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PROCLAMATION
by the
President of the Repubiic of South A ﬁ?'ica
No. R. 115, 1999
COMMENCEMENT OF THE‘ EMPLOYM-ENT EQUITY ACT? 1998 (ACT NO. 55 OF 1998)
In terms of Section 65 of the Employment Equity Act, 1998 (Act No. 55 of 1998) I hereby
determine that Chapter III and sections 35, 36,:37, 38, 39, 40, 41, %}2, 43, 44, 45, 46, 58, 65 of the

Act and Schedules 1 and 4 shall come into operation on 1 December 1999.

Given under my Hand and the Seal of the Republic of South Africa at Pretoria (place) this Eleventh

day of November One thousand Nine hundred and Ninety-nine. -

T. M. MBEKI
PRESIDENT

By order of the President-in-Cabinet

M. M. S. MDLADLANA
MINISTER OF THE CABINET
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© XITIVISO
hi
Presidente wa Riphablike ra Afrika-Dzonga
No. R. 115, 1999

KU SUNGULA KU TIRHA KA NAWU WA NDZINGANO WA NTIRHO, 1998, (NAWU NO
55 WA 1998)

Hi ku landza xiyenge xa 65 xa Nawu wa Ndzingano wa Ntirho, 1998 (Nawu NO 55 wa 1998) ndzi
boha leswaku Kavanyisa ka III xikanwe ni swiyenge swa 35, 36, 37, 38, 39, 40, 41, 42, 43, 44, 45,
46, 58, 65, Switandzhaku 1 na 4 swi ta sungula ku tirha hi siku ra 01 N’wendzamhala 1999.

; ; J ' ! { -
Nyiketiwile ehansi ka Voko ra mina na Xigandlu xa Riphabliki ra Afrika-Dzonga e Pitori (ndhawu)

hi siku ra 11 ra Hukuri (n’hweti) Khume kaye Makume kaye-kaye.

T. M. MBEKI
PRESIDENTE

Hi ku landza xileriso xa Presidente loyi a nga eKhabinete

M. M. S. MDLADLANA
HOLOBYE WA KHABINETE
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Employment Equity Regulations

GOVERNMENT NOTICE 5'

" DEPARTMENT OF LABOUR

No. R. 1360 | 23 November 1999
|
REGULATIONS

EMPLOYMENT EQUITY ACT, 1998 (ACT NO. 55 of 1998)
[, Membathisi Mphumzi Shepherd Mdladlana, Minister of Iabouii', under Section 55 of the
Employment Equity Act, 1998 (Act No. 55 of 1998), and on the advice of the Commission for
Employment Equity, hereby make the regulations set out in the Schedule, which are to be
effective from 01 December 1999. :

MMS MDLADLANA A o
MINISTER OF LABOUR P |

: | B : .
No.R.1360 - S | ' 23 Hukuri 1999
|

SWINAWANA

NAWU WA NDZINGANO WA NTIRHO, 1998 (NAWU NO. 55 wa 1998) -
|
Mina, Membathisi Mphumzi Shepherd Mdladlana, Holobye wa .Mii'iptirho, hi ku landzelela ka

Xiyenge xa 55 xa Nawu wa Ndzingano wa Ntirho, 1998 (Nawu No. 55 wa. 1998), na- hi ku
tsundzuxiwa hi Khomixini ya Ndzingano wa Vuthori/Ntirho, ndzi bOh;a leswaku Swinawana swi

andlariwa eka Xitandzhaku, leswi swi nga ta sungula ku tirha hi 01 Nwe’ndzamhala 1999.

MMS MDLADLANA |
HOLOBYE WA MINTIRHO - ) l
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Emiployment Equity Regulations
Definitions

1. In these regulations any expression that is defined in the Employment Equity Act, 1998, has

that meaning and unless the context otherwise indicates —

(a) “Director-General” as it appears in sections 14 and 21 of the Act, means the Director-
General of Labour, Employment Equity Registry, Department of Labour, Private Bag X117,
Pretoria, 0001; -

(b) “Director-General” as it appears_i_n _sections 34_, 37, 39, 40, 42 43, 44 and 45 of the Act,

means the Provincial Director of the Department of Labour —

(i) in the province of i{waZulu}'Nata-l, the Provincial Director, Department of Labour,
" P O Box 940, Durban, 4000, Tel (031) 336 1500, Fax (031) 307 6882:

(ii) in the province of the Northern Cape the Provmcw! Director, Department of Labour,
Private Bag X5002 Klmberiey, 8300, Tel (053) 838 1500, Fax (053) 832 4798;

(iii)  in the Northern Province, the Provincial D:rector Department of Labour anate
Bag X9368, Pletersburg, 0700, Tel (015) 290 1744, Fax (01 5) 290 1670;

(iv) in the provmce of North-West the Provincial Dlrector Department of Labour Private
Bag X2040 Mmabatho, 2735, Tel (OI 8) 384 2033 Fax (018) 384 2597;

) '. in the provlnce of Eastern Cape the Provmelal Dlrector Department of Labour Private
Bag X9005, East London, 5200, Tel (043) ‘?0] 3000 Fax (043) 743 9719;

(vi) inthe province of M pnmalanga, the Provmcml D:rector Department of Labour, Private
Bag X7263, Witbank, 1035, Tel (013) 655 8?00 Fax (0]3) 690 2622

(\}ili} :m the province of the Free State, the Provincial Dlrector, Department of Labour,
P O Box 522, Bloemfontein, 9300 Tel (05 1)430 300! Fax (05 1) 447 9353;

(viii) inthe provmce of Gauteng
Gauteng-South in the Maglstenal Dlstncts of Alberton, Boksburg, Brakpan
Gennlston, Heldelberg, Johannesburg, Kempton Park, Oberholzer Randburg,
Roodepoort, Vanderbulpark Vereenlgmg and Westonana, the Provincial Director,
Department of Labour, P 0 Box 4560 Johannesburg, 2000 TeI (0] I) 497 3000, Faot
(01 1) 834 1081;
"Gauteng-North: in the Magisterial Districts of Benoni, Bronkhorstspruit, Cullinan,
ngersdorp; Nigel, Pretoria, Randfontein, Soshanguvel, Soshanguve 2, Springs and
Wonderboom, the Provincial Director, Department of Labour, P O Box 393, Pretoria,
0001, Tel (012) 309 5000, Fax (012) 323 5449;
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(ix)

Employinent Equity Regulations

in the province of the Western Cape, the Provincial Director, Department of Labour; P O
Box 872, Cape Town, 8000, Tel (021) 460 5911, Fax (021) 465 7318;

(c) “the Act” means the Employment Equity Act, 1998 (Act No. 55 of 1998).

Collecting information and conducting an analysis (Section 19 of the Act)

2. (D

)

3)

9

)

(6)

When a designated employer collects information about individual employees for the

. purposes of compllmg a workforce profile to determine the degree to which employees

from designated groups might be underrep'resented the employer must either —

- (a) request each employee in the workforce to complete, ona voluntary basis, a

declaratxon that must be m the form of EEA 1 or contam the mformatlon required

by that form or

(b)) use ex:stmg dependable records of the employer eontammg the mformatlon

requrred by form EEAI

If the designated employer uses form EEA] all employees who complete the form must

~ atany tlme be able to make changes to the fom‘l at thelr request

If the desngnated employer elects tousea source of mfonnatton referred to in

subregulatlon (I )(b), each employee has the rlght to venfy any. mformatlon relatmg to

that employee and to request that ehanges be made to that mformatlon

A desngnated employer may use sectlon B of form EEA 2 to develop the workforce

'prof le of the employer ] employees as requlred by sectlon I9(2) of the Act.

When a de5| gnated employer eouducts the analysrs requ1red by sectlon 19(1) of the Act

"the employer may refer to =

(a) EEAS8 Annexure 1, f'or the recordmg of demographlc data
(b) EEA9 Annexure 2, which contams a def' mtlon of occupatlonal Ievels and

() EEA 10 Annexure 3, whleh contams a def' mt:on of occupat:onal categorles

A des: gnated emp[oyer may refer to the Code of Good Practlce Preparatlon,

Im plementatlon and Momtormg of Employment Eqmty Plans asa guide when

collecting information and conducting the ahalysrs required by section 19 of the Act.
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Employment Equity Regulations

Duty to prepare and implement an employment equity plan (Section 20 of the Act)

3. ()

¢)

3

(G

A designated employer may refer to the Code of Good Practice: Preparation,
Implementation and Monitoring of Employment Equity Plans when preparing the
employment equity plan required by section 20 of the Act. |

A designated employer must retain the employment equity plan for a period of three
years after the expiry of the plan, unless the employer employs fewer than 150
employees, in which case the pIén must be retained for two years.

The employment equity plan must contain a description of the measures taken by the
designated employer to ensure non-discrimination in relation to HIV/AIDS in that
employer’s workplace.

‘A workplace’ means the place or piaces where the employees of an employer work. If
an employer carries on or conducts two or more operations that are independent of one
another by reason of their size, function, or organisation, the place or places where
employees work in connection with each independent operation, constitutes the

workplace for that operation.

Duty to report (Section 21 of the Act)

4.1

@

Each designated employer must submit a report in terms of section 21 of the Act, which
must be in the form of EEA 2 or contain the information required by that form.
A designated employer whose operations extend across different geographical areas,

functional units, workplaces or industry sectors may elect to submit a consolidated or

~ separate report for each of these.

(€))

A designated employer must retain a copy of the report for a period of three years after
it has been submitted to the Director-General, unless the employer employs fewer than

150 employees, in which case the report must be retained for two years.

Duty to inform (Section 25 of the Act)

5. (1)

)

Each employer must display the notice required by section 25(1) of the Act in the form
of EEA 3, in all the official languages spcken in that employer’s workplace.
If there are employees in the workplace who are unable to read this notice, the employer

must inform those employees verbally about the provisions of the Act.
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(€)

Employment Equity Regulations

“The notice referred to in sub-regulation (1) is annexed in the following forms, each in

the official language as indicated:
EEA3 English
EEA 3A | Xitsonga

Income Differentials (Section 27 of the Act)

6. (1)

Each designated employer must submit a statement of income differentials required by
section 27 of the Act in the form of EEA 4, or in a document that contains the

information required by that form.

(2) When completing the statement, designated employers may refer to EEA 10 for a
definition of occupational categories. " Sy

(3) Designated employers must submit the statement to: Employment Conditions
Commission, c/o Employment Equity Registry, Department of Labour, Private Bag -
X117, Pretoria, 0001.

4 Desiguated emf)loyers must retain a copy of the statement for a period of three years
after it has been submitted to the Employment Conditions Commission, unless the
.em'p'loyer employs fewer than 150 employees, in which case the statement must be
retained for two years.

_ Proof of submission
7. (1) ‘Whenever a person is required to satisfy any other person that a copy of any document

required or prescribed by the Act or these regulations has been submitted to another

- party, that person may do so by providing —

" 57772/99—B

(@@ a copy of the proof of mailing the document by registered post to the other
party; '
(b) acopy of the telegram, telex, telefax or e-mail, including proof of
~ transmission, communicating the document to the other partjz;
| (c) = acopy of a receipt signed by the other party or on that party’s behalf if the
* - document was delivered by hand; or
()] | a'_«:..tatement confirming delivery signed by the person who delivered the

document.
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Enforcement‘(Chapter 5 of the Act)
8. (1) Securing an undertaking (Section 36 of the Act)

Any undertaking secured by a labour inspector in terms of Section 36 of the Act

must be in the form of EEA 5 or contain the information required by that form.

{2) Compliance order (Section 37 of the Act)

A compliance order issued by a labour inspector under Section 37 of the Act must

be in the form of EEA 6 or contain the information required by that form.

(3) Objections to a compliance order (Section 39 of the Act)

(a)  Anobjection lodged by a désignated employer under Section 39 of the Act

must be in the form of EEA 7 or contain the information fequired by that form.

(b)  The objection must be lodged with the Provincial Director at any provincial

| office of the Department of Labour listed in regulation 1(b).
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Declaration of designated group for the Employment Equity Act
' EEA 1

DEPARTMENT OF LABOUR
(Confidential)

Declaration by employee

Employment Equity Act
55 of 1998, Regulation 2(2) 1. <IH
PLEASE READ THIS FIRST 2. Employee No:

i

3. Please indicate to which categories you belong:

WHAT IS THE PURPOSE

OF THIS FORM? ' : o

This form can be used to obtain Male D Female D

information from employees, on a : - ; @

voluntary basis only; for the purpose ’ 7 D '

of assisting employers  with African Colouredl:l [ndian|:| White‘j :

conducting an analysis on the
workforce profile; and to ascertain ' g " D . |:|
which of the existing employees are Person with a disability: Yes No

from designated groups in terms of the : g _
Employmicnt Equity At S50f 1998, I yes, specify nature of disability:

WHO FILLS IN THIS FORM?

