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WHEREBY IT 16 AGREED AS FOLLOWS:

L Iimtwodhuriion i il

|12

14

Tihe Employes, MAANDILA STANLEY DLARIN ihss entered irto 3 comtbract of empioyment wih fhe
wqmmmmwmmmmmmﬂmnammmwh
lorsl Govesnment: WMumicipal Systems Act, 2000 (ot Mo 32 of 2000 (“the Systems Act').
Tihe Enmpiloyer amd tine Emplioyee e hereimefer refemes to 2s “the Parties”.

Section ST} of the Systens Act, read with the Contract of Emglloyment concluded hetwesn |
thie pariies, reguines the garties o conclude 2n ammual pericrmane agreement.

The parties wish 1o ensure that they are dear about the gozlls to be achisved, amd seoure the
comumittmzrit of the Employes o a set of culttomes et will seoure lossl govermmzrit pooy goals.

The Parties wish tp ensure that there is compliance with Sedfions SFHLA), (48], and (S of the
Systems AL ’

2 Purposeoithis  The purpose of this Agreement is 12

' 21
| 22
23

| 24

27

32

33

3%

4. Perfonmance L 31

Comply with the prodisions of Ssction STINGE], (88), (Gﬁlmdﬁidmem;sudﬂmm(
employmant coritec entered i betweaen the parlies;

Snegifly ojeciines in temmns of the key perfonmante indicatons and tanpets defined znd apreed wiih
the emplloyes and D communicats to the smployee the employers expeciztione of the
emgloyes's pefonmmence znd acoountzbilites in aignment with the integrated Devellopment Plen,
Sanvice Delwery and Budgss implemeniztion Plan (SDEIP) znd the Budest of the mumcpali,

meﬁaﬂﬂisammhammﬂm,wmfmmmwﬁmr

TWeonito znd mezsyne perfonmarnce 2gins set tangeted owipets;

performance expeciziicns agplicabies o his or e jol; i

Im tihe event of oulstandimz perdonmance, 1o zppoprnistely rewand the emplioyee:;

Give effert to the empipyer’s commmibment te 3 perfonmance-orientated welationshiy with s |
employee in stamning egquitzbie amd wrproved senice deliverny. f

This Agreement will cormmente on 1 July 2021 and will temain i flzee wnill 30 Sume 2002
Mammmmmtmwmmm«mmmm
parties for the naat financal year or any portion thereof.

The parties will review the provisions of the key performance zrees (KPA's] and ey perfomrenes 5
imdlicators (EPs)h of this Azresment 2t amy time duing its tenm.

The partizs will oo an zanue besis, in venms of the provisions of secfion S7(Z)]z} of the Systems. A
contude 3 rew Perfonmzncs Agreement and Performancs Plzn thet replares this Agreemernd by
mot lzter dhan one momth afen the beginming of ezch suomessive firemdial yesr.

if =t Ay time danmg the tmm of this ageement the work envirommrent. alters (ahetine: 2 reswl ;

of Govermrment oo Coundl or oihereies]) to the exen: that the contents of this sgresment arz nx
lizoger zpprogricte, the comveats will immadiztely be revised. :

The Perfonmenoe Plan {Sarese A} sets out

2113 a2y Perfonmmancs Zrezs thet the employ=s should foous om;
£33 Cove cormpeisnsies reguired from emgloyees;
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413 MWEMMMmMMmmm;Mdmmﬂmmﬂme‘
e Emmplioyees,
214 mmmmmm.mmmmmmmﬁmmmmwem

€ 2 The perfonmance alijEctives, key perfonmance indicatms znd tzigets refiected n Amsmnunemm n
i MWWEWMWMM:MMWMWMWWMW

Plam, Semvice Dellveny and WWWW%&WP‘IMWWWJWW

! mmmmcmmmmmlﬁmmmmmmm

i : dizsariptivon of these elements folles:

i : 221 Thesvategic ohjertives describe the Srat=gic intent of the organization that mesis 1o
z § lbe aciieved: ‘
422 The key pedoomance indcators provide the messaemnents. an how @ strzegic
ohijedfive meeds 1o be achieved; i
223 The tzrged diftes describe the Gimeframe in wiich the work moss e achieed,
424 mmmmmmmwmﬁmmwmmw
oitiecives zmd ley perdormence mdczion to each alher.

