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BOARD DESK
SABPP BOARD
ANNOUNCEMENT
On behalf of the Board of the SA Board for People Practices (SABPP), I would like to inform the HR community of the resignation of our CEO, Marius Meyer. He accepted an academic position at Stellenbosch
University. While the Board is indeed sad to lose his expertise, in particular in view of the phenomenal
growth, as well as the increased national and international impact of SABPP over the past seven years,
we wish him well during the next phase of his career in serving the HR profession in a different role. As a
result of his leadership and commitment to building the HR profession, SABPP has reached new heights
with a solid foundation for further growth and expansion of HR professional services for the HR market.
In accordance with the succession plan of the Board, the COO, Xolani Mawande, has been appointed as acting CEO with effect from 1 August 2018, while the process of recruiting and selecting a new full-time CEO is
in progress. We thank Mr Mawande for accepting this position during the period of transition to a new permanent CEO in ensuring the continuity of current projects and initiatives in advancing the HR profession.
The SABPP Board has made arrangements to celebrate the legacy of our outgoing CEO, while continuing
to ensure that all succession and transitionary planning is in place.

Chairperson
Siphiwe Moyo
@SiphiweMoyo
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CEO FAREWELL
MESSAGE
It was an honour and privilege to lead SABPP in serving the HR profession over the past seven years. I
want to thank the Board, all committee members, the office team, HR practitioners, learning providers,
students, alliance partners, suppliers and other stakeholders for their excellent work in advancing the
HR profession in so many innovative and professional ways.
I will continue to serve the HR profession in a different capacity by focusing on curriculum development,
lecturing, research and community service in developing the HR youth talent pipeline for the country,
while continuing to advance the HR profession with thought leadership nationally and internationally.
During the last few years, I have worked very closely with our COO, Xolani Mawande and he played a
significant role in the successes we have achieved. As an experienced executive, and my right-hand
over the last four years, I want to thank him for his enormous contribution to the success of SABPP in
recent times. The following five milestones were part of his successes:
1.
2.
3.
4.
5.

Approval of HR Practitioners as Ex-officio Commissioners of Oaths by the Minister of Justice;
Growth of student members exceeding 2000 students in all nine provinces;
Significant growth in regional footprint with provincial committees all over the country;
Development and launch of the Your Membership System to provide full digital access and services to members;
Exceeding our membership and financial targets.

I want to thank him and his team for their commitment to excellence, and I wish him all the best in his
transition to acting CEO of SABPP. I would like to ask the HR community to provide him with your full
support and co-operation in assisting him to take SABPP to new heights.
I would like to thank the HR community for their support and contribution to the success of SABPP
during my term of office. I have been inspired by the daily acts of professionalism, ethics and active
citizenry of so many HR professionals. I wish you all well on your continuous journey of professional
HR practice in adding value to your stakeholders.
Let us continue to build the HR profession as we take the HR profession forward towards the 2020
workplace and deliver excellence in our own spheres of influence and impact.

Marius Meyer
CEO: SABPP
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COO’s DESK
Xolani Mawande
COO

SABPP Board Nomination
The term of office of the 12th Board of SABPP (2015-2018)
will expire within the next two months. The SABPP is calling
for nominations for the 13th Board to take up office for the
period November 2018 – October 2021. All registered SABPP
HR Practitioners (at all levels and in all areas of specialisation
or as generalists), in good standing (this means paid up for
2018), are requested to nominate professionals from the
Senior ranks (MHRP, CHRP, HRP).
The term of office for Board members is three (3) years effective
from November 2018 to October 2021. Members of the Board
shall hold office for a period of three years but shall be eligible
once more after that for re-election, or re-nomination, as the
case may be for a maximum two (2) consecutive terms.

The board election process is as follows:

COO’s DESK· PAGE 5

HR VOICE AUGUST 2018

PHASES IN BOARD
ELECTION PROCESS
Step 1

Step 6

Step 7

•
•

•

•
•

Call for nominations
03 July 2018

Step 2
•
•

Closing of nominations
17 August 2018

•

Online voting system
opens and email send out
27 August 2018

Voting Closes
26 October 2018

Step 5

Step 8

•

•

•

Nominees profiles captured online and electronic voters roll activated
24 August 2018

•

Auditing of votes (Audit
Committee and Auditors)
29 October 2018

Step 3

Step 4

Step 9

•

•

•

•

Good standing verification (proposer, seconder
and nominee) and verification of qualifications
24 August 2018

•

Confimation of availability
verification and eligibility
24 August 2018

•

Notification of successful
board memebers and
annoucement
30 October 2018

Step 10
Joint meeting of existing and new board
(hand-over) 16 November 2018
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Please click on the Board Election tab for communique sent
to all members

BOARD ELECTION

SABPP Article Writing development for Staff
Writing training is still very much underway and this month
our staff were tasked with writing without a topic – impromptu
has proven to allow creativity. We are now in the fourth month
of our six-month training aimed at developing the staff to be
HR Voice contributors. Feedback and recommendations are
most welcome.
This month we feature five articles from:
Boipelo: Managing Yourself as you would a business
Tebogo: The Fear of Being Redundant
Sarie: Career Management
Malebo: How Safe is Your Data in the Fourth Industrial Revolution Era
Agnes: Career Management

I urge you to take part in this process as much as possible.
Should you experience any difficulties in making use of the
system online, do not hesitate to contact our office for assistance.

Download the Electronic Nomination Form
Download the FAQs for Nominations

Profiling a professional member feature
We continue presenting the monthly feature where we profile
a member. This month sees the feature of another lady who is
excelling in her field, Ms Lihle Mndebele. She has also contributed her second article further in this magazine where she
talks about Employees’ morale. She is our star of the month.
If you have a story to share, please send an email to xolani@
sabpp.co.za. Please note we do not plan to feature a company
but rather individual members in an attempt to motivate other
members.

Provincial News
Provincial AGMs
As succeeding the SABPPs Annual General Meeting, the Eastern Cape held its AGM on the 24th of July in East London and
on the 25th held another one in Port Elizabeth. The Free State
is set to hold their AGM on the 17th of August 2018.More details to follow next month.
Field-Agent Training
July marked the roll-out of Field Agent training throughout all
the provinces. As of 20 July, the team and I headed to different
provinces to train Field Agents and introduced them to their
respective committees. In August we will be in Limpopo on
the 2nd, Free State on the 17th and Mpumalanga on the 24th.
Student News
HR Youth Council Launch
Since the beginning of the year, my office has been working
at launching a Human Resource Youth Council which will be
made up of all the existing SABPP Student Chapter committees. The aim of the Human Resource Youth Council is to
groom our students into leaders from a young age, ensuring
they have the right leadership qualities when they enter the
industry. Lookout for an article of the HRYC under Student
Chapter.

TWITTER/SABPP

JOIN THE DISCUSSION
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Managing yourself as you would a Business

Article 1:

