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PERFORMANCEAGREEMENT
Made and entered into by and between:

The Dr Ruth Segomotsi Mompati District
Municipality, as represented by
Cllr. M. A Maje
The Executive Mayor of Dr Ruth Ségomotsi
Mompati District Municipality

[“the Employer]

And

Mr. ltumeleng Ronald Jonas

The Municipal Manager of Dr Ruth Segomotsi Mompati
DistrictMunicipality

[“the Employee”]

01 DECEMBER 2022 — 30 JUNE 2023



1. INTRODUCTION

The Performance Agreement sets out how the performance of the Municipal
Manager will be directed, monitored and improved. It further provides assurance
to the Municipal Council of what can and should be expected from the Municipal
Manager to ensure a basis for performance and continuous improvementin Local
Government. :

The Dr Ruth Segomotisi Mompati District Municipality, established in terms of the
Local Government: Municipal Structures Act, 1998 (Act No 117 of 1998}, herein
represented by Cllr M Maje, in his capacity as the Executive Mayor , acting
on behalf of the Municipality (hereafter referred to as the Employer) has entered
into a Contract of Employment in terms of Section 54(A)(1j(a) of the Local
Government: Municipal Systems Act, 32 of 2000 (hereinafter referred to as (“the
Systems Act”) with The Acting Manager (hereinafter referred to as the
Employee, and jointly referred to as the parties)

Section 57(1)(b) of the Systems Act, read with the contract of employment
concluded between the two parties, requires the parties to conciude a
Performance Agreement annually.

The parties wish to ensure that they are clear about the goals to be achieved, and
secure the commitment of the Employee, reporting to the Municipal Manager, to
a set of objectives that will promote the goals of developmental local government.

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

——
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2. PURPOSE OF THIS AGREEMENT

The parties agree that the purposes of this Agreement are 1o.

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 objectives 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 A 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 applicable to his job;

2.6. In the event of outstanding performance, to appropriately reward the
employee; and

2.7. Give effect to the employer's commitment to a performance orientated

relationship with its employee in attaining equitable and improved service
delivery.

Ao s



3. COMMENCEMENT AND DURATION

3.1. This agreement will be for the financial year 2022-2023 and applicable
to current incumbent acting or permanent commencing on the 01
December 2022 and will remain in force until 30 June 2023 thereafier
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;

3.2. The parties will review the provisions of this Agreement during June each
year and must conclude a new Performance Agreement and Performance
Plan that replaces this Agreement at least once a year by no later than the
beginning of each successive financial year;



3.3.

3.4.

3.5.

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 must by mutual agreement between the parties, immediately
be revised. '

. PERFORMANCE OBJECTIVES

4.1.

4.2.

4.3.

The Performance Plan attached per Annexure A sef out the
a. the performance objectives and targets that must be met by the
Employee; and

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

The performance objectives and targets reflected in the Performance Plan
attached per Annexure A are set by the Employer in consultation with the
Employee and based on the Integrated Development Plan, Service
Delivery and Budget Implementation (SDBIP) and the Budget of the
Municipality; and shall include key objectives, key performance indicaiors,
target dates and weightings.

It is agreed that—
a. the key objectives must describe the main tasks that must be
performed by the Employee;

b. the key performance indicators provide the details of the evidence that
must be provided fo indicate that a key objective has been achieved,;

c. the target dates describe the timeframe in which the work must be
achieved; and

d. the weightings indicate the relative importance of the key objectives to
each other.



4.4. 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 and Service Delivery and Budget
Implementation Plan.

