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WHEREBY IT IS AGREED AS FOLLOWS:

1. Introducfion 1.1

12
13

14

Tine Employer, MASFMMMNMMMaMMdWWMwMM
Employes BONGILE CHRISTOPHER MDUTYULVEA im tenms off sedion S7j1)j=) of the Lo
Govesnment. Iamitips Sysezms A, mmmnmmmwwnmmmt
tine Empioyes sns hergmatier refemsd i 2 e Parfies”.

Saciiion 571}t of the Systews Adl resd wilh the Conlract of Erplogment condudied befeesn e
perties, requires fhe paries i condudte 2m anmuel peconmente sgresment.

The parties wish o ensue fra ey ae dezr zbmt the guels o be zchieved, and seane dhe
committmen of fhe Empdoges io 2 el of ouloomes hat will secure lozal govermment policy gosis.

The Parties wish o enswe fhat fhere s compiance with Seciurs ST(44), (48, ard (5 of the Systems
Act

2 Purposecfhis  The pumpose of this Agreemeniis 1

21
22
i 23
| 24

28
27

andl dhuzfion
3z

33

34

4. Pefonmance 41

Compiy with e prowsioms of Secton S 1)) (44). (48} and (5) of the Aot 25 well as the employment
oot enered wip belveen e parties,

Sieciy ehjecives in lemrs of ihe key pedonrances indizaioes and tangets cEfned amd sgreed with the
emglayes zmd o commmunicte to e employee the empiyer's expedatons of e emplyes’s
perionmange an vt es in @lignment with fhe lilegzied Develbprent Pian, Senoe Dellveny
and Butgel Impllemeriztion Plzn (508 ant the Bodyet of the muriipsiity; :

Sipenifly scomuntziillifies e 521 ot in 2 Perfommance Pllan, winch forme am Amnewre to fre Perfmmance
Egreemeni.

wmmmammummmmmmmm
perfromemce eqpecizions spplcziie to s o ber o i

Im tihe event of cutsianding pedxmence, & appapzely resand the enplose;

Give effect v the empiipyers commritment o 2 pediormance-arientzled rezionship with iis emypilbyee in ‘
Fitgiring eysizhie and mproved senice delieny.

Thiis Agreennend will commence on B July 2021 2nd wil remain i foree undi 30* June 2022 theveaies
2 mew Performenc: Aureement and Pefionmence Pizn shall be condinded befsesn fre paries for e
med Fmameial yeszr on amy porion fhened

Tre pariies will rmdey fhe podsions of e key perfumence aness (KPAS) and tey perormerces
imdfrztors (¥P0's) of ihis Agresment 2 zny fime duwing iis fem ‘
The paries will on an ez besE. in s of the proisons of sedion ST{2)z]) of fhe Sysems Ld

cunclude 2 rew Pafbrmarce Agzement 2nd Perfonmanoe Plan that repleces s Agresment Sy nol

izt fthan ons manh e ihe hegiming of eads suwoessive fnande yean :
I 2t 2my Gime durmg e e of this agreement ithe work envromment silers (uhsiner 26 2 el o

Govemment o Courol o aitensss) io the estent that e coreni=s of his agreemant e o longss

approgpizts, the catests will immedizisly be resised.

£11 ¥y Periments fzes that the employss shoolid foes o

£12  CorsonvpeEnces regquined fom empizpess

.
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42

ZS.I’aimn-r.e ' 51

Ianzmement
52
£ 53
54
| 55

58

413  The sretegic diijpcies, key pedommance ndicztors ant teress hat st he met by te
Ermplyes:

414 Tie time fremes witfim vdtiich hose pesformence otjectives nd tergets must e met.

Thhe perionmance cijjeciues, key pefmmmanse indicziors znd tages refEced in Annewe A sre st
{byy e Employer in consilkton with fre Emplyes amd besed on the Integreted Develupment: P,
Semice Delivery amd Budlyst mpliemenizion Pian (SDBIP) znd fhe Budiget of the Employer, znd sl
imcilarlz stvatiegic citjedives; hey performence indozis, tamgets 2nd weighfngs. A desoiption of ese

eliemenis inlines:

421 The shaiegic dijedives desoibe the shztegic inet of the onarmssion thal neads & be |
atheyed ‘

422 mmmmwbmmwm”mmcmm;

meeis o e zcneed
223 The tamge dialies diesmibe fhe frosfkame in which fhe work must be ackiessst

424 Ihem@lmgsﬂmwleméhﬁwiwﬂdmdﬁekwpaﬁmmmwmmv

zavd ey perioomance indizstors e ez oz,

The Employes agrees @ paricipsie in the pedonmance mansgement system fhat fre empioyer st

or imimduees for the empizyee, managsment and municipz) sts®

m&qﬂmmmmmdmmm@mmmwmmwmd

o periiorm o the standznis myuired

Tive Exmypioyesrwill comssit fhe emplnyee ot the speciic perommence standars fhet willbe induded

iin fihe pefommanse maragement sysiem as appicziie i fhe emplyjee.

Tihe Emplinjee underdsies to zoiisely foous muans the pomotion and implerentston o tte KPAS
{rciuding spedel projds reevent o v empyees responsiiifes) wiitis fhe nesl gosermeant
firamesart.

The eriieniz wpon wibiich the perfonmante of e Erployes shallbe 2sszssed consiel of tun componenis,

ey Pefiomance Arezs and Core Competercy Requirements, boiih of wiich shalll be oontzine in fhe
Agreement:

Performancs

551  TheEmplyeewillbe assessed agsimed both ammponers, with 2 weightng of 83 20 dllocated

o tihe Key Perfonmence Areas (KPAS) and the Competenny requinements respecively

552  Tooansof sssessment will be weightsd ard wil osvibite 2 specic pariio fhe tiotsl sooe.
The Empiloyee’s aesessment wil be bzsad om Msler pafomance fin lemrs of w:eh;w&mm'

ingiiczlors and proeds deliiersziles denified s per e Perdommencs Fian (Armexare A, wiidh e
lirked b fhe WPE's. and willl consite 8% of the ovwersl assessment resull 25 per the weightings

agrezd i betwazen the Empluyer and Empiloyes.
o  Key Perfonmance Aress (KPA's) Number | Weighting
off KPils
1. | Good keatership and gowennanne [ Ev2
2. | Efident and efective Infonmation Communiction Texhmalnsy (1CT) [ i3
3 | Transfonmed institwtian with competznt and cepable husren capiz 1 a2
4. | Finandiel healthier and wstamable emvirorment 1 ol
3. | Prowicion of besic seriges 5 %
£ | Sustziraile local Eoonomic Development g 0%
Total 15 OB |

L e e T L L P ot oo P e SRS ST = SN — e BT W



57 Amensges responslliies @ sl diecded in woms of dhe sbomeriomes bey pesformenne amees.
In fite camz of managers discy anoounzbie to the maricps] memager, offer tey parfomance aess
st i e finciiond zrez of dhe idegnt meregsr can be added subjt o negufition bedaeen the
wurcipe wamager amd e releyvant marager. i

58 mmngmmmcmmﬁamwmmmmmmam&ws;
aszessment soore. Core Compelendies (D) fhal are deemed to be most oiificzi for the Ewgloyees |
speciiic o should be szecied (<) fum fhe st beow 2e zgresd to betwesn the Brmployger and
Emplojee.

