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WHEREBY IT IS AGREED AS FOLLOWS:

21. Introduction 14 The Employer, MANDLA STANLEY DLAMINI has enterad into a contract of employment with the -
: | Employes, THEMBA AARON LUKHELE ID: 7111135495081 in terms of section 57(1})(a) of the Local
Governmant: Municipal Systems Act, 2000 (Act No 32 of 2060} {“the Systems Act’). The Employer and
the Employee are hereinafter referred fo as "the Parties”. E
112 Section 57(1)(b) of the Systems Act, read with the Contract of Empioyment concluded between the :
parties, requires the parties to conclude an annual performance agresment. :
13 The parties wish io ensure that they are clear about the goals to be achieved, and secure the
: sommitment of the Employee to a set of outcomes that will secure local govemment policy goals.
14 The Parties wish lo ensure that there is compliance with Sections 57(44), (4B}, and (5) of the Systems
Acl. g
2. -Purpose of this The purpose of this Agreement is to:
Agreement i }
121 Comply with the provisions of Section 57(1){b), {4A}, (4B) and (5} of the Act as well as the employment -
: coniract enterad into between the pariies; .
122 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 employea's |
performance and accountabilities in alignment with the Integrated Development Plan, Service Delivery :
;3 and Budget Implementation Plan (SD8IF) and the Budget of the municipality; :
123 Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the
: Performance Agreement;
2.4 Monitor and measure performance against set targeled outputs;
25 Use the Performance Agreement as the basis for assessing whether the employee has met the
performange expectations applicable to his or her job; 4
26  Inthe event of outstanding performancs, to appropriately reward the employes;
2.7 Give effect to the employer's commitment to a performance-orientated relationship with its employee in
atiaining equitable and improved service delivery.
| | .
3. Commencement 131 This Agreement will commence on 1 July 2019 and will remain in force untit 30 June 2020 thereafter a -
. and duration : new Performance Agreement and Performance Plan shall be concluded hetween the parties for the -
: i next financial year or any portion thereof,
32  The parties will review the provisions of the key performance areas (KPA's) and key performance
: indicators {KPls) of this Agreement at any time during its terr.
133  The paties will on an annual basis, 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 .
fater than ong month after the begianing of each successive financial year. :
34 If 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 agresment are no longer -
appropriate, the contents will immediately be revised. *
4. Performance %41  The Performance Plan (Annexure A) sets out:
* .. Objectives
S I 411 Key Performance Aveas that the employee shouid focus on;
41.2 Core competencies required from employees;
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42

5. Performance 5.1
Management System

152

153

.55

56

2019720 PERFORMANCE AGREEMENT

413 The strategic cbjectives, key performance indicators and targets that must be met by the ‘
Employee; |
414  The time frames within which those performance objectives and targets must be met. |

The performance obigctives, key performance indicators and targets reflected in Annexure A are set
by the Employer in consuitation 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 steategic objectives; key performance indicators; targets and weighlings. A description of
these slements follows: i

4241 The strategic objectivas describe the strategic intent of the organisation that needs to be

achieved;
422  The key performance indicators provide the measurements on how a sirategic objective
neads {o be achieved; :
423 The target dates describe the timeframe in which the work must be achieved,
424  The weightings show the relative importance of the key performance areas, key objectives _.

and key performance indicaiors te each other.

The Employes agrees to participate in the performance management system thal the employer -
adopts o infroduces for the employee, management and municipal staff,

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

The Employer will consult the employee about the specific performance standards that will be f
included in the performance management system as applicable {o the employee. ;

The Employee undertakes to actively focus towards the promotion and implementation of the KPA's, ff
{including special projects relevant to the employees responsibilities) within the local govemment
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 shall be
contained in the Performance Agreement:

5541 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 requirsments
respectively.

