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PERFORMANCE AGREEMENT
2020/2021

Collins Chabane Municipality herein represented by

SHILENGE RICHARD RISENGA,

in his capacity as the Municipal Manager (hereinafter referred to as the
Employer or Supervisor)

and

- NYELETI VANECIA MALULEKE

employee of the Mun’icipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:




1.1,

1.2

1.3
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1.5

2.

Introduction

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”.

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,

This agreement does not at all repiace the Employment Contract signed between the parties.

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.

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

Purpose of this Agreement

The purpose of this Agreement is to:

2.2
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4,

41.

Comply with the provisions of Section 57{1)b), (4A), (4B) and (5} of the Act as well as the employment contract
entered Into between the parties

Specify objectives In terms of the key performance indicators and targets defined and agreed with the employee
and to communicate to the employee the employer's expectations of the employee’s performance and
accountabilities in alignment with the Integrated Development Plan, Service Delivery and Budget implementation
Plan (SDBIP} and the Budget of the municipality

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

Monitor and measure performance against set targeted outputs

Use the Performance Agreement as the basis for assessing whether the employee has met the performance
expectations applicable to his job

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

Give effect to the employer's commitment to a performance-orientated relationship with its employee in
attaining equitable and improved service delivery

Commencement and duration

. This Agreement will commence on 1 July 2020 and will remain in force until 30 June 2021 (provided the

employment contract signed with the employer is still in force} thereafter a new Performance Agreement,

Performance Plan and Personal Development Plan shall be concluded between the parties for the next financial
year or any portion thereof

The parties will review the provisions of this Agreement during fune each year

The parties will conclude a new Performance Agreement and Performance Plan that replaces this Agreement at
least once a year by not Iater than one month after the beginning of each successive financial year

This Agreement will automatically terminate on 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 Council decisions or otherwise) to the extent that the contents of this Agreement are no longer
appropriate, the contents shall immediately be revised

Performance Objectives

The Performance Plan {Annexure A) sets out-

4.1.1. Key Performance Areas that the employee should focus on
4.1.2. Core competencies required from employees
4.1.3. The performance objectives, key performance indicators, projects and targets that must be met by the

Employee

4.1.4. Thetime frames within which those performance objectives and targets must be met
4.2. The performance objectives, key performance indicators and targets reflected in Annexure A are set by the

Employer in consultation with the Employee and based on the Integrated Development Plan, Service Delivery and
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Budget Implementatlon Plan (SDBIP) and the Budget of the Employer, and shalf include strateglc objectives; key
performance indicators, targets, prolects and activities that may include dates and weightings. A description of
these elements follows:

4.21. The strategicobjectives describe the strategic mtent of the organisation | that needs to be achieved

4.22. The performance Indicators provide the measurement on How a strategic objective needs to’ be achleved

4.23. Thetarget dates describe the tlmeframe in whtch the work must be achteved

424, The waghtmgs ‘show the relative |mportance of the key performance areas, key objectlves key performance

indicators to each other
4.25. The activities are the actions to be achieved within a project

5. Performance Management System

5.1, The Employee agrees to participate in the performance management system that the Ermployer 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 mimnicipal
staff to perform to the standards required

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

' performance management system as applicable to the Employeé

5.4. The Employee undertakes to actively focus towards the promotion and implementation of the KPA’s {including

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

5.5. The criteria upon which the performance of the Employee shall be assessed shall consist of two components, Key

Performance Areas and core Competency Requirements, both of which shall be contained in the Performance
Agreement.

5.5.1. 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 Competency Requirements (CCRs) respectively. :

5.52. KPA’s covering the main areas of work will account for 80% and CCRs will account for 20% of the final
assessment :

5.5.3. Each area of assessment will be welghted and will contribute a specific part to the total score.

5.54. The Employee s assessment will be based on his performance in terms of the key performance indicator
outputs / outcomes identified as per attached Performance Plan {Annexure A), which are lmked to the KPA's,
and will constitute 80% of the overall assessment result as per the weightings agreed to between the
Employer and Employee

KEY PERFORMANCE AREAS ' WEIGHT
Spatlal Planning & Rationale . 0%
Municipal Transformation and Organizational 3%.
Development’ :
Basic Service Delivery & Infrastructure Development 65%
Local Economic Development 3%
Municipal Financial Management and Viability 13%
Good Governance and Public Participation 16%

5.6. Municipal Managet’s responsibilities are directed in terms of the abovementioned key performance areas.
5.7. The CCRs will make up the other 20% of the Employee’s assessment score. The following CCRs are deemed to be
most critical for the Employee’s specific job.




