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EDITOR’S NOTE

I SAY WELL
DONE! AS
A LWAYS
AND NOW
MORE THAN
EVER
Precious Nyika
Vice President
Public Relations, Research and Development

the profession driving growth, Innovation and
transformation at national level.

We are now over half way through this year and if you are
here reading this, it is a true testament to your courage,
adaptability and resilience to move with the times and adapt
to changes. It is pleasing to note that the IPMZ in its
continual drive in empowering its membership, provided
forums for us to engage with decision makers in the highest
offices, facilitating dialogue, enabling us to air our concerns
and make a clear and informed way forward eg IPMZ
Breakfast meeting with RBZ Governor in June 2016.For this
I say well done! As always and now more than ever, I strongly
encourage membership and association with the IPMZ- the
leading voice in HR best practice.Through decades gone by
and for more to come the IPMZ remains the core pillar of

Manpower, as always is another way of engaging with the
best in the field to impart even more knowledge that one
can read over their tea or jet setting!
This issue's line up showcases highly experienced voices
offering practical and relevant solutions for the current
challenges in Human capital management and in business.
With today's employees questioning the logic of our
traditional management practices, our career management
models and demanding more workplace flexibility it is
crucial to remain in touch with global trends in Human
capital management. Inside this issue you will find a fresh set
of references, interviews and a portfolio of case studies for
understanding and navigating through this era of
transformation. ManPower
THE

GREETING from the Editors Desk!

Manpower, as always is another way of engaging
with the best in the field to impart even more
knowledge that one can read over their tea or jet
setting!
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OTHER SERVICES WE OFFER
TRAINING & DEVELOPMENT- SHORT COURSES
1. Discipline Management
2. Train the Trainer Course
3. Management Development
4. Supervisory Development
5. Corporate governance
6. Customer Service Workshops
7. Understanding the Labour Act
8. Grooming and Deportment
9. Job Description Writing
10. Report Writing and Minute Writing
11. Selling Skills
12. Industrial Relations Workshops for Managers & Supervisors
13. Workers committee and works council training
14. Balanced Scorecard training
15. HR for non HR people
16. HR Standards Training
AND MANY OTHER CLIENT TAILORED SHORT COURSES

LABOUR CONSULTANCY

RECRUITMENT & SELECTION

1. Codes Of Conduct
2. Human Resources Policies & Procedures –
Employee Manuals
3. HR Audits

1. Attachment Services

TEAM STRATEGY WORKSHOPS

ANALYTICAL SERVICES

1. Business Strategy Formulation
2. Strategic Planning Workshops
3. Team Building Workshops & Team Leadership
Workshops

1. Needs Analysis
2. Skills Analysis
3. Customer Satisfaction Surveys

For more information, please contact: Luckmore Murape
Email: lmurape@ipmz.co.zw; bde@ipmz.co.zw
IPMZ House, 15 Argyle road, Avondale, Harare, Phone: 700712/14/20
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Dr Ushe Madume
President

As I have alluded to, this year we have been working hard to
build on the solid foundation inherited from our
predecessors and this has manifested itself in a number of
key milestones that have been reached. After the council set
clear strategic goals & objectives for the next 2 years, we
have followed the sound advice of Napoleon Bonaparte
who said “take time to deliberate, and when the time for
action has come, stop thinking and go in.” In the true spirit of
action, the ball is in motion. Early this year, we were able to
successfully lay down the groundwork for regulation and
implementation of Zimbabwe HR Standards through the
introduction of the 13 Human Resources Management
Standards and the successful training of the auditors who
will be assessing the progress made to date on the
implementation of the standards.
In an economy such as ours, where memories of the 2008
cash crisis and long bank queues seem to be haunting us
again, it has never been more important or urgent for us as
HR Practitioners to start seeing new, innovative ways to
address these challenges. Liquidity and other
macroeconomic challenges that Zimbabwe is facing have a
direct bearing on our labour force around the country and
our organisational productivity. When people are spending
more time looking for cash than they should be in
productive work hours then we have a problem.When
THEMANPOWERMAGAZINE [04]

employees are not able to access their hard-earned salaries
at the end of each month then we have a problem. But I
believe that wherever there is a problem therein lies a
golden opportunity to innovate, to rethink conventional
ways of doing business, and that is our duty, that is our role as
the HR Practitioners & strategists to bring about new ways
of thinking in thisVUCA Zimbabwe.
In order to foster new ways of thinking, we as the IPMZ have
made continuous, sustained efforts to equip HR
Practitioners in Zimbabwe to best optimise the human
capital in the country. Part of our efforts has involved
numerous workshops and events that we have organised
during the year such as the Labour Litigation Workshop
held in Mayin which we had all the top experts unpacking
critical issues of labour litigation and more importantly
equipping labour practitioners on ways to best deal with
such issues.In June we had a breakfast meeting on Bond
Notes and The Current Cash Crisis- The Implications to HR
Practitioners and Business which was facilitated by the
reserve bank Governor Dr JP Mangudya.
We will also be having our flagship event of the year, The
IPMZ Annual Convention.This is one event you definitely do
not want to miss out from the 20th to the 23rd of July at the
majestic Elephant Hills Resort in the Victoria Falls. Please
make sure you have cleared your calendars as this year's
event promises to be an unforgettable one, with an exciting
line up of both local & international speakers and
presenters.
In conclusion, I would like to thank the people that make
IPMZ what it is, its members. I would like to encourage you
to continue to shape this organisation through your
participation, support and contributions.The organisation is
where it is because of its membership and it is this special
relationship that will continue to propel us forward and to
optimise Human Capital & rise above the challenges of this
VUCA world.ThankYou and Stay Blessed. ManPower
THE

IT is difficult to believe that already, a year has lapsed since
my appointment to the presidency of this esteemed
Institute of People Management Zimbabwe. It has been
such a pleasurable experience working with the staff to
build on the solid foundation set by my predecessors and
continue to grow the organisation in the midst of so many
obstacles besetting us. I commend the team that has
worked on this publication, which is the voice of the IPMZ
that is providing the all-important direction to the Human
Resources & other industry practitioners on all the issues
affecting employees, organisations and our economy at
large. You are the voice that the nation needs to move
forward.

