PERFORMANCE AGREEMENT
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Rustenburg local Municipality represented by Nqobile Siyabonga Sithole in her

capacity as Municipal Manager (hereinafter referred to as the Employer or Supetrvisor)
and

Moiponi Emily Motlhamme in her capacity as Acting Director Community

Development (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

11  The Employer has entered into a confract 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’) for a period ending 30 November 2017. The

Employer and the Employee are hereinafter referred to as “the Parties”.

1.2 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.

1.3 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.

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

15 In the agreement the following terms will have the meaning ascribed thereto:

1.5.1 this agreement- means the performance agreement between the Employer
and Employee and the Annexures thereto;

1.5.2 the Municipal Manager- means the Municipal Manager of the Municipality
appointed in terms Section 54A of the Local Government Municipal Systems
Act;

1.5.3 the Employee- means the manager appointed in terms of Section 56 of the
Systems Act;

154 the Employer- means Rustenburg Local Municipality; and

1.5.5 the Parties- means the Employer and Employee. ,
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2, PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21  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;

2.2 specify objectives and targets defined and agreed with the Employee and to
communicate to the Employee the Employer’s expectations of the Employee’s
performance and accountabilities in alignment with the Integrated
Development Plan, Service Delivery Budget and Implementation Plan
(SDBIP) and the budget of the municipality.

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

2.4  monitor and measure performance against set targeted outputs;

25 use the Performance Agreementand Performance Planas the basis
for assessing the suitability of the Employee for employment and/or to assess
whether the Employee has met the performance expectations applicable to

his job;

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

and

2.7 give effect to the Employer's commitment to a performance-orientated
relationship with the Employee in attaining equitable and improved

service delivery.

3 COMMENCEMENT AND DURATION

3.1 Notwithstanding the date of signature hereto, this Agreement will commence on
01 July 2017 to 30 June 2018 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.

3.2  This Agreement will terminate on the termination of the Employee’s confract of

employment for any reason.

3.3 If at any time during the validity of this Agreement the work environment alters

to the extent that the contents of this Agreement are no longer approptiate, N&/
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4.1

4.2

4.3

4.4

5.1

52

5.3

the contents must by mutual agreement between the parties, immediately be

revised.

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-

a. the performance objectives and targets that must be met by

the Employee; and

b. the time frames within which those performance objectives and

targets must be met.

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, Budget and Service Delivery, Budget and Implementation
Plan of the Employer, and shall include key objectives; key performance

indicators; target dates and weightings.

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 impartance of the key objectives to each other.

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.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system

that the Employer adopts or introduces for the municipality.

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.

The Employer will consult the Employee about the specific performance
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5.5

5.6

5.7

standards that will be included in the performance management system as

applicable to the Employee.

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.

The criteria upon which the performance of the employee must be assessed
consist of two components, both of which must be contained in the performance
agreement. The employee must be assessed against both components, with a
weighting of 80:20 allocated to the Key Performance Areas (KPAs) and the Core
Competency Requirements (CCRs), respectively. Each area of assessment will
be weighted and will contribute a specific part to the total score. KPAs covering
the main areas of work will account for 80% and CCRs will account for 20% of

the final assessment.

The employee’s assessment will be based on his or her performance in terms of
the outputs/outcomes (performance indicators) identified as per the performance
plan which are linked to the KPA's, which constitute 80% of the overall

assessment result as per the weightings agreed to between the employer and

employee.

KEY PERFORMANCE AREAS WEIGHTING
Basic Service Delivery 40
Municipal Institutional Development and Transformation 0

Local Economic Development ®
Municipal Financial Viability 20
Good Governance and Public Participation 20

Total 100%

In the case of managers directly accountable to the municipal manager, key
performance areas refated to the functional area of the relevant manager must be

subject to negotiation between the municipal manager and the relevant manager.




CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR}

Core Managerial and Occupational
Competencies

{Indicate choice and proficiency level)

\!

