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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MAYOR

CLLR PJ SHAY!

(Herein and after referred to as the Employer)

AND

MUNICIPAL MANAGER

M. 1. MOAKAMELA

{(Herein and after referred to as the Employee}

FOR THE

FINANCIAL YEAR:

01 JULY 2017- 30 JUNE 2018
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1. INTRODUCTION

1.1The Employer has entered into a contract of employment with the Employee in terms of
section 57{1)}{a) of the Local Government: Municipal Systems Act 32 of 2000 {“the
Systems Act”). The Employer and the Employee are hereinafter referred to as “the

Parties”;

1.2Section 57(1}(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement,

1.3The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure locai government

policy goals;

1.4The Parties wish to ensure that there is compliance with Sections 57 {4A), 57 (4B) and 57 (5)

of the Systems Act;
1.5In this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement between the Employer and
the Employee and the Annexures thereto:

1.5.2 “the Executive Committee” — means the Executive Committee of council constituted
in terms of the Structures Act (Local Government: Municipal Structures Act 117 of
1998) as represented by its chairperson, the Mayor;

1.5.3 “the Employee” means the Municipal Manager: Ba-Phalaborwa Municipality
appointed in terms of Section 56 of the Systems Act;

1.5.4 “the Employer’ = means Ba-Phalaborwa Municipality; and

1.5.5 “the parties” means the Employer and the Employee.
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to:

2.1Comply with the provisions of Section 57(1){b},{4A},(4B) and (5) of the Act as well as the

employment contract entered into between the parties;

2.2Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP)

and the Budget of the municipality;

2.3Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;
2.4Monitor and measure performance against set targeted outputs;

2.5Use the Performance Agreement as the basis for assessing whether the employee has met

the performance expectations applicable to his or her job;
2.61n the event of outstanding performance, to appropriately reward the employee;

2.7 Give effect to the employer’s commitment to a performance-orientated refationship with its

employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and wili remain in force until 30 June
2018 thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shall be concluded between the parties for the next financial year or

any portion thereof;

3.2 The parties will conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31% of July of the succeeding financial year;
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3.4

3.5

This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason; and

The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicability of the matters agreed upon;

If at any time during the validity of this Agreement the work environment alters {whether
as a resuit of government or Councll decisions or otherwise) to the extent that the
contents of this Agreement are no longer appropriate, the contents shall immediately be

revised

4. PERFORMANCE OBJECTIVES

4.1

The Performance Plan {Annexure A) sets out-

4.1.1 The performance objectives, key performance indicators and targets that must be

met by the Employee;

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

met; and.

413 The core competency requirements {Annexure C — definitions) as the management

4.2

skills regarded as critical to the position held by the Employee

The performance objectives, key performance indicators and targets reflected in
Annexure A are set by the Employer in consultation with the Employee and based on the
[ntegrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the Employer, and shall include:

4.2.1 key objectives that describe the main tasks that need to be done;

4.2.2 key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved;

4.2.3 target dates that describe the time frame in which the targets must be achieved; and

4.2.4 weightings showing the relative importance of the key objectives to each other;

4.3

The Personal Development Plan (Annexure B) sets out the employee’s personal

development requirements in line with the objectives and targets of the Employer; and
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4.4 The Employee’s performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

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

Employer;

5.2  The Employee accepts that the purpose of the performance management system will be
to provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

5.3  The Employer will consult the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee;

5.4  The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs (including special projects relevant to the employee’s responsibilities) within

the local government framework;

5.5  The criteria upon which the performance of the Employee shail be assessed shall consist
of two components, Operational Performance (in the form of key performance indicators
(KPis) under specific Key Performance Areas (KPAs)) and Core Competency Requirements

{CCRs), both of which shall be contained in the Performance Agreement.

55,1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Competency

Recjuirements {CCRs) respectively.

5.5.2 Fach area of assessment will be weighted and will contribute a specific part to the

total score.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will account for

20% of the final assessment.

The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes identified as per attached Performance Plan
(Annexure A), which are linked to the KPA’s, and wili constitute 80% of the overall

assessment result as per the weightings agreed to between the Employer and Employee:
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KPA | Key Performance Areas .
1 Municipal Institutional Development and 15%
Transformation
2 Basic Service Delivery 25%
3 Local Economic Development (LED) 25%
4 Municipal Financial Viability and Management 20%
5 Good Governance and Public Participation 15%
Converted to 80%

Manager’s responsibilities are also directed in terms of the abovementioned key performance

areas. In the case of managers directly accountable to the Municipal Manager, other key

performance areas related to the functional area of the relevant manager can be added

subject to negotiation between the municipal manager and the relevant manager

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are

deemed to be most critical for the Employee’s specific job should be selected (V) from the

list below as agreed to between the Employer and Employee. Three of the CCRs are

compulsory for Municipal Managers:

CORE MANAGERIAL COMPETENCIES! = 'V -
St-réteéic.Capabilii-:.y and Leadership iO
Programme and Project Management 10
Financial Management v 5
Change Management 5
Knowledge Management 15
Service Delivery Innovation 25
Problem Solving and Analysis 15
People Management and v 10
Empowerment
Client Orientation and Customer Focus | V 25
Communication 15
Accountahility and Ethical Conduct 10
TOTAL PERCENTAGE 100%

