REVISED PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE EMAKHAZENI LOCAL MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER
JABULANI W. SHABANGU
AND

AUDREY MATHEBE

ACTING SENIOR MANAGER TECHNICAL SERVICES OF

THE MUNICIPALITY
[HEREIN REFERRED TO AS THE EMPLOYEE OF THE MUNICIPALITY]

FOR THE

FINANCIAL YEAR: 2024-2025




PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN:

The Emakhazeni Local Municipality herein represented by JABULANI W. SHABANGU in her
capacity as Municipal Manager (hereinafter referred to as the Employer or Supervisor)

and

AUDREY MATHEBE an employee of the Municipality {(hereinafter referred to as the Employee).
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 to as
"the Parties”.

1.2 Section 57(1)(b) of the Systems Act, read with the Contract of Employment
concluded beiween the parties, requires the parties o conclude an annual
performance agreement.

1.3 The parties wish to ensure that they are clear about the goeals to be achieved, and
secure the commitment of the Employee to a set of outcomes that will secure local
government policy goals.

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

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

2.1 comply with the provisions of Section 57(1)(b),(4A},(4B) and (5) of the Act as well as
the employment contract entered into between the parties;

2.2 specify cbjectives 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; '

2.3 specify accountabilities as set out in a performance plan, which forms an annexure to
the performance agreement;

2.4 monitor and measure performance against set targeted outputs;

2.5 use the performance agreement as the basis for assessing whether the employee
has met the performance expectations appficable to his or her job;

2.6 in the event of acceptable performance detarmined in terms of 11.2, to appropriately
reward the employee; and

2.7 give effect fo the employer's commitment o a performance-arientated relationship with its
empioyee in attaining equitable and improved service delivery.
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3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

3.5

4.1

4.2

4.3
4.4

4.5

This Agreement will commence on the 01 January 2025 and will remain in force from
01 January 2025 fo 30 June 2025 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 June each year. The
parties will conclude a new Performance Agreement and Performance Plan 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 above-
mentioned 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-

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

41.2 the time frames within which those performance objectives and targets must
be met.

The performance objectives and targets reflected in Annexure A are set by the
Employer in consuliation with the Employee and based onh 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.

421 The key objectives describe the main tasks that need to be done.

4.2.2 The key performance indicators provide the details of the evidence that must
be provided to show that a key objective has been achieved.

423 The target dates describe the timeframe in which the work must be achieved.

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

The Empioyee'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.
That Senior Manager/(s) is/are expected to perform the action plan of the Auditor
General {Annexure B).

That Senior Managers/(s) isfare expected to deal with the risks as per the risk
register of the municipality {Annexure C).



5 PERFORMANCE MANAGEMENT SYSTEM

5.1

52

5.3

54

5.5

56

5.7

58

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 to provide a comprehensive system with specific performance standards to
assist the Employer, management and municipal staff to perform to the standards
required.

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

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

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.

551 The Employee must be assessed against both components, with a weighting
of 80:20 allocated to the Key Performance Areas (KPA's) (SDBIP) and the
Core Competency Requirements (CCRs}) respectively.

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

55.3 KPAs (SDBIP) covering the main areas of work will account for 80% and
CCRs 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 as per attached Performance
Plan (Annexure A), 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:

Key Performance Areas (KPA's) Weighting |
1. Basic Service Delivery 87%
2. Local Economic Development (LED) 03%
3. Municipal Financial Viability and Management 03%
4. Municipal Institutional Development and Transformation 01%
5. Good Governance and Public Participation 05%
6. Spatial Rationale 02%
Total 100%

The KPA must constitute 100% and be converted to 80%

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

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs
that are deemed to be most critical for the Employee’s specific job should be
selected (V) from the list below as agreed to between the Employer and Employee.
Three of the CCRs are compulsory for Municipal Managers:
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6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan {(Annexure A) to this Agreement sets out -

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

6.1.2 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 while the contract
ofemployment remains in force.

Personal growth and deveiopment 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.

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

The annual performance appraisal will involve:

6.5.1 Assessment of the achievement of results as outlined in the performance

plan:

(@)

(b}

()

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.

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

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.

6.56.2 Assessment of the CCRs

(a)

Each CCR should be assessed according to the extent to which the
specified standards have been met.

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

This rating should be multiplied by the weighting given to each CCR
during the coniracting process, to provide a score.

The applicable assessment rating calculator {refer to paragraph 6.5.1)
must then be used to add the scores and calculate a final CCR score.

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessmerd-rating
calculator. Such overall rating represents the outcome of the performance
appraisal.
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6.6

The assessment of the performance of the Empiloyee will be based on the
following rating scale for KPA’s and CCRs:

Level

Terminology

Description

Rating

1128345

QOutstanding
performance

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
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
significantly
above
expectations

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

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

6.8

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

6.8.1
6.8.2

6.8.3

6.8.4

Municipal Manager;
Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

Member of the mayoral or executive commitiee or in respect of a plenary type

municipality, another member of councii; and
Municipal manager from another municipality.

