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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 to 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 welcoming page for HRM3706 

HRM3706/201/1/2018 

Introduction, myUnisa, examination, prescribed book, feedback on 

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

remarks 

HRM3706/202/2/2018 

(this tutorial letter) 
Introduction, examination, comments on Assignment 02 (Semester 2), 

marking schedule, and concluding remarks 

 

If you have not received all these tutorial letters, please contact the Department of Despatch. 

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

to you. 

 

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.  

 

 

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 (SECOND SEMESTER) 

 

You were expected to study chapters 5, 6, 7, 8, 9 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. 

 
ASSIGNMENT 02 (SEMESTER 2)  
 

21 September 2018 873581 

 

Remember, you have to submit all the assignments on/before the due date to be admitted to 
the examination! You only submit this assignment if you are registered for the second 

semester in 2018. Submit the assignment via myUnisa in pdf format. Remember to consult 
Tutorial Letter HRMALL6/301/4/2018 for guidelines on written assignments and the lecturer’s 

expectations. 

 

LEARNING OUTCOMES 
 
On completion of this assignment, you should be able to: 
 

 distinguish among different types of rewards 

 apply different stages of the performance management process to solve performance problems 

 develop a performance management system that meets the requirements of good performance 
management 

 discuss the purposes of the performance management process 

 provide reasons why managers sometimes deflate performance ratings 

 explain how performance management is influenced by the labour legislation of the country 

 discuss what can result when a performance management system is implemented poorly 

 distinguish among the three determinants of performance 

 discuss the three factors influencing the determinants of performance 

 discuss different developmental activities than can be used to improve employee performance 
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QUESTION 1 

Read the following case study and answer the sub-questions that follow: 

PERFORMANCE MANAGEMENT SYSTEM IN ACTION AT ABC BANK 

ABC Bank is a small bank that offers financial services. They specialise in life insurance, fixed annuities, 

car insurance and business insurance. They make use of a company calendar that includes key company 

deadlines, holidays and other important information. Employees are expected to use the company 

calendar for their day-to-day operations to ensure that their duties are aligned with the company values, 

plans and goals. Right at the top of the calendar are the following statements: “We want to be known as 

the leading bank in Gauteng’’ AND “Our mission is to make a difference in the lives of our employees and 

customers by meeting their financial needs’’. The calendar assists the bank in reinforcing their mission 

and vision. Employees also get a clearer understanding of what their daily tasks contribute to the goals of 

the organisation as a whole.  

John Mazibuko has just been appointed as a sales consultant for the bank. He signed a performance 

agreement contract stating that he is expected to sell life insurance to the value of R20 000 quarterly. He 

regularly checks his employment contract, which has a list of his tasks and duties (job description). John 

was also made aware that performance is reviewed on a quarterly basis, and each individual receives 

feedback immediately. According to the performance management system of this bank, individuals who 

do not meet their performance targets are dismissed with immediate effect. Those who exceed the set 

target of R20 000 quarterly, receive 5% of the excess sales. 

John is not happy with the set performance target. From his experience with sales jobs, he feels that the 

target is set way too high, especially considering the current economic conditions in this country. He tries 

to find out from other colleagues whether they have ever managed to exceed or achieve this target. He is 

shocked to hear that none of them has ever received any incentive. Most of those who could not meet the 

target and got dismissed apparently struggled to reach even 50% of this target! This has been happening 

for three years, with no effort from management to correct it. John is planning to meet with the manager 

with a suggestion to remedy the problem. 

1.1 Identify the type of incentives or rewards offered to the sales consultants at ABC Bank. 

 Substantiate your answer.                                                (4) 

         

Refer to section 4, chapter 10, in the prescribed book. 
 
The type of incentive offered to sales consultants at ABC Bank is sales commission. (1 mark) When sales 
commission is used, employees are paid based on a percentage of sales. (1 mark)  
 
ABC Bank offers employees 5 per cent (%) of sales that exceed a target of 20 000. (2 marks) 
                       
           Maximum marks = 4 
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1.2 Which of the THREE stages of the performance management process are present in the 

 case study? Substantiate your answer.                       (12) 

 

Refer to pages 38 and 46, chapter 2, in the prescribed book. 

