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UGU DISTRICT MUNICIPALITY

PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN

UGU District Municipality herein represented by Mr VO Mazibuko in his capacity as Municipal Manager (hereinafter
referred to as the Employet)

And

Ms DJ Rankin, General Manager: Economic Development and Environmental Services of the UGU District Municipality
{hereinafter referred to as the Employes).

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 Employerand the
Employee are hereinafter referred as ‘the Parties”.

1.2 Section 57(1)(b) ofthe Systems Act, read with the Contractof Employment conciuded between the parties,
requires the parties lo conclude an annual performance Agreement.

1.3 The parties wish fo ensure that they are clearaboutthe goalsto be achieved, and secure the commitment
of the Employee fo a set of oulcomes that will secure local govermnment policy goals.

14 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
21 Comply with the provisions of Section 57(1)(b},(44) and (5} of the Systems Act as well as the Contract of

Employment entered into between the parfies;

2.2 Specify objectives and targets established for the Employee and to communicate fo the Employee the
Employer's expectations of the Employee’s performance expectations and accountabilities,

2.3 Specify accountabilities as set out in the Performance Plan (Annexure A) (Performance plan),
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UGU DISTRICT MUNICIPALITY

24

2.5

2.6

2.7

Monitor and measure performance against setfargeted outputs;

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 fo 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 performance-orientated refationship with the Employee in
altaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1

32

33

34

35

This Agreement will commence on the 015t of March 2026 and will remain in force untif 30* of April 2026
where afler 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 June each year. The parties will conclude a
new Performance Agreement and Performance Plan that repfaces this Agreement at least once a year by not
fater 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 council decisions orotherwise) fo the extent that the contents of this Agreementare no fonger
appropriate, the contents shall immediately be revised.

4, PERFORMANCE OBJECTIVES

4.1 The Performance Flan (Annexure A} sets ouf -
4.1.1  The performance objectives and fargets that must be met by the Employee; and
412 The time frames within which those performance objectives and targets must be met.
Performance Agreement - General Manager: Economic Development and Environmental Services -3-
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UGU DISTRICT MUNICIPALITY

4.2

4.3

44

5.1

5.2

5.3

54

5.5

The performance objectives and targets reflected in Annexure A (Performance plan) 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; fargef dates and weighlings.

The key objectives describe the main tasks that need fo 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 farget
dates describe the timeframe in which the work must be achieved. The weightings show the relative
importance of the key objectives to each other.

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

PERFORMANCE MANAGEMENT SYSTEM

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

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

municipal staff o perform to the standards required.

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

The Employee undertakes lo actively focus towards the promofion and implementation of the Key
Performance Areas KPAs (including special projects relevant fo the employee’s responsibifities) within the

local government framework,

The criteria upon which the performance of the Employee shall be assessed shall consistof two components,
both of which shall be contained in the Performance Agreement.

551  The Employee must be assessed against both components, with a weighting of 80:20 allocated to
the Key Performance Areas (KPAs) and the Competency Framework Structure (CFSs) respectively.

5.5.2  Each area of assessment will be weighted and will contribute a specific part fo the fotal score.

Performance Agreement — General Manager: Economic Development and Environmental Services -4-
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5.5.3  KPAs covering the main areas of work will account for 80% and CFSs will account for 20% of the
final assessment.

5.6 The Employee’s assessment will be based on his / her performance in terms of the oulputs / outcomes
{performance indicalors) identified as per attached Performance Plan (Annexure A), which are linkedto the

KPAs, and will constitute 80% of the overall assessment result as per the weightings agreed fo between the
Employer and Employee:

KEY PERFORMANCE AREAS (KPA’S) | WEIGHTING

Basic Service Delivery
Municipal Instifutional Development and Transformation . 13
Local Economic Development (LED) 42
Municipal Financial Viabilty and Management 4
“Good Governance and Public Participation 17
Cross Cutting Interventions 24|
Total o 100%

57 The Competency Framework (CF) will make the other 20% of the Employee’s assessment score. The
Competency Framework as contained in the Local Government Regulations on Appointment and Conditions
of Employment of Senior Managers, 2014 must be used for this purpose. The Regulations state there is no
hierarchical connotation to the structure, and all competencies are essential fo the rofe of a Senior Manager
to influence high performance. All competencies must therefore be considered as measurable and critical in
assessing the level of a Senior Manager’s performance.

