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1.
BACKGROUND

This is the first Human Resources Strategy to be produced by the Dr Nkosazana Dlamini Zuma Local Municipality. Its implementation period is three years (2018/19 - 2020/21). The purpose of this strategy is to support the Local Municipality with the achievement of its strategic objectives. It seeks to ensure that NDZ LM attracts, maintains, manage, develop, motivates, rewards and retains the best available human resources. 

This strategy has been prepared following the results of the Work Study Exercise which highlighted fundamental culture and climate conditions that exists within the municipality after the merger. NDZ LM recognises that for it to achieve its objectives and continue to remain effective and relevant, Human Resources needs to focus their activities on areas which are critical to the Local Municipality in the short, medium and long term. This means the need to prioritise the areas which will make a difference to the Local Municipality and identify measures and track the effect of the initiatives put in place to address these.

The success of this strategy depends on the collaboration between Corporate Support Services Department, especially the Human Resources Management and Development Section, and other internal municipal departments. A shared vision and an agreed set of bottom line objectives are starting points. Both parties need to recognise that HRM activities are crucial to achieving mutual objectives and ensure that both are involved in the setting of the HR agenda.

HRM views itself as a strategic partner in the process of changing and transforming the NDZ LM. HRM’s strategic partnership will rely on developing relationships with other internal municipal departments to secure commitment from managers and employees.
This strategy has been developed from the importance and value of the NDZ LM staff. The effective engagement, development, participation and motivation of its staff are key to the success of the NDZ LM. This strategy will ensure that employees are working in the same direction, that is, every employee’s performance will contribute to the achievement of the NDZ Strategy and Integrated Development Plan. The various elements of HR Strategy and related policies and practices will be managed in an INTEGRATED MANNER and not as a series of unrelated events.
This Human Resources Strategy will be reviewed regularly to ensure that all Human Resources strategic objectives are still aligned and effectively support the Local Municipality’s strategic objectives.

2.
VALUES AND PRINCIPLES

Our strategy statement is “to be an employer of first choice in the Local Municipality services”. In carrying our work, we seek to be guided by the following values and principles:

· Service

· Fairness and respect

· Openness

· Professionalism

· Flexibility and responsiveness

· Partnership and consultation

2.1.
SERVICE 

NDZ LM give expression to this by:

· Providing quality, reliable and caring service to all staff.
· Seeking ways to improve the effectiveness of our service, working with other internal municipal departments to achieve this.
· Ensuring that the staff who deliver our service receive quality support to enable them to do so.
2.2.
FAIRNESS AND RESPECT

NDZ LM recognise fairness and mutual respect. We give expression to respect by:

· Treating employees fairly.
· Providing our customers with all the necessary information regarding our decisions and services, responding promptly to their concerns and being prepared to review our decisions where appropriate.
· Recognising the contribution, input and views of the people who work with us.
· Ensuring a fair application of internal rules and procedures.
2.3.
OPENNESS

NDZ LM is open to change. We give expression to this by:

· Carrying out objective analysis and continuous review of our activities and being concerned to continually learn from our experiences.
· Encouraging and facilitating within the Local Municipality the open expression of views and a participative approach.
2.4.
PROFESSIONALISM

We aim to apply the highest professional standards in every aspect of our work. We give expression to this by:

· Establishing and maintaining an environment of trust and shared understanding where people are inspired by excellence and have opportunities, as individuals or team members to develop and grow.
· Expecting the highest standard of job performance possible from every person who works in the Local Municipality. 

· Supporting each other in delivering quality service, recognising the constraints which apply.
· Ensuring clear definitions of ownership and responsibilities.
· Ensuring through the effective use of the performance management and development system, that employees in the Local Municipality have clarity of purpose, commitment to achieving results and the opportunity to develop their skills and abilities.
· Deploying resources and support to underpin good performance across the Local Municipality.
2.5.
FLEXIBILITY AND RESPONSIVENESS

We pride ourselves on our ability to respond to challenges in a flexible and creative manner. As NDZ LM, we give expression to this by:

· Taking a practical approach to challenges which arise.
· Being flexible in addressing particular needs when these are required.
· Responding with initiative and creativity, with any other interests involved, when major projects, challenges or crises present themselves.
· Utilising the opportunities offered by new technology to improve services, performance and working environment.
2.6.
PARTNERSHIP AND CONSULTATION

We recognise that effective delivery of our services and management of our work requires a partnership approach with employees, management and organised labour/unions. We believe in continuous and effective communication built on trust and mutual respect.
We give expression to this by:

· Operating as far as possible, in a consultative approach to decision making within the Local Municipality.
· Ensuring transparency in the decision-making process in the interests of wider ownership and inclusiveness.
We will promote discussion of our values and guiding principles as a Local Municipality and acknowledge and reward examples of good practice in living up to these values and principles.
3.
KEY OBJECTIVES OF HUMAN RESOURCES MANAGEMENT

The human resources strategy has five objectives: 

· Provide a professional service through accurate, consistent and reflecting best employment practice in all its activities that are aimed at supporting the achievement of our strategic and business objectives.
· Promote a personal and career development for all employees so that they can reach their potential and, therefore contribute fully to the achievement of the strategic objectives.
· Strengthening partnership, consultation and involvement.
· Re-orient the Human Resources Management function to support the devolution of authority and responsibility for the day-to-day management of Human Resources issues to line management.
· Diligently implement employment equity.
4.
IDENTIFIED SUCCESS FACTORS

Human Resources staff will provide an advisory and regulatory role and are the catalyst to make the necessary changes to support the Local Municipality’s objectives. A diverse range of factors will determine how successful the Local Municipality will be in implementing the extensive programme actions set out in this strategy. A fundamental principle that underlies the strategy is that we have a shared responsibility to put it into action, and thus, realise its benefits.
· Creating a climate for change -this will involve providing all the necessary support and communication processes so that an organisational culture is created that is receptive to and will support, the implementation of the strategy.
· Role of senior Management- demonstrated and consistent leadership by the senior management service team is essential to the success of this strategy.
· Role of line managers and supervisory staff- individual line managers and supervisory staff have the lead role in ensuring an effective implementation of HR policies and practices in their own other internal municipal departments. Positive and effective working relationships between job holders and their managers will be necessary to the success of this strategy. It is acknowledged that an individual’s performance can be crucially affected by the attitude and support displayed by their immediate line managers.
· Role of every employee: Individual employee will need to be aware that they have some personal responsibility in respect of the successful implementation of this strategy, for example, contributing to a positive working environment.
· Role of the Corporate Support Services Department: The HRM Section will play an active and positive role in implementing the strategy, including offering advice and guidance on HR matters by being: 

