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IOP3704 EXAM SCOPE 
 

 

1. Both assignments 1 & 2 
 
Describe the concept of Alternative Dispute resolution: 

1. Alternative dispute resolution – involves third-part interventions and processes such as fact 
finding, problem solving, relationship-building and mediation and arbitration in the dispute 
resolution process.  

2. Seeks not to declare winners or losers, but to find reconciliation between disputing parties. 
3. Promotes a win-win situation 
4. Mediation is a dispute resolution process which is non-adversarial in nature 
5. ADR includes informal tribunals, informal meditative processes, formal tribunals, and formal 

meditative processes. The classic formal tribunal forms of the ADR are arbitration (both binding 
and advisory or non-binding). The classic formal meditative processes is referral for mediation 
before a court-appointed mediator or mediation panel.  

6. Physical settings: Private area away from work location; parties seated to convey sense of 
equality and mediator seated to remain control 

 
ADR has been used increasingly alongside, and integrated formally into legal systems internationally in 
order to capitalise on the typical advantages of ADR over litigation: 
  

1. Suitability for multi-party disputes 
2. Flexibility of procedure – the process is determined and controlled by the parties to the 

dispute.  
3. Lower costs 
4. Less complexity (“less is more”) 
5. Parties choice of neutral third party (and therefore expertise in area of dispute) to direct 

negotiations / adjudicate 
6. Likelihood and speed of settlements 
7. Practical solutions tailored to parties interests and needs (not rights and wants, as they may 

perceive them) 
8. Durability of agreements 
9. Confidentiality 
10. The preservation of relationships and the preservation of reputations 

 
2. Discuss the role and significance of the tripartite relationship in employment relations 
 
One mark will be allocated for any of the following statements/ facts: 

1. The tripartite relationship in labour, includes the three main role plyers, that is, the State, 
employer (and employer organisations) and the employees as represented by trade unions. 

2. The relationship between the union and management is characterised by the inherent conflict 
and corporation. 

3. The conflict of interest that exists between management and trade unions must be regulated 
by the State in the enactment of appropriate legislation that will contribute to the 
establishment of more stable and harmonious relations. 
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Basic approach leading to effective labour-management cooperation: 
1. Mutual trust by both parties 
2. Problem solving approach to bargaining 
3. A willingness to innovate and experiment 
4. The widespread implementation of joint committees and activities that improve the 

bargaining relationship 
5. Constant communication between both parties 
6. Benefits derived from the cooperation effort is separate from and protected from the use 

of bargaining tactics 
7. Ensuring self-reliance on behalf of the parties on settling differences before resorting to 

legal counsel. 
 
The primary role of the union is to get the best possible deal for its members: 

1. Protect and ensure that employees rights are protected and not violated 
2. Embark on industrial action such as strikes, picketing, go-slows and other forms of industrial 

actions as part of collective bargaining in the workplace 
3. Negotiate better benefits and better conditions for their members 
4. Contribute to the socioeconomic and political development of the country 
5. Become involved in the achievement of social justice and addressing historical imbalances 

created by the response to strikes of employers in apartheid South Africa  
 
The employer’s recourse in line with the provisions of the LRA will include lockout. A lockout is a form 
of action that may be exercised by an employer. Section 213 of the LRA defines a lockout as “the 
exclusion by an employer of employees from the employers workplace, for the purpose of compelling 
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” 
 

3. Thomas-Kilmann conflict resolutions styles and various perspectives in labour relations 

(Complete) 
 

Conflict resolution Styles/Management Styles 
1 mark for the correct mentioning of the conflict resolution style. 2 marks for the correct mentioning of dimensions. 

1mark for the explanation of the mode. 1 mark for giving an example. 

1. Competing – assertive and uncooperative. Not taking the concern of others into consideration, basically 

pursuing own concerns at the expense of others. Using power to win one’s position.  

