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2018/18 PERFORMANCE AGREEMENT

The Employer, MANDLA STANLEY DLAMINI has entered into a contract of employment with the

Employee, MANDISI GARETH TREVOR MNIS! (ID 891209 5278 08 9} in terms of section 57{1}{a)
of the Local Government: Municigal Systems Act, 2000 (Act No 32 of 2000) {“the Systems Act”).
The Emplover and the Employee are hereinafter referred to 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 outcornes that will secure local goverament policy goals.

The Parties wish to ensure that there is compliance with Sections 57(4A), {4B), and (5) of the

Systems Act.

12, _Pu'g"'pr:)_'se_of this - The purpose of this Agreement is to:

Comply with the provisions of Section 57{i)(b}, (4A), (4B} and (5} of the Act as well as the

employment contract entered into between the parties;

Specify objectives in terms of the key performance indicators and targets defined and agreed with |
the employee and to communicate to the employee the employer’s expectations of the i
employee’s performance and accountabilities in alignment with the Integrated Development Plan, -

Service Delivery and Budget Implementation Plan {SDBIP) and the Budget of the municipality;

Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement as the basis for assessing whether the employee has met the

performance expectations applicable to his ar her job;

In the event of outstanding performance, to appropriately reward the employee;

Give effect to the employer’s commitment to a performance-orientated relationship with its

employee in attaining equitable and improved service delivery.

This Agreement will commence on 1 July 2048 and will remain in force until 30 June 2019 :
thereafter a new Performance Agreement and Performance Plan shall be concluded between the

parties for the next financial year or any partion thereof.,

The parties wit review the provisions of the key performance areas {KPA’s] and key performance

indicators (KPIs) of this Agreement at any time during its term.

The parties will on an annual hasis, in terms of the provisions of section 57(2){a) of the Systems Act @
conclude a new Performance Agreement and Performance Plan that replaces this Agreement by

not later than one month after the beginning of each successive financiaf year.

I£ at any time during the term of this agreement the work environment alters (whether as a result
of Government or Council or otherwise) to the extent that the contents of this agreement are no

longer appropriate, the contents will immediately be revised.

The Performance Plan {Annexure A) sets out:

41,1 Key Performance Areas that the employee should focus on;
4.1.2 Core competencies required from employees;
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4.1.3 The strategic objectives, key performance indicators and targets that must be met by
the Employee; ;
4.1.4 The time frames within which those performance objectives and targets must be met. .

The performance objectives, key performance indicators 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 strategic objectives; key performance indicators; targets and weightings. A
description of these elements follows:

4.2.1 The strategic objectives describe the strategic intent of the organisation that needs ta
be achieved; ’

4.2.2 The key performance indicatars provide the measyrements on how a strategic |
objective needs to be achleved;

423 The target dates describe the timeframe in which the work must be achieved; :

4.2.4 The weightings show the relative importance of the key performance areas, key -
objectives and key performance indicators to each other.

: f" 5.1 The Employee agrees to participate in the performance management system that the employer
adopts or introduces for the employee, management and municipal staff. :

5. Performance B
M 1 agement .

The Employee accepts that the purpose of the performance management system will be to
provide a comprehensive system with specific performance standards to assist management and :
municipal staff to perform to the standards required. :

The Employer will consult the employee about the specific performance standards that witl be
included in the performance management system as applicable to the employee. :

The Employee undertakes to actively focus towards the pmmo’clon and implementation of the
KPA's, (including special projects relevant to the employees responSIbsllties) within the local :
government framework.

The criteria upon which the performance of the Employee shall be assessed consist of two
components, Key Performance Areas and Core Competency Requirements, both of which shalt -
be contained in the Performance Agreement: :

55.1 The Employee shall be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPA's) and the Competency requirements :
respectively.

