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Dr. Beyers Naudé Local Municipality

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN

The Municipality of Dr. Beyers Naude herein represented by
in his capacity as Dr. E.M. Rankwana (hereinafter referred to as the

Employer)

and

Mr. S. Mvunelwa an Employee of the Dr. Beyer's Naude Municipality
(hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1

1.2

1.3

1.4

The Employer has entered into a contract of employment with the
Employee in terms of section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 (“the Systems Act"). The
Employer and the Employee are hereinafter referred as “the
Parties”.

Section 57(1)(b) of the Systems Act, read with the Contract of
Employment concluded between the parties, requires the parties to
conclude an annual performance Agreement.

The parties wish to ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employee to a set of
outcomes that will secure local government policy goals.

The parties wish to ensure that there is compliance with Sections
57(4A), 57(4B) and 57(5) of the Systems Act.

2, PURPOSE OF THIS AGREEMENT

2.1

Comply with the provisions of Section 57(1)(b),(4A) and (5) of the
Systems Act as well as the Contract of Employment entered into

between the parties; g
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2.2

2.3

24

2.5

2.6

2.7

Dr. Beyers Naudé Local Municipality

Specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectations of the
Employee’s performance expectations and accountabilities;

Specify accountabilities as set out in the Performance Plan
(Annexure A);

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement and Performance Plan as the
basis for assessing the suitability of the Employee for permanent
employment and/or to assess whether the Employee has met the
performance expectations applicable to his/her job;

Appropriately reward the Employee in accordance with the
Employer's performance management policy in the event of
outstanding performance; and

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

3. DELIVERY

3.1

3.2

3.3

3.4

3.5
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This Agreement will commence on the 01 September 2017 and will
remain in force until 30 June 2018 where after a new Performance
Agreement, Performance Plan and if applicable a Personal
Development Plan shall be concluded between the parties for the
next financial year or any portion thereof.

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

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

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

If at any time during the validity of this Agreement the work
environment alters (whether as a result of government or council

O
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decisions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall
immediately be revised.

4, PERFORMANCE OBJECTIVES
4.1  The Performance Plan (Annexure A) sets out —

4.1.1 The performance objectives and targets that must be met by
the Employee; and

4.1.2 The time frames within which those performance objectives
and targets must be met.

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

43 The key objectives describe the main tasks that need to be done.
The key performance indicators provide the details of the evidence
that must be provided to show that a key objective has been
achieved. The target dates describe the timeframe in which the
work must be achieved. The weightings show the relative
importance of the key objectives to each other.

4.4  The Employee's performance will, in addition, be measured in
terms of contributions to the gaols and strategies set out in the
Employer's Integrated Development Plan.

S. PERFORMANCE MANAGEMENT SYSTEM

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

9.2 The Employee accepts that the purpose of the performance
management system will be to provide a comprehensive system
with specific performance standards to assist the Employer,
management and municipal staff to perform to the standards
required.
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5.3  The Employer will consult with the Employee about the specific
performance standards that will be included in the performance
management system as applicable to the Employee.

6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE
MANAGEMENT AND DEVELOPMENT SYSTEM THAT THE
EMPLOYER ADOPTS.

6.1  The Employee undertakes to actively focus towards the promotion
and implementation of the Key Performance Areas KPA's (including
special projects relevant to the employee’'s responsibilities) within
the local government framework.

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

6.2.1 The Employee must be assessed against both components,
with a weighting of 80:20 allocated to the Key Performance
Areas (KPA'’s) and the Core Managerial Competencies
(CMC’s) respectively.

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

6.2.3 KPA's covering the main areas of work will account for 80%
and CMC's will account for 20% of the final assessment.

6.3 The Employee's assessment will be based on histher performance
in terms of the outputs/outcomes (performance indicators) identified
as per attached Performance Plan (Annexure A), which are linked
to the KPA's, and will constitute 80% of the overall assessment
result as per the weightings agreed to between the Employer and
Employee:

Performance Agreement — Mr. S. Mvunelwa -5-
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KEY PERFORMANCE AREAS

Organizational Transformation & Institutional Development

Service Delivery & Infrastructure Planning

Financial Viability

Good Governance & Public Participation

6.4 The CMC's will make up the other 20% of the Employee’s
assessment score. CMC's that are deemed to be most critical for
the Employee’s specific job are refiected in the list below as agreed
to between the Employer and Employee:

CCR

No Core Competency Requirement Weight

Core Managerial Competencies

1 Strategic Capability 20
2 Programme and Project Management
3 Financial Manalggment 20
4 Change Management
5 Knowledge Management
6 Service Delivery Innovation 10
7 Problem Solving and Analytical Thinking
8 People and Diversity Management
9 Client Orientation and Customer Focus 10
10 Communication
11 Accountability and Ethical Conduct 10
12 | Policy Conceptualisation and implementation 10
13 Mediation skills
14 Advanced negotiation skills
i5 Advanced influencing skills
16 Partnership and Stakeholder Relations
17 Supply Chain Management 20

Total {Cannot exceed 100%) 100
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7. PERFORMANCE MANAGEMENT SYSTEM

71

7.2

7.3

74

7.5
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The Performance Plan (Annexure A) to this Agreement sets out —

7.1.1 The standards and procedures for evaluating the
Employee's performance; and

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

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

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

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

The annual performance appraisal will involve:

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

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

7.5.1.2. Anindicative rating on the five-point scale
should be provided for each KPA.

7.5.1.3. The applicable assessment rating calculator
(refer to paragraph 7.5.3 below) must then be
used to add the scores and calculate a final
KPA score.

7.5.2 Assessment of the CMC's
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7.5.2.1. Each CMC should be assessed according to
the extent to which the specified standards

7.5.2.2.

7.5.2.3.

7.5.3 Overall

have been met.

An indicative rating on the five-point scale

should be provided for each CMC.

The applicable assessment rating calculator
(refer to paragraph 7.5.1) must then be used to
add the score and calculate a final CMC score.

rating

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

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

Level Terminology

Description

Rating

1/2[3]4] 5

Outstanding
performance

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

Performance
significantly
above

expectations

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

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

3 Fully effective

Performance is below the standard
required for the job in key areas.
Performance meets some of the
2 | Not fully standards expected for the job.
effective The review/assessment indicates
that the employee has achieved
below fully effective results against
more than half the key
performance criteria and indicators
as specified in the PA and
Performance Plan.

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

7.7  For purposes of evaluating the performance of the Employee, an
evaluation panel constituted of the following persons will be
established —

7.7.1 Municipal manager;
7.7.2 Chairperson of the Performance Audit Committee or the

Audit Committee in the absence of a performance audit
committee;
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7.7.3 Member of the Mayoral Committee or Executive committee
or in respect of a plenary type municipality, another member
of council; and

7.7.4 Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1

8.2

8.3

8.4

8.5

The performance of each Employee in relation to his/her
performance agreement shall be reviewed on the following dates:

Quarter Review Period Review to be
completed by
1 September 2017
October 2017
2 October —
December 2017 | January 2018
3 January - March
2018 April 2018
4 April - June
2018 July 2018

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

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

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

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

9. DEVELOPMENTAL REQUIREMENTS

The Pro Forma Personal Development Plan {PDP) for addressing
developmental gaps is attached as Annexure B. Such Plan may be
implemented and/or amended as the case may be after the each
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assessment. In that case, the Employee will be fully consulted before any
such change or plan is made.

10. OBLIGATIONS OF THE EMPLOYER
10.1 The Employer shall-

10.1.1 Create an enabling environment to facilitate effective
performance by the employee;

10.1.2 Provide access to skills development and capacity building
opportunities;

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

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

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

11. CONSULTATION

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

11.1.1 A direct effect on the performance of any of the Employee's
functions;

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

11.1.3 A substantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the outcome of
any decisions taken pursuant to the exercise of powers

contemplated in clause 11.1 as soon as is practicable to enable the E

Employee to take any necessary action with delay.

-11-
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12. MANAGEMENT OF EVALUATION OUTCOMES

12.1 The evaluation of the Employee's performance will form the basis
for rewarding outstanding performance or correcting unacceptable
performance.

12.2 The employee must achieve 50% of his or her duties. Failure to do
that, the Municipal Manager may institute disciplinary hearings
against the employee

12.3 A performance bonus raging between 5% to 14% of the Employees
inclusive annual remuneration package may be paid to the
Employee in recognition of outstanding performance.

