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1. INTRODUCTION
The commencsment date of this Employment Equity Plan (EEP) ls the 01% July
2018 o 30" June 2023. K reflects the current status of the woridorce profile and
the stais desired at the end of the plan’s duration. In order to monitor the
progreas sffectively, a provision has besn made for objectives to be achleved
for each year of the plan. |

The primary purpose of the plan Is to achiesve reasonabie prograss towards
employment equity In the JTGDM worldorce. In compllance with section 20 of
the Employment Equity Act 55 of 1998 (EEA), this plan covers the following
aspects:-
» Consultation as contemplated In sections 16 and 17 of the EEA &
» Analysls as contemplated in section 19 of the EEA
+ Affirative action measures 10 be implemented In terms of section 156
(2) of the EEA
« The numerical and non-numerical goals and targets
« The timetable for the achievement of non-numerical goals
« The procedures that shak be used to monlior and evaluate the
Implementation of the plan
= The Iniemal dispute resolution procedures
« The persons In the workforce of EMIV, including senior management,
responaibia for monitoring and implementing the plan.

2. OBJECTIVES AND TIMEFRAME
The natural atirition or tumover of staff Is too small io make It possible to set
annual targets and/or imeframes. Instead, the plan will be over five years and
objectives are as follows:-
« 50/50 gender retio on all occupational categories; 1 P (1 Mogaiig
« 80% black and 20% white representation;
« 50% youth; Spsaker
« Preference should be given to people from designated groups In
terms of ldentified ratios when fllling positions;
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*» Although the targets set over the five years only relates to racial and

gender equity, the Municipality will aleo endeavor to employ people
with disabliities. The objective Is to provide for at least 1% of pecple

with disabilities. This will ba factored Into the gender and racial ratios
Indicated abave. Office based positions will be targeted in this
respect, but where possible It will also be extended to the job creation
inltiatives of the Municipality.

» Voluntarily retrenchment or early retirement should be considered
an options, where municipal financial resources allow;

 Skills development should be conslidered in order to create
opportunity for existing staff members;

* The Municipailty wiil endeavor to retain relevant experience and
skills, especially acarce skiiis.

e The Municipality will also attempt to equalize the remuneration and
benefits of the current staff establishment by shrinking and flattening
the staff structure over the next five (5) years.

3. LEGISLATIVE FRAMEWORK
in view of the inter-relatednese of laws goveming the employment relationship,
this pian shall be reed together with other Acts and authoritative sources of our
law including, but not Iimited, o the following:-

s Constitution, Act 108 of 1886

« Employment Equity Act 56 of 1908

» Labour Relations Act 88 of 1885

» Basic Conditions of Employment Act 75 of 1907

» Promotion of Equality and Prevention of Unfair Discrimination Act 4 of 2000

* Promotion of Administrative Justice Act 3 of 2000
+ Promotion of Access to Information, Act 2 of 2000
» Relevant Case law as developed by the Courts

« Indigenous law

» Common law

* Relevant Codes of Good Practice:

« Any other authoritative law sources
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4. THE EMPLOYEMENT EQUITY (EE) MANAGER
For the purpcse of section 24 of the EEA, the EE manager shall be the Director
Corporate Services who will manage the employment equity processes In the
municipeality with the assistance of the Human Resource Unit. The Accounting
Officer of the municipafity will be responesible for the overall implementation and
reporting in terms of Employment Equity Plan.

8. BACKGROUND
The purpose of the Employment Equity Act, 1088 (Act 56 of 1898) (Section 2)
ls to achleve employment equity by:-

a. ‘promoiing equel opportunily and falr treatment in employment through
the efimination of unfair discrimination; and

b. implementing affirmative action measures to redress the disadvantages
In employment experienced by designated groups. in order o ensure

their equitable representation in alf occupational cafegories and levels in
the woridorce.”

The Municipality is obliged to prepare a subsequent employment equity plan
when the term of the current plan Is expiring, in compliance with Section 23 of
the Act.

8. DEMOGRAPHIC PROFILE OF THE JOHN TAOLO GAETSEWE DISTRICT

The Integrated Development Plan (IDP) of the District Municipality based on
StatsSA 2016 information reflects on the demographics of the District as
follows:-
“The gender spiit in the JTGDM Is 40.12% male and 50.88% female. There Is
fargely more females than males in all municipeliies with the exception of
Gamagara Local Municipallly; where there Is more males than females, mainly
because of the presence of job opportunities that atiract men from other areas
outiside the district.”
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The raclal profiie of the JTGDM Is as follows:-

> Africans: 93.55%:
> Whites: 6.07%."

