Rhodes University
Employment Equity Report

For the period 1/09/2009 to 31/08/2010

Please note:

1. The document to follow is as per the requirements of the Department of Labour.
2. Once approved, the document will be uploaded electronicallly on the DoL labour website. The plan is due by no later than 1 January 2011. 
3. The report has two components:

a. EEA2: The report containing workforce profiles and targets 

b. EEA4: The income differentials statement.
4. The targets used in this plan may change if the proposed EE plan is amended. 
	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 8113

	
	Fax number
	046 603 8003

	
	Email address
	s.fischer@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
 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
 150 or more

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

	
	Is your organisation part of a group / holding company?

If yes, please provide the name.
	 Yes  No
________________________________________



	
	Date of submitting this report
	31____11____2010________
DD   /   MM   /   YYYY
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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):
01/09/2009


To (date):
31/08/2010
DD / MM / YYYY



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

From (date):
01/09/2010


To (date):
31/08/2015
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

	
	RU Grades
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	24-25
	1
	0
	1
	2
	0
	0
	0
	0
	0
	0
	4

	Senior management
	19-23
	1
	0
	0
	5
	0
	0
	1
	5
	0
	1
	13

	Professionally qualified and experienced specialists and mid-management
	14-18
	12
	7
	9
	160
	11
	11
	6
	122
	53
	25
	417

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	9-13
	18
	29
	4
	44
	27
	24
	2
	96
	7
	3
	254

	Semi-skilled and discretionary decision making
	4-8
	77
	27
	1
	6
	87
	23
	2
	49
	1
	2
	275

	Unskilled and defined decision making
	1-3
	151
	11
	0
	0
	164
	4
	0
	0
	0
	0
	330

	TOTAL PERMANENT
(includes outside funded posts plus contracts of more than 3 months as at end August 2010)
	
	260
	74
	15
	217
	289
	62
	11
	272
	61
	31
	1292

	Temporary employees
(employed for three months or less as at end August 2010)
	
	42
	7
	2
	54
	54
	6
	3
	71
	13
	11
	263

	GRAND TOTAL
	
	302
	81
	17
	271
	343
	68
	14
	343
	74
	42
	1555


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
	1
	0
	0
	1

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

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

	Semi-skilled and discretionary decision making
	0
	0
	0
	3
	0
	1
	0
	1
	0
	1
	6

	Unskilled and defined decision making
	3
	2
	0
	0
	1
	0
	0
	0
	0
	0
	6

	TOTAL PERMANENT
	3
	2
	0
	6
	1
	1
	0
	2
	1
	1
	17

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

	GRAND TOTAL
	3
	2
	0
	6
	1
	1
	0
	2
	1
	1
	17


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.  At RU, this is all academic and research staff.

Support Function positions provide infrastructure and other enabling conditions for revenue generation e.g. human resources corporate services etc.  At RU, this is all staff except for academic and research staff.


2.1
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
	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
	1
	1

	Professionally qualified and experienced specialists and mid-management
	6
	4
	9
	136
	6
	8
	5
	88
	48
	23
	333

	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
	6
	4
	9
	136
	6
	8
	5
	88
	48
	24
	334

	Temporary employees
	4
	3
	1
	24
	9
	0
	3
	23
	8
	6
	81

	GRAND TOTAL
	10
	7
	10
	160
	15
	8
	8
	111
	56
	30
	415


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
	1
	0
	1
	2
	0
	0
	0
	0
	0
	0
	4

	Senior management
	1
	0
	0
	5
	0
	1
	0
	5
	0
	0
	12

	Professionally qualified and experienced specialists and mid-management
	6
	3
	0
	24
	5
	3
	1
	34
	5
	2
	83

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	18
	29
	4
	44
	27
	24
	2
	96
	7
	3
	254

	Semi-skilled and discretionary decision making
	77
	27
	1
	6
	87
	23
	2
	49
	1
	2
	275

