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Dear Student 
 
The main purpose of this tutorial letter is to provide you with feedback on Assignment 02 and to communicate 
important information to you. Keep this tutorial letter in a safe place since you will need it to prepare for the 
examination. 
 
We want to thank all of you who submitted your assignments long 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 abovementioned tutorial letters from myUnisa or request the Despatch Department 
(Despatch@unisa.ac.za) to send you any missing tutorial letters. Lecturers unfortunately do not send tutorial 
letters to students. 
 

 

1 INTRODUCTION 

TUTORIAL LETTER DESCRIPTION OF CONTENT 

LRM1501/101/3/2018 
LRM1501/MO001/4/2018 
LRM1501 Study Guide 
Available on myUnisa. 
Click on Official Study 
Material and Additional 
Resources.  

A word of welcome; purpose and outcomes of the module; where to start; 
important notice; communication with the university; student support system; 
prescribed book and enquiries; tutorial matter; additional sources of 
information; assignments; 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  
Available on myUnisa. 
Click on Official Study 
Material and Additional 
Resources. 

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

LRM1501/202/1/2018 
(this tutorial letter) 
Available on myUnisa. 
Click on Official Study 
Material and Additional 
Resources.  

Introduction; myUnisa; additional sources of information; examination; and 
feedback on Assignment 02 

 
Consult the brochure Study @ Unisa for more information about myUnisa. We would like to encourage 
you to use this system to submit your assignments in the 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 don’t 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 or a friend or family member – indeed, any place where you can access the internet. Computer skills 
are important. 
 

 
 
 
 
 

2 myUnisa 

mailto:Despatch@unisa.ac.za
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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 through the library’s website. 
 
 

 
Please refer to the sections “Examination guidelines” and “Composition and format of the examination” in 
Tutorial Letters LRM1501/101/3/2018 and HRMALL6/301/4/2018. The same tutorial letters contain hints 
on how to prepare for the examination. In the past, we received requests from students for examination 
hints. We cannot provide more information than what is provided in Tutorial Letters 
LRM1501/101/3/2018 and HRMALL6/301/4/2018. However, you are welcome to contact us if you struggle 
to master the content of this module. 
 

  

 
All the answers to the assignment questions are based on the content you have studied in the MO001 
study guide. Feedback on Assignment 02 is provided below. Remember that this is a guideline only. Should 
you have included other information that is also relevant, you would have received marks for it on the basis 
of the marker’s discretion. 
 

Learning outcomes 
 
At the end of this assignment, you should be able to 

 discuss the importance of communication in the workplace 

 apply principles of fair dismissal for misconduct, incapacity and operational requirements 

 know how to apply legislation in the workplace and applicable internal and external dispute 
resolution processes 

 illustrate how micro-environmental and macro-environmental factors influence labour relations in 
South Africa 

 explain the legal requirements of a strike and a lockout 

 
 

5 FEEDBACK ON ASSIGNMENT 02 
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ANSWERS AND DISCUSSION 

Question 1 

 
Read the following scenario and answer questions 1.1 and 1.2. 

John has been working for Hi-Performance (Pty) Ltd for 15 years. He is a diligent employee, his 
work performance is of a high standard and he has no disciplinary record. On 1 April 2014, he was 
not feeling well and did not come to work. When he returned to work the following day, his supervisor 
took him straight to a disciplinary hearing for being absent without leave (AWOL). The outcome of 
the disciplinary hearing was his dismissal. 

 
1.1  Indicate whether John’s dismissal was fair or not (1 mark) and substantiate your answer (4 marks).                                                                                                                          
                                                                                                                                                               (5) 
 

Consult Workbook 05 

 
Mark allocation: 1 mark per fact. 
 

 No (1 mark), John’s dismissal was not fair because it was neither procedurally nor substantively fair 
(1 mark). 

 His dismissal was not substantively just, because he did not have a previous disciplinary record for 
minor misconduct (1 mark).  

 In this case, dismissal for being absent without leave for one day was too harsh, he could have been 
given a verbal warning (1 mark). 

