
HRD3702/202/1/2018 

 

 

  

 

 

 

 

Tutorial Letter 202/1/2018 

 

Management of Training and Development 

 

HRD3702 

 

Semester 1 

 

Department of Human Resource Management 

 

 

IMPORTANT 

THIS TUTORIAL LETTER CONTAINS FEEDBACK  

FOR COMPLETING ASSIGNMENT 02 AND  

EXAMINATION GUIDELINES. 

 

 



 

 

 

2 

CONTENTS 

Page 

1. INTRODUCTION ............................................................................................................... 2 

2. GUIDELINES FOR COMPLETING ASSIGNMENT 02 ..................................................... 3 

3. THE EXAMINATION ....................................................................................................... 14 

4. CONCLUSION ................................................................................................................ 14 

 

 

Dear Student 

 

 

1. INTRODUCTION 

We hope you are making good progress in mastering the study material. Bearing in mind that the volume 

of work is substantial, we strongly advise that you work through the study material and all the assignments 

carefully and thoroughly. 

   

 

You should have received the following tutorial letters for HRD3702: 

TUTORIAL LETTER CONTENT OF TUTORIAL LETTER 

HRD3702/101/3/2018 

Lecturers, prescribed book, study material, examination 

preparation, assignments and comments on 

Assignment 03 and 04 (self-assessment assignments). 

HRD3702/201/1/2018 
Feedback on Assignment 01 and examination 

preparation. 

HRD3702/202/1/2018 

(this tutorial letter) 
Feedback on Assignment 02. 
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2. GUIDELINES FOR COMPLETING ASSIGNMENT 02 

 

We trust that you found Assignment 02 interesting and stimulating. The questions for this assignment were 

specifically designed to help you gain a better understanding of the study material.  

The purpose of this assignment was to test your understanding and integration of the theory and to 

determine whether you were able to link and apply the theory to a practical situation. 

The following issues were identified: 

 

 Some students copied information directly from the study guide and/or prescribed book without 

acknowledging the source(s). 

 

 Some students could not or did not link and apply the theory (the information in sources such as the 

study guide and prescribed book) to the practical situation in the case study. 

 

 Some students could not integrate the information in the prescribed book and therefore focused only 

on a small part of the answer and not on the "bigger picture". 

 

Marks were awarded to students who could apply the theory to practice. 

 

Read the case study below and then answer the questions that follow. Remember that your 

answers should relate to the case study.  

  



 

 

 

4 

 

Dhlamini Bazaars is a leading retailer with over 100 stores in South Africa and some in Botswana and 

Zimbabwe that provide customers with a wide range of high-quality products. The Dhlamini Bazaars 

brand is associated with value for money.  

 

Its slogan is “Spend a little, live a lot”. Dhlamini Bazaars work hard to keep their prices low. The 

company buys large quantities of products from carefully selected suppliers. Its buyers are experts 

who choose quality products at the most competitive prices. Dhlamini Bazaars keep their costs down 

in various ways. They ensure that their operations are as efficient as possible, the layout of their stores 

is simple, and their stores are open for most of the day.  

 

To remain efficient and reduce administrative costs, management decided to invest in a computer 

system, such as E-Net or SAP. These systems may initially require some training, but in the long run 

it will save considerable time for human resource administration, sales and stock control. 

 

In their 2017 growth and strategic human resource development strategy, Dhlamini Bazaars set great 

store on how they train and develop their employees. Training is the process of providing employees 

with the necessary knowledge and skills to perform their tasks and roles competently. It not only helps 

to increase business efficiency, but also make staff more motivated by increasing their job satisfaction. 

  

Dhlamini Bazaars identifies future training needs through an on-going analysis of their company 

performance in key areas at all levels. For example, the company monitors the availability of its 

products at its stores. If availability drops below the targeted level, staff then gets training in order 

accuracy without delay. The company also considers future developments within the business and 

the grocery retail sector in order to predict both the total numbers of staff it will need and, more 

crucially, the skills and competencies that will be required. 

   

Dhlamini Bazaars’ rapid expansion means that its current workforce cannot meet its future staffing 

requirements. The company will need to recruit more than 300 staff members within the next 12 

months to meet the requirements of its current high sales growth and regular new store openings. To 

attract and retain the best candidates, it offers industry-leading salaries at all levels. 
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Because Dhlamini Bazaars expect recruits to make an immediate contribution to their business, they 

provide training so that recruits can develop their careers within the company. For example, in their 

first year, graduate recruits receive training in all areas of the business. This ranges from in-store 

training in order to understand how a retail operation works, to regional and international office tasks 

such as logistics, trading and financial planning. It means that trainees acquire various skills as they 

perform their jobs. Employees are trained not only in the operational aspects of the business, but also 

in soft skills such as communication, health and wellness and special needs awareness. 