10



6.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and (e).

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of each Empiloyee in relation to his / her performance agreement shall
be reviewed on the following dates with the understanding that reviews in the first and
third quarter may be verbal if performance is satisfactory:

First quarter :.July- September 2024 (on or before 31 October 2024).
Second quarter: Cctober-December 2024 (on or before 31 January 2025).

Third quarter :January — March 2025 (on or before 30 April 2025)
Fourth quarter : April — June 2025 (on or before 31 July 2025).

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

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

7.4 The Employer will be entitled to review and make reasonable changes to the provisions
of Annexure "A” from time to time for operational reasons. The Employee will be fully
consulted before any such change is made.

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

DEVELOPMENTAL REQUIREMENTS

The Personal Bevelopment Plan {(PDP) for addressing developmental gaps must form part of
the performance agreement.

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 to skills development and capacity building opportunities;

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

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

8915 Makes avallable to the Employee such resources as the Employee may
reasonably require from time to time to assist her to meet the performance
objectives and targets established in terms of this Agreement.

11



10. CONSULTATION

10.1

10.2

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

10.1.1 a direct 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 substantiat 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 10.1 as soon as is practicable to
enable the Employee to take any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

11.1

t1.2.

11.3.

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

A performance bonus ranging from 5% to 14% of the all-inclusive remuneration
package may be paid to an employee in recognition of outstanding performance. In
determining the performance bonus the relevant percentage is based on the overall
rating, calculated by using the applicable assessment-rating calculator; provided that-

11.2.1. a score of 130% to 149% is awarded a performance bonus ranging from
5% to 9% and
11.2.2. a score of 150% and above is awarded a performance bonus ranging

from 10% to 14%.
In the case of unacceptable performance, the Employer shall -

11.3.1 provide systematic remedial or developmental support to assist the
Empioyee to improve his or her performance; and

11.3.2 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 employment of the Employee on grounds of unfitness or
incapacity to carry out her duties.

12. DISPUTE RESOLUTION

12.1

12.2

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or salary
increment in the agreement must be mediated by -

12.1.1. In the case of the municipal manager, the MEC for local government in
the province within thirty {30) days of receipt of a formal dispute from the
employee, or any other person designated by the MEC; and

12.1.2. In the case of managers directly accountable to the municipal manager,
the executive mayor or mayor within thirty (30) days of receipt of a formal
dispute from the employee.

Any disputes about the outcome of the empioyee’s performance evaluation, must be
mediated by-

12.2.1. In the case of the Municipal Manager, the MEC for local government in
the province within thirty (30) days of receipt of a formal dispute from the
employee, or any other person designated by the MEC; and

v
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12.2.2. In the case of managers directly accountable to the municipal manager,
a member of the municipal council, provided that such member was not
part of the evaluation panel provided for in sub-regulation 27 (4){e),
within thirty (30) days of receipt of formal dispute from the employee;
whose decision shall be final and binding on both parties.

12.3  In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

13. GENERAL

13.1  The contents of the performance agreement must be made available to the public by
the employer in accordance with the Municipal Finance Management Act, 2003 and
Section 46 of the Act.

13.2  Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her employment contract, or the effects 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.

