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“ Appendix A

- PERFORMANCE AGREEMENT
MADE AND ENTERED INTO BY AND BETWEEN:

THE MUNICIPALITY OF MATJHABENG
AS REPRESENTED BY THE ACTING MUNICIPAL MANAGER

MF LEPHEANA

AND
S MAKHUBU
THE EMPLOYEE OF THE MUNICIPALITY
EXECUTIVE DIRECTOR: STRATEGIC SUPPORT SERVICES

FOR THE

FINANCIAL YEAR: 1 JULY 2014- 30 JUNE 2015
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Matjhabeng Local Municipality

PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN

The Municipality of Matjhabeng herein represented by MF LEPHEANA in
his capacity as Acting Municipal Manager (hereinafter referred to as the
Employer)

And

S MAKHUBU, an Employee of the Municipality of Matjhabeng (hereinafter
referred to as the Employee), in his capacity as Executive Director:
Strategic Support Services. :

WHEREBY IT IS AGREED AS FOLLOWS:

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 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 io ensure that they are clear about the goals to be
achieved, and secure the commitment of the Employee to a set of
outcomes that wilt 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
2.1  Comply with the provisions of Section 57(1)(b),(4A) and (5) of the

Systems Act as welf as the Contract of Employment entered into
between the parties;
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2.2

2.3

24

2.5

2.6

2.7
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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;

Specify the Employee's accountabilities as set out in the
performance objectives;

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement 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;

Appropriately reward the Employee in accordance with the
Employer's = performance management policy in the event of
outstanding performance; and

Give effect to the Employer's commitment to a performant:e-
orientated refationship with the Employee in attaining equitable and
improved service delivery.

3. DELIVERY

3.1

3.2

3.3

3.4

3.5
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This Agreement will commence on the 01 July 2014 and will remain
in force until 30 June 2015 where after a new Performance
Agreement and Personal Development Plan shall be concluded
petween the parties for the next financial year or any portion
thereof.

The parties will review the provisions of this Agreement during June
each year. The parties will conclude a new Performance
Agreement that replaces this Agreement at least once a year by not
later than the beginning of each successive financial year.

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

The content of this Agreement may be revised at any time during
the abovementioned period to determine the applicability of the
matters agreed upon.

If at any time during the validity of this Agreement the work
environment alters (whether as a result of government or counci!
decisions or otherwise) to the extent that the contents of this

o
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Agreement are no longer appropriate, the contents shall
immediately be revised.

4. PERFORMANCE OBJECTIVES
4.1  The performance objectives 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. '

4.2 The performance objectives and targets reflected are set by the

' Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget
Implementation Plan (SDBIP) and the Budget of the Employer, and
shall include key objectives; key performance indicators; target
dates and weightings. ‘ '

43 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.

44 The Employee's performance will, in addition, be measured in
terms of contributions to the gaols and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT AND DEVELOPMENT SYSTEM

51 The Employee agrees to participate ‘in the Performance
Management and Development System that the Employer adopts
or introduces for the Employer, management and municipal staff of
the Employer.

52 The Employee accepts that the purpose of the Performance
Management and Development System will be to provide a
comprehensive system with specific performance standards to
assist the Employer, management and municipat staff to perform to
the standards required.
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The Employer will consult with the Employee about the specific
performance standards that will be included in the Performance
Management and Development System as applicable to the
Employee.

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

6.1

6.2

6.3

6.4

The Employee undertakes to actively focus towards the promotion

and implementation of the Key Performance Areas KPA's (including

special projects relevant to the employee’s responsibilities) within
the local government framework. _

The criteria upon which the performance of the Employee shall be

assessed shall consist of two components, both of which shall be

contained in the Performance Agreement.

6.2.1 The Employee must be assessed against both components,
with a weighting of 80:20 allocated to the Key Performance
Areas (KPA's) and the Core Managerial Competencies
(CMC's) respectively.

6.2.2 Each area of assessment will be weighted and wiil contribute
a specific part to the total score.

6.2.3 KPA’s covering the main areas of work will account for 80%
and CMC’s will account for 20% of the final assessment.

The Employee's assessment will be based on his/her performance

in terms of the outputs/outcomes (performance indicators)

identified, which are linked to the KPA's, and will constitute 80% of
the overall assessment result as per the weightings agreed to
between the Employer and Employee.

