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Another year of change
On behalf of the Exco of the
SABPP Board, we would like
to welcome you to our first
edition of HR Voice for 2017.
We hope that you already achieved some small wins in January
and that your first month’s planning will yield more great
results this year.
The only thing we are certain of is that this will be another
year of change in business and society at large. Now that
President Trump is the new leader of the American nation, it
will be interesting to see how this change affects the status
quo, not only in the USA, but also the rest of the world. Thus,
the only thing we are certain of is uncertainty. That is the
challenge for us as a community of HR professionals – how do
we keep on providing high quality HR professional work in such
an uncertain and volatile business environment. Prof Theo
Veldsman from the University of Johannesburg challenges
us to make the shift from VUCA (Volatile, Uncertain, Complex,
Ambiguous) to VICCAS (Variety, Interdependent, Complex,
Change, Ambiguity, Seamlessness), and once again change
and ambiguity remain as two key realities we must be able to
deal with. This requires the ability to focus, and refocus, to
align and renew on a continuous basis as new challenges and
uncertainties arise on a regular basis. The ability to be resilient
will be even more important than in the past.

Now that the second version of the SABPP HR Voice strategy
has been approved by the Board, we are ready for roll-out. In
line with a stronger focus on technology and digital business,
we will refer to the new strategy as HR Voice 2.0. Please
join us on the journey to make HR Voice 2.0 work for all of
us as HR professionals, learning providers, students and
alliance partners. We already experienced some interesting
developments during January as part of our efforts to
implement our reworked strategy. For instance, staff and
students from the National University of Lesotho visited
the SABPP office to learn about HR trends in South Africa.
Likewise, we also participated at an event at the University of
Free State and Northwest University - Potchefstroom campus.
In addition, we continued with our international engagement
with the USA, India, Zimbabwe and Lesotho.
This year we have five major priorities in building the HR
profession:
1. Leadership is a top priority and we will soon outline the
SABPP contribution to leadership development in South
Africa;
2. HR Metrics for the country will be launched during the
second half of the year when we sign-off on this three-year
project;
3. The National HR Academy will start to build HR capability in
South Africa;
4. We will accelerate all efforts in HR innovation and leveraging
technology in taking HR forward;

BOARD DESK ∙ PAGE 3

HR VOICE · FEBRUARY 2017

BOARD DESK
5. A renewed focus on marketing and branding of SABPP and
the HR profession at large will be a new strategic priority for
2017.
Work has already started at SABPP particularly on leveraging
technology as part of our major priorities outlined above. We
are proud to announce that we are finalising migration to a
modern and futuristic technology platform that will indeed
revolutionise how we do business. We will be going live in
the next few days and you will be proud to be a member of
SABPP the moment you realise the increased interaction and
connectivity. Watch this space..

We invite you to join us on this exciting journey, together with
all the other initiatives that will continue, for example the
HR standards and audits. In addition, over the short term it
is business as usual when it comes to quality assurance and
professional registrations, although we will soon announce
major initiatives and improvements to our strategy and
operations.
Furthermore, to build capacity and ensure that our organisation
structure is appropriate and fit-for-purpose we are
implementing two major structural changes: (1) The marketing
manager reporting to the CEO; and (2) the Heads of Standards,
Audits and Quality Assurance reporting to the COO. We are
convinced that these structural changes in our organisation
design will enable SABPP with the right capability allocation
and development in driving key deliverables in accordance with
the strategic plan.
We wish you all a productive and successful year, not only in
terms of your own professional practice, but also in adding
value to your organisation and its stakeholders.

Marius Meyer - CEO
@MariusSABPP

Xolani Mawande - COO
@xolani_mawande
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Speakers include:

By registering to attend you can
claim the following CPD points
• 14 March (workshop) – 6 CPD
• 15 March (Day 1 of conference) - 6 CPD
• 16 March (Day 2 of conference) - 5 CPD
Total: 17 SABPP CPD points
for three days

Keeping faith in humanity in times of conflict
and creating peace
Dr Liv Tørres, Executive Director, Nobel Peace
Center (**INTERNATIONAL SPEAKER**)
Revitalising your HR strategy
Pearl Maphoshe, HR Director, Pick ’n Pay
The 4th Industrial Revolution: What does this mean for human
capital and the future of work?
Lee Naik, CEO, TransUnion
The Global Talent Competitiveness Index: latest findings and
their implications
Professor Paul Evans, Academic Director, Global Talent
Competitiveness Index (GTCI), INSEAD (INTERNATIONAL SPEAKER)
Building your employer brand from the inside out
Juliet Mhango, Group HR Executive, Life Healthcare
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2017 A Year of
Disruption
& Change
By Lathasha Subban & Shamila Singh

When looking back on 2016, we tend to reminisce on the chatter of key terms like
“innovation, change and the digital take over”. Many articles and theories had experts
busy emanating the reasons and trends that companies need to be aware of.
We found many HR practitioners percolating over the impact
this will have on their current structures and workforce. The
political arena here in SA and other parts of the world did not
seem to support the stability required to promote jobs and
citizenship. 2016 was an interesting year of becoming aware of
the change that 2017 must embrace.
Bersin predicts that 2017 is the year whereby everything will
become digital, acknowledging that most of what we use is
already digital. However, the digital storm is changing the way
we recruit, train and lead our companies. According to Oxford
University “47% of today’s jobs will be redefined within 20
years.” Is HR ready for the disruptive change that technology
and digital systems bring forth in 2017? Are we ready for the
digital age and how it will be implemented in managing, leading
and operating our workforces?
Bersin alludes to two critical changes found in the MIT studies
that included 10000 business leaders in response. They are as
follows:
• 90% of these companies believe their core business is
threatened by new digital competitors that challenge their
products and services.
• 70% believe they do not have the right leadership in place, or
operating model to adapt.