5. Performance L ] MEWWmMWiiRMMMWMMEWJ
WManzgement mucmwmmmw,mmmmmm

32  The Emgloyes acoegpts Uet Uhe W;medﬂmm&mmmtemamtmﬁﬂhmg
mmammumnmmmtmmmmwmm !
wrumicips s128 1o perfonm 1o tue stamdznds reguined

53 The Engloyer il cowslt te empilyes atowt the specific perfonmense stendards Shet wil ke
E includied iic tihe perfonmante manzgement systerm 35 spplicaibie 1o the emplnyes. 4

54 T&EWWWMMM&WWMMWW&MM
EPR's, fimdiuding spedisl projects relesant to the employess responsbiites) witlin the mﬂ
Eovenmmznt framewesi. i

55  The criterie upon whith the pesfonmance of the Employee Mlhmﬂmﬂdm
MMMWMWCMWMMMMWNMH
lbe contzimed im the Performance Agreemmennt. :

51 The Empiloyee sl be assessed agant hmﬂimmwﬂs,wﬂhawdﬂmgdﬂ:m
alpmied o the Key Pedcmmknmmqmwww:wsmm
respariwaly. L

352 MMdekwﬂmwimamWﬁhm
il spore. I

56 The Employes’s sssessment will be based on Fisfter perfonmznce i tenms of mellew.
mmmammwswwnmmmm
MMMMHMmMWAgM‘mmmmwmmﬂmﬁ
resiiit as per the weghtings 2zeed w between the Employer and EBmplejer Rdenuawulb
iz

No  Eey Perfonmance frezs ([PA'S)  Mhweriber
| of KPis

Eood leadeship ard sovenmante: ] &

Sricent and cffectve IWonmEDDS Commmuncation Terhmrings o

‘ v .

rmmmmmmmbmw

Firantzl hesither and sustansDie emyiroranemt

Prmdision of Fesir serdces

Systzimeile Local Eoonamic Develaprment

| T

N

| [

Bla(8lalal a8 §

B el 8w~

SF Amsmmmm“mMEﬂmMMﬁmmmmem
arezs. In the s of memgess dredly zoooumtabie o the momops] aramagey, otfer by
m&rmmem%m%@ﬁmﬁmﬁmmmmmm&mmguﬁm
#2 meEnfiEtom hetaeen the municipz] menager znd the relewant marsgsr.

1<
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58 Tihe Lesding Menageriel Competences [LMCS]) will melke up the other 20% of the Employee’s
sesesement store. Core Competencies (0Cs) tihet are deemed to be most ol for the
E:mptbym”ssqpaﬁicﬁn&sﬂmwhsdahdﬁf'ﬂﬁmmﬁ&ﬂﬂ&ﬂbwmapzdwmmm
Empiloyer zmd Bmployse. i

= Hurmas Capis] Pannng and Developrment
« Diversity fesmagament

* Employee Relations WVianagement

» Negotiation and Dispuie Marzgement

3. | Program and Project Management &3
» Progrzan and Project Management gmd lrplermentanon
* Sending Deliveny Wanagemeant

. Wmmmmwwmm

&, | Financa] Management Commpuilsory | 8.3
» Budiges Flamaimg and Execution
» Financied Stiztegy ans Delverny
» Finmncied Repoeting and Monioring 1

2. | Chanpe Leadership 23

= Cinangz Yision and Strategy

& Process Design amd Improvement

» Changs lmpact Monitoging 2nd Evaluation
6 | Governance leadership

| » Polcy FonmulEion

¢ Rzl And Complience Managament

| * Cooperaiive Govamance

Core Competendes (OTs)

ilowal Conmmpetence
Plzmming and Orgzmisstion
Aralysic. and Ineswaion
 Eromiedee and Informetion WMenagement
Commanaricaiiom
 Remuills znd Quality Foous

o
[}

RIE|B|we|»|~

HEEBEEE
2

Toial peroeni=age -

| & Evaluating 61 The Performanme Plan anmeswres &) to thic Agreement sets out -

£11 The starderds and procedures for svaluating the Employes’s perfonmame;
H1F The imtensls for the esslluetion of the Employes"s perfzomzmoe.

