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Dear Student 
 

1 INTRODUCTION 
 
By now you should have received the following study material for HRM2604: 
 

STUDY MATERIAL CONTENT  

HRM2604/SG001/4/2018 Workbooks 00 to 09 

HRM2604/101/3/2018 

Introduction, overview, lecturer and contact details, module-related 
resources, student support services, how to study online, study plan, 
assessment, new language policy, FAQS, SABPP, conclusion and 
appendices, including compulsory assignments (semester 1), compulsory 
assignments (semester 2), self-assessment assignment, comments on 
self-assessment assignment, schedule (semester 1), schedule (semester 
2) and welcome page for HRM2604 

HRM2604/201/2/2018 
Introduction, myUnisa, examination, prescribed book, feedback on 
Assignment 01 (first semester), important notice and concluding remarks 

HRM2604/202/2/2018 
(this tutorial letter) 

Introduction, the examination, comments on Assignment 02 (first 
semester), marking schedule and concluding remarks 

 

If you have not received all these tutorial letters, please contact the Department of Despatch. Consult the 
Study @ Unisa brochure, which you received on registration, for contact details. The study material for 
this module (study guide and tutorial letters) are also available on myUnisa. I strongly recommend that you 
register for and use this system if you have not yet done so.  
 

Unfortunately, lecturers do not have the facilities to send copies of study material that has been lost in the 
mail to students. 
 

Remember that tutorial letters are the University's principal means of communication and teaching; 
therefore, you should check and ensure that you received all the tutorial letters for this module. Read the 
tutorial letters carefully and keep them in a safe place. 
 
The main purpose of this tutorial letter is to provide you with feedback on Assignment 02. Keep this tutorial 
letter, as you will need it to prepare for the examination. 
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2 EXAMINATION  
 

In the past, I have received requests from students for examination hints and tips. Refer to Tutorial 
Letters HRM2604/101/3/2018 and HRM2604/201/1/2018, and the myUnisa page for this module for 
information about the examination. I cannot give you any additional information, but you are 
welcome to contact me if you struggle to master the content of the module for the examination.

 

3 COMMENTS ON ASSIGNMENT 02 (SECOND SEMESTER) 
 

This assignment is set on workbooks 4 to 9 in the study guide (SG001) for this module and 
the corresponding chapters in the prescribed book. 

 
Since you had to submit Assignment 02 early in the semester, the questions were restricted to only a few 
chapters. This does not imply that the other chapters are not important for the examination. 
Remember that the study icon in the study guide indicates the sections you should study for the 
examination. 
 

Learning outcomes 
 

On completion of this assignment, you should be able to: 
 Distinguish between the two approaches of measuring performance and adequately explain 

each approach. 
 Understand the difference between rating inflation and deflation. 
 Examine the reasons why raters provide inaccurate performance information.  
 Apply corrective measures to address rater bias and inaccurate ratings. 
 Identify and describe the type of process that can be pursued when an employee is unhappy 

with a performance rating. 
 Identify the type of system that uses multiple raters and the risks associated with this system. 
 Explain the functions that the coaching process involves and encourages. 
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Question 1: 
 
Read the scenario below and then answer the questions that follow. Remember that your answers should 
relate to the information provided. 
 

CHEFS ON CALL 
 
‘Chefs on Call’ is a new catering company that is making its mark in the industry. In the last five years 
it has opened six new branches across the country. The founder of Chefs on Call is a young woman, 
Anele Mbete, who holds a business degree from a respected university.  
 
At the moment Anele is in the process of re-examining the performance management system at each 
of the branches. She has found that many of her employees are unhappy with the current system due 
to the large emphasis placed on the final product. Anele’s employees feel that each of their jobs 
requires different sets of skills which are not always seen in the end result. Anele would like to keep 
her employees happy. She believes that she will have a win-win situation if she improves the 
performance management system as it will in turn increase the performance of her employees.  
 
While Anele is looking at the overall functioning of the performance management system, she notices 
that the employees at the Brooklyn branch consistently receive high performance ratings even though 
this specific branch has the lowest sales scores. She is very concerned about this and decides to 
investigate the matter internally. Anele soon realises that the supervisor at this branch has not paid 
much attention to the processes involved in the performance management system and usually 
performs it as a quick two-minute exercise at the end of the year. When confronted, the supervisor 
admits that the easiest way to get it done and to also look good, was to give all the employees high 
ratings regardless of their performance.  

