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Learner Guide Information 

The purpose of this Learner Guide is to provide learners with the necessary knowledge and provide 

a comprehensive overview relating to the following skills program or unit standard: APPLY THE 

PRINCIPLES OF EMPLOYMENT EQUITY TO ORGANISATIONAL TRANSFORMATION, which has been 

developed for the qualification: ……………………………………. This Learner Guide is to improve the 

skills and knowledge of learners, and thus enabling them to effectively and efficiently complete 

specific tasks. Learners are to attend training workshops/sessions according to SAQA requirements 

as well as specified by their organization. These workshops/sessions are presented and conducted 

by a qualified facilitator. 

 

Outcomes 

The qualifying learner is capable of:  

✓ See employment equity (EE)as a positive development for an organization 

✓ Recognize that employment equity can favorably influence the business strategy 

✓ Discuss the EEA in terms of the history of the country 

✓ Recognize that the EEA is an integral part of the HRD strategy 

✓ Enhance organizational awareness of the importance of employment equity 

✓ Explain various concepts and principles relating to Organizational Transformation and 

Change Management (OT&CM) 

Assessment Criteria 

The assessment process involves collecting and interpreting evidence about the learner’s ability 

to perform a task, which will be achieved through a combination of formative and summative 

assessments. In this guide there may be assessments in the form of activities, assignments, tasks or 

projects, as well as workplace practical tasks. The learner is to perform these tasks and provide 

required and authentic evidence in their portfolio of evidence. 

To qualify and receive credits towards the learning programmed or unit standard, a registered 

assessor and moderator will conduct an evaluation and assessment of the learner’s portfolio of 

evidence and competency. 

 

Learner Responsibility 

The responsibility of learning rest with the learner, so: 

• Be proactive and ask questions, 

• Seek assistance and help from your facilitators, if required. 
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Learning Unit1 

US:116927, NQF Level5 Worth 10 Credits 

APPLY THE PRINCIPLES OF EMPLOYMENT EQUITY TO 

ORGANISATIONAL TRANSFORMATION 

Unit Standard 

Purpose 

A person credited with this Unit Standard is able to demonstrate an 

understanding of the theory of transformation, the role of 

organizational change in South Africa, and the Employment Equity 

Act (EEA) and how these impact on each other.  

 

In particular, on completion of this Unit Standard, the learner is able 

to:  

See employment equity (EE)as a positive development for an 

organization 

Recognize that employment equity can favorably influence the 

business strategy 

Discuss the EEA in terms of the history of the country 

Recognize that the EEA is an integral part of the HRD strategy 

Enhance organizational awareness of the importance of 

employment equity 

Explain various concepts and principles relating to 

Organizational Transformation and Change Management 

(OT&CM) 

Learning 

Assumed to be in 

Place 

Learners should be competent in:  

• Computer Literacy at NQF Level 3 

• Mathematical Literacy at NQF Level 4 

• Communication at NQF Level 4 
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Session 1 

SO 1 

List (comprehensively) the key elements of the Employment Equity 

legislation. 

Learning 

Outcomes 

(Assessment 

Criteria) 

✓ The key elements of Employment Equity legislation are listed in a report 

and presented to interested parties using appropriate media.  

✓ An analysis is provided of the extent to which these elements feature in 

the Employment Equity plan of a large organisation. 

The Employment Equity Act.  

 

The purpose of the Employment Equity Act, no 55 of 1998 is to achieve equity in the workplace by 

promoting equal opportunity and fair treatment in employment through elimination of unfair 

discrimination and implementing affirmative action measures to redress the disadvantages in 

employment experienced by designated groups, in order to ensure equitable representation in 

all occupational categories and levels in the workforce.  

Applies to all employers and workers and protects workers and job seekers from unfair 

discrimination, and also provides a framework for implementing affirmative action. 

Application 

The Employment Equity Act applies to all employers, workers and job applicants, but not members 

of the – 

o National Defence Force; 

o National Intelligence Agency; and 

o South African Secret Service. 

The provisions for affirmative action apply to – 

o employers with 50 or more workers, or whose annual income is more than the amount 

specified in Schedule 4 of the Act; 

o municipalities; 

o organs of State; 

o employers ordered to comply by a bargaining council agreement; 

o any employers who volunteer to comply. 

