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INTRODUCTION

This human resources developmeant stratagy documant details the processes that nesds io be
taken into consideration in order to ensure that a strong deveiopmental municipal institution is
build over a period of 5 yzars and through effective implementation of the following key
elements:

a) The overall HRD Vision

b) The overall HRD Mission

c) The HRD Strategy Pyramids

d) The controls (which outlines the implementation framework and contingency plan).

The rest of the HRD Strategy document outlines specific strategy details, the proposed tactics
or initiatives and the implementation details. The next ssction bslow describes the most
important contextual considerations informing the human resources development strategy.
Strategic controls mark the end of this strategy document.

THE CASE FOR HRD STRATEGY

The purpose of this HRD Strategy is therefore to provide a plan or framework that ensures
integrated HRD planning and implemzntation, monitored institutional-wide and at Directorate
level with progress measured against approved indicators. The strategy does not seek to
usurp Directorate function roles, except to locate HRD within a broader strategic framework of
current and future human resource neads of the City of Polokwane.

The “Batho Pele” principle, which has been used to cohere the various strategic objectives of
this strategy, is the concept of ‘Best Value'. This principle includes giving our customers (both
Polokwane Municipality employees and the people of Polokwane in general) the best service
we can use all our resources. It also means eliminating waste, fraud and corruption and
finding new ways of improving services at little or no cost. This might include us forming
partnerships with other service providers and the community. If we work efficiently and
maximize our skills we will add value and produce service excellence to give our customers
the best value for their money.

It is ofien stated that an organization's human resource managsment (HRM) practices -
human resource development (HRD) activiies amongst them - should fall in line with the
overall strategy of the organization. The IDP sarves es the vehicle for achieving and
avaluating the HRD Stratsgy.

The above ralationship between ths IDP and the Corporate HRD Strategy can be depicted 2s
icllows:
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! Linking HRD Strateaic fo POLOKWANE MUNICIPALITY Corporata
Strategies

] ] HRD STRATEGY
IDP
1. Comprehensiva Plan 1. Comprehansiva
2. Embracing focus on Plan
public sector action 2. Selective focus
3. Short to medium (3-5 on strategic HRD
years) term focus areas.
4. Exclusive to public 3. Short to medium
action (3-5 years) ter
5. Planning : 4. Exclusive to
6. Municipal Focus corporate HRD
7. Legal imperative Section action
’ planning
5. Planning
6. City Focus
7. Leadership
imperative

HRD Strateoy as a
resnonse to Citv

The national and provincial legislation alongside other directives, form the context within which
Polokwane Municipality's planning looking to the future is embedded. The Limpopo Provincial
Growth and the Development Strategy document give a provincial strategic context for
Polokwane Municipality to operate within. The field of Human Resources Development (HRD)
in the public sector is also regulated and guided by varying national and provincial legislation
and directives. The above-mentioned national, provincial legislation and directives alongside
the Polokwane Municipality's IDP collectively form the development agenda for the
Municipality. Thersfore, the HRD strategy development initiative, dovatails with the IDP to
iorm an institution-wide strategic context for the development of the Polokwane
Municipality's human capital.

3 STRATEGY GUIDING PRINCIPLES
This strategy is underpinnad by the following guiding principles:

The National Skills Development Strategy (NSDS) equity targets: Accelerate broad basagd
Black economic empowerment and empioymant equity. It is envisagad that the compcesition of
the bensficiaries of learing intervantions at Polokwans Municipaiity should be as fallows:

g) 85% to be biack
5) 54% to be famale
¢) 4% to be people with disabilities

All Polokwans Municipaiity Directoratss are encouraged to use thess guidelines when
implementing the HRD Strategies.

BRIV / AIDS: There is nssd for the Polokwans Municipality and all its Diractorates to
acknowledge the sariousnsss of the HIV (Human Immunse-dsficiency Virus) /AIDS (acquirad
Immune Deficiency Svndroms) 2s 2 madical reality with both social and economic
impilications.
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Reszarch and Davelopment

Fostering the National Education Poiicy Act through snhancing the quality of sducational,
innovation through systematic research and development on education, monitoring and
avaluating education provision and performance.

