3

“ . higher education
MLE & training

.

Department:
\ [x‘ Higher Education and Training
REPUBLIC OF SOUTH AFRICA

e’
£ /xanah )

N f//

1

N PSS

&

MARKING GUIDELINE

NATIONAL CERTIFICATE
LABOUR RELATIONS N6
25 November 2025

This marking guideline consists of 10 pages.

Copyright reserved

Please turn over



SECTION A

QUESTION 1
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[40]

TOTAL SECTION A: 40

SECTION B
Mark only FOUR questions in SECTION B.
QUESTION 2

2.1 PICKETING

2.11 e ltis a peaceful method to publicise strikers’ actionv'v’

¢ It encourages others to join the strike actionv'v’

¢ Pickets occupy positions in front or at the entrance to the place
of workv' v/

e A picket may occur in any place the public has access to but must
be outside the premises of the employerv' v’

e It can be on the premises if the employer has granted
permission.v’ v’ (5% 2) (10)
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2.1.2 e To persuade other workers not to cross the picket linev'v’
To persuade suppliers and customers not to enter the premises
(to discourage them from dealing with the employer)v' v’
¢ To inform the public and other unions that a labour dispute is in

progressv' v’
e To block the facility so that the plant cannot operate during
disputev'v/ (4.x 2) (8)
22 e |tis a complaint other than demands from trade unionsv

¢ Itis formulated by a collective bodyv’
¢ |tis related to the employee’s treatment or position within his daily working

routinev’
e |t warrants (justifies) formal attention of management because it may resulit
in a disputev’
e |t could be indicated by high absence rate, high labour turnover, strikes
etc.v’ (5x1) (5)
2.3 e Acts as a mouthpiece for general complaintsv' v/

e Deals with day-to-day issuesv'v’
e Ensures that arrangements between management and the unions are
implemented and followed. v'v/
e Provides upward communication on matters like training and safetyv'v'
e Provides downward communication by informing employees about
important decisions and instructionsv'v' (Any 2 x 2) (4)
2.4 Distributive bargainingv’
Integrative (Cooperative) bargainingv’
Intra-organisational bargainingv’
Attitudinal structuringv’ (4 x1) (4)

2.5 Rights & dutiesv’

Wagesv

Allowancesv’

Bonusesv’

Working conditionsv’

Hours of workv’

Holidaysv

Productivityv’

Housingv’ (Any 5 x 1) (5)

2.6 CCMAV

An accredited bargaining councilv’

The labour courtv’

Labour Appeal courtv’

IMSSA (Independent Mediation Service of South Africa)v’

Private Agenciesv’ (Any 4 x 1) (4)
rani
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QUESTION 3

3.1 Conflict:

3:2

3.3 .

Is a conditionv’
between two or more peoplev’
when there is a disagreement over an issuev’

Alienationv'v’

Production attacksv'v’
Deterioration of work relationsv'v’
Distortion of informationv’ v’

The Employerv’
The employeev’
The Statev’

THE EMPLOYER (PRIMARY PARTY):

POWER: To appoint and dismissv’

OBJECTIVE: To make profitv’
VALUE: Employees to work overtimev’

EMPLOYEES (PRIMARY PARTY)

Copyright reserved

POWER: To strikev’
OBJECTIVE: To earn good salaryv’
VALUE: To spend time with familyv’

(RN (3)

(Any4x2)  (8)

(9x1) (9)
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3.4 CENTRALISED BARGAINING DECENTRALISED BARGAINING

¢ |t takes place at centralised ¢ |t takes place at decentralised levelv’
levelv’ ¢ |t happens at shop floor levelv’

¢ |t happens at industry levelv' | e It is informal bargainingv’

¢ |t is formal bargainingv’ o |t takes place directly between the

¢ |t takes place through specific employer and the employer
bargaining councils and organisation or trade unionv’
between the employer and e Relationship is regulated by a
trade union representativesv’ recognition agreement known as

¢ Relationship is regulated by a collective agreementv’
recognition agreement known | ¢ Recognition agreement spells out the
as collective agreementv’ rules and regulations for the bargaining

e Recognition agreement processv’
spells out the rules and e The aim is to bargain for procedural
regulations for the bargaining agreementsvy’
processv’ e Minimum standards are set for an

e The aim is to bargain for employerv’
substantive agreementsv

e Minimum standards are set
for all employers in the
industryv’