 Key Elements of the new Employment Equity Act and Regulations 

  Employment Equity Act: 

The new Act contains nine key elements as outlined below: 
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1. Coverage 

• A total of 350 private sector employers and Crown corporations will continue to be 

covered by the Act. These employers operate in federally-regulated industries such as banking, 

communications and interprovincial and international transportation. 

• Under the Act, coverage is extended immediately to all federal departments and 

agencies for which Treasury Board is the employer, and to all "separate employers" with 100 or 

more employee. The RCMP and the Canadian Forces will be covered upon order of the Governor-

in-Council following the development of regulations adapting provisions of the Act and 

Regulations to ensure operational effectiveness.  

 

2. Designated Group Members 

• Four groups continue to be designated: women, aboriginal peoples, members of visible 

minorities, and persons with disabilities. The principle of self-identification has been 

reaffirmed and definitions of the groups have been put in the legislation itself (instead of 

the Regulations). 

  

3. Employer Obligations 

• Clarifies existing employer obligations to implement employment equity without imposing 

overly onerous new obligations. 

• Establishes the same core requirements for public and private sector employers for 

developing and implementing employment equity plans and programs. 

• Clarifies that implementing employment equity does not require quotas, measures that 

cause undue hardship for an employer, the creation of new positions, the hiring or 

promotion of unqualified individuals, or hiring and promotion without regard for the merit 

principle in the public sector. 

4. Bargaining Agents/Employee Representatives 

Clarifies the existing consultation requirement by requiring employers to invite employee 

representatives and bargaining agents to provide their views on communications with employers 

and on the preparation, implementation and revision of the employment equity plan. 

Establishes a new obligation for employers and bargaining agents to collaborate on the 

employment equity plan while clarifying that this requirement does not constitute management. 
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Provides that seniority rights, priorities and workforce reduction measures are not to be considered 

employment barriers under the Act. However, where such provisions may have an adverse impact 

on designated group members, requires consultation between employer and employee 

representatives to find ways to minimize any such impact. 

Benefits of Employment Equity 

Organizations which have established and implemented Employment Equity programs are 

already seeing benefits, such as: 

• ability to effect organizational change in a competitive environment; 

• means to attract and keep the best qualified employees 

• efficient use of a better trained work force; 

• access to a broader base of skills; 

• enhanced employee morale; and 

• Improved corporate image in the community. 
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Session 2 

SO 2 

Present an understanding of the link between employment equity and the 

business strategy. 

Learning 

Outcomes 

(Assessment 

Criteria) 

✓ The business strategy of a company is explained using its key features as 

explanation.  

✓ The link between the business and Employment Equity strategies is 

determined and a report written on the degree of agreement between 

them.  

✓ Proposals of how the integration of the two can be improved are tabled 

with examples.  

✓ The value of greater integration towards profitability is outlined with 

examples. 

 

 

The business strategy of a company is explained using its key features as explanation.  

What is the business strategy? 

A business strategy is the means by which it sets out to achieve its desired ends (objectives). It can 

simply be described as a long-term business planning. Typically, a business strategy will cover a 

period of about 3-5 years (sometimes even longer). 

A business strategy is concerned with major resource issues e.g. raising the finance to build a new 

factory or plant. Strategies are also concerned with deciding on what products to allocate major 

resources to - for example when Coca-Cola launched Pooh Roo Juice in this country. 

Strategies are concerned with the scope of a business' activities i.e. what and where they 

produce. For example, BIC's scope is focused on three main product areas - lighters, pens, and 

razors, and they have developed super factories in key geographical locations to produce these 

items. 

Two main categories of strategies can be identified: 

1. Generic (general) strategies, and 

2. Competitive strategies. 
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The main types of generic strategies that organisations can pursue are: 

1. Growth i.e. the expansion of the company to purchase new assets, including new businesses, 

and to develop new products. The Inland Revenue has expanded from being just a tax collector, 

to other functions such as collecting student loan repayments and paying tax credits. 

2. Internationalisation/globalisation i.e. moving operations into more and more countries. For 

example, companies like Gillette, Coca-Cola, Kellogg's, and Cadbury Schweppes are major 

multinationals with operations across the globe. 

3. Retrenchment involves cutting back to focus on your best lines. The Americans refer to this as 

'sticking to the knitting' - i.e. concentrating on what you do best. 