m
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2024/25 FINANCIAL YEAR

REVISED SERVICE DELIVERY AND BUDGET IMPLEMENTATION PLAN

NAME : Audrey Mathebe

POSITION : ACTING SENIOR MANAGER — TECHNICAL SERVICES
SUPERVISOR : MUNICIPAL MANAGER

INSTITUTION : EMAKHAZENI LOCAL MUNICIPALITY



REFORMA PLA

1. | Strategic | Provision of Number of Farms MIG 1 x farm jAppointment | 50% 1 x farm - Appointme | Senior Manager | 3
Priority sustainable farms provided provided iof service constructio provided ntletter, -
Area 1: basic providedwith | with with water iproviders & Nprogress with water site hand- Technical
Water servicesby water water by 30 Site hand- {project over Services
and upgrading June 2025 over to completed minutes,
Sanitatio | and commence } Progress
n providing with report and
new construction completion
infrastructu certificate
re
2 Strategic | Provision of % Progress New Target| MIG 70% Appointme 50% 60% 70% Appointme Senior Manager| 3
Priority sustainable of Sewer Progress of nt of refurbishmen | refurbishm | refurbishme | ntletter, -
Area 1 basic Pump Sewer service t progress of | ent nt progress | site hand- Technical
Water servicesby Station Pump providers Old Mandela | progress of Old over Services
and upgrading Refurbished Station & Site Sewer Pump | of OIld | Mandela minutes,
Sanitatio | and in refurbishme hand-over Station ,in Mandela Sewer Pump | Progress
n providing Siyathuthuk nt in to Siyathuthuka | Sewer Station ,in report
new a (ol Siyathuthuk commence (Phase 1) Pump Siyathuthuka
infrastructu Mandela) a (O with Station ,in {Phase 1)
re {Phase 1) Mandela) constructi Siyathuthu
(Phase 1) on ka (Phase
by 30 1
June 2025
3. Strategic | Provision of % New Target| MIG 70% Appointme 50% 60% 70% Appointm Senior Manager | 3
Priority sustainable Progress Progress of nt of refurbishmen | refurbishme| refurbishment| ent jetter, -
Area 1: basic of Sewer Gilisa Sewer service t progress of | Ntprogress ; progress  off site Technical
Water serviceshy Pump PUmp providers Glisa Sewer | of Glisa | Glisa  Sewer hang- Services
and upgrading Station Station & Site Pump Station WM._“M_. ﬂ::ﬁ Station| gyer
Sanitatio | and Refurbish refurbishme i1 hand-over in RN . minutes,
n providing edin nt in to Siyathuthuka m.ﬁmn_on n Siyathuthuka Progress
- - iyathuthuk {Phase 1)
new Siyathuth Siyathuthuk commence a (Phase 1) report
infrastructu uka a (Phase 1) with
re {Glisa) by 30 constructi
{Phase 1) June 2025 on




4, Strategic ¢ Provision of Number of Designs MDRG | 1x EIA 50% 1x EIA Senior Manager
Priority sustainable Sewer complete Entokozwen | general refurbishmen | Entokozwe approval, — Technical
Area 1: basic Pump i Sewer approval t progress of | ni Sewer Appointm Services
Water servicesby Station Purnp and Sewer Pump | Pump ent letter,
and upgrading Refurbish Station project Station in Station in Tender
Sanitatio | and edin refurbishme advertise Entokozweni | Entokozwe Advert,

n providing Entokozw nt by 30 ment for ni (100% Progress
new eni June 2025 commence project report
infrastructu ment with complete) and
re works completio

n
certificate

5. Strategic | Provision of % New Target| MIG 70% Appointme 50% 60% 70% Appointm Senior Manager
Priority sustainable Progress Progress nt of refurbishmen | refurbishm | refurbishment] ent letter, — Technical
Area 1: basic of Sewer Roman service t progress of | ent progress of | site Services
Water servicesby Pipeline Sewer providers Roman progress | Roman Sewer| hangd-
and upgrading upgrading Rising main | & Site Sewer Rising | of Rising main | qyer
Sanitatio and in pipeline hand-over main pipeline | Roman U_vm_.ﬁm .| minutes,

n providing Siyathuth upgrading to upgrading in | Sewer M.Ema_a | progress

) : o iyathuthuka
new uka in cormmence Siyathuthuka | Rising {Phase 1) report
infrastructu {Phase 1) Siyathuthuk | with {Phase 1) main
re a by 30 constructi pipeline
June 2025 on upgrading
in
Styathuthu
ka (Phase
1)

6. Strategic | Provision of Number of New Target| MIG 1x Appointme 50% 1x - Appointm Senior Manager
Priority sustainable Reserveir Reservoir nt of refurbishmen | Reservoir entletter, - Technicai
Area 1: basit Complex Complex service t progress of | Complex site Services
Water servicesby Refurbish refurbishme | providers Reservoir in hand-
and upgrading edin ntin & Site Complex in Siyathuthu over
Sanitatio | and Siyathuth Siyathuthuk hand-over Siyathuthuka | ka (project minutes,

n providing uka a by 30 to complete) Progress
new June 2025 commence report
infrastructu with and
e constructi completio

on N

certificate




Strategic | Pro Number of MDRG | 1 x Raw | 1xRaw - - Design Senior Manager
Priority sustainable Raw water | complete water bulk | water bulk report, — Technical
Area 1: basic bulk line fine fine Appointm Services
Water servicesby Replaced replaced in | replaced ent letter,
and upgrading in Duilstroom in Progress
Sanitatio and Dullstroo by 30 June Dullstroom report
n providing m 2025 {project and

new complete) completio

infrastructu n

e certificate
Strategic | Provision of Number of New Target| WSIG 1 x Water Appointme - 1x Water Appointm Senior Manager
Priority sustainable Water Treatment nt of Treatrment entletter, — Technical
Area 1: basic Treatment Works consultant Works design Services
Water servicesby Works upgrading - upgrading report
and upgrading upgrading Completion in and
Sanitatio | and in design in Dullstroom: WULA
n providing Dullstroo Dullstreom Compiletio

