5. LEGISLATIVE FRAMEWORK

The requirement for the development and implementation of a Performance Management
System provided for in legislation, which makes it peremptory for municipalities to comply. The
Auditor General is required to audit municipalities for compliance with legislation, and non-

compliance will result in adverse consequences.

The following pieces of legislation will inform and shape the content and prescripts of the

Performance Management Policy:

Constitution Mandates Local Government to:

1996
¢ Provide democratic and accountable government for local communities;

(Section 152) o Ensure the provision of services to communities in sustainable manner;

 Promote social and economic development;

* Promote a safe and healthy environment;

* Encourage the involvement of communities and community organisations in
the matters of local government.

Municipal A Municipality must:

System Act .
» Establish a Performance Management System.

Act 32 of 2000 | « Promote a performance culture.
(Chapter 6) e Administer its affairs in an economical, effective, efficient and accountable
manner.

It further outlines the core components of a performance management
system as follows:

o Set KPI's as a yardstick for measuring performance.

e Set measurable performance targets with regard to each of those
development priorities and objectives.

* Monitor measure and review performance once per year.

e Take steps to improve performance.

* Report on performance to relevant stakeholders




THE WHITE
PAPER ON
LocAL
GOVERNMENT
(1998)

The White Paper on Local Government (1998) suggested that local
government should introduce the idea/concept of performance management
systems.

The white paper acknowledges that, "involving communities in developing some
municipal key performance indicators increases the accountability of the
municipality. Some communities may prioritise the amount of time it takes a
municipality to answer a query, others will prioritise the cleanliness of an area or
the provision of water to a certain number of households. Whatever the priorities,
by involving communities in setting key performance indicators and reporting
back to communities on performance, accountability is increased, and public
trust in the local government system enhanced" (The White Paper on Local
Government, 1998).




BATHO PELE
(1998)

The White Paper on Transforming Public Service Delivery (Batho Pele) puts
forward eight principles for good public service. Our municipality is duty bound
to uphold these principles:

v" Consultation:
Communities should be consulted about the level and quality of public
service they receive, and, where possible, should be given a choice about
the services which are provided.

v Service standards:
Communities should know what standard of service to expect.

v" Access:
All communities should have equal access to the services to which they are
entitled.

v" Courtesy:
Communities should be treated with courtesy and consideration.

v Information:
Communities should be given full and accurate information about the public
services they are entitled to receive.

v" Openness and transparency:
Communities should know how directorates are run, how resources are
spent, and who is in charge of particular services.

v" Redress:
If the promised standard of service is not delivered, communities should be
offered an apology, a full explanation and a speedy and effective remedy;
and when complaints are made communities should receive a sympathetic,
positive response.

v Value-for-money:
Public services should be provided economically and efficiently in order to
give communities the best possible value-for-money.

Importantly, the Batho Pele White Paper notes that the development of a
service-oriented culture requires the active participation of the wider
community. Municipalities need constant feedback from service-users if
they are to improve their operations. Local partners can be mobilized to
assist in building a service culture. “For example, local businesses or non-
governmental organisations may assist with funding a helpline, providing
information about specific services, identifying service gaps or conducting a
customer survey" - The White Paper on Local Government (1998).

MUNICIPAL
STRUCTURES
ACT (1998)

The Municipal Structures Act Section 19 (2)(a) mandates the council of the
municipality to conduct annual reviews of the municipality’s overall
performance in achieving its set objectives.




THE MUNICIPAL
SYSTEMS ACT
(2000)

The Municipal Systems Act (2000) enforces the idea/concept of local
government PMS and requires all municipalities to:

« Develop a performance management system

» Set targets, monitor and review performance based on indicators linked to
their IDP

e Publish an annual report on performance of the councillors, staff, the public
and other spheres of government

e Incorporate and report on a set of general indicators prescribed nationally
by the minister responsible for local government

¢ Conduct an internal audit on performance.

e Have their annual performance report audited by the Auditor-General

o Involve the community in setting indicators and targets and reviewing
municipal performance

The Department of Provincial and Local Government has published national

guidelines on performance management systems

MUNICIPAL
PLANNING AND
PERFORMANCE
MANAGEMENT
REGULATIONS
(2001)

The Municipal Planning and Performance Management Regulations set out in
detail requirements for municipal PM systems. However the regulations do not
sufficiently constitute a framework that fully proposes how the system will work.
Each component of the proposed framework in this document is strongly
informed by the regulations.

MUNICIPAL
FINANCE
MANAGEMENT
ACT (2003)

The Municipal Finance Management Act states requirements for a municipality
to include its annual municipal performance report with its financial statements
and other requirements in constituting its annual report. This must be dealt with
by the municipal council within 9 months of the end of the municipal financial
year.

MUNICIPAL
PERFORMANCE
MANAGEMENT
REGULATIONS
(2006)

The Local Government Municipal Performance Regulations for municipal
managers and managers directly accountable to municipal managers
(Government Gazette N0.29089, 1 August 2006), sets out how the performance
of Section 57 staff will be uniformly directed, monitored and improved. The
regulations address both the employment contract and performance agreement
of municipal managers and managers directly accountable to municipal
managers. It further provides a methodology for the performance management
system as well as criteria for performance bonus payments. The regulations also
provide an approach for addressing under-performance, should this occur. The
regulations will be discussed in greater detail in a later section of this framework
document.

6. PERFORMANCE MANAGEMENT SYSTEM FRAMEWORK

The statutory requirements for the framework of a Performance Management System are set out
in the Local Government: Municipal Planning and Performance Management Regulations, 2001.

It requires a system that:
6.1 Complies with all the requirements of the Act;




6.2 Demonstrates how it is to operate and be managed from the planning stage up to the stages
of performance review and reporting;

6.3 Clarifies the roles and responsibilities of each role-player, including the local community, in
the functioning of the system;

6.4 Clarifies the processes of implementing the system within the framework of the integrated
development planning process;

6.5 Determines the frequency of reporting and the lines of accountability for performance;

6.6 Demonstrates how it relates to the Municipality's employee performance management
processes; and

6.7 Provides the procedure by which the system is linked to the Municipality's integrated
development planning processes (IDP).

6.8 Due consideration was given to these requirements in the development of the proposed
Performance Management System which is detailed further within this document, which also

includes the procedures and practical application of this system.

POLICY PRINCIPLES
7.1 The Performance Management System and Framework will be guided by the following
broad principles:

(2) Open communication in order to ensure that all parties understand the expectations
and challenges facing them, whilst being able to discuss performance
difficulties/challenges and issues freely;

(3) The alignment of departmental and individual performance objectives with the strategic
objectives of Emalahleni Municipality (as relating to the IDP/ Municipal Budget and
Service Delivery and Budget Implementation Plan)

(4) Commitment to the application of Performance Management within the prescripts of
the framework and policy;

(5) Recognition and awarding of performance which meet or exceeds the required

standards;



10.

(6) Coaching and development in areas where performance does not meet the required
standards; and Providing developmental feedback in order to ensure that
performance optimisation is fostered.

APPLICABILITY
This policy will be applicable to the following employees:

a. All S.54A Managers and S56 Manager duly defined as per the Municipal Systems
Amendment Act No 32 of 2000.

b. All other Managers and staff who have negotiated fixed-term contracts;

c. The policy upon consultation and approval will be applicable to all the employees of the
Emalahleni municipality.

GOVERNANCE ISSUES

This policy and framework will be guided by the following governance and supporting

structures:

1.1 Council (required to adopt this policy);

1.2 The Municipal Manager who facilitates the review and amendment of this policy;

1.3 The Corporate Services Director/Municipal Manager who assumes responsibility for the
management and administration of performance management application; and

1.4 The Audit Committee and in their absence the Performance Audit Committee.

IMPLEMENTATION CAPACITY

In order to ensure the successful application of this policy, it is critical that the necessary “buy

in” and commitment to this process is obtained from all relevant role-players. Additionally, it

is critically important to ensure that all staff are adequately trained and work shopped to
administer and implement the terms and conditions applicable to this process.

In this regard, the following development will be required:

10.2  All staff, at every level (as applicable in terms of the roll-out), will be required to attend
training on the practical application of this process and will leave this training with a
thorough knowledge and understanding of processes involved, including performance
planning, performance reviews, coaching and mentoring.

10.3  All Corporate Services staff who would deal directly with Performance Management
Administration will be required to be trained on the required administrative processes and
will be required to be provided with all the necessary resources required for this

responsibility and administrative function. Labour will be work shopped in terms of the

process itself so as to facilitate understanding, commitment and buy in to this process.



7. The Value of Institutionalizing PMS in a Municipality -




1. OBLIGATIONS TO ENSURE COLLECTIVE PERFORMANCE

COUNCIL EMPLOYEE

o Enables environment to facilitate effective | « Understands the strategic intent ]
performance (development mandate — IDP

¢ Clarifies development objectives and e Buys into and participates in the
performance expectations (IDP) Performance Management System

e Regularly review employee performance e Works collaboratively with employer to
and provide feedback on performance — solve problems that may impact on
oversight performance

e Works collaboratively with employee to e Commits to fulfilling their part in enabling
solve problems that may negatively impact the institution to deliver on mandate
on performance e Focus on fulfils commitment in terms of

¢ Delegates powers required by employee to performance agreement
enable to meet performance objectives

e Make available necessary resources
required to enable employee to perform.

