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UCT EMPLOYMENT EQUITY PLAN

(1 April 2010 to 31 March 2015)
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A.
INTRODUCTION

Since the promulgation of the EE Act (1998), as a designated employer, the University of Cape Town has developed and implemented three EE Plans.  The current EE Plan for the institution has been compiled using information extracted and consolidated from the individual EE Plans compiled by all Faculties and PASS departments at UCT.
B.
UCT’s TRANSFORMATION AGENDA

The transformation agenda will be guided by The Strategic Plan for the University of Cape Town (2010-2014).  Emphasis will be placed on Goal Two of this Strategic Plan which is entitled “Transformation of UCT Towards Non-Racialism – Redress, Diversity, Inclusiveness and the Recognition of African Voices”.
In terms of Goal Two of the 2010-2014 Strategic Plan, areas that support UCT’s EE objectives that will require specific intervention are the following:

· Changing the Employee Profile:  Demographic change is necessary both as a corrective action in respect of past injustices and as a positive virtue to create the critical diversity of perspectives which contributes to the education of all students and also produce new insights, to promote an inclusive atmosphere within the institution, and prepare our students for a multicultural world work.  UCT seeks to have (i) the full diversity of South Africa represented in its staff and student complement, weighted towards the disadvantaged communities of the Western Cape and (ii) a significant number of students and staff from other countries on our continent and further afield.
· Improving Organisational Climate:  Creating and promoting an affirming, positive environment that is inclusive and owned by all its staff and students.  Central to this task is being mindful of UCT’s diversity of views and to promote an ethos of mutual respect.  The University aims to focus on treating people equally, overcoming deep beliefs and conditioning that some are better than others, overcoming the stereotypes we hold, valuing diversity and difference.
C.
MISSION
UCT aspires to become a premier academic meeting point between South Africa, the rest of Africa and the world. Taking advantage of expanding global networks and the University’s distinct vantage point in Africa, UCT is committed, through innovative research and scholarship, to grapple with the key issues of the natural and social world. UCT aims to produce graduates whose qualifications are internationally recognized and locally applicable, underpinned by values of engaged citizenship and social justice. UCT will promote diversity and transformation within the institution and beyond, including growing the next generation of academics.  

For information on UCT’s Mission, see www.uct.ac.za/about/intro/

D.
DURATION OF THE EMPLOYMENT EQUITY PLAN

This EE Plan covers the period 1 April 2010 to 30 March 2015.

E.
BROAD OBJECTIVES AND GOALS OF THE EE PLAN

The broad objective of the EE Plan is to support UCT in achieving its Transformation agenda with specific reference to the following:

· Employee Profile: Changing the Staff profile of the institution to reflect a more representative profile that is aligned to national demographics for academic staff and a combination of both national and regional demographics of the economically active population for PASS staff.
· Organisational Climate:  To create a climate that embraces diversity and the values of the institution
· Retaining Staff:  To retain staff from the designated groups.
· Monitor and Evaluate Progress:   The appointment of the Transformation Director will ensure greater co-ordination of transformation related activities at the University as well as improve the monitoring and evaluation of these initiatives.
F.
 Institutional Climate 
The  University will continue to roll out its Khuluma workshops which seek that members of staff deal with difficult issues of dialogue and engagement around the issues of transformation. In the past the workshops were aimed at individuals, some 900 of whom have attended voluntarily. The University will be offering the workshops more systematically for use by departments as an opportunity for dealing with the questions of team building and development.
The University will continue to explore other opportunities for improving institutional climate. Workshops have been held at the highest level with the Council, the Senior Leadership Group, Heads of Department with respect to transformation. Other initiatives have been set in place including the establishment of discussion forums. 

