	AMAJUBA DISTRICT MUNICIPALITY EMPLOYMENT EQUITY PLAN
	[01 JAN 2020 TO 31 Dec 2024]

	The Amajuba District Municipality has embarked on compiling a Five year Employment Equity plan, which reflects the primary area of the course of action to follow.  This Plan is for all intents and purpose binding and should balance considerations of strategic business with a justifiable Equity Committee, since it is an integral part of the Committee’s objective to gain acceptance of the Policy throughout all Municipality levels. This is in compliance to the Employment Equity Act of 1998 and ADM Employment Equity Policy.
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	PLEASE READ THIS FIRST   


	DEPARTMENT OF LABOUR



	PURPOSE OF THIS FORM

Section 20 requires designated employers to prepare and implement an Employment Equity Plan which will achieve reasonable progress towards employment equity in the employer’s workforce. An Employment Equity Plan must state-

(a) The objectives to be achieved for each year of the plan

(b) The affirmative action measures to be implemented as required by section 15(2);

(c ) Where under representation of people form designated groups has been identified by the analysis, the numerical goals to achieve the equitable representation of suitably qualified people from designated groups within each occupational level in the workforce, the timetable within which this is to be achieved, and the strategies intended to achieve those goals; 

(d) The timetable for each year of the plan for the achievement of goals and objectives other than numerical goals;

(e) The duration of the plan, this may not be shorter than one year or longer than five years;

(f) The procedures that will be used to monitor and evaluate the implementation of the plan and whether reasonable progress is being made towards implementing employment equity;

(g) The internal procedures to resolve any dispute about the interpretation or implementation of the plan;

(h) The persons in the workforce, including senior managers, responsible for monitoring and implementing the plan; and

(i) Any other prescribed matter.
	TEMPLATE FOR EMPLOYMENT EQUITY PLAN (Section 20) 

Employer Details

Trade name…Amajuba District Municipality…………………………………………………………………..

DTI Registration name………………………………-……………………….

PAYE/SARS No…7510740238……………………………………………………………..

EE Ref No……61704…………………………………………………………………

Industry/Sector… LOCAL GOVERNMENT ………………………………………………………………

Province……KZN…………………………………………………………………...

Tel No 0343297200…………………………

Fax No…………………………………………………………………………..

Postal address…PO BOX 6615  NEWCASTLE  2940……………………….

……………………………………………………………………………………

Physical address B9356 Sec1 Madadeni 2951………………………………………………….

……………………………………………………………………………………

Province ……KZN……………………………………………………………………

Name & Surname of the CEO/Accounting Officer 

Adv. NN Khambule ………………………………………………................................................

Email address nontobekok@amajuba.gov.za…………………………………………………………………..




1. INTRODUCTION

Section 20 requires that a designated employer prepares and implements an Employment Equity Plan which will achieve reasonable progress towards employment equity. An Employment Equity Plan must state the following:

a. The objectives to be achieved for each year of the plan should meet the SMART principle as follows:-

· Specific

· Measurable

· Attainable

· Relevant; and

· Time bound 

b.
Barriers and Affirmative Action Measures must be aligned with those indicated in the audit analysis (section 19(1)) and meet the following requirements:

· Include time-frames in order to track progress in the implementation of these AA Measures;

· These time-frames should be within the duration of the EE Plan (no “on-going” permitted) and

· Include responsible persons to monitor the implementation of these AA Measures (not names of people but designations).

c.
The workforce profile, numerical goals and targets with exact time-frames according to the duration of the plan which must be accompanied by strategies to achieve them as informed by the findings in the audit analysis (as per section 19(2)).

d.
Non-numerical goals according to paragraph b above (no need to repeat the table)

e.
The duration of the plan which may not be shorter than 1 year or longer than 5 years (it must have a start and end date in terms of day, month and year).

f.
Procedures to monitor and evaluate the implementation of the plan ( which must state clear roles of stakeholders involved in the monitoring of the plan including time-frames when the monitoring takes place).

g.
Internal procedures to resolve any dispute about the interpretation or implementation of the plan (include the stakeholders involved in resolving the dispute and time-frames allocated for each step of the process)

h.
The persons in the workforce, including senior managers, responsible for monitoring and 
implementing the plan.

i.
Any other prescribed matter.

