PERFORMANCE MANAGEMENT AGREEMENT
ENTERED INTO BY AND BETWEEN:

MOGALE CITY LOCAL MUNICIPALITY
AS REPRESENTED BY THE
MUNICIPAL MANAGER:
MAKHOSANA MSEZANA

AND

EXECUTIVE MANAGER: UTILITIES MANAGEMENT SERVICES
SANDILE MBANJWA
THE EMPLOYEE OF THE MUNICIPALITY
FOR THE
FINANCIAL YEAR: 01 JULY 2022 TO 31 JANUARY 2023
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PERFOMANCE MANAGEMENT AGREEMENT
ENTERED INTO BY AND BETWEEN

- MOGALE .CITY LOCAL MUNICIPALITY herein represented. by M. MSEZANA as the. MUNICIPAL -
MANAGER (hereinafter referred to as the Employer or Supervisor)

And

SANDILE MBANJWA as the EXECUTIVE MANAGER: UTILITIES MANAGEMENT SERVICES of
MOGALE CITY LOCAL MUNICIPALITY (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in Terms of
Section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the
Systems Act’). The Employer and the Employee are hereinafter referred to as the "the
Parties”.

1.2 The parties wish to 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 goals.

1.3 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and
57(5) of the Systems Act, Local Gavernment: Municipal Performance Regulations for
Municipal Managers and Managers directly accountable to Municipal Manager, 2006 &
Local Government: Competency Framework for Senior Managers, 2014.

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

2.1 Comply with the provisions of Section 57(1}(bh).(4A),(4B) and (5) of the Systems Act as
well as the Contract of Employment entered into between the parties;

2.2  Specify objectives and targets established for the Employee and to communicate to the
Employee the Employer's expectations of the Employee's performance expectations
and accountabilities:

2.3  Specify accouhtabiiities as set out in the Performance Plan (Annexure A},

2022/2023 Performance Management Agreement Executive Manager: Utilities Management Services:
S.H Mbanjwa _ Page 2

VY




2.4 Monitor and measure performance against set targeted outputs:

2.5 Use the Performance Agreement and Performance Plan as the basis for assessing
whether the employee has met the performance expectations applicable to his job;

2.6  Appropriately reward the Employee in accordance with the Employer's performance
“management policy in the event of outstanding performance; and '

2.7 Give effect to the Employer's commitment fo a performance-orientated 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 2022 and will remain in force until 31
JANUARY 2023; where after 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.

32 This Agreement will terminate on the termination of the Employee’'s contract of
empioyment for any reason.

3.3  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.

34 if at any time during the validity of this Agreement the work environment alters (whether
as a result of government or council decisions or otherwise) to the extent that the
contents of this Agreement are no longer appropriate, the contents shall immediately be
revised.

4, PERFCRMANCE OBJECTIVES
4.1 The Performance Plan (Annexure A) sets out-
4.1.1 The perfofmance objectives and targets that must be met by the Employee; and

4.1.2 The time frames within which those performance objectives and targets must be
met.

4.2  The performance objectives and targets reflected in Annexure 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 shall include key objectives; key performance
indicators; target and weightings.

4.3 The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key
objective has been achieved. The target dates describe the timeframe within which the

2022/2023 Performance Management Agreement Executive Manager: Utilities Management Services:
S.H Mbanjwa Page 3




work must be achieved. 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 contributions to
the goals and strategies set out in the Employer's Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Employer, management and municipal staff of the
Employer.

52 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 municipai staff to perform to the standards required. -

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

6. THE EMPLOYEE AGREES TO PARTICIPATE iN THE PERFORMANCE MANAGEMENT
AND DEVELOPMENTS SYSTEM THAT THE EMPLOYER ADOPTS

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

6.2 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the performance
agreement.

6.2.1 The Employee must be assessed against both components, with a weighting of
80:20 allocated to the Key Performance Areas (KPAs) and the Competency
Requirements (Leading & Core Competencies) (CR) respectively.

