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EISAZ is a legally constituted Association whose primary focus is policy 

advocacy, lobbying and collective bargaining for employers in the Engineering, 

Iron and Steel Industry in Zimbabwe. The Association has been setting the 

benchmark for excellence in business and labour relations for more than 80 

years. It has more than 100 members across the country, providing thought 

leadership through research and offers professional training and advice to its 

members in the Engineering, Iron and Steel Industry in Zimbabwe.  
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Foreword  

 

 Matthias Ruziwa – EISAZ Secretary General 

This quarterly Labour Relations Report aims to offer 

insights of changes affecting labour relations to 

members of the Engineering, Iron and Steel 

Association of Zimbabwe.  

The report looks at how Covid-19 has affected 

labour relations during the first quarter of 2021. Furthermore, it provides 

insights on wage negotiations at the NEC for Engineering, Iron and Steel 

Industry and gives an in-depth understanding on legal issues to do with fixed 

term employment contracts. 

The report also provides key developments pertaining to trade unionism within 

the Engineering, Iron and Steel Industry 
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Tacit relocation of fixed term contracts – Supreme Court 

rules “An employer clearly cannot terminate a contract 

that has expired even though it has been tacitly renewed”  

TOBACCO PROCESSORS ZIMBABWE (PRIVATE)  

LIMITED v Tongoona Mutasa and 11 others – SC12/21  

In March 2021, the Supreme Court of Zimbabwe ruled that an employer cannot 
terminate a contract that has expired even though it has been tacitly renewed. 
This judgement is quite interesting for a couple of reasons and worth reading. 
We present below pertinent issues arising from the judgement and key lessons 
for employers.  

Background  

In this case, T Mutasa and 11 others were employed by the Tobacco Processors 
Zimbabwe (Pvt) Ltd on two-year fixed contracts beginning 1 May 2011 to 30 
April 2013. After the expiry of their contracts of employment, they continued 
to work for the appellant for eleven months following which the appellant 
offered them new contracts with the same terms as the expired ones. The 
respondents signed the new contracts, which effectively regularised their 
employment in retrospect for the period of 1 May 2013 to 30 April 2015.  

Upon expiry of the contracts, on 30 April 2015, the employer retained the 
employees until 22 June 2015 on the same terms as the expired contracts. It 
then offered them one-year fixed-term contracts. The proposed contracts had a 
two months’ probation clause and other less favourable conditions. The 
respondents rejected the appellant's offer. The appellant terminated their 
contracts of employment by letter dated 7 July 2015, on the basis that the 
negotiations between the parties had collapsed.  

Aggrieved by the termination of their employment the employees appealed to 
the Company`s Works Council and later to the National Employment Council 
which ruled that the employees` contracts had been tacitly renewed. Aggrieved 
by the decision of the NEC, the Employer appealed to the Labour Court, which 
found that there was no evidence to the effect that the new contracts were as a 
result of any negotiation process as no negotiations were done from 1 May to 
22 June 2015. It reasoned that the old contracts were tacitly relocated in that 
the appellant had allowed the respondents to continue working on the same 
terms and conditions as before, and did not communicate any intention to 
change the terms and conditions of the employment.  

Aggrieved by the decision of the Labour Court, the employer appealed to the 
Supreme Court which made a determination that the employer's termination of 
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the employees` contracts of employment in the circumstances was grossly 
irregular. An employer clearly cannot terminate a contract that has expired 
even though it has been tacitly renewed.  

What is tacit relocation of contract?  

“Tacit relocation, as it applies to contracts of employment, entails that where 
an employee's fixed-term contract expires without renewal and the employee 
continues to render his services to the employer with the employer paying the 
previously agreed remuneration, the expired contract is deemed to be relocated. 
Therefore, the employee is deemed to be employed on the same terms and 
conditions as the previous contract”.  

