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Chapter 1: Background of my thesis 
1.1 Introduction 

This thesis comprises a broad area of concern and, within that area, a specific field of focus for the 
research project. The primary aim of the thesis is to yield improvements in my management practice and 
this is the broad area of concern for the research. The underlying pilliosophy in the OMDP course is 
based largely on the work ofW Edwards Deming. This philosophy is based on fundamental principles 
and is pragmatic in approach. A typical quote in tills regard is 

"You can't claim knowledge if you can't show results" 

Thus, for knowledge to be claimed, results must be shown not only for the manager but also for the field 
of focus, or in my case, for the organisation that I work for. In order to improve my management 
practice, I have selected a field of focus in the organisation, namely that of Skills Development. As a 
Project Manager, with an Engineering background, I am a newcomer to the nel(r6fSkills Development. 
I initially became involved in the project due to a request to write a database for the compilation of skills 
plans within the organisation. After my initial involvement, I decided to conduct the research project in 
the area of Skills development not only because of the enormous potential that proponents claim it has 
for an organisation but also because it would be an opportunity to work in the area of soft systems 
modelling. Soft systems are generally human systems i.e. people and the relationships between them are 
the primary "parts" in the system. This is in contrast to hard systems e.g. operation of a disk brake 
system, where the amount of human involvement is very limited. Senge [5] submits that systems 
thinking readily finds application in management practice, "where the aim is to find leverage points for 
maximum effective action". Hence one of the results which this research intended to achieved was to 
establish whether such leverage points do indeed exist, within the soft system under focus, and then to 
evaluate these points with a view to providing a locus for management decisions. Within the broad area 
of concern, as outlined above, a specific field of focus was selected, namely that of Skills Development. 

After six years of negotiations between Business, Labour and the South African Government, the Skills 
Development Act has become law. The Skills Development Levies Act supplements this act, which is 
essentially a tax. These acts are primarily concerned with industry-based training, improving the 
intermediate level skills base of the country and labour market training for target groups. The fact that 
this Act is fairly new means that research into the implementation of the Act is very limited. Thus 
literature on skills development and the implementation thereof was mainly sourced from international 
journals that cover this field . The initial research uncovered the current trend where the skills 
development is seen as part of a broader field, namely that of Competence. Hamel [27] argues that.* 
future competition between organisations will, in essence, be a competition for competencies. He 
contends that farsighted ,companies compete for access to the individual skills and technologies that 
comprise competencies This concept forms a major theme for the research project)'i. e. if one accepts 
Hamels' thesis, then instead of merely identifying competencies, would it not be better to supplement 
this with a focus on the nurturing and development of competencies. Hamel asserts that the 

1- competencies should be considered core if, amongst other factors, they can outlast the products that 
result from their application. This is he refers to as the transcendent aspect of a competence. Thus the 
~vel oLahs.traction.ofthe research topic increased during the course of the project, from skills 
d.evelopment to one of attempting to answer to question of what factors are required in order to nurture . 
competence. 

1.2 The two arguments of my thesis 

The broad area of concern for this project is that of management practice. In order to improve my 
management practice, I developed a model for managerial problem solving and this model is 

1() 
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\ presented in figure 2, and a refined version is presented in the final chapter of this report - the 
J reflection. The model is built primarily on the theoretical foundations of the OMDP course and my own 

esearch into management practice, undertaken during the course of this project. In essence, the model 
argues for an integrated approach to managerial problem solving in organisations. The model argues that 
Problem Formulation (agenda's, definitions, stakeholders, participation) is only one part of managerial 
problem solving and that Systems thinking and Qualitative research (QR) are also necessary 
components for an integrated approach to problem solving. This integrated approach is typically what is 
required within the context of managerial problem solving, where the human dimensions of a problem 
are often those which create or, at the very least, compound the complexity of a problem. Implicit in the 
model is that it is particularly suited to soft systems problem solving, as described in the previous 
section, and this is elaborated on in the QR section of this report (section 2.3). 

Within my broad area of concern, as outlined above, the field of focus for the research began with Skills 
development. As my research into the topic progressed, it became evident that skills development 
formed part of a broader field, that of competence. A model for Competency Development is 
presented in figure 31. This model was the main outcome of the research and one of the main benefits 
that this project had for the organisation that I work for and where the project was conducted. The model 
shows the factors that are required in order to develop competence, and hence skills, within this 
organisation. More importantly, the relationships between the contributory factors in the model, the 
nodes shown in figure 31, are defined and explored. The leverage points that Senge refers to (see 
previous page) were exposed during the development of this model and are clearly shown i.e. 
Mentorship focusing on multi-Skilling is a leverage point for an intervention in skills development, 
within this organisation. The model and subsequent debate that it generated were major successes in the 
course of the project, providing a locus for further intervention, as agreed to amongst the managers. The 
model was developed by the management team at the organisation and my role in this process was 
essentially one of facilitating the development of this model. Once the model had been developed, my 
research focus shifted to exploring the model in greater depth, using the QR approach. It is important to 
recognize that the model is an answer to a problem (Competence Development) as developed by a 
particular management team working within a particular context. The model may not suit another 
management team or organisation and I did not set out to validate the model but rather to explore it's 
meaning in greater depth with the individuals who had developed it. This was in keeping with the spirit 
ofQR. 

1.3. The structure of the thesis 

The thesis begins with a presentation of a model that r have developed and propose as a model for 
managerial problem solving, which is the broad area of concern for the project. An overview of the 
triadic model described above (figure 2) is given and then the three parts of the model, Problem 
Formulation, QR and Systems thinking, are explained in greater detail in chapter 2. The relationships 
between these three components were viewed as being equally important as the components themselves 
and thus the parts of the model are brought together and discussed at the end of chapter 2. It should be 
noted that the triadic problem solving model (figure 2) evolved during the course of the project, indeed 
the final triadic structure only came to light after much of the research had already been conducted, 
although each part was being used and refined throughout the course of the proj.ect. This model is my 
answer to the broad area of focus for the project, namely that of management problem solving, and 
hence it is presented in the following Chapter. Change management is then introduced in chapter 3. 
Change Management forms an important part of any intervention and this section highlights the 
approach to change management that r used in the course of the project. Change management also forms 
an integral part of my problem solving model (figure 2) but, in my view, it is not specific to anyone of 
the three nodes of the model but rather Change management forms part of all three aspects in my 

approach to problem solving, specifically the relationships between the Problem Solving, Systems 
11 
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2. Organisational Problem Solving 

In this chapter I present my model for managerial problem solving. This model describes my approach 
to the broad area of concern for this project - problem solving. 

2.1 Introduction 

Managers and organisations face new challenges in the workplace on an ever-increasing scale: variety, 
volatility and turbulence. The rapid evolution of strategic initiatives such as re-structuring, downsizing 
and re-engineering (BPR) combine the aforementioned factors into a force that challenges the viability 
of almost every organisation and, in the previous decade, very few businesses were immune from the 
effects of such changes. Globalisation and the information age have also introduced new elements of 
complexity into many industries. As international companies position themselves for the current decade, 
mega-mergers, joint ventures and brand consciousness have become the order of the day. The reduction 
of trade barriers presents import/export opportunities that are of particular interest to companies 
operating on a global scale. Compounding the situation are the ever-increasing number of management 
fads - starting with much vigour and enthusiasm but often ending up as white elephants. Authors such 
as Mitrov [1] argue that programs such as Total Quality Management (TQM) and downsizing are 
worthless fads, if they are conceived of as "cure-ails, and especially if they are jettisoned as soon as the 
next cure all appears on the horizon". Hamel [27] contends that "restructuring seldom results in 
fundamental business improvements. It buys time .... can raise a company's share price, but improvement 
is almost always temporary". Downsizing is viewed by management authors such as O'Brien [49] as 
"dealing with past mistakes instead of future markets". Faced with the above problems (or opportunities) 
managers are often left asking whether money is being thrown at problems, arguing that there is no 
concomitant return on investment in these attempts (TQM, BPR etc) by management to solve the 
complex problems facing organisations. Indeed, the poor implementation of fads, parading as solutions 
in the fashion described by Mitrov above, can potentially compound the complexity of the original 
problem by setting precedents, which may then serve to limit the effectiveness future changes. In my 
own practice as a manager I have observed, on more than one occasion, the scenario where a team is 
b;Ought together to solve a problem, short term' results are achieved, applause is forthcoming and six 
!!!QntlllaJeD:'{.h~n the focus has shifted away from the problem, the situation reverts to it's original state. 
Some observers refer to this as a recurring problem. Systems thinkers often refer to the classical "vicious 
cycle" that certain problem tend to follow. In solving a problem, sustainability of the solution is also an 
important issue. Thus, a key concern for future management is how to manage this complexity. 

In the South African context, another factor facing organisational problem solvers is the dilemma of 
.applying solutions that are developed in America, .Europe, and the Far East etc. C<.?_uJq this also be i'l.d? 
~ib.ese_solutions applicable in the Sout~ African business environment? Can managers proceed o~..!he 
assumption that what works in another country will work in South Africa? The questions give credence 
to the call in certain local publications for African solutions to African problems. The argument being 
that, although certain problems that organisation in different parts of the world face may be seemingly 
similar, perceived solutions such as TQM cannot be applied like templates. Proponents of this view also 
argue that problems cannot be assumed to be closed to enyjronmental influenc.e.s such as culture, 
~eligion, egiitics. etc. Faced with the above challenges, a key question in this research project is how to 
develop sustainable solutions to the problems occurring in modern organisational life. 

Problem solving was initially studied by psychologists. In 1972, Newel and Simon [47] proposed a 
general theory of problem solving. The basis for their theory relied on 'means-ends' analysis which, at 

each step of problem solving, determined how close a solution was and what was required to 
1~ 
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2.1.1. A Model for Organisational Problem Solving 
Learning has been defined as the process of making new or revised interpretations of an experience [48]. 
Dixon refers to learning as the act of interpreting experience. The pyramid of learning is a meaning 
scheme or a rule for learning. Within the pyramid are the various stages of learning, each with their own 
rules, which are based on meaning perspectives or principles for interpreting. 

Moving from Memorise 
to Evaluate 

Fitmre 1: Meanini! scheme for Pvramid of Learnini! rSOl 
Interpretation is taken as the stage from comparison to evaluation. Thus as one moves up the pyramid, 
meaning structures are expanded through interpretation. During the course of this project, I developed a 
model for problem solving, which is a synthesis of the study materials presented in the OMDP course 
and is presented below. The theoretical foundations of the model are then described in greater detail in 
the following sections of this chapter. 

The model advocates a three-pronged approach to managerial problem solving. The model is interactive 
in the sense that : 

1. Each part is related to the other and these relationships are as important as the nodes. 
2. Each node of the model contains interactive parts e.g. Action Research is used as part of the 

Qualitative research approach, as described in section 2.3 . 

. Qrialitati-ve 
.·· R.ese~ reh . 

.• SY~t~ms 
. ThinkiOi! 

Figure 2: Triadic framework for Managerial Problem solving 

1!; 



Univ
ers

ity
 of

 C
ap

e T
ow

n

1. 
2. 
3. 
4. 

a 

to 
IS rec:onlmlenclea 

1h 



Univ
ers

ity
 of

 C
ap

e T
ow

n

1. 

2. 

causes. 

.. 

.. 

.. 

.. 

two TW'r",r,,,,c'n 

are: 

17 



Univ
ers

ity
 of

 C
ap

e T
ow

n

• Who are our prime customers/stakeholders? 
• Who should our customers be? 
• How should we react to a major crisis? 
• How will the outside world perceive our actions? 
• Will other perceive the situations as we do? 
• Are our products and services ethical? 

These types of questions challenge basic beliefs that individuals in an organisation hold about that 
organisation and its operating environment. 

Mitrov argues that all problems have significant aspects of four perspectives and this is shown in figure 
3. 

Scientific/Technical 

Existential Systemic 

Jnterver.~onalJSociaJ 

Figure 3: Four perspectives of a problem. I1J 

The four perspectives to problem solving, as shown above are described below and it is also noted that 
this perspective is by no means unique. Authors from other fields have developed similar models. A 
model for problem solving from the Cybernetics field is discussed later in this section under the Systems 
Thinking section (see Figure 4). 

The Scientific Perspective. 

This includes the technical details of a problem. Boundaries are normally easily drawn and if a problem 
definition contains only this aspect, the problem can be isolated from its environment. Technical 
specialists are nonnally consulted in this respect. 

The Social perspective. 
The aspect is concerned the cultural and political dimensions of a problem. This dimension is often 
neglected by technical people when stakeholders are not correctly identified or consulted and can have 
has serious repercussions. 

1R 
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2.2.1 Cybernetics 

Clemson [3] defines Cybernetics as the science of effective organisation. Cybernetics is concerned with 
the general patterns, laws and principles of behaviour that characterise complex systems. In this context 
a systems can be dynamic, open, and probabilistic. Cybernetics asks not "what a thing is?" but rather 
"what does it do?" Cybernetics deals with behavioural patterns in so far as they are regular or 
determinate or reproducible [3]. A key notion of cybernetics is that of causality. Circular causal 
processes are generally called feedback. Cyberneticians assert that systems which include feedback 
loops are capable of very complex behaviour and that quite subtle changes in the relationship at one 
point in the system can have very large scale effects in changing system behaviour. This was referred to 
as leverage points in the previous section. Establishing these leverage points is primary objective in the 
design of an intervention. 

Another fundamental insight of cybernetics is that many systems exhibit 'holistic' behaviour. In these 
systems, the whole is more than the sum of the parts and the characteristics of the whole can be 
primarily understood by examining the interaction of the parts in relation to the whole. An example of 
this could be a finger. What makes a finger just that, is it's relation to the body and the defining 
characteristics and behaviour of the finger can only be properly understood by examining the 
relationship between the finger and the rest of the body. If the finger were cut off it would cease to be a 
finger but only a collection of flesh and bone. The two principles of Holism and Causality are expanded 
on in the glossary and the cybernetic laws are given in appendix J. When there are particular defects or 
pathologies that seem localised but resistant to treatment, there is a good probability that these laws are 
being violated. 

A1though cybernetics has been defined as a science, when applied to management, it is more apt to 
describe it as an art. This is due to the fact the management often involves politics and psychology. 
Many observers have argued [1] that inspired management i.e. leadership, involves more psychology 
and politics than anything else. The cybernetic approach to problem solving within business 
organisation comprises these two soft issues as well as two harder dimensions are shown below. The 
following diagram has been adapted from Clemson and there is a clear convergence of ideas in the 
problem solving approach between Clemson and Mitrov (comparing figures 3 and 4). 

Technology of tht' Process 

Psycholo~ Systemics 

Polit ics 

Fi2ure 4: The Art of Management Cybernetics [29) 
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The above figure illustrates that cybernetics cannot be used in isolation when one is faced with a 
managerial problem. The politics and psychology of a problem situation must also be understood when 
designing interventions. Clemson recommends that, in order to use management cybernetics, 
interventions should meet several criteria. 

1. The intervention should be psychologically acceptable to the stakeholders. 
2. The intervention should be politically feasible given the existing stakeholders. 
3. The intervention should be appropriate to the types of technologies employed within the 

organisation. 
4. The intervention should also focus on the systemic characteristics within the organisation. This 

means that it should improve the cybernetics within the organisation i.e. the cybernetic laws 
must not be violated. These laws are given in appendix J and are used in the chapter covering the 
intervention undertaken during the course of this project as well as the evaluation given in the 
final chapter. 

These four factors are related in various ways to the concepts of problem formulation discussed in the 
previous section. The relationship between Systems thinking and Problem formulation is shown in 
figure 5. Since Systems thinking involves recognition that the relationships between two entities are as 
important as the entities themselves, it is appropriate to discuss the relationships between the nodes of 
the model. 

Techno!o!?} fir the P r ocess 

Systt>mks 

Figure 5: Exploring the Relationships of the Triadic framework for Problem solving 
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The psychology of the various stakeholders within the perceived problem situation must be explored 
prior to designing an intervention. Some of these psychological factors are shown in figure 6 [1]. Figure 
6 is also know as the Jungian Dimensions after the famous psychoanalyst Carl Jung and his work in the 
area of human temperament and behaviour. 

Each personality type is given a name e.g. thinking, sensing. The hyphenated section refers to the match 
with the cybernetic perspectives shown in figure 4. This means that a "thinker" type personality is 
closely related to the technical perspectives of problem solving, as perceived by Clemson[3]. It should 
be noted that most individuals will have differing degrees of the four dimensions, as personality traits 
and that an individual is limited to one trait particularly. 

:rhinlring - Technical 
1. Logical 
2. Analytical 
3. Scientific 
4. Dispassionate 
5. Unconcerned with feelings 
6. Theoretical 
7. Concerned with rationaIity 

Sensiog-PsYcboJogic al Intuition - C~bernetics 
1. 
2. 

3. 
4. 
5. 
6. 
7. 
8. 

CarefoJ 1. Risk Taller 
Concerned with details and 2. Concerned with whole picture 
parts 3. Lives in future 
Lives in present 4. Generalist 
Specialist 5. Hypothetical 
Factual 6. Vague 
Precise 7. Speculative 
Concrete 8. Idealist 
Realist 9. InventivelalteMUltives 

Feeling - Political 
1. Alogical 
2. Poetic 
3. Artistic 
4. Passionate 
5. Warm 
6. Personal 
7. Concerned "ftith feelings 
8. Concerned with justice 

Figure 6: Psychological Approach to Research - A Synthesis of The Jungian 
Dimensions [1] and a Cybernetic approach to managerial problem solving [3]. 

Figure 6 illustrates that there are an enormous variety of personality types and that each type will view a 
particular problem through a different "lens". These lenses need to be focussed onto one place in order 
to produce an effective problem statement. Clemson's problem solving approach has also been 
superimposed on the above diagram to illustrate the convergence in approach to problem solving. 
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Figure 7: Exploring the Relationships between Problem Formulation and OR 
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interviewer to "feel" the process for him/her self. 

In conducting QR, action research methodology has an impact in that the researcher is not just observer 
but is part of the system being observed. The mere process of observation means becoming part of the 
system. This allows cybernetic techniques to be used in the research project, as described in section 2.2.1. 
The QR approach of Indwelling is required in order to understand people's responses in context. Although 
it may seem obvious that the process of observation affects the outcome, the QR must be aware of the 
effect that this has on the results (or reported results) that the research topic will yield. The cyclical 
research process, as outlined in figure 9 above, is similar to the emergent design process of QR. As the 
research project proceeds, new knowledge is uncovered and this knowledge contributes to the project but 
must also be evaluated within the expanding context. In a previous report, the Author and others [46] 
developed a model based on Action research and Systems Thinking. The model forms the basis of my 
approach to Systemic management and I use it in the QR process. Hence it is an important linkage 
between QR and Systems Thinking because it is based on Action Research and also brings essential 
elements of systems thinking into the equation. A brief description of the model is given and then I argue 
that this model contributes to a definition of the relationship between QR and Systems Thinking i.e. two of 
the nodes of the model shown in figure 2. 

2.4. A Systemic Management Model 

The model shown below is a simplified tool designed not only for solving problems and grabbing 
opportunities but also how to manage effectively. The model represents a way of thinking and acting 
and was developed by myself and other OMDP students in a previous project [46]. The model is based 
on the principles of action research. The process of evaluation and reflection is central to the model and 
thus the model is also learning tool. The causal nature of the model is typical of a systemic approach to 
problem solving. In this case, the problem is problem solving itself The model is shown in figure 10 
and a description of the model is then provided. 

35 
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• Emergent - changes that arise spontaneously from innovation and are not originally intended or 
anticipated. 

• Opportunity Based - changes that are not anticipated ahead of time but are introduced 
purposefully and intentionally during the change process in response to unexpected opportunities 
that arise as part of the change process .... improvisation. 

These types of change are compared in the following diagram. 

,. > 
TIME 

Anticipated 
Change 

Opportunity-base 
Change 

Figure 12: Cycles of Change 

Emergent 
Change 

The following diagram shows the relationship between environmental change and the understanding. 
Understanding, in this context, refers to the capacity of an organisation to extract useful information 
from the environmental noise, in a timely fashion. In effect, the measure of understanding is also a 
measure of the capacity of the organisation to reduce the environmental variety and then to respond to 
that variety in the most appropriate fashion. 
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Figure 13: Uncertainty and understanding [19] 
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particularly evident in downsizing exercises where the performance of a company is expected to 
improve with reduced staff. Recent evidence [15] shows that downsizing has a dramatic effect on those 
who are left behind. 

The effectiveness of this type of change can be seriously hampered due to burnout of personnel who 
survived the downsizing and are now "expected to do more with less". This also has implications for 
morale. 

Brain Drain. 
A paradox of modem organisational life is that, as times get more difficult, one of the first areas to be 
cut is training and development. The paradox in this situation lies in the fact that certain problems that 
lie at the root of the difficult times, required expertise and managerial skill. These skills may not be 
readily available and, since training has been cut, it is unlikely that they will become available except 
through the use of consultants. The less qualified the managers, the less likely they will contribute to the 
successful transition of the company into the new competitive posture. 
Major transitions also lead to the onset of a survivor's mentality of "why me?" or "am I next?". The 
level of commitment and loyalty is strained due to the uncertainty created by current or recently 
instituted changes. A common reaction to this is for managers to access alternatives to their current 
position. Indeed, it would be a logical proposition for managers in such situations to increase the 
stability in their careers by changing them. 

Diversions 

Most of the intrinsic value of a company comes from intangible assets, i.e. corporate culture, quality of 
workforce, loyalty, relationships, brand awareness etc. These are the things that are typically neglected 
during organisational transitions, Tersine [15] asserts. O'Brien [49] argues that if management wants to 
shift its strategies and alter its course, it must consider the underlying values and beliefs that have been 
keeping the ship afloat. These values and beliefs are integral to the culture of an organisation. The real 
value of a company and its products is tied to the ability to outperform others in the market place. This 
edge is built on the synergy between tangible and intangible assets. Organisational changes that are 
aimed at cost cutting (such as downsizing) run the risk of diverting attention away from the above­
mentioned factors i.e. a reduction in support for non-tangible assets. A corporate culture of 'looking 
over your shoulder' and 'lying low for a while' is not conducive to building a viable and successful 
organisation. Core competencies require continually nurturing and building[27]. Just as intangible assets 
need attention, so does the building and maintaining of core competencies. The attention that change 
management requires can often serve as a distraction from the competency building process. If 
management is not willing or able to devote time, capital and personnel to their core competencies, the 
long run consequences can be the eroding of these competencies and a reduction in competitive 
advantage. 

Accelerated Outsourcing. 
Outsourcing is often viewed as a strategy to address downsizing. One of the potential negative 
consequences of outsourcing is that the company may out source core business processes or knowledge, 
which then place increased threats on the business. This can compromise the companies' competitive 
advantage particularly if the outsourcing process is not well managed. 
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University of Cape Town

I Plascon Mission Statement: --- ~ 
Our mission is to strengthen our leadership position in selected market segments of the coatings industry, through service excellence, 

unqualified integrity, product quality and the development and participation of all our people, simultaneously earning a return on investment 
that satisfies our shareholders. c - - - - - - - - - -] 

Functional areas: 
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Figure 17: The Business Idea (structured according 
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The initial interviews that were conducted (see end of Appendix D) indicated that the distinctive 
competencies that lead to the aforementioned competitive advantages are held to be the level of teamwork at 
the factory and also the large amount of knowledge at the factory. Many staff members have been at the 
factory for 10 years or more and it is largely this factor that contributes to the flexibilityllow lead-time 
combination, across the spectrum of products on offer, that the Cape Town factory is able to supply. There is 
a large amount of product and manufacturing knowledge held by the staff members in comparison to other 
Production units in the Group. It should be noted at this point that factory formulations do not reflect 
accurate manufacturing techniques. Works procedures are laid down but there is an element of "art" when 
working with certain types of paint, particularly when developing new products, and hence I use the word 
technique. The production staff tacitly hold many of these techniques, particularly with regard to 
small/infrequent batches and development work. The combination of distinctive competencies produces a 
unique formula for this production unit, within Plascon. The key factors of the business idea are summarised 
in the following diagram. 

HIGH FLEXIBILITY 

LOW LEAD TIME PROACTIVE WORKFORCE 

Figure 18: Key Factors In The Current Business Idea 

The previous paragraphs set the context for the research project. The main external factor that must be 
incorporated is the Skills Development legislation. The internal factors such as structure and business idea 
have been described in the previous section. This sets the scene at the start of the intervention and this is 
described next. 
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4.5. The Training and Development Database 

I was approached by the Training Manager in March 2000 with a request to build a database for training 
courses that was in line with the requirements of the Skills Development Act, as specified by him and 
described at the beginning of this chapter. Briefly, this meant providing the ability to categorise training 
courses depending on the training level of the course and to then automatically calculate the portion of the 
skills levy that could be reclaimed from the Receiver of Revenue. The main input form for the database is 
shown below and a brief description of the form follows. 

SALES CONFERENCE 

Customer service 

SALES CONFERENCE 

Figure 19: Training and Development Database - Training Planner 

An employee is selected from a list of all the employees on site at the top of this form (see Appendix 0 for 
further details of this process). Once a name has been selected, the training plan for that employee appears as 
shown above. A summary of the details for the selected staff member is given in the top right of the form. A 
training year is selected in the column on the left and then a course is selected. The course cost is kept on a 
separate form, which can be accessed, from the bottom left of the training plan form shown above. Finally, 
the Training level for a particular course is selected. In this case, the training level is the level as described in 
the Skills Development Act (managerial, supervisory, adult basic education etc) but can also be expanded to 
include custom levels. In example shown in figure 19, the training level for all the courses selected is 
"Sales". The training manager also requested that individual skills profiling should be linked to the training 
plan for the purposes of program output and thus Skills input form was designed and is shown in figure 20. 
The objective is to enable the concurrent development of skills profiles and training plans, as requested by 
the Training Manager. This can be seen from the button at the top left of either form. When an employee is 
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selected, the user (initially the training manager) can switch between the skills profile and the training plan. 
The training manager requested this facility in order to speed up the development of the Training plans. It 
must be noted here that new training plans were not developed at this stage, but rather existing training plans 
were adapted to suit the new legislation by categorising each training course as described above. The Skills 
list (figure 20) was requested in order to facilitate the development of future training plans. The skills list 
shown below contains the results of a skills assessment for a particular individual. At this stage of the 
project, an assessment technique was in use by the training department (using a software package known as 
HR Pro) and the form shown below was used only to capture the results of these previous skills assessments. 
The "Action" column on the right of the form indicated what action should be taken in accordance with the 
rating of a particular skill. 

Figure 20: Training and Development Database - Skills Profile Summaty 

The results of an individual skills profile and training plan are shown on the following two pages. This was 
the primary output of the program (at that stage of the project). The initial request by the customer (the 
training manager) was to show a skills profile on the left and a training plan on the right of a page and this is 
shown overleaf The purpose of the layout, in his words, was "to summarise the skills plans and then show 
the direction in which the skills were being developed by showing the training plan adjacent to the skills 
profile". The second page of the report places the training plan into the context of the department where the 
staff member works. Thus individual training costs can be compared to the training costs of a department. 