12.4 The Employee will be eligible for progression to the next higher
remuneration package, within the relevant remuneration band, after
completion of at least twelve months (12) service at the current
remuneration package, subject to a fully effective assessment.

12.5 In the case of unacceptable performance, the Employer shall —

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

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

13. DISPUTE RESOLUTION

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

In the case of managers directly accountable to the municipal
manager, the executive mayor or mayor within (30) days of receipt
of a formal dispute from the employee ;

Whose decision shall be final and binding to both parties.

Performance Agreement — Mr. S. Mvunelwa
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13.2 Any dispute about the employees performance evaluation,
must be mediated by-

In the case managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in sub-
regulation 27(4), within thirty(30) days of receipt of a formal dispute
from the employee;

Whose decision shall be final and binding to both parties

14. GENERAL

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

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

Performance Agreement — Mr. S. Mvunelwa
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Thus done and signed at GRT onthe 30  day

October  of 2017.

AS 1\'.\i’l&gigﬁ}: %%E

! EMPLOYEE
2. S
Thus done and signed at _BQ’JW - R%'\n{{ on the _30 day of
(etolher 2017.
AS WITNESSES:
‘EMPLOYER—

Performance Agreement — Mr. S. Mvunelwa

Ll



wnt

v ainxsuuy

$9D1AI9S AJIUNUWIUIOY) 10J03II(] — UB[J SOUCULIOHD ]

8L0Z ANNCF 0€ — L1L0Z Y9IN31d3S 10 :A0Id3d IHL HOd
S3ADIAYIS ALINNININOD ¥OLI3dIA SV
ALIMTVdIDINNW JHL 40 33A0TdINZ FHL

VMIINNAN “T'S "dIN
aNv
VNYMMNVY ‘IN"3°da

dIOVNVI TTVAIDINNN 3HL A8 Q3LNISTUdIY SV
J3ANVN SHIAIE "HA 40 ALNVJIDINNN FHL

usamjaq pue Aq ojuj paiajug

NV1d ONYINHOI¥3d 14vid

JUNUAOP2AICT 1O 131112507 FLysnys

VIVAISYWN - ALTIVADINIW - _.m_._._._<_..__m_z:z

IpneN SIc %m a(q

Lredpuniy |eooT apneN siokag “1(q



Qv)ﬂv Ll

‘- SaJIAIRS %u_ESEEOU 1012a11J — ue|J dueuoliag

sjuawabueuy [eucynysu|
Augesa jeroueur
8JUELLIBADL) PooL)

juswdojaaaq siwouoo] 2207

Buiuue|d aunjoruiseyu| § AIBAIS 20IMES

gjeuoiey Juswdojaaaq [enedg
SY3UVY FINVINHOIHId AT

:mojaq a|qe) sy} Ul pa)sl) sealjoaiqo oibajels sy) wuojul ‘asfojdwa ayl yum uoRe)NSUOD Ui }as pue (9ooz) suoneinbay Juswabeuepy
soueuwONad pue Bujuue)d |edipjunpy USWLISAOS |B20T BY} Ul PaUIpnNo ‘SB (SYd)) Sealy sousuLopsd Asy Bumojoy sui
SVIAUV JONVINHOIYId AN '€

sjuswabuely jeuoyniisu| ‘g

BOUBUIBACS) PO0S) g
AaAlleq aoinles )

:SJ0JBIIpUI
soueuopad jas jsuiebe aouewlopad ssaAleg AjUNWILIOYS 10J031IQ 34} WLoUl [Im juswwanch [eooj Jo saajoalqo Buimojjo) ayl

SAILITIFISNOLSIY A3N 2
“Allenuue
pamalaal se pue (dqd|) ue|d Juswdojaaaq pajesbaju| s Ajediouny ay) Ul }as se siojesipul asuewlopad ey 9y} uo paseq aq jsnw

s)abie) pue saaAnosiqo asuewuopad eyl sapiaocsd yoiym 1oy swaisAs jedipuniy syl Jo (g) /g uonoeg pue psyoene si Juswinoop
SIY) yolym o} Juswoaibe asuewlopad sadlaeg AjJlunwiwiod) 1ojalig ayl Jo suole)oadxa s, 1ounos ay) ssuyap ue|d asveuuopad ay |