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

6.2.3 KPAs covering the main areas of work will account for 80 weighting and CRs will
account for 20 weighting of the final assessment,

6.3 The Employee’s assessment will be based on his/her performance in terms of the
outputs/ cutcomes (performance indicators) identified as per attached Performance Plan
(Annexure A), which are linked to the KPA's, and will constitute 80 weighting of the
overall assessment result as per the weightings agreed to between the employer and
Employee:
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Service Delivery and infrastructure Development 40
Financial Viability 10
Good Governance and Rublic Participation 20.
Municipal Transformation and Organizational Development 20
Local Economic Development 10
Total 100%

6.4 The Employee’s assessment will be based on his/her performance in terms of the outputs/

| outcomes (performance indicators) identified as per attached Performance Plan (Annexure

A), which are linked to the KPA’s, and will constitute 80 weighting of the overall assessment
result as per the weightings agreed to between the employer and Employee.

The six (6) care competencies that act as drivers to ensure that the leading competencies
are executed at an optimal level

intfivence

Strategic Impact an
Leadership e [nstifutional Performance
Management
e Strategic Planning and
Management
e QOrganizational Awareness
People Management & | e Human Capital Planning & 5
Empowerment Development

e Diversity Management
Employee Relations Management
e Negotiation and Dispute

Management
Program & Project | ¢ Program & Project Planning and 20

Management - Implementation
- e Service Delivery Management
Program & Project Monitoring &
Evaluation
Budget Planning & Execution 20
Financial Strategy & Delivery
Financial Reporting & Monitoring
Change Vision & Strategy 20
Process Design & Improvement
e Change Impact Monitoring &
Evaluation
Governance Leadership « Policy Formulation 20
» Risk and Compliance Management
Cooperative Governance '

Financial Management

Change Leadership

Moral Competence
Planning and Organizing
Analysis and Innovation
Knowledge and Information Management
Communication
Result and Quality Focus
TOTAL 100%
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7. EVALUATING PERFORMANCGCE

7.1 The Performance Plan (Annexure A} to this Agreement sets out-

7.1.1 The standards and procedures for evaluating the Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance.

7.2 Despite the establishment of agreed intervals for evaluation, the Empioyer may in
addition review the 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 Development Plan (PDP) as well as the

actions agreed to and implementation must take piace within set time frames.

7.4  The Employee’s performance will be measured in terms 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 achievement of results as outiined in the performance Plan:
{(a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to
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 rating calculator (refer to paragraph 6.5.3 below)
must then be used to add the scores and calculate a final KPA score.

7.5.2 Assessment of the CRs

(a) Each CR should be assessed according to the extent to which the specified
standards have been met.

(b) An indicative rating on the five-point scale should be provided for each CR

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

7.5.3 Overalli rating
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An overall rating is calculated by using the applicable assessment-rating
calculater. Such overall rating represents the outcome of the performance
appraisal.

7.6  The assessment of the performance of the Employee will be based on the following
rating scale for KPA's and CCRs:

‘Unacceptable Performance
Performance does not meet the standard expected for . .
the job. The employee has failed to demonstrate the 1 0% - 59%
commitment level expected in the job despite
management efforts to encourage improvement.
Performance Not Fuily Effective
Performance is below the standard required for the job 2 60% — 69%
in key areas. Performance meets some of the
standards expected for the job.
Performance Fully Effective
Performance fully meets the standards expected in all |. 3 0% -79%
areas of the job
Performance Significantly Above Expectations/
Exceptional Performance

‘ 4 80% — 89 %.
Performance is significantly higher than the standard
expected in the job.
Qutstanding Performance
Performance far exceeds the standard expected of an 5 90% 100 O/f’
employee at this level.

