	PLEASE READ THIS FIRST
	SECTION A: EMPLOYER DETAILS & INSTRUCTIONS

	PURPOSE OF THIS FORM

This form enables employers to comply with Section 21 of the Employment Equity Act 55 of 1998.

This form contains the format for employment equity reporting by employers to the Department of Labour. Both small employers (i.e. employers employing fewer than 150 employees) and large employers (i.e. employers employing 150 or more employees) are required to use this form.  

Those employers who are not designated, but wish to voluntarily comply, must also use this reporting form. 

Although all sections of this form apply to large employers, small employers are not required to complete Section F of the form. 

WHO SHOULD COMPLETE THIS FORM?

All designated employers that have to submit a report in terms of the Employment Equity Act, 55 of 1998.  Employers who wish to voluntarily comply with the reporting requirements of the Act are also required to complete this form.

WHEN SHOULD EMPLOYERS REPORT?

· Large employers must submit their first report within six months of being designated, and thereafter annually on the first working day of October; and small employers must submit their first report within twelve months of being designated, and thereafter on the first working day of October of every year that ends with an even number.

ESSENTIAL REQUIREMENTS

Large employers, i.e. employers with 150 and more employees, must complete the entire EEA2 reporting form. Small employers, i.e. employers with fewer than 150 employees, must only complete areas of the EEA2 form that apply to them.

Guidance to overcome difficulties in order to complete the form properly must be obtained from the Department prior to completing and submitting the report.

SEND TO:

Employment Equity Registry

The Department of Labour

Private Bag X117

Pretoria 0001

Online reporting: www.labour.gov.za
Helpline: 0860101018


	Trade name

	Rhodes University

	
	DTI registration name
	

	
	DTI registration number
	

	
	PAYE/SARS number
	L 160 705 820

	
	UIF reference number
	105 715/8

	
	EE reference number
	Not supplied in any correspondence from DoL

	
	Seta classification
	ETDP

	
	Industry/Sector
	ETDP

	
	Telephone number
	046-603 8113

	
	Fax number
	046-603 8003

	
	Email address
	s.fischer@ru.ac.za

	
	Postal address
	P.O.Box 94

	
	
	Grahamstown

	
	Postal code
	6140

	
	City/Town
	Grahamstown

	
	Province
	Eastern Cape

	
	Physical  address
	Lucas Avenue

	
	
	Grahamstown

	
	Postal code
	6140

	
	City/Town
	Grahamstown

	
	Province
	Eastern Cape

	
	Details of CEO at the time of submitting this report

	
	Name and surname 
	Dr Saleem Badat

	
	Telephone number
	046 603 8148

	
	Fax number
	046 622 8444

	
	Email address
	vc@ru.ac.za

	
	Details of Employment Equity Senior Manager at the time of submitting this report

	
	Name and Surname
	Mrs Sarah Fischer 

	
	Telephone number
	046 603 8113

	
	Fax number
	046 603 8003

	
	Email address
	s.fischer@ru.ac.za

	
	Business type

	
	 Private Sector 
 National Government 

 Local Government 

 Non-profit Organization
	 Parastatal

 Provincial Government
XXX Educational Institution

	
	Information about the organization at the time of submitting this report

	
	Number of employees in the organization
	 0 to 49 
 50 to 149
 XXXX150 or more

	
	Is your organization an organ of State?
	 Yes XXX No

	
	Is your organisation part of a group / holding company?  
If yes, please provide the name.
	 Yes  XXXNo

________________________________________



	
	Date of submitting this report
	__________30/09/2009_______


Please indicate below the period the report covers (in the case of large employers the preceding twelve months and for small employers twenty-four months, except for first time reporting where the period may be shorter):


From (date):
_01____/_09_______/ 2008__________
To (date):
_31____/_08______/ 2009________

DD / MM / YYYY



DD / MM / YYYY
Please indicate below the duration of your current employment equity plan:

From (date):
_01____/_06______/ 2009_________
To (date):
_31____/__12_____/_2013_______

DD / MM / YYYY 



DD / MM / YYYY
	Please read this first

	a. The method of reporting should remain for the period of the plan, and must be consistent from reporting period to reporting period. 
b. Employers must refrain from leaving blank spaces or using a dash (-) when referring to the value “0” (Zero) or the word “No”.   All relevant areas of the form must be fully and accurately completed by employers. Designated employers who fail to observe this provision will be deemed not to have reported.  

c. “Temporary employees” mean workers who are employed to work for three consecutive months or less.
d. The Numerical goal is the workforce profile the employer projects to achieve at the end of the employer’s current employment equity plan (EE Plan). The numerical goals of the employer must be the same for the entire duration of the EE Plan.
e. The Numerical target is the workforce profile the employer projects to achieve by the end of the next reporting period. 
f. Large employers, i.e. employers with 150 and more employees, must complete the entire EEA2 reporting form. Small employers, i.e. employers with fewer than 150 employees, must only complete areas of the EEA2 form that apply to them. Areas that only apply to small employers shall be made available by the Department of Labour in a separate form as well.  
g. The alphabets “A”, “C”, “I”, W”, “M” and “F” used in the tables have the following corresponding meanings and must be interpreted as “Africans”, “Coloureds”, “Indians”, “Whites”, “Males” and “Females” respectively.



SECTION B: WORKFORCE PROFILE AND CORE & SUPPORT FUNCTIONS

1. WORKFORCE PROFILE

1.1 Please report the total number of employees (including employees with disabilities) in each of the following occupational levels: Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	2
	1
	1
	13
	0
	0
	0
	9
	0
	0
	26

	Senior management
	3
	1
	0
	18
	2
	0
	0
	7
	0
	0
	31

	Professionally qualified and experienced specialists and mid-management
	24
	3
	8
	165
	22
	11
	8
	129
	19
	8
	397

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	15
	14
	2
	40
	7
	2
	1
	30
	4
	2
	117

	Semi-skilled and discretionary decision making
	39
	29
	1
	19
	104
	40
	2
	139
	0
	0
	373

	Unskilled and defined decision making
	209
	26
	0
	0
	179
	5
	0
	0
	0
	0
	419

	TOTAL PERMANENT
	292
	74
	12
	255
	314
	58
	11
	314
	23
	10
	1363



	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	292
	74
	12
	255
	314
	58
	11
	314
	23
	10
	1363



1.2 Please report the total number of employees with disabilities only in each of the following occupational levels: Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Professionally qualified and experienced specialists and mid-management
	0
	0
	0
	2
	0
	0
	0
	2
	0
	0
	4

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Semi-skilled and discretionary decision making
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Unskilled and defined decision making
	2
	0
	0
	0
	1
	0
	0
	0
	0
	0
	3

	TOTAL PERMANENT
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	2
	
	0
	2
	1
	0
	0
	2
	0
	0
	7


Rhodes commentary: 

1. People with impairments are those who satisfy all the following criteria:

1.1 Long-term or recurring: the impairment has lasted or is likely to persist for at least twelve months including progressive conditions at such time as the condition becomes substantially limiting

1.2 Where the impairment is physical (including sensory such as hearing or sight impairments) and/or mental (a clinically recognised condition or illness that affects a person’s thought processes, judgement or emotions)

1.3 The impairment is substantially limiting and cannot be addressed through medical treatment or other means to limit the adverse effects and where in the absence of reasonable accommodation, the person would either be totally unable to do a job or would be significantly limited in doing the job.

2. Core Operation Functions and Support Functions by Occupational Level

	A job could either be a Core operation function or a Support function.  Core operation Function positions are those that directly relate to the core business of an organization and may lead to revenue generation e.g. sales production, etc.  Support Function positions provide infrastructure and other enabling conditions for revenue generation e.g. human resources corporate services etc.  


1.1 Please indicate the total number of employees (including people with disabilities), that are involved in Core Operation Function positions at each level in your organization only. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
Rhodes University commentary: At Rhodes University and for the purposes of this report, “Core” is defined as those directly involved in the core business of the institution, namely teaching and research.

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	1
	0
	5
	0
	0
	0
	1
	0
	0
	7

	Senior management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Professionally qualified and experienced specialists and mid-management
	16
	3
	7
	163
	14
	9
	7
	106
	18
	8
	351

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Semi-skilled and discretionary decision making
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Unskilled and defined decision making
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	TOTAL PERMANENT
	16
	4
	7
	168
	14
	9
	7
	107
	18
	8
	358

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	16
	4
	7
	168
	14
	9
	7
	107
	18
	8
	358


2.2 Please indicate the total number of employees (including people with disabilities), that are involved in Support Function positions at each level in your organization. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	2
	0
	1
	8
	0
	0
	0
	8
	0
	0
	19

	Senior management
	3
	1
	0
	18
	2
	0
	0
	7
	0
	0
	31

	Professionally qualified and experienced specialists and mid-management
	8
	0
	1
	2
	8
	2
	1
	23
	1
	0
	46

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	15
	14
	2
	40
	7
	2
	1
	30
	4
	2
	117

	Semi-skilled and discretionary decision making
	39
	29
	1
	19
	104
	40
	2
	139
	0
	0
	373

	Unskilled and defined decision making
	209
	26
	0
	0
	179
	5
	0
	0
	0
	0
	419

	TOTAL PERMANENT
	276
	70
	5
	87
	300
	49
	4
	207
	5
	2
	1005

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	276
	70
	5
	87
	300
	49
	4
	207
	5
	2
	1005


SECTION C: WORKFORCE MOVEMENT

3.Recruitment

3.1 Please report the total number of new recruits, including people with disabilities. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	1
	0
	0
	2
	0
	0
	0
	3

	Senior management
	1
	0
	0
	1
	1
	0
	0
	1
	0
	0
	3

	Professionally qualified and experienced specialists and mid-management
	2
	0
	1
	8
	2
	1
	2
	3
	4
	3
	26

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	2
	1
	0
	5
	0
	0
	0
	5
	3
	1
	17

	Semi-skilled and discretionary decision making
	3
	3
	0
	0
	18
	7
	0
	19
	0
	1
	51

	Unskilled and defined decision making
	9
	3
	0
	0
	3
	0
	0
	0
	0
	0
	15

	TOTAL PERMANENT
	17
	7
	1
	15
	24
	8
	4
	28
	7
	5
	115

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	17
	7
	1
	15
	24
	8
	4
	28
	7
	5
	115


Rhodes University commentary: 

1. These figures only represent the number of new staff brought into the institution for the first time;
2. The figures exclude movements between posts of current staff; and. 