Core Managerial Competencies:

Choice

Basic

Competent

Advanced | Expert

Weight

Strategic Capability and Leadership

\

25

Programme and Project Management

Financial Management

Compulsory

\,

25

Change Management

Knowledge Management

Service Delivery Innovation

Problem Solving and Analysis

People Management and Empowerment

Compuisory

25

Client Orientation and Customer Focus

Compulsory

< e

25

Communication

Honesty and Integrity

Core Occupational Competencies:

Competence in Self Management

interpretation of and implementation within
the legislative and national policy
frameworks

Knowledge of developmental local
government

Knowledge of Performance Management
and Reporting

Knowledge of global and South African
specific political, social and economic
contexts

Competence in policy conceptualisation,
analysis and implementation

Knowledge of more than one functional
municipal field / discipline

Skills in Mediation

Skills in Governance

Competence as required‘by other national
fine sector departments

Exceptional and dynamic creativity to
improve the functioning of the municipality

Total percentage

100%

6 EVALUATING PERFORMANGE

- 6.1 The Performance Plan (Annexure A} to this Agreement sets out -

a. the standards and procedures for

performance; and

evaluating

the Employee’s

/
b. the intervals for the evaluation of the Employee’s performance. N\\)
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6.2

6.3

6.4

6.5

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 Personai
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 IDP.
The annual performance appraisal must involve:

a. Assessiment of the achievement of results as outlined in the pérformance

plan:

() Each KPA should 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.

(i)  An indicative rating on the five-point scale shouid be provided for
each KPA.

(i) The applicable assessment rating calculator must then be used to

add the scores and calculate a final KPA score.

b. Assessment of the CCR's

() Each CCR should be assessed according to the extent
to which the specified standards have been met.

(i) An indicative rating on the five-point scale should be
provided for each CCR.

(i) This rating should be muitiplied by the weighting given to each CCR

during the contracting process to provide a score.

iv) The applicable assessment rating calculator must then be used to ¢
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add the scores and calculate a final CCR score.

Overall rating

(i) An overall rating is calculated by using the applicable

assessment-rating calculator.  Such overall rating

represents the outcome of the performance appraisal.

(ii) The assessment of the performance of the Employee

will be based on the following rating scale for KPA's

and CCR's:

Level

Terminology

Description

1 2

Ratin
s [aTs

Outstanding
performance

Performance far exceeds the standard
expected of an employee 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 resulis
against more than half of the performance
criteria and indicators and fully achieves
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 the
employee has achieved 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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d)

7.

7.2

7.3

7.4

7.5

For purposes of evaluating the annual performance of the managers directly
accountable to the municipal managers, an evaluation panel constituted of the

following persons must be established -
(i)  Municipal Manager,

(i) Chairperson of the performance audit committee or the audit committee in

the absence of a performance audit committee;

(i) Member of the mayoral or executive committee or in respect of a plenary

type municipality, another member of council; and

(iv) Municipal manager from another municipality.

SCHEDULE FOR PERFORMANCE REVIEWS

The performance of each employee in relation to his/her
performance agreement must be reviewed on the following dates
with the understanding that reviews in the first and third quarter may

be verbal if performance is satisfactory:

1stquarter:  Not later than end of the second week of October.
27 quarter:  Not later than end of the first week of January.
3 quarter:  Not later than end of the second week of April.

4t quarter and annual review: First week of August

The Employer shall keep a recard of the mid-year review and annual

assessment meetings.

Performance feedback must 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 on agreement between both parties.

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 on agreement with both parties.




9.1

10.

10.1

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps
must form part of the performance agreement. (For the remainder of the

2017/2018 financial year it will not be applicable)
OBLIGATION OF THE EMPLOYER

The Employer must —

Create an enabling environment to facilitate effective performance by

the employee;

Provide access to skills development and capacity building

opportunities;

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

performance of the Employee;

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

Make available to the Employee such resources as the Employee
may reascnably require from time to time to assist him/her to meet the
performance objectives and targets established in terms of this

Agreement.

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising

of the powers will have amongst others —

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

Commit the Employee to implement or to give effect to a decision

made by the Employer; and

10
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A substantial financial effect on the Employer.

10.2 The Employer agrees to inform the Employee of the outcome of any decisions

11.

111

11.2

11.3

taken pursuant to the exercise of powers contemplated in clause 10.1 above,
as soon as is practicable to enable the Employee to take any necessary

action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

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

performance.

