JOHN TAOLO GAETSEWE DISTRICT MUNICIPALITY
PERFORMANCE AGREEMENT FOR SECTION 57 EMPLOYEES

MADE AND ENTERED INTO BY AND BETWEEN:

THE JOHN.TAQLQ. GARTSEWE. RISTRICT MUNIGIRALITY.

AS REPRESENTED BY

THE EXECUTIVE MAYOR

(FULL NAMES)

AND

MUNICIPAL MANAGER

THE EMPLOYEE OF THE MUNICIPALITY

For the Financlal Year

1 JULY 2024 - 30 JUNE 2025

%/F%



PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Municipailty of John. Taole. Gaetsews Districs herein represented by
PULANE QUEEN MOGATLE-THOANE (full name) In his capacity as Executive
Mayor (Hereinafter referred to as the Employer or Supervisor)

And

KAGISHO KI.AAS TEISE

Employee of the Municipality of John, Taglo.Gastsewe District
(Herelnafter referred to as the Employes).

WHEREBY IT IS AGREED AS FOLLOWS:
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1. INTRODUCTION

1.1 The Employer has entered intc a contract of employment with the Employee In terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems Act”).
The Employer and the Employee are herelnafter 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 achleved, and secure the
commitment of the Employee to a set of outcomes that will secure local govemment policy goals.

1.4 The parties wish to ensure that there Is compliance with Sections 57(4A), 67(4B) and 57(5) of
the Systems Act,

2. PURPOSE OF THIS AGREEMENT
The purpose of thls Agreement Is to:

2.1 comply with the provisions of Saction 57(1)(b),(4A).(4B) and (5) of the Systems Act as well as
the Contract of Employment entered Into between the parties;

2.2 specify objectives and targets established for the Employee and to communicate to the
Employee the Employer's expeciations of the Employee's performance expectations and
accountabllities;

2.3 spacify accountabiliies as set out In the Service Delivery Budget Implementation Plan
(Annexure A);

2.4 monltor and measure performance againet set targeted outputs;
2,5 use the Performance Agreement and Performance Plan as the basls for assessing the

sultabiiity of the Employee for pennanent employment and/or io assess whether the Employee
has met the performance expectations applicable to his/her Job; %p
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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 dellvery.

3. COMMENCEMENT AND DURATION

30t June 2025 where after a new Parformance Agreement, Performance Plan and Personal
Development Plan shail be conciuded betwesn the parties for the next financlal year or any
portion theracof.

3.2 The parties must review the provisions of this agreement during June each year and must
conclude a new performance agreement that replaces the previous agreement at Isast once a

year within one month after commencement of the new financial year.

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

3.4 The content of this Agreement may be revised at any time during the above-mentioned period
to determine the applicebliity of the matiers agreed upon.

3.6 if time during the valldlty of this Agreement the work environment alters at any (whether as a
result of government or council decisions or otherwise) to the extent that the contents of this
Agresment are no longer appropriate, the contents shall iInmedliately be revised.

4. PERFORMANCE OBJECTIVES

4.1 The Service Delivery Budget Implementation Plan (Annexure A) sets out:

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

4.1.2 The time frames within which those performanca objectives and targets must be met. QSJ
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4.2 The performance objectives and targets reflected in Annexura A are set by the Employer In
consultation with the Employee and based on the Integrated Development Plan and the Budget
of the Employer, and shall include key objectives; key performance Indicators: target dates and
welghiings.

4.3 The key objectives describe the maln tasks that need to be done. The key performance
indicators provids the detalls of the evidence that must be provided to show that a key objective
hes been achleved. Tha target dates describe the timeframe In which the work must be achieved.
The welghtings show the relative Importance of the key objectives to each other.

4.4 The Employee's parformance will, in addition, be measured in terms of contributions to the
goals and strategles set out in the Employer's Integrated Development Plan,

6. PERFORMANCE MANAGEMENT SYSTEMS

8.1 The Employse agrees to participate In the performance management system thet the
Employer adopts or introduces for the Employer, management and municipal steff of the

Employer.

