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SECTION 1
INTRODUCTION 

MAKING DIVERSITY WORK FOR YOU!

This toolkit has been developed to assist you, the SDF, in harnessing the power of diversity in your workplace.  It will help you to: 

1. Understand the legislation,

2. Highlight what the laws mean to a SDF, and, 

3. Show you how to go about making diversity work for your organisation. 

Virtually all South African organisations contain diversity in the same form or another and since well managed diversity is a business benefit, it is vital for organisations to understand what (a) diversity means and (b) how to manage it.

An SMME with one African tea lady, a White manager and an Indian articled clerk is as challenged by diversity in its own way, as an organisation of many hundreds.

The need to understand and manage diversity emanates from 3 different but complementary pieces of legislation; these are the BBBEEA (Broad Based Black Economic Empowerment Act). The EE (Employment Equity Act):  and the SDA; (Skills Development Act).

SECTION 2
EMPOWERMENT (DIVERSITY) RELATED LEGISLATION

Empowerment has been defined by the government as “an integrated and coherent socio-economic process that directly contributes to the economic transformation of South Africa, and, brings about significant increases in the number of black people, that manage, own and control the country’s economy, as well as significant decreases in income inequalities.”

A Strategy for Broad-Based Black Economic Empowerment (www.dti.gov.za)

BEE is supported by a number of Acts, codes and charters: - 


BEE Act

Black Economic Empowerment Act No 53 of 2003

EEA

Employment Equity Act No 55 of 1998 (Amended)

SDA

Skills Development Act No 97 of 1998 (Amended) 


SDLA

Skills Development Levies Act No 9 of 1999




First Code of Good Practice 2003




Financial Services Charter




Financial Services Charter Scorecard

This toolkit will assist you, the Skills Development Facilitator, to make sense of all the legislation, and, assist you in creating an environment that supports and nurtures the increasing diversity in your organisation that is resulting from the legislative changes.

It will also assist you in applying for a PDI learnership grant.

In Section 2, we have provided a brief overview of each piece of legislation.

In Section 3, we have provided you with some tools to start implementing the changes required by the legislation.

In Section 4, you will find a glossary of all the terms relating to Diversity, Black Economic Empowerment; Employment Equity and Skills Development.

2.1 UNDERSTANDING BLACK ECONOMIC EMPOWERMENT: THE LEGISLATION AND   THE PROCESS

 Purpose of Black economic Empowerment Act

To achieve economic transformation of South Africa by: - 

· significantly increasing the number of black people that manage, own and control the country’s economy

· significantly decreasing the income inequalities

Potential benefits of successfully implementing BBBEE

· Stable and sustainable business that can perform and deliver value to its clients

· Organisation that is aligned to the macro business environment

· Shared economic growth

· Compliance with the relevant legislation

· A diverse workforce whose energy contributes to the performance of the organisation

· BEE compliance for government and other tenders

       Key Dimensions of Transformation
The Code of Good Practice for Black Economic Empowerment identifies four key dimensions for economic transformation of organisations. They are shown diagrammatically on the chart on the next page.
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2.1.1   The Financial Services Charter Transformation Scorecard

The financial services sector like a number of other sectors has its own charter. As an SDF in this sector, you are no doubt familiar with it. The key points of the charter are explained in the charts and text to follow: 




BEE Dimension    






Financial Services

      Scorecard


Ownership and control 





22 points
· Management







  

20% - 30% black people at senior management 


  8 points

· Ownership







14 points


Minimum 25% black ownership



Human Resource Development  




20 points
· Implementation of : - 








· Skills Development 






  5 points

· Employment Equity






15 points


Indirect Empowerment 





15 points
· Preferential procurement





10 points

· Enterprise development – developing the capacity of                
  5 points               black suppliers


Industry Initiatives  






43 points
· Access to Financial Services





18 points 

· Empowerment Financing





22 points

· Corporate Social Investment 





  3 points

2.2 UNDERSTANDING EMPLOYMENT EQUITY: THE PROCESS AND THE ACT
2.2.1.   Context of the Employment Equity Act

The Employment Equity Act derives from the following context:

· The Constitution: right to equality, fair labour practices, protection against unfair discrimination, provision for affirmative action.

· New labour legislation to conform with fundamental rights in the Constitution.