Leads to win-lose situation 
Eg  

2. Collaborating – assertive and cooperative. Taking into account the concerns of others.  

Leads to win-win situation 

Eg  

3. Compromising – Typical in union management negotiations. Trying to find a middle ground as a result of 

opposing positions. Fosters a mutually acceptable solution that partially satisfies both sides, without fully 

meeting all concerns to everyone’s satisfaction 

Eg Compromise between 20% increase or 30% .Decide to settle on 25% 
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4. Avoiding – Unassertive and uncooperative. Issues are not addressed. Individuals not pursuing own goals or the 

other party’s goals.  

Leads to lose-lose situation 

Eg  

5. Accommodating – Unassertive and cooperative. Individuals neglect own concerns to satisfy the concern of 

others. They are more like soothers and harmonisers in the relationship.  

Leads to winlose situation. 

Eg  

Each of us is capable of using all five conflict-handling modes. We do not use a single style of dealing with conflict. But 
people use some modes better than others and tend to rely on those modes more than others. 

Your conflict behavior in the workplace is therefore a result of both your personal predispositions and the requirements 
of the situation in which you find yourself.  

Perspectives In Labour Relations  

Unitary Perspective 

 Integrated groups with common values, interests and objectives

 Conflict viewed as unnecessary and irrational

 Conflict must be managed by means of coercion

 Trade unions perceived as outside intruders

 The constitutional rights of trade unions are down played  

 

Pluralistic Perspective 

 Different groups with different values, interests and objectives

 Conflict is viewed as unavoidable but functional if managed by structures and procedures

 Trade unions are integral to the organisation

 Trade unions are expected to protect and represent the interests of workers

 The state is an integral part of the organisation

Marxist Perspective 

 Unequal division between capital and labour

 Conflict is inherent in the organisation and in the general society

 Society must be radically changed and overthrown

 Protects the interests of the working class against exploitation and capitalism

 Capitalism will fall and be replaced by socialism

 
Societal corporatism Perspective 

 Coordination with the state involvement and direction

 Conflict is natural and must be managed through negotiations

 Emphasis on consensus-building

 Reinforce the significance of the tripartite alliance (state, employers and trade unions)

 The state protects the overall interests of society.
 

 

Summary of Labour Relations Perspectives: 

 Unitary Pluralistic Marxist Societal Corporatism 
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Values Integrated group with 
common values, interest & 
objectives 

Different groups with 
different values, 
interest & objects 

Unequal division 
between capital & 
labour 

Co-ordination with state 
involvement & direction 

View  on Irrational, unnecessary Unavoidable Inherent in Natural and 

Conflict and exceptional & results 
from poor communication, 
misunderstanding or 
agitation. 

Must be managed by 
means of coercion 

but functional if 
managed by 
structures & 
procedures 

society (society 
must be changed)  

must be managed by 
negotiation with emphasis 
on consensus building 

Role of Trade 

Unions 

Intrusion in the 

relationship from leadership 

from outside the 

organisation 

Internal part of the 

organization to 

channel conflict & to 

represent interest of 

employees 

Expresses and 

protects interest of 

working class 

against exploitation 

by capitilism 

Important party in the 

tripartite structure with 

interest in society 

     

4. Various types of strikes, reasons and examples of strikes, including tactics and strategies 

(Complete) 
Nel Chapter 7 

Discuss the nature of strikes in SA (5) 
 

"strike" means 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; 

 
The definition of a strike consists of three elements, namely: 

 A refusal to work 
 Concerted or collective action 
 A specific purpose relating to a matter of mutual interest between the employee and employer 

 

Discuss the various types of strikes that are evident in the labour relations context environment (10) 



 Economic – demands related to wages, fringe benefits or any other issues of an economic nature

 Grievance – when the trade union does not agree with the way in which management handles day to day 
problems

 Secondary or Sympathy – workers strike in support of trade union members who are striking in a different 
workplace

 Solidarity Strike – stoppage of work by employees in sympathy with one or more of their colleagues

 General or political strike – a general strike is the worst form and frequently starts from a sympathy strike. 
Can lead to a revolution aimed at overthrowing govt.