Each area of assessment shall be weighted and will contribute a specific part to the fotal
score. :

552

The Employee's assessmant will be based on hisher performance in terms of the key performance
indicators and projects deliverables identified as per the Performance Plan (Arnexure A), which are 3
linked to the KPA's, and will constitute 80% of the overall assessment result as per the weightings :
agreed to between the Employer and Employes. :
Refer exampla below,

Key Performance Areas (KPA's) Weighting | -
Basic Service Delivery and Infrastruciure Development 10 :
Municipal Transformation and Instituional Development 05
Local Economic Development (LED) 25
Municipal Financial Viability and Management 15
Good Governancs and Public Parlicipation 20
Spatial Rationale and Municipal Planning Alignment 25
Total | 100%
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{67 A manager's responsibiliies 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
ateas related to the functional area of the relevant manager can be added subject to negotiation
batween the municipal manager and the relevant manager. i

i58  The Leading Managerial Competencies {LMCs) will make up the other 20% of the Employee'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 between the Employer and -
Employee.

LEADING COMPETENCIES

Indicate .
choice Weight
1. |Strategic Leadership 83

+ Impact and Influence

+ Institutional Performance Management .
+ Strategic Planning and Management i
+ Qrganisational 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 83
» 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 8.3 i
+ Change Vision and Strategy :
+ Process Design and Improvement

+ Change Impact Monitoring and Evaluation
6. |Governance Leadership 83
+ Policy Formuiation

+ Risk And Compliance Management
+ Cooperalive Governance

Core Competencies (CCs)

Leading Managerial Competencies (LMCs}

7. | Morai Competence 83
8. | Planning and Crganisation 8.3
9. | Analysis and Innovation 8.3 .
10. | Knowledge and Information Management 8.3
11, | Communication 83
12, | Results and Quality Focus 83
Total percentage - 100%
" 8. Evaluating 6.1  The Performance Plan {Annexure A) to this Agreement sets out :
- Performance 5
' 611 The standards and procedures for evaiuating the Employee’s performance;
6.1.2 Theintervals for the evaluation of the Employes’s performance.
: ‘ 6.2  Despite the esiablishment of agreed intervals for evaluation, the Empioyer may in addition review the
Employee's performance at any stage white the contract of emptoyment remains in force.
6.3  Personal growth and development needs identified during any petformance review discussion must
be documented in a Personal Davelopment Plan as well as the aclions agreed to and mplementatton
must {ake place within set timeframes. .
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64  The Employee's performance shall be measured in terms of contributions 1o the strategic objectives
: and strategies set out in the Employer’s IDP.

65  The Annual Performance Appraisal will involve:
6.5.1 Assassment of the achievement of rasults as outlined in the Performance Plan

(a) Each KPA shall be assessed according to the extent fo which the specified standards
or performance indicators have been met and with due regard o ad hoc tasks that
had to be performed under the KPA, E:

(b) Actuals are supplied for KPls and Activifies under each KPA as part of the |
Ingtitutional Assessment. Based on the Target for an activity or KP{, over or under -
performance are calculated and converled 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 lo submit evidence of performance. i

{c) The applicable assessment rating calculator shall be used to calculate a final KPA ]
score. i

652  Assessment of the competencies

(s} Each compatency shall be assessed according to the exient to which the specified |
standards have been met.

(b) An indicative rating on the five-point scale shall be provided for each competency.

{c) This rating shall be mulliplied by the weighting given to each competency during the
contracting process, to provide a score. :

(d) The applicable assessment raling calculator is then used to calculete 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 cutcomes of the various welghted ratings contained in the 3
Performance Plan, which represents the outcome of the performance appraisal. 5

66  The assessment of the performance of the Employee will be based on the following rafing scale for
' KPAs and Competency requirements: ;

Rating Terminology | Description

Performance far exceeds the standard expected of an employee at |
this level. The appraisal indicates thal the Employee has achieved | *
5 Outstanding | above fully effective results against all performance criteria and |

Performance | indicators as specified in the Performance Agreement and

Performance Plan and maintained this in all areas of responsibility
throughout the year. i
Parformance is significanlly higher than the standard expacted in| |
Performance | the job. The appraisal indicates that the Employee has achieved |
i 4 significantly above | above fully effective results against more than half of the]:
d expactalions | performanca criteria and indicators and fully achieved ali others : |
; throughout the year. :
Performance fully meets the standards expected in all areas of the | |
Performance job. The appraisal indicates that the Employee has fully achiaved | |
3 fully effective effective results against all significant performance criteria and | |

indicators as specified in the Performance Agreement and

Performance Plan.
2019/20 PERFORMANCE AGREEMENT Page 5 of 18

’f\’ 1 ~S




Rating Terminology | Description

Pearformance is below the standard required for ihe job in key
areas. Performance meets some of the standards expected
for the job. The reviewfassessment indicales that the
employee 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.