The CMC’s will make up the other 20% of the Employee's

assessment score. CMC's that are deemed to be most crifical for

the Employee’s specific job are reflected in the list below as agreed
to between the Employer and Employee. :

PERFORMANCE EVALUATIONS

7.1

The performance objectives sets out —

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

712 The intervals for the evaluation of the Employee's
performance.
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72 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 he 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
Integrated Deveiopment Plan (IDP). ‘

7.5  The annual performance appraisal will involve:

751 Assessment of the achievement of results as ouflined in the
performance plan:

7.5.1.1. 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.

7.5.1.2. An indicative rating on the five-point scale
should be provided for each KPA.

7.5.1.3. The applicable assessment rating calculator
(refer to paragraph 7.5.3 below) must then be
used to add the scores and calculate a final
KPA score.

7.5.2 Assessment of the CMC's

7.5.2.1. Each CMC shouid be assessed according to
the extent to which the specified standards
have been met.

7.5.2.2. An indicative rating on the five-point scale
should be provided for each CMC.

7.5.2.3. The applicable assessment rating calculator
(refer to paragraph 7.5.1) must then be used to
add the score and calculate a final CMC score. é

Vo
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Overall rating

An overall rating is calculated by using the applicable
assessment-rating calculator. Such overall rating represents
the outcome of the performance appraisal.

76 The assessment of the performance of the Employee will be based

on the

following rating scale for KPA’'s and CMCs:

Qutstanding

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

performance all performance criteria and indicators as
‘ specified in the PA and Performance plan and
maintained this in all areas of responsibility

throughout the year. .
Performance is significantly higher than the
standard expected in the job. The appraisal
:izrri(i)fricmaanr;fye indicates that t?}e Employee ‘has achieved
above above fully effective results against more than

expectations

half of the performance criteria and indicators
and fully achieved all others throughout the
year.

Fully effective

Performance fully meets the standards
expected in all areas of the job. The appraisal
indicates that the Employee has fully achieved
effective results against all  significant
performance criteria  and indicators as
specified in the PA and Performance Plan.

Not fully
effective

Performance is below the standard required
for the job in key areas. Performance meets |
some of the standards -expected for the job. -
The review/assessment indicates that the
employee has achieved below fully effective
results against more than half the key
performance criteria and indicators. as
specified in the PA and Performance Plan.

Unacceptable
performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that they 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
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management efforts to encourage
improvement.

7.7

For purposes of evaluating the performance of the Employee, an
evaluation panel constituted of the following persons will be
established —

7.7.1 Municipal Manager;

7.7.2 Chairperson of the Performance Audit Committee or the
Audit Committee in the absence of a performance audit
committee;

7.7.3 Member of the Mayoral Committee or Executive committee
or in respect of a plenary type municipality, another member
of council, and

7.7.4 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 reviews in the first and third quarter may be
verbal if performance is satisfactory:

First quarter : July — September 2014
Submission of evidence 30 October 2014
Evaluation X 18 November 2014
Second quarter : October-December 2014
Submission of evidence - : 30 January 2015
Evaluation : 17 February 2015

Third quarter : January-March 2015
Submission of evidence 30 April 2015

Evaluation : 15 May 2015

Fourth quarter : April-June 2015
Submission of evidence 30 July 2015

Evaluation o 15 August 2015

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.
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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 Empioyee will be fullty consulted before
any such change is made.

8.5 The Employer may amend the provisions for petrformance
objectives whenever the Performance Management and
Development 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 Pro Forma Personal Development Plan (PDP) for addressing
developmental gaps is attached as part of this document. Such Plan may
be implemented and/or amended as the case may be after the each
assessment. In that case, the Employee will be fully consulted before any
such change or plan is made.

10. OBLIGATIONS OF THE EMPLOYER
10.1 The Employer shall-

10.1.1 Create an enabling environment to facilitate eiffective
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 -
assisting him/her to meet the performance objectives and
targets established in terms of this Agreement. (g

% 4
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CONSULTATION

11.1

11.2

The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others-

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

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.

The Employer agrees to inform the Employee of -the outcome of
any decisions taken pursuant to the exercise of powers
contemplated in clause 11.1 as soon as is practicable to enable the
Employee to take any necessary action with delay.

MANAGEMENT OF EVALUATION OUTCOMES

12.1

12.2

12.3

12.4

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

A performance bonus between 5% to 14% of the Employees
inclusive annual remuneration package may be paid to the
Employee in recognition of outstanding performance.

The Employee will be eligible for progression to the next higher
remuneration package, within the relevant remuneration band, after
completion of at least twelve months (12) service at the current
remuneration package on 30 June (end of financial year) subject to
a fully effective assessment.

