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WHEREBY IF IS AGREED AS FOLLOWS:

1. lmtroduction - 13

12

13

e

2. Puposeofthis  The purpose of this Agreement is to:

21

22

Z4
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25

26

¥ 27
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j 32

Thhe Employes, MANDLA STANLEY DLANGD hees entened into 2 contsact of employment. wiih e |
Emﬂlm&mmemnrmumemmmsmmﬂimtumoﬂmﬁmmmax:
of tihe Local Govennment: Mumicips) Sestems Act, 2000 (Aot Ne 32 of 2000] ("the Systems Ad”). |
Tihe Emplinyer amd the Employee ane beneinafier refzmed to 25 “the Parties™ i

|
Section S7(1)b) of the Systems Aoy, mezd with the Contract of Ermployment muﬁu@diwvm'
the parties, reguires the parties to condude 3n anmual periznmance ageement. ,

mmwmmmmmmdmmmmmnm,mmrzm{
mﬁwﬂdﬂwh@&masﬂdw@mmﬂmuﬂlmhulgnmmtmlfwgwk

The Parties wish o ensuwre that there is comgliance with Sections SPIR), W‘meﬁﬁ)loﬁﬂre
Syslemns Act :

Comgly with the provisions of Section STEE), (8A), (8] amd (5} of the Adl as well 3o the |
employment contract entered into between the parties. §

Sgexify objectives inerms of the key performente indicatons and 1argets defined and zpreed with
meWMMWmmMWMWszﬁ&e‘
mﬂhﬁswﬁmaﬂm&a&%ma@m@mﬂm&ﬂm!ﬂw&dﬂw@mmﬁﬁhm
Seice Delwery and Budget Implementztion Plan (SDBIP) snd the Budizet of the mumicpality,

Specify arcounizbilites ac set out im a Perfonmance Pism, mlmdlﬁxmmhmmmthe-
Performance Agresmment; ]

Wonitor and measure performance agzinst set targeted cufputs; i

UulheMmmrmAymMmﬁthmMaﬂmthumﬁﬁh&
perfonmance expectziions zppliczble 1o bis or ber job;

I the ewert of oulsEmndivg perfonmance, o apprognately reward the employes;

Give effer] to the employer's commitrment to 2 perfomanie-orentzied relstionship with m
empivyes in attaining eguitable and umgroved semvice dglineny.

Thisngrwmmhwiﬂlmnmmlﬂymlmdwﬁ!mammlmwﬁﬂaﬁmmf
theresfter 2 new Perdormance Agreermzmnt and Performance Flan shall be conthutded hetween tie |
perties for the ne fimancel year or 2oy partion thereod. ;

The parties will review the providions of the mgednnmmiwxﬁmdm'wﬁmmm
imdlicators (kPis) of this Agresyment 21 amy time daring its tEwm. i

33 'inhemnﬁeswiﬂm-mawnﬁ!haﬁa,hmmsdﬂrewm@omdmmzka]o%meﬁmm §

- 34

4. Performanoe 41

condude 2 new Perfonmance Agreeman and Performarce Plam that replacss this Agreement by
ot later then ane manth after the beginning of ezdh successive finzntial year,

1§ 22 @y time dwing the tzom of this zgresment the work enviremmen: sless fwhedher as 2 result

of Govermrment or Cowncl or othereies) fo the extent that the comtents of this agreement a= no
lomper sppropricte, the comtents will immedztely be revised.

The Perfonmance Plen {&nnexure A) seis ot

Z2311 ey Perforrmance Sress that the emplioyes shoulf focus ong
212 Core competendes required from emgloyess;

Mm-S
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413 The MEgir. olberiives, tey perfanmente indicztors and taagets et rmust e met iy
tihe Emplloyee;
4314 The time frames within which these performance ahjectives amd tamgets must be met.

mwmmmdﬁecﬁmmmumm(ehdfmmsawdmg@s reflizcted iin Arnezure & e
mwmmwwmmmuﬁmummmmumwmmmmmmmm ¥
m;muanaymwlmmwmmmmnmmwafmewm,

s shail incude strategic objectives; key perfonmance indicstors; tenpets and waightings. A
diescription of these elements follows: i