Competitive advantage 

Competitive strategies are also important. Competitive strategies are concerned with doing 

things better than rivals. To be competitive a firm shouldn't just copy the ideas of rivals. They should 

seek to out compete rivals. There are two main ways of being competitive. 

1. By selling goods at lower prices than rivals. This is possible when a firm is the market leader and 

benefits from economies of scale. 

2. By differentiating your product from those of rivals - which enables you to charge a higher price 

if desired. 

The airline industry is divided into two main segments. At one end of the market are the premium 

price category firms such as British Airways that concentrate on differentiation. They offer better 

service to passengers, more legroom, inflight entertainment, and more individualised attention. At 

the other end of the market the emphasis is on being the low-cost producer and is exemplified by 

'no frills' airlines such as Ryanair. Ryanair focuses on short haul destinations and keeping its planes 

in the air as frequently as possible in a 24-hour period. 

Economies of scale - The advantages that large firms have from producing large volumes of 

output enabling them to spread their costs over more units of output. 

Differentiation - Making a product different from rival offerings e.g. through packaging and 

labelling, customer care, additional extra features, etc. 

The link between the business and Employment Equity strategies is determined and a report written 

on the degree of agreement between them.  
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What Is a Business Strategy? 

The future is not detached from the present. If you want make an accurate guess of where your 

business will end a few years down the road, all you need to do is answer this simple question: How 

Do You Define your Business Strategy? 

If your business strategy isn’t clearly defined, that you will find impossible to develop and achieve 

growth, while also failing to meet your personal goals as an entrepreneur and business leader. 

The Way to Succeed in a Business 

There are a dozen ways to achieve success in business, but at the core is the fact that you should 

be realistic, both about what you can achieve with your existing resources and what opportunities 

the market has to offer.  It starts with the realization that it is simply not possible to be all things to 

all people.  And while being the market leader is an aim that all business should work towards, 

that is not the only way to achieve long-term success. 

The key is to focus on your strengths, curb the weaknesses, and find a way to leverage these 

strengths to oust competitors.  And this is where your business strategy helps you out. 

 Marketing 

What Is a Business Strategy?  

 

The future is not detached from the present. If you want make an accurate guess of where your 

business will end a few years down the road, all you need to do is answer this simple question: How 

Do You Define your Business Strategy? 

If your business strategy isn’t clearly defined, that you will find impossible to develop and achieve 

growth, while also failing to meet your personal goals as an entrepreneur and business leader. 

The Way to Succeed in a Business 

There are a dozen ways to achieve success in business, but at the core is the fact that you should 

be realistic, both about what you can achieve with your existing resources and what opportunities 

the market has to offer.  It starts with the realization that it is simply not possible to be all things to 

all people.  And while being the market leader is an aim that all business should work towards, 

that is not the only way to achieve long-term success. 
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The key is to focus on your strengths, curb the weaknesses, and find a way to leverage these 

strengths to oust competitors.  And this is where your business strategy helps you out. 

Specifically, business strategy defines what needs to be done to meet business goals, which also 

mean that it helps you make sound decisions related to hiring (and firing) and resource 

allocation.  And while all departments need to work independently and innovatively, a business 

strategy ensures that that there is no conflict between what each department is doing with the 

overall direction of the organization. 

In short, your business strategy is a summary of how your business plans to achieve its goals and 

improves and sustains it position in the industry.  This can be a short single page full of bullet points 

or a complete booklet that defines the purpose of the business, its strengths, target market, and 

product line-up. 

The Need for Business Strategy 

In almost every case, it is ideal to retain customers than to constantly chase new ones. And this is 

one major area where business strategy is extremely necessary.  In the absence of a 

sound business plan, you will find it hard to generate customer loyalty. Businesses that have no 

specific guidelines on how to cater to existing customers risk alienating the later, and a competitor 

can easily snatch them out of your hand just by emphasizing on customer service. 

So, what you need to do is develop a robust system of follow-up where calls are made and emails 

are sent to repeat customers not only to ensure that their products are operating properly, but 

also to let them know that your business cares for them. And depending on your line of your 

business, you can also send greeting card and gifts to repeat clients on occasions like Christmas. 

Another place in which a business strategy comes in handy is resource allocation, as mentioned 

in the opening. Your business, no matter how big, will always have limited resources on hand, 

which necessities the need of efficient management so that these resources can be used with 

maximum efficacy. A sound business plan helps you weave together resources like employees, 

brand value, clientele, trademarks, and supply partners etc, to achieve a competitive advantage 

and also create products and promotion that speaks directly to your target market. 