Partnerships and Joint Vantures

Partnership and joint ventures should be actively pursued. Consuliztion with the SBU: Local
Economic Development (LED) and other stakeholders are currently taking place in this regard
within the Polokwane Municipality.

CURRENT SITUATION

A need hes therefore besn identified to develop a comprehansive human rasources
development strategy that integrates with the following strategic processes:

The Integrated Development Plan;

The HRD Strategy should take cognizance of the Sector Skills Plan:

The HRD Strategy should take cognizance of the customer and financial perspectives;
The HRD Strategy should take cognizance of the National Capacity building stratsgy
for local government;

The HRD Strategy should provide guidance on ths Public Private Partnership in terms
of service providers;

Identify key priorities and performance indicators
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4.1 Governance Structure

The principal weakness of corporate governance today is the excessive concentration of
power in the hands of top management. Rebalancing or equalizing this power is a prerequisite
for promoting accurate financial reporting and human resources development implementation
strategies. Polokwane Municipality governance structure should be premised upon formally
recognizing employees as a group and as key participants in the learning and development
process. This is an important element in a transition to a morzs balanced HRD governance
structure. Therefore, for Polokwane Municipality a comprehensive structure of corporate
governance is needed that will reflect this revolutionary view of employzaes,

Two types of governance structures are currently in place at the Polokwans Municipality to
govern lsarning and development. Namely:

2) The Training Committee, and
b) The Functional (HRD) structure

Functional HRD structure
Reier to the HRD functional organogram.
Polokwane Municipality Training Committee

ltis a legislative requirement that 2 training committes be established. This commitiae at the
Polokwans Municipality will be responsible for monitoring, control and managamsant of the
training and development of both the pzople and the employees of tha Municipality. It is to be
utilized for consultation and endorsemant on all skills devalopment issues. (Skills
Developmant Act and Regulations of ths Skills Davalopment Lavies Act)

The appointment of the Training Committee mambers has to be based on represeniation of:
a) Position/rank
5) Race
c) Gender
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rhe functions of this Commitizs will ba:

Consuliative.

To assist with the devalopment of the WSP.

To inform all employees on the davelopmant of the WSP.

To collate and assist in collaction of relevant information.

Skills promotion

To report on progress regarding the implementation of the WSP.

To meet on a monthly basis to discuss and be informed on ongoing skills planning
issues.

.
SRS ICAC)

~

CRITICAL ISSUES

In an attampt to achieve its mission, the human resource sub unit (within the Human
Resources SBU) of the Polokwane Municipality has identified the following key challenges
which are faced by the Polokwane Municipality and which form the basis for prioritization in
this HRD Strategy. The most obvious critical issues and challenges are:

a) HIV (human Immune-deficiency Virus) / AIDS (acquired Immune Deficiency
Syndrome): The employees and the people of Polokwane Municipality are affected
by Aids, which will impact significantly on the future skills provision and retention. The
epidemic will probably exacerbate the existing skills shortags in the City of
Polokwane. Particularly attention will therefore have to be given to monitoring and
responding to the impact of HIV / AIDS on the available skills.

b) Fragmentation: One of the arsas of institutional weakness within the local
government, water and related services sactor highlighted in the national sector skills
plan, is the fact that Local councils are bringing about change from the currently
fragmented arrangements of education and training.

¢) Skills Development: The implication of Section 63 of the Municipal Systems Act,
according to the sector skills plan (chapter 4), is that every municipality in the country
is legally compelled to develop its human resources, even over and above training
providad in terms of the Skills Developmant Act.

d) Public - Private Partnership in terms of service providers: At various points in the
past attempts have been made to set up workshops and conferences to attempt to
craate a better alignment and working relationship with groupings such as Schools in
Universities and Technikons, vyet the relationship seems not to have been
consolidated. Thersfore there is a strong need within the Polokwans Municipality to
take an initiative in this regard. _

e) Ongoing change: Th2 ongoing nature and pace of change impacts current and future
workforce capacity and leadership neseds ai all lsvels within the Polokwane
Municipality.

