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ANNEXURE A:
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ANNEXURE B:
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ANNEXURE C:

DRAFT EMPLOYMENT EQUITY REPORT (2002)
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ANNEXURE B

1.1

1.2

1.3

1.4

1.5

1.6

MATJHABENG MUNICIPALITY

DRAFT EMPLOYMENT EQUITY POLICY

RATIONALE

The Matjhabeng Municipality views itself as an integral part of the South
African political, social and economic community. We endorse the
process of democratisation and strive fo support this procass through
the creation of conditions in the workplace as well as in the sphere of

influence of the Municipality. ' ' S

The Matjhabeng Municipality is committed to the success of
employment equity as a top priority but realises that instant results .
cannot be expacted. Employment Equity is seen as a long term process
and as a fotally new approach to the davelopment of potential with
special emphasis on designated groups as defined in the Employment
Equity Act of 1988.

"The Matjhabéng Municipality believes that the future success of the

organisation will largely depend on the way in which our human
resources are managed, The eradication of all forms of discrimination
and the implementation of employment equity will produce systems and
structures that are more fair and more efficient and it will broaden the
poo! of suitable candidates for jobs. '

The Matjhabeng Municipality believes that the achievement of world-‘
ciass standards and global competitiveness will require that the skills of-
every individual will have to be tapped. - - '

In order to ensure this, the Matjhabeng Municipality will embark on a
process of social fransformation to.remove the barriers to the
employment and advancement of all South Africans and to accelerate
the training and promotion of individuals from historically disadvantaged
groups (Blacks, women and people with disabiiities). :

Through the implementation of Employment Equity programmes, the
Matihabeng Municipality will create an environment of sustainable
diversity as its competitive advantage for the future, :




2.1

2.2

2.3
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2.5
26

3.1

3.2

3.3

AIM GF THIS POLICY
The aim of this policy is to ensure:

That no dlscnmlnatory practices, lmpllc:lt or expllcrt exist anywhere in
the organisation. :

That all forms of sexual and racial harassment be eliminated.

That no barriers exist in the workplace that unfairly restrict employment

and promofion opportunities of any person.

An enhanced representation of currently underrepresented categories
of people, with the emphasis on Black people, women and people with
disabilities, at all levels of the organisation, focussed on the long-term
objective of reflecting the demographics of the population.

That all policies and practices are fair, equitable and non-discriminatory.

An organisational culture in which dwersﬁy is encouraged and valued
while focussing on shared ‘values in order to develop team spirit,
promoting -mutual understanding, optimising potentlal and achieving
organisational goals in serving the community,

ASSESEMENT OF CURRENT REALITY

All Human Resource Policies, Procedures, Practices and the Working
Environment will be audited to identify barriers that adversely affect the
employment opporiunities and advancement of black people, women
and poople with disabiiities (Human Resource Audit). Employment
policies and practices include recruitment procedures, advertising and
selection criteria, appointment processes, job classification and grading,

remuneration, job assignments, facilities, skills development,”

performance evaluation, promotion, transfer, demotlon _discipline and
dismissals.

In addition, Matjhabeng Municipality will conduct an Organisational
Climate Assessment to test the perceptions of employees with regard to
discrimination, barriers to advancement end accommodation and
advancement of diversity.

Matjhabeng Municipality will also conduct a Demographic Profile of its
workforce in each occupational category and level to determine the
level of under-representation of blacks, women and people with
disabilities.




EMPLOYMENT EQUITY PLAN

In order for Matjhabeng Municipality fo realise its employment equity
objactives, a detailed Employment Equity Plan, which will be informed
by the results of the Assessment of the Current Reality —the HR Audit,
the Organisational Glimate Assessment ahd the Demographic Profile of
the Workforce — will be developed in consultation with the various

- employee constituencies. :

4.2

424
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4.2.3
4.2.3.1

4.2.3.2

4233

4234

42.4
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4.2.6

The Employment Equity Plan will address the fo!lowinq_:

The-Objectives to be achieved for each year of the Plan, in realising
Employment Equity Goals;

“The Employment Barriers that adversely affect the employment
‘opportunities and advancement of black people, women and people
with disabilities, identified through the HR Audit, and the steps to be
, taken to eliminate those barriers;

Positive Measures to be implemented for black people, women and
people with disabilities in the workplace, which will include:

Measures to further diversity, regarding’ the equal dignity and
respect for all people;

Modifications or adestmehts to jobs or the working environment
that will enable persons with disabilities to access, t¢ participate or
to advance in employment;

Affirmative Action measures, such as the preferential treatment to
appoint and promote suitably qualified black people, women and
people with disabilities to ensure their equitable representation in all
occupational categories and levels; and '

Measures to retsin, train and develop-black -people, -women and
* people with disabilities.

