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PERFORMANCE AGREEMENT MADE AND ENTERED INTO BY AND BETWEEN

DIKGATLONG LOCAL MUNICIPALITY herein represented by BAAKANYANG HEMINAH
TSINYANE, in her capacity as THE MUNICIPAL MANAGER (hereinafter referred to as the
EMPLOYER and SUPERVISOR)

and

ABRAHAM NTHOBA, an employee of the Municipality and the TECHNICAL SERVICE
MANAGER (hereinafter referred as the EMPLOYEE). (hereinafter referred as the
EMPLOYEE).

WHEREBY IT IS AGREED AS FOLLOWS:

1. 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 Municipal Systems Act”). The Employer and Employee are
e hereinafter referred to as.“the Parties”,

* Section 57(1){b) of the Municipal Systems Act, read with the Contract of
Employment concluded between the parties, requires the parties to
conclude an annual performance agreament.

F The parties wish to ensure that they are clear about the goals to be achieved,
and secure the commitment of the Employee 1o a set of outcomes that will
secure the local government policy goals.

[ The Parties wish to ensure that there is compliance with Sections 57 (4A & B)
= —— ! ands7 {5} of the Municipat Systems-Act.

2. INTERPRETATION | In this Agreement the followings terms have the meaning ascribed thereto:

" “AGREEMENT”: the performance agreement between the Employer and the
Employee and the Annexures thereto.

‘- “EXECUTIVE AUTHORITY": the Mayor of Dikgatlong Local Municipality
constituted in terms of Section 48 of the Local Government: Municipal
Structures Act 117 of 1998 (“the Structures Act”).

I “EMPLOYEE": the Munricipai Manager appointed In terms of Section 54A of
the Local Government: Municipai Systems Act 32 of 2000,

" “EMPLOYER”: Dikgatlong Local Municipality.
" “PARTIES”: the Employer and Employee.

‘3. PURPOSE OF THiS The purpose of this Agreementista: . = L

AGREEMENT " Comply with Section 57(1)(b), (4A&B) and (5) of the Municipal Systems Act
and the employment contract entered into between the parties.
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AND DURATION

4. COMMENCEMENT

the employer’s éxpectations of 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 accountablilities as set out in a Performance
Annexure to the Performance Agreement,

Plan, which forms an

Menitor and measure performance against set targeted outputs,

Use the Performance
employee has met the

Agreement as the basis for assessing whether the
performance expectations applicable to the 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 ang improved service
delivery.

This Agreement wili commence on the 01 July 2025 and remain in force until
the 30 June 2026, 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 this Agreement during June each year and conclude a

Agreement at least once a year

beginning of each Successive financial years.

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.,

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,

5. PERFORMANCE
OBIECTIVES

3|]Page

The Performance Plan {Annexure A) sets out-
+ Key Performance Areas that the employee should focus on,
T Core competencles required from employees.

—5°-Th nce--objecﬁves,—keyped’ormeneeindieﬂers- a eis-that
e-performa

must be met by the Employee.
¥ The time frames within which those performance objectives and targets

U
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6. PERFORMANCE
MANAGEMENT
_SYSTEM
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‘ must be met.
* The performance objectives,

of these elements follows: -
that needs to be achieved,

¥ The target dates
achieved.

objectives, gnd key performance Indicators to each other,

T Weightings show relative importance of key performance aregs,

and shall include Strategic objectives; key performance Indicators; targets;
projects and activities that may include dates and weightings. A description

T The strategic objectives descripe the strategic intent of the organisation
T The strategic performance Indicators provide the details of the evidence

that must be provided to show that a key objective has been achieyed.
describe the timeframe in which the work must be

key

The Employee agrees to

Employee, management znd municipal staff of the Employer.

staff to perform to the standards required.

development system as applicable to the Employee.

employee’s responsibilities) within the local government framework,

shall consist of two components,

be contained in the Performance Agreement.
T The Employee must be gsse

Manageriaf/Occupational Competencies, respectively.

account for 20% of the final assessment.

participate in the performance Mmanagement and
development system that the Employer adopts or introduces for the

