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DEFINITIONS
In this policy, unless the context-indicates otherwise —

«Affirmative Action” means special measures or cortective actions -designed 1o give

preference in the workplace to tHose whio were previously disadvantaged;

«pesignated groups” means black people {Africans, Coloureds. and [ndiang), women and

people with disabilities;

“E'r‘nplagr_"r_n'em,vﬁt:uiity Plan” means & plan drawn in compliance with the Employment Equity
Act; ... @s 3 framework for-proactive elimination of unfair discrimination and"implementaﬁon of
affirmative actioh measures to advance people from designated groups in respohse fo
harriers identified through an Eraploymient Equity Audit and to -ensure their equitable

representation;
«Employer” mears Office of tHe Premier, Liapopo Province (OTP); and

“Employee” means any person other than an independent contractor who is employed by

the OTP and who: receives or is entitled to receive a remuneration.

ACRONYMS

The foltowing acronyms are used in this Policy:

DG:  Director Senerdl

EA: Executing Authority

Eg:  Employment Equity

EEA: ‘Employmert Equity Act

otp; Office of the Premier
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POLICY BACKGROUND

In terms of sectiori 195(1)(h) of the- Constitition- of the Republic of ‘South Affica; 1996 {Act

No.108 of 1996J, the Public Administration must be goverried by the demoeratic values and

principles enshrined in the Constitution, including the pinciple: That good human resouice
management and career deve!o‘p‘men’i practices, must be cultivated to maximise Rurman
poteritial.

Part 0l of the Public Service Regulation, section D.1 (&} and {b) and The White Paper on
Human Resource Management in the Public Service, staté tHat it is essential that the Office’s

human resource is capatle of mesting its operational ohjectives.

LEGAL FRAMEWORK

The legal and policy framewark far formujating and implemierting this policy is the —
(@)  Constitution-of the Republie of South Africa, 1996 (Aet No.108 of 1996);

()  Ertipidyment Equity Act, 1998 (Act No, 55 of 1998§;

{c) Public Service Act, Proclamation: R103;

(@)  Public Service Regulations, 2016

(e} Rasic Condition of Employment Act, 1997 {Act No..75 of 1897)

) Labour, Relations Act, 1995 (Act No, 56 of 1995);

(‘gj_ Skills"Developrrignt Act, 1998 {Act No. 97 ¢f 1 998); and

5 AUTHORITY AND APPLICATION OF POLICY

This policy is issued under the autherity of ihe Premier as the Executing Authority arid the
Director General as the Accounting Officer fof the OTP. This Policy is applicable 1o

employees ermployed interms ‘of the Public Service Act, 2001 as amended inthe CTP.
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7.2

PURPOSE AND OBJECTIVES OF POLICY

The puipose- of this Policy is 1o provide -a framework within which the OTP wil be -able to

retain employees, patticularly with regard te those who have scarce arid valued skills.

The Policy shall assists the OTP in—
(a)  ensuring that highly qualified employees. from the designated groups are retained to
assume future key posts.

(6)  capacity planning forfuture human resources needs;

(e} establishing a process. that recruits high ';_:_-oten'ﬁai employees, develop their skills-and

abilities, and prepare them for advancement, while fetaining them to ensure a refurn
on the fraining investment;
{d) ensuring that the OTP always has the best, well trained -and suitably -qualified and
gxperienced employees;
(&) addressing fundamerial viorkforce challenges facing the QTP, inciuding
{1} skills.shortages;
(i) ageing workforce;
@iy  retirement of employees;
(v},  trénds for younger employees not to remain in-the same job for very ibng
{v)  aftracting and retaining efmployees with particular skills; and

(viy  effectively managing and developing the skilis of existing employees.

ROLES-AND RESPONSIBILITES:

The-Human-Resource. Developmient directorate in the OTP s responsibie for:
(a) identifying the workforce's developmental needs;

) identifying and filing the skills gap;

(c)  identifyirig and developing employees of high calibre;

(dj  providing guidance for individual career paths;

The Human Resource Management directorate inthie OTP is tesponsible for —



{a) developing a suceeesion and retention plan that will agsist in the retention: of suitably

qualified and skilled employees from desigiiated groups;

by identifying pasitions needed to realise and meet the service delivery needs of thie
OTP's primary mandate;

{c) providing an opportunity. to review e competencies. traditionally associated with jebs,
with respect to current goals-and objectives

(e) determining the workforce trenids and predictions

4] e‘n_suﬁng that recruitment progedures and succession’to the next levet is not automatie’

but merit-based.

- 7.3 Thé line function managers in the OTP will be responsible for —
(a) conducting job analysis- on the identified posts to determine the current competencies
that are critical'to perform the iob in order to. determine the SUCCESSOr'S deveiopment areas.
8. DEFAULT
Any contravention of the contents of this policy shall be dealt with- in terms of relevant
-prescripts.
g. INCEPTION DATE
‘The inception date for this-policy shall be thirty (30) days after the approvai by the Execiting
..-‘-6-»-\‘: N
N Authiority-and the Accounting Officer.

40. TERMINATION AND REVIEW CONDITIONS

This policy may be reviewed when required by the Exectiting Authotity orAccounting Officer.
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1. ACRONYMS AND ABBREVIATIONS
11EE: Employment Equity

1.9EEA:  Employment Equity Act

1.3 DG: Director General

1.4EA; Executing Authority

1.58MS:  Senior Management Service.
160tP.  Office of the Premier

1.7 EAP: Economically Active Population.

2. INTRODUCTION

.2 1 The-Employment Equity Act; No. 55, of 1998 ds amended, hrought-about the greation.of.a
workplace thatis diverse in nature-and-promotes equality and the protestion of human.rights ard
dignity of each employes, that is 'a workplace thattakes into consideration the interests. and
differences of all employees; creating an environment that.allows them to reach-for their full

potential for the-social and economic benefit.of the o ariry.

