Rhodes University: Support Staff Market Related Remuneration Adjustments

Effective January 2009

This serves to formally communicate the decisions of the Council of the University as regards the support staff market adjustment. It is recognised that this has been a lengthy and time-consuming process. Thank you to staff for its engagement during this process.  The input has been considered and where feasible and in line with the key principles for the adjustment, proposals have been amended.

Key principles that underlie the support staff market adjustment and related proposals:

1. Achievement of greater external equity i.e. better alignment of support staff salaries relative to the Higher Education market;
2. Achievement of greater internal equity i.e. fairness and consistency between collectives of staff and between individual staff; 
3. Implementation of short-term remuneration measures that do not compromise long-term remuneration strategies; and
4. Implementation of short-term remuneration measures that will support long-term institutional sustainability.   

The decisions proposed by management, endorsed by the Remuneration Committee of Council and then approved by Council are believed to be in the best short-term and long-term interests of the staff and institution. Council has also noted that:

1. The principles that underpin the adjustment and related proposals should not be violated. To do so would set a dangerous and unsustainable precedent for the future;

2. This support staff market adjustment will be not be the last given the current external equity;
3. Issues of productivity will have to be tackled; and

4. Addressing external equity must be pursued in the context of affordability and sustainability.

It is hoped that the unions and staff will be able to work collaboratively with management on these issues for the benefit of staff and the institution. 
The specific decisions regarding remuneration are:
1. Date of annual adjustment to shift from October 2009 to January 2010

1.1 Collective to be impacted: Grades 6 and above, given that grades 1 to 5 have already shifted to a January annual adjustment date from January 2008;

1.2 Initial proposal: 12% on the January 2009 (pre any market adjustment) monthly basic salary, to be paid as a once-off amount and not put into basic. The reason for this was to achieve better internal equity;

1.3 Concerns and queries raised:


i. That 12% was too low. This translated into a 4% for the 3 months of October, November and December;

ii. That those retiring at the end of 2009 should be allowed to put the money into their basic to maximise their pensionable salary;
iii. That staff should be allowed to put this into basic if they so choose;
iv. Queries as regards when this will be paid.

1.4 Council’s final decision is as follows:

i. 18% on the January 2009 basic salary will be paid at the time of the rest of the support staff market related adjustments;

ii. Staff may elect to have this as a once-off amount or to be put into basic. If this is done, the total amount (basic plus employer contributions) must not exceed the cash amount. However, putting this into basic is usually not advocated unless the level of remuneration is close to or above the middle of the market and the individual will be retiring in the next year or so. The reason for not advocating this is that if the person’s basic relative to the middle of the market is low, this will be nullified with a future market adjustments; 
iii. Because such a market adjustment will not impact those retiring at the end of 2009, it is recommended that this be put into basic with the total amount (basic plus employer contributions) not exceeding the value of the cash amount.

2. Annual leave
2.1 Collective to be impacted: All support staff

2.2 Initial proposal: All staff to move to 26 days annual leave per annum, Saturdays not to be counted. These 26 days are over and above the usual shut-down period between Christmas and New Year;

2.3 Concerns raised: None
2.4 Council’s final decision is as follows:

i. 26 days annual leave per annum (as per 2.2 above), added to an average of 4 days shut-down per annum is a total of 30 days annual leave per annum;
ii. Saturdays not to be counted;

iii. Effective from 1 July 2009; and

iv. The shut-down period between Christmas and New Year to be extended and the days for this to be taken off the allotment of 30 days annual leave per annum (as per (i) above).
Management invites the unions and staff to make proposals regarding point 2.4(iv) above by the 20th of July 2009. These can be sent to hr@ru.ac.za.
3. Long-leave

3.1 Collective to be impacted: All support staff;
3.2 Initial proposal: All new support staff to not receive long-leave;

3.3 Concerns and queries raised:

i. What will happen if current staff move jobs within the institution? Will they then no longer receive long-leave?
ii. NEHAWU’s concern: Grades 1 to 5 have never received this leave and it should be instituted according to their memorandum which states:  30 days long leave must also be given to support staff grades 1 to 5 who were employed before the new Vice-Chancellor, as per current practice for grades 6 to 8. (NEHAWU has been advised that grades 6 to 8 receive 26 days long leave).
3.4 Council’s final decision is as follows:
i. Council is seeking to remove the internal inequities related to long-leave in the best way possible recognising that:

a. Current contractual obligations to staff have to be honoured;

b. The legacy of grades 1 to 5 not receiving leave in the past is unfortunate;

c. Other Universities have done away with this leave;

d. Extending long leave to those collectives that have not previously received this leave does not satisfy the long-term need to do away with this leave. Rather this must be tackled in other ways; 
ii. All new support staff to not receive long-leave. Effective date: 1st of July 2009;
iii. When current staff move jobs within the institution, this long-leave will fall away. This is regarded as equitable relative to new staff;

iv. To improve internal equity (grade 1 to 5 staff versus other support staff and new support staff relative to other support staff on grades 6 and above etc), the long-leave will be considered in future market remuneration adjustments in the following ways:

a. Those who receive 56 days of long-leave will have their comparative ratio moved by an additional 4%. For example, if a person’s compa ratio on basic cash alone is 72% plus the individual receives 56 days of long-leave, then his/her compa ratio will be 76%;

b. Those who receive 26 days of long-leave will have their comparative ratio moved by an additional 2%. 

c. For further market remuneration adjustments, those with long-leave can elect to discontinue this benefit and have their compa ratio lowered in order to benefit more from the market adjustment. This provides staff with flexibility to keep the leave if they so wish; 
v. Recognising that the grade 1 to 5 collective had not enjoyed long-leave in their employment history at Rhodes, the value of this long-leave will be taken into account in the 2009 market remuneration adjustment for grades 1 to 5. Please see point 4.4 below;
vi. To address NEHAWU’s concerns (3.3 ii above), an amount of R3.3million is to be allocated to address the issue of this collective never receiving this leave before. This amount of R3.3 million is the value of 26 days of long leave (calculated at the total cost of employment i.e. inclusive of benefits) for the entire collective of grades 1 to 5. This is an average of approximately R6500 per person permanently employed. This is to be paid in one lump sum in 2009 and will be subject to taxation. This additional money is available due to increased student numbers this year.
The HR Division will make proposals of exactly how 3.4 (iv) (c) will be operationalised, for example, can staff elect to buy out some of the leave or will be an “all or nothing” scenario.  The unions will be invited to make comment on the HR Division proposals. As already noted in the Support Staffing Committee, the HR Division will also be formalising (and where necessary, revising) its leave practices into a Leave Policy. The unions will be asked to give input into this.
As regards 3.4 (vi), management invites NEHAWU to table proposals on how it believes this money should be allocated. For example, will all staff get the same amount of money? Or will service be considered? The HR Division is very happy to work with NEHAWU in running various scenarios but must note that this must be done and agreed upon before the Wednesday, 15th of July 2009 to allow for implementation in the July payroll.
4. Market related remuneration adjustment
4.1 Collective to be impacted: All support staff
4.2 Initial proposal: 
i. Grades 1 to 8: to move to at least 80% of the middle of the market;
ii. Grades 9 to 16: to move to at least 72% of the middle of the market;

iii. Grades 17+: to move to lat least 64% of the middle of the market;

4.3 Concerns and issues raised:

i. NTESU submitted that: Long service and previous merit increments should be used to differentiate on an individual basis. The implication of this is that some individuals would be less than the shift above while others could be more;
ii. NEHAWU did not support the above proposal arguing that 60% of the R10m put aside for all proposals should be equally divided between grades 1 to 8 and the remainder between grades 9 and above;

4.4 Council’s final decision is as follows:

i. Grades 1 to shift to at least 92%. This basis for this is that the catering staff on grade 1 (see proposal 5 below) will shift to at least the same as grade 1 on normal scales. This already is 88% of the cash paid at the middle of the HE market. Added to this is the 4% for long-leave (as per 3.4 (v)  above);

ii. Grades 2 to shift to at least 86%. On the same basis as above, the bottom of grade 2 is 82% plus the 4% for long-leave;

iii. Grade 3 to 5: 80% plus 4% i.e. 84%. The current RU minimum for these scales is below 80%;
iv. Grades 6 to 8: 80%;
v. Grades 9 to 14: 72%;
vi. Grades 15 and 16 (senior management): 70%;
vii. Grades 17 (top management): 62%;
viii. Grades 18 (Vice-Chancellor): 60%;
ix. Issues of individual differentiation along the lines of long-service and merit increments to remain on the table for future discussions related to long-term remuneration and then transition arrangements.

No extra money is needed to fund this final decision as the increase in the percentage at the grades 1 to 5 will be paid for by lowering the senior management percentage from 72% to 70% and the top management percentages from 64% to 62% and in the case of the VC, to 60%.
5. Catering proposals

5.1 Collective to be impacted: All catering staff
5.2 Initial proposal:
i. To no longer have different catering scales;
ii. To shift the catering as proposed in point 4.2 above but with the following provisos:

a. If catering grade 1s were to put to 80% of the middle of the market, this would be R2735 which is less than other grade 1s are earning which is R3031. To have the catering staff earning less than this R3031 was not seen as desirable. Therefore, in practice, catering grade 1 to move to 88% of the middle of the market for this grade;

b. The same principle applied to grade 2s. Therefore, catering grade 2 moved to 82% of the middle of the market for this grade;

iii. Catering staff will continue to receive food in kind for 2009. In addition, for the 2 months of the year when staff are on leave, they will receive this money. In 2009, the value of this is R307 which will be paid in January 2009 and December 2009. This is only for 2009 or until the issue of disparate work hours are resolved.

iv. Those catering staff in accommodation to receive a housing allowance but be required to pay for accommodation under the following provisos:
a. That with this market adjustment, no individual’s net take home pay will be less;

b. This means that Rhodes will bear the additional accommodation cost that cannot be paid without impacting the individual’s net take home pay;

c. That neither the service bonus nor the annual adjustment for January 2010 will not be used to offset this accommodation cost as described in the points a to b above;

d. The food allowance (as per (iii) above) will be used to offset this;

e. That the next market adjustments will be used to offset this accommodation cost until such time as Rhodes no longer has to cover that which cannot be paid without impacting the individual’s net take home pay.

v. Catering staff on grades 6 and above who do not reside on University premises, will receive a transport allowance, as do staff on grades 1 to 5;

5.3 Concerns and issues raised:
i. That catering staff in accommodation should be allowed to remain on their current contract; and
ii. Points of clarity were needed.
5.4 Council’s final decision is as follows:

i. As for points 5.2 above with one exception;

ii. This exception is that those staff who wish to remain on their current contracts can do so with the following provisos:

a. No market adjustment, person remains on catering scales. January 2010 annual adjustment will apply; 

b. No rental to be paid, accommodation continues to be in-kind, with tax payable on that; 

c. No R307 food value to be paid for 2 months of the year;

d. Staff have until 31 December 2010 to make the shift as per 4 and 5 above. There will however be no back-payment; and

e. Staff must be advised that to not take the offer on the table will be prejudicial to the individual.

6. Risk allowance
6.1 Collective to be impacted: Those support staff whose jobs are in scarce skills areas and who are contributing;
6.2 Initial proposal: Risk allowance to be paid to those staff whose jobs are in scarce skills and who are contributing;
6.3 Concerns and issues raised:

i. Mechanics for this initiative is not known.

6.4 Council’s final decision is as follows:

i. As per 6.2 above;
ii. Mechanisms are in the process of being finalised. NTESU has been asked for input in this regard and are encouraged to reply to the most recent letter (dated 11th of June 2009) of the Director: HR in this regard.

7. Transport allowance for CPU

7.1 Collective to be impacted: CPU staff on grades 6 and above
7.2 Initial proposal: CPU staff who are required to work before 6h00 and after 18h00 to receive a transport allowance. 
7.3 Concerns and issues raised:

i. NEHAWU: This should be the same as for catering.
7.4 Council’s final decision is as follows:

i. The transport allowance must be on a pro-rata basis relative to the catering transport allowance. The catering staff are required to come to work before 6h00 and after 18h00 more often than the CPU staff. The grade 1 to 5 staff and the grade 6 and above staff in CPU should be given the same transport allowance.

Going forward, it is the Council’s view that the principles that underlie the market remuneration adjustments be borne in mind at all times. The unions and staff are encouraged to not only take cognisance of this for future market adjustments but also to convey this in unequivocal terms to their constituency. It must be further noted that moving from one remuneration dispensation to another takes time. This requires patience and ongoing persistence in implementation. Management hopes that the unions and staff will join us on this journey for the benefit of staff and the institution. 
Please note that the communication of Council’s final decisions is as follows:

1. Meetings with the unions on Friday, 26th of June 2009;

2. Communication to staff in two Vice-Chancellor’s forums on Thursday, 2nd of July 2009, one in English and one in isi-Xhosa. 
Throughout this process, management has regarded it as key that presentations are made directly to staff on these issues.
Written on behalf of the University Council

Sarah Fischer

DIRECTOR: HUMAN RESOURCES
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