JOHN TAOLO GAETSEWE DISTRICT MUNICIPALITY
PERFORMANCE AGREEMENT FOR SECTION 57 EMPLOYEES

MADE AND ENTERED INTO BY AND BETWEEN:

THE JOHN TAQLO GAETSEWE DISTRICT MUNICIPALITY.

AS REPRESENTED BY

THE EXECUTIVE MAYOR

(FULL NAMES)

AND

HO KLAAS TEISE

MUNICIPAL MANAGER

THE EMPLOYEE OF THE MUNICIPALITY

For the Financial Year

1 JULY 2025 - 30 JUNE 2026
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

---------------------------------------------------------------------

Mayor (Hereinafter referred to as the Employer or Supervisor)

And

KAGISHO KLAAS TEISE

---------------------------------------------------------------------

(Hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:
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1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in terms of
section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems Act”).

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

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance Agreement.

1.3 The parties wish to ensure that they are clear about the goals to be achieved, and secure the

commitment of the Employee to a set of outcomes that will secure local government policy goals.

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

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to:

2.1 comply with the provisions of Section 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 expectations of the Employee’s performance expectations and

" accountabilities;

2.3 specify accountabilities as set out in the Service Delivery Budget Implementation Plan

(Annexure A);
2.4 monitor and measure performance against set targeted outputs;
2.5 use the Performance Agreement and Performance Plan as the basis for assessing the

suitability of the Employee for permanent employment and/or to assess whether the Employee

has met the performance expectations applicable to his/her job;
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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 delivery.

3. COMMENCEMENT AND DURATION

..............................

Development Plan shall be concluded between the parties for the next financial year or any

portion thereof.

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 least 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 applicability of the matters agreed upon.

3.5 If time during the validity 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

Agreement are no longer appropriate, the contents shall immediately 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 performance objectives and targets must be met.
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4.2 The performance objectives and targets reflected in Annexure A are set by the Employer in
consultation with the Employee and based on the Integrated Development Plan and the Budget
of the Employer, and shall include key objectives; key performance indicators; target dates and

weightings.

4.3 The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key objective
has been achieved. The target dates describe the timeframe in which the work must be achieved.

The weightings show the relative importance of the key objectives to each other.

4.4 The Employee’s performance will, in addition, be measured in terms of contributions to the

goals and strategies set out in the Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEMS

5.1 The Employee agrees to participate in the performance management system that théﬁ
Employer adopts or introduces for the Employer, management and municipal staff of the

Employer.

5.2 The Employee accepts that the purpose of the performance management system will be to
provide a comprehensive system with specific performance standards to assist the Employer,

management and municipal staff to perform to the standards required.

5.3 The Employer will consult the Employee about the specific performance standards that will be

“included in the performance management system as applicable to the Employee.

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

6.1 The Employee undertakes to actively focus towards the promotion and implementation of the
KPAs (including special projects relevant to the employee’s responsibilities) within the local

government framework.

6.2 The criteria upon which the performance of the employee must be assessed consist of two

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

assessment.

6.2.1 The Employee must be assessed against the Key Performance Areas (KPASs);

6.2.2 Each area of assessment will be weighted and will contribute a specific 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

outputs/outcomes (performance indicators) identified as per the service delivery and budget

S

implementation plan (SDBIP) which are linked to the KPAs, which constitute 80% of the overall

assessment result as per the weightings agreed to between the employer and employee.:

KEY PERFORMANCE AREAS (KPA’S) WEIGHTINGS
Basic Services and Infrastructure Development 20
Good Governance and Public Participation 20
L.ocal E.conomic Development (L.ED) 20
Financial Viability And Management 20
Municipal Development and Institutional Transformation 20
Total 100%

6.4 In the case of managers directly accountable to 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 employee’s assessment score. CCRs that are
deemed to be most critical for the employee’s specific job should be selected from the list below
as agreed to between the employer and the employee and must be considered with due regard

to the proficiency level agreed to.
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

Core Managerial and Occupational Competencies

X

[Indicate choice]

Weight

Core Managerial Competencies:

Strategic Capability and Leadership

Programme and Project Management

Financial Management

‘Compulsory

20

Change Management

X

20

Knowledge Management

Service Delivery

Problem Solving and Analysis

People Management and Empowerment

Compulsory

20

Client Orientation and Customer Focus

sompulsory

20

Communication

Honesty and Integrity

Core Occupational Competencies:

Competence in Self-Management

Interpretation of and implementation within the legislative and

national policy frameworks

20

Knowledge of developmental local government

Knowledge of Performance Management and Reporting

Knowledge of global and South African specific political, social

and economic contexis

Competence in policy conceptualization, analysis and

implementation

Knowledge of more than one functional municipal field /

discipline

Skills in Mediation

Skills in Governance

Competence as required by other national line sector

departments

E=xceptional and dynamic creativity to improve the functioning

of the municipality

Total percentage
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7. EVALUATING PERFORMANCE

7.1 The Service Delivery Budget Implementation Plan for 2025/2026 (Annexure A) to this

Agreement sets out

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

7.1.2 The intervals for the evaluation of the Employee’s performance.

7.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition

review the Employee's performance at any stage while the contract of employment remains in

force.

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 time frames.

7.4 The Employee's performance will be measured in terms of contributions to the goals and

strategies set out in the Employer’s IDP.

7.5 The annual performance appraisal will involve:

' 7.5.1 Assessment of the achievement of results as outlined in the Service Delivery 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-point 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 score.
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7.6 The assessment of the performance of the Employee will be based on the following rating
scale for KPA's

Level | Terminology Description Rating
12 3 4|5
5 Outstanding Performance far exceeds the standard expected of an employee at this
performance level. The appraisal indicates that the Employee has achieved above

fully effective results against all performance criteria and indicators as
specified in the Performance agreement and Performance plan and
maintained this in all areas of responsibility throughout the year.

