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1) The unintended risks of Covid-19 changes 

 
Author: Jonathan Aitken 
 
The last thirty days have been manic for many employers as they try to work through the implications of the Covid-19 
lockdown (and future scenarios) on their businesses. The Department of Labour has frantically tried to react to the 
release of the Temporary Employment Relief Scheme with multiple changes published and employers have tried to 
keep pace and work out exactly what is needed. 
 
Unfortunately, as we all know, South Africa has a complex employment environment and many convoluted 
interactions between different pieces of legislation. The implementation of a short-term relief measure and the drastic 
changes pushed upon us by the lockdown have led to a number of unintended and unforeseen consequences. 
 
In this reporter we try to look at some of these very relevant issues. This includes looking at the new risks faced by 
employers: 
 

• Either because they have paid lip service to compliance in the past; or  
• Have entered transactions/schemes with third parties with serious potential liabilities in the event of the third 

party getting into difficulty (which is where we are now); or 
• Due to differences in opinion on employers’ obligations between employers themselves and those 

representing employees - which are likely to make these relationships increasingly difficult over the coming 
months 

We wish all employers the very best of luck through the coming months. It will be a roller coaster no doubt. We are 
here to assist you so please feel free to reach out on info@hrtorque.co.za. 
 
 

2) After lockdown – what are the scenarios? 

 
Author: Jonathan Aitken 
 
In March and through the first half of April most employers worked on the principle that the lockdown would be 
temporary and they could hopefully go back to business almost as normal in late April/May. With the extension of the 
lockdown there is an increasing realization this will not be the case and employers are trying to make sense of what 
their businesses might look like over the next few months. 
 
“Hope for the best, but plan for the worst” 
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In trying to look at future scenarios the best we can do is look at what is being speculated on in the press and post-
lockdown scenarios being practiced globally as the best indicator of the future. In this context we should note the 
following: 
 

1) Various authorities (including the DA) have suggested various scenarios on how the lockdown restrictions might 
be eased including inter alia: 

a. An Eskom like load shedding schedule where different communities are allowed out on different 
days/times; 

b. A one week on and one week off situation where one is under lockdown for one week and then 
allowed to get out for one week; 

c. A male/female split where men are allowed out one day and women the next; 
d. A continued lockdown for the more vulnerable (elderly and those with existing conditions); 
e. A progressive relaxation of the lockdown whilst restricting larger gatherings;  

2) Wuhan implemented a relaxation of their lockdown (after 76 days) and allowed travel outside of the region 
albeit with some restrictions still in place. While there have been some fears of renewed infections these have 
not yet shown in any WHO figures; 

3) Austria started re-opening non-essential stores in mid-April: 
a. Firstly, stores of less than 400m2; 
b. Then shops, malls and hairdressers; 
c. Restaurants and hotels would be only opened later; 
d. Restrictions include one shopper per 20 square meters and everyone required to wear masks in stores 

and on public transport; 
4) New Zealand’s proposals include allowing fast foods and takeaways, plus forestry and construction to open 

first  
5) In Germany some of the lifted restrictions include: 

a. Stores no larger than 8,600 square feet (800m2) allowed to open, but customers are required to 
maintain a safe distance; 

b. Car dealerships, bicycle shops and bookstores have been allowed to resume business, regardless of 
size; 

So, looking at the above, while there is uncertainty over timing, it would appear the following can be learnt: 
 

• Small premises are likely to open sooner than larger premises and it is likely some restriction on footfall will 
remain in place (meaning footfall numbers will remain lower); 

• Establishments are likely to be required to maintain separation and provide PPE (masks) is clients and/or 
employees - this should be planned for; 

• Travel, restaurants (excl. takeaways) and hotels will probably be the last to open up; 

Uncertainty will remain and this will likely dampen consumer demand and corporate investment. Plans should be made 
for lower turnover across the board with businesses “right-sizing” to match their industries.  
 