· SA's obligations as a member state of the International Labour Organisation.

· Recognition of the need for workplace legislation to achieve employment equity and to redress imbalances experienced by previously disadvantaged groups - EE Act, 1998.

2.2.2.    Purpose of the Employment Equity Act
To achieve equity in the workplace by:

· promoting equal opportunity and fair treatment in employment through the prevention of unfair discrimination; and

· implementing affirmative action measures to redress the disadvantages in employment experienced by designated groups, in order to ensure their equitable representation in all occupational categories and levels in the workforce.

2.2.3.    Potential benefits of successful implementation of employment equity in organizations

External

· Compliance with legislation (state contracts, public perception).

· Extending client base and market.

· Employees sensitised to serve diverse clients effectively.

Internal

· Organisational culture that supports commitment and productivity from diverse workforce.

· Increased skills pool to draw on.

· Increased trust across traditional barriers for effective teamwork.

· Innovation/creativity enhanced with different perspectives.

2.2.4.    Implementation of Employment Equity Act within an Organisation: A suggested process plan 

· Preliminary consultation, formation of EE Forum.
· Training of the EE Forum.
· Organisational audit: analysing the status quo (climate, policies, profile).
· Strategic planning (management and EE Forum).
· Development or reworking of a draft EE plan.
· Creating an enabling environment: EE Diversity and Communication workshops.
· Production of final EE plan for the organisation.
· Ongoing monitoring of implementation of EE plan.
2.3.   UNDERSTANING SKILLS DEVELOPMENT: THE LEGISLATION AND THE   PROCESS

2.3.1 The need for a Skills Development Strategy

The South African government has initiated the Skills Development Strategy to address the shortcomings of the country’s past education and training system.  In particular the Skills Development Strategy serves to improve the relevance and quality of education and training and in so doing addresses:

· Employment Equity 

· Problems in the labour market, including segmentation of the labour market and the demand for higher levels of skills

· The division between education and training

· Societal issues such as high unemployment and HIV / AIDS

· Globalisation and the need for enhanced competitiveness

2.3.2 Skills Development and Employment Equity

Skills Development is a strategic mechanism to support the implementation of Employment Equity within an organisation.  The Employment Equity Act clearly states that Skills Development is a key mechanism to provide for the advancement of employees from the designated groups.  It is therefore recommended that organisations adopt an integrated approach to Employment Equity and Skills Development.

2.3.3 The benefits of the Skills Development Strategy

The Skills Development Strategy provides numerous benefits for Commerce and Industry.  Some of the benefits include:

· It is possible for companies to receive grants which are greater than the Skills Development Levy paid.

· The Skills Development Strategy provides an enabling framework which facilitates companys’ HR planning through addressing skills shortages and surpluses within the sector, as well as sector Employment Equity needs.

· Business will be able to establish and utilise qualifications which are relevant to their particular needs.

· The quality, consistency and relevance of qualifications are assured.

· The workplace is recognised and utilised as an active learning environment, and learners will receive national recognition for credits received for workplace learning.

· Recognition of prior learning will be available to learners.

· Detailed and credible reporting of potential employee learning achievements will be available to employers.

2.3.4 The Legislation
The Skills Development Strategy is driven by three pieces of legislation:

· The South African Qualifications Authority Act (Act 58 of 1995)

· The Skills Development Act (Act 97 of 1998)

· The Skills Development Levies Act (Act 9 of 1999)


SKILLS DEVELOPMENT STRATEGY

SECTION 3
TOOLS FOR ENHANCING DIVERSITY AWARENESS

We have included the following tools for you to adapt and use in your organisation: 
	TOOL ONE


	How open is your organisational culture to change?

	TOOL TWO


	Applying for a PDI Learnership Grant



	TOOL THREE


	Networking to help your organisation to implement diversity strategies



	TOOL FOUR


	Creating a diversity sensitive environment : Understanding Cross Cultural Collisions 

	TOOL FIVE


	Cross cultural Do’s and Don’ts box

	TOOL SIX


	Cross Cultural “Hooks”

	TOOL SEVEN


	Understanding South Africa’s Diverse Religions


TOOL 1:  HOW OPEN TO IS YOUR ORGANIZATIONAL CULTURE TO CHANGE?