EXECUTIVE EDUCATION

GOLDEN SUNSET OR
TREACHEROUS DOWNWARD SLOPE?
By Isaac Mazanhi

CAMBRIDGE historian, Peter
Laslett, first gave it the name “third
age” to distinguish it from the first age
(of growing up) and the second age
(of full-time work). It creeps upon us
so gradually that we ignore it. Many
of us aren't looking forward to it. It is
a thought that we'd like to push to
the back of our minds. We are telling
ourselves: “hang in there; you've got
years to go yet”.
Sooner or later, we approach
retirement age and have to let go. For
many people in full-time
employment, retirement comes as an
unexpected shock, an eventuality for
which they are ill-prepared. Suddenly,
they find themselves exposed to the
vagaries of the “third age”. Letting go
can be a positive or devastating
experience depending on the
individual and his or her particular
circumstances.
Why do people refuse to accept that
their time on the job is coming to a
close? Why do we hear of CEOs who
extend their tenure one or more
years beyond their retirement date?
There are several reasons.This article
seeks to review the physical,
psychological, financial and social
barriers to a graceful retirement.
Humans are mortal and death is
inevitable. Surprisingly, many people
experience shock when evidence of
physical decline starts dawning on
them. As years go by, a number of
bodily changes begin to manifest –
dental problems, wrinkles, graying
hair, balding, the need for (stronger)
glasses, hearing loss, diminished
bladder control, sagging breasts, loss
of physical fitness – the list is endless.
In his memoirs, former French
presidentValery Giscard d'Estaing
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candidly portrays the fear and
despair that awareness of his aging
brought him:“I never look at myself in
a mirror, except to shave, and even
then, I make sure that the light is as
dim as possible. When I walk along
the street, I take care never to look
into the shop windows which might
reflect my image”. These physical
effects of aging go together with a
flurry of emotional reactions, such as
fear, anxiety, grief, depression and
anger. Facing retirement, most people
prefer to cling to their jobs rather
than face up to these painful realities.
They do anything and everything
within their realm to postpone the
day of reckoning. Perhaps Malcolm
Forbes was right when he quipped
that “retirement kills more people
than hard work ever did”.
In psychology, there is what is termed
the 'edifice complex'. This is the
desire by the leader to leave behind a
legacy. Leaders who suffer from the
edifice complex fail to make a clean
break from wor king life to
retirement. Afraid that their legacy
will be destroyed, they cling on to
power for as long as they can. They
become monarchs. The monarch's
pursuit of an immortal legacy can
also destroy the enterprise that he
has built. Monarchs believe that they
are indispensable. They can fuel
destructive rivalries or undermine
their potential heirs and divide their
boards. They methodically hamstring
the progress of the candidate that
they have even chosen to succeed
them. Whoever said that the key task
of a CEO is to find his or her
successor and kill the bastard had a
point! The spiteful tactics of worldweary top managers are normally
subtle but potentially destructive.
Out of generational envy, they don't

see the reason why they should hand
over the baton to some business
school graduate with a silly haircut!
Monarchs may act irresponsibly and
selfishly.Their influence only comes to
an end after they are forcibly
removed by a palace coup or death.
The famous words of Louis XIV
'après moi deluge' come to mind old men can be dangerous; they
often care little about what happens
to the world once they no longer run
it!
Our fear of nothingness is another
factor. No-one likes to feel
completely useless. The prospect of
climbing down from the top of the
heap to becoming a nobody
overnight, generates an enormous
amount of apprehension among
those in higher echelons of
organisations. It holds little attraction
for them. It is a hostile act. Retirement
suddenly robs them of their links to
institutions of great power, influence
over individuals, policies, finances, and
the community. Shortly after leaving
office, former US President Harry
Truman depicted this sense of
powerlessness, “Two hours ago I
could have said five words and been
quoted in every capital of the world.
Now, I could talk for two hours and
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as consultants to their companies.
This makes the retirement process
less stressful and helps cushion the
retirees from the shock that might
otherwise be induced by an abrupt
depar ture from work. Retirees
should be helped to plan their future
because ordinarily they leave it until
the last minute. Old employees must
be assisted to move on, not just out.
For those retiring at 55 or at 60 years,
organisations can continue to pay a
percentage of their salaries until their
65th birthday.

nobody would give a damn”. No
wonder why, when faced with the
eventuality of having to let go, many
leaders try, by hook and crook, to find
ways of staying a day longer in the
office.
Another factor which makes
retirement look unattractive is the
'talion principle'. This derives from
the early Babylonian law of an eyefor-eye justice. What does this mean
for retirement? During their term of
office, leaders may exercise their
authority by making certain decisions
that rub up some people the wrong
way. The fear of the prospect of
retaliation by their victims haunts
some leaders to the point of
paranoia. As an adaptive mechanism,
they have to be vigilant in the face of
perceived or real threats from their
victims and aspirants to the throne.
Hanging on to power becomes
protective armour for them.
People facing retirement also have to
contend with financial and social
concerns. Retirement benefits are
obviously lower than full-time
employment income, and the sooner

one leaves employment, the lower
the benefits. Moreso, having been
accustomed to socialising with the
'who-is-whos' of their communities,
many people feel the pressure to
remain on their jobs.This pressure to
stay put may come from spouses and
children, who cannot fathom losing
the perks and glory that come with
dad or mum's job.
Companies have a duty to ensure a
smooth exit of the men and women
who work for them. Sadly, most
companies are notoriously negligent
on this aspect.Those on the verge of
retirement are too often abandoned
to sink or swim on their own. Most
companies view retirement planning
as largely a personal issue. Many
retirees indeed sink; they plunge
down into bitterness, resentment
and depression when faced with the
reality of letting go. Companies can
formulate policies that allow old
employees to retire gracefully. A
phased retirement approach,
whereby individuals can be engaged
in a part-time capacity is one such
policy. Retirees can be given the
opportunity to serve for some time

At a personal level, retirees need to
diversify their options instead of
putting all their eggs in one basket. If
you are a CEO, consider stepping
into a non-executive director
position or some other part-time
work.This provides a chance to make
some extra money, socialise and
maintain contacts, and so on. You also
need to invest in meaningful
relationships early. In fact, most of us
sacrifice our relationships with our
spouses, children and friends on our
way up. But the irony is that if we
want to live to the fullest in our later
life, we have to give up, much earlier,
our single-minded dedication to
work and invest in matters beyond
work. In so doing, we will create fond
memories with people close to us
who will sustain us in hard times. It
will also be better if you bolster your
occupational pension with some
personal savings or real estate.
For society, people in their “third age”
– mature, rich in experience,
independent and energetic – could
be a valuable resource to the
community. But unless this group of
people is self-supporting, they will
remain a burden to the next
generation.
The “third age” is real. We cannot
ignore it. We need to see it as part of
life and prepare for it adequately. For
those who prepare for it, retirement
will be a golden sunset for them. For
the unprepared, retirement becomes
a longer and more treacherous
downward slope. ManPower
THE
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A HOLISTIC EDUCATION AND TRAINING
PROGRAM- IDEAL FOR ORGANIZATIONAL
AND EMPLOYEE DEVELOPMENT
By Paul Nyausaru