Some other things to consider though would include: 
 

• Where it is anticipated supply-chains have de-stocked then there may be a re-stocking impact which may 
obscure real demand levels in the short term; 

• Supply chain restrictions and changes will open opportunities for increased local supply, but will come at an 
increased cost for consumers; 

• Reduced demand will put many businesses at risk and it is expected there will be casualties. Those that remain 
should find themselves in a stronger position when things recover;  

 
 
 

 
3) Domestic Workers – post the Covid-19 lockdown 

 
Author: Jonathan Aitken 
 
Editor’s note: Should you need any assistance with any of the above including becoming UIF compliant, helping your 
employee to apply for UIF, following the right procedure or for HRTorQue to run your domestic payroll to make sure you 
are compliant then please feel free to contact us. 
 
There are estimated to be one million domestic workers in South Africa. Often these workers are in turn the only income 
earners in their families. While some employers have continued to pay their domestic workers during the lockdown, 
there appear to be instances where domestic workers’ services have been terminated immediately prior to the 
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lockdown. In  addition, when the lockdown ends it is anticipated many domestic workers will not be able to return to 
their jobs either because employers are concerned about increased covid-19 risk to their families or because the 
employers themselves are no longer being paid and are unable to afford their domestic worker anymore. 
 
In this article we look at the various aspects of this very serious issue. 
 
Moral considerations 
 
The government has urged that employers try to pay their employees where they can. It is important to note that 
despite rhetoric in the press and from unions, there has been no legislation passed requiring specific action. Existing 
legislation remains in place and therefore employers have the right to consider the options below and can choose if 
they wish to pay employees even where no work is performed. We hope where you can afford it that you continue to 
support your domestic workers. 
 
Options for the employer 
 
The following are the main legal options being actioned by employers during this difficult period: 
 

1. Requesting employees use their annual leave and when this is finished going on to unpaid leave. Under the 
BCEA Section 20 (10) unless there is a specific agreement to the contrary, the employer may tell the employee 
when to take annual leave. Then on the no work no pay principle unpaid leave can be applied where the 
employee is not performing any work and their annual leave is used up. The employer may choose to let the 
employee go into negative annual leave should they wish to. 

2. Moving the employee on to short time on the basis they are unable to work when away from their place of 
work. This will reduce the cost to the employer for the period of the short time. 

3. Mutually agreeing to reduce the employee’s pay. Note, the minimum wage regulations apply so the 
remuneration for hours worked cannot reduce below the R15.57 per hour legislated as the minimum wage 
from the 1 March 2020 

4. If the employer can no longer afford their domestic worker then the employee can be retrenched provided 
the correct process and payments are made (see below). 

 
Reliefs available to the employee 
 
Assuming the domestic worker is either not being paid because they are on unpaid leave or are on short time, the 
employee can apply to claim the following reliefs. Note they can only claim these if the employer is registered for UIF 
with the Department of Labour and in good standing (up to date with submissions and payments). 
 
1) National Disaster Benefit 

This would be claimed when the employee will not be receiving any money at all from the employer during the 
lockdown. The employee will receive a flat rate equal to minimum wage of R3,500 for the duration of the shutdown or 
for a maximum of 3 months whichever is shortest. 
 
2) Reduced Work Time Benefit 

This would be claimed when the employee will be receiving a reduced wage/salary as a result of the lockdown. The 
benefit received is the difference between what the employers pays and normal UIF benefits payable. This benefit will 
be dependent on the number of credits the employee has accrued with UIF. 
 
3) Illness benefit 

If the employee contracts covid-19 and is sick and unable to work (or self-isolating as a result) then the employee can 
claim illness benefits under UIF. 
 
4) Other business reliefs 

Unfortunately, it is not likely that a domestic worker will be considered as performing a trade and the other reliefs 
available to fund employees including the TERS scheme are unlikely to be available to domestic worker employers 
and employees. 
 
Compensation Fund Payments for Domestic Workers 
 
Despite a constitutional court ruling recently that domestic workers should be entitled to benefits from the 
Compensation Fund for illness arising from their employment the legislation has not been passed to enable this. 
Domestic workers are therefore currently not practically able to receive compensation from the Compensation Fund. 
 