	Focus on your organization as you read through these questions.  Then place a cross in the appropriate column.

	Questions
	Almost Always
	Often
	Sometimes
	Almost never

	1. In my organization, change is viewed as a challenge and an opportunity
	
	
	
	

	2. Policies are reviewed annually to assess effectiveness
	
	
	
	

	3. Rewards are doled out to suit the preference of the rewardee
	
	
	
	

	4. Our personnel department is creative in finding new ways to attract top talent among diverse groups
	
	
	
	

	5. There is an openness to suggestions from people at all levels of the organization
	
	
	
	

	6. Our strategic plan is evaluated once a year and revised as needed
	
	
	
	

	7. “We’ve always done it that way” is a philosophy that describes my company’s response to new ideas
	
	
	
	

	8. When problems emerge, there is a  willingness to fix them
	
	
	
	

	9. Our products and services reflect the awareness of a more diverse consumer base
	
	
	
	

	10. My boss values new ideas and implements them quickly
	
	
	
	

	11. Performance evaluations in this organization measure an employee’s adaptation to change
	
	
	
	

	12. Top executives in this company are innovative and approachable
	
	
	
	

	13. We can and do make midcourse corrections easily
	
	
	
	

	14. There is little variation in style of dress among employees
	
	
	
	

	15. People at all levels of the organization are continuously trying to build or rebuild a better mousetrap
	
	
	
	


(Adapted from “”Managing Diversity; A complete Desk Reference and Planning Guide” Gardenswartz and Rowe)
Directions for Scoring “How open is your Organizational Culture to change?


For Questions  1- 6, 8-13, and 15  :                       



For Questions  7 and 14:


                                                                                      

                                                                       Total: 

Answer Key

50 to 60:               The culture of your organization is open to change. You are able to react and adapt quickly and are open to new ideas.

40 to 49:               Your organization understands that change is a reality. In some ways you are open to it, but you haven’t fully embraced it, nor are you harnessing change to make it work for you.

30 to 39:               Your organization understands the value of change, but you need to be more open to its reality and quicker in the implementation process.

15 to 29:               If you don’t get better at adapting, you won’t be around long.

TOOL 2:  APPLYING FOR A FASSET PDI LEARNERSHIP GRANT

A learnership is a structured learning experience that combines theoretical learning (provided by an accredited training provider) with practical work experience gained with an employer.  The learning experience is designed to enable learners to achieve a national qualification (ie it is a route to a national qualification).

The Learnership Agreement places obligations on the training provider, the employer and the learner.

The employer agrees to: 
· sign a Learnership Agreement for each learner

· employ the learner for the period of the learnership (the duration of the contract will vary from learnership to learnership)

· provide the learner with practical work experience

· allow the learner to attend off-the-job training sessions

The learner is obliged to: 
· work for the employer

· attend any specific education and training programmes

The training provider must: 

· offer the specified training and education

On completion of a learnership, the learner will be issued with certification that proves that the individual has met the requirements for a qualification and has obtained the necessary practical experience.

There are many benefits for an organisation implementing learnerships.  For example, SARS allows employers to deduct an amount of between R 17 500 and R 25 000 for every Learnership Agreement signed.

More information on learnerships is available on the Department of Labour website, www.labour.gov.za under Skills Development.

· In addition to the normal benefits to an organisation implementing learnerships, Fasset is offering a minimum grant of R 25 000 per Previously Disadvantaged Individual (PDI) learner.  This amount may increase depending on the size of the organisation applying for the grant : 
	Employer Size
	Maximum Number of Learners that may be applied for
	Maximum Total Grant (R25 000 per learner)

	1 – 20
	2
	R   50 000.00

	21 – 50
	3
	R   75 000.00

	51 – 100
	4
	R 100 000.00

	101 – 150
	5
	R 125 000.00


For the purposes of this Learnership, PDI learners are defined as: 
· Learners who are African, Indian or Coloured.

and

· Learners who are “disabled” as defined in the Employment Equity Act of 1998 (ie “people who have a long-term or recurring physical or mental impairment that substantially limits their prospects of entry into, or advancement in, employment”.  Physical impairments include hearing and visual impairments, paralysis, amputations and problems with internal organs.  Mental impairment includes clinically defined mental and emotional illness and learning disabilities). 

