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List the various grand strategy options for employment relations management and plot them in a matrix that integrates the individualism (human resource management) and collectivism (labour relations management) dimensions
	Individualism (managing relationship with individual employees)
	Asset / Investment orientation
	Empowerment
	Unitarist hr management
	Constitutional hr management
	Integrative negotiated HR management
	Joint governance

	
	
	Paternalism
	Unilateral employee care/maintenance
	Constitutional adversarial employee care/maintenance
	Integrative negotiated employee care/maintenance
	Joint employee care and maintenance

	
	
	Exploitation
	Aggressive control/exploitation
	Antagonistic control/exploitation
	?a
	?b

	
	Cost and commodity orientation
	
	Union-elimination / avoidance
	Adversarial / containing
	Accommodating
	Collaborating

	
	
	
	Constitutional bargaining

(formal recognition and negotiation)

	
	
	
	Anti-union
	Pro-union

	
	
	
	Collectivism

(managing relationships with trade unions as worker-representative bodies)


Explain briefly the nature of each grand strategy for employment relations management
Strategies relating to union elimination and/or avoidance
· Aggressive control or exploitation
· Based on view that labour is just another factor of production that has to be controlled

· Hostile attitude toward employees

· Labour must do as much as possible at low as possible pay

· Unilateral employee maintenance and care

· Management takes paternally care of employees

· Aggressive response to union involvement

· Workers retain jobs as long as they stay within lines

· Unitarist human resource management

· Employees have potential, strongly motivated, ability to contribute to organizations development

· Employees most valuable asset

· Union representation unnecessary, direct worker representation

Grand strategies relating to union recognition and collective bargaining
· Antagonistic control/exploitation

· Trade unions = police

· Guard rights of employees

· Union intercede if any abuse or exploitation

· Constitutional and adversarial employee maintenance / care

· Unions accepted (under protest)

· Strategy relies on rigid structure, control, reporting levels

· Emphasis on containing labour cost

· Constitutional human resource management

· Focus on individual employee

· Less distinction between management and employees

· Integrative negotiated employee maintenance / care

· Open accommodating relationship with union

· Management still retain ultimate control

· Integrative negotiated human resource management

· Focus on individual 

· More open, accommodating toward unions

Strategies for full trade union empowerment
· Joint employee care and maintenance

· Focus on employee well being, marked shift toward or-unionism

· Permanent structures for cooperating with trade unions and information freely shared

· Shift toward joint problem solving

· Joint governance

· Achieve maximum empowerment of both individuals and collective entities
· Organization jointly managed by union and management

How can the employment relations management matrix be used as a diagnostic tool?
· The further left, the more negative attitude of management towards unions, more emphasis on conflict at expense of common interest

· The further right on matrix, the more management concentrate on common interests

· Overlapping areas indicate emphasis on common interests

Identify possible challenges and problems that may be encountered when implementing an organizations employment relations policy
· Coordination of implementation efforts not sufficiently effective

· Leadership and direction by top/middle management inadequate

· Goals not sufficiently defined, not well understood by employees

· Formulators of strategy not involved in implementation

· Key changes in responsibilities not clearly defined

· Too much specialization, responsibilities of labour relations delegated to HR

· Different perception of strategy among different groups

· Negative perception of actual value system

· Too little communication

· Continual attitude problems regarding discrimination and bias

· Intra-organisational politics

· Lack of training and development

· Lack of integration of strategy

· Lack of will to implement strategy

Make recommendations on how implementing an organizations employment relations policy problems can be eliminated
· The intent of the policy must be clearly communicated to all levels of employees in the organization

· The content of the policy must be clearly communicated

· The way in which the policy will be implemented must be clearly communicated

· Appropriate training and development must be given to enable employees to understand and implement the policy

· Incentives may be given for the successful implementation of the policy

What is the meaning of conflict?
· A serious disagreement, lack of agreement between opinions and principals

· Generated by economic, ideological, socio-cultural and personal differences

· Usually associated with behavior and phenomena that have highly sensational content

