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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Sekhukhune District Municipality herein represented by Ms. Ntshudisane M.J in her capacity as Municipal
Manager (hereinafter referred to as the Employer or Supervisor)

And

Ms. Mabitsela M.S
Employee of the Municipality (hereinafter referred to as the Director; Planning & Economic Development)

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1.

12

13.

Chapter 6, Section 38 (b) of the Systems Act, requires the municipality to promote a culture of
performance among its political structures, political office bearers and councilors and in its
administration,

The resolutions by Council 27 August 2013 (OC27/08/13), recommended that a culture of performance
be inculcated in the municipality by ensuring that all employees sign performance agreements and
performance commitments.

When assessing the institutional performance of SDM, the Audit Committee also made a
recommendation that all officials other than section 56 must enter into performance agreements and
commitments in order to promote a culture of performance

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1
22

23

24
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Comply with the provisions of Section 38 (b) of the Systems Act;
Specify objectives and targets defined and agreed with the employee and to communicate to the
employee the employer's expectations of the employee’s performance and accountabilities in alignment

with the Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and
the Budget of the municipality;

Specify accountabilities as set out in a scorecard, which forms an Annexure B of the performance
agreement;

Monitor and measure performance against set targeted outputs;

Use the performance agreement as the basis for assessing whether the employee has met the
performance expectations applicable to his or her job;

In the event of outstanding performance, to appropriately reward the employee; and

Give effect to the employer's commitment to a performance-orientated relationship with its employee in
attaining equitable and improved service delivery.



3

COMMENCEMENT AND DURATION

3.1 This Performance Agreement commenced on the 1st July 2020 and will remain in force until 30t June
2021 thereafter a new Performance Agreement, scorecard, Personal Development Plan and Financial
Disclosure shall be concluded between the parties for the next financial year or any portion thereof,

3.2 The parties will review the provisions of this Agreement during June each year. The parties will
conclude a new Performance Agreement and scorecard that replaces this Agreement at least once a
year by not later than 30 days after the beginning of each successive financial year.

33 This Agreement will terminate on the termination of the Employee’s contract of employment for any
reason.

34 The content of this Agreement may be revised at any time during the above-mentioned period to
determine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment alters (whether as a resuit of
government or council decisions or otherwise) to the extent that the contents of this Agreement are no
longer appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

41 The scorecard (Annexure A) sets out-

411 The performance objectives and targets that must be met by the Employee; and
412  The time frames within which those performance objectives and targets must be met.

42 The performance objectives and targets reflected in Annexure B are set by the Employer in
consultation with the Employee and are based on the Integrated Development Plan (IDP), Service
Delivery and Budget Implementation Plan (SDBIP) and the Budget of the Employer, and shall include
key objectives; key performance indicators; target dates and weightings, as follows:

421 The key objectives describe the main tasks that need to be done.
4.2.2  The key performance indicators provide the details of the evidence that must be provided to
show that a key objective has been achieved.
423  The target dates describe the timeframe in which the work must be achieved.
424  The weightings show the relative importance of the key objectives to each other.
43 The Employee’s performance will, in addition, be measured in terms of contributions to the goals and

strategies set out in the Employer’s Integrated Development Plan (IDP).

PERFORMANCE MANAGEMENT SYSTEM

5.1

52

53

The Employee agrees to participate in the performance management system that the Employer adopts
or introduces for the Employer, management and municipal staff of the Employer.

The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Employer, management and
municipal staff to perform fo the standards required.

The Employer will consult the Employee about the specific performance standards that will be included
in the performance management system as applicable to the Employee.

<



54 The Employee undertakes to actively focus towards the promotion and implementation of the KPAs
(including special projects relevant to the employee’s responsibilities) within the local government
framework.

55 The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, both of which shall be contained in the Performance Agreement,

551  The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Competency Requirements
{CCRs) respectively.

5.5.2  Each area of assessment will be weighted and will contribute a specific part to the fotal score.

5.5.3  KPAs covering the main areas of work will account for 80% and CCRs will account for 20% of
the final assessment.

56 The Employee's assessment will be based on his or her performance in terms of the outputs /
outcomes (performance indicators) identified as per attached scorecard (Annexure A}, which are linked
to the KPA's, and wil constitute 80% of the overall assessment result as per the weightings agreed to
between the Employer and Employee:

Key Performance Areas (KPA'’s) Weighting
Basic Service Delivery 0
Municipal Institutional Development and Transformation 30

Local Economic Development (LED) 15
Municipal Financiat Viability and Management 05 ]
Good Governance and Public Participation 20

Spatial Rafionale 10

Total 80%

57 The CCRs will make up the other 20% of the Employee's assessment score. CCR’s which are deemed
to be most critical for the Employee’s specific job, should be selected (V) from the list below as agreed
to between the Employer and Employee. Three of the CCRs are compulsory for all section 56
managers and additional two shall be selected from the core occupational competencies,

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES

CORE MANAGERIAL COMPETENCIES (CMC) v WEIGHT
Strategic Capability and Leadership X 2
Programme and Project Management X 3
Financial Management(Compulsory) compulsory 2
Change Management
Knowledge Management
Service Delivery Innovation X 3

- Problem Solving and Analysis(Compulsory)
People Management and Empowerment(Compulsory) compulsory 3
Client Orientation and Customer Focus compulsory 3
Communication X 2
Honesty and Integrity
CORE OCCUPATIONAL COMPETENCIES (COC)
Competence in Seif Management
Interpretation of and implementation within the legislative an
national policy frameworks
Knowledge of Performance Management and Reporting X 2
4



CORE MANAGERIAL COMPETENCIES (CMC) v WEIGHT

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES

Knowledge of global and South African specific political, social
and economic contexts

Competence in policy conceptualisation, analysis and
implementation

Knowledge of more than one functional municipal field / discipline

Skills in Mediation

Skills in Governance

Competence as required by other national line sector departments

Exceptional and dynamic creativity to improve the functioning of
the municipality

Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1  The scorecard (Annexure A} fo this Agreement sets out -

6.1.1

The standards and procedures for evaluating the Employee’s performance; and

6.1.2 The intervals for the evaluation of the Employee’s performance.

6.2  Despite the establishment of agreed intervals for evaluation, the Employer may in addition review the
Employee’s performance at any stage while the contract of employment remains in force.

