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Dear Student 
 
1 INTRODUCTION 
 
We hope that by now you have made good progress in mastering the study material.  We need to point 
out, once again, that the volume of work that you have to master is substantial.  We therefore strongly 
advise you to work through the study material and to do all the assignments carefully and thoroughly. 
 
The purpose of this tutorial letter is to provide you with feedback on Assignment 01. 
 
 
2 TUTORIAL LETTERS 
You should have received the following tutorial letters for HRM3706: 

TUTORIAL LETTER CONTENTS OF TUTORIAL LETTER 

HRM3706/101/3/2014 A word of welcome, purpose and outcomes of the module, where to start, 
important notice, communication with the university, student support system, 
names of lecturers, prescribed book and enquiries, tutorial matter, study 
plan, admission to the examination and format of the examination, 
compulsory assignments for students registered for the first semester, 
compulsory assignments for students registered for the second semester, 
self-assessment assignment (both semesters) and guidelines for answering 
Assignment 03 (self-assessment). 

HRM3706/201/2/2014 
(this tutorial letter) Guidelines for answering Assignment 01 (second semester). 

 
If you have not received the first tutorial letter, please e-mail:  study-info@unisa.ac.za immediately.  The 
tutorial letters are also available on myUnisa.  We strongly recommend that you register for and use this 
system if you have not yet done so. Information about the system appears in the brochure, My studies @ 
Unisa, which you received on registration.  
 
Lecturers do not have the facilities to send students duplicate copies of tutorial letters that have been lost 
in the post.  Please contact the Department of Despatch or access the study material on myUnisa. 
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Remember that tutorial letters are the University’s principal means of communication and teaching.  
Therefore, you have to make sure that you have received all the tutorial letters for this module.  Please 
read and study all the tutorial letters carefully and keep them in a safe place. 
 
 
3 GUIDELINES FOR ANSWERING ASSIGNMENT 01 (SECOND SEMESTER) 

In tutorial letter HRMALL6/301/4/2014 we give extensive guidelines on answering assignment questions. 
 
We trust that you found Assignment 01 interesting and stimulating.  We specifically designed this 
assignment to help you to develop your ability to apply the theory and principles, and to understand 
study units 1 to 10 of the study guide.  
 
The answers to Assignment 01 are as follows. 
 
 
QUESTION  1 

The following advantages of group incentives can be identified:  

a The competition among co-workers is replaced by cooperation 
b The strength of rewards is increased since they are now paired with social rewards  
c The performance of another group member can serve as a model 
d It may produce unintended side effects, such as competition among groups 
 

Choose the correct option: 
1 a b d  
2 a b c  
3 b c d  
4 c d  

 
The correct answer is option 2.  Refer to section 5.4.4 in the study guide. 
 
Statements a, b and c are correct.  Statement d is incorrect because it is a disadvantage.  Group 
incentives may produce unintended side effects, such as competition among groups.  Such competition 
may or may not complement goal attainment.  When teams need to cooperate with one another, 
incentives that may create team competition should be avoided.  Another disadvantage is that some 
team members may not work hard, because, if the team does well anyway, they can still receive a 
bonus.  
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QUESTION  2 

Developmental plans have the following specific objectives: 

a  improve performance in current job. 
b sustain performance in current job. 
c encourage continuous learning, performance improvement and personal growth. 
d prepare employees for advancement. 
e enrich employees’ work experience. 
 

Choose the correct option: 
1 a b c  
2 c d e   
3 a b c d  
4 a b d e  

 
The correct answer is option 4.  Refer to section 6.2 in the study guide. 
 
The overall objective of a developmental plan is to encourage continuous learning, performance 
improvement and personal growth (statement c).  In addition, developmental plans have other, more 
specific objectives, which are set out in statements a, b, d and e.  Although developmental plans aim to 
solve performance gaps, it is not their sole aim.  When performance management is applied to an 
employee or group of employees, a development plan can be initiated in a variety of situations:  As part 
of the professional development of the employee or group of employees, in which case there is not a 
performance gap as much as a "growth gap"; as part of succession planning to help an employee to be 
eligible for a planned change in role in the organisation, in which case there is also not a performance 
gap as much as an "opportunity gap". 
 