A Timetable for each year of the Pilan for the achievement of the
above objectives and measures (4.2.1 to 4.2.3);

Numerical Goals to achieve an equitable representation ‘of black
- people and women, -as measured against the demographics of the
population, within each occupational category and level;

Strategies and Timetable to achieve the Numerical Goals in 4.2.5;

Tes
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4.2.10
4.3

4.3.1

43.2

4.3.3

5.1

51.1

51.2

51.3
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‘Duration of the Plan, whiich will be between one and five year;

Procedures to Mdnitor and Evaluate the lmplementatibn of the Plah; :

Intermnal Procedures to Resolve any Dispute about the inferpretation

~ or implementation of the Plan; and

The Senior Mahagéme’nt Employees who will be responsible for
implementing and monitoring the Plan.

'In the Application of the Employment Equity Plan it is the view of
Matjhabeng Municipality that:

Equality of opportunity does not confradict the necessity to appoint
competent people who are capable of meeling job requiraments.
The Municipality remains committed to maintaining bigh standards in
the provision of iis services and rejects all forms of tokenism,
nepotism and paternalism in its endeavors to achieve equity; and

Fmployment Equity programmes will not unduly trample on the

reasonable and legitimate interests of any individual, irrespective of
race, gender and disability.

The Municipality will not create positions in an effort to achieve goals

set in the equity plans by forcing any employee to vacate his/her job,

eithier by retrenchment or early retirement.

COMMUNICATION AND CONSULTATION

Matjhabeng Municipality. will implement this Policy with the full
participation of employee organisations and structures, Tothisend:

An Employment Equity -Committee \Mllbe established, interacting
directly with the office of the Municipal Manager;

The Employment E?quity Committee will be a consultative forum
representing the interests of all levels of management and employee,
and representative from black employees, female employees, and
employees with disabilities; :

The Employment Equity Committee will oversee the -Human
Resource ‘Audit, the Organisational Climate Assessment, and the
Demographic Profile of the workplace, as well as the developiment of
the Employment Equity Plan;

o
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6.2
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6.3.3
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6.3.5
6.3.6
6.3.7

6.3.8
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The Employment Equity Commitiee will monitor the implementation
and progress of the Employment Equity Plan.

This Policy and details of the Employment Equity Plan will be made -

available to all employees for copying and consultation.

ROLES AND RESPONSIBILITIES

The ultimate responsibility for the successful implementation of the
Policy resides with the Municipal Manager as the accountable officer.

Line Management / Functional Managers will be contracted, in terms of

the Employment Equity-Plan, to assume responsibility for the-

implementation of Affirmative Action Measures and the achievement of
Mumerical Targets regarding the employment of black people and
women.

The Human Resources Department will act as a facilitator and provide
a supportive role, with specific attention for:

Advising relevant parties (Line Management / Representatives, etc.)
on the development and implementation of policy and programmes,

Ongoing advicé on issues of racial and gender sensitivity;
Mediation of conflicts arising out of the implementation of the Policy;
Facilitation of discussions at Erhployment Equity Committee; and

Evaluating and improving grievance procedures to minimise the
possibility of discriminatory harassment,

Aclvising the Municipal Manager on the development of Equity Policy
and Strategy; :

Commissioning the performance of Human Resource Audits and
Organisational Climate Assessment studies;

Consolidating the results of the Audit and Climate Assessment
Studies, facilitating feedback to the Employment Equity Committee
Management, and assisting in the analysis and interpretation of the
information, the setting of Numerical Targets and devising
appropriate Employment Equity Plans;

o -




6.3.9.
6.3.10
6.3._1 1_
6.3.12

6.3.13

8.3.14

8.4

7.1

7.2

7.3

7.4

Co-ordinating the initial and annua! reporting on the Employment

" Equity Plan to Council and the Director—General of Labour'