 

Forms of Strikes 



 Wildcat – without warning, aim is to teak the employer completely by surprise, no negations take place which 
causes chaos, unlawful.

 Sit in – do not leave premises to stop other from doing their work

 Go slow – they do not leave the premises but the rate of working is slowed down.
 Work to Rule - work is done strictly to the terms and conditions of employment without any flexibility
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 Work stoppage – collective refusal to work which is not related to a demand or if so is not related to the 
employment relationship

 Intermittent strike – employees introduce short stoppages of work each day or during shifts. It is a recurring 
strike undertaken by the same employees relating to the same issues in the same undertaking.

 Strategic strike – only a few employees in key positions or sections participate. The impact is to disrupt the 
organisation to such an extent that it is not necessary for other employees to participate.

 Rotating strike – when only one or in certain sections of the organisation at a time, where after it moves to 
another or other sections.

 Overtime ban – employees refuse to work overtime. The LRA expressly provides the reference to “work” and 
includes overtime work.

 

Explain the main reasons why strikes occur (15) 
 

1. Economic Factors 
 Average monthly wage of workers 
 Cost of living and CPI 
 Incidence of unemployment 
 Inflation rate 

2. Political factors 
 Power of the ruling party 

 Political leaders attitudes and policy 
 Election periods 

3. Employment relations factors 
 Conditions of employement 

 Lack of job security and employee consultation 
 The number of actively organising TU’s 
 The power of the TU’s in terms of membership 

 

4. Social Factors 
 General unrest – general feeling of dissatisfaction with existing circumstances in society 
 Domestic disputes in the workplace – when workers fail to distinguish between their working and 

their domestic and social environment. They bring frustrations about housing etc. to work and expect 
the employer to fix it 

 

5. The role of trade unions and employers organisations (NEED TO EXPAND) 
 
TL 2017 Sem 1 Question 3 

Discuss the role of employer organisations in South African organisations. (10) 
The role of employer organisations is briefly discussed in Study Unit 5 of the guide and the LRA 66 of 1996.  

 
An employer is simply defined as the owner or the company/organisation or enterprise, to which employees 
are employed. 
They have a primary role in the employment relationship with their employees, too. Labour Relations Act 66 of 
1995 enshrines their rights and responsibilities in the employment relationship. 
 

It is a formal voluntary alliance of employees set up to represent, advise, or defend the interests of its 
members. 

They join together to form employers’ organisations in order to negotiate on same power level with trade 
unions. 

It represents them in dealing with organised labour, by pressurising and influencing the state. 

It is a counter movement against the union. 

The development of employer organizations was further encouraged by the need for an 
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organisation to represent employers’ interests at the international Labour Organisation. 
 
 
TL 2016 Sem 2 

Role of Trade Union 

 
Trade unions act on behalf of all workers collectively when they bargain with employers.  
Therefore, the role of trade unions clearly includes ensuring that distributive justice prevails in 
organisations.  
 
Workers as union members can expect their unions to ensure that fair personnel decisions are made, for 
example that no unfair discrimination takes place and that there is equal pay for equal work.  
Trade unions have the potential to mobilise labour in a collective unit. They can play this role in different 
ways but the crucial issue is collective bargaining, which means :  
 

-making process  
 

-dependence on and respect for each other  
 

the 
application of different theories to achieve trade union goals  

-making processes in the country, including aspects such as 
labour brokerage and privatisation  
 
TL 2018 Sem 1 

Role Of Union 

 
The primary role of the union is to get the best possible deal for its members:  

Protect and ensure that employees’ rights are protected and not violated  

Embark on industrial action such as strikes, picketing, go-slows and other forms of industrial actions as part 
of collective bargaining in the workplace  

Negotiate better benefits and better conditions for their members  

Contribute to the socioeconomic and political development of the country  

Become involved in the achievement of social justice and addressing historical imbalances created by the 
response to strikes of employers in apartheid South Africa  

 
Notes ( Not sure from which article) 
Trade unions are organisations formed to look after their members and improve the conditions under which 
they live and work. 
 