 
You are called in as a performance management specialist. Advise Anele on the following:  
 

1.1 Identify the approach that Anele is currently using to measure the performance of her 
employees. Substantiate your answer with an excerpt from the scenario.  (3) 

 
The answer to this question can be found in workbook 04 and chapter 4 of the prescribed book (Defining 
performance and choosing a measurement approach).  
 
 Anele uses the results approach to measure performance. (1 mark) 
 The results approach is used when the primary emphasis is placed on the final product or outcome 

and not on the process or traits of the employee. (1 mark) 
 Excerpt from scenario: “She has found that many of her employees are unhappy with the current 

system due to the large emphasis placed on the final product.” (1 mark) 
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1.2 Anele needs to change her approach to measuring performance. Recommend the 
approach to measuring performance that would be more suitable at this company. 
Explain your reasoning and briefly describe this approach.  (9) 

 
The answer to this question can be found in workbook 05 and chapter 5 of your prescribed book 
(Measuring results and behaviours).  

 The approach that would be more suitable to the PM system at Chefs on Call is the behaviour 
approach. (1 mark) 

 Reason: Employees are unhappy with the current PM system and each employee has a different 
skill that cannot be seen in the final product. The emphasis should be on how the employees do 
their jobs and not on the outcome. (1 mark) 

 The behaviour approach emphasises what employees do on the job (behaviours displayed). It is a 
process-oriented approach that focuses on how the job is done. (1 mark) 

 The behaviour approach to measuring performance includes the assessment of competencies.    
(1 mark) 

 Competencies are measurable clusters of knowledge, skills and abilities (KSAs) that are critical in 
determining how results will be achieved. (1 mark) 

 There are two types of competencies to be considered in this approach:  
1. Differentiating competencies: those characteristics that distinguish between average and 

superior performers. (1 mark) 
2. Threshold competencies: those competencies that are required and displayed by every 

person to accomplish the job according to an adequate standard. (1 mark) 
 Furthermore, there are two systems used to evaluate competencies: 

1. Comparative systems: The measurement is based on comparing employees with one 
another. (1 mark) 

2. Absolute systems: The measurement is based on comparing employees with a pre-
specified performance standard. (1 mark) 

 
In practical terms this means that each employee’s performance will be measured by assessing their 
competencies in their respective fields. Assessing the competencies of a chef at the company would entail 
the following:  

 Knowledge of the combinations of ingredients needed to produce the required products  
 Skills to operate the equipment used in the cooking process  
 Ability to manage the process from start to finish 

 
Remember that this scenario provides a simplified view and this answer only takes into account the 
information that is provided. In practice there will be many considerations that may affect the type of 
approach to be used. Different positions within the company would require different approaches and 
criteria e.g. the performance management approach for chefs would be different to managers.  
  



 
6 

1.3  What is the supervisor at the Brooklyn branch guilty of? Provide Anele with four possible 
reasons why this may happen.  (5) 

 
The answer to this question is in workbook 6 and chapter 6 of your prescribed book (Gathering 
performance information). 
 
 The supervisor at the Brooklyn branch is guilty of rating distortion, because she is inflating the 

performance-ratings of the employees. (1 mark) 
 The supervisor did not conduct the PM system correctly and gave all employees high ratings to 

save time. The employees did not deserve high ratings because the sales scores at the bakery 
were very low and the results approach that was used, indicated that the desired results were not 
achieved.  

 The supervisor at Chefs on Call may have been motivated to provide inflated ratings due to the 
following reasons: (any four should be provided, 1 mark for identification. Maximum: 4 marks) 
1.  Maximise the merit raise of the employees at the bakery: by providing high performance 

ratings, the performance bonus or reward will also be high. 
2.  Encourage all the employees at the bakery: the motivation of employees will be increased 

if they are given high performance ratings.  
3.  Avoid creating a written record for the employees: supervisors do not want to create a 

record of negative performance that may disadvantage employees in future.  
4.  Avoid confrontation with the employees at the bakery: when receiving inflated ratings, 

employees do not feel the need to confront supervisors. 
5.  Promote undesired employees out of the bakery or department within the bakery: high 

ratings are looked at when promotions become available, supervisors may provide high 
ratings to employees whom they wish to leave their unit or team.  

6.  Make the manager of the Brooklyn branch look good to his/her supervisor: supervisors may 
believe that if all the employees are given high ratings they will be seen as effective leaders.  

 
1.4 Briefly explain the different types of training that all supervisors should undergo in order 

to provide fair and accurate ratings?  (8) 
 
The answer to this question is in workbook 07 and chapter 7 of the prescribed book (Implementing a 
performance management system).  

