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1. PREAMBLE

The uMgungundlovu Economic Development Agency considers imperative to its future business
success, the promotion of equality, the development of the previously disadvantaged and the
creation of a culture that supports diversity. The Entity therefore commits itself to becoming
demographically representative in order to redress the inequities and imbalances of the past, in
keeping with the process of transformation in South Africa in accordance to the Constitution of
the Republic of South Africa, 1996 and the Employment Equity Act, no. 55 of 1998.

PURPOSE

Inaccordance to the Employment Equity Act, No. 55 of 1998, the purpose of this policy is to ensure
the following:

2.1.
2.2.

2.3.

24.

Promote equal opportunities, fair and just treatment in employment practices.
Implement affirmative action measures to redress the disadvantages in employment
experienced by designated groups in order to ensure the equitable representation in all
occupational levels in the workforce.

Provide guidelines to foster diversity in the entity through the introduction of
Employment Equity and Affirmative Action initiatives to transform and maintain the
entity as a non-discriminatory Entity and to serve as a basis for the continuous review of
the employment equity plan.

Ensure the continued sustainability, growth and competitiveness of Entity while also
empowering those employees who were previously disadvantaged to enhance the skills
mix cross all populations.

3. SCOPE OF APPLICATION

This policy applies to all employees of the Entity inclusive of Fixed Term Contracts.

4. LEGISLATIVE FRAMEWORK

4.1.
4.2.
4.3.
4.4.
4.5.
4.6.
4.7.
4.8.
4.9.

The Constitution of the Republic of South Africa, 1996 as amended in 2005;
Employment Equity Act, No.55 of 1998 as amended

Municipal Systems Act

Basic conditions of Employment Act, No.75 of 1997

Labour Relations Act, No. 66 of 1995

Skills Development Act, No.97 of 1998

Promotion of Equality and Prevention of unfair discrimination Act, No.4 of 2000
South African Local Government Bargaining Council {SALGBC)

Broad-Based Black Economic Empowerment, Act 53 of 2003



4.10. Protection of Personal Information Act, 2013 as amended

5. ABBREVIATIONS AND DEFINITIONS

-

Designated groups

This means black people (i.e. Africans, Coloureds and Indians),
women and people with disabilities who are natural persons and
citizens of the Republic of South Africa by birth or descent; or who are
citizens of the Republic of South Africa by naturalisation that occurred
before the commencement date of the Constitution of the Republic
of South Africa Act of 1993 (i.e. 27 April 1994); or who became citizens
of the Republic of South Africa on the commencement date of the
Constitution of the Republic of South Africa Act of 1993, but who
would have been entitled to acquire citizenship by naturalization
before that date had the Apartheid policy not been in place.

People with disabilities

Means people who have a long-term or recurring physical or mental
impairment which substantially limits their prospects of entry into, or
advancement in, employment.

Employment Equity Plan

Means a plan drawn in compliance with Equity Act as a framework for
proactive elimination of unfair discrimination and implementation of
affirmative actions measures to advance people from designated
groups in response to barriers identified through an Employment
Equity audit and to ensure their equitable representation.

Affirmative Action

Means special measures or corrective actions designated to give
preferences in the workplace to those who were previously
disadvantaged.

| Reasonable
Accommodation

The term ‘reasonable accommodation’ is generally understood to
mean the provision of enhanced equipment (whether this refers to
computer aids or specially adapted furniture) and improved access
arrangements,

EEA Employment Equity Act, 55 of 1998

LRA Labour Relations Act, 66 of 1995

SDA Skills Development Act, 1998

BCEA Basic Conditions of Employment Act, 1997

6. GUIDING PRINCIPLES

To ensure successful implementation of this policy, the following shall be the guiding principles:

6.1. Fairness

6.1.1

The Entity has duty to ensure the equitable representation of designated

groups in all employment levels must be fulfilled in a fair and equitable
manner, by taking into account and balancing all relevant interests and
considerations, which include the employment interests and legitimate
aspirations of non-designated groups.