· Responsive: Maintaining active relationships with other internal municipal departments, responding quickly and accurately to informal communications supporting key decision makers.
· Flexible: To adapt to variable and unpredictable situations, collaborating with other internal municipal departments, supportive, finding and promoting ways of improving the well-being of staff and ridding ourselves of any blame culture.
· Adopt a problem-solving approach: Finding imaginative solutions rather than bureaucratic barriers.
· Proactive: Identifying trends and opportunities and proposing solutions which reflect these.
· Efficient: Regularly reviewing how resources are used and adding value to systems in place, providing easy access to relevant information, ensuring we manage staff well and providing suitable training and develop senior and middle managers strategic capabilities so that they can perform and work at the appropriate level.
· Establishing effective communication: Involving all staff both bottom up, top down and lateral, developing a culture where it is a norm to work in partnership with staff/other internal municipal departments/employees organisations.
5.
HUMAN RESOURCES MANAGEMENT PHILOSOPHY

The future success of NDZ LM rests on a healthy relationship between the Local Municipality 
and its human resources based on co-responsibility for success

5.1.
EMPLOYEE’S EXPECTATIONS

Employees expect NDZ LM Leadership and management to:

· Respect human and constitutional rights.
· Treat employees in a fair and equitable manner.
· Adhere to personal confidentiality.
· Pay a work-related remuneration.
· Allocate clear and challenging assignments.
· Provide resources to accomplish tasks.
· Give appropriate authority to take the right decisions.
· Provide employees with relevant information to enable work execution.
· Recognise and reward excellent performance.
· Provide practical and user-friendly policies and procedures.
· Provide a healthy working environment. 

· Provide opportunities for personal growth.
5.2.
LEADERSHIP AND MANAGEMENT EXPECTATIONS

NDZ LM Leadership and Management expects its employees to:

· Make skills and competencies available to achieve its objectives.
· Pursue Local Municipality’s goals and objectives.
· Allocate and utilise Local Municipality’s resources responsibly.
· Comply to Local Municipality’s policies, directives and regulations.
· Take responsibility for own development and growth.
· Actively share information with colleagues.
· Positively promote the image of the Local Municipality.
6.
HUMAN RESOURCES STRATEGIC OFFERINGS AND COMPETENCIES

· Recruitment and selection

· Employment Equity

· Performance Management

· Employee Wellness

· Employee Relations

· Human Resources Administration

· Human Resources Information system

· Compensation and Benefits

· Organisational Development

· Human Resources Development

6.1.
RECRUITMENT AND SELECTION

Human Resources Management Section will ensure that the core people processes are performed in a quality manner, in a timely fashion and at a reasonable cost. HRM will enhance NDZ LM ‘s recruitment and selection process by anticipating selection needs, attracting best talent, educating managers to comply with legislative requirements and through the development of processes that are aligned to both Local Municipality needs and legislative requirements. HRM will partner with line in ensuring that NDZ LM becomes an employer of first choice in the Public Service.

6.2.
PERFORMANCE MANAGEMENT

NDZ LM views performance management and measurement as a critical management process as it is a vehicle for strategy execution. The HRM division will ensure that the performance management processes are linked to key strategic objectives. HRM is resolute in its commitment to ensuring that NDZ LM delivers its services by operationalising the execution of its strategy using sound performance management principles and processes. Performance Management will be utilised as a strategic tool to improve linkages between individuals, other internal municipal departments and the Local Municipality’s key strategic objectives as outlined in the strategic plan. HRM shall ensure that performance management is used to achieve the following:

· Manage and measure the behaviours that contribute to the Local Municipality and individual success.
· Manage and recognise levels of actual performance in relation to agreed targets.
· Foster continuous improvement and efficiency.
· Identify and act on areas for individual development and non-performance.
· Provide a platform for communication and feedback on performance between managers and employees.
6.3.
EMPLOYMENT EQUITY (EE) COMPLIANCE
Employment Equity involves the attainment of equality within the NDZ LM. This will be achieved by promoting equal opportunity and fair treatment through the elimination of unfair discrimination. HRM will assist managers in ensuring that all barriers and discriminating measures are removed within NDZ LM. HRM will also facilitate the process of developing and implementing an EE plan in line with affirmative action measures as outlined in the Employment Equity Act No.55 of 1998.

6.4.
HUMAN RESOURCES MANAGEMENT INFORMATION SYSTEM (HRMIS) 
AND REPORTING

HRM views HRMIS as an absolute necessity. HRMIS is an enabler that will allow the new HRM activities to occur and to facilitate many of the core people processes. Investment in technology will enable HRM to escalate the delivery of a kind of value add which it was previously unable to deliver. Some benefits include being able to increase employee access, modify the central database to enhance core people processes, and assist with HRM financial management and reporting. HR views HRMIS as the primary enabler that provides the basis for the human resources management value chain.

6.5.
EMPLOYEE WELLNESS

Employee wellness refers to all the strategies, action plans and methods used to entrench and promote the physical, emotional and mental health of NDZ LM’s leadership, managers and employees to ensure that NDZ LM’s strategic objectives can be achieved. NDZ LM has a responsibility to look after the wellness of its employees. Rather than being reactive, HRM will partner with service providers to be proactive in the promotion of personal health and wellness of its people.

6.6.
REMUNERATION, BENEFITS AND ADMINISTRATION

Employee rewards, benefits, incentives, organisational development, motivational levels and employee retention cannot be separated from remuneration. HRM recognises and fully understands that if the first four are not in sync, the fifth will plummet and the sixth will be a rare achievement. HRM will ensure that all employees know and understand the total monetary value of their pay and the benefits that they receive from NDZ LM’s concept of salary and benefits and total package. To this end, HRM will provide employees with annual remuneration statements, consisting of training and education costs, salary benefits and leave. HRM will ensure that its remuneration systems are accurate and appropriate.

6.7.
EMPLOYEE RELATIONS

Employee relations are about the management of a relationship between NDZ LM, its managers and employees. In managing the employment relations, HRM will ensure the development and implementation of policies and the maintenance of non-discriminatory labour practices in order to cultivate a productive working environment, where the contribution of human resources to the attainment of NDZ LM’s vision is achieved.

6.8.
SKILLS DEVELOPMENT

Human competence is the engine behind the creation of value, and to this end NDZ LM will ensure it attains the biggest possible value from its investment made in human resources. Human resources development will be guided by a comprehensive unified plan for learning, through the philosophy of strategic human resource development that is aimed at changing NDZ LM ‘s stakeholders, both internally and externally. Leaders and managers of NDZ LM are responsible for creating an ongoing learning environment, and employees are accountable for their own learning.

Succession and career development will be aimed at creating knowledge leaders, managers and employees and inculcating an approach where every developmental activity is seen as a career experience.

NDZ LM complies with the National Qualifications Framework (NQF), South African Qualifications Act (SAQA) 58 of 1995, Skills Development Act 97 of 1998 as well as the Skills Development Levies Act 9 of 1999. Compliance with the above pieces of legislation, framework as well as national and sector skills development strategies will be underpinned by the development and implementation of a HRD plan which seeks to integrate long-term, intermediate and short-term plans designed to cultivate the talent required by NDZ LM.