3S0ddnd 't

Anjedpiungy (@01 epneN siedag Ig



¢- S99IAIAS AJIUNWIIOY) J0}03II(] — UB[J 9OUBULIOLID ]

o way) dooy

e pue sease
wOE Aq suopmgsul o Jjayi u) apud Aunuiwon auj Joj
Jayjo pue sjooyos | A€ O SUBZUR | ohpnyioddo onwounoa
Jauenb 1auenb Japenb Jalenb ‘sbuneow piem | 1B 90BINOS | 510015 e ays ypue| e
Jad subiedwes Jod subtedwes Jad sufiiedwen Jad sufiiedwes 18 pioy subledwen | 01 suBledwed | gaun0n a)sem sonpas
yuawsbeuew juawabeuew juawebeuew Juswabeuew sJa)sibal juawabeueut [euonedINpa W 1ew sawwelbosd
a)sem g B)5EM 2 B)SEM 2 SISEM T g ajuepuany 9 9ISEA JO Jaquiny dn daig Buyohoas angoays

sBuipuy

S| 818y} §l 1s0)-8Y
‘pajsa) sejdwes
J31em uo sBuipuy aoeyd uj
Aue sialey) | eJe seinsesw

) wawpedag jo | Buuoyuow pue
Apunwiioo uopnes | sjonuod Jadoid

pue Buuue|d 1ey) ainsua
pue Buuasuibug pue Jasm Jgjem ajqejod
10 Juewpedaq o) u pauigjuoo | “Aenb poob o} sseaoe
suodai podas pue Ayenb sue|d uonay pajdnuajuiun asey
sa|dwesg 9 so|dwesg g sajdweg 9 sa|dwesg 9 ¥z Alqieopy z Jajem Jojpuopw Juawadw) 0} Sp|oyesnoy jje Jjo4

Aisnllag @diausg pue aJmanaIse U - YdM ~LNIWJOTIAIA JUNLONULSVYHANI

'8102/2L0Z SADINGAS

SHOLVOIIANI SONVINHO4¥MId ANY S1IDUVL AYIAINIA IDIAYTIS »

Jay}o yoes 0} saAnos(qo Aay ay) Jo aouepodwl aane|al ay)
moys sbunybrom ay) -paasiyoe aq JSnL YoM SU) UoIym Ul swelal)) ay) aquasap salep jebie) sy ‘psuig)qo usaq sey aanoelqo
Aoy e jey) moys 0} papiroid aq jshuwl Jeyl asuspias ay) Jo sjielsp ay) apinoid (s|d)) SI01edipu| aouswliolad A9y Bumoljo ay ]

SHOLVOIIANI 3ONVINHOZUId AN 'V

Anedpiungy [eso apneN s1s4ag 1g



/I/JP -

S$301A19S AJIUNWWOY) J03I2II(] — UB[J SOUBULIOHD]

