject with the inclusion of emerging,
present and future trends like leadership, innovation,
branding and people/customer focus, that it provides a clear
picture of employment relations position within the HR and
business value chain.
ERM students will benefit from this book as it is not only
relevant but current in theory and practice as well. The step
by step flow of the book ensures good practice that creates
readiness for students moving into the workforce. Since ERM
has high levels of complexity, it requires a firm understanding
before implementation. Budding ERM practitioners will
appreciate the sound knowledge when dealing with current
issues in labour formations like cohesion, fragmentation and
unity.
It is a lengthy read which may require rereads for
understanding, especially for beginners in the field, but
overall it is an excellent book on employment relationship
management. Enjoy the read!
Lathasha Subban,
Head: Knowledge & Innovation: SABPP
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INDUSTRY NEWS
PENSION LAW IS HR BUSINESS

By Advocate Makhado Ramabulana

It is now commonly accepted that labour law is as much HR
business as is career development and change management
and others. Surprisingly, pension law which has been part and
parcel of HR practitioners’ responsibilities longer than most
of the current fields is generally left out of the training scope
of HR practitioners. The most common reason proffered for
this neglect is that the demands of fund management is better
left to trained trustees, fund administrators, investment
managers and insurers.
Regardless, the outsourcing of fund administration does not
absolve the employer from the legal responsibilities that
arise from being the creator of pension fund or a participating
employer in a pension fund. Certain legal duties and rights
are conferred on the employer the moment it commences
participation in a pension fund which are distinct from those
of the fund and the employees (members of the fund). It is
these legal duties and rights that the employer, represented
by the HR practitioner, needs to be aware of at all times in
order to respond appropriately when pension fund issues
arise.
For employers which are not participating in any fund this
knowledge is important firstly, to decide whether it is legally
required to register its employees with a pension fund.
Whether an employer is legally required to register with a
pension fund or not, the employer still needs to understand

the basic nature of a pension fund in relation to the needs
of its employees and decide on the appropriate type of fund
them, if any. That is, before going out to seek experts to
provide a product, the employer needs to understand what
it is legally required to do for its employees so as to be able
to seek and obtain the proper expert advice. For example,
the employer does not do itself or its employees a favour by
creating a separate fund for its employees if it operates in a
sector or industry where it is legally required to participate
in a compulsory industrial or sectoral fund. Similarly, even
where the employer is already participating in a fund properly
administered by a professional administrator, there are
certain duties that cannot be deferred to the administrator
such as when an employee is dismissed for theft, fraud or
any such related offences and the employer seeks to recover
the loss from the employee’s pension benefit. The duty to
recover the loss falls on the employer as contrasted to the
fund’s duty, delegated to the administrator, to pay the pension
benefit to the employee. This and other similar issues are the
responsibility of the employer.
In the coming few months, I will be publishing in the HR Voice
a series of articles to emphasise the point that in as much
we can defer most of the pension responsibilities to the fund
and administrators, the employer as represented by the HR
practitioner needs to have a clear understanding of pension
law, as pension law is HR business.
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PENSION LAW IS HR BUSINESS - Part I,
The Basics
Retirement law in South Africa is divided into two regimes,
one for the private sector governed by the Pension Funds
Act 24 of 1956 (PFA) and another for the public sector (for
government and certain government entities) governed by
separate specific legislation. Our focus is going to be on the
private retirement industry governed by the PFA. The word
‘pension fund organisation’ is used in the PFA to define any
entity created in terms of the Act for purposes of saving for
the retirement of its members. Thus, in terms of the PFA
there is no distinction between a retirement benefit from a
pension, provident, retirement annuity or preservation fund.
For our purposes we shall follow the definition and use the
word pension in its legislative broader context to include
all subspecies of the retirement funds unless the context
demands otherwise.