(Any 3 x 2) (6)
3.5 e Stop sub-contractsv’

Reduce number of shiftsv’

Temporary layoffs (temporary suspension without pay)v’

Forcing employees to take all accumulated leavev’

Temporarily closing certain sections of the enterprisev’

Refraining from making use of temporary workersv’

Retaining workers to fill gaps in the workforcev’

Cutting costs by working short time, cutting overtime, work sharing &

transfer of workersv’

¢ Requesting older workers to take an early retirementv’

¢ Freezing recruitment of new workersv” (Any 4 x 1) (4)

3.6 Informal verbal warning/reprimandv’
This is to prevent certain action or behaviour from becoming a transgression
and it is not formal, but it takes place during an informal conversation.v’

Formal verbal warningv’

This is to rectify a slight transgression, and it is recorded and valid for six
months.v’
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Written warningv’
It is given for more serious transgressions. It could be given a first, second or
even third time. It is also valid for six months. v’

Final written warningv’

It is given after a second written warning or in case of a serious transgression
that does not justify a preceded warning in the first place. Similar transgression
may lead to dismissal. This may be valid for a longer period (one year).v’

Demotion in seniorityv’

This is used as an alternative for dismissal for serious misconduct from a
trusted and effective employee with a long service record. If the employee does
not accept, immediate dismissal follows. v/

Suspension with compensationv’

It is applicable if the aim is to prevent the employee from trespassing on
property during an investigation or hearing. The maximum days must be
stipulated in the service contract or disciplinary code.v’

Suspension without compensationv’

It can be seen as partial violation of the agreement, and it can be considered
as part of service contract or disciplinary code. It is sometimes advisable due
to its flexibility, and it can violate the contract of service. The employee may be
suspended for a limited period of thirty (30) days.v’

Termination of servicev’

This is to stop the employer/employee relationship. This is the severest
punishment of all, and it indicates that no other disciplinary action could have
been used or applied. This is because the transgression is of a very serious
nature.v’

OTHER EMPLOYEE ACTIONS (NOT PART OF DISCIPLINARY ACTIONS)
Transferv’

This is to apply an employee’s services elsewhere because of personality
clashes. A bigger problem can arise if the problem is not sorted out with this
action.v’

Penaltiesv’
No penalties can be given or money deducted from the employee’s salary for
a transgression or unacceptable behaviour. The employer must always get an
employee’s approval when a deduction of his compensation is considered.v’
(Any 4 x 2) (8)

3.7 The achievements of the party’s objectives depend on whether the other party
can be persuaded or not. This could depend on collective bargaining and
negotiation. Once an interest has been negotiated and agreed upon, refusal to

abide to that will create a dispute of right. v'v' (2)

[40]
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QUESTION 4

4.1 411 CAUSES OF TERMINATION

RETRENCHMENT

e Market lossv'v

e Economic factorsv'v' (Any 1 x 2) (2)
REDUNDANCY

e Restructuringv'v’

e Technological introductionv'v’ (Any 1 x 2) (2)
LAY-OFF

¢ No jobs are availablev' v’

e For a certain periodv'v’ (Any 1 x 2) (2)

4.1.2 AIM OF TERMINATION

RETRENCHMENT
To cut labour costs so as to save/protect the organisation.v'v’ (2)

REDUNDANCY
To save labour costv' v’ (2)

LAY-OFFS
To cut labour costv' v (2)

4.2 Matter must be referred to CCMA in writingv'v/

CCMA must settle the matter within 30 daysv'v’

If that fails, CCMA must issue a certificate of the unresolved matterv'v'
The employer must be given 48 hours’ noticev' v/

If the employer is the State, 7 days’ notice must be given v'v/ (5% 2) (10)

4.3 Mediator plays an active part in the processv'v'
Attempts to bring about settlementv'v'

Advises both sidesv'v’

Acts as an intermediaryv' v’

Suggests possible solutionsv'v’ (Any 4 x 2) (8)

4.4 It is an organisationv’

It facilitates the negotiation processv’
between unified employees (typical unions) and employersv”
on matters such as working conditions and wages.v’ (4x1) (4)

4.5 To ensure productivityv' v’

To avoid negative emotionsv'v’

To avoid a hostile environmentv v’

To avoid people looking for another job (avoid high turnover)v'v’