6.1.2

6.1.3

Consistent with the principle of fairness, the Entity shall not take any decision
concerning an employment policy or practice outside the prescribing
legislation that will establish unnecessary and unfair barriers to the
prospective or continued employment or advancement of non-designated
people.

The Entity will promote a culture of human dignity, respect and a sense of
belonging to all employees.

6.2. Transparency and accountability

6.2.1.

6.2.2.

All employment equity measures and decisions must be taken in a
transparent manner, which includes the duty to justify such measures or
decisions by providing adequate reasons to interested parties.
Non-marginalisation

6.2.2.1. The Entity will create an atmosphere where all its employees
will have the opportunity to contribute towards the betterment
of the Entity.

6.2.2.2. The Entity will ensure that no staff member is treated in a way
that makes him/her feel sidelined and marginalized in any way.

6.3. Transparency

6.3.1.

The Entity will endeavour to be transparent in all employment equity
measures, and all decisions will be taken in fair and transparent manner.

6.4. Communication and consultation

7. THE POLICY

6.4.1.

6.4.2.

6.4.3.

in line with its commitment to transparency, the Entity shall ensure that all
policies, programmes and procedures relating to employment equity are
developed on a consultative basis with employees and staff members are
afforded a reasonable opportunity to participate in decision-making.

The Human Resources Department shall play a major role in making sure that
the policy is monitored and implemented of this policy. The Heads of
Departments also have a major role in ensuring that their business units
comply with this policy.

Human Resources shall be responsible for creating awareness and compliance
with the policy throughout the entity.

7.1.  In terms of this policy, the Entity will institute active measures to eradicate any unfair
discrimination (including indirect discrimination) and will take steps to reverse the
underrepresentation of designated groups at all levels of employment within the

company.

7.2. Employment Equity has the following essential components:

7.2.1.

The removal of discriminatory barriers to employment and promotion. This
includes the review and redesign (where necessary) of all human resource
and employment practices, procedures and systems to ensure that only



7.2.2.

7.2.3.

genuine occupational requirements are considered in making employment
decisions.

The establishment of internal goals and timetables towards the achievement
of employment equity by encouraging the recruitment, hiring, training and
promotion of suitably qualified persons in the designated groups.

The improvement in the quality of the participation of designated groups in
the company through appropriate hiring, training, development and
promotion.

7.3. For the purposes of this policy, “suitably qualified” means suitably qualified as a result of
one of, or any combination of:

7.3.1.
7.3.2.
7.3.3.
7.3.4.

formal qualifications;

prior learning;

relevant experience; or

being capable of acquiring, within a reasonable time, the ability to do the job.

7.4. The implementation of employment equity in order to create opportunities for
designation groups will not result in job losses to employees who do not belong to a
designated group

8. PROCEDURE

8.1. Employment Equity (EE) must be endorsed by the Board and driven by the CEO and senior
management who will:

8.1.1.

3.1.2.

8.1.3.

8.1.4.

Provide leadership, demonstrate personal commitment and support the EE
policy, plan and programmes.

Report annually to the Board by providing detailed information about the
progress of EE.

Ensure legal compliance through submission of EE reports and plans to the
Department of Labour required.

Ensure that EE is integrated into the strategic, operational and service delivery
plans and management practices.

8.2. Create a working environment which is conducive to addressing the needs of designated
and non-designated groups of employees within their departments Employees should:

8.2.1.
8.2.2.

8.2.3.

8.24.

Utilize opportunities for training and career development.

Contribute constructively and actively towards achieving the Entity’s strategic
goals and objectives.

Be proactive in communicating their priorities and concerns about EE
programmes to their line managers and be open and positive about their
values be helping others to understand them.

Monitor the implementation plan of the EE Plan.

9. EMPLOYMENT EQUITY PLAN

9.1. An employment equity plan will be implemented which will:

9.1.1.

Eliminate all forms of discrimination, either direct or indirect, particularly
towards designated groups.



9.1.2.

9.1.3.
9.1.4.

Prescribe to and exceed the numerical targets as per the requirements of the
EEA.