In the case of unacceptable performance, the Employer shall -

12.4.1 Provide systematic remedial or developmental support to
assist the Employee to improve his or her performance; and

12.4.2 After appropriate performance counselling and having
provided the necessary guidance and/or support as well as
reasonable time for improvement in performance, the
Employer may consider steps to terminate the contract of
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employment of the Employee on grounds of unfithess or
incapacity to carry out his or her duties.

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 16 of the Contract of Employment shall apply.

14. GENERAL

141 The contents of this agreement and the outcome of any review
conducted in terms of the performance objectives and agreement
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 regutations, circulars,
policies, directives or other instruments.

15. PERFORMANCE PLAN

15.1 The Performance 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. _ S

15.2 The following Performance Plan provides the details of the
evidence that must be provided to show that a key objective has
been obtained. 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. \\J\
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Matjhabeng Local Municipality

16. PERSONAL DEVELOPMENT PLAN (PDP)
16.1 A Municipality shouid be committed to —

a) The confinuous fraining and development of its employees to
achieve its vision, mission and strategic objectives and empower
employees; and

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

162 A Muhicipality should follow an integrated to Human Resources
management, that is:

a) Human Resources development forms an integral part of human
resources planning and management.

b) In order for training and development strategy and plans to be
successful, it should be based on sound Human Resources {HR}
practises, such as the (strategic) HR plan, job profiles, the result of
regular performance appraisals and career pathing.

c) To ensure the necessary linkages with performance management,
the Performance Management and Development System, provides

for the Personal Development Plans to be included in their annual
performance agreements. Such approach will also ensure the

alignment of the individual performance objectives with municipality
strategic objectives, and that training and development needs can

be indentified 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.

e) Personal Development Plans are compiled for individual employees
and the data collected from all the employees in the municipality,

forms the basis for the Work Place Skills Pian, which municipalities

are required to compile as 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.

16.3 The aim of the PDP is to identify, prioritise and implement training bﬁ/
needs.

W N
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16.4

b)

e)

9)

h)

Performance Agreement - S MAKHUBU (2014/2015)

Matjhabeng Local Municipality

Compiling the PDP (Appendix A):

Competency assessment instruments should be established and utilised to
assist with the objective assessment of employees’ competencies against
their job specific competency profiles and managerial competencies at a
given period in time with the purpose of identifying trainings needs or

gaps.

Training  heeds should be aligned to organisation objectives and the
individual's specific job (objectives and competencies) and secondly
focused on individual career needs: however this needs to be position
related.

Next the training needs to be prioritised (1 to....... ), since it may not be
possible to address all the identified training needs within a specific

_financial year. Training needs to be addressed in a phased and prioritised

basis.

Consideration must be given to the expected outcomes, column 2: so that
once the intervention is completed the impact can be measured against
the refevant indicators.

An appropriate training intervention should be identified and the outcome
to be achieved but with due regard to cost effectiveness. These should be
listed in column 3.

Guidelines regarding the number of training days per employee and the
nominations of employees: an employee should on average have at least
five (5) days per financial year and not unnecessarily withdrawn from
training interventions.

Column 4: The suggested mode of delivery refers to chosen methodology
that is deemed most relevant to ensure transfer of skills. The training
intervention should impact on delivery back in the work place.

The suggested time frames (Column 5) enables managers to effectively
plan for the annum e.g. so that not all employees are away at the same
time.

Work opportunity provided to practise skill/development areas (Column 6)
further ensure internalisation of information gained as well as return on
investment.

Column 7: Provides the employee with a support person that could act as
coach or mentor with regard to the area of development.

¥,
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Matjhabeng Local Municipality

Thus done and signed at M‘M[habamﬁ on
of 2014. \J

AS WITNESSES:

i
4

this the &QQa/ day

L S \

R - ,
1 W GﬁPLOYEE
) !,_/7 ,

Thus done and signed at WEL}@?M on this the _2 ng " day of

ALY 2014,

AS WITNESSES:

1. Do

ACTING M

Performance Agreement - S MAKHUBU (2014/2015)

{CIPAL MANAGER

25




Matjhabeng Local Municipality

Performance Agreement - S MAKHUBU (2014/2015)