 Procedural fairness was also not applied. John should have been given notice so that he could 
prepare for a disciplinary hearing, find a representative and get an opportunity to defend himself      
(1 mark). 
 
 

1.2 Identify (1 mark) and explain the procedure that should be followed in order to ensure fairness in this 
case.                                                                                                                                                 (10)                               
 

Consult Workbook 05 

 
Mark allocation: 1 mark per fact. 

 
Procedural fairness refers to the manner or way in which an employee is dismissed (1 mark). In terms 
of the LRA, the following procedural requirements should be met for a dismissal to be fair: 
 

 The employer should conduct an investigation to determine whether there are grounds for dismissal 
(1 mark).  

 The employer should notify the employee of the allegations in a formal manner (1 mark) and in a 
language that the employee reasonably understands (1 mark). 

 The employee must be given the opportunity to state his/her case in response to the allegations          
and given an opportunity to defend him-/herself (1 mark). 

 The employee should be given reasonable time to prepare for the hearing (1 mark). 

 The employee is entitled to the assistance of a trade union representative or a fellow employee            
(1 mark). 

 After the hearing, the employer should communicate the decision taken to the employee (1 mark). 

 If the employee is dismissed, the reason for the dismissal should be given (1 mark), as well as a 
reminder that the employee can refer the case to the CCMA (1 mark). 
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Note that the question did not ask for substantive fairness. However, substantive fairness is 
explained so that you can highlight the difference between the two concepts. 
 
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. 
 
An employer should apply the following guiding principles/requirements of substantive 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 

 
 
1.3 Explain the importance of having an internal dispute resolution mechanism in the workplace and    

an external dispute resolution mechanism outside the jurisdiction of an organisation.                   (5)  
 

Consult Workbooks 06 and 08 

 
Mark allocation: 1 mark per fact. (maximum of 5 marks) 
 
The importance of having an internal dispute resolution mechanism in the workplace: 
 

 An internal dispute resolution mechanism can help organisations to avoid court cases or charges, 
or avoid having to pay damages (1 mark).  

 It provides a safe channel for employees to voice their grievances and frustrations in the workplace 
(1 mark).  

 It can encourage employees to feel that they are treated fairly by providing them with an opportunity 
to tell their side of the story (1 mark). 
 

The importance of having an external dispute resolution mechanism outside the jurisdiction of 
an organisation: 
 

 An external dispute mechanism gives the parties to a dispute the opportunity to have an independent 
or external third party intervene in order to help resolve their case (1 mark).  

 After the parties to a dispute have exhausted all internal workplace procedures, external dispute 
resolution mechanisms provide a second channel for them to resolve their dispute (1 mark). 

 When employees and employers have failed to resolve a dispute inside the organisation or are 
dissatisfied with the outcome of the decision taken in the workplace, an external dispute resolution 
mechanism provides a way for the parties to the dispute to have their case reviewed from beginning 
to end by an external person who is not involved in the dispute (1 mark). 

 
 
1.4 Briefly discuss five [5] factors that may influence negotiations in collective bargaining on wage 

increase negotiations.                                                                                                                      (5) 
 

Consult Workbook 07 

 
Mark allocation: Marks were awarded for five relevant factors that may influence collective bargaining 
on wage increases.  
 
The following factors can influence negotiations in collective bargaining on wage increases: 
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 Market conditions and profitability: If there is a high demand for an employer’s product  
(profitable organisation) and this demand is inelastic (i.e. the demand does not vary much with 
changes in the product price), the employer will be more inclined to grant wage increases and 
pass any additional costs on to the consumer in the form of a price increase (1 mark). 

 Monopolistic conditions: If an employer enjoys having a monopoly in the product or service he 
sells to the market, the employer may be willing to grant wage increases and pass the costs to the 
consumer (1 mark). 

 Export orientation: If both unions and employers are concerned about the ability of organisations 
to export their products and the international competitiveness of the organisations, they may aim 
to keep the prices of their products competitive (1 mark). 

 Production conditions: If production can be varied, the impact of the strike may be reduced; 
therefore, the threat of the strike may not be big (1 mark). 