Advocate Makhado Ramabulana is a pension law consultant at
Mutodandimo Enterprise (Pty) Ltd and previously practised at the
Cape Bar and was also a senior assistant adjudicator at the office
of the Pension Funds Adjudicator (Disclaimer: please take note
that the above information is for educational purposes only and
does not constitute financial or legal advice).

Apart from the legislative classification the other most
important attribute of a group fund, as distinguished from an
individual fund (retirement annuity), is its nature as defined
by the type of benefit payable. There are two types of funds
in terms of this classification, a defined benefit (DB) fund,
of which the benefit payable to the members is specified by
a formula in the rules of the fund as compared to a defined
contribution (DC) fund of which only the contributions
are specified, the benefit payable is the sum total of the
contributions and the investments returns obtained. The
distinguishing factor between the two types of funds, is that in
the former, the benefit payable to the member is guaranteed
in that it is accordance with a formula and not dependent on
the performance of the investments. Thus, should there be a
shortfall in the fund’s finances due to poor performance of the
investments, the employer must pay the difference. Whereas
in the latter, the benefit payable is what has been contributed
on behalf of the member and the investment returns that
were attained therefrom. Thus the risk of poor performance
is borne by the member. It is therefore imperative for an
employer to understand the difference between a DB and
DC fund as it has direct financial consequence to employer
over and above its regular contributions, should fund under
perform.
Even though the PFA is the main legislation governing
pension funds in the private sector, there are other pieces of
legislation having an impact regulation of pension funds such
as the Income Tax Act 58 of 1962, the Labour Relations Act 66
of 1995, the Long Term Insurance Act 52 of 1998, the Divorce
Act 70 of 1979 etc. The other most important regulatory
document in the management of a fund, is the rules of the
fund. This is basically the constitution of a fund which creates
the fund, provides for how its board of trustees is to be voted
in, determines how it is managed, what contributions are
to be made and what benefits are payable. This regulatory
framework we shall look at in part II of our series.
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Are you ready to recruit Afrillennials?
By Andy Coe head of client services at Graylink

are sensitive to social cohesion, the study says. Their
openness to other cultures make them best positioned to
create cultural harmony at work. Afrillennials want to be part
of the solution and make a positive difference. They’d also
love to travel and work overseas, but most want to return
home.
Afrillennials value getting the right degree to land a highpaying job at a big, well respected, global company, says
Student Village. They want it all - rapid career growth, the
best tech, perks and work-life balance - and they want it now
(YOLO, you only live once). With parents that grew up in an
expanding economy and gave their kids a lot, Afrillennials
are also very ambitious.
But the study finds they’re also scared to fail and very
risk averse when making big decisions. They need lots of
mentorship and feedback. They feel weighed down by Ubuntu
tax (contributing financially to their families) and they dream
about financial independence.

It’s happening. Millennials are steadily overtaking older
staff as South Africa’s largest representative generation of
workers, introducing an entirely new mindset that businesses
will have to master to recruit and retain the new workforce.
In the US, Millennials are defined as people born between
1980 and 2000. South African Millennials or “Afrillennials” as
a Student Village study has named them were born from 1990
onwards, and have been influenced by major local cultural,
political and economic shifts.
Afrillennials aged 16-26 currently make up almost 10% of
all employed workers. By 2025, this group together with the
new batch of young workers will add up to nearly 40% of the
workforce. By 2030, the original group and their successors
will make up about 75% of all staff.
But Afrillennials have completely different needs and
expectations of the workplace than previous generations,
which will require new thinking to attract and integrate them.
What Afrillennials really want
Afrillennials grew up with TV, internet and cell phones. If
there’s a tech shortcut, they’ll find it to work smarter. They
also want a more flexible work environment, says Student
Village.
As the first born-free generation after Apartheid, Afrillennials

