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6. SALARY DETERMINATION METHODS  

6.1  DISTINCTION BETWEEN PIECEMEAL AND TIME-RELATED SALARY  

       DETERMINATION 

PIECEMEAL TIME-RELATED 

 Workers are paid according to the number 
of items/ units produced /action 
performed. 

 Workers are paid for the amount of time 
they spend at work/on a task. 

 Workers are not remunerated for the 
number of hours worked, regardless of 
how long it takes them to make the items 

 Workers with the same 
experience/qualifications are paid on 
salary scales regardless of the amount 
of work done. 

 Mostly used in factories particularly in the 
textile/technology industries. 

 Many private and public sector 
businesses use this method 

 

6.2  LINK BETWEEN SALARY DETERMINATION AND THE BCEA 

 The BCEA sets out conditions that ensure fair labour and human resources 
practices. 

 According to the BCEA, businesses may use different remuneration methods to pay 
their employees. 

 Payment of salaries should be based on whether the employee is permanent or 
employed on a fixed contract. 

 Businesses are supposed to deduct income tax (PAYE) from the employees' taxable 
salaries. 

 BCEA outlines legalities, such as the employment contract, which may affect salary 
determination. 

 
6.3  FRINGE BENEFITS 

Examples of fringe benefits in the workplace  

 Medical Aid Fund/Health Insurance Fund 

 Pension Fund 

 Provident Fund 

 Funeral benefits 

 Car/Travel/Housing/Cell phone/Clothing allowance 

 Performance based incentives 

 Issuing of bonus shares 

 Staff discount/Free or low cost meal/Canteen facilities 
 

BENEFITS REQUIRED BY THE LAW 
Unemployment Insurance Fund (UIF) 

 The fund offers short-term financial assistance to workers when they become 

unemployed or are unable to work due to illness, maternity or adoption leave.  

 The fund also assists the dependants of a contributing worker who has died. 

 Employers must pay unemployment insurance contributions of 2% of the value of 

each worker’s salary per month.  

 The employer and the worker each contribute 1%. 

 Contributions are paid to the Unemployment Insurance Fund (UIF) or the South 

African Revenue Services (SARS). 
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IMPACT OF FRINGE BENEFITS ON BUSINESSES 
Positives/Advantages 

 Attractive fringe benefit packages may result in higher employee retention/reduces 
employee turnover. 

 Attracts qualified/skilled/experienced employees who may positively contribute 
towards the business goals/objectives. 

 Improves productivity\ resulting in higher profitability.  

 It increases employee satisfaction/loyalty as they may be willing to go the extra mile. 

 Businesses save money as benefits are tax deductible. 

 Fringe benefits can be used as leverage for salary negotiations.  
 

AND/OR 
Negatives/Disadvantages 

 Businesses who cannot offer fringe benefits fail to attract skilled workers. 

 Businesses who offer employees different benefit plans may create resentment to 

those who receive less benefit resulting in lower productivity. 

 It can create conflict/lead to corruption if allocated unfairly. 

 Fringe benefits are additional costs that may result in cash flow problems. 

 Decreases business profits, as incentive/package/remuneration costs are higher. 

 Administrative costs increase as benefits need to be correctly recorded for tax 
purposes 

 Workers only stay with the business for fringe benefits, and may not be 
committed/loyal to the tasks/business 

 Businesses have to pay advisors/attorneys to help them create benefit plans that 
comply with legislation.  

 Errors in benefit plans may lead to costly lawsuits/regulatory fines. 

 
7. IMPLICATIONS OF ACTS ON THE HUMAN RESOURCES FUNCTION 

 
7.1       Implications of the Labour Relations Act on the Human Resources Function 

 Workers cannot be easily dismissed as bargaining council/Commission 

for Conciliation, Mediation and Arbitration (CCMA) processes need to be followed. 

 Provides a framework for bilateral meetings where employees, trade unions and 
employers discuss matters relating to employment. 

 The human resource manager should allow workers to form workplace forums/trade 
unions to promote the interests of all employees. 

 Promotes orderly negotiations and employee participation in decision making in the 
workplace. 

 Protects the rights of employees/employers as outlined in the Constitution. 

 Advances economic development/social justice/labour peace. 

 Promotes resolution of labour disputes. 

 Clarify the transfer of contracts of employment/If a business is transferred to  
another owner then the employee contracts are also transferred. 

 Provides for unresolved disputes to be referred to Labour Courts/Labour Appeal 
Courts. 
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7.2 Implications of the Employment Equity Act on the Human Resources function 

 The human resources manager must promote/provide equal opportunities in the 
workplace. 

 Ensure that affirmative action promotes diversity in the workplace. 

 Compile employment equity plans that indicate how they will implement  
affirmative action. 

 Assign a manager to ensure that the employment equity plan will be implemented/ 
regularly monitored. 

 Display a summary of the Act where employees can clearly see it/have access to it. 

 Report to the Department of Labour on the progress in the implementation of the  
equity plan. 

 Conduct medical/psychological tests fairly to employees/when deemed necessary. 

 Equal pay for work of equal value. 

 Ensure that the workplace represents the demographics of the country at all  
levels. 

 Define the appointment process clearly to ensure all parties are well informed. 

 Restructure/Analyse current employment policies/practices/procedures to 
accommodate designated groups. 

 Retrain/Develop/Train designated groups through skills development programmes.  
 

7.3 Implication of the Skills Development Act (SDA) on the Human Resources 

function 

 The human resources manager should interpret the aims and requirements of the 
SDA and adapt workplace skills training programmes accordingly. 

 Identify the training needs of the employees and provide them with training 
opportunities so that they will perform their tasks efficiently. 

 Use the National Qualification Framework/NQF to assess the skills levels of 
employees. 

 Interpret/Implement the aims/requirements of the framework for the National Skills 
Development Strategy. 

 Assist managers in identifying skills/training needs√ to help them to introduce 
learnerships. 

 Contribute 1% of their salary bill to the Skills Development Levy/SDL. 

 Ensure training in the workplace is formalised /structured. 

 Appoint a full/part time consultant as a Skills Development Facilitator. 
 

7.4 Implications of the Basic Conditions of Employment Act (BCEA) on the Human 

      Resources function 

 Workers should only work 9 hours per day in a 5 day work week./8 hours per day in a 
6 day work week./Overtime should not exceed 10 hours per week. 

 They must have a break of 60 minutes after five hours of work 

 Workers can take up to six weeks paid sick leave during a 36-month cycle 

 Businesses should not employ children under the age of 16. 

 Workers must receive double payment if they work during public holidays/Sunday  
 


