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ZESA National Training Centre

For Excellence
At ZESA National Training Centre, we are committed to the provision of 
quality training, conferencing and hospitality services competitively.

TRAINING SERVICES
We offer a variety of technical and non-technical courses and these include 
National Certificate in Electrical Engineering and Machine Shop Engineering, 
Domestic and Industrial Installation. These are designed for school leavers 
who intend to pursue professions in the Electrical and related industries. 

In addition, the Centre offers courses in Power Plant Operations, Welding and 
Fabrication, Skills Upgrade, Lines Construction and Maintenance, 
Supervisory and Management Development, Supply Chain Management, 
Information and Communication Technology (ICT), High Voltage Switching, 
Substation and Transformer Maintenance. Our competitive pricing structure 
is inviting, with most of our courses ranging between $100 and $500. 

Our Technical courses are accredited and certified by the University of 
Zimbabwe, while our Non-Technical courses are accredited and certified by 
Africa University. 

HOSPITALITY SERVICES
We provide quality accommodation, conference rooms, as well as onsite 
catering. Our manicured lush green grounds with full Wi-Fi coverage make 
ZNTC the perfect place for your next conference.

Our facility houses a total of 15 air conditioned conference rooms with a 
capacity range of 20 to 250Clients. ZNTC has 164 fully furnished and 
equipped twin bedded rooms, comprising of 20 glamorous four-star 
executive rooms and 144 standard rooms, which can accommodate 328 
guests. 

Our conference packages range from $17 to $35 per person, the packages 
include stationery, morning and afternoon teas, lunch, cordials and the 
conference room. Public address systems are also available on request at very 
minimum rates.

Accommodation rates range from $23 to $53per guest, inclusive of breakfast, 
with our meals ranging from $6 to $23.

LOCATION
ZNTC is nestled in the quiet suburb of Belvedere, with ample secured parking 
space. One of its competitive advantages is the convenience of uninterrupted 
water and power supplies. We also have entertainment facilities, a well-
stocked executive bar, a games room and Wi-Fi covering the entire facility. 
Our sporting facilities include a soccer and rugby pitch as well as an upcoming 
gymnasium.

We offer complementary transport to and from town and our buses are 
available for hire. For your convenience book online.
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attended event and a prime networking opportunity not to 
be missed on the calendar in the coming year. In May the 
Institute held its inaugural “Women in HR” Breakfast which 
hosted the leading Womenof HR all in one room – talk 
about a power house event (I can still hear the heels 
clicking!!).  Ladies sat and forged the future of HR over tea,in 
a way only women can.

Senior HR Professionals and Captains of our industry, I wish 
to take this opportunity to invite you to join the recently 
launched IPMZ mentorship program. Your support is crucial 
in grooming the young HR professionals of today in order to 
shape the future of our profession.  Again to shape the 
future of our profession, the HR Officers Symposium will 
also take place in the second half of the year.  This is one 
exciting program to watch out for.

The second half of the year will also see the much 
anticipated Annual Convention taking place, so be sure to 
book  early to avoid disappointment.

As we head into the busy end of the year where time never 
seems to be enough, I can't emphasize enough the 
importance of actively being part of the Institute. Not only 
are there events to attend but a wealth of resources at your 
disposal. If you are in need of assistance with HR issues, 
please let us connect you to someone who can assist. A 
problem shared is a problem solved.

In closing, I wish everyone a successful second half of the 
year. 

See you all at the IPMZ Annual Convention!

Until Next time,

Precious Nyika
VP PR, Research & Education, IPMZ 
 ManPowerTH

E

Dear Members,
As I write this, the first half of the year is over, where has the 
time gone? It has certainly been a busy first half for our 
profession and industry at large.  No doubt we have all had 
challenges, successes and learning curves but if you are 
there reading this, it means you have survived and are still 
going, so well done! 

Our operating environment continues to challenge us all. 
Despite this, we remain resilient and innovative in our day to 
day operations. In recent times, Zimbabweans have become 
known as some of the most hard working, diligent and 
adaptive people around. I would like to believe it is our 
contribution as the Institute of People Management in the 
development of human capital which has helped create this 
amazing status globally. For this we should be proud and 
continue to protect and reward this reputation.  It is said 
“Human Resources isn't a thing we do, it's the thing which 
runs our Business.” This indeed is very true. People are at the 
heart of our operations. Even with the advances in 
digitalization and technology as proficient as they may be, 
we will still require people to drive businesses.

For this reason we must strive to lead and be in the 
forefront of our profession, staying abreast of the latest 
trends both locally and internationally. Our field is ever 
evolving and this is why we always encourage our members 
and prospective members to attend the training sessions, 
seminars and conventions for continuous professional 
development. The institute prides itself on keeping 
members up to date with the latest HR trends and best 
practice in People Management. 

This year the Institute stepped up a notch by celebrating 
and awarding individuals and organisations who are leading 
in HR best practice in Zimbabwe at the“HR Excellence 
Awards” held in April.The efforts and noteworthy 
achievements of industry leaders in best practice across all 
sectors in the Country were celebrated. This was a very well 

THE INSTITUTE 
OF PEOPLE 
MANAGEMENT’s 
CONTRIBUTION IN 
THE DEVELOPMENT 
OF HUMAN 
CAPITAL
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environment and we are proud to say it was a resounding 
success. We are looking forward to having yet another 
phenomenal convention again this coming July. 

As the liquidity crunch persists, with many productive hours 
being lost each month to employees having to stand in 
queues for the little hard currency they can get, it is 
imperative for us in the HR profession to constantly come 
up with innovative ways to overcome these challenges. This 
is why as the IPMZ we have held a number of workshops 
and seminars over the year to ensure that our members are 
kept abreast of the developments taking place and are well-
equipped to take on the new challenges. Some notable 
events include the 2016 Labour Briefing where we had 
industry leaders speaking on the pertinent issues in the 
labour industry and the Women in HR Breakfast where 
women leadership in the profession was recognised & 
championed and key issues affecting women in HR were 
covered.  

Being HR Practitioners, the Institute fully acknowledges the 
necessity of recognising & awarding excellence and as such 
we held our annual HR Excellence Awards in April where 
top performing HR Professionals and companies were 
commended. 

In conclusion I would like to commend all those who 
contributed to making this the successful year that it has 
been, and as this will be my last contribution to this 
publication as the IPMZ President, I would like to extend my 
gratitude to all who have contributed to the success of the 
organisation during my tenure and I would like to wish the 
incoming team all the best. Keep raising the IPMZ flag higher 
& higher. 

Thank you & God Bless  ManPowerTH
E

An old adage goes “Time & tide wait for no man”. This 
indeed rings true, as we have come to the end of yet 
another season, and a new season is about to begin, it is 
humbling to think that my tenure as the Institute of People 
Management of Zimbabwe President is about to come to a 
close. It now seems like yesterday when Mr Marshall 
Pemhiwa was handing over the baton stick of the 
Presidency and the new council was laying out a 2 year 
roadmap of objectives that we were intending to achieve 
during our tenure. And fast forward to now, as we are about 
to handover the baton to the next team, I am pleased to 
have been a part of this fulfilling journey that has seen the 
profile of the Institute continue to rise & rise. Our theme for 
2015/17 “Optimising Human Capital in a VUCA World” 
matched our performance.I would like to extend a special 
mention to the team behind this publication who are 
faithfully capturing the HR practitioners' stories & 
experiences from around the nation. The responsibility to 
document in real-time the various developments within the 
profession can never be understated. Keep up the good 
work!

In this 2016-2017 year, we were moving forward with our 
stated objective, which was to ensure that the Human 
Resources profession continues to evolve in line with the 
ever-changing economic & political climate and I am proud 
to report that we have been largely successful in achieving 
our objectives.
 
In line with our aim to drive up membership engagement & 
involvement with the Institute's activities & events, we 
actively marketed the IPMZ's programmes through various 
channels and this saw all our breakfast meetings, 
conferences, seminars and events recording high numbers 
all year round. Our 2016 convention was one of the biggest 
conventions we have had thus far, despite the harsh liquidity 
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reporting in all parts of your business. This can prevent 
proper oversight, communication and flow of information 
up and down the chain of command. 

Reporting to the CEO and your Grade- It does not mean all 
the direct reports must be at the same level. What makes 
people report to the CEO is the functional importance of 
an area. You can have 8 people reporting to the CEO 
belonging to different grades. Over and above this the same 
people do not have to carry the same title prefix e.g. 
Director, Head or GM. 

