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EMPLOYMENT PROTOCOL
1. Purpose and Intent

The Rhodes University Accelerated Development Programme, initiated as a result of the University’s strategic intent to enhance the diversity of staff, seeks to accelerate the academic careers of individuals from designated groups thereby better equipping them to compete for permanent positions at Rhodes University.  This is done through providing opportunities to acquire, within a mentoring system, teaching experience, research skills and further disciplinary and/or teaching qualifications.

2. Nature of Development Posts

These are three-year part-time contract posts, at the level of lecturer or junior lecturer, where appointment at the level of lecturer will require at least a Masters’ degree (but usually a PhD in the Science Faculty), and appointment at Junior Lecturer level will require at least a Honours’ degree.  
Each candidate will be required to submit a development plan within the first three months of their contract. The plan should outline their developmental goals in respect of research, teaching, community engagement and administration for the three year period.  Each candidate’s development plan will be different depending on his/her academic qualification and experience in terms of teaching, research and administration. 

Table 1 below provides guidelines for the development plan.
Table 1: 

	Require-ments
	Appointee with Honours degree
	Appointee with Masters degree
	Appointee with PhD

	Research
	Registration for a Masters degree & acceptance of research proposal by end of first year of contract.  Completion of Masters degree by end of contract.
	Registration for a PhD & acceptance of research proposal by end of first year of the contract.  Substantial progress towards the completion of the degree by end of contract.
	Active involvement in a research project with substantial progress having been made by the end of the contract.  Submission & acceptance of at least one research paper by an accredited journal by end of contract or output in line with what is expected of emerging researchers in that discipline. Presentation of research paper at least at one conference.

	Teaching

	· Appropriate teaching responsibilities (approximately 50% or less of a normal teaching load).

	
	· Completion of at least the Assessment module of the Post-Graduate Diploma in Higher Education (PGDHE) offered by the Centre for Higher Education Research, Teaching and Learning (CHERTL).

· Submission of a teaching portfolio by end of contract. 

Sustained interaction with a member of the CHERTL to facilitate teaching development.
	· Completion of the PGDHE.

· Submission of a teaching portfolio by end of contract.

	Comm-unity engage-ment
	Exploration of what CE is within the context of the discipline and identification of viable integration of CE into research and teaching.



	Adminis-tration
	50% of that which is usually allocated to a junior lecturer.
	50% of that which is usually allocated to a lecturer.


3. Eligibility of Applicants

The following are eligible:

1. Black (African, Coloured, Indian and Chinese) men or women postgraduate South African students;

AND

2. Those show promise in their chosen academic disciplines and who are committed to pursuing a long-term career in the university environment. 
4. Identifying placement of Accelerated Development posts.


The following strategies will be used to identify the placement of Accelerated Development posts;

4.1
HR is to identify vacancies to occur due to retirements in the next few years and look at the demographic profile of these departments. HR shall work with the relevant HoDs and Deans to establish if the placement of a accelerated development post is viable.  Departments need to be able to indicate that they will meet the conditions of placement as per point 7 below;   
4.2
HoDs may also contact the Director: HR if a talented, possible candidate for an accelerated development post is identified;   
4.3
Where a number of development posts are available at the same time e.g. if funding is accessed, then HoDs will be asked to submit a motivation for the placement of such a post.

5.
Recruitment process 
The various recruitment strategies may be used: 

5.1
Identification of promising candidates during selection processes for other positions at Rhodes. These candidates may not be successful in obtaining the posts they applied for but might be suitable candidates for an Accelerated Development position. Such placements would be on the Dean’s (usually the Chair of such a selection committee) recommendation and will be subject to discussion by CHERTL with the relevant HoD to ensure that the department and staff are aware of the requirements of the Accelerated Development post placement and are able to meet these requirements (see section 7 of this document).  Should CHERTL have any concerns, these should be raised with and resolved by the Dean. The final recommendation for appointment should be subject to availability of posts (confirmed by the Director: HR) and subject to approval by the Vice-Chancellor (approval of the candidate);