At this stage of the project, I was only concerned with the feedback from the customer and this was, in the 
main, very positive. He reported that the staff members reacted very positively when the profile/plan, as 
shown in the following two pages, was discussed with them on an individual basis. The training manager 
noted phrases such as "now I can see that I have a future in this place" when he discussed the plans with 
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Employee Training and Development 
From 2000 to 2004 

The b"doeJ plan for the departmegt is on the Ja~1 page 

Department 152-01 Retail Sales 
Name WT ASHBURY 

Department 

Job Title 

152-01 

SALES REP 

Skills Profile 
Skill Rating Weight 

PROBLEM SOLVING 

INCREASE GP% 

IPS 

INITIATIVE 

CUSTOMER RELATIONS 

6 

6 

4 

6 

6 

Skill Level 45% 

Compi/ed by Phillip Twynam 

10 

10 

6 

4 

4 

Action 

Practice 

Mentoring 

Coaching 

Train 

Training Department 

EmployeeID 

Grade 

Union 
Designated 

81664 

CL 

Training Plan 
Course Year 

ASSERTIVENESS 2000 

Customer service 2000 

EXCEL (B) 2000 

PRODUCT KNOWLEDGE 2000 

SALES CONFERENCE 2000 

Sales Management 2000 

WORD (B) 2000 

Communications 2001 

EXCEL (I) 2001 

MDC 2001 

SALES CONFERENCE 2001 

SAPMA 2001 

Customer service 2002 

Leadership 2002 

SALES CONFERENCE 2002 

SALES CONFERENCE 2003 

TIME MANAGEMENT 2003 

Advanced communications 2004 

Finance 2004 

SALES CONFERENCE 2004 

Training Cost 

Current Cost 

R 1,500 

R 850 

R 500 

R 350 

R 3,500 

R 3,600 

R 1,000 

R 2,000 

RSOO 

R 3,000 

R 3,500 

R 2,223 

R 850 

R 2,000 

R 3,500 

R 3,500 

R BOO 

R 2,000 

R 5,000 

R 3,500 

R 43,673 

Friday, October 26,2001 Page 10/2 

Table 5: Individual Skills Profile and Training Plan Report 
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2000 R 119,573 R 119,573 

2001 R86,146 R92,978 

2002 R66,850 R 79,714 

2003 R62,850 R 81,838 

2004 R65,OSO R92,495 

R R 
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4.6. Cycle 2 Implementing the Intervention. 

Observations from the first cycle of the project have been presented above. These observations detail the 
period up to the end of June 2000. At this point, my plan was to distribute the training database to the 
various managers in order to facilitate the development of training plans. This plan is presented below. I felt 
that this would be in line with one of the stated objectives at the company namely "to drive HR down the 
line". This was a stated objective of the company MD. Hence I felt that the following plan would speed up 
the development of training plans. 

Training Manager Sys Admin 

Training Database 

p ·c······· ., . 
. <. tI!. 

Managers, supervisors etc 

Figure 25: A Distributed Training and Development Database 

At this point, a viable systems diagnosis (VSD - See Appendix J for further information) of the Training and 
development system was also undertaken and the results are presented on the following page. The policy of 
"driving HR down the line" is shown as a system 5 function. This was a stated objective and no clear 
guidelines (on paper) as to how this should be achieved were obtainable. The functions of the Training 
Manager lie mostly at the system 3 (control) level. As the overall controller of the database, the Training 
Manager would specify training courses, vendors, prices etc. In a distributed system as sketched above, this 
information would then become available to the managers at the implementation level - system 1 - as they 
prepare training plans for staff members. The training managers would be involved at an implementation 
level as far as skills profiling and recommending of appropriate training courses is concerned. System 4 is 
concerned with benchmarking (amongst other things) and this consisted mainly of comparisons with other 
companies gleaned at seminars etc (see appendix D). The audit channel - system 3- contains mainly 
interviewing functions as a means of checking whether line managers are using the system optimally. Under 
this type of training system, the training database would perform a system 2 function namely that of co-

ordination. The data gathering and sorting features of relational databases were used to extracted 
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information, which enhances this co-ordination function and take it to a new level, as described in the 
following section. 

.. < 

ENVIRON 
MBNT 
Ii tH.:E 
PAINT 
pwiliNE" 

Figure 26: Viable Systems Diagnosis - Training and 
Development 

SYSTEM 4-. INTELLIGENCE · 
It Bt:ncfuriiitJdttg >.. ..• .. . 
• ConijJetelicy:trend~(360degree etc) 

<* Gronptrends · . . .---.. -- •. 

.•.. Is Development 
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know-how. 

• Competitor Differentiation. Some competencies may not vary significantly amongst competitors. The 
group of skills that contribute to a particular competency may be very similar and in this sense the 
competency is necessary but not differentiating. A core competency must be competitively unique in 
order to be classified as core. E.g. the Audi drive train. 

• Extendibility. Hamel [27] argues that a competence is not product related but is primarily people 
related. It comprises the skills necessary in order to produce a product. A competency can be 
regarded as core if it is possible to extend that competency to new products and/or service. This 
means that a core competency could be used to imagine new products or new methods of doing a 
particular task. These new methods would then contribute to the competitor differentiation concept 
mentioned in the previous paragraph. 

In the above discussion, skills and competencies have been discussed and differing perspectives on these 
concepts have been considered. For the purposes of this report, it is necessary to define how these terms will 
be used from this point onwards. 

Skill : A skill is practiced ability. It will be used when referring to the ability of an individual to perform a 
task or set of tasks (as defined at the beginning of Chapter 3). 

Competence: A competence is a bundle of skills. The word competence will be used when referring to both 
individuals and to the company. The definition provided in the Skills Development Act provides for this 
latitude. Competence of an individual in a skill depends on the three factors described in the definition of 
"competence of skill" in the previous section. In the area of functional ability, competence will be used to 
refer to an individual's skill within the context of the company. Hence the relationship of that skill to broader 
company goals is taken into account. Core competence has three defining characteristics described above 
and will be used when referring to the company competencies. 

Current management trends in the field of skills development clearly point to the fact that skill development 
needs to be approached from a broader perspective, namely that of competence. Within the context of this 
project, competencies themselves are not the primary focus but rather the development of competencies. A 
question that I began to ask at this stage is whether the development of competence can be approached 
broadly? An analogy to this would be, generally speaking, that if a skill is lacking, training in that skill is 
usually regarded as the first avenue of intervention. Can the same approach be used for competence? i.e. are 
there general underlying factors which underpin the development of competencies? 

Training and Competence Development 

As highlighted in the previous section, increased competitiveness requires that, amongst other things, th . 
right competencies be acquired and developed. Before this stage is reached, it is important to recognise what 
competencies are available and how these contribute to the current business idea of a company. It is equally \ 
important that an understanding of the strategic objectives of the company is also reached. Improved 
performance requires that employees understand what skills and competency profiles exist and how these 
profiles relate to the overall objectives of the company. On an individual basis, it is also requires that an 
employee understands where the skills that they possess fit into the overall picture i.e. how these skills I 
contribute to departmental and company goals. Skills and competence profiles are not only an internal tool to \ 
support the business idea but also function to empower employee as evidenced in the earlier part of this 
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report (see Table 5 and system Meta language). 
Career development of employees is part of the empowerment process but, as the Training Manager ~ 
believes, "it should ideally be aligned with the skills and competence profiles". Development can become an 
ad hoc action if it is not derived from and focussed towards the profiles. This scenario is typically 
demonstrated in a department where training budgets are left as the last line items, the scraps that remain 
after the "important" items have been allocated a budget. Training, when viewed in the light of competence 
development, requires that as a skills profile is drawn up and it is matched to a solid training plan. 

Training programmes are an essential feature of many companies. Analysis of US firms has shown that [38]: 

• Industrial corporations spend about $40 billion a year on training programmes for managers and 
executives. 

• Annual training programmes involve 15 billion work hours. 

• The total number of individuals who receive formal, employer-sponsored training annually is about 
39.5 million. 

Training is becoming all the more important in increasing competitiveness. Some reasons for this are: 

• It is difficult to implemented new technology successfully without training. 

• The value added by proper training and the losses incurred by inadequate training are too high to be 
ignored. 

• The net value of training increases with wider dissemination throughout the organization [38]. 

Skills development requires that training be focussed towards various goals including that of the individual oJ 

and also broader company objectives. In the South African context, the Skills Development Act provides 
financial "incentives" for training that is directed towards certain skill levels e.g. Adult Basic Educational 
Training. In order for effective training to take place, an evaluation of current skills is required. 

In any evaluation process, measurement is needed. It is well accepted that what one can't measure becomes 
all the more difficult to manage. Measurement creates the basis for comparing performance from past to 
present and between different individuals, teams and companies. It must also be recognised that the adoption 
of the wrong measures and wrong measurement system may adversely affect future performance. Also 
central to evaluation is an understanding of the terms of reference. In this case, a definition of a skill is 
required before that particular skill can be evaluated. Many practitioners in this area recommended the use of 
generic definitions that can be translated to different arenas [39]- see also Glossary. I have chosen to use the 
term operational definition in this respect and this is discussed in the next section. 

4.6.2. Operational Definitions. 
Operational definitions are a step towards establishing a "common sense" approach to evaluation. Once an 
operational term or phrase has been clearly defined, on paper, the ambiguity involved in discussions using 
the term is reduced. For example, a foreman will instruct an employee to "take the box to the warehouse". 
To the experienced employee this may mean not only taking transporting the item to the warehouse but also 
booking into stock etc. To a new employee, the same instruction ("take the box to the warehouse") may 
mean just to transport the item to the warehouse and leave it there, returning with no paper work. This type 
miscommunication (and frustration) can be avoided by clearing up meaning of phrases and words that are 
used in an operational context. This is what the operational definition is designed to achieve. 
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SERVICE 20 68.7 

INITIATIVE 16 62.8 

INCREASE GP% 15 57.2 

COMPANY IMAGE 14 64.1 

Plan 13 59.7 

NEGOTIATES 12 63.7 

12 57.4 

PROBLEM 11 60.1 

10 75.1 

MANAGES 10 71.5 

WRITE A SPECIFICATION 10 68.9 

WORKS 10 66.4 

CUSTOMER 10 35.9 

MERCHANDISE 10 35.8 

KNOWLEDGE 7 73.7 

Transfer information 7 71.4 

TEAM 6 63.2 

Lead team 5 49.4 

DEVELOPS 4 58.6 

October 26, 2001 

T ten rt 
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Customer service 122 

SALES 97 R 

Communications 61 R 

CUSTOMER CARE 46 R 

CQIP 37 R 

EXCEL 35 R1 

34 R 

WORD 34 R 

TIME MANAGEMENT 33 R 

JOB SPECIFIC 30 R 

Assessment PIB 29 R1 

SDP 28 R 11 

SAPMA 25 R 

INDUSTRIAL RELATIONS 25 R 

ABET 5 24 R 

PERFORMANCE MANAGEMENT 21 R1 

BASIC 18 R1 

OHSAct 17 R 

Finance 16 R 

Advanced communications 16 R 

1 1 

1 

n 
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Thinking - Technical 
8. Logical. 
9. Analytical 
10. Scientific 
11. Dispassionate 
12. Unconcerned with feelings 
13. Theoretical 
14. Concerned with rationality 
15. GUT's 

Sensillg-Ps,-chological Intuition - CYbernetics 
9. Careful 10. Risk Taker 
10. Concerned with details and 11. Concerned with whole picture 

parts 12. Lives in future 
11. Lives in present 13. Generalillt 
12. Specialillt 14. Hypothetical 
13. Factual 15. Vague 
14. Precise 16. Speculative 
15. Concrete 17. Idealillt 
16. Realillt 18. Inventive/alternatives 

Feeling - Political 
9. AlogicaJ 
10. Poetic 
11. Artistic 
12. Passionate 
13. Wann 
14. Personal 
15. Concerned with feelings 
16. Concerned with justice 

Figure 28: The Jungian Dimensions applied to members of the SCF. 

The objective of forming the SCF was to ensure that any development of skills would take place within the 
framework of the Employment Equity Act (see next section and appendix H for an overview). The mission 
and vision of the Skills Consultative forum were discussed at various meetings and the outcome was 
formalised as: 

Mission : to ensure equitable development of the Epping workforce. 

Vision: to adhere to the numeric goals as set out by the Employment Equity Act as applied to the whole 
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4.9. Towards Competence 

The discussions in the Skills consultative forum also exposed the fact that the work of the forum needed to 
be sold, particularly to the managers on site. This was required because any real progress in skills 
development on site required the commitment of the managers. Certain managers had also expressed 
concern about the fact that they were not fully aware of the job profiling process mentioned in the previous 
section. I presented the Training database output, as described by the graphs included in the earlier part of 
this report (see also Appendix A), to the managers as part a process to begin a dialog with them on skills 
development and competence. A brainstorming session was then held in the boardroom to discuss these 
issues. The Quality, Training, fIR, Risk, Operations, Production, Warehouse, Raw Materials, Stock and 
Sales managers were present. The topic decided by the group was: 

What are the issues relating to competence? 
The basic process used in the session was : 

a. Idea generation on comment sheets (The results of this session are presented in Appendix I) -
here the managers wrote down comments about skills development and were then given a 
chance to comment, in writing, on others' viewpoints. 

b. The managers were then given the opportunity to review their comment sheets and these were 
then compiled onto postit stickers. 

c. The ideas on the postit sticker were then grouped into headings (see appendix I) 
d. An interrelationship diagraph was then generated via a process of discussing the 

driver/outcomes of these issues affecting competence (the topic of the session) 

This process had previously been used at the company order to start a dialog on continuous improvement, 
the results of which are presented in the Change Management section of this report Fig 15 (see also 
Appendix M). The group idea generation session (pt. A above) was used as a method of conducting a group 
interview with the managers in the company. The interrelationship diagraph for competency development is 
presented below in the form of a causal loop diagram. The step from the interrelationship diagraph to the 
causal loop diagram needs to be discussed briefly. The interrelationship diagraph was generated by the 
managers and is thus a reflection of the common agreement that was reach on the issues discussed at the 
brainstorming session. Once this had been done, I then reviewed the diagraph and redrew it in the form of a 
causal loop diagram (CLD), which is discussed below. The central theme of the CLD was seen by the group 
as Strategic Goals. These strategic goals are central to the development of the right competencies. The goals 
the drive Performance measures, reward systems and training as shown below. 

Figure 29: Strategic Goals as the Central Driver. 
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As the definitions that the group reached indicate (appendix I), Strategic goals drive reward systems directly 
in, say, the case of incentives and also indirectly, through performance measurements. The same applied to 
training i.e. it was seen by the group to be driven directly by strategic goals and also indirectly through 
performance measurements. Performance measurements were seen to drive both reward systems and 
training. This means that, as far as competence development is concerned, performance measurement and 
analysis is expected to highlight areas of training and development that need focus. Training is also driven 
directly by the strategic goals because the strategic goals (as far as competence is concerned) set the 
parameters within which training and development policy is formulated. I wish to note at this point that this 
is a summary of the group debate and the general logic that was followed in the discussion. My role in this 
debate was one of facilitation and hence I did not strive to participate actively in the debate but rather to 
stimulate and direct it. From the QR perspective, it is also important to note that the above diagram is 
generated by a group of individuals and may not be applicable to another group. I saw QR as pointing the 
way to a more in-depth focus on competence development and the above diagram was used as such i.e. to 
uncover the meanings and word used by the individuals in the later stages of the project. 

The other central theme of the debate was that of commitment and motivation. Reward systems, Training 
and Multi-Skilling (a type of training) were seen by the group to be the drivers of commitment (towards 
competence development). This is shown below. 

Figure 30: Drivers of Commitment and Motivation (as see by the group). 

Strategy and commitment were thus seen (by the managers) as central themes in the competence 
development debate. These two themes and their drivers are shown in combination on the following page. 
From the QR perspective, it is important to note that the CLD is relative to the views of those present at the 
session and is dependant on their perspectives. Hence it should not be viewed as absolute because adaptation 
in the approach of the managers to issue of competence (or any other issue) is part of the business idea at the 
site (discussed earlier). Individual definitions of the terms was not undertaken as it was decided by the team 
to use the various sentences places under each title as definitions, as shown in Appendix I. This was possible 
because most discrepancies were resolved during the debate that followed the brainstorming session. The 
full model for competence development is shown on the following page. 
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Staff Det~ils 

TrainDtg and Development Database 

I Seled a Name and click sear~Jrjj t ' Se~Ttn. ~] 

Skills Frome Trainine Plan ABCActivities 

• . :EmployeeName: Q$.ORNE, '::>W 
• Job Title: PROlliCT E&GINEER 
• Department: 121-19 
• Phone: 301 
• Cell: 
• Birthday: 
• Title: 
• Employ~;l"1t: 34085 
• Full Dephluuent N arne: Research and Development 
• Grade: D1 
. ,. ;Union Member: F a:ise . 
• ·Unionname: 
• Desia;nateil::False 

...... ..... ~ .... i"':"f< '"i::- _ _ . i ..... ,,_ .. __ . 
, -

Figure 33: Training and Development on the Intranet 

My details are shown in the above screen shot of the Internet Explorer screen. My skills profile of 
Training plan is accessible from the links as shown as shown below the search field . The "ABC 
Activities" link on the right will switch to the following screen, which reads data particular to that 
individual from the Activity, Based costing intranet site (the databases on this site). 
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Figure 34: Activity Based Costing on the Intranet 

The above I inks were created in order to assist managers the development of training plans. Managers 
on site now have the ability to query and alter the Activity Based costing information and at the same 
time alter individual training plans to suit the Activity profiles for staff members. The Activity 
allocation shown above is used to view the percentage activity comprising each individual's job. 
Clicking on an employees name will link directly with the training database and take the user to the 
employee details as shown in figure 33 . Training plans and Skills profiles can then be accessed from 
these databases. The links between the two databases also allows those with access to the web sites to 
keep up to date with developments "on both fronts" . 

The above links were distributed to the Accounts and Training managers for comment. The local 
training manger was concerned with the confidentiality aspect of certain details on the Training database 
web site but on the whole agreed with the concept. Comments from other managers have not been 
received as at the time of writing (12 Dec). 

4.11.2. The Export Initiative. 

At the beginning of October 2000 a restructuring initiative started at the company. At the heart of the 
effort was the revised strategy of making the Cape Town factory the Export centre for the entire PJascon 
group of companies. Exports would initially be taking place to Britain, West African countries and 
China. Together with this strategy came a plan to restructure the workforce accordingly. The 
restructuring notice is given in appendix P and basically comprises the relocation of certain production 
to other manufacturing centres in the country in order to accommodate export volumes in the Cape 
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On various OMDP modules. 

Where will the most benefit be 
derived for: 
• My own learning 

-

CYCLE 2 

Lack of interest from managers in 
distributed database and Skills 
development in general. 

What is the relationship between 
skills and competence? 

• The Company and Colleagues 
<;. , What project can be most easily 

What would be the most effective 
way to generate buy-in for 
competency development? 

integrated with Plascon work to 
maximise benefit and minimise 
work? 

What are the drivers for 
competence (and the 
development thereof)? 

·1 w.r.t. Skills Development 

I:" 

Chapter 1: Problem solving 
Qualitative Research etc. 
Do the right thing rather than 
doing things right. 

Competence and change 
management theory as presented 
in chapters 2 and 3. 
Develop multiple perspectives on 
the problem will generate buy-in 
more effectively. 

Develop Training Database as Facilitate Management session 
described in section 3.5 and for development of competence 
distribution plan figure 25 . Join model (figure 31).VSM Analysis, 
Skills Consultative forum Investigate procedures 

Table 11: Learning Cycles 

CYCLE 3 

Reflect on figure 31 . 
Performance measure, strategy, 
commitment etc as drivers . 
Export centre and AB costing 
initiatives introduced. 

How do you measure and build 
moral? 
Does commitment drive strategy? 
How to sell Skills Consultative 
Forum work? 

Linking Training database, 
Export Web Site and AB Costing 
results and making this info. 
Easily accessible (web enabled) 
with feedback ability will allow 
for measurement. 
Conduct further research (by 
interviews and polls) into the 
extent that the organisation is a 
learning organisation. 

Make the SCF work easily 
accessible and allow easy access 
to the traip,in,q: database 
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Leadership, which change management is a part of, plays a central role in managerial problem solving. 
The model has been redrawn below to show the change. The model shows that aspects of leadership are 
central to the model. Thus the model forms but one part of leadership. The dotted boundary indicates 
that leadership extends far beyond this single model and it's component parts. The second concern is 
that of strategy and it's role in the model for managerial problem solving. Strategy and strategic thinking 
is not isolated to one particular part of the model. Parts of strategic thinking can be found in the Problem 
formulation node of the model e.g. when generating options and thus scenarios, and in the Systems 
thinking node e.g. when formulating policies and this has been discussed in various places in this report 
(see sec. 3.9). I view the various aspects of strategy as being part of the different parts of the model. 
Strategic thinking is also implicit in the core of the model i.e. Leadership. 

Another weakness of the model is also its focus on QR. Although, as argued in the QR section of this 
report, the qualitative approach is more amenable to managerial problem solving than qualitative 
approach, quantitative research can still yield important insights into a problem. I would prefer, when 
faced with future managerial problems to follow a middle path and this means using a combination of 
the two research approaches. Obviously, this depends on the situation and this was highlighted in this 
project where quantitative data was obtained (skills assessment data) but was not considered relevant 
because the field of focus was broadened from skills development to competence development. The 
skills assessment data can still yield important quantitative insight into the organisation. The revised 
model is draw below. The relationships remain the same as those shown in figure 11 and elaborated on 
in chapter 2 of this report. 

Qualitative/ 
Quantitative 

Research 

Systems 
Thinking 

Aspects of 
Leadership 

+ 

.... , , , , 

Note: dotted boundary 
indicates that Leadership is 
core to the model but the 
boundaries of leadership 
extend far beyond this 
single model and its parts . 

Figure 35: Revised Managerial Problem solving model showing aspects of 
leadership as core to the model (but not restricted to the model). These aspects 

include change management and strategic management. 
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5.7 Conclusions 

1). The Training and Development Database assisted in the implementation of the Skills Development 
Act. The short-tenn objective of claiming the Skills levy for the organisation was achieved as well as 
the longer-tenn objective of providing a more robust foundation for Skills development, as mentioned in 
pt. 2 below. 

2). The model for competence development (fig. 31) that was developed by the management team will 
further assist in the implementation of the Skills Development Act from the point of view that 
management has "bought into" the concept mentorship and Learnership. This is a step towards both 
compliance with current legislation and towards competency profiling and building a learning 
organisation. The modelling process also surfaced many important questions and the current problem 
statement "how do we build moral?" needs ongoing stakeholder (management and others) debate. A 
change management policy is required at the company. 

3). The model for problem solving (Fig. 35 - see also fig 11 for relationships) that evolved as part of the 
emergent design methodology ofQR, has provided a platfonn for organisational problem solving but 
requires that all aspects of the model are used i.e. neglecting one part of the model when faced with a 
problem will result in a markedly reduced problem definition and hence intervention. The model for 
problem solving thus requires a holistic approach and is seen as part of a larger picture, that of 
leadership. 

4). Previous management models that have been developed by the author and others, as part of the 
OMDP course, together with the Systems techniques taught in the OMDP course have proved to be 
invaluable building blocks in this research project, particularly in the building of the models for Problem 
Solving (fig. 35) and Competence Development (fig. 31)- the primary outcomes of this research project. 
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Glossaries 

GJ9.§.~~.~:y' A: Skills Development and Competence Terms 

G.!Q.~.~~.IT B: Systems Thinking and Cybernetics Terms 

GLOSSARY A - Skills Development and Competence Terms 

Skill: A skill is practiced ability. It will be used when referring to the ability of an individual to 
perform a task or set of tasks. 

Competence: A competence is a bundle of skills. The word competence will be used when referring 
to both individuals and to the company. The definition provided in the Skills Development Bill 
provides for this latitude. Competence of an individual in a skill depends on the three factors 
described in the definition of "competence of skill" in the previous sectiON. In the area offunctional 
ability, competence will be used to refer to an individual's skill within the context ofthe company. 
Hence the relationship of that skill to broader company goals is taken into account. Core competence 
has three defining characteristics described above and will be used when referring to the company 
competencies. 

Cybernetics. The science of effective organisation. 

Qualitative Research. Qualitative research examines people's words and actions in narrative or 
descriptive ways more closely representing the situation as experienced by the participants. 

Quantitative Research. Quantitative research is based on observations that are converted into discreet 
units that can be compared with other units by using mathematical methods. The focus of this approach 
to research is primarily concerned with the explanation and prediction of observable events. 

Skill: A skill is practiced ability. 

A learning organisation is an organisation skilled at creating, acquiring and transferring knowledge 
and at modifying its behaviour to reflect the new knowledge. 

The following entities can be defined: 

'Professional knowledge. This means the level oftechnicallprofessional expertise in a specific 
business function relating to customer issues, day-to-day operational tasks, projects, and development 
of new products/services and business opportunities. This competency covers building, maintaining 
and developing technical expertise. 
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Orientation . This means the ability to create professional internal and external customer relationships 
adding surplus value to the customer and leading to long-term, profitable relationships and expansion 
of business. This competency covers understanding customer needs, delivering service to meet or 
exceed expectations and quality standards and building solid mutually respectful business 
partnerships. The tenn "customer" is used to include end-user customers, suppliers and partners. 

Relationships. This means establishing effective interpersonal relationships between individuals and 
across cultures. This competency covers understanding of diversity, sensitivity to others and 
networking. 

Coaching. This means the ability to develop the skills, knowledge and perfonnance of others in order 
to build the organization 's capability. This competency covers providing coaching/guidance, giving 
feedback to build understanding and sharing infonnation/knowledge with others. 

Leadership. This means the ability to focus on the achievement of goals and to monitor to ensure 
results are achieved. This competency covers goal setting, monitoring and measuring. 

Communicatiol1. This means creating common understanding and conveying infonnation accurately, 
both verbally and in writing. This competency covers speaking and writing effectively, active 
listening and, involving and influencing others in a global business context. 

Business awareness. This means understanding the business economics, customer markets and the 
organization and operating environment to ensure the organization's financial success. This 
competency covers understanding the market and customers, knowing the business and understanding 
the impact on costs and profitability. 

Adapting to and management of change. This means the ability to adapt to changes in strategies and 
the organizational environment. This competency covers flexibility, the ability to identify the need for 
and assess the benefits of change and the management of change. 

Analysis and decision-making. This means collating infonnation, identifying issues and critical 
relationships, weighing the evidence, assessing options for resolving problem situations and making 
judgement on optimum course of action. This competency covers diagnosis, investigation, analysis, 
and the ability to devise creative practical solutions and decision-making. 

Planning and organizing. This means devising plans to achieve desired results with the most effective 
and efficient use of time and resources, organizing activities according to priorities and the need for 
co-ordination and co-operation with others. This competency covers planning and prioritising, 
attending to quality issues and monitoring progress . 
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Accred itation 

The periodical certification, of a person, a body or an institution as having the capacity to 
fulfil a particular function in the quality assurance system set up by the South African 
Qualifications Authority (SAQA), Act No. 58 of 1995 and in terms of the Education and 
Training Quality Assurance body (ETQA) Regulations, No. R1127 of 1998. 

Assessment 

The process of measuring the achievement of the learner against specified National 
Qualification Framework (NQF) standards or qualifications. 

Designated Groups 

Black people, women, and people with disabilities as defined by the Employment Equity Act, 
No. 5S of 1998. 

Employer 

Any person who pays or is liable to pay a person an amount by way of remuneration and a 
person responsible for paying an amount by way of remuneration to a person under the 
provision of a law or out of public funds or out of funds voted by Parliament or a Provincial 
Council, in exchange for work done. 

