


































































































Transformation must be achieved by focusing on re-skilling by %s of multi-skilling and 

workforce development. An indication is also given that managers must be informed 

and prepared to manage multi-skilling since its success lies with the managers (Van 

Eeden, 1999:5). 

Jackson and Straude (2001:7) point out that managers are people who plan, organize, 

direct and control the allocation of human, material, financial and information resources 

in pursuit of the organization's goals. 

Unisa (1999:12) sees the role of managers bringing about change in an organization 

for better global competitiveness, bringing about integration of all activities from top 

management to employees and utilizing of the brainpower and potential of everyone in 

the organization. It is further said that managers have to enable and empower 

employees by transferring the tasks and responsibilities to employees, detecting 

defects and training problems and solving problems immediately. , 

In Education Mirror (1992:24) the role of managers is described as making provision 

for appropriate policies, strategies and structures that wJl support organizational 

growth. Blanchard (1998:l) states that managers should consider the need for people 

to have worthwhile work, and realize their importance because as they have control 

over the organisation's goals, therefore they give the incentive for skills development. 

Ngubane et a/. (2000:35) state that managers have to ensure that effected changes 

are relevant to learners' needs by first doing needs identification and analysis. Ford 

(1998:lOO) indicates the importance of identifying skills appropriate for the organization 

or programme, to avoid fruitless training. 

According to Hofmeyr (1996:18), managers have to create a new educational 

imperative, provide quality organizational understanding for all levels of staff and lay 

the foundation by creating a receptive context change. 

Heidi (2001:1), like other authors, highlights the point that managers should provide 

employees with adequate training to perform their duties and be able to advance 

personally and professionally. Managers have to improve staff morale, put the new 

systems in place and ensure that the systems are working properly. 



Nzimande and Skhosana (1996:183) state that the senior managers have to carry out 

regular educational development programmes to transform the quality and ethos of the 

department and to issue regular statements that are accessible to all employees, 

describing their commitment to the empowerment codes and special programmes to 

be implemented. 

Pietse (1997:31) highlights the point that staff development is often a shared 

responsibility of the directors where they are involved in in-service training, monitoring 

and external training support programmes. 

3.5.3 Current management challenges 

Fitzgerald et a/. (1997: 325) lists the current management challenges as follows: 

Management has to deliver equal education and training services regardless of 

inherited institutional relationships that are characterized By a lack of equity in 

terms of service delivery and institutional development within and outside the 

system. . 
0 There is still much ineffective bureaucracy in managing and sustaining change. 

Management capacity is limited. 

Another challenge for management in education is clarification of the 

relationship between national and provincial education departments. 

3.5.4 Management competencies 

Jackson and Straude (2001:3) define management competencies as sets of 

knowledge, skills, behaviours and attitudes that are needed for effective performance 

within the management jobs. They continue to say that the key managerial 

competencies are communication, planning and administration, teamwork, strategic 

action, global awareness and self-management. 

3.6 REASONS FOR MANAGERS FAILING TO IMPLEMENT MULTI-SKILLING 

PROGRAMMES 

A number of reasons for the failure of managers to implement a multi-skilling 

programme are pointed out by various authors. Davidoff and Lazarus (2002:176) are 
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of the opinion that managers fail to lead the multi-skilling process because of a lack of 

knowledge of their leadership role, which could be obtained through the development 

of skills, knowledge, attitudinal changes and particular leadership qualities. 

Branine (1996:5) states that the lack of increase in management education and 

training programmes is an urgent shortcoming that is highly neglected by the highest 

authorities. The lack of passion in managers when pursuing complex goals, results in 

managers failing in their intentions (Fullan, 1999:38). 

In Hofmeyr (1998:18) it is pointed out that because of change stalemates, managers 

tend to rush off to the latest seminar which can provide guidance on this issue, but end 

up finding themselves confronted with a confused, fearing and resistant staff. 

Hargreaves, Lieberman, Fullan and Hopkins (1998:26) see change as difficult because 

it is coupled with dilemmas, ambivalences and paradoxes, which include the use of 

top-down and bottom-up strategies and cause uncertainty and dis~atisfaction. 

Often the middle managers are given the role of directing (other than counselling and 

assisting) employees through development programmes, which leads to their failure 

because of their limited knowledge and understanding of multi-skilling itself (Akhlaghi & 

Mahony, 1997:4). 

Managers are capable of handling their positions, but are not equipped to handle their 

own new roles without proper skills and support (Hayes, 1997:2). 

Larsen (1997:3) states that supervisors, middle managers and top management 

underestimate the degree of frustration regarding multi-skilling caused by lack of 

career planning and counselling after the programme, lack of job challenges, lack of 

job responsibilities and uncertainty regarding job assignments after completing the 

programme. 

3.7 THE NEED FOR A MULTI-SKILLING PROGRAMME FOR MANAGEMENT 

The Department of Education is faced with a growing need for multi-skilling, which is 

caused, by increasing competition and a Total Quality Management change in the 

workplace. 

Tyson (1995:147) highlights the point that there is a need for large-scale change in 

transforming organizations that must be led by top management. There is a need to 
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adopt a competency-based approach to de-lineate the knowledge, skills and 

understanding required for successful programmes. It is the function of the education 

system to provide continuous professional development for managers. 

3.7.1 Why managers need multi-skilling 

According to Davidoff and Lazarus (2003:168), development is an ongoing process 

where certain skills and understanding are necessary and important to managers who 

must be equipped for the challenge to build leadership and management capacity. 

In Dumisa, Mbatha, and Mthembu (2000:41), an indication is given that it is important 

for managers to develop skills for dealing with different skills like staff development 

skills, in-service skills and workshopping skills, in order to guide the staff development 

programmes. 

Mbiji and Mandela (1998:40) state that managers as wealth creatbrs and role players 

in the organization, need to be trained continuously in order to assess the value of new 

skills training and to receive a broad base education for project management, since . 
training needs are now shifting from the need for facts memorizing and physical skills 

development to an increased application of understanding needs. 

Davidoff and Lazarus (2002:167) add that it is difficult to practise leadership and 

management skills if managers do not have the marks of good leadership. This 

emphasizes the need for personal and staff development through commitment to the 

transformation process, operating with clarity, depth, confidence and integrity. 

Most of all, Carel et a/. (2000:310) emphasize the importance of updating employees' 

skills by using technological advances that result in the effective functionality of the 

organization through brainstorming. 

Van Dyk et a/. (2001:216) highlight the fact that many organizations are not yet trained 

in management skills. Managers still need training in workplace literacy that will 

enable them to cope with change. 

Pearce and Robinson (2000:15) state that the continuous improvement of managers' 

skills provides managers with a way to provide a form of strategic control that allow the 

organization to be pro-active and develop rapidly towards success. 



3.7.2 The implications of future management development programmes 

Hayes (1997:5) points out that, since managing is there to stay, even if managers may 

disappear, learning self-management skills is one of the future management 

developments that will always be needed. Larsen (19975) rates management 

development as the requirement of knowledge that is deeply rooted in action and 

commitment to ongoing learning programmes. 

3.7.3 Problems of implementing a multi-skilling programme 

Fitzgerald eta/. (1997:382) are of the opinion that the structural linking of planning and 

implementation activities (by calling in foreign experts to analyse the needs, and to 

design and plan the development response) is a problem. Finances, human resources, 

organizational structure and technical capacity to undertake the process are also 

regarded as problems. 