3. The analysis of appointments to different occupational levels shows that except for the professional grouping those from designated groups constitute the majority of appointments/new hires. 
Amongst professionally qualified, experienced specialists and mid-management:

1. In the period 2007/2008, white males and foreign nationals account for 13 appointments (43%) and designated groups for 57% of the 30 posts against which new employees were hired;

2. In this period of 2008/2009, of the 26 new employees hired, 31% of these employees were from designated groups, 39% were white and the balance foreign nationals (57% African, 43% white). This decrease in the number of members of designated groups appointed is of great concern.  
4. Promotion 
4.1 Please report the total number of promotions into each occupational level, including people with disabilities. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	1
	0
	0
	1

	Senior management
	      0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Professionally qualified and experienced specialists and mid-management
	1
	2
	0
	17
	0
	1
	1 
	12
	4
	2
	40

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	1
	1
	0
	2
	2
	0
	0
	1
	0
	0
	7

	Semi-skilled and discretionary decision making
	3
	1
	0
	1
	5
	3
	0
	7
	0
	0
	20

	Unskilled and defined decision making
	8
	0
	0
	0
	10
	0
	0
	0
	0
	0
	18

	TOTAL PERMANENT
	13
	4
	0
	20
	17
	4
	1
	21
	0
	0
	86

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	13
	4
	0
	20
	17
	4
	1
	21
	4
	2
	86


Rhodes University commentary: These statistics reflect the internal promotions of staff at Rhodes University achieved either through:

1. In the case of academic staff, the personal promotion of individuals (reflected in the level of professionally qualified staff). In this equity period, academics were promoted through the personal promotion, of these were those from designated groups. The other  appointments (a total of appointments) in this level was the appointment of staff to higher level posts; and

2. In the case of academic and support staff, the employment of current staff into higher positions within the institution. 

Of the vacant posts, a total of 30% were advertised internally only and 30% offered to current staff. 91% were individuals from designated groups and 67% were Black staff.   But this is largely occurred in lower occupational levels. These stats in previous equity periods were:

(i)  2006/2007: 58% of posts filled with staff, 83% were individuals from designated groups, 58% were Black staff;

(ii) 2007/2008: 45% of staff promoted to higher level.

We are therefore seeing a decrease in posts going to current staff members but where this happens an increased likelihood that the post will go to a member of a designated group member and a Black member of staff with this occurring in the lower occupational levels.
5.Termination

5.1
Please report the total number of terminations in each occupational level, including people with disabilities. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	1
	0
	0
	0
	0
	0
	1

	Senior management
	0
	0
	0
	1
	1
	0
	0
	0
	0
	0
	2

	Professionally qualified and experienced specialists and mid-management
	6
	0
	1
	10
	3
	0
	0
	9
	1
	0
	30

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	1
	0

	2
	0
	1
	
	1
	0
	0
	5

	Semi-skilled and discretionary decision making
	1
	2
	1
	4
	13
	2
	2
	14
	0
	0
	39

	Unskilled and defined decision making
	15
	1
	0
	0
	7
	
	1
	
	0
	0
	24

	TOTAL PERMANENT
	22
	4
	2
	17
	25
	3
	3
	24
	0
	0
	101

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	22
	4
	2
	17
	25
	3
	3
	24
	1
	0
	101


Rhodes commentary:


Statistics from 2008/2009:

1.  Total institutional turnover is 7%;

2. Turnover is  7.6% for professional grouping (11% in previous period) with 13% turnover amongst Black staff (lower than previous period when this was 17.5%);
3.  Highest  turnover level is semi-skilled and discretionary decision making category with 10.5% where turnover for black women is 13%.
Statistics from 2007/2008:

1. 13% turnover of white women leaving from the semi-skilled, discretionary decision-making group which includes secretarial and clerical staff. While this level of turnover is of concern for institutional stability (and there have been problems with finding suitable temporary staff at this level), it has provided an opportunity for the employment of Black staff especially from those successfully completing the support staff internship programme; 

2. The turnover amongst the group of professionally qualified was 11%;
3. Black staff constitute 17.5% of the total turnover in the professionally qualified occupational level. This statistic is high and needs to be carefully monitored.
 Please report the total number of terminations, including people with disabilities, in each termination category below. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Terminations
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Resignation
	7
	3
	0
	8
	17
	3
	2
	20
	1
	0
	61

	Non-renewal of contract
	1
	0
	0
	2
	1
	0
	0
	1
	0
	0
	5

	retrenchment – Operational requirements
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Dismissal - misconduct
	8
	1
	0
	0
	1
	0
	0
	0
	0
	0
	10

	Dismissal - incapacity
	0
	0
	0
	1
	0
	0
	0
	0
	0
	0
	1

	Retirement
	5
	0
	1
	4
	7
	0
	1
	5
	0
	0
	23

	Other including  [ 1 death in service ]
	1
	0
	0
	0
	0
	0
	0
	0
	0
	0
	1

	TOTAL
	22
	4
	1
	15
	26
	3
	3
	26
	1
	0
	101


SECTION D:  SKILLS DEVELOPMENT

6. Skills Development 
6.1 Please report the total number of people from the designated groups, including people with disabilities, who received training solely for the purpose of achieving the numerical goals, and not the number of training courses attended by individuals.  Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	0
	0
	0
	0
	0
	0
	0
	1
	1

	Professionally qualified and experienced specialists and mid-management
	13
	1
	2
	72
	9
	5
	5
	64
	171

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	10
	1
	1
	2
	24
	16
	2
	48
	104

	Semi-skilled and discretionary decision making
	17
	7
	1
	0
	58
	9
	0
	11
	103

	Unskilled and defined decision making
	26
	2
	0
	0
	29
	3
	0
	0
	60

	TOTAL PERMANENT
	66
	11
	4
	74
	120
	33
	7
	124
	439

	Temporary employees
	
	
	1
	0
	11
	0
	0
	0
	12

	GRAND TOTAL
	66
	11
	5
	74
	131
	33
	7
	124
	451


Rhodes University commentary: These statistics reflect figures for the ETDP SETA period 1 April 2008 to 31 March 2009. These numbers include those individuals who participate in professional development programmes offered by CHERTL and the Research and Development office..
6.2 Please report the total number of people with disabilities only who received training solely for the purpose of achieving the numerical goals, and not the number of training courses attended by individuals.  Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	Occupational Levels
	Male
	Female
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Professionally qualified and experienced specialists and mid-management
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Semi-skilled and discretionary decision making
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Unskilled and defined decision making
	0
	0
	0
	0
	0
	0
	0
	0
	0

	TOTAL PERMANENT
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Temporary employees
	2
	0
	0
	0
	1
	0
	0
	0
	3

	GRAND TOTAL
	2
	0
	0
	0
	1
	0
	0
	0
	3


Rhodes commentary: The above numbers reflect the 3 individuals who participated in the Kuyasa internship programme for the disabled.  These three individuals have subsequently joined the permanent staff of the University.
SECTION E: NUMERICAL GOALS & TARGETS


7. Numerical goals
7.1 Please indicate the numerical goals (i.e. the workforce profile) you project to achieve for the total number of employees, including people with disabilities, at the end of your current employment equity plan in terms of occupational levels. Note: A=Africans, C=Coloureds, I=Indians and W=Whites: 

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	1
	1
	6
	1
	1
	0
	8
	0
	0
	19

	Senior management
	2
	1
	0
	11
	1
	0
	1
	8
	0
	0
	24

	Professionally qualified and experienced specialists and mid-management
	30
	4
	6
	168
	30
	6
	3
	125
	0
	0
	372

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	20
	17
	9
	8
	18
	5
	0
	19
	0
	0
	96

	Semi-skilled and discretionary decision making
	42
	29
	3
	40
	100
	25
	5
	89
	0
	0
	333

	Unskilled and defined decision making
	196


	20
	2
	3
	 162
	5
	7
	8
	0
	0
	403

	TOTAL PERMANENT
	291
	72
	21
	236
	312
	42
	16
	257
	0
	0
	1247

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	291
	72
	21
	236
	312
	42
	16
	257
	0
	0
	1247


Rhodes commentary:
1. The total number of staff is less than that reflected in table 1 as table 1 includes contract posts, some of which may be against permanent posts;

2. In addition, these targets do need revision to reflect additional posts created;

3. The institution will be focusing on revising EE targets in the next year.
7.2 Please indicate the numerical goals (i.e. the workforce profile) you project to achieve for the total number of employees with disabilities only at the end of your current employment equity plan in terms of occupational levels.
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	 0
	0
	0
	1
	0
	0
	0
	1
	0
	0
	2

	Professionally qualified and experienced specialists and mid-management
	1
	0
	0
	1
	1
	0
	0
	1
	0
	0
	4

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Semi-skilled and discretionary decision making
	0
	0
	0
	1
	2
	1
	0
	2
	0
	0
	6

	Unskilled and defined decision making
	2
	3
	0
	0
	2
	0
	0
	0
	0
	0
	7

	TOTAL PERMANENT
	3
	3
	0
	3
	5
	1
	0
	4
	0
	0
	19

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	3
	3
	0
	3
	5
	1
	0
	4
	0
	0
	19



8. Numerical targets

8.1 Please indicate the numerical targets (i.e. the workforce profile) you project to achieve for the total number of employees, including people with disabilities, at the end of the next reporting in terms of occupational levels. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
Rhodes commentary: The institution is still working on determining these targets. Therefore for the present time these are reflected as the same for table 7.1.
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	1
	1
	6
	1
	1
	0
	8
	0
	0
	19

	Senior management
	2
	1
	0
	11
	1
	0
	1
	8
	0
	0
	24

	Professionally qualified and experienced specialists and mid-management
	30
	4
	6
	168
	30
	6
	3
	125
	0
	0
	372

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	20
	17
	9
	8
	18
	5
	0
	19
	0
	0
	96

	Semi-skilled and discretionary decision making
	42
	29
	3
	40
	100
	25
	5
	89
	0
	0
	333

	Unskilled and defined decision making
	196


	20
	2
	3
	 162
	5
	7
	8
	0
	0
	403

	TOTAL PERMANENT
	291
	72
	21
	236
	312
	42
	16
	257
	0
	0
	1247

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	291
	72
	21
	236
	312
	42
	16
	257
	0
	0
	1247


8.2 Please indicate the numerical targets (i.e. the workforce profile) you project to achieve for the total number of employees with disabilities only at the end of the next reporting period in terms of occupational levels. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
Rhodes commentary: The institution is still working on determining these targets. Therefore for the present time these are reflected as the same for table 7.2.