	Unskilled and defined decision making
	151
	11
	0
	0
	164
	4
	0
	0
	0
	0
	330

	TOTAL PERMANENT
	254
	70
	6
	81
	283
	55
	5
	184
	13
	7
	958

	Temporary employees
	38
	4
	1
	30
	45
	6
	0
	48
	5
	5
	182

	GRAND TOTAL
	292
	74
	7
	111
	328
	60
	5
	232
	18
	12
	1140


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
	0
	0
	0
	0
	0
	0
	0
	0

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

	Professionally qualified and experienced specialists and mid-management
	5
	2
	0
	10
	0
	3
	1
	5
	7
	5
	38

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	1
	0
	1
	3
	0
	1
	0
	2
	0
	0
	8

	Semi-skilled and discretionary decision making
	1
	1
	1
	5
	4
	3
	1
	10
	0
	1
	27

	Unskilled and defined decision making
	14
	1
	0
	1
	7
	0
	0
	1
	0
	0
	24

	TOTAL PERMANENT
	21
	4
	2
	19
	11
	7
	2
	19
	7
	6
	98

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

	GRAND TOTAL
	21
	4
	2
	19
	11
	7
	2
	19
	7
	6
	98


This reflects all new staff to Rhodes University.  
Analysis:

1. The number of posts filled in this period were 156, 45 less than the previous equity period.

2. Of all new staff and excluding foreign nationals, 48% were Black. Excluding those staff employed at the unskilled and defined decision making level, 26% of new staff were Black. This remains an area of concern. 

3. At the professionally qualified level (where academics are placed in terms of the DoL listing), 11 out of 37 appointees (foreign nationals not included) were Black (30%). This number and percentage in 2008-2009 equity period was 8 staff, 30% of all staff appointed at this level.  Of the academic posts filled during this period, approximately half of these posts were at the lecturer level.  The more senior posts tended to be filled by White applicants while just more than half of posts at the lecturer level were filled with Black applicants. 
When once compares these figures to those leaving the institution (refer to section 5 of this report that deals with Termination of staff), the following is observed and is of concern:

1. Number of professionally qualified Black staff leaving in this equity period was 14 whereas the number of new Black staff employed in this category is 11. In other words, no gains are being made in terms of demographic profile of Black professional staff;

2. Number of skilled technical etc Black staff leaving in this equity period was 3 and the number of new Black staff employed in this category was also three;

3. Number of semi-skilled etc Black staff leaving in this equity period was 25 and the number of new Black staff employed in this category was 11. The high termination number is impacted by the clerical internship programme where the contract is only for one year. The majority of these staff are retained either in other contract positions or in permanent positions.  
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
	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
	1
	0
	0
	11
	1
	2
	0
	9
	9
	1
	34

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

	Semi-skilled and discretionary decision making
	2
	0
	0
	0
	3
	2
	0
	2
	0
	0
	9

	Unskilled and defined decision making
	6
	0
	0
	0
	4
	0
	0
	0
	0
	0
	10

	TOTAL PERMANENT
	9
	1
	0
	12
	8
	4
	0
	11
	9
	1
	55

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

	GRAND TOTAL
	9
	1
	0
	12
	8
	4
	0
	11
	9
	1
	55


This reflects:

1. Personal Promotion for academic staff

2. All current staff moved to higher level posts in University
Analysis:

1. Of all posts, 42% of all movement was white males and white females. The majority of this is at the professional level which reflects academic promotional statistics;

2. Of all posts, 40% of all movement were Black staff, mostly of this happening in the clerical, supervisory area. This is as a result of the clerical internship programme where staff are being retained in permanent positions;
3. In this period, 22% of posts were advertised internally (compared with 30% the previous equity period). Of all posts available, 26% of posts were filled by RU staff (compared with 30% in previous equity period). Of the 34 posts filled by internal staff, 56% were filled by Black staff (compared with 67% in the previous equity period). 

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
	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
	2
	1
	1
	14
	7
	2
	1
	14
	8
	3
	53

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	2
	0
	0
	2
	1
	0
	0
	2
	1
	0
	8

	Semi-skilled and discretionary decision making
	4
	3
	0
	0
	14
	4
	0
	11
	1
	0
	37

	Unskilled and defined decision making
	20
	2
	0
	0
	6
	0
	0
	0
	0
	0
	28

	TOTAL PERMANENT
	28
	6
	1
	16
	28
	6
	1
	27
	10
	3
	126

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

	GRAND TOTAL
	28
	6
	1
	16
	28
	6
	1
	27
	10
	3
	126


This figure is used to calculate the staff turnover figure: number of vacancies over number of permanent staff i.e. 126/1292 = 9.7%

Analysis:

1. Total institutional turnover for last equity period was 7%. Outside funded contract details have been included in the 2010 report and this accounts for the increase as there is a high termination of contracts. For example, in this equity period there have been 28 termination of contracts in this period versus 5 in the previous equity period.