421 mmmmmmmtmdmnmmmmmmi
e achieved,

227 mmmmindmmaﬂwmmmm=mam~
ohijective needs to b2 achieved;

423 mmmmmmmmmwﬁd&emﬁmmmm, ;

428 mmmmmmrwedmmwfmm,m'
aljectives znd key peronrence imdcaions to each oier.

mmmmmmmhmwmmmwmwmmm g
dopls or introduces for the employee, manzgement ams municips] stafi. '

T&Emmbmmqmﬂmﬁewmedﬂm;aﬁmmemmmwlwﬁlbem
Wuammmﬁmmmmmmwmummm
mmédgdlﬂaﬁmpeﬁunmmmmudsm

Tihe: Employer will mkmmwﬁtmwimmmmdsﬂmﬁmﬂ e
imcluded in the pedormance management sysiem 25 ppiiczhble o the employee. ‘

mmmemmmm-mmmmmmmamrwmmmwmmm%
KPA's, (imcluding special projects selevant 1o the emplopees responsitbiiies) withim the ol
owermnes frarnerori. “ i

Thecﬁlubwmwhkh-m-mfmmmedﬂreEmmes&dlheassmdmmfmcfmi
mmmmmmmmmcmwmhmhdmmemag
be contzimed in the Performance Agreement: i

551 mmmemll&wdwmhmmm:wwmofm';
aﬂmtedwﬂm%eymfwmamekmmxs}mmmwmwmmms

respectively.
552 Muadmmmuwmwﬁmmmm;mﬁ:mmw>
izl scove. ‘

mWsmuﬂmmmwmminmd the ey
mmmmmmmmm&ammemm:
mmeamm;mnmdmmexm;Mﬁlmmmmmwmnmm,
mﬂawﬂmnﬁg&ﬁaw&d&bﬂmﬁhswmmudumwﬂmﬂk
et )

.| Ho | Key Performance Areas (RPA's) Muwmiber | Weighting |
of iPls
Good leadership and sowvermencs L] 36%|
Efidiznt and effectve Information Commenication Tethmology i)

fcTy
Trencionmes instiuticn with competent and eapahie human cepit=)
Fimancial healthizr and susrairahle emvronmant
Prowision of basic senices
Susizinable Loral Eoonsemic Development
Total

|

o [ w

Ble|e|B|m
§

Amm(sm@%mmﬂmanmdmmmmmm
mmmmoﬁmdmﬂrm&mﬁemmﬂmaw,mw
mmmmdmmmmﬂmwme-nemmrm,hwmﬁm
mmﬁmm:mmmmwwmmﬁm_
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e
sy



58
|
F Performante
| 62
63
&4

The leading Wenegeriel Competences [(UIACS)] will mzike wup the ather 20% ofl ihe Employee’s

assessment score. (ore Cammpetences [((Cs) that sre deemed to be most aiticzl for the
Employee’s specific job should he selected {« from the list helow as spreed to hetween the |
Emplioyper znad Emmployse.

Leading Managerial Competendies (LICs)

Wgiightt

L

Strategic Leadership

* hmpect and Influzrcs

* Institutional Performance WMenagemnent
* Strategic Plenming amd Maragsment

* Organisstions] Ansreneds

People Management

= Human Capital Planning snd Developoment
* Diversity Memzgemaril

* Empioyee Relations Mansgeonen

* Negotiatiom and Disputs Mansgement

Campuisony

&3

Program and Project MManagement

* Progrzam and Project Meregemment snd irgplementzton
* Tendoe Deliveny Mamagement

* Program and Project Wiomiornng amnd Evalue o

Financal M

* Budget Plamming and Exerution
* Financizl Strategy and Dellivery
*» Financiz) Reporting and Momiioning

Compuibmry

Change Leadership

* Change Wision and Strategy

* Process Desigm and imgroyemment

¢ Change lomgect Maniading 2ad Evaluation

Governance Leadership

* Policy Fonmuilation

* Risk And Compllence Managemet
* Cooperatve Gouenance

Cone Competendies (OCs)

Mozl Competence

Plzmning 2nd Ongznissticn

Anzlysis and lmnovation

Krowliedize zmd lnforrmation Wanegemen

 Commumication

PlE(B|w|e|~

Resuits 2nd Chuality Fooss

BEEBEE
;

Totzil perceniage

The Performance Plaw {Anmeswe A) to ibis Azreement ssis out -

£1.1 The standards and procetures for ewsluzting the Emplloyes’s perfonmands;

612 Theintenek for te evalestion of the Employes"s perfonmance.

Desgite the estzblichment of agresd intervals for eveliation, the Employer may in adition
review the Employes’s performance 21 2ny stzge whille the contract of empliogment remmeins i |

force.

