MEMORANDUM OF AGREEMENT FOR 2024

Between

UNIVERSITY OF CAPE TOWN
(UCT)

And

UNIVERSITY OF CAPE TOWN ACADEMICS’ UNION
(AU)



1.

2.

3.

4.,

Period of agreement

This agreement operates, unless otherwise stated, for the period 1 January 2024 to 31
December 2024. For the period 2025 to 2027, the parties will meet annually to

determine the percentage increase to align with Clause 4.2.
Scope of agreement

The agreement applies to the bargaining unit as agreed in 2009.
Increases in the Cost of Employment for 2024

The Standard Academic Salary Package (SASP) for Academic staff is based on the total

Cost of Employment. The increases agreed for 2024 are as follows:

PR £ e UCT 2023 . Percentage UCT 2024
SASP . | Increase SASP .
Lecturer 853 709 5.6% 901517
Senior Lecturer 1027 040 5.6% 1084 555
Associate Professor 1232882 5.7% 1303 157
Professor 1504192 5.7% 1589 931

Implementation of the Agreement to reach the 75" percentile over a three-year period

In alignment with the objective to bring academic salaries in line with the 75th percentile
benchmark over the next three years, management commits to a progressive adjustment
strategy. This strategy aims to gradually narrow the gap between current academic salaries
and the 75th percentile benchmark by 2027. Detailed guidelines for this process are
outlined in Annexure 1.

4.1. Incremental Progression

Recognizing the Academic Pay Policy's mandate to maintain competitive remuneration
facilitating staff attraction and retention, a phased approach will be adopted to address
the disparity in academic salaries. This approach seeks incremental increases over the
next three years, targeting:

e By 2025: Reduction of the gap to the 75th percentile benchmark to 66%.

e By 2026: Further reduction of the gap to the 75th percentile benchmark to 33%.

e By 2027: Achievement of alignment with the 75th percentile benchmark (0%

gap). %
By




4.2. Annual Review and Adjustment

To facilitate the gradual progression towards benchmark alignment, an annual review
and adjustment process will be implemented, as detailed in Annexure 1.

4.3. Consideration of Financial Sustainability

The parties acknowledge the provision of Clause 5 of the Academic Pay Policy,
emphasizing the necessity of financial sustainability, remains fundamental to this
agreement. Considerations such as Consumer Price Index (CPI), the impact of salary
adjustments on revenue and expenses, projected budget surpluis or deficit, and
evaluation of available Council-controlled free cash will inform the approach in respect
of salary adjustments.

4.4. Data Availability

In the event where comparator university data is unavailable on RemChannel by 30
April, resulting in benchmark data being incomplete by 1 July as referenced in the
Academic Pay Policy, management and the AU may agree to extend the deadline to 1
October, or a date to be agreed by both the parties.

Non-salary demands — As set out in Annexure 2
5.1. Implementation of Soft Funded Academic and Research Staff (SFARS) policy

The task team established as agreed in the 2023 substantive agreement will continue
engagements and all other items related to the SFARS policy and implementation will
be tabled at CFASM scheduled for 28 May 2024.

5.2. Task Team on Academic conditions of service

The task team established as agreed in the 2023 substantive agreement will provide a
progress report on the following items to be tabled at the 2" CFASM scheduled for 27
August 2024

e Decline in academic numbers

e Academic workload

e Review of the academic calendar
¢ Annual and sabbatical leave




5.3. Promotion to the rank of Associate Professor for Academic Teaching-only staff

The parties agree to continue the initiative to investigate promotion to the rank
equivalent of Associate Professor for academic teaching-only staff and to finalise policy
consultation and formulation. A report on the outcomes of this process will be made
available to the AU Executive on or before the first CFASM scheduled for 28 May 2024,
with extensions to be agreed between the parties.

5.4. Conditions of Service and responsibilities of Heads of Department and Sections

The process is in progress and an update will be tabled at the CFASM scheduled for 28
May 2024.

5.5. Review of the disciplinary and bullying policies

The Disciplinary and Bullying Policy is due for review in June 2024 and Employee
Relations undertakes to engage with the Academics Union as part of the stakeholder
engagement and or consultation on the respective policies. The review process and
engagements will be discussed at the CFASM meeting scheduled for 28 May 2024.

5.6. Administrative Systems and Workflows

The relevant management delegates to address this item will provide a progress report
at the CFASM scheduled for 28 May 2024.