HR is at the centre to implement change in these disruptive
environments. Aligning talent to the environmental needs,
ensuring that leadership leads at the forefront and not just
the boardroom, driving innovation through human capital
and technology, is only but a snapshot of HR’s role. Bersin’s
predictions for 2017 drives HR’s readiness for the digital storm.
It includes the unpacking of 11 predictions that are:
• Prediction 1: Organizational Design will be challenged
everywhere.
• Prediction 2: Culture and engagement will remain top
priorities.
• Prediction 3: Real-Time feedback and analytics will explode
in maturity.
• Prediction 4: A new generation of Performance Management
tools will emerge.
• Prediction 5: A focus on “Human Performance” and wellbeing
will become a critical part of HR, Talent, and Leadership.
• Prediction 6: Focus on employee experience will overcome
process design in HR.
• Prediction 7: Digital HR and learning will help us to reinvent
L&D and HR systems.
• Prediction 8: The Leadership market will start a steady
process of reinvention.
• Prediction 9: Diversity, Inclusion, and Unconscious Bias will
become a top priority.
• Prediction 10: The L&D function will continue to struggle.
• Prediction 11: The future of work is here and HR is in the hot
seat.
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To navigate the hyper-turbulent environment requires astute
leadership and this may require the development of a disruptive
thinking approach. A leadership standard is required to inculcate
this capability in organisations. The adoption of National HR
Standards System Framework will assist companies to manage
the most precious resource, the people. Adopting and aligning
to National HR Standards proposes that the HR strategy
is aligned to the business strategy and the organisation is
responsive to the challenges and changes that is eminent in
the business environment. The Organisational Development
Standard Element provides an approach to ensuring that the
structure, processes and behaviourial dimensions are aligned
to the strategic objectives. In addition, the National Practice
Standard on diversity management provides a framework and
tools to assist organisations to leverage diversity in developing
agility and be responsive to the different levels of evolving
needs of customers.

Clearly HR is the captain of the change and whether the
predictions seem apocalyptic or Nostradamus, it is going to
happen. The SABPP is looking forward to embracing 2017 and
unpacking the predictions with support. It’s time to embrace
this challenge and opportunity with “changeful” enthusiasm.
This article was written by Lathasha Subban, Head: Knowledge
and Innovation and Dr Shamila Singh, Head: HR Standards,
of the SA Board for People Practices (SABPP). For more
information, you can follow SABPP on twitter @SABPP1 and
Instagram @sabpp_1 or visit their website on www.sabpp.co.za

Download the Predictions for 2017:
Everything Is Becoming Digital, Bersin by Deloitte, 2016 here:
http://www.talenttalks.net/wp-content/uploads/2016/12/Bersin-2017-Predictions.pdf

FEATURED ∙ PAGE 8

HR VOICE · FEBRUARY 2017

HR AUDIT
Employee Value Proposition (EVP)

By Annetjie Moore
Head: HR Audit SABPP

During HR Audits, we found that companies struggle to create
a documented Employee Value Proposition, which is linked
to the Business – and HR Strategy. An EVP must be unique,
compelling and relevant to your specific company and it takes
hard work and dedication to design. However, the benefits are
multiple for the company, the employer brand and HR, if this is
done correctly.

What is EVP?
Employee Value Proposition is commonly used to describe
the characteristics and the appeal of wotrking for a company.
An EVP highlights the culture, people programmes, policies,
rewards, benefits and the uniqueness of business. It is how the
company differentiates itself from the competitors to attract
and retain talent in today’s VUCA environment. Ultimately,
it is a declaration expressing why the total work experience
is superior to other companies and should be displayed on
the website, in the organisation, advertisements, job offers,
career discussions, remuneration, performance reviews, exit
interviews, thus every aspect of the work experience.

DURING HR AUDITS,
WE FOUND THAT
COMPANIES
STRUGGLE TO CREATE
A DOCUMENTED
EMPLOYEE VALUE
PROPOSITION

Many companies struggle to identify their uniqueness against
their competitors. Differentiation if critical to stand out in a
specific market where many companies are similar. Secondly,
companies must be truthful and accurately reflect the
company’s reality. If it does not mirror authenticity, staff will
be disillusioned and leave, which is financially costly but even
more damaging to the company’s brand.
Therefore, an EVP produces a balance of reward & recognition
for employee’s performance to contribute to business
sustainability.
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The importance of EVP
Research conducted by the Corporate Leader’s Council shows
a well developed and implemented EVP benefits the company
• Improved commitment of new employees by 29%
• Increased the probability of employee advocacy from
average 24%-47%
• Attractive EVP needs an average of 11% premium to join,
where an unattractive EVP requires up to an average
premium of 21%
Companies such as Apple and Microsoft have compelling and
convincing EVPs which attract the best candidates and they are
lining up for employment.

Further encouraging benefits
A well-researched EVP assists companies to:
• Attract & retain talent
• Appeal to ‘difficult to hire’ talent groups
• Re-engage current workforce by a well communicated EVP
• Create a strong People Strategy & Company Brand
• Prioritise your HR Agenda
• Staff satisfaction
• Help to drive the business strategy

How to define an EVP
There are many ways to determine what your employees think
which aspects make a great place to work.

1. The first point of call is to tap into current data and
information, which could include employee engagement
surveys, onboarding, exit interviews and even recruitment
& retention metrics. This may tell you what employees think
and feel. The real insight is not necessary in the numbers,
but the verbatim comments which provide the context.
2. A second step is critical in developing an EVP and should
involve interviews and focus groups with key stakeholders
such as Exco, senior management, HR, Marketing and
targeted employees. Here the information and key themes
gathered in the first round are dissected in greater detail.
3. Now an EVP statement can be crafted which captures
the essence of the employee experience and employer
commitment. The draft EVP statement should be tested
to determine if all categories of employees and potential
employees find it appealing and it is a true reflection of what
the company offers. The test also indicates where more or
less emphasis is required to make the EVP more attractive
to the target groups.
At this stage one should clarify the key focus areas to support
the EVP. This could be Training & Development, Reward &
Recognition, Wellness, Transformation etc. Also, test the EVP
against the HR Strategy to ensure alignment.
4. Now the EVP can be implemented and communicated across
all areas of the employee experience. It should be ensured
that the intent of the EVP is integrated with each aspect of
the employee’s lifecycle.
In true fashion of the SABPP’s HR Standards - measurement,
review and improve. Hence, it is a good idea to include
measurements for EVP in employee surveys and people
metrics.
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EARN CPD POINTS
DETERMINE THE TRUE VALUE OF LEARNING AND DEVELOPMENT

- Each delegate will receive this book published by Knowledge Resources!!!
Measure how effective learning is by applying a measurement methodology.
Sustainable learning is integral to organisational survival to ensure a competitive
advantage to retain a prominent position in the marketplace.

