Studying fhrdu’gh BMT College is a stress free and pleasant life enriching experience. You

will gain knowledge and skill through continuous assessment. The College has a teach-test-
teach-test approach to learning to ensure that you work through the study material and
understand the work before continuing to the next level. When you have completed and
have been found competent against all unit standards. and exit level outcomes of the

-qualification, your name will be uploaded onto the National Learners Record Database

(NLRD). This will ensure that your qualification will be recognised nationally. Your
qualification being unit standard based, allows each unit standard to be recognised and
used as building blocks towards an equal or higher qualification. Studying has never been
s0 rewarding and recognised! Your study material is issued to you in workable modules to
eliminate confusion with assessment. Our central computerised system will automatically issue
the next module once you have been found competent against a module, thus, there is no need
to request the next module if your payments are up to date.

Learner Instructions for the Summative Assignment:

Section A: Multiple Choice Questions

The questions in this section test your knowledge and also your ability to apply your knowledge.
Read each question carefully and select one correct answer. indicate your answer on the yellow
assignment cover sheet that was posted with this assignment. You have to mark your answer
under Section A on the second page of the cover sheet.

Section B: Muitiple Choice Questions based on the Case Studies

The questions in this section test your ability to apply your knowledge. Read and study the
applicable case study carefully. Read the questions that are based on that case study: Select the
correct answer and indicate it your answer on the corresponding number on the yeliow
assignment cover sheet that was posted with this assignment. You have to mark your answer
under Section B on the second page of the yellow assignment cover sheet.

- Section C: Essay and Application Questions based on the Case Studies .

B

- The. questions .in this section test your '-ability- fo-apply .YOu'r‘.'kndwlédgé.”‘Re‘a'd "éﬁd"'s’tﬂdy the

applicable case study carefully. Read the questions that are based on that case study. Make
sure that you understand the question before you aftempt the answer. For this section you have

.~ fotype your answers on a blank page. Answers to the assignment questions for Section Cmust
" be typed as this eliminates the possibility of an assessor marking the 2
the illegibility (uncleamess) of your handwriting. Computer Literacy is an entry requirement for the .

programme.
-« Each question must be clearly numbered.
.« Draw a line after each answer. | R R
‘s ‘Use single sheets, front side only. {Double pages must be cut loose on the sides)
~« When you are asked to list or to explain a question you have to use your own words to

rs-incorrect dug to - - ——

reflect-yourunderstanding and your Knowledge.
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Submitting your assignment:

« Make sure your name, surname and student number is on every page.

» Place your summative assignment (answer sheets) inside the provided YELLOW Portfolio of
Evidence (POE) cover sheet. Ensure that you use the correct colour assignment cover when
you submit your assignment. BLUE for formative assessments and YELLOW for the
summative assessments,

o Your POE must look like a book with a YELLOW BMT College cover.

s Hand deliver your POE to BMT College or post it to BMT College, Private Bag X100,
Bryanston, 2021.

¢ Always keep a copy of your assignment (should your assignment be lost in the post) as BMT
College can take no responsibility for assignments lost in the post.

e Each POE must be certified uhder oath (at any pohce statton or post office) to be the or:gmal

Work of the candidate. ™

» Only the original certified POE will be accepted for assessment. No photocopied, faxed, e-
maited or any other than the original certified POE will be accepted for assessment.

Results of your formative and summative assignments:

« Your final mark will be outlined in a results letter at the end of each study unit.

s To pass, you need a mark of 50% PLUS you need to be found competent against ALL
assessment criteria of the specific unit standards of the study module,

o However, if a result of not yet competent (NYC) was found against a specific assessment
criteria, you will be notified by the assessor. The assessor will give you step by step
guidelines on what additional evidence needs to be collected in order fo gain competence

. against that specific unit standard. As soon as you have gained competency you will be able to

~ start with your next study module.

¢ Even though your progress will be followed by a study advisor, it will not be possable for the

" assessor to comment on each question in your POE. This preventative measure is taken to

. eliminate irregularities of sharing memorandum answers with fellow students. You are required

" to answer all your questions without the help of any other person other than a study advisor of

BMT College.

' Opposing your results: :
_Accordlng to the policies of BMT College, you. have. the right to appeal against the results of your. -
studies. When opposing your mark, you are required to fill in an Assessment Appeals Form (No.
BMTC FRM5060-02). This form can be downloaded from the website or requested directly from .
the Col!ege The Assessment Appea!s Form needs to be submitted to the Coliege o

A — Barners and spec:al needs of Learner .
Ptease do not hesﬂate to contact BMT Cof!ege |f there are any bamers that could affect the

farrness of the assessment in any manner.”

Plamarlsm Poilcv :
The unauthonsed used of the thoughts and languages of another author or COpymg another
student’s work will not be tolerated by BMT College. Violating this policy may lead to a zero mark :
***** —ofran assignment-Rememberthat assignments-are-set to-help-yourand-to-assess your-progress=—="
_Be.careful not to copy or use parts of another student’s work as this will only disadvantage you
~and:-may: lead. you to fafllng this. quallfccation i thls comes under the attentton of the Academac
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SR SECTION A: SHORT ANSWERS KNOWLEDGE QUESTIONS " ) S
< {Complete the following questions by marking the correct answer on section A of the yellow
. |assignment cover sheat, = e e e

~Nr:" | Question: = - e e R

1. A grievance may be defined as a feeling of dissatisfaction or injustice that has been experienced by

a) an empioyer. _

b)  anindependent committee |

c) an employee or a group of workers

d) & labour inspector.

e) All of the above.

2. Which one of the foliowing situations may present a case for grievance?

aj Mr. Van Diik the CEC of a small building company feels that his employees’ performances are
not up to standard in relation to what they are being paid. oL

b} Vis. Radebe (the Department Manager) is not satisfied with the repeated late comings of one of i+
her staff members. ;

c) Mrs. Bodibe has had to dea! with her colleague Mr. Murphy's persistent requests to have a drink |-

| outside work hours despite her on-going refusal. She has had enough of his harasdment. ‘

d) Ms. Adams needs to go for a minor operation and she is not sure if her company will aliow her
the time &ff work,

e) Ms. Saslonka will be considered for a new position opening at the company. She is worried that
she might not get the position due to her oregnancy.

3. According to good practice standards - an effective grievance procedure wil provide an upward

channel for communication without fear for victimization or retribution. Select from the list below the

grievance procedura/structure that you think will best fit this description. sy

a) Complete the grievance form available from the HR Department and submit it to the CEO of the |~ G
company. '

b) Raise your grievance verbafly with your immediate supervisor and if you are not satisfied iodge
a formal grievance to the head of the immediate supervisor.

c) Raise your grievance verbaily with your immediate supervisor and if you are not satisfied take

_ the matter to the CCMA. :

d) After referring your grievance to the immediate supervisor and the Departmental Manager, the
matler is still not resolved. You should now start recruiting members to form a commitiee to
represent you at the court hearing.

e) First consult your Union because the immediate supervisor, the Department Manager and the
HR Manager may not be trusted.

