4 WITZENBERG

Municipaiity » Munidipaliteit = UMasipala Wase

xc ‘\U?}ﬂgﬁrﬁﬂ‘é}" e j Aﬁ%@ﬁ‘f—rj ﬁﬁ;«ﬁ&- :3.‘ .

¢ "f’ ‘ 5T7FNU;EQP \ “‘i .
7

el 17 DEC 2008 j }

AN < i . .
\jgu; o ‘3513” Wlizenberg Municipaility

B

Between

WITZENBERG MUNICIPALITY
("The Council”)

Herein represented by the Municipal Manager,
Mr D Nasson,

And

Mr M Mpeluza

("The Director: Corporate Services™)

Financial Year
2009/2010




Wilzenberg Municipality

TABLE OF CONTENTS
Description Page
I Recordal 3
2. Performance Management Model 4
3. Duration . 4
4, Performance Management System 5
5. Performance Objeclives ‘ 6
6. Review of Performance ~ | 7
7. Assessment Process 7
8. The Assessment Panel i0
Q. Developmental Requirements 10
10.  Obligations of Employer 11
11.  Consultation 11
12. Managing Assessment Outcomes 12
13. Dispute Resolution . 12
14.  Alignment with Perfformance Management Regulations 13
15.  Provisions of the Employment Agreement 13
ANNEXURES
Appendix A: Part I: Functional KPA Objecfives A-1
Part II: Core Compefency Requirernents (CCRs)
Appendix B: Personal Development Plan (PDP) B-1

Performance Agreement: Mr Monwabisi Mpeluza — Direclor Corporate Services (2009/10)




Witzenberg Municipality 3

1. RECORDAL

1.1.  The Municipal Manager and the Director (“the parties”) have entered
into an Employment Contract (“the Employment Agreement™).

1.2.  The Employment Contract {read together with section 57 of the Local
Government: Municipal Systems Act, 32 of 2000 (“the Systems Act™)).
provides for the parties o conclude a Performance Agreement within
90 days affer appointment and affer that by no later than 31 July of
each year for the duration of the Employment Contract. Should the
conclusion of the Performance Agreements not be completed by this
date due to unforeseen circumstances, the parties may extend this
cate by mutual agreement.

1.3. The parlies have taken info consideration the provisions of Chapter 6 of
the Systems Act (sections 38 to 49) which deadl with performance
management, the Llocal Govemment: Municipal Planning and
Performance Management Regulations, 2001  (published in
Government Gazette No, 22602 of 24 August 2001, and the Locai
Government: Municipal Performance Management Reguiations for
Municipal Managers, 2006 (published in Government Gazette No 29089
of 1 August 20006).

1.4. The purpose of the Performance Agreement is to:

1.4.1. comply with the provisions of Section 57(1)(b), (4A), B)and(®) of
the Act as well as the employment confract entered into
between the partles;

1.4.2. specify objectives and tfargets 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;

1.4.3. specify accountabiliies as set out in a performance plan, which
forms an annexure to the performance agreement;

1.4.4, monitor and measure performance against set targeted outputfs;

1.4.5. use the performance agreement as the basis for assessing
whether the employee has met the performance expectafions
applicable o his or her job:

1.4.6. in the event of oulstanding performance, fo approprately
reward the employee; and

1.4.7. give effect to the employer's commitment to a performance-
ortlentated relationship with its employee in aftaining equitable
and improved service delivery.

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10)
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1.5. The parties wish to record the terms of the Performance Agreement as
they hereby do.

2.  PERFORMANCE MANAGEMENT FRAMEWORK

2.1. HWisrecorded that -

2.1.1 The performance management framework utilized by the parties
is a measurement fool for assessing an individual senior
manager’s contribution fo his employer. 1t is the maost significant
component in the determinaiion of the managet’s performance
bonus.

