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1.1
 PURPOSE OF SUBMISSION 
–
SECTION (
i
)
 
The
purpose
of
this
submission
is
to
appraise
the
Portfolio
Committee
on
Communications
(
PCC
)
about
the
state
of
readiness
of
the
SABC
.
4
)

1.2 BACKGROUND
· The 2021 local government elections come at a difficult time for South Africa as the country and the world are grappling with the COVID19 pandemic.
· [image: ]The 2021 municipal polls will be held on the 27th October 2021, as announced by the President recently. The SABC’s plan for the 2021 local government elections is in line with the Broadcasting Act which requires the SABC to encourage the development of South African expression by providing content in all South African official languages, a wide range of programming that offers a plurality of views and a variety of news, information, and analysis from a South African point of view; and to advance the national and public interest.
· The Electronic Communications Act also requires the SABC to provide fair and equitable coverage of elections, monitored by the Independent
Communications Authority of South Africa.
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1.3
 SABC READINESS
•
The
SABC’s
comprehensive
business
continuity
plans
and
solutions
to
mitigate
Covid
-
19
,
will
be
leveraged
for
the
Local
Government
Elections
.
The
SABC
will
use
established
technologies
that
have
been
deployed
in
the
previous
elections
to
ensure
a
smooth
and
successful
operations
.
The
SABC
further
leverages
off
its
close
relationship
with
the
Independent
Electoral
Commission
(
IEC
)
which
delivers
both
the
infrastructure
and
linking
solutions
at
the
various
Result
Operation
Centers
(
ROC
)
.
The
Operational
Centers
are
based
in
all
Provinces
headquartered
at
the
ROC
in
Tshwane
.
•
The
SABC
will
deploy
resources
to
the
IEC
centres,
which
will
include
mobile
units
that
will
be
used
within
the
IEC
centers
or
can
be
deployed
elsewhere
in
the
regions
.
•
The
SABC
assures
the
committee
about
its
ability
and
capability
to
deliver
a
successful
Local
Government
Elections
(
LGE
)
.
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2.1
 PURPOSE OF SUBMISSION 
–
SECTION (ii) 
The
purpose
of
this
submission
is
to
provide
the
Portfolio
Committee
on
Communications
PCC
)
(
with
an
update
on
the
conclusion
of
the
Section
189
process
.
8
)
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2.3 THE JOB EVALUATION PROCESS
[image: ]After the completion of the Section 189 process that ended on 31 December 2020, the SABC started the process of transitioning into the new optimal structure to enable the Target Operating Model. This process was preceded by an organisation-wide job evaluation exercise which ensured that all new jobs are evaluated, advertised and filled at the correct levels. The outcomes of this process were implemented in line with our prevailing HR policies. The primary purpose of the job evaluation process was to set the SABC on a road to self-correct its remuneration bill as well as uphold the principle of equal remuneration for the work of equal value.
This was achieved through the full utilisation of the current pay scale by making almost all offers within the pay scale ranges including Entry Zone, contrary to the initial decision/practice (13yrs old practice) of making all offers at the midpoint of the pay scale. This old practise of making all offers at midpoint of the pay scale, resulted in increasing the overall compensation bill. The job evaluation process has helped in benchmarking our roles with the industry, creating parity in scale codes and remuneration throughout the organisations, and rectified past anomalies in salaries and scale codes. The job evaluation process has helped in reducing the overall compensation bill.
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-
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Table
1
:
Total
Retrenchment
Terminations
–
31
March
2021
Termination 
Voluntary
Forced
Grand Total
Grand Total
346
275
621
The
total
number
of
employees
that
will
leave
the
organisation
at
end
of
March
2021
is
621
,
of
which
346
are
voluntary
.
This
cohort
of
voluntary
employees
refer
to
all
those
employees
who
chose
severance
as
the
first
option
and
decided
not
to
participate
in
any
alternative
seeking
and
recruitment
process
.
The
number
of
employees
exiting
is
higher
than
originally
anticipated,
primarily
due
to
:
i
)
(
the
impact
of
alternative
lower
jobs
to
employees’
retirement
benefits
and
fund
value
;
)
(
ii
no
competency
match
and
qualification(s)
for
many
employees
;
)
iii
(
language
requirements
for
African
Language
news
programming
were
not
met
;
)
(
iv
and
unfilled
positions,
including
those
that
became
vacant
during
the
notice
month
.
This
has
resulted
in
a
total
of
468
vacancies
within
the
new
structure
.
The
vacancy
committee
will
review
these
vacancies
and
only
critical
positions
will
be
filled
to
ensure
the
salary
bill
is
not
increased
.
)
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Table
2
:
Severance
Analysis
for
31
March
2021
The
final
number
of
employees
who
exited
the
Corporation
on
31
March
2021
was
621
,
with
a
total
severance
cost
of
about
R
164
million,
which
will
be
recovered
within
5
months
.
The
Total
Guaranteed
Remuneration
Package
(
TGRP
)
of
those
621
positions
is
about
R
457
million
per
year
.
This
means
that
our
total
salary
bill
target
of
R
700
million
reduction
will
be
fully
realised
over
a
3
-
year
period
(
by
2023
/
24
)
as
the
annual
salary
increase
freeze
of
at
most
3
years
is
implemented,
plus
the
3
alternatives
proposed
by
management
.
This
potential
savings
will
however
be
reduced
when
the
current
468
vacancies
are
filled
.
Management
will
ensure
only
critical
vacancies
are
filled
to
mitigate
any
risk
of
an
increase
in
the
compensation
bill
.
Number
TGRP Savings in 2021/22
Cost of 
Severance
Break
-
even 
Months
Annual TGRP 
621
292 636 897
164 376 509
4
19
,
457 013 406
)
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A
follow
-
up
report
will
focus
on
:
(
i
)
the
workforce
profile
post
Section
189
;
(
ii
)
the
integration
of
new
structures
;
and
(
iii
)
the
four
(
4
)
alternatives
that
must
still
be
agreed
to
by
labour
to
prevent
future
job
losses
.
)