The stages of the performance management process that are applicable are the prerequisite (1 mark) 

performance planning stage. (1 mark) and the performance review stage (1 mark). The prerequisite 

stage entails knowledge of the organisation’s mission and strategic goals. (1 mark) ABC Bank makes use 

of a company calendar in which the mission, vision and goals of the company (1 mark) as well as 

information about the job in question appear. (1 mark) John’s employment contract contains a list of his 

tasks and duties (job description). (1 mark) The performance planning stage entails the agreement 

between a manager and an employee regarding what needs to be done and how it should be done. (1 

mark)  In the case study, John Mazibuko is expected to sell insurance to the value of R20 000 in a quarter 

(results expected). (1 mark). The performance review stage entails reviewing employees’ performance 

and provide them with feedback (1 mark). The scenario states that John, as a new employee was made 

aware that performance in this organisation is reviewed on a quarterly basis, and each individual receives 

feedback immediately (2 marks) 

          Maximum marks = 12 

1.3 Which stage of the performance management process should John suggest for ABC 

 Bank’s management to implement to remedy the problem of the performance target? 

 Substantiate your answer.                                           (6) 

 

Refer to page 52, chapter 2, in the prescribed book. 

 

The performance renewal and recontracting stage should be considered. (2 marks) This stage takes 

information obtained from the other stages to adjust performance goals, where necessary, which can be 

upwards or downwards. (2 marks) When John asked other colleagues if they ever managed to achieve 

the set target and the answer was no, it gave him a clear indication that this performance target has been 

set too high. Therefore a downward adjustment is required (reduce the target). (2 marks)  

Maximum marks = 6 

 

1.4 Identify the good and poor aspects of the performance management system of  

 ABC Bank. Substantiate your answer.                              (7) 

 

Refer to pages 1 to 20, chapter 1, in the prescribed book. 

 

Maximum of 7 marks for any of the following aspects: 

 

Good aspects 

 Clear performance standards: (1 mark) Employees must reach a target of R20 000. (1 mark) 

 It is a continuous process. (1 mark) Reviews take place quarterly. (1 mark) 

 Employees receive feedback immediately. (1 mark) 

 Good performers are rewarded in the form of commission of 5% of the sales exceeding R20 000. (1 

mark) 

Poor aspects 

 It disregards factors beyond employees’ control (current poor economy). (1 mark) 
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 It cannot be corrected. The R20 000 target was never adjusted, even when employees could not 

achieve it for three years. (1 mark) 

 Employees who do not reach the set target are dismissed with immediate effect. (1 mark) 

             Maximum marks = 7   

                           [25] 

QUESTION 2 

 

Read the following scenario and answer the sub-questions that follow. 

 

A COMMUNICATION PLAN: A GOOD START FOR PERFORMANCE MANAGEMENT AT KOPANO 

INC 

Ben Ngobeni is the executive human resources manager in charge of human resources issues at all the 

regions of Kopano Inc, a full-service global provider of environmental and energy development services to 

industry and government. It employs 200 professionals who provide clients with consulting, engineering, 

marketing and related services from all nine provinces of South Africa. However, this organisation is 

currently not doing well, especially in the Eastern Cape, North West and Mpumalanga regions. It has lost 

half of its clients since 2014, which led to a huge drop in profits. The employees in the three provinces 

mentioned are not meeting the clients’ deadlines anymore. The quality of work has also dropped. Nobody 

has a clear explanation of what could be causing this problem, except a few technicians in the Eastern 

Cape region who reported that some of their clients installed new software into their computers without 

notifying them first.  

Ben reads deeper into the whole situation and notices a need for a performance management system. He 

thinks that with such a system, it will be easy to identify the poor and top performers and deal with them 

accordingly. He writes a letter to the human resources managers in all the regions to set up a meeting. 

During the meeting, he presents a proposal indicating all the current problems and how the performance 

management system can help to resolve them. He also allows all regional human resources managers to 

provide their inputs. One of the HR managers, Mr Sibeko, strongly disagrees with the idea, claiming that 

he had a bad experience with the performance management system in his previous job. Mr Sibeko claims 

that the performance management systems are always subjective and biased. He further states that many 

organisations use the performance management system to punish employees. As they could not reach an 

agreement regarding the issue, the managers have come to consult you as a performance management 

consultant for advice. 

2.1 The performance management process is regulated by the labour legislation of the country. 

Explain how “defamation” can occur during the performance management process.        (3) 

Refer to page 289, chapter 10, in the prescribed book and to workbook 07 in the study guide. 