The goals and objectives of a trade union are: 

 Protection of their members’ right to work, their jobs and their interests at work. 
 Representation of their members by negotiation of agreements regarding conditions of service, 

remuneration, training programmes, pension & gratification funds, medical aid schemes, and other 
benefits.  

 Provision of assistance in disciplinary hearings and grievances of their members. 
 Improvement of physical working environment through involvement on occupation health & 

safety committees. 
 Participation in management decisions through the empowerment of their members. 
 Monitoring of enforcement of legislation in the workplace as well as agreements which have 

been entered into with employers.  
 
Workers not only look to the government to level expectations but also expect their employers to deliver in 
terms of various transformation issues including job creation and workforce diversification.  
The main responsibility of the state is to make and amend labour/employment relations legislation 
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and to establish labour forums such as NEDLAC. 

 

Distinguish between different types of trade unions (15) 

The following unions are listed by COSATU as their affiliate unions:[7]
 

 Chemical, Energy, Paper, Printing, Wood and Allied Workers' Union (CEPPWAWU)
 Creative Workers Union of South Africa (CWUSA) 
 National Education, Health and Allied Workers' Union (NEHAWU)
 National Union of Mineworkers (NUM),  Police and Prisons Civil Rights Union (POPCRU)
 South African Commercial, Catering and Allied Workers Union (SACCAWU)
 Southern African Clothing and Textile Workers Union (SACTWU) ,
 South African Democratic Nurses' Union (SADNU) South African Democratic Teachers Union (SADTU)
 South African Medical Association (SAMA) South African Municipal Workers' Union (SAMWU)

 SASBO – The Finance Union
 South African Security Forces Union (SASFU) South African Transport and Allied Workers Union (SATAWU)

The following affiliated unions have suspended their participation in COSATU due to the expulsion of 

the National union of Metalworkers of South Africa.[1]
 

 South African Commercial, Catering and Allied Workers Union (SACCAWU)
 Communication Workers Union (CWU) Food and Allied Workers Union (FAWU)
 South African State and Allied Workers' Union (SASAWU) 
 Public and Allied Workers Union of South Africa (PAWUSA)
 Democratic Nursing Organisation of South Africa (DENOSA) South African Football Players Union (SAFPU)

 

Discuss the role of employer organisations in South African organisations (10) 
 

 Employers’ organisations are needed for a number of reasons, including effective collective bargaining. This 

is an important way of determining employees’ wages and benefits and regulating industrial relations.  

 They also provide a united way for sectors to engage government and legislative bodies on national policies 

that affect different industries.  

 Employer organisations can also supply their members with information on training, legal services and 

labour relations. 

 
What are employers’ rights? 
All employers have a right to: 

 Form an employers’ organisation
 Join an employers’ organisation
 Take part in lawful employers’ organisation activities
 Be protected from anyone who discriminates against them because of their membership or activities.

 
Do employers’ organisations need to be registered? 

No. Employers’ organisations do not have to register with the Department of Labour. However, they are advised to 

do so. If employers’ organisations wish to be registered, their constitutions have to meet certain requirements, such 

as there must not be any provision in the constitution that discriminates on the grounds of race or sex. 

The registrar of labour relations has the power not to register, or to withdraw the registration of an employers’ 

organisation if it proves not to be a genuine employers’ organisation. 

What are the rights of the organisation? 