6.9.
ORGANISATIONAL DEVELOPMENT 

Organisational Development (OD) will be a process led by top management to improve NDZ LM’s envisioning, empowerment, learning and problem-solving processes, through an ongoing collaborative management of organisational culture. NDZ LM will drive Organisational Development as a response to change, and educational strategy intended to change beliefs, attitudes and values. NDZ LM’s values constitute an integral part of Organisational Development. Organisational Development will thus be utilised to create on the one hand, development and empowerment, and on the other hand, high performing, productive managers and employees through the development and implementation of a change management model that is in line with employment relations.

HRM will add value for its internal customers through excellence in consulting. OD will work with internal customers to provide interventions. OD consulting approach will rest on providing wise recommendations, efficient decisions based on economies of scale, measurable outcomes, education and empowerment of customers in all HRM related facets.

The role and functions of the internal communications portfolio is to facilitate the ongoing implementation of a Local Municipality’s wide approach to communication characterised by consultation, guidance and strategic interventions in internal communications from both Local Municipality’s and people’s perspective wherever required by the Local Municipality. At the same time attention will be paid to ensuring the alignment of communications with relevant organisational policies.

7.
IMPLEMENTING THE STRATEGY 

	7.1.
STRATEGY AREA ONE: ACHIEVING THE LOCAL   MUNICIPALITY’S STRATEGIC OBJECTIVES THROUGH SOUND HUMAN RESOURCES PRACTICES 

Objective: provide a professional service through accurate, consistent and reflecting best employment practice in all its activities that are aimed at supporting the achievement of our strategic and business objectives 




The above will be achieved through:

· Recruitment and selection and retention 

· Performance management

· Organisational development 

7.1.1.
HUMAN RESOURCES PLANNING

7.1.1.1.
The effectiveness of the NDZ LM depends on the effectiveness of its employees. Without a high-quality labour force, it is destined to have mediocre performance.

7.1.1.2.
The key focus of the strategy is to develop plans that include staffing needs for the future, to enable the Local Municipality to meet its strategic objectives and to develop the potential staff to meet those needs. The approach to staff planning has not been strategically done. Given the restructuring that the Local Municipality has concluded, there is a clear and urgent need to embed staff planning into all other internal municipal departments and at strategic level. 

7.1.1.3.
Over the next year of this strategy, the Local Municipality will move to a standard format of job descriptions. These foundations coupled with further work on developing effective and timely management information, will facilitate and enable managers, working with HR professionals to regularly review existing staff and skills, identify shortages and surpluses, and to undertake succession planning.

7.1.1.4.
The Human Resources Management Section would position the recruitment function to be part of an overall career management strategy which is driven by the overall NDZ LM strategy. The key elements to drive recruitment are:

· Understand the implications of the Local Municipality’s strategy.
· Work out what is required to support the Local Municipality’s strategy, and current staff.

· Assess future needs.

· Identify gaps.
7.1.1.5.
Develop an integrated set of processes to sit alongside development plans

7.1.2.
RECRUITMENT AND SELECTION

Objective: Proactively embark on Human Resources Planning to ensure that staffing levels meet the Local Municipality’s priorities and objectives  

7.1.2.1.
While the focus in the past has been largely on improving service delivery, there is a need to place greater emphasis on addressing the needs of the internal customers. It is vital that we ensure that HR issues are considered as an essential element of all aspects of our work and that the human resources dimension is integral to all Local Municipality changes. This is viewed as essential and central to the successful performance of the Local Municipality. Considering our experiences with recruitment and selection, we will prioritise the Local Municipality’s needs and deploy resources accordingly in the most effective and efficient manner. As an integral part of this process we will:

· Ensure that human resources issues are systematically considered at decision making by other internal municipal departments when drawing up their business and operational plans

· Ensure that when the Local Municipality is reviewing the structures and processes necessary for the efficient delivery of services, the HR dimension is fully considered

· Continue to implement the performance management and development system fully across the Local Municipality to enhance Local Municipal, team and individual performance and personal and career development.

7.1.2.2.
There is a need to put in place fundamental building blocks to support the overall strategy and to achieve the goal of each individual understanding their role and how they contribute to the Local Municipality’s strategic objectives. To initiate this, a total review of the NDZ LM documentation and processes surrounding recruitment and selection will be undertaken. There are currently no consistent job descriptions, and this contributes to a lack of clarity in roles and in all the processes related to performance management.

7.1.2.3.
In the next financial year, HRM will develop template job descriptions with clear and consistent person specifications attached. They will also ensure that key information in all adverts is clear and consistent. The recruitment and planning Function will develop advertisements targeted specifically at people with disabilities and women.

7.1.2.4.
There has been no consistent approach to standard or specification. HRM will set up a template with prompts to ensure information is detailed and consistent and will regularly revise these.
7.1.3.
INTERNAL RECRUITMENT 

7.1.3.1.
Lack of promotion and advancement opportunities have been cited as the major cause of dissatisfaction in the culture and climate survey. To increase the morale of employees, the Local Municipality shall reward excellent performance and those who meet the requirements will be considered.

7.1.4.
EXTERNAL RECRUITMENT

This method of recruitment will be considered where there are no suitable candidates internally to fill vacant positions. Employees that will enhance productivity and gender equity shall be given preference.

7.1.4.1.
Campus recruiting: Campus recruiting will be another approach used by HRM to attract scarce skills within the Local Municipality. This method will be linked to the tertiary bursary scheme and internship schemes in disciplines required by NDZ LM including but not limited to telecommunications engineering fields and other specific scarce skills

7.1.4.2.
Recruitment agencies: The use of recruitment agencies will be limited to the sourcing of temporary and contract staff and executive search. A source trust shall be developed with a particular agency to ensure that unqualified applicants are not sent and that the agency complies with all legislative requirements.

7.1.4.3.
Assigning overtime: Assigning overtime to NDZ LM employees is another hiring alternative that the NDZ LM will explore instead of appointing temporary staff. This method will be used by choosing experienced, knowledgeable employees who do not require any additional training and orientation.

7.1.5.
RETENTION

7.1.5.1.
Retention initiatives cannot be separated from recruitment as they are inextricably tied together

7.1.5.2.
The Local Municipality will conduct exit interviews and other information as valuable hints to establish why people leave. The following tools will be used to evaluate the retention efforts of the Local Municipality:
· Exit Interviews

· Turnover statistics

· Culture and Climate surveys 

· Focus Groups

· Staff Meetings

· Employee open Forums (NDZ LM Indaba)

· Suggestion boxes

7.1.5.3.
The Local Municipality has attracted and will continue to attract staff of the highest calibre at all levels. We recognise that we depend, for our continuing success, on developing and retaining them.  To better monitor recruitment and retention and identify issues for staff, exit questionnaires, with optional interviews for leavers, will be introduced in the forthcoming year and the data from them reported to top management. 

NDZ LM is committed to:

· Attract staff who support the core Local Municipality’s values and who are of the highest quality.
· Retain staff of the highest calibre.
· Ensure that recruitment of all staff is undertaken fairly in line with the Employment Equity Act.
7.1.5.4
Although turnover is very costly, the Local Municipality shall focus on retaining employees who:

· Perform excellently and consistently. 

