
ACCESS TO EMPLOYEE FILES/INFORMATION POLICY
Purpose:
To ensure confidentiality of employee information by regulating access to their personal files.

Principles:
Employees may read any material on their personal files that concern their performance evaluation, remuneration, promotion, discipline and termination by requesting approval from the Human Resources Manager / Officer. However, the Departmental Director shall be informed of such particular request made.

This Policy does not include giving the individual access to confidential information such as reference information, any confidential background checks or documents relating to investigation of criminal offences.

An immediate Departmental Director will be granted access to the employee files of their subordinates. A file issue control log needs to be completed indicating the date, the time of removal and the return date of the file. The file shall be viewed within the Human Resources Section only and may not be removed.

The Municipality is committed to ensuring that all information with regard to its employees are held securely and accessed only via the authorization of the Director: Corporate Services or his/her nominee.

External Bodies are not permitted access to information contained in employees’ personal files unless prior consent has been granted by the affected employee or an order of the Court is produced.
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ACTING ALLOWANCE POLICY
Definition:
Acting Allowance means the payment of a non-pensionable allowance paid to an employee who is appointed by the Municipal Manager and/or his/her nominee (or Council in the case of Section 57 employees reporting directly to the Municipal Manager) to execute the duties of a higher position than his/her own.

Purpose:
To ensure compliance with provisions as reflected in the Basic Conditions of Employment Act and Collective Agreement on Conditions of Service in order to advance economic development and social justice in the workplace.

Principles:
The Municipality recognizes that employees need to be treated with dignity and be compensated for whatever service they render on behalf of the employer in realisation of its strategic objective to improve service delivery to the people.

Should an employee, by resolution of Council and/or Management decision, act in a higher position for a period of not less than ten (10) consecutive working days, an acting allowance equal to the difference between his/her salary and the minimum notch of the salary pertaining to the post in which he/she is acting shall be paid.
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COMMUNICATION POLICY
Purpose:
To have  an effective and efficient communication strategy ensuring that the Municipality handle relationships with it’s Stakeholders (Internal and External) in a professional and consistent manner.

External Stakeholders:
Both the Municipal Manager and/or Chairperson of the Executive Committee (EXCO) or their respective nominees, are responsible for communicating with all Municipal Stakeholders. All outgoing information needs to be sanctioned by the Municipal Manager and/or Chairperson of the Executive Committee (EXCO) or their respective nominees. This includes correspondence bearing the Municipal Logo, the Media and other relevant forms of communicating with external Stakeholders.

NOTES:
No employee should, on official Municipal matters, deal directly with the Government or any of the Municipality’s key Stakeholders, without prior consultation and support of the Municipal Manager and/or Chairperson of the Executive Committee (EXCO) or their respective nominees.

If an employee is approached by any of the External Stakeholders, they must refer them to the Municipal Manager and/or Chairperson of the Executive Committee (EXCO) or their respective nominees.

It is totally inappropriate and unacceptable for an employee to make any public statement or speculate on any subject that has to do with the Municipality=s operations. All external enquiries from Stakeholders and the Media need to be referred to the Municipal Manager and/or Chairperson of the Executive Committee (EXCO) or their respective nominees.

Internal Stakeholders:
Internal Stakeholders include Councillors and employees. However, more emphasis are placed on employees to strictly adhere to this Policy since any deviations will not be tolerated.

NOTES:
No employee should directly communicate a matter needing prior consultation with his/her immediate Supervisor or Departmental Director or his/her nominee

Any grievance must be lodged in accordance with the Collective Agreement on Grievance Procedures

All employees should report to their respective Supervisors for information released to any of the other Internal Stakeholders in their absence.
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CONFIDENTIALITY POLICY
Purpose:
To define confidential information and the requirement for protecting this information during and after each employee’s association with the Municipality.

Principles:
Confidential information is defined as any information or material not generally available to the general public, generated, collected or used by the employer that relates to it’s operations, strategies, know-how, data, names or any contracts or prospective contracts the Municipality may have, documentation of the Municipality or it’s employees. This includes information marked as “confidential” or which the employee otherwise knows is confidential. If there is any doubt whether information is confidential, the employee should assume it is confidential and treat it as such, unless officially notified otherwise.

The employer expects each employee:

· to have a personal responsibility to protect confidential information entrusted to him/her or to which he/she are otherwise exposed. As a result, each employee must be cognisant not to disclose any confidential information to anyone outside the Municipality, except when authorized. No employee should ever use confidential information for personal gain or advantage.