 
All employers’ organisations have a right to: 

 Perform lawful activities
 Form or affiliate with national and/or international trade union or employers’ federations
 Fund or be funded by such international federations.

https://en.wikipedia.org/wiki/Congress_of_South_African_Trade_Unions#cite_note-8
https://en.wikipedia.org/wiki/Chemical%2C_Energy%2C_Paper%2C_Printing%2C_Wood_and_Allied_Workers%27_Union
https://en.wikipedia.org/wiki/Creative_Workers_Union_of_South_Africa
https://en.wikipedia.org/wiki/National_Education%2C_Health_and_Allied_Workers%27_Union
https://en.wikipedia.org/wiki/National_Union_of_Mineworkers_(South_Africa)
https://en.wikipedia.org/wiki/Police_and_Prisons_Civil_Rights_Union
https://en.wikipedia.org/wiki/South_African_Commercial%2C_Catering_and_Allied_Workers_Union
https://en.wikipedia.org/wiki/Southern_African_Clothing_and_Textile_Workers_Union
https://en.wikipedia.org/wiki/South_African_Democratic_Nurses%27_Union
https://en.wikipedia.org/wiki/South_African_Democratic_Teachers_Union
https://en.wikipedia.org/wiki/South_African_Medical_Association
https://en.wikipedia.org/wiki/South_African_Municipal_Workers%27_Union
https://en.wikipedia.org/wiki/SASBO_%E2%80%93_The_Finance_Union
https://en.wikipedia.org/w/index.php?title=South_African_Security_Forces_Union&amp;action=edit&amp;redlink=1
https://en.wikipedia.org/wiki/South_African_Transport_and_Allied_Workers_Union
https://en.wikipedia.org/wiki/Congress_of_South_African_Trade_Unions#cite_note-fin24.com-2
https://en.wikipedia.org/wiki/South_African_Commercial%2C_Catering_and_Allied_Workers_Union
https://en.wikipedia.org/wiki/Communication_Workers_Union_(South_Africa)
https://en.wikipedia.org/wiki/Food_and_Allied_Workers_Union
https://en.wikipedia.org/wiki/South_African_State_and_Allied_Workers%27_Union
https://en.wikipedia.org/wiki/Public_and_Allied_Workers_Union_of_South_Africa
https://en.wikipedia.org/wiki/Democratic_Nursing_Organisation_of_South_Africa
https://en.wikipedia.org/wiki/South_African_Football_Players_Union
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

6. The role and functions of CCMA and discuss at least five relevant legislations and their purpose 

(Complete) 

Role Of  CCMA 
Critically discuss the role and function of the CCMA in dispute resolutions. (10)  
Learning unit 7 of the study guide  

Answer:  
One (1) mark was allocated for each one of the following statements/facts to a maximum of 10 marks:  
 

 The Commission for Conciliation Mediation and Arbitration (CCMA) was established as a dispute 
resolution institution based on the principles of ADR. ( Alternative Dispute Resolution) 

 The intention was to resolve as many disputes as possible through conciliation, resulting in fewer 
disputes going to arbitration or the Labour Court.  

 It was also intended that the CCMA should promote effective strategies for dispute prevention.  

 However, this objective was not achieved due to the high rate of referrals to the CCMA due to 
employers’ inability to deal successfully with conflict internally.  

 The CCMA also requires lengthy and specific internal procedures and employers and employees are 
penalised for not knowing and not adhering to these prescriptions in the LRA.  

 South African employers and employees are relying heavily on the Commission to resolve their labour 
problems rather than addressing these problems internally.  

 The CCMA’s services are free.  

 The CCMA is intended to address past injustice and strive for social justice.  

 The CCMA can advise organisations on the establishment of employee forums and the formation of 
bargaining councils.  

 Section 150 of the Labour Relations Act makes provision for employers to enlist the services of the 
CCMA to assist during strikes.  

 Matters that remain unresolved in the CCMA may be escalated to the Labour Court  

 The role of the CCMA is neutral and impartial.  

 The three main processes are conciliation (mediation), arbitration and “con-arb” hearings on the 
provision that both disputing parties agree to the process 

  

Identify and describe the purpose of the five (5) important Acts or legislations relating to labour relations. (10) 
One (1) mark will be allocated for any of the following Acts and one (1) mark will be allocated for the purpose of 
the Act. 

