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STATEMENT OF COMMITMENT
BY THE
MUNICIPAL MANAGER

O0We as Top Management are fully committed in making Employment Equity policy and
goals a reality. Employment Equity is a strategic business imperative for Kouga Local
Municipality.

We commit to a conscious and deliberate effort to correct the imbalances of the past

within Kouga Local Municipality b vy building the capacity = of previously disadvantaged
individuals in the employment of  the Kouga Local Munici pality. This requires the
commitment, dedicated effort and support of everyone in this Institution to ensure
compliance to the Act.

We are determin ed and will ensure that employees from historically disadvantaged
groups will be represented in all areas of skill and responsibility in pursuance of Kouga
Local Municipality policies and labour agreements and as a socially responsible
empl oyer 6.

To achi eve these ends Kouga Municipality shall:

Vigorously pursue policies, practice and procedures such a Recruitment and Selection,
Training and Development, Performance Management and Remuneration to ensure
that previously disadvantaged groups fulfill a signif icant role in Kouga Municipality
business and processes and operations.

We need to monitor the progress on Employment Equity Plans and to report regularly to
Council. Every Director and Manager should be assessed on the achievement of
Employment Equity o bjectives and targets within the performance management
system.

Kouga Municipality values the continued progress towards becoming truly
representative of the demographics of our region and country and will identify and
eliminate all attitudes and  behaviou rs within Kouga Municipality which do not reinforce
Employment Equity objectives and targets.
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2. Introduction

Kouga Local Municip ality is a category B local authority  following the demarcation
process. We service an area of 2,669.82 kmz2.

The total workforce is currently 837 (permanent and temporary employees) and 29
Councillors.
The total populationis 98, 558 with 31, 717 erven (Census 2011).

The population statistics for Kouga Municipality per racial groups:

Race Total population Male Female % of Total population
Black African 38, 274 19 566 18 707 38.83%
Coloured 41, 989 20 229 21760 42.60%
Asian 245 132 113 0. 25%
White 17,376 8181 9195 17.63%
Other 674 482 192 0.68%

(Stats SA 2011 Census)

The Employment Equity Plan has been prepared in accordance with Section 20 of the

Empl oyment Equity Act, No 55 of 1998 which stip
must prepare and implement an employment equity plan which will achieve
reasonable progress towards employment equity in that em pl oyers workforcebo

as Section 21 which determines that a designated employer with more than 150
employees must submit an annual report to the Department of Labour.

Kouga Municipa lity recognis es the fact that certain groups were excluded and
discriminated against in the past with regards to employment opportunities, education
and training.

Kouga Municipalityds Employment Equity Plan is
Municipal ity Management and Labour Unions . Its value lies on achieving equality in the
workplace.

The critical areas to be addressed include the following:
+ Promotion of equal opportunities in the workforce
+ Promotion of fair treatment in the employment relationship S

4+ Elimination of unfair discrimination
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+ The redress of past imbalances suffered by previously disadvantaged groups

+ Equitable representation in all spheres of employment, i.e. occupational
categories and levels.

0ln an Endeavour t o r e ddiserimigatiantvtere peeogeavery of past
denied opportunities to quality education, employment and development on the basis

of race gender and disability, Kouga Municipality has committed itself to the principle

of equal opportunities, fair employment pra ctices and people developmento

3. Definitions:

Employment Equity

1 Employment practices that seek to address the imbalances of the past by
introducing and implementing a mechanism that identify and remove past
employment barriers which were directed to designate d group.

Designated group
1 Black (African, Coloured, Indian)
T Women
9 Disabled Persons

Non - Designated
1 Groups that do not fit into above - mentioned categories, by implication non -
disabled white males
9 Non South African Citizens

Disabled

1 Persons with long ter m 12 months or more) or a recurring physical or mental
impairment which substantially limits the prospects of a person with regard to
entrance, promotion or performance of a job.

4. Leqislative Environment

4.1 EMPLOYMENT EQUITY ACT

The right to equality is enshrined in the South African Bill of Rights. In line with this
fundamental right, the Employment Equity Act (EEA) aims to promote equality in the
workplace 9 to eliminate unfair discrimination and to ensure employment equity as a
form of redress. Th e Act also aims to create a workforce, which is representative of all
South Africans.
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The objectives of the Employment Equity Act are:

Promoting equal opportunity and fair treatment in employment through the elimination
of unfair discrimination;

and the Implementing affirmative action measures to redress the disadvantages in
employment experienced by designated groups, to ensure their equitable
representation in all occupational levels in the workforce.

The EMPLOYMENT EQUITY ACT (hereafter referred to as the Act) affects almost every
aspect of employment policy and practice;

Recruitment procedures, advertising and selection criteria;
Appointments and the appointment processes;

Job classification and grading;

Remuneration and employment benefits; and

Terms and conditions of service

=A =4 =4 =4 =4

The Act identifies a number of ©&designated gro

special attention in order for equitable workplaces to be created. These groups are
Black people (that is, African, Coloured and Indian peopl e), people with disabilities
women. Employers are required to report on these categories of people (gender, race

and

and disability) in their Workplace Skills Plan  that must assist an orga nisation to attain the

employment equity targets.

The EEAalsoident i fi es 6édesignated employersd (that is

people and make a particular level of profit) who will especially be held liable if they
do not comply with the demands of the Act. Designated employers must implement

affirmative acti on measures for people from designated groups to achieve

employment equity. To do so, they must appoint a Senior M anager in charg
employment equity, consult with employees; analyse its employment policies, practices

e of

and procedures to identify barriers  to employment; prepare an Employment Equity Plan

jointly with its employees and report on progress.

4.2 THE SKILLS DEVELOPMENT LEVIES ACT AND EMPLOYMENT EQUITY ACT

The process of transforming the South African workplace to ensure equity and

productivit y began with the new Labour Relations Act (LRA) of 1995, which promotes
fair labour practices and simplifies dispute resolution procedures for business and

labour. It was followed by the Basic Conditions of Employment (BCE) Act of 1997
covering the day -to-day rights of people in the workplace.

From the mid 19906s, a range of Act s wa
and training in South Africa.

S passe
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1 The South African Qualifications Authority Act Number 58 of 1995; now changed
to the National Qualifi cations Act 2009

1 The Skills Development Act, Number 97 of 1998; S kills Development Amendment
Act 2008; not currently being amended again

1 The Skills Development Levies Act, Number 9 of 1999; and

1 The Employment Equity Act, Number 55 of 1998

In simple terms, their functions are

To make training happen (Skills Development Act)

To make training affordable (Skills Development Levies Act)
To make training effective (SAQA Act)

To make training equitable (Employment Equity Act)

=A =4 =4 =4

Kouga Local Munici pnatl ittoy d0sE ntpauionyi niermet E

At KOUGA LOCAL MUNICIPALITYwe recognise that differences exist in the South African
workplace with regards to gender, race, disability, culture, etc. as a result of previous
(preceding 1994) discriminatory laws and practices tha t must now be rectified.

It is KOUGA LOCAL MUNICIPALITYpoalicy to select, promote and deal with staff members
without discrimination based on race, religion, culture, or sex or any of the grounds
specified in the Labour Relations Act (66 of 1995).

We prom ote the constitutional right of equality and do our best to eliminate unfair
discrimination within the company.

We commit to the implementation of an Employment Equity Plan at KOUGA LOCAL
MUNICIPALITY, subject to the provisions of the Employment Equity Ac t.

We aim to promote diversity in our workforce in order to realize a workforce profile that
isrepresentative of the demographics of South Africa (keeping the demographics of
the province where work is performed in mind.)

The goals of the Employment Equ ity Plan may not be reached in one year but over
several years.

The equity programme is adjusted according to work force statistics.

This plan will not cause any person to lose their job or serve as opportunity for
advancement. The goal is to introduce change and to be representative of the
demographic workforce.

Staff selection is done on a non -discriminatory basis and the performance appraisal will
be judged according to competency.
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KOUGA LOCAL MUNICIPALITYwill make a determined effort to recruit peo ple from all
designated groups at all levels where such persons are underrepresented.

This effort will depend on the pool of applicants for positions and KOUGA LOCAL
MUNICIPALITYcommits to develop people from designated groups to fulfill the positions.
Affirmative action measures, (as prescribed by the Employment Equity Act) will not be

seen as discriminatory practices.

Medical testing of applicants for positions will not be carried out unless it can be justified

with regards to medical facts, employment conditions or if it pertains to an inherent
requirement of the job.

Advertisement campaigns of any position at KOUGA LOCAL MUNICIPALITYshall not
exclude any person from applying for the position in question. This will be executed by
ensuring that advert isements are easily accessible to people from designated groups.

Members are asked to practise patience with language & cultural barriers in the
workplace. Patience and support is the key to breaking down these barriers.

Objectives of the employment equi  ty plan
U To identify and eliminate all forms of unfair discrimination in the policies and
procedures, practices, and working environment of our organisation.
U To provide realistic advancement opportunities for previously disadvantaged
groups, and, in so doin g, maintain a representative workforce profile.
U To implement training, development and human resource strategies required to
support equal employment opportunity within our organisation.

Awareness measures will include

U Formal written communication

0 Summary of the Employment Equity Act displayed on KOUGA LOCAL
MUNICIPALITYNotice Board

U Employment Equity Training

U Diversity awareness/management programmes

U Discrimination awareness programmes

U A group transformation committee

0 I'nstitution6s Polrefartenployaentaegaint s t hat

Assessment of affirmative action barriers

Assessment of categories of employment policy or practices that are barriers to
Employment Equity and subsequent policies or procedures, will be put in place to
remove any barriers.

Grievances and disputes

Any grievance relating to discrimination, disadvantage, advancement or pay equity

shall be handled through the normal grievance procedure. Should the dispute be

settled unsatisfactorily, the complainant will be informed of his right to refer the matter
to the relevant statutory Council for arbitration and a final decision.