Management is affected by the budgetary constraints leading to a limited number of 

managers being trained, affecting their role in the implementation of multi-skilling . 
(Meyer, 1999:216). In any change process, managers have to create the right 

ambience for change to start taking place. 

3.8 THE ROLE OF MANAGERS IN IMPLEMENTING MULTI-SKILLING 

Hayes (1997:5) stresses the point of managers changing attitudes to their work and 

colleagues by taking advantage of training programmes, for knowledge is the key to 

security and the ability to integrate information to create new systems. Callan (2000:4) 

says that managers are to let go in order to get the growth they want. 

Managers are to communicate frequently with the policy-makers for the sake of 

accountability, and of response to local circumstances necessary for the development 

of new skills and a new style of working. Van Eeden (1999:14) states that managers 

are to engage in shared purposes, goals and a common understanding of change with 

the employees. 

Hyland et a/. (1999:350) point out that managers must install action to improve multi- 

skilling by identifying and evaluating training needs, mentoring programmes, setting 

support structures by developing recognized career structures, team assistants and 



multi-skilled operators. Blanchard (1998:14) says that managers are to provide the 

employees with reasons for skills development before the programme starts. 

In Unisa (2002:12), it is stated that managers have to undergo a paradigm shift from a 

position of power and status to one in which they will be exposed to training in how to 

shift from the existing methodology of work. 

According to Branine (1996:8), management at the top has to come to understand and 

appreciate the benefits of modern management and then accept and implement 

training and development. Madi (1993:113) says that management itself has to stop 

daydreaming and improve skills for effective management. 

In Hyland eta/. (1998:12) it is said that managers have to have a genuine willingness 

to work together with employees in ensuring the acceptance and success of 

empowerment as a way of improving their management. 

Larsen (1997:4) mentions the point that there is a need for a,.different concept that 

takes into account the increasing share of knowledge, bridging the gap between 
, 

personal growth and organizational learning and incorporating experiential learning as 

a supplement to formal training. Managers have to provide solutions of flexible working 

practices to avoid losing people with talents and must consider women's 

understanding of the basic source (Walker, 2002:3). 

Management needs to know how to implement a multi-skilling programme. Hyland et 

a/. (1998:349) highlight the importance of careful planning, understanding how people 

react to change, keeping an inventory of in-house training capabilities and planning 

training according to employees' needs. Managers should strategize the 

implementation process in accordance with the plan. 

Nzimande and Skhosana (1996:17) support the idea of the provision of regular 

programmes of an educational nature to increase awareness of multi-skilling. This will 

improve the role of management in the implementation process. 

Managers should recognize the constant evolving of the strategic multi-skilling process 

and monitor, it for significant shifts in all components (Pearce & Robinson, 2000:16). In 

Department of Education (SA, 1996:25), it is said that the eradication of discriminatory 

practices based on race, gender and disability will improve management. 



The active engagement of the managers in leading change results in new ideas 

emerging with a change process within them, improving their roles in the 

implementation of a multi- skilling programme (Hargreaves & Fullan, 1998:221). 

Unisa (1999:4) states that managers are faced with change. To improve in the 

implementation of multi-skilling, they have to implement innovative strategies, adapt to 

organizational designs that are radically and significantly different from current ones 

and re-look at and re-design the traditional structures and modes of operation. 

Managers have to identify problems, solve them and make decisions in leading and 

managing employees' development programmes within the organization (Dann, 

1996:5). 

The Department of Education (1996:250) points out that managers have to be 

motivated through inductions and be provided with leadership, team development, 

clarification of roles, communication and reflective practices to enable them to meet 

the challenges 

Managers have to coordinate all activities, working closely with the project managers, 

maintaining records, reporting and reviewing status (Steyn, 1998:83). 

Unless the managers submit to and, more importantly, embrace the wider societal 

changes, they will be left in dust (Wiebe-randeree, 2000:81). 

3.9 SUMMARY 

In this chapter the focus was on the role of the manager in implementing multi-skilling. 

The need for multi-skilkng managers was included to address factors hindering their 

role in implementing multi-skilling. 

The next chapter focuses on the empirical research where the format of the 

questionnaire, pilot study, questionnaire distribution, population, sampling, 

administration procedures and statistical techniques will be dealt with. 



CHAPTER 4 

EMPIRICAL RESEARCH 

4.1 INTRODUCTION 

In chapter three, the role of the different management levels was discussed. In this 

chapter the empirical research design will be discussed -which includes the discussion 

on the format of the questionnaire, the pilot study, questionnaire distribution, 

population sampling, target population data, response rates, administrative procedures 

and statistical techniques. 

The empirical research was done for the purpose of collecting data on the role of the 

District Managers in the implementation of a multi-skilling p rograve .  This was done 

by designing a questionnaire where the aim of the study was taken into consideration. 

A total of 23 questions were designed for the pilot study. The final questionnaire 

consisted of eighteen questions (Annexure A). The questionriaire was sub-divided into 

two main parts, namely Part A and Part B. 

4.2 AIM 

The overall aim of the study was to determine the role of the Regional Managers in the 

implementation of the multi-skilling programme in the education Department of 

Education,Vryheid Region. The specific aim was to guide the Regional Managers in 

their role and to provide a model for the successful implementation of multi-skilling. 

The overall aim was operationalised by: 

giving an overview of the nature and scope of multi-skilling; 

determining the role of the District Managers in the implementation of a multi- 

skilling programme; and 

developing a model for the implementation of a multi-skilling programme. 



4.3 FORMAT OF THE QUESTIONNAIRE 

The questionnaire consisted of Part A that was based on the employee demographic 

information where the age, gender, division, job title and length of service were 

included. These aspects were important to this study since their experiences in the 

role of managers in implementing the multi-skilling programme contributed greatly to 

achieving the original aims (see 1.2). 

In part B questions were asked to determine the understanding of the respondents 

regarding what multi-skilling implies. These responses guided the development of the 

model in chapter 6. Each question had a 4-scale response: 

1 means strongly agree 

2 means agree 

3 means disagree 

4 means strongly disagree 

The respondents were asked to tick the appropriate box. 

4.4 PILOT STUDY 

The designed questionnaire was pre-tested with a sample of District Managers (n=95) 

who were part of the final population. The participants were asked to respond to 

questions honestly, take note of unclear and confusing statements and to provide 

suggestions and comments. Piloting was done, using a first draft of the same 

questionnaire (Annexure A). The reason behind this was to ensure clarity and 

appropriateness before the questionnaire was distributed to the respondents. The pilot 

study participants were encouraged to provide comments and suggestions, using the 

space provided. The pilot study responses were analysed, and there was no need for 

effecting changes so the draft questionnaire was used as the final questionnaire 

(Annexure A). 

4.5 QUESTIONNAIRE DISTRIBUTION 

The final questionnaire was distributed to all Regional office-based Managers since all 

Regional office-based Managers were part of the process. The reason for using all the 
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managers as participants was that, according to the statistics collected from personnel 

the section, only 95 District Managers (from different divisions) were employed in this 

region and that is a reasonable number to use for data collection. 

