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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 Clir. W. Safers
in his capacity as Mayor (hereinafter referred to as the Employer)

and

Dr. E.M. Rankwana as 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

22

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;

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;
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2.3

2.4

2.5

2.6

2.7

Dr. Beyers Naudé Local Municipality

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

34

3.5
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This Agreement will commence on the 01 July 2025 and will remain
in force until 30 June 2026, where after a new Performance
Agreement, Performance Plan and 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
decisions or otherwise) to the extent that the contents of this
Agreement are no longer appropriate, the contents shall
immediately be revised.
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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.

4.3 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.

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

5. 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.

5.2 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.

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.
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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 KPAs (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 (KPAs) and the Core Managerial Competencies
(CCRs) respectively.

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

6.2.3 KPAs covering the main areas of work will account for 80%
and CCRs will account for 20% of the final assessment.

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

Infrastructure Planning & Service Delivery

Community Development

Organisational Transformation & Institutional Development

Local Economic Development

Back to Basics — Good Governance & Public Participation

Back to Basics — Sound Financial Management

6.4

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

7. PERFORMANCE MANAGEMENT SYSTEM

7.1

7.2

7.3

7.4

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:
7.56.1 Assessment of the achievement of results as outlined in the

performance plan:

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

performed under the KPA.

7.5.1.2. An indicative 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 CCRs

7.5.2.1. Each CCRs should be assessed according to
the extent to which the specified standards

have been met.

7.5.2.2. An indicative rating on the five-point scale
should be provided for each CCRs.

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

7.5.3 Overall 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 KPAs 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.
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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.

Fully effective

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.

Not fully
effective

Performance is below the standard
required for the job in key areas.
Performance meets some of the
standards expected for the job.
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.

Unacceptable
performance

Performance does not meet the
standard expected for the job. The
review/assessment indicates that
they employee has achieved below
fully effective results against
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.
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For purposes of evaluating the performance of the Employee, an
evaluation panel constituted of the following persons will be
established -

7.7.1 Honourable Mayor;

7.7.2 Chairperson of the Performance Audit Committee or the
Audit Committee in the absence of a performance audit
committee;

7.7.3 Member of a Ward committee as nominated by the
Executive Mayor or Mayor;

7.7.4 Member of the Mayoral Committee or Executive committee
or in respect of a plenary type municipality, another member
of council; and

7.7.5 Mayor and/or Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1

8.2

8.3

8.4

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 July —
September 2025 | 315t October 2025
2 October -
December 2025 | 30" January 2025
3 January - March
2026 30t April 2026
4 April - June
| 2026 31st July 2026

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.
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8.5 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
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-
P @f/L\t \

My
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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
Employee to take any necessary action with delay.

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 Mayor may institute disciplinary hearings against the
employee.

12.3 A performance bonus ranging between 5% to 14% of the
employees inclusive annual remuneration package may be paid to
the Employee in recognition of outstanding performance, upon
Council’'s approval.

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.
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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 —

Whose decision shall be final and binding on both parties.

13.2 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.
Any dispute about the employees performance evaluation, must be
mediated by-

13.3 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.

//
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Thus done and signed at Graaff-Reinet on the 23 day of July 2025.

AS wnwﬁ
1.

WW MUNICIPAL MANAGER
2, .

.

Thus done and signed at Graaff-Reinet on the 23 day of July 2025.

AS WITNESSES:

Performance Agreement — Dr. E.M. Rankwana

-13 -



-7 1
- j @ BuBMNURY ' "I — JoBeuepy [ediomunjy — ue[q 9oUBULIOLIS

920¢ ANNC 0€ — S20Z A'INM L0 -aO3d FHL ¥O4
YIOVNVI TVdIJINNIN SY
ALTVIDINNIW 3HL 40 33A0TdNE SHL
VNVMYNYY "W3da

ANV
S¥34vS "M HT10

HOAVIN 3HL A8 J3LNIASIHLIN SV
3ANVN SY3A39 "4aA 40 ALIVAIOINNIN IHL

usamjaq pue Aq ojui pasajug

NV1d 3ONVINYOAM3d

YIVIISYINDT | LIBLAVAISINN | ALITVILIININ

SPNEeN sJaAag JJg

V ainxauuy

AnpediorumiA 189077 9pneN s104ag “I(]