· The PDI grant application must be submitted to Fasset by no later than 30 June 2006 in respect of PDI learners commencing a Fasset learnership in the period 1 April 2005 to 31 March 2006.

· Applications for the grant will be processed on a FIRST COME FIRST SERVE BASIS as from 1 April 2005.

· Criteria for Acceptance for the Grant

The grant is payable to employers who meet the following criteria: 
· The employer is registered with Fasset and is up-to-date with Skills Development Levy (SDL) payments to the South African Revenue Services (SARS).

· The employer employs 150 or fewer staff.

· The employer has signed on at least one learner on a Fasset learnership (refer to the Fasset website for a list) who is a PDI (as defined above).

· Learners may be currently employed ie 18.1 learners, or not previously employed ie 18.2 learners.

· The date of commencement of the learnership agreement must fall within the period  1 April 2005 to 31 March 2006.

· The Workplace Skills Plan (WSP) for the period 1 April 2005 to 31 March 2006 (Year 6) must be submitted and have been approved by Fasset.

· An official confirmation letter of each learner against whom the employer is applying should be attached to the application form.

· Fasset reserves the right to conduct monitoring visits to employers who have received the learnership grant.

Full details of learnership and the PDI Learnership Grant Application Form are available on the Fasset website: www.fasset.org.za

TOOL 3:  NETWORKING – ESTABLISHING A NETWORK TO HELP YOUR 

            ORGANISATION IMPLEMENT DIVERSITY STRATEGIES

Many organisations, especially SMMEs, are feeling unsure how to deal with diversity.

SMMEs can support each other by establishing a network or support group.

You could: - 

i) Hold a SDF monthly forum to discuss diversity issues.

ii) Establish an email network to pass on ideas and contacts. 

iii) Invite guest speakers eg from Fasset, BMF, DoL, DTI or organisations successfully implementing diversity strategies to address the group on changes in legislation, charters and codes.

iv) Join the Black Management Forum.

v) Visit diversity related websites e.g :    
www.southafrica.info








www.assa.org.za

www.questia.co,

vi) Read books on Diversity e.g : 
	Lee Gardenswartz and Anita Rowe
	:


	Managing Diversity

Irwin/Pheiffer and co, 1993

	
	
	

	Lee Gardenswartz et al
	:
	The Global Diversity Desk Reference

Pheiffer 2003

	
	
	

	Taylor Cox
	:
	Cultural Diversity in Organisations

Berrett-Koehler Publishers, 1993

	
	
	

	Melissa Steyn and Khanya B Motshadi
	:
	Cultural Synergy in South Africa

Knowledge Resources, 1996

	
	
	

	Lynn Duvall
	:
	Respecting our Differences

Free Spirit Publishing, 1994

	
	
	

	Peter Senge
	:
	The Dance of Change

Nicholas Brealey Publishing, 2002


	Check List Actions
	(
	Comments

	Belong to a Diversity forum
	
	

	Belong to an email group
	
	

	Contacted guest speaker
	
	

	Joined BMF
	
	

	Visited diversity websites
	
	

	Read diversity related books
	
	


TOOL 4:  CREATING A DIVERSITY SENSITIVE ENVIRONMENT: UNDERSTANDING 

       CROSS CULTURAL COLLISIONS

You can increase employee’s awareness of cross cultural collisions by holding discussion groups so people can talk about their cultures.

You need to know how to recognise a cross cultural collision.  It occurs when representatives of one culture inadvertently give offence to another by their behaviour.  Examples of cross cultural collisions might be the following: 

An African person sitting down in his superior’s office without being invited to do so.  (In African culture it is a sign of respect to be “lower than” a person you regard as your senior; in Western culture one waits to be asked to be seated by a superior) 

An African personal failing to meet the eye of a colleague or superior.

(In African culture it is considered disrespectful to look at people in the eye.  In Western culture it is considered “shifty” or “deceitful” not to)

A white person receiving a document or package with one hand.

(In Western culture it is quite acceptable to “take” with one hand; in African culture it is more respectful to “take” with two.  Often one hand is left on the wrist on the receiving hand)

An African person arriving as an invited guest with friends or family who have not been specifically invited.