‘r The Employee accepts that t.he_.purpose of performance management and
development system wil be to provide a cemprehensive system with specific
Performance standards to assist the Employer, management and municipal

‘r The Employee undertakes to actively focus towards the promotion and
implementation of the KPA’s (including special projects relevant to the

I The criteria upon which the performance of the Employee shall be assessed
the Key Performance Areas and Core
Managerial / Occupational Competency Requirements, both of which shall

ssed against both components, with g
weighting of 80:20 allocated to Key Performance Areas (KPA’s} and Core

= "KPA's covering the muirrareasof work wiﬂ‘acrauntfvrso%mtnﬂtwm
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part to the total score.

to between the Employer and Employee:

¥ Each areg of assessment wilf pe weighted and will contribute g specif?

# | KEY PERFORMANCE AREAS (KPA'S) l WEIGHTING
£ ———Ta |
| 1 | Municipal Transformation & Institutional Development o 13%
| 2| Basic Service Delivery and Infrastructure Development | 52%
| 3| Municipal Financial Viability | 9%
| 4 | Good Governance and Pubiic Participation = 00%
| 5 | Local Economie Development _ 00%

6 | Spatial Rationale angd Transformation 26%

e e—————mation, == = = =F -

TOTAL 100%
B Municipal
ED%-([_ ] | Transformation &
: Institutional
509 Development
B Basic Service
40% 4 Delivery and
, Infrastructure
T 30%+ Development
| O Municipal
20%- Financlal Viability
10% 17
0O Good
Governance ang

Public

L -Ihe_-COFe—Manage:ial Competencies_ will -Mmake_up the—other 20%_of_the
Employee’s assessment Score. The competencies as prescribed by Regulation
21 of 2014 ANNEXURE 4 and the applicable weightings out of 100% are
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| indicated below:

Leadership _ I Cooperative Gév-ernarE_ P
Managing |- Marketing Municipal Brand & Identity.. . ’ 6%

Communication  Public Participation/§takeholder Relations.

COMPETENCIES { COMPONENTS WEIGHTING % I
] LEADING COMPETENCIES AJ
| |

Strategic Impact and Influence. | 10% |

Direction and Institutional Performance Management.

Leadership [Strategic Planning and Management. / |
P — _Organisa_titm_alAwarenesi_ —_— ]
[_People * Human Capltal Planning & Development | 6% |

Management Diversity Management |

and Employee Relations Management. | |

smpowerment _| Negotiation and Dispute Mansgement, | |

Programme and | Programme/Project/ Planning/ | 5% |

Project Implementation.

Management ~Service Delivery Management.

 Programme/Project Monitoring/ _ |
L___ Eval@lﬂ_ o _J___ |
[ Financial L Budget Planning and Execution, | 10% [
| Management r- Financial Strategy and Delivery. |
N r_FIna;mLaI@ort_in@d Monitoring. ——

Change [ Implement Visian and Strategy, | 8%
| Leadership -Process Designand-fimprovement. {
L L_C.ﬂsi'mict;hﬁoni_torin_s_&fv_akﬂon-_ [

Skills in Policy Formulation, | 5% —[

~ | |[fGoverhamre- L_Rlsicaﬂﬂfnmpimmezmmgement_—_—_:| J =

s * Implement Communication Strategy.
I- Establish Customer Care Centre, Sap—
} Problem Soiving L Diagnostic al Approach to Problems. | 5%
| and Analysis + Conflict Manazement/Dispute Resolution, |
D L __ CORE COMPETENCIES -
Client Orientation and Customer Focus — __|__ 5%
Knowledge of_Dev_eIopmentalE)ﬂ Government - |_ 5%
Honesty, Integrity and Moral Competence | 5%

_Service Delivery Analysis and Innovation

Knowledze and lnformatjnmaﬁgﬂe_i

_____[___
B ] 5% |

|
Interpretation of and Implementation within the Legislative | 5%

and National Policy Framework
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7. "EVALUATING
*| ———PERFORMANCE
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| Knowledge of Performance Management and Reporting | 5%
Competence in Policy Conceptualisation, analysis and | 5%

Implementation. gl
Knowledge of more than one Functional Municipal Field or 5% I
Discipline. |
TOTAL WEIGHTING: 100% |

[20%]

— — o -

The Peérformance Plan ANNEXURE 4 to this Agreement sets out :
T The standards & procedures for evaluating the Employee’s performance, —
T The intervals forthe 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 of employment remains in force.

Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Pian as
well as the actions agreed to and implementation must take place within set
time frames,

Employee’s performance wili be measured in terms of contributions to the
strategic objectives and strategies set out in the Employer’s IDP.

The Annual performance appraisal will involve:

T+ 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

= - .ﬂandacd&mperformanwndfhamave_ been met and with due regard
to ad hoc tasks that had to be performed under the KpA.

(b) Values are supplied for KPl's and activities under each KPA as part of the
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automatically. These

score.

& Assessment of the Comp
(a)

(b)
Competency.

fc)

(d)

performance plan. During assessment, the employee hos
submit evidence of performance where a disagreement,

{c) The applicable assessment ratings and scores will calculate o final KPA

An indicative rating on the

The applicable assessment ratin
scores and calculate o finat Competency score.

Overall rating: An overal! rating Is calculated by

outcomes of various weighted ratings contained in
which represents the outcome of the performance

F The assessment of the performance
following rating scale for KPA's and Competencies:

| Institutional Assessment. Based on the target for an activity or KPi, over or !
under performance are colculated and converted to the 1
scores are carried over to the applicable employee’s
a chance to

etencies:

This rating should be multiplied by the weighting given to each
Competency during the contracting process, to provide g score,

assessment-rating caiculator. Such overgl rat,

appraisal.

-5 point scale

Each Competency should be assessed according to the extent to which the

specified standards have been met.
five-point scale should be provided for each

g coleulator must then be used to add the

using the applicable
ng represents the
the performance Plan

of the Employee will be based on the

== RATING | TERMINOLOGY | - ~DEscriPTioN | % score |
Outstanding Performance far exceeds the standard | 167
. performance: | expecied-of an émployee at this level. e
Performance Performance is significantly higher
a significantly than the standard expected in the job. 133- 166
above
| | expectations _
. | Performance fully meets the |
3 Fully effective | gtandards expected In all areas of the | 100- 132
I | job. — e
| Performance | Performance is below the standard
2 not fully | required for the job in key areas. 67-99
effective Performance meets some of the
| standards expected for the job. |
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i 3 g '| Performance doesn’t meet standard
expected for the job. The employee
Unacceptable has failed to demonstr?te
1 performance commitment or ability to bring| 0-66
performance up to the level expected
in the job despite management efforts
to encourage improvement. _
4
1
8
Ouistinding  Performance fullyeNective  Nog fully  Unseceptabls r
Reviorenanc significanty effective  parformance !
iheve I
| Expectations [
o ) = e ——— - - =
B = DESCRIFTIEN ]
i = e e =l )
e basic concepts and methods to
POOR proof a basic understanding of local government
Operations and requires extensive supervision and
development interventions, |
Applies basic concepts, methods, and understanding |
BASIC of local government Operations, but requires
supervision and development intervention.
Develops and applies more progressive concepts, |
COMPETENT methods and understanding. Plans and guides the
work of others and éxecutes progressive analysis,
Develops and applies complex concepts, methods
ADVANCED and understanding. Effectively directs and leads a
Eroup and executes in-depth analysis.
Has a comprehensive understanding of local
SUPERIOR government operations, critical in strategic shaping
strategic direction and change, develops and applies
== ___| comprehensive concepts and methods. | —
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—=:1
' 5 |
|
| |
I |
| 3
| |
2 I
| |
| 1 |
|
| . — |
| — e e — |
] Poor Baslc Competent Advanced Superior

For the purpose of evaluating the performance of the manager reporting to
the municipal Mmanager, an evaluation panel constituted of the following
persons must be established-

¥ The Municipaf Manager, as Chairperson.

T Chairperson of the Performance or Audit Committee.

¥ Chairperson of the Technical Services Commiittee,

¥ Municipal Manager and/or Mayor from another municipality.