G.
EMPLOYMENT EQUITY POLICY AND PROCEDURES
The University of Cape Town’s current EE Policy was approved by its Council in December 2006.  All the relevant HR policies and procedures are revised on an ongoing basis to support the University’s EE Policy. 
With effect from 1st January 2010, recruitment and selection procedures at UCT have been revised to ensure greater alignment with the University’s EE objectives.  These revisions include the following:
-  The selection committee is compiled by the Dean, after consultation with the Head of Department and the Chair of the Faculty’s Transformation Committee, to ensure expertise and diversity.  The Dean approves the composition of the committee and is inter-alia accountable for diversity in the membership.

-  The Faculty or PASS department’s Transformation Committee must nominate an employment equity (EE) representative to serve on the committee.   An EE representative must be a member of the permanent staff, and s/he must ensure that s/he has a clear understanding of the EE policy and the faculty/PASS department’s  EE Plan and targets.

-  Two alternate EE representatives are to be appointed at the outset and the Chair has the authority to call on an alternate at any stage during the recruitment process if the appointed EE representative is unable to participate.

-  The following members of the committee must be present in order for the meeting to have a quorum: the Chair; Head of Department, or nominee; EE representative, or alternate.

-Employment equity representatives have the same role as other selection committee members, but their role extends to ensuring that awareness is raised and dialogued on both the short and long term employment equity objectives of the department/faculty/research unit during every phase of the selection process.  If an alternate EE representative joins the selection committee process at any stage, it is the

responsibility of the Chair to ensure that they are updated on the process.

-An EE representative should have attended an internal recruitment and EE workshop which is presented by the HR Department, and should do so annually where possible.  It is the responsibility of the Dean/Executive Director/Head of PASS department to provide EE representatives with the faculty’s/department’s EE Plan and targets, and to ensure that opportunities are created for them to attend the workshops on an annual cycle.

H.
EMPLOYMENT EQUITY PLAN

Based on the University’s strategic focus over the next five years, this five year EE Plan has been formulated. The goals/outcomes of the UCT EE Plan are to ensure that all policies, structures and processes support EE to:

· Create an enabling environment for the implementation of the Employment Equity policy.  

· Create a working environment that is conducive to attracting, training and retaining skilled staff with a specific focus on the designated groups.

· Foster an institutional climate that values diversity both at the level of each department and at the University as a whole. 
· Positively contribute to UCT’s achievement of its Transformation agenda.
In order to effectively execute the UCT Employment Equity Plan, two focus areas have been identified for which actions have been formulated.  These areas are:

1. Affirmative Active measures (See Annexure 1)

2. Numerical Employment Equity Targets (See Annexure 2)

I.
CONSULTATION

According to Section 16 of the Employment Equity Act, UCT is required to take reasonable steps to consult and attempt to reach agreement with representatives of its workforce on matters, prescribed in section 17 of the Act and the EE regulations, that includes the preparation and implementation of the employment equity plan.

Various Committees and Forums at the University exist to engage with employment equity issues both at a Faculty or department level and at an institutional wide level.   Some of these committees include Transformation Committees’ situated in Faculties and PASS departments and institutional committees such as the Joint Consultative Committee on Employment Equity (JCFEE) which meets at least four times a year to monitor and evaluate the progress of UCT’s EE Plan, and the Extended Transformation Management Co-ordinating Committee (TMACC) whose membership includes the Transformation Committee Chair from each faculty or PASS department. (These committees are being streamlines for 2010.)
J.
ACCOUNTABILITY AND ASSIGNMENT OF RESPONSIBILITY

· According to Section 24 of the EE Act and Section 2 of the EE regulations, a senior manager, namely the Transformation Director has Employment Equity at an institutional level as a key performance area.

· DVC’s, Deans, Executive Directors, & the Registrar are responsible for implementing employment equity in their respective Faculty/department, and provide support with the help of transformation committees and HR, to the line managers, who are responsible for implementing employment equity.