Can you answer “yes”? to the following questions:
• What is the business case for implementing learning?
• Do you know the value of learning?
• Do you report on the impact of learning on the organisation?

MARCH 30/31
APOLLO HOTEL RANDBURG
8h30 – 16h00 - Facilitated by Catherina Opperman
R5,200. 00 plus VAT = R5,928. 00

Chapter 1 – The need to determine the value of learning and
development
1.Determine the strategy for implementing learning and development –
what is the business case for sustained development
2.Determine the departmental objectives
3.Apply the steps of the training needs analysis (TNA) to determine
learning needs
4.Align individual required behaviour change to departmental objectives
5.Design the learning intervention
Chapter 2 – Competency models
1.Implement a Competency model to deliver strategic learning
2.Use the employees’ Job Description to determine the KPI’s
3.Determine SMART indicators of the job
4.Facilitate learning aligned to the outcomes of the job
5.Apply Blooms’ Taxonomy
6.Apply Kirkpatrick’s evaluation model
7.Identify performance measures
8.Identify a performance rating scale

Chapter 3 – Measure the value of learning and development
1.Apply Kirkpatrick’s evaluation model
2.Identify a measurement area
3.Apply any of the 16 global measures to determine the area of impact
9.Identify impact measures which focus on measurable QQCT
indicators: Quantity, Quality, Cost and Time
10.Determine the cost of learning
4.Identify the benefits of learning
5. Apply the ROI formula to determine the net benefits of learning
6.Isolate non-training variables (NTV)
7.Determine the monetary value and ROI percentage (%) as a result of
learning
8.Present a true ROI value
Chapter 4 – Evaluate the value of learning and development
1.Evaluation: the purpose and steps to determine the impact and value
of learning and development
2.Establish a learning culture to enhance changed behaviour and
implement sustainable value
3.Report on diagnostic skills needs before, and skills transfer after
learning and development
4. Review the ETD cycle: the steps from Needs Analysis, Design and
Development, Learning delivery and the final Evaluation

PLEASE CALL 082 469 4885, OR EMAIL INFO@CATHO.CO.ZA TO REGISTER.
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Matric results

- what the future holds for us
By Dr Penny Abbott, MHRP
The Matric results for the Class of 2016 were announced on
4th January. The picture, although slightly improving (subject
to further analysis by experts), remains one characterised by:
•
•
•

•

A low throughput from start of primary school to
matriculation;
Major drop outs at about Grade 10;
Just over half of Grade 12 leavers who qualify for any form
of post-school education or training (53.5%), leaving about
385 000 to enter the job market;
Continued poor performance in science and mathematics
(10.7% passes in maths, 9.2% in physical science).

It is therefore likely that the number of unemployed (and
presently unemployable) young people will increase by probably
well over half a million (this totals the school drop outs plus the
matriculants who do not obtain college exemptions), adding
to the already large number of young people NEET (not in
employment, education or training).
A recent research study entitled What Can We Do in the Short
Run by researchers from the Centre for Social Development
in Africa and the University of Johannesburg1 concluded that
although youth unemployment is a long-term structural

1
2

problem, there are steps that can be taken in the short term
to make the search for jobs easier. Such steps are within the
capability of employers. The SABPP Fact Sheet of February 2014
(Employing First-time Job Market Entrants) comprehensively
sets out steps that employers can take and how employers can
access funding for employing first time job market entrants.
The Fact Sheet concludes by saying “SABPP would like to
encourage HR Managers to embrace and support the youth
through youth employment and empowerment strategies. Not
only does it position HR in fulfilling HR professionals’ duty to
society in accordance with the SABPP HR Competency Model,
it also affirms the socio-economic contribution that HR can
make to the country.” The Fact Sheet can be downloaded from
www.sabpp.co.za.
One of the suggested steps is to review the recruitment
criteria for some lower level jobs. Over the past 20 or 30 years,
employers have raised entry requirements for most jobs to set
matric as the basic minimum. Whilst this was done often for
good reason, in order to bring in people with the potential to
be developed to higher levels of the organisation, the result
has been an arbitrary and total exclusion of a high percentage
of young people from the workplace. In a presentation during
2016 to a class of Masters HRM students, an HR Director of
one of the country’s leading manufacturers recounted how his
organisation had reviewed their minimum requirements for
production line jobs and concluded that manual dexterity and
conscientiousness were much more predictive of job success
than a matric certificate. When one considers the success of
Harambee (the youth employment accelerator2 ) in closing
educational outcome deficits through focused interventions,
a recruitment strategy focusing on attitude rather than skills,
coupled with an Harambee type training intervention, could
well produce a skilled and engaged workforce for the future.

Lauren Graham and Ariane De Lannoy http://www.econ3x3.org/article/youth-unemployment-what-can-we-do-short-run
http://harambee.co.za/harambee/
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New staff profiles

LERATO TSHEWULE

- HR INTERN

“I believes that SABPP is a great platform for me to learn and grow”
Lerato holds a Bcom Honours degree in human resources management.
she joined the SABPP as an HR intern on the 12th of January 2017.
Lerato is passionate about the HR profession, committed and wishes
to contribute the skills that she possesses such as (people skills, work
skills etc) for the good progress of the SABPP. She will certainly add to
the positive vibe of the organisation. She decided to join the SABPP for
its good reputation and ethical conduct it upholds/promotes.

TSHEPISO MOLOI

- FINANCE INTERN

“Joining SABPP as a Finance Intern is a great opportunity for my overall
career development as I look forward to learning as much as possible
in a highly ethical and professional environment full of very competent
staff.”
Tshepiso is a Bcom Honours Accounting candidate with University of
Johannesburg. He previously worked as a Financial Accounting Senior
Tutor, where he was leading a team of 23 tutors.
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ETHICS

By Dr Penny Abbott, MHRP

After a year of running the SABPP Ethics in HR workshops for
members, it is clear that HR practitioners are constantly faced
with very difficult choices to make in the workplace. Some
situations are pretty clear in that legal or regulatory issues are
involved, so analysing and deciding on what to do is more an
interpretation of compliance requirements.