2.2 The Office of the Premier is ‘commitied id promote equal opportunity -and fair treatment in.
employment through ike elimination of unfair discriminztion; ang implement affirmative action
measures to redress the- disadvantages in employment. expérienced by designated groups, in
order to enstife- their -eduitable- representation in all occupational categories and levels. in the
workplace.

3. PURPOSE AND OBJECTIVES

. 3.1 Purpose

The purpose of this policy is to guide the Office in theimplementati'on of the Employment Equity Act,
No. 55 of 1998.as amendad in its -endeavour o ensure attainment of Equity. In an endeavour. to
achieve this purpose the Objectives of this policy are to:-

3.1.1 Promote egual opportunities, fair and justtreatment in employment practices.

3.4.2 Implemert affirmative action measures to redress the disadvantages in employment
-experienced by designated groups in order tp ensure the equitable representation in all
-occupational levels in the-workforce.

4. AUTHORITY OF POLICY

This policy shall be-issued underthe authority of the Director Generai as the Accounting Officer for
the Limpopo Office of the Premier.

5 LEGAL FRAMEWORK

5.1 Constitution of the Republic of South Africa, 108 of 1996
5.2 Employment Equity Act, No.53 of 1998 ds-amended

5.3 Public Service Act, 1994 as amerided

ke’



5.4 Public Service Regulations, 2001:as amended

5.5 Basic Condition of Employment Act, No. 75of 1897

5.6 Labour Relations Act, No. 86 of 1995

5.7 Skills Dévelopment Act, No. 97 of 1898,

5.8 Promotion of Equality and Prévention of Unfair Discrimination Act, No. 4 of 2600

6. SCOPE OF APPLICATION

Tﬁis policy shall applies 1o all employees inihe Office of the Pramier.

7. DEFINITIONS

7.1 “Designated groups”™ means black people (Africans, Coloureds and Indians), womien and
people with disabilities:

7.9 Employment Equity Plan” means a plan drawn in compliance with the: Empleyment Equity Act
as a framewerk for proactive elimination of Unfair discrimination and implementation of affirmative
action measuies to.atvance people-from designated groups in response to barriers identified through
an Employment E‘qUity:Al_fA’dIt anid to ensure their equitable representation.

73" Affirmative Action “means special measures of corrective actions designated 1o give
preference in the workplace io those who were previously disadvantaged.

7.4 Employee” means any person other than an independent contractor who:
- is employed for the Office.and who. receives or is entitled to receive any remuneration.

7.5 Reasoriable- accommodation mgans, any migdification of adjustrnent to a job or the working
environment that will engble a person from a designated group fo have access to or participate or
advance in employment.”

7.6 People with disabilities”™ means people who have. a fong:tefm or recurring physicat of mental

impairment which substantially-limits their prospects of entry into, o advancement in, employment.

3. POLICY PRONOCUNCEMENTS

The Office of the Prernier shali:-

81 Develop.an Employment Equity Plan as per section 20 of'the Employment Equity Act that will
assist in the recruitment of suitably qualified people from designated groups.

82 Ensure thatsuitably qualified people from designated groups have equal employment
opportunities and are equitab!y‘represented in all cccupational levels in the workplace.

8.3 Provide an enabling environment for people from designated groups.

8.4 ldentify and climinate baitiets that adversely affect the employment opportunities and
advancemeént of people from desigriated groups.

8.5 Conductan organ'isat'i_onal climate assessment to test the: percepti’ans of employees with
regard to discrimination, barriers of ,advancem_erjt, the accommodation and advancementof
diversity.

.8.6 Conduct a demographic profile of its workforce in each occupationai category.and level to

determine the level of representation as per provincial demographics
87 Train and retain employees from designated groups.



48 Consultwiththe employees as per-‘sec;:ﬁen 16 of the Employment Equity Actinthe
development process of the Employment Equity plan and establishment of the Employtment
Equity Consultative Forum.

8.9 Conduct an analysis.on its- employment palicies, procedures and the working environment in
order to identify’ employment barriers.

8.10 Determine the level of underrepresentation using the EAP of the province.

811 Conducta demographic profile of its workforce in each occupational level to determine the
lavel of representation in refation to the EAP. A _

8 12 Presentation of the Employment Equity targets during recruitment and selection processes
shall be signed.

9. DEFAULT
Any contravention of the contents of this policy shall be dealt with in terms of Employment Equity
Act, No. 55 of 1998. '

40. INCEPTION DATE
The inception date for this policy shall.be-thirty {30) days after the approval by the Accounting
Officer.

11. MIONITORING AND EVALUATION

Monitoring and evaluation shall be done throug'h quarterly reporis presented and discussed at
the Employment EQuity Consultative Forum meetings. The reports-shal further be presented
and discussed at the managerierit and executive meetings.

12. TERMINATION AND REVIEW CONDITIONS
This policy shall be reviewed or terminated as and when a need arise. from the Executing
Authority and Accounting Officer.

13. ENQUIRIES
The enquiries shall be forwarded to the Human Resourse Managernent Division within Office of
the-Premier:

RECGMMENDED FOR APPROVAL BY:

DEPUTY DIRECTOR GENERAL DATE
APPROVED BY:

DIRECTOR GENERAL DATE



