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Dear Student 
 

 
The main purpose of this tutorial letter is to provide you with feedback on Assignment 01 and to communicate 
important information to you. We advise you to keep this tutorial letter in a safe place as you will need it to 
prepare for the examination. 
 
Thank you to all of you who submitted your assignments well before the due date. We encourage you to go 
through your work at least twice to ensure that you understand all the concepts.  
 
By now you should have received the following tutorial letters: 

 

You can download the above-mentioned tutorial letters from myUnisa or ask the Despatch Directorate 
(Despatch@unisa.ac.za) to send you any tutorial letters you may be missing. Unfortunately, lecturers are 
not able to send tutorial letters to students. 
 
 

1 INTRODUCTION 

TUTORIAL LETTER DESCRIPTION OF THE CONTENT 

LRM1501/101/4/2018; 
LRM1501/MO001/4/2018 
LRM1501 Study Guide  
(available on myUnisa to 
download from Official  
Study Material and 
Additional Resources) 

A word of welcome; purpose of and outcomes for the module; where to start; 
important notice; communication with the university; student support system; 
prescribed book and enquiries; tutorial matter; additional sources of 
information; the examination; discussion classes; study plan; frequently 
asked questions; conclusion; compulsory assignments; self-assessment 
assignments; guidelines for answering assignments and examination 
questions; and comments on Assignments 03 and 04 

LRM1501/201/1/2018 
(this tutorial letter) 
(available on myUnisa to 
download from Official  
Study Material and 
Additional Resources) 

Introduction; myUnisa; additional sources of information; the examination; 
and feedback on Assignment 01 

 
Consult the brochure entitled Study @ Unisa, where you will find more information about myUnisa. We would 
like to encourage you to use this system when submitting assignments in future. If you are already using the 
system, keep on visiting the site regularly. For students who have access to the internet and myUnisa, we 
will regularly upload information relating to this module. If you do not have access to a computer at home or 
at work, we would like to encourage you to visit the Unisa Library, your local library, your community centre, 
an internet cafe, a friend or a family member – indeed, any place where you can access the internet. 
Computer skills are important. 

 
 
 
 
 
 
 
 
 

2 myUnisa 
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The Unisa Library provides access to books, journals, research projects and articles, among other things. 
You can gain access to these electronic resources using the internet. Remember that you can also access 
other resources via the library’s website. 

 
 

 
Please refer to the sections on "Examination guidelines" and "Composition and format of the examination" 
in Tutorial Letter LRM1501/101/3/2018 and HRMALL6/301/4/2018. These tutorial letters contain hints for 
preparing for the examination. In the past, we have received requests from students for examination hints 
and tips. We cannot provide more information than what has been provided in Tutorial Letters 
LRM1501/101/3/2018 and HRMALL6/301/4/2018. However, you are most welcome to contact us if you are 
struggling to master the content of this module. 

 
  

 

All the answers to the assignment are based on what you have studied in your MO001 study guide. 
Assignment 01 consisted of 20 multiple-choice questions. You were required to evaluate all the options and 
select the most correct answer, or a combination of correct answers. If one answer was incorrect in a 
combination, it meant the whole answer was wrong. Therefore, all answers in a combination question had 
to be correct in order for the answer to be regarded as the most correct one.  
 

5 FEEDBACK ON ASSIGNMENT 01 

  

3 ADDITIONAL SOURCES OF INFORMATION 

4 THE EXAMINATION 
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CORRECT ANSWERS AND DISCUSSION 

Question 1 

 
1. Labour Relations entails all aspects that stem specifically from the relationship between…  
 

1. wage trade unions and their staff members 
2. skills employer’s organisations and the government 
3.  employees and their employers 
4. customers and employees  

 
The correct answer is option 3. Consult Workbook 1 and 2.  
 
Labour relations include all aspects that influence employment, which stem specifically from the 
relationship between employees and employers. 
 
Options 1, 2 and 4 are incorrect. Refer to the feedback on question 2 for the discussion. 
 

Question 2 

 
2.  Employees and their trade unions, employers and their employers’ organisations, and 

the state are parties to the … employment relationship. 
 

1.     differentiated 
2.     unified 
3.     multiple 
4.     tripartite 

 
The correct answer is option 4. Consult Workbook 1 and 2.  
 
Employees and their trade unions, employers and their employers’ organisations and the state are 
parties to the tripartite employment relationship. The tripartite employment relationship refers to the fact 
that three main parties are involved in labour relations, namely employees (often represented by trade 
unions), employers (often represented by employers’ organisations) and the state.  
 

The tripartite employment relationship consists of three main parties in labour relations. 

                                        The state/government (role-player 3) 

 
 
 
 
 
 
 
Employers                                                                                                          Employees and their  
and their organisations (role-player 2)                                                          unions (role-player 1) 

 
Employees and trade unions 

 Employees render their labour services to employers in exchange for remuneration. An individual 
employee may struggle to successfully negotiate socioeconomic matters affecting him or her in the 
workplace. Thus, trade unions use collective power to negotiate with management on behalf of 
employees.  

 A trade union is a group of employees formed to counterbalance the powers of employers. The 

                                Goals  

   Power testing              Conflict                          
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functions of trade unions include representing employees in disciplinary hearings and negotiating 
better employment terms and conditions for employees. An individual employee alone may struggle 
to successfully negotiate socioeconomic matters that may affect him or her in the workplace. 
Consequently, individual employees join trade unions to neutralise the powers of employers; to 
gain the power to defend employees’ interests against management; and to reduce the power of 
unilateral managerial control over workplace decisions. Trade unions use collective power to 
negotiate with management on behalf of employees on matters such as salary increases, working 
conditions and job losses arising from organisational restructuring and job redesign. They thus 
counterbalance injustice in the workplace. 