. PERFORMANCE MANAGEMENT SYSTEM

5.1. The employee agrees to participate in the performance management
system that the Employer adopts and implements in the Municipality;

5.2. The employee accepts that the purpose of the performance management
system will be to provide a comprehensive system with specific
performance standards to assist the employer, management, and
municipal staff to perform to the standards required,

5.3. 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;

5.4, The employee undertakes to actively focus towards the promotion and the
implementation of the Key Performance Areas (KPAs) (including special
projects relevant to the employee’s responsibilities) within the local
government framework;

5.5. The criteria upon which the performance of the employee shall be
assessed and shall consist of two components, both of which shall be
contained in the performance agreement. The employee must be
assessed against both components, with a weighing of 80:20 allocated to
the Key Performance Areas (KPAs) and the Core Competency
Requirements (CCRs) respectively. Each area of assessment will be
weighted and will contribute a specific part to the total score. KPAs
covering the main areas of work will account for 80% and CCRs will
account for 20% of the final assessment;

5.6. The Employee's assessment will be based on his performance in terms of
outputs (performance targets) reflected on the Performance Plan which
are linked to relevant KPAs, key objectives and key performance
indicators (KPls) as agreed to between the Employer and the Employee;

5.7. The Key Performance Areas (KPAs) relating fo the Employee’s functional

area will make up 80% of the Employee’s assessment score, and will
contain the following Areas:

fo
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The Core Competency Requirements (CCRs) or Core Managerial
Competencies (CMCs) and the Core Occupational Competencies {COC)
attached per Annexure B 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 by () to indicate choice from
the list as agreed to between the Employer and Employee. Three of the
CCRs are compulsory and include:

{(a) Financial Management;
{b) People Management and Empowerment; and
(¢} Client Orientation and Customer Focus

= Strategic direction and leadership
People management

i Program and project managemant
 Financial management

it Change Eradarship

{1 Governance leadersip

# Moral compelence

H Planning and organising

= Analysis and innovation

-1 Knowledge and information
managamant

W Communicaden

i Resulrs and quality focus




6. EVALUATING PERFORMANCE

6.1.

6.2.

6.3.

6.4.

The Performance Plan (per Annexure A) to this Agreement sets out —

a) the standards and procedures for evaluating the Employee’s
performance; and _

_ b) 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 of employment remains in force.

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

The annual performance appraisal will involve:

a) Assessment of the achievement of results as outlined in the
performance plan:

(i) Each KPA will be assessed according to the extent to which
the specified standards or performance indicaiors have been
met and with due regard to ad hoc tasks that had fo be
performed under the KPA;

(i)  An indicative rating on the five-point scale will be provided
for each KPA;
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(iiiy  The applicable assessment rating calculator will then be
used to add the scores and calculate a final KPA score.

b) Assessment of the CCRs

i Each CCR will be assessed according to the extent to which
the specified standards have been met;

(i) An indicative rating on the five-point scale will be provided
for each CCR;

(i)  This rating will be multiplied by the weighting given to each
CCR during the contracting process, to provide a score;

(ivy  The applicable assessment rating calculator will then be
used to add the scores and calculate a final CCR score.

6.5. Overall rating

a) An overall rating is calculated by using the applicable assessment
rating calculator, which represents the outcome of the performance
appraisal;

b) The performance assessment of the Employee will be based on the
following five point rating scale for both KPA"s and CCR"s:

Level | Terminology Description Rating
1[(2]3]4]5
5 Outstanding Performance far exceeds the standard
Performance 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
responsibilily throughout the year.

4 Performance Performance is significantly higher
significanily than the standard expected in the job.
above The appraisal indicates that the
expectations Employee has achieved above fully

effective results against more than half
of the performance criteria and
indicators and fully achieved all others
throughout the year.

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




The PA and Performance Plan.

2 Not fully effective

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

1 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.

6.6. The annual performance evaluation of the Employee will be performed by

the evaluation panel constituted by the following persons:

(a) Municipal Manager;

(b) Chairperson of the performance audit committee or the audit
committee in the absence of a performance audit commitlee;

(c) Member of the mayoral commitiee;

{(d) Municipal Manager from another municipality;

7. SCHEDULES FOR PERFORMANCE REVIEWS

7.1. The performance of the Employee in relation fo his performance
agreement will be reviewed gquarterly on the following dates with the
understanding that reviews in the first and third quarter may be verbal i
performance is satisfactory:

Quarter Period Date of review
First quarter July 2022 — September 2022 October 2022
Second quarter | October 2022 — December January 2023
Third quarter January 2023 — March 2023 April 2023
Fourth quarier | April 2023— June 2023 July 2023




7.2.