5.8 Competency framework structure

The competencies that appear in the competency framework are defailed below:
COMPETENCY FRAMEWORK FOR EMPLOYEE

| LEADING COMPETENCIES DESCRIPTION WEIGHT % |
| 1. Strategic direction and s Impact and influence i
Leadership « Institutional Performance Management
e Strategic Planning and Management 10
¢ Organisational Awareness

2. People Management e Human Capital Planning and Development
s Diversify Management 5
s Employee Relations Management
« Negofiafion and Dispute Management

3. Programme and Project o Program and Project Planning and Implementation

Management « Service Delivery Management ‘ 15
| « Proiram and Project Monioring and Evaluation
Performance Agreement — General Manager: Economic Development and Environmental Services -5-
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UGU DISTRICT MUNICIPALITY

6.1

6.2

6.3

6.4

6.5

| COMPETENCY FRAMEWORK FOR EMPLOYEE
LEADING COMPETENCIES DESCRIPTION WEIGHT %
4. Financial Management ¢ Budget FPlanning and Execution
e Financial Strategy and Delivery 10
o Financial Reporting and Monitoring
5. Change Leadership e Change vision and strafegy
e Process Design and improvement 3
o Change impact monitoring and evaluation i)
6. Governance Leadership ¢ Policy Formulation
¢ Risk and Compliance Management 10
| ¢ Cooperative Governance
CORE COMPETENCIES
1. Moral competence 5
2. Planning and organising 10
3. Analysis and innovation 3
4. Knowledge and Information Management 5
5. Communication 10
6. Results and Quality Focus 10
TOTAL 100%

PERFORMANCE ASSESSMENTS

The Performance Plan {Annexure Aj to this Agreement sets out —

6.1.1
6.1.2

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

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

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

Employee’s performance at any stage whife the contract of employment remains in force.

Personal growith and development needs identified during any performance review discussion must be
documented in a Personal Development Plan as well as the actions agreed to andimplementation must take

place within set time frames.

The Employee’s performance will be measured in ferms of contributions fo the goals and sirategies set outin

the Employer's integrated Development Plan (IDP).

The annual performance appraisal will involve:

6.5.1

Assessment of the achievement of resulls as outlined in the performance plan:

6.5.1.1 Each KPA should be assessed according to the extent to which the specified standards or
performance indicators have been met and with due regard fo ad hoc tasks that had to be

performed under the KPA.

Performance Agreement - General Manager. Economic Development and Environmenta Services
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UGU DISTRICT MUNICIPALITY

6.5.1.2 Anindicative rating on the five-point scale should be provided for each KPA.
6.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3 below) must then be
used to add the scores and calculate a final KPA score.

6.5.2 Assessmentofthe CFSs
6.5.2.1 Each CFS should be assessed according to the extent fo which the specified standards have
been met.
6.5.2.2 Anindicative rating on the five-point scale should be provided for each CFS.
6.5.2.3 The applicable assessmentrating cafculator (refer to paragraph 7.5.1} must then be used fo
add the score and calculale a final CFS score.