[
BUBMNUBRY'INH "I(] — Jo8eus) [edoiuny — uelq soueuLiojog

uawabeueyy |eoueul4 punog — solseg 0] Yoeg
S0UBUISA0S) pOOL) — SalIseg 0} joeq

uswdojaaa(g J1WOU09] |80

uswdojena(g [euonnifisu| | uonewIojsuel| [euoneziueBio
swdojanaq Ajunwiwion

Aanaq o108 g Buluueld ainjonssequ)

s K e X

's10}edipul souewiopad Jes jsulefie soueuliopad Jabeueyy [edidiunyy By WO} (1M JusLwuIaAob |eso Jo saAnoalqo Buimojjoy ay |

SALLITIGISNOdSIY A3 T

"Ajlenuue
Pamainal se pue (dql) ueld Juswdojenaq pejelbaju| s Ayjedioiunyy oy} ul Jos se siojesipul aoueuuopad A9y ay) uo paseq aq jshw
sjabie; pue saanodsiqo soueunopad Jey) sepinoid yoym oy swalsAg [edounyy ayy Jo (G) LG UOKDSS pue payoene si jJuawnoop
SI} Yyolum 0} Juswealbe souewuopsd Jebeuepy jedidiunpyy sy) jo suonepsdxs sjiouno) ay) ssuysp ueld soueuuopad sy

3S0diind I

Anfedpumpy (200 gpneN siokag "I



€
\ BuBMYUR] g "I{ — 395eue [ediounjy — Ue]q SOURWIONS

juswabeuey [eloueuld pUnog — soiseg o} Joeg
89UBLIBAOS) POOL) — Siseg O} JoBg

juswdojenaq J1uouU0T [0

juswidofeaaq jeuonniisu| g UCKBULIOJSUBS | [BUOREZIVEBIO

wewdojanag Ajunwiio
Kienjag oo1uag g Buluueld aimpnaseyu
SYIAVY JONVINHOIYId AN

-MOISq a1qe} sy ut pays)) saAosiqo difajess sy uuoul ‘sshojdwe sy yum uoneyNsUd Ul Jes pue (9o0z) suonenbay Juswabeuepy
SouellIopdd pue Buluueld [ediojunjy JUSWUISA0S |E007 Y} Ul PBUIRNO ‘SB (SYdX) Sealy SoueuLopsd Aoy Buimojjoy ay

SVYIY JONVINHOSHAd AN "¢

AnrediomuniA] 600 opnepN SI9A3¢ “I(]



- v .v
% @ euBMURY A H K] — I98euejy [edIOIUNA — U] SOUBULIONS]

uo pajebpnq

Junowe jejo

/dQ| ui Jeak

8} 10} payyuspt

se sjoaloid

uo Juads junowe

{enidy) dai

s Ayedioiunyy

Y} JO SuLR)

8noqe Ut g90¢/520¢C

pue %96 =g 103 payguap!

%S6 =¥ sjoafoud
%06 =¢ leudeo uo yuads Asaljag
%95 "shodas g pue 196pnq jeydeo VIAIBG Diseq
ueypaow =g digas Apspenp s Ayjedidiunw 19 Buuuely
%0E uey} ajow =| %06 %8S %0¢€ %St %06 | ueds jobpnq jended % | suodey L2 Apuo e Jo afejusatad aunonaselul

anoge
PuE %66 =G

%8 =t "ajelooalq
%08 =¢ Jow usaq aaey amjonyseyul jo AaneQ
%08 SIS aINjonselu| uoistuadns pue 203G diseq
ueyj aow =g ajelolanq suodal Jswabeuepy 9 Buluue)
%02 ueyj asow =i %08 %08 %08 %08 %08 | 8y} Jo S,idX 2y} J0 %08 n__mn_m&momm:c SAROSY] alnponiseiu)

yobue)
¥ Japenyd) € Japenp Z 18yend | 18uend jenuuy

NIOVNVIN TVAIDINNA - NV1d 3ONVIWHOI3d

SHOLVOIIANI SONVYINNOJ¥3d ANV S139dVL AMIAINAA IDIANTS »

Jayjo yoeas 0} saAjoalgo Aay ay jo souepodul aaleas sy}
moys sBuybiom ayj "parsIyoe q 1SN S0M SU} YoIyM U] SWelewl} SU} aquosap sejep jeble} sy "PauIE)qo usaq sey anpoelqo
Ay e Jey) moys o} papiaoid aq Isnw Jeyl aoUBPIAS BU} JO S[iEISp ay) apiAoid (Sidd) SIoKeDIpUY souewiopad Aey Bumolio) sy