4 Performance Performance is significantly higher than the standard expected in the
significantly : job. The appraisal indicates that the Employee has achieved above fully
above effective results against more than half of the performance criteria and
expectations indicators and fully achleved all others throughout the year.

3 Fully effective Performance fully meets the standards expected in all areas of the job.

The appraisal indicates that the Employee has fully achieved effective
results against all significant performance criteria and indicators as
specified in the Performance agreement and Performance Plan

2 Not fully Performance is below the standard required for the job in key areas.
effective Performance meets some of the standards expected for the job. The

review / assessment indicates that the employee has achieved below
fully effective results against more than half the key performance criteria
and indicators as specified in the Performance Agreement and
Performance Plan.

1 Unacceptable Performance does not meet the standard expected for the job. The
performance review/assessment indicates that the employee has achieved below

fully effective results against almost all of the performance criteria and
indicators as specified in the PA and Performance Plan. The employee
has failed to demonstrate the commitment or ability to bring
performance up to the level expected in the job despite management
efforts to encourage improvement.

The following formula is used to calculate each KPA’s Key Performance Indicator (KPI)

Weighting:

Level 5: Current weighting / 100 x 100 = add for outstanding

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

Level 3: Current weighting = satisfactory

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

N
Level 1: Current weighting / 100 x 100 = subtract for unacceptable @/)
09 WUt \&\/m'?
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7.7 For purposes of evaluating the Annual performance of the Employee, an evaluation panel

constituted by the following persons will be established:

7.7.1 Executive Mayor;

7.7.2 Chairperson of the Performance Audit Committee;

7.7.3 Member of the Mayoral Committee ;

7.7.5 PMS Manager / Specialist; and

+ 7.7.6 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 2025 (verbal)
Mid-year : October ~ December 2025 (formal)
Third quarter : January —~ March 2026 (verbal)
Annual s July 2025 — June 2026 (formal)

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

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

before any such change is made.

9\@( M
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8.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and/or amended as the case may be. In that case
the Employee will be fully consulted before any such change is made.

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development 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 facilitate effective performance by the employee;

10.1.2 provide access to skills development and capacity building opportunities;

10.1.3 work collaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employee to enable him/ her to meet the performance objectives and targets established in terms

of this Agreement; and

" 10.1.5 make available to the Employee such resources as the Employee may reasonably require

from time to time to assist him/ her to meet the performance objectives and targets established in

terms of this Agreement.

11. CONSULTATION

11.1 The Employer agrees to consult the Employee timeously where the exercising of the powers

will have amongst others:

11.1.1 A direct effect on the performance of any of the Employee’s functions; .
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11.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer; and

11.1.3 A substantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 11.1 as soon as is practicable to enable the
Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

outstanding performance or correcting unacceptable performance.

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration package may be

paid to the Employee in recognition of outstanding performance.
12.3 In the case of unacceptable performance, the Employer shall

12.3.1 provide systematic remedial or developmental support to assist the Employee to

improve his or her performance; and

12.3.2 after appropriate performance counseling and having provided the necessary guidance
and/ or support as well as reasonable time for improvement in performance, the Employer
may consider steps to terminate the contract of employment of the Employee on grounds

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

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 responsibilities, priorities, methods of assessment 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 receipt 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 fails, clause 19.3 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 available to the public by the Employer.

14.2 Nothing in this agreement diminishes the obligations, duties or Accountabilities of the
Employee in terms of his/ her contract of employment, or the effects of existing or new

regulations, circulars, policies, directives or other instruments.

EXECUYIVE MAYOR
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ANNEXURE A

IMPLEMENTATION PLAN

(SERVICE DELIVERY BUDGET
IMPLEMENTATION PLAN)

Entered into by and between

[PULANE QUEEN MOGATLE-THOANE] |

[“the Employer”]

and

[KAGISHO KLAAS TEISE]
(MUNICIPAL MANAGER)

[“the Employee”]
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1. Purpose

The service delivery budget implementation plan defines the Council's expectations of the
Municipal Manager's performance agreement to which this document is attached and Section
57 (5) of the Municipal Systems 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 responsibilities

2.1. Responsible for the overall management of the municipality.

2.2. Provide general strategic management to ensure that the municipality meets the
five (6) Key Performance Areas and the outcome of LGTAS.

2.3. Responsible for the development planning within developmental context and
implementations of strategies.

2.4. Manage the assets, budget, workforce, material and services of the municipality.

2.5. Manage and administer contracts binding the municipality’s operations.

Provide advisory service to the Mayor and Council regarding policy issues.
Participate in decisions with regard to all delegated line functions including staff

recruitments, disciplinary deviations and actions.

2.8. Make use of available data information systems to exercise operational control.

2.9. Ensuring implementation of the IDP and PMS as prescribed by law.

2.10. Ensuring implementation of the Council's policies, resolutions and relevant National
and Provincial legislation.

2.11. Ensuring adherence to generally accepted Municipal accounting and administrative
practices and procedures

2.12. Ensuring that the council vision and strategies are achieved through team-work and
cooperation.

2.13. Managing the provision of services to the local community in a sustainable manner.

The following objects of local government will inform the Municipal Manager’s
performance against set performance indicators:

2.14. Provide democratic and accountable government for local communities.

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

2.16. Promote social and economic development.

2.17. Promote a safe and healthy environment.

2.18. Encourage the involvement of communities and community organizations in the

7 ge iy KT
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3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined 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 Delivery.