QUESTION  3 

The following problems are associated with pay-for-performance plans:  
a A poor performance management system is in place.  
b Rewards are not considered significant.   
c Managers are not accountable.  
d Incentives undermine intrinsic interest in the job. 
e Extrinsic motivation exists at the expense of intrinsic motivation. 
 

Choose the correct option: 
1 a b d e 
2 a b c e 
3 b c d  
4 a d e  

 
The correct answer is option 2.  Refer to section 5.4.2 in the study guide. 
 
Statements a, b, c and e refer to problems that are associated with pay-for-performance plans, while 
statement d refers to one of the disadvantages of performance-related rewards in general.  



HRM3706/201 
 

 
5 

A considerable amount of literature found that the only genuine motivators for performance are intrinsic 
in nature; that is, interest in the job itself and enjoyment and satisfaction from a job well done.  
 
QUESTION  4  

The following are characteristics of performance management, except ________. 

1 the emphasis is on performance planning, analysis, review, development and improvement 
2 there are review mechanisms to ensure objectivity in ratings 
3 there are review mechanisms essentially to bring performance improvements 
4 the emphasis is on improving the performance of individuals and the department or team 

 
The correct answer is option 2.  Refer to section 1.4 in the study guide. 
 
Options 1, 3 and 4 relate to the performance management system, while option 2 is one of the 
characteristics of performance appraisal.  Although both the performance management system and 
performance appraisal have review mechanisms in place, their focus is different.  The review 
mechanisms in performance appraisal are there to ensure that the ratings (appraisals) are objective, 
while the review mechanisms in performance management have a broader focus, to facilitate 
performance improvements. 
 
QUESTION  5 

Consider the following statement from a packaging organisation: “We will provide the packaging that 
gives ultimate value to our customers”.  This is an example of a ________ statement. 

 
1 mission 
2 vision  
3 strategy 
4 goals 

 
The correct answer is option 1.  Refer to section 2.1.1 in the study guide. 
 
Option 1 refers to the mission statement of the packaging organisation.  This statement identifies the 
main business of this organisation.  The vision refers to where the organisation intends to be in the long 
run.  Strategy refers to the description of a game plan or the how-to procedure in an endeavour to fulfil 
the mission and vision statements, as well as how to achieve the stated goals.  Goals refer to what the 
organisation hopes to achieve in the medium to long term.   
 
QUESTION  6 

A _________ statement refers to a statement of where the organisation intends to be in the long run. 
For example,“we will become the pioneers in financial services”. 
 
1 goal  
2 vision 
3 mission 
4 strategy 

 



 

 
6 

The correct answer is option 2.  Refer to section 2.1.1 in the study guide. 
 
Option 2 refers to where the organisation intends to be in the long run.  The goal statement refers to 
what the organisation hopes to achieve in the medium to long term.  The mission statement identifies the 
main business of the organisation.  Strategy refers to the description of a game plan or the how-to 
procedure in an endeavour to fulfil the mission and vision statements, as well as how to achieve the 
stated goals. 
 

QUESTION  7 

Knowledge of the job in question can be determined through the process of ________. 

1 job description 
2 individual performance 
3 job analysis 
4 team performance 

 
The correct answer is option 3.  Refer to section 2.1.2 in the study guide. 
 
Job analysis refers to a process of determining the key components of a particular job, including 
activities, tasks, products and processes.  During the process of job analysis we are actually studying the 
activities, tasks, products and processes involved in a specific job.  Therefore option 3 is correct.  Once 
we have gathered the information about the specific job, we then present this information in the form of a 
job description (option 1).  In other words, a job description is a result of the job analysis process. 
 
Individual and team performance (options 2 and 4) represent an appraisal, based on the performance 
review rating we make, depending on the extent to which the individual or team met the expected 
standards.  They are actually not processes, and have nothing to do with the knowledge of the job.  
Therefore these two options are incorrect. 
 