SHOLVOIIANI IONVINLOIYId A3 v

Anpedidunpy [eoo] apnep s1skag “I([



S

eueMmUBRY A" "I — JoSeurA [edIolunA] — Ue]J 9OUBULIOLID]

pue syodal p=¢ Hodalu Hodatu yodasu yodaiu ‘suolnjosal
suoynjose: | onejusweidwy | opeuswadun | opeuswaidwi | onejuswaidw {Iounoo jo
10 uoejuaws|dun uonnjosal uognjosas uoinjosal uopnjosai uonejuawajduui
%08 jounod flounco {1ounoo JIounoo ay) uo
pue spodal ¢ = Auspenb Ayspenb Apapenb Apayenb spoday spodais Apspenb luowdojsaap
spodauy=¢ pue JajsiBaa pue Iejsifal pue sajsibal pue 198161 uogejusws|dun  Buipinoad leuonnpsul
syodaig =7 uognjosal uonnjosal uonnjosas uolnjosal Apapenb pue Aq suonnjosas | g uojewlojSUR]
spodas 2 = | pajepdn pajepdn palepdn pajepdn L Joysi6as uopnjosay | Jeisiboy uonnjosey [12Uno?) JoNuo |euonezuebig
‘Pounoy
0} payiqns pue
palipne spodai ‘aoUBULIOHRd
lejuswpedaq =g jeuonniisy, jo
S,99IWIL0Y) {lounoD wiojul
Buipuerg 0} ‘gzoz AInp
0} pajiugns osje "9Z0e AIne "920e dy | "9z0z Atenuer | “gZ0Z JoqojoQ o¢ 4q pouno)
spodas d19as 4q jjouno) Aq pouno) Aq pouno) Aq punod 0} papiwiqns
{eluswipedeq = ¢ 0} paywgns o} payugns 0} papiwqgns 0} pajugns syodai luewdojenap
spodal p=¢ Uodau uodal uodas uyodau samnuw souBuULIONad jeuonnisu;
suodasg =7 aoueuLoOHNd aoueuLIOdad 8oUBULIONSd sguewloped ‘spodal preoqysep | |19UNOYD Yum spodal 419408 | ® uojeulojsuen
Hodas =) digas L digas digas i digas 1 4 digas Apsuenp Wd Apapen Apspenb # | jeuoneziuebio
aA0qe
pPue %06 =5 8jeloaug
%08 =V 20VINleg
%0, =€ Pw ejelodion jo Juswdojanap
%08 uaaq anel Sa0IBg uoisiauadns pue Jeuognisu;
uByj alowW =z ajesadiod ajelopaiq spoda) Juswesbeueyy | @ uoneWwIOjSURY)
%0¢ uey; alow =, %08 %08 %08 %08 %08 | 384} 10 S,idM AUl Jo %08 digas Apapenp sanoaya feuoneziuelio
anoqe
pue %g6 =g 8jelolralg
%G8 =¥ adineg
%08 =¢ jow Anwwoy jo
%05 uaaq anel SaJINISS uoisiuadns pue
uetjeow =g Aunwwon ajeioang spoday juawabeuey Wawdojana(g
%02 uey} ajow =|, %08 %08 %08 %08 %08 | 8 JO S,IdM 8y} JO %08 digas Apspenp analg Aunwwoy
00Lx

{s1oafcud jepdeo

Aypediouni] 12007 SpneN S1949¢ “I(]



9

eUBMURY A "I — JoFeuejy [edIOINIA] — UB[J S0UBWIIONS]

