	AMAJUBA DISTRICT MUNICIPALITY


CODE OF GOOD PRACTICE

EMPLOYEE PROMOTION POLICY
1.
DEFINITION
1.1
Promotion means the placement of an employee in another post in the (Environment/Department) Municipality, where the maximum of the salary scale of such other post is higher than that 
pertaining to the post occupied by the employee prior to such placement. (As per SALGA uniform conditions)

1.2
Promotions will be made without regard to the race, colour, sex, religion, age, ethnic origin, or disability of the employee. 

2.
LEGISLATIVE FRAMEWORK 

2.1
Section 23 of the Constitution of the Republic of South Africa, Act No 108 of 1996.
2.2
Labour Relations Act 66 of 1995 (as amended), Section 186(2) of the Act sets out the grounds of various categories of unfair labour practices, including that of unfair labour practices which relate to promotion.
3.
ELIGIBILITY


3.1
To be eligible for promotion, an employee must be employed with the Amajuba District 


Municipality for a minimum 1 year in the same position.
4.
PURPOSE
4.1 To ensure development and growth of employees within Council based on their competence that will contribute in attaining the set goals in line with the adopted Employment Equity Plan while at the same time improving productivity in achieving organizational goals in serving the community.

4.2 To ensure that Persons who were prejudiced by the past policies are not excluded from promotion and to enable the said employees to acquire skills needed to enter all levels of employment including senior post from which they have been excluded.
4.3 To enhance career advancement of employees.

4.4 To sustain productivity.

4.5 To minimise the effects of job poaching and job hopping by creating a work environment in which employees are aware that there are prospects for advancement.

4.6 To accelerate the career development of Persons from designated groups.
5.
PRINCIPLES AND PROCEDURES
5.1
Promotion shall be based on ability (proficiency and potential) so as to maintain or      

promote economic effectiveness.

5.2
Education, training and development programmes shall capacitate employees on all levels for career paths and labour market mobility through recognized system of accreditation.

5.3
Affirmative action appointments with regards to promotion will only apply in the job categories where disadvantaged People are not fairly represented and it should be in accordance with a legitimate Employment Equity and Affirmative Action Policy i.e. approved by Council after thorough consultation with all key stakeholders within the Municipality.

5.4
When promoting employees, merit principles shall be adhered to, merit being defined hereto as the capacity to do the job, judged on qualifications, experiences, knowledge potential and or demonstrated ability. Relevant experience and length of service shall be taken into account where formal qualifications are absent.

5.5
Employees promoted may be placed on probation for a period of three months.  
5.6
No employee appointed in terms of section 57 of the Municipal Systems Act, or an employee appointed in a temporary capacity may be promoted.
5.7
An employee’s promotion becomes operative on the first day of the month following the month during which she/he was promoted.
5.8
An employee who has been promoted is appointed on the first notch of the salary scale relevant to the position in which she/he has been appointed, or receives an increase of at least one notch, whichever is the greater amount. 
5.9
The date on which an employee has been promoted becomes the date on which the employee will in future receive notch increases. 

6. 
REQUIREMENTS FOR PROMOTION 

6.1
An employee may only be promoted into an existing vacant position at a higher grading.

6.2 
An employee may only be promoted if she/he is suitably qualified for the position in question and has been in his/her current position for at least 12 calendar months. 
6.3
Whenever an employee is considered for promotion, the Person considering the matter must consider the candidate’s employment history at the Municipality, provided that during such assessment it may not consider:

6.3.1 a penalty for misconduct that has expired and 

6.3.2 any disciplinary charges brought against the employee on which the employee was     

         found not guilty.
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