· Conflict perceived as negative, destructive, undesirable

· Seen as force underlying growth

Which factors moderate or aggravate conflict?
· Mutual recognition of legitimacy

· Personal qualities of leaders

· Professionalism and maturity of parties

· Emphasis on problem factors which raise or lower conflict levels

· Super ordinate goals

· External factors

Distinguish between the concepts “collective bargaining”, “collective agreement”, and “negotiation”
Collective bargaining
· Process in which representatives of labour and employer negotiate/interact in attempt to reach/uphold agreements regarding matters related to/impacting on employment relationship

· Representatives speak for group they represent
· Bargaining is process of meeting; presenting demands, counter demands, proposals; convincing/threatening until agreement reached

· Ingredients

· Representation

· Power

· Common ground

· Conflict

Collective agreement
· Written agreement concerning terms/conditions of employment or any other mutual interest concluded by union and employers organization

· Disputes referred to CCMA

Negotiation
· Interactive process aimed at striking fair, reasonable and mutually acceptable deal on aspects concerning both parties

· Deliberate interaction between units attempting to define/refine terms of interdependence

· Negotiations take place in many different spheres

· Collective bargaining = negotiation in management labour sphere

What are the provisions of the Labour Relations Act 66 of 1995 in terms of picketing?
· A picket will e protected if:

· It is authorized by a registered trade union

· It is a peaceful demonstration

· It is in support of a protected strike or in opposition to lockout

· May be held in any public area outside or within employers premises

· Employer may not withhold picket unreasonably

· Code of Good Practice:  Picketing (General notice 765 in Government Gazette 18857 of 15 May 1998) should be followed

What is the definition of dismissal in Section 186 o the LRA?
· Employee has terminated contract of employment with or without notice

· Employee reasonably expected employer to renew fixed-term contract of employment on same/similar terms but employer offered to renew at less favorable terms or did not renew

· Employer refused to allow employee to resume work after maternity leave in terms of law, collective agreement, contract of employment

· Employer dismissed some employees for same reason and offered to re-employ only some of them

· Employee terminated contract with or without notice because conditions of employment became intolerable

· Employee terminated contract with or without notice because conditions of employment became intolerable after company was transferred

Under which conditions will a dismissal be considered substantively unfair?
· Dismissed employee was unaware of rule broken by him/her

· No clear reason for dismissal

· Sanction imposed inconsistent with treatment of other employees who committed same/equal offence

· No consideration for special circumstances

· Insufficient proof of misconduct

· Sanction to severe for offence

· Expectation of employer unreasonable/unlawful

· Constitutes victimization

Under which conditions would a dismissal be considered procedurally unfair?
· Employee was unaware of nature of offence

· Employee not given sufficient and timeous prior notification of disciplinary hearing

· Employee not given opportunity to state case or call witnesses

· Employee not allowed to be represented

· Employee’s case prejudged or chairperson not impartial

· Right to appeal or demand review not granted

· Employee not fully informed of reason for decision

In case of unfair dismissal, what remedy can be used?
· Employer may be ordered to reinstate employee from any date not earlier than date of dismissal

· Order employer to reinstate employee in work employee was employed before or other reasonably suitable work on any terms as from date not earlier than date of dismissal

· Order employer to pay compensation

Explain the nature and practical implications of degrees of power sharing in participation
Lowest
· Referred to as pseudo-participation

· Management uses idea of participation to persuade workers to accept their decisions

· Management creates feeling of participation even though decision has already been made

Low
· Management is genuinely prepared to be influenced

· Management will change decision if worker resistance or pressure too great

High
· Managers inform workers of intention to make decision
· Invite views of workers before decision is final

Higher
· Managers invite workers to sit around table where problem is considered and process of shared problem analysis and solving take place

· Still managements right, duty, responsibility, prerogative to make final decision

Highest
· Management and workers reach decisions jointly

· Each member of decision making body has equal power to determine outcome of decision