NB: It is advisable that at least 6 months before the expiry of the EE Plan a designated employer should prepare a subsequent EE Plan (Successive EE Plan as required by Section 23)

DURATION OF THE PLAN

The duration of a Plan is five years commencing on 01 January 2020 and ending on 31 December 2024.

__________01/01/2020____________


31/12/2024____________

Start date: (dd / mm / yyyy)

to

End date: (dd / mm / yyyy)

2. OBJECTIVES FOR EACH YEAR OF THE PLAN

The objectives for each year of the plan, which should be specific, measurable, attainable, relevant and time bound, are reflected in the table below: 

	TIMEFRAMES (e.g.)


	OBJECTIVES

	YEAR 1


	01 January 2020- 31 December  2020

	· Promote the Constitutional right to equality 
· Diversity Workshop……..



	YEAR 2


	01 January 2021- 31 December  2021

	· Implementation of affirmative action measures.
· Mental Awareness Programmes



	YEAR 3


	01 January 2022- 31 December  2022

	· Achieve a diverse workforce broadly representative of the demographics


	YEAR 4


	01 January  2023- 31 December 2023


	· Promote the Constitutional right to equality ……..



	YEAR 5


	01 January  2024- 31 December  2024


	· Promote the Constitutional right to equality ……..



	
	
	


3. BARRIERS AND AFFIRMATIVE ACTION MEASURES

The barriers and Affirmative Action Measures identified in the EE analysis conducted must be included in the EE Plan. These measures must include time- frames to track progress in the implementation of the AA Measures. The time-frames must have specific dates and be within the duration of the EE Plan (no “ongoing” permitted). The designations of responsible persons to monitor the implementation of these AA Measures should be specified. 

	CATEGORIES
	BARRIERS AND AFFIRMATIVE ACTION MEASURES

	
	Tick (√) one or more cells for each category  below to indicate  where barriers exist in terms of policies, procedures and/or practice
	BARRIERS

(PLEASE PROVIDE NARRATION)

(briefly describe each of the barriers identified in terms of policies, procedures and/or practice for each category)
	AFFIRMATIVE ACTION MEASURES

 (PLEASE PROVIDE NARRATION)

(briefly describe the affirmative action measures to be implemented in response to barriers identified for each category)
	TIME-FRAMES
	RESPONSIBILITY (Designation)

	
	POLICY
	PROCEDURE
	PRACTICE
	
	
	START DATE
	END

DATE
	

	Recruitment procedures
	x
	
	
	· Non-existence of web-based recruitment portal that should entail the uploading of prospective job seekers, detailed Curriculum Vitae.

· Due to the non-existence of an EE Plan been enforced at the ADM THE RECRUITMENT POLICY has no clause in place to ensure that a representative of the EE Committee forms part of the Recruitment process with emphasis on selection in regards to advising the Panel in terms of selection of potential candidates that fit the EE requirements.

· Newspaper selected by SCM and limits the circulation to oyyuhjjther racial groups
	The development of a web-based recruitment portal for the ADM thus allowing screening of prospective job seekers hence allowing for identification of potential candidates to fill vacancies in line with Employment equity targets of the ADM.

Once the EE Plan is adopted and approved by Council the Recruitment policy be immediatetly ameneded so as to ensure the insertion of a clause pertaining to the inclusion of an EE Committee representative as part of the Panel thus with the function of advising the panel accordingly so as to ensure the attainment of the EE targets.

Newspaper that can be read by all racial groups. English newspaper -
	2020-01-01
	2021-12-31
	DCS

	Advertising positions
	x
	
	
	· Due to not advertising in national media publications for the majority of vacancies the ADM is unable to attract potential candidates in terms of race and gender required to ensure the Employment Equity targets is achieved. This largely due to the predominant demographic within the ADM been of the African race.
	Review the policy and amend it accordingly so as to ensure that Employment Equity targets are achieved thus in the instance it is envisaged that  difficulty  will be encountered in attracting potential candidates that fit the demographics, the option exist in the policy to be exercised to advertise nationally ensuring exposure so as to attract the potential candidates that fits the requirements as per Employment Equity Plan targets of the ADM.
	