A covering letter orientating the respondents to the questionnaire and providing 

assurance regarding confidentiality and anonymity was included in the final 

questionnaire. 

The questionnaires were distributed by the researcher herself and by contact people 

within the district offices. The questionnaires were collected personally from the 

respondents and contact people (that is: the Section Heads). 

The above-mentioned distribution and collection of the questionnaires reduced 

expenses. It also resulted in a high return rate except from those respondents who 

had been relocated to other places/districts because of restructuring. It was even 

easier to do a follow-up and collect the questionnaire within a sA  period of only four 

and a half weeks. 

4.6 POPULATION AND SAMPLING 

The research targeted all the Vryheid District Managers at all levels and in all divisions, 

including the supervisors, (that is: supervisors, First Education Specialists, Deputy 

Education Specialists, Chief Education Specialists, Assistant Directors, Deputy 

Directors and Directors). The first step in identifying the target population was to 

contact the appointment section and EMlS section for statistical data. The data 

indicated that the target population comprised (n=3) Directors, (n=2) Deputy Directors, 

(n=6) Assistant Directors, (n=15) Chief Education Specialists, (n=29) Deputy Chief 

Education Specialists, (n=38) First Education Specialists and (n=2) Supervisors. 

Table 4.1 Target Population 

I I I 
1 Chief 

ssistant 
Education 

irectors 
Specialists 

Deputy 

Chief 

Education 

Specialists 

First 

Education 

Specialists 

Supervisors 



The following step was to decide on the target population: all the District managers as 

indicated in table 4.1 above. The reason for using all the District Managers was that 

the target group was large enough to ensure that there would be enough 

representation, that is: homogeneity and heterogeneity of the population (Vermeulen, 

1998:52). The guidance from the distribution guidelines for sample size and statistical 

consultant discussions were used in this regard 

4.7 RESPONSE RATE 

The questionnaires were distributed to all the Vryheid District Managers (that is: 95 

participants). The returns are shown in the table below as per category: 

Table 4.2: Sampling 

Population Questionnaires Questionnaires % 
category distributed received 1 

Directors I 3' I 1 I . 33,3% I 
Deputy Directors I 2 I 2 :I 100% 1 
Assistant Directors / 6 1 5 1 83,3% 1 
Chief Education 
Specialists I 
Deputy Chief 
Education 
Specialists 

First Education 
Specialists I 
Supervisors I 2 I 2 I 100% I 
Total I 95 I 76 I 79,3% 1 
The response rate for each category is above 70%: that is very good, with the 

exception of the first category (Directors), which is 33, 3%. This makes the 

generalization acceptable (Tsotetsi, 2002:104). . . 



4.8 ADMINISTRATIVE PROCEDURES 

4.8.1 Approval from Regional Office 

A letter was written to the District Director of the Vryheid District, requesting to be 

permitted to conduct research by administering questionnaires to the target population. 

This letter of request and the questionnaire were both submitted to the District Director 

for approval (Annexure C). 

Permission was granted (that is: the Director signed the letter of request, indicating 

approval). The questionnaires were accompanied by the signed letter to assure the 

participants that the research had been approved by the District Director and also to 

gain the support of the participants. The approved questionnaires were distributed to 

the participants by the researcher and to some contact people within the District Office. 

4.8.2 Follow-up on questionnaires distributed 

The follow-up on the questionnaires that had been distributed was done telephonically 
< 

by the researcher. The contact people also kept on reminding the respondents of the 

due date to avoid delays. The outstanding responses were followed up, which was 

easy since the contact people were in the District office. 

The completed responses were collected personally from the respondents and also 

from the contact people as per agreement. Although much was done to collect and 

follow-up the outstanding responses, not all the distributed questionnaires were 

returned. 

4.9 STATISTICAL TECHNIQUES 

The Statistical Consultancy Services of the Vaal Triangle Campus of the North-West 

University was approached for the analysis and processing of the collected data. This 

was done by means of the SAS programme to determine the percentage and 

frequencies. 

Descriptive statistics such as means, standard deviations and frequency distributions 

were used to rank the factors and to describe the respondents. Skewness and kurtosis 



were used to determine whether normality assumptions were violated. No violations 

occurred. 

4.10 SUMMARY 

This chapter dealt with the research design and the research method, development 

and pilot study were outlined. The questionnaire was used as an instrument for data 

collection because it would be easy to collect information provided by respondents on 

their own, easy to distribute and to collect personally. 

The data analysis and interpretation will be dealt with in the next chapter. 



CHAPTER 5 

DATA ANALYSIS AND INTERPRETATION 

5.1 INTRODUCTION 

Chapter 4 dealt with the empirical research design. In this chapter the report on the 

empirical research using a questionnaire (Annexure A) will be presented. This report 

will reflect on the attitudes of the office-based managers (at all levels) with regard to 

their roles in the implementation of a multi-skilling programme in the Department of 

Education. 

5.2 GENERAL INFORMATION 

5.2.1 Aim 

The aim of descriptive data analysis and interpretation is to comment on the 

respondents' response to each question. . 

5.2.2 Review of respondents 

The research covered all 95 office-based managers (at all levels) in the district. The 

reason for using all the office-based managers was that random sampling would result 

in a smaller number of respondents that would be used for the research. A total of 95 

questionnaires were distributed to all the managers. A response rate of 79,3%, 

covering all managers, was achieved (see table 4.2). The reasons for less than a 

100% response rate need to be considered. 

The response rate could have been affected by the following aspects: 

The process of restructuring where other office-based managers were placed in 

other Districts far from the one where the research was conducted. 

The level of understanding multi-skilling 

The time factor 



5.3 BIOGRAPHICAL INFORMATION 

5.3.1 Age of respondents . 

Table 5.1: Age of respondents 

5160 pars 25-30 years 

I I 

Missing frequency=19 

25-30 years 

31-40 years 

41-50 years 

51-60 years 

A total of 76 respondents responded to the questionnaires. Nineteen (19) respondents 

did not answer or respond. The respondents between the ages of 25-30 comprise only 

5,2%. Those between 31-40 years comprise 35,5%. The respo"dents between 51-60 

years of age comprise 22,4%. This indicates that the ~epadment of Education needs 

to spend time addressing the issue of exposure to multi-skilling. The number of 

employees employed by the Department of Education in this District could have a 

bearing on the implementation of a multi-skilling programme in Department of 

Education reform in South Africa. 

The missing frequency nineteen (19) is the percentage of the participants that did not 

respond to the question. 

4 

27 

28 

17 

5.3.2 Gender of respondents 

Table 5.2: Gender of the respondents 

5,2% 

35,5% 

363% 

22,4% 

22% 5 %  

I 3140  pars 
41-50 p a n  36% 

37% 

Gender Frequency 

Males 

Females 
% 

Missing Frequency=l 

48 

27 

64% 

3 6 '10 
es 



Of the 76 participants who responded, the responses according to gender indicate that 

males (64%) comprise the largest group, while females comprise 36% of the 

respondents. The assumption in this case is that the role of the office- based 

managers in implementing a multi-skilling programme would pose practical challenges 

to gender equity. This gender equity challenge could have an influence on the 

implementation of a multi-skilling programme when policies like skills development, 

gender equity and affirmative action are implemented. 

Only 1% of the respondents did not answer the question. 

