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i. PURPOSE

Transnet and the signatery trade wnions acknowledge that emplovess contribute considerable value

to its competitive ability. Accordingly, in order to meet its corporate goals and business objectives, its
reward poficies and objectives must:

1.1  motivate and reinforce superior performance;

1.2 encourage the development of organisational and individual performance;

1.3 encourage the development of competencies required to meet future business needs;

1.4 attract and retain high quality skilled individuals with the optimum mix of competencies;

15 create a single remuneration and pay model for artisans across Fransnet in accordance with
Annexure A and B;

1.6

create a single grade structure, job evaluation system (JE Manager) and reward framework for

artisans across Transnetin accordance with Annexures A and B;

1.7 suppori the overall business strategy;
1.8  improve productivity; and
19  enhance multifunctional utilisation of employees.

Artisans possess critical skils and are simultaneously integral to Transnet’s business strategy. The parties
therefore acknowledge the need to prioritise and align the reward strategy for artisars with the principles

set out above. Artisars will be rewarded based on the acquisition of competence required and applied in
the business.

2. DEFINITIONS

2.1 “"Agreement”means this agreement, including any Annexures.

22 "Artisans” means artisans and master artisans with civil, single engineering and multiple
engineering, trade certificates.
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2.3 "Bargaining unit” means all permanent and fixed-term cantract employees of Transnet up to

but excluding 610 (or 110).

2.4 "Employees” means permanent and fixed-term contract Transnet employees in the bargaining
Lt

2.5 "Effective date “means the date upon which the agreement is signed;

2.6 "Grade” means the levels as depicted in annexure A;

2.7 “Inherent job requirements” means the minimum job entry requirements which include
knowledge, skilis, experience and necessary physical atiributes to do the job;

2.8 “Operating division” means the following operating units: the Corporate Centre (including
Transnet Projects), Transnet National Ports Authority, 7ransnet Pipelines, 7ransnet Port
Terminals, Transnet Freight Rail and 7ransnet Rail Engineering;

2.9 "Parties” means Transnel and the signatory wnions.

2.10 “Sub Grade " means the classification and categorisation of arfisars as indicated in annexure C,

2.11 "Transnet” means Transnet Limited and its operating divisions.

2.12 “Transnet Bargaining Council' is the statutory Bargaining Council and dispute resclution
forum established for Transnet.

2.13 “Unions” means the recognised wnions of the Transnet Bargaining Counci! on date of
signature of the agreement which include SATAWU, UASA and UTATU.

3. SCOPE

3.1

This agreement regulates the guaranteed pay system to support reward, development, and

progression rules for artisars within Transnet, based on a new six {6) level grade structure, as set
out in Annexure A.

3.2, This agreement binds all artisars within Transnet, including artisans who are not members of one

of the wnion parties to this agreement, (/4 / %&p.
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4.1.

4.2.

4.3,

4.4

4.5.

46,

5.1

5.2

6.1.

6.2,

6.3.

6.4
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GUARANTEED PAY PRINCIPLES

Artisars will be paid in relation to their role and competence in 7ransnet. Annexures A and B

define the roles and correlate these roles according to the different job evaluation systems in use
in 7ransnet.

Variances in remuneration levels of positions will be based on job complexity and competency
requirements.,

Remuneration will be structured according to broad bands, as defined in Annexure B.

Increases to the remuneration of artisars will be subject to normal wage bargaining agreement
process.

Subject to paragraph 4.4, Transnet will use relevant market information as a guide to inform pay
movement for artisans.

Transnet will standardise job titles, in consultation with labour where appropriate, in respect of
the same kind of work, and these may change according to operational neads.
ANNUAL REMUNERATION REVIEW

Annual percentage salary adjustments will continue to be negotiated at the Transnet Bargaining

Council and the same percentage will inform the increases to paybands accordingly.

Remuneration decisions are subject to affordability and business requirements.

JOB EVALUATION SYSTEM

The JE manager job evaluation systemn is currently in use in Transnet Rail Engineering fo
determine the relative complexity and levels of positions.

The JE manager job evaluation system will in future be used to determine the relative complexity
and levels of positions across Transnet.