(In Western culture one invites and therefore expects only those individuals who have indicated they will come.  In African culture, a social occasion is more open-ended and it is expected that one will arrive with others) 

Scheduling a meeting or appointment on Friday afternoon when Muslim colleagues are expected to attend

On Friday afternoon, practising Muslims attend the Mosque for prayer. It is therefore insensitive to schedule meetings on Friday afternoons. 

TOOL 5:  CROSS-CULTURAL DO’S AND DON’T’S BOX
Not everyone feels comfortable to raise cultural issues for fear of looking foolish or giving offence.  Therefore you might consider a “Cross cultural Do’s and Don’ts Box” into which people can place their queries.  You should screen all questions before discussing them to ensure that no prejudice (eg sexism or homophobia) is introduced into the discussion.

At a convenient time, you can select one or two questions and ask employees to respond.  Encourage people from a particular group to respond on their own behalf.

TOOL 6: CROSS-CULTURAL HOOKS

	Another way to get beyond the irritation you may feel when encountering cultural differences is to identify the specific behaviours that bother you and then look deeper to understand the cultural programming that underlies them. Using the following cross-cultural hook list will help you do that.

Put a cross next to any of the cross-cultural hooks that could result in frustration or negative interactions between you and another individual. Then, next to any you’ve crossed, jot down your reaction when you encounter this hook.



	Behaviour
	How do you react?

	1. Failing to greet you
	

	2. Discounting or refusing to deal with women
	

	3. Speaking in a language other than English
	

	4. Bringing whole family/children to appointments
	

	5. No nonverbal feedback (lack of facial expression)
	

	6. No eye contact
	

	7. Soft, “dead fish” handshake
	

	8. Standing too close when talking
	

	9. Heavy accent or limited English facility
	

	10. Coming late to appointments
	

	11. Withholding or not volunteering necessary information
	

	12. Not taking initiative to ask questions
	

	13. Calling/not calling you by your first name
	

	14. Emphasizing formal titles in addressing people
	

	15. Other
	


Now think about the following: 
· How do your reactions affect how you deal with the situation?

· What are you willing to do to understand the cultural norm that “hooks” or irritates you?

TOOL 7:  UNDERSTANDING SOUTH AFRICAN’S DIVERSE RELIGIONS

Important principles

· Religious and cultural needs of employees have to be respected in terms of the Constitution and the Employment Equity Act.

· The statutory public holidays in SA are determined by the government and not by employers.  Employees are entitled to paid leave on the official public holidays and there is no legal obligation for employers to grant paid leave for religious holidays that are not officially recognises as public holidays.

· Apart from a legal obligation on the part of employers to respect religious and cultural diversity and remove barriers to equal opportunity and participation that may exist for people from designated groups, it also makes business sense for the company to make employees from diverse backgrounds feel equally valued, included and accommodated in terms of the organisational culture.

· It is important to develop a policy on religious holidays that strives to balance and reconcile these aspects.

Remembering that there will be religious diversity among your colleagues, it is important to be aware of the significance of different religious festivals. In this way you can help to create a people centred culture of diversity. It is important to acknowledge the religious festival, make the appropriate greeting, be sensitive to fasting, send or display a greeting card if appropriate, ensure that your staff are educated not only for colleagues but for customers too. It says “We care here at XXXX!” Ensure that you note the dates of the appropriate days at the start of each year.

HINDUISM

Hinduism originated in India and is one of the oldest belief systems in the world. There is no single founder associated with Hinduism. According to Hindu thought, no single seer may take credit for the teachings of the faith.

Hindus worship in a temple and Hindu families have their own family shrine. Outside India South Africa has the largest number of practising Hindus.

Hindu Holy Days

· Deepvali/Diwali: (1 November 2005) 


Celebrated by all Hindus, most Hindu businesses close on this day. Hindu 
employees may request leave on this day. It is a time of reflection or stock taking 
and a time to forgive others, it is known as the Festival of Lights. Fireworks and lamps are lit. Trays of sweets and fruit are sent to friends, donations are made to charity. It is the custom to wear new clothes on this day. 


What to do?  


Send a card wishing “Happy celebration over Diwali”

JEWISH CULTURE: JUDAISM

It is a way of life regulated by 248 positive commandments and 365 negative commandments. There are three fundamental principles: Divine Creation; Divine Revelation; Reward and Punishment after death.