PRACTICAL APPLICATION OF THE PERFORMANCE MANAGEMENT SYSTEM

PHASES WITHIN THE PERFORMANCE MANAGEMENT CYCLE

The Performance Management Cycle is an annual cycle, which extends from
1 July to 30 June, during which time performance is measured against performance targets.
Through the process of planning, steps are taken to “plan” and set performance targets for the period
under review. These targets will be ultimately linked to the achievement of the IDP objectives, which

represent the targets of the Municipality as a whole.



These targets in turn, are reflected within the Municipal Scorecard (as high-level strategic objectives)
which is further translated into departmental objectives (as reflected also within the SDBIP’s or Service
Delivery Budget and Implementation Plans /Strategic Plan/ IDP and Budget. These, in turn, are
franslated into plans, which become increasingly operational, as they cascade from the senior
Managers down to the lower levels. Each “subordinates” scorecard (depicting performance objectives

and performance indicators) are drawn from the Manager's scorecard immediately.

The process flow is indicated more clearly in the diagram, as follows:
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The Performance Management Cycle involves  the  following four  phases:

PLANNING, MONITOR/ MEASURE, REVIEW, AND REPORTING AND RECOGNITION

These may be unpacked further as follows:
PHASE 1: PLANNING

The institutional performance is informed by the IDP, Municipal Budget and SDBIP. The employees
are expected on annual basis to commit themselves in achieving the objectives outlined in the above
documents. These commitments are reflected in the employees score cards and performance plans.

The employee score cards, performance plans must be completed and signed off as per Regulation
and/ or legislation.

PHASE2: MONITOR/MEASURE

Monitoring of performance will be an ongoing process throughout the year and will run parallel to the
implementation of the IDP. It will be conducted within each department.

Evidence of performance will be gathered, stored by each department and presented to substantiate
claims of meeting (or not meeting) performance targets and standards. The files gathered from this
information will be regarded as Portfolio of Evidence (POE) and must be kept for purposes of
performance measurement, performance reviews and audit in other phases.

PHASE3:REVIEW

Performance review is a process where the municipality, after measuring its own performance as
detailed in the previous phase, assesses whether its performance is giving effect to the IDP.

This phase involves jointly assessing actual performance against set targets, which takes place on
a quarterly basis in the form of formal and informal reviews.

PHASE 4: REPORTING AND RECOGNITION

Reporting requires that the municipality take its KPA's, KPI's, objectives, targets, measurements
and analysis and present this information in an agreed institutional reporting format on a
monthly/quarterly/half-yearly and annual basis.

This phase establishes the link between performance and reward. It aims to direct and reinforce
effective work behaviours by determining and allocating equitable and appropriate rewards to
employees where such has been identified.

During these sessions it is required that the incumbent and line management meet, in order to discuss
progress and to develop action plans in areas where appropriate interventions are required.

Records are required to be maintained of all discussions and action plans, which are developed as
a result.



12.

13.

14.

MEASURING EMPLOYEE PERFORMANCE (Directors)

The criteria to measure an employee performance (Directors) will be reflected on the scorecard
as outputs (or agreed upon objectives, i.e. targets). This describes exactly what was required
to be achieved during the year.

Performance Indicators for each output will be provided and will detail the evidence that will be
required to assess whether or not the employee has achieved the required objective.

Actual performance will be evaluated on evidence provision and a Portfolio of Evidence will be
required to be presented for each performance indicator in order to substantiate the
achievement or non-achievement of required performance in all areas highlighted within the
scorecard.

The respective s.54A and 56 Manager/Employee will be required to give a verbal account on
specific achievements/non achievements and the reasons for any deviations. Formal
documentary evidence (evidence portfolio) must be provided to validate performance.
Documentary evidence (evidence portfolio’'s may also be used to substantiate performance or
to settle disputes and such evidence will be requested.

A column entitled “Reason for Deviation” will be completed to indicate reasons for over or under
achievement, so that ratings may be made within context.

WEIGHTINGS AND INDICATORS (Technical, CMC’s and CCR’s)

Indicators will be weighted according to the impact within each Key Performance Area on the
scorecard.

As a standard rule and to ensure a balanced scorecard-type approach performance
management, 80% of the final score will be made up of the Technical Key Performance Areas
for the position in question.

CCR's (cross-cutting results) or Core Management Competencies (CMC's) will account for 20%
of the final score.

As in the case of all indicators, evidence is required in order to measure actual performance
achieved against the desired objectives.

THE FINAL ASSESSMENT (January)

The final assessment for the Performance Cycle occurs during January (after the adoption of
the draft annual report of the previous financial year), however no ratification and payment of
bonuses may be concluded until the Annual Report for the same period under review has been
submitted to and ratified by Council.



15.

16.

17.

THE PERFORMANCE REVIEW PANEL (FINAL REVIEW)

The constitution of the Performance Management System Evaluation Committee will be as
follows:

15.1Municipal Manager:
(1) Mayor ;
(2) Chairperson of the performance audit committee or the audit committee in the absence
of a performance audit committee;
(3) Member of the executive committee; (Portfolio Head: Corporate Services)
(4) Mayor or Municipal Manager from another municipality; and
(5) Member of a ward committee as nominated by the Mayor.

15.2 Directors:

(1) Municipal Manager;

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

(3) Member of the executive committee ; and

(4) Municipal manager from another municipality

PERFORMANCE INFORMATION

Managers will be required to provide reports with evidence to support any formal evaluation of
performance and will prepare for assessment meetings accordingly. It is critical to ensure that
documentary evidence to support performance achieved, is obtained and filed in a folder termed
a Portfolio of Evidence. This document is made available to the Performance Review Panel, so
that assessment results are able to be justified. SDBIP’s must be used as the basis for
measuring actual performance against planned targets.

Portfolios of Evidence files shall be required for purposes of monthly, quarterly, mid-year and
annual performance reports.

The documentary evidence (POE) may also be used to substantiate performance or to settle
disputes and such evidence will be requested.

SCORING PROCESS AND PROCEDURE

1. The process of scoring Directors should be in terms of the municipal performance
management regulations.

1.1 Evaluation and/or scoring of these Managers are required to be undertaken on a
quarterly basis. The most critically important reason for doing this quarterly is to
ensure that issues are addressed “sooner rather than later”, should deficiencies in
performance exist.

Appropriate action in the “best interests of Council” would be enabled, thereby
ensuring that Council is most likely to achieve its performance targets.

1.2 In the case of final evaluations and more specifically within the process of scoring,
it is required that scores be made by each contributing member of the panel on a
separate Score sheet. All scores from all parties are then averaged and a single



18.

consolidated score is written on the final scorecard (representing the average
scores). The calculation of the average scores is done by the members of panel
only, taking into account the score of the assessee.

1.3 The role of the Chairperson will be to lead the Evaluation Panel through the
process of Performance Evaluation and to ensure that this occurs systematically
and fairly as per system requirements.

1.4 The following procedure will be undertaken in this process of Performance
Measurement and will be facilitated by the Chairperson:

1.4.1

1.4.4

1.4.5

1.4.6

1.4.7

During each evaluation, the Chairperson will lead the process by
outlining each area on the populated scorecard.

Each member of the panel will rate the Manager under discussion.
The respective Directors will then be required to give formal
documentary evidence to validate performance.

SDBIP's/documentary evidence and evidence portfolios must be used
to substantiate performance or to settle disputes as and when required.
The chosen areas for the CMC's are clearly defined as per Municipal
Performance Regulations and this must be used when scoring, so as to
ensure consistency of application.

SDBIP’s must be made available up front, so that easy reference can
be made and evidence obtained

Measures or scores from 1 — 5 will be used to rate each area under
review and the guidelines and definitions for these ratings will appear
for ease of reference on the score sheets.

RATING SCALE1TOS5

1 Performance Unacceptable

2 Performance Not Fully Effective

3 Performance Fully Effective

4 Performance  Significantly —above expectations considering the
circumstances: More than half (50%) of the Performance criteria and
indicators specified in the Scorecard were met

5 Performance Outstanding considering the circumstances

(1)Finally, all scores (as indicated on separate panel members’ score sheets) will be

added together (including scores by the assessee, which are meant to guide the

panel) and divided by the number of panel member's present (who scored). An

average or consolidated score will then be obtained for each area under review.

(2) A column that reads “Reason for Deviations” will be completed for all scored areas and

scores in order to offer insight where deviations have occurred.



(3)A report indicating all consolidated scores will be submitted to the Mayor within 2
weeks.

(4)Every effort must be made to evaluate performance objectively, realistically and
accurately.