· The implementation of employment equity is linked to the performance contract of the senior leadership of the University, and thus forms part of their key performance areas (KPA’s).
K.
DISPUTE RESOLUTION

In the event of a dispute or complaint around unfair discrimination, racial harassment or any other matter related to employment equity, employees might use any of the following mechanisms to seek redress:

· Approach their line manager or file a grievance as per the normal procedure which is available at www.hr.uct.ac.za
· Contact HR or the Discrimination & Harassment Office (DISCHO) 

· Raise the matter with the Transformation Committee in their faculty or PASS department
· Contact the University’s Ombudsperson (a new position approved in 2009 and to be filled in 2010).
L.
COMMUNICATION

UCT commits to make all staff aware of the Employment Equity Plan and any related information.  A comprehensive communication strategy will be drafted on an ongoing basis to ensure that employees are communicated with on a regular basis regarding the progress on the implementation of the Plan.  Various channels will be used for effective communication.  These include:  regular discussion in Faculty Boards, Senate and Council; the use of electronic media & the intranet such as the VC Desk and Vula-website; the in-house newspaper The Monday Paper; and road-shows which will be held by the senior executive.  
M.
MONITORING AND EVALUATION

· The Office of the Vice-Chancellor has a dedicated person, namely, the Transformation Director, who monitors and evaluates the progress on employment equity at an institutional level.
· Existing reporting processes exist which on a regular basis monitors progress made on the implementation of the University’s employment equity strategy. 

· The Senior Leadership with executive accountability will on a regular basis, provide feedback on the progress made within the respective Faculties or departments 

· The Transformation Director will annually submit all the regulatory documents for  UCT  to the Department of Labour
N.
AFFIRMATIVE ACTION MEASURES

In the individual EE Plans of each Faculty and PASS department, specific affirmative action measures have been identified to address and eliminate barriers to employment equity.  These measures will assist in ensuring that existing and new staff from the designated groups have access to equal opportunities.  

In addition to the above institutional wide affirmative action measures have also been identified to address and eliminate barriers to employment equity.  These are reflected in Annexure 1 below.
O.
NUMERICAL GOALS  

In the individual EE Plans of Faculties and PASS departments, numerical goals have been developed and broken into annual targets for the period 2010 to 2015.  The targets have been developed by giving consideration to national and regional demographics on the Economically Active Population (EAP).  These targets will be reviewed on an annual basis. 
This UCT EE Plan has consolidated all the numerical goals developed by each Faculty and PASS department, which are reflected in Annexure 2 below.
	ANNEXURE 1 – INSTITUTIONAL WIDE AFFIRMATIVE ACTION MEASURES 


	Affirmative Action Measures 


	Barrier 1: Ineffective Recruitment and Selection practices which lead to the non-attainment of EE targets


	Objective: To have an effective  recruitment and selection processes in place that is aligned to the EE objectives of the University

	Affirmative Action Measures
	Specific Action Items
	Accountability
	Responsible Person
	Due Date

	Provide EE & Recruitment and Selection workshops to all line managers, staff who serve on selection committees and EE representatives
	UCT Staff Learning Programme includes EE & Recruitment and Selection workshops
	Executive Director
Human Resources


	Human Resources Recruitment 
Manager

	 
 
 
1 April  2009 – 30 March 2015

	
	Ensure that relevant staff from each faculty and PASS department have attended a workshop
	
	
	

	
	Ask workshop participants to complete evaluation forms on the workshop to improve workshop material
	
	
	

	
	Compile statistics on number of workshops held on an annual basis
	
	
	


	INSTITUTIONAL WIDE AFFIRMATIVE ACTION MEASURES (Continued)



	Affirmative Action Measures 

	Barrier 2: Students, Black staff, women, persons with a disability & outsourced staff experience UCT’s culture as alienating & closed to transformation.