• advising on a promotion selection when one candidate is
known to be cheating on his/her marriage partner – if
the HR practitioner holds strong views on fidelity within
marriage, this might influence his/her advice;
• advising a manager on how to deal with a difficult team
member – the duty to assist the manager to maintain a
productive and engaged team might conflict with the duty
to assist the employee to maintain his or her job security;
• advising a manager on selection of employees for
retrenchment – when retrenchment for the group of
employees would have negative economic or social effects
to quite a different degree for individuals in the group,HR
butManage
System
Sta
the agreed selection criteria focus strongly on skills rather
SABPP ETHICS COMMITTEE
Model
than personal circumstances.

HR Ethics

However, because HR work often involves balancing of
interests, decisions to be made will entail ethical dilemmas.
These occur when:

Strategic HRM

PREPARE

HELP LINE
CONTACT

ethics@sabpp.co.za

ETHICS TOOLKIT
VISIT Our wEbSITE

www.sabpp.co.za/professional-services/ethics-toolkit

hR Ethics
sABPP eTHiCs CommiTTee

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 for
BlackBerry® and Barcode Scanner for Android.

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

HR
Service
Delivery

ETHICS bOOK

An ethics book on ethical dilemmas and problems
encountered in HRM practice.

Disclaimer While every effort has been made to ensure its accuracy, this
ethics guide should be used as a general guide only and users are encouraged
to adapt content to the circumstances within their particular workplace
and to consider the content and subject to the prevailing legislation and
jurisprudence. Users are responsible for making their own assessment of
the information contained herein, and for verifying relevant representations,
statements and information. No responsibility is taken by the authors or
publishers for any errors or omissions. The material within this ethics guide is
distributed as an information source and is subject to change without notice.
SABPP disclaims all responsibility and all liability (including without limitation,
liability in negligence) for all expenses, losses, damages and costs which
might be incurred as a result of the information being used, or is found to be
inaccurate or incomplete in any way, and for any reason.

Ethics in hR ManagEMEnt

A general example of the first situation would be where
someone working in a pharmaceutical company is asked to
consent to overcharging a hospital. A general example of the
second would be where a doctor is conflicted between duty to
colleagues and duty of care to the patients. A general example
of the third is where a teacher has to choose which class
member to award a prize to when there are two or more very
worthy candidates.

HR
Workforce Planning

•

IMPLEMENT

•

you feel that you are being asked to do things that are
against your personal moral values;
you feel you have a conflict between two or more of your
own values;
you recognise that a decision will disadvantage one person
while advantaging another.

Published sePTeMbeR 2014

ethics in
hR Management
A guide for Hr ProfessionAls
And line mAnAgers

wOrKSHOPS

Facilitated by senior and experienced HR practitioners,
these interactive workshops will assist in developing
the competencies required to manage ethics in the
workplace.

REVIEW

•

BUS
HR BU

Learning & Development

THINKING THROUGH
ETHICAL DILEMMAS

In HR work, examples of these are:

HR

HR Au

Hr ETHICS
SABPP ETHICS COMMITTEE

Contact SABPP for support material
Email us: professional@sabpp.co.za

www.sabpp.co.za
14us: professional@sabpp.
ETHICS ∙ PAGEEmail
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ETHICS
The SABPP provides a quick test for HR
practitioners to check whether a decision they
are making or advising on is ethical or not,
and provides free bookmarks for members
depicting this test3. Formulated by Professor
Leon van Vuuren five questions should be
asked:

1

Is it legal? Is it procedural according
to our organisation’s policies and
procedures?

2

How would it look if published in a
newspaper?

3

Is it consistent with our
organisational values?

4
5

Is it fair to all?

the hopes that the discomfort will fade. The starting point is
often therefore to recognise that you are deeply confused.
You may need help to understand the consequences of your
behaviour / decisions. The unethical behaviour may appear to
be the norm in your organization and you may feel that you are
the one out of step.

If I do it, will I feel bad?

A coach, mentor or any skilled helping professional can be
helpful in these situations. They can help you understand and
describe the issue, by asking questions such as:

According to a recent article by Professor David Clutterbuck4 ,
the key to working through such issues is a six-step process.
The steps are:
1.
2.
3.
4.
5.
6.

Articulate the problem
Consider the context
Consider the implications
What other opinions/ perspectives may be relevant?
Balance the arguments
The final check

01

Articulate the problem
Find someone to discuss the problem with. This step is vital,
because you may not have had time to think the issue through
on your own, or may be avoiding doing so, because the conflict
is too painful. It’s common to rationalise away the conflict, in

3
4

• Who does it affect, how and why?
• What is the nature of the conflict of interest?
• What specific personal, organizational and /or societal
values are involved?
• What are the conflicts that you feel within yourself? (What
is making you feel uncomfortable?)

02

Consider the context
Here we try to understand the scope of the issue and the
environment, in which it takes place, using questions such as:
•
•
•
•
•
•
•

Who is involved, directly and indirectly?
Is this a new issue, or an old one in a new guise?
What are your specific and general responsibilities?
Who has been consulted?
Who needs to be consulted?
Is there a relevant code of conduct or guideline?
What is the general ethical climate here?

http://sabpp.co.za/ethics-toolkit/
https://www.davidclutterbuckpartnership.com/working-with-ethical-dilemmas/
ETHICS ∙ PAGE 15
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Consider the implications
Now we can begin to explore what will or is likely to happen
as a result of following one path or another. Very often, our
attention is focused on the small picture and the short-term.
By widening our view and looking to the longer term, we begin
to create a different perspective.
• What risks are involved? (Safety, financial, reputational etc)
• What precedents may be set by this decision?
• What would be the impact if this were done on a much
larger scale?
• Would the implications be different if this were played out
publicly v privately?

04

What other options or perspective may be
relevant?
Here we are widening the perspective even further, using
questions such as
• What might you be avoiding acknowledging?
• Who might provide a robust challenge to your thinking?
• How can you make other people feel more comfortable
about speaking up?
• Have you genuinely sought and listened to dissenting views?
A useful approach here is to explore the issue from the
perspective of people, who are affected by it. “Walking in
someone else’s shoes” helps us appreciate how they might feel
– and how we might feel in their place.

