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BOARD DESK

The 1st of April is a special day for the SABPP team. We 
are moving to our new office located at 223 Jan Smuts 
Avenue, just outside Rosebank in Parktown North.  
We will remember the last six years in our office in 

Sherborne Street, Parktown as a period of unprecedented 
growth in members and staff for SABPP.  Now, as our growth 
continues, coupled with the expiry of our current lease, the 
time has arrived to move on yet again.  An office building plays 
an important role in sustaining the activities of a profession-
al body.  However, a building is in essence just a structure of 
floors, walls and a roof. What is more important is what goes 
on inside the building and how the people inside the building 
connect with people inside and outside the building.

Reviewing the HR Voice 2.0 strategy, it is interesting to note 
how the building plays such an important role in helping us 
to execute our strategy.  In fact, our strategic thrusts are the 
building blocks of SABPP, while the building is the place where 
we make things happen in driving our strategy.  Interestingly, 
the seven strategic building blocks are in several ways housed 
in our building:

HR Governance:  Governing the work of SABPP takes place at 
board and committee level, and all board members, national 
committees, management and staff members use the SABPP 
building for their meetings, thus the SABPP office is the cen-
tre of our governance, management, planning and staff work.
Research: The SABPP building is a research house. This is the 
place where our research products are developed and distrib-
uted from.  Our Knowledge Centre with its thousands of books 
and magazines will be at the centre of our new office.

Value and Visibility:  While we are involved in value-adding 
work throughout the country, the SABPP office is the centre 
of our value and visibility strategy.  This is the place where you 
will meet our staff, board and committee members, and other 
members who regularly visit the SABPP office.

Optimising alliances:  One of the main reasons for the suc-
cessful growth strategy over the last five years has been the 
formation of several alliances.  Our alliance partners are spe-
cial guests at the SABPP office, and over the last month the 
SA Reward Association (SARA) and Coaches and Mentors of 

NEW SABPP BUILDING: 
LET’S KEEP ON BUILDING THE HR PROFESSION
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South Africa (COMENSA) have been visitors to our office.  I 
want to invite all our alliance partners to visit us at our new 
office.

Innovation and Technology: While we will continue to leverage 
technology and drive innovation projects to innovate the HR 
profession, these initiatives are planned and executed from 
our office. The office is the place where brainstorming and 
planning is done to make these projects successful. Hence, 
our office is the centre of innovation where our thinking and 
actions are centered.

CPD: While CPD happens at the work and learning places 
of our HR professionals wherever they find themselves, the 
SABPP office is the centre of our CPD planning and system.
Excellence:  The SABPP office is the place where we achieve 
excellence in our work, projects and actions.  It is also the 
place where we decide on all SABPP awards to acknowledge 
excellence in HR professional work.

I want to encourage HR professionals visit our new office.  
Over the last five years, we hosted visitors from all nine prov-
inces, and also from the USA, UK, Australia, Zimbabwe, Na-
mibia, Swaziland, Lesotho, Botswana, New Zealand, Neth-
erlands, Germany and India.  Our doors are open for further 
networking and engagement as we host visitors from all over 
the globe. Having said that, we are also mindful of the fact 
that most of you are far from the SABPP office and given the 
huge increase in membership, will probably never be able 
to visit our office.  We will therefore continue to drive digital 
interaction by means of the new Member zone platform and 
social media. This month we have reached 13 000 followers 
on twitter and clearly the need for social connectivity is an op-
portunity to be leveraged.

While I appreciate our daily interactions via social media, 
nothing is better than personal face-to-face interaction.  The 
office is the place where relationships are formed and where 
we pool our intellectual capital in advancing the HR profes-
sion.  Moreover, while management and staff are responsible 
for occupying and maintaining the building, the reality is that 
the building is there for use by our members. Thus, you are 
most welcome at your office!  Also, good news is that the new 
building is only 1,5 km from the Rosebank Gautrain station, 
therefore you can now travel to our office via Gautrain and 
avoid the traffic in the process.