Further clarity of tacit relocation of employment contracts is in the following 
judgements cited by the Supreme Court;  

a) In Gumbo v Air Zimbabwe (Pvt) Ltd 2000 (2) ZLR 126 at 130 A-D the 

court made the following pertinent remarks;  

"Finally, the best that can be said for the applicant is that in certain 

cases akin to the present there is a presumption that when the parties 

continue the employer-employee relationship beyond the contractual 

period without agreeing new terms there is a tacit relocation of the 

expired contract on the same terms and for the same duration.”  

b) John Grogan in his book "Workplace Law " 8th ed at pages 41-42 states 

the following:  

"If after the agreed date for the termination of the contract the employee 

remains in service and the employer continues to pay the agreed 

remuneration, the contract is deemed to have been tacitly renewed 

provided that an intention to renew is consistent with the parties' 

conduct. The relocated contract will continue on exactly the same terms 

and conditions as the previous fixed-term contract, except that the 

duration of the contract need not be the same as that of the original 

contract; the life of the relocated contract must be determined in light of 

the particular circumstances of each case.”  

c) In ZIMBABWE ELECTRICITY TRANSMISSION AND 

DISTRIBUTION COMPANY (PVT) LTD versus CHAGOMOKA  

ISRAEL etal, HC 3442/16, the High Court remarked as follows;  
  

“A renewal of a contract of employment can occur expressly or tacitly. 

A tacit renewal would occur where the parties continue in an employer 

employee relationship beyond the contractual period”.  
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Key lessons for employers arising from this judgement  

1. A Fixed term contract need to specify duration of the contract. It is 

settled law that a fixed-term contract of employment automatically 

expires at the end of the specified period.  

2. In certain instances, despite the expiry of the period of employment, the 

employer-employee relationship may be found to exist owing to the 

parties' conduct under the concept of tacit relocation. Employers need 

to ensure that they don`t get involved in conduct that amount to tacit 

relocation of fixed term contracts. You may end up having to bear the 

burden of unwanted payroll costs.  

3. It is prudent to have a planned approach on whether or not an employee 

on fixed term contract will have renewal of contract before the expiry 

date. Don`t allow the organisation to hustle and bustle with claims of 

tacit relocation and permanent employment.  

4. Employers must put in place supervisory mechanisms for monitoring of 

all fixed term contracts.  

For those who are interested in studying the Supreme Court`s Judgement 
for closely reasoned thinking, you can download a copy from our website 
click here to download  

Understanding the Law on Fixed Term Contracts  

Given the economic circumstances in our country, most employers do employ 
different sets of workers including fixed term contracts.  

The principle of fixed term contracts of employment appears to be embodied in 
statute, in particular s 12 of the Labour Act [Chapter 28: 01] which provides:  

"12 Duration, particulars and termination of employment contract  

1. Every person who is employed by or working for any other   person and 

receiving or entitled to receive any remuneration in respect of such 

employment or work shall be deemed to be under a contract of 

employment with that other person, whether such contract is reduced to 

writing or not.  

2. An employer shall, upon engagement of an employee, inform the 

employee in writing of the following particulars—  

a) the name and address of the employer;  

b) the period of time, if limited, for which the employee is engaged;  

https://eisaz.co.zw/downloads/
https://eisaz.co.zw/downloads/
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c) the terms of probation, if any;  

d) the terms of any employment code;  

e) particulars of the employee ' s remuneration, its manner of calculation 

and the intervals at which it will be paid;  

f) particulars of the benefits receivable in the event of sickness or 

pregnancy;  

g) hours of work;  

h) particulars of any bonus or incentive production scheme;  

i) particulars of vacation leave and vacation pay  

j) particulars of any other benefits provided under the contract of 

employment.    
  

Clause 26 (2) of SI 134 of 2017, Collective Bargaining Agreement for the 
Engineering, Iron and Steel Industry also provides fixed term contract of 
employment as follows,  

“Any contract of employment in respect of contract worker engaged for –   

a) a time period shall specify the starting and terminating dates of that 

period;  

b) a project or task, shall establish a clear understanding of both parties as 

to the beginning and end of the task or project, or those points during the 

build – up or winding – down thereof, at which the contract of 

employment starts or terminates”.  