A performance bonus of 5% to 14% of the al-inclusive annual
remuneration package shall be paid to the Employee in recognition of
performance, in determining the performance bonus the relevant percentage is
based on the overall rating, calculated by using the applicable assessment-

rating calculator.

The performance bonus will be awarded based on the following scheme:

A score of 130 - 149% is awarded a bonus from 5% - 9% and a score of
150% and above is awarded a bonus from 10% - 14%;

No .| Final Score. ... . ‘i | PercentPerformance Bonus
1 130.0% 5.0%
2 131.0% -135.0% 6.0%
3 136.0% -140.0% 7.0%
4 141.0% - 145,0% 8.0%
5 146.0% - 149.0% 9.0%
6 150.0% -154.0% 10.0%
7 155.0% - 159.0% 11.0%
8 160.0% - 164.0% 12.0%
] 165.0% - 169.0% 13.0%
10 | 170.0% - 175.0% 14.0%

In the case of unacceptabie performance, the Employer shall —

a. provide systematic remedial or developmental support to assist the

Employee to improve his or her performance; and

b. 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

11




steps to terminate the contract of employment of the Employee on

grounds of unfitness or incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION
121 Any disputes about the nature of the employee’s performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment and/

or salary increment in the agreement, must be mediated by ~

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

dispute from the employee;

whose decision shall be final and binding on both parties.

12.2  Any disputes about the outcome of the employee's performance evaluation, must

be mediated by —

(a) In the case of 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)(e), within
thirty (30) days of receipt of a formal dispute from the employee;

whose decision shall be final and binding on both parties.

13. GENERAL

13.1 The contents of this performance agreement must be made available to the

public by the Employer,
13.2  Nothing in this agreement diminishes the obligation, duties or accountabilities of

the Employee in terms of his or her contract of employment, or the effects of

existing or new regulations, circulars, policies, directives or other instruments.

12




14.  SIGNATURES

Signed at RUSTENBURG on this O/ day of yﬂfj@“&u’ 2017

AS WITNESSES:

7
Moiponi Emily Motlhamme
Acting Director Community Development

Signed at RUSTENBURG on this of” day of ﬁeﬂmm 2017

AS WITNESSES:

ftobile Siyabonga Sithole

Municipal Manager

13




6108107 A0S
|ESULA0] B BIEICII0R O s:a8euTiy wjoani|  ubprjuGLIDEWY ueRmUsadiY)
%004 00k £ # uepeidwos eBguotiog| Zi [ Mo uof285 | j0 Jowelpapabiay| Jefipng | siaBouei Jun 1eBpag [afaladtis}d
50550002 [ediopuniy sojdieuid
dalag| BUluuerg Bupuz|d IfE W causndwos uapedioped ajnd vonedinaed
30 ISWBLOLITIME A3 Oyt sislieunyy djeaey JueLudopre JusLLdojaaa] oapeis|fa) pun plE aaumiysAc sgnd pue
Fa00 | %SL %05 b %000 £ 4 Lopa (o omﬁ:S..om_ I AR UDRZ0G | 0 MOWOERDIO) Sy | poacuBojul|  sveBzusi Juny oo a9Q ‘ay | esucwoaed pook oallg poaB pioydn aoUeWIIACE poon
BIrpEpUecG g3enny
pue Jejnfauy) ‘pesucipeun| oL SO
4in2 4 pojouune £/oBrunEy | AINERR.L PUE 106png ueeouey WeieBruspy
1] ] 4] a aQ £ SUOREAGE Ja Joqumb 1y MaN UOROS L) Lty B..&cm_ o._E_uEnxwl_ sroBadepy Jun E«u_ucuﬁml_ Q00 10Y
wnaiue jafpnyg Qo
Bulpoomto 10U glipaag| sJobouely | Anees.)) pun jeBpng Wawefzmy wawjaBeunp
%0k HSL $60% ki 00 4 o Ramypuedie efqueciad| & 1y MeN Uagoog i Wisy sybday) SWRBAD | SIeBEUB N Aliend] 9000y
ueld
JusLdojeaeq peresSoqu|
8 Ap[cdiounL oL jO B
Uz ek [isuedy SL02 LOZ|
o} peppuep| s3clod
|Eudea up Juods £mryan a0
10Epnq [oydes & sl siuBrbep jAnsee) pue sofipng U |pUBdxD] Juoweseueg
90585 T2 %QE %0 W56 £ a0 eltuoaind| g Wb uggaeg apwny wcnncE 1e8pnq [cyden|  sucSeuEl Jun mppuedal 00 Y
©fpng [uopelado Samo SImpus
peanldde o uo sueBeuryy | nssar | pus ofipng jefipng TuowaBEEN
HSE 0% ki %0 HSE g asmpusdes abeiuesied| 4 b Uopoeg| o wiay syuaday [Cuopadcy Bty Jury ingpusde | 0Q) O A
Jerauely.
Qg |ewep; 0anEue
[HfpASE] feLQE A pue sewwmBeosd
Ut [Prols0d Jedizjunie poddns
] oEryoa pRYUsney o swosks
'edpys o . JICHTELLT 1)
SOC | [eIUOy 'sap|reg E|QUDD UGS PUR | AT POIEIBON; s
PRDOjRD ssofieuay|dinseos, put oepng eedianiniy JuswanBeuTy KL L) oLt pur juawoieuews
%001 %SL 0% 5T 001 [\ onuoas o slgjuetied |e4 e uepes o) W) suadoy o Burjoag | sleBeuew pun anUeAOH | OO0 0V | PUE pUnos Welleidu| P defenol) ey edisungy
JUBLLCER|EASD S50U[ENY
(ANS} sespdiniy
ey puz LWnjpely
BL/LLOT 204 [eatRuy QUILLNDER ‘[rwg siqeumens | Uogoala gof pue
oy Joj auueiBod Saoma] J4auop| jo sardos soplES pue ch pasaufs of
ohing poptediy YBnalp! JoBicunyy pun soauadde =enko|dwo Ayjunundan AUALODG Yo POSEE POEIOALD uewdojosg
o5L o8k ] pateoss sqof g0 sequnn] g 051 JIRAUOY Jois poubjg|  jausuauweddy| ueBeuew Jun UORSMY 601 OO QY | -Pboid Hoddhs pUk ping|  wesgine oapg|  Sjuouod [0
wEanGId Uo seooad
ucpensBol | uohens|Sos Aygeurmsns
Ainseos | Angeol S upu Wouleauzuo RUT Ay} [FUBy
[euepEy JEUOREN {ueApy BPURMO £, J& Uareqegel oyg|  wewaSnumy anuessy {RdjoIuni sautyUe
Loprilaws|du (40 USREZTUL] 0} UOISSILAGNS] SepUs ) ssacomd PUE BINSA[D Jo) B5ecad IgpUET PUEUIMG L | (RLISALS oug o} ABmeqe Wewebeuzul
320f0ud %001 %08 Y05 Jusutomacid 440e S0l [+ 40 UoRojdwos obeusaied | ¢ [ #oN | Jo8oumy uopsog ayioda) AuaLEnt Joonseln| :sobouey yunf RIPUET RUGUMOL| Onq igw SNUBAG WG|
ddegeEp
sieAng pue uagajpsyn|
1910081 0 ¥3Q UERBIRELN] METH Ui, Jaayo JuCWUCIAUG | RoLuOSELEY] WA g uanapELnT N WA
RIVIAT0Y SO | SHDAD0N JO | O} UCISBIWIGNS pUE wouyeBosd Bulisioel jo [EuapeanE Adpeoy|  (euoLtesaUz sowuwmBod| coluureBoud ujiakae)
Bunayuei ep0al | Buuesl wey | Bues | sans | uogeduion e %O0L ot uanerublued| §BELe2Ied | £ 193 Mo 1muewusaus suodad AHoonD | put uegis ‘opeg | : soBouey yur Bu|2420M | a20 OV 38 uDpEUGLLID|dLL
Hiomowery| 1000 elbssevsy|  aluofelty
uoLueSeLRy] [ELSWILAIAT JeugmRInp jaedw| | [QuUBLLUDIANT rreaSoucy
%00k %004 o183 ou} jo wojrc) eBEoaIod wimon| ooy suodas fuoens |mewuoug | soBeunin]  mwowsonaun; aod iy
3 Burig R LHNELE AT
feALIa g pepIad Jcu; BnABAIE 0} SUDHUBRISIUE| [ 10} JUBLLLIGIANS
leTs PIos ADjSamE| JoBoueyy 163X0 2|UAL26]0 JuplueBoumy LORBAIGRISS PUE|  dAguLe? £uaos
yus pepaosd Bpjayasnoy spieyasnoy | eenuenuelouel| g A peynies [LILTRILY] BETAN [EAOLIB: Aoy SnfeUIGR PU Algeey
L4 u| oseosou| oBmuennd uopo0s sleded £|Jomnn oise pog | T Jofoumy e QIBTA, HIOS WeS|dy pue Glojdxd ] 'ojes ¢ pahely|  Aanjap sajaies sy
e : s