LEADING COMPETENCIES
= 5 IImdiczte %
Leading Wanagesia Competencies (LWCs) it | Wiieigha
1. | Striegic leadership &3
» impadt and Infuenc:
» insfinitors Perfrmerce Managenes
* Sirztegic Plarming and Meregement
» CrgEnisainre] Anseness
2. | People Managemeni Compatsomy &3
» Humran Caplal Pzonmng ard Deselbpwent
» Diupmsily Wamagemmeni
» Emplyes Relatons Wamagemen
» Nemision and Dispute Weanagement
3. | Program and Project Wanagement &3
Progrzen 2nd Project Manegament and lmplemeiation
Senine Delweny Mensgemerd ;
4. | Fimamcial Management Compuilsony B3 |
» Bydgel Plamming and Erxendion f
» Fimzrciil Siategy amd Defivery [
* Fimarcial Reporfng and doniicding ‘ !
4, |Chamge Leadership a3 ;
» Chemge Yision and Siategy
* Prooess Design and mprosemernt i
» Chhamge gzt Moeiioring and Evalsiicn |
6 | Covemance Leadership 23
. Farmtztioo
= Risk Rl Compliance Wersgement
» Conpenzitve Govemanoe :
Core Compeienties (CCs)
7. | Mipral Competence 83
8. | Plamming and Crganiszion g3
9. | Emalysis 2nd bnoweton E3
10. | mowlediye and niwatios Wenagemeri B3
1. | Commumczion g3
12. | Resuilts and Quality Foous 83
Totzil peroeniage - 100%
7. Evalvaiing 6t Tre Perdumreme Plan (Annesare &) o s Agreement sels oul -
Perfonmance
517 Thestandends 2md procedees i esslusing ine Smpivyes s pedoamaros:
512 Theintevesls for the svalueton of he Dmpioyes’s pesfompance.

£2  Despits the csiatishment of agresd imenals for evelaton, the Empioyer may in acitiiton rediew the
Employee's perommanze 2 any stage wile e coirsct of emplopment meosns i foore.

83 Pomons giowih and developrment mesds deriiied durng amy perimmznte revies dsousson mes e
dnomeried m = Parsons Devslaprent Plen 2z s 23 e adions ayesd o amd mplares tzfon musd



’
v ;
‘
\
|
|

G4

|85

&5

Tﬂreﬁwmb;m”swfmmmuﬂﬂhemmmi iin tiemrs of contribugions fo tihe sietegic objediives and
sategies =i oulin e Erployers DR

Tine Ammuzl Peflormenoe Appraisal willinvalve:

651 Assezgmet of the zohizemant of resulls 235 ouiimed in e Peronmance Plzm

(=)

i)

ﬁq.

Eznih P4 showld be axsessed ancoding o e exdest jowiich ihe speoifed stendsds

or pefiommznse indcztors eve beem el 2nd with due regant i 2 hoe tasks el bhad

o o il vrdien dhe KPS
Agiius ze suppled T KPS 2md Acivifes under eads KPS 26 part of fie sttt omel

REeszsament. Based on fhe Tange: for an adiivdy or P, cwer or urdier perfommeme

Fre cHiossled and converad e the 1-5 point stalle. These soores e (aTEs O o

dhe amplcztie employes's perfvrence gan. During assesamet, the enployee ez a

chamcz o submil evéenos of perormanos.
Tite zpicshie assessment raiing caiouizior are used o caiouiste 2 final KA% sooe.

€52  Aeseszmenof dhe compeEenties

i@

Each commpetency shoulld be esessed apcoding to he exlent w wirich the sperfed

standznds rawe beer anst
&n imdicztive rafing on e five point stale shoud be powdsd for eacT compeisncy

Tris ring shouit be mulipiied by the weighting ghven fo each competengy during e |

oorfiraing process, i grovde 2 sowe

The mppicable assessment rng couglor & dhen used o calultie & Tnsl

COSRESENGy STOre.

£53  Ovessll rsfing

A

menall rafing is caliuleted by using e appliciie ssesswent-rating caituibtor. Su
overzl refing remesents the oulbowes of fie waiows weigied ratings oulsived in fhe

Perinmmanoe Plan wihich repressnis the outtome of e performenoe sppraiesl.

The acseswment of the perfitnmence of ihe Employes wil be based on the fillmeing releg soale for

HPAs zrvd Conmpeienty Teguiresments:

Ratting

Temminology | Desoiijpfion

dhroughout Ghe yezr.

Perfunrance fzr exczedls the standant expecied of 2n erpoges )
{ihiss lesel. Thee spprzisal dicztes thet the Smployes hes zchewsd |
Quisianding | above fully efiedive resuls ageins 2l periomence oiere amd |
Peffomarce | inficators zs specfied i e Pefomance Agresment znd |
Padumanze Plan znd mainitzined fhis i 21 zress of resporsiildy |

Perfiommance i& sgriftcandy gher than fhe sendad epeset in

Peronmmanze | the joib. The appraissl indiceis tha the Erpisyee hes achieed |

sgrficanty sboe | above Ty efedive resils zpainst more dhan hef of de
epedizions | pefrsrce oiiens and indicziors znd fily suhiessd &l ofters

titvmaghmt he year.