In cases where it is not possible for you to visit us, we will visit 
you. It was indeed a great pleasure for the SABPP team to visit 
our members in the Western Cape, Free State, Mpumalanga, 
Eastern Cape and North-West provinces over the last month.  
We will continue to reach out to you wherever you are located.  
In addition, last month we visited three university campuses 
interacting with more than 800 students at universities in the 
Free State and North-West province.
On behalf of the SABPP Board Exco, I thank you all for your 
patience during the time of the office move and I look forward 
to keep on engaging with you from our new office. 

Marius Meyer
CEO: SABPP
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Lerato Tshewule
Our HR Intern recently completed her Honours Degree in 
Human Resources at North West university Potch campus. 
We are proud of her great achievement.

SABPP visits NWU (Student Chapter presentation)

On the 8th of March the SABPP COO Xolani Mawande vis-
ited Northwest university Potchefstroom campus to en-
courage students to join SABPP student chapter. Over 200 
students in three different groups were thrilled to listen to 
encouragement from Xolani. 

SABPP Student chapters ready for launch

SABPP congratulates NWU Mahikeng and CPUT for regis-
tering more than fifty students each on the SABPP student 
chapters. We will be finalizing launch dates shortly and it 
will be an honour to officially launch these two chapters. 

Move to 223 Jan Smuts

By the time you read this we will have moved to a new bet-
ter building. Please take note of this when you plan to visit 
us next time.

Siphiwe Mashoene
On the 31st of March 2017, we bid farewell to Siphiwe our 
Marketing Manager after a two and half year stint with 
us. We thank her for a selfless service and we wish her 
all the best in her next challenge. 

Lindiwe Nombaca
Our Governance Officer recently completed her Diploma 
in Marketing management from the IMM institute. Con-
gratulations and well done Lindi.

Andile Ngubane
Our Marketing Intern recently also completed her Diplo-
ma in Marketing management from the IMM institute. 
Congratulations and well done Andile.

SABPP Staff Affairs

By Xolani Mawande 
SABPP COO
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HR STANDARDS

By Dr Shamila Singh
 
People spend close to 90% of their time indoors and about 
a third (33%) of their waking hours at their workplace. The 
physical or mental health can be greatly affected by the phys-
ical, social and mental aspects of the workplace.  If the work-
ing conditions are negative the result can mean lower work 
performance, increased error rates, injuries and absences 
whereas the opposite can occur with a well-designed work-
place.  Most often the physical design of the workplace focus-
es on the physical effects on the workers. 
 
Defining well-being
In essence, wellness and well-being both mean being in good 
health, one is related to a goal and one is a state of being, 
respectfully.  The understanding of wellness must be extend-
ed beyond the physical realm to consider mental and emo-
tional well-being.  According to Rath and Harder (2010), a 
Gallup research published from over 150,000 respondents in 
150+ countries well-being has five universal, interconnected 
well-being elements, namely, career, social, financial, phys-
ical/mental and community.  For the purposes of this article, 
the focus will be primarily on the physical/mental well-being 
element.
 
Employer costs related to employee well-being
The risks of having “unwell” employees are many and costs 
to employers can be quite high.  Some of the risks include, 
decreased employee engagement, reduced productivity, in-
creased workplace injuries, increased off-the-job injuries, in-

The Impact of Workplace 
Design on Employee 

Well-Being and 
Performance

creased employee turnover, increased health risks, increased 
insurance claims, increased benefits utilisation, decreased 
innovation, customer service and quality
 
Well-being and workplace design
There have been relatively few studies done that have concen-
trated on the correlation between the physical workplace de-
sign and mental health.  One can use the results from studies 
on mentally healthy people to somewhat predict the effects 
of the physical workplace design on those with mental is-
sues.  According to Jennifer Veitch (2015) there are four areas 
in which there is some evidence that suggest that workplace 
conditions can benefit employees with certain mental health 
problems:  social relations, attention focus, stress reduction 
and photobiology.   