3.3  Local Economic Development (LED).

3.4 Municipal Financial Viability and Management.

3.5  Good Governance and Public Participation

2025/2026 PERFORMANGCE AGREEMENT ' ' D Page 15




; N\ ¥ ) MMU x
S IM ~A % i S/ >
] aunf O¢ £q
18 9 aunf O¢ Aq suodar | suodar eoueuriojrod $901A10S
= = & doueur1oy1ad Aj1opuenb | Ajxouenb ur pajrodar {eHoss
— — — — m m g ur payodar se ‘paAsiyoe S ‘PAAdIY IR S}o31e) . S
2 ~ 2 $10318] SOJIAIAS [BIIUISSI SOJIAIQS [BIJUISSD
o 2 : : : oroxdwr o,
W 03 ss909€ paroxdulr Jo 9,08 01 59008 paroxdur
‘ Jo oFeju0d1og o
2unr Gr g pue muno%
aunf | suodar souewoyrad
, Suruueld pue
> > 0€ Aq suoda1 ooueuriojrod A19yenb ur :
= = X : JUQUISOAUT
[5) 5] = Aj1orenb ur pajtodar | pajodar se ‘paasiyor s
T = v 5 i g 8 SE ‘PaAdIYoR S1a31e) s3081e) Suruued Ul
= ~ 2 PO ; d[qeuIR)SNS
o 2 Suruued pue jusunSIAUL PUE JUIWIISIAUL SRR
QINJONIISLIIUL PROI JO %08 dInjonyseyul T oL
peol JO 938)ud019g
, aunf og Aq
| 5 aunf 0¢ Aq spodar | suodar aourwioyiad JYSISI9A0
2 = o0 douewnioj1ad Aj1erenb Aj10y1enb ur 109(o1d pue
— — — — m mm m ul payiodas se ‘paasiyoe | pajtodal se ‘paAdIyor 90UBUIOAOT
nnv [ m s1031e) syuowrarmbor | sje8Ie) syuowermbax aIjonIseyul
= 9ATIR[SISI] JO %08 QANB[SIZO] uayyduans o,
Jo o3rjuao1ag
SErocAq SJUAWIA[)IOS
0T spodar oouruioyiad 3 H
aunf ¢ Aq suodax pareadojug
- Aj1ayenb ur Sumuueld pue
> o douewioytod Aj193enb d ; : i
= + o d ; pauodar se ‘paAaryoe JUSUI)SIAUL
— o — g £ 2. = b e s3031e) Suruuerd aInjonIseyul
2 g 7 S 5o im Jumgd por pue JuaUnSIAUL uSaESm:m.
o 2 JUQUI)SOAUT QINJONI)SBIJUL : :
, ot oS dInjonyseyul QOUBYUD O],
Y 9 JUQWIO[1I0S
uewny Jo 93ejuddId

INANLIVAAd TANLONALSVIANI ANV SADIAYAS DISVE




Wi N Ot
y AL ~\ ,
@ ~ | abed Q« LNINTFHOV FONVINHO4H3d 920¢2/G202
aunf ¢ £q
5 oung syoda1 eoueuioyrad S
= M = 0€ Aq suodai soueuriogrod A19y1enb ur YSISIoA0 pue g c.m
— — — — £ m m Aj1oyrenb ut paytodor se | peprodal se ‘paaaiyoe AJ1]1qeIunodde oopﬁﬁ@ﬂ@
W M = ‘paAaIyor s3a31e) JYTISIOAO syogae) Jyisiono | 0 dowoxd o, o
= pue AJI[IqBIUNOIIE JO %0} pue AJ1[1qBIUNOJoE PA%D
J0 93eju0o1og
A aunf (¢ Aq
[ suodar aoueuiojiad QInjoNISseIjul
o 06 faisHocalsptior o A119yrenb ur 3noix Anredroiun
s o0 A11911enb ur pejrodar e v 4 i RN
o) 5 2 : : payuodas se ‘paasryoe judwdofaAdp parRIuaLI
7 15 7 X § & 3 e e s3o81e) aInjonisel d
51 Ssejul . [eos | juowdojoaag
nnw &~ 5 aImjonyselyur ynoiyy S a B>
2 y3noay) juswdojorap PUE OILIOU0D J[qeureIsng
juawdoaAap [B1o0s d
e OHOL095 100408 [BID0S PUB OIIOU0Dd gjowoid o,
e X J0 93eju0o1og
aunf O¢ Aq
suodar 9ourwoyIad
= SHR0e 49 sHodoT Aj193renb ur Sumued pue
5 o doueuioyrad Aj1o1enb g : :
= = = ; pauodal se ‘paraiyor JUQUIISIAUL
o) 5] = ur payiodai se ‘paAaryoe uonejueg
— — — — = a, = 30316 Suruuerd QInjonIseIjul
< Q 3 syo81e) Suruueld pue . pue 19 M\
=] (4 5 pUR JUSWI)SIAUT | O d[qeureISNS
o = JUSUUISOAUL DINJONIISBIFUL
SOOTAIS 107EM JO %08 2InjonnseIjul Q0UBYUI O,
. 2 SOOIAIOS
I9)eM JO 93BIUQ019g
e aunf o¢ Aq
L1 spodor ooueurroyrod QInjonIseIul
& 0€ Aq suodai aouewiojrod < b 5 3
> o P, b d [1931enb ur y3noiyy
o = = [1oyenb ur pajrodar 3
5] I = : payuodai se ‘pararyoe juowdojoAap
— — — o = a, g Se ‘paAdIyoe S3oSIe) i
S 5] 3 $1931.) 2INjONINSEIJUL . [e100s
& = aInmjonIjselyul y3noayy 0 :
o T y3nouy juswrdo[oAsp PUE JIWUOU0DD
judwdoaAap [eroos :
e SWON059 0 %408 [BIO0S PUB OIIOU0Dd jowoid o,
= D % Jo o8eju0o1og
< o =
o 5]
= [52) N — (@)
SoE e e R m ALLLL e
B4 ALI4OI¥d
(&) S Pz EYNERET|
ONLLHOTIM Z | 82| £& | (ndLno) IaDAVL N T an
= =8 =) HONVINIOAYAd ﬂ S T S04 d
2 e 2 5 2 A
=) o= = ddr
NAO@IVIYE LIDYV.L m & =