Persorzl growth and developrnent meeds idenified during any perfonmance review dsowssan
must be dorusrenizd n @ Personal Development Plan 35 well as the adfions agreed to and
impllementztion must tale pace withn set tmeframess..

The Employee’s pesfonmance shall be srezsuved im tesms of comtriutions o the stetegic
objectives and strategies st ot in the Emplloyer’s 0P,
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65  The Srmusl Perfommance Apgpraisal wifll inmvailee:

£51 Assesement of e adiiexement of resullts s cutlined in the Perfomramoe Plam

fap Each KPA siall ke zssessed acomding to the amemmwﬁnmuhspmﬁﬂ:!
standands or mﬁmmmemﬁmmlmeharmmﬁmdmﬁndbemdmad‘
e tzcks ther had to be periormed under the KPA.

mmmmﬂhdhmmwmmmw&mmﬂme
(nstitutionsl Assesement. Based om the Targst for an aclivity o KH, owsr or under
mfmmmmmmmmmdwwxsmmm Tihese stores
are amied ower to the apglcatle employee’s performence plan Dusing

i)

v : {ck

assessment, the emplloyez has a chance o suhmit evidence of perfonmance.

5

Thempﬂﬁﬁbmmﬂwﬁhgakmhtmsﬂmﬂbeweﬂmw[whﬁeaﬁmlﬁ%

e

652 2ssessrment of he compelencizs

fiz)

(0]
ich

b : )

Each rompetEny shall be assesszd avcordng o the eent to which ithe speritied

stamitzrds have beem met

A imdirzAive ratng on the fve-point sea'e shall be providied far each competenny.

This rating sivalll e multipdled by the weighting given to ezch competenty during |

the contracting process, to provide 2 score.

The applicsbie 255essment rating cxlowzlor is then used to it a finzl
CoOmpEtEncy SIMe.

6532  Owerall reifing

An oversll ratng is calulzted by wsing the zpphable acsessIment-r21ing mhxbm
Syrth onesall m:g-wmﬁwmmmofﬂmmmwe@ndmmmm
im the Performance Flam, which represenis the ouwtrome of the wfmmamm

Y ) mmdmmmdw&nﬂmuﬂh&MmmmMmﬁmme

for KPAs and Cormpetendy requirements.

Desariiption

| criteria and indcstors as specfied in the Perfonmante |

Performance far exceeds the standand experted of anemployee
at this lewal. The appraisal wdicates that the Emgloyee has |
arhieved above fully effective resulls agamst 2l perfonmence |

Agreement and Performance Plan and mainiained s i 21 ||
arezs off resporsibiity throughout tie yess. !

Pesiormance is senficantly lighes tham the standard experted | |
im the jobh. The zppeeisal indicates that the Employee has|
achieved shove fully effective resuits 2zzinst more than half of |
ﬂnepuﬂmmmuiabammwmsmdfdh;adimddl i

Perfonmance fully mests the ssandandts expected im 2lll arezs of
mmmwﬁmmmmwmmwy
achiieved effertive resullis azaimst all significant parfonmance |
writeriz amd indicators as spedfied i the Performance

s | Dustantive
} Pesfiprmance
:’ 5 significamtily
! zhowe
|
3 Perfonmanie
Fuily effecine
2 Performamoe
mat fully effective

Perfonmenre i below the stzndard reguired fov the job iin key
aneas. Perfonmantes rme=ts some of the stzndards expected for |
Mwhi&szmmmdmmmzmﬂwm ;
s achieved below fully efferine resullis agzimst move thee half
the key perfammenie citeria and indicetors 26 spedified in the
Perfomrence Spreemmznt and Performance Plan.