You have been asked to conduct an employment relations management audit in your organization.  Explain how you would conduct this audit
· HRM audits utilize and yield information on how well HR function performs

· Assessments and measures used:

· Extent to which organization practices and policies are in compliance with relevant legal requirements

· Satisfaction and other perceptions in organization about role and quality of HR departments performance

· Extent to which HRM objectives are achieved

Step 1
· Sell idea of HRM audit and emphasize potential benefits

· Determine purpose of audit

Step 2
· Form audit teams, inform relevant role players/stakeholders of expectations

· Provide brief explanation of reasons for audit

· Give detailed information to each individual of information required

· Emphasise importance of completing comprehensive audit

· Provide reason why access to relevant information needed

Step 3
· Gather information
· Determine what information needs to be collected

· Decide if one, few or all operations will be audited

· Determine audit period

· How will findings be presented

· Decide which method will be used to collect data

Step 4
· Compile audit report

· Rank non-compliance in order of severity

· Determine potential legal liability

· Write a report

· Language used appropriate for target audience

· Report limited to acceptable lengths, contains accurate description of all findings

· Contains set of recommendations

Step 5
· Discuss results of report

· Present report

Step 6
· Decide on way forward

Why is it important for an ogranisation to have a specific mission statement?
· It is an enduring statement of purpose that distinguishes an organization from other similar ones

· Identifies the scope of the organisation’s operations in terms of product, market, technology

· Indicates organizations reason for being

Explain how this mission statement influences the way employment relations are managed
· Employment relations subsystem should support organisatios endeavors to accomplish mission

· Mission of employment relations management should emerge from organizations general mission statement

· Organization need employees to do work to accomplish mission

Explain in detail, and demonstrate by means of practical examples, how Richardson’s collective-bargaining-by-objective process works
· Used during planning and preparation step

· Data gathered categorized according to principles

· Simplify negotiation process, information help negotiators adhere to objectives and take decisions within framework of objectives

· Data recorded and updated consistently

· Valuable source document for future negotiations

· Reference source for current negotiations

· Help structure pre-negotiation phase

· Assist negotiators to think in terms of specific/negotiable objectives

	Negotiation items(classify into groups)
	Priorities (Relativity in relation to other items)
	Demarcation of negotiation objectives
	Initial Negotiation
	Evaluation of Results

	Non-Financial
	
	Pessimistic
	Realistic
	Optimistic
	
	Pessimistic
	Realistic
	Optimistic

	Shop Steward training (days)
	2
	6
	8
	10
	15
	
	
	

	Paternity leave (days)
	4
	3
	5
	8
	12
	
	
	

	Financial
	
	
	
	
	
	
	
	

	Wages
	1
	6%
	9%
	15%
	3%
	
	
	

	Bonuses
	3
	400
	800
	1500
	200
	
	
	


· Column 1 – all items that needs to be negotiated divided into financial/non-financial issues
· Column 2 – priority of negotiation items

· Column 3-5 – the worst, best and most realistic scenarios

· Column 6 – initial bargaining position

· Column 7-9 – reflect course of negotiation process to analyse why certain thing happened as they did

Explain what decisions about the centralization or decentralization of employment relations management entail
· Centralisation – high degree of authority at top of hierarchy

· Decentralization – high degree of delegated authority

· Decisions that should be made:

· the centralisation/decentralisation of collective bargaining

· the role and the powers and participation of various management levels (including middle-level

· management and first-line supervisors) when it comes to decision-making

· the degree of delegation and decentralisation that applies to decision-making (within the context of the

· grand strategy)

· the degree of monitoring to be done in the event of decentralisation

· standardisation – the extent to which specific rules have to be laid down for uniform management action in

· labour-related matters

· formalisation – the extent to which rules, processes and agreements are put into writing

· a collective bargaining infrastructure

· the most appropriate levels for collective bargaining with trade unions (if any are involved) and with whom

· negotiations will take place, because this will

· determine which employees are covered by collective agreements

· affect the degree of trade union influence in the organisation

· affect the degree of direct and indirect worker participation in management decisions