Employment context 
The nature of the working environment within which the structured workplace learning will 
occur, ea. Formal or small business environment. 

Employment contract 

The contract between the employer and the employee, which describes the employment 
conditions and rate of remuneration . 

ETOA 

A body accredited in terms of sections 5 (1) (a) (ii) of the SAQA Act (No 58 of 1995) 
responsible for monitoring and auditing achievements in terms of national standards or 
qualifications and to which specific functions relating to the registration of national standards 
or qualifications have been assigned in terms of section 5(1) (b) (i) of the Act. 

Learner 

The person who is party to a Leamership Agreement with an employer or group of 
employers, and a training provider or a group of training providers. 

Learnership 

~ ... 
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Consists of a structured learning component and practical work experience of a specified 
nature and duration, and culminates in a qualification registered with SAQA. 

Learnership Agreement 

An agreement entered into for a specified period between a learner an employer or group of 
employers, and a training provider or a group of training providers. 

Mentor 

Someone who provides guidance and/or counselling to learners. 

NQF 

A National Qualifications Framework to provide for the registration of unit standards or 
qualifications. 

Quality assurance 

The process of ensuring that the required degree of excellence is achieved. 

Outcome 

Contextually demonstrated end products of the learning process. 

Registered Training Provider (RTP) 

Training providers registered with the Department of Education and/or accredited by ETQAs 
and SAQA "Training Provider" shall also mean registered training provider in each case. 

SAQA 

The South African Qualifications Authority established by section 3 of the SAQA Act. 

SETA 

A Sector Education and Training Authority established in tenus of section (a)(i) of the Skills 
Development Act. 

Skills Programme 

A skills programme that is occupationally based; that utilises training providers and when 
completed, will constitute a credit towards a qualification registered in tenus of the NQF. 

Training Programme 

A programme, which is followed in the course of training a learner. 

Unit Standard 
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Registered statements of desired education and traInIng outcomes and their associated 
assessment criteria together with administrative and other information. 

Workplace 

The place where a learner will receive structured working experience 

Most of these glossary terms have been adapted from a list compiled by Dr. Karin Lundgren­
Cayrol 

Glossary B: Systems Thinking and Cybernetics Terms 

Adaptation 

Adaptation refers to evolutionary type of changes (usually involves a progressive 
modification of some structure or structures) which a system makes in order to cope with the 
changes in the environment, while still keeping the essential attributes of the systemic 
structure and processes constant. 

E.g. : responding to increased enrolment by hiring more teachers; adjusting the clothing to 
suit the weather. 

Autonomy 

Autonomy refers to a system that is able to act with a great deal of independence, with 
minimal constraint from other systems. It also implies systems with good regulators, and 
requisite control variety. 

Business Activity 

Business activity in this context means a business task, act, process - or a collection of these -
which constitutes the common 'busy-ness' of business. 

An homomorphic model is a representation of a simplified chunk of "reality", reduced in 
complexity but including essential information to understand that ''Reality'' . It is a simplified 
representation of something already existing based on some theory and using some standard 
formalisms . 
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Models may be physical, schematic or mathematical. A cyber systemic model represents and 
probabilistically predicts the interesting behaviours over time of whatever system it 
represents. 

Regulation 

Regulation occurs when a system operates so as to remain in a desired range of states and/or 
produce desired outputs. 

Stability 

When critical variables are held invariant or remain within specified limits, stability IS 

obtained. 

System in Steady State 

A system that is in a steady state is in dynamic equilibrium. The structure is maintained 
despite the fluctuation in input (Cf homeostatis). The better the regu'lator, the better the 
control, the more chance to keep the components in equilibrium, and the system in a steady 
state. The drawback is that it does not allow for change. The question is how to detennine the 
balance. 

Variety 

Variety refers to the number of possible states a signal or system can take. It is a measure of a 
system complexity. 

Viability Principle (Beer, Stafford) 

Viability is the function of the balance maintained along two dimensions: 
• autonomy of subsystems versus integration; 
• stability versus adaptation. 

Implication: For a system to be viable it needs to adapt on a short tenn basis, but keep 
integrity (ethical) in the long tenn. 

Example: One needs to adopt a certain role for a certain job, but not loose one's identity; (cf 
schizophrenia is a sickness, where the system is not able to adapt, therefore not viable). 

System Holism Principle 

A system as a whole works differently than the parts of the system. The parts alone cannot do 
what the system can. 

Example: a motor without a car; a film with no story; a body without a heart; 
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individual alone versus the same individual in mass (forum incident); individual 10 a 
collaborative versus individual in competetive environment. 

Therefore, it is necessary for a system to have functional parts that 
communicate efficiently 

Synergy 

The sum of the parts are greater than the parts added together. (2+2=5) 
This is because 'productivity', or effectiveness, is a function of the product of the interaction 
of the parts, and not the sum of those interactions. 

Darkness Principle 

Even though a system is never completely known, it can be managed effectively (black box 
theory). 

Example: even though you do not know every student completely, knowing certain 
characteristics such as learning style, age and prior knowledge, can help you help the student 
learn. 

80/20 Principle 

In large, open and complex systems, 80% of the work (output) is produced by only 20% of 
the system. 

Complementarity Law 

Differing perspectives on the same system are neither 100% independent nor 100% 
compatible; yet together they reveal more truths about the system than either could alone. 

Example: Three blind men and the elephant: the first felt the trunk, the second felt the legs, 
and the third felt the ears, building three different tales, together a better picture. 

Hierarchy Principle (Recursion) 

A system is always contained in another system. Thus each system has sub-systems as well as 
suprasystems. (Nestedness.) 

Implication: Realizing the nestedness helps in dealing with complexity thus reducing 
uncertainty, and increasing in information about a system. Example: Advance organizers, 
increase the information about a system (complex contents), reduces the uncertainty, and 
therefore leads to better understanding. 

Godel's Incompleteness Theorem 

~ .. 
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No complete truth exists . Paradoxes can always be found. Even accepted theories contain 
unreliable propositions. 

Implications: At any hierarchical level, the communication between systems is bound to be 
incomplete.(See topic Hierarchical & Heterarchical Systems') 

Redundancy of Information Theorem 

It refers to the necessity of giving the same information in many different ways, to increase 
the possibility of correct transmission, even though increase in channel capacity is necessary 
and more costly. 

Implication: In the long run, it is more efficient to repeat instructions, although the initial cost 
in time and money might seem high. 

Example: To get students to learn a concept, use both graphical and textual explanations in 
many different ways. Effective speech , tell what you are going to say, say it, and finish by 
resuming what you have said. (Research report; lit. 
review; method section; conclusion). 

Redundancy of Resources Principle 

To minimize the effect of disturbances or noise the system requires backup systems of critical 
resources (human and machine) in order to maintain stability. Implications: Plan actions 
before disturbance or noise happen, because they will . 

Example: If the teacher gets sick, a substituting teacher exists, materials are 
available, etc. 

Redundancy of Potential Command Principle 

Because information or knowledge = power, a system needs to ensure that enough people 
have this knowledge and can take over if the need arises. 

Implication : " 2 heads are better than 1 "; Duplication of information is necessary. 

Example: Submitting a book/article to a publisher usually requires several copies, and 
keeping one for self. 

Relaxation Time Principle 

A system can only be stable, ifit is allowed enough time between disturbances to recover and 
go back to "normal" steady state'. #Disturbance !Time detennines whether the system can 
possibly maintain internal stability. 

~ ... 
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Implication: To maintain smooth functioning of a system, it has to foresee disturbances, 
shocks to the system. 

Example: In HIV positive people, the body does not have enough time to recover. Burnout is 
caused by people working and worrying too much. Cutbacks and inflation in a factory lead to 
unemp loyment. 

Circular Causality Principle I (Positive Feedback) 

In the presence of positive feedback, it is possible to achieve an end state that is radically 
different from the initial one. 

Example: Glorious advertisement to sell cigarettes, without prompting the possibility of 
getting lung cancer. To provide a discovery-learning lab in chemistry, without providing 
safety rules . 

Circular Causality Principle II (Negative Feedback) 

A negative feedback helps the system to maintain equilibrium and stability 

Implication: Guiding and managing is necessary to obtain a goal without the system "blowing 
up". The principle prompts corrective prevention or planning techniques. 

Example: Prevention techniques (foreseeing change). Tell the teenager that life is longer than 
tomorrow, and it is not necessary to stay out until 2 am., thus curfew at 11 :30. If student too 
talkative tell to talk less, if too shy prompt to speak up. 

Feedback Dominance Theorem 

It is possible for feedback to dominate or take precedence over all other types of inputs. 

Implication: The principle prompts one to seek other causes (i.e., positive or 
negative loops) for failure ofa system than obvious. 

Homeostastis Principle 

For a system to function properly and survive, all the essential variables must be present and 
maintained within their ranges of variation. 

Example: Hypothermia. Certain deviations are okay, but others are not. Body temperature 
should range between 36%C to 37.5% C. 

If failing at everything, the teacher or student will be nonviable. 

Steady State Principle 

~ xiv 
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For a system to be in equilibrium, all its parts (subsystems) must be in equilibrium. If a 
system is in equilibrium, then its parts are in equilibrium. (Not necessarily a positive 
state/equilibrium, cf. totalitarian states; religious sects allowing child abuse). 

Implication: Surveillance systems and control systems are necessary to maintain a system in 
equilibrium. The principle prompts one to ask questions about reversib-le loops causing the 
system to stand still, not change, and not grow. 

Example: Battered women/child syndrome. The woman is too scared to tell, so the husband 
can keep on beating; The man can beat because the woman is too scared to tell. 

The Learning Robot memorizes content to pass a test, and then forget; Pass a test because 
memorized content but then forgets .. (See topic 'Feedback Loops') 

The Law ofReguisite Variety 

The regulator must have as much or more variety, than the system it regulates . Control of a 
system depends on the variety of the regulator and the capacity of the channel between the 
regulator and the system. It is costly both in time and resources to obey this law. 

Implication : It is important to plan for many states=situations and many 
misunderstandings. 

Example: When kids are new-born, regulation is easy. They grow and you have to choose 
what are the most essential (cf. homeostasis) . One-to-one tutoring is costly but effective, 
since easier to plan . Mass media is cheap but ineffective. Where is the balance? The notion 
of degree of control, the teacher can answer 80% of the questions, he/she has 80% control of 
the class. Channel capacity, teacher being able to provide for different leaning styles, new 
vocabulary, fatigue etc. 

Conant-Ashby Theorem 

Every good regulator of a system must have a model of that system. 

Implication: The principle prompts one to think through and create a model of what you are 
teaching /managing /guiding. 

Example: Assuming knowledgelinformation when there is none. Instructional designer 
creates a model of the content, the learner and the teacher; the more precise the more control. 
The computer scientist creates a model of the user. Poor model leads to chaos. 

Self-Organizing Principle (Autopoiesis) 

A tendency have been found that the systems feeling "near death"/chaos/conflictl"on the 
edge" will start to reorganize in order to survive and grow. 
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Implication : A bit of chaos/conflict is good to promote growth and learning. What do systems 
do to survive? 

Basins of Stability 

Complex systems have local areas of stability and instability. (A marble on top of a ridge will 
eventually fall. ) 

Implications: If the organization is too stable it cannot grow, and it is essential to grow for 
survival. It is closely related to entropy, Autopoiesis, and chaos theory. 

Recursive System Principle 

A viable system always contains and is contained by another viable system or many (cf 
nestedness) 

Implication : The deep structure has to permeate the whole system and in its parts. The system 
must strike a proper balance between stability (i.e. homeostasis; negative feedback, 
autopoiesis, equifinality) and change (i.e., positive feedback) . 

Example: If you are not both mentally and physically healthy you cannot be efficient If one 
cannot both memorize and question content, one cannot learn. 

Entropy (2nd Law of Thermodynamics) 

Definition: Entropy is the ratio of available energy over total amount of energy in any closed 
system over time and any open system is closed at some level in the hierarchy. The ratio 
always increases at a macro level. On a micro level, one can momentarily decrease the ratio. 

Clarification: The total amount of energy is constant in a closed system, but the amount, 
which is available decreaseslbecomes smaller. 

Implication: Therefore, to counteract the loss of available energy/mass /work (also called, 
exergy, essergy, hekergy) a system needs to be open to the environment to promote survival, 
growth, learning, etc. However, it still, over time, tends towards chaos, that is loss of 
available energy. 

Examples: A life span, tremendous growth as a baby continuously slowing down. Earth's 
evolution; explosion, creation of life, man and machine and then? 

By teaching a student a learning strategy ("guidance") you increase order, and the student can 
survive better in the school, that is hislher capacity increase. A car or your body; although 
you keep up with taking care Of it, in the end it is finished, although it is still there, but 
useless. But the "maintenance" (increased order) keeps it "alive" longer. 
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Ubiquity and Unification Principle 

Certain mechanisms and laws hold for many different kinds of systems studied in biology, 
psychology, or engineering. 

j xvii 

. ~----
=~-==.-...,,----- - -- -



Univ
ers

ity
 of

 C
ap

e T
ow

n

Appendices 

Appendices Description PAGE 
A 

The Skills Intervention 
B Training and Develo~ment Observations 
C Strategic Observations 
D Interviews 
E Training Pathways 
F Competence 
G Job Profiles 
H Legislation - Skills Development Act etc 
I Competence Causal Loop diagram Generation (CLD's} 
J 

Viable Systems Models (VSM) and Cybernetic Laws 
K VSM's for the Project 
L Proposed Learning Organisation Survey 
M CLD - Continuous Improvement 
N Minutes of Meetings 
0 The Training Database Help File 

, .. 
. " 

... :i: 

:::::< 
"""j .. 

~ xviii 

'~--



University of Cape Town

.L...J..L ",.~'"" r-- '" 1''' '"l F--[ ;:~;:~JJ r ..... ' , .' l j · 1 . ~ . j\ , . . 
['. " .. , 
.; . f4::J t;,:, .. J S1 f':;:1 

APP6~D IX A : SKILLS MATRIX WORKSI-IEET 1. 

PIascon Mission Statement: 

Functional areas: 
FUNCTIONAL VALUE CHAIN 

.. -~ .. ~ . .... - . . - "-. 

u.n.'-'nr\.~ING 

.. ..... , 

.,~.·'r q rf.·,: ~jt' nn 

.- ! :: .. ~ ~ ~ to 

L._ 

'41.'~' 

I. ' i '• t· 

ITELEsAiEsl 

- - -:-~ -+~ 
[WAREHOUSE - - --~- , .. --:-.. ~-

I & . 
- - ----IDISTRIBUTION ---

'_ . .. I 

, '. . ~ 
,\. I' 

,S·\rES : 
~. .' ~ ,..< ~ - -. ' 
..... - ~'I \" . ' . 

It"'- • 

1l> 



Univ
ers

ity
 of

 C
ap

e T
ow

n

... 

.. . .: 

t:'-I ~ 

L 

~ 

'. , ; 
'-' 

:::.J 

-. 
:: 

i 
-

'- -

I 
I 
I 

CJ) 
UJ 

I 
I 

0::: 
~ I 
I-
U 
~ 

I 

c:::: 
1- -

I 
I 

CI) 

I-
Z 

I 
I 

W 
2: 
a. 
0 

I 

-J 

I 
I 

.--
w 
> w 
0 
CI) 
-J 
-J 
~ 
CI) 



Univ
ers

ity
 of

 C
ap

e T
ow

n

1 . 
'- " 

L:.-

, 
L, 

[ :; 

-- -, 

[
' ~ 
.' : 

- ! 

I ' 

Various other reports were initially available (June 2000) from the training database and these are discussed 
below and presented on the pages that follow. These graphics were originally requested by the customer and 
are presented as observations for the purposes of this research project. 

Training Planner - Course Levels 
The Skills Development Act requires that all training be categorised into various levels. This may seem 
rather mundane but there are financial implications in that the Act stipulates that the company must pay 
skills levy (see appendix H) and that this levy can only be claimed back on training undertaken at particular 
levels in an organisation. This was a specific output required of the Training Database and the results are 
shown on the following page. The pie chart indicated what percentage of the training spend for a particular 
period was allocated to the various training levels, as stipulated in the Skills Development Act. The period 
over which the results are taken is shown at the top left of the page. The actual amounts that can be claimed 
back from the Skills levy are shown in more detail in another report (See Appendix A) and the pie chart is a 
summary of this information. The graph indicates that 4% of training spend will be on ABETS (adult Basic 
Education and Training) and 11 % on SUPER (supervisory Training) for the selected period. These are 
examples of Training levels where the training spend can be claimed back from the receiver of revenue. It is 
envisaged that the amounts spent on other types of training, such as management training will not be 
reclaimable but this had not been finalised at the time of writing. The graph below the pie chart is a later 
addition to the functionality of the program and will be discussed at a later stage in this report (see Cycle 2). 

Grade Training ~ 

Employee information for all 232 staff members was imported into the database and this facilitated the 
extraction of other information once the process for developing the training plans had started. The amount of 
training spend on the various grades in the company is shown in the Graph titles Grade Training Cost 
Comparison. This graph summarises all the information in the database according to the employee grading 
system (Patterson) currently in use at the company. The user can customise the type of grading system. 

Skills ProfLIe 
If the rating system on the skills profile form is used, these ratings can then be compared for individuals in a 
department. This comparison is presented ion the graph titled Skills Profile. 

Department Training 
The final graph presented is a comparison of the training amount spent for each department in a specified 
period. ~ 
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A training cost breakdown for the groups is shown 011 [he Ilexl page 

Qualitative Assessment - Training Costs From 2000 to 2001 

Categoryname Female - Female - Female. Male - Male . 
Coloured Indian White African Coloured 

Clerks R41.170 R 2,200 R 12,460 RO R 88,646 

Craft RO RO RO RO R 4,500 

Management RO RO R 25,800 RO R 33,100 

Operator R 7,930 RO RO R 50,965 R 44,926 

Sales RO RO R 11,850 R 18,150 R 130,969 

superv'fsory R 10,700 RO RO R 16,100 R 117,800 

Techinical R 4,500 RO RO R 13,346 R 30,619 
, 

Totals: R 64,300 R 2,200 R 50,110 R 98,561 R 450,560 
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Training Department 

Male . Male . Totals 
Indian White 

----
R 2,950 R 3,020 R 150,446 

RO RO R 4,500 

RO R 94 ,950 R 153,850 

RO RO R 103,821 

RO R 78,150 R 239,119 

RO RO R 144,600 

RO RO R 48,465 

R 2,950 R 176,120 R 844,801 
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Training and Development Report 

From 20{j(J to 2005 

Cost.s are slzmvn at current va/lie 
Training Deparrmenf 

Designated Group Cost 

Total Expenditure Average Expenditure 

------- - ,------ -- ---- - -_. 
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Training and Development Report 

From 2000 to 2005 

Costs lire shown at current value 

2 

Iii' 
'=> 
g 1.5 

111 
0 
U 
Ql 
C> 1 r:l 

Cii 
> « 

0.5 

2000 

Compiled by Steve Osborne 
16 December 2000 

Training Department 

Designated Group: Average Training Costs 
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Training Planner - Course Levels 
From 2000 to 2001 

TraininCl Level Costs 
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Costs are shown at current value 
Training Department 

Grade Training Cost Comparison 

01 

Oa=1AA 
~/.o% 4% 

27% 

BL 

BU 
15% 

Percenlages nre oJwtnl cost (IIpV) 

+IWU .;21 ~ ~ ~A-I~'NG G2;6\$ 
........ - .... -.-~-.-. " •• - . --~ •• ~ _____ _ •• ____ " ___ •. __ • • _. ~ _ • ____ •• • •• • • ___ _ • • - __ ._ • • _ _ " __ "0 __ - ••••• • • _ •• __ , _ __ • •• __ .. ' _ ____ _ __ •• • __ ._. _. _ ___ .. .. _ " ",' " •• _ ••• ••• ___ ._ •• _ _ • __ ._. _ • __ , •• _ ___ " •• •••• _____ _ ••• • _-",-"-__ 

- Compiled by Steve Osborne 

16 Dect!mber 2000 Pagt! 2 0/2 



Univ
ers

ity
 of

 C
ap

e T
ow

n

". 

--=:: • 

~ . -:;. 

ifJ 
ItJ 

~.-

1-

. '.-~----.----- .' .-~,---- . ---------~-----.-~ 

Training and Development Report 
From 2000 to 2001 
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Skill Surname Initial Co. No. 

SWANEPOEL G 10920 

WASMUTH DA 10713 

Adaptable to company and the culture 
MOHAMED 

SMITH 

All lies safe~r illStructions 
AFRICA 

BAATJES 

NJOBE 

SWARTZS 

. ":o(Jches 

KOERT 

SMITH 

-' 

-:-1. 

I~ 

~JCompj{ed by Steve Osborne 

J6 Decnnber ]000 

~".'" ) ., 
'-'\ 

A 10644 

BR 16114 

OJ 10743 

RE 82870 

M 10821 

RR 82111 

CP 9397 

BR 16114 

·, --~~,~--~~.-.. --

Training Department 

Department 

Rating Weight Action 
Trade centre 0 

Technical 0 10 

Rating Weight Action 
Workshop 8 9 

4 10 

Rating Weight Action 
George Depot 7 10 

Drivers 3 5 

RMS 7 8 Train 

George Depot 6 8 

Rating Weight Action 
George Depot 2 10 

7 10 

Page 1 of 15 
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-fJkill Surname 

Communication 
ADONIS 

ASPEUNG 

BAATJES 

BARNARD 

GORDON 

KOERT 

LANGEVELDT 

MALLOY 

MARTIN 

NJOBE 

PRITCHARD 

ROSS 

THOMAS 

VAN DER RHEEDE 

VOSLOO 

fj]ComPiled by Steve Osborne 

16 December 2000 

~
~ . .. 

I-

Initial 

JJ 

DZ 

CM 

H 

CP 

CP 

K 

FC 

GP 

M 

JV 

BC 

CX 

PA 

R 

Co. No. Department 

Rating Weight Action 
10518 Warehouse Controllers 7 10 

10841 George Depot 3 10 

5402 Warehouse Controllers 5 10 

10861 George Depot 7 10 

10348 Production Planning 7 10 

9397 George Depot 4 10 

10007 Production Planning 7 10 

10148 RMS 7 10 

10783 Retail Sales 7 10 

10821 RMS 6 8 Train 

1024 Retail Sales 7 10 

10885 Workshop 7 9 ASSE SS 

5447 Warehouse Controllers 6 10 

10592 Warehouse Controllers 0 0 

10800 George Depot 0 0 

Page 2 of 15 
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Training Planner 
From 2()OO to 200] 

~' 

Course AAT 

Surname Initial Co,No. 

LEE F 8428 

LEE F 8428 

WILLIAMS RH 30718 

Cuurse ABET2N 

Surname Initial Co. No. 

ASDOL AB 10505 

JASSON J 10903 

PERSENCE RS 10909 

VAN NJEKERt, MR 10913 

Course A13E1'3£ 

Surname initial Co. No. 

ARENoSE MC 10540 

~ PERSENCE RS 10909 

VAN NIEKERK MR 10913 
. ' 

.. 
. - .Course ABET ]N 

, . 

Surname Initial Co. No. 

ASDOl A 10806 

ABDOl AS 10505 

ARE NOSE MC 10540 

DE KlERK F 10897 

-
GRUZA S 82393 

.. 
lEE F 8428 

NDYWANGU Z 10878 

U PERSENCE RS 10909 
.-

VAN NIEKERK MR 10913 

·_ .... -.. __ ._"--._----_._ .. _-- - -;0 Compiled by Steve Osborne 

i6 December 2(jiJ() 

:~ 

Training Departmen! 

.I oh Title Department Year L(.7vel 

SALES CLRK ORDER SNR 152-19 2002 ABETS 

SALES CLRK ORDER SNR 152-19 2003 ABETS 

SALES CONTROLLER STOCK 152-19 2003 OPRAT 

.lob Title Depa rtmen! Year Level 

RMS WEIGHER/LOADER 121-16 2000 ABETS 

DIST DRV FORKLIFT 121-16 2000 ABETS 

PROD PLANT OPERATOR 121-16 2001 ABETS 

LAB CLEANER 132-05 2000 

.lob Title Department Year Level 

LAB ASSISTANT SNR 132-05 2000 

PROD PLANT OP ERA TOR 121-16 2001 ABETS 

LAB CLEANER 132-05 2000 

Job Title Department Year Level 

PROD COLOUR MATCHER 121-13 2000 ABETS 

RMS WEIGHER/lOADER 121-16 2000 ABETS 

LAB ASSISTANT SNR 132-05 2001 

LABELlER 121-08 2000 ABETS 

DIST OP MACHINE 141-06 2001 ABETS 

SALES ClRK ORDER SNR 152-19 2000 ABETS 

MACHINE OPERATOR 121-16 2000 ABETS 

PROD PLANT OPERA TOR 121-16 2003 ABETS 

LAB CLEANER 132-05 2001 
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Training and Development Report 

From 2000 to 20fJI 

.1 , 

Costs are shown at current value 
Training Department 

Grade Training Cost Comparison 

E1 

D2 

D1 

cu 

CL 

. BU 

BL 

AA 

o 50 100 150 200 250 
Cost (000'5) I_ Sum II Average 1 
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Appendix B: Skills Development and HR Systems. 
The following information has been sourced from the Training Manager and is presented in the 
form of Questions and Answers. Issues such as compiling a Skills Matrix, Job Profiles and HR 
systems Affected by the Skills Development Legislations are addressed. 

Learning 
Outcome 
Evidence. 
Requirements 

Compiling a Skills Matrix 

.a. What is the purpose ofa Skills Matrix:? 

To highlight what the available skills in the organisation are. 
This gives an indication of whether the company has the capacity to achieve its strategic 
objectives. 
It then forms the basis for further HR development and identifying learning pathways. 
It allows skills to be aligned with NQF registered standards. 

b. What process is followed to compile a Skills Matrix? 

A project team ( preferably cross-functional and representative) with a subject matter 
expert, brainstorms the current pool of skills in a particular function . 
A process of outcomes analysis is used to obtain the skills and knowledge available in 
that function. The value chain for a function is accurately plotted. The results of the 
outcome analysis is then compared to the requirements of the function to obtain the skills 
gap. 
The skills are written up into unit standard format and the list of unit standard titles forms 
the skills matrix. 

I C. 
What analysts fechnique is used to identifythestandards titles or 
4~arning 'outcomes? 

Outcomes analysis is used to obtain the knowledge and skills required in a role. 
This techni"que thus enables one to identify the unit standard titles . 
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Learning 
Outcome 
Evidence 
Requirements 

Develop Job Profiles 

. . 

a. . .. What constitutes a job profile? 

A job profile is the list of tasks performed in a certain role. 

. . 

It consists of a combination of skills, knowledge, outputs, customer influences, 
measurable outcomes and tasks. 
It thus details what the person is supposed to do and considers the environment in which 
the job is performed. 

b. 
How are the outputs and corresponding measurements identified for 
the job profile? 

One identifies the outputs for the profile e.g. Drawing up a report or delivering a checked 
load of paint to the delivery areas, from the activities the incumbent- performs. 
Measurements are then attached to each output e.g. Daily accurate reports or non-
dented, accurately picked paint is loaded onto the pallet. 

c. Whi.ch Tole-players verify the job profile? 

Skills Consultative Forum (SCF) 
Line managers 
Incumbents 
Customers. 
Supervisors 

. knowledge .componentsof the skills matrix· 
·as? .. 