Employees.

INSTRUCTIONS || 4. 1verify that the above information is true and correct.

The contents of the form shall remain
confidential, and shall only be used by
employers in order to ensure Signed:
compliance with the Act.

(Employee)

“People with disabilities™ are defined
in the Act as people who have long- Date:
term or recurring physical or mental
impairment which substantially limits
their prospects of entering into. or
advancement in, employment.
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Employment Equity Report

DEPARTMENT OF LABOUR .au EEA2

4

I : S : Employment Equity R*‘-DO“ Page: 1 of 12|

‘Employment Equity Act
55 of 1998, Section 21 Sectlon A' Employer Details

PLEASE READ THIS FIRST Employer:
Registration No: e
SARS Registration No:
|UIF Number:

WHAT IS THE I’URPOSE OF THIS !lndustry Sector:
FORM? : | [Contact Person:

This form contains the format for employmcnt |Address:

equity reporting to the Department of Labour. | | '
The ‘form  incorporates = the  reporting
requirements for designated employers, both
smaller (less than 150 employees) and larger - -
(150 or more employees). The form also | [TOWN/City
contains the progress report to be oomp]eted Postal Code
after the first mund of reporting. :

Telephone No:

WHO COMPLETESTHISFORM? | [Fax No:

All designated employers that have to submit a | [E-Mail Address:
report in terms of the Employment Equity Act, | [Date of Submission:
55 of 1998. Any employer completing the | ¢ of Submission:
Employment Equity Report voluntarily.

INSTRUCTIONS Organ of state:

A designated employer that employs 150 or
more employees must: : i it ' :

e  Submit the first report by I June 2000,

and thereafter annually on the first
working day of October, starting in 2001 | Are you voluntarily complymg with this Act as spec:f' ied in

e Complete all sections of this form, except | sectlon 14 N
- for section G (progress) in the first report. _
e Complete all sections of this form, | ~ = -+ = = - o
- including section - G, in subsequent ; _ R o
reports.

A designated employer that employs less than
150 employees must: )
e  Submit its first report by I December
2000, and thereafter every second year on
the first working day of October, starting

in 2002,

¢  Complete sections A, B, F.and H.in the
first report.

e  Complete sections A, B, F, Gande
subsequent reports.

e  Complete question 8. 2 (tenmnauon

' categories) in all reports.

¢ Optionally complete scctlons C, D and E
- in all reports.

SEND TO:

Employment Equity Registry -

The Department of Labour

Private Bag X117

Pretoria 0001 o
Telephone: 012 3094000

Facsimile: 012 3202059/3220413
e-mail; ee@labour.gov.za
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Employment Equity Report
o - : EEA 2
DEPARTMENT OF LABOUR
Employment Equity Report . .Page: 2 of 12!

Section B: Workforce Profile

'Please read instructions first (a) Include persons with disabilities in question 2 and 4 as well as
- - separately in questions 3 and 5. : -

(b) The totals for questions 2 and 4 should lally exact]y

(c) The totals for questions 3 and 5 should tally exactly o _

(d) The summary of the occupational categories is available in EEA 10
of the Regulations. The complete classification system is available
from Statistics South Africa.

(e) Occupational levels appear in EEA 9 of the Regulations.

(f) When completing question 3 and 5 only include permanent
employees in the occupational categories and levels.

(g) For reporting purposes, non-permanent employees refer to those who
are employed to work for less than 24 hours per month, or those
engaged to work for less than 3 continuous months.

(h) In section C (Employee Movements) only permanent employees-
should be reported. .

1. Date of workforce profile:

2. Please report the total number of employees (including employees with dlsabﬂmes) in each of the followmg
occupational categories:

o Gl Male Female ; :
ccupationa —_

Categories African | Coloured | Indian | White| African | Coloured | Indian | White

Legislators, senior officials
and managers

Professionals

Technicians and associate
Iprofessionals

Clerks

Service and sales workers

Skilled agricultural and
fishery workers

|Craft and related trades
workers

Plant and machine operators
fand assemblers

IElemcmary occupations

TOTAL PERMANENT

Non — permanent
cmplovees

TOTAL
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Employment Equity Report

DEPARTMENT OF LABOUR EEA 2
[ Employment Equity Report Page: 3 of 12|

3. Please repon the total number of em ployees with disabilities in each of the followmg occupational categories:

Occupational
Categories

Male

Female

TOTA L

| African

Coloured | Indian

White

Afl riéan

Coloured

Indian

White

Legislators, senior officials
and managers

Professionals

Technicians and associate
professionals .

Clerks

Service and sales workers

Skilled agricultural and
fishery workers

Craft and related trades
workers

Plant and machine operators
and assemblers

Elementary occupations

TOTAL PERMANENT

Non — permanent employees

TOTAL

4. Please report the total number of employees (including employees with d|sab|ht|es) in each of the following

occupational levels:

Occupational Levels

Male

' Female

TOTAL

African

Coloured {Indian

White

African

Coloured [Indian

'White

Top management

Senior management

Professionally qualified
and experienced specialists and
_ mid-management

Skilled technical and
academically qualified workers,

foremen, and superintendents

| junior management, supervisors,

Semi-skilled and discretionary
decision making

Unskilled and defined decision
making

TOTAL PERMANENT

Non - permanent employees

TOTAL




GOVERNMENT GAZETT E, 23 NOVEMBER 1999 No. 20626 15

Employment Equity Report
' ' EEA 2

DEPARTMENT OF LABOUR

b : ' ' Employment Equity Report Page: 4 of I2|
5. ‘Please report the total number of employees with disabilities in each of the following occupational levels:

Male ' -~ Female

' TOTAL
African |Coloured [Indian |White |[African{Coloured |Indian [White

Occupational Levels

Top management

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

Unskilled and defined decision
making :

TOTAL PERMANENT

Non — permanent employees

[romaL
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Employment Equity Report

; EEA 2
DEPARTMENT OF LABOUR
l Employment Equity Report : Page: 5 of m
Section C: Workforce movement | |
Reporting period for workforce movement (past 12 months): From: To:
|
6. Recruitment (report the total number of new recruits during the twelve months preceding this report):
L
Occupational Levels L L Kemale TOTAL

African_[Coloured |Indian |White [[African{Coloured |Indian_[White

Top management
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

Unskilled and defined decision
jmaking

TOTAL PERMANENT ' .

- [Peovle with disabilities_] [ [ I [ N ]

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

Male ' Female

. Is |
Qeempationsl Lave African |Coloured [Indian [White |African|Coloured |Indian {White

TOTAL

Top management
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 : i
decision making : :
Unskilled and defined decision
making

TOTAL PERMANENT

[Peovle with disabilities ] I I I L1 I I I l
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Employment Equity Report

DEPARTMENT OF LABOUR
| — | | | | E..nr[.)lovmelnt Equit}l.-.Rleport,l__ . .I ‘“:_‘.:- I.__..".Pago:oof.IZI

Section C: Workforce movement — continued

8. Termmahon -

8.1 Termination: (reporl the total number of terrnmatlons in each occupational level durlng the twelve months
precedmg this report) ; S e B

A e e ] I TOTAL
Occupa!nonal Levels Africao Coloured |Indian |White jAfrican|Coloured |[Indian |White R

Top maoagemonl
Senior management

Prof'essionally qoali‘ﬁed -

and experienced specialists and’
mid-management -

_ {Skilled technical and R
academically quallﬂed workers,
junior management, supervisors,
foremen, and superintendents .

i Semi-skilled and discretionary
... |decision making.: . ... . ... .

-+ |Unskilled and defined decision | -~ =~ e s ey e
making.

- [TOTAL: PFRMANFNT

]Peonlewnhdlsablhtles I o O PRI P DNETI PO B

* 8.2" Termination categories: (report the total number of terrolnatlons in each category durmg the twelve momhs

precedmg thls report)
T v e (' o Male- L . T ;s i WL -Female ] 4= TOTAL
e ~|African |Coloured - |Indian |White |African [Coloured - [Indian [White ||
Resignation : : : :
Non-rene\\ al of contract

" [Dismissal— Operational
requirements (retrenchment)
Dismissal - misconduct

: Dismissal - incapacity
Other

Total . .

Section D: -.Di.sci“p‘liriaﬂl- Action -

AL Drsclplmary acuon (repon lhe total number of dlSCiplmary actlons durmg (he twelve months precedmg this
report) '

Male ' Female
African |Coloured |Indian |{White |[African |Coloured |Indian Wl_rite'

|Disciplir_|ary Action
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Employment Equity Report |

DEPARTMENT OF LABOUR

‘ : Employment Equity Report | Page: 7 of 12I

Section E: Skills Development

10. Training: (report the total number of people who received training in each occupatlonal category during the
twelve months preceding this report)

; ale .
Occupational 2 _Female

Categories African | Coloured | Indian | White | African | Coloured | Indian | White
: |

TOTAL

Legislators, senior officials
and managers

Professionals

Technicians and associate
[profcssiona]s

Clerks - ) : N

Service and sales workers

Skilled agricultural and
fishery workers

Craft and related trades
workers

Plant and machine operators
land assemblers

Elementary occupations

TOTAL PERMANENT

Non — permanent i
employees ' I

|TOTAL B | !
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Employment Equity Report
. EEA 2

 DEPARTMENT OF LABOUR

__Employment Equity Report ___ Page: 8'01'1_2|

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 statement includes reference to employmem equity
Summary of the Act displayed

Employment Equity training

Diversity management programmes

Discrimination awareness programmes

Other (please specify):

1 12 Please indicate how many employees received employment equity/non-discrimination
training during the past year: ; ;

Number of employees
trained

12. Consulfatmn

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

Yes No.

Workplace forum .

Consultative body or forum
| Registered trade union (s)

Employees

Other (Please specify):

12.2 What was the level of agreement reached in the formulation of the plan:

[ Total | Sufficient | Some | None |

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

[ Weekly | Monthly | Quarterly | Yearly |  Other ]
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Employment Equity Report
_ EEA 2

DEPARTMENT OF LABOUR 4§ X

| | Employment Equity Report ] | Page: 9 of 12|
Section F: Qualitative Assessment - continued -

13. Analysis

Please indicate in which categories of employment policy or practices barriers to employment equity
were identified: : b

Categories Yes | No . If yes, specify
= |
Recruitment procedures '

Advertising positions

1| Selection criteria

. Appoinfments

Job classification and grading

Remuneration and benefits

Terms and conditions of employment

Job assignments

Work environment and facilities

Training and developmeni

Performance and evaluation systems

Promotions

Transfers

Demotions Cy

Succession and experience planning

Disciplinary measures

Dismissals

Corporate culture

HIV/Aids education and prevention N !
programme '
Other (please specify):
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' | - Employment Equity. Report - _ Page: 10 OM

Section F: Qualitative Assessment - continued

14. -Employmeni Eqﬁity Plan:
Please indicate in which categories affirmative action measures have been implementéd:

Categories - Yes | No .. If yes, specify
Recruitment procedures ' :

Advertising positions

‘| Selection criteria

j Appointments

Job classification and grading

‘Remuneration and benefits

Terms and conditions of employment

Job assignments

Work environment and facilities

Training and development

Performance and evaluation systems

Setting numerical goals

Promotions

Transfers

Demotions .