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	 0
	0
	0
	1
	0
	0
	0
	1
	0
	0
	2

	Professionally qualified and experienced specialists and mid-management
	1
	0
	0
	1
	1
	0
	0
	1
	0
	0
	4

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Semi-skilled and discretionary decision making
	0
	0
	0
	1
	2
	1
	0
	2
	0
	0
	6

	Unskilled and defined decision making
	2
	3
	0
	0
	2
	0
	0
	0
	0
	0
	7

	TOTAL PERMANENT
	3
	3
	0
	3
	5
	1
	0
	4
	0
	0
	19

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	3
	3
	0
	3
	5
	1
	0
	4
	0
	0
	19


SECTION F: MONITORING & EVALUATION (This section is not applicable to small employers)

9. Disciplinary Action

9.1 Disciplinary action: (report the total number of disciplinary actions during the twelve months preceding this report). Report on formal outcomes only. Note: A=Africans, C=Coloureds, I=Indians and W=Whites
	DISCIPLINARY ACTION
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	
	29
	5
	0
	1
	5
	4
	0
	0
	0
	0
	44


10. Awareness of Employment Equity

10.1 Please indicate which of the following awareness measures were implemented by your organization:

	
	Yes
	No
	No. of employees covered

	Formal written communication
	X
	
	About 70
	Letters to all HoDs before commencement of process of writing equity policy and plan in 1990.

	Policy statement includes reference to employment equity
	X
	
	About 600 staff who have access to computers 
	On the University website. This is available to all staff with computers. The policy statement has been translated into Xhosa and is able to staff upon request. All new staff are advised that they can request copies of these policies.

	Summary of the Act displayed
	X
	
	All 1200 staff
	In HR Division office and links on website. Posters on employment equity are displayed throughout key areas in 2008/2009.

	Employment Equity training
	X
	
	
	Integrated with diversity and other  programmes, see below.

	Diversity management programmes
	X
	
	130
	As part of Management Development Programme, HR module held in 2008.

Seminars on Employment Equity Act and institutional culture.

	Discrimination awareness programmes
	X
	
	20 per year x 5 = 100
	As part of certificate courses for administrative staff and supervisory staff run within the institution.

	Other (please specify):

Gender Imbizo

Awareness programme
	X
	
	170
	Imbizo to focus on gender issues was held in November 2007, about 60 people attended.

Awareness series held in 2008:

1. Overview of Employment Legislation (20 people)

2. Overview of UCT’s diversity programme (50 people)

3. Overview of WITS wonder-woman programme (40 people)


11. Consultation

11.1 Please indicate which stakeholders were involved in the consultation process when developing and implementing your employment equity plan and when preparing this Employment Equity Report:

	
	Yes
	No

	Consultative body or employment equity forum
	X
	

	Registered trade union (s)
	X
	

	Employees
	X
	


12. Barriers and affirmative action measures
12.1 Please indicate in which categories of employment policy or practice barriers to employment equity were identified.  If your answer is ‘Yes’ to barriers in any of the categories, please indicate whether you have developed affirmative action measures and the timeframes to overcome them.
	Categories
	BARRIERS
	AFFIRMATIVE ACTION MEASURES
	TIMEFRAME FOR IMPLEMENTION OF AA MEASURES

	
	YES
	NO
	YES
	NO
	START DATE
	END DATE

	Recruitment procedures
	See Appendix 1, section 2 of the report

	Advertising positions
	See Appendix 1, section 2 of the report

	Selection criteria
	See Appendix 1, section 2 & 5 of the report

	Appointments
	See Appendix 1, section 3 & 4 of the report 

	Job classification and grading
	See Appendix 1, section 1 of the report

	Remuneration and benefits
	See Appendix 1, section 7  of the report

	Terms & conditions of employment
	See Appendix 1, section 6 of the report 

	Job assignments
	See Appendix 1, section 1 of the report

	Work environment and facilities
	
	No
	
	
	
	

	Training and development
	See Appendix 1, section 9 of the report

	Performance and evaluation 
	See Appendix 1, section 8 of the report

	Promotions
	See Appendix 1, section 10 of the report

	Transfers
	See Appendix 1, section 10 of the report

	Succession & experience planning
	Yes
	
	
	No
	
	

	Disciplinary measures
	See Appendix 1, section 14 of the report

	Dismissals
	See Appendix 1, section 14 of the report

	Retention of designated groups
	See Appendix 1, section 12 AND 16 of the report

	Corporate culture
	See Appendix 1, section 5 & 13 of the report

	Reasonable accommodation
	See Appendix 1, section 1 & 5 of the report 

	HIV&AIDS prevention and wellness programmes
	
	No
	
	No
	
	

	Appointed senior manage(s) to manage EE implementation
	Yes
	
	
	
	
	

	Budget allocation in support of employment equity goals
	Yes
	
	
	
	
	

	Time off for employment equity consultative committee to meet 
	Yes
	
	
	
	
	


13. Monitoring and evaluation of implementation
13.1 How regularly do you monitor progress on the implementation of the employment equity plan? Please choose one.

	Weekly
	Monthly
	Quarterly
	Yearly

	
	
	Twice a year


13.2 Did you achieve the annual objectives as set out in your employment equity plan for this period?

	Yes
	No
	Please explain

	X
	X
	In last EE report, areas were identified for attention. Appendix 1 indicates what progress has been made. Also during 2009, the new Equity Plan was approved. 



SECTION G: Signature of the Chief Executive Officer

	Chief Executive Officer

I hereby declare that I have read, approved and authorized this report.

Signed on this ______day of ________________year ____________

At place: _________________________________________________________
_____________________________________

Chief Executive Officer (Full Name) 
_____________________________________

Chief Executive Officer (Signature)



Appendix 1: RHODES UNIVERSITY Employment Equity Analysis as at 1 October 2009
The Employment Equity Act, 55 of 1998, requires employers to eliminate unfair discrimination. The Department of Labour provides a Code of Good Practice on the Integration of Employment Equity into Human Resource Policies and Practices (document dated 4 August 2005) on its website. This Code has been used to analyse employment practices at Rhodes University as this is indicated below:

	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? 
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	1.
	Job analysis and job descriptions
	Description of outputs of job: purpose, responsibilities, authority levels, supervisory levels etc
	Yes for support staff

In-part for academic staff
	Job profiles for support staff posts

Role profiles needed for academic posts

Appointments to temporary posts indicate responsibilities 
	2009: Role profiles for academics
	Progress being made. Draft profiles written. Critical to implementation of new R&S processes.


	
	
	Description of job requirements: knowledge, experience, qualifications, skills and attributes
	Yes for support staff

In-part for academic staff 
	Job profiles for support staff posts

Role profiles needed for academic posts. When there is a vacancy, academic HoD is required to indicate requirements for the post. 
	2009: Role profiles for academics
	

	
	
	Job analysis is conducted when developing a job description.
	Yes for support staff
	For support staff: Done by managers, who are required to consult others. However, consultation does not always happen. 

For academic staff: Happens when there is a job vacancy 
	2009: Role profiles for academics will allow for this.
	

	
	
	Job descriptions must state the essential or inherent job requirements, not be overstated, minimum versus developmental requirements should be stated, criteria do not disadvantage employees from designated groups
	Yes 
	For support staff: Minimum requirements are identified in the profile. Job may be positioned as a development post if necessary

For academic staff: minimum requirements are identified as part of the vacancy process.

HR takes particular care to ensure that posts do not overstate requirements. Managers/HoDs are required to provide a cogent argument for job requirements that HR views as being discriminatory and not inherent requirements of the post. 
	2009: Role profiles for academics will allow for this.
	

	
	
	Job descriptions may incorporate potential as a requirement and make reference to development & training to acquire additional skills &  competencies. 
	Yes for support staff
	For support staff: Internship posts do this actively. Other profiles will indicate what needs to be learnt on the job once employed.
	
	

	
	
	Job descriptions contribute to setting clear performance objectives for the employee’s career development plan. This enables competency gaps to be identified.
	Yes 
	Support staff: job profiles indicate the career progression.  Career pathing matrices have/are being developed. Importance of career development discussed with middle management forum but needs more work.

Academic: Personal promotion criteria provide this information.
	2009: More active promotion of use of these by HRD needed.
	Career counselling is taking place. 


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	2.


	Recruitment and Selection
	Recruitment & Selection processes are conducted fairly, attracting as many applicants from designated groups as possible to ensure a wide variety of skill pools from which to recruit, it is also aligned to the Employment Equity Plan. It is an important mechanism to achieve numerical targets & to increase designated groups representivity.
	In-part
	Support: explicit reference to EE in R&S Policy. 

Academic: R&S Policy needs updating. Recruitment strategies address need to recruit from designated groups.

There are difficulties with finding as many applicants from designated groups as possible.
	2009: Updating and finalisation of R&S Policy for Academic posts.