T Performance Management Officer, as Secretaript,

The performance Mmanagement officer must provide secretariat services to
the evaluation panels referred to in-s_u_b_—regu!ations_ {d) and {e).

8. SCHEDULE FOR
PERFORMANCE
REVIEWS

and 3" quarter
reviews may be verbal or informal if the performance is satisfactory:

REVEWPERIOD |  coMPLETION DATE
luly ~ September 2025 | November 2025 (Informay)
October - December 2025 | February 2026 (Mid-Term)

3 | Jfanuary~March 12026 | May 2026 (informal) _

4 April - June 2026 | August 2026 (Section 46: APR)
The Employer shal| keep a record of the mid-year review and annual
assessment meetings.

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

* Employer will be ‘entitled fo réview and make’ réasonable changes 1o the

Performance Plan from time to time for operationa) reasons, The Employee

10[Page

Dir.:

LA MM ﬁ




2025/2026 ANNUAL PERFORMANCE AGREEMENT FOR THE TECHNICAL MANAGER

will be fully consuited before any such change is made.

The Employer may amend the Performance Plan whenever the performance
management and development system Is adopted, implemented or
amended as the case may be. In that case the Employee will be fully
consulted before any such change is made.

9. DEVELOPMENTAL
REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as ANNEXURE 8.

10. OBLIGATIONS OF
THE EMPLOYER

-

e — —

" Create an enabling environment to facilitate effective performance by the

The Employer shail:

employee.
Provide access to skills development and capacity building opportunities.

Work collaboratively 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 / her to meet the performance objectives and
targets established in terms of this A greement,

Make availoble to the Employee such resources as the Employee may
reasonably require from time to time to assist him or her to meet the
performance objectives and targets.established In terms of this Performance
Agreement.

1T CONSGLTATION

The Employer agrees to consuit the Employee timeously where the exercising
of the powers will have amongst others:

F Adirect effect on the performance of any of the Employee’s functions.

¥ Commit the Employee to implement orto give effect to a decision made
by the Employer.

i A substantial financial effect on the Employer,

The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated above as
soon as It is practicable to enable the Employee to take any hecessary action
without delay.

12, MANAGEMENT

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

OF EVALUATION rewarding the outstanding performance or correcting unacceptable
OUTCOMES performance.
== "1 _ "= A performance bonus of between 5% to 14% of the all-inclusive apnual |
remuneration package may be paid to the Employee in recognition of
outstanding performance to be constituted as follows:
l|Page
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% RATING OVER PERFORMANCE % BONUS

130-133 5%

134 -137 6%

138 - 141 7%

142 - 145 8%

146 - 149 9%
| 150-153 10%

154 — 157 11% i
| 158 -161 12%

162 - 165 13%

166 — 167 14%

In the case of unacceptable performance, the Employer shall:

% Provide systematic remedial or developmental support to ossist the
Employee to improve his or her performance.

W After the appropriate performance counselfing and having provided the
necessary guidance and support and reasonable time for improvement in
performance, the Employer may consider steps to terminate the controct
of employment of the Employee on grounds of unfitness or incapacity to
carry out his or her duties.

13. DISPUTE
RES()I.UTIONT

Any disputes about the nature of the Employee’s performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and/or any other matter provided for, shall be mediated by the Mayor within
thirty (30) days of receipt of a formal dispute from the Employee, whose
decision shail be final and binding on both parties.

Any disputes about the outcome of the employee’s performance evaluation,
must be mediated by a member of the municipal councii, who was not part
of the evaluation panel provided for in sub-regulation 27(4) {e) of the
Municipal Performance Regulations 805 of 2006, within thirty (30) days of
receipt of a formal dispute from the employee. The decision of the mediator
shall be final and bindinm both parties.

14. GENERAL

The contents of this agreement and the outcome of any review conducted in
terms of ANNEXURE A may be made avallable to the public by the Employer.

Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employeé in térms of the contract of ‘employmient, or
the effects of existing or new regulations, circulars, policies, directives or

12|Page

other instruments.
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DIKGATLONG LOCAL MUNICIPALITY

PERFORMANCE PLAN
FINANCIAL YEAR 1 juLy 2025 - 30 JUNE 2026

ABRAHAM NTHOBA
MANAGER: TECHNICAL SERVICES
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DIKGATLONG LOCAL MUNICIPALITY

PERSONAL DEVEEOPIMIENT PLAN
FINANCIAL YEAR 1 JULY 2025 - 30 JUNE 2026

ABRAHAM NTHOBA
MANAGER: TECHNICAL SERVICES



2024/2025 PERSONAL DEVELOPMENT PLAN FOR THE ACTINGTECHNICAL SERVICE MANAGER

PARTIES

PERSONAL DEVELOPMENT PLAN MADE AND ENTERED INTO BY
AND BETWEEN

DIKGATLONG LOCAL MUNICIPALITY herein represented by BAAKANYANG
HEMINAH TSINYANE, in her Capacity as THE MUNICIPAL MANAGER
(hereinafter referred to as the EMPLOYER and SUPERVISOR)

and
ABRAHAM NTHOBA, an employee of the Municipality and the TECHNICAL
SERVICE MANAGER (hereinafter referred as the EMPLOYEE). (hereinafter
referred as the EMPLOYEE).

INTRODUCTION

| Agreement as prescribed by legislation. Successful career-path planning ensures

The Aim of the Personal Development Pian {PDP) is to ensure that Employees
are skilled to meet Objectives as set out in the Performance Management

competent employees for current and possible future positions. It there for
identifies, prioritise and implemnent training needs,

Legisiative needs taken into account comes from the Municipa! Systems Act
Guidelines: Generic senior management competency framework and
occupational competency profiles, Municipal Finance Management Competency
Regulations, such as those developed by the Natlonal Treasury and other line
sector departments’ legisiated competency requirements need also be taken
into consideration duririglhe PDP process.

 COMPETENCE
'MODELUNG

2|Page

50 _within_a social context in_which there are various actors, various

if managers are selecting employees they shall similarly have to justify their

What does an institution mean_when it says an employee / prospective
employee is competent if he / 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 achleve their
strategic objectives [The Institution is in effect giving a depiction of the desired
or required knowledge, skills and attributes for an individual in 3 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 future 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 thelr expressions in a social vacuum. They do

stakeh&ld&s, with different interest’s accountabilities, different things tlEy are |
trying to achieve and various ways in which others will hold them accountable,
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decisions to 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 to the requirements of the employer. Confidence is the basis on
which the various parties Implicated in the decisions and actions taken within a
competence 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 achleved by which a certain set of
arrangements become soclally accepted as the basis for linking different
contexts. Contexts differ, in particular 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 invoive some model, some way of
| accounting for the claimed link. The Department of Cooperative Governance has

published a competency framework for senior managers In January 2014, with
focus on the foliowing:

*  Critical leading competencies that drive the strategic intent and direction of
iocal government;

| * Core competencies which senior managers are expected to possess, and

which drive the execution of the ieading competencies; and
The eight Batho Pele principies
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COMPILING THE
PERSONAL
DEVELOPMENT
PLAN
ATTACHED AS
THE APPENDIX.

A manager, in consultation with the employee is to compile a PDP, has 7
columns that need to be completed. An example is attached as Appendix A.

Column 1: Skills/Performance GAP

%™\, 2 Outcomes Expacted | 3. Suggested 4 5. 6. Work [ 2. _‘
easuroble trelning snd / or Suggested | Sugges opportunity Support
1 dicators: quantily, development moda of tad created to Person
uality and time activity delivery Time practice skill/

frames) Frames | davelopment
Griority) ares
Eg. The maonager will be A course containing | External March | Apprakal of Senior
5 able to enter into theoretical and provider, in | 200... mannogers Manager
Appraise | performance Proctical application | line with reporting to 8
Performa | agreements with alf with cooching in the | identified him / her Tralning/
nce of ranagers reporting to | workplace following | unit HK
Managers | him / her, approise [relevant unit stendard

them agoinst set standardy] and not

criteria, within exceeding

relevant time frames R 6000

(a) The identified training needs should be entered into column one. The
following should be taken into consideration:

Organisational needs

Strategic development priorities and tompetency requirements, in line with the

municipality’s strategic objectives. The competency requirements of individual

jobs. The relevant job requirements (job tompetency profile) as identified in the

job description should be compared to the current competency profiie to

| determine individual’s competency gaps. Specific competency gaps as identified
during the probation period and performance appraisal of the employee.