&2 WMMM@MWWWWM&MMﬁmmm
renizw the Emglpgess peofonmance 21 any stzge wile the contract of emplpyment remzins D
e

st be dorumrented in » Personsl Deselogerent Plan 25 well 25 the actions zzeed o Zmd
irmpiemenizdion must tzie plers withn set Tmelameas.

54 The Employes’s performerce shall be messured in terms of commiwrons G fihe str=tegic
oitjertives and strztepes sai ot im the Ergloyer’s IDF.
Y
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- 65 Tine Amonuss! Perimrrmamne Apprzisal willl fimeoihe:

651 Jgmesyment oft the schievement of mesyils @ curiined in the Perfemmanes P

=) Fach KPS shall be assessed acooding o the estest to which the specfied
Mmmmeimmmmmmmmmmﬂmw

§ : : tho tzsks thal had to be perfonmed undler the KPE. :
i 1 i Mma&aewpﬁkﬂmmsmdm%mﬂe«MWkamdmi
‘ d Imstiutimnz] Assessment. Bzsed om the Tanpst for zn activiy or P, oves or wmies
pesfiormance are caloulated and coswented to the 1-5 point sclz. These sooves.

are canies ower to the applcstie employes’s periormemce pilan. Doring

zuassmeni, the employze hes 3 chemes to syt evidence of perfonmame. ;

{i¥ memmﬂauemmmwlhmdmm:ﬁwdlm;

DT {

652  Assessment of the competenozs

@) Each competency shall be assessed zroording o the entent o which the specfied |
(&) Anindicative rzing oo the fre-poin srzie shell be proy ded fior esch armpzzcy. t
) This sating shall bz muMiplhzd by the weghting gven to each compesensy siuring
i The ContrEcting peoress, to provdie 2 soomne. ;
: i wmmmmmmwmmmwmmmmamr.
i - i COMpEtEnny STOre.
£53  Owerall rating
£m oversll raung s caloulsted by using the appiicable assessmend-rating oot
J Suich ovesalll rating represents the outtcames of the wariogs weighted ratings contaimed:
} im e Perfiormance Plan, wdich represents the outtome of the periormenc: appraisal..

| . §6  The ssessment of the performance of the Employes willl be besed on the fafllmaing rating srale
; fioa KFAs and Compztenty requiremenis:

- [Costg | vemnotogy_[pescipion
! Performance far exceeds the dendard expecied of am emcloges
£ : { at this level The aporaiszl indicates that the Employee has
( & | Outstzading | achiewed sbove fully effecive resulls agzinst 2 perfonmarcs
i : Perfiormance | aiterie zmd indicators ss specifed in the Pedfonmarce
: Aprzement 2nd Perdcamanre Flan snd meinzined this w2l
aneas of respomsibiity thoughowt The year. ;
. Perfonmance i significzetly higher then the starderd expected ||
{ : A | im the job. The appreiszl indicates that the Ewgloyee kas)
f : s sgrifcamtly | yieved aibhove fullly eliertive results agains move thav kel of
wmmammmmmwan ;
et | oihers throwghout the pesr. g
| Perfonmance fullly meets the sandards expected in 2l smeas of
tihe job. The appszisal indistes thet fhe Employes as, fully
adiieved efectve mesuls azanst 2 senficant paformence
criteria andl indicetovs 2s specfied v the Perfmomares |
Perfonmance is belzer the sizndand seguirad for the joib im ey ||
arezs. Periormrance mesls some of the stemdhrds evpectied fior |
mot fuilly sfi=cive thes achieved beloe Sully Sfartive resulls agsinst moe tham baif |
I the ey perfonmence oz and indicziore s specfied in the
Perfpnmance Apreerment 2nd Parfonmance Plsm.