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

2 Performance
not fully effective

87  For the purpose of evaluating the performance of the section 56 manager reporting to the municipal
i manager, an evaluation panel constituted of the following persons must be estabiished -

6.7.1 Municipal Manager {Chairperson);

6.7.2 Chairpersen of the Performance Audit Committee;
67.3 Member of fhe Mayoral Executive Commiliee; and
67.4 Municipal Manager from another municipality.

68  The manager responsible for human resources of the municipality must provide secretariat services
to the evaluation panets referred to in Section 6.7. :

7. Schedule for 7.4 The performance of each Employee in relation to hisiher Performance Agresment shalf be reviewed :
Performance within the month following the guarlers as indicated with the understanding that reviews in the first |
Reviews ; and third quarter may be verbal if parformance is satisfaciory: :

First quarter : July - September {October 2019 )
Second quarter : Oclober - December  {January 2020)
Third quarter : January - March (April 2020}
Fourth guarter : April - June (July 2020}
172 The Employer shall keep a record of the mid-year review and annual assessment meetings.

173  Perfformance fesdback shall be based on the Employer's assessment of the Employee’s
‘ performance. :

74  The Employer will be entitled to review and make reasonable changes to the provisions of Annexure
‘ A from time 1o time for operational reasons. The Employee shall be fully consulted before any such .
change is made. :

75  The Employer may amend the provisicns of Annexure A whenever the performance management .
5 system is adopted, implemented andior amended as the case may be. In that case, the Employee
shall be fully consulied befora any such change is made. :

8. Developmental 81  The Personal Development Plan (PDP) for addressing developmental gaps shall be documented as
¢ - Requirements i identified during any performance review discussions.

9. Obligations of the 9.1 The Employer shail:

Employer
' 9.1.1 Create an enabling environment fo facilifate effective performance by the employee;
6.1.2 Provide access to skills development and capacily building opporlunities;
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813  Work coliaboratively with the Employee to solve problems and generate solufions to common
problems that may impact on the performancs of the Employee;

9.14  On the request of the Employee delegate such powers reasonably required by the Employee
i {o enable him/her to meet the performance objectives and targets established in terms of this
Agreemant; :
9.1.5 Make available fo the Employee such resources as the Employee may reasonably require .

from time to time to assist him to meet the performance objectives and targets established in
terms of this Agreement.

- 10, Consultation 101 The Employer agrees to consult the Employee timeously where the exercising of the powers will have
' amongst ofhers: :

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

10.1.2 Commit the Employee fo implement of o give effect to a decision made by the Employer;
10.1.3 A substantial financiai effect on the Employer.

102 The Employer agrses to inform the Employee of the outcome of any decisions taken pursuant o the ::

exercise of powers contemplated in 10.1 as soon as is practicable to enable the Employee to take -
any necessary action without defay, :

41, Management of 111 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
. - Evaluation performance or correcting unacceptavle performance. :
- Outcomes !

112 A performance bonus of between 5% to 14% of the all-inclusive annual remuneration package may
' be paid to the Employee in recognition of outstanding performance to be constituted as follows: '

1121 A score of 130% to 167% is awarded a performance bonus ranging from 5% fo 14% in .
increments as follows:

% Rating over Performance % Bonus
130% - 149% 5% - 9%
150% and above 10% - 14%

113 In the case of unacceptable parformance, the Employer shall:

11.3.1 Provide systematic remedial or developmental support to assist the Employee io improve his i
or her performance;

11,32 After appropriale performance counseling and having provided the necessary guidance |
andfor suppo:t as well as reasonable time for improvement in performance, the Employer
may consider instituting disciplinary action, which may uitimately result in the termination of
the contract of sraployment. :

12. Dispute Resolution 121 Any disputes about the nature of the Employes's performance agreement, whether it relates to key
S : rasponsibilities, priorities, methods of assessment and/ or any other matter provided for, shall be
mediated by: '