2. There have been substantial increases in turnover in the professional and unskilled levels.
3. Turnover for professional grouping was 12.5% for this period (2009-2010), 7.6% for 2008-2009 and 11% for 2007-2008. This has been largely due to end of contracts, resignations and retirements. 
4. The occupational level with the highest rate (13.5%) of termination was that of semi-skilled and discretionary decision-making, typically your clerical type of jobs. Terminations in this group are mostly from Black women. This number is impacted by the staff on the clerical internship programme that runs for one year.  
5.2 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
	1
	4
	10
	4
	0
	14
	8
	3
	54

	Non-renewal of contract
	2
	1
	0
	5
	7
	2
	1
	8
	2
	0
	28

	Retrenchment – Operational requirements
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Dismissal - misconduct
	8
	2
	0
	0
	0
	0
	0
	0
	0
	0
	10

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

	Retirement
	7
	0
	0
	7
	8
	0
	0
	5
	0
	0
	27

	Death
	3
	0
	0
	0
	3
	0
	0
	0
	0
	0
	6

	TOTAL
	28
	6
	1
	16
	28
	6
	1
	27
	10
	3
	126


Notes:

1. The number of resignations in real terms has dropped from 61 in the previous period to 54 in this period;

2. The number of dismissals remains similar;

3. The number of retirements in this equity period is 4 more than the last equity period;

4. There have been 6 deaths in this equity period compared to 1 last equity period.
SECTION D:  SKILLS DEVELOPMENT


6. Skills Development 
Drawn from Rhodes University SETA Report: 01/04/2009-31/03/2010
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
	0
	0

	Professionally qualified and experienced specialists and mid-management
	0
	0
	0
	0
	2
	1
	2
	0
	5

	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
	5
	1
	0
	0
	10
	3
	0
	2
	21

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

	TOTAL PERMANENT
	7
	1
	0
	0
	13
	4
	2
	2
	29

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	7
	1
	0
	0
	13
	4
	2
	2
	29


The above reflects training that has been received by:
1. Academic staff on the Mellon and Kresge development programmes. Numbers are for those on the programme in 2009 as well as those who joined the Kresge programme in 2010.
2. Support staff on the Support Staff Internship programme. These are the numbers of intern in 2009 and 2010.
These programmes are equity initiatives that directly feed into the achievement of numerical goals.

While other training is attended by members of designated groups, it is not part of a deliberate and focused development strategy to achieve numerical goals. 
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
	2
	0
	0
	0
	1
	0
	0
	0
	3

	TOTAL PERMANENT
	2
	0
	0
	0
	1
	0
	0
	0
	3

	Temporary employees
	0
	0
	0
	0
	0
	0
	0
	0
	0

	GRAND TOTAL
	2
	0
	0
	0
	1
	0
	0
	0
	3


These numbers reflect the Kuyasa internship programme for disabled staff. 

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
	0
	1
	2
	0
	0
	0
	0
	0
	0
	4

	Senior management
	2
	0
	1
	3
	2
	0

	0
	6
	0
	1
	15

	Professionally qualified and experienced specialists and mid-management
	60
	15
	13
	157
	70
	24
	11
	135
	37
	13
	535

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	50
	26
	9
	39
	59
	23
	8
	87
	2
	1
	304

	Semi-skilled and discretionary decision making
	93
	23
	5
	9
	106
	22
	4
	34
	1
	0
	297