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

6.6 The assessmentof the performance ofthe Employee will be based on the following rafing scale for KPAs and

CFSs Achievement Lavels:
LEVEL TERMINOLOGY DESCRIPTION | RATING

Performance far exceeds the standard expected of an employee at this

fevel, The appraisal indicate that the Employee has achieved above fully
Qutstanding

5 effective results against afl performance criteria and Indicators as
| Performance specified in the Performance Agreement and Performance Plan and
maintained this in all areas of responsibility throughout the year.
: Performance Performance is significantly higher than the standard expected in the job‘__
| significantly The appraisal indicates that the Employee has achieved above fully
4 | above effective resulfs against more than half of the performance criteria and

expectations indicators and fully achieved afl others throughout the year.

| Performance fully meets the standards expected in all areas of the job.
The appraisal indicates that the Employee has fully achieved effective

3 Fully effective ) o .
results against all significant performance criteria and indicafors as

specified in the Performance Agreement and Performance Plan,

Performance Agreement — General Manager: Economic Development and Environmental Services -7 1 ‘\)
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LEVEL TERMINOLOGY

DESCRIPTION
Performance is below the stangdard required for the job in key areas.
Performance meets some of the standards expecied for the job. The
review / assessment indicate that the employee has achisved below fully
effective resutts against more than half the key performance criteria and
indicators as specified in the Performance Agreement and Performance
Plan.

I RATING

) Not fully
effective
. Unacceptable

Performance

Performance does not meet the standard expeclted for the job. The review
/ assessment indicates thal the employee has achioved below fully
effective results against almost all of the performance criteria and
indicators as specified in the Performance Agreement and Performance
Plan. The employee has failed to demonstrate the commitment or ability
fo bring performance up fo the level expected in the job despite
management efforts to encolrage improvement.

6.7 Forpurposes of evaluating the performance ofthe Employee, an evaluation panel consituted ofthe following

persons will be established -

6.7.1  Municipal Manager
6.7.2  Chairperson of the Audit Committee in the absence of a performance audit committee,

6.7.3  Memberof the Executive committee or in respect of a plenary lype municipality, another member of

council; and

6.7.4  Municipal manager from another Municipality.

7. SCHEDULE FOR PERFORMANCE REVIEWS
7.1 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
Second quarter
Third quarter
Fourth quarter

July - September 2025
October-December 2025
January-March 2026
April-June 2026

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

7.3 Performance feedback shalf be based on the Employer's assessment of the Employee’s performance.

Performance Agreement — General Manager: Economic Development and Environmental Services
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7.4 The Employer will be entitled to review and make reasonable changes {o the provisions of Annexure A
(Performance plan) from time to time for operational reasons. The Employee will be fully consufted before
any such change is made.

7.5 The Employer may amend the provisions of Annexure A (Performance plan) whenever the performance
management system is adopted, implemented and/or amended as the case may be. In that case, the

Employee will be fully consulfed before any such change is made.

8. DEVELOPMENTAL REQUIREMENTS
8.1 The Pro Forma Personal Development Plan (PDP) for addressing developmental gaps is affached as
Annexure B. Such Plan may be implemented and/or amended as the case may be after each assessment.
In that case, the Employee will be fully consulted before any such change or plan is made.

9. OBLIGATIONS OF THE EMPLOYER
9.1 The Employer shall-
9.1.1  Create an enabling environment to facilitate effective performance by the employee;

9.1.2  Provide access fo skills development and capacity building opportunities;

9.1.3  Work collahoratively with the Employee to solve problems and generate solutions fo common
problems that may impact on the performance of the Employee;

9.1.4  On the request of the Employee delegate such powers reasonably required by the Employee to
enable himher to meet the performance objfectives and fargets established in terms of this

Agreement; and

9.1.5  Make available to the Employee such resources as the Employee may reasonably require from time
fo time assisting him/her to meet the performance objectives and targets established in terms of this
Agreement

10. CONSULTATION
10.1  Employeragrees fo consultthe Employee timeously where the exercising of powers will have amongst others:
10.1.1  Adirect effect on the performance 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, and
10.1.3 A substantial financial effect on the Employer.

Performance Agreement — General Manager: Economic Development and Environmental Services -4-
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1.

12

13.

10.2

The Employeragrees to inform the Employee ofthe outcome of any decisions taken pursuantto the exercise
of powers contemplated in clause 11.1 as soon as is practicableto enable the Employee to take any necessary
action with delfay.