It is clear from the above legal provisions that fixed-term employees are 
employed under contracts that will:   

• last for a set length of time (for example, one month)   

• end when a specific task is completed (for example, when a project finishes)   

These arrangements can give employers both certainty and flexibility. A fixed 
term contract will usually expire automatically, at the end of the term or 
project, without the need for notice (although some fixed-term contracts also 
provide for early termination on notice before the expiry of the fixed term 
under the provisions of Section 12 (4a) (c) of the Labour Act. Fixed-term 
arrangements are particularly useful to meet increased short-term business 
demands or for the completion of a specific project.  

Employees working under fixed-term contracts are protected by the law in 
Section 12(3a) (a) and (b) which states,   
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“A contract of employment that specifies its duration or date of termination, 
including a contract for casual work or seasonal work or for the performance 
of some specific service, shall, despite such specification, be deemed to be a 
contract of employment without limitation of time upon the expiry of such 
period of continuous service as is—  

(a) fixed by the appropriate employment council; or  

(b) prescribed by the Minister, if there is no employment council for the 
undertaking concerned, or where the employment council fixes no such 
period;  

and thereupon the employee concerned shall be afforded the same benefits as 
are in this Act or any collective bargaining agreement provided for those 
employees who engaged without limit of time”.  

In simple terms, the NEC for Engineering, Iron and Steel Industry’s Collective 
Bargaining specify that fixed-term employees who have been continuously 
employed for a period of up to three years counting from the initial date of 
employment shall be deemed to be a permanent employee.  

However, it is important to note that given the circumstances where some 
employers hire employees for specific projects or contracts, the continuous 
service of a fixed term contract employee may be interrupted in situations 
where contracts are terminated for a period of not less than two months in any 
one five year period under the provisions of Clause 25(1) of the NEC for 
Engineering, Iron and Steel Industry`s Collective Bargaining Agreement, SI 
134/2017. Whenever such situations do occur, if a terminated contract worker 
is re-hired after two months, the employer starts counting the period of service 
afresh.  

Key points for employers:  

o Fixed-term contracts can be a useful way to resource projects. o Fixed-

term employees are protected under labour legislation o Fixed-term 

contracts expire due to effluxion of time and do not need termination 

/dismissal  

o Fixed term contracts can be terminated on notice.  

o Fixed term employees who have been continuously employed for three 

years on a series of contracts in the Engineering, Iron and Steel Industry 

shall automatically be treated as permanent employees.  
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o In certain instances, despite the expiry of the fixed term period of 

employment, the employer-employee relationship may be found to exist 

owing to the parties' conduct under the concept of tacit relocation  

o The continuous service of a fixed term contract employee cannot be 

deemed to have been interrupted by a period of less than two months  

Impact of Covid-19 to the Labour Market  

Employers in Zimbabwe are more than a year into the pandemic. To say that 
companies have faced unprecedented challenges is something of an 
understatement. The COVID-19 pandemic delivered a heavy blow to economic 
activities worldwide, unleashing an employment crisis, widening inequalities 
and pushing 131 million additional people into poverty  

In the wake of a second wave of the corona virus, the government of 
Zimbabwe moved from Level 2 lockdown to Level 4 lockdown on 05 January 
2021. Consequently, SI 10/2021 - Public Health (COVID-19 Prevention, 
Containment and Treatment) (National Lockdown) (No. 2) (Amendment) 
Order, 2021 (No. 9) and many more Statutory instruments were promulgated 
to tame and bring under control the second wave of Covid-19 infections.  

Whereas Statutory Instrument 10 of 2021, permitted productive sectors of 
agriculture, mining and manufacturing to remain open, not all companies in the 
engineering, iron and steel sector remained open as the position of the law was 
very clear that only manufacturers were entitled for exemption.   