19. Failure to do so (resulting in over- or under-stating performance) can only be detrimental — both
to the organization and to the individual.

20. RECOGNITION AND QUALIFICATION FOR BONUSES (Directors)
The Municipal performance regulations for s.56 Managers promulgated in August 2006 in
respect of the management of performance evaluation outcomes indicate that a performance
bonus ranging between 5% and 14% of all-inclusive remuneration package may be paid in
order to recognize outstanding performance.
In determining the performance bonus, it must be noted that the relevant percentages will be
required to be based on the overall rating calculated by using he applicable assessment rating
calculator.
Accordingly:
A score of 130% to 149% is awarded a performance bonus ranging from 5 — 9% and

150 and above is awarded a performance bonus ranging from 10-14%.

The electronic calculator will be used to calculate the scores and ultimately the performance
bonus a manager qualifies for.

Score % Bonus
130 5
134 6
138 7
142 8
146 9
150 10
154 1
158 12
162 13
166+ 14




The KPA’s must constitute 80% of the final score and the CCR's must constitute 20% of the final
score.

21. PERFORMANCE REVIEWS

Performance Reviews shall be as follows:

Performance Reporting Period Date

15t Quarter Informal 07" October
Mid-Year Formal 07" January
3 Quarter Informal 07" April
Annual Performance Formal 07 July

In the event that the above mentioned dates fall on a weekend, a Friday before shall serve as the
submission date

Performance reviews, formal and informal shall be coordinated by the office of the municipal
manager; prior to performance information being presented to the IDP and PMS Office in the Office
of the Municipal Manager

On submission of the performance information, covering report will be prepared by the IDP and PMS
Manager and submitted to the internal audit unit for final verification and confirmation

22. MANAGEMENT OF POOR PERFORMANCE

Poor perfomance will be required to be managed through ongoing coaching, however, formal
coaching is required to be conducted during the September and March reviews.

Failing the required improvement in performance, the employees will be managed as per the
terms of their performance contracts and agreements (as per s.54A and 56 fixed-term contract
positions) whilst other employees will have performance managed as per the Disciplinary and
Grievance Procedure and Code.

In the event of blatant poor performnance when all avenues are explored it will then be the
prerogative of the employer to do further recourse taking into account the Municipal Performance
Regulations.

23. STAKEHOLDER ANALYSIS AND THEIR ROLES

e Executive Committee

e Standing / Portfolio
Committee
e Council

of long term Vision,
IDP and PMS.

* Provide strategic
direction and manage
development of IDP.
Manage the

STAKEHOLDERS INVOLVEMENT WITH: BENEFITS
IDP, ORGANISATIONAL
PM , INDIVIDUAL PM
COUNCILORS:
¢ Mayor e Facilitate development | e Optimum and equitable

service delivery.

e Promotes public
awareness and
satisfactions.

e Facilitates a process of
benchmarking and




implementation of collaboration with other

strategy. municipalities.
e Review and monitor * Provides a mechanism for
the implementation of the monitoring,
IDP. implementation and review
e Adapt PM framework of the IDP.

and approve the |DP.
e Monitor Performance.

24. DISPUTE RESOLUTION
Directors that have negotiated Fixed-Term Contracts:

(1) In the event that the section 54A and 56 Manager is dissatisfied with any decision or action of
the panel in terms of the Performance assessment, or where a dispute or difference arises as
to the extent to which the Manager has achieved the performance objectives and targets
established in terms of the Agreement, the dissatisfied Manager may meet with the
chairperson with a view to resolving the issue. All detail must be duly documented.

(2) In the event that the Manager remains dissatisfied with the outcome of that meeting, she/he
may raise the issue in writing to the next higher level of institution (Council) requesting that the

issue be heard.
(3) The Council will discuss the matter and take a resolution upon the dispute.

12 CHAPTER 12 - OTHER SECTOR PLANS

12.2Introduction
12.3 Disaster Management Plan

Emergencies and disasters respect no boundaries and can destroy life and property suddenly
and without warning. The South African government has recognized the need to prepare for



and to reduce the risk of disasters and has made provision for such measures through the three
spheres of government in partnership with private sector and civil society.

The Emalahleni Local Municipality is not immune to emergencies and disasters and annually
suffers the impact of various human-induced and natural hazards that have the potential to kill,
injure, destroy and disrupt. The Local Municipality is committed to ensure the safety and
sustainability of its communities, economy and environment and therefore intends to effectively
manage disaster risk with the local municipality in close collaboration with all relevant
stakeholders.

The Council adopted the Disaster Management Plan in 2015.

The disaster management plan is structured in such a way to allow for dissemination of
information. This plan is the document which provides details of what should be done while the
disaster management framework provides the guidance and legislative framework to who
should be executing the plan. The disaster management should be included in the IDP as a
sector plan to ensure that the disaster management strategies form part of the municipal
strategy and that funding can be made available to effectively implement the disaster
management plan.

Below is the short description of each Key Performance Areas (KPAs) and Enablers of the
Policy Framework for Disaster Management in South Africa to contextualize the use of the
KPA’s and Enablers within the Municipal Disaster Management Plan of Emalahleni Local
Municipality.

(a)KPA 1: Integrated Institutional Capacity for Disaster Management

Key Performance Area 1 of the Policy Framework for Disaster Management in South Africa
(NDMF) establishes the requirements for effective institutional arrangements in the national
sphere to ensure the integrated and coordinated implementation of Disaster Management
Policy and legislation as well as application of the principle of cooperative governance. Key
Performance Area 1 also places appropriate emphasis on arrangements that will ensure the
involvement of all stakeholders in Disaster Management to strengthen the capabilities of
national, provincial and local organ of state. Arrangements that will facilitate co-operation
with countries in the region and the international community for Disaster Management are
discussed in the plan.

(b) KPA 2: Disaster Risk Assessment

Disaster risk specifically refers to the likelihood of harm or loss due to the action of hazards
or other external threats on vulnerable structures, services, areas, communities and
households within an area. Key Performance Area 2 addresses the need for conducting
ongoing disaster risk assessments and monitoring to inform Disaster Management planning
and priority setting, guide disaster reduction efforts and monitor the effectiveness of such
efforts. It also outlines the requirements for implementing disaster risk assessments and
monitoring by organs of state within all spheres of government.

(c) KPA 3: Disaster Risk Reduction
The successful implementation of the Act critically depends on the preparation and

alignment of Disaster Management Frameworks and plans for all spheres of government.
The legal requirements for the preparation of Disaster Management frameworks and plans



by national, provincial and municipal organs of state are specified in section 25, 38 and 52
of the Act. The Key Performance Area 3 addresses the requirements for Disaster
Management planning within all spheres of government. It gives attention to the planning
for and integration of the core risk reduction principles of prevention and mitigation into
ongoing programmes and initiatives which are stipulated in the plan.

(d) KPA 4: Response and Recovery

The Act requires an integrated and coordinated policy that focuses on preparedness for
disasters, rapid and effective response to disasters and post disaster recovery and
rehabilitation. When a significant event or disaster occurs, or is threatening to occur, it is
imperative that there should be no confusion as to roles, responsibilities, funding
arrangements and the procedures to be followed. This section addresses key requirements
that will ensure that planning for disaster response and recovery as well as rehabilitation
and reconstruction achieves these objectives.

(1) Enabler 1: Information Management and Communication

Disaster Management is a collaborative process that involves all spheres of government,
non-governmental organisations, the private sector, a wide range of capacity-building
partners and communities. Integrated Disaster Management depends on access to
reliable hazard and disaster risk information as well as effective communication systems
to enable the receipt, dissemination and exchange of information. It therefore requires
capabilities to manage risks on an ongoing basis, and to effectively anticipate, prepare
for, respond to and monitor a range of natural and other hazards. It further requires
systems and processes that will enable all role players to make timely and appropriate
decisions during emergencies. These systems and processes must also inform Disaster
management and development planning processes by all stakeholders.

(2) Enabler 2: Education, Training, Public Awareness and Research

Section 15 and 20 (2) of the Disaster Management Act specify the promotion of
education and training, the encouragement of a broad-based culture of risk avoidance,
and the promotion research into all aspects of Disaster Management. This Key
Performance Area addresses the development of education and training for Disaster
Management and associated professions as well as the inclusion of Disaster
management and risk-avoidance programmes in school curricula. It also outlines
mechanisms for awareness creation and the development of national disaster risk
agenda.

(3) Enabler 3: Funding Arrangements for Disaster Management

The provision of funding for Disaster Management is likely to constitute the single most
important factor contributing to the successful implementation of the Act by national,
provincial and municipal sphere of government. The Act, with the exception of Chapter
6 on funding of post-disaster recovery and rehabilitation, does not provide clear
guidelines for the provision of funding for Disaster Management. In order to give, effect
to the requirements of the Act, four Key Performance Areas and three Enablers have



been identified in the NDMF to guide the implementation of the Act. Accordingly, funding
from a range of sources for the different aspects of Disaster Management outlined in the
Key Performance Areas and Enablers will be required.