Termination of services 
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Under Sectoral Determination 7 and the BCEA, domestic workers are entitled to the same considerations as any other 
worker. This means you cannot arbitrarily terminate their services. Your options are most likely: 
 

1) Termination based on performance (this will be only be possible if this process was started prior to the lockdown 
allowing the employee a fair chance to improve their performance); 

2) A mutual separation agreement – payment for entering a mutual termination. The conditions and 
consequences must be clearly discussed and understood by the employee including that they will not be able 
to claim UIF as this is seen as a voluntary agreement; 

3) Termination of services based on retrenchment i.e. the role is no longer available. Where you intend 
retrenching your employee you need to follow this process: 
 

• Notify your employee of your contemplating retrenchment and advising of various options you have 
considered to try and avoid retrenchment; 

• Give them opportunity to consider your alternatives and present any other alternatives that may assist 
in avoiding retrenchment 

• Show that you as the employer have properly considered any representations and alternatives and 
provide feedback on whether they are valid or not; 

• Assuming not valid, issue a notice of termination; 
• On termination pay out any remaining annual leave plus the appropriate notice pay plus any 

retrenchment/severance pay: 
•  Notice Pay (you can ask the employee to work the notice period) (sectoral determination 

7) 
(a)  0 to 6 months service = 1 week 
(b) 6 months or more = 4 weeks 

• Severance/retrenchment Pay = 1 week per completed years’ service 

 
 

 
4) Don’t forget risk benefits and medical aid contributions 

 
Author: Jonathan Aitken 
 
In a situation where employers have been forced to implement changes to their salary structures to manage their cash 
flow it is important that they consider whether they are still going to contribute to risk benefits and make medical aid 
contributions (employer or employee).  
 
Consider these scenarios: 
 

• John Smith Ltd has applied for TERS scheme benefits as they cannot afford to pay employees. When they 
receive the benefits from UIF they pay them directly to employees. Usually the company contributes 5% of 
remuneration to a provident fund which includes a contribution for disability and death. In addition, they 
usually contribute to the employee’s medical aid scheme as a deduction from the employee’s salary. During 
April they don’t make either the risk contributions or the medical aid contribution. One of their employees gets 
ill which leads to serious complications. Their medical aid refuses to cover them because their premium wasn’t 
paid and their insurance company won’t pay out their disability claim for the same reason. They sue John 
Smith Ltd. 

• Adventurous Ltd don’t have medical aid, but they do have a provident fund and are planning to top up pay 
to employees by a little bit in addition to TERS funding. To save money they do pay risk benefits but don’t 
contribute to the provident fund. They don’t communicate with employees nor the provident fund. The 
employee claims for disability and finds out their risk salary has been reduced because their salary was 
substantially meaning the insurer is only prepared to pay out a much lower amount. They sue Adventurous Ltd. 

 
Please think through the consequences of decisions made in haste. Employers need to consider their contractual 
obligations to employees and their contractual obligations with third parties. Communication with all parties is also 
critical. 
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5) Hens coming home to roost – historic non-compliance 

 
Author: Jonathan Aitken 
 
A key part of our business is compliance. As one would expect, compliance has not always been a crucial element of 
some employers’ strategies; and over the years we have lost clients to cheaper alternatives where compliance is less 
of a focus. 
 
In the last month we have seen so many examples of employers coming to us asking for help with TERS scheme 
applications where they are either not registered for UIF or haven’t submitted a monthly declaration file for years. 
 
While registration may be simple, the task of getting them compliant so they can claim on behalf of their employees 
becomes an expensive and time-consuming process. At a time when they can’t afford it. 
 
The net result, they cannot claim for TERS relief and their employees lose out and cannot understand why… 
 
Adding insult to injury some of these non-compliant employers cannot understand why they shouldn’t be allowed to 
claim even though over time they haven’t made one cent contribution to the UIF Fund… 
 
On the plus side we expect UIF registrations to rocket with several small employers having to do it to get reliefs and, in 
the process, falling into the Department of Labour’s net for the future – assuming they can survive this period of course. 
We hope so for their sake. 
 
 

6) What do YES, labour brokers and ETI schemes have in common? 