	
	DCS

	Selection criteria
	
	x
	
	No EE Plan in operation thus selection of potential candidates is hampered in terms of Employment equity requirements been met.
	Once the EE Plan is adopted and approved by Council the Recruitment policy be immediately amended so as to ensure the insertion of a clause pertaining to the inclusion of an EE Committee representative as part of the Panel thus with the function of advising the panel accordingly so as to ensure the attainment of the EE targets.
	2020-01-01
	2020-05-31
	

	Appointments
	x
	
	
	Currently due to no EE Plan in operation time frames for appointments are not been adhered to as per the stipulations of the Recruitment Policy. 
	Once an EE Plan is commissioned the time frames must be factored into the Recruitment Policy so as to ensure appointments are made within the specified EE Plan time frames.
	
	
	

	Job classification and grading
	
	
	
	
	
	
	
	

	Remuneration and benefits
	x
	
	
	Staff are remunerated on different salary levels and benefits, due to the ADM absorbing functions of other Institutions hence as part of this process the staff from institutions as well.
	This will stay as” Personal to Holder” until the position is vacant where after the remuneration and benefits will be correctly aligned. 

It will be sorted once the Job evaluation process is implemented.
	2020-01-20
	2020-12-31


	

	Terms & conditions of employment
	
	
	
	
	As per SALGBC
	
	
	

	Work environment and facilities
	
	
	x
	
	
	
	
	

	Training and development
	
	x
	
	No departmental  schedule of staff to be trained per financial year is submitted by the relevant Head of the Directorate

The Municipality does not have adequate funds to train staff as per WSP.

	On commencement of the financial year the HOD must ensure that a schedule of staff to receive training is submitted to Corporate Services Directorate as to ensure the necessary arrangements are made for the staff to undergo training which will positively influence their skills and competencies. The EE Plan to be adopted will ensure that staff across the board provided that there is no budget constraints in the ADM, training shall be effected for all staff.

Corporate Services to monitor and control training vote that is used by Financial Services for ADM other expenses.


	2020-07-01
	2020-07-31
	DCS

	Performance and evaluation
	
	
	x
	Currently performance and evaluation is limited to Section 57&56 employees within the ADM, however plans are in place to expand performance and evaluation across the board at ADM for all staff. This poses a barrier in terms of the evaluation panel that will be selected to conduct evaluations for staff performance.

Currently section 57&56 employees performance rewards is of a monetary nature 


	On commencement of performance and evaluation at all staff levels the EEPlan will ensure a c clause exist whereby an EE representative must form part of the evaluation panel so as to ensure fairness and avoid prejudice in evaluation of staff performance.                  

Performance rewards for non-section 56&57 employees should also be of a monetary nature.
	2020-07-01
	2022-01-31
	

	Succession & experience planning
	x
	
	
	Currently ADM does not have a succession and experience policy in place thus hampering the EE targets.


	A succession and experience policy should be developed and implemented hence providing opportunities for internal staff in regard to career advancement.

Succession planning has been developed and awaiting for approval by Council


	2020-05-31
	2020-12-31
 
	DCS

	Disciplinary measures
	
	
	
	
	As per SALGBC: Disciplinary procedure Collective Code Agreement
	
	
	

	Retention of designated groups
	
	
	
	
	
	
	
	

	Corporate culture
	
	
	
	
	
	
	
	

	Reasonable accommodation

Internal Communication
	
	
	
	Even though relevant facilities are available for disable people they are below  par

Engagement policy: How the communication is shared amongst the employees.

Staff terminations

Exit interview – communication with the Committee and mention the dissatisfaction of the exiting employee


	These facilities need to be upgraded so as to ensure disabled persons have ease of access in entering the buildings, all facilities within the buildings and ease of access in exiting the buildings.
Job Shadowing, Mentoring etc.

Mental Awareness,

	2021-01-31

	2021-12-31

	

	HIV&AIDS prevention and wellness programmes
	x
	
	
	A policy has been developed and adopted by council however employees were not workshopped. 
	The policy needs to be workshopped thus providing staff with knowledge pertaining to the purpose of the policy as well as an understanding of the contents of the policy and its implications.
	2020-05-31
	2020-07-31
	DCS

	Assigned senior manager(s) to manage EE implementation
	
	
	
	
	
	
	
	

	Budget allocation in support of employment equity goals
	
	
	
	Currently no budget is allocated.
	ADM Council to ensure that budget is available to support and implement the EE Plan.
	2020-07-31
	2024-12-31
	DCS

	Time off for employment equity consultative committee to meet 
	
	
	
	
	Adequate time off has been given to EE Committee members.