Succession and experience planning

Disciplinary measures

Diversity programme and sensitisation

Community investment and bridging
programme

Retention measures

Reasonable accommodation

Other (please specify):

57772/99—C
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Employment Equity Report

Page: 11 oflzf

Section F: Qualitative Assessment — continued

15. Numerical goals:

15.1 Please use the table below to md:cate the numerlcal

plan:

goals you have set for you|r current employment equity

Male

Female

Occupational
Categories

‘| African

Coloured

Indian | White

African

' Colm; red

Indian

White

TOTAL

Legislators. senior officials

and managers

Professionals

Technicians and associate
L_professionals

Clerks

Service and sales workers

Skilled agricultural and
fishery workers

Craft and related trades
workers

Plant and machine operators
and assemblers

Elementary occupations

TOTAL PERMANENT

Non — permanent
employees

TOTAL

15.2 By which year do you plan to achieve the above numerical goals: |

16. Resources:

Please indicate what resources have been allocated to the implementation of employment
equity during the past year:

Allocation of Resources

Yes

No

Appointed a designated officer to manage the implementation

Allocated a budget to support the implementation goals of employment equity

Time off for employment equity consultative committee (or equivalent) to |
meet on a regular basis '

Other (Please specify)

17. Monitoring and evaluation of implementation:

How regularly do you monitor progress on the implementation of the employ;mem equity plan:

| Weekly

Monthly |

Quarterly |

Yearly

Other

|
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_Employment Equity Report : o o . Page: 12 d_l_‘lZ|
Section G: Progress Report

(Section G to be _c_q'{nplered from the second cycle ._of reporting on wards)

! |
18, Reporting period: From . FENUSINENE (- S IT i TIPS
19. Did you achieve the numerical goals as set out in your employment equity plan for this period: . . )
e

20 Dld you achleve the affi rmatwa acnon objectwes as set out m your employment equ:ty plan for this
perlod :

.Yes ; - ; il wis g

20.1 If not, What__were the obstacles you experienced:

Obstacles to the employment _equit_y._goals and objectives during the past year

202 If 'yeé whai factors promoted the accompli;hment of your eoals and objectives: :

Faclors contrlbuting to the accomphshment of the employment equity goals and
- ' objeclwes durmg the past year

Section H: Signature of Chief Exccutive Officer ~

Slgned on th:s day of L year _ at.place:.

Signature Full Name .
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“ Summary of the Employment Equity Act

DEPARTMENT OF LABOUR
|

' Summary of the Employment Equity Act, 55 of 1998, issued in terms of Section 25(1) I

1. Chapter I - Definitions, purpose, interpretation and application

1.1

1.2

2. Chapter I1 - Prohibition of Unfair Discrimination. "~ .

2.1

Purpose of the Act: Section2 g

The purpose of the Act i is to achieve equity in the workplace by

(a) promotmg equal opportumty and faxr treatment in employment through the
elimination of unfair discrimination; and '

(b) implementing affirmative action measures to redress tﬁe disadvantages in
employment experienced by designated groups,!to ensure their equitable

representation in all occupational categories and levels in the workforce.

Application of the Act: Section 4

“(a) Chapter II (sections 5 — 11) applies to all er’np'loyeal‘s and employees.

(b) Cha"pter II (sections 12"—2'-"7) applies to desigh'ated'employers.

(¢) A designated employer means an employer who employs 50 or more

employees, or has a total annual turnover as reﬂeicted in Schedule 4 of the
Act, municipalities and organs of state. _Employers_ can also volunteer to

~ become designated employers. T
| i

(d) A de;:gnated group means black people women and pe0ple with

dlsabllmes Hit e B o |
| _ -
(e) The South African Natlonal Def‘ence Force, Natlonal Intelllgence Agency,

and South Afrlcan Secret Serwces are excluded from th|s Act.

No person may unfatrly dlscnmmale d]rectly or mdlrectly, against an employee

in any empIPytnent pollcy or practlce on one or more grounds including race,

| gender pregnancy marital status famlly responsnblhty ethnic or social origin,

colour, sexual orientation, age dlsablllty, rellglon HIV status, conscience,

belief, political opinion, culture, language, and birth.

; Summary of the Act to be published in the other nine official languages in due course.
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_-"'A'e't or to prefer or exclude any person on the basis of an inherent job

2.3

2.4

_Summary of the Einployment Equity Act

EEA3

It is not unfair discrimination to promote affirmative action consistent with the

~_requirement, ..

Melica Testng:Secion 7

(a) Medical testing of an emp'loyee' is permiSsibIe only when legislation requires

testmg or when this is justifiable for various reasons.
(b) HIV testmg is prolub:ted unless sueh testmg is determmed to be justifiable
by the Labour Court.

Psychological Testing: Section8

Psychological testing and similar assessments are prohlbrted, unless the test is

* scientifically valid and reliable, can be :a.p\p_lied.-faii-ly; to all employees, and is not

biased ?e_'xg"aig_st any emplloy:ee or.group.

Disputes concerning this Chapter : Section 10

(a) An employee or appllcant for employment may refer a dispute concerning
alleged unfair dlscrlmmatlon (or medical or’ psychological testing) to the
CCMA for conciliation. This must be done within six months of the alleged

discrimination (or testing). -

' (b) Ifa dlspute |s not resolved at conc:hatmn a, party may refer it to the Labour

C oun for adjudlcanon The partles to a dlspute may also agree to refer the .

dispute to arbitration. il wein

(c) Unfalr dlsmlssal dlsputes m whlch unfair dlscnmmatlon is alleged must be

dealt wnh m terms of the Labour Relatlons Act The dlsmlssal must be

referred to the CCMA wnhm 30 days L
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3.1 Duties of a Designated Employer: Section 13

Summary of the Employment Equity Act.

" '.C]i“";l"fél" I Affirmative Action

EEA3

(a) A designated employer must implement affirmative action measures for

designated:groups to achieve employment equity. | i 2

“(b) In order to implement affirmative action measun]ss a demgnated employer

must;: -

(a) Affirmative action measures are measures

e consult with employees;

* conductan analysis;

e prepare an employment equtty plan and

e re'port"to the Director-General on progress made in the

‘implementation of the plan.

3.2 Affirmative Action measures: Section 15

intended to ensure that

suitably - qualified ‘employees from: 'clesfigh'aited groups have equal

= -.employment opportunity - ‘and are -equitably - represented in all

‘oce upatlonal categones and levels of the workforce. '

(b) .' _Such measures must mclude

. -groups,

'representatlon Thls excludes quotas

|dent|t" catlon and ellmmatlon of barners Wlth an adverse impact on

designated groups,

_ measures whlch promote dwers:ty, ,

makmg reasonable accommodat:on for |!)eople from designated

rdny e

retent:on development and trammg of desu’nated groups (including

8 SkI"S development), and

preferent:al treatment and numencal goals to ensure equitable

(c) Demgnated employers are not reqmred to take ‘any decision regarding an

emp!oyment pohcy or practlce that would estabilsh an absolute barrier to
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Summary of the Employment Equity Act

EEA3
prospective or continued employment or advancement of people not from

desi gnated groups

3.3 Consultatlon. Sectlons 16 and 17

A designa’ted employer must take - reasonable- steps to consult with
representatives of employees representing the diverse interests of the workforce
on the conducting of an analysis, preparation and implementation of a plan, and

on reporting to the Director-General. .
3.4 Disclosure of Information: Section 18

- To ensure meaningful consultation, the employer must disclose relevant
information to the consulting parties, subject to section 16 of the Labour
Relations Act 66 of 1995.

' 3.5 Analysis: Section 19

A designated employer must conduct an analysis of employment policies,
practices, procedures, and workmg environment so as to ldentlfy employment
barriers that adversely affect members of des:gnated groups. The analysis must
also include the development ofa workforce profile to determme to what extent

; desrgnated groups are under—represented in the workplace
3.6 Employmeut Equity Plan: Section 20

(a) A designated': -'e".lﬁ.ployei' must orepai'e and iﬁiple"ment a plan to achieve

. employment équity, which must: i BN

e have objectives for each year of the plan
"o include affirmative action measures;
e have numerical goals for achiewng eqmtable representation;
o havea nmetable for each year, '
o have internal momtormg and’ evaiuatlon procedures, including
internal dlspute resolutlon mechamsms, and
e ‘;udentlfy persons, lncludmg senlor managers to monitor and

nnplement the plan
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3.7

3.8

| Designated ein ployer must hssign a manager: Sectibn 24

Summary of the Einployment Equity Act
EEA 3

Report : Section 21. .
(a) An employer who employs fewer than 150 employees must submit its first
- report to the Director-General within 12 months after the commencement of

the Act, and thereafter every two years on the first workin g day of October.

(b) An employer who employs 150 or more employees, must submit its first
report 6 months after the commencement of .thei Act, and thereafter every

year on the first working day of October.

A designated employer must assign one or more senior managers to ensure

_implementation and monitoring of the employment eﬁu_ity plan and must make

.. available necessary resources for this purpose.

3.9

Income Differentials : Section 27 |

A statement of remuneration and benefits received in each occupational

category and level of the workforce must be su bmittedi by a designated employer

to the Employtﬁent Conditions Commission (ECC)., | |

Where there are disproportionate income differentials, a designated employer

must take measures to_reduce it progressively. Such ‘measures may’ include

collective bargaining, compliance with sectoral determinations (section 51 of the

Basic Conditions. of Employment Act, 1997); the application of norms and
- benchmarks recommended by. the ECC, relevant measures. contained in skills

- «development legislation, and any other appropriate .steﬁs.
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Summary of the Emplayment Equity Act
EEA 3

Chapter V — Monitoring, Enforcement and Legal Proceedings =

4.1

iy

4.3

4.4

45

Monitoring: Section:34

Employee or trade union representatives can monitor-contraventions of the Act

and report to relevant bodies.

‘Powers of the Labour Inspector: Section 35 -

Labour Inspectors are authorised to conduct an inspection as provided for in

sections 65 and 66 of the Basic Conditions of Employment Act, 1997.

Undertaking to Comply: Section 36

" If the inspector has reasonable grounds to believe that a designated employer

has failed to comply with its obligations in terms of the Act, the inspector will

obtain a written undertaking to comply within a specified period.

Compliance Order: Section 37

“If the’ des:gnated employer refuses to comply with the wntten undertakmg, the

inspector will issite an order to comply

Review by Diréctor-General: Section43 &

The Director-General ‘may conduct a review to ‘determine whether an employer
is complying with the Act. On completion of the review, the Director-General

may make recommendations for eomphance within certain time frames.
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5.

4.6

4-7

Chapter VI - General Provisions

5.1

5.2

" Powers of the Labour Court: Section 50

. compensation, or impose fines. ' |

~ State contracts: Section 53

everything in its power to prevent the undesired act.

Summary of the Employment Equity Act

|
; 1
i ' |

Protection of Em pioyee Rights: Section 51

* Act against victimisation, obstruction and undue influence.

|

EEA3

"The Labour Court has the powers to make '.any appropriate brdér's,’."'a;\.zard

The Act protects employees who exercise their rights and obligations under the

Designatéd employers and employers who vol_unta;i_lir c&nply :with Chapter 111,

s . .
~ who seek to do business with any organ of state, will have to apply for a

certificate from the Minister confirming their-compliiance with Chapters II and

Il of the Act. Non-designated employers’ compliance certificates will pertain

to Chapter II.-

Liabilitj; of Empioyers: Section 60

Should employees contravene any provision of this Act, while performing their

duties, the employer will be liable unless the employer can prove that it did
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Nkomiso wa Newu wa Ndzingano- -

- NDZAWULO YA VATIRHI

Nkomlso wa Nawu wa Ndzmgano wa Vuthon, S55wa 1998, wu humesnwa hl ku landzelela

leenge xa 25(1)

1. Kavanyisa ‘ka 1 - Tinlilamuselo, Xikoﬁgomeld, 'Nhlamuselo na
 Maendlelo/Matirhiselo ; '

1.1 Xik;ngom_elo xa Nawﬁ:_.Xijrenge xa 2
- ':')'(‘iko'n.;goiheio: xz.{ NaWu'i ku ﬁkelelandzmgano eﬁtirhweni_, hi ku;

. .\(_a) ,tlakusa xnylrno X0 nnganana na makhomele iamanene eka vuthori/ntirho
hi tlhelo ro herisa xihlawu-hlawu lex1 ngari ki kahle; na. -

(b) ku tlrhlsa endlele ro lulamisa lesw1 khale aswi hombolokxle (“affirmative
. action”) hi thlelo ro endlela ku lulamisa leswi a swi nga ri kahle eka
- matholele tani hi laha swi veke xiswona xikarhi ka mintlawa leyi a yi
“hlawuleriwela etlhélo, leswaku sweswi ku ta vonisisiwa leswaku ku va na
' ndzingano wa' vuyimeri eka’ mlkhetekanyo ya mmtirho na swiyimo eka

; ntlawa Wi vatirhis- cioae s b e B B e

.1.2 : Matirhjisel.e:)-ré INa‘.vu:' Xl;.yen.gé;a. I4

(a) Kavanyisa ka II (SWI)’el‘lge 5 = 11) ku khumba vathon na vatlrhl
' hmkwavo ' g} itk :

-"‘-(b)':'i-:'--Kavanylsa ka* 1I (svﬁyenge 12 - 2’7) ku khumba vathori lava
hlawunweke WETR S T O T