· affect the degree of conflict between trade unions

· whether to give preference to collective bargaining through an employers’ organisation

· specialisation/devolution when it comes to collective bargaining

· whether management should negotiate with more than one trade union (especially minority trade unions)

· whether management should follow the closed shop or agency shop principle

· whether management should join an employers’ organisation

· whether management should negotiate with trade unions at different levels (for example, also to participate actively at a national level when "social contracts" are being negotiated
· Factors/variables to be taken into account:

· the national economy

· the nature of the industry

· legislation
· historical variables

· trade union representation levels

· policy/strategy and organisation

· the scope of the trade union's registration

· competition between trade unions
· Decisions on centralization or decentralization of employment relations should be integrated with broader orgnaisation policy concerning centralization or decentralization in general

“Goal setting and formulation of business plans are essential in order to ensure implementation of employment relations strategy and policy”.  Discuss this statement critically and indicate how various business strategies can influence employment relations.  Illustrate by means of practical examples
· Objectives and plans essential to link planning/control over implementation of what was planned
· Objectives and related plans essential in directing conduct of parties over time

· Business plan = document detailing activities / how / when objectives will be achieved

· Specific detailed business plan for labour relations must be drawn up

· Objectives would stem from and relate to:

· Mission

· Reason/goal of labour relations management

· Generic, grand and functional strategies

· Business plan focus areas (CPAs) may relate to any item arising from strategic decision taken about labour relations management

Explain what different types of collective bargaining involve and indicate which one is most appropriate for South African conditions
Distributive bargaining
· One party is winner and other loser

· Negotiation tactics based on emotional elements

· Often occur in South Africa

Integrative bargaining
· Joint problem solving approach

· Aims of opposing parties can be integrated

· Both parties winners

· Should be used in South Africa

Attitudinal structuring
· Plan to facilitate bargaining

· Change of attitudes of party and nature on encounter

Intra-organisational bargaining
· Requires continual adjustment/readjustment before/during negotiations by opposing parties

Patterned bargaining
· Limit boundaries within which bargaining take place

Interest bargaining
· Parties should concentrate on their interests which spur them on rather than demands or positions

Target specific bargaining
· Exchange of valid information with view to generate less conflict

What is a strike?
· Refusal to work

· Concerted or collective action

· Specific purpose relating to matter of mutual interest between employer and employee

What are the procedural requirements for protected strikes?
· Dispute must e referred to bargaining council/statutory council with jurisdiction or CCMA for conciliation

· Dispute cannot be resolved through conciliation, certificate must be obtained from council or CCMA stating it remains unresolved
· Parties should wait 30 days from date of referral of dispute

· Unions must give 48 hour notice of intended strike to employer

· Written notice to union, employees, relevant council given 48 hours before lockout starts

· If state is employer, 7 day notice must be given for strike/lockout

In which situations will the general prestrike procedures not apply?
· Parties to the dispute member of council and dispute has been dealt with by council in accordance with its constitution

· Strike/lockout conforms to procedures in collective agreement

· Employees strike in response to unprocedural lockout by employer

· Employer locks out employees in response to participation in unprotected strike

· Employer refuses accede to request of employees or trade union to stop unilateral change to conditions of employment or restore original ones

What are the substantive requirements for protected strikes?
· No person may participate in a strike if he/she is bound by collective agreement prohibiting a strike

· Employees may not strike if they are bound by agreement that requires the issue in dispute to be referred to arbitration

· No person may take part in a strike if the issue in dispute is one that has the right to refer to arbitration or to Labour Court

· Employees engaged in essential/maintenance services may not take part in industrial action

· No person may take part in a strike if a collective agreement exists between parties which deal with the issue in dispute

· If parties mutually agree to refer dispute to arbitration, they cannot embark on strike if the outcome of arbitration is not to their liking