7.3.

7.4.

The Employer must keep a record of the mid-year review and annual
assessment meetings and feedback must be based on the Employer’s
assessment of the Employee’s performance;

The employer will be entitled to review and make reasonable changes to
the provision of Performance Plan from time to time for operational
reasons. The employee should be fully consulted before any change is
made;

The Employer may amend the provisions of the Performance Plan
whenever the performance management system is adopted, implemented
or amended, and the Employee should be consulted before any such
change is made.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) that is aimed at addressing any
developmental gaps that the Employee might have forms part of the performance
agreement and is attached as Annexure C.

9. OBLIGATIONS OF THE EMPLOYER

The employer must:-

9.1.

9.2.

9.3.

9.4.

9.5.

create an enabling environment to facilitate effective performance by the
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 to meet the performance objectives and
targets established in this Agreement; and

make available fo the Employee such resources as the Employee may
reasonably require from time to time to assist him to meet the performance
objectives and targets established in this Agreement.. :



10. CONSULTATION

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

a) a direct effect on the performance of any of the employee’s
functions

b) commit the Employee to implement or to give effect to a decision
made by the Employer; and

c) a substantial financial effect on the Employee.

10.2. The Employer agrees to inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in sub-
clause (1) above, as soon as is practicable to enable the Employee to take
any necessary action without delay.

11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2. A performance bonus between 5% and 14% of the all-inclusive annual
remuneration package will be paid to the Employee in recognition of
outsianding performance. in determining the performance bonus the
relevant percentage is based on the overall rating, calculated by using the
applicable assessment-rating calculator; provided as follows:

(a) a score of 130% to 149% is awarded a performance bonus of 5% to
9%; and

(b) a score of 150% and above is awarded a performance bonus of
10% to 14%.

11.3. In the case of unacceptable performance, the Employer—

a. must provide systematic remedial or developmental support to assist
the Employee to improve his performance; and

b. after appropriate performance counselling and having provided the
necessary guidance and support as well as reasonable time for
improvement in performance, and performance does not improve, may
consider steps to terminate the coniract of employment of the Employee
on grounds of unfitness or incapacity to carry out his duties.

14
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12.

DISPUTE RESOLUTION

12.1.

12.2.

12.3.

Any disputes about the nature of the Employee’s Performance Agreement,
whether it relates to key responsibilities, priorities, method of assessment
and/or salary increment in the Agreement, will be mediated by the Mayor
within thirty (30) days of receipt of a formal dispute from the Employee,
whose decision will be final and binding on both parties;

Any disputes about the outcome of the Employee’s performance evaluation,
will be mediated by a member of the municipal council, provided that such
member was not part of the evaluation panel, within thirty (30) days of
receipt of a formal dispute from the Employee, whose decision will be final
and binding on both parties. The decision of the Mediator contemplated in
sub-clause (12.1 above) will be final and binding on both parties;

In the event were the mediation process contemplated above fails, clause
15.4 of the contract of employment shall apply

15
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13. GENERAL

13.1. Nothing in this agreement reduces the obligations, duties or
accountabilities of the Employee in terms of his Contract of Employment,
or the effects of existing or new regulations, circulars, policies, directives
or other instrument;

Thus done and signed at /i)/f(/fég on this A& day
of_/Zarty 2023

MUNICIPAL MANAGER

Thus done and signed at \[ ﬂ\/\]burf} on this QR day
of {%\ml(\ﬂj 2023

EXE"C’U}‘NE MAYOR

As withesses

1. %Wﬂ

\x(______/
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ANNEXURE A

ANNUAL PERFORMANCE PLAN

The Performance Plan sets out:

a} Key Performance Areas that the employee shouid focus on,
performance objectives, key performance indicators and targets
that must be met within a specific timeframe;

b} Core competencies required from employees prescribed in the
Performance Regulations for Municipal Managers and Managers
directly accountable to Municipal Managers, R805 of 2006.