4, Since ABC Stores implemented the company’s new grievance procedure Ms, Saslonka, the assistant
0 the HR Manager, has been overwhelmed with empioyees coming to her office requesting grievance |
i forms.'So much 6 that she finds it difficult to get to her normal day to day duties. Select from the list
| betow the problem/s that is most likely causing Miss. Sasionka’s dilemma.
&) - The new grievance procedure does not clearly stipulate that employees should first try to
i . resolve their grievance with their immediate SUPErvisors. « : TR .
_____ 1By “The grisvance procedure was.not properly communicated'to aii employees. " , ‘
ch The employees was not trained on what problems may-constitute a grievance andare pow
.. requesting grievance forms for nomal work.related problems, - o e e
id) ' The supervisors were not consulted during the process.of implementing the new grievance -
- . - procedure and therefore they do not befieve it has anyvalue. ~ T
&) - Aliof the above. e T T L TR
5. | Repeated grievances were lodge against the supervisor of the Operations Department. Staff is
{ demotivated, absenteeism has increased and productivity has gone down. Management is not aware
of the bad refationship between the department supervisor and his subordinates as there areno
-t formal record-of-any-problems that had vecurred. What could have prevented this? -~ - -
(@) ~Aformal inquiry with the departm’entsﬂpervisor._-- S e
Y Requesting staff to record the reason for _théir_abse’nce. on.the leave form. .. el
cufe). A user frienidly recording system which ailows grievance patterns to be tracked and analysed at
Sl regularintervals. oo ot S e T e T
gy "'-'RegiJIarteambui_i_ding efforts with management. . ... BERTI
I_ 1e). L Proper tra_inéng onthe company’s grievance procediire.” o

e _'I’rp\?i_sié)iial'fy registered with the l'.)cp.irthzcnt-nf_H_iglwr-'_[{(h)-c'hiiot.i and Fraining untii'3 }._.‘_Ij_é'qﬁgi_l)_é.:'-ébl-.4:"'ﬂ-s a pivate fl‘i‘,[.{f‘l‘l‘!:r.‘édi.lé'
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B. The purpose of the Empioyment Equity Act, 55 of 1998 isto .
a)  Regulate the basic conditions of employment.
p)  Regulate leave, overtime and remuneration.
c) Advance economic development, social justice, labour peace and the democratisation of the
i work place. ‘ '
d) Promote equal opportunity and fair treatment through the elimination of discrimination and :
implement affirmative action measures.
e) Developthe skills of the South African workforce. EEREE
7. As an HR professional it is important for you t© be able to conduct research and access applicabie R
and relevant legistation. What does Chapter ill section 13 of the EE Act (www.labour.gov.za) referto? | . -
a) Chapter lil: Sector Education and Training Authorities — section 13: Constitution of SETA. o
b}  Chapter Il Affirmative Action - section 13: Duties of designated employers. 2
¢)  Chapterill Leave - section 13: Annuai leave. L
d) - Chapter |k Collective Bargaining — section 13; Deduction of trade union subscriptions or levies. i
e)  Chapter il Prohibition of Unfair ’Di’scrimination“”—'-sect'ton-‘1S:M-ed-ical‘.testing,_ R
B. refer to the EE Act {www.labour.gov..za). How many chapters — sections and - schedules are there o
the Act?
a)  3chapters— 57 sections — 2 schedules.
by 4 chapters - 33 sections ~ 3 schedules.
¢y  5chapters - &5 sections — 4 schedules.
|d) B chapters — 85 sections — 4 schedules.
g) Bchapters— 60 sections — 3 scheduies.
9, The Department of Labour has identified a number of factors that could impact on Empioyment
Equity. Some of these factors are also stipulated under chapter 3, section 15 and Chapter 5, section
42 of the Employment Equity Act. Can reasonable accommodation be considered to be one of these ‘
factors? ER
a) Yes, employers are expected to provide free accommodation (including water and electricity) to |-+
sheir employees.
by  Yes, employers are expected to make modifications to the job or work environment that will
o enable persons from designated groups o have better access to employment.
c) Yes, but employers are only expected to accommodate employees that have 5 or more years
of service. '
dy  No, the purpose of the EE Act is only to efiminate discrimination and implement affirmative
" gction measures.
e) No, reasonable accommodation has no relevance to Employment Equity.
Can training and development be considered to be a factor that impacts on Employment Equity?

110

ion of their Skills Development levies paid to SARS.

Ta)y —-Yes, employers can claim back a portio! ]
p) = Yes,the EE Act states that employees that do'not'go for trainin_g_-oa_n-not-_b_e_..pro.mo_ted.__m. s
¢)  Yes the EE Act states that employers must retain and develop employees from designated
1dy. . Yes, but this section of the EE Act does not apply to fow level workers. - o
ey “No, training and development forms part.of the organisation's Business strategy. ...
11| Refer to the Code of Good practice on the Preparation, t'_r'n_'pléhientétion and Moritoring of -z -
. Emp__ioyment Equity Pians (ww.labo_u_r.gov.za). What are the 3 major steps during the planning - e
o lphase? e e - _ R R e P T
la) Assignment of senior manager - Communication, awareness and consultation — Conducting an
o) Advertising affirmative action positions - Recruitment of PDl's — Selection of PDI's
¢y Completea workforce profile — Draw up an EE Plan — Report to the Director General.
—HrComplete-a-workiorce profile — Establish numerical targets — Complete the EEA2 form...... .
Complete the EEA8 form — Conduct an analysis of the workforce profle—Make-2 comparison

| ~with national demographics.
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[ NrilQuestion: =0 o T LT R A
12. Refer to the Code of Good Practice on Preparation, implementation and Monitoring of Employment
Equity Plans (www labour.gov.za), Conducting an anaiysis can be grouped into two major parts. What
are the two major parts? - ' o e
a) Broad objectives of the plan - Affirmative action policies and procedures, _
b} Review of policies, practices and procedures ~ Impact on Employment Equity. -
ic) Recruitment and selection strategy — Review of policies, practices and procedures.
d) Review of policies, practices, procedures and work environment — Workforce Profile.
le) Structure of the plan — Process of constructing the plan.

13. What are the key features to consider when developing a Business strategy?

a) Location of the business, the profitability of the business and the return on investment of the
businegs.

B) The financia! statements, previous ownership and the marketability of the business.

¢) - The vision and mission statements, interal and external environments and long term goais of

[

the business. : , . ,
d) The Employment Equity status, financial statements and the profitability of the business.
e) BEE compliance, the profitability, as welt as strengths and weaknesses of the business.

