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1. TITLE
Employment Equity Policy

2. PURPOSE

The Municipallty has embarked on a process to Implement the provisions of the
Employment Equity Act. A consultation process was followed with all Interest groups
In order to ensure that the process Is fully inclusive and transparent:-

. Designated and non-designated employees

. Employees in all the job categories and occupational levels

. Representative Unions

. Senlor managers responsible for the implementation of the process

This document includes the results of a review of a review of all employment policies
and practices at Municipality. Accordingly it illustrates the link between the current
workforce profile, possible barriers in employment policles and the implement of
remedIal steps to establish employment equity.

3. SCOPE

The policy shall apply to all candidates who apply to the Municipality for employment
and all employees of the employer, including designated groups as well as non-
deslgnated groups.

4. PROCEDURE DETAIL

4.1 POLICY OBJECTIVES

The Employment Equity Act requires that the Employment Equlity Plan state the broad
objectives of the plan and provide for a timetable for the fulfilment of these specific
objectives. These objectives should:-
s Take into account the output of the planning phase;
o The particular circumstances of the employer, and
» The alignment and Inclusion of the plan In the broad business strategy of the
Municipality

The broad objectives of Employment Equity are the following:-

e Addressing under-representatlon of designated groups in all occupational
categories and levels in the workforce. Specifically under-representation of black
people, as defined In the Act, and people with disabilities were identifled during
the numerical analysis as presenting speclal challenges which the Municipality
has to address

» Identifying and developing strategies for the elimination of employment barriers
in the Employment Policies and Practices of the Municlpality. A number of barriers
were identifled by the Municipality and will be addressed In this policy

o Developing business-orientated strategles for the achlevement of numerical goals

5 Employment Equity Pollcy



NGQUSHWA LOCAL MUNICIPALTY | 2021

and timetables for the implementation of affirmatlive action measures, taking into
account the mission of the Municipality

e Establishing procedures for the monitoring and enforcement of the
Implementation process

o Establishing procedures to address and resolve disputes regarding the
Implementation and enforcement of Employment Equity

4.2 POLICY CONTENT

The responsibillty for implementing affirmative action measures and ensuring
compliance with the provisions of the Employment Equity Act of 1998, rests with the
Municipal Manager of the Employer or his/her delegated assignee(s) in terms of
sectlon stipulations of the Employment Act, 1998 (Act 55 of 1998).

The following affirmative. action measures have been identifled and developed to
address the employment barriers and under-representation Identifled during the
numerical analysis and the review of the Employment Policies and Practices of the
Municipallty:-

4.2.1 Affirmative action measures
4.2.1.1 Increasing the pool of available candidates

A policy on recruitment has been adopted which provides for the internal and external
recrultment of suitable candidates from designated groups. A concerted effort will
further be made to Increase the level of interest of potential candidates from
deslgnated groups In applying for vacancies.

4.2.1.2 Appointment of employees from designated groups

Existing policles have been scrutinised to identify employment barriers to members
of designated groups, and appointment and selection policies should increase the
possibility of appointing candidates from the designated groups in employment
categorles and levels where they are under-represented. Policies regarding selection
criterla and selection panels will ensure that falr and non-discriminatory selection
procedures be Implemented. Such procedures will help contribute to the appolntment
of suitable candidates from designated groups. Further efforts will Include:-

» The redrafting of employment application forms and employment contracts so
that all discriminatory or prejudiclal provislons and clauses are removed

* An increased awareness that psychometric tests and evaluation methods tend to
be culturally blased and discriminatory and also have low predictive validity of
the true ability of candidates to perform in a work environment

e The increased use of competency-based recrultment and selection methods,
whereby the potentlal of the candidate, and the ability to perform the job plays
an increasingly prominent role

o Compllance with numerical targets and annual benchmarks
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» The advancement of designated groups, but bearing In mind that the
Municipality will not resort to window-dressing, tokenism and favouritism, but
will advance designated groups by providing the necessary guldance, training
and development, and support