 
Employers and employers’ organisations 

 The role of employers or managers is to make sure that right things are done in the right way in 
order to produce quality products, render quality services to customers and make a profit for the 
organisation. 

 An employers’ organisation is an association of employers formed to further the interests of 
employers in matters such as negotiating employment terms and conditions with trade unions. 
Another of its roles is to influence government and labour policies in regulating minimum wages 
to be paid to employees in certain industries and sectors. 

 
The state 
The state is both the master and servant of the employee and the employer – a master, because it 
makes laws for the country and thus acts as a regulator, and a servant, because it renders services 
to the different stakeholders in labour relations in order to regulate these relations, for instance b y  
establishing guidelines for fair labour practices. It regulates the relationship between employees and 
employers by using laws and it provides structures and processes that the two parties can use to resolve 
their conflicts and disputes. The state has the power to determine labour relations legislation, which 
must be applied to regulate the conduct of employees and employers in the workplace. 
 
Options 1, 2 and 3 are incorrect because they do not relate to the question.   
 

Question 3 

 
3. Labour relations is influenced by … fields of studies, which involve aspects of labour 

relations.  
 

 1. inter-disciplinary  
 2. labour relations 
3. business  
4. cross-disciplinary 

 
The correct answer is option 1. Consult Workbook 1 

 
Labour relations is influenced by interdisciplinary fields of studies and practices which encompass 
aspects of employment. Economics, business, politics and psychology are some of the disciplines 
or fields of studies, which have an influence on labour relations. For example, economics may relate 
to management wanting higher profits and aspiring to develop businesses, which may be contrary 
to employees’ demands of higher income. Each party wants more from the other party and the 
resources are limited. An increase in inflation will diminish the purchasing power of consumers in 
the economy, resulting in employees not being able to afford to pay for some of their basic needs 
such as food, school fees, housing, medication, etcetera. This will result in members of a society, 
who are also employees of an organisation, demanding salary increases from their employers. 
Employees demonstrating their collective power by going on a strike, may act upon resistance from 
employers in meeting the demands of employees. A high inflation rate may trigger employees to 
demand a wage/salary increase in order to maintain a good living standard. As a result, the inflation 
rate may influence wage/salary negotiations. The longer trade union representatives and 
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management take to negotiate wage/salary increases, the more likely an organisation may suffer 
financial losses due to strike action. 

 
Politics may involve changes in the law and legislation, which may affect labour relations. For 
example, the Skills Development Levies Act is enforced by the South African government to encourage 
employers to train their workforce. Politics and the law may influence labour relations and impact on 
the employment relationship of employers and employees. For example, the LRA explicitly states the 
duties of the employer and employee. Disciplinary actions need to adhere to procedural fairness (must 
follow the right procedure as guided by the LRA) and substantive fairness (reasons for discipline must 
be fair, valid and consistently applied). 

 
Studies in the field of positive organisational psychology have realised that ‘‘a healthy employee is a 
productive employee’’. Stress in the workplace affects the mental state of employees. A stressed 
employee cannot think and function properly and he or she is more likely to make a lot of mistakes at 
work. This will affect his or her level of performance: it will gradually decrease. The Employee Assistant 
Programme (EAP) is needed in the workplace to help employees attain quality of work-life balance. 
Unemployment, poverty, crime and other social factors may give rise to stress, which may necessitate 
organisations to implement EAP programmes in the workplace to assist employees to deal better with 
problems they are experiencing at work and/or in the community. 

 
Thus, options 2, 3 and 4 are incorrect.  
 

Question 4 

 
4. Sarah is the labour relations manager at a retail company. She forms part of the top 

management team. She calls one of her staff members and asks him to help her prepare 
for the annual strategic management meeting. She explains to him what he should do: 
“John, as you know, in retail the situation changes constantly, and thus the strategic 
management process is ongoing. We therefore have a meeting in a month’s time to review 
our strategic management plans. I want you to constantly scan both the … to determine 
whether changes to the organisational and employment relations strategies are required”. 

 
1. employment relations opportunities and threats  
2. internal (micro) and external (macro) environments 
3. organisational plans and policies 
4. employment relations’ generic and grand strategies 

 
The correct answer is option 2. Consult Workbook 1.  
 
Because the environment changes constantly, the process of strategically managing labour relations is 
ongoing. Organisations need to constantly scan both the internal (micro) and external (macro) 
environments to determine whether changes to organisational and employment relations strategies are 
required. These environments will determine the opportunities and threats (option 1) and will then impact 
on organisational and employment relations' plans, policies and strategies (options 3 and 4).  
 
Labour relations are influenced by both external (macro-environmental influences) and internal (micro-
environmental influences) factors in the business environment. The high rate of unemployment, the 
interest rate and poverty are some of the external factors which affect the management of labour 
relations in South Africa. Macro-environmental influences refer to economic, political, legal and social 
factors that impact on the needs, goals, expectations and power of employers, employees and unions. 
These are external factors which the company has no or little control over and are thus mostly beyond 
the control of employers, employees or trade unions. External factors affect industrial relations and how 
organisations do business. For organisations to survive in the long run, they must be able to deal with 
external environmental factors. These factors include economic factors, demographics, legal, political 

http://www.investorwords.com/9996/include.html
http://www.investorwords.com/1639/economic.html
http://www.businessdictionary.com/definition/demographics.html
http://www.businessdictionary.com/definition/legal.html
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and social conditions, technological changes, natural forces, competitors, changes in interest rates, 
changes in cultural tastes or government regulations. See the table below. 
 