Converted to 20%
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'As published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

2y Compulsory for municipal manager

sproficiency level (1, 2 or 3) as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan {Annexure A} to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance;

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames;

The Employee’s performance will be measured In terms of contributions to the strategic

objectives and strategies set out in the Employer’s iDP
The Annual performance appraisal will invoive:
6.5.1 Assessment of the achievement of results as outlined in the Performance Plan

{a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to od-

hoc tasks that had to be performed under the KPA

{b) Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale

automatically. These scores are carried over to the applicable employee’s
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performance plan. During assessment, the employee has a chance to submit

evidence of performance where a disagreement

() The Employee will submit his self-evaluation to the Employer prior to the

formal assessment; and

(d) An overall score will be calculated based on the total of the individual scores

calculated above,
6.5.2 Assessment of the CCRs:

{a) Each CCR should be assessed according to the extent to which the specified

standards have been met
{b) An indicative rating on the five-point scale should be provided for each CCR

(c} This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score

(d) An overall score will be calculated based on the total of the individual scores

calculated above.
6.5.3 Overall rating

(a) An overall rating is calculated by adding the overall scores as calculated in 6.5.1

(d) and 6.5.2 {d) above; and
{b} Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following rating

scale for KPIs and CCRs:

Tovel | %score | Terminology | Deseription B _
5“. - 167 T O.u.tst;ndi.ng T V f’érférmancé fér. exceec:j; thé standard éxpected of an
Performance employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results against
all performance criteria and indicators as specified in the
PA and Performance Plan and maintained this In all areas

of responsibility throughout the year.
4 133 -166 Performance Performance Is significantly higher than the standard
significantly above | expected in the job. The appraisal Indicates that the

Page 9 of 47 {\j\‘?})




Level | % score

[ Terminology ~ | Description -

Expectations

Employee has achieved above fully effective results against
more than half of the performance criteria and indicators

and fully achleved al others throughout the year.

100-132 Fully Effective

Performance fully meets the standards expected in aft
areas of the job. The appraisal indicates that the Employee
has fully achieved effective results against all significant
performance criterfa and indicators as specified in the PA

and Performance Plan.

Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates
that the employee has achieved below fully effective
results against more than half the key performances
criteria and indicators as specified in the PA and

Performance Plan.

67-99 Not fully Effective
0-66 Unacceptable
Performance

Performance does not meet the standard expected for the
job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

6.7

For purpose of evaluating the performance of the Employee for the mid-year and year-end

reviews, an evaluation panel constituted of the following persons will be established:

6.7.1 Municipal Manager

6.7.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee {AC)

in the absence of a performance audit commitiee

6.7.3 The Portfolio Councillor as Chairperson and a member of the executive committee

{Exco);

6.7.4 A Municipal Manager from another municipality; and

6.7.5 The manager responsible fer human resources of the municipality must provide

secretariat services to the evaluation panels.
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8.

7. SCHEDULE FOR PERFORMARNCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be

7.2

7.3

7.4

7.5

9.1

reviewed on the following dates with the understanding that reviews in the first and third

quarter may be verbal if performance is satisfactory:

Quarter | - ’'Review Penocl : Review o be completed by
Ty September20l7 | October20t7
2 October — December 2017 February 2018

3 January — March 2018 April 2018

4 April — June 2018 August 2018

The Employer shall keep a record of the mid-year review and annual assessment meetings;

pPerformance feedback shall be based on the Employer’s assessment of the Employee’s

performance;

The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully

consulted before any such change is made;

The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP} for addressing developmental gaps is attached as
Annexure B. Such Plan may be implemented and/or amended as the case may he after each
assessment. In that case, the Employee will be fully consulted hefore any such change or

plan is made.

OBLIGATIONS OF THE EMPLOYER

The Employer shalk:

9.1.1 Create an enabling environment to facllitate effective performance by the employee;

9.1.2 Provide access to skills development and capacity building opportunities;
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9.1.3 Work collaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

9.1.4 On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targets

established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement.
10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the

powers will have amongst others:
10.1.1 A direct effect on the performance of any of the Employee’s functions

10.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11. MANAGEMENT OF EVALUATION OUTCOMES

11.1 The evaluation of the Employee’s performance will form the basis for rewarding

outstanding performance or correcting unacceptable performance.

11.2 A performance bonus of 5% to 14% of the ail-inclusive annual remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted as

follows:

11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%;

and
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11.2.2 A score of 150% and ahove is awarded a performance bonus ranging from 10% to

14%.
11.3 In the case of unacceptable performance, the Employer shali:

11.3.1 Provide systematic remedial or developmental support to assist the Employee to

improve his or her perforimance;

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.
12, DISPUTE RESOLUTION

12.1 In the event that the Employee is dissatisfied with any decision or action of the Employer in
terms of this Agreement, or where a dispute or difference arises as to the extent to which
the Employee has achieved the performance objectives and targets established in terms of
this Agreement, the Employee may within 3 (three} business days, meet with the Employer
with a view to resolving the issue. The employer will record the outcome of the meeting in

writing;

12.2 If the Parties cannot resolve the issues within 10 {ten) business days, an independent
arbitrator, acceptable to both parties, shall be appointed to resolve the matter within 30

(thirty) business days; and

12.3 In the event that the mediation process contemplated above fails, the relevant clause of the

Contract of Employment shall apply.