· Live NDZ LM values.
· Keep up with trends in Government, Industry and field profession.
· Strive for excellence and continuous improvement.
· Understand their core deliverables, the industry and how their job fits into the strategic direction of the Local Municipality.
· Are not overly dependent on job security and career advancement opportunities.
· Served in the Local Municipality for uninterrupted period of three years. 

7.1.5.5. HRM will help employees become aware of their career ‘derailers’.

This entails helping employees to become aware of their own strengths and development needs.

· Manage down employees’ expectations about how long the Local Municipality can keep people. It is unrealistic to expect complete career life time commitment from an employee. HRM will assist employees to understand the employment relationship as an ongoing process. This will be done though workshops.
· Identifying scarce skills and paying scarce skills allowances 

7.1.6. A CHALLENGING AND SUPPORTIVE ENVIRONMENT

HRM shall ensure that the NDZ LM environment will mutate regularly to keep up with times and:

8.3.1.1. Allow employees to balance work and personal life activities through the Employee Assistance Programme.

8.3.1.2. Have a well-defined culture which enable employees to understand how their performance is measured and what gets rewarded and punished. 
8.3.1.3. Foster learning opportunities to improve workers’ intellectual capital and sustainable skills in the Local Government Sector.
7.1.7 GROWTH AND ADVANCEMENT OPPORTUNITIES

Internal promotion will be encouraged. Mentoring, succession planning, training and development will be integrated to retain skills. These shall take many forms including, attending conferences and representing the Local Municipality in national and international activities. This will ensure that employees have a chance to learn new things, meet new people and be stimulated by external input.

7.1.8 SUPPORTING EMPLOYEES TO UPDATE THEIR QUALIFICATIONS

The NDZ LM will where possible support post graduate studies as part of the retention strategy. Given that the average part-time studies lasts two years, and that if the employee’s research topic is chosen in the line of the work of the NDZ LM, HRM shall finance such studies. Depending of the type of support requested and the availability of funds, the nature of support to be provided will be financially and/or facilitation of a sound learning environment for the integrated workplace learning component.
7.1.9 
GIVE EMPLOYEES AN OPPORTUNITY TO WORK ON PROJECTS WHICH MAKE A REAL DIFFERENCE AND WHERE THE GOAL ALIGNS WITH PERSONAL GOALS AND VALUES

HRM will regularly review the use of consultants in the NDZ Local Municipality and assess the skills of staff in those specific areas to ensure that employees have interesting, challenging work to do. Issues of transfer of skills by consultants will also be explored and be formalised.
7.1.4 
ORGANISATIONAL DEVELOPMENT 

7.1.4.1
The role of organisational development is to support line management ownership of its people management and people development process by providing inter alia:

· Appropriate systems, processes and interventions

· Assessments.
· Recommend interventions, this role is not a passive one: the function is proactive in identifying and diagnosing problems, proposing solutions, and influencing line managers in the strategic direction that the Local Municipality has chosen

· Facilitate the implementation of interventions

· Continuous follow up on interventions implemented

7.1.4.2
The identified programmes will be implemented at a micro as well as macro level that is at a sectional, departmental as well as organisational-wide level. 

In providing OD services to the Local Municipality, the section will focus on the following key areas:

· Design, construct, implement, evaluate, monitor, reinforce and sustain identified OD programmes.
· Conflict resolution at an individual and team level.
· Team and relationship building.
· Implement productivity and motivational improvement programmes.
· Facilitation of a two-way communication.
· Performance management coaching.
· Ongoing assessment of organisational dynamics within respective Other internal municipal departments and provide advice and guidance to the respective line managers on the appropriate OD strategies to implement. 

· Change management for transformation initiatives.
7.1.4.3
PRIORITIES

· Streamline OD systems and services

· Organisational and departmental Needs analysis

· employee satisfaction improvement action plan

· Culture and Climate Survey action plan

· Improved internal communication and employee empowerment

· Integrated leadership and team interventions

7.1.4.4 
CUSTOMISED AND SPECIFIC DEPARTMENTAL INTERVENTIONS

OD will customise interventions /programmes to meet sectional and departmental specific needs. 

7.1.4.5
LOCAL MUNICIPALITY WIDE INTERVENTIONS

As the environment changes, the NDZ LM will also change and transform to deliver on its service delivery mandate. The challenge of the OD function is:

· To effectively respond to the need for its services and meet the expectations of managers by providing focused interventions and support addressing the critical problem areas, as opposed to “nice to haves”.

· Help facilitate the shift in mindset and focus of NDZ LM employees, from one of disempowerment, externalisation of blame and sense of negativity to one of being positive, belief in themselves as empowered teams, utilising practical organisational development tools, creative problem solving and a strong focus on unleashing their creative talent and commitment in meeting the enormous challenges facing them and delivering expected results

· To assist the Local Municipality to resolve organisational problems, not symptoms, in a systematic, planned, creative and humane manner 

The Local Municipality wide interventions will be driven by the following imperatives:

· Driving the vision, mission and values into the Local Municipality. 

· Meeting the Local Municipality’s Business plan objectives.
· Implementation of the employee satisfaction improvement strategy.
The overall services /programmes offered will address the Local Municipality wide issues. The climate and culture survey has highlighted many areas that the Local Municipality needs to concentrate on.

There are five Local Municipality wide major programmes that HRM has identified for implementation, within the current financial year:

· Diversity Management and improved interpersonal relations

· Mentorship and coaching

· Employee communication strategy- vision, mission, values and strategy

· Developing and building high performing teams

The OD will work closely with the Communications Section under the Office of the Municipal Manager to ensure that all the necessary information is shared with employees to ensure that they are actively involved in matters that will have an impact on them directly. This will increase the trust levels between employees and management. OD will make sure that a close link is maintained with the CoGTA and other support organisations.

A critical area of communication that will be focused on is ensuring that the vision, mission and values is communicated and understood by employees at all levels in the Local Municipality, in a way that they can relate to it.

7.1.5
PERFORMANCE MANAGEMENT 

Performance management is the key responsibility of line managers and an area where partnership between line and Human Resources Management can be most beneficial.

7.1.5.1
Human resources have identified the following known problem areas related to performance management within the Local Municipality:

· Communication between management and the employees is fragmented and relations were not positive. 

· There is a lack of trust between management and employees.
· Measurement and monitoring of performance is limited to Senior Managers only. Hence not implemented throughout the municipality.
· There is no long-term career planning.
· Employees are not involved in any preplanning or decision making related to the departmental and sectional plans.
· Employee supervision is inadequate.
· Performance assessments are not done frequently and formally.
7.1.5.2 PRIORITIES 

· Assist managers to understand how to define roles considering strategic objectives and how to identify the capabilities required to do the job.
· Develop assessment processes. 

· Provide valuable training to ensure that managers have the skills to coach and develop employees as well as appraise performance.
· Implement the reward and recognition framework to reward teams and excellent performance.
· Integrate performance management into other HR systems.
	7.2 
STRATEGY AREA TWO: BUILD A SUSTAINABLE SKILLS AND COMPETENCY BASE TO MEET THE NDZ LOCAL MUNICIPALITY’S STRATEGIC OBJECTIVES

OBJECTIVE: Promote personal and career development for all employees so that they can reach their potential and, therefore, contribute fully to the achievement of organisational strategic objectives and departmental key performance areas.