7.7 For purposes of evaluating the performance of the Executive Manager. UMS, an-
evaluation panel constituted by the following persons must be estabiished —

7.7.1 Municipal Manager,

7.7.2 Chairperson of the Performance Audit Committee

7.7.3 Member of the Mayoral Committee;

7.7.4 Municipal Manager from another Municipality/ or a technical expert of
equivalent position.

8. SCHEDULE FOR PERFORMANCE REVIEWS
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8.1 The performance of each Employee in relation to his or her performance agreement
shall be reviewed on the following -dates with the understanding that reviews in the first .
and third quarter may be verbal if performance is satisfactory:

First Quarter =~ - July — September 2022 QOctober 2022
Second Quarter October — December 2022 January 2023
Third Quarter - January — March 2023 nfa
Fourth Quarter April — June 2023 n/a

8.2  The Employer shall keep a record of all formal and informal reviews, including the mid-
year review and annual assessment meetings.

8.3  Performance feedback shall be based on the Employer's assessment of the Employee’s
performance.

8.4  The Employer will be entitled to review and make reasonable changes to the provisions
of Annexure “A’ from time to time for operational reasons. The Employee will be fuily
consulted before any such change is made.

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

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure B.

10. OBLIGATIONS OF THE EMPLOYER
10.1  The Employer shall —

10.1.1 create an enabling environment to facilitate effective performance by the
Employee;

10.1.2 provide access to skills development and capacity building opportunities;

10.1.3 work collaboratively with the Employee to soive problems and solutions to
common problems that may impact on the performance of the Employee;
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10.1.4 on the request of the Employee deiegate such powers 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 to the Employee such resources as the Employee may
reasonably require from time to time to assist him/her to meet the performance
objectives and targets established in terms of this agreement.

11. CONSULTATION

11.1  The Employer agrees to consuit the Employee tinﬁeously where the exercising of the
powers will have amongst others —

11.1.1 a direct effect on the performance of any of the Employee’s functions;

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

11.1.3 a substantial financial effect on the Employer.
11.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 11.1 as soon as is practicable to

enable the Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

12.2 A performanc.e'bonus of 5% to 14% of the inclusive annual remuneration package may
be paid to the Employee in recognition of performance and the amount payable would
be calculated on the following basis:

1.1 0% - 58% . | Performance Unacceptable 0% of total package
2.1 60% - 69% | Performance Not Fully Effective
3.1 70% - 79% | Performance Fully Effective Remuneration Progression
4.: 80% - 89% Performance Significantly Above » Remuneration Progression
' Expectations/ Exceptional Performance s 5% - 9% of Total Package
5.1 90% - 100% | Outstanding Performance * Remuneration Progression
» 10% - 14% of total package -

12.3 Inthe case of unacceptable performance, the Employer shall —

12.3.1 provide systematic remedial or developmental support to assist the Employee to
improve his or her performance; and
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12.3.2 after appropriate counseling and having provided the necessary guidance and/ or
support as well as reasonable time for improvement in performance, the
Employer may consider steps to terminate the comtract of employment of the
employee on grounds of unfithess or incapacity to carry out his or her duties.

13. DISPUTE RESOLUTION

"13.1  Any disputes about the nature of the employee's performance agreement, whether it
relates o key responsibilities, priorities, methods of assessment and/ or any other
matter provide for, shall be mediated by —

13.1.1 In the case of Managers directly accountable to the Municipal Manager, the
executive mayor or mayor within thirty (30) days of receipt of a formal dispute

from the employee; whose decision shall be final and binding on both parties.

13.2 In the event that the mediation process contemplated above fails, clause 19.3 of the
Contract of Employment shail apply.

14. GENERAL

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

14.2 Nothing in this agreement diminished the obligations, duties or accountabilities of the

Employee in terms of his/ her contract of employment, or the effects of existing or new
regulations, circulars, policies, directives or other instruments.