Representatives from the wnfons will be trained on the JE manager evaluation system.

Not more than one job evaluation system will apply within one business undertaking ar business
unit.




6.5.

6.6.

6.6.1.

6.6.2.

6.6.3.

6.7.

6.8.

7.1.1,

7.1.2.

8.1
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Any job evaluation system will apply for a period of at least twenty four (24) months befora it
may be replaced by way of agreement, subject to at Ieast six (6) months notice being given by
the party who wishes to replace the system.

The unions are entitled to be represented at and provide input, which Transnet management wilt
consider, in the following processas:

Job description teams;
Local evaluation committees;

Moderation commitiess.

Transnet will establish a central Ratification Committee to verify job grading and evaluation
results so as to ensure consistency across Transnet.,

Although the unions acknowledges that the coupling of remuneration to evaluated jobs and that
job structures is the prerogative of management, the vnions are entitled to make representations

to management in respect of any aspect that labour may deem necessary.

GRADE STRUCTURE

The grade structure for bargaining unit employees consists of six (6) grade levels (see Annexure
A) and artisars fall into grade levels T and H.

The grade structure for Artisars (the expert levels H and 1) is divided into sub grades as
described in Annexure C.

Each sub-grade will in turn comprise up to three (3) competancy levels which are linked to sub
grade pay levels.

CAREER MOVEMENT RULES

Each sub-grade comprises three (3) competency levels (excluding the entry level) which are

linked to four (4) pay levels. The rules for moving between and within sub-grades are set out
below.

Promotion and competency movements within the new guaranteed pay dispensation are
dependent on an effective outcomes based modular learning and assessment system, The

mechanics of this learning system are contained in Annexure E.




83 There are two ways in which career movements can take place:

8.3.1 Promotion, from one grade level to the next grade level, in terms of the applicable

selection and recruitment policy. This will be based cn the following criteria:

8.3.1.1 The existence of an approved vacancy on the higher fevel; and

8.3.1.2 The applicant meets the inherent job requirements of the entry-level qualification / trade and

other requirements for the new / vacant position.

832 Movement within a grade level, which will include:

8.3.21

83.2.2

8323
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Herizontal movement from one sub-grade to the next sub-grade, i.e. from sub-grades
IB to IC, based on the following criteria:

83211 The existence of an approved vacancy on the next suf-grade level;

8.3.2.1.2 The applicant meeting the entry level qualification / trade and other

requirements for the new / vacant position; and

8.3.2.1.3 The applicable operating division's staffing policy.

Vertical movement within a sub-grade @ each position within a sub-grade will be
divided into a maximum of three (3) competency levels, determined by business
processes refating to the position, and will be elabarated in a competency matrix for the
specific position.  This will include competencies that facilitate greater specialisation
and/or a greater degree of job variety and mutti-functional utilisation. There may be
exceptional cases where a position has less than three (3) competency levels, as a result

of the business process defining the requirements for the pasition.

Specific modules for each competency level, (i.e. theoretical modules, specific operating
procedures, processes, technology, equipment, etc), will be linked to each competency

for the position (from entry to full job rate), as represented in the table below:

Y/
Y/
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Competency fevels within the expert level|Corresponding pay scale levels
sub-grades within the grage level 1
3 = 100% Full job rate
2= 06% Pay point 3
1=33% Pay point 2
Entry Pay point 1
9, PAY SCALES
9.1. The new pay scales in respect of basic salary will be effective as of 1 April 2008, for artisans in
the expert levels (Jevels H and I). The pay scales are attached as Annexure D.
9.2. These pay bands will move in accordance with paragraph 5.1.
10, PAY MOVEMENT RULES
Basic pay movements will take place on two levels:
10.1. Movement from one grade fevel to the next nigher grade level: this will resuit in an increase in
basic pay to the minimum of the next grade or three percent (3%), whichever is the greater.
10.2. Movement within the new expert grade levels 1 and H.
10.2.1. Horizontal movements from one sub-grade to another, which will depend on the criteria set
out in paragraph 8.3.2.1 should result in;
10.2.1.1.  An increase in basic pay to the minimum of the next grade or three percent {3%) whichever
is the greater; and
10.2.1.2. Should the employees assessed competency level be below that required for the new pay
level in the new sub-grace, the employee will be required to close the competence gap within
a period of nine (9) months. Failing this, the employee will be subject to individual
performance management. If additional time is required, this will be decided on a case-by-
case basis on merit.
10.2.2.