Duplications – Eliminate all duplications and remember 
duplications breads inefficiencies and cost your organisation 
money. During good times most organisations accumulate 
unnecessary structures that do not evolve fast enough in 
line with changes in business models and general market 
conditions. 

Core staff versus support staff – Some organisations 
employ support staff above benchmark threshold of 75% 
core and 25% support staff. In cases where you have a large 
percentage of your staff in support than core business you 
will always struggle with staff costs. 

Periodically having your organisational structures reviewed 
by an independent outsider can add a lot of value to your 
business through streamlining inefficient structures. 

Memory Nguwi is an Occupational Psychologist, Data 
Scientist, Speaker, & Managing Consultant - Industrial 
Psychology Consultants (Pvt) Ltd a management and 
h u m a n  r e s o u r c e s  c o n s u l t i n g  f i r m .  
https://www.linkedin.com/in/memorynguwi/  Phone 
481946-48/481950/2900276/2900966 or cell number 077 
2356 361 or email:  or visit our mnguwi@ipcconsultants.com
website at www.ipcconsultants.com 
 ManPowerTH

E

Organisational structures can be a source of inefficiency 
that impact on the ability of the organisation to deliver its 
mandate if not properly structure. If the process of how 
structures are designed is not managed properly and may 
allow self-interest to dominate there by encouraging 
managers to engage in empire building.   Executives must 
note that structures are a source of overstaffing in many 
organisations. Below I list some of the factors you need to 
take note of when you a designing your organisational 
structures. 

Direct Reports to the CEO – How many people should 
report directly to the CEO and at what level should these 
be? I see a lot of organisations struggling with this. 
Remember a faulty top structure impacts negatively on the 
ability of the organisation to perform.  In Zimbabwe most 
top structures have an average of 6 direct reports to the 
CEO. The recommended number of direct report averages 
between 8 and 12.  However this tend to vary by industries 
and complexity of the work to be supervised.  You will get 
less people reporting to the CEO in high risk areas to 
enable the CEO to have a complete picture of where the 
business is going. The other assumption that affect the 
number of direct reports is that at this level it is assumed 
that the direct reports are specialist in their areas and would 
not need close supervision.  In practice though we find that 
CEOs sometimes build structures to serve their own 
personal needs instead of those of the organisation. 

Reporting layers–Try by all means to minimise the number 
of layers in your structures and make structures as flat as 
possible. A structure with too many layers breeds 
inefficiencies. In better managed organisations you will 
always find that they go with flat structures. Such structures 
empower employees resulting in motivated staff and better 
performance. Communication is the major causality in tall 
structures characterised by many reporting layers. 

One -on – One reporting – Eliminate of one on one 

REVIEWING YOUR ORGANISATIONAL STRUCTURES 

https://www.linkedin.com/in/memorynguwi/
mailto:mnguwi@ipcconsultants.com
http://www.ipcconsultants.com
http://www.ipcconsultants.com
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empathy, the capacity to feel compassion is open. The 
emotion that we feel in response to suffering that motivates 
a desire to help. So the more are able to relate to others, the 
better we will become at understanding what motivates or 
upsets them.

Relationship Management: It is difficult to make deep 
connections with others if one is distracted. A leader must 
have the ability to communicate effectively and properly 
manage relationships in order to move a team in a desired 
direction.

Effective Communication: Communication is of utmost 
importance as studies have shown that effective 
communication is 7% the words we say and 93% tone and 
body language. Misunderstandings and lack of 
communication are usually the basis of problems between 
most people. Failing to communicate effectively in teams 
leads to frustration, bitterness, and confusion among team 
members. Effective communication can eliminate obstacles 
and encourage stronger team relationships. When team 
members are clear about their role within the organisation 
and understand how they benefit the overall direction and 
vision, there is a sense of value and accomplishment. Thus 
good communication results in alignment and a shared 
sense of purpose. 

There is no doubt then that emotional intelligence is a 
powerful tool critical for exceeding goals, improving critical 
work relationships, and creating a healthy, productive 
workplace and organizational culture. So as a leader where 
do stand? Surely, emotionally intelligent leaders are the most 
successful as there are able to relate with their teams and 
inspire them to the successful attainment of organisational 
goals.

Paul Nyausaru is a human resources practitioner and is a 
Fellow of the Institute of People Management of Zimbabwe. 
He can be contacted on .   pnyausaru@gmail.com ManPowerTH

E

Any leader lacking in emotional intelligence is not able to 
effectively gauge the needs, wants and expectations of 
those they lead. A Leader who reacts from emotions 
without filtering them is bound to create mistrust amongst 
subordinates and which could seriously jeopardize their 
working relationships. Reacting with emotions can be 
detrimental to the culture, attitudes and positive feelings 
toward the organisation and its mission. It then follows that 
as a leader you must be self-aware and understand how 
your verbal and non-verbal communication affects your 
team.
In order to understand the emotional intelligence 
competencies required for effective leadership, it is critical 
to determine where as a leader you stand on the elements 
that make up emotional intelligence.
Self-Assessment: This can be defined as having the ability to 
recognize one's own emotions, strengths, weaknesses, 
values and drivers and understanding their impact on 
others.
Without reflection it becomes very difficult to understand 
who we are, why we make certain decisions, what we are 
good at, and where we fall short. It then follows that in order 
to reach maximum potential, one must be confident in who 
they, understand the good with the bad. Those that have a 
strong understanding of who they are and what they want 
to work on, can improve themselves on a regular basis.
Self-regulation: This is also known as discipline. It involves 
controlling or redirecting our disruptive emotions and 
adapting to changing circumstances in order to keep the 
team moving in a positive direction. As leaders you can't 
afford to lose your cool. Being calm is just as contagious, as is 
panic. So it is of paramount importance that when you take 
on a leadership role you can no longer afford to panic when 
things get stressful. Staying calm and positive results in you 
thinking and communicating more clearly with your team.

Empathy and Compassion: Empathy is the ability to put 
yourself in someone else's shoes and understand how they 
may feel or react to a certain situation. When one has 

EMOTIONAL 
INTELLIGENCE
A CRITICAL COMPONENT 
OF EFFECTIVE LEADERSHIP

mailto:pnyausaru@gmail.com
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At the 2016 Annual Convention of the Institute of People 
Management of Zimbabwe, one of the presenters was 
berated by delegates for her perceived bare knuckle attack 
on the HR profession.  What irked most delegates was her 
statement that in her entire working career spanning many 
years, she had worked directly with twenty two HR 
professionals and that twenty of them were clueless and 
plainly incompetent!

On the sidelines of the convention, I had the opportunity to 
interact with some of the delegates on why they took issue 
with the presenter. It turned out that it was not WHAT the 
presenter had said but HOW she had said it. One delegate 
asked me why HR is without respect in most organisations 
and why it is always the case that HR is required to “earn” 
their place at the boardroom table when seats for all other 
functions are already guaranteed? If it is true that “people 
are our most important asset” as most organisations are 
won't to say, why is it that HR does not have an automatic 
ticket to the C-Suite?

Rightly or wrongly, HR suffers from a bad image. Many HR 
practitioners are angry, even frustrated at the barrage of 
criticism they experience every day. We are all aware of the 
less than flattering stereotypes of HR. An article about HR 
in Fortune magazine questioned, “Why not blow the sucker 
up?” HR has been variously described as unresponsive and 
slow to act; ineffective, incompetent, costly and value-
sapping;simplistic; full of contradictions, manipulative and 
down right pernicious; an all-or-nothing process that is ideal 
for any organisation, despite the evidence that different 
business environments require different approaches; “big 
hat, no cattle” with lots of pretensions and few results. 
Popular jokes have also been made at the expense of HR. It 
has been derisively touted as the department of “Human 
Remains”.

The HR dilemma is two-pronged. On the one hand, it may 
be due to factors beyond the control of HR itself. On the 
other hand, it is self-inflicted.

There is a general disdain for HR by top management. One 
CEO intimated to me rather satirically that he got more 
sound advice on people issues from his spouse rather than 
from HR! CEOs accuse HR of being out of touch with 
business realities, customers or corporate goals. A cursory 
glance at the composition of company boards in this 
country would reveal that very few of them have directors 
solely responsible for HR. The most senior HR person in 
organisations is often the “HR Executive” and not HR 
Director. In a few cases where HR directors are employed, 

their influence is usually limited. This effectively means that in 
most cases HR specialists are not present when key 
business decisions are being taken. As a result, HR specialists 
receive lower salaries than their counterparts in other 
professions, drive inferior and battered vehicles and do not 
enjoy certain benefits which their peers are entitled to. This 
invariably condemns HR to second-class status. 