	Unskilled and defined decision making
	165
	14
	3
	4
	151
	5
	7
	4
	0
	0
	353

	TOTAL PERMANENT
	371
	78
	32
	214
	387
	74
	30
	266
	40
	15
	1508

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

	GRAND TOTAL
	371
	78
	32
	214
	388
	74
	30
	266
	40
	15
	1508


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
	0
	0
	0
	0
	1
	0
	0
	1

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

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

	Semi-skilled and discretionary decision making
	1
	0
	0
	3
	1
	1
	0
	1
	0
	1
	8

	Unskilled and defined decision making
	8
	2
	0
	0
	8
	0
	0
	1
	0
	0
	19


	TOTAL PERMANENT
	9
	2
	0
	6
	10
	0
	0
	4
	1
	1
	34

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

	GRAND TOTAL
	9
	2
	0
	6
	10
	1
	0
	4
	1
	1
	34


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
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	0
	1
	2
	0
	0
	0
	0
	0
	0
	4

	Senior management
	2
	0
	0
	4
	2
	0
	0
	6
	0
	1
	15

	Professionally qualified and experienced specialists and mid-management
	33
	12
	11
	190
	44
	20
	9
	161
	40
	15
	535

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	32
	29
	4
	53
	47
	24
	4
	106
	3
	2
	304


	Semi-skilled and discretionary decision making
	87
	24
	4
	9
	103
	23
	3
	44
	1
	0
	298

	Unskilled and defined decision making
	161
	12
	2
	1
	170
	5
	1
	1
	0
	0
	353

	TOTAL PERMANENT
	316
	77
	22
	259
	365
	72
	17
	318
	44
	18
	1508

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

	GRAND TOTAL
	316
	77
	22
	259
	366
	72
	17
	318
	44
	18
	1509


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
	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
	1
	0
	0
	1

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

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

	Semi-skilled and discretionary decision making
	0
	0
	0
	3
	0
	1
	0
	1
	0
	1
	6

	Unskilled and defined decision making
	5
	2
	0
	0
	1
	0
	0
	0
	0
	0
	8

	TOTAL PERMANENT
	5
	2
	0
	6
	1
	1
	0
	2
	1
	1
	19

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

	GRAND TOTAL
	5
	2
	0
	6
	1
	1
	0
	2
	1
	1
	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
	

	
	34
	5
	0
	0
	5
	2
	0
	0
	0
	0
	46


This reflects all levels (1, 2 and 3) of disciplinary action.  Of the 46 incidents, 11 were dismissals: one for incapacity and ten for misconduct. 

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 50

	Policy statement includes reference to employment equity
	X
	
	

	Summary of the Act displayed
	X
	
	

	Employment Equity training
	X
	
	About 35

	Diversity management programmes
	
	X
	

	Discrimination awareness programmes
	X
	
	About 50


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
	Detail not required by DoL but included for EE&IC Committee 

	
	YES
	NO
	YES
	NO
	START DATE
	END DATE
	

	Recruitment procedures
	X
	
	X
	
	1/01/2010
	Ongoing
	Barrier: attracting suitably qualified Black applicants, cost of living in Grahamstown, recent difficulties in finding a place of children in school, difficulty in finding employment for partner, election of Deans & HoDs rather than selection
Initiatives: 
· Has been greater focus on recruitment strategies e.g., use of City Press, advertising multiple times if necessary
· Approval and implementation of new R&S policies include partner placement strategy

· Recently initiated meeting to look at issue of placement of children 
· Need to look at Dean and HoD election/selection dynamic

	Advertising positions
	
	X
	
	X
	
	
	

	Selection criteria
	
	X
	
	X
	
	
	

	Appointments
	X
	
	X
	
	31/09/2009
	Ongoing 
	See issues re particular fields under remuneration and benefits

	Job classification and grading
	
	X
	
	X
	
	
	

	Remuneration and benefits
	X
	
	X
	
	31/09/2009
	Ongoing
	Barrier: attracting suitably qualified Black applicants and finding applicants in particular fields e.g. Accounting, Financial Management, Economics, Pharmacy, Computer science/information systems, HR, IT
Initiative: 
· Introduction of scarcity allowance in certain fields to assist with attraction of new staff
· Payment of premium of 10% for Black applicants if necessary

· Matching of offers where feasible.