If resources are not managed efficiently, then the business is likely to lose both revenue and 

customers in the long run. 

Thirdly, business expansion is also a goal which cannot be achieved without strategy. If your 

expansion goals are laid out in great detail, then it will help team leaders and executives to 
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explore opportunities outside of your standard business practice to facilitate company expansion. 

You will be able to set aside budget and hire appropriate people for market research that can 

not only collect and collate data, but also analyse trends to help you spot untapped niches. 

The How-to of Business Strategy 

Now that you know what a business strategy is and why it is so important, let us now go over some 

pointers on how to deal with this essential process in the best possible manner. 

Be Critical 

It is all too natural to assume that you have created the best strategy for your business. However, 

today’s economic climate doesn’t allow you to relish on these mistaken notions of perfection.  Just 

see how the business landscape has changed in the last 10 years or so due to the onslaught of 

social media and hand-held devices. If you were in before the age of Web 2.0, then you are living 

in the past. Any start-up of this era can give you a run for your money. 

So, even if you are running a family business for the last 3 generations, never let go off your critical 

mindset. Question all assumptions and always encourage brainstorming. 

Focus on Results 

This follows from the previous point. When you set goals for your business, and strategies to achieve 

these goals, also have a realistic time frame in which you can expect outcome. If nothing 

materializes, then you need to go back to point 1, i.e. question your assumptions and brainstorm 

for new ideas. 

This is the trial and error mindset that should drive your business. When you learn to take corrective 

action at the right moment, you are keeping yourself from amassing serious business issues in the 

long run, such as hiring the wrong kind of people to run your business. 

Take Action! 

Finally, and most importantly, maintain a healthy balance between planning and action. While 

business strategy is necessary, but when you sit down to plan every point in needless detail, you 

are just wasting your resources. Your goals and strategies are not holy writ. They are not divine 

injunctions that you need to follow or else! 
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Never paralyze yourself by over planning. When you are operating in a competitive environment, 

every second counts. So, learn to make decisions and implement them. If they work, well and 

good, and if not, then you should revamp your business strategy. 
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Session 3 

SO 3 

Determine whether the appropriate relationships exist between 

Employment Equity and factors impacting on it 

Learning 

Outcomes 

(Assessment 

Criteria) 

✓ A list of the factors that impact on Employment Equity is provided in 

writing, with examples of the role they play.  

✓ An analysis is provided of what constitutes appropriate relationships 

between these factors and Employment Equity, with examples. 

 

Determine whether the appropriate relationships exist between Employment Equity and factors 

impacting on it. 

The Employment Equity Amendment Act (EEAA) took effect on 1 August 2014 and the question 

on most people's lips is: How will this affect employers? Any decent lawyer will tell you that it all 

depends! If your employment policies and practices are in order and are regularly audited to 

ensure these don't unfairly discriminate, the EEAA will have very little effect on your business. 

However, employers with more dated policies and practices may be on the receiving end of 

claims made by employees who seek solace in terms of the EEAA. 

The Employment Equity Act (EEA) seeks to: 

▪ Promote equality in the workplace, 

▪ Eliminate unfair discrimination, and 

▪ Ensure the implementation of affirmative action measures to redress employment 

disadvantages experienced by designated groups. 

How? 

The EEA now contains a new provision that outlaws differences in employment conditions that are 

based on any of the prohibited grounds of discrimination where the employees involved perform 

the same work or work of the same value. The grounds of discrimination contained in section 6(1) 

of the EEA now also includes "...any arbitrary ground". 

Equal pay for equal work provisions are nothing new 

In the United Kingdom, a whole cottage industry has blossomed to deal with the complex disputes 

arising from the above-mentioned type of unfair discrimination claims. Employers rely on experts 

who can evaluate and compare the relative worth of different positions, such as: 
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▪ Justify why a secretary with 20 years' service should not be paid the same as another with 

five years' service but with better qualifications, and 

▪ Quantify the range of remunerations and benefits that are applicable to a number of 

employees working in the same job category. 

It appears likely that our jurisdiction will follow suit. 