Boipelo Molelengoane

With the formation of a business, comes many different
components into play, all of which will ultimately contribute
to the success of your business. First you start off by drafting
a business plan, that will guide the direction in which your
business will go. In this business plan, developmental,
implementation and assessment strategies are outlined.
These strategies bring the business plan to life to ensure that
your business reaches the level at which you want it to be. The
strategies also help give your business a competitive edge, to
make it a cut above the rest. So it should be with the self. With
the start of your career, you need to have a plan by which you
are going to govern yourself. This plan starts all the way in
secondary level, where you decide which subjects to study, in
order to be able to pursue a particular course at tertiary level
that will ultimately lead to you working in the field you are best
suited in.
When at this stage, it is still not the end of the line. Entering
the corporate world is then merely the beginning of the end. A
key instrument of career management is to develop yourself
and keeping in line with global trends to ensure that you are
an individual the organisation can move forward with into the
Fourth Industrial Revolution, and not an individual that will
hold the organisation back in an ever-transforming millennia.
“Career management is conscious planning of one’s activities
and engagements in the jobs one undertakes in the course
of life for better fulfilment, growth and financial stability”
(Online). Meyer et al (2015) describe career development
as helping individuals to realise their career objectives
and includes individual career-planning processes and
organisational interventions focused on facilitating the
achievement of career plans.
Knowledge of the self and behavioural traits also play a
critical role in managing your career. How you behave in
the workplace influences your advancement. Behavioural
traits don’t just amount to your interaction with your fellow
colleagues, but in a holistic manner amounts to your behavior
and receptiveness to change as well as the desire to grow.
One component that remains in place throughout the lifespan
of one’s career is improvement. Improvement is achieved by
lifelong learning and eventually leads to advancement.
Lifelong learning improves you as an individual to be better
informed about the world in which you work, which ultimately
allows you to be able to recognise and seize opportunities
which allow you to grow. The method in which you learn also
prescripts the direction in which your development will go.
Transformational learning is described by Meyer et al (2015)
as the most powerful type of learning as it transforms the
learners’ worldview.
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While it is true that you need to assess your current career
stage and link it to developmental interventions in place
to improve yourself, there are certain methodologies and
learning required across all stages. In a global technological
era, e-learning is playing a pivotal role.
The world of work is changing every minute, globalisation and
technology is forcing us to keep the pace to be able to operate
in the new world of work. Organisations are now letting go
of traditional learning and utilizing e-systems. This applies
not only to learning but the operational component of the
organization. As an individual, you then need to familiarise
yourself with the different ways of work being introduced to
you daily.
After planning and implementing your career plans, it then
boils down to assessment. Another tool that is proving to
be the tool of choice, is the 360-degree feedback method.
While there are coherent disadvantages to this method, the
advantages thereof are instrumental as it allows you to see
not just how your manager or supervisor views you but also
how your peers and customers with whom you engage with
on a daily basis view you and allows for holistic feedback
reception.
Not only do the people you engage with assess you, but you
also assess yourself to see just how you have fared against
the needs and development strategies of the organisation as
well as your own.
In conclusion, as a business isn’t just about a business plan
but includes all the relevant stakeholders and processes to
achieve its targets, so it is with career management. Career
management isn’t just about advancing in the workplace and
promotions, but the fine line in between the transformation
as well.

Boipelo Molelengoane
HR Intern

Source:
Meyer, M., et al (2015) Managing Human Resource
Development. A Strategic Learning Approach. 5TH
Edition. Oxford
Career Management – Meaning and important
concepts. (Online) Accessed: 15 July 2018 https://www.
managementstudyguide.com/career-management.
htm

It’s difficult to find an organisation today that would openly reject innovation. This buzzword has become the mantra
of every company seeking to provide the latest and greatest
solutions to its industry’s problems. But if a company hopes to
produce a steady flow of new and creative ideas, it must first
realize that innovation is more complex than forging ahead
with the first decent suggestion that comes along.

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

SABPP?

“Innovation requires continual evolution,” said Scott Jewett,
CEO and founder of research and development solutions provider Element-Y. “An innovative company can have an advantage in the marketplace, but it must also balance the investment and cost with the potential outcome. The problem is that
most companies focus on building an innovative infrastructure rather than on teaching their team a structured way of
thinking that delivers great results.”

?

An innovative workplace requires a leader who can provide the
right combination of people, processes and focus. Leadership
experts offered their tips for finding and harnessing innovation in any company or industry. [How to Cultivate Innovation
in Real Time]
Hire the right people
All leaders strive to bring the best talent into their organisations, but hiring employees for their innovative abilities can
be a particularly challenging task. The key is to recognize
personality traits in candidates that correlate with innovation, said Rod Pyle, author of “Innovation the NASA Way” (McGraw-Hill, 2014).
“Finding individuals who embody the characteristics needed
for true innovation — imagination, inspiration, knowledge,
boldness, persistence and, occasionally, a contrarian mindset — has become essential,” Pyle told Business News Daily.
“Innovation is rarely easy, and these traits provide the tenacity
to excel.”
Seeking diverse candidates who are aligned with a common
mission is also extremely important in fostering an innovative
environment.
“An organization’s mission, clearly defined and articulated,
supports the inspiration that precedes innovation and invention,” Pyle said. “As NASA and other organizations have
learned, diversity in hiring provides different viewpoints that,
when combined with other cultural backgrounds, can provide
a rich basis for this innovative thinking.”
Have a structured thought process for innovation
A common misconception is that structure is the enemy of
creative thinking. Jewett disagreed, noting that only through a
structured thought process can you measure tangible results.
He outlined
concrete
to the
innovative process: DeSABPPfour
A VOICE
FORsteps
THE HR
PROFESSION
fine the essence of the problem; embrace constraints; generREFER HR PROFESSIONALS
ate, quick-test and select ideas; and execute.

FOR REGISTRATION!

“You must
do steps 1 and 2 before you start having idea fun
professional@sabpp.co.za
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Article 2:
Tebogo Mahesu
The Fear of Being Redundant
As a young professional you score that opportunity of entry
level employment at an amazing company, you work hard
and eventually you master the operational duties of your role
within the organisation and you start excelling within your
position. As a young professional, you bring your innovative
ideas, they get implemented and while there’s an improvement
on performing ones duties and eventually adds value to the
organisation’s reputation.
With the current economical state of South Africa most
organisations are going through tough times and it is
difficult for organisations to grow and create employment,
which restrict employee growth from one level to the other
as opportunities are scarce. You would find yourself on one
role for a longer period as a young professional which ends
up meaning one will find themselves performing the same
duties repetitively, then they are no longer adding value as
the curiosity is fading away, since you mastered all the skills
required and you are an expert in that field which is no longer
challenging or interesting.
On the other hand, you will be battling to find opportunities
out there or within your institution to share your skills and
expertise in a new, exciting and challenging environment. As
you start to think about your career progression, that is the
time where you need to be honest with yourself, whether you
are doing enough, or you must continue pushing barriers. The
fear of networking and socialising has an impact on meeting
potential associates to guide and advance you through the
journey of growing your career.

units within your organisation operate, some organisations
also invest in their employees by assisting them with support
to attend different trainings which in return will be beneficial
for both employees and employers as the staff members will
be better performing their duties and more competent within
their roles.
As the main role player of your career, take charge of all
influences contributing towards your growth, going beyond
barriers, letting go of all fears and start trusting yourself to
build a dream career, that is the main objective.

Tebogo Mahesu
Professional Registrations Officer

To deal with redundancy, investing in yourself is a huge
investment, by furthering your studies, learning new skills,
doing various courses. To be up to date with current trends,
meet with other students from different organisations
which might assist in terms of having a fresh approach and
networking. Another factor would be understanding how other
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Career Management
Career Management should be considered by all organisations
to assist their employees to advance themselves in their skills,
experiences and to set higher goals for themselves.
Career Management can be defined as a process that plans
and shapes progression of individuals within an organisation
in accordance with the organisational needs and objectives. A
typical career management programme as part of the Human
Resource system, involves efforts to:
•
•
•
•

Help employees to assess their own career strengths and
weaknesses
Set career goals
Offer employees yearly reviews of their progress towards
their goals
Assessment evaluation every 2-3 years

This can also boost employees to perform better and learn
more to be appointed within the company in higher positions
instead of recruiting new employees. In this regard the
organisation can save money on recruiting.
Sarie Venter
Facilities Manager

Article 3:
Sarie Venter
COO’s DESK· PAGE 11
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There is simply no guarantee that your information will be safe
wherever your employees might be, however, exercising the
necessary precautions has now become part of the remedial
actions companies are now practising religiously.
This process is referred to amongst various terms, Cyber
Security, where the cyber industry and specialists focus on
protecting the confidentiality of company data. However, this
process needs to go beyond merely protecting confidential
data but more to ensure the digital integrity and the secured
availability thereof.
Taking responsibility for Cyber Security should not solely
be bestowed upon the IT departments, however, as users of
these gadgets and machinery, we ought to be custodians of
safeguarding our data.

Article 4:

Malebo Maholo
How safe is your data in the 4th industrial revolution era?
The 4th Industrial Revolution started trending at a time where
Gigging had afforded many millennials the opportunity to take
control of their careers at their convenience. This evolution
as an enabler has made the world of work fascinating, simply
because one is able to work virtually anywhere even from the
comfort of their own homes. With this amount of autonomy
and full access to company databases, it is imperative for
executives to start asking themselves one critical question
“How can we embrace this evolution whilst ensuring maximum
security for our most valuable database?”
In recent reports, companies are slowly becoming victims to
cases of external parties gaining unauthorised access to the
companies system in pursuit to retrieve sensitive information
for illegal utilisation. Only when these cyber attacks occur,
do companies react, taking the necessary steps to ensure
maximum security of their computer systems.
The shift from transactional HR to transformational HR
has made part of the processes functional. The process
of recruitment and selection has gone digital, candidates
continue to register their profiles on company career portals,
payroll remains the most outsourced service in South Africa
and employee records are saved on the server. HR and IT are
responsible to safeguard software containing confidential
information through the development of relevant strategies,
policies and process flow that need to be implemented.