To avoid disruption of salesv'v'
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To avoid losing businessv v’

To keep communication channels openv' v’

To avoid the grape vine or rumoursv'v'

To enhance group performancev' v’

To ensure high moralev' v’

It builds co-operation among peoplev'v’

It helps people develop understanding and skillsv' v/

It helps people learn how to recognise and benefit from differencesv'v’

It helps raise and solve problemsv'v’ (Any relevant 3 x 2) (6)
[40]

QUESTION 5

5.1 e For misconductv v’
For incapacityv' v’
For operational reasonsv'v' (3 x 2) (6)

5.2 e Verbal warningv’
e Written warningv’
e Second written warningv’
e Final written warmingv’ (4)

5.3 e |tis a means/way of withholding labourv’
e |t affects the production without stopping the operation of the companyv’

e |t brings the dissatisfaction of the work force to the attention of
managementv’

¢ |t has the same effect as a strikev’ (4)

5.4 Establishment of rules in the workplacev'v'
Determining the form of compensationv'v'
Establishment of standard compensationv'v'
Determining priorities on each sidev'v’

Restructuring the arrangement of bargainingv'v’ (5x2) (10)

8.5 Strike:
e |tis a temporary, collective withholding of labourv’
Refusal to work which is partial or completev’
The aim is to stop or delay the continuation of businessv
Forcing the employer to take note of the demand of the employeev” (4 x 1) (4)

5.6 Economic considerationsv'v’

Factors beyond controlv'v’

Relocation of the enterprisev’ v’

Technological development and mechanisationv' v/

Mergers and take oversv'v' (5% 2) (10)
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5.7 e Industrial Councilsv'v’
e Conciliation Boardsv' v’
e S.S Committeesv v’
e Work Councilsv'v

e Safety Committeesv'v’ (Any 1 x 2) (2)
[40]
QUESTION 6
6.1 Collective bargaining

employee and employer/sv’

negotiating with each otherv’

about terms and conditions of employmentv’

to reach a collective agreementv”

two-way processv’

necessitated by conflict of needs, interests, goals, values, perception and
ideologiesv’

resting on a basic interdependency and commonality of interestsv’

e through which management representatives and trade union
representatives make collective agreements. v/ (Any 4 x 1) (4)

6.2 Dispute
¢ s a continuous disagreement v/
e between an employer and employees with their unionsv’
e regarding a matter of common interestv’
e which is work relatedv’
e that affects their relationshipv’ (Any 4 x 1) (4)

6.3 PRIVATE COSTS/LOSSES DUE TO STRIKE
Employees:v’
e Loss of wagesv’

e Loss of goodwilly’

e Low moralev’

e Low productivityv’

e Resist to changev’ (Any 1) (2)
UNION:v

e Drain financial lossesv’
e Lose membersv
e Public image suffersv’ (Any 1) (2)

Employer.v’

e Lose profits in short termv’

e Damage to plant and equipment due to standstill/sabotagev’

e Lose market position in larger/longer termv’ (Any 1) (2)
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-10 -

Negotiators:v'

6.4 o

6.5

Lose credibility with top managementv

Timev'v’

Datev'v’

Venue of hearingv'v’

Details of the charge against the employeev'v’

Rights entitled to an employeev' v’ (5 x2)

Poor communicationv'v’

Lack of opennessv' v’

Lack of trust between peoplev'v’

Conflicting resources (competition for resources)v'v'

Personality or style differencesv' v’

Conflicting perceptions or opinionsv' v/

Different personal values, goals and ideologiesv v’
Non-compliance with rules and policiesv' v’
Misunderstandings/poor understandingv'v’

Competition (e.g between firms or between workers)v' v’

Poor leadership/managers failing to be open to their employeesv'v’
Authority issuesv'v'

Distribution of profitsv'v’

Decision-making powersv v’

Statusv'v’

Accountability structuresv' v’ (Any relevant answers 5 x 2)

6.6 Disciplinary interview:
This is a formal discussion between at least one manager or supervisor and an
employee who may be accompanied by a colleague or a trade union to
investigate and deal with an employee’s conduct in a fair manner.v'v/

Disciplinary hearing:
This is a meeting between senior people at a company and a worker who has
done something wrong to judge the case and decide on a sanction.v' v/
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TOTAL SECTION B:
GRAND TOTAL:

(2)

(10)

(10)

(4)
[40]
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