Perfommznce fily meets e sanderds expeed in =l seas of e

fly el efiedlive resulls zg@inst zll sinficart perfonmenne ofileis 2w
indicairs 2= geciied in the Pofomancs Agesmert amd)

Perfvmmemzz Pllan

o Dcelesd ABs o P

m-S

.t



0. Obligations of
the Employer

| &7

FA|

72

73
. 74

75

&1

a1

Rating Temnoiogy | Desoripfion

Perfomenne is el the stamized reguived for e joib i tey
| aneas. Perftmmence imeets some of the semniiznds expecied for
2 Perrmance | e o, The redeszssessment indicates fhel fhe emmyes
mit ullly efecive | hes schieed beinw fully efierive resits aozinsd mon: tem
heilf e by perfiomense oriterie and indicziors 2s speciisdin
e Performances fopeement znd Perimmmence Plan
Pertormance does mofl meet e standand expectied for the .
The rediesizcsessment indiczies fhet the eoplbjes es
 aitieved belms filly effeive mesults sgeine almos: =il o e |
; 3 Unzooegitzble | perfommance ofisiz znd indicaiore 25 speciied i fe|
3 Performance | Peformance  Agesment znd  Pedomremce Pan The
amplyyes rzs @il o dewongirae the cummitaent or zibilily
| i briimy periommance wp & the level expeciedin e b tespie
] | managema Sfors o ennourage ot

Faor the pumpose of exalsaiing ihe pafommance of ihe sedion 55 marager reporing & fhe mumcps!

mmanager, #n evaliefion peme constiufed of the folloaing persors mst be estadbished-

Tihe manager responsitile for uman resouces of fhe mmurisisaliy ms prodde seosari senines o
e evailaion penels rienes toin Sedfon 6.7

The perfonmenoe of szch Wmmbmsmmmwmmmmm
ﬂmkm@%ﬂnﬂﬂumﬂh&mmﬁdmkﬁuﬂh&wﬂbﬁm&mﬁmﬂmwmmm
i auerier may e werbal ¥ performeance is safeiadion:

First guarier T Juily-Septiemriber {(Oriober 2027)
wm : Ofriber-Decsmier {emuany 227}
Thhiing quuaries : Jaowzrg-blarch (il 2022}
Fourth quarker c o Hgibdume { iy 2022}

The Employer shal keep 2 reoond of the mid-year e arnd annus sesesamemt mesings.

Pummmmmmw@mwwsmm¢m&m'smmé

The Emplayer il be enffed toresew and walke reasorziie dhenges o the proisions of Ammewe & |
fimom iz o e for operaiona isssomns mwwﬁllmmwmmmwmm
wmade

The Employer way amend the podsons of Annears A wienewer e pedmrance meavsgement

sysien i adopisd, irgiemsnied 2nd f or amendes as e case may be. nmimmﬂaewmpaedl
e iy conssited before sy such diengs s wabe.

The Perss Desdopment Pen (POF) for addressing developmenta gaos will be domimenisd ==
e diring any performancs revew dsoussons

The Emploger shalt
911 Cresie anenchiig emdmmment tis foilzie sifective peromane by ihe empioges:
912 Podade zccess o shilk deselbpmen and capaily uilding oppofumiizs:

013 Wiok orlisborzively with fre Brployss to sdlve probliems and gensratz soitiors i opmmm
proivens el may impact on e perioaranse of the Evployes:

= R i Bcer, okl 6T



1. Consuitafion %
m2

. 12 Manzgementof 171

112

|13

: 13. Dispuite - 121

- 122

D14 O e regues of e Employes delegee such pusers reasumbily reguined by the Enployee
tip emetle frimiher to meet e paforrance chEcies znd tzgeis esetished in e of His

G185 \she mmikie b ihe Erploes sudh resmuices 25 the Bmployes may resssmetily weguive fam

iz i Gime o sssiEt himier fo mezt the perfomence olijedives and et estiches in
tiemms; o fhiis Agpeenreri