Strategic Capability and Leadership

Programme and Project Management

Financial Management(compulsory}

Change Management

Knowledge Management

Service Delivery Innovation

Problem Solving and Analysis

People Management and Empowerment(compulsory)

Client Orientation and Customer Focus{compulsory)

Communication

Honesty and Integrity

P PR 18 70 C R R VT A

Competence in Self-Management

Interpretation of and implementation within the legislative

and national policy frameworks

Knowledge of developmental local government

Knowledge of Performance Management and Reporting

Skills in Mediation

Skills in Governance

Competence as required by other national line sector

Departments

Exceptional and dynamic creativity to improve the

functioning of the municipality

W

TOTAL PERCENTAGE

100%
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6.  Evaluating Performance
6.1. The Performance Plan (Annexure A} tothis Agreement sets out:

6.11. The standards and procedures for evaluating the Em_ployee_’_s performance
6.1.2.  Theintervals for the evaluation of the Employee’s performance

6.2. Despite the establishment of agreed Intervals for evaluation, the Employer may in-addition review the Employee’s
performance at any stage while the contract of employment remains in force ‘ )

6.3. Personal growth and development needs identified ‘during ‘any performance review discussion must be
documented in a Personal Development Plan as well as the actions agreed to and implementation must take place
within set time frames . '
6.4. The Employee’s performance will be measured in terms of contributions to the strategic objectives and strategies
set out in the Employer’s IDP ' ' :
6.5. The Annual performance appraisal will Involve:
6.51. Assessment of the achievement of results as outlined in the Performance 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} Values on actual performance are supphied for KP!I's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPi, over or under performance are
calculated and converted to the 1-5-point scale. These scores are carried over to the applicable employee’s
perforr'hanc'e'plan. During assessment, the employee has a ¢hance to motivate for higher scores. The pane!
members have a charce to ask guestions regarding :

{c) Thefinal scores are converted to % Performance by making use of COGTA Performance Assessiment Rating
Calculator .

6.5.2.  Assessment of the CCRs

{a) Each CCRshould be assessed according to the extent to which the specified standards have been met
(b) An indicative rating on the five-point scale should be provided for each CCR

(c) This rating should be multiplied by the weighting given to each CCR during the contracting process, 1o

provide a score . _
{d) Thescoreis translated to a final CCR percentage through COGTA Performance Assessment Rating Calculator

“{refer to paragraph 6.5.1)

6.5.3. Overall rating

An overall rating is calculated by using the performance Assessment Rating Calculator whereby a weighting of 80% is
applied to KPA performance and a weighting of 20% to CCR's. . '

6.6. The assessment of the performance of the Employee by panel members will be based on the following rating scale
for KPA's and CCRs: o




Performance far Performance is Performance fully || Performance is below Performance does
exceeds the significantly higher meets the the standard not meet the
standard than standards required for the jobin || standard
expected of an the standard expected | expected in all key areas. expected for the
employee at this in the job. areas of the job. job.
level.

6.7. For purposes of evaluating the annual performance of the municipal manager, an evaluation panel constituted of

the following persons must be established —~

6.7.1. Mayor;
6.7.2. Chairperson of the Performance Audit Committee or a member of the Performance Audit Committee in the

absence of the Chairperson of the Performance Audit Committes;

6.7.3. Member of the Executive Committeel

6.7.4. Mayor or municipal manager from another municipality; and

6.7.5. Member of @8 Ward Committee as nominated by Mayor

6.76. The manager responsible for human resources of the municipality must provide secretariat services to the

7.1

7.2
7.3.
7.4,

7.5.

8.

The
a,

The
9.1.
9.2.
9.3.

9.4,

evaluation panels referred to in sub-regulations (d) and (e).

