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PRESENTER

Roger is an accomplished speaker who believes in the future of South Africa. He has walked over 17 000 km both in South Africa and America promoting South Africa and South African issues. He is the owner of Freeroad Communications, a Rustenburg based HRD Consultancy that currently provides training and development expertise to Rustenburg Business. He has been involved in training in industry at all levels but with particular emphasis on technical and supervisory mining skills. It is against this difficult background that he has developed solutions for most training challenges.

Roger leads the Anglo Platinum Competency Methodology Design Team which is developing and implementing practical solutions to National Outcomes Based Education Training and Development Philosophy. An overview of the Freeroad Communications approach to this issue includes methods of alignment, creation of learning and the use of IT. The system is cost-effective and provides high quality assessment and management of individual and group competency growth.

SUMMARY ATTACHED

INTEGRATED COMPETENCY MANAGEMENT

An integrated approach is the only way to achieve a system that will perform as required for cost effective management of training and development. The history of HRD has been one of as many suppliers as there are theories around learning. The National philosophy will change this forever as it channels efforts and results into universally applied criteria and Nationally acceptable competency levels. Basic principles of good management will govern the way we will achieve developmental objectives in the future.

The process is simple…

1. Get the work design and the role descriptions right. 

2. Define the required competencies against the knows and do’s of the roles. 

3. Audit the existing competencies in the employees. 

4. Manage the accumulation of competencies by the individuals, departments and disciplines until the required needs are met.

There exists a set of tools designed to achieve all of the above in a single integrated system. The tools are …

THE ROLE
THE COMPETENCY PROFILE
THE TRANSITIONAL GRID
DEVELOPMENT MAPS
THE ASSESMENT TOOL
DETAILS OF EVIDENCE
UNITS OF LEARNING

OVERVIEW

THE ROLE
The Roles are the essential foundation for setting the validity and scope of the entire system. The contents of the role that need to be validated are;

Work output
Key Tasks
Responsibilities
Role Decisions
Relationships

THE COMPETENCY PROFILE
The role leads to a list of knows and do’s that are linked to the above information and are translated into the competency stock list for the role, the section or department, the discipline and the organisation. The template is designed to simplify the management of what must be against what each individual or defined group actually possesses.

THE TRANSITIONAL GRID
The Competency Profile becomes the basis for a Transitional Grid that views the Competency list per role against the entry-level requirements of the role and the status quo of the existing Unit standards and current learning resources. It is the core of managing the change required by National Alignment. 

DEVELOPMENT MAPS
A development map depicts the multiple learning routes through a defined set of skills or competencies and provides choices to both the individual and Career Development Panels. Individual profiles are used to position individuals on these maps indicating the options remaining to such individuals.

Discipline development map templates show the competency profiles for each role on the organogram. The development of persons through a series of roles towards a planned position can be evaluated against which of the required competencies reside in which roles. The most effective way forward can be selected from a range of options

THE ASSESMENT TOOL
It is becoming internationally accepted that single assessment of individual unit standards taxes resources beyond the means of most organisations. This is an approach that compacts common issues across many unit standards eliminating more than half of the work associated with stand alone assessments at formally structured interviews. This tool breaks down the Specific Outcomes and Assessment Criteria into the evidence required to demonstrate competency. These "UNITS of EVIDENCE" are supported by the necessary standards and specifications that ensure the quality of the assessments performed. This system meets all of the prescribed SAQA criteria for quality assessment.

DETAILS OF EVIDENCE
An identified unit of evidence is a stand-alone component consisting of knowledge, understanding and demonstration of skill. The "DETAILS of EVIDENCE" is the description of any or all of these three aspects of the competency. It provides the assessor with support much like a set of model answers and at the same time, when created, a precise description of the learning required for that piece of evidence. By changing the title of the document to "UNITS of LEARNING" it becomes the definitive list of learning resource content.

UNITS OF LEARNING
A complete assessment of an individual or department will define the gap between the required and existing in precise terms. The Units of evidence that are not achieved are defined as units of learning that must be provided. Departments or specific sections can be targeted. Training needs analysis becomes an exact exercise rather than a conceptual evaluation. 

CONCLUSION
This is an entire philosophy that answers all the needs of any HRD strategy. It is not simple to implement but simple to manage. It is, possibly for the first time, a definitive and measurable way of planning, implementing and controlling Training and Development. The achievement of individuals is structured and measured, the achievements of departments and sections are measured against numerical data in terms of their progress and competency status at any one time. National requirements and standards are assimilated, as they are made available creating the South African skills level upliftment we all desire. Each stand-alone learning unit is traceable through its related evidence to the defined competency to the role description and the specific task that it supports. Consistent information is available around associated skills levies and grants. The system is SAP friendly and serves the employees, management teams and career development panels.
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