12.1.4 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

122 Any disputes about the outcome of the employee's performance evaluation, must be mediated by:
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1221 In the case of managers directly accountable to the municipal manager, & member of the -
municipal council, provided that such member was not part of the evaluation panel provided
for in sub-reguiation 27(4)(e} of the Municipal Performance Regulations, 2008, within thirty -
(30) days of receipt of a formal dispute from the employee whose decision shall be final and
binding on both parties. d

* 43. Amendment to 1131 Amendments to the agresment wili be in writing and can only be effected after discussion and
Agreement agreement. :
. 14, General 141 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 coniract of employment, or the effects of existing or new regulations, circulars,
policies, directives or other instruments.
‘ 143 Perormance assessment resulis of the municipal manager must be submitted to the MEC

responsible for lecal government in the relevant province as well as the national minister responsible d
for focal government, within fourteen (14) days after the conclusion of the assessment.

I Thus done and signed at CAROLINA on this the 5™ day of July 2019

AS WITNESSES:

r

' \) EMPLOYEE: T A LUKHELE
PLANNING AND ECONOMIC

(% DEVELOPMENT
2. & ¢

-
EMPLOYER: M S DLAMINI
MUNICIPAL MANAGER
2
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ANNEXURE A

PERFORMANCE PLAN

Name: THEMBA AARON LUKHELE
Position: DIRECTOR PED: PLANNING AND ECONOMIC DEVELOPMENT

1.1

1.2

1.3

1.4

1.5

Accountable to:  The Municipal Manager
Period: 1 July 2019 to 30 June 2020

Overview
Purpose

The performance plan defines the Council’s expectations of the Director: Planning and Economic Development’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 perfarmance 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 Director: Planning and Economic Development,
performance against set performance indicators:

2.1 Provide democratic and accountable government for focal communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

23 Promote social and econamic development.

24 Promote a safe and healthy environment,

25 Encourage the involvement of communities and community organizations 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:

34 Municipal Transformation and Organizational Development
3.2 Infrastructure Development and Service Delivery

33 Local Economic Development (LED)

34 Municipal Financial Viability and Management

35 Good Governance and Public Participation

38 Spatial Rationale 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 Perspactive

43 Institutional Processes

44 Learning and Growth

Strategic Objectives

- To ensure good leadership and governance under Council and Executive, and Planning and Economic Development;

- To ensure efficient and effective Geography Information System; Land Use System, and Spatial Development
Framework.

- To ensure formulation and implementation of community participations

- To ensure a financial healthier and sustainable environment;

- To ensure to manage of housing development

- To ensure sustainable local economic development.

- To ensure implement the National Building Regulation and Building standards act no.103 of 1977.

- To ensure formulation and implementation of Integrated Development Planning.
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1. The Position
2.1 Purpose of the Position

To creats and render effective and efficient administrative support, spatial development, Land use management, building
plan, coordination of housing and local economic development services.

21 The Director: Planning and Economic Development is accountable and responsibie for amongst others:

2.1.1 INTEGRATED DEVELOPMENT PLAN
s Ensure that IDP Process plan 2021/2020 approved by Council for implementation thought Steering Committee, IDPRF,
and lzimbizo's.
Ensure the draft IDP 2019/20 approved by Council for public participations
Ensure the final 2019/20 approved by Council for implementation
Ensure to participate in all IDP processes of GSDM
Ensure participate in all IDP processes of the COGTA,

* + &+ »

2,1.2. TOWN PLANNING

Ensure that the Spatial Planning Land Use Management act, 2013 implemented
Ensure that the Spatial Development Framework 2017 implemented

Ensure that the Land use Scheme 2018 implemented

Ensure the Spatial Planning and Land Use Management by-law 2016

Ensure the National Building Regulations and Building Standard act no 103 of 1977
Ensure land available for developers

2.1.3. LOCAL ECONOMIC DEVELOPMENT

Ensure that the LED Strategy 2019-2023 implementation (Anchor Projects and others )

Ensure the beneficiation of cooperatives thought Supply Chain Management.