 
Author: Jonathan Aitken 
 
On the face of it these various schemes have little in common: 
 

• The Youth Employment Scheme (YES) was introduced to encourage youth employment by allowing 
companies to sponsor employment in other entities and in return gain a new level for BBEEE; 

• Employment Tax Incentive (ETI) was introduced originally as a short-term measure to encourage youth 
employment by offering a rebate to employers. It was then extended. Some employers have entered schemes 
with third parties to engage employers and claim this incentive. It is these types of schemes which we consider 
in this article; 

• The labour broking industry is well established in South Africa. Labour brokers engage employees to provide 
labour to a third party. The labour broker acts as employer and maintains compliance (pays all taxes). Recent 
legislation changes deem the relationship with the end client to be one of employment after three months; 

In all three of the above schemes, the company has entered a relationship with a third party. In all three there is an 
element of employment. 
 
In normal circumstances the relationship works well. However, with recent events the third party is under pressure and 
it is in these circumstances that cracks appear in the relationship. We have already seen examples of this: 
 

• We have seen an example where the third party usually providing the funding for the YES initiative is unable 
to do so this month placing the obligation on the employer to fund and potentially meet any subsequent 
obligations for severance and notice pay. The contract between the two parties does cater for this, but leaves 
the employer in the position of having to make a claim against the funder (who may not have adequate 
funds to meet this claim);  

• In a recent example an employer had entered an ETI scheme and had been successfully claiming ETI for 
employees without covering their full cost. The claims had created an employment relationship and opens 
the employer up to meeting the full obligations and cost of each employee particularly where the third party 
is unable to meet its commitments; 

• Labour broking employees won’t be paid during the lockdown and labour brokers are likely to find themselves 
under liquidity pressure. Assuming the labour broker is unable to meet their obligations it is further likely 
employees will try bring a claim against the end client. The end client will be unable to recover any losses from 
the labour broker; 

We would urge employers to look at all their third-party arrangements to try and manage any risk from the third party 
entering financial difficulty. 
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7) Beware the deterioration of the employer and employee relationship 

 
Author: Jonathan Aitken 
 
There is an increasingly concerning trend amongst employee organisations inferring employers are legislatively 
required to do several things including inter alia: 

• Pay their employees in full during the lockdown;  
• Employers cannot force employees to take annual leave;  
• The TERS scheme amendments oblige employers to apply for the relief for employees 

These assertions are all incorrect legislatively.  

Our concern is not that bad advice is being given. There seems to be plenty of misinformation and bad advice going 
around. 

Our concern is more that this means we are, as employers and employees, in for a whole lot of pain in the coming 
months. It is never easy going through a recession and downturns and mass restructurings, but if the trust is not there in 
the first place this is likely to be a very adversarial period. Be warned, this will not be fun for anyone.  

Please though make sure you follow the correct procedure and consult, communicate and keep a record! If you need 
advice or support though any employee restructuring, please contact us on info@hrtorque.co.za . 

 
8) TERS Scheme applications – make sure payroll agrees to the submission  

 

Author: Jonathan Aitken 

With all the back and forth and changes to the TERS scheme process employers would be forgiven for making a mistake 
or two. Unfortunately, mistakes could lead to the application being rejected.  

Some of the areas we expect mistakes likely to arise include: 

• Employers submit a TERS application including a submission for the pay expected to be made to employees 
during the lockdown. However, they fail to check that their TERS submission ties to their payroll. A s a result their 
monthly submission to the Department of Labour (DoL) doesn’t tie up causing the DoL to reject (or delay) their 
application; 

• Employers decide to advance money to their employees and not wait for the UIF benefits. However, the 
employer treats this incorrectly as remuneration in the payroll resulting in their monthly submission to the 
Department of Labour showing different remuneration to their TERS submission. Net impact, the rejection of 
their TERS claim; 

For help with your TERS scheme application feel free to contact us. 

 
 

9) TERS funding – how to treat in payroll, deductions, maintenance and garnishees 

 
Author: Jonathan Aitken 
 
The benefit received from the Department of Labour by an employer under the TERS scheme is a UIF benefit and in 
the ordinary course would be paid directly to the employee. It is therefore clearly not remuneration and not taxable. 
 