The viability of the engineering iron and steel industry unravelled during the 
first quarter of 2021, as workers were told to stay at home, non – exempted 
factories closed, and global supply chains grinded to a halt. The cancellation of 
orders did hit thousands of firms and hundreds of workers particularly hard. As 
at 31 January 2021, 181 workers lost their jobs in the Engineering, Iron and 
Steel industry owing to COVID-19 challenges. NEC Engineering, January 
2021 Report  

The COVID-19 crisis impacts on both the demand and the supply sides of the 
labour market, and it has major implications for the goal of ensuring full 
employment and decent work. In particular, the crisis is pushing many families 
into poverty and increasing existing inequalities. 
www.ilo.org/global/topics/coronavirus/impacts-and-responses  

The following challenges caused by COVID-19 have been witnessed in our 
labour market;  

http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
http://www.ilo.org/global/topics/coronavirus/impacts-and-responses
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o Delayed conclusion of wage negotiations at NEC level due employers 

citing reasons such as low capacity utilisation, disrupted supply chain, 

low local and international demand, low working capital, shortage of raw 

– materials etc. On the other hand, workers demand for minimum wages 

that are linked to prevailing PDL figures.  

o Reduced income 

o Loss of employment  

o Loss of skills and talent to mortality and morbidit 

o Ongoing workplace health and safety risk  

o Long term impacts of unemployment 

o Long term impacts of education disruptions  

Due to the social and economic impact of COVID-19, most companies 
effectively used their Works Councils to deal with issues of common concern 
and interests between management and workers in line with the provisions of 
Section 25A of the Labour Act. This includes efforts to contain the spread of 
the virus, dealing with disrupted production flows and the suspension or 
scaling down of operations.  

As employers and their employees continue to grapple with challenges created 
by the COVID-19 crisis, social dialogue at the workplace is becoming an 
increasingly relevant mechanism to find joint solutions towards ensuring 
viability of enterprises and survival of workers. Organisations and employees 
are identifying and harnessing opportunities from this new reality.   

While the coronavirus disease continues to spread across the world following a 
trajectory that is difficult to predict we sincerely hope that the health, 
humanitarian and socio-economic policies adopted by our government will 
determine the recovery rate of COVID-19`s impact on labour relations in 
Zimbabwe. As the vaccine rollout continues in Zimbabwe, it feels good that 
employers and employees are able to share glimpses of hope.  

Update on Wage negotiations    

The Minimum Wage Agreement for the Engineering, Iron and Steel Industry 
expired on 28th February 2021. The NEC is currently seized with wage 
negotiations as parties do try to exercise a meeting of the minds.  

The employee party is seeking to obtain an agreement with a minimum wage 
that is not far from the poverty datum line of $25000.00 per month whereas the 
employer party`s position is characterised by the following challenges faced by 
the industry;  
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 A second wave of Covid – 19 infections which restricted business 

activities in Zimbabwe  

 Low capacity utilisation   

 Shortage of raw materials from supporting industries e.g. export of scrap  

 Logistics Challenges  

 Value Chain bottlenecks caused by a disrupted supply chain  

 Global increase in price of steel  

 Low economic activities in export destinations due to Covid-19 

restrictions.  

 Diminishing employment and shortage of skills in the EIS sector and   

Lack of working capital  

The Employers therefore are negotiating for an agreement that allows the 
industry to recover from the effects of a second wave of Covid – 19 
infections which restricted business activities in Zimbabwe.   

The negotiating parties agreed that whereas it would be ideal to negotiate an 
annual agreement, the circumstances of Quarter 1 of 2021 do require 
chameleonic caution towards the negotiations and as such it is prudent to 
produce a wage agreement for a period of three months from 01 March 
2021 to 31 May 2021. Thereafter the situation will be reviewed based on 
economic exigencies.  