 

Employees in every type of position, from apprentices through to trainee area managers, participate 

in a type of structured tell-show-and-do training where managers oversee trainees throughout the 

training process. Trainee area managers also undergo job rotation. In this way, they experience all 

aspects of the business and get an overview of how Dhlamini Bazaars operates. They learn how each 

department and business operation relates to other parts and processes of the company.  

 

Dhlamini Bazaars seeks to provide its customers with quality products at prices that offer value for 

money. It strives for efficient operations and staffs its stores with people who are keen and competent. 

The company’s success is borne out by the fact that it is expanding rapidly. New stores open 

everywhere and its spectacular sales growth requires it to take on more staff. This means that it needs 

to combine good recruitment policies with robust selection processes.   

 

Dhlamini Bazaars puts great emphasis on the development of its people. Over 70% of its directors 

have been recruited within the company, which makes it easier for them to train employees for 

promotion and climbing the company ladder. Its commitment to training and development makes 

Dhlamini Bazaars an employer of choice for ambitious graduates. Their nomination as a Top 100 

Employer for 2018 bears testimony to their good name.  

 

 

All answers or discussions should be linked to the specific case study. Failure to do this will result 

in NO marks being allocated. Please note that this tutorial letter serves only as a framework, 

therefore the application of the case study is not discussed in depth. The required application is 

based on the interpretation and SUBSTANTIATED conclusions drawn by you. 
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Question 1 

Traditionally, information systems were employed to record information for primarily training and 

development administration purposes. In recent years this has changed. From the case study it is clear 

that Dhlamini Bazaars’ management is keen to invest in an information system. Identify the system that 

Dhlamini Bazaars can implement as well as the benefits of such a system.   (5) 

 

  

Prescribed book 

 

Prescribed book, chapter 3, section 3.2.1.2, page 

86. “System needs” 

Study guide 

 

Refer to Study Unit 4, Section 4.2, page 42. 

“Information systems and training and development 

records " 

 

Human resource information systems (HRISs) are used to capture the training and development 

information of an organisation. Such a system is computerised and offers the following benefits: 

i. It reduces both the administrative burden and costly errors. 

ii. It is cost effective. 

iii. The system improves the speed and accessibility of information. 

iv. It produces accurate, real-time HR-related reports. 

v. The system links with other information systems. 

vi. The systems are used as a tool in strategic planning. 

 

Award one mark for identifying the system and four marks for any four of the benefits linked to 

Dhlamini Bazaars.  

 

Question 2 

The system identified in the previous question that is to be implemented at Dhlamini Bazaars should 

possess three key features. Identify them.   

 (4) 
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Prescribed book 

 

Prescribed book, chapter 3, section 3.2.1.2, page 87. 

“System needs” 

Study guide 

 

Refer to Study Unit 4, Section 4.2, page 42. 

“Information systems and training and development 

records " 

 

The key characteristics of a human resource information system (HRIS) are: 

i. It must be presented in a user-friendly manner.      (1) 

ii. It must be useful and appropriate.        (1) 

iii. It must be used effectively in the decision-making process to support the organisation’s overall 

business strategy.          (2) 

 

Award one mark for the first two characteristics identified and two marks for the third characteristic 

(the student needs to link decision-making with the organisation). 

 

Question 3 

From the case study it is clear that Dhlamini Bazaars lays emphasis on raising awareness of aspects 

such as special needs. Draw up a pamphlet with information on dealing with staff with special needs. 

In this pamphlet explain what special needs are and distinguish between the different special needs 

and state how each should be accommodated during HRD interventions.     

(10)  

 

 

Study guide 
 

Study guide, study unit 8, section 8.6, page 88–89 

 

Since people with special needs are identified as a previously disadvantaged group in the Employment 

Equity Act 55 of 1998, organisations need to employ people with disabilities and offer them equal 

opportunities (also equal ETD) so that they are able to develop and grow in the organisation (1). 

  

In the study guide the following three types of special needs are identified: 
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 Physical disabilities: (1) 

Entail physical impairments such as quadriplegia (loss of the use of all four limbs), hemiplegia (loss of the 

use of limbs on either the right or the left side) and sensory disabilities (blindness or deafness) (1). 

  

Accommodation: 

Ensure accessible venues and restrooms. Supply them with special study material (in Braille 

or large print). Limit physical activities so that wheelchair users do not feel left out (1). 

 

•  Learning disabilities: (1)  

Like dyslexia that impair the learning ability of a person (1).  

 

Accommodation:  

Special attention for learners without making it an issue, like placing the learner in a group where he or 

she will get help without focusing on his or her need. Special assessment opportunities to accommodate 

the learner, like oral exams (1). 