MORE and more organizations are investing in employee
education and training. According to the American Society
for Training and Development (ASTD) most companies in
developed countries spend more than a hundred billion
dollars annually on employee training, with about 75% spent
on in-house learning programs.
HRD practitioners agree on the premise that satisfied
employees are often the most productive. Many people will
relate production to the satisfaction of employees on the
level of pay and benefits that they get from their jobs. This
may be true, but it is only part of the reason. Relationships in
the workplace, as well as employees' competence, also have
a lot to do with employee productivity.
A good education and training program is holistic in
approach and addresses the two important aspects that
affect employee performance and productivity. To begin
with, it must equip employees with the tools of the trade.
Second, it must create a workplace culture of
professionalism, loyalty, and commitment, and most
importantly, warm and open relationships among
employees.
The first aspect of education and training – skills
development – is easier to accomplish than the second
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aspect. However, though the competency program might
be appropriate, it can always be undermined by unhappy
and unmotivated employees.
An education and training program needs to be proactive
and never reactive. Its main purpose is not to address
employee problems that might threaten the stability of the
company. Rather, it should be to transform its human
resources into agents of development.Thus, its formulation
is participative with ideas from management and rank in file
employees incorporated in the final program.
There are many tools available to Human Resources
Development managers that can be used to formulate long
term and short term education and training programs.The
Training Needs Analysis (TNA) is the most potent tool of
Human Resources Development managers. Depending on
how it is constructed, it can be used to expose most of
employees' problems and issues that affect performance,
starting from lack of skills, strained relationships with coemployees, job dissatisfaction to simple poor work attitudes
and habits. TNA results, plus information obtained from
employees' files, enable Human Resources Development
managers to complete an education and training program
that corresponds to the needs of employees and
organizations.

It is common for Human Resources Development
personnel to consider the conduct of training sessions as
the end of their responsibility to employees and company.
This is not true. The education and training program is
always ongoing and its responsibility extends to monitoring
and evaluating results based on changes in employee
behavior. If it improves performance or changes the
environment of the workplace for the better, then it is
effective. For Human Resources Development, gathering
feedback and tracking changes are the most efficient ways of
evaluating the effectiveness of education and training
programs.
The effectiveness of your program relies primarily on its
quality and variety.You could make one laden with valuable
information. However, you need to make sure that it is
structured in such a way that your staff can and will absorb
as much of it as is possible. Let us take, for example, the
training program that every company has - new employee
training. This is the very first training you give to new
employees. It is not limited to orienting your new staff about
the company and its existing policies and procedures.This is
also where your trainees learn and fully understand their
job positions, functions, and how they relate to the
organization as a whole. It includes expectations of their
jobs, the skills they need to do and how they affect the
company.
Unquestionably, this training is crucial to the successful
operation of the company. So, how can this program be
made effective? It starts with having an updated training
manual. Since this would serve as their visual guide, the
manual is vital in preparing the new staff members for their
positions. There is need to keep in mind that the manual is
not for the HRD manager or for your boss. It is for your
trainees. Therefore, it should be designed for them. It
should be kept interesting and easy to understand.
Seating a new employee next to a seasoned employee
would also be another effective technique in new employee
training.Your new employees would see firsthand the many
aspects of the job and how the concepts learned in the
initial training are applied. Often referred to as side-by-side
training, this would be a good way of introducing the new
employees to existing employees. It creates an opportunity
for them to develop a working relationship.

There is definitely a lot to learn in this training. However, it is
said that a new employee would only absorb about 40% of
the information from it.Thus, there is still a need for further
training. These are the equally important continuing
education programs. It is only logical to first have a goal in
mind before making these programs. What do you hope to
achieve with this program? Is it to enhance employees' skills?
Is it for their personal development? Or is it a combination
of both?
Once you have determined your objectives, you can then
design an HRD training program that would best meet
these objectives. Again, it is important to keep in mind who
your participants are for this training. It must be tailored
according to their needs. It would also help to keep a
diverse group to encourage lively discussions. Always keep
your training sessions fun and interesting. ManPower
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Managing a company education and training program
involves all employees. The Human Resources
Development department may be the lead agency in its
formulation and responsible for the conduct of actual
trainings or for bringing in external expert assistance, but
line mangers have a crucial role in seeing to it that lessons
are applied in actual situations. This is the reason why the
first people that are required to learn the rudiments of
human resource development are line managers who are
directly responsible for employees' performance.

EMPLOYEE MOTIVATION

PROFIT FOLLOWS PEOPLE - PRACTICAL STEP TO
MANAGING DISCIPLINARY ISSUES AT WORKPLACES

IT is no longer a secret that the greatest worries of
Managing Directors/CEOs are people and profit, hence
the saying profit follows people. Where there are no
people, there is no profit. CEOs want to see that the
organization has right people with right qualifications;
attributes and or competences to drive business to
sustainable profitability. Whether one is an engineer, a
doctor, an accountant, a marketer or executive;
government official just to mention but a few, there is
need to perform.The rest then follows.
This paper attempts to unpack and define critical
processes which are required to take place as one
presides over disciplinary issues. Some issues
mentioned are merely practical opinions which the
writer feels can add value and or guide but does not
constitute a legal document or a replacement of
available instruments.
Employment Code of Conduct
The entire code of conduct is divided into two principal
components which are:
Ÿ Disciplinary process
Ÿ Grievance Procedure
Disciplinary Process
It is either that one is dealing with an act or some
omission.
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Act defined-It is what you did/committed which you were
supposed to and in most cases, acts when confirmed amounts
to serious to most serious offences and even attract final
warnings to termination. Matters under this section are usually
adjudicated by the Disciplinary Committee or Authority
whichever is applicable.An example is proven fraud.
Omission defined - It is what you did not do which you were
supposed to have done in terms of the relevant enactment.
Omissions normally attract less charges and or penalties.These
are normally issues which can be dealt with at line management
level.Typical strategies line management can take in this regard
are:
Ÿ Counselling
Ÿ Coaching and mentoring
Ÿ Training
Ÿ Education
Ÿ Managing Performance (objective setting; execution,
monitoring and feedback; Review and Reward)
Ÿ Job rotation or redeployments to areas where the individual
has sufficient competencies
When all these efforts have failed, stern measures can then be
taken in terms of the appropriate instrument to correct the
misdemeanour or behavior.
The process | Two things are important:
Procedural fairness
Substantive fairness