202122 PERFORMANCE AGREEMENT
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Ratimg Temminolopy | Destription
Perfonmante does mot meet the standard expected for the
jot. The review/assessment indicates that the employes
has 2chieved el fullly effective results agzimst allmost 21 !
" ble of the performante citeria and indicstors s speritisd in f
1 : 'm the Performance Agreement and Pecformance Plam The
employze has fziled to demonstrate the commitiment o
aWymhimgpe«ﬁmmmwpmmwmﬁmdhm
! joli  despite  wenagemwent  efforls 10 enTlwEgE
i rmproveament.

67 Eorﬁmmmdm&wﬁm%wfmmmdmm%mmmmm:
municipaimanager, an evalsation panel constitutes af the following persons must e estabiished
671 Mumcpal Manager (Chairperson; !
672 Cheirpersonof the Perfonmance Zodit Commiliee; i
673 Memiber of the Mayorz] Executine Commiltze; and i
674 Kumicipz] Manager from another mumicipziiy. 4

&3 MWWWWMMnWMWeWMwMMWEWa'
serwicss 1o the evaluztion panels refered bo im Section 6.7. !

. 7. Sdhedule for E 21 mmmmm&mmmxm'mmhmwummmmmu

Performance reviewed within the month Tollowing the gquevters as indicated with the wntersiznding that ;
Reviews i ez in the irst and third quarter may be werbel § performante is satisfaciony: :
First quaster 3 Juily-September {Ortabe2021) i;

5 ? Second guzrter s October-Deceminer {iznuary20ZZ) i
Thind quiarier © Janwsry-Manch {Aprilz022) |
t Fourth quarter : April-hune {luly2022)

72 The Emgloyer shall keep s second of the mid-year review znd annusl assessment mestings.
L 73 PWf&MkﬁaﬂhMmﬂmWsammdm&nm's%
performance.

7.8 ﬂm&nﬁbﬁﬁﬁiﬁhﬁe«ﬂiﬂwwmwwmﬁm:mbcﬂrammmmdi
! Annexuse A from time to time for operstional rezsons. The Employee shalll be fully consaled |
i i before any such change is made. i

L 75 The Ennplioyes may amend the provisions of Annexure A whensver the perfonmance management k
system is adopied, implermented znd/for smendzd 2s the case iy he. lin that case, the Emgloyes i
shall be fully consulted before any sw-h chenge is made.,

| 8. Developmenial 81 Immmmmmm(m}fammaagmmmmmwcmmf
; Reguirements as identified during 2ny performance reviesr disTusSioNS. i

9. Oihbligations of @1  The Employer shall:
the Employer

! 911 Creste an enstling emvitonment to fatinste effecine performance by the employes;

917 Provifle acoess to skills development 2nd czpacity building cpporumnities;

913 Wmtmmw:wummmmmmmmmwmm
common problems thet may impact on the performance of the Employes;

914 On the reguest of the Employee delegate such powers rezspnzbly required by the
Emwu}ummﬂeh&whatuum&epeﬁmuﬁmmdmasmﬂimﬁ }
in terms of this Agreement; '

915 Make svaiatle to the Employze suth respurces as the Employse may rezzonzhiy require
from time to time $o assist him to mset the performancs obetines and targsls
esiablished in tenms of this Agreement

2021/22 PERFORMANCE AGREEMENT Page6of19 '
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10. Consuifiztiom 101 The Emglivyes agrees to oonsult the Employee timeously where the exercising of the powers will
thawe amangst others:

INLD A&direct effect omthe performance of 2my of the Employee”s furctions,
10.1.2 chmammeemmmmmmmenmmadwmmmmﬂm;;

i 1013 A substantial financial effect on the Employer.

2 mm@mmmmmwewmeedmemmwmsmmmwmm
‘ mmdmmmmﬂmdfmm.lumukmﬁnﬂhmmﬂeﬂhefmmm;
ke amy necessany aclion without delay. ]

11 Mamagement of 111 Themluaﬁumuﬁﬂwmmmne'swlmmmuﬂfmmﬂumﬁmmdmmmmi
Evalluatiom performance o caarecting unscoepiable perfonmences.