Ajunwwod podas | Aunwiwos podal Aunwwod yodas | Apunwwod podal ‘suoday uo spodal Apalenb | Sa1ljod 9 ueld " |euonesado
pue juawadw) pue juswajdwy pue juawsajdu) pue uawadw ¥ Apaueny. 9 10 Jaqump wawsidw) | jusjoyns apiaoid o)
1NIWJOTIAIA TYNOILNLILSNI
“Anediiunpy
1abeuepy Jabeuepy Jabeuep - m:w %M_”u
jedinumny jedpuny | J2Beuep jediounpy jedioungy P _ aa |auuostad pajeoipap
ay} o} spoda. ay) 0y spodal ay) o} spodai au) 0} spodal Bud q Aq paulejujew pue
Ajjuows sprosd | Ajyuow apmoad Ajgjuow apinoad | Alyiuow apmoad 810z aunp U S L) pabeuew jam ase jey}
pue saualBwed | pue sausBWwaD pue seuaawWal |  pue saualsLWEd w0F Aq pauesyp |  Plooas Jadoxd Sa)Is 8INJ3S pUe 2jes
Jo Buueao 30 Buues|o Jo GBuwesd Jo Buues|o pUE pauiejuew pue pamaas UIYIM AIUNLLIWOD JINo
pue SJUBUSJUIEW | PUE 83uBUSILIELW pue goueusjuiew | pue soueualulew syodas salglPwWan agisnwt | o) soed Bupsas Bupse)
Jenbay Jenbay Jenbay Jejnbay oz IoUBUIUIEY 9 JoJaqunp | S8lis |eung |y payubip e apinoud o)
aInas
|EAOLLS! BISEM
._m_:.mm._ Se [|am JUBWILONALD
-grog | SE SWBUIBIUAD | g nunouns pue sease
aunp ,0g Aq seale PUE S3RIIDE} | yequn Ayyesy pue vealo
SPIEM splem SpJEem spJem [euoneasoal jje pue | 1ESOdSIP AISeM | 14 yoneaso pue Buuayy
lie jo Buueapp uo | (e jo Guuesp uo Ie jo Buiuea)n | e jo Buuespd uo suodal syed Buuea uo ajenbape pue Buidwnp (eba))
uodar Ayspeny podas Apapenyy | uo podat Apeuenp yodas Agapeny v Apapenty 9 sliodal jo Jaquiniy aplacld 10 uonesipela ay)
aonas
[EACLUDI B]SEM
8107 sunf l_m__._.m Bl S€ [|am JUSLWUONAUS
yoe Aq sdijs oysem | SE SIBUIBIUOD | 60 inosins pue sease
pue says Buidwnp PUe SBRNIDE} | yeqin Ayyesy pue ueald
splem spiem splem spiem jebay Bueayy | 1BSOASIP A1SEM | 16 Loneals pue Buusny
|le jo Buuespp uo | e jo Buuesd uo |(& Jo Bujuesia | e jo Buuesd uo suodai uo spodas Ayapenb ajenbape pue Buidwnp jebajp
podai Apayent) uodas Apspeny | uo podas Agauenyy Hodau Apapenpy v Apauent) 9 10 JaquinpN apiatlg JO uonesipesa ayj
20IN0s
TR EGEY
0} 'UeaD

Anedoungy [edo] spneN s124ag "1



(9}%.. G-

S321AIDS AjIUnuIo)) I0J0311(] — UB[J SOUBULIONMD ]

Yodsues
Ayenb
pue ajes )
8102 Yyuew Le Ag € ainsua o Aosjape Juawabeuepy
suoIjo3|a wruoy | 18P0 Ul WINIOY J9)sE81Q (2907
LONELIWON Juawabeuepy Wodsuel| pue Wwnio4 podsues
saaulou pue ssaooud lgsesg | 1B907 Bunsixe 2207 ‘wruo4 Ajajes
pajuiodde uonedisiped sajnuIw almppnysay | 94 aunjonasal Aunwwon sanpaya
Jo Buuiesy 2|and Bunaaw 417 9 pue malney pUe malAsy PUE [BUOHDUN}
‘uo|bas
ayj JnoybBnoayy
Paypuspl
sjealy) ‘waauod Bujobuo
sajeiodiooul ug SB aInjansenul
SJUBWPUBWE 11 18y} aInsua puE suole|ejsLy
Aue o) pue ue|d | uo asueuajuiew Jenbai
[eacidde 10 Wndu Joj Buneaw s@InuIw ‘lounog | uewsbeuew | uyim ‘Ajsjes ueusapad
(19UNo2) 0) UBld Induy Juswabeuew 1oUNoD Aq paacidde se Jejsesiq | pue oyjes peos spesfidn
yuswabisuepy 1o} siepjoyayels o} Jajal ‘ueld pue ueyd ue|d awabeuepy s Allfedioiunpy 0] pue sigjsesip
lasesiq paniaoal sindu Ile o) jwgns juswabeuepy Wawabeuew Jaisesig ay} ajepdn J0 12edw) aapebau
pamalray pue sjuawwod | ueld jusuabeueyy 19158510 18]sESIp Jo ajepdn pue pue malnal ay) ajebnw pue
juasald ay) a1ej0o Jaisesiq yeiq JUaLIND MBIASY paacuddy g | smanal Jo Jaquinn Apeinbay aanpas Ajueayubis o
AINVYNYIAOD 009 — YdM— INIFWJOTIAIA ALINNWWOOD
Apoauon
pue Ajjeumdo Jueydwoo Aebay
swayshs aq se jjam se ‘fanijap
asey) aziin 82108 JO S|aAs)
0} Jje)s ajqeus s Arediiunpy ayy pue
0) Buuiesy | yejs nay) ‘syjuswpedsp
L0z aun 4o Aq ajqenns 11 Jo Asuapys
SuoiNjosas suonnjosal suonnjosal suoniosal JIounod apirosd aaosdw o} Jopio
11oUNo9 jI9uUNoo suonnjossl [fa¥T; To%s] 9je.JojoalIp SBNAIBS ‘A\Buipiosoe Ul ‘SanuaA pue sadlo
sajelolalp S2JI0)0RUIP | (12UNOI SejeI0lIBIp S9lRI0BIR sajnuiw Aunwwon jo SW9)SAS JueAa|aJ ay) dinba pue
5991/3S 8801188 SIS S821ADS {19uUnoo uoneyuawszdw) ey} apesbdn pue ysiwny ‘'sjuawainbal