Time to be given for members for feedback to employees.
	
	
	


4. WORKFORCE PROFILE, NUMERICAL GOALS AND TARGETS

Workforce profile information is a snapshot of the workforce at a particular date and time, which is used below to conduct an analysis of the workforce and, at the same time, serve as baseline information for the setting of numerical goals and targets.

4.1
SNAPSHOT OF THE CURRENT WORKFORCE PROFILE

The workforce profile snapshot tables used for the conducting of the analysis to inform this plan are used below as a baseline for the setting of numerical goals and targets for each year of the plan.

Workforce profile snapshot date

14 November 2020. ……. ………………….

DD / MM /YYYY

Table 1:  Snapshot of workforce profile for all employees, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Senior management
	2
	0
	0
	0
	3
	0
	0
	0
	0
	0
	5

	Professionally qualified and experienced specialists and mid-management
	7
	
	
	1
	3
	
	
	
	
	
	11

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	
	3
	2
	13
	
	2
	0
	
	
	37

	Semi-skilled and discretionary decision making
	42
	1
	0
	0
	28
	1
	4
	1
	
	
	77

	Unskilled and defined decision making
	34
	
	
	
	7
	
	
	
	
	
	41

	TOTAL PERMANENT
	102
	1
	3
	3
	54
	1
	6
	1
	
	
	171

	Temporary employees
	18
	
	
	
	19
	1
	
	
	
	
	38

	GRAND TOTAL
	120
	1
	3
	3
	73
	2
	6
	1
	
	
	209


Table 2:  Snapshot for workforce profile for people with disabilities ONLY

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	1

	Semi-skilled and discretionary decision making
	
	
	
	
	1
	
	
	
	
	
	1

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	
	
	
	1
	1
	
	
	
	
	
	2

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	
	
	
	1
	1
	
	
	
	
	
	2


4.2
NUMERICAL GOALS


Numerical goals must include the entire workforce profile, and NOT the difference that is projected to be achieved by the end of this EE Plan.  Below are two tables on numerical goals, one covering all employees, including people with disabilities, and the other covering people with disabilities ONLY.
Start date:01/01/2020……





End date: 31/12/2024…..…

DD / MM / YYYY






DD / MM / YYYY
Numerical goals for all employees, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	1
	1
	1
	
	1
	
	1
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	1
	1
	1
	2
	
	
	1
	
	
	13

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1
	3
	4
	11
	
	4
	2
	
	
	42

	Semi-skilled and discretionary decision making
	42
	
	2
	1
	32
	3
	5
	1
	
	
	86

	Unskilled and defined decision making
	41
	
	1
	2
	11
	1
	6
	5
	
	
	67

	TOTAL PERMANENT
	109
	3
	8
	8
	57
	4
	16
	9
	
	
	214

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	109
	3
	8
	8
	57
	4
	16
	9
	
	
	214


Numerical goals for people with disabilities ONLY

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	1

	Semi-skilled and discretionary decision making
	1
	
	1
	
	1
	
	1
	
	
	
	4

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	1
	1
	1
	
	1
	
	
	
	5

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	1
	1
	1
	
	1
	
	
	
	5


4.3
NUMERICAL TARGETS


Numerical targets must include the entire workforce profile, and NOT the difference that is projected to be achieved by the next reporting period. Below are two tables on numerical targets, one covering all employees, including people with disabilities, and the other only covers people with disabilities ONLY.

	Numerical targets: Year 1

	Start date:
……01/01/2020……….……..…….……..