  

• Personal problems: (1)  

For instance, death in the family or a hijacking, affect everybody from time to time. This can affect 

employees in their daily activities and they might need to attend training which requires them to concentrate 

(1).  

 

Accommodation:  

If a person suffered a traumatic incident, try to calm them down, assess whether they will be able to attend 

and complete the training or if this person’s training should rather be rescheduled. Refer the learner to the 

HRD or employee wellness division for counselling (1). 

 

Award marks as specified above if linked to the case study. See an example of a pamphlet on the 

next page: 
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Refer to physical impairments such as quadriplegia, or sensory disabilities 

such as blindness or deafness. 

How to accommodate people with physical disabilities in Dhlamini 

Bazaars: 

 Ensure accessible venues and restrooms.  

 Supply special study material and computer software for SAP to sight 

impaired employees. 

 

It impairs the learning ability of a person like dyslexia. 

How to accommodate people learning with disabilities in Dhlamini 

Bazaars: 

 Provide special attention to learners. 

 Provide special assessment opportunities (like oral exams) to first year, 

graduate recruits with learning impairments during their logistics, 

trading and financial planning traininig.

 
70% of directors grew through Dhlamini Bazaars showing that 

personal circumstances like death in a family or other stressors like 

hijackings does not hinder employee development, growth and career 

advancement. 

How to accommodate personal problems in Dhlamini Bazaars: 

 Assess whether the employee can attend and complete the HRD 

intervention. 

 Refer the employee to HRM for support services/ counselling. 
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Questions 4 

Dhlamini Bazaars’ management prefers a structured tell-show-and-do style of training. Identify the 

method of training conducted at Dhlamini Bazaars and discuss four (4) training and development 

measures according to this method. (10) 

 

 

Prescribed book 

 

Refer to Chapter 9, Section 9.3.3.3, page 270. “On-

the-job Methods”. 

Study guide 

 

Refer to Study Unit 5, Section 5.7.1, page 64. 

“Management Development Methods" 

  

Dhlamini Bazaars’ management prefers a tell-show-and-do style, which is on-the-job training (1). 

Measures/methods of on-the-job training are:  

 

● Coaching (1): This takes place when an experienced manager occasionally assists and guides an 

inexperienced manager in the development process. There is constant interaction, the experienced 

manager acts as a role model and feedback is instantaneous. One possible disadvantage of 

coaching is that the inexperienced manager might adopt the values of the experienced manager 

instead of developing his/her own (1). Renew (2004:10) identifies four types of coaching:  

--- personal coaching, which focuses on the individual's life, for example, his or her life/work balance 

and personal goals  

--- business coaching, which focuses on business and career, for example, talent and skills 

development, interpersonal skills, time management, or problem-solving  

--- executive coaching, which focuses on aspects such as leadership, management, vision and mission, 

negotiation and presentation skills 

--- group/team coaching, which focuses on coaching committees or teams on aspects such as group 

dynamics, organisational development, motivation and team building.  

 

For example: According to the case study, Yasmine is an assistant manager, in other words, someone 

who assists a more senior manager (you) and therefore there is already a relationship where you 

can guide and coach her on the administrative issues with which she experiences some problems.  

 

● Mentoring (1): According to Geber (2003:1) mentoring is a one-to-one relationship in which the 

mentor invests time, knowledge and effort to help the mentee to reach his/her potential as a person 

and as a professional in terms of behaviour, knowledge and skills. Meyer (2002:287) cites from 



HRD3702/202 

 

 

11 

Ragins (1997:484) who suggests that a mentor's role is twofold: firstly, providing career development 

behaviours such as coaching, challenging assignments, sponsoring advancement and fostering the 

protégé's visibility; and secondly, providing psycho-social support such as counselling, friendship 

and role modelling (1).  

 

● Committee assignments (1): In committee assignments, junior managers are assigned to 

committees. They attend committee meetings to observe experienced managers in action as well as 

all the processes taking place (1).  

 

● Job rotation (1):Job rotation provides an opportunity to move from one job to another. This is usually 

done every six months and the purpose is to equip the manager with a general understanding of the 

whole organisation and how it works and to turn specialists into generalists (1).  

 

●  Understudy assignments (1): According to this method, a junior manager works with a mentor 

every day. In the manager's absence, the understudy takes over the responsibilities of the manager 

(in non-critical activities). Although an excellent method, some managers feel threatened by junior 

managers and therefore do not participate fully (1).  

 

Award two marks for identifying and explaining why it’s on-the-job training. Award one mark for 

identifying any four on-the-job corrective ETD measures and give one mark for an explanation.    

