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HRM2605 MAYJUNE 2014 SOLUTON 

SECTION A (30 MARKS) 

1. 4 6.   1 11. 4 16. 1 21. 3 26. 3 

2. 4 7.   3 12. 2 17. 4 22. 4 27. 3 

3. 3 8.   3 13. 3 18. 3 23. 2 28. 1 

4. 3 9.   1 14. 3 19. 2 24. 4 29. 3 

5. 2 10. 3 15. 3 20. 3 25. 1 30. 1 

 

SECTION B 

QUESTION 1 (20 MARKS) 

1.1 (8 marks) 

a) Situation analysis:  
b) HR demand analysis:  
c) HR Supply analysis 

d) Strategy Development 

e) Succession planning 

Situation analysis:  

 The first step is to monitor and assess the company mission and core businesses, its strategic 
plans and parameters as well as its concepts, structure and cultural and HR challenges. 

 The second step is to conduct environmental scanning to gather information about trends 
and anticipated developments in the external (economic, social, technological and political 
trends) and internal environment (turn-over, absenteeism, managerial obsolescence, 
employee demographic and skill levels) and its relevance for HR strategy. Employee opinions 
can also be considered via a survey. 

HR demand analysis:  

 This analysis entails the evaluation of the future supply of labour. The supply component 

consists of both internal and external supply. 

 The success of internal labour supply requires that a detailed employee history is maintained 

such as in an HRIS. Information regards the possible external labour supply can also be 

maintained via an HRIS from previous applications or from a review of the labour market via 

surveys 

HR Supply analysis: 

 Entails evaluation of future supply of labour (internal & external) 

Strategy development:  

 HR situation and demand analysis provide diagnostic information which is used in the 

formulation of the HR strategy and the design of action programmes. 

 Action programs may include recruitment, selection, placement, compensation, reduction in 

work force and appraisal.  

 These activities will have to be designed in accordance with operational requirements. 
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Succession Planning: 

 the process of identifying a longer-term plan for the orderly replacement of key employees 

 

1.2 (12 marks) 

Job analysis is the process by which management systematically investigates the tasks, duties and 

responsibilities of the jobs within an organisation.  

The process includes: 

 investigating the level of decision-making by employees within a job category,  

 the skills employees need to do a job adequately (such as bilingualism),  

 the autonomy of the job in question and the mental effort required to perform the job. 

 Machines operated,  

 reports completed and specific financial or other responsibilities must be included in an 

analysis of a job.  

QUESTION 2 (20 MARKS) 

2.1 (8 marks) 

a) Direct applications 

b) Employee referrals 

c) University/school campus recruiting 

d) Private employment/recruiting agencies 

Direct applications 

 Direct applications by mail or by individuals applying in person. 

 Inexpensive source of good job applicants. 

Employee referrals 

 Employees who recommend applicants place their own reputations on the line; therefore 

they are careful to recommend only qualified and capable applicants. 

   Its quick and inexpensive 

University/school campus recruiting 

 Pre-screening has replaced old method of selection from the placement office’s CV book. 

 Pre-screening programmes are designed to identify top students and to begin introducing 

them to employers. 

 Professors and teachers play a critical role in identifying students. 
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Private employment/recruitment agencies 

 A goo d employment agency can save the personnel office valuable time by screening out 

unqualified applicants and locating qualified ones. 

 Effective agencies may also save money by reducing recruitment and selection costs. 

Advertising 

 Employers having difficult time attracting qualified applicants have begun to use more 

creative advertising, including: 

o Images that sell the company first 

o Recognition of high-tech professional people 

o Strong visuals as attention getters – “flipper proof” 

o Humour and graphics to attract attention 

 A successful recruitment advertisement is based on the answers to four questions: 

o What do you want to accomplish? Who, how many, what time frame 

o Who do you want to reach? Demographic and motivations 

o What should the message convey? Identify facts to be included e.g. duties 

o How and where should you advertise? Decide which of the nine major types of 

advertising medium should be used 

2.2 (5 marks) 

 Higher job satisfaction; 

 Lower labour turnover; 

 Improved safety; 

 Greater commitment to values and goals; 

 Higher performance as a result of faster learning times; 

 Fewer costly and time-consuming mistakes; 

 Reduction in absenteeism; 

 Better customer service through heightened productivity; 

 Improved manager/subordinate relationships 

 Better understanding of company policies, goals and procedures. 
 

2.3 (7 marks) 

Stress is any adjustive demand caused by physical, mental or emotional factors that require coping 

behaviour. It affects people in different ways and is therefore a highly individual condition. 

Any 2: 

 Preventive management - managers identify potential problems that may become serious 
stressors and take steps to reduce or eliminate them.  

 Maintaining a productive culture - The development of and adherence to a mission 
statement that includes the maintenance of a positive organisational environment and 
satisfied employees set the right direction.  

 Management by objectives – identify employees' goals, clarifies roles and responsibilities 
and strengthens communication can reduce stress by eliminating uncertainty in critical 
aspects of employees' jobs. 
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 Controlling the physical environment - management undertake one or two different 
strategies (or both). The first strategy is to alter the physical environment (reduce noise, 
institute better control of temperature, etc.). The second strategy is to protect employees 
from the environment (with improved safety equipment) 

 Employee fitness facilities - facilities include exercise equipment and programmes such as 

aerobics, weight training, racquet sports and running. 

QUESTION 3 (20 MARKS) 

3.1 (5 marks) 

CONCEPT DEFINITION 

Lay-off A temporary termination of employment, or the elimination of jobs 
during periods of economic downturn or organisational restructuring. 

Retrenchments/downsizing Downsizing is a reduction in the number of people employed by a firm 
(known as restructuring and rightsizing. 

Resignations Voluntary work termination by an employee 

Quits When an employee leaves the job without resigning 

Dismissal An employee is  fired  by the employer for specific reasons such as 
incompetence, violation of rules or dishonesty. 
 

 

3.2 (6 marks) 

 Job rotation or “cross training”, is training that requires an individual to learn several different jobs 

in a work unit or department and perform each for a specified time period. 

The disadvantage of job rotation is that it is criticised as nothing more than having an employee 

perform several boring and monotonous jobs rather than one. Some employees dislike job rotation 

more than being assigned to a boring job because within their usual job they have a good 

understanding of what work is expected and who to report to. Job rotation has been cited as not 

been useful in increasing employee interest in their work. 

3.3 (9 marks) 

 Dismissal is the termination of employment by the employer against the will of the 

employee. 

 Three grounds for the dismissal are: 

o Misconduct – when the employee has breached or contravened a rule or standard in the 

workplace, the focus is thus on the employee behaviour or conduct. 

o Incapacity – the focus is on the employees’ ability to do the work for which they were 

employed. The key is whether or not they meet the required minimum standards set by 

the employer and agreed upon in the employment contract. 

o Operations requirements – this is a no-fault dismissal. Most common dismissal is 

retrenchment. The employer must have a valid economic reason for terminating the 

services of the employees. 

 