KEYS TO SUCCESS

6.1 Provision of the highest possible leval of service in respact of sducation, training and
development o the Polokwans Municipality customars,

6.2 A co-coordinated set of actions aimed at integrating Polokwane Municipality with its internal
business processes, its peoplz and technologiss,

8.3 Development of the IDP Na2d Register that accurstely links municipal activities (HRD Sub-
unit) to identified constitusncy needs (training and devalopment nesds of both the smploysas
and the people of Polokwans Municipaiity).

6.4 Training and Development budget centrzlization: The annuai budgst of the Poiokwane
Municipality HRD Sub unit must indicate how it gives sffect to the HRD Strategiss of the
Dirsctorates over the five coming budget vears. And how the HRD Strategies may naed ic be
revised given the centralized budgetary resources and spanding commitments.

CORPORATE HRD STRATEGY

Section 68 of the Municipal Systams Act (Act 32 of 2000) states that a municipality must
develop its human resource capacity to 2 level that enables it to perform its functions and
exercise its powers in an economical, effective, efficient and accountable way, and for its
purpose must comply with the Skills Devslopment Act (Act 27 of 1998) and the Skills
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y Gocumani was then dasignad

Howsver. in developing IDP the approach begzn by addressing thrae kay strategic quastions:

z) Where are we now?
b) Wheare do we want to ba?
c) How do we get there?

The Human Resources Development sub unit, &s part of the overall Polokwane Municipality
Human Rasources SBU, then had to add two othar questions:

a) What kinds of people skills will be needad to manage and sustain the Polokwang
Municipality in the future to meet the seven focus arsas?

b) What human resources development strategies/tactics and initiatives/programmes will
be needed to deal effectively with the external pressurses and deamands affecting the
Polokwane Municipality institution?

The following shows a high-level approach to HRD Strategy design and development: (this
document serve as the outcome of phase 1):

Three dimensional approach towards POLOKWANE MUNICIPALITY HRD Strateaqy

Design
HRD Strategy Design
Flidsd 3 and Development Strategic
Level
Phase 2

Strategy Translation /

Cascading Tactical
o Level
“Directorates’™
Implementation
Phase 3 P - O Operational
“Delivery™ v T avel

Vision

[{§ed

7.1 HRD Vision

Excellence through people development”

7.2 HRD Mission

“To develop the competencies of the employses and pzople of Polokwane Municipaiity through
learning and development that encourages participation and innovation”
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STRATEGY PYRAMIDS & STRATEGY ALIGNMENT

Sirztegic zlignment is essential matching up zil identfiad human resourcas deveiopment
priorities to our tactics and specific programmes, or business activities. The strategy

pyramids have been selected, a2s a visual tool to assist the HRD Section in acting on what the
strategy says will be achisved.

We need to establish our training and development programme offerings as quality laden,
and impact. We do this by promoting our value added resources (physical and human). Our
human resources development strategy pyramids places strategy at the top, supporied by
tactics in the middle, and programmes at the base. Strategy means nothing without tactics and
programmes to make it real.

Therefore the Polokwane Municipality Corporate Human Resources Development Straiegy is
addressed through five (5) strategy pyramids, each based on one fundamental priority. Thess
priorities will lead to strong financial fundamental and a strong developmental municipal
institution.

HRD strategic priorities are listed as follows:

Priority [: To develop the employess of the Polokwane Municipality to parform optimally,
thus ensuring service delivery

Priority If: To implement the appropriate governance structures to effectively control,
monitor and manage the leaming experience within the Polokwane
Municipality

Priority lil: To support learning and development within the Polokwane Municipality
through industry-based competency developmant, innovation, ressarch and
development

Priority IV: To ensuring that the skills and competencies of the Polokwane Municipality
youth within manufacturing, government and business services are developed
and enhanced.

Priority V: To ensure effective and sound financial management.