Believers pray in the synagogue or schul.

Jewish Holy Days

· The Sabbath


It begins 18 minutes before sunset on Friday evening and continues until 40 minutes after sunset on Saturday evening. It is customary for families to come together on Friday evenings for Shabbat, where the Sabbath day is sanctified over wine. Two special loaves, kitkes or challot are used for grace before meals.


What to do?


The customary way to greet Jewish people at the end of Friday afternoon is Shabbat Shalom”. This means “have a peaceful Sabbath”

· Rosh Hashanah ( 4 October 2005)


This is a high holy day which falls in September/October. Observant Jews will take two days off work. It is regarded as a day of judgement and marks the beginning of a ten day fast or period of self examination.


What to do?

Send a Rosh Hashanah card, fruit or flowers. Chocolates should be kosher

· Yom Kippur: (13 October 2005)

This is the holiest day of all for Jews. It concludes Rosh Hashanah. There is a total 25 hour fast from sunset on one day till sunrise on the next. It is a time of atonement, repentance and reflection


What to do?


Extend the greeting “wishing you well over the fast”

MUSLIM CULTURE

Islam originates in Arabia. The prophet Muhammed was called to prophetic life at 40 and was a visionary, an inspiring leader and a reformer. Islam literally means surrender or obedience and submission to God. Muslims worship in a mosque or masjid. Muslims follow a halaal diet refraining from Pork, gelatine and alcohol. Men attend prayers every Friday at the mosque between 12.00 and 14.00. Male Muslims expect to be able to attend mosque every Friday

Muslim Holy Days

· Commencement of Ramadan: (5 October 2005)


This is the holiest month in the Muslim calendar. It ends on or near the 29th of the month when the new moon is sighted. Fasting lasts from dawn to dusk every day of Ramadan.

What to do?


Extend the greeting “Ramadan Mubarak” at the beginning of the fast. Do not invite Muslims to business lunches during Ramadan. Try not to schedule business 
functions during this month. Do not eat or drink in front of Muslims who are fasting.

· Eid-ul- Fitr: (4 November 2005)


Eid celebrates the end of the fasting of Ramadan. Usually a Muslim business is closed on this day. The day and the following day are usually taken off work.


What to do?

Send red flowers the day before. Remember to extend the greeting “Eid 
Mubarak” to Muslim employees.”

CHRISTIANITY

This is a religion which emphasises salvation through love, sacrifice and faith. Jesus of Nazareth, born a Jew founded Christianity. There are many different branches of Christianity. In South Africa these include the Catholic Church, the Methodist Church and the Anglican Church as well as the NGK and Zionist Church. Christians pray in a church. Most Christian services are held on Sunday.

Christian Holy Days

· Ash Wednesday


This is a day of fasting and abstinence which marks the beginning of Lent. It is a 
normal working day though some employees may wish to attend Church services.

· Good Friday: (25 March 2005)


This day commemorates the crucifixion of Christ and is a very significant day for Christians. Church services will be attended and many Christians will fast on Good Friday


What to do?


Many Christians eat Hot Cross Buns on Good Friday. The cross on the bun symbolises the cross on which Christ was crucified.

· Easter Sunday: (27 March 2005 )


Easter Sunday is a day of celebration, celebrating the resurrection of Jesus from the dead. In South Africa many African Christians are members of the Zionist church who traditionally gather at Moria outside Pietersburg to celebrate Easter


What to do?


You may wish people “Happy Easter.” Traditionally presents of chocolate eggs are given especially to children.  

· Christmas Day:  (25 December)


Christians celebrate the birth of Jesus Christ on Christmas Day. Most practicing Christians attend church services on this day or the night before. In South Africa all offices and businesses are closed on this day.


What to do?


Christmas cards and presents are exchanged between family and friends. In businesses one must be careful not to give Christmas cards to those that are not Christian. A plain greeting card at the end of the year is more appropriate and will 
not give offence.