Social relations
Social relations relate to personal space and the amount and 
type of personal space within an office environment can en-
courage or discourage social interaction between employees.  
This depends upon the employee’s desire to be near others 
and the degree to which one wants to know others.  Obvious-
ly, the physical layout and furnishings have a significant im-
pact on one’s personal space.  Too many people in one area 
(crowding) prevents effective group interaction whereas, too 
few people will have the opposite effect.  Another consider-
ation is that when employees can control privacy, the adverse 
effects of other workplace stressors are reduced.  It is im-
portant to remember that workplace design can positively or 
negatively impact social relations among co-workers.  There 
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has been one study that showed workstation sizes lowers the 
risk of employee dissatisfaction.  However, there have been 
no studies that have firmly concluded the optimal height for 
modular furniture panels.
 
 

Attention focus
Some employees that are easily distracted and have difficul-
ty focusing on tasks, known as Attention Deficit Hyperactivity 
Disorder (ADHD).   For employees in which maintaining at-
tention is a challenge, an enclosed office would be the best 
choice to limit distractions.  With the advent of open-plan 
office design an alternate solution would be to increase the 
panel height and provide other distraction reducing elements 
such as sound masking and sound absorbing materials. 
 
 
Stress reduction
Stress is experienced by every person in different degrees 
every day.  Studies have shown that psychosocial stress is 
a predictor of mental health problems.  A beneficial work-
place feature to reduce stress and help people recover from 
stressful situations is windows.  (Ulrich 1984).  Another study 
suggested that viewing nature, whether through a window or 
images (pictures) helps to stress reduction.   Another interest-
ing practice in countries like Europe, including Denmark and 
Norway, have mandated employers to provide window access 
within a certain distance from each desk or workstation.  

 
Hint:  Consider prioritising offices near or with windows to 
those employees who have stress-related health problems 
and/or whose work is very stressful. Alternatively provide sce-
nic art in these workplaces.
 
Photobiology (seasonal mood disorder)
The benefits of providing adequate light within the workplace 
may have mental health benefits for even non-clinically diag-
nosed people.  Research has shown that those with the short-
est daily light exposure time to high light levels reported the 
lowest mood.  However, the exact light amount that would be 
beneficial has not been determined.  These findings led an 
international committee to conclude that the daily light does 
received by people in industrialised societies (i.e. those pri-
marily indoors) might be too low for good mental health.  

 

 

Workplace design impacts
It is unquestionable that the design of the workplace has an 
impact on the people in that workplace.  The design of the 
workplace can either enhance, support baseline levels or de-
grade employee mental and physical performance.  
Employers must consider cognitive\mental (ergonomics) as-
pects to increase efficiency and productivity not only lean and 
process Improvement.  
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Make office assignments that are mindful of the 
personal needs of the individuals, especially those 
with mental health problems, and balance that with 
the needs for group/team interaction.  For exam-
ple, a person with depression would not benefit 
from an enclosed office at the end of a hallway, but 
neither would be an office besides a high-traffic 
hallway that offers little privacy.

Make office assignments that are mindful of the 
personal needs of the individuals, especially those 
with mental health problems, and balance that with 
the needs for group/team interaction.  For exam-
ple, a person with depression would not benefit 
from an enclosed office at the end of a hallway, but 
neither would be an office besides a high-traffic 
hallway that offers little privacy.

Design Hint

Hint
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HR AUDIT

“When you’re looking at what to review in an HR audit, you 
want to focus on exactly what’s important to your organiza-
tion. …But without action, your audit is just a score.” — Tracy 
Laxton, HR director, Gateway Energy Coke Company

As a professional HR body, we believe that the implementation 
of business aligned HR strategies, processes, policies and 
procedures in HR departments form part of good governance 
in an organisation.