Appendix B

26




LC

(S10Z/4107) NEANHMVIA § - 10SWedI5 Y 90UBWLIONS] %

[SII [BIOURUT] SIOHUOW PUB SISEUBA] {

IopUS) SINSIUIWIPE pUE JUSWSSEUe

‘P1RIeLIUL AU} Moy pue Surisesslo) pue Sunedpnq NS SSNSUT “MO[J SBD S[ONU0D JUSUIDTBURIA]
‘Suruueld [eroueul Jo $1deou0d [RI0UST JO 28PI[AOU SABISUCUWIS(T ¢ ‘s108pnq saBeurw pue ss[iduro) [BIOWRUL *¢
"SIO]OBIUOD (IIM STUSWISISE [0AS] 901AISS SISEURH PUE 5195
pue ‘ofoid oSeuewr djay 03 ssururersord sremiyos 10indwioo sasn) ¢
‘ured 1oefoad ojur se1duaSurinos Surp[ing pue S¥SII
Tenuaiod Suissosse £q 10afoxd a1y 0) SYSLI saeURW pUR SATNUIP] §
“195pnqg pue SauI[pPeSp M 3p0Mm Jo Aienb saouereq ¢
‘suone109dxs SBOIUNUIIOCD ATIRS[O *S2WONN0
pue siaquiowr wedy 30sfo1d Jof saniiqisuodsar pue $o[01 SOULIS(CT ¢ pue sndino pIIIssp A} PAI[SP 01
‘souolsoyI 49 pue smess 1oaford | 1opIo ur semrAnoe ory1oads sojen[eas | JuswRFeuURIA| 103[01

31 SSTBOIUNWILOD PUR JUSUIDA[OAUL IOP[OYSEIS PROIQ SAYSI[QEIST ¢

PUE SIOHUOW ‘Sa5BURl ‘SUB[J

pue swureisord 'z

"8]00} pue spoyew Juruue[d 21391B1)S SISI[IH) ¢

pue ‘uonesiuesio sy} 03 ue[d 51831811S SHIRIUNURLIOY) ()

LSYSUI S2BNO[EO puE SIFRURIA {

$ ([ A S[BM,, — INOTARYD] UMO YAIm JFeIS saxdsu] ¢

is7e0S Iy SuIASIYSR UI S13p[oyayels suoddng ¢

{POUIIDUOD [[B JOJ SIWOINO ULM-UIMAIJAUQ [BHIntl SY39G &
‘SI9QLUAUI WIBD) pPUe SONSed[[00 WOy uoneIado-0d s3Ins9g ¢
‘suerd uonoe oJuI S9I391BI]S SIR|SURLY, §

SaInseat

souewriopad parjroads 1surede S9AN09[qO J133IBIS SIASIYDY {
‘sa132181)8

JO $59001S 9} SIBNJEAS 0} SAINSBAUI SoURULIOJISd SUIULAp Ul SISISSY
{SOATIRIIUT D1391RIIS 2IN0oX9 0} sue[d uonoe payrelep sdofeaad ¢
‘wonedionred

pue SurSuooq Jo sSUSS ‘o[eIow wes) uo Apanisod syoedury ¢
‘seAnoafqo

DI891RnS §,UOIFRSIUBSIO 21 SUISI{BAX U WIed) 0} UOTIDAIIP SIAID) §

JepuURl [euoTjESIURSI0
U} UO ISAI[2P 02 SIdI0 saxdsur
pUE JTUN JO/pPUE UONBSIUBSIO o1} JOJ

drysiepes] puy
Annqede) o18a1en0§ °T

UBULIOYIAJ AN A[[NJ, 10 SPIEPUE)S ILIIUIL)

UOTIOIIP Y $19S “UOISIA B SIPIACI]

uonduidsaq

eLIALID

spaepue)s pue (DIAD)) BIAIL) JUITISTUBIA 910)) JLIdUIN)

-

Kurediorungy 18207 Suaqey e




3¢

(ST0ZA107) NINHIVIA S - 1018y S0UEULIOLIS] fK

* pU® SPUSI} PJ10A JO ISEIGR AB]S 01 A30[0UYI3] WISPOW $35) ¢
‘o5pojmouy
reuonestuesio aSeurw 03 swa)sks uoyeuwioyul oreurdordde sasn) ¢

0] I3pI0 Ul SuruIes] pue S3pajmouy
JO SULIBRYS pUE UOTJRIOUS
oy sejowold pue sasATRUR ‘SUIBIqO