14. . | The integration of an arganisation’s larger Business strategy with the organisation's Empioyment
Equity strategy has great benefits to the company. How could these two strategies possibly be
integrated? _

a) Incorporate affirmative action measures into the organisation marketing strategy.

b} Become a designated employer with more than 50 employees.

c) The organisation's shoutd use their EE strategy to become BEE compliant.

d) The organisation’s £E strategy and goals should form part of the organisation’s larger vision,

mission and long term strategic goals.
e) Empioy more people from designated groups to reach the organisation’s sales target.

15. The integrations of an organisations Employment Equity and Business strategies can maximise
human capital investment, reduce cost, improve productivity and customer satisfaction and increase
profitability. Where or from what does the lower cost and higher profits come from?

a) if the organistion has a BEE certificate they will get discount on certain products. Profitability
will not be affected. '

b) Promoting previously disadvantaged individuais (PD1) wiil lower cost to company and lead to
higher profit margins. : '

c) Lower cost will most likely come from reduced employee turnover, reduced recruitment cost
and lower legal fees. Whereas increased profit will most likely come from a more diverse and
talented work force that more accurately serves the community.

d) Lower cost will most likely come from less legal fees due to court settlements. Whereas
increased profits wilf most likely come from better EE awareness, ' N

e). .. Increased profit will most-fikely come from reduicing cost by integrating the two separate

strategies intc one overall strategy that represents the organisation as a whole.

16. 1A Code of Conduct is a set of ethical rules which employees must abide by so that they know what is
i Complete the sentence by selecting the correct answer from the Jist Below, o
i |a). o the-meaning of ethics and the nature of marals and specific choices. -
.| P} acceptable and non-acceptable behaviour at the' workplace. "
~1C) -acceptable and non-acceptable behaviour at home. = ,
{9)._the limits of an employee's private interests both at home and at the workplace.

e) . None of the above. S DR

Codes of Conduct may differ depending on the specific organisation that jt was developed for, but
there are a few similarities in the layout and aspects that are covered in a Code of Conduct. What are

the key areas that may be included in a Code of Conduct? . S S e
ay - Purposé and values, employees and customer relations
by SharelsIders, other providers of money. ' R ; S
c) 'Supp!ie_rs_,'.socjety, and the wider COMIMUINIY. e
- : d). ° ‘The implementation process {including disciplinary procedures). s e

17.
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18. The implications of a Code of Conduct must be explained and communicated to all stakeholders of

the particular organisation. Who can be considered to be the stakeholders?

a) Stakeholders are the shareholders who invested moeney in the organisation.

b} Stakeholders; ‘refer to the CEO and management of the organisation.

c} Stakeholders refer to the employer and employees of the organisation.

1) Stakeholders may include customers, suppliers, the public, trade unions and the focal
government,

&) All of the above.

19, Which one of the following statements will be considered to be & good practice standard when
implementing a Code of Conduct?
a) Pin the code to the company’s notice board where everybody can see it.
b) Set up a board or committee to monitor the effectiveness of the code.
) Make copies of the code only available to management.
-f-—t ) —-Make-the-code-available-in-the deminant language:-- -
“le) b and d.

20, | The disciplinary procedure that the organisation will implement if an employee does NOT adhere to
the Code of Conduct must be ciearly explained in the Code of Conduct. What steps must the
disciplinary process include?
a) First written warning, verbal warning, counselling, final written warning, disciplinary hearing.
b) Counselling, final written warning, disciplinary hearing, first written warning, dismissal.
c) The disciplinary process can be adjusted to each unique individual case, as long as the
individual to be disciplined are satisfied with the outcome of the process. g
dy  Organisations may adjust the disciplinary process to fit the organisations unique circumstances, | 2. =
as long as this process is clearly stipulated, procedurally fair and not undermining any iy
- legislation.
e) - Procedures for non-adherence to the Code of Conduct are not that important and thus may be
dealt wrth as a case presenis itself.

21, The wortd of Business and Human Resource Management is subject to an ever changing
environment and organisations constantly need to adapt and make new plans to keep up with new -
developments. How can we identify areas in need of change in our organisations today?

a) - By examining and analysing the external and internal triggers for change.

b) . By examining the external and internal forces driving or straining change.

¢) . By examining only the cuitural and socioc-economic forces against change.

d)y ‘aandb

e) g, bandc

2?,} What is. meant by the following statement; - -
3 “The performance of the department/sectron should be ‘benchmarked against best ,oractrce standards

T to identify the need for change.”
1a) . The departmentfsectron should have a proper performance management system fo keep

| record of employee performance.
R 1) lt er be ivthe: departmentfsecﬂon best mterest to mplement changes 1] that the-practice can
| perform at its. best standard.
1¢} . - The department /division should evaluate and compare thelr processes in retatron to other
1o departments/divisions that are performing well in the industry.
d) = The department/division needs to svbm:t an armual report to determme whether they are S

1 setting the benchmark.
e} -t wr[l be m the department/drvnsaons best interest if they were to set the beﬂohmark themse!ves

23. Orgamsanonal change can be classified into different types or focus areas. These different types can
.| be.used as a.guideline when.recommendations for change need fo be made. What are the drtferent

mterventrons/types or focus areas of organisational change?

.| @)+ External, internal, orgamsatlonai divisional,.sectional.and unit rnterverzt:ons/types
b} Structural, technological, development and HR management, physical setting; euitura§ and-.
. transformational interventions/types.

“lc)  Analytical, descriptive, behavioural, prob!emat:c conceptual and applied mterventrons/typee ;
|y . Unfreezing, moving, refreezing, monitoring, reporting and sustaining interventions/types.
e) . Beginning, midterm, intermediate, long-term, short-term and final interventions/types.




_Nri'|Question: (Employment Equity) -~ e
24. | Pianning for change requires carefui consideration of afl the possible barriers, both on individual,
*1departmental and organisational levels, Identify from the list below some of the resistance factors that j
may cause problems during the process of change, : ' R o
a) Unplanned life events, marriage, death, moving, loss of personal relationships.
b) Job descriptions, decision making process, managerial style, quality of programmes.
c) Education, participation, facifitation, support, negotiation, manipuiation, coercion:
d) Fear of the unknown, mistrust, economic insecurity, structural inertia, threats to resource
allocation. : _ '
e) Commitment, shared vision, competence, encouragement, adjustment to policies.

25. A crucial part during the implementation of change is to continually align the project to make sure that | SR
interventions {recommendations that was made) are still in line with what the organisation needs and |
funning according 1o plan. How could this be dong? , ' -

a) By analysing and identifying the area in need of change. T,
h) By comparing the area in need of change to other departments that are performing well.
¢ By classifying the area in need of change into a specific type of organisational change.
d) By identifying possible barriers or resistance factors and formulating solutions for these
-problems. | ]
~;€). - By constantly-monitoring and reporting onthe change interventions that were implemented.