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

5.3 The Employer will consult the Employes about the specific performance standards that will be
included in the performance management system as applicable to the Employes.

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

6.1 The Employee undertakes to actively focus towards the promotion and Implementstion of the
KPAs (Including speclal projects relevant to the employes's responsibiiiies) within the local
government framework.

6.2 The criterla upon which the performance of the employee must be assessed conslst of two
components, both of which must be contained in the performance agreement. The employee b
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must be assessed against both components, with @ welghting of 80:20 allocated fo the Key
Performance Areas (KPAs) and the Core Competency Requirements {CCRs), respectively. Each
area of assassment will be weighted and will contribute a spscific 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.

6.2.1 The Employes must be assessed against the Key Performance Areas (KPAs);

6.2.2 Each area of assesesment will be welghted and will contribute a speclfic part to the total
score; and

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

6.3 The employee’'s assessment will be based on his or her performance In terms of the
outpuis/outcomes (performance Indicators) identified as per the service dsiivery and budget
Implementationt plan (SDBIP) which are linked to the KIPAs, which constltute 80% of the overall
assessment result es per the welghtings agreed to between the employer and smpioyee.;

' KEY PERFORAMANCE AREAS (KPA'S) WEIGHTINGS |
Baslc Services and Infrastructure Development T 20
Good Govemance and Public Participation 20
Local Economic Davelopment (LED) 20
' Financlal Viabiilty And Management o ~20
Municipal Development and Institutional Transformation 20
Total - - _|  100%

6.4 In the case of managers directly accountable tp the municipal manager, key performance
areas related to the functional area of the relevant manager, must be subject to negotiation
between the municipal manager and the relevant manager.

6.5 The CCRs will make up the other 20% of the employea's assessment score. CCRs that are
deemed to be most critical far the employee's specific job should be salected from the list below
as agreed to between the employer and the employee and must be considered with due regard b
to the proficlency level agreed to. Q_
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)
sl
Core Managerial and Occupational Competencies Wealght
Sgeriala pat P Dndicate cholcs] | U

Core Managerial Compstencies:
Strategic Capabiliity and Leadership

Programme and Project Manegement

' Financlal Management ' Compulsory 20 |
- Change Management ' X 20 |
| |

|

'Knowledge Management |
" Service Dellvery |
|
+

 Problem Solving and Analysis
i Peopie Management and Empowerment Compulsory
"Client Orlentation and Customer Focus ' Compulsory
' Communicetion ' -
' Honesty end Integrity
* Core Occupational Competencies:
Compatence In Self-Management
' Interpretation of and Impiementation within the legislative and | X 20
national pollcy frameworks
' Knowledge of developmental local government
Knowledgs of Performance Management and Reporting
Knowledge of global and South African specific polltical, soclal
and economic contexts
Gompetence in policy concaptuaiization, analysis and
Implementation
" Knowledge of more than one functional municipal flsid /
discipline
Skilis in Medlation
Skilis In Govemance
: Compstance as required by other national line sector
' departments
Exceptional and dynamic creativity to Improve the functioning
of the municipality

S8
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Total percontage 100%
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7. EVALUATING PERFORMANCE

7.1 The Service Dellvery Budget Implementation Plan for 2024/2025 (Annexure A) to this
Agreamant sets out

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

7.1.2 The Intarvals for the evaluation of the Employee's performances.

7.2 Desplte 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.

7.3 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 ime frames.

7.4 The Employee's performance will be measured In terms of contributions to the goals and
strategles set out in the Employer's IDP.

7.5 The annual performance appraisal will invalve:

7.5.1 Assessment of the achlevement of results as outlined in-the Service Dellvery Budget
Implementation Plan:

(a) 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.

{b) An Indicative rating on the five-polint scale should be provided for each KPA.