6.3  Personal growth and development needs identified during any performance review discussion must be
documented in a Personal Development Plan as well as the actions agreed to and implementation must
take place within set time frames.

64  The Employee's performance will be measured in terms of contributions to the goals and strategies set
out in the Employer's Integrated Development Plan (IDP).

1. PERFORMANCE APPRAISALS

The Annual Performance Appraisals will involve;

71

7.2

Assessment of the achievement of results as outlined in the performance plan:

(@)

Each KPA should be assessed according to the extent to which the specified standards
or performance indicators have been met and with due regard to ad hoc tasks that had to
be performed under the KPA.

{b) An indicative rating on the five-point scale should be provided for each KPA.

(c) The applicable assessment rating calculator must then be used to add the scores and
calculate a final KPA score.

Assessment of the CCRs

(a) Each CCR should be assessed according to the extent to which the specified standards
have been met.

(b) An indicative rating on the five-point scale should be provided for each CCR.

(©) This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score.

5



73

74

(d)

The applicable assessment rating calculator {refer to paragraph 6.5.1) must then be used
to add the scores and calculate a final CCR score.

Overall ratin

An overall rating is calculated by using the applicable assessment-rating calculator. Such overall
rating represents the outcome of the performance appraisal.

Rating Scale

The assessment of the performance of the Employee will be based on the following rating scale for
KPA's and CCRs:

Level

Terminology

Description

Ratin
11213]41|5

Qutstanding
performance

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results
against all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in all areas of responsibility throughout
the year.

Performance
significantly
expectations

above

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results
against more than half of the performance criteria and
indicators and fully achieved all others throughout the
year.

Fully effective

Performance fully meets the standards expected in all
areas of the job. The appraisal indicates that the
Employee has fully achieved effective results against all
significant performance criteria and indicators as
specified in the PA and Performance Plan.

Not fully effective

Performance is below the standard required for the job
in key areas. Performance meets some of the
standards expected for the job. The review/assessment
indicates that the employee has achieved below fully
effective results against more than half the key
performance criteria and indicators as specified in the
PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard expected for
the job. The review/assessment indicates that the
employee has achieved below fully effective results
against almost all of the performance criteria and
indicators as specified in the PA and Performance Plan.
The employee has failed to demonstrate the
commitment or ability to bring performance up to the
level expected in the job despite management efforts to
encourage improvement.




7.5.

10.

EVALUATION PANEL

For the purpose of evaluating the annual performance of Managers directly accountable to the Municipal
Manager an evaluation panel constituted of the following persons must be established-

Municipal Manager;

Chairperson of the Performance Audit Committee and/or the Audit Committee Member:
Member of the Mayoral or Executive Committee;

Municipal Manager from another municipality;

PMS (as Secretariat)

o0 o

SCHEDULE FOR PERFORMANCE REVIEWS

8.1, The performance of each Employee in relation to his / her performance agreement shall be reviewed on
the following dates; with the understanding that reviews in the first and third quarter may be verbal if
performance is satisfactory:

First quarter : July — September (review by October)
Second quarter : October -December (review by January)
Third quarter » January — March (review by April)
Fourth quarter  : April - June (review by July)

8.2 The Employer shall keep a record of the mid-year review and annual assessment meetings.

8.3 Performance feedback shall be based on the Employer's assessment of the Employee's performance.

84 The Employer will be entitled to review and make reasonable changes to the provisions of Annexure ‘B’
from time to time for operational reasons. The Employee will be fully consulted before any such change is
made.

8.5 The Employer may amend the provisions of Annexure A whenever the performance management system is
adopted, implemented and / or amended as the case may be. In that case the Employee will be fully
consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as Annexure C.

OBLIGATIONS OF THE EMPLOYER

10.1  The Employer shall -
10.1.1 Create an enabling environment to facilitate effective performance by the employee;
10.1.2 Provide access to skills development and capacity building opportunities;

101.3 Work collaboratively with the Employee to solve problems and generate solutions to common
problems that may impact on the performance of the Employee;

10.14 On the request of the Employee, delegate powers reasonably required by the Employee to
enable him / her to meet the performance objectives and targets established in terms of this
Agreement; and

10.1.5 Make available to the Employee such resources as the Employee may reasonably require
from time to time to assist him/her to meet the performance objectives and targets established
in terms of this Agreement.

7
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11. CONSULTATION

1141

11.2

The Employer agrees to consult the Employee timeously where the exercising of the powers will have
amongst others —

1111 Adirect effect on the performance of any of the Employee’s functions;

11.1.2 Commit the Employee to implement or to give effect to a decision made by the Employer;
and

11.1.3. A substantial financial effect on the Employer.
The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the

exercise of powers contemplated in 11.1 as soon as is practicable to enable the Employee to take any
necessary action without delay.

12 MANAGEMENT OF EVALUATION OUTCOMES

121

In the case of unacceptable performance, the Employer shall -

121.1  Provide systematic remedial or developmental support to assist the Employee to improve his
or her performance; and

121.2  After appropriate performance counselling and having provided the necessary guidance and/
or support as well as reasonable time for improvement in performance, the Employer may
consider steps to terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her duties.