 Defamation occurs when an employee can argue that the organisation defamed her/him when the employer 

(manager) made unfounded, false or unfavourable statements about him/her at the performance review 

meeting. (2 marks) Defamation can also occur if the organisation negligently or intentionally communicates 

these statements to a third party. (1 mark) 

2.2 Provide a critical analysis of the THREE main reasons why companies would introduce a pay-

for-performance-based pay system.                               (12) 

Refer to pages 10 to 14, chapter 1; pages 271 and 288, chapter 10, in the prescribed book; and 

workbook 05 in the study guide.  
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1.  To support the strategic objectives of the organisation (1 mark) 

Tying rewards to performance will always motivate and encourage employees to accomplish goals that 

match organisational goals. (1 mark) In other words, when the performance management system is directly 

related to a reward system, performance measurement and performance improvement are taken more 

seriously, as employees know exactly what specific behaviours and results will be rewarded. (2 marks) 

2.  To manage labour cost (1 mark) 

When an organisation pays employees for their good performance, it can make more profits, as employees 

will be working harder to be rewarded. (1 mark) However, when the profits drops, the organisation can cut 

these rewards accordingly, without reducing employees’ base pay. (1 mark) In other words, the labour 

costs are controlled in that a reward earned this year does not automatically carry over into future years. (1 

mark) 

 

3.  To attract, retain and motivate talent (1 mark) 

 High-achieving performers are attracted to organisations that reward high-level performance. (1 mark) 

Such employees are likely to remain in the organisation, as they feel that their hard work is recognised 

and rewarded. (1 mark) Not paying for good performance can result in demotivating top performers and 

encouraging them to leave the organisation, which could be costly to the organisation. (1 mark) 

       Maximum marks = 12 

2.3 Organisational performance can be influenced by the external environment, which is beyond 

the organisation’s control. Briefly discuss what is meant by technological environment and 

identify the two performance management purposes that can assist the organisation to stay 

updated with this environment.  Substantiate your answer.                (10) 

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

 

In the technological environment, new technology is introduced for the production of goods and services. 

(1 mark) It can affect individual and organisational performance negatively if new technology was not 

anticipated, and employees were not trained to use it to produce more and quality goods and services. (2 

marks) The technological environment can dictate to organisations the skills in which employees need to 

be trained in order to keep abreast with the business environment. (1 mark) 

 

The two performance management purposes that can assist the organisation in staying updated with the 

technological environment are as follows: 

 

1. Developmental purpose (2 marks) 

Managers can use information gathered in the performance management system, such as feedback, to 

coach employees and improve performance on an ongoing basis. (1 mark) Owing to performance 

improvement initiatives, employees could be assigned to training programmes, especially on-the-job 

training, whereby employees will be working under the supervision of an expert on new equipment. (1 

mark) 

 

 2. Organisational maintenance (2 marks) 

Customers’ needs change continuously, forcing organisations to adjust accordingly in anticipation and 

response to the future. (1 mark) Some of the changes in customer needs may dictate organisations to 

introduce new equipment to be used for the production and rendering of good and services. (1 mark) 
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 Maximum marks = 10 

     [25] 

QUESTION 3 
 
Read the following scenario and then answer the sub-questions that follow: 
 

MANAGING EMPLOYEE PERFORMANCE AS A FORMALITY: A DANGEROUS GAME 

You have just been appointed as the human resources manager at Save-Money Trading Store, a retail 

distributor. Save-Money Trading Store has problems as a result of poor communication between the line 

managers and employees. There is no clear understanding of objectives and no recognition of failure or 

success in meeting the company’s objectives. The organisation evaluates or reviews the employees’ 

performance once a year and keeps record of the reviews, but nothing is done to reward outstanding 

performance or improve poor performance. Although the employees know what their duties are, they do 

not know what is expected of them. They also do not see the link between their performance and the 

organisation’s objectives. There is no team spirit among the employees because they do not see the need 

for it and instead compete for resources.  

The staff records show very high absenteeism and staff turnover. Many employees, especially high 

performers, are dissatisfied and therefore, the number of cases brought against the organisation at the 

Commission for Conciliation, Mediation and Arbitration (CCMA) is increasing. Save-Money Trading Store 

has already lost money because of the cases brought against it. The organisation now relies on your 

knowledge of performance management to help it rectify its performance management system before it is 

too late. 