 (
14
2.5
 TRANSITION INTO THE NEW STRUCTURE
14
The
transition
to
the
new
structure
has
commenced
in
January
2021
and
will
be
completed
this
month,
with
March
2021
being
a
notice
period
for
employees
not
placed
.
The
acceptance
of
the
4
alternatives
is
key,
given
that
the
Board
approved
the
payroll
reduction
of
R
700
m
and
600
affected
employees
.
The
only
outstanding
matter
for
Organised
Labour
to
make
a
concession
on
is
the
following
4
key
alternatives
:
(
i
)
the
annual
increase
freeze
;
(
ii
)
the
reduction
of
annual
leave
days
for
management
from
35
days
to
28
days
;
(
iii
)
the
reduction
of
sick
leave
from
30
days
per
year
to
36
days
in
three
-
year
cycle
;
and
)
iv
(
the
approval
of
Section
197
for
Call
Centre
and
TV
Licence
operations
.
)
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2.6
 TOTAL SEVERANCE AND TERMINATIONS CONT.
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Many
employees
were
not
successful
in
seeking
alternative
placements
due
to
them
not
meeting
the
minimum
requirements
of
the
roles
and/or
were
found
not
to
be
suitable
for
positions
they
had
applied
for
.
Conversely,
a
significant
number
of
competent
employees
who
occupied
surplus
or
redundant
positions,
who
could
possibly
have
been
placed
in
new
roles,
took
advantage
of
the
severance
packages
and
their
marketability,
and
chose
to
exit
the
Corporation
.
The
entire
process
required
a
delicate
balance
between
transitioning
to
the
new
structure
while
retaining
efficient
operations
versus
achieving
reduced
total
cost
of
compensation
at
all
cost
and
compromise
operations
.
The
remaining
vacancies,
where
suitable
candidates
could
not
be
sourced,
will
enable
the
organisation
to
renew
itself
with
new
talent
at
the
right
remuneration
levels,
as
such
redressing
the
bloated
salary
bill
further
over
the
coming
years
.
The
severance
pay
will
be
funded
from
the
operational
cash
that
has
been
set
aside
each
month
since
the
process
was
initiated
.
)
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The
SABC
acknowledges
that
the
retrenchment
process
was
difficult
for
all
stakeholders
and
emotionally
charged
at
times
.
The
extended
process
also
created
prolonged
uncertainty
.
However,
it
was
a
necessary
part
of
the
SABC’s
turnaround
plan
to
reposition
the
public
broadcaster,
ensure
its
stability
and
financially
sustainability
and
allow
the
Corporation
to
execute
its
public
mandate
to
serve
all
the
people
of
South
Africa
in
all
our
languages
and
across
all
platforms
.
The
importance
of
transforming
the
SABC
into
a
learning
organisation
in
which
talent
capability
are
constantly
transformed
to
align
to
business
demands
are
critical
.
This
will
be
enabled
through
the
implementation
of
the
recently
approved
Talent
and
Performance
Management
frameworks
.
This
will
ensure
that
the
SABC
does
not
have
a
bloated
structure
with
28
%
of
its
workforce
not
possessing
the
minimum
qualifications
required
for
their
respective
jobs
.
In
addition,
this
will
prepare
the
Corporation
to
successfully
implement
its
turnaround
plan
to
fulfil
its
public
mandate,
effectively
and
efficiently
.
)
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2.2 BACKGROUND