new m by 30 June n design

infrastructu Complete 2025

re design
Strategic | Provision of Number of New Target| WSIG 1 x Water Appointme 40% 80% Appointm Senior Manager
Priority sustainable Water Treatment nt of refurbishmen | refurbishm entletter, -
Area 1: hasic Treatment Works service tprogress of | ent site Technical
Water serviceshy Works upgrading providers Water progress hand- Services
and upgrading upgrading in & Site Treatment of Water over
Sanitatio | and in Machadodor | hand-over Works Treatment minutes,
n providing Machadod p by 30 to upgrading in | Works Progress

new orp June 2025 commence Machadodorp | upgrading report

infrastructu with in and

re constructi Machadod completio

on orp n
certificate

Strategic { Provision of % New Target| WSIG 25% - Design Design Municipal
Priority sustainable progress progress: in approval approval Manager
Area 1: basic of Dam Dam wall progressyTen letter,
Water serviceshby wall upgrading der Tender
and upgrading upgrading commence advertisemen advert,
Sanitatio | and in ment in t for] Appointm
n providing Dullstroo Dultstroom appointment entletter,

=Y



new m (Multi- by 30 June of service| (15% site

infrastructu year 2025 (Multi- broviders progress) | hand-

re project) year (10% over
project) brogress) minutes




11. | Priority Maintenance, | Number of 1x roads MIG 1 x roads | Appointme 50% 1x road Appointme | Senior Manager
Area 3; reconstructio | roads paved in paved in | nt g.n mwmmnh%aon mw,mmm_ém in ntletter, WM%M%“S_
Roads n and paved in Sakhelwe Sakhelwe service (Zamvie site hand-
and upgrading of | Sakhelwe (Zamvie ward 4 | providers Street Phasel over
Storm existing road | Ward 4 street (Zamvie & Site 2) ~ Project minutes,

Water network (Zamvie Phase 1) Street  Phase] hand-over complete Progress
street 2) by 30 to report and
Phase 2) June 2025 commence completion
with certificate
constructio
n

12. | Priority Maintenance, | Number of Ixroads | MIG 1 x roads Appointme | 50% 1x road Appointme | Senior Manager
Area3: | reconstructic | roads paved in paved in nt of construction m.m,.mm Uk ntletter, — Technical
Roads n and paved in Siyathuthuk Siyathuthuka | service progress m_m_ﬂokmz,m site hand- Services
and upgrading of | Siyathuthuk | @ (Mongwe {Mongwe providers Street over
Storm existingroad | a (Mongwe | Street Street Phase | & Site Phase 2) — minutes,

Water network street Phase 1) 2) by 30 hand-over n_‘emﬁ_m Progress
Phase 2) June 2025 | to complete repart and
commence completion
with certificate
constructio
n

i3. | Priority Maintenance, | Number of Designs MDPRG | 1 x Access | 1x Access - - Design Senior Manager
Area 3: reconstructic | Access complete Bridge Bridge in report, mm._,m_nnﬂ_._m_nmm
Roads n and Bridges to reconstructe | Entokozwe Appointme
and upgrading of be d in | ni (100% ntletter,

Storm existing road reconstruct Entokozweni | Project Progress

Water network ed in by 30 comptete) report and
Entokozwen June 2025 completion
i certificate

14 | Priority Maintenance, | Nurmber of Designs MDRG | 1 x Access | 1 x Access - - Design Senior Manager
Area 3: reconstructio | Access complete Bridge Bridge in report, mm._._.mWﬂm_nm_
Roads n and Bridges to reconstructe | Emthojwen Appointme
and upgrading of be d in 1 i (Project ntletter,

Storm existing road reconstruct Emthonjweni j complete) Progress
Water network ed in by 30 report and
Emthonjwe June 2025 completion




ni certificate
15 | Priority Maintenance, | % Progress | New Target| MDRG | 40% - - Appointmen| 40% Appointme | Senior Manager; 2
Area 3: reconstructic | of roads construction tof MME_nm construction | ntletters [~ Technical
Roads n and paved in progress of ProvVIders | orogressof | and Services
and upgrading of Emgwenya Emgwenya Emgwenya progress
Storm existing road road (Slahle road (Slahle road (Slahle | report
Water network section} section) section)
(Phase 1) {Phase 1) {Phase 1)
16 | Priority Maintenance, | Number of New Targeti MDRG | i1x Leydes | - - Appointmen| 1x Leydes Appointme Senior Manager | 2
Area 3: reconstructio | roads street in tof mm_énm street in nt letters m._.m.ng_nmm
Roads n and regravelled Emakhazeni proviaers Emakhazeni | and Brvices
and upgrading of and Regravelied Regravelled completion
Storm existing road stormwater and and certificate
Water network manageme stormwater stormwater
nt system management managemen
installed in system t system
Leydes instalied instalied
street

17.