(¢) . Muthori loy_i a hlawuriwekg sw1 vula muthori loyi a tholaka 50 wa vatirhi
" kumbe ku tlula kwalaho, kumbe loyi hi lembe'a'j_lga endlaka ntsengo wa
vuyelo lowu kombetiweke eka Xitandzhaku xa 4 xa Nawu, vamasipala na
swirho/marhavi- ya mfumo. Vathori va nga tlhela va tihlawulela ku va -
vathori lava hlawuriweke. | '

(d) Ntlawa wa vah!awunwa wu vula vanhu va vantlma, vavasati kumbe
vanhu lava va. tsomweke
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(o) -

2.1

423

23

24

|
Nkomiso wa Nawu wa Nd=ingano i

| EEA 3A

Nawu lowu a wu khumbi lava-va nga swirho swa Vuthu ra Vusirhelelo
 bya Rixaka, Nhlangano wa Vuhlon bya Rixaka, kumbe Ntirho wa
SWIhundla eAfrlka Dzonga

Kavanyisa ka 2 - Ku sivela xihlawu-hlawu lexi nga ri ki kahle

. Ku -hava munhu loyi a nga endlaku -'xihleiwﬁ'—hlawu, hi ndlela leyi
kongomeke kumbe hi ndlela yin’wana eka muthoriwa, eka endlele rihi na

rihi ra vuthori kumbe ntirho, hikwalaho ka xikongomelo xin’we kumbe
swo tala, ku katsa mhaka ya rixaka, rimbewu, }(u biha emirini, vukati,
vutihlamuleri bya ndyangu, ntlawa wa rixaka kumbe ku tumbuluka eka
vanhu va mahanyele yo karhi, muhlovo wa nhlénghe, ku voyamela eka

~ tlhelo rin’we ra rimbewu, vukhale/malembe, ‘vutsoniwa, vukhongeri,

xiyimo xa vuvabyi bya HIV, ripfalo/vutitwi, vutshembheri eka swa khale,
maehleketelele/mlanakanyo eka swa tipolotiki, ndzhaka ririmi na ku

veleklwa

| A hi _mhaka ya SﬁihlaWu hlawu xo. biha'e-ka ku téké magoza yo lulamisa
leswi khale a swi homboloklle leswi yelanaka na xikongomelo xa Nawu,

kumbe ku. hlawula, ku kh:ra kumbe ku tsakela ‘munhu wihi na wihi
hikwalaho ka leswi swi nga swilaveko leswi t1 snmekeke tani hi swilaveko
swa ntirho. !

‘Swikambelo swa Vutshungun Cingeni g ¥

(a) Ku' “kamberiwa hi " ndlela 'y'é. | 'vu:t.siﬁﬁhgu'r'i‘i' ‘eka ‘muthoriwa swi

pfumeleriwa ntsena loko nawu wa mfumo wu koxa leswaku ku va na
vukamberl kumbe loko sw1 Ti leswi nylklweke mfanelo yo endla tano
hr xnkongomelo xa ntlylso lowu lavekaka :

P B
ol

(b) Ku kamberiwa ku endlela ku tiva xiyimo xa H'IV"a"ku pfumeleriwi
handle ka loko ku kambela koloko ku voniwa ku fanerlle hi Khoto ya
@Vadhio

R
|

" Vukamberi I__Jya ntivo-mie_hleketo/rim_oya__: Xiyenge xa 8

Vukamberi: bya ntivo-michleketo 'na mimpimanyiso yo fana a byi
“pfumeleriwi, handle ka loko byi ri lebyi kombisiweke hi ndlela ya
~ Xisayinsi ku va byi ri lebyi tirhisekaka no tshembeka, ku nga endliwaka
“hi ndlela leyinene eka vatirhi hinkwavo, na ku a byi voyameli eka
mutirhi kumbe ntlawa wihi na wihi wo Karhi. |
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- Minkanetano/Madzolonga/Swivilelo mayelana na Kavanylsa loku :

Xiyenge xa 10

(a) Muthonwa kumbe mukomben wa ntlrho eka vuthoriientlrhwem a
_ nga hundzisela swivilelo leswi khumbaka swnhehlo swa ku avanyisa
loku nga amukelekiki (kumbe ku kambela vutshuguri kumbe ntivo-
'_miehleketo/rimoya) eka Khomixini yo Lulama, ku Hlanganisa no
Ahlula (CCMA/KLHA) leswaku yi nghenelela. Leswi swi fanele ku
endliwa enkarhini wa ntsevu wa tin’hweti endzhaku ka swihehlo swa

' ku avanylsa (kumbe vukamberi) '

(b) Loko xivilelo xi nga herisiv’vanga eka vangheneleri, wun’ wana a nga
xi yisa eka Khoto ya Vatirhi leswaku yi ya teka xiboho. Lava
" khumbekaka eka xivilelo va nga tlheia va pfumelelana leswaku va
hundzlsela xnvnlelo eka valamun . 3

() Swivilelo swa ku ‘hlongoriwa hi ndlela leyi nga amukelekiki laha ku

31

nga na swihehlo swa ku avanyisa lo ku nga amukelekiki, swi fanele
“'ku langutisisiwa hi ku landza nawu wa Vuxaka bya le Mintirhweni.

Xivilelo xo hlongoriwa xi fanele ku hundziseriwa eka Khomixini yo
Lulama, ku Hlangamsa no Ahlula (CCMA/KLHA) enkarhini wa 30
- wa'masiku. :

Kavanyisa ka 3 — Ku lulamisa leswi khale a swi hombolokile

Mintirho ya _lputhori'loyi a _hlgwutjiweke':_)_{iyen_ge_ xa 13

(a) Muthorl loy1 a hlawunweke, u fanele ku va loko a lava ku fikelela eka

ndzmgano wa vuthorl a tlrhlsa endlele leri ro lulamisa leswi khale a
‘hombolokile eka vanhu. lava humaka eka mintlawa leyi
g hlawu;anlg_e; _. '

(b) Ku simeka matirhelo yo lulamisa leswi Khale a swi hombolokile,
muthori loyi a hlawuriweke u fanele a: - ' :

. "t§undiﬁkaﬁ"a/ku"ti'h]ang;anisaIna vatithi; .~
* endla ntlhantlho wa vuxopaxopi/vulavisisi;
e .__,lulalmsa kungu ra ndzmgano wa vuthori; na ku
e , _vika eka Mulawun-Nkulu hi mayelana na nhluvuku lowu
o _ _endllweke eka matlrhlsele ya pulam ya ndzingano wa vuthori.
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3.2 Magoza yo lulamisa leswi khale a swi hombo'lt?kjle: Xiyenge xa 15

3.3

(@  Magoza yo lulamisa leswi khale a swi hombolokile i magoza la

- mo endlela ku vonisisa leswaku vanhu iava va nga fanela kahle
eka swilaveko swa vona lava humaka hi le ka mintlawa leyi
hlawuriweke na vona va va na nkarhi na tlmflmelo to ringana eka

“vathori ni leswaku na vona va vekiwa eka xiyimo Xo ringanana
eka mlkhetekanyo hinkwayo ya mmtlrho na sw1y1mo hinkwaswo

swa vuthu ra Vatlrhl ' ' ;

b Magbza ya lawo' ma fanele ku katsé‘} . |

I
I
|
|
|
i

- e ku kombxsa na ku herisa mmdznllkana leyl khumbaka vanhu vo
~ huma hi le ka mmtlawa leyi nga hlawurlwa hi ndlela leyi nga

amukelekiki;

'* magoza lama nga endliwa hi tlhelo 10 von151Sa leswaku ku yiwa
_emahlwem ni ku va na ku hambana-hambana, 5
. ku endla vurhurhelo lebyi amukelekaka bya banhu lava humaka-

eka mintlawa leyi nga. hlawunwa,

e ku hlaylsa, ku hluvukisa na ku leteld eka vanHu la va humaka eka
mintlawa leyi nga hlawunwa (ku katsa na nhluvukiso wa:

vutshlla), na

~e ku pfuneta hi tlhelo .ra vutlhlawulen ni swikongomelo swa
nyumeresi leswaku _ku. va na xiyimo Xo ringanana. Leswi a swi

- katsi mhaka ya swa mimpimo (quotas).

‘(¢) Muthori loyi a nga h]awuri,wa a nga pfumclc:riwi ku teka xibohofxihi

na xihi-mayelana na nawu wa mafambisele ya swa vuthori kumbe
- endlele ra ntirho leri nga ta vanga =kuutumbu§luxiwa ka ndzilikana wa
- Xiviri eka vuthori lebyi fanelaka ku va kona kumbe ku ya emahlweni

ka vanhu lava nga humiki hi le ka mintlawa ljeyi nga hlawuriwa,

Ku ti hlanganisa no tsundzuxana: Swiyenge.,_Siiva 16 nal17

. Muthori loyi a hlawuriweke u fanele ku teka rﬁagoza lama faneleke yo
tlhlangamsa na vayimeri va vatirhi lava yimelaka ku navela loku
- anameke ka vuthu ra vatirhi eka mafambiselo ya vulavisisi, ku lulamisa

no simeka kungu, no _yxka el_(a Mula\wrl-Nk_ulu.
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3.4  Ku paluxa/humesa marungula: Xiyenge xa 18

Ku tiyisisa ku ti hlémganisa loku nga na koka, muthori u fanele ku humesa
marugula lama faneleke eka mintlawa ya vuhlanganisi, ku ya hi xiyenge
xa 16 xa Nawu wa Vuxaka bya le Mintirhweni, Nawu 66 wa 1995.

35  Ntlhantlho/Ku lavisisa: Xiyenge xa 19

Muthori loyi a nga hlawuriwa u fanele a en_dla'ntlhan_tlhofvulavisisi bya nawu
wa mafambisele eka swa vuthori, matirhele, tindlela leti landzeleriwaka, na
xiyimo xa ndhaWu yo tirhela eka yona, eka ku endlela ku kombisa mindzilikana
ya vuthori leyi khumbaka vanhu lava humaka eka mintlawa leyi nga hlawuriwa
hindlela Ieyl nga amukelekiki. Vulavaslsl byl fanele ku tlhela byi katsa
nhluvukiso wa xwumbeko xa vuthu ra vatirhi, ku vona h| laha mintlawa leyi
hlawunweke yi kayivelaka vuyimeri entlrhwem

3.6 Pulani kumbe kungu ya vuthori bya _ndzihg’an'o": Xiyenge xa 20

()  Muthori loyia hlawuriweke u fanele ku lulamisa no simeka kungu
leswaku a ta ﬁk’el_ela ku ringana eka matholele, naswona ri fanele:

e ku va na swikongomelo swa lembe rin’wana na rin’wana ra
kungu; ' ' '
o ku Katsa magoza yoTulamisa leswi a swi hombolokile khale;
e ku va na swikongomelo swa nyumeresi leswi faneleke ku
fikelela vuyimeri bya ndzingano bya vanhu;
e ku va na nongonoko wa lembe na lembe;
"o - ku va na matirhelo ya le ndzeni yo xiyisisa no pima, ku katsa
- na makungu ya le ndzeni yo kuma tmhlamulo ta swivilelo
leswi nga va ka kona'; na >
e ku kuma vanhu, ku katsa na vafambisi va xiyimo xa le henhla,
- lava nga ta xiyisisa no simeka kungu.. -

3.7 Xiviko : Xiyengexa 21 .

(@)  Muthori loyi a tholaka vatirhi lava va nga hansi ka 150, u fanele
- ku rhumela xiviko xa yena xo sungula eka Mulawuri-Nkulu ku
~nga si hela 12 wa tin’hweti endzhaku ka ku sungula ku tirha ka
Nawu, -kutani endzhaku ka swona xi fanele ku rhumeriwa
endzhaku ka malembe yan’wana na yan’wana mambirhi, hi siku

ro sungula ra Nhlangula.
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3.9

4.1

Nkomisa wa Nawu wa Ndzingano i

EEA 3A

(b) - Muthori loyi a tholaka 150 wa vatirhi kumbe ku tlula, u fanele ku
rhumela xiviko xo sungula eka Mulawuri-Nkulu ku nga si hela
ntsevu wa tin’hweti endzhaku ka ku sungula ku tirha ka Nawu
lowu, kutani-endzhaku ka swona xi fanele ku rhumeriwa endzhaku
ka lembe rin’wana na rin’wana, hi siku ro sungula ra Nhlangula.