· when he/she leaves the employ of the employer, to return to Human Resources Section all materials acquired during their period of employment

· not to disclose any information even after a period of twelve (12) months of their disassociation with the Municipality

· not to provide information or communicate on any information with regard to recipients of grants (confidential or personal information), names of grantees or beneficiaries, names and confidential particulars of donors, amounts of money donated to the Municipality by respective donors, both current and potential.
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EMPLOYEE PROMOTION POLICY
Definition:
Means the placement of an employee in another post in the Council’s service by the Council, where the maximum of the salary scale of such other post is higher than that pertaining to the post occupied by the employee prior to such placement.

Purpose:
To ensure the development and growth of employees within the Council’s employment based on their competence which will contribute in attaining set goals and in line with the Employment Equity Plan while at the same time improving productivity in achieving organizational goals in serving the community.

To ensure that employees who were prejudiced by the past Policies are not excluded from promotion and to enable such employees to acquire skills needed to enter all levels of employment, including Senior Posts from which they have been excluded.

Principles:
Promotion shall be based on ability (proficiency and potential) so as to maintain or promote economic effectiveness.

An employee regarded by the employer as the most eligible for promotion and not limited to longer service, shall be founded / considered.

Education, training and development programmes shall be capacities of staff on all levels for career paths and labour market mobility through recognized systems of accreditation.

Employment Equity appointments with regards to promotion will only apply in the job categories where disadvantaged groups are not fairly represented and it should be in accordance with a legitimate Employment Equity Policy.

When promoting employees, merit principles shall be adhered to (merit being defined as the capacity to do the job), judged on qualifications, experience, knowledge potential and/or demonstrated abilities. Relevant experience and length of service shall be taken into account where formal qualifications are absent.

An employee eligible for promotion shall be identified by the Departmental Director / Supervisor with assistance from the Human Resources Manager / Officer and such motivation or recommendation shall be submitted to the Municipal Manager and/or Management for approval.

An employee with an outstanding performance merit shall be rewarded in terms of the legitimate Performance Management System / Performance Appraisal System
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EMPLOYEE STUDY BURSARY POLICY
A crucial factor determining the success of the Employer is the expertise and proficiency of the people within the Municipality.

Where such study is related to the development plan of an employee and is likely to bring about improved performance and will therefore be beneficial to the Municipality, the Municipality will consider assisting employees to pay for their Courses through its Part-Time Study Bursary Scheme.

Principles:
A bursary shall only be granted:

· after a Developmental discussion between the employee and his immediate Superior

· Departmental Directors’ recommendation for final approval to the Municipal Manager

· for qualifications and Institutions considered by the Municipality as reputable and such qualification is both to the business interest of the Municipality as well as the employee=s development

· if the Municipality is in a financial position to offer such bursary

Financial Assistance:
Financial assistance will cover the following:

Tuition / Registration / Examination / Text Books  Fees

Requirements:
· Employees will be expected to submit satisfactory evidence of enrolment for the Course  in the subjects concerned and all tuition expenses necessarily incurred in connection with the Course.

· The said fees/bursary will be paid directly to the Institution.

· The said employee will sign an Agreement with the Employer, which inter alia state that:

· after the Officer has completed the Course, the Officer undertakes that he/she will remain in the service of the Council for a continuous period equal to the number of months/years in respect of which Council paid all fees, provided that this continuous period does not exceed four (4) years full-time service

· if the Officer fails to fulfil the service obligation after completion of the Course or fails to complete the Course, the Officer shall repay to the Council the whole amount paid by it in respect of the Course over a period of twelve (12) months together with interest thereon at the then ruling prime rate per annum

the Council may in it’s discretion permit the Officer to repeat at his/her own expense any portion of the Course in which he/she has failed within a period not exceeding two (2) years from the date of such failure. During such extended period, the Council will not enforce it’s claim to a refund in terms of the Agreement, and, should the Officer succeed upon such repetition, the Council will, if satisfied with his/her progress, resume payments under the Agreement for any remaining portion of the Course
Reports:
A report shall be completed annually whereby the Corporate Services Department (Human Resource Section) in conjunction with the relevant Department, evaluates the progress of all Bursars.

