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1. Advantages of Training – adding value to your organisation 

Many executives have a jaded view when asked about providing training for 

employees. They think about the budget and whether it will provide a Return on 

Investment (ROI). The answer is simple: Yes, training can provide a massive return on 

investment if it is rolled out correctly. 

Here are some of the aspects of training should be adhered to: 

❖ Quality Learning Materials which are frequently updated. 

❖ Accredited Training Providers. 

❖ Qualified Facilitators/Trainers (for face-to-face training). 

❖ Does the Services Provider understand your industry? I.e. the day to day 

running of the business? 

❖ Is their training content customisable? 

❖ Do they provide learning support? 

❖ Does the service provider measure progress? Is an assessment tool used? 

❖ Are you spending money on training to meet budget requirements, or to 

improve productivity in your business? 

 

Learning can be used to: 

❖ Improve performance at work. 

❖ Improve turnaround time. 

❖ Increase productivity. 

❖ Increase profits. 

 

There is a wider impact on the organisation through performance improvements, such 

as: 

❖ Job satisfaction. 

❖ Employee motivation and increased morale.  

❖ Employee turnover is reduced. 

❖ Increased productivity directly improves the profitability of the business. 
 

 

2. Effective Training Plans 

IDENTIFYING AN EFFECTIVE TRAINING PROGRAMME 
 
At the start of each new year, different training plans and resolutions are put in place. 

The way the year pans out is dependent on how you plan for it, the same applies when 

considering what the business objectives are for the year and how these can be met 

with training programmes. Given the ever–restricting financial constraints in our 
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economy, isolating your specific needs is vital to creating an appropriate training 

budget plan. 

For anyone involved in skills development within an organization, focusing on areas 

such as defining, outlining and delivery of an effective training programme are critical. 

The training plan needs to be acceptable to relevant stakeholders which includes a 

capable training provider. Some steps to consider when identifying an effective 

training programme: 

 

SETTING THE BUDGET ALIGNED TO BUSINESS OBJECTIVES 
 

The starting point to creating a training budget is to assess existing costs, how much of 

the budget is still available, and how it was spent in previous years. Setting a budget for 

the next year should be closely aligned to the objectives of the business. For example, 

if one of your business objectives is to reduce inventory holding levels, then the training 

that you select should align to this objective; you should choose a training course which 

teaches about inventory replenishment rules and the impact of too much inventory on 

the business. Your training budget should accommodate this requirement. 

Identifying where your training money should be spent will be based on the 

requirements from the whole business. This could include external training, compliance 

training and internal coaching and mentoring. 

Choosing the incorrect programme and the incorrect provider can result in lack of 

productivity and inefficient employees who are demotivated because the training has 

not added value to them or their jobs. Measurement is key, what are the skills level and 

competence of employees before training, and what does this look like afterwards? 

These factors will help determine where to commit funds for training to meet objectives. 

Training interventions should enhance business operations and not hinder them. 

Many companies will ask business unit managers to identify training needs based on 

performance reviews. From this information, the decision on which training should be 

prioritised should be based on business objectives rather than other selection criteria 

such as tax rebates, employment equity points and other incentives. Not to say that 

these are not important considerations, they should just not be the primary 

consideration. 

To avoid this, managers need to assess and define which training should be mandatory 

and what they can do without. This refining process can be rather cumbersome and 

could be the undoing of the whole programme, if not done right. In order to ensure 

success, making use of a competency assessment tool can provide valuable insight 

into the skills gaps which can be addressed with training. 

Engaging 
with the 

Right 
Partner

Training 
Format and 
Frequency

Review 
Total Costs

Setting 
Budgets

http://bizzco.co.za/competency-assessments/
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This allows the organization to identify skills gaps which can be met with training. In 

addition to that, it also frees management up to focus on their core business, knowing 

that their staff is benefiting from an effective training programme. 

 
REVIEW TOTAL COST OF ENGAGING AN EFFECTIVE TRAINING PROGRAMME 

 
As the saying goes, ‘nothing worth having is free’, so too is the case with EMPLOYEE 

training. To enjoy the full benefits that come with an effective training programme, 

there is a need to invest with a quality training provider who offers quality training 

programmes.  

An assessment of costs involved with training will include resources and materials, 

transporting facilitators for classroom-based training, accommodation and 

accreditation / administration fees. While these add-ons may seem supplemental to 

the core training, an effective training programme needs to be holistic and 

comprehensive. A review of the costs may also cause the employee to consider online 

training as this can be offered at a reduced cost. 