ybisiono pue
podsy jenuuy = ¢

9202 udtep 9202
L€ Aq pajdope "§202/¥202 ‘Jlouno) yole Lg Ag
poday [enuuy = ¢ oy pajdope ‘Hoday al0jeq ‘syodal l1ouno?) 0} podas
|1ounog o} pajqe) Joday fenuue uo pajgel aq 0} "lounod o} papigns Jybisiano pue Wbisieno pue 30UBLISACY
yodaiyelp=¢ wbis1ono pue uojjedioied | podai jenuue yodau WbisisAQ lenuue paaoidde Hodal jenuue poog) —
yodas yesp = | Beju [enuue |eul4 olqnd yelp isn4 L pue jenuuy [euld | UO Sajnul jIounos feuy yuigng saiseg 0} yjoeg
"(Lz19z0z
Joj uogip3
) f1vuno)
Aq paidope
dal 2202
- 920 pasiaal
yeig x| ‘sue|d
(2219202 uswdojansq
Joj uonip3 ‘1jsibay Piep yeiq
wG) lbuncd Aq Josfoig ‘wijeud x Z|
ponoidde 4l |  dalyeIa X L
1202 - 2202 ‘sdoyssjiom
(zzoz9z02 feuld x 1 (p) ‘Buneaw Buiuueid
uonipg ‘Bunsaw 4y daixi peseq "5202
wS) dal 2202 | 4y n_om X1 ) 5 -PreA X ZL | 18nBny cLE AQ
-220zZ pasiAal ‘Buneswu ‘sBuysaw ue|dq $53201d :
poncidde feuy =¢ | 0 daiX L (@) | oS ddIxz (sseooud |  pajdopy () dl paAoudde uo
saAoe ‘sBunoaiy dal g ‘ueld LORN|OSaM [IOUNcY A
M3INDI paNWII=Z | dd /YoBRAND ‘Hoday | mau Jo youne)) $S8001d i uonedionied Aq ‘1202 - 2202 aoueusen0
dal [esolepy 492 yesq Bunsaw 9202 - G202 lignd /sbugieaw Jo} dql sesk poog —
30 M3iAal OU =| x2i (e) | pajeposuon 44 daix | aledaud (e) L | ddi aiqipaso paydopy Jo sejnuin -G BJO MalARy |  soiseq o) djoeg
anoqe
PUB %G6 = G
%G8 = ¥
%08 =¢ Jow usag yun Q37 40
%05 aaey yun justudojsaag “IpUnoD uoisiatadns pue
uey; alow = g oioucdy [eoo] | pue 0ox3 o) spodas Juswabeueyy yswdojansg
%02 uey) alow =i %08 %08 %08 %08 %08 | 98Ul 40 Sid) B JO %08 Q31 Auepenp SAaYT | DIWOUCDT (00
suopnjosal
40 uonejuswajdun
%001

Anjedommpy [eoo] gpnep siokag I




L

BURMNURY A "1 — IoSeuepy [ediotumjy — Ue|q S0UBULIONS]

Apapuenb

pue pancidde
ueyd uogoe Jipne
peseq-ysiy =
*99))IWILOD

}ipne Aq panoidde
ue|d Jipne

poseq ysiy =¢
‘doyssiom

uejd ypne paseq
suyeig=¢
ued ypne paseq
s jelp=)

uejd uonoe
jipne anciddy

ue|d uonoe
ipne yeig

e/u

B/

‘panosdde uejd

‘Buneaw sapwiwon
Hpny jo senuiin

9202

aunp yog Aq
QoNILWOD Jpne
£q panoidde
ueid uotoe

Jpne paseq jsiy

S0UBLIBACL)

poog —
soiseq 0} yoegq

slage|smau
[ewsju

Alyuow g}

pue siapajsmau
Apauenb ¢ =g
siepajsmau
eusu Ajyyuow-ig
O pue SIAYBISMIU
Apspenb 4 = ¢
SIaYja|SMau
Apouenb p=¢
slapsismau
Aysyenb g =2
sJasjsmau
Apepenbz = |

‘suuojjeid
algnd e

uo psjnquisip
Jopaismau
Apspeny

‘swuogped
alqnd jje

uo pajhqusip
JoyaIsmau
Auspenp

‘sunope;d
aljqnd e

uo psinquisip
Jeyeismau
Aspend

‘suuoperd
alqnd e

uo pajnquystp
Jopeismau
fuayenp

slape|smau Aapenpd

slanajsmau
Auauenp

920¢ sunp

0¢ Aq psinquisip
SI9)9[SMAU
Apayenb

1O JIBqUINN

soueLIBN0L)
poog —
soiseg 0} Joegq

Spiem
lie u; sBuueay
ollqnd pue

Yey LE adojeq
pajdope uodal
Jbisiano pue
yodal lenuuy =g
‘SpIem [jg

u; sBuueay oyqnd
pue yosep Le

uo pajdope uodals

Ayedommp] (200 gpneN s1ekag I



8

BUBAMUBY 'Y "I — Iodeue]A] [edIOIUNA — UR[] 9UBULIONS ]

pepung =g
9202 Yosep

1€ Aq pajdope
19bpng = ¢
920¢ sunp

w0€ Aq paydope
Jebpng = ¢
[launod

a104eq pajqe;
1ebpnqyeig =g
1ebpng yeiq =

'920Z aunr og
3y} uo [BUnon
Aq panoiddy

'9202 Uosel
o€ Aq yeiq

padojonsp
sanuoud
196png

paidope
ueld ss3001d

‘Iouno) Aq
pajdope JaBpnq jeuly

uojN|oSaYy |OUNOY)