05

Balance the arguments
By now, the issue will have become both more complex (in
the sense that there is a lot more information to consider)
and simpler — because the choices, while they may be finely
balanced, are much clearer. We can make a choice about what
is the right thing to do by comparing choices both rationally and
emotionally. We realise that no decision is going to be purely
right or wrong, but that an ethical decision is one that tries to
achieve a fair and compassionate balance. Useful questions
include:

• What would an impartial adviser see as fair?
• What priorities should we apply to conflicting objectives and
values?
• What are the “zones of ethical acceptability” and what lies
outside them?

06

The final check
This last step is equally important, but easy to miss out,
because it requires an extra burst of energy and self-honesty
at the end of what is likely to have been a gruelling and painful
conversation. Useful questions we can ask include:
• What decision-making biases might you be applying without
realising?
• How honest are you being with yourself? (How pure are your
motives?)
• Do you truly feel this is the right thing to do?
• If we were to give this issue more time, would we come to a
different conclusion?
Implementing the decision about the most ethical way forward
poses its own problems. When someone takes an ethical stance,
the reaction of other people is often very negative, because now
their integrity is being questioned. The instinctive responses
are fear and resentment. So you may also need help to develop
a strategy for helping others overcome their instinctive hostility
and engage in open, considerate dialogue.
The key to this stage is to focus on values and on your sense
of your ideal self. You can engage with peers or more senior
colleagues by asking them to confirm the values that they
and the organisation espouse and try to live up to. Helping
them to work out where the organisation might not be living
up to its values is less likely to evoke the sense of personal
threat. And discussing how they collectively might be able to
live up to the organisational values and their personal values
more consistently and more thoroughly is still relatively
unthreatening. But from that point it is a lot easier to focus on
specific behaviours or policies, which need to be changed.
This softly, softly approach won’t always work. Sometimes
blowing the whistle is the only recourse. However, a discussion
partner can be a great support in working out tactics, giving
encouragement and rehearsing difficult conversations.
With acknowledgement to Professor David Clutterbuck of
the David Clutterbuck Partnership, in association with MDQ
Associates in South Africa.
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LQA
5 YEARS
OF SERVING THE
HR PROFESSION:
LESSONS, LEARNINGS & HIGHLIGHTS
By Naren Vassan, Head: Learning and Quality Assurance

There are so many highlights and milestones over
the last five years that it will take a month to mention
all of them. Hence, I will do my best to capture the
essence of all the highlights in four key initiatives:

01

Quality Assurance of training providers
When I was given the task to manage this portfolio with a
deficit R1 million rands and current SETA challenges, we had
to adopt a model that is called “Customer Centric” – what is
the customer willing to pay for in terms of services we render
with a development approach. Having said that we set-up
committees and working groups that allowed us to experiment
and entrust the quality assurance department to implement
practices, processes and procedures that will be compliant
in terms of the QCTO delegated mandate, SABPP Governance
requirements and Boards vision. We had to read-up and work

Old Committee: Chairperson Dr Linda Chipunza

with SAQA, QCTO and Training Providers at various forums to
manage and introduce revised practices including collection of
funds.
The accreditation of training providers in the initial phase
on 6 Qualifications and Skills Development Facilitator unit
standards, was managed by two people, myself and SABPP
CEO - Marius Mayer. This was acceptable for the 2012-2014,
as from the 2015 the workload increased and the quality
assurance function became demanding we increased our
range of qualifications to 40, comprising unit standards
and non-unit standard based, having said that, we forced to
outsourced the quality assurance function to consultants
who were subject experts in the related field, whilst I was
the second person to quality assure. The increased workload
automatically allowed us to contract specialists to perform
evaluation of accreditation of applications for new, renewal
and extension of scope of training providers, perform external
moderation, monitoring visit and facilitating hands on training
/ guidance on critical issues. This sharing of workload resulted
in a formation of Monitoring Committee chaired by Dr Shamila
Singh in managing good practices and processes.
New Committee: Chairperson Ms Bebe Oyegun with invited
guest from Vaal University of Technology Students.
LQA ∙ PAGE 18

HR VOICE · FEBRUARY 2017

LQA
Over the past two years (2015-2016) we have developed
excellent processes and practices that guided training providers
on various matters including learnerships. The learning quality
assurance department implemented a training provider forum
that allowed us share best practices and current challenges in
the education space to our accredited training providers. The
quality assurance team consists of an LQA officer (who was
former HR intern) and Ms Ronel Coetzee who was previously a
consultant and now the LQA Manager.

This team manages 4 committees comprising of:
a. Learning Quality Assurance(LQA) – chaired by Ms Bebe
Oyegun (HR Specialist from Schneider Electrical)
a. Sub-committee – Examination Team – chaired by Dr
Deonita Damons
b. Sub-committee – Monitoring – chaired by Dr Shamila
Singh
b. Higher Education (HE) – chaired by Professor Karel Stanz
(University of Pretoria)
c. Learning and Development (L&D) – chair is Mike Stuart
(Skills Handbook)
d. Continuing Professional Development (CPD) – chaired by Ms
Chaital Harry (Total)
The above committee meets minimum 4 times a year and all
reports and information must be accurate and ready for the
board meetings. The number of people on these committee
varies from 5 – 14 committee members ranging from
academics, consultants, industry specialists and overseen by
the regulator (QCTO).

UNISA panel including heads of Department of Industrial CTI
– Privet Higher Education with SABPP and Organisational
Psychology & Department of Panel representative and CTI
Academic Team Human Resource Management (HRM).