Explore strategies to explore increasing pool of applicants 
	With finalisation of Equity Plan, policy has been updated, has gone to NTESU and Deans for comment. Will  enter committee system for approval. Implementation date intended to be 1 January 2009.

	
	
	The recruitment process is informed by the employer’s employment equity plan, including the recommended affirmative action provisions.
	Yes
	As per above.
	
	

	
	
	Written policies & practices outline the approach to recruitment & Selection. 
	Yes
	All R&S policies provide this.
	
	

	
	
	Where service of recruitment agencies are utilised, recruitment agency is aware of the employer’s employment equity policy.
	N/A
	
	
	

	
	
	In adverts, reference to the employment equity policy and position on affirmative action.
	Yes
	Adverts contain the phrase” Recognising that diversity is key to excellence, the University especially encourages members of designated groups to apply”.
	
	

	
	
	Internal advertisements for positions, even if the job is advertised externally. 
	Yes
	All posts advertised externally are automatically advertised internally.
	
	

	
	
	When advertising positions, employers may state that preference will be given to members of designated groups, doesn’t suggest that the process excludes members of non-designated groups.
	No
	Positions do not state a preference, only state that members of designated groups are encouraged to apply.
	
	

	
	
	Where possible, employers should place their job advertisements so that it is accessible to groups that are under-represented.
	Yes
	This is done as part of the recruiting strategies.
	
	

	
	
	Employees that are on maternity leave should be informed of positions advertised in the workplace.
	No
	Not currently being done.
	2009: To be included in proposed parental leave policy.
	Parental policy approved and implemented 1 Jan 2009



	
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	
	
	The job application form is used as a mechanism for the employer to select a suitable applicant for a position.
	Yes
	Support: addendum to applications allows for extensive exploration of suitably of candidates against requirements for post.

Academic: Standardised application is used.
	
	

	
	
	This application form is linked to the requirements of the post.
	Yes
	
	
	

	
	
	The process of short-listing is to place applicants who meet job criteria on a shortlist; suitably qualified applicants meet the essential job requirements.   
	Yes
	This is the case for all posts. Criteria are adhered to strictly.
	
	

	
	
	The short-listing process is standardized. It involves more than one person to minimize individual bias; and the panel is balanced in terms of representivity. 
	In-part
	Representivity on selection committees is not balanced. This is difficult given current demographics in institution.
	2009: ongoing commitment to diversity in committees
	Deliberate focus on this by Director:HR when Deans identify Senate reps. 

	
	
	If short-listing process is outsourced, every effort is made to ensure that the process is consistent with the employers recruitment & selection policy. 
	N/A
	
	
	

	
	
	Attempts are made to ensure that suitably qualified applicants from designated groups make short-listing.  
	Yes 
	One of the equity requirements is that designated groups who are suitably qualified based on criteria for short-listing are included in short-list.
	
	

	
	
	Those applicants who meet most but not all of the minimum requirements could be included if they have the potential.
	No
	Support: The criteria listed are minimum criteria. The post can be positioned as a development post in which case, potential is looked at.
	
	

	
	
	The same short-listing panel is used for the interview.
	Yes
	
	
	

	
	
	Training & guidance are provided to the panel on conducting interviews on: interviewing skills; the measuring system; employment equity & affirmative action; and matters relating to diversity, including skills for recognising different dimensions of merit.  
	In part
	Support: Training has been extensive over past few years

Academic: Training needed and is pending approval of new R&S Policy.
	2009: Training on R&S Policy for academic staff
	Will have to take place early 2010 once policy approved.

	
	
	A standard interview questionnaire is developed before the interview. This is based on: essential elements of the job and competency specifications. The interview questionnaire is regularly audited to ensure questions are not potentially discriminatory. 
	Yes
	
	
	

	
	
	The same amount of time is spent on each candidate interviewed.
	Yes
	
	
	

	
	
	The same or similar questions should be asked for each candidate interviewed.
	Yes
	
	
	

	
	
	A standard measuring system is developed to allocate weightings to ensure: balancing between matching job requirements; numerical targets; and the need of the employer.  
	No
	Measuring system is qualitative. 
	
	

	
	
	A realistic job preview is provided to ensure that both the candidate and employer’s expectations are congruent. i.e what expectations there are, lines of authority, and specific responsibilities.
	Yes
	Applicants are given further particulars about the department. Job profiles are provided for support posts which specify expectations, responsibilities, lines of authority. 
	2009: Role profiles for academics
	

	
	
	If a candidate does not accept a job offer, the employer ascertains the reasons. 
	In part
	Done informally but not recorded.
	
	

	
	
	Documents relating to each stage of the recruitment and selection process are kept for a reasonable amount time after the position is filled. 
	Yes
	
	
	

	
	
	Reference checks if conducted must be done for all the candidates at the particular stage in the recruitment and selection process.
	Yes
	
	
	

	
	
	Integrity checks only done to verify qualifications of applicant, contacting credit references and investigate criminal record, if relevant to the job.
	Yes
	
	
	

	
	
	No unfair discrimination against those with disabilities. Reasonable accommodation is made for applicants with disabilities. 
	Yes
	Staff Disability Policy does exist. Need to spend more time alerting individuals to the issues.
	2009/2010: Ensure that training includes this issue.
	Will have to take place early 2010 once R&S policy for academic posts approved.

	
	
	No unfair discrimination against those with HIV/AIDS..
	Yes
	
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	3.
	Induction
	Induction processes convey the leaderships commitment to employment equity and zero tolerance towards harassment and discrimination and support for senior managers.  
	In part
	Support: Orientation does talk about employment equity. Needs to be stronger focus on this 

Academic: Done implicitly but needs to be stronger focus.
	2009: Revision of induction/orientation process
	Revision currently taking place for support staff. Due for implementation 2010. Managers/Heads will be trained as part of implementation.

	
	
	Managers and Human Resource Staff receive training in the induction process so as to contribute to the effective integration of new employees. 
	No
	HRD is in the process of reconceptualising this process with a view to a new programme being put in place in 2009.
	2009: Training with new induction/orientation process
	

	
	
	New employees receive copies of the applicable policies including: grievance procedures and other dispute resolution mechanisms.
	In part
	Employment contracts for all staff indicate whether to find copies of policies. 
Support: Certain policies are emphasised in induction/orientation.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	4.
	Probation
	Probationary employees from designated groups are: treated fairly, consistently, there is a written probationary policy setting out roles, responsibilities, policies and procedures. 
	In part
	Academic: New staff interviews being conducted by Deans to ensure that new academic staff settling in. 

No written probation policy. Probationary requirements included in employment contract. However, needs to be improved – done as part of induction process.
	2009: Greater focus on this aspect in induction.

2010: Consider policy in this regard.
	Comment as for induction above.

	
	
	Managers understand the need for consistent fair treatment of all probationary employees.
	Yes
	
	
	

	
	
	When an employee from a designated group requests reasonable accommodation during the probationary period, it is provided as much as possible.
	Yes
	Managers interact with the HR Division in this regard and support is provided. Extension of the probationary period if necessary to allow development to be completed.
	
	

	
	
	Managers where relevant and appropriate provide: regular supervision, guidance, training, counselling and keep records of the performance which is sent to the Human Resource Division.
	Yes mostly
	Formal written probationary reports for all academic staff and support staff on grades 6 and above.

Supervision and guidance of staff will vary from area to area and needs a stronger focus. 
	2010: Need for probation process for staff on grades 1 to 5.
	

	
	
	Employee sees probationary report.
	Yes
	Employee has opportunity to also “talk back” to report.
	
	

	
	
	Audit to identify barriers in the probationary process that impact designated groups.
	In part
	Academic: Happening through new staff interviews discussed above.
	2009: New staff interviews for support needs to be taking place
	Only started late 2009.

	
	
	Records are kept of the number of employees from designated groups who are not appointed at the end of their probationary period and compared to probationary employees from non-designated groups. 
	No
	Very few employees are not confirmed and amongst those not confirmed, an informal analysis can be undertaken. Lack of capacity to formalise in the short-tem.
	2010: Start to keep statistics.
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? 
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	5.
	Medical, Psychological & other similar Assessments
	Psychological and similar assessments used are scientifically shown to be valid and reliable; can be applied fairly to all employees; and is not biased against any employee or group. 
	Yes
	
	
	

	
	
	Do not exclude employees from designated groups on the basis of one or more of the prohibited grounds e.g. sex, race and religion.
	Yes
	
	
	

	
	
	The assessments are used to identify candidates with potential and persons who are suitably qualified.
	Yes
	
	
	

	
	
	There is a written policy for the workplace which: identifies the purpose; context; methods and criteria applicable to selecting and conducting assessments.
	No
	No psychometric policy, currently being worked on by HR Division. R&S Policy for Support staff posts covers other assessments.
	2009: Finalisation of psychometric policy.
	Draft psychometric protocol written, tabled at EE & IC Committee in September. Also under consideration by unions. Implementation planned for 2010. 

	
	
	The assessment matches the job in question and measures the minimum level of competencies required to perform the job.
	Yes
	
	
	

	
	
	Administrators and users of medical, psychological & other similar assessments should be qualified & registered with the appropriate recognised professional. They are: trained to understand, evaluate and interpret the evidence or outcomes of the assessment objectively against the skills & abilities required for the job.
	Yes
	Two industrial psychologists on staff in HR Division. Also industrial psychologists from amongst academic staff are used. 
	
	

	
	
	The language used is sensitive and accessible to those who are being assessed.
	Yes
	
	
	

	
	
	All employees at a particular stage of the process should undergo the same assessment process.
	Yes
	
	
	

	
	
	Assessment records are kept for at least one year.
	Yes
	
	
	


	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	6
	During Employment
	There is no discriminating unfairly with regards to terms and conditions of work or access to benefits, facilities or services that are available to employees, 
	Yes
	
	
	

	
	
	Eligibility for benefits are not determined on the basis of one or more prohibited grounds or other arbitrary grounds.
	Yes
	
	
	

	
	
	Audits are done to: identify whether the terms and conditions of employment contain direct or indirect discrimination policies and practices; to monitor all changes; conduct practice audits; and address identified deficiencies through raising awareness initiatives.
	In part
	A formal audit needs to be conducted. 
	2009-2011: Formal audit to be conducted
	

	
	
	Training, information and literature are provided to trade union representatives and employees on the applicable terms, conditions and available benefits.
	Yes
	Unions are part of consultation process regarding policies. Unions are provided with information when requested. University has undergone training of union in the past but not in the last two years.
	