Detailed summary of staff information
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A detailed summary of all full -time and contractual staff including their CVs and areas
of provision is kept.

Administrative s taff skills development
Administrative staff will be exposed to Induction, on -the -job training as well as training
by External Providers according to the Workplace Skills Plan.

This Employment Equity Plan is regulate d by the following legislation:

Constit ution of South Africa - No 108 van 1996

Employment Equity Act - No 55 1998

Skills Development Act - No 97 of 1998

Basic conditions of Employment Act - No 75 of 1997

Code of Good Practice: Preparation, Implementation and Monitoring of
Employment Equity Plan.

1 Code of Good Practice on key aspects of disability in the workplace.

=A =4 =8 =8 -9

KOUGA LOCAL MUNICIPALITYwill meet its obligations as prescribed by the Employment

Equity Act. This includes the submission of an Employment Equity Plan and the Annual

Report when required. The | nstitutionf6s Policy has been de
workplace and in so doing, to promote the development of all employees.

The employment ratio should be representative of the demographics of the country.

4.3 Relevant Policies of the Kouga Municipality

All the Policies and Procedures of the Kouga Municipality influence this Employment
Equity Plan, amongst others: -

Recruitment, Selection and Retention Policy
Bursary Policy

Study Assistance Policy

Succession Planning and Career Pat  hing
Induction Policy

Long Service Award Policy

HIV / Aids

Transport Policy

Gratuity Payment Policy

Sexual Harassment Policy

Performance management Policy

Overtime Policy

Cellular Phone Policy

Use of Telephone Policy

Temporary and Contractual Employees determination
Learnership and Skills Programme

Staff Remuneration Policy

Too Joo Jo Too Too To To o Too T To Too T To o T T
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Maternity Leave P olicy.

Sick leave P olicy.

Retrenchment Policy

Employee Assistance Policy.
Grievance Policy

Entertainment Allowance Policy
Transport Policy and Operations Manual
Occu pational Health and Safety Policy
Leave Policy

Code of Conduct for Staff Members
Disciplinary Hearing Policy

Smoking Policy

Chronic illness Policy

Payment of Acting Allowance Policy
Rewards, Gifts and Favours Policy

Too Joo T Too Too T To o Too To o Too T To o

5. VISION AND MISSION ON EMPLOYMENT EQUIY

Vision of the Kouga Local Municipality

0Good governance through service excellencebd

Mission of the Kouga Local Municipality

The Kouga Municipality is committed to bring a better life for all the people within its
jurisdiction as expressed in its visio n.

5.1 The affirmative measures referred to supra includes:

5.1.1 Measures to identify and eliminate employment barriers, including unfair
discrimination , which adversely affect people from designated groups,

5.1.2 Measures designated to further diversity in the wor kplace based on equal
dignity and respect for all people,

5.1.3 Making reasonable accommodation for people from designated groups
in order to ensure that they enjoy equal opportunities and are equitably
represented in the workforce of a designated employer,

5.1.4 Ensure the equitable representation of suitable qualified people from
designated groups in all occupational categories and levels in the
workplace and,

5.1.4.1 Retain and develop people from designated groups and to
implement appropriate training measures, includi ng measures in
terms of skills development Act providing for skills development,

5.1.5 Measures referred to 2.1.4 include preferential treatment and numerical
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| goals.

6. VALUES
Fairness: Action and decision taken will be objective, consistent, equitable and without
prejudice.

Equity: Where there has been unfairness, corrective measures will be implemented so as
to ensure that human resources practice are free from unfair discrimination, invisible
barriers and unjustness which will impede equal employment oppo rtunities.

Accessibility : Accessibility in relation to employment, management and information
shall permeate all human resources practices.

Transparency : All human resources management practices in the KOUGA Local
Municipality shall be open, democratic and subject to the public scrutiny within
reasonable limits, which will allow public institution to operate unrestrained, subject to
the application of the constitution and any relevant legislation.

Accountability : Responsibilities for human resources management within the KOUGA
LOCAL Municipality will clearly be defined, and individual employees will be held
accountable for discharging their responsibilities conscientiously and with probity and
integrity

Participation : Human resources will be managed ¢ onsistently with the labour relations
act of 1995, on the basis of co  -operative relationship with organized labour. Individual
employees will be consulted on all matters affecting their careers and working
environment.

Professionalism : Human resources man agement will be conducted competently, and
depict the highest moral and ethical standards exemplary behaviors towards the
public, juniors seniors and human resources practices should manifest this.

7. PRINCIPLES AND MANAGEMENT

PRINCIPLES 1

Employment Equi ty is a responsibility and accountability of each line manager,
irrespective of her/his portfolio, and will be included in their Job
Responsibility/Objectives on which they will be assessed.

As a matter of principle, line manager must be evaluated in terms of three variables
within the performance management systems:

U The achievement of their Integrated Development Plan objectives
U The development of their people
U The achievement of employment equity targets.

KLM EMPLOYMENT EQUITY PLAN 202020 Pagel2




PRINCIPLE 2

Inputs in shaping, implementing and eva luating KOUGA LOCAL Municipality
Employment Equity efforts, must be meaningfully sought from all levels of management
and supervision, Organized Labour and other relevant stakeholder group.

PRINCIPLE 3
The Employment Equity strategies in each department mu st be translated into
researched, focused, time bound , business objectives and action plans. Progress

towards agreed upon objectives and targets will be monitored, evaluated and
reported through the lines of the organization/department.

PRINCIPLES 4

1 The training and development of Employment Equity suitably qualified persons
must be a priority for the success of Employment Equity imperatives. Therefore,
an aggressive and comprehensive approach to performance must be
established.

1 Line management must be responsible for determining its supply, demand and
affirmative action training needs with the support of the Human Resources
Management Department.

Innovation programmes and processes must be initiated to accelerate the
development of candidates with potential for advancement.

Adequate funds must be made available for this purpose.

Outside consultants may be utilized to determine training needs or capacitate were
necessary.

Competence profile is critical to determine training needs

Adult Education & Training, Accelerated Specialis ed and Technical Training,
Accelerated supervisory and Managerial Training are emphasized particularly for
affirmative action beneficiaries.

Change Management, Conflict Management, Train the Trainer, Facilitation,
Negotiat ion Skills are critical to all Employment Equity Consultative forums and/or task
teams.

PRINCIPLES 5

In the short to medium term, it is necessary to pro  -actively develop and advance
employees from targeted group in order to achieve the objectives set. In t he longer
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term a situation of equal opportunity and fully integrated employment will exist where
all employees can complete on an equal fooling.

PRINCIPLES 6
Performance Standards must be maintained at all times
PRINCIPLES 7

Regular communication, consult  ation, information dissemination, transparency on
Employment Equity Imperatives and plans must create a condu cive climate in the
whole K ouga Local Municipality.

PRINCIPLE 8

The Kouga Local Municipality must comply with all Government requirements and
relev ant Legislation .

PRINCIPLE 9

Disputes, Appeals and grievances relating to Employment Equity must be addressed

through consultative forum platform (Local Labour Forum) , disciplinary systems, SALGBC
and CCMA. Every effort will be exercised to av oid disputes and /or settle disputes from
within.

PRINCIPLE 10

Barriers that hinder access to equal employment opportunity for previously
disadvantaged persons must be removed. All forms of discrimination in terms of
Gender, Race and Disability must be rem  oved.

PRINCIPLES 11

The vision must be accepted and supported by all employees within Kouga Local
Municipality .

PRINCIPLES 12

Continuous evaluation and annual reviewal. The duration of th is plan is three years.

8. ACCOUNTABILITY

The Municipal Manager acknowl edges and approves the  Kouga Local Municipality
Employment Equity Plan and targets on the recommendation of the assigned Manager
and Consultation forum.

KLM EMPLOYMENT EQUITY PLAN 202020 Pagel4d




8.1 The Municipal M anager and Top Management are to provide all departments
with wide advisory and support  function relating to Employment Equity
programmes.

8.2 The Municipal Manager must cascade this responsibility down throughout their
respective departmen ts to all Head of Departments, M anag ers and
Supervisors.

9. SUPPORT

The Municipal Manager and T op Management are to provide all departments with
wide advisory and support function relating to employment Equity including monitoring
development of Employment Equity Programmes.

10. CONSULTATION

The Human Resources Development Committee (Training Committee) will be used as a
consultation forum for Employment Equity Process .

a. This consultative forum will be responsible for:

1 Communication of contents of the Employment Equity Plan

1 Monitoring and evalu ation of the Employment Equity P lan

I Formulating recommendations with regard to the Employment Equity
Plan to the Local Labour Forum.

1 Reporting to the relevant structures.

1 Investigate any matter referred to it by management, trade  unions
and employees with to alleged unfair and discriminating policies and
practices

b. All stake holder representatives are to be part of the consultative forum and
develop support and monitor affirmative Action Initiatives.

c. Consultative forum will be debate and discuss issues and strategies on how
implement Employment Equity Targets/Imperatives.

11. RECRUITMENT AND SELECTION

The advertisement will reflect the under - represented group to be targeted as
indicated as numerical goals and targets as per department.

12. RECOMMENDATION TO ACCOUNTING OFFICER FOR APPOINTMENT

An acceptable performance score of 60% will be forwarded for consideration of
appointment to the Accounting Officer from previously disadvantaged groups.

13. ASSIGNED FESPONSIBILITY
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The Municipal Man ager and the Employment Equity U  nit have been assigned by the
Municipality to ensu re the implementation and monito ring of this Employment Equity
Plan.

13.1 ASSIGNMENT OF RESPONSIBILITY

Mr. Abrie Koegelenberg has been appointed as  Acting Manager: Human Resources
and Skills Development & Employment Equity, who will  take responsibility for maonitoring
and implementing the Employment Equity Plan.