2.1.2 The basis for the measurernent will be derived by the Executive
Mayor from the strategic prlorities of Council, as depicted in ifs
integrated Development Plan (IDP), Service Delivery and Budget
Implementation Plan (SDBIP) and any oufcomes of sirategic
planning sessions of Council and the senior management fearm,

29  Annexed hereto marked “A” is the Performance Scorecard ("Plan™) as
agreed by the parties. It identifies the strategic aims, objectives, how
he achievement of these objectives is to be measured, the proposed
performance targets in respect of each objective, and the weighting,
on a percenfage basis, given fo each strategic aim and/for objective.
The Performance Scorecard may consists of two key components:

23 2371 Annexure A: Part 1: Funclional Objectives in terms of the five
national municipal Key Performance Areas (80% weighting) and
Annexure A: Part 11; Core Competency Requirements which identify
certaln generic managerial competencies (20%).

2.3.2 Annexure B: Personal Development Plan if required.

3. DURATION

3.1. The Performance Agreement must be enfered into for each financial
year of the municipality, or part thereof,

3.2. The Performance Agreement will be deemed 1o have commenced on
1 October 2009 (“the commencement date”) and shall govern the
performance of the Director in the period from the commencement
date until 30 June 2010.

3.3, Notwithstanding the provisions of clause 3.1, the parties  shali
nevertheless remain bound by the provisions of this Performance
Agreement until the employee has been paid his perfomance bonus
in terms of clause 6 if allowed within the law and/or agreement.

Performance Agreement: Mr Monwabisi Mpeluza - Birector Corporate Services (2009/10) Z T




Witzenberg Municipality 5

3.4.

3.5.

3.6,

The Director must be employed for at least four months of this
evaluation period in order fo be considered for the payment of a pro
rata performance bonus in terms of this agreement.

The agreement will terminate on the termination of the employee's
coniract of ernployment.

¥ at any fime during the validity of the agreement the woik
environment alters to the extent that the contents of the agreement
are no longer appropriate, the contents may be revised by mufuadl
agreement between the parties.

4. PERFORMANCE MANAGEMENT SYSTEM

4.3

42

4.3

4.4

4.5

4.6

The employee agrees to participate in the performance management
framework or system that the employer adopts or infroduces for the
municipality.

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

The employer will consult the employee about the specific
performance standards that will be included in the performance
ranagement system as applicable to the employee.

The employee undertakes fo actively focus towards the promotion and
implementation of the Key Performance Areas (KPAs) (including
special projects relevant fo the employee's responsibilities) within the
local govermnment frarmework.

The ciriteria upon which the performance of the employee must be
assessed consist of two components, both of which must be contained
in the performance agreement. The employee must be assessed
against both components, with a weighting of 80: 20 allocated fo the
Key Performance Areas (KPAs) and the Core Competency
Requirements (CCRs), respectively. Each ared of assessment will be
welghted and will contribute a specific part to the totdl score. KPAs
covering the main areas of work wil account for 80% and CCRs will
account for 20% of the final assessment.

The employee's assessment will be based on his or her performance in
terms of the outputs/outcomes (performance indicators) identifted as
per the performance plan which are linked fo the KPAs, which

Pariormance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10)
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5. PERFORMANCE OBJECTIVES

5.1 The performance plan sets out:
(@) The performance objectives and targets thal must be met by the
employee; and
(b) The time frames within which those performance objectives and
targets must be met.

52 The performance objectives and targets reflected in the performance
plan are set by the employer in consultation with the employee and
based on the Integrated Development Plan, Service Delivery and
Budget Implementafion Plan (SDBIP) and the Budget of the
municipality, and shall include key objectives; key performance
indicators; target dates and weightings.

53 The key objectives describe the main tasks that need fo be done. The
key performance indicafors provide the details of the evidence that
must be provided to show fhat a key objective has been achieved.
The target dates describe the timeframe in which the work must be
achieved. The weightings show the relative imporfance of the key
objectives fo each other.

54 The employee's performance will, in addition, be measured in terms of -
contributions to the goals and sfrategles set ouf in the employer's
Integrated Development Plan.