The employee's assessment will be based on his performance in terms of the
outputs/outcomes (performance indicators) identified as per the performance
plan which are linked to the National KPA's, which constitute 80% of the
overall assessment result as per the weightings agreed to between the
employer and employee.

KPA"s covering the main areas of work will account for 80% and CCRs will
account for 20% of the final assessment.
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Core Competency Requirements (CCR’s):

Weighting

Core Managerial Competencies:

Strategic Gapability and Leadership

6.8%

Programme and Project Management

Financial Management

Change Management

Knowledge Management

Service Delivery Inngvation

Problem Solving and Analysis

People Management and Empowerment
Client Orientation and Customer Focus

Communication

6.6%
6.6%

Honesty and Integrity

Team building

Core Occupational Competencies:

Competence in Self-Management (Setting and agreeing on service
delivery standards)

Interpretation of and implementation within the
legisiative an national policy frameworks

Knowledge of developmental local government

Knowledge of Performance Management and
Reporting

Knowledge of global and South African specific
political, social and economic contexts

Competence in policy conceptualisation, analysis and implementation

Knowledge of more than one functional municipal field / discipline

Negotiation and conflict resolution skills {(Mediation and Arbitration)

Skills in governance, public mobilisation and participation

Competence as required by other national fine
sector departiments

Exceptional and dynamic creativity to improve the functioning of the
municipality

Total

20%

/%-Q 18
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Capital Projecis as per B et 2022-2023 form part of performance
reporting

KPA — Basic Service Defivery and Infrastructure Development (Service Delivery and Infrastructure
development)

IDP Objective/ Strategic Objective - Eradicate backlogs in order to improve access to services and
ensure that sustainable operations and maintenance

Reporting and Monitoring via Project management Unit (PMU) Implementation Plan/Progress
reporis from PMU in terms of Actual Performance against the budget, and Monthly budget reports
{Section 71). In addition, progress reports indicating the planned vs actual targets of projects will be
completed by this unit (PMU) and as Performance management systems unit (PMS) we will ensure
to include and also iry and review if submitted timely in terms of our service delivery projects. The
budget which includes our capital projects will be used as a basis and a reporting template in terms
of PMS Reporting will be given to the relevani unit as to ensure reporting alf projects.

The following table provides a breakdown of budgeted capital expenditure

Mu_r1|(_>_|_p_a_l__1_nf_r¢1§t_rug_ture g_rant _ 138,250,000 139,250,000 15326200() - 1_56,211!783 _ 170,339,130
Regionafbulkinfrasiructregrant | 458,3180C0 . 529,118,000 390881000  4B7038000, 508,911,000
Water servicesinfrastrusiure grant 66,068000 66868000 ( 90,600,000 100,000,000: 110,000,000
Own Capital Assets 3,122,000 5,021,000 5,725,000 . 5150217 4,525,870
Total - e 667,556,000 0 740,257,000 | pAB568,000 s T 48,400,000 790,776,000

For 2022/23 an amount of R642 843 000 has been appropriated for the development of Capital
Expenditure which represents 58 per cent of the total revenue. This amount is conditional grants
will be allocated for grant funded projects relating to water and sanitation infrastructure. The
other RS 725 000 is for movable assets and will be funded internally to accommodate purchase
of office furniture, inventory, IT infrastructure and disaster materials. This is Equitable Share
funded.



