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Ipm's 2004 Convention

HRCOSA is proud to support the IPM's 2004 Convention

Institute of People Management (IPM) is a non-profit organization. The target market is leaders and practitioners in the Human Resources profession and people managers in the workplace. The Convention is an opportunity for Human Resource professionals from business and government to share a common platform to address and exchange issues, challenges and innovations around human resources, the changing workplace and the country. The IPM Annual Convention is to be held at Sun City from the 22nd to the 24th of August .It is an opportunity of marketing to a captive audience over the three days.

HRCOSA would like to motivate members of the HR community to come together and support this year's IPM convention through sponsorship. 

Benefits of Sponsorship

· Increased business potential and enhanced company profile;

· Direct access to target audience, made up of current and potential decision-makers in the industry;

· The association with a high profile, exciting and informative event;

· Establishes your company’s reputation as being an industry expert;

· Permanent reminder of products and services provided by sponsor;

· Opportunity to send out one mailing to IPM database of members; and

· Extensive exposure in print and broadcast media.
There are levels of sponsorship available, details of which can be obtained from Ivan Lätti, Koptoe Consulting (Pty) Ltd, Cell: 083 252 7256, Tel: 011 673 1790, Fax: 011 673 5142.

Benchmarking HR Risk Factors

South African companies are experiencing the pressures of a globalising market place and a changing socio-political arena.  For companies to be able to compete effectively in the changing market place, its HR function needs to function optimally and add value to the central business process.

The Centre for Work Performance at RAU in conjunction with other key role players such as the IPM and Productivity Development are in the process of building a national benchmark survey.  The main objective of the survey is twofold:

· To assess how well the HR function is aligned with and adds value to key business processes in the organisation.

· To assess the HR risks in four different risk areas across the different key business processes.

There will be several positive spin-offs of the benchmark survey.  Some of these benefits are the following:

· Identifying key HR risks for HR functions in companies and industries

· Identify best HR practices across key business processes

· Provide a national agenda for developing a HR strategy

The benchmark survey will be hosted on the Centre for Work Performance’s website www.rau.ac/cwp 

The procedure for participating in this national HR event is very easy:

· You can click on the benchmark button on the home page.  

· You will be automatically directed to the benchmark survey.   

· You can click your way through the benchmark.

· It will take between 30 and 45 minutes to complete

For more information on the benchmark survey, you can contact Prof Gert Roodt from the Centre for Work Performance at gr@rau.ac.za
ASTD State of Training & Development Industry report for S.A.

The ASTD State of Training and Development Industry report for S.A. will be hot off the press soon and a presentation will be held at a breakfast session on 12th May 2004 at 8.OO Kabanga Conference centre near the Dome. Contact Robin on 0828946932. A study tour to the USA International Conference in Washington leaves on 17th May. There are still a few seats open. Call Robin on 082 894 6932. See www.astd.co.za for programme and www.astd.org for plenary speakers.
AllAbout Human Capital Management 
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Twenty-thousand copies of the first-ever AllAbout Human Capital Management (HCM) handbook - the HR industry’s most comprehensive and influential reference resource – were snapped up on publication last year. Benchmark business-to-business publishers, WriteStuff, say this year’s edition will include a focus on industry issues and hotspots - with thought leadership from industry influencers and commentators. It will also provide tips on how to tackle the trickier disciplines. You’ll need to move quickly if you want to be seen in the only publication that gives readers all the most up to date, reliable and relevant information about human capital management in a single resource. Contact Shirley Singer, Project Manager, on 011 445 9404, email: shirley@writestuff.co.za or cell 082 487 5725

Pride in our profession, not by Legislation!

Recently I had the privilege to attend a meeting of the top HR executives of the FirstRand Group. This meeting was at the invitation of Mr Neil Munro (Executive Officer People Risk & Governance Dept.) whom some of you who attended the HR Crossroads Conference will remember raised some very definite concerns regarding the process of additional legislation and the compulsory registration of Human Resources Professionals.


At the time I had no idea how many people were so strongly opposed to professional registration, relying rather upon the status quo, i.e. where anyone could and would practice Human Resources regardless of qualifications, experience, exposure or professional registration.


We have often gone over the issue of us being a profession and as such being accountable for our actions, rather than for recognition and or legislative power or privilege. Maybe it is time to again review exactly what a profession is.


The definition of a professional as it is commonly seen, relies on at least three definitive criteria being met, i.e. there must be a specialist body of knowledge in place and proven competence in respect thereof; registration with a relevant body; and a code of ethics and defined sanctions for any breaches of the code.