	Objective: To improve the institutional climate to one which is affirming, and positive for all staff and students

	Affirmative Action Measures
	Specific Action Items
	Accountability
	Responsible Person
	Due Date

	Design and Implement appropriate strategies to improve institutional climate

Develop and adopt the Disability Policy
	Khuluma workshops
	DVC: Transformation
	Transformation Director

ED: Property & Services

Disability Services Manager


	 
 
 1 April  2009 – 30 March 2015

	
	Discussion forums
	
	
	

	
	Ensure that a policy on disability for staff and students with an accompanying code of good practice is implemented
	
	
	

	


	


ANNEXURE 2:  Numerical Employment Equity Targets (2010 – 2015)
The individual EE plans from each Faculty and PASS department contains numerical EE targets for the 2010-2015 EE Planning cycle at UCT.  The targets in these individual EE Plans also include those for short-term contract staff.  In this institutional wide EE plan however, only the nett total of all EE numerical targets for permanent (PE) and T3 staff are presented below in the following eight tables:

Table I provides numerical targets set at Professor and Associate Professor level
Table II provides numerical targets set at Senior Lecturer and Lecturer level
Table III provides numerical targets set for the Senior Leadership Group (excluding the VC and 4 DVC’s) 

Table IV provides numerical targets set for Payclass 13 PG 4 & 5
Table V provides numerical targets set for Payclass 11 & 12
Table VI provides numerical targets set for Payclass 8, 9 and 10
Table VII provides numerical targets set for Payclass 5, 6 and 7

Table VIII provides numerical targets set for Payclass 1, 2, 3 and 4

	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table I:  PE & T3 Academic staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	Professor & Associate Professor
 (1July 09)
	17
	13
	18
	
	3
	4
	4
	93
	
	257
	
	88
	12
	
	509
	59
	11

	April 2010 –March 2011


	(+4)
21
	(+4)
17
	(+3)
21
	
	(+1)
4
	(+3)
7
	4
	(-1)
92
	
	(-30)
227
	
	(-2)
86
	(+3)
15
	
	494
	74
	15

	April 2011 – March 2012


	(+5)
26
	(+1)
18
	(+1)
22
	
	(+2)
6
	(+2)
9
	(-1)
3
	(-4)
88
	
	(-2)
225
	
	(-1)
85
	(+2)
17
	
	499
	84
	18

	April 2012 –March 2013


	(+2)
28
	(+3)
21
	(+2)
24
	
	(+1)
7
	(+1)
10
	(+2)
5
	(+3)
91
	
	(-8)
217
	
	(-3)
82
	17
	
	502
	95
	22

	April 2013 – March 2014


	(+2)
30
	21
	(+2)
26
	
	(-1)
6
	(+2)
12
	5
	(-9)
82
	
	(-11)
206
	
	82
	17
	
	487
	100
	23

	April 2014 –March 2015


	(+1)
31
	(+1)
22
	26
	
	(+2)
8
	(+3)
15
	(+2)
7
	(+5)
87
	
	(-13)
193
	
	82
	17
	
	488
	109
	30


Projections if EE targets in Table I are met:
July  2009 Black Staff :    12%



July 2009 White Staff:     69%


July 2009 Black Male:       12%

March 2015 Black Staff :  22%



March 2015 White Staff:  58%


March 2015 Black Male:   22%

July 2009 Black Female:      2%



July 2009 White Male:    50%


July 2009 White Female: 18%

March 2015 Black Female:  6%



March 2015 White Male: 40%


July 2015 White Female: 18%

National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   
White Population:12.2%;   White Male:6,7%;     White Female:5.5%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table II:  PE & T3 Academic UCT staff
(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	Snr Lec & Lec
(1 July 2009)
	67
	28
	24
	