Ensuring compllance by Matjhabeng Mumcnpahty thh all applicable
legislative requwements regarding Employment Equity; -

Devising strategies and action plans to gain buy-in at all levels within
the Municipality for the Employment Equity Policy and Strategy;

Ensuring the creation and existence of the requisite capacity,
including the provision of knowledge and skills to Management at all
levels, to ensure the successful implementation of the Employment
Equlty Policy and Strategy,

Devising and overseelng the implementation of appropnate Human

Resource sfrategies, to facilitate the - implementation of the.

Employment EqUitylPlan; and

Appointing / commissioning Consultants to assist it in the
implementation of any of its responsibilities in terms of this Policy.

* In order to ensure that Mat}habeng Municipality obtains the advantage

of an independent assessment of its current reality, the Human
Resource Audit and it2 Organisational Climate Assessment will be
considered to be conducted by external equﬁy Consultants.

MONITORING AND EVALUATION
The Municipal Manager will be tasked with the responsibil-ity of
overseeing the efiective implementation of the agreed . upon

Employment Equity Pian,

Executive Managers will report annually on the progress against the

Empldyment Equity Plan for their Departiments -to the Municipal

Manager. ~ Progress reports will also be.tabled at Employment Equity
Committee meetings for discussion of progress.

Consolidated monitbring reports on implementaﬁon of Equity Plans
within Matjhabeng Municipality will be subm:tted to Council on an
annuel basis. .

The achievement of targets, in relation to Affirmative Action measures |

and Numerical Goals, in terms of the Employment Equity Plan, will form
part of the Key Performance Areas against which Line Managers will be
evaluated. :

i




7.5

7.6

8.1,

8.2

8.3

8.4

8.4

10.

Line Maﬁagérs will also. be evaluated on their ability and efforts to

develop and retain their staff; and

Matjhabeng Municipality will ensure that its Employment Equity Report
is submitted to the Director-General of the Depariment of Labour, in
terms of the provisions of the Employment Equity Act..

-

ORGANISATIGNAL CAPABILITY AND DIVERSITY

The success of the Policy will be underscored by the implementation of
a common value system that will be developed interactively with
employees at all levels within the Municipality. o

An organisational culture conducive to the interests of black people, . .
women and people with disabilities will be developed. -

Matjhabeng Municipality will implement measures to accommodate the
various cultural, religious and social interests of the people in its
employ, ' '

Communication and tréining programmes to promote understanding
and appreciation of various cultural diversities will be implemented.

- All managers will be equipped with the skills to mentor and coach the

diverse composition of their staif so as to optimise the human potential
in the organisation. :

OUTSOURCING PRACTICES

A committed attempt will be made by Matihabeng Municipality to source
a significant number of outside purchases of goods and services from
competitive Black and women-owned and/or managed firms.

INDEPENDENT SUPPLIERS

Matihabeng Municipality will make every attempt to deal with
organisations and companies which address the needs of the
historically disadvantaged categories, especially Black people and
women, in their own policies and practices. '

N




23

ANNEXURE C

EMPLOYMENT EQUITY REPORT: MATJHABENG MUN!G!PALITY_E

Section A: Employer Details

Employer Matjhabeng Municipality
(Welkom, Allanridge, Odendaalsrus; Ventersburg, Virginia &
Hennenman).
Registration No.: Not applicable :
SARS Registration Numbers: 7050710583; 7170710570; 771 0710502 7240710576,
‘ _ 7120710571; 7580710507; 7150710574
UIF Number 1178869 .
- Industry Sector Local Government
Contact Person : The Municipal Manager
Address PO Box 708 |
Welkom
Town/City - Welkom
Postal Code 9459
Telephone No.: : 057-3913911
Fax No.: 057-3532482
E-Mail Address Welmun@iafrica.com
Date of Submission | 30/09/2002

Organ of state:

rYes [ No |

|
Are you voluntarily complying with this Act as specified in section 14:

™ Yes | No_ |
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Section B: Workforce Profile