He is assisted by The Skills Development & Employment Equity Officer,  Mr. Basildon John
Perils, who is responsible for the development, implementation and communication of
Council ds Emply®mment Equi

They have been given the authority to perform all tasks related to Employment Equity
and a budget linked to Skills Development to implement Employment Equity since 2002,
reviewable as prescribed by Section 24 of the Employment Equity Act.

The Assigned Manager reports directly to the Director: Administration, Monitoring and
Evaluation , Mrs. Thobeka Ethel Tom who then report sto the Municipal Manager , Mr
Charl Du Plessis.

14. GATHER INFORMATION

In the preparation of the plan meeting have been held with all stakeholders through
the planning workshops that were held on the 20/03/201 7 were all occupational
categories and levels of the workforce are represented.

In the workshop all stakeholders were briefed about their responsibilities and the
legislati ve requirements needed to develop the plan in order to comply with
Employment Equity Act.

14.1. AUDIT THE ENVIRONMENT POLICIHIROCEDURESAWS THAT DISCRIMINATE AND
WORKFORCE PROFILE

The Skills Development & Employment Equity Officer has conducted a illsAudit with
the assistance of the Training Off icer of our Skills Development a nd Employment Equity
Department .

15. PREPARE A PROFILE OF THE WORKFORCE.

The Skills Development & Employment Equity Officer  prepared a workforce profile of the
Municipa lity and the findings have been tabled before Top Management as well as to
all Directorates . The numerical goals have been  set based on the recommendations
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made by the Director -General of the Department of Labour as well as the findings of
Council 6 s E mp | tdPgliaes,practice, procedures , etc . to comply with the
requirements of the Employment Equity Act  , 55 of 1998.

16. REVIEW EMPLOYMENT POLICIES, PRACTICEROCEDURESETC

After the findings of the survey , all employment policies, practices, procedures, et C.
that isin developmental stage and to be developed will comply with requirements of

the Employment Equity Act to ensure that they assist Council in the achievements its
numerical goals.

17. PREPARE AND IMEEMENT EQUITY PLAN

Employment Equity P lan has be en prepared (Section 20) in consultation with all
stakeholders (Section 16 & 17) as required by Employment Equity Act  No.55 of 1998 (As
Amended).

18._ OBJECTIVES OF THE EMPLOYMENT EQUITY PLAN

In line with section 20 (2) (a), the objectives to be achieved fo r each of the plan are
listed as follows:

YEAR 1:1 JUNE 017 TO 31 JULY2018

1 Appointment of the Municipal Manager and Directors

1 The implementation of this employment equity plan will form part of the
employment contract of the Municipal Manager and Direct ors.

1 Appointment in line with set equity targets at Senior Management and
operational levels.

1 Consultation with relevant stakeholders as required in Sections 16 & 17 of the EE
Act will be done bi  -monthly, quarterly and annually.

9 Adverts will be sent to org anisations dealing with people with disability.

Council to adopted diversity management strategy that must be implemented,

Adherence to Section 20(3) of the EE Act during Recruitment & Selection

processes.

= =

1 50% institutional training budget will be spent on staff training & development.

1 Adverts will indicate the preferred race & gender.

9 Outstanding current employees will sign EEA (declaration) & skills audit forms.

1 New employees will sign EEA (declaration) & skills forms.

1 Employment equity report will be sub  mitted to the Department of Labour on 1
October

1 Employment Equity information will be publicized in terms of Section 25 of the EE
Act.
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T Alignment of the Kouga Local Municipality
Department of Labourodés oogueepati onal | evel
Council adopted acting procedures manual will be adhered to at all times.

A dedicated budget will be set aside to attend to transformation matters.

Council adopted mentorship strategy will be implemented

Deviation will only be done as per the existin g approved criteria. The Director or
Municipal Manager will not approve deviation without a written

recommendation from the Employment Equity Forum.

9 The barriers identified on 6.4 and affirmative action measure will be implemented

accordingly as per sett ime frames.

= =4 4 =4

YEAR 2:1 JUNE2018 TO 31 JULY2019

T Council 6s adopted diversity management st
1 Implement an integrated human resources plan.
1 A dedicated budget will be set aside to attend to transformation matters.
1 Continuous appoint ment in line with set equity targets at middle and operational
levels.
9 Adherence to Section 20(3) of the EE Act during Recruitment & Selection
processes.

1 50% institutional training budget will be spent on staff training & Development.
1 Adverts will indicate the preferred race & gender

T Alignment of the Kouga Local Municipality
Department of Labourds Occupational l evel
1 Employment Equity information will be publicised in terms of Section 25 of the EE
Act.

9 Consultation with relevant stakeholders as required in Sections 16 & 17 of the EE
Act will be done bi  -monthly, quarterly and annually.

1 New employees will sign EEA (declaration) & skills audit forms.

1 Employment equity report will be submitted to the Department of labour onl
October.

1 Council adopted acting procedure manual will be adhered to at all times.

1 Council adopted mentorship strategy will be implemented.

9 Deviation will only be done as per the existing approved criteria. The Director or
Municipal Manager will not  approve deviation without a written
recommendation from the Employment Equity Forum.

1 The barriers identified on 6.4 and  affirmative action measure will be implemented
accordingly as per set time frames.

YEARS: 1 JUNE2019 TO 31 JULY2020
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1 Analysis as required in terms of Section 19 of the EE Act will be conducted.

1 Employment Equity Information will be  published in terms of Section 25 of the EE
Act.

1 Employment equity report will be submitted to the Department of Labour on 1
October

1 Consultation with relev ant stakeholders as required in Sections 16 & 17 of the EE

Act will be done bi  -monthly, quarterly and annually.

New employees will sign EEA (declaration) & skills audit forms

Council adopted acting procedure manual will be adhered to at all times

Adverts w ill be sent to organizations dealing with people with disability.

Adherence to Section 20(3) of the EE Act during Recruitment & Selection

processes.

Council adopted diversity management strategy will be implemented

50% institutional training budget will b e spent on staff training and development

A dedicated budget will be set aside to attend to transformation matters.

Adverts will indicate the preferred race & gender.

Council adopted mentorship strategy will be implemented

Deviation will only be done as pe  r the existing approved criteria. The Director or

Municipal Manager will not approve deviation without a written

recommendation from the Employment Equity Forum.

9 The barriers identified on 6.4 and  affirmative action measure will be implemented
accordingly as per set time frames.

= =4 4 =4

=A =4 =4 =4 -4 =9

19. NUMERICAL TARGETS AND NUMERICAL GOALS

The purpose of these goals would be to increase the representation of people from
designated groups in the three (3) Occupational Levels of the workforce, i.e. top

management (Municipal Manager and Directors), middle management (Grades 13 up
to the level below directors) and operational levels (Grades 1 to 12). The workforce will
be reflective of the Eastern Cape demographics as provided for in Regulation EEAS.

20. PREPARE A REPORT ONRPGRESSMADE ON THE IMPLEMENTATION OEQUITY PLAN

The Skills Development & Employment Equity Officer  has been tasked by the
Municipality to prepare and submit employment equity report s to Council and Local
Labour F orum when necessary and tothe D  epartment of Labour annually as required
by the Employment Equity Act.

21. INFORM THE STAFF MEMBERS BY DOING THE FOLLOWING:

21.1 On the notice board, a summary of the Eq uity Act and Employment Equity R eport
has display.

KLM EMPLOYMENT EQUITY PLAN 202020 Pagel9




21.2. All employees have been given a copy of Employment Equity Plan in preparing for
consultation.

21.3 Records will be kept at least 3 years afterth e end of the Employment Equity  plan.

22.

The purpose of employment equity is to achieve equity in the workplace by -

(a) Promoting equal opportunity and fair treatment in employment through the
elimination of unfair discrimination; and

(b) Implementing affirmative action measures to redress the disadvantages in
employment experienced by designated groups, in order to ensure their
equitable representation in all occupational categories and levels in the
workforce.

The duration of the plan is for 3 years effective from 1 June 2017 & 30 September
2020.

This Employment Equity Plan will be reviewed by the Employment Equity and Skills
Development Committee on a quarterly basis and an annual report will be
submitted to the Department of Labour (Do L), on the 1 stworking day of October
as required by Section 21 of the Employment Equity Act 55 of 1998.

THETRAINING COMMITTEE

22.1 The Committee

A Committee has been established to be the consultative forum representing all
stakeholders/constituencies and must reflect the interest of employees from all
occupational levels.

The structure of the present Committee complies with the req uirements of the
Employment Equity Act and consists of the following members:

22.1.1 Members from the designated group
22.1.2 Management representatives

22.1.3 Non designated group representative.
22.1.4 Trade union representatives.

22.2 THE COMPOSITIONOF THE TRAINING COMMITTEE
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Mr. A. Koegelenberg & Acting Manager (HR) - Chairperson
Mrs. NV Blouw & Manager ( LED

Mrs. C. Strydom & Manager (Tourism & Creative Industries)
Mrs. N. Machelezi & Manager (Environmental Health)

Mr. T. Madatt 9 Area Engineer: El ectrical

Mr. D. Barnard 0o Chief: Fire and Rescue

Mr. BJ Perilsd SD & EE Officer

Mr. ZE Thube & Training Officer

Ms. D. Williams - SAMWU

Mr. C. Booysen 8 SAMWU

Mr. J. Jantjies 8 SAMWU

Mr. M. Khatsiwe - SAMWU

Mr. S. Lamont - SAMWU

Mr. L. Skosana 8 SAMWU

Mr. S Hartley 6 IMATU

Mr. C. Swarts - IMATU

To Do Do To To o o Do Do Do Do Do Io Do o Do

22.3 THE FUNCTIONS OF THE COMMITTEE ARE TO:

22.3.1 Consult on the conduct of the analysis, the preparation of the plan and
the required reporting.

22.3.2 Develop a Training Report

22.3.3 To keep the envisage d training and development of employees in the
Institution abreast with the long  -term transformation objectives of the Institution.

22.3.4 To ensure that the Workplace Skills Plan is aligned to the Employment
Equity Plan and the Business Plan of the Instit ution.