	21
	45
	14
	193
	
	145
	
	80
	40
	
	657
	199
	80

	April 2010 –March 2011


	(-2)
65
	(-1)
27
	(+3)
27
	
	(+4)
25
	(-8)
37
	(+3)
17
	(-4)
189
	
	(+34)
179
	
	83
	40
	
	688
	198
	78

	April 2011 – March 2012


	(+4)
69
	(+3)
30
	(+1)
27
	
	(+7)
32
	(+6)
43
	(+3)
19
	(+1)
194
	
	(-7)
172
	
	83
	39
	
	708
	220
	93

	April 2012 –March 2013


	(+9)
78
	(+6)
36
	(-2)
25
	
	(+4)
35
	(+1)
44
	(-1)
18
	(-8)
186
	
	(+5)
177
	
	84
	41
	
	724
	236
	97

	April 2013 – March 2014


	(+2)
80
	(+2)
38
	(+2)
27
	
	(+6)
41
	(+4)
48
	(+2)
20
	(-7)
179
	
	(+2)
179
	
	80
	41
	
	733
	254
	109

	April 2014 –March 2015


	(+3)
83
	(+1)
39
	(+1)
28
	
	(+2)
43
	(+2)
50
	(+1)
21
	(-3)
176
	
	(+1)
180
	
	81
	40
	
	741
	264
	114


Projections if EE targets in Table I are met:
July  2009 Black Staff :         30%


July 2009 White Staff:     51%


July 2009 Black Male:   18%    
March 2015 Black Staff :      36%  


March 2015 White Staff:  48%


March 2015 Black Male:  20%
July 2009 Black Female:      12%


July 2009 White Male: 22%    


July 2009 White Female: 29%

March 2015 Black Female:  15%


March 2015 White Male:  24%


July 2015 White Female: 23% *
*Note: the relative decline is due to the more rapid rate of promotion to associate and professorial levels exceeding the rate of total growth of white staff at junior levels, and bringing white women to levels approximately equal to men.

National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   

White Population:12.2%;   White Male:6,7%;     White Female:5.5%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table III:  PE & T3 Senior Leadership Group

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 13 PG 2,3 (1 July 2009)
	1
	1
	0
	
	0
	1
	1
	5
	
	5
	
	2
	1
	
	17
	4
	2

	April 2010 –March 2011


	1
	1
	0
	
	0
	1
	1
	5
	
	5
	
	2
	1
	
	17
	4
	2

	April 2011 – March 2012


	1
	1
	0
	
	0
	1
	1
	5
	
	5
	
	2
	1
	
	17
	4
	2

	April 2012 –March 2013


	1
	1
	0
	
	0
	1
	1
	5
	
	5
	
	2
	1
	
	17
	4
	2

	April 2013 – March 2014


	1
	1
	0
	
	0
	1
	1
	5
	
	5
	
	2
	1
	
	17
	4
	2

	April 2014 –March 2015


	(+1)

2
	1
	(+1)
1
	
	(+1)
1
	1
	1
	(-2)

3
	
	(-1)
4
	
	2
	1
	
	17
	7
	3


Projections if EE targets in Table III are met:
July  2009 Black Staff :         24%


July 2009 White Staff:     58%


July 2009 Black Male:   12%    

March 2015 Black Staff :      41 %  


March 2015 White Staff:  41%


March 2015 Black Male: 24 %

July 2009 Black Female:      12%


July 2009 White Male: 29%    


July 2009 White Female: 29%

March 2015 Black Female:  18%


March 2015 White Male:  24%


July 2015 White Female: 18%

National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   

White Population:12.2%;   White Male:6,7%;     White Female:5.5%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table IV:  PE & T3 Staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 13 PG 4 & 5
(1 July 2009)
	3
	4
	1
	
	2
	1
	1
	9
	
	12
	
	5
	3
	
	41
	12
	4

	April 2010 –March 2011


	3
	(+4)
8
	1
	
	2
	1
	1
	9
	
	12
	
	5
	3
	
	45
	16
	4

	April 2011 – March 2012


	3
	8
	1
	
	2
	1
	1
	9
	
	12
	
	5
	3
	
	45
	16
	4

	April 2012 –March 2013


	(+1)
4
	8
	1
	
	(+1)
3
	1
	1
	9
	
	(-1)
11
	
	(-1)
4
	3
	
	45
	18
	5

	April 2013 – March 2014


	4
	8
	1
	
	3
	1
	1
	9
	
	11
	
	4
	3
	
	45
	18
	5

	April 2014 –March 2015


	(+3)
7
	8
	1
	
	3
	(+2)
3
	1
	(-1)
8
	
	11
	
	4
	3
	
	49
	23
	7


Projections if EE targets in Table IV are met:
July  2009 Black Staff :         29%

