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1. PREAMBLE
Nelson Mandela Metropolitan University NMMU is committed to uphold the principles enshrined in Chapter 2 of the Constitution of the Republic of South Africa (1996), which promotes the rights of all people of South Africa and affirms the democratic values of human dignity, equality and freedom. 

The need for meaningful workplace transformation, as espoused by the Employment Equity Act, the Skills Development Act and the Broad Based Black Economic Empowerment (B-BBEE) Act is a requirement to demonstrate effective transformation at all levels in the institution. This envisaged empowerment process needs to be addressed in a holistic and systematic manner, driven at management level.
2. DEFINITIONS
For the purpose of this policy, the following definitions apply: 

ARG means adjusted recognition for gender

Black people means Africans, Chinese, Coloureds and Indians, collectively.

Board participation means all Council members (internal and external)
Broad-Based Black Economic Empowerment means the economic empowerment of all black people including women, workers (persons contributing to the economy), youth, people living with disabilities and people living in rural areas through diverse but integrated socio-economic strategies that include, but are not limited to:

i. Increasing the number of black people that manage the institution
ii. Human resource and skills development

iii. Achieving equitable representation in all occupational categories and levels of the workforce
iv. Preferential procurement

v. Investment /socio-economic development in enterprises that are owned or managed by black people



Building and construction work means new buildings, building 
systems and 


infrastructure services, improvement and maintenance, 
sub-divisions, as well as 


planned maintenance.



Capital goods means goods such as computers, furniture, air conditioners, etc



Consumable goods mean goods such as stationery, chemicals, etc.


EAP means economically active population



Equitable representation means demographic representation 
reflecting the 


national levels as stipulated in the Economically Active 
Population census data 


provided by Stats SA.



Goods and services are defined as all external purchases and contracting done by 

the University with funds other than the staff salaries budget.



Lease contracts means contracts associated with the leasing of copy machines, fax 

machines, buildings, space for commercial purposes, vehicles, etc.



Non-executive board members mean all external Council members (therefore not 

employees or students of the institution).

Other top management means those members of top management who are not 
members of council and do not have voting rights on the Council (they may have an 
observer status on Council).


Professional services include, but are not limited to advertising 
agencies, auditing, building professionals (including architects, engineers, quantity surveyors), consultants (eg. brokerage, healthcare, head-hunting, investment, legal, management, occupational health care, SHE-related), travel agents, etc.


Senior top management means those members of top management who are also 

members of Council and have voting rights on the Council.
Services include, but are not limited to the following, catering, cleaning, couriers, horticulture/lawn-mowing, photocopying, printing, security, signage, waste management, window-cleaning, etc.
Specialist research equipment includes laboratory equipment, specialised computer equipment, equipment for field work, etc.
Subminimum target means that a minimum of 40% of its target in each measurement category need to be achieved before a NMMU will start being allocated points on its employment equity scorecard.
Top management means the highest management structure with decision-making authority, and accountable to the Council for the management of the institution.

3. REGULATORY FRAMEWORK

3.1. Legislative framework:

This policy should be read in conjunction with the following: 

· Higher Education Act 101 of 1997

· Broad-Based Black Economic Empowerment Act 53 of 2003 
· Employment Equity Act 55 of 1998

· Skills Development Act 97 of 1998

· Skills Development Levies Act 9 of 1999

· Preferential Procurement Policy Framework Act 5 of 2000

3.2 Institutional policy framework:

This policy should be read in conjunction with the following institutional policies and frameworks, including NMMU Vision 2020 Strategic Plan, aimed at addressing the various elements of transformation, as captured in the BEE scorecard: 

Relating to Management:

· Statute of the Nelson Mandela Metropolitan University

· Rules of the Nelson Mandela Metropolitan University

Relating to Employment Equity:

· Equity policy

· Recruitment and Selection Policy and Procedure

· Policy on Retention of Scarce and Critical Skills

· NMMU Employment Equity plan 2007 - 2012

Relating to Skill Development:

· Human Resources Development Policy (including Future Leaders Programme)

· Ad Personam Promotions Policy

· Framework for a Strategic Talent Management Strategy at the NMMU

Relating to Preferential Procurement

· Purchasing Policy

· Tender Policy

· Purchase of capital equipment from non-Council funds including Council-funded Research allocations by the NMMU RTI committee

· ICT procurement policy

Relating to Enterprise Development

· Management of Function Facilities Policy
· Intellectual Property Policy

Relating to Socio-Economic Development

· Policy on the Establishment of Entities
· Policy on Short Learning Programmes 
· Policy and Guidelines on Community Engagement
· Framework for the support and funding of research activities at NMMU by the RTI committee
4. OBJECTIVES

The objectives of this policy are to: 
· Integrate all the elements of B-BBEE into relevant institutional business processes; 

· Assign clear executive responsibilities; 

· Align appropriate functioning representative committees; 

· Ensure monitoring and evaluation of implementation of the policy within the institution;
· Document the institution’s comprehensive B-BBEE strategy to achieve the objectives set out in the B-BBEE Act, viz.