5.5.2 Each area of assessment shall be weighted and will contribute a specific part to the :
total scare. ' :

The Employee’s assessment will be based on hisfher performance in terms of the key
performance indicators and projects deliverables identified as per the Performance Plan |
{Annexure A), which are linked to the KPA's, and will canstitute 806% of the overall assessment
result as per the weightings agreed to between the Employer and Employee. Refer example -

helow,

Key Performance Areas {KPA’s) Weighting
Basic Service Delivery and Infrastructure Development 20
Municipal Transformation and Institutional Development 10

Local Economic Development {LED) 5
Municipal Financial Viability and Management 40

Good Governance and Public Participation ‘ 20

Spatial Rationale and Municipal Planning Alignment 5

Total 100%

A manager’s responsibilities are also directed in terms of the abovementioned key performance
areas. In the case of managers directly accountable to the municipal manager, other key

performance areas relatéd to the functional area of the relevant manager can be added subject |
to negotiation between the municipal manager and the relevant manager. :

n s
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5.8  The Leading Managerial Competencies {LMCs) will make up the other 20% of the Fmployee’s :
assessment score. Core Competencies {CCs) that are deemed to be most critical for the
Employee’s specific job should be selected (v} from the list below as agreed to hetween the i
Employer and Employee. i

LEADING COMPETENCIES

Indicate

choice Weight

Leading Managerial Competencies (LMCs)

1. |Strategic Leadership 8.3
+ [mpact and Influence

+ Institutional Performance Management
+ Strategic Planning and Management

+ Organisational Awareness

2. |People Management Compulsory | 8.3
+ Human Capital Planning and Development
+ Diversity Management

+ Employee Relations Management

+ Negotiation and Dispute Management

3. |Program and Project Management 8.3
+ Program and Project Management and Implementation
+ Service Delivery Management

+ Program and Project Monitoring and Evaluation

4. |Financial Management Compulsory | 8.3
+ Budget Planning and Execution

+ Financial Strategy and Delivery

+ Financial Reporting and Monitoring
4. |Change Leadership 83
+ Change Vision and Strategy

+ Process Design and Improvement

+ Change Impact Manitoring and Evaluation
6. |Governance Leadership 83
+ Policy Formulation

+ Risk And Compliance Managemeant
+ Cooperative Governance

Core Competencies (CCs) 83
7. |Moral Competence 8.3
8. |Planning and Organisation - 8.3
9, |Analysis and innovation 8.3
10. |Knowledge and Informaiion Management 8.3
11. | Communication 8.3 :
12. | Results and Quality Focus 8.3 i
Total percentage - 100% :
g
6 E'\{é'h;la_t_ing 26l The Performance Plan {Annexure A) to this Agreement sets out :

< Performance

6.1.1 The standards and procedures for evaluating the Employee’s performance;
6.1.2 The intervals for the evaluation of the Employee’s performance.

: 6.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition ;
review the Employee’s parformance at any stage while the contract of employment rerains In

force. 3

6.3 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 timeframes,

L 64  The Employee’s perfarmance shall be measured in terms of contributions to the strategic -
ohjectives and strategies set out in the Employer’s iDP. i
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6.5  The Annual Perfarmance Appraisal will involve:
6.5.1 Assessment of the achievement of results as outlined in the Performance Plan

{2} Each KPA shall 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.

(b) Actuals are supplied for KPls and Activitles under each KPA as part of the :
institutional Assessment. Based on the Target for an activity or KPI, over or under :
performance are calculated and converted to the 1-5 point scale, These scores |
are carried over to the applicable employee’s performance plan. During
assessment, the employee has a chance to submit evidence of performance.

(¢} The applicable assessment rating calculator shall be used to calculate a final KPA -
score.

6.5.2 Assessment of the competencies

{a} Eachcompetency shall be assessed according to the extent to which the specified Q
standards have been met. '
(b} Anindicative rating on the five-point scale shall be provided for each competency.
(c) This rating shall be muitiplied by the weighting given to each competency during |
the contracting process, to provide a score. :
{d) The applicable assessment rating calculator is then used to calculate a final :
competency score. :

6.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator.
Such overall rating represents the outcomes of the various weighted ratings contained

in the Performance Plan, which reprasents the outcome of the performance appraisal.

" 6.6  The assessment of the performance of the Employee will be based on the following rating scale .f
for KPAs and Competency reguirements: i

Rating Terminology | Description

Performance far exceeds the standard expected of an employee
at this level. The appraisal indicates that the Employee has
Outstanding | achleved above fully effective results against all parformance

> performance | criteria and indicators as specified in the Performance 5'
Agreement and Performance Plan and maintained this in all
areas of responsibility throughout the year.