A\ gy r L /@Qb
ks ¢ obed ININIFTHOV JONVINHOJ4H3d 920¢2/520¢
aunf 0¢ Aq suodaz
doueuLIofIad
aunf O¢ Aq syodazx £{xo11enb
5 douewniopiad Aj1epenb d
2 E o u1 paptodai se ‘poAartor ooRosH S
o} = g 'P : S ‘PIADIYOE S}oFI1e) juowaFeuey | juouwroSeueiy
il i i it £ ) = sy081e1 A)[IqeuIRISNS : :
5 =¥ m il Aiqeureysns | A I9)8BSI(] 19)SesI(]
(@ M = et [BIUSWIUOIIAUD apraoid o,
pue juswogeuLW e EoEowmmmE ’
19)SBSIP JO %08 foisasin
Jo 98eju0o1od
aunf o¢ Aq suodax
dourwIoIod
aunf A10)11ENnb 3urog-1jom JuowaFeuR
{5 [ o 0¢ Aq suodar souewioyiod ur papodal Aunuod aguey)
m % m A19yenb ur pajrodaz SE ‘paAdIyoR pue drewI[) pue
75 T i o s By S SE ‘poAdIyor Sjogie) sjodre) 3upq | S| 2INONNSEYUL | UONBAIISUOD)
(@ M L urag-[jom Ajunwiuiod pue -[[om Ajunutiod [e100s | ‘JuowaZBUBIA
2INJONISBIJUL [BIO0S JO %08 pUB 2INjonIseIjul onoxdwir O, | [BIUSWIUOIIAUF
[e100S
0c Jo 93rjuao1og
aunf (¢ Aq suodazx
aun Aq suodax SomeHofd
o oo:mccﬁm mwa M hw_ enb Aepenh Amgesps
= £ & s aow m.m ; _o>%_ o ur paytodar [BIUSWIUOIIAUD P1SI
e — 2l — £ Q g Do bt S ‘pIARIYOE S)aFIe) pue oy} ul yj[eeH
S Ay 51 319318} Aj1[1qRUIRISNS 2 o d ;
3 = 5 n e J[Iqeure)sns yIeay o11qn Jo uonowold
A : [BIUSWIUOIIAUD uoyIuans o,
pue yy[eay arqnd o %08 puR GEoY Sifqud
JO 93rjudo1og
(I
X <3 )
= [s¢] o = Z.
el o 2R o = S ATLIL et
ONLLHOIIM 53| 38| (104100 1aouvy | HOLVOIGNI | Z|  owpsatag i
o>| = = AONVINIOJIAd m JIBIMEIS L 905
O [ B 52 ADI e
NMo@IvVINg 1aouvL | B | & . aai
A

INANLAVIAA STIOIAYAS INTINJOTIAAA ALINNININOD




N D e P D/
¢ abed LININTFHOV FONVINHOIH3d 9202/520¢
aun( (¢ Aq suodax
e dourwioftod
= M mv 0€ Aq syoda1 soueurioyrad Aopierh JYS1S19A0 pue motEdiTg
5] = ur pajodar Mt P J1qnd pue
— — = m 5 Aj1o)renb ur payrodar se 2 . | Anjqejunoooe ; P
S 54 ; se ‘paAdryoe | ™ QOUBUIIAOD)
M 5 PaAaIyor 5319318) JYTISIOA0 — ojowoxd o,
o 2 PUE AY[IGEIUN099E 0 %08 s1081e) JYIISI0A0 poon
e 9 PuE A}1[IqeIUN0odE
Jo a3ejudoiog
, aunf (¢ Aq suodaz
W soueuiopad
it Aj1o1renb
> ~ o 0€ Aq sypodar souruojrad b SIOIAIOG
= [~ 5] ul pajodar g
o) o £ Aj1911enb ur poyrodar se : JuowageuBA
— — £ = S : SE “PIAIIYIE S}o3I1e) 2
3 PaARIYOE $319318) uonES I o 1038BSI(]
= & = uonednu 1jsesip | ;
(&4 2 19)sesIp pue Ayoeded Dire Mitos e opaoid oJ,
[BuOmusuI 3o %08 Haou.aumﬁ
Jo 98ejuad1og




A =)

SR

A I;\ wmmmax X

1ININFFHOV FJONVINHOJHId 920¢/520¢

aung
0¢€ Aq suodar | oung o¢ Aq suodax
oouewojrod QouruLIoyrod
= ~ o A11931enb A11931enb uonjowoid (g
3 mvn = ur payodar ur pajrodar juaunsaAul | juowrdo[oAd(g
= 7% o R m = 8 Se ‘paAalIyoe Se ‘paAdIyIE | S pue 471 OIIOU0Y
& 22 9 sjo81e) syo81e) uonowoid uoyISuans o, 8007
uonowoid JUQUIISIAUL pUB
JUSUISIAUL pUB | HTJO 258.Iu0019g
adT3o %08
aung
0¢ Aq suodax | oung ¢ £q suodax
douruLIojrad QouruLIofIad
o A11911renb A11011enb juowddeurwl
= _oln = ur payodar ur papodalr asn pug|
i — — — m m m SB ‘POADIYOR | SB ‘pAAdIYOE S}oTIe) v | pue Suruuerd
@ H 5 s1o81e) juowogeuew | [eneds
£ JudwoeueU asn puej pue gjowoid o,
asn pue| Buruueld [eryeds
pue Suruued J0 93rjuooiog il
[eneds Jo %08 LR
pajeIudLIO
0c e uawdoraaa(
0849 soday aunyf (¢ £q suodaa d[qeure)sng
ooueurioptod S
douruIo)rad
Ap19uenb
Aj10y1enb uoneuIpPIO0d
s —~ o ur payodar S de
= ~ & 58 porsIloe ur pajroda juowdojaaap
— — — —_ E m g e 5P ‘paAaiyoe s3a31e) < | pue Suruued
=] = 2 PR uoneuIpIood | 01303818
o A uoneuIpIond :
wuawdojaAap pue uoyI3uans o,
juswdojaaap
Buruued o1391en58
PEpCud " Jo o3ejueod
o1391e138 J . d
30 %08
M m en o — W m
) =4 o = Q 1AV
= = Za| 98 xS AR e E—MMEE
z 2| 28|25 ndino YOLVOIANI | Z |  2An%lqo aap
= 85| E8 m = LADUVL | IONVINIOIIA m BNENS L i
Z >
5 NAMOIVANE 1ADUVL | & g |~ < Bl aai
A~ =