Ÿ
Ÿ
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Procedural fairness
There is need to follow procedures laid down in the
Employment Code of Conduct. No cookie-cutter
approach to disciplinary process.
Substantive Fairness
There is need to show reasons why disciplinary process
has to be done. Line managers have to supply
undisputed evidence.
Decisions
Disciplinary matters are decided on “Balance of
Probability” and is different from criminal cases where
one needs to prove beyond reasonable doubt.
Grievance Procedure
Two things are paramount and are:
Ÿ Dispute of right
Ÿ Dispute of interest
Unpacking the two disputes
Dispute of right-These are rights enshrined in relevant
statutes. Should there be issues regarding this form of
disputes, recourse has to be pursued in terms of
relevant statutes.
Dispute of interest-These are disputes which are of
interest in nature and are not enacted anywhere in the
act. Disputes of this nature are disposed in terms of
relevant authorities e.g. the company through works
council. Example is where there is some matter of
interest to employees which is not described as a right in
terms of relevant statutes e.g. provision of uniforms and
not protective clothing which is covered in Factories
and Works Act.
Analysing cases
This is a tool to presuppose the nature or magnitude of
the case before the matter appears before the
disciplinary process.
My view is that you can only confirm that there is or no
case to answer when you have done some case analysis.
Lack of it brings some inefficiency to the disciplinary
process which results in miscarriage of justice system.
Process
When there is some form of allegation levelled against
an employee, it is critical to analyse such case so that
some predetermination is done to ensure that there is
value in convening full-fledged disciplinary process.
Some cases are forced just because the line manager
has failed to manage employee performance and want
to buck pass the problem to disciplinary committee
even when it is very clear that there is no substance or
the procedures are blatantly basterdized.This is a recipe
for disaster.

Suggested Format
Give facts for the act/omission, detailing what the individual
did (nature of offence) in violation of the enactment, the
impact to the business of the act/omission and if the
evidence brought would hold if looked at by a competent
court. The end game is to bring out the Strengths of the
Case as supported by possible mitigation.
Ÿ Give facts against the act or omission (aggravating
circumstances) e.g. track record; length of service; individual
performance including walking and living company values.
The strategy is to point out the weaknesses of the case and
also bring out the type of the penalty.
Ÿ Where the facts in (1) above outweigh those in (2), proceed
with the case but in situation where vice versa is true, drop
the case and take some different strategy as highlighted in
this write up.
Ÿ The net effect of the approach is to reduce unnecessary
labour litigations which can become a menace to the
bottom line.
Ÿ

Impact of poor decision on bottom line
Do not celebrate winning of cases adjudicated at the Courts.
There is need to sit back and say cases have been won but at
what cost? Some analysis of the pending cases at the courts and
those disposed would give some indications of how much the
company has been paying over the years.This measure will also

Case analysis has to be done before the disciplinary
process. It is not an after- thought event. HR
Practitioners have to avoid situations where one
conducts some post mortem to a dead person. Once
an opportunity is gone, it is difficult to recover it. It is like
carrying out some post mortem on a dead person.
The issues manifesting themselves which can also
impact the business big time are as highlighted by
Charles Msipa, the Group Managing Director of
Schweppes Holdings Africa Limited and former CZI
President during IPMZ Labour Cases on May 19, 2016
are:
Ÿ Loss of Productive time
Ÿ Shareholder value dips
Ÿ Profitability is affected
Ÿ Employee morale goes down
Ÿ Trust levels are dented/decimated
Ÿ There is customer flight due to low employee
morale
Ÿ Company image is dented
Ÿ Commitment levels go down
Ÿ Poor Performance levels

Ÿ
Ÿ

Increased stress at work
Coping levels are impacted

The above brings unsustainable; uncompetitive and
unproductive situations to the business.
Remember the call is to be at the high table and there are things
which can be done to ensure that such desire is achieved
provided there is value addition to the business than taking “a
kitchen sink” approach where everything messed by line
management is referred to HR. To address this loophole,
Charles talked about what CEOs expect from HR:
Ÿ Robust Performance Management System to reduce
incidence of labour disputes
Ÿ Ensuring observing of organization culture-driven values
than policy driven ones. Rule based culture has no room in
modern business
Ÿ Ensuring that there is clear, credible and transparent conflict
detection management and resolution system
Ÿ Conducting disciplinary hearings in a fair, consistent, just and
timely manner
Ÿ Increasing management routines between CEOs and HR
including assisting the CEOs to herald vision; mission; values
and strategies to rest of the organization.
In conclusion, the seat is available at the high table but it is how
we acquit ourselves which will determine the destiny. One way
to become relevant is to understand business language.
ManPower
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bring out if HR has been adding value or has contributed
to significant costs and what direction the company
could have taken had there been proper analysis of the
case. This is not to say that disciplinary process should
not be pursued but let that process be done when it is
absolutely necessary, rather than doing it as a ritual
process or just because others are doing it.

Article By Phil Chitagu
Phil is currently employed by Schweppes Holdings Africa Limited as the Group HR and Administration
Director and can be conducted at pchitagu@schweppes.co.zw or +263778077307.

HUMOR
A man in a hot air balloon realized he was lost. He reduced altitude and spotted a woman below. He descended a bit more and
shouted, "Excuse me, can you help me? I promised a friend I would meet him an hour ago, but I don't know where I am."
The woman below replied, "You're in a hot air balloon hovering approximately 30 feet above the ground.You're between 40 and
41 degrees nor th latitude and between 59 and 60 degrees west longitude."
"You must be an engineer," said the balloonist. "I am," replied the woman, "How did you know?"
"Well," answered the balloonist, "everything you told me is, technically correct, but I've no idea what to make of your
information, and the fact is I'm still lost. Frankly, you've not been much help at all. If anything, you've delayed my trip."
The woman below responded, "You must be in Management." "I am," replied the balloonist, "but how did you know?"
"Well," said the woman, "you don't know where you are or where you're going.You have risen to where you are due to a large
quantity of hot air.You made a promise which you've no idea how to keep, and you expect people beneath you to solve your
problems. The fact is you are in exactly the same position you were in before we met, but now, somehow, it's my fault."
THE

ManPower
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COUNCILORS & Executive Management Team
2016 Strategy and team building session

Career Fair 2016 – HICC Harare

International Women's Day Dinner

Breakfast Meeting With The RBZ Governor

First HR Audit Team
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A sales rep, an administration clerk and the manager are walking to lunch when they find an antique oil lamp. They rub it
and a Genie comes out in a puff of smoke. The Genie says, "I usually only grant three wishes, so I'll give each of you one
wish each."
"Me first! Me first!" says the admin clerk. "I want to be in the Bahamas, driving a speedboat, without a care in the world."
Poof! She's gone.
In astonishment, "Me next! Me next!" says the sales rep. "I want to be in Hawaii, relaxing on the beach with my personal
masseuse, an endless supply of Pina Coladas and the love of my life."
Poof! He's gone. "OK, you're up," the Genie says to the manager.
The manager says, "I want those two back in the office after lunch." ManPower
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DOES YOUR COMPANY HAVE THE RIGHT
PEOPLE, IN THE RIGHT POSITIONS?