5.2
Identification of promising candidates from amongst current post-graduate students or post-doctorates. Where the University wants to approach an individual for a possible Accelerated Development post and such an approach cannot wait for the usual recruitment and selection process, the department can motivate to the Dean for such an appointment. Such placements would be on the Dean’s recommendation and will be subject to discussion by CHERTL with the relevant HOD to ensure that the department and staff are aware of the requirements of the Accelerated Development placement and are able to meet these requirements.  Should CHERTL have any concerns, these should be raised with and resolved by the Dean. The final recommendation for appointment should be subject to availability of posts (confirmed by the Director: HR) and subject to approval by the Vice-Chancellor (approval of the candidate) which shall take place after a full screening to determine the suitability of the candidate;
5.3
Open recruitment through usual media channels and search processes as outlined in the R+S Policy for academic posts;
5.4
Identification of a contract staff member e.g. a teaching assistant or junior lecturer.
In addition, a decision can be taken to offer a new permanent staff member the opportunity to participate in the accelerated development programme. This would take place once the person has been identified for a permanent post and even once the person has started in such a post. In this situation, either HR, the HoD and/or the Dean can motivate for the individual to participate in this programme. If there is support (i.e. HR can allocate further resources to the department, and the HoD accepts the various requirements for the department linked to the individual’s participation, and the Dean also supports this initiative), the HoD will engage with the staff member to see if this is an opportunity that s/he wishes to pursue. HR can support the HoD in explaining the remuneration and conditions of service linked to this opportunity.  As the person has already participated in a full selection process, no further selection process is required.  The development programme will usually be of three years duration but may be less depending on the specific development plan of the individual. Once the development programme is completed, the individual resumes their full-time position and no screening is necessary for this.
6.  
Selection process
6.1 
Selection criteria:
For all processes (5.1 to 5.4), candidates must be assessed against the following selection criteria. 
A specific job profile will be drawn up for each accelerated development post. In addition, candidates should:

· Usually be about to commence, or be in the early stages of their careers with a clear focus on developing and pursuing an academic career;
· Have the ability and desire to develop as a teacher;
· Have the ability and desire to pursue an active research career;
· Have the potential to manage the multiple demands of academic life;
· If the person does not have a PhD, have the intention to so do; 
· Considerable academic achievements;
· An openness to diversity and transformation.  

6.2
Selection Committee


This shall usually be as follows:

· Chair: Vice-Chancellor or DVC for Academic & Stud Affairs or Dean ( VC to determine)
· Dean or Deputy Dean of the Faculty

· Dean of Teaching & Learning or Director: CHERTL or staff member responsible for this programme
· Relevant Head of Department
· Mentor

· HR Director or designate 

· A member nominated by NTEU 

6.3
The standard selection process as per the Recruitment and Selection Policy for academic posts will take place. This is typically (but can differ depending on the post):

· the submission of an application (CV, letter of motivation) by the candidate

· a short-listing in the case of an open recruitment process with multiple candidates. No short-listing in the case of recruitment as per points 5.1, 5.2 and 5.4

· referee reports accessed where the candidate is not known to the Selection Committee and/or where there are more than one candidate being considered
· presentation or seminar

· interview

· reference check on qualifications and where relevant, any previous employment
7. 
Conditions of Placement

The success of this programme is critical to the long-term equity plans of the University.  It is important to maximize the likelihood that a staff member in this programme will be considered eligible to apply for a permanent position at the end of his/ her contract.  
The following are regarded as integral to ensuring success of the programme;
7.1 Where relevant, a departmental commitment that the placement of the accelerated development post will be linked to the upcoming retirement of a specific individual i.e. the department has to make a commitment to screening the Accelerated Development appointment if s/he is successful in the accelerated development programme. Where there is no vacancy as a result of a retirement, the department needs to demonstrate a clear growth trajectory to which the institution has made a long-term commitment;
7.2 A commitment that the person appointed will be aligned with the department’s research profile and teaching needs (in the short-term and long-term);
7.3 The department will be able to provide a supportive and stimulating environment and is committed to the programme and the conditions of hosting an Accelerated Development lecturer;

