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1. INTRODUCTION

The commencement date of this Emplovment Equity Plan (EEP) is the o4t
July 2018 fo 30" June 2023. It reflects the cumrent status of the workforce
profile and the state desired at the end of the plan's duration. In order to
monitor the progress effectively, a provision has been made for objectives to
be achisved for each year of the plan.

The primary purpose of the plan is fo achisve reasonable progress towards
employment aquity in the JTGDM workforce. In compliance 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
e Analysis as contamplated in saection 18 of the EEA
¢ Affirmative action measures to be implemented in ferms of section 15
(2) of the EEA
#« The numerical and non-numerical goals and targets
e The timetable for the achisvement of non-numerical goals
e The procedures that shall be used fo monitor and evaluate the
implementation of the plan
e The infernal dispute resolution procedures
e The persons in the workforca of EMM, including senlor management,
responsible for monitoring and implementing the plan.

. OBJECTIVES AND TIMEFRAME

The natural attrition or turmover of stafl is too small io maks it possible to sat
annual targets and/or timeframes. Instead, the pian wili be over five years and
objectives are as follows:-

o 50/50 gender ratio on all occupational categories;

o 80% black and 20% white representation;

o 50% youth;

¢ Preference should be given to people from designated groups in

ferms of idenﬁf‘ ed ratios when fiilling positionis;

il argets set over the ﬁve years only relates to raclal and
gsnder aquity, the Municipality will also endeavor {0’ amploy paople
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with disabilities. The objective is o provide for at least 1% of people
with dieabliitiss. This will be factored into the gender and racial
ratios indicated above. Office based positions will be targeted in this
| respact, but where possible it will also be extended fo the job
creation initiatives of the Municipality.
e Voluntarily retrenchment or sarly retirement should be considered
as an options, where municipal financial resources allow;
« Skills development should be considered in order to create
l opportunity for existing staif members;
I e The Municipality will endeavor fo retain relevant experience and
' skilis, especially scarce skills.

T

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

3. LEGISLATIVE FRAMEWORK

In view of the inter—elatedness of laws governing the employment

relationship, this plan shall be read together with other Acts and authoritative

sources of our law including, but not limited, fo the following:-

« Constiiution, Act 108 of 1996

e Employmernit Equity Act 55 of 1998

« Labour Relations Act 68 of 1885

e Basic Conditions of Employment Act 75 of 1987

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

e Promotion of Adminisirative Justics Act 3 of 2000

o Promotion of Access fo information, Act 2 of 2000

« Relevant Case law as developed by the Courts
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¢ Indigenous law

e Common law

e Relevant Codes of Good Practice
s Any other authoritative law sources
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4. THE EMPLOYEMENT EQUITY (EE) MANAGER
For the purpose of section 24 of the EEA, the EE manager shall be the
Director Corporate Services who will manage the employment equity
processes in the municipality with the assistance of the Human Resource Unit.
The Accounting Officer of the municipality will be responsible for the overall
implementation and reporting In terms of Employment Equity Plan.

5. BACKGROUND
Ths purpose of the Employment Equity Act, 1998 (Act 55 of 1988) (Section 2)
is to achieve employinent equity by:-
a. ‘piomofing equal opportunity and fair troafment in employment through
the elimination of unfair discrimination; and
b. Implementing affirmative action measures io redress the disadvantages
in employment expsrienced by designafed groups. In order fo ensure
their equitable representation in all occupational categories and levels
in the workforce.”

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

6. DEMOGRAPHIC PROFILE OF THE JOHN TAOLO GAETSEWE DISTRICT

The Integrated Development Plan (IDP) of the District Municipality based on
StatsSA 2018 information reflects on the demographics of the District as
follows:-
“The gender split in the JTGDM is 49.12% male and 50.88% fermele. There Is
largely more females than males in all municipalities with the exceplion of
Garnagara Local Municipality; where there Is more males than fernales, mainly
because of the presence of Job opportuniiies that aitract men from other areas
outside the district.”
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The racial proflle of the JTGDM is as follows:-

» Africans: 93.55%;
» Whites: 8.07%.”

Figure 8.1; illustration of district's racial profile

6.07

593355

® Bleck &fricon. & White

7. FORMAL STATEMENT OF COMMITMENT
The JTGDM's commitmsnt is embodied in the preamble to the Employment
Equity Policy, which reads thus: - "The John Taolo Gaetsawe iMunicipality
(hereinafter referred to as (JTGDM) recognises that local government entails a
process of reconstruciion, democratisation and developraant in order to
eradicate the effects of apartheld. JTGDM also recognizes that affirmative
action

and employment equity forms an integral part of this transformation.