55 The objectives set for the employee will be spread amongst the Key
Performance Areas referred o in 45 to form 80% of the overall
assessment. The content and weighting of these various objectives and
the respective KPAs, as agreed between the employer and the
employee, is documented in Appendix A. The 5 broad national KPA
categories are:

5.5.1 Basic Service Delivery

55.2 Municipal Instifutional Development and Transformation
55.3 Local Economic Development (LED)

55.4 Municipal Financial Viability and Management

555 Good Governance and Public Parficipation

56 The remaining 20% of the overall assessment will be comprised of the
competencies of the Core Compefency Requirements stipulated in
section 26(8) of Regulation R805, Local Government: Municlpal
Performance Management Regulations for Municipal Managers, 2006
(published in Govemment Gazetfe No 29089 of 1 Augwst 2006, as
agreed belween the employer and employee and documented in
Appendix A, Part 11,

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10) \\{%\&
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6. REVIEW OF PERFORMANCE

6.1

6.2

6.3

64

6.5

6.6

7.1

The Municipal Manager must initiate guarterly review and feedback
sessions with the Municipal Manager during which progress on the
objectives arficulated in Appendix A will be reviewed and any
potential obstacles to performance will be identified and corrective
action agreed upon.

The performance of the employee in relation o his or her performance
agreement must be reviewed on the following dates with the
understanding that reviews in the third quarter may be verbal if
performance is safisfactory:

Quatter Period Review Date
st quarter July - September N/A

2nd quarter | October - December January 2010
3d quarter January — March Aprl 2010

4th guanter Apiil - June July 2010

The outcomes of the review session shall be documented and
distributed to the employee after conclusion of the review session, This
performance feedback must be pased on the employer's cssessment
of the employee's performance, based on the objectives agreed upon
and documented in Appendix A,

The employer must keep a record of the reviews and onnud
assessment meetings according to the regulafions.

If the need arises during performance reviews 10 adaopt performance
indicators, objectives or targets due to unforeseen circurmstances and/
or operationdl requirements, then such changes will be by mutual
agreement and will be reduced to wiiting in an appendix to fhis
agreement within seven (7) days of such an agreerment.

The ermployer may amend the provisions of the performance plan
whenever the performance rnanagement  system s adopted,
implemented and/or amended as the case may be on agreement
between both parties.

ASSESSMENT PROCESS

As soon as possible after the conclusion of the financial year, but in any
event by no later than 37 July 2009, or by such later date as may be
agreed by the parties in wiiting. the Municipal Manager shalt assess the

Performance Agreement: Mr Monwabi wpeluza - Director Corporate Services (2009/10)
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7.2

7.3

7.4

7.5

7.6

performance and determine the score of the Director in accordance
with the assessment framework as set out in clause 2.1-2.2 above.

The performance assessment will fake place solely on the basis of the
Perforrnance Scorecard as described in 2.2 above.

The performance plan setfs out —

7.3.1 The standards and procedures for evaluating the employee’s
performance; and

7.3.2 The infervals 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 af any
stage while the employment contract remains in force.

Personal growth and development needs identified dudng any
performance review discussion must be documented in a personal
development plan as well as the actions agreed o and
implementation must take place within set time frames if so preferred,

The annual performance appraisal must involve:

7.6.1 Assessment of the achievement of resulis as outlined in the
performance plan:

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

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

7.6.1.3  The applicable assessment rating calculator must then
be used o add the scores and calculate a final KPA

score,

7.6.2 Assessment of the CCRs:

762.1 Each CCR should be assessed according fo the extent
to which the specified standards have been mef,

7622 An indicative rating on the five-point scale should be
provided for each CCR.

Performance Agreement: Mr Monwabisi Mpeluza - Direcfor Corporate Services (2009/10)
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7.7

7.8

7623 This rating should be multiplied by the weighting given
o each CCR during the contracting process, to provide
a score.

7.6.2.4 The applicable assessment-rating calculator must then
be used to add the scores and calculate a final CCR
score,

The overall rating is calculated by using the applicable assessment-
rating calculator, Such overdll rating represents the outcome of the
performance appraisal.

The assessment of the performance of the employee wil be based on
the following rating scale for KPA's and CCR's:

Raling | lLevei Cescriplion :]

5

Culstanding ¥ Performance far exceeds the siandard expected of an
Performance errployee at this level.
> The appraisal indicates that the Employee has achieved '
_-ubove fully effective results against all performance criferic
and indicators as specified in the PA and Performance plan
and maintained this in alf areas of responsibility throughout
the year.