Skills and knowledge are needed to perform the outputs and achieve the 
measurements as specified in the Job profile. 
Information from the skills matrix is thus extended to form a Job profile. Ie. During the job 
profiling one assess what outputs are delivered and to what measurable standard. 
Also who uses the output. This thus gives an indication of what Critical Cross field 
outcomes are required e.g. working in a team on analysing information. 

correct 
not 

correct 
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Learning 
Outcome 
Evidence 
Requirements 

Compile a Workplace Skills Plan 

a. What data is required for the compilation of the skills plan? 

The Strategic priorities of the company - including EE figures and approaches to 
handling the required skills. 
The department objectives and skills required obtaining those objectives - prioritised. 
Training records up to 31 March 2000. 
Different occupation groups and who will be aligned to which skills. 
Learning interventions to close the skill gap and obtain the company objectives. 
The cost of the interventions - internal and external providers. 

The specific individuals aligned to specific learning programs - for the period 1.4.2000 -
31.03.2001 . 
The current skills matrix. 
The skills gap 
Information from SET A. 

b. 
What is the link between the skills matrix and the job profiles, and 
skills plans? 

These culminate in doing an audit, which will form the basis of an individual 
developmental plan. 
Once the JP and skills matrix have been developed, all you need to do is determine the 
skills priorities which then enables you to compile a WPSP. 
By conducting a skills gap audit you identify the skills priorities. 

c. 
Wl'lat comprises the templates required by Government Gazette to . 
be :submittedtotheSETA? .. . .' .. ' 

I. Analysis of the workforce into categories and numbers. 
II. Education and training levels required to achieve the company objectives. 
iii. Summary of training skills for the year 1.4.2000 - 31.3. 2001. 
IV. Number of people in different occupational levels who received training for the 

year ending 31 .03.2000 



Univ
ers

ity
 of

 C
ap

e T
ow

n

~, 

t • 

[, 

r 
t 

i.. ~ 

f}. U 

n 
til 

15 % for SDF 
10% FOR SUBMISSION OF wpsp 
20 % for implementation ofWPSP. 

Although the grants for submission and implementation total 30%, you first have to 
nominate an SDF to be able to qualify for further grants. 

e. What training may be included in the skills plan for year one? 

All training of skills. 

f. How is the skills plan linked to the organisation priorities? 

The skills plan is the means by which the organisational priorities are achieved. 

It is also used to track areas for development in the organisation.( SKILLS gap) 
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Learning 
Outcome 
Evidence 
Requirements 

Identify HR Systems affected by Skills 
Development Legislation 

. ' 

a. What are the current HR practices required within an organisation? 

Performance Measurement 
T&D 
R&S 
Job Design 
Career Pathing 
Remuneration 
Job Grading 

b. 
How will the skills development legislation impact on re~ruitment, 
selection and succession planning? 

The standards for the job will be the medium for Recruitment and Selection . 
To progress along a certain path, one will merely have to acquire the unit standards for 
that pathway. It thus allows one to put a consistent pathway for anyone who is available 
to be placed in a certain direction. 

c. 
Howwillthe legislation irnpaCton skills development planning, skills 
audits and trainingplarniing? 

It will allow all these issues to be aligned to a common standard viz. The unit standard. 
All employees will therefore be fairly treated and objectively evaluated. 

. . ~ . 

d. . • . WhafimpactwiH thelegjslatio9 ;hav~:';orixperformance manGtger;n~nt? .' 
. .' . : • . ,.' '.'- .- ,;, .. . .,. ;; .'::::.':cc-,', ... . . . . :W· _. ', \.-- ' ;' 

The standards of performance will be known up front. 
An employee's performance will thus be assessed against a known set of criteria. 

" 
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The 
i) 
ii) 
iii) 

f. 

I. 

II. 

III. 

IV. 

V. 

What new reporttB9 '~I1~:~tf;~~ing " f¢q~tr~m,~t\t$ wi[Jtb~fiur:nan · 
ResourCe 'Information ;Sysfenf rieed l6 ;hi'eet?~. f-: ';;;. 
company will have to keep track of : 

Which different race groups are trained in relation to occupational categories. 
A training and development record for each employee. 
What amount IS spent on training so that the grant can be given accurately and the 
company IS aware of what ROI is made. 

What allowancesneedtp be madein ·1he.::skills development plan for . 
the impact on the HRsystems? ; 

How the Unit standard impacts on the particular HR system. 
Whether WPSP warrants a rebate depends on whether the WPSP is aligned to the 
sector Skills Plan. 
What linkages have been made to the Employment Equity plan? 
To what extent is the overall Business improving? 
Commitment to getting objectives of the legislation met 

.• ·""-1 " ........ · - ,-. · .. " ,._ . ... .. . _ .... _ • ~ . 
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Appendix C: Strategy 

PROCUREMENT PRODUCTION 

• Improve SDP 
• Productivity 

• Accuracy 

1 
l\latcrial SOUIT 

• Negotiation 
• Delivery flu 

-1< Resom'ce align 

* Productivity 

* X-Skilling 

1 
Eq uip. IWH'wldf. 

PI( 

• Communication 
• Plans daily activities 

• Team player 
• PIC Skills 

., 

Employment Equity 
World Class Quality 

Product.ivity improvements 
Cell treC FROl 

§'l'RATEGIC OR~JECTKVfij§ 

TECHNICAL 

:;; Servke 
;< Formulations 

1 

FINANCE 

,'< Comnll.llIiralio!ls 
,': I{ (' po rO B 1!, 

1 
Fill!..' 1" inform. F OU l '': (In i\!:l~ ,/ 1 

Forrn ulati ng 1\ l/:':, 

* Storage 

F/~ Jhll! l\ :lf t 

D~l ( I.U\,!,' i Iii I', 

Uo(d, I. n' ptlll ~ 

* Customer Service 
* Apply technology 

WAREHOUSE 

* X-Skilling 
-1< Service 

* Stock Accuracy 
* Career Pathing 

1 
"TII 
P " 

i 'hi!! . if, ',' 

Q/SIEIHIS SALES E 

,..: i\bdni aill ·; (d~;. " S htfr Devd. Le~ 

,'. ( 'onsultanfs * w{ 
* { ~ P (~~l 

,l; Fromote Plasc(m 

1 
, I'rHlO'le Ihands 

T{'~, W W fI r!~ 

D/~' j 
IluilWIl He!. 

PI": 
.\ pplira1ion T~\A ' 

* Negotiates 
* Daily planning 
* Proactively ID problems 
* Apply legislation 
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ORGANISATIONAL SKILLS PLAN Linl{cd to GROUP STRATEGIC OB.JECTfVES 

VISION OF CAPE 

1. Export centre­
Environment 
Understand EU 

high quality stds. -

2. Alignment with NQF 
• Unit stds. For all jobs 
• Career path for everyone 

( '(' (1'1 '( ) ~ l' I~"' I ~' {O'I;" n t · · 'I ,"~ /,...1 J '" ;1 LIt .... ] J 1(, ! (, _ 
-------~ ..... -.. -.-~--".---- .... - .---

• Train eluployees against unit stds. And learnerships which have been registered. 
• Develop employees 

3. Employment Equity Act - develop skills for everyone. 

4. Understand Customer Service. 

5. Profitable company - Maintain costs., accurate account of company, Gp% - % .t;;'F~Jt~Ol 

6. Flexible, focused working site. -JR(JD f)C'Jl VLrr IJ.F Pf(()} 'Lj..'] ElVl~~ 

Sfep 1. Departmellts / teams ill comjJollY. 

SKILL TARGET IMPACT OF TARGET u/s ~~tra~~qJc !.:)bj~JjgJ1 . 
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1. 
2. 
3. 
4. 
5. 
6. 
7. 

1. 
2. 
3. 
4. 
5. 
6. 

f.,ll:\:i, t~i!.E_~_·i t •. ::,:" !rf 'ii·' ': :. I/~ \. 

WAREHOUSE 

Stacking 20 000 Its daily 
Rail despatch Daily orders 

. Goods receiving Accurate orders 
Picking 10 000 Lts per day 
Administration Documentation 

." ~: ~ I 

Delivery service to customer 
« " 

Quality of goods in stock 
Prepare stock for customer 
Accurate records 

Trade centre 
Order clerks 

24 hour service Customer service 
Receive and expedite Customer service 

FACTORY 

Manufacturing3 grinds per day 
Filling 20 000 Its per day 
babelling 20 000 Its per day 
Maintenance Zero downtime 
Resin 5 Batches per week 

20 000 Its per day 
Customer demands 

Planning As per forecast for week 

Presentation to customer 
Factory functional. 
Supply factory . 
Customer demands 

PROCUREMENT 

1. Buying Factory demands Supply factory when needed 
2. RMS 
IMPROVE 

TECHNICAL 

Weigh cards for day " " " 

1. 
2. 

Testing 
Assessing 

Factory daily batches Quality product sent to warehouse 
Solve customer queries Customer service. 

SALES 

" 

y 
y 

CFI{OI 

CliSTO/VfER SERVICE 
" 'io 

PRODUCTIVITY Il\lPROVJ~ 

ClISTOJV1 ER SERVICE 
CFROI 

CUSTOMER SERVICE 
PRODUCTIVITY 

CUSTOMER SERVICIE 
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2. Technical services 
3. Art 
4. Admin 
5. Depot 

1. 
2. 
3. 

1. 
2. 
3. 
4. 

HR 

Training 
IIR 
Admin 

I FINANCE 

00 

Creditors 
, Bookkeeping 
, Distribution 
Reception 

'l1\1£inta1n 'l 46~o\jP 
Zero queries 
Signage within 5 days 
Track trends 

; , ' ,f! P~ofi't' l' I. ;, ', • 

Customer service 
" 

o customer complaints 
Support reps. 
Customer service 

Upgrade skills 
Zero incidents 
Maintain records 

EEAlNQF/Quality product 
Stable workforce 

Stable workforce 

50 days Cashflow 
Accurate situation of company Profitability 
Speedy responses on mail Flexibility of site. 

Within 3 rings Customer service 

. I 

C}II{u'l "''' '*".'Y '" -~.' 

CUSTOM ER SERVICE 

PRODUCTIVITY IMPROVE 

EMPLOYMENT EQUITY 
CFHOJ 

CUSTOMER SERVrCE 

CFROJ 

CUSTOl\IER SERVICE 
PRODUCTIVITY IMPROVEMENTS 
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Appendix C: STRATEGIC SKILLS DEVELOPMENT PRIORITIES FOR THE LEVY 
GRANT YEAR 

.III.~ Skills Priorities (expressed as learning BenefiCiaries .,.. . ~.~~. ",~ I~ ." 

~~ ,~"" .. "". " ~'m'" outcomes . ~I:' 
" ~. -. .' ... ~,~fi<. ~~!<'''' "" .0-;" 

using SAQA fields and levels wherever Occupation 
possible) 

SP 1 Productivity Improvement 

* Communicate Understand finance - budget control Senior officials and 
! 

and compiling I 

* E~pense COI)trol Implement briefing system managers 

* 
Professionals 

eo 

Deliver continuous quality Technicians .. 

Increase GP% Sales / sevice 

Monitor absenteeism Supervisors 

Debrief teams/ coach / mentor / reward 

Transfer accurate information Clerks 

Run a team - Business unit Operators 

Unskilled 

.,. ; . .. ;; : . ;:' L 

11412000 TO 3113/2001 

, Nature of learning intervention ' ~/ ~,' -~i' lI~l:i~~~ 
.. {~stim.~t~d~~~ 

Number In -house ,ext.,formal education In Extel 
company 

13 GSB - Training program 

13 Barlows rollout 10000 15 

6 CQIP 800 

12 McCORMICK 36 

8 Control absenteeism / SDP 2400 32 

12 CQIP / Counselling 1200 

10 

CQrP 1200 

24 teambuilding 6000 

TOTAL 21 600 83 
95 
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Appendix C: STRATEGIC SKILLS DEVELOPMENT PRIORITIES FOR THE LEVY 114/2000 TO 3113/2001 
GRANT YEAR 

SP 2 El\lPLO 
YMENT EQUITY 

Fasttracking 

; 
! 

Diversity Management 

'--" 

Qualifications 

Skills Priorities (expressed as learning 
outcomes 

using SAQA fields and levels wherever 
possible) 

Business Understanding 
Finance for non financial 

Creating Business culture 

Evaluation of Raw materials and Testing 

Creating Business Culture 

Territory Management 

Creating Business Culture 

SDP 

Understanding Business 
Creating 

Business Culture 

Understanding Business 
Creating Business Culture 

Beneficia ries 
Occupation 

Senior officials and 

Managers 

Professionals 

Technicians 

Sales / sevice 

Supervisors 

Clerks 

Operators 

Nature of learning intervention 

Number I In -house ,ext.,formal education lIn companyl Exten 

3 Mentorship 600( 
Megro 400( 

16 GLOBAL EDGE - Managing 1600( 
Diversity 

3 SAPMA 900( 

10 GLOBAL EDGE - managing 2000 
Diversity 

3 McCoirmick 300( 
13 Global edge 2600 
6 DYNA 1200 

10 GLOBAL Edge 3000 
14 1400 

60 GLOBAL Edge - Managing 2000 
40 Diversity 2000 
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Understanding Business Unskilled 
; 

I 
Creating Business Culture 

I 
I 

STRATEGIC SKILLS DEVELOPMENT PRIORITIES FOR THE LEVY GRANT 
~AA . 

Skills Priorities (expressed as learning 
outcomes 

using SAQA fields and levels wherever 

SI) 3 8%, erROl 
Business Aspects Understanding drivers ofInvestment 

u 

Expense Control 

es 
Occupation 

Senior officials and 

managers 

Professional s 

Technicians 

Sales / sevice 

Supervisors 

Clerks 

Operators 

Unskilled 

20 GLOBAL EDGE 1500 
20 1500 

TOTAL 210 
218 

114/2000 TO 3113/2001 

Nature of learning intervention 

N lImberi In -house ,ext.,formal education lIn company I Extft"l 

10 University of Stellenbosch Business 1000 
School 

1 lOO( 

2 2()()( 

3 , 3()()( 

2 200( 

TOTAL 18 
18 
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! 
STRATEGIC SKILLS DEVELOPMENT PRIORITIES FOR THE LEVY GRANT 
YEAR 

Skills Priorities (expressed as learning 
outcomes 

using SAQA fields and levels wherever 

SP4 CUSTOM [~R SEHVICE 
Astonishing Service 

World Class Principles Export Management 

Understand team functioning 

Computer literacy 

Sales Consultants Increase GP% 
Apply consultant principles 

Employment equity Understand team functioning 

Understand team functioning 

Occupation 

Senior officials and 

managers 

Professionals 

Technicians 

Sales / sevice 

Supervisors 

Clerks 

114/2000 TO 3113/2001 

ature of learning intervention 

Number I In -house ,ext.,formal education lIn company I Exferl 

5 External consultant !2 
8 Global edge 112 

6 Global edge ]to 
3 Staff Room 6 

12 Marketing Consultant 110 
14 4(l 

6 Global Edge 112 

20 Global edge JO 
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I 
: Self Directed Work Multi skilled Operators 32 Internal Paintmakers Program 45 
, Teams Quality SABS 

Understand team functioning 16 Global edge 12 
Understand team functioning Unskilled 30 Global Edge 25 

TOTAL 2]4 
152 

u 



Univ
ers

ity
 of

 C
ap

e T
ow

n

.... 

" ,. 

Appendix D: Interviews 

The Training Manager presented the following slide: 

BIJSINESS PLAN 

FLEXIBLE FOCUSED WORK SITE 

• Wide range of products 
• < 2000 It batches { HDC , furniture} 
• Compliment IVlobeni and Luipaardsvlei 
• Have employee buy-in to National HRD interventions 
• Multi-skilled [flexible ]employees { ± a glorified depot} 
• Back up site for bulk manufacture. 
• Consider SAFETY, ENVIRONMENT, QUALITY. 

ALIG:\ COlVIPA.N)' 'VITH THE NQF (as a stI"ategy) 

I. Employees must be multi-skilled to allow anybody to do anything. 

ii. Have jobs in Unit standard format 

III. Develop assessors who are the champions in their areas. 

IV. Maintain records of learning. 

v. Training must be outcomes based. 

VI. People to demonstrate competence in outcomes. 

VII. Opportunities for lifelong learning and developed to their potential. 

MEASURING CUSTOMER RESPONSE TO TRAINING 

i. Skill transference - from course objective - The ability to recall 
information in an assessment I test. 

~ 
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i i. Use of know/edge back on the job - line manager observations. 

iii. Impact on business 

• less customer problems. 

~ Usimanhour improvement. 

&< Reduce absenteeism rate. 

.. Cutting down on expenses normally used at training ego Venue 
costs, lunches, consultant costs, and stationery. 

iv. p,ssessing course partic ipants' feeling (customer satisfaction) of 
course. 

At the heart of successful implementation of the Skills Dev. Act and EIE Act lies-

co H/JE7t..' (. J'. 

The improvement of HUMAN RESOURCES can thus be done along the lines : 

1. 
2. 

3. 

4. 

5. 
6. 

Have jobs written as U/S . 
Have training programs written competency based to meet the needs of the 
DIS. 
Plot careers so that employees - improve. 

X-skilled. 

A team approach to improvement is always better. 

• SDWT 
• CQIP 

Customer service is included. 
We adhere to all legal requirements - do safety training. 

do H&S audts 

7. Performance management is focal ie. Employees are measured against agreed 
objectives or criteria. 

8. T &D takes place against those objectives I criteria. 

9. Career pathing is important -



Univ
ers

ity
 of

 C
ap

e T
ow

n

'~' 

i 
I 
I 
I 

Operator 

TRIANGLE 

Manager 

~ETY 
PR~ 

I PIGMENT 
DTTT v 

______ • •• 0 _ 0 . 0 
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T &D FOCUS IN THE. COMP'ANV.: 

1) SAQA 
• Facilitate access and mobility within training (career pathing) . 
• Enhance quality of education and training. 
• Contribute to full personal development. 

2). TECHNOLOGY is improving and developing so fast that the number of 
unskilled jobs is declining. 

• New staffing systems thus developed. 
• Future companies need skilled flexible workers . 
• Companies adopting new forms of technology. 

T &D department must thus ensure : 
I. Continual improvement. 
II. Attempt to get best systems in the company. 
Ill. Attempt to get skills improved ASAP because of rapid changes. 
IV . Company must thus not be left behind. 

3) LEGISLATION - EIE - Career pathing. 

Position NQF in company to gain maximum advantage out of the budget . 
Link Skills development with Employment Equity. 
Have training done by accredited providers. 
Have skills programs linked to accredited qualifications. 
To get RPL , access those unit standards and do assessment. 
Monitor progress of employees up the NQF . 
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Skills Development - Toward Competence Interview Questionnaire 

Name: Timmv Samuels 

Position: Production Manager. 

Competencies 

What are the Strategic Goals of Your Department? 

To produce quality paint according to customer requirements 
Become a low cost producer 
Make ma."imum use of the resources at my disposal. 

HOv\ are they alih>ned to the Goals of the Company? 

They tie in very well with the strategic vision of the company, which is to produce according 
to the requirements that I have just mentioned. 

What should be counted as competencies in your department and how should they be 
measured? 

I think it is, working within budgetary constraints and there is a measure for that. Also tp 
produce product at a low cost but still produce quality (pause) 
Planning ability is critical. 
It also has to do with f-IR. I'm not sure of the terms. But basically, to use people to the best 
advantage and also to develop them 



Univ
ers

ity
 of

 C
ap

e T
ow

n

[, J 

r· t I ' 

r­, 

... 
l 

What are some of the skills currently being used by people in your position that must be 
maintained in order to be successful? Why? 

Be able to meet the demands of my internal and external customers. 
To ensure that production targets are met 
Expense control and 
People development skills 

What are some of the Behaviours or skills that need to be changed and\or that are currently 
weak? Hoy\' can they be enhanced ? 

Supervisory and "management on the Ooor" skills need to be improved. 
Also, to use machines and people to the best of your ability but r think that this all cOl!les 
under supervision. 

Describe a product or service provided by the company that can be described as world class 
(that is, is perceived to be value added, innovative etc) . What skills or knowledge is required 
to provide this service or product? 

Our flagship brands are world class. 
Skills - rand D, Quality control, marketing, Paint making skills, these are what I believe are 
required to produce world class brands 



Univ
ers

ity
 of

 C
ap

e T
ow

n

" I l J 

n·' . ;,! 
·H 

Trainin2 and Development 

What is the best type of training for your operation? 

On the job with theory as a backup. 

Who do you Train? 

My o\",n stafTbut very informally. I provide the avenues for formal training. 

t" 

r" 
~,;:: 
~. 

What operational priority does training have? 

30% weighted average in the average job 

b'" .. 
J: 

Is training an expense or an investment? 

r': 
U,::; 
tl 

An Investment (this guy's to the point) 
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Competence Model (this refers to figure 3] shown in this regort) 
OveraU Opinion: 

I need to apply my mind, once again. The model opens up the thought processes on the 
various components and how to use them to ones advantage. 

Is there a relationship between strategic goals and commitment Imotivation? 

Something must also motivate the motivation. [ do agree that commitment drives strategic 
goals. 

7 
How do you measure moral? 

Attendance, problematic people, generaJ discipline. High = motivational, perfortrL visible in 
the generaJ manner. Meeting targets. At the moment, with the upcoming retrenchments, there 
is not much light at the end of the tunnel. 

\Vhat factors affect motivation? 

What do you think of the policy of driving HR down the line? 

I agree and practice it the best I can. It's about getting close to people. Get to know them 
better. Assist in motivating them and getting the most out of them. Know their problems and 
this will serve as a confidence booster and helps them to see themselves as a partner with 
management. This must not be done in a buck passing manner but rather with a view to 
achieving something. They need looking after and caring and there are rewards that can then 
be reaped. 
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C9!11-R~~~!lce MocL~L(c~Q~~ho_WD_illl1ill!!~JQ) 
Overall Opinion: 

From weakness point of view. Seeing projects through is a weakness. If we had taken the 
model (CLD) and run with it to run the business, we could have been further eg people don ' t 
know what pm's are (performance measure) 

Is there a relationship between strategic goals and commitment Imotivation? 

Strategy needs to be driven. It won't happen on it's o"vn. Department objectives need to be put 
in context on the model and come after motivation 

How do vou measure moral') 

1. IR, grievances, incidences , absenteeism 
2. Talking to people but this is difficult to measure 
3 See if they want to be there. But it might be for personal reasons that they look down. 

What factors affect motivation? 

What do you think of the policy of driving HR down the line? 

This is the only way . The problem is that capacity must be built. People in the past have not 
taught themselves and this capacity, on the Job 1 mean, must be built. We don't want Closet 
HR managers - seeing their problems only and we need to get people to the level where they 
impact on the business. Performance levels must be identified along with discipline, training 
and taking control of on the job training. The Training Database than you built for me does 
have the potential to empower the managers to do this and so does the model (CLD) but both 
need to be dri ven. 
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Trainine and Development 

What is the best type of training for your operation') 

Interaction and roll playing. The Line manager is involved in inputting skills. The person feels 
good because line managers are playing an interest in them. Hence we have a continuous 
database of skills being transferred. . 

Who do you Train') 

Everyone 

What operational priority does training have? 

It's a top priority. Strategic objectives are CFRO! and VBM (value based management) and 
EE and all are learning interventions in my opinion . At the moment all are new and there are 
few who understand. 

Is tTaining an expense or an investment? 

It's a Huge investment. 
The Line managers agree and also, Knight (MD see next interview) agrees. 
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What are some of the skills currently beiQg used by people in your position that must be 
maintained in order to be successful? Why? 

PC skills - everything is being driven by PC nowadays. 
Communication 
Being part of the stTategic drive. Must know what is going on from Ian (MD) , Ebrahim 
(Director) etc. 
Knowledge of legislative tTends 
Relationship building especially with the SETA's. 

What are some of the Behaviours or skills that need to be changed and\or that are currently 
weak? How can they be enhanced? 

The skills come from: 
1. SETA requirements 
2. Strategic direction of the company 
3 . Personal Assessments 

In the East we have the builders and in the West we have the hard systems specialists. 
believe we need to find the middle ,ground. The Ubuntu philosophy must be expanded upon to 
achieve this . Caring for people is strong 'in the African culture and must be built upon. We 
must become a lot stronger and hence we must become soft on people, things like dignity are 
important but one must also be hard on standards like quality, safety etc. 

Describe a product or service provided by the company that can be described as world class 
(that is, is perceived to be value added, innovative etc). What skills or knowledge is required 
to provide this service or product? 

Marketing and Finance 

Understanding future trends 
A deep understanding and belief in marketing principles and trends is needed to provide world 
class marketing . 
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Skills Development - Toward Competence Interview Questionnaire 

Name: Phillip Twynam 

Position: Training and Development Manager 

Competencies 

What are the Strategic Goals of Your Department? 

To shape and influence change by building capacity 

Urn, To align all employees to add value in order to achieve a sustained international 
competitive standard 

Getting qualifications for people. This comes from the EE and SD acts. In the new scenario, 
anybody can get a qualification. There is no going back and no excuses. 

How are they aligned to the Goals of the Company? 

100% aligned I like to think. The strategic goals are 
1. Employment equity 
2. Productivity Improvements 
3. Customer Service 
4. CFRO! (Cash Flow return on Investment) 
5. Line Management responsible for their resources. 

The Training and development strategy is aligned with these goals and this is important. We 
train for multi Skilling, some of it anyhow, which will lead to productivity improvements. 
Also, with the new database (referring to the Skills database described in this report), we can 
easily see how the training funds are being spent on Employment equity in the worh.1Jlace. 

What should be counted as competencies in your department and how should they be 
measured? 

Training. For me, how many hours spent per person per year and what percentage of the 
budget has been used and what improvement has been made to the company. Can line 
manager' s council, mentor etc and if they can't we need to equip them. Line Managers have 
the capacity to access, that is skills assess, their team members. Nobody has the capacity to do 
this (better than them) but measurement is not possible as nobody has been trained as an 
accessor. 
To see how the training department impacts on the skills plan 
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Skills Development - Toward Competence Interview Questionnaire 

Name: I Knight· 

Position: Operations Director for AfTica 

Competencies 

What are the Strategic Goals of Your Department? 

The department becomes part of the Export venture and so the strategic goals are those of the 
export venture as stated on the web site. 

Extract from Web Site developed for the export venture (see main body of report) 

Our Mission 

To provide World Class Coatings products and 
services at globally competitive prices. 

How are they aligned to the Goals of the Company? 

I would like to believe that those are the goals of the group. We also need to improve 
efficiencies towards becoming a low cost manufacturer. Being able to export quality products 
anywhere in the globe. 

What should be counted as competencies in your department and how should they be 
measured? 

With the scope of the equipment and materials that we currently have, I think that the ability 
to cost effectively utilise those in producing an acceptable quality of the desired paint is a 
competence. Flexibility - the ability to react to customer demands quickly. The competence of 
becoming a leading company (refers again to the Export web site) 

. . - -- - .. -------'-----

~--"-'-~--- .- -
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What are some of the skills currently being used by people in your position that must be 
maintained in order to be successful? Why? 

Stock management and quality management. There are skills within skills. 
Financial Paint making 
HR skills are the most important. The things that Christie (group MD) calls the warm and 
fuzzies. 

What are some of the Behaviours or'skills that need to be changed and\or that are currently 
weak? How can they be enhanced? 

