Annexure A

{to Memorandum of Agreement of Employment)

PERFORMANCE AGREEMENT
COMMENCING 01 July 2014

MADE AND ENTERED INTO BY AND BETWEEN

THE COUNCIL OF THE NEWCASTLE MUNICIPALITY

Herein represented by Kebone Masange
in his duly authorised capacity as Municipal Manager of the NEWCASTLE Municipality

AND
N § THUSI

STRATEGIC EXECUTIVE DIRECTOR : DEVELOPMENT PLANNING & HUMAN SETTLEMENTS
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INTRODUCTION
1. {1) The Employer has entered into a conlract of employment with the Employee in ferms of section 57(1}{a)
of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems Act”). The Employer and the

Employee are hereinafter referred to as "the Partfies".

(2) Section 57(1)(b) of the Systems Act, read with the Memorandum of Agreement of Employment concluded
between the parties, requires the padies to conclude an annual Periormance Agreement. The employer
must conclude a Performance Agreement within 60 days 3of assumption of duty and renew it annually within

one month of the commencement of the beginning of the financial year.

(3) The parties will ensure that they are clear about the goals to be achieved, and secure the commitment of
the Employee to a set of outcomes that will secure local government policy geoals as defined in the municipal

IDP,
{4) The parties will ensure that there is compliance with Seciions 57(4A), 57(4B) and 57{5) of the Systems Act.

2, PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to —

2.1 comply with the provisions of Section 57{1) (b).{4A).(48) and (5) of the Systems Act as well as the

Memorandum of Agreement of Employment entered into between the parties;

2.2 communicate to the Employee the Employer's performance expectalions and accountabilities by

specifying objectives and targets as defined in the IDP;

2.3 specify accountabiities as set out in the Performance Plan (in a formal substantiolly compliant with

Appendix “A");
2.4 monitor and measure performance against set targeted oulpuls;

2.5 appropriately reward the Employee in accordance with the Employer's performance management

policy in the even? of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orentated relationship with the Employee in

attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 01 July 2014 and will remain in force in line with Employment
agreement until the 30 June 2015, where after a new Performance Agreemeni, Performance Plan and

Personat Development Pian shall be concluded belween the parties for the next financial year or any portion

thereof if applicable.
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3.2 The parties will review the provisions of this Agreement during June each yeor and will conclude a new
Performance Agreement {and Performance Plan and Personal Development Plan) that replaces this
Agreement at least once a year but not toter than one month after the commencement of the new financial

year, in line with the Employment Agreement.

3.3 This Agreement will terminate on the termination of the Employee's contract of employment for any

reqason.

3.4 The content of this Agreement may be revised at any lime duing the abovementioned period to

determine the applicability of the matters agreed upon.

3.5 If at any time duiing the validily of this Agreement the work environment alters {whether os a result of
government or council decisions or otherwise) to the extent that the contents of this Agreement are no longer

appropriate, the conients shallimmediately be revised.

3.4 Any significant amendments/ deviations referred to in 3.4 and 3.5 above must take cognisance of, where
relevant, the requirements of sections 34 and 42 of the Systems Act, and must be done In ferms of regulation 4
{5) of the Local Govemment: Municipal Perforrmance Regulations for Municipal Managers and managers

direclly accountable to the Municipal Manager, 2006 {"the Regulations”);

4 PERFORMAMNCE OBJECTIVES

4.1 The Performance Plan {Appendix “A") sets cut-

41,1 the performance objectives and targets that must be met by the Employee; and

4.1.2 the fime frames within which those performance objectives and targets must be met.

4.2 The performance objectives and targets reflected in Appendix "A" are set by the Employer in consultation
with the Employee and based on the Integrated Development Plan and the Budget of the Employer, and
shallinclude key objectives; key performance indicators; target dafes and weighlings.

4,3 The key objectives describe the main tasks that need to be done. The key performance indicators provide
the deldils of the evidence that must be provided to show that a key objective has been achieved. The
target dates describe the timeframe in which the work must be achleved. The weightings show the relative

importance of the key objectives to each other.

4.4 The Employee's performance will, in addition, be measured in terms of condributions fo the goals and

strategies set out in the Emplover's Infegrated Development Plan.
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5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to pariicipate in the performance management system that the Employer adopts

arintroduces tor the Employer itself, management and municipal staff of the Employer.

5.2 The Employee accepts thal the purpose of the performance management systoem will be to provide a
comprehensive system with specific periormance standards to assist the Employer, management and

municipal staif to perform to the standards required.

5.3 The Fmployer will consult the Employee about the specific performance standards that will be included in

the performance managernent system as applicable to the Employee.

é The Employee agress to participale in the perfomance management ond development sysfem that the

Employer adopts.

4.1 The Employee undertakes to actively focus towards the promofion and implemeniafion of the KPAs

{including special projects relevant to the employee's responsibiliies) within the local government framework.

8.2 The ciiteria upon which the perfomance of the Employee shall be assessed, shall consist of two

components, both of which shall be contained in the Performance Agreement,

4.2.1 The Employee must be assessed against both componenis, with a weighting of 80:20 allocated to the
Key Performance Areas (KPAs) and the Core Managerial Competencies (CMCs) respectively.

