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WWHEREBY IT IS AGREED AS FOLLOWS:

|14

L 21

222

- 2a

s 27

. 3. Cormvmencement 3.1

. 32

Tihe Emplioye, mﬂmmh&mﬂEdMammmewﬂﬂhm
Wmmmﬁmmsnsmsnmmdsuum Sﬁl)ﬁil)l |
ﬁmwwwmmmmm&mmm@s‘mm
The Emgplioyer zmd tive Employee are hereinatier refemed to a3 “te Partizs". ]

Sertiom SP{1)t) of the Systerms Act, read with the tmmdinmﬂnwnenumdh&d&hﬂum&
tihe pariies, reguires the parties to condude am anmuel pericmanze agreement.

mmuﬁhmmﬂmﬂwmmmmmwmmmmwf
commibment of the Employee to2 set of ouicomes thet will secure locsl govermment pollicy grals.

mmmmmmmﬁmmmmamm).mdmdm"
Systemmes Aot

. 2 Pwposeofthis  The purpase of this Azreement is o

Comply with the provisions of Section STILNE), (48), (48] and (5} of the At as wel 3 the |
emplopment contrzcl enered inio beteesn the parties; :

Swnhuhﬂmamﬂmdduhywﬁmwamﬁ:ﬂu&mﬂmﬁwmdwm :
mmmm»mnmwmmwswo«m
empioyes’s perionmance 2nd scoountsibilites in alignment with the irtegrated Development Plam,
Serwice Dellwery amd Budisss Implementation Plan (SDEP) and the Budzet of the muncpality,

Wymmﬁlﬁﬁaﬂmhahimm!hmuﬁd&ﬁmmmm:mmg

i
Monitor and mezsure peyfonmance against set @rgeied owipuis; i

Use the Performance Asreement as the basis for mxguwtmlheemmhasmaﬂm
perfonrmance expetizlions appliczble to hie or her joib;

In the event of ouistanding perfommance, to agpropriztely rewand the employes; I

Give effect to the Wsmmammmmmmwm
employes in zitzimng equitable and mmpuowed servive deliveny. £

This Agreemment will commence on 1 July 2021 zad will remain in fore el 30 Jome 2002
theresfter 2 new: Performante Apreement and Performance Plan shail be contiuded between the |
parties for the next fimandal year or sny porfion thereaf. :

MmMSﬂmwmmmmwwﬁmmtmﬂmme |
indicztors (KPls] of this Azresment 2t zmy tione dwring iits Serm.

33 The parties will om an zmauel basis, in tenms of the provisions of section S7(2){a) of the Systems At ;

- 34

:»-l. Parformance .4\_1
Dibjierties ;

rondude 2 new Performencs Agreement znd Pariormance Plem that repleces this Apreement iy
nit Izster then one rmomith 2fter the begimmimg of sach sucoessive fimsnde] yezv.

ufammmmmuamoﬁmwmmm-mmmcmaam

of Governmant oy Cownsll ov othensinz) to the exieat thet the contents of this sgreement 29 nD

The Perfonmencs Plem (Annesure A) s=is awi

4311 Yey Periommance &ress thet the employee showld fogus om;
$12 Caore compelendies requived from employess;
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51

33

55
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513  The datepic obpdives, key perfoomane indicztors snd tanpets thet must be met by
tihe Empioyes;
414 Ihemmmﬁamw&hmwhmﬂnﬂmmﬁmmmmmmmmm

mmmMmmmimmmmMWMMmﬂm
it Iy the Emmployen :mmmmeﬁﬁeWﬂ&aMWum&elwmet
Plam, Service Delliveny 2nd Budiges Implementation Pian (SDEP) and the Budges of the Emaloyer,

mmmm:mmmmmmmmmn
dzsomption of these efements follows: !

421 mmmmm&mwmumamwmmmw
e achieved);

4232 WWMWMWWMmWam
ohjedive needs to be achieved:

423  The tznget dates desoribe the tmmeframe in which the work must be achieved):

224 mmmmrm;mdmwmmmmm
objectives znd ey perfonmance mdlczions to exch other.

WUNIPRO| —

mmwmwmnmm'mmmmmemm
adogts or inboduces for the employee, menapemerit and mmumicined stai.