22.3.5 Establish training priorities for the municipality based on its short and long
term needs.

22.3.6 Challenge non -performance , obstruction and discriminatory attitudes and
practices.

22.3.7 Meet on a quarterly basis to monitor the progress a nd the implementation
of the plan.

22.3.8 Liaise with and represent stake holders on affirmative action and
employment equity issues, where it is necessary, to suggest/recommend
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initiatives to ensure the realization of the objectives of the Employment Equi ty
Act.

22.3.9 Participate meaningfully in the development, implementation, budgeting
and reporting of the employment equity plan and policy decisions related to the
integrated success of employment equity, e.qg.

Employment equity plan

Employment Assistance policy

HIV/AIDS policy

Skills Development policy

Training and development goals and initiatives.
Dispute resolution related to Employment Equity.

O OO O O0Oo

22.3.10 Monitoring adherence to the Employment Equity Plan by deliberating on
proposed deviations and ma  king recommendations to senior management
in each case as to whether the deviation is justified and should be allowed.

22.3.11 Honour the responsibility as guardians and sponsors of Employment
Equity.

22.3.12 Compiling the Annual Training | mplementation Report
23. RECOMMENDATIONS FROM THE DIRECTABENERAL OF THE DEPARTMENT OF LABOUR

The recommendations from the Director  -General in 2010 clearly indicated Kouga Local
Municipality to utilise the onational economica
benchmark to calculate the over -or under representation of our workfo  rce as set out in

Section 42(a) ( i) in the Act.

The National EAP to be utilised is:

MALES FEMALES

A C | W Total A C | W Total | Grand Total
Benchmark % 39.2 6.1 1.9 6.7 54.0 34.2 5.2 1.1 5.5 46.0 100

Kouga Local Municipality  took a decision in the presence of the Department of Labour,
t ointérpret 0r egi onal economicall gsaettherpodubkatiohnod
demogr aphicso

The statistics were sourced from Stats SA and reflec  ted as follows:

1. Sarah Baartman District (DC10) EAP, or
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Males Females

Race A C | W Total A C | W Total Grand Total

Benchmark % 26.9 16.2 0.2 4.9 48.2 28.2 18.2 0.1 |53 51.8 100

2. Kouga EC 108 EAP.

Males Females

Race A C I w Total A C I w Total Grand Total

Benchmark % 215 19.5 0.1 7.6 48.7 20.3 22.3 0.1 |85 51.2 100

Council took a decision ( Resolution 16/05/AME&SPJ) at a Council Meeting to utilise
Kouga EC 108 as benchmark to calculate the over -or under representation of our
workforce as set ou tin Section 42(a) (i) in the Act.

24. CONDUCTING ANALYSIS

24.1. Workforce profile

EEA 1 forms were completed by the workforce during February 201 5 in order to provide

a comparison of designated groups by occupational categories and levels to relevant
demographic data.

This information was also used to determine the over/under representation of
designated groups in each occupational level and categories.

The table below reflects the workforce profile as at 1 June 2017
OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets
A C | W A C | W
Benchmark % 215 (195 |01 |76 |48.7 |203 |223 |01 |85 51.2 | 100
Top 2 2 4 1 1 2 6
Management
Senior 4 3 7 3 2 2 7 14
Management
Professionally 2 7 0 9 3 2 4 9 18
qualified and
experienced
special ists and
mid -
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management

Skilled Technical | 11 37 9 57 13 5
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

22 79

Semi-skilled and 105 | 115 9 229 45 44
discretionary
decision making

11 100

329

Unskilled and 148 117 265 67 49
defined decision
making

116 381

TOTAL 266 | 282 23 571 132 103
PERMANENT

21 256

827

Temporary 4 4 1 3
employees

GRAND TOTAL 266 | 282 27 575 133 106

23 262

837

% 225 | 23.9 23 |48.7 |26.0 | 20.7

4.5 51.2 | 100

Actual workforce
Percentage of Actual Workforce

The following were derived from the workforce analysis, upon consulting the

EAP:

U The analysis shows that at present,

Females are collectively the main beneficiaries
organisation
U African Males, Coloured Males and African Females

represented in this institution.

U African Males are over represented by
by 4, 4% and Afri can Females are over represented by 5.

0  White Males are underrepresented by 5.3%.

U White Females are underrepresented by 4%.
0 Coloured Females are underrepresented by 1.6%.

of employment

6%.

African Males, Coloured Males and African

in the

are presently over

1%, Coloured Males are over represented
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White Males are the most underrepresented group within this organisation .

African Males and African Females as well as Coloured Males and Coloured
Females are in the majority in the semi  -skilled and unskilled level s.

African Males are

Management 0 |

White males are

not represented a-t t M@ Management and Senior

evel

not represented at t hPeofessionally qualified

experienced specialists and mid -management 0 level.

White males and females are not represented a t t bnskilledl and d

decision making 6

evel

People with Disability (PWD) are not represented at all occu pational levels

Institution.

Based on this table, the majority beneficiaries for employment when vacancies arise at
Kouga Municipality in order of preference will be:

1
2
3
4.
5
6

ATransform

White Males
White Females

Coloured Females

African Males
Coloured Males
African Females

t

and

efined

at this

h e wieflektingpthecnamepigalogbalsloeer the 3 yearso

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets
A C I W A C | w
Benchmark % 215 | 19.5 0. | 7.6 48.7 | 20.3 |223 |0.1 |85 51.2 | 100
1
Top 2 2 4 1 1 2 6
Management 24.35 24.35 | 48.7 25.6 25.6 51.2 100
1 1 0 3 1 1 1 3 6
Senior 4 3 7 3 2 2 7 14
Management 27.8 20.9 48.7 1219 14.6 146 |51.2 |100
3 3 1 I 3 3 1 7 14
Professionally 2 7 0 9 3 2 4 9 18
experienced
specialists and
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mid -

management
4 4 1 9 4 4 2 10 19
Skilled 11 37 9 57 13 5 4 22 79
Technical and 9.4 |31.6 7.7 48.7 |30.3 | 11.6 9.3 51.2 | 100
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents
17 15 6 38 16 18 7 41 79
Semi-skilled 105 | 115 9 229 45 44 11 100 329
and 22.3 | 245 1.9 48.7 | 23.0 | 225 5.6 51.2 | 100
discretionary
decision
making
70 64 25 159 67 73 28 168 327
Unskilled and 148 | 117 0 265 67 49 0 116 381
defined 27.2 | 21.5 48.7 | 29.6 |21.6 51.2 | 100
decision
maki ng
82 74 29 185 77 85 32 194 379
TOTAL 266 | 282 23 571 132 103 21 256 827
PERMANENT 22.7 | 24.0 2.0 48.7 26.4 20.6 4.2 51.2 100
177 | 161 62 400 168 184 71 490 890
Temporary 0 0 4 4 1 3 2 6 10
employees 48.7 48.7 | 8.5 25.6 171 | 52.1 | 100
2 2 1 5 2 2 1 5 10
GRAND TOTAL 266 | 282 27 575 133 106 23 262 837
% 22.5 | 23.9 2.3 48.7 | 26.0 | 20.7 4.5 51.2 | 100
EE targets 179 | 163 63 405 170 186 72 428 833
2017 - 2020
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ATransformed workforce profile refl3yctairsgd t he

OCCUPATIONA
L LEVELS Males Total | Females Total | Grand | Disability
Total Targets
A C I w A C | w

Benchmark % 215 195 |01 |76 48.7 1203 [223 |01 |85 51.2 | 100

Top 2 2 4 1 1 2 6

Management 24.3 243 | 48.7 | 25,6 |25.6 51.2 | 100

5 5

EE Targets in

Bracketts

2017/2018 (+1) +1) | (-1 (-1) (-1) -2 -3
+1 (+1) | (+1) (+2) | (+3)

2018/2019

2019/2020

Senior 4 3 7 3 2 2 7 14

Management 27.8 20.9 48.7 21.9 14.6 14.6 51.2 100

EE Targets in

Bracketts

2017/2018 (+1) 1 (+1) (-1) |o 1

2018/2019 (+1) (+1) 2 (+1) 1 3

2019/2020

Professionally 2 7 0 9 3 2 4 9 18

qualified and 10.8 | 37.9 48.7 170 | 114 228 | 51.2 100

experienced

specialists and

mid -

management

EE Targets in

Bracketts

2017/2018 (+1) (+1) 2 (+1) (+1) (+1) 2 4

2018/2019 (+1) 1 1

2019/2020 (+1) 1 1

Skilled 11 37 9 57 13 5 4 22 79

Technical and 9.4 31.6 7.7 48.7 |30.3 |11.6 9.3 51.2 | 100

academically

qualified

workers, ju nior

management,

supervisors,

foremen, and

superintendent

s

EE Targets in
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Bracketts

2017/2018 (2) 2 (+1) (+1) +1) |3 5

2018/2019 (2 2 (+1) (+1) (+1) |3 5

2019/2020 (+2) | (+2) 4 4

Semi-skilled 105 115 9 229 45 44 11 100 329

and 22.3 | 245 1.9 48.7 |23.0 |225 5.6 51.2 | 100

discretionary

decision

making

EE Targets in

Bracketts

2017/2018 (+2) |2 (+2) | (+2) -1 5 7
(+2)

2018/2019 (+2) |2 (+2) | (+2) (+2) |6 8

2019/2020 (+2) |2 (+2) | (+2) (+2) |6 8

Unskilled and 148 117 0 265 67 49 0 116 381

defined 272 | 215 48.7 |29.6 |21.6 51.2 | 100

decision

making

EE Targets in

Bracketts

2017/2018 (+2) |2 (+2) |2 4

2018/2019 (+2) 2 (+2) 2 4

2019/2020 (+2) 2 (+2) 2 4

TOTAL 298 328 29 655 124 115 29 268 923

PERMANENT 32.3 | 355 3.1 70.9 |134 | 125 3.1 29.0 | 100

Temporary 4 4 3 11 7 4 2 13 24

employees 16.7 | 16.7 125 | 458 |29.2 |16.7 8.3 54.2 | 100

GRAND TOTAL | 302 332 32 666 131 119 31 281 947

% 319 | 351 3.4 70.3 | 13.8 | 12.6 3.3 29.7 | 100

Actual workforce

Percentage of Actual Workforce

Transformed Workforce (Employment Equity goals / targets 2017-2020)
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WORKFORCE PROFILE PER DEPARTMENT