According to the evaluation, certain actions may be recommended including the following:

· continuation of the Bursary upon successful completion of the Course requirements for the academic year registered

· the withdrawal of the Bursary upon failure of a Course / required minimum subjects
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IN-SERVICE TRAINING POLICY
Purpose:
To contribute to skills development as per the requirements of the Skills Development Act, therefore providing assistance to persons:

· who can not acquire their qualification without practical training

· have acquired their qualification but are not employable as a result of theoretical training only

· need to serve community service in order for the qualification to be recognized

Statement:
Umtshezi Municipality will take on students as stated in the purpose of this Policy, giving preference to students within its Municipal boundary. A letter of application from the Institution as well as a logbook will be considered and verified as proof of registration for the students. In the case of already qualified trainees, the statement of results as well as the testimonial from the Institution will have to be considered. The logbook as well as the reports as required by the Institution will be filled in by the relevant Supervisor in the different Departments.

Allowances:
Each Student / trainee will be paid a travelling allowance of R800,00 per month. Each Department must make provision in their budget for a minimum of two (2) trainees / students per annum, each staying a maximum of twelve (12) months depending on qualification requirement.

In cases where the Department has exhausted their In-Service Training budget, volunteering will be considered. 

Each volunteer will be paid a travelling allowance of R300,00 per month. The volunteers will enjoy the same status as In-Service trainees.

Liabilities / Benefits:
The liability for the trainee while on duty, lies with the Employer.
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SECURITY OF MUNICIPAL AFFAIRS POLICY
Purpose:
To ensure that all Municipal matters and information are to be handled in a totally professional manner at all times.

Principles:
Employees are encouraged to clear their desks of any confidential files, reports and/or working papers at the end of each working day.

Excessive care should be taken when discussing Municipal affairs and must be discussed in appropriate areas and at appropriate occasions.

The Municipality places a high value on integrity and it is the Municipality’s Policy to comply with laws and regulations that apply to it’s various operations. It is therefore the Municipality’s Policy to:

· encourage employees who have good reason to believe that the Municipality, or any of its employees, is in violation of any law, rule or regulation, to report it internally

· conduct a prompt, thorough investigation of any alleged violation and take appropriate corrective action

· prohibit any retaliatory action against an employee who has provided information in connection with an internal investigation regarding a possible violation of any law, rule or regulation by the Municipality or any of its employees

· take appropriate action against employees who have in retaliatory conduct prohibited by this Policy and who have broken laws, rules and/or regulations.

An employee who wishes to communicate a suspected violation of law, rule and/or regulation or ethical behaviour, may report such incident to his/her immediate Supervisor or to any other employee designated for this role (if any).

The Municipality’s position is that all employees within the employ shall have their employment protected when exposing such violations. All employees have a duty to communicate acts or omissions that may place the organization at risk.
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SMOKING POLICY
The Municipality conforms with the preamble to Act 83 of 1993 (Amended Act 12 of 1999) which acknowledges:

· that tobacco use is extremely injurious to the health of both smokers and non-smokers and warrants, in the public interest, a restrictive legislation;

· is a widely accepted practice among adults, which makes it inappropriate to ban completely; 

· it realizes that the association of smoking with social success, business advancement and sporting prowess through the use of advertising and promotion may have the particularly harmful effect of encouraging children and young people to take up smoking;

· considers that the extent of the effects of smoking on health calls for strong action to deter people from taking up smoking and to encourage existing smokers to give up smoking;

· and resolves to align the health system with the democratic values of the Constitution and to enhance and protect the fundamental rights of citizens by discouraging the use, promotion and advertising of tobacco products in order to reduce the incidence of tobacco-related illness and death

Purpose:
To comply with the Law on the Control of Tobacco Products (Act No. 83 of 1993) as amended by the Amending Law on the Control of Tobacco Products (Act No. 12 of 1999) and to regulate the working environment and provide guidelines for smokers to ensure that the rights of other non-smoking employees are not abused and infringed upon.

Principles:
The Municipality trusts that with the acceptance of a smoking policy, courteousness, consideration and respect for one another’s preferences and needs will largely contribute to preventing interpersonal differences which may arise from smoking in the workplace and thereby promote harmony and productivity.

The Municipality wishes to provide a healthy, comfortable and productive working environment for all its employees. However, non-smokers should also be sensitive to the needs of their smoking colleagues.

The Municipality, as employer, therefore prohibits smoking within its buildings and vehicles.
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SUBSTANCE ABUSE POLICY
Purpose:
To ensure that the Municipality, as employer, is a drug and alcohol free environment.