Employers don't need to pay all equal-level staff the same salary 

The employer's ability to differentiate on employment conditions - notably salary and other 

contractual benefits - are not encumbered by the EEAA. However, employers must be able to 

prove that the differentiation falls in the grounds provided in Item 7 of the new regulations 

published in terms of the EEA on 1 August 2014. Let me explain by way of example: 

An employer will still be able to pay one personal assistant more than another based on 

differences in: 

▪ Experience, 

▪ Qualifications, 

▪ Job performance, 

▪ Competence, and/or 

▪ Scarcity of skills. 

While employers should ensure that their employment and remuneration practices are free from 

arbitrary discrimination, this does not mean that employers are now prevented from: 

▪ Rewarding employees for performance, 

▪ Recognising long service, or 

▪ Paying a premium for scarce skills. 

Arbitrary preferential treatment will more likely come under scrutiny and face sanction. Employers 

are urged to consider the regulations when assessing if work is of equal value (item 6) and those 

factors justifying differentiation in terms and conditions of employment (item 7). 

Employees can now refer sexual harassment disputes to the CCMA 

This type of discrimination need not be adjudicated by the Labour Court anymore. This should 

relieve some pressure from the Labour Court roll and allow these disputes to be resolved more 

efficiently. Employees will be affected by this in two ways: 

▪ They may benefit from the less formal process at the CCMA and feel more at ease in 

representing themselves in such disputes, and 
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▪ Employees earning less than the earnings threshold may now refer other discrimination 

disputes to the CCMA for arbitration. Those earning above the threshold must still obtain 

the employer's consent to have the dispute resolved through arbitration at the CCMA 

instead of adjudication by the Labour Court. 

The EEAA ushered in increases in the penalties payable due to non-compliance 

Interestingly, this sees some of the penalties following the structure of penalties created in the 

Competitions Act where the penalty amount for non-compliance is based on a percentage of 

annual turnover. This should get the attention of delinquent companies who were willing to pay 

the notional penalties under the EEA until 31 July 2014 instead of complying with the provisions. 

Greater compliance with the EEA and its provisions should be encouraged and any step taken to 

achieve this deserves special mention. Hopefully this will give those employers on the periphery 

the motivation they need to join the road to compliance. 

The EEAA has received its fair share of negative press in the period leading up to its 

implementation. On the whole, though, the amendments appear to be reasonable and aimed 

at streamlining dispute resolution, clarifying or extending the scope of unfair discrimination and 

focusing attention on the effects of non-compliance. It is in our national interest that this important 

piece of legislation operates effectively and commands compliance. The amendments to the 

EEA can assist us in effectively managing this critical aspect of workplace law in our country. 

 

A list of the factors that impact on Employment Equity is provided in writing, with examples of the 

role they play.  

Who is affected by the Employment Equity Act? 

All employers, workers and job applicants (except for members of the National Defence Force, 

National Intelligence Agency and South African Secret Service). Affirmative action provisions 

apply to employers who employ 50 or more staff members or whose annual turnover is more than 

that set down in Schedule 4 of the Act (the figures vary according to the type of industry). 

How do employers go about achieving employment equity? 

Employers must draw up an employment equity plan, setting out the steps they intend taking to 

achieve employment equity, over the next one to five years. To do this, they need to analyse their 

workforce profile as well as their employment practices and policies. 
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In drawing up the plan they must consult with unions and employees to get agreement around it. 

Employers need to report their equity plans regularly to the Department of Labour, which monitors 

implementation. 

What has to be included in the plan? 

Employment equity plans must show: 

• objectives for every year; 

• affirmative action measures that will be implemented; 

• where black people, women and people with disabilities are not represented: 

o numerical goals to reach this; 

o timetables; and 

o strategies. 

• timetables for annual objectives; 

• the duration of the plan (not shorter than a year or longer than 5 years); 

• procedures that will be used to monitor and evaluate the implementation of the plan; 

• ways to solve disputes about the plan; and 

• People responsible for implementing the plan. 

The Department of Labour recommends this is achieved in three phases: preparation (assign 

responsibility, set up consultative forum, analysis of employment practices and environment, draw 

up workforce profile); implementation (proactive steps to improve the company's diversity profile); 

and monitoring. 

• Employment equity helpline – 0860 101 018 

• The Department of Labour has a series of basic guides to help you through this process. 

Do I have to submit reports? 

The Department of Labour is responsible for monitoring and evaluating the implementation of 

affirmative action. To do this, it needs to receive regular reports from companies on their progress. 