The structure of an organisation can act as a constraint to 
the HR role. HR departments are in most instances grossly 
understaffed and under-resourced.Consequently, they are 
unable to devote their time to acting strategically and 
contributing to the business. I have witnessed a practice in 
some organisations where HR is placed under the 
stewardship of a finance person with little or no background 
at all in people issues. In big organisations, subsidiaries 
usually do not have their own HR departments and an HR 
person from head office routinely drives around to take 
stock of what will be happening on the ground.

Line managers also do not take HR seriously. Research 
findings in the 2006 McKinsey Quarterly showed the 
majority of line managers surveyed did not regard HR as a 
strategic business partner (60%) and they said HR lacked 
the capabilities to develop talent strategies aligned with 
business objectives (58%). There is a perception among line 
managers that competence in the HR profession is gained 
from a mixture of common sense and experience. 
Interestingly, these line managers are only too glad to let HR 
do their people jobs for them, especially when it entails the 
less pleasant aspects like handling discipline, grievances or 
retrenchments. They prefer the idea that there is a function 
they can turn to, or blame, if problems occur.

THE MAGAZINE [ ]MANPOWER  11
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HR professionals sometimes have to tread a fine line between 
serving the company that pays their salary and serving the 
individual worker. This role ambiguity within the HR profession 
presents a quandary for the HR specialist. Leaning too heavily 
on one side at the expense of the other may be detrimental to 
one's career.

There is also a propensity by HR professionals to define their 
job too narrowly. It is called paradigm paralysis. To illustrate what 
I mean, let me pluck off a paragraph from a brilliant article 
entitled Marketing Myopiapenned more than thirty years ago 
by marketing guru Ted Levitt: 

“The railroads did not stop growing because the need for 
passenger and freight transportation declined. That grew. The 
railroads are in trouble today not because the need was filled by 
others (cars, trucks, airplanes, even telephones), but because it 
was not filled by the railroads themselves. They let others take 
customers away from them because they assumed themselves 
to be in the railroad business rather than in the transportation 
business. The reason they defined their industry wrong was 
because they were railroad-oriented instead of transportation-
oriented; they were product-oriented instead of customer-
oriented”. 

What are the lessons for HR? The common thread passing 
through all this is that HR professionals see themselves as 
people managers rather than as business managers.

Paradigm paralysis is our inability or refusal to see beyond our 
current models of thinking. It can block our vision of the future. It 
is similar to what psychologists call “confirmation bias”. We see 
what we want to see. We remain stuck in modes of thinking and 
working that brought success in the past. Perhaps this is our 
greatest undoing. In 1977 Ken Olsen, Chairman of Digital 
Equipment Corporation remarked: “There is no reason why 
anyone would want a computer in their home”.Just how wrong 
can a person be! HR professionals who fail to make a shift in 
their mindsets in unison with the changing times will meet their 
demise after leading their organisations along garden paths. 

What should HR do? HR must seize the opportunity to bypass 
old ways of doing business, leapfrog obsolete technologies and 
make HR central to the innovations that will secure HR's place 
in the corporate VUCA world. The Henry Ford style arrogance 
of having customers choose any colour of a car they prefer “as 
long as it is black” belongs to some golden era of the past. HR 
should be defined by what it delivers. The art of HR 
effectiveness lies in having the flexibility and awareness of what 
is needed in different situations. During a one-day seminar held 
some ten years ago in Johannesburg, South Africa, Dave Ulrich, 
one of the world's leading HR gurus summed it up well:“We in 
HR must align what we do with our stakeholders. We must 
learn who they are and what they need, then we must adapt our 
HR for them”. 

After all is said and done, the buck stops with HR.  ManPowerTH
E
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REVIEWS IN LABOUR MATTERS

Introduction

While appeals have been the subject matter of many 
discussions among human resources (HR) practitioners, this 
article puts the limelight on reviews in labour matters. A few 
cases will be discussed to bring out the attitude of the 
Courts in dealing with the grounds of review set out in 
section 92EE of the Labour Act [Chapter 28:01] and in 
section 27 of the High Court Act [Chapter 7:06]. The 
reason for citing the High Court grounds of review is 
because prior to the 2005 amendments to the Labour Act, 
only the High Court exercised powers of review in labour 
matters, with the Labour Court dealing with reviews only as 
a part of disposing of an appeal. 

Review powers/jurisdiction of the Labour Court

In 2005 section 89 of the Labour Act was amended by the 
insertion into subsection (1) of a new paragraph (d1) which 
gave the Labour Court powers of review in respect of 
labour matters. The legal position before 2005 was that the 
powers of review in labour matters were vested in the High 
Court.

In 2015 a new section 92EE was inserted which sets out the 
grounds of review fundamentally the same as those in the 
High Court Act Chapter 7:06. The grounds in section 
92EE(1) relate to reviewing decisions of arbitrators or 
adjudicating authorities in labour disputes, which include the 
lack of jurisdiction; conflict of interest, bias, malice or 
corruption; and gross irregularity in proceedings/decisions. 
In a challenge on the Labour Court review jurisdiction in 
Zimasco v Marikano SC/6/14, the Supreme Court 
reiterated the provision in section 89(1)(d1) of the Labour 
Act that the Labour Court is clothed with review 
jurisdiction to deal with all labour matters in the first 
instance just as the High Court would have done. The court 
further stated that 

 “The fact that, instead of seeking a review, one can 
 approach a labour officer in terms of s 93 of the 
 Act does not and cannot affect the review power 
 of the Labour Court provided the requirements 
 for such review are met. 

The nature of a review versus an appeal

In terms of section 92D appeals can be lodged with the 
Labour Court emanating from a decision made under a 
registered  employment code in terms of section 92D of 
the Labour Act while an appeal from an arbitrator's decision 
can only be made to the Labour Court only on a question of 
law.
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The major difference between appeals and reviews lies in 
that while an appeal concerns itself with whether the 
decision being appealed against was right or wrong, a review 
concerns itself with the procedure that was used during the 
any part of the decision-making process. This was 
illuminated in Vitrino v Highlands Primary School 
Development Association LC/H/62/14 where the Labour 
Court quoted Herbestein and Van Winsen in The Civil 
Practice of the High Court of South Africa 5 ed p 1271 
wherein the learned authors stated that:
 “The reason for bringing proceedings under
 review or appeal is usually the same, viz, to have 
 the judgments set aside. Where the reason for 
 wanting this is that the court came to a wrong 
 conclusion on the facts or the law, the appropriate 
 procedure is by way of appeal.  Where, however, 
 the real grievance is against the method of the trial, 
 it is proper to bring the case on review.”

In Zimasco v Marikano supra the Supreme Court 
pronounced that -

 “Review proceedings are concerned with the 
 manner in which a decision is taken and not its 
 merits.  If for example a disciplinary authority had 
 no jurisdiction to hear a particular matter, or was 
 biased or its decision grossly unreasonable, the 
 person aggrieved is empowered to approach the 
 Labour Court and apply for the review of the 
 proceedings.”

In the South African cases of Goluba v Oosthuizen and 
another 1955 (3) SA 1 and Msomi v Abrahams and Ano 
1981 (2) SA 256 at 261 A the court remarked that –

 “The mere fact that a statute provides extra-
 judicial remedy in the form of a domestic appeal 
 or similar mechanism which would afford the 
 aggrieved party adequate relief … will be 
 considered that such extra-judicial relief was 
 intended to constitute an alternative to, and not a 
 replacement for review by the courts.”

In other words, a review is always available to an aggrieved 
party as an alternative to an appeal.

In Chipunza v NSSA HB 56/2003 the court remarked that 

 “…the code of conduct gives the aggrieved party 
 channels to be followed in respect of an appeal 
 and not review”.

It is worth noting that while an appeal can only be lodged at 
the end of the proceedings after a decision has been 
handed down, a review may be brought at any stage during 
the proceedings or at the end after the decision has been 
given. 

The approach

Being alive to the diversity of legal literacy within the 
readership, the article will endeavour to furnish the brief 
facts or circumstances surrounding each case cited. This will 
not only put into perspective the ground of review in that 
case and the resultant decision of the review court, but 
might also assist HR practitioners reflect on whether or not 
their organizations may be exposed to similar 
circumstances. The article now turns to a discussion of 
specific grounds of review that have been raised in labour 
cases that have been decided in the Supreme Court, the 
High Court and the Labour Court.