1. Date of workforce profile; 30/09/2002

2. Total number of émployees (including employees with disabilities) per occupational

. category:
. Occupational Male Female TOTAL
~ Categories 1 (100%)
African|Coloured|Indian| White [ African|Coloured| indian Vihite
Legistators, senior 14 - - 18 5 - - 2 39
officials and managers | (36% (46%) || (13%) ' (5%) -
Professionals . 6 - - 42 3, - - 3 . 54
: . : {11%) {78%) (6%) - {6%)
Techniclans and 14 2 - © 43 26 - - 15 101
associate professionals__| (14%) (2%) (43%) | (20%) {1%) (15%)
Clerks i 183 10 - 60 124 9 - 86 482
_ (40%) {2%) (12%) 1 (258%) (2%) {18%) S
Service and sales 75 5 - 31 6 3 - 9 129
vOTKGTS {(58%:) {4%) {24 %) {5%0) {2%) {7%0)
Skiiled agricultural and “ - - - - - - - -
fishery Workers
Craft and related trades 10 - - 5 - “ - - 16
vorkers (67%) (33%)
Plant and machine 615 11 - - 47 - - - 673
operators and assemblers| (81%) | (2%) {7%)
Elementary occupations | 647 6 - 4 105 4 - 3 769
: (84%) {1%) (1%) (14%) (1%) (0%)
TOTAL PERMANENT 1574 34 203 316 17 118 2262
: {69%) (2%) (9%) (14%) (1%) {5%)
Non — permanent - - - - - - - - N
employees
TOTAL 1574 | | 34 L 203 316 17 118 2262

T

o
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3. Total number of employees with disabilities per occupational category:
Occupational Categories - Male ' Female TOTAL
African | Coloured | Indian White | African |Coloured; Indian | White
Legislators, senior officials - - - - - - . N -
and managers
Professionals - - - . - - - - 1
Technicians and associate - - - 1 - - . - 1
professionals :
Clerks 1 1 - 4 1 - - 2 g
P, .i and machine operators - - - - - - - _ -
and assemblers
Elementary occupations - - . - N ” - T
TOTAL PERMANENT 2 1 - 6 1 - - 2 12
Non — permanent employees - - - - - - - - -
TOTAL 2 1 - 6 1 - - 2 12
4. Total number of employees (including employees with disabilities) per occupational level:
Cccupational Levels Viale Female TOTAL
; African IColoured [Indian | White African |Coloured |indian | White  |(100%)
Top managemernt 3 - - 1 - - - - 4
(75%) {(25%)
Senjor management 10 - - 18 5 - - 2 35
(29%) (51%) (14%) (6%)
Professionally qualified 8 1 - 56 9 7 M T 86
and experienced specialists | (10%) (1%) (65%) (10%) (1%) (13%) :
and mid-management . _
Skilled technical and 175 14 - 122 - 126 10 - 94 541
Academically qualified (32%) (3%) (23%) (23%) (2%) {(17%)
workers, junior management, ‘ :
semi-skilled and discretionary] 494 12 - 5 43 2 - 8 564
Decision making (88%) (2%) (1%) (8%) (0%) (1%)
Unskilied and defined 881 7 - 4 133 4 - 3 | 1032
decision makKing - (85%) (2%) (0%) {13%) (0%) (0%)
TOTAL PERMANENT 1571 34 - 208- 316 17 - 118 2262
(69%) {(2%) (9%} {14%) (1%) (5%}
Non — permanent employees - - - - - - - - - -
TOTAL o
1571 24 - 206 316 17 - 118 2262




3. Total number of e‘mp-loyees with disabilities per occupational level:

=

"“Occupational Levels

Male

Female

Coioured |Indian

White

Coloured jIndian

White

TOTAL

»p management

African

anior management

-ofessionally qualified
1d experienced spacialists
1d mid-rmanagement

<illed technical and.
sademically qualified

srkers, junior management, |

ipervisors, foremen, and
jperintendents

smi-skilled and discretionary
reision making

nskilled and defined
- 1cision making

OTAL PERMANENT

i2

5n — pemmnanent employees

OTAL

12




Section C: Workforce movement

Reporting }:i'ei’iod for workforce movement (past 12 months) From: 01/10/2001 °
To: a0/09/2002