TheEmgﬂweeamemsﬂmﬂepw;:oun&ﬂzepeﬂfamnamzmamgemmtsyﬁrmm‘dllbemQ
mammmmmmmmammmmm
mumicipal st=5 1 perfonm: to the standasds requined. !

msmmwlwmwmmmwmwmmmmu
imcluded in the periormance mansgement system 2s applicsbile 1o the employee. ,

The Emgloyes undertakes o artively foous toxards the promotion and i mwhmalilmdnht
KPR's, fm:lhdng sperial projects relevant 1o the employess respomsiliiities) within the lbd

The criterie upon which the performance of the Employee shall bemdmmfstdm:
mmmmmmdequWMMhdmmmn
the contzined in the Pesformance Agreement: i

551  The Employes shall e assessed against both components, with 2 weighting of 8020
ammﬂmmmpmmmm'qmmmmmm
respaciively.

552 Eﬂmdmﬁdhm@mﬁmﬁﬂlmﬁuam&mmﬂm
1otzl soore.

mmmu’smmwwﬂlhmdamhisﬂmmwmnmmmmd thelzyl
mmmemmmmmawawm»mmmmm.j

fio | Key Perfonmance Areas (KPA's) Mamber | Weightimg

Anmm’smﬁkﬁmaemdﬁmdmmmufme&mmmdmm
areas. In the case of manegers directy zccoumtable to the municpe! marsger, other key

Wmmmmwnmﬁwmmwrwmmmm,

o negoliation betaeen the muaicipsl manzger 2nd e relevani managsr.-

of iPls
1. | Gosd lezdership and gowernance | B 172%|
2. | Efident and effecive information Coswremication Tedhmology @ o%|
L]
2. | Transiormed instituticn with competent and capaile umen apital 1 2%
4. | Financal heaithisr and sustzirzible ervirommmsmt 2 B
3. | Provision of besic serwices 1 EO% ||
& | Sesmimatle Local Sconomic Develogenen: 8 7%
Tota - 3 1003 |

m_<
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58  The leating Mensgeriel Competencies (LMICs) will melie up the other 20% of tie Empimyee’s

mﬁm@@mm@ma%bﬁﬂmﬂamdwmﬁmtemﬁutw&nm

EnW@sMcMslnuM besdmedﬁfjﬁmwiathﬂhwaszgeedmmmm‘
! ) LEADING COMPETENCIES
§ Leading Managerial Competendies (LMCs) choice Weight
; 1. | Swatepic Leadership B3
‘ : * lmpact and lnfiuence

§ * Instituthonz] Ferformanoe hanagemeant

i ; » Strategic Planming and MansEement ;
I ! » Orzanisaslione] Awseness i
i § Z. |Penple Mansgement Compulsory | £3

* Humazn Czpita) Phomng and Developrment

] * Diversing Manapement

: » Employes Reelicns hWanagement

- Wmamnmmm

] 3. | Program and Project Management &3

i * Program and Projert Menazemend and mplementation

* Seqvice Delivery Managamend ‘

; * Program and Project Maonioring 2nd Evaluasion i

4. | Finangiz) Mznagement | Comnpuiscry | 5.3
_ : + Burdiget Manming and Exzculivn
: * Financie] Stategy and Delvery
-; '+ Financia) Reporting and Monitssing
£ . 4. | Change Leadership 53
i f ‘ © Chamge Vision and Strategy
; i s Process Design and impooyemant :
; ' + Change mpact Monidosing and Evaluation |
i : 6. |Gowernamce leadership £3
i * Policy Formulation ?‘
‘; » Risk And Compliznre Marsgsment
| § 7. |Maral Competence £3 :
| & 8. | Pllasmiig 2ol Ovgamisation 53
i 5. | Analysis and innovation g3

10. |Knosledge and Information WManagement 83 i

11. | Conmunication 83

12. | Resuits and Quality Forus 83
Totzl peroentage - 100%
7. Evaluating 63 The Perdomnance Plan (Aanneare &) to this Azreemment s=ts owt =
Performance
611 The sardards and procedurss for evalusting the Employes’s perfonmante;
£12 Theinenss for the evsluetion of the Employess perfommanoe.

. 62 wmmmmmmwmwam,memwmmmwmr
mm&m’;maawmuﬁmmwmmdwmm
force.

4 st be dotusnent=d in a Personal Development Plan 2s well as the alions sgreed to and
implementztion must tzke plecs within set tmeframes.

64 The Employee’s pesfonmante shall be mezsured in terms of contritutons o the stategc
chjectives and strategies st cut in the Errployers IDP.
65  The Answal Pesformance Appraisad will imobie: /X,/L}
mM-X
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51 Fssessment of the acvievement of results s autiimesd im the Performangz Plam ?

(=) Each KPA shall be assesed acoording to the eent to whith the specifed |

f mmefwmmMmahmhmmmMdeﬁnnmmw
i : o tzshs thet had to be perfomned umder the KRA.

i Wtuewwfaﬂh%mdmmaummmkasmdm
Instiutione] Aesessment. Based on the Tampst for 2m activity or KPI, ower o under
pericmmence e wliolsied 2nd comverted to the 1-5 point sale. These swores |
sre camizd ower §p the spplicaile =mployes’s perfonmance pilm. Dwning
zssessment, the employes has a dhanre to sulbmil evidemce of perioomance. i

ich  The spplicsibile sssessment raiing celnlator shall be vsed to caliouiat: @ fimal KPR
e

652 Spsessrment of the competencies

i (=) Eachcompetency shel hemwﬂmdmgmthemmwhdhmwm

| sizadands have heen meat.

i : 3] Mmdﬂne@mmmefmﬂmgkﬂnlhmwwfwmhmq
fich mdﬁ!h&nﬁm&eﬁ@ﬁm@mwmmuﬂommarng

: ttihe contracting prooess, o provide # soore.