JUDUIASBUBIA]
o8pamouy ‘¢

*S110]J9 93URYD JUSWR[AWL PUL SALIP 0) DTAISG

a1qnd 93 Jo sassaooxd L1oyenSal pue sAne[siSe] ‘feontjod 913 $3s(] {
pue {$9A1102{q0 [BUOHBSTUBZIO

a1 01 pauSie are jery 25ueyD 21qEUS 03 s109{0xd oFyroads SUBISI(T ¢
‘SIop|OYEIS

i oSURTD 0) 90UB)SISAT SUTA[OSAY UL SISISSE PUR SAIIIUSDP]

‘aSueyp 107 sentunpoddo mau $3298 A[9AIOB0I] §

‘3Bueyp 9feUBWI 0 MOV U0 SINTBI[[OD SIAYOBOY) §

‘a8uep

s Sunuowaydun Jo ss9001d a1 pue ‘@3ueyod Jo s)yousq oY) Sururerdxs
Aq 25UBYD SY1 JOJ BOIE UMO UMM JUSUIIWILOD Spjing pue saxdsuj ¢
_ ‘a3ueyd

10J PIsU 3y} JO SISP[OYSYEIS JUBAS[RI 3y} [[& sapensiad pue s1[nsuo)) ¢
‘ures) YI0M UMO JO SPISINO SWOJJS 95Uryd PBa] 0] SIONMIOA {

‘Seap! As0U S0SeImoous pue spoddns ‘sajeniul ¢

‘Qmsque

10 93Uy JO sauI SULINP Pasnoo] Pue WIed SIAYI0 pue J[as sdady ¢
“JUSWIUIOIIAUS JTIIOU0D? pue [eoniod

“[ero0s o Ul safueyD Jo 1edw 5Y] SUIULINIP O} SISA[RUR SULIONIO] ¢

STUSUIIUIIOY
AIDAT[OP 291AIAS UO ISAI[SP

pUE SOARIIUT MaU JuswId[duw!
A[[nyss20ons 0} IOpIo Ul S5UBYO
pUE UOIJRULIOISUEBT) [BUOTJBSIUESIO
suordureyo pue suoddns ‘saerruy

JUSTIATRURIA]
a3uey) 'y

, “UOTJESTURSIO

511 JO 59A1300[q0 01337eTS AU} YIIMm 2UI] UT J98pnq umo saredald ¢

PUR {$90IN0S2I [RISUBULJ O}

108pnq JO JUAWUSI[E SINSUS 0) SUOIIOE/SOINSEIW JA1192.1102 sdO[aAs(] §
{590IN0S21 [RIOUBUI] JO UONEBSI[IIN 2AID3]JS SSINSU

‘suonpafoxd mofy yses o1 sxmrpuadxs sudiy ¢

'59A1305{q0 puE $[EOS PAYSI[RISS 0] $IVIN0SII SINBIO[[Y ¢

‘sprodal [RIOUBUT} SIONUOU PUE SOSA[RUB ‘SPUEISIAPU() {

‘suonisodoxd yo suoneorjduny [eroueuly dn sySiom pue SpUBISISpU[) ¢
‘reuto] paquiosaid uo paseq seuroping pue spodel [eoueul saredard ¢
‘spuny 5ABS pue Urelqo 03 sapuniroddo mau IoJ s)00] A[SNONUNUo) ¢

"$3A1193[q0 [euonesIUESIO OI5a1RLS
O JUSUISADIYDE S} SINSUS 0} JOPIO
ut soorjoed jerourUTy posUS0ooal
A[[e19U93 1M 90UBPIOIOR

ur sasse00d Justwanoold

Ayredromuniy 12007 Susqeyfieiy




6¢

($TO0Z/Y107) NENHMVIA § - USIWARIT Y SOUBULIOLIDJ /VN

ot swa[qoid xo[durod umop eslq 01 AI[IGe Y]} SARISUOW(T {

pue ‘swajqoid Suryoseoidde usym SINOTARYSG

Surqoxd pue ‘ssaupny y3Isur ‘ssauySnosoy) ‘AI1ana3[qo serensuowia( ¢
{sasnes 1001 SSAIPPe

