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1. HR AFRICA SUMMIT 2005

21, 22, 23 & 24 November 2005-08-16
Vodaworld, Midrand, Johannesburg, South Africa
Contact: Olivia Modisakeng

Tel: +2711 7717132/ 7000

Email: omodisakeng@iir.co.za

In only 4 days at the HR AFRICA SUMMIT, you will
have the opportunity to:
- Tap into a collaboration of hundreds of hours of
research
Be inspired by leading HR authorities from Malawi,
Sudan, Ghana, Nigeria, Egypt, Mozambique,
South Africa and the UK
Explore future trends and current best practices
through an enlightened profusion of HR success
stories and unexpected challenges
Network with peers who are keen to share about
their challenges and successes
Hear leading HR Guru and acclaimed author,
Michael Armstrong...live and in person
Web Address: www.hr-africa.com

2. A profession honoured

“I wonder when our HR Profession will come
together and respect the need for professional
registration and in so doing provide for a strong
and central home for HR?

SAICA is an example to us all of a profession as
diverse as our own that has accepted professional
standards and professional registration as a
prerequisite to practice. As such it has been
honoured and respected.

| urge you all to take notice of what the State
President says about a Profession Act SEE RED
BELOW” (Shaun Schwanzer)

HRCOSA conveys its congratulations to SAICA!!

Address of the President of South Africa, Thabo
Mbeki, at the 25th Anniversary dinner of the South
African Institute of Chartered Accountants: Sandton
Convention Centre 21 September 2005

Programme Director, The Executive President of
SAICA, The Chairperson of SAICA, The President of
the Association of Black Accountants of South Africa,
The President of the African Women Chartered
Accountants, Ladies and Gentlemen. Thank your very
much for inviting me to this important 25th Anniversary
celebration dinner of the South African Institute of
Chartered Accountants.

| trust that what we have all achieved over the last
eleven years will inspire you further to position SAICA
and the accounting profession to play a central role in
helping our country to accomplish its transformation
objective of building a united, non-racial, non-sexist,
developed and prosperous country, in which all the
citizens enjoy a better life.

| was very glad to learn from your Annual Report that,
among other things, you have set yourselves the task
of engaging in the process of the regeneration of the
African continent by, as you say, “assisting in
developing the profession in Africa and thereby
contributing to economic development. This project
fits into the continent’'s New Partnership for Africa’s
Development initiative and aims to assist in building a
credible infrastructure within Africa that can support
the growth of business in the area”.

Accordingly, | hope that we will continue to look for
ways and means of strengthening our collaboration
and partnership because both SAICA and the South
African government share common objectives with
regard to the challenges facing us here at home as
well as on the African continent.
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As we know, the challenges facing all of us in South
Africa include the:

Eradication of poverty and underdevelopment;
Economic growth and development and further
strengthening of the First Economy;
Development, modernisation and integration of
the Second Economy into the First and ending
the marginalisation of those who subsist within
this Second Economy;

Ensuring an integrated approach by all social
partners to deal with the challenge of skills
development, concentrating on critical fields such
as the accounting profession; and,

Enhancing the process of social cohesion and
harmonising various processes at the public,
private and community levels to accelerate the
building of a non-racial and non-sexist society.

These are very big challenges that obviously could not
have been fully addressed in the short space of the
eleven years of our freedom. Yet, we have made a
good start. In this regard, | am very encouraged by the
work that SAICA is doing in its own way and within its
own capacities, to respond to some of these
challenges, especially on the critical matter of skills
development in your profession.

In this context, of particular importance to all of us is
the Thuthuka Project, which includes the Thuthuka
Bursary Fund — an initiative of SAICA together with
the Association for the Advancement of Black
Accountants of Southern Africa (ABASA) and the
Public Accountants and Auditors Board (PAAB).

Again, | am told that last year, the ABASA, also
launched the Nkuhlu Subvention Fund, whose focus is
to increase the standard of accountancy in those
institutions that attract mainly black students but have
a low level of private sector funding. | am informed
that the Nkuhlu Subvention Fund has been able to
raise only R2,3 million from the private sector. | think
we will agree that we should mobilise more resources
to support this initiative.

| believe that your initiatives truly reflect the inspiring
spirit of the new South Africans, who are driven by a
new patriotism and are therefore ready to join hands
to contribute to the reconstruction and development of
our country, which includes and must include the
eradication of the legacy of racism.

Another of the biggest challenges facing our country
and this profession is the promotion of small and
medium  enterprises. | understand that the
International Federation of Accountants is busy with
this matter and a report is expected soon. For us as a
developing country, we need to pay particular
attention to this sector of the economy because it is
central to our efforts focused on job creation and

economic growth, and therefore the eradication of
poverty and underdevelopment.

Further, as we all know, one of the critical elements of
our transformation process is the challenge of
genuine, broad based black economic empowerment.
We welcome your discussions on this matter, which is
a vital part of the historic national effort to build a non-
racial democracy.

The matter of standards in the profession is linked
to_the issues of ethics and governance in _the
accounting and auditing profession. Although we
have had our share of corporate failures, we are lucky
that these have not been of the scale of such
notorious cases as WorldCom, Enron and others in
the United States and elsewhere.

However, the challenge remains that we should learn
from local and international failures so that we are
always better prepared and are able to put in place
the necessary mechanisms that would prevent such
possibilities. These mechanisms would include
constant monitoring and evaluation systems as well
as your on-going training and skills programmes.

