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HRM2605 MAYJUNE 2015 SOLUTION 

SECTION A (30 MARKS) 

1. 2 6.   2 11. 1 16. 1 21. 3 26. 1 

2. 3 7.   3 12. 1 17. 2 22. 4 27. 2 

3. 3 8.   1 13. 4 18. 1 23. 1 28. 3 

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

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

 

SECTION B 

QUESTION 1 (20 MARKS) 

1.1 (8 marks) 

 The job itself  

o The kinds of work employees perform influences job satisfaction. Challenging work 

promotes high job satisfaction. A repetitive job increases chances of boredom and 

fatigue. 

 Co-worker relations 

o The quality of relationships within the workgroups, especially the extent to which 

individual employees are accepted in the workgroup. 

 Good supervision 

o Job satisfaction considerably improved when supervisors are perceived to be fair, 

helpful, competent and effective. 

 Opportunity to grow 

o Employees derive a great deal of job satisfaction from learning new things and from 

the chance to develop new skills. 

1.2 (8 marks) 

Damian and his team are busy conducting a job analysis. Job analysis is the systematic manner of 

gathering and analysing information about the content, context and human requirements of the job. 

They are therefore investigating the tasks, duties and responsibilities of the jobs in the organisation. 

Job analysis also involves investigating the level of decision-making by employees within a specific 

job category, the skills employees need to do the job, the autonomy of the job and the mental effort 

required to perform the job. In some instances the machines operated, reports compiled and 

specific financial and other responsibilities are also analysed. The most common end product of a job 

analysis process is a written job description. Job descriptions have no exact format and are used for 

many different purposes. 

1.3 (4 marks) 

Line management's responsibilities include:  

 collecting and reporting absence data, including categorising of reasons for the 

absences;  
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 counselling and discipline of workers;  

 creating a satisfying work environment to minimise dissatisfaction as a cause of 

absenteeism. 

  contribute most significantly to employee training and development when acting as 

coaches and mentors 

QUESTION 2 (20 MARKS) 

2.1 (5 marks) 

 The supervisor: The supervisor must ensure that the employees in the section receive all the 

information necessary to enable them to function as efficiently and effectively as possible 

 The chair/head of department: The Head of department should meet with all new 
employees and briefly explain to them the role and responsibilities of the particular 
department within the organisation. 

 The HR Department: The HR department plays an important role in assisting employees with 
information and guidance on issues such as, the employment contract, loan facilities, 
medical schemes, pension plans and the development and mentoring of the success of the 
orientation programme. 

 A mentor or “buddy”: Someone within the department who will assist the new employee 
with the basic equipment and layout of the department, such as where the photo copy 
machine is, and how it works. 

 The shop steward or staff representative: A representative who may assist with issues such 
as grievance and disciplinary code procedures. 

 
2.2 (5 marks) 
 

 Increases morale 

 Knowledge of personnel records 

 Chain effect of promotion 

 Need to hire only on entry level  

 Usually faster and less expensive 

2.3 (5 marks) 

 Strategic human resource planning (SHRP) is defined as the process by which company goals 

are translated into HR objectives to ensure that the company is neither over- nor 

understaffed, so that employees with the right talent, skills and desire are able to carry out 

their tasks in the right jobs at the right time. 

 Training is a process whereby people acquire capabilities to aid in the achievement of 

organisational goals. 

 Recruitment is defined as the process by which organisations attract a pool of candidates 

from which to select new employees. 

 Orientation is the process of integrating the new employee into the organisation and 
acquainting them with the details and requirements of the job. 

 Performance management - a process which significantly affects organisational success by 

having managers and employees work together to set expectations, review results and 

reward performance 
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2.4 (5 marks) 

 Prepare for the interview – important in a successful appraisal interview.  Supervisor (or 
other rater) should gather and review all relevant performance records (these include all 
data regarding work output and quality, absenteeism and tardiness etc). 

 State the purpose of the interview – the employee should be told if the interview will cover 
compensation and staffing decisions (merit increase, promotion, transfer, etc.), employee 
development or both. 

 Indicate specific areas of good performance and areas that need improvement – begin the 

discussion by highlighting areas of good performance.  Appreciation and recognition for 

good work are important parts of the appraisal interview. 

 Invite participation:  Throughout the employee should be invited to comment.  This enables 
the employee to let off steam and tell why certain performance problems exist.  It is also an 
opportune time to clear up any misunderstandings that may still exist about job 
expectations. 

 Focus on development – setting up the employee’s development programme.  Employees 
are much more likely to be committed to developmental programmes if they agree with the 
supervisor that the programme is necessary to improve job skills and abilities.  Employees 
who feel that no performance problems exist or that a programme of development is 
unnecessary to promote career goals will be uncommitted to development.  Supervisors 
must clearly show their employees how development is related to job success. 