	Terms & conditions of employment
	
	X
	
	X
	
	
	

	Job assignments
	
	X
	
	X
	
	
	

	Work environment and facilities
	
	X
	
	X
	
	
	

	Training and development
	X
	
	X
	
	1/01/2011
	31/12/2015
	Barrier: With the exception of support staff internship programmes and the Mellon and Kresge programmes for academics, there is a lack of focused development strategies for staff from designated groups e.g. no developmental reviews, no development plans, no facilitation of development
Initiative: The EE plan needs to address this going forward

	Performance and evaluation 
	X
	
	X
	
	1/01/2011
	31/12/2015
	Barrier: lack of systematic and ongoing evaluation of performance in order to assist with development as per above and succession planning as per below.

Initiative: EE plan needs to address this going forward

	Promotions
	X
	
	X
	
	1/01/2010
	Ongoing
	Barrier: Lack of transparency and clarity as regards personal promotion criteria for academics

Initiative: 

· Approval and implementation of  new personal promotion policy

· Offered workshops to staff to advise them of promotions

	Transfers
	
	X
	
	X
	
	
	

	Succession & experience planning
	X
	
	X
	
	1/01/2012
	31/12/2015
	Barrier: Insufficient mechanisms to facilitate succession planning of members of designated groups – see section above on performance evaluation and training and development 
Initiative: 
· Heads of Departments and Divisions encouraged to set development plans for staff as part of departmental EE plans.  
· EE Plan needs to address this more systematically going forward. 

	Disciplinary measures
	
	X
	
	X
	
	
	

	Dismissals
	
	X
	
	X
	
	
	

	Retention of designated groups
	X
	
	X
	
	1/01/2010
	Ongoing
	Barriers:
· Delays in or lack of success in partner placement

· Lack of career and succession planning

· Institutional culture (see below)

Initiative: 
· Revised and implemented R&S policies seek to facilitate partner employment. 

· See section on institutional culture
· Succession planning issues already covered in above section

	Corporate culture
	X
	
	X
	
	1/10/2009
	Ongoing
	Barrier: Many staff experience the institutional culture as alienating. The institution’s ethos of “a home for all”
is not experienced consistently by all staff. 

Initiative: A colloquium on institutional culture was held in October 2009 but more work is needed on issues related to the employment environment. The EE Plan needs to address this.

	Reasonable accommodation
	
	X
	
	X
	
	
	

	HIV&AIDS prevention and wellness programmes
	X
	
	X
	
	1/09/2009
	Ongoing
	Barrier: The HEAIDS survey indicated a high prevalence of HIV amongst certain staff groupings. The barrier is a lack of HIV and wellness programmes for staff. 

Initiative: A testing drive was held in July/August 2010 and the Health Care Centre is an ARV distributor. Counselling is now provided by FAMSA to staff – up to 6 sessions per issue are provided free of charge. Community booklet outlining resources available in booklet is being updated and will be available in 2011. Industrial Theatre production is being prepared for 1/12/2010. Staffing Committee has approved a full-time position of HIV/AIDS Officer from 1 April 2011. 

	Appointed senior manager(s) to manage EE implementation
	
	X
	
	X
	
	
	

	Budget allocation in support of employment equity goals
	
	X
	
	X
	
	
	

	Time off for employment equity consultative committee to meet 
	
	X
	
	X
	
	
	


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

	
	
	
	X


Statistics are presented to the EE&IC at least 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
	The institution has not had a complete EE plan. This has been developed in the last few months. 



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)





	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
	046 622 8444

	
	Email address
	s.fischer@ru.ac.za

	
	Business type

	
	 Private Sector 
 National Government 

 Local Government 

 Non-profit Organization
	 Parastatal

 Provincial Government
 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
 150 or more

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

	
	Is your organisation part of a group / holding company?

If yes, please provide the name.
	 Yes  No
________________________________________



	
	Date of submitting this report
	__________________

DD   /   MM   /   YYYY


THE FOLLOWING MUST BE TAKEN INTO CONSIDERATION WHEN COMPLETING THE EEA4 FORMS

1. Foreign nationals should be included when completing the EEA4 form in the appropriate space provided in the table below.  

2. Temporary employees mean workers who are employed to work for three consecutive months or less;

3. The calculation of remuneration must include twelve months of a financial year that is in line with the period covered by the EEA2 reporting form.  Where a person has not worked for a full twelve month period, the total remuneration worked should be included. 