HAVE you ever wondered why some organisations are
perennial underachievers? Regardless of the amount of
money poured into these organisations they still fail to
perform. Some of them have blamed both the political and
economic environment for their failures. The honest truth
about these organisations is that they just do not have the
right talent to take the organisation to the desired
destination or vision.
Look at these organisations and you will discover the
following facts; they do not put enough effort in getting the
right talent. In some instances the organisation has created
such a bad employer brand that not any sober minded
person would want to work for them.The root cause of all
this is that the board and senior management do not really
care about the quality of the individuals joining the
organisation. There are no transparent recruitment
processes to support the organization's vision. As a result of
this distortion incompetent relatives and friends get jobs
and promotions ahead of very talented individuals. Look at
any successful organisation right now here in Zimbabwe;
you will discover that they make every effort to get the right
talent in. It's a case of garbage in garbage out. Do not expect
your organisation to perform wonders if it does not have
the right talent. You may have all the material resources as
long as you do not have the right talent success will be a pipe
dream.

The two key aspects to any successful organisation are; get
the right talent and manage that talent well. Look at the
teams at the world cup right now. Teams that are
progressing in the world cup have taken their time to
identify talent and created the environment for the talent to
shine. Organisations will not succeed with 3rd rate talent.
Until and unless sober minded senior executives and the
board start indentifying the right talent and creating the
right environment for this talent to shine success will not
come. Equated to football most
organisations have players who deserve to be on the
substitute bench instead of on the field of play. Some of the
employees do not even deserve to be on the bench.
Successful organisations need to have effective systems for
getting talent in and making sure that this talent finds
opportunities to shine. The other sad development in the
corporate world in Zimbabwe is the length of tenure of
CEOs. Some of the worst performing companies have
CEOs with over 10 years at the helm. The honest truth is
that these executives have passed their sale by date and are
blocking exciting talent both within and outside the
organisation.This problem starts with board members who
have also overstayed. Shareholders must be more vigilant
and get rid of the deadwood especially at the executive
level.
The major source of all the problems outlined above is how
organisations select employees who join them. A number
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Talent is the key to success, without it nothing can happen
within the company. It is a critical element in creating
competitive advantage because it is difficult for other firms
to imitate and it is the critical determinant of performance.
Success of any organisation depends on the quality of staff.
Peter Drucker suggests that: “Companies will regret 60% of
their hiring decisions within 12 months.” This is because
organisations do not want to invest money in the right and
best selection methods. Despite the low reliability and
validity of the interview method of employee selection it
remains very popular. Managers love this system because it
can be easily manipulated to suit personal preferences
which may damage the organization's performance in the
long term. Managers need to understand that not every
employee is talent and it takes a great deal of specialized
methods to be able to identify talent. Most of the attributes
(90%) that are needed for employees to be successful are
not visible in an interview.The interview can only assist you
to identify (10%) of the attributes needed for successful job
performance.

The interview methods need to be supported by such
selection methods such as psychometric assessments. A
quick look at some of the companies that have performed
consistently during the hyperinflation and the multicurrency
period revealed that 85% of these companies use
psychometric tests for employee selection. Some of the
worst performing companies do not even want to hear
about psychometric assessment because it will put a stop to
the hiring of incompetent friends and relatives.
Shareholders must make a choice between staffing their
organisations with dead wood and getting the right talent
that will make a huge impact the moment they join the
organisation. Taking employees into your organisation
without going through psychometric assessment is like
buying shoes with a “no returns” label without trying them.
Should there be a problem later you have to live with the
consequences.
It takes a great deal of effort and resources to manage out
non performing employees in Zimbabwe. Organisations
can save a lot of money by paying attention to the people
who join the organisation. ManPower
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of organisations waste a lot of time trying to manage wrong
employees. If only organisations could take their time to
select the right employees half their employee related
challenges will be solved.

Memory Nguwi is the Managing Consultant of Industrial Psychology Consultants (Pvt) Ltd a
management and human resources consulting firm. Phone 481946-48/481950/2900276/2900966
or cell number 077 2356 361 or email: mnguwi@ipcconsultants.com or visit our website at
www.ipcconsultants.com
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HUMAN RESOURCES PRACTITIONER:
THE MANNING CONTROL EXPERT

THIS write up is intended to remind
human resource practitioners
(practitioner) on the need to be
proactive on the aspect of manning
their organisations correctly thereby
improving profitability and reducing
uncalled for, acrimonious and costly
labour disputes. Manning levels that
are above or below that which is
required to accomplish an
organisation's tasks is the quickest
source of demising an organisation
through bankruptcy. It is the writer's
view that no practitioner in his/her
right frame of mind would want this
to happen to his/her organisation.
Chidakwa A,M and Kadenge P,G
(2001:4) Principles of Economics
ZOU, identified the factors of
production as land, labour, capital and
entrepreneurship. Without these
factors it is inconceivable to phantom
an organisation succeeding in its
endeavours. Whilst human resource
practitioners must concern

THEMANPOWERMAGAZINE [16]

themselves with understanding the
intricacies and contributions of each
of these factors to an organisation, in
this write up we are concerned only
with the factor of labour because it is
the efficient utilisation of the other
factor s by labour that the
development, maintenance and
sustenance of any organisation must
depend. In order for tasks that drive
an organisation to be executed to
achieve its goals, jobs must be
manned by appropriately skilled
employees.
Manning is defined by Cambridge
Business Dictionary as “The process
of providing people to do a job or the
number of people who are available
to do a job”. In this self explanatory
definition we capture four words
namely people process, number and
providing that we shall use to explain
the expert role a practitioner plays in
the manning and control of labour at
the workplace.