Going for ‘inexpensive’ training providers that offer overnight solutions may be a 

temptation. However, in the end you can only get results of a similar quality as your 

investment.  

There may also be hidden costs which only become known once the programme has 

started. This tactic may be used by a training provider to win a deal, but this can quickly 

be overcome by insisting on a Service Level Agreement (SLA). An SLA outlines roles and 

responsibilities of all parties, delivery mechanisms and terms of engagement. This SLA 

will stipulate payment terms and progress payments, as well as termination clauses 

should either party not adhere to the terms of the SLA. 

 

DETERMINE THE TRAINING FORMAT AS WELL AS FREQUENCY 
 

Choosing the right partner should also include the ability of the provider to manage the 

learner engagement. There are various platforms by which companies can offer 

training for their employees, these include face-to-face engagements which either 

take place in a neutral location, such as a classroom at the premises of the training 

provider, or in a training room at your own premises. If choosing this format, it is 

important to ensure that the timing of the training interventions meets the need of the 

company.  

For example, are people who will attend training on different shifts? Are there any 

specific times of the day where training impacts severely on the working day, maybe 

first thing in the morning or late in the afternoon when deliveries are scheduled? How 

many people can you afford to have out of the working environment at the same time? 

Are all attendees on the same level regarding experience, language comprehension, 

etc.?  

An effective training programme is delivered with a roll-out that suits both the employer 

and the learner. Managing the progress of the learner is a service that is easy to provide 

if the training provider makes use of a Learner Management System (LMS). Whilst a key 

outcome from training should be an increase in productivity, it should not interfere with 

the day to running of the business. Classroom based sessions should be at the 

convenience of the employer, or should allow for the learner to access course online. 
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These platforms are progressively evolving, for example, Bizzco has many students 

enrolled on our online training platform. This learning portal, presented in partnership 

with SupplyChainSmart, allows users to access training anywhere, anytime on both 

mobile devices and computers. 

 

ENGAGING THE RIGHT TRAINING PROVIDER 
 

A tremendous amount of planning is required to get good results and select an 

effective training programme and provider.  

Things to look out for in a training provider are a comprehensive training schedule, 

flexible learning modes and varied learning areas. Does the provider have the ability to 

be agile and flexible to meet the needs of the employer? Do they have a partnering 

mentality which includes working closely with the business to ensure that learners are 

assessed regularly? Does the training provider have mechanisms in place to support 

internally assigned mentors? All of these questions will help you to decide on a provider 

who truly adds value to your business. 

One key pointer is accreditation, endorsement and alignment. Is the training provider 

a specialist or a generalist? If you are choosing training for the supply chain and 

operations environment, you will want the service provider to know and understand this 

field intimately. Endorsement and accreditation from international organisations are 

important because this provides insight into the bodies of knowledge from which the 

training provider draws their expertise when writing and delivering training interventions.  

Accreditation with an accrediting body in the country in which the provider operates 

is equally important. To be accredited, a training provider will be required to provide 

evidence of the learning materials that they use, their assessment tools and they will be 

required to produce their own quality manual with all internal policies and procedures. 

Having worked through this process gives comfort to the business that the training 

provider has some level of structure and organisational control. 

Ensuring productivity and profitability requires adequate and quality staff training, and 

an effective training programme. Allow for the best results for your company by 

effectively planning for and engaging a skilled training provider. 

 

 

3. ROI of Training Programs 

In the fast-paced world in which we now operate, activities and processes in the supply 

chain come with a multitude of challenges. Every customer wants a better product at 

a cheaper price, and they want it the same day, if possible. All of this put enormous 

pressure on the supply chain and all who work in this environment. Time is as precious 

as money and every cent spent on training should show a return to the business. Training 

can address many of these challenges and be both a profitable and effective 

undertaking. Like any business improvement activity, the investment in training 

programmes can influence the performance of any organization. 

http://lesson.supplychainsmart.com/moodle/
http://www.supplychainsmart.com/
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Economic volatility, market downturns and disruptive technology have created 

difficulties for most managers, so how do you optimize your training efforts? 

 
GETTING A BIRD’S EYE VIEW 
 

The training process begins with a critical analysis of operations. Managers will identify 

different requirements where training is required. This can be achieved through a 

comprehensive need’s analysis exercise. In so doing, the following questions should be 

answered: 

❖ What are the objectives of the business unit? 

❖ Are the objectives of the business unit aligned to the company overall 

objectives? 

❖ What performance measurements are in place to measure ROI? 

❖ What type of training do we need? 

❖ When do we need training? 