10.2.2.1. Movements from one competency pay point ta the next higher competency pay point

Final Agreement 8 of 25

Vertical movements through the four {4) point pay scale of a sub-grade:




10.2.2.1.1.

sub-grade will be based on the employee being assessed and declared competent, measured
against the applicable position's competency matrix,  Salary increases based on these
mavements will be subject to the following rules;

Employees must be declared competent through formal assessment processes based on NOF
assessment principles; and

10.2.2.1.2. Artisars will be limited to ane (1) competency assessment and subsequent pay movement

11,

11.1.

11.1.1.

11.1.2.

11.1.3.

11.1.4.

11.1.5.

11.1.6.

11.1.7.

11.1.8.

11.2.
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per annum.

COMPETENCY BASED MODULAR TRAINING (see Annexure E)

A competency based modular training system will be developed to support and facilitate career
and pay movement within the new guaranteed pay dispensation. The competency based system
15 an integrated process consisting of the following processes:

Analysis of business process analysis;
Design of organisational structure;
Development of job profiles;

Development of competency matrixes;

Identification of individual competency gaps and development of an individual learning plan;

Development and deployment of training resources to address competency gaps, which includes
outcomes based training modules;

Establishment of competency delivery mechanisms, e.g. trainers, computers, workshops, etc; and
Development and deployment of assessment mechanisms, including competency certification.

Transnet will consult the recognised wnions on the process of developing new modular training,

7




12. TRANSITIONAL RULES

The new competency basad reward system for Artisans will be implemented as follows:

12.1.  Artisars will receive a guaranteed minimum five percent (5%) retention award adjustment
{increase) on basic pay (calculated on their basic pay as at 31 March 2008), as a retention award,
effective 1 April 2008.

12.2. Al Artisan positions will be classified into the new expert grade levels T and H, based on business
requirements. Current single engineering frade qualified artisans who are:

12.2.1. internally certified to perform the duties that normally would have been performed by a multiple
engineering trade artisan; and

12.2.2. are performing such duties, in terms of the 75/25 principle (see annexure E), prior to this

agreement coming into effect

will be considered for appointment in a multiple engineering trade position. Transnet wil

establish a Corporate Office Ratification Committee to verify all such appointments‘.

12.3.  Artisars will be placed in the classified positions by 1 September 2008, based on their current
trade qualification and application within a discipling;

12.4.  After the classification of artisars into the new expert grade levels 1 and M, artisans may receive a

further adjustment, based on their 31 March 2008 salary, backdated to 1 April 2008 as follows:

12.4.1. Those artisans whose pay is below the mid-paint of the new pay scales after the five (5%)
percent increase, set out in paragraph 12.1 (reflected in Annexure D) will receive a further
retention award (increase) of not more than three percent (3%) to take them to the mid-point of

the new pay scale, provided this does not increase their remuneration to above the mid-point of
the new pay scales;

12.4.2. Thase artisans whose pay is stifl below the minimum of the new pay scales after the five percent

(5%) increase, set out in paragraph 12.1, will be moved to the minimum of the new pay scale.

12.4.3. Artisars whose remuneration, after the above increases and classification, ends up above the full

Examples of such exceptions are: Electricians performing Elecirical Fitter duties and Motor/Diesel Mechanics operating as
Diesel Electric Fitters.

Final Agreement 10 of 25 /ét/ } ]
] ~
Y Q%g

D




job rate will;

-12.4.3.1.  gualify for the negotiated increase applicable to all other employees; and
12.4.3.2.  be dealt with through natural attrition. When a position is vacated the new incumbent will be
paid at the rate for the job.
12.5.

The outcomes based modular learning system for artisans wilh be developed and implemented
during 2009/10, as contained in Annexure E.

12.6. If by 1 July 2010 an artisan has not been through the new competency assessment, the arfisan
will receive a once off competence pay movement based on the performance indicators set out in
Annexure E. This will not apply if the artisan has been in the position for less than nine (9)
months.