! : (@ The spplichle asesment Rong olodato nt*ranusedwca!wmeaﬁmdl

'3 : ODMpeteny SCOng.. ]

653 Owezdlll ratimg

2o ovesall rating s alcuited by wsng the appicable sssessmant-rating calbwiztor.
Such orerall reting represents the cutnomss of the various weighted ratimgs cortzined |
i lhe Performante Plan, wiich repmessnits the oulcome of the perfommente appreissl

£5  The zssessment of the perfionmance of the Employee will be bazed on the follomwing rating scale j
fior KPAs amd Competenoy requiremenis. i

Rating | Terminclopy |Desoription X
Parformance far exteeds the standizrd expected of am emyplioyee
at this lewsll The appraissl ndicates thet the Employes hes
Duistanding | achieved above fully effective resalts against 21l perfornmence
Perfonmanre || cnterie and imdicators as specified @ the Pesfoomance
2greement and Perlormance Pan and maimtaimed tis im 2l
aveas of responsibifiny throughout the yesr. {
Perfoomance i significantlly Figher tham tihe stamdard expecred |

| Performance | e job The sppraisal ingicates that the Emyployes has|

4 significantly oo iadieuecla!lmeﬁul\veﬂactis'eusulﬁsaﬁims\tnmmzt!@ramlizidfal?
. 3 | tihe perfonmante oriteria and indicztors amd fully actieved 20|
Sxpectztions. | siihers througout the year. §
Performance fullly meets the standards expected in aifl aress of |

; _ m;mmwmimwmmmhamu

3 fully e 3 arhizved effertive reswults 2gzinst 2l sgnificant perfonmance |
oiteriz and imflcatons 2s spedfied i the Pesformarcs |

Agreement @nd Performance Plan. i

Perfoamance is bdow the stzndard required far the joiz in key|
srezs. Peromence meets some of the stendands expecied for |
P Ferformance | the job. The redewfassessment imdicates thall the emglogee |
met fully effective | hes adhieved below fully efecive results agsinst mane tham haif |
tine ey perfonmence oriteria and indisstors 2 speciiied in the )
Pioomance Agreemant and Performance Plan.
Perfommence does rot mmeet the stantsrd expertes) for the joib. ||
The reviewfzsessmert indcates thet the emplojee bes|
arhizved below fully effective resplts zgsinst limost &l of the
Ureoepizble | perfonmence witeriz snd indicators s spedfied im the||
Perfoomence | Parfonmanoe Agreemant and Perfonmance Plen. The employes |
' fhas failled to demonstyste the comamizment or skl to brimz ||
pesfonmamee wp o the level expedied in the job despie

ranapemEn] efors 10 SrCourage Impronement. ]

-3
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71

72

73

| 74

75

81

- 91

- 191

Fmﬂremrpma?maﬁuaﬁmm;pmﬁmmmceuﬁmemﬁm%mw repartimg to the |
srumicipel meneger, am evaliztion pame constituted of the following persors must be exmitiished

671 Rumicipel Wanager (Chainperson)), f
£72 Cheinperson of the Perfonmance Audlt Conmmities; i
&73 Memiber of the Mayorsl Ereouive Comanittee; amd
E74 Rumicipzl Wanager firom anmtiher mondisipslity. 1

The mereger responsitie for human resowses of the mmidpaiitwmmmﬁdbmmm;
serwices tn the exalustion panelk refered to im Section 6.7, i
i
mmmdammmlnmgﬁmmmmmwwlhEx
mmmmwmmwﬂsm&mﬂnmmm
reviemns in the first and thind guarter may e versl i pesformance iis saticfaciang: ;

First quarter = Twiy-Seplemier (October 2021) s
Segond guarter = Drteher-Decembes (lanuzry2022) i
Thiind quuartes s lanuary-Tzrch {lAgril 2022)

Fourth quarter T Agwil-Seme dy 2022)

The Empinyer shedl heep 2 reonrd of the mid-year review and armual assessment rmozbngs.