With professional bodies like the SABPP developing HR stan-

dards that serve as best practice guidelines, it becomes a ne-
cessity to have a mechanism to measure the extent to which 
these standards have been implemented to support the com-
pany business objectives. This mechanism referred to is HR 
Auditing, where the organisation’s effectiveness, efficiency 
and economy (sustainability) is evaluated.

This innovation; HR Audits; is relatively new and the SABPP is 
leading globally with this concept based on Dr Chris Andrews 
research from Bonds University. There are HR Units that wish 
to undergo the process, however, with the HR Audit comes a 

DON’T FEAR, 
HR AUDIT is here to assist.
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fear of the unknown. This fear stems from the organisation’s 
readiness to be audited and the findings anticipated from the 
audit report. From this, it is evident that HR Audit could be 
perceived as punitive rather than a tool for continuous im-
provement.

 “The purpose of the HR Audit is to conduct a more in-depth 
analysis of the HR function to identify areas of strength and 
weakness and where improvements may be needed, further-
more conducting an audit involves a review of current practic-
es, policies, and procedures, and may include benchmarking 
against organisations of similar size or industry” explains Ya-
dav & Dabhande, authors of the Human Resource Planning 
and Audit- A Case Study of HEG Limited article.

To help organisations to prepare and understand the HR Audit 
process, the SABPP has designed an audit assessment tool to 
identity the evidence required. When you think about is, audit 
tools are similar to checklists, the typical evidence is speci-
fied, where the evidence is likely to be found and from whom. 
This could provide organisations with some comfort in famil-
iarising themselves with the process and a journey towards 
continuous improvement and better alignment within their 
organisation.

The best advice to take heed of the HR Audit journey is to con-
sider your organisation to be trained on the HR Standards and 
to conduct self-evaluations, being as honest as you can in or-
der to see the current state of your HR department and the 
best way to resolve your areas of concern. Take the audit score 
and turn it into action.

For more information and assistance on HR audit contact us 
on hraudits@sabpp.co.za.

Written by: Malebo Maholo
SABPP: HR Audit Officer

How different would 
your life be if someone 
didn’t tell you about

SABPP?

SABPP A VOICE FOR THE HR PROFESSION

REFER HR PROFESSIONALS
FOR REGISTRATION!
professional@sabpp.co.za
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F: +27 11 482 4830
T: +27 11 045 5400 

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

    @SABPP1
    company/sabpp

 223 Jan Smuts Avenue, Rosebank



A THORNHILL WORKSHOP: 
HOW TO DEBRIEF 360° FEEDBACK

FACILITATING FEEDBACK

This is a practical training workshop for those who 
anticipate using 360° feedback in their companies and 

want to learn how to debrief the feedback constructively. 
You will also gain general tips about feedback at work.

COMPLIMENTARY 360
In the process, you will have the opportunity to benefi t 
personally from the feedback you will receive from your 

own complimentary 360° report.

6 JUNE 2017, 08H00 – 15H30 | FOCUS ROOMS, SUNNINGHILL
R2600 per person incl. VAT

Early bird and other discounts available if paid before 9 May

FACILITATORS | Jonathan Cook and  Verity Hawarden

For more info or to book for the workshop, please contact
Wendy on admin@thornhill.co.za or visit www.thornhill.co.za

Customisable online multi-rater feedback systems

Ask us about our suite of practical and customisable courselet learning experiences, 
based on best-practice approach to developing more effective leaders.

https://www.thornhill.co.za/
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INDUSTRY NEWS

While many young South Africans are victims to bullying at 
school, the phenomenon is not limited to the playground, with 
many lives and careers damaged annually by bullies in the 
workplace. Victims of this kind of bullying should not resign 
themselves to their fate, as there are several steps they can 
take to put an end to the bully’s reign of terror, an expert says.
“Workplace bullying is the consistent and repeated mistreat-
ment of one employee by another, and international estimates 
suggest that at least 1 in 6 people will at some stage fall vic-
tim to an office bully,” says Dr Gillian Mooney, Teaching and 
Learning Manager at The Independent Institute of Education, 
South Africa’s largest private higher education provider. 