· You cannot strike if the issue in dispute is regulated/bound by determination made by the minister in terms of the LRA or Wage act during the first year of that determination
What actions should be taken during and after a strike?
During the strike
• assemble the strike management team

• implement appropriate plans such as security and internal communication

• record the events

• communicate with strikers

• establish the facts

• evaluate the possibility of implementing the total strike management plan

• negotiate
After the strike
• acknowledging the conflict

• fulfilling undertakings

• restoring work relations

• re-establishing regular communication channels

• activating external communication

• meeting the legal requirements

• reviewing the strike management plan
What is the purpose of a disciplinary code and procedure?
Disciplinary code
· Specifies forms of employee behavior employer regards as misconduct

· Indicates type of disciplinary sanctions employer can apply if employee breach code

Disciplinary procedure
· Sets out manner in which disciplinary action is to be taken against employees

· Details steps that will have to be taken such as investigations, appropriate disciplinary sanctions such as warnings

What are the steps in the disciplinary process?
· Standards of conduct must be formulated

· Employee’s conduct/behavior/performance  should be monitored and measured against standards

· Employee’s conduct/behavior/performance needs to be corrected where they fall short of standards

· Measure if corrections had desired effect on conduct/behavior/performance

Discuss the approaches to discipline
Negative
· Mainly regarded as method to punish employees

· Employers act on half-truths, take arbitrary decisions regarding discipline and dismissal

· Do not act preventative or rehabilitative to obtain cooperation of employees

· Creates tension and cultivate industrial unrest

Positive
· Create climate where employees accept leadership and role of management in positive manner

· Workers understand rules of undertaking, motivated to obey them

· Industrial unrest minimized
· Regular contact, cooperation, discussions between employees, trade unions and management to determine boundaries of discipline and its consistent application

· Supervisors give intensive guidance in respect of required standards of conduct/performance levels within rules and regulations of undertaking

Who is considered an employee as defined in the LRA?

· 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

· Any other person who in any manner assists in carrying on or conducting the business of n employer

What would be considered an unfair dismissal under the Labour Relations Act?
Misconduct
· Did the employee contravene a rule or standard regulating conduct in, or of relevance to, the workplace
· If a rule or standard was contravened

· Was the rule/standard valid or reasonable

· Was the employee aware of the rule/standard, or could it be reasonably expected that they be aware

· Is the rule/standard consistently applied

· Was dismissal an appropriate sanction for the contravention of the rule/standard

Incapacity
· Did the employee fail to meet a performance standard
· If the standard was not met

· Was the employee aware or could it be reasonably expected that they be aware of the required performance standard

· Was the employee given fair opportunity to meet the required performance standard

· Was dismissal an appropriate sanction for not meeting the required performance standard

· After probation employee should not be dismissed unless employer has

· Given employee appropriate evaluation, instruction, training, guidance or counseling

· After reasonable period of time for improvement, employee continues to perform unsatisfactorily

· Procedure leading to dismissal should include investigation to establish reasons for unsatisfactory performance, employer should consider other ways to remedy matte

· Employee has right to be heard and assisted by trade union representative or fellow employee

· Is the employee capable of performing the work (physically)

· If employee is not capable

· Extent to which employee is able to perform work
· Extent to which employee’s work circumstances might be adapted to accommodate disability or extent to which employees duties might be adapted

· Availability of suitable alternative
Operational
Identify typical obstacles to communication, explain what they entail and illustrate how they can impair the quality of employment relations in an organization
· Unsuccessful communication causes problems that can impair quality of labour relations
· Not only true for interaction between union and management, but of all types of interpersonal interaction in the context of employment relationships
· Sender

· Faulty encoding and faulty message formulation

· Chosen medium of sender’s intention

· Communication medium

· Medium must fit context and aim of communication

· Use number of communication media

· Communication context

· Overload and noise

· If there is too much background activity and too many messages transferred at the same time

· Distortion or loss of content

· If parties do not communicate directly with each other in an amicable location

· “Crossed lines”

