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selection process is that it does not go according to policy and certainly that the
important principle of the best person for the job does not apply.

2.5 Data Retrieval

There appears to be little consistency with regard to the retrieval of accurate
data. An example is a report generated by the U of L Remunerations Manager on
monthly amounts paid to staff with secondary appointments, which showed
completely different data to that generated by the Medunsa campus.

Specific additional information was requested by the Task Team member from
two clear sources - Labour Relations and Remuneration. In the case of the
former, this has still not been supplied despite firm undertakings to the contrary.
In the case of the latter, 20% of the information requested was just not supplied.

A third request was made for information to do with the cost of recruitment. When
provided, it made no sense at all and the Executive Director undertook to clean it
up. The cleaned version has still not been received.

It would also appear that data to do with the same topic, but drawn from different
sources, seldom agree.

2.6 Overtime

A report was produced on overtime earned during the month of April 2007. The
following comments are made:

� Two senior academics, one PhD and one Professor were paid overtime
amounting to R1 0334 and R9 954 respectively.

� Overtime for this month was reflected as a percentage of basic pay. In
terms of the Basic Conditions of Employment Act, a maximum of 43 hours
may be worked in anyone month. At time and a half paid for overtime, this
translates into 38% of basic pay. For the month of April, 27% of Medunsa
campus staff and 47% of Turfloop staff exceeded this maximum.

� 11 staff exceeded 100% of basic for the month, ranging from 109% to
495%.

� Total overtime for the month of April was R240 080 - annualized to R2.4
million - equal to 50% of total basic pay.

The policy for overtime is that each claim should be approved and endorsed by
the manager responsible for that section. However there seemed to be little
crosschecking on either the approval for overtime, or the authorization and
subsequent payment of overtime.
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These are appointments normally given to external academics for specific
lecturing tasks. An initial examination of these appointments indicated that there
were 23 incidents of full time permanent staff being given these appointments,
and paid for them, during normal working hours and in one case, as many as five
secondary appointments were running concurrently with a full time permanent
staff member. There appears to be little control over this area with campuses
doing as they please. Again, as commented in 2.5 above, it was extremely
difficult to get quick and concise data from the institution.

2.8 Labour Relations

There are two dominant unions at this university - NEHAWU and MUSU.
NEHAWU is present on both campuses with a membership of 52.6% at Medunsa
and 46.6% at Turfloop. MUSU is confined to the Medunsa campus with a
membership of 29.8%

The following is a breakdown of CCMA referrals, Litigation and Disciplinary cases
since 1 January 2005:

CCMA:

Successfully defended:
Unsuccessfully defended:
Settlement costs:

Labour Court:

Successfully defended:
Unsuccessfully defended:
Compensation and costs:
Pending:

Disciplinary cases:

5
6
R432 000

2
2
R1.6 million
4

Successful: 15
Dismissals: 6
Final Written Warning: 3
Written Warning: 4
Withd rawn: 3

It should be noted that the totals from this report do not reconcile with the records
from payroll of dismissals as contained in 2.2 above. Further, that there were
several comments about how many cases went to litigation and were lost, but the
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report above does not indicate this. The assumption could be made that the
report given to me only relates to matters deemed contrary to the internal code of
conduct and excludes details of litigation for other reasons. This needs further
investigation.

Again, I am still waiting for the total costs involved in the above. It should also be
noted that the report given to me does not contain any details of staff members
who are currently on suspension, even though this was requested. There are
definitely two cases of which I am aware, which have both been going on now for
nearly two years, of very senior staff suspended on full pay.

2.9 Private (External) work

A policy does exist with regard to private work but there is apparently no
adherence, control or management of this policy. The Executive Director is
aware that many staff members engage in external work for remuneration, but is
not aware of any approvals for this work. It appears to be common knowledge
that several academics have external practices and spend a minimal amount of
time on campus, for example one academic has two external practices and has
restricted his on-campus lecture time to Fridays and Saturdays.

2.10 Decentralisation .of HR

HR has decentralized into Faculties. The current structure reflects:

University of Limpopo centralised functions of Policy, Management, Labour
Relations, Remuneration and Training have 17 staff.

Medunsa has 9 staff members who are not decentralized into Faculties.

Turfloop has decentralized into Administrative departments, Faculty of Science,
Health and Agric., Humanities and Management and Law totaling 14 staff.

While there are some arguments for decentralizing a service function, the
arguments against this for HR are extensive, mainly on the basis of the risks that
are run through differing interpretations of unitary policies.

The spread of HR staff as reflected above gives cause for concern that the
institution is operating on a decentralized/centralized basis, which does not make
sense.
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Policies are dealt with separately on each campus and are significantly outdated
and generous. The flow of authorizing practices in terms of the policies is
suspect, for example staff authorizing there own leave.

2.13 Legal compliance Employment Equity and Skills Development

No Employment Equity Plan for the institution has been developed and no
committees exist in terms of the Act for the development of the plan.

While a Skills Development Plan has been submitted, no internal committees
exist for monitoring progress of its implementation.

3. MERGER RELATED ACTIVITES

3.1 From an HR perspective, no conditions of service, policies, procedures or
benefits have been harmonized since the date of the merger in January
2005.

3.2 The university still has two pay dates - 15th of the month for the Medunsa
campus and the last Friday of each month for Turfloop. The result of this ,is
that staff can only access the database for two weeks each month as the
other two weeks are devoted to the other campus’ pay run.

3.3 New employees are still employed on the conditions prevailing at each of
the two campuses thus perpetuating the differences (which are
considerable) that prevail.

3.4 While some efforts have been made by HR to propose a set of unitary
salary scales to Management, these approaches appear to have been
largely ignored. The differences between the two previous institutions in
terms of salaries and benefits are considerable. While the scales for
Academic staff appear to be similar (in comparison with that for
administrative staff), an exercise recently completed indicated that, if the
university were to position itself at the zs" percentile of the Higher
Education market, and create scales of 20% either side of the median for
each grade or rank, the cost to bring all Academic staff on to the minimum
would be in the region of an additional R13 million per month.

This is clearly impossibility, and creative ways around this problem need
to be found; an exercise that is still to receive the attention of
management.

The only new condition for new employees is that of no post retirement
medical aid benefits but this was only implemented in November 2006.
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3.5 A Joint Bargaining Forum was formed with the unions in May 2007, some
28 months after the merger. This Forum has a signed agreement and is
focused on merger related negotiations. It has yet to meet.

3.6 While a fair amount of work has been done to draft HR related policies
which have been approved in principle for negotiation by the Council, the
policies remain fairly general in nature, and it will take some considerable
effort to negotiate towards policies that reflect the financial constraints of
the university.

3.7 Data bases have been joined but remain specific to each previous
institution.

4. GENERAL COMMENTS

The comments that follow were made by the majority of staff interviewed and
relate more to the institution as a whole than to the HR department:

4.1 Lack of decision-making

Decisions take forever if made at all

� This has led to a total loss of confidence in executive management;
� This, together with 4.2 and 4.3, has led to a firm belief that there is no

management of the institution;
� Staff generally feel that they are working in a vacuum;
� Council decisions are, in many cases, simply not implemented by

Management and there is no follow-up from Council;
� Management will not acknowledge that there is a problem and

therefore the real problem is never taken seriously; and
� Where decisions are taken, application is inconsistent between

campuses, for example academic exclusion in 2006 and 2007.

4.2 No leadership exhibited

� There is no evidence of any leadership within the institution, either
from Councilor Executive Management;

� Council is virtually unknown to the staff;
� Eight to twelve (8 - 12) months have been lost with merger related

activities because of the lack of leadership in the process and no
sense of urgency;

� If there were a Council, then decisions would be taken and staff held
accountable for carrying them out. As neither of these is happening,
there obviously cannot be a Council;
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� No guidance on the merger process and the merger office is inefficient;
� No support from Executive Management;
� The Campus Director for Medunsa from 2005/6simply arrived and was

not introduced or inducted by the VC. Exactly the same thing
happened with the Executive Director for HR;

� There is no one driving processes within the institution and
departments. No one ever seems to take the lead as they are more
comfortable "toeing the line";

� The first level of resistance to change is top management; and
� Supervisors and managers do not manage or adhere to policies, for

example internal mechanisms are continually bypassed depending on
the offence or friend.

4.3 No-one is ever held accountable for their performance.

� Several cases have emerged in the transport section but no action is
ever taken;

� Favouritism applies to accountability;
� Recently, seven (7) staff from transport were arrested and released on

bail. No internal process has begun and they are back at work; and
� There are no consequences for poor performance at all.

4.4 There is no approved Strategic Plan for the institution.

� Several attempts have been made after several workshops, but, even
when agreement has been reached, no further action is taken to get
the decisions approved or implemented. With the lack of a strategic
plan, no real objectives can be set further down in order to ensure that
the activities within each department/faculty are aligned with the
institutional objectives; and

� Strategic Plans are developed but simply filed away.

4.5 Lines of management and communications are frequently breached.

� Unions have direct access to the VC without resort to HR. When
meetings do take place between the unions and the VC no feedback is
given to HR with the result that frequently HR approaches the problem
from a different angle.

4.6 No concerted efforts have been made to get staff to identify with the new
institution.

4.7 No communication at all.
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5. Task Team Member’s Comment

5.1 There is no evidence of any attempt to implement unitary policies at this
institution, other than to create drafts;

5.2 There is no evidence that there is direct and effective leadership within the
HR department or, for that matter, in the institution;

5.3 The ability of HR to deliver is severely impeded by the lack of direction
and effective decision making from the executive;

5.4 There is no evidence of real managing and hands-on control of the
operational functions from an HR point of view;

5.5 There is evidence that the data bases are ineffective, inaccurate and
confused;

5.6 The costs associated with this lack of control cannot be estimated but will
be significant;

5.7 There is significant vocal dissatisfaction with the lack of leadership and
decision-making at this institution. The fact that very little strategic
intervention occurs would support this; and

5.8 Apart from being significantly overstaffed, there is evidence that the level
of competency required from the HR department is below par.

45

Reproduced by Sabinet Online in terms of Government Printer�s Copyright Authority No. 10505 dated 02 February 1998 

Deon
Rectangle


	Button118: 
	Button119: 
	Button120: 
	Button121: 
	Button122: 
	Button123: 
	Button124: 
	Button125: 
	Button126: 
	Button127: 
	Button128: 
	Button129: 
	Button130: 
	Button131: 
	Button132: 
	Button133: 
	Button134: 
	Button135: 
	Button136: 