DEPARTMENTHBICE OF THE MUNICIPAL MANAGER

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

7.6

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

Senior
Manag ement

48.7

48.7

51.2

51.2

100

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

24.3

24.3

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

24.3

24.3

48.7

51.2

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A C

Benchmark %

21.5

19.5

48.7

20.3 | 223

51.2

100

Top
Management

100

100

100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Senior
Management

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

(+1)

(+1)

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

Temporary
employees

%

DIRECTORATE: ADMINISTRATION, MONITORING & EVALUATION

OFFICE OF THE DIRECTOR: ADMINISTRATION, MONITORING & EVALUATION

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

1
51.2

51.2

51.2

Senior
Management

Professionally
qua lified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
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superintendents

Semi-skilled and 1 1 1
discretionary 51.2 51.2 |51.2
decision making

Unskilled and

defined decision

making

TOTAL 2 2 2
PERMANENT 51.2 51.2 |51.2
Temporary

employees

GRAND TOTAL 2 2 2

% 51.2 51.2 |51.2

OTransform
and targets 6

t

he

wor kf orce the™Mamiilcé ptad i b g drse mMluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targes

2017/2018

(-1)

2018/2019

(+1)

(+1)

2019/2020

Senior
Management

EE Targets

2017/2018

1)

2018/2019

2019/2020

Professionally
qualified and
exp erienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019
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2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintend ents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

Temporary
employees

GRAND TOTAL

%
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DEPARTMENT: HUMAN RESOURCES

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Manag ement

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

100

Semi-skilled and
discretionary
decision making

34.1

17.1

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

16.2

32.5

48.7

55.6

22.2

51.2

100

Temporary
emp loyees

GRAND TOTAL

%

16.2

32.5

48.7

30.7

20.5

51.2

100
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OTransform

and

t he

targetséd

wor kf or ce

profile

t o

be

reflecti

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

24.3

48.7

51.2

51.2

100

EE Tagets

2017/2018

(+1)

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

41.0

10.2

51.2

51.2
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

10

Temporary
employees

GRAND TOTAL

10

%

DEPARTMENADMINISTRATION

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

48.7

48.7

48.7

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

36.5

12.2

48.7

48.7
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Semi-skilled and | 2 2 4 5 3 2 10 14

discretionary 24.3 | 24.3 487 | 256 |154 10.2 | 51.2 | 100

decision making > >

Unskilled and 1 1 9 8 17 18

defined decision 48.7 48.7 51.9 44 .4 51.2 100

making

TOTAL 5 5 10 14 11 5 30 40

PERMANENT 24.3 | 24.3 48.7 | 23.9 |18.8 8.5 51.2 | 100
5 5

Temporary 1 1 1 3 3

employees

GRAND TOTAL 5 5 10 15 12 6 33 43

% 24.3 | 24.3 48.7 | 23.3 |18.6 9.3 51.2 | 100
5 5

0OTransform he workforce profile to be reflecti
andtar get so
OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets

A C I w A C I w

Benchmark % 215 (195 |01 |76 |48.7 |[203 |223 |01 |85 51.2 | 100

Top

Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior 1 1 1

Management 48.7 48.7 48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally 3 3 3

qualified and 51.2 | 512 |512

experienced

specialists and

mid -

management

EE Targets

2017/2018
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2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

36.5

12.2

48.7

48.7

EE Targets

2017/2018

(+1)

(+1)

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

24.3

24.3

48.7

25.6

15.4

10.2

10
51.2

14
100

EE Targets

2017/2018

(+1)

2018/2019

(+1)

(+1)

(+1)

(+1)

2019/2020

Unskilled and
defined decision
making

48.7

48.7

51.9

44.4

17
51.2

18
100

EE Targets

2017/2018

2018/2019

(+2)

(+2)

2019/2020

TOTAL
PERMANENT

24.3

24.3

10
48.7

14
23.9

11
18.8

30
51.2

40
100

Temporary
employees

GRAND TOTAL

10

15

12

33

43

%

24.3

24.3

48.7

23.3

18.6

51.2

100
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DIRECTORATE: FINANCIAL VIABILYT

OFFICE OF THE CHIEF FINANCIAL OFFICER:

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled a nd
discretionary
decision making

51.2

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

48.7

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

51.2

51.2

100
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OTransform

and

t he

targetséd

wor kf or ce

profile

t o

be

reflecti

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

(+1)

2018/2019

(+1)

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

51.2

51.2

100

DEPARTMENT: INCOME

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

51.2

51.2

51.2

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

51.2

100
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Semi-skilled and | 3 7 10 7 7 2 16 26

discretionary 146 | 34.1 48.7 22.4 22.4 6.4 51.2 100

decision making

Unskilled and 7 8 15 15

defined decision | 22.7 | 26 48.7 48.7

making

TOTAL 10 15 1 26 9 7 6 22 48

PERMANENT 18.7 | 28.1 1.9 48.7 20.9 16.3 14 51.2 100

Temporary

employees

GRAND TOTAL 10 15 1 26 9 7 6 20 46

% 18.7 | 28.1 1.9 |48.7 |209 |16.3 14.0 |51.2 | 100
0Transform the workforce profile to be reflectifve

and targetso

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand Disability
Total Targets

A C | w A C I W

Benc hmark % 215 |195 |01 |76 |[48.7 |203 |223 |[0.1 |85 51.2 | 100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior 1 1 1
Management 51.2 |51.2 |51.2

EE Targets

2017/2018

2018/2019

2019/2020

Professionally 1 1 1
qualified and 51.2 |51.2 |51.2
experienced
specialists and
mid -
management

EE Targets

2017/2018 (+1)

2018/2019

2019/2020

KLM EMPLOYMENT EQUITY PLAN 202020 Page42




Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

14.6

34.1

10
48.7

22.4

22.4

16
51.2

26
100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Unskilled and
defined decision
making

22.7

26

15
48.7

15
48.7

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

10
18.7

15
28.1

26
48.7

20.9

16.3

14

22
51.2

48
100

Temporary
employees

GRAND TOTAL

10

15

26

20

46

%

18.7

28.1

1.9

48.7

20.9

16.3

14.0

51.2

100
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DEPARTMENT: EXPENDITURE

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

51.2

51.2

51.2

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

34.1

17.1

51.2

51.2

Semi-skilled and
discretionary
decision making

48.7

48.7

20.5

20.5

10.2

51.2

100

Unskilled and
defined decision
making

TOTAL
PERMANENT

48.7

48.7

22.8

17.1

11.3

51.2

10
100

Temporary
employees

GRAND TOTAL

10

%

48.7

48.7

22.8

17.1

11.3

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Mafii lce ptad i

heg Orse Miuene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand | Disability
Total Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

34.1

17.1

51.2

51.2

EE Tagets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

48.7

48.7

20.5

20.5

10.2

51.2

100
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

22.8

17.1

11.3

51.2

10
100

Temporary
employ ees

GRAND TOTAL

10

%

48.7

48.7

22.8

17.1

11.3

51.2

100

DEPARTMENT: BUDGET & TREASURY

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

48.7

48.7

48.7

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

Skilled Technical
and

academica lly
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

25.6

25.6

51.2

100
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Semi-skilled and
discretionary
decision making

Unskilled and

defined decision

making

TOTAL 1 2 3 1 2 3 6
PERMANET 16.2 | 325 48.7 17.1 34.1 51.2 100
Temporary

employees

GRAND TOTAL 1 2 3 1 2 3 6
% 16.2 | 325 48.7 | 171 |34.1 51.2 | 100

0OTransform
and targets 6

he

wor kf orce

p Mafmiilce ptad i

bheg Orse Miuene tr ii

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A C

Benchmark %

215

19.5

48.7

203 | 223

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020
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Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

25.6

25.6

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

16.2

32.5

48.7

17.1

34.1

51.2

100

Temporary
employees

GRAND TOTAL

%

16.2

32.5

48.7

17.1

34.1

51.2

100

KLM EMPLOYMENT EQUITY PLAN 202020




DEPARTMENT: SUPPLY CHAIN MANAGEMENT

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets
A C I w A C | w
Benchmark % 215 |195 |01 |76 |48.7 |203 |223 |01 |85 51.2 | 100
Top
Management
Senior
Management
Professionally 1 1 1 1 2
qualified and 48.7 48.7 51.2 51.2 100
experienced
specialists and
mid -
management
Skilled Technical 1 1 2 1 1 3
and 24.3 24.3 | 48.7 51.2 51.2 | 100
academicall y 5 5
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents
Semi-skilled and 1 1 1
discretionary 48.7 48.7 48.7
decision making
Unskilled and 1 1 1
defined decision | 48.7 48.7 48.7
making
TOTAL 1 3 1 5 1 2 3 8
PERMANENT 9.7 29.2 9.7 48.7 17.1 34.1 51.2 100
Temporary 1 1 1
emp|oyees 51.2 51.2 51.2
GRAND TOTAL 1 3 1 5 1 3 4 9
% 9.7 29.2 9.7 |48.7 |128 | 38.4 51.2 | 100
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OTransform
and targets 6

t h e filenmbe keflectiveofsdhep Ma ni ci pal it yods

numer i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified an d
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

24.3

24.3

48.7

51.2

51.2

100

EE Targets

2017/2018

+1

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

48.7

48.7

48.7
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EE Targets

2017/2018

+1

2018/2019

2019/2020

Unskilled and
defined decision
making

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

29.2

48.7

171

34.1

51.2

100

Temporary
employees

51.2

51.2

51.2

GRAND TOTAL

%

9.7

29.2

9.7

48.7

12.8

38.4

51.2

100

DEPARTMENT: ICT

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

100
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Semi-skilled and 2 1 3 4
discretionary 25.6 25.6 51.2 51.2
decision making

Unskilled and

defined decision

making

TOTAL 1 1 1 2 1 4 5
PERMANENT 48.7 48.7 12.8 25.6 12.8 51.2 100
Temporary

employees

GRAND TOTAL 1 1 1 2 1 4 5
% 48.7 48.7 | 128 | 25.6 12.8 | 51.2 | 100

0 Tr ansf orrkforce prefile te be reflective of the Municiopal:

and targets 6

tyds numer.