6. Recruitment (total number of new recruits during the tfwelve months preceding this-
report):

e o

{ Occupational Levels’ Male Female - TOTAL
) African |Coloured lIndian (White [African|Coloured Indian {White

Top management - - - . - " - - -

Senlor management ‘ 2 - . - - - - - 2

Professlonally quakified 1 - - - - - - - 1

and expenenoed speclallsts and .

mid-rmanagenent '

Skilled technical and 7 - - 2 18 - - - 27

Academtcally quakified workers,

Junior management, supervisors,
|Foremen, and superintendents

Semn—shlled‘and discretionary 2 ' - - 2 3 - - - 7
Peclslon makmg ’ ' '

Unskiied and defined decision | 4 T - - 1 - . - 5
Making ) . .
TOTAL PERMANENT | 16 - | - 4 22 | - -1 - 42
[Paople with disabiities | | T 1T 1 ] 1

7. Promotion (the total number of promotions into each occupational level during the
twelve months preceding this report) '

Occupational Leveis | ~ Male . Female TOTAL.
African |Colouredlindian [White jAfrican Coloured]indian (White

Top management e

Senlor mahagement ] _ . N Al

Pr ofeSSlonaliy qualified - . . : T TR
And expenenced specialistsand | - : i
MId-management .

Skilled technical and - - - - - 1 - 1 2
Acadernically quafifled workers,
Junior management,
supervisors, -

Foremen, arkl superintendents
Semi-skilled and discretionary
Degislon making -

Unskilled and defined decislon
Making

TOTAL PERMANENT - - o - I - 1 p 1 7

-[Peop1§wﬁh disabllities | 1 ] I I | b L il




Section C: Workforce movement - confinued

8. Termination

8.1 Termination: (fotal number of terminations in each occupational level during the '
twelve months preceding this report) '

Occupational Levels Male Female TOTAL

African [Coloured [Indian [White jAfrican|{Coloured |indian |White ]
Top management ) - - - - - - - - -
Senlor management - - - - - - - - -
Professlonally qualified 1 - - - - - - - 1
and expetienced speclalists
and mid-managemeant

Skilled technical and 14 - - g - 5 1 _ 4 30
academically qualified workers, ’
junlor management,
supervisors, -

foremen, and superintendents
Seml-skilled and discretionary 31 2 - - - - - 1 24
declslon making

Unsldlled and defined declsion| 34 1 - - 1 1 - - 37
making .

TOTAL PERMANENT 80 3 - 6 &

rN

102

[People with disabilities | [ L | i I [ -1 | il

8.2 Termination categories: (total number of terminations in each category during the
twelve months preceding this report)

i

Terminations Male * Female TOTAL
African |Coloured [Indian [White[African _|Coloured {indian (White
Resignation ‘ g - - 2 3 1 -« .} B 19
Nen-renewal of contract - - - - - - - - N
Dismissal — Operational : C -
requirements {relrenchmeit) .
Dismissal - misconduct 8 - - - - - - _ 8
Dismissal - incapacity - - - - - - - -
Other: '
Abscond 16 - - - - - - . - 16
Retlrement 15 2 - - 1 - - 19
Deceased 30 1 - 2 2 - - - 25
Il Health 3 - - 2 - - - - [
Total 80 3 - 6 6 2 - & 102

Section D: Disciplinary Action

9. Disciplinary action: (total number of disciplinary actions during the twelve months
preceding fhis report) '

Male Female
|African [Coloured |[Indian {WhitelAfrican |Coloured |Indian {White
[ Disciplinary Action 73 9 - 3 - - - a
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Section E: Skills Development
- 40. Training: (total number of people who received trammg in eac:h occupatlonal category
during the twelve months preceding this report)
Occupational Male Female TOTAL
Categories K | . :
African] Col. | ind. | White |Affican| Col. | Ind. } White
L c-istators, senior 5 - - 7 1 - - 1 14
ofticials and
managers
Professionals - - - 2 10 - - 4 16
Technicians and 13 - - 2 8 - - 6 29
associate .
professionals S
Clerks 27 - - 4 30 2 - 8 71
Service and sales 5 2 - 3 12 2 - 2 26
workers ' '
Skilled agricultural - - - - - - - - -
¢ fishery workers
Craft and related 14 - - 3 - - - - 17
trades workers
Plant and machine 14 1 - 6 - - - - 21
operators and :
assemblers :
Elementary 39 - - 4 20 2 - - 65
occupations
L