 

3.1 Based on your knowledge of performance management, critically discuss whether Save-

Money Trading Store has implemented an effective performance management system.                           

  (3) 

 

Refer to pages 2 and 3, chapter 1, in the prescribed book. 

 

The performance management system at Save-Money Trading Store is not effective. 

(1 mark) This organisation evaluates or reviews the employees’ performance once a year and keeps record 

of the reviews, but it does nothing to reward excellent performance (1 mark) or to improve 

poor performance. (1 mark) 

 Maximum marks = 3 

 

3.2 With reference to the scenario, identify FIVE problems that resulted from Save-Money 

Trading Store’s poorly implemented performance management system. Explain your 

answer with reference to the scenario.          (10) 

 

Refer to pages 8 and 9, chapter 1, in the prescribed book. 

 

1. Damaged relationships (1 mark) 

There is no team spirit among the employees because employees do not see the need for it; instead, they 

compete for resources. (1 mark) 
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2.  Unclear performance rating system (1 mark) 

Owing to poor communication between line managers and employees, employees do not know what is 

expected of them. (1 mark) 

 

3.  Decreased motivation to perform (1 mark) 

Because Save-Money Trading Store does not reward good performers, absenteeism and employee 

turnover are very high. (1 mark) 

 

4.  Increased risk of litigation (1 mark) 

The number of cases brought against Save-Money Trading Store at the CCMA by employees who feel 

that they were appraised unfairly is increasing. (1 mark) 

 

5.  Wasted time and money (1 mark) 

It has been mentioned in the scenario that Save-Money Trading Store has already lost money because of 

lawsuits brought against it by employees. (1 mark) 

 

6.  Lowered self-esteem (1 mark) 

The organisation does nothing to reward outstanding performance or to improve poor performance, which 

means that no distinction is made between outstanding and poor performers. (1 mark) 

 

            Maximum marks = 10 

 

3.3 Identify any THREE of the performance management stages that Save-Money 

 Trading Store should apply to avoid or resolve some of the problems in the 

 scenario. Indicate how each performance management stage you have identified can 

 assist in resolving the current problems.                    (12)  

 

Refer to pages 38 to 53, chapter 2, in the prescribed book. 
 
The three (3) stages of the performance management process that can be followed in order to solve 

problems at Save-Money Trading Store are as follows: 
 

1. Prerequisite stage (1 mark) 

In this stage, the mission and strategic goals of the organisation and the details of the job in question are 

clarified. (1 mark) It is mentioned in the case study that there is no clear understanding of 

organisational objectives and no recognition of failure or success in meeting the company’s objectives. 

Therefore, during this stage, roles would be defined, and employees and senior management will get a 

clear indication of how they can contribute to the performance of the organisation as a whole. (2 marks) 

 

2. Performance planning stage (1 mark) 

In this stage, the manager communicates to the employees the results and behaviours expected from 

them. (1 mark) It is mentioned in the scenario that employees in this organisation currently know 

exactly what their duties are, but they do not know exactly what is expected of them. If this stage can be 

applied, the employees would have a clear idea of what the expected performance standards are and what 

behaviours and results are expected from them. (2 marks) 

 

3. Performance assessment stage (1 mark) 
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During the mid-year assessment, the manager monitors the extent to which the desired behaviour is being 

displayed and the extent to which employees are on the right track towards achieving the desired results. 

In this stage, any required improvement initiatives are taken. (1 mark) All information gathered about 

employee performance should build towards the final review in which the outstanding or poor performers 

would be identified and poor performers assisted towards improvement. It is mentioned in the scenario 

that nothing is done with the information gathered, which means no motivation for good performers and 

no improvement for poor performers, which may lead to high absenteeism. (2 marks) 

 

4. Performance review stage (1 mark) 

At this stage, the manager and the employee meet for feedback on the employee’s performance. (1 mark) 

Unfortunately, although this stage takes place at Dakar, it is not done properly. (1 mark) If applied properly, 

employees would receive feedback; top performers would be rewarded; and poor performers would be 

assisted in improving their performance. (1 mark) 

                       Maximum marks = 12 

          [25] 

QUESTION 4 
 
Read the following scenario and then answer the sub-questions that follow: 
 