Enabler 3 builds on the recommendations made by the Financial and Fiscal Commission
on funding arrangements in its Submission on the Division of Revenue 2003/04, and
describes the Disaster Management funding arrangements for organs of state in the
national, provincial and local spheres of government. In this plan, the Key Performance
Areas are reflected in specific dedicated chapters, while Enablers are interwoven in all
Chapters of the plan.

INTEGRATION OF THE DISASTER MANGEMENT PLAN IN THE IDP

In terms of Section 26 of Municipal Systems Act, a municipality is required to prepare a Disaster
Management Plan as part of the IDP. The Integration of Disaster Management into the IDP
Review should involve the following:

iii.

Identify areas of risk as per Annexure A. This would relate to where and what investment is
required from Disaster Management perspective. This could be incorporated in SDF along
with any identified projects as per Annexure B.

Identify any disaster recovery projects — these could influence the priority projects within the
municipality as well as in terms of the sector department and involve the reallocation of
resources an example would be if an area within the municipality is identified as a high risk
cholera area and a municipality has some funds for sanitation projects, this area could be
prioritised over and above other areas within the municipality Another example would be
were a municipality has allocated resources for a project but due to a disaster occurring
these funds has to be reallocated to assist the community affected instead.

Identify any “priority” projects that would gear a municipality to address prevention,
mitigation, response, preparedness and recovery. These projects should be aimed at
creating a basis to further development of disaster management eg DM centre and Fire
station, institutional development, funding for a comprehensive ward level risk assessment.
It should address strategically what is going to have an impact on budgeting process for the
following financial year or the prioritisation of the municipal projects.

12.4 Waste Management Plan

12.4.1

Introduction

The Integrated Waste Management Plan (IWMP) is intended for use as a sector plan within
the ELM, by informing the municipality with regard to planning and budgeting for waste
management activities. The formulation of the IWMP will ensure that waste management
planning is sustainable, can be implemented, acceptable, and incorporable and most
importantly tailored to suit the needs of the people of ELM, both in rural and urban areas.
The IWMP should provide greater integration in terms of the provision of waste management
services as current services can be said to be inefficient and do not address the needs of all
inhabitants of the Municipality.

12.4.2 Legislative requirements

(1) Constitution of South Africa (Act 108 of 1996) - ‘Everyone has a right to an environment
that is not harmful to their health or well-being; and to have the environment protected



for the benefit of present and future generation through reasonable legislative and other
measures that prevent pollution and ecological degradation’

(2) Schedule 4(b) and 5(b) specify aspects which Local Government has concurrent
responsibilities.

(3) Section 11 of the National Environmental Management: Waste Act 2008 (Act No. 59 of
2008) [NEM: WA] states that “all national, provincial and local spheres of governance
must develop IWMP in a consultative manner”.

(4) Section (2) of the promulgated National Environmental Management: Waste Act 2008
(Act No. 59 of 2008) [NEM: WA], clearly states that, “the department (DEA) and the
provincial department responsible for waste management (DEDEAT) must prepare
Integrated Waste Management”. Furthermore, section 4(a) thereof states that “each
municipality must submit its Integrated Waste Management to the MEC for approval and
must include the approved integrated waste management plan as indicated in chapter 5
of the Municipal System Act.

12.4.3 Objective

12.5

The main objective of an IWMP is to integrate waste management into or within municipal

services and respond to increasing level of waste throughout the municipality area. This

is done for the municipality to:

e |dentify and plan future waste management needs and requirements;

e Minimize waste management costs by optimising the efficiency of the waste
management system.

e Minimize adverse social and environmental impacts related to waste management
and thereby and improve the quality for all citizens.

¢ Avoid and minimize the generation of waste within a municipality.

¢ Promote and ensure the effective delivery of waste of services. Reducing, Re-using,
Recycling and Recovering the Waste

Furthermore, the primary objectives of NEMWA are to protect the well-being of human

lives and the environment by providing reasonable measures towards:

¢ Minimizing the consumption of natural resources

» Avoiding and minimizing the generation of Waste

* Reducing; Re-using; recycling, recovering and disposal as last resort

s Preventing pollution and ecological degradation.

e Securing ecologically, sustainable development while promoting justifiable economic
and social development

= Promoting and ensuring the effective delivery of waste services.

e Remediating land where contamination presents or may present a significant risk of
harm to human health or the environment and

e Achieving integrated waste management reporting and planning.

In line with achieving compliance with NEM: WA and in giving effect to the primary
objectives of NEM: WA set out above, Emalahleni Local Municipality has embarked on a
process of developing their Integrated Waste Management Plan (IWMP). The main
objective of the IWMP for Emalahleni Local Municipality is thus, to give effect to the
objectives of the NEM: WA and other relevant legislation inter alia, Chapter 5 of the
Municipal Systems Act.

Environmental Management Framework



12.5.1 Introduction

Emalahleni Local Municipality has developed the Environmental Management Framework
(EMF) for a whole area of municipal jurisdiction. EMF development is in accordance with
Sections 23 and 24 of National Environmental Management Act (NEMA: Act 107 of 1998).
According to the regulations (Government Notice R 547 of 18 June 2010) the intention of an
EMF, as a key Integrated Environmental Management (IEM) tool, is to identify suitable and
unsuitable geographical areas for various types of development.

The purpose of developing an Environmental Management Framework is to provide
Emalahleni Local Municipality with a decision-making support system that will assist in
executing good environmental governance, especially planning, development and
conservation within the municipal area. The Environmental Management Framework
includes Air Quality Management Plan and Climate Change strategy for Emalahleni Local
Municipality.

12.5.2 Legal Context

The EMF Regulations (Government Notice No.R547 of 18 June 2010) which are
promulgated under the National Environmental Management Act (Act 107 of 1998) provides
for the development and adoption of EMFs. In terms of these regulations, the intention
of an EMF, as a key Integrated Environmental Management (IEM) tool, is to identify
suitable and unsuitable geographical areas for various types of development.

Once complete, the relevant MEC will then adopt the EMF (with or without conditions). A
notice is then given in the government gazette, or the official gazette relevant in the province,
which sees the official roll out of the EMF in daily planning. The development of an EMF is
done in compliance with the Sections 23 and 24 of the National Environmental Management
Act (Act 107 of 1998). The EMF will put focus on the following legislation:

» The Constitution of the Republic of South Africa (The Constitution- Act 108 of 1996)
» The National Environmental Management Act (NEMA: Act 107 of 1998)

The Specific National Environmental Management Act such as —

The National Environmental Management: Biodiversity Act (Act 10 of 2004)
National Environmental Management: Waste Act (Act 59 of 2008)

National Environmental Management: Air Quality Act (Act 39 of 2004)
National Environmental Management: Integrated Coastal Management Act
The National Water Act (Act 36 of 1998)

The National Forests Act (84 of 1998)

National Heritage Resources Act (Act 25 of 1999)

Conservation of Agricultural Resources Development Act (Act 43 of 1983)

The Spatial Planning and Land Use Management Act (Act 16 of 2013)
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It is worth noting that a list of international, national, provincial and local legislation and
policies are pertinent in the development of an EMF.

12.5.3 Aims of the EMF

The EMF aims to achieve, inter alia, the following:



e To identify the current environmental situation of the Emalahleni municipal area

» To identify development pressures and trends in the municipal area

» Development of a decision support system for developments in the area to
ensure that environmental attributes, issues and priorities are taken into account.

e To support decision making in the Emalahleni Local Municipality in order to facilitate
appropriate and sustainable development.

e To integrate policies and frameworks and aligns government mandates to
streamline decision making.

e To identify appropriate, inappropriate and conditionally compatible activities in
various areas in a manner that promotes proactive decision-making.

e To improve co-operative governance in decision making.

12.5.4 Specialist Studies

A number of environmentally related specialists had provided input into the EMF. The
following studies provided by specialists:

1) Air Quality Specialist Study

2) Biodiversity Specialist Study

3) Geological Specialist Study

4) Landscape Character Specialist Study

5) Natural Heritage Specialist Study

6) Resource Economics Specialist Study

7) Water Resources Specialist Study, and

12.5.5 GIS Specialist Input

The above specialist studies formed part of the Environmental Status Quo phase of
the project and will form a foundation of the EMF process. EMF consists of environmental
management zones and Strategic Environmental Management Plan which is stipulated as
follows:

e Environmental Management Zones

Based on the spatial component of the desired state of the environment and bio-
physical constraints and opportunities, the study area is divided into environmental
control zones. The purpose of such strategic environmental requirements and
acceptability of development applications is so that:
o This must include a spatial representation of such zoning within the area in
respect of one or more activities in a manner that will be identified.
o Areas in which the undertaking of an activity should be allowed to take place
without further investigation;
o Areas in which the undertaking of an activity may be allowed subject to an
environment authorization being granted in terms of applicable regulations; and
o Areas in which the undertaking of an activity should not be considered.