4. All payment amounts to be reflected in the table below must be rounded to the nearest Rand (R) and included as total remuneration for each group in terms of race and gender.  No blank spaces, commas (,), full stops or decimal points (.) or any other separator should be included when capturing the payment amounts in each of the cells in the table below – for example R7 345 567.22 must be captured as 7345567 with no separators.

5. The payments below indicate what must be included and what must be excluded in an employee’s remuneration for the purposes of calculating pay in order to complete the EEA4 form.

5.1 Included

a) Housing or accommodation allowance or subsidy or housing or accommodation received as a benefit in kind;

b) Car allowance or provision of a car, except to the extent that the car is provided to enable the employee to work;

c) Any cash payments made to an employee, except those listed as exclusions in terms of this schedule;  

d) Any other payment in kind received by an employee, except those listed as exclusions in terms of this schedule; 

e) Employer’s contributions to medical aid, pension, provident fund or similar schemes;

f) Employer’s contributions to funeral or death benefit schemes.

5.2
Excluded

a) Any cash payment or payment in kind provided to enable the employee to work (for example, an equipment, tool or similar allowance or the provision of transport or the payment of a transport allowance to enable the employee to travel to and from work);

b) A relocation allowance;

c) Gratuities (for example, tips received from customers) and gifts from the employer;

d) Share incentive schemes;

e) Discretionary payments not related to an employee’s hours of work or performance (for example, a discretionary profit-sharing scheme);

f) An entertainment allowance;

g) An education or schooling allowance.

6. The value of payments in kind must be determined as follows –

a) a value agreed to in either a contract of employment or collective agreement, provided that the agreed value may not be less than the cost to the employer of providing the payment in kind; or

b) the cost to the employer of providing the payment in kind. 

7. An employee is not entitled to a payment or the cash value of a payment in kind as part of remuneration if-

a) the employee received the payment or enjoyed, or was entitled to enjoy, the payment in kind during the relevant period; or

b) in the case of a contribution to a fund or scheme that forms part of remuneration, the employer paid the contribution in respect of the relevant period.

8.
If a payment fluctuates over a period of 13 weeks or if an employee has been in employment for a shorter period, the actual amount for that period should be calculated.
             INCOME DIFFERENTIALS STATEMENT:     Please use the table below to indicate the number of employees, including people with disabilities, & their remuneration in each occupational level in terms of race &gender.

	Occupational levels
	MALE
	FEMALE
	FOREIGN NATIONALS
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	M
	F
	

	Top Management
	Number of workers
	1
	0
	1
	2
	0
	0
	0
	0
	0
	0
	4

	
	Remuneration
	R 1,330,908.00
	 
	R 1,646,007.00
	R 2,552,622.00
	 
	 
	 
	 
	 
	 
	R 5,529,537.00

	
	
	
	
	
	
	
	
	
	
	
	
	

	Senior Management
	Number of workers
	1
	0
	0
	5
	0
	1
	0
	5
	0
	1
	13

	
	Remuneration
	R 657,472.00
	
	
	 
	 
	R 411,071.64
	 
	R 3,524,374.41
	
	R 696,731.71
	R 9,116,870.76

	
	
	
	
	
	R 3,827,221.00
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	Number of workers
	12


	7


	9


	160


	11


	11


	6


	122


	53
	25


	416



	
	Remuneration
	R 4,574,864.40
	R 3,209,905.22
	R 3,353,180.92
	R 70,873,821.53
	R 4,174,594.47
	R 3,780,958.37
	R 2,308,397.08
	R 46,541,226.61
	R 23,052,160.84
	R 9,419,624.88
	R 171,288,734.32

	
	
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen and superintendents
	Number of workers
	18


	29


	4


	44


	27


	24


	2


	96


	7


	3


	254



	
	Remuneration
	R 3,671,651.89
	R 6,432,874.60
	R 1,048,974.08
	R 10,241,373.99
	R 4,799,231.09
	R 4,364,948.08
	R 371,961.40
	R 18,932,552.07
	R 1,693,456.21
	R 652,856.32
	R 52,209,879.73