ENVIRONMENTAL INFLUENCES/MACRO-ENVIRONMENTAL FACTORS 

Economic factors Political factors  Legal factors Social factors 

 technology 

 globalisation 

 economic growth 

 unemployment 

 inflation rate 

 interest rate 
 

 political parties 

 alliances 

 ideologies 

 international relations 
 

 Constitution and 
Bill of Rights 

 international 
conventions 

 labour law 
 

 demography 

 urbanisation 

 housing/hostels 

 transport 

 health  

 education  

 training 

 gender issues 

 cultural values 

 
Micro-environmental influences are internal factors which the company can control and they have a 
direct impact on organisations. Occupational health, occupational safety, cultural diversity, 
organisational culture and values, organisational politics, management practices and style, leadership, 
company policies and procedures, organisational systems and processes, employee value propositions 
(EVP) and employee engagement,  and work climate are some of the internal factors which may affect 
industrial relations. 
 

Internal environmental influences/Micro-environmental factors 

 Leadership: Creating an inspiring vision 
of the future for an organisation and 
motivating and inspiring people to engage 
with that vision.   

 Organisational policies and 
procedures: They influence and 
determine major decisions and actions, 
and all activities take place within the 
boundaries set by them. Procedures are 
the specific methods employed to express 
policies in action in day-to-day operations 
of the organisation. 

 Organisational systems and 
processes: Set of process or activities 
that are connected in order to achieve a 
common goal. Such activities may consist 
of manual activities and/or workflow 
activities. 

 Employee value proposition: The 
appeal of working for an organisation in 
terms of the deal struck between an 
organisation and employee in return for 
their contribution and performance. 

 Employee behaviour: The way in which 
employees respond to specific 
circumstances or situations in the 
workplace. 

 Employee capabilities: Employee's 
ability to perform the work expected of 
him/her to the required standards. 

 Employee engagement: Workplace 

 Occupational health and safety: Provide for 
the health and safety of persons at work and 
for the health and safety of persons in 
connection with the activities of persons at 
work and to establish an advisory council for 
occupational health and safety. 

 Cultural diversity: Appreciating the 
differences in individuals. The differences 
can be based on gender, age, sex, ethnicity, 
sexual orientation, and social status. 
Companies have realised the value in 
acquiring a diverse workforce. 

 Organisational structure: Defines how 
activities such as task allocation, coordination 
and supervision are directed toward the 
achievement of organisational aims. 

 Organisational values: Values are the core 
of an organisation's being; they help to 
distinguish an organisation from others. They 
underpin policies, objectives, procedures and 
strategies because they provide an anchor 
and a reference point for all things that 
happen. 

 Organisational politics: Informal, unofficial, 
and sometimes behind-the-scenes efforts to 
sell ideas, influence an organisation, 
increase power, or achieve other targeted 
objectives 

 Span of control: The number of 
subordinates controlled directly by a superior. 
When a small business owner's span of 

http://www.businessdictionary.com/definition/condition.html
http://www.businessdictionary.com/definition/changes.html
http://www.businessdictionary.com/definition/force.html
http://www.businessdictionary.com/definition/competitor.html
http://www.businessdictionary.com/definition/interest-rate.html
http://www.businessdictionary.com/definition/government.html
http://www.businessdictionary.com/definition/regulation.html
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approach resulting in the right conditions 
for all members of an organisation to give 
of their best each day, committed to their 
organisation's goals and values, 
motivated to contribute to organisational 
success with an enhanced sense of their 
own well-being. 

 Management practices and style: 
Overall method of leadership used by 
managers will suit different contexts 
depending on the company culture, the 
size of the team or organisation, the 
nature of the work or industry, and 
knowing how various roles will help to 
achieve your organisation's goals.  

 Work climate: The atmosphere in the 
workplace can affect daily activities. A 
work climate influences the behaviour of 
employees at work. A good work climate 
can improve an individual's work habits, 
while a poor climate can erode good work 
habits. 

control becomes too large, it can limit the 
growth of his or her company. 

 

 
The micro-environment is what happens within the organisation itself, in other words, matters such as 
the organisational culture, leadership, communication, the nature of the workforce, and company 
policies and procedures. These aspects are normally controllable within the organisation. Strategic 
management and business management (such as leadership by example in the scenario) form part of 
this micro-environment. The macro-environment refers to the external environment in which the 
organisation functions. While management does not have a direct influence on factors in the macro-
environment (such as legislation and the economy), they do have an influence on the micro-
environment, as evident from the scenario. 
 
Options 1, 3 and 4 are not the most correct answers.  
 

Question 5 

 
5. Which one of the following participants serves the other role-players in the tripartite 

labour relationship by providing assistance on labour-related matters when needed, but 
also regulates the labour environment?  

 
1. the employer 
2. the customer 
3. the state 
4. the employee 

 
The correct option is option 3. Consult Workbook 2.  
 
The tripartite employment relationship consists of these primary parties: the employers (often 
represented by employers’ organisations) and the employees (often represented by trade unions) and 
thirdly – as the secondary party – the state. The state is both master and servant in the employment 
relationship, as it provides assistance on labour-related matters when needed, but also regulates the 
labour environment.  
 