In this regard, allow me to quote some comments
reported by the British journal, The International
Development Magazine, published by the United
Kingdom Department for International Development. It
says:

“Prem Sikka, Professor of Accounting at Essex
University...feels that relying on accountants to
play a bigger role in identifying fraud is misguided.
‘The government is saying auditors and
accountants should become guards of corruption,
but what if the guards have their hands in the till?’
This is indeed, a trend that the Financial Action
Task Force says is increasing, with ‘accountants
services deployed to assist in the disposal of
criminal profits’. Ploys include the establishment of
shell corporations, trusts and partnerships.”

| am certain that all of us here are determined to
ensure that no auditors or accountant in our
country should ever put his or her hand in the till!
Government is currently busy with the Auditing
Profession Bill and the Corporate Law Review
process. This is an attempt to have a dispensation
that enhances the independence of the auditors
and seeks further to ensure that auditors are held
accountable for their conduct. | urge that we
should engage this process so that we emerge
with legislative framework that embraces all our
views.

In his book, “The Roaring Nineties”, the well known
economist, Joseph Stiglitz, explains why your
profession is important. He says:
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“Corporate financial reports are tremendously
complicated. That's why accountants get hired.
They are supposed to present profits and losses,
and net worth and so on, in standardised ways
that can be widely understood. Some argue that
capitalism — and the modern corporation — could
not have arisen without a reliable accounting
industry able to provide a reasonably accurate
picture of a firm's net worth and profits. Without
that information, how can anyone assess the value
of a firm? Equities are supposed to give the
stockholder a share of a firm's profits; but if the
firm could simply make up any old number, who
would buy a share?

Accountants are required in part because
shareholders know that they can't trust firms —
there is simply too strong an incentive, even in the
presence of fraud laws, to provide misleading
information.... While accountants have long been
the butt of jokes (they are widely considered even
more boring than economists), they have a difficult
and important task. Their responsibility goes
beyond the mechanical application of rules.”

I am honoured to wish you a Happy 25th Anniversary
and best wishes as you advance towards your 50th
Anniversary. Thank you. Issued by: The Presidency:
21 September 2005

3. Support/non-support for HR Act

In response to recent claims that the SABPP and
HRCOSA do not have the support of the Greater HR
Community nor Business, Labour or Government, we
have begun the process of asking these communities
their opinion. The SABPP has requested that
HRCOSA facilitate the collection of opinions regarding
the adoption and support of the HR Act. As you're
aware some have contended that the SABPP /
HRCOSA and the HR Act do not have the support of
the major and/or majority of Human Resource
Organisations in South Africa and hence the request
for HRCOSA to canvass the community.

We are certain that unless we know who is practising
in HR we will not be able to transform HR. We are
also certain that those currently practising have
nothing to fear if they are professionals. In order for us
to become a fully self-sustaining profession we need
to have compulsory registration and therefore make
funding available for research, individual professional
member organisation support and cater for the ETD of
HR professionals.

The HR Act will also see an entirely different SABPP,
with elected members form the full spectrum of
registered professionals. The majority of professions
have such an Act, they cannot all be wrong! Attached
you will find a draft (e.g.) letter of confirmation of
support / non-support for the HR Act, that we would
appreciate your considering and returning to us with
your organisation’s decision. Please draft your own
letter with a definite indication of support / non-support
and/or with your own views.

It is our intention from the decisions received to either
progress the Act to Parliament or not, dependant upon
the majority decision. We request that you return your
decision to us before Friday 14 October 2005. This
will allow us to feedback the result to you and also our
submission to Parliament or another round of
consultations. In the end we are hoping to forward the
final Act for the 2006 Parliamentary Session.

Thank you for your continued support and
participation.

We would like to invite individuals, organisations and
any interested party to commit to the above and send
it to us.
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4.  White Paper Public Service HRM

1. The post-1994 Public Service faces enormous
challenges, both in terms of its own transformation,
and in terms of the transformation of the services
which it provides to the people of South Africa. These
challenges are being tackled through a
comprehensive programme of policy initiatives
underpinned by progressive legislative changes. The
initiatives will achieve a fundamental managerial shift
from a centrally controlled, process-driven Public
Service to a service which - is representative of all the
people of South Africa; treats all public servants as a
valuable resource;

is focused on service delivery outcomes;

assigns managerial responsibility for results, and
for the resources consumed in producing them, to
the lowest practicable level;

holds public servants accountable for their
actions; and

conducts its business
transparently and ethically.

professionally,

2. This shift can be summarised as a shift from
personnel administration to human resource
management The White Paper strongly promotes the
development of departmental/provincial policies within
the parameters defined by national policies. This,
strongly effects the notion of managerial autonomy.

3. National departments and provincial administrations
employ approximately 1,2 million people, who account
for more than 50% of all public expenditure. People
are therefore the Public Service® most valuable asset,
and managing human resources effectively and
strategically must be the cornerstone of the wider
transformation of the Public Service. Managing people
in the South African Public Service has traditionally
been seen as an administrative task undertaken by a
specialist group of personnel functionaries applying
centrally-devised regulations and prescripts. The
White Paper on Human Resource Management sets
out a policy framework which will accomplish the shift
from personnel administration to human resource
management.

4. The White Paper sets out the future goals for
managing people in the Public Service. These goals
cannot be achieved overnight. A number of existing
human resource practices will need to be revised and,
in certain instances, agreements will need to be re-
negotiated with representatives of organised labour.

To read this White Paper in more detail go to:
http://www.polity.org.za/html/govdocs/white _papers/ps
ervicedec.html

5.  HR Profession Act (Canada)

An Act respecting the Human Resources
Professionals Association of Ontario, 1990

Therefore, Her Majesty, by, and with the advice and
consent of the Legislative Assembly of the Province of
Ontario, enacts as follows:

Association continued

1. (1) The Human Resources Professionals
Association of Ontario is continued as a corporation
without share capital.

Members of corporation

1. (2) The persons registered as members of the
Association on the day this Act comes into force and
such other persons as become members constitute
the corporation.

Continuation of present board

1. (3) The members of the board and the officers of
the Association in office immediately before the
coming into force of this Act hereby continued in office
until their successors are appointed or elected in
accordance with this act and the by-laws.

