10 August 2006

PLACEMENT OF STAFF (POST LEVELS 5 TO 18) 

1. INTRODUCTION

According to the TUT planning framework, the organizational structure should, in terms of confirming the staff establishment, be concluded by August 2006.  In order to achieve this, the consolidation and integration of academic, as well as support structures, should have been finalized in line with the Institutional Operating Plan (IOP).  It means, in essence, the finalization of TUT’s organization and post structure as well as the staffing of the structure.

2. CURRENT SITUATION
Staff who were employed by TNG, TNW and TP at the time of the merger on 1 January 2004, retained their posts, post levels and post designations.  Those who were acting in positions at the time also retained their status as acting staff.  In general, no post level corrections or adjustments were effected up till now.

Regarding the organization structure, faculties and support divisions have attempted to consolidate and integrate functions, primarily through the centralization and decentralization of these functions.  This has resulted in the redeployment of some staff, albeit as an interim arrangement.  A number of permanent TUT appointments have also been made since the merger on 1 January 2004 and will be considered as such. 

The implementation of the approved organization structure, in terms of the IOP, as well as the development of post profiles, are requirements for an effective staffing exercise.

3. STAFFING OF THE ORGANISATIONAL STRUCTURE 
(Post levels 5 – 18)
3.1 PRINCIPLES

The following principles and process are proposed in an attempt to stabilize TUT’s staff complement without delay and to minimize labour disputes:
3.1.1 Without deviating form TUT’s Employment Equity policy and procedures it must be understood that this is not a promotion or equity exercise in the first place, but rather an attempt to conclude the merger by integrating existing, permanently employed staff in the new organizational structure, in line with the requirements of the HE Act (no 101 of 1997) as amended, and the Labour Relations Act (no 66 of 1995).
3.1.2 A ‘match and place’ approach will be adopted i.e.,
· current incumbents will be confirmed in posts, provided that they meet the requirements of the job;  the job content is significantly the same as previously (for example generic academic and support positions) and there is one incumbent per position.

· should there be more than one incumbent in a particular post, placement of the most suitable of the affected staff members will take place first of all, read together with par. 3.1.8.
· staff members who were acting at the time of the merger, or were assigned to posts for the interim, will be considered similarly, i.e. under the match and place approach.
3.1.3
Internal advertisements to be placed in case of:

-
vacancies that arose because the job content has changed significantly (50%+) or have been created due to the new structure;

-
the appointment of academic HOD’s.
· Should no candidate from the existing, permanent staff complement comply sufficiently with the job requirements, external advertising may be considered. 

3.1.4
Surplus staff will be considered for redeployment first of all.  Only at the end of the process will retrenchment packages, or other exit strategies, e.g. early retirement, be considered.  (Redeployment Policy and agreement on retrenchment packages refer)
3.1.5 All posts are to be ranked in terms of the Peromnes post evaluation system prior to any placement of staff.

3.1.6 Separate teams will be appointed to do the post profiling and placement of staff exercises.

3.1.7 Current temporary staff members, who have been in the system for longer than two years and meet the post requirements, may be considered for placement, should there still be vacancies after all permanent staff have been placed or redeployed.

3.1.8
Preference to be given to candidates from the designated groups in terms of the Employment Equity Act and TUT’s policies in this regard.
3.2
THE STAFFING PROCESS

· Step 1:  Finalise faculty/directorate post structures

· Use integrated, consolidated structure (IOP)

· Identify generic post ranks

· Use FTE allocation method to determine number of positions

· Step 2:  Draw up post profiles

-
Identify criteria in terms of requirements and competencies

-
Decide on post levels – use current gradings

-
Evaluate only posts of undecided post levels

· Step 3:  Staffing of structure

-
Identify (list) existing incumbents

-
Match staff members in terms of requirements and individual competencies

-
Place staff members per post level – top to bottom approach

-
Identify excess staff members for redeployment

4. IMPLEMENTATION
· The final organizational structure, including the costing thereof (step 1 and step 2), has to be approved by Council before the staffing of the structure can be done.

· It is recommended that the implementation be done per faculty or division.

· Committees for the post profiling and ranking/evaluation of posts will be drawn up per faculty or division as per regulation, chaired by the respective DVC, Registrar, Dean or Executive Director.
· A central committee, chaired by the VC, or his delegate, will approve the placement of all staff.  To ensure consistency, members of the committee will be assigned for the duration of the project.
· Implementation will be done per generic post profile and post level.

· HR will be the custodian of the process with specific reference to drafting structures, facilitating the process and ensuring representivity.
· There will be an appeals process, channeled through an ombudsperson and appeals committee.
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