	
	
	
	
	
	
	
	
	
	
	
	
	

	Semi-skilled and discretionary decision making
	Number of workers
	77


	27


	1


	6


	87


	23


	2


	49


	1


	2


	275



	
	Remuneration
	R 7,734,198.42
	R 3,169,219.31
	R 142,598.40
	R 781,518.08
	R 8,902,266.94
	R 2,877,019.09
	R 269,846.58
	R 6,554,077.41
	R 126,291.70
	R 281,955.64
	R 30,838,991.57

	
	
	
	
	
	
	
	
	
	
	
	
	

	Unskilled and defined decision making
	Number of workers
	151


	11


	0

 
	0

 
	164


	4


	0

 
	0

 
	0

 
	0

 
	330



	
	Remuneration
	R 10,664,617.92
	R 810,566.84
	0
	0
	R 11,346,742.72
	R 293,080.76
	0
	0
	0
	0
	R 23,115,008.24

	
	
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	Number of workers
	260
	74
	15
	217
	289
	63
	10
	272
	61
	31
	1292

	
	Remuneration
	R 28,633,712.63
	R 13,622,565.97
	R 6,190,760.40
	R 88,276,556.60
	R 29,222,835.22
	R 11,727,077.94
	R 2,950,205.06
	R 75,552,230.50
	R 24,871,908.75
	R 11,051,168.55
	R 292,099,021.60

	Temporary employees
	Number of workers
	42


	7


	2


	54


	54


	6


	3


	71


	13


	11


	263



	
	Remuneration
	R 4,899,875.71
	R 1,372,980.84
	R 190,461.42
	R 12,187,824.37
	R 5,867,607.20
	R 532,235.19
	R 692,164.64
	R 10,717,352.25
	R 2,934,050.96
	R 1,803,163.67
	R 41,197,716.25

	
	
	
	
	
	
	
	
	
	
	
	
	

	TOTAL
	Number of workers
	302
	81
	17
	271
	343
	69
	13
	343
	74
	42
	1555

	
	Remuneration
	R 33,533,588.34
	R 14,995,546.81
	R 6,381,221.82
	R 100,464,380.97
	R 35,090,442.42
	R 12,259,313.13
	R 3,642,369.70
	R 86,269,582.75
	R 27,805,959.71
	R 12,854,332.22
	R 333,296,737.85

	
	
	
	
	
	
	
	
	
	
	
	
	


	Please provide reasons for the disparities in remuneration within the various occupational levels:

Important note if a year on year analysis is done:

a) Due to a data clean-up exercise, a significant number of posts have been allocated to different Occupational Levels and now are aligned directly to the grading system. The differences are significant at the higher levels, for instance in 2009 26 staff were reported as Top Management whereas for 2010 this is 4.  This will impact averages per level.

b) Staff who occupied posts paid for from external funding, (i.e. not part of the central university salary budget), were largely excluded from the data previously, but have now been incorporated. It is frequently the case that there is limited funding for these posts, so the earnings amongst these staff is generally less than those applicable to staff funded from the central salary budget.



	Top Management: The average remuneration in this category is R1 382 384p.a. Only 4 posts are included in this category and these are graded either 24 or 25 (JE Manager). The highest grade and salary is held by the Indian Male (Vice-Chancellor) whose post is graded at 25 and whose earnings are R1,646,007p.a.  The lowest earnings average is amongst the 2 white males. This is due to the fact that one of the white males, though appointed at the same grade as the black male and the other white male (grade 24), has agreed to a remuneration comparative ratio of 5% lower than the other two, in acknowledgement of the difference in a Higher Education setting, between a Deputy Vice-Chancellor and a Registrar: Finance and Operations positions.

	Senior Management: Average remuneration at this level is R701 298p.a. This category spans support staff grades 19  to 22 (there are no grade 23 posts), the permanent Dean (Teaching and Learning). Also included are Directors of some of the associated institutes of the University. The range of salaries is significant, at approximately R600 000p.a. The reason for this is that 2 of the females, one white and one coloured, occupy positions as Directors of Institutes that are self-funded (see point b) above). One of the white males is the highest graded staff member (22) and therefore is the highest earner in this category. The difference between the average for this total category of staff of the white males and white females is minimal, but would be impacted to some extent by the fact that the lowest earner is a white female and the highest earner is a white male. 