ENOUGH KNOWLEDGE BUT LIMITED PERFORMANCE AT FORD MOTOR COMPANY 

Selina obtained a diploma in motor mechanics in 2014. Since then, she has not worked anywhere, until 

her uncle organised a job for her at Ford Motor Company, on the assembly line. Her main duties involve 

assembling car bonnets and boots, as well as the alignment of tyres. Even though she obtained her 

diploma with a distinction, she finds it difficult to cope with her work. She knows how to assemble these 

car parts and conduct wheel alignment but lacks hands-on experience to carry out these tasks. She is 

scared to work independently. She is not confident enough to take initiative, especially because on her 

first day of work she experienced a line manager shouting at one of the employees for being unable to 

operate one of the new machines. This incident took place in the same section she works in. Apparently, 

this employee had been struggling to operate this machine as it was different from the one they used to 

have. Selina has observed that employees in this section are always grumpy and not approachable at all, 

which she attributes to their bad relationship with their line manager. Selina is therefore scared to ask 

assistance from her colleagues. She is considering finding another job and quitting this one. 

4.1 It is mentioned in the scenario that Selina possesses a diploma in motor mechanics, but 

she has never worked before. Which determinant of performance does she lack? 

Substantiate your answer with reference to the case study.                    (4) 

 
Refer to page 89, chapter 4, in the prescribed book. 
 
Selina lacks procedural knowledge. (1 mark) Procedural knowledge is a combination of knowing what to 

do and how to do it. (1 mark) Because Selina has a diploma, she knows exactly what to do but lacks 

practical experience to carry out her tasks, which leads to her displaying zero performance. (2 mark) 

        Maximum marks = 4 

4.2 There are factors that influence the determinants of performance. Identify any 

 THREE of such factors from the scenario. Substantiate your answer.         (12) 
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Refer to page 91, chapter 3, in the prescribed book. 

1 Individual employee (1 mark) 

This includes aspects such as employee abilities and work experience. (1 mark) Although Selina has full 

knowledge of how to assemble the car parts and perform wheel alignment, she lacks practical (hands-on) 

experience to carry out these tasks. (2 marks) 

2 Human resources practices (1 mark) 

When a new work tool is bought (new machinery in the scenario), it is expected that employees be trained 

to operate it. (1 mark) Unfortunately, Selina instead experienced a line manager shouting at one of the 

employees for being unable to operate one of the new machines in the same section in which she is 

working. (2 marks) 

3 Working environment (1 mark) 

Owing to a lack of experience, Selina is scared to work independently. She has observed that employees 

in this section are always grumpy and not approachable at all, which she attributes to their poor relationship 

with their line manager. (2 marks) Therefore, her working environment is not conducive to assist in 

improving her performance. (1 mark) 

                       Maximum marks = 12 

4.3 Identify and discuss any THREE developmental activities that Ford Motor 

 Company can offer Selina to help her improve her performance.             (9) 

 

 

Refer to page 206 and 207, chapter 8, in the prescribed book. 

 

1 Mentoring/coaching (1 mark) 

Selina can be assigned a mentor who will serve as a role model and provide one-to-one work coaching to 

assist her in gaining targeted skills and advising her on how to succeed in the organisation. (2 marks) 

2 On-the-job training (1 mark) 

Selina can be paired with a co-worker or supervisor who designs a formal or informal on-the-job training 

programme, in which she will be learning her core duties practically. (2 marks) 

3 Job rotation (1 mark) 

Selina can also be assigned to different jobs on a temporary basis for her to gain a rich work experience. 

(2 marks)            

   Maximum marks = 9 

                         [25] 

      TOTAL [100] 
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ASSESSMENT CRITERIA 
Look closely at the assessment criteria in the following table. They will give you an idea of what was 
expected of you in each of the assignment categories.  
 