$.2.2 KPAs covering the main areas of work will account for 80% and CMCs will account for 20% of the final

assessment.
6.2,3 Each area of assessment will be welghted and will contribute a specific part to the fotal score.,

4.3 The Employee's assessment will be based on his/ her performance in terms of the ouipuls/ oulcomes
{performance indicators) identified as per attached Performance Plan (Appendix "A"), which are linked to
the KPA's, and will constitute 80% of the overall assessment result as per the welghtings agreed to between

the Employer and Employee:

Key Performance Areas (KPA's) ; ] Welghting |
Baslc Service Delivery 30%
Municipal Institutional Development and Transformation 10%
Local Economic Development (LED) 10%
Municipal Fnancial Viability and Management 20%
Good Governance and Public Paricipation 10%
Munlcipal Planning 20%
Social Development 0%

Total 100%
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64 The Ciitical Leading Competencies (CLC) and Core Competencies requirements (CCR’s) as
Annexure A of the local Govemnment : Competency Framework for Senior Managers will make up the other

per

20% of the Employee's assessment score. There is no hierarchical connotation and all competencies are

essential fo the role of a senior manager. All competencies musi therefore be selected from the list below as

agreed to beitween the Employer and Employee:-

CRITICAL LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership impact and influence
Institutional Performance 10%
Management
Strategic Planning and
Management
Crganisational Awareness
People Management Human Capital Planning and
Development 10%
Diversity Management
Employee Relations
Management
Negotiation and Dispute
Management
Programme and Project Management Program and Project Planning
and Implementation 10%
Service Delfivery Management
Frogram and Project Monitoring
and Evaluation
Financial Management Budget Planning and Execution
Financial Strategy and Delivery 10%
Financial Reporing and
Monitoring
Change Leadership Change Vision and Strategy
Process Design and iImprovement 16%
Change Impact Monitoring and
Evaluation
Governance leadership Policy Formulation
Risk and Compliance 10%
Management
Co-operative Governance
CORE COMPETENCIES
Moral Competence 10%
Planning and Crganising 5%
Analysis and Innovation 5%
Knowledge and Information Management 5%
Communication 5%
Results and Quality Focus 10%
' : - 100%

Total Percentage -

7, EVALUATING PERFORMANCE

7.1 The Performance Plan/scorecard {Appendix “A") to this Agreement sets out —

7.1.1 the standards and procedures for evaluating the Employee's performance; and

7.1.2 the infervals for the evaluation of the Employee’s parformance.




Newcastle Municipality: Performance Agreement 2014/15: N 8 THUSI

7.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addilion review ihe

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

7.3 Personal growth and development needs identified during any performance review discussion must be
documented in a Personal Developrnent Plan {in a format substantially compliant with Appendix "B} as well

as the actions agreed to, and implementation must take place within set time frames.

7.4 The Employee's performance will be measured in temms of contributions to the goals and strategies set out

in the Employer’s IDP.
7.5 The annual performance appraisal will involve:

7.5.1 Assessment of the achlevement of results as oullined in the perfermance plan:

{a) Each KPA should be assessed according to the extenl to which the specified standaords or performance
indicafors have been met and with due regard to ad hoc tasks that had to be performed under the KPA,

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

(c) The applicable assessment raling calculator {refer to paragraph 7.5.3 below) must then be used to add

the scores and calculate a final KPA score.

7.5.2 Assessment of the CMCs

(a) Each CMC should be assessed according to the extent to which the specified standards have been met.
{b) An indicative roling on the five-point scale should be provided for each CMC.

{c) The applicable assessment rating calculator {refer to paragraph 7.5.1 above) must then be used to add

the scores and calculate a final CMC score.

7.5.3 Overall rating
An overalt raling is calculated by using the applicable assessment-rafing calculator. Such overall rafing

representé the outcome of the performance appraisal. (Calculator availabte on DPLG website.)
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7.6 The assessment of the performance of the Employee will be based on the following rating scale for KPA's

and CMCs:
Rating
Level Terminology Desciiplion
2|34
Outstanding Pedormance far exceeds the standard expected of an
performance employee al this level. The appraisal indicates that the
5 Employee has achieved above lully effective results against
all performance criteria and indicators as specified in the PA
and Performance plan and maintained this in all areas of
responsibility throughout the year.
Performance Performance is significanfly higher than the standard
significantly expected in the job. The appraisal indicates that the
4 above Employee has achieved above fully effective results against
expeciations more than half of the performance criteria and indicators
and fully achieved dll others throughout the year.
Fully effective | Performance fully mests the standards expected in all areas
of the job. The appraisal indicates that the Employee has
3 fully achieved effective resulls against all  significant
performance criteria and indicators as specified in the PA
and Performance Plan,
Not fully Perfarmance is below the standard required for the job in
effective key areas. Performance meets some of the standards
9 expected for the job, The review/assessment indicates that
the employee has achieved below iully effective results
against more than half the key performance criteria and
indicators as specified in the PA and Performance Plan.
Unacceptable | Performance does not meet the standard expected for the
pearformance job. The review/assessment indicates that the employee has

achieved below fully effeclive results against almost ail of
the performance criteria and indicators as specified in the
PA and Performance Plan. The employee has failed fo
demonsirate  the ability to
performance up fo the level expected in the job despite

commitment  or bring

management efforts to encourage improvernent,

7.7 tor purposes of evaluating fthe performance an evaluation panel constituled in ferms of Regulation
27{4){d){e}) and (f} will be established.
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8. SCHEDULE FOR PERFORMANCE REPORTING, MONITORING, EVALUATION AND REVIEW

8.1 The performance of the Employes in relation 1o his performance agreement shall be monitored and
evaluated on the following dates {in line wilth 1he Performance Management framework — as amended) with
the understanding lhat informal and formal evaluations will be documented for each quarter, Quarlerly
evaluations will be subject fo an internal audit process being concluded. Monthly reporfing may be verbal
and informal for the purposes of identifying areas for correclive aclion and/or review. The first and third

quarter may be verbdl if performance is satistactory:

QUARTER ~~ [PEROD [  REVIEWTARGETDATE
F.irsi. July 1o September 2014 . 30 November 20.14

Second Qctober to December 2014 28 February 2015

Third January to March 2015 31 May 2015

Fourth /Annual April 2015 to June 2015 30 September 2015

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

8.3 The Fmployee Is responsible for maintaining a Portfolio of Bvidence, which must be made available at the

informal and forrnal evaluation sessions, and for audit purposes

8.4 Performance scoring and feedback shall be based on the Employer's assessment of the Employee's

performance against Actuals reported and evidence provided .