13. DISPUTE RESOLUTION

131

13.2

Any disputes about the nature of the Employee’s performance agreement, whether it relates to key
responsibilities, priorities, methods of assessment and/ or any other matter provided for, shall be
mediated by —~

13.1.1  The Executive Mayor within thirty (30) days of receipt of a formal dispute from the Employee;
or

13.1.2  Any other person appointed by the Executive Mayor.

131.3  In the case of Managers directly accountable to the Municipal Manager, a Member of the
Mayoral Council, provided that such member was not part of the evaluation panel provided for
in sub-regulation 27(4)(e) of the Municipal Performance Regulations, 2006, within thirty (30)
days of receipt of a formal dispute from the employee;

Whose decision shall be final and binding on both parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the Contract of
Employment shall apply.

14. GENERAL

14.1

14.2

The contents of this agreement and the outcome of any review conducted in terms of Annexure B may
be made available to the public by the Employer.

Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars, policies,
directives or other instruments.

il



143 The performance assessment results of the section 56 manager must be submitted to the municipal
manager as the responsible person, within fourteen (14) days after the conclusion of the assessment.

el
Thus done and signed at G(D%M&A“;\on this the. )\, day of %q))c@' 2020.

AS WITNESSES:

1. ‘\i“

MS. IMBITSELA MOLATELO S.
e
2. o

DIRECTOR: PLANNING & ECONOMIC DEVELOPEMNT
AS WITNESSES:

A
1. A
MS. NTSHUDISANE MAUREEN J

MUNICIPAL MANAGER




JAVO HAODS



€
1202
swweiBoid| sunp Aq swweiboig
slg)siBay awwesbiord wawdofensg| {(gsa) uewdopasg
S0UEpaRY, swwesboid suwiwelbord awweiboid g3 as3 auy| swweiboid Gg3 Jayddng Jaiddng
spodal|  as3 suj ybnosy as3 ay; ybnouy) ybnouyl pspinoid|  yBnosy papinoid Jojy payutodde pue asudisjuz pue asudisjug
000 00Z ¥ Qs3 paubls, | papinoud Buuen z| papinosd Buiuey | Angoe on Aungoe on sBuiuies ¢fsBuured; jo Jequiny SIANS P11 ajeoe Stepios; o)
3
dMd3
dMd3| ybnoiy psjeaso 120Z aunriq dmd3
(ueio) aaguaouy) I pajuiodde pauodde dMd3 ybnorg ybnouy) psjeao sapunuoddo dMd3| yBnowy sepiunpoddo
092 0Li LY usunuoddy| Aunioe oN Mwpoe oN| seueryousq z) | seuenysusq oz | pejesio sqofge|  sqof Jo Jaquiny qol 2| jo uogeyusiwajdul qof ge 8jear0 0y
[(ER)] IN3NdOT13A3A JINONOIS VIO

[Rderd
pasuais)al pavuaig)el spafoid aunp Aq sjoaloid
pasuaugjes| Ajleneds sjosfoid| Ajjegeds sposfosd lendes (daq) 1edes (daa)
pasuaIsRl paduaeyel Ajleneds ag tepides (daq) tendeo (daq) ueid juswdopasa|  ueld Juswdojeasq
sdepy psousiayel Ajeneds siosfoid| Ayeneds syosfoud| o} spoefoud jepdes| uejd wawdojersq| ueld juswdopasq PUsIa jo ouUSIq oy

00005 Y Ajlenedg Aunpoy oN|  (eydeo daa sz | 1ewded daa sz | daa e Amuspy RuIsig 05| I0MISI 4O Jequinn Suon| Buiousssjau [egedg | sousiases Ajeeds oy £

4as 4as
QS PSMBIAD) UIM| JOS PamaIAa) UM pamalnal yim POMBIASI UUM| 4OS POMBIASY LM 408 pamsinas

auij Uy passeoold| ol ui passaoosd| suy u pessenoxd Suy ur pessaooid| el U passeotid| JOS pameInBI yum By} usim auy 4as| 120z sunr Aq 4aS
suoneoydde suonesydde suoygedidde suofjedldde suoneolidde| suy us passedoid| suojjedlidde| pameiras ey yim pamaina) au} uum
s1919) yoddng wauwidojaasg uswdolansg uswdolaasg Juswdojanag Jawdojaaaq suonesydde|  juswdojaaaq| suy u suoneoydde|  auy uj suogedidde
paufig, Je)sibal pueq pueq pueq puel pue swdojeaaq pueq wawdojanag Juswidojsasq

oY uopeoddy,| paaigoal jo %001 pawoas jo %0014 | PRAIBOSI 4O %001 | PAAIBORI JO %004 | PoAieoal 10 %00L PuBT paAIgdal JO % | €2 passacold pueT §83204d pue ss001d o £

Ayediotunpy
€207 0} papiwqgns pajeyiioey
uogieaydde JBUMO pug|
uswidopeasg, | syl yum uonnjosas psieyjoe; PREN|IOR)|  palellioR) SEOWO|  pajeylioe) saou0

NOW paubig,| JaisA ¥1auq Aunwwoy,| ssowo [edidunpy S30BJO [ediouniy|  jedouniy oisI|  edoUNgy wusIg uawdoraasp $30WO 120¢ sungp
sue)siba O} PBRIUGNS|  pPaley|ioe) JBUMO ousIg jo wasIq 0| o Juswdopasp iojuawdojenap( oy aiqefieae si|  jediouny Jomsig Aq seayO redioungy
sduBpUSHY, uoneayddde PUB; Llim NOW| tuswoldanap pue)| juswiojdaasp pue Joy paiinboe| 1oj pasnboe pue| jo| sennue JuBIBP Jo} uonisinboy| 101181 404 uoIsInboy|