She says workplace bullying takes a huge toll not only on the 
person on the receiving end, but also on teams, divisions and 
even the company as a whole.

“Workplace bullying affects the target both mentally and 
physically, and will almost certainly impact on motivation 
and productivity. Psychologically, bullying causes heightened 
stress levels and often leads to depression, breakdowns, poor 
concentration, compromised memory, insecurity, irritability, 
and even post-traumatic stress syndrome.
“Physically, those on the receiving end of bullying may suffer 
from chronic fatigue syndrome, lowered resistance to colds 
and flu, high blood pressure, migraines, hormonal distur-
bances, thyroid problems, skin irritations, stomach ulcers and 
substance abuse.”
Mooney says that toxic team members cause a drop in pro-
ductivity and organisational health, due to increased absen-
teeism and staff turnover, more accidents, bad customer ser-
vice, higher costs for employee assistance programmes, and 
decreased motivation and morale. 

OFFICE BULLIES: 
COUNTER THEIR STING 
WITH STRATEGY
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“It is essential to remember that workplace bullying affects 
both the target and those who witness the bullying. For exam-
ple, a researcher in the United Kingdom, Dr Charlotte Rayner, 
found that almost a quarter of people who witness workplace 
bullying will search for new employment,” she says.

While legitimate and constructive criticism should be consid-
ered as positive and par for the course in the workplace, com-
panies and individuals should not allow bullies to continue 
down their path of destruction, she says.

“Legitimate criticism occurs in a positive, non-threatening 
manner, and typically includes helpful methods for you to 
improve your work. In contrast, bullying occurs in a negative 
manner and is abusive - either overtly or subtly.

“A workplace bully may make unreasonable demands, use 
techniques such as verbal abuse which includes cursing, 
shouting, gossiping and constant undermining of the target, 
or tactics such as intimidation, degradation, isolation and hu-
miliation,” says Mooney.

She says both employees and employers can and should take 
steps to address bullying in the workplace.

STEPS FOR BULLIED INDIVIDUALS INCLUDE:
Determining Whether Criticism Is Warranted
If you cannot distinguish between criticism and bullying, ask a 
trusted co-worker.

Speaking To Others About The Problem
Ask for help from a colleague who has been with the company 
for a long time, who may have greater insight into the compa-
ny’s policies, procedures and any precedent.

Logging And Escalating Behaviour
Bullies are often guilty of gaslighting, which means that you 
may start to doubt yourself and your observations. Therefore, 
you should keep a log of all incidents, including dates, times 
and context. Then approach your direct manager or HR de-
partment with your concerns and evidence.

Moving On
Unfortunately, victims of bullying often seek friendlier pas-
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tures elsewhere. If you are in the position to find work else-
where, and if your attempts to address the bullying behaviour 
were not successful, ditching the toxic environment is a le-
gitimate course of action and should not be seen as running 
away. However, before you resign be sure to consult with a 
lawyer regarding your rights.

STEPS FOR EMPLOYERS INCLUDE:
Being Pro-Active
There is a lot that employers can do to prevent bullying from 
happening in the first place. It is in the best interest of the 
company to make it very clear from the outset that bullying 
will not be tolerated, by establishing codes of conduct and en-
suring all employees understand what is expected of them.
Regular staff assessments are also helpful, particularly 
360-degree reviews, as they are likely to reveal patterns of 
bullying.

Keeping Accurate Records
Employers should ensure that all complaints are made in 
writing, which ultimately protects the rights of all parties. The 
target is not likely to put exaggerations into writing and man-
agement will have a written record of exactly what the com-
plaint is, while being able to spot developing patterns sooner 
rather than later.

Responding Effectively And Promptly
All complaints should be taken seriously, and investigated 
without delay. The alleged perpetrators should be given the 
opportunity to respond to the accusations, and once a de-
termination is made, disciplinary action, where warranted, 
should follow in line with company procedures. In addition to 
punitive steps, professional help should also be provided for 
victims and teams in general, to create a more harmonious 
and positive work environment.