Figurs 8.1: lilustration of district's racial profile

6,07

Viogatie

93.55
= Bluck African & White

Stieaker

7. FORMAL STATEMENT OF COMMITMENT
The JTGDM's commitment is embadied in the preambie to the Empioyment
Equity Policy, which reads thue: - “The John Taclo Gaetsewe Municipality
(hereinafter refemed to as (JTGDM) recognises that local government entalis a
process of reconstruction, democratisation and development In order o
eradicate the effects of apartheld. JTGDM also recognizes that affirmative action
and employment equity forms an integral part of this transformation.

JTGDM shall implement comprehensive employment equity education, training
and devsiopment sirategles to redress historic and existing Inequallties,
prejudices and unfaimess in the workplace by:-

¥ Ensuring equal opportunity practices.

¥ Enforcing the right of fundamental equality and opportunity between men
andwomenlnunploymentaswallaamorlghlofmrypamnhbe
protected against employment or procurement discrimination on the
grounds of race, gender, ethnic or soclal origin, colour, age, culture, langu
age, marital stetus, disabillity or economic status.

¥ Committing Iteelftoqconuﬂlaﬂvapmceuofoﬂecﬂnplamlm and
implementing affirmative action and employment equily to redress past

Page 8 of 10




imbalances, and kientifying the skills, occupational categories required in
the future to ensure the attalnment of a socially responsible, efficlent and

raclally Integrated workforce, representative and senaitive to the needs of
the community.”

8. CONSULTATIVE STRUCTURES
The foliowing stakeholders are recognised for various consultation purposes:-

« Employment Equity Committee

« Employment Equity & Skille Development Technical Committee
« Employment Equily & Skills Development Forum

¢ South African Municipal Workars Unlon (SAMWU)

* Independent Municipal Allled Trade Union (IMATU)

9. THE EAP STATISTICS
in developing the EE targets, the national and regional statistics for the
economically active population (EAP) as supplied by Statistics South Africa
from time-to-time will be taken Into account. The JTGD made use the
provinclal EAP for Northern Cape as the primary basis for the determinstion of
EE targets for the municipality.

The current stats as supplied by Statistics South Africa, September 2012 are as

280 [29,% (02 |62 2000 173 |02 |44 | 100
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10.ANALYSIS

The current woridforce profile was analysed 1o determine under-reprasentation
of peopie from designated groups and the resultant information used to project
the deeired state at the end of the EE Plan. For the purposes of this plan, the

over and under-representation ls determined relative to the Northem Cape EAP
statistics.
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Tebie 7.1 WORKFDRGE
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ANALYSIS

Senlor Managers

According io the analysis the 2 vacant posts must be filled with one colored male
and one colored famale. The present distribution puts colored under blacks, It Is
therefore still appropriate if the Councll takes a decision to employ only blacks
in the two vacant positions.

Managers

There are 9 vacancies under mkidie management level. As per analysls, the
municipality must prioritize 2 black males, 4 colored males’ and 3 black females.
In respect of whites, there must be 1 white male and 1 white female If equity Is
fo be applied in our municipallty.

Profszsionals/8killed workers

Under the professlonal/ skiiied workers category, there are more females than
males In the municipality. According to the analysis, there should to be only 11
black femaies out of 30 black femalaes and 7 colored females in order 1o create
equity in the institution. When addressing vacant posts, the municipality must
employ O black males, 11 colored males, 3 white males, 5 colored females and
3 white males. The municipality is allowed to make Its own decision In regards
classifying coloreds as blacks.

Elementary workers

The municipality has more males, about 5§ more than the expected number, In
this category. In order fo achleve equity, the municipality must employ 8 colored
males, which can also be 6 black males. Equity will be attained if the municipality
has 8 black males, 6 colored males, 2 white males, 5 black females, 4 colored
females and 1 white female.

infems
There are more males than females at this level. It Is very clear that the two
vacant posts must be fllled by two black females.
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in general, the municipallty Is free fo exercise its decision based on the
population distribution within the dietrict. The raclal profile of the JTGDM Is as
foliows:-

> Africanes: 83.55%;
> Whiies: 8.07%."

11.DESIGMATED EMPLOYMENT EQUITY OFFICIALS
The Accounting Officer of the Municipallty will be responsible for the overall
Implementation and reporting in terms of the Employment Equity Plan. The
Director: Corporate Services Is designated to manage empioyment equity
procasses In the Municipality with assistance of the Human Resources Unit.

12.REPORTING
Reporting In terms of the Act will take place as follows:-
» Annually to the Department of Labour;
« Annual disciosure in the annual report of the Municipality; and

« Blannusl implementation monitoring reports to Municipal Council.

13.REVIEW
This EE plan will be reviewed quinquennial.
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