Letters of patent revoked

1. (4) The letters of patent of the Association are
revoked, but the revocation of the letters patent does
not affect the rights or obligations of the Association or
any by-law, resolution or appointment of the
Association except to the extent that the by-laws,
resolution or appointment is inconsistent with this act.

Special Act Incorporation
1. (5) The Association shall be deemed to be a
corporation incorporated by a special Act.

Objects

2. The objects of the Association are
(a) to establish and encourage the acceptance and
maintenance of uniform province-wide standards of
knowledge, experience and ethics for all persons
engaged in the field of human resources
management;

(b) to promote and further the education and improve
the competence of persons engaged in human
resources management by granting registration and
membership to persons who meet the standards of
the Association;

(c) to hold examinations and prescribe tests of
competency deemed appropriate to  qualify
membership in and certification by the Association;
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(d) to maintain discipline among members of the
Association;

(e) to provide a medium for communication and
exchange of information, knowledge and ethical
standards for those persons engaged in the field of
human resources management;

() to sponsor, encourage and promote liaison with
other individuals, associations, and groups engaged in
similar or related fields of activity; and

(g) to promote the interests of the Association.

Board of directors
3. (1) The affairs of the Association shall be managed
by a board of directors.

Composition

3. (2) The board shall consist of not fewer than fifteen
or more than thirty-five members, as the board may
determine, elected from the membership of the
Association.

Idem

3. (3) The association may by by-law provide for the
appointment to the board of up to five persons who
are not members of the Association.

Local regions

3. (4) The association may by by-law divide the
membership of Association into regions for the
purpose of holding local meetings, organizing local
activities and electing one or more directors.

Election

3. (5) The manner of electing the members of the
board, the notification to the electors of the time and
place of holding elections, the nomination of
candidates, the presiding officers at elections, the
taking and counting of votes, the giving of a casting
vote in the case of an equality of votes, the tenure of
office of members of the board and other necessary
details shall be set out in the by-laws.

Quorum
3. (6) A majority of members of the board constitutes a
quorum.

Vacancies

3. (7) | the case of death, resignation or incapacity of
any member of the board, the board shall fill the
vacancy in such manner as may be provided by the
by-laws of the Association for the balance of the term
and, for the purpose of this subsection, absence from
three consecutive meetings of the board may be
treated by the board as incapacity.

Registrar

3. (8) The board shall appoint a Registrar, who need
not be a member of the board, to perform the
functions assigned by this Act and the board.

By-laws

4. (1) The board may pass by-laws as necessary to
conduct the business and carry out the objects of the
Association including,

(@) Prescribing the curriculum and the courses of
study to be pursued by the students and candidates in
order to satisfy the academic requirements of any
particular registration;

(b) prescribing the experience criteria to be met by
candidates for registration;

(c) regulating and governing the conduct of members
of the association in the practice of their profession,
by prescribing a code of ethics, rules of professional
conduct and standards of practice.

(d) providing for the suspension, expulsion or other
penalty for professional misconduct, incapacity or
incompetence;

(e) prescribing fees payable to the Association;

(f) governing the calling, holding and conducting of
meetings of the board and of the members of the
association;

(g) authorizing the making of grants for any purpose
that may tend to advance knowledge of human
resources management or improve standards of
practice

Confirmation of by-laws
4. (2) Every by-law or amendment to a by-law is
effective when it is passed but expires with the close
of the next annual general meeting of the members of
the Association held after its passing, unless it is
confirmed at that meeting.

Examination of by-laws

4. (3) The by-laws of the association shall be open to
examination by the public at the head office of the
association during normal business hours.

Membership

5. (1) The association shall grant membership to every
person who applies therefore in accordance with the
by-laws and the rules of the association, if the person,

(a) is of good character
(b) has complied with the academic and experience

requirements specified in the by-laws for the issuance
of membership; and
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(c) has passed such examinations as the board may
prescribe by by-law.

Register

5. (2) The Registrar shall keep a register in which shall
be entered the names of all members of the
Association in good standing, their status, and the
categories of qualification to which any registration or
certificate relates and within which any member has
the rights and privileges of practice.

Inspection of the register

5. (3) The register shall be open to examination by the
public at the office of the association during normal
business hours.

Appeal

6. (1) A person who is qualified for membership in the
Association and who has been refused membership
or a person who has been subject to a disciplinary
sanction under the by-laws may appeal to the
Divisional Court from the refusal to grant membership
or from the sanction.

Record

6. (2) Upon the request of a party desiring to appeal to
the Divisional Court and upon payment of a
reasonable fee, the Registrar shall furnish the party
with a certified copy of the record of the proceeding,
including the documents submitted and the decision
appealed from.

Designation

7. (1) Every member of the Association who has
satisfied the criteria set out in the by-laws of the
Association may use the designation "Certified Human
Resources Professional” and may use after his or her
name the initials "CHRP".

Offence

7. (2) Any person in Ontario who, not being a
registered member of the Association, takes or uses
the designation of "Certified Human Resources
Professional" or its abbreviation "CHRP" alone or in
combination with any other words, name, title or
description or implies, suggests or holds out that the
person is a certified human resources professional is
guilty of an offence.

Evidence

7. (3) In every case where registration is an issue, the
production of a copy of the register, certified under the
hand of the Registrar, is sufficient evidence of all
persons who are registered in lieu of the production of
the original register.

Idem

7. (4) Any certificate purporting to be signed by a
person in his or her capacity as Registrar is proof, in
the absence of evidence to the contrary, that such

person is the Registrar without proof of the person®
signature or of the person being in fact the Registrar.

7. (5) The absence of the name of any person from a
copy of the register produced under subsection (3) is
proof, in the absence of evidence to the contrary, that
the person is not registered.

Removal from the register
8. (1) The board shall cause the removal of a person
from the register,

(a) at the request or with the written consent of the
member whose name is to be removed;

(b) where the name has been incorrectly entered;
(c) where natification is received of a member® death;

(d) where the registration of a member has been
suspended or revoked through disciplinary
proceedings; or (e) where the member has failed to
renew a membership.