12.5.6 Strategic Environmental Management Plan

A Strategic Environmental Management Plan (SEMP) that will address management
guidelines and responsibilities, which will include but will not be limited to:



» A strategic for maintaining productive agricultural activity on land where agriculture
has been identified as a feasible and desired land use.

e A strategic for maintaining biodiversity conservation on land where biodiversity
conservation has been identified as a feasible and desirable land use.

» A strategy for maintaining land as open spaces where identified as appropriate

» A strategy where feasible developments activities may be allowed to proceed
without an EIA authorization.

12.6  HIV- Aids Strategy
12.6.1 Introduction

The Emalahleni HIV/AIDS and TB Strategic Plan 2014-2017is the second plan outlining how
the Municipality will respond to the epidemic of the human immunodeficiency virus (HIV),
sexually transmitted infections (STls) and tuberculosis (TB) over a three-year period. The
Emalahleni HIV/AIDS and TB Strategic Plan build on previous plans and achievements,
focussing on improving and scaling up service delivery and implementing proven
interventions.

The Emalahleni multi-sectoral HIV, AIDS and TB strategic plan has six (6) separate but inter-

related sections that cover different aspects of the strategic process which inform the

approaches for effective response to the challenges posed by the pandemic. These sections

are:

e Section 1: infroduction: this section of the document provides background and the
importance of responding to the challenges posed by this pandemic. This section also
provides a map of the processes and the structure of the document.

e Section 2: Municipal situational analysis: this section of the multi-sectoral plan focus on
the socio-economic, cultural and political environment that is critical in the reduction of the
spread and negative impact of the pandemic and it covers:

(a) Municipal geographic location and environment as it presents the opportunities for the
spread and reduction of the disease.

(b) Municipal population profiling.

(¢) Municipal socio-economic environment as a critical factor in the spread of the disease
and other social challenges that face our communities.

e Section 3: Policy and Legal framework for municipal response to HIV and AIDS: this
section of presents the global, continental and national policy framework that guides and
informs municipal response to HIV and AIDS challenges.

e Section 4: HIV Prevalence: This section of the strategic plan provides the landscape of the
pandemic tracing it from HIV prevalence in the provinces, district and local. As part of this
landscaping we also look at some of the factors that contribute towards the spread of the
pandemic.

e Section 5: Impact and drivers of the pandemic: The second part of this section focuses on
the impact of the pandemic in the livelihood of the communities and it focuses on:
a) Impact on Family Life and Children
b) Provision of Services Health, Education and Welfare
c) Impact on Local Economy



d) Impact on community and poverty

o Section 6: Emalahleni local municipality HIV and AIDS strategy 2014- 19: this section in
line with the National and Provincial Strategic Plans, the Emalahleni the multi-sectoral
strategic plan has set its broad objective as to:

(a) Reduce the rate of infection of HIV and AIDS.

(b) Reduce the impact of the HIV and AIDS on individuals, families, communities and the
broader society by ensuring improving access to treatment care and support and
service delivery targeting the infected and affected.

In responding to the challenges posed by the pandemic, the strategic plan focuses on
three areas which are:

(a) Prevention, education and awareness

(b) Treatment, care and support.

(c) Care and support for orphaned and vulnerable children

In each of these three focus areas the document unpacks the broad challenge, broad goal
and approaches to ensure maximum outputs for effective impact.

e Section 7: Co-ordinating the local response: the last section of the document provides a
picture of nature and structure for effective co-ordination of the local response. This is
done by looking at the mandate, terms of reference, roles and responsibilities as well as
the composition of the local AIDS council. This last section of the strategic document
focuses on the establishment and function.

12.7 Risk Management Strategy
Risk Management Strategy is in place.

The Municipality has a Risk Management Committee chaired by the Member of the Audit
Committee and includes all the Directors.

The Risk Management Committee convene on a quarterly basis to review the progress on
implementation of the Strategic Risk Register and Operational Risk Register.

The Municipality has an established Risk Management Unit. However, currently there is no
dedicated capacity/staff members at the Risk Management Unit. The post of the Risk
Management Practitioner is being prioritised and the Municipality is in the process of recruiting
the Risk Management Practitioner.

The Risk Management function is currently coordinated by internal audit function. The internal
audit continues to provide assurance over risk management strategies. The Audit Committee
will play a significant role in monitoring and providing oversight on the implementation of risk
management plans.

12.8 Fraud Prevention Plan

At the Emalahleni Local Municipality, a Fraud Prevention Plan is in place. However, due to the
lack of dedicated capacity at the Risk Management Unit, this plan has not been fully implemented.



The Municipal Manager reports to the Audit Committee on a quarterly basis any Fraud and
Corruption related activities.

The Audit Committee will play a significant role in monitoring and providing oversight on the
implementations of the Fraud Prevention Plan, however; oversight over Fraud Prevention Plan is
not sufficient. The challenge the municipality is facing includes but not limited are:
e Non-implementation of plan;
» lLack dedicated capacity/staff for Risk Management Activities and Fraud Management
Activities.
e Lack of Fraud Awareness campaigns for Municipal employees and community in general.

12.9Intergovernmental Relations Strategy

To establish a framework that provides for procedures of a coordinating structure that shall
serve as a mechanism to enhance integrated governance and service delivery in Emalahleni
Local Municipality, co-coordinating joint integrated development planning, considering and co-
coordinating service delivery continuity measures, providing a forum for sharing best practices,
experiences and learning, facilitate communication on, and formulating joint responses to
provincial and district policy and legislative processes, considering any other matters referred
to by both Municipality and sector departments, promotion of inter-sectoral dialogue, and
mediation in case of disputes between municipality and other structures; improving cooperation
between municipalities and sector departments and any other partners and stakeholders deems
fit to work with; ensuring that there are coordinated programs of implementation and the
necessary structures with regard to such issues as rural development, urban renewal, safety
and security, HIV & AIDS and special programs and to promote and enhance the principles of
integrated governance at local level

These shall serve as internal procedures of the Emalahleni Local Municipality
Intergovernmental Relations (IGR) Forum giving effect to the resolutions taken at an IGR
Summit that was held in Grahamstown (Makana Municipality) in 2009. The Summit took a firm
resolution allowing LMs and Metros to establish their own IGR Structures as the
Intergovernmental Relations Framework Act 13 of 2005 in its present form is silent of these
categories of municipalities

12.9.1 Aim of the Emalahleni IGR Forum

The main objective of the Emalahleni IGR Forum is to enhance integrated development and

consider priorities in the entire municipality. Additional objectives include the following:

(a) Development of a Local Programme of Action in relation to the National, Provincial and
District programmes.

(b) To facilitate the coordination and integration of provincial and municipal strategic planning
and to put in place mechanisms and procedures that will ensure that both the district and
provincial strategic planning inform and are informed by the IDP of the Emalahleni LM.

(c) To consult on policy issues that materially affects Local Government.

(d) To develop and provide mechanisms to engage provincial government, the Office of the
Premier and DLGTA on IGR related matters and/or challenges.

(e) To consider such other matters of mutual interest as either party may place on the agenda
of a meeting from time to time.

(f) To promote economic growth and development through trade, investment and tourism.

(g) To share knowledge and expertise in local governance generally or in agreed functional
areas.



12.9.2 The goal of the Emalahleni IGR Forum is to ensure that the decisions reached are
implemented by:

(a) Sharing of information on and understanding of the respective programs of all stakeholders

(b) A clearer understanding of mutual strategic priorities and how these complement each
other

(c) A commitment to collaborate, engage continually and share information on policy
implementation, success stories and co-ordinate activities.

12.9.3 Role of the Technical Support Structure in setting the Agenda for Emalahleni Local
Municipal IGR Forum meetings

With regard to the setting of the agenda for Emalahleni LM IGR Forum meetings, the role of
the Technical Support Structure will be as follows:

(a) Ensure that sufficient technical processes have been conducted with other relevant
intergovernmental forums and stakeholders prior to submission of an agenda item to the
Emalahleni LM IGR Forum;

(b) Monitor the implementation of Emalahleni LM IGR Forum decisions;

(c) Ensure that the Emalahleni LM IGR Forum agenda and documentation is distributed by
the Secretariat to members at least seven days before a meeting;

(d) Advise the Emalahleni LM IGR Forum on instances where joint IGR Forum meetings
(between two or more Sub-IGR Forums) is required to discuss and consult on issues which
are common in nature; and

(e) Discuss a program and approach for the Emalahleni LM IGR Forum agenda during the
first Technical meeting at the beginning of the financial year.

12.9.4 Status of the IGR Strategy

The strategy is in a draft format where Terms of Reference will be adopted before the end of
2016/2017 which result to the adoption of the strategy.

