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Dear Student

We hope that you have made good progress with your study of Employment Relations, and that you have
already completed Assignments 01 and 02. It is important to complete and submit Assignments 01 and 02
for examination admission and to obtain a year mark.

The purpose of this tutorial letter is to provide you with feedback on Assignments 01 and 02 and pertinent
information about the examination.
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1. FEEDBACK ON ASSIGNMENT 01

Students sometimes tend to write too much when answering a question. The length restriction in relation
to the number of marks must be adhered to, because you could run out of time in the exam if you exceed
the length restriction. You should rather concentrate on the number of facts in relation to the marks
allocated.

The following answers to the questions in Assignment 01 are provided as feedback. Please refer to the
quotation in Tutorial Letter 101/3/2018.

Question 1
Identify and describe the purpose of the five (5) important Acts or legislations relating to labour relations.
(10)

Learning unit 2 and 5 of the study quide

Answer:
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 become unemployed.

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


http://www.labour.gov.za/legislation/acts/labour-relations/labour-relations-act
http://www.labour.gov.za/legislation/acts/basic-conditions-of-employment/basic-conditions-of-employment-act-and-amendments
http://www.labour.gov.za/legislation/acts/compensation-for-occupational-injuries-and-diseases/compensation-for-occupational-injuries-and-diseases-act
http://www.labour.gov.za/legislation/acts/employment-equity/employment-equity-act
http://www.labour.gov.za/legislation/acts/occupational-health-and-safety/occupational-health-and-safety-act-and-amendments
http://www.labour.gov.za/legislation/acts/skills-development/skills-development-act-and-amendments
http://www.labour.gov.za/legislation/acts/skills-development/skills-development-levies-act
http://www.labour.gov.za/legislation/acts/unemployment-insurance-fund/unemployment-insurance-contributions-act
http://www.labour.gov.za/legislation/acts/unemployment-insurance-fund/unemployment-insurance-contribution-uif-act-and-amendments
http://www.labour.gov.za/legislation/acts/skills-development/manpower-training-act-1981
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Answer:

Question 2

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.

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 impatrtial.

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

Question 3
Differentiate between the various perspectives on labour relations. (20)

Learning unit 2 of the study guide

Answer:
One (1) mark was allocated for each of the following:

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

5
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Marxist Perspective

o 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

o Conflict is natural and must be managed through negotiations
o Emphasis on consensus-building
o Reinforce the significance of the tripartite alliance (state, employers and trade unions)
o The state protects the overall interests of society.
Total: [40]
2. FEEDBACK ON ASSIGNMENT 02
ESSAY QUESTIONS
Question 1
Name and discuss the five Thomas-Kilmann modes of conflict handling management styles. (15)

Learning unit 6 of the study quide

Answer:
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

2. Collaborating — assertive and cooperative. Taking into account the concerns of others. Leads to
win-win situation
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

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
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 win-
lose situation

Question 2
Describe the concept of alternative dispute resolution (ADR). (10)

Learning unit 7 of the study guide

Answer:
One (1) mark for any of the following statements/facts:

o Alternative dispute resolution — involves third-party interventions and processes such as fact-
finding, problem-solving, relationship-building and mediation and arbitration in the dispute
resolution process

o Seeks not to declare winners or losers, but to find reconciliation between disputing parties

o Promotes a win-win situation
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o Mediation is a dispute resolution process which is non-adversarial in nature

. ADR includes informal tribunals, informal mediative processes, formal tribunals and formal
mediative processes. The classic formal tribunal forms of ADR are arbitration (both binding and
advisory or non-binding) and private judges (either sitting alone, on panels or over summary jury
trials). The classic formal mediative process is referral for mediation before a court-appointed
mediator or mediation panel.

o Physical settings: Private area away from work location; parties seated to convey sense of equality
and mediator seated to maintain 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:
. Suitability for multi-party disputes

. Flexibility of procedure — the process is determined and controlled by the parties to the dispute

. Lower costs

. Less complexity ("less is more")

. Parties choice of neutral third party (and therefore expertise in area of dispute) to direct
negotiations/adjudicate

. Likelihood and speed of settlements

. Practical solutions tailored to parties’ interests and needs (not rights and wants, as they may
perceive them)

. Durability of agreements

. Confidentiality

. The preservation of relationships and the preservation of reputations

Question 3

Discuss the role and significance of the tripartite relationship in employment relations (i.e.) employer,

unions (employees) and the state. (15)

Total: [40]

Learning unit 5 of the study guide

Answer:

One (1) mark will be allocated for any of the following statement/facts:

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

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

. 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.