The reduction of employee costs is central to the SABC’s approved Turnaround Plan, its long-term sustainability,
and the transitioning of the public broadcaster to its Target Operating Model. The Section 189 process began
with the issuing of the notice in June 2020, and after an intensive nine (9) month period, has concluded on 31
March 2021.

The process was facilitated by the CCMA and other Independent Labour Experts to ensure meaningful
consultation and joint consensus seeking. This process comprised 48 consultations, including 7 CCMA facilitated
consultative sessions, 9 bilateral sessions, 28 divisional structure consultative sessions and 4 facilitated sessions by
an Independent Labour Expert.

This Section 189 process exceeded the minimum legislative requirements of 60 days and 4 sessions. On 23
November 2020, the SABC Board suspended the execution of the process by 30-days to enable management
to further engage directly with employees on the proposed structures. The extended consultation process
ended on 31 December 2020.

The SABC is satisfied that the Section 189 process can withstand any legal scrutiny. This is important as the two
Labour Court judgements validated the SABC’s position that it had conducted itself in a fair, fransparent and
procedural manner, whilst at all times negotiating in good faith with Organised Labour.
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2.7 JOB OFFERS MADE

As at 15 March 2021, a total of 460 job offers were made to employees. These included redundant and surplus employees
who were successful in their application to seek alternatives positions, as well as promotional opportunities for unaffected
employees. This ultimately left the organisation with 468 vacancies within the new structure which will be advertised and

filled during the next three months.

The recruitment process and the identification of competency for advertised vacancies, was a serious challenge. A further
challenge was the high salaries which the SABC offered to its employees in the past. Almost all employees suitable for
vacant positions were either already earning more or the same as the higher level which they were applying for as a
promotional opportunity. The current pay scale was fully utilised with those already earning within the pay scale given the
same salary or at least 5% increase, while most of those above the pay scale were brought to the maximum and only in few

exceptional critical areas offers were retained at maximum of 14% above the pay scale.

The unintended consequence of this for those occupying redundant positions, a reduction in current fund value and future
refirement values, as such influenced many to take severance rather than avail themselves for alternative available
vacancies. The second major contributor was those in the redundant pool who did not have any formal qualifications
beyond matric while almost all positions in specialist, technical and senior roles need some form of NQF 5-7 qualification
Q
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