Mooney says that if a bully at work is causing someone to feel 
miserable about going to the office every day of their life, vic-
tims should address the matter as a priority.

“The problem will not go away on its own, and you can’t spend 
your days, months and years tolerating the intolerable. Ulti-
mately, it is not only your career that will suffer, but also your 
health, your wellbeing and even your family.”
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Today’s talent requires the tools to achieve digital excellence 
and fulfil their ambitions

By Andre Muzerie, Oracle Business Practice Head Wipro Af-
rica, Wipro Limited

15 March 2017

LinkedIn’s Global Recruiting Trends 2016 report* showed that 
59% of organisations are investing more in their employer 
brand this year than they did in the previous year. The demand 
for talent – particularly in ‘digital arts’ like UX and Data Ana-
lytics – is certainly increasing.

The most sought-after individuals of the millennial genera-

tion are often highly-demanding – looking for flexible work 
arrangements, tools to enable high levels of collaboration and 
mobility, and the opportunity to work on fulfilling, exciting as-
signments.

From their very first interactions, such as the company’s digi-
tal and social presence, to its online application process, mil-
lennials will be judging the company’s digital maturity. Poor 
digital touchpoints are a sure sign that the business is behind 
the times or unwilling to evolve – immediately putting off po-
tential talent.

For organisations looking to attract and retain talent in the 
digital age, migrating to Cloud-based infrastructures may 
be an advantage. Gaining experience in both on-premise and 

Why Cloud migration is helpful in attracting the right talent



Cloud environment provides a more diverse learning experi-
ence for staff and enables the organisation to create a more 
agile workforce. Furthermore, it allows organisations to 
leverage the benefits of Cloud for certain areas of the busi-
ness such as product development where flexibility and speed 
is key whilst retaining other elements that are suited to an 
on-premise environment.  

Whether on-premise or in the Cloud, today’s superstars are 
looking for organisations that espouse the principles of ‘true 
digital business’ – speed and agility, continual re-invention, 
and decisive strategies to capture new digital opportunities.

For organisations across the African continent, we’ve now 
reached a tipping-point for Cloud migration. Cloud services 
are highly-matured, enterprise connectivity has reached the 
required quality and price-points, and the concerns about data 
privacy and sovereignty have been firmly addressed.  With 
such advancements, companies can easily shift some activ-
ities like database and network administration, server main-
tenance and desktop support, to the Cloud, and create a pro-
gressive environment for the prospect talent.   A Cloud-based 
infrastructure will also help organisations’ to create and de-
ploy new digital services that can transform the company and 
provide talent with compelling assignments.

So, even if your organisation has elected to remain with 
largely on-premise setups for the time being, it’s worthwhile 
considering how you can quickly integrate some of the latest 
software-as-a-service tools that allow your most talented and 
creative technical people to explore the limits of their skills.

It’s important to remember that new pure-play digital com-
panies are gearing up to enter new verticals and new geog-
raphies, across the African continent. In fact, many industry 
incumbents on our continent have already felt the first shock-
waves.

In order to stay ahead of the technology curve, companies will 
require high-calibre talent, and the tools that empower them 
to achieve excellence. 

Most importantly, employees will expect tangible action. ‘Dig-
ital’ in its truest term, should be more than a strategy, vision 
or a powerpoint deck. To attain the state of digital empower-
ment, every organisation should embrace and optimise latest 
technology and foster innovation.  

A well-considered strategy to Cloud migration is emblematic 
of this culture shift. It provides the foundation from which new 
ideas and approaches can flourish, the environment in which 
today’s hottest talent can stretch their digital wings.