INANLIAVJAd INTINJOTIAHA ANV ONINNV I




BT EFCNWAY -
% G abed 1NINTFHOV FONVINHO4H3d 920¢2/520¢
oun(
0¢€ Aq suodax
douewroprad | oung o¢ Aq syrodox
Ap1011enb doueurioyiad
ur payodal AJ1911END ymoid
4 SEB ‘PIAdIYoE ur papodar [eiynoLide
= M S s31a31e) SB ‘PIAdIYOR pue | WIOJY pue
— — — m m m SOATIRIIUL 10818} SOATIRNIUL = juowdojaaap | juswdojeAadg
nnw_ _M m ymoId | ymoid ermynoude | pue| pue
> [enynouge pue juowdojorap d]qeurR)SnS
pue pue[ 9[qeuIRISNS B[O} O,
juawidooAdp A1911eNb
pue| Jo a8rjuadiog
J[qeurR)sns
Ap1031enb 9408
aunf
ﬂ 0¢€ Aq spodar | ounp o¢ Aq spodor
, souewofad dourwiofrad
I i i A11911ENnb A11911enb juowdoroAap
= ~ = ur pajiodar ur payutodar a8eiIoy
— — — 2 m m SB ‘DIARIYOE | S ‘pOARIYOE S}oTie) i pue ymoi3 Edopt @
W M 2 s1081e) juowidoyoAdp | WISLINo} e
= juawidooAdp 93ejuroy eIy O,
a8e)LIoy pue | pue ymoId wsLnoy
JIM0I3 WSLINoy Jo a8ejuao1og

30%08




1ININFFHOV FONVINHOSHId 920¢/520¢

J9 %08

aunf
0€ Aq spodar | ounf (¢ Aq spodasx
doueuLIoyIod doueuroyrad
= M ma A1911eNb A119118Nb WSision0 pue uonedonied
Lo 8 o = ur paprodar ur papodar %ﬁ:.p SE a1qng pue
s m S SE ‘paAdIyor SE ‘pardIdE | 9 S QOUBUIDAOD)
o ~ 10818} 103181 Jy31s10A0 L poon
JY3ISIOAO pUR | puE A)I[IqeIunodde
Aj11qeIunoode Jo a8ejuao1og




1ININFFHOV FJONVINHOJH3d 920¢/520¢

aunf (¢ Aq syodaz
dourwojrad
sunt oc £q A11911enb Koua1a1jjo
e ~ ) ur payrodax juswogeurwl
= ~ o0 syodar eoueuLIoy1ad Aj1e3renb 7
5] S SE ‘paAdIyOL ureyo
— — — — = Q g u1 pajiodal se ‘paAdlyoe s3og1e) ; :
< Ay 3 ; syo81e) Aoudmonyo | o A1ddns pue
= M = AoUQI01JJ9 JUSWFBUB UTBYD : o~
o k2 e juswageuBW amyipuadxa
[ P P 30 %08 ureyo Ajddns aroxdwir o,
pue amnjpuadxa
Jo a8eju00I10g
oun( ()¢ Aq syrodar
douruiojrod
A[1o11enb sjuowaInbal
& aunf (¢ Aq suodax souewioyrad d 3 £
i E oh Aj1oyenb ur pajiodas se S i HIGEIA %9
o) % 8 ; SB ‘PIAdIYIE S}oFIe) uone[sida] | juowaFeuey
o e = — £ S ‘PaAdIYIR s1931.) sjuswalnbal i ?
S Ay 3 : sjuowaimbal yipne | < | [erouruy yim [eIOUBUL]
=] ~ 5 JIpne pue uone[sI39[ [BIoUBULJ : o ?
o 2 pue uone[si3a[ doueljdwod [edioruniy
M doueldwod Jo 94,08
: [eIOUBUL} 2INSud 07,
ym douerduioo
Jo 93ejuooiog
0T aunf (¢ £q sypodax
doueuLIojrad
aunf (¢ Aq spodar soueurioyiod b Jagmpten
> ~ o u1 pajiodar ANUIAJI PUB
= Y ] Aj1oyrenb ur payrodar se 3 :
) o = ; s 5 S ‘PaAdIYoE S)a31e) Bunegpnq
o — — — 3 g PaAdIYOE S}oF1e) JuswaSeuru : g
< ay 5 : juowedeuew | S Suuued
= ) = anudAaI pue ‘Bunedpnq N ¢
< e = ‘Suruueyd [e1ouruly Jo 0 Lt o
dendllbe 530 %08 pue ‘Bunedpnq uoyj3uans o,
‘Buruuerd [eroueury
Jo 93ryudorog
X =
o =
> [s¢) o v Z.
@ (=] (=7 o el o AV
4 £a| 9 m =S TDLLEL | = E_M_ME.H
el 2 YOLVIIANI | Z 2ApR[q0
LHOI g o = = HRRL
ONILHOIAM g3 m 2| & m (INLAO) LADAVL | o oo ad m NForens uasﬁw_.m_.w
NMO@IVIYE = S =T P | =
LADYVL o =