· promote economic transformation in order to enable meaningful participation of black people in the economy;

· achieving a substantial change in the “racial” composition of the management structures and in the skilled occupations of existing structures within the institution;

· increasing the extent to which the institution engage with communities to increase their access to economic activities, infrastructure and skills training offered by the NMMU;

· increasing the extent to which the institution engage with existing and new, black women-owned and managed enterprises, to increase their access to economic activities, infrastructure and skills training;

· promoting NMMU-based investment programmes that lead to broad-based and meaningful participation in the economy by rural and local communities in order to achieve sustainable development and general prosperity;
· promoting preferential procurement principles to increase access to finance to achieve black economic empowerment.

5. PRINCIPLES/VALUES/PHILOSOPHY

· Equality

· Inclusivity 
· Shared responsibility
· Mutual respect
· Empowerment of the internal and external NMMU communities
6. SCOPE

This policy is aimed at promoting the achievement of the objectives outlined in the B-BBEE Act (No. 53 of 2003), not only because it is democratic and just, but because it is consistent with the vision of the NMMU. This policy applies to all staff of the NMMU. 
7. RESPONSIBILITIES
The NMMU Council gives full support to the NMMU B-BBEE Policy.  All management levels are responsible for the correct application of this policy in ensuring that NMMU accomplish the status of B-BBEE supplier of choice. The promotion of this Policy is a key function of all managers in the University and the successful implementation thereof will be included in the criteria on which performance is assessed.
7.1 ROLE OF EMCOM:

All EMCOM members are responsible for:

7.1.1 Continually promoting the University’s commitment to the democratic values of human dignity, equality, inclusivity, mutual respect and empowerment of internal and external stakeholders to the NMMU.

7.1.2 Insuring that the objectives of the BEE policy (and B-BBEE Act) are integrated into strategic and divisional operational plans of the NMMU.

7.1.3 Integration of the implementation of BEE strategies as a key performance area of their performance contracts, and that of their line managers. Where EMCOM members are specifically responsible for BEE elements, they should ensure that these are included in their performance contracts. eg. ED-HR is responsible for employment equity and skills development, ED-Finance for procurement (including preferential procurement). 
7.1.4 Ensuring the implementation of the BEE policy and strategy in all respects.

7.1.5 Ensuring that the budget allocation for the promotion of BEE strategies is sufficient to meet the stated targets.
The Director: Transformation (Monitoring and Evaluation) is responsible for reporting annually to EMCOM on the NMMU performance wrt achieving the objectives as set out in the B-BBEE Act. 
7.2 ROLE OF LINE MANAGERS:
All managers are responsible for:

7.2.1 Continually promoting the University’s commitment to the democratic values of human dignity, equality, inclusivity, mutual respect and empowerment of internal and external stakeholders to the NMMU.

7.2.2 Initiating and implementing strategies changes relating to BEE in terms of the objectives set out in the BEE policy (and B-BBEE act).

7.2.3 Ensuring the implementation of the BEE policy and strategy.

7.2.4 Providing semesterly reports, via the respective Dean/Director, to the relevant EMCOM member on progress made in terms of the division’s BEE objectives and motivate deviations, if any.

7.2.5 Making recommendations for changes that would facilitate the achievement of the BEE objectives.

8. IMPLEMENTATION
It is the responsibility of all EMCOM members and their respective line managers to achieve the objectives of this policy in the various areas which the scorecard elements address. Giving effect to this policy is grounded in the implementation of the NMMU strategic plan and BEE strategy. Where specific institutional committees provide strategic direction, oversight/monitoring or implementation functions relating to any of the BEE elements, such committees will be responsible for ensuring the alignment of their functions with the BEE objectives. The policy objectives will be incorporated into the performance contracts of the relevant managers.  