Specific grounds of review - Bias and prejudice

In Green v NSSA HB 104/2003 the applicant's application 
for review was dismissed in the High Court. The facts of the 
case are that, Green was found guilty of breaching the 
registered code of conduct and demoted to a lower grade 
and she appealed.  At the appeal hearing she raised the 
objection that the Chairperson of the Appeals Committee 
was biased.  The objection was upheld leading to an 
adjournment.  At that new appeal hearing with a new 
chairperson, she then objected that the matter was now 
out of time according to the code of conduct hence the 
appeals committee no longer had jurisdiction over the 
matter.  The appeals committee disregarded her objection, 
went on to hear the matter and gave her a dismissal penalty. 
She lodged an application for review at the High Court. Her 
two grounds for review were firstly that the matter was 
statutorily out of time and secondly that the Appeals 
Committee was biased.  In dismissing her application for 
review, the Court said that the prescribed period was not 
applicable since the appeal hearing had been interrupted to 
accommodate the reasonable grounds of bias which she 
had raised and which were upheld in the interests of doing 
justice to her. The court further said that, Green had not put 
forward any facts to show that she had suffered prejudice 
because of her employer's delay in hearing her appeal. The 
court said she had also not submitted any fact showing that 
NSSA's delay to hear her appeal was motivated by a bad 
intention that amounted to bias nor had she shown that the 
appeals committee, by deciding to proceed to hear her 
appeal in spite of her objection, had acted in a manner that 
that could be viewed as indicating bias or constituting bias.

A key point to note for HR personnel is that, the court's 
view is that an aggrieved party must furnish the court with 
facts that satisfy the court that he/she suffered some specific 
prejudice that is attributable to the procedural irregularity 
being alleged such as a delay. For instance, the aggrieved 
party could prove that she had to pay an extra month's 
rentals at her rented accommodation because the delay in 
hearing her appeal had made her to stay in her rented 
premises into the next month without knowing that she 
would be dismissed and hence lose her source of rentals.



THE MAGAZINE [ ]MANPOWER  16

EXECUTIVE REVIEW

2017    
ISSUE           

Also in Vitrino v Highlands Primary supra the court, in 
dismissing an application for review, said that 

 “It is trite that it is not enough to point out 
 procedural irregularities but that one must go on 
 to allege and show prejudice.  Applicant, in the 
 whole application, has not been able to 
 demonstrate that there was any prejudice to him.”

The facts of the case are that the applicant filed an 
application for review at the Labour Court on the grounds 
of procedural irregularities. His first ground of review was 
that Respondents did not give him the chance to mitigate at 
the internal disciplinary hearing and the second ground was 
that Respondent did not give reasons for the decision to 
dismiss him from employment.  In dismissing the application 
for review the Labour Court said that not only had the 
applicant failed to exhaust the internal remedies available to 
him before approaching the Labour Court for a review but, 
applicant had also failed to demonstrate what prejudice he 
had suffered from the alleged procedural irregularities.

Irregularity, interest in the cause and bias

In Chipunza v NSSA supra the applicant, who was the 
Chairman of the Workers' Committee, was dismissed on 
the charge that he was involved in an illegal industrial action.  

At the disciplinary hearing, the chairman of the disciplinary 
committee was also the sole witness in the case.  On 
application for review, the High Court observed that the 
disciplinary committee chairman, besides being the sole 
witness in the case, had a past sour relationship with the 
applicant and the minutes were far from being a true record 
of proceedings. The court, in allowing the application to 
succeed, remarked that 
 
 “…both the Disciplinary Hearing and Appeals 
 Committee reveal bias and irregularities which 
 can not be left as they are as they will result in 
 unfairness to applicant”. 

In Diamond Mining Corporation v Mukwada & Others 
LC/MC/16/14 the Corporation filed both a Labour Court 
application for review and an appeal against an arbitral 
award. The facts of the case are that the Corporation's fixed 
term contract employees lodged a claim for unfair dismissal 
alleging that they had a legitimate expectation to be re-
engaged.  The arbitral award ordered the employees' 
reinstatement or damages in lieu of reinstatement. The 
Corporation's two grounds of review were firstly that there 
was gross irregularity in the arbitral proceedings and the 
decision-making process since the arbitrator disregarded 
the Corporation's request to have its views heard in an oral 
hearing. The second ground was that by ignoring the 
Corporation's request for an oral hearing and  deciding the 
case based on the papers only and also by serving the 
Corporation directly with the award yet the Corporation 
was duly represented by legal practitioners, the arbitrator 
showed an interest in the cause or bias.  The court held that 
it was in deed grossly irregular for the arbitrator to proceed 
to issue an award without the oral hearing and as such, the 
court said that there were reasonable grounds for the 
Corporation to think that the arbitrator was biased and it 
ordered a fresh hearing before a different arbitrator to 
allow the Corporation to present its oral submissions.

In Leopard Rock Hotel Co. P/L and another v Walenn 
Construction P/L1994 (1) ZLR 255 (5) at 270B-C the judge 
sought to clarify the review ground of conflict of interest or 
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interest in the cause by quoting Russell on Arbitration 12Ed  
at page 110 wherein the learned author stated:

 “There is universal agreement among jurists of all 
 countries that it is of first importance that judicial 
 tribunals should be honest, impartial and 
 disinterested …    As a practical matter, interest is 
 the most important case, and as interest is always 
 a question of fact usually determined on a sound 
 basis of common sense, precedents are not of 
 great assistance …”

In NSSA v Chairman, NSSA Workers Committee and 
Others HH 51-2002, the main ground in this application for 
review, was that the arbitrator had failed to give reasons for 
the arbitral award. The facts of the case are that the NSSA 
works council had failed to agree on a general salary 
increase and the matter was referred to compulsory 
arbitration. In dismissing the application for review, the High 
Court had opportunity to pronounce that because the two 
advantages of arbitration over court proceedings are that 
the procedure can be simplified and finality can be reached 
more quickly, arbitration proceedings should aim for these 
two objectives without unnecessary formalities that would 
frustrate these objectives. The court thus said that the 
aggrieved party should make an urgent application for the 
arbitrator to furnish his reasons  for the award in terms of 
section 31(2) of the Arbitration Act, within a specified 
period, and, if the arbitrator failed to do so the aggrieved 
party could then lodge an application for review.

Jurisdiction

In Ramani v NSSA SC 38/08 the appellant filed an appeal to 
the Supreme Court challenging the High Court's decision 
not to exercise its review jurisdiction. The facts of the case 
are that the appellant and his legal representative failed to 
attend a hearing after being duly notified. After the 
chairperson had commenced the disciplinary proceedings 
the three workers representatives on the disciplinary 
committee expressed their unwillingness to proceed with 
the matter in the absence of the appellant and walked out. 
The remaining three members of the committee 
proceeded with the hearing while the worker 
representatives walked out, found the appellant guilty as 
charged and dismissed him. The appellant lodged an 
applicant for review at the High Court which was dismissed 
on the grounds that the appellant had not exhausted his 
domestic remedies as provided in the Code of Conduct, 
that is, appealing to the General Manager. The Court 
granted leave to the appellant to appeal out of time to the 
General Manager in terms of the Code but he appealed to 
the Supreme Court challenging the High Court's decision 
not to exercise its review jurisdiction. In dismissing the 
appeal, the Supreme Court said that, the workers 
committee had no power to veto or boycott disciplinary 

committee proceedings hence in view of the silence of the 
Code on the procedure to be adopted when a walkout 
occurs, the remaining committee members' decision to 
dismiss the appellant was lawful. 

This case is authority for employers who are confronted 
with a legal challenge in circumstances where members of 
the workers committee comprising a properly constituted 
disciplinary committee walk out of disciplinary proceedings. 
The court in Ramani supra pronounced that any member 
with objections should raise them at the hearing and not 
frustrate the disciplinary proceedings by walking out.  

Combined review and appeal

There have been instances whereby the applicant lodges 
both an appeal and a review concurrently. There seems to 
be no specific provision in the legislation clarifying how the 
courts are to treat that situation. However, the decisions 
gleaned from some decided cases seem to indicate a 
leaning towards consideration as reviews. In Zimasco v 
Marikano supra when the matter went before the Labour 
Court, the applicant lodged both an application for and a 
notice of appeal on the same date and the Labour Court 
had treated the matter as a review. 

In Diamond Mining Corporation v Mukwada & Others 
supra the applicant filed both a Labour Court application 
for review and an appeal against an arbitral award. The court 
also held that since the application for review had 
succeeded, there was no need to consider the appeal in the 
circumstances.