❖ Which department / job / individuals require training? 

❖ Who will conduct the training? 

❖ How should the training be delivered? 

 
TRAINING NEEDS ANALYSIS BEST PRACTICES 

 
To increase the ROI of training programmes, you must start off with a workforce profile 

and a view of what competencies are required to perform each role. This competency 

model will help to identify where the missing skills gaps are, this can be used to define 

a skills gap analysis. Using a skills gap analysis tool gives an overview of current 

knowledge and skills which will align with suitable training programmes.  

Compliance requirements are also a major consideration, the business needs to keep 

up to date with training requirements to maintain their compliance status. There are 

certain standards which are set by controlling bodies requiring training for compliance 

and businesses need to factor this into their training plans. Some controlling bodies 

require refresher training to take place every year for relevant employees, and every 

new employee must go through the correct training. Many businesses choose to 

conduct training on an ongoing basis, whether required for compliance or not, to 

ensure that all employees are suitably trained.  

In many professional job roles, there is a requirement for the employee to earn CPD 

(Continuous Personal Development) points in order to maintain their professional 

designation. Training to maintain CPD should be part of the planning process.  

Although there may be a focus on training to meet requisite compliance, when it 

comes to skills development, the benefit in value that accrues to organizations and staff 

through training is undeniable. 

When you have comprehensively assessed the need on the ground, it follows that you 

will make a determination of all available resources, and those lacking, as far as 

facilitating the training process is concerned. 

 
ENGAGING A REPUTABLE TRAINING COMPANY 
 
After the initial need’s assessment, you are now equipped with the necessary 

information to create your annual training plan. It’s time to engage with training 

companies with expertise to ensure that your needs are sufficiently met. 
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Here are some pointers making good selections when choosing training providers to 

partner with: 

1. Proven Track Record 

How long has the training provider been in business? What do their clients say 

about the professionalism and customer service they experienced? What do 

their students say about the learning experience? What affiliations, 

accreditations and associations do they align themselves with? These are all 

important questions when it comes to selecting the right training provider to 

partner with.  

 

By finding training providers who have a history of delivering results, you can be 

assured that your staff, and bottom-line, are in good hands. 

 

2. Industry Experience 

Where does their expertise come from to develop and deliver quality training 

programmes? Another measure that should guide management when looking 

for a training provider is experience in the field. Training companies that work 

with established brands, are usually abreast with industry standards and 

practice. 

 

3. Evidence of Impact & Measurement 

The ROI of training programmes can only be measured if effective evaluation 

and reporting are done. A training provider that is able to measure and deliver 

final results achieved vs. initial training objectives, will go a long way in meeting 

your goals. 

 
Having followed the outlined steps, management should look forward to an 

enhancement in key result areas, as well as staff behaviour change. Expected 

outcomes could include: reduced turnover, improved customer response time, and 

higher employee satisfaction. 

With this information at hand, managers can effectively implement training 

programmes to peak operational activity in downtimes such as the year end. 

 
SUSTAINING ROI OF TRAINING PROGRAMMES 
 
With many businesses, there is a tendency for operations to slacken as the financial 

year comes to an end. To ensure optimal use of resources and set the pace for the 

coming year, skills training programmes may provide motivation by highlighting the 

investment in its employees. 

As the production year progresses, it is typical for any business to come across different 

hurdles that require evolutionary thinking on the part of management and staff. 

It is also important to note that with the extended break, a lot of changes happen in 

industry. As such, it is vitally important that employees get frequent training, not only to 

deal with current work – related issues, but also to prepare for the year ahead. 

The need to train staff in these times cannot be over-emphasized. Key to the success of 

this initiative is the profitability and ROI of training programmes. To positively impact 
employee morale, productivity and turnover, one needs to prioritize skills upliftment and 

acquisition. This is a sure way to gain a competitive advantage as the year ends, and 

beyond. 
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Of course, the real litmus test for ROI on training is whether those who have been trained 

have made an impact on the business. In other words, are they more proactive and 

responsible? Are they more productive and efficient? Are they given the freedom to 

make suggestions for improvement? Is there better accuracy of inventory, are the 

processes more streamlined? These or the things that one should be looking for in 

support from a training provider. 

 

 

4. Value of Digital Learning 

WHAT IS DIGITAL LEARNING (OR E-LEARNING)? 
 

Digital Learning, or e-learning, refers to the use of technology to select, design, deliver, 

administer, facilitate and support learning. The term covers a wide set of applications 

and processes, including computer-based learning, web-based learning and mobile 

learning which allows for a modern and flexible way of learning that adapts to the 

individual’s situational circumstances. 