QUESTION 1 
1.1 What is the incentive or reward offered to the sales consultants at ABC Bank  called? 
 Substantiate your answer.                             (4) 

Poor performance 
(0–1) 

Average performance 
(2–3) 

Excellent performance 
(4) 

 Inability to identify the 
incentive/reward offered to sales 
consultants  

 Identified the incentive or reward
 offered to sales 
consultants with no 
substantiation  

 Identified the incentive/ 
reward offered to sales 
consultants with limited 
substantiation  
      

 Identified the incentive/ 
reward offered to sales 
consultants with compr
ehensive substantiation
   

1.2 Which of the THREE stages of the performance management process are present in the 
 case study? Substantiate your answer.                                      (12) 

Poor performance 
(0–4) 

Average performance 
(5–8) 

Excellent performance 
(9–12) 

 Inability to identify stages of the 
performance 
management process present in 
the case study 

 Identified the performance 
management process present in
the case study with incorrect or 
no substantiation 

 Identified stages of the  

 Performance management  
    process present in the case 

study, but with limited 
substantiation 

 Identified stages of the     
performance 
management  

 process present 
in the case study with 
comprehensive 
substantiation 

1.3 Which stage of the performance management process should John suggest for the 
ABC Bank management to implement to remedy the problem of the performance target? 
Substantiate your answer.  

Poor performance 
(0–2) 

Average performance 
(3–4) 

Excellent performance 
(5–6) 

 Inability to identify the 
stage of the performance 
management process 
ABC Bank management  
can implement  to remedy the 
problem 

 Identified the  stage of the perfor
mance management process 
ABC Bank’s management can    
implement in to remedy the 
problem with no substantiation 

 Identified the  stage of the perf
ormance management proces
s ABC 
Bank’s management can 
implementation to remedy the 
problem with little 
substantiation 

 

 Identified the stage of     
the performance 
management process 
ABC Bank’s 
management can imple
ment to remedy the 
problem with 
comprehensive 
substantiation 

1.4 Identify any good and poor aspects of the performance management system of ABC 
 Bank. Substantiate your answer by referring to the case study.                               (6) 

Poor performance 
(0–2) 

Average performance 
(3–4) 

Excellent performance 
(5–6) 
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 Inability to identify any good 
and poor aspects 
of the performance managemen
t  system of ABC Bank 

 Identified only a few good 
and poor aspects of the  

 performance management 
system of ABC Bank with no 
substantiation 

 Identified only a few good and 
poor aspects 
of the performance 
management system of ABC 
Bank with limited 
substantiation 

 Identifies all the 
good and poor aspects  
of the performance 
management   
system of ABC 
Bank with 
comprehensive 
substantiation 

QUESTION 2 
2.1 The performance management process is regulated by the labour legislation of the 
 country. Explain how “defamation” can occur during the performance management 
 process.                   (3) 

Poor performance 
(0) 

Average performance 
(1) 

Excellent performance 
(3) 

 Inability to explain the statement 
 

 Limited explanation of the 
statement 

 Comprehensive  
explanation of the 
statement 

2.2 Provide a critical analysis of the THREE main reasons why companies would 
 introduce a pay-for-performance-based pay system.                   (12) 

Poor performance 
(0–4) 

Average performance 
(5–8) 

Excellent performance 
(9–12) 

 Inability to provide three main 
reasons why companies would 
introduce a pay-for- 
performance-based pay system 

 Provided three main 
reasons why companies would 
introduce a pay-for- 
performance-based pay 
system with wrong discussion 

 Provided three main 
reasons why companies 
would  introduce a pay-for- 
performance-based pay 
system with limited discussion 

 Provided three main 
reasons why  
companies would 
introduce a pay- for-
performance-based pay 
system with  
comprehensive 
discussion 

2.3 The performance management process is regulated by the labour legislation of the 
country. Explain how “defamation” can occur during the performance management process.      
                                      (2) 

Poor performance 
(0) 

Average performance 
(1) 

Excellent performance 
(2) 

 Inability to explain how 
“defamation” can occur 
during the performance 
management process 

 Provided limited explanation 
on  how “defamation” can occ
ur during the performance 
management process 

 Fully discussed 
how defamation can occ
ur during the performanc
e management  
process   

2.4 Organisational performance can be influenced by the external environment, which is 
 beyond the organisation’s control. Briefly discuss what is meant by technological 
 environment and identify the two performance management purposes that can 
 assist  the organisation to stay updated in this environment. Substantiate 
 your answer.                                               (9) 

Poor performance 
(0–3) 

Average performance 
(4–6) 

Excellent performance 
(7–9) 
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 Inability to discuss what is 
meant by technological 
environment 

 Discussed the concept of 
technological environment but 
with no identification of relevant 
stages or incorrect stages were 
identified 

 Discussed the concept 
of technological  
environment with little discussi
on of the relevant stages 

 Discussed the 
concept of 
technological environme
nt with comprehensive 
discussion of the 
relevant stages 