AD1AA0 AANSVIRIL ANV LA9dNd




LNIWIFHOV FONVINHOFH3d 920¢/5¢0C

aunf (¢ Aq suodax
douewiofiod
> =~ o aunf ¢ Aq syprodar soueurioyiad A1931enb e uonedionied
o L i v m % .m A11931enb ur peyrodax ur payiodal %M o ESWS J11qngd pue
S m m SE ‘pIAdIYOE S)a31e) JYSISIOA0 SE ‘POAdIYIE | .Mwwnwou e QOUBUIIAOD)
o 2 pue AJ1[IGBIUN0JI® JO %08 s1031e) Jy3Is10A0 L poon
pue A)[1qeunodoe
Jo a3erjuco1og
aunf (¢ Aq spodal
- 4 9 sung o 4q douewiofrad
.m DOA m suodar oouewroyiad Aj1eyrenb Ebuutﬂnv Juamospuetn
e = 7 bl g & 2 ur paprodai se ‘pasryoe s1aS1e) ; el S ME R Re
& M 5 s se ‘paralyoe s1o81e) | N | woyiSuons o
A ! 19SS€ JO 908 juowoFeuew
J9SSE JO 93.ju0019 g
aunf ¢ Aq spodar
doueurioprad
o = i aunf (¢ Aq A1931ENb Ayi3aur eyep
= ~ mc suoda1 doueurioyiad Aj1errenb ur pajodar pue Sunodax
= — — — = m g ul pajiodas se ‘paaryoe syegie) Se ‘poAdIyE | . [eroueuLy
W M s Kyu3ayur eyep pue Junzodor sjo81e) AyuaSojur | o Tediorunw
& [eroueuy [ediomunw Jo 9,08 | ®ep pue Juniodax uayiduans o],
[eroueuyy [edorunw
Jo a3eudo10g




ININWIFTFHOV FONVINHO4H3d 920¢2/5202

aunf (¢ Aq
sypodar 9ouruioyiad aunf o¢ £q
o Aj1o1renb suodai oouruLIofrod el
22 M 20 ur pajprodal A119yenb ur " x _ww :M
— — — — £ m m S ‘paAdIyoR 30318} | popodal se ‘paaryoe : [B21P P
< 3) ; 0 J0UBUIIA0T
nnw = 5 uonewlIojsuen} | s3o31e) uonewiojsuesy [ N il
X [en3ip | [e)SIp puB 9OUBUIOAOT L 4
pUE 20UBUIIA0T LI Jo a3ejuasiog
L1130 %08
aunf O¢ Aq
syodai ooueurojrod PEULAE T Bureq
5 Kp0yrenb syrodar soueurioyrod [[om pue
= M o0 A119yrenb ur : Aprediorunyyy
o) o = u1 papodalr g ; juswdojaaap
— — — — i = g ] pauodal se ‘paAalyoe : : PaIBIuLALIO
< = 8 SE ‘paAdIyoE ~ ururen
=) = s1o81e) JuowidojoAap N wawdoraaaqg
o 22 & | s1081e) Juowrdoronsp doKkojdwe
pue Sururer) sokojduwo d[qeuresng
pue Jururen (e S owoid o,
doKkordwa Jo 9,08 3 d
aunf Og Aq
0c sypodal soueunioyiod aunf o¢ £q Bl
A19yenb suodar aoueuriojrod mco_ﬁ: s
> ~ o ur pajodal A119)1enb ur S
> = 0 : pue
o} o m SE ‘paAdIyoE poyodal se ‘paAaryoe
e i Ly sy = = g ; > juowdo[oaap
s e S s3a31e) A31oeded s1o31e) Ayoedes | o e
o ~ L [euonninsur [euonmynsul pue i
pue juowdoroaap | Judwdo[oAap 201nosal S o:
90IN0Sa1 uBWNY JO 93BIUAIIOJ e ol
ueuiny Jo 9%08
=
X = [ =
=) (e N — Q Z
2 L2 ol Sen £ (vaav
2 ALRNOI™Ad
O] Sz | © A1LIL JOLVIDIANI £ aanaoh
ONLLHDIIM Z o M = M Cm.ﬁ%%%h HONVINIOAYAd | —~ upwﬁm.“_m dan
= = = W = AT m : swweiSorg
NAMOAIVIIEG LIDYV.L o m = m dai
M =5

INANLIVAAd SIOIAYAS ALVIOJA0D




1NINITFHOV FONVINHO4H3d 9202/520¢

aunf o¢ £q
suodai eoururiojrod SunLOE4q
! B e o < sy1odai aouewnroyrod
= ~, - [191enb uonedionied
5} ) s Aj19)1enb ur payrodax
— = = g ur pejrodal : 2 : orqnd
s o 2 | se‘pandryor syofiey SR uoSuans o,
o & mao:moan s SUOTJBOIUNWILIOD
o &u.umb.m 109408 0139)e1)S JO 93BIUA0I0]
aunf o¢ Aq
syodai ooueuroyrod SURLOEAG
> —~ o AJ19yrenb St coustopd uonedionieg
= ~ Wc o odes Ap1931enb ur JYSISIOA0 pue e T
— = Q g 3 pauodal se ‘padryoe . | Aupgejunoooe 119nd p
=) 15y 1y 1iq!
S S S ‘paAaIyor 3 3 = d QOUBUIIAOD)
o M 2 s3031e) Jy3Is1oa0 el L poon
i pue bﬁ:nﬁq.:onvom PYs /HiGEbnog e
e 10.9%08 Jo a3ejuaorog
0
unf ¢ Aq
syodar soueuioyiod S DE £g
syodar soueunoyrod
= ~ o A119)1ENnb e juowdgeurw
5} n% m ul pajiodar r : UOTJBULIOJUL
— £ = g 3 pauodal se ‘paaaryoe : : :
3 M = S ROy $10318) Juowogeur Q b
@ & | s1e8Ie; Juswedeurw uoyi3uals o,
UONBULIOJUL At L
3 ‘| SpI10021 JO 95BIUdINJ
PUE SPI0J2I JO %08