13. GENERAL

13.1 The contents of this agreement and the outcome of any review conducted in terms of

Annexure A may be made available to the public by the Employer;

13.2 Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her contract of employment, or the effects of existing or new

regulations, circulars, policies, directives or other instruments; and

13.3 The performance assessment results of the Municipal Manager must be submitted to the

MEC responsible for local government in the relevant province as well as the national
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minister responsible for local government, within fourteen (14) days after the conclusion of

the assessment.

Thus done and signed at NI SR on this the..:g'.\h\.\x.day Of oo
AS WITNESSES:
1. c@lﬁka DX euted 3
MUNICIPAL MANAGER
Y Ji
Thus done and signed at ..., on this the.............. day of v
AS WITNESSES:
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Annexure B

PERSONAL DEVELOPMENT PLAN
(PDP)

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MAYOR

CLLR PJ SHAYI

[‘the Employer”]

AND

M..MOAKAMELA

MUNICIPAL MANAGER

[“the Employee”]
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1. INTRODUCTION
The aim of the Personal Development Plan (PDP) is to ensure that Employees are skifled to meet
objectives as set out in the Performance Agreement as prescribed by legislation. Successful career-
path planning ensures competent employees of current and possible future positions. It therefore
identifies, prioritises and implements training needs.

Legislative needs taken inte account from the Municipal Systems Act Guidelines, generic senjor
management competency framework and occupational competency profiles, Municipal Finance
Management Competency Regulations, such as those developed by the National Treasury and other
fine sector departments’ legislated competency requirements need also to be taken into
consideration during the PDP process.

2. COMPETENCE MODELLING
The Department of CoGTA has decided that a competency development model will consist of both
managerial and occupational competencies:

Managerial competencies should express those competencies which are generic for all management
positions

Occupational competence refers to competencies which are job/function specific.
3. COMPILING THE PERSONAL DEVELOPMENT PLAN

A manager, in consultation with his/her subordinate is to compile a Personal Development Pian, The
PDP has 7 columns that need to be completed. An exampte is attached.

Column 1: Skills/Performance GAP

1. Skills/Perfe | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
rmance Expected Training mode of Time opportunit Person
Gap {in {measurab and/or delivery Frames y created
order of fe developm to practice
priority} indicators: ent skill/develo

quantity, activity pment area
quality
and time
frames)
Eg 1. The manager | Acourse External Niarch 200... Appraisal of Senior

Appraise will be able to | containing pravider, in managers Manager:

Perfermance enter into thearetical fine with reporting to Training/HR
of Managers performance and practical identified unit him/her

agreements application standard and

with all with coaching | not exceeding

managers inthe R& 000

reporting to workplace

him/her, faltowing

appraise them | [relevant unit

against set standard]

criteria, within

relevant time

frames
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{a) The identified training needs should be entered into column one. The following should be
taken into consideration:

Organisational Needs:
Strategic development priorities and competency requirements, in line with the Municipality’s
strategic objectives.

The competency requirements of individual jobs. The relevant job requirements (job competency
profile} as identified in the job description should be compared to the current competency profile of
the employee to determine the individual’s competency gaps. Specific competency gaps as identified
during the probation period and performance appraisal of the employee.

Individual training needs that are job / career related:

Prioritisation of the training needs [1 to ...] in column 1 should also be determined since it may not
be possible to address all identified training needs in a specific financial year. 1t is however of critical
importance that training needs be addressed on a phased and priority basis. This implies that all
these needs should be prioritised for purposes of accommodating critical / strategic training and

development needs in the HR Plan, Personal Development Plans and the Workplace Skills Plan.

Column 2: Qutcomes Expected

1. Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time apportunit Person
Gap (in {measurab and/or delivery Frames y created
order of le developm to practice
priority) indicators: ent skili/develo

quantity, activity pment area
quality

and time

fromes)

E.g 1. The manager | Acourse External March 200... Appraisal of Senior

Appraise will be able te | containing provider, in managers Manager:

Perfarmance enter into theoretical line with reporting to Tratning/HR

of Managers performance | and practical identified unit him/her

agreements application standard and
with all with coaching | not exceeding
managers in the R6 000
reporting to workplace

him/her, following

appraise them | [relevant unit

against set standard]

criteria, within

relevant time

frames

Consideration must be given to the outcomes expected in column 2 so that once the intervention is
completed the impact it had can be measured against relevant output indicators.
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Column 3: Suggested Training

1. Skills/Perf | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
ormance Fxpected Training mode of Time opportunit Person
Gap {in {measurab and/or delivery Frames y created
order of e developm to practice
priority) Indicators: ent skill/develo

quantity, activity pment area
quality

and time

frumes}

Training needs must be identified with due regard to cost effectiveness and listed in column 3.