26. The needs assessment is the firgt step of any training and development pian. Information required to
conduct an organisational needs assessment can come from a variety of resources. What are these
resources?

a) Organisation vision, mission, and strategic goals/objectives,
o) Staffing inventory — indication long and short term staffing needs.
c) Skills inventory ~— indication long and short term skills required.
d) Indices — indicating cost of labour, cost of material production rates, down time and repairs.
e} Allof the above.
27. What resources may be used to conduct an Operational/task needs analysis?
a) Aﬁendance‘records, grievance patierns and-disciplinary procadures.
b} Organisational records on annual leave, family respensibility leave and working hours.
) Job description, job inventory questionnaire, performance standards and operating problems.
d) Observation of the job or a sample of the work,
e) Only ¢ and d,
28. What resources may be used to conduct an individual needs analysis?
48P Performance appraisals/evaluations ~ identifiés weaknesses and areas of improvement.
b} Performance standards - to identify performance discrepancies in the team.
) Observation, interviews, questionnaires, ‘work samples and attitude surveys, .
e) Onlyaandc.
29. Resources and methods for conducting & training needs analysis may overlap. Careful consideration
| should be given to the advantages and disadvantages of each resource or method that will be used. -
+ ] What are some of the disadvantages of using existing documentation as a resource? .
“|a)-—Information contained in these documents is often subjective and the opinion.of one individual.
b) - Information contained in these documents may sometimes vary drastically from what is actuaily ;.
2 ..happening in the Organisation, Rt SR S 3 | . st - i
C) - Accessing these documents may be very time consuming and not all the documents may be -
| avaitable T T : : o
d) ...Onlybandc
e} . Onlyaandb.
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.| Results of the training needs analysis must be grouped in view of the organisation's pricrities,

30..
constrains and sense of urgency and compared to the skills the organisation currently has. This part
of the needs analysis is usually referredto as a . Complete the sentence by selecting the most |
| gorrect answer from the list below. :
a) Organisational analysis - to identify areas of poor performance and skills requlrement within the |
organisation. :
b) Skifls or competency audit - fo identify what skills the organisation currently has and compare
, that to the skills required.
)5  Operations analysis - to identify task-refated requirements.
d). Persons analysis - o identify current individuai training requirements.
e) Performance analysis - to identify the current performance requirements,
31.  iThe skills gap can be considered to be the . Complete the sentence by selecting the most

correct answer from the list below.

a) the resuit of the skills or competency audit.

b) the difference between {ime spend on preparing for training and the actual time spend on
training.

c) the difference between the employee and employers feelings on training.

d) the difference between the skills that the organisation has and the skills that the organisation

requires.

' _@ Only a and d.

32,

The skills gap becomes the main focus when designing a training and development plan. Therefore
the skills gap very closely resembles and influences the sélected for the fraining and
| development pian. Complete the sentence by selecting the most correct answer from the list below.
‘@) training provider.
1By cost of training.
©) key priority areas.
,  time schedule.

& level of training.
A g

33./

A learning culture may be describe as . Complete the sentence by selecting the most correct

answer from the list below.
{a)  Values and behaviours that contribute to the unique socsal and psyoho]ogmai en\nronmer:t of

an organisation.
b} Behaviours and believes charaoteristlc of a specific ethmc or age group w:thsn the

| organisation.
c) Values and behaviours that encourage and rowords an enwronment of 1earmng

1d).  Views and believes of an orgamsatlon ihat are stlll growmg and not fully EE compllant yet
_'e) _ All of the above.

= When tying 10 promote a culture of !eammg itis important o know what:the current cuifure: (status) s.

T i reéspect of learhing. What résources may be used to gather this information 7
a) . Workplace skilis plan, annual training report, qualrty assurance manuats e
b) - - Observation, interviews, questionnaires. . - : .
o Flat orgamstlortal structure open commumoatlon empowerment
' @ ~Only aand b.- : .
e)  All-a b and c.
35. An arganisation must set success indicators before ‘irying to establlsh what constltutes 2 good or poor

* |iearning culture. Some qualitative success indicators may inciude the following: -

ta)  The number of active learners in proportion fo the number of inactive learners.
- {b) . Communication being used asa iearning tool and mterdepartmental co- operatlons bemg

__encouraged. .

= c) - “Teamwork and mdlwdual learnmg be ng comb;ned and rewords glven for the expans;on of """ :
sk nowledgerand skill S R

dj Onlybandc.
g} Onlycanda.
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38, The assessment of a iearning culture should inciude four important aspects of the organisation. What
are the four aspects that should be covered by the analysis? s : S
a) The vision, mission; short term and fong term goals.

b} The current status of learning in the organisation.

) Reasons {barriers) for/to the current status of learning.
d) The need for learning in the organisation. :
2) All of the above,

37. Once the current learning culture of an organisation has been analysed and compered to the set ol
success indicators - The organisation needs to deveiop strategies to help the company move towards |-
the indicators of success. These strategies may include:

&)  Elements of the traditional fraining mode!. '
b} More open communication and a flatter organisational structure,

¢) - Elements of the organisational training modei.

d) More dependency on management to approve ideas.

e . Onybandd.

38, Strategies to improve the fearning cuiture of an organisation should each consists out of a set of
goals. These goals should be . Complete the sentence by seiecting the most correct answer.
a) defined, and have realistic timeframes.

b) fmore concrete so that it will be more likely that they will be achieved,
C) of a high standard ang complexity,

d) Ondy b,

el Onlyaandb.

39. The approved learning strategies should be implemented slowty so that empioyees have a chance to
get used to them. To assure successful implemeniation . Compiete the sentence by selecting
the most correct answer.
aj the training and development plan must be strictly adhered to.

b) the organisation must make sure that there are a large proportion of active learners.
c) ongoing evaluation should takes place - to identify problems and provide solutions.
d) that problem empioyees are identified and disciplined as soon as possible.
a} the organisation must arrange proper iraining venues.
40, The facilitation of learning has three major phases. What are the three major phases?
a)  Administrative planning, Academic planning, Micro planning. ' '
b)  Macro planning, Meso planning and Micro planning. "
c) Lesson phase,_Fac_i!itation_phase.and Assessment phase. -
‘|d)" Plan and Prepare, Facilitate and Evaluate learning. . :
e} ~ Face to face interaction, Positive interdependence and Individual accountability.
- i Total Section A




LEARNER INSTRUCTION
~ The questions for Section B and Sectlon C Wtif be based on the following Case Studies:

“FASHION SQUARED HA!R SALON

Fashion Squared Hair Salon

Ms Gina Louw started FSHS as a small private
salon from her home 10 years ago. Since then,
-| beyond -Ms-Gina Louw's expectations the company-
has grown in fo a strong salon group across the
country. in the last year the group had to employ 20
more employees, bringing them to a total of 60
permanent staff members nationwide.

The exclusive purely South African products that
the company has been using in their salons have
also become very popular. An opportunity  of

becoming the sole- distributers-of-these unique hair

products was presented to FSHS, but unfortunately
FSHS could not make use of this opportunity as
only BEE register companies were allowed to
become distributers.