The purpose of this strategy in this area is twofold; firstly, to encourage all employees to maximise their potential and, secondly, to enable everyone to fulfil their role as identified through the performance management system. This will be achieved by giving our employees the knowledge, skills and competencies necessary to contribute effectively to the Local Municipality’s objectives.

NDZ LM is committed to having a workforce which performs at a high standard and is highly skilled and motivated. We will create an organisational culture where training and development is seen as a core value and as an investment by managers and employees. It is important that training and development opportunities for staff are maximised. In parallel to this commitment, it is crucial to establish the new or enhanced skills, attitudes, knowledge and behaviours that are required from all of us to achieve our strategic objectives

The Skills Development Act is a key driver of our training and development. It will enable the current and future Local Municipality’s needs to be identified and prioritised, in conjunction with national and sector needs, and to be addressed in a focused manner. In addition, training and development interventions are significant for achieving the Local Municipality’s Employment Equity targets.

The most significant internal HR system with regards to training and development is the performance management system. Line managers will assess the skills development needs of employees, manage their acquisition and utilisation of skills, and plan together with the incumbent to implement useful and effective interventions as part of the employee Personal Development Plan (PDP). 

The induction programme has been identified as critical to a range of HR issues such as retention and placement. The induction process is viewed as critical in introducing the employee to NDZ Local Municipality, to the employee’s career possibilities as well as a range of employee support systems that are in place.

The following challenges are highlighted and form the rationale for a focussed training and development strategy. These include:

· The full compliance with legislation and key governance principles.

· An understanding of the environmental and sectoral dynamics NDZ LM is in.
In support of NDZ Local Municipality’s strategic plan, the following objectives have been identified as key regarding employee training and development:

· Improve the skills, knowledge and motivation of all employees.

· Improve the understanding and commitment to self-development.

· Assess the training and development needs for every employee in relation to the Local Municipality needs and strategic plan.

· Implement Leadership and Management Development Programmes for Senior and Middle Management.

· Compliance with legislation

The strategic priorities of Human Resources Development focus around the following cornerstone

· Induction and re-orientation

· Life skills training

· Leadership, Management and Supervisory Development programmes

· Internship programme

· Job specific training

7.2.1.
SKILLS AUDIT AND JOB PROFILING
7.2.1.1.
An audit will, as a matter of priority, be undertaken to determine the short, medium and long-term training and development needs amongst employees towards the achievement of organisational strategic objectives. The result of the audit will be used to serve as the basis or starting point to consolidate all training requirements and to launch and implement possible future accredited learning programmes for employees. 

7.2.1.2 The skills audit will consider the learning and development mandate as reflected in the organisational and/or departmental SDBIPs, the human resource strategy, the results of the culture and climate survey, the performance agreements, individual personal development plans as well as legislative developments. 

7.2.1.3 The results from the analysis of job roles will also be considered, as they will also assist in determining the current and required competency levels. A competency matrix will be developed for all occupational categories and levels. A profile match-up will be undertaken to establish skills gaps which will ultimately be outlined in the Personal Development Plan leading to Departmental Skills Development Plans and eventually, the Workplace Skills Plan. 

7.2.1.4 Once this information has been analysed it will be used to source, design, develop and facilitate suitable education, training and development interventions to close the competency gaps. 

7.2.2.
WORKPLACE SKILLS AND EMPLOYMENT EQUITY PLANNING
7.2.2.1
Other internal municipal departments will be assisted to complete the departmental skills development plans which will form the basis for compiling the organisational Workplace Skills Plan and Annual Training Report for submission to the Local Government Sectoral and Education and Training Authority (LG SETA).  

7.2.2.2  An integrated approach to linking skills development planning to employment equity planning, human resources planning, career and learning pathways is performed. The aim is to achieve equity both in the occupational structure and beneficiaries of education, training and development programmes. 

7.2.2.3 Employment Equity and Skills Development Forums as internal consultative stakeholder forums will be integrated to improve their impact and streamline their respective roles. 

7.2.3.
PERFORMANCE MANAGEMENT, CONTRACTS AND PERSONAL DEVELOPMENT PLANS
7.2.3.1 The development and implementation of performance management systems will provide a formidable basis to make skills development clearly linked to individual, departmental and organisational training needs. For learning to be effective, individuals need to be motivated to learn and this happens if people realise that learning is relevant to their needs and helps to improve their ability to do their work.
7.2.3.2   Staff development targets will be included in the performance contracts of supervisors, managers and senior managers. To this end, line management and employees alike need to be responsible for their personal growth and development.

7.2.3.3 This will be used as an organisational tool to measure and monitor competencies as the basis for improving current and future performance. Employees will be afforded the opportunity to take control of their own learning and development, as they will very clear of what is expected of them. On the other hand, line managers and supervisors will be encouraged to take accountability and control of the process of learning for themselves and those reporting to them.  In essence; performance management process will be used to generate appropriate solutions and responses to the employees’ developmental needs. 

7.2.4.
EXPERIENTIAL LEARNING PROGRAMME
Experiential learning programmes are structured learning opportunities that combine theory with the relevant practical on-the-job learning. The number and nature of beneficiaries will be determined by the Executive Council under the guidance of Corporate Services Department in line with the relevant policy and implementation guidelines. 

The following major forms of experiential learning are to be embarked upon, namely:

7.2.4.1 Learnerships

This intervention will be targeted at both the current NDZ LM employees and the unemployed youth.

7.2.4.2 Internships

In line with NDZ LMs commitment to social development these interventions will be targeted at the following unemployed groups of beneficiaries, namely:

· Final year tertiary students without contractual obligations for whom experiential learning is a compulsory requirement to obtain a qualification.

· Qualified youth who have successfully satisfied all the academic requirements for their respective qualifications but struggle to find jobs due to lack of work experience.

Internships will be for a period between six months (minimum) and twelve months (maximum) to ensure proper transfer of requisite competencies. 

7.2.5.
EMPLOYEE EDUCATIONAL ASSISTANCE
This will be used to afford current employees an opportunity to upgrade, on a part time basis, their formal educational qualifications at recognised South African tertiary institutions. The Local Municipality has the leverage to use this as a mechanism to support the acquisition and retention of scarce skills. 

7.2.6.
INTERGRATED ASSESSMENT
7.2.6.1
The principle of recognising and crediting prior learning is a commendable one especially for appointment of managers and above. Therefore, appropriate approaches to the assessment and recognition of prior learning will be put in place to ensure its success. This approach realises the fact that most employees have learnt outside institutional contexts, that is, non-formal and informal learning environments. This assessment process can therefore be used as a tool to redress the imbalances of the past by matching the output of learning with the purpose and outcomes as expressed in the qualification or unit standard without taking the individual through a formal learning process. 