112 Amﬂu-mmhmmdhelmns%mﬂ%afﬂwdﬁmﬂwﬂe;wmﬂmmaﬁmm:

myhemﬁmﬂh-&m@wein:emﬁhndmnﬁmmﬂammmbemﬁndx

11.2.3 A score of 130% to 167% is awarded a perfformance honus rangng from 5% to 143 v |

imererments as follows:
%% Raltimg over Performance ! % Bonus
130% - 143% | 5% - 9%
1502 and ahove 0% - 14%

113 inthe case of unacceptatie performance, the Employer skall:

1121 Provide systemalic remedialor developmenizl support to zssist the Employee tomprove |
his ov her perfonmance; r
11.22 Afer approgeists performance counselling 2nd g provided the necessany puidarce §
andfor support 2s well as reasonable time for improvement in perloomence, the
Emplioyer may comsider instituting disciplinany sction, which may ultimstely result in the
tenmination of the contract of employment. ;

,. 12. Dispute - 123 AwmaammeMuuedmmMsmmmmmnmw
: Resolution ; mmmm,mmmmmﬁmmwmmmwmmfmg
shaall be mediated by :

1231 Im the case of manzgers directly accountable 1o the mmumicipal maneger, the executive
Wmmmﬂﬁnﬂwjmdmmdammﬁmﬁmmm

: 122 mmMﬁeMMMmW'swmmmmhemm
f by

1221 ln&ecmdmwdi@maﬁﬂemﬂwmmﬁdﬂmgmﬂm@mﬁ'
mmmmumammmwmmndwmmmw
provided for in sub-regulstion Z7j2jje] of the Mumicipzl Perfonmance Regulstions, 2006,
witﬁmﬂﬂﬂyﬂﬂhdwsofm:eiﬂoﬁah«mﬂd&mﬂehnmﬁueemﬂnwewimdzd&fm
shglll be final and binding on bath parties.

‘ 13. Amendment 1o 131 mmmmemwilhahwﬁjﬂgamdmw;bemdzﬂumamd
REresment agresment.

aM
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14, Gemerall 141  The coments of this azresment znd the cutoome of @y review conducted w terms of Annexuse ':
2 may be made avzizbie to the puihe by the Employer. ‘

i | 142 Dothing in this agreement diminishes the cbligatons, duties o accontabilities of the Employee |

: Tm-mmdhﬁmmmdemmm«mmdmﬁuﬁngmmmhﬁmdmmg
i polizies, dyertives or other instiumenils. i
£ !
i

1 | 143  Pedonmence assessment vesulks of the mumicps! manzger rmust be suibmitted to the MEC

mpmu&ﬂefmh(alwmmiuﬂremmmuwdlmﬂﬁenmmmmg
mpmﬂﬂ&hlhﬁ!mmwﬂﬁnfmwtu)wmmmmﬁmé
FSSESSIMENT. §

| Thus done and sipred st CAROLINA on this the 29th day of Suly 2021

AS WITNESSES:

4 1 ot ot S o —
| -
- EMPLOYER: 14 S DLAMINI :
! MUNKICIPAL MANAGER :
[ T —
aM
™S
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ANNEXURE A

PERFORMANCE PLAN
Name: Mandisi Gareth Trevor Mnisi
Position: Chief Finandiai Officer
Accountable to:  The Municipal Manager
Period: 1 July 2021 to 30 June 2022

i Queniiew
i Punpose

“ihepmﬁmmmphmda&mﬁm(sunmkemmmdmmwmoﬁﬁmﬁsmﬁmmmmmmm
thiis dooument s attached and Section 57(5) of the Municips] Systems Act {2003}, wihich jprovides that performance
dhjsuﬁusamﬂur;atsmmmcn&eﬂwypaﬁammmmnmmmmmmm’slwmm
Developrment Plan [IDP) and as reviewed annually.