(..Erﬁ J.(K- «»J A/
Thus done and signed at K ....................... on this the %..day of ‘6“442022

AS WIT SES:

GER: UTILITIES

us done and signed at ..).. M T MRV

AS WITNESSES:

2022/2023
S.H Mbanjwa




MUNICIPAL MANAGER

o Bk by

2022 /2023 Performance Management Agreement Executive Manager: Utilities Management Services:
S.H Mbanjwa Page 11




'
: N
: 38538842 )5u)e9 . . ) - i
. agailanale : .
Bt
SE0IMBG %8L j209] .
uswabeuely o pury Juelt ainppusdxs .
sanynn %00L %001 % %01 OiS Uo anpuadse % SprEpn iy swein nding sebeuspy aARNoaXT]
uafeusp sAnoaxXy
Yol¥ o
%61 Lo
INOLETTN E
NOSHId J1IOHVL FHNSYIN HWOLYDIONI| Lid3aN3g]  103r0ud
123r04d HIALMYND
snaIsNOdsT| _omS T Jyanng!  3NTASVEL TG ) ONHHOBM  gonvimosad AaxjoL sauYm|  YOOSI THATT ONINNY e
502 ALFIEVIA ONY ININIOYNYI TYIONYNIL "YdH
%001 YO
%00k X
SoOIEG yebpng pue
Emgmmm:ms_ saweyawy pstosioid :
salmn %001 ¥ % %0g UM pajuswatdul spIEpA Iy | Manipp @0ieS ndinG abeueiy aarndax3
uabeuey w>a:w.m.xm Ajnyss=00ns
: ' spefoid 41908 %
%001 [Ae)
%001 Lo
ANCLSITHIN . . - - - -
NOSHAd R - 139uvL - FANSYIW HOLYIANI -12anN3g]  1o3rodd | "
L0310ud HALEVYND i
FTENOLSTY Tennny|  INTASYEL T n| PNILHOEM  gonvwaosuad ASX 0L STUYM|  YOOSH T3AAT ONINNYd
ANNTHOOH
%08 LNINdOTFATA TUNLONYLSVHIN] ANY AMINIEA IDINYES VdM
09 - SAMAYAS INJWIOYNYIN SALLITLO IININNY4IA
eon
ANUNOWOoS 313 0 SSIIAISS BjGEUIR)SNS aptaoud 0 mBerens
¢1 1adeyn JON 291A19s D1qnd pasnoaoy UIZRID alqedes [euotssagord e Buiping JdON Jaydeys 40N
wiajsAs Jusiulanoh [200] JURILYE PUE 3AII3YS "sjgEIMN0IDE ‘ansuodsay 16 AWOANND mm_.“__wwqﬁm




4

v dA

%0} NOLLYJIJLLEYd D1T8Nd ANY JONYNHIADGD js[alslz )

%0014 ¥0O .
SIS
stusbeusyy . Buipuny paninos jeusape UORRIBUED “1aBRURI BARNISX
N 34001 e %001 1% 3N 9%, e 10 uoyguaLsdWl % SPIBAA IV smuenaY nding ebeu S_ [ El
abeugyy SARNOaXT
%001 o
2001 o) _
%001 Ll
ss0InIag %08 &0 4
wueweBeUEn el ©4aN aimipuadxe ncing siebeuRy 2AGNOEXT
| sonon %001 %001 % % uo samypuadxe 9% SPER IV sueln nene e
LMETEL jabeuspy oAqn09Xg
%02 f4e]
%0E Lo
%00 O
ssoIneg %08 o) 4 -
swsbeuepy pun JuelB 2Impusexs nding ebeusp sAgnoexa
e 2,001 %001 o %2 43N] Uo m._ju_UEmﬂxm " SPIBA Y SUel naing N SAL
Jalieuepy sapnoexy .
%09 0
%07, Al .
| u,:_wmw.y:mEm 3 %00 YO .
S %00T08ss




