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Dear Student 

 

We hope that you have made good progress with your study of labour conflict and negotiation, 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 the Tutorial Letter 101/3/2017. 

 

Question 1 

 

Discuss the purpose of the Commission for Conciliation, Mediation and Arbitration (CCMA) within the 

South African dispute resolution system. (10) 

 

Answer: 

 

According to Bendeman (2003) the Commission for Conciliation Mediation and Arbitration (CCMA) was 

established as a dispute resolution institution based on the principles of ADR as it was intended that as 

many disputes as possible should be resolved through conciliation, resulting in a minority of disputes going 

to arbitration or to 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 on 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. While it may be convenient to delegate 

disputes, the process is a costly and time-consuming one. These attempts at preventing disputes do not 

address the concerns of this study, namely the fact that employers are reluctant to try ADR at company 

level due to the rigidities in the current dispute resolution system. 

 

Question 2 

Differentiate between the various perspectives on labour relations. (10) 

 

Answer: 

 

Nel et al (2008) identified the following perspective as ideologies or worldviews on employment relations: 

 

 Pluralistic perspective. 

 Unitarilist perspective. 

 Radical perspective.    

 Corporatism and concertation perspective. 

 

Your answer should focus on a detail description of these perspectives, in terms of how these ideologies 

enable us to analyse, perceive, think and practice employment relations. In your discussion, you can also 

highlight how these perspectives view the roles of the organisation, unions and employee’s behaviour in 

the tripartite relationship. 
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Question 3 

Explain how perceptions of the different types of justices can contribute to conflict situations in the 

workplace. How can these issues be resolved by focusing on common ground.  (15) 

 

Answer: 

 

Justice focuses on the fair distribution of resources in the form of goods and resources to individuals and 

groups in the organisation. Your discussion should firstly, entail this definition or description of the concept 

justice within the context of employment relations. Nel et al (2008, page 14 to 19) describe the following 

types of justices: 

 

 Distributive justice, which is based on equality, need and equity as its criteria in decision making. 

 Central to Procedural justice are consistency, bias suppression, accuracy, correctability, 

representability and ethicality as its criteria. 

 Interpersonal justice focuses on neutrality, trust and standing.  

 

Corporation and collaboration of all key stakeholders during conflict is essential in resolving conflict 

situations. This lies in the fact that human needs have to be met in a fair and just manner. Corporation and 

common ground dynamics are discussed in section 1.4.4 in Nel et al (20008). 

 

Question 4 

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 
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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. 

 

 Total:  [40] 

 

 

2. FEEDBACK ON ASSIGNMENT 02 

 

Question 1  

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

 

Answer: 

 

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 

organisation to represent employers’ interests at the international Labour Organisation. 
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Question 2  

Explain the two different types of conflict.  (10) 

 

Conflict exists in a relationship when parties believe that their aspirations cannot be met simultaneously, 

or perceive a divergence in their values, needs or interests (latent conflict)and purposefully employ their 

power in an effort to defeat, neutralise or eliminate each other to protect or further their interests in the 

interaction(manifest conflict). Conflict is a breakdown in standard mechanisms of decision making. Latent 

conflict refers to conflict that is dormant or concealed.  It might seem as if there is no conflict but often it is 

simply due to circumstances that the underlying conflict has not manifested. Manifest conflict is when 

conflict reaches a point beyond what is perceived as tolerable, this is visible conflict where a specific issue 

can usually be named and the aggrieved party usually claims something from the other party, who is often 

blamed for the conflict. 

 

Different types of conflict may be identified, there is perceived and real conflict, as well as constructive 

(functional) and destructive dysfunctional conflict. A distinction can be made between frictional and 

strategic or orchestrated conflict. The former is the spontaneous result of an interaction within the formal 

structure of an enterprise. It is inherent in and results from interaction between people with different 

personalities who occupy different positions within an organisation. Strategic conflict is that which is 

consciously generated by persons in order to manipulate the allocation of resources, status, authority and 

power. 

 

Question 3 

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

 

Answer: 

 

Nel (2008, p 225) describes a strike as refusal to work, collective action and a specific purpose relating to 

a matter of mutual interest between the employer and employer. The types of strikes are as follows: 

 

 Economic strikes 

 Grievance strike 

 Secondary or sympathy strike 

 Solidarity strike 

 General and political strike 

 

Question 4 

Discuss the procedures that must be followed in the dismissal of strikers.  (10) 

 

Answer: 

 

The South African labour legislation which is the LRA; prohibits dismissal on the basis of participation in a 

protected strike. However, the dismissal of employees participating in a strike may be considered for 

reasons relating to their conduct during the strike. 