5.3.3 Responses of different divisions 

Table 5.3: Responses of different divisions 

Division 1 ;,"quency 1 YO 1 support 
Services 

46% ' 
Cornorate Services 11% 

Provisioning 43% 

46% 

Seventy-six (76) respondents answered this question. The largest group of 

respondents is from the Support Services (46%). The Provisioning Section accounts 

for 43%, while Corporate Services account for 11 %. 

Missing Frequency=19 

The division itself could have an influence on the role of the managers in implementing 

multi-skilling in the Department of Education. The division's influence contributes in the 

sense that other sections job specifications do not include all the management levels. 

43% 



5.3.4 Job titles of respondents 

Table 5.4: Job titles 

/ JOB TITLE / FREQUENCY I % 

I First Education Specialist 1 31 )40,8% 

- - - - -  

Director 

Deputy Director 

Chief Education 
Specialist 

Deputy Chief Education 
Specialist 

I Assistant Director . ' 1 05 1 6,6% 

0 1 

02 

11 

24 

J 

There are no respondents who did not respond to this question. The largest group in 

this case are the First Education Specialists (40,8%). Th6 Director, Deputy Director 

and Chief Education Specialists (Macro Level) combined to an amount of 18,4%. The 

Deputy Chief Education Specialists account for 31,6% and Assistant Directors together 

with Supervisors inclusively account for 8,9%. 

1,3% 

2,6% 

14,5% 

31,6% 

Supervisors 

The job title held by respondents could also influence the role the managers play in 

implementing multi-skilling because of the management position they hold. 

5.3.5 The degree of importance of factors that might influence the 

implementation of a multi-skilling programme 

02 

The number of the respondents who strongly agreed with the role in the 

implementation of a multi-skilling programme has been ranked in order of importance, 

that is: from the most to the least occurring. This average ranges from 2,61% (most 

occurring) to 1,37% (least occurring). The percentages were calculated out of four (4) 

2,6% 

since a lour-point scale was used in the questionnaire (Annexure A). These mean 

scores were used in Annexure A in the questionnaire. 

The responses of the employees to multi-skilling range from strongly agree to strongly 

disagree. Most responses comprise more than 80% of the scientifically acceptable 
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return rate of responses. This confirms the findings of the literature survey about the 

role of managers in implementing a multi-skilling programme. 

The different factors that might influence the implementation of a multi-skilling 

programme were ranked (see table 5.5) according to the percentage of respondents 

that strongly agreed with one another. 

For table 5.5 the assumed scale was the following: 

Strongly agree Strongly disargree 

Not 

important 

Very 

important important 1 '  
Important 

at all I 

Table 5.5: Ranking the importance of multi-skilling items, using the assumed 

scale 

Rank 
Order 

1. 

Question 
Number 

14 I need more exposure to the multi-skilling 
concept 

Managers have a role in implementing multi- 
skilling strategies 

Multi-skilling will benefit the employee 

All levels of management should be 
involved with the multi-skilling programme 

Multi-skilling will significantly improve 
performance in the Department of Education 

The management of my Department will be 
much easier once multi-skilling has been 
implemented 



Multi-skilling will improve productivity 147,368 1 
Multi-skilling is an important program to 46, 053 
follow I I 
I accept the principles of multi-skilling 40,789 

Multi-skilling will improve manpower 40, 541 
planning in the Department of Education, 
Vryheid District 

I foresee limitations to the implementation of 15, 789 
a multi-skilling strategy within the 
Department Education, Vryheid District 

I have been introduced to the concept of 13,158 
multi-skilling 1 I 
Few organisational levels at Vryheid, 8,108 
Department of Education will lead to more 
effectiveness 

I am satisfied with the way in which the 7,895 
multi-skilling programme has been 
introduced - 
Multi-skilling principles are being practised 5,263 
in my District 

Multi-skilling principles are being applied in 
my Department 

The first five highly ranked items have a percentage of between 64,OO and 55,263. 

This indicates that respondents felt that they would need more exposure to the multi- 

skilling concept (Question 14). The second most important item is that managers have 

a role in the implementation of a multi-skilling strategy. This is in line with the finding of 

the literature study: that the success of multi-skilling lies in the hands of the managers. 

In the third place, perceptions are held that multi-skilling will benefit employee 

productivity (Question 7). The point highlighted is that the employees need multi- 

skilling programmes. Question 15 is ranked in the fourth place, which indicates that the 

respondents believe that all levels of management should be involved a multi-skilling 

programme. The fifth most important factor is that the respondents believe that multi- 

skilling will significantly improve performance in the Department of Education 

(Question 16). 



An overall analysis of the first five items indicates that the respondents indicate a need 

for multi-skilling for both employees and the Department, at all levels of management. 

The most pragmatic factor in'the role of the District managers in the implementation 

process is that managers do not fully accept the principles of multi-skilling (Question 

6). 

In position 12, in rank order of importance, is the fact that managers have been 

introduced to the concept of multi-skilling (Question 1). Question 12 shows that few 

organisational levels will lead to a more effective implementation of a multi-skilling 

programme and it is placed in position 13 in order of importance. Question 11, which 

indicates that managers are satisfied with the way in which the multi-skilling 

programme has been introduced, is ranked in position 14 in order of importance. The 

second last question, number 4, which is in position 15 in order of importance, 

indicates that multi-skilling principles are not currently being practised in their District. 

The last one is question 5, ranked in position 16 in order of importance, indicating that 

multi-skilling principles are not being applied in their departmeh. Position 16 has an 

average of 3,947%. The mean score of the last five fact~rs regarding the rank of 

importance is between 13,158 % and 3,947%. 

All these responses indicate a low percentage, which implies the absence of multi- 

skilling programmes. 

5.3.6 Factors perceived to be important for Regional Managers who implement a 

multi-skilling programme 

Table 5.6:Ranking the perceptions of respondents for the occurrence of the 

items in  practice 

Items Rank 
Order 

1. I am satisfied with the way in which our multi- 
skilling programme has been introduced 

Question 
Number 

11 

Multi-skilling principles are being practised in tmy 
Region 

I foresee limitations to the implementation of a 
multi-skilling programme with the Department of 
Education, Vryheid Region 



Multi-skilling principles are being applied in my 
Department 

Few organizational levels at Vryheid Region, 
Department of Education will lead the 
effectiveness 

I have been introduced to the concept of multi- 
skilling 

Multi-skilling will improve productivity 

Multi-skilling is an important programme to 
follow 

I accept the principle of multi-skilling 

Multi-skilling will improve manpower planning in 
the Department of Education, Vryheid Region 

Multi-skilling will significantly imljrove 
performance in the Department of Education 

The management of my Department will be 
much easier once multi-skilling Aas been 
implemented 

Multi-skilling will benefit the employee 

I need more exposure to the multi-skilling 
concept 

All levels of management should be involved in 
a multi-skilling programme 

Managers have a role to play in implementing a 
multi-skilling strategy 

Table 5.6 looked at the degree of perception in practice, whilst table 5.5 looked at the 

degree of importance in theory. 

According to the respondents' perception of factors that are highly important in 

implementing a multi-skilling programme, the five highly perceived items range 

between percentage of 2,592 and 2,257. There is a slight difference in the average of 

the degree of importance factors (Refer to table 5.5). 