'9goe sunp
0€ 4q unoy
Aq panosdde
1ebpng
£202/9¢02

‘Juswabeueyy
|eloueul4
punog -~
soiseq 0} yoeg

uojurdo

ypne ues|o — g
uoiuido
payiienbun
panosdu = ¢
uoiuido
pauyenbun =¢
uojuido
payienb =z
uojudo
Jawiepsip = |

BjU

B/

=70]

yodal ypne pagyenbun

yodas ypne ‘uejd
uoHOE JIpNE [BLIu]
‘ueid uopoe ypny

920¢

aunr o€ Ag OV
ay} Aq suoludo
ypne pagyenbun
40 Jaguinpy

Juewaleuepy
[elourULy
punosg —
solseq 0} yoeg

anoqe

PUE %G6 = G

%G8 = ¥

%08 =€

%05

ueyjaswow =g
%0¢ uey) atows =l

%08

%08

%08

%08

%08

1w

usaq aney sanines
leioueuly Jjei0paN(]
943 Jo 8,IdX eul Jo %08

spodai
digas Apsuend

ajelolang
Anseal |

9 196png Jo
uoisiiedns pue
awsbeuepy
SAjOaY

‘Juswebeuepy
|eloueur4
punog -
soiseg 0} yoeg

syodes
uonejustuajdus
Ayow

pue uejd ypne
peseq-ysiy =g
'spodal
uonejuswajdiuy

Ayediomuny Teoo ppneN siaksg I1q



6

BuUBMURY '] "I — 1o8euely [ediorunyy] — ue]q SouBULIONS]

{111 (%001 paadXxa jouued) |ejoL
juswabeueyy uieyn Aiddng FA
oL suonejay Japjoyssels pue diysiauped ol
s|is Buisuanyu peoueapy Sl
s|iiys uonenobau pasueapy 14
oL S[iIMS uoneipa €l
uonejuaw)dwy pue uonesiemdasuos Asijod [4"
ol 19npuoy [ed1yl3 pue Aligejunoooy b
ol UoREIIUNWILLOY) 0l
ol SN20- Jawolsng pue uogejuaLQ |0 6
(1] juswabeuepy Asianq pue edoad 8
Bunjuiy ) eonAfeuy pue Bulajog waqoid L
ol uoneaouu] Aisala( aonss 9
Juawabeueyy abpapmouy S
juswabeuey abueyn 14
(1] juswabeueyy |eloueul4 €
Juswiebeuely 103lo1d pue swweiboiy c
0z Agede) oibsjens I
sausladwio) feuebeueyy 2109
yBiap juswidnbay Asuajadwos aion ON
b-Fole)

SpIeMm jje
uj pjay sbuueay
alqnd pue gzog

Yorel Lg alojeq
paydope 1abpnq

Anpeddiuniy reoo] gpnep siskag Iq



01
BUBMYURY ] “I(J — J93eue]y [edISIUNA — UB]J S0UBWLIONS ]

e

Jofep auyy Aq paydasoe pue paubig

Jabeuepy jedioiunyy ayy Aq pasydesse pue paubig

Aredionmpy] 1200 ppnep siakag 1



Annexure B

" JI’.&JM" r

Dr. Bevers Nasude

MUNICIPALITY | MUNISIPALITEIT | UMASIPALA

PRO FORMA
PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between
THE DR. BEYERS NAUDE MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER

CLLR. W. SAFERS
[THE EMPLOYER]

AND
DR. E. M. RANKWANA

AS MUNICIPAL MANAGER
[THE EMPLOYEE]

PERIOD: 01 JULY 2025 - 30 JUNE 2026

Personal Development Plan - Dr. E. M. Rankwana



1.1.1

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.

1.1.2 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 to be
successful it should be based on sound Human Resource (HR)
practices, such as the (strategic) HR Plan, job descriptions, the result
of regular performance appraisals and career-pathing.

(c) To ensure the necessary linkage with performance 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 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 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 progress

Personal Development Plan — Dr. E. M. Rankwana



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 priorities and competency
requirements, in line with the municipality’s strategic
objectives.

= The competency requirements of individual 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
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.

(f) 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. legisiation];
internal or external training provision:; coaching and/or mentoring and
exchange programmes, etc.

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

() 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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