In Vitrino v Highlands Primary SDA supra the applicant filed 
an application for review to the Labour Court while at the 
same time noting an appeal with the respondent on the 
same grounds seeking the same relief. Appellant contended 
nothing barred a litigant from approaching the Courts for 
relief in circumstances where he/she was satisfied that the 
proceedings were pregnant with irregularities.  The court 
viewed this as a case of “double-dipping” or a speculative 
fishing expedition and dismissed the application for review 
on the basis that the applicant had not exhausted the 
domestic remedies provided by the code of conduct before 
approaching the Labour Court seeking relief.  

The court viewed this as a case of “double-
dipping” or a speculative fishing expedition 
and dismissed the application for review 
on the basis that the applicant had not 
exhausted the domestic remedies 
provided by the code of conduct before 
approaching the Labour Court seeking 
relief.  



THE MAGAZINE [ ]MANPOWER  18

EXECUTIVE REVIEW

2017    
ISSUE           

Takeaways for HR personnel

The main learning point for HR personnel is that the 
procedures that are laid down in their own codes of 
conduct need to be followed to the letter to avoid possible 
comebacks through reviews. This is particularly so because 
the interpretation of the grounds of review can be so wide, 
especially so for terms such as 'interest in the cause' which, 
as already noted, may have no precedents. Secondly, 
disciplinary committees, especially the chairpersons, need 
to be educated on the need to avoid the use of spoken 
language, body language or innuendos that may easily be 
interpreted as indicative of bias, interest in the cause etc. 
Thirdly, Ramani supra provides authority on how to deal 
with instances where some members of a disciplinary 
committee walk out of duly constituted disciplinary 
proceedings. Furthermore, this case is a clarion call to HR 
personnel to specifically incorporate a section in their codes 
of conduct spelling out how to deal with an eventuality 
where members of a disciplinary committee walk out 
during proceedings. Fourthly, where any party alleges an 

irregularity in an application for a review without submitting 
facts that demonstrate the specific prejudice which that 
party has suffered as a result of that irregularity, the other 
party might exploit that in their opposing papers. Fifthly, in 
dealing with matters related to arbitration, special note 
must be had that the two advantages of simplicity and 
finality are not frustrated by the appellant. Also in dealing 
with reviews/appeals related to arbitration, it must be noted 
that there are grounds outside the Labour Court provided 
for in Article 34 of the Arbitration Act, which must be read 
together with the reference to “…any other law…” in 
subsections (1) and (2) of section 92EE of the Labour Act.

Charles Kwinjo is a Consultant at Kezana International 
Consulting specialising in all HR/Labour matters. Charles is a 
former HR Manager with a listed company and a Bachelor 
of Laws student at the University of Zimbabwe. He can be 
contacted on 0712441293,0772391939, 0718502002 or 
charleskwinjo@gmail.com or kezana1@gmail.com . He 
writes in his personal capacity
 ManPowerTH
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BEYOND THE 
HR PROFESSION
GARETH CHAGONDA

Whilst most people including HR Professionals are 
motivated by financial gains to go to work, it is beyond 
doubt that employees who despite unfavourable work 
environment execute their duties diligently, stand out to be 
successful at the end of the day. In fact organizations do not 
look into how much they pay you but rather what they get 
from you. Some employees are assets others are liabilities. 
As an employee you should ask yourself am I a liability or an 
asset? When you make yourself valuable to your employer 
you become an asset. Here are three key things to make you 
go beyond ordinary HR practice,

ADD VALUE. Employers delight in value addition. What is it 
that you do that makes you worth in the organization? Add 
value through critical thinking, effort and execution. Don't 
be a spokesperson of problems but solutions. Learn to 
suggest solutions rather than problems. Employers delight in 
solution givers rather than problem givers. It is important to 
note that when you add value to your employer it can be 
satisfying and fulfilling more than financial gains. Adding value 
does not only benefit the organization but elevates you to 
the next level in your life.

Add value through 
critical thinking, effort 
and execution. Don't 
be a spokesperson of 
p r o b l e m s  b u t  
solutions. Learn to 
suggest solut ions 
rather than problems. 
Employers delight in 
solution givers rather 
than problem givers. 
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Promoting You Is Our Business

INNOVATION. Learn to think new ways of doing things. 
Don't hang in the balance. Ask yourself how can we do it 
better? Don't get stuck in old systems, carry out research 
and try new systems. Don't be afraid to try new things. Look 
out for new technologies. The world is fast changing don't 
be left behind. Be an agent of change than an obstacle. 

ATTITUDE. You must develop a positive attitude towards 
your job, peers and superiors. Avoid organizational politics, if 
the situation calls you in, play it well. Attitude determines 
how you are dependable and proactive in your job. Attitude 
will enable you to be diligent, trust-worth and hardworking. 
It will patch up your communication, performance and 
productivity. As Zig Ziglar said, “Your attitude ... will 
determine your altitude.”

Go beyond maintaining the status quo, go beyond the usual 
and expected, deliver more, act more and make it happen. 
Be an active participant than a passive employee. Be 
forward looking, anticipate issues in advance and create 
solutions. 

Gareth Chagonda is the Human Resources Consultant for 
Smar tHR Solutions and can be contacted on 
gareth@smarthrsolutions.co.zw  ManPowerTH
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You must develop 
a positive attitude 
towards your job, 
p e e r s  a n d  
superiors. Avoid 
o r g an i z a t i ona l  
polit ics, i f the 
situation calls you 
in, play it well. 

http://gareth@smarthrsolutions.co.zw
http://gareth@smarthrsolutions.co.zw
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Some of the Graduation Awards Winners Graduates

Human Resource Management Diploma
Cynthia Mapika

Human Resource Development Diploma
Tendai R. Maveneke

Labour Relations Diploma
Brian N. Mangwende

Overall Diploma 
Tendai R. Maveneke

Higher Diploma in Human Resource Mangement
Rubudiriro Bosha

Best research Student
Farai Chigudu

Best Students Awards

AWARDS WERE MADE POSSIBLE THROUGH SPONSORSHIP FROM:



EXECUTIVE EDUCATION

THE MAGAZINE [ ]MANPOWER  24

2017    
ISSUE           

A Skills audit is a process of taking stock of what skills are 
within the organisation versus what is expected.  The skills 
audit should always cover the following and this is in order 
of priority; Cognitive ability, organisation specific 
competencies, technical competencies (specific to each job 
family or role for example finance employees must know 
management accounting, tax law etc.), soft skills specific to 
each job family, qualification and experience. Below is a list of  
some of the mistakes organisations make and how to fix 
them. 

Ÿ The Skills Audit is not addressing any business 
problem. You can't carry out a skills audit simply 
because others are doing so. The stating point in the 
audit should always be the business. What is the business 
case for a skills audit? I have noted that sometimes 
organisations carry out the audit when there is no 
business problem to be addressed by the audit. In such 
cases the audit will be viewed as a “witch hunt” by the 
employees. The best way to address the business need 
for a skills audit is to frame the question as a hypothesis 
for example: “The business is not delivering on its 
mandate because of lack of skills in critical roles.” When 
you carry out the skills audit you are now trying to prove 
or disapprove the above hypothesis.  The hypothesis 
here implies that if we close the skills gap the 
organisation should benefit in the form of improved 
organisational performance.  You must always have data 
for the before and after implementation to check of the 
performance improvements are emanating from the 
closing of the skills gap. 

Ÿ Equating a skill audit to Qualifications and 
Experience audit – The majority of the audits focus 
on checking if people have the right qualification and 
experience. Remember qualifications and experience 
have a very weak correlation with individual 
performance. Putting emphasis on these two in your 
audit is prioritising the wrong things.  I am not saying do 
not include qualifications and experience.  You can 
include the two but you must give less weight to it. Yes 
people must have the minimum qualification and 
experience for each role but this must not take centre 
stage in your skills audit. 

Ÿ Starting in the middle of the process – This a very 
common mistake. You start by defining what skills and 
abilities are required by the business now and in the 
future. You must always remember that the audit can't 
just be focused on the present situation. You must check 
if you have the skills for the future as well.  Others start 
this process by defining a competency model for the 
business anchored on the business model and business 
strategy. For example an organisation can decide that 
success in this particular organisation is defined by the 
following competencies; business acumen, customer 
focus, leadership, change management, ethical behaviour 
etc. , These competencies are mandatory for each 
employee because they are organisation specific.  After 
this you go down the hierarchy and look at job family 
specific competencies e.g. for people in finance the 
competencies could cover, attention to detail, 
presentation skills, resilience etc. 