The projects to be undertaken over the medium-term include:

i MIG CAPITAL PROJECT
Rithousand 2022123 Madium ?t_arrn
Reveriue & Expenditure
Budget Year| Budget | Budget ; Budgst
Function Project Description Project Number Type 2021/22 | Yenr+1 | Year+2 { Year+2
Adjustrrent} 2022123 | 2623724 § 2024125

Parent municipality:

Usigiicaphalprojecis graupadhyFunclion Ao S
TaungtM - - . - iDRRSMDMAural Sanitation . - - |MIGRW2EEE/S15/20 - Now 45,000 . 32,600; - 40,000
Memusa LM 257000 IDR RSM DM Rural Sanitation - o MIGINW2EERE18/21 - T New 2 7,000 .+8,000f . 5,000
Lekwa Teomane LM, - - - DR REM DM Rural Saniation “~~ MIGNWERSRISHER F Nw | 10,000F
Malsci LM I {DRRSM DM Aurel Saniation - “[MiGmwezsaisaee S how 1| -0 10,000 . 5,000} © 10,009
Kagsan&MoIopuLM e DR RSM DM Rural Sanitafion DR S MGINWR2EEISS/23 cE :iNew T b 40,000 130,000 40,000
Naleck [ M - : Stﬂ!laBuR(Sawer&lmemalRﬂ‘acdahunPhasaA : | MIGINW2AS IS 1818 CNew o 25,287 RS R
Lelnva—Teeman_e _' Replecement of Pipslines from PufrpSlauumo UManang&C?msmna Wa!a: Towar MIGINW/2852WI2021 .1 Upgrading | © 11,800 B
Greater Taung -~ - jMocuiung Ruzal Water Sugply - 212 |Not MIG Rogistared .- - . Naw .- Vot lme| 20,288
|ekwa-Teemana - - - UtfwanmanﬁkWatsrReﬂwlaﬂmUpg‘ad& ~:.|NotMIG Registared - 3 -New 9951 | 22000; -
Mamusal.M - * {Upgrading of Schweizer- Renekewmafrraanmammzks e : " |MotMIG Registered -} . - Mew i e ooy 25432
MamusaLM g fonl Bulk Sewer Inh inlpel (Fhasei z&sy Mot MIG Ragistered i Upgrading ; 28362 21573] -
Marnusa LM L Bu.dkwaterAugmemaimnlnlpelq;eng (Phase! 2&3} -~ |Wot MIG Registered "~ | Upgrading - 21,443 45,000
Taung Ext. 4,587 : * :|Regional Bulkwater supply: Taung Extansion 4,587, 77 : e IR0 | Upgrading Vil :
Greater Tauwg N Re;iacemaﬂmfex:shng315mmmPVGwlihanew315mch\;’presechmatDry— | MiGIwzBaIMWE0 | Upgrading ;

Mamusa LM 00T RﬂfurhshmemufsmwsizerRanekeWas:ewalertreatmeanﬁam o S/INW/0884/14/17 | Upgrading [ BT I o
St 'PMULha : i EIR RS i EEEEADIS TSN IR 7492( .. 7.948] - 8B800] 8707
Total MIG Capital 15B,926 | 166,29¢| 174,139
N
0~