8.5 The Employer will be entifled to review and make reasonable changes to the provisions of Appendix "A”
in line with Mid Year Assessment for operational reasons. The Employee will be fully consulted before any such

change is made.

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

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developmental gaps is attached as Appendix "B".The

PDP will be completed after the 15 quarter performance assessment, and quarterly assessments thereatfter,
10. OBLIGATIONS OF THE EMPLOYER
10,1 The Employer shall —

10.1.1 create an enabling environment o facilitate effective performance by the employee;
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10.1.2 provide access to skills development and capacity building oppaortunities;

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

10.1.4 on ihe request of the Employee delegate such powaers reasonably required by the Employee to enable
him/ her to meet the performance objectives and targets established in terms of this Agreement; and

10.1.5 make available fo the Employee such resources as the Employee may reasonably reguire from time to
fime 1o assist him/ her to meet the performance objectives and targets established in terms of this Agreement.

11. CONSULTATION

11,1 The Employer agrees to consult the Employee timeously where the exercising of the powers will have

amangst others —

11.1.1 a direct effect on the performance of any of the Employee's functions;
11.1.2 commiit the Employee to implement or to give effect to a decision made by the Emplover; and

11.1.3 a substantial financial effect on the Employee.

11.2 The Employer agrees 1o Inform the Employee of the outcome of any decisions taken pursuant fo the
exercise of powers contemplated In 11.1 as soon as is praclicable to enable the Employee o take any

necessary aclion without delay.
12, MANAGEMENT OF EVALUATION OUTCOMES

12.1.t The evaluafion of the Employee's performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance
12.1.2 A performance bonus may be paid in terms of section 32(2) of the Local Government : Municipal

Performance Regulations and any other policy of Council,

12.2 In the case of unacceptable performance, the Employer must implement Procedures for dealing with
substandard performance as prescribed in section 16 of the Local Government : Disciplinary Code and

Procedures for Senfor manager which is attached hereto as Appendix C.
13. DISPUTE RESOLUTION

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

mediated by -

13.1,1in the case of the Municipal Manager be mediated by the MEC for local govemment in the province,
or any other person appointed by the MEC within thirly {30) days of receipt of a formal dispute from the

employee; and
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13.1.2 in the case of Managers direcily accountable to the Municipal Manager, the Mayor, within fhirty (30)

days of receipt of a formal dispute from the Employee;
whose decision shall be final and binding on both parties.

13.2 Any disputes about the outcome of the employee’s performance evalvation, must be mediated by -

13.2.1 In the case of the Municipal Manager be mediated by the MEC for local govemment in the province
within thirty {30) days of receipt of a formal dispute from the Employee or any other person appointed by the

MEC; and
13.2.2. In the case of Managers directly accountable to the Municipal Manager, a member of the municipat
council, provided that such member was not part of the evaluation panel provided for in sub-regulation

27{4){e}, within thirty {30) days of receipt of a formal dispute from the employee;
whose decision shall be final and binding on both parties.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducied in terms of Appendix "A*
must be made available to the public by the Employer (MFMA, 2003 and Section 44 of the Systems Act, 2000},

14,2 Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in terms
of his/ her confract of employment, or the effects of existing or new regulafions, circutars, policies, direciives

ar other instruments.

14.3 The performance assessment results of the Municipal Manager must be submiited o the MEC responsible
for local government in the relevant province as well as the National Minister responsible for local
govemment, within fourteen (14) days after the conclusion of the assessment, ¢