There’s a lot companies can offer Afrillennials. Many
already have the right social initiatives in place, and as
businesses move into Africa, there are more opportunities
for international work and travel. But, this isn’t always
mentioned in recruitment advertising.
Where HR goes wrong
Companies still use a one-size-fits-all approach to
recruitment and don’t think enough about audience
segmentation. While companies have put particular thought
into graduate recruitment, they treat all other job seekers as
the same.
You have to segment your audiences according to
demographics like age, motivation and values to understand
their triggers and share the right message through the best
channel. This is especially key with Afrillennials as they’re so
different from preceding generations.
The other big factor is how you integrate Afrillennials once
they get to the workplace. Young workers will migrate to
environments where they feel most comfortable. If they come
up against old ways of treating staff, they won’t stay. The two
worlds need to come together, but how are you reshaping the
business at different levels to hold on to them?
How to recruit & retain Afrillennials
Instead of focusing career page messaging and job adverts
on purely rational messaging, companies should engage
Afrillennials via motivational triggers at an emotional level
- the values of the business, what it’s contributing to society,
and what exciting projects they’ll get to action. The chance to
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be exposed to new things, developed and grow their networks
is very important to Afrillennials. Google, Airbnb, Facebook
and Loreal really get the emotional triggers right. They’re
also good at using more engaging kinds of media, like videos
testimonials.
The work environment and how it operates is also important
- how the office is laid out, what equipment’s available,
what flexibility is available in working hours, and can they
work remotely. The space should feel more like home with
recreational areas, but have all the functionality of an office.
Open plan is good as long as there are quiet spaces to get
work done.
Where to start the process
Begin with your scarce skills areas. Get a few Afrillennial
high-performers that fit your culture and conduct a profiling
exercise with them by asking a lot of questions: What media
do you consume; what influences your decisions what kind of
messages would attract you into a job; what keywords would
you use in your search; what is it about a company that would
most attract you?
Once you understand them, it will be easier to create a
recruitment advertisement that includes both the rational
and emotional aspects that would appeal to an Afrillennial.
You’ll also be in a better position to select the right channels,
most appropriate to Afrillennials.

GET STARTED
TODAY
AND GET ACCESS TO THE BENEFITS

JOIN NOW

KICK START YOUR HR
PROFESSIONAL CAREER
WITH SABPP

MORE INFO
hrvoice.co.za/Students/info.pdf

REGISTRATION FORM

Meeting of the minds

hrvoice.co.za/Students/register.pdf

Everyone’s still grappling with how different Afrillennials
are, which can lead to a lot of tension in the workplace. If you
take the time to understand Afrillennials and start working
internally with some of the key messages, you can start
moving towards this younger generation.

students@sabpp.co.za

EMAIL

Attracting the best Afrillennails in South Africa’s scarce skills
market and integrating them is a priority since they’ll make
up such a big part of the future workforce. If you don’t start
now, you’re going to run out of time to prepare.
About Graylink
Graylink is a recruitment technology company helping
organisations exploit digital to overcome the unique
challenges of recruiting in Africa. Graylink is an official
LinkedIn Talent Solutions Partner. Founded in 2002, graylink
works with leading corporate and public sector clients across
Africa like Shoprite, Capitec and Western Cape Provincial
Government. For more information, visit http://www.graylink.
biz
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LQA

Training Provider Accreditation Session –
22 September 2016
The SABPP LQA department has awarded accreditation to the following training providers.

Continuing Professional Development
Voluntary invitation to any SABPP Professional Member to join the newly established Continuing Professional Development
Committee (CPD).
SABPP has recently decided to re-establish the CPD Committee as part of its HR Voice ll Strategy. The committee will serve to set
governance processes and practices for professional members and also evaluate and monitor all SABPP CPD accredited learning
and training providers ensuring that credible quality training and learning is provided to the HR Professional amongst other
professions as well as the industry at large.
Should any SABPP HR Professional member (Gauteng based) be interested in joining the committee as a member (meets 4-5
times a year) should be registered on a HR Professional (HRP) designation and above with fair (minimum 5 years) experience in
the training and development arena and as well as understanding HR Standards. Please communicate with derisha@sabpp.co.za
or naren@sabpp.co.za before 20th October 2016.
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Accrediting Continuing Professional Development
Training Providers:
In the past 4 weeks we have approved the following providers on Continuing Professional Development:

No.
1

2

3

Name of the Providers

Name of the programme

Contact Details

Developing your leadership skills
Improving your team’s client focus
Keys to project management
Management Training
Managing for the first time
Managing your time and priorities
Be a great team player
Managing workplace relationships
Monitor and Evaluate team members

Office: 012 997 0500
Website: www.estudysa.co.za
Gerhard Visser Jr

Coaching Skills for Managers
Managing Performance
Complaint Handling
Prioritising and Planning
Report Writing

Coaching Skills for Managers
Office: 021-556-9253
Website: www.millasa.co.za

Performance Management

Ropmak Business Innovations
Phone: +27 (011) 056 6117
Cell: +27 76 662 4255
Fax: +27 86 602 7851
Mail: caspers@ropmak.co.za
Web www.ropmak.co.za

Update on SABPP Annual Monitoring Visits on
Accredited Training Providers.
We have completed 76% of the annual monitoring visits with its accredited training providers. The finding clearly indicates that
many of the good practices and processes are in place. The training providers have made sufficient effort in preparing the evidence for evaluation. We have been honoured to have Dr Pieter Rossouw from QCTO accompanying the SABPP Monitoring Team,
thereby ensuring that SABPP and it’s providers align with QCTO quality assurance requirements.
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Message from the QCTO
With immediate effect QCTO Monitoring Team will monitor all accredited training providers at least 2 weeks prior to SABPP External Moderation. QCTO, has launched a Fraud and Ethics Hotline, where you can report any malpractices including training providers’ unethical practices; presenting false qualifications; leakage of examination papers and fraudulent content used by individuals
to register to programmes and qualifications with potential training providers, and much more. You can contact the QCTO on the
details below:

Assessors and Moderator Registration
We would like to congratulate the following people for registration as new / renewing / extending the scope as constituent assessor and moderator with the SABPP Quality Assurance Partner:

Evaluations Approved
Name & Surname

Registration No.

Somwabo Tyutu

63915A3249599

Cecilia Cronje

63915B1156968

Judith Anne Sims

63915B3481207

Holomo Emmanuel Makhetha

63916A36410813

Happiness Mukonzo

63916A36612151

Ernest Whisper Makmucha

63916A3679296

Zakhele Ndlovu

63913A2998406

Janelle Gravette

63916B35011052

Hendrik Petrus Oosthuizen

63916A36911818
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Learning Provider Accreditation dates for 2016
Should a potential training provider/existing provider seek to apply or renew/ extend their accreditation, it is important to bear in
mind the following submission deadlines. NB – Documents should be submitted on a FLASH-DRIVE and supported by an original
signed application.

Submission Date

Evaluation date

Accreditation date

Board Date

7th October

10th - 19th October

28th October 2016

18th November

Message from the Examination Committee
The SABPP LQA Committee will as of 2017 conduct external FISA (Final Integrated Summative Assessment) examinations on the
below qualifications –The FISA will be centralised and will be compulsory for all learners registering in 2017 onwards.

SAQA ID

Qualification Title

NQF Level

HR and Labour Relations Category

49691

FET Certificate: HR Management &
Practices Support - Credits 140

4

FET Certificate:
Business Administration Services SAQA ID 61595 with specialisation

93568

Employee Relation Specialisation

4

49692

National Diploma HR and Practices
- Credits 249

5

Learners enrolled between 2014 and 2016, who are still active with learning and not completed by end 2017, MUST participate in
the SABPP FISA in 2018. These learners may exit with the provider FISA until end 2017.
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EVENTS
Workshops and Events from October to December 2016
The HR Standards Workshops serve to improve the quality of HR work, improve standardised approaches within HR
Departments. These Workshops will take the practice of HR to a new level of relevance, significance, excellence and
credibility.