000 86| suoday paubig, osesjas pue ,| sy jo Bubis, |10 uswabebus | Joj Juswabelus 1 | puel jo siojoay gL $40j03Y jo Jaquiny| Aq paumo puer] pueq sjeyjoey pue ajepioe; o] 4
1202 sunp
sBumis (Ldar)| Aq sBumys (Ldwar)
smo)s16a) feunqu Buiuue)d feungu) Buluueid
ouepuRlV, pajeyjioeg pajeljioe} pajeyoe) pajeloe; pejeppoey|  pajeyjoey sbugs psieyoe)|  jediounpy omsia [ediounyy usIg

000 006 ¥| syodey peubis,| Bums 1dwar i Bunus 1dwar 1| Bums 1dwar | Bugiis 1dwar 1| sBumis 1dwar ¢ LJNGP Jo JaquinN|sBumys {dwar & jutor sreqoey JUIOP 3jElioe) 0 €| 08
FTVNOLLYY TVILYdS
1202/020¢ ONILH
X474 139dVL 0202/610Z JALLDIrdO| SIEFM| ONILH
0202 139ang FONIAIAT O £0 Z0 {19) IVANNY|  SHOLVIOIaGNI INITISVE 103rodd| I1avenNsSvam| -ans| omEm

aQuvO F0OS 1202-0202




uonnjosay

12unoy padojensp padojsasp padojaaap| soeld u digas d19as reuonmasul

‘ofejy sAIndaX3 | digas leuonnisu| digas feuoymnsul| 4igas reuonmysut [eucRnsul| digas [euognysyl 220Z/1202

0¥/ A9 diggs paubig 2220z | Aungoe op Kungoe on Aynoe oN 2202 | | 22/120T 40 Jaquny 0218102 1210202 dojansp oL
spodas
Auspenb digas

‘suojnjosal psjejoe; 1202

epobya pajepioey pajeyjioe; poeyiey| suojssas epobyeyy|  piay suoissag aung Aq epofen

‘siejsibay | pojeliioe; epobyo | pajenioe; ejobe ejobye ejjobxe ejobyepy souewiIolad ejobyen epobyep SouBLLOpad

000°L0LY VUEBpUSRY SouBULIONad | SOUBLLIONS] ||  30UBUWLOMAY || ouBULIONAd ||  eoueuloed ¢ JOJoquinN|  sduewiopad ¢ souewuopad| ajepjioe) 01

ia)siBos pajey|ioey suinic SWiNto4 SWnIoA| LZoZ sunf AQ swiniog

souepusye,| pajeloe) Wnio4 PajERoR) tinsoy PajEliio8) SWitiog doy daidaa| dey dardaa day daidaa day dardaa

000 00} | sanuy pauBis,| dsy davdaa ) Kinnoe on| dey davdaag L Aungoe oN|  dsy qaidaa g 10 JaquinN € pajepoe 8L sjeyjioes 33 81ENIoB) O]

JOUISIP 8u) ujyum pamainey

watudoprap (dan ued (aay) Loz sunf Aq

o] pemanal (gay) pameinai (dal)|  swdopenaq| ueid wewdosasa| zzoz/Lzoz 108 (dai)

uoynjosay 8} U0 paynsuco| ue|d juswdojaaaq| sueld Jusiudojeasq pajeiBajy| pajesbajull  ueld wswdojeasq

lounoy, pajejdwioo sjualupedop| patesBaiul / (daqa)| pevesBaiul / {daq) Hdagueid /{daalueid|  psyesba /(daa)

1zoz/ozoz| =oed ui daydaq| eceild u gardaa sishleuy 40J088 | Ueld Juswdoleasq| sue|d Jusiudojersg wawdojprsg uswdopaag|  ueid Juawdopaag

000 05M| dQi/daqleuld,| pamaiAds jeury Pamainel yeiq ong snjels pue [eusajuy WOWSIA || 1oWsIT JO JSGUWINN | JOMISIC LZ/0202| 1OMISIC JO MBIASY | JOLISIC] Y} MOIABS Of
uopnjosay
ounog,
e2oz/1ene

104 JUBWINDOP padoeasp padojaasp suejd ss|aoeld Ul ueld 558 uejd 888004d|  L20g aunr Aq uejd

UBjd SS800id ueld $S800id| padojeAsp UBld S| S00id/SHIOMBUIRIS | J0Id/HJOMBIIEIY Piomaweld| $58001d pLOMBLIRI

rlomsie) 4 PlHOMBLUELA (S3001d NHIoMaWE | dai/daa dal/daa darydada|dardaa zeog/1zoz

[1}<] dardaa. Auanoe oN Ayagoe oN Ayngoe oN daldaa i dai/daa t o ssquini 1202/0Z0Z| 2202/1 202 dojanaq dojaasp ot

paysijqe}ss

pajelioes (ouby|  psienoey (ouby (-ouBy (-ouby 120z sunp

pajejioe; peleyioey pajepioe) PoEjoE) 3 037 ‘'wsunol| @ 37 ‘wspnol | @ @31 'wsunol| g @37 ‘wsuno) Aq (ouby 2 g3

(Buugn) wnio4 {a37) wnioy {ouby) wruo4| (wspnoy) wruo4|  ‘Buiuipy) suwinioH ‘Bujuynp) swinuog| ‘Buiugn) swniod|  ‘Buiuiy) swiniod "Wsiinoy ‘Buini)

juawdojensg wawidosaaq wswdojprag wawdojaaeq juawdoiorag Juawdojerag watdojpasg juswdoreas( | swnio4 Juswdoeaag

2IWOU0I] ONUOUODT OILIoU0I] Il T 2 | WS oIouoog OIIOU00T oHuUou00g AUCU0D]