MANAGEMENT OF EVALUATION OUTCOMES

1.1

11.2

11.3

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

A performance bonus of 5% to 14% of inclusive annual remuneration package may be paidto the Employee
in recognition ofoutstanding performance. In determining the performance bonus, the relevantpercentage is
based on the overali rating, calculated by using the applicable assessment-rating calculator; provided that—
11.2.1  a score of 130% fo 149% is awarded a performance bonus ranging from 5% to 9%, and

11.2.2 & score of 150% and above is awarded a performance bonus ranging from 10% fo 14%

In the case of unacceptable performance, the Employer shall-

11.3.1  Provide systematic remedial of development support fo assist the Employee to improve his or her
performance; and

11.3.2  Afler appropriate performance and counselling and having provided the necessary guidance and/or
support as well as reasonable time for improvement in performance and performance does not
improve, the Employer may consider steps to terminate the confractof employment of the Employee
on grounds of unfitness or incapacity to carry out his or her dufies.

DISPUTE RESOLUTION

12.1

13.2

Any disputes about the nature of the Employee’s performance agreement, whether it relales o key
responsibilities, pricrities, methods of assessment and/or any other matter provided for, shall be mediated by
12.1.1  In the case of municipal manger, the MEC for focal governmentin  the province within (30) days

of receipt of a formal dispute from the employee, or any other person designated by the MEC; and

12.1.2  Whose decision shall be final and binding to both parties.

Any dispute about the employee’s performance evaluation, must be mediated by:

12.1.3  In the case of the municipal manager, the MEC for local governmentin the province within thirty (30}
days of receiptof a formal dispute from the employee, or any other person designated by MEC; and

12.1.4 Whose decision shall be final and binding fo both parties.

GENERAL

Performance Agreement — General Manager: Economic Development and Environmental Services -10-
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13.1  The contents of this agreement and the outcome of any review conducted in terms of Annexure A
(Performance plan) may be made available to the public by the Employer.

13.2  Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in terms of
his/er contract of employment, or the effects of existing or new requlafions, circufars, poficies, directives or

other instruments.
Jefo — e Lot £
This done and signed at OJG POV;!'SL";’ =T onthisthe z7 dayof MM}L‘ 2026
AS WITNESSES:
* I 1' )
W)k =
— ——
/ “EWPLOVEE
2 f‘( !! |-
—H] 7
' i b e (/L‘ \/( Ot
This done and signed at P o A’ SL"“ f‘"";—b onthisthe _2_7 dayof ( dl" 2026
AS WITNESSES:
I .-"'H.-.... _______,_,—__.--'F
Ho N+
1. / :
MUNICIPAL MANAGER

2 Sl
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AND
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1. PURPOSE
1.1. The key purpose of this performance plan is fo set out:
1.1.1. the performance objectives and targets that must be met by the employee; and
1.1.2. the time frames within which those performance objectives and targefs must be met.

1.2. This performance plan sets out:
1.2.1. the performance objectives and targets that must be met by the employee; and
1.2.2. the time frames within which those performance objeclives and targets must be met

1.3. Theperformance objectives and targets reflected in this performance plan are setby the employerin consulfation with
the employee and based on the Integrated Development Plan (IDP), Service Delivery and Budget Implementation
Plan (SDBIP) and the Budget of the municipality and includes key objectives; key performance indicators, target;
fimeframes and weightings.

1.4. The key objectives describe the main tasks that are o be done. The key performance indicators provide the details of
the evidence that must be provided fo 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 objectivesto
each other.

1.5. 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 (IDP).

2. KEY PERFORMANCE AREAS
2.1, Key Performance Areas covering the main areas of work account for the Chief Financial Officer were agreed fo be.
2.1.1. Municipal Institutional Development and Transformation;
2.1.2. Municipal Financial Viability and Management;
2.1.3. Good Governance and Public Participation
2.1.4. Local Economic Development
2.1.5. Cross-cutling Intervention

2.2. Table 1 details performance objectives and targets that must be met, and the time frames within which those
performance objectives and fargefs must be met as well as the weighting of each performance target.