Restoration to register

8. (2) Subject to subsection (3), the board, on such
grounds as it considers sufficient, may cause the
name of a person removed from the register to be
restored thereto either without fee or upon payment to
the Association of any arrears in fees.

Idem

8. (3) If the name of a person whose registration has
been suspended or revoked under the clause (1)(d) is
to be restored to the register, the board may, by
resolution, direct that the name be restored subject to
such conditions as the board may impose.

Right to practice unaffected

9. This Act does not affect or interfere with the right of
any person to describe himself or herself as a human
resources professional or to work in the field of human
resources management.

Surplus

10. Any surplus derived from carrying on the affairs of
the association shall be applied solely in carrying out
its objects and shall not be divided among its
members.

Commencement
11. This Act comes into force on the day it receives
Royal Assent.

Short title
12. The short title of this Act is the Human Resources
Professionals Association of Ontario Act, 1990.
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6. Other SA Professions Acts

In South Africa many a profession has seen the
tremendous benefits associated with a Profession Act
and the following are some of these:

Accountancy Profession Act

Allied Health Professions Act

Architectural Profession Act

Auditing Profession Act

Build Environment Profession Act

Engineering Profession of South Africa Act
Financial Advisory and Intermediary Services Act
Health Profession Act

Landscape Architectural Profession Act

Mental, Dental and Supplementary Health Services
Professions Act

Natural Scientific Profession Act

Nursing Profession Act

Planning Profession Act

Professional and Technical Surveyors Act
Project and Construction Management Profession Act
Property Valuers Profession Act

Psychiatric Profession Act

Quantity Surveying Profession Act

South African Council of Educators Act

Tax Profession Act

Veterinary and Para-Veterinary Professions Act

7. The Human Capital Institute

The Human Resource Council of South Africa
(HRCOSA) organizations are requested to distribute
the invitation below to their members on behalf of
HRCOSA and HCI(SA).

HRCOSA would like to welcome HCI to the HRCOSA
and Greater Human Resource Community. HRCOSA
is extremely excited about a progressive and future
focussed home for HR Professionals providing
Member Services on an international/global scale.

Now HRCOSA is complete, with 12+ HR Occupation
Member Organizations (see HRCOSA News Letter for
list), a Professional Registration Organization
(SABPP), and a Professional Member / Services
Organization (HCI) and +-31 Corporate/Diplomatic
members.

HR Professionals wanting to know more about HCI
are welcome to look them up at
http://www.humancapitalinstitute.net/ or contact Jeff
Sacht at 011 485 4943 / jeffs@worldonline.co.za

Southern Africa Launch of the Human Capital
Institute (HCI)

'Sandton International Business School (SIBS) Teams
Up With HCI'

It is a pleasure for Sandton International Business
School to announce the official launch of its
partnership with the Human Capital Institute (USA).
You and your top level Line and Human Resources
Executives are invited to attend the launch of HCI
during the week of 01 November 2005 through to the
03 November 2005. Key note speakers, and one of
HCls Master Facilitators will lead the launch events.

What is offered During the Launch Week?
Two key initiatives are scheduled for the launch week.

A BREAKFAST EXECUTIVE BRIEFING SESSIONS
WILL BE HELD ON 01 NOVEMBER 2005. The
purpose of the Executive Briefings sessions is twofold:

>> Provide Line and HR Executives with an overview
of the critical and changing role of Human Resources
highlighted by the McKinsey study about The War For
Talent (2003), and its implications for shifting your
company® people management practices to that of a
Human Capital & Talent Management process and
systems.

>> Introduce the role that The Human Capital Institute
(SA) will play in the field of context relevant research
and education for Human Resources professionals to
facilitate this shift.

The Programme for the Executive Briefing will be:

07:00: Registration; Early morning tea and
coffee/croissants

07:30: Introduction & Welcome by session
Chairperson: Prof Henry Grimbeek and Dr Andre
Parker;

Keynote speaker: TBA: "The Role Of @n Demand’
Web Based HR Software for Human Capital and
Talent Management"

08:15: Q&A

08:30: Kevin Rutherford — Human Capital Institute
(US): From HRM to HCM: introducing HCI (SA) to the
marketplace and its mission and vision for context

relevant research and education for Line and Human
Resources in Southern Africa

09:30: Q&A
09:45: Buffet meal/breakfast

10:30: Close by session Chairperson: Prof Henry
Grimbeek and Dr Andre Parker.

Download a flyer and registration form at
http://www.workinfo.com/newsletter/workshop/hci.htm
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THE SECOND INITIATIVE IS THE LAUNCH OF THE
FIRST HCI TRAINING COURSE IN AFRICA ON
HUMAN CAPITAL AND TALENT MANAGEMENT
ON THE 02 —03/11/05 The workshop Cuts Across The
Traditional Boundaries Found In Human Resources.

The Human Capital Management Principles (HCMP)
Workshop provides a comprehensive overview of the
talent management landscape. From planning,
through acquisition, alignment, development and
leadership, HCMP is designed to provide seasoned
human capital practitioners, line managers and
executives alike with the latest concepts, strategies
and practices in the new business science of talent
management. (See additional support document for
the full curriculum).

Download a flyer and registration form at
http://www.workinfo.com/newsletter/workshop/hci.htm

What is HCI?

The Human Capital Institute (HCI) is an exciting new
professional association dedicated to leadership in the
business science of Talent Management. Our
members are human capital professionals and
executive leaders who share the conviction that
TALENT is the most powerful competitive lever in the
knowledge economy.

How is HCI Different?

For a decade, CEOs globally, including South Africa,

have been caling on HR to become business

partners. Yet, traditional human resources continues

to be mired in what can be called @dministrativia©
(administrative trivia) and bureaucracy. Sandton

International Business School has taken over what

was previously De Montfort University, and has set out

to remedy the situation with the launch of a Southern

Africa chapter of HCI.