Based on observations in the workplace, here are some of the
suggestions to prevent Cyberattacks:
Cliché as it might sound, it is imperative to continuously change
your passwords. Why? Well, by changing your passwords that
means that no one can ever predict what your password is,
imagine a situation where an external party manages to get
your password, that means automatic access to whatever
system that is in use.
1.

2.

3.
4.

Log out completely from the computer programme/
software that is not in use, merely closing the programme
without logging out correctly is no guarantee that the
information is protected.
Ensure that your registered computer programme and
software are updated. Remember that manufacturers and
programmers are usually repairing these programmes
and software for security measures and any other
flaws that could jeopardise the usage and accessibility
of the programme and the content of the programme.
Please avoid free downloads consult your IT department
regarding a suspicious pop-up or unsolicited emails.
The anti-virus software comes highly recommended as a
means of protecting your computers against any viruses,
and internet threats.
Encourage your employees to use the intranet, share
portals and company clouds so that information and
data are centralised this promotes more control on the
access of information and also keeps a record of who has
accessed the system and when.

Conscientising employees on the importance of safeguarding
confidential information and company databases is always
the first step to minimising the risk and ensuring that your
employee is alert at all time. Developing and revising policies
and updating risk registers related to information systems
also assists in mitigating part of the risks and encourages
companies to be proactive when dealing with cases
surrounding cyber attacks.
Malebo Maholo
HR Audit Officer
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Article 5:
Agnes Mayekiso

As we celebrate women’s month, we must note a few
milestones South Africa has achieved since the dawn of
democracy.
Historically, Africans have been led by women matriarchs
such Queen Mantsopa of the Batlokoa and Queen Nandi, the
mother of King Shaka (to mention but a few).
“In Africa, the woman’s place was not only with her family;
she often ruled nations with unquestionable authority. Many
African women were great militarists. They on occasion,
led their armies into battle. The Africans had produced a
civilisation where men were secure enough for women to
advance as far as their talent, royal lineage and prerogatives
would take them.” ~Irvan van Sertima. This observation
must remind us of the heroic struggle waged against the
evil system; which was sparked by the likes of Mama Winnie
Mandela. The world has witnessed this, our own heroine
confronts heavily armed apartheid functionaries in defence
of men and the youth of her country. Today, South Africa can
pride itself with having produced the likes of Wendy Luhabe- a
significant player in the South African mining landscape, who
earned her strides to be where she is.
Recently, we have seen the elevation of worthy women leaders
to key sectoral positions in South Africa as follows: Priscilla
Mabelane, CEO of BP, Nhlamu Dlomu, CEO of KMPG and
Mamokgethi Phakeng, Vice- Chancellor of the University. A
wise man once said, “if you empower a woman, you empower
a nation”. This cannot be further from the truth as it is

common knowledge that women in general, prioritises the
welfare of their immediate communities as compared to their
male counterparts. It can also be hoped that the more women
leaders we have in key strategic positions, the less violent and
more peaceful the world will be. Thus, leading to sustainable
global growth.
It can also be concluded that the encouraging development of
women leadership, however slow; is not by default, but rather
by design. In the early years of our democracy, the government
of South Africa took a conscious decision to legislate women
empowerment through the Workplace Gender Equity Act
of 2012 which replaced the Equal Opportunity for Women
Act of 1999. As we continue to correct the gender based
socio-economic imbalances of the past, we must also take
lessons from our neighbouring county of Botswana where
the educational empowerment of women created a huge
gap between women and their male counterparts, which
thereafter, recreated imbalances on the other side.
Wathinta’bafazi, wathinti’mbokotho
Agnes Mayekiso
PA to CEO
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#MemberVoice

PROFILING A
PROFESSIONAL
MEMBER
Lihle Mndebele

L

ihle Mndebele is a Human Capital Specialist who hails
from Kwazulu Natal in a small town called Dundee. In
her spare time, she likes to do cycling and badminton
in order to keep fit. She likes to read a lot and also
enjoys bowling. She likes writing articles on different HR
topics just to share knowledge and to update herself with the
latest trends in the field.
Her involvement in people’s issue dates back to her Technikon
days where as a student, she was involved in the election
of Student Representative Council (SRC) whereby she was
one of the students who were tasked to oversee the smooth
running of elections process so she served in the Independent
Electoral Commission of the student body. This student body
was meant to ensure the wellbeing of students within the
campus and from there she then developed more interest in
people’s issues.
After completing her National Diploma in Municipal
Administration, she applied for an internship programme
which was sponsored by the Government of Netherlands
because there were no such programmes in SA at the time
and was placed at the department of Local Government
and Housing as an HR Intern. She then managed to get a
permanent position in Human Resources Management at the
Department of Labour and at the same time she was studying
part time towards her Bachelor of Technology’s Degree in
Human Resources Management. It was in the department
of labour where she was introduced to the practical world
of employment legislation since the dept is a custodian of
legislation and her role was to help companies comply with

the Employment Equity Act in particular and she was deployed
to assist the banking sector with compliance. Part of her
duties were inspecting companies and enforcing compliance
with the Basic conditions of Employment Act.
From there she joined the Office of the Public Service
Commission where she was dealing with Employee Relations
and was very instrumental in facilitating collective bargaining
with the unions that were representing majority of employees
in the organisation.
She moved to SARS and it was during the time were it was
undergoing a huge restructuring process called Siyakha,
wherein she honed her organisational design skills, and was
responsible for providing human capital interventions that
were meant to improve how SARS was doing its business at
Borders post. During that time South Africa was planning to
host the 2010 FIFA World Cup so SARS had to up its game
in terms of providing the world class service in controlling
visitors coming in and out of the country so their customs
officials had to be equally ready for the task. Though it was a
huge responsibility to manage but with dedication, hard work
and determination it was possible, they successfully managed
to complete the task at hand.
In 2013 she Joined the International Trade Administration
Commission of South Africa as a Director: HRM and also
enrolled for her MBA. Enrolling for this qualification
contributed a lot in opening herself up to learn more from
her peers who belong to other professional streams. This
also has added another dimension to her world as a Human
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Capital professional in that it has furnished her with an
opportunity to register with the SABPP and that has provided
another window of learning and advancement in her career.
Furthermore, she continues to draw a lot of wisdom and
inspiration from the SABPP as it provides a lot of insight and
trends in shaping how this profession should evolve in order
to meet the changing needs of business. The most legendary
development is the recent professionalising of the HR field
through the development of the National HR Standard which
is a customized South African version. Thumps up SABPP.
She was nominated by the University of South Australia to
provide business mentoring to students who are in the field
of Human Resources Management and she has been affiliated
with the University since 2013. This has provided her with an
opportunity to share with Australian students our culture and
our history before and after 1994 in terms of how the world of
work has taken shape of what is today.
Due to her passion in the field, she has not stopped researching
and interacting with other professionals so that she can
always reinvent herself professionally and take advantage of
the opportunities that exist in the field and contribute more
meaningfully in enriching the body of knowledge within the
profession.
In 2016, she obtained her MBA and states that is has
stimulated her on-going discussion with her peers and
ordinary people in a quest to bring about some continuous
improvement measures in the manner in which we operate in
the human capital landscape. As a result, this has culminated
to the invention of a Mobile Phone Application called CV Coffee
Club. Graduates and professionals can upload their CV’s in a
video format to give a short summary of their experience on
what they can provide to potential employers based on their
personality and attitude supported by their qualification
- instead of providing a process of just ticking the boxes of
what skills candidate X has. The idea around this concept is to
provide a well refined method of marketing job seekers skills
for the reason that it is about time we hire people not CV’s.
To get more information about CV Coffee Club go to boris@
camera13.com

Lihle Mndebele is a Senior Manager Human
Resources Manager at the International Trade
Administration Commission of SA (ITAC)
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LQA

UPDATE

1. Mid-Year Accreditation:

2. Launch of College of Production Technology

The SABPP LQA department was honoured with a time-slot at
the SABPP Annual General Meeting held at Pearson Institute
of Higher Education in order to hand over SAQA qualifications
and Skills Programme accreditations to successful applicants.
The hand over was conducted by LQA Committee Chairperson
Mrs Egbe Bebe Oyegun and HE Committee Chairperson Mr
Karel Stanz.