Vision:

At Fashion Squared Hair Salon we strive to be
the most respected Salon and Franchise Group
in South Africa. With 12 branches country wide
all committed to quality, service and training we
are soon {0 become one of South Africa’s
strongest brands in the Hair and Beauty
Industry. We undersfand that individuals have
differing needs and our focus is to cater for alt
hair types creating an individual lock that works
for every person

Mission:

Fashion Squared Hair Salon encourages and
actively promotes creative freedom and personal
expression in our on-going quest to become the
foremost and totally unique chain of hairdressing
satons in South Africa. Qur core values make us
who we are. We believe in treating every person
equal and with the utmost care and respect.
Recognising each guest in our salon as a unigue
individual.

SWOT Analysis of FSHS Internal and External Environment

Dominantly white staff employed

Value equahty and mdsvrdual dlfferences
. ¥ -. 12 branches country wsde . R » .Z;?é have no emp[oyment eqwty stfa‘fegy m
e._ ‘Emptloying 80.employess. i o p e No. skxlis to.cater for. differant: halrtypes
ol poenial [+ VieokkowedgeoireEEAn
.. Good-management structure . ° -QOnly white staffat management level
o Quality services - ' » Barriers in recrmtment and selaction pchc&es
e Valug training & High absenteeism:- =~
& Financial resources ‘" “Not BBE compliant -

No sticcession planning

'. _Fi‘anchise oppor_iun_it_ies e

- Legalfees due to non- -compliance with
. legislation . : .

* 'Staff unhappy with aff rmative actmn prospectsf B B,

= "-“Skn!s'tram;ng'th‘rough'Semcéé’*’SETA’"

Income dsfferentsals

- Becoming a large Distributer-of their quahty and
_upiguely South African hair producls and

- ACCESSONes

and. Tmmmg Colieges A¢
(Pty) Ltd 2003301 nmm? )




Fin'anc'i_al S'trategy

A more diverse revenue
base and wider profit mar-
gins.

Opening of more
franchises.

Recrit African customers.

| Distribute hair products to
other salons.

Open 10 more franchises
over the next 5 years,

Have an equal representa-
tion of African customears in
relation to customers from
other races.

Te become the sole
distributer of the product.

Train and develop current
managers wha are interest-
ed in becoming franchise
owners.

Become fully EE compliant.
+
Create affirmative agtion

positions and recruit a pooi
of suitable qualiﬁed

groups - to be able fo cater
for the African hair market.

Train and develop current
staff that may qualify for
these positions.

Develop mentorship
programmes.

Offer career counseling and
planning.

Starting with EE ‘
compliance work towards
obtaining a BEE Certificate.

Cut unnecessary costs.

Costs declining.

Have 100% decrease in
legai fees,

Become fully £E compliant,

- Customer Strategy.

-

Improve service quality,

Customer comp!amts from

surveys

 IPositive feedback from
O customers from surveys.

‘| Decrease in eus'tomer
L retention rate. -

' lncrease H’l DEW customers

B customers returning.

Have an 90% decrease in

: customer complaénts

Have most!y posmve ‘. i

feedback.

Have 80% of our

30%.

.| Staff training In customer
_|seivices. .

- @xcellent advice - clear
communication - comfort.

Grow our customer base by

Focus Profess;onal and
friendiy service - provsdmg

| Offer wider range of _
products.and services to

| cater for all md:vnduals fe- .

B ha'rfype .-3 :
: ERERR K customers VJS tlng FHSH -

Product fange-increased-o-

mclude products for Afrncan
halr

lncrease in the drvers iy of

5 Have an equai

Tnfroduce atfegst three new .

Afrfcen products

| representation. of. ali

customers e

{pew products,

-'j s_é'cceeffguy“ee_¢ompnah_f_ | e
2| toshave a-diverse and i

trained workforce to cater -

fora dsverse customer base '




Implement a computerized
human resource system
(CHRIS).

Internal Business Strategy

Fully functional CHRIS in ajf

- |franchises.

Fully functional CHRIS in alf
franchises within a year.

Contact service providers
for quotes.

Training on the new
computerised system.

Align recruitment and
selection policy to cater for
EE targets.

User friendly recruitment
and selection policy.

Adherence fo the new
recruitment and selection

policy.

Fully implemented within a
year.

Conduct an analysis of
FHSH occupational and
workforce profiles,

Align recruitment and
selection policy with trammg

~1and-development: policy:

Draft new policy to be
approved by afl
stakehoiders

Revise and redesign the

policy to be infine with EE
requirements and other
business goals.

fraining and development

Equal opportunity for
training.

Succession planning.

Cater for the needs of
FHSH.

Cater for job reqguirements.
Cater for individual needs,

In line with EE legislation.

Ready to implement within
& months.

Anaiyse FHSH
occupational and workforce
profile

Conduct a needs analysis
and competency audit to
identify the skills gap.

Align an redesign the train-

ing and development policy
based an the above fingd-
ings.

Align with EE r'equirementsl

Align with recruitment and
selection policy.

Ensure correctievel of -
expertise in FSHS to cater
for all ha:r types e

1 Skills

‘[taken place.

Learning and Growth-Strategy

0ss & occupatlon-
al levels fo cater for all harr

' types

Number of newly acqu:red :

Have 2 fully operating train-
ing. plan in place within.1 .
year. ..o

skills-and training that s

lels.

REEds orERSH onalllev- -

Tralnmg through Semces '

: SET

‘ S Msﬂf_.orshlp Programs. .
‘"‘”l”.;ralnmg'pléﬁ”must meetthe [~ o e
Leadership Programs,

IMust meet EE requlre— R
MEents

Ensure job satisfaction and-
prevent employee turnover. -

Highly motivated and-
proc_fuotive employees.

A sense of coherence/

More feedback both 'po'sl—

five and npnnfnm on-currant

- :As'”slg'n' team leaders and .

gstablish team meetings
and team building events,

belonging/working together .

amongst employees S
' — .Employees feelmg valued

busmess processes

o Offer career counselmg and
g planmng '

Create employee lncen- X
tlves -

- ofdifferent incentives

| Greater integration. iowards
| profitability through the use

_.lmplement incentives: within.

6 months. -

1 different typesof - - . .

incentives.