The Exmployes agrees o oot the Ermpiayee fmeously whese ¥z everising of the prwers wil have |
amangst athers

031 A direct =fes onlive perfumense of 2my of fue Employee’s fundians

M2 Comesil he Employee to imglement or to give efisc i 2 decison wate by fhe Enployer,
13 A suistertis fnanta e oo the Eployer

The Ernpilyer sgrees io i the Emgoyes of the outcome of any densons teken pursuezn o dhe

exemize of poaEs comemazied n 101 2 stom 38 s practcziie to enatile e Emplbyes o tde any
mecessany afisn wilvout deilay

mmmduxewmswmmmmmmmmmm
perfunmanse or coveing unscpepizble perormance. :

Ammmwmdwm%m~msammmmmmmmmT
it o fhe Empioyes in mecogniton of cullisnding pesommence io be consiited 2= filoss :

121 A soore of 130% to 167% & asaded 2 parfommance: boms mrmprg fem 55 ﬁzm%m

moremnenis 2= fnfous:. ;
‘i
%% Raifing over Performance % Bomus :

130% - 14%% 5% - 9%

150% and ahove 0% - 4%

lIn e case ofl uearoepiatile perdformance, the Employer shal:

1131 Pawide MMWMWMWMNQMEWbWM
ar ter perfianwante;

137 A appropiste perfonmance comsslling 2nd haing proitied fhe neressary quidzwe zndin
support 25 well @ ressuatle fime for mprosement in peromence, fie Ewgloyer may
consitier msituing dscipinany acfion which may uifmately resul w de tEmnston of fhe

cxwitrzci of empilommen.

Aoy dlispulles s fhe relure of e Enplyes’s performancs agresment, whefer i reizes b ey
responsiifiies, privfies. mefhods of essessment ard’ or amy atber metter provided for, shall be

medizted iy

1231 lin fhe czs2 of nranagers direclly aconavizile G2 the muniipa mareger, (e essrdive mag

v o wikin ity (30 days of receip of 2 fanmel dispuz from dhe enplops
Loy dlizgputies abowt he ouivome of the ampilbjee’s perizemanys el sztion. must e medeied by

1221 In e cass of mevagess diredfy sooounizte fo the mumitpa marage. = memiber of the

mumitcipe coun], groided izt soch semiber wes nof pevi of e exelivelion perel grovided
fizr im sufb-s=gullafion 274l of the Wunidip=) Perormrercz Reguiziions, 2005, wittm ity 130
dizys o reosipl of 2 fommel dispuis firren e sopioyes whoss decson sl be vl 2rd bindrg
an by parfes




14. Amendiment to 1321 Amendwects i the sgesmert will bz in witing and czo any be efieried fier dinnussion and
Agresmeni , AYTEEMETL

15. General 49 mmdﬁmayeenmﬁmdﬂmmdmwmmm:mmﬂﬂm&m
' the medie sweEilkile to the pubiic oy the Employer.

142 hothmg in dhiis agreement drinshes the obiigaions, dufies or spcounEbilies of e Enploes in e
of iz ner conir=ct of emplagment, or ihe efieck of exdstng or new reguilsGons, cmoillas, poives.
divecives or ciher mEnmmeTs.

M3 Perrmance assessment sesuits of the muncips manager must b2 suomied i e MEC m&rm
fior local governme iin the rElsvani province 25 well @s the nafional minster responside for local
povenmwen. within furzen {14] days atier fie comlsion of e assessmet.

| Thus done and signed 2 CAROLINA on fis the 29~ day of July 2021

AS WITKESSES:

- T p— o s Wordi 6T

Dt DEDA’ e
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ANNEXURE A

PERFORMANCE PLAN
Name: BONGILE CHRISTOPHER MDUTYULWA
Posifion: MANAGER: PROJECT MANAGEMENT UNIT
Accountable to:  The Municipal Manager
Period: 31 July 2021 to 30™ June 2022
Owverview
Purpose

mmmmldﬁsMMSwsdmww:mw
to wihich this document is aitached and Section 57(5) of the Municipal Systems Act (2003), which provides
mmmmmmuwmmmmm:ammm
Municipality’s Integrated Development Pian (IDP) and as reviewed annually.