 

WHY HAS BIZZCO GONE DIGITAL? 
 

Bizzco consistently stays ahead of the curve when it comes to producing learning 

material – we realise that the supply chain environment is ever changing, ever growing, 

and therefore needs constant updating. Whilst staying ahead of the curve with our 

training material we realised we also need to stay ahead of our training METHODS! 
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Since 2000, the digital learning industry has grown by 900% and will continue that 

upward trend. 

Digital Learning offers the flexibility which we all need! We also know that learners are 

not always able to take time out of their working day to go to a classroom. We have 

therefore created a platform for learners to study at their own pace, wherever, 

whenever and at an affordable cost. 

BENEFITS OF DIGITAL LEARNING (FOR INDIVIDUALS) 
 

❖ Learners, especially at remote sites, have anytime, anywhere access to 

training opportunities. 

❖ Learners have access to standardised training opportunities. 

❖ Money can be saved by not having to physically attend class. 

❖ Textbook costs are cut with the use of internet base libraries and educational 

websites. 

❖ It brings new learning techniques which enable students to stay abreast with 

trends in the developed world. 

❖ It enables each student to learn at his or her pace and speed thereby giving 

him or her greater control over their own learning process. 

❖ Learners can take courses at their convenience, which are relevant to their 

specific needs, without being away from the workplace. 

❖ Tracking and reporting mechanisms provide feedback, which can be used 

to continuously improve training interventions, and give updates to learners. 

 

 

 

 

BENEFITS FOR EMPLOYERS 
 

Although cost is a significant factor, it is however not always the primary decision-

making factor for employers on whether to go digital or not. There is always a question 

whether using Digital Learning Service Providers is worth the investment. Are the benefits 

significant enough?  

For HR Managers who may still be on the fence about whether or not to use Digital 

Learning Service Providers, here are some highlights and benefits you might not have 

considered:  

REDUCED TRAINING DELIVERY COSTS 
With Digital Learning, the delivery costs of training will reduce because there is 

no longer a need for printed training materials or even on-site facilitators. Online 

Training Provider gives students access to all the information they will need 

hosted on the online training platform. The costs of an online training platform 

are minimal when compared to traditional face-to-face employee 

development interventions. 

Online learning is not the next best things. It is the now thing. 

- Donna J Abernathy 
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Also, there is no longer the cost of having to pay for travel and/or 

accommodations for facilitators when students are learning online. 

IMPROVED KNOWLEDGE 
When a student learns in an interactive and engaging setting, then this leads to 

improved knowledge and skill set retention. Providing access to interactive, 

reality-based scenarios and assessments enable students to digest the 

information more effectively, which allows them to utilize their skills in the working 

environment. 

GIVES EMPLOYEES THE OPPORTUNITY TO LEARN AT THEIR OWN PACE 
Students are given the opportunity to acquire and fully absorb what is being 

taught before they move on within the online training course. This process is 

beneficial because assessments are built into the learning process, which in turn 

results in students taking the learning more seriously. 

QUICK AND CONVENIENT TRAINING UPDATES 
If there is a need to inform your students about changes to the learning program, 

making use of a Learner Management System (LMS) provides the tool to 

communicate with the cohort. Alert the Training Provider and they can add the 

message to the LMS and make it mandatory for your staff to log in to learn about 

the new information. This will take the pressure off the Training Personnel and 

gives them time to focus on other work. 

EASY ACCESS TO INFORMATION 
Digital Learning gives students the chance to access resources quickly via the 

LMS, by including links to articles and videos and other resources. This assists in 

expanding the students’ knowledge as they are not limited to books and 

facilitated sessions. 

 
INCREASES EMPLOYEE PRODUCTIVITY 
Staff members who are better trained, more knowledgeable about products 

and services, and have acquired the knowledge they need to support their co-

workers are more efficient. This may help to improve your business image and 

bottom line. 

REDUCED EMPLOYEE TURNOVER RATES 
Happy and well-informed employees are employees who are more likely to 

remain loyal to your organization. By giving them access to training, they can 

further their professional goals and feel motivated to improve their on-the-job 

performance. 

SAVING TIME 
Training can be rolled out quickly to a large number of participants, therefore 

your budget will be spread to a large number of employees. That will make more 

employees happy because this will be a fair practice. Participation in training 

can easily be checked and participant progress can be monitored. 
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5. Advantages of Online Courses 

So often there are misconceptions about online courses. Here we discuss the 

advantages of online learning and how to select good quality online courses. A well-

designed online course can provide a controlled learning environment that doesn’t 

take the student away from their everyday duties and responsibilities. 