Annexure A contains an excerpt of the B-BBEE Act providing an overview of the elements and weighting associated with the adjusted generic scorecard, as well as the relevant targets and associated timeframes.  
Annexure B, the Learning Programme Matrix, provides line managers with a summary of the different categories of skills development programmes for which the NMMU can receive recognition from the Department of Trade and Industry, for skills development expenditure of black staff. 
9. REPORTING

An annual report wrt the various elements will be submitted by the line managers, via their respective EMCOM members, to the office of the D-T (M&E), for the purposes of reporting to EMCOM. 
10. MONITORING AND EVALUATION
An annual BEE report will be provided to EMCOM. Annual verification will be conducted by an authorised external verification agency, to ensure that the NMMU maintains a valid BEE certificate.
11. POLICY REVIEW

The policy shall be reviewed annually to ensure alignment with the institution’s policy framework, legislation, regulations and best practices relating to B-BBEE. _____________________________________________________________________

Further information:
Ruby-Ann Levendal



Director: Transformation (Monitoring and Evaluation)



Phone: (041) 504-2612





e-mail: Ruby-Ann.Levendal@nmmu.ac.za; 

Annexure A:
i. ELEMENTS OF ADJUSTED GENERIC SCORECARD
The ADJUSTED Generic Scorecard contains the:

· Elements of the scorecard;

· Weightings and

· The Code series reference that specify the mechanisms for measurement and calculation of each of the Elements of the scorecard (Code series 200-700)

	Element 
	Weighting
	Code series reference

	Management control
	15 points
	200

	Employment equity
	15 points
	300

	Skills development 
	20 points
	400

	Preferential procurement
	20 points
	500

	Enterprise Development
	15 points
	600

	Socio-Economic Development
	15 points
	700


Based on the overall performance of a NMMU, using the adjusted generic scorecard, it receives one of the following B-BBEE status:

	B-BBEE Status
	Qualification
	BEE procurement

recognition level

	Level One Contributor
	≥100 points on the Generic Scorecard
	135%

	Level Two Contributor
	≥85 but <100 on the Generic Scorecard
	125%

	Level Three Contributor
	≥75 but <85 on the Generic Scorecard
	110%

	Level Four Contributor
	≥65 but <75 on the Generic Scorecard
	100%

	Level Five Contributor
	≥55 but <65 on the Generic Scorecard
	80%

	Level Six Contributor 
	≥45 but <55 on the Generic Scorecard
	60%

	Level Seven Contributor
	≥40 but <45 on the Generic Scorecard
	50%

	Level Eight Contributor
	≥30 but <40 on the Generic Scorecard
	10%

	Non Compliant Contributor
	<30 on the Generic Scorecard
	0%


ii. Targets associated with the  various bee elements: 

a. MANAGEMENT (NMMU COUNCIL and EMCOM)

Membership to Council and EMCOM is regulated by the Statute of the Nelson Mandela Metropolitan University and the Rules of the Nelson Mandela Metropolitan University. 

	Category
	Indicator
	Weighting
	Target 0-5 years

	Board participation
	Black Councillors (external) who has voting rights, using adjusted recognition for gender (ARG)
	4.5
	50%

	
	Black Councillors (internal) who has voting rights, using ARG
	3
	50%

	1. EMCOM

(Top management)
	Black top/senior management using ARG
	4.5
	40%

	
	Other Black top management using ARG 
	3
	40%


A Bonus point will be allocated when 40% or more Black independent non-executive board members are achieved.

	Category
	Indicator
	Weighting
	ComplianceTarget 

	Bonus Points
	Black independent non-executive board members
	1
	40%


b. EMPLOYMENT EQUITY

Recruitment and retention of designated employees is governed by the Recruitment and Selection Policy and Procedure, and the Equity policy and is aligned with the NMMU Employment Equity Plan. For this element, NMMU will only start being allocated points on its employment equity scorecard once it has achieved a minimum of 40% of its target in each measurement category on its employment equity scorecard.

Table 9.2.1 Targets for Black disabled employees as a % of all employees using adjusted recognition for gender

	DISABLED EMPLOYEES

	Indicator
	Weighting
	Target 0-5 years
	Subminimum

Target

0-5 years
	Target 6-10 years
	Subminimum

Target

6-10 years

	Black disabled employees as a % of all employees using  ARG
	2
	2%
	0.8%
	3%
	1.2%


Table 9.2.2 Targets for Black employees in senior management as a % of all such employees using adjusted recognition for gender.

	SENIOR MANAGEMENT

	Indicator
	Weighting
	Target 0-5 years
	Subminimum

Target

0-5 years
	Target 6-10 years
	Subminimum

Target

6-10 years

	Black senior management as a % of all such employees using  ARG
	5
	43%
	17%
	60%
	24%


Table 9.2.3 Targets for Black employees in middle management as a % of all such employees using adjusted recognition for gender

	MIDDLE MANAGEMENT

	Indicator
	Weighting
	Target 0-5 years
	Subminimum

Target

0-5 years
	Target 6-10 years
	Subminimum

Target

6-10 years

	Black middle management as a % of all such employees using  ARG
	4
	63%
	25%
	75%
	30%


Table 9.2.4 Targets for Black employees in junior management as a % of all such employees using adjusted recognition for gender

	JUNIOR MANAGEMENT

	Indicator
	Weighting
	Target 0-5 years
	Subminimum

Target

0-5 years
	Target 6-10 years
	Subminimum

Target

6-10 years

	Black junior management as a % of all such employees using  ARG
	4
	68%
	27%
	80%
	32%


Bonus points are allocated for meeting or exceeding the Economically Active Population (EAP) targets in the senior, middle and junior management levels of the scorecard.