Become compliant with EE -

BEE registration.

legisiation - work towards |

100% compllance with EE
legislation.” -
Progress on all 7 spheres
of the BRE Act,

Be fully EE and BEE .
compliant within the next'5
years. _

.| Draw. up an EE and BEE

plan for the next 5 years.

| Assignment of responsibil-

ity. Awareness training.




o Male '|Female Foreign S
Occupational : Nationals §
Total
Levels
' . A C I A C I | W Male |Female
Top Management &
Senior Management & 3
Professionaliy qualified and
experienced specialist and \
mid-management
Skilled technical and
academically qualified }
-~ workers, junior - -
management, supervisors,
foremen, and
superintendents
Semi-skilled and .
discretionary decision ih
making
Unskilled and defined £
decision making i
-
TOTAL PERMANENT 3
Temporary empioyees 3
GRAND TOTAL Z ¥ 53
(—

Popufation Group { Number "~ % of total ~ _
SiAfrcan 45_‘20572"7'5_ S SIgQg gy T
Whie — Toses oo
[Coloured 4539790 vy i g g
_ l_i?.dié_n/Asiaﬂ 11274867 - RERTARRE
B‘.O’I‘A_L. 150586 757 1100 %

- Taken from: ha . ‘,Ul!.'Ic.".‘.ﬁf'.!,'»;i.?,‘ﬁ!'.l.l..f.i.’.??.li‘@..1é_!:fi7?.@?}211»‘:.1.‘!5.?I1§.U}Ji.ﬁ.s.li_l.-.!.'z1.?.2}




Human Resource Training College

Human Resource Training College has been in
business for 45 years. The college employs a total
Jof 50 employees. They only offer provider
gualifications. The college is not registered at the
Human Resources ETQA, so none of the
programmes are credit bearing. Top management
has recently decided that in order to keep up with
technology and with competmon the orgamsahoa

needs to make some changes.

The college receives an estimate of 500
assignments per week. They have 5 permanent
assessors to assess these assignments. Currently
the assignments are all marked by hand. One of the
changes management decided to make was to
acquire a scanning system that will process the
data of the submitted assessments. This will ensure
that muitiple cho:ce assessment will now no longer
be assessed by hand but electronically. Once the
new system:is implemented assessors will have
more time to focus on developing study materiai.
The scanning system will require 2 personnel and
they need th_'e‘{ .foIEowing skills:

. Operatmg the scanner
« How fo transfer readab!e data into the
B “~'.programme that assesses data etectromca!ty

. Retrieving . feedback reports _from the

processed data.- -

Cleo Shubanga HRM diploma qualification. No
‘computer skills. Marks by hand.

Nico Mmathuba Business Management degree,
excellent computer skilis.

Lesego Norbet Assistant to Human Resources
: manager for the past 3 years,
computer skills.

Darlene Sibanyi Registered constituent HRM
assessor, basic computer skills,

JJackie.Grobier........ | Grade 12, no computer skills.

Additional information:

B e d_e_p_ar_tme_n_t o siudymg towards

Human Resource Training College also
receives an average of 250 new registrations
a month. These registration forms are
completed by hand and filed in alphabetical
order. When information is needed from these
forms the filing clerk retrieves the original
registration form. This is a tedious task
The demographics of the college staff is as
follows: 50% white males, 10% black males,
20% white females and 20% black females.
There is a strict hierarchal organisational
system in place. Empioyees are expected to
do their jobs -and nothing else. ideas to
improve productivity within the organisation
_are .simply put aside because of time

o '_-constramts to -develop-or mvestlgate these |

__:deas _ - :

- Two employees that are in the Admsmstration_

- Basiccomputer skills w1

Here is a list of the basic skills of the current.

| assessors:

: --open-to.{raining. --;Tl'-_hey-;beheve g _encour.ages

—accounting - dlpiome. Lesego Norbet

"'"compietmg “her T Human Resource
- Management D!ptoma through an accreduted'
‘Management has not been very':

_employees to be dissatisfied with their jobs.

\ oNER der LmdL{l’lmu;wl: SRR E,J._-Puolxnau(VJLL l’rmcl]ml)




| Section B: Multiple choice based on thecase study =
1 Nri ) Questions 1:8 is based on case study 1
1. Can FSHS be considered to be a designated empioyer?
a) Yes, FSHS employs more than 60 empioyees.
b) No, FSHS employs more than 60 employees.
<) Yes, FSHS employs more than 50 ampioyges.
d) No, including the temporary employees FSHS has 63 employees.
e) Yes, including the temporary employees FSHS has 63 employees.
2. According to FSHS vision and mission, what are their core values?
a) - Cuality service, training and treating each person equai and with respect.
b) Wealth through the accumuiation of more assets and beating their competitors.
c} Strict rules and discipline with in all their branches nation wide, :
d) Old 'fashign vaiues reflecting their classic style of hairdressing techniques.
e) Alt of the above.
3. Analyse the key business features of FSHS. Which one of the following can be considered to be a
strength of FSHS? :
1a) FSHS has career path structures, '
b} FSHS offers skills training through Services SETA.
c) FSHS has a good organisationa! structure.
d) FSHS has excellent growth potential,
e) FSHS are dominantly white embloyees,
4, Which one of the following can be considered to be a weakness of FSHS?
a) FSHS are facing legal fees due to non compliance with EE fegislation.
B FSHS does not have a Employment Equity strategy in place.
c} FSHS does not offer quality service due to non - compliance to the EE Act.
d)- Oniyaandec.
e) Onlybandec.
5. FSHS's key business featuras are divided into 4 main strategies. What are the 4 main strategies?
a} Objectives, Measure, Target, Initiative.
b) Financial, Customer, interna! Business, Learning and Growth.
c) African, White, Coloured, indian.
d)  “Strengths, Weaknesses, Opportunities, Threads.
e) Vision, Mission, SWOT Analyses, Balanced Scorecard.
8. Analyse FSHS's Workforce Profile and calculate the percentage of permanently empioyed
‘ African's, White's, Coloured’s and Indians employed by FSHS. Seiect from the list below the option -
which has the correct percentage for.each group of employees. - e R
a)  African = 79.5%, White = 9%, Coloured = 9%, Indian = 2.5%,
b) - African =5%, White = 80%, Coloured = 8%, Indian = 5%,
1¢) . African = 9%, White = 80%, Coloured = 10%, Indian = 5%
d)  African = 5%, White = 80%, Coloured = 10%, Indian = 2.5%.
e 8)s o ARican = 5%, White = 80%, Coloured =10%, Indian ='5%.
7. | According to your calculations in the previous question and in terms of chapter 5, section 42, does
.| FSHS comply with the EE Act?. . ... . e o e
a) - Yes, FSHS's Workforce Profile resembies the Regional Demographics of thearea:. . .
") No, FSHS's Workforce Profile does not resemble Regiona! Demographics.
c) Yes FSHS's Workforce Profile does resemble the National Demographics of SA. _
d) - No, FSHS's Workforce Profile does not resemble the National Demographics of SA,
e).  No, FSHS'sis not a designated employer yet. I A
8 Refertochapter 3, saction 75 and chapter 5, section 42 of the EE Act . In which of the following -
© . |areas are FSHS not complying to the EE Act? e L
" -|8) " No measures in place to eliminate employment barriers - No reasonable accommodation
] e “made -No pool of suitably qualified people,” T T T e
oo P)a s Legal fees due tonon-compliance « Income: differentialg,
| |9 Preferential treatment - Holiday bonuses - Income differentiais. SR
corpreed) - No meastres in placs 1o glifinaie employment barriers - Staff turnover. R
: L : ) ~No reascnable accommadation made - income. differentialg « Holiday boruses, -