· Instead of responding to a sender’s message, a new message is sent

· Recipient

· Inability to decode

· Selective perception

· Blockages

Discuss the characteristics of group functioning and its related dynamics
Group solidarity
· Refers to intensity with which group members pursue group’s common objective

· Depends mainly on:

· Extent to which individual members see themselves as belonging to group

· Extent to which members of group pursue common objectives

· Measure in which group members regard common objective worth of pursuit

· Extent to which group member interacts

· Degree to which interaction is directed at achievement of common objective

· Extent to which behavior of group members regulated by norms

· Measure in which members regard norms as valid and binding on themselves

· Extent to which sanctions are provided to punish group members who do not meet norms

· Group solidarity is an outcome of extent to which group formation has been successful

Morale
· Generally used as explanation of unacceptable behavior or reason why events did not take desired course

· Statement about level of group’s morale simply evaluation of group’s solidarity

· More an assumption as level of solidarity

Conflict and group dynamics
· Conflict between individual worker and group

· Has to do with pressure exerted by group on individual

· Often linked to process of rejection

· Conflict between formally appointed leader and informal leader of same group

· Formal leader put organization goals first, informal leader satisfy personal needs
· Competition

· Group solidarity increases

· Competing groups create hostile environment

· Winning group has “fat and happy” attitude

· Losing group looks for someone/something to blame

· Conformity

· Behavioral guidelines ensure group’s successful functioning and survival

· Punitive measures control group and ensure members pursue common objectives

· Group thinking, members tend to hold same values, attitudes, prejudices, preferences

Identify and explain possible obstacles in respect of worker participation in South Africa.  Make recommendations on how they can be overcome
· Obstacles to the establishment of cooperative relationships are the following:

· Labour and employers viewed economic issues, productivity and internationalisation from different perspectives
· low literacy levels of workers
· a poor understanding on the part of workers of business and business principles

· mistrust between workers and management

· mistrust between trade unions and management

· workers who believe that bread-and-butter issues are not being addressed by trade unions and management
· Trade unions and workers may be wary of any changes which attempt to involve them in management decision making, for the following reasons:

· There is a suspicion that participative structures will undermine the militancy and membership of trade unions.

· The movement towards a possible balancing or sharing of power is seen as an illusion, since power imbalances still exist and trade unions do not have adequate resources for effectively disputing the managerial prerogative.

· Workers and trade unions may feel that they are being compelled/forced by employers to accept participative structures.

· Past experience has shown that participative strategies have caused division among trade union members, because some workers have benefited more than others.
· Recommendations
· Training
· Effective communication
· Addressing worker participation in labour relations strategies and policies
· Improved relations between workers, trade unions and management
Explain five different methods or techniques of worker participation and involvement
Participation through suggestion
· When individual workers try to influence employer decision-making directly, normally at a localised level (such as plant or workshop level). 
· Often concerns decisions which are of immediate relevance to a worker's job. 
· Emphasis usually on day-to-day decision-making of restricted relevance within the organisation as a whole. 
· So-called speak-up sessions for workers, or suggestion box systems, may be used.
Participation through quality circles
· Popular technique for getting lower-level employees (workers or non-managers) involved upward problem solving and decision making.
· Quality circle essentially a workers' discussion group, usually consists of six to ten workers from same section or department. 
· Groups meet regularly to identify, analyse, investigate, evaluate and consider issues in own area. 
· Issues, problems work or production related, hence quality-related. 
· Quality circle members should preferably be well trained in areas such as data collection, statistical and analytical methodologies and general problem-solving techniques. 
· Meetings take place during working hours, when ideas are pooled in order to come up with solutions that may counter difficulties in the workplace and thus improve quality of work and work output.
Participation through teams

· “Team” can be defined as “a small number of people with complementary skills who are committed to a common purpose, performance goals, and approach for which they hold themselves mutually accountable”. 
· Various forms of teams exist such as participative network designs, parallel teams, project and development teams and working teams. 
· Teams are very successfully utilised in modern organisations.