Below are the Regional dates for the HR Standards Workshops
Free State
Date: 5 October 2016
Time: 09h00 - 16h30
Venue: Interstate Bus Lines, Bloemfontein
Cost: Members R2500.00
Non-Members R3500.00
To make bookings, contact Ceanne Schultz on 011 045 5400 or ceanne@sabpp.co.za or download the booking form.

HR STANDARDS WORKSHOPS
HR STANDARDS
WORKSHOP
AUGUST - NOVEMBER
2016

Rethinking the business of HR
National HR Standards
18 October 2016
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Ethics workshop
The HR Ethics Interactive workshops provide HR Practitioners with the necessary skills to
recognise an ethical issue, analyse it and find appropriate resolutions which are fair to all parties.
These Ethics workshops contribute in the successful and compliant formulation and interpretation
of practices and policies.

Below are the Regional Dates for the Ethics Foundation workshop

Gauteng
Date: 20 October; 17 November &
8 December 2016
Time: 08h00 - 12h00
Place: SABPP Training Room, 8 Sherborne
Road, Parktown
Cost: Members R950 Non-Members R1150

Eastern Cape
Date: 3 November 2016
Time: 08h00 - 12h00
Place: East London, Department of Health
King Tourism Centre, Aquarium Road,
Quigney.
Cost: Members R950 Non-Members R1150

Limpopo
Date: 11 October 2016
Time: 08h00 - 12h00
Place: Bolivia Lodge, R81 Road, Polokwane.
Cost: Members R950 Non-Members R1150

Western Cape
Date: 10 November 2016
Time: 08h00 - 12h00
Place: University of Stellenbosch, Bellville
Park Campus/Business School
Carl Cronje Drive.
Cost: Members R950 Non-Members R1150

Kwa-Zulu Natal
Date: 11 October 2016
Time: 08h00 - 12h00
Place: Venue to be confirmed.
Cost: Members R950 Non-Members R1150

To book, contact Ceanne Schultz on 011 045 5400 or ceanne@sabpp.co.za
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THE SABPP LEARNING AND QUALITY ASSURANCE COMMITTEE
HOSTS “THE EMPLOYEE RELATIONS LANDSCAPE – HR’S ROLE”

Conflict build up in recent years has led to organisations realising that an investment into the employee and employer relationships and increased communication
channels need to be made. Employers have also come to realise the importance of
compliance and adherence to labour laws within South Africa.
Join the SABPP and guest speakers from various employee relations backgrounds
in discussions of continuous development and proactivity for the employee- relations landscape in South Africa. This workshop provides HR and ER professionals
with the opportunity to keep abreast of relevant trends and current issues within
the ER landscape and how best to resolve these issues.
Want to know more? Keen on attending?
Email lqa@sabpp.co.za for further information and to reserve your seat!
25 October 2016
SABPP Training Room, 8 Sherborne Road, Parktown, Johannesburg.
SABPP Professional Members - R800.00
Non-Members - R1000.00
Students from any SABPP Accredited Learning Provider - R500.00
To book contact derisha@sabpp.co.za or 011 045 5407
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Managing Protected and Unprotected strikes in South Africa
7 October 2016
SABPP Training Room
No 8 Sherborne Road, Parktown
Join SABPP for an informative breakfast on management
strategies for Protected and Unprotected strikes in the South
African context.
The first part of the morning will cover Comair’s case study
on how they successfully defended their commercial interests during the first strike in 70 years. Cowan Harper Attorneys will discuss the general legal issues, legal points of concern and lessons learnt from other disputes.