What HCI Offers Organisations and Professionals

HCI offers a fresh, strategic view across the silos of
recruitment, HR, OD and line management. In the
human capital paradigm, talented individuals are
critical assets, and the ability to acquire, develop and
lead them effectively are essential, integrated skills for
leaders throughout the enterprise. The launch of HCI
locally will help Executives (both Line & HR) tap into a
vast network that offers:

>> Access to the most important thought leadership in
Human Capital Management

>> Communities of early-adopting, forward-thinking
executive leaders

>> New opportunities to network with peers and field
leaders

>> Cutting edge research, case studies, surveys and
white papers

>> Knowledge, tools and information to grow a talent-
focused organisation

>> Powerful new education and career development
opportunities, and a whole lot more

| look forward to meeting with you during the launch
week from 31 October through 04 November 2005.

Regards, Lawrence Sichinga BA, MBA
Chairman: Sandton International Business School

Isichinga@sandtonbusinessschool.co.za
www.sandtonbusinessschool.co.za
Tel: Vivienne Kramer 011 781 4228

8. Military HR Strategy

HRCOSA has always contended that the military has
a slightly different requirement when it comes to
human resources and this document released by the
SANDF illustrates some of the unique aspects of
military HR.

07 September 2005: No 52/05 The DOD HR
Strategy 2010: Distinguishing Fact from Fiction
The DOD HR Strategy 2010 (Edition 2) was approved
in 2003 and has since been widely communicated in
the DOD by way of briefings, pamphlets, posters and
an article in SA Soldier. The strategy is also published
on the DOD Intranet under Policy Publications. The
implementation of HR Strategy 2010 forms one of the
Minister of Defence’s priorities and is indicated as
such in the DOD Level 1 Plan. Yet, there still seems
to be uncertainty regarding the strategy, which leads
to rumours and wrong perceptions.

This requires that the facts about the implementation
of the strategy should be confirmed and that fiction
and rumours should be dispelled. HR Strategy 2010
includes the following main desired end states or
goals:

Rejuvenation

With the 2003, 2004 and 2005 Military Skills
Development System (MSDS) intakes, the SANDF
has made huge progress in rejuvenating its human
resources from the bottom up and in enhancing
mission readiness. There are currently 5 775 MSDS
serving members.
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As a result of the MSDS intakes, the number of
privates aged 18 — 24 years has increased from only 1
941 (10%) of all Regular Force privates in 2002 to 5
695 (33%) of all privates currently, an improvement of
23%.

The SANDF will continue to have annual MSDS
intakes to boost its rejuvenation. The next big intake
will take place in January 2006. Rejuvenation will,
however, not occur at the expense of serving SANDF
members and will not lead to job losses. No serving
SANDF member will have his/her services terminated
just because of her/his age.

Rank-age compliance is being managed together with
all the other factors that play a role in career
management. What the DOD does, however, is to
identify alternative career opportunities for SANDF
members who do not have further career
advancement prospects because of advanced age
and other factors leading to their stagnation in the
ranks.

The initiative to make it possible for such members to
follow an alternative career in the SA Police Service
on a voluntary transfer basis is an example. Up to
now, 214 SANDF members have taken up the offer
and been transferred to the SAPS while 150 more
may soon be transferred. This in an ongoing initiative.

Effective, Efficient and Economic (E3) HR
Composition

The achievement of this goal depends on a proper
balance between the different service systems,
namely the MSDS, term contract systems such as the
Core Service System and Medium Term Service
System, the Long Term Service System, the Reserve
Force and Non-Uniformed Personnel. The ideal is to
have more MSDS members and to utilise the Reserve
Force to a greater extent in order to make it more
efficient and to contain HR expenditure so that more
funds will become available for other priorities such as
infrastructure, accommodation, messing, training, etc.

The E3 goal will, however, take time to achieve and
will gain momentum as the components of the old
Flexible Service System (the Short, Medium and
Long- Term Service Systems) naturally phased out,
while the components of the New Service System
(MSDS and Core Service System) steadily grow.
Current Short and Medium- Term Service members
whose contracts expire will be considered for Core
Service System contracts. The Long Term Service is
steadily being reduced in size as members retire,
resign, etc.

The bottom line, therefore, is that existing employment
contracts will remain in force until they expire naturally
or until the member terminates the contract through
resignation etc or until the DOD terminates the

contract through disciplinary measures, such as
discharge determined by a military court, or
administrative measures such as those taken by a
medical board. It should be noted that the Mobility Exit
Mechanism (MEM) is a voluntary measure where the
DOD can recommend to a member that her/his
service should be terminated, but the ultimate
decision to stay or to leave rests with the member.

The One Force Model

This goal means that the Regular Force, the Reserve
Force and Non-Uniformed Personnel must be
educated, trained and developed and utilised together
to achieve the aims of the DOD. The Reserve Force,
in particular, needs to build capacity. Recently, a lot of
effort has been put into direct recruiting drives for the
SA Army Reserves and the first mission-ready
Reserve Force Motorised Infantry Company has been
deployed externally on Peace Support Operations.
These initiatives will continue.

The capacity building of the Reserve Force does,
however, not mean that the SANDF will neglect the
Regular Force. The ideal of a larger ratio of Reserve
Force members compared to Regular Force members
is an ideal, but it cannot be realised right now at the
expense of serving Regular Force members. The
legality of existing Regular Force service contracts will
be respected and planning for a larger ratio of
Reserve Force members in the future will take
account of this.

SANDF New Service System

The crux of this goal is that the SANDF should
steadily move away from employment contracts that
have absolutely no flexibility, such as Long-Term
Service (old Permanent Force) contracts. The
organisation needs to have the initiative to be able to
tailor its HR strength according to changing security
demands, the available budget and the required
make-up of the HR composition.