Do we have a body of knowledge? Yes I believe we do. Author after author has defined and redefined HR to an exhaustive extent and as such in detail a body of knowledge does exist, as do acknowledged and recognised academic qualification in this regard.


Do we have a code of ethics? Yes we do. We have a code of ethics in the code provided for and agreed to by members of the SABPP.


Do we have a 'relevant body'? Yes we do. The South African Board of Personnel Practice (SABPP) has been performing this function successfully for many years. It has been the bastion of proven competence in the field of HR and has issued registration and designations aligned with our South African National Qualification Framework. It is also the ETQA for HR, but we are not as yet legally obliged to register with a relevant body.


This is in essence the crux of the problem, i.e. that we are not as yet legally obliged to register with a relevant body. It means that we are unable to comply with and/or be sanctioned for any breaches of the code.


Regardless of the above the FirstRand HR Executives had another approach. They suggested that we endeavour to rather approach the issue of registration through pride in one's profession and a pride for registration borne from a voluntary and return on investment point of view. This would means that the registering body offers the same, or equally interesting and challenging products, services and additional HR related information as with SAICA (for example).



This situation is much the same as the chicken-and-the-egg situation in that the SABPP cannot fund equally interesting and challenging products, services and additional HR related information' without the mass registration of HR professionals and visa versa. So the question needs to be asked, what is the need for registration? 

Is it purely for the establishment of a HR profession, or are there other reasons too? I am of the opinion that there are a number of reasons for registration, these being the need for us all to know how many HR Professionals there are and what their occupational practices are, thus enabling us to plan for development and succession needs into the future. We need to understand which occupational practices are under or over staffed. 

What capacity we have for the future and where the trends require us to skill up or introduce better or higher standards in HR Professionals. 

In essence the need is also there to being the processes of catering for our profession, these being the interesting and challenging products, services and additional HR related information we spoke about. But as long as were no closer to knowing who's out there, and what they are doing we will not be a profession in the strictest terms and therefore neither will business or our customers take us strictly seriously and we will not plan for the needs and demands of future employees.


It seems a shame that the people entrusted with the strategic intent of employees through their strategic and operational involvement in business are the least bit interested in ensuring that they are perceived and understood to be professionals, not simply because they say so, but because they can prove it and are proud of it! HR Professionals on a daily basis expect this from every other profession but their own, why? 

I would like to invite any comments, please email these to president@hrcosa.com.

Let's look at some old myths and new realities:

Old Myths
New Realities

People go into HR because they like people.
HR departments are not designed to provide corporate therapy or as social or health-and-happiness retreats.  HR professionals must create the practices that make employees more competitive, no more comfortable.

Anyone can do HR.
HR activities are based on theory and research.  HR professionals must master both theory and practice.

HR deals with the soft side of a business and is therefore not accountable.
The impact of HR practices on business results can and must be measured.  HR professionals must learn how to translate their work into financial performance.

HR focuses on costs, which must be controlled.
HR practices must create value by increasing the intellectual capital within the firm.  HR professionals must add value, not reduce costs.

HR’s job is to be the policy police and the health-and-happiness patrol.
The HR function does not own compliance – managers do.  HR practices do not exist to make employees happy but to help them become committed.  HR professionals must help mangers commit employees and administer policies.

HR is full of fads.
HR practices have evolved over time.  HR professionals must see their current work as part of an evolutionary chain and explain their work with less jargon and more authority.

HR is staffed by nice people.
At times, HR practices should force vigorous debates.  HR professionals should be confrontative and challenging as well as supportive.

HR is HR’s job.
HR work is as important to line managers as are financing, strategy, and other business domains.  HR professionals should join with managers in championing HR issues.

Batho Pele

Do you know what Batho Pele is all about?
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Batho Pele is the service delivery flagship programme of the Department of Public Service and Admin. This programme is one of the government's initiatives to improve delivery in the public service. 

For the transformation of public service delivery 

to succeed, Batho Pele requires that eight service delivery principles be implemented. These principles highlight the need to:

· Regularly consult with customers; 

· Set service standards; 

· Increase access to services; 

· Ensure higher levels of courtesy; 

· Provide more and better information about services; 

· Increase openness and transparency about services; 

· Remedy failures and mistakes; and 

· Give the best possible value for money. 

Task team on public holidays 

A task team, which consists of Home Affairs, National Treasury, Labour, Education and Environmental Affairs and Tourism Departments, will investigate amongst others:

· If there is a need to effect changes to the current public holidays in South Africa;

· If we have too many or too few public holidays in South Africa than is necessary,

· The rationale and the extent to which we must add or reduce the current public holidays in South Africa;

· Whether holidays falling on weekends should be celebrated on either Friday or Monday and the implications thereof;

· The question of mid-week holidays and their impact on the economy of the country; and

· Whether certain additional cultural, political and religious days should be declared public holidays.