 Standards of living of workers: If the members of the trade union experience relatively low 
standards of living, the union is more inclined to fight for higher wages and the employer may be 
sympathetic to the workers’ circumstances and be inclined to grant higher wage increases than 
would otherwise be the case (1 mark). 

  [25] 
 

Question 2 

 
2.1 Distinguish between a conflict, a grievance and a dispute. In your answer, also explain at what 

stage a labour matter is regarded as a conflict, a grievance or a dispute.                                 (12)                                                                                                                                                
 

Consult Workbooks 01, 06 and 08 

 
Mark allocation: 1 mark per fact.  
 
Conflict: This is the stage where two parties clash with each other or confront each other about their 
differences (1 mark). Conflict is a process where one party has a reason (valid or not) to believe that 
the other party does not share in the interests or the expectations that they (both parties) uphold                
(1 mark). 

 It is an inherit part of any relationship (1 mark).  

 It is a process that can be experienced as either negative (if it includes negative emotional qualities 
such as anger or a lack of cooperation) or positive (if it is dynamic and brings about acceptable 
change) (1 mark).  

 
Grievance: This is the stage where one party perceives something to be unjust toward him/her and 
thinks that he/she has grounds to lodge a complaint (1 mark).  

 A grievance can be defined as any feeling of dissatisfaction, unhappiness or injustice (real or 
perceived) concerning a breach of aspects related to an employee’s employment contract, either 
individual or collective, that is brought to the attention of the employer (1 mark).  

 A grievance is a real or perceived cause for complaint by an employee (1 mark). 

 It may comprise complaints against the behaviour of others or against perceived unfair labour 
practices; unequal treatment in terms of policies, procedures or work agreements; unsatisfactory 
conditions of employment; unequal payment among employees who perform the same job; poor  
or unsafe working conditions; racial or gender discrimination; or unfair treatment by a manager. 
By lodging a grievance, the employee is expressing dissatisfaction with some aspect of the job, or 
a perceived or real violation of rights or interests (1 mark). A grievance can become a dispute if 
not resolved. 

 
Dispute: This is the stage where conflict is in the open/in public (1 mark) and where an independent or 
external third party helps to resolve the dispute (1 mark). 

 When conflict remains unresolved, it is referred to as a dispute (1 mark). A dispute is a point of 
disagreement between two parties, and it can be classified as a dispute of right or a dispute of 
interest (1 mark).  
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2.2 Explain why workplace forums may be perceived to be ineffective in the South African workplace.   
                                                                                                                                                            (6)  

Consult Workbook 07 

 
Mark allocation: 1 mark per fact.  
 
The LRA introduced workplace forums as a structure to promote employee participation in decision-
making in the workplace. A workplace forum refers to a forum where employees and management come 
together to discuss matters that affect them in the workplace, including matters of mutual interest. 
Workplace forums promote employee participation in the workplace by providing employees with the 
opportunity to voice their concerns and to give input on matters that affect their work. These forums 
provide an environment for the representation of employees in the workplace and an institutionalised 
voice in managerial decision-making. Workplace forums are created to ensure efficiency in the 
workplace. Workplace forums are not intended for collective bargaining – dispute resolution is dealt with 
by the CCMA and not in workplace forums.  
 
Reasons why workplace forums may be perceived to be ineffective in the South African 
workplace by trade unions:   

 Trade unions do not like workplace forums because they fear losing trade union members                
(1 mark).  

 Opposition arises from the perception that workplace forums may lead to shrinkage of union 
federations (1 mark). 

 Union members may be reluctant to pay membership fees if they can be represented by other 
structures without having to pay membership fees to those structures (1 mark). 

 Workplace forums have a perceived lack of power (1 mark).   

 There is a perception that consultation rights in workplace forums leave power in the hands of 
employers (1 mark).   

 Unions that already have a strong base in the workplace may prefer that some issues be resolved 
through negotiations. Consequently, trade unions may lose their influence over employees              
(1 mark). 

  
 
2.3 Give your opinion regarding the possible effects of applying affirmative action indefinitely in the 

South African labour market.                                                                                                       (7) 
 

Consult Workbook 03 

 
Mark allocation: You did not have to include all of the information discussed below. You had to discuss 
seven relevant facts for seven marks.  
 