Basic approach leading to effective labour-management cooperation:

. Mutual trust by both parties

. Problem-solving approach to bargaining

. A willingness to innovate and experiment

. The widespread implementation of joint committees and activities that improve the bargaining
relationship

. Constant communication between both parties

. Benefits derived from the cooperation — equitably distributed

. Making sure that the cooperation effort is separate from and protected from the use of bargaining
tactics

. Ensuring self-reliance on behalf of the parties on settling differences before resorting to legal
counsel
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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

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 employer’s 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. PREPARATION FOR THE MAY/JUNE 2018 EXAMINATIONS

3.1 Guidelines in preparation of the examination

Please use your tuition material, namely, the study guide and prescribed articles as your starting point
when preparing for the examination. These sources will give you the opportunity to apply your newly
acquired knowledge. They will also help you to develop your insight into and understanding of the learning
material. Our advice is that you should also work on the “possible examination questions”. You should
assess yourself against the theoretical requirements spelt out in the prescribed articles and/or the study
guide.

In your preparation for the examination, you should take the following guidelines into consideration:

Compile a roster for revising the work and arrange study leave timely.

Reformulate the learning outcomes as questions.

Revise all the assignments and the guidelines for the assignments in the tutorial letters.

Revise all the self-assessment questions at the end of each topic in your study guide.

Make notes of important concepts, principles and processes, and test your understanding and

knowledge of these concepts, principles and processes.

Plan to allow time for more than one revision.

o Learn actively. Do not merely read through the study material; practise what you will need to do in
the exam. If, for example, you expect to have to answer a paragraph-type question, you need to
practise answering paragraph-type questions. Do one complete question to check how much you
can write in say, 25 minutes, so that you will know how to plan your time in the exam.

o Plan and practise the framework of your summary discussions. Spend five minutes sketching a quick

mind map of how you would answer a 25-minute question.

3.2 Important points to remember
When answering examination questions, it is important to remember the following:

o Make use of headings and subheadings, and write legibly.

o In the examination itself, you are not expected to provide a table of contents, introduction, conclusion
and bibliography. Simply answer the question asked.

o Read each question carefully and make sure that you answer the whole question.

o Look at the mark allocation for a question. Make sure that you include sufficient facts for the marks
allocated for the question or subsection of the question.
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You should work out a timetable for yourself at the start of the exam, based on the number of questions
you have to do. Depending on how much they are worth, allocate time slots for each question and note
the starting times for each.

o Keep calm and do not become anxious or panic. If you cannot do it all, you can certainly do enough
to pass, and even to pass well.

o Do something of everything rather than all of some gquestions and none of the others. Keep to your
timetable.

o Prioritise. For each question that you do, ask yourself what the crux of it is or what the lecturers will
expect in your discussion. Do the most important parts, that is, those sections which are relevant to
the question.

o Make sure that you fill in your personal details on the cover page of the examination paper.

4. FORMAT OF THE MAY/JUNE 2018 EXAMINATION PAPER

The examination consists of a two-hour paper and counts a total of 80 marks. You are required to do five
questions (a choice of five out of seven).

Details of the examination paper are as follows:
Total marks: 80 marks
Duration: 2 hours
Composition:  The paper consists of eight questions.
Please note: You need only answer five questions.

The questions are similar to those in your Assignment 01. Questions from the assignments may also be
asked.

5. EXAMPLE OF A PREVIOUS EXAMINATION PAPER

SECTION A

Answer any TWO questions from this section. Each question is worth 25 marks.

QUESTION 1
Critically analyse and differentiate the various perspectives on labour relations and the role of trade union
movements. [25]
QUESTION 2

Discuss the value of industrial psychology in labour relations, with specific reference to the direct and
indirect ways of bridging the union-industrial psychology gap, including some of the challenges that cause
the role of industrial psychology to be neglected in labour relations. [25]

QUESTION 3

Discuss the various types of strikes and the reasons for strikes that occur in the context of the labour
relations environment. [25]
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SECTION B

Answer any three questions from this section. Each question is worth 10 marks.

QUESTION 4

Identify and describe the purpose of five (5) important Acts or legislations relating to labour relations.

(10)
QUESTION 5
Discuss various definitions used to describe labour relations and employee relations. (10)
QUESTION 6
Name and discuss the five Thomas-Kilmann modes of conflict handling/management styles. (20)
QUESTION 7
Describe the concept alternative dispute resolution (ADR). (10)
TOTAL: [80]

We trust that you have enjoyed the module Employment Relations this semester, and have found it
stimulating and worthwhile.

We wish you every success in your studies and the examination.
Your IOP3704 Lecturers

Mr EM Moerane
Dr KP Moalusi

©
UNISA 2018
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