Column 4: Suggested Mode of Delivery

1, Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap {in {measurab andfor delivery Frames y created
order of e developm to practice
priority) indicators: ent skillfdevelo
quantity, activity pment area
quality
and time
fromes)

The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to
ensure transfer of skills. Mode of delivery consists of, amongst others, self-study, internal or external
training provision; coaching and / or mentoring and exchange programmes. Training must be
conducted either in line with a recognised qualification from a tertiary institution or unit standards
registered on the Nationai Qualifications Framework (South African Qualifications Authority}, which
could enable the trainee to obtain recognition towards a qualification for training undertaken. It is
important to determine within the municipality whether unit standards have been developed with
regard to a specific outcome {and registered with the South African Qualifications Authority). Unit
standards usually have measurable assessment criteria to determine achieved competency.

Column 5: Suggested Time Lines

1. Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested ; 5. Suggested | 6. Work 7. Support
fermance Expected Tratning mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames y created
order of le developm to practice
priority) indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames enable
managers to effectively plan for the annum e.g. so that not all their employees are away from work
within the same period and also ensuring that the PDP is implemented systematically.
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Column 6: Work Opportunity Created to Practice Skills / Development Area

1. Skills/Per |2, Outcomes } 3. Suggested [4. Suggested | 5. Suggested 6, Work 7. Support
formance Expected Training mote of Time opportu Person
Gap (in {measura andfor delivery Frames nity
order of bie developm created
priority} indfcators ent to
: gquantity, activity practice
quality skillfdev
ond time elopmen
frames) tarea

This further ensures internalization of information gained as well as return on investment {not just a

nice to have skill but a necessary to have skill that is used in the workplace).

Column 7: Support Person

1, Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames y created
order of le developm to practice
priority) Indlcators: ent skill/develo
quantity, activity pment area
quality
and time
frames)

This identifies a suppaort person that could act as coach or mentor with regard to the area of learning

for the employee.
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BA-PHALABORWA MUNICIPALITY

HAROLD ZUNGU

DIRECTOR: COMMUNITY AND SOCIAL SERVICES

PERFORMANCE AGREEMENT

M3
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MADE AND ENTERED INTO BY AND BETWEEN:

THE BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

Ms M. MOAKAMELA

(herein and after referred to as the Employer)

AND

DIRECTOR: COMMUNITY AND SOCIAL SERVICES

ZUNGU HAROLD

{(herein and after referred to as the Employee)

FOR THE

FINANCIAL YEAR:

01 JULY 2017 - 30 JUNE 2018

INTRODUCTION
Y
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1.1

1.2

1.3

14

1.5

The Employer has entered into a contract of employment with the Employee in terms of
section 57(1){a) of the Local Government: Municipal Systems Act 32 of 2000 {“the Systems

Act”), The Employer and the Employee are hereinafter referred to as “the Parties”;

Section 57(1}(b} of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement;

The parties wish to ensure that they are clear about the goals to be achieved, and secure
the commitment of the Employee to a set of cutcomes that will secure local government

policy goals;

The Parties wish to ensure that there is compliance with Sections 57 (4A), 57 {4B) and 57

{5) of the Systems Act;

In this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement hetween the Employer and

the Employee and the Annexures thereto:

1.5.2 “the Executive Committee” — means the Executive Committee of council constituted

in terms of the Structures Act (Local Government: Municipal Structures Act 117 of

1998) as represented by its chairperson, the Mayor;

1.5.3  “the Employee” means the Director: Community and Social Services appointed in

terms of Section 56 of the Systems Act;

1.5.4 “the Employer” = means Ba-Phalaborwa Municipality; and

1.5.5 “the parties” means the Employer and the Employee.

1. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to: -

1 ty
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2.1

2.2

23

2.4

2.5

2.6

2.7

Comply with the provisions of Section 57(1)(b),(4A},(4B) and (5) of the Act as well as the

employment contract entered into between the parties;

Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer's
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget lmplementation Plan {SDBIP)

and the Budget of the municipality;

Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;

Monitor and measure performance against set targeted outputs;

Use the Performance Agreement as the basis for assessing whether the employee has

met the performance expectations applicable to his or her job;

In the event of outstanding performance, to appropriately reward the employee;

Give effect to the employer's commitment to a performance-orientated relationship with

its employee in attaining equitable and improved service delivery.