1. Labour Relations Act The purpose of the Act is to advance economic development, social justice, 
labour peace and the democracy of the workplace. 

2. Basic Conditions of Employment Act The purpose of the Act is to regulate, among others, leave, 
working hours, employment contracts, deductions, pay slips, and termination of services. 

3. Compensation for Occupational Injuries and Diseases Act The purpose of the Act is to regulate 
compensation that workers are entitled to for occupational injuries and diseases in the workplace. 

4. Employment Equity Act The purpose of the Act is to protect workers and job seekers from unfair 
discrimination, and it also provides a framework for implementing affirmative action. 

5. Occupational Health and Safety Act The purpose of the Act is to regulate health and safety in the 
workplace for all workers. 

6. Skills Development Act The purpose of the Act is to develop and improve the skills of the South 
African workforce. 

7. Skills Development Levies Act The purpose of the Act is to regulate and prescribe how employers 
should contribute to the National Skills Fund. 

8. Unemployment Insurance Contributions Act The purpose of the Act is to regulate and prescribe 
how employers should contribute to the UIF Contributions fund. 

9. Unemployment Insurance Act The purpose of the Act is to provide security to workers when they 
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become unemployed. 

10. Manpower Training Act The purpose of the Act is to regulate workers’ training 

7. Critically discuss Nel et al (2008) five environmental factors that influence employment 

relations (need to expand) 
 

Explain the various environmental factors that influence labour relationship. (5)  
Answer:  
Referring to Nel et al (2008) your answer should focus on the following:  

 
Labour legislation is a well-known environmental factor that influences the employment relationship. The 
state provides the crucially important legal framework within which workers and management regulate their 
relationship. The Constitution of the RSA acknowledges and protects trade unions, organisational and 
individual labour rights as a basic human right.  
 
Economic factors: Micro and macro-economic variables play an important role by placing constraints, 
pressures and incentives on various components of the labour relations system. The most obvious effect is on 
the negotiation process as far as wages and conditions of service are concerned. The general rate of wage 
increase is very sensitive to economic realities. Economic recessions also have their influence on labour 
relations in that the ability of organisations to retain their entire workforce is seriously affected. High inflation 
can lead to union growth and militancy because it threatens the standard of living of workers.  
 
Political Factors: includes the external social system of government. The labour relations system of a country 
usually reflects its current political ideology. In democratic countries, political parties and the state must 
consider the needs of all employees when recommending and implementing labour relations policies, 
procedures and legislation. If these needs are not properly considered, serious labour relation problems can 
be experienced by the organisations. (Strikes)  
 
Technological Factors: Technological innovations and developments require that organisations continually 
adapt to such changes to keep their competitive advantage. This has implications for labour relations, trade 
unions and organisations have recently started to discuss new technology agreements whereby organisations 
are required to consult unions about the introductions of new technologies.  
 
Social and demographic factors: Variables such as population growth, race, education and skill levels and 

the media also affect industrial relations. The implications of population growth are increasing unemployment, 
a younger labour force, increasing unionization and a growing number of black workers. Stay a ways and 

consumer boycotts have also have an affects on employer- employee relationships.  
 
Historical factors: To understand organisations the past, present and future, it is imperative to understand 
how these elements have become embedded in and continue to influence modern organisations. Modern 
organisational forms and the principles of management theory have not evolved solely on the basis of their 
technical and economic efficiency, but have been heavily influenced by the social context of the particular 
period in which they arose.  
 
Trade Unions: forms an important part of the labour relations system by means of their representation of 
works and management respectively within organisations. They form part of the interacting parties of the 
system. They are also considered to be separate organizational entities in their own right and are to function 
outside the organisation as part of the environment.  

Unions are outside parties representing workers within organisations in an attempt to exert control over 

the employer-employee relationship for the primary benefit of the employees. 