	

	
	
	Maternity leave does not result in the loss of benefits for employees returning to employment.
	Yes
	
	
	

	
	
	Reasonable accommodation is made for pregnant women and parents with young children, including health and safety adjustments and antenatal care leave.
	No
	New parental leave and benefits policy currently under discussion
	2009: Approval of policy and then implementation
	Policy approved and implemented from 1 January 2009.

	
	
	Accessible, supportive and flexible environment is provided, where possible, for employees with family responsibilities. This includes considering: flexible working hours and granting sufficient family responsibility leave for both parents. 
	In part
	Maternity leave is available. Parental leave is family responsibility leave.

New parental leave and benefits policy currently under discussion
	2009: Approval of policy and then implementation
	

	
	
	The terms and conditions of fixed term contract employees are examined.  
	Yes
	Standardised contracts are used and meet requirements of legislation. Recently issues of leave has been examined.
	
	


	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	7
	Remuneration


	Remuneration policies and practices are applied consistently without unfair discrimination on the basis of any one or combination of the prohibited grounds.
	Yes
	
	
	

	
	
	Existing remuneration policies are audited to ensure that they are based on the principles of pay equity. This requires: job comparisons; objective, rational and consistent job evaluation systems.   
	In part
	Support staff: Job evaluation is done to ensure appropriate grading, remuneration linked to grade. Acceptable job evaluation systems is used. Market data used to compare jobs in other contexts. Approved Job Evaluation Policy exists.

Academic posts: not graded, remuneration linked to post level. 

No formal remuneration policies exist. 


	2009/2010: Formal Remuneration Policies.
	Draft remuneration policies have been written and now being considered in the various institutional for a.

	
	
	There is a written remuneration policy; or written guidelines. 
	No
	No formal remuneration policies exist. 


	2009/2010: Formal Remuneration Policies.
	

	
	
	Remuneration is based on the value of the post, individual performance and employee potential.
	In part
	Support staff: Remuneration is based on value of post through job evaluation.. Merit award system links remuneration to individual performance. No performance management system.  No link to individual potential.

Academic staff: Remuneration linked to level of post. Merit award and personal promotion systems links remuneration to individual performance. No performance management system. No link to individual potential. 
	
	

	
	
	Market related salaries and benefits are offered to attract employees from designated groups.
	In part
	Support system: Currently market review taking place.

Academic staff: Market adjustment in January 2008.
	
	

	
	
	Income differentials are monitored.
	Yes
	Done as part of Employment Equity Report to DoL.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	
	
	There is no conduct that perpetuates perceptions of favouritism that leads to allegations of unfair discrimination.
	Yes
	
	
	

	
	
	Manager’s behaviours are monitored in allocating job assignments. 
	No
	
	
	

	
	
	There is access to work assignments that enhance career opportunities, or are considered to be desirable, should be allocated objectively by linking them to the career path of the employees.
	In part
	No formal policy in this regard. Middle management forum held in first quarter 2008 to discuss the importance of such career opportunities. Attendance poor.
	2009 onwards: HRD to make sure that this message is received by managers.
	Ongoing.

	
	
	Allowing certain employee’s access to work related opportunities that are considered to be ‘exciting’ is used as a retention measure.
	No
	
	2009/2010: Needs to be discussed as part of academic staff’s development. 


	Discussions with HoDs will take place again in 2010. 


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	8.
	Performance Management
	Objective, written systems are available that clearly expresses the criteria for performance.
	Yes
	Support staff: Job profiles exist which list Key Responsibility Areas and standards. Probation reports (only done for support staff grades 6 and above) are written against these job profiles. Merit award systems are done using these job profiles.

Academic staff: Personal Promotion system lists criteria for promotion. Currently under review. Merit award protocol outlines criteria.
	
	

	
	
	There are clear objectives for the development and growth of employees.
	In-part
	Support staff: Job profiles indicate next job for which employee can aspire to. Career pathing matrices are/are being developed. Need to be used more by managers and HRD.  Probation reports require development areas to be identified.

Academic staff: Personal promotion criteria are available. Staff are encouraged to meet with Deans to discuss their eligibility and what development is needed.  Probation reports allow a mechanism for discussion about development, but this is not explicit in the process.
	2009:  Integrate discussion of development and growth as part of probation process for academics.
	Integrated into probation process for academic staff as from 1 September 2009.

	
	
	Managers receive coaching & diversity training to ensure that they are able to objectively & consistently manage performance and provide honest feedback whilst being sensitive to employee differences; understand & are able to properly implement the performance management system; are able to provide the necessary coaching, mentoring and support to employees to motivate them towards performance excellence.

	In part
	Support staff and academic managers: Diversity training is part of Management Development Programme – if person participates, training on merit award system takes place – included giving feedback.

Needs to be more systematic but culture does not require compulsory training.


	2009 onwards: Diversity training required for all staff
	No progress. 

Training done as part of supervision programme and office administration programme impacting approximately 40 staff.

	
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	
	
	Give consideration to the measuring and incentivising of managers are regards leadership, mentoring and diversity skills, as well as for achieving employment equity objectives.
	No
	No performance management system.
	2009-2012: Implementation of performance management system for support staff
	Whether or not to implement such a system is still under discussion. 

	
	
	Incorporate review processes, which may apply measures relating to competencies of managers in diversity management, including feedback from employees and peers.
	No
	No performance management system.
	2009-2012: Implementation of performance management system for support staff
	

	
	
	Develop clear learning objectives for all employees, particularly from designated groups. This links to acquisition of additional skills and competencies for challenging positions into which employees may be promoted or transferred. 
	No
	Developmental appraisals not conducted. No performance management system for either academic or support staff.


	
	

	
	
	The performance management system is linked to the inherent requirements of the job.
	In part
	Support staff: Probation and merit award systems are linked to job profile and inherent job requirements.

Academic staff: Probation, merit award and personal promotion systems are linked to the job profile and the inherent job requirements.

No formal performance management system.
	
	

	
	
	Performance appraisals are reviewed to assess if there are any significant variations across designated groups.
	In part
	Academic staff: statistics kept of success rates by designated groups in personal promotion and merit awards.

Support staff: statistics used to be kept of success rates by designated groups in merit awards.

No formal performance management system.


	2009: Re-establish stats for support staff merit awards system.
	To be done for the 2009 merit award process.


	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? 
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	9.
	Skills Development
	Develop employees from designated groups.
	Yes
	Support staff internship programme and Mellon Programme for Accelerated Development are develop. prog. targeted at only designated groups. 
	
	

	
	
	Effectively indentifying training needs and matching these with the needs of the employer.
	In part
	Done on an institutional level. No development appraisals held.
	2009 onwards: Introduction of develop. appraisals for support staff.
	No progress to date. HRD Manager resigned end of March, so not capacity. Post not yet filled.

	
	
	Providing effective mentoring and coaching.
	In part
	Happens informally in academic and support staff settings. Need more training.
	2009 onwards: link to introduction of develop. appraisals for support staff
	

	
	
	Providing structured on-the-job training.
	In part
	On-the-job training does take place but needs to be more structure & formalised & encouraged in all areas.
	
	

	
	
	Considering accelerated development for employees with potential.
	In part
	Mellon Accelerated Development Programme. CHERTL has been tasked with looking at preparing academics for personal promotion.
	2009/2010: Programme to look at preparing academics for personal promotion.
	Now part of probation process for new staff. HoDs encouraged to have discussion with staff. Deans available to talk to staff. 

	
	
	Implementing individual development plans.
	In part
	Done as part of the support staff internship programme, for academics on the Mellon Accelerated Development Programme.
	2009 onwards: Part of process of develop. appraisals.
	No progress to date. HRD Manager resigned end of March, so not capacity. Post not yet filled.

	
	
	Providing access to opportunities to act in a higher position. 
	Yes
	Academics: Opportunities for being in Acting HoD position.

Support Staff: Opportunities to act when there is a vacancy.  
	
	

	
	
	Providing shadowing opportunities.

Creating challenging work assignments.
	In part
	Support staff: Depends on the manager and his/her ability and willingness to facilitate this.

Academic staff: Autonomy of academics generally allows for this.
	2009 onwards: link to developmental appraisals
	

	
	
	Developing and promoting positive role models for designated groups.
	Yes
	The need for role-modelling is considered in selection and promotion processes.
	
	

	
	
	Re-train managers and supervisors to effectively manage a diverse workforce.
	In part
	Those attending Management Development Programme or Certificate in Supervision cover this. 
	2009 onwards: more extensive training 
	No progress to date.

	
	
	Create an org culture that encourages & rewards learning for everyone in the workplace through: appropriately structured career breaks; bursary schemes; on the job learning; mentoring/coaching; employee counselling for growth & advancement; access to literacy & numeracy prog.
	Yes
	Support staff: Literacy and numeracy programmes available, can study at RU or another institution (75% rebate),  on the job learning, 

Academic staff: Academic leave, can study at RU or another institution (75% rebate).
	
	

	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	
	
	All formal training offered, whether from in-house training or from an external training provider, is ideally linked to Unit Standards or Qualifications that are registered on the National Qualifications Framework.
	In part
	Where relevant this is done.

Done for computer training courses, ABET programmes, PGDHE, assessment courses for acadmics.

Not done for Certificate in Office Administration or Supervision. Not all aspects of unit standards are relevant. 
	
	

	
	
	There is consideration of implementing the Recognition of Prior Learning principles to redress historical education and training disadvantages to promote employment equity and validate employee skills and knowledge.
	Yes
	
	
	

	
	
	There are considerations of implementing Learnerships to offer occupationally driven, outcomes based learning.  
	Yes
	Graduate internships offered to support staff.