Individuai training needs that are job / career related.

Prioritisation of the training needs [1 to ..] in column 1 should 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 priority basis. This implies that all these
needs shouid be prioritized for purposes of accommodating critical / strategic
training and development needs in the HR Plan, PDPs and the WSP.

Column 2: Qusessges Expected
3

1. skills / Outcomes ] 4, 5. | 6. Work 7. Support
Performa Suggestsd | Suggeste Suggested | opportunity Person

nce Gap training d mode Time created to

fin order and f or of Frames practice skif /

of developma | delivery development 1

grineity) frumesi nt activity area |

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

3. Column 3: Suggested Training

1.5kills/ | 2. Outcomes | & 5. 6. Work | 7. Support
| | Parforma | Expacted Suggeste Suggeste | Suggested opportunity Person

nce Gap {measurable ralnin _dmode | Time craated to

finorder | Indicators: quan of Frames practica skil! /

of quallty and time delivery developmant

Briority) fromes) | area
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| The suggested time frames enabfe managers to effectively plan for the annum

Training needs must be identified with due regard to cost effectiveness and
listed in column 3.
4, Column 4 : Suggested mode of ery

| 1.8kills/ | 2.Outcomes 3, 4 [3 | 6. work | 7-Support
Performe | Expacted Suggeuie Suggaste | Suggested opportunity Parson
nce Gap {measurable tralning d mode Tima created to
{inorder | Indicators: and / or of Frames practice skinl /
of quantity, quality developme elvery development ‘
prigrity] and time jrumes) | nt activity area

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/external training provision; coaching and/or
mentoring and exchange programmes. Training must be conducted either in line
with recognised qualification from tertiary Institution/unit standards registered
on National Qualifications Framework {SAQA), which could enable trainee to
obtain recognition towards qualification for training undertaken. it is important
to determine within municipality whether unit standards have been developed
with regard to specific cutcome{registered- with SAQA). Unit standards usually
have measurable assessment criteria to determine achieved competency.

5. Column 5: Suggested Time Lines P
1.Skills/ | 2. Outcomes 3. 4, 5. Sugdfasted | 6. Work | 7. Support
Parforma | Eupected Suggested | Sugges:c "Time Frimes | opportunity Parson
nce Gap {measurable training mode of creatad to
{in order indicators: and / or dalivery practice skill /
of quantily, quallty developme . development
orlotiy) | andtime frames) | ot setivity 1 area

An employee should on average recelve at least five days of training per
financial year and not unnecessarily be withdrawn from training interventions.

e.g. so that not al! their employees are away from work within the same period
and also ensuring that the PDP is implemented systematically.

6. Column 6: Work opportunity created to practiceakTiyl development area
4 5

1, Skills / 2. Outcomas a. . 6. W 7. Support
Performanc | Expacted Suggasted Suggeste | Su E | opporifnity created | Person
e Gap {measurable training d mode dThia to practice skill /
finorderof | indicators: quantity, | and for of Framies deveiogment arsa
priority) Guality and time davelopme | delivery
frames) | ntacthdty

This further ensures internalisation of information gained as well as return on
Investment {not just a nice to have skill but a necessary to have skill that is used
in the workplace).

7. Column 7: Support Person

L. Skliis / 2. Outcomas 3. 4, 5. 6 wt:k l l 7. Support
Performanc | Expected Suggestad | Suggeste | Suggesta | op nlty cre Person

e Gap {measurable training d mode d Time to pra

(in orderof | indicators: quantity, | and lor of Frames development area

priority) quality and time developms | dellvery

friimies) it acivity | ] }
This identifies a support person that could act as coach or mentor with regard to
the area of learning for the employee.
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