. Performance Is significantly higher than the standard expected
Performance | . ) C
sienificant! In the job. The appraisal indicates that the Employee has
4 & ¥ achieved above fully effective results against more than halfof | -
above e . . ;
expectations the performance criterla and indicators and fully achieved all
P others throughout the year. :
Performance fully meets the standards expected in all areas of ;
the Job. The appralsal indicates that the Employee has fully| i
rfo C \ . . o i
3 Periormance achieved effective results against all significant performance

lly effective o - e
fully criteria and indicators as specified in the Performance

Agreement and Performance Plan,

Performance Is befow the standard required for the job in key
areas. Performance meets some of the standards expected for
i performance | the job. The review/assessment indicates that the employee
not fully effective | has achieved below fully effective results against more than half | -
the key performance criteria and indicators as specified in the
Performance Agreement, and Performance Plan.

rRating ' Terminology | Description | i
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improvement.
67 For the purpose of evaluating the performance of the section 56 manager reporting to the :
municipal manager, an evaluation panel constituted of the following persons must be estabtished
6.7.1 Municipal Manager (Chairperson);
5.7.2 Chairperson of the Performance Audit Committee;
6.7.3 Member of the Mayoral Executive Committee; and
6.7.4 Municipal Manager from anather municipality.
- 6.8 The manager responsible for human resources of the municipality must provide secretariat '
' services to the evaluation panels referred to in Section 6.7,
._S_ché'd;:jfé_fpr 7.1 The performance of each Employee in relation to his/her Performance Agreement shall be
: '__Pg'r-fc_j_;m'ance reviewed within the month following the quarters as indicated with the understanding that _:
Reviews. - reviews in the first and third quarter may be verbal if performance is satisfactory:
First quarter : July - September {October)
Second quarter : October - December  (January)
Third quarter : January - March (April)
Fourth quarter : April - June {July}
= 7.2 The Employar shall keep a record of the mid-year review and annual assessment meetings.
7.3 performance feedback shall be based on the Employer's assessment of the Employee’s
' performance.
' f 7.4 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 Emgloyee shall be fully consulted
before any such change is made. '
1.5 The Employer may amend the provisions of Annexure Awhenever the performance management
: system is adopted, implemented and/or amended as the case may be. In that case, the Employes :
shall be fully consulted before any such change Is made.
"_f'b'evéldpmental 81  The Personal Development Plan {PDP) for addressing developmental gaps shall be documented -
-Re_qu_ire_rhe_r_lts as identified during any performance review discussions. 3
-. Q:b_li_gafiqns of 9.1 The Employer shall:
the Employer
S 9.1.1 Create an enabling environment to facilitate effective performance by the employee;
9.1.2 Provide access to skills development and capacity building opportunities; _
9.1.3 Work collaboratively with the Employee to sclve problems and generate solutions to :
commeon problesms that may impact on the performance of the Employes; .
9.1.4 On the request of the Employee delegate such powers reasonably required by the j
Employes to enable hir/her to meet the performance objectives and targets established |
in terms of this Agreement;
9.1.5 Make available to the Employee such resources as the Employee may reasonably reguire |
from time to time to assist him to meet the performance objectives and targets
established in terms of this Agreement.
10, Consitation
2018/19 PERFORMANCE AGREEMENT Page 6 of 20
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has achieved below fully effective resufts against almost all
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2018/19 PERFORMANCE AGREEMENT

The Employer agrees to consult the Employee timeously where the exercising of the powers will :5

have amongst others:

10,1.1 A direct effect on the performance of any of the Employee’s functions;

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

10.1.3 A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to
the exercise of powers contemplated in 10.1 as soon as is practicable to enable the Employee to |

take any necessary action without delay.

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

performance or correcting unacceptable performance.

A performance honus of between 5% to 14% of the all-inclusive annual remunetation package :
may be paid to the Employee in recognition of outstanding perfermance to be constituted as |

follows:

11.2.1 A score of 130% to 167% is awarded a performance banus ranging from 5% to 14% in

incremenis as follows:

% Bonus
5% - 9%
10% - 14%

% Rating over Performance
130% - 149%
150% and above

in the case of unacceptable performance, the Employer shall:

11.3.1 Provide systematic remedial or developmental support to assist the Employee to improve

his or her performance;

11.3.2 After apprepriate performance counselling and having provided the necessary guidance
and/or support as well as reasonable time for improvement in performance, the :
Employer may consider instituting disciplinary action, which may ultimately result in the

termination of the contract of employment.