July 2009 White Staff:     51%


 

March 2015 Black Staff :      47%  

March 2015 White Staff:  39%




National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   

White Population:12.2%;   White Male:6,7%;     White Female:5.5%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table V:  PE & T3 

UCT Staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 11 - 12
(1 July 2009)
	10
	30
	3
	
	6
	15
	6
	75
	
	72
	
	13
	10
	
	230
	60
	27

	April 2010 –March 2011


	(+2)
12
	30
	(+1)
4
	
	(+2)
8
	(+2)
17
	(+1)
7
	(-5)
70
	
	(+10)
82
	
	(+1)
14
	10
	
	254
	78
	32

	April 2011 – March 2012


	12
	(+1)
31
	4
	
	8
	17
	7
	(+1)
71
	
	(-12)
70
	
	14
	10
	
	244
	79
	32

	April 2012 –March 2013


	(+1)
13
	(+1)
32
	4
	
	(+2)
10
	(+1)
18
	(+2)
9
	(-2)
69
	
	70
	
	(-2)
12
	(+1)
11
	
	248
	86
	37

	April 2013 – March 2014


	(+1)
14
	(-1)
31
	(+1)
5
	
	(+2)

12


	(+2)
20
	9
	69
	
	(-3)
67
	
	12
	11
	
	250
	91
	41

	April 2014 –March 2015


	(+2)
16
	(+3)
34
	(+1)
6
	
	(+4)
16
	(-1)
19
	9
	(-2)
67
	
	(-2)
65
	
	(-1)
11
	11
	
	254
	100
	43


Projections if EE targets in Table V are met:
July 2009 Black Staff :         26%

July 2009 White Staff:     64%


 

March 2015 Black Staff :      39%  

March 2015 White Staff:  52%




National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   

White Population:12.2%;   White Male:6,7%;     White Female:5.5%
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table VI:  PE & T3  staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 8 - 10
(1 July 2009)
	48
	147
	10
	
	75
	263
	30
	260
	
	67
	
	24
	29
	
	953
	573
	368

	April 2010 –March 2011


	(+7)
55
	(+7)
154
	10
	
	(+4)
79
	(-14)
249
	(+1)
31
	(-25)
235
	
	(-2)
65
	
	24
	(+1)
30
	
	931
	578
	359

	April 2011 – March 2012
	(+2)
57
	(+4)
155
	(+1)
11
	
	(+4)
83
	(+2)
251
	31
	(-7)
228
	
	(+2)
67
	
	(-1)
23
	(+1)
31
	
	937
	588
	365

	April 2012 –March 2013


	(+2)
59
	(-1)
154
	11
	
	(+4)
88
	(+2)
254
	(-3)
28
	(-4)
224
	
	(+1)
68


	
	23
	31
	
	940
	594
	370

	April 2013 – March 2014


	(+1)
60
	(+2)
156
	11
	
	(+1)
89
	(+5)
259
	28
	(-1)
223
	
	68
	
	23
	(-2)
29
	
	946
	603
	376

	April 2014 –March 2015


	(+7)
67
	(+4)
160
	11
	
	(+5)
94
	(+4)
263
	(+1)
29
	(-9)
214
	
	(+1)
69
	
	23
	(+1)
30
	
	960
	624
	386


Projections if EE targets in Table VI are met:
July 2009 Black Staff :         60%

July 2009 White Staff:     34%


 

March 2015 Black Staff :      65%  

March 2015 White Staff:  30%




National EAP Statistics:    Black Population:87.7%;   Black Male:47.4%;    Black Female:40.3%;   