 
QUESTION 3 (20 MARKS) 
 
3.1 (5 marks) 
Compensation refers to all forms of financial/nonfinancial returns and tangible services and benefits 
employees receive as part of an employment relationship. A compensation system refers to extrinsic 
and intrinsic rewards offered to employees for performing organisational tasks. It usually consists of 
a salary, incentives or bonuses and benefits, help in achieving personal goals, autonomy and more 
challenging job opportunities. 

Four reasons for having a compensation system are: 

 Attracting talented employees 

 Retaining talented employees 

 Motivation 

 Legal considerations 

Attracting talented employees: 

 When attracting talented employees, employers try to remain competitive within the labour 
market by offering salaries that are similar to those offered by competing employers. This 
usually means determining what the going rate is for jobs within the local labour market, 
which entails using wage surveys to estimate the average salaries. 

 The employer has two alternatives, firstly the employer starts by conducting wage or salary 

surveys, and secondly the employer may also use published market data. Job titles are no 

longer an acceptable means of providing comparability of positions, whereas comparing job 

descriptions the HR specialist can determine if the job is similar. 

Retaining talented employees: 

 While many factors may cause employees to leave an organisation, inadequate 

compensation is often the cause of turnover. The compensation system should therefore 
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not hinder efforts to retain productive/talented employees, and the HR manager should 

ensure that there is compensation equity within the organisation. 

 Job satisfaction is often considered to be a strong determinant of turnover. However, 
employee perceptions of inequitable treatment have been found to be even stronger 
predictors of absence and job turnover than job satisfaction 

Motivation: 

 Employees set expectations about rewards and compensation to be received if certain levels 

of performance are achieved. These expectations determine goals or levels of performance 

for the future. Employees achieving the desired level of performance expect a certain level 

of compensation, at some point; management evaluates and rewards the employees’ 

performance. 

 If employees see that hard work and superior performance are recognised and rewarded by 

the organisation, they will expect such relationships to continue in the future, and therefore 

set higher levels of performance, expecting higher levels of compensation. 

Legal considerations: 

 The fourth reason of the compensation system is to comply with government legislation. 

The Basic Conditions of Employment Act have a direct impact on the compensation strategy 

of an organisation. 

3.2 (10 marks) 

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

coping behaviour. 

 Burnout is a state of fatigue or frustration. Burnout occurs when a person believes they 
cannot or will not continue to do the job 

Five factors/stressors causing stress: 

 Work pressures, such as having consistently high levels of stress due to the nature of the 
work, and individuals who cannot cope with continued stress; 

 Too many social commitments; 

 An uncomfortable living or working environment; or 

 An inability to organise and manage your time effectively. 

 Pressure at work 

Three factors/stressors causing burnout: 

 A key factor in burnout is unrealistic expectations 

 Burnout is frequently associated with people whose jobs require working closely with others 
under stressful and tense conditions. 

 Inadequate money, satisfaction or praise 

3.3 (5 marks) 

 Job security: employee need a sense of job security and it is the belief that through the 
processes of negotiation, management will not make unfair and arbitrary decisions about 
employment. Further, employees wish to be protected against lay-offs and may look to the 
union to assist in protecting jobs against technological advancements such as automation 
and robotics. 
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 Wage benefits: Bread-and-butter economic issues have always been an important concern 
for employees and are always important in unionisation. Specifically, employees want to be 
paid fairly and receive wages on a par with those of other workers in the community. 
Benefits such as hospitalisation, insurance, pensions and paid sick leave and holidays are 
significant issues in employees decision to join a union. They may think that the union, 
through its collective bargaining power, may be able to achieve higher levels of wages and 
benefits than could employees acting individually. 

 Working conditions: Employees want a safe and healthy working environment. Although 
legislation exists to protect health and safety in the workplace, employees may feel more 
secure knowing that a union is directly involved in safety and health concerns. 

 Fair and just supervision: One the significant reasons for the general shift in leadership styles 
from autocratic to people-orientated patterns is the insistence by unions that supervisors 
treat their employees fairly, justly and respectfully. Most collective agreements specify that 
employees can only be disciplined for “just cause”. A union employee who thinks that he has 
been mistreated may file a written grievance against the employer, initiating a formal 
procedure through which the complaint will be heard by both union and management 
representatives. 

 Mechanism to be heard: Employees often complain that they have to little or no say in 
matters that affect their work. Through unionisation, employees have a collective voice that 
may be used to communicate to management. The greater participation by workers in the 
management of the company, has led to the establishment of workplace forums in South 
Africa, unions fear that these forums will undermine their efforts. 

 Need to belong: The need to belong is strong in all human beings, in both the workplace and 
in our personal lives. The union provides a mechanism to bring people together to promote 
common job related interests and also to provide programmes, activities and social events 
that cater a strong bond among union members. 

 

 

 

 

 

 

 
 
 