Ensure the support of cooperative by the LED (incubation program)

Ensure the support of cooperative by the GSDM.

e  Ensure support of cooperative by the private sector and provincial departments.

e  Ensure convened structures such as Local Economic Development Forum, Technical Steering committee, and Mine
Forum, for the purpose of engaging regarding to job creation, alleviate poverty and inequity.

s Ensure analysing and monitoring the economic development of the municlpality.

s Ensure Creating job opportunities through the Expanded Public Works Programme (EPWP)

2.1.4. HUMAN SETTLEMENT

Ensure the housing data uploaded{National Housing Needs Register}

Ensure the list of beneficiaries are captured on the database

Ensure the system will select beneficiary according to the age {elders, disability, orphans, vuinerable,
Ensure that monthly inspections of RDP houses done

* Ensure the Steering committees are convened with Human Settlement

. *

2019/20 PERFORMANCE AGREEMENT Page 10 of 18

-5

>




8T 0 TT o8ed

INTWITHOY IINVINYO4HId 02/6T0T

justudojpas]
6102 6L0¢ 6102 feuoneiadg Jlwiotodag
Yo 18 YN YoIEpy 1§ WN /N yolew Le leuoelad | pue Bumuueld | yeIpiSH dQl SJeak xau jo [eaidde jooeq| 6§ | 79
juaudojaasq
[euoiielsdp Joueag palonpuao
57 Bfu BjU U Gz spiem 6z £Shp/L0L0 | pue Buuueld | suogeynsuoo pue ued sssooid 4() Jo JSqUWNN | ¥ 10
Juswdeieaag
910z Led JRUOU05T 6.0z 1snbny ¢ uo panoidde
L B/U BjU B L ssanold 44 000001 pue Burielq | ueid yuomawrely pue ueld ssacaid 186png ‘a1 £ 09
UGREDUNLIGT) PUB DUDSYIRN Y dY
BAINIEXT
jeuonelsdp DUE j0UN0?)
4! g ¢ ) 3 ssjoijod 3eiG (LoL0) jSjuatupedsg oljopod upa piey sBugesw jo Jaquiny | G | ¥l
uonesado suswipedag pancidde suejd JUswipedap
¢ VIN ¥iN YN ¥iN ) ) BSHH/1L0E0 i\ pue s3iBajens fejuswpedsap jo lsqunN | ¥ | €1
Jeuonelado Suauedeq
%001 %001 %001 %001 %001 MAN ’ [euonesadg iy | uoneyaul jad se papuale sbulesw wniojjo % zL | 1
anlNIexg
e |1uno
Feuonessdo \_mwcmﬁ__.tmamm
68E 96 /6 16 6 MaN (1010} ki papuajje sbueswi joJaqunN | |1 | 0L
SANNJ9X 3
[euonesadn PUE jaunag
; /sjusupedsq $3INj0NS SoUBWSA0S JUBAS[E)
09 Gl gl G| Gl meN {1010) fv! o) pamugns suoded jawsBeusw jo saquinN | gl B
j ‘ziouEnD
T 0202i6402 Siebiey Ajiapeny

22UNUIBA0E POOD DALY 3IUBULIOMIA] AB) = VdN

Q31 " ANFWIYYIIA T°E

sanpelqo Ji8nens ¢

M- <



8T J0 ZT 35ed INJINIIUDV IONVINYO4HId 0Z/6T02

07026107 S19BIE] ApoLEng

(uawdozasq [enedsg) S921A19S 2iseq Jo uolsiaoid ainsua o g anoslgg aibsens
DAY 32UDWI0LIBd AN = Vd)