7.2.6.2
Where necessary, both internal and external assessment resources will be used. To this end, it is necessary that assessment capacity be created within the Local Municipality. 

7.2.6.3
The Organisation Development and Performance Management Functions has an important role to play in the management of an assessment centre. 

7.2.7.
INTEGRATED MENTORING PROCESS
7.2.7.1 
The Local Municipality will purposefully formulate and implement supportive mentoring, coaching and counselling programmes which are sufficiently integrated into other business priorities and systems such as human resource planning, talent pool management, management and leadership development, performance management, employment equity, learnerships, experiential and internship programmes. 

7.2.7.2 The Human Resource Development Functions will take full responsibility for the coordination, implementation and monitoring of the mentoring programme. Assistance will be sought from other Corporate Services Sections, especially HR Management and Organisation Development. However, both the mentors and mentees will be accountable for their actions in a mentoring relationship.

7.2.7.3 Line managers and supervisors at all occupational levels will as part of their day-to-day job activities assume the role of mentor, coach and counsellor. 
7.2.7.4 All prospective mentors and mentees will be given extensive training to ensure that each one understands the art of sustaining a mentoring relationship and the requisite skills related to mentoring. 
7.2.7.5 Facilitation sessions will be arranged to ensure that mentors and mentees have both formal and informal platforms to relate to each other.
7.2.7.6
For effective results and sustained mentoring relationship both mentors and mentees will be assessed to determine profiles in terms of personalities, likes-dislikes, interests. Assessments results will be used to match mentor to mentee. Both parties will be evaluated on the success and failure of their mentoring relationship.

7.2.7.7 Mentoring relationships will be formalised for all participants on the management and leadership development, accelerated employment equity interventions, learnerships, internships and bursary programmes. Each mentoring relationship will have a learning plan which provides a structured process against which progress can be gauged.
7.2.7.8
The mentoring process will be evaluated on an ongoing basis to identify hiccups and barriers to effectiveness. An example of critical success indicators could be the number of mentoring relationships established and sustained.

7.2.8.
LEARNING DELIVERY 

7.2.8.1
BASED ON THE CONFERENCES/SEMINARS
Each Department will be able to identify relevant and key annual conferences and seminars which will form part of the training calendar. 

Though proper planning for learning is encouraged always, it is acceptable to a very limited extent that the just-in-time approach to learning can be accommodated to ensure that the right people are given the right training at the right time. 

7.2.8.2.
AN INTEGRATED LEADERSHIP AND MANAGEMENT DEVELOPMENT PROGRAMMES 

7.2.8.2.1 NDZ LM acknowledges the important role of its leadership and senior management in meeting the Local Municipality’s challenges and guiding the Local Municipality towards superior performance. Leadership and Management Development programmes will be introduced to build the requisite leadership and management competencies needed to move the Local Municipality forward. This will go a long way in enhancing the organisational value system and thus building and cementing the required organisational culture. 

7.2.8.2.2 Once performance outcomes or management standards have been clearly defined they would help to detail what is expected in different management contexts and at different occupational levels. Therefore, one will be able to distinguish between what would be expected of a manager in a specific organisational management band i.e. supervisory/junior management, middle management, senior management and executive leadership positions.
7.2.8.2.3 The content of learning and development programmes through related modules will strive to create the calibre of management and/or executive leadership required to deal with strategic transformational leadership and operational management challenges.

7.2.9.
BRAIN DRAIN, SKILLS TRANSFER AND RETENTION
7.2.9.1
NDZ LM is not immune from the challenges of loss and migration of key skills. However, the Local Municipality will continue to look at ways and means of attracting and retaining skills to this end, the Local Municipality will consider a combination of the following options:

7.2.9.2
Creation of sustainable education, training and development opportunities for all employees will be core to the achievement of this objective.

7.2.9.3      Implementation of rigorous after-course action plans such as keeping course information packs and written synoptic reports about the lessons learnt for universal access and knowledge sharing purposes will be key.

7.2.9.4
Holding feedback sessions (adopting the “Teach One –Teach All” principle) within days of coming back from the course thus creating a necessary critical mass to entrench newly acquired skills, information and knowledge.

7.2.9.5
Identification and transfer of “specialised or critical skills” through concerted efforts such as purposeful exit management, identification of high-flyers for shadowing, succession and progression planning / talent pool management.

7.2.9.6 Implementation of sustainable mentorship programmes.

7.2.9.7 Ensuring that training requests are driven by the needs of

the Local Municipality.
7.2.10.
TRAINING EVALUATION AND RETURN ON INVESTMENT (ROI) MEASUREMENT
The investment of money, time and energy in the training and development of employees will be measured to establish value being added both financially and otherwise. The evaluation of training will either be formative or summative. The former measures training efficiency (did the training do its job?). The latter measures training effectiveness (determining whether the competencies acquired are having the desired impact on the Local Municipality).

7.2.11. BUDGETING FOR HUMAN RESOURCES DEVELOPMENT
7.2.11.1   
The costs for training will be centrally budgeted for, managed and monitored effectively in line with the Individual Development Plan and training targets.

7.2.11.2
Training projects will be budgeted for by the Corporate Support Services Department – within the Human Resources Management and Skills Development Section in consultation with the rest of the Local Municipality Senior Management and leadership, respectively.
7.2.11.3
Budget for training will be ring-fenced, that is, it will not be used for any other purpose other than training and development.

	9. STRATEGY AREA FOCUS THREE: STRENGTHENING PARTNERSHIP, CONSULTATION AND INVOLVEMENT 

Objective: Strengthen and extend the partnership process and other consultative, participative and communications processes across the Local Municipality 


8.1
LABOUR AND EMPLOYEE RELATIONS

8.1.1 NDZ LM shall strive to create a healthy environment where positive both labour and employee relations are engendered. The Labour Relations shall ensure the development and implementation of policies and non-discriminatory labour practices to cultivate a productive working environment which encapsulates the following principles:

· Freedom of association.
· Recognition of representative unions with the objective of developing an atmosphere of trust and co-operation. 

· Collective agreements on substantive issues.
· Establishment of formal communication channels and consultation between management and employees.
· Speedy resolution of disputes.
· Facilitation of formal grievance and disciplinary procedures. 

8.1.2
HRM views partnership as a formal participative and consultative process involving representatives of management, unions and staff. The aim is to achieve common ownership of the goals and objectives of the change programme. The objectives of the Local Municipality’s partnership process are:

· To enhance the success of the Local Municipality.

· To develop new arrangements for discussion of major decisions affecting the Local Municipality’s future.

· To improve the quality of the work environment.
8.1.3
Labour and employee relation’s key strategic priorities
· Develop and maintain constructive relationships and networks in the labor and employee relations environment.
· Facilitate the development and implementation of HR policies and procedures. 