Muthori loyi a hlawuriweke u fanele ku hl_awu_ia mufambisi: Xiyenge
xa 24
|
| | |
Muthori loyi a hlawuriweke u fanele ku hlawula mufambisi-nkulu

wun’we kumbe vo hlaya leswaku va tiyisisa ku simekiwa na ku xiyaxiya

- kungu ra ku ringana eka matholele naswona u fanele ku vona leswaku ku

na swihlovo leswi lavekaka swa ntirho. i
' i
Ku hambana ka miholo: Xiyenge xa 27

Xiviko xa miholo na mimbuyelo leyi yi nga amukeriwa eka xiyenge na
xiyimo xin’wana xa ntirho xa vuthu ra vatirhi, xi fanele ku rhumeriwa hi
muthori loyi a hlawuriweke eka Khomixini ya ta Matshamelo ya le
Mintirhweni (KMM).

Laha ku nga hava ku yelana eka ku hambana ka miholo, muthori loyi a
hlawuriweke u fanele ku teka magoza ya ku hunguta hi ku famba ka
nkarhi. Magoza yo tani ya nga katsa ku ti .vumba!.nya-ndza yin’we eka ku

- kanerisana, ku fambelana na ku tiyimisela ku ya hi swiyenge (xiyenge xa

51 xa Nawu wa Swiboho swa Masungulo ya Ntirho); ku tirhisa
mintolovelo. na masungulo lama bumabumeriwéka hi Khomixini ya ta
Matshamelo- ya le Mintirhweni-(KMM), _.tindl_e_lai_leti faneleke leti nga le
ka nawu wa nhluvukiso wa vutshila, na magoza yz:m’wana lama faneleke.

Kavahyiéa kaV- 'Ku_ Xiy_isisa, ku Sindzisa na hhatirhelo ya Nawu

Ku Xiyisisa: Xiyengexa34- . |

- Mutirhi kumbe vayimeri va vatirhi va nga xiyisisa ku tluriwa ka Nawu

kutani va vika eka minhlangano leyi faneleke.
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4.4

45

Nkomisa wa Nawu wa Ndzingano -

EEA 3A

Matimba ya Mukamberi wa Vatirhi: Xiyenge xa35 -

Vakamberi va vatirhi va pfumeleriwa ku endla vukamberi ku ya hi laha
swi pfumeleriwaka hi swiyenge swa 65 na 66 swa Nawu wa Swiboho swa
Masungulo ya Ntirho: '

Ku tiyimisela ku landzelela swipimelo: Xiyenge xa 36 ~

Loko mukamberi a ri na swivangelo leswi amukelakaka swo kholwa
leswaku muthori loyi a hlawuriweke u tsandzeke ku landzelela swipimelo
hi ku landza Nawu, mukamberi u ta kuma xikogomelo lexi tsariweke xo
landzelela swipimelo lesw1 faneleke ku hetlslslwa enkarhlm wo karhi
lowu pimiweke. I i ik e

Xileriso xo Landzelela Swipimelo: Xiyenge xa37

Loko muthori loyi a hlawuriweke a ala ku landzélela swipimelo swa
xikongomelo “lexi ‘tsariweke, mukamberl u ta humesa xileriso xo
landzelela swipimelo. o Ay 2 ' :

Nkambisiso hi MuIaWuri—Nkulu: Xiyenge xa 43

- Mulawuri-Nkulua nga‘endla nkambisiso ku vona leswaku swipimelo swa
landzeleriwa. Loko ku hela nkambisiso, Mulawuri-Nkulu a nga endla
* swibumabuthelo 'swo landzelela swipimelo 1esw1 faneieke ku hetisisiwa

' emmkarhlm yo karhl ieyl pimlweke

- 4.6

4.7

'Matlmba ya Khoto ya Vatlrhr leenge Xa 50

Khoto ya Vatlrhl yi na matimba yo endla swﬂenso lesw1 faneleke yo

- nyika'ndziriso, Kumbe ku nyika fayini.

Nsirhelelo wa Timfanelo ta Mutirhi: Xiyengexa 51 - -

Nawu wi sitheléla vatirhi-lava tirhisaka timfanelo na‘ku tiyisela ka vona
hi ku landza Nawu, eka ki chavisiwa, ku' siveriwa na nkucetelo lowu
tshikelelaka.
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'EEA 3A

3 Kavanyisa ka VI — Swipimelo swo Angarhela

5.1

5.2

Tikontraka ta Mfumo: Xiyenge xa 53

Vathori lava va hlawuriweke na vathori lava va tihlawulelaka ku
landzelela swipimelo swa Kavanyisa ka III, lava tsakelaka ku endla
bindzu na xiyenge xin’wana na xin’wana xa mfumo, va fanele ku endla
xikombelo xa setifikheti xo huma eka Holobye, lexi tiyisisaka leswaku va
landzelela swipimelo swa Kavanyisa ka II na IIl swa Nawu. Tisetifikheti
ta vathori lava va nga hlawuriwangiki ti ta khumba ntsena Kavanyisa
ka II. | ,’

| oy |

Vutihlamuleri bya Vathori: Xiyenge xa 60

Loko vatirhi va tlula swipimelo swa Nawu lowu, loko va ri karhi va endla
mintirho ya vona, vutihlamuleri byi ta va emakatleni ya muthori, handle
ka loko muthori a swi veka erivaleni leswaku u endlile hi laha a nga swi
kota ha kona ku sivela migingiriko leyi nga amukelekiki.
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Statement of Income Differentials to the Employment Conditions Commission

DEPARTMENT OF LABOUR

EEA 4

Income leferentlal Slatement

Page: 1 of2

Employment Equity Act.
55 of 1998, Section 27

' PLEASE READ THIS FIRST

WHAT IS THE PURPOSE,
OF THIS FORM?

This form contains the format for

reporting income differentials to the |

Employ ment Conditions Commission.

WHO Fil.,l..S IN THIS FORM"

AH deslgnated empleycrs, that ha\re to
submit a report in terms ‘of :the |

Employment Equity Act, 55 of IQ‘_JS

Smaller employers - (less' than 150

employees) only have to complete
Sections A and D of this statement.
All  other designated employers
complete: every section - of this.
statement.

INSTRUCTIONS

Income levels per occupational group. |

must be reported in two wage

categories. In completing:the Income |-

Levels, the first income level (1)
represents the average equivalent
yearly remuneration and benefits -of
the five highest paid employees in that
occupanonal category

The second income level (2)
represents the average equivalent
vearly remuncration and benefits of
the five lowest paid employees in that
occupational category. For reporting
purposes,  calculate  what  the
equivalent yearly ‘remuneration and
benefits would be of workers who are
not employed full-time.

Per occupational group:

The first income level (1) = sum of the
5 highest salaries in that occupational
group divided by 5.

The second income level (2) = sum of
the 5 Jlowest salaries in that
occupational group divided by 5.

Sectlon A:'Em ployer details

ot

Employer' :

.[Registration No:

SARS Registration No: .'-'

- [UIF Number:

“{Industry Sector:

Contact Person:

Address:

TownfCity:

- |Postal Code: - -

Telephone No: .

- {Fax'No: .

[E-Mail Address

Date of submission:

TE

Section B: Income differ}ential# per occupational category

Occupational
Categories

Income Levels

Legislators, senior officials

and managers”

Professionals

Technicians and associate

professionals

Clerks

Service and sales workers -

Skilled agricultural and

fishery workers

Crafi and relaf_cd trades

|workers

Plant and machine operators

.

and assemblers

.

Elementary occupations

S CCHEEEEEEEEEEE EEE
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Statement of Income Differentials to the Employment Conditions Commission

EEA 4
- DEPARTMENT OF LABOUR
___Income Differential Statement =~ Page: 2 of 2 |
Section C: Income differentials by occupational level
Per occupational level: 2 Faed
The first iricome level (1) = sum of the § ‘Occupational . ! Income levels
highest salaries in that occupational level level
divided by 5. . : Top management ' 1. IR
The second income level (2) = sum of ) o S 2. R
the 5 lowest salaries in that occupational . : P _
level divided by 5. & : Senior management B 1. IR
W |
Income and Occupational Groups are P 2. IR
defined in Regulation 6. ’
- Professionally qualified 1.'IR
SEND TO? and experienced specialists and mid - :
' Employment Conditions Commission AMmEeeht: &y 2. R
c/o Employment Equity Registry : :
(Income [.‘.‘if'fcrventi::ls)y Skifled ?cchmcal z{nd 4 LR
The Department of Labour academically qualified workers,
Private Bag X117 junior management, supervisors, 2. 1R
Pretoria _ foremen, and superintendents . .
0001 Semi-skilled and discretionary 1. (R
e-mail: ee@labour.gov.za , [decisionmaking
. : 2. |R
Unskilled and defined decision 1.'|IR
making
2. R
i
Section D: Total income differentials
1
Income levels
!
. R
All occupations and levels R T
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Employment Equity Undertaking

EEAS
Employment Equity Act, 55 of 1998,
: Seclmn 36 . .
PLEASE READ THIS FIRST " DEPARTMENT OF LABOUR 3
- UNDERTAKING
ReIfCasc No ........ e

) ) Enquiries:
WHAT IS THE PURI_’OSE OF THIS :

FORM?

To record an Undertaking by thetmploy\'er'_ _ . ' St o Dt g
to comply with paragraphs (a) to () of | - (Delete that which is not applicable)
Section 36 of the Act. i ' '

WHOFILLSINTHISFORM? | 1 1/ We covcremriersese oo neessenss s essnissens e (EMlOYeR)
‘The employer, assisted by the inspector. . ) :
WHERE DOES THIS FORM GO? ¥ . (ReglslrauonNn]
The inspector, . I Al . TR T e B
s _undertake to comply with the following paragraphs of section 36 of the Act:
INSTRUCTIONS ' ok ; o
May be issued when an inspector has
reasonable grounds to - believe ‘that a
designated employer has failed to comply

with paragraphs () to(j) of Section 36 of 1he
Act.

Failure to comply wu:h this Underlahng

will result in a Compliance Order-(EEA 6)
being issued.

| DATEDTHIS ..oooovoveoesee DAY OF oo YEAR s

oot s e sannmiessraeesbsasanssssn o pessmmatagssaszaisssses (PLACE)
s
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Employment Equity Undertaking

EEA 6
Employment Equity Act, 55 of 1998,
Section 37 ;
PLEASE READ THIS FIRST DEPARTMENT OF LABOUR
- COMPLIANCE ORDER

. 3 Ref/Case Not.......oovviiiiiii,
WHAT 1S THE PURPOSE OF THIS i w
FORM? i Enquiries: ......cooovviennnnnnn,
To enforce compliance relating to i g Date of isSU€: .....oceeuvennirnnnn..
paragraphs (a) to (j) of Section 36 of the : : :
Act, Provinieial-Qffice/Labonr CRntie: o humm s s wivessniine

(Delete that which is not applicable)
WHO FILLS IN THIS FORM? .

The Inspector.

R T
WHERE DOES THIS FORM GO? :

2. REEISITALON NOu ... cviiuieiee ittt e ettt et e e e e eeen s
The employer.

3. b 7 4 T R B T
INSTRUCTIONS 5 4 4. You have not complied with the following provisions of the Act as specified in

» The inspector may issue a RarmgtEphs:(a) toi) of Section. 36,

Compliance Order to a designated

employer if that employer has refused PAPABIAPK(EY: . oniommssnsomssims romits inus it o s ven s S S0 G B e
to give a written Undertaking S w0 ‘ :

(EEA 3) in terms of Section 36, when | 5. B T e O
requested to do so; or failed to comply | R A R R

with a written Undertaking (EEA 5)
given in terms of Section 36.

e The employer must display a copy of '
this order prominently at a place
accessible to the affected employees at "AND/OR
each workplace named in it. :
s An employer must comply within the | 6. You have not complied with a written undertaking to the following extent:
time period stated unless the employer B R R A A Y A R R AR A
objectsinterms of Section 39. |
s Failure to comply could resuit in a
referral to the Labour Court.
AND/OR
7. You are required to implement the following within ___ days of receipt hereof:
7.1
7.2
AND/OR
8. Fines

8.1 The Director-General may recommend to the Labour Court to impose a
fine in accordance with Schedule 1 of the Act, which Schedule contains the
following:
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Employment Equity Undertaking
EEA 6

SCHEDULE 1

Maximum fine that may be imposed in terms of the Act for contravention of certain
prows:ons of the Act. .

PREVIOUS CONTRAYENTION CONTRAVENTION OF ANY
PROVISION OF SECTIONS 16, l9
20,21,22 AND 23

“No previous contravention LA R500 000
A previous contravention in respect of R600 000
the same provision : :

A previous contravention within the R700 000

previous twelve months or two previous
contraventions in respect of the same
provision within three years

Three previous contraventions in R800 000
respect of the same provision within

three years . .

Four previous contraventions in respect ; R900 000

of the same provision within three years
1.9, Objections
You may object to this compliance order by making representations to the

Director-General within 21 days of receipt of this order.