11 abed

LNINTIFHOV FONVINHOIH3d 9¢02/5¢0¢

aunp
0¢ Aq sypodax
douewIofrod SHgr oy A0
| fjzomenb sy1oda aouewoprod
: . o % 1t poytodar A110y1enb ur juawofeur
T nuuA wo L ..vu>oﬁom payodai se ‘paAdIyoe douruiofrad
e e — = m m“o.w.a“ s1081e) Juswodeurw L PUB Jy3ISI9A0
& M 5 e douewIoyiad o ‘K)11qeIuN09oE
£ o pue “ySisiono ojowoxd o,
pue 9y3Isiono g
- “Ay[IqEImoooe Jo a8euoo1ag
30 %08
unp
0¢€ Aq suodax
douruniopad aunf o¢ Aq
e =~ o Ajroyuenb | syprodar sourwiojod (¥D]) suone|oy
o o . i m mu“ m ur papodar | Ajzeyenb ur poprodar [BIUIWUIIA0TIAIU]
s m S Se ‘paAaIyor S ‘POARIYOE S)a31e) o PUB 90UBUIIA0S
(@4 2 $19318) | YOI pPuB 20URUIOAOT poo3 udyi3uans o,
ADI pue poo3 Jo a3ejuadiog
Q0UBUIA0TZ
P003 JO %08

ADIAA0 SAADVNVIN TVAIDINOIN.

uonedronied
d1qnd pue
QOUBUIIAOD)
PoonH




1ININFFHOV JONVINHO4H3d 9202/520C

ol RIS 408

aunf
0¢€ Aq suodax
douruoprod aunf 0¢ Aq
A1931enb syodar ooueuioyrod
i [ o ur payodar A101renb ur JY31SI9A0
m mu“ m S ‘paAdIyoe | paprodal se ‘paralyoe : JIpne [euIojul
s m m s1031%) $1031®) Jy31SI0A0 o 9AI109JJ9 pue JIpne
o & JYS1S19A0 JIpNe [eUIdIUL UBD[J B AINSUD O,
JIpne [euIojuI QAT}OJJ pue JIpne
__ 9A1}I9JJ0 uedd Jo a3ejudIdg
pue jipne
uead JO %08
ouny
0€ Aq suodax
ooueurioytod aunf ¢ Aq
Ajproyuenb | sprodor souruiojrad
> ~ &
= ~ > ur papodar | Ajreyrenb ur pajrodax uonuaAald pnexy
m Q £ S ‘poAdIYOR | SE ‘pandIyoe s1oS1e) is pue JusWaSeURW
nuv m m sjo81e) uonuaaid pnely ol YSLI 92UBYUD O],
A uonuoaxd pue juswoFeurwl
pnelj pue JSu1 Jo a3ejuadiog
Jjuswegeuew




€1 abed LNINWTFHOV FONVINHOF4H3d 9202/5202

| aunf
W 0¢ Aq suodax
M souruLIopId aung ¢ Aq
W, Auoyrenb | spoder eouewiojad
= = o ur papodal A1931enb ur juowoFedud
8 mvn £ Se ‘paAalyoe | panodal se ‘poAdIyor Iopoyaye)s
i o — it m m 8 SERI syo31e) JuowoFedus 9 pue uonedonied
i S & juowogegud Iop[oyayels o1iqnd daoxduwir o,
IopJoyayess pue uonedionied
pue | orqnd jo a3ejuaoIog
uonedronied
o1qnd jo %08




| abed ININWITFHOV FONVINHO4H3d 920¢2/5¢0¢

R R e L e e B D T e e e e S e e P R e R e ST




4. Core Competency Requirements (CCRs)
The CCRs will make up the other 20% of the employees’ assessment score. The following

CCRs are deemed to be most critical for the employee’s specific job as agreed to between the
employer and the employee and are considered with due regard to the proficiency level

agreed to:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)
¢ X
Core Managerial and Occupational Competencies . . Weight
[Indicate choice]
Core Managerial Competencies:
Financial Management Compulsory 20
Change Management X 20
People Management and Empowerment Compulsory 20
Client Orientation and Customer Focus Compulsory 20
Core Occupational Competencies:
Competence in Self-Management
Interpretation of and implementation within the legislative and X 20
national policy frameworks
Total percentage 100%
: ; ‘ | 3
E g ~§ g LA S‘ S
“SOURCE/ | 2| PERFOR- © | Bl yapger | @| METHODOF | &I DESIRED | & '
Coweur | 8] mance cers | Z| oureom | 2| cawcutamo | E | perorvan | €
\| - DOCUMENT uE_ INDICATOR( : R 4 R %/ N ; CE 5
(R o s)TmE 2| g 3 2
= , < - g
a2 : 2
&
PERFORMAN .. | Number of ) > Anumberis g o4
CE 4 " . 4 value -t 5 Lower wl
2 value Financial z . ] used to © o
AGREEMENT; £ ] analysis £ . S | performance 0 |
E] analysis Management Z & | determinati gl . ) v |
MSA (32 of 2 reports g 5 | isnot desired bl
reports on o <
2000) 2|
< |
PERFORMAN People . ) :
E | 5| gaparment | MsEment | ot L ] e | B tower |
AGREEMENT; [ \ and @ . £ I S | performance =
5| almeetings Z | al meetings & | determinati gl . R =
MSA (32 of =z h Empowermen g 5 | is notdesired =
eld held on (o]
2000) t
PERFORMAN Number of Client 4 A number is Lower w I
CE 5 | managemen Orientation manageme £z used to g performance g
AGREEMENT; -g t meetings and Customer | 2 | ntmeetings | & | determinati 2 is not desired |
MSA(320f | 3 held Focus = held @ on g g
2000) S 3 E
L one¥
MY \@/ >