People v,~ th bad commilmen.t eg timekeeping. 
We have to become company goal focussed as opposed 10 internally individually focussed and 
this means teamwork. 

Describe a product or service provided by the company that can be described as world class 
(that is, is perceived to be value added, innovative etc). What skills or knowledge is required 
to provide this service or product? 

Tint bases. The ability to produce high quality tint bases. The ability to follow procedure and 
formulations. Very much discipline. A full under standing of the genesis of the product i.e. 
from bench to batch to grave leads to a full understanding of the key parameters, for example 
grinding time is sometimes a key parameter in manufacturing. 
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Training and Development 

What is the best type of training for your operation? 

Outcomes based. I don't want people who can regurgitate but rather people who can do. 

Who do you Train? 

Yes I do train from a men to ring point of view and like to believe that I train the managers. 

What operational priority does training have? 

In theory this must come first. 

Is training an expense or an investment? 

Investment but when push come to shove it's the first to be cut but it should be viewed as an 
investment. 
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Competence Model 
Overall Opinion: 

I was involved and hence I think it hangs together quite well. It's a holistic model. Mentorship 
is taking place and this is in the multiskilling drive. 

Is there a relationship between strategic goals and commitment Imotivation? 

The strategic goals must have motivation behind them definitely. At every EDP, Surgey 
(Group CEO) has told us not to think that strateb'Y is the domain of the executives. We need to 
move away from the "tell" mentality to the "ask" mentality by asking people what they think 
we should do and where we are going and this ,viII also empower staiI. 

How do you measure moral '} 

In the level of achievement o[ strategic goals . Perhaps there are milestones within that for 
example 15% of 50% in 5 years . 

What factors affect motivation? 

What do you think of the policy of driving HR down the line? 
Well it's my strategy so I should believe in it. 

__ -. - ... ....,....--,r-.., ------



Univ
ers

ity
 of

 C
ap

e T
ow

n

f .. ! 

R w 
r" , . ~ 
f" 

r -

, -
l_"' 

r~ 

[ .: 

~ .. 
£ . 

1· 
L 

D~ ., ., 

Ian Knight - Operations Director (l st interview) 

I). What are the core business activities at the moment? 
What is meant by core'? There are no vendor supplied products. All activities are 
conducted by Plascon. Resin manufacture and solvent filling could be outsourced. 

2). What should be the core activities? 
Lowest cost producer for local market. 

4). What has made Plascon Cape what it is today? 
Flexibility. Quality of workforce. The entire package is flexible, not only the factory, 
but also the services such as Q.C etc. There is also a large amount of product and 
manufacturing knowledge on the site. 

5). Should the future environment by unfavourable, how would you sustain the 
business? 
Outsource/management buyout 

6). How are long term objectives set? 
Group production rationalisation plan 

7) How is policy set? 
Group and corporate 

8). What are your concerns around this business (production unit)? 
It may be cheaper to source from Gauteng and have only a depot. 

9) Consider the situation in the future when you will have moved on, what do you 
hope to leave behind that people will associate with your period in office? 
Empowerment. Synergy of team. No loss upon leaving. 

Timmy Samuels - Production Manager 

1). What should be the core activities? 
To produce in line with the demand placed on the factory by sales. 

-Milling, finishing, Q.C, Raw materials procurement. 

2). What has made Plascon Cape what it is today? 
Flexibility. Response Time 

3). Should the future environment by unfavorable, how would you sustain the 
business? 
Make a bulk white production unit and taper accordingly. Being Plascon, the unit 
must work within Plascon and source further production from within. 
Flexibility is the key to sustainability. Historically, the experience is already here. 

4). How are long term objectives set? 
The bigger picture must be taken into account via the customer. 
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5). Consider the situation in the future when you ""rill have moved on, what do you 
hope to leave behind that people will associate with your period in office? 
Change the culture of the people to one of "bettering themselves". 

Solly Solker - Raw Materials manager 

Q. Why has this unit survived? 
• Relatively free from large scale industrial action 
• Locality of port yields import/export opportunities. 
• The people are proactive i.e. make a plan. 'They say they can't do it, we ""rill" 

(they here means other Plascon centres) 
• Raw materials suppliers that are represented in Gauteng are replicated in the Cape. 
• Flexible management. Not rigid. Cohesive teams. 

Robbie Paulsen - Risk manager 

Q. Why has this unit survived? 
• Flexibility of manufacturing facilities. 
• Culture of the workforce. Not militant 
• High level of staff commitment. 'go the extra mile'. 
• Management style is open door. 
• Team spirit- 'pull out the stops' 

Clime Gordon - Oil Plant Production Controller 

Q. Why has this unit survived? 
• Flexibility of the site. 
• Expertise on the site. 

Dave Wasmuth - Q.C Manager 

Q. Why has this unit survived? 
• People - willing to get things done. 
• High flexibility but limited volume 
• . Mismanagement in relocation of products 
• More highly educated workforce 

Piet Breda - Water Plant Controller 

Q. Why has this unit survived? 
• Disciplined staff who are willing to get things done. 
• High First time right ratio. 
• The ability of staff to put differences aside and make paint. 
Norman Armstrong - Sales Manager 

Q. What has sustained the Cape TOM! production facility thusfar? 
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The ordering and stock situation. The CT factory is small and versatile enough to 
plug holes in this situation. 
Many products are difficult to forecast. CT is a quick reaction factory, especially 
on whites. 

Q. What causes the stock problems that you mentioned above. 
• Plascon 's attempts at J.I.T have failed . The month-to-month product mix is too 

high to forecast accurately. The forecasting in many cases uses only history, thus 
making ordering difficult. 1700 products being made is too high to get accurate 
forecasts . 

Q. What are your concerns about the future? 
• The threat posed by an accounting type attitude at JHB. A number of bad years 

will force a reJook at the CT factory. 
• With a factory at CT, there is a lot of expertise on the site. This enables sales 

people to become paint people and there is great interaction due to the small 
manufactming site, which does not happen in JHB. This is one of the strengths of 
the C.T site. 

Q. What do you think of the "Be all things to all men" approach to the business and is 
this prevalent at C.T? 
• Yes, this does happen. The loyalty factor is important. It is important to fOI111 

partnerships \\~th customers. We do not hard sell. 
• This helps to form long tel111 relationships. 
• We ' can only sell something to the customer if he sees it on the shelf'. This makes 

shelf space at the stores very critical to us. 

System Meta-language 

The following is a list of commonly used phrases at the factory. These phrases were 
also surfaced during the interviews. 

• ' One hand washes the other ' - various 
• 'Y ou get me' - production planner 
• ' Go the extra mile ' - various 
• . 'Pull out the stops ' - Risk manager 
• ' Open door policy' - Various 
• 'Too much red tape' - Production supervisor 
• 'They say they can't do it, we will' - Q.C manager 
• 'You know what I mean ' - various 
• 'No problem' - Production supervisor 
• 'The pipeline is empty' - Managing director 
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The Relationship Between Employment Equity and Skill Development. 

The Employment Equity Act has been recently passed and is related to the Skills 
Development Act in that the Skills Development Act rewards employers who actively 
promote the development of previously disadvantaged groups in the country by 
training. At the request of the Training Manager, this aspect was also included in the 
Training Database and the results are shown in the Job Category Report on the 
following page. 

The types of Designated Groups as specified by the Employment Equity act are gi ven 
at the top of the report. The amount of training spend is the categorised into the levels 
as required by the Skills Development Act, as shown by the first column. Thus the 
table indicates, for a specified period, what type of training is taking place with 
respect to the various designated groups, as stipulated by the EE act. The results show 
that the majority of training spend is taking place on Coloured Males at Sales and 
Supervisory levels of the work force. From the point of view of the Skills 
Development Levy, only the Supervisory training spend portion of the above 
mentioned example could be reclaimed from the Skills levy. This is presented by way 
of example and the intention is not to get drawn into the specifics of the results but 
rather to focus on the output of the database and the relationship of this output to 
competencies, which will be discussed later. The training spend on groups denote as 
"desib>nated" (non white and females) and "undesignated" (pale males) by the 
Employment equity act is shown graphically in figures 29 and 30. 
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Appendix G : Job Profiles 
Brainstormed Skills and Knowledge required to be efficient in the role: 

SKILLS KNO\\!LEDGE OUTCOME U nit standard. 

Select the correct goods Underst~nd 2-pack Satisfied customclO Prcpares goodsfor delil'e/J! 
systems 

L'ore handling procedure Core- Prdllcf 
, 

knowledge 
Read codes, colour and Machine operating COITcct goods loaded AIJET 3 rcadil1g 
different pack sizes. procedures. Reading. 
"fundamental reading sl<ills Core -license coursc 
Communicate with different Reason why non- Creafe awalocncss of slock situation. Pass along iI!(ormofiol1 
parties. conforming stock Wori{ effcclivcl)1 wilh 0111clOs as a member 

should be quarantined ora team. 
Elective COIllllllUlicatioll Corc- PI"Otltlct 

kllowledge 
. Calculate number of tins on Quality Correct goods loaded Pel:!()lm maf/rcllwfical opemtiolls 
a pallet. 
Fillulamental Nilmeracy Elective 
Transport goods safely on a Safety procedures Ctls'olller satisfied Operate a pallet jacl{ 

I pall~t jack to the identified Use ofPPE 
loading area. 
Core handling procedures FtllldamcnfaJ-

Lifcsldlls. 

Stock rotation 
I Core- I)roduct 
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kllowledgr. 

Know layout of the Goods pic1{cd t imeollsly 
Warehouse 

Apply correct lifting Prcvcnt injuries 
techniques 

-

0. Ptwynam S.Osborne 
G.Echardt 

Skills Consultative Forum: 

Department Head: ......... B.SMITH 

I.APRlL 
-Incumbent: 

DATE: ...... 13 August 1999 

... ..... . . rr, ' v. ..;" -J 

PrejJare goodsf(JI' defhtery 

Prepare good'j())' delil'el'j' 

J.KOOPMAlV 



University of Cape Town

j "~i!,t3 V:;jj,:13 
i 

! 

c. 

£j; ". ~ ~ L L~_·:J tr.:::J f:~' - ~ 1::7.1 f~~ct; (f~-~ ,- , 

JOB PROFILE 

Strategic Goals: i. ROI 
Imp.·ovement processes. 

Name: Phillip Twynam 
ResoUrces. 

<at' 511~tl) 
C h~ ... ., c,. ~h, .. r ..... ~,.,.J 

ii. Customer Service iii. I!:mploymcnt Equity and Stalf Development iv. Productivity 
V. Convert sales to Business COllsllllallts. 

Functional Area: Human 

I .· . " . \':':":.":"'U 

Job Title: Manpower Development Manager Grade: Dl Reports to: Operations Director 

Issue Date: 4 August 2000 
2001 

Context of role: To improve employee competence Oil Cape site, 

Review da te: 12 January 

Purpose of role: To align training interventions with site objectives thereby achieving legislative requirements. 

CUSTOMERS CUSTOMER RELATIONSHIPS. 

Internal 

• Line managers Give continuous reports and advice , 

LLJ ~i 
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• Employees Discuss training programs and standards required. 

• Head office Present timeous reports . 

External 

• SETA {CHIETA} Liaise regularly bye-mail and telephone. 

Performance specification: 

Output ( What I provide to my customers ). Output quality requirements and measurements 

1. Report on training progress 
1.1 Assess if learner met course outcomes. 1.1 Learner is assessed within 1 week if competent / NYC. 
1.2 Determine level of efficiency ( performance rating) 1.2 Post rating onto database within 1 week. 
1.3 Indicate impact on company and departmental objectives. 1.3 Send evaluation sheet to line manager and learner for 

comments. Record impact and convert to savings. 
1.4 Principl~s of QMS policy are used so that fairness is visible. 1.4 Ensure assessments are fair and consistent. 

2. Improve employee competence 
2.1 Use appropriate adult learning methodology. 2.1 Learners to be made at ease and supported immediately.OB 

principles. 
2.2 Give feedback on performance and highlight improvements. 2.2 Allocate % and recommend how to improve on the post evaluation 

L:. ~ J 1 " 
"'--' 
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2.3 Prepare adequately for the assessment. 
training 

f,; , .: ;~ 

2.4 Conduct research on what training is done. 
fmancial year. 

3. Deliver report electronically. 
.3.1 On due date. , 

mo'nth · 
3.2 Information to be accurate. 

4. Compile WPSP. 

~ C,, ' Ii ll '~ : 

2.3 Assign mentor and explain support structure. Refer to 

manual on how RPL is conducted. 
2.4 Update training resources at the beginning of each 

Evaluate training spend on the 23rd of each month. 

3.1 Information is forwarded in the required format on 25th of 

3.2 An explanation must be given for any deviations from the 
training budget and courses planned. 

4.1 Gather information on sector and company development trends 4.1 The SETA is consulted and information used. 
4.2 Do a skills audit 4.2 Employees are interviewed to determine current 

skill levels. 
4.3Align different training interventions to the specific job levels 4.3 Use SETA and company objectives to determine specific 

training needs. 
4..4 Compile a list of skills for all the functions. 4.4 Use skills extraction brainstorming sessions to determine the 

4.5 Advise management on learning interventions. 
4.6 Co-ordinate Skills Development activities. 

Manager. 
4.7 Consolidate the WPSP 

supplied. 

different skills in each function 
4.5 Requirements as per the SDA are explained to line managers. 

4.6 Linkage with E/E is maintained and signed by EE 

4.7 All the information is inserted on the SETA software 

1..i: ..... ~J.J to:: 
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WPSP . . 

5. Implement the WPSP. 
5.1 Administer database 

WPSP. 

r-"'-' 1 r::- '~~' ... ... ,J 

5.2 Facilitate skill compilation participation 
5.3 Prioritise implementation projects. 

<.:> approach. 

tt: ':o ;--:.:~ • L :. : '. li. . : j l ;~ i.1 

The Skill Consultative Forum has signed off the 

5.1 Each employee has a learning program on the database. 
Learning program is used to assess the effectiveness of the 

RelJlcmher sensitil'ity and cOf1jidel1tiaiity_ 
5.2 Training committee (SCF) is established and consulted on process 

5.3 Areas of greatest company benefit are tackled first. Refer to 
records of information gathering phase. Bejle.:-dhle il1 

5.4 Recommend training interventions to achieve goals of WPSP. 5.4 Draw from approved list of providers. Consult SCF on 
budget. 

( 'ollsidc:r infegri(1' (~/ ,\'CFf()!Ieedh([c1{ to 

constituents. 
6. DeSign a QMS 
6.1 Develop indicators to measure progress of the WPSP. 6.1 Update database after each individual assessment of the unit standards 

/)cw()llstmfe support (0 learners fJy explaining mentor 
~:i)stem. 

6.2 Set up QMS that conforms to Education and training needs . 6.2 ETQA accreditation acquired. Components ofa Quality system ego 

Traceability of individual company goals and individual 
training. 

C,.earil'i~J' (/wl Slfpport Illust he critical. 

6.3 Monitor effectiveness of the training linked to strategic goals . 6.3 recognition given to learners within 2 weeks of completion. 
lione,\! r eslIlt.\' Ripen. Ol'eIll7t..',~·.~· to sllgRe .... ·tiolls. 

\O: ~~~.t to • • 1 
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.• Patience 

Skills Consultative Forum: 

1. S.Osbome 

11. ! G.Echardt 

Operations Director: I.Knight 

Date: 16 August 2000. 

~J .1f;~i" , . :·ri ~.\1 ~~~~T.: ~ :i 

* Patience is needed to ,understand personal problems 

.: .::J ~~ J ... . ~.-. 
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Appendix G: Job Profiling 

Identified Functional Area: 

WAREHOUSE 
Purpose of this area: 
To supply customers with goods within agreed standards { Lead time 
and quality} 

Reason for existence: 
ClJSTOl\1ER SERVICE - A strategic priority. 

How does it contribute to the overall purpose of the business?: 
1. Attends to q Deries of customers 
H. J\llaintains an orderly stacking facility. 
iii. Goods are received correctly and their location expedited. 
IV. Cu~stomer returns run smoothly. 
v. Team spirit is maintained and goods picked accurately. 

List Roles in this Functional area: 

1. ... Picker 11 ......... ... Checker 

1l1. .. ...... Stacker IV .......... Forklift Operator 

V . ........ Distribution Clerk VI. Controller 

VII. ... .... .. .. Manager VIlI. ... ... VDU Operator .. 

IX . .. X. 

Individual Key Roles - PICKER 

Controller 
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Purpose of ROLE: 

Forklift Admin 

To get goods off the shelves and placed into a loading area. 
Goods must reflect what is typed on the issuing documents. 
How it contributes to success of the business: 

Delivery of Astonishing service. 
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Department of Education 
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Higher Education 
u 

Further Education and 
Training 

General Education and Training 
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Overview of Legislation 

National Qualifications Framework South African Qualifications Authority 

8 Doctorate 

7 Masters 

6 
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TABLE 6 
PARADIGMATIC SHIFT FROM TRANSMISSION MODELS OF TEACHING AND LEARNING TO 
OUTCOMES-BASED EDUCATION AND TRAINING 

! I OLD TRANSMISSION 
MODEL OF NEW OUTCOMES-BASED MODEL OF LEARNING 

I LEARNING 

The learner: Passive learners. Active learners. 

ASj eSSment: Graded. Conlinuous assessment; learners are assessed on an on-
Exam-driven. going basis. 
Exclusionary. 

RO,le of the Teacher -centred , Learner-centred; teacher as facilitator; teacher constanlly 
teacher: textbook bound. using group work and Ie am work. 

Curriculum Syllabus seen as rig id Learning programmes seen as guides that allow leachers to 
framework: and non-negotiable. be innovative and creative in designing programmes. 

! Emphasis on what Emphasis on outcomes - what the learner becomes and 
teacher hopes to understands. 
achieve. 

Time frames Con lent placed into Flexible time frames allow learners to work al their own pace. 
and learner rigid time frames 

pacing: 

(Source: Department of Education 1997a 6-7) 

Credit accumUlation and transfer schemes 
cJ 

The progressiveness of competency and outcomes approaches is also derived through their association 
with flexible modular approaches to curriculum which allow learners the opportunity over time to 
accumulate credits across a range of education and training providers. Three key characteristics of credit 
accumutation and transfer schemes (CATS) can be identified: 

They facilitate movement across all the divisions within ET. 
They provide a fiexible framework in which there can be maximum sludent choice and 
exploration, pacing of learning as well as a degree of specialisation. This entails opening up Ihe 
curriculum to new groups of students who would previously not have been in formal learning. 
especially in further and higher education and training . 
They allow for the development of new forms of knowledge that refiect new socia l developments 
(media studies, urban studies, pertorrning arts, and economic awareness) These developments 
pose new possibilities for relating the vocational and the academic in the curriculum (Spours 
1988: 10). 

In his paper on changes in knowledge production and dissemination, Scott (1995: 74-75) analyses the 
impact of CATS on higher education : 

Modular-<legree schemes, CATS and outcomes-based assessments embody different values 
than those which have been dominant in many higher educat ion systems - or. at any rate , their 
elite segments. In place of sustained academic commitment a step-by-step, and student friendly, 
approach to higher education is offered . Mulliple points of entry and exit are opened without 
regard to the academic symmetry of the whole . In place of grand organic interpretations of 
knowledge, a pattern of academic progression is provided in which connections, between topics 
and levels, are pragmatically derived rather than cognitively prescribed. And, in place of socially 
exclusive accounts of disciplinary and professional cullures, a more diffuse 'college culture' is 
offered, 

Scott argues that CATS makes access easier because it enables a much wider range of indicative factors 
to be laken into account in considering the eligibility of students rather than simply their success in end­
Of-year exams. Secondly, CATS reduces the risk and stigma of failure by providing multiple exit points 
that can be certificated. And lastly, students can 'grow' their own academic interests and, in so doing, are 
less likely to be trapped in academic fields for which they have limited aptitude 

Critical thinking and democratic nationhood 

OBET in South Africa also places a strong emphasis on the development of critical thinking skills . 
Curr iculum 2005 ma kes this pedagogic objective explicit 

Learning programmes should promote learners' ability to think logically and analytically as well as 
holistically and laterally. This Inctudes an acknowledgemenl of the provisional, conlested and 
changing nature of knowledge and of the need to batance independent, individualised thinking 
w ith soc iat responsibility and Ihe ability to function as part of a group, community or society. 
(Department of Educalion 1997a. 10) 

Radical education discourses are also defined by their appeats to a common nalionhood and citizenry in 
contrast to the social class stratification that trad itional schooling typically reinforces This emphasis is 
evidenl in Curriculum 2005 which defines nation building and non-discrimination as key principles of the 
new ET syslem: 

ET should promote the development of a national identity and an awareness of South Africa'S 
role and responsib ility with regard 10 Africa and the rest of the world . Learning programmes 
should. therefore . encourage the development of 

mutual respect for diverse religious and value systems. cultural and language traditions ; 

multilingualism and informed choices regarding the language/s of learning; and 

co -operation , civic resp onsibility and the ability to participate in all aspects of society . 
(Department of Education 1997a 9) 

Participatory governance 

Curr iculum design in OBET (as in radica l pedagogic traditions) will be transparent and participatory, 
incorporat ing the efforts of all stakeholders : parenls , teachers , education authorities, experts and the 
learners themselves. The curriculum framework is provisional, with piloting. experimentation and 
adaptation occurring throughout . Curriculum frameworks will vary from place to place as the process 
becomes more flexibte and responsive to diverse community needs . (Department of Education 1997a). 

Seamless learning 

The cumulative impact of all these elements IS to create an envi ronment for seamless and successful 
learning . with few boundaries. barriers or exclusionary constraints hindering further learning. This 
idealism of seamless learning is borne out in Curriculum 2005 when describing the benefits of an 
outcomes-based NQF model: 

Learning is recognised whether it takes place in formal or informal settings. 
Learners are able to move between the education and working environments. 
Areas of learning are connected to each other to enable learners to build on what they learn as 
they move from one learning Situation to another. 
Credits and qualifications are easily transferable from one learning situation to another. 
(Department of Education 1997b: 5) 

The notions of ease of transfer from one learning context to another implicit in seamless learning is 
perhaps the most appealing feature of the rad ical discourse of OBET, but it also represents its most 
problematiC feature. The next section will ra ise some of OBET's limitations. 
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What employers need to know about the Skills Development Levy 

These questions and answers provide infonnation about employers' 
obligations in tenns of the Skills Development Act, 1998, and the Skills 
Development levies Act , 1999: and explain whal the levy grant system is all 
about. 

What is the purpose of this scheme? 

The short supply of skilled staff is a serious obstacle to the competitiveness of 
industry in South Africa. The levy grant scheme aims to expand the 
knowledge and competencies of the labour force resulting in improvements in 
employability and productivity. This will be achieved through new approaches 
to planning for training, leaming programmes, incentives and an improved 
employment service. If you participate fully in the scheme you will reap the 
benefits of a bel1er skilled and more productive workforce. 

Why pay towards this levy grant scheme? 

The payment towards this levy grant scheme is legislated in temns of the 
Skills Development levies Act. The intention is to stimulate skills 
d~nt by enabling employers to reclaim some expendlt"Ure on skills 
developm III I"matives. 

Who must pay the levy? 

Every employer in South Africa who: 

• Is registered with SARS (South African Revenue Services) for PAYE 

OR 

• Has an annual payroll in excess of R250 000. 

Who must register? 

Every employer who is liable to pay the levy must register for the payment of 
the levy with SARS by completing a registration fomn (fomn SOL 101 available 
from all SARS offices). 

In order to register. you (the employer) must: 

• Obtain a registration fomn (SOL 101) from any SARS office, if not 
received by mail, 

• choose from a list of registered Sector Education and Training 
Authorities (SETAs) as indicated in the SETA classification guide 
provided with the registration fomn, a (one) SETA most representative 
of your activities. 

What is a SETA? 

tlle :// A:\l:.mployersSUA. htm 4114/UU 

SETA stands for Sector Education and Training AuthOrity. Up to 27 SETAs 
are to be established during March 2000 and will cover all sectors in South 
Africa , including govemment. The members of a SETA include employers, 
trade unions, govemment departments and bargaining councils where 
relevant, from each industrial sector. 

How do I know which SETA applies to me as an employer? 

SARS will provide you in January 2000 with a list of proposed SETAs and 
their scope of coverage. You will be required to make a choice from the list of 
SETAs of the SETA that is most representative of your core business. 

How will I know what to do in order to comply with the requirements? 

Your SETA, once established, will send you all the infomnation on the scheme 
including the requirements and timetable for action by you. You will be 
supplied with contact details of employees of the SETA who are available to 
help you maximise the benefits of the scheme. 

What if I do not hear from the SETA? 

If you have not heard anything by 1 October 2000 contact the Executive 
Officer. National Skills AuthOrity (NSA) at the Department of labour, laboria 
House, 215 Schoeman Street, Pretoria (Private Bag X117, Pretoria, 0001). 

Is any employer exempt from the payment of the levy? 

Yes. The exemptions are applicable if certain provisions are mel. Application 
for such exemptions are contained in the SOL 101 fomn. issued by the 
Commissioner of SARS, who will ultimately adjudicate whether you qualify for 
exemption or not. 

Where (to whom) are levies payable? 

Levies are payable to the South African Revenue Service. which acts as a 
collecting agency for the Department of labour and SETAs. 

How are levies payable? 

Each month SARS will provide all registered employers with a '·Retum for 
remil1ance" fomn (SOL 201). which enables you to calculate the amount 
payable and effect payment. 

What amount is payable? 

The amount payable will be calculated as follows: 

• 1 st year (1 April 2000 - 31 March 2001): 

0,5% (half of a percent) of the total amount of remuneration paid to 
employees. Any prescribed exclusions that are not leviable are subtracted 
from the total remuneration. 

• 2nd year and onwards: 1 % (one percent) of the total amount of 
remuneration paid to employees. Any prescribed exclusions that are 
not leviable are subtracted from the total remuneration. 

By when is the levy payable? 

tlJe:J/A :\l:.mptoyersSUA.htm 4/ t4/UU 
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• SKfLLS DEVELOPMENT ACT 

NO. 97 OF 1998 

[ASSENTED TO 20 OCTOBER, 1998) 

[DA TE OF COMMENCEMENT TO BE PROCLATh1ED) 

(Unless other-vise indicated) 

(English text siglled by the PresidclII) 

ACT 

To provide an institutional framework to devise and implement national, sedor and 
workplace strategies to develop and improve the skills of the South African workforce: to 
integrate those strategies within the National Qualifications Framework contemplated in the 
South African Qualifications Authority Act, 1995; to provide for learnerships that lead to 
recognised occupational qualifications; to provide for the financing of skills development by 
means of a levy-grant scheme and a National Skills Fund; to provide for and regulate 
employment services; and to provide for matters connected therewith. 