(c) The applicable assessment rating calculator (refer to paragraph 7.6 below) must then be used

to add the scores and calculate a final KPA scors. Q b
Vs g~
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7.8 The assessment of the performance of the Employee will be based on the following rating

acale for KPA's

Leve/ ‘ Terminology

Description

* Performance far axoseds the standard expectsd o an smpioyse ol this

level. The appraisal Indioutes that the Employes hes achisved above |
fully effectiva results apainet af parformance oriteria and Indicstors as
specified in the Performance agresment and Performanos plan and
maintained this in all arees cof responsibily throughout the year.

" Parformanoe s aignificanty Righar than the standard sxpeoted in the |

Job. The appraissl Indicstes that the Employss has achleved abova fLlly
sffeciive results agsinst more than half of the parformance orfteria and
indloatare and fully achievad all othars throughout the year.

Performancs fully mesls the standards sxpeciad in ali mees of the job. |
The appralsal Indicates that the Empioyas has fully schieved effeciive
maulis apgainet all signiicant parformance oritstla snd Indioatora as
spactied In the Performanes agresmant and Performanoce Pian

5 | Chistanding
perfortnanos
! Performanoe
nignificardly
abova
axpacixtions
3 " Fuily offsctive
2 [ "Not fully
offactive
[1 " Unazzopiatls
‘ periormanca

Rating
1 23 4 5|

Performance mesin soma of the standards expacisd for the joh. The
review / ssssssment indioates that the amployes hes sohieved below
fully effective results against mare than half the key performanca criteria
and indicaiors es specified In the Performance Agreemant and
Parformancs Plan.

' Performanca doss not meet the standard sxpscind for the job, The |

review/essessmant Indloates the! the smployes has schisved balow
fully effective results ageinet aimost ail of the parformanoe criteria and
indioators &% specified in the PA and Performance Plan, ‘The employes
hus falied to demonstrais the commiiment or whilly to bring
performance up 1o the fevel expsoted in 1he job deapite mmnagemant
offoris fo ancourage Improvement.

The following formula is used to calculate each KPA's Key Performance Indicator (KP1)

Weighting:

Level 5: Cutrent welghting / 100 x 100 = add for outstanding

Level 4: Current weighting / 100 x 50 = add for above satisfactory

Level 2: Current weighting / 100 x 50 = Subtract for below satisfactory

Level 1: Current weighting / 100 x 100 = subtract for unacceptable

e = = —_

Level 3: Current welghting = satisfactory
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7.7 For purposes of evaluating the Annual performanca of the Employee, an evaluation panel
constituted by the following persons will be established:

7.7.1 Executive Mayor ;

7.7.2 Chairpsrson of the Performance Audit Committee;

7.7.3 Mamber of the Mayoral Commitiee ;

7.7.4 PMS Manager / Speciallst; and

7.7.5 Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee In relation to his/her performance agreement shall be
reviewed on the following dates with the understanding that reviews In the first and third quarter

may be verbal If performance Is satisfactory:

First quarter : July ~ September 2024 (verbal)

Mid-year : October — December 2024 (formal)
Third quarter : January - March 2025 (verbal)
Annual : July 2024 — June 2025 {formal)

8.2 The Employer shall keep a record of the mid-year review and annual asssssment mestings.

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

8.4 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 Employee will be fully consulted
bafore any such change is made.

o Y g 3‘;
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8.6 The Employer may amend the provislons of Annexure A whenever the performance
management system s adopted, implemented and/or amended as the case may be. In that case
the Employee will be fully consulted before any such change la made.

8. DEVELOPMENTAL REQUIREMENTS

The Personel Deveiopment Plan (PDP) for addressing developmental gaps Is attached as
Annexure B.

10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer shall

10.1.1 create an enabling environment to facilltate effective performance by the employes;
10.1.2 provide access to skills development and capacity bullding opportunities;

10.1.3 work collaboratively with the Employee to solve problems and generate solutions 1o
common problems that may impact on tha performance of the Employee;

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employee tc enable him/ her to mest the performance objectives and targats established In terms
of this Agreement; and

10.1.6 make avallable to the Employee such resources as the Employee may reasonably require
from time to time to assist him/ her to meet the performance objectives and targets established In
terms of this Agreement.