00005 ¥| swodey paubis, Pumeia L wousIa Pusia L wusig L QlWouod3 | JRIASIQ JO JaquInN wuisigl  ouisig sleyioed|  101s1q Sleyioe) o

L20g aunp

papinoid papiaoid papiaoid papircid papiaaid papiacud (uoneyues ¥ sa)em| Ag (uonelues g Jatem

SUB|d Jnoqe Sue|d Jnogen sue|d Jnoge suejd Jnoge SUE| JNOGET Sue|d Jnogeq 10j) suety Jnoge loj) suejd Jnoge

pue felog Buluy| pue [eog Buuy| pue jeog Buiuwy| pue [eog Buluiy| pue jecos Bulig| pue feioog Bulupy pue [emog Suiugy pue feisos Buluiy

0 Bupopuow 40 Bunoyuow 30 Buyoyuow Jo Buuoyuow Jo Buuopuow|jo Bunoyuow sy uo 40 uonejuawsdu 10 uoneuaws|du

0 Y| spodey paubig,| ey uo podas auy) uo podas | syjuoyodal §| sy uo podes | 84} uo spodal p|  spodai jo Jequiny auoN|  ay} jo Buuonuoy S} JOPUOW O

uun poddng (ued| 120z sunp Aq (yed

win Woddng un poddng N yoddng uonnopoId Hun Woddng Wun Hoddng doeid| -uby) yun Hoddng | -uby) Hun uononpoid

UoHN3POId Jatuied [ UOINOPOId JouLiEd [uONOPO Jawse JoUlE]| UONNDPOI JSwied| UONNOPO.d JoULES| Ui Jiun poddng | uoganpoud Jauuey noddng Jsuueq

(Mqua) ubnouy; pspoddns| yBnouy; papoddns| yBnoayy papoddns ybnoy papoddns| ybnosy) papoddns| yBnosyy papoddns uogonpoid| ybnouwy sisued jo|  ybnouy) siswied Jo

000 98¢ Z1u| swoday paufiig, spwe) gzZ| Sisuue) gzl Siawiey 6Z1 SigUue) 671 SISULE} 00G| SIOWIIL) JO JaqUInN Jswied| yoddng ejeyioes| voddng ajennoe; o)




paubis sieloyo paubis

S8 ¥ 19AS)| s|eloyjo g% ¥ joA9l|  paubis yeis soyio paubis

10} SIUGUAILIIOD| 10} SUSUMIUWOD|  JO) SJUSWHLILOD|  SjUBLNILWOD
JUSLUILILIOD pue siebeuew pue siabeuew pue siebeuews| pue siabeusw SjUBLIUILICD sasAojdwa |aAs)
/Sswsaibe Joj sjuswisaife|  loj sjuowesibe loj syusweaibe) o) sjuswasibe pue siobeuew| somo; pue siobeuew
aoueulouad souewopsd soueulopad souewlopad eouBeuIoLSd o} sjuawesiBe Jo @ouewoped
0y paubig %0 %0 %0 %001 %00} abejusuag %81 SJuBULOMSY 8y} Jojiuow o)
pajonpuos pajonpuod pajonpuos psjonpuos 1202
ubreduseo ublediien suBiedured subledwen pajonpuos aunp Aq subledwed
yHoday ssoualeme patenjeas ssouaieme padojeasp ssaualeme Sssaualeme SuOISSes Ssauaeme
wswsbeuepy swabeuepy| ueid yuswabeuew wsweobeueyy| ueld Justuabeurus juawabeuew uswabeuew wswabeuew juswabeuetw owebeuew
oy shueyn abueyg 1 abueyn abueyq | afueyy afiueyo z | aBueyo jo saquiny ebueyo ¢ abueyn| sbBueyd 1onpuoo oy
p8jonpuod aIMmonas 1202
2INJoN)S | pamaIAsl aInjonag ainnas pajeNor) pamainal sainjonig|  [euonesiuebio sunr Aq anjonyg
feuonesiuebiQ leuoneziuebio | pamainas aimong [euopesiuebio $985300Jd | POMSIASI BINDNNG leuonesiuebi penoddy|  mainel ainpnng leuonesiueBioy
oY pomelnsy 1202/020Z leuonesiueBiQ [au) Jo Juswssessy juswiadeld| [euonesiuefiQ 1 10 Joquinp 0zZ/6L02 feuonesiuebig BU} MANRI O]
psieulpiood 120 sunp
suodal (gzg) Aq spiodas soiseg
Pajeupicod poday| pajeulpIcod Lodal | pareuplood Jodss PRjeUIPIO0) Lodes| pejeulpsooo uoda) soiseq 0} jyoeg| eoed u) spodey (gza) 0} xoeg Apajenb
OY| suodelAuouend| gzg Auspenb |  gzg Ausenb ||  gzg Auspenb | geg foyenb || gz Auspenb y|Ausyenb so sequiny| azg 020z/6102 SsJiseg o} xoeg SjeuIpIond o

‘goeyd

Ui JomaLues 4 aoed sindug pamainal goeyd
pue Aojog Ul yiomouwes4 10} yjomaLuel pamaing) SHIomBeLY| U yomsuel 4 ylomatuel4 L20Z sunf
Homawesd pue| SN pemelnss|  pue Aoliod SWA|  pue Adiog SiNd Jlomaurel § pue sepled pue Aojjod pue Adijod| 0g Ag Komawes pue
ou| Aouod Snd Ieuld Helq [eurt Pamsines yeuq| pIo Jo uonenosD Ayanoe oN| pue Aoyod SN 1 SN 0 JaquInN| SN 0202/6102 SHid 40 MaIABY |AMI0d SN MBIA3) O]

(we-piny LZ/0202
(wisy-pip 12/0202 (wisk-piN 121020z | 8 lENUUY 0Z/61.02)