Participation through consultation
· Technique whereby workers – primarily through their representatives – periodically confer with supervisors or more senior employer representatives. 
· Done in a structured manner by means of (for example) a committee, council or similar structure. 
· Committees usually comprise number of experienced managers as well as workers who are elected on merit and represent the other workers. 
· Committees formed primarily to enable representatives to devote attention to specific issues, such as the improvement of worker-welfare facilities. 
· Committees involved through consultation with the employer, with view to influencing employers decisions about the issues in question. 
· Consultation can be viewed as "mechanism for managers and employee representatives to meet on a regular basis, in order to exchange views, to utilise members' knowledge and expertise, and to deal with matters of common interest which are not the subject of collective bargaining".
· Management's sincerity in considering criticisms and proposals of workers (usually through their representatives), should be genuinely prepared to reconsider  own proposals before embarking on finalising or implementing decisions. 
· Management should be prepared to offer reasons for not accepting the views or proposals put forward by worker representatives, because they believe the matters in question form part of an area of common interest or joint concern.
Participation through codetermination
· Workers (mostly through their representatives) and the employer (represented by management) held jointly responsible by the owners of the enterprise (the shareholders) for the results of their decisions. 
· Workers should have parity of representation on the board of directors in order to share fully in decision making. 
· Calls for more commitment by the employer and worker representatives than required by the other techniques, since decisions can only be reached on a joint basis. 
· Mostly used at the top level of an organisation, can be regarded as one of the most advanced forms of participation and industrial democracy that is practised in the Western world.
Participation by self-government
· Most extreme form entail overthrow of country's capitalist system, with governance of organisations being taken over by elected members of work force. 
· There is, however, a place for worker-controlled organisations in a mixed economy. 
· Worker cooperatives are, for instance, a form of organisation where the workers own the enterprise (a cooperative) and share in the profits
What is the role of workplace forums?
· Structures that are made up of the representatives of workers (non-senior management employees
· Promote interests of all employees in workplace – irrespective of whether or not they are trade union members – but excluding senior managerial employees, whose contracts of employment or status authorise them to hire and fire, to formulate policy, to represent the employer’s interests in interactions with workplace forums.
· Strive to enhance efficiency in workplace
· Concerned with transformational processes involved in organisations endeavour to generate wealth
How do workplace forums function?
Workplace forum meetings
· Hold regular meetings, on own as well as with management, where information can be shared in various ways

· Forum members

· Forum members and management

· Forum members and employees they represent

Facilitating consultation through workplace forums
· Employer may only implement proposal in respect of any matter referred to in Section 84(1) of the LRA Act after employer has consulted workplace forum and attempted to reach consensus

· Forum must be given opportunity to make presentations and forward alternative proposal

Facilitating joint decision making through workplace forums
· Consensus are achieved

· Employer may not implement proposals until consensus is reached with workplace forum

Disclosure of information to workplace forums
· Necessity of transparency in process of building relationships based on trust

What are the advantages and disadvantages of workplace forums?
Advantages
· Workplace democracy (including fair labour practices), participation and cooperation will be promoted.

· In those workplaces where the literacy levels of workers are high, workplace forums will foster participation.

· Provisions relating to disclosure of information will benefit trade unions and workers.

· Workers will receive instruction and training which they would not otherwise have received.

· Greater degree of interaction between trade unions and workers, as workers will approach trade unions for advice regarding workplace forum issues.

· Can give trade unions opportunity to increase capacity, training of workplace forum representatives will be funded by organisation itself, administrative facilities will be provided for workplace forum, and finance will be provided for consultations with experts.
Disadvantages
· In certain economic sectors, workers will possibly not be able to become involved in complex matters owing to low levels of literacy, representatives will have to undergo intensive training in order to be able to deal with these matters, danger exists that workers will, first of all, not be able to understand these matters, and, secondly, will not be able to make a meaningful contribution to the discussion.

· Workplace forums could undermine trade unions, especially where trade unions are weaker.

· Management could possibly manipulate the workplace forum.