STUOTIN[OS IDYISYM SIBN[BAR PUB SWa[qoid JO sasneD 100X SSUIULIR( ¢
‘suomnjos pasodoad 1of sTeUONEI

sop1aoid pue yoeoirdde Surajos weqoxd [2o150] SANRISUOUIS(] ¢
ULUOIIAUS Suryiom umo 01 swajqord Jo joedu renuajod surefdxq ¢

pelivhii
Apum e ur suonn[os wnumdo yaesl
03 1opio ur swajqoid pajedionue
pue SuISIXe SOAJOSAI pue

sasA[eue ‘SOIJIIUSPI A[[BOBWISAS

SISA[eUy pue
3urAjoS We[qol] °L

"uortestuedoausunredop

umo ur suondo LISAT[ep 297AI0S 2AlIRAOUUL SjUsWS[dW] ¢

pue ‘uoles[uedIo 91} SSOIOB PUB BAIE [RUOTIOUNT

Ui AJTATIESI0 PUB UOHRAOUUL 25RINO00US 0] SWSIURYOIW S3)B3IY) ¢
‘K15A10p 901A10S pasoxduur 0}

pea] ued Seapl oAnEAOUUT 01aMm sonunioddo sasATeue pue SaJIIULP] ¢
isuoneaouUl

AI9AT[9p 901A128 UO se[dound Jo 95pa[mouy (1] $a1enSUOWA(] {

s 01 sentunproddo justasoidun ssenoxd [eUIaIUT SAITLIUSPT ¢
‘sTopjoyasEss 01 sanrunyoddo

swaA0xdul AIDAT[OP 991AI3S JO SIJAU(] SY) SSIBOTUNUWIIOY) ¢
{S901AIS

Jo A1aAT1ap oY} 2A01dWUT 03 SABM UO SISP[OLLYRIS PUR SIULI[D SINSUO)) (

"s[eo [euonEsSIURSIO

SASTYOE 0] ISPIO UI $9552001d
[BUONBSTUESIO JO JuataA0Iduwl

o1} 03 SINGLIIUOD JBY[} $IDIALIS
SULILAT[AD JO sAem mau suordwey)

uoneAoUU]
AISAT[(] 901AIRS O

"JUSUITOIIAUS SUI[qRU-25Po[MOLD] B SINMNN] ¢

puE ‘SUOIIN[OS JUSWSFRUBUL 25DP3[MOWY JATIRAOUUL

318212 01 $201n0s o[dINW WOy UONEULIONUI sajeIdajul pue sidepy ¢
“eale U0 UIgyam Surieys o§papmotn] Jo souepodul] syl $330WOI ¢
‘Kouaioiyye reuonesiueSio saoxdur 0} Ajereuidoidde saseq o5pajmouy
J3130 pue sisife1oads a5pa[Mmowy ‘SIaYIIRISAI ‘SILIRII] SAS[)
fuoniesiuesIo

ayp U1 28paaotn] Jo Sulreys JO] SOIMIONIS PUE SWUSIURYDIIW SAIBAIY) {
{SUOISIDAp 20USN[IUT

03 UOIRILIOFUT S9SN PUB $30IM0S S[dinui woxy WoneuLIoyur sajen[eAy {
‘yoneuLIOTUI

"UOT)ESIUBSIO 3] JO
oS po[Aa0T OAIIO9[[0D BY] SOUEYUD

~ Arediorungy 200 ] Susqeyle




0¢

(ST0Z/710Z) NANHMVIA S - JUSWIRIFY d0UBUIONID]

vy

‘syurodmala eanewye 03 2Andaday ¢
{Aem Surieaniow pue Sur)seIelu] ue uI SSUINAS [BULIOIUY
puB [euuIo] Ui [poq sdnoil pue s[enpIAIpul o) sespl sessaidxy ¢

U1 souipne 2yl Joy sendoidde
I9UURW ISTOUOD PUE IBI[O B
ul SEOP! PUB UOHBULIOJUL SSSURYOXH

UONROUNWILO,) (]

"JUSWILOIIAUD HIOM UMO UI SIYS1I 1owoisno sarjddy ¢

pue {331AI2S

1owolsno Arejdwexa Surpraoid £q woresiueSio ay) 01 sN[eA SPPY o
1901A198 J3w01sNo sA01duwr 03 $9559901d 10 [RUWIOIUT SUSISI(T ¢
$I9OISD JO SUONLINAdXa 2 pasoxa 03 sanunpoddo saTynuap] ¢
‘sowrurer§oxd

s Aoxdwt AI9AT[9p 207ATeS o[qeIustIR[dUIl pUE Jes[o SAO[OAS(T ¢

-sorjoeid oyut (9724 oyyeg)

90IAJOS J3W0ISN2 Jo J1ds oyy ind 03
15PI0 Ul ATJUROIS PUB A[RALOR]]R
SIDIAIOS ISATIP O} 9[qe pue SUIf[im