2 Dbjertives of Lozl Government

memmaﬁmhmMimﬂgmmmmwmmfmmmm&ﬁmﬂ:\lWim’spaﬂfmmma_gﬁmtm
pesfarmance indicators:

24 Provifie dempcratic and apcouniahile governmens for iocal commurities.

22 Ensure the provision of senvices to communities in @ sustainable manner.

23 Promote social and economic development.

24 Promote a safe and healthy envitonment.

25 Encourage the involvement of communities and community orgarisations in €he imatters of locl government.

hunicipsl Transformation and Organisational Developrnent
Iirfrastruchure Development and Senvice Deliveny

Lwrz Eoonomic Development {LED)

Mumicipel Financia] Viahility and Managerment

35 Gond Governance and Puiblic Participalion

36 Spatizl Retionale and Muricipal Planning Alignment

RUKE

i4 BSCParspectives
The BSC iMethodology was wsed for the development of the Pedformance Management System and will read as follows:
4.1, Commuriity Satisfacfion
42 Fimandizl Perspertive
43 Iinstitutional Processes
44 Liearning and Growth

13 Strategic Ohjectives

T ensure firandal healthier and sustalnsble envitonrment

aM
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2. The Posifion .

2.0 Punpose of the Position

Tio arezite and rendar effective and effidient administrative support and financial senvices.

22 Tthe Chilef Kinantial Officar is accoumtsble and responsible for amongst others:

221  Supply Chain Management

- FEnalisation of Senvige Level Agresments (SUAs) witin 30 days of awanding the contract

- Approval of procurement pian by 30 May

- Sibmission of updated contract register on a quarterly basis to the Office of the Municipsl Manager
- Awarding of bitls within D0 days reported to soundil

222 Revenue Management

- Collection of revenus through issued traffic infringement summaonses

Sourcing of additionzl grarits

Approval of generatvaluation xoll

Approval of supplementary valuation rolls

implemertation of supplemeritany valuztion roll before the start of the financial period
- Reduction of billing acouracy complaints

- Resolution of billing complaints

- Collection of own ravanue

i

223  Expenditure Management

- 2% of operational expendlture spent
- %ofcapital expenditure spant

2324  Finantia! Management
- Number of reconcllistions prepaned
- improved cument i to be withinaccepted industny norm
- Reduction of unauthorsed expendiure
- Redudtion ofintegLilar expentliture incurred during the finandial year
- Reduction of fruitless and wasteful expenditura
225 Asset Management

- Ouartexly physical asset verification contucted of movable assets
- Re-assessmentofusefildives, residugl values and impainment test condlucted

22% Debtors' Managemenit

- Reductionin average collection pariod
227  Creditors’ Management

- Reductionin average payment period
223  BudpstManagement

- fFinal operating & capits) Butget approved before set imaframe
- Final operating and capital Butiget approved before set timeframe

2018/19 PERFORMANCE AGREEMIENT Page 100f 15
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7. Performance Assessmant Process

The following steps shall be followed to ensure a fully partidipative and comgliant parformance sssessment prosess is
adhered to.

i

o,

11 Fonmal assessments between amployee and emgloyar will take place twice 2 year o measure The
performance of the employee against the agreed performante targets for $he thalf yearly and yearly
fime period

12 Progress against the KPI'sand Activities shall be captured in preparation for the meviaw.

13 Sooresof 1.5 shallbe caluilated based an the progress against tangets.

14 Drganisational KPI's and adtivities vesults are audited and copied to the Pedformance Plans before
amsessment date,

15 The emyployer must keep a recond of the mild-year review and annual assessment mmestings.

The employee being assessed will corapile a portfolio of vidence confirming the level of performance achieved
foragiven review period and made available to the Panel sudh evidence on reguest.

The process for determining Employee ratings are as foliows:

34 Theemployee to mofivate for Higher or lpwer ratings where applicatile.

32 The panel to rate the adhlevement Tor the KPI's and that of adtivities ona 5 point scale. Decimal places
may ‘be wsed.

33 The panel to rate the employee's core competency reguirerments {COR) on the 5 jpoint sele. Dacimal
places may be used,

34 The panel scores are averagead to derive at a total scare per KPI / Activity / CCR, Overall scores are
caloulated by taking weightings into atcount where applicable.

35 The Finzl XPI's and Activities rating will account for 80% of the final assessment total. The COCRs are to
account for 20% of the fins assessmeant total.

The five point rating scale referred to in regulation 805 conrespond 25 Follows:

The assessment-rating caloulator is used to clotate the overall % score for parformanne.,

The halfyear review rating may be wsed in combination with the annual performance assessment to detive ata
Final Annual rafing soore.