» Recognising that the appointment of members of designated groups will help
Create a more diverse workforce, which holds social and economic benefits for
the Municlpality

4.2.1.3 Training and development of people from designated groups

The Municipality recognises the obligations placed on it by the Skilis Development
Act of 1998 to train and develop employees. The Municipality has adopted structured
training programmes for employees. These programmes include:-

Bursary for tertiary education

Job related tralning

Training In line functioning, management and supervisory skilis
Learnerships

Skills programmes

Strong emphasis is also places on mentorship and coaching of new employees, since
the development of employees Is seen as long-term upliftment measure as against a
temporary corrective measure. Career planning and development therefore, becomes
an integral part of the development of the human resources, and is tralning only the
first step in the process whereby attained abiliities are eventually put into practice.
This eventual goal can also be observed In the outcome-based nature of the training
provided and the purpose of the training to accelerate the advancement of designated
groups within the Municlpality.

4.2.1.4 Retention of people from designated groups

The Municipality Is committed to lowering the turnover rates and increasing the
retention rates of designated members. Accordingly, the Municlpality has adopted a
new policy regarding exit interviews In order to enable the Municipality to develop
further strategles regarding the retention of people from designated groups by
determining the reasons why people from designated groups terminate their services
with the Municlpality. This will also enable the Municipallty to compete successfully
with other employers in an effort to obtain and retain the services of people from
designated groups.

4.2.1.5 Reasonable accommodation of people with disabilities

The Municipality has adopted a policy regarding the accommodation of the disabled,
with specific reference to adapt physical facilitles that will be implemented gradually
with a view to making the grounds and bulldings accessible to people with disabllities.
Special attention wilil be glven to the employment and career development of disabled
people.
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4.2.1.6 Steps to ensure that members of designated groups are appointed
In such positions that they are able to meaningfully participate In corporate
decision-making processes

The Municlpality adopted policles with regard to appointment and promotion that
should ensure that candidates from the designated groups have the opportunity to
be appointed in positions where they will be able to participate meaningfully in the
decision-making of the Municipality. The appointment policy reflects the selection
criteria of section 21 of the Employment Equity Act by requiring candidates to be
suitably qualified for positions into which they will be appointed.

4.2.1.7 Steps to ensure that the corporate culture of the past is transformed
In a way that affirms diversity in the workplace and harnesses the potentlal
of all employees

The consultation forum of the Municipality includes employees from various different
levels and seniority and is fully representative of all designated and non-designated
groups at the Municlpality. The Munlcipality also recognises the Importance of
adopting an overall strategy which highlights the importance of managing a diverse,
multiraclal and multicultural workforce, for the purposes of ensuring the maximum
utilisation of all employees. This includes reducing negative stereotyping and
discrimination, creating an acceptable and welcome environment, and the integration
of affirmative actlon programmes with general management practices and strategles.

4.2.1.7 Corrective measures to eliminate barriers Identified during the
analysls

Employment policies and practices are continuously reviewed by the Municipality In
order to remove any possible discriminatory content and to eliminate employment
barriers from the policles and practices. The selection criteria at the Municipality are
continuously revised in order to allow for the definition of sultably qualified candidates
as contained in the Employment Equity Act to serve as standard for selection.

The afflrmative action measures implemented at the Municipality are designed to
prevent the creation of absolute barriers for the appointment or promotion of persons
from non-designated groups, and care Is taken to ensure that the measures adopted
does not discriminate in any way against persons from the non-designated groups.

4.2.1.8 Numerical goals

A numerical analysis must be carried out to determine the representation of
employees internally in every employment level and job category as well as externally
to determine the external representation of the various groups on both a regional
and provincial level. This analysis enables the Municipality to set quantitative targets
which are realistic and attainable given the particular clrcumstances of the
Municipallty as an employer.
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Numerical goals must be developed for the appointment and promotion of people
from designated groups in order to address under-representation of the designated
groups.