d uswdoeaag sownteibosd snouea ybnolyy
¥ b F _. L AN [BUOREISED JlLLOUCE pue Buuueld | paesuo saplunuoddo sgof o Jequny 9 Lol
SBRURLOTA]) qop YdY
euonelad wewdoperag
A ¢ ¢ e ¢ MaN [BuONEISdO [guoneladny | 2iouod] pue Buuue)g uolowosd WsEnoy Jo Jsquiny | § 0l
Juswdoeasa pajeUipIo0s
¥ L L I H 4 [euolesad | |eucgelsd) | onwouodd pue Bujuueld Bupsew wnio4 gF 10 lsqunN | ¥ 651
d awdojana(]
¥z ) 9 9 9 § [euoReIsto euoleiadg | olwousog pue Bujuued yoddns parayo sdo-07 josequnN| £ 861
ustudojans
L e 3 o e maN uoReIRd0 | o h ey 602/61.02 2 |
[euogeladp : : ueld juswdojaaap ypols) e dojsas(
usuadun : swdorenag
BjU L 1 B/U M3N [euoelad) | [euonelsdo pojusLd|duy L asl
Josfoud 7 alouoog pue Buluteld solorg ABORlg Q37 L0 Jequiny
JUBLILORAS(] SRUDHOST Y dY
BT s D : . : ——
Ehusy, | TRRED | s |
s 02026107 SIpbIE] Ajapeny

INTFINOTIAIA IHAIONODT ANV DNINNVID LINFWLHYdIa Z°T

AW EC|aA(T
JWOU0oT
0202 ounf 0g YIN WiN ¥iN WiN 0z0z aunf g [euogessdp | pue Bupueld PBlONPUD SUOREYNSUOI 41 (euid| 8 | 69
wawdopasq
0Z0Z/6L02 | 0202/610T 020z/6L07 | [leuogeisdQ OILIOUODZ
Aep 1g Aepy 1g ¥IN ¥iN WN Repy 1€ feuogesad; | pue Bujuueld leuy dqf sseah peu jo jeacuddejoaleq | £ | 9
swdopasg
6L0OZ feuoReladn oloL0o]
YiIN da] Yelq [euonessd | pue Buluueld PaJoNpuUos SUORENNSUCY 4(i UBIg
7 020¢/6L0¢ S1ebie] Auayenpy

S

e



8T j0 €T 28ed

INTNIIYOV IINVINHOLHIL 02/6T02

%001

%001

%001

%001

%001

pajoadsu)
$9sNoy ZzZ L1

[EUOIEISG0

[euoneiad

justlidojaaag
JRUOL0T
pue Buuue|d

SIOUO SBSNAY 41 0 %

491

g/u

iU

B/

MaN

00009

[eucnesad()

Juswdoeasq
olwioucog
pue Bujuue)d

PasifeUl) PUE Pajanpuos Jpne-pueT Jo Jaguiny

991

sabejs ¢

MeN

000°00€"%

£¢C¥/1040

wawdo@aaq
JILOUIT
pue Bujuueld

Kajalian
MaU B J0} pamoy|o} SeBE)S 10 Jequini

g9l

sofie)s ¢

MaN

0000021

8221040

Jusurdojansq
OIUOUST
pue Sujuuejd

padojsnsp sabels sdiusumo] 30) Jegquinp

¥9l

Seale po
sijeulod

Z

005 649

£Cer/L040

awdo@aad
JILUOU0IT
pue Buuueid

DASIELLIOS SRR J0 JRqUIn

£91

pa
ysiigeis3
diysumoy

WIN

00G 0G0

£Cck/040

Juswdo@asq
SIUICUCOS
pue Suluueld

PaUSIqRISe dISUMO) JO JaqUInN

" 020%°6L0c IEbiEL ApejienD

FouBUSIB) pue Juswdopasg 2IR0nSElL|

S



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

MANAGER: PLANNING AND ECONOMIC
DEVELOPMENT
THEMBA AARON LUKHELE




1. Personal Development Plan

1.1

1.2

1.3

1.4

A municipality should be committed to —

{a) The continuous training and development of its employees to achieve its vision, mission and
strategic objectives and empower employees; and

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

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

{(a} Human resource development forms an integral part of human resource planning and
management.
{b) In order for training and development strategy and plans 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 annuaf 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 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.

(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 made to the Local Government
Sector Education and Training Authority

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

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.




{c)

(d)

The competency 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 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:

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

*  The competency requirements of individual jobs.

e The relevant job requirements {(job competency profile) as identified in the job
description should be compared to the current competency profile of the employee
10 determine the individual’s competency gaps.

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

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

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 the
Warkplace Skilis Plan.

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.
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(e}

{f)

{g)

(h)

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

The suggested time frames {Column 5 of 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 skili 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 or mentor with regard to the area of learning.
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