12.10 Human Resource Development Strategy

Emalahleni Local Municipality is guided by the South African Constitution (1996), the Municipal
Structures Act (1998), the Municipal Systems Act (2000), Municipal Finance Management Act
(No. 54 of 2003), Public Finance Management Act (No. 1 of 1999) as (amended by Act No. 29
of 1999) and Amended Labour Relations Act (2002), Skills Development Act (No. 97 of 1998),
Skills Development Levies Act (No. 9 of 1999), South African Qualifications Authority Act (1995),
Employment Equity Act (No. 55 of 1998), Basic Conditions of Employment Act (No. 75 of 1997),
Occupational Health and Safety Act (No. 85 of 1993), Batho Pele Principles, to establish clear
relations and partnerships to facilitate co-operation, co-ordination and communication between
it's political structures and the administration. The plan will talk to our development objectives
and targets based on the KPA's of the municipality.

12.10.1 PURPOSE OF THE STRATEGY
The Human Resource Development Strategy therefore aims to ensure that the
municipality:
e Has the human resource capacity to deliver on its mandate.
e That the workforce has the necessary skills and competencies to deliver on the
strategic goals and objectives as outlined in the strategic plan (IDP).
e Recruits and retains the quality and quantity of staff that it requires.



e Promotes the employment equity.

¢ Progressively and continually develops staff toward the developmental approach to
meet the increasing and changing needs of communities.

e Develops leadership and creates a learning organisation that values the importance
of service delivery and hence putting people first.

In conclusion this plan will be utilised to guide the municipality in the management of its
human resources, assist the planning for future services delivery needs and analyse the
gap between demand and supply, and come up with strategies to close gap.

The main strategic objective for the Human Resources Development Strategy is to
develop the skills of the workforce, unemployed graduates and community/youth of
Emalahleni in order to enhance their competencies. This is achieved though the
implementation of the following projects under Human Resources Development Strategy:

1. Workplace Skills Plan-Development and Implementation of the Workplace Skills Plan
(WSP) for the purpose of capacitating and sharpening skills of the municipal
employees though skill programmes.

2. In-service training-Assisting the community of Emalahleni that have managed to enrol
under South African TVET Colleges and are unable to graduate or obtain their Diploma
certificates due to the lack experiential training equivalent to 18 months/ 24 months
and or 12 months.

3. Learnerships-Assisting the community of Emalahleni that have managed to pass grade
12 but are unable to enrol to Tertiary institutions/Universities due to non-availability of
funds.

A Learnership is a learning ‘pathway’ or route which includes structured learning (e.g. in a

‘classroom’) as well as practical work experience, and that result in the acquisition of a full

qualification registered on the National Qualification Framework (NQF). Learnerships are

also occupationally-based, and must be registered with a SETA and comply with its

stipulated requirements.

4. Internal Bursary-This programme aims at assisting internal staff in order to advance
themselves in formal programmes such as Diplomas, Degrees and or Masters.

12.10.2 PERIOD OF EXISTENCE

The Human Resources Development Strategy is planned for a period of five years from
2015 to 2019.

12.10.3 CONCLUSSION

The benefit that will arise from the successful implementation of the Human Resources
Development Strategy in Emalahleni Local Municipality over the next five to ten years will
be very significant. The support and involvement by other role players (like, the Training
Committee, Management, Shop Stewards, Local Government Seta, Government
Department within the Emalahleni Area of Jurisdiction, NGOs, Youth Council, Business
forum etc.) will also be very significant hence this strategy need to not only be owned by
the employer who is Emalahleni Local Municipality but to be owned by all relevant
stakeholders



12.11
12.11.1

Human Resource Plan
INTRODUCTION

One of the Key Performance Indicators for the Corporate Services Department is to
develop the Human Resources Plan.

12.11.2 PURPOSE OF HAVING HUMAN RESOURCES PLAN

The Human Resource Plan therefore will aim at ensuring that the municipality:

Has adequate Human Resources to meet the strategic goals and operations of the
municipality, by having the right people with the right skills at the right time.

Is able to keep up with social, economic, legislative and technological trends that
impact on HR in the Local Government sector.

Remain flexible so that your organisation can manage change if the future is different
than anticipated.

In achieving the set target the department discovered that conducting a Business Process
Re-engineering (BPR) is relevant. The process consists of the following phases:
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Project Inception
Diagnostic Review
Work Study
Organisational Design
Skills Audit

Close Out

The Municipality is currently in stage five (5) of conducting the Skills Audit of all employees
within the municipality. The phase will be completed on Friday, 24 March 2017 where after
a Close Out report with HR Plan will be submitted.

Progress report on progress made and the Proposed Organisational Structure has been
tabled to the Project Steering Committee, the Executive Management and TRIOKA.

12.11.3 CONCLUSION

The Municipality will have an approved Human Resources Plan for implementation in the
2017/2018 financial year.

12.12
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Occupational Health and Safety
INTRODUCTION AND LEGISLATIVE FRAMEWORK

o Occupational Health and Safety Act, (Act No. 85 of 1993) and Regulations

e Compensation for Occupational Injury and Diseases Act, (Act 130 of 1993) Health
Act

e Medicines and Substances Control Act

e Health Act
e Environmental Conservation Act
e NEMA

¢ Minerals Act
e Environmental Impact Assessment Regulations



12.12.2
12.12.3

PURPOSE OF THE STRATEGY

This document (Emalahleni LM SHE plan (09-9-2015)) defines the Management
System that is implemented for the management of Health, Safety and
Environmental aspects for the activities of Emalahleni Local Municipality. This
SHE plan covers the following departments:

12.12.4

» Projects — construction projects

 Water and sewage management and projects

e Health and Community Services

e Disaster Management

e Administrative offices

e Municipality activities — sanitation and waste, electrical, workshops,
horticulture

KEY COMPONENTS OF THE STRATEGY

OHS Policy

Emalahleni Local Municipality has developed SHE policy with detailed
commitments towards identifying the relevant hazards and risks of
departments and projects. The policy also committed in addressing these
risks, reduce risk of accidents and pollution, ensure training and competence
and regularly review performance.

Compensation

The Emalahleni Local Municipality is registered with the compensation
commissioner and the current letter of good standing will be facilitated at the
ELM safety Practitioner.

Training and Competencies

Certain appointments and critical personnel require competency are required to
execute certain duties in compliance with the Act.

Operational Controls

In order to effectively manage the hazards and risks identified through the risk
assessments conducted, numerous operational controls/procedures have been
developed

Personnel Protective Equipment




Emalahleni Local Municipality will provide such PPE to all their employees
including casuals and will ensure such equipment is maintained, stored and
used correctly.

e Contractors Control

Emalahleni Local Municipality shall take reasonable steps as are necessary to
ensure co-operation between all contractors to enable each of those contractors
to comply with Occupational Health and Safety standards and regulations

12.12.5 PERIOD OF EXISTENCE

The Occupational Health and Safety Strategy is planned for a period of five years
from 2015-2019.

12.12.6 CONCLUSION

The successful implementation of Occupational Health and Safety Strategy in
Emalahleni Local Municipality over the next five years will have a great positive
impact in terms of compliance with Occupational Health and Safety act.

Implementation of the strategy will also be reducing claims rate and liabilities
against the municipality and promotion of Health and Safety in the work place,

12.13Community Participation Strategy

In terms of section 1 of the Local Government Municipal Systems Act 32 of 2000 a
Municipality must develop a culture of Community Participation by encouraging and
creating conditions for local community to participate in the affairs of the Municipality.

In an endeavour to fulfil this obligation, Emalahleni Local Municipality developed a
Public Participation Policy and a strategy to respond directly to the stipulations of
chapter 4 of the Local Government Municipal Systems Act. The Public Participation
Policy and Strategy went through all the consultation processes and ultimately
approved by the Council as a strategy that will be utilised to ensure effective Public
Participation. The Municipality designed mechanisms through its Policy and strategy
in order to ensure inclusion of all previously disadvantaged groups.

The following are those Public Participation Mechanisms designed as reflected in the
Strategy:
(1) Mayoral Imbizo Programme

Mayoral Imbizo programmes are held on an annual basis as part of creating a
platform for communities to have access to the elected leaders about issue
pertaining to the delivery of Municipal services. This is just one aspect of
ensuring that communities are part of the decision making of the Municipality



(3)
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as envisaged in the Municipal Systems Act. These Imbizo are also used an
opportunity to report back on programmes and projects in each financial year.

Information Sharing Sessions/ days

These are the days that we dedicate in ensuring that the Municipality brings all
the information required/ acquired to bridge the gap in terms of
information dissemination. This platform is commonly used in conjunction
with all local government departments and those outside the Municipal
boundaries when need arises.

IDP Representative Forum

The IDP Rep Forum is comprised of all interest groups, ward committees,
Government departments, Political principals and senior officials from the
Municipality. The IDP Rep Forum has the following functions in relation to
community participation:

Represent interest groups on relevant strategic planning activities and their
outcomes

Analyse issues, discuss, negotiate and reach consensus (through decision
making process)

Participating in the designing of proposals and Monitoring performance of
planning and implementation

Ward Committee Establishment and Functionality

Emalahleni Municipality ward Committees were established as required Local
Government Municipal Systems Act 32 of 2000. The establishment of these
ward committees was done in accordance with the prescripts that guides them
and is not according to political affiliation. Ward Committees are one of the
mechanisms that are established to ensure public participation and
community involvement in the Municipality. Each ward has 10 ward
committees chaired by the ward councillor. Their duties are divided in terms of
their portfolios. They sit on monthly basis to discuss issues raised at ward
level and submit in the office of the Speaker the reports of those meetings on a
monthly basis.

