
Protocol for Academic Staff to  
continue their Employment Relationship  
with Rhodes University post retirement 

 
1. Background 
A current academic staff member due to retire may wish to continue the relationship with Rhodes 
University under the following conditions: 
1.1 By offering of a fixed term contract for a limited period on the understanding that the 

person will no longer remain a contributing member of the Provident or Pension Fund; 
1.2 By formal appointment to an Honorary appointment (subject to approval by Senate and 

Council) with access to office space, computers, laboratories and equipment subject to 
availability and approval of the relevant Head of Department/Institute. In addition, access 
to the library, sport and other general facilities and IT services may be granted. Approval to 
such honorary appointments is via an application made to the Academic Planning and 
Staffing Committee;  

1.3 By agreement with the Deputy Vice-Chancellor: Research and Development (in 
consultation with the HoD) as regards access to research funds in order to continue to 
contribute to the research of the University. In this case, written application should be 
made to the DVC. The Protocol for research-based contracts should be consulted for 
further details; 

1.4 By agreement with the Head of Department to contribute to specialized limited areas of 
teaching, supervision or consultancy within the department, in return for honoraria for 
such services; and 

1.5 By being granted permission to continue to use limited library, sporting and computer 
facilities. 

 
To assist with the identification of such staff, at the beginning of each year, the HR Division will 
provide the Deans and HoDs with updated lists of academic staff who will be reach retirement age 
within the next three years. The Deans in discussion with the HoDs will look at how best to meet 
staffing requirements due to expected retirement vacancies. One option may be to approach a 
retiring academic to have a new limited employment contract in order to extend their relationship 
with Rhodes University (subject to conditions outlined in 4 below). Should this be seen as a viable 
option, the decision to approach the individual will be based on the principles outlined in point 2 
below. 
 
2. Principles for the Offering of a fixed term Employment Contract 
It is usual for a department and the University to seek to fill a vacancy created by the retirement 
with a new individual. However, a decision may be taken to offer a fixed term contract, post 
retirement, to a retiring academic. Such a decision would be based on the specific dynamics of the 
relevant department and in particular on its staff profile, its academic thrust and future plans and 
related to these, its needs such as:  
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2.1 Academic leadership:   
2.1.1 The involvement of the academic concerned in the academic leadership (not 

necessarily the headship) of the department and the implications of that person 
leaving; and 

2.1.2 The distribution of levels of staff in the department such that the loss of this person 
would be problematic in terms of the numbers of staff at the level vacated, 
particularly given any prospects of personal promotion of staff within the 
department and/or the ease of filling the post at this level of appointment; 

 
2.2 Needs of department:  A department may feel the need to employ someone with a 

different knowledge base and expertise to the academic concerned, for example to reflect 
trends and curriculum changes within the discipline; 

 
2.3 Ease of replacement:  The scarcity of people within the field of the academic concerned 

and/or where the unique skills and/or experience of the individual are critical to 
achievement of the operational or strategic objections of the department; 

 
2.4 Research contribution: The current research profile of the academic and the benefits to be 

gained from the person’s continued involvement; and 
 
2.5 Staffing profile in the department: The need to address employment equity concerns, and 

to minimise the dangers associated with an aging profile of staff.  
 
The length of any new employment contract will also be determined by these factors. The 
maximum period of any such contract shall be twelve months. The granting of any further post-
retirement fixed term contract shall be at the discretion of the university and shall be subject to 
the process outlined in this protocol.  
 
It must be recognised that while every effort will be made to apply the above principles 
consistently, decisions across departments will inevitably differ due to their particular dynamics 
and needs. 
  
While the extension of a current employment contract may solve a short-term staffing problem 
(e.g. difficulty in finding replacement staff), the HoD, together with the Dean and Director of 
Human Resources, is expected to also seek to address such problems in the long-term.  
 
3. Process for the Extension of the Employment Contract  
Where an academic member of staff wishes to extend their current employment contract: 
 
3.1 A formal letter of application should be written by the academic, via the Head of 

Department, to the Dean of the Faculty (note that the academic may have been invited to 
apply in terms of point 1 above). It should be noted that there is no obligation on the part 
of the Department, Dean or University to support such an application; 

 
3.2 The Dean of the Faculty should consult with the Head of Department based on the 

principles outlined in point 2 above. The Dean may also choose to consult with other staff 
in the department; 

 
3.3 The Dean should discuss the matter with the HR Director before a final recommendation is 

made;  
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3.4 The recommendation will be considered and a decision taken by the Vice-Chancellor. The 
decision taken will be reported to Senate, and 

 
3.5 Where the individual retiring is the Director of an Institute, such an application can usually 

only be considered after the formal review of the Institute has taken place. On occasion, 
the Director may be offered a post retirement fixed term contract where the review is still 
taking place and the University is not in a position to recruit a new Director. 

 
4.       Conditions associated with the Employment Contract  
Where an academic gets a new fixed term post retirement contract of employment, the following 
conditions will apply: 
 
4.1 The individual will formally retire and a new contract of employment will be issued; 
 
4.2 Since this is a new contract, there can be no expectation on the part of the employee that 

previous remuneration, benefits or conditions of service will apply specifically: 
 

4.2.1 The person shall not belong to a retirement fund; 
4.2.2 The University will not make any contribution to the person’s medical aid in terms of this 

contract; 
4.2.3 There will be no accrual of academic leave; 
4.2.4 There will no accrual of annual leave.  
 
4.3 The individual will not be eligible to occupy the Dean’s position;  
 
4.4 The individual will usually not have HoD responsibilities unless there is a severe staffing 

crisis or where the filling of the role of Acting HoD might permit the current HoD to go on 
overdue academic leave;  

 
4.5 The individual’s participation in University structures such as Faculty and Senate will be 

subject to the nature of the responsibilities of the fixed term contract; and 
 

4.6 In the case of staff being awarded an Honorary title of Emeritus Professor or Emeritus 
Associate Professor  upon retirement, this title will not be used while an employment 
relationship exist between Rhodes University and the individual.  
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