OCCUPATIONAL

LEVELS Males Total | Females

Total

Grand | Disability
Total Targets

A C | w A C I W

Benchmark % 215 |195 |01 |76 |48.7 | 203 |223 |0.1 |85

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019
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2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

25.6

25.6

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

12.8

25.6

12.8

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

12.8

25.6

12.8

51.2

100
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DEPARTMENT: ASSET

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

48.7

48.7

48.7

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

48.7

48.7

51.2

51.2

100

Temporary
employees

51.2

51.2

51.2

GRAND TOTAL

%

48.7

48.7

25.6

25.6

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Mafii lce ptad i b g gaale i lu ene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

50

50

50

50

100

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

EE Targets

2017/2018

+1

2018/2019

+1

2019/2020

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2
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EE Targets

2017/2018
2018/2019
2019/2020
Unskilled and
defined decision
making
EE Targets
2017/2018
2018/2019
2019/2020
TOTAL 3 3 1 1 4
PERMANENT 48.7 48.7 51.2 51.2 100
Temporary 1 1 1
emp|oyees 51.2 51.2 51.2
GRAND TOTAL 3 3 1 1 2 5
% 48.7 48.7 25.6 25.6 51.2 100
LED, TOURISM AND CREATIVE INDUSTRIES
OFFICE OF THE DIRECTOR: LED, Tourism and Creative Industries
OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets
A C I w A C I w
Benchmark % 215 (195 |01 |76 |48.7 |[203 |223 |01 |85 51.2 | 100
Top 1 1 1
Management 51.2 512 |51.2
Senior
Management
Professionally
qualified and

experienced
specialists and
mid -

manage ment

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
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foremen, and
superintendents

Semi-skilled and 1 1 1
discretionary 51.2 |51.2 |51.2
decision making

Unskilled and

defined decision

making

TOTAL 1 1 2 2
PERMANENT 25.6 25.6 |51.2 |51.2
Temporary

employees

GRAND TOTAL 1 2 2 2

% 25.6 25.6 51.2 51.2

0Transform
and targets 6

t he

wor kf or ce

p Maufii lce ptad i

heg Orse Miuene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
managemen t

EE Targets

2017/2018

KLM EMPLOYMENT EQUITY PLAN 202020
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2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled an d
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

25.6

25.6

51.2

51.2

Temporary
employees

GRAND TOTAL

%

25.6

25.6

51.2

51.2

KLM EMPLOYMENT EQUITY PLAN 202020




DEPARTMENT: LED

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

51.2

51.2

51.2

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled and
discretionary
decision making

Unskilled and
defined decision
making

TOTAL
PERMANENT

51.2

51.2

51.2

Temporary
employees

GRAND TOTAL

%

51.2

51.2

51.2
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OTransform
and targets 6

t

he

wor kf or ce

p Mafii lce ptad i

heg Orse Miuene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand | Disability
Total Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

EE Targets

2017/2018

(+1)

2018/2019

(+1)

2019/2020

Skilled Technical
and

academical ly
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

51.2

51.2

51.2

Temporary
employees

GRAND TOTAL

%

51.2

51.2

51.2

DEPARTMENT: Tourism & Creative Industries

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

51.2

51.2

51.2

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

Skilled Tech nical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

48.7

KLM EMPLOYMENT EQUITY PLAN 202020

Page61




Semi-skilled and
discretionary
decision making

Unskilled and

defined decision

making

TOTAL 1 1 1 1 2 3
PERMANENT 48.7 48.7 25.6 25.6 51.2 100
Temporary

employees

GRAND TOTAL 1 1 1 1 2 3
% 48.7 48.7 | 25.6 25.6 |51.2 | 100

0OTransform
and targets 6

he

wor kf orce

p Mafmiilce ptad i

bheg Orse Miuene tr ii

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

100

100

100

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

100

100

100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

KLM EMPLOYMENT EQUITY PLAN 202020

Page62

\C &



Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined dec ision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

25.6

25.6

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

25.6

25.6

51.2

100
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OFFICE OF THE DIRECTOR: SOCIAL SERVICES

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superint endents

Semi-skilled and
discretionary
decision making

51.2

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

48.7

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

51.2

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decisi on making

51.2

51.2

51.2
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

51.2

51.2

100

DEPARTMENT: CLEANSING & PARKS

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

12
48.7

12
48.7
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Semi-skilled and | 41 42 83 4 4 1 9 92
discretionary 44.4 | 475 487 | 228 |228 5.7 51.2 | 100
decision making
Unskilled and 65 40 105 41 30 71 185
defined decision 30.1 18.6 48.7 29.6 21.6 51.2 100
making
TOTAL 112 | 88 200 45 34 1 80 308
PERMANENT 27.3 | 214 48.7 | 28.8 | 21.8 0.6 51.2 100
Temporary
employees
GRAND TOTAL 112 | 88 200 45 34 1 80 308
% 27.3 | 214 48.7 | 28.8 |21.8 0.6 51.2 | 100
0oTransform he workforce pM™Mamilce ptad i b ¢ 6rse Mluenet ii
and targets 6
OCCUPATIONAL
LEVELS Males Total | Females Total | Grand Disability
Total Targets
A C I w A C I w
Benchmark % 215 (195 |01 |76 |48.7 |203 |223 |01 |85 51.2 | 100
Top
Management
EE Targets
2017/2018
2018/2019
2019/2020
Senior
Management
EE Targets
2017/2018
2018/2019
2019/2020
Professionally
qualified and

experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

KLM EMPLOYMENT EQUITY PLAN 202020
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Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

24.3

12
48.7

12
48.7

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled an d
discretionary
decision making

41
44.4

42
47.5

83
48.7

22.8

22.8

51.2

92
100

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

65
30.1

40
18.6

105
48.7

41
29.6

30
21.6

71
51.2

185
100

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

112
27.3

88
21.4

200
48.7

45
28.8

34
21.8

80
51.2

308
100

Temporary
employees

GRAND TOTAL

112

88

200

45

34

80

308

%

27.3

21.4

48.7

28.8

21.8

0.6

51.2

100
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DEPARTMENT: WASWENAGEMENT

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets

A C I w A C | w

Benchmark % 215 |195 |01 |76 |48.7 |203 |223 |01 |85 51.2 | 100

Top

Management

Senior 1 1 1

Management 51.2 512 |51.2

Professionally

qualified and

experienced

specialists and

mid -

management

Skilled Technical 1 1 1

and 51.2 51.2 |51.2

academically

qualified

workers, junior

management,

supervisors,

foremen, and

superintendents

Semi-skilled and 2 3 5 5

discretionary 19.5 29.2 48.7 48.7

decision making

Unskilled and 2 1 3 7 2 9 12

defined decision 325 | 16.2 48.7 |39.8 |11.4 51.2 | 100

making

TOTAL 39 19 58 17 10 27 85

PERMANENT 32.7 | 16 48.7 32.2 19 51.2 100

Temporary

employees

GRAND TOTAL 39 19 58 17 10 27 85

% 32.7 | 16 48.7 |32.2 |19 51.2 | 100
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OTransform
and targets 6

t he

wor kf or ce

p Maufii lce ptad ericay gbee nluenc t i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

195

29.2

48.7

48.7
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

32.5

16.2

48.7

39.8

11.4

51.2

12
100

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

39
32.7

19
16

58
48.7

17
32.2

10
19

27
51.2

85
100

Temporary
employees

GRAND TOTAL

39

19

58

17

10

27

85

%

32.7

16

48.7

32.2

19

51.2

100

DEPARTMENT: ENVIRONMENTAL HEALTH

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

51.2

51.2

51.2

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

34.1

17.1

51.2

100
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Semi-skilled and | 2 1 3 1 1 4
discretionary 325 16.2 48.7 51.2 51.2 100
decision making

Unskilled and 2 2 2 1 3 10
defined decision 48.7 48.7 341 17.1 51.2 100
making

TOTAL 3 4 7 6 3 9 16
PERMANENT 209 | 27.8 48.7 34.1 17.1 51.2 100
Temporary

employees

GRAND TOTAL 3 4 7 6 3 9 16
% 209 | 27.8 48.7 341 |17.1 51.2 | 100

OTransform
and targets 6

he

wor kf orce

p Mafmiilce ptad i

bheg Orse Miuene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

195

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020
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Skilled
Technical and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

34.1

17.1

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision

making

32.5

16.2

48.7

51.2

51.2

100

EE Targets

2017/2018

+1

2018/2019

2019/2020

Unskilled and
defined
decision
making

48.7

48.7

34.1

17.1

51.2

10
100

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

20.9

27.8

48.7

34.1

171

51.2

16
100

Temporary
employees

GRAND TOTAL

16

%

20.9

27.8

48.7

34.1

17.1

51.2

100
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DEPARTMENT: LIBRARIES

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintende nts

25.6

25.6

51.2

51.2

Semi-skilled and
discretionary
decision making

23.3

27.9

11
51.2

11
51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

25.6

21.9

14
51.2

14
51.2

Temporary
employee s

GRAND TOTAL

14

14

%

25.6

21.9

3.7

51.2

51.2
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targds

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

51.2

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

25.6

25.6

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

23.3

27.9

11
51.2

11
51.2
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

25.6

21.9

14
51.2

14
51.2

Temporary
employees

GRAND TOTAL

14

14

%

25.6

21.9

3.7

51.2

51.2

DEPARTMENT: NISITRAFFIC/SECURITY

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

48.7

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

38.4

12.8

51.2

51.2
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Semi-skille d and
discretionary
decision making