Priority
Area 5:
Municip
al
amenitie
s

Maintenanc
=1
reconstructi
on and
upgrading
of existing
public
facilities

Mishack
Bhembhe
Stadium
refurbished
in Sakhelwe
(Phase 1)-

New
Target

MIG

Mishack
Bhembhe
stadiium
refurbishe
din
Sakhelwe
(Phase 1}
by 30
June 2025

Appointment
of service
providers &
Site  hand-
over to
commence
with
construction

40%
construction
progress

80%
construction
progress

Mishack
Bhembhe
stadium
refurbished
in Sakhelwe
(Phase 1)
{project
complete)

Appoint
ment
letter,
Progress
report
and
completi
on
certificat
e

Senior Manager
— Technical
Services




18. : Priority Provision of Number of New MIG | 1 xRefuse Appointment - - - Appoint Senior Manager
Area 4 sustainable Refuse Target Removal of service ment — Technical
Environ basic Removal Truck providers and letter Services
mental servicesby Truck purchased Delivery of a and
and upgrading purchased by 30 Refuse delivery
Waste | and Jume 2025 | Removal note
Manage providing Truck
ment new

infrastructu
re

19. | Strategi Provision of Reduction 62.51% Opex 20% 5% reduction| 5% reduction | 5% 5% reduction | Quarterl Senior Manager
C sustainable of Water Water Reduction of | of Water of Water reduction of| of Water yreport — Technicat
Priority basic distribution distribut Water distribution | distribution Water distribution Services
Area1: | servicesby losses as ion distribution losses as per | losses as per mmmw_cczo: losses as per
Water unaradin ar i osses as per | Previous year| previous year | losses as previous year
R O L oo e | I\ b\ | e
Mma_.nm.n_ mmﬁ_aﬁm Mmﬁm_hmw:a Wmﬂmﬂ _monmﬂMMm_ recorded recorded year end recorded

infrastructu water recorded by ﬂnmnmw
re losses 30 losses
recorded June 2025 ﬂmnDHQmQ

20. | Strategi Provision of Number of New Qpex | 456 water 108 water 108 water 120 water | 120 water Monthly Senior Manager
c sustainable water Target quality quality quality quality quality reports .Mm,m.m.n::_nm_H
Priority basic quality samples samples samples samples samples ervices
Area 1: services samples analyzed by anaylzed anaylzed anaylzed anaylzed
Water anaylzed 30 June 2025
and
Sanitati
on

21. | Strategic | Provision of Reduction 42.2 Opex | 10% 2,5% 2,5% 2,5% 2,5% Quarter] Senior Manager
Priority sustainable of 9% Reduction Reduction of | Reduction of | Reduction | Reduction of | y report -

Area 2; basic Electricity Elect of Electricity | Electricity Electricity of Electricity| Electricity Technical
Electricit | serviceshby distribution ricity Distribution distribution | distribution distribution | distribution Services
y upgrading losses as distri losses losses as per | Josses as per | losses as losses as per

and per butio reports previous year! previous year | per previous year

providing previous n submitted end actual end actual previous end actual

new year end losse to  coundil “mo_anMmgQ W_mn":n_q <mwﬂ mM:n_ "m_mnq_m?

. 5565 actua osses

__M_.mchnnc M_nmn%‘ Mn. s w< 30 recorded recorded Electricity recorded

ity une 2025 losses
anmowmamn recorded




22. | Priority Maintenance, |Area of New Opex 250m2road | 8 70m2 50m2 50m2 Quarter Senior Manager
Area 3: reconstructic  road Target potholes y W,M%mﬂm_nm_
Roads n and |patholes patched by progres
and upgrading of  |patchwork 30 s report
Storm existing road  |done June 2025 &
Water network plctures
23. ; Priority Maintenance, | Number New Opex' | 65km roads 20km 10km 10km 25km Quartert Senior Manager | 3
Area reconstructio of Target bladed by ¥ -
nand kilorneter 30 progres Technical
3:Roads | upgrading of | sroads June 2025 s report Services
and existing road bladed &
Storm network pictures
Water
24. | Strategic | Maintenance, | Number 70 Street | Opex 80 street 20 20 20 20 Quarterl Senior Manager | 3
Priority reconstructio | of Street lights y mM%WMm_B_
Area 2: n and lights inspected progres
Electricit upgrading of inspected and sreport
y existing road and maintaine maintained &
network maintaine d by 30 June pictures
d 2025
25, | Strategic | Maintenance, | Number 20 Opex 20 5 5 5 5 Quarterl Senior Manager | 3
Priority | reconstructio | of Highmast Highmast y mM%mwm_nm_
Area 2: n and Mighmast lights lights progres
Electricit | upgrading of lights inspected inspected sreport
¥ existing road inspected and and &
network and maintaine maintained pictures
maintaine d by 30 June
d 2025