= oy 4

Signed and accepted N § THUS

. 1
Signed and accepted by K MASANGE M}—/\ ]&

Date Performance Plan signed - .
o 21| 01| ok

Witness Number One : Name and Signature
¢ BONGIWE  MAKHAYH [

Wilness Number Two : Name and Signature 6 HeLinA (T FA (2 @{/(B ,




PERFORMANCE PLAN
N S THUSI 2014/15




A

yS

H ) 3 ¢ modeufo ey pativela Se[ipedRmnm @iedpunu NOUVWHOISNYEL|  Aigedes jepusuppue | TETL [ TISHED TIP5HIG
fraais|Eey ealmpuayy 30Raal BUpnyt| JeUS 41|m serAnae Supeys 49430 | GNY INJWAOTIADD | SalRGguupy g Inding | |
& { joJoguny Pt/ femlpe; ol Fupeys aZpamouy IYHOILALLEN] ﬂ
ut equdpped TN !
pue dogaasp oy |
i
*or T T T 5 = TR pun we g [ R0 Tiva FHA0|  NOWLVINHOISNVEL FEIA TONYN GTsHa0 OT0GHIa
A0jus Ao 430413 )0 Jequiny NV LN 3 LLYRISINHAGY|
ol i o o oot suman CHVININICTIIG| N ARG
“UORA(S{ES] Ajojes)  BUT Pur Mwey B W AINNA
PUR Yl ieeH tiim Alduiod OL: INTUG RUR G R,
QST BIOIIQIA G,
i
HDG WG KOG %00 500 Ruiatay 12Hph (%06 ARG WO, YpeD awiwietio) HORRASIUNEY| ANJWIDYNYIN ANV ALAAYIA TYONYNL| Z70TA FEHAT B00SH4q
percacdu dod crjuads|  midee Jo uojiEiwIe dWw| ALTIVIA IYDNYNIE ANV JALLVHLSININGY
105pnq jesided jo oBry, WADINAK B INdINo
X0T
T T T T [t FUOREIAULD ApeLiong)| o3Py Shulewll Fipeuip.o-00 SarajpuadKe SHdd NOLLYIRILY Y L140ddNg| TTSEAT | THeHdd 8005HAd
JopuoBy jroinun EBURLUL JO SN | EuLLBraRIEGU) a1y aungangseljuy 00N QRY| GNY BNINNY 1 DNDNYNIE
fue JuBLsaAY] TINYNEIACD Q00D | TYJDINNI OL HOVORAdY
d6} Sumping TN RIID
! (eWaU] 16 WOIEIAGLY ¥ ILNIWTTIWE T LNdNG
#O0T /N N VIN %OOT. SRIeN/ | K0 Y Palielunidit ued SHAG!  NOILVdDILSvS ALTEVIATYONYNI| TELTAA | 6SHIG 2005H4E
a5{BaysUopeuesad USREDIUNLILIES JO 2/18nd GNY. ANY IALLYYISININGY
- UCRESIUNRR [RUSIND pud] EEeH“_”“_::__EEEonESE. INVNEZACD AQ0H ARG
WIS (OGS L og anIdu] o)
B B 3 T B3 Hotking aARnSeia [zt Aperieny [SUGRNIGEEY 1O LaRRTaRe) RO /e D) Poiueinu) USREATIUWPY NOLVEDLLEVA AINAYIA TYIINYNY 95HaT SO0SHAQ
TdoBruain Ad idjeses ue suodas AlGUeI | ARNY AIUNGD/OIK3/ooueN oda sadiapid 2M8Nd Oy ONY BALLYHLSINGNGY
§9 UORAULLUC) 49 SUORNI0G4) Jueluedu) aueLBAa3 TONYNUIAQD Q00D B 1ndLno,
POoR 1Ry} ansuc of :
T T T H T EZTES ApopEng) VORAAIGH0]| oFLLGH] pelusilieldl) uoRERLUILIpY NOLLYAEHLvd ALBVIATYONYNI $3Hda S005HAd
asunuucped Jyuaw ioyuow @ i 219ng ONY| ANV IALYRLSININGY
0 vBUReaul AUoK 01 FRURSHU AU edunuenpd JIDNYNEIAOD 00D 9 LNdLNo|
; POOE 38Uz intue ay £TpdD
Ao H 3 € T E3 OKD AG3eteaau [y Fouanty ey = POTHOSII] UORRASIUFY] NOIZVaZILEYS ALMBYIA TYONYNIR| 2T4d2 | ¥5R4d ¥O05HAa
1P HOITUALOY UOBY JuaweSeung H e so)d e JNend anw ONY DALVHLSININTY
BR) UG SLI0Ge1 AW k3 SauRLAncE JONVNHIADD 000D B INdLNG
= | pooB eyl ersus oy
"
12
£3
€ T T 3 i G A S Hpmieng, = L2 paliaualdi;] [ERer=mmTy NOLYADHLEvd ALMGVIA TVIONVNG| 71849 | GsHda SO05HaIa
1o uoRouL U USRIV IPNY [MLeil] [ 2w Sefdfalpd Jhang ANy ANV ALLYHLSININGY
U FHGdR) AIWON g8 sutancl AINYNEIACS 08O @ Lndlno
F .-- PO0R Wy oinkye 0L
B
iF
Y
T T T T 3 00 M 2djoaed | Apspeng wnjd vorie v = PeuBLOdL VGREREIMRY NOLYdRILiva AWATVENYNG| ST | ZSHdG TO0SHIA
40 uolBuLUGD 2 J0 UOREIUaLIG{dW) R o pajd (UM JeNd anNy GNY JALLVELSININGY
00 sodas Alyiuo m wurcioned IINYNEIACS QOOD)/ B LIS
.w“ " | pood jew suntua o)/ :
W & i
3
: m g
3 T B3 H a3 CHD A9 1dje0e3 y ApariEng oy de| = o pequawetdil] VIARAL P NOLLYeDILEVd ALTAVIATYONYNIE T 9'T'ZdD | T5HEQ Eomlx,_om
19 UORAULYUGY sy 28 “a ot 2NANd KNV QNY ZAUVHLEININGY !
U0 B0 ARRUOW E UGLOAOE AONYNYIACS Q00D 9 Lnding i
* w PacZuy3 ainsua o)
o
i 4
]
ON 42y
ouc/dal
INZWTILIIS NVNNH ONY DNINNYId INIWA0T3A3G 035

SX/UTOLIEAAL SN : NV AONYIHOREA

AL EIIINGN .