End date: 31/12/2020………………………..…




DD / MM / YYYY



DD / MM / YYYY


Numerical targets for all employees, including people with disabilities 

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	2
	1
	1
	
	1
	
	
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	
	1
	1
	2
	
	
	
	
	
	11

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1


	3
	4
	11
	
	2
	1
	
	
	39

	Semi-skilled and discretionary decision making
	42
	
	1
	1
	32
	1
	4
	1
	
	
	82

	Unskilled and defined decision making
	41
	
	1
	1
	12
	1
	6
	1
	
	
	63

	TOTAL PERMANENT
	110
	2
	7
	7
	58
	2
	12
	3
	
	
	201

	Temporary employees
	
	
	
	
	5
	
	
	
	
	
	5

	GRAND TOTAL
	110
	2
	7
	7
	63
	2
	12
	3
	
	
	206

	
	
	
	
	
	
	
	
	
	
	
	


Numerical targets for people with disabilities ONLY FOR YEAR 1
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	

	Semi-skilled and discretionary decision making
	1
	
	
	
	1
	
	
	
	
	
	

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	
	1
	1
	
	
	
	
	
	3

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	
	1
	1
	
	
	
	
	
	3


	Numerical targets: Year 2

	Start date:
…………01/01/2021….……..…….……..

End date: 31/12/2021………..…




DD / MM / YYYY



DD / MM / YYYY



Numerical targets, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	2
	1
	1
	
	1
	
	
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	1
	1
	1
	2
	
	
	
	
	
	12

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1
	3
	4
	11
	
	3
	1
	
	
	40

	Semi-skilled and discretionary decision making
	42
	
	1
	1
	32
	3
	4
	1
	
	
	84

	Unskilled and defined decision making
	41
	
	1
	1
	11
	1
	6
	1
	
	
	62

	TOTAL PERMANENT
	110
	3
	7
	7
	57
	4
	13
	3
	
	
	204

	Temporary employees
	18
	
	
	
	19
	1
	
	
	
	
	38

	GRAND TOTAL
	128
	3
	7
	7
	76
	5
	13
	3
	
	
	242


Numerical targets for people with disabilities ONLY FOR YEAR 2

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	

	Semi-skilled and discretionary decision making
	1
	
	1
	
	1
	
	
	
	
	
	

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	1
	1
	1
	
	
	
	
	
	4

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	1
	1
	1
	
	
	
	
	
	4


	Numerical targets: Year 3

	Start date:
…………01/01/2022….……..…….……..

End date: 31/12/2022………..…




DD / MM / YYYY



DD / MM / YYYY



Numerical targets, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	1
	1
	1
	
	1
	
	1
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	1
	1
	1
	2
	
	
	1
	
	
	13

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1
	3
	4
	11
	
	3
	2
	
	
	41

	Semi-skilled and discretionary decision making
	42
	
	1
	1
	32
	3
	4
	1
	
	
	84

	Unskilled and defined decision making
	41
	
	1
	1
	11
	1
	6
	1
	
	
	62

	TOTAL PERMANENT
	109
	3
	7
	7
	57
	4
	14
	5
	
	
	206

	Temporary employees
	18
	
	
	
	19
	1
	
	
	
	
	38

	GRAND TOTAL
	127
	3
	7
	7
	76
	5
	14
	5
	
	
	244


Numerical targets for people with disabilities ONLY FOR YEAR 3

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	

	Semi-skilled and discretionary decision making
	1
	
	1
	
	1
	
	
	
	
	
	

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	1
	1
	1
	
	
	
	
	
	4

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	1
	1
	1
	
	
	
	
	
	4


	Numerical targets: Year 4

	Start date:
…………01/01/2023….……..…….……..

End date: 31/12/2023………..…




DD / MM / YYYY



DD / MM / YYYY



Numerical targets, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	1
	1
	1
	
	1
	
	1
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	1
	1
	1
	2
	
	
	1
	
	
	13

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1
	3
	4
	11
	
	4
	2
	
	
	42

	Semi-skilled and discretionary decision making
	42
	
	2
	1
	32
	3
	5
	1
	
	
	86

	Unskilled and defined decision making
	41
	
	1
	1
	11
	1
	6
	5
	
	
	66

	TOTAL PERMANENT
	109
	3
	8
	7
	57
	4
	16
	9
	
	
	213

	Temporary employees
	18
	
	
	
	19
	1
	
	
	
	
	38

	GRAND TOTAL
	127
	3
	8
	7
	76
	5
	16
	9
	
	
	251


Numerical targets for people with disabilities ONLY FOR YEAR 4
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	

	Semi-skilled and discretionary decision making
	1
	
	1
	
	1
	
	1
	
	
	
	

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	1
	1
	1
	
	1
	
	
	
	5

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	1
	1
	1
	
	1
	
	
	
	5


	Numerical targets: Year 5

	Start date:
…………01/01/2024….……..…….……..