Pariamzmoe
Fullly cffactwe

s
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| 67

| 7. Sthegulefor 7.1

72

73

T&

i ' 75

£ Developmemtzl &1

. o Obligationsof 1

2021 f22 PERFORMANCE AGREEMENT

| Fatfing Tenminology | Desoription

has arhieved el fullly efertive resuihs 2gainss slmoss 21
u of the performante eniteria and indicztors s gpeaified in

’ the Performance Agreement amd Pesfoemante Pam The
empoyee has fzied to demonstete the commitment o
albiliing to brimg performance wp to the level exgedizd im the
jolr  desgite  meregement eforis @ EUWIEEE
irmgpravemment.

mmewpm'dmumﬂmmﬁxmmdmgcﬁanﬁmmmmﬂh:
amumicpE mEEEET, 30 evalination panel consTitutes of the folivaing persons must e establahed |

670 Rueicpe Manaper [Chainpersonl;

£7.2 Creimpzison of the Perfonmence Zwdi€ Committee;
£73 memiber of the Mayove) Execotive Comomiglze; and
574 Edumiciped Wanaper from another rmuninmpsity.

The meneges sesponsicle for human resourtes of vhe mmmqm#hvmmmemm
serwices i the evalustion panels refemed So im Section 6.7.

mmmmmﬁmmmnmmmmmmmmmm lte:
sevieswed witihiin the monih following the guesters 2 ndicated with te wnderdEnding that

meviiens in the first and third guaiter may e verthel i perforreznce s sefistEcoony:

First quarier - lwly-Seprentber {Otoiher 2021}
Seqomd quarier % October-Dersmier {izmumny Z022)
Tihind gyuaries 3 Javwany-Warch (il 2022
Fouwrth guartes - fpaii-lmne ({edly Z022)

Tihe Emglnyer shell keep 3 recond of the mid-year review and amme assessment meetings.

mmfmmmwmuwwsmﬁmmﬂ

PEITOTTErCE.

M&Wﬂmﬂkaﬂﬂﬂdhmm&m@kmﬂﬂedﬁmwﬂuwﬂmsmd'
WAMWWMWWW*MWWM&EMVWMM

hefore amy such change is made.

mmﬁmmmdﬂewmmdMAmmmmmm :
mtmwmmmaummmmmmmm&mm i

il ibe Fuilly corsuited before amy such chamge is mede.

The Persanal Development Plan (PIF] for adidiessing developmental gaps shall be doosmented
as idiemtified durime 2ny perfonmance sesiize SeouEsions.

911
912z
1.3

914

215

Creziiz an ensibiing envaorrmznt to fadiiEte effecive peronmance by e emploges;
Provide zoress o gills development 2mé capacity buiiding ceporiuniies,

Wimak coilebosatively witth the Employes to solve probieme snd gemersie soutions o
common probiems thet may Empa on the performance of the Employes;

O the sequest of the Employze dellEzsie suth powers reesonatily required by the
Wﬁmmemﬂkﬁmﬁ&rmmﬁmwmmaﬁmmmaﬂww
i terms of this Agreement;

Ifzie availlEble to the Employze suth resources as the Bmployes may rezsanaibity reguire
fiom tmre to Gime to assiEt hite o mest the perforence obfjettives amd tarzels
esatiished i t=oms of this Agresment.
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0. Comswilition imna

12

Evaluation
Dwitcomes :
1z
f e
22

2021 {22 PERFORMANCE AGREEMENT

Thhe Ernploger zgnees. to comsyll the Emplloyes tirmeculy wihere the eremmEing of tre pouens will

1011 Adinect effect om tie perfomrence of any of the Employes’s fumctions;

1012 Commit the Employes to impizament or o She effect 1o decision made by the Employer;

19.1.3 A sebstaniizl imenria! effec on the Bmployer.

WEmeWmmﬂkermmoﬁmmmmwmmmi
tie esenice of puwers contemplated iv 10,1 25 suon 36 s precticzbiz to el te Empojes o

taite amy mecessary sction willhool dety.