The employer focuses on providing work to employees and running a profitable organisation, whilst the 
employee offers his/her service to the employer for some form of remuneration – options 1 and 4 are 
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thus incorrect. Option 2 is incorrect because customers are also seen as a role-player as they are the 
focus of the services delivered or products offered. However, they do not provide assistance on labour 
related matters, nor do they regulate the labour environment. 
 

Question 6 

 
6. Which of the following is one of the duties of a shop steward? 
 

1. participating in unprotected strikes 
2. representing members in grievances and disciplinary procedures 
3. consulting and negotiating with management and financial institutions 
4. recruiting stakeholders on behalf of the organisation 

 
The correct answer is option 2. Consult Workbook 2.  
 
One of the duties of a shop steward is to represent members in grievances and disciplinary procedures. 
Refer to the discussion on question 2 regarding the role of trade unions and shop stewards.  
 
Thus, option 1, 3 and 4 are incorrect.  
 

Question 7 

 
Read the following scenario and answer questions 7, 8 and 9. 
 

CONFLICT IN THE WORKPLACE 
Owing to conflict about unions in the workplace that had previously occurred between employees and 
management, three managers were scheduled for a meeting where a strategic decision would be made 
about how they would manage employment relations in their organisation.  

 
Tom started the meeting by stating the following: “After previous events earlier this week, I came to 
the realisation that our ever-changing and highly complex society requires us to study a phenomenon 
like employment relations with an open mind, since it can be influenced by our own perspective or 
worldview. We as management should come to a joint decision on how we will manage our employment 
relations.” Tom continued by saying the following: “Although there is conflict between the different 
groups in the organisation, we are also somewhat dependent on each other. I personally feel that our 
employees’ values, interests and diversity should also be taken into consideration, since it is our 
responsibility as management to ensure that the organisation is profitable, efficient and productive.”  

 

Grant was furious when he heard Tom’s statement and retorted as follows: “No, to manage is not 
our responsibility but our right. We have legitimate authority and employees should be loyal to the 
organisation and us. The conflict that occurred earlier was probably just a misunderstanding of 
some sort because in general we all work together in harmony. We should be able to manage it 
ourselves.”  
 

Sipho interrupted: “It is because the workers feel oppressed that they asked for this. Just look at 
the differences between what they have and what management has. It remains a class struggle. I 
feel for the poor workers and think they should have much more control in the business!” 

 

7. Which perspective of labour relations does Tom adopt? 
 

1. unitarist 
2. pluralist 
3. societal corporatism 
4. state corporatism 

 
The correct answer is option 2. Consult Workbook 1. 
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Tom adopts a pluralist perspective. A pluralist approach presupposes that the organisation is a coalition 
of individuals and groups with diverse and conflicting objectives, values and interests. Employers and 
employees are regarded as interdependent. Conflict is seen as natural; and trade unions as necessary 
to channel that conflict. A system of trade-offs and settlements should be able to resolve any form of 
conflict. Pluralism refers to a situation in which employers and employees have conflicting goals and 
values, while nevertheless acknowledging their independence. The perspective of pluralism is 
commonly used by organisations that acknowledge trade unions as vital links of communication between 
the workforce and management. The employer does not regard trade unions as the enemy, nor as being 
destructive to the business. Parties to labour relations perceive conflict as something natural that should 
be managed by means of appropriate structures and procedures. The economy is market-driven, with 
the state aspiring to balance the power between trade unions and employers. Trade unions are seen to 
be necessary in order to channel conflict, as they represent employees’ interests through processes 
such as consultation, negotiation and collective bargaining. Because the employer has more power 
than individual employees, strikes are used as a legitimate form of power testing between employees 
and employers, which be conducted within a framework of rules as prescribed in the LRA. 
 
Options 1, 3 and 4 are incorrect. A unitarist perspective views an organisation as an integrated group of 
people displaying a unified authority structure, common values and interests and a common purpose. 
Management is seen as being vested with legitimate authority and the right to manage, and is 
consequently expected to provide the appropriate leadership. Conflict is generally regarded as rather 
unnecessary because employees are expected to be loyal to management and “their” organisations. 
Trade unions are regarded as unnecessary and dysfunctional. The assumption is that the people working 
in an organisation are in harmony, and that conflict is undesirable and a result of miscommunication. 
This perspective denies the notion of inherent conflict due to the nature of the employment relationship. 
Unitarism refers to an organisation that does not accommodate any opposing groups. From the 
perspective of unitarism, management regards trade unions as destructive forces and it will discourage 
employees from exercising their right to freedom of association by joining a trade union. Suppressing 
and opposing trade union affiliations and substituting collective bargaining with weak workplace 
structures are some of the strategies employers use when they apply the perspective of unitarism in the 
workplace. Management perceives conflict to be unnatural and encourages employees to avoid 
conflict in the workplace. Trade unions are perceived as being unnecessary, promoting distrust and 
constituting a destructive presence in the workplace; therefore, they should be avoided. Decision-making 
is seen as a managerial prerogative and management views collective bargaining as interfering 
with market forces and believes that strikers should be dismissed. 
 
There are two forms of corporatism views. State corporatism refers to a situation when there is state 
interference in the economy, often within a one-party state. The state is also the employer; or the 
employer is reliant on the support of the state. Employees are expected to lower their interest to the 
common good. Conflict is therefore seen as unnatural, and not tolerated in such a system. The power 
of trade unions is limited to serve only the national interest; and collective bargaining and strikes are not 
tolerated. State corporatism refers to a situation in which the state intervenes strongly in the economy 
as a means of protecting its own interests in government. In countries that embrace state corporatism, 
the state is usually the main source of employment and therefore, employers in the private sector 
may be dependent on the support of the state. Private sector employers may be expected to subordinate 
their own interests to the common good. 
 