QUESTION  8 

Which of the following are identified as constraints that managers might experience in attempting to 
observe an employee’s performance regarding developmental plans? 

 
a Time constraints 
b Learning constraints 
c Situational constraints 
d Activity constraints 
 

Choose the correct option: 

1 a b 
2 b c d 
3 a b c d 
4 a c d 
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The correct answer is option 4.  Refer to section 6.6 in the study guide. 
 
Time constraints:  Managers may be too busy gathering and documenting information about an 
employee’s progress toward his/her developmental goals.  Consequently, too much time may elapse 
between the assignment of the activity and the manager’s checking on the employee’s progress. 
 
Situational constraints:  Managers are often unable to observe employees as they engage in 
developmental activities and therefore may not have first-hand knowledge about their performance.  For 
example, managers can’t observe whether an employee, enrolled in an online course, is an active 
participant during the course, a meaningful contributor or a passive learner. 
 
Activity constraints:  When the developmental activity is highly unstructured, such as an employee 
reading a book, the manager may have to wait until the activity is completed to assess whether the 
activity has been beneficial or not. 
 
There is no such thing as learning constraints when managers attempt to observe an employee’s 
performance regarding developmental plans.  Therefore statement b, learning constraints, is incorrect. 
 

QUESTION  9 

Developmental plan activities can include the following:  

a on the job training. 
b  job descriptions. 
c  mentoring. 
d job analysis. 
e courses. 
 

Choose the correct option: 
1 a b 
2 b c d 
3 a b c  
4 a c e 

 
The correct answer is option 4.  Refer to section 6.4 in the study guide. 
 
On-the-job training, mentoring and attending courses (activities a, c and e) are some of the several ways 
through which employees can reach the objectives stated in their developmental plans.  Job analysis 
and job descriptions (activities b and d) are not developmental activities.  Job analysis refers to a 
process of determining the key components of a particular job, including activities, tasks, products and 
processes.  A job description is one of the outcomes of the job analysis process. 
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QUESTION 10 

Coaching plays an important role in employee performance improvement. To turn feedback into 
results, coaches need to do the following:  
 
a establish development objectives  
b  communicate effectively  
c  set performance standards  
d document performance  
e diagnose performance problems  
 

Choose the correct option: 
1 a b c 
2 a b d e 
3 c d e   
4 b c 

 
The correct answer is option 2.  Refer to sections 2.2.1 and 6.7 in the study guide. 
 
Coaching is a collaborative, ongoing process in which a manager interacts with his/her employees and 
takes an active role and interest in their performance.  Coaches need to attend to the activities 
mentioned in statements a, b, d and e in order to turn feedback into results.  During the performance 
planning stage of the performance management process, the manager and the employee set, discuss, 
and agree on performance standards.  So the setting of performance standards (activity c) during 
coaching is not correct, because it should be done beforehand, during the performance planning stage 
and not during the ongoing coaching process. 
 
QUESTION 11 

Critical success factors (CSFs) have to meet the following criteria:  

a CSFs should only cover financial information. 
b  A CSF is never quantitative. 
c  CSFs are clear and concise.  
d Each objective should be measured with no more than two effort CSFs. 
 

Choose the correct option: 
1 b c d 
2 a b  
3 a c  
4 a b c  

 
The correct answer is option 1.  Refer to section 8.5 in the study guide. 
 
Some of the criteria for critical success factors are included in statements b, c and d, but statement a is 
incorrect.  Statement a is incorrect, because CSFs should cover not only financial information, but also 
non-financial information, to ensure a well-balanced view of the objective.  
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Other criteria for CSFs include the following:  For each CSF, no more than three key performance 
indicators should be developed.  This is to limit the amount of information, development time and costs, 
and to make sure that only relevant information is included in management reports; A CSF is also a 
qualitative notion that describes in words how a certain objective can be measured.  It can therefore 
never be quantitative (a number or a percentage).   
 

QUESTION  12 

A key performance indicator (KPI) should meet the following criteria:  

a The definition of a KPI includes a comparison between things. 
b  The definition of a KPI should be concise, easy to understand and complete. 
c  A definition of a KPI does not include a reporting frequency. 
d A KPI can be measured by the organisation.  
 

Choose the correct option: 
1 a b c  
2 a c  
3 a b d  
4 a b c  

 
The correct answer is option 3.  Refer to section 8.5 in the study guide. 
 