& 2

[0

3N

suoda [{genns AHOLIND | ANINNT I T TSN T20SHAG
SUAISa|| 4 ‘SBURGW UORRIUeTaY ] uewdojersp] WARINAA :
1o s0anu K *sodde) |dysumoy : LIELE :
" o wojag wEBo.d ANFuon (paatuddy . Buypnjay) ! . SANOOLNO
unig SiEAEVY OND SIS uelg PRI ueld FPUSL HmmsUUIAS ol peds ANIWITLLIS NYRiOH
PUPGIG IPON AT UG | liv L0l wopdaoup ﬁzﬁhﬁwmﬁ“ﬂﬁn FiBSEAa0IG DT SR apoN 20 Yelg hnquwﬁﬂ“uhﬂa“ 9PON 20r el osadasg “AGABUERR| PR PMRURE Veain IHL 20 ZALEOANS tain
{ ARy SNOUSY ibANdANG
“epnuwos
1O Wy
[ FpiRG omenew) | G ErmEApe | NS emsapl e SHUPIINg 0336REO) BN [MAGERRU] LT [EHuipUng 10aenET] | Aposionty Wl g Veopas| B3I030eds0] SUIPERE DHINNYT SANCOLNO| TERIW T4l TI05HG
pue pue 03 JO)SATP GT | PUB |RRLELLLIGY 4P} RAGD BT Pl RO Pue (euaiillos J@ [BAGIAEE D11 40} Al |ane ujping WdRINOW ANIWTLLDS BNy
JojptAop gt pup o) sAep gt pus PUS |S[IUBRIROA JG) BARD T | bUr ‘jupuapisas Joj sAup QT A0 5MPRT pue |40} RARD ST PUNC.FUING SBBIGAY | iBAO(EADE PUT TIOUMADMOY BA[LIR)0 pUE| BHL S0 JALEOddNG
“RjapIsR J0) SATP OT | '|UTIWOR{ER) JO) TP (T ‘| GRUR PISaY 405 SAEP OT Pus ‘[ERuUapsa) ©3 Ag|ep Inoyim| Jueatle eowosd o) SNQILDY #WinNding
o} sARR OT SUa|d Jup|ing msaooud oL
5102 @uAf Q0N G [ermaddy e oju oneaRdde $pi0003 [ovyeles erausry, STOZ s s RajpedEund ‘Buijuumyd eeds | DRINNYIE SAWOILND; TTEEdN Trdl] 0T05Had |
0C AQ olR Alsyawuony v(d RN IROIEIOAY O AQ 03fs AMoqosl|  Adeyelue) jo uopesyRuap| AR INGHENOIG TedDINAW ANTATTLLIS NYWnH
Jaswtiony poncdoac Ua Jodos IBRWTISAJY Patodald JusludoaAap| THL AQ JALLYOdINS,
Jo} snesosd yOd BERIE BUTTTTE . 1 40} lao0u YOd MRplu ple aene; 0L SNOILDY pLNndLno|
1IE Yeig
I
OIE [YPUEL MU UG | GuNSep PajuIeR susjsop AnlWiHg & Rl SP4OSCYRIPRIN 1enuuy[" G5 [FPUTT POSRGGA]| S [PUT} JO UORRIIAUSPI [SECETL #ujude|d ereds) DNINNYIA FIRCIIND] ordl] GTO5HeR
2000.d FURUSH B3aRIUl}  puv wEeyd Ausdods MO U0 5563040 pajmeq ouy | 243 40 UB[EE] PolITE] ey anoygnong, TYIDINNA AN NYINNH
H Bupuesy ez B Jeludajanap THL 40 ALLHOLANS
i Spaushg SNOWDY SpLNalNO|  £Tezar
H [ZILAGELTEY
H R owIPE) 0
405 pOARITY 405 HRQ UCRAIREN0T upAuuT dopEeg ST0T spie3ey[4Q3 OpsERMmB Apeanng, STeT Q% Jo maney GoRa Y| Fhie]d [oreds| SNINNY SINCOLNG| T TRkdv 6dL ST0SHEa
| BUDL OF AQ SomOwtIg QUNTOF AQ 30MEUIR] | Pue Bl npannsa TedIINAAN LNIWIILLIS NYIANK
£ FUBIAQ[OADEE Jurlutlojeneg | JERYOs elouiod oy ML JO JAILHOAINE
feneds panosddy [2nRds paAcIdcY H SNCHLOY pindlnd
|
(AT AT gt g TEHI0Ud LORMINEWOD Iu@lhdep GG HeIg STOT Aunr Og! spaaey|iodey ADeLENG| ST0C eUnr OF Aq HIADI | AWG 0 VORENGeIg ewieuls, S5almioAmD Hujuueld [Beds ONINNYID SINOIUNG| TT'LTdM Bdl LI0SHAG