YN gIAIONI

%00 ¥O
sIojeg 4001 €0 swswalnbal
Juawabeuely asue|dwod s)uaLsInbas anos
SBUIN %00} %00k % %E uope|siba) Aay pauveld SPIEMIIY anesiBal Aey Incing saBeuB SAIN0exT
sBeuepy snneg 10 uopeusLUSdU %
o004 [49]
%001 0
%001 4]
sooEg - €0 1osiBay ysiy
wawsSeuep oiBejens alf) ue suonoR juswabeuep . —
J— %00 %001 % %2 uoneBpul jepuswyedap | SPEMIV 1l Inding webeuep sandaxg
uabBeuspyy aAnnoaxg 10 uonEluRwadw %,
: . - o
J(FuRuisdeuUely;
B ]
%00 % O
seoIEg - £0
wawabauep sue|d uopoy ypny sueqd oBeu BNo®X
, sann %004 %004 % %E o 10 uopewsweidut 9| SEMTY | uonow upny v ndng Lshizueyy aAIN0RXI
Jabieuen snnosxg
AL T )
c,._‘nﬁm:_@m_ '
Bunglive . | 125 193 €
. ORY PUE S56E=T -7 Vo
LMavEaINSYAW INOLSTUN
T T : NOSHId 139dvL TUNSVIN HOLYDWONI]  Li4aN3g|  LO3rowd
|0 3onvmEoRsIel  gqgenoasay] LOIMONA MILVAD | ungg|  ANCESVEL g g ONUHOEM aonviviosad avoL scavm  voOSW TEAST ONINNV
JAWNYHDOHd




i

T B AL, e
! - eZasy BUESOLUNEYS
ipheue rsjuniy ey Aq pasosddy

pon
SN 2 VAW AP

emilieqy anpues

saa1Aleg Juawabeuey sRIBN 11abeue %3 a1y Aq peydassy pue uo.:m_.w

%001 YO
%001 [1e]

mmmu_._cow AlELt=iy] paseuy

wswabeuely . (7 deys)saul swn .
. samn %00k saouznaud oN % %0k \o5 aU; Ui papusig| SPEM iy |seindsip noge)  Inding LebeuRpy SARN0EX3

ebeuepy aANNDEXT %001 0o saoueAaLb Jo %

Y001 Lo
ANOLIT TN
NOSYHI4 1394V Jdnsvan HWOLYDIONI|  1i43N3g:  Lo3arowd
Loarodd | ¥3EHYNRO INIRSYE
TNMSNOSTY| ot o g TYNNNY s 40 Lnn| ONHHOEM - o0 vmaoauaa AT 0L SqUVM|  YOOSI AT ONINNYId
o061 LNTJWN4OTIAIA TYNOLLVSINYDHO ONY NOLLYIVHOASNYEL TVIDINAI *VdXd
%00 YO
- INET %S4 . . .
justisbeuzy . - -1 - g jo-rgwa . o
; saninn %001 %001 % W% g se ugid wawaincoad | SPIBA Y | JWBWRINICId inchng 12BeuBly 2AINDaX3
Pl MBLOLEE] sBeueyy sAunOaxg €D 3L Jo UONEIBWSIAWY %
o 195 19B4E} I5HIEER
T usismanpe - 20
- Lo




uopejuawadu ﬁ\
10§ UCISIAID k
-gqng Wwswidoeasg

srafeuepy Jo) (sd0d) jualsmodw]
pue bujuiesT sueld Wawdopaa [euosiad Jo Juswdojsnag | § pue Juswabeuep sidoad
0] siafeugpy io)
sddd 0 uoissiwgns
3U] UO JO0i4
Z20g ysnbny
sisbeuepy L Aq sisBeuely yim paubis sjuswisaiby G

UM s,yNd paubls wowsbeuely souBWIONSd [BNPIAIPU]

diysiepes
pue uonosng difeeng

wesbo.d uopeuswa)dw) pue ueyd
BWISBAUl pue JuswdoisAsp SUNJONLSEIU] 01
Jeah g 510 |yl jo Juawdojansq