WWM!MMMMEW;W&MWW&
pesfonmance. !
The Employer will hmwmmmmkewawmkﬂewwmheww&moﬂ
Zanzxure A from e o tive for operstions rezsons. The Employ=e shalll e fullly corsaited
ttefiore amy such change is made. i

T e Emmyiiones mMMpmdﬁmAammmmmm;
system is adopted, implemented and/or amended 25 the case may be. n that case, ﬂn&n;ikvga
shil be fully corsulted before any such chenge is madie.

mmmmmmmmmmgmmlwmwmw
as identified during 2my performante nevize dierussions.

The Employer shaill:

513 Cresle an emabling emvsomment to fadiiiste effecive performance by the employes;

912 Prowide scoess to sdils devellopment and capadity bodlding opporntumities; !

$13  YWork collsbovatinely with the Employee 1o solre poblems 2nd gemeraiz sohtons o
commmon prebierms thel mey impact on the performance of the Emplloyes;

912 ©On the reguest of the Emgloyee del=gste such powers ressomzhiy required by the
Wmm&ﬂehmﬂ!mmmﬂmpalmmmwmmﬁw ‘
it temrms of this &gresment;

915  Make zaiabie to the Employse such resosnces as the Employes may ressomaibly reguire |
from time to firme io acusl hign o meszt the perfonmance ohjedives and tErgets
estaiblished n tenms of this Azreement.

Tine Emplioyer szrees o consull the Emplogee tmeswsly whers the excrtisng of the pomers wil
hzve zsmomzst others

1012 Adved effed on the performence of amy of the Employes"s fumctione;
1017 Committhe Employes to impizment or to give effect to 3 dediton medie by the Emplioyes
113 & sulstanitial firentiz effect on the Employer.

2021/22 PERFORMANCE AGREEMIENT PageGonl



IZ  The Employes agrees to infonm the Employes of the outcome of amy dessions tzben guraent o
tihe exercice of powers comempizted in 1001 a5 soom 33 & pracdticaiiie to ensiie the Employes o
| take amy namessary aciiom witihowd dedy.

12. Manegementof 111 The evaluation of the EBmglyes"s perfonmance willl form tihe basis for mwngummndtn{
Evalluation perfonmance of comecting wnarceplzbie perfonmam-e.

| ' 112 A perdonmance bomus of between 5% to 14% of the all-ndiusive 2nmue] remumenation pacege
! may be paid to the Employee in recogniion of outstanding perfonmence o he constituted a5

! follows
| 1123 A score of 130% to 167% s sesrded 2 perfonmance banus rarging frmm 5% o 1472 in
| imcrerments s follows:
|
% Rafting over Perfonmance % Bomus
120% - 14%% TR . O
1505 and abowe 0% - 1456

. 113 in the case of waroeptzble performence, the Ermployer szt

§ 1131 Provide syslemalic remediel or devellbpmenta) support o assiel the Emﬂmum:rmm
§ s or ey pedcnmance;

R LTS

by

1132 memﬁwm:mmadﬁ*gaﬁhemmm&dﬁemwmm

meﬂmwdlnmm&ﬂemfmnwmwtnmfmma,th

} ; Wmm@:mmmmmm;mmmmmmmm
: termimation of The contratl of employment.

13. Dspute 121 WMWW:MMWW:MMMWMMWMMMM»

Resolution : heycespmmﬂiua,mmﬂumeﬂmd&camnmland!mawndmnmnummmdaﬂm;
ahiall be mediated by:

1213 Inthe case of memagens directly sccountabie to the mumicipal manages, the amum
maryr of mrayad il thirty (33) days of receipt of a fonmal dspumlmmeanmee

- 122 Mw:ﬁmmmmdﬁtemmhv&swmmmmMmbem;

1221 inthe r3se of manzpers directily aconuntzble to the mumicipsl manager, amm&mdﬂm
il ooungl, provided that sorh membes was mot pa of the evaluation pnnd
providied fior in sub-regulztion 27{2)e) of the Municigal Perfonmance Regulstions, 2006,
mnmmwdmwammmmmumwm
shill e fimal and finding om both paries. -

. 15. Generall 321 The contents of Uhis agreement znd the outcorre of any review condiucted im lerms of Aroesurs |

2 mzy be made avsiishle to the public by the Employer.

122 Mething in this agreement diminishes the obigstions, duties or surontaities of the Emgloyes
in terme of bief her comvact of emplogment, or the eferts of exsing or nes regulatons,

cirowlzrs, polcies, directives or otiber imstramenits.

|
| 14. Amendment to : 1323 mmmmmmmmﬁmgmdmmmmmammi
1
1

: 123 Performwence sssesoment results of the wmunicps! manager must be submitied to the LD
responsitie for leczl gorermment in the relevant province 2t well 28 the reliosel minisler
responsitle for locs) povermment, within fourteen §{19) days after the comdipsion of the
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Thus dipne and signed 71 CARDLINA o this the 297 dey of luly 2021

i
|
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ANNEXURE A !