Given the fact that the Wage Agreement expired on 28 February 2021, 
EISAZ advised its members to maintain the minimum wage rates as at 28 
February 2021 for the March 2021 payrolls whilst waiting for an outcome 
from the NEC`s Negotiating Committee. Furthermore, members were also 
encouraged to give mutual interim increases through their Works Councils 
to be offset against the final position of the NEC`s new minimum wage 
rates.  

High Court orders admission of two more trade unions 
into the National Employment Council for the 
Engineering, Iron and Steel Industry - HC 6948/2020  

On 10th March 2021, the High Court of Zimbabwe ordered that NEC for 
Engineering, Iron and Steel Industry do admit the following trade unions by 
way of including them in its Constitution and allocating them seats in 
various committees of council within seven days;  

a) General Engineering, Smelting, Mining Engineering, Metal, Iron, Steel 

and Allied Workers Union of Zimbabwe and   
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b) Progressive Engineering, Metal Trades and Allied Workers Union of 

Zimbabwe for an order admitting them into the National Employment 

Council for the Engineering and Iron and  

The High Court order is declaratory in nature and the two trade unions 
became part of the NEC by operation of law. The NEC has fully 
complied with the order and is in the process of amending its 
constitution in order that the Constitution complies with the dictates of 
the High Court order.   

Implications to the Industry  

 All decisions of the National Employment Council will now 

include input from EISAZ and three different trade unions. This 

will obviously promote democracy and social justice in line 

with Section 2A of the Labour Act by way of increased 

participation in collective bargaining for improvement of working 

conditions and other issues affecting interests of workers and 

employers in the industry.  

 It’s more likely that some unions may compete to recruit members 

in the industry as more than 75% of the industry`s workforce is 

currently not unionised. Employers should therefore be prepared 

to deal with several unions at enterprise level as they may also 

want to compete in representation of interests of workers at 

enterprise level.  

Gazetted Statutory Instruments relevant to labour 

relations in the Engineering, Iron and Steel Industry  

1. SI 62/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 17)  

2. SI 61/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 16)  

3. SI 49/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 15).  

4. SI 55/2021 Income Tax (Rate of Interest) Notice, 2021  
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https://www.veritaszim.net/node/4795
https://www.veritaszim.net/node/4795


11  

  

5. SI 49/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 15)  

6. SI 45/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 14)  

7. SI 40/2021 Road Traffic (Licensing of Drivers) (Amendment) 

Regulations, 2021 (No. 34)  

8. SI 37/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 12).  

9. SI  34/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry    

10. SI 33/2021 Collective Bargaining Agreement:   National  

Employment Council of the Engineering and Iron and Steel 

Industry  

11. SI  20/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry  

12. SI  19/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry  

13. SI  18/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry  

14. SI  17/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry  

15. SI  16/2021  Collective  Bargaining  Agreement-  National  

Employment Council of the Engineering and Iron and Steel 

Industry  

16. SI  15/2021  Collective  Bargaining  Agreement  - 

 National  
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https://www.veritaszim.net/node/4732
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4704
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4703
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4702
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4701
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4700
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
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Employment Council of the Engineering and Iron and Steel 

Industry  

17. SI  14/2021  Collective  Bargaining  Agreement  - 

 National  

Employment Council of the Engineering and Iron and Steel 

Industry  

18. SI 13/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 11)  

19. SI 11/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021 (No. 10)  

20. SI 10/2021 Public Health (COVID-19 Prevention, Containment 

and Treatment) (National Lockdown) (No. 2) (Amendment) Order, 

2021  

(No. 9)  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

  

https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4699
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4698
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4689
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4684
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
https://www.veritaszim.net/node/4683
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For more information, contact us: 

  

33 Knightsbridge Road 
 

Highlands | Harare | Zimbabwe 
 

VoIP +2638677160776 | T+263 4 746796 | M 0773470368 

0773266189 
 

info@eisaz.co.zw 
 

www.eisaz.co.zw 
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