810272107 SHOLYIIAN| AINVINHOINId ANV SLADUVL AMIAIMIT
LINIFWNCOTIASA ALINDWIHOD  OLO3HIT ONILOY



=

B10T-]IZ dIBJS
[EUL201 2, QRI0130P oL aebruey 1dooe:]  Uagmuswoldu| U fyEuaLs WL
%0CL 5%03) € 1o Uogeides ofieunung | ZL |cfA N uegass|jo welus by toBpng | sJoBeuTy Hun yolpng as4a :av
£REE0D0Id [Bdjajunus swdpaupd
dapeg| bE Bululeld Bupurlg i U1 paueyducs Usgediopiod ajgnd | worediapaed
10 IUBLLPUOLUDIANGIAG GG piafeimpy djesey Juslldojgat] Jueldojoreq BARE|S|fa] puT ple poueUIBADE a1jgnd pue
%00k S H#%O0kE 3 Jo Uopjajduioa omnnoa._em‘_ 1M MEN UORODS | Jo WewIDBpa|man Sy pegeiBeal] | sxeleusp Yun pojeaboiug Q00 0y | esusuloss pool eag pocb pleydn @aueiLoaoh poas
airypundxe fEaRINY
pue sentian “pospoyenr| gy 9slo
N g} poyeUjule| szoBouny [Anseesl pue Bprg JusLuabinuey Juslualicleyy
aQ ] Q [¢] 1) E SUORE{ARR JO Jaquiniy I #eN LDpHS L woy spsdey Giryjpusdxg | sseBouey wun sunypuetx3| 00 OY
unowe 1eBpng o0
BUIPOOINO JOU BUIRIOAT wlefournp | Anceol 1, pue jofpng wowedeloy JusLueBeum
HSh G H0S HEL 56 ¥ us anjjpuotxe ofimusaiey| & | maN LORARE 617 W] sodey; BuRiagy | SaBTuep N SwpiesQ| G0 1Y
e
Jualudojenely pede.SajLy
5 Aedajuned o Jo SULoy
UpJCOA [BIoUBLE §LOLILLOZ,
o} poppuep; Rasfasd|
|eyydas uo yueds AjEnios L1117
10Bpng e B,0jeacrnlp| suofeymy [Linseon) pu eSeng sarupuadie Jusebeuely
%80 308 0T %0 98 ¥ o1 jo sBrjussiod] & [ ad LORses ou oy eadey|  joBpng eyden | sloBouen Hun anipusdxs| dag Qv
1e8png feuofjesede ooma canpplodis
peacidde oy uo aiaBalep) | Ainseol |, pue 1e8png 1ebphg JuoLuoBeucyy
%55 %08 %O [ %56 5 ainypuadxe abejlasied| £ e UgRIeg] e woy spodey [euopmide]  slaBruey wun surypuscka| gog gy fo—
wpuoey
g MLET| QInEUs
HLIRNEE [FRBIEAA | pue ssurnuesSed
put jencLual] Pdsunw yoddns
a oshjo: pleyasnoty <) Bilicaka
“edpye jo WowieBeusul
oolG]  [euey sopoo] £[au0D vaUdLIeD PUE [igjaunul) pojeBey Apgsa
POTIONES| siobeunpy [fnses) pus eBpng daunM wewaleuryy JuslunBEUEL OlgUTIENS suawe|duy puc pawaleurw
[ eelY sl %05 1%5T %onk oL enusat Jo eETUTslEd: |4 BN UORRS ol weoy suadey 0 fupjeog|  =roboumy un anuased| o0 QY | pum punos puc dojeang) Jejauzuy trdpjun g