IDP and Budget Roadshows

Each financial year in terms of the process plan adopted by the Municipality as
required by the Local Government Municipal Systems Act the Municipality must
consult with the local community on its development and review of the needs
and priorities, participate in the drafting of IDP. The Municipality ensures that it
consult with the community with regards to whatever changes required in the
IDP document to ensure transparency.



(6) Community Development Workers (CDW's)

These are the officials employed by the Department of Cooperative
Government and Traditional Affairs (COGTA) to be foot soldiers in relation to
all issues that affects local communities. The Municipality utilises Community
Development Workers (CDW's) as one of the Mechanisms to foster
community participation by ensuring that they integrate them to the system of
the Municipality for all issues pertaining service delivery.

12.13 Special Programs Unity Strategy

The Emalahleni Local Municipality Special Programs Unit (SPU) Strategy for 2017-2022 is developed
for with a specific focus on the marginalized groups within our society and includes among those the

following focus areas;

=L Youth,

=L People with Disabilities,
=« Women,

= Children, and

= the Aged.

The SPU Strategy is developed with a focus on redressing the wrongs of the past and addressing the

specific challenges and immediate needs of the country's marginalized.

The SPU Strategy also seeks to create an environment that enables the marginalized within our
municipal area to reach their potential and to mainstream municipal policies, mindful of the global
economic challenges that affect South Africa and the resource constraints faced by the municipality,
identifies the mechanisms and interventions that will act as catalysts to help clear critical blockages

and achieve this positive environment.

The SPU Strategy will also outline interventions to enable the optimal development of the
marginalized, both as individuals and as members of organized sectors within the municipality,
enhancing their capabilities to transform the economy and the country. The SPU Strategy, which will
also articulate in detail on how the implementation of the interventions should be carried out in the

short, medium and long term for the following five years.

For the goals and objectives of the SPU Strategy to be realized, the municipality will need to partner

with all sections of society, including the following;



the Organized Sector Groups of the marginalized groupings,
Government departments and Agencies,
the Non-Profit Sector,

Fraternal organizations, and
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The Private or Corporate sector.

The SPU Strategy is based and is developed within the context of the broad institutional Vision,

Mission and Values of the Emalahleni Local Municipality.

BACKGROUND

The Emalahleni Youth Council is a voluntary civil society youth council that represents the interests
and aspirations of its various affiliated organisations. It aims to mobilise youth organisations to ensure
their participation in the broader societal affairs of the municipality. Its affiliates are drawn from political
youth organisations and issue-based organisations as per South African Youth Council Constitution.
Its diverse membership gives it a competitive advantage in serving as the “voice of the youth” and

unifying divergent views into a common agenda for youth development.
CONTEXT AND LEGISLATION

South Africa’s concept of youth development is influenced by the historical conditions that have
shaped the country and its democratic goals. It is based on the principles of social and economic
justice, human rights, empowerment, participation, active citizenship, the promotion of public benefit,
and distributive and liberal values. Youth development determines South Africa’s future and should

be at the core of its development agenda.

This Strategy responds to the social and economic forces that shape global and regional development
in the 21st Century, in particular the aftermath of the global financial crisis. It seeks to align the
development of young people with government's approach to addressing poverty and

underdevelopment, as diagnosed in the NDP.

Disadvantaged youth must be empowered through effective institutions and policies to overcome
conditions that disadvantage them. In the same manner, marginalised youth and those that have
fallen out of the educational, social and economic mainstream must be re-integrated through second-
chance measures and other supportive actions. This will require a multi-sectoral approach, involving
stakeholders in the public sector, civil society and the private sector, with everyone working together

to promote youth development and provide youth services.



OBJECTIVES
The objectives of the Emalahleni Municipality Youth Strategy are to:

=l Consolidate and integrate youth development into the mainstream of municipal policies,
programmes and the budget.

sk Strengthen the capacity of key youth council and ensure integration and coordination in the
delivery of youth services.

=l Build the capacity of young people to enable them to take charge of their own well-being by
building their assets and realising their potential.

sk Strengthen a culture of patriotic citizenship among young people and to help them become
responsible adults who care for their families and communities.

sl Foster a sense of national cohesion, while acknowledging the country’s diversity, and
inculcate a spirit of patriotism by encouraging visible and active participation in different youth
initiatives, projects and municipal-building activities.

FOCUS AREAS

Youth
The Strategy highlights the following proposals:

sL Strengthen youth service programmes and introduce new community-based programmes to
offer young people life-skills training, entrepreneurship training and opportunities to
participate in community development programmes.

=L Provide full Bursary funding assistance to students from poor families and develop community
safety centres to prevent crime.

s+ Prepare and place matric graduates into work; expand learnerships.

<L Capacitate school and community sports and recreation and encourage healthy and active

lifestyles.

Youth, will be provided with support and skills to enable them
to establish co-operatives to improve their earning and income-
Project Description | generating capacity to target the service, agricultural and crafts

sector.




Key Milestones o Project Plan

o Memorandum of Understanding

Estimated Budget R 150,000-00

Project Driver Emalahleni Local Municipality

ECDC, Business, CHDM, Government Departments, State-
owned agencies, SETA’s

Implementation 2017 — 2022

Period

Potential Partners

CONTEXT AND LEGISLATIVE FRAMEWORK

The Emalahleni Women Forum - by encouraging their economic empowerment through skills
development, economic empowerment and ensuring that they are aware of their rights and potential

through the creation of an enabling environment through proactive activities and interventions;

Promotion of Equality and Prevention of Unfair Discrimination Act (Act 39 of 1996),

This act have been passed in recognition of the fact that throughout the history of South Africa, its
people have been inspired by the values of equality, social justice and human dignity which formed
the foundation of the struggle against colonialism. Apartheid and all other forms of social inequality

which have caused and continue to cause pain and suffering to the great majority of its people;

The values originate from the traditional philosophy of Ubuntu or Botho, which has shaped the fabric

of a free and democratic South Africa and has moulded its human relations;

The Constitution of the Republic of South Africa, 1996, commits South Africa and its people to the
values of unity, human dignity, the achievement of equality and the advancement of human rights and

freedoms, non-racialism and non-sexism.

South Africa is a proud member of the family of nations and, as such, is bound by the standards and
norms of international law relating to human rights in terms of which discrimination based on among
others, race, gender, sex, pregnancy, marital status, ethnic or social origin, colour, sexual orientation,
age, disability, religion, conscience, belief, culture, language and birth, constitutes a gross violation of

human rights.



Although progress has been made in reconstructing a society based on equality, justice and human

rights and freedoms, forms of structural and systemic inequality still persist which undermine the

values of our constitutional democracy.

This act has therefore been enacted in terms of section 9 of the Constitution to prevent or prohibit

unfair discrimination. It recognizes that there is a need to;

4

al

3

Make provision for the advancement and protection of persons previously disadvantaged
by such discrimination;

ensure compliance by South Africa who has international legal obligations in terms of
binding treaties and customary international law in the field of human rights relating to the
promotion of equality and the prohibition and prevention of discrimination;

“ actively promote the building of a South African society that is rich in its diversity, that is
caring, compassionate and that strives progressively to achieve equality and be in peace
with itself its neighbours in other African countries and the rest of the world community;
give effect to the right to equality as contemplated in the Constitution;

set out measures for the promotion and achievement of substantive equality;

prevent and eliminate any unfair discrimination generally and, being mindful of the history
of South Africa, particularly the legacies of the past and discrimination based on race and
gender, to focus specifically on the prevention and elimination of unfair discrimination
relating to race and gender;

conform to the international agreements referred to in section 2, particularly the Convention
on the Elimination of All Forms of Racial Discrimination and the Convention on the
Elimination of all Forms of Discrimination against Women; and

address and eliminate the imbalances and inequalities, particularly in respect of race and
gender existing in all spheres of life as a result of present and past unfair discrimination
brought about by the Apartheid system, thereby contributing to the total transformation of
South African society from one characterized by the inequalities and injustices inherent in
Apartheid to one where the universal principles of equality, fairness, justice and human

dignity apply to everyone.