8.1. Priority No.1
Our first priority focuses on developing the employees of the Polokwane Municipality
to perform optimally and therefore ensuring service delivery.

8.1.1. Tactics
8.1.1.1 The key business activities for this priority are as follows:

a) Determining neads and competencies for the Polokwane Municipality, and the
possible programmes for this tactics are as follows:

b) All Polokwans Municipality Directorates to specify functional arsas that ars

critical for service delivery, taking into account the LGW SETA Ssctor Skills

Plan, and the national capacity building strategy for local government.

Directorats Core compsatency framework dzavalopment

Training Needs Analysis based on designed competency framawork

Competency Assessment conducted for all Polokwane Municipality

employees to ensure credits and quaiifications are awarded as per lsarning

experience undergone

i) Comprehensive Diractorate workplace skills pians

b Q. O
—

8.1.1.2 Developing the Polokwane Municipality employzes based on needs analysis,
workplace skills plan and competency assessments. Possible programmes for
this tactic are 2s follows:
a) Identify and pilot relevant intemships and learner ships for appropriais
Directorates
b) Implement national roll-out of internships and learerships
c) Design and implement Management Development Programmes
d) Ensure that those who participate in learnership programmes are enablad
through the NQF to acquire credits towards a qualification
e) Develop a system to recognize accraditation of informal learning
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8.3

8.3.1.

5.1.1.3 Scarce skills

) Dsvelop and implement AET programmes
Accelerats ICT skilis development programmes
Finance and accounting developmant programmes as follows:

o w
~—

O
-~

i. CIMA
ii.  Associate Accounting Technician (AAT) Learnership ragistared with
FASSET SETA

LGSETA Scarss and Critical Skills:

z) Chief Financial Officer

b) Internal Audit Manager

¢) Policy and Planning Manager

d) Project Managar

Construction Project Managar
Water Quality Technician

Civil Enginser

Civil Enginsering Technologist
Urban and Regional Planner
Accountant (General)
Compliance Officer (Risk Officer)
Internal Auditor

Civil Engineering Technician
Town Planning Technician
Water Plant Operator

Building Construction Supervisor
Paramedic

Finznce Clerk/Administrator

) Legal Advisor/Officer

)  Community Davelopment Worker
u) GIS Specialist

¥) Fire Fighter

w) Plumber (General)

x) Elecirician (Gzneral)

S ——— —
\agv\?jvvzgq ]
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Priority No. Il

The second priority area focuses on the implementation of the appropriate
governance siructures to eifectively control, monitor and manags the leaming
experiznce within the Polokwane Municipality

8.2.1. Tactics

The business activitizs associated with the second priority area arzs as follows:
2) Training and development committes
b) HRD Functional structure
¢) Polokwane Municipality Organogram

Priority No. [lI
Our third pyramid is under the main strategic priority of focusing on supporting
leaming and development within the Polokwane Municipality through industry-basad

competency development, innovation, research and development.

Tactics

8.3.1.1 The key business activities for the first priority are as follows:
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asign and implemant z leamnar information, manzages 2ll Polokwans Municipality
ir2ining arrangsments znd delivars e-learning coursss
Utilization and optimization of the e-leaming msthods to enhance iearning
experience. Possible programmes ara as follows
Know net
SAP Tutor
Leaner managemant system

jegy

M L O
— e ~—

8.3.1.2 Improving ths application of sciantific knowledge and appropriate technologies that
solve skills shortage within the Polokwane Municipality. Programme are as follows:

2) Collection, analysis and dissemination of data in ralation to the HRD Strategy
8.4 Priority No. [V

Our fourth pyramid is under the main strategic priority of focusing on ensuring that the
skills and competencies of Polokwane Municipality youth within manutacturing,
government and business sarvices are developed and enhanced.

8.4.1. Tactics
The key business activities for the Fourth priority ars as follows:

b) Ssek accreditation with reIeVant SETA as a learnership assessment centar
¢) Community development:

i Identification of registered unit standards within manufacturing, government
and business services sectors
ii.  Recruitment and selection of learnership candidates

8.5 Priority No. V

Our lest strategy pyramid is based on ensuring effective and sound financial
managament.