12.7.

To ensure that the principles contained in this agreement are consistently applied, the parties
agree that the task team of the Strategic Leadership Forum responsible for skills development will
be the forum where these implementation issues are discussed.

13. AGREEMENT

13.1.  This agreement supersedes all previous local, regionat and national agreements on any issues
covered by this agreement, as they relate to artisans, including those dealing with scarcity, pay

progression, job reservation, pay levels and notch increases.

13.2.  Any changes to this agreement will be on written notice to the other parties and any

amendments must be in writing and signed by the parties.

13.3.  This agreernent will commence on the effective date, subject to the suspension condition in

clause 13.2 being met, and will remain in force until either party gives ninety (90) days” written
notice to the other of termination of the agreement.

14. DISPUTE RESOLUTION

14.1. The parties will try to resolve through discussion any differences that arise under this agreement

failing which the Transnet Bargaining Counci/ dispute resolution procedures will apply.

A Dy
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15. GENERAL PROVISIONS

15.1.

For purposes of this agreement, including the serving of notices and legal processes, 7ransnet

and the signatory wnions choose their domicilium citandi et executandi as follows:

15.1.1. Transnet:

15.1.2 SATAWU:

15.1.3. UTATU:

Transnet Limited

Cariton Office Towers

150 Commissioner Street
Johannesburg

2000

P O Box 72501

Parkview

2122

Fax number: (011) 308 2528

6th Floor Marble Towers

208/212 Jeppe Street cnwr Von Wielligh Street
Johannesburg

2000

P.0O. Box 9451, JHB, 2001

Fax number: (011) 333 8918/0300/0275/0250

UTATU House

182 Louis-Botha Ave
Houghton Estates

2198

P.0. Box 31100

Braamfontein

2017

Fax number: (011} 728 8257/8

15.2.  Any variation to this agreement must be reduced to writing and signed by the parties.

15.3.  No relaxation or indulgence which Transnet or the wunions may grant to the other party wil
conslitute a waiver by any of them of any of their rights under this agreement.

SIGNED AND DATED AT JOHANNESBURG on 13 May 2008.

WITNESSEW
i, )

5 /j%LM \f\ -
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For and on behalf of TRANSNET D _f

120f25




SIGNED AND DATED AT JOHANNESBURG on 13 May 2008.

v

SIGNED AND DATED AT JOHANNESBURG on 13 May 2008,

WITNESS%
5.

6. %&/’j 7L
7 For and on ?béw of UTATU
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ANNEXURE A

JOB EVAL UATION SYSTEMS CORRELATION TABLE

COMPARABLE EVALUATION PROPOSED TRANSNET LEVELS

- SYSTEMS . e

HAY Point | Peromnes | Paterson JE : Grade ‘ Typical

Range Manager Level Positions

| 060 18/ 19 Al 0-7 | General Worker

63-72 17 A2 i 8-16 L | Maintenance Helper
73280 L 16 A3 7-24 | (semiskilled) _ B

85 - 97 i5 Bl .;,gé:jf}ﬁﬁ,m,; : : Messenger
98-113 ' 14 | g2 I135-as K | Driver (LDV, Forklift etc)
1114-134 . 13 0 B3 4554 : | (Semi-skilleg) }
l 135 - 160 i‘ 12 ; B4 55 - 64 ~ ; Maintainer 1, Machinist :
161 -191 | 11 } BS + 6574 i 3 | Crane Driver
A S R . {5emi-skilled} N
192 - 227 v a ' 75 - 84 ; | Artisan ;
228-268 10 €2 185-94 L Train Driver .
i ; : . ‘ i . '
f | | 95-104 ! | Master A:’T.’Sa:'?. |
L 269 - 313 T R woo HrocessCoodnaln L
: 1105 - 114 ‘ . Specialised Artisan{105 - 114}
; . ' ' Technician '
£ 314 - 393 8-7 1 C4-C5 1 o115-124 | G ! Front ine manager 1

L ' Specialist E

Fial Agreemeant
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ANMEXURE C

HON. | 1 TRADES

| TRADES . ;  different engin

Categories

b o e er e e [

e Mechanical

frad

P Co-araination of vl | Master trades as  Master
H o | tradec D per tevel 1 per level 1