MISTAKES ORGANISATIONS 
MAKE WHEN CARRYING 

OUT A SKILLS AUDIT 
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Ÿ Not knowing how to assess – One of the biggest 
challenge for anyone doing a skills audit is what method 
to use when assessing the presence of absence of a skill. 
Organisational specific competencies and role specific 
soft competencies are assessed through assessment 
centres. Technical Competencies are assessed through a 
360 degree assessment or through a subject matter 
expert panel. Cognitive skills are assessed through 
psychometric tests, while other soft skills can be 
assessed through emotional intelligence and personality 
profiling. You can assess qualifications by asking each 
employee to provide original certificates to support 
listed qualifications. You can go a step further and check 
with awarding institutions if the qualifications are 
authentic. Verify employee experience through 
reference checks. 

At the end of all the above process you should be able to 
present a comprehensive report listing the Skills Health of 
the organisation overall, by department and by role. The 
report will present graphically which areas a problematic 
(where there skills gaps).   If the gaps are on the cognitive 
side you have a much bigger problem as this area can be 
rarely be corrected. It could point out to a fault selection 
system in your organisation which lets people who do not 
have the cognitive capacity for target roles join the 
organisation.  The same challenge will exist if the personality 
profiles do not match the roles people are in.  These two 
shortcomings cannot be corrected.  If the gaps are in the 
competencies e.g. business acumen, presentation skills etc., 
qualifications and experience these can be developed. The 
organisation must only focus development on people who 
have the cognitive ability/aptitude for the target role. If you 
find technical deficiencies in the technical areas these can be 
addressed though training. 

The last thing you need to do in the report is to combine 
the output of his process with actual job performance 
records. You must end up with a quadrant which places 
people into the following categories; low potential- high 
performance (workhorse you can keep in current role), low 
potential – low performance (manage out), high potential- 
low performance (develop) and  high potential – high 
performance (retain). 

The results of the skills audit can also feed into your 
succession planning process easily as the same evidence 
gathered is crucial for succession planning. 

Memory Nguwi is an Occupational Psychologist, Data 
Scientist, Speaker, & Managing Consultant - Industrial 
Psychology Consultants (Pvt) Ltd a management and 
h u m a n  r e s o u r c e s  c o n s u l t i n g  f i r m .  
https://www.linkedin.com/in/memorynguwi/  Phone 
481946-48/481950/2900276/2900966 or cell number 077 
2356 361 or email:  or visit our mnguwi@ipcconsultants.com
website at  www.ipcconsultants.com ManPowerTH
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People Management Redefined 

We are a corporate services management firm focusing 
on people solutions. We provide flexible, innovative, 
customised best practice solutions to our clients.“when 

something`s tailored for you, every detail feels just right.” 

Our Services: 
· Payroll Outsourcing
· Human Resource 

Consulting
· Staffing Solutions 
· Employee Wellness
· Training, learning and 

development 

Towards an Integral Enterprise

20 Cambridge Road, Avondale, Harare
+263 4 334439 +263 4 308351

admin@providencehumancapital.com

https://www.linkedin.com/in/memorynguwi/
mailto:mnguwi@ipcconsultants.com
http://www.ipcconsultants.com
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What's a personality trait of a bad marketer?
Anti-social

Why aren't you working? 
I didn't see you coming.

My name is James Pan. Every other permutation of my 
name was taken (e.g., jpan, jamesp), so I'm stuck with 
japan@university.edu.

I don't think of you as a coworker because you never do 
any work

How To Translate Emails
I have a question.     =     I have 18 questions.
I'll look into it.     =     I've already forgotten about it.
I tried my best.     =     I did the bare minimum.
Happy to discuss further.     =     Don't ask me about this 
again.
No worries.     =     You really messed up this time.
Take care.     =     This is the last you'll ever hear from 
me.
Cheers!     =     I have no respect for you or myself!

A Reasonable Fee
A man phones a PR consultant and asks, “How much 
would you charge for just answering three simple 
questions?”
The PR consultant replies, “A thousand dollars.”
“A thousand dollars!” exclaims the man. “That's very 
expensive isn't it?”
“It certainly is,” says the PR consultant. “Now, what's 
your third question?”

Q:  How do you get a group of PR consultants to 
smile for a photo?
A:  Just say, “Retainer fees!”

How many PR people does it take to change a light 
bulb?
Four. One to change the bulb and three to write the 
holding statement, key messages and the news 
release.

Why are PR people like nuclear weapons?
* Once the news release is emailed, it cannot be 
recalled.
* When they land, they screw up everything forever.
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Introduction

The Constitution of Zimbabwe Amendment (No.1) Bill, 
2017(H.B.1, 2017) poses a serious threat to the existence 
and jurisdiction of the Labour Court by proposing to make 
the Labour Court a subordinate of the High Court. 
Jurisdiction refers to the capacity and power of a court to 
hear and determine a matter or dispute. If this proposed 
amendment to the Constitution succeeds, it  is likely to 
generate a fertile breeding ground for cumbersome and 
expensive labour dispute resolution in Zimbabwe thereby 
negatively affecting investor confidence and creating a 
recipe for industrial unrest.  This paper seeks to expose the 
demerits of making the Labour Court a subordinate of the 
High Court as contained in the aforesaid Bill and proffer 
solutions to avert the  potential crisis which may be  
created by the Bill.

Effect of the Bill on the status of the Labour Court

Section 3 of the Bill seeks to amend section 172(1) of the  [2] 
Constitution by a repeal of paragraph (a) which provides for 
a Judge President as the head of the Labour Court and 
substituting it with a new paragraph (a) which provides for a 
senior judge as the head. Under the current section 
172(1)(a) of the Constitution , the Labour Court enjoys [3]

the same status as the High Court in that it is headed by a 
Judge President. The status quo puts the Labour Court at 
par with the High Court in so far as both courts are headed 
by a Judge President.  This position augurs well in preserving 
the jurisdiction of the Labour Court from encroachment by 
the High Court or any other court as was succinctly 
articulated by CHIWESHE JP in seminal and celebrated 
case of Benson Samudzimuvs Dairibord Holdings Ltd  in [4]

the following salutary words:-

DEMISE OF THE LABOUR COURT UNDER THE CONSTITUTION 
OF ZIMBABWE AMENDMENT (NO. 1) BILL,  2017 AND REGRESSION 
TO CUMBERSOME & EXPENSIVE LABOUR DISPUTE RESOLUTION
By Caleb Mucheche - Dean of Law/Legal Practitioner[1]
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“ In Tusov City of Harare 2004 (1) ZLR 1 (H) BHUNU J had 
occasion to consider the legal import of s 89(6) of the 
Labour Act. The learned judge concluded at p3F as follows:-
“ It is manifestly clear to me that the intention of the 
legislature was to expressly exclude the jurisdiction of all 
other courts in areas where the Labour Court has 
jurisdiction in the first instance.”

I am in entire agreement with that conclusion. It is important 
to note the historical context in which the Labour Court 
was created. Its predecessor, the Labour Relations Tribunal, 
was very limited in terms of its powers and jurisdiction. Its 
decisions were subject to review by the High Court in much 
the same way as decisions of any other domestic tribunal 
would be. Even then this court always took the view that a 
litigant must first exhaust the internal remedies availed to it 
in terms of the Labour Act, before approaching it for relief. 
The Labour Relations Tribunal was in 2003 transformed into 
a court whose powers of review were same as those of the 
High Court subject to the provisions of s 89(1) of the 
Labour Act.  The intention of the legislature clearly was to 
establish a one stop shop for labour matters and provide 
finality in litigation involving labour issues. Otherwise why 
create a structure that is parallel to the High Court?” 
(emphasis added by underlining)

The long and short of the wise words by CHIWESHE JP in 
the above case is that the Labour Court must be a fully 
fledged stand alone court specialised to deal with labour 
disputes to finality and that it   must not operate under the 
shadow of the High Court. These words apply with full force 
and effect today as they did in 2010 when the learned Judge 
President of the High Court echoed them.