0
2 i Priority Area 8: Ensuring the Number of LED | New Opex 1 x LED Forum - - - 1 Attendance Senior Manager 3
& | Economic Growth and | functionality of the Forum meetings | Target meetings held by 30 registers — TechnicaiServices
. 1 Development LED Forum and the held June 2025
creation of the annual
calendar




27. | Priority Area 9: To provide timely and | % Participation | New Opex 100% Participation - 100% Attendance Senior Manager
Financial Viability relevant financial in the Target in the Municipal Bid Participation | register — Technical
management reports | Municipal Bid committee meetings in the Services
to all stakeholders committee by 30 June 2025 Municipat
meetings Bid
committee
meetings

Priority Area 14: Inter- | To encourage and Nurmber of IGR | New Opex | 4 x IGR Structures 1 | Attendance Senior Manager
8 | Governmental ensure cooperative Meetings Target meetings held by 30 register =~ TechnicaiServices
. Relations governance attended Jupe 2025

10



29. | Priority Sign performance Number of Performance Opex | 1 x Parformance 1 Signed Senior Manager —
Areal8: agreements in Performance Agreements Agreement signed by Performan Technical
Parformanc terms of section 57 | Agreements for2023/24 30June 2025 ce Services
e of the MSA within signed was signed Agreement
Manageme prescribed
nt timeframe

30 | Priority Cascading of PMS Number of PMS Opex | 4 x Performance 4 Signed Senior Manager —
Areald: to level 3 Officials Performance cascaded to Scorecards signed Target Technical
Performanc Scorecard signed Managers and withManagers by Scorecards Services
e withManagers Strategic Units 30 June 2025
Manageme
nt

31. | Priority Cascading of PMS | Number of PMS Opex | 2 x Performance - Assassme Senior Manager —
Areals: to level 3 Officials Performance cascadedb TargetAssessments nt Report Technical
Performarnc Assessments held Managers for Managers held Services
e withManagers by 30 June 2025
Manageme
nt

32. | Priority Cascading of PMS | Number of New Target Opex [ 132 x Performance 132 Signad Senior Manager —
Area 18: to all levels Performance Agreement signed by Performan Technicat
Performan Agreement signed all Technical services ce Services
ce by all Technical employees by 30 Agreemen
Manageme services employees June 2025 t
nt

33. | Priority Inculcate a culture Number of 4 guarterly Opex | 4 x quarterly i Four Senior Manager —
Areal8: ofperformance performance performan performance reports quarterly Technicat
Performanc management in reports submitted cereporis submitted {o PMS sDeIR Services
e the institution to PMS Unitrniot submitted Unit not later than 12 performan
Manageme later than 12 days days after the end of cereports
nt after the end of the the quarter by 30

guarter June 2025

34. | Priority Inculcate a culture | Submission of Annual Opex Submission of 1 Proof of Senior Manager —
Areals; ofperformance Annual Reports Performan AnnuaiReport Submissio Technical
Performanc management in inputs not laterthan | ceinputs Inputs no iaterthan n Services
a the institution 15 August: were 15 August 2024
Manageme submitted
nt

11



35. | Priority Inculcate a culture | % of  draft New Target Opex 100% publication of 100% | Public Senior Manager — 1
Areal§: of performance policies draftpolicies within 5 Noticeand Technical
Performanc management in publicised days of Councit Council Services
e the institution within 5 days approval by 30 June Resolution
Manageme after  Council 2025
nt approval

36. | Priority Inculcate a culture Review of New Target Opex Reviewed Senior Manager — 1
ArealB: of performance Standard 1 x Review of Standard Technical
Performanc management in Operating Standard Operating Operating Services
e the institution ProcedureManual Procedure Manual by Procedure
Manageme 30 June 2025 Manual
nt

37. | Priority To conduct risk Number of Risk Mitigation Opex | 24 x Risk actien plans Progress Senior Manager — 1
Area22: assessment actionplans measures resolved to address report on Technical
Risk workshopswith the | implemented to were Strateqgic and implemented Services
Manageme aim of minimizing address Identified implemented OperationalRisk mitigating
nt organizational risks | Strategic and for2023/24 Identified per quarter measures

Operational Risk by 30 June 2025

38.

Priority Area 2

Resource Management and

Administration

: Human Training of
municipal

officials

trained

Number of Water and
Waste water process

.o“umx

30 June 2025

4 x Water and Waste
water process trained by

4 |- |- 1 7raining w_m:_ow 1
report anager —
P Technical
Services




39. | Priority Area 24: | Conduct Number of 4 Opex | 4x Quarterly i 1 1 1 Quartert Senior Manager —
Human inspectionsin all reportson reports reportson y Technical Services
Settlementand built environment inspections of submitte inspections of Inspectio
Property within ELM in compliance with d compliance with nreports
Development terms of NHBRC NHBRC & NBR NHBRC & NBR &

and NBR standards standards submitted Council
standards. submittedto toCouncil by 30 resolutio
Couril June 2025 n