Millwerealt . Electro mechanic
CPamter  Desel mechanic {mechamical) b piibwnght)

CPhmiber FMotor mechani

Carpetier . Figaer Blecirian CInstrunent
Bricklaver | Sheetmets] S Armature Wheder Diesal Electric Fitter
Spray parntar SOOIk I Blectrical Fittor
i - Wehicte Builrier
Mo thcher
CWelder
- Futer (vimqon,
Ccoaclh
CFiter and Do
Bolermake:
Turner
Tool maker

- Blacksmith

This is not an exhaustive fist,
. Positions not listed will be ciassified based an the abeve categarisation,

" MULTIPLE ENGIMEERING .

disciplines)

P T T,
Mechamuzn

i
! - - . . ' Zpecialised
: ENGINEERING SINGLE ENGINEERING TRADES (2 or more trades in |

eering Artisans

i i

fen as | Master trades as per level 11 JE Points 105 - i

114

i@n (full

N S,




Sex 04T

_BE9 BST

pvpST | v
690 bYT €1
_£I3 i A
..... erser
£96 £87T nr )
5zE 121
880 657

0SB OYY
D56 LEY

S7Z 871
CI8 LET

- sTrToz

059881

SLT Sl

0L 19t
ocm ISt

/00T

Ju10g Pit

. LEr 65t

epels gng

gty gri

808 wm_.n ‘

@Mﬁ ,.Qh |

R A

VG0 b

. naﬁmb mazww:,‘m:& UCN

wmum.ﬁ Buieaswbug ajdiinW

T {esuppaly ~ sepeny Bupeaubua a1buls

Wmu_cmzumz _ sapeny m:.._mw:_m.:m wmm:_m

SUBSIIY PIsIRIDBNS -

“sapei) Bunsauibug aiinnn

jE2L03|g — SPPeL) Supsauibus sibuis

wmu_gmxuoi — sopel} m.::m.mc“msm m:m::w. :

. uwﬁr 0 mcﬁmmc_m:m :OZ

8CL 8YT

£95 8€}

89P 6T%
LEOZT
55 34T
2L ¥9T

€&
)
e
)
LYy
wed

MwMN m.w‘m.
L9 CET

P
1t r =

2310993 | _

.&cm&. tﬁzmwc,m:w uEE:E |

- 53p2H mE,_m.wEm:m abulg |

“essueuda |

- sapen Bupesuibus s|buIs |

suRSIIY vm.m:m_ummm

vmwﬂu: ugzww:mm:m._ aidinia |
. " eolipsa |
— sepeq m::mmc_mcm a|buis _
|

j2stueyoon !

sapail m;:wmc_m:u mnmr_.m

3GYEs . )
 BOOZ WudY T aNvd .Qn“

0006ET_ ;L . 1oauib

oposezt ! EL

pOG 1ZY -z .

005 71T T3 sapedy SupPaubus UGN
‘ :Qm B SH

000 HST ik

000 €71 2. -3 bulzoot
SoopzEL . TH L TPTE

ap0 ¥t TH bwm; mg

Az

ape Ghs

¥

L

GH0T 1T94VY T 3AILD3IIT STNYL AVS

d HHENNY




ANNEXURE &

COMPETENCY DEVELOPMENT, ASSESSMENT AND DECEARATION PROCESS:

i. In.!:md.f.s.cticn
The Learning Process

This section outtines:the process-of bargamig unit empliyees,
d GO 1[’\r~t‘r-‘_me. 5, {0 pelfﬂrm ’rlwn rofes \;"IU’H]" tEm omamzut.nn, ay contir nun if;'y \mp;ovn\g “”VK“}S I’
. uf me uw o, become g wotm (iosf s qul\t Brisinsss .'R»,.“/\I[T J‘ (C:Pn. m. m X3 ms%i.m its

PSSR m this process, within ch)HUci lmc‘cletdu CoLis l TEINRSY

e OHHII'WC" aﬂd apmn :VIHLI & vde Fanage Ol-_, .