TOTAL 117 3 “ Y| 81 6 - 21 259
PERMANENT :
Non — permanent - - - - - - - - -
employees
TOTAL 117 3 - 31 81 & - 21 259




Section F: Qualitative Assessment

“11. Awareness of Employment Equity -

.11.1 Please indicate which of the following awareness measures were implemented by

your organisation:

Yes | No

.Formal written communication _
Policy staterent includes reference to employment equity X
Summary of the Act displayed
Employment Equity training
Dlversity manapement programmes . .
Discrimination awareness programmes
Other {please specify):

»

E Rl b

‘ 112_ Please indicate how many employses received employment equity/non-
' dlscnmlnat:on training during the past year:

[ Number of employees trained | None |

12. . Consultation

The Employment Equity Plan for the amalgamafed sfructure still to be finalised. A
Draft plan was compiled and will be submiited for approval by all stakeholders.

(12.1 - 12.3 Not Applicable)

12.1 Please indicate which stakeholders were involved in the consultation process prior
to the development of your employment equity plan:

Yes No

Workplace forum

Consultative body or forum (The Draft Employment Equity Plan to be
used as working document for consultation within the Local Labour
Forum)

Registered trade union (s)

Employees

Other (Please specify):

12.2 What was the level of agreem'ent reached in the formulation of the plan:

| Total | Sufficient | Some | None |

12.3 How regularly do you meet with the stakehoiders mentioned in 12.1:

[ Weekly | Monthiv [ Quartely |  Yeary | Other |

oo
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Section F: Qualitative Assessment - confinued

13. Analysis

Identified barriers to employment equity within (current) emp!oyment policy or prac’uce (fo be read in

conlunc’uon WIth paragraph 14).

o

HIV/Aids education and prevention
programme ' '

‘Categories Yes ; No If yes, specify

Recruitment procedures X

Advertising positions X

S-lection criteria X

" Appointments X

Job classification and grading X

Remuneration and benefits X

Terms and conditions of employment X

Job assignments X

Work environment and facilities X Inaccessibility for people with disabilities.

Training and development X

Performance and evaluation systems X

Promotions X

Transfers X

T “motions X

| Succession and experience planning X

Digciplinary measures X Proportionally too many disciplinary actions in
certain departments involving people from
designated groups (see Section D).

Dismissals X ‘

Corporate culture X « -Negative views regarding management

' s |nterpersonal skills of supervisors
» Some resistance towards change
e Lack of co-operation and support relations
« Race relations to be improved
e Handling of gnevances and discipline by
- immediate superiors
» Communication in general
e Participation and participatory management
« Low morale, mutual trust and group cohesion
X Draft policy on HIV/Alds.
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Section F: Qualitative Assessment - continued

implemented affirmative action measures:

Categories Yes j| No If yes, specify - -
‘ecruitment procedures "X Preference is given to current employees in the filling of vacancies
before recruiting extemally. (Placement of personnel in terims of an
approved Placement Policy).
dvertising positions X Internal and If necessary placement of advertisements in local and
- N national newspapers that also targeted people from designated
groups. Support for affirmative action and equity Is mentioned In
advertisements. o
selection criteria X Trade unions are involved in shoitlisting candidates to be
: interviewed. ' )
ppointments X Except for lower occupational levels, which primarily consist of
. people from designated groups (section B: par. 4), vacancies are
increasingly filled with people from designated groups (Section C:
par. 8). A more equitable representation Is however needed on
, lower levels. :
ob classification and grading X A non-discriminatory job-evaluation system.
remuneration and benefits X Uniform remuneration & benefit structure.
erms and conditions of X Uﬁifonn Conditions of Service.
smployment
ob assignments X
Nork environment and facilities x || Equal access to facilities, except for people with disabilities.
“raining and devetopment X Adult Basic Education and Training Programmes fo be conducted.
Skills Audit and Needs Analysis ware completed in order to cornpile
Workplace Skills Plans which indicate skills development needs for
all employees and assist in estabiishing leamerships and skills
programmes accordingly.
>erformance and evaluation X Performance appraisal system to be implemented in line with a
systems comprehensive Performance Management System.
Setting numerical goals x || To be set in the Employment Equity Plan for the amalgamated
municipality as soon as placement of all personnel is finalised.
2romotions X In accordance with an Internal Promotion Policy.
Transfers b 4 In order to gain experience in other pdsitions.
Demotions x
Succession and experience planning x I In terms of the Workplace Skilis Plan based on current available
: I skijlis and training needs which will infer alia lead to performance
appraising, mentoring and on-the-job training.
Disciplinary measures X All employees were informed on the concept of corrective or
progressive discipline as contemplated in Schedule 8 of the Labour
Relations Aci. '
Diversity programme and X
sensltisation :
Community investment and bridging X The placement of students to gain practical work experience.
programme Community involvement with the Integrated Development Ptan
. (IDP); Councillor fraining. '
Retention measures X -
Reasonable accommodation X
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Section F: Qualitative Assessment — confipued |