Performed ¥ Performance s significantly higher than the standard
significanily expected in the job.

above » The appraisal indicates that the Employee has achieved
expecialions above fully effective resuits against more than half of the
performance criteria and indicafors and fully achieved all
others throughout the year.

Fully effeciive > Performance fully meeis the standards expected in all areas
of the job.

» The appraisal indicates that the Employee has fully
achieved effective results against alt significant
performance criteria and indicators as specified in the PA
and Perfomance Plan

Performance % Performance is below the standard required for the JobIn

not fully key areas.

effective » 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 crtera and indicatars as speclfied in
the PA and Performance Plan

L

Unacceptable > Performance does not meet the stondard expected for the

performance job.

> The review/ assessment indicate that the employee has
achieved betow fully effective results against alrnost ali of
the performance criteria and Indicators as speclfied In the
PA and Performance Plan.

» The employee has failed o demonstrate fhe commitrment
or abllity i biing performance up 1o the level expectedin
the job desplte management efforts to encourage
imprcvement.

Performance Agreement: Mr Monwabisi &*peluza - Director Corporate Services (2009/10)
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7.9

7.10

7.1

The oulcome of the perfermance assessment will be documented in a
review report and the Municipal Manager will provide feedback 1o the
Director within 10 working days after the assessment.

The Director shall be given the opportunity o respond to the report in
writing within 10 working days after receipt of the report.

Should the Municipal Manager cease to hold this office during the
assessment period, the parties hereby agree that an interim assessment
will fake place at least 5 working days prior to the Municlpal Manager
leaving this position. The parties hereby agree further thai this
assessment will canry a pro-rata weight in the annud assessment of the
Municipal Manager, and that this specific provision will only be
negated with the explicit consent of both parties,

8. THE ASSESSMENT PANEL

8.1

82

For purposes of evaluating the annual performance of the Director, an
evaluation panel constituted of the following persons must be
established -

Executive Mayor:
2 Chdirperson of the performance audit commiltee or the audit
committee in the absence of a performance audit commitee;
8.1.3 Member of the Mayoral Commitiee;
8.1.4 Mayor and/or Municipal Manager from another municipdlity:
815 Member of a ward committee as nominated by the Executive
Mayor; and
8.1.6 A Performance Management specialist appointed by the
Municipal Manager o assist with the process.

The manager responsible for human resources of the municipality must
provide secretariat services fo the assessment panel.

9. DEVELOPMENTAL REQUIREMENTS

@.1

Q.2

A personal development plan (PDP) for addressing developmental
gaps may form part of the performance agreement.

Any developmental gaps, initiatives and/ or remediat actions identified
at any time during the duration of this agreement, ncluding during
performance review sessions, may be documented on the PDP which
may be attached as "Annexure B” hereto.

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10)
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10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer must

10.1.1

10.1.2

10.1.3

10.14

10.1.5

create an enabling environment to facilitate effective
performance by the employee;

provide access fo skills development and capaciy building
opportunities;

work collaboratively with the employee to solve problems and
generate solutions to common problems that may impact on
the performance of the employec;

on the request of the employee delegate such powers
reasonably required by the employee fo enable him or her o
meet the performance objectives and fargets established in
terms of the agreement; and

make avaiable fo the employee such resources as the
employee may reasonably require from fime to time assisting
him or she fo meet the performance objectives and taigets
established in terrns of the agreement.

11. CONSULTATION

11.1 The Employer agrees fo 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 fo implement or io give effect 1o a

decision made by the employer; and

c. a substantial financial effect on the employer.

11.2 The employer agrees o inform the employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
11.1 above as soon as is practicable to enable the employee fo take
any necessary action without delay.

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10)
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12. MANAGING OF ASSESSMENT OUTCOMES

12.1 Rewarding Performanae

12.1.1  The evaluation of the employee's performance will form the
basis for rewarding outstanding performance or correcting
unaccepiable performance.