PERFORMANCE PLAN
Name: Jabulani Wonder Shabangu
Position: Director: Community and Safety Services
Accountable to: The Municipal Manager
Period: 1 July 2021 to 30 June 2022
i Dvenview
11 Pumpose

mmmmmwsmdummwmmm
wmﬂﬂﬁmamwmsﬂﬂdmwmmmmm
MMWNMM&WM&MWM&QE&WHS
Iintegrated Develnpment Plan (IDF) 2nd 25 reviewed annually.

12 Olbjectives of Lozl Govenmmeant

mmmdumﬂmwmmﬂwmm
agzinst sl perionmance indicziors:

21
22
23
24
25

Frovide demoratic and acroumtatlie govermmment for lozz! commrumities.

Ensure the prossion of services 1o communities in 2 sustsinziie mammer.

Faomaie 2 safe and heathy erwironmend.
Bmwmﬂbim&mtdcmm@mdmﬁmynmiﬂmhme rmztzers of locall povemnament.

i3 Key Performamoe Areas

mmmmmmm:mnmmmwm“m
WW“MFMWWWW&&*W

31
32
33
34
35
36

Rumicipal Transfonmation ars Orpznisations] Development
Infrastructure Develivpment and Senvice Delivery

Lozl Bromammic Developmeni {LED)

oz gl Finemcial Visility amd WMerepement

Spatiz] Rationzle zmd WMuridpsl Planming &ignmant

12 BSC Perspecives

m&mnmumwdummmmm.wam

a1
42
az
44

Conmmminminy Satcfaction |
Fmamtizl Perspeciive 1
lnetizatiore] Processes '
ligzrmimg =nd Coosth {
\
\

15  Swetepic Ohjedives

To emsurs provision of b senices [Refuse Remaonal)
To ersurs sestzinelde loca ercnnmic devslopment
To awmurs _Commmusiny zmd Sai=ty Senioes - Capinzl Projecs [2018/13)
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The Position

21 Punpase of the Position

Tho cresite and render effective and efficient community and safety sewvices

2.2 The Direcior: Community and Safety Sarvicesis accountable and responsible for amongst others:

224

222

Waste Managamant

~  Renderingrefuse removal senvices in 2 numbar of areas
- Supplying refuse bins to Hillatile households

- Maintaining landfill sites

- Maintmining muricipal cemeteries

- [Establishing new cemeteries

- Construction of taxi ranks

Library Services

Disaster Management

- #eporting ondisaster inciderits and attendance within 22 hours
- Conducting disaster managemant awareness campalgns

- Implementing traffic law enforcement programs
- lissuing traffic fines

Budget Management
- Managing departmental capital budget (operational)

2021/22 PERFORMIANDE AGREENMIENT

oy M

Page 10 0f22 (7@

L&



5SS

T2 40 11 98ey LANIWIINOVY IINVINHONId 22/1202 M
sl i
0 8"z ‘ LNIWIDVNVIN AV V)
0o 8z TWLIdYD NVIANH 318VdV ONY ANILIdINOD HLIM NOLLNLILSNI GIWNOJSNYYL 3UNSNE OL '€ JALLDAME0 JI1D3LVHELS
(Arenuer T€) sAep 09
[218)5)39) U|YIIM PoAjLD)
0'0 8'2 %0 %00t %96 guawyiedep |y | sBuipu)y aIpne |BuexR o ¥ | 8
"panss| uaat] sey
Jodad JIpne (Buaiu) 1eye
SARP OF UIYIM PaAosal
0'0 8'C %0 ‘ %007 %ae sjupwiedap (v | sBuipuy JPNE [ELIIU) JO % L
%0 uaneyAY) Jad se papualje
0'0 8't 001 %00T | sjuawiedap ||y sujeow wnio) oy | 9
%0 (12unod
pue |BIOABIA ‘08 UB(1208)
papuane sfupeapn
0'0 8't | e 3 sluawniedap v §84N12N438 (13Une) g
%0 aJNaNJAs
asueuJancd Jueaa|al
0) panwgns spoda.
0'0 8T ‘ [41 L6T s)uawiledep ||y jueweleuew o JagqwnyN | ¢
o' T'el ~ dIHSH3QV31 ANV FINYNYIAOD Q00D :Vdl
%0 panoJdde sugd
juawedap pue sajaies
0'0 82 ‘ - I 0 siuowysedaq ||y |eiuBL3IRdRp 4O JBgunN £
oo |8 STUNLINYLS FINVNYIAOD (¥d)l
PEMBIARY SJBLIELD DI|AIDE
0'0 B8'Z 1% 1 sjuawnedaq ||v | |euawedep Jo Jaquiny | 2
. i “8a)aj0d
0'0 82 | 68 13 sjuswedaq ||v pamajadd Jo Jagunn %
0' 9's S3¥NA3208d ANY 53121704 (Vd)l) VANV FINVINNOL¥Id A
JINVNHIAOD ONY dIHSHIAYIT A00D JUNSNI 0L :T IAILIAMEO0 J1DILVYLS