The evsletion of the Employee’s perfonmence will form the bass for rewardiing owtsszadimg

perfonmence or cormecting unancepizble periprmance.

AW@WMM%WB&%MW&W;MWW%;
mhmmmwmmmmdmﬁmwfmmmummMmy

fwlivws:
11231 & scoe of lmwlﬁm;smrdwapedmhmw&mmfnm%mm&m
iimoremenits s follows:
Zb Rating owver Perfonmamoe % Bomus
130% - B4S0E e - O
A% andl albowe : 10% - 14%

i the c3se of unzcceptzhie perfonmence, the Emmpioyer shall:

E

I

|

1131 Provide systematic remedial ar developmental suppont to ssist fhe Employee toimpone i

i o her perfonmance;

3132 Mwwmwmmhwdmmwmmw@m
andifor support 25 welll 35 25 rezspreble time for improvement in performence, the
Emﬂcmmmduﬂﬁuﬁuﬁsdnﬁmﬂmuﬁdmwmim@uzﬂumﬂm
Yerminatior of the contract of employwrent.

mdmmmw:dﬁmwmsmmmeMW}
key responsitiities, pricites, methods of aesessment sndf or amy otiver metter prowidied for,

sinzill be mediated by

1231 mﬂae:meofmymd’mmu&emﬁmﬂw,wmw'

T m‘wﬁﬂimﬂﬁntwﬁiﬂ}dmsmﬁmﬁnf&ﬁwmﬂdﬁapmﬁmﬂmw

Zmy dispates 2bout the outcome of the smployee’s performants evausificm, musl b medited

ooy

1223 mm@emmmmwmmwmw@mmm
WMmemmwmmﬁwmml
poowidizd For im sus-reguiaton 27j4)jE) of the Wumcipal Perinrmanse Regulzfons, 2006,
wiithiim thirty {30) days of receipt of a formal dspute from the ewpoyee whose deision
sl bz Fired zmd binding om bt ganiizs.

mwmmmmhm«mummm*xmmmwmmw
FEEEANENL




14. Ganerzil 141 The comtents of this agreement amd the ouicome of amy revies: condivcted im tenms of Arnehurs
A ey the et svailzbie o the puibllic by the Emploger.

142 Mothimg iin tis szrecment diminshes the cihigetinns, duties or socoumabiiliies mﬁnihe&mmﬂwee
: m-mmcfhum@mdoﬂmpihymuﬁ,mﬂhedﬁa@sdmﬂmgmmn@bﬁmmmﬂhm
poilizies, divectives or othes insinumenis. i

143 Pﬂhmmmﬂr&ﬁsdhmmpﬂlmmmﬂ&e%ﬁ&dﬁmth&ﬂ&”
rmﬂbﬁmbdmmmmﬁhmkwﬂwwmawdﬁmth&mﬂmm&mmm
responsitiie for local goverarent, within fowrtesn {14) dbzszfmﬂremmﬂimmxnfﬂie
AETEESIEL. :

: s dlome and sipned 2t CARDUINA on. this the 28" day of Suly 2021

1 P MAGUBANE
SERVICES i
| 2. __ e a
b
£ L e
1 =—— > —4-%
s 2
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ANNEXURE A

PERFORMAANCE PLAN
Name: MBUSO PETROS MAGUBANE
Position: DIRECTOR TECHNICAL SERVICES
Accountable to: THE MUNICIPAL MANAGER
Period: 1 JULY 2021 TO 30 JUNE 2022
Ovendiew
Purpose

The performance plan defines the Council’s expectations of the Chief Finandial Officer's performance agreement o wihich
#hits Aooument is attached and Section 57(5) of the Munidipal Systems Act {2003), which jprovitles that perfonmance
ohjecfives antl Targats must be based on the key performance indicators as set in the Munidipatity’s Integrated
Development Plan {iDP) and as reviewed annually.