WSIG CAPITAL PROJECTS
Rthousand 2622/23 Medium Term Revenue &
Expendijure Framework
Budget
Year Budget Budget Burdge
Function Praject Desctiption Type 2021722 Year +1 Yaar +2 Year +2
Adjusiment | 2622/23 2023/24 2024/2025
Budget
Parentmunicipality:
Listail capital projects grouped by Funclion
Maﬁﬁga_LM : UpgradtngafWatersuppiyloM\gdni i Mew .- _' - 9,008 2,000
Ma.mds.a L.M._'-_' ' ading 0?Walarsr.ppiytu Glaudma. New v 12,600 ":1_,.00_()
Marnusa 5] ¥ Upgradzng afWater suppiyto, Amal=a : : : New : " :
MamusaLM wl _-Z RerumshmentursmwenzerRenekaWastawaaaweazmentPians ' = Uggrad_epg ] : 11_,'gn_q G
Kaglsanu—Molupu Lm' . [Rorat WaterFmgramrr;eQEEDIEOE‘G wSIGFur;dl S New E it iegoo '._:_'11_,'00_0'
Kagisang-Molope LM_ Ruthaleergramme?GZﬁfQOZS ~W8IG Fund - - New _. :1.5.000_ 10,000 ) L
Kag:sano Molnpo [EV . Upgradiﬁé X 13.§BD X -1_5,6GD K -
Kagisano-Molgpo TYRR RwalWa!erProgmmma2020f20’23 WSIGFmdmg Tiakgameng 15 rmew 04 L e ee00
Kagtsano—Molupo LM_ X RuraEWateergrammeZﬂEufzozs WS{G Fundm F’thlesms Phasez . : New » 6522, .
Kagxsana-Molupo LM_ . : . ..o New L ._ 16.(3.130_
Nated LM o O Naiedl RE;JEacemeni of smaﬂhura Sewerplpes g :Upérédgrg 9,000 :
NatediLM - .- ‘[Natedi; RefwﬁshmentumeIFaSewerpumpslaucnan{iREsmg mam Upgtadlng = S q - sogce0
Naledt LM, ; Na!eth Waterw. vall and demand (wcaw mS%eIfaPhase 4 Upgrading =] isece] S
Na!ed}LM' TR I _Naiedl Walersupplyh BruedarspuleaseE : : Upg}%ding ; = 20,000
Na!_t_:.{_iELM:'- S Naledi: Wai .supply upgrading e Dllhakwaﬂeng N I; e . . "13,000 .
Msmliéal__:M . .:: Reiurh\shmmufSchwelzerRenekeWasle waiememmeni?iam :Ljpgradlﬂg 10 : o i e ..20,(300
Grer;xley.Ta!ur;g_!._.M_ R : Remrhwshmamui DtprakengSewer and Pump St : G : SN
Grea.ler.‘.ra_unid M _' : RwaWalerSwp!y Pllscmg Wa:erSmpEy L N I
Gre.a.ler 'i"a;_.lng LM : RwaWaterSuppIy Leuhapnng &Gasahusmw..aterSLppiy 53.363 ) 3,000 N y
Lekwa Tju.ér.nane_uv.i - Replacemem quCpipesmChrlsnans& UMnang&GaEuksmrd Ext1 - PRERE . 7,476_ .'12,!300_ R .
Lekwa Teemana L " {water conservation and demandmanagem t(WCDM) Bloamhof & Sunumelang Phase_z_ . - ‘soon] . .7.000
LekwaToemanaLtd .- -, |Replacementof AC pines In Bloemhol aad Bolumeiong - . L Sd 000 33,000
Lek_w..a’{'eér_n.éns.LM . Refurnishmert of Hoopstad rnaq_SawarPumpslallon o 6,000 R
Tolal WSIG Capital expenditure 66,868 90,000 | 100,000 | 110,000