ARRANGEMENT OF SECTIONS 

CHAPTER 1 
DEFINITIONS, PURPOSE AND INTERPRETATION OF ACT 

I. Definitions 
2. Purposes of Act 
3. Interpretation 

CHAPTER 2 
NATIONAL SKILLS AUTHORITY 

4. Establishment of National Skills Authority 
5. Functions of National Skills Authority 
6. Composition of National Skills Authority and term and vacation of office 
7. Constitution of National Skills Authority 
8. Remuneration and administration of National Skills Authority 

CRAPTER3 
. SECTOR EDUCATION AND TRAINING AUTHORITIES 

9. Establishment of SET A 
10. Functions of SET A 
II . Composition of SETA 
12. Chambers of SET A 
13 . Constitution of SETA 
14. Finances of SETA 
15. Taking over administration of SETA 
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• 
16. Leamerships 
17. Leamership agreements 

f-HAPTER 4 
LEARNERSHIPS 

18. Contract of employment with learner 
19 Disputes about learnerships 

20. Skills programmes 
21. Disputes 

CHAPTER 5 
SKfLLS PROGRAMMES 

!:HAPTER 6 
INSTITUTIONS IN DEPARTMENT OF LABOUR 

22 . Skills Development Planning Unit 
23 . Employment services 
24 . Registration of persons that provide employment services 
25 . Cancellation of registration of employment service 
26 . Appeal against Director-General 's decision 

CHAPTER 7 
FINANCING SKrLLS DEVELOPMENT 

27 . National Skills Fund 
28 . Use of money in Fund 
29. Control and administration of Fund 
30. Budget for training by public ser-'ice employers 

31. Jurisdiction of Labour Court 

!:HAPTER 8 
GENERAL 

32. Monitoring, enforcement and legal proceedings 
33 . Offences 
34. Penalties 
35 . Delegation 
36. Regulations 
37. Repeal of laws and transit ional provisions 
38. Act binds State 
39. Short title and commencement 

Schedule I Repeal of laws 
Schedule~ Transitional provisions 

CRAPTER 1 

DEFINITIONS, PURPOSE AND APPLICA TlON OF ACT 

1. Definitions.--In this Act, unless the context otherwise indicates-­
http ://www. pollty.org .zatgoV<lOCSlleglslatlorv I \/\/lS/act\/lS-U\// .htrnl 4/ 14/UU 
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e 
( f) to ensure the quality of education and training in and for the workplace; 

(g) 10 ass ist--

I. work-seekers 10 find work; 
II. retrenched workers to re-enter the labour market ; 
Ill . employers to find qualified employees: and 

(h) 10 pro,·ide and regulate employment services. 

(2) Those purposes are to be achieved by--

(a) establishing an institutional and financial framework comprising--

I. the National Skills Authority: 
II . the National Skills Fund; 

Ill. a skills development levy-grant scheme as contemplated in the Skills 
Development Levies Act , 

IV. SETAs: 
v. labour centres; and 

vi . the Skills Development Planning Unit ; 

(b) encouraging pannerships between the public and private sectors of the economy to 
provi de education and training in and for the workplace: and 

(c) co-operating with the South African Qualifications Authority. 

(Date of commencement of s 2 2 February, 1999.) 

3, Interpretation .--Any person applying this Act must interpret its provisions to give effect to--

(a) its purposes: and 

(b) the objects of the South African Qualifications Authority Act. 

(Date of commencement ofs. 3. 2 February, 1999) 

CHAPTER 2 
NATIONAL SKILLS AUTBORJTY 

4. Establishment of National Skills Authority.--The National Skills Authority is hereby 
established . 

(Date of commencement : 2 February, 1999) 

5. Functions of National Skills Authority .--(I) The functions of the National Skills Authority 
are--

(a) to advise the Minister on--

I. a national skills development policy; 
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• ii. a national skills development strategy; 
iii . guidelines on the implementation of the national skills development strategy; 
iv. the allocation of subsidies from the National Skills Fund; and 
v. any regulations to be made; 

(b) to liaise with SETAs on--

I. the national skills development policy; and 
Ii . (the national skills development strategy; 

(c) to repon to the Minister in the prescribed manner on the progress made in the 
implementation of the national skills development strategy; 

(d) 10 conduct investigations on any matter arising out of the application of this Act; 
and 

(e) to exercise any other powers and perform any other duties conferred or imposed 
on the Authority by this Act. 

(2) For the purposes of investigations referred to in subsection (I) (d), the Authority has the 
prescribed powers of entry and to question and inspect. 

(3) The Authority must perform its functions in accordance with this Act and its constitution . 

(Date of commencement of s. 5: 2 February, 1999.) 

6. Composition of National Skills Authority and term and vacation of office--( I) The 
National Skills Authority consists of--

a. a voting chairperson appointed by the Minister; 
b. 24 voting and three non-voting members appointed by the Minister; and 
c. its non-voting executive officer appointed in terms of section 8 (2) (a). 

(2) The members referred to in subsection (I) (b) are--

a. five voting members nominated by l\I'EDLAC and appointed by the Minister to represent 
organised labour; 

b. five voting members nominated by NEDLAC and appointed by the Minister to represent 
organised business; 

c. five voting members nominated by NED LAC and appointed by the Minister to represent 
organisations of community and development interests, which must include-­

i. a woman who represents the interests of women; 
ii . a person who represents the interests of the youth; and 

Ill . a disabled person who represents the interests of people with disabilities; 
d. five voting members appointed by the Minister to represent the interests of the State; 
e. four voting members appointed by the Minister to represent the interests of education and 

training providers; 
f two non-voting members, who have expenise in the provision of employment services, 

appointed by the Minister; and 
g. a non-voting member nominated by the South African Qualifications Authority and 

appointed by the Minister to represent that Authority. 

(3) The Minister must designate four members as deputy chairpersons, one deputy chairperson 
httPIIWWWpollty.org.Zalgovdocslleglslatlonil ~\I~/act\llS-U~ I. htm! 41 J 4/UU 
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Skills Development Act No. 97 of 1998 • 
(3) On the establishment ofa SETA, the Minister may provide assistance to the SETA to enable it 
to perfonn its functions 

10. Functions of SETA .--( I) A SETA must--

a develop a sector skills plan within the framework of the national skills development strategy; 
b implement its sector skills plan by--

i. establishing learnerships; 
Ii. approving workplace skills plans; 

Iii . allocating grants in the prescribed manner to employers, education and training 
providers and workers; and 

iv . monitoring education and train ing in the sector; 
c. promote leamerships by--

I. identifying workplaces for practical work experience; 
II. supporting the development oflearning materials; 

Iii . improving the facilitation ofleaming; and 
iv. assisting in the conclusion of leamership agreements; 

d. register leamership agreements; 
e. within a week from its establishment, apply to the South Afiican Qualifications Authority for 

accreditation as a body contemplated in section 5 (1) (a) (ii) (bb) and must, within 18 
months from the date of that application, be so accredited; 

f collect and disburse the skills development levies in its sector; 
g. liaise with the National Skills Authority on--

i. the national skills development policy; 
Ii. the national skills development strategy; and 

Iii. its sector skills plan; 
h. report to the Director-General on--

i. its income and expenditure; and 
ii. the implementation of its sector skills plan ; 

I. liaise with the employment services of the Department and any education body established 
under any law regulating education in the Republic to improve infonnation--

i. about employment opportunities; and 
ii. between education and training providers and the labour market; 

j . appoint staff necessary for the perfonnance of its functions ; and 
k. perfonn any other duties imposed by this Act or consistent with the purposes of this Act . 

(2) A SETA has--

a. all such powers as are necessary to enable it to perfonn its duties referred to in subsection 
(I); and 

b. the other powers conferred on the SET A by this Act. 

(3) A SETA must perfonn its functions in accordance with this Act and its constitution. 

II. Composition of SETA.--A SET A may consist only of members representing--

a. organised labour; 
b. organised employers, including small business; 
c. relevant government departments; and 
d. if the Minister, after consultation with the members referred to in paragraph (a), (b) and (c), 

considers it appropriate for the sector--
i. any interested professional body; 
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(] • 11 . any bargaining council with jurisdiction in the sector. 

12. Chambers of SET A--(I) A SETA may, with the Minister's approval , establish in its sector 
chamtlers. 

(2) A chamber so established must consist of an equal number of members representing employees 
and employers and may include such additional members as the SET A determines. 

(3) That chamber must perfonn those functions of the SET A as delegated to it in tenns of the 
constitution of the SETA. 

(4) A chamber of a SETA is entitled to such percentage of the skills development levies collected 
in its jurisdiction as the Minister after consultation with the SETA detennines. 

13. Constitution of SETA.--(I) For the purpose of the establishment of a SETA, the Minister 
must approve the constitution of the SETA. 

(2) The Minister may, after consultation with the SETA, amend its constitution in the prescribed 
manner. 

(3) Subject to this Act, the constitution of a SET A--

a. must specifY--
I. the trade unions, employer organisations and relevant government departments in the 

sector; 
II. the circumstances and manner in which a member of SETA may be replaced; 

III . the number of members to be appointed to the SET A, provided that the SETA must 
consist of an equal number of members representing employees and employers; 

IV. the procedure for the replacement of a member of the SET A by the organisation that 
nominated that member; 

v. the circumstances and manner in which a member may be replaced by the SET A; 
vi . the election of office-bearers by the members of the SET A and of persons to act 

during their absence or incapacity, their tenn of office and functions and the 
circumstances and manner in which they may be replaced; 

vii. the establishment and functioning of committees, including an executive committee; 
viii . the rules for convening and conducting of meetings of the SETA and its chambers and 

committees, including the quorum required for and the minutes to be kept of those 
meetings; 

IX. the voting rights of the different members and the manner in which decisions are to be 
taken by the SET A and its chambers and committees; 

x. a code of conduct for members of the SET A and its chambers; 
xi. the appointment of an executive officer, and such other employees necessary for the 

effective perfonnance of the functions of the SET A, by its members, including the 
detennination of their tenns and conditions of employment ; and 

XII . the determination through arbitration of any dispute concerning the interpretation or 
application of the constitution ; and 

b. may provide for--
i. the delegation of powers and duties of the SET A to its members, chambers, 

committees and employees, provided that the SET A may impose conditions for the 
delegation, may not be divested of any power or duty by virtue of the delegation and 
may vary or set aside any decision made under any delegation; and 

ii. any other matter necessary for the perfonnance of the functions of the SET A. 
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prescribed manner. 

(4) A leamership agreement may not be terminated before the expiry of the period of duration 
specified in the agreement unless--

a. the learner meets the requirements for the successful completion of the leamership; 
b. the SET A which registered the agreement approves of such termination; or 
c. the learner is fairly dismissed for a reason related to the leamer's conduct or capacity as an 

employee 

(5) The employer or training provider that is party to a learnership agreement may be substituted 
with--

a. the consent of the learner: and 
b. the approval of the SETA which registered the agreement. 

(6) A SET A must, in the prescribed manner, provide the Director-General with a record of 
learnership agreements registered by the SET A. 

18, Contract of employment with Itarntr.--( I) If a learner was in the employment of the 
employer paJ1y to the leamership agreement concerned when the agreement was concluded, the 
learner's contract of employment is not affected by the agreement 

(2) If the learner was not in the employment of the employer party to the learnership agreement 
concerned when the agreement was concluded, the employer and learner must enter into a contract 
of e~ployment . 

(3) The contract of employment with a learner contemplated in subsection (2) is subject to any 
terms and conditions that may be determined by the Minister on the recommendation of the 
Employment Conditions Commission established by section 59 (I) of the Basic Conditions of 
Employment Act. 

(4) Chapters Eight and Ninel of the Basic Conditions of Employment Act apply, with the changes 
required by the context, to a determination made in terms of subsection (3) except that--

a. for the purposes of section 54 (3) of that Act. the Employment Conditions Commission must 
also consider the likely impact that any proposed condition of employment may have on the 
employment oflearners and the achievement of the purposes of this Act ; and 

b. section 55 (7) of that Act does not apply. 

(5) The contract of employment ofa learner may not be tenninated before the expiry of the period 
of duration specified in the learnership agreement unless the leamership agreement is tenninated in 
terms of section 17 (4) 

(6) The contract of employment of a leamer tenninates at the expiry of the period of duration 
specified in the learnership agreement unless the agreement was concluded with a person who was 
already in the employment of the employer party to the agreement when the agreement was 
concluded. 

19. Disputes about learntrships--(I) For the purposes of this section a "dispute" means a 
dispute about--

a. the interpretation or application of any provision of-­
http ://www.polity.org.ZalgovC!ocs/teglslatIOnlIYYl:VactY!s-UY /. html 4114/UU 

I. a learnerstup agreement; 
ti . (a contract of employment of a learner; or 

iii . a determination made in terms of section 18 (3); 
b. this Chapter; or 
c. the termination of--

i. a learnership agreement; or 
Ii . a contract of employment of a learner. 

(2) Any party to a dispute may in .... 'fiting refer the dispute to the Commission for Conciliation, 
Mediation and Arbitration established by section 112 of the Labour Relations Act, 1995 (Act No. 
66 of \995) 

(3) The party who so refers the dispute must satisfy that Commission that a copy of the referral 
has been served on all the other parties to the dispute. 

(4) The Commission must artempt to resolve the dispute through conciliation. 

(5) If the dispute remains unresolved, any party may request that the dispute be resolved through 
arbitration as soon as possible 

(6) The law that applies to the lawfulness2 and fairness3 ofa dismissal for a reason related to an 
employee's capacity or conduct applies to a dispute contemplated in subsection (I) (c) (ii) . 

CHAPTER 5 
SKILLS PROGRAMMES 

20. Skills programmts.--(l) For the purposes of this Chapter. a "skills programme" means a 
skills programme that--

a. is occupationally based ; 
b. when completed, will constitute a credit towards a qualification registered in terms of the 

National Qualifications Framework as deElOed 10 seClion 1 of the South Afiican 
Qualifications Authority Act; 

c. uses training providers referred to in section 17 (I) (c); or 
d. complies with the prescribed requirements 

(2) Any person that has developed a skills programme may apply to--

a. a SET A with jurisdiction for a grant ; or 
b. the Director-General for a subsidy. 

(3) The SETA or the Director-General may fund the skills programme if--

a. it complies with--
i. subsection (I); 

Ii . any requirements imposed by the SETA or the Director-General; and 
iii . any prescribed requirements; and 

b. it is in accordance with--
I. the sector skills development plan of t he SETA; or 

ii. the national skills development strategy; and 
c. there are funds available. 

(4) A SETA or the Director-General may set any terms and conditions for funding in terms of 
http ://www.polity.org.zalgovC!ocs/leglslatlonll YY!S/actY!S-UY I.htmt 4 1 J 4/UU 
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26. Appeal against Director-General's decision .--(I) Any person aggrieved by a decision of 
the Director-General in terms of section 24 (3) (b) or 25 (3) may, within 30 days of the written 
notice of that decision, in writing, request the Director-General to give that person written reasons 
for the decision 

(2) The Director-General must give that person written reasons for the decision within 30 days of 
receiving that requeSt 

(3) Any person aggrieved by a decision of the Director-General in terms of section 24 (3) (b) or 
25 (3) may appeal to the Labour Court against that decision within 60 days of--

a. the date of the Director-General's decision ; or 
b. if written reasons for the decision are requested, the date of those reasons . 

(4) The Labour COUrl may, on good cause shown. extend the period within which a person may 
note that appeal . 

CHAPTER 7 
FINANCING SKILLS DEVELOPMENT 

27. National Skills Fund--(l) The National Skills Fund is hereby established . 

(2) The Fund must be credited with--

a . 20 per cent of the skills development levies as contemplated in the Skills Development 
Levies Act; 

(Date of commencement of paragraph (a) to be proclaimed .) 

b. the skills development levies collected and transferred to the Fund, in terms of the Skills 
Development Le";es Act, in respect of those sectors in which there are no SETAs; 

(Date of commencement of paragraph (b) to be proclaimed .) 

a. money appropriated by Parliament for the Fund ; 
b. interest earned on investments contemplated in section 29 (3); 
c. donations to the Fund; and 
d. money received from any other source. 

(Date of commencement of s. 27 : 2 February, 1999) 

28. Use of money in Fund .--The money in the Fund may be used only for the projects identified 
in the national skills development strategy as national priorities or for such other projects related to 
the achievement of the purposes of this Act as the Director-General determines . 

(Date of commencement 2 February, 1999) 

29. Control and administration ofFund .--(I) The Director-General is the accounting officer 
of the Fund in terms of the Exchequer Act, 1975 (Act No. 66 of 1975) and must--

a. control the Fund; 

http://www.pollty.org.zaJgovdocSllegJslatlOn/I\I\llS/act\llS-U\I / .html 4/ 14/UU 

• b. keep a proper record of all financial transactions, assets and liabilities of the Fund; and 
c . as soon as possible after the end of each financial year, ending on the prescribed date, 

prepare accounts of the income and expenditure of the Fund for the year and a balance sheet 
of its assets and liabilities as at the end of that year . 

(2) Any money in the Fund not required for immediate use may be invested with the Public 
Investment Commissioner or with a financial institution approved by the Minister and may be 
withdrawn when required . 

(3) Any unexpended balance in the Fund at the end of the financial year must be carried forward 
to the next financial year as a credit to the Fund . 

(Date of commencement of s. 29 : 2 February, 1999) 

30. Budget for training by public service employerli .--Each public service employer in the 
national and provincial spheres of government--

a . must budget for at least one per cent of its payroll for the training and education of their 
employees with effect from I April 2000; and 

b. may contribute funds to a SETA 

CHAPTER 8 
GENERAL 

31. Jurisdiction of Labour Court.--( I) Subject to the jurisdiction of the Labour Appeal Courl 
and except where this Act provides otherwise, the Labour COUrl has exclusive jurisdiction in 
respect of all matters arising from this Act. 

(2) The Labour COUrl may review any act or omission of any person in connection with this Act 
on any grounds permissible in law. 

(3) If proceedings concerning any matter contemplated in subsection (I) are instituted in a COUrl 
that does not have jurisdiction in respect of that matter, that courl may at any stage during 
proceedings refer the matter to the Labour COUrl . 

32. Monitoring, enforcement and legal proceedings.--Chapter Ten and Schedule Two of the 
Basic Conditions of Employment Act apply, with changes required by the context , to--

a . the monitoring and enforcement of this Act ; and 
b. any legal proceedings concerning a contravention of this Act. 

33. OfTences.--it is an offence to--

a. obstruct or attempt to influence improperly a person who is performing a function in terms 
of this Act ; 

b. obtain or attempt to obtain any prescribed document by means of fraud. false pretences or by 
submitting a false or forged prescribed document; 

c. furnish false information in any prescribed document knowing that information to be false; or 
d. provide employment services for gain without being registered in terms of section 24 . 

34. Penalties .--Any person convicted of an offence referred to in section 33 may be sentenced to 
a fine or imprisonment for a period not exceeding one year. 
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Appendix I - Competence CLD Generation (figure 30) . 

The following model is the outcome of Management team sessions facilitated by the Author. 
The sequence followed in the sessions was: 
1). Brainstorming ofthe Issue. 
2). Affinity Digraph (results given on the following pages). 
3). Interrelation Digraph 

The interrelation digraph was the used to generate the model as shown below. 

,.,,·· .. ···········".1., I'" 
,,-" "'11111 .. ··· .... ·· .... ·,,· .. · .. · .. ···· .. '·.,1. 

" ~I ~t ••••• 
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MULTI SKILLING 

Jobs should be less constrained across the organisation to allow 
for multifunctional mentoring. 

Establish the basics required for efficient productivity and create 
job descriptions suited to a flexible factory. 

MENTOR SHIP 
Mentorship for sharing knowledge 

Participants can't transfer skills 

PERFORMANCE MEASUREMENT OF 
SKILLS 
Develop a recognition system for competencies gained / used 

The ability to perfornl consistently to a high standard. 

Performance appraisals can be used to measure the level of 
competence of the employee. It is an ongoing process. 

Establish a fair measurement system and benchmark against 
performance. 

Competency shall be evaluated against job requirements and 
business goals . 
We need a standard to benchmark against efficiency. 

Competency is being a specialist and using goals + benchmarks to 
effect the work. 
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STRATEGIC DIRECTION + GOALS 
Align competencies to / with strategic direction. 

Skills development must be aligned with the business needs. 

Competencies / strategies and business objectives need to be 
aligned to strategy. 

Awareness of the company's strategic plan must be incorporated 
into the chosen career paths of individuals. 

Core competencies must be aligned with business strategy. 

Ensure that traditional competencies are not evaded over time by 
other Plascon policies. In order to do this a long term strategic 
plan needs to be in place. 

COMMITMENT / MOTIVATION 
Getting people to accept responsibility for the positions they are . In. 

This must be achieved by people understanding these job 
requirements. 
To perfornl without supervision to the desired outcome. 

To show a willingness to progress to a higher level. 

Esta blish goals with individuals in line with strategic 
requirements and encourage suitable training to achieve. 

Understanding the job requirements and having the skills will 
lead to willingness and ability to achieve the business goals. 
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TRAINING SKILLS 

Competency is achieved at times by learning from previous 
mistakes and not repeating it again. 

Competency development is a core competence. 

Exposure to changing situations used to broaden skills base -+ 
Multi-skilling. 

Multi competence. 

Competence achieved through training. (All agree). 

Competency is gained by proper training and understanding how 
the individual affects the rest. 

Training of the right people will lead to improved competence. 

Setting standards and training to rectify weaknesses. 

Competency is when you have the skills related to a specific job 
requirement and can perform the duty at an international 
standard. 

m 
-1--
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APPENDIX J - The Viable Systems Model 

ENVIRON­
MENT 

AUDIT 

I S4 

~ 
S3 

CO-ORDINATE 

81 ::: Collection of Operational Elements 

System One (Implementation) 

1. Collection of manufacturing or service-provision cells. 
2. Produces goods and/or services with which the organisation is ultimately identified. 

Regularly Occurring Acts Satisfying Human Needs: 
• Allows individuals to feel part of a smaller, tangible 'family' 
• Lets individuals exhibit and practice their skills and talents 
• Clarifies the purpose for which people are actually employed 

Regularly Occurring Acts Satisfying Social Needs: 

jxxiii 
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• Realises potential value, identified at the normative level, by creating goods and 
services 

• Stimulates the economy by consuming raw materials and original equipment 

Regularly Occun,ng Acts which Maintain System Parts: 
• Executes Planned Maintenance of capital and working equipment 
• Introduces shop-floor innovations in production or service delivery to reduce cost and 

improve productivity 
• Finds human resources of the correct profile with which to feed the production 

process 
• Purchases raw materials and finished goods for input to internal production processes 

Regularly Occuning Acts which Maintain System Whole: 
• Stimulates. the macro-economy by generating wealth 
• Sells finished goods and services to a market in order to generate income for 

subsequent investment and growth . 

System Two (Co-ordination) 

1. System of rules and behaviour for co-ordinating parts of System One 
2. Dampens uncontrolled oscillations 
3. Communication and information channel 
4. Supports decentralised decision making 

Satisfying Human Needs: 
• Allows individuals to communicate formally and informally 
• Provides guidelines with which the individual can interpret his immediate and 

corporate environment 

Satisfying Social Needs: 
• Provides policies with which to solve conflict between the sub-systems of System One 
• Communicates the norms and standards expected of groups and individuals (rules and 

regulations) 
• Provides guidelines for social interaction 

Maintain System Parts: 
• Regular briefings assist in unifying groups or units 
• Budgeting provides individual cost/profit centres with goals and constraints 

Maintain System Whole: 
• Budgets are financial instruments for expressing the planned resource allocation within 

the company 
• Directives from the CEO provide clarity on organisational issues 
• Notices on notice boards complement the general flow of oral.information 

(Jxxiv 
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System Three (Control) 

1. 
2. 

3. 
4. 
5. 

Maintain homeostasis of organisation through the Command Channel 
Responsible for ensuring System One sub-systems produce goods complying with Policy 
(System Five). 
It is the channel for orders within the organisation 
Enhances perfonnance of the whole by increasing synergy between parts 
Monitoring critical variables through System Two and System Three* channels 

Satisfying Human Needs: 
• Provides direct guidance to the management of sub-units, on an infrequent basis 

Satisfying Social Needs 
• Provides a channel for the negotiating of resources between sub-units 

Maintain System Parts: 
• Allows operational elements to be directed, on an exception basis 

Maintain System Whole.-
• Allows the meta-system to control System One directly, as required 

System Three * (Audit) 

1. Does not exist by itself; utilised by System One 
2. Infrequent detailed check on the nonnal reporting of System One 
3. Not an extra channel for delivering policy instructions 

Satisfying Human Needs: 
• Sporadic audits appraise management of the real state of affairs 

Satisfying Social Needs: 
• Management-by-walking-about provides 'soft' infonnation, not normally obtainable by 

conventional reporting means 

Maintain System Parts: 
• External audits from adjacent levels of management allow the sub-system's state of 

health to be assessed in a less biased manner 

Maintain System Whole: 
• Monitoring mechanisms (such as accountability reports) allow critical review of 

System One's perfonnance against the organisation's critical variables 

?XJ(v'---_____ _ 
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System Four (Intelligence) 

1. Creates an explicit model of the organisation 
2. Models the organisational environment 
3. Deals with inventing the future 

Satisfoing Human Needs: 
• Scenarios and forecasting address a basic human need for dealing with the future 

(unknown) 

Satisfoing Social Needs 
• Managers' models of an organisation are made coherent using an enterprise-wide 

understanding of the business - an organisational model 

Maintain System Parts: 
• Sub-systems are better able to understand who it is they need to interact with , if they 

espouse an organisation-wide model 
• Periodic business planning exercises assist in preparing units for their individual 

futures 

Maintain System Whole : 
• Future-focused recommendations and plans allow the organisation to deal more pro­

actively with change in its environment 

System Five (policy) 

1. Balances the relationship between Intelligence and Control 
2. Does not generate know-how or alternative courses of action 
3. Clarifies direction through policy 
4. Sets values 
5. Estab-lishes organisational purpose and provides closure 
6. Designs conditions for effectiveness 

Satisfoing Human Needs: 
• The individual's sense of purpose and identity can be aligned with a well-defined 

company identity 

Satisfoing Social Needs: 
• A clear, enterprise-wide identity and values can be a strong rallying post 

Maintain System Parts: 
• Cohesion of groups and units is achievable if individuals observe the nonns expected 

from them 
• Sub-cultures may be aligned by a strong organisational identity 
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Maintain System Whole: 
• Decisions which cannot be resolved at lower levels of the organisation reach closure 

using a meta-language (Godel's Incompleteness Theorem) 
• Company mission, vision, and business statements are determined 

Cybernetic Laws 

Law 1: Self Organising Systems Law: Complex systems organise themselves. The 
characteristic structural and behavioural patterns in a complex system are primarily the result 
of the interactions among the system parts. 

Law lA: Complex systems have basins of stability separated by thresholds of instability. 

Law 2: Feedback: The output of a complex system is dominated by the feedback and , within 
wide limits, the input is irrelevant. 

Law 2A: All outputs that are important to the system will have associated feedback loops. 

Law 3: The law of Requisite variety: Given a system and some regulator of that system, the 
amount of regulation attainable is absolutely limited by the variety of the regulator. 

Law 3A: Most of the regu lation of very complex systems is achieved through the interaction 
of the parts (i.e. one part acts to regulate some other part). 

See also gl.Q~_~~ 
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Appendix K: The Viable Systems Diagnoses (VSD's) 

INDEX 

3). VSD for the Cape Production Unit 

1). VSD For Trainin2 and Development (see fi2Ure 17) 

2). VSD for Activity Based costin2, (PTO) 

3). VSD for the Cape Production Unit (PTO) 

The VSM shown above has been developed from interviews with various staff members and 
also a second interview with the production manager. The VSM shows the five systems that 
Beer [22] asserts are necessary for a viable system. These systems are implementation, co­
ordination, control, intelligence and policy. A further explanation of VSM is given in the 
previous appendix. 
The question asked at this stage is: 

Does the VSM support the Business Idea that is currently in place? 