Ohjectives of Local Govarnmant

The Following objactives of Iocal government will infonm the Chief Financial Officer’s performance against set
performance indicators:

24 Provide demornratic and accountatile government for local communities.

22 Ensure ithe provision of services o comrunities in a sustainakile mannar.

23 Promote soctal and economic development.

24 Prompote a sate and healthy environment.

25 Encourage the involvement of communities and community arganisations in the matters of locl government.

Key Performanoe Areas

The following Key Performante Areas (KPAs) as outlined in the lLocal Government: WMunidipal Plantiing and Parformance
Managemeut Repulations, inform the strategic objectives listed iin the tzbie below:

31 NMunictpal Transformation and Organisational Development
32 Infrastructure Development and Senvice Delivery

33 Lozl Eoonowilc Bevelopment (LED)

34 NMuniolpal Finandial Viability and Maragement

35 Good Governance and Puiblic Participation

36 Spatial Rationsle and Muricipsl Planning Alignment

BSCPerspectives
Formemnse Managemert System and will read s follows:

The B5C Methodology was used for the development of the Pe
41 Commuritty Satisfaction

4.2 Financidl Perspective

43 Instititiond| Proesses

24 learning and Growth

Strategic Ubjectives

To ensure finanoid healthier and sustinable environment

~P

Papge Dof19 3
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2. The Position

2.4 Punpose of the Position

o wresite and ranter effective and efficient administrative support and finantia services.

22 The Directar Tedhnical Senvices i avcountakile and responsitile for amongst others:

221  Waterand Sanltation Services

Supgilying water in 2l council areas

Managing the sanitation infrastructure

Gomyiliance to green and bluedrop

Reduction of water loses

ivianagemeant of distribution and purification processes

222  Electridity Senvices

Supplying of sleciticity
NMaintenance of public lights
Reduction of Energy losses
Compliance to NERSA regquilraments

223 Roafls and Stonm water Nanagament

Ensuring councll Road metwork (| Paved and unpaved) isiin maintainer
iManagement of drainage systems

instllation of footbridges on deep rursl areas of the municipality
Construction of speed humps toll thot spots of our road network

224 Flegt Maintenance

Mumiber of vehicles and yellow fleet repaired
Contlucting lifespan assessment of yellow fleet
Iimprove ife span of vehidles and yaliow fleet

2021/22 PERFORMANCE AGREENVIENT
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7. Parformance Assessment Process

The following steps shall he Followed to ensure a fully participative and compliant performance RsseSEMENt Process s
adherad to.

I Performance Rexiews

14 Formal assessments betwean employer and employer will take place twice a year to measure the
parformance of the employes against the agreed performance targets for the half yeatly and yearly
time period

12 Progress against the KPI's and Activities shall be captuned in preparation for the review,

13 Seores of 1-5 shalibe calculated based on the progress against targets.

14 Orgariizational KPIs and activifies results are andited and copied o the Performance Plans before

assessment date.
15 The employermust keep a record of the mit-year review and annuzl assessment mestings.
2. The employee being assessed will compile a portfolio uf evidence confirming the level of jperformance achieved

fora given review period and matle avallable to the Panel such evidence onreguest.
3. The process for determining Employee ratings are as follows:

34 The employee to motivate for higher or lower ratings where applicable.

32 The pansl to rate the achievement for the KPI's and that of activities ona 5 point scale. Decimal pilaces
may be used,

33 The pangl 4o rate the employee's core competency reguirements {CCR) on the 5 point stale, Decimal
places may be used,

34 The pane! scores are averaged to derive 3t a total store per KPI / Activity / CCR. Dversll scores are
caloutated by taking weightings into account where applicable.

35 “The final KPI’s and Activities rating will account for 80% of the final assessment total. The CORs are 1o
arcount for 20% of the Tinzl assessment totsl.