With today’s technologies, one can study almost anywhere, anytime: whilst taking a 

ride on the bus, or even on the treadmill in the gym. This can be achieved using 

downloadable learning materials which are accessible via a smart phone, tablet, 

laptop, or desktop. 

Here are a few advantages of taking online courses instead of traditional classroom 

learning: 

LOWER COSTS 
Online courses are more affordable than traditional classroom learning. For 

example, there are no commuting costs, and hard copy textbooks are usually 

not required because they are available to download online. 

IMPROVED TECHNICAL SKILLS 
Even the most basic online course requires the development of new computer 

skills as students learn to navigate different learning programmes. The skills 

students learn in their online courses include creating and sharing documents, 

incorporating audio/video materials into assignments, completing online 

training sessions, and navigating the internet better. 

REDUCED STRESS 
Taking a class online means that you can access, learn and prepare assignments 

in your own time. Doing course work on your own means less pressure to keep 

up with other students in the class since you’ll be working individually rather than 

in a group. Online courses usually provide deadlines for assignments, so with 
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proper time management and organisation skills, you don’t need to worry about 

how well or efficiently other students are doing in their work. 

INFORMAL 
Online courses can be done in the comfort of your own home, at your own pace, 

and there is no pressure to go to a class. You can work from your couch, or bed, 

while you are taking care of other household responsibilities. You will not be away 

from home as much as you would be if you were to attend classes. 

IMMEDIATE FEEDBACK 
Marking of exam papers can take long and might require a longer period for the 

learner to get results and feedback. Many systems used for online courses have 

standardized tests and can provide results as soon as the learner completes the 

assessment. This helps with management of the programme you are enrolled in 

and can help with the pace of learning. 

ACCESS TO SUBJECT MATTER EXPERT 
Online courses that are managed effectively provide a time management 

guide, and also allows an opportunity for the learner to have access to 

facilitators and mentors. This allows the learner to ask questions and get more 

information and insight from the subject matter experts of the specific industry. 

 

 

 

6. Workplace Skills Plans 

To be eligible to claim back from a SETA, a Skills Development Facilitator (SDF) must be 

appointed. This person can be full-time, part-time or on contract, but they need to be 

registered with your business sector’s SETA. Their role is to assist you with the second part 
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of the process, which is the development of a Workplace Skills Plan (WSP) and the 

submission of this to the relevant SETA. They should also be able to advise you on how 

to implement the plan, assist you in putting together the necessary annual training 

report (ATR), advise you on the quality assurance requirements as set by the relevant 

SETA and serve as a contact person between your business and your SETA. 

WHAT IS THE PURPOSE OF A WORKPLACE SKILLS PLAN (WSP)? 
 
The WSP serves to structure the type and amount of training for the year ahead, and is 

based on the skills needs of the organisation. A good WSP should consider current and 

future needs, taking into account gaps identified through a skills audit, the performance 

management system, succession planning initiatives, and any new process or 

technology changes planned for the year. 

Essentially this is… 

 

A strategic document that articulates how the employer is going to address the 

training and development needs in the workplace for the upcoming year. 
Source: Services Seta 

 

The management team discusses the company’s goals with employees who in turn 

commit to the process of achieving these goals. Management gets the opportunity to 

discover talent as well as skills that they did not know that they had. 

It is mandatory for employers employing more than 50 people to prepare and submit 

their WSP’s to the relevant SETA’s. 

WSP SUBMISSION REQUIREMENTS: 
 

❖ WSPs must be submitted to the SETAs by a gazetted date. 

❖ WSPs are a product of consultation between management and employee 

representatives. 

❖ Annual training / implementation reports (ATRs) must be prepared and 

submitted to relevant SETA by 30th June each year. 

❖ WSPs must be prepared in a prescribed format (normally customised by SETAs for 

their own specific requirements). 

 
 
PREPARING A WORKPLACE SKILLS PLAN – ACTION STEPS 
 
The following general guidelines indicate the phases to be followed and the action 

steps that need to be taken: 

❖ The actions that need to be taken under each phase have been broken down 

into individual action steps to ensure that all relevant issues are addressed. 

However, in practice many of these action steps may take place simultaneously. 

❖ The skills development strategy should be planned so as to ensure that all related 

actions are coordinated and integrated. 