Annexure B: Personal Development Plan — GM: EDES
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Table 1: General Manager: EDES Performance Plan

Quarterly Targets and
"w_“ Strategic Objective (SO) mwmhv Project/Programme | Key Performance Indicator _.>_.M._u :M_ Weighting Progress
¢ ¢ - g Ql | Q2 | Q3 | o4
MUNICIPAL TRANSFORMATION AND INSTITUTIONAL DEVELOPMENT
MTID To ensure 100% MTID Cumulative Number of Leve!
13 implemeniation of PMSfor | 1.3.1 IPMS Workplans 2-18 employees with 31 25 16 NA | NA 31
’ level 210 18 EDES workplans developed
B Number of documents
MTID Toensure 100% compliance | MTID Electronic Decument submitted in compliance to
14 with record management 14.1 Management System Departmental records 400 25 100 | 100 | 100 | 100
| legistative framework EDES {EDMS) management by EDES per
annum
_ MTDD Percentage compliance of
216 Leave Management EDES with leave 100% 25 100% | 100% | 100% | 100%
EDES management policy
To ensure 100% .
. ; MTID Percentage compliance of |
MTID | implementafion ofHuman | 247 | Overtime Management | EDES with Hours of Work | 100% 25 | 100% | 100% | 100% | 100%
: Strategy EDES Policy on Overfime
Number of consequence
MTID Consequence management reports
218 a_wm MM_QMS ent submitted to Management 4 2.5 1 1 1 1
EDES g Commitiee (MANCO} per
annum [
MUNICIPAL TRANSFORMATION AND INSTITUTIONAL DEVELOPMENT WEIGHTING TOTAL 13

LOCAL ECONOMIC DEVELOPMENT

Annexure B: Personal Development Plan — GM: EDES
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Quarterly Targets and
L Strategic Objective (SO) Spalp Project/Programme | Key Performance Indicator LI Weighting Progress
Number of inclusive economy
To facilitate growth and programmes coordinated
LED | development of the district | LED . and/or supported per annum
1.1 | economythroughdeveloping | 1.1.1 niusive Econafmy {Informal, Rural, Township, 6 3.5 2 ! 2 !
an inclusive economy. Green, Oceans Economy and
Small Town Development)
| To facilitate growth and Number of sectors
development of the district . , coordinated and/or supported
h.ww economy through building a “.m_w DEmammmeoﬁ: ey (Agriculture/Forestry/Fisheries 5 35 2 1 1 1
’ diverse and innovative T Y , Manufacturing, Trade,
aconomy. Mining and Tourism)
To facilitate growth and
devefopment of the district ,
t5 | economy through enabiing | ¢50 | EMEPISe JVEIOPMENt | gy of Sues supported | 40 35 | 10| 10| 10| 10
' enlerprise developmentand | " pp
support,

Annexure B: Personal Development Plan - GM: EDES
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Quarterly Targets and
IDP "1 Strategic Objective (50) | SPEP | project/Programme | Key Performance Indicator | A"™“2! | weighting Progress
Ref Ref Target e
Q1 Q2 Q3 Q4
To facifitate growth & .
development of the district hiumberof Ceuncil Gwned
. , , Strategic LED Assets
LED economy through using LED | Council-Owned Strategic managed (Horseshoe Farm 3 35 1 N/A 1 1
1.4 Council-owned municipal | 114 LED Assets c@:n Sports and Leisure ’ ‘
assels fo m“mwm\__@m economic Woodgrange Farm)
Number of Quarterly Reporis
including the following
aspects: Improving LED
To facilitate growth Emzasu.‘ amqmcmams..maq
LED MMMMMM@ ﬁwhu o“_ﬁm ﬂ%ﬂ% LED | Economic Governance mnﬁmﬂﬂwﬁm memm__w@ 4 35 1 1 1 1
1.5 mno:oa_“n 0<M3maw o an % 115 and Infrastructure (SCTIE). Ease of doing .
__.%%m? clure business/red tape reduclion
| and BARE. Bi-Annual state of
the District Economy Report.
Economic Recovery Sirategy
Review.
To enhance measures fo Water Quality Monitoring |
LED | reduce community exposure | SEP | and Environmentar | Number ofwalersampies | 4q4, 35 | 250 | 250 | 250 | 250
5.1 ; , 5.1.1 . faken
fo diseases and health risk Pollution