Affirmative action reverses unjustified disparity in the treatment of people and unjust discrimination in 
the treatment of different categories of people, particularly on the grounds of race, sex or age. It is not 
discrimination per se that needs to be addressed, but unfair discrimination against people based on 
arbitrary grounds or irrelevant criteria. The EEA places an obligation on employers to promote equal 
opportunity in the workplace by eliminating unfair discrimination in employment (1 mark). 
 
In terms of the EEA, beneficiaries of affirmative action must be suitably qualified and afforded equal – 
not greater – opportunities compared with other groups (1 mark). 
 
Affirmative action tends to favour women (particularly black women) over men, because women were 
disadvantaged the most in the past. Affirmative action excludes white men, because they were 
historically privileged, had more access to resources and were preferred more often in employment. 
Affirmative action may favour black women over white women. In some instances, coloured and Indian 
men and women feel that black women and men are favoured more often in affirmative action and that 
black women are favoured most frequently (1 mark). 
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In applying affirmative action, employers must ensure that individuals are employed based on merit. 
Affirmative action entails applying policies and practices that may be neutral and do not explicitly 
distinguish between employees or job applicants; however, in reality, it may have a negative effect on 
certain individuals and groups of people who may feel that they are being discriminated against despite 
their merit, competencies, skills or experience (1 mark). 
 
Therefore, applying affirmative action indefinitely in the South African labour market may be seen as 
unfair and discriminatory by employees who genuinely possess the required credentials, skills, 
experience and knowledge for a particular job or promotion (1 mark). 
 
The Labour Court has held that differentiation between employees based on productivity does not 
necessarily amount to discrimination. Similarly, fair discrimination requires that the criteria used to 
differentiate be relevant to the business objectives of an organisation and effective in achieving 
efficiency in a business. Therefore, in instances where applicants relied on their constitutional right to 
equality, the courts have held that there must be a rational connection between the act complained 
about and the affirmative measures and purpose of the EEA (Grogan 2009) (1 mark). 
 
Therefore, applying affirmative action measures that may seem biased in the workplace should not be 
used to justify the appointment of an applicant who is not capable of performing the tasks of a position 
for which he/she has applied. In other words, a rational connection should not be lacking when 
affirmative action measures are applied in the workplace (1 mark). 
 
The extent to which equity plans may unfairly discriminate against employees may be limited by law. 
The EEA requires employers to apply its provisions rationally and fairly, and to recognise the rights of 
affected employees. However, employers may struggle to determine the extent of the skills, experience 
or qualification gap between a less qualified or less experienced candidate from a designated group and 
that of a more qualified and more experienced candidate from a non-designated group. As a result, the 
courts acknowledge that there is tension between achieving efficiency and representivity or equality, 
and between achieving equality in the workplace and applying affirmative action (particularly when there 
are candidates who have the same qualifications and merits). The courts have held that rationality 
should be maintained so that candidates who are wholly unqualified, unsuitable and incapable of 
performing efficiently on the job are not appointed. The courts have also held that the obligation resting 
on employers to promote affirmative action does not give employees from designated groups the right 
to be preferred or to complain that they have been discriminated against if they are not “affirmed”. There 
must be limits to the concept of unfairness if the power of arbitrators to rule the actions of employers as 
unfair is not to result in an invasion of managerial prerogative (Grogan 2009). Applying affirmative action 
in the long run may be counterproductive for achieving organisational goals. Therefore, affirmative action 
measures should make allowance for the suitability of candidates for positions so that efficiency in 
organisations is not compromised (1 mark). 
 