® lenuuy 0Z/6102) 2 [BnUUY 0Z/6102) PRONPUOD Pajonpuoa Le0g sunp
su9)sibay ‘PAONPUOD ‘Pejanpuoo|  sueBeuew Joues| siabeuew souss|  sisBeuew Jouss| £q susBeuew Joluss
aouepUaRyY siabeueuws Jowes siebeueus Joas|  iof sjuswissasse| oy sjuswssasse 10) sjusWISSasSe 10} SjUsUISSISSE
‘spoday 10} SjuatuSSasse loj sjuswssesse| ~ aoueulioped goveulopad souewuopsd ouewopad
o lesieiddy Aunoe oN 8dueunopad z Awniroe o Rwpoe oy soueunopsd 2 40 Jsquiny 61/8L02 {enpiaIput Sjejlioe) o).
eisufioy paubis 1202
0} UoISSILIgNS pue padojaasp padojerap padojsasp sunp Aq sisBeuepy
10 jooud ssebeue Jolueg| ssoBeuepy loluag| siabeuepy soussg soed u| ‘siebeuely Jouag |loag 1o} Sluawasby
‘Sjuswiasiby 10} sjuawzaIbe 104 sjuewsaife 10} sjuswsdlby| pue syuswiaaibe 10} sjuawaaiby| souewlopad
aoueuLOuad ) souswIopad soueULopad S0UBULIONRd 8oUBULIONDY soueULIONRd L202/0202
oy paubis fyagoe on Aaoe on Aunoe oN 12/0202 £ LZ/020Z 20 | 1Z/0Z0 40 JoquinN 0Z/61.02 L2/0Z02 dojeasp o}
uonnjosey 120z
[[zF1[o%) padojanap Asenuep Aq podoy
‘Hoday enuuy padojanap Loday padojpasp podey suoday fenuuy| aoeid ul uodey poday| fenuuy [euogninsuy
oy 1€/020¢ teuld Ayagoe oN| {eruuy 0Z/6107 1 ucios(Ioo Eleq|  uon09l|od Bleq| |enuuy 02Z/6L0Z | | 02/6102 0 BQUINN| {enuuY 6L/810Z|  BNUUY 02/610Z | 02/610Z Sndurod Ol




XA

pansiyor
spodas pansujor paAsiyoe paAalyoe panaiyoe panayoe( pansiyoe soueueA 020Z/6L0Z] INIWIOVNYN %0} Je aduelea
oy ainpuadxg SDUBLBA %01 souBLBA 901 QOUBLBA %62 SVVUBLBA %57 SOUBLEA %01 abejuaoiad|  soueueA oL  IMNLIANIIXT ainyipusdxs qind 0
ALITIGVIA TVIONVNIL
SUORN|OSaI suonjosaL suonnhjosas suopn|oses SUORN|OS3) 0202/6102
JI3UNoa Jo 1ounos Jo {10UNoo Jo {19UNod Jo [19UNOY JO| SUOENIOSAI IDUNOD pajuswajdw)
uoneiuswleldwy|  vopeuswaRdw| uoneuswejedw uonejuswaeidw| uonejustuaie|dw| jo uonejuswae|dwi uopnjosall  SNOILATOSIY| suonnjosau [1DUNoY
spodas %001 %004 %001 %001 %004 ebejusoled|  yiounos %001 TIONNOD Juswajdwi oy
paajosas panjosas panjosal panjosal PaAj0sal panjosal paAjosal
S8Nss] ypne sanss| Jipne soNsst jIpne S9Nss| lipne Sanss; Jjpne sanssi Jpne $3nss| Jipne sanssy jipne
spodau feuJaiul %00 L [euwssiu %004 [euwIajul %001 feLaiul %004 [Busiul %004 | jeuBI) B6BjuSOIad|  [eWalU} %004 | LIGNY TYNNILNI {eusajul ssaippe o}
PoAj0SBI S8Nss)|  PaMOSal SaNSSl|  PIA0SSI SBNSSI|  PBAIOSSS Sanss| paAjosal sanss| PaA|osal sanss!
Jswabeuew juswabeuew JusLabeuew Juswabeuew jawabeuew juawsabeuew paajosal|  LNIWIOVYNVI| sanssi juawsbeuew
spoday ysiy 48U %08 ASU %09 A8l %0Y 81 %02 ASU %08| st afejusosad | senssiysu %0/ MSIH }SU ssaippe 0
sanAoe SONIANOE SaIAI SanAnoR sapanoe
Jo 3|npalos 10 3|npayas 10 3|NpaLos 10 ejhpayos 10 8|npayos SBNIANOE jO
fronod Jad 11No3 Jed jtonoo Jad f1onoo Jad 11on09 Jad| ainpayds j1noo Jad
sigisibas|  se pjoy sbupssw| se proy sBupesw| se piay sBuysew| se piay sbuposw| se pjey sbugesw| se piey sbunsaw|  pray sbugssw 120z aunf Aq
aouepuae pue asNIIWeD S9BIWWOD SAPIULLIOD SOPILWICD 2aRILILIOD SIMWLIOD SINIUWOD 93PWWOYH| sasyiuLIoDd ofjoyod
S3JNUIL ‘epusby oljojuod ¢ oljojsod ¢ oljojuod 2 oljojdod ¢ ojospod ) L | ojopiod jo saquiny oljoyod 9| OljOJOd [BUOROUNS|  jeuoRoUny BABY O
(o316 | (1818162 UOHNjOSI
uoHnjosay jjounon JoUNosD 9 {suodas Apapueny pajepdn
(1e}s1Ba1 ' spodas Apapenyy| suodas Ayapenp (ua)sifar 2 UONBULIOJU uoeuLIopl
LOnN|OSal {DUNoD ‘UofeULION ‘UONBWLIOJUI uonnjosal Joday [enuuy podos
2 spodas Aueueny) Hoday Hoday liaunoy 3| ‘1151621 uoynjosal lenuuy ¥ Ja)sibaz
‘Uojeuwloul Al )| fenuuy R dal)|  fenuuy g 4y )|spodas Apepenp ) liounod ‘dai ) uognjosal 120z sunp
8UOP SJUSWINOOP|  SUOP SJUSWINOOP| BUOP SJUBLUNOOP| JUOP SjuBWINOOp| Buop SIUSWINOOP|  BUOP SjUSWNDOD|  JPUNOD ‘dQl. | SIuswINoop/syodal|Ag SjusWnaop/sHodas
Jo)sibat {ediounw ledioiuni rediomnu fediounu edionw ledipiuniy jo ‘pawigns fediunui Jediomintu
uoISsILgNS 10 UOISSHUGNS 10 UoIss|Lgns 10 uoIssiLIgns 10 uojssigns 40 uolssiLgns | UOISSRUGNS Snoswy|  spodsl Ajtpuous 10 uoIssSIUgNS 10 UoIssiwgns
lequan SnoaWwy %001 SnoawWn %00L|  SNOAWH %00L| Snoswn %00l SNO3WH} %001 abuejusoiad 8 Aapenp, SNOSWIL| SNOBWR JOHUOW O]
Sane9) sones| SBAE3| S9ARS)| SOARD) Sonea| passalppe
pue sa)siben awyy|  pue 19)sibas awy| pue sejsiBas awy pue ssjsibas swp|  pue JsisiBal swy|  pue seysiBar sy 0202/61.02 1202
jouswebeurws| jojuswebeuew| 4o juswebeuew jojuswabeusws|  Jo JuswaBeuew 40 Juswabeueu lonu0d aunr Ag sjoauod
spoday %001 %001 %001 %001 %001 abejuaoag|  feweUl %004 joNuoT [euisiyl|  [BUSSIU| JOJUOW O
passaippe
passaippe passasppe passaippe| psssalppe sBuipuly 6102/8102
sBupuy ypne sBurpuy ypne sbujpuy ypne upne reussixe|  sbuipuy Jpne|  LIGAY NVE19D| 120z aunf Aq sBuipuy
oy spoday [BUIRXe %001 [euIs® %004 Ayngoe oN Ayaioe oN [BLLIBIXS %001L abejusoiad|  [eussixe %00} NOLLY¥3dO OV ssaippe o)
NOLLVdIDILYYd OITENd ANY IDONYNYIA0D aoos
aoeld u LZ0T sunp
PSjRUIPIoOD pajeUIpIonD pPajeuIPIood pajeupIooD Pajeuip1ood| pateupiood spodas| spoday Ajppeny Aq spoday Ajsueny
suodss Agepenpy| spodss Alsuenb || suodas Aevenb | | spods Ajsuent || spodas Alspend | syodal Ajsprenb | Ajspenb o sequiny 020¢/6102| suoday Ajlsyenp) SJeUIPIoDd O