DAY OF s

GIVEN UNDER MY HAND ON THIS ............

YEAR .......... AT conilaiivimussnvisgiaaiiien (PLACE)

LABOUR INSPECTOR
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Employment Equity Act, 55 of 1998,
Section 39

PLEASE READ THIS FIRST

WHAT IS THE PURPOSE OF THIS
FORM? .

For a designated employer to object against
a compliance order.

WHO FILLS IN THIS FORM?
The employer.
WHERE DOES THIS FORM GO?

To the Provincial Office of the Department
from which the compliance order was
issued.

INSTRUCTIONS

*  This objection must be lodged to the
office of the Provincial Director that
issued the compliance order within 21
days of the date of receipt of the
compliance order.

s Must include all relevant information
submitted to the Department of
Labour.

employee(s) affected by it or, if this is
impractical to a representative of the
employee(s), including a registered
trade union.

s A copy must be delivered to the’

Employment Equity Objection to Compliance Order

4.

EEA 7

'DEPARTMENT OF LABOUR

OBJECTION AGAINST A COMPLIANCE ORDER
IN TERMS OF SECTION 39 OF THE ACT

NOTICE OF OBJECTION
BT T OO B e R S S SR S R S
REGISHRATION NOT wuzonissrmimto s o s e s S S b s
Telephone No: ..vevvvveivinilonen, ereenis S S R R A S e

e L
AAIESS: 1ot vveirteie i e e s et e e e e et e eneaneenas
........... erverreeesessesesessssesen s esens v sensss POSIAL COGE e errsoroesss v,

Quote the reference number and date of the compliance order against which the
objection. is lodged. :

Reference/Case NO. ..vvvvivsivneveieninineenrnnenns 2 (O
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E mp'(oyx;:m:f Equity Objection to Complidnce Order -~
EEA 7

Any documentary evidence (or copies thercol) 1hal )ou wlsh to submit in support of your comenuon(s) as slated in paragraph 4
should be altachcd and listed below: ° : :

Nul_n.i)er"_ :_: L e T Title or description of document

5. Appeal

You may appeal to the Labour Court égainst any order made by the _[)iréc{or-Géﬁéral within 21 déy_s of receipt of the order.

PISCE: civviinlitimmssinimsianinms i i

' - Signature of objector / employer

2 -Fu‘_ll Name of objcclcrr‘ -'gmplo,\'cr i

_ Designation




ANNEXURE 1: Demographic Data

Employment Equity Act,
35 of 1998 1. ECONOMICALLY ACTIVE POPULATION BY PROVINCE
| ; i Kwazulu ¢ Northern . 3
Eastern C Free State - Gauteng M I MNorthern Cape 2 North West | Western Ca I'otal
PLEASE READ THIS FIRST i Natal e o em C3pE]  province 1 West | We pe
Employed 786818 701175 2564243 1570573 605925 215523 570129, 725287 1374174 9113847
Unemployed 742427 299948 1007766 - 1008944 297290 86060/ 486554| 443546 299114 4671647
Total 1529245 1001123 3572009 2579517 9032i5| 301583 1056683 - 1168833 1673288] 13785493
WHAT IS THE PURPOSE
OF THIS ANNEXURE? _ IEmploycd (%) 8.63% 7.69% 28.14% 17.23%| 6.65% 2.36%) 6.26%| 7.96%| 15.08%
[Uncmployed (%) 15.89% 6.42% 21.57%)| 21.60% 6.36% 1.84% 10.42% 9.49%| 6.40%|
The data contained in this annexure || I7oral (%) 11.09% 7.26% 25.91% 18.71% 6.55% 2.19% 7.67% 8.48% 12.14%,
were taken from the Census 96, :
published in 1998 by Statistics South
Africa.
INSTRUCTIONS _ 2. ECONOMICALLY ACTIVE POPULATION BY RACE Al\_lD'GENDER
B o . African Coloured © Asian White Other Male Female
mployers may use this when 7 : -
conducting an analysis of the [Employed 5682476| 1129515 363486 1856452 81917 5481903 3631944
workforce profile, to make a || [Unemployed 4205992| 299231 50379 89066, . 26980} 2039917 2631730
comparison with the relevant national = = ——
and provincial demographics.  Please || [T2%2! 9888468 148746 413865 1945518 108897 7521820 6263673
note that the columns and rows do not g — r—rrr——— — =
always total cxactly. This is because || |Employed (%) 62.35% 12.39% 3.99% 20.37% 0.90% 60.15% 39.85%
Statistics SA rounds off the numbers
in their publications, Unemployed (%) 90.03% 6.41% 1.08% 1.91% 0.58% 43.67% 56.33%
Ti ) : : ; 79%) : 45.44%
Sheuld ore desosaciiic otal (%) 71.73% 10.36% 3.00% 14.11% 0.79% 54.56% 5
information be required, these may be
obtained from Statistics SA.

8 Vad
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Free State-

 Gauteng

" Kwazul
- Natal -

s,

“Northem

-~ Ca

‘Northern
; -l'myincc.

North West

Western - |

“Total.

.. 128722]

49079|

5551

(12647} -

21720

. 75302

363028

Professionials

1250676|

" 144273

14382

733200

57539

. 124540|

852578

Sy et
Technicians and dssociate’professional

91521

20135

29277

97776 . .

534169

|Clerks . ;-

52655 40005

256633

13974

25260

42478

133725

707032

I [ Service workers, shop and market sales workers

66686 54491

258104

126425

16844] -

50008

64105

121471

810804

Skilled a;gfiqu‘t;ur_:ll_"z_n}d'ﬁs'llcry'\fﬁrkérs' e

34422{ - 39906]

B

51696

17365

33428

39406

355626

Craft and }'cl'i_ilgc-[-]_[gltit;s workcrs e _;;' e

- 88833( " -92949|

410630

186319

23136| -

79517

143011

.+ 156551

. 71277888

.. |Plant and mz';ply_i__ngfnp]:_mt'uqﬁ nlit! asscthbl‘qi’s_' : -

42547 “65I61) -

175937~

118776| = -

8946

26835| -

- 57015

" BB6GS| .

640033

= =217469] - 251245

" 498279(

“377072

164692

© 200910

403862

2375449

% Elemenléry.décupations mh LA

" 110876]

o]

339879| . .

318073

82686
" -23488) -

72259

75805

-1 132812)

7 1197239

Total

Unspecified/Other

2564243

570129| .

oorissar|

s
o
- i X

 786818[, 701175|

: 1570573

215523

725287| .

1374174

8 VAA
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4. OCCUPATION BY RACE AND GENDER ; _ P _
: African Coloured Asian White © Other Total | Male - Female. : Total

Legislators, senior officials and managers 26.66% 8.32% 7.50% 56.37% 1.15% 363028ﬂ 72.55% 27.45% 363028
Professionals 48.98%| 8.62% 4.83% 36.40% L17%|  852578] - 44.69% 155.31% 852578|
Technicians and associate professionals 32.60% 1026%|  6.71% 49.32% L12%|  534169]  5206%|  47.94% 534169
Clerks ' : 34.91% 14.81% . 7.58% 41.49% 121%).  707032)  31.20% 68.80%| 707032
Service workers, shop and market sales workers 62.47% 11.39% 434% 2092%| - 088%| . 810803f  6535%|  34.65%| 810803
Skilled agricultural and fishery workers 75.15% 9.98% 0.05% 1424%|  0.57%| 355626 80.11% 20.34%| - 355626
Craft and related trades workers  68.83% 11.97%] . 3.29% 15.10% 0.81% 1277888) = 87.14%|  12.86% 1277888|
Plaht and machine operators and asscmblers 73.25% 13.99%| - 4.97%| 6.98%| 081%| 640033 = sasow|  15.50%| . 640033]
Elementary occupations 80.61% 15.65%|  0.79%|  2.26%| - - 068% 2375449 - 43.02%|  5698%| 2375449
[Unspecificd/Other 59.41% 10.37%| . 635%| . 2283%| - 1.04%| 1197239 70.93% 29.07%| . 1197239
Total 62.36% 1240%)| - - - 397%|  2037%| - 050% 9113847 60.16% 39.86%| 9113847

- 666 I HIGWIAON €2 ‘TLLIZVD LNINWNHINOD: - 9290c ON 8P
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Annexure 2 of the Regulations to the Employment Equity Act - ..
EEA9
ANNEXURE 2: Occupational Levels
Employment Equity Act 55, Equivalent occupational levels
1998 : o v vy
: Semantic Scale Paterson Peromnes | Hay | Castellion
PLEASE READ THIS FIRST 1Top manageinest i _ I1+ i
i : E. |EUPPER 1 I
|Senior management. 5 . ”
WHAT IS THE PURPOSE 1o . =2 E LOwER ’ -
OF THIS ANNEXURE? Professionally qualified, | = {2 UTTER % ? 1
- - |experiencedspecialists . | ] 11
Job evaluation or grading systems are and mid-management | D LOWER. 6 4 . 13
used by many organisations to i . _
measure jobs according to their C o 7 5
content and establish comparative o, N S L
worth between jobs. 3 Skilled technicaland |- . [CUPPER 8 6 9
- lacademically qualified - 4 : 9 6A
This annexure provides a table of - |workers, junior - _ 10 7 3
equivalent occupational levels which management, SUpervisors, :
may be used by employers when “{foremen, superintendents'| ~  |C LOWER 1 8
completing forms EEA 2 and EEA 4. ' : : i . 1 -
INSTRUCTIONS : Y "B |BUPPER B3 5 7
: " |Semi-skilled and . 14 10 6
The table indicates the occupational -|discretionary. |B LOWER 5 1 " g
levels within - organisations as | - [decision making ' - ey '
determined through the use of T il T 16 4
different job evaluation or grading i 1 A A 17 12 3
systems, The table provides Unskillsd and defin 1
equivalent levels from each of these | déé";'sild'n,'makipg' [ed (- 18 13 2
job evaluation systems. ¢ EIRREE eE 19 1

Organisations that make use of neither
one of the job evaluation systems in
this table, nor a customised system
linked to one of these, should use the
Semantic Scale for guidance in
determining  occupational . levels
within that organisation.
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ANNEXURE 3: Occupational Categories

Employment Equity Act 35,
1998

PLEASE READ THIS FIRST

WHAT IS THE PURPOSE
OF THIS ANNEXURE?

This annexure provides a summary of
definitions for occupational categories
which may be used by employers
when completing forms EEA 2 and
EEA 4.

INSTRUCTIONS

Each occupational category contains a
description and illustrative list of
occupations that may be included in
that category. The complete
guideline to occupational categories
may be obtained from Statistics SA.

1. Legislators, Senior Officials and Managers

This group includes occupations whose main tasks consist of
determining and formulating policy and strategic planning, or
planning, directing and co-ordinating the policies and activities of

the organisation in the private and public sectors, determining and

formulating laws and for directing and controlling the functions of
the organisation. Includes: chief executive officer; president; vice-
president; chief operating officers; general managers and divisional
heads; managers who provide the direction of a critical technical
function; postmaster; superintendent; dean and school principal etc.

2. Professionals

“This group includes occupations whose main tasks require a high

level of professional knowledge and experience in the fields of
physical and life sciences, or social sciences and humanities. The
main tasks consist of increasing the existing stock of knowledge,

-applying scientific and artistic concepts and theories to the solution
‘of problems, and teaching about the foregoing in a systematic
- manner. Includes: engineers (civil, mechanical, chemical, electrical,

petroleum, nuclear, aerospace, ‘etc.); architects; lawyers; biologists;
geologists; psychologists; accountants; physicists, system analysts;
assayers; valuators; town and traffic planners etc.