15. Numerical goals:

45.1 Numerical goéls for enwéaged employment equity plan: (fo be defermined after approvél 5:‘ final
organisational structure for Maijhabeng Mumcipalrty in accordance with the F!acement
Policy). (See preliminary estimates: Annexure A).

Qccupational Male - Female TOTAL
Categories

African |Coloured | Indian {Whitey African | Coloured Indiaﬁ. White

Legislators, senior
officlals and managers
Professionals

Technicians and
associate profegsionals o
Clerks

Plant and machine
operators and
assemblers

Elementary occupations

TOTAL
PERMANENT
Non - permanent
employees
TOTAL

156.2 By which year do you plan to achieve the above numerical goals: (to be detstmined sccordingly).

16. Resources:

Please indicate what resources have been allocated to the lmp!emenla'uon of employment
* equity during the past year:

Allocation of Resources : ' Yes - No

Appointed a designated officer to manage the implementation X

Allocated a budget to support the implementation goals of employment cquity | ~ X
Time off for employment equity consuitative committee (or equivalent} to X

mest on a regular basis

Other (Please specify)

17. Monitoring and evaluation of implementation:
How regularly do you monitor progress on the implementation of the employment equity plan:

| Weekly | Monthly | Quarterly |  Yeady | Notcurrently applicable |
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INCOME DIFFERENTIAL STATEMENT

, [ Section A: Employer Details ]

Employer .

Matihabeng Municipality

Registration No.:

Not applicable

SARS Registration No.:

7050710583; 7170710570; 7710710502;
7240710576; 7120710571; 7590710507;

7150710574
UIF Number 1178869
Industry Sector Local Government
Contact Person The Municipal Manager
Address PO Box 708

Welkom
Town/City Welkom
Postal Code 9459 ,
Telephone No.! 057-3913911

| Fax No.: 057-3532482

E-Mall Address welmun @ lafrica.com
Date of Submission

30/09/2002

[ Section B: Income Differentials per Occupaftional Category }

Occupational Categories income Levels
Legislators, senior officials and managers 1. R288 322
. 2. R164 762
Professionals 1. R151 279
: 2. R117 660 .
" |Techniclans and associate professionals 1. R114 456
2. R91 824 -
Clerks 1. RB8 236
2. R38 083
Plant and machine operators and assemblers 1. R37 791
2. R30 284
Elementary occupations 1. R30 836
2. R30 936




[ Section C: Income Diﬁerentia!s by Occupationai‘ Level ] .

B Occupational Level Income levels
Top management 1. R288 322
2. R248 850
Senior management 1. R189 935
2. R164 762
Professionally qualified and experienced specialists and mid - management 1. R151 279
| 2. | R101556
_|Skilled fechnical and aéademically qualified workers, junio} management,| 1. | R101412
supervisors, foremen, and superintendents ' : ‘ :
2, R45 857
Semi-skilled and discretionary decision making 1. R37 762
: 2. R34 668
Unskilled and defined decision making | 1. | R32700
' 2. ~R30936
[Section D: Total Income Differentials ) '
Income levels
All occupations and [evels 1. R 126 869.16
2. - R 91739.83

[ Section E: Signature of the Municipal Manager }

Signed on this day of B . monthfyear at

Signature Full Name
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