Anjedioiunpy [voo apneN s194ag "1(




fw?)p

Ol

%0E

Selb |

TS L

%S|

S3DIAIRG ANUNLUIOY) J0JII(] — UR]J IDUBLULIOLIS ]

Y001

Sdv pue
syodas |48

8

"8L0Z sunr ;0 AQ
sjueic) [edioiunpy jo

ainypuadxa %001

‘ABayeng
Buipung e jo
uonejuawaldun
pue
uswdojaasp
Yyl

“Aediounipy
ajqewielsns pue a|qela
Ajjeoueuy e awooaqg o]

ANJWIOVYNVI TVIONVNI

d ANNOS - YdX —S2Isvd 01 Movd

B

saauwou
pajuodde
Jo Bupies]

suoloB|2

pUE SUONEUILION

ssasoud
uonedoiped
land

sanuiLl
Bunssw 457

810Z UsJen Lg Aq
wnio4 Algjes [eao]
ay) ainjorysay]
pue malnay

"dq@l ojul uonoe
410} wesboud
jenuue 490

e a)eibajun pue
dojenap pue
wnioj Ajgjes

Ajunwwoo

e jo Buuonouny
ay) 1oy
2JNONJISEHUI
pue Suipuny
‘aInjond)s

ayj Jo} sadnlas
JeLEjRINEeS
apiaoud

‘'sue|d uonoe
uonuaaaxd
awuo

Jo Joadsal

u) sawwesboid
oyioads ypm
saa)uwWwo9

qns - ysiigejs3

oy

Aosiape jusweabeuepy
J9)5ES5I(] |EJ0

pue wnto4 Jodsues)
2007 ‘wnio4 Aales
Aunwwoy) aanoays
PUE [BUOHOUN) Y

sla)nwwon
oy} Jo} we)sAs

Aneddiunpy [2207 apneN siakag I



R

§901A19S KJIUNWIIOY) 10J02II(] — UR[] 9DURULIOJIDJ

"1abpng
alnypuadxy
Bunesado

ay) ut payaysl
eq |

Jey} seanseaw
pUETTITE 1)

8102 1500
aunp woE Aq %5 juabuprs jo “Ayediouniy
£q186png swipano | uogeaydde pue | giqeulejsns pue sjgeia
%Z %<C %} Bju %S spoday L psjedgje aonpay vondope 8yl | Ajeioueuy e swodeq o)
‘8L02 .
ueld uonoe ueid uonoe aunf o Aq sBurpuy ueid
Jipne jo suws) 1PNE JO SUU3) snowmald ssaippe o) uonoy ypny
U passasppe u| passalppe ue|d uonoe U ue(d Looe 2)noaxg | UL JO UORNISXa "[esaua)-10lpny
L1/91 10} 21/91 Jo} onejuawsiduw “Wodas 9y ayj jo puE U | sy} woy uodo Jpny
sbuipuy ypne |1y | sBupuy upne v e/ B/U L upny g | swoonp saocudw) | oneewa)dw) UEa|D B BAI828) 0]

Aneddiuniy (2207 apneN sdaksq "I(



S30IAIDY %U:—._ZEEOU 10J93l1(] — UR[] 2oUeUIOLId

13qWalaq T

4 S3nuaa pue

Aq paseynnd $31)J0 JUeA|3)