Question 11 is ranked as the highest item: those managers are satisfied with the way 

in which the multi-skilling programme has been introduced (percentage of 2.592): The 

second highest ranked question is question 4 with a percentage of 2,408: they tend to 

agree that multi-skilling principles are being practised in the District. 

In the third position is the fact that one foresees limitations to the implementation of a 

multi-skilling strategy within the Department of Education (Question 9), with a 

percentage of 2,342. The fourth position with a percentage of 2,316 (Question 5) is 

that multi-skilling principles are being applied in the department. Number 12 is ranked 

as position 5, that is few organization al levels at Vryheid District, Department of 

Education will lead the effectiveness,with a percentage of 2,257. 

5.3.7 A comparison of the percentage of the respondents' reaction to  multi- 

skilling based on their role in the implementation of a multi-skilling 

programme: theory versus practice 

Table 5.7: Exposure to the multi-skilling concept 

In this table (5.7), the depiction of the rank of importance and the rank of perception of 

occurrence of question 14, there is a need for more exposure to the multi-skilling 

concept. This item was viewed by most respondents as very important, therefore 

ranked as position 1 with a percentage of 64,O. The very same item was perceived to 

be almost least occurring in the experiences of the respondents with a percentage of 1, 

427. 

- 

Yo 

64,O 

This indicates that the managers need to be more exposed to the concept of multi- 

skilling. These figures show a general view and perception of all the respondents 

across age and gender. 

- - 

RANK 

01 

ITEMS 

I need more exposure to the multi- 
skilling concept 

% 

1,427 

RANK 

14 



Table 5.8: Managerial roles in implementing a multi-skilling strategy

% I RANK I 1% I RANK

63,15 I 02 I Managers have a role in implementing a 11,368 I 16
multi-skilling strategy

Table 5.8 shows that by ranking question 8 as second in importance, managers have

an important role to play in implementing a multi-skilling strategy, is ranked in position

2 in order of importance, with the average of 63,2% and ranked position 16 in the

perception rank order, with the percentage of 1,368. The implication is that this

statement is perceived to be less important in practice.

Table 5.9: Multi-skilling will benefit the employee

% RANK % RANK

61,8 03 Multi-skilling will benefit the employee 1,447 113

Table 5.9 is about the benefit of multi-skilling to the employee because (Question 14

14) which is ranked in third position in order of importance with an average of 61,8%,

as indicated in the above table. The perception of the respondents about multi-skilling

benefiting the employee in practice is ranked in position 13 with a percentage of 1,447.

This shows that although the occurrence in practice is -low, by implementing a multi-

skilling programme, the employee will benefit.

Table 5.10: Levels of management involved in the multi-skilling programme

% 1 RANK I I % I RANK

61,2 I 04 IAll levels of management should be involved I 1,408 I 15

57

---



in the multi-skilling programme 

From table 5.10, it can be calculated that all levels of management should be involved 

in the multi-skilling programme. This item is ranked in position 4 in order of importance 

withthe average of 61,2%. The respondents perceived this as not given full attention 

in practice as it is ranked in position 15 with the average score of 1,408%. 

Table 5.11: Improving performance in the Department of Education 

Table 5.11 indicates that multi-skilling will significantly improve'performance in the 

Department of Education. This item is ranked in position five in order of importance 

with an average of 55,3%. The perception of the participant$ shows that this item has 

not received enough attention in practice so far. 

Table 5.12: Managing a department easier 

55,3 

--- ~ p~~ ~~ ~ 

Table 5.12 shows that management of a department will be much easier once multi- 

skilling have been implemented. This item is ranked in position six in order of 

importance with an average of 54,0%. Occurrences in practice indicate that 

management has not yet benefited a lot by the implementation of multi-'skilling 

programmes. 

05 

54,O 

Multi-skilling will significantly improve 
performance in the Department of Education 

06 

1,513 11 

12 The management of my department will be 
much easier once multi-skilling has been 
implemented. 

1,671 



Table 5.13: Improve productivity 

/ % 1 RANK 1 1 X 1 RANK I 
1 47,4 1 07 1 Multi-skilling will improve productivity. 11,776 107 1 
Table 5.13 indicates the rank order position of question 2, that multi-skilling will 

improve productivity. This item is ranked in position seven in order of the importance 

with an average of 47,4%. The ranked position and average score of participants' 

perception of the occurrence in practice is 7 and 1,776% respectively. This implies a 

precise relation between the views of importance and the occurrence in practice. 

Table 5.14: The need for multi-skilling 

46 .0  1 08 1 Multi-skilling is an important programme to 1.750 
follow. I I o 8  1 

Table 5.14 highlights the ranking of question 3, that multi-skilling is an important 

programme to follow. This item is ranked in position eight in order of importance with 

an average of 46,0%, and in the order of perception it is also ranked in position 8 and 

the average is 1,750%. Yet again this implies an exact relation between the view of 

importance and the occurrence in practice. 

This contradicts the findings of the literature study that the multi-skilling programme is 

important. This implies that more convincing regarding the importance of a multi- 

skilling programme is needed. 

Table 5.15: The principles of multi-skilling 



Table 5.15 shows that question 6, which are: "I accept the principle of multi-skilling" is 

% 

40,8 

ranked in position 9 in order of importance, with an average of 40,8%and also ranked 

in position in 9 in perception rank order, with an average of 1,670%. 

Table 5.16: Improve manpower planning in the Vryheid District 

RANK 

09 

- 

Table 5.16 depicts the ranking of question 10, that multi-skilling will improve manpower 

planning in the Department of Education, Vryheid  ist trick This item is ranked in 

position 10 in order of importance and the average is 40,5%, while the perception 

position of occurrence in practice is 11 and the average is 1,6495%. 

I accept the principles of multi-skilling. 

40,5 

Table 5.17: Limitations to the implementation of a multi-skilling strategy 

% 

1,671 

10 

Table 5.17 shows the ranking of question 9, that one foresees limitations to the 

implementation of a multi-skilling strategy within the Department of Education, Vryheid 

District. The item is ranked in position 11 in order of importance, with an average of . . 
7,9%. The perception of occurrence is in position 3. 

RANK 

9 

Yo 

15,79 

The implication is that in practice the respondents actually perceive limitations to the 

implementation of a multi-skilling strategy. 

Multi-skilling will improve manpower 
planning in the Education Department, 
Vryheid District . 

RANK 

11 

1,694 
* 

10 

I foresee limitations to the implementation of 
a multi-skilling strategy 

Yo 

2,342 

RANK 

03 



Table 5.18: Introducing the concept of multi-skilling 

Table 5.18 shows the rankings of question 1 which is: "I have been introduced to the 

concept of multi-skilling". This factor is ranked in position 12 in order of importance, 

with an average of 13,2% and the perception rank position is 7 in order of importance, 

with an average of 2,132% This implies that managers have been introduced to the 

concept of multi-skilling in practice. 

Table 5.19: Few organizational levels versus more effectiveness 

13,2 

Table 5.19 shows that the factor of few organisational levels at Vryheid District, 

Department of Education leading to effectiveness is ranked in position 13 in order of 

importance, with a percentage score of 8, l .  This item is not regarded as important to 

consider 

The perception position is 5, with an average of 2,257%, which implies that 

12 

8,1 

respondents perceive the importance as high. 