The second part of the morning will be focused on Unprotected strikes. The discussion will include aspects such as union
violence and disruption in general. This session will be facilitated by Rod Harper and Neil Coetzer from Cowan-Harper
Attorneys,
To book contact malebo@sabpp.co.za or 011 045 5410

Innovation for HR Managers
11 October 2016
Innovation has and always will be the secret to long term corporate growth and vitality. Many businesses stumble when
they see innovation as being mostly new ideas. Any company
with a great new idea faces the same challenge: building the
business of tomorrow while keeping the profitable business
of today. The SABPP strategic HR Standard requires strategic direction and measurements for strategic innovation and
sustainable people practices.
To book contact thembi@sabpp.co.za or 011 045 5405
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18 - 19 October 2016

INNOVATION, STRATEGY & TECHNOLOGY FOR
WORKPLACE LEARNING
The Training and Development Show Africa presents an ideal opportunity to share ideas and gain insight
into the trends and opportunities that lie within this market.
As part of a global series and now in its 2nd year, The Training and Development Show Africa is providing
the education and training industry with an opportunity to educate the market, grow brand presence,
build valuable relationships and aid in industry growth.

1000 ATTENDEES | 100 SPEAKERS | 300 VIPS | 50 EXHIBITORS
We’re bringing you the headline act of speakers:

Shane McCauley

Director, Peoples Systems
& Analytics

Olivia Hosie

Head of talent,
Organisational Development
& Change Management

Dikeledi Dlwati
HR Executive

Tapaswee Chandele
HR Director

BOOK NOW AND SAVE
Call Kachinga Phiri to book your seat on +27 11 516 4065 or Kachinga.phiri@terrapinn.com
www.terrapinn.com/tdshowafrica
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STUDENT CHAPTER
Students and
Graduates
Advisory
By Sydwell Shikweni, Transformation
Director, Merchants and SABPP
member

Student transitioning to the market place
The pressure to enter the market place rises as graduation
draws closer for students in their final year of studies. At this
stage, the excitement of being a student fades away while
the choice of career, further studies and or entrepreneurship
becomes inevitable. For a number of reasons, most students
as in the past default to careers. The formal education
provides the foundation needed to enter into the most critical
phase of in your career in the market place. In the market
place, success belongs to those who learn more skills,
demonstrate potential to put the acquired put these in to
practice and combine them in creative ways. The job market
is highly competitive than has ever been and not always kind
to the new entrants as most employers’ recruitment practices
are more favourable to the experienced ones. While various

programmes like graduate programmes, Internships,
learnerships, impact sourcing, etc. exist to assist students
to enter the market place, the limited opportunities available
necessitates a level of readiness on part of the student, first
to identify such opportunities and secondly to compete and
standout from a number of applicants out there. The South
African context, with slow economic growth and the resultant
unemployment rate of 26.7% makes it more challenging
particularly to youth, as new entrants into employment. It is
evident that those with a need to launch themselves in their
career often opt for any opportunity that comes their way
rather than staying in the queue of unemployment.

Breaking the existing barriers requires a combination
of traits.
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The most appropriate time to prepare is when you start with
your studies, waiting until the graduation ceremony is not
advisable. Launching yourself into the job market requires
time, a set of skills to be mastered of which adequate
preparation and resilience. Here are some of the insights
which students might find helpful in their first job search:

•

•

•

•

•
•

Write a Curriculum Vitae (CV): It starts with a CV. There
are various formats for preparing CV’s – keep it simple,
short, presentable with no typos. Prospective employers
know that as a student you do not have the experience.
However, it is expected that you demonstrate potential
which will give confidence to prospective employers
to provide you with an opportunity. Over and above
reflecting your qualification and subjects completed,
highlight special achievements like distinctions
obtained, leadership roles assumed, volunteering work,
projects initiated or participated in; list of skills and
competencies; professional or student association.
Work out the job search strategy: This can include but
not limited to the following: creating accounts with
online career portals: LinkedIn; Pnet; Career Junction;
Indeed; company specific websites; government jobs /
Internships. In terms of company specific career sites,
it works better if you draw a master list of prospective
employers per each sector. The CV can be uploaded
tailored made to suite the employers specifics of what is
expected in a profile. Most of these sites have an option
of activating an alert to enabling you to keep track of
suitable openings from time to time.
Keep networks and secure professional referees: It is
often too late to create relationships only when you are
in a needy situation. Consider creating and maintaining
relationships, which could include the faculty members;
people who provided you volunteering opportunities, prior
part time jobs; civic, NGO, faith-based organisations,
professional associations. Reference letters may be
obtained well in advance, particularly endorsing your
accomplishments, strengths and skills. With technology,
it is easier to use facilities like LinkedIn account to get
your referees endorsement.
Prepare for Interviews: It is often too late to start
preparing for an interview when you are called. The
truth is that most employers will schedule you to come
at their convenient time which might not be convenient
to you in enabling adequate preparation. To be ever
ready, helps as all you will need is to contextualise your
preparations when you are called by doing research
on the organisation. The fact that you are posting your
CV in various platforms, could only mean that you will
be called for an interview. Considering the number of
applications per position, securing an interview should
be considered as a great step forward. Have supporting
documentation in your possession. Students graduating
with qualifications in visual mediums, sales or technical
positions, a portfolio of evidence can work to your favour.
Provide practical examples of accomplishments.
Dress up: Research image consultants’ recommendations
on colour blending. In interviews and in life, first
impression still matters.
Find a mentor: As you progress in your chosen field,
tap into the higher forms of intelligence. You need the
wisdom of those who are ahead of you and master the
specific area of your need. More than one mentor can
do, for example, academic, personal and professional.

Key attributes to look for in a mentor are demonstrable
success, strong professional ethics and availability.
Value continual learning above anything else, read and
surround yourself with successful people. Mentorship is
the most efficient and productive form of learning.

Internet branding / Social media

•

The impact of the social media cannot be ignored in
our lives at this time in age. Increasingly, organisations
are looking at more innovative ways to make the
recruitment process seamless and effective as attracting
suitable candidates remains an ongoing challenge.
It is common knowledge that attracting best suitable
candidates positively enhances organisations ability
to deliver superb results and stimulates customer
satisfaction. Social Media has afforded opportunities
for new recruitment practices. From the perspective
of the student, social media provides tremendous
opportunities for jobs seekers. Maintaining professional
online presence and reputation depending on how you
have branded yourself may work for you or against you.
Students have a wealth of online and social network
opportunities available to them to promote their CVs and
profile globally and at low cost. Potential employees have
their personal online presence through websites, blogs,
twitter, YouTube and Instagram. You can use social
media to boost your opportunities seeking techniques for
greater effectiveness, for example, using professional
networking groups such as LinkedIn, or sites that host
online CV’s and other job-related content that is shared
by prospective recruiters. Evidence suggests that
employers may view an applicant’s personal profile and
impressions are formed in this way. Students need to be
aware of the effects their social network profiles may
have to their success, in a positive or negative way.

It should be noted however that the digital divide remains an
issue in some parts of the country as online presence and
engagement is not available to all owing to low technology
adoption, cost of services and geographical location. Students
should strive to maintain both personal and professional
profiles on an ongoing basis.
Great achievers thrive on adequate preparation and
persistence – so is the mastery of these traits is imperative,

Sydwell Shikweni
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with time as the magic ingredient, make every second count.

31 August 2016 CTI Student Chapter Launch
The first meeting was a great experience. We, as students
were excited and anxious. We came together from different
backgrounds and were contemplating about our compatibility
with one another. We were able to work really well with each
other and was able to come up with great ideas. As it was our
first meeting, some of us felt confused as we did not know
what to expect and bring up for concern. The atmosphere
was lively and fun while realising that we all understood
each other. The experience alone had brought on a change in
attitude for all of us. We felt that we needed to up our game
in being active students and expressed our values. It was
a learning and uplifting experience to see others make an
initiative to be at the meeting and to share the experience. We
are really excited that CTI is one of the first private institutions
wherein the SABPP Student chapter is launched.