Affirmative action may be morally justified until private and public institutions or organisations 
adequately reflect the demographics of the South African population. Therefore, the government sector 
and the private sector should train, coach and mentor historically disadvantaged groups in order to 
equip them with the necessary skills to perform highly skilled jobs. The question that remains is how 
long affirmative action will continue to be applied in the South African labour market. As more designated 
people are promoted and advanced in jobs, there may come a time when affirmative action is 
discontinued and all people of all races and genders are advanced purely on the basis of merit. 
Affirmative action may also be discontinued at some point because applying it indefinitely may 
compromise the quality of human resources and the achievement of business goals, particularly with 
regard to jobs that require scarce and critical skills. Perhaps the question that should be asked is when 
we will know with certainty that most (if not all) designated people have equal employment opportunities. 
Until that day arrives, affirmative action may continue to be applied in organisations (1 mark).  [25] 
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Question 3 

 
3.1 Identify (1 mark each) and briefly discuss six [6] macro-external environmental factors that may 

influence the demand for and the supply of labour in a country.                                                   (12)                                                                                                                                                                                                                                                                                                                                                                                      
   

Consult Workbook 01 

 
Mark allocation: You did not have to include all the information mentioned below; more information is 
given to ensure that a broader scope is provided of the topic. (1 mark for identification and 1 mark for 
explanation of each factor)  
 
The demand for and the supply of labour (1 mark): Labour is the human input given by employees, 
managers and directors in their work to achieve organisational goals. Human capital is reflected in the 
different levels of skills, qualities and qualifications of employees. The supply of labour comes in the 
form of people who seek employment. The demand for labour comes from employers and refers to what 
employers want in relation to skills, qualifications, experience, and so on in order to be able to perform 
duties diligently and to produce quality products and services. If wages are high, it is costlier to hire 
more employees. When wages are lower, the labour cost is cheaper, and it becomes more profitable 
for a business to hire employees. When an economy is growing, there is a demand for labour and an 
increase in the supply of labour. However, during an economic recession/slowdown, the demand for 
labour declines as businesses cut their operational costs. The engineering sector, for example, 
experienced business failures and plant shut-downs; short-term redundancies led to a reduction in the 
demand for labour, and employees were retrenched (1 mark). 
 
HIV/Aids (1 mark) is contributing to skills shortages. When skilled people die, organisations have to 
recruit and train new people (1 mark). 
 
Globalisation (1 mark) exposes South Africa to heavy competition from foreign countries. Owing to 
the increasing number of global expatriates, engineering companies offer competitive remuneration 
packages for scarce skills. This might result in a company paying premium prices for labour expertise 
sourced outside the country. Companies have to offer competitive remuneration packages and global 
retirement funds in order to attract scarce and critical skills (1 mark). 
 
Labour-intensive engineering industries compete for scarce skills (1 mark). Labour costs in foreign 
African countries are lower compared to labour costs in South Africa. This pushes down the price that 
employers offer to foreign employees. However, labour costs in the United Kingdom, Europe and 
America are higher compared to labour costs in South Africa. Consequently, South Africa has to pay a 
premium price for sourcing scarce and critical skills from overseas countries (1 mark).  
 
Many sectors in developed countries are technologically advanced (1 mark). South Africa is still 
behind in terms of technology; it faces stiff competition from foreign companies whose efficiency is far 
superior to that of many South African companies (1 mark).  
 
To compete on global markets in the engineering sector, a well-educated and trained workforce          
(1 mark) is needed (1 mark).  
 
Economic factors (1 mark): Organisations want higher profits and want to develop their businesses. 
This might be contrary to employees’ demands for higher wages. Since resources are limited, each 
party wants more from the other party. An increase in inflation will erode and diminish the purchasing 
power of employees because they will struggle to pay for basic necessities such as food, school fees, 
housing and medication. They will not be able to afford goods and services that they previously 
consumed. They will consequently demand salary increases from their employers. If their employers 
offer resistance in meeting their demands, they might demonstrate their collective power through strike 
action, protest actions or go-slows (1 mark). 
 
 
 



LRM1501/202 
 

11 

3.2 Explain the difference between a strike, a protest and picketing.                                                   (6) 
 

Consult Workbook 09 

 
Mark allocation: You did not have to include all of the information discussed below. 
 
A strike is defined in Section 213 of the LRA as “the partial or complete concerted refusal to work, or 
the retardation or obstruction of work, by persons who are or have been employed by the same employer 
or by different employers, for the purpose of remedying a grievance or resolving a dispute in respect of 
any matter of mutual interest between employer and employee, and every reference to ‘work’ in this 
definition includes overtime work, whether it is voluntary or compulsory” (2 marks). 
 