JueLudojgaep sseUshg
{(FHNgS} sosudssug
QI PUE WRIROI
814410 sood jmjaumu), ERDLINOCR "Bwg aEeuEsns|  uepee.a qof pue
akg Ja) BLITISoIY SHIGAA Apuop| ja seydos sofyoed e Wedemodinie| LAva,B ojwoLaas
2angd poptmexg yBnay| aeleuely LY Boojotde soofodwe Ajuniiug) TLQUSDE Y 2E(q PERe poljmiBap wawdolzaag
05k sl g pejea)x BGaf jo joqunn| & o5l JaegUeD Joyey pouflig| o yuounujoddy | oSeuTyy Yun! Uopsan qep} Q00 QY | -pecig ueddns pue ping UG B BALT | S[IOUCDT B30
sseooud ug sseo0dd
uopess|So: | uagensibol Adt|epEpSTS
fanseon fanseoa] BYS [{PUE] JUOLUGIUCHLG PUG A|GEIA SR
JRUOREN |eucReN {MoApy SRUBIUMS | J0 UOREYJHayes s JUeioPeuy oanusroy o |2 [unu SR
uepmuowo)dw| |je uenuzieul [of oiRawgng | Jepuey} Fedald pue BInTojs jof £5030.d [lupuey SuEubo) | [ERUSLUGME i} o1 ABayens WouieleuT
y6l0.d %00l WO %AS wowenood %07 %001 [ 0 uopeyduwins e8EUssed) I mepy | 2eBeuely uolaes sIpdal £lapmnD joounsoy| :Jebeuew jun; IYPUET PUBINMAL) 90 Qv eruasal Woue|d|
wseqmEp
WRANG pUT LOROtpaLn|
€30[2420J jo w3 WORGIPAN] AT UL a0 JuswUalol  Juswebeuepy Y LR UORSIPSEN] WY LRI,
1019A06 jO | SI0RAGDN |D | 03 UD|ESNUGNS pUB sawlvziBoad Buioheol jo |eucpeanpg Apjpaut  [EUOLLOIAUT seunye/Bosd saluweibiad Buoise:
Bupeyuow_ou00k | Fulimal 9ey | Bujup g0 | beRejdwos %eg OOy g1 | uopmuoweidw ebirupdied| & | MaN L& syoddos AueuTnn]  pul veops ‘ojes] ¢ Jofeump yun Bugadkoon| grod gy o LonmuaweEi
waomoweig] Z JLER) Juslssessy|  JuoweBEUEY
I |ousgEaNpg oedw||  [EmuolucsALg JuinuoBeusy
00 %00% ok 84 jo molas) ¢5eUe0I0d Id) MON|  Imusuiionaug|  sode Aueuenty [eyowmonaug | anfeurpg un jRuRwuRiia] 10 QY
yun Sujng UL ALS
©OIAIDE [CADLUAL Aq popjaesd ELkiIg) oadosoid of Janu| [ o Jey
eieem proD Ayoome JoBeue 1 |0a%p 3UBAAG|0 welsbeuey UOHBAIGEIOD pUT|  BAISBLOA diEjRos
Ly popinald spioyosnoy sployasnol |genuoneboue| |0LE A9 poges Jeaowial |eADLLIO: ApUops-oat SA[SLANYR pue Ayfesy
] 960w afmuezieg| ¢ 00560 L podded Apeymngy oM PIES | 0584 pRag| wie|d pu aiojdxd | opes @ umumly