Schedule for Performance Reviews

The performance of each Employee in relation to his Performance Agreement shall be reviewed within the month
following the quarters as indicated with the understanding that reviews in the first and third quarter may be
verbal if performance is satisfactory:

First quarter: July — September 2020
Second quarter: October — December 2020
Third quarter: January — March 2021
Fourth quarter: April — fune 2021

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

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

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

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

Developmental Requirements
Personal Deveiopment Plan (PDP) for addressing developmental gaps is attached as Annexure B.
Obligations of the Employer

Employer shall:

Create an enabling envirenment to facilitate effective performance by the employee

Provide access to skills development and capacity building opportunities

Work coliaboratively with the Employee to solve problems and generate solutions to common problems that may
impact on the performance of the Employee

On the request of the Employee delegate such powers reasonably required by the Employee to enable him to
meet the performance objectives and targets established in terms of this Agreement

NELY




9.5. Make available to the Employee such resources as the Emp!oy'ee may reasonably require from time to time to
assist him to meet the performance objectives and targets establ_ished interms of this Agreement

10. Consult'ati_on

10.1. - The Employer agrees to consult the Erriplbvee_ timeously where the exerclsing of the pb’wers will have

amongst others— .
10.1.1. A direct effecton the pe

rformancé of any of the Employee’s functions

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

10.13. A <ubstantial financial effect on the Employer ' e

10.1.4. The Empioyer agrees to inform the Employee of the outcome of any decisions taken pursuant to the exercise -
of powers contemplated in as 500N a3 is practicable to enable the Employee to take any necessary action

_without delay

11. Management of Evaluation OQutcomes

11.1.  The evaluation of the Employee’s performance will form the basis for rewarding ot.i’tstanding'perfofmance
or correcting unacceptable performance.

i1.2. A performance bonus of

between 5% to 14% of the all-inclusive annual remuneration package may be paid

to the Employee In recognition of outstanding performance to be constituted as follows:

% Rating Over Performance %

130-133.8
133.9-137.6
137.7—141.4
1425 - 145.2
145.3 - 149
150 - 153.4
153.5—156.8
156.9 — 160.2
160.2 —163.6
163.7 - 167

11.3. Inthecase of unaccepta

—

| 9% Rating Over Performance % Bonus

5%

6% L _
7%
8%
9%

10% _

11%

12% _

13% '

ble performance, the Employer shall:

11.4. Provide systernatic remedial or developmental support to assist the Employee to improve his performance
11,5,  After appropriate performance counseliing 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 duties

12. Dispute Resolution

12.1.  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, shali be rmediated
by the MEC for jocal government in the province within thirty (30) days of receipt of a formal dispute from

the Employee or any other person appointed by the MEC '

13. General

13.1, The contents of this agr

eement and the outcome of any review conducted in terms of Annexure A may be

macde available to the public by the Employer

13.2. Nothing in this agreeme

nt diminishes the obligations, duties or accountabilities of the Employee in terms of

his contract of employment, or the affects of existing or new regulations, circulars, policies, directives or other

instruments




13.3.  The performance assessment results of the Municipal Manager must be submitted to the MEC responsible
for local government in the relevant province as well as the National Minister responsible for local
government, within fourteen {14} days after the conclusion of the assessment.

- 202 0
Thus done and signed at M@lamu\‘(}@/on this the.'.é. day ofsjt\ﬁé 202T

AS WITNESSES:
1 @m = ;\%@A -

NYELETI VANECIA MALULEKE

2. #ﬁ*wﬂﬁe EMPLOYEE

AS WITNESSES:

1. : S _ﬁm——
Aﬂ/tw ACTING MUNICIPAL MANAGER
2.0 q,J«tirréca SHILENGE RICHARD RISENGA




COLLINS CHABANE LOCAL MUNICIPALITY

COLLINS CQHABANE
LOCAL MUNPCIPALLTY

singa e

PERFORMANCE PLAN

CHIEF FINANCIAL OFFICER: NYELETI YANECIA MALULEKE

2020/21
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LEGISLATION
- The following legislation govems the development of the _SDBIF_"and Performance nﬁanagemeni plan and functions within the Budget and

Treasury Office.