CPT under “New Attitude”, has a longstanding reputation as a
quality skills development provider of skills programmes and
qualifications and has successfully run learnerships in the
manufacturing, wholesale and retail and transport sectors for
more than 17 years. This kind of track record could easily allow a company to sit back and relax, but in classic CPT style,
this SDP has decided to really listen to their clients, bringing
in a re-designed curriculum for current qualifications that
meets the ever-changing needs of the learner and their employers and a Business College with a needs related business
partnering model to ensure staff engagement, productivity
and leadership skills.
This forward thinking led to the successful accreditation of 6
more qualifications with SABPP, fulfilling the market’s need
for agile, customised delivery of quality qualifications and
skills programmes and the ability to build RPL (recognition of
prior learning) into any and all processes. Professionalism is
a core value of CPT and it made sense to align to the SABPP
quality assurance arm.

Representatives from Learning Institutions whom were successfully accredited by the SABPP receiving their accreditation
awards.

On the 12th July 2018 CPT held a launch at Birchwood conferencing Centre to formally introduce the new qualifications
and methodologies to a cross section of clients. Thank you to
Mr Naren Vassan (Head of Quality Assurance – SABPP) and
his wonderful QA team for making the CPT journey into their
“next” one of quality and substance!
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The picture below Ms Linzi Stewart (CPT Business College),
Chris Greenwood (Manging Director) , Naren Vassan (SABPP),
Andy Greenwood (CEO) and Gizelle McIntye (Head of CPT
Business College).

4. UNISA 145 Years
SABPP was invited to celebrate Unisa’s 145 years anniversary
on 4th July at ZK Mathews Great Hall, Theo Van Wijk Building, UNISA Muckleneuk Campus. This event was attended
by about 500 people comprising of foreign country representatives, special guest such as Mr Naledi Pandor (Minster
of Higher Education and Training), His Excellency Mr Thabo
Mbeki (Chancellor of UNISA), Mr S. Simelane (Chairperson of
Council, UNISA), Prof MS Makhanya (Principal and Vice-Chancellor, UNISA) and Student Representative Council and Academics.

3. New life for legacy SAQA Qualifications
On the 26th June 2018 the Quality Council for Trades and
Occupations (QCTO) sent out directive communication to all
Quality Assurance Partners and SETAs announcing the renewal of specific SAQA registered qualifications. These are
unit standard based and provider-based qualifications. Qualifications have been registered with certain registration end
dates dating to June 2021 whilst others will expire as at June
2023. Ultimately this means that all training providers holding accreditation for various qualifications across SETA’s may
continue with business as usual. The only change however is
that QCTO has a more active role in the renewal and extension
of scopes of training providers as well as new providers. The
renewal of the qualifications provides for time for the development or re-alignment of legacy qualifications into occupationally directed qualifications. SABPP will be focusing on the HR
occupation drafting and re-aligning qualifications towards the
following HR occupations
a.
b.

Human Resources Clerk
Human Resource Advisor

During the inception and course of the re-alignment projects,
SABPP invites all respective qualification and curriculum design experts together with HR industry professionals to contribute. Qualification rules are as follows:
•
•
•

20% knowledge
20% practical
20% workplace application

Watch the Speech from Naledi Pandor and Thabo Mbeki

SPEECH

For further information refer to the following hyperlink:
Joe Samuels (@SAQACEO2)
2018/07/01, 08:10 Important Information from SAQA to be
shared widely! twitter.com/SAQALive/statu…
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Below is the journey of UNISA:

Just for your information SABPP Higher Education Committee has accredited UNISA Human Resources Management and
Development and Industrial Psychology curriculum since 1998 and they have revamped their content (text books), learner support
and much more. We are honoured to be associated with UNISA, we wish them all the best and to grow stronger year by year.
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KNOWLEDGE AND
INNOVATION

MEET KGOMOTSO MOPALAMI:
New SABPP Knowledge and Innovation
Head to drive HR excellence
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Kgomotso Mopalami is the new Head of Knowledge and
Innovation at SABPP. She was born in Vryburg in the
North West Province. She completed her basic education
at Pudumong High School, after which she acquired the
National Certificate at UNISA Milpark Business School where
she honed her knowledge in Basic Principles of Business
Financial Planning.
She obtained National Diploma: Human Resources
Management cum laude in 1998 at the Vaal Technikon, now
called Vaal University of Technology (VUT). It was at this stage
where she got to be the first recipient of the SABPP National
Human Resources Student of the Year. In 2010 she completed
her B. Tech: Human Resource Management at the Central
University of Technology, Free State and went on to complete
her Master’s Degree in Human Resource Management, also
at the Central University of Technology, Free State. Her thesis
was entitled “A South African Case study of the relationship
between perceived fairness in Human Resources Management
Practices and Employees’ Psychological Empowerment.”

professional products and tools to assist HR practitioners to
be at the cutting edge of their work.”
Marius Meyer, CEO of SABP asserts: “As Chairperson of
SABPP in the Free State, Kgomotso was leading one of the
most active provinces of SABPP. Now as Interim Head of
Knowledge and Innovation, Kgomotso will be responsible for
meeting the knowledge needs of HR practitioners wherever
they are. In essence, she will ensure that the research and
development portfolio of SABPP is expanded and managed.”
You can contact Kgomotso Mopalami on (010) 007 5906 or
research@sabpp.co.za

Kgomotso is currently a Doctoral Candidate in Human
Resource Management and the Chairperson of SABPP in
the Free State Province for the past two years. During this
period she has created awareness of the existence of SABPP
in the Province through workshops, seminars and networking
sessions. As it is now, the interest to become members of the
SABPP from both the Public and Private Sectors is growing.
Some institutions such as the Agricultural Sector in the Free
State have displayed interest in having their HR Departments
audited against the National HR Standards.
Her career spans over a period of two decades in both the
private and public sector, having cut her teeth in the private
sector as Branch Manager, Financial Advisor and Training
Facilitator. Her passion is in training and development as
well as meeting compliance and delivery standards. Other
interests include research, monitoring and evaluation.
Some of her attributes include honesty, work commitment,
punctuality, friendliness and fast learning. She is a gospel and
jazz music lover.
Her social contributions include serving as the Secretary
of Parents Teachers Association (PTA) at Brebner Primary
School in Bloemfontein. She is blessed with two lovely
children. She is a gifted orator, facilitator and leader and has
through listening and introspection, found that “Those who
trust in the Lord will renew their strength. They will soar on
wings like eagles; they will run and not grow weary, they will
walk and not faint” (Isaiah 40:31).
Says Kgomotso: “As Head of Knowledge and Innovation
at SABPP it is my vision to drive these two aspects of HR
professionalism: Knowledge and Innovation. I will develop
a content strategy and share knowledge to build the HR
profession and to support HR professionals with their daily HR
professional work. But I will also drive innovation with practical
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INDUSTRY NEWS
#UnemployedVoice

The experience
of being
unemployed
Melinda du Toit
In the previous edition of Unemployed Voice, we looked at
different types of unemployed people. In this month’s issue,
we look at the unemployment experience. A vast majority
of research has shown that unemployment is mainly
experienced as a challenging and unwanted situation. In order
to arrive at a nuanced and strong contextual understanding
of the lived unemployment experience, The question posed to
unemployed persons could be: What does it feel like to wake
up each morning and face a day without a job? Before we focus
on unemployed South Africans with their unique contextual
challenges, we first need to look at this phenomenon as it
manifests itself across different countries. This is necessary
in order to ascertain whether there are universal contextual
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factors that have a beneficial or detrimental effect on the
lived experience of being unemployed. In other words, we
must ‘listen’ closely to the answers of unemployed individuals
across different countries to questions such as that above
as they narrate their experiences of being unemployed in
different interviews. To achieve this aim, an in-depth qualitative
literature review was done of 13 qualitative interview studies
conducted in seven different countries (Canada, China,
Finland, Israel, the UK, the USA, and South Africa).
Three contextual factors had a direct impact on the
individuals’ unemployment experiences. The three factors
were broader society with its structure and culture, the
community surrounding the individual, and the individual as
part of the context with its specific ways of dealing with the
unemployment situation. It was found that broader society
had a direct negative impact on the unemployed individual.
This was mainly because of the current perception and
expectation in all of the seven countries that, in order to be
perceived as a responsible and well-adjusted individual,
one had to be employed and independent from any financial
assistance from the state. If a person were to not comply
with this ‘rule’ of society, stigmatisation followed, resulting
in emotional pain and shame. Additionally, unemployed
individuals experienced the broader community as unhelpful
and without any understanding of their plight and extremely
intricate reality. The voice of unemployed individuals did not
seem to reach the leaders and people in power, who appeared
to react to the unemployment situation in various countries
with negligence and policies that clearly illustrated their
inability to understand the world of the unemployed person.
The community surrounding unemployed individuals was
equally experienced as exacerbating the negative experience
of unemployment. Judging by the literature on the experience
of unemployment, the majority of unemployed people found
themselves in communities characterised by poverty and
unemployment. Due to the fact that they could not afford to
choose where they wanted to live, unemployed people were
mostly confined to spaces with cheap or subsidised housing,
where the majority of the inhabitants were poor, unemployed,
and living off state welfare funds. Broader society labelled
these spaces as undesirable and full of crime and irresponsible
citizens who were not willing to be independent and who were
a burden on the country’s economy.
Often marginalised, underserved, and stigmatised, these
communities spiralled into being communities in crisis.
Typical behaviour in communities in crisis was that they
turned on one another, focused on personal survival rather
than lending a helping hand to others, and often engaged
in socially deviant behaviour. A vicious circle ensued, where
broader society would prefer not to involve themselves with
such an undesirable space and unpleasant community, while
the community in crisis felt neglected and marginalised, which
caused a deepening of the crisis. Being unemployed without
a nurturing and buffering society and community intensified
the unemployed person’s precarious situation. Psychological
pain and stress, caused by being labelled, feeling shunned,