40. | Priority Area 24: | Assessment of % of building 100% Opex 100% building plans | 100% | 100%: 100% 100% | Submission Senior Manager —
Human huilding plans plansreceived received & assessad register, Proof | Technical Services
Settlernentand and assessed by30 June 2024 ofpayment,

Property Approval
Development

MUNICIPAL §>Z>Omx"@

A
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Annexure B

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

EMAKHAZENI LOCAL MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL
MANAGER
JABULANI W. SHABANGU

[“The Employer”]

And

AUDREY MATHEBE
[“The Employee”]

ACTING SENIOR MANAGER TECHNICAL
SERVICES OF THE MUNICIPALITY




1.1

1.2

2.1

2.2

2.3

Explanatory Notes to the Personal Development Plan
introduction

A Municipality should be committed to —

(a) the continuous training and development of fis employees to achieve its vision,
mission and strategic objectives and empower employees; and
(b) managing training and development within the ambit of relevant national policles

and legislation.

A Municipality should follow an integrated approach to Human Rescurce Development,
that is:

(a) Human resource development should form an integral part of human resource
planning and management.
(b) In order for a municipality's training and development strategy and plans to be

successful it should be based on sound Human Resource (HR} practices, such
as the (strategic) HR Plan, job descriptions, the result of regular performance
appraisals, career pathing, scarce skills and talent management and succession
planning.

(c) To ensure the necessary linkage with performance management, the
municipality's Performance Management and Development System should
provide for the Personal Development Plans of employees to be included in their
annual Performance Agreements. Such approach will ensure the alignment of
individual performance. objectives to the municipality's strategic objectives, and
that training and development needs are alsc identified during the performance
management and appraisal process.

{d) Career-pathing and succession planning ensures that employees are placed and
developed in jobs according lo aptitude and identified potential and through
training and development acquire the necessary competencies to prepare them
for future positions. Scarce skills and talent management also requires
appropriate training, education and development interventions.

Competence Modeling

What does an institution mean when it says an employee / prospective employee is
competent if she fits a managerial competency framework or occupational competency
profile? The Institution is in fact expressing competence as a future-oriented ideal that
they require to achieve their strategic objectives. [The institution is in effect giving a
depiction of the desired or required knowledge, skills and attributes for an individual in a
specific position]. For competence to be useful, the associated competence should be
greater than the observed performance as it will allow the individual growth towards this
‘ideal’.

There is however a risk in expressing a required competence that a current or
prospective employee should adhere to in the future, as the fulure is, by definition,
uncertain. Managers cannot know how an employee will perform in the future nor can
they know how employees that they did not select, did not promote, did not award a
qualification to, might perform.

Moreover, managers do not make their expressions in a social vacuum. They do so
within a social context in which there are various actors, various stakeholders, with
different interests’ accountabilities, different things they are trying to achieve and various
ways in which others will hold them accountable. If managers are selecting employees,
they shall similarly have to justify their decisions o others. Relevance thus becomes an
obvious issue that affects the level of confidence in such a decision. Various human
resources procedures and systems need to be established to maintain the relevance of
the expression of competence o the requirements of the employer. Confidence is the



2.4

3.1

3.2

3.3

basis on which the various parties implicated in the decisions and actions taken within a
competance system will seek to account to others for those decisions and actions.

When linking a decision that a prospective employee / current employee is competent the

communication is based on what may be called conventions of assessment. Some

common understanding is achieved by which a cerfain set of arrangemenis become

socially accepted as the basis for linking different contexts. Contexis differ, in terms of

time. So, performance in the past is linked to future situations in which desired

performance is anticipated.  This linking of contexts will normally involve some model,

some way of accounting for the claimed link. The dplg has decided on:

2.41 A managerial competency framework as an expression of required managerial
competencies.

2.4.2 Occupational competency profiles as expression of occupation / post competency
requirements.

Compiling the Personal Development Plan attached as the Appendix.

The aim of the compilation of Personal Development Plans (PDPs) is to identity, prioritise
and implement training needs.

The Local Government: Municipal Systems Act: Guidelines: Generic senior management
competency framework and occupational competency profiles provides comprehensive
information on the relevance of items 2.4.1 and 2.4.2 above to the PDP process. The
Municipal Finance Management Competency Regulations, such as those developed by
the National Treasury and other line sector depariments’ legislated competency
requirements need also be taken into consideration during the PDP process.