11. CONSULTATICN

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

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

gl e W o N T ———— = = TR -
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11.1.2 Commit the Employee to Implement or fo give sffect to a declsion made by the
Employer; and

11.1.3 A substantial financial effect on the Employer.

11.2 The Employer agrees to Inform the Employee of the outoome of any decisions taken
pursuant to the exercise of powers contempilated in 11.1 as soon as Is practicable to enable the
Employes to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

12.2 A performance bonus of 5% to 14% of the Inclusive ennual remuneration package may be
pald to the Employee in recognition of outstanding performancs.

12.3 In the case of unaccaeptable parformancs, the Employer shall

12.3.1 provide systematic remedial or developmental support to assist the Employee to
Improve hie or her performance; and

12.3.2 after appropriate performance counsaling and having provided the necessary guidance
and/ or support as well as reasonable fime for Improvement in performance, the Employer
may consider steps to terminate the contract of employment of the Employee on grounds
of unfitness or incapacily to carry out his or her dutles.

ety e
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13. DISPUTE RESOLUTION

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

13.1.1 the MEC for local government In the province within thirty (30) days of recelpt of a formal
dispute from the Employee; or

13.1.2 any other person appointed by the MEC.

13.2 In the event that the mediation process contemplated above falls, clause 18.3 of the
Contract of Employment shall apply.

14. GENERAL

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

142 Nothing In this agreement diminishes the obligations, dutles or Accountabllities of the

Employee Iin terms of his/ her contract of employment, or the effects of existing or new
regulations, circulars, policies, directives or other Instruments.

Thus done and signed at Kuruman on the 13 day of % 2024

AS WITNE SESE ,:' Y II " "i-_":l
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ANNEXURE A

IMPLEMENTATION PLAN

(SERVICE DELIVERY BUDGET
IMPLEMENTATION PLAN)

Entered Into by and betwesn

[PULANE QUEEN MOGATLE-THOANE]

[“the Employer”]

[KAGISHO KILLAAS TEISE]
(MUNICIPAL MANAGER)

[“the Employes”]




1. Purpose

The service delivery budget Implementation plan defines the Councll's expectations of the
Municlpal Manager's performance agreement to which this document Is attached and Section
57 (5) of the Municipal Systams Act, 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.

2. Key responsibliities

21.
2.2.

Responsible for the overall management of the municipallty.
Provide general sirateglc management to ensure that the municipality meets the

five (5) Key Performance Areas and the outcome of LGTAS.

2.3. Responsible for the development planning within developmental context and
Implementations of strategles.

24, Manage the assets, budget, workforce, material and services of the municipallty.

2.5. Manage and administer contracts binding the municipaltly’s oparations.

2.68. Provide advisory service to the Mayor and Councll regarding policy [ssues.

2.7. Particlpate In declsions with regard to all delegated line functions Including staff

recrultments, disciplinary deviations and actlons.

2.8.
29.
2.10.

Make use of avallable data Information systems to exercise operational control.
Ensuring implementation of the IDP and PMS as prescribed by law.
Ensuring Implementation of the Counclil's policies, resolutions and relevant Netional

and Provincial leglslation.

2.11,

Ensuring adherence to generally accspted Municlpal accounting and administrative

practices and procedures

2.12.

Ensuring that the council vision and strategles are achleved through team-work and

cooperation.

2.13.

Maneging the provislon of services to the local community In a sustainable manner.

The following objects of local government will inform the Municipal Manager's
performancs against set psrformance Indicators:

2.14.
2.15.
2.16.
2.17.
2.18.

matters of local government.

Provide democratic and accountable government for local communities.

Ensure the provision of services to communities In a sustainable manner.

Promote soclal and economic development.

Promote a safe and healthy environment.