The following factors must be taken into consideration In developing the numerical

goals:- .

o The degree of under-representation of designated employees in the various
employment categories at the Municipality as determined by the numerical
analysls

o The labour turnover rate at the Municipality must be determined to be extremely
low. This presents a significant limiting factor as regards the implementation rate
of affirmative action measures and the setting of numerical goals by the
Municipality. Possible measures that could be considered in order to address this
problem Include offering voluntary severance packages to senior employees by
mutual consent.

4.2.1.9 Consensus

The representative unions as well as the management structures of the Municipality
must be Involved in the consultation process surrounding the numerical analysls, the
review of employment systems and policies and the drafting of the Employment
Equity Plan. The partles must strive to reach a high degree of consensus in the
consultation process.

Workshops, attended by representative trade unions and management, must be held
which will be utilized as opportunities to consult, inform and educate all parties as to
the process to be followed and the roles to be played by parties.

4.3 COMMUNICATION

Circulars, messages and notices on notice boards will be utilized in order to inform
all employees of the availability of the Employment Equity Documentation. Copies
of Employment Equity documentation will also be distributed to the parties that took
part in the consultation process.

4.4 REVIEWAL OF THE POLICY

It will be the responsibility of the Corporate Services Department to consider the
provisions of this policy on annual basls. The Corporate Services Department shall
request all Departments to submit their proposed changes for submission to Council
for approval.

4.5. BUDGET AND RESOURCES

The financial and resource implication/s related to the implementation of this policy
should be qualified and quantified.
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4.6 RECORD KEEPING

Adequate records of the entire selection process need to be maintained, Including
selection and short listing criterla: reasons for incluslon/exclusion .of candidates,
structured Interview guide, copies of all other assessments utilized, comprehensive
notes on assessment of each candidate, assessment rating and reference checks. As
In the recrultment process, these records need to be maintained for the prescribed
period.

4.7 PENALTIES

Non-compliance to any of the stipulations contained In this policy will be regarded as
misconduct, which will be dealt with in terms of the Disclplinary Code.

5. ROLES AND RESPONSIBILITIES

Role Authority

» Create, evaluate, review and adopt Councll

the Employment Equity Policy

¢ Implement and enforce this policy
Establish and control the
administration necessary to fulfil this
policy, and report efficiently and
regularly to the Committee in this
regard.

Municipal Manager/Directors

e Ensure that there Is compliance with

the Employment Equity Policy Director Corporate Services

e The employee should be glven 24
hours to accept an offer to act in a
higher post. If no response s
received by then, the offer will lapse.

Employees

6. MONITORING, EVALUATION AND REVIEW

A report detalling the progress with the implementation of Employment Equity Policy
with specific reference to achlevement of this policy has to be compiled every year
by the person with the responsibility for implementation and monitoring. The policy
must be made available to all consulting parties for perusal and comment and must
be circulated to all staff members by means of circulars, notices and notice boards.
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7. DEFINITIONS AND ABBREVIATIONS

Term

Candidate

means an applicant for a post which substantially limits a
person towards performing his/her duties

Designated group

means Black people, women and people with disabllities

is a generic term and means African, Coloured and Indian

Suitably qualified

Black people
persons
People with | Mmeans people who have a long term or recurring physical
disabilities or mental Impairment which substantially limits thelr
prospects of entry into, or advancement in, employment
Disadvantaged means persons or categories of persons’disadvantaged
persons by past or present unfair discrimination; and

person means a person who has the abllities, formal
qualifications, relevant experience or potential to acquire,
within a reasonable time, the skilis and competencies
_necessary to perform a particular job

8. SUPPORTING DOCUMENTS

None

9. REFERENCES
None

10. APPENDIX
None

11. ADOPTION AND APPROVAL OF THE POLICY BY COUNCIL

This policy Is adopted and approved by the full Ngqushwa Local Municlpality Councll

for Implementation
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