8.5.1. Tactics

The key business activities for this priority are as follows:
a) Ensuring effective revenus managsment
i.  Budget spending
ii.  Ungqualified audit reports
ii.  Skills grants

b) BBBEE procursmant
CONTROLS

This saction reprasants tha last part of this human rssources development stratagy. It is all
about tracking progress in terms of the goals and budgets that are spellad out for sach year
{or month). Through such controls top management can reviaw the results for each period and
identify Diraciorates or sactions that are not attaining thair goals.

9.1. Implementation

“he Integrated Human Rasources Managemzsnt System is a2 dynamic managemsnt
framswork, providing a2 common link bstween strategic Human Resources processes and
systems within Directorates and the Polokwane Municipality as a whole. Thesas include:

Change in business strategy: Competency management provides a maans to profiie

existing skills and identify potential skill gaps. This would help Dirsctorates identify strangths
and emerging skills they nsed to racruit or develop.
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Improving sarvice delivery: Thars is 2 critical need for Diracioraies to opiimizs ths existing

s
skills of staff through multj - sKilling. Competency managsmani iacilitaias the identification of

empioyse developmant neads that may impact on efficisncy and’ eifectiveness. In thes=
circumstances, competency based management can help ensure employees gst targsted
training that is required to handje incraasad service delivery demands within tha Polokwans

Municipality.

Improving operational effectivenass: Competancy management can help ide

employse wzakness that may impact on operating effactiveness.

ntify arsas of

Continuous performance improvement: Thare is a critical nesd for Diractorates to optimize
the utilization of staff and ensure that thers is continuous performance improvemant through
the effective implementation of performance management and evaluation system, Lifelong
learning: Employses should ba encouraged and presentad with opportunities for lifelong

leaming and should be equipped with the necessary lifa skills.

Equity and empowerment: Training and development initiatives should be aligned with the
broader plans and programs aimed at promoting equity and empowerment of the praviously
disadvantaged groups. [t is thus of vital importance that the HRD Strategy of the Polokwane
Municipality is aligned with the National Equity and Affirmative Action- as well as Recruitment

and Selection Policies.

The following is a depiction of the high-level Integrated Human Resource Development model

adopted:;

Intearated Human Resources Strategy

Polokwane Municipality HRD
Strategy

L

HRTD 3 Priorities 7

LI

Balanced Scorecard
Strategy Implementation anc Focus (Team Management)

, Strategic Map/Short term strategic intants/Annual

Objectivas ﬂ_

-

Motivated and
Preparad
Workforce

L

Processes
Effective

Satisfied
| Shareholder

L

9.2, Propesed time frame for implementation

Itis envisaged that the Proposed strategy should be implemented over the three (3) Financial

Years (2017/2018 -2018/2019 2019/2620) and like the Integrated Development
should be reviewed annually.
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3.3. \iilestones

The accompanying tablz lists important program milestones, with dates, managers in chargs,
and budgets for sach. The milestone schaduie indicates our emphasis on planning for
implementation.

What the table dossn't show is the commitment bshind it. Our HRD Strategy includes
complets provisions for plan-vs.-aciual analysis, and ws will hold quarterly follow-up meaetings
to discuss the variance and coursa corrections.

Milestone
Business Activities Start End Budget SBU Directorate
Date Date Manager
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9.4, Mzanagemsnt Summary
9.4.1. Personnel Plan
Human Resources professionals within the Polokwane Municipality are responsible
for:
a) Providing expsart advics angd suppori to managsrs {o assist them in applying the
HRD stratagy;
b) Facilitating the development and implementation of plans for the personal
development of staff; and
c) Facilitating the identification of accalarated developmeant program candidates, as

well as the development and implementation of accelsratad development
programs for staff with potential.

Key responsibilities for Skills Development Facilitators are: \/

== T v [ Q.0 O m
= = ~ e
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~

SBU Manager

To investigate and identify patterns of people development at a strategic leval.