Encourage the Involvement of communities and community organizations In the

G
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3. Key Performancs Areas

The following Key Performance Areas (KPAs) as outiined In the Local Government:

Municipal Planning and Performance Management Regulations (2001) inform the strategic
objectives listed In the table below:

3.1  Municipal Transformation and Organizational Development.
3.2 Infrastructure Development and Service Dellvery.

3.3 Local Economic Development (LED).

3.4 Municipal Financial Viabllity and Management.

3.6 Good Governance and Publk: Participation

o e e T B
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4. Core Competency Requirements (CCRs)
The CCRs will meke up the other 20% of the employees' assessment score. The following
CCRs are deemed to ba most critical for the employse’s spscific job as agreed to between the
employer and the employee and are congldered with due ‘regard to the proficlency level
agreed to:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

X .
Core Managerial and Occupational Competencles Woelght
"8 pat [Indicate cholce] ¢
Core Managerial Competencies: ]
' Financial Management o Compulsory 20
' Change Management - X 20
People Management and Empowerment Compulsory 20
' Client Orientation end Customer Focus Compulsory 20
Core Occupational Competencies:
- Competence in Self-Management I
Interpretation of and implementation within the leglelative and | X o 20
national policy frameworks
Total percentage 100% |
; |
. g 1 -
SOURCE / PFERFOR- TARGET m "D'lm E
INPUT MANCE CCRs « PERFORMAN
DOCUNENT INDICATOR{ §| toumum N o K g
5 s g e/ a a q
g B | a 1|2/ 8 &
—— T
PERFORMAN i
oo | 4w Fnenc j i gy § e E N On
MAzof | 8 T || e pos | 3 G B not dasired 4 ;
. L | | ;!_ Eﬁ
PERFORMAN Number of People 4 Anumber ls [ =
o deprtment  MPreESMment department g wsd 1 m E . 20
mer Dige D1 b | 2B 0
t =
PERFORMAN Number of Cllant ' 4 " Anumberh Lower MR I :-r 1
CE menagemen | Orlantstion managame usad to i parformancs g | !_ﬂ.:_J
AGREEMENT; -E tmastiom | sndOstomar B ntmastings drtarminat! Bnordsind X% =
vsaaot B hed Focus haid on i Ei B
2050)
LA\ =



. |‘ j i I
KEY ‘ E E Target
SOURCE / PERFON- p— METHOD oF | DeswmED
INPUT MANCI ETn | CALCULATIO PERPORMAN ! 1
DOCUMENT INDICATOR{ & (outAm A & |
| § smme i E - i
i | | ]

] Numbar of inarpretaion | | B :

PR = mplararcs | dapartmant A numbar i

AGREEMENT: ol on within tha al ‘ used o

MSA (32 of tompliance leglsiativa and compilance | E determinat! g

2000} registars policy submiteed .
submitted fon : .
:E::: ji ey Chure Ry Awaiark | &
MSA (320f 5 n:-mmnln Managemant ::rqunmm. determinat
2000} reports reports | e
Signed and accepted by (MUNICIPAL MANAGER)
_—
f@* o n.u:...l . ¢ f L e 282f
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ANNEXURE B




ANNEXURE B

PERSONAL DEVELOPMENT PLAN

Entered into by and between

[PULANE QUEEN MOGATLE-THOANE]

[JOHN TAOLO GAETSEWE DISTRICT MUNICIPALITY]
['the Employer”]

and
[KAGISHO KLAAS TEISE]

(MUNICIPAL MANAGER)
[“the Employee”]

e f——== -l
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1. PERSONAL DEVELOPMENT PLAN
1.1.1 A Municlpality should be committed to

(a) the continuous tralning and development of Its employees to achleve Its vision, mission and
strategic objectives and empowsr employees; and

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

1.1.2 A Municipality shouid follow an infegrated approach to Human Resource Management, that
is:

(&) Human resource development forms an Integral part of human resource planning and
management.

(b) In order for tralning and development strategy and plans to be succsssful it should be based
on sound Humen Resource (HR) practices, such as the (strategic) HR Plan, job descriptions, the
result of regular performance appralsals and career pathing.