Annexure B: Personal Development Plan — GM: EDES



UGU DISTRICT MUNICIPALITY

Quarterly Targets and
DB Strategic Objective (SO) SDBP Project/Programme | Key Performance Indicator L Weighting Progress
Ref Ref Target a a3 a3 ad
LED Number of Food Premises
512 Food Control Inspected 1200 35 300 | 300 | 300 | 300
LED . . Number of Non- Food
513 Surveillance of Premises Premises Inspected 300 3.5 75 75 75 75
, g Number of Reports on
LED Ooaaca.nmzméo%mzm Communicable/Nofifiable 4 35 1 1 1 1
514 Disease . ; e
disease investigations
Environmental Health .
LED . Numberof Health & Hygiene
Education and : , 200 35 50 30 50 50
516 Auaraness education Sessions held
LOCAL ECONOMIC DEVELOPMENT WEIGHTING TOTAL 42
GOOD GOVERNANCE AND PUBLIC PARTICIPATION

Annexure B: Personal Development Plan — GM: EDES
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Quarterly Targets and
L Strategic Objective (SO) DBk Project/Programme | Key Performance Indicator el Weighting Progress
Ref Ref Target ai az E] a4
Toensure 100% functionally | GGPP ,
CGPP| ™ of Council and Council | 1441 | Full Council Resolutions | - Fercentage ofFul Gounail | -4, 25 | 100% | 100% | 100% | 100%
o Committees EDES P
GGFPP To ensure policies are GGPP | Policy Development and Ugu Sports and Leisure
1.2 developed / reviewed 1.249 Review Policy reviewed ! 25 el Ll [ !
Number of coastal
mwﬂw management commitiee 4 2.5 1 1 1 1
wr meetings held per annum
To ensure Inter
GGPP | Govemmental Relations Inter Governmental
1.7 | (IGR) structures are in place | Relations
and functional
GGPP Number of LED Forums Held 2 25 4 N/A 1 NA
1.7.19 per annum
Annexure B: Personal Development Plan — GM: EDES -7-
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| Quarterly Targets and
ok Strategic Objective (SO} SOBP Project/Programme | Key Performance Indicator Annual Weighting Progress
Ref Ref Target
Q1 Q2 Q3 Q4
GGPP Number of Air Quality
1.7.20 Management Forums 2 25 1 NA 1 N/A
o meelings held per annum
GGPP Numberof Biodiversity Forum
1.7.21 meetings held per annum 2 2.5 ! i ! NiA
Number of Environmental
GGPP Education and Awareness 4 25 1 4 y 1
1.7.22 Forum meetings held per ’
annum
GOOD GOVERNANCE AND PUBLIC PARTICIPATION WEIGHTING TOTAL 17
MUNICIPAL FINANCIAL VIABILITY & MANAGEMENT
. Number of vendor
To ensure 100% MFVM .
MFVYM| . . Supply Chain performance reports
3.1 mﬂwwﬂwﬂwwmﬂmﬂmw “w_\\ Mcdmw Management submitted to Supply Chain 4 35 ! ! ! !
Management unit
|
MUNICIPAL FINANCIAL VIABILITY & MANAGEMENT WEIGHTING TOTAL 4