 

 Dismissal should still follow the principles of natural justice such as the audi alteram partem rule 

and be in accordance with Schedule 8. 

 Employees may be dismissed for operational requirements but the procedure outlined in the 

Labour Relations Act should be followed. 
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 Employees may embark on a secondary strike or what is called solidarity strike. However, the 

striking workers need follow certain substantive and procedural requirements to be protected. 

These include: 

 The primary strike should be in accordance with the substantive and procedural requirements of a 

protected strike. 

 A seven days’ notice to the employer is required before embarking on a strike. 

 The test for a secondary strike is based on the notion of proportionality. 

 Total:  [40] 

 

 

3. PREPARATION FOR THE MAY/JUN 2017 EXAMINATIONS  

 

3.1 Guidelines on preparation for the examination 

 

Please use your tuition material, namely, the study guide and the Reader, 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 Reader 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 timeously. 

 

 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. 

 

 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 writing 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.  

 

 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. 
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3.2 Important points to remember 

 

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

 

 Make use of headings and subheadings, and write legibly. 

 

 In the examination itself, you are not expected to provide a table of contents, introduction, conclusion 

and bibliography. Simply answer the question asked. 

 

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

 

 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 a question.  

 

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. 

 

 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. 

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

timetable.   

 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.  

 

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

 

 

4. FORMAT OF THE MAY/JUN  2016 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 1. Questions from the assignments may also be 

asked. 
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5. EXAMPLE OF A PREVIOUS EXAMINATION PAPER 

 

SECTION A 

 

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

 

QUESTION 1 

 

Case study 

 

Read the following case study and then answer the relevant questions. 

 

Employees working for a certain timber company refuse to work overtime as a result of an unsettled 

grievance. The central issue in their grievance is that they perceive a disparity between their remuneration 

for working overtime and the remuneration paid to their colleagues who are temporary employees.  

 

Their spokesperson argues that he has tried over the past couple of months to bring their grievance to the 

attention of their manager, but that he does not want to deal with it, saying that the issue should be 

negotiated during the next round of wage negotiations. For the employees, the issue is not negotiable and 

they demand that all disparities be ruled out immediately. 

 

When management fails to comply with the demands, the employees embark on a strike. Five days later, 

management issues a warning that their strike is illegal and that they are putting their jobs on the line. 

Management also warns them that they could easily be replaced by temporary workers. Furthermore, 

management makes arrangements for locking the strikers out of the premises.  

 

Meanwhile, the employees begin negotiating to get the employees of a neighbouring company to join them 

in sympathy with their strike. Community leaders begin blaming the management of the company for bad 

management practices, while timber industry spokespeople comment, in a newspaper, on workers' lack of 

productivity and their lack of commitment to negotiations. 

 

1. What are the possible causes of the conflict? Substantiate your answer with examples from the case 

study.   (5) 

 

2. What are the internal processes which management and the employees followed in handling the 

conflict situation? (5) 

 

3. In what possible ways could this conflict be dealt with constructively? (5) 

 

4. Identify and describe the current stage of conflict escalation that can be deduced from the case 

study.  What could happen next if the conflict is not resolved at this stage?  Substantiate your answer.

 (10) 

  [25] 
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QUESTION 2 

 

Conflict is not a once-off incident, but a process. If conflict is dealt with inappropriately, it tends to escalate.  

Nine stages of conflict escalation have been identified, each separated by thresholds. Discuss these nine 

stages of conflict escalation and the thresholds between the stages. (25) 

 

QUESTION 3 

 

In negotiation, power is used as a resource in the service of the collective interests of the opposing parties.  

Name and discuss the different sources of power which negotiators may have at their disposal. (25) 

 

SECTION B 

 

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

 

QUESTION 4  

 

The psychological concept of selective filtration plays an important role in the generation of conflict. Explain 

the concept and the factors which play a role in the process.  (10) 

 

QUESTION 5  

 

At any time during a negotiation process, negotiators may decide to break off the process, make a 

concession, use opposing or distributive tactics, or seek cooperation.   Discuss the variables which play a 

role in the choice of the negotiators when they decide not to break off the process.   Also discuss how 

these variables are related.  (10) 

 

QUESTION 6 

 

As a mediator, you want to make sure that you are effective when dealing with parties in a dispute. Discuss 

the different issues you would take into account in deciding whether or not your intervention was 

successful. (10) 

 

QUESTION 7 

 

Trade unions are involved not only in meeting the needs of its membership, but also in organisational 

matters such as establishing political influence. Critically evaluate the role of trade unions in detail. (10) 

  TOTAL:  [80] 

 

We trust that you have enjoyed the module Labour Relations and Negotiations 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 2017 