Objectives of Local Govenmment
mmmammﬂmummmwm
perfonmance indicaiors:

Emsure the provision of senfices fo communiies in a sustzinalile mamnes.

Promote socizl and economic development.

Promule 3 safe and heziiy endromment.

Encourage he imoivement of communities and community oganisaiions in the mailiers of local
DONERITEmEL

Key Performance Areas

HINMAIR

mmmmmmns)am.dhmwwwm ‘

mmwmmmmmwmmhum

31 Tumiicipzl Transfonmation and Organisational Development
32 Infrasinuciare Devellopment and Senvice Delivery

33 Lol Evonomic Deseliopmen (LED}

34 huamiicipal Finandial Vishility amd lanagameni

35 Gond Govemanos and Pubilic Partidipation

36 Sipeiiizi Rativnaie and Monicipel Planming Alignment

BSC Perspeciives

MBSCMMWMMMWJMWWW“W
nead as follows:

41 Cormmunity Salistacfion
42 Finemoial Perspeciive

43 Tireifituficazi Processes
R Legmniing and Growdh

Strategic Ohjeciives
To enswre provision of project managemeant for all the Maunicipal Capital Prograsmns

2 The Posifion
21 Purpose of the Position
FINNL 20822 PERFIRISNDE SEFESVENT: Manager— Frios Wanapemen Snk o DT



To create and render effeciive and efficient implementation of Infrastructurs Development on basic sanvices
delivery and fechniczl senvices

The Manager: Project Management Wnit (PHL) is accountable and responsible for amongst cfhers:

Infrastructure developmenit planning, Project identification, Financial planring and imanagament of Municipl
Infrastructure Grant (MIG) funds, Project feasihility studies, Project planning, Designing =l the Irifrastrusture,
Project implemeniteation, including community pariicipation and awareness, construction, capadhy buiiiding and
menitoting support. Project management, Building of capacity in the unit, Monitoring and evaluafion «ff the IMIG
|programme and projects, Compilation and submission of reports in the formats jpresciibed forthe VIG programme,
Departmant of Enargy (DOE), Departiment of Water and Sanitation {(DWS), Department of Human Seltlemerits
{DHS), Reglonal Bulk infrastructure Grant (RBIG) and all municipal capitaf praject as stipulated jin Division of
Revenue Act {DORA) framework.

FINAL 2024122 PERFORMANCE AGREEMENT: #anager—Praoject Management Unlt Page {0047
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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 MANAGER: PROJECT MANAGEMENT UNIT

BONGILE CHRISTOPHER MDUTYULWA

FN ZIPY IR RERFITISRIE AGRESHEANT: Warepes - Frajen Wanapemen Uni e o3 bt
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1. Rersonal Development Plan

11 Ammunicipality should be committed to—

=) The continuous tralhing and development of its employees to achieve its vision, imission
and strategic objectives and empower employees; and

i(b) Managing training and development within the ambit of relevant national policies and
legislation.

12 Amunicipziity shouild follow an integrated approach to Human Resource Management, thatis:

ia)

(b)

fd

()

Human resource development forms an integra) pant of human resource planning and
management.

iin erder 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.

To ensure the necessary linkage with performance management, the Parformance IManagement
ant Development System provides for the Personal Development Plans of employees to be
included in their annual peformance agreements, Such approach will also ensure the dlignment of
iindividual performance objactives to the municipality’s strategic objectives, and that trairing
and development meeds can lbe iidentified through performance management and
appraisal.

Career-pathing ensures that employees are placed and developediin jobs accarding to aptitudeand
identified potential. Through training and devdlopment they canm acguire the necessary
competendies to prepare them for future positions. A comprehensive competency framework and
jprofile for Munidipsl Managers are attadhed and these shouild be finked to relevant registered unit
standands %o specifically ®ssist them in compiling Personal Development Plans iin
oonsuftation with their managers.