7.4 A suitable mentor from within the department (preferably someone who is not going to be going on academic leave during the contract period). This is someone who is able to provide support and guidance to the individual, who is able to ensure exposure to appropriate opportunities within the department and who will meet the requirements of the programme e.g. attendance at a mentor orientation, submission of development plans, submission of mentor reports. Liaison with CHERTL is required in this regard. The mentor may also be the supervisor for the research degree to be completed;
7.5 A development plan for the new staff member must be drawn up involving the individual, the mentor, a staff member from CHERTL and the Deputy Vice-Chancellor: Research and Development and/or designate;
7.6 The mentor will monitor the progress of the staff member towards meeting the objectives set out in the development plan including meeting formally at least once a month with the staff member;
7.7 The mentor will submit reports on the staff member’s progress, two in the first year at six-monthly intervals and thereafter on an annual basis.  These reports are first to be discussed with the staff member and then signed by him/ her.   The reports will be sent to the Head of Department for his/her signature before being forwarded to the Vice-Chancellor via the appropriate Dean.   The Vice-Chancellor together with the Dean will address any problems identified by referring them to the appropriate individuals in the institution, e.g. CHERTL,  HR Division or Deputy Vice-Chancellor: Research and Development;
7.8 The mentor and HoD will ensure that the new staff member meets the requirements of the contract post; and
7.9 Staff from the CHERTL will assess the effectiveness of the placement, particularly whether there are any problems.  This will be done through gathering evaluation data from the staff member, the mentor and the Head of Department, twice in the first year at six-monthly intervals and thereafter on an annual basis.

8. 
Conditions of Employment for the Beneficiary
The beneficiary is appointed to a development post under the following terms:

8.1
The staff member shall be employed on a part-time basis of 960 hours per annum (48 weeks x 20 hours per week) for the period of the contract. For this the person will be remunerated at 50% of the remuneration for that of a full-time academic at the appropriate level. The staff member shall receive full benefits including contribution to retirement funds, medical aid, housing, service bonus in birthday month, group life benefits;
8.2
The staff member shall be given a scholarship for the further study which is defined by section 1091) (q) of the Income Tax Act 58 of 162 as “as the formal process whereby the person enhances his knowledge, intellect or expertise”;

8.3
Such a scholarship is exempt from tax provided that “the employee agrees to reimburse the employer for any scholarship or bursary granted to that employee if that employee fails to complete his or her studies for reasons other than death, ill-health or injury” (section 10(1)(q) of the Income Tax Act 58 of 1962). The employee need not actually be awarded as degree or certificate at the end of the course of study given the definition of study above. A lack of completion of the development programme would result in the staff member being liable for the full value of each year of the scholarship;
8.4
Where there is successful completion of the development programme, for every year of payment of the scholarship, there shall be one year of service required. This means that after the three years on the Accelerated development programme the individual shall be required to work for Rhodes University for a further three years. Should the individual leave before the end of this service contract, the person shall be liable for the costs of the scholarship on a pro-rata basis; 

8.5
The staff member appointed to an Accelerated development post will have the same employment status as any other long-term contract member of staff. S/he will be eligible for the same benefits as these staff including access to available transit housing and payment of reasonable relocation expenses; 

8.6
Should the staff member join the permanent staff at the end of the three-year contract, s/he will not be required to serve a further probationary period, provided that all probationary requirements are met;

8.7
The staff member will accrue academic leave retrospectively from the first day of his/her employment on the contract post at a rate of 1 month per year of service;
8.8
Staff appointed at the junior lecturer level on the contract post will usually be promoted to lecturer upon successful completion of the Masters degree within the contract period; 

8.9
The new staff member may apply for funding from the Joint Research Committee. In his/her first year of employment, a late application for funding can be made to the Research and Development Office;

8.10
In exceptional circumstances, where the new staff member has never attended a national research conference, an application can be made to CHERTL for funds to do so, even where the individual will not be presenting research at the proposed national conference.  Such exceptional circumstances are unlikely as the mentor is expected to assist the staff member to prepare for such a conference.
9. 
Conditions of Service for the Mentor
It is expected that the candidate in a development post may assume some of the teaching responsibilities of the mentor, freeing up time for the mentor to fulfill his/her mentoring responsibilities. This may however, not always be feasible.
10. 
Associated Costs of Development Posts
The staffing costs of these development posts are paid for by Rhodes University.  
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