2. COMMENCEMENT AND DURATION

31

3.2

33

This Agreement will commence on 01 July 2017 and will remain in force until 30 June 2018
thereafter a new Performance Agreement, Performance Plan and Personal Development
Plan shall be concluded between the parties for the next financial year or any portion

thereof;

The parties will conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31% of July of the succeeding financial year;

This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason; and

MY
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3.4  The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicability of the matters agreed upon;

3.5 If at any time during the validity of this Agreement the work environment alters {whether
as a result of government or Council decisions or otherwise) to the extent that the contents

of this Agreement are no longer appropriate, the contents shall fmmediately be revised

3. PERFORMANCE OBJECTIVES

4.1 The Performance Plan {Annexure A) sets out-

4.1.1  The performance objectives, key performance indicators and targets that must be met
by the Employee;

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

4.1.3 The core competency requirements (Annexure C - definitions) as the management

skills regarded as critical to the position held by the Employee

4.2 The performance objectives, key performance indicators and targets refiected in Annexure
A are set by the Employer in consultation with the Employee and based on the Integrated
Development Plan, Service Delivery and Budget Implementation Plan (SDBIP} and the
Budget of the Employer, and shall include:

4.2.1  key objectives that describe the main tasks that need to be done;

4.2.2  key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved;
4.2.3  target dates that describe the time frame in which the targets must be achieved; and
4.2.4  weightings showing the relative importance of the key objectives to each other;

4.3 The Personal Development Plan (Annexure B} sets out the employee’s personal

development requirements in line with the objectives and targets of the Employer; and

4.4 The Employee’s performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

4. PERFORMANCE MANAGEMENT SYSTEM
MT
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5.6

5.1

5.2

53

5.4

5.5

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

Employer;

The Employee accepts that the purpose of the performance management system will be
to provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

The Employer will consult the Employee about the specific performance standards that will

be included in the performance management system as applicable to the Employee;

The Employee undertakes to actively focus towards the promotion and implementation of
the KPAs (including special projects relevant to the employee’s responsibilities) within the

local government framework;

The criteria upon which the performance of the Employee shall be assessed shall consist of
two components, Operational Performance {in the form of key performance indicators
{KPIs) under specific Key Performance Areas {(KPAs}} and Core Competency Requirements

{CCRs), both of which shall be contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Competency

Requirements {CCRs) respectively.

5.5.2 Eacharea of assessment will be weighted and will contribute a specific part to the total

scare.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will account for

20% of the final assessment.

The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes identified as per attached Performance Plan
{Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall assessment

result as per the weightings agreed to between the Employer and Employee:

KPA | KeyPerformance Areas - .

Td00%
No. AR
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5.7

5.8

1 Spatial Rationale 0%
2 Basic Service Delivery 45%
3 Municipal Financial Viability and Management 10%
4 Local Economic Development {LED) 0%
5 Municipal Transformation and institutional 20%
Development
6 Good Governance and Public Participation 25%
Converted to 80%

Manager's responsibilities are also directed in terms of the abovementioned key performance

areas. In the case of managers directly accountable to the Municipal Manager, other key

performance areas related to the functional area of the relevant manager can be added

subject to negotiation between the municipal manager and the relevant manager

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are

deemed to be most critical for the Employee’s specific job should be selected (V) from the list

below as agreed te between the Employer and Employee. Three of the CCRs are compulsory

for Municipal Managers:

{CORE MANAGERIAL COMPETENCIES!
Strategic Capability and Leadership
Programime and Project Management 10
Financial Management v 5
Change Management 5
Knowledge Management 5
Service Delivery Innavation 10
Problem Solving and Analysis 15
People Management and \) 10
Empowerment
Client Crientation and Customer Focus v 5
Communication 0
Accountability and Ethical Conduct i5
TOTAL PERCENTAGE 100%
Page 7 of 47
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Converted to 20%

'As published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

%y Compulsory for municipal manager

*proficiency level {1, 2 or 3) as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

5. PERFORMANCE ASSESSIMIENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan (Annexure A} to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2  The intervals for the evaluation of the Employee’s performance;

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review discussion
must be documented in a Personal Development Plan as well as the actions agreed to and

implementation must take place within set time frames;

The Employee’s performance will be measured in terms of contributions to the strategic

objectives and strategies set out in the Employer’s IDP
The Annual performance appraisal will involve:
6.5.1 Assessment of the achievement of results as outlined in the Performance Plan

{a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad-

hoc tasks that had to be performed under the KPA

{b) Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KP1, over or under
performance are calculated and converted to the 1-5 point scale automatically.

These scores are carried over to the applicable employee’s performance plan.
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During assessment, the employee has a chance to submit evidence of

performance where a disagreement

(c) The Employee will submit his self-evaluation to the Employer prior to the formal

assessment; and

{d) An overall score will be calculated based on the total of the individual scores

calculated above.
6.5.2 Assessment of the CCRs:

{a) Each CCR should be assessed according to the extent to which the specified

standards have been met
{b} An indicative rating on the five-point scale should be provided for each CCR

(c}) This rating should be multiplied by the weighting given to each CCR duriﬁg the

contracting process, to provide a score

{(d) An overall score will be calculated based on the total of the individua! scores

calculated above,
6.5.3  Overall rating

(a) An overall rating is calcutated by adding the overall scores as calculated in 6.5.1

(d) and 6.5.2 (d) above; and
(b} Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following rating

scale for KPis and CCRs:

Terminology.