TN

ot

=

= Vraining & r’f Savelopmént system

Tl Wil ST e OnrcEs

i the ongoing rmprovement of ite

2 gy

Shorvnent varhy busness s & nationat fliHS developmient

clamnddards, Tra

rononsibility 1o smorove 1S trasning and development systern in supnort of buginess N2

f o arcepts s
: Emplovees
e eeoected 10 Labe ownership of thelr own continuous compatency arovdh, Lo satisty and exceed

onsinecs perfarmanc: requiremants. The traming and developiment system will

e reasinghy - suporl
Trensnels remunzration policies and practices,

To sHectvely foohiate the learning process, the raming and development sysiem should demaonstrate
the follorwing charactensbics:

a 1L must be user friendly to all stakehoiders

« 1t must be transparent
It must aliow efficent tracking, measurement and reporting at an indwvidual, team, section, and
pusiness unit kevel

o Tt miust be founded on efficient and reliable documentation and evidence gatherng procassas,

=z Flaments of the Com;e tency Deveiopment System

T cgrmpeianry Covelopeont systam s an integrated procoss wonseiing of 1he foltovang :,f;_-qt‘e‘:mf_:‘f
Al ntas
BUSHISSs Prosss analysis
o Orgarsalion SIruciie

= The development of position profiles

« The competancy matrix \
« The individual competency gap identification and plan - (1DF)

o

Training resources Lo address competency gaps, which ncludes outcomes based traming modules
» Competency delivery mechanisms, e.g, trainers, computers, workshops, etc
Ascescment machamsms, ncluding competency certification

a

Tranener will followy the above sequential process to guide the competency hased reward systemn, which

sl npact enindiiduat @i eds remimnsration The new system will b standardi lmu Lu engre hrltrl_j[’__.,‘ -
f h




s 2 rehabls inchcator of wdiodua competence f ouicomes dalvery,

This process 15 suppotted by 2 range of documentary evidence reguirements outlined as follows:

2.1 The Business Process Analysis

Transnat will utllize husiness pracess analysis to determine the skills and associated compeiencies
~enuired by speafic tusiness processes. This analysis wili take into censideration:

e Process flow

¢ Equipment

s Process boundaries

= Syslems

s Components

rasks,

e Appency A for g acbematic mocel

Transoct valb use s

anabysis Lo Tomailate the Compaiandy requiremeants per nroriass

= Competendy matiines

deiing the position pr

2.2 Organisationat structaring principies

Competency requirements and oraamsationat struciunng will be dased on the business Drocess
=nalsis {business regquimements).

The following princples will nform the rivmiber of

positions and their grade or sub- grade wevels

Usily grades in the expert arade level T,

r

squired to achieve the business results and to einsure
that all artisan positions will be structured so that the maximum of the pay scales can be reached
w1 &ach posiion:

s As a general rule only simiids complaaaty evel competencies {same grade levelsy will e,

IHSLEIE d Louether mro posumn ns Lo L.Huw for staflfing anc operational fexibility.

.‘1‘:_\L,_« will ot be imited: to similar compizaty lovel

r umln wjly ] O L e iy D ineedan L-"ut:swi'ion' r(—.‘(|uiremiw_ ;j\.n_;."\h_-:,.ﬁ

e 1-(.)‘.'{&.')\’\}

£ 100 mlfmr :gvpl DO_:I'MOHS too mu drm not
sist lover complexity deval wurk may be clusteved wath higher complaxty evs
wo% prowting the volums of Lo

s Awhers t‘ln:'-mpptmrm‘wi’y e

7

Folevel work is Tess than 28% of the position.
The 75/25 prmoph, will be mliﬁ'rm 0.

" To serve as an incentive and enmuragemmt fn: EMPIOFess to ieam hlghmr COHIDIP)\I"\/ \

level competencies. The 75/25 principle will be adhered to. ‘ : \
e Where positions have limited compeiency clustering opportunities an the same level,
higher level competencics may be included in fhe position requiremeant profile. The
75425 piinciple will be adhered to.

T E e ey




2.3

24
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Competency matrix

The competency matrix reflects the range of competencies required by each incumbent in
each position in the process area.

o The competency matrix also reflects the competencies mastered by each incumbent as they
develop. ' ' ' .