SECTION 4

GLOSSARY

	Accredited provider
	Training provider that has been accredited by the ETQA of one of the SETAs

	BBBEE
	Broad-based Black Economic Empowerment Act, No 53 of 2003

	BEE
	Black Economic Empowerment

	BEE Commission
	Black Economic Empowerment Commission established in 1998

	BEEG
	Black Economic Empowerment Group

	Black company
	More than 50.1% owned and controlled by black people

	Black empowered company
	More than 25.1% owned by black people and substantial management and participation in control of company is vested in black people

	Black influenced company
	Between 5% and 25% owned by black people, with participation in control by black people

	Black person
	Generic term that incorporates Africans, Coloured and Indians.  Includes South African citizens and permanent residents of South Africa.

	Black women owned enterprise
	A business with at least 25.1% representation of black women within the black equity and management portion

	BMF
	Black Management Forum

	BOSMEs
	Black owned, small and medium sized enterprises

(Turnover ranging from R 500,000 to R20 million per annum)

	Charter
	An industry transformation charter eg Financial Services Charter

	Compliance 
	A moving target, but currently taken to mean meeting the overall weighted target result of 40% or above for BEE

	Credit-bearing short course
	SAQA defines this as a type of short learning programme for which credits are awarded in relation to the course’s contribution to a unit standard and/or part of a qualification. A credit-bearing short course usually contains less than 120 credits. 

	CSI
	Corporate Social Investment

	Diversity
	Difference in the broadest sense.  Includes gender, racial, cultural, ethnic, age, religious, beliefs, sexual orientation, disability differences

	DoL
	Department of Labour

www.labour.gov.za

	DTI
	Department of Trade and Industry

www.dti.gov.za

	EEA
	Employment Equity Act, No 55 of 1998 Amended

	Empowerment
	An integrated and coherent socio-economic process that directly contributes to the economic transformation of South Africa and brings about significant increases in the number of black people who manage, own and control the country’s economy, as well as significant decrease in income inequalities

	ETQA
	Education and Training Quality Assurance Body

	Fasset
	Finance, Accounting, Management Consulting and other Financial Services, Sector, Education and Training Authority

	HDIs
	Historically disadvantaged individual

	HDPs
	Historically disadvantaged persons

	Learnership
	A learning programme with a structured formal learning component and structured practical work experience that leads to a registered qualification relating to an occupation.

	Managing diversity
	Planned, systematic and comprehensive managerial process for developing an organizational environment in which all employees, with their similarities and differences, can contribute to the organisation.

	NQF
	National Qualifications Framework

	Organizational Culture
	The deep seated beliefs about the way an organisation works.  It defines the way the employees see their organisation and those behaviours that are the norm in the organisation

	PDI
	Previously Disadvantages Individual 

	PP
	Preferential procurement

	PPFA
	Preferential Procurement Framework Act

	SAQA
	South African Qualifications Authority

www.saqa.org.za

	Scorecard
	The scorecard as proposed in the Department of Trade and Industry’s First Code of Good Practice, where seven criteria are identified and each criterion is given a weighting. A compliance target for each of the seven criteria is set either by the applicable transformation charter eg Financial Services Charter, or, the applicable code 

	SDA
	Skills Development Act, No 97 of 1998, Amended

	SDF
	Skills Development Facilitator 

	SDLA
	Skills Development Levies Act, No 9 of 1999

	SETA 
	Sector Education and Training Authority

	Skills Development Grants
	Grants paid back to organisations by SETAs.  Vary from SETA to SETA. Fasset currently pays : - 

· WSP Grant

· ATR Grant

· Strategic cash grant

· Interim ATR grant

· PDI learnership grant



	Skills Development Levy
	1% of payroll payable to SARS on a monthly basis

	Skills Programme
	Skills programmes are registered with the SETA in whose scope the learning programme falls, and the SETAs pay grants from the Skills Levy contributions to employers and training providers that implement skills programmes.

	SME
	Small and medium sized enterprise

	SMME
	Small, medium and micro sized enterprize

	The Code
	The Code of Good Practice

DTI publication that provides guidelines on economic transformation. Code applies to you if your industry is not under a charter.  The financial industry is under the Financial Services Charter.

	Valuing diversity
	Recognizing and appreciating that individuals are different, that diversity is an advantage if it is valued and well managed.
Diversity is not simply to be tolerated but encouraged, supported and nurtured.
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SKILLS DEVELOPMENT LEVIES ACT


Provides  INCENTIVES                for education & training 
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