3. Technicians and Associate Professionals

- This group includes occupations-whose main tasks require technical

knowledge and experience inone or more fields of the physical and
life sciences, or the social sciences and humanities. The main tasks

© consist ‘of carrying out technical - work connected with the

application of concepts and -operational methods in the above-
mentioned fields and in teaching at certain educational levels.
Includes: computer programmers; nurses; physio-and-occupational
therapists; draftsmen/women; musicians; actors; photographers:
illustrating ~ artists; product designers; radio and television
announcers; translators and interpreters; writers and editors;
specialised inspectors and testers of electronic, electrical,
mechanical, -etc. 'produ__c_ts; vocational instructors; technicians
(medical, engineering, architectural, dental, physical science, life
science, library, etc.); pilot; broker; designer; quality inspector etc.
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4, Clerks

This group includes occupations whose main tasks require-the knowledge and experience necessary to
organise, store, compute and retrieve information. The main tasks consist of performing secretarial
duties, operating word processors and other office machines, recording and computing numerical data,
and performing a number of customer orientated clerical duties, mostly in connection with mail
services, money-handling operations and appointments. Includes all clerical work, regardless of
difficulty, in which the activities are predominantly non-manual. Includes: bookkeepers; tellers;
cashiers; collectors (bills and accounts); messengers and office helpers; office machine operators; mail
clerks; typists; telephone operators; electronic data processing equipment operators; clerks (production,
shipping and receiving, stock, scheduling, ticket, freight, library, reception, travel, hotel, personnel,
statistical, general office); secretaries etc. ' : ;

5. Service and Sales Workers

This group includes occupations whose main tasks require the knowledge and experience necessary to
provide personal and protective services and to sell goods in shops or markets. The main tasks consist
of providing services related to travel, housekeeping, catering, personal care, protection of individuals
and property, and maintaining law and order, or selling goods in shops or markets. '

Includes: attendants (hospital and other institutions, including nurses’ aides and orderlies); barbers;
bartenders; guides; food and beverage serving occupations; -housekeepers; childcare occupations;
conductors; fire-fighters; police officers; advertising agents; real estate agents; sales workers and sales
clerks; shop attendants; stock brokers; insurance brokers; travel agents; sales people of technical and
business services; etc. - T '

6. Skilled Agricultural and Fishery Workers:

This group includes.occupations whose main tasks require the knowledge and experience necessary to
produce farm, forestry and fishery products. The main tasks consist of growing crops, breeding or
hunting animals, catching or cultivating fish, conserving and working forests, and selling agricultural
and fishery products to purchasers. Includes: farmers; growers; planter; viticulturists; winemakers:
skilled horticultural workers: greenkeepers; skilled fishermen/women etc.

7. Craft and Related -Tradés

This group includes occupations whose ‘main tasks require the knowledge and experience of skilled
trades and handicrafts which, among other things, involve an understanding of materials and tools to be
used, as well as all stages of the production process, including the characteristics and the intended use
of the final product. They are frequently journeymen/women who have received an extensive period of
training. The main tasks consist of extracting raw materials, constructing buildings and other structures
and making various products, as well as handicraft goods. Includes: miners; quarriers; stoneworkers:
bricklayers; stonemasons; carpenters; shopfitters; plasterers; plumbers; electricians; painters;
mechanics; glass-makers; locksmiths; sheet metal workers; etec.
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8. Plant and Machine Operators and Assemhiers

This group includes occupations whose main tasks require the knowledge and experience necessary to
operate and monitor large-scale and often highly automated industrial machinery and equipment. The
main tasks consist of operating and monitoring of mining, processing, and production machinery and
equipment, as well as driving vehicles and driving and operating mobile plant, or assembling products
from components. Includes: truck and tractor drivers; bus drivers; paving, surfacing and related
occupations; roofers; photographic processors; sound and video recording equipment operators; those
in apprenticeship training; textile workers; production machine workers etc.

9. Elementary Occupations

This group covers occupations which require relatively low/elementary levels of knowledge and
experience necessary to perform mostly simple and routine tasks, involving the use of hand held tools
and in some cases considerable physical effort, and, with few exceptions, limited personal initiative and
judgement. The main tasks consist of selling goods in streets, door-keeping and property watching, as
well as cleaning, washing, pressing, and working as labourers in the fields of mining, agriculture and
fishing, construction and manufacturing. Includes: news and other vendors; garage attendants; car
washers and greasers; gardeners; farm labourers; unskilled railway track workers; labourers performing
lifting, digging, mixing, loading, and pulling operations; garbage collectors; stevedores; sweepers;
charworkers etc.
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No. R. 1394 T 23 November 1999

'DEPARTMENT OF LABOUR

EMPLOYMENT EQUITY ACT, 1998 (Act No. 55 of 1998)

Code of good praetlce Preparatlon, unplementatmn and monltormg of
e Employment Equity Plans :

' _Notlee is hereby given nnder Section 54 of the Employment Equity Act, 1998,
that the Minister of Labour, having been advised by the Commission for
Employment Equity, has issued-a Code of Good Practice on the preparation,
* implementation and monitoring of an Employment Equity Plan, as set out in this
schedule. B

SCHEDULE
CODE OF GOOD PRACTICE

- PREPARATION IMPLENIENTATION, AND MONITORING OF
EMPLOYMENT EQUITY PLANS :

CONTENTS
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1. OBJECTIVE

The objective of this code is to provide guidelines of good practice, in terms of

the requirements of the Employment Equity Act, 1998 (Act No 55 of 1998)

(hereafter referred to as “the Act”), for the preparation and implementation of

an employment equity plan (hereafter referred to as “the pltm ).

2. LEGAL FRAMEWORK
2.1  This code is issued in terms of Section 54 of the Act, and relates to
Section 20.
i
2.2 This code does not impose any legal obhgatlons in addition to those in
the Act and the failure to observe it does not by itself, render a
designated employer liable in any proceedings, except where the code
refers to obligations that are required by the Act,

2.3 When interpreting the Act, any relevant code of good practice must be

taken into account.'
3 SCOPE

3.1  This code is relevant to all employers that are regarded as des:gnated
employers in the Act.? - )

3.2 Designated employers and the employees of designated employers
should apply the guidelines set out in this code to develop their
employment equity plans, taking into account the specific
circumstances of their own organisations. ' -

.
3.3 This code may be read in conjunction with other codes of good
practice that may be issued by the Minister of Labour.
i
i
.
' Section 3(c) of the Act.

? See the definition of “designated employer™ in the Act.
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PURPOSE AND RATIONALE FOR THE PLAN

4, 1.~ The plan reflects a desngnated employer s employment equity
PR A irmplementa‘uon programme :

4.2 The plan represents the ‘critical link between the current workforce
profile and possible barriers in employment policies and procedures,
.and the lmplementatlon of remedial steps to ultlmately result in
employment equity in the workplace '

STRUCTURE OF THE PLAN
S T The plan may be a separate documient or a component of a broader
o "-’documem such as a busmess plan.

52  In terms of' th'e manner in which it is’ set out, the plan may closely

follow the sections of the Act and the relevant items of the Code, or

" 'may be organised differently, as long as the statutory requirements in
Section 20 of the Act are reflected in the plan.

5.3  The plan should be accessible and structured in such a - way that it is
easy to understand.

PROCESS FOR CONSTRUCT.I_NG A PLAN

6.1 The .development of a plan should be undertaken as an inclusive
i proeess that wrll result in adocumented plan. '

6.2  The process of developmg a plan has three sequential phases: planning,
development, and implementation and monitoring.

6.3  The planning phase of the process should include —

e assignment of responsibility and accountability to one or more

' senior managers; :

e acommunication, awareness and training programme;

e consultation with relevant stakeholders;

e an analysis of existing employment policies, procedures, and
practices; :

o an analysis of the existing workforce profile; _

e an analysis of relevant demographic information such as that

 contained in form EEA 8; and

e an appropriate benchmarking exercise, such as comparing the
organisation’s workforce profile with those of other organisations
within the same sector, or the development of other meaningful
comparisons. : ; :
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6.4 In the development phase, in consultation -;with--lhe identified role
players, should include —

objectives set; ,

corrective measures formulated

 time frames establlshed

the plan drawn up;. _

__resources. 1dent1ﬁed and allocated. for the implementation of the
"plan; and !

e the plan communicated.

6.5  Implementation and momtormg is an ongoing process and should
.. continue, to include components of the earlier phases, such as
- ‘consultation, commumcatlon, awareness and training. This phase

. should include —

Implementation; _
monitoring and eval uatrng progress,
‘reviewing the plan; and

reporting on progress.

e, ™ 'PLANNING PHAs_E '
'?I Assrgnment of semor mamager3 _'

7 1 1 The plannmg phase should commence with the assignment of

one or more senior managers who should have the

'”“_responsrbrl]ty for the development implementation and
Tk momtormg of the p]an They should—

- -o be: permanent employees, and
° report dlrect!y to the Chief Executrve Ofﬁcer

? 1 2 The assignment of one or more semor managers implies that —

e the employer should also provrde the assigned managers
~ with the necessary aulhonty and means, such as an
- appropriate budget, to perform their allocated functions;
o the employer is not relieved of any duty imposed by this
... Act or any other law; and ;
o the employer should take reasonable steps to ensure that
+ these managers perform their allocated functions. This
~could be done through the incorporation of key employment
* equity outcomes in performance contracts of the responsible
managers as well as line managers throughout the
organisation. |

* See section 24 of the Act.



GOVERNMENT GAZETTE, 23 NOVEMBER 1299 No. 20626 57

Code of Good Practice: Preparation, implementation and monitoring of Employment Equity Plans

7.2 - Communication, Awareness and Consultation*
7.2.1 All employees should be made aware and informed of —

e the content and application of the Act as preparation for
their participation and consultation;

e employment equity and anti-discrimination issues;
the proposed process to be followed by the employer;

e the advantages to employees of partlcnpatlon in the process;

and -

e the need for the involvement of all stakeholders in order to
promote posmve outcomes.

- 7.2.2 - Employers are reqmred to consult w1th regarcl to conducting an
- analysis, the preparation and implementation of the plan, and
the submission of employment equity reports to the Department

of Labour.

7.2.3 To ensure the successful implementation of a plan, employers
should make every effort to include employee representatives
in all aspects of the plan, espec1ally the planning and
development phases.

7.2.4 Managers should be informed of their obligations in terms of
the Act, and training should be provided to them where
particular skills do not exist. Examples of required training
could include diversity management, coaching and mentoring
programmes.

725 The communication of an employment equity strategy should
- focus on positive outcomes, such as the better utilisation of all
of the employer’s human resources and the creation of a diverse

and more productive workforce.

7.2.6 ‘Communication should also include employees from non-
 designated groups® and focus on the contribution that can be
made by ihem

°7.2.7 Consultation with employees’ should commence as early as
_ possnble in the process

:7.2.8 A consultatwe forum- should be established or an existing
- forum utilised. = The forum should include employee
representatives reflecting the interests of employees from both
designated and non-designated - groups and across all

. occupational categories and levels of the workforce.
Representative trade unions, where these exist, or

* See sections 16 and 17 of the Act.
* See the definition of “designated groups” in the Act.
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 representatives nominated by such trade unions must be

mcluded in the consultation process.

7.2.9 The employer should be represented by one or more members of

7.2.10

senior management.

Consultation would include —

o the opportumty to meet and report back to employees and
management;

e reasonable opportunity for empioyee representatives to
meet with the employer;

e the request, receipt and cons‘gderatxon of relevant
information, and

- e adequate time allowed for each of these steps.

72.11

To ensure an mformed and construc_uve_ consultation process,

- structured and regular meetings of the consultative forum or

7.2.12

7213

7.2.14

forums should be held.

The disclosure of relevant mfon‘natnon by designated employers

~is vital for the successful 1mpIementat10n of the plan. Such

information could include —

e the particular business enwronment ancl cnrcumstances of
- the employer; C

e information relating to the relevant economic sector or

© industry;

e relevant local; regional, and national demographic

information relating to the economically active population;

e the anticipated growth or reductlon of the employer’s
workforce;
the turnover of employees in the employer s workforce

e the internal and external availability for appointment or
promotion of suitably qualified people from the designated
groups;

e the degree of representation of designated employees in
each occupational category and level in the employer’s
‘workforce; and - i

¢ employment policies and practices of the employer.

All parties should, in all good faith, keep an open mind
throughout the process and senously .consider proposals put
forward.

Where a representative body or trade union refuses to take part
in the consultation process, the employer should record the
circumstances, in writing, including those steps that the

“employer has taken to communicate and initiate the
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consultation pi-ocess." A copy of this document should be
provided to the representative body or trade union concerned.

7.3 ' Conducting an analysis® |
The purpose of the analysis is —

a) to assess all employment pohc1es practnces, procedures, and the
‘working environment so as to — :

o identify any barriers that may contribute to the under-
representation or under-utilisation of employees from the
_designated groups; -

e identify any barriers or factors that may contrlbute to the lack of

. affirmation of diversity in the workplace
o identify other employment conditions that may adversely affect
- designated groups;
- e identify practices or factors that’ posmveiy promote employment
~ equity and diversity in the workplace; and

- b) to-determine the extent of undef‘-represemation'()f employees from the
-designated groups in the different occupatlonal categories and levels of
the employer’s workforce. :

“While the first type of analysis is of a more qualitative and legal nature, the
second is mainly a statistical and data processing exercise.