Deductions form the TERS Benefit: 
 
However, less clear is whether the employer can deduct the usual payroll deductions from the benefits received before 
paying them to employees: 
 

mailto:info@hrtorque.co.za
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• Provident fund, medical aid, risk benefits and union deductions. There are two schools of thought on this and 
obviously no clear case law. However, we are of the view that an employer can deduct these from the UIF 
benefit to the extent they are contractually entitled to. We would however recommend that employers where 
possible communicate and get written agreement from the employee.  

• Garnishees/maintenance – while the Magistrates Act does refer to emoluments and where there is no 
remuneration or emoluments there is an argument that the garnishees/maintenance should not be paid, legal 
advice is that the garnishee/maintenance is a court order to the employer and any changes or no payment 
should only be in situations where the employer is no longer the employer or the court has given a ruling that 
the Emolument Attachment Order (EAO) is not payable. We would therefore recommend that where an 
employer doesn’t wish to pay the EAO that application should be made to the court. 

Treatment in Payroll: 
 
As discussed above, where the benefit is received by the employer and paid to the employee it should be treated as 
a UIF benefit and not remuneration. 
 
Where an employer has decided to pre-fund the TERS benefit (in anticipation of receiving this from the DoL later) we 
would recommend the payment is treated as a TERS advance (and not remuneration). In the following period when 
the UIF benefit has been received this can be treated as a repayment of the advance. In the event the UIF benefit 
received is greater than the advance then the excess should be paid to the employee with no further consequences. 
If the benefit is less, then any excess not recovered from the employee will need to be re-classified as taxable 
remuneration.  
 
 
 
 

10) SAFT Funding paid to employees – taxable or not taxable? 

 
Author: Dave Beattie 
  
The Covid-19 pandemic is certainly a world event that will go down in history as having an unprecedented impact on 
world economies, businesses at all levels and the fabric of society in general. The financial impact of the pandemic in 
South Africa could not have come at a worse time. The economy is struggling due to a growth rate of less than 1%, 
high unemployment levels, poor tax revenue collection levels and a currency that is taking a hammering on the world 
stage. We as South Africans are a hardy bunch though and in times of hardship we see people from all walks of life 
come together to contribute to relief initiatives. We see this with feeding initiatives and care for the vulnerable sectors 
of our society. At a corporate level we have seen big business pull together to create funding initiatives to assist SMMEs 
with operational funding. One of these initiatives is the South African Future Trust (SAFT), established by Nicky and 
Jonathan Oppenheimer. This fund makes funds available to South African businesses impacted by the coronavirus 
from 3 April 2020. 
 
The main aim of the SAFT is to mitigate the immediate economic impact of the Covid-19 crisis by keeping companies 
in business and protecting jobs, in order to fast track South Africa’s economic recovery after this pandemic. The trust 
will extend direct financial support to employees of South African Small, Medium and Micro-sized businesses who are 
at risk of losing their jobs or will suffer a loss of income because of Covid-19. 
 
SMMEs need to apply through one of the four major banks (ABSA, Standard, Nedbank and FNB). To qualify for such 
loan funding SMMEs will need to meet the following criteria: 
 

• Annual turnover below R25 million 
• Must have been trading for at least 24 months 
• It must have been a sustainable business at 29 February 2020 
• It must have been adversely affected by the Covid-19 outbreak 

Once approved the funding will be distributed via SAFT, and will be paid out directly to the businesses employees as 
interest-free loans:    
 

• Employees themselves will not be liable to pay the money back, but the company will be  
• There is no minimum monthly payment requirement; the loan only needs to be repaid at the end of the period 
• There will be no interest payable for a five-year (60 month) period, and the loan is subordinated to other pre-

existing loan agreements 
• Should the business be unable to repay the loan, SAFT will work closely with them to ensure that repayment 

plans are in place, which are sustainable for their business  
  
 It is suggested that any payments made by SAFT to the employees will be tax-free. Employees will receive R 750 a week 

for 15 weeks. 
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Whilst the applicable literature states that the weekly payments will not be taxable, there are a number of issues to 
look at before you can safely come to that conclusion. These include: 
 

• Is the loan granted due to the employer / employee relationship and therefore potentially subject to fringe 
benefit implications? 