and being perceived as a burden on society, were reported by
the unemployed persons in all the consulted research studies.
Concerning the individual as a contextual factor, it was found
that unemployed people as actors and agents could make
choices and cultivate their own value system in reaction to
the impact of the influences of the other contextual factors,
which were mainly experienced as negative. They seemed
to exhibit a survivalist agency, continuously trying to cope
with their challenging situation without giving up on their
survival efforts, even if that meant engaging in unconventional
endeavours such as crime or being brokered as rioters by
political activists.
A factor that, to a certain degree, seemed to buffer unemployed
individuals against the adverse effects of unemployment was
membership of, or involvement with, a subgroup of people
sharing the same situation of being unemployed. This could
either be involvement in socially sanctioned activities (such as
intervention programmes of some kind or active participation
in religious activities) or being taken up in a group bound
together by their antisocial behaviour and a culture of crime.
The implication of these findings for practice lies in the
necessity to understand the experience of unemployment
in order to address this challenging situation in a respectful
and dignified way. This should be done in consultation with
the unemployed. Communication of care and a thorough
appreciation of the complex nature of the obstacles faced
by the unemployed are crucial. It is essential to spread the
notion in communities and society that the unemployment
phenomenon is more complicated than simply expecting that
unemployed individuals face this situation by themselves and
‘just find a job’.
Professionals should focus on ways to guide unemployed
individuals to find sustainable methods of occupying
themselves outside the conventional job market. Tolerance,
empathy, and a greater understanding of the challenging and
complex lived experience of unemployed individuals must be
promoted. Creating and developing subgroups of unemployed
individuals in a community could provide a support base for
such individuals. Care and attention from ‘outside’ high-crisis
communities would generate hope, expectation, and energy in
otherwise incohesive communities.
Melinda du Toit is an independent researcher connected
to the Optentia Research Focus Area at the North-West
University, Vaal Triangle Campus, in Vanderbijlpark. She has
submitted her PhD thesis with the title Exploring
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Not an easy question to answer. A typical definition of career
management is listed for a frame of reference, but is it still
relevant?

Can I manage my
career in the new
world of work?
Annetjie Moore – SABPP HOD Audit Unit

Career Management is the combination of structured planning
and the active management choice of one’s own professional
career. It has also been defined as the implementation of a
career strategy through application of career tactics in relation
to chosen career orientation (Valentich & Gripton, 1978).
Another piece of research by Neault, Roberta indicates in
the Abstract from Thriving in the new millennium: career
management in the changing world of work (2002):
Emerging theories in career development (e.g. planned
happenstance), present specific individual characteristics
as foundational to effective career management: continuous
learning, financial management, flexibility, work-life balance,
networking, optimism, persistence, plan-fulness, and risktaking.
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From these definitions it seems that a career can still be
managed and that certain characteristics assist in managing
one’s career successfully. Especially in the changing world
of work where more and more processes are automated. It
seems where human previously supervised humans, the role
will change to humans supervising machines. Apart from
the characteristics identified above by Neault, humans need
to develop competencies such as interpersonal, emotional
intelligence, innovation, compassion and caring for our planet.
To take this discussion one step further, PPWC has done
research on workforce of the future: The competing forces
shaping 2030.
(https://www.pwc.com/gx/en/services/peopleorganisation/workforce-of-the-future/workforce-of-thefuture-the-competing-forces-shaping-2030-pwc.pdf).
PWC identified the context of the future and what is required
from Leaders. This is then broken down into 4 worlds of Work,
Red, Blue, Green and Yellow, which will co-exist in some form
in the future in a disruptive manner.

The Red World represent innovation – according to the study,
innovation will beat regulations, where the focus is on what
the consumer wants.
Corporate it King in the Blue World, where big companies will
get bigger with stronger brands to optimise capitalism.
In the Green World, companies care about the planet and
sustainability, whereas the Yellow World is all about the
human being. Strong focus social and crowd funding is a
reality for ethical companies.
PWC’s research is a must read for each HR professional
to guide companies and employees in a true business
partner fashion. Each individual need to understand both
characteristics highlighted by Neault as well as PWC’s
research. Linking these, together with the VUCA environment
and other PESTLE factors, YOU must identify in which ‘world’
your feel most comfortable. Only then, can a person start
driving true career management.
Lastly, the SABPP National Competency Framework already
refers to most of the identified competencies, which we as HR
Professionals should harness and continuously develop.
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Employee
Morale
Lihle Mndebele
Senior Manager Human Resources Manager at The International Trade
Administration Commission of SA (ITAC)

Boosting employees morale carries more weight in gaining
your employees loyalty, confidence and companies can
derive more value out of this exercise if it is done in a more
meaningful and purposeful manner.
You don’t have to be a big corporate to boost your employees
moral, however you just have to decide to do it,be intentional
about it and each positive gain is a positive build up towards
the employees being and the organisations’ being.
Even smaller companies who are not yet big in offering
benefits can derived more value out of this because the more
their employees offer them uninterrupted service the more
stable they become as an organisation.
In order to be more intentional and purpose-driven about it,
perhaps looking at what it is and what it is not can assist to
adopt a more directed approach in doing it.
It is not a burial scheme but a continued support mechanism
which prides itself in manifesting values that includes the
essential human virtues, compassion and humility.
It is not an additional expense but a concerted effort in
understanding your employee’s baggage and seeking
meaningful ways to offer them some form of relief or
alleviation if possible.
At the heart of boosting employees’ morale, organisations
should strive to embrace the principle of “Ubuntu” whereby
this divine spark of goodness gets embedded within all the
interventions aimed at cultivating employees’ goodness.
It is pointless for organisations to try to boost their employees’
moral without striving to embrace this golden thread of
goodness called “Ubuntu” which connects all life from the
lowest human being to the highest.
Employers need to think long and hard about that which
matters most to employees without jumping and offering

them what organisations think matters most to its employees.
This conversation has to be on-going so that organisations
are in sync with this aspect of their employees being which
is considered to be an epicentre of employer and employee
relationship.
Let’s touch base on a few aspects that organisation can
consider in advancing a culture of boosting their employees
confidence in the organisation to feel valued, loved and
honoured.
Facilities
Proper facilities have to be provided and maintained in order
for employees to be more productive throughout the day as
they spend most of their time in the work place e.g. there has
to be proper lighting, bathrooms, excluded areas for them to
have privacy when they sit in an open plan setup.
Celebrating special days with employees
One way of showing this, organisations should have events that
celebrate elderly people in your employees’ families by either
buying them winter gifts and posting them to their residential
places with messages of gratitude and appreciation.
Disabilities events doesn’t have to be limited to employees in
organisations it can also celebrate parents that parents that
have disabled children as part of showing their care towards
their employees.
The list is exhaustive; however, I have decided to delve into
these few just to give more complexion to the subject as I am
of the view that this.
When this is done purposefully even external people recognise
these efforts and publicly commend company ABC for doing
exceptionally work in this regard and that also yields some
positive spin offs on the reputation of the company. Having
this kind of response even externally I believe would have an
impact on every level of the organisation’s existence
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COMPETENCIES EXPECTED FROM
KNOWLEDGE WORKERS IN THE NEW ECONOMY
Deseré Kokt
Associate Professor: Human Resource Management
Department of Business Management
Central University of Technology, Free State
Bloemfontein, South Africa
E-mail: koktd@cut.ac.za