Statements a, b and d are correct for the following reasons:  The definition of a KPI includes a 
comparison or a relationship between things because percentages and ratios provide more valuable 
information than absolute figures; the definition of a KPI should be concise, easy to understand and 
complete, which means that every term used in the definition should be described in such a manner that 
it can only be interpreted in one way; and an organisation should have the necessary procedures, 
resources, and information systems in place to make measuring possible.  Statement c is incorrect 
because a definition of a KPI does include a reporting frequency (e.g. monthly, quarterly or yearly).  
 

QUESTION  13 

The Balanced Scorecard (BSC) includes the following perspectives:  

a The innovative and learning perspective.  
b  The internal perspective. 
c  The external perspective. 
d The financial perspective. 
e   The customer perspective. 
 

Choose the correct option: 
1 a b d e  
2 a c d e 
3 b c d e  
4 a b c d 
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The correct answer is option 1.  Refer to sections 9.2 and 9.6 in the study guide. 
 
In their Balanced Scorecard approach, Kaplan and Norton allow managers to look at the business from 
four perspectives: an innovative and learning perspective, an internal perspective, a financial perspective 
and a customer perspective (options a, b, d and e).  The BSC does not provide for an external 
perspective (option c).  This is one point of criticism being referred to in the literature, despite the 
popularity of the BSC.  For instance, the social- and environmental context do not have an “official place” 
in the scorecard layout. 
 
QUESTION  14 

Performance-related rewards serve to transform employee values, attitudes and behaviour so as to 
elicit higher levels of organisational commitment, membership behaviour and/or organisational 
citizenship behaviour.  This is the __________ objective of performance-related rewards. 
 
1 economic 
2 cultural  
3 motivational 
4 political 

 
The correct answer is option 2.  Refer to section 5.2 in the study guide. 
 
In general terms, performance-related rewards can be seen as being directed at achieving one or both of 
the two main objectives, namely an economic objective and a cultural objective (options 1 and 2).  In this 
case the cultural objective (option 2) fits the description.  The motivational objective (option 3) is included 
in the economic objective (option 1) while performance-related rewards have no political objectives 
(option 4). 
 

QUESTION  15 

The following conditions should be in place for the successful implementation of the Balanced 
Scorecard (BSC):  

 
a Ensure a clearly defined strategy.  
b  Ensure that senior and line managers are committed to the scorecard. 
c  Use a standardised implementation approach. 
d Objectives and strategic goals must be in place. 
e   Implement a pilot study to experiment with the scorecard. 
 

Choose the correct option: 
1 a b c d   
2 a c d e 
3 a b d e  
4 b c d e   

 
The correct answer is option 3.  Refer to section 9.6 in the study guide. 
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The conditions mentioned in a, b, d and e are some of the conditions that should be in place for the 
successful implementation of the Balanced Scorecard.  Another condition is that a feasibility study 
should first be conducted in each organisational unit, before proceeding to implement the scorecard in 
that unit.  This minimises the risk of starting the project in unfavourable circumstances, and provides 
information on how the project needs to be customised.  A standardised implementation approach 
(option c) should not be used.  The BSC has to be tailored to the specific needs of each individual 
organisational unit, because each organisation and even organisational unit is unique. 
 

QUESTION  16 

The following factors should be considered to conduct performance appraisals legally:  

a Performance appraisals should not be used to punish or retaliate.  
b  Appraisals should not be used to discriminate against employees. 
c  Timely feedback should be provided. 
d Employees should have the opportunity to comment on their appraisal results. 
e   Appraisal results should be used as the sole basis for promotion and termination decisions. 
 

Choose the correct option: 
1 a b c d   
2 a c d e 
3 a b d e  
4 b c d e  

 
The correct answer is option 1.  Refer to section 10.3 in the study guide. 
 
Factors a, b, c and d are correct, but e is incorrect.  Appraisal results should not be used as the sole 
basis for promotion and termination decisions.  A broad range of factors should be considered.  
Employees who receive poor appraisal results should be given a reasonable chance to improve.  
Generally speaking, it is not a good idea to dismiss, demote or otherwise penalise an employee because 
of a single adverse appraisal result.  
 