White Population:12.2%;   White Male:6,7%;     White Female:5.5%

	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table VII:  PE & T3  staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 5 - 7
(1 July 2009)
	48
	168
	2
	
	98
	301
	17
	104
	
	15
	
	1
	17
	
	771
	634
	416

	April 2010 –March 2011


	(+11)
59
	(+7)
175
	(+2)
4
	
	(-15)
83
	(-8)
293
	(+2)
19
	(+3)
107
	
	(-1)
14
	
	1
	(-1)
16
	
	771
	633
	395

	April 2011 – March 2012


	(-1)
58
	(+7)
182
	4
	
	(+7)
90
	(+4)
297
	19
	(-7)
100
	
	14
	
	1
	(-1)
15
	
	780
	650
	406

	April 2012 –March 2013


	58
	(-2)
180
	4
	
	(+2)
92


	(-7)
290
	(+4)
23
	(+1)
101
	
	14
	
	1
	15
	
	778
	647
	405

	April 2013 – March 2014


	(+6)
64
	(+1)
181
	4
	
	(-8)
84
	290
	23
	(+1)
102
	
	14
	
	1
	15
	
	778
	646
	397

	April 2014 –March 2015


	(+1)
65
	181
	4
	
	(-2)
82
	(+4)
294
	(-1)
22
	(-2)
100
	
	14
	
	1
	(-1)
14
	
	778
	648
	398


Projections if EE targets in Table VII are met:
July 2009 Black Staff :         82%

July 2009 White Staff:     15%


 

March 2015 Black Staff :      83%  

March 2015 White Staff:  15%




	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Table VIII:  PE & T3 staff

(Targets in brackets)
	Designated
	 
	Non-designated
	 
	TOTAL
	Black Total
	Black Female

	
	Male
	 
	Female
	
	White Male
	 
	Foreign Nationals
	
	
	
	

	
	A
	C
	I
	
	A
	C
	I
	W
	
	W
	
	Male
	Female
	
	
	
	

	PC 1 - 4
(1 July 2009)
	20
	44
	0
	
	27
	58
	0
	0
	
	0
	
	0
	0
	
	151
	149
	85

	April 2010 –March 2011


	(-3)
17
	(-10)
34
	0
	
	(-13)
14
	(-2)
56
	0
	0
	
	0
	
	0
	0
	
	121
	121
	70

	April 2011 – March 2012


	17
	(+1)
35
	0
	
	14
	56
	0
	0
	
	0
	
	0
	0
	
	122
	122
	70

	April 2012 –March 2013


	(+1)
18
	(-1)
34
	0
	
	(-1)
13
	56
	0
	0
	
	0
	
	0
	0
	
	121
	121
	69

	April 2013 – March 2014


	17
	(-1)
33
	(+1)
1
	
	(+1)

14
	56
	0
	0
	
	0
	
	0
	0
	
	121
	121
	70
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	April 2014 –March 2015


	17
	(-1)
32
	1
	
	14
	(-1)

55
	(+1)

1
	0
	
	0
	
	0
	0
	
	120
	120
	70


Underlying  Assumptions that were used to set numerical EE targets
· In the individual EE Plans, each Faculty  and PASS department state the factors that were taken into account when formulating numerical EE targets .
· The factors that were taken into account by the  Vice –Chancellor to formulate EE targets for the Senior Leadership Group included the following:
· A large proportion of contracts only expire in 2014, with the likelihood of many being renewed subject to performance of the incumbent

· Retirements

· Attrition trends
· The factors that were taken into account by Faculties and PASS departments when formulating EE targets include the following:

· Retirement data

· Past attrition data

· Ad-hominem promotions projections for academic staff

· Resignation projections
· Vacant posts

· The structure or size of the department or faculty

· Competition for certain skills from the private sector

· Student growth numbers

· The available labour market pool, especially for academic posts in certain disciplines

· Past progress made in meeting  EE targets

· Changes that will result due to planned restructuring
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