'7.3.1 Review of employment policies, practices, procedures, and working
. environment

- A review of all employment policies, practices, procedures, and of the
working environment should be undertaken in order to identify any
barriers that may be responsible for the under-representation or under-

utlllsatlon of employees from designated groups.

‘a) The review should include a critical examination of all established
policies, practices, procedures and workmg environment. These
would include — -

» employment policy or practices, such as recruitment, selection,
pre-employment testing, and induction that could be biased.
inappropriate, or unaffirming; ik

- practices related to succession and experience planning, and
related promotions and ‘transfers ‘to establish whether

" designated groups are excluded or adversely impacted;

e utilisation and job assignments to establish whether designated

groups are able to meaningfully participate and contribute:

¢ See section 19 of the Act.
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7.3.2

b)

“e current training and development methodologies and strategies,

including access to training for designated groups;

e remuneration structures and practices such as equal
remuneration for work of equal value;

¢ employee benefits related to retirement, risk, and medical aid to
establish whether designated groups have equal access;

e disciplinary practices that may have a disproportionately
adverse effect on designated groups 'and that may not be
justified; :

e working conditions that may  not accommodate cultural or
religious differences, such as the use of traditional healers and
observance of religious holidays;

e the number and nature of dismissals,, voluntary terminations

- and retrenchments of employees from. designated groups that
may indicate internal or external " equity-related factors
contributing to such terminations; S

e corporate culture, which may be characterised by exclusionary
social and other practices; .

e practices relating to the management of HIV/AIDS in the
~workplace, to ensure that people llvmg with HIV/AIDS are not
discriminated against; and

e any other practices or conditions that are tabled arising out of

the consultative process.

All practices should be assessed in terms of cross-cultural and
gender fairness. -

¢) The review should take into account more subtle or indirect forms

of discrimination and stereo-typing which could result in certain
groups of people not being employed in particular jobs, or which
could preclude people from being promoted Examples would
include pregnancy, family responsibility’, exclusionary social
practices, sexual harassment and religious or cultural beliefs and
practices. !

Workforce profile R _ |

a)

The first step in conducting an analysis of the workforce profile is
to establish which employees are members of designated groups.
This information should be obtained from employees themselves.
either from a declaration as provided for in Regulation 2(1) or from
existing and dependable sources. An example of an existing and
dependable source would be an employer’s database that contains
the information required on employment application forms. If such
existing records are utilised for this purpose, each employee should
have the opportunity to verify or request changes to this
information.

7 See the definition of “family responsibility * in the Act.
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~.b) ‘An analysis of the workforce profile should provide a comparison
. -of designated groups by  occupational categories and levels to
.. relevant demographic = data. Form EEA 8 contains some
demographic data for this: purpose, but.there are many other
sources of information that could be. utllised and might be more

: frelevant -

© . ¢) In addition to the demographlcs, both the availability of suitably

- qualified people from designated groups in the relevant recruitment

area, as well as the internal skills profile of designated employees

« - should be taken into account. The ‘relevant recruitment area’ is that

~ geographic -area from which the employer wou]d reasonably be
expected to draw or recruit empioyees :

-~ d) Recrmtment areas may vary. dependmg upon the level of
-respon51b1hty and the degree of specialisation of the occupation.
Usually, the higher the degree of responsibility or specialisation

 required for the job, the broader the recruitment area.

e) The standard occupational classification as defined in form EEA 10
~ ‘should form the basis for ‘determining occupational categories.
* Occupational levels could be determined by any of the professional
job grading systems (Paterson, Peromnes, Hay, et¢.) or their
. “equivalents as detailed in form EEA 9: In the absence of a formal
job grading system, designated employers may use equivalent

~ occupational levels as the basis for the workforce analysis.

f) Sections B and C of the Employment Eq‘ij'ity Report as defined by
form EEA 2 should guide employers in establishing information
requlrements to develop a plan and provide the basis for
. developmg a workforce prof' le '

8. DEVELOPING THE PLAN
8.1  Duration of the plan® _
The duration of the plan should be for a penod that will allow the
employer to make reasonable progress towards achieving employment

-equity. This period should be no shorter than one year and no longer
_ _lhan five years as Specxﬁed in the Act..

‘82 Broad ob]ectlves of the plan

i The broad objectwes of the plan should be spec;ﬁed and a timetable
... developed . for the - fulfilment of each. objeclwe These objectives
_--___should- - - i
- take mto account 1he output, of lhe plannmg phase

® See section 20(2)(e) of the Act.
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83 Aff’ rmative actlon measures

83

take into account the particular circumstances of the employer; and
- ‘be aligned with and included in the broader business strategy of
the employer. :

9

- Affirmative action measures, to address the barriers identified
~during the analysis, should be developed to improve the under-
“representation of designated group members. Such measures

relate to, but are not limited to the followmg

' Appointment of members from desngnated groups
This would include transparent recruitment strategies such as
appropriate and unbiased selectlon crltérla and selection panels,

- and targeted advertising,

Increasing the pool of available candidates

Community investment and bridging programmes can increase
‘the number of potential candidates.

Training and development of people from designated
groups

- These measures include access to trammg by members of

designated groups, structured - training and development
programmes like learnerships and -internships; on the job
mentoring and coaching, and accelerated training for new
recruits. Where required, diversity training should be provided
to responsible managers, as well as. training in coaching and
mentoring skills.

Promotion of people from desngnated groups

- This could form part of structured succession and experience

planning and would include approprlate and accelerated

. training.
~ Retention of people from desngnated groups

Retention strategies would include the promotion of a more
‘diverse organisational culture; an interactive communication
and feedback strategy; and ongoing -labour turnover analysis.
Reasonable accommodation'’ for people from designated
groups

These measures include providing an enablmg environment for
disabled workers and workers with famlly responsibilities so
that they may participate fully and, in so doing, improve

- productivity.  Examples of reasonable accommodation are

accessible working areas, modifications to buildings and
facilities, and flexible working hours where these can be
accommodated.

Steps to ensure that members of designated groups are
appointed in such positions that they are able to
meaningfully partlclpate m corporate decision-making
processes

? See sections 15 and 20(2)(b) of the Act.
% See the definition of “reasonable accommodation” in the Act.
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A conscious effort should be made to avoid all forms of
‘tokenism. Candidates must be appointed with commensurate
degrees of authority. - -

e Steps to ensure that the corporate culture of the past is
transformed in a way that affirms diversity in the
workplace and harnesses the potential of all employees
Such steps could include programmes for all staff, including
management, contextualising employment equity and
sensitising employees with regard to the grounds of
discrimination such as race, diversity, gender, disability. and
religious accommodation. .

e Any other measures arising out of the consultative process

8.3.2 All :corrective ‘measures to eliminate any barriers identified
~* during the analysis should be specified in the plan.

- 8.3.3 The employer is under no obligation to introduce an absolute
barrier relating to people who are not from designated groups.
for example having a policy of not considering white males at
-all for promotion or excluding them from applying for vacant
posmons

_ 8_.4'__N'umérical go_als

8.4.1 Numerical goals should be developed for the appointment and

promotion of people from designated groups. The purpose of

* these goals would be to increase the representation of people

from designated groups in each occupational category and level

in the employer’s workforce, where under-representation has

been identified and to make the workforce reflective of the
relevant demographics as provided for in form EEA 8.

842 In developing-the numerical goals. the following factors should
be taken into consideration —

e The degree of under-representation of employees from
designated groups in each occupational category and level
in the employer’s workforce:

"o present and planned vacancies;

e the provincial and national economlcally active population
as presented in form EEA 8;

o the pool of suitably quallhcd persons trom designated
groups, from which the employer may be reasonably

~ expected to draw for recruitment purposes;

e present and anticipated economic and financial factors
relevant to the industry in which the employer operates;

e economic and financial circumstances of the employer;

"' See section 20(2)(c) of the Act.
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8.5

8.6

8.7

8.8

8.9

o the antlclpated growlh or reduction in the employer s
workforce during the time period for the goals;
e the expected turnover of employees in the employer’s
workforce during the time period for the goals; and
e labour turnover trends and underlying reasons, specifically
' for employees from designated groups.

Consensus i

In setting objectives and developing corrective measures, parties to the
consultative processes should attempt to reach consensus on what
would constitute reasonable progress over the dura'uon of the plan

Resources

Resources, including budgets, should be apjafo'priately allocated in
order to implement the agreed components of the plan.

Assignment of 'responsibility

Responsibility for implementation and monitoring 'of the plan, as-
assigned during the planning phase, should be confirmed and noted.

Dispute Resolution

8.8.1 Internal procedures for resolving alny dispute about the
interpretation and implementation of the plan should be agreed
and specified. : '

8.8.2 The use of existing dispute resolution procedures. should be

encouraged provided that they are appropriate, and if nnecessary
adapted to the needs of employment eqmty

8.8.3 Alternatively, a mechanism. with. appropnate representatlon
from employer and employees may be eslabllshed in order to
address and resolve such disputes.

Communication

8.9.1 The plan- should be appropriately. and comprehensively

communicated to employees. This communication mechanism
should indicate the parties responsible for the implementation
of the plan and the agreed dispute resolution procedures.
Information about the plan should be easily accessible to all
levels of employees
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Code of Good Practice: 'Prepara{ion, implementation and monitoring of Employment Equity Plans
9. MONITORING AND EVALUATIN G THE PLAN
9.1 - Records should be kept to effectively monitor and evaluate the plan.

9.2  Mechanisms to monitor and evaluate the implementation of the plan
should be agreed and include benchmarks that would permit
assessment of reasonable progress.

9.3  The plan should be evaluated at regular intervals to ensure that
reasonable progress is made. ‘This evaluation should be integrated into
mechanisms that the employer normally utilises to monitor its
operations. '

9.4  The consultative forum(s) should continue to meet on a regular basis.
~ and should receive progress reports. Progress should be recorded and
" communicated to employees ‘Such meetings should take place at
reasonable intervals to ensure feedback and inform the ongoing
implementation process.

9.5 The olan should be reviewed and revised, as neceseary, through
consultation. _ _ _

9.6  Reporting'

9.6.1 Larger employers, with 150 or more employees, will be =
~ required to submit first reports by 1 June 2000 and thereafter -
© annually on the first workmg day of October, starting in 2001.

9,62 Smaller employers,. with fewer than 150 employees, will be
required to submit their first reports by 1 December 2000 and
- thereafter every second year, on the first- workmg day of

~ October, starting in 2002.

9.6;3 'The_ 'reporting format for employers i's"contained in the
- Employment Equity Report as deﬁned in form EEA 2.

9.6.4 Designated employers whose operations extend across different
- geographical areas, functional units, workplaces or industry
sectors may elect to submit either a consolidated or a separate
‘report for each of these, This decision should be made by
employers after consultation with the releva_nt-stakeholders_.

12 See section 21 of the Act.
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THE WEATHER BUREAU; DEPARTMENT OF ENVIRONMENTAL
AFFAIRS AND TOURISM
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[ THE weATHER BUREAU HELPS FARMERS
| TOPLAN THEIR CROP -

""\V

B PEANUT

SUNSHINE RECORDER

THE WEATHER BUREAU: DEPARTMENT OF ENVIRONMENTAL AFFAIRS & TOURZSM
. “"’| DIE WEERBURO: DEPARTEMENT VAN OMGEW£NGSAKE EN TOERISME '

Y e
RAIN GAUGE Y}
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LIVE IN HARMONY WITH NATURE

7

o - g - ..
-4 THE WEATHER BUREAU: DEPARTMENT OF 5> AR
g ENVIRONMENTAL AFFAIRS AND TQURISM ‘. :
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Awémm&céapmqumm«aag
WWWWWW?

.

The State Library has them!
Let us make your day with the information you need

The State Library Reference and Information Service
PO Box 397

0001 PRETORIA

Tel. /Fax (012) 321-8931

E-mail: infodesk@statelib.pwv.gov.za

Soeck « ow bopieé en wit dnuk witgawes van déie
Staateboenant en Provinsiale Roenauwte?

Die Staatsbiblioteek het hulle!

Met ons hoefu nie te sukkel om inligting te bekom nie ...

Die Staatsbiblioteck Naslaan- en Inligtingdiens
Posbus 397

0001 PRETORIA

Tel./Faks (012) 321-8931

E-pos: infodesk@statelib.pwv.gov.za
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| Where is the largest amount of ~ E
meteorological information in the g =
‘Wwhole of South Africa avatlable?  \giiHH

| L

Waar is d-_ie-;.mees_-te weerkundige
inligting in die hele Suid-Afrika
beskikbaar? .

5

Department of Environmental Affairs and Tourism- - -
Departement van Omgewingsake en Toerisme
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