(c) To ensure the necessary linkage with performance managemant, the Performancs
Management and Development System provides for the Personal Development Plans of
employees to be Included In their annual performance agreements. Such approach will also
ensure the alignment of individual performance objectives to the municipality's strategic
objectives, and that training and development needs can be Identified through performance
management and appraisal.

(d) Career-pathing ensures that employees are placed and devsloped In jobs according to
aptitude and identified potentlal. 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 complling Personel Developmant
Plane In consultation with their menagers.

LV
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(e) Personal Development Plana are complied for Individual employees and the data collated
from all employeas in the municipallity forms the basls for the prescribed Workplace Skills Plan,
which municipalities are required to complle as a basls for all hialnlng and education actlvities in
the municipality In a specific financlal year and report on progress mada to the Local Government
Sector Education and Tralning Authority.

1.1.3 The aim of the compllation of Personal Development Plans Is to Identify, prioritise and
Implement training needs.

1.1.4 Compiling the Peracnal Davelopment Plan attached at Annexure B.

(a) Competency assessment Instruments, which are dealt with more spacifically In Annexure B: 1
and 2, should be established to asslst with the objective assessment of employees' actual
competencles against thelr job specific competency profiles and managerial competencles at a
given period In time with the purpose of identifying training needs or skills gaps.

(b) The competency framework and profiles and relevant competency assessment resuits will
enable & manager, in consultation with his / her employes, to complle a Personal Development
Plan. The Identified training needs should be entered Into column 1 of Annexure B, entitied Skills
! Performance Gap. The following should be carefully determined during such a process:

(1) Organisational needs, which Include the following:

« Strateglc development priorities and competency requirements, In line with the municipallty's
strategic objectives.

« The competency requirements of individual jobs. The relevant job requirements (job
competency proflle} as Identified in the job description should ba compared to the current
competency profile of the employee to determine the individual's competency gaps.

= Specific competency gaps as Identified during the probation period and performance
appralisal of the employee.

(i) Individual tralning needs that are job / career related.
(c) Next, the prioritisation of the tralning needs shouid be iisted since It may not be possible to

address all identified tralning needs In a specific financlal year. It Is however of critical importance
that tralning needs be addressed on a phased and priority basis. This Implies that all these neads

g F it Q*'gs@l




should be prioritized for purposes of accommodating critical / strateglc tralning and development
neads In the HR Plan, Personal Development Pians and the Workplacs Skilis Plan.

(d) Consideration must then be given to the expected outcomes, fo be listed in column 2 of
Annexure B, so that oncs the Intervention Is completed the impact it had can be measured
against relevant output indlcators.

(e) An appropriete intarvention should be Identified to addrass training needs / skills paps and the
outcome to be achleved but with due regard to cost effectivaness. These should be listed in
column 3 of Annexure B, entitled: Suggested tralning and / or development activity In line with the
National Qualtfications Framework, which could enable the trainee to obtain recognition fowards
qualification for training undertaken. It is Important to determine through the Training / Human
Resource Development / Skills Development Unit within the munlcipality whether unit standards
have been developed and registered with the South African Quallfications Authority that are In
line with the skills gap and expected outcomes Identified. Unit standards usually have
measurable assessment criteria to determine achleved competency.

() Guidelines regarding the number of fralning days per employee and the nominations of
employees: An employee should on average recelve at least five days of training per financlal
year and not unnecessarily be withdrawn from tralning Interventions.

{g) Column 4 of Annexure B: The suggested mode of dellvery refars to the chosen methodology
that Is deemed most relevant to ensure transfer of skilis. The training / development activity
should Impact on dellvery back In the workplace. Mode of delivery consists of, amongst others,
self-study [The officlal takes It upon him / her to read e.g. iegislation]; Intemal or external training
provision; coaching and / or mentoring and exchange programmes, etc.

{h) 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 perlod and
aleo ensuring that the PDP is implemented systematically.

(1) Work opportunity created to practice aklil / development areas, In column 8 of Annexure B,
further ensures Intemallsation of Information galned 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).
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(i) The final column, column 7 of Annexure B, provides the employese with a support person that
could act as coach or mentor with regard to the area of leaming.
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