Wwawdynba *5324N053J ayydinba

{aa4) Majes ajenbape pue ysiny

pue yyeay Ajeniuue | yum  Alaaysp ‘squawaanbal

wawdinb] jo uawpedag |euonednaag paseyund FNAIIS jeuonesado

Asamjag pue SUClIEIOND [V ERITVEL pasyeads wawdinb3 judwdinba | jo seaie pue W3NS

efu efu paseyasng 321nog bT 00°00L'8L Jlewiay uoiIa10I4 |euanmnsy| JLEL (T Y] pue 5001 a4y | saayo dinb3 apiaosd oy
RTISIED

$3IBS qenas

‘8102 Alessalau 3y oW YItm

Jaqwalag 1€ eale Buuaaijap 1oy 183§ JuIund>

uonnjosay Juawpedag Aq paseynnd |ediunw 3sea | pannbasjueyd | ay) Suoeidas Aq

ayan pue annas 5,A01 20§ JUBENYNS 1053[yaA | A2A4Ip BIIAIBS

efu efu jo Asanijaa v1s paudis T 00' 000057 leuwsExg uanaajard leuonnuisuy] | bXi jo Jaquiny SI1D)H3IA 10u133]4 aseymng aacidun o)
juefdwod

A)jeda| aq se

||2m se ‘Asanijap

FNAIIS JO SpPAT|

s Apedinunyy

au

pue yejs siayy

‘syuawypedap

*S3|ALIA pue |2 jo Aauainyia

wawdnba aaoudun

e 0} 130

pannbai ayy W) ‘sanuaa pue

3)1EpOWILLIDIIE 52310 JURAD|B)

0} 3|qeuns $3IN0SA ayy dinba

BIOT JOU §1 DSBS aenbape PUE Ysiwiny

aunf 0 Aq Bupysiyay Yim Aanjap ‘syuawannbar

uonels Juawyedag 1aUay-jjees 3y) Juisnoy ERILYE |evonesado
aytjo ssaraud ERILYETS uj UONEeS Buippng Jo sease pue WBNYNS
uoizdwo?) uoIINIIsuDI LLO1}2N2)5UCD lapuajp T 00°005'529°E |euang uo)Iv)oLd 4 aii4 T apesddp SI21440 uaimnd ayy| sanyo dinby apiaoad og

Atjediounyy [eoo] apneN siedag i

LNIWJOTIAIA TYNOILNLLLSNI

S103rodd L39dNd Tviidvd »




$301A10G LJIUNLWLLIOY) 10J9211(] — UB[J SOUBULICLID ]

efu

Bfu

wawdnb3 jo
Aanjag pue
paseyaing

suonejonp
aunos

vodsues)
ueqin

00'000'SZ Jeusajxy

awpedag
221035
uonaloNd

|euoyinisu)

L10T
129323 TE
Ag paseyaing

Jawdinby
{SLn) Mages
pue Ljeay
jeuonedndap
pasyenads
Jo 13quing

awdinby
pue spoo)

Ajlenuue
paseyund
Wwawdnba
S1A

*$32UN0S3I
alenbape
yum  Assalap
ERITYCH

jo sease pue
saiyo dinby

Jueydwos
Ajleda) aq se
||2Mm s ‘Alaanap
DIIAIAS JO 5[3ND)
s Auediunpy
ayl

pue yes yayl
‘Sjuawnedap
Jle Jo Aduaiiya
aaosdun

oy Japio

up 'sanuan pue
5331)J0 JuEAS|DI
ay) dinba

PUE ysiuiny
‘syuawasinbai
|euonesado
UYNS
apiacid 0]

‘L1002

e dwod
Ajleda) ag se
lj2m se ‘Asan|ap
BMAIBS JO 5|3A3|
s Ajediungy
ay

pue jjeis nay)
‘syudwedap
|l jo Auzya
aacsduy

o1 Japso

Anjeddpunpy (8007 apneN S1akag 1]



01

S99IAISG AJIUNUILIOY) J0)2311(] — UB[J SOUBULIOMD ]