Regular reporting to the department is a legal requirement. 
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Session 4 

SO 4 

Identify non-compliance with employment equity strategy and purpose. 

Learning 

Outcomes 

(Assessment 

Criteria) 

✓ The labour Practices of an organization are examined to determine the 

degree of compliance and non-compliance with legislation and a 

report written for management.  

✓ A proposal for improvement of compliance is communicated to the 

Employment Equity Committee in the appropriate format.  

✓ A proposal is presented on how the employer and employee awareness 

of Employment Equity can be improved in an organization with 

examples of what action can be taken. 

 

Definition of "unfair labour practice" 

The NLRB has the authority to investigate and remedy unfair labour practices, which are defined 

in Section 8 of the Act. In broad terms, the NLRB makes it unlawful for an employer to: 

• interfere with two or more employees acting in concert to protect rights provided for in the 

Act, whether or not a union exists 

• to dominate or interfere with the formation or administration of a labour organization 

• to discriminate against an employee from engaging in concerted or union activities or 

refraining from them 

• to discriminate against an employee for filing charges with the NLRB or taking part in any NLRB 

proceedings 

• to refuse to bargain with the union that is the lawful representative of its employees 

 

 

The Act similarly bars unions from: 

• restraining or coercing employees in the exercise of their rights or an employer in the 

choice of its bargaining representative 

• causing an employer to discriminate against an employee 

• refusing to bargain with the employer of the employees it represents 

• engaging in certain types of secondary boycotts 

• requiring excessive dues 

• engaging in featherbedding (requiring an employer to pay for unneeded workers) 
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• picketing for recognition for more than thirty days without petitioning for an election 

• entering into "hot cargo" agreements (refusing to handle goods from an anti-union 

employer) 

• striking or picketing a health care establishment without giving the required notice 

Applying this general language to the real world requires, in the words of Supreme 

Court Justice Felix Frankfurter, "distinctions more nice than obvious". The substantive law applied 

by the NLRB is described elsewhere under specific headings devoted to particular topics. 

Not every unfair act amounts to an unfair labour practice; as an example, failing to pay an 

individual worker overtime pay for hours worked in excess of forty hours in a week might be a 

violation of the Fair Labour Standards Act, but it is unlikely to amount to an unfair labour practice 

as well. Similarly, a violation of a collective bargaining agreement, standing alone, may not 

constitute an unfair labour practice unless the employer has not only violated the contract but 

repudiated all or part of it. 

EXAMPLES OF UNFAIR LABOR PRACTICES  

The National Labour Relations Board provides the following examples of ULPs by unions: 

• Mass picketing in such numbers that no striking employees are physically barred from entering 

the plant; 

• Acts of force or violence on the picket line, or in connection with a strike; 

• Threats to do bodily injury to no striking employees; 

• Threats to employees that they will lose their jobs unless they support the union’s activities; 

• Statement to employees who oppose the union that the employees will lose their jobs if the 

union wins a majority in the plant; 

• Entering into an agreement with an employer that recognizes the union as exclusive 

bargaining representative when it has not been chosen by a majority of the employees; 

• Fining or expelling members for crossing a picket line that is unlawful under the Act or that 

violates a no- strike agreement; 

• Fining employees for crossing a picket line after they resigned from the union; 

• Fining or expelling members for filing unfair labour practice charges with the Board or for 

participating in an investigation conducted by the Board; 

• Refusing to process a grievance in retaliation against an employee’s criticism of union officers; 

• Maintaining a seniority arrangement with an employer under which seniority is based on the 

employee’s prior representation by the union elsewhere; 
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• Rejecting an application for referral to a job in a unit represented by the union based on the 

applicant’s race or union activities; 

• Causing an employer to discharge employees because they circulated a petition urging a 

change in the union’s method of selecting shop stewards; 

• Causing an employer to discharge employees because they made speeches against a 

contract proposed by the union; 

• Making a contract that requires an employer to hire only members of the union or employees 

“satisfactory” to the union; 

• Causing an employer to reduce employees’ seniority because they engaged in antiunion 

acts; 

• Refusing referral or giving preference on the basis of race or union activities in making job 

referrals to units represented by the union, and; 

• Seeking the discharge of an employee under a union-security agreement for failure to pay a 

fine levied by the union. 

 

 

 