5.7. Financial sustainability and incentives
Progress on this item will be tabled at all CFASM’s scheduled for 2024.
5.8. Social Environment on Campus

This item and related concerns will be tabled at CFASM scheduled for 28 May 2024.
6. Dispute Resolution

The Parties agree that where any dispute arise from this agreement, it shall be dealt
with in accordance with clause 10 of the Recognition Agreement which stipulates that
the following dispute resolution process should be followed:

I.  Either party may declare a dispute by giving the other party written notice that

must explain the issues in dispute. ”
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VL.

The parties must convene a:meeting of the negotiating committee within five
(5) working days of receipt of a declaration of dispute in an attempt to resolve
the dispute.

The University and the Union may agree to refer an unresolved dispute to
private mediation or arbitration. If the parties agree to private mediation or
arbitration, they must agree who the mediator or arbitrator shall be, as well as
his/her terms of reference.

If a dispute remains unresolved after the parties have attempted to have it
resolved by private mediation, they may agree to proceed to arbitration if the
issues in dispute relate to the parties' mutual interest, or take the appropriate
action as is provided for either in terms of this agreement or law.

If the parties agree to private mediation or arbitration, each of the parties shall
bear 50% of the costs of such a mediation or arbitration.

If the University and the Union do not agree to refer an unresolved dispute to
private mediation or arbitration, either party may proceed to the CCMA or take
the appropriate action as is provided for either in terms of this agreement or

law.

........................

Adv Barbara Mapara

Director: ER

P(Z)F Linda Ronnie
b\fc Teschwg + Leairung

....................

Prof Andrew Lilley (AU Presiden



ANNEXURE 1

Position Paper: Addressing the GAP to the 75" percentile ensuring alignment of the Academic Pay
' R Policy

As an institution committed to academic excellence and competitiveness, it is imperaﬁve for UCT to
ensure that academic staff are remunerated fairly and competitively and are aligned to UCT’s current
Academic Pay policy.

An extract of the current Academic Pay Policy, approved by Council on 22 June 2023 stipulates the
following with regards to the 75" percentile:

“It is important that UCT remunerate academic staff towards the upper end of the salaries offered by
comparator universities. UCT’s Standard Academic Salary Package (SASP) values at each rank will
thus be compared against the 75th pércentile (£3%) of the comparator universities’ total guaranteed
packages (excluding market/scarcity premiums and Head of Department allowances).

The following are the comparator universities to be used annually to benchmark against the 75th
percentile:

University of Pretoria

Stellenbosch University

Rhodes University

University of Witwatersrand

University of Johannesburg

University of the Free State

Nelson Mandela Metropolitan University
University of KwaZulu Natal

North-West University

University of the Western Cape

Tolerance around the 75th percentile

The policy sets an acceptable tolerance of £3% of the 75th percentile of the comparator universities’
total guaranteed packages excluding scarcity, market premiums and Head of Department allowances
to guide negotiations for annual increases for academic staff. Any deviations outside of 3% will
inform negotiations for substantive agreements going forward from that year.

Inflationary parameter for increases

The inflationary parameter to be used for increases informed by National CPI of May of the preceding
year as the National CPl year is the measure used by the universities in the comparator group for
granting of salary increases but the 75th percentile will take priority in deciding increases.”

In line with this commitment, the bargaining team is requesting the Executive and RemCom to
approve a three-year plan to shift academics across all ranks - Lecturer, Senior Lecturer, Associate
Professor, and Professor - to the 75th percentile of comparator universities' total guaranteed
packages.

The rationale for this plan is multifaceted:

¢ Enhancing Competitiveness: By ensuring academic staff are positioned within the 75th

percentile of comparator universities' remuneration packages, UCT will bolster its
1



competitive edge in attracting and retaining top-tier talent. This underscores UCT's
commitment to recognizing and rewarding excellence within academia.

e Retention and Staff Morale: Fair and competitive remuneration is essential for staff morale
and retention. By aligning its remuneration packages with the 75th percentile, UCT
demonstrates recognition of the contributions of academic staff and commitment to their
well-being.

e Elevating the Quality of Education and Research: A well-compensated academic workforce
is inherently more motivated and productive, thus yielding higher-quality education and
research outcomes. This, in turn, elevates UCT’s prestige and influence within the academic
sphere.

e Strategic Market Positioning: Staying at the 75th percentile ensures that the university
remains attractive to top talent in the academic job market. It also reduces the risk of losing
talent to competitors by offering competitive remuneration packages.

‘This strategic alignment not only reinforces UCT's commitment to academic excellence but also
fortifies its position as a leading institution within the global academic landscape.

Related to the above, the expected level of performance of academic staff at UCT is set at a high
standard and appropriate mechanisms are in place to ensure that staff meet the required
performance expectations.