To identify key strategic skills shortage and priorities.

To collate and essist in the identification and prioritization of strategic objectives.
To analyze and report on specific skill requiremeant issues which may be reievant
to the development of strategic objectives.

To identify strategic opportunities for Learnership development and the promotion
of national skills development priorities.

To develop structures and systems for effective skills planning.

To facilitate the development of Workplace Skills Plans (WSP).

To submit Workplace Skills Plans to the relevant SETA.

To advise the Municipality on the implementation of the WSP.

To facilitate and co-ordinate Learning Committee meetings.

To assist the Municipality in completing key reporting documentation as requirad
by the SETA and the SBU.-

To assist the Municipality with the draiting of an Annual Training Report against
the WSP,

To advise the Municipality on quality assurance requirements as set by the SETA
and those as determined by the Municipality.

To facilitate the implementation of quality assurance measures.

To serve as a contact person between the Municipality and the SETA.

Every Manager is responsible for:

2)

b)

<)

d)

[
~—

—~1y

~

Employees

Actively ensuring that all his/her employses are given the opportunity to lsarn
within the Dirsctorate carser developmant framawork; skills audit.

Approving formal learning activities such as courses and saminars;

Ensuring that there is an effective transfer of learning from training programs to
the workplacs;

Clossly moniioring anc evaluating the transfer of skills from training interventions
to the workplace through & process of identifying kay performance indicators and
performance standards and assessing amployses against these;

Actively involve thamselves with carser planning, coaching and mentoring in
consultation with employaes to davelop them to their full potential and ensuring
that they are avaiizble for appoiniment in increasingly responsible positions that
bscome available: and

Encouraging parsonnal to participate in Learnerships and skills Programs.

Every amployas is rasponsible:

2)

Determining with his/her supervisor, training and developmant needs and
2rsonal devalopmsnt plans;
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b) Piznning and managing with his/har  supsrvisor, leaming
development, in 2 way that is consistant with the acads of the Diractorziz and
Polokwane Municipality at largs;

¢) Demonstrating willingness to grow and learn through work exparience:

d) Accepting responsibility and taking initiative for his/her training and development;

8) Taking full advantage of the training and development opportunities availzble to
him/her;

f)  Commitiing themsalves in terms of learning and devalopment, application of
leaming in the workplace and private time;

9) Applying the knowiedge and skills lsarnt to improve their work performance and

job satisfaction;

h) Participating in the avaluation of har/his training and implementation of personal
development plans; and

i) Participating in the Learnar hips and Skills programs.

Diractor/ Chief Financial Officer /

/

/

Every Diracior/ CFO is rasponsible and accountable for:\/

8.5.

a) Ensuring that his/her immediats subordinaia managers ars given the opporiunity
to learn within the Directorate framework:

b) Ensuring that a Directorate_Skills Plan_is aligned to tha Polokwans Municipality
HRD strategy, and is developed and implementad throughout the Directorate;

c) Ensuring that a functional Skills Development Facilitator—(SDF) is appointed in
his/her Directorate for the purpose of developing and implementing a Directorate
Workplace Skills Plan (WSP);,

d) Ensuring that skills development is budgeted for according to the skills plan for
the current financial year:

e) Ensuring that the workplace is converied into a learning environment;

f)  Ensuring that the workforce participate in the learnership and skills programs; and

g) Ensuring that opportunities and monitoring progress on special projects for
previously disadvantagad individuals are provided.

9.4.2. Financial Plan

From an administrative and management perspective all lsarning activities should be
costed. The budget should be managed and monitored effectively in line with the
Council's financial regulations and the Skills Devalopment Levies Act, 1999,

HRD Sub unit shzall make provision for the financing of all intarnal training and
davelopment programmeas and budgeat not less than ths amount prescribed and specified
in their corporats skills plan for this purpose,

‘Those Diractoraies that have access io donor funding for training and capacity buiiding
shall include thess funds in the total training and developmant budgei, which will be
centralized and authorized by Human Rasourcas Training and Davelopmeant Sub Unit.