The jperformance lbonus percentages described in the performance apreement shall e caloulsted on 2 sliding
stale of the al-indlusive remuneration padkage @5 indicated in table below:

| 430% - 549% 5% - 9%

| 350%and above 10% - 14%

The results of the performance and development review {PDR) shall be submitted to the Municipsl Manager for
Finzll approval of the assessmenty/s.

The jperformance assessment results of $he Muricipsl Manager shall 2lso be submiitted o the MEC responsible
for Lol Governmentin the relevant Province

- = e & hd
B ( \ it
Signed Signed By Wiuricipal Wanager for Coundl

2’3 47 /20’(, / &3’1@7;&34{
m/ 7
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN (PDP)
entered into by and between

THE CHIEF ALBERT LUTHULI MUNICIPALITY
herein represented by the Municipal Manager

MANDLA STANLEY DLAMINI
and
THE CHIEF FINANCIAL OFFICER

MANDISI GARETH TREVOR MNISI

aM
M-S

T~
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1. Personal Development Blan

11 Amunizipality should e committer to —

Ia)

(k)

“The contlnuous training and development ofits employses to adhleve its vision, mission and strategic objectives

and empower employees; and
Nanaging brairing and developmaerit within the ambit of relevant national policies and lagistation.

12 & rnusidinality should fallow an Integrated approach to Muman Resounce Management, fhat is:

(@)
{b)

©

{el)

iHurnan resource development forms an integral part of hurman resource planning and management.

IIn order for training and development stratepy and plans 2o be suncessful it shall be bhased on sound Human
Resouree {HR) practices, such as the (strategic) KR Plan, job descriptions, the result of regular performance
appraisals and career-pathing.

o ensure the mecessary linkage with jperformance management, the Performance Management and
Development System provides for the Personal Development Plans of employees to be included in thelr annusl
performance agreaments. Such approach will also ensure the alignment of intividual performance objectives to
the municipality's strategic ohjectives, and that training and development needs can be identified through
performance management and appraisal.

Career-pathing ensures that employees are plared and developed in jobs according to aptitude and identified
potentisl, Through training and development they tan acyuire the necessary competancies o prepare ithem for
Fture posifions. A comprehensive competency framework and jprofile for Municipal Managers are attached and
fhese shall be linked to relevant wegistered wnit standards to specifically assist them iin compiling Parsonal
Development Plansin consultation with theirmanagers.

Personal Devalopment Plans are compiled for individual employees and the data collated from all employees in
tthe mumnicipality forms the thasis for the presoribed Workplace Skills Plan, which municipaities are required o
«compileasa basisfor all tining and education activities in the Municipality in a specific finantial year ant report
©n jprogress made to the Lol Govennment Sector Education and Training Authority.

i3 The aitm of the compilation of Personal Development Pilans is to idantify, prioritise and implemant training needs.

14 Gompiling the Personzl Development Plan attached at Appentix.

=)

Competency @assessment instrumenits, wiich are dealt with more specifically in Appendix 1 and 2, shall be
established to assist with the objective assessment of employees’ actual competenies against theirjob specfic
competency profiles and managerizl competenties 3t 2 given pediod in time with the purpose of identifying
trining meeds or skills gaps.

i(b) The competency framework and profiles and relevant competency assessment results will snable a2 manager, in
consultation with His or her employee, to compile a Personzl Development Plan, The identifiet training neets
shaltbe entered into Golumn 1 of Appendix 1, entitled Skills / Performance Gap.

Tihe following shall be carefully determined during such a process:
i) Organisational needs, wiich indlude the following:
= Sirategle development priotities and competancy reguirements, in line with the municipaity’s
= The sompetency reguirements of individual jobs,
»  Thewelevant job requirements {job competency profile) 2s identified in the job description shall
ibe compared fo the nurrent competency profile of the employee to determine the individual’s
TOMpEtEncy Eaps.
=  Sperificcompetency gaps as identified during the probation period and performance appraisalof
ithe employee.
i Indiviidiuzl training meeds That are job / career related.
2021722 PERFORMANCE AGREEMENT Page 16 0f 19
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INext, the priloritisztion of the training meeds [1 to ..J] shall be listed since it may mot be possible to address =l
litlentified training meeds in a spedific finandiz year. i is however, of critical imporiance thet training needs be
atidressed on 2 phasedand priority basis.