The responsibility to ensure that all
jobs are manned and that the
manning levels remain within agreed
parameter s is really the
practitioner's. You notice “Human
Resource” in the title of the
practitioner. This in the writer's view
infers that whilst organisation
departments are the ones who
request people to carry out tasks, it is
the practitioner whose title carries
the human element who must play
the key role in the process of
acquiring these people. What follows
below demonstr ates his/her
important role in this function.
PEOPLE
People are the only asset at the
disposal of an organisation that is
turned into a human force to
perform tasks at hand to complete
jobs. This asset has a mind of its own
and therefore requires to be handled
with care and compassion at all times
especially if you take into account
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emotions that will be evoked in it
should termination of employment
be brought to its attention for one
reason or another. This is aggravated
w h e n t h e r e a s o n fo r s u c h
termination emanates from reducing
its number because management has
now determined it to be excessive
for tasks available. The converse to
this is to have this asset in numbers
lower than that which is needed to
complete tasks. In this situation this
asset remains in an agitated condition
especially if it is made to spread
thinlyover more tasks than it can
handle.
The practitioner in manning jobs
does not only contend
himself/herself with the
consequences of labour disputes that
almost always arise from terminating
excessive labour or from complaints
from employees who feel
overworked because the numbers
employed to carry out tasks is
inadequate but the actual cost of
maintaining excessive labour and the
subsequent cost of benefits that

accompany termination of this
labour.
Manning organisations must not be
carried out in a perfunctory manner
by practitioners but in a serious, well
thought out, cost effective and
systematic manner to avoid placing
their organisations in uncalled for
financial jeopardy through
undesirably high or low levels of
employees.
PROCESS
Arriving at the required number of
staff to complete tasks requires a
systematic process. This requires
identifying jobs, breaking down jobs
into tasks, identifying skills to carry
out tasks and working out time
frames for tasks.
Identifying jobs; This is the basis of
calculating the number of employees
needed to be employed. By jobs we
are referring to the various “works”

that are carried out in the
organisation and essential to its
existence. In an organisation that
carries out house decorations as an
example painting, purchasing, driving
and marketing are among works that
we anticipate to find or identify. Each
of these works, provide us with
occupations that we can title by jobs
such as painter or driver etcetera.
Breaking down jobs into tasks; By
isolating tasks in a job we understand
how each constituent part should be
carried out. In painting for instance a
wall whose measured area is known,
will require to be scrapped down,
sand papered, washed down, prime
painted before the actual paint is
applied on it. With this breakdown of
tasks the practitioner can: identify the
level of skill needed to carry out each
of these tasks, workout the type of
occupations for each task, for
example sand paper work is for an
assistant painter whilst the

application of the primer and painting
is for a skilled worker, calculate the
time needed to complete each task
and then workout a multiple of
similar measured walls that can be
completed by the painter and his
assistant in a week, month or year as
the case may be. With this
information the practitioner can
determine the manning levels
required for painters and assistants
for any of these periods. Using the
same process the practitioner can
conduct a similar exercise on all
occupations identified to ascertain
the manning levels of an entire
organisation.
The process can be conducted
through a work study or by obtaining
already worked out information
from reputable sources such as
organisations operating in the same
field or learning institutions of the
trade and occupations under which
the study is required. Advanced
technology improves on work
performance. Practitioners must

therefore not lose sight of this in
determining the manning levels of
their organisations. Practitioners
must not be afraid to bring this
information to the attention of senior
management so that it can
contribute to a more efficient
organisation.
NUMBER
Practitioners must add to the
number of the manning level
determined, a percentage of say 10
to allow for employees who
undertake leave or those who may
be absent for any other reason such
as sickness or compassionate
grounds. This Leave and Absence
Relief Allowance ensures that all
positions in the organisation are
manned at all times to avoid
interruptions in its activities.
PROVISION OF LABOUR
The process of manning an
organisation should end with
sourcing and placing manpower in
determined and agreed occupations.

MANNING LEVELS REVIEW
The practitioner must maintain a
constant and persistent liaison and
analysis of manning levels with other
managers to ensure that the agreed
levels are maintained and that labour
is not allowed to become excess to
organisational needs for prolonged
periods and that this is not in large
numbers. It is the practitioner's role
to advise management to disengage
excess labour as soon as it has been
established that the number shall
remain excess to available work in a
determined period. The
disengagement must however be
conducted within the confines of the
Labour Act Chapter 28:01. In volatile
macro economic conditions where it
becomes unpredictable to obtain
long term organisation's productive
work, it is advisable to engage
employees on short term contracts
that coincide with known secured
work. Practitioners must not take for
granted that the manning levels they
find at joining a new organisation are
correct but interrogate them as soon
as it is practically possible to do so.
Manning levels must be calculated to
cover tasks at hand within a given
period in order to meet an
organisation's objectives. It is
undesirable and costly to hold on to
excess labour for prolonged or
indeterminable periods especially if
the number is large. Manning levels
should incorporate a leave and
absence allowance catering for both
anticipated and unanticipated
absenteeism. Practitioners must
consider the job of manning an
organisation as critical and important
to them. ManPower
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The practitioner must maintain a constant
and persistent liaison and analysis of
manning levels with other managers to
ensure that the agreed levels are
maintained and that labour is not allowed to
become excess to organisational needs for
prolonged periods and that this is not in
large numbers.

This requires the practitioner to
institute an agreed Recruitment and
Selection process which ensures that
as far as it is practical only people
who meet the Person Specification
standards set are selected into the
organisation.

Author: Kingfrey Chizema. Past President Institute of People
Management of Zimbabwe (IPMZ). Past President Zimbabwe
Institute of Management (ZIM). Email
kingfreychizema@gmail.com : Tel: 0772 258 457
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HR STANDARDS SPREADING
IN AFRICAN COUNTRIES
Marius Meyer