Persongl Development Plans are compiled for individual employess and the date collzted firom =l
employees in the munigipality forms the basis for the prescriibed Workplace Skills Plan, which
muridipzlities are required to compile as a basis for all training and education adtivities in the
Munidgipality in 2 specific financial year and report on progress made to the local Government
Seobor Education and Training Authority

13 The gim of the compilation of Personal Development Plans is to identify, prioritise and implement training

meeds.

14 Compiling the Personzl Development Plan attached at Appendix.

(=)

{b)

Compstency assessmant instruments, which are deslt with more spegifically in Appendix 1 and 2,
should be established to assist with the ohjective assessment of employees’ actual competencies
apainst their job speadific competency profiles and managerial competencies at a given period in
time with the purpose of identifying training needs or skills gaps.

The competency frameworkand profiles and relevant competency assessment  results will enable
amanager, in consultation with his or her employee, to compile a Personal Development Plan. The

FINAL 2021722 PERFORMANCE ABREEMENT: #anagyer-Project Blanagement Unit Page14oinr
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[HINAL 2027/22 PERFORMANCE AGREEMENT: Managor~ Profect ansgement Unlt

idendified training neads should be entered into column 1 of Appendix 1, entitled Skills 7
Performante Gap.

The Frliowing should be carefully detenmined during such a process:

D] Organisational needs, whicdh incinde the following:

=  Strategic development priorities and competency reguirements, in ine with the
municipality’s strategic objectives.

«  The compatency retuiremants of individual jobs.

=  The relevant job reguiremants {job competency jprofile} as iidentified in the job
desoription should be comparet to fhe cunrent competency profile of the employee
4o determine the individual’s competancy gaps.

=  Spegificocompetency gaps asidentified during the probation period and performance
appralsal of the employee.

i) tndividual training needs that are job / career related.

INext, the prioritisation of the training needs [1 to ..] shouid be llisted since it may not be possible
1o address all identified training meeds in a spedific finandial year. it is however of orifical
importance that tralning needs be addressed on a phased and prionity basis.

Thiis implies that all these needs should be priotitized for punposes of accommotating eritical /
strategic training and development needs in ithe HR Plar, Personal Development Plans and the
Warkplace Skills Plan,

Consideration must then begiven to the expected nutoomes, o be listed in Column 2 of Appendix
1, 50 that once the intervention is completed the impact it had can be measured agzinst relevant
output indicators.

pagersoiay Y-S
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FINAL 2027/22 PERFORBANCE AGREEMENT : Manager— Profect Management Unit

/An appropriate intervention should be identified to address training meads /skills gaps and the
outcome to be adhieved but with due regard to cost effectiveness, These should be listed in
Column 3 of Appendix 1, enfitled: Suggested training and 7 or development activity in line with the
National Qualifications Framework, which could enable the trainee ito obtzin recognition towards
a guatification for training untlertaken. Itis important to determine throngh the Training 7 Human
Resource Developmert 7 Skills Development Wnit within the municipziity whether unit standands
ihave been developed and registered with the South African Qualifications Authority that areiin line
with the skills gap and expacted] outcomes identified. Unit standards wsuslly have measursble
assessment oriteria to determine adhieved competency.

Guidelines regarding the number of training days peremployee and the nominations of employees:
An employee should on average receive at |east five days of training per financial year and mot
unnecessarily bewithtirawn from training interventions.

The suggested mode of delivery {Column 4 of Appendix 1} refers to the chosen methodology that
is deemed most relevant to ensure transfer of skills, The training / development activity should
impact on detivery back in the workplace. Mode of delivery consists of, amongst others, self-study
[the official takes it upon him orher to read e.g. legislation]; interz! orexternal training provision;
ooaching and / or mentoring and exchange programmes, £tc.

The suggested time frames {(Column 5 of Appendix 1) enable managers to effectively plan for the
annum eg. so that not all their employees are away from work within £he same period and zlso
ensuring that fhe PDP is implemanted systematically.

Workopportunity ereated to practice skill / development areas, in Column & of Appendix 1, Furthar
ensures internalisation of information gained as well as retunn on investment (not just 2 nice to
ihave skilt but 2 necessary to have skill that is used in the workplace).

The final column, Column 7 of Appendix 1, provides the employee witha support persan that couild
act @5 coach or mentor with regard to the area of leanming.
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