. SAAONILIAWOD
i TIVIMAOVNYIN 3H00

3ONIANT




Jeak [eloueUlY JO pus

wswabeue [BIouBUlY

g0z Aenuep toamp Wy
BupoUOW Jeak uj sy1 18 Juads 186png |e)des papun) juelb jo o
amnypuadxa (41) ssopnid
syodal Jin ApenenDd reynBaal] pazuoyineun Jo uononpay ¢% ke
UQISIAIQ UoRENnEAT
pue BuriopUON o) uoneiuswsdwi Asaiisp 9aIA9S 0g

guoday SJUBLLIOHS S
Auspenn digas

juswabeuey
18loid pue swweibold




)

renolddy 1oy Jesh
[eroueul £20¢/celd
U} Ul Iounog
0} pajwiqns sa121|0d
S g9101j0d padojanad]
pue pasiney

saI1[0d 10 Juswdojeaa(] pue UOISIADY

ot

diysiepesT aoUBLIBACE

sBuneaw
jejusuwedap jo
ielsiBay aouepusyy
pue epuaby

soaA0|dWi9 0] LUOBIIUMUIWIOD

L

pajuswas|dill 89 0}
syo2load auy 1oy ue|d
awabeuep sbusyn

uoneuswaidul] ueld uswsabeuey abueun 9%

01

diysiepea abueun




uoneiuawadul
10} UDISIAID
-gng wawido@asg
pue Buiuies
0] siebeueyy 10}
sd(d Jo uoissiugns
a8y} uo Jooid

)

siabeueyy 1o} (sdad)

sueld Juswidojaaa( [Buosiad jo Juawdojana(

Jusulamoduwg
pue juswabeuely sidoad

slabeuep
UM s, ving paubls

220z ysnbny
1€ Aq siebeuepy yum paubis susweaby

juswabeuepy 8oUBWIONSd [ENPIAIPU]

wesboud uoneyuswedwi pue ued
juBwsaAUl pue uswdo@asp sinjaniiselul
1eaf ¢ s,AuD ay} Jo JuswdoPasg

oL

diysiapean
pue uonoaaq o16e1ens

| smonaladmos
. IYRIEDYNVIA 30D




(R

JabBeuepy gdigiunpy ayi Aq panrolddy

\azfz/8fe

‘ mlueqy sjipueg
17

sao1Aleg Juswabeuryy saminn (1ebeue éy q paydsooy pue paubig

00l=lejol

g woly
suoday Juswabeusy

Asiy pieoquse(

ued voneuswsdw) Juswabeuew
3SH jenuue syl Jo uojejuswsidw %

ol




[SANDILE ¥ : [MBANJWA
EXEGUTIVE MANAGER: UMS EFY |MUNICIPAL MANAGER

«  Change.
Vision &
Strategy

s Process
Design &
Improvement
+» Change
Impact
Monitering &
Evaluation

s  Procgram &
Project
Planning and
implementatio
n

Portfolio of evidence - Service
as required by the Short course Training through a provider o ke [Trainer

Change Managemant N :
Training institution. NQF 6 service provider appointed.

Portfolio of evidence Short course Training through a service service
as required by lhe NQE & rovider provider to ke [Trainer
“Fraining institution, P appoinited.

Program and Project »  Senice
Management Delivery
Managemend,

= Program &
Project
Monitoring &
Evajuation
« mSCOA
implementati
on aligned to
the
budgeting
« Standard
for Portfolio of evidence . Service
Financial Management Irfrastracture]as reguired by the 2220;1 BC OUrSE Tra|r‘1;ng thru_ugh a provider to be {Trainet
L ) sarvice provider .
Procurement | Training instituticr. appointed.
and Delivery
Management
Procurement

Palicy
impieyﬂﬁ
o