4, The five point rating scale referced toiinreguiation BOS conmespond as Foliows:

5. The assessment-rating calouilator iswsed to caloulate the overall % score for performance.

B, The half-year review rating may e used in combination with the annus! performance assessment £o deriveata
final Annuzl rating score,

7 Tihe parformance honus percentages described in the parformance agreement shall be cdloulated on a sliding
seale ofthe all-intlusive remuneration package as indicated in table below:

| 130% - 149% 5% - %

| 350% and ahove 0% - 14%
8. The resuilts of the performance and development review (PDR) shall be siibmiitted to the Municipsl Manager for
final approval of the assessment/s,
9. The performance assessment sesiilts of the Muricips] Manager <hall Hlso the sHbmittad to the MEC responsible

for Local Governmentin the relevant Provinoe

2 ;
Ll

Signed fby Employae Signad by Kunicipal Manager for Coungil

—/ﬁ?,nw 27 2.9 '43'7 i@mﬁy
= Date:
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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 TECHNICAL SERVICES

MBUSO PETROS MAGUBANE
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1. Personal Development Plan

11 Amuricipality should be committed to—

ita)
()

The continuous training and development of its employees to achileve its vision, milsslon and strategic ohjedtives

and empower employees; and
Managing training and development within the ambit of relevant national polidies and fegislkation.

12 A munigipality shonld follow aninteprated aparoach to Human Resource Managament, ihat i

{2}
({o)]

{c}

)

{e)

Human resource developrment forms an integral part of human sesource planming and management.

in order for training and development strategy and jplans to be successful it shall be based on sound Haman
Respurce [HR) practices, such as the (stratepic) HR Plan, job descriptions, the result of regular performance
appraisals and careerpathing.

To ensure the mecessary linkage with merfformance 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 munitipality’s strategic objectives, and that training and development needs can be identified through
performance managementand appraisal.

Career-pathing ensures that employees are placed and developead in jobs according to aptitude and identified
potentlal, Through training and development they can acguire the necessary competencies to prapare them for
fusture positions. A comprehensive competenty framework and jprofile for Municlpal Managers are attached and
these shall be linked to relevant registerad unit standards o specifically assist them iin compiling Parsonal
Development Plans in consultation with their managers,

Persoral Development Plans are complled for individial employess and the data collated from 2ill employeesin
the municipality forms fhe hasis for the presoribad Workplace Skills Plan, which muricipalifies are regufired to
compileasa basisforali tralning and education activitiesin the Municipality ina specific financial yearand report
onprogress mate to the Lot Governmeant Sedtor Etucation and Training Authority.

13 The aim of the compilation of Rarsonal Development Plans is toidentify, prioritise and implemant tralning nesds.

14 Compiling the Personal Develppment Plan attached at Appendix.

(=)

{iv)

2021/72 PERFORMIANCE AGREEMIENT

Competency assessment instruments, wiiich are dealt with more spacifically in Appendix 1 and 2, shall be
astahlished to assistwith the objectlve assessment of empiloyees’ actual competencies against their job spedific
competency profiles and manageridl competendies @t @ given period in time with the purpose of identifying
training meeds or skills gaps.

The competency framewstk and profiles and relevant competency assessment results will engble a manager, in
consiltation with tis or her employes, o compile a Personal Developrnent Plan, The lidentified tralning needs
shall be entered into Golumn 1 of Appendix 1L, entitled Skills / Performance Gap.

The Foillowing shall be carefully determined duting such 2 provess:

(] DOrpanisational meeds, wihich inchade the following:
»  Strategic davelopment priofifies and tompetenty reyuirements, in line with The munidgipality’s
strategicoblectives. '

»  Thetompetenoy requirements of individual jobs.
= Therelevant job reguitraments {job competency profile) as Identified in the job description shall
e compared to the cunrent competency profile of the employae to determitne the individual's

COMPELenCY gaps.
= Specific competency gapsasiitentified during the probation period and performance appraisal of
the employee.
i) Instividuz) Sraining meedts that are job / career velated,

mp

£ R
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)

(e)

(=)

()

@

INext, the prioritisation of the training needs [1 1o ...] shall be listed since it @y mot be possible to address all
iideritified twaiving meeds in a spedific finandial year. It is however, of uritical importance $hat training needs he
addressed on a phased and priority basis.