❖ Where consultation, discussion and decisions are required, it is not necessary to 

set up special meetings, as skills planning issues can be discussed in regular 

meetings of bodies such as Board meetings, executive meetings, staff meetings. 
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DEVELOP YOUR WSP IN THREE SIMPLE STEPS: 
 

 
 
Step 1: Determine what skills already exist in the organisation 
 
The easiest way of doing this is to perform a skills audit. This requires documenting which 

skills there are in the business and determining which skills are still needed. 

Options for conducting a skills audit in your organisation include: 

1. Panel audit. 

2. Consultant audit. 

3. One-on-one audit. 

 

Panel audit: The panel is made up of managers, subject matter experts and HR experts. 

The audit is completed through discussion and is possibly the fairest method of 

completing an audit because it provides a well-rounded view of a particular 

company’s skills. 

Consultant audit: During this type of audit, external consultants assess the skills in the 

company by interviewing both managers and employees. Choosing a partner who 

can do this efficiently through an online process is an excellent option. 

One-on-one audit: This type of skills audit is similar to a performance appraisal where 

the person is rated against a pre-defined skills matrix that is linked to his or her job 

description. This analysis of skills can be done very effectively using technology. 

Step 2: Determine which skills need developing 
 
Look at the company’s strategic development priorities and determine what the skills 

are which will allow you to fulfil these priorities. What are the business growth plans and 

where is the money best spent on this growth? Growth and skills go hand in hand, so it 

is important to align the training budget with the business objectives. 

Once you’ve done this, look at how best you can inject your organisation with the skills 

you require. 
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Step 3: Decide on a plan to develop these skills 
 
Can you transfer knowledge and upskill internally? Do you have sufficient manpower 

to take people away from their jobs to teach others, or would it better serve the business 

to partner with a training provider?  

Keeping records of the progress of each employee can be done using an effective 

LMS (Learner Management System). This is an important step to providing real 

information about what training and skills development programmes have been done 

for each employee. Linking this to competency assessments adds additional value as 

you will be able to measure the effect of training and the increased knowledge of the 

employee.  

The intention of the South African government is to develop skills through the Skills 

Development Levy and the SETA’s. As employers, there is the opportunity to take 

advantage of the funds available in the SETA’s, but also the opportunity to improve the 

skills of your workforce. Having improved skills can only enhance the business and make 

it more profitable. 

 

 

7. Get Your Money Back from SETA 

According to the Skills Development Act (No 9 of 1999), any company registered in 

South Africa with an annual total payroll exceeding R500 000 per annum is required to 

pay a skills levy of 1% of their monthly payroll to SARS. These funds collected by the SETAs 

are used for education and training in businesses within various sectors, the aim being 

to expand the knowledge and competencies in a sector for which the SETA is 

responsible.  

If the company fulfils certain conditions, for example, a successful implementation of a 

Workplace Skills Plan, the company will be eligible to apply for a Mandatory Grant 

rebate of their skills levy. In addition, companies can apply for funds through Pivotal 

Programmes. The process differs between the SETAs, it is recommended that one 

contacts the relevant SETA directly for more information. 

BENEFITS OF TRAINING FOR ORGANISATIONS: 
 

1. Increased efficiencies in processes, resulting in financial gain. 

2. Stay ahead of competitors. 

3. Provide internal promotion opportunities 

 

You’ll be able to claim back a large portion of that money, while also improving the 

skills of your employees – something that can only benefit your business in the long run. 

Depending on the size of the company’s payroll, the amount you can claim back can 

be fairly sizable. 

Many businesses can’t be bothered, or don’t have the time, to deal with the paperwork 

and administration involved in claiming back from SETAs what is sometimes perceived 

as a small amount of money. However, the benefits do not just lie in putting money 

back in the business’s pocket. There are enormous advantages to be derived from 
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upskilling employees, any business that is truly invested in growth should have a training 

and development programme regardless of whether or not they can claim money 

back from their SETA. 

Many companies will be budgeting right now for training and people development 

spending for this year and next. The SETAs require you to submit documentation to claim 

either mandatory or discretionary grants. For those companies registered with MerSETA, 

this link provides information on their grant process. 

Preference is given to Learnerships and Skills Programmes for the allocation of funds for 

mandatory and discretionary grants. For more information visit www.bizzco.co.za.  