JTGDM shall implement comprehsnsive employment equity aducation, iralning
and devalopmerit strategles to redress historic and existing inequalities,
prejudices and unfaimess in the workplace by:-

¥ Ensuring equal opporiunity practices.

¥ Enforcing the right of fundamental equality and opportunity between men
and women in employment as well as the right of every person to be
protected apainst amployment or procuremeni discrimination on the
grounde of race, gendef* ethnic or scciat ongin colour, age, culture, langu
age, marital status, disability or economic status.

Ms P, @W'& é@?@ ié";‘a’rconsuitaﬂve procese of effeciive planning and
implementing affirmative ac’uon and employment equity to redress past
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imbalances, and identifying the skills, occupational categories required in
the future to ensure the attainment of a soclally responsible, efficlent and
raclally integrated workforcs, representative and sensitive o the needs of
the community.”

8. CONSULTATIVE STRUCTURES
The Tollowing staksholders are recognised for various consultation purposss:-

e  Employment Equity Commifiee

e Employment Equity & Skille Devslopment Technlcal Commiitee
e Employment Equity & Skiils Devalopment Forum

e South African Municipal Workers Union (SAMWU)

¢ Independent Municipal Allied Trade Union (IMATU)

8. THE EAP STATISTICS
In developing the EE targeis, the national and regional statistics for the
economically aciive population (EAP) as supplied by Statistics South Africa
from time-to-time wiil be taken into account. The JTGDM made use the
provincial EAP for Northem Cape as the primary basis for the determination of
EE targets for the municipality.
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The current stats as supplied by Statistics South Africa, September 2012 are
as follows:-
| MALE FEMALE
A c I w A G | l W | TOTAL
/29,80 21,30 (0,2 82 2060 173 0,2 |44 100

|

Nerthein Cage

10.ANALYSIS

The current workforce profile was analysed to determine under-representation
of people from designated groups and the resuliant information used to project
the desired state at the end of the EE Plan. For the purposes of this plan, the
over and under-representation is determined relative to the Northem Cape
EAP statistics.
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Table 7.1 WORKFORCE PROFILE VS EE TARGETS

MALE FEMALE
A C 1 lw A c | |W | VACA |TOTAL
NCY
29,80 21,30 0,2 6,2 2060 173 02 44 100
‘SENIOR 2 0 0 |0 |2 0 o |0 |2 6
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ANALYSIS

Senlor Managers

According to the analysis the 2 vacant posts must be flled with one colored
male and one colored female. The present distribution puts colored under
blacks, it Is therefore still appropriate If the Councii takes a decision to employ
only blacks In the two vacant positions.

Managers ,

There are € vacancies under middle management level. As per analysis, 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 i

equity is to be applied in our municipalily.

Professionals/Skilled workers

Under the professional/ skilied workers category, there are more females than
males in the municipality. According to the analysie, thers should o ba only 11
black females out of 30 black femalee and 7 colored females in order to create
equity in the institution. When addressing vacant posts, the municipality must
employ 9 black males, 11 colored maies, 3 white males, 5 colored females and
3 white males. The municipality is allowed io make its own declsion in regards
classifying colorads as blacke.

Elementary workers

The municipality has more males, about 5 more than the expscted number, in
this category. In order to achieve equity, the municipalify must employ 6
colored males, which can also be 8 black males. Equity will be attained If the
municipality has 8 black males, 6 colored males, 2 white males, 5 biack
females, 4 colored females and 1 white female.

Interns
There are more males than females at this level. It Is very clear that the two
vacant posts must be filled by two biack females.
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In general, the municipality Is free to exercise its decision based on the
population distribuiion within the district. The racial profile of the JTGDM is as
follows:-

> Africans: 23.55%;
> Whites: 6.07%."

11.DESIGNATED EMPLOYMENT EQUITY OFFICIALS
The Accounting Officer of the Municipality will be responsible for the overall
implementation and reporting in terme of the Employment Equity Plan. The
Director: Corporate Services is designated to manage employment squlty
processes in the Municipalily with assistance of the Human Resources Unit.

12.REPORTING
Reporiing in terms of the Act will take place as follows:~
e Annually to the Depariment of Labour;
e Annual disclosure in the annual report of the Municipality; and
» Bi-annual implementation monitoring reports to Municlpal Council.,

13.REVIEW
This EE plan will be reviswed quinquennially.

DH MOLAOLE DATE
MUNICIPAL MANAGER
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