Department of Higher Education znd Training. i
fon Act; 1997, Registration No, 201 |/4B02/002 and liered onE

CFurthey. Edacation and Training Colieges ‘A 806G, Registration'No. 2008/
'lini:n'g-.(_?qllqgc Piyylid 200570F1378/0T:F NCRTPA 73 | Provisipnally Ace

G :.'D_Ercqtbi‘ls:'[ijai_\. \{;_11;"-&4]_{:5"_ L:'_r';_rie'{_P_i'ix:l'c'ipgﬂ._],J..I:JLfPlco_i‘.mhn{'\"%cc-]-‘!-..;'n_bj‘ :




Refer to the Code of Good Practice on Preparation, Implementation and Monitoring of Employment

Equity Plans. What is the first major step that FSHS shouid take in the process of becoming EE

compliant?

a) Recruit and select employees from the specified designated groups.

b) Conduct an analyses of the organisations Workforce Profile, policies and procedures.

c) Provide training to employees from the desugnated groups and implement succession
planning.

. d) Conduct an analysis of the organisations current EE strategies.

e)  FSHS should assign one or more senior managers at each of their branches fo take

responsibility for the deveiopmentofa EE Plan._

10.

Refer to the Code of Good Practice on Preparation, Impiementation and Monitoring of Employment
Equity Plans. The next step in the preparation of an EE Planis to raise awareness on the content
and application of the £EE Act. One method to do this is through training. Select from the st below -
the correct examples of training that may be required by the senicr managers of FSHS.

a) Examples of required training couid include hairdressing skills throught Services SETA.

b) Examples of required training could include computer skills programmes,

) Examples of required training could inciude diversity management, coaching and mentoring

programmes,
d) Exampies of required training could include business management , leadership and personal

development programmes.
e) Examples of required training could include self assessment, change management and

... learning strategy programmes.

11

Refe"'r"t'd the Balanced Scorecard of FSHS. How would offering Employment Eguity focused training
to the senior managers benefit F SHS financially?

a) . .FSHS will improve their service quality.
by The skills that the senior managers learn will be transferable to other areas of the business

and may prepare them in becoming franchise owners.
c) ~ 'FSHS will be avoiding legal cost due to non-compliance to the EE Act.
d) _Onlycandb.
e) .Onlybanda.

12.

R e) _-_Af! the. managers at senjor- ands top managementlevel. ..o

&) Two managers at senior level and 2 mangers at top level management.

Refer to FSHS's current Workforce Profile and keeping in mind FSHS's EE targets, How many
managers should be considered for diversity management training?

b) - Allthe managers at senior levet management
c) Al the managers at top level management. -
d) - -Allthe manager at top level management and 3 managers at senior level management

“| Refer to FSHS s current Workforce Proﬂle ‘What number of employees and at what occupatlonal
[evei could be consider for training and coaching into management positions?

) e) - FSHS does not have the required ski Ils and need to recrwt from outsnde the orgamsat;on

2y 'Nine at. the unskilled and three at the semi-skilled ogcupational levels,
b} - One at the technically skilled and three at the semi skilled occupational. Ievels
c)-.....All techmcaify skilled and qualified: empioyees S SO
d)  All the managers at senior management level. -

g

‘Refer 1o the Balanced Storecard of FSHS, What other needs for fraiming are thete within FSHS?

~lay~ ~ -Staff training in customer service and the new CHR!S -

_ib)._ Skills training through Services SETA "~ " T T T

ey Employment Equ;ty awareness tra:nmg o . _
<o le) On%ya bandc o

il rammg, Lollcs,es Aci 2000 chls_-zatmn No 2008/‘[ FGT/O()? L
g {Ply) J..td 2005/811378/47 NCRCPATS PI‘O\I‘:IOII'IHY Acblhdltbd |J\r' L.l } Il.m l'* i
Dlrcctorq B A v'm dLT lmdc[l’ln;upa | 1LY Paoin]an(\-’;cg Prmupml) K .




~Nr:_ | Questions 15-20 is based on case study 1 .-

15, Refer to FSHS's current Workforce Profile and keeping in mind FSHS's EE targets, How many
unskilied and semi - skilled empioyees and from what cultural group should be consider for training
through Services SETA?

a) Unskilled = A1 and C 2, Semi-skilied = A2 and C4
b) - Unskilled = A1, Semi-skilled = A2,

c) Unskilled = C2, Semi-skilled = C4.

d) Unskilled = 0 empioyees, Semi-skilled = i3,

e) Ali unskilled and semi - skilled amployees,

18. What number of employees and at what occupational level shouid receive EE awareness training?

a)  Allemployees at the unskilled occupational level.

b) Ali employees at the unskilled and semi-skilled occupational levels,

c) All employees at the professionally gualified and senior management occupational levels.
4y All employees excluding employess on management levais.

e) Alt employees at all cccupational levels.

17, Through the needs analysis that you have done so far, identify four skili gaps (or areas) that may
require training in FSHS.

a) Telephone skilis and computer literacy training - EF awareness training for senior and top
management - Conflict management programmes. :

b) Diversity management for ail senior and top management - Management coaching - Customer
service and CHRIS training - Mairdressing skills through Services SETA - EE awareness
training.

c) Customer service and CHRIS training - Handling customer complaints - Hairdressing skills for
all unskilled employees.

d) Diversity management for all junior management - Hairdressing skills through Services SETA -
EE awareness training.

e) All of the above.

18. Besides training what other initiatives can FSHS take to meset both their business objectives was wali

as EE reguirements? Select one example from the list below.

a) Open up 10 more Franchises.

b} Decrease customer retention rate.

c) Align their recruitment and selection policy with their training and development pian to mest
their EE targets. :

d) Increase their product range to include 3 more African hair products,

e) - Allof the ahove. ‘

19, |What initiatives can FSHS take to increase Job satisfaction and reduce absenteeism and employee

turnover? : S - _
a) .Assign team leaders and create team meetings. :
b} . -Implement stricter rules regarding leave and being absent from work, .« oo
~16)- . Offer career counselfing and planning, =~ = ©0 e e
-|4i - Implementa Code of Conduct so that employees know what are expected from them. =
€)... . Onlya candd. U S i gt g bt S
What measures and imtiatives could FSHS implerent to motivate employees to contribute to the.. -

20,
| réaching of-business and EE objectives and ultimately greater profitability?

a) = Become BEE compliant - improve income differentiais, ‘ e
ef new products. -~

D) “Introduce new product range - get employees to mark
c) Cut unnecessary costs - increase employee salary, -
d) Different employee incentives.- gst empleyee-input:
e} All of the above. . o EE