Align policies, procedures and practices to support the principles of EEA.

Be communicated to employees to ensure understanding of the needs,
process and changes envisaged.

9.2. Alignment of HR practices to the employment equity plan

10. DIVERSITY

9.2.1.

9.2.2.

9.2.3.

Recruitment and Selection policies will aim to achieve the numerical targets
of the EE plan and compliance with the requirements of the EEA and will be
done by:

9.2.1.1. Clearly defining skills, knowledge and competencies required
for all vacant positions in order to attract candidates with the
required potential.

9.2.1.2. Advertising all vacant positions through advertising/
recruitment sources that comply with the company’s
specifications.

9.2.1.3. Ensuring that job advertisement, both internal and external,
will not contain language that implies direct or indirect
discrimination.

9.2.1.4. Giving preference, wherever possible, to employment of
suitability qualified members of the designated groups as
defined in the EEA.

9.2.1.5. Using only certified and accredited psychometric and
psychological tests or similar assessments to test the suitability
of prospective candidates for specific vacant posts.

9.2.1.6. Observing EEA guidelines as well as the Entity’s EE Plan while
effecting promotions and internal recruitment process.

Provision of bursary assistance, internships, coaching, mentoring and other
competency building programmes to ensure opportunities for career
development.

Structuring of performance management, training and development policies,
procedures and practices to ensure promotion of career growth of all
employees.

10.1. The Entity strives to develop a work environment and culture that is non-discriminatory
and welcoming to diversity, which will establish a relationship of mutual trust and
cooperation, and self-confidence and change perceptions that are discriminatory

10.2. The Entity recognises that diversity within the profile of its workforce is desirable from a
number of perspectives. Seeking and valuing diversity will enlarge the pool of skilled
applicants available to the company. It will better reflect the wider marketplace and assist
in a better understanding of that marketplace. It will also develop creative human
resources and other management skills and most importantly keep with the positive
transformation of the South African society.



10.3. The Entity shall also develop a Change Leadership strategy and Diversity Management
programme on a regular to ensure that it adapts to the VUCA (Volatile, Uncertain,
Complex, and Ambiguous) world.

11. TRANSFORMATION/B-BBEE ACT

Broad-Based Black

Economic Empowerment, Act 53 of 2003, this act provides the legislative

framework for broad-based black economic empowerment in South Africa. The primary purpose
of the B-BBEE Act and the Sector Codes is to address the legacy of exclusionary apartheid policies
and enhance the economic participation of black people in the South African economy. The B-
BBEE Act is in compliance with Employment Equity Act.

12. ROLES AND RESPONSIBILITIES

12.1. The Entity

12.1.1.
12.1.2.
12.1.3.
12.1.4.
12.1.5.

12.1.6.

To implement Employment Equity Measures

Identify and eliminate employment barriers

Implement measures to further diversity in the workplace

Make reasonable accommodation for people from designated groups

Ensure the equitable representation of suitably qualified people from
designated groups in all occupational categories and levels in the workforce
Retain and develop people from designated groups and to implement
appropriate training measures.

12.2. HR Sub-Committee

12.2.1.
12.2.2.

12.2.3.

12.2.4.

The HR-Sub-Committee is to ensure integration.

Participate meaningfully in the development and implementation of the
Employment Equity policy and plan.

Participate in the implementation of the Entity ‘s EE Plan and address any
other relevant matters pertaining to employment equity issues in a proactive
manner.

Participate in conducting analyses of the Entity’s workforce composition on a
continuous basis.

13. DISPUTE RESOLUTION

Any grievances and or disputes coming from the implementation or interpretation of the EE policy
must be dealt with in terms of the Grievance and Disciplinary policy.

14. POLICY REVIEW



14. POLICY REVIEW

This policy may be reviewed as and when the Board and Accounting Officer see necessary from date
of approval or earlier if required by circumstances.

15. APPROVAL OF THE POLICY

Approved by the Board of Directors at its meeting on the lﬁl— of Ordooe— 2022

Chairperson:

Signature ‘- /) % Date:

01 November 2022
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