Secretarial internships offered.

Technical learnerships being explored.


	
	

	
	
	In procuring formal training courses from external providers, offer of preference is to suitably Black Economically Empowered companies in support of the development and sustainability of Black Economic initiatives.
	No
	
	
	

	
	
	Employees that are not functionally literate are offered Adult Basic Education Training (ABET) opportunities.
	Yes
	
	
	

	
	
	Post training impact evaluations are done to evaluate the progress of employees.
	Yes
	
	
	

	
	
	Diversity training is offered to all employees.


	In part
	Offered as part of Management Development Programme and Certificate courses in Office Administration and Supervision. Needs to be more extensive.


	2009 onwards: diversity training to all


	No progress

	No in report
	
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? 
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	
	
	Staff responsible for selecting employees for training. Either as their induction or development path are trained to: recognize potential, select trainees according to objectives criteria, align training to and development access for designated groups to numerical targets, and identify and address any barriers.
	Yes
	
	
	

	
	
	Training opportunities are monitored.
	Yes
	
	
	

	
	
	The competency of senior managers, team leaders, line managers, supervisors and professional staff include specifications related to the development of employees.
	Yes
	This is part of job profiles for managers. But this is not reinforced as there are not performance appraisals.
	
	

	
	
	Leadership and management development programs are conducted.
	Yes
	Management Development Programme provided this. 

HOD training used to be offered but this has not happened for a number of years. Needs to be revisited to assess if there is a need.
	
	

	
	
	Training and development priorities are communicated to all senior and line managers.
	In part
	Meetings are held with managers where majority of support staff are to be found. Not in academic departments.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	10.
	Promotion and Transfer
	There are written policies and practices specifying the criteria in which to apply for promotions and transfers.

	In-part
	Support staff: Promotion takes place through appointment to posts.

Academic staff: There is a system of personal promotion.

No formal policy on transfers.
	2010: Policy on transfers
	Draft protocol written, currently under consideration with unions.

	
	
	Consideration is given to the possible policy of preference towards members of designated groups in transfers and promotions as a legitimate affirmative action measure.

	No
	No formal policy on transfers.

Designated groups are not given preference in promotion.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	11.
	Confidentiality and Disclosure of Information
	With employment equity consultation, all relevant information is disclosed, timeously. 
	Yes
	
	
	

	
	
	The information that is supplied in a manner and format that is accessible to all employees in the workplace.
	Yes
	
	
	

	
	
	Private, personal information is regarded as confidential information. i.e. personnel file, financial circumstances, marital circumstances, criminal record or health status.
	Yes
	
	
	

	
	
	Information collected from job applicants may violate the right to privacy. There is sensitivity shown between the need for requiring certain information against the need to maintain high standards of personal privacy.
	Yes
	
	
	

	
	
	Data not collected include: sex life, political, religious or other beliefs, or criminal convictions, except in exceptional circumstances where such relevant information may be directly relevant to an employment decision. 
	Yes
	
	
	

	
	
	Information collected such as: race, gender, sexual orientation, religion, performance, training records, psychological assessment or health are kept secure and only those entitled to see it should have access.
	Yes
	
	
	

	
	
	There is a written security policy for the gathering and disclosure of information.
	No
	No written policy.
	2009/2010: Policy needed
	

	
	
	Employees have the opportunity of checking the accuracy of their information and rectifying and updating it.
	Not to date
	This will happen in late 2008.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	12.
	Retention
	Trends are identified to understand the reasons for termination.
	Yes
	Exit interviews are held. 
	
	

	
	
	Retrenchment criteria that deviate from the ‘last in first out’ principle may be negotiated.
	N/A
	
	
	

	
	
	There are also various incentives to promote retention being implemented.
	N/A
	
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	13.
	Harassment
	There are measures in place to prevent workplace harassment, it is in a formal written policy like a code of conduct with an appropriate dispute resolution procedure that is communicated throughout the workplace and displayed in prominent places.
	In-part
	There is a formal policy.

Dispute resolution mechanism is currently under review. 

Better communication of policy and mechanisms is needed.
	2009: Approval of new policy and implementation thereof.
	Policy to Eradicate Unfair Discrimination and Harassment approved 2009, implementation from 1 September 2009 due.

	
	
	The policy makes it clear that harassment is a form of unfair discrimination and will be regards as a serious form of misconduct, which is subject to disciplinary action and may result in dismissal. On the incremental scale, harassment is considered a very serious offence, and there is a waiver on all warning procedures, moving directly to a disciplinary enquiry that could be followed by a hearing.  
	In-part
	As above.
	2009: Approval of new policy and implementation thereof.
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	14.
	Discipline, Grievance and Dispute reution
	The disciplinary and grievance policies are consistently and impartially applied.  
	Yes
	
	
	

	
	
	Unfair discrimination or allegations of a breach of the Act is dealt with as quickly as possible; it is also dealt with sensitively and discretely.
	Yes
	
	
	

	
	
	Disciplinary action is taken against an employee who retaliates against a fellow employee for using the grievance procedure to address a concern or grievance concerning an alleged act of harassment, unfair discrimination or a breach of the Act. 
	Yes
	
	
	

	
	
	There is consistent application and enforcement of policies to avoid allegations of arbitrary or unfair application of discipline on the basis of one or more of the prohibited grounds. 
	In-part
	The union has raised concerns that complaints about supervisors’ conduct is not support by the Head of Department/Division or the manager to whom the supervisor reports. 
	2009: Ongoing emphasis on a culture of rights and respect. 
	Ongoing

	
	
	Disciplinary action seeks to correct an employee’s behaviour through measures of: counselling, warnings or creative solutions.
	Yes
	Disciplinary procedure has a strong ethos of corrective action. 
	
	

	
	
	There is a record of all grievances, disputes and disciplinary actions taken.
	Yes
	
	
	

	
	
	Regular audits are conducted to determine the extent to which: employees have utilised the procedures; the grievances filed by employees where breaches of the Act are alleged; and the outcome of the process, which could determine whether the policies are being utilised. 
	No
	Statistics are being kept but no audits being done.
	2009/2010: Audits to be conducted.
	No progress

	
	
	Employees are aware of or can reasonably be expected to be aware of workplace policies and practices.
	In-part
	New employees undergo induction/orientation.

Not all employees attend information sessions on new policies. They are however advised on where to access documentation. Attempts are made to translate HR policies into isiXhosa.
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	15.
	Terminating Employment
	Termination is fairly and lawfully effected and serves the purpose of the institution without discriminating against the employee.
	Yes
	Due process is followed.
	
	

	
	
	In the context of termination for operational requirement, when consulting with the affected party, the institution considerers the appropriateness of the standard selection criteria of Last In First out (LIFO) as this may undermine the retention of designated groups. 
	N/A – no reason for this in recent past.
	
	
	

	
	
	Consideration is given to voluntary exit strategies preceded by consultation in place to achieve numerical targets and to make space for designated groups. 
	No
	Consideration was given to this when first Employment Equity Policy and Plan was established. It was believed that this was not a viable strategy. 
	
	

	
	
	When terminating the employment of an employee for reasons of incapacity based on disability or chronic illness, the Code of Good Practice on key Aspects of HIV/AIDS and Employment and the Code of Good Practice on the Employment of People with Disabilities is used.
	Yes
	This has informed the Policy on Ill-Health and Incapacity
	
	


	No in report
	Area
	Requirement as per the code of good practice
	Is Rhodes University meeting this requirement? Yes, no, in-part
	Commentary/evidence
	To be addressed in Equity Plan for 2009-2013
	Progress as at 31 August 2009

	16.
	Exit Interviews
	Information is analysed from an exit interview to identify trends, which informs barrier removal initiatives.
	Yes
	
	
	

	
	
	There is a standard exit interview which provides a set of guidelines for consistent application.
	Yes
	
	
	

	
	
	The exit interview allows the departing employee to comment on any discriminatory practices in the workplace.
	Yes
	
	
	

	
	
	Senior employees, who are skilled at obtaining information, conduct the interviews. 
	Yes
	Academic staff: Deans conduct interviews

Support staff: ER Manager
	
	

	
	
	Information disclosed in exit interviews is confidential and is only used to identify themes or problems in the workplace.
	Yes
	
	
	

	
	
	Considerations are made regarding periodic reports reflecting the trends that emerge in exit interviews.  
	Yes
	
	
	

	
	
	Staff turnover rates are compared against similar jobs within the same sector, if the turnover is higher than the benchmarks then an employer should consider initiating interventions to address the problems.
	No
	
	2010: Comparison is made.
	


Analysis not required by DOL but done for internal purposes:
1. R&S statistics by occupational category (see Appendix 1)
Appendix 2 reflects a range of recruitment and selection statistics per occupational category. Information reflected in the Equity Report is per occupational level. Arguably, data by occupational category is more meaningful for institutional purposes.
The data collected is:

1. Whether posts are advertised internally or internally/externally:
This information allows the institution to evaluate how many promotional opportunities were available to staff where they did not have to compete with outside applicants. 

	
	2006/2007
	2007/2008
	2008/2009

	Total no of vacant posts
	184
	187
	179

	No of posts advertised internally
	33%
	34%
	30%

	No of internal appointments
	58%
	45%
	30%


Linked to this is who is offered posts (see no of internal appointments). This statistic needs to be carefully monitored as too many internal appointments may simply replicate the currently demographic profile at higher levels in the institution.

2. Number of applicants by demographic group:
This allows the institution to evaluate the institution’s ability to attract interest in posts in particular by demographic groups. 

% of applications from members of designated groups

	
	2007/2008
	2009/2009

	Senior officials
	51%
	57%

	Professionals
	
	46% (32% from Black applicants)

	Tech and assoc professionals
	
	75% (62% from Black appl)

	Clerical
	
	98% (78% from Black appl)


The poor number of applications received from Black applicants for professional posts (mostly academics) is of concern. 