Societal corporatism refers to the state’s recognition of the importance of trade unions and organised 
business’s role in decisions that may affect these role-players. The state therefore involves the role-
players when issues that may affect them are under discussion. The perspective therefore has the 
pluralistic approach’s principles as a foundation and expands on them. Societal corporatism refers to 
joint decision-making by the three main parties involved in labour relations. Societal corporatism refers 
more to the way in which the state incorporates the views of unions and organised labour or businesses. 
It is sometimes referred to as tripartite cooperation, as it involves social dialogue between at least three 
main parties to labour relations. While pluralism implies competition between groups, societal 
corporatism emphasises social dialogue and cooperation between previously competing groups, 
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together with state involvement. In societal corporatism, the employer consults with members of society, 
government, employees and other employers in order to implement strategies such as creating jobs, 
curbing unemployment and reducing poverty with a view to encouraging socioeconomic development. 
The parties may reach agreements that not only satisfy the immediate needs of their own constituents, 
but frequently a lso  take into account the needs of society. 
 

Question 8 

 
8. Which perspective of labour relations does Grant adopt? 

 
1. unitarist 
2. feminism 
3. pluralist 
4. state corporatism 

 
The correct answer is option 1. Consult Workbook 1. 
 
Grant adopts a unitarist perspective. Refer to the discussion of perspectives of labour relations on 
question 7.  
 
Options 2, 3 and 4 are incorrect. Refer to the discussion on question 7. Feminism refers to a more 
contemporary view of employment relations, which argues that in the post-industrial era, the workplace 
was dominated by males and male-oriented characteristics. Females were thus subjected to male 
dominance. Hence, feminism argues for an equal approach in the workplace between men and women.  
 
 

Question 9 

 
9. Which perspective of labour relations does Sipho adopt? 

 
1. postmodernist 
2. pluralist 
3. Marxist 
4. unitarist 

 
The correct answer is option 3. Consult Workbook 1. 
 
Sipho adopts a Marxist perspective. The approach draws on intellectual traditions related to Marxist 
thinking/radical perspective and it therefore essentially reflects a class conflict worldview. Supporters of 
this approach concentrate more on the nature of the society in which the organisation finds itself. It is 
assumed that employees are oppressed for the sake of capitalist interests and hence there is emphasis 
on the class struggle between the “haves” and the “have-nots”, so typically claimed to be part of capitalist 
society. From a radical perspective, conflict is a socio-political and economic phenomenon, since it 
reflects the inherent nature of the capitalist society. Trade unions are viewed as an unavoidable 
response to capitalism. They enhance the industrial power of the working class and focus its political 
activities. They also form part of a political process aimed at changing the nature of the socioeconomic 
and political systems of society. It is often also referred to as the radical approach. 
 
Therefore, options 1, 2 and 4 are incorrect. Refer to the feedback on question 7. Postmodernism 
describes a broad movement that developed in the mid to late 20th century across philosophy, the arts, 
architecture, and criticism and that marked a departure from modernism. 
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Question 10 

 
10. Sipho has a headache. He has been working on all these strategic plans and policies for 

months. The past weeks he has spent formulating the employment relations (ER) policy. 
However, he realises that he is still not finished with the process! He now has to review 
the current policy and, if necessary, develop a new employment relations … to support 
the employment relations policy.  

 
1. grand strategy 
2. generic strategy 
3. mission statements 
4. procedures 

 
The correct answer is option 4. Consult Workbook 4. 
 
Procedures support policies and provide step-by-step guidance on how to deal with matters stipulated 
in the labour relations policy. The labour relations policy thus serves as a guiding document when labour 
relations procedures are formulated.  
 
Therefore, options 1, 2 and 3 are incorrect.  
 

Question 11 

 
11. Johan is a … who works every Sunday at the home for the elderly. He is not compensated 

for the hours he work, but does this in memory of his farther who died the year before. 
 
 1. volunteer worker 
 2. temporary worker 
 3. part-time worker 
 4. independent contractor 

 
The correct answer is option 1. Consult Workbook 2.  
 
A voluntary worker works without remuneration, usually at a welfare organisation such as an orphanage.  
 

Option 2, 3 and 4 are incorrect because a temporary or part-time worker is usually appointed to complete 
a specific task or project and is not necessarily appointed for a specific period. The temporary or part-
time worker’s contract expires automatically when the reason for the appointment has passed. An 
example thereof is packers at a fresh produce warehouse who are appointed when the farmer’s harvest 
needs to be packaged. However, according to section 198A of the Labour Relations Amended Act 6 of 
2014, temporary workers falling below the threshold income as set annually by the Minister of Labour, 
but who works for a period longer than three months for a client, are deemed to be employed indefinitely 
by the client, and are not regarded as temporary any longer. 
 
Fixed-term contractors or part-time workers render their services to an employer for a fixed period of 
time. If a person was appointed on a fixed-term contract of employment, that contract automatically 
lapses after the contract period.  
 
Section 213 of the LRA defines an employee as “any person, excluding an independent contractor, who 
works for another person or for the state and who receives, or is entitled to receive, any remuneration; 
and any other person who in any manner assists in carrying on or conducting the business of an 
employer”. However, the modern workplace makes it difficult to determine what constitutes an employee. 
Section 200A of the LRA states that until the contrary is proved, a person working for or providing a 
service to another person is presumed to be an employee if one or more of the following is present: 
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  The manner in which the person works is subject to the control or direction of another person. 
E.g. John gives Sipho clear directives. 