QUESTION  17 

The following concepts are often relevant in the case of litigation related to the implementation of a 
performance management system:  

 
a Employment at will.  
b  Corporate failures. 
c  Negligence. 
d Defamation. 
e   Adverse impact. 
 

Choose the correct option: 
1 a b c d   
2 a b d e 
3 a b c e  
4 a c d e  

 
The correct answer is option 4.  Refer to section 10.1 in the study guide.  
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It is important for a manager to realise that performance appraisal becomes a legal issue whenever it is 
used as the basis for an employment decision, including promotions, pay raises, selection for training 
programs, etc.  The concepts mentioned in options a, c, d and e are some of the important concepts that 
often come into play in the case of litigation related to the implementation of a performance management 
system.  Although corporate failures (option b) have in the past often resulted in legal cases, it is not 
relevant in litigation cases related to the implementation of a performance management system.    
 
 
QUESTION  18 

Benefits of strategic performance management include the following:  

a High quality of information 
b  Timely information 
c  Management support 
d Corporate culture 
e   Efficient communication 
 

Choose the correct option: 
1 a b c d   
2 a b c e 
3 a b d e  
4 a c d e  

 
The correct answer is option 2.  Refer to section 7.5 in the study guide. 
 
The benefits stated in options a, b, c and e are correct, but d is incorrect.  An aligned culture (not a 
corporate culture) is created when strategic performance management is being practised.  The 
availability of high-quality information at all management levels makes “management by delegation” 
possible – that is, empowerment of the front-line authority – which speeds up the decision-making 
process.  Improved reporting enhances organisational members’ self-management and self-control.  
They are more motivated, because their goals and what is expected of them in terms of their behaviour 
and performance are clear, and they get regular feedback on how they are performing in these respects. 
 
Question 19 

The shortcomings of traditional organisational performance management systems include the following: 

a One-sided information   
b  Information overload 
c  Low relevance of information   
d Aligned culture  
e   Lack of communication 
 

Choose the correct option: 
1 a b c d   
2 a b d 
3 a b c e 
4 a b d e  

 
The correct answer is option 3.  Refer to section 7.3 in the study guide. 
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The shortcomings stated in options a, b, c and e are correct, but d is incorrect.  A misalignment culture 
(not an aligned culture) is created.  The management of information in traditional systems does not foster 
a culture of trust and continuous improvement.  As a result, people do not act adequately and 
appropriately on measured results.  The focus is on performance measurement (collecting data), and not 
on performance management (applying and implementing of information).  Because management 
control and information systems measure the wrong things, they incite people to do the wrong things and 
display the wrong behaviour.  The systems do not take into account ideas that managers might have 
about information, causing a gap between delivered information and desired information. 
 

QUESTION  20 

The aims and purposes of strategic performance management include the following:  

a Creating continuing improvement in organisational performance.  
b  Performing benchmarks. 
c  Individual and organisational learning. 
d Focus on short-term improvements in organisational performance.  
 

Choose the correct option: 
1 a b c    
2 a b d 
3 a c d 
4 b c d  

 
The correct answer is option 1.  Refer to section 7.1 in the study guide. 
 
The aims and purposes as stated in a, b and c are correct, but d is incorrect.  In strategic performance 
management the focus is on achieving sustainable long-term (and not short-term) improvements in 
organisational performance.  
 
 

4 CONCLUSION 
We trust that this assignment has increased your understanding of the topics we covered.  Remember 
that it is essential that you master the theory in this module and you should make sure that you can 
apply the theory when you deal with performance management in everyday practical situations.  
 
You are most welcome to contact us about the assignments or the study material.  If you need to 
contact us with a query, try to formulate an answer to your query beforehand so that we can use your 
ideas as the basis for an insightful discussion. 
 
We recommend that you complete self-assessment Assignment 03 and that you include our feedback on 
Assignments 01 and 02 as part of your preparation for the examination. 
 
We wish you success in your studies. 
 
Mr LS Maré 
LECTURER:  HRM3706 
DEPARTMENT OF HUMAN RESOURCE MANAGEMENT 
UNISA 


