AMAJUBA DISTRICT MUNICIPALITY
CODE OF GOOD PRACTICE 
EMPLOYMENT EQUITY AND AFFIRMATIVE ACTION  
1.
Preamble 


The Municipality recognizes the need to redress discriminatory treatment of 
persons from designated groups in the previous Local Government dispensation 
and to establish an environment where “employment equity” prevails. Every 
effort will be made to establish a representative workforce as quickly and 
equitably as possible, through transparent and legitimate processes that do not 
impact negatively on the quality of service delivery, and that emphasizes the 
identification of potential and the development thereof through appropriate 
systems, processes and performance and career management and training and 
development practices.

2.
Objectives


The objectives of this policy are –

(a) to ensure that the Municipality through its workforce is a non- racial , non- sexist institution;

(b) to ensure that the Municipality’s workforce is composed in such a manner that it is able to serve the community effectively and fairly;

(c) to ensure that the Municipality’s employees have equitable access to learning programmes offered by the Municipality and other institutions;

(d) to ensure that suitably qualified people from designated groups have equal employment opportunities and are equitably represented in all occupational categories and levels in the Municipality’s workforce; and 

(e) to avoid racial and sex imbalances in the workforce by means of an affirmative action programme that enables individuals from designated groups to compete fairly with other candidates for jobs that may be available in the municipality.

3.
      Principles 

The following principles underlie and inform this policy – 

(a) All thing being equal, the candidate for appointment or promotion that is from a designated group will be given preference. 
(b) Only candidates who are suitably qualified for a particular position will be appointed or promoted to that position.  A person is suitably qualified for a position as a result of any one of, or any combination of that person’s formal qualifications, prior learning, relevant experience or capacity to acquire, within a reasonable time, the ability to do the job. 
(c) Appointments and promotions shall be done taking into account the Municipality’s approved employment equity plan, with target baseline being the KZN census demographics. 
(d) Access to learning opportunities shall be granted in accordance with the Municipality’s workplace skills plan;

(e) Disability shall not be a disqualifying criterion for appointment, promotion or training opportunities unless the nature of the person’s disability will disadvantage her/him in achieving the reasonable work standards of the position concerned; 

(f) Age shall not be a disqualifying criterion for appointment, promotion or accessing training opportunities, provided that the person concerned has not yet achieved retirement age as stipulated by the Municipality and is older than 16 years of age.

4.       Recruitment

Subject to the Municipality’s recruitment policy special efforts shall be made to 
encourage candidates from the designated groups and with emphasis on 
candidates with disabilities to apply for vacant positions that are advertised. 
5.      Monitoring and evaluation of the employment equity plan 
(a) The Municipal Manager shall establish a Transformation Committee hereafter refereed to as the committee).  The Committee shall meet as often as is necessary but at least once during every quarter.

(b)
The functions of the Committee are as follows:

(i) Consider the job description and job specifications of every vacancy that may have risen since its last meeting in order to ensure that job specifications are aligned to job duties

(ii) Receive reports regarding the filling of vacancies on a six monthly basis and compliance with the Municipality’s employment equity plan;
(iii) Receive and reconsider quarterly reports regarding the implementation of the Municipality’s workplace skills plan.

(iv) Receive and consider quarterly reports regarding the granting of study assistance to employees in terms of the Municipality’s study assistance scheme.

(v) Receive quarterly reports regarding any incidents of alleged harassment, discrimination and racism

(vi) Review and adjust the employment equity plan as may be required.

(vii) Supervise the preparation of the Municipality’s annual employment equity report to be submitted to the Director-General of Labour in terms of section 21 of the Employment Equity Act 1998.

(viii) Ensure the display at the workplace where it can be read by the employees a notice in the prescribed form, informing them about the provisions of the Employment Equity Act 1998 as required by section 25 of the Act.

(ix) Prepare a successive employment equity plan in terms of section 23 of the Employment Equity Act 1998.

(x) Ensure that the Human Resources Section establishes and, for the prescribed period, maintains records in respect of the workforce, the employment equity plan and any other records relevant to its compliance with the Employment Equity Act 1998. 
(xi) Advise the Executive Committee with regard to the affirmative action measures that should be taken to ensure that suitably qualified people from designated groups have equal employment opportunities and are equitably represented in all occupational categories and levels in the workforce of the Municipality.

(c)
The Committee shall consist of – 

(i) The Executive Councilor for Corporate Services and the Chairperson of the Corporate Services portfolio Committee;

(ii) Two representatives designated by the South African Municipal Workers Union;

(iii) One representative designated by every other trade union representing employees in the Municipality;

(iv) The Municipal Manager; (or nominee) 

(v) The relevant Head(s) of Department. 

6. Training and learning 

(a) Training programmes must be designed and participation in training programmes must aim to enhance the skills and knowledge of employees. 
(b) Supervisors and departmental heads are responsible and accountable for ensuring the improvement of the skills, knowledge  and attitudes of the employees assigned to their departments in order to –

(i) meet the prescribed work standards of the Municipality; and 

(ii) advance their career and promotional prospects within the outside the Municipality.
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