REIG CAPFITAL PRCJECTS

- 2022123 Medium Tam Revaris &
Budgat | e | padeet
Funclion Project Destriplian Type ZET& 'n'as; 'n'e:rgiz B“i’d‘;:;:'a
- w3 | w20ma
adjuatmant
Farent mmoppaiy:
Lisi gl capitatprojacts grouped by Funiction e L
(orwates TaurgLM . | Bl Water Supply Upgracin Toung Phasa 20: Fany Watss Pipsine Naw | 2,000
Groater TaurgLM - *'{Bulk Waler Supgly Upgrading Teurg Phasa 20 New Tinatinen Wor “Naw | 43000
Greales TangLh | Bubk Walter Supply Upgracting Teugs s 2E-1: : X, "Naw |
voatos Tagld - . | Bulkwaleesuorly pgedivg Tawe:Phass 25 fisiruction Soulh ; Naw
ok TaungLM - |Bubiwelse supcly oo sing Taung: Phase 2F - Bulk distibucian : | “Naw
Grsales Targl M - {Bukwatey suspyupracing T Phaso 2F- G iortot Dryharts Naw
Gronk TngLM Pk el gy pcarding Tauing: Phased ©- /010 CNaw |
tamusal - "k sy rom Biostrholio Schweizet Renete: Pemp el a RIS i
fatnusalh -0 Rk o Bioserhod o Schweizer Rensher Gravy pipe Bne for ok ! taw
Mamusalh -0 Bubw  Selweizer Rena: Purp Mol ol Haw
hamusalld 2050 1Bk Szt Rees: Purnp Ma fom Oligverdordos Resonioi i Vialiop Resservoir - Ekociical © ©-. Daw
Mamusalhl ’ hofto Sciei &mmnp_mmfmmmmmmldvﬂmm-mm o How
pamusal M ;0 T L  Schwaizas Raneie: slotmge faciliosi dopt Renetta 101 i
Letows Toomang Lhg - |Buiklinga e 1 2miday WIWEGHE © 220 ) 3 RRE New
Lwa TasmanalL b - [Builfisg of now s2mitey VPV, Eleiical Naw
Leswa TearmanalM - jBikdk _.;_ Ty WTW: Mechesicel - - Chan :Nevé_
LavaToomanalhi .. [Laown Teormane: Uppading of Chiistiann Wales TrealmenlWors - ~..° -Naw
Lokova TaommraLif .- [t sem Teomane: Bk Weler Servicos Bloamtol Ed 11 572 7 How
fsanohokopoL M, Kagisans Weler onz Bogn Clusle Haw | -
MokpoL bt " - |Kagrsanobokpo:Buk Weler Thpers; Chsles - 33851( - | 20,038 p
BanaMokpolM - |Kagisanoh thpading saryese Cuger 1 - 35,000 |- ~80.000 15000
Mobpolld - -l Mowapo: tipgading Bubcwale: 1o Tsaoge Cluster 150001 - 30,800 Fo50
ol b | Kagisano ok valo o Tldgeneng Chuden 20,000 | 75,000 35,000
jsanabokopoL M. | Kagiseno Mologo: Uporadieg Bulcwales 1o borgkemrg Cluder . © ; 20800 20600 80000
Mokopoi M . [iegisann Mol Ungreding Bk alr 1o Bray & Tosta Cuder Now 20.000( ; @reen 51
. t - RO CVERARPROVERREIG - L : L
- Momseguaiiadwsupy o L]
ytigicet bulb s sippy homepis T 20,000
Tolat REIG Capital expenditure 520,120 3005681 | 482,038 608,951
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ANNEXURE C:

PERSONAL DEVELOPMENT PLAN (PDP)

Entered into by and between

THE DR RUTH SEGOMOTSI MOMPATI
DISTRICT MUNICIPALITY AS
REPRESENTED BY THE EXECUTIVE
MAYOR

(duly authorised by Council)
Cllr. M.Maje
[“theEmployer’]

and

Mr Itumeleng Ronald Jonas

[“the
Employee”]

M’4‘ 35

ko



Explanatory Notes to the Personal Development Plan

1. Introduction

1.1.

1.2.

The Municipality is committed to —

a) the continuous training and development of its employees to achieve its

b)

vision, mission and strategic objectives and empower employees; and

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

The Municipality follows an integrated approach to Human Resource
Development, that is:

a)

b)

Human resource development forms an integral part of human resource
planning and management;

In order for a municipality’s training and development strategy and plans to
be successful they will 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.

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 also identified
during the performance management and appraisal process.

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

2. Competence Modeling

2.1.

2.2.
2.2.1.

2.2.2.

Competence is a future-oriented ideal that the employees require in achieving
the institution’s strategic objectives. The institution is in effect giving a depiction
of the desired or required knowledge, skills and atiributes for an individual in a
specific position. For competence to be useful, the associated competence
shouid be greater than the observed performance as it will allow the individual
growth towards this ,ideal”,

The dept. of CoGta has decided on:
A managerial competency framework as an expression of reguired
managerial competencies; and

Occupational competency profiles as expression of occupation / post
competency requirements.
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3.