4. LEGISLATION GOVERNING THE DEVELOPMENT OF THE SDBIP AND PERFORMANCE CONTRAGTS OF SECTION 87 MANAGERS
&  Municipal Finance Managemqﬁt Act 56 of 2003 (MFMA), requires municipalities to develop Setvice Dalivery and BudQetJmplementation
" Plan (SDBIP) and must be signed by the Mayor within 28 days after the budget hes besn approved.. L
o  Municipal Systems Act 32 of 2000, requires municipalities to develop Performance Management Plan that must be reviewed quarterly.
The performance management plan must be aligned 1o the IDP and indicate measurable and realistic targets for each Key Performance
indicator. ' o : : S s ’ R _
. Performance Regulations, 2008, for managers reporting to the municipal manager and the runicipal manger, culines the pracess
of the development of Performance agreements. The MEMA, 56 of 2003, further requires that Section 56 manager and municipal manager
must develop performance agreement that muist be signed by the municipal manager and the Mayor respectively. This Performance plans

must be finked fo the SDBIP, IDP and Budget.

2. LEGISLATION GOVERNING THE DEPARTMENTAL FUNCTIONS:

s The Constitution .

e  The Municipal System Act, 32 of 2000

o ‘The Municipal Structures Act

»  Municipal Finance Management Act 56 of 2003
e Perfarmance regulations of 2008 '

VISION AND fdISSION

- Vision

“p, spatially infegrated and sustainable local economy by 20307

Mission:

Tg ensure the pravision of sustainable basic services and infrastructure to improve the quality of life of our people and to grow the local economy for
benefit of all citizens - : . :

STRATEGIC OBJECTIVES

Chapter two of the IDP indicates Municipal Strategic Objectives which further indicates what the municipaliy needs to achieve. These strategic
objectives were developed to ensure that all National Key Performance Areas are addressed.

Table A: Strategic Objectives are as follows:
KPAS _ STRATEGIC OBJECTIVES 2019/20
1.Muinicipal Transformation and Organisational Improved governance and administration
Development ‘
2. Spatial Rationale Integrated spatial and human settlement
3. Basic Service Delivery and Infrastructure Improved access to sustainable basic services and Promote community well-being
Development . and environmental welfare
. Local Economic Development Integrated Local economy '
5. Municipal Finance Management and Viability Sound Financial Management and Viability




8. Good Governance and Public Participation

improved governance and administration and Effective Community Participation

Page 4
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PERFORNMANCE WEIGHTINGS PER KEY PEREORMANCE AREAS

The criterion upon 'whiéh the performance of the employee mu
_performance agreement. h o

The employee will be assessed against both

st be assessed consists of 2 coh;ponents both of which must b‘e_contained in the

components, with a weight of 80:20 allocated ta the Key Perfdrménce_ Areas (KPAs) and the Core

Conpetency Requirements (CCRs), respeciively. Each area of assessmient wi
covering the main areas of work will account for 80%. and CCR will account for 20% of final assessment

Table B: WEIGHTING ON KPAs

' iil be weighted and will contribute a specific part to the total score, KPAS

KEY PERFORMANGE AREAS WEIGHT |
Iﬁsfhutional D_e_velopr_nent and Transformation 5%

Spatial Planning & Rationale o

Basic Service ﬁeliv'e‘ry & Infrastructure Development 5%

Loﬁa! E_cnnom.ic.; Devélo_pmen_t — 10% -
Municipal Fihanci_al Management and Viability 55%

Good Governance and Public Participation 26%
TOTAL WE_IGHTING . ’ .1 00%




TABLE C: CORE COMPETENCY REQUIREMENTS {CCRs})

CORE MANAGERIAL COMPETENCIES:

WEIGHTS

Strategic Capability and Leadership

Programme and Project Management

Financial Management(compulsory)

Change Management

Knowledge Management

Service Delivery Innovation

Problem Solving and Analysis

Pecple Management and Empowerment(compulsory)

Client Orientation and Customer Focus{compuisory)

Communication

Honesty and infegrity

AN I IR A A

CORE OCCUPATIONAL COMPETENCIES:

=
m
@
I
=
0

Competence in Self-Management

Interpretation of and implementation within the legislative

and national policy frameworks

Knowledge of developmental jocal government

Knowledge of Performance Management and Reporting

Skills in Mediation

Skills in Governance

Competence as required by other national line sector

)

departments

A

Exceptional and dynamic creativity to improve the

functioning of the municipality

ﬂ{}u

TOTAL PERCENTAGE

100%

PERFORMANCE EVALUATION

Perfarmance evaluation will be done in line with section 23(c) of the Performance Regulation of 2006: Performance Regulation of Managers Reporting

to the Municipal Manager and the Municipal Manager

Page 15
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PERFORMANCE ASSESSMENT

Score Definition
Outstanding 5 Performance far exceeds the standard expected of an employee at this level. The appraisal indicates
Performance that the Employee has

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

Fully Effective 3 Performance fully meets the standards expected in alt 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 2 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 1 Performance does not meet the standard expected for the job. The reviewfassessment indicates that the
Performance employes has achieved below fully effective results against almost all of the performance criteria and
indicators as specified in the PA and Performance Pian. The employee has failed to demonstrate the
commitment or ability to bring performance up to the level expacted in the job despite management efforts
to encourage improvement, Performance does not meet the standard expected for the job. The
review/assessment indicates that the employee has achieved betow 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 te the level expected in the
job despite management efforts to encourage improvement.

PERSONAL DEVELOPMENT PLANS (PDP}

Section 29 of the Performance Regulation of 2008, requires that managers must develop personal Development Plan that must address all gaps and
this plan must be part of the performance agreement.

This performance is signed in line with the Municipal Finance Management Act 56 of 2003. All 857 Managers are required performance plan and sign
performance agreements with the accounting officer.

This performance plan serves as an Annexure te the signed Performance Agreement.
SIGNATURES . *

CHIEF FINANCIAL OFFICER

MALULEKE NV

DATE... .. . T L L T T

ACTING MUNICIPAL MANAGER g!g] I ! “ ! Ao e

SHILENGE RR

M
Page 16
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COLLINS CHABANE
LOCAL MUNICIPALITY

Sinae Lol

PERSONAL DEVELOPMENT PLAN
2020/2021

Collins Chabane Local M'unicipality herein represented by

in her capacity as the Municipal Manager (hereinaffer referred to
as the Employer or Supervisor)

SHILENGE RICHARD RISENGA.,

And

NYELETI VANECIA MALULEKE




employee of the Municipality (hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. Introduction .

The Aim of the Personal Development Plan (PDP) is to ensure that Employees are skilled to meet
Objectives as set out in the Performance Management Agreement as prescribed by legislation. Successful
career path planning ensures competent employees for current and possible future positions. 1t there for

identifies, prioritise and implement training needs

Legislative needs taken into account comes from the Municipal Systems Act Guidelines: Generic senior
management competency framework and occupational competency profiles, Municipal Finance
Management Competency Regulations, such as those developed by the National Treasury and other line
sector departments’ legislated competency requirements need also be taken into congideration during the
PDP process.

2. Competency Modelling

The COGTA has decided that a competency development model will consist of both managerial and
occupational competencies:
e Managerial competencies should express those competencies which are generic of all
management positions.
e Occupational competence refers to competencies which are job/function specific.

Compiling the personal development plan attached as the appendix
‘The Municipal Manager, in consultation with the employee is to compile a Personal Development Plan, The
PDP has 7 columns that need to be completed. Appendix A serves as the Action Plan for the PDP




o

3.1.Column 1: Skills’!Pérfb_fmanc_e GAP..

P

Appraise manager will - fraining i Time opportuni Persan
Parformance | be able fo énter and / or o - | Frames created :
of into performance devetopment delivery ' | to ’
Managers agreements with | activity practice
o 1 the municipal skill /
managers development.
raparting to him /
her, appraise therm
against set critera,
within relévant
{ime frames

L

The identified training needs should be entered into column one. The following should be taken info

consideration:

Organisational needs

Strategic development priorities and competency requirements, in fine with the municipality’s strategic
objectives. The competency requirements of individual jobs. The relevant job requirements {iob
competency profile) as identified in the job description should be compared to the current competency
profile of the émployee to determine the individual's competency gaps.