 
RELATED SETA WEBSITES: 

• Agriculture: www.agriseta.co.za 

• Banking: www.bankseta.org.za 

• Construction: www.ceta.org.za 

• Chemical Industries: www.chieta.org.za 

• Clothing, Textiles, Footwear & Leather: www.ctflseta.org.za 

• Energy, Water & Related Services: www.eseta.org.za 

• Education Training & Development Practices: www.etdpseta.org.za 

• Financial & Accounting Services: www.fasset.org.za 

• Forest Industry: www.fieta.org.za 

• Food & Beverage Manufacturing Industry: www.foodbev.co.za 

• Health & Welfare: www.hwseta.org.za 

• Insurance: www.inseta.org.za 

• Systems, Electronics & Telecoms Technologies: www.isett.org.za 

• Media, Advertising, Publishing, Printing & Packaging: www.mapppseta.co.za 

• Manufacturing, Engineering & Related Services: www.merseta.org.za 

• Mining & Minerals: www.mqa.org.za 

• Safety & Security: www.poslecseta.org.za 

• Services:  www.serviceseta.org.za 

• Transport: www.teta.org.za 

• Tourism & Hospitality: www.theta.org.za 

• Wholesale & Retail: www.wrseta.org.za 
 

 

8. Training Skills and Development 

At Bizzco, we specialize in providing the best quality training for practitioners in the 

operations and supply chain management environment. Through our workplace 

application assignments and mentoring approach to training, we work with a team to 

see the big picture and understand the impact that their job role has on the larger 

supply chain. We help to identify the key improvements that a business wants to 

achieve through training and assist with monitoring the progress. 

Areas of Speciality include: 

• Warehouse and Stock Management 

• Purchasing and Procurement 

http://www.merseta.org.za/landg/Pages/default.aspx
http://www.bizzco.co.za/
http://www.agriseta.co.za/
http://www.bankseta.org.za/
http://www.ceta.org.za/
http://www.chieta.org.za/
http://www.ctflseta.org.za/
http://www.eseta.org.za/
http://www.etdpseta.org.za/
http://www.fasset.org.za/
http://www.fieta.org.za/
http://www.foodbev.co.za/
http://www.hwseta.org.za/
http://www.inseta.org.za/
http://www.isett.org.za/
http://www.mapppseta.co.za/
http://www.merseta.org.za/
http://www.mqa.org.za/
http://www.poslecseta.org.za/
http://www.serviceseta.org.za/
http://www.teta.org.za/
http://www.theta.org.za/
http://www.wrseta.org.za/
http://bizzco.co.za/warehouse-stock-management/
http://bizzco.co.za/purchasing-supply-chain/
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• Supply Chain Management 

• Inventory and Replenishment 

• Logistics and Distribution 

• Quality Management and Productivity 

• Operational Planning and Scheduling 

• Manufacturing Control 

• Supervisory and Leadership 

• Communication in the Workplace 

• Customer Care 

• Financing and Budgeting 

• Operational Discipline 

 

 

9. Identifying Skills Gaps 

One of the responsibilities of HR and Learning & Development is to identify opportunities 

for training and skills development. A skills gap analysis provides valuable information 

related to skills gaps to help you build training plans. The area of supply chain 

management is often a challenge to determine what skills are needed, our assessment 

tool takes away the hard work and simplifies the process. 

HOW DOES IT WORK? 
 

Each job role has many competencies needed for a person to be effective in the role. 

These include interpersonal competencies, management competencies, literacy 

competencies, technical competencies, supply chain competencies etc. With an 

extensive database of questions developed over years and aligned to best practice, 

we can measure the skill level in each of these competencies and provide a set of 

meaningful results. Through our web-based assessment process, areas of strengths and 

weaknesses are identified which are necessary to perform a job role. The reports you 

get will provide you with the opportunity to eliminate wasteful expenditure on the 

wrong training, and rather guide you on exactly what training is needed. 

Another scenario is that people are often promoted into roles because they are good 

at the job they are currently employed to do. What many businesses fail to do however, 

is to provide the correct training to enable this person to perform well in their new role. 

By using a skills gap analysis tool (SGA), you will be able to determine the strengths and 

weaknesses of the individual in various categorize and competencies and make a 

growth plan to give this valued employee the best chance of success. 

 
BUILDING PDPs 
 
A Personal Develop Plan (PDP) is a valuable tool for both employer and employee. This 

provides a growth and development plan per individual highlighting necessary skills 

and competencies that are needed to be effective in a job role. An SGA tool can 

http://bizzco.co.za/operational-planning-scheduling/
http://bizzco.co.za/inventory-replenishment/
http://bizzco.co.za/logistics-distribution/
http://bizzco.co.za/quality-management-productivity/
http://bizzco.co.za/operational-planning-scheduling/
http://bizzco.co.za/manufacturing-control/
http://bizzco.co.za/supervisory-leadership-skills/
http://bizzco.co.za/communication-in-the-workplace/
http://bizzco.co.za/customer-care/
http://bizzco.co.za/finances-budgeting/
http://bizzco.co.za/organisational-discipline/
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provide all the information needed to build effective PDPs which can enhance the HR 

function within a business. 