It is an undisputed fact that we have moved into the so called
‘new economy’ where the mass production associated with
the industrial age has made way for the knowledge and
information age. The new economy has changed the ways
in which organisations operate as well as the way in which
individuals interact on a social and technological level.
These changes are driven by the massive advancement of
Information and Communication Technology (ICTs), as well
as the unprecedented growth in the Internet. The Internet
enables interaction that was unfathomable 20 years ago
and changed the whole notion of work and the way in which
organisations operate. The Internet has also opened up new
and exciting business opportunities for small businesses and
aspiring entrepreneurs (such as web designers, business
coaches, re-selling agents, online store, etc.).
Organisations cannot escape this ‘technological revolution’
brought about by the new economy. Castells (2010) refers to this
as a ‘new information paradigm’ and notes that it contributed
to the creation of a post-modern society. The notion of work in
the post-modern society displays the following characteristics:
Growth that emanates from knowledge creation, a pertinent
shift in economic activity from the production of goods to
the provision of services and the need for employees to have
advanced information processing skills (Castells, 2010).
Having advanced information processing skills is especially
pertinent in an environment that requires knowledge work,
creativity and problem solving.
Many of these skills are prominent in intellectual, managerial
and engineering occupations that are projected to outgrow
all other professions to create a new social structure. This
is already evident in numerous technological developments
such as artificial intelligence and nanotechnology that is reshaping modern existence. With this in mind, it is imperative
for those that want to enter the labour market to have a good
understanding of the types of competencies they require in
order to work in the new economy.
Knowledge workers and the new economy

Working in the new economy or the new world of work poses
some significant changes compared to how things were
done in previous generations. The most prominent of these
are the digitalization and virtualization of the workplace, as
well as a tendency for decentralization, delegation and the
implementation of work teams. These developments imply a
workforce that is able, committed and flexible in adapting to
the new challenges organisations face.
This is in contrast to performing work in the industrial age
where workers were not expected to make inputs or contribute
to the organisation. They were also generally dispensable and
inadequately compensated. The situation started to change
when Fredrick Taylor presented ‘scientific management’ in
the beginning of the 20th century. Scientific management
implied methods of analysing and synthesing workflow
leading to greater efficiency in organisations. Taylorism, as the
approach was also referred to, did not focus on the well-being
of employees and whether they were motivated or satisfied in
their work environment.
As the post-industrial economy began to emerge in the 1960s
the term ‘knowledge worker’ was coined (Goncharuk, 2011).
Peter Drucker, who is considered to be the founder of modern
management, described knowledge workers as professionals
that need to engage in problem solving and creative thinking.
The capital knowledge workers possess is their knowledge and
generally includes vocations such as engineers, physicians,
architects, scientists, lawyers and so forth. Knowledge thus
drives modern organisations and there is a significant global
shift to white-collar, highly-skilled employees.
What competencies are expected from knowledge workers?
A competency involves a broader set of capabilities and/or
proficiencies that can lead to success in a particular job or
profession. It comprises of a combination of observable and
measurable knowledge, skills, attributes and abilities that
are likely to contribute to employee performance. The four
components of a competency can be explained as follows:

INDUSTRY NEWS· PAGE 26

HR VOICE AUGUST
DECEMBER
2018
2017

Knowledge implies an understanding of facts, truths and
principles an individual gained through formal training and
experience.
Skills imply a developed proficiency (mentally or physically)
that can be acquired through specialized training.
Attributes imply the characteristics and qualities individuals
possess. Individual attributes are a combination of genetics
and experience gained. This component is often neglected
by employers as it is the most subjective. The fact however
remains that specific personality traits have been linked to
individual performance.
Ability implies the aptitude to perform the mental and/or
physical activities that are expected from individuals that want
to work in a particular profession.
With this in mind the following competencies are pertinent
for working in the new economy:
Knowledge:
1.

In terms of knowledge technological literacy is a main
requirement as well as being able to interact and use the
various forms of ICT.

2.

Individuals need to have technical and specialized
knowledge of their chosen profession, e.g. a potential
engineer needs to have the basic knowledge of
engineering.

3.

Individuals need to have broad knowledge related to the
industry they work or intend to work in. They should have
a basic understanding of the operational requirements
associated with working in a particular industry.

4.

Knowledge workers should possess a basic understanding
of business management.

5.

Knowledge workers need to have rudimentary knowledge
about human resources issues such as human behaviour,
leadership and motivation.

Skills:
1.

As there is an increasing demand for team work in
organisations, it is imperative that individuals have good
interpersonal and communication skills and be able
to work as part of a team. This also implies cultural
intelligence due to the fact that most workplaces have
individuals from different cultural and religious groups.

2.

Individuals need to have negotiation skills in order to
enable them to position themselves in an organisation.

3.

Knowledge workers need to have the skills to work
on multiple projects. This relates to the so-called gig
economy, where individuals are contracted to projects and
they move on once a project is completed. It is estimated
that by 2020 40% of Americans will be independent
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contractors. This allows lots of flexibility as workers can
choose the types of projects they want to be involved in.

Summary

Attributes:

As the world of work continues to evolve it is imperative
for employees to recognize the importance of continuously
developing their competencies. This paper provided a brief
reflection on the emergence of the new economy and the
competencies required from knowledge workers.

1.

References

4.

2.

Knowledge workers also need to have the skills to interact
with customers and co-workers alike.

As the new economy places an emphasis on team work,
decentralized authority and decision-making more
emphasis is placed on individual attributes. Attributes
like flexibility, adaptability and the openness to learn
on a daily basis have become an indispensable part of
knowledge work.
Emotional Intelligence is a key ability as this enables
individuals to make appropriate decisions regarding
their careers and personal lives. Emotional Intelligence
requires self-knowledge and the ability to organize
oneself. It necessitates an understanding of the behaviour
of others and the ability to show empathy. It also implies
that individuals need well-developed social skills and the
ability to fit into the social structures of society, including
organisations.

3.

Self-efficacy is also a necessary component of individual
performance as it relates the belief a person has regarding
their own capabilities to perform specific tasks.

4.

As life presents numerous challenges and set-backs
individuals need to be resilient in order to be able to
recover and move on after experiencing set-backs.

Goncharuk, A.G. 2011. Knowledge workers, competencies,
virtuality and management. Polish Journal of Management
Studies, 12: 67-77.
Castells, M. 2010. The rise of the network society, (2nd Ed).
Oxford, Wiley-Blackwell.
The uncertainty around work:

Ability:
1.

Individuals need to have good understanding of their own
abilities as this will affect the types of career decisions they
are likely to make. This links to Emotional Intelligence,
discussed above, in the sense that emotionally intelligent
individuals are more likely to make more informed
decisions.

2.

Individuals with higher levels of intellectual ability are
more likely to process information more quickly and solve
problems more accurately. They are also more likely to
avoid logical errors and false interpretations. This is not
to say more intelligent individuals are infallible and not
prone to inaccurate judgements.

3.

Physical abilities refer to the capacity to perform tasks
that require stamina, dexterity, strength and the like.
Although the changing nature of work places more
emphasis on intellectual abilities physical abilities
remain important and valuable in many professions.
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HR POST SONA
AND IN THE NEW
POLITICAL
LANDSCAPE
Peter Streng (Founder and Director: RUBiQ)
Business and HR could positively and decisively respond to
the challenges of inequality, unemployment and poverty. I
would be very exact and definite as to explore how I see HR’s
specific role in the promised new era and dispensation. This
I will now do.
In President Ramaphosa’s SONA address, he announced a
number of initiatives to steer SA Inc.in the right economic direction, initiatives which were roundly applauded by the President of the Durban Chamber of Commerce and Industry, Musa
Makhunga, in an Article first published in the previous edition
of the KZN Business Sense.
These initiatives, in which Business and HR could play a
meaningful role, are inter alia:
1. Presidential Advisory Council
Although the various employer bodies will automatically be
invited to serve on the proposed Presidential Advisory Council, Business Leaders should embrace and accept the invitations, but on their own terms; boldly demand concessions as
equal partners! If Government wants the help of the Private
Sector, then they should respect the Private Sector as the only
(private) revenue producing sector without whom there is no
prosperous State, and hence, Government needs to come to
the party as regards policy certainty conducive to economic
growth, take corruption and state capture head-on, address
the imminent collapse of some SoEs, prevent public sector
implosions (service delivery), implement empowering frameworks, etc.
2. National Summits and Initiatives
Likewise, Business Leaders and the HR Practitioners must
become actively involved with real, honest intent in the proposed Jobs Summit, Investment Conference, Youth Employment Service Initiative and other government initiatives, but
not as co-opted parties, but as said, as equal partners.