R oE

ON

4180S Z20Z-TZ0Z DY) 5& 52A)I20[q0 21dRedls '€




'S
.

ssw

7Y

Tz 4027 8feg LNIW3INDY 3INVINEOINAd 22/1202
0'0 9's LNIANOYIANS H34VS ANV AHLIVIH Vd)
pR3anpuUoa
¥ LERITYETS awwelBoud ssausieme
0’0 g2 v Ajunwwed ADISES|P J0 JRGWLInN | 6T
) §80|AI85 papuele
0'e gt %00t wee Ajunwion SUBPPU JojEEsIp O % | BT
o' 9's ANIWIOVNVIA ¥3LSVSIC V)
payieddns sainian.is
) L §22|AJ08 juawana veneiauaiay
00 82 Ajunuiwen |0 JO JBGWAN | AT
B AR B J6)
v T s8aIM8S | pasiueBio sluaal |BanN3
0'0 8'T ﬁr Ajunwiwen pue g3.1008 jo Jequiny | 9t
o' 9's B LNIWJO13AIA TVID0S V)
00 §'ze ANIWA013A3A JINONDIE 1¥I071 T1YNIVLSNS UNSNE OL 19 FALLIAMGO JIDILVYLS
%0 : §89|AJ86 FENENEN
00 0'oz 9 9 Ajunwwen §8112)BWRI JOJOquNN | §T
%0 RIS paueiuleil
0'o 0'0z § § Ajjunuiuen §0))5 |Rs0ds|p JO JRQUWINN | BT
%0 ) "Sployasnol|
00§ 314 523|A0S 2|qe||ig o3 peyjddns
00 00z i Ayunwwe) SUlQ BSNYBJ JO Jaquiny | €T
%0 RIS §0D/AIB6 |BADWIDJ DENGDS |
a0 0'0z 9 9 Ajunwiwe) | Buiai@aa) seale Jo Jaquing | 2T
o'e z'oe - LNIWIDVYNYIA 3LSYM ‘Vd)
o' z'os _{(NOILVLINYS ONY HILYM ‘ALIDINLIZTE) STIIANIS ISYE 40 NOISIAOYHA JUNSNI OL IS JAILIAMEO JIDILVYLS
%0 SUOLULLING
000 64 §221AJ88 | SuawaBupiu) a1y panss|
0’0 8'C N | 0S8 201 Apunuiued | yanoiyy peine|ea anuaasy | 11
%0 PaaINos s1uEE
oo |8z ¢ 0 sjuawyedag | leuonIppe 40 Jquiny | ot
o' 9's ANIWIDVNVIA 3NNIAIY V)
0‘0 9's e ANIWNNOYIANI 318YNIVLSNS ANY H3IHLTVAH TVIONYNIZ Z4NSNE OL i 3AILIAIE0 DIDIALVHLS
%0 PaAGIAdE 5i8)s|do.
0'o 8'C 21 4 sjuawedag ||y | 2AR) AjYiuew Jo JagLunp 6




T2 0 €1 28ey
S

s

LN3IN3UOV JONVINHOLNA 22/1202

T ONILYY TIVHIAO |
. 49T 2HO0IS QINIENOD TVLOL
0 PET B ‘ SV3HY 3DNVINHO4H3d A NO 3M¥ODS 1VLOL
) sal|AR8 panss|
0'0 8't %0 wot e AUNIWOD | 58Ul 3Ry Ul BSeRIIU| 3 | EZ
- pajuauia|dul|
21 g8 gpaIMRE | sewweBeld Jualidiome
0'0 8T 4%0 Aunwwe) MEB| D)) JO JBGUWINN | 22
o' 9's LNIWIDVNVIA DId4vHL 'vd)
§@3|A18S Pajanpuea suH|edwes
0'o 8't v v AUNWWe) | |EIUBWUOIIAUS JO JBGWNN | TZ
o payuaLa|dw) _
0€ 0f FEBITSETS awweiBoid ssaualeme
00 8'2 Alunwiwon Aseig) Jo JeguwinN | 02




T2 40 pT a8ed

LNIWITHOV IINVINEOIEI 22/T202



6. Approyslofthe Performance Plan

The process followed ensures individual ziig

nroant fo tha strategicintent of the institstion and gives dlear dirsction on wihat needs

o0 Ibe achleved througha sef-directed approach to execute onthe ohjectives, to hufld sound e latinmstips, o develop human capital

and to strengthen the onganisation through excallent perfon

rance. This pilan has derived from intanse work shopping 1o ensure

integration, moflvaton and selfdirection. The employer antl emgloyes hoth have responsibiities and ancounitabilities in getting
wvalue From this jplan. Neither party can succeed without the supportof the other.

