Annexure 1
FREQUENTLY ASKED QUESTIONS ABOUT THE DEVELOPMENT OF AN EMPLOYMENT EQUITY PLAN
Tshwane University of Technology is committed to promote all fundamental rights and freedoms of every staff member, as required by the Constitution and the Employment Equity Act. TUT is also committed to implement the Employment Equity Policy and the development of the Employment Equity Plan.
What is an Employment Equity Plan?
· The Employment Equity Plan is the measurable action plan that provides focus and direction for achieving the desired staff profile, to ensure fair and equal treatment to all staff members, as well as promoting diversity in the workplace.
· The strategic goal for Employment Equity is to ensure fair and equal treatment to all staff members and promote diversity in the workplace.
· An Employment Equity Plan is a strategic document that, in consultation with all the relevant stakeholders, will guide TUT in its quest to create a non-racial, non-sexist, open and democratic environment by redressing the imbalances of the past.
· The Plan reflects TUT’S employment equity implementation programme.

· The Plan represents the critical link between the current workforce profile and possible barriers in employment policies and procedures, and the implementation of remedial steps to ultimately result in employment equity in the workplace. 

What process should be followed in constructing a plan?
The development of the Plan should be undertaken as an inclusive process that will result in a documented plan.

The process of developing the Plan has three sequential phases:  planning, development, and implementation and monitoring.  Refer to Annexure 2.
The Employment Equity Office will provide a template as well as guidance in the development of Faculty/Departmental Plans.

Who has ownership of the Employment Equity Plan?
In order to ensure optimum legitimacy of the Plan, ownership of the Plan needs to occur both at institutional level as well as within the various micro-environments in which the Plan will be implemented.

Who will be required to develop an Employment Equity Plan?
All Departments, Faculties, Directorates and TUT will be required to develop and take ownership of an Employment Equity Plan for their respective environment.  The TUT EE Plan will represent a summary of the hierarchy of combined plans submitted by each Faculty and Department to the Employment Equity Office.
What is the legislative context of the Employment Equity Plan? 
· The Employment Equity Act No. 55, of 1998.
· The Higher Education (HE) Act refers to Act no 101 of 1997
· The Skills Development Act refers to Act no 97 of 1998
· The Promotion of Equality and Prevention of Unfair                    Discrimination refers to Act no 4 of 2000.
What is the TUT policy framework?
Policy on Employment Equity

Policy on Affirmative Action

Policy on Unfair Discrimination

Policy on Racism

Policy Sexual Harassment 

What are the definitions and abbreviations used?
· “Employment Equity” refers to both the elimination of discrimination and specific measures to accelerate the advancement of people from designated groups.  These latter measures are “affirmative action” measures.
· The term “people from designated groups” means black people, women and people with disabilities. 
· The term “black” refers to Africans, Coloureds and Indians. 
· “People with disabilities” means people who have a long-term or recurring physical or mental impairment which substantially limits their prospects of entry into, or advancement in, employment. 
· “Targets” means the objectives, numerical targets and time frames set out in this document as required by the Act. 
· A “unit” is an academic school or a support services division in the University.
What is the Purpose and Rationale of an Employment Equity Plan?
The EE Plan reflects a designated employer’s employment equity implementation programme.

The Plan also represents the critical link between the current workforce profile and possible barriers in employment policies and procedures, and the implementation of remedial steps to ultimately result in employment equity in the workplace. (Employment Equity Act No 55 of 1998)
Each Faculty, Department, Directorate will commence this exercise with a general discussion of the issues which should be in their EE Plan.  It is important that the Plan is as comprehensive as possible, i.e. by addressing the most important considerations, such as the barriers and measures to be taken eliminate them as well as the objectives of the Plan.

It is advisable that a sub-committee be formed at each unit required to develop an EE Plan and have the Site EETCF representative present at each meeting.
What is an Audit/Analysis?
In Section 19 of the Act, TUT is required to conduct an audit of the following:

· Workforce profile
· Policies and procedures
· Attitudes and perceptions
The audits of workforce profiles, policies, procedures and perceptions assist in determining the gap analysis between what is ideal and what the actual situation is.  These audits will enable TUT to determine its organisational strengths and weaknesses in relation to employment equity.  
The audits provide valuable input for the development of the Plan.

· Workforce Profile Audit

An ‘as is’ audit of the current workforce profile is made and is compared to local and national data as well as with the data from the higher education sector.

A detailed audit of the workforce composition assists with future target setting efforts.
· HR Policies and Procedures

This audit makes a focus on all HR policies and procedures, with a specific focus on the potential presence of indirect discrimination and barriers that might exist within TUT’S policies and procedures that might adversely affect people from designated groups.
· Attitudes and Perceptions
This audit relates directly to the environment at TUT, i.e. that it is one that is conducive to valuing diversity and does not marginalise staff.  Race, gender, post level and disability status are the key variables upon which the audit will be conducted.  The analysis and interpretation of the qualitative and quantitative data is ideally conducted by an external party, in order to ensure impartiality.
What are the three phases in the development of an Employment Equity Plan?
The ideal process in the development of an Employment Equity Plan should involve three sequential phases, i.e. Planning, Development, and Implementation and Monitoring.
The Planning Phase should include:

· Assignment of responsibility and accountability to one or more senior manager (s)

· A communication, awareness and training programme

· Consultation with relevant stakeholders

· An analysis of existing employment policies, procedures and practices
· An analysis of the existing workforce profile

· An analysis of the relevant demographic information

· An appropriate benchmarking exercise, such as comparing the organisation’s workforce profile with those of other organisations within the higher education sector
The Development Phase, in consultation with the identified role players, should include:

· Objectives set

· Corrective measures formulated

· Time frames established

· The Plan drawn up

· Resources identified and allocated for the implementation of the Plan

· The Plan must be communicated

Implementation and monitoring is an ongoing process and should continue to include components of the earlier phases, such as consultation, communication, awareness and training:

· Implementation

· Monitoring and evaluating progress

· Reviewing the Plan

· Reporting on the Progress

What is the procedure for the processing and recordkeeping of the Faculty and Departmental Plans?
The completed Faculty / Directorate Plans must be submitted to the Employment Equity Office for processing and record-keeping.  A copy should be held by the responsible line manager as well.

Department of Labour Reporting
The completed overall Employment Equity Plan for TUT will be sent to the Department of Labour for their records by the Employment Equity Office.