3. Localisation Programme
To stimulate the economy, Government intends to make strategic use of incentives and other measures and launch a Localisation Programme for products designated for local manufacturing, e.g. clothing, furniture, water meters, etc. These
are huge green-field investment and job-creation opportunities going a-begging.
These investment opportunities ought to be pursued with purpose, not for the sake of potential incentives only, but to grow
the economic pie to fund the other proposed SONA initiatives
such as supporting black industrialists, infrastructure development, investment in SSMEs and township enterprises, empowering the digital industrial economy (the so-called Fourth
Industrial Revolution), National Health Initiative (NHI), free
higher education and so on.
It is also here where HR can come into its own by not duplicating the outdated, conservative and un-empowering existing
HR models so pervasive in South Africa today. HR professionals should apply innovative, technology- driven best practices to manage HR in these start-ups (more of this in the next
edition).
4. Unashamedly Ethical
Conduct business and HR Policies and procedures unashamedly ethically to prevent further KPMGs, Steinhoffs, and the
like. Emulate the heroes and heroines who testified before
the recent various Parliamentary committees. Here’s your
chance, HR professionals! Speak out at Manco, Exco and/or
Board meetings. Stand-up for ‘what’ is right! Be the devil’s
advocate, be the soul and conscience of your organisation! If
you don’t, you should not be in HR!
Whilst obviously not exhaustive, the above are a few specific
areas in which HR can impact their worlds post- SONA.
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Release of SABPP
2018 Women’s Report:
Women blue-collar
workers
Prof. Anita Bosch

As an underrepresented group in women’s workplace
literature, blue-collar workers feature deservingly in this
year’s SABPP women’s report. Working in predominantly
male-dominated jobs and industries, with the exception
of the clothing and textile industry in South Africa, these
women often hold jobs that support entire families on a single
income[1]. Since little is published on the life and work of
women blue-collar workers in South Africa, this year’s edition
of the Women’s Report covers an interesting spectrum of
contributions, offering focused chapters to start addressing
this gap.
As a futurist, Lize Barclay’s chapter starts with a historical
overview of women in manufacturing, highlighting the
commonly-held misconception that women previously could
not take up manual work fully, as they lacked the bodily
strength to do ‘men’s’ work. Her chapter draws on the past
and contrasts the future through the lens of technology,
which could render moot the physical strength argument that
previously excluded women from factory, mining, construction,
and large machinery work.

In Tessa Wright’s chapter, practical measures to increase the
participation of women in the United Kingdom’s construction
sector are described. Her contribution provides evidence that
a systemic approach is required to include and retain women
in the construction sector, and she debunks the myth that
women do not want to do manual construction work. Ideas
presented in this chapter could assist organisations in the
construction industry, locally and internationally, to develop
programmes to support women in construction.
Knowing how to motivate, reward, and retain women in bluecollar occupations could assist in attracting more women to
previously male-dominated occupations. On this topic, Babita
Mathur-Helm’s chapter provides a summary of research
conducted and include thoughts about the role that HR
practitioners could play in making blue-collar work attractive
to women. The annual labour law feature of Hugo Pienaar,
this year with candidate attorneys Prinoleen Naidoo and
Lerato Malope, presents an overview of case law regarding
women working in the extractive industries, highlighting the
difficulties that women continue to face in the workplace.

INDUSTRY NEWS· PAGE 30

HR VOICE AUGUST
DECEMBER
2018
2017

All of the chapters of this year’s report are couched in the
chapter about South African women’s positioning in STEM
and technical training by Nthabiseng Moleko, a Commissioner
at the South African Commission for Gender Equality. In this
chapter, she highlights gender disparities and advocates
diversity as a human value for a better future for South African
women and men.
We trust that the Women’s Report will enable not only debate
but also fruitful action towards the inclusion and equality of
women blue-collar workers.

We thank the University of Johannesburg and the University
of Stellenbosch Business School for their sponsorship of the
SABPP Women’s Report of 2018. I would like to encourage
HR Managers to apply the recommendations of the report in
ensuring that women blue-collar workers are empowered in
the workplace and society at large.
Prof Anita Bosch MHRP is an Associate Professor in Human
Capital Management and Leadership specialising in Women
at Work at the University of Stellenbosch Business School

The chapters are
1. Rise of the machines: Friend or foe for female blue-collar
workers? Dr Lize Barclay
2. How to increase women’s representation in the
construction sector: Evidence from a UK project. Dr Tessa
Wright
3. Women en route to technical vocations. Ms Nthabiseng
Moleko
4. The lack of human resource management interventions
specifically directed at women blue-collar workers. Dr
Babita Mathur-Helm
5. Labour law and the trial and tribulations of women bluecollar workers. Prof Hugo Pienaar, Ms Prinoleen Naidoo,
and Ms Lerato Malope.
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Remarkable
Role model
Annetjie Moore – SABPP Audit Unit

Close to tears as my heart mounts to a heightened level of
respect as I observe the still red and painful palms of my
female colleague, Thokozile Mvelase. She is appointed
at SABPP on a contract basis whilst the incumbent is on
maternity leave. Thokozile has recently completed a Diploma
in Human Resource Management and Practices – University
of Johannesburg.
Thokozile has a rare physical disorder, called Chronic
Osteomyelitis, which leads to bone infection and left her with
one hip. This resulted in her right leg being shorter than the
other, making her dependant on crutches fulltime.
Staring at Thokozile’s hands, the Monday after she completed
8 Km of the MTN702 Walk the Talk, I know why it was worth
every step that each of the SABPP team members walked at
this event – celebrating people who walk the talk – do what
they say and commit to it.
With different eyes, I look at this hard-working, soft-spoken
young woman with determination and focus on teamwork. She
completed this gruelling race on her crutches, whilst many
healthy participants struggled to finish it, or opted for the
5km. Team SABPP enrolled for the 8 km and Thokozile joined
in enthusiastically. Below Thokozile shares her reasoning for
taking part in this event.

Thokozile, I walked to salute women like you – no excuses,
focused on the goal and prepared to push and work hard to
achieve and celebrate life!
In closing, Thokozile lives in Vosloorus and her contract at
SABPP expires at the end of September. If there are companies
who are recruiting HR personnel, please contact Thokozile on
thoko.17mvelase@gmail.com.

‘Walk the Talk took me 1 hr 45 mins (I started at 10:30 and
finished at 12:15 a.m.). The aim is to inspire people with
disabilities as well as able bodied people who are not motivated
to try something new or scary (laughing). I want to shift the
mindset that is looking in the direction of negativity when one
is living with a disability. I want to be a living proof that nothing
is impossible for as long as one is goal orientated.
I am a mother of a daughter who will one day be a teenager,
I want my girl to be very proud of me when she is big enough
to understand my disability. The aim is also to inspire the “I
CAN DO ATTITUDE.” I said to my sister when she asked me if
I were to write a book what would be the title, I said I already
have two titles in mind. The first one:” Against all odds” and
the other: “Where there is a will, there is a way.” I guess that
explains it all.’

An exhausted but happy Thokozile crosses the finish line with an
equally delighted Sarie Venter from SABPP.

INDUSTRY NEWS· PAGE 32

HR VOICE AUGUST
DECEMBER
2018
2017

Endorsement
We are proud to announce that the following institutions have been endorsed for a period of 2 years on their respective product
which addresses HR Competency – Technology and covers the Learning and Development arena. There contact details is available
on the website.

Institution

Short story
Measurability of Training – Skypiom’s Knowledge
Management System
Almost every company, whether a micro business or enterprise,
has a requirement for training however many corporate
training programs are created without a full understanding of
what the desired outcomes are.

Name: Thomas Kritzer
Title: Managing Director
Contact: 021 510 2108 / thomas@skypiom.com

Skypiom’s Knowledge Management System, the KMS, aims
to address this shortcoming in measurability via a unique
cloud-based software solution that can be implemented in
the eLearning space and/or in the classroom environment.
Skypiom has deeply ingrained the Kirkpatrick four levels
of training evaluation within the KMS, which gives rise to
being able to not only measure the student reaction (level
1) and learning metrics (level 2) but also changes in student
behaviour effected by training (level 3) as well as the results
such as return on expectations (level 4).
The KMS furthermore hosts a number of firsts such as access
from any operating system, even smartphones, never seen
before comparability, practical training, formative / summative
and portfolio of evidence capabilities, facilitator measurement
and support as well moderation support.
Masterskill MasterAsses
Developed by Masterskill and built on best of breed web
application methodologies, MasterAssess is an advanced
e-assessment technology enabling tool.