SJomalurig uswinuey Aq (INT) yomaweyy wawuos] MO JUasuBeuey H (mUsuwLosUa TrdnN LNIWITLITS NYWIH
UG ALY WawSauep| 1o g paupsaq e ] pun Jucdojenap 3HL 40 JALLHOddE
ponoddy [TV YR PaAIdoY | a|qeyinsnG SNOLLDY :piNdiNg
parctdy aycueid gy i
i
i
STOT uny UORTINGUET 3 1qng UBRMINELD3 IR ndy) ST0% 9unt O 44 S9RIg wPIOIH | FTOZ S9N O AuieAD) STOT winr shuld uene/gau) e PR | SNINNYId SINGRING| BRI Zdl 9TOSHIQ
OF M SuElg PRI SAYWILIOD FUL0OYs Ialld | PUPRIY ‘UMOIBIED Aq sus|d IUREIY OF Aq slivld PoUiug | 9027 DUPIS J7 UPREINKLOY | PUG BURNNISa : YN LNINITLLIS MK
“UMOIEEUOYD ourdeBul “aueSeRu| “umaialeg UMeIRaLeYD RURBEBU] RIS “yImosd HL 4O INLBOEdNE
* Uoyp.aq)jy pascIdcy * UdIeg || ponsasidy ‘aungeSu; *uryieg | paAdddy| Ap uowdejeasp SNOLIOY irANdING
ueyRJeq)y, 1o g aqeusns
10uleid a1 '
: i :
[T SS90 VORI NEU0D Queliues HodY gy YT SNPRI STOZ @ of | SPIIeY [Hodey uoRdRIu KpETG| ST0L SURT OF 44 Ueig A jedpiinm IR wopuequr; Hujuusyg jopuds DNINNYIG ! SIS TTHTIN ; 94l STOSHD
UMUA0|9ARE 28,8 6307 AIqnd BEjEy wigns pue asjouyy A unid wdwdojeasg URUCEARD BT €207 |  tRJE SholEA Jo; TB|SRI00S Pple Tupnanase); WADINNAL ANZWZTLAS NYRNH i
A3 N0t peacaday e 0307 A1 nog. panoadely WewbBaueul ymols [epeds ‘o : THY 40 JAIROANT
Al Ines poacicdy| PR FUR|d WD) [ dojensp; i SNOWLIY wLALNG
Harg (o207 Jo e
syowtd o)
|
€08 7] [ 4408 woRaulcll J015[Hy 519 [0 AiaTEend SEREEIEPOSY IUDLIETRUEW B38Q 515 WOEAS IUBWDTaREA||  ShimIsA; UORRWLOHI] ONINRYId TANCRING| Tovian Tk ¥105Hd0
Buloz pur #41 U e3P WopeLLIOHu| Jydeidoan Wl INN ANZWTILLIS NYWINH
oxh pue| Ja) Fapuadod |edsepE] 03Uy pasnide! paledoyu| pua JHL 40 BALEOAdNS |
OTETE Jo Bupnidey SOfI0N JO Jeglunn BARDGL IO SNOLLOY AN LNa
ue snsye of
DM T, oUIGYE5 g uoded WmIeYy CITeTTTeTy TpICoeH [owTs Adeiump; BWARS (UMDY TRe20id Uolnbaid|  Juewdojanap ple] Frr S ONINNYd SANADING T TEETN Tal| £105HdT:
[OIIvAL Z 0Euydl o 3jeup | T 0%ayd Jo [uor » 5| el el /e Z srmyd U 1jeup llesm=a3-fjem i -l T aveid uo yeip QIea 01 [I0a) auieas | SROUoRY eyouias ot pury DN LNJITLLTS NYIRRK
PUD2SF 0 UD(TTIUIQNS PUCOSS O uOSEIGRG | e5elid Uo oda) { PuD3ST 10 LOBTIIGNS| SR Pua . JO USRTIRUL 1 78 0F WAIGAS 3HL 40 JALEOLNS i
uopE G i Wewaslew an SNQUDY SLAdLNO
Hepioymieis ! PUR| AA[DSH puT
i Waoyje ur dojareg
g ROF E=] 7] - sudls jaday pagoda) JaysiHey [ Bparay Apagieng) PanBUII | EnELHq PUW /0] od BuTsmeApE SnuaAD] Wstbrdepy DNINRTId TANORUNO, TTERN Tad] TTOEHI
{ pus pryWaR 40 oy P SUALOSRLOARTE | JDOPING JO URLIE3LOJU] | [ESRIUNG PUR H3uu o8N pur TvdiiNn LNZWALLLAS NYINH
: [eBoy) 1a5e| paniaces 94T O JuaouRUR| 1 40 ALEOANS
DOT jo jeaoway Pui paypuen) jo % 10} $liFs) SNOLLOV wLNd.Lno|
AWER4eARD O6N O
QN 4
B40/4a!