3. No that did not meet the initial criteria:
While the number of applicants by demographic group is an important statistic, more critical is the number of quality applicants. For this reason, applications that do not meet the initial criteria (e.g. minimum criteria listed in job profile/advert) are recorded. 

% of applications that DO NO meet requirements of post

	
	2007/2008
	2009/2009

	Senior officials
	
	34%

	Professionals
	38%
	37%

	Tech and assoc professionals
	
	35%

	Clerical
	
	70%


The statistic for clerical applications is alarming and emphasises the need for the continued implementation of the support staff internship programme.

4. No of short-listed applicants:

This statistic allows the institution to evaluate whether members of designated groups are being short-listed. Possible adverse impact can be assessed by looking at the percentage of designated groups that are short-listed relative to the number of applicants that meet the initial criteria.

For example, among the professional group (excluding foreign nationals):

	Male
	Female

	African
	Coloured
	Indian
	White
	African
	Coloured
	Indian
	White

	a) 48
	9
	7
	42
	18
	4
	6
	40

	b) 4
	2
	2
	16
	4
	2
	4
	19

	c)  8%
	22%
	29%
	38%
	22%
	50%
	67%
	48%


a) Number of applications that meet initial criteria

b) Number of short-listed candidates

c) Percentage of b/a.

These statistics show that women are more likely to be short-listed. This statistics for the period 2007/2008 was the opposite.  African applicants have the least likelihood of being short-listed. The question that needs to be asked is whether adverse impact is being experienced. 

Caution should be exercised in looking at low numbers.

5. Post offered:

This reflects who the successful candidate is. Again, possible adverse impact can be assessed as follows:

For example, among the clerical group (excluding foreign nationals):

	Male
	Female

	African
	Coloured
	Indian
	White
	African
	Coloured
	Indian
	White

	a) 9
	5
	0
	3
	48
	29
	1
	70

	b) 2
	2
	0
	0
	13
	10
	0
	27

	c) 22%
	40%
	0%
	0%
	27%
	34%
	0%
	39%


a) Number of short-listed candidates

b) Post offered

c) Percentage of b/a

In the clerical area, of the 55 posts offered, 49% went to Black applicants and staff. This percentage was much higher in the previous equity period and needs to be improved.

6. Post declined internal/external:

This statistic helps the institution to determine competitiveness regarding offers made. 

	
	2007/2008
	2008/2009

	Offers declined
	14 (7%) majority from white males and white females, 7 in professional grouping
	7 (4%),  5 in professional grouping, only 1 from designated group member (disabled).


Key Findings:
(a) Among the category of senior officials and managers

1. Finding suitable applicants from designated remains problematic. More than half of applications in this group continue to be from white males and almost half  (43%) of those applications from designated groups do not meet the initial criteria for the job. This makes the pool of eligible applicants from designated groups very small; 
2. % number of black appointees
	2007/2008
	2008/2009

	11 (58%)
	8 (62%)


(b) In the category of professional staff

1. Only 4% of applications did not meet the minimum criteria. This is encouraging;

2. % number of black appointees excluding foreign nationals

	2007/2008
	2008/2009

	15 (29%)
	7 (20%)


That this percentage has decreased is of great concern.

3. African applicants stand the least chance of being selected based on the statistics in point 5 above. Selection Committees must consider whether any adverse impact is taking place;

(c) In the technical and associate professional category

1. Over one third of applications do not meet the minimum criteria for posts, 84% of these are from Black applicants. This significantly decreases the pool of eligible candidates;
2. number of black appointees excluding foreign nationals

	2007/2008
	2008/2009

	10(55%)
	7 (32%)



 Another concerning back-ward trend.
(d) In the category of clerks
1. Number of black appointees excluding foreign nationals

	2007/2008
	2008/2009

	30 (63%)
	27 (49%)


After the success of 2007/2008, this is disappointing.  The Support Staff Internship Programme continues to run and provide the necessary recruitment pool. 

In general, after pleasing improvements in 2007/2008, this past year as seen a reversal of a possible positive trend. 
Written by Director: HR

September 2009
2. Exit data for the last period
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	EXIT INTERVIEW REPORT
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	From 1st Sept 2008
	to31st Aug 2009
	
	
	

	Support Staff
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Reason for Resignation
	Interviewed  by grade
	
	Demographics
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	G1-5
	G6-12
	G13 +
	Total
	AM
	AF
	CM
	CF
	IM
	IF
	WM
	WF
	

	Better offer
	 
	5
	 
	5
	 
	2
	 
	 
	 
	 
	 
	3
	

	Change of environment
	
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Emigrating
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	End of contract
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	New Challenge
	 
	1
	 
	1
	 
	 
	 
	 
	 
	 
	 
	1
	

	Personal/Family reason
	 
	1
	
	1
	 
	 
	 
	 
	 
	 
	 
	1
	

	Career Development
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	

	Own business
	 
	2
	 
	2
	 
	1
	 
	 
	 
	 
	 
	1
	

	Relocating
	 
	2
	 
	2
	 
	 
	 
	 
	 
	 
	 
	2
	

	Retirement
	1
	2
	 
	3
	 
	1
	 
	 
	 
	 
	 
	2
	

	Total interviewed
	1
	13
	 
	14
	 
	4
	 
	 
	 
	 
	 
	10
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Academic staff
	
	
	
	
	
	
	
	
	
	
	
	
	

	Reason for Resignation
	
	
	
	
	
	Demographics
	
	
	
	

	
	
	
	
	A M
	A F
	C M 
	C F
	IM
	IF
	WM
	WF
	
	
	

	Better offer
	 
	
	 
	
	 
	 
	 
	 
	 
	 
	
	
	

	Change of environment
	 
	
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	Emigrating
	 
	
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	End of contract
	1
	
	
	 
	 
	 
	 
	 
	1
	 
	
	
	

	Personal / Family reason
	 
	
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	New challenge
	 
	
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	Not happy
	1
	
	1
	 
	 
	 
	 
	 
	 
	 
	
	
	

	Own business
	 
	
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	Relocating
	3
	
	2
	
	 
	 
	 
	 
	1
	 
	
	
	

	Retirement
	1
	
	 
	 
	 
	 
	 
	 
	1
	 
	
	
	

	Total interviewed
	6
	
	3
	 
	 
	 
	 
	 
	3
	 
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	TOTAL INTERVIEWED
	 
	20
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	 
	
	
	
	
	
	
	
	
	
	
	 
	
	
	

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


Current situation:

1. When person resigns and resignation is confirmed, person is sent letter;

2. Letter outlines exit process i.e. questionnaire and/or interview;

3. For academics: Deans receive e-mail noting resignation of individual (so they know when person is leaving),  up to Deans to contract individual, Deans then send information onto HR;

4. For support staff: ER manager contacts individual, clarifies if questionnaire to be done or interview.  If interview, date then set up.
Analysis: 
1. Getting exit data for academic staff is highly problematic. These interviews are conducted by the Deans. Too often the interviews do not take place;
2. Staff have an option of completing a questionnaire and/or participating in an interview;
3. Participating in the exit interview is voluntary. Consideration should be given to making it compulsory;
4. In the case of support staff, staff often indicate they will complete the questionnaire, then do not do so; 

5. The ER Manager in the HR Division has been tasked with reviewing the current system and making recommendations for change;  
6. In terms of data collected, two key themes can be identified: one positive, one negative. Firstly, the institution’s professional development programmes are regarded very positively. Secondly,  there are concerns with the support being offered in departments. 
3. Support Staff Internship programme
RHODES UNIVERSITY

Support Staff Internship Programme: 2004 to 2009

A full report of all names is available. This report reflects movement since the last employment equity report i.e. 31 August 2008
	Name 
	Status
	Dept of internship
	Nature of post
	Dates
	Status

	Ms Phumeza Sankobe
	SETA funding
	Economic Science
	Graduate intern
	2007
	Currently on the internship programme until 31st October 2008. Currently employed at Linguistics Dept. at RU.

	Ms Xabisa Magopeni
	SETA funding
	Residential Ops
	Graduate intern
	2007
	Currently on the internship programme until 31st October 2008.  Currently employed at Catering Services at RU.

	Mr Sylvester Gongqa
	SETA funding
	HR Admin
	Graduate intern
	2008
	Currently on the internship programme until May 2009. Employed on contract in HR until end of 2009.

	Mr Wandisile Geelbooi
	SETA funding
	Dean of Students
	Graduate intern
	2008
	Completed internship 31st July 2009.

	Ms Jean Fox
	SAGDA funding
	Education department
	Graduate intern
	2008
	Resigned from internship on 30th October 2008 to take up permanent employment.

	Ms Nokwayiyo Ntshakaza
	SADGA funding
	Education department
	Graduate intern
	2008
	Completed internship 28th February 2009.  

	Ms Ayanda Tito
	SETA funding
	HR (OD)
	Graduate intern
	2008
	Completed internship 31ST July 2009.  Employed on contracts subsequently.

	Mr Elron Kleinhans
	SETA funding
	HR (Director’s office)
	Graduate intern
	2008
	Completed internship 30th April 2009. Currently employed in HR at RU.  

	Ms Yolisa Ngele
	Staff member, previously messenger
	Economic Science
	Clerical Intern
	2008
	Completed Internship December 2008. Returned to post as Messenger in Linguistics.

	Ms Nosisi Nobebe


	Staff member, previously cook
	Catering
	Catering Intern
	2008
	Completed Internship December 2008. Promoted to Caterer in Food Services Section.

	Mr Sylvester Gongqa
	SETA funding
	Human Resources Division

	Graduate intern
	2008
	Completed internship 31st May 2009. Currently employed in HR at RU.  

	Ms Lindelwa Mancam
	SETA funding
	JMS
	Graduate intern
	2008
	Completed internship 31st July 2009. Currently employed in Journalism & Media Studies at RU.    

	Ms Yoliswa Simayile
	SETA Funding
	Finance Division
	Graduate Intern
	2008
	Resigned from internship on 28th February 2009 to take up permanent employment.