12.1.2 A performance bonus ranging from 5% fo 14% of the ali-
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 overal rating, calculated by using fhe
assessment-rating  calcutator  on  the  following  basis
(Assessrnent score included as an example only):

Assessment Score Percentage (%) Bonus %
130 65.0 5
135 67.5 6
140 70.0 7
145 725 8
149 74.5 9
150 750 10
154 770 11
158 72.0 12
162 81.0 13
166 83.0 14

12.2 Handling Poor Performance.
12.2.1 in the case of unaccepiable performance, the employer shall

(a)Provide systematic remedial or developmentad support o
assist the employee to improve his or her performance; and

) after appropriate performance counselling and guidance
and/or support and reasonable time for improvement in
performance, the performance does not improve, the
employer may consider steps to terminate the employment
of the employee on grounds of incapacity fo carry out his or
her duties. '

1222  Where the Municipal Manager is, at any fime during the
Director’'s employment, not safisfied with the Director’s
performance with respect fo any matter dealt with in this
Agreement, the Municipal Manager will define the nature of
the performance problem and give notice to the Munidpal
Manager to attend a meeting fo discuss the performance.

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services (2009/10) @
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12.2.3  During this meeting, the areas of concemn will be ponted ouf
by the Municipal Manager and agreement will be reached
on the remedies to be taken to address the noted areas of
concern.

1224  Over and above the ad hoc discussions provided forin 12.2.2
above, the Review Process set out in clause 6 will be ufilised fo
identify and address any performance problems noted.

12.2.5 I at any stage thereatier the Municipal Manager hdds the
view that the performance of the Director is not safisfactory,
the Municipality will, subject 1o compliance with applicable
labour legislation, be entitled by nofice in writing to ferminate
ihe Director's employment in accordance with  the
employment contr..21 of the Director.

13. DISPUTE RESOLUTION

14.

13.1

13.2

13.3

Any disputes about the nafure and content of the employee’s
performance agresment, must be mediated by the Executive Mayor
within thirty (30) days of receipt of a formal dispute from the employee:
whose decision shall be final and binding on boih parties.

Any disputes about the outcome of the employee's performance
evaluation, must be mediated by a member of the municpal Council,
provided that such member was not part of the evaludtion panel
provided for In sub-regulation 27(4)e), within thirty (30) days of receipt
of a formal dispute from the employee: whose decision shall be final
and binding on both parties.

The provisions of this clause shall not derogafe whafsoever from the
rights of the Councll in terms of the Ernployment Confract.

ALIGNMENT WITH MUNICIPAL PERFORMANCE
MANAGEMENT REGULATIONS

14.1

14.2

The parties agree that the abovementioned regulations were used as a
guideline in drafling this agreement, and at the time of conclusion of
this agreement certain aspects prescribed in the regulations require
further clarification from the MEC for Local Government and/ or the
National Department of Local Govermnment or court precedent.

in the absence of clarty on the interprefation of any prescriptions of
this agreement, the parfies agree that any deviations from the
agreement in this regard will be by mutual consent and with the
approval of the municipal Councll or a delegated authority of Council.

Performance Agreement: Mr Monwahisi Mpaluza - Director Corporate Services (2009/10)
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15. PROVISIONS OF THE EMELOYMENT CONTRACT

The provisions of the Employment Confract mutatis mutandis apply 1o this
Perforrmance Agreement as if specifically incorporated herein.

Signed at Ceres on this the NS day of ........ B 2009.

AS WITNESSES:

0 be/W@J’\,c\J(/

Signed at Ceres on this the . 5/ ..... day of ﬂmﬂé ............... 2009.
AS WITNESE:
i \ il

Y,
o AUt

25—

Mp(asson
nicipri Manager

Performance Agreement: Mr Monwabisi Mpeluza - Director Corporate Services {(2009/10)




Direcior: Corporate Services - M Mpeluza A-1

Appendix A: Performanrce Scoreccird WITZENBERG
(1 October 2009 — 30 June 2010) B

Directorate: Corporate Services Director: Mr M Mpeluza

VAT

KPA 1: Basic S

KPA 2: Municipai Insiitutional Development & Transformation 20
KPA 3: Local Economic Deveiopment i4
KPA 4: Municipal Financial Viability & Management 10
KPA 5: Good Governance & Pubiic Participation _ ) _ 12

E EQUIREMERNT: 2

CCR 1: Strategic Capability & Leadership 20
CCR 2: Financial Management 20
CCR 3: People Management & Empowerment 20
CCR 4: Client Orientation & Customer Focus 20
CCR 5: Performance Management & Reporiing 20
TOTAL 100