{ndertsking of the employee

1 herewith confios that & wnderstand the shelegic
importance ©f imy jposition  within the (broader
anmnmhmmmmmﬁhmtmnumﬂmﬂﬁhe
punpose af my position, as well as the orherla on which
my performance shall be evaluated twice annually. As
such, 1 therefore commit to do my wtmoest 1o live up $o
these expectations and to serve the organisation, my
mper;iam,mymdllaagnzsmﬂtﬁ\emmmumwwm Toyalty,
integrity and enthusiasm &t all times. 1 hereby confirm
and accept the conditions 4o this plan.

Gigned and accepted by the Employes

Wnttertzking of the employer / superior

©n behal of my srgarmisation, | undertske 1o ensure that
2 work environment condugive for excellent employee
jperformance is established and maintsined. As such, 1
undertake tollead to the bestof my ability, communicale
comprhensively, and empower managers and
employees. £mployees shall thave ancess to ongoing
learning, shall be coached, and shall clearly unterstand
what is expacted of them. 1 herewith approve ithis
Performance Plan,

'Signed and accapted by the Municipal Manager on

behalf of il

A g

Date: Zg“@f?/wi’fl

202122 PERFORMANCE AGREENMIENT
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Performance Assessment Process

The Fuillowing steps shall be followed ko ensure 2 flly parficipative and compliant performance assessment Protess is

adherat] to.

2R

2021722 PERFORMANCE AGREEMIENT

1.3 anmﬂlammmﬂsbﬁﬁmm@lmmmdmmlmymwnlﬁdkgmmm:wmmmm
performance of the employee apainst the agreed jperfonmance targets for the half yearly and yearly
time petiod :

12 Progress against the KPI's and Activities shall be capturediin preparation for the review.

13 Scores of 1-5 shall be calouifated hased on the progress against targsts.

14 Orgarisational KPI's and activities vesuilts are audited and copited o the Pedormance Plans before

assessment date.
15 The employer must keepa recond of the mrid-year review and annuzl assessment meetings.

The employee being assessed will compiile a portivlio of evidence confirming the llevel of perfformance achleved
ffora glven review period and made avallable to the Panel such evitence onreguest.

Thhe process for determining Employes ratingsare as fallows:

23 The employee to motivate for higherar lpwer ratings where applicable.

32 “The pangl to rate the achievemerit for the Ke's and +hait of activities ona S point scale. Decimal places
may be used.

33 The panel to rate the employee’s core competency reguilrements {CCR) on he 5 point scale. Decimal

places may be used.

34 The panel scores are averaged to derive at a ftotal score per KPI / Activity / CCR. Overall scores are
calculated by taking weightings inte ancount where applicatile.

35 “The final KPI’s and Activities rating will account for 80% of the final assessment total. The TCRs are to
account for 20% of the final assessment fotal.

The five point rating scale referred to inrepulation 805 correspond as Tollows:

The assessment-rating caloulator s used +o calcutate the overall 9 score for pedormante.

The half-year review rating may be used in combination with the annual jperformance assessment o devive ata
Final Amnual rating soore.

The performance bonus parcentages desoribed in the parformance agreement sl be caloulated on 2 sliding
seale of the allindlusive remunaration package a5 Indlcated in tailie beow: :

130% - 149% 5% - 8%

150% and sbhove 0% - 14%

Tihe resuilts of the performance and development review {PDR} shall be submritted to the Municipal anager Tor
finzil approval of the assessment/s.

The performance assessment resits of The Municipal Manager shall zlse be submitted to the MEC responsible
fFor Local Governmentiin ¥he relevant Province.

<
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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 DIRECTOR:
COMMUNITY AND SAFETY SERVICES

JABULANI WONDERBOY SHABANGU

wi-S /J\l/
Pagei7of21
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1. Persona] Development Plan

11 A manicipality should be cornmitted to—

)

((b)

The continuowus traiming 2and development of its employees to actieve its wision, mission and strategic alijectives

and empower employees; and
Managing training and develapmenit within the ambit of relevant national policles and llzpislation.

12 /A muriigipality should foliow an integrated approach to Human Resource Management, it 352

=)
itb)

©

®

{e)

‘Human resource development forms an integral part of human resource Flanning and management.

in order for training ant devalopment strategy and plans o be suncessiul it shall be based on sound Hurman
Resource {HR) practices, such 25 the (stratagic) HR Plan, job descriptions, the result of regular performante
appraisals and career-pathing.