System l.is the collection of manufacturing cells in the factory. System 1 is similar to the 
transformation diagram presented at the start of this section. The support services are 
indicated as a separate system 1 block. The other systems constitute the meta-system or 
control system of the transformation of raw materials to finished goods. The levels of 
recursion are clearly in-place on the VSM. 

The large pool of knowledge, mainly at the implementation level (system 1), supports the 
business idea. Current expertise in the implementation function i.e. system 1, enables 
versatility. This pool of knowledge is one of the distinctive competencies of the current 
business idea of the production unit. 

There are many system 2 functions in place within the production unit and this further 
enhances the business idea III terms of teamwork. Communication channels are well 
established and utilized. 

---- --+-:;.----r~--
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SYSTEM 5 - POLICY 
• SABS 9002 
• QA POLICY 
• HR POLICY 
• REMUNERATION POLICY 
• STOCK HOLDING POLICY 

SYSTEM 4 - INTELLIGENCE 
l ~ I" PRODUCT RATIONALIZATION 
t • FACTORY UPGRADING 

, BLENDING PROJECT 
!II I; ANALYSES 

fiGURE: PLASCON CAPE PRODUCTION UNIT - \lSM DIAGNQSI$. 

Ii . . .i ', ,, " "'~ J 



University of Cape Town

,,· ;:4lX ;:" p.j:"'l$ 

i . 

tiii;-!] 

D 

~ t...:..;.,:.; c\:;:] r -c
-1 C "l 

I • i_ 

~>~ ." .t+-~ 
l·.~. ·r . I 

. i 

Viable Svsterr,s Model - ABCIABM 

., -.; 

The System 
~ r----------------------------- ---------------------------~ 

SYSTEM 4 - INTELLIGENCE 
• Benchmarking 

Competency trends (360 degree etc) 
Group trends . 

l ~I; pwi: Feedback on Trends 
_ • Road Shows . 

" ,,J,. ::'. ;r. ~. What.lf scenarlo·s ..... 

Scenarios 
~ Strategy 

Resource Allocation 
~ NVR Control ·· 
; DeveU)p synergy of parts 

MeasurementS of ABC 

1. I~;, 

Rul~s for accounts, allocations 
,; ActivitY definitions 

VSM Assumptions· (I.e. Cybernetic laws) 

feadback Law : Tho output of a complex system Is domlna1:ed by feedback. and 
wNhln wide variations th& Input Is Irrelevant 

Commont.: Th. ABC procns II eSlenlially one ot taking existing lVords and 
numberB within a &y!ltem, rephrasing via the activity dletlon8ry "nd AB costing . 
end thon fudlng thu. r •• ull. bltOk Into the wystem. Hence, the ABC pfoces9 Is 

ouppor1ed by thlt law. 
Law of Requisite Vartety: Given a system and some regulator of that system. the 
pmoynt of regyll!tlon attainable III absolutly IImltod by the varloty of the 
regUlator. 

~ant': ABC reduces vqrlely Yla a reS9rting of exl!tlng dA1a, This reducn the 
yarlety of lb. 'YIl,m and hana. CBa...l!.!dJ9. .nhene, regulation of tb. en!tm.. 
J).rta. 

SYSTEM 5 - POLICY 
• Plascon ABC Policies 
• Team Values & Idenetlty 
• Exco Input 
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System 4 includes the product rationalisation function. The production unit itself undertakes 
Very little product rationalisation. The production unit, to a certain extent, will 'grab any 
production it can' . Only in exceptional cases are production given away to other centres. 

The VSM is well balanced for the production unit (at recursion level 1). The main area of 
concern is system 3 - control. Many control functions that were stated as control functions in 
the interviews are in fact co-ordination functions . The control functions in place are listed on 
the VSM as directives but this was not explored in any depth. 

Aspects of system 4 that are supporting the business idea include the blending project. This 
project is well supported by the current flexibility within production and laboratories. The 
factory upgrading project is very much dependant on the business idea. Product 
rationalisation at other centres is not working properly. This has been discussed with the aid 
of CLD's at the start of this chapter. The group rationalisation plans have been followed at 
Cape Town, but often the other centres are unable to supply according to the plans and the 
product continues to be made at Cape Town. 
Any future upgrading should be in line with the distinctive competencies in order to leverage 
current strengths. 

System 5 (Policy) is well established in terms of the various policies in place. These policies 
are set at corporate level and are the same for all centres. There is no written policy on 
product raitonalisation . The identity created at recursion level 0 in the system is not shared. 

The VSM does not support the business idea at the system 4 level. Product rationalisation is 
imposed on the system and not, in general, determined by it. More specifically, system 4 is 
ineffectively positioned to maintain the parts of the production unit due to external policies. 
These include the group rationalisation plans and group stock holding policy. Poor 
implementation of these policies at recursion level 0 in the overall system (i. e. group level) is 
the main factor that allows the production unit to continue functioning. 

We are now in a position to discuss the underlying implications of the model for systemic 
organisation present earlier. 

DISCUSSION 

The Learning Organisation And The Business Idea 

The current business idea - Flexible manufacturing site - is well supported at the various 
recursion levels within the organisation. Each value-creating subsystem within the 
organisation does have its own business Idea that is in line with the broader aims of the 
current organisational Business Idea. The common purpose of the production unit is well 
understood by the members of-the system and this is one of the main factors promoting 
current success and viability. The level of turbulence that is presented to the system by the 

e 
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environment is matched by the level of adversity within the unit and this is a requirement for 
a learning organisation (as set out in the start of this chapter). 

Although the business idea is well defined, it is essentially tacit and this factor does not 
promote viability. The model requires discussion of the business idea, as defined in the 
preceding chapters, leading to and explicit model. Hence future viability requires a forum for 
the articulation of the current business idea. There is also a lack of evidence to indicate that 
the knowledge pool contributing to the current distinctive competencies of the production unit 
is being transferred to other staff members. Thus, the main inputs to promote a learning 
organisation are in place but development to this end is not being undertaken to the full 
potential. 

The Functional Framework For Systemic Organisation 

The elements of the functional model have been evaluated using the VSM approach. These 
results are presented in the preceding chapter and also in appendix F. Viability is supported 
by versatile and well-entrenched system 1 (implementation), system 2 (co-ordination) 
functions and system3 * (audit) functions. 
The business idea is well supported by the VSM in the area of competitive advantages. 

The VSM analysis indicates that policy and intelligence functions are not fully supportive of 
the system as a whole or the business idea currently in place. This occurs at recursion levels 1 
(production unit) and recursion level 0 (plascon group). 
System 4 (intelligence, looking outward) requires the development of business plans for the 
unit that are future focussed. At present this is limited to the yearly budgeting exercises. This 
is a vital input into the development of a business idea that is lacking. Future focussed plans 
exist in the form of discussion around the proposed upgrade of the factory. Product 
rationalisation is mainly done in line with group requirements and represents a restraining 
factor on the production unit. There are moves afoot to implement a minimum batch size at 
the factory and this represents a strengthening of the system4 function. The business idea 
contains shared values as a distinctive competency. There are moves afoot to strengthen this 
in the form of discussion groups ("Life after the Indaba" seminar and "Team effectiveness" 
workshop). Thus a system four function supports the business idea and steps are being taken 
to enhance this function within the unit. 

The system 5 functions (policies) are well entrenched and, in some instances, unintentionally 
promote the current viability of the production unit i.e. the stock holding policy. Previous 
attempts to close the production unit indicate that promotion of viability is not exactly at the 
top of the agenda for the Plascon Group. However, poor stock holding and product 
rationalisation implementation are problems that can and will be solved. Hence the question 
that must be asked is: What policies are in place to promote the future viability of the unit? 
The development of policies at the Cape Town site, especially with regard to the current 
constraints in place need to be understood in order to address the above question. Due to lack 
of time, this issue has not been further explored. It is recommended that these constraints be 
evaluated in terms of the systemic model in section 3.1, which addresses the issue of 
paradigms. The system 5 function has recently been strengthened by the start of a new 

----------- - .. . 
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development project at the production unit i.e. the blending project. This type of work takes 
full advantage of the current business idea at the system 5 level i.e. flexible manufacturing 
site. 

The objective of become. a learning organisation has been stated as an objective by the H.R 
department and this supports the business idea currently in place. However, policies to this 
effect were uncovered in this research report. 

Appendix M - Continuous Improvement 

Read in conjunction with figure 14. 

25 L Filling Machine Improvement Project- Analysis using the CI Model (Figure 14) 

Effectiveness of communications between Projects and Factory Staff decreased in the detail 
design phase when drawings were presented and the staff were told where the machine 

• 

• 

• 
• 

• 

• 

• 
• 

Level of teamwork in design/conceptual phase (i .e. specific location of machine etc, etc) 
decreasing, this lead to 
Staff lack of confidence in the new system increasing during the installation phase, and 
also 
Staff complained about the training given during the commissioning phase, 
Staff lack of confidence increased which leads to an decrease ("0") in effectiveness of 
implementation, and also 
A decrease in the effectiveness of training also contributed to a decrease in team 
effectiveness during the implementation phase. 
During the hand over phase feedback had been reduced to a small amount as shown on 
graph 1. This was a direct result oflack of teamwork in the implementation phase. 
The cycle continued in the handover phase (and became a rather vicious cycle at times I). 
The effectiveness of communications was increased when a new operator was sent to the 
machine and the projects dept. handed over to the new man. 

~xxxi 
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Appendix N Minutes of Meetings and Presentations 

SDF Meeting - 4th August 2000 Notes. 

Unit standards must be developed in order to remove the subjectivity of skills 
assessment. The standards have two sources: 

1. Standards Generating Bodies (from the Seta's) and 
2. Plascon specific standards. These will be NQF standards customised for the 

company. 

Current performance management system has a major shortcoming in that staffs are 
not measured against a standard and this is very subjective. Hence real gaps are 
difficult to identify. 

The companies training budget is about R 64000 p.m which is about 4% of the salary 
bill . Phillip mentioned that this was high as the average in the industry sector is about 
2%. 

The Skills development act is still silent on the roll of the SDF (skills Development 
Forum). 

Will Head Office define the role? (Steve to Phillip) 
Only 1.t.o broad guidelines 

The possibility of the SDF being a permanent feature in the company as opposed to a 
feature that is only required to deal with the current legislation was discussed and it 
was agreed that it would be more effective if this was approached with a longer term 
perspective in mind. The SDF would not only focus on skills but also training and 
development within the company as a whole. 

Presentat6ion by Mzi Gaga - Group Training Manager - 10 July 200000 

This presentation was made to the Employment Equity forum and the main points are 
noted below. 
Skills must be identified first before embarking on training. 
Skills plans must be linked to business strategy. 
Skills plans must address employment equity but should not be developed with the 
sole focus on the Skills Development Levy but rather towards the competitive edge of 
the business. The Skills levy grant would only be regarded as a cherry oibn top by 
senior management. 
Job profiles must be developed as the current system is one of job descriptions only 
and this is inadequate. An assessment policy (for skills assessment) will be available 
by the end of August for discussion. The skills assessors would be trained by the end 
of November. 

Presentation by Mzi Gaga to Epping Ops Managers - 9 August 2000-12-03 

Mzi made the following points during the presentation 
1. Training responsibility needs to be put where it belongs - with the line 

managers. We must move away from training for training sake and ensure that 

~ 
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it is aligned with business strategy before embarking on training. If there is a 
training deficiency or there is is another problem, this must be firmly 
established. We cannot assume that training will solve all problems. The slide 
bout sales consultants were presented. The performance driver paradigm was 
also presented and this is shown below. 

oWoe. TofU iT 'I 

Mzi pointed out that, from the above diagram, he believes that training can 
only solve the ability side of the performance equation. Willingness and 
opportunity need to be addressed primarily by the unit managers. 

2. Mzi posed the question: Do we have business goals? . He mentioned that these 
goals may differ from today to tomorrow but the broader strategic goals are 
present. His observation (and the audience agreed) was that area of concern is 
that the strategic goals were more generic and hence no measurement systems 
and targets were in place. 

3. The training department should be seen as a resource in terms offacilitatirig 
and not as the people who determine what training should take place. 

4. A large area of concern at the moment was the fact that current job 
descriptions do not have performance measures built in. A major goal of the 
training department in the near future would be the development of job 
profiles which contain measurements based on unit standards (see glossary) . 
The current job descriptions would serve as the basis for the job profiles. The 
job profiles would then be measured against the unit standards. 

One question was posed at the end of the presentation: If the unit standards that are 
being developed by the Seta's (Chi eta for the Paint industry) then these bodies arte 
telling us how to perform? Mzi answered that these unit standards that are being 
developed by the Seta's contain generic measures and that we will have to write our 
own measures into the unit standards. 

Mzi presented the form shown on the overleaf He requested that this form serve as 
the basis for determining staff training requirements. 
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Authors opinion of the above: The presenter was very open-minded and positive in his 
approach to the question of training and development. No broad assumptions were 
made and this i9s evidenced by the posing of such questions as do we have business 
goals? and the like. These questions were approached in an interactive manner with 
the audience enabling the audience to define the problem. His approach to training 
was very much in line with the of the MD and this is expressed in the policy that the 
company has of "driving HR down the line". This was expressed in point 3 above 
where he mentioned that mangers need to take control of training and not expect the 
training department to know what skills are required. A collaborative approach is 
what is required. 

SDF Meeting - November 2000 
Authors notes: 
Present: SO, JK, GE, PT and MM 

Assessor and Mentor Training 
PT _ this was supposed to start at the end of October but due to PC problems this was 
delayed. Managers have been asked for the names of those whop they would like as 
assessors and these have been forwarded. 
PT - perhaps the members of this committee should also be trained up (nobody 
objected) 

Mentoring 
The mentoring system was brought up and discussed at length. This was in response 
to the CLD (see figure (XX) that was developed by the management team. The CLD 
clearly showed that mentoring was required but nobody knew where to put it at the 
session. The objective was decided to be the transfer of skills from older or more 
experience staff members to those who required the skills. Various other aspects of 
the system were also discussed. 
SO- a reporting system with accountability (for the mentors and the trainees) should 
be included. The system could be s simple a filling out a report once every quarter for 
the mentor to acess and then pass on to the training department. This could also be an 
oral assessment. 
PT - will arrange a presentation on mentorship to the managers to further sell the idea 
GE-We need an area that is specifically devoted to learning and personal skills 
development e.g. career development. Have a learning centre (incl. PC's) as a shared 
resource 
JK-not sure of the role of the SDF anymore 
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PT (chairman)- the role is as a subcommittee of the employment equity committee 
with the objective of looking at skills issues within the framework of the Skills 
Development Bill. 
GE-brought up the thing about the library above because we are at a junction band 
can't go much further because the Seta has been set-up but there are no unit standards 
forthcoming and these are crucial to the work of the SDF. 
SO-the skills development information and graphs pertaining to employment equity 
are in place ion the server and can be accessed by all. These graphs show the intended 
direction, of the company fr40m the training perspective. 
GE- it is important as the SDF to generate a culture of learning 
PT - maybe it's was time to review the vision of the committee. After much 
discussion, the vision and mission was agreed at: 

Mission: to ensure equitable development of the Epping workforce. 

Vision: to adhere to the numeric goals as set out by the Employment Equity as applied 
to the whole company. 

The meeting Ended. 
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Appendix 0: The Training Database Help File. 

Please click on one of the topics below for help . Click here for tips on using this help file. 

Getting Started: Starting your own database. Quick tip for quick startup. 

Training and Skills Plans: Using the Training/skills fonn .Adding courses. 

Grading and Departments: Adding company infonnation 

Report and Budgets; Costing: Which report to choose. Sorting. Budgets 

SAMPLE Graphics: View samples of the graphics output from the program. 

Printing: How to print. Email reports. Export reports in Page setups 

Skills Development Internet Links : Additional information. 

Help on help 

To assist you in using this help file please note the following : 

• In this help file, words in bold and blue indicate a link and clicking on 
these will take you to the section. e.g. clicking at the end of this 
sentence will take you back to INDEX 

• When a push button in the Program is referred to it will be shown in 
red like "This". 

• A report is shown in bold red like "This" . 

• A form is shown in black underlined like "This". 

Getting Started 

The Training and Development Database can be run by double clicking the 
Training Program icon in the e-mail window. The setup process will then 
begin and you will be guided through each step. Please check that you have the 
correct computer system requirements that the setup program asks for. Once 
the program starts, "Start .. " buttons on the menus will provide quick tips on 
getting started. 

~ xxxii 
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Training and Development 
. ~ . 

Training Plans Top Skills 
{/1' . . 

• z· . ---Employees Popular Courses 

Aut-hop": StC'v~ O~bornC' 
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Starting you own database:-

Employee Details 

Graphics 

There are numerous ways to start entering information into the database. Listed below is one 
of many methods .From the Main Menu click "Employee Details" button. The main menu is 
the one with your company name as the heading. This opens a blank form with the heading 
"Employee Details". 



Univ
ers

ity
 of

 C
ap

e T
ow

n

6 
1---

"- · fOCHESSA TI 
. .~. 
: ...... ' 

. ]nitiais/Name CJ 

• • Company Number 1238 

. JOIJTItle ..... SALES CONSULT AliT 

. DellartmentCode .. 152-23 ..::J . 

. Grade' . cu -=-J 

1. The box at the top, "Select Lookup Name", is used to lookup employee details . 
This demo database does have some sample names in it. Clicking the down 
arrow m this box will show employee names in alphabetical order. 
In the main area of this form , employee details will be shown and can be 
e.dited. 

3. If you want to enter a new name click the "New Employee" Button at the 
bottom left of the form This will clear the form for a new entry. The data in 
the lookup field will not affect any new entries. 

4 If there are many employee details to be entered then the "Datasheet" button at 
the bottom right of the form can be used. 

5. The "Datasheet" Button will show the employees spreadsheet. Employee 
detai.ls can also be entered or changed here. 

6. If you wish to delete any records from the spreadsheet, this can be done in the 
same manner as in MS Excel i.e. click the record selector button on the left 
hand side of the record that you wish to delete. This will change the entire row 
to a black highlight If you are happy that this is the record you want to delete, 
then click the delete button on the keyboard. Multiple record deletion can also 
be done. NB : on clicking delete, a delete confirm box will appear. Clicking yes 
will delete the selected record and any attached details. This means that 
deleting an employee name will also delete the employee training plan and 
skills plan. 

7. Employee grades and departments can be selected from the down arrows on 
the forms. If you would like to add department or change the grading system 
click here 
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employee name will also delete the employee training plan and skills 
plan. 

7. Employee grades and departments can be selected from the down 
arrows on the forms . If you would like to add department or change the 
grading system click here 

If you are finished with this form then close the active window to return to the 
Main Menu - you are now ready to compile training and skills plans. 

see also Entering Training and Skills PJans ; Printing; Reports 

Back to INDEX 

Grading 

The "Grading" button at the bottom of the "Employee Details" form will open 
a form named "Grade Finder". If grades have been inputted on the database, 
this form allows the user to view the details for employees in a particular 
grade. Next to the "Grade Finder" label at the top of the form, 'you'll find a 
lookup box. Clicking the down arrow on this box will show a list of all 
employees in the database. Please note that this form is not for data entry. It is 
used to view employee categories and printout skills/training plans and 
budgets for the category that the user selects. 

The grading system can be changed by clicking the "Change Grading" button 
at the bottom of this form . 

The "Grade Training" button on the "Grade Finder" form is a print preview 
function . Clicking this will generate a report on the grade that is currently 
shown on the screen. The report is for the selected grade and shows, in 
alphabetical order, the training plan and skills plan for each individual. If 
training costs have been inserted, the report also generates the projected 
tra.ining budget for the selected grade. If you are finished with this form then 
close the active window to return to the Main Menu. To enter costs, go to the 
Main Menu and select the "Courses" button or click here for more 
information. 

Departments 

The "Department" button at the bottom of the "Employee Details" form will 
open a form called "Company Departments" . Here department codes, names 
and HOD's can be entered. Note that HOD's can only be selected if the HOD 
name has already been entered on the previous form i.e. The "Employee 
Details" form. These details are used mainly for categorisation on reports and 
also to assist in mailing of reports. The form can be used in the same manner 
as a spreadsheet. To d~lete records from the form see point 8 under the 

(lxxxv 
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Training and Skills Plans 

Skills and training plans can be entered on the same form and the user can 
sw-itch between these two plans, whilst on the same form. Once satisfied, a 
report can be previewed directly from the form . 