02

Events that support industry
Since 2013 the quality assurance team introduced events that
support training providers and its constituent Assessors and
Moderators by facilitating workshops on the following topics:
1. The role of SABPP and relation with regulators-SAQA/QCTO
(once-off session in 2013 in all 9 provinces)
2. Year-end- function (implemented since December 2013)
3. Discussion on the White Paper and impact on educational
landscape (implemented in 2014)
4. Understanding the Department of Trades and Industry
Codes (dti codes) (3 sessions - 2014 & 2015)
5. Training Provider Forum (implemented in 2015)
6. Capacitating Assessor and Moderators and RPL
(implemented in 2015)
7. Skills Development Facilitators & Department of Trade and
Industry Codes (implemented in 2015)
8. Employee Relationship Landscape impacting HR Role
(implemented in 2016 in conjunction with HR Standards
Team)

Just for the record the deficit in 2012
was settled within 18 months and
have generated a gross income which
exceeded its annual target by 1020%.
Higher Education Committee has over the past 5 years
accredited (including renewal) 7 public universities and 2
private higher education institutions.
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These workshops focused on strengthening
the relationship SABPP held with its accredited
providers, learners, HR Professionals and industry
and shared challenges, concerns and impact on
legislation changes and impact it has on managing
and guiding business towards skills development.
At these workshops, we got training providers,
assessors and moderators to sign a “Pledge” to
commit to ethical and professional practice when
conductitng their respective portfolios.
These workshops were conducted at sponsored venues ranging
from Universities, Business Schools, and SABPP Training
Centre. The feedback received from attendees was encouraging
to know that a non-profit organisation can facilitate events that
adds value to training providers and industry, and attendees did
not mind paying a price which is under R 900.00 and hand-outs
and supporting tips/guides worth R 2000.00.

The photos are guests and speakers from the respective
regulators.
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03

Working with QCTO - Assessment Quality Partner
(AQP) and Quality Assurance Partner (QAP)
SABPP has embarked on working with regulators (QCTO &
SAQA) on various matters ranging from partnership approach,
attending meetings, obtaining guidance and facilitating best
practices. SABPP was the first quality assurance partner in
2013 among all SETA’s to run a workshop nationally on various
topics such as the role of QCTO and its mandate and SAQA’s
view on Recognition of Prior Learning (RPL). This journey gave
us opportunity to work close HR Professionals, industry and
the regulators. Hence, we worked on various topics like writing
policies on the QCTO Framework and getting approval of SABPP
request for extension of scope of learning programmes linked
to existing registered SAQA Qualifications.

SABPP in consultation with Dr Pieter Rossouw
(QCTO - QAP - Monitoring Evaluation Team)

We have obtained “Green Status” on all our SAQA Uploads on
learner enrolment and achievement since late 2012 to-date.
We were compliant in terms of QCTO - QAP quarterly audit
since 2015 and we continuously implement enhanced practices
to maintain good governance and quality assurance practices.
We always consult with QCTO on revised practices before we
implement any practices.
On the landscape of designing new occupational qualifications,
we together with the support of various consultants have been
working closely with MerSeta, ETDPSETA, PSETA and SSETA. In
2015 SABPP became the registered quality assessment partner
(examination body) on “Occupational Trainer” occupational
qualification.

QCTO AQP Team headed by Diane Kemp auditing and inspecting
documents and processes at SABPP.
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Continuing Professional Development (CPD)
As quality assurance custodian, it was important to inform
all registered HR Professions that it is mandatory to maintain
your professional skills by doing ongoing learning in a variety
of formats called verifiable (structured learning in the form
of workshops / summits /events/ seminars / conferences.
These may be on HR related topics or topics related to
business knowledge, including employer-provided events.
Web-based learning/training, registering and completing a
further qualification: Diploma / Degree / Honours / Masters /
Doctorate; post-graduate Diploma) and non-verifiable (reading
business newspapers, professional journals and articles,
watching DVDs related to HR matters, on-the-job training and
watching relevant television programmes or listening to radio
talks).
CPD ensures that you and your knowledge stay relevant and
up to date. You are more aware of the changing trends and
directions in your profession. The pace of change is probably
faster than it’s ever been – and this is a feature of the new
normal that we live and work in. If you stand still you will get left
behind, as the currency of your knowledge and skills becomes
out-dated. CPD helps you continue to make a meaningful

contribution to your team. You become more effective in the
workplace. This assists you to advance in your career and move
into new positions where you can lead, manage, influence,
coach and mentor others. CPD helps you to stay interested and
interesting. Experience is a great teacher, but it does mean
that we tend to do what we have done before. Focused CPD
opens you up to new possibilities, new knowledge and new
skill areas. CPD can deliver a deeper understanding of what it
means to be a professional, along with a greater appreciation
of the implications and impact of your work.
Based on this background, SABPP with its CPD Committee
launched its official CPD Policy in 2015, where we invited
volunteers to participate. In the pilot phase we monitored an
estimate of 30 HR Professionals on their CPD activities, this
was audited by the monitoring committee and it gave us a clear
picture that HR Profession are on the right track. The gap we
found was that in 2016, members wanted an on-line platform to
record CPD achievements and practical tracking tools to house
CPD activities. We also found that SABPP CPD Points system
is not in line with best practices, so at the last CPD Committee
Meeting in 2016, the chair requested that the board approves
the following points system. “1 POINT FOR EVERY 1 HOUR OF
LEARNING” as this is easy to be recorded, track and achievable
as opposed to the current 1 POINT earned after 4 HOURS
learning and application of skills.

The learning requirements are as follows:

SABPP Professional registration
level

Minimum hours of learning in any 3
years rolling cycle

Minimum hours of learning in
each year

120 HOURS

20 HOURS

HRA - HR Associate

80 HOURS

16 HOURS

HRT - HR Technician

60 HOURS

12 HOURS

MHRP - Master HR Professional,
CHRP - Chartered HR Professional,
HRP - HR Professional

At least half of the above hours (points) must be verifiable.
Ethics is a mandatory module /topic/ event that every profession must earn at least 4 point per annum via SABPP Ethics event and
product.
Based on the mandate allocated to LQA via SAQA Ruling for CPD for professional members, we have since 2014 approved:
132 programmes (conferences, seminars, workshops)
Accredited 67 providers (across South Africa)
Issued CPD Certificates to over 18 39 to attendees of SABPP Accredited programmes.
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Corporate Social Investment
The Learning Quality Assurance Department in conjunction
with its accredited training providers has since 2013 embarked
on charity drives to donate clothing, stationery, blankets and
other necessities to various institutions, below are some of the
photos:

Donating blankets, stationery, clothing, food & school bags to
Dorah’s Ark (Roodepoort)