CTI Committee Members
Vishan Govender: Chairperson
Nomvula Mnguni: Deputy Chairperson
Lennox Wasara: Academic Officer
Bongani Mashaba: Stakeholder manager
Suzelle van Niekerk: Events Co-ordinator
Damian Richards: Treasurer
Gugulethu Ntuli: Youth Empowerment Officer

VUT Student Remark
My humble greetings, I am a VUT postgraduate student.
I hereby inform you by my new appointment which is an
Internship programme at the Department of Cooperative
Governance and Traditional Affairs at Amajuba District.
I’m currently on the program and have started serving my
internship on the 1st of June 2016 and the program will end
on 31 March 2017. I therefore, would like to thank SABPP for
the influence it has played in my recognition and would say the
board should continue with good excellence in empowering
many graduates and professionals.

Andile Cheryl Shabalala

Left: Deputy Chairperson Nomvula Mnguni, CEO Marius Meyer,
Blessing Chabaya the HRM Lecturer and the Chairperson
Vishan Govender as they receive the official student chapter
launch certificate at the CTI campus in Pretoria
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University of the Free
State QwaQwa Campus
student chapter launch
24 August 2016, marks the day a new student structure was
launched on UFS QwaQwa campus. A structure called The
Student Chapter. A wise and successful man said on this
day that there are 5 pillars to make an individual fruitful in
a workplace:
1. Power of action
2. Power of technology
3. Power of Social Media
4. Power of Relationships
5. Power of Professionalism
“Consolidating this in our day to day lives and at work, will
really make our goals and objectives be accomplished.” Said
Mr Marius Meyer (CEO of SABPP)

•

side. Focus on getting the job done, and once achieved
you can look back on the experience and contemplate
the emotional aspect of the journey.
Be constructive – so many people are too critical or
just complain too much. And humans being the way we
are tend to slip into negative thought processes more
easily than positive ones. So avoid the temptation to join
the whinging mob – be positive and optimistic, provide
constructive feedback on issues and participate in
finding solutions to problems rather than just finding all
the problems.

As individuals came in numbers to support and listen to our
kindred visitors from SABPP, they additionally witnessed
as individuals got their authentications for enrolling and
becoming members of the board. An executive committee
was chosen and assigned their portfolios, which are:
Chairperson: Mookgo Tsotetsi
Deputy Chairperson: Nontokozo Ngubane
Secretary: Nkosinathi Makhubo
Treasurer: Thembisile Magubane
Youth Empowerment and Event Co-Ordinator: Saneliswe
Nhlapho Communication and Marketing: Ngobile Ngcobo
Furthermore, this is the executive committee which will
represent this structure. A lot was learnt and shared about
the board. The Faculty of EMS Assistant Dean (Mr Johan Nel)
was there to give direction and support....
As this committee prepares itself to wind up visibility on
campus, we as a whole do wish them well and congrats are in
order... UFS Kovise-Q Student Chapter Committee

•

Empower yourself and put yourself in the driver’s seat to
your own personal success: Tony Robbins

•

Thrive on feedback – to empower yourself also
means to develop yourself technically, behaviourally
and emotionally. Seek feedback and respond to it by
identifying how you can change to better empower
yourself. Don’t take criticism personally – but rather as
an opportunity to improve. Don’t fear failure – learn from
it. And don’t just observe life but participate.
Have confidence in yourself – a confident image of your
self will naturally project a more powerful image than
if you are uncertain and anxious about your image and
you’re your actions.
Focus on results and outcomes – in other words, focus
on your goals, ambitions and desires. It’s easy to get tied
up in how you ‘feel’ – and it’s important, but to achieve,
sometimes we need to put feelings and emotions to the

•
•

UFS students
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