15
18.7

22
27.5

39
48.7

23.0

10
25.6

20
51.2

59
100

Unskilled and
defined decision
making

16.2

32.5

48.7

48.7

TOTAL
PERMANENT

16
16.6

28
29.0

47
48.7

23.0

10
25.6

20
51.2

67
100

Temporary
employees

GRAND TOTAL

16

28

47

10

20

67

%

16.6

29.0

3.1

48.7

23.0

25.6

2.6

51.2

100

OTransform
and targets 6

he

wor kf

orce

p Mafmiilce ptad i

bheg Orse Miuene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand

Total Targets

Disability

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020
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Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

38.4

12.8

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

15
18.7

22
27.5

39
48.7

23.0

10
25.6

20
51.2

59
100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Unskilled and
defined decision
making

16.2

32.5

48.7

48.7

EE Targets

2017/2018

(+3)

(+3)

2018/2019

2019/2020

TOTAL
PERMANENT

16
16.6

28
29.0

47
48.7

23.0

10
25.6

20
51.2

67
100

Temporary
employees

GRAND TOTAL

16

28

47

10

20

67

%

16.6

29.0

3.1

48.7

23.0

25.6

2.6

51.2

100
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DEPARTMENT: FIRE & RESCUE

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

24.3

24.3

48.7

51.2

51.2

100

Semi-skilled and
discretionary
decision making

15
20.9

14
195

35
48.7

19.2

25.6

51.2

43
100

Unskilled and
defined decision
making

TOTAL
PERMANENT

15
19.7

15
19.7

37
48.7

19.2

25.6

51.2

45
100

Temporary
employees

GRAND TOTAL

15

15

37

45

%

19.7

19.7

9.2

48.7

19.2

25.6

6.4

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management
supervisors,
foremen, and
superintendents

24.3

24.3

48.7

51.2

51.2

100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

15
20.9

14
195

35
48.7

19.2

25.6

51.2

43
100
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EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

15
19.7

15
19.7

37
48.7

19.2

25.6

51.2

45
100

Temporary
employees

GRAND TOTAL

15

15

37

45

%

19.7

19.7

9.2

48.7

19.2

25.6

6.4

51.2

100
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OFFICBF THE DIRECTOR: INFRASTRUCTURE, PLANNING & DEVELOPMENT

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

21.5

19.5

7.6

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled and
discretionary
decision making

25.6

25.6

51.2

51.2

Unskilled and
defined decision
making

TOTAL
PERMANENT

48.7

48.7

25.6

25.6

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

25.6

25.6

51.2

100
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

7.6

48.7

20.3

22.3

51.2

100

Top
Management

48.7

48.7

48.7

EE Targets

2017/2018

-1

2018/2019

2019/2020

Senior
Management

40

40

80

100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

25.6

25.6

51.2

51.2
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EE Targets

2017/2018

-1

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

25.6

25.6

51.2

100

Temporary
employees

GRAND TOTAL

%

48.7

48.7

25.6

25.6

51.2

100

DEPARTMENTTECHNICARVICES

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

24.3

48.7

48.7

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

48.7

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and

14
42.6

16
48.7

16
48.7
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superintendents

Semi-skilled and | 19 18 37 1 1 2 39
discretionary 25.0 23.7 48.7 25.6 25.6 51.2 100
decision making

Unskilled and 70 60 130 4 6 10 140
defined decision 26.2 22.5 48.7 20.5 30.7 51.2 100
making

TOTAL 90 94 2 186 5 6 1 12 198
PERMANENT 23.6 | 24.6 0.5 48.7 21.3 | 25.6 4.3 51.2 100
Temporary 3 3 3
emp|oyee5 48.7 | 48.7 48.7
GRAND TOTAL 90 94 5 189 5 6 1 12 201
% 23.2 | 24.2 1.3 | 487 |21.3 | 256 4.3 51.2 | 100

oTransform the workforce pmMafmilceé ptaunericadgoadse f | ect i|ve
and targets 6

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets

A C I W A C ] W

Benchmark % 215 |195 |01 |76 |48.7 | 203 |223 |0.1 |85 51.2 | 100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior 1 1 2 2
Management 24.3 24.3 | 48.7 48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally 1 1 1
qualified and 48.7 48.7 48.7
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019
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2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

14
42.6

16
48.7

16
48.7

EE Targets

2017/2018

(+1)

(+1)

(+1)

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

19
25.0

18
23.7

37
48.7

25.6

25.6

51.2

39
100

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

70
26.2

60
22.5

130
48.7

20.5

30.7

10
51.2

140
100

EE Targets

2017/2018

(+1)

2018/2019

(+1)

2019/2020

TOTAL
PERMANENT

90
23.6

94
24.6

0.5

186
48.7

213

25.6

12
51.2

198
100

Temporary
employees

48.7

48.7

48.7

GRAND TOTAL

90

94

189

12

201

%

23.2

24.2

1.3

48.7

21.3

25.6

4.3

51.2

100
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DEPARTMENT: ELECTRICAL

OCCUPATIONAL

LEVELS Males Total | Females Total | Grand | Disability
Total Targets

A C | w A C | W

Benchmark % 215 [195 |01 |76 |48.7 | 203 |223 |01 |85 51.2 | 100

Top
Management

Senior 1 1 1
Managemen t 48.7 | 48.7 48.7

Professionally
qualified and
experienced
specialists and
mid -
management

Skilled Technical 5 4 9 1 1 10
and 27.1 21.6 | 48.7 |51.2 51.2 | 100
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled and | 2 2 1 5 2 2 7
discretionary 19.5 19.5 9.7 48.7 51.2 51.2 100

decision making

Unskilled and 3 5 8 8
defined decision 18.3 | 304 48.7 48.7

making

TOTAL 5 12 6 23 3 3 26
PERMANENT 10.6 | 254 12.7 | 48.7 51.2 51.2 100

Temporary
employees

GRAND TOTAL 5 12 6 23 3 3 26

% 10.6 | 254 12.7 | 48.7 | 51.2 51.2 | 100
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OTransform
and targets 6

t

he

wor kf or ce

p Maufiilce ptad i bheg 0rse iluene tr i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Management

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

48.7

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
qualified and
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

27.1

21.6

48.7

51.2

51.2

10
100

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

195

195

48.7

51.2

51.2

100
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

18.3

30.4

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

10.6

12
25.4

12.7

23
48.7

51.2

51.2

26
100

Tempo rary
employees

GRAND TOTAL

12

23

26

%

10.6

25.4

12.7

48.7

51.2

51.2

100

DEPARTMENT: PLANNING & DEVELOPMENT

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

C

Benchmark %

215

19.5

48.7

20.3

22.3

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

48.7

48.7

48.7

Skilled Technical
and
academically
qualifi ed
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

100
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Semi-skilled and 1 2 2 5 5
discretionary 10.2 20.5 20.5 51.2 51.2
decision making

Unskilled and

defined decision

making

TOTAL 3 3 2 2 2 6 9
PERMANENT 48.7 48.7 17.1 17.1 17.1 51.2 100
Temporary 1 1 1 1 2
emp|oyees 48.7 | 48.7 51.2 51.2 100
GRAND TOTAL 3 1 4 2 2 3 7 11
% 36.5 12.2 | 48.7 | 146 | 146 219 |51.2 | 100

oTransform the wor kf ective@thg Mafmii lcé ptad il 6rse fnlumer i
and targets 6

OCCUPATIONAL
LEVELS Males Total | Females Total | Grand | Disability
Total Targets

A C | w A C I W

Benchmark % 215 |195 |01 |76 |48.7 | 203 |223 |0.1 |85 51.2 | 100

Top
Management

EETargets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally 1 1 1
qualified and 48.7 48.7 48.7
experienced
specialists and
mid -
management

EE Targets

2017/2018

2018/2019

2019/2020
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Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

48.7

48.7

51.2

51.2

100

EE Targets

2017/2018

(+1)

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

10.2

20.5

20.5

51.2

51.2

EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL
PERMANENT

48.7

48.7

17.1

17.1

17.1

51.2

100

Temporary
employees

48.7

48.7

51.2

51.2

100

GRAND TOTAL

11

%

36.5

12.2

48.7

14.6

14.6

21.9

51.2

100
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DEPARTMENTUMAN SETTLEMENT

OCCUPATIONAL
LEVELS

Males

Total

Female s

Total

Grand
Total

Disability
Targets

A C

Benchmark %

21.5

19.5

48.7

20.3 | 223

51.2

100

Top
Management

Senior
Management

Professionally
qualified and
experienced
specialists and
mid -
management

24.3

24.3

48.7

48.7

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

Semi-skilled and
discretionary
decision making

24.3

24.3

48.7

51.2

51.2

100

Unskilled and
defined decision
making

TOTAL
PERMANENT

24.3

24.3

48.7

51.2

51.2

100

Temporary
employees

GRAND TOTAL

%

24.3

24.3

48.7

51.2

51.2

100
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O0Tr ansf or m rdelprefile tode r&flectve of the
and targets 6

Municipalityos

numer i

OCCUPATIONAL
LEVELS

Males

Total

Females

Total

Grand
Total

Disability
Targets

A

A

C

Benchmark %

21.5

19.5

48.7

20.3

22.3

51.2

100

Top
Manag ement

EE Targets

2017/2018

2018/2019

2019/2020

Senior
Management

EE Targets

2017/2018

2018/2019

2019/2020

Professionally
quali fied and
experienced
specialists and
mid -
management

24.3

48.7

48.7

EE Targets

2017/2018

2018/2019

2019/2020

Skilled Technical
and
academically
qualified
workers, junior
management,
supervisors,
foremen, and
superintendents

EE Targets

2017/2018

2018/2019

2019/2020

Semi-skilled and
discretionary
decision making

24.3

48.7

51.2

51.2

100
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EE Targets

2017/2018

2018/2019

2019/2020

Unskilled and
defined decision
making

EE Targets

2017/2018

2018/2019

2019/2020

TOTAL 3 3
PERMANENT 24.3 | 24.3

48.7

51.2

51.2 | 100

Temporary
employees

GRAND TOTAL 3 3

% 24.3 | 24.3

48.7

51.2

51.2 | 100

24.2 Age categories of current workforce

Age categories in years No. of Staff (P) No. of Staff (T)
3130 24 2
30-39 223 1
40 - 49 334 3
50 - 59 211 0
60- 65 35 1
65+ 0 3

24.2.1. Analysis of age categories

A significant number of employees have reached the legal retirement age of 60 years
and above. A fair assumption would be that a large  number of permanent employees
will exit Kouga Municipality before the expiry date of the new Employment Equity Plan.