SN0,

I2UIOISN)) PUy
 UOPBIUSLQ NI 6

-yoroxdde juaredsuen Axojedropged e ySnoxy jo1yuos saSeuey ¢

PUE SISp[OYaNRIS

I37)0 pue sanSesf[0s JO 91N SB [[dA SB OWT) UMO0 9Feuell 01 9[QV ¢
‘san3e3(109 Jo Surag-[jom oY) uy 1sa1ejul reuosiad sAedsi(q ¢

$ysel

o1J192ds 10} $29IN0Sa1 S[qEIINS pUE parmbar sarousjedwos saIINUSpP] o
‘SIopew moge] Uim S[es( ¢

‘soonyoerd

M1 01 SpIeFal Yiim SPIepUR]S [BUONEU PUB [BUISIUL 0} SAISYPY O
‘sordrounid juswsSeueur souetiolad glia 20UBPIOIOE UT HOBQPAIJ
Jeruawdorassp sopraoid pue sures) pue S[EnpIAIpUl sosTUS009y ¢
‘Burajos waqoad pue Sumes [eod wres) sayRIIOR] ¢

{A[IUDISISUOD

SUOTIE[NS2X pue Uolie[sISe] Juewiojdwe pue moge| sorddy ¢
‘Lnnqisuodsar

1O ToA3] PUE WONNQLIIUOD 95BIIIUI 0 SISO s1omodwd pue s91e89[e(T ¢
‘satppeoxdde pue seapl JO ANISISAIP JO SIIJoURq

911 $9SI1US 0931 PUR SIS0 JO AN[eNplATpUl oY) S1adsal pue spoddng ¢
‘Aiqisuodsax

JO [2A9] pure uonNqLIUoo euosiad asesrour 03 seniunyoddo sx29g ¢

‘seod

[eUOTIBSTURSIO SASIOE O} I9PIO

ut sdiysuorje[ax SeSeURWI A[9AI00))0
pue sindino 1ot sastwundo

‘g[doad seSemoous pue saSeuey

jsnuemoduryg puy
uswaSeusy] ojdoad '8

*SUOIINjos AJl1uapi pue sued o[qesSeuR

- Anredrotuniy Teoo] Susqeylien




e

(S10Z/F107) NENHNVIA § - JUSWIIZY 20UBTLIONIS]

"AJ[BIIUSPLIUOD

Jo ordounid 213 Sunoadsar 1sTga ‘Ajuedo uoneuLIOIUT S2IBYS O

pUE :SI911BUI

[euosIad 10J J0U pPUB SIS)EW [BUOHESIURSIO JOT SUIN NI0M S3S() &
Sj10Mm AJIBP OJUI SJS1[3q PUB SSN[EA [euocnesiuedIo saesodioou] ¢
{IoUUEBWI 1SUOY PUE 2I9JWIS B UL SNIIGISU0dsar pue sa[o1 SSyeuspur) ¢
10adsal enba Yiim sesfojdus (e s1eal], ¢

{SISUI0 U IUIPLUOI SMOYS PUR ISILI) SAUSI[QRISH §

{SONSSI S1SAIVUI JO JOI[JUOD SISO[ISI(T ¢

{s10110 Jo ures a1 10 ured [puosiad

JI0J 1 ST 10U S0P PUE SIa)eW JO A[ENUIPIFUOD 9] SINOUOE] ¢
‘vonrensturmperew pue wsnodau ‘uondnuos ‘pnexy spodoy ¢
{ISAI[Op 01 9[qBUN 2IoYM

s1oyjo wog d]ay S90S PUE SISSOUNEIM PUB SOMBISIW UMO SHWDY ¢
£oNpU0D JO 9PO0O [BUCHESIUBSIO UM J0URDIOIOE I J[3S SI0NPUO)) ¢

DTATDG
SI[qNJ 23 Ul ST pUR 90UIPLIUOD
srowoid 01 IopIo Ul ONPUOD
[BIOWI PR [BOIID JO SPIBPUR]S
3s2yS1Y oy sp[inq pue sdejdsiq

RSy
pue L1SoU0H "1

"gurpuelsIepun [erynur pue uoredronred safemoouy ¢

pue ‘aa11desal s] pue [[om SUSISKT O

{Ampoe

SIOPTOYQNE]S 03 SOTLSSOW DAISUAS [BISIDAQIIUOD SSIBIIUNUIWOY) ¢
‘sjuownodop Xo[duwod paInonys [[am SAILIA O

‘uawsoide

pue sunrurwod ‘woddns sureS 1ey) JouURUI B Ul SO5BSSOW SISAI[R(
{AT9An0930 95en3ue] Apoq Surdeurw Supnyoul