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

employee.

Individual training needs that are job [ career related.

Prioritisation of the training needs in column 1 should also be determined since it may not be possible to
address all identified training nesds in a specific financial year. It is however of critical importance that
training needs be addressed on a phased and priority basis. This lmplles that all these needs should be
prioritized for purposes of accommodating critical / strategic training and deve!opment needs in the HR
Plan, Personal Development Plans and the Workplace Skills Plan.




3.2.Column 2: Qutcomes Expected

1. Skils 2. Qutcomes Expected 3.Suggested 4. Suggested 5.5uggested 6. Work opportunity 7.Support
IPerformance (measurable indicators: training mode Time Created to practice skill / Person
Gap (in orderof | quantily, quality and time | and /or Of delivery Frames Development area

priority) frames) development activity

Consideration must be given to the outcomes expected in column 2 so that once the intervention is
completed the impact it had can be measured against relevant output indicators.

3.3.Column 3: Suggested fraining

1. Skills 2. Outcomes, Expected 3.5uggested 4.Suggested 5.5uggested 6. Work opportunity 7.Support
fPerformance {measurable indicalors: training mode Time Created to practice skill / Person
Gap (in orderof | guantity, quality and time | and/or Of delivery Frames Developmant area

priority) frames) development activity

Training needs must be identified with due regard to cost effectiveness and listed in column 3.
The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to ensure
transfer of skills. Mode of delivery consists of, amongst others, self-study, internal or external training

provision; coaching and / or mentoring and exchange programmes.

4. Column 4: Suggested mode of delivery

1. Bkillg 2. Gutcomes Expected 3.Suggested 4 Suggested 5.Suggested 8. Work opportunity 7.Support
IPerformance {measurable indicators: training mode Tirme: Created to practice skill / Person
Gap (in orderof | quantity, qualify and tirre | and for Of delivery Frames Development area

priority) framas) development activity .

Training must be conducted either in fine with a recognised qualification from a tertiary ingtitution or unit
standards registered on the National Qualifications Framework (South African Qualifications Authority),
which could enable the trainee to obtain recognition towards a qualification for training undertaken. It is
important to determine within the municipality whether unit standards have been developed with regard to a
specific outcome (and registered with the South African Qualifications Autherity). Unit standards usually

have measurable assessment criteria to determine achieved competency.

6. Column 5: Suggested Time Lines

1. Bkills 2. Qutcomes Expected 3.Suggested 4.Suggested 5.Suggested 8. Woark opportunity 7.Support
{Performance {measurable indicators: training mode Time Created to practice skill / Person
Gap (in orderof | quantily, qualify and time | and /or Of delivery Frames Development area

priotify} frames) development activity

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames 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.




6. Column 6 Work opportumty created to practlce skell id

evelopment area -

1, Skills . 2. Outcomes Expected 3. Suggested 4; Suggested : 5 Sugges!ad 6. Work oppoitunity 7.Support
JPerformance (measurable indicators: training - mode : Time Creaited to practice skill / Person
Gap (in order of | quentiy, guality and time | and/for ) Of delivery . Frames Development afea

piiority) frames} - | development activity ' = ) ’ v

7. Column 7: Support Person

e workplace).

This further ensures in’tern_a'\_lisation of information gained as well as retum on investment (not

have skill but a necessary to have skill that is used in th

B. Work opgortunity

just & nice to

1. Skilis 2 Outcomes Expected “3.8uggested 4.Suggested 5.Sungested 7.Support
{Performance (measurable indigators; training mode Time Created 1o practice skill/ Parson
Gap {in order of -quantity, quality and time | and for Of dehvery Frames Development area

pricrity} frames) development activity | :

™

This identifies a support person that could act as coa

employee.

ch or mentor with regard to the area of learning for the
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AS WITNESSES:
CFO
2. Mse Neie i MALULEKE NV
AS WITNESSES:
c@@%\m _RBUM——
[ e

ACTING MUNICIPAL MANAGER
2, %;/Mv NL iy SHILENGE RR