BACKGROUND
In 2011 I was appointed Chief Executive Officer of the SA
Board for People Practices (SABPP). My first priority was to
establish what the needs of HR Managers were. I
subsequently visited Human Resource (HR) Managers
throughout all nine provinces of South Africa to determine
what their problems, challenges and needs were. Three
consistent themes emerged from this engagement:
HR professionals do not have credibility and are not
respected in their organisations and they are seen as
“inferior” or “less important” than other organisational
functions;
Ÿ HR is not seen as a “true profession” like engineering
and accounting and HR will therefore continue to
report to engineers and accounts as Heads of
Production and Finance, or in certain cases directly to
the CEO of a company.
Ÿ In general, line managers are only concerned about
production and service, often at the expense of people.
For example, it is more important to get the gold out of
the ground than getting the mine worker alive back on
the ground.
Ÿ
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After a full content analysis of these consultative sessions, I
realised that the problem is much bigger than the dynamics
of the HR-line management interface. In essence, two
possible solutions presented itself, i.e. a fundamental shift
towards the need for developing HR competence and HR
standards. The reality is that we can continue to blame line
management for our situation, or we can step up and
improve and standardise our practice. If we as HR
professionals are honest ourselves, we will also admit that
our house is not in order. While some of the top companies
really have highly competent HR professionals, this is rather
the exception than the norm. Therefore, SABPP developed
a National HR Competency Model to address gaps in HR
Competence, and we particularly focused on more
strategic and business-friendly HR competencies as part of
building an HR Competence House. Moreover, we have to
admit that there is inconsistency in HR practice. Some
companies will have the most brilliant talent management
practices, while others have no talent management
strategies in place. Even within an organisation, at head
office or one site there may be excellent HR practices on
the one hand, and very poor or non-existent HR practices
at remote or other sites.Thus, the inconsistency in HR
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practice has been identified as a major stumbling block to
HR credibility and quality. I therefore decided to embark on
a project in South Africa to develop a set of national HR
standards.
On 21 May 2013, a group of 108 HR Directors convened in
Johannesburg to develop South Africa's first set of National
HR Standards. The HR Managers populated the following
model with clear definitions, objectives and requirements
for application. This was followed up with a formal launch
on 21 and 22 August 2013, including further work to
convert the overall HR standards to specific guidelines for
application, referred to as HR Application Standards. The
response to this event was such a success that it was
attended by a total of 468 HR Managers from all nine
provinces in South Africa, as well as four other countries, i.e.
Zimbabwe, Swaziland, Botswana and Lesotho. In essence,
this means that the second round of HR standards
development, i.e. the development of the HR application
standards were co-developed by HR Managers from five
African countries.
Since then, the SABPP office has been overwhelmed by the
response from the international community. We were
regularly approached by individuals and organisations from
all over the world to share the South African HR standards
development success story with our international
counterparts.
While we appreciated the international interest, our first
objective was and remains to make a success of the HR
standards in South Africa as our main area of operation.
That was also our approach when being invited to other
African countries. In fact, we do not have a purposeful
strategy to do any proactive marketing in other countries.
Thus, all work we have done in other African countries
started from invitations only. In most cases, these invitations
came from professional bodies in our neighbouring
countries, in par ticularly, the Institute of People
Management of Zimbabwe, the Institute of People
Management of Namibia, the Institute of People
Management of Swaziland, the Institute of Human Resource
Management in Botswana and the Zambian Institute of HR
Management. In addition to these formal invitations,
individuals in some of these and other countries have
expressed their support for the HR Standards Project.
When presenting the HR standards in these African
countries, we explicitly made it clear that our goal was not
to export the South African standards to other countries.
In fact, in all these cases we offered our support and
suggested two options:
Develop your own unique country HR Standards from
scratch;
Ÿ Review the South African standard and adapt it where
necessary.
Ÿ

For instance, we have found that labour legislation differs
between countries, and that the South African employment
equity requirements that feature in the HR standards were
two of the areas that are not relevant to other countries.
While discussing this with HR Managers in Zimbabwe, they
indicated that the principle of equality which underpins
employment equity systems was very much relevant to
Zimbabwe. Therefore, while context may differ, more
similarities were found, for example, the employment equity
legislation of Namibia and South Africa are very similar. In
fact, the South African legislators studied the Namibian
legislation during their fact finding process. In more recent
times, following the trend from Middle Eastern countries, in
Zimbabwe and Namibia strong indigenisation regimes have
emerged, but once again, the underlying requirements of
skills development, and skills transfer in particular are of
utmost importance to ensure the sustainability and success
of this policy and its implications.
In reality, from a pure HR perspective, apart from context,
culture and legislation, very few country differences were
found. Whether you are in Zimbabwe, Botswana, Namibia,
Zambia, Lesotho or Swaziland, you need good HR practices.
As Lomkhosi Magagula of the Royal Swaziland Corporation
asserts: “The development of HR Standards provides a
good basis for ensuring a practitioner who will understand
”the business of the business”. It will be crucial to be
adaptive to the changing business environment.
The talent management standard is equally relevant in any
of these countries, while its contextual application may
somewhat differ, e.g. some of these countries may to a
certain extent be more dependent on expatriate skills
transfer than others. Also, getting the standards embedded
may be key in addressing the influx of major international
stakeholders operating in Africa such as the French,
Chinese, Americans and Indians to prevent the further
exploitation of labour in African countries, and ensure that
good HR practice becomes the norm and does not remain
the exception. Without a significant investment in human
capital and skills development in particular, African countries
will not be able to sustain its current high levels of economic
growth. Sound HR practice is therefore key in building high
performing African companies in both the private and
public sector.
It is also interesting to note that many African countries have
similar challenges. However, there is a clear commitment
on the part of HR professionals to deal proactively with
these challenges. For instance, when the Ebola virus broke
out, many African countries took proactive action in
preventing the spread of the virus. Several HR Managers in
Zimbabwe had proactive awareness campaigns about the
virus. Likewise, South Africa has the most HIV/AIDS cases
in the world, yet it also has one of the most progressive
HIV/AIDS campaigns in the world. In addition, many African
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countries continue to struggle with high unemployment rates, such as South Africa (26%) and Namibia (28%). Fortunately,
though, areas of strength have also emerged in African countries. Botswana has one of the lowest levels of corruption on the
continent, while Zimbabwe has the best schooling system and South Africa the best universities. HR Managers in African
countries should be in touch with their socio-economic realities to find solutions for dealing with the challenges impacting on
HR practice, such as low skills levels and talent gaps.
PROGRESS ON HR STANDARDS PROJECTS IN AFRICA
Building on the development of the HR Standards in South Africa and its spread in several African countries, we decided to
consolidate all current projects in one table.This will make it easy to review the current uptake and to forecast growth in the
future.This information could also be used to build cross-border relationships and to support different country projects with
the aim of ensuring its success and sustainability. A summary of the current interest and progress in HR Standards in Africa is as
follows:
HR Standards presented at HR
Leaders Namibia Convention
(2016).
Ÿ Interest from PwC Namibia to do
capacity-building and participate
in audits (2016).
Ÿ

HR Standards Progress in
SOUTH AFRICA
Ÿ Launched in 2013, very well
supported throughout country,
but continuous awareness and
capacity building needed (2013).
Ÿ More than 5000 HR Managers
exposed (2013-2016).
Ÿ 200 auditors trained to audit
companies against HR standards
(2014-2016).
Ÿ 17 companies audited against HR
standards (2015-2016).
Ÿ 21 universities busy to align
curriculum to HR standards
(2014-2016).

HR Standards Progress in
NAMIBIA
Ÿ HR Standards presented at IPM
Namibia conference (2013).