QUESTION 3 
3.1 Based on your knowledge of performance management, critically discuss whether 
 Save-Money Trading Store has implemented an effective performance management 
 system.                                          (3) 

Poor performance 
(0) 

Average performance 
(1–2) 

Excellent performance 
(3) 

 Inability to comment whether 
performance management 
system of Save-Money 
Trading Store fits 
the definition of performance 
management 

 Commented whether 
performance  
management system of Save-
Money Trading Store fits 
the definition of the 
performance  
management with inadequate 
substantiation 

 Commented  
whether performance  
management 
system of Save-
Money Trading  
Store fits the  
definition of the 
performance  
management with compr
ehensive       
substantiation 

3.2 With reference to the scenario, identify FIVE problems that resulted from Save-
 Money Trading Store’s poorly implemented performance management system. 
 Explain your answer with reference to the scenario.                        (10) 

Poor performance 
(0–3) 

Average performance 
(4–7) 

Excellent performance 
(8–10) 

 Inability to identify problem 

 Only a few correct problems 
were identified. 

 Identified problems with 
no substantiation from the 
scenario 

 Identified problems with little  
substantiation from 
the scenario 

 Identified problems with  
comprehensive 
substantiation from the 
scenario 

3.3  Identify any THREE of the performance management stages that Save-Money Trading 
 Store should apply to avoid or resolve some of the problems in the scenario. Indicate 
 how each performance management stage you have identified can assist in resolving 
 the current problems.                               (12) 

Poor performance 
(0–3) 

Average performance 
(4–8) 

Excellent performance 
(9–12) 

 Inability to identify the 
performance management 
stages applicable to the 
scenario  

 Only one or two correct stages 
were identified 

 Identified the performance 
management stages  

 Identified the performance 
management stages  
applicable to the scenario with 
limited substantiation from the 
scenario  

 

 Identified the  
performance 
management  
stages applicable to the 
scenario with 
comprehensive 
substantiation from the 
scenario 
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 applicable to the scenario with 
no substantiation from the 
scenario  

QUESTION 4 
4.1 It is mentioned in the scenario that Selina possesses a diploma in motor mechanics, but 
she has never worked before. Which determinant of performance does she lack? Substantiate 
your answer with reference to the case study.                         (4) 

Poor performance 
(0–1) 

Average performance 
(2) 

Excellent performance 
(3–4) 

 Inability to identify the 
determinant of performance 
Selina lacks 

 Identified the determinant of  

 performance that Selina lacks 
with no substantiation from the 
case study 

 Identified the determinant 
of performance that Selina  
lacks with limited substantiatio
n from the case study 

    

 Identified the  
determinant 
of performance that 
Selina lacks with 
comprehensive 
substantiation from the 
case study  

4.2 There are factors that influence the determinants of performance. Identify any 
 THREE of such factors from the scenario. Substantiate your answer.                  (12) 

Poor performance 
(0–3) 

Average performance 
(5–8) 

Excellent performance 
(9–12) 

 Inability to identify factors 
that influence the 
determinants of performance 

 Identified factors 
that influence determinants of 
performance with no 
substantiation 

 Identified factors 
that influence  

 Determinants of performance 
with limited substantiation 

 Identified factors 
that influence  
determinants of 
performance with  
comprehensive 
substantiation 

4.3 Identify and discuss any THREE developmental activities that Ford Motor Company 
 can offer Selina to help her improve her performance.               (9) 

Poor performance 
(0–3) 

Average performance 
(5–8) 

Excellent performance 
(9–12) 

 Inability to identify  
THREE developmental activities 
that Ford Motor Company  can 
offer Selina to help her improve 
her performance 

 Identified some 
developmental activities 
that Ford Motor 
Company can offer 
Selina to help her 

 improve her performance with n
o substantiation 

 Identified some 
developmental  
activities that Ford Motor 
Company  can offer Selina to 
help her improve her 
performance with  
limited substantiation 

 Identified some 
developmental activities 
that Ford Motor 
Company  can offer 
Selina to help her 
improve her 
performance with 
comprehensive 
substantiation 

 

TOTAL [100] 
 

Feedback on this assignment will be provided in Tutorial Letter HRM3706/202/2/2018, which will be 
available on myUnisa under Official Study Material. 
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4 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 

UNISA 

 