001 (%001 peadxa jouued) [ejoL
0z wawabeuew uieyn Addng | L1
suoneRy Jaployaels pue diysiauped 9l
s||1ys Burouanpul pasuBApPY Gi
sj|iys uonenofisu pagsueapy 143
SlNs uoneIpsiy £l
oL uonejuswa|dun pue uoyesienjdasuog Aosljod Zl
1] al 1onpuog [E31Y)3 pue A)|Iqejunoody 44
uoleaunLIwon) oL
ol SN204 J3WO}SNY) pue uocyejusu JualD 6
uﬂmEmmm:mS_ Ajssaniq pue adoay g
Bunjuiy ] jeopdjeuy pue Buinjog weqold L
ol uoljeaouuj Alaalag aoinag 9
juawalbeueyy abpawouy] ]
swabeuep abueyn 12
0z Juswabeuey |e1dueul- g
juawabeuep 1080l pue awwelboid 4
0z Ayqedeg oibajens I
sejousjedwoy jepabeuely alon
be juswalinbey Aousjadwon aloy) ON
T ko o)

Anjedrotunjy (800 apnep slakag “1(]



I
S301AISS AJUNWIUIOY) 1032211(] — UB]J 3DUBULIOHI]

Jabeuey jediounpy auy Ag' paubig

sa21A19g Ajlunwwo)) Jojoaaiq 3yl Aq pejdaosae pue paubig

Anjeddiungy {22077 apneN siohag "I



Dr. Beyers Naudé

MUNISIPALITEIT - MUNICIPALITY - uMASIPALA
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1.1.1

1.1.2

PERSONAL DEVELOPMENT PLAN
A Municipality should be committed to:

(a) the continuous training and development of its employees to achieve
its vision, mission and strategic objectives and empower employees
and

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

A Municipality should follow an integrated approach to Human
Resource Management, that is:

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

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

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

(d) Career-pathing ensures that employees are placed and developed in
jobs according to aptitude and identified potential. Through training
and development they can acquire the necessary competencies to
prepare them for future positions. A comprehensive competency
framework and profile for Municipal Mangers are attached and these
should be linked to relevant registered unit standards to specifically
assist them in compiling Personal Development Plans in consultation
with their managers.

(e) Personal Development Plans are compiled for individual employees
and the data collated from all employees in the municipality forms the
basis for the data collated from all employees in the municipality forms
the basis for the prescribed Workplace Skills Plan, which municipalities
are required to compile as a basis for all training and education
activities in the municipality in a specific financial year and report on

Personal Development Pan — Mr. S, Mvunelwa



progress made to the Local Government Sector Education and
Training Authority.

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

1.1.4 Compiling the Personal Development Plan attached at Appendix.

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

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

i. Organisational needs, which include the following:

= Strategic development priorites and competency
requirements, in line with the municipality's strategic
objectives.

* The competency requirements of individua! jobs. The
relevant job requirements (job competency profile) as
identified in the job description should be compared to the
current competency profile of the employee to determine
the individual's competency gaps.

= Specific competency gaps as identified during the
probation period find performance appraisal of the
employee.

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

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

listed in column 2 of Appendix 1, so that once the intervention is
completed the impact it had can be measured against relevant output
indicators.

(e) An appropriate intervention should be identified to address training

(f)

needs/skills gaps and the outcome to be achieved but with due regard
to cost effectiveness. These should be listed in column 2 of Appendix
1, entitled: Suggested training and/or development activity in line with
the National Qualifications Framework which could enable the trainee
to obtain recognition towards a qualification for training undertaken. It
is important to determine through the Training/Human Resource
Development/Skills Development Unit within the municipality whether
unit standards have been developed and registered with the South
African Qualifications Authority that are in line with the skills gap and
expected outcomes identified. Unit standards usually have
measurable assessment criteria to determine achieved competency.

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

(g) Column 4 of Appendix 1: The suggested mode of delivery refers to the

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

(h) The suggested time frames (column 5§ Appendix 1) enable managers

(i)

to effectively plan for the annum e.g. so that not all their employees are
away from work within the same period and also ensuring that the PDP
is implemented systematically.

Work opportunity created to practice skill/development areas, in
column 6 of Appendix 1, further ensures internalisation of information
gained as well as return on investment {not just a nice to have skill but
a necessary to have skill t that is used in the workplace).

(i) The final column, column 7 of Appendix 1, provides the employee with

a support person that could act as coach or mentor with regards to the
area of learning.
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