  The person’s hours of work are subject to the control or direction of another person. E.g.. John 
clearly regulates Sipho’s hours of work. 

  In the case of a person who works for an organisation, the person forms part of that 
organisation. E.g. Sipho has been part of the organisation for the past three years. 

  The person has worked for that person for an average of at least 40 hours per month over the 
last three months. E.g. Sipho has been part of the organisation for the past three years and is 
working regular hours amounting to more than the required 40 hours per month.  

  The person works for or provides a service to only one person. E.g. Sipho does not do any 
other work.  

  The person is economically dependent on the person for whom he/she works or provides a 
service. 

  The person is provided with his/her tools of the trade or work equipment by another person. 
 
An independent contractor is a person who works for an employer but is supplied to the client (the 
employer) by the temporary employment service (a labour broker). In order to be classified as a 
temporary employment service, the agency must provide "workers" to a client, for a fee, in order to 
provide services to the client or to work for him or her. The "worker" is paid by the temporary employment 
service. The service contract is therefore between the temporary employment service and the employee. 
This does not, however, absolve the client of all legal responsibility towards this employee, as the person 
is still employed on his or her premises. This means that the client can, for instance, be held responsible 
(or at least partly responsible) if the temporary employment service does not meet the minimum 
conditions set out in the Basic Conditions of Employment Act.  
 

Question 12 

 
12. Which of the following are internal processes used to resolve labour matters inside the 

organisation? 
 

1. organisational policies and procedures, and arbitrations 
2. organisational policies and procedures, and disciplinary hearings 
3. consultation, negotiation, conciliation, arbitration and disciplinary hearings 
 4.   negotiation, conciliation, mediation,  grievance procedure and court orders 

 
The correct answer is option 2. Consult Workbooks 4 and 5. 
 
Organisational policies and procedures, and disciplinary hearings are internal processes used to resolve 
labour matters inside the organisation. Parties to labour relations must first exhaust all internal workplace 
procedures before they refer a case to be resolved outside an organisation. For instance, only when an 
employee and their employer fail to resolve their dispute inside the organisation – or are not satisfied 
with the outcome of the decision taken in the workplace – may the dispute be referred to external dispute 
resolution structures. In terms of the Labour Relations Act 66 of 1995 (LRA), the grievance procedure, 
consultation and negotiation are some of the internal workplace processes that parties to the 
employment relationship could use to resolve their conflict. The LRA regulates the employment 
relationship between the employee and employer and provides structures and processes for dispute 
resolution. It encourages the parties to the dispute – such as employees, represented by their trade 
unions, and employers, represented by their employers’ organisations – to resolve their differences 
inside the workplace through consultation, joint decision-making and negotiation before seeking 
expertise outside the organisation in institutions such as bargaining councils, the Commission for 
Conciliation, Mediation and Arbitration (CCMA) or the Labour Court. A disciplinary hearing is a formal 
hearing organised by the employer, which an employee is required to attend in order to provide answers 
to allegations of misconduct, or unsatisfactory performance. 
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Thus, options 1, 3 and 4 are incorrect because in terms of the LRA, parties should try by all means to 
resolve their conflict internally by using internal policies and procedures, the internal grievance 
procedure and disciplinary hearing before resorting to external processes of resolving conflict such as 
conciliation, mediation and arbitration in external dispute resolution institutions, and issuing of court 
orders.  
 

Question 13 

 
Read the following scenario and answer the question below. 
 

The production manager, Jackson, visits you as the labour relations officer to inform you about 
his subordinate’s habitual absenteeism. For the past 10 months, Carthy has been absent without 
leave. Nor does Carthy inform Jackson about her reasons for absenteeism. 

 
13. Which one of the following Acts should be applied by Jackson to resolve the matter of 

Carthy’s absenteeism? 
 

1. the Labour Relations Act (LRA) 66 of 1995  
2. the Employment Equity Act (EEA) 55 of 1998  
3. the Basic Conditions of Employment Act (BCEA) 75 of 1997 
4. the Constitution of the Republic of South Africa Act 108 of 1996 

 
The correct answer is option 3. Consult Workbook 3. 
 
One of the purposes of the Basic Conditions of Employment Act 75 of 1997 (BCEA) is to regulate 
labour practices and inconsistencies in terms of working terms and conditions such as working hours. 
The purpose of the BCEA is to give effect to and regulate the right to fair labour practices, which is 
granted by section 23(1) of the Constitution, and to comply with South Africa's obligation as a member 
state of the International Labour Organisation. Thus the BCEA regulates terms and conditions of 
employment and variations thereof.  
 
Options 1, 2 and 4 are incorrect. The purpose of the Labour Relations Act 66 of 1995 (LRA) is to promote 
economic development, social justice, labour peace and democracy in the workplace by eliminating 
unfair dismissal and unfair labour practices.  
 
 
The main purpose of the Employment Equity Act 55 of 1998 (EEA) is to promote equality and prohibit 
and eliminate discrimination in employment and in the workplace. This Act also encourages employers 
to apply affirmative action measures in order to deal with discrepancies caused in the past. The EEA 
embodies two approaches in order to correct the negative effects of discrimination in employment that 
were enforced in the past. The first approach is embodied in Chapter II of the Act, namely to prohibit all 
forms of discrimination in order to open the way for appointment and promotion and the determination 
of remuneration and distribution of benefits based on merit. The second approach is affirmative action 
(which may be viewed as controversial by white males), which compels employers to give preference to 
employees who experienced discrimination in the past. Furthermore, the EEA states that it is not unfair 
discrimination to take affirmative action measures that are consistent with the purpose of the Act, nor to 
distinguish, exclude or prefer a person based on the operational requirements of the business. To gain 
a more in-depth understanding of this topic, read the EEA at www.labour.gov.za/legislation.  
 