	Professionaly Qualified and Experienced Specialists and Mid-Management:  This category is represented predominantly (80%) by academic staff from Professor to Junior Lecturer level. Average earnings at this occupational level is R411 752p.a. The average amongst male staff across this category is R435 950p.a. where the average for females is R378 427p.a. This is explained by the fact that male staff tend to occupy the higher academic positions of Associate Professor and Professor amongst academic staff and this is mirrored amongst support staff as well. Furthermore, academic male staff tend to have been in the service of the university for longer than the female academic staff. This means that their compa ratios are likely to be at a higher level, as the compa ratio was differentiated at a point in time, between those with less than 5 years service, those with 5 to 10 years’ service and those with over 10 years service.  

	Skilled Technical and Academically Qualified Workers, Junior Management, Supervisors: Average earnings in this category are R201 982p.a. and represent support staff grades 9 to 13. The trend in the previous category, of average male earnings being higher than that of the average female earnings, is prevalent here as well. This is best explained by the fact that across each race group (excluding foreign nationals) the average grade of the males was higher than the average grade of the females by between  0,5 of a grade (Africans) and 1,75 (Indians). For example, the average grade in this category amongst white males is 11,13 whereas the average grade in this category amongst white females is 10,13. An additional factor in the statistics, is that many of the males, in particular white and coloured males hold the positions of artisans. Many of these artisans are on standby which means they are entitled to a standby allowance, which is included in the remuneration calculation. The category with the lowest earning is that of african females. Furthermore, many of these staff had little or no experience coming into the organization and entered as interns or staff in the grade 1 to 5 category and have since been promoted through the ranks to this level. It should also be noted that this category recently has included housekeepers where the job was upgraded from a 8 to a 9. These staff were put onto the minimum level of remuneration for this grade. The institution is in a transition phase as regards its remuneration and there are anomalies between people at the top of the old salary range and new entrants for the grade. The housekeeping staff are 13 in number which will impact the average for this grade. Furthermore, all of these staff are female and most of them are Coloured or African. 

	Semi-Skilled and Discretionary Decision-Making:     Average earnings in this category are R121 413p.a. Grades included within this category are grades 4 to 5, for which usually only a matric and previous relevant experience is required, as well as grades 6 to 8, which require a relevant post matric qualification and additional experience. The trend in the above categories, of males generally earning more than females, is now reversed, in that on average females earn more at this level. Grades 6 to 8 are predominantly clerical/administrative and catering staff; traditionally posts occupied by females.  On the other hand security guards and junior tradesmen, posts traditionally occupied by males, fall into categories 4 and 5. However, African females and males on average earn less than staff in other racial groups. The reason for this is that in the grades 6 to 8, white females have been appointed a number of years ago on the historical salary scales and therefore are earning at the top of the old salary range. New appointees of which the majority are African females are being appointed to the new salary range.  This salary range includes interns and therefore variations can be large. In addition, there are also variations between the new salary range and the old salary scales can be up to 20%. This issue will be tackled as part of the institution’s remuneration policy.  

	Unskilled and Defined Decision-Making:  Average earnings applicable to this category are R91 004p.a.and include only grades 1 to 3 staff. There is not a great deal of differentiation between salaries at this level, in particular between grades 1 and 2. This has been the choice of NEHAWU in determining which grades should receive maximum benefit from market adjustments. They elected that only grade 1s should benefit from the adjustment. The fact that the coloured males earn on average more than their African counterparts, can be explained by the fact that many of them occupy the higher level posts, such as painters.



	Temporary Employees: Analysing information in this category is problematic for a few reasons. Firstly, many of the staff falling into this category are in externally funded posts, which means that due to affordability issues, these staff often cannot be paid what their counterparts in Rhodes University funded posts are paid. Furthermore, much of the data related to staff at this level has only recently been incorporated with permanent staff data (last year we did not report on this category), which means that there are some gaps. For instance not all posts that are part-time have been designated as such, which means that by not converting the remuneration to the full-time equivalent would tend to skew the figures. 
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