The four types of training are:  
 Rater Error Training (RET): (2 marks) 
 RET programmes typically include definitions of the most typical errors and a description of 

possible causes for those errors. Such programmes allow trainees to view examples of common 
errors and to review suggestions on how to avoid making such errors.  

 
 Frame of Reference Training (FOR): (2 marks) 
 FOR training helps improve rater accuracy by thoroughly familiarising raters with the various 

performance dimensions to be assessed. The overall goal is to provide raters with skills so that 
they can provide accurate ratings of each employee on each dimension by developing a common 
FOR.  

 
 Behavioural Observation Training (BO): (2 marks) 
 BO training is another type of programme implemented to minimise unintentional rating errors. BO 

training focuses on how raters observe, store, recall and use information about performance. 
Fundamentally this type of training improves raters’ skills at observing performance.  
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 Self-Leadership Training (SL): (2 marks) 
 The goal of SL training is to improve a rater’s confidence in his/her ability to manage performance. 

SL training techniques include positive self-talk, mental imagery, and positive beliefs and thought 
patterns. 

 
[25] 

 
Question 2: 
 
Read the scenario below and then answer the questions that follow. Remember that your answers should 
relate to the information provided. 
 

PERFORMANCE MANAGEMENT AT E-CAR 
 
E-car is the latest electric car manufacturing company to emerge in the country. It has quickly become 
known as one of the best in the industry. With the rising price of fuel and the threat of further increases, 
people in South Africa have taken a keen interest in the need for and option of electric cars.  
 
Moses works as an auto electrician for E-car. He has been working with the company since it opened 
five years ago. Before that he worked in the electronics field for a period of ten years. Moses is highly 
experienced, but he does not have a formal qualification behind his name.  
 
Eve is Moses’ direct supervisor. She has an outstanding background in the field of electronics research 
and holds a PhD in Electrical Engineering. However, she does not have that much hands-on experience 
in the field, as she has been busy with her studies for such a long time. Eve has only been appointed 
since the beginning of this year.  
 
At the final performance review meeting, Eve and Moses have a difficult time reaching an agreement 
on Moses’s performance rating. He maintains that he has performed extremely well and he has 
evidence to support this. Eve feels that Moses is a highly rebellious employee and gives him a very 
low rating. Moses is very disappointed with his rating and feels highly dissatisfied with the entire 
performance management system.  
 
Moses was not the only unhappy employee after the final ratings were released; there were many 
others who felt that they were mistreated. As a result, management has decided to introduce a rating 
system which includes a larger number of raters. Instead of only using the supervisor’s rating, this 
system will be a culmination of ratings from peers, subordinates, customers as well as self-appraisals. 
In a further attempt to motivate staff, management has also decided that supervisors and employees 
will undertake a coach-mentee type of relationship. 
 
Employees feel encouraged that management has taken the time to reconsider the system and they 
are grateful for the new measures. However, only time will tell if it will prove successful.  
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2.1 Moses is disappointed with his performance rating.  
2.1.1  Identify the process that he can follow to raise his dissatisfaction.  (3) 
 
2.1.2  There are two types of issues which can be questioned in this process. Identify 

and discuss each of these issues.  (4) 
 
2.1.3  Which of the issues would be applicable to Moses’s performance rating? Provide 

a reason for your answer.  (2) 
 
The answer to this question can be found in workbook 07 and chapter 07 of your prescribed book 
(Implementing a performance management system).  
 
 Moses can follow the appeals process. (1 mark)  
 An appeals process promotes the acceptance of the performance management system by 

employees.  It gives employees the opportunity to request that their rating be reviewed.  This takes 
place in a cordial and open setting. (2 marks) 

 
 Employees can question two types of issues during the appeals process:  

1. Judgemental. (1 mark) 
 These types of issues focus on the actual validity of the performance evaluation.  Judgemental 
 issues question whether the employee actually deserved the rating that he/she received. (1 mark) 

2. Administrative. (1 mark) 
 Issues of this nature involve questions about the policies and procedures of the system, and 
 whether or not they were followed. (1 mark) 
 
 Judgemental issues would be questionable with regards to Moses’ performance rating. (1 mark) 
 Eve based Moses’ performance rating on her own judgement of Moses. She did not take into 

account his performance but relied on her perception of him. Moses believes that the performance 
rating given by Eve does not reflect his true performance. He is questioning the validity of the 
performance rating. (1 mark) 

 
2.2 Identify the type of system that management wants to implement at E-car and the risks 

associated with such a system.  (6) 
 

The answer to this question can be found in workbook 08 and chapter 8 of your prescribed book 
(Performance management and employee development).  
 