In terms of the law in general, the Constitution is the supreme law in South Africa regarding labour 
matters. It provides the legal foundation for the existence of the republic and sets out the rights and 
duties of its citizens. All legislation – including labour law, the law of contracts and delicts and the 
common law – is subject to the Constitution of the Republic of South Africa, and it must support and 
promote the fundamental rights enshrined in the Bill of Rights. Note that you should first consult 
legislation that deals directly with the matter at hand before consulting the highest law, that is, the 
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Constitution. Read the Constitution, particularly the Bill of Rights, at www.constitutionalcourt.co.za. You 
are required to know the sources of labour legislation and the way in which they should be applied in 
the management of labour relations. 
 

Question 14 

 
Read the following scenario and answer the question below. 
 

The HR manager at Hi-Quality Pty (Ltd) has a team of 20 people, consisting of HR practitioners 
and administrators. On their first day at the company, they were all verbally informed that telephone 
bills should not exceed R250.00 on a monthly basis. HR practitioners exceeded their bills without 
any consequences. However, Samantha, the financial administrator was given a letter of dismissal 
for exceeding the telephone bill. 

 
14 In terms of the LRA, indicate the process which was followed.  
 

1. It is a procedurally unfair process as the rule is not applied consistently. 
2. It is a procedurally fair process as she is aware of the rule.   
3. It is a substantively unfair process as the rule is not applied consistently. 
4. It is a substantively fair process as she is aware of the rule. 
  

The correct answer is option 1. Consult Workbook 5.  
 

Substantive fairness refers to the main reason for a dismissal, that is, whether it was fair, just and valid 
and whether dismissal was, in fact, the most appropriate sanction for a specific type of misconduct. The 
reason for dismissal was fair.  
 
However, the procedure which was applied to dismiss Samantha was not fair. An employer should apply 
the following guiding principles/requirements of procedural fairness when dealing with allegations of 
misconduct in the workplace such as absence without leave, theft or providing false information against 
an employee: 

 Determine whether or not the employee broke a rule or a standard in the workplace.  

  If a rule or a standard was broken, consider whether 
o it was valid or reasonable 
o the employee was aware or could have been reasonably expected to have been aware of that 

rule or standard 
o the employer has consistently applied the rule or standard to all employees who broke it 
o dismissal is an appropriate sanction for failure to comply with the rule or standard 

 
Thus, option 2, 3 and 4 are incorrect.  
 

Question 15 

  
15. The high rate of unemployment, interest rate and poverty are some of the …factors    
         which affect the management of labour relations in a country. 
 

1.     internal 
2.     central 
3.     external 
4.     local 

 
The correct answer is option 3. Consult Workbook 1.  
 
The high rate of unemployment, interest rate and poverty are some of the external factors which 
affect the management of labour relations in a country. Option 1 is incorrect, refer to the discussion on 
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question 4 regarding internal and external environmental factors which affect labour relations.  
 
Options 2 and 4 are incorrect because they do not relate to the question.  
 

Question 16 

 
Read the following scenario and answer questions 16 and 17 below. 

 

Sandra applied for family responsibility leave to take her 16-year old daughter who is ill with 
fever to a doctor. Her employer denied her leave indicating that it was a high business demand 
season. She was advised to ask one of her family members to accompany her daughter to 
the doctor.  

 
16.  Which Act must Sandra consult as the first point of reference in dealing with this 

matter? 
 

1.  the Labour Relations Act 
2.  the Employment Equity Act 
3.  the Skills Development Levies Act 
4.  the Basic Conditions of Employment Act 

 
The correct answer is option 4. Consult Workbook 3.  
 
As the first point of reference in dealing with the matter, Sandra must consult the Basic Conditions 
of Employment Act. Refer to question 13 regarding the discussion on the Basic Conditions of 
Employment Act (BCEA).  
 
Options 1, 2 and 3 are incorrect. The Skills Development Levies Act aims to expand the knowledge 
and competencies of the labour force and in so doing increase the supply of skilled labour in South 
Africa, providing for greater productivity and employability. Every employer must pay a skills 
development levy each month towards the National Skills Fund. SDL is a levy imposed to encourage 
learning and development in South Africa and is determined by an employer's salary bill. The funds are 
to be used to develop and improve skills of employees. Refer to question 13 regarding the discussion 
on the Labour Relations Act and Employment Equity Act. 
 

Question 17 

 
17.  What should be the first appropriate step, which Sandra must take to address her right 

to take family responsibility leave? 
 

1.  Sandra must lodge a grievance of an unfair labour practice in the Labour Court. 
2.  Sandra must lodge a complaint of an unfair labour practice with the CCMA. 
3.  Sandra must communicate informally with her immediate supervisor before lodging a formal 

grievance in the workplace. 
4.  Sandra must communicate informally with her immediate supervisor before lodging a 

complaint with the CCMA. 
 
The correct answer is option 3. Consult Workbook 5 and 6.  
 