During a strike, employers may impose a lockout on employees. A lockout means that employees are 
excluded by an employer from the employer’s workplace to compel the employees to accept a demand 
in respect of any matter of mutual interest between employer and employee, whether or not the employer 
breaches those employees’ contracts of employment in the course of or for the purpose of that exclusion 
(s 213 of the LRA). A lockout may be used to force an agreement that would otherwise be difficult to 
obtain. The two types of lockout used by employers in the workplace are called defensive lockouts and 
offensive lockouts. Defensive lockouts may occur after a strike has already commenced. Management 
may impose a defensive lockout to enforce the seriousness of their final offer or to remove striking 
employees from the premises. Gates may be locked and access only granted to replacement labour 
until the striking employees have accepted the conditions laid down by management. If go-slows or 
work-to-rules prove intractable, an employer may lock out employees until they agree to meet production 
norms. An offensive lockout may be implemented under various circumstances. When a deadlock arises 
in negotiations, management may impose a lockout to enable the employer to control the timing of the 
industrial action instead of giving the union the advantage of choosing when to embark on a strike. The 
LRA prohibits employers from hiring replacement labour to do the work of employees who have been 
excluded from the workplace during an offensive lockout.  
 
In a protest, employees, sometimes together with members of the community, may undertake protest 
action to defend their socioeconomic interests. This type of industrial action is sometimes called a 
general strike, but it is not defined as such in the LRA. Members of a community may, for example, 
refuse to buy the products of a certain company in order to protest against the company’s actions, such 
as retrenchment or the introduction of new technology that will lead to job losses (2 marks).  
 
Picketing is action by employees to publicise the presence of a labour dispute by patrolling or standing 
outside or close to the organisation where the dispute is taking place, normally with placards displaying 
the nature of the dispute. The objective of picketing is to communicate the grievance to the public, to 
convince other employees in that workplace not to work and to support the striking employees in the 
dispute, to discourage replacement labour, to encourage or compel customers not to enter the 
workplace, to disrupt deliveries or to seek public support (Department of Labour, in Nel et al 2016:314) 
(2 marks). 
 
 
3.3  With reference to question 3.2, explain the systematic manner in which labour disputes should be 

resolved (3 marks) and indicate at what point the parties to the disputes should refer their labour 
disputes to be resolved by external dispute resolution structures as guided by the LRA (2 marks).                                                                     

                                                                                                                                                              (7)                                                                                                                                                                                                                                              
 

Consult Workbook 08 

 
Mark allocation:  
 
The systematic manner in which labour disputes should be resolved is as follows: 
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 The LRA regulates the employment relationship between employee and employer and provides 
structures and processes for dispute resolution. It encourages the parties to a dispute such as 
employees and their trade unions and employers and their employers’ organisations to resolve 
their differences inside the workplace through the grievance procedure, consultation, joint 
decision-making and negotiation before seeking expertise outside the organisation in external 
dispute resolution institutions such as bargaining councils, the CCMA or the Labour Court                
(3 marks).  

 Parties to a labour dispute must first exhaust all internal workplace procedures before referring a 
case to be resolved outside an organisation. Therefore, parties to a labour dispute should attempt 
as far as possible 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 (3 marks). 

 Only if the parties to a dispute fail to resolve the matter inside the organisation or are not satisfied 
with the outcome of the decision taken in the workplace, may a dispute be declared and referred 
to external dispute resolution structures (1 mark). 

[25]  

 
 

 
According to the study plan we provided, you should have finished studying the workbooks covered in 
the assignments. Remember that other workbooks are also important for the examination. 
 
Once you have completed Assignments 01 and 02, you should do the self-assessment assignments, that 
is, Assignments 03 and 04, which cover various chapters in the prescribed book. Should you have any 
questions about the content of this module, please do not hesitate to contact us. Keep up the hard work 
and do your best in your studies. 
 
Kind regards 
 
Aswindine Rasivhetshele 
Lecturer: LRM1501 
Department of Human Resource Management 
Unisa 

6 CONCLUDING REMARKS 
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