Table 5.20: Satisfaction with multi-skilling programme 

I have been introduced to the concept of 
multi-skilling 

13 

2,132 

Few organizational levels at Vryheid District, 
Department of Education will lead to more 
effectiveness 

07 

2,257 05 



Table 5.20 reveals the ranking of question 11 that people are satisfied with the way in 

which a multi-skilling programme has been introduced. This item is regarded by 

respondents as an important obstruction to the introduction of multi-skilling, since it is 

ranked in position 14 in order of importance, with an average score of 7,9%. The 

perception is that there is still a gap in the way a multi-skilling programme has been 

introduced. However, this is depicted in the rank order of position 1 and average score 

of 2,592% in perceiving the occurrence in practice. 

% 

7,9 

- 

The literature study supports the finding that the concept is new and still under 

investigation. The implication above, however, is that means to expose and introduce 

a multi-skilling programme have been accelerated to the extent that the respondents 

feel satisfied. 

Table 5.21: Practising multi-skilling principles 
, 

RANK 

14 

(5.3 115 1 Multi-skilling principles are being practised 2,408 
in my district 1 I o 2  1 

The factor "Multi-skilling principles are being practised in my district" is ranked in 

position 15 of order of importance, with a mean score of 5,3%. The rank position of 

the same factor about perception of the occurrence in practice is 2 with an average of 

2,408% 

I am satisfied with the way in which multi- 
skilling has been introduced 

The implication is that this factor is not regarded as very important since it is perceived 

to be catered for anyway by some divisions within the region. . . . . - .  ... .. . . . . 
~ ~ 

Yo 

2,592 

RANK 

01 



Table 5.22: Applying multi-skilling principles 

I 39947 I l6 I Multi-skilling principles are being applied in 2,316 
my department I l o 4  I 

Table 5.22 shows that the factor "Multi-skilling principles are being practised in my 

Department" is ranked in position 16 (which is the last factor) in order of importance, 

with a percentage of 3,947. This factor is regarded by the respondents to be of 

minimal importance. The perception of the occurrence in practice is that the factor is 

occurring strongly and is ranked in position 4 in order of importance with an average of 

2,316% 

The implication is that it is not important to apply multi-skilling principles in the 

Department of Education. This finding is in contrast with the literature study, which 

determined that multi-skilling principles have to be applied, directing managers in their 

roles in the implementation of a multi- skilling programme. 

5.4 SUMMARY 

In this chapter the empirical investigation's findings were outlined. This resulted in 

determinating the role of the District Managers in the implementation of a multi-skilling 

programme in the Department of Education, Vryheid District. This is a mechanism by 

which this system can be transformed. 

In the next chapter, a model for implementing a multi-skilling programme will be dealt 

with. 



CHAPTER 6 

A MODEL FOR IMPLEMENTING A MULTI-SKILLING PROGRAMME 

6.1 INTRODUCTION 

Once the organization has made the decision to adopt multi-skilling as a strategy to 

counteract right-sizing in order to create a lean organization with the capacity to meet 

changing circumstances, it then needs to develop an approach to introducing multi- 

skilling into the organization and assessing progress made in this regard (Unisa: 

l999:3O). 

Unisa (1999:25-30) points out that, if organizations wish to become competitive, they 

will be required to adapt to changing market demands. Coupled with the change 

process, is the need to increase the skill levels of the enterprise's employees. 

Increased skills are needed in order to create a flexible workforce who can be utilized 

with increased efficiency for both organizational as well as individual gain. 

Management plays a vital role in this process as they should support the interventions 

and the multi-skilling training programmes, as well as be well informed and positive 

with respect to multi-skilling objectives. Evaluating the multi-skilling process is 

essential in identifying shortfalls and taking c o r r e c t i ~ ~  action where necessary. 

The purpose of this study is to analyse the views of management on the multi-skilling 

process in order to guide organizations towards the successful implementation of a 

multi-skilling strategy. 

Based on the literature review, the researcher proposes that the multi-skilling 

implementation process consists of five phases, namely: starting the process, laying 

the foundation, designing the new mode of operation, experimenting and testing, and 

growth and expansion. 

The researcher thus suggests the following model for implementing a multi-skilling 

programme: 



6.2 PHASE I :  STARTING THE PROCESS 

The aim of phase one is to provide four steps that could be taken when starting the 

multi-skilling process. 

STEP 1: An initial presentation on the concept to the top management team, with the 

handing out of literature on the topic for their perusal 

STEP 2: If the top management is interested, a group discussion two to three weeks 

later to discuss the literature, test their understanding of the concept, identify possible 

strategic operational reasons why multi-skilling may be advantageous to their 

organization, and brainstorm around possible applications and the feasibility of the 

approach in their organization. 

STEP 3: The green light should be given by the top management team to conduct a 

pilot study within the organization. This should be aimed at dis'covering especially 

short-comings and problem areas. 

STEP 4: The setting up of a multi-disciplinary team to ucdertake the pilot study. 

Human Resources, Line Management as well as external consultants need to be 

involved in the whole process. 

6.3 PHASE 2: LAYING THE FOUNDATION 

The aim of this phase is to establish the organization's current mode of operation and 

define the future desired state regarding multi-skilling within the organization. This 

phase is made up of the following three steps: 

STEP 1: Acquisition of in-depth knowledge on multi-skilling by the project team by 

attending presentations, perusing literature and visiting other organizations active in 

the field; generation of a working document on multi-skilling which serves as a 

"theoretical framework" for the project. 

STEP 2: Creation of a vision by the project team of what the organization would be4ike 

when multi-skilling has been fully and successfully implemented; formulation of the 

reasons why multi-skilling is needed by the organization with its supporting rationale; 

approval by top management of this vision; thorough communication of this vision 

throughout the organization. 



STEP 3: Diagnosis through group discussions, interviews and observations of the 

current mode of operation within the organization with its related activities and jobs, i.e. 

establishing the current "organisational logic". As much involvement and consultation 

as possible with the parties that would be affected by the introduction of multi-skilling is 

imperative at this stage. 

6.4 PHASE 3: DESIGNING THE NEW MODE OF OPERATION 

During this phase the future desired state regarding multi-skilling within the 

organization is operationalized and concretised in the form of a new organizational 

logic. 

The following steps form part of this phase: 

STEP 1: Designing a multi-skilled operation for a particular area of work based on the 

understanding of the current mode of operation, using the theoietical framework as 

guided by the vision. 

STEP 2: Assessing the impact of the new mode of operatibn on the supporting and 

interfacing systems and redesigning such systems and procedures so as to ensure 

their congruence with and reinforcement of the new mode of operation. In particular, 

attention must be given to: 

Changes in supervisory rates and training 

Selection 

Job grading 1 categories 

Manpower allocation I control 

0 Training and development 

0 Performance appraisal and reward systems 

Inter-departmental interfaces 

Management style 



STEP 3: Selecting and designing "rewards" that can be used as leverage to overcome 

resistance to change. 

6.5 PHASE 4: EXPERIMENTING AND TESTING 

The objective of this phase is to try out the new organizational logic under conducive, 

limited conditions. This phase contains the following seven steps: 

STEP 1: Choosing an enabling site where multi-skilling can be tried out. 