And yet, many local firms remain uncertain about how to pro-
ceed on their fledgling Cloud journeys. In reality, designing a 
migration journey need not be a months-long exercise.  It is 
prudent to look for a partner that can assist with assessments 
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that are short, typically comprising a 1-hour executive ses-
sion, followed by a week of in-depth interviews with key stake-
holders. From this, a company should be able to map their 
migration journey across the areas of business processes, 
customisations, integrations, data conversion, human capi-
tal and migration roadmaps.  Importantly, a digital migration 
strategy should demonstrate a reduction in Total Cost of Own-
ership (TCO) of hardware and software

In fact, it’s possible to get a crystal-clear view on how your 
TCO will be reduced through a comparison of exiting environ-
ments versus Cloud-environments, and this is just the base-
line financial benefits to Cloud migration. The exponential val-
ue is unlocked when one’s new Cloud architectures are used 
to power business transformation: new revenue streams, new 
products, enhanced customer experiences, and of course 
more exciting work opportunities for employees.

So, as digital transformation gains traction in the coming 
years, companies should galvanise their efforts to move cer-
tain areas of their business to the cloud, creating an edge for 
the business whilst providing an environment that attracts 
and retains talent. 

Reference*: https://business.linkedin.com/content/dam/
business/talent-solutions/global/en_us/c/pdfs/GRT16_
GlobalRecruiting_100815.pdf
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LQA
Training on 

New Systems

SABPP recently introduced a member system that also caters 
for the LQA needs relating to training providers. This system 
will do the following, inter alia;

• Electronic generation of statement of results.
• Electronic generation of qualification certificates. 
• Automatic calculation of credits per skills programme 

and qualification. 
• Automatic generation of billing when uploading learner 

data. 
• Reduction of errors and promotes quality practices.

The LQA team members Ronel Coetzee and Derisha Pillay 
conducted training across the country to most training pro-
viders.
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SABPP Higher Education Committee
The first meeting for the year was held on the 3rd of March 
2017 at UNISA (Pretoria) . The top management of UNISA also 
attended. A task team was subsequently mooted to be set-up 
to incorporate and write step-by-step guide on how to include 
SABPP HR Standards into university /higher education cur-
riculum. This would then allow learners to be capacitated in 
terms of knowledge and practical skills.
 
SABPP - Examination Committee
As we are creating standardised approach towards exiting 
learners from various qualifications, the dedicated SABPP 
Examination Committee members comprising accredited 
training providers has written 4 qualification final exam paper 
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(Final Integrated Summative Assessment – FISA), in a style 
that allows reflection of year’s learning. This papers were 
critically evaluated by industry on 10 March, comprising of 
SABPP professional members – Ms Dee Mdeka (Engen), Mr 
Dayalan Naidoo (Legal-Aid) and Advocate Ronnie Pather (Na-
tional Prosecution Authority). Their input has confirmed the 
following:
1. Good set of questions.
2. Allows learners to think.
3. Assess the exit outcome of the qualification.
4. The Board’s role is relevant and create good governance.

Front row: Mr Marius Meyer CEO (SABPP); Prof Mandla 
Makanya (Unisa Principal); Prof Thomas Mogale (Unisa 
Executive Dean (CEMS); Prof Karl Stanz (Chairperson of 
the SABPP Higher Education Committee meeting - UP); 
Prof Goonasagree Naidoo Unisa (Director: School for 
Public and Operation management); Mr Naren Vassan 
(SABPP: Head of Quality Assurance).

Second row: Prof Truida Oosthuizen (CEMS: Head of Tu-
ition and Student Support); Prof Yvonne Joubert (CEMS: 
Act Head of Department-HRM); Prof Ophillia Ledimo 
(CEMS: Head of Department-IOP); Prof Christopher 
Maluadzi (CEMS Director: Management Sciences); Prof 
Johan van der Westhuizen (School for Public and Opera-
tion management).

Rows 3-4: Committee members from Unisa, VUT, NWU, 
Pearson Group, SABPP, UJ and UP (SABPP master prac-
titioners)
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Conquering the Essentials of Skills Development and Facili-
tation – Workshop
SABPP invited industry experts on addressing various topics 
that has a direct impact on preparing institutions, companies, 
SMME and affected businesses the challenges and issues we 
are fased on completing the SETA’s annual – Workplace Skills 
Plan and Annual Training Report.