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:

12.1.1 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 :

Any disputes about the outcome of the employee’s performance evaluation, must be mediated

by:

12.2.1 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 evatuation panel

provided for In sub-regulation 27{4){e} of the Municipal Performance Regulations, 2006, :
within thirty (30} days of receipt of a formal dispute from the employee whose decision -

shall be final and binding on both parties.

Amendments to the agreement will be in writing and can only be effected after discussion and

agreement.

P
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14, Gen_eral 14.1 The contents of this agreemant and the outcome of any review conducted in terms of Annexure
S A may be made avaitable to the public by the Employer.

14.2 Nothing in this agreement diminishes the chligations, duties or accountabilities of the Employee :
in terms of his contract of employment, or the effects of existing or new regulations, circulars,
policies, directives or other Instruments.

143 Performance assessment results of the municipal manager must be submitted to the MEC |
responsible for local government in the relevant province as well as the national minister :
responsible for local government, within fourteen {14} days after the conclusion of the -
assessment, i

Thus done and signed at CAROLINA on this the 31st day of July 2018

AS WITN

EMPL MG T MNISI
F1 1 SERVICES

2. 3
AS WITNESSES:
Aa Y
1. EMPLOYER: M S DLAMINI
MUNICIPAL MANAGER
2.
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1.

1.1

12

13

1.4

1.5

ANNEXURE A

PERFORMANCE PLAN

Name: Mandisi Gareth Trevor Mnisi
Position: Chief Financial Officer
Accountable to: The Municipal Manager
Period: .- 1 July 2018 to 30 June 2019

Overview

Purpose

The performance plan defines the Council’s expectations of the Chief Financial Officer’s performance agreement to which
this document is attached and Section 57(5) of the Municipal Systems Act (2003), which provides that performance
objectives and targets must be based on the key performance indicators as set in the Municipality’s Integrated
Development Plan (IDP) and as reviewed annually.

Objectives of Local Government

The following objectives of local government will inform the Chief Financial Officer's performance against set
performance indicators:

2.1 Provide democratic and accountable government for local communities.
2.2 Ensure the provision of services to communities in a sustainable manner,
2.3 Promote social and econemic development.

2.4 Promote a safe and healthy environment,
2.5 Encouraga the involvernent of communities and cormmunity organisations in the matters of local government.

Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning and Performance

Management Regulations, R805 (2006) inform the strategic objectives listed in the table below:

3.1 Municipal Transformation and Crganisational Development
3.2 Infrastructure Development and Service Delivery

3.3 Local Economic Development {LED)

3.4 Municipal Financial Viability and Management

3.5 Good Governance and Public Participation

3.6 Spatial Rationate and Municipal Planning Alignment

BSC Perspectives

The BSC Methodology was used for the development of the Performance Management System and will read as follows:

4.1 Community Satisfaction
4.2 Financial Perspective
4.3 Institutional Processes
4.4 Learning and Growth

Strategic Objectives

To ensure financlal healthier and sustainable envircnment

2018/19 PERFORMANCE AGREEMENT Page 9of 20
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2. The Position
2.1 Purpose of the Position

To create and render effective and efficient administrative support and financial services.
2.2 The Chief Financial Officer is accountable and responsible for amongst others:

221 Supply Chain Management

et i) ot ol aval Aoeaoaraoe

- Approval of procurement plan by 30 May
- Submission of updated contract register on a quartetly basis to the Office of the Municipal Manager

- Awarding of bids within 90 days reported to coundi!