Modelling and Implementation Strategy:

UCT currently relies on customised data from RemChannel for benchmarking. The 2022 data
{excluding UKZN) was provided by RemChannel in February 2023 during the review of the Academic
Pay Policy. It is important to note that this dataset does not encompass the 2023 increases of the
comparator universities, as negotiations were still ongoing for many institutions at the time.

Subsequently, an analysis was conducted on the Stellenbosch and Rhodes circle data, which became
available later in the year. This analysis revealed an average increase of 5.5%.

Table 1: Current 75 percentile (estimated 5.5% increase) Vs UCT 2023 SASP

Academic Rank Customised UCT SASP SASP Comp Current Current -lLead/Lag
Survey 75th 2023 to the 75th Differential Offer to 75th

between Percentile

ranks

Lecturer 872309 853709 98 5.60% -3.35%
Senior Lecturer 1090714 1027 040 94 20.3% 5.60% 0.60%
Assoc Professor 1318461 1232882 94 20.0% 5.70% 1.25%
Professor 1646603 1504192 Xl 22.0% 5.70% 3.77%

Table 1 presents the comparison between the current estimated 75th percentile and UCT's 2023
SASP. The data suggests that should the Academic Union accept the proposed offer of 5.6% for
Lecturer and Senior Lecturer, and 5.7% for Associate Professor and Professor, the projected results
would indicate varying degrees of alignment. Specifically, Professors would have the largest lag at
3.77%, followed by Associate Professors at 1.25%, Senior Lecturers at 0.6%, and Lecturers ahead at -
3.35%.

Assuming the 75™ percentile moves with the national average inflation between 2024 and 2027 the
following projections show estimated values of the 75'" percentile per Academic Rank:



Table 2.: Estimated value of the 75* percentile per academic rank

Academic Rank 2023/24 2024/25 2025/26 2026/27
Lecturer 872 309 916 099 956 682 1000211
Senior Lecturer 1090714 1145 468 1196212 1250640
Assoc Professor 1318461 1384 648 1445988 1511780
Professor 1646 603 1729262 1805 869 1888036
Increases based on estimated National 5.02% 4.43% 4.55%

Average CPI as used in Medium-Term

Forecast

Table 3: Differentiated increases required above inflation or movement in the 75" percentile over 3
years to reach the estimated 75™ percentile benchmark in 2027

Academic Rank 2024 2025 2026 2027

Lecturer

Senior Lecturer 0.1% 0.2% 0.2%
“Assoc Professor 0.4% 0.4% 0.4%

Professor 1.2% 1.2% 1.3%

Table 4: Modelled UCT SASP increase per annum working towards 75" percentile

Academic Rank 2024 2025 2026 2027
Lecturer 5.60% 5.02% 4.43% 4.55%
Senior Lecturer 5.60% 5.12% 4.63% 4.75%
Assoc Professor 5.70% 5.42% 4.83% 4.95%
Professor 5.70% 6.22% 5.63% 5.85%

Table 2 provides estimates for the 75th percentile salary values across various academic ranks at UCT
over the next four academic years, from 2023/24 to 2026/27. The figures represent projected salary
amounts for Lecturers, Senior Lecturers, Associate Professors, and Professors, with increases
calculated based on the estimated National Average CPI over the same period. Table 3 outlines the
additional percentage increases required above inflation to meet the benchmark for the 75th
percentile salary by 2027, showing incremental adjustments needed for each academic rank. Table 4
presents a model for UCT’s SASP increases per annum aimed at aligning salaries with the 75th
percentile benchmark, delineating annual percentage adjustments for each academic rank from 2024
to 2027.

Table 5: Total projected costing based on model above and latest average offer of 5.65%

Academic Rank 2024 2025 2026 2027
Lecturer 293 894 446 308 647 947 322321051 336 986 659
Senior Lecturer 362241116 380787 861 398 418 339 417 343 210
' Assoc Professor 327092 225 344 820 623 361475459 379 368 495
Professor 395 892 805 420517 338 444 192 464 470177 723
TOTAL 1379120591 | 1454773769 | 1526407313 | 1603876086
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" Annual increase value based on 75653 177 71633544 77 468 773
modelling
Annual increase value based on’ 69 231 854 65 900 036 68 898 488
inflation only

. Difference 6421324 5733508 8570285
Cumulatively and Recurrent 12 154 832 20725117

Table 5 provides a comprehensive overview of the projected costing associated with moving

academic ranks towards the 75th percentile over the course of three years, spanning from 2025 to
2027. Each row corresponds to the relevant academic rank, with corresponding salary figures for

each year and are based on staffing totals of Lecturer (326), Senior Lecturer (334), Associate

Professor (251), and Professor (249). These staffing totals include GOB permanent and fixed term-
contract staff. Additionally, the table delineates the total projected cost for each year, reflecting the
cumulative expenses incurred across all academic ranks. The subsequent rows detail the annual
increase values, derived from both modelling projections and inflation considerations, highlighting
the nuanced approach taken towards achieving the 75th percentile benchmark. The 'Difference’ row
underscores the variance between the annual increase values based on modelling projections and
those based solely on inflation. Lastly, the 'Cumulatively and Recurrent' row encapsulates the total
incremental expenses accrued over time which amounts to approximately R 20 725 117.