· Manage discipline, grievance and performance related cases.
· Track and facilitate grievances.
· Ensure the effective functioning of the Bargaining Chamber - LLF.
· Train organised labour/trade unions.
· Manage the negotiation process.
· Establishment of formal communication channels and consultation between management and employees.
· Recognition of representative employee organisations with the objective of developing an atmosphere of trust and co-operation
· Manage relationships with the respective trade unions and other role players.
· Monitor adherence to application of labor legislation, conditions of employment and other related Employee Relations matters.
· Represent the Municipality on internal and external Employee Relations bodies (e.g. BEE Transformation Forum, Bargaining councils, Employer associations, etc.) 
8.1.4 In parallel with partnership there is a need to maximise the participation and involvement of staff whereby they can input to discussion regarding their jobs, their work environments and their personal and career development. This will be facilitated by the Employee Relations component.
8.1.5 Several policies and procedure have been developed and approved in this regard. Humana Resources section will ensure that these policies are communicated to all employees and a policy manual will be developed and/or reviewed accordingly.
8.2

INTERNAL HUMAN RESOURCES COMMUNICATION

The objectives of Human Resources communication within the NDZ LM are generally to: 

· Inform staff within NDZ LM of its policies and procedures and any subsequent amendment.
· Educate staff of its labour and employee relations guidelines as well as any subsequent amendments.
· Educate staff of it HRM, Skills Development and Organisational Development initiatives as they occur.
· Advise staff on general human resources matter.
· Communicate issues, risks, concerns and achievements.
· Provide feedback on HR activities. 

NDZ LM believes in two-way communications where employees will be accorded an opportunity to voice their concerns and views. NDZ LM is committed to listening and acting on employee aspirations through the existing organisational structures. Hence, HRM will work alongside the Office of the Municipal Manager, or as part of management teams ensuring that formal communications are effective, and that staff are kept informed on issues that affect them.
Human Resources Management and Development Section will be responsible for the communication of those issues which affect labour and employee relations, employees’ wellbeing and their existence within NDZ LM.

8.3

EMPLOYEE HEALTH AND WELLNESS

The NDZ LM is committed to the holistic and whole life (total wellness) of its employees through provision and access to an integrated, efficient, effective and equitable total employee health and wellness programme. 

The employee health and wellness programme shall provide services which have four levels of intervention, namely:

· Health promotion and lifestyle changes.
· Health promotion and specific protection.
· Early diagnosis and prompt treatment.
· Treatment and rehabilitation.
8.3.1
The following strategies have been identified and will be implemented to provide a complete wellness programme:

8.3.1.1 AWARENESS: The Employee Health and wellness function shall educate employees about health risks as well as programmes that can help change employees’ behaviour. NDZ LM believe that if employees are educated, informed and taught life skills early, they will be in a better position to cope constructively with future challenging situations. This education will be achieved through brochures, e-mail, luncheon lectures and posters amongst other communication channels. 

8.3.1.2 SELF-ACTION: All employees shall have access to programmes that interests them and meet their needs. Some of these services shall be extended to their families at the Local Municipality’s costs. On-site exercise facilities will be made available to encourage employees to take responsibility for their own health.

8.3.1.3 TRAINING: Managers shall be trained in people management to recognise and support troubled employees at an early stage. 

8.3.1.4
DIRECT SERVICES PROVIDED 

· Crisis intervention: The wellness and Health Function shall offer rapid response intervention services to prevent or reduce individual dysfunction and negative consequences to the Local Municipality through response to emergencies and urgent situations by partnering with an external service provider that is easily accessible to employees always.
· Assessment: Employee Health and Wellness shall conduct assessments periodically to identify personal or work-related problems of employees, to match clients with the appropriate level of care.
· Counselling: Short–term counselling shall be provided to increase wellbeing and work performance of troubled employees

· Referral: Employee Health and Wellness shall refer employees to service providers that offer professional support which cannot be offered internally, that match best with their needs

· Rehabilitation: Employee Health and Wellness shall work out plans of action for rehabilitation to achieve the best possible reintegration of a troubled employee in his/her professional and social life to prevent a relapse

· Consultation: Employee Health and Wellness staff shall proactively consult with the Local Municipality whenever they observe organisational developments or events that impact on employee wellbeing and work performance to create a healthy organisation and workplace to prevent and reduce individual problems. 

· Programme promotion and information: Employee Health and Wellness function shall ensure the availability and use of information such as promotional material and educational activities to encourage the use of the programme by all employees and covered family members.

8.3.1.5 HIV/AIDS

It is acknowledged that HIV/AIDS poses the greatest challenges to human resources planning and development in all the economic and employment sectors.  Though the prevalence rate of the disease is unknown among NDZ LM employees, it is a self-evident fact that at present the knowledge and skills base for managing different aspects of HIV is not at an ideal level. 

To this end, training on HIV/AIDS management is a priority as much as it is a provincial and national priority. The following will be observed always by the NDZ LM as an employer:
· Ensure that the rights of employees living with HIV/AIDS are fully respected and that employees living with AIDS are not discriminated against.
· Promote education, prevention and treatment interventions. Education will assist employees to understand how HIV is transmitted, hence can be prevented.
· Facilitate prevalence testing to give management and staff an idea of the magnitude of the problem and how to deal with it in an informed and rational manner.
In providing the above-mentioned services the Employee Health and Wellness shall maintain confidentiality of the client and all client records as the programme’s success and credibility rely to a large extent on employee and employee family member confidence that the service respects individual privacy

	9. STRATEGY AREA FOUR: CREATING A NEW HUMAN RESOURCES MANAGEMENT MODEL
Objective: Re-orient the Human Resources Management function to move from a personnel administration (conventional) system towards a more strategic HRM Model – embracing change and transformation.


NDZ LM is in the process of moving from a personnel administration system towards a more strategic Human Resources Management Model. The focus would be on the role of HR in a dynamic and evolving business environment where there is constant change, including restructuring and transformation. The challenge within NDZ LM is measuring return on investment on HR initiatives, and quantifying what the Local Municipality gains on HR spend.

A further challenge has been the professionalism of HR staff. HR is also being charged with change management and with driving culture change in the Local Municipality. HR itself needs to change before it can assist the Local Municipality to change by taking responsibility for and becoming the change agent it needs to be.

NDZ LM Managers are expecting HRM to assist in changing the culture of the Local Municipality, in creating a resilience to change amongst employees, and in contributing towards cross-cutting initiatives. They are expecting HR leadership to understand enough of their core functions to be able to anticipate Local Municipality needs and to be able to know when and how to introduce strategic initiatives that will assist the Local Municipality to meet its objectives.

9.1

CHANGE DRIVERS

The following were identified as the change drivers for repositioning HRM within the NDZ LM:

· Align HR activities and programmes with the strategic direction and needs of the Local Municipality.
· Develop and deliver programmes that enhance the Local Municipality’s ability to attract, develop and retain superior performers.
· Handle employee transactions and inquiries and HR processes.
· Achieving greater efficiencies.
· Better information and an increase in customer service.
· Accountable for providing human resources policies to NDZ LM management and staff.
· Determination of appropriate strategies to effect NDZ LM wide transformation and change.
9.2

ROLES AND RESPONSIBILITIES

To achieve the above, HR will assume the following roles:

· Strategic partner: Ability to identify the HR practices that make the strategy happen. This includes the process through which the Local Municipality’s weaknesses, strengths, opportunities and threats are determined.
· Administrative expert: Ability of ensuring efficiency in HR processes and finding new ways of doing things.
· Employee champion: Help employees to contribute through both their competence to do good work and their commitment to work diligently. It is important that HR understand the needs of employees and ensure that those needs are met.
· Change agent: Helping employees let go of old to a new culture. This includes identifying and solving problems and building relationships of trust. 