810Z/L10Z SHOLYDIONI JONYIRMOAEED ONY SLIDYVL AdIAITIA

INIWAOTIAIA ALINNWAOS | YOLDFHIA DNLLIY



T L )%tbo he e

Ty,
AunLa3Aag Aunuine) Roisq Fupsy

B [SEAURIA
oS NS DLIITN RO
94 ?ﬁ AT
HEE |
Ll IOk
uopebpiw ysp clafmanp uzid uoReBRIW WolkSELEY
00k HSL WS HET 00L £ uonsueLLoid| eBmueded | §1 [l MEN Uagosg|  emd [03siBed RSy siy | siofmumy yuny | weweBeuey XS | 094 'Y
QUIELCUR PRENDRS BLY, m
s SEUIPUL pne jBuseE| [I1:LAL £a{16N5 PPNY | slIenyy Jpny Iphg
%00L %00k %00} %UOH 00k 3 5} BeUeds0) DBgUOSIO e MeN opeog | yewoly) uo Yooy ) avuodsey| sofiouely yun| ueajp usheieds | 4990y
sumyaLsg| 8L
PRITINCRS OUR Ulpn
sBuIpLY 1/PNG [PLIOWD| SofEA sajenb ¥y | SeHANT ¥y bli=a*
%ol %001 4 ay oeuadses sBeue0.ad | MeN ualoes|  [Bwaixe uo tadey opesucdsoy| slobeUow pun| woRD Uopried | DG MY
s.i015/50.|
ooUEpUBYEEBURGOLL,
JuouroliEUTy 15TAUAT & wlaBeuop | Jo mnaunausLLIBRIlY Bupoyuay woieBruey
wOnE SO0 L %001 %001 %001 I3 uefiuaudi) omubsine | Sl |ci¥ AN UGRIeS: 10A0] BAIAIGE Joruen|  SOBCUEN JUn FIEHMOY Qac o
Jadny AleLEnD
‘sUapssos Jo|
L M tsieiioy LMBA|
10154 JuownBeusiy GOLIEPLENYY WowaBeLep
COUBLLIOLY BLY JO weBouep SHUALULBY Beroyiop eoddwz
%004 HIL F00L %004 %00k ¥ uoREURLURIU SREU0NINY Al-unp! uagaes D2UEULIOLE oalueLuDio ] sieSrue yun eaueuuolod| G934 'Y
SOnOLe0
Buueeig put podey
TNULY UOpIRYSES
s W ‘sRi0
oagmuBsDIdey
supoe “a.aTaL|
yopedjapmd sjqnd sladelen [eRARL)SImE Bas UoREdIpCS: uonedispzd
10 GotrpLoRe BEMUDOID QUUBPUOIY wioSeuep )




PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

NS Sithole

[“the Employer’]
and

Moiponi Emily Motilhamme
[“the Employee’]




1.

141

Personal Development Plan

A Municipality should be committed to —

(@)
(b)

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

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

14.2 A Municipality should follow an integrated approach o Human Resource Management,

1.1.3

1.1.4

that is:

(@)
(b)

(c)

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

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.

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.

Career-pathing ensures that employees are placed and developed in jobs
according to aptitude and identified potential. Through training and development
they can acauire the necessary competencies to prepare them for future
positions. A comprehensive competency framework and profile for Municipal
Managers 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.

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

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

Compiling the Personal Development Plan attached at Annexure B.

(@)

(b)

Competency assessment instruments, which are dealt with more specifically in
main Performance agreement, 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.

The competency framework and profiles and relevant competency assessment
results will enable a manager, in consultation with his / her employee, fo compile
a Personal Development Plan. The identified fraining needs should be entered
into column on Annexure B, entitied Skills / Performance Gap. The following
should be carefully determined during such a process:

) Organisationat needs, which include the following:
o Strategic development priorities and competency requirements,
in line with the municipality’s strategic objectives.
o The competency requirements of individual jobs. The relevant

job requirements (job competency profile) as identified in the job

W




()

(d)

(d)

()

(9)

(h)

description should be compared to the current competency
profile of the employee to determine the individual's competency
gaps.

o Specific competency gaps as identified during the probation
period and performance appraisal of the employee.

(i) Individual training needs that are job / career related.

The prioritization of the training needs [1 to 1] 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 the Workplace Skills Plan.

Consideration must then be given to the expected outcomes, to be listed in
column 2 of Annexure B, so that once the intervention is completed the impact
it had can be measured against relevant output indicators.

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 3 of Annexure B, 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.

Column 4 of Annexure B: The suggested mode of delivery refers o 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 programimes, efc.

The suggested time frames (column 5 of Annexure B) 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 Annexure B, 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
that is used in the workplace).

The final column, column 7 of Annexure B, provides the employee with a
support person that could act as coach or mentor with regard to the area of

learning.

1
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