2.2.2 Revenue Management

Collect] ; " b | teafficin Gw,/ VV\J
- Sourcing of additional grants
- Approval of general valuation roll
- Approval of supplementary valuation rolls
- Implementation of supplementary valuation roll before the start of the financial period

- Reduction of billing accuracy complaints
- Resolution of hilling complaints
- Collection of own revenue

223 Expenditure Management

- % of operational expenditure spent
- % of capitaf expenditure spent

224 Financial Management
- Number of reconciliations prepared
- improved current ratio to be within accepted Industry norm
- Reduction of unauthorised expenditure
- Reduction of irreguiar expenditure incurred during the financial year

- Reduction of fruitless and wasteful expenditure

2,25 Asset Management

- Quarterly physical asset verification conducted of movable assets
- Re-assessment of useful lives, restdual values and impairment test conducted

2.2.6 Debtors’ Management

. Reduction in average collection period
2.2.7 Creditors’ Management

- Reduction in average payment period
2.2.8 Budget Management

- Final operating & capital Budget approved before set timeframe
Final operating and capltal Budget approved before set timeframe

\-‘(V\‘ 5
7
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7. Performance Assessment Process

The following steps shall be followed to ensure a fully participative and compliant performance assessment process is

adhered to.
1. Performance Reviews
11 Formal assessments between employee and employer will take place twice a year to measure the
performance of the employee against the agreed performance targets for the half yearly and yearly
time period
1.2 Progress against the KPI's and Activities shall be captured in preparation for the review.
1.3 Scores of 1-5 shall be calculated based on the progress against targets.
1.4 Organisational KPI's and activities results are audited and copied to the Performance Plans before
assessment date,
1.5 The employer must keep a record of the mid-year review and annual assessment meetings.
2. The employee belng assessed will compile a portfolio of evidence confirming the level of performance achieved

for a given review period and made available to the Panel such evidence on request.

3. The process for determining Employee ratings are as follows:

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

3.2 The panel to rate the achievement for the KPI's and that of activities on a 5 point scale. Decimal places
may be used.

3.3 The panel to rate the employee’s core competency requirements {CCR} on the 5 point scale. Decimal
places may be used.

3.4 The panel scores are averaged to derive at a total score per KPI / Activity / CCR. Overall scores are
calculated by taking weightings into account where applicable.

3.5 The final KPi's and Activities rating will account for 80% of the final assessment total. The C(Rs are to

account for 20% of the final assessment total.

4, The five point rating scale referred to in regufation 805 correspond as follows:

b—66 67~9§ 100-132 133-166 167+
5. The assessment-rating caleulator is used to calculate the overall % score for performance.
6. The half-year review rating may be used in combination with the annual performance assessment to derive ata
final Annual rating score.
7 The performance bonus percentages described in the performance agreement shall be calculated on a sliding

seale of the all-inclusive remuneration package as indicated in table below:

130% - 149% 5% - 9%

150% and ahove 10% - 14%
8. The results of the performance and development review (PDR} shall be submitted to the Municipal Manager for

final approval of the assessment/s.

g, The performance assessment results of the Municipal Manager shall also be submitted to the MEC responsible
for Local Government in the relevant Province

Signed by Municipal Manager for Council

Signe ployee ) . . 7

27 | o3/ 1A
27 / o7 / 2o & /—'/7 /
Date: Date:
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN (PDP)
entered into by and between

THE CHIEF ALBERT LUTHULI MUNICIPALITY
herein represented by the Municipal Manager

MANDLA STANLEY DLAMINI
and
THE CHIEF FINANCIAL OFFICER

MANDISI GARETH TREVOR MNISI
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1. Personal Development Plan

1.1 A municipality should be committed to -

(a}

(b)

The continuous training and development of its employees to achieve its vision, mission and strategic objectives

and empower employees; and
Managing tralning and development within the ambit of relevant national policies and legislation.

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

(a)

" {b).

(c)

(d)

(e}

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 shall 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 managemént and appraisal.

Career-pathing ensures that employees are placed and devetoped 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 profite for Municipal Managers are attached and
these shall 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 complled for individual employees and the data collated from all employees in
the municipality forms the basis for the prescribed Workpiace Skills Plan, which municipalities are required to
compile as a basis for all tratning 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.

1.3 The alm of the compilation of Personal Development Plans is to identify, prioritise and implement training needs,
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, shall be

established to assist with the objective assessment of employees’ actual competencies against thelr iob specific
competency profiles and managerial competencies at a given period in time with the purpose of identifying
training needs or skills gaps.

The competancy framework and profiles and relevant competency assessment results will enable a manager, In
consultation with his or her employee, to compile a Personal Development Plan. The identified training needs
shall be entered into Column 1 of Appendix 1, entitled Skills / Performance Gap.