Next Steps for Implementation
The following steps ars sssential for tha successiul implemsenization of the Poiokwans
Municipality HRD Strategy:

2) Approval by the Counail
)

b) Implzmantation plan for the HRD Strategy

c) Transiation of the Poiokwans Municipaiity HRD Stratagy through 2 balanged
scorscar

d) Cascading and transiation of ths Polokwanzs Munizipality HRD Strategy fo 2ll
Directorates

e) Design ancd devalopment of Dirsctorate-specific HRD Strategies and transiated

through balancad scoracards
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i} Esiablishmzani of the Guiding Cozlition (HRD Straiegy Implementation project
i2an)
g) Implementation of the communication and mobilization straiegy

2
h) Strategy Implementation
i ncement with regular prograss ravisw

O
e}
3
3
®

10.  LINKING IMPLEMENTATION BACK INTO HRD STRATEGY

The strategic intents have been darived from the strategic map, which lays a foundstion for the
HRD Balanced Scorecard. These HRD strategic intents will be reviewed annually and the
reviewable thersof mark a step towards the atiainment of the overall three (3) year plan (HRD
Strategy). The relationship between the HRD Key priorities and the four stratzgic intants is
depicted in the following diagram:

HRD Strategic Directives

HRD priority Areas: HRD Strategic Intents:

Priority I: To develop the employses of the | Learning and Growth:

Polokwane  Municipality  to perfofm Empower and enable the Polokwane
optimally, thus ensuring service dalive Municipality staff with skills & competencies

* | to effectively deliver to their customears

Priority ll: To implement the appropriate |,
governance structures to effectively control¥| Internal Business Processes:

monitor  and manage the learning | Ensure that the internal procssses are

experience within Polokwane Municipality simple, cost effective and manageable;
whilst constantly looking for innovative ways
Priority [ll: To support lsarning  and of working

development  within  the  Polokwans
Municipality through industry—based/ Customer / Stakeholder:

competency  development,  innovation, | Provide suitable, cost effective training and
research and development development solutions that meet both
intemal & external customer requirements

Priority IV: To ensure that the skills and
competencies of the Polokwane Municipality | Financial Perspective:

youth within the manufacturing, government | Optimize cost structure and cost recovery
and business services are devaloped end
enhanced

Priority V: To ensure effective and sound
financial managament N

11. ACCRONYNS

In this section, we provids simple dsfinitions to all the terms and names. In soma cases this
means that our definition is not strictly corract as definad ir the law or in a textbook.

| Abbreviation Full Name or Term

i
i
BSC Balancad Scorecard |
ETD Praciitioner Education, Training and Davalopmant l
HR Human Resources S3U i
HRD i Human Resources Davalooment Sub Lnit I
KPA Kev Periormancs Arsa !
i LGSETA Local Governmant Sector =ducation 1 raining Authority ;
VIV Municipal Manager
NSDS National Skills Devalopmant Strategy i

| SETA | Sector Education and Training Authority
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12. REFERENCES

2) Adult Basad Education and Training Act (Act 52 of 2000)
b) Employment Equity Act (Act 55 of 1098)
¢) Integrated Development Plan (iDP)
d) LGSETA (Local Government Sector Education Training and Authority): Sector Skills Plan.
) Local government: Municipal Systems Act (Act 32 of 2000)
f)  National Education Policy Act (Act 27 of 1996)
g) National Skills Development Plan
n) South African Qualifications Act (Act 58 of 1095)
i) Sector Skills Plan
j)  Skills Development Act (Act 97 of 1098)
k) Skills Development Levies Act, 1999 (Act No. 9 of 1999)
13. AUTHORITY
Consulted with Local Labour Forum Date:
Recommended by Municipal Manager Date:
Approved by Council Date:

14. Signed and witnessed by the following parties:

1. Signed at on this day of
of Polokwane Local Municipality

2017 on behalf

The Executive Mayor V Date

2. Witness for Polokwane Local Municipality

Municipal Manager Date
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