FOCUS AREAS

Rural Women Skills Development Programme

Project Description | with basic life and technical skills to enable them to

Rural women, especially those who are both domestic

| workers and unemployed in farming areas will be provided




epa i ‘ improve their earning and employability capacity. Women

will be encouraged to establish and will be supported in
the establishment of co-operatives to target the service,

agricultural and crafts sector.

o Project Plan and Cooperative support
o Crime Prevention awareness (Unfunded)
o 16 days of Activism and Women'’s day (Unfunded)
o Women intergeneration project
o Memorandum of Understanding
ed Budge R 150000
Project Drive Emalahleni Local Municipality
ECDC, Business, CHDM, Government Departments

otential Partne (SAPS AND Sacial development, State-owned agencies,
SETA’s, Soul City
nlementation Period 2017 — 2022

EXECUTIVE SUMMARY AND LEGISLATIVE FRAMEWORK

White Paper on Integrated National Disability Strategy 1997,

People with disabilities are excluded from the mainstream of society and experience difficulty in
accessing fundamental rights. There is, furthermore, a strong relationship between disability and
poverty. Poverty makes people more vulnerable to disability and disability reinforces and deepens
poverty. Particularly vulnerable are the traditionally disadvantaged groups in South Africa including,
additionally, people with severe mental disabilities, people disabled by violence and war and people
with AIDS. Disability tends to be couched within a medical and welfare framework, identifying people
with disabilities as ill, different from their non-disabled peers, and in need of care. Because the
emphasis is on the medical needs of people with disabilities, there is a corresponding neglect of their

wider social needs. This has resulted in severe isolation for people with disabilities and their families.

Over the past decade, disabled people's organisations all over the world have worked to reposition
disability as a human rights issue. The result is a social model for disability based on the premise that
if society cannot cater for people with disabilities, it is society that must change. This model requires
substantial changes to the physical environment. The goal must be the right of people with disabilities
to play a full, participatory role in society. This changing ethos has taken place within an international



context which finally gave rise, in 1993, to the UN Standard Rules on the Equalization of Opportunities

for Persons with Disabilities

The vision of the Integrated National Disability Strategy proposed by the White Paper is a society for
all. This means that there must be an integration of disability issues in all government development
strategies, planning and programmes. There must be an integrated and coordinated management
system for planning, implementation and monitoring at all spheres of government. And, to

complement the process, there must be capacity building and wide public education.

Key policy areas have been identified. These include prevention, health care, rehabilitation, public
education, barrier free access, transport, communications, data collection and research, education,
employment, human resource development, social welfare and community development, social
security, housing and sport and recreation. The White Paper has developed policy objectives,
strategies and mechanisms for each of these areas. The rights of people with disabilities are protected
by the Constitution. Government departments and state bodies have a responsibility to ensure that,
in each line function, concrete steps are taken to ensure that people with disabilities are able to access
the same fundamental rights and responsibilities as any other South African. It is therefore imperative
that close partnerships and working links need to be created with the NGO sector. Transformation

must involve practical change at every level of our society.

FOCUS AREAS
People with Disability

The municipality support the Disabled Peoples Summit
and will conduct two programmes for the Disabled
Structure.

Project Description o  Summit

o Development Programmes;

o Support to Emadlelweni
a

Monitor support for the DPW Structure.

o Support to the programme

a Memorandums of Understandings (Capitalization)
Key Milestones a Social Investment by corporate sponsors
Estimated Budget R150 000

Project Driver SPU Unit of Emalahleni Local Municipality




ECDEET, CHDM, Department of Social Development

Annually between 2017 — 2022

2. Children’s Amendment Act, 41 of 2007,

The Children’s Amendment Act give effect to certain rights of children as contained in the
Constitution; to

o O 0 0 0 O 0 0O O

@]

set out principles relating to the care and protection of children;

to define parental responsibilities and rights;

to make further provision regarding children's courts;

to provide for partial care of children; to provide for early childhood development; to
provide for the issuing of contribution orders;

to provide for prevention and early intervention;

to provide for children in alternative care; to provide for foster care;

to provide for child and youth care centres and drop-in centres;

to make new provision for the adoption of children;

to provide for inter-country adoption; to give effect to the Hague Convention on Inter-
country Adoption;

to prohibit child abduction and to give effect to the Hague Convention on International
Child Abduction;

to provide for surrogate motherhood; and to create certain new offences relating to
children; and to provide for matters connected therewith."

FOCUS AREA'S

Children

The municipality support the Children’s Advisory Forum.

Profiling

Support to Early childhood development Centres
Monitor support for the Chidldrens Advisory Forum
Support to the programme

Memorandums of Understandings

Social Investment by corporate sponsors for

0O 0O0oj0 o0 Do

ated Budge R 50000
oject Drive SPU Unit of Emalahleni Local Municipality
Department of Social Development, Department Of
Education, Unicef
plementatio Annually between 2017 — 2022
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13.3

Department of Education

Project Name Implementing Agent Programme Project Project Amount
Status

MOUNT ARTHUR AMATOLA WATER WATER & Tender R 10,073,164.25

GIRLS HIGH SANITATION

FREEMANTLE BOYS AMATOLA WATER WATER & Feasibility R 9,807,347.06

HIGH SCHOOL SANITATION

INDWE H SCHOOL AMATOLA WATER WATER & Feasibility R 2,542,576.33

SANITATION

MOUNT ARTHUR AMATOLA WATER WATER & Feasibility R 363,926,228.61

GIRLS HIGH SANITATION

IKHWEZI LOKUSA SSS | COEGA DEVELOPMENT | ORDINARY Design R 3,877,142.86
COPORATION SCHOOL

GQEBENYA JSS COEGA DEVELOPMENT | GRADER Tender R 3,378,000.00
COPORATION

FREEMANTLE BOYS COEGA DEVELOPMENT | FENCING Tender R 1,560,479.89

HIGH SCHOOL COPORATION

KWAMHLONTLO SSS | COEGA DEVELOPMENT | FENCING Tender R 94,747,327.00
COPORATION

LUKHANYO HIGH COEGA DEVELOPMENT | FENCING Tender R 961,524.46

SCHOOL COPORATION

MASIKANYISE HIGH COEGA DEVELOPMENT | FENCING Tender R 1,436,725.53

SCHOOL COPORATION

MOUNT ARTHUR COEGA DEVELOPMENT | FENCING Tender R 1,175,239.82

GIRLS HIGH COPORATION

NTSONKOTHA COEGA DEVELOPMENT | FENCING Tender R 1,563,519.96

SENIOR SECONDARY | COPORATION

SCHOOL

PHUMLANI SSS COEGA DEVELOPMENT | FENCING Tender R 695,163.46
COPORATION

TAMBEKILE SSS COEGA DEVELOPMENT | FENCING Tender R 877,909.16
COPORATION

LADY FRERE JSS DEVELOPMENT BANK FULL SERVICE | Construction R 2,109,286.98
OF SOUTH AFRICA

Ida HS(4) DEVELOPMENT BANK | ORDINARY Design R 500,000.00
OF SOUTH AFRICA SCHOOL

KWAMHLONTLO SSS | DEVELOPMENT BANK | ORDINARY Design R 29,862,762.65
OF SOUTH AFRICA SCHOOL

MCEULA SSS DEVELOPMENT BANK | ORDINARY Design R 26,603,625.20
OF SOUTH AFRICA SCHOOL

NONKQUBELA SSS DEVELOPMENT BANK ORDINARY Design R 18,433,880.75
OF SOUTH AFRICA SCHOOL

TAMBEKILE SSS DEVELOPMENT BANK ORDINARY Design R 21,195,795.80
OF SOUTH AFRICA SCHOOL




FREEMANTLE BOYS DEVELOPMENT BANK HOSTEL & Design R 10,030,070.39
HIGH SCHOOL OF SOUTH AFRICA CLASSROOMS
MOUNT ARTHUR DEVELOPMENT BANK HOSTEL & Design R 123,528,523.60
GIRLS HIGH OF SOUTH AFRICA CLASSROOMS
NGUBENGCUKA SSS DEPARTMENT OF ORDINARY Design R 26,991,808.89
PUBLIC WORKS SCHOOL
MASIZAKHE JPS DEPARTMENT OF ORDINARY Design R 15,885,714.00
PUBLIC WORKS SCHOOL
Bankies JSS DEPARTMENT OF ORDINARY Construction R 21,125,398.21
(Construction New PUBLIC WORKS SCHOOL
Classrooms and
Related Facilities)
NTSONKOTHA DEPARTMENT OF ORDINARY Design R 3,777,324.43
SENIOR SECONDARY PUBLIC WORKS SCHOOL
SCHOOL
INDWE H SCHOOL INDEPENDENT HOSTEL Construction R 8,470,504.26
DEVELOPMENT TRUST | REPAIRS
NTSONKOTHA INDEPENDENT HOSTELS Design R 4,000,000.00
SENIOR SECONDARY DEVELOPMENT TRUST
SCHOOL
IDA HIGH SCHOOL THE MVULA TRUST WATER & Construction R 3,433,568.95
SANITATION
MATYANTYA ISS THE MVULA TRUST WATER & Construction R 3,137,031.79
SANITATION
NOLUTHANDO JSS THE MVULA TRUST WATER & Construction R 3,253,433.55
SANITATION
UMHLANGA JSS THE MVULA TRUST WATER & Construction R 4,335,070.36
SANITATION

NB: PROJECTS THAT ARE ON DESIGN & FEASIBILITY STAGE ONLY HAVE BUDJECT ALLOCATION, THUS THE
ADJUSTMENTS WILL BE MADE!
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