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Dear members
 
MUTUAL INTEREST REFERRAL / POSSIBLE STRIKE CERTIFICATE
The UKSU Executive is really frustrated at the slow pace of decision making with matters being
unresolved for years and years, not only with the car scheme and PPHL but many issues.
 
Last week, UKSU sent a list of demands to the Executive Director: HR. The response received was
not acceptable and a referral has been submitted to the CCMA. Given management’s arrogant
response to the list of demands, it is very doubtful that management will accede to the demands
at conciliation, which means a certificate will be issued for a protected strike. Mutual interest
matters, if not settled at conciliation, do not progress to arbitration but can only be resolved by
industrial action.  So get your takkies ready, it looks like the car scheme, PPHL and all of the other
demands will have to be gained by industrial action.
 
The demands include but are not limited to:

·         Pension Powered Home Loans;
·         Revised car scheme provision;
·         RA related issues;
·         Failure to provide a contingency plan;
·         Academic promotions and progression;
·         Professional Services staff progression;
·         Benchmark qualifications;
·         Resolution of development appointments;
·         Workloads;
·         PpP at 5% irrespective of earnings and applied even if promotion takes place in the

cycle;
·         Annual revision of salary ranges as agreed during the 2017 negotiations;
·         Revision of fixed term contracts salary ranges;
·         Delay with the resolution of matters, some from 2015;
·         No further use of labour brokers.

 
CAR SCHEME
You will recall from a previous message we referred to two aspects to the dispute regarding the
car scheme.
 
The one aspect is regarding the original scheme and its unlawful removal by management
without any consultation. This dispute was referred to the CCMA in late 2017 and we received a
certificate of non-resolution, meaning the matter could proceed to arbitration. However, UKSU
did not apply at that time, as it was agreed with management to try and resolve the dispute
within the University. Part of this agreement was that the University would not oppose UKSU’s
condonation application if this was ever necessary.
 
UKSU tried to assist management to mitigate the risks the University could face in relation to the
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current scheme. Extensive engagements took place and processes were agreed to mitigate much
of the risk. Management then suggested ‘a tender process’. This was late last year and UKSU
agreed to this process, as part of the second aspect, being a future appropriate scheme. It was
also felt by the UKSU reps at the JCF that such may also elicit a more beneficial scheme,
however, UKSU demanded the process must be expedited. Despite this urgency, UKSU still waits
to hear from management about the task team that was proposed to take this matter forward.
 
The condonation application for the unfair labour practice (benefits) is with the CCMA but we do
not expect a refusal, given that the University has submitted they do not object to condonation
being granted.
 
PPHL
The latest from management is that they are back to the bank agreement, which requires the
University to inform the bank within seven days of a staff member exiting and them stating this
was too great an administrative burden.
 
UKSU advised management that it does not share the view that the requirements are an
administrative burden for the University and provided reasons for holding this view:

1)    Notification of when a staff member undertakes unpaid leave. When this is applicable
arrangements have to be made with both the RF and the medical scheme regarding
premiums during the unpaid leave. It should, therefore, be a simple step to include the
Bank in such notifications. This cannot be considered an onerous burden for the reason
stipulated, further it cannot occur very often.

2)    Changes to remuneration. If this should occur all subscriptions would have to be
adjusted due to them being a percentage of remuneration. This is not an onerous
burden as it cannot occur very often.

3)    Circumstances impacting on the payment and when employment status changes. HR has
a standard format circulation to various departments when this occurs, therefore, it
cannot be considered an onerous burden to add the Bank to this email group.

4)    The University reports to the fund on various occurrences, which must include death in
service, as well as other exit reasons.

UKSU sees no reason for management to refuse the implementation of this benefit.
 
INSOURCED STAFF (CMS & RMS), 3 MONTH CONTRACT STAFF (CMS) and LABOUR BROKER
STAFF (CMS & RMS)
Since September 2018, UKSU has held a number of meetings with management on the issue of
insourced staff, service provider staff (labour brokers) in RMS and CMS (cleaning and gardens),
as well as fixed term contract staff.
 
Management has agreed to regularise those on three month contracts that cannot be justified,
which should be from 1 March 2019.
 
Staff insourced on 1 March 2016, are permanent UKZN employees from the date of insourcing (1
March 2016). Job profiles for the positions were evaluated in November 2018 and staff will be
placed into the evaluated positions as of 1 March 2019.
 
HR management is to confirm when the contracts with garden and cleaning services providers is
due to expire. UKSU will be informed at the next meeting, after which we can provide a date for



insourcing in line with the earlier Constitutional Court ruling. 
 
Isidingo staff will be insourced on 1 April 2019 as the contract with Isidingo is until end March
2019.
 
LINE OF SIGHT
Consultation took place at JCF, where UKSU raised a number of concerns. UKSU also proposed
that a pilot be implemented first and surprisingly management agreed to this. Surprising as
management had been pushing for implementation now, i.e. for the 2019 year. There were two
discussions about the pilot: one was that it should be with the highest levels of staff and the
other that it should be in selected schools, a college office and a professional service directorate.
It will probably first be piloted across the higher levels and then in selected sectors. 
 
CONTINGENCY PLAN
Again we are at the time of year when there are student disruptions. Still no response from
management, even after promising (before students returned) to send out a notice about what
staff should do when there is violent protest action – this because when staff leave they are later
faced with disciplinary action for being away without leave.
 
Regards
UKSU Executive
 