| 31va aLva|

S T4 \_m.uQ\OW OQQQ_ 0 \Q\

xm_0<z<sf._<n=o_zai "A3d JINONOD3 2 ONINNY I -HOLO3MIa
Z
$8900id 196png|  ssea0id 196pnq ssaooud j9Bpng $s800ud Ja6png
JIeys1Bay| Buunp soueldwos Buunp soueyduios Buunp soueyduios Buunp soueyduios Je|noud Ainseay ).
aduepuany voosw YOoosw vOoOosw YOosw B gloz/ploz 120¢ aunr Aq eoospy
18bpnq u uojedioned ul vonedionied ul uonedioed ul uonedionsed uonnjosal BOOSy 10 uopejuatusjdui
leuy pue yeiq %004 %001 Ringoe oy Aynoe on %001 abrjusniag f#ounod|  jo uoneuswaldiy) Sy} Jojuow of




CCR



J/Me% BNLYNOIS 77 P \_Qﬁ 31Va NHWGZ JUNLYNDIS omaA FREERT

IN3INd013A3A

43OVNVIN TVdIJINNI “aT3H NOILISOd JINONOJ3 '? ONINNV1d :40.LO3¥IA :aT3H NOILISOd

"IN INVSIANHSLN "SI “¥OSIAY¥3dNS 40 IWVYN "SIN V13SLIgVIN YN - LNJSINNONI 40 JWVN
d3OVNVI

VdIDINNIN 3HL OL ATLI3¥IA ONILYOdIYH SYIDVYNVIN ¥O4 SINTWIHINDIY SAIINILIdN0I FHOI




02

101

Ayredsounw ay) Jo Bujuonouny 9y aroiduyt o) Ayiyeaid oweuAp pue feuoydeoxg

Sjuswiedsp Jojoes aui| jeuoeu Jay)o Aq pannbas se dousjaduion

BOUBUIBAOS) Ul S|IYS

UoHeIPaN Ul Sfiixs

aulidiosip/piai fediorunw [euofouny suo uey) aiow Jo abpamouy

uoejuswalduw pue siskjeue ‘uoesienidaouod Aajod ur aousieduwion

SIXSJU0J JIUOUCIB pue [e100s ‘leapjod oyyvads UBdLY Lnog pue jeqolb jo sbpamouy

Bupoday pue JuswaBeueyy soueliopsy jo abpajmouy

Sxiomaeyy Aojjod [euoneu pue annejsiBay U} ulypm uopejuswaldwi pue jo uonejeidieyy

JuswisBeuey-Jies uj sousjedwion

sejousjadwo) jeuopednaag 2107

Aubayu| pue Aissuoy

uoleaUNWILOD

o

SN004 JOLIOJSNY PUB LIOKRJUBLIQ JUalj)