The assessment results of a manager against the minimum requirements contained in the

managerial competency framework and occupational competency profiles wilt assist a

manager, in consultation with her employee, to compile a Personal Development Plan

as follows:

{(a) The identified training needs should be entered into column 1 of the Appendix,
entitled Skills / Performance Gap. The following should be carefully
determined during such a process:

a. Organisational needs, which include the following:
o Strategic development priorities and compelency requirements,
in line with the municipality’s strategic objectives.
o The competency requirements of individual jobs. The relevant

job reguirements (job competency profile) as identified in the job
description should be compared to the current competency
profile of the employee to determine the individual's competency

gaps.
o Specific competency gaps as identified during the probation
period and performance appraisal of the employee.
b. individual training needs that are job / career related.
(b} Next, the prioritisation of the training needs [1 to ...] in column 1 shouid

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

{€) Consideration must then be given to the outcomes expected in coiumn 2 of the
Appendix, so that once the intervention is completed the impact it had can be
measured against relevant output indicators.



3.4

3.5

{d)

(f

(@)

(i)

An appropriate intervention should be identified to address training needs /
skills gaps and the cutcome to be achieved but with due regard to cost
effectiveness. These interventions should be listed in column 3 of the
Appendix, entitled: Suggested training and / or development activity. The
training / development must also be conducted either in line with a recognised
qualification from a tertiary institution 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 through the Training / Human Resource
Development / Skills Development Unit within the municipality whether unit
standards have been developed with regard to a specific outcome / skills gap
identified (and registered with the South African Qualifications Authority}. Unit
standards usually have measurable assessment criteria to determine achieved
competency. There is more detail on this in item 4 below.

Guidelines regarding the number of training days per employee and the
nominations of employees: An employee should on average receive at least
five days of training per financial year and not unnecessarily be withdrawn from
training interventions.

Column 4 of the Appendix: The suggested mode of delivery refers to the
chosen methodology that is deemed most relevant to ensure transfer of skills.
The training / development activity should impact on delivery back in the
workplace. Mode of delivery consists of, amongst others, self-study [The official
takes it upon him / her to read e.g. legislation}; internal or external training
provision; coaching and / or mentoring and exchange programmes, etc.

The suggested time frames {column 5 of the Appendix) 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 ensuring -that the PDP is Implemented
systematically.

Work opportunity created to practice skill / development areas, in column 6
of the Appendix, further ensures internalisation of information gained as well as
return on investment (not just a nice o have skill but a necessary to have skill
that is used in the workplace).

The final column, column 7 of the Appendix, provides the employee with a
support person that could act as coach or mentor regarding the area of learning.

Personal Development Plans are compiled for individual employees and the data collated
from all employees in the municipality forms the basis for the prescribed Workplace Skills
Plan, which municipalities are required to complie as a basis for all training and education
activities in the municipality, in a specific financial year and report on progress made to
the Local Government Sector Education and Training Authority (LGSETA).

Funding should be made available for training, education and development, in line with
the Skills Development Act, at least 1% of the personnel budget must be earmarked for it.
Additional funding can also be secured in terms of the provisions of the Skills
Development Levies Act from the LGSETA if:

(a)
(b)
(©)

A Skills Development Facilitator has been appointed.

The Workplace Skills Plan has been submitted.

A submission, including a Business Plan is submitted for additional grants [The
LGSETA can be approached at Tel. 011 456 8579 for more information in this
regard].



4.1

4.2

4.3

4.4

Life-long learning

It was agreed that an outcomes-based Lifefong Learning Development Framework would
be the basis on which Curriculum 2005 wouid be developed. The basic principle is that
learners should be able to progress to higher levels of achievement by mastering
prescribed learning outcomes. Learning programmes should thus facilitate progression
from one phase or learning outcome to another and from any starting point in the
education and training system. Prior knowledge (acquired informally or by work
experience, would also have to be assessed and credited. National qualifications would
be awarded, at each of the levels of the National Qualifications Framework {NQF) [see
the attached definitions] provided that candidates have accumulated certain combinations
of credits and have abided by probable rules of combinations required for such
gualifications.

Eight learning areas were identified to form the basis of all education up to the Further
Education and Training Certificate:

Nr. Learning Area
1 | Language, Literacy and Communication
2 | Mathematical Literacy, Mathematics and Mathematical Science
3 | Human and Social Sciences
4 | Natural Sciences
5 | Technology
6 | Arts and Culture
7 | Economic and Management Sciences
8 | Life Orieniation

As is clear from the definitions, there will be four phases, with Adult Basic Education and
Training (ABET) linked 1o the first three. The history of school education had the effect
that the majority of the adult population for black communities, were provided with
inadequate education or no schooling. Thus, ABET is viewed as a force for social
participation and economic development and has been brought into the mainstream of
the education and training system. The underlying principles are that ABET should
provide a general basic education, promote critical thinking and empower individuals to
participate in all aspects of society, and promote active learning methods, and, ABET
should lsad to nationally recognized certificates based on clear national standards
assessed as learning outcomes.

Once the foundation phase is addressed the other phases can foliow suit. In this regard
the discussion in item 3.3 (d) refers. Note should also be taken that in addressing
professionalisation within the local government sector there may be a need to develop
vocational qualifications.
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