2000 

2000 

2001 

SALES CONFERENCE 

Customer service 

SALES CONFERENCE 

II SALES OJ 
~~~~ 

. H 3,500 II SALES J 
R.850 II SALES J 

H 3,500 II SALES J. 
R. 850 ·· 11 SALES J 

R. 26,950 

To begin the training and skills database, go to the Main Menu. The 4th button 
on the "Forms" side of the Main Menu (the one with company name at the top) 
is labelled "Skills/Training" . Clicking this will take you to the "Skills and 
Training" form. The form opens with the "Skills" label at the top left of the 
fonn The form is used to simplify data entry into a spreadsheet, which IS 

sitting in the background, but which the user does not have to touch. 

The box at the top right of the form shows the employee details. To select an 
employee, click the down arrow in the employee box. If the employee name is 
not in the box, please close this form and click the "Employees" button on the 
Main Menu. 

The button under the main heading of the form is the "see Training Plan" 
(fnsee Skills") button. This is used to switch between the employee Training 
plan and Skills list. 
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The button under the main heading of the form is the "see Training Plan" 
(I"see Skills") button. This is used to switch between the employee Training 
plan and Skills list. 

Back to INDEX 

Skills 

Skills can be selected by clicking the down arrow on the spreadsheet, in the 
"Skill" column. The skills shown are the skills that current employee has. The 
actions indicate what is to be done about a skill. For example if a skill rating 
for communications is low, the action could be to go on a training course. 
Actions can be selected by clicking the down arrow in the Actions column. 
The rating column is a rating number for the employee proficiency at the skill 
(1-10). The weight column is for the relevance of the skill to the employee's 
current job (1-10). 

If skills or actions are not in the list, these lists can be updated by clicking on 
the required button at the bottom of the form. Both the "Actions" and the 
"Skills" forms have a spreadsheet button that can be used to speed up data 
entry, if required. 

Training Plan 

The training plan operates the same way as the skills plan. All selections can 
be made using the down arrows. Costs will be filled in automatically if the 
course costs have been entered on the "Course Details" form. If you want to 
change course details or add a course, click on the "Courses" button at the 
bottom of the form. This will open the "Course Details" form. Here, course 
costs can be inserted for training budget purposes. If you have many course 
details to put on record then the "Datasheet" button can make this easier. 

Please note, on the main "Skills/Training" form, that a year must be entered for 
the new record or the form will not close. If you are halfway through entering 
a new record and want to exit, first press the "Escape" button on your 
keyboard then close the window. 

Notes on course costs: Inflation of costs has been catered for by allowing the 
user to input an inflation rate on the "Reports" menu. This can be done by 
clicking the "Report Settings" button. The start year for reports can also be set 
here. If other types of financial calculations are required, click the "W" button 
on the print preview toolbar. The current report can then be exported to MS 
Excel for calculations. 

For ease of comparision, all costs are shown as current costs for individuals. 
This means that a course done in two years time will be shown at it's current 
cost. Inflation calculations are carried out only for the department budget 
totals. These will be found on the last page of the department reports. If a 

~xxxvii 
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course cost is adjusted in the database, this change will affect the releated 
records for all employees i.e. it is a glbal change. 

Print Preview Button 

A print preview button is also shown at the bottom centre of this form. This 
button will show both the skills and the training plans for the selected 
employee. A budget planner is also provided on the last page of this report and 
will show the current training cost budget for the department that the employee 
belongs to. 

Back to INDEX 

Printing 

All reports are opened in print preview mode. This allows the user to adjust 
margins and page layout as required . The way a report will be distributed e.g. 
e-mail.exporttoMSWord.printer etc, can also be selected in preview mode. 

An office link button "W" is provided on the print toolbar to allow users to 
send a report to MS Word or Excel. The print toolbar is the list of icons that 
open at the top of the window when a report is being previewed . 

A send button, located next to the office link button mentioned above, allows 
the user to email reports in different fotmats e.g. Excel, Word, snapshot. 

If the first page of a report is blank, page setup must be adjusted. This may 
happen when using the program for the first time. There is a page setup button 
on the print preview toolbar. Alternatively, close the report and then click File 
at the top of the Main Menu. Then click Page Setup on the file menu. 12 mm 
margins with the left hand set at 20 mm works the best for an A4 page. 

Back to INDEX 

Reports 

The database includes a budgetting section where employee, department and 
company training budgets can be compiled. Plans can range from 1 to a 20 
years. The budgets are included on the last page of the main reports. If costs 
have not been entered for courses, a budget cannot be compiled. To enter 
costs, go to the Main Menu and select the "Courses" button or click here for 
more infotmation. 

~xxxviij 
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have not been entered for courses, a budget cannot be compiled. To enter 
costs, go to the Main Menu and select the "Courses" button or click here for 
more information. 
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On opening, the "Reports" menu shows:-

The heading - "Reports" - and the following buttons: 

SfwL , 

1. "Who has the Skills" - This report will show all the skills on record and who 
is listed for that skill. The skill types are in alphabetical order and the names in 
each section are in the same order. 

2, "Who's on a COUl'se"- This report lists all training courses on the database 
The sorting is the same as for no I) above, 

3. "Employee T & D" - Clicking this button will open a sub menu, The 
submenu has a list of all the names that are on the database (alphabetical sort 
on surname). Double click on a name to select it. If the selection is correct then 
click preview otherwise double click on another name to change the selection. 

Department Reports 

1, "Employees" - clicking .. this will bring up a list of departments on record . 
Double click a department and then click preview. 
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3. "Training" - this report gives the training plans for employees in a 
department. The year is sorted to ascending order. 

4. "Department T & D"- this report combines training and skills onto 
one page (per employee) thus making a compact report. The employee 
skills on the left of the page can then be compared to the training plan 
on the right of the page. Training costs for each employee are given 
and a training budget for the department is also calculated on the last 
page. 

General Repor·ts 

1. "Main Budget" will report on the training budget for all departments 
on the database. The sorting is numerically for department ID but if 
this is changed to a codename, the sorting will be alphabetical. A 
budget total is given at the end of the report. A running total is also 
given on the right hand side ofthe report. 

·· 2. "Courses" will report on all courses that are on record. 

3. "Skill Types" will show all skills in alphabetical order. 

4. "General Staff" shows all employees in their respective departments 
(in ascending order). 

Back to INDEX 

Windows, MS Excel, MS Word and Microsoft Access are registered trademarks of the 
Micrsoft Corporation. 

~ xl 
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Appendix P: The Export Initiative 

Briefing on Changes To Come 

NOTICE TO ALL EMPLOYEES 

PLASCON CAPE TOWN 

Plascon Paints (Pty) Limited is continually reviewing and assessing all its 
operations to ensure that it remains competitive and viable. 

Over a period of time the volumes manufactured out of the Plascon 
Epping site have been reducing. This has happened for various reasons 
and in particular the move of our high quality products such as the colour 
Expressions bases to the larger factories (water based to Luipaardsvlei 
and solvent based to Mobeni). The main reason for this was in order to 
gain from the economies of scale and the reduced Raw material and 
packaging costs at these high volume factories. Further m~)Vement of all 
Flagship and expressions bases to Luipaardsvlei and Mobeni will take 
place over the next 3 months. 

This means that the Cape Town factory will have a baseline volume of 450 
000 Lt. per month of production as opposed to the historical levels of approx. 
900 000 Lt. per month. We are currently endeavouring to obtain export orders 
for the UK and other markets and with the exception of Plascon Flagship 
materials all export volumes will go through Plascon Cape Town. 

Due to the reduced baseline volume and the export focus, the Cape Town 
factory will have to be restructured accordingly. Unfortunately this may 
result in some retrenchments. 

Consultations with representatives of affected employees will begin next 
week. 

During these consultations, employees will be given the opportunity to 
present any alternative business plans they may have. 

We also look forward to future success with the export focus in Cape 
Town. 

I Knight 
Operations Director. 
11 th October 2000 
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Engineering Aspects 

Design Overview 

If. ~~Y{. -I, 
~- ," 

Volume . 
Export Production (p.a) 2,690,000 

Local Production · (p~a) 5,318,000 

Total Annual Produc,tion 8,008,000 

Monthly Average 667,333 
"' 

Seasomll Peak Volume 867,533 

(30% seasonal adjustment) 

EXQortProduction Includes Litres per annum 
China 740,000 

Plascon UK - . 750,000 

West Africa • 1,200,000 
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Kev Benefits of the Proposal 

Olmproving space utilisation by moving all equipment into the Oil Plant 
will result in reduced property rental expenditure. The current water 
plant building will be vacated. 

OAmalgamation of duplicate operations will reduce expenses and 
improve productivity. For example, each plant currently has two box 
making operations, two labelling operations, two pot cleaning 
operations etc. These operations will be amalgamated in the course 
of this project. 

OConcentration of manufacturing facilities will improve management 
control of the entire operation and shorten communication lines. 

o Improved workflow through the Oil plant will reduce materials 
handling costs. 

OA new compressed air reticulation system in the oil plant has the 
capacity to supply the required quantity of clean air to the water­
based equipment. This equipment is currently fed by a hydrovane, 
which is very old and in need of replacement. Clean air supply will 
reduce maintenance and breakdown expenses on water-based 
equipment. 

OThe dust extraction equipment in the Water plant will be more 
. effectively utilised in the Cowles section of the Oil Plant. The current 

fume extraction equipment in this area cannot cope with certain 
powders and improved filtration is required. 

OVentilation improvements in the pot washing area of the oil plant will 
also be extended to the washing of water based equipment. The 
water-based pot washing area is unventilated at present. o Loading of the varishears in the Water plant is difficult due to the lack 
of materials handling equipment. The new plant layout caters for bulk 
bag loading of water-based paints. This will lead to productivity 
improvements and reduce the risk of back injuries. 

OThe automatic emulsion and water batching system in the Oil plant is 
underutilised and this type of operation is also not available in the 
Water plant at present. By moving the water-based machinery into the 
Oil plant, the utilisation of this equipment will be increased. This will 
lead to reduce batching error and increased productivity through 
more efficient use of labour. 

OThe new layout will allow for flexible manufacturing upto a maximum 
of 50 000 I/day. This is in line with the vision for a flexible factory that 
can serve also as a contingency for strikes, product launches and 
other such events. 

OThe location of the Ropaque storage tank at the Oil Plant will reduce 
materials handling costs in water-based manufacture. 
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Appendix Q: Activity Based Costing - Introduction. 

The basic distinction between traditional cost accounting and ABC is as follows: 
Traditional cost-accounting techniques allocate costs to products based on attributes 
of a single unit. Typical attributes include the number of direct labour hours required 
to manufacture a unit. Purchase cost of merchandise resold, or number of days 
occupied. Allocations, therefore, vary directly with the volume of units produced, cost 
of merchandise sold, or days occupied by the customer. In contrast, ABC systems 
focus on activities required to produce each product or provide each service based on 
each product or service's consumption of the activities . 

Using ABC, overhead costs are traced to products and services by identifying the 
resources, activities, and their costs and quantities to produce output. A unit of output 
(a driver) is used to calculate the cost of each activity. Cost is traced to the product or 
service by determining how many units of output each activity consumed during any 
given period of time. 

ABC does not only apply to manufacturing organizations: it is also appropriate for 
service organizations such as financial institutions, medical care providers, and 
government units. In fact, some banking organizations have been applying the concept 
for years under a different name - unit costing. Unit costing is used to calculate the 
cost of banking services by determining the cost and consumption of each unit of 
output of functions required to deli ver the service. 
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CHAPTER 3 

GE~ERAL PROVISIO:-':S 

of slatement 

Skills Development Act 

SCHEDULE 

A:>'lEND\1E:'IIT OF SKILLS DEVELOPMENT ACT 

CHAPTER I 

AO,\l1:-1ISTRATION, IMPOSITION AND RECOVERY OF LEVY 

Definilions 

Commissioner for Ihe SOUlh African Revenue 
SOUih African Revenue Act 

"Director·General " the Direclor·General of Labour: 
as defined in Fourth Schedule to the Income 

an employer as defined in Fourth Schedule 

"Income Tax Act" means Ihe Income Tax 1962 of 
inlereS! payable in lerms 

development levy 
Minister of Labour; 

means lhe Skills 
DeveioDlllelnt ACI; 

Fund. eSlaDllSO'OO 

means 
means a sector as detennined 

Ihe Developmem Act: 
"SETA" means a sec lor education and authority, estahllistiCd 
9( I) of the Skill, ACI; 
"Skills Development means the Skills Development Act 
of 1998): 
"this Act" includes any regulalion made teITl1s hut nOI 
include the footnotes. 

Administration of Act 

10 subsection (2), lhe Director·General must adminisler this Act 
must administer lhe provisions of the ACI in so far il rela!es 45 

payable Ihe Commissioner in terms this Act 
may delegate part of the administration of ACI. 

subsection (I). the officer SETA. 
in !enns subseclion 

(a) is 
(b) 

(e) 

Imposition or levy 

tax.! 

6 

to Ihe condilions the Director·General delermines; 

pcrfonning Ihe part of Ihe 

in wriling. 

(5) The amount of remuneralion referred 
amoum-

subsection not indude any 

(a) 

way of any pension, superannuation 35 

TIm mt'ans that the rrmunerallon 
incorpor.w:;d into the rt:muncral1on 

not have 
less Ihe 

basis 

empluyees. below the lncome Tax threshold must be 
leviable amOunt in lliJ5 Acr 

40 

45 
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subject to Act nO! been 

.. r.t"mpnf'pn"f>n' of 
that commencement if 

in lenns of I oflhe Local Government 
before the commencemelll Oflhis Ace remains in force until 

that dale by the Minister terms of section of the 
Skills Development Levies Act If the Local Government Training Act had no! been 

(4) to subncm 

3. 

and 

Board for Local Government 
Board 

The Director-General Conslltutional Development must administer Fund and is the 
officer for the Fund 

a SETA is established the go\ernmem sector--

Board ceases to 

Fund 
develop the 

or employed a 

assets, 
SETA, 

and obligations oflhat Board be transferred 

of section 

balance 

Telecommunications seclor --( I 10 subitem (2), the Human Resources Fund 
referred to in 78 I) of the Telecommunications Act continues as if sections 78 
87 of thai Act had not been repealed. 

Fund referred 10 in subilem (I exist--

or 
establishment ora 

10 

the 

the 

In 

Skills Development 

Fund: 
subitem (1) 

refelTed 
must transferred 

subilem contributions in section 86 (I) of the 
Telecommunications Act v.hich force before the commencement of this Act 
remain In force until 31 March if that Act had 110t been repealed. 

the 

16. Exemptions from transfer duty, donations lax or any otllfr transfer of aSsets 
In from transfer 
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35. Delrgation .--( 1) The ~1inist er nlay in writing delegate to the Director-General or any other 
officer or the Department any pO"'er or duty conferred or imposed on the Minister by this Act. 

(2) The Director-General mav. in writing. delegate to any officer of the Department any power or 
duty conferred or imposed on the Director-General bv this Act. 

(3) . .\ny person to "horn any po" er or duty has been delegated in terms of subsection ( I ) or (2) 
must e.\erci5e that po"er or perform that duty subject to the conditions that the person who made 
the delegati on con5iders necessary 

(4) Any delegation in tenns of subsection (I) or (2)--

a must be in "riting: 
b does not pre\ent the person who made the delegation from exercising the power or 

performing the duty so delegated; and 
c. may at any time be withdrawn in wliting b\' that person 

36. Regul:l1ions .-- The Minister may. after consultation with the National Skills Authority, by 
notice in the Gazette. make regulations relating to anv matter which--

a mayor must he prescribed under thi s Act: and 
b is necessarv to prescribe in order to achie\ e the purposes of this Act. 

37. Repeal of laws and transitional provisions.--( I) The laws referred to Schedule I are 
hereby repealed to the e~tent specified . 

(2) The repeal of those laws is subject to any transitional provision in Schedule 2 

38. Act binds St:lte -- This Act binds the State 

39. Short title and commencement--( I) This Act is called the Skills Development Act. 1998 . 

(2) This Act takes effect on a date to be deternlined by the President by proclamation in the 
Gazette 

Schedule ( 

REPEAL OF LAWS 

(Section 37 (1» 

~o . _and xear <:,>f!a_w Short title _ E~t ofrepeaJ 

Act No 56 of 1981 :Manpower Training Act. 1981 The whole 

Act No . 62 of 1981 'Guidance and Placement Act. 1981 ·The whole. 

Act No . 41 of 1985 . Local Government Training Act. 1985 The whole 

I Act No. 106 of 1996 ,'Telecommunications Ac~~_1996 Secti?ns 78 to 87. 

Schedule 2 
http ://V';WW. pol lly.org .ZalgovdocslleglslatlOnll\l\l1> 'act\l1>-U\I I. htmt • 4/14/UU 
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TR.\J\SITIONAL PROVISIO~S 

(Section 37(2)) 

1. Definitions --In this Part--

"Guidance and Placement Act" means the Guidance and Placement Act. 1981 (Act No. 62 of 
1981 ): 

"Local GOHrnment Training Act" means the Local Government Training Act. 1985 (Act No . 41 
ofI985). 

"Manpower Training Act" means the Manpower Training Act, 1981 (Act No. 56 of 1981): and 

"Telecommunications Act" means the Telecommunications Act, 1996 (Act No. 103 of 1996). 

2. ;\'ational Training Board .--Untilthe chairperson and other members of the National Skills 
Authority are appointed, the National Training Board. established in terms of section 3 of the 
Manpower Training Act. continues to exist and to perform the functions of the National Skills 
Authority. 

3. Manpower Dnelopment Fund .--AII assets. rights. liabilities and obligations of the 
Manpower Development Fund, established by section 38 of the Manpower Training Act , are 
hereby transferred 10 the National Skills Fund . 

4. Training boards and apprenticeships.--( 1) Subject to subitem (4). a training board. 
established and accredited in tenns of sections 12A and 12B of the ~lanpower Training Act, 
continues to exist and perfornl its functions as if that Act had not been repealed. until 31 March 
2000. 

(2) When a training board ceases 10 e:xist on 31 March 2000--

a. that training board must be wound up in terms of its constitution. and 
b any apprentice under a contract or apprenticeship. registered bv that tra ining board and in 

existence immediately before the training board ceases to exist . must be dealt with as if the 
Manpower Training Act had not been repealed except that the Director-General must 
perform the functions of the training board until that contract ofapprenticeship expires. 

(3) The Minister must. by notice in the Gazette. abolish a training board before 31 March 2000 if--

a. a SETA is established : and 
b. that SETA has jurisdiction over any part of an industry or area in respect of which the 

training board has been accredited in terms of section 12B of the Manpower Training Act. 

(4) When a training board is abolished in terms ofa notice referred to in subitem (3)--

a. all the assets, rights. liabilities and obligations of the training board are transferred to the 
SETA designated in that notice; and 

b. any apprentice under a contract of apprenticeship. registered by the training board and in 
existence immediatel y before the training board is abolished, must. subject to subitem (6). be 
dealt with as if the Manpower Training Act had not been repealed except that that SET A 

http/lwww POllty.O.gOvdocS/leglstatlon/ t \I\I1>/act\l1\-U\I I. html 4/14/UU 
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subsection thai the or the Director-GeneraL as the case be, considers ''''','p<.<~,v 

the Director-General must monitor the skills programmes funded by the SETA 
orthe the case may be. 

that has made funds available for a skills programme may 
if the SETA Ihe Director-General, as the case may be, 

IS 

a the 
b 

10 standard. 

21. DisDules.--Anv party 10 a dispute about the appllcauO! 

a any or condilion of nmding referred 10 in section 
any of Ihis Chapter. 

refer the to Ihe Labollr Court for adjudication 

CHAPTER 6 

available; 

is up 

of--

INSTITUTIONS IN DEPARTMENT OF LABOUR 

22. Skills De\'elopmen 
the Director-General 

a. establish a 

Unit 

provide the Unit "'~th the personnel 
its functions. 

The functions of the Skills 

the the service, 

Unit and 
financial resources necessary for the nprfr,rrr»r,rp 

Unit are--

research and analyse Ihe labour market in order to determine skills development needs 

23. 

iii. 

South Africa as a whole; 
each sector of the 

of state; 
the 

iv. education and 
v. organs of state. 

services. --( I) 
General mu 5t--

and 

to the laws the public service, the Director-

a 

b. 
c 
d. 

)evelonment Act No. 97 of 1998 

the functions of lhat centre. 

The functions of those labour are--

and 

iii 
and 

10. 
(a) 10 (d) 

\lJc,rlr_<p,,,Ir,p( referred 

of persons that provide employment services.--( 
pmninvmpnl must rel..ri5tration 10 the 

Page J6 

the Gazette, 

the 

(2) The Director-General must 
been mel. 

the if satisfied that the prescribed criteria have 

If the 

mp~rrih"d certificate must issued person, or 
notice of that Director-General 

(4) A rI,,,j,rl'rl'tl mllst with the nn'<rrih"r! 

25. 
Director-General 
employment service 

If the Director-General cancels the 
General must wrillen notice orlhat 

",n1ninvment service is nOl wit h 
be cancelled, the Director-

pmni(wmf'''1 service, Director-
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14. Finances of SETA. --( I) A SETA financed from--

b 
c. 
d. or invested: 
e in the manner; and 
f 

I of24 

account at any rel2istered bank 
and 

a savmgs accounts, pennanent or fixed in any rel1.istered bank or other 
financial institution; 
internal stock in section 21 (I) Act. 1 
No 1975); 

c. a unit trust scheme managed by a company which been reglstered as a management 
company in of section 4 or 30 of the Unit Trusts Control Act, 981 No. 54 of 

981); and 
d any other manner by the Minisler 

(3) The moneys received by a SET A may be used the orescribed manner and to--

fund the of its functions; and 
b. pay its administration within the limit 

on the dale, every SET A must, at a detennined 
a statement of the SETA's estimated income and 

(5) Every SETA must, accordance the standards ""," .. roll" accepted accounm 
practice--

a. financiallransaclions, assets and liabilities; and 
b. of each financial year, nrpn!lrp ~("f'rUintc rpn""t"'1ino 

and 11 balance sheet 
end of that financial year. 

(6) The Auditor-General must--

a audit the accounts, financial statements and financial management of a SET A; and 

15. 

a. 
b. 

on that audit 10 the SET A and Minister and in that report express an opmlOn as 
to whether the SET A wilh Ihe oflhis Act, and its constitution, 

financial matters. 

over administration of SET A--(l) The Minister may, after consultation the 
notice in the Gazelle, direct the Director-General to 

take over the administration of a SET A if the Minister is of the 

in section 
41141UU 

Skills Development Act No. 1998 Page of24 

II 

(2) In that notice the Minister--

3. must detennine the powers and duties of the administrator appointed in tenns of subsection 

b In 

constitution of the and c 
d. nrp.rnh"r! manner, transfer funds in the SET A's bank account to the National 

(3) If a notice lenns of subsection (I). Minister may, to ensure thai the SET A 
resumes the oerfonnance of ils functions--

a amend constitution, 
b reinstate any of its members; and 
c withdraw or amend any of the notice contemplated in subsection (2) such 

conditions as the Minister considers .nnrnnn~t 

CHAPTER 
LEARNERSHIPS 

16, Lellrnerships.--A SETA may establish a learnershio if--

includes 

TPO;<'PTPil by the Soulh Amcan Oualifications 

nrt:l'crorihpt1 manner, 

17. agreements.--(I) a "Iearnership agreement" 
means an agreement entered into for a 

a. a learner; 
b ~n iPrnn1,...· prnnlr\'\Jprc as !!the and 

of the c '-V,,,,,,,,,,,,,,,,_u in section (I) (a) 
Act or group of such 

The lenns of a learnershio agreement must 

a. the employer 10--

i. the learner the period 
Ii. the learner the work and 

release the learner to attend the education and in the agreement; 

and 

A leamershi 
hllpIlWWW.POllty. 

and registered with SET A in the 
1114111" 
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a. 
b 
c 
d 

from the members 10 be 

and 

to represent--

interests; and 

A member of the holds office for a of three years and 

(5) A member of the Authority vacates office if thaI member--

a. removed from office the Minister as in subsection (6); or 
b resigns written notice addressed to the Minister. 

(6) The Minister may remove a of the 

70f24 

for re-

a. on the written request of the 
serious misconduct; 

that nominated that member terms of subsection (2); 

d for from three consecutive 
i. the permission of the Authority; 

e unless the member shows cause; or 
f em!agim! in any activity may undermine the functions of the Authority 

If a member of the vacates office before the 
Minister must, in terms of subsection appoint a new of that 
period 

(Date of commencement of s. 6 2 1999) 

7, Constitution of National Skills National Skills must, as soon 
as Dossible after the aDDointment of its members, adopt its constitution 

(2) to this Act, the constitution of the Alllhnnlv __ 

a. for--
for the nominations of members of the referred to in section 

6 (2) (c) and 
ii the establishment and of committees, mcludmg 

iii subject to subsection (3), rules for convening and 
and committees, includinll. to be 

different members and the manner which decisions are be 
and its committees; 

v. a code of conduct for the members oflhe 
vi the determination arbitration concernin!l: the interpretation or 

apllllCall(lfl of the 
vii to subsections (4) and (51. a orocedllfe for ~mpf1rlino the constitution and 

b. 

Skills Development Act No 97 of 1998 80f24 

be divested by virtue of the and may vary or set 
aside any decision under any and 

ii. any other matter necessary for the Derformance of the functions of the 

(3) At least 30 days notice must be a 
the constitution or a rel.1,Ulation to be made to be 

(4) A thirds of the Authority's members and the 
for an amendment to its constitution. 

members 
to be made. 

of the 

the 

the Minister must determine the nominations 
referred to seclion 6 (2) (a), (b), (c) and 

(Date ofcommencemem ofs. 7: 2 1999.) 

member of the 
Skills who not in the full-time of the State may be the 

remuneration and allowances determined the Minister with the approval of the of 
Finance. 

(2) the service, the Director-General musl--

a to be the executive officer of Ihe National Skills who will, 
of the Dublic service; and 

financial resources that the Minister considers 

(Date of commencement of s. 2 1999) 

CHAPTER 3 
SECTOR EDUCATION AND TRAINING AUTHORITIES 

9. Establishment of SET A,--( I) The Minister 
education and training authority with a constitution 

in the manner, establish a sector 
any national economic sector 

(2) The subsecltlon (1) by reference 
account--

3. the education needs "mnlnvpp< that--
use similar materials, processes 
make similar products; or 
render similar services; 

of the sector for coherent 
for economic c 

d. trade unions, emnlover oroon;<.t;nn< 

sectors; 
e. any consensus that there may be between organised labour, 

l<ovemment deoanments as to the definition 
of the nmnn.I"rl 

pmnl{"j\Jpr~ and 
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"Basic Conditions of Employment Act" means the Basic Conditions 
(Act No 75 of 1997); 

~nl"'n-npnl Act, 1997 

"Department" means the Department of Labour; 

"Director-General" means the Director-General of Labour; 

"employee" means--

a. any person, excluding an contractor, who works for another person or for the 
Slale and who receives, or is emitled to receive, any remuneration; or 

b. any olher person who in any manner assists in carrying on or the business of an 
and "emoloved" and "employment" have meanings; 

"employment services" means the of the service of--

a advising or counselling of workers on career choices either by the orovision of information 
or other approaches; 

b assessment of work-seekers for--
i. entry or re-entry into the labour market; or 

Ii. education and 
c. the reference of work-seekers--

i. to employers to apply for vacancies; or 
II to for education and training; 

d assistance of employers by--
I. providing recruitment and placement services; 

ii. them on the of work-seekers with skills that match their needs; 
iii. (advising them on the retrenchment of employees and the development of social 

or 
e. any other service; 

"government department" means any department or component referred to in 
Schedule I or 2 of the Public Service Act, 1994 (Proclamation No.1 03 of 1994); 

"Labour Court" means the Labour Court established by section 151 of the Labour Relations Act, 
1995 (Act No. 66 of 1995); 

"Minister" means the Minister of Labour; 

"National Skills Authority" means the National Skills established by section 4; 

"national skills development policy" means the national skills development 
section 5 (I) (a) (i); 

referred to in 

"national skills development 
to in section 5 (I) (a) (ii); 

means the national skills development strategy referred 

"National Skills Fund" means the National Skills Fund established by section 27; 

"NEDLAC" means the National Economic and Labour Council established by 
section 2 of the National Economic Development and Labour Council Act, 1994 (Act No. 35 of 

Skills Development Act No. 97 of 998 Page 4 of24 

1994); 

means prescribed by 

"regulation" means a made and in force in terms of section 36; 

"SETA" means a sector education and training authority established in terms of section 9 (J); 

"Skills Development Levies Act" means national levies for skills 

"skills development levies" means the skills development levies 
Development Levies Act; 

in terms of the Skills 

"South African Qualifications Authority" means the South African Qualification 
established by section 3 of the South African Qualifications Authority Act; 

"South African Qualifications Authority Act" means the South Africa Qualifications 
Act, 1995 (Act No. 58 of 1995); 

"this Art" includes any regulations but does not include the footnotes; and 

"worker" includes an emolovee. an person and a work-seeker. 

(Date of commencement ofs. I· 2 1999) 

2. Pu rposes of Act. --(I) The purposes of this Act are--

(a) to develop the skills of the South African workforce--

l. the quality oflife of workers, their prospects of work and labour 

II 

III 

IV. 

(b) to increase the levels of investment in education and 
and to imorove the return on that investment; 

in the labour market 

(c) to encourage employers--

to use the as an active learning environment; 
II to provide employees with the to new skills; 
Iii to provide oppol1unities for new entrants to the labour market to 

experience; and 
IV. to emolov persons who find it difficult to be 

work 

(d) to encourage workers to in and other training programmes; 

by 
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The levy must be paid over to SARS (after registration) , not later than SEVEN 
days after the end of the month in respect of which the levy is payable, under 
cover of a SDL 201 retum form . The first levy amount is therefore payable on 
or before 7 May 2000. 

Is there any interest and penalties leviable on latel non-payment of the 
levy? 

Yes. Interest is payable at the PRESCRIBED RATE (Income Tax Purposes) 
on late payments. A penalty of 10 PERCENT will be levied on the unpaid 
amount. 

What happens to the levies paid? 

The levies paid to SARS will be deposited into a special fund from where 80% 
of it will be distribu1ed to the relevant SETAs as indicated on the registration 
forms, and the balance (20%) will be paid into the National Skills Fund. 
SETAs will in tum pay levy-grants to qualifying employers, while the National 
Skills Fund will fund skills development projects not within the scope of 
SETAs. 

What if I am training already? 

The levy still has to be paid bu1 you may be eligible for a grant. 

Can I recover any of this levy payment by means of grants? 

In the first year of the levy grant scheme you can recover in grants a 
minimum of 50% of the levy you paid on condition that you meet all the 
requirements for the different grants. The details of these requirements will be 
issued to you in April 2000 by your SETA. 

Where can I obtain further information on my obligations as an 
employer regarding levy payments in terms of the Skills Development 
Levies Act? 

The Department of Labour and the SARS have drafted a SDL 10 guideline 
containing comprehensive details in this regard. This guide will be forwarded 
to all registered employers. 

Who do I contact if I have questions about the collection of the levy in 
terms of the Skills Development Levies Act? 

Any SARS office, Department of Labour Head Office and Provincial Offices. 

For more Information 

Watch the media for further information on the implementation of the levy 
grant scheme from January 2000. Your SETA, once operational , will also 
provide you with assistance. 

For specific assistance direct enquiries to: 

Department of Labour. 
Tel: (012) 309-4000 
Fax: (012) 32G-0792 
EMail: skills.development@labour.gov.za 
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Private Higher Education Institutions 

PLEASE FIND ATTACHED THE CORRECT and latest list. Please note the major diffel 
those offered registration. 

MINISTRY OF EDUCA TiON 

REGISTRATION OF PRIVATE HIGHER EDUCATION INSTITUTIONS 

THESE LISTS ARE UPDATED DAILY AS NECESSARY 

LAST UPDATE 31 March 2000 

There has been considerable public interest in the registration of private higher educatic 
Education has been processing applications for registration from private higher educatio 
The registration process is also complemented by preliminary accreditation , conducted b 
Authority (SAQA), for both learning programmes and institutional capacity. The Departm 
received over 700 inquiries for application to register, and this number is growing daily. I 
higher education institutions, which include local and foreign institutions, to be registered 
as of 1 January 2000. 

As the Department of Education and the South African Qualifications Authority have co 
accreditation and registration, the Minister of Education announces the following: 

1. The following institutions have been conditionally registered by the Department of Ed 
Education Institutions in accordance with sections 53. 60 and 64 of the Higher Educe 
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Institutions Conditionally Registered 

1. Academy of Financial Markets 
2. Cape Bible Training Centre 
3. De Montford University (South Africa) 
4. Die Evangelies Gerformeerde Bybelkollege 
5. Durbanville Kollege 
6. Giyani College of Technology and Management 
7. Haute Couture School of Fashion Design 
8. Jill Farquharson College of Physical and Beauty Therapy 
9. Kelly-Greenoaks Secretarial & Business College 

10. Madge Wallace College of Beauty Therapy 
11. Promat College of Education 
12. Sonett Skoonheidsakademie 
13. Southern Coliege/Suiderkoliege 
14. St . Augustine College of South Africa 
15. SI. John Vianney Seminary 
16. Stellenbosch Academy of Health and Skin Care Therapy 
17. Train-A-Child 

2. The following institutions have been offered conditional registration by the Departmer 
Education Institutions in accordance with sections 53, 60 and 64 , or section 54 (3) of the f-

Institutions offered Conditional Registration 

1. AM School of Advertising 
2. Afrikaanse Protestantse Akademie 
3. Beautiko Academy of Beauty 
4. Business School of the Netherlands (South Africa) 
5. Cedar College of Education 
6. Centre for Creative Education 
7. Complementary Health Centre 
8. Contemporary Music College 
9. Cornerstone Christian College 

10. Durban Computer College Training Center 
11. Global School of Business 
12. ICESA City Campus 
13. The Hotel School (Sandton Campus) 
14. Inscape Design College 
15. Midrand Campus 
16. Monash University (South Africa) 
17. MSC Private College (Head Office Only) 
18. Northern Cape Career Training College 
19. Pretoria Marketing College 
20. Production Management Institute of Southern Africa 

3. The following institutions have NOT been registered in accordance with sections 53 ; 
Education Act 1997: These institutions are to inform current students of their registra 
these institutions have re-applied or appealed, while others are Further Education an 
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