EA ,'_'__nghmiI::'d'ucqtiun‘ Act- 1997 Repistration No. 20T HHELT/002 and.a private furdher Zp:cinc"-aﬁun and trainipgan

gistered with the Departmen dfl-iighcr Education and Training until 31 Dc;:éuibc {}‘14”;{5".3 'pfi\_f.alé,l.i_i:ghc. Bl

S Fuether Education and Traliing Coltleges At 2006, Regisl
Ply)Lid 2005/011378707 | NCR¢
Asvan;

anagement-Training College’(
o i Directors:




Which method was used by top management to identify the need for change?
a) strategic tools. _ o
b) benchmarking.

c} analysis.

d} innovative tools.

e}  all of the above,

"“|'ah drganisation’s ledrning culture.”

b) - Reports
|e}.  Interviews
) Observation

22. Change in technology can be seen as ...
a} -anecessary factor.
b) an external driving force.
) both internal and external driving forces.
- ) -an interral-driving force, -
e) expensive,
23, From the case study what external factor can enforce change. ..
a) Employee dissatisfaction.
b} Training and development legislation
c) Organisation's life cycle.
d) Changing of core structures within the organisation.
e}  Alf of the above.
24, What is a learning organisation?
a) An organisation that trains staff.
b)  Anorganisation that has only been in business for a year.
¢} . Alfraining institution.
d)}- - Alearning organisation is an erganisation that has developed the continuous capacity to adapt
* and change. Just as individuals learn, so oo do organisations,
e)_ An organisation that learns how to run a business.
25. From the case study, would you say that Human Resource Training Coliege has a . .. learning
culture? '
a). Low
by Medium
c)’ High
d) = Zero
26. From the following, identify which source you would not be able to derlve mformatton from regardmg

a)  Training and development p!ans

: f'"je)‘"“"j_;j'_NLRD o o .
27, The proportion of active iearners to the fotal personnel is..
: a). ....4% :
) 5%,
o) 6%
i) 12%
le)  20%
28.  iThe proporﬂon of active learners to increase their productlwty is.,
ey Tae
b)Y 2%, _




* [Section 5: Muttpie choice based on the cass stody

1 The qualitative indicators of the college’s status of learning and the learning cutture ind_icates the-

29.
colfege has a . . learning cuiture.
a) Low
b} Medium
c) High
d) Zero
30. The learning cuiture of the college contributes to the attainment of arganisational and individuaj
goais within the organisation. S ' o
a) True, .
L 16)  False

Two personnel members needs o be trained for the new scahning process. Choose two of the

31
most appropriate outcomes for the training (this will not include all the outcomes): '
18)  How to complete an excel $pread sheet,
b) Printing of the feedback reports.
c) Communicating with a student.
d) Scanning the muttiple choice answering sheet.
@) Marking an assessment,
32. What kind of training methodology will be suitabie for this training process?
a) On-the-job-training
b} Presentation
¢} - Group work
d) -.Study material
33. Feedback reports need to include:
aj Resuits and comments,
b} Results and recommendations,
) Results and strengths.
d) Results, strengths and weaknesses.
34, Training review is important as it identifies ...
a) learner weaknesses.
b) learner strengths. .
¢)  recommendations for improvement in future training interventions.
d) .. probiems in the department. - s T RS
e) ' ali of the above.

. Total Section B :
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and'Essay quest:o” s

s based on Case study 1

Copy and complete FSHS’s training and development plan. Make sure that you have fitled in.an

answer in all the blocks where a bullet (a black dot) appears. All information must resemble 20
FSHS 8 current Workforce Profile and be inline with FSHS business and EE objectives. . (40/2)
7

Top Management | . .

[ FSHS have the

Does anyone in

required-skill? = -
| .Thfnk_carefuﬁy,.,

Employee 1
Employee 2 Top Management |« . .
Employee 3 Top Management  |e . .
Emptojée 4 Top Management  |e . . 0
Empioyee 5 Top Management  {e . .
Employee 6 Senior Management | | . .
Employée 7 Senior Management { o . P
Employee 8 Senior Management | ' . .
Employee 9 Senior Management |e - . .
Employee 10 Senior Manége'mé'nt « .. e
CiKey pnonty area 1: Who in the organizatlon has the reqmred sk:i!s in thls prlonty area?
; o e

Kev Dnontv area 2; Halrdress:nq skills
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| Section C: Short questions and Essay questions. ehatienrch e

Key priority area 2: Who in the organisation will receive the above training?

¥p

date.
Allemployees = | e 3 African
that have no ' _ ' . e
hairdressing skifls .

. [
All employees ° ° ° .
that have some _ s _ 10 Female
hairdressing skiils _ . ' o : '
but no formal {12 White
qualification :

Key priority area 2: Who in the organisation has the required skilis in this priority area?

Race:

ame.of

i candidate . S i

All employees ® e .

with a formal . ®
qualification 0 Coloured

(except top and e

senior

management)

Training is one factor that impacts on Employment Equity. Refer io chapter 3, section 15 of the EE |+

2, Act. What other factors may have an impact on the current EE status of FSHS? Name 2 factors
and explain how these factors manifest within the context of FSHS,

3 Refer to your answer in guestion-2. Present-a proposal to the EE committee on how FSHS can
' improve their EE compliance. Write you answer in the form of a formal letter,

Explain how becoming EF compliant will benefit/help FSHS on their quest to become South
4, Africa's foremost and totatly unique chain of hairdressing salons and distributers of exciusive hair
products .

- [ The empioyees at FSHS are ax
Iterms of how they should and.s
Conduct to clarify their uricertai ty. Y
with an explanation of each. L

5.

-'!_'Qué?ztjﬁi'én;s_'-é—'?_9_;ié. based on case study 2

List and explain the six forces for/driving change.
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From the case study, identify one areaLthét requires change.
8. Make recommendations for the change above with specific goals for each action suggested.
g Identify two barriers for the mentioned change.
10. Provide two solutions for the above mentioned barrers.
| What resistance can be expected from employees regarding this change? How will you deal with
1. this resistance? Are their possible rewards systems you can put in place to overcome this
_|fesistance? S

12, Develop 5 strategies to implement a learning cufture for Human Resource Training Coliege.
13 Write a letter to the employees of Human Resource Training College in where you encourage a

) learning culture in the organisation.
14 Write down 3 problems that may occur when you need to implement the above strategies in the

' organisation.
15. Identify 3 solutions to the problems identified in question 14,

16 The college has to train two personnel members o compiete the scanning procedure for the
1 multiple:choice answering sheets. From the current assessors, who would you choose and why?

17 Identify areas that need to be included in the preparation of the fraining of the two personnet

’ identified in question 16.
8 Identify 5 Important aspects that you have to consider if you had to facilitate the above training
" imentioned in question 16 and 17.
19. List & aspects that need to be included in your training review.

| Tofél.Sectiqn C:
Total Section A(80) + B(70) + C(110)|