To ensure the mecessary linkage with pedformance management, the Performance Management and
Developmant System provides for he Personal Development Plans of employees ito be included in thelr annuzl
performance agreements. Such approach will also ensure the zlignment of individual performance ohjechives to
the municipality’s strategic ohjectives, and that training and development needs tan be identified through
performance management and appraiszl.

Career-pathing ensures that employees are placed and developed in jjobs 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 framewarkand profile for Municipal Managers are attathed and
these <hall be linked to relevant registered wrilt standards to specifically assist them in complling Parsonal
Development Plans in consultasion with theirmanagers.

Parsonal Development Plans are compiled for individual employses and the data collated from all employees in
the municipality forms the basis for the prescribed Workptace Skills Plan, which municipalities are meguired to
compileas a basis for all training and education activities in the Muricipslity ina specific financdial year and report
©n progress made to the Local Government Sector Education and Training Authority.

13 The aitm of the compllation of Personal Development Plans s to identify, prioritise and implement training needs.

14 Compiling the Personal Developmerit Plan attached 2t Appendix.

=)

{b)

2021/22 PERFORMANCE AGREEMENT Page IBof21 4y

Competency assessment instruments, which are dealt with more specifically in Appendix 1 and 2, shall be
established to assist with the objective assessment of employees’ actusl competencies against their job specific
competency jprofiles and managerizl competensies at a given jperiod in time with the purpose of identifying
thraining neads or skills gaps.

“The competenty framework and profiles and relevant competency assessment results witll enztile @ manager, in
consultation with his or her employee, to compile a Personal Development Plan. The identified training meedls
<hall be anterad into Colurmn 1 of Appandix 1, entitled Silis 7 Pedfonmance Gap.

The following shall be carsfully determined during such a process:

i) Organisationsl needs, whidhindlude the Following:

»  Strategic development privrities amd competency reguirerents, in line with the municipality’s
strategic objectives.

»  The competency reguirements of indivigual jobs.

®  The relevant job reguirements (job competency profile) @s identiied in the job desoription shall
he compares %o the current competency profile of the employee to determine the individuals
TOmpEIenCcy gaps.

»  Specific competency gaps asidentified during the probation periot and performance apprais| of
the empiloyee.

L i} Individual traiving nesds that are job / career ralzted,



ffc)

{te)

ity

L0

2021722 PERFORNIANCE AGREEMIENT

Next, the priovitisation of the training meeds [1 to ) shall be disted since it may not be possitile to adtiness )
identified training needs in 2 spedific fimancial year. it is however, of orifical importance thet teining meeds be
addressed on a phased and priovity basts,

Trhiis implies that =l these meeds shall be prioritised for purposes of acoemmordzting critical J sttegic rining
and development meedsin the MR Plan, Personal Development Plans and the Workplace Skills Plan.

Considaration must then be given to the expected outoomes, to be listed In Column 2 of Appendix 1, so Ghat
once the intesvertion is completed the impact it had can ibe measured against relevant outputindicators.

An appropriate intenerition should ibe identified to adtress tealning needs /skills gaps and the outcome fa e
achiaved but with die ragard to cost effectiveness. These shall be Tisted iin Column 3 of Appendix 1 entitled:
Supgested tralning and/or development activity in line with the Nations| Qualifications Framework, which could
enagbile the trainee to oblEin recognition fowards a gualfication for training undertzken, It is important 1o
detenmine #hrough the Training / Human Resource Develnpment / Skills Developrent Unit within the
rariicipality whether unit standards have heen develnped and registered with the South African Qualifications
Authority that are in line with the skills gap and expedted outcomes Tdentified. Unit standards wsually have
measurable assessment oriteria to determine achieved competency.

Guitielines regarding the number of trairiing days peremployee and the nominations of employees: Anemgloyee
should on average receive at least five days of training per financial year and not unnecessarlly be ‘withérawn
From training interventions.

The suggested mode of dielivery (Column 4 of Appendix 1) refers io the chosen mathodology that is deemad
most relevant to ensure transfer of <Kills, The training / developmant activity shall impact on delivery backiin the
workplace. Mode of delivery consists of, amongst others, self-study [the official takes it upon him o1 her 1o read
2. legislation}; interndl or extemnsl traming provision; coadhing and/or mentoring and exdhange programmes,

The suggested time frames {Column 5 of Appendix 1) enabie managers to effectively plan for the annum eg. 5o
tthat mot ll their employees are away from work within the same period and alse ensuring that the PDP is
implemented systematically.

Witk opportunity created 4o practice skill 7 development areas, in Column & of Appendix 1, furiher ensures
internalisation of information gainedas well as return oninvestment {notjust a mice to have skillbut a necessary
o have skill thatiis wsed in the workplace).

The final column, Column 7 of Appendix 1, provides the emgloyee witha support person that could act ascoadh
ormentor with regard 1o the area of leaniing.
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