ANTWTLLLRS NYINNH ANY DVINNTID LNJIAROT3A0 : 035

ANIVAINONLI.

ST/ATOZSH0H)L 5 N NV Id JoNYWHGRIE




! or o Oz </ Tov RisIueAIGAUTY |enuly] [T (580a3) 2weips 3eueg Ganuey B JALAIEN ARIAMTEG TINCRLNG[ TEGTIN faaT] £SC5HA)
i LS GUENOY JO Jeduin [Juncotid pepueix) peoleyua| 4o Anaas pue UoREASIULIPY THAUZS DIV ANIATILIS NAOH]
: YEN0ILY JejSuus BURnon | asouicid o) Tupsnon 3HL 4O JALHOCANS!
i SNOWSY i Lndina:
T WN viN wiN z Tiodoy pralioid|T [ty ] NG sEnoy wnon SUMLIRIRS, TSI JOUIGIE, AHINTIG! FINODANG | TT TN TOH| TE05H4A
HUAWINI0E Japua) WIDMA pao)) Jo JeqUuInN | SWRILA POl eyl o BUjping | UelinH ejqelymsns|  Pue UDREISIMPY TIIAEAS NEVD: ANIWELLAS NYINNH .
a1 2q8(diwio] puR AjIuep| oL 40 Uopowedd BugsnoH; IHL 40 JALLEOCANS| H
: : SNOLDY ip Nddnd
i
!
N 033] i Wi vin BN oS8 .?153.__ AENWY | 3|16 FBEN0Y JO JSqIINN Wioe]0g SUEAGH JO A3ANI0 SAWCILAO| TTETdN TH TEOSHET
UQRRILOID] 0 5
_ QPR OLD| S AU oA el "nza_«-“ TANIE DISV »uuxﬁw%mh_wﬂﬁ
: PUR [RRUIADJ o
a3 390 03 TB0PRG Weudojene] JuERoH SNOLLY ' LNdLNO|
Bursnoy sonpei oL
' H .
3z WIN N N T [ Kjenuuy padojesep sueld wued UGRER TewdRErag WaLIGe[BABE 1d0ddns| TT'EE03 5703 QE0SHAC
SERUIRIG JO JgWnNy | saufshg 07 Jo qof A 1 (6307 JJwicuea] o207 INY DNINNYIA DNIDNYNE
V) AEe) [[|Mm VD INODIN OL HOVOHIAY
IAML Ao BAED QUYILKZYIHI :
IeUgo ¥ LNDNZIGAE T LNdiNG|
BJOU0IG OL
ot 7] WIN VN g voReRaR 00| || TR0y peled REP JWOUMS RRADIG Uojiean Jusludofanag Juwudoieneq THOdeMs| TTOvad 1a3 6T05HAa
SHB40 40} UORTA UL R0y AJuilent [mardan Juppnouy 40] elqeuyeism Muslios] €907 JWouaa] [0 INY ININNYID ‘ONDONYNI
qof jeJeguiny SOARU{I| JuoludoEARD LR LY “IWdDINNIN OL HOVOddY
a31yBnoay VMR IMUEO|aARD Q2LYILNYIHI
pedeas say|ungioddo WougIe ¥ INJWD TG T LNdLNO)
Hom o sequiny #jowecid ol
T T T T B3 TS Jo ST LYY D0 i Py o107 vopwseEn [T weadoieneg weiciareg 1H04dNs| 6T6edd 103 BTOSHAG
FBU[I0W 0 JBqUNN WEUROL AJUMLLDD qof #1teu/esng| dudoue] et FWoUTa) (E307| QNY DNINNYID 'DNIDNYNR
loy 3Jagdng eape|s|Zo] apeig W} YNRay |[|d) TEIDINAW OL HOVON Y
2013 3uouidojorsp TILANIY A1
UOUDTS. ¥ INJATISAL T LN4LNOD
@0uod oy
PRI SpEReT] ] [0 Il v PUEIT ORFRMEN SpICSoY | AeTeas ey “pueig IRHDMAN uopEan uswdolenag iallidosAag 14Cadis| ZTetad [5E) ZT05HdT
@43 ;0 JuadDaAa] 84 jo Juswdojoaag Bunoen pun ApsaIMSN oyl dojeasg| o BUIPULIY PUE BRI o] diqounsng Aaplion] [eae] IPU0uOzE [0 | GNY DRINNYTD ‘SNERVNE
wepne), pesosddy W BAGD fji TWAIINNI 0L HOYOHdY|
W IR AR QaLYILNINAIT
3jwoucoe| ¥ LNIWATANE T LNdAND!,
ook 9L i
T T T T tr BUGde] Wend |y AHEUEND|  WuUSAR NIWAQRAIR Mawdoenep opEes JuelIdoieARg WO eARD [20dans| T Teraa oad| BZ0SHAC
TN J0 Jatun ieliheusidanue qof eiguijmany, Jfuiouca] (0] SO0 (2307 GNY SNINNYIC "DNDNYNG
12 TN 40 UOIIOWOLY ULIAGA [||M| WdiDINOIN DL HIVOHddY
1Yz Jordolarap] { QELYILNNALLT
Jjuouode ¥ ANZATIGE T 10400
Neasd o
SToTenr N TPURGH 3 PR MG afu ARGl THO00n SUCRA[0T0Y |IGpRLY [LOTTCT | STOL BUNT 08| TERRIAG JO IR [T weudoeaeg LHOdons| TTIsan Fn] SLOTHAA
OC AQ BMEIAT pue SMBIAG PUR A2|0d pu" Asjlod Bupeay |SunoHu| ua AQ BMD(AY B3 JO MopARI [ PR AJleg “ABadny Bujpedy qe] srqeujeEns AWOUCTT [4207| GNY DNINNTT "DNDNTN
Aogiod BuipraL [susop Fuppa | ouuRuI YRIG JTWMOME O eAciCdy 3i0dai onb sjesg PuE BUIPE [UIOj) IDULIG}U] Jo UCRRINdeid u| Hnsed fitm TYdDINNA OL HIYOUddY
30 |RARIUAY (U3 20 Aafjed tolenag pLRUEIMEL TR QALVILNIYALD
DWOUMIe VANINITANE T LNdLno|
e o),
3 N N N 0z Seyas [T AEnGTy =5 wopen| [ FrpTTR wewdganag 1H04dNG| TT8ETd 03 SEOSHIG
uoj3ejdien RIEHMAH 4O JEQUINN! [BULIJUL 10) TaR|[T0) SBIA0L] qof ojgeu/s3sng o] e0y F|wionea] (30| ONY DNINKY I ‘DNDNYNG
Ul 3[nq S8MINAG )y (gl WABINAW OL HOYOUdaY
oy Juewidojsaep QUVIANT |G
IR ¥ LNIWIIAL T L0eLND
ajcwiod oy |
ST0Z eanr Aq VN /N wiN T 02332 030 oL | GTCE oUnT AQ PRSTEMON {und} uonuedye UTREeD Juswdoeneg Juswdoeneg 1M0ddns|  TTrsaR a3 SL0SHAT
SREEMMAN U SOUBDYUOY PARIIGNS JUMUTERLEY W] BRUOR)Ue, PHB UORUALE FER(RNG Qo] a|qeuelsng I)Wouaa] 207 WUIOUODT 9307 | INY DNINNYTL "SNINYNG
TEoL[ENg TEoTTR SEAU[ENY SEASSE| uj 3pnsad jipm TedDINAIA D4 H2YOUddY
03} CORIEUIENE AN 0TS0 ©3 BaEERUIENG AaY OTIO WYL JusLudoiaAep| QALYILNINIANG)
! Jupummossse jouuy JdeliTsEEsED [ENULY | Jjwouoa ¥ LNJWITWE TLNALNO|
Qoo o), !
ONgad [
tuOfeql | SN I