	Ms Vuyokazi Feji
	SAGDA Funding
	HRD section
	Graduate Intern
	2008
	Resigned from internship on to take up permanent employment.

	Ms Noxolo Saki
	Recruited externally
	Registrar’s Division
	Clerical Intern
	2008
	Completed Internship Dec 2008.  

	Ms Honjiswa Ntantiso
	Recruited externally
	Finance
	Clerical Intern
	2008
	Completed Internship Dec 2008.  

	Ms Babalwa Ntamo
	Recruited externally
	School of Languages
	Clerical Intern
	2008
	Completed Internship Dec 2008.  Currently employed at RU (School of Languages)

	Ms Busisiwe Stamper
	Recruited externally
	Psychology
	Clerical Intern
	2008
	Completed Internship Dec 2009.  Employed at Graeme College.

	Ms Nonkanyiso Ngele
	Recruited externally
	Law
	Clerical Intern
	2008
	Completed Internship Dec 2008.  Currently employed at RU (Law)

	Ms Nomaxabiso Buwa
	Recruited externally
	HR (Recruitment)
	Clerical Intern
	2008
	Completed Internship Dec 2008.  Currently employed at RU (Electrical Services)

	Ms Saziwe Gotyana
	Recruited externally
	Finance
	Clerical Intern
	2008
	Completed Internship Dec 2008.  Currently employed at RU (Finance)

	Ms Ntombizanele Siqwede
	Recruited externally
	HR (HRD)
	Clerical Intern
	2008
	Resigned from Internship.  Employed permanently by a local environmental office (August 2008)

	Ms Samantha Cassels
	Recruited externally
	ISER
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Ms Ondela Gqokoma
	Recruited externally
	ISEA
	Clerical Intern
	2009
	Dismissed July 2009 for misconduct. 

	Ms Unita Kirkwood
	Recruited externally
	Registrar’s Division
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Ms Zoleka Makabe
	Recruited externally
	Research Finance
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Mr Akhona Mlisana
	Recruited externally
	Student Bureau
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Ms Nokulunga Mtse
	Recruited externally
	HRD Section 
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Ms Busisiwe Ndayi
	Recruited externally
	Recruitment & Selection
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Ms Zukiswa Ntezo
	Recruited externally
	Catering Services
	Clerical Intern

	2009
	Currently on the internship programme until 31st December 2009.

	Mr Siyabonga Mfecane
	Recruited externally
	Buying Office
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.

	Mr Daines Plaatjes
	Recruited externally
	Creditors – Finance 
	Clerical Intern
	2009
	Currently on the internship programme until 31st December 2009.


(a) Number of placements since 2004 including 2009: 70 

(b) Number of interns that secured employment at the internship level or higher who are currently at RU (excluding those still currently on programme):  68%  (41/60 = 68%)

(c) Number of interns who secured employment at the internship level or higher who are employed elsewhere: 6

(d) Total number of interns for whom the internship facilitated access to employment (b+c):  78% 47 (47/60 = 78%)

(e) Number of interns who did not successfully complete the internship programme: 5

(f) Number of Rhodes University staff who have been given the opportunity to develop to a higher level post: 17

(g) Number of Rhodes University staff who have secured a post at a higher level as a result of the internship (not all are currently employed at RU): 12 
Annual investment of RU in internships that are not SETA funded: about R250 000 per annum. 
4. Analysis of workforce profile as at 31 August of each year
The following focuses on occupational categories not occupational levels which is the focus of the EE report. The former has been tracked for a number of years.
4.1 Senior official and legislators

	
	AM
	CM
	IM 
	WM
	
	AF
	CF
	IF
	WF
	
	M
	F
	
	A
	C
	I
	W
	
	Total
	
	

	2007
	2
	3
	1
	20
	
	1
	1
	1
	11
	
	26
	14
	
	3
	4
	2
	31
	
	40
	
	

	% of total
	5%
	8%
	3%
	50%
	 
	3%
	3%
	3%
	28%
	 
	65%
	35%
	 
	8%
	10%
	5%
	78%
	
	2
	Foreign nationals

	2008
	3
	2
	1
	23
	
	2
	1
	1
	16
	
	29
	20
	
	5
	3
	2
	39
	
	49
	
	

	% of total
	6%
	4%
	2%
	47%
	
	4%
	2%
	2%
	33%
	
	59%
	41%
	
	10%
	6%
	4%
	80%
	
	0
	Foreign nationals

	2009
	7
	2
	1
	27
	
	2
	1
	1
	22
	
	37
	26
	
	9
	3
	2
	49
	
	63
	Contracts included in

Numbers for 1st time 

	% of total
	11%
	3%
	2%
	43%
	
	3%
	2%
	2%
	35%
	
	59%
	41%
	
	14%
	5%
	3%
	78%
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Target
	3
	1
	1
	27
	
	2
	1
	1
	11
	
	32
	15
	
	5
	2
	2
	38
	
	47
	
	

	
	6%
	2%
	2%
	57%
	 
	4%
	2%
	2%
	23%
	 
	68%
	32%
	 
	11%
	4%
	4%
	81%
	
	
	
	


4.2 Professionals

	
	AM
	CM
	IM 
	WM
	
	AF
	CF
	IF
	WF
	
	M
	F
	
	A
	C
	I
	W
	
	Total
	

	2007
	18
	2
	7
	166
	
	19
	4
	2
	110
	
	193
	135
	
	37
	6
	9
	276
	
	328
	

	% of total
	5%
	1%
	2%
	51%
	
	6%
	1%
	1%
	34%
	
	59%
	41%
	
	11%
	2%
	3%
	84%
	
	16
	FN

	2008
	19
	2
	7
	169
	
	15
	4
	2
	120
	
	197
	141
	
	34
	6
	9
	289
	
	338
	

	% of total
	6%
	1%
	2%
	50%
	
	4%
	1%
	1%
	36%
	
	58%
	42%
	
	10%
	2%
	3%
	86%
	
	29
	FN

	2009
	20
	3
	8
	168
	
	23
	10
	7
	124
	
	199
	164
	
	43
	13
	15
	292
	
	363
	Includes contracts for 1st time

	% of total
	6%
	1%
	2%
	46%
	
	6%
	3%
	2%
	34%
	
	55%
	45%
	
	12%
	4%
	4%
	80%
	
	17
	FN

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Target
	26
	4
	6
	159
	
	31
	6
	5
	129
	
	195
	171
	
	57
	10
	11
	288
	
	366
	

	
	7%
	1%
	2%
	43%
	 
	8%
	2%
	1%
	35%
	 
	53%
	47%
	 
	16%
	3%
	3%
	79%
	
	
	


4.3 Technicians and associate professionals

	
	AM
	CM
	IM 
	WM
	
	AF
	CF
	IF
	WF
	
	M
	F
	
	A
	C
	I
	W
	
	Total
	

	2007
	8
	13
	3
	35
	
	1
	3
	0
	16
	
	59
	20
	
	9
	16
	3
	51
	
	79
	

	% of total
	10%
	16%
	4%
	44%
	
	1%
	4%
	0%
	20%
	
	75%
	25%
	
	11%
	20%
	4%
	65%
	
	3
	FN

	2008
	9
	14
	3
	36
	
	2
	3
	1
	20
	
	62
	26
	
	11
	17
	4
	56
	
	88
	

	% of total
	10%
	16%
	3%
	41%
	
	2%
	3%
	1%
	23%
	
	70%
	30%
	
	13%
	19%
	5%
	64%
	
	2
	FN

	2009
	16
	12
	2
	36
	
	5
	2
	1
	30
	
	66
	38
	
	21
	14
	3
	66
	
	104
	Includes contracts for 1st time

	% of total
	15%
	12%
	2%
	35%
	
	5%
	2%
	1%
	29%
	
	63%
	37%
	
	20%
	13%
	3%
	63%
	
	6
	FN

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Target
	14
	18
	7
	23
	
	7
	1
	1
	20
	
	62
	29
	
	21
	19
	8
	43
	
	91
	

	
	15%
	20%
	8%
	25%
	 
	8%
	1%
	1%
	22%
	 
	68%
	32%
	 
	23%
	21%
	9%
	47%
	
	
	


4.4 Clerical 

	
	AM
	CM
	IM 
	WM
	
	AF
	CF
	IF
	WF
	
	M
	F
	
	A
	C
	I
	W
	
	Total
	

	2007
	11
	7
	1
	6
	
	24
	24
	4
	135
	
	25
	187
	
	35
	31
	5
	141
	
	212
	

	% of total
	5%
	3%
	0%
	3%
	 
	11%
	11%
	2%
	64%
	 
	12%
	88%
	 
	17%
	15%
	2%
	67%
	
	1
	FN

	2008
	12
	6
	0
	5
	
	30
	25
	3
	120
	
	23
	178
	
	42
	31
	3
	125
	
	201
	

	% of total
	6%
	3%
	0%
	2%
	
	15%
	12%
	1%
	60%
	
	11%
	89%
	
	21%
	15%
	1%
	62%
	
	1
	FN

	2009
	18
	9
	0
	6
	
	41
	32
	0
	131
	
	33
	204
	
	59
	41
	0
	137
	
	237
	Includes contracts for 1st time

	% of total
	8%
	4%
	0%
	3%
	
	17%
	14%
	0%
	55%
	
	14%
	86%
	
	25%
	17%
	0%
	58%
	
	0
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Target
	27
	13
	4
	8
	
	44
	20
	7
	81
	
	50
	151
	
	70
	33
	11
	87
	
	201
	

	
	13%
	6%
	2%
	4%
	 
	22%
	10%
	3%
	40%
	 
	25%
	75%
	 
	35%
	16%
	5%
	43%
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� Support staff refer to staff who are not academic and research staff. This includes cleaners, kitchen attendants, artisans, library/IT/HR professional staff as well as managerial staff, the Deputy Vice-Chancellors and the Vice-Chancellor.
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