 Management wants to implement the 360-degree feedback system. (1 mark) 
 
Risks of implementing 360-degree feedback systems:  
 Negative feedback can hurt an employee’s feelings, particularly if feedback is not given in a 

constructive way. (1 mark) 
 The system will only lead to positive results if individuals feel comfortable with the system and 

believe they will be rated honestly and treated fairly. (1 mark) 
 It may be easy for the employee being rated to identify who the raters are. This is likely to distort 

the information they provide. (1 mark) 
 Raters may become overloaded with forms to fill out because they need to provide information on 

so many individuals. (1 mark) 
 Implementing a 360-degree feedback system should not be a onetime only event as it will not be 

as beneficial. (1 mark) 
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2.3  Determine the functions that are specifically involved in the coaching process.  (5) 

 
The answer to this question can be found in workbook 09 and chapter 9 of your prescribed book 
(Performance management skills).  
 
Specifically, coaches are responsible for providing employees with the following functions:  
 Giving advice to help employees improve their performance. (1 mark) 
 Providing employees with guidance so that employees can develop their skills and knowledge 

appropriately. (1 mark) 
 Providing employees with support and being there only when needed. (1 mark) 
 Giving employees confidence that will enable them to enhance their performance on a 

continuous basis. (1 mark) 
 Helping employees gain greater competence by guiding them toward acquiring more knowledge 

and sharpening their skills. (1 mark) 
  

[20] 
 

Technical presentation:  (5)
 
 Table of contents (1 mark) 
 Introduction (1 mark) 
 Discussion (1 mark) 
 Conclusion (1 mark) 
 Bibliography (1 mark) 
 

[50] 
 [50 x 2 = 100] 

 
Refer to Tutorial Letter HRMALL6/301/4/2018 for detailed information about the format of written 
assignments. 
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4 MARKING SCHEDULE 
 
We used the following marking schedule to assess your answers to this assignment: 

POINTS COVERED MARKS 

QUESTION 1.1 

Identify the approach that Anele is currently using to measure the performance of her 
employees. Substantiate your answer with an excerpt from the scenario.  

(3) 

Results approach 1 

Reason 1 

Excerpt  1 

QUESTION 1.2

Anele needs to change her approach to measuring performance. Recommend the 
approach to measuring performance that would be more suitable at this company. 
Explain your reasoning and briefly describe this approach. 

(9) 

Behaviour approach 1 

Reason and relation to scenario 2 

Description of behaviour approach 5 

QUESTION 1.3 

What is the supervisor at the Brooklyn branch guilty of? Provide Anele with four possible 
reasons why this may happen. 

(5) 

Inflation of ratings 1 

Reasons 4 

QUESTION 1.4 

Briefly explain the different types of training that all supervisors should undergo in order 
to provide fair and accurate ratings? 

(8) 
 

Rater Error Training (RET) 2 

Frame of Reference Training (FOR) 2 

Behavioural Observation Training (BO) 2 

Self-Leadership Training (SL) 2 

QUESTION 2.1.1 

Identify the process that he can follow to raise his dissatisfaction. (3) 

Appeals process 1 

Reason and relation to scenario 2 

QUESTION 2.1.2 

There are two types of issues which can be questioned in this process. Identify and 
discuss each of these issues. 

(4) 

Judgemental issues  2 

Administrative issues 2 
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POINTS COVERED MARKS 

QUESTION 2.1.3 

Which of the issues would be applicable to Moses’s performance rating? Provide a 
reason for your answer. 

(2) 

Judgemental issues 1 

Reason  1 

QUESTION 2.2

Identify the type of system that management wants to implement at E-car and the risks 
associated with such a system. 

(6) 

360-degree feedback system  1 

Risks 5 

QUESTION 2.3

Determine the functions that are specifically involved in the coaching process (5)

Advice  1 

Guidance  1 

Support 1 

Confidence  1 

Competence  1 

Technical presentation (5) 

Table of contents 
Introduction 
Discussion 
Conclusion 
Bibliography 

1 
1 
1 
1 
1 

 

5 CONCLUDING REMARKS 
 
I trust that these guidelines are clear and that you have found the feedback interesting. If you have any 
questions about the content of this module, please do not hesitate to contact me.  
 
Start preparing for the examination well in advance and read the questions in the examination paper 
carefully. We wish you every success in the examination. 
 
Kind regards 
 

Mrs Maryam Moosa  
LECTURER: HRM2604 
DEPARTMENT OF HUMAN RESOURCE MANAGEMENT 
UNISA 

 