• Is the loan effectively ‘remuneration’ as defined in the Income Tax Act?  
• Would the fact that the company receives this loan interest-free for at least 60 months impact on tax 

considerations? 
• Would the weekly payments be regarded as a ‘benefit’ and therefore tax-free as per the legislation that 

exempts UIF benefits?  

We would therefore encourage employers to look carefully at these payments and how they put them through payroll.  
 
As mentioned earlier we are in unique times and legislation is very rarely drafted to cater for all eventualities. We are, 
however, on a daily basis seeing more and more information made available on such matters. We will continue to 
liaise with the Payroll Authors Group of South Africa and SARS regarding developments on such issues and will publish 
any important information in this regard on this forum, as and when it becomes available. 
 
 
 

11) Working from home – tips 

 
Author: Meagan Cesare 
  
Extended lockdowns have resulted in Employers having to scramble to provide an on-line working environment for 
employees. 
 
Many companies may have never ventured down the Working From Home (WFH) route if the Covid-19 pandemic had 
not forced them to take action, for most it was a question of “sink or swim”. Those that rose to the challenge will no 
doubt have managed to position themselves more favourably in the market place.  A combination of adaptability 
and availability will make these businesses more accessible to their customers and promise some form of continuity in 
a potentially stressful long-term working environment.   
 
It must be remembered WFH is nothing new and has been around for a while with many Companies having embraced 
the concept and accepted the challenges in a changing work environment. The advent of fast and reliable 
connectivity being available in every day homes has proved to be a game-changer and is no longer considered a 
luxury but rather a necessity. 
 
Challenges of WFH 
 
For the working partnership between employer and employee to be successful there are practical issues we need to 
be thinking about. Be brutally realistic with what you can achieve.  Setting goals for a perfect eight-hour, work-
structured day will not always happen, particularly where there are distractions such as small children needing 
assistance with home schooling, a boisterous dog or the necessary demands of household chores to keep homes 
running smoothly.   
 
Yes, you may achieve the eight hours, maybe not in one or two tranches, but over the day.  Start by setting goals and 
planning around meetings or task deadlines and be ruthlessly efficient with managing your diary, capture all work, 
meetings and deliverables in detail (there are no colleagues close at hand to remind you) and then realistically include 
the other essentials.  Parents can share the load and work out a roster for child-care and chores. Time can be made 
up later in the evening when the young ones are asleep. 
 
Keep focused during the work week, keep the time for work related items and let the weekend be the time for major 
household chores or fun activities. 
 

1. Create your workspace 

 
This is essential for sanity in any WFH environment. Younger employees who may not necessarily have the distraction 
of children, have all agreed that it becomes important to define work as opposed to home activities.  It makes for a 
boring existence if these activities all drift into each other as they are conducted in the same space. A tiny area will 
do, even if you have to screen it in some way, this is the area where there are different norms, where you drink coffee 
not wine and where you take business calls from people that you need to impress, where income generation is the 
order of the day and company duties are attended to. 
   
For those able to have comfortable chairs and desks, space to spread files out and necessary equipment at hand, 
enjoy the benefits! Many employees may not have this luxury. Be innovative with your designated area so that it feels 
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special and different to you. There is no excuse to be boring and you need to look forward to going to the office! There 
should be buy-in from fellow house mates, even if you set up an imaginary door, make them knock and ask if it’s 
convenient to disturb you, demand respect for your office and its function. 
 

2. Maintain a routine 

 
The experts all tell us, establish a routine. Whatever works for you, we are all different and there are certain triggers that 
assist us to be more efficient in a working environment.  It may be sitting in a particular space or at a specific desk or 
having certain objects close at hand. Perhaps it’s the morning routine of showering, having coffee and breakfast and 
checking the clock for the start to your workday; identify what your zone is.  Many employees have mentioned that 
they ideally would like to maintain an unchanged routine to that of their normal day; in the new work zone this may 
not always be feasible as you juggle third party and home related issues. 
 

3. Be presentable  

 
In our widely connected workspace with Team Chats and Zoom, meetings or appointments can happen quickly and 
sometimes without notice, don’t be that person caught unshaven and in their track suit.  Will anyone really care, maybe 
not, but they will remember it.  Dress properly, be well groomed and ready for anything, you never know when 
opportunity comes knocking.  If you are still in your pyjamas at ten in the morning it reflects in your voice and attitude.  
 

4. Communicate efficiently  

 
Out of sight, out of mind should not apply, stay in touch with colleagues and clients alike.  If your team leader or 
manager is not hearing from you or about you, they are more likely to assume that nothing is happening; this makes 
for an uneasy working relationship and your silence sends its own message.  It has been found that a morning or even 
daily check-in as a team is valuable for keeping morale high and focus keen. Make sure that all members of the team 
are given an opportunity to provide detail in their own words.  Keep abreast, keep in touch and stay connected.  
During the lockdown period it is especially important that customers and clients are contacted and know you are 
available to them, business is going to become tough, be up for the fight!  Work environments will change and develop, 
as a Company you want to be remembered and be the first point of call.   
 

5. Establish trust  

 
A difficult element to introduce into the WFH plan between managers and co-workers, if you are working as expected, 
for a full shift over a day, staying in touch and engaged in expected tasks and projects and doing it well and all the 
time, you will build integrity. If you normally worked some overtime to get things done or started early in the morning, 
keep the habit, it saves employers time and energy having to constantly check in on you.  The key rule for the WFH 
formula is to get information to your manager, before they know they need it.  We are living through an extraordinary 
moment in history; many people in South Africa have no income and are living in poverty. Guard employment as a 
precious commodity and do more than is needed on all levels, small sacrifices will be remembered and appreciated.  
There is nothing more important than your integrity; if you are trusted it speaks volumes. 
 

6. Wellness 

 
We are human beings and there is a lot in our make-up that needs to be thought about to ensure overall wellness. 
Work adds to stresses that need to be managed, but work doesn’t change the need to be aware of our overall health.  
We need to be intelligent and proactive about both our mental and physical health at all times, but especially during 
a forced lockdown. Be actively engaged in ensuring that you attend to both of these very important aspects of our 
lives.  
 

7. Socialising 

 
Socialising brings joy to our living even if we have to do it in a virtual space in the short-term. Explore and build 
interaction amongst colleagues, we all need it and in a work environment there are special bonds that are created 
by being involved in similar situations and having similar experiences.  
 
Many Companies will find that this lockdown time may open up new ways of working with their employees, particularly 
if they find that WFH is successful. Employers will need to engage with their HR Departments and HR Providers to ensure 
that policy changes are made to accommodate a different working environment.  It is not always plain sailing and 
people generally bring their own challenges so be prepared for checks and balances to ensure that there is 
understanding by employees of expectations.  Similarly, we should be engaging with organisations that have already 
been doing it well and finding out what they have learnt.   
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We must not be afraid of seeking new avenues of work which may develop as a result of the change, whilst the old 
ones become increasingly irrelevant, now more than ever adaptability must be the new norm. 
 
 
 
 
Head Office (Durban) 
Phone: 031 564 1155  •  Email: info@hrtorque.co.za  •  Website: www.hrtorque.co.za Address: 163 Umhlanga Rocks 
Drive, Durban North, KwaZulu-Natal 
 
Johannesburg Office 
Ground Floor, West Wing, 6 Kikuyu Road, Sunninghill, 2191 
 
Cape Town Office 
Ground Floor, Liesbeek House, River Park, Gloucester Road, Mowbray, Cape Town, 7700 
 
Bloemfontein Office 
62 Kellner Street, Westdene, Bloemfontein 
 
East London 
24 Pearce & Tecoma Street, Berea, East London 
 
Port Elizabeth 
280 Cape Road, Newton Park, Port Elizabeth 
 
Polokwane 
125 Marshall Street, Polokwane 
 
Nelspruit 
Promenade Centre, First Floor, Suite 11 A, Nelspruit 
 
 

 