Annexure B: Personal Devefopment Plan — GM: EDES
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Quarterly Targets and
IDP | strategic Objective (50) | SCBP | Project/Programme | Key Performance Indicator | A" | weighting Progress
Ref Ref Target
Q1 | a2 Q3 | Q4
CROSS CUTTING INTERVENTIONS
|
el International Number of Calendar days
121 Environmental Calendar |  observed / commemorated 4 3 1 1 1 1
. Days perannum
cCl Eco green Office Number of Eco green Office 4 3 y 1 y y
122 SessionsiWorkshops workshops/intervenfions
To ensure implementation of . Number of Environmental
CCl | environmenial management | CCI :&ME“NM:B@MW% Management Projects (EMPr) 4 3 1 4 y 1
1.2 programmes / projecls 123 g 1o Implemented in line with
. (EMPr Projects}
implemented per annum EMPr
ccl Number of Facilities with
124 atmospheric emissions 20 3 5 5 5 5
’ licenses monitored
1 Air Qualily Management | —
ccl Number of Ambient Air 4 3 y 1 4 1
125 Quality Monitoring reports

Annexure B: Personal Development Plan — GM: EDES
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Quarterly Targets and
Ll Strategic Objective (SO) Sl Project/Programme | Key Performance Indicator ST Weighting Progress
Ref Ref Target
Q1 Q2 Q3 Q4
CCl Number of Air Quality
128 Management Plans Reviewed ! 3 ! NA | NA | NA
. Number of Reports on
do.rm w mmu%ﬁ___ﬁmmﬁmm\ environmental compliance 12 3 3 3 3 3
- B and status of spillages
Number of Quarterly reporis
cel on district mainstreaming of
1211 Climate Change climate change and 4 35 1 1 1 1
o implementation of the
Adaptation Plan
CROSS CUTTING INTERVENTIONS WEIGHTING TOTAL 245
TOTAL WEIGHTING 100

Annexure B: Personal Development Plan — GM: EDES -10-
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Signed and accepted by the Employee

L \
Date: .m-._u nvrw \NO.N (3

- 4

Signed by the Municipal Manaaer on behalf of the Municipality.

Date: 27 \ou \NON 4
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UGU DISTRICT MUNICIPALITY

1. PERSONAL DEVELOPMENT "PLAN

1.1. A Municipality shall be committed to:
1.1.1. the continuous training and development ofits employees to achieve its vision, mission and strafegic objectves
and empower employses and

1.1.2. managing training and development within the ambit of relevant national policies and legislation.

1.2. A Municipality shall follow an integrated approach to Human Resource Management, that is:
1.2.1. Human resource development forms an integral part of human resource planning and management.

1.2.2. In order for training and development strategy and plans to be successful it shall 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.

1.2.3. To ensure the necessary linkage with performance management, the Performance Management and
Development System provide for the Personal Development Plans of employees fo be included in their annual
performance agreements. Such approach will aiso ensure the alignmentof individual performance objectives
to the municipality’s strategic objectives, and that training and development needs can be identified through
performance management and appraisal.

1.2.4. Career-pathing ensures that employees are placed and developedin jobs according to aptitude and identified
potential. Through fraining and development they can acquire the necessary competencies fo prepare them
for future positions. A comprehensive competency framework and profile for Municipal Mangers are atfached
andthese shall be linked to refevant registered unit standards to specifically assistthem in compiling Personal
Development Plans in consultation with their managers.

1.2.5. Personal Development Plans are compiled for individual employees and the data colfated from all employees
in the municipalityforms the basis for the data collated from all employeesin the municipality forms the basis
for the prescribed Workplace Skills Plan, which municipalities are required fo compile as a basis for all training
and education activities in the municipalityin a specific financial year and reporton progress made fo the Local
Govemment Sector Education and Training Authority.
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1.3. The aim of the compilation of Personal Development Plans is to identify, prioritise and implement training
needs.