HR Standards Progress in
ZAMBIA
Ÿ HR Standards presented at
ZIHRM conference (2013).
Ÿ HR Managers trained in HR
Standards (2014).

HR Standards Progress in
ZIMBABWE
Ÿ HR Standards presented at IPMZ
conference (2013).
Ÿ HR Standards workshop for HR
Managers of IPMZ (2015).
Ÿ HR Standards formally adopted
by IPMZ (2015).
Ÿ
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Ÿ

MoU and MoA signed between
IPMZ and SABPP (2015). First
group of HR Auditors trained by
SABPP with IPMZ suppor t
(2016).

HR Standards Progress in
SWAZILAND
Ÿ HR standards presented at IPM
Swaziland conference (2014).
Ÿ MoU signed between SABPP and
IPM Swaziland (2014).
Ÿ First group of auditors trained
(2015).
Ÿ Working towards accrediting
Swazi univer sities on HR
standards (2016).
Ÿ Swazi auditor participated in an
audit in South Africa (2016).

This information
could also be
used to build
cross-border
relationships
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While the above countries are
certainly the HR standards leaders in
Africa in terms of making tangible
progress in launching and or
championing HR standards, several
other countries have expressed
interest in the HR standards, such as
Kenya, Angola and Ghana, but no
further progress has been made.

FIRST
ISSUE
2016

HR Standards Progress in
LESOTHO
Ÿ HR Standards presented at
Lesotho HR conference (2015 &
2016).
Ÿ First HR Auditors trained
(2015).
Ÿ Lesotho auditor participated in
an audit in South Africa (2016).

HR Standards Progress in
BOTSWANA
Ÿ HR Standards covered at IHRM
Botswana gala event (2014).
Ÿ Presentation at Botswana
Chamber of Mines (2014).
Ÿ First Botswana HR Auditor
trained (2015).

HR Standards Progress in
MALAWI
Ÿ Delegates from Malawi attended
SABPP HR standards workshop
in Johannesburg (2015)
Ÿ HR Standards presented at
Malawi HR conference (2016).

Furthermore, during the Africities
2015 conference in Sandton, South
Africa, significant interest was
expressed among the mayors and
local government leaders from
across the African continent to learn
and leverage from the South African
HR standards.
Moreover, from
across the world in leading Western
countries, such as the USA, UK,
Australia and Canada, good feedback
has been received about the world
leadership in HR standards on the
African continent.
In addition,
positive comments were also
received from the East, in particular
Malaysia and Sri Lanka, as well as
Saudi Arabia, United Arab Emirates
and Qatar in the Middle East. It is
therefore evident that the pursuit of
HR standards has become a global
trend spearheaded by the
International Standards
Organization. While progress has
been slow in the West and the East, it
is clear that African countries are
continuing rolling out HR standards
at a rapid pace, and this trend is likely
to continue as more African
countries are coming on board. It is
also important to mention that
Zambia is the first country in the
world in which HR has become a full
statutory profession, and significant
progress has been made by Nigeria,
Kenya and Zimbabwe to follow in
their footsteps.
HOW TO ESTABLISH HR
STANDARDS IN AFRICAN
COUNTRIES
Three questions arise:
Why are HR standards adoption
and growth faster and more
effective in cer tain African
countries than others?

Ÿ

What are the key factors in
ensuring HR standards uptake in
African countries?
Ÿ How can we ensure the growth
and sustainability of HR standards
in African countries?
Ÿ

The answer to the above questions is
one word: Leadership. In countries
with strong HR professional bodies
such as South Africa, Zimbabwe and
Zambia it was easy to establish and
grow HR standards.
In other
countries, certain individuals with
leadership abilities played a key role
to create awareness and providing
leadership in building momentum in
growth, such as Gerard Mofolo in
Lesotho. Gerard got himself trained
as an auditor by SABPP, and he used
this knowledge to encourage HR
Managers in Lesotho to join the HR
Standards journey. In fact, he was so
successful in these efforts that he has
now been used as an auditor in South
Africa.
GUIDELINES FOR
GROWING HR STANDARDS
IN AFRICAN COUNTRIES
Despite the early successes of HR
Standards in cer tain African
countries, it is clear that more
awareness and capacity-building is
needed to establish and grow HR
standards in Africa.
Cer tain
countries will continue to be leaders
as the early adopters, others will
catch up, and others will stay behind.
Be that as it may, the opportunity for
all African countries to come to the
par ty is open. The following
guidelines may be useful to kick-start
the process:
Invite SABPP to orientate African
HR professional bodies about HR
standards;
Ÿ Conduct a full-day HR standards
workshop to train HR Managers
in HR standards;
Ÿ Adapt or adopt the current HR
standards to your country;
Ÿ Start creating success stories of
companies applying the HR
standards in your country;
Ÿ
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Ÿ

Ÿ

Ÿ

Ÿ

Ÿ

Train auditors on HR standards;
Conduct audits against the HR
standards in your country;
Set standards for universities and
learning providers to train
students in HR standards;
Encourage post graduate studies
and other research projects on
HR standards;
Celebrate successes of
companies successfully audited
and build capacity in companies
requiring improvements to meet
HR standards;
Issue awards to the fir st
companies successfully audited,
and write up their case studies;
Keep a database of companies
audited and calculate and share
national aver ages on the
performance of companies
against the HR standards.

In the light of the above progress
report, it is clear that African
countries have assumed world
leadership in implementing HR
standards in their countries. While
these countries are currently
drawing on the South African HR
standards, it is possible that different
sets of standards or hybrid models
may emerge or evolve when
different African countries are
making progress and/or reaching a
level of maturity regarding the
development and application of
national or regional HR standards.
The HR standards initiative
represents a great opportunity for
African countries to build on their
world leadership as champions of
HR standards. It also provides
oppor tunities for cross-border
sharing, capacity-building and

research – thereby ensuring that HR
standards become well embedded in
African countries. Who knows, if we
get it right, we may start to transfer
this knowledge to Europe, MiddleEast, Asia and the Americas to
provide a unique Afr ican
contribution to the HR profession at
a global level. ManPower
THE

Ÿ
Ÿ

Marius Meyer is CEO of the SA Board for People Practices
(SABPP) in South Africa. He facilitated HR standards
processes in South Africa, Zimbabwe, Zambia, Lesotho,
Swaziland and Namibia. For more information, contact him
on marius@sabpp.co.za or visit the SABPP website on
www.sabpp.co.za or follow SABPP on twitter @SABPP1. The
enthusiastic support from IPM Zimbabwe in driving HR
Standards in Zimbabwe is acknowledged and further
encouraged to establish good HR practice in African
countries.
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