STEP 2: Briefing the involved employees on the vision, rationale, blueprint and 

benefits. 

STEP 3: Detailed operationalisation of a multi-skilling blueprint for actual 

implementation on experimental site. Possibly the setting up of a "local area" team to 

do operationalisation. 

STEP 4: Preparation for the pilot study. 

STEP 5: Commencement and running of the pilot study. 

STEP 6: Monitoring and assessment of the pilot study, initially in terms of vision and 

blueprint, and only later in terms of hard performance criteria. 

STEP 7: Communication of success and progress to external parties. 

6.6 PHASE 5: GROWTH AND EXPANSION 

During this phase, multi-skilling is introduced across multiple areas of the organisation. 

Only one step makes up this phase, namely the introduction of the concept and 

approach into other work areas of the organization if the pilot study proved successful. 

During the execution of the above process, a number of key questions that guide the 

process, need to be asked and answered positively if one wishes to increase the 

probability of a successful outcome. The questions can be related to a lesser or 

greater extent to the.five phases discussed above. The questions are as follows: 

Does a "ision of multi-skilling with a supporting rationale for its introduction exist? 



Is this vision of multi-skilling holistic in nature and is this vision integrated into and 

consistent with the overall strategic direction of the organization? 

Has the vision with its key characteristics and supporting rationale been thoroughly 

communicated throughout the organization? 

Has an appropriate organizational structure, that is: a steering group and project 

team been set up to turn the vision into an everyday ,organizational modus 

operandi? 

Does an adequate knowledge base concerning the concept and approach exist 

within the organisation? 

Have individuals in key positions been identified who have the leadership ability to 

assist in transforming the organization from its current mode of operation to the 

new desired mode? 

Has a thorough analysis 1 diagnosis been conducted into the current mode of 

operation in order to determine what needs to be ~han~edrelat ive to the vision? 

Have incentives / rewards I benefits been identified and introduced to make it 

attractive for persons to adopt this new mode of operation? 

Has a pilot study been conducted to test the feasibility of multi-skilling and to avoid 

the repetition of mistakes? 

Are people at all levels constantly being kept informed of success and progress? 

Is the introduction of the new mode of operation perceived to be an evolving 

experiment, an adapting and flexible process, and not the implementation of a pre- 

defined recipe, that is: is constructive organizational learning allowed to occur? 

Is the experimental site being opened up as a shawcase to outsiders in order to 

reinforce success and give recognition? 

These questions could be used to guide the enterprise in applying the suggested 

process correctly. For organizations to succeed at introducing a multi-skilling strategy, 



they need to develop a process of introducing multi-skilling, as well as to know which 

critical questions to ask along the route to increase their probability of success. 

Hyland et a/. (1998:349) highlight the importance of careful planning; understanding 

how people react to change, keeping an inventory of in-house training capabilities and 

planning training according to employees' needs. 

6.7 SUMMARY 

This chapter was dedicated to suggesting a model for implementing a multi-skilling 

programme. 

In the final chapter, the findings, recommendations, and conclusion will be dealt with. 



CHAPTER 7 

SUMMARY, FINDINGS AND RECOMMENDATIONS 

7.1 INTRODUCTION 

In chapter six, the focus was on was on suggesting a model for.implementing a multi- 

skilling programme. In this chapter, recommendations and guidelines for the role of 

the office-based managers in the implementation of a multi-skilling programme will be 

provided. 

This study's general aim was to investigate the various aspects in the implementation 

of a multi-skilling programme. The specific aims of the study were to investigate the 

role of the office-based managers in the implementation of a multi;skilling programme. 

The specific aims of this study were to: 

determine an overview of the nature and scope of multi,skilling; 

determine the role of the regional managers in the implementation of the multi- 

skilling programme; and 

probing the perceptions of the District Managers concerning the implementation 

of a multi-skilling programme; and 

develop a model for the implementation of a multi-skilling programme. 

This chapter focuses on an overview of the study, summaries of the key findings and 

suggestions for further research. 

7.2 AN OVERVIEW OF THE STUDY 

Chapter one provided a comprehensive orientation to the research. A brief discussion 

on the aims of the research design and methodology, the research demarcation and a 

definition of concepts were provided. The questions embodying the research problems 

were formulated as follows: 

What is the nature and scope of multi-skilling? 



What is the role of the District Managers in the implementation of a multi-skilling 

programme? 

What are the perceptions of the District Managers concerning the 

implementation of a multi-skilling programme? 

Which model should be developed for the implementation of a multi-skilling 

programme? 

In chapter two, a review of the literature on multi-skilling in the Department of 

Education was presented. The concept of multi-skilling was discussed. The important 

distinction between education, training and multi-skilling was highlighted. 

Chapter three mainly dealt with the role of the managers in the implementation 

process. The reasons for their failure in implementing it, the need for them to be multi- 

skilled and how they could improve were also highlighted. 

Chapter four focused on the overview of the research design, methodology and how 

data were collected. The qualitative approach to research and the sampling method 

were discussed. 

Chapter five was dedicated to the analysis and interpretation of empirical data. The 

data collected was classified categorically and conclusions drawn from research 

findings were provided. The views of the office-based managers regarding multi- 

skilling were analysed. Problems facing the implementation of multi-skilling were also 

analysed, as well as the involvement of all managers in the planning and 

implementation of multi-skilling. 

Chapter six attempted to provide a model for the implementation of a multi-skilling 

programme. Five phases were discussed in this chapter. 

7.3 FINDINGS 

The research having been conducted, various findings were made from both. the 

literature review and the empirical study. 

7.3.1 Important findings from literature 

The literature study highlighted the following points: 



Effective multi-skilling implementation depends on sound management at all 

management levels. 

The empowerment of managers in their roles and their responsibility in planning 

for effective implementation of multi-skilling is of great importance. 

The Skills Development Act highlights the need for the implementation of multi- 

skilling programmes for the benefit of both the employer and the employee. 

In the next section, important empirical findings will be discussed. 

7.3.2 Important empirical findings 

Based on the empirical research finding, the following points emerged: 

0 There is a feeling among the respondents that the concept of multi-skilling is not 

well understood, although they have been introduced to it. 

0 Most respondents are not clear on what their roles and responsibilities are 

concerning the implementation of a multi-skilling programme. 

The management is the driving force behind the multi-skilling implementation, 

but most respondents indicate that they are not part of the planning process. 

0 The respondents foresee limitations in the implementation of a multi-skilling 

programme, yet they are satisfied with the way in which multi-skilling has been 

introduced. 

7.4 RECOMMENDATIONS 

Recommendation 1 

It is strongly recommended that the management be formally introduced to the concept 

of multi-skilling for the sake of better understanding and to support the implementation 

process fully. 

Motivation 

The level of ignorance in management with respect to the multi-skilling concept is high. 

The managers need to support the implementation process fully, through extensive 
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education programmes where the concept of multi-skilling should be explained. The 

participants' responses to this clearly indicate the need. 

Recommendation 2 

The managers have to work according to the plan, identifying the available resources 

and capabilities in order to avoid unnecessary training sessions. 

Motivation 

The managers need to establish whether the resources and the capacity are available 

for training and development that is aligned with multi-skilling. This includes the 

empowerment of managers in their roles and responsibilities concerning the 

implementation process. 