We can then affirm or appoint individuals from the designated groups, which include

people with disability. This will assist in addressing our employment equity targets as
envisaged for the duration of our Employment Equity Plan (2017 6 2020).

A great concern is the number of temporary employees above the age of 65 that are
still in the employment of Kouga Municipality.
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25. Barriers and pr oposed affirmative action measures

The table below reflects those employment policies or practices the

identified as barriers to employment equity, proposed affirmative action measures to

overcome these barriers and the time frames for th

are also indicated.

Municipality has

e implementation of these measures

TIMEFRAME FOR
IMPLEMENTION OF AA

MEASURES
CATEGORIES BARRIERS PROPSALS START DATE| END DATE COMMENT
Recruitment AA targets not | AA targets to
procedures considered be indicated
EE targets not Targeted
speCifi ed on group to be
Adv ertising positions | advertisement | ghacified on
advert
EEand PMS EEand PMS as
not present as | advisor to be
Selection criteria Advisors present to
ensure
compliance
This can be a Employment 01/06/2017 31/07/2020
barrier if Kouga | Equity
Municipality Committee to
. does not follow vet all
Appointments . .
equity targets. appointments
to ensure that
they are in line
with equity
targets.
Not Finalise JD and Follow SALGA
Job classification implemented submit for 01/06/2017 | 31/07/2020 | guidelines
and grading properly grading
Kouga None Determined at
Municipality is 01/06/2017 | 31/07/2020 | bargaining
not able to Counc il at
Remuneration and pay higher National level
benefits rates in order
to attract
designated
employees.

KLM EMPLOYMENT EQUITY PLAN 262020
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Terms & conditions None None
of employment
Job assignments None None
Municipal Lift to installed
Work environment Building not
and facilities accessible for
the disabled
Yes Yes Receive
SkillsLevy
from
LGSETA
and
Council
must
Training and mqu
provision
development -
s within
the
budget
for
Training
&
Develop
ment
Performance and No PMS for PMS cascaded Guidelines
, Managers to lower levels determined by
evaluation systems 9 SALGA
. None None
Promotions
Transfers None
Succession and None None Duration of
experience planning New EEP
Disciplinary None None Guideline_s part
of Collective
measures o
bargaining
. None None
Dismissals
Retention of None None
designated groups
Reasonable None None
accommodation
HIV and AIDS None None
education and
prevention
programmes
Appointed Senior None None

Manager(s) to
manage EE
implementation

KLM EMPLOYMENT EQUITY PLAN 262020
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Budget allocation in None None
support of
employment equity
goals

Time off for None None
employment equity
consultative for umto
meet

26 TRAININGAND DEVELOPEMENT

1 It was identified that a big percenta ge of the workforce is illiterate
1 The Municipality is currently t raining employees by means of A ET and Computer
Training.

27. APPOINTMENTS

1 Where under representa tion has been identified in a particular occupational
level and a vacancy arises at that level , the municipality will without creating an
absolute barrier, give preference to candidates from the designated groups.

1 Any non -designated appointment in an occu pational level where under
representation occurs can only be made with the approval of the Municipal
Manager on advice from  The Human Resources Department

1 Appointments will be made keeping the numerical goals and targets in mind as
set out in Section E of the 2015 EEA 2 Report.

1 Appointments will be done in consultation with The Human Resources
Department informed by the approved Organogram.

1 Appointments will be influenced by the availability of a budget to effect that
appointment.

27.1 Barriers in appoint ments

I Financial constraints - salaries not to exceed 40% of the total budget.
1 Top Management appointments are political appointment S.
1 Low level of mobility within the Kouga Municipality -emp |l oy wakiustil

retirement age of 65.
T Availability of suitable q ualified individuals from the designated groups which are
currently under -represented .
Retention or contractual  appointments of retirees for an extended period.
The current training budget that is currently underfunded
Council is obligated to compliment the training budget with  an additional 1% as
per SALGA Resolution and Section 3 of The Skills Development Levies Act No.9 of
1999.

= —a =9
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28.

29.

30.

KLM EMPLOYMENT EQUITY PLAN 202020

COMMUNICATION

1 The Act as well as the Employment Equity Plans and Reports will be posted in
all the Libraries as well as on all the notice boards of the establishment.

1 The Training Committee members will liaise with their Sections/Departments in
terms of making them aware of the EE process and progress.

9 Diversity awareness programmes.

9 Union/ General Meeting  reports to members.

MONITORING AND EVALUATION

1 The implementation of the plan will be monitored by the Training Committee
/Employment Equity Committee on an ongoing basis.

9 This will be accomplished by having quarterly meetings.

1 An annual report will be produced indicating progress made in terms of
implementation of the plan.

DISPUTE RESOLUTION PROCEDURES

1 This section provides guidelines for situations where there are disputes with
regard to the interpretation and application of the Employment Equity Plan.

9 Furthermore, this will encourage the parties involved in a dispute to
expediently attend to the dispute.

1 The dispute resolution steps are as follows:

V Before the dispute is taken to the CCMA, parties must have exhausted
all internal availabl e procedures as envisaged in the grievance Policy/
procedure.

V If the dispute is not internally resolved, any party to the dispute may, in
writing, within 30 days, refer the dispute to the CCMA.
V The CCMA shall attempt to resolve the dispute through concilia tion.

V If the dispute remains unresolved after an attempted conciliation , any

party to the dispute may, within 7 days refer it to the Labour Court.
V All parties to the dispute may consent to arbitration of the dispute by
the CCMA.
1 In respect of a dispute in  terms of Chapter 2 of the Employment Equity Act,
the relevant provisions of Section 10 of the Employment Equity Act will apply.

1 However if a dispute has been referred to the CCMA by a party in terms of
Chapter 2 against an employer being reviewed by the D irector General in
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terms of Section 43, there may not be conciliation or adjudication in respect
of the dispute until the review has been completed and the employer has
been informed by the outcome.

1 For the purposes of Section 5 of the Employment Equity A ct 55 of 1998,
oemployeed includes a former employee

31. Council will pursue means to address the past imbalances through the following
strategies:

1. RECRUITMENT AND SELECTION

91 Preference will be given to suitable qualif  ied candidate from designated
groups.

91 Should there be no suitable qualified candidate from the designated group,
a suitably qualified candidate from non -designated groups will be employed
for shorter period of employment as the original advertised period o f
employment the post was advertised and measures will be made to develop
a candidate from within of the designated group to succeed the appointed
non -designated candidate, failing which the market will be tested to attract
candidates form designated group S.

2. ACCELERATED DEVELOPMENT

Where employees perform and exercise responsibilities at a higher level than
their current designation or have the potential to function at such higher,
accelerated development opportunities may be offered that shall equip the
employee with the competencies required at that level. Preference may also be
given to such employees above those not included in the programme who
gualifies to receive such development.

3. SUCCESSION PLANNING

Where post is identified as critical for effect  ive service delivery, will became
vacant through natural nutrition, severance package or pension, and it is
necessary and that an employee from a designated group succeeds the
incumbent, employees who have the potential or ability to function at such

level and in such post, shall be afforded  the opportunity of being exposed to
the function and responsibilities of that post. Subsequent to their prior
assessment in the programme employees shall be exposed to management
environment, rotated under the supervisi  on of the incumbent and allowed to
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act in such post during the absence of the incumbent. The normal process of
selection for appointment shall nonetheless apply.

4. SHADOW POSTING

To improve the level of competency of employees to be able to perform and
be considered for appointment at management level and/or higher level,
employees from designated may be identified as understudies to incumbents
in management positions to be exposed to management experience and
expertise of that level and/or post, shadow pos ting shall also be utilized in
respected of occupational categories where particular disparities have been
identified to exposed employees to the core functions of such occupations.
Coaches and/or mentors who shall provide guidance and direction to the

emp loyees may be chosen by the employees themselves and/or business
unit managers.

5. BRIDGING PROGRAMME

Where a sufficient number of employees from a designated group cannot be
appointed or utilized in a particular occupational category on the basis of
lack of particular competencies, bridging programmes may be utilized to fast
track the acquisition of such competencies.

6. STUDY ASSISTANCE AND LEARNERSHIPS

1 These must assistemployees in acquiring  a qualification that assist Council in
achieving its strategic  IDP objectives by investing in its human capital

9 It must lead to an occupational related qualification registered on the
National Qual ification Framework, based on organis ational needs, policies

and the need to address disparities in identified occupationa | categories and

levels.

7. SECONDMENTS

Opportunities ma y be create to acquire specialis  ed or scarce expertise by
temporary seconding an employee to another department in such skills,
expertise of experience may be acquired.

8. FIXED TERM CONTRACT

Where part icular skills are not available in a occupational level or categories,
a person may be appointed from a non -designated group who have such
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