The public is invited to make presentations during this process. Contact Person: Leslie Mashokwe, Head: Communication, Cell: 082 809 6547

HR Crossroads Conference questionnaire results

The organising Committee of the HR Crossroads Conference, its main organisers the IPM (west Rand) and ROCCI have decided to hold a Cocktail Party at which the results will be released. More detailed information to follow shortly.

You can still complete an electronic questionnaire on the HRCOSA website www.hrcosa.co.za. 

HRFuture Magazine
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Some of the articles that will be featured in the May edition of HR Future cover 

· how to pump up staff performance by 50 - 80% 

· the effect on profitability of underworked and overworked employees 

· HRD evaluation - calculating the return on a training course 

· how to hold on to high performers 



· personality and behaviour assessment 

· a study on whether effective CEOs need industry experience
· executive personal coaching

Advertising experts and marketing authorities will tell you that advertising works exceptionally well when it provides solutions or addresses problems that are identified in the articles and editorial of a publication. 

If you have relevant products and services around the features in the May HR Future, it makes sense to capitalise on this editorial focus at this time and in this edition. If your potential customers are reading and concentrating on these issues, your advert can promote the benefits and advantages of your services and solutions to some of these problems, and the relevance factor will increase the attention and response that your ad generates. 

Advertise in HR Future giving readers a compelling reason to buy - HR Future is the right choice! 

HRCOSA Structures

Web-Site:

www.hrcosa.co.za
President:
Shaun R Schwanzer  
president@hrcosa.com
Vice President:
Langa Dhlomo
langa.dhlomo@dpw.gov.za
Treasurer: 
Aletta Odendaal 
aodendaa@tsa.ac.za
Secretary: 
Claudette Adams
cadams@advetch.co.za
Governance & Membership Committee

Alvin Rapea, Getty Simelane, Karen Hinrichs, Langa Dhlomo (Chair) langa.dhlomo@dpw.gov.za, Mafoka Mothamaha, Marius Meyer, 

Dr Pat Naves, Sakkie van Greunen

Communications Committee

Alan Hosking, Aletta Odendaal, Ivan Lätti, Shaun Schwanzer (Chair) president@hrcosa.com 

Finance Committee 

Aletta Odendaal (Chair) aletta@psytech.co.za, Muktar Mohomed, Pravesh Bhoodram, Shaun Schwanzer

HRCOSA Member Organisations

American Society for Training and Development of South Africa – ASTD SA
m1

ASA Metals (Pty) Ltd – ASAM
m3

Association of Mine Human Resources Practitioners – AMHRP
m1

Association of Personnel Services Organisations – APSO
m1

Association of Private Providers of Education, Training and Development – APPETD
m1

Confederation of Associations in the Private Employment Sector – CAPES
m2

Department of Defence – DOD
m6

Department of Labour – DOL
m6

Department of Public Service and Administration – DPSA
m1

Employee Assistance Professionals Association of South Africa – EAPA
m1

Human Resource Strategy Consultants –HRSC
m6

ICAS Employee and Organisation Enhancement Services Southern Africa – ICAS
m3

Indgro Holdings (Pty) Ltd – IH
m3

Institute for Human Resource Research – IHRR
m5

Institute for Organisation Development and Transformation – IODT
m1

Institute of Human Resource Management Practitioners, Ghana – IHRP (Ghana)
m4

Institute of Personnel Service Consultant – IPSC
m1

Institute of Safety Management – IoSM
m1

International Society for Performance Improvement SA – ISPI
m1

Johannesburg Water – JHBW
m2

LogicalOptions Group – LOG
m2

MultiChoice – MC
m3

Municipal Personnel Practitioners of SA – MPPSA
m1

Osgard Media / HR Future® Magazine – HRF
m5

SA Journal of HR Management – SAJHRM
m2

Services Sector Education & Training Authority – SSETA
m2

Society for Industrial and Organisational Psychology of South Africa – SIOPSA
m1

South African Airways – SAA
m3

South African Board for Personnel Practice – SABPP
m1

South African Chamber of Business – SACOB
m6

South African Management Development Institute – SAMDI
m2

South African Reward Association – SARA
m1

The Federation of Unions of South Africa – FEDUSA
m6

Wellness Council of South Africa – WELLCOSA
m4

Workplace Performance Technologies – WPT
m5

Writestuff Publishing – WSP
m5

M1=Founding Member | M2=Member  | M3=Corporate Members | M4=Associates | M5=Partners | M6=Observers
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TEN YEARS ON - THE PATH TO GLOBAL COMPETITIVENESS