OTHER USES FOR SGAs 
 

You have a mandate to find skilled people for specified job roles within the supply 

chain. The problem you face is that you have no mechanism to test the knowledge of 

applicants and to shortlist suitable candidates based on their skill. This is where an SGA 

can assist to provide competency scores for candidates for a specific role, or for 

specific competencies such as analytical skills, mathematics or communication, to 

name but a few. 

WHAT CAN THIS BE USED FOR? 
 

SGAs can be used for a number of purposes such as identifying skills gaps and short 

listing for placements. The key to making an SGA valuable is to measure all 

competencies required to the job role and to provide reporting that makes your job 

easier. 

Competency assessments can be used for: 

 
 

 

10. Competency Frameworks 

A competency Framework is a detailed description of the behaviours, attributes and 

skills required within a particular job function or working context. A competency 

Framework provides a map of skills required for a particular job role, which then provides 

a solid foundation for the development of outcomes bases job descriptions and future 

competency assessments. 

We conduct a project workshop with team leaders to identify competencies required 

for each role. The organisational chart and job roles provide a solid foundation for the 

development if Competency Frameworks. We use a brown paper mapping technique 

to record the findings and unpack each role. 

By communicating competencies to employees, organisations are able to empower 

employees to take charge of their own personal development and continually self-

evaluate and improve. 

A competency Framework provides meaningful information for Human Resource 

planning, training and development planning, functional heads and aspirational 

employees. 
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11. What We Do 

We provide a full suite of services to help you orchestrate your supply chain and keep 

all the parts moving in unison. Our services include consulting and advisory services to 

help you identify and improve the skills in your supply chain teams. 

 

 

 

BUSINESS PROCESS AUDIT 
A Business Process Audit will provide insight into the detailed tasks which are happening 

very day and to identify breakdowns in the communication channels. This exercise will 

also map the interactions between operations within the process-flow, identify 

duplications of work, identify bottlenecks and highlight areas where unresolved issues 

are not being dealt with. Reports which identify quick wins and long-term improvement 

projects are presented along with graphical representation of processes. 

JOB PROFILE CREATION 
A Job Profile, or job description, is traditionally a document that is seldom referred to 

and, in most cases, is certainly not used as tool for empowerment. 

By changing the emphasis of this all-important document into something that can be 

referred to on a regular basis, and used to measure the performance of an employee, 

it becomes a much more meaningful document. Identifying each task and providing 
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a measurement of how a task should be done is what we do when designing Outcomes 

Based Job Descriptions. 

The job profiles that we offer are written by someone who understands the role. Our 

consultants come from a background in supply chain and operations management 

and have much value to add to the required competencies and measurements for 

each role. 

The Job Profiles that we develop are detailed and comprehensive providing task level 

activities and measurements. 

POLICIES AND PROCEDURES 
Most businesses will have a set of policies and procedures which define the governance 

and processes to guide their employees. The problem for many businesses, however, is 

that these documents are often written and not revised as the business changes and 

grows. Policy and procedures should be revised at least every 2 years to reflect the 

operational requirements and to align processes to strategy. 

When creating policy and procedure documents, we believe it is important to 

understand the “as-is” status in the business. We use our Business Process Audit 

methodology to identify the current status, and this informs future policy and 

procedures. Policies set the standards by which a company governs itself and 

procedures provide guidelines for step-by-step activities needed to perform a process. 

Processes must take into account the systems and the people involved in the operation. 

By choosing Bizzco to create, or update, policy and procedure documents, you can 

expect working documents which can be used to manage the day-to-day operations. 

Procedures are aligned to actual workflow and represent the policy standards and 

acknowledges Key Performance Indicators. 

CAREER PROGRESSION MAPS 
 

A Career Progression Map is used to highlight the path available to personnel who have 

aspirations to grow within the business. All employees who work within the organisation 

have the potential to add value to the business. Focusing on the aspects which allow 

people to grow shows commitment from the employers, and encourages employees 

to participate in their own development and strive for improvement. 

A Career Progression Map will indicate the next step to be taken by an individual 

wanting to progress in the business. It will highlight the source of information and training 

required to reach the next step. This tool is highly effective when conducting 

performance reviews and highlighting areas for growth. 

 

 