» The cdmpetency matrix enables the competency gap per incumbent to be identified.

e Competency gaps are closed through individual cempetency daveloprnent planning and action

by the incumbent, supervisor and traning function.

.+ The compétenCy matrix and individual development plans form the foundation of the

workplace skills plan.

‘Individual Competency GAP Identification and Plan

TRANSNET recognizes . the, relationship.‘betWeen corﬁpetehciés re,du_i'r_ed,i"a_i'cqui‘red and_;appl'i.ed,' ..

This relationship between. competencies, {required,. dcauired and ‘applied), and remuneration, is
governed by the competency based reward system.

Employeds IDP will reflect the competency / outcome deliverables required for an incumbent to
qualify for a specified full jolr competence level. In general, progression o an incumbent’s full job
competence level will be reflected in 25% (quanrtile) competency / outcome delivery blocks.

The detailed content of these quariile competence blocks will vary from process area to process
area, and site to site. In principle, if an employee satisfies the minimurn eniry-tevel competency
/ outcome delivery requirements for the position, the employee will qualify for the minimum pay
band rate. Similarly, an empioyee, who satisfies the full job rate competency / outcome delivery
requirements, will qualify for the maximum pay band rate for the position. The principles outlined
above, will always be subject to affordability.

Training and Development Resources and Delivery

Transnet will ensure that the necessary learning material requirec to support competency
development, as outlined in the Job Proflés/Competency Matrix, is developed and made available
incumbents. This learning material will be based on- outcomes hased learning principles. Where
required, on site or off site training faciities will be provided. In general, training and development
will be facilitated threugh knowledae and theoretical learning in appropnate facilities, practicat on the
job training, and self-directed learning.

Competency Assessment Mechanisms

Tramsnet will implement competency assessment mechanisms that are objective and ensure
standard assessment practices. Assessors utilized must meet standard selection criteria and be
trained and declared competent.



5  Remuneration

An empiovess pay level within the applicable pay band will be influenced by the employee’s level of

assessed and declared competence, as measured against the competency applicable to the
employeds position. .

Once declared competent against the requirements for the position or quartile ievel, the amployee
will qualify for the appiicable pay band percentile.

Final Agreement 22 of 25



APPENDIX A TO ANNEXURE E — Process Model
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ANNEXURE F

BEHAVIOURAL
INDICATORS

1.Results driven and
time commitment

2.Commitment to
Teamwork

3.Commitment to a
safe, healthy, and
anvironmentally
friendly workplace.

4.Disciplined
behaviour

STAFFING CRITERIA EVALUATION SHEET

1 POINT

- Sticks to standard fasks.

- Resists performing additiona!
fasks

- Sometimes arrives late for
work

- Failure to report for duty on
short notice

- Unwilling to finish a task
peyond scheduled time

- Waorks as a loner

- Creates conflict
- Does not share information
with the team
- Does not participate in group
problem salving
- Has committed an unsate act n
the last 12 months {Sanction
against employee)
v SPAD'Ss
«  Speeding
«  Substance abuse
« Safety

- Has a valid disciplinary acticn
record on file

2 POINTS

- Does additional tasks willingly
if asked

- Always reports for duty on
tme

- Sometimes prepared to fimish
task beyond schedulad time

- Waorks with the team

- Constructive iny confhct
resalution

- Participates in group problem
solving

- Always uses correct PPE

- Adheres to all SHE rules and
standards

- Has a clean safety recard for
more than 12 months

- Has a clean disciplinary
record

3 POINTS

Looks for opportunities Lo take
an  additional tasks.

Always prepared to finish
task beyond scheduled time
Prepared to “go the extra mile”

Excellent communicator
Resolves conflict quickly
Fallowed by the team when
needed (informal leadership)
Involves team in problem
salving

Meets all crhiteria for 2 ponts,
and

Actively promotes SHE
perfermance improvement
Sats an example of safe
Rehaviour to the team

Sets an example of disciplined
behaviour to the eam

. Total Total
Weight Point Score
(1to 3)

4
3
4
2

SECTION B — BEHAVIOQURAL INDICATORS TOTAL SCORE

Maximum score- 39
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