1.3.1. Compiling the Personal Development Plan (Table 1).

1.3.1.1. Competency assessment instruments, which are dealt with more specificalfyin Table 1 and, shall be
established to assist with the objective assessment of employees’ actual competencies against their
job specific competency profiles and managerial compefencies at a given period in time with the
purpose of identifying training needs or skills gaps.

1.3.1.2. The competency framework and profiles and relevant competency assessment results will enable a
manger, in consultation with his/her employee, fo compile a Personal Development Plan. The identiled
training needs shail be entered into column 1 of Appendix 1({PDF), enfitied Skills/Performance Gap.
The following shall be carefully determined during such a process:

1.3.1.2.1. Organisational needs, which include the following:

a) Strategic development priorities and competency requirements, in fine with the municipalitys
slrategic objectives.

b} The competency requirements of individual jobs. The relevant job requirements (job
competency profile} as identified in the job description shall be compared fo the curent
competency profife of the employse to delermine the individual’s competency gaps.

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

1.3.1.2.2. Individual training needs that are job / career related.

a) Next the prioritisation of the training needs must be listed since it may not be possible to
address all identified training needs in a specific financial year. It is however of crifical
importance that raining needs be addressed on a phased and priority basis. Thisimplies that
all these needs shall be prioritized for purposes of accormmodating critical / strategic training
and development needs in the Human Resource Plan, Personal Development Plans and
Workplace Skills Plan.

b) Consideration mustthen be given to the expected outcomes, to be listed in column 2 of Table
1, so that once the intervention is completed the impact it had can be meastred against

L a

<¥

refevant output indicators.
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¢) An appropriate intervention must be identified to address fraining needs / skills gaps and the
outcome to be achieved but with due regard to cost effectiveness. These shall be listed in
column 3 of Table 1, entitled: Suggested training and / or development activily in line with the
National Qualifications Framework which could enable the frainee to obtain recognition towards
a qualification fortraining undertaken. ftis importantto 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 Authoriy
that are in line with the skills gap and expected outcomes identified. Unit standards usually
have measurable assessment criteria to delermine achieved competency.

d) Guidelines regarding the number of training days per employee and the nominations of
employees: An employee shall on average receive at feast five days of training per financiaf
year and not unnecessarily be withdrawn from training interventions.

e) Column 4 of Table 1: The suggested mode of deliveryrefers fo the chosen methodology that
is deemed most relevantto ensure transfer of skills. The training/development activily shall
impact on delivery back in the workplace. Mode of defivery consists of, amongst others, seff-
study. [The official takes it upon him/her to read e.g. legisfation]; intemal or external training
provision; coaching and/or mentoring and exchange programmes, etc.

f}  The suggested time frames {column 5 of Table) enable managers fo effectively plan for the
annume.g. so that notall their employees are away from work within the same period and also
ensuring that the PDP is implemented systematically.

g} Work opportunity created fo practice skifl/development areas, in column 6 of Table 1, further
ensuresintemalisation ofinformation gained as well as refurn on investment (not just a nice o
have skill but a necessary lo have skill { that is used in the workplace).

h) Thefinal column, column 7 of Table 1, provides the employee with a support person that could
act as coach or menior with regards lo the area of leaming.
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PERSONAL DEVELOPMENT PLAN OF: MS DJ RANKIN

DATE: 01 MARCH 2026

P
Table 1: Personal Development Plan p
T Outcomes %

Av.mzoqsmw_m_m_m_m M”wmmwwmc_m 3. Suggested training 4. Suggested n_&m 5. Suggested Time 6. Work opportunty

Gap (in order | indicators: m:@ _mo_. development o+ delivery _"._.mamm o_.mmsa to practice | 7. Support Person
of priority) quantity, quallly activity 2 skilldevelepment area
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| and time frames) i
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z
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Signed and accepted by the Employee Signed by the Municipal Manager on behalf of the Municipality
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Date: 27 ez *‘anwﬁ Date: 1 (es \NOrh

Annexttre B: Personal Development Plan - GM: EDES -5-