SNIZWTLLLIS NVINNH ONY DNINNYT INSWEOTIAZC : 015

YO LS NVTd SINVANOH S

AT AN TRASYMAN




S

T C720 T YiN [ TpONeY [ UBUISTRSS UTUINK] Rw|od wpod "Eplepums put| Juawdolensg SURON R{IANZT SANCOLNO[ TERTGW GTTH HEOSHIG
Jo Wauniedaq ayl 03 PUNOJT PUR Y| SORRIFHAR | SWLOL [P pue ANAM3S 15YE LNIWILLLIS NN
Buipun, Joj pus jodAy Bujgnay |[FUORTY Bl 43im au|| INL IO TALEOANS|
wonRadde JOJeGWAR! 40 Aelien® o Uohiowosd| U] Jupnoy ueisiaaid SNOUSY ip Lo
o3 am|joe; oL
W
301 wiN YN YIN PRIET TRIRUIMI |PTOL |EnuuRg a0ydulpy wRld Joder| Lb(d 101095 BUSAOH  Juawicojaseq Buisnoy AdAIQ SINOUUNG| TTRTIW 3TH LEOSHAO
U3 J0 Lied ST panosddn Jo30d ge porcacda| eunf Aq Lid Joyses Aumnon gl eyl UL (BUENDH B 10 URREWAWSHIW] | B JO WORIIUMUS|dWI! I3IAE3S DIsv. ANTATILLIS NVAINH
Ut JO19% Bufsnon ue|d Joyes; BuEnon BupRroy pamaiasy 03 Unjd Jo3oeg Bulsnon pue loseq|  pue dajanag AHL 40 2A1LEOLENS|
30 MOpABY [BRUUY 10 MOADY WUy 40 pencuddy 2 MRy (EnLUY SNOLLIV 3 LndLno
i
T C70 0T, 10qWiaa0g TORTHNRUOD SINGAd 10T I0QI0a390 | SPIGOEH; RRUNUIA [Reii0d [WI0T Jenubeg +107 =T [ R 9G] Jeey| AY3ATIC SINODLNO| TE0adke LTIH] BEASHAQ
T Aq Astiod jwsodug 6 Aq Anjied jmsedng PUET R0 Jaguwedeq TCAY Adled [eEOUE|Q puET taippe o) pue [poods)g H IOIAYAS VR LNIAITLLLAS NYARH :
pliu] paseiray pancidy PUET pemalael [ERQURI) PUBT BamaiAsY PuT] 40 JuauEdILEL JHL 40 2ALLHOd4rTS|
Jueplil SHNOLIV it ANdANG
o ViR wiN VIN i ‘a(u% JO SpaEp pRUlls Or JRRHOY JuslDdgenep “RUBERIET “UelLoR3as| wmEy ey ABIANZQ SINODLNG| TT'0TdW STIH SE0SHAA
254 pRANbOR pun] uny @|qeu) uruny TAMIS OISR ANIWITLLIS NVIANH
40 $230]d Jo sequiny A0} PR JNE0E 0 1o Wedaiers AHL JQ JALLHOGENS
Jap wopsinkay SNOLLDW i LNdLNO
Pua B3EY(Pe4 oL
33 E7C] VN vin 53 “IB)SURA[FT [nuuy|  (eRodEIp Jo) SgRIEAR TE[HAd0) [WRUSPIRAY awdojersp wIsg wey AHIANZA SINODLNO|  9%aW STIH PROSHIY
|40 P fEpu0do) ujay, BOY% 0 Jeguiny - sesoding uswdojanag |l BsnpUy TAHANIS Di5vE ANINITLLES NYWNH
Alddns "o)es Jo peeg a0} pue] Jo jesodsiq puR (BRIBLILAS] THL 35 JALLYOdITS|
BUpInGy Joy [wsods(p| SNOWDY i LNdLNO!
Pum aiIpeg ),
QN I R
SHO/daI |-ON IR
~dIgds

ANINZTLIS RN G BAINNT I INZCTAAIG | Cas
SUFTOZ (SIS N T N id DNV Ciae




PERSONAL DEVELOPMENT PLAN
N S THUSI 2014/15




Newcastle Municipality ; Personal Development Plan

APPENDIX B
(TO THE PERFORMANCE AGREEMENT)

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: NEWCASTLE MUNICIPALITY

INCUMBENT: MS. NOKUTHULA THUSI

SALARY:

JOB TITLE: SED: DEVELOPMENT PLANNING & HUMAN
SETTLEMENTS

REPORT TO: MUNICIPAL MANAGER

description)?

1. What are the competencies required for this job (refer to competency profile of job

+ People Management

+ Financial Managemenf
s+ Change leadership

*»  Governance Leadership

CRITICAL LEADING COMPETENCIES
« Shategic Direction and Leadership .

¢ Programme and Project Management .

CORE COMPETENCIES:

Moral Compelence
Planning and Organising
Analysis and Innovation
Knowledge and Information
Management
Communication

Results and Quality Focus

2. What competencies from the above list, does the job holder already possess?

#&ﬂd@ﬁ/ Hace /46?4/{_ alrmost all oF trg i
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3. What then are the competency gaps? (if the job holder possesses all the necessary
competencies, complete No’s 5 and 6.)

Please refer to No’s 5 and 6 below

4. Actions/Training interventions to address the gaps/needs

5. Indicate the competencies required for future career progression/development

8. Actions/Training interventions to address future progression

¢ Critical Analytical Thinking and Problem Solving Course

7. Comments/Remarks of the Incumbent

gt

¢




8. Comments/Remarks of the supervisor

Agreed upon

RO Ve

Supervisor: KMa an e Mr
Date: .

Signature: W .

Incumbent: ﬂ/~- S. 7-71»%5\}‘

Date:




