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Dear Student 
 

1 INTRODUCTION 
 

By now you should have received the following study material for HRM3706: 
 

STUDY MATERIAL CONTENT  

HRM3706/SG001/4/2018 Workbooks 01–07.  

HRM3706/101/3/2018 

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 HRM3706 

HRM3706/201/1/2018 
Introduction, myUnisa, examination, prescribed book, feedback on 

Assignment 01 (first semester), important notice and concluding remarks 

HRM3706/202/1/2018 

(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. 

 
2 EXAMINATION  
 

In the past, I have received requests from students for examination hints and tips. Refer to Tutorial 

Letters HRM3706/101/3/2018 and HRM3706/201/1/2018, 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. 
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3 COMMENTS ON ASSIGNMENT 02 (FIRST SEMESTER) 
 

You were expected to study chapters 1, 2, 3, 4, 6, 8 and 10 in the prescribed book together 

with the corresponding workbooks in the study guide (SG001).  

 

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 which sections you should study for the 

examination. 

 
LEARNING OUTCOMES 
 
On completion of this assignment, you should be able to: 
 
 explain the concept of a developmental plan and the process of developing it 

 explain the objectives of a developmental plan 

 distinguish among different approaches of measuring performance 

 analyse how the external environment influences the performance management system 

 critically discuss the process of the 360-degree feedback system 

 discuss the disadvantages of the 360-degree feedback system 

 discuss the role played by each stage of the performance management process 

 
 
QUESTION 1 

 

1.1  Briefly explain the concept of job analysis and state why it is essential in the 

performance management process.            

(10) 

 

 

Refer to Chapter 1, pages 39 – 40 in the prescribed book. 

 

Job analysis refers to a process of determining the key components of a particular job, including activities, 

tasks, products, and processes (2 marks). 

 

This process is of utmost importance to the performance management process (PM process). We can 

only understand jobs by conducting job analysis which helps to develop job specifications that clarify the 

level of experience, skills, and qualifications required to perform certain duties (2 marks). 

 

Job descriptions are also developed from the job analysis process, which clarifies the duties of each 

position in the organisation, which in turn will link these positions to the organisational and departmental 

goals (2 marks). 

 

Employees will carry out their duties knowing clearly what impact their contributions will have on the 

success of the organisation as a whole (2 marks).  
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Therefore the process of job analysis forms a basis for managers during the performance review period.  

By retaining the knowledge of a specific job, managers will hold a clearer reference of what was expected 

from each employee, whether the employee carried out the duties as expected; and consequently be 

able to decide on the correct performance rating (2 marks). 

          Maximum marks (10) 

 

1.2  Identify a specific objective of a developmental plan that can help solve Tammie’s 

problem and prevent such a problem from occurring again in the organisation. 

Substantiate your answer with reference to the scenario.      

(5) 

 

 

Refer to Chapter 8, pages 203 – 204 in the prescribed book. 

 

A specific objective of a developmental plan that can help solve Tammie’s problem and prevent such a 

problem from occurring again is to prepare employees for advancement (2 marks).   

 

This suggests that employees will be able to take advantage of future opportunities and pursue career 

advancement. (1 mark) A good developmental plan includes advice and courses of action that should 

be taken. Tammie in the scenario states that there is too much responsibility attached to the new position, 

which he is afraid of (1 mark). This indicates to us that this organisation failed to prepare him for future 

opportunities and career advancement. (1 mark) 

 Maximum marks (5) 

 

1.3  Who should compile these developmental plans? Substantiate your answer with reference 

 to the scenario.                                                                                                                             (5) 

 

 

Refer to Chapter 8, pages 202 – 204 in the prescribed book. 

 

Both the employee and direct supervisor/line manager has an important role in the creation and 

completion of the employee’s developmental plan (1 mark). Employees should be involved since it guides 

them on how to improve their performance (1 mark); while the direct supervisor/line manager’s role is to 

help guide the process and offer support to the employees. (1 mark)  

 

In the scenario, Tammie’s supervisor should sit Tammie down to get his perspective regarding the 

promotion. The aim of the meeting should be identifying any anticipated roadblocks and defensive 

attitudes (which is applicable in Tammie’s complaint), and to create a plan in a collaborative fashion.  

(2 marks).   

 Maximum marks (5) 

 

1.4  What should be included in the developmental plan document? Substantiate your answer 

 with reference to the scenario.                  (5) 

 

 

Refer to Chapter 8, page 205 in the prescribed book. 

 

The following should be included in the developmental plan: 
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 Specific objectives to be achieved (new skill or knowledge required) (1 mark). 

 A description of specific steps to be taken (How will the new skill or knowledge be acquired?  

(1 mark). 

 The completion date (1 mark). 

 How will the line manager assess if the new skill has been acquired? (1 mark). 

 

An important feature is that a developmental plan should keep the needs of both the organisation and the 

employee in mind (1 mark). In Tammie’s case, in order to counter his defensive attitude, the line manager 

should discuss why he should accept the new position and convince him that to do so would be mutually 

beneficial to Tammie and the organisation (1 mark). 

 Maximum marks (5) 

          [25] 

 

QUESTION 2 

 

2.1  Employees in different types of jobs do not have control over the results and outcomes of 
 their performance. Comment on this statement and propose a suitable performance 
 evaluation approach for such jobs.                 (3) 
 

 

Refer to chapter 4, pages 95 and 96 in the prescribed book. 

 

In some jobs it may be difficult to establish precise objectives and standards (1 mark). Also, in 

some jobs employees may be equally competent to do the job, but produce inferior results due to 

factors beyond their control or due to lack of support enjoyed by other employees (1 mark). In 

such instances the behaviour approach is suitable to measure the performance of employees (1 

mark). 

  Maximum marks (3) 

 

2.2     Briefly discuss three (3) circumstances in which the performance evaluation                 

 approach you mentioned in Question 2.1 is appropriate.                         (9) 

 

   

Refer to chapter 4, page 95 in the prescribed book. 

 

The behaviour approach is most appropriate under the following circumstances: 

 

 The link between behaviours and results is not obvious (1 mark).  

Sometimes the relationship between behaviours and the desired outcomes is not clear. In some    

cases, the desired outcome may not be achieved even though the right behaviours are in place (2 

marks).  

 

 Outcomes occur in the distant future (1 mark).  

When desired results will not be seen for days, or even weeks, the measurement of behaviours is 

beneficial (2 mark).  

 

 Poor results are due to causes beyond the performer’s control (1 mark).     
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When the results of employees’ performance are beyond the employees’ control, it makes sense to 

emphasise the measurement of behaviours (2 mark). 

Maximum marks (9) 
 

2.3  Discuss the evaluative and multidimensional nature of behaviour which we label as 
 performance.                    (4) 
 

 

Refer to chapter 4, page 88 in the prescribed book. 

 

The evaluative nature of behaviour  

 

Such behaviour can be judged as negative, neutral or positive for individual and organisational 

effectiveness. In other words, the value of these behaviours can vary based on whether they contribute to 

the accomplishment of individual, unit/department and organisational goals (2 marks). 

  

Multidimensional nature of behaviours 

 

This means that there are many different kinds of behaviours that have the capacity to advance (or hinder) 

organisational goals (2 marks)  

      Maximum marks (4) 

 

2.4  The following external environments can interact with three (3) purposes of the 

performance management system. Identify which purposes and explain the interaction. 

  

 2.4.1   economic environment                (3) 

 2.4.2   technological environment          (3) 

 2.4.3   customers                                      (3) 

       

(9) 

 

Refer to chapter 1, pages 15–18; and chapter 3, pages 66–67 in the prescribed book. 

 

2.4.1. Economic environment can interact with the administrative purpose (1 mark). 

A performance management system furnishes valid and useful information for making 

administrative decisions about employees, including but not limited to salary adjustments, 

promotions, employee retention or termination.  All these decisions can only be made if the 

economic environment allows or dictates the organisation to do so. 

 

2.4.2. Technological environment can interact with the developmental purpose (1 mark) 

Managers can use information gathered during the performance management system, such as 

feedback, to coach employees and improve performance on an ongoing basis (1 mark). The 

technological environment can dictate to organisations the skills employees need to be trained in 

order to keep abreast with the environment (1 mark). 

 

2.4.3   Customers can interact with the organisational maintenance purpose (1 mark)                           

A performance management system also provides information to be used in workforce planning, 

which comprises a set of systems that allows organisations to anticipate and respond to needs 

emerging within and outside the organisation, to determine priorities, and to allocate human 
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resources where they can do the most good (1 mark). Such needs emerging from outside the 

organisation include customers’ needs that may change continuously, forcing organisations to 

adjust accordingly (1 mark). 

                          Maximum marks (9) 

           [25] 

QUESTION 3 

 

3.1        Discuss what the 360-degree system means and the process to carry it out with reference 

to the scenario.                 (16) 

 

Refer to chapter 6, page150 in the prescribed book. 

The 360-degree feedback system refers to a system that is used to collect information anonymously from 

more than one source in order to decrease chances of biases and conflicts, and to ensure minimised rating 

inflation (2 marks). 

It will help Mapule to trust the organisation's performance management system, because instead of relying 

on just one person to rate performance, 360-degree feedback involves many other relevant sources for 

collecting the performance information (2 marks). 

The following sources can be used when 360-degree feedback is followed: 

Supervisors/line manager (1 mark) – Supervisors are in the best position to evaluate performance because 

they are knowledgeable about strategic issues, understand performance and are usually in charge of 

managing employee performance on a daily basis (1 mark). In the case study, Mapule’s direct manager in 

the refrigerator section should rate her performance (1 mark). Since Mapule knows that she is expected to 

show great politeness and kindness, her manager can use these behaviours to rate her performance (1 

mark). 

Peers (1 mark) – Peer evaluation gives an opportunity for peers to evaluate each other. The rating of 

Mapule’s peers can be compared with the rating given by the supervisor, and an average rating can be 

taken as the final score (1 mark). 

Customers (1 mark). Customers can also be given an opportunity to rate Mapule’s performance, and any 

discrepancies between the ratings given by other raters and the ratings given by customers can be worked 

out to finalise the rating (1 mark). This is a very important source to rate Mapule, since the organisation 

can conduct a satisfaction survey among customers who come to the organisation to enquire about 

refrigerators; as well as those who eventually buy after being satisfied with a detailed explanation Mapule 

provided regarding the goods (2 marks). 

Self-evaluation (1 mark) – Employees rate themselves on the various performance dimensions and 

compare their self-perceptions with the information provided by others (1 mark).  

      Maximum marks (16) 

 

3.2  Discuss any three (3) disadvantages of the 360-degree feedback system.            (6) 
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Refer to chapter 8, page 221 in the prescribed book. 

Students could provide any three of the following disadvantages: 

(a) Negative feedback can hurt an employee’s feelings, particularly if those giving the feedback do not 

offer their comments in a constructive way. 

(b) Second, the system is likely to lead to positive results only if individuals feel comfortable with the 

system and believe they will be rated honestly and treated fairly. In other words, user acceptance 

is an important determinant of the system’s success. 

(c) When few raters are providing the information, say two or three, it may be easy for the employee 

being rated to identify who the raters are. When anonymity is compromised, raters are more likely 

to distort the information they provide. 

(d) Raters may become overloaded with forms to fill out because they need to provide information on 

so many individuals (peers, supervisors, and subordinates) 

   (e) Administering the system only once will not be as beneficial as administering the system repeatedly 

– preferably at least twice a year – causing it to sometimes be labeled 720      

degree feedback system (360 x 2 = 720). 

            Maximum marks (6) 

 

3.3 State how the 360-degree feedback system can minimise “attribution rater error”.          (3) 

 

 

Refer to chapter 7, page 183 in the prescribed book. 

 

Attribution error occurs when the supervisor always blames an employee for poor performance based on 

personal characteristics, such as abilities and personality; rather than work environment situations that 

could be impeding an employee from achieving satisfactorily (1 mark). In the scenario, Mapule’s poor 

performance could be ascribed to the fact that some of the refrigerator brands could have provided her 

with product manuals that are not user friendly, which makes it difficult for her to interpret to the potential 

customers; or having been given too many brands to manage (1 mark).  360-degree feedback can assist 

in Mapule’s case as different sources will have to be consulted to rate her performance (1 mark). 

 

              Maximum marks (3) 

                    [25] 

 

QUESTION 4 

 

Comment on if what Zanele is doing in the scenario can be regarded as performance management. 
Substantiate your answer by analysing her actions in relation to the six (6) stages of performance 
management.                   (25) 
 

 
Refer to chapter 2, pages 38–52 
 
No, what Zanele is doing cannot be regarded as performance management (1 mark), but rather a 

performance review/appraisal, which is just one component/stage of performance management (stage 5) 
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(1 mark). Performance management is a continuous process whereby the manager discusses the 

performance of employees in their presence (2 marks). Zanele is conducting a performance 

review/appraisal (but in an inappropriate manner) by simply assigning ratings to each employee without 

inviting their inputs and opinions regarding their performance (2 marks).  

Analysing Zanele’s actions in the case study in relation to the six (6) stages of the performance 

management process: 

NOTE: Merely discussing the stages of the performance management process, with no reference 

to the case study, is not enough. By so doing, you would not be answering the question at all! I 

therefore allocated a maximum of only six (6) marks for doing that! 

 The case study states that “all that Zanele knows about her subordinates’ performance are the sales 

figures, which depend more on the products offered and geographic territory covered than the 

individual effort and motivation of each sales person” (1 mark). This means that she is not sure whether 

they have the necessary skills and experience to perform better, or whether the subordinates’ 

performance is in line with the organisational goals or not (1 mark). This clearly indicates that the 

prerequisite stage (stage 1) is missing in the case study, in which the manager aligns employees’ 

goals and the unit’s goals with those of the organisation; and ensures that employees have the relevant 

skills, knowledge and experience to perform as expected (2 marks).  

 

 The performance planning stage (stage 2), which aims to clarify the targets (outcomes) and 

behaviours expected of the employees is also missing (1 mark). The case study mentions that sales 

figures depend more on the products offered and geographic territory covered than the individual effort 

and motivation of each salesperson (1 mark). This implies that the salespeople do not have the exact 

standards or sales targets against which their performance should be reviewed. In other words, there 

is no mention of Zanele meeting with subordinates to plan their performance in advance (2 marks).  

 

 The case study states that Zanele claims that she does not see her subordinates in action, because 

they are in the field visiting customers most of the time, which means she is not sure if they really 

executed their tasks as they are supposed to or not (2 marks). In other words, she is claiming that she 

is not sure whether employees did all that is expected of them in order to achieve the sales figures 

they reported. The performance execution stage (stage 3), during which employees embark on 

carrying out tasks assigned to them, could also be absent (1 mark).  

 

 The performance assessment (stage 4), which involves an evaluation of the extent to which the 

employees are on track regarding the set standards and targets, has also not taken place (2 marks). 

If this stage was present, Zanele could use the performance review conducted at this stage as a basis 

for the end-of-the-year review, instead of guessing and assigning average scores to every employee 

(2 marks).  

 

 The performance renewal and recontracting stage (stage 6), which involves the renewal of 

contracts (agreements) and revision of objectives and goals, does not take place in the case study. 

This stage depends on the other five stages (2 marks), and since the performance review is conducted 

in the absence 

of employees, there would be no input from employees as to how to improve performance in the next

 performance review cycle (2 marks).  

 

          [25] 
 
                TOTAL [100] 
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4   ASSESSMENT CRITERIA 
 

This assignment was marked according to the following assessment criteria:  

 

QUESTION 1 

 
1.1 Briefly explain the concept of job analysis and state why it is essential in the  
 performance  management process.                                          (10) 
 

Poor performance 
(0 – 3) 

Average performance 
(4 – 6) 

Excellent performance 
(7 – 10) 

 Inability to explain the 
concept of job analysis  

 
    

 Limited ability to explain the 
concept of job analysis  

 Limited explanation as to why 
job analysis is essential in 
the  performance management 
process   

 Full explanation of the concept of 
job analysis  

 Comprehensive explanation as 
to why job analysis is essential in 
the  performance management 
process   

  

1.2 Identify a specific objective of a developmental plan that can help solve Tammie’s  
problem and prevent such a problem from occurring again in the organisation.   
Substantiate your answer with reference to the scenario.                                          (5) 
 

Poor performance 
(0) 

Average performance 
(1 – 3) 

Excellent performance 
(4 – 5) 

 Inability to identify a specific 
objective of a developmental 
plan relevant to the question 

 Identify a specific objective 
of a developmental plan 
relevant to the question 

 Limited substantiation 

 Identify a specific 
objective of a 
developmental plan 
relevant to the question 

 Comprehensive 
substantiation  

 
 

1.3 Who should design these developmental plans? Substantiate your answer with  
             reference to the scenario.                                 (5) 
 

Poor performance 
(0) 

Average performance 
(1 – 3) 

Excellent performance 
(4 – 5) 

 Inability to identify who should 
design these  
developmental plans  

 Ability to identify who 
should design these 
developmental plans 

 Identified who should 
design these developmental 
plans but with limited 
substantiation 

 
 
 

 Identified who should 
design these 
developmental plans with 
comprehensive  
substantiation 
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1.4 What should be included in the developmental plan document? Substantiate your  
             answer with reference to the scenario.                              (5) 
 

Poor performance 
(0) 

Average performance 
(1 – 3) 

Excellent performance 
(4 – 5) 

 Inability to state what should be 
included in the developmental 
plan document  

 Stated what should be 
included in the 
developmental plan 
document but provided 
limited substantiation 

 Stated what should be 
included in the 
developmental plan 
document and provided a 
comprehensive 
substantiation. 

 

OUESTION 2 
 
2.1 Not all employees in all types of jobs have control over the results and outcomes of 
 their performance. Comment on this statement and propose a suitable performance  
 evaluation approach for such jobs.               (3) 
 

Poor performance 
(0) 

Average performance 
(1 – 2) 

Excellent performance 
(3) 

 Inability to comment on the 
statement 

 Inability to propose a suitable 
performance  
evaluation  approach 

 Limited comment on the 
statement 

 Inability to propose a 
correct suitable 
performance  evaluation 
approach 

 

 Commented on the 
statement 

 Proposed a correct 
suitable performance  
evaluation approach 

2.2 Briefly discuss three (3) circumstances in which the performance evaluation               
approach you mentioned in Question 2.1 is appropriate.                        (9) 
 

Poor performance 
(0) 

Average performance 
(1– 2) 

Excellent performance 
(3) 

 Inability to discuss relevant 
circumstances 

 Only listed some of the 
relevant circumstances 
without discussing them 

 

 Fully discussed relevant 
circumstances 

2.3 Discuss the evaluative and multidimensional nature of behaviour which we label as 
 performance.                        (4) 
 

Poor performance 
(0) 

Average performance 
(1 – 2) 

Excellent performance 
(3) 

 Inability to discuss the 
evaluative and multidimensional 
nature of behaviour 

 Limited discussion of the 
evaluative and 
multidimensional nature of 
behaviour 

 Fully discussed the 
evaluative and 
multidimensional nature of 
behaviour 
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2.4 The following external environments can interact with certain three (3) purposes of 
 performance management system. Identify which stages and explain the interaction. 
 