*Scores will be factored and converted to DPLG Guidelines using the Scoring Caleulator

. o3 consulionts co
atlon davelopment services

ODS Consultants cc @
Witzenberg Municipality (1 October 2009 - 30 June 2010)




Director: Corporate Services — M Mpeluza

Part A: Nationai Key Performance Areds

1.1
Administration

administrative
support service
To ensure
effactive [T
mcnagement

o Iojaoswﬂ 9“
cheque, cash &
postat orders to
Fin Serv, dally

< Prepare monthly
report on overdue
actlons

w»Recelpt, scan &
filing of taxes daily

& Aftend 1o
cornpiaints

< Control server
down fime

< Repiace
computers in
terrns of program

<« Qversight over

.._u___jo ao:m 2_33 24

sevice provider

hours
< Attend to complaints
within 7 calender days
+Server to be restored
with 48 hours
+Replace 15 computers
by 31 Mareh

Filing Q03m 5._33 24
hours

Attend to complaints
within 7 calender
days

Server to ba restored
with 48 hours
Replace 15
computers by 28 mm_u
ruary

m__:._m done within mn_
hours

Attend to complaints
whthin 7 calender
days

Server to be restored
with 48 hours
Repiace 15
computers by 31
January

ODS Consultants cc ©

Witzenberg Municipdlity (1 October 2009 - 30 June 2010}
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: : . n RuliyEdtective ) i

T provide < Aftend counci! % Disciplinary action 3+ Disciplinary action

pelitical guldance rmeetings agains Counclilors ageins Counclliors ageins Counciliors

andd monifering < Attend within 21 calender within 21 colender within 21 calender
commitiee days doys days
meetings

+ Postponement of
agenda items for
reasons other
than due to
requests for add
info

< Consldaning of
disciplinary acticn
ageinst
Counclliors In
terms of Code of
Conduct, on
racelpt of written
request

+ Attend Public
Participation
meetings

<« Convening of
ordinary Councll
meetings

+Convene ordinary
committee
rmeetfings ito sect
80

< Convene
meetlings with
COW's

).

e

1.2 Council

ODS Consultants cc ©
Witzenberg Municipdlity (1 October 2009 - 30 June 2010) L/
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1.3 Executive To provide +To ensure that

strateglc support agendas and days of resolutions days of resclutions days of resolutions

To provide minutes are taken taken taken

secretaraf processed and % Dept repott within 7 <+ Deptreportwithin7 | < Dept report within 7

senvices distributed within days after month end days affer month days affer month
Hme-frame end and

+To aftend all
meetings where
expected

+To convena
management
meetings within
directorate

<« Complle dept
review for annual
report

“+Publish dates of
meetings In
newspapers and
display in libraries

=+ Distribute minutes
to allline
managers

«Compile monthly
dept report

ODS Consultants cc @ )
Witzenberg Municipality (1 October 2009 - 30 June 2010) Ly
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14 .!o%m::m

Te promote <+ Compile Info

& Communi- Witzenberg as a newsletter, countrles for < Submit Vuna Submit Vuna

cation safe, friendly, performance Internatfionai relations application by 31 appilcation by 31
hyglenic, efficlent newsletter, 2 Imbizo’s by 30 June December December
& effective intemal newsletter | < Submit Vuna < 4 Engagements by 4 Engagements by
municipal ared s»Host or application by 31 30 June 30 June
To develop and participate In December < Marketing strategy to Marketing strategy to
Implernent orov Imbizo's +4 Engagements by 30 be approved by 31 be implemented by
marketing “+Submit Vuna June Cecember 31 December
strategy award < Marketing strategy to < Five comp bulldings Five corp buildings
To provide application be developed by 31 pranded branded
accurate and < To hoot or December < Banners, posters & bill Banners, posters & bl
timely information underake visits < Flve comp bulldings boards to be ready boards to be ready
and news about for International branded by 28 February by 31 January
the Mun to tha refatlons L Banners, posters & bl
community “+Develop bodards to be ready by
Te develop marketing 31 March
Internal newsletter strategy
on a monthly basis | < Branding of
To provide comporate
accurate and buildings
relevant <+ Procure
Information to marketing &
other spheres of oromaotional
Govemment material