Q0URIPNE 2311 0] SUIPIOOOE 9[4)S PUE JUSIUOD UONBIUNWIIOD $IdBPY §

“SOU0DIN0 POIISAP A} SASIYDE
0} SIS0 SOUSNJUI PUL OUTAUOD
‘opensiad ‘urejdxs 0] 19p10

. Anediotuny [eoo] Susqeyfen




Matjhabeng Local Municipality

Annexure A
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PERSONAL DEVELOPMENT PLAN

Entered into by and between

THE MUNICIPALITY OF MATJHABENG

AS REPRESENTED BY THE ACTING MUNICIPAL MANAGER
MF LEPHEANA

AND
THE EMPLOYEE OF THE MUNICIPALITY — 8§ MAKHUBU
EXECUTIVE DIRECTOR: STRATEGIC SUPPORT SERVICES

PERIOD; 1 JULY 2014 — 30 JUNE 2015
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1.1

b)

1.2

a)

b)

Matjhabeng Local Municipality

PERSONAL DEVELOPMENT PLAN (PDP)
A Municipality should be committed to —

The continuous training and development of its employees to achieve its
vision, mission and strategic objectives and empower employees; and
Managing training and development within the ambit of relevant national
policies and legislation.

A Municipality should follow an integrated to Human Resources
management, that is:

Human Resources development forms an infegral part of human resources
planning and management.

In order for training and development strategy and plans to be successful, it
should be based on sound Human Resources (HR) practises, such as the
(strategic) HR plan, job profiles, the result of regular performance appraisals
and career pathing.

To ensure the necessary linkages with performance management, the
Performance Management and Development System, provides for the
Personal Development Plans to be included in their annual performance
agreements. Such approach will also ensure the alignment of the individual
performance objectives with municipality strategic objectives, and that training
and development needs can be indentified through performance management
and appraisal.

Career-pathring ensures that employees are placed and developed in jobs
according to apftitude and identified potential.  Through training and
development they can acquire the necessary competencies to prepare them

~ for future positions.

Personal Development Plans are compiled for individual employees and the

data collected from all the employees in the municipality, forms the basis for
the Work Place Skills Plan, which municipalities are required fo compile as
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.

1.3 The aim of the PDP is to identify, prioritise and implement training
needs.
Personal Development Plan — S MAKHUBU (2014/2015) 2
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Matjhabeng Local Municipality

1.4  Compiling the PDP, attached as Appendix 1:

a) Competency assessment instruments should be established and utilised to
assist with the objective assessment of employees’ competencies against
their job specific competency profiles and managerial competencies at a
given period in time with the purpose of identifying trainings needs or gaps.

b) Training needs should be aligned to organisation objectives and the
individual's specific job (objectives and competencies) and secondly focused
on individual career needs; however this needs to be position related.

¢) Next the training needs to be prioritised (1 to....... ), since it may not be
possible to address all the identified training needs within a specific financial
year. Training needs to be addressed in a phased and prioritised basis.

d) Consideration must be given to the expected outcomes, column 2 of
Appendix 1; so that once the intervention is completed the impact can be
measured agalnst the relevant indicators.

e) An appropriate training intervention should be identified and the outcome to
be achieved but with due regard to cost effectiveness. These should be listed
in column 3, Appendix 1.

f) Guidelines regarding the number of training days per employee and the
nominations of employees: an employee should on average have at least five
(5) days per financial year and not unnecessarily withdrawn from training
interventions.

g) Column 4, Appendix 1. The suggested mode of delivery refers to chosen
methodology that is deemed most relevant to ensure transfer of skills. The
training intervention should impact on delivery back in the work place.

h) The suggested time frames (Column 5, Appendix 1) enables managers to
effectively plan for the annum e.g. so that not all employees are away at the
same time.

iy Work opportunity provided to practise skill/development areas (Column 6,
Appendix 1) further ensure internalisation of information galned as well as
return on investment.

i) Column 7, Appendix 1: Provides the employee with a support person that
could act as coach or mentor with regard to the area of development.

Personal Development Plan — S MAKHUBU (2014/2015) 3 Q
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Matjhabeng Local Municipality

Thus done and signed at thhhﬂ‘:ir@*’\/x on this the c@ day
N d/(ub*\/\onOM. U

/

AS WITNESSES: ‘
-
1. L

%g MPLOYEE
2, .

Thus done and signed at _JAJEL Ko on this the _z . day of
Suy 2014,

AS WITNESSES:
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