Tovel [ %oscore

5 167 O”ut;tan.ding Performa.m.:e'far exceeds th;sta;ndard expected of an
Performance employee at this level, The appraisal indicates that the
Employee has achieved above fully effective results
against all performance criteria and indicators as specified

in the PA and Performance Plan and maintained this in all

areas of responsibility throughout the year.
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Level | % score

[eminolosy

| pescription

133 -166

Performance
significantly above

Fxpectations

Performance is significantly higher than the standard

expected in the job. The appraisal indicates that the
Employee has achieved above fully effective resulis
against more than half of the performance criteria and
indicators and fully achieved al others throughout the

year.

100 -132

Fully Effective

Performance fully meets the standards expected in all
areas of the job. The appraisal indicates that the
Employee has fully achieved effective results against all
significant performance criteria and indicators as

specified in the PA and Performance Plan.

67-99

Not fully Effective

Performance is below the standard required for the jobin
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates
that the employee has achleved below fully effective
results against more than half the key performances
criterla and indicators as specified in the PA and

Performance Plan.

Unacceptable

Performance

Performance does not meet the standard expected for
the job. The review/assessment indicates that the
employee has achieved below fully effective results
against almost all of the performance criteria and
indicators as specified in the PA and Performance Plan.
The employee has failed to demonstrate the commitment
or ability to bring performance up to the level expected in
the job despite management efforts to encourage

improvement.

6.7

For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews, an

evaluation panel constituted of the following persons will be established:

6.7.1 Municipal Manager

6.7.2 Chairperson of the Performance Audit Commitiee (PAC) or the Audit Committee (AC)

in the absence of a performance audit committee

6.7.3  The Portfolio Councillor as Chairperson and a member of the executive committee

{Exco);
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6.7.4 A Municipal Manager from another municipality; and
6.7.5 The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.
7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be reviewed
on the following dates with the understanding that reviews in the first and third quarter may

be verbal if performance is satisfactory:

Quarter | .. . W Pe Review to be completed by
.1 - .j.uIyHSep‘te.rr;ber 2017:.. October2017 —
2 October ~ December 2017 February 2018

3 January — March 2018 April 2018

4 April - June 2018 August 2018

7.2 The Employer shall keep a record of the mid-year review and annual assessment meetings;

7.3 Performance feedback shall be based on the Employer’s assessment of the Employee’s

performance;

7.4 The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully consulted

before any such change is made;

7.5 The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be, In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP} for addressing developmental gaps Is attached as
Annexure B. Such Plan may be implemented and/or amended as the case may be after each
assessiment. In that case, the Employee will be fully consulted before any such change or plan

is made.
OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall:
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5.1.1 Create an enabling environment to facilitate effective performance by the employee;
9.1.2 Provide access to skills development and capacity building opportunities;

9.1.3 Woaork collaboratively with the Employee to solve preblems and generate solutions to

common problems that may impact on the performance of the Employee;

9.1.4 On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targeis

established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement.
10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the powers

will have amongst others:
10.1.1 A direct effect on the performance of any of the Employee’s functions

10.1,.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11, MANAGEMENT OF EVALUATION QUTCOMES
11.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

11.2 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be paid to

the Employee in recognition of outstanding performance to be constituted as follows:

11.2.1  Ascore of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
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11.2.2  Ascore of 150% and above is awarded a performance bonus ranging from 10% to 14%.
11.3  In the case of unacceptable performance, the Employer shall:

11.3.1 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

11.3.2 After approprlate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Emplayer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.
12. DISPUTE RESOLUTION

12,1 In the event that the Employee is dissatisfied with any decision or action of the Employer in terms of
this Agreement, or where a dispute or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms of this Agreement, the
Employee may within 3 {three) business days, meet with the Employer with a view to resolving the

tssue, The employer will record the outcome of the meeting in writing;

12.2  If the Parties cannot resalve the issues within 10 {ten) business days, an independent arbitrator,
acceptable to both parties, shall be appointed to resolve the matter within 30 (thirty) business days;

and

12.3  In the event that the mediation process contemplated above fails, the relevant clause of the Contract

of Employment shall apply.

13. GENERAL

13.1 The contents of this agreement and the cutcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer;

13.2 Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments; and

13.3 The performance assessment results of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the national minister

responsible for local government, within fourteen (14) days after the conclusion of the assessment.

RD S
Thus done and signed at ?HALA%ORV\[AM this the...~3........day of WL 2017
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AS WITNESSES:

1.

v
DIRECTOR: COMML/NITY ND/SOCIAL SERVICES

AS WITNESSES:

A i s

MUNICIPAL MANAGER
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Personal Development Action Plan

Skills Performance
Gap

Outcomes
Expected

Suggested Training
/ Development
Activity

Suggested Mode of
Delivery

Suggested Time
Frames

Work Opportunity
Created to Practice
Skill / Development

Support Person

Labour relations

Bid evaluation

Supply chain

SIPPM

Employee’s Signature

/

Date:

Municipal Managet’s Signature:

\_.L?ﬂoeakbc).\r

onlo7 (>0t

Poce 43 of 45




CORE COMPETENCY FRAMEWORK

ENTERED INTO BY AND BETWEEN:

BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BYTHE MUNICIPAL MANAGER
ML.LLMOAKAMELA

[‘the Employer”]