Name: Annemie Willemse
Title: Technical Quality Assurance Manager
Contact: 011-719-0700 / annemie@masterskill.co.za

The MasterAssess platform has been designed for
e-assessments including: storage and tracking, and functions
as a comprehensive e-learning solution. The system has been
setup to allow for stringent workflows to run for each aspect of
the portfolio of evidence process. All users within the portfolio
process (i.e. training administrator, facilitator, assessor, learner
and moderator) has online access to the portfolio allowing for
immediate access and control. This ensures the validity of the
process as well as the information it stores and creates.
The browser-based tool allows for interaction and engagement
with the entire portfolio of evidence process ensuring a reliable,
streamlined system that is unparalleled.
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BOOK REVIEW
SOCIAL MEDIA IN THE
WORKPLACE
BY ROSALIND DAVEY AND LENJA DAHMS-JANSEN

REVIEWED BY VERLIE OOSTHUIZEN, HEAD OF SOCIAL
MEDIA LAW AND PARTNER IN EMPLOYMENT LAW
DEPARTMENT AT SHEPSTONE & WYLIE ATTORNEYS.

[Durban, 20 June 2018] I started my legal career in the same
year that Facebook was launched and began to practice employment law in the same year that its offering was extended to the public beyond college campuses. Obviously when I
commenced work the digital revolution and its consequences were not at the level of public scrutiny that they are today.
Slowly but surely, we have seen how social media conduct
(and misconduct) can have a dramatic effect on workplace
relationships and I have watched the development of social
media law with interest.
This book is an invaluable resource in the rapidly growing
area of Social Media law. While there are a number books
about aspects of social media law such as defamation and
hate speech, I was thrilled to finally see a book that dealt with
the specific issue of social media in the employment law context. Not only is the book meticulously researched and clearly
expressed, it provides practical advice and clear direction to
employment law practitioners who are dealing with cases involving social media on an increasing basis.

The authors have been careful and methodical in setting out
the various aspects of the common law that are applicable in
the social media context and then go further to show how it
applies to the employment law context. Human rights law
jurisprudence is examined in detail and comparative jurisdictions are explored which is important for South Africa in
providing guidance on how these issues have been dealt with
elsewhere. The authors then focus specifically on employment
law jurisprudence and how this is applied in the social media
context and finally provide practical solutions and scenarios
for businesses in social media strategy and policy making.
It is the extensive research and careful explanations of the law
that set this book apart from many of the other books dealing
with social media law. The writing is thoughtful and concise
and allows the reader to easily understand some complex legal concepts. Both lawyers and laymen will be able to understand the contents and it is comprehensive enough to be used
in both court and practical scenarios.
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I have relied on the book and advice of the authors in a variety
of contexts – for presentations and seminars, in my academic
research and as a resource in my legal practice – it is an excellent source at every level and it is one that I would not hesitate
to recommend to clients, colleagues and academics with an
interest in social media law.
Verlie Oosthuizen has a BA LLB from the University of KwaZulu-Natal, a Certificate in Competence in Access to Information and Privacy Law and is a partner at Shepstone & Wylie
Attorneys. She specialises in employment law litigation and
social media law as well as POPI compliance. Oosthuizen is
an admitted attorney of the High Court and a member of the
KwaZulu-Natal Law Society. As the On Air Social Media Expert
for East Coast Radio, Oosthuizen gives consumers and businesses valuable insight into social media law.
Social Media in the Workplace is be available to purchase at
LexisNexis online bookstore [ISBN/ISSN: 9780409129212]
https://store.lexisnexis.co.za/products/social-media-in-the-workplace-skuZASKU9780409129212/details

About LexisNexis® Legal & Professional
LexisNexis Legal & Professional is a leading global provider
of legal, regulatory and business information and analytics
that help customers increase productivity, improve decision-making and outcomes, and advance the rule of law
around the world. As a digital pioneer, the company was the
first to bring legal and business information online with its
Lexis® and Nexis® services. LexisNexis Legal & Professional, which serves customers in more than 130 countries with
10,000 employees worldwide, is part of RELX Group, a global
provider of information and analytics for professional and
business customers across industries.
In South Africa LexisNexis® has been assisting companies
and professionals to remain abreast of changing legislation
and shifts in the regulatory environment for over 80 years,
using leading-edge technology, tools and online solutions.
South African investment firm, Tsiya Group acquired a minority interest in the company in July 2012.
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STUDENT CHAPTER
#StudentVoice
SHAPING THE
LEADERS OF
TOMORROW TODAY
Boipelo Molelengoane
SABPP HR Intern
This year sees the launch of the muchanticipated Youth Council. As we all
know, SABPP has earmarked itself
in many institutions countrywide. For
those institutions whose students
aligned themselves with the SABPP, a
Student Chapter was launched with the
registration of 50 student members.
The Student Chapter was the
representative of the SABPP at the
institution and the champion of the
students. Now SABPP is taking it further.

This year the very first Youth Council will be launched where
all chairpersons of our currently 12 Student Chapters, will be
attending and electing a Chairperson for the Youth Council as
well as the other supporting seats.
The event will take place over two days, from the 30th of
August until 31st of August 2018. The Chairman of the
Board, Mr.Siphiwe Moyo will be in attendance, SABPP will be
represented by Mr.Xolani Mawande, the 12 Chairpersons and
1 additional member of the Student Chapter together with 1
lecturer from their university. Over the two-day period, the
event will be graced with speakers from the industry as well,
who will be addressing our chairpersons. On the first day, the
chairpersons will be addressing attendees on their reports
and challenges. There will also be a discussion held.
The discussion will center around but not limited to the
following topics/questions:

•
•
•
•
•
•

•
•

As a young upcoming HR professional in South Africa
what challenges do you believe are still hindering or
affecting you from prospering?
How does unemployment affect today’s youth?
How can social media make or break your career?
How do you see the role of SABPP now and in the future?
With South Africa’s current change in leadership, what is
your vision/possibilities for a South African Youth?
If you were asked to add 2 HR standards to the 13
standards that are already in existence, what would you
add and why? (This depends on the university curriculum/
syllabus)
How to network better and tips to help improve your CV?
Being under qualified vs. being over qualified for a job?

The event promises to be a learning curve for the students
in grooming them for leadership but also promises to be an
event that will be fun-filled.
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EVENTS

03
Aug

08
Aug

4th Training Providers Forum
When: Friday, August 03, 2018
Where: CTU Sandton Branch 135 Daisy Street Johannesburg,
Gauteng
Contact: Derisha Pillay derisha@sabpp.co.za 010 007 5906

Professional Practice Standards Workshop
When: Monday, August 08, 2018
Where: HB Connect 2 Sandown Valley Cres Sandown Sandton,
Gauteng 2031
Contact: Thokozile Mvelase customerservice@sabpp.co.za
010 007 5906

EVENTS· PAGE 37

HR VOICE AUGUST 2018

KZN HR Standards Workshop

14
Aug

16
Aug

When: Tuesday-Wednesday, August 14-15, 2018
Where: Durban Chamber of Commerce and Industry Chamber
Square, Lion Match Office Park 892 Umgeni Road Durban
KwaZulu-Natal Durban 4000
Contact: Thokozile Mvelase customerservice@sabpp.co.za
010 007 5906

HR Auditor Training For HR Professionals
When: Thursday-Friday, August 16-17, 2018
Where: University of Stellenbosch Business School
Carl Cronje Drive Bellville Cape Town, Western Cape 7530
Contact: Thokozile Mvelase customerservice@sabpp.co.za
010 007 5906

17

Free State Provincial AGM

Aug

Toit Administration Building

When: Friday, August 17, 2018 (14h00 – 16h00)
Where: University of Free State, Council Chambers - George du
Contact: Ceanne Schultz ceanne@sabpp.co.za 010 007 5906
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GET STARTED
TODAY
AND GET ACCESS TO THE BENEFITS

JOIN NOW
KICKSTART YOUR
HR PROFESSIONAL
CAREER WITH SABPP
MORE INFO
REGISTRATION FORM
EMAIL