' E g T w 2
. E B b= vl (-} b=
R I 1 KEY , o SO e S Target
SOURCE / S| perroR , g |8 "METHOD OF | Z DESIRED B L b3
2l FOR- , Z | - TARGET 0] ~ =} e g : £
INPUT hE MANCE . 'CCRs w | (outPuT) g CALCULATIO | ~E| PERFORMAN | .5 ‘@
DOCUMENT | = | INDICATOR{ : ol : & N g CE 18 2
‘ . O S)TITLE S : & o 3] P o :
el.® B g g zlajajaa
g 5 dl1)2 )34
Interpretation 4
Number of of and 4 - E :
PERFORMAN quarterly ) ° &
. implementati department > Anumberis 4 o
CE @ | department rs i 5 Lower ool
o on within the = al g used to ko s 4
AGREEMENT; £ al - @ T A 5 | performance | & ¢
E] . legislative and 2 | compliance 8 | determinati g1 . . e 3
MSA (32 of Z | compliance . . g 5| isnotdesired | < o
national registers on O a =
2000) reglisters : ul gl
. policy submitted a
submitted Eu
frameworks 9
=
o]
PERFORMAN 5 Number of 4 quarterly >| Anumberis @ el
CE o} change change = 5 Lower e |
o Change 2 () used to o A
AGREEMENT; £ | managemen @ | manageme € . -3 | performance A
ES Management = 8 | determinati £ o |
MSA (32 of Z | tprogress nt progress a8 on 5| Is not desired |
2000) reports reports © Q
o
Signed and accepted by (MUNICIPAL MANAGER)

"’
«’

Date

Signed by the EXECUTIVE MAYOR on behalf of the Council

Date:..

(

At

\

. 20
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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”]




1. PERSONAL DEVELOPMENT PLAN
1.1.1 A Municipality should be committed to

(a) the continuous training and development of its employees to achieve its vision, mission and

strategic objectives and empower employees; and

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

legislation.

1.1.2 A Municipality should follow an integrated approach to Human Resource Management, that

is:

(a) Human resource development forms an integral part of human resource planning and

management,

(b) In order for training and development strategy and plans to be successful it should be based
on sound Human Resource (HR) practices, such as the (strategic) HR Plan, job descriptions, the

result of regular performance appraisals and career pathing.

(c) To ensure the necessary linkage with performance management, the Performance
Management and Development System provides for the Personal Development Plans of
employees to be included in their annual performance agreements. Such approach will also
‘ ensure the alignment of individual performance objectives to the municipality’s strategic

e 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.

T g ey
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| competencies against their job specific competency profiles and managerial competencies at a

(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.

1.1.3 The aim of the compilation of Personal Development Plans is to identify, prioritise and

implement training needs.
1.1.4 Compiling the Personal Development Plan attached at Annexure B.

(a) Competency assessment instruments, which are dealt with more specifically in Annexure B: 1
and 2, should be established to assist with the objective assessment of employees’ actual

given period in time with the purpose of identifying training needs or skills gaps.

(b) The competency framework and profiles and relevant competency assessment results will
enable a manager, in consultation with his / her employee, to compile a Personal Development
Plan. The identified training needs should be entered into column 1 of Annexure B, entitled Skills

/ Performance Gap. The following should be carefully determined during such a process:

(i) Organisational needs, which include the following:
¢ Strategic development priorities and competency requirements, in line with the municipality’s

strategic objectives.

s The competency requirements of individual jobs. The relevant job requirements (job

competency profile) as identified in the job description should be compared to the current
competency profile of the employee to determine the individual's competency gaps.
e Specific competency gaps as identified during the probation period and performance

appraisal of the employee.
(i) Individual training needs that are job / career related.

(c) Next, the prioritisation of the training needs 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

2025/2026 PERFORMANCE AGREEMENT "~ Page 5
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should be prioritized for purposes of accommodating critical / strategic training and development
needs in the HR Plan, Personal Development Plans and the Workplace Skills Plan.

(d) Consideration must then be given to the expected outcomes, to be listed in column 2 of
Annexure B, so that once the intervention is completed the impact it had can be measured

against relevant output indicators.

(e) An appropriate intervention should be identified to address training needs / skills gaps and the
outcome to be achieved but with due regard to cost effectiveness. These should be listed in
column 3 of Annexure B, entitled: Suggested training and / or development activity in line with the
National Qualifications Framework, which could enable the trainee to obtain recognition towards

a qualification for training undertaken. It is important to determine through the Training / Human

. Resource Development / Skills Development Unit within the municipality whether unit standards

: have been developed and registered with the South African Qualifications Authority that are in

line with the skills gap and expected outcomes identified. Unit standards usually have

measurable assessment criteria to determine achieved competency.

(f) Guidelines regarding the number of training days per employee and the nominations of
employees: An employee should on average receive at least five days of training per financial

year and not unnecessarily be withdrawn from training interventions.

(9) Column 4 of Annexure B: The suggested mode of delivery refers to the chosen methodology
that is deemed most relevant to ensure transfer of skills. The training / development activity

~ should impact on delivery back in the workplace. Mode of delivery consists of, amongst others,

" self-study [The official takes it upon him / her to read e.g. legislation]; internal 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 period and

also ensuring that the PDP is implemented systematically.

(i) Work opportunity created to practice skill / development areas, in column 6 of Annexure B,
further ensures internalisation of information gained as well as return on investment (not just a

nice to have skill but a necessary to have skill that is used in the workplace).

Wt e T
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(j) The final column, column 7 of Annexure B, provides the employee with a support person that

could act as coach or mentor with regard to the area of learning.
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