Jusuuemodw3 pue juswebeueyy sjdoay

sisAjeuy pue Buinjog Wwajqoid

> x> X

uojjerouuj Assalisq soinieg

Juswabeueyy sbpaimouy

Juswiabeuepy abueyn

Juswabeuey (epueury

o

Juswabeuepy Josloid pue awwe.bord

diysiapesy pue Ajiqede) aibajeng

salousjedwoy [eliabeuepy 2oy

1HOIIM

J30I0HD

S3ION313dWOJ TYNOLLYANIIO ONY IVRIZOVNYIN 3809




PDP



—_—

PERSONAL DEVELOPMENT PLAN (PDP)

ENTERED INTO BY AND BETWEEN

MS NTSHUDISANE MAUREEN
(MUNICIPAL MANAGER)

AND

MS. MABITSELA MOLATELO.
(DIRECTOR: PLANNING & ECONOMIC
DEVELOPMENT)
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1.1.2

1.1.3

1.1.4

Personal Development Plan

A Municipality should be committed to —
(@)  the continuous training and development of its employees to achieve its vision,

mission and strategic objectives and empower employees; and
(b) managing fraining and development within the ambit of relevant national policies
and legislation.

A Municipality should follow an integrated approach to Human Resource

Management, that is:

(a) Human resource development forms an integral part of human resource
planning and management.

(b) In order for training and development strategy and plans to be successful it should
be based on sound Human Resource (HR) practices, such as the (strategic) HR
Plan, job descriptions, the result of regular performance appraisals and career
pathing.

(c) To ensure the necessary linkage with performance management, the
Performance Management and Development System provides for the Personal
Development Plans of employees to be included in their annual performance
agreements.  Such approach will also ensure the alignment of individual
performance objectives to the municipality's strategic objectives, and that training
and development needs can be identified through performance management and

appraisal.
(d) Career-pathing ensures that employees are placed and developed in jobs
according to aptitude and identified potential. Through training and

development they can acquire the necessary competencies to prepare them for
future positions. A comprehensive competency framework and profile for
Municipal Managers are attached and these should be linked to relevant registered
unit standards to specifically assist them in compiling Personal Development Plans
in consultation with their managers.

(e) Personal Development Plans are compiled for individual employees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Pian, which municipalities are required to compile as a basis for
all training and education activities in the municipality in a specific financial year
and report on progress made to the Local Govemment Sector Education and
Training Authority.

The aim of the compilation of Personal Development Plans is to identify, prioritise and
implement training needs.

Compiling the Personal Development Plan attached at Appendix.

(a) Competency  assessment instruments, which are dealt with more
specifically in Appendix 1 and 2, should be established to assist with the objective
assessment of employees’ actual competencies against their job specific
competency profiles and managerial competencies at a given period in time
with the purpose of identifying training needs or skills gaps.

()  The competency framework and profles and relevant competency
assessment results will enable a manager, in consultation with his / her employee,
to compile a Personal Development Plan. The identified training needs should be
entered info column 1 of Appendix 1, entitied Skills / Performance Gap. The
following should be carefully determined during such a process:



(c)

(d)

(d)

(e)

(9)

(h)

(7

(i) Oraanisational needs, which include the following:
0 Strategic  development  priorities and  competency
requirements, in line with the municipality's strategic objectives.

0 The competency requirements of individual f'obs. The
relevant job requirements (job competency profile) as identified in the
job description should be compared to the current competency profile
of the employee to determine the individual’s competency gaps.

0 Specific competency gaps as identified during the probation period and
performance appraisal of the employee.

(ii) Individual training needs that are job / career related.

Next, the prioritisation of the training needs [1 to ...] should be listed since it may not
be possible to address all identified training needs in a specific financial year. |t is
however of critical importance that training needs be addressed on a phased and
priority basis. This implies that all these needs should be prioritized for purposes of
accommodating critical / strategic training and development needs in the HR Plan,
Personal Development Plans and the Workplace Skills Plan.

Consideration must then be given to the expected outcomes, to be listed in column 2
of Appendix 1, so that once the intervention is completed the impact it had can be
measured against relevant output indicators.

An appropriate intervention should be identified fo address training needs / skills gaps
and the outcome to be achieved but with due regard to cost effectiveness. These
should be listed in column 3 of Appendix 1, entitled: Suggested training and / or
development activity in line with the National Qualifications Framework, which could
enable the trainee to obtain recognition towards a qualification for training undertaken.
It is important to determine through the Training / Human Resource Development /
Skills Development Unit within the municipality whether unit standards have been
developed and registered with the South African Qualifications Authority that are in
line with the skills gap and expected outcomes identified. Unit standards usually have
measurable assessment criteria to determine achieved competency.

Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at least five days of
training per financial year and not unnecessarily be withdrawn from training
interventions.

Column 4 of Appendix 1: The suggested mode of delivery refers to the chosen
methodology that is deemed most relevant to ensure transfer of skills. The training /
development activity should impact on delivery back in the workplace. Mode of
delivery consists of, amongst others, self-study [The official takes it upon him / her to
read e.g. legislation]; internal or external training provision; coaching and / or
mentoring and exchange programmes, efc.

The suggested time frames (column 5 of Appendix 1) enable managers to effectively
plan for the annum e.g. so that not all their employees are away from work within the
same period and also ensuring that the PDP is implemented systematically.

Work opportunity created to practice skill / development areas, in column 6 of Appendix
1, further ensures internalisation of information qamed as well as_return on investment
(nOtkleISt a; nice to have skill but a necessary 1o have skill that is used in the
workplace).

The final column, column 7 of Appendix 1, provides the employee with a support
person that could act as coach or mentor with regard to the area of learning
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