Recommendation 3 

The managers must ensure that the unions are part of the' multi-skilling strategy 

development process through negotiation, education and corisultation - management. 

Motivation 

The involvement of the unions in the whole process will make it easier for the 

arganisation to implement the multi-skilling programme. The unions have access to 

the employees and also have influence over them. The explanation by both the unions 

and the employer will be better understood and accepted. 

Recommendation 4 

Effective communication should be implemented among all managers and the 

employees in education. All employees involved need to be informed of the changes 

and implications for their jobs well in advance. 



Motivation 

Proper communication regarding changes and implications for employees' jobs makes 

the flow of information easy and accessible to everyone to be on board concerning the 

developments within the organization. 

Recommendation 5 

Clear career paths within the Department of Education need to be identified, using a 

competency model. 

Motivation 

Clear career paths, using a competency model, will make it easier for the managers to 

implement the multi-skilling programme and the employees will be more motivated and 

fully engaged in the multi-skilling process. 

7.5 SUGGESTIONS FOR FURTHER RESEARCH 

, 
The following topics are suggested for future research: 

The District Managers' involvement in the implementation of multi-skilling 

programmes. 

The impact of the involvement of the unions in the multi-skilling implementation 

process. 

7.6 CONCLUDING REMARKS 

This study has attempted to provide an overview of the role of the managers in the 

implementation of the multi-skilling programme in the Department of Education. 

The theoretical form of the process was undertaken as point of departure for the 

empirical research. 

The study has revealed that exposure to multi-skilling is needed in order to do away 

with the stigma attached to the lack of skills in employees, employers, unions and in 

the social, political and economic sections of society at large. This must include the 

involvement of all concerned stakeholders in education, which will remedy the situation 



of the implementation of multi-skilling and ensure its correct management within the 

organizations. 

This research has hopefully contributed towards empowering especially the Regional 

Managers to implement a multi-skilling programme successfully. 
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ANNEXURE A 

Department of Education and Culture 

Vryheid District Office 

CONFIDENTIAL 

PART A - Employee Demographic Information 

PLEASE TICK THE APPROPRIATE BOX: 

Age 

Division 

Gender 

Human 
Personnel 

Resources 

Elits PGSES T 

51 - 60 years 25 - 30 years 

Male 

CircuiVDistricts Sports, Youth 

Management and Culture 

Female 

C-orporate 
Provisioning 1 / Services Services 

31 - 40 years 41 - 50 years 

EMD / ( Gender Equity 
Development 

Examinations 

Labour 

School 

Management 
Curriculum 

Other 

ABETIECD 

Job Title 

- - 

ManagerlDirector 

First Education 

Specialist 

Deputy Chief 

Education Specialist 

Deputy 

ManagerlDirector 

Supervisor 1 z:17~~~~~~~ 
Chief Education 

Specialist 

Other 

I 

Length of service 

years months 



PART B - QUESTIONNAIRE 

1. I have been introduced to the concept of multi- 
skilling. 

3. Multi-skilling is an important programme to 
follow. 

2. Multi-skilling will improve productivity. 

Strongly 
agree 

I 5. 
Multi-skilling principles are being applied in my I Strongly I Agree I Disagree I Strongly I 
department. aqree disaqree 

Strongly 
agree 

4. Multi-skilling principles are being practised in 
my region. 

Agree 

Agree 

Strongly 
agree 

6. 1 accept the principles of multi-skilling. 

Disagree 

7. Multi-skilling will benefit the employee. 

9. 1 foresee limitations to the implementation of a Strongly Agree Disagree Strongly 
multi-skilling strategy within the Department of / agree 1 / disagree / 
Education. Vrvheid District. 

Strongly 
disagree 

Disagree 

Agree 

Strongly 
agree 

8. Managers have a roll in implementing a multi- 
skilling strategy. 

Strongly 
disagree 

Strongly 
agree 

Disagree 

Agree 

Strongly 
agree 

10. Multi-skilling will improve manpower planning in 
the Education Department, Vryheid District. 

12. Few organizational levels at Vryheid District, Strongly Agree Disagree Strongly 
Department of Education will lead to more / agree 1 I / disagree 1 
effectiveness. 

Strongly 
disagree 

Agree 

11. I am satisfied with the way in which the multi- 
skilling program has been introduced in the 
Vryheid Region, Department of Education. 

Disagree 

Agree 

Strongly 
agree 

14. 1 need more exposure to the multi-skilling / S;;rmly I Agree I Disagree / Strongly I 
concepts. disagree 

Strongly 
disagree 

Disagree 

Strongly 
agree 

13. The management of my department w~ l l  be 
much easier once multi-skillmg has been 
~mplemented. 

1 15. All levels of management should be involved / Strongly I Agree Disagree / Strongly I 
with the multi-skilling program. agree disagree 

Strongly 
disagree 

Disagree 

Agree 

Strongly 
disagree 

Agree 

Strongly 
agree 

Disagree Strongly 
disagree 

Disagree 

Agree 

Strongly 
disagree 

D~sagree Strongly 
dlsagree 



Strongly 
disagree 

16. Multi-skilling will significantly improve 
performance in the Department of Education. 

Strongly 
agree 

Agree Disagree 



ANNEXURE B 

PlBag x 9330 

Vryheid 

31 00 

13 March 2003 

The District Director 

Vryheid District 

PlBag X 9330 

VRYHEID 

Sir 

A REQUEST TO CONDUCT RESEARCH IN THIS DISTRICT 
, 

I am currently in the process of completing my Masters Degree in Management. The topic under 

consideration is "The role of the District office-based managers in the implementation of a multi-skilling 

programme, Department of Education: Vryheid District". When we talk about multi-skilling, we refer to 

the process of increasing the skills repertoire of the employees to enable them to work in more than one 

narrowly defined occupational specialisation area. This subject has particular relevance to the 

Department of Education at this point in time. 

I therefore humbly request permission to conduct a research project on the topic mentioned above. The 

research will be conducted by %s of questionnaires that will be distributed to the participants. Enclosed 

is a copy of the questionnaire and a covering letter to the participants. 

I hope my request will be considered. 

Yours sincerely 

N.Y. Mbatha ABETIECD-DCES 



ANNEXURE C 

COVERING LETTER 

13 MARCH 2003 

Dear Sir1 Madam 

I am currently in the process of completing my Masters Degree in Management. The topic under 

consideration is "The role of the District ofice-based managers in the implementation of a multi-skilling 

programme, Department of Educatlon: Vryheid District". When we talk about multi-skilling, we refer to 

the process of increasing the skills repertoire of the employees to enable them to work in more than one 

narrowly defined occupational specialisation area. This subject has particular relevance to the 

Department of Educatlon at this point in time. 

Enclosed is the questionnaire to which you are requested to respond by just placing a tick in the 

appropriate box and comment where necessary. Your personal questionnaire will remain strictly 

confidential. I will provide feedback on the results once the project is complete.' I would appreciate it if 

you could complete the questionnaire by 4 April 2003. 1 will personally collect the completed document. 

If you have any queries or are unable to complete this questionnaire, please contact me at this number: 

0723002694. 

Yours sincerely 

N.Y. Mbatha (ABETIECD-DCES) 