ODS Consultants cc © )

Witzenberg Municipality (1 October 2009 - 30 June 2010)




Director: Corporate Services - M Mpeluza

1.5 Tourism

To ensure tourlsm
development in
order to create
aconomical
growth

<+ Asslstance to & by
W/berg tourlsm
board

< attend meetings

< Parficipate in
brand awareness

axpo

< On reguiar basls

.,
o

On regular basls

15H

.
D

On regular basls

10

¥ th, i iy el 2
2.1 Property To perform “implementation +implement phase 7 & Implement phase 1 &
services: contact of phase 1 & 2 of 2 by 31 March 2y 31 January 2 by 31 December
Administration | management on Land Audit < Develop reglsterby 31 | 4 Develop register by < Develop register by
& Maintenance | Municipal < Developrnent of December 15 December 30 November
Investment a lnvestment < Develop model by 31 4+ Develop model by 15 | 4 Develop model by 30
properties and property register December December November
PPE bulldings +Develop rmodel < Design fo be < Design approved by | < Contractor
To maintain & for intemal completed by 31 Council by 30 appointad by 31
upgrade Mun charges QOctober November January
bulldings regarding offlce % System Implemented % Systen Implemented | < System Implemented
accemmodation by 31 March by 28 February oy 31 January
“» Re-design + Attend to compiaints % Affend to complaints | < Affend to complaints
runicipal offices or requests within 7 or requests within 7 or reguests within 7
< Impiement a calender days calender days calender days
contract
management
system
& Aftend to
compiaints or
requests
QDS Consultants cc ©
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Director: Corperate Services - M Mpeluza

[22

Development
and Retentlon
of Scarce and
Specialist Skills

To Identlfy scarce
and specici skills
and to devise
strategies to retain
thern

<+ Survey of
organisational
climate

< Compile
database of
scarce and
speclal skills

sw+Research
mechanlsms to
attract and retaln
skills identitied

« Draft Staff
Retention Polley
vrotkshopped
with role-niay=rs

< Subrmit fingt Araft
for gpproval

< Database complied

« Extenstve research and
consuftation
completed

4 Draft Policy presented
to Directeors

"

% input and support of

LLF secured through
policy workshop

< Policy adcpted by
Councll by 30 June
2009 with af leost
three innovative
Initiatives

OD$ Consultants cc ©
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Director; Corporate Services - M Mpeluza

2.3 Human | To racrult and <+ Develop HR +HR operationat plante | < HR operatfional plan HR operatlonal plan
Resources perform selectior operctional plan be approved by 31 to be approved by to be approved by 7
of new < Review Cctober 15 Octeber October
appointmentsin organogram «Recruitment & section | 4 Recruitment & Recrultment &
tems of approved | < Complle & submit policy by 31Ccteber sectlon policy by 15 sacton policy by 7
EE plan EE plan report to +HR pelicies fc Councll October Ccteber
To provide Dept Labour by 31 October HR policles to HR policles to
accurate and *Complle < Skills audit by 28 Council by 31 Council by 31
fimely employee recrulfment & February October Qctober
benefit infe for the section policy -+ Skllis Plan to LG Seta by Skills audit by 18 Skllls audit by 31
employee to < Appolntment ito 30 June February January
make informed EE Plan 445 Employees trained Skills Plan to L& Seta Skitis Plan to LG Seta
decisiens 2 Appoint Ito Werk Skills Plan by 31 May oy 30 Aprif
To deliver support employee within < ABET fralning to 70 100 Ermnployess 187 Employees
In terms of Health 60 calender days employees by 31 trained ito Work Skills trained ito Work Skiils
and Safety issues of request December Plan Plan
To provide training | <+Complle & submit | < Learnership - 22 ABET training to 70 ABET training to 70
In terms of the skills HR palicles to < Wellness policy ermployees by 30 employees by 31
. develepment Council ceveloped by 31 November Qctober
| plan wConduct HR October Learner ship - 50 @ leungrship - 88
To wdminister the Stuctional Wellness pollcy < Wellness policy
labour relation analysls developed by 15 developed by 7
aspects of the % Perform induction October October
Mun sessions
<« Capture &
monitor
approved leave
forms
< Inform medical
fund & salary
section of
changes To
medlcal aid fund
optlons
< Reduce % of
injuries on duty by
compllance with
Qcc Health &
Safety Act
»Condugct skills
cuait
ODS Consultants cc ©
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Direcior: Corporate Services - M Mpeluza