3.1.

3.2.

3.3.

Compiling the Personal Development Plan attached as the Appendix.

The aim of the compilation of Personal Development Plans {PDPs) is to
identify, 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 2.2.1 and 2.2.2
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 Personal Development Plan should be compiled 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:

o Organisational needs, which include the following:

¢ Strategic development priorities and competency
requirements, in line with the municipality’s strategic
objectives.

¢ The competency requiremenis of individual jobs. The
relevant job requirements (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.

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

o Individual training needs that are job / career related.

- b) Next, the 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 should be prioritized for purposes
of accommodating critical / strategic training and development needs in the
HR Pian, Personal Development Plans and the Workplace Skills Plan.

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

d) An appropriate intervention should be identified to address training
needs / skills gaps and the outcome 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

Ay h



3.4.

3.5.

f)

h)

registered on the National Qualifications Framework (South African
Qualifications Authority), which could enable the trainee to obtain
recognition fowards a qualification for training undertaken.

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 {o
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 also 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 returh on investment (not just a nice to have sKkill 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 with regard to 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 compile
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 Govemment 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 alsc be secured in terms of the
provisions of the Skills Development Levies Act from the LGSETA if:

a)
b)
c)

A Skills Development Facilitator has been appoeinted;
The Workplace Skills Plan has been submitted.
A submission, including a Business Plan is submitied for additional grants
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ANNEXURE D - ROLES AND RESPONSIBILITIES OF THE ACCOUNTING OFFICER

{1) As head of administration the municipal manager of a municipality is, subject to the policy directions of the
municipal council, responsible and accountable {_or— (a) the formation and development of an economical
effective, efficient and accountable administmtion- (i) equipped to carry out the task of implementing the
municipality's 45 integrated development plan in accordmce with Chapter 5. (ii) operating in accordance with the
municipality's performance n~anagement system in accordtince with Chapter 6; Jnd (i) responsive to the needs
of the local community to participate in the affairs of thé municipality; 50 {b) the management ot’ the municipality’'s
administration in accordance with this Act and other legisiation applicable to the municipality: (c) the
implementation of the municipality’s integrated developmeni plan, and the monitoring of progress with
implementation of the plan: 58 No. 21776 GOVERNMENT GAZEITE. 20 Act No. 32, 2000 LOCAL
GOVERNMENT: MUNICIPAL SYSTEMS ACT. 2000 (d) the management of the provision of services to the local
community in a sustainable and equitable manner; (g} the appointment of slaff other than those referred to in
section 56(cz), subject to the Employment Equity Act, 1998 (Act No. 55 of 1988); {j the management, etfective
utilisation and training of staff 5 (g) the maintenance of discipline of staff (h} the promotion of sound labour relations
and compliance by the municipality with applicable labour legislation; (i) advising the political structures and
political office bearers of the municipality; 10 (j) managing communications between the municipality’s
administration and its political structures and political ofiice bearers: (K} carrying out the decisions of the political
structures and political office bearers of the municipality; (/) the administration and implementation of the
muricipality's by-laws and 15 other legislation; {(m) the exercise of' any powers and the performance of any duties
delegated by the municipal council, or sub-delegated by other delegating authorities of the municipality, to the
municipal manager in terms of section 59: (n) facilitating participation by the local community in the affairs of the
20 munigipality; {o) developing and maintaining a system whereby community satisfaction with municipal services
is assessed; (P) the implementation of national and provincial legislation applicabie to the municipality; and 25 (g}
the performance of any other function that may be assigned by the municipal council. (2) As accounting officer of
the municipality the municipal manager is respensible and accountable for— (a) all income and expenditure of the
municipality; 30 (h) all assets and the discharge of all liabilities of the municipality; and {c) proper and diligent
compliance with applicable municipal finance management legislation.
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