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POLICY ON REMUNERATION 
Date first issued: 28 September 2005

Date reviewed: 

Date approved by EMC/ Senate:     

This policy and its rules, guidelines and procedures replace all previous policy and/or circulars pertaining to remuneration.

1.
POLICY ON REMUNERATION
It is the policy of the Tshwane University of Technology (TUT) to remunerate its staff members an equitable and market-related remuneration to enable it to obtain and retain competent staff and to be a preferred employer with reputable and satisfied staff.

2.
DEFINITIONS

“Basic salary” the basic salary is the pensionable notch of the peromnes scale on which the staff member is;

“cash benefits” cash benefits are the allowances connected to the particular post and or post level;

“non-cash benefits” none cash benefits mean the contributions, on the part of TUT, to schemes of which a staff member is either a voluntary member or a compulsory member in terms of the conditions of service of that staff member.  Such schemes are the medical aid, pension fund and group life insurance;

“total package” total package consist of basic salary plus cash benefits plus non-cash benefits, excluding stature contributions;

“cost of employment” or cost to company means total package plus employer statutory contributions;

“post level” this is the peromnes post level of the incumbent occupies.

APPOINTMENT TYPES

As an employer, TUT can make several types of appointments, and the responsibilities and duties of an appointed person are determined by the nature of the contract of appointment.  

“Permanent appointment” permanent staff is staff members who are appointed permanently and whose services contract has an end date in it;

“fixed-term appointment” fixed-term staff are staff members who are appointed for a period longer than twelve (12) months and who’s services contract has an end date in it;

“temporary appointment” a temporary appointment is any appointment for a period up to twelve (12) months with a mutually agreed termination date on which the contract of appointment lapses;
“retention appointment” employees who are re-appointed after their retirement are called retention staff.  They are appointed temporarily by signing a new contract that shall lapse on the date of termination of service as agreed upon by the parties concerned.  All conditions of service, as applicable to temporary appointment shall apply.  Such contracts are renewable from year to year, as determined by the operational requirements of the department of division concerned;

“part-time appointment” part-time staff are appointed for a period of at least 1 hour per week up to a maximum of 19 hours per week for a certain period, as agreed upon in a contract entered into by the parties concerned.  Remuneration is paid on an hourly basis according to fixed tariffs. 

3.
RULES

3.1 All posts are graded according to the peromnes grading system

3.2 The total packages of all the post levels will each year be benchmarked against the National market as reflected by the HCC remuneration market survey report.

3.3 Membership to the pension fund and group life scheme is compulsory for all permanent and fixed-term staff subject to 4.3.1 and 4.3.2.

3.4 Staff members have the opportunity to structure the non-pensionable allowances part of their remuneration packages to suit their personal and working circumstances.

3.5 Permanent staff members will receive the full remuneration package, which is linked to the specific post level.

3.6 Fixed-term contract staff members will receive the same remuneration package as permanent staff members.

3.7 Temporary staff members, due to the short-term nature of their appointment cannot participate in the pension fund, medical aid and group life insurance. 

3.8 Part-time staff members will be paid on an hourly rate that was agreed upon in their appointment contract.

3.9 Retention staff members will receive the same remuneration package as temporary staff members.

4. PROCEDURES/REMUNERATION STRUCTURE
4.1
BASIC SALARY

A salary notch system is used.  This is the part of the remuneration that is used to calculate a staff member’s pension, group life insurance contribution as well as service bonus.  The salary scale is continues and an uninterrupted scale from post level 19 to post level 5.  The salary scale of each post level consists of seven notches with an increment interval of 5% between the notches.  The plot point for benchmarking against the national market is the middle or fourth notch of each post level.

4.2 CASH BENEFITS

4.2.1 Service Bonus
a) Permanent Staff

A service bonus equal to the amount of the basic monthly salary of a staff member shall be payable to staff member at the end of the month in which his/her birthday falls.  If a staff member’s term of service is shorter than one year, the staff member will receive a pro rata portion of his/her service bonus.  The service bonus is calculated backwards for the year starting at the appointment date or previous calculation to the end of the month that precedes the staff member’s birthday month.  The service bonus is paid (pro rata) when a staff member’s employment is terminated (resign, retire, retrench etc.).

b) Temporary Staff

Temporary staff will receive a services bonus on completion of their contract.  If such staff member’s term of service is shorter than twelve months, the member will receive a pro-rata bonus.

4.2.2
Non-pensionable allowance

The non-pensionable allowance is that part of a staff member’s remuneration which the staff member have the opportunity to structure according to their personal and working needs.  The allowance may be structured for medical, transport allowance or a company car.

4.2.2.1
Medical aid contribution


A staff member who joins one of the University’s official medical aid scheme, may choose that 67% of the contribution to the medical fund be paid from this allowance.

4.2.2.2 Transport allowance
The staff member must be in possession of a car and must use it often in the service of the TUT.

Staff in management positions (post levels 1 to 9) may make use of a transport allowance.  If staff members at other post levels can prove to the satisfaction of TUT that they use their vehicles often enough in the service of the TUT, they can also be granted this concession.

The transport allowance may not exceed 30 % of the cash value of the staff member’s remuneration package.  An increase of the transport allowance is limited to the addition of other allowances, and no portion of the basic salary may be added.

4.2.2.3
Company car


Staff management positions (post levels 1 – 9) may use their allowance to finance the payment of a company car.

4.3 NON CASH BENEFITS

TUT’s contribution to a fund of which the membership is compulsory, in terms of the conditions of service.

4.3.1 Pension Fund
Membership of TUT’s officially recognised retirement fund is compulsory for all permanent staff.  Employees who were appointed before 1 December 1994 had a choice of retaining their membership of AIPF (Associated Institutions Pension Fund) or changing over to the NTRF; existing contributions to the AIPF are being maintained accordingly.  Employees who with the merger of the three Technikon’s prefer to stay on their current pension fund may continue and their contributions will be maintained.

Staff members who were not part of the pension schemes prior to the merger, will not be forced to join the fund, but may join at any time in future.  Existing members of the fund are not allowed to resign from the fund.

4.3.2 Group Life Insurance
Membership of TUT’s group life assurance scheme is compulsory to all permanent staff members.  TUT subsidise 50% of the contribution of staff members to the approved group life insurance fund.

Staff members who were not part of the group life insurance scheme prior to the merger, will not be forced to join the scheme, but may join the scheme at any time in the future.  Existing members of the scheme are not allowed to resign from the scheme.

5. DOCUMENTS 

None
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