· Trade union representatives may not have sufficient time or resources to deal with workplace forum issues, to attend meetings, and to give advice.

· Fear that workplace forum representatives are going to replace trade union representatives.
What are the limitations in respect of the establishment of workplace forums?
· Training

· Resources

· Relationships

· Statutory requirements

What are the obstacles to the establishment and implementation of workplace forums?

· Trade unions skeptical about implementation of workplace forums, see it as threat to their power base
· Management see it as way of undermining so-called “managerial prerogative”

· Not clear if workplace forums will succeed in transforming hostile relationship between employer and employers into more cooperative one

· Parties in South African labour relations system still hesitant about changing attitudes 

· Fear of change hampering process

· Low literacy levels of workers prevent effective participation in decision making

· Workers do not have good enough grasp of business/principals, prevents them from taking informed decisions

· Mistrust between management and workers not conducive to joint decision making

· Mistrust between trade unions and management give rise to hostile relationships

· Workers believe management or trade unions failing to address “bread-and-butter” issues

· Organizations cannot/will not allocate resources

· Trade unions pursue socialism, management pursue capitalism

· Fear workplace forum will be “just another committee”

· Management attempted to use committees to eliminate trade unions

· No need to be creative in trying something new

· Employers and trade unions feel they do not have sufficient money or time to make workplace forum work

· Conflict may arise when it comes to division of power and wealth

· Structures in place but lack of skills

· Goal must be to plan for future, realize long-term goals and obtain commitment

· Most organizations would rather retain participatory structures than implement workplace forums

· LRA does not clearly set out what should be regarded as relevant
Distinguish between “unitarist”, “pluralist” and “radical” perspectives on social investment and responsibility
Unitarist approach
· Management should serve interests of shareholders.

· Profit bottom line management must use resources in activities to increase profits.

· Social responsibilities have no place in business, because business already plays moral role by employing people, showing a return on shareholders’ money and rendering a service to customers.

· Corporate social responsibility dismissed as act of theft stealing from the shareholders.

· Shareholders will generally treat any corporate expenditure that reduces their wealth position with disfavour.

Pluralist perspective 
· Managers are obliged to

· anticipate changes in the business environment

· blend the business organisation’s objectives with those of stakeholders and general public

· take concrete steps to promote mutual interests of business organisation, stakeholders and general public.

· Organisation is not simply viewed as enterprise established for sole purpose of allowing profit making.

· Organisation should be thought of as social enterprise whose existence and decisions can be justified only in so far as they serve public or social purposes.

· Implication is that corporate social responsibility and investment can have long-term benefits for organisations by helping facilitate stable environment in which to do business.

Radical rejection
· Programmes of previous perspective criticised as mere big business public relations campaigns

· Root of social problems lies in the fact that societies operate along capitalist lines

· Social investment programmes should be rejected on basis that they merely act as legitimising exercise for dominance of capital in societies
Explain the purpose of evaluating, monitoring and auditing in employment relations
· Pinpoint areas of concern: abnormal conduct of employees, which manifests itself in labour turnover, absenteeism, work stoppages, etc, or areas of satisfaction or dissatisfaction that cause employees to have certain attitudes, expectations and perceptions

· Observe long-term trends: the employees’ attitudes, expectations and perceptions which, in turn, could have an influence on the policies and practices

· Monitor programme impact: the effects of new practices or ongoing programmes addressing the deficiencies in the policies and practices

· Provide input for future decisions: to guide management in taking proactive remedial steps; decisions driven by systematically gathered data are more likely to be on target than individual intentions unguided by meaningful input

· Add a communication channel: a basis for ongoing dialogue on key issues

· Perform research: to serve a company’s own interests, but more importantly, to add substantially to a general pool of knowledge on organisational behaviour

· Assist organisational change and improvement in rectifying abnormal conduct of employees, areas of dissatisfaction and deficiencies in the policies and practices

· Provide symbolic communication: the content and conduct of a survey carry enormous meaning and send a message to the people involved in it