AND

HAROLD ZUNGU

ACTING DIRECTOR COMMUNITY AND SOCIAL SERVICES

[“the Employee”]

Annexure C

R ZH :
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CORE COMPETENCY FRAMEWORK: DIRECTOR COMMUNITY AND SOCIAL SERVICES

Skills to be able to provide a vision, set the direction for the Municipality or department and inspire others in order o
deliver on the Municipality’s mandate

Programme and Project Management

Skills to enable the individual to plan, manage, monitor and evaluate specific activities in order to ensure that policies
are implemented and that local government objectives are achieved

Financial Management

Skills required in managing projects and/or departmental work within the constraints of a budget. This includes being
able to plan 2 budget at the beginning of the financial year, controlling expenditure throughout the year by allocating
resources efficiently and understanding and anticipating the impact of other departments on won budget

15

Change Management

Skills to initiate and support municipal transformation and change in order to implernent new initiatives successfully ang
deliver on service delivery commitrments

Knowledge Management

Skills to enable individuals, teams and entire organisation to collectively create, share and apply knowledge, to better
achieve institutional objectives

Problem Solving and Anaiytical Thinking

Skills to be able to systematiczally identify, analyse and resolve existing and anticipated problems in order to reach
optimum solutions in a timely manner.

15

People and Diversity Management

Skills to manage and encourage people, optimize their outputs, and effectively manage relationships, This includes
holding regular information sharing sessions to ensure that team members are made aware of decisions that may affect
them. It alse involves distribution of workloads to ensure that individual skills are used appropriately and so that the
work is evenly spread,, making sure that the team has the necessary tools and resources in order to do their work and
motivating the team so that they are committed to achieving the goals of the department and ultimately those of the
Municipality.

Client Orientation and Customer Focus

The Skill to seek to understand the needs of the customer and meeting the needs. At a minimum, empioyees are
required to react to queries, keeping promises, being honest in all their dealings, adhering to policies, procedures and
delegations, keeping the client up to date, being friendly and helpful and solving problems quickly and without
arguments. Ideally, managers are required to be proactive by trying to understand the needs of the customer and
providing an appropriate service based on those underlying needs.

Service Delivery Innovation

The Skill to work wel} to achieve a kigh standard by trying to improve on the way things are done and by working
towards achieving the work objectives. it is also about putting plans into action, meeting deadlines, taking initiative and
solving problems to make sure that things get dane. Employees de not wait to be told to do something, but are
encouraged to use their initiative to make sure things get done accurately and efficiently,

15

Communication

Skilis to be able to exchange information and ideas in a clear and concise manner appropriate for the audience in arder
to explain, persuade, convince and influence others to achieve the desired outcomes.

" Accountahility and Ethical Conduct

Must be able to display and build the highest standards of ethical and moral conduct in order to promote confidence and
trust in the Municipality.

;™
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Employee’s Signature: Municipal Manager’s Signature:

< <4 \O LTV P

Date:

Date
oz do.,
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BA-PHALABORWA MUNICIPALITY

PERFORMANCE AGREEMENT
2017/18

MASHALE TS
ACTING DIRECTOR: CORPORATE SERVICES
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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

M.I MOAKAMELA

(herein and after referred to as the Employer)

AND

ACTING DIRECTOR: CORPORATE SERVICES

MASHALE TS

(herein and after referred to as the Employee)

FOR THE

FINANCIAL YEAR:

Page 2 of 47
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01JULY 2017 — 30 JUNE 2018

1. INTRODUCTION

1.1The Employer has entered into a contract of employment with the Employee in terms of
section 57{1)(a) of the Local Government: Municipal Systems Act 32 of 2000 {“the
Systems Act”). The Employer and the Employee are herginafter referred to as “the

Parties”;

1.2Section 57{1)(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement;

1.3The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure jocal government

policy goals;

1.4The Parties wish to ensure that there is compliance with Sections 57 {4A), 57 (4B) and 57 (5)

of the Systems Act;
1.5In this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement between the Employer and
the Employee and the Annexures thereto:

1.5.2 “the Executive Committee” — means the Executive Committee of council constituted
in terms of the Structures Act (Local Government: Municipal Structures Act 117 of
1998) as represented by its chairperson, the Mayor;

1.5.3 “the Employee” means the Acting Director: Corporate Services appointed in terms
of Section 56 of the Systems Act;

1.5.4 “the Employer” = means Ba-Phalaborwa Municipality; and

1.5.5 “the parties” means the Employer and the Employee.