It can only do so by having some flexibility built into
employment contracts. If every member has an
employment contract until age 60, the SANDF will
have no mechanism to adjust the required HR
strength according to the changing security and
budget situation. Besides, it will lead to the rapid
ageing of the force at all rank levels and a loss of
mission readiness. It will mean that intakes will be
very small and that members who stagnate in their
careers will hang on until retirement, thus preventing
more suitable members from being appointed.

For the above reasons, the new service system
(MSDS and Core Service System) has been
implemented in terms of which all new SANDF
members are only able to serve in terms of term-
based contracts with specified termination dates.
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Disciplined members who perform well will be able to
continue to receive successive new Core Service
System contracts up to age 60. The organisation will,
according to its needs and resources, decide whether
to issue new contracts to members once their existing
MSDS or Core Service System contracts expire.

The implication of the new way that members serve is
that members serving in the Short and Medium-Term
Service whose contracts expire, will be considered by
the SANDF for a possible new Core Service System
contract. Members of the Long-Term Service System
will be allowed to complete their service until normal
retirement as per their contract (including those
members who do not wish to avail themselves of MEM
offers).

Employment Equity/Representivity

The DOD has already attained the broad-based
employment equity targets for race as contained in the
Defence Review. Currently, there are 63% Africans,
13% Coloureds, 1% Indians and 23% Whites in the
full-time HR component. There are also 22% women
and 78% men in the full-time HR component, which
compares favourably with the gender composition in
other Defence Forces. The DOD is, however, currently
still short of the 2% target for declared disabled
persons.

The remaining challenges are to address the over-
representivity of White males in middle management
and in scarce combat, technical and statutory
professional corps and musterings and the under-
representivity of Whites in junior ranks.The complexity
of the above challenges require that the DOD should
close representivity gaps while at the same time not
lose scarce expertise. Various measures are being
employed to address employment equity. These
include the implementation of the DOD Affirmative
Action Plan which has led to a marked increase in the
number of Black members promoted.

From February 2004 to February 2005, 4 413 Black
members have been promoted compared to 1 460
White members.

Also of note is the DOD Youth Foundation Training
Programme, through which 715 young Black learners
have already been employed, including in scarce
corps and musterings. The Foundation Training
Programme will continue until such time as equity
imbalances in terms of race have been addressed
satisfactorily. Recruiting efforts also indicate the
progress being made. The race composition of the
MSDS is 90% Black and 10% White as well as 30%
women and 70% men, which indicates the corrective
actions being applied to close employment equity

gaps.

While the DOD is under statutory obligation to close
remaining employment equity gaps, this does not
mean that there is a witch-hunt against any particular
group. Neither does it mean that any group is being
pacified at the cost of the fair advancement of another
group. The achievement of a more balanced
employment equity composition in terms of race,
gender and disability will remain a top DOD priority,
but will be undertaken in such a way that the
effectiveness of the force, morale and expertise are
not only maintained, but also improved.

The DOD/SANDF regards highly the contributions of
all its members who are part of this One Force. While
it boosts efforts to close employment equity gaps in
various ways, unfair discrimination against any
component of the DOD will not be tolerated.

Allegations of unfair treatment, specifically directed
against members of the former Non-Statutory Forces
are unfounded. The measures contained in HR
Strategy 2010 apply to all DOD/SANDF personnel and
not just to former NSF members.

HR Service Delivery

With the approval of the DOD HR Management
Strategy in 2004, the basis has been laid for
improvements in HR service delivery in pursuance of
Government's Batho Pele policy. The strategy directs
the DOD towards a range of improvements in HR
service across the total HR management value chain,
from recruiting to separation. A new HR Acquisition
Strategy will, for example, be implemented soon and
will lead to improvements in the way that the DOD
jointly markets careers and does recruiting.

Work on a new Remuneration Strategy for SANDF
members will also start soon. More detail on the roll-
out of the HR Management Strategy and HR
functional sub-strategies will be published once
approval has been granted for the implementation of
the new structures of the DOD’s HR function.

Harmony between the Uniformed and Civilian
Components

HR Strategy 2010 duly recognises the contributions
by both components and calls for no differentiation
between the management and administration of the
two components and a step-up in the education,
training and development of all Non-Uniformed
Personnel.

Efforts are therefore under way to investigate the
possibility of also including Non-Uniformed Personnel
under the Defence Act, thereby bringing the total
Defence family under one Act and unified
management and administration.
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More detail on progress being made in this regard will
be published in due course. Retention of Operational
and Functional Expertise.

Over the last few years, the DOD has made significant
progress in stemming the outflow of expertise. The
outflow rate of members serving in scarce musterings,
such as pilots, navigators, naval combat officers,
engineers and technical musterings has been
reduced.

The DOD has successfully implemented monetary
retention measures for these scarce musterings. In
addition, the opportunities provided by external
deployments and projects also contribute to
maintaining expertise.

The DOD, however, recognises that the private
sector's competition for scarce expertise will remain
and that it must remain alert to identify and act upon
any new trends in personnel turnover. New guidelines
have therefore been issued in 2005 that have
established a formal process through which the DOD
is now managing the loss of expertise at the highest
level.

HR Strategy 2010 provides a broad vision and
framework for the strategic management of the DOD’s
human resources.

It provides for step by step constructive ways to
realign the HR composition towards improved
operational mission-readiness, Governmental
compliance, effectiveness, efficiency and economy. It
does not infringe upon members’ rights, but also duly
recognises that South Africa has only one Defence
Force, the resources of which must be properly
managed in all respects for it to carry out its assigned
duties now and in the future.

HR Strategy 2010 is not a “Retrenchment Tool” Aimed
at Compulsory Retrenchment and Job Losses, is not
aimed at unfair discrimination based on factors such
as race, age and health status, Is not aimed at any
particular former force, but is aimed at establishing a
viable, mission ready human resource composition in
the DOD that can execute the DOD’s mission and the
SANDF's military strategy.