Tihils impiltes $hat all these needs shall be priodtised for purposes of accommodating oitical / strategic traiting
antd development meeds in the HR Plan, Personal Development Plans and the Workplace Skills Plan,

Consideration must then be given to the expacted outcomes, to be listed in Column 2 of Appendix 1, o that
once the intervention is comaleted the impact it had can be rmeasured against relevant output indicators,

/An appropriate intervention showld be identified to address draining meeds /skills gaps and the outeome to be
achievedt bt with dlue regard to cost ffectiveness. These shail be listed in Colamn 3 of Appendix 1 entltled:
Supgested training antfor development activity in line with the National Qualifications Framewark, which could
enable the trainee %o obiain secoghition towands 2 gualification For training wntlertaken, it is important fo
determine through the Training / Human Respurce Development 7 Skills Development Uit within the
municipality whether unit standards have been developed and registered with the South African Qualifications
Autharity that are in line with the skills gap and expected outcomes identifled. Uit standands wsually have
mmeasurable assessment ofiteria to determine adhieved competency.

Guidelines regarding the number of training days peremployee and the nomiinations of employees: Anemployee
shouild on average receive at least five days of training per financial year and not unnecessarilly be withdrawn
from tralning interventions.

The suggested mode of delivery {Column 4 of Appendix 1) refers to the chosen anethodology that is deemed
most relevant to ensure transfer of sKills. The training / development activity shall impact on delivery hackin the
workplaze. Mode of delivery consists of, amongst others, selfstudy [the offidial takes it upon him or her to read
. llegistation]; internal or external training provision; coaching and/or mentoring and exchange programmes,
&tc,

The suggested time frames {Column 5 of Appendix 1) enatile managers o effectively plan for the annum £, 5o
that not all their employees are away from work within the same period and also ensuning that the PDP is
iimplemented systematically.

‘Work opportunity created ¢ practice =kill / developmant areas, in Golumn & of Appendlx 1, further ensures
internalisation of information gained as well as retum on investment {not just a mice 1o have skilibut @ mecessany
4o ave skill that is wsed in the workplace).

Tihe Finghcolurnn, Column 7 of Appendix 1, provides the employee with a support parson that could act as coadh
or meanrtor with ragant o the area of feanding.
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6. Approval of the Personsl Performance Plan

The proness fallowed ensures indhvidual alignment to the strategic intent of the instiution and gives clear direction on wirat meeds
o lbe aghieved through a self-directed approach to exeoute on the ohijectives, tobuild sound relationships, to develnphuman capital
and 4o strengthen the nrganisation through excellent performance. This plan has derived from iintense workshopping to @nsune
fntegration, motivation and self-direction, The employer and employee both Ihave responsihilities and accouniabilities in getting
wallue From his plan. Neither party can succeed without the support of the other,

Undertzking of the emgloyer / supefior

©On behalf of my orgarisation, | undertake to ensure that
2'work environment conducive for excellent employes
performance s established and maintained. As such, |
undertake 1o lead to the bestof my #bility, communicate
eomprehensively, antd empower managers antl
emplpyees. Employess shall have access toongoing
learning, shallbe coached, and shall clearly understand
whatis expected of them. | herewith approve fhis
Perfarmance Plan,

Signed and accepted by the Munidipal Manager on
behalf of Goundil

e

Undertaking of the employee

1herewith confirm that | understand fthe strategic
importance of my position within fhe broadar
organisation. | Furthermore confirm that | understand the
purpose of my position, s well a5 the oriteria on which
wny patformance shallbe evaluated twice annually. As
such, | therefore commit to do my utmost io live up to
these expectations and to serve the organisation, my
superiors, my colleagues and the community with loyalty,
integrity and enthusiasm at 2l times., | hereby confirm
and arcept the condifions o this plan.

Signed and accepted by the Employee

Date: z3 /rf? } 2o

Date: 272 o7 /Z,O?.« /
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