Tiits imyplies that all these meeds shall be prioritised for purposes of accommotafing orifical / strategic tralning
and development meedsiin the HR Plan, Personal Development Plans and the Workplace Skills Plan.

Consiteration must then be glven to the expected outoomes, to be Histed iin Colurn 2 of Appendix 1, o that
@nee the intaryention is nompletad tha impact it had can be measured against ralavant oulput indizators.

An appropriate intervention should ibe identified to address training meeds /skills gaps and the owtcome to be
achieved bt with due regand 4o cost effectivensss. These shall be listed in Column 3 of Appencix 1 entitled:
Supgestad training and/or development activityiin line with the Mational Qualfications Framework, whith coult
enable the trainee 1o obtain recognition towands a qualification For draining wndertaken, it ds important to
determine through the Training / Human Resource Development / Skills Development Wnit within the
municipality whether unit standards have been develnped and registered with the South African Qualifications
Authority fhat are in line with the skills gap and expected outcomes identified. Winlt standards wsually have
measurable assessment oriterla to determine achieved competancy.

Guidelines ragarding the nurmber of training days peremployee and the noninations of employees: An employee
should on average recelve at least Five days of training per financial year and not unnecessarily be withdrawn
firom training interventions.

The suggested mode of detivery {(Calumn 4 of Appendix 1) refers to the chosen methoddlogy that is deemed
most relevant to ensure transfer of skills. The training / tevelopment activity shallimpact on delivery backiin the
workplace. Mode of delivery consists of, amongst others, self-study [the official takes it wpon him or her to read
2. legislation}; internal or extennal training provision; coacting and/or mentoring and exchange programmes,
<te,

The suggested time frames {Golumn 5 of Appendix 1) enable managers to affectively plan for the annumeg. so
that ot all their employees are away from work within he same periodl and also ensuring that the PDP is

implemerited systematicslly.

Waork opporiunity treated to practice skill / development areas, in Column 6 of Appendix 3, further 2nsures
Iintennalisation of information galned as well as rebunh oninvestment {notjust a mice to have skillbuta necessary
tto thave skill that is used inthe workglace).

Tihe final colurmn, Column 7 of Appendix 1, provides the employee with 2 support person thet could actas soach
oranentor with separd to the area of learning.

M
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6. Approval of the Personsl Performance Plan

The process followed ensures individual alignment to tihe strategic intent of the iinstitution and gives dlear direction on whet needs
o be adhieved through a selfdirested mmhmmmﬁmmﬂﬁaﬂim,mﬂmﬂﬁmmﬂnﬂmﬁimdh‘mg,mﬂmlmpihwmmﬁml
anf %o strengthen the organisation through excellent performance. This plan has denived from intense workshopping to ensure
integration, motivation zmtl self-direction. The @mployer and employee hoth have responsibilifies and accountzbilities iin get¥ing
el From thits plan, Teelther party can succesd without the supporit of the other.

I3ndertking of the employer 7 superior

Onhehalfof my organisation, | undertake to ensure that
awork environment condugive for excellent employee
performance is establishad and maintained. As such, I
undertake to fead o the hest of my ability, communicate
comprehensively, and empower managers and
employees. Employees shall have access 1o ONEoing
learning, shall be coached, and shall clearly understand
what iis expected of them. it herewith approve this
Performance Plan.

Signed and accepted by the Municipal Manager on
ibehalf of Coundil

il ¥

Undertaking of the employee

I therewith confim that | understand the strategic
imporiance of my position within the broatier
onganisation. i furthenmore confirm that I understand the
purpose of my position, as well a3 the criteria on which
wmy performance shall be evalusted twice annually. As
such, | therefore commit o do my utmost to ive up o
these expectations and to serva the organisation, my
superiors, my calieaguesand the community withiloyalty,
integrity and enthusiasm atalitimes. therebyconfirm
and accept the conditions to this plan,

Signed and acceptad by the Employes

A

Date: 22 / o7 /@z i
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