9.3

REQUIRED COMPETENCIES

The key competencies for HRM to fulfil the new roles are the following:

· Business understanding.
· Consulting and facilitation.
· Personal credibility.
· Ability to manage change.
· Ability to manage culture.
· Comprehensive knowledge of human resources. 

9.4

BENEFITS

The benefits of implementing these roles and structure are the following:

· More staff working with senior managers on strategic issues.
· Reduced HR spend on administration and support.
· Better customer interface.
· Less audit exposure.
· Better accountability.
· Improved reporting.
· Consistent application.
9.5.
SKILLS TRANSFER TO HR LINE MANAGEMENT

The second year of implementing the strategy will be the transfer of authority and responsibility for day–to-day HR matters from Corporate Support Services Department and HR to line managers. The role of HRM in the future will be on the development a more strategic, advisory and supportive focus on talent management issues. A comprehensive programme of consultation will be conducted to agree on how the transfer to line management can be most effectively carried out especially with the roll-out of performance management to the entire organisation. The successful transfer of additional HR functions is a very substantial and complex undertaking which will require appropriate training and ongoing support for line managers as well as appropriate resourcing, particularly where there are large numbers of staff.
9.6 
HUMAN RESOURCES MANAGEMENT INFORMATION SYSTEM AND REPORTING

With the increasing importance of human resources issues as critical factors in strategic planning and decision making, the importance of the HRIS becomes important. To improve our services and response rate, the HRM Section will introduce this function. The function will focus on employee information, policies and procedures, reports and other personnel–related information that is entered into the system in a manner that is easy to analyse and retrieve by management. 

During the strategy period, a stress-free leave approval and management system will be explored and commissioned.
	10. STRATEGY AREA FIVE: DILIGENTLY IMPLEMENTING EMPLOYMENT EQUITY 

OBJECTIVE: To ensure that the Local Municipality complies with the requirements of the Employment Equity Act by undertaking specific measures to create equity in employment and to employ and develop designated groups.


The focus of this strategy will be on:

· Affirmative Action

· Gender Equity

· Diversity Management 

10.1.
Employment Equity Compliance: Compliance with the Employment Equity Legislation by recruiting, training, developing and accelerating the promotional opportunities for designated groups will be conducted in a strategic manner.
10.2 Employment Equity Planning: An employment Equity plan will be developed in the following year to reflect department’s targets for all occupational categories and levels.

10.3 Consultation of Employment Equity matters: An Employment Equity Consultative Forum (LFF) will be utilised as a consultative structure responsible for identifying Affirmative Action measures, establishing numerical goals and setting up mechanisms for monitoring and reporting on affirmative action progress and resolving related empowerment problems.
10.4
GENDER EQUITY

The Local Municipality has not been highly successful in managing women and cultural diversity. Proof of this is the fact that women are clustered at the lower levels of management. This indicates that they are not progressing hence their full potential is not utilised. 

Women are not represented at all levels within the organisation as there is no representation of women at senior management level. A target of gender equity will be set for the first year of implementing this strategy. A creative approach to improve the current female representation such as targeted appointments will be adopted. 

The Municipal Manager and Senior Managers shall be assessed on the achievement of set targets on female representation at Senior Management and Middle Management Levels respectively.   
10.5
REPRESENTATION BY PEOPLE WITH DISABILITIES 

The Local Municipality shall meet the set target of employment of people with disabilities set by cabinet. The set target will be cascaded to all other internal municipal departments. The Local Municipality will also focus on improving the facilities to reasonably accommodate people with disabilities.  

10.6
DIVERSITY MANAGEMENT

The Local Municipality has recognised that its employees are its most important resource and by valuing its diverse workforce, it will become a winning, responsive and learning organisation that is the employer of choice.  Furthermore, in fulfilling the goals and objectives of the Employment Equity Act (Act 55 of 1998), the NDZ LM, as a designated employer, has committed itself to the identification, analysis and elimination of all aspects and forms of discrimination, direct or indirect, in its employment policies, procedures and practices.

Successful diversity management depends on the commitment of the whole organisation. In the process of managing diversity, employees will receive Senior Management’s support in dealing with the many challenges and conflicts they will face. Training will be the most appropriate intervention.
The implementation of Diversity awareness workshops is one of the priorities during the strategy period. These workshops will be implemented with an objective to raise managers’ awareness and develop competencies concerning the issues and needs involved in managing a diverse workforce for improved productivity. For managers to respond to the challenges of working with diverse populations, they will recognise employee difficulties in coping with diversity. These difficulties include but not limited to resistance to change, racism, lack of knowledge about other groups, as well as prejudices, biases and stereotypes. Some employees lack motivation to understand cultural differences, often because of the lack of reward for doing so, hence Diversity Workshops shall focus on programmes designed to raise participants’ consciousness and awareness about differences in values, attitudes, patterns of behaviour and communication that may exist across cultures. Secondly, it will also focus on programmes designed to develop new skills and competencies, including effective communication.           

10.7
JOB EVALUATION 

Job evaluation has not been effectively conducted within the Local Municipality, hence job descriptions have been sent for evaluation to determine the correct salary bands and salary differentials for the entire NDZ LM staff. Consultation with the unions will take place to ensure that the outcome of job evaluation exercise is fairly and openly assessed with corrective action plans developed and implemented within available financial resources. Work will immediately commence on developing a set of competencies, which can be used across all aspects/activities, to further entrench clarity of understanding across all organizational structural levels.
11. CONCLUSION 

In this strategy, NDZ LM has defined the critical issues and challenges that will be the focus of the Local Municipality in the HR Planning, Management and Development environment over the next three years, and accordingly, set out an extensive programme of developments and initiatives to be implemented. NDZ LM leadership is conscious that the Local Municipality’s prioritization of spending will affect some of the aspects mentioned in the strategy. Therefore, leadership will need to be flexible in how planning, resource management and programme implementation is carefully conducted in all HR programmes and initiatives. NDZ LMs ability to deliver this comprehensive programme will be examined on an ongoing basis. This strategy will be widely communicated throughout the Local Municipality, using a variety of methods and channels including presentations.
This strategy will be one of the key organizational strategies on which the Local Municipality’s business plans will be based over the three-year period. To meet these challenges, therefore the organization will rely on the contribution and commitment of everyone in the Local Municipality. An implementation plan will be developed to ensure that these initiatives are successfully implemented, monitored and evaluated.
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The purpose of this strategy is to support the Dr Nkosazana Dlamini Zuma Local Municipality with the achievement of its strategic objectives. It seeks to ensure that the local municipality attracts, maintains, motivates, rewards and retains the best available human resources. 
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