 2.4.1 Economic environment      (3) 
 2.4.2 Technological        (3) 
 2.4.3 Customers        (3)  
                   (9) 
 

Poor performance 
(0 – 3) 

Average performance 
(4 – 6) 

Excellent performance 
(7 – 9) 

 Only discussed the external 
factors given 

 Only discussed the relevant  
purposes of performance 
management system 

 Inability to discuss the 
interaction between the external 
environment in question and the 
relevant three purposes of the 
performance management 
system 

 

 Limited discussion of the 
interaction between the 
external environment in 
question and the relevant 
three purposes of the 
purposes of performance 
management system 

 Comprehensive 
discussion of the 
interaction between the 
external environment in 
question and the relevant 
three purposes of the 
performance management 
system 

QUESTION 3 
3.1 Discuss what the 360-degree feedback system means and the process to carry it out  
             with reference to the scenario.                                                                                         (16) 
 

Poor performance 
(0 – 4) 

Average performance 
(5 – 10) 

Excellent performance 
(11 – 16) 

 Inability to define the 360-
degree feedback system 

 Only defined the 360-degree 
feedback system  

 No discussion on the process to 
carry out the system with 
reference to the scenario 

 

 Defined the 360-degree 
feedback system but 
provided a limited 
discussion of the process to 
carry it out with reference to 
the scenario.  
      

 Defined the 360-degree 
feedback system with 
comprehensive discussion 
of the process to carry it 
out with reference to the 
scenario.  

3.2 Discuss any three (3) disadvantages of the 360-degree feedback system.        (6) 
 

Poor performance 
(0) 

Average performance 
(3) 

Excellent performance 
(4 – 6) 

 Inability to discuss the three 
disadvantages of the 360-
degree feedback system 

 Only listed the three 
disadvantages of the 360-
degree feedback system 
without discussion them 

 
 
 
 

 Fully discussed the  three 
disadvantages of the 360-
degree feedback system 
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3.3 State how the 360-degree feedback system can minimise “attribution rater error”.  
             Substantiate your answer with reference to the scenario.      (3) 

Poor performance 
(0) 

Average performance 
(3) 

Excellent performance 
(4 – 6) 

 Inability to state how 360-
degree feedback system can 
minimise “attribution rater error” 

 Limited discussion on how 
360-degree feedback 
system can minimise 
“attribution rater error” 

 Discussion does not make 
adequate  reference to the 
scenario  

 Fully discussed on how 
360-degree feedback 
system can minimise 
“attribution rater error” 

 Comprehensively referred 
to the scenario 

QUESTION 4 
Comment if what Zanele is doing in the scenario can be regarded as performance 
management. Substantiate your answer by analysing her actions in relation to the six stages 
of performance management process.                              (25) 

Poor performance 
(0 – 6) 

Average performance 
(7 –16) 

Excellent performance 
(17 – 25) 

 Inability to comment if what 
Zanele is doing in the scenario 
can be regarded as 
performance management 

 Merely discussed the six stages 
of performance management 
with no reference to the case 
study   
     

 Commented if what Zanele 
is doing in the scenario can 
be regarded as 
performance management 

 Limited analysis of Zanele’s 
actions in relation to the six 
stages of performance 
management process 
     

 Commented if what 
Zanele is doing in the 
scenario can be regarded 
as performance 
management 

 Comprehensive  analysis 
of Zanele’s actions in 
relation to the six stages 
of performance 
management process 

 

 

Feedback on this assignment will be provided in Tutorial Letter HRM3706/202/1/2018 which will be 

available on myUnisa under Official study material a few weeks after the due date of this 

assignment. 
 

 
 

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. Esther Kgosinyane 
LECTURER: HRM3706 

DEPARTMENT OF HUMAN RESOURCE MANAGEMENT 
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