Section 5  of the Bill seeks to amend section 174 of the [5]

Constitution by providing that the Labour Court and 
Administrative Court are courts subordinate to the High 
Court meaning that the former courts are inferior to the 
High Court and potentially subject to the review powers of 
the latter. This means that the status of the Labour Court is 
now subservient to the High Court and hence decisions of 
the Labour Court in labour matters can be prone to a 
meandering and expensive process of being taken to the 
High Court first and later the Supreme Court. In terms of 
the present position, any party aggrieved by any decision of 
the Labour Court on a question of law approaches the 
Supreme Court directly and not the High Court. From the 
time the Labour Court was made into a court from the 
Labour Relations Tribunal, as a matter of practice and out of 
respect of the Labour Court as a specialist court for labour 
matters, the High Court refrained from exercising review 
jurisdiction over decisions of the Labour Court or some 
other labour tribunals. The High Court deferred any review 
of labour matters to the Labour Court because the 
legislature bestowed the Labour Court with the same 
review powers exercisable by the High Court in respect of 
labour matters by enacting section 89(1)(d1) of the Labour 
Act .  This created certainty in that litigants were no [6]

longer crisscrossing from the Labour Court to the High 
Court for review of labour matters as the law made it the 
preserve of the Labour Court.

Cumbersome labour dispute resolution
The Bill will introduce a cumbersome labour dispute 
resolution system if it becomes law in its current form 
because it allows parties to embark on a forum shopping 
spree between the Labour Court and the High Court. It is 

[5] Amendment of section 174 of Constitution
Subject to subsection (2), section 174 (“Other courts and tribunals”) of the Constitution is amended by the insertion of the following subsection, the existing 
section becoming subsection (1)-
For the purpose of this section and section 171 (1)(b), it is declared, for the avoidance of doubt, that the Labour Court and Administrative Court are courts 
subordinate to the High Court.” There is no cogent or justifiable legal basis for making the Labour Court and Administrative Court inferior to the High Court 
when judges from all the three courts possess the same minimum qualification to be eligible for appointment as a judge. The impression created by this 
proposed amendment is that even though judges of the Labour Court and Administrative Court use the title “judge”, they are not full judges when compared to 
High Court judges. This discriminatory approach to the status of judges may potentially bring judges of the Labour Court and Administrative Court into 
disrepute in the eyes of the society who may view them as ceremonial judges. Section 56(3) of the Constitution affords every person with a fundamental right 
not to be treated in an unfairly discriminatory manner on a number of grounds that include but not limited to class. It is patently unfair and unconstitutional to 
seek to unfairly discriminate against judges who fall in the class of being judges of the Labour Court and Administrative Court from High Court judges.
(2)In conformity with section 188(4) of the Constitution, the salaries, allowances and other benefits of judges of the Labour Court and Administrative Court 
holding or acting in office as such on the date of commencement of this Act shall not be reduced.This provision impliedly means that any judge of the Labour 
Court or Administrative Court who is appointed after this provision becomes law can be appointed on a less favourable salary, allowances and benefits  
because the protection from diminution only applies to those judges in office as at the date of the commencement of the Act and not those who join later or in 
future.
[6] “The Labour Court shall exercise the following functions- exercise  the same powers of review exercisable by the High Court in respect of labour matters.”
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trite law that there must be finality to litigation but given a 
scenario where the Labour Court is made inferior to the 
High Court, some litigants will develop the appetite to 
undergo protracted labour disputes. A long and protracted 
labour dispute resolution is counter-productive particularly 
in labour matters because instead of concentrating on 
production, employers and employees can lose valuable 
production time locked up in endless labour disputes.  
Unlike the Labour Court where the procedure is very 
flexible and easy to comprehend even for a litigant who is a 
self actor, the procedure before the High Court is 
sometimes complicated such that parties will have to fork 
out a lot of money to hire  legal practitioners to represent 
them. Those who fail to afford the cost of engaging legal 
practitioners to represent them at the High Court will 
simply lose their fundamental constitutional right to access 
courts of law for justice as provided for in terms of section 
69(3) of the Constitution . Sometimes, disputes before [7]

the High Court are obscured by a thicket of legal 
technicalities. If a labour dispute remains unresolved for too 
long, that can create resentment which may later manifest 
itself in the form of industrial unrest.  No prudent  investor 
would want to invest money in an environment of labour 
dispute resolution uncertainty because that investor can 
lose a lot of money through labour costs emanating from 
protracted disputes. The idea of creating the Labour Court 

as a specialist court with exclusive jurisdiction in all labour 
matters was very noble and progressive but all the gains 
made by such legislative developments are under severe 
threat from the Bill which seeks to make the Labour Court 
subordinate to the High Court.  Parties who are legally 
represented may shun the Labour Court preferring to 
approach the High Court for resolution of labour disputes 
not out of respect for the High Court but may be taking 
advantage of the legal terrain at the High Court which may 
be a rough ride for a party who is not legally represented.

Expensive labour dispute resolution
As earlier on alluded to, a multiplicity of courts dealing with 
labour disputes invariably creates an expensive labour 
dispute resolution system. Litigations will go back and forth 
from the Labour Court to the High Court. This piecemeal 
approach to labour cases is likely going to fuel a backlog of 
labour disputes.  By making the Labour Court subordinate 
to the High Court, the Bill essentially gives a hint to any 
litigant who is aggrieved by a decision of the Labour Court 
to challenge it before the High Court thereby creating 
more litigation expenses. Some decisions and proceedings 
of the Labour Court are likely going to be stalled by being 
taken to the High Court on review.  Litigation is not a joy 
ride but comes with expenses both in terms of money and 
time. The Bill creates murky waters for labour dispute 

[7] Every person has the right of access to the courts, or to some other tribunal or forum established by law for the resolution of any dispute.
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resolution in Zimbabwe. In most cases, ordinary employees 
have a weaker financial muscle compared to their 
employers and hence if a labour dispute arises and takes 
several twists and turns in the Labour Court and the High 
Court, those employees who lack the financial means may 
be forced to abandon legal recourse to avoid incurring 
unaffordable legal costs.

Industrial unrest emanating from cumbersome 
and expensive labour dispute resolution
The expensive web of labour dispute resolution that is likely 
to come out of the relegation of the Labour Court to 
become a subordinate of the High Court may lead to 
industrial unrest.  Labour disputes require a fast, flexible, 
cheaper and efficient dispute resolution system but the Bill 
points to the opposite direction. Some litigants who lose 
confidence in the circuitous dispute resolution system may 
end up resorting to self help and that will create anarchy at 
the workplace.

Proposed solutions to curb the problems created 
by the Bill

There are two possible solutions to cure the problems 
created by the Bill. The first solution is to leave sections 172 
and 174 of the Constitution as it stands and forgo the 
amendments proposed  in terms of the Bill. This means 
doing away with any plans to make the Labour Court a 
subordinate of the High Court by expunging any such 
provisions from the Bill. In the same vein, the legislature can 
borrow a leaf from our neighbour South Africa  by  [8]

amending the Labour Act to reinforce the exclusive and 
inherent jurisdiction of the Labour Court to hear and 
determine all labour disputes and matters connected with 
employment.  When resources permit, the legislature can 
take a lesson from the South African approach by  enacting 
a law creating a Labour Appeal Court to hear all appeals 
from the Labour Court on questions of law only and not 
questions of fact. Appeals from the Labour Appeal Court 
will then lie to the Supreme Court. The other solution is to 
reword the Bill and provide that the Labour Court and 
Administrative Court shall become divisions of the High 
Court. This will ensure that there is certainty in labour 
dispute resolution because parties with labour disputes will 
easily seek redress via one court of law. Also, making the 
Labour Court and Administrative Court divisions of the 
High Court will plug the problem of forum shopping in 
dispute resolution and save costs. In the same vein, that 
approach will also promote the letter and spirit of specialist 
courts and even enhance the weight of the High Court 
through a cross pollination of specialised legal services.

Conclusion

This is a passionate plea to the powers that be to prevent a 
relapse of the labour dispute resolution in the country as a 

consequence of making the Labour Court subordinate to 
the High Court. There is need to maintain and fulfil the 
objectives behind the creation of the Labour Court as a 
specialist court as opposed to annulling them. Progressive 
labour dispute resolution systems are some of the alluring 
factors that motivates investors to come and invest in our 
beloved nation and by the same token, unfriendly labour 
dispute resolution systems scare away investors.  ManPowerTH

E

[8] South Africa recently  amended its Labour Relations Act of 1995 
by entrenching the exclusive and inherent jurisdiction of the Labour 
Court to hear and decide labour matters.