DOD personnel are reminded that, irrespective of
whether there is an HR Strategy 2010 or not, there will
always be individual HR matters that must be
attended to and solved, such as career management
issues, ETD, grievances, pay queries, housing and
other maintenance issues, etc.

Such matters must be taken up by members through
the established channels, which are there for this
purpose. All commanders, managers and supervisors
are similarly strongly encouraged to promote the chain

of command/divisional system as a means of
communicating and resolving HR management
matters within their various fields of responsibility.

Enquiries: SSO HR Strat Plan - Capt(SAN) W. van
Niekerk. Tel (012) 355-5877 or fax (012) 355-5886.

The South African Defence Force (SANDF) is
represented at HRCOSA by Brigadier-General Luck.
Capt(SAN) (same rank as Colonel) Willem Van
Niekerk is a highly experienced and respected
registered HR Professional within the SA Navy and
SANDF.

9. 7th Annual EAP Conference

Keynote Address by Shaun
Schwanzer at the 7"
Annual EAP Conference
held at the Hilton Hotel
Durban 7 to 9 Sep 05

Maximising behavioural health and productivity
through joint Employee Assistance Professionals, HR,
Organised Labour and Management Synergy

My President, Pravesh!

Program Director

Honoured guests

And all my colleagues and friends

I myself am often faced with the dilemma, primarily so
due to my extensive military training — that makes me
accept the principle “yours is to do or die and not to
question why” and yet my equally extensive HR
training has proven to me that the cure to all our
problems lie in questioning why and then providing
assistance to resolve the matters.

So in my life it is true to say that | spend a great deal
of time going places without actually having the end-
objective in sight.

Remember soldiers go, they don't ask why. This
training has always resulted in success and in my
achieving great strides and objectives.

So how do | reconcile this positively reinforced and
experienced success with people who need to know
the end-objective before they embark upon a course?
Or is success not entirely dependant on either
practice?

You're asking what is he on about...?
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| believe in order to maximise behavioural health, we
need to know and understand the extent to which
we're able to meet the demand and supply of
Professionals. How we do this is through professional
registration.

| can hear some of you thinking (I need help) here
Shaun goes again on the HR Act... True, but from a
key part of this Conference we're asking “How to
maximise” and “Joint...synergy” from professions of
which we know very little about from a supply and
demand perspective.

So, is this one of those occasions where we act like
soldiers and follow the objective without question or
do we stop and ask ourselves are we prepared, do we
have the commitment and can or will the objectives be
met?

I, obviously, believe there is no point in asking
professions to maximise or become joint without the
participating professions understanding each others
resources and capabilities, not to mention
professional standing. So whom are we asking and
how do they fair in terms of these questions?

EAP

EAP can be very proud of their standing, in fact they
have created an idea environment of preparedness.
My question is; has this taken into consideration
maximising and synergy principles with other
professions? | believe to a large extent through EAP’s
membership of HRCOSA and their interactions with
other professional organisations that you have.

HR

Sadly, as a generalist HR practitioner | cannot say the
same about my very own profession. There are still
very few registered professionals and we have no
idea who or how many are practicing in the HR
profession. This makes us unprepared for maximising
or for synergy other than that we know of, i.e. 3,000
registered practitioners. In a population of 40M this
represents only 0.008% or 1:13,000 hardly reasonable
or positive.

Organised Labour

Wow, what can one say other than well done to
organised labour, in particular the examples of
FEDUSA and the like. Their approach has always
been employee assistance and they have years of
experience in this field of people care.

Management

Sometimes | think we underestimate the involvement
management has in problem resolution. What am |
saying — their core objective is problem resolution —
but at what cost and do they consider the realities of

people pressures and the effects? | think they do,
quite clinically — which in itself causes some cancers.

So what does the review above tell us? Firstly that
we're assuming HR encompasses all aspects of
people management. Is this true or are we
generalising to the extent that it negates any
synergies we may believe exist?

| feel that there are many synergies in existence that
we are just not formally aware of. In addition the
process tells us that management and labour are on
par or even leading the process of people care — do
we truly believe this?

People care is extremely wide, and many of the ‘care’
elements were until recently seen, and some may
argue are still seen, as disciplinary violations of policy
and behavioural norms and standards. Fact is that
there is a growing trend towards more people
compassion.

An example of this is the recent flooding in the USA.
Two schools of thought (1) You were told to evacuate,
you did not and the consequences are now someone
else’s responsibility; or (2) There are tremendous
people issues the flood brought to the surface, these
were inevitably going to become a problem.

Either way if anything the USA needs EAP more than
any of us could imagine. Does this mean we treat
EAP as a reactive service, No! | believe we need to
set it up as a proactive service.

So in being proactive — do we maximise by synergy or
not? I am not sure myself of what comes first and
probably due to my diverse and opposing training.
Remember | was trained to kill people (all soldiers, in
my case a Sailors are).

| am in no doubt that behavioural health leads to
productivity, | am in no doubt that HR is not the place
where EAP forms the core strategy, and | am certain
that synergies or at the very least some EAP
marketing will alter and improve this situation. Once
this has been achieved the rest will follow.

How can | be so sure, well having been head of HR in
a number of organisations — | know from my very own
personal experiences (of not having EAP) that EAP
plays a very important role, what exactly that role is in
the finer detail | am oblivious to and admit openly that
| would value greatly being more in tune with the
objectives of the EAP Profession.

For those that know me, you know that my life has
been one huge “bum landing in the butter” journey
and | owe this to the awesome relationship | have with
God.
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It cannot be chance that places me here in front of
you, where for the first time in my 20+ year experience
as a HR professional | am exposed to the greatness
of EAP. It cannot be chance that | am placed in a
position to help and assist with the maximising and
synergising through my Presidency of HRCOSA.

So where to from here: | want to tell you that | am,
together with your association, committed to “Growing
the EAP profession in the 21% Century”, that | support
you and your role and that | shall endeavour to do all |
can to heighten the profile of the EAP profession.

How can | do this?

1. | plan to meet and be fully brought up to speed in
all aspects of EAP...

2. Maybe there’s room for an EAP / HRCOSA co-
ordinated summit between all stakeholders which
if you agree | shall gladly set up with your
association’s management team...

3. More exposure of EAP through HRCOSA
communication mechanisms...

So | hope | have raised some questions, provided
some solutions and shown you in no uncertain terms
that you're on the right path. | thank you.

10. The Little HR Book

Part of being in a profession is to know whom that
profession consider as its doyens and heroes. In our
new democracy we have a system of national
recognition through national orders. We also have a
professional registration body in the SABPP. Is it not
time that the profession recognises and acknowledges
our very own doyens and heroes?

We need to do this in order to provide new and junior
human resource professionals with mentors, guides
and examples, before they are dead and gone.

In my time as President of HRCOSA | have had the
privilege of being introduced and informed of people
who played major parts in the development of human
resources in South Africa. | have been able to make
contact with some of these and thus better understand
where we have come from and thus learn how to
avoid the pitfalls, but also to obtain a better
understanding of the path ahead.

This should not be limited to Presidents of
organisations, this contact and information is much
more important to our youth and our aspirant human
resource practitioners.

There must be hundreds of people like this in some
number of categories, i.e. by subject e.g. training, OD,
etc...; by years, i.e. 1940’'s 50’s etc...; by speciality /

expertise, e.g. MIS etc...; or even by research and
publication and organisation.

I would like to invite each and every human resource
practitioner to participate in this search for our doyens
and heroes or notable persons in human resources.
Please provide the following information:

Title: Mr/s, Dr, Prof, etc...

Name & Surname

Category: doyens and heroes or notable persons
Area: expert, subject

Short motivation

Nominated by, Name & Surname, contact details

Example: “Mr Bheki Sibiya, notable person, generalist
HR, Bheki has a long history as a HR Professional
who transitioned to Line Management as Chairman of
the Board of SAA. He has extensive experience in
human resources and business and is well connected
/ networked and is currently CEO of Business Unity
SA. Regardless of this Bheki has always made time
available to HR practitioners through mentoring and
meetings on subject matter of the day.” (Shaun
Schwanzer, 082-820-2122).

HRCOSA will collect all the nominations, which we will
be forwarded to those having made / being
nominated, after which we will ask a publishing house
to make a HR Book much along the lines of the Little
Black Book, where one can find black people of note.

We believe this will provide new and junior human
resource professionals, as well as the greater human
resource community, with the relevant information on
fellow human resource professionals and possible
sources of expertise and experience.

Please note that there are not limitations. All
submissions, so long as they relate to Human
Resources and all Human Resource Occupations, are
welcome. | have asked all human resource
organisations in South Africa for their input too.

11. Media/ Services / Partners

www.hrfuture.net

www.hrforum.co.za
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12. HRCOSA Structures

Leadership Team

President — Shaun Schwanzer

Deputy President — Dr Pat Naves

Treasurer — Aletta Odendaal

Secretary — Thelma Ngcobo

Vice President: Conferences — Raj Maharaj

Vice President: Employee Care & Reward — Mukhtar Mohomed
Vice President: Employee Relations — R J Van Resnburg
Vice President: Employment Services — John Botha

Vice President: People Development — Rooksana Rajab

Vice President: Relationships (inter. Org.) — Langa Dhlomo
Vice President/Rep.: Eastern Cape Province — Dale Holloway
Vice President/Rep.: Gauteng Province — Jean Griindling

Represented Organisations

American Society for Training and Development of South Africa— ASTD SA
ASA Metals (Pty) Ltd —ASAM

Association of Mine Human Resources Practitioners — AMHRP
Association of Personnel Services Organisations — APSO

Association of Private Providers of Education, Training & Development — APPETD
Confederation of Associations in the Private Employment Sector — CAPES
Department of Defence — DoD

Department of Labour — DoL.

Department of Public Service and Administration — DPSA

Enmployee & Organisational Enhancement Services SA—ICAS

Enployee Assistance Professionals Association of South Africa— EAPA
Federation of Associations of Governing Bodies of SA Schools — FEDSAS
Federation of Unions of South Africa— FEDUSA

Financial Advisory Servcies—T-SEC

. Gauteng Government HR Shared Services Centre — GSSC

16. HRForum—HRF

17.  Human Capital Institute — HCI(SA)

18. Human Resource Strategy Consultants — HRSC

19.  Indgro Holdings (Pty) Ltd —IH

20.  Industrial Relations Association of SA— IRASA

21.  Institute for Human Resource Research — IHRR

22, Institute for Organisation Development and Transformation — IODT

23.  Institute of Human Resource Management Practitioners, Ghana — IHRP (Ghana)
24.  Institute of International Research—IIR

Institute of Municipal Personnel Practitioners of SA— IMPPSA

Institute of Personnel Service Consultant — IPSC

Institute of Safety Management — loSM

International Society for Performance Improvement SA— ISP
Johannesburg Water — JHBW

LogicalOptions Group—LOG

Management Today — MT

MultiChoice — MC

Osgard Media / HR Future® Magazine — HRF

SA Journal of HR Management — SAJHRM

Services Sector Education & Training Authority — SSETA

Society for Industrial and Organisational Psychology of South Africa— SIOPSA
South African Airays — SAA

South African Board for Personnel Practice — SABPP

South African Chamber of Business — SACOB

South African Reward Association — SARA

Wellness Council of South Africa— WELLCOSA

Workplace Dignity Institute —\WDI

. Workplace Performance Technologies — WPT

44.  Whitestuff Publishing—\WSP
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(H) HR Organisation Member; (C) Corporate Member; (L) Labour Member; (D) Diplomatic Member
(*) Founder
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