A9

|

< Submit skifls plan
to LG Seta

< Trcin staff ito
approvaed Work
Skills Plan

“+ Abet tralning

“»Learner ships

+Submit report on
Work Skills Plan

<+ Comply with
Labour leglslation,
disciplinary &
grievance
procedures, BD &
CCM2 cases by
aftenaing wi*hin
jegal fimeframas

< Develop an
employee
welliness policy

9,
s

ODS Consultants cc ©
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Directer: Corporate Services - M Mpeluza

and methodclogy of
MDP

< Ensure that sufficient

resources are
atiocated In 2009/10
Budget for MDP

A-10

24 o investigate ¢nd | <ldentify needs < Survey and record <+ Agreementin < Innovative 5
Management develop o < Consuit on needs of fop 80 before principle secured by programme with
and customised requirements 1 January 2009 30 June 2009 funding adopted by
Leadership managerment and | <+ Draff s Engage on Council by 30 June
Development teadership spacifications on regulrernents bafore 1 2009

development requirements Aprll 2009

program + Agreement on -+ Proposal solicited on

waoy forward approach, costing

reform intatives is
lodged

A i A localiEcono . opme

34 To develop a + Adopt byHow < By-law drafted, <+ Sirategle plan <« Agreements in place 10

Management stiategic plan for + Develop policies workshopped and developed for the for 3 strategic

of Council land | tha management and strateglc approved sale and lecse of projects In ferms of
and plan < Land audit databoase municipal land approved strategy
adminisiration of <+Develop updated and finglised | < Proposal adopted by {different land uses—
Council’s progerty datobase of <+ All current Council o address e.g. housing, parking.
portfolio thereby assets commercial contracets 50% of commercial commercicah)
creating +Manage scrutinised fo optimise contracts fo be
aconomlc contracts to potential income renagotiated or
development optimise potenitial amended to
opportunities Income optimlse income

3.2 Land reform | To ensure that <+ Develop land +To be developed by < Developedby 15 + Developed by 28
sustalnable land reform strategy 31 March Mareh February 4

ODS Consultants cc ©
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Director: Corporate Services - M Mpeluza

€ina

4.1 Financiatl To practice sound | < Financlal Protocel | <+ Protocol applied + Operationat %+ Significant addifienal 10
Management | financlai signed with CFO diligently and efficlencles bring extemndal funding
management In < Financial Protocol consistently according about demenstrable arrangements
the diractorate workshoppedin to agreed standards savings and/for concluded
and utilise Directorate with +Hduciary duties revenue
municipal ail managers discharged In enhancement
resources < Protocol applled accordance with 578
optimally through diligently and of the MFMA
the consistent consistently:
application ¢f the - Budgeting
Financial Pratocol - Revenue
- Expenditure
control
- Asser
Managemeant
ODS Consultants cc ©
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Director: Corporate Services - M Mpeluza

5.1 Cormporate
govermnance

To implement
systems, and
controls to embed
Section 53 and 5%
into the
organisation’s
practices

“ Sesslons by
Manager: Legal
Services with
Directors on both
manucls

< Present manucails
to Councll and
have it adopted
as policy

< Speaker and DCS
meet quarterly to
discuss
compliance with
Sectlon 53
manual

“»Provide Section
53 and 59 manual
to all Directors,
managers and
heads and have
them sign
acknowledgeme
mt after training
session

s Monltor
compllance with
section 59
manugl

“Manager: Legal
Services complle
rnanueds

< Manager: Legal
Services meet and
orlentate Directors
before 1 March 2010

+DCS and Manager:
Legat Services assess
compliance with
manuals on regular
basis

“Technical presentation
workshopped with
abovementioned
parties

o

< All relevant staff
capacitated through
training workshop

< Annual review of
functicnality of s63 &
$59 manual
completed by 30 June
2010

ODS Consultants cc ©
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