Page 3 of 47 ~<
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to:

2.1 Comply with the provisions of Section 57(1)(h),{4A),(4B) and (5) of the Act as well as the

employment contract entered into between the parties;

2.2Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the municipality;

2.3Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;
2.4Monitor and measure performance against set targeted outputs;

2.5Use the Performance Agreement as the basis for assessing whether the employee has met

the performance expectations applicable to his or her job;
2.6In the event of outstanding performance, to appropriately reward the employee;

2.7Give effect to the employer’s commitment to a performance-orientated relationship with its

employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remain in force until 30 June

2018 thereafter a new Performance Agreement, Performance Plan and Personal

Page 4 of 47 "t
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Development Plan shall be concluded between the parties for the next financial year or

any portion thereof;

3.2 The parties wili conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31% of July of the succeeding financial year;

3.3 This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason; and

3.4 The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicahility of the matters agreed upon;

3.5 If at any time during the validity of this Agreement the work environment alters (whether
as a result of government or Council decisions or otherwise} to the extent that the
contents of this Agreement are no longer appropriate, the contents shall immediately be

revised

4. PERFORMANCE OBJECTIVES

4,1  The Performance Plan {Annexure A) sets out-

4.1.1 The performance objectives, key performance indicators and targets that must be
met by the Employee;

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

4.1.3 The core campetency requirements (Annexure C — definitions) as the management

skills regarded as critical to the position held by the Employee

4.2 The performance objectives, key performance Indicators and targets reflected in
Annexure A are set by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the Emplovyer, and shall include:
4.2.1 key objectives that describe the main tasks that need to be done;

4.2.2  key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved;

4.2.3 target dates that describe the time frame in which the targets must be achieved; and
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4.2.4  weightings showing the relative importance of the key objectives to each other;

4.3 The Personal Development Plan (Annexure B) sets out the employee’s personal

development requirements in [ine with the objectives and targets of the Employer; and

4.4 The Employee’s performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

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

Employer;

5.2  The Employee accepts that the purpase of the performance management system will be
io provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

53  The Employer will consult the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee;

5.4  The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs (including special projects relevant to the employee’s responsibilities) within

the local government framework;

5.5  The criteria upon which the performance of the Employee shall be assessed shall consist
of two components, Operational Performance (in the form of key performance indicators
{KPIs) under specific Key Performance Areas (KPAs)) and Core Competency Requirements

{CCRs), both of which shall be contained in the Performance Agreement,

5.5.1 The Employee must be assessed against bath components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Competency

Requirements (CCRs) respectively,

5.5.2 Each area of assessment will be weighted and will contribute a specific part to the

total score.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will account for

20% of the final assessment.
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5.6 The Employee’s assessment will be based on his / her performance in terms of the key

performance indicator outputs / outcomes identified as per attached Performance Plan

{Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall

assessment result as per the weightings agreed to between the Employer and Employee:

KPA | Key Performance Areas S 100%
1 Spatial Rationale 0%
2 Basic Service Delivery 0%
3 Municipal Financial Viability and Management 5%
4 Local Economic Development {LED) 0%
5 Municipal Institutional Development and 45%
Transformation
6 Good Governance and Public Participation 50%
Converted to 80%

5.7  Manager's responsibilities are also directed In terms of the abovementioned key performance

areas. In the case of managers directly accountable to the Municipal Manager, other key

performance areas related to the functional area of the relevant manager can he added

subject to negotiation between the municipal manager and the relevant manager

5.8 The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are

deemed to be most critical for the Employee’s specific job should be selected (V) from the

list below as agreed to between the Employer and Employee. Three of the CCRs are

compulsory for Municipal Managers:

CORE MANAGERIAL COMPETENCIES' - |V~ ' | WEIGHTING | LEVEL®
Strategic Capability and Leadership 10

Programme and Project Management 10

Financial Management v 5

Change Management 5

Knowledge Management 15

Service Delivery Innovation 25

P-roblem Solving and Analysis 15
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People Management and v 10

Empowerment

Client Orientation and Customer Focus v 25
Communication 15
Accountability and Ethical Conduct 10

TOTAL PERCENTAGE 100%

Converted to 20%

1As published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

%y Compulsory for municipal manager

3proficiency level (1, 2 or 3) as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

6, PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan (Annexure A) to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance;

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames;

The Employee’s performance will be measured in terms of contributions to the strategic

objectives and strategies set out in the Employer’s IDP
The Annual performance appraisal will involve:

5.5.1 Assessment of the achievement of resuits as cutlined in the Performance Plan

<
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6.5.2

6.5.3

(a)

{b)

(c)

Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad-

hoc tasks that had to be performed under the KPA

Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale
automatically. These scores are carried over to the applicable employee’s
performance plan. During assessment, the employee has a chance to submit

evidence of performance where a disagreement

The Employee will submit his self-evaluation to the Employer prior to the

formal assessment; and

(d) An overall score will be calculated based on the total of the individual scores

calculated above.

Assessment of the CCRs:

{a)

(b)

(c)

(d)

Each CCR should be assessed according to the extent to which the specified

standards have been met
An indicative rating on the five-point scale should be provided for each CCR

This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score

An overall score will be calculated based on the total of the individual scores

calculated above.

Overall rating

(a)

(b}

An overall rating is calculated by adding the overall scores as calculated in 6.5.1

{d} and 6.5.2 (d) above; and

Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following rating
scate for KPls and CCRs:

Level | % score Terminology Description
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Level | % score

Terminology

Description

5 167

Outstanding

Performance

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results against
all performance criteria and indicators as specified in the
PA and Performance Plan and maintained this in all areas

of responsibility throughout the year.

4 133 - 166

Performance
significantly

Expectations

above

Performance is significantly higher than the