End date: 31/12/2024………..…




DD / MM / YYYY



DD / MM / YYYY



Numerical targets, including people with disabilities

	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	1
	
	
	
	
	
	
	
	
	
	1

	Senior management
	1
	1
	1
	
	1
	
	1
	
	
	
	5

	Professionally qualified and experienced specialists and mid-management
	7
	1
	1
	1
	2
	
	
	1
	
	
	13

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	17
	1
	3
	4
	11
	
	4
	2
	
	
	42

	Semi-skilled and discretionary decision making
	42
	
	2
	1
	32
	3
	5
	1
	
	
	86

	Unskilled and defined decision making
	41
	
	1
	2
	11
	1
	6
	5
	
	
	67

	TOTAL PERMANENT
	109
	3
	8
	8
	57
	4
	16
	9
	
	
	214

	Temporary employees
	18
	
	
	
	19
	1
	
	
	
	
	38

	GRAND TOTAL
	127
	3
	8
	8
	76
	5
	16
	9
	
	
	252


Numerical targets for people with disabilities ONLY FOR YEAR 5
	Occupational Levels
	Male
	Female
	Foreign Nationals
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	Male
	Female
	

	Top management
	
	
	
	
	
	
	
	
	
	
	

	Senior management
	
	
	
	
	
	
	
	
	
	
	

	Professionally qualified and experienced specialists and mid-management
	
	
	
	
	
	
	
	
	
	
	

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	
	
	
	1
	
	
	
	
	
	
	1

	Semi-skilled and discretionary decision making
	1
	
	1
	
	1
	
	1
	
	
	
	4

	Unskilled and defined decision making
	
	
	
	
	
	
	
	
	
	
	

	TOTAL PERMANENT
	1
	
	1
	1
	1
	
	1
	
	
	
	5

	Temporary employees
	
	
	
	
	
	
	
	
	
	
	

	GRAND TOTAL
	1
	
	1
	1
	1
	
	1
	
	
	
	5



5.
PROCEDURES TO MONITOR AND EVALUATE THE IMPLEMENTATION OF THE PLAN

All the structures for monitoring and evaluating the progress of the plan should be specified with clear roles and responsibilities for the stakeholders involved including time frames when the monitoring takes place.

	STAKEHOLDER
	ROLE/RESPONSIBILITY
	FREQUENCY

	The Employment Equity Committee
	Monitor that the plan is implemented accordingly
	On quarterly basis and as when required

	Chairperson of the EE Committee & Senior Manager
	· Monitor and implement the plan….


	On- going


6.
DISPUTE RESOLUTION MECHANISMS

Any employee having grievance or dispute arising out of the implementation of the Employment Equity Plan should lodge such a grievance / dispute procedure or Appointments review procedure as the case may be.  It shall be the responsibility of line management to report such grievance/dispute to the Employment Equity Committee.  The Employment Equity Committee may investigate such as a case and make any such recommendations as he/she sees fit.

In the event of Council’s dispute procedure failing to resolve the dispute, it shall be referred to CCMA within a period of 7 (seven) days.  

7.
SENIOR MANAGERS ASSIGNED TO MONITOR AND IMPLEMENT THE PLAN

Director Corporate Services is assigned as Senior Manager to monitor and implement the Plan
8.

BUDGETING FOR EMPLOYMENT EQUITY


The Employment Equity Act requires the Amajuba District Municipality to allocate resources and means for the implementation of the Employment Plans.  



The Council therefore will be expected to budget in every financial year sufficient for the     Employment Equity Plans.  

SIGNATURE OF THE CHIEF EXECUTIVE OFFICER/ACCOUNTING OFFICER 

	Chief Executive Officer/Accounting Officer 

I ---------------------------------------------------------------------------     (full Name) CEO/Accounting Officer of 

-----------------------------------------------------------------------------------------------------------------------------------

hereby declare that I have read, approved and authorized this EE Plan.

Signed on this -----------------day of -------------------------------------------------year----------------------------

At place:-----------------------------------------------------------------------------------------------------------------

-------------------------------------------------------------------

Chief Executive Officer /Accounting Officer 
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