In the given scenario, the first appropriate step, which Sandra should take to address the matter is to 
communicate informally with her immediate supervisor before lodging a formal grievance in the 
workplace. In terms of the Labour Relations Act 66 of 1995 (LRA), the grievance procedure, consultation 
and negotiation are some of the internal workplace processes, which parties to the employment 
relationship could use to resolve their conflict. The LRA regulates the employment relationship between 
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the employee and employer and provides structures and processes for dispute resolution. It encourages 
the parties to the dispute, such as employees and their trade unions, and employers and their 
employers’ organisations, to resolve their differences inside the workplace through consultation, joint 
decision-making and negotiation before seeking expertise outside the organisation in institutions such 
as bargaining councils, the Commission for Conciliation, Mediation and Arbitration (CCMA), or the 
Labour Court. Parties to labour relations must first exhaust all internal workplace procedures before 
they refer a case to be resolved outside an organisation.  
 
Options 1, 2 and 4 are incorrect because the parties to labour relations should attempt by all means to 
resolve their conflict internally by using the grievance procedure, and consulting and negotiating with 
relevant parties before resorting to external processes of resolving conflict such as conciliation, 
mediation and arbitration at the CCMA, and issuing of court orders in the Labour Court. Only if the 
parties to the dispute fails to resolve the matter inside the organisation, or are not satisfied with the 
outcome of the decision taken in the workplace, then a dispute may be declared and referred to external 
dispute resolution structures. 

 

Question 18 

 
18 Employees at ABC Shoes are working under dangerous working conditions and feel 

demoralised because management give preferential treatment to employees based on their 
religion and culture. Which of the following micro-environmental influences have a direct 
impact on the management of labour relations at ABC Shoes Pty (Ltd)? 

  
 1.  occupational health and safety, and cultural diversity 

2.   social and safety issues and cultural diversity 
3.  legal, and safety issues and cultural diversity 
4.  economic and safety issues and cultural diversity 

 
The correct answer is option 1. Consult Workbook 1. 
 
In the given scenario, occupational health and safety, and cultural diversity are micro-environmental 
influences that have a direct impact on the management of labour relations at ABC Shoes Pty (Ltd). 
Refer to the discussion on question 4 regarding internal and external environmental factors which affect 
labour relations. Hence, options 2, 3 and 4 are incorrect. 

 

Question 19 

 
19. To arrive at the optimal business plan for a company such as Game and ultimately to 

achieve success, the smaller organisational functions, such as human resources and 
labour relations and their own plans, should all be aligned with the company's ... strategy.  

 
 1  overall business 
 2  financial  
 3  operational  
 4  employment relations  
 
The correct answer is option 1. Consult Workbook 4.  
 
To arrive at the best business plan for a company such as Game and to achieve success eventually, 
the smaller organisational functions, such as human resources and labour relations and their own plans, 
should all be aligned with the overall business strategy of Game and that of Massmart/Walmart (the 
holding company). The other strategies (be it employment relations, financial or operational) should 
therefore be in accordance with the overall organisational strategy in all respects.  
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The various organisational functions (e.g. employment relations, finance, marketing) and their own plans 
should all be aligned with the overall business strategy or plan. Thus, the employment relations plan 
should fit the organisational plan or strategy. Even though it should thus also fit in with the overall 
financial plan (as in option 1, for instance), it should in the first instance fit in with the overall business 
strategy.  
 
Although options 2, 3 and 4 are also correct, but the direct relationship lies between the smaller 
organisational functions’ strategies and plans with that of the overall business strategy, option 1, which 
is the lost correct answer. 
 

Question 20 

 
20 The strategic management process consists of four steps, which can be described as a 

process of … . 
 
 1  analysing the external and internal environment and using this information to  

  formulate and implement strategies, in order to realise set goals while    evaluating the 
process  

  2  determining the resources, capabilities and core competencies of an organisation’s  
inputs to then develop the vision and mission of the organisation so as to formulate  
strategies 

 3  implementing organisational strategies in order to achieve positive organisational  
results while the full process is constantly evaluated and then reviewed 

 4  regularly evaluating the dynamic strategic management process to ensure that it  
 results in the desired outputs as planned by the top management of the organisation 

 
The correct answer is option 1. Consult Workbook 4.  
 
The strategic management process consists of four steps, which can be described as a process of 
analysing the external and internal environment and using this information to formulate and implement 
strategies, in order to realise set goals while evaluating the process. The combination of decisions and 
actions that are used to prepare and implement strategies to present a competitively advanced fit 
between the organisation and its environment to achieve organisational goals, is referred to as strategic 
management. Strategic management refers to all the decisions and actions that are taken in an 
organisation to devise and implement strategies that will provide a competitively advanced fit between 
the organisation and its environment to achieve organisational goals. An organisation’s vision is a strong 
statement on the overall content of the organisation’s strategy and its basic approach to the management 
of all aspects of the organisation. The mission provides the basic route map of where the organisation 
would like to go. An organisation’s strategy has to do with the ways in which the organisation mobilises 
its resources in its micro- and macro-environments in order to reach its goals. Business management 
refers to the planning, leading, organising and controlling of all aspects of the business. Strategic 
management forms part of the planning phase of business management. 
 
Thus options 2, 3 and 4 are incorrect.  
 

 

 

According to the study plan we provided, you should have finished studying the workbooks covered in 
Assignment 01. Remember that other workbooks are also important for the examination. 

 
Once you have completed Assignments 01 and 02, continue to do the self-assessment in Assignments 03 
and 04, which cover various workbooks in your study guide. Should you have any questions about the 
content of this module, do not hesitate to contact us.  

6 CONCLUDING REMARKS 
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Study in advance and do your best in your studies.  

 
Kind regards 

 

Aswindine Rasivhetshele 
Lecturer: LRM1501 
DEPARTMENT OF HUMAN RESOURCE MANAGEMENT 
UNISA 
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