The following shall 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
sirategic objectives.

. The competency requirements of individual jobs.

. The relevant job requirements (job competency prdfile) as identified in the job description shall
be compared o the current competency profile of the employee to determine the individual's
cempetency gaps.

. Specific competency gaps as identified during the prebation period and performance appralsal of
the employee.

(i} Individual training needs that are job / career related.
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{c}

(d)

(e)

(f

{g)

(h)

(i

Next, the prioritisation of the training needs [1 to ..] shall be listed since it may not be possible to address all
Identlfied training needs In a specific financlal year. 1t Is however, of critical importance that training needs be
addressed on a phased and priority basis. ‘

This implies that all these needs shall be prioritised 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 ouicomes, to be listed in Column 2 of Appendix 1, so that
once the intervention Is campletad 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 shall be listed in Column 3 of Appendix 1 entitled:
Suggested training and/or development activity in line with the National Qualifications Framewaork, which could
enable the trainee to obtaln recognition towards a qualification for training undertaken. It is important to
determine through the Training / Hurnan 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 ocutcomes 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.

The suggested mode of defivery (Column 4 of Appendix 1) refers to the chosen methodology that is deemed
most relevant to ensure transfer of skills, The training / development activity shall impact on delivery back in the
workplace. Mode of delivery consists of, amongst others, self-study [the official takes it upon himor her to read
e.g. legislation]; internal or external training provision; coaching and/or mentoring and exchange programmes,

elc.

The suggested time frames {Column 5 of Appendix 1) enable managers to effectively plan for the annum e.g. so
that not alt their employees are away from work within the same period and also ensuring that the PDP iz
implemented systematically.

Work opportunity created to practice skill / development areas, in Column 6 of Appendix 1, further ensures
internalisation of informatien 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 Appendix 1, provides the employee with a support person that could act as coach
ot mentor with regard to the area of learning.

2018/12 PERFORMANCE AGREEMENT Page 18 of 20

G

5
m/:ﬁ
o




02 j0 6T 28ed

ININIFIYOY IINYINYOIHId 6T/8102

¥/N V/N W/N /N v/N v/N W/N
easy Anmpy [EEETTET
wawdoeaad J IS saweny wswdopasq pue Ayijenb ‘Ayzuenb
uosiog 2211281 03 pajeal) awinp Asanaq yo apoiy Jo/pue Sumielp 15103e21pyl 3|geinseatu) (Auoud jo sspio ut)
Moddng Aunuoddo spaom pajsading paisaddng pa1sadang pajoadxg sswoing den suBLLIOLR/SIIRIS
ISWIAL 1 B I ‘192130 |B12URUIY J9IYD 342 JO Ueld Juatudojanad jrunsiad
T XidAN3ddv

-



6. Approval of the Personal Performance Plan

The process followed ensures individual alignment to the strategic intent of the Institution and gives clear direction on what needs
to be achieved through a self-directed approach to execute on the objectives, to build sound relationships, to develop human capital
and to strengthen the organisation through excellent performance. This plan has derived from intense workshopping to ensure
intagration, motivation and seli-direction. The employer and employee hoth have responsibilities and accountabilities in getting

valuze from this plan. Nelther party can succeed without the support of the other.

Undertaking of the employer / superior

On behalf of my organisation, | undertake to ensure that
a work enviranment conducive for excellent employee
performance is established and maintained. As such, |
undertake to lead to the best of my abllity, communicate
comprehensively, and empower managers and
employees, Employees shail have access to ongoing
learning, shall be coached, and shall clearly understand
what is expected of them. | herewith approve this
Performance Plan.

Signed and accepted by the Municipal Manager on
behalf of

Undertaking of the employee

| herewith confirm that | understand the strategic
importance of my position within the broader
organisation. | furthermore confirm that | understand the
purpose of my position, as well as the criteria on which
my performance shall be evaluated twice annually. As
such, | therefore commit to do my utmost to live up to
these expectations and to serve the organisation, my
supetors, my colleagues and the community with loyalty,
integrity and enthusiasm at all times. | hereby confirm
and accept the conditions to this plan.

Signed and accepted by the Employee

Date: 271 /C}MJ / ZON%
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