A TREMENDOUS SOCIAL
RESPONSIBILITY COMES WITH
BEING A SUCCESSFUL PUBLIC
PERFORMER.
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UPCOMING EVENTS
17
21
23
Rethink HR and Social Media Workshop

FEBRUARY

2017-02-17
Location: Park town, JHB, Gauteng
Time: 7:30 AM
>> REGISTER

HR Standards Workshop

FEBRUARY

2017-02-21
Location: Park town, JHB, Gauteng
Time: 8:00 AM
>> REGISTER

Corporate Governance for HR Directors

FEBRUARY

28
01
14
23
FEBRUARY

MARCH

MARCH

MARCH

2017-02-23
Location: Sandton, Gauteng
Time: 8:00 AM
>> REGISTER

Ethics Foundation Workshop
2017-02-28
Park town, JHB, Gauteng
Time: 8:00 AM
>> REGISTER

HR Auditor Training
2017-03-01
East London, Eastern Cape
Time: 8:00 AM
>> REGISTER

2nd Annual SABPP SDF Capacitation Workshop
2017-03-14
Park town, JHB, Gauteng
Time: 8:00 AM
>> REGISTER

I am Talent
2017-03-23
Location: Johannesburg, Gauteng
Time: 8:30 AM
>> REGISTER
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Creating winning cultures

By Marlinie Ramsamay, CEO of FranklinCovey South Africa

Organisations can have the right product, the right
strategy, and even the right individuals in place to
achieve success, but results are simply not going
to be achieved if the environment does not have a
winning culture.

Disciplines of Execution (4DX) is a simple, repeatable and
proven formula for executing on your most important strategic
priorities during the whirlwind, and includes: focus on the
wildly important, act on the lead measures, keep a compelling
scoreboard, and create a cadence of accountability. 4DX is a
proven set of practices that have been tested and refined by
hundreds of organisations and thousands of teams across the
globe.

Leadership
Accessing higher levels of human genius and motivation in
todays’ new reality requires a change in thinking, a new mind
set, new skill set and a new tool set. To thrive, innovate, excel
and lead in a knowledge worker age, great leaders must inspire
trust, clarify purpose, align systems and unleash talent. In a
global knowledge economy, the source of highest value is in the
creative engagement of the whole person, body, heart, mind
and spirit.

Trust
While it’s easy to quantify product, strategy and skills sets,
identifying or creating a culture is a more ephemeral notion
– but in our view at FranklinCovey South Africa, it is the key to
unlocking sustained success.
In our work with some of the world’s leading businesses, we’ve
identified the four pillars that form the foundation of winning
workplace cultures: Productivity, execution, leadership and
trust.

Productivity
It has never been easier in human history to accomplish great
things, and a big part of this is the dramatic increase in the
power of technology to make us more productive. Our research
into neuroscience, along with our experience in the field,
has highlighted a productivity paradox: we are making more
decisions than ever, our attention is under unprecedented
attack, and we are suffering from personal energy crises.
Finding ways to master your energy and attention management
will increase your ability to achieve what matters most to you.

You don’t need to look far to realize that, as a global society
we have a crisis of trust on our hands. There is one thing
that is common in every individual, relationship, team, family,
organisation, nation, economy and civilization throughout the
world, and that is trust. If there is an absence of trust, the most
powerful governments, the most successful business, the
most thriving economy, the most influential leader, the greatest
friendship, the strongest character and the deepest love will
diminish or be destroyed. Trust is the one thing that if developed
and leveraged has the potential to create unparalleled success
and prosperity in every dimension of life.
If your organisation is seeking growth in 2017 and beyond,
identifying shortcomings in these four pillars is a good
foundation for future development. Working with a trusted
specialist consultancy with decades of experience in building
the efficiency, efficacy, and confidence of your workforce will
improve your chances of achieving the kind of success that will
see your business gain momentum at the speed of trust.

Execution
The real enemy of execution is the massive amount of energy
that’s necessary just to keep your operation going on a day to
day basis. When you execute a strategy that requires a lasting
change in the behaviour of other people, you’re facing one of
the greatest leadership challenges you will ever meet. Creating
a culture of execution means embedding four basic disciplines
into your organization. At every level, individuals, leaders, and
teams need to institutionalize a common approach. The Four
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PENSION LAW IS HR BUSINESS
- part IV
By Advocate Makhado Ramabulana, Pension Law
Consultant at Mutodandimo Enterprise (Pty) Ltd

Preservation of pension benefits and permissible
deductions. So far in the previous articles on
pension law we have dealt with the differences
between the regulation of private sector funds as
compared to public sector funds in South Africa.
Our focus has been on the private sector funds. We
looked at the sources of pension law and how they
are governed. We also dealt with contributions
made to the funds by members and on their behalf
and the benefits that flows therefrom.
This is our fourth article on pension law, and we will now look
at how members of occupational pension funds can preserve
(conserve for retirement) their benefits if they terminate
their employment before reaching retirement age and what
deductions may be effected on members’ pensions when they
terminate participation in the fund.

PRESERVATION OF PENSION BENEFITS
Following the rejection by pension members, predominantly
the unions, of attempts by National Treasury to introduce
compulsory preservation of pension benefits with effect
from March 2016 it is appropriate to consider the subject in
more detail. As the law currently stands, if a member of an
occupational fund terminates his/her employment, a lump sum
withdrawal benefit is payable from the fund. Except for the fact
that tax will be levied on the lump sum amount, the biggest
challenge facing the member is that the accumulated pension
savings are likely to be squandered before the member reaches
retirement. So, what then can an employee whose employment
is terminated do to make sure that his/her pension benefit is
preserved for retirement? For a member who does not wish to
withdraw the benefit, three options are available:

• Firstly, the member can leave the pension benefit in the fund
(provided the rules of such fund permit) to become a deferred
pensioner and can claim such funds on reaching retirement.
• Secondly, the member can transfer the pension benefit from
a previous fund to his/her the current fund (subject to a few
exceptions and conditions).
• Lastly, the member can transfer the pension benefit to a
preservation fund created specifically for the purpose which
will pay the benefit when the member reaches retirement.