We had a capacity crowd of 63 people comprising of industry, 
consultants, students from Mahikeng – DC Dynamic College, 
Learning and Development Practitioners. The opening of the 
workshop was triggered by setting the challenges in industry, 
followed by Ms. Bebe Oyegun (chairperson of Learning Quality 
Assurance Committee) on thought provoking ideas. Nazrene 
Mannie spoke about “Update on the SETA/Industry/Nation-
al Skills Development Strategy” which was linked to BBBEE 
Codes of good practices which was facilitated by Paulos and 
Homera Kadwa.

The delegates felt that the SABPP’s events do make a differ-
ence both meeting industry question as well as been a market 
leader in supporting skills revolution.     
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Awarding of Accreditation Certificate
Ronel Coetzee our quality assured had the opportunity to 
present accreditation certificate of Eskilz College (Pty) Ltd, 
based in KZN, first provider offering both Certificate and Na-
tional Diploma in Human Resources, on the 17 March 2017. 
We proud to be associated with them as they specialize in 
training people with disability and other related training.

Reviving the Learning and Development Committee:
On the 22 March 2017, history was made at the board, where 
we had 53 Learning and Development professionals attended 
the election of the L&D Committee. Just for the record invita-
tion we had sent out to estimate of 130 SABPP Professional 
located with Gauteng of which we had 93 response 40 did not 
turn-up due to logistical issues. 

The new chair person is Mr Guy Blackbeard with supported by 
2 Vice-Chairperson – Ms M Matjekane and Ms B. Pushotam 
and remaining committee 20 members comes from various 
industry. The goal of this committee is to facilitate the follow-
ing:
1. Host breakfast sessions on relevant L&D Topics (Recog-

nition of Prior Learning – RPL, Managing design of learn-
ing in blended approach, many more)

2. Facilitate a national L&D Conference
3. Design tools and templates for L&D Practitioners
4. Write articles, Fact Sheets and publish research.



NEW MEMBER 
INFORMATION 

SYSTEM
www.sabpp.co.za

www.sabpp.co.za

http://www.sabpp.co.za
http://www.sabpp.co.za
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EVENTS

21PAGEEVENTS  ·

19 
April

25 
April

26 
April

10 
May

23 
May

25 
May

HR Auditor Training | 2017/04/19-2017/04/21
Time: 8:00am

HR Standards Workshop |  2017/04/25
Location: Rosebank, JHB, Gauteng | Time: 8:00 am
 

Ethics Foundation Workshop | 2017/04/26
Location: Park town, JHB, Gauteng

HR Internal Auditor Training | 2017/05/10 » 2017/05/11
Location: Johannesburg, Gauteng | Time: 8:00 am

HR Standards Workshop | 2017/05/23
Location: Rosebank, JHB, Gauteng | Time: 8:00 AM

Ethics Foundation Workshop | 2017/05/25
Location: Park town, JHB, Gauteng | Time: 8:00 AM

>> REGISTER

>> REGISTER

>> REGISTER

>> REGISTER

>> REGISTER

>> REGISTER

https://sabpp.site-ym.com/events/event_list.asp
https://sabpp.site-ym.com/events/event_list.asp
https://sabpp.site-ym.com/events/event_list.asp
https://sabpp.site-ym.com/events/event_list.asp
https://sabpp.site-ym.com/events/event_list.asp
https://sabpp.site-ym.com/events/event_list.asp
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KICKSTART YOUR
HR PROFESSIONAL 
CAREER  WITH SABPP

GET STARTED
TODAY
AND GET ACCESS TO THE BENEFITS

MORE INFO

REGISTRATION FORM

EMAIL

JOIN NOW

http://sabpp.co.za/student-chapter/
http://sabpp.co.za/wp-content/uploads/2016/12/Application-form-for-Students-2016.pdf
mailto:students%40sabpp.co.za?subject=