	Category
	Indicator
	Weighting
	Compliance Target 

	Bonus Points
	Bonus points for meeting or exceeding the Economically Active Population (EAP) targets in Tables 9.2.2-9.2.4.


	3
	40%


c. SKILLS DEVELOPMENT
The skills development element of the policy is informed by the Human Resources Development Policy (including Future Leaders Programme), Ad Personam Promotions Policy, and the Framework for a Strategic Talent Management Strategy at the NMMU. 

The skills development scorecard comprises three indicators: the first two measures monetary spend on Black employees, and the third measures the number of black employees who are enrolled in learnerships and/or structured work-based learning programmes as defined in the Learning Programme Matrix is found in Annexure A attached to the policy. NMMU must comply with certain skills development requirements, some of them linked to the Skills Development Act, before it will be allowed any recognition for scorecard contributions. These requirements include:

· Compliance with the Skills Development and Skills Development Levies Act

· Registration with the applicable SETA

· Development of a Workplace Skills Plan

· Implementation of programmes targeting the development of Priority Skills specifically amongst Black people.

The skill development expenditure wrt Learning Programmes Matrix (LPM) and learnerships will be calculated taking into account the following factors:

· Actual NMMU spend

· Total payroll (as defined by the Skills Development Act (1998)

· Total training spend

· Total training spend on Black employees

	Category
	Indicator
	Weighting
	Compliance Target

	1.Skills Development expenditure of any program specified in the Learning Programmes Matrix (LPM)
	1.1 Skills Development expenditure on learning programmes specified in the LPM for Black employees as a % of Leviable amount using ARG
	8
	3%

	
	1.2 Skills Development expenditure on learning programmes specified in the LPM for Black employees with disabilities as a % of Leviable amount using ARG
	4
	0.3%

	2.Learnerships
	2.1 Number of black employees participating in Learnerships or Category B, C and D programmes (in LPM) as a % of total employees using ARG
	8
	5%


d. PREFERENTIAL PROCURMENT
The preferential procurement element is informed by the Purchasing Policy, Tender Policy, Purchase of capital equipment from non-Council funds including Council-funded Research allocations by the NMMU RTI committee, and the ICT procurement policy. 

The preferential procurement scorecard offers B-BBEE procurement recognition form three categories of B-BBEE compliant suppliers, viz.:

· Category A: BEE compliant suppliers, based on BEE contribution level

· Category B: Qualified Small Enterprises (QSE) and Exempted Micro Enterprises (EME), based on BEE contribution level

· Category C: 50% Black-owned and 30% Black women-owned companies

	Indicator
	Weighting
	Compliance Target

Year 0-5
	Compliance Target

Year 6-10

	B-BBEE procurement spend from all suppliers based on the B-BBEE procurement recognition levels as a % of total measured procurement spend
	12
	50%
	70%

	B-BBEE procurement spend from Qualifying Small Enterprises and Exempted Micro Enterprises based on the B-BBEE procurement recognition levels as a % of total measured procurement spend
	3
	10%
	15%

	B-BBEE procurement spend from any of the following suppliers as a % of total measured procurement spend on suppliers that are more than 50% Black owned
	3
	15%
	

	B-BBEE procurement spend from any of the following suppliers (regardless of their BEE procurement recognition level  as a % of total measured procurement spend) on suppliers that are more than 30% Black

women owned
	2
	15%
	


e. ENTERPRISE DEVELOPMENT
The enterprise development element is informed by the Management of Function facilities Policy and Intellectual Property Policy of the NMMU. 

	Indicator
	Weighting
	Compliance Target

Year 0-5

	Value of all qualifying contributions made by the NMMU from the commencement of this statement or the inception date to the date of measurement as a % of the compliance target
	15
	0.325% of Council Turnover (as reported to DoE)

	Actual NMMU spend
	


f. SOCIO-ECONOMIC DEVELOPMENT
The socio-economic development element is informed by the Policy on the Establishment of Entities, Policy on Short Learning Programmes, and the Policy and Guidelines on Community Engagement. 
	Indicator
	Weighting
	Compliance Target

Year 0-5 

	Average annual value of all Socio-economic development contributions made by the NMMU as a % of the compliance target
	15
	1% of Council Turnover (as reported to DoE)

	Actual NMMU spend
	


ANNEXURE B:
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