Figure 1: Compa to the 75 Percentile over the period 2024-2027
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In summary, Figure 1 shows the progression and impact of the proposed model in achieving the 75"

percentile.

Approval Request:

Approval is sought for a commitment from the Executive and the Remuneration Committee of
Council (RemCom) to align salaries with the 75th percentile benchmark, utilising the model provided
in the tables. This alignment will be adjusted as necessary, taking into account factors such as
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customised survey data, inflation rates, and the approved Academic pay policy. Additionally, it is
proposed to actively address the lead gap in the Lecturer rank through negotiation during the
bargaining process. It is important to note that changes in staffing numbers and ad hominem
promotions may have slight impacts on the budget figures.

Agreement for implementation:

1.

In recognition of the fact that the Academic Pay Policy seeks to set levels of remuneration at
“amounts which enable the University to attract, retain and motivate staff, recognising the
pre-eminent position it holds as a leading research-intensive university, nationally and
internationally”, and the fact that some ranks of academic staff have fallen below this
benchmark, management commits to a staged intervention to return all academic ranks to
the benchmark set by the 75™ percentile (as defined in the Academic Pay Policy) within three

years (i.e. by 2027).

To enable a return to the benchmark, for the next three years {2025, 2026 and 2027) the

following process will be followed:

a. The 75" percentile SASP benchmark (‘the benchmark”) will be measured in June (and
provided to the Union on 1 July).
b. By 1 July, management will provide data that reports the gap between SASP for the year
in guestion and the benchmark {“the starting gap). If data is not available, this deadline

will be shifted.

¢. By 1 August, management will propose an increase percentage for each rank that closes
the gap by one-third each year as follows:

Year % Gap to 75" Percentile
Remaining

2025 66%

2026 33%

2027 0%

Note: If comparator universities have not uploaded data on RemChannel by 30 April, and
data is not available by 01 July management and the AU agree that the deadline can be

extended to 01 October, with proposals provided by 01 November.

Clause 5 of the Academic Pay Policy remains in place as part of this agreement indicating:

“The measure of sustainability

Financial sustainability is a necessary consideration in any pay policy. The underlying financial
health of the University needs to be ensured and this is covered in the Council approved
Finance Policy. The pay policy provides the framework to determine the quantum of the
annugal salary increase in support of the academic project. It is agreed that an evaluation of

sustainability needs to be made to include at least the following indicators, when

determining salary increases: the impact of agreed salary increase on revenue versus

targets, and the evaluation of free cash as targeted within the range of 15% -30% of total

expense projections over three years, the projected surplus or deficit relative to budget (/m

annual operating costs.

>t
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It is also understood that any significant change to revenue that is likely to have a medium to
long- term effect on the financial sustainability of the university can be raised by
Management in any discussion on sustainability: an example would be a significant change in
subsidy formula.”

Comment from the Chief Financial Officer (CFO):

The university's overall salary bill is a key area of focus within our financial sustainability plan. We
recognise the importance of attracting and retaining top-tier academic talent, and fair compensation
is essential for achieving this goal.

We are currently implementing our financial sustainability plan with the assistance of an external
service provider. As outlined in the plan, ensuring a sustainable future for the university requires a
balance between attracting and retaining top talent while maintaining fiscal responsibility.

Fairly remunerating our academics is crucial not only for talent management but also for upholding
the university's reputation and academic excellence. Through the implementation of the financial
sustainability plan over the next three years, we are confident that we can achieve our goal of |
aligning academic salary scales with market standards, as outlined above. o '

It is important to note that our projections for future years rely on assumptions in respect of CPl and
the movement in the market. This is a significant variable that can fluctuate over time. We will

continuously monitor and adjust our plan as needed to account for any potential variances.

Comments and Approval

This proposal and request were supported by the UCT Executive on 18 April 2024 and RemCom
endorsed this proposal at its meeting of 23 April 2024.

'@Mem
//}J-

Vice-Chancellor interim on behalf of the Executive

Emeritus Professor Daya Reddy

24 April 2024

Prepared by: Ms Michelle Jacobs, Acting Director: Staff Wellbeing and Reward
Finance Data Modelling prepared by: Mr Tony Dollery, Director: Management Accounting

18 April 2024




ANNEXURE 2

ACADEMICS UNION NON-SALARY DEMANDS 2024

The Academics Union demands the following in respect of the non-salary demands
for the 2024 bargaining cycle:

1. Social Environment of campus

a. To build and restore the social fabric among academic staff, to promote the
return to campus, and to re-establish the campus as a venue that is
conducive  to academic =~ exchange, we demand  the
reinvigoration/redevelopment of the UCT Club into a modern, inviting
space where colleagues can meet or socialize and where guests and visitors
can be entertained. This space should offer something different (in
ambience, facilities and food) to the current Food and Connect Spaces.

b. To improve the experience for academics of being on campus, we demand
that the availability, range and quality of food offered by Food and
Connect and other outlets be improved. Food options are frequently
limited, sell out early in the day, outlets close extremely early and vending
machines are unrealiable. This leaves academics — who may teach until late
in the day/evening ~ without options to buy something to eat (even in
neighbouring buildings).

c. To address concerns about safety on campus for academics, we demand
that management convene and include the Academics Union in
discussions on the response to crime and safety on campus, including
key issues like the theft of cars and safety during protest.

d. We demand that the Academics Union is included in discussions about
parking across all campuses, including how parking discs are priced, and
how parking is managed on campus. While previous discussions on parking
have centred primarily on upper campus, there is increased congestion in
parking on other campuses, and requests by the AU to look at installing
booms to control unauthorised access and protect parked cars have not
materialised. We demand that a discussion be

2. The work environment

The AU demands that management provide a timeline and measurable
implementation plan for the completion of outstanding agreements under previous

bargaining agreements:
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can ensure that a sizeable proportion of leave can be taken every
year.

d. Finalise and implement the policy for promotion to the rank of Associate
Professor for Academic Teaching-only academics during 2024.

In addition, the AU demands the following new items:

e. Complete the review of conditions of service and responsibilities of Heads
of Department and Heads of Sections, and provide an opportunity for the
AU to review the revised conditions of service and responsibilities.

f. Review of the discipline and bullying policies to address lack of clarity,
duplication, inconsistencies and implementation issues in the policies. The
AU demands to be included in this review process to be able to feed in
issues that have previously been highlighted or proposed to HR, as well as
experience from disciplinary matters.

3. Administrative systems and administrative workflows.

a. The AU demands that management initiate and implement a project to
create an improved integrated platform/hub that centralises the
completion of administrative forms and processes to reduce duplication
and follow-up, streamline processing through delegated authority and
enable tracking of documents and submissions. Such a system would
reduce administrative burden on academics, and enable the tracking of
workflows and processes. Progress on the system should be reported to
the AU through CFASM every six months.

4. Financial sustainability and incentives
The AU demands that it be included in the task team focusing on financial

sustainability for the university.

Academics Union Bargaining Unit
22 December 2023
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a. Implementation of the SFARS policy including:

Finalisation of list of SFARS staff and identification of eligible SFARS
staff (should have been completed by 31/03/2023)

Implementation of sabbatical leave provision (should have been
completed by 28/02/2023)

Addendum to SFARS contracts (should have been completed by
16/03/2023)

HR SFARS Specialist identified and trained (should have been
completed by 28/02/2023).

Framework for contribution based on teaching and departmental
duties (should have been completed by 31/07/2023 and
implemented beginning in August 2023).

Framework for contribution based on research and supervision
outputs (should have been completed by 31/05/2023 and
implemented by 30/06/2023).

Framework for salary security and general security fund contributions
(should have been completed by 31/05/2023 and implemented by
30/06/2023).

Framework for performance recognition (should have been
completed by 31/12/2023).

Implementation framework document published containing all

relevant provisions and supporting framéworks (should have been
completed by 31/12/2023).

b. Pay Policy related items (should have been completed by March 2023):

Plan for handling scarcity payments (discipline and individual;
internal or external funding)

Plan for handling strategic payments to individuals

Plan for handling Merit awards

Plan for handling Excellence awards

c. Task Team on academic conditions of service, to address:

The decline in academic numbers - to establish inter alia the reasons
for the trend and corrective measures to attend to the problem.
The academic workload — to interrogate the problem and find
concrete solutions that will reduce the workload for staff to
manageable proportions.

Review the academic calendar amongst others to interrogate the
options to protect academics’ research time and leave by proposing
changes to the academic calendar.

Annual and sabbatical leave — to interrogate the status of all
academic leave, and to create mechanisms and staffing levels that

n