Deferred Pension; if a member who has exited a fund due to
early termination of employment decides not to claim his/her
withdrawal benefit, he/she can become a deferred pensioner
and will claim a pension benefit on reaching the retirement age
in terms of the rules of the fund. Thus, no further contributions
are made on behalf of the member and certain benefits
provided to active members such as insured benefits may be
terminated. However, this option is only available if the rules of
the fund provide for it and in practice, not many funds provide
for deferred membership. The benefits flowing from this option
is that the benefit is preserved, it gets fund growth and no tax
is levied on the benefit.
Transfer; a member can transfer his/her benefit to the new
fund in terms of section 14 of the Pension Funds Act, 24 of 1956
(PFA). This is subject to a few conditions. That is, in terms of the
Income Tax Act, 58 of 1962 (ITA), a benefit from a pension fund
can be transferred to another pension fund without any tax
consequences. However, when a benefit from a pension fund
is transferred to a provident fund it triggers tax consequences.
It should be noted that a benefit from a provident fund can be
transferred to either a pension or a provident fund without
attracting tax. The desirability of this option is that it is easier for
the member to monitor his/her benefits regularly. In instances
where the member dies before reaching retirement, it would
also be convenient for beneficiaries of a deceased member’s
estate to claim from a single fund than from multiple funds.
Preservation; a member may decide to transfer his/her benefit
to a pension preservation fund or a provident preservation
fund in terms of section 14 of the PFA. Preservation funds
are specifically designed to preserve benefits until a member
reaches retirement and do not have active members. That is,
contributions to preservation funds are made by way of a onceoff lump sum payment instead of monthly contributions. In
terms of the ITA, a member who is transferring a benefit from
a previous fund to a preservation fund is allowed a once-off
option to withdraw either a portion or the entire benefit subject
to the rules of the previous fund. For instance, if a member who
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has transferred his/her benefit to a preservation fund were to
come upon hard times and decides to have access to the funds
in the preservation fund, he/she can only access these funds
once and after that will have to wait for retirement to access the
balance. This option is utilized mostly by members who after
termination of their employment join an employer who does
not provide an occupational fund or go into private business.
The suspended legislation which ought to have come into effect
on 1 March 2016 would have eliminated the option to withdraw
and make benefit preservation automatic. The implementation
of the legislation has been suspended until 2018 and its final
version is being renegotiated.

PERMISSIBLE DEDUCTIONS
In terms of section 37A of the PFA, benefits from a pension fund
may not be reduced, transferred or executed except as provided
in the PFA, ITA or Maintenance Act, 99 of 1998 (MAINTA). Thus,
contrary to benefits from other sources, pension benefits
are protected from being accessed by third parties except in
very limited circumstances specified in the above-mentioned
legislation. The exceptions are contained in section 37D of
the PFA. It should be noted that the limits imposed in terms
of section 37D only applies to benefits still in the fund, if the
benefit is paid over to the member it becomes part of the
member’s assets and third parties may access these funds
through general laws.
Tax; any amount due to the South African Revenue Services
(SARS) for tax due by the member may be deducted from a
member’s pension benefit. This is confirmed in the ITA which
requires that a fund intending to pay a benefit to a member
to apply for a tax directive which will specify any tax due by
the member. It may so happen that the tax due to SARS by
the member exceeds the member’s benefit in the fund. In the
event, the entire benefit will be paid to SARS on behalf of the
member.
Housing loan; the PFA permits pension funds to grant housing
loans or to guarantee loans on behalf of its members provided
the loan is for housing purposes for the member or his/
her family if the rules of such a fund permits. Where a fund
has issued a housing loan to its member or it had issued
a guarantee to a third party (e.g. employer, banker etc.), the
outstanding balance of the loan may be recovered from the
member’s pension benefit when the member exits the fund.
Only housing loans as prescribed in the PFA will qualify for a
repayment from the member’s pension benefit.

Fraudulent activities of the member; a pension fund may deduct
from a member’s benefit any amount for damage caused to the
employer due to the theft, fraud or misconduct caused by the
member. This damage can be recovered provided either of two
conditions is met. That is, if the member has admitted in writing
to causing the fraudulent damage and to the indebtedness to
the employer or the employer had obtained a court order for
the deduction to be effected on the member’s pension benefit.
The damage to the employer should only be due to fraudulent
activities by the member and no other. Thus, a loan or a bursary
granted to the member or poor management of the employer’s
resources by the member, will not entitle the employer to
recover the funds from the member’s pension. Even where the
employer has a right to claim a deduction from the pension in
that the damage it incurred was due to fraudulent activities by
the member, it cannot unilaterally withhold the submission of
the member’s claim documents to the fund. Instead, it should
submit the member’s withdrawal documents together with its
claim to the fund, indicating why the fund should deduct or
withhold the member’s benefit pending the finalisation of the
legal process.
Divorce; following the divorce of a member, a pension fund may
pay the non-member spouse a share of the member’s pension
(defined as ‘pension interest’ in terms of the Divorce Act, 70 of
1970) as specified in the divorce decree. This pension interest
is only payable if the fund is identifiable from the divorce decree
and if it is the fund and not the member that has been ordered
to make payment.
Maintenance; a fund may pay arrears or current maintenance
to a member’s beneficiary(ies) in terms of an order of the
Maintenance Court. Similarly, the order must be specific in
directing the fund to make payment and not be directed at
the member. In cases where there are competing orders for
maintenance and divorce claims for the same pension benefit,
the maintenance order will take precedence over divorce order.
Insured benefits; a pension fund may pay premiums for
medical aid benefits for its member’s benefit or beneficiaries
with a medical aid fund or long-term insurance premium with
an insurer.
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In the next and final article in this series, in the March 2017
edition of the HR Voice, we will look at the differences between
a single employer occupational fund and multiple employers’
occupational fund (umbrella fund) and the duties of the trustees
of the fund.

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).

Connect with us on LinkedIn.

Join our group discussions.

For more industry news and
articles, visit our blog here
http://sabpp.co.za/blog/
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STUDENT CHAPTER
KICKSTART YOUR
HR PROFESSIONAL CAREER
WITH SABPP

AND GET ACCESS TO THE BENEFITS

JOIN NOW
Registration
Form
DOWNLOAD
HERE

For more
information
CLICK HERE

Email
students@sabpp.co.za
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