There is need to maintain 
and fulfil the objectives 
behind the creation of the 
Labour  Cour t  as  a  
specialist court as opposed 
to annulling them.
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HOW TO RAISE YOUR PROFILE

Get Linked to a Recruitment Agency
Ÿ This is important as they will help you to know what's 

relevant in the industry

Network, network, network
Ÿ There is no substitute for constant networking. It keeps 

you on top of mind, links you to other contacts, keeps 
you engaged and provides you with market information. 
The importance of networking cannot be over 
emphasized in your career management strategy

Be Tactful
Ÿ Make sure you mark your calendar once a quarter as a 

reminder to update your LinkedIn profile for any 
important information do not wait until you need to find 
a job to update your profile.

Ÿ Follow the right on your social media platforms or 
groups that are linked to your profession. Get rid of 
suggestive material on your social media platforms 
recruiters will pass if they come across such a profile. Do 
not use nicknames or cartoon pictures when applying 
for a job on social media

Ÿ If you are on LinkedIn describe yourself in a way that is 
relevant to the kind of role you are looking for next, 

Ÿ rather than reflecting where you have been before
Ÿ Use relevant terminology and keywords so that when 

recruiters and potential search these terms they will find 
you

Ÿ Your profile in the public domain so all factual 
information must be consistent with what is on your 
resume as prospective employers will check for 
discrepancies between your profile and resume

Ÿ For creative professionals include materials that 
illustrate your skills and achievements such as videos, 
PowerPoint, presentations 

Ÿ Try to find your niche and you pursue it for example if 
your niche is writing articles pursue ways to do that 
often

Ÿ Use activity updates to remind people about you and 
what you offer 

Ÿ Follow companies or individuals that you would like to 
work for and send them messages

Choose your external non work events wisely
Ÿ Choose events where you will meet peers or senior 

executives 

By Hatch Talent Solutions  ManPowerTH
E

Hatch Talent Solutions
Your Recruitment Partner
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“Mentoring is a brain to pick, an ear to 
listen, and a push in the right direction.” 
John Crosby

It is a co-development process which benefits both the mentee 
AND the Mentor.

BENEFITS FOR THE MENTOR
Ÿ Make things easier for others who will build on your work 

and success
Ÿ Be recognized for your skills and experience
Ÿ Get the pleasure of helping someone 
Ÿ Share your good and bad experiences / decisions
Ÿ Hear fresh, new ideas and perspectives 
Ÿ Reflect on what you would do differently.
Ÿ Have your own assumptions, ideas and expectations 

challenged
Ÿ Influence and assist future leaders
Ÿ Contribute to the transfer of knowledge within the Institute
Ÿ Contribute to shaping the future of the HR profession in 

Zimbabwe

Some of the IPMZ Mentors:
Mr Innocent Magaya - Chief Human Resources Officer, Econet 
Wireless
Dr. Israel Murefu – Group HR Director FBC Holdings
Ms. Sibusisiwe Chibaya – Head of HR Powertel
Mr. Edwin Nharirire – Group HR Director TSL
Ms Edith Kayinga – Head of HR - Alpha Media Holdings
Mr. Hopeson Chiswa – HR Manager Metallon Gold
Ms Gillian Chanakira – Nyaradzo Group
Mr. Paul Nyausaru – ZIMSEC
Mr. Thomas Chibatebate – Providence Human Capital
Mr. Kudakwashe  Mangozho – National Foods

BENEFITS FOR A MENTEE
Ÿ Improved self-awareness e.g. Increase confidence
Ÿ Introductions to new people
Ÿ Gain additional views of business and broaden perspectives
Ÿ Help handling new situations and accelerate transitions
Ÿ Mentorship cuts the learning time for most 
Ÿ Help with managing upwards
Ÿ Career advice
Ÿ Testing ideas and plans with a sounding board
Ÿ Help knowing who to ask for support
Ÿ Someone to take long term view  ManPowerTH

E

IPMZ LAUNCHES ITS 
MENTORSHIP PROGRAM

Mentor (Mr H Chiswa) & Mentee (Linda Chaniwa) signing contract

Mentor (Mr I Magaya) & Mentee (Sarudzai Matsike) signing contract

Mentor (Mr E Nharirire) & Mentee (Viola Mabandi)

Some of the IPMZ Mentors at the mentorship launch
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IPMZ CURRICULUM

IPMZ ENHANCES 
THE HR PROFESSION 

BY INTRODUCING THE 
NEW CURRICULUM!

THE CURRICULUM 
The new curriculum is in line with the introduction of the 
National Standard for Human Resources Management 
Studies developed by the Ministry of Higher and Tertiary 
Education, Science and Technology Development. 

The 4 IPMZ Diplomas 
A student may choose from any of the following three 
Diplomas then proceed to the Higher diploma: 

Course & Duration 
1. The Diploma in Human Resource Management (Dip 
HRM) [2 years]
2. The Diploma in Human Resource Development (Dip 
HRD) [2 years] 
3. The Diploma in Labour Relations (Dip LR) [2 years] 
4. Higher Diploma (HD.HRM) [3 years] 

3.1 The Diploma in Human Resource 
Management (Dip HRM) 

To obtain the Diploma in Human Resources 
Management (Dip HRM), a student must pass 14 
compulsory subjects listed below: 

Ÿ Human Resource Management 
Ÿ Recruitment and Selection 
Ÿ Industrial Psychology 
Ÿ Labour Economics 
Ÿ Management Information System(MIS) 
Ÿ Human Capital Planning 
Ÿ Commercial Law 
Ÿ Safety, Health & Wellness 
Ÿ Research Methods 
Ÿ Entrepreneurship Skills 
Ÿ Business Communication 
Ÿ Performance & Reward Management 
Ÿ Financial Accounting 
Ÿ Employment Relations 

3.2.The Diploma in Human Resource 
Development (Dip HRD) 

To obtain the Diploma in Human Resources 
Development (Dip HRD), a student must pass all 14 
compulsory subjects listed below:

Ÿ Human Resource Management 
Ÿ Human Capital Planning 
Ÿ Management of Training 
Ÿ Research Methods 
Ÿ Business Communication
Ÿ Industrial Psychology 
Ÿ Employment Relations 
Ÿ Management Development 
Ÿ Safety, Health and Wellness 
Ÿ Performance and Reward Management 
Ÿ Training Techniques 
Ÿ Management Information System(MIS) 
Ÿ Financial Accounting 
Ÿ Entrepreneurship Skills 
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3.3 The Diploma in Labour Relations (Dip 
LR) 

To obtain the Diploma in Labour Relations (Dip LR), a 
student must pass all 14 compulsory subjects listed 
below: 

Ÿ Human Resource Management 
Ÿ Employment Law 
Ÿ Industrial Psychology 
Ÿ Labour Economics 
Ÿ Management Information System(MIS) 
Ÿ Employment Relations 
Ÿ Commercial Law 
Ÿ Safety, Health and Wellness 
Ÿ Research Methods 
Ÿ Entrepreneurship Skills 
Ÿ Business Communication 
Ÿ Performance and Reward Management 
Ÿ Financial Accounting 
Ÿ Human Capital Planning 
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THE HIGHER DIPLOMA IN HUMAN 
RESOURCES MANAGEMENT 

There are 10 compulsory subjects in the Higher Diploma 
curriculum. Students must pass 10 subjects, and 
successfully complete a research-based Dissertation to 
the satisfaction of the examiners in order to attain this 
qualification. 

HUMAN RESOURCES(SUBJECTS) 
Management 
Strategic Human Resources Management 
Labour Productivity  
Organisation Development  
Statistics 

BUSINESS (SUBJECTS)
Financial Management
Business Economics 
Marketing Management
Corporate Governance and Ethics
Management of Change 

DISSERTATION

a) A Higher Diploma will only be conferred on a student 
who has done a dissertation 
b) Total 10 Subjects plus a Dissertation)  

4. DIPLOMA REGULATIONS 

INTRODUCTION 
 As the name indicates, People Management is 
 that part of the management function which is 
 mainly concerned with the people who make 
 up an organisation, and through whom that
 organisation achieves its goals. It pays attention 
 to group and individual needs in practical ways, 
 by seeing that fair and rational procedures are 
 followed in the organisation, and that internal 
 communications are effective. Good personnel 
 management is the means by which those who 
 work for the organisation are motivated at all 
 times to work productively and efficiently. 

 The Human Resources Manager must ensure 
 that clear policies are developed, administered, 
 and communicated, in the following key HR 
 competences concerning the management of 
 human resources: 

Human Resources Planning; Recruitment, Performance 
Management; Learning & Development; 
Compensation/Reward Management; Labour Relations 
Management; Safety Health & Wellness generally. People 
in an organisation will be discontented if these important 
areas are not dealt with professionally  ManPowerTH

E
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