Principles:
The use and misuse of drugs, both legal and illegal, while on duty, on Municipal premises and whilst running or attending to Municipal affairs, is prohibited.

The employer specifically prohibits the use, possession, distribution or sale of drugs and alcohol on its premises and while conducting Municipal business. Furthermore, no employee may conduct Municipal affairs whilst under the influence of drugs or alcohol. Employee's suspected to be under the influence will be tested to ensure their safety and the safety of others in the workplace.

Testing will be done with or without consent in the following circumstances:

· an employee is accused of being under the influence of alcohol or another intoxicating substance or drug while on duty

· an employee has been accused of assault on Municipal premises

· an employee is involved in an accident on the job or driving a Municipal vehicle

· an employee is transferred or promoted into a position which is a high risk position

Minimum consumption of liquor on site may only be permissible at authorized Council functions.
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TRAINING & DEVELOPMENT POLICY
Purpose:
To promote education and training in the Municipality and to empower all employees as per the Skills Development Act, Employment Equity Act and Basic Conditions of Employment Act.

Principles:
The types of Training Courses and the development thereof will be determined by the employer. All education and training will be needs-based from the employer’s point of view. Employees are encouraged to become involved in their personal development, to manage their own careers by indicating to their Supervisors their training needs.

The employer recognizes that it’s human assets are it’s most vital resource and is therefor committed to ensuring that all employees receive the appropriate education and training in order to:

· enable them to meet the requirements of their current positions

· cater for personal development and attainment of national qualification

· enable them to make the most of their abilities

Employees are encouraged to take advantage of all developmental opportunities that are available. The Human Resources Manager / Officer will assume overall responsibility for:

· implementation of the Policy

· co-ordinating all training and learning activities throughout the Municipality

Departmental Director and/or Senior Managers are responsible for the training and development of his/her staff through the formulation and implementation of Personal Development Plans and Workplace Skills Plan (WSP). As a rule, SETA accredited and registered Service Providers will be appointed and utilized by the employer. In addition to training enabling employees to become competent in their jobs, the employer will pay particular attention to specific training and learning requirements arising from Internal or External pressure of business, i.e. legislation, labour laws, etc.

The employer believes that it’s employees should be empowered through training and development to become better South African citizens for the good of the Country as well as the employer. The employer shall continue to promote skills development of non-employees through opening itself up as a training ground for Learnerships and provider of Bursaries Schemes for study fields relevant to Local Government environment.

The employer respects individual dignity and therefore encourages elder employees to enrol on the Basic Skills Education Programmes made available locally and provides the basic Finance Skills Programmes.
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USE OF MUNICIPAL ASSETS & RESOURCES POLICY
Purpose:
To ensure the safeguarding as well as proper and efficient usage of Municipal assets.

Principles:
The Municipality gives all employees the opportunity to use Municipal assets in their official capacity only. The Finance Department is responsible for the identification, tracking, recording, control and maintenance of all Municipal assets.

Where the Municipality’s equipment is to be used after official working hours, approval shall be sought and the necessary authorities be informed. The respective functional Departmental Director shall also be informed of the nature of the usage.

Where Municipal equipment is to be utilized outside official premises, authorization for the usage thereof is mandatory. All equipment shall be accounted for at all times. The employer needs to ensure that employees are directly accountable and responsible for all assets in their possession or work environment.

Municipal property should be looked after and damage inflicted should be reported immediately to the Finance Department.

Theft, damage, unauthorized removal or usage of the assets will result in disciplinary action being taken against the particular employee.

Municipal assets should only be utilized by persons duly authorized by Management or Council.
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EMPLOYMENT EQUITY POLICY
UMTSHEZI MUNICIPALITY’s Employment Equity Policy statement is as follows:

The Municipality strive to implement an employment equity strategy, policy and plan that will ensure that the Municipality becomes a fully representative South African Local Council.

The Municipality will build a team of the highest quality of people that represents the demographics of the respective regions and fully utilizes the cultural diversity of its people to improve its competitiveness in the market.

The Municipality will ensure and promote equal opportunity for all employees and potential employees without discrimination. Employment and workplace practices will promote both the elimination and prohibition of unfair discrimination.

The Municipality as a designated employer, will undertake specific measures to create equitable representation in the workplace, and institute affirmative action measures designed to:

· eliminate and prevent discrimination

· establish a workforce that is truly representative of the area

· make reasonable accommodation for people from designated groups in order to ensure that they enjoy equal opportunities and are equitably represented in the workforce

· establish a culture in which people have respect for each other and are proud to be associated with each other and the Municipality as a whole

· improve competitiveness through strength in diversity and effective diversity management

The Municipality will achieve its employment equity objectives in a consultative manner and endeavour to reach consensus with those representing labour in the Municipality and its employees.

EQUAL OPPORTUNITIES:

This means that the Municipality is to ensure that no unlawful discrimination occurs, either directly or indirectly, against any person on the grounds of colour, sex, marital status, race, religion, nationality or ethnic or national origin. Discrimination by victimisation is also recognised as unlawful.

The Municipality recognises that employees of all racial groups have a right to equal opportunity. This Policy of equal opportunity will apply whenever the Municipality is recruiting, transferring, promoting, assessing performance, disciplining or offering training or other opportunities for advancement.

It is recognised that the principal responsibility for providing equal opportunities in employment rests with the Municipality. Each employee and Manager is required to be familiar with and to implement this Policy and is urged to comply at all times, not only with the letter, but with the spirit of Equal Opportunity Legislation and Codes of Practice.

It is the responsibility of each Manager within the Municipality to ensure that his or her treatment of employees and the decisions and approach taken within their own sphere of operations are devoid of discriminatory practices.

The Senior Management Team and Council will give full backing to this Policy and will support all those who endeavour to carry it out.
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PLACEMENT POLICY

1. STATEMENT OF INTENT:

The parties accept that:

Arising from the need to restructure Local Government and functions within the applicable demarcated areas, the re-organization of existing staffing structures (including geographic re-deployment) may be necessary to meet operation objectives to service delivery. All restructuring shall take place in accordance with the principles contained in this policy.

The contracts of employment of all staff of the former Estcourt/Wembezi and Weenen/Kwanobamba Transitional Local Councils be transferred to the newly established Umtshezi Municipality in terms of Section 197 of the Labour Relations Act.

The placement of staff shall be done in a manner that is consistent with any existing Employment Equity and Skills Development Plan and/or the objectives of the Employment Equity and Skills Development Acts.

2.
ORGANOGRAMS:

2.1.
The Umtshezi Municipality shall prepare the Organograms of all Departments and submit this proposal to the Local Labour Forum for consultation.

2.2.
The IDP for the Municipality shall inform the Organogram and the principle of structures follow strategy shall apply.

2.3.
After consultation with Local Labour Forum, the Organograms will be submitted to Council for approval.

3.
PLACEMENTS:

3.1.
People follow functions:

The application of this principle entails that employees are not moved from one geographical location to another without the function which the employee is performing necessitating such movement.

3.2.
Empty the Pool first:

Every attempt shall be made to place existing permanent employees first into posts on the new structure. If no placement can be made from internal employees, in terms of the agreed criteria, the Employer will advertise the post and fill the position with the most suitable external candidate.

Employees are to be placed in the structure on a permanent basis.

The parties are committed to ensure continuity of employment and every attempt will therefore be made to ensure that no retrenchment/redundancy will occur of permanently employed staff, provided that the effected employees are willing to accept alternative positions that are offered. In this regard, every effort will be made to ensure that such alternative offers are reasonable.

3.3.
Close match placement:

Employees are to be placed in the new structure on a close-match basis.

In close matching a post, the job content of the new post is compared to the existing job content of the employee.

The employee having the closest match in respect of the job content is then the successful candidate to the placed.

Where the close match can not be done one hundred percent (100%), the match must be done on the most matched job content. The focus should be on the crux of the job, eg. an accountant job content will be matched against a post that contains the most stipulations reflecting accounting duties.

The close match is done on job content and not job designation. Post designation may however be used as an indicator.

Salary of an employee PLAYS NO ROLE in placement.

3.4.
Additional factors:

Where more than one (1) employee can be close matched to a post and there is more employees than there is posts, the following factors will be used to facilitate the placement decision:

· the provisions of the Employment Equity Act must be the overriding factor that will decide placement and reference to the placement of designated persons must strictly be adhered to

4.
PLACEMENT PROCEDURE:

Placement will take place as follows:

4.1.
Classification of Posts:

4.1.1.
Unchanged Posts:posts that have had no change to their scheduled duties or geographical location

4.1.2./...

4.1.2.
Minor Changed Posts:
minor changes to the duty schedule, which has no material effect on the level of responsibility - it might only involve a mere change in title

4.1.3.
Major Changed Posts:
posts which have undergone a major change to their duties and responsibilities - this will necessitate that the post have to be re-evaluated - will be advertized internally first and should no suitable candidate be identified, then externally and an appointment will be made in terms of the appointment criteria.

4.1.4.
New Posts:
posts that carry duties and responsibilities that do not exist in any form in the present structures - posts with detailed duty schedules must be submitted for evaluation and pricing - be advertized both internally first and should no suitable candidate be identified, then externally and appointment will be made in terms of the appointment criteria

5.
PLACEMENT COMMITTEE:

The Placement Committee will consist of members of the Umtshezi Local Labour Forum and with equal number of Trade Union and Employer representatives as follows:

Employer Representatives

4

IMATU / SAMWU

2 Each

The Placement Committee will have the following Terms of Reference:

The Placement Committee shall consider and reach outright consensus regarding the placement of existing employees into posts on the new structure.
5.1.
Publication of decisions:

All decisions, whether by consensus or in the case of no consensus, the Council’s decision shall be communicated to employees by means of publication in a Circular specifically for this purpose and shall be displayed on general notice boards located at places agreed upon by the Unions.

The individual employee to be placed will be notified in writing by way of a personalized letter.

6.
DISPUTE PROCESS:

Disputes must be lodged within ten (10) working days of the Placement Committee’s publication/notification or date of receipt of the decision by the individual employee.

The/...

The Dispute Committee shall consider the objection, taking into account the points raised by the objector but shall apply the same criteria, process and procedures as the Placement Committee.

The Dispute Committee shall consist of an equal number of Employer’s and Trade Union representatives appointed by the Provincial Divisions of the South African Local Government Bargaining Council.

The Dispute Committee shall pronounce on the objection within fifteen (15) working days from receipt of the objection.

7.
JOB EVALUATION:

Within one (1) year of the completion of the placement exercise, the Job Evaluation Committee of the Bargaining Council shall evaluate all the posts of the new structure in accordance with the agreed National Job Evaluation System, the Task System.

8.
CONDITIONS OF SERVICE:

All employees transferred to the newly established Municipality (Umtshezi) shall, from the commencement of the new Municipality, be subject to the following:

8.1.
No interruption in Conditions of Service shall occur. All employees shall retain their benefits as if their services were not interrupted.

8.2.
Employees who, prior to amalgamation, resigned from the service of their Municipality, shall be entitled to their normal benefits and the normal principles of that specific Municipality, with regard to the resignation of employees. These matters shall explicitly fall outside the jurisdiction of the newly formed Municipality.

8.3.
All staff of the newly formed Municipality shall retain all their current Conditions of Service following placement in the new structure until rationalisation of such Conditions of Service has been completed within the Bargaining Council and the evaluation of all posts.

8.4.
Notwithstanding the provisions elsewhere contained in this Policy document, the salaries and benefits of staff shall be adjusted in accordance with any Collective Agreement concluded in the Bargaining Council.

9.
GEOGRAPHICAL RE-LOCATION:

9.1.
All recommendations on placements are to indicate whether geographical re-location of staff will be required.

9.2.
Geographical re-deployment of staff will only take place for the following sound operating and/or economical reasons:

· the functions of the posts are to be delivered in another geographical area

· the functions of the posts may be reduced and/or combined resulting in a necessity to rationalize resources

· the functions of the posts may be abolished in that particular geographical area

9.3.
Where it is necessary to geographically re-deploy only part of a Section/Department, the selection of employees for re-deployment in each of the affected job categories will be done in terms of the following criteria:

· call for volunteers from employees within each job category

· should too many affected employees volunteer, then selection will be done on the basis of LIFO (Last In First Out)

9.4.
In the event of equivalent vacancies subsequently being advertized at the previous geographical location within a period of twelve (12) months from re-deployment, any re-deployed employee will receive preference should he/she apply for transfer thereto.

9.5.
In the case of an employee accepting geographical relocation and the employee moves his/her place of residence in order to reside closer to his/her new place of work, the Council will pay the cost of removal of his/her household goods to his/her new place of residence.

9.6.
In the case where the employee does not move his/her place of residence, additional travelling arrangements or costs may be negotiated with the Municipality, based on sound economic reasons.

10.
REDUNDANCY / RETRENCHMENT:

The following will not constitute grounds for retrenchments / redundancy:

10.1.
Reasonable geographical re-deployment

10.2.
The transfer from one employer to another employer without any changes to functions and/or Conditions of Service in terms of Section 197 of the Labour Relations Act.
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