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Financial Recognition for formal tertiary qualifications
Staff members who graduated this year need to
remember that they need to submit their degree
certificates to their HR consultants within 1 year of
graduating in order to initiate the process of
getting the once-off financial recognition for the
additional qualification in terms of NMMU’s Policy
on the Management of Formal Study Benefits.
These awards are made where the tertiary qualification obtained by the employee is above the minimum requirement for the post held (except where
the qualification obtained is at masters or doctoral
level) and are accredited formal qualifications. It
must also be relevant to the post held and/or the
department/faculty and/or the career path of the
employee, as certified by the employee’s line manager and head of the organisational unit. The qualification must be at a higher level than the qualification currently held by the employee.

Happy
Day!

Leave office email address
There is now an e-mail address specifically
for all leave-related matters, e.g. queries,
submission of supporting documents, requests for leave cancellations and requests
for signing research sabbatical forms,
amongst others.
Leave@nmmu.ac.za

Audit of HR practices
NMMU HR is currently conducting an audit to assess its HR practices. Staff members should therefore not be alarmed if approached to take part in
this audit. This is an opportunity to let HR know
which areas need improvement.

FRE - 2016 Cycle
Remember—though NMMU encourages staff to partake in FRE for the current
cycle, you CANNOT be forced to contract. It is voluntary. If you’re comfortable
to contract, then go ahead, but if you’re not and don’t want to take part, you
don’t have to.

Advertising in our What’s up!
Home crafters or small business owners can advertise their services or products in our weekly editions. We reach more than 900 readers every week. Interested? Contact us on nteu@nmmu.ac.za for more information.
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Retrenchments



The severance pay you propose for retrenched employees.

http://www.labourlawhandbook.co.za/



Any assistance that you can offer to employees likely to be

When an employer considers retrenchments, it must have a good reason to retrench and do it properly. Otherwise the
employer could end up defending its actions
in court – and that is time-consuming and
expensive. Before an employer can consider
retrenchments, it first needs to enter consultations with the potential retrenchees or

retrenched.


The possibility of future re-employment of retrenched employees.



The number of employees you employ.



The number of employees you have retrenched in the last
12 months.

Anything relevant to the proposals the employer is making should be
included. Many retrenchment exercises are complicated and critical to
the ongoing success of the employer.

their representatives on the proposed retrenchments.
To begin consulting, the LRA dictates that

How to approach your supervisor
when you have a problem with her

the employer must issue a written notice to

by Molly Thompson, studioD

all relevant parties. This notice is known as
the Section 189(3) notice because that is the

Few things at work are tougher than having to approach your supervisor about a problem you have with her.

section that describes what should go into
the notice. The LRA says that your Section
189(3) notice must at least cover the following things:
Checklist: What your Section 189(3) notice
must contain


The reasons for the proposed retrenchments.



The alternatives you considered before proposing retrenchment and the
reasons for rejecting each of those
alternatives.



The number of employees likely to
be affected and the job categories in
which they are employed.



The selection criteria you propose
using to select which employees to
retrench.



When retrenchments are likely to
take effect (a specific date or a period
of time).

STEP 1—Spend time objectively reviewing the situation before you approach your supervisor. Be honest about your own role in the problem.
Perhaps an adjustment in your own behavior might resolve the problem.
STEP 2—Write down an outline of the problem. Have specific examples to back up your claims of mistreatment or wrongdoing on your
supervisor' part. Practice on the tone and content of your presentation.
STEP 3—Make an appointment. An end-of-day meeting is a good option in some cases, because it allows both of you time to reflect on the
conversation overnight.
STEP 4—Tell your supervisor of your concerns. Don't blame or attack;
instead, tell her how you feel. Avoid vague generalizations. Point to
specific cases in which she seemed dissatisfied with your performance
or unhappy with you personally. Using "I" statements, indicate that the
pattern of these instances have left you feeling marginalized or concerned that you're not performing up to expectations, even when you
feel you've done your best.
STEP 5—Remain unemotional and calm. Give her time to respond. She
might be angry or defensive, if there is truth to your statements. She
might also be caught off guard and unaware of her behavior or how it
has affected you. Listen to what she has to say. Be prepared to answer
the obvious question: "What do you want me to do about it?" Have a
proposal that involves increased communication between the two of
you or some other means of changing the problem dynamic.
STEP 6—Document your approach to your supervisor, as well as her
response. Nothing may change, or things could get worse. If there is no
improvement, approach her manager or your HR representative.
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