 

Questions 5 

Dhlamini Bazaars’ policy is to train and develop their staff members for promotion and moving up the 

company’s career ladder. Promoting employees is part of which HRD process? Explain what this 

process entails as well as its benefits. Your discussion should be based on the scenario and contain 

examples taken from it. (10) 

 

 

Prescribed book 

 

Refer to Chapter 10, Section 10.9, page 305. “Career 

Management” 

Study guide 

 

Refer to Study Unit 9, Section 9.2, page 94. “Defining 

career concepts" 
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Career development: (1) 

This "is the continuous process by which individuals go through a number of stages which each involves 

different issues, themes and activities (1)" (Johns & Saks 2013:43).  

In your answer you should have discussed why you believe career development is important in 

organisations such as Dhlamini Bazaars (2). You could have stated that career paths are a way to create 

some stability and security for staff in ever-changing organisations (2). It assures them that there is a future 

for them in the organisation. Then you had to consider the issues that affect people’s perceptions and plans 

at different phases of their careers (2). When they start, they normally still want to build a career and will 

be interested in attending training and development in order to develop their careers in the organisation (2). 

For staff close to retirement, on the other hand, career development is no longer a priority.   

 

Award marks as specified above if linked to the case study. 

 

Questions 6 

Identify three challenges that Dhlamini Bazaars will face in the growing South African and international 

markets.   

  (5) 

 

Prescribed book 

 

Refer to Chapter 10, Section 10.4, page 295. 

“International HRD” 

Study guide 

 

Refer to Study Unit 10, Section 10.2, page 101. 

“International HRD” 

 

Education and training needs differ immensely from country to country due to contrasting educational levels 

and developmental opportunities (1).  

 

These dissimilarities are the result of different cultures, languages and exchange rates present in 

international markets (2). The case study suggests that the learner profile will include predominantly local 

citizens and, consequently, the needs and training modes will have to be adapted according to their 
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educational and skills levels (1).  South African companies also need to acquaint themselves with the skills 

development legislation and requirements of the host countries they want to expand into in order to ensure 

their compliance (1). 

 

Award four marks for any three facts mentioned and one mark for linking these facts with the case 

study. Use your own discretion for explanations by students.  

 

Questions 7 

Describe the type of training that the South African staff of Dhlamini Bazaars must undergo should 

they be transferred to Zimbabwe or Botswana. Give reasons for your answer.  (6) 

 

 

Prescribed book 

 

Chapter 10, section 10.4, page 295. “International 

HRD” 

Study guide 

 

Study unit 10, section 10.2, page 101. “International 

HRD” 

 

In their answers, students should have included training such as expatriate training (1) for staff who will 

work in these branches and, therefore, a new environment; and pre-departure training (1) in order to make 

staff aware of the prevalent culture in the new country. Although staff can be exposed to international 

assignments (1) beforehand that will help them to develop international expertise, Dhlamini Bazaars should 

also consider pre-visits (1) for staff members and their spouses who will represent them internationally. 

This will help them to determine what they can expect. Dhlamini Bazaars should also provide them with 

information on schools, housing and other practical issues (1). The company should remember that, in 

some cases, language training might also be necessary (1).  

 

Award marks as specified above if linked to the case study. 

 

TOTAL FOR ASSIGNMENT 02: [50] 
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ASSESSMENT CRITERIA 

 

 

The following are the assessment criteria for this assignment 

 

1 You should be able to explain the role that information systems play in HRD. You should also 

explain the characteristics of such a system.  

 

2 Clearly distinguish between the different special needs, identify each one and discuss how 

each special need can be accommodated during HRD interventions at Dhlamini Bazaars. 

 

3 Identify on-the-job training and critically discuss each different method. Remember to link each 

method to Dhlamini Bazaars. 

 

4 You should be able to explain how career development and management can help employees 

grow in Dhlamini Bazaars and what benefits it hold for employees. 

 

5 Evaluate the challenges facing South African businesses like Dhlamini Bazaars when entering 

International markets and identify the training and development that employees will need when 

organisations access these markets. 

 

 

 

3. THE EXAMINATION 

Please refer to pages 8 to 12 in Tutorial Letter 101 for detailed information on the assessment of and 

examination for this module. Also refer to Tutorial Letter 201 which contains guidelines on how to approach 

Essay questions and guidelines for the exam. 

 

 

4. CONCLUSION 

We hope that this assignment has improved your understanding of the topics involved. Remember that 

you not only have to master the theory of this module, you also need to apply this theory when dealing 

with everyday problems in training and development. 
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Good luck with the rest of your studies and with your preparations for the examination. Please feel free to 

contact me if you have any problems with the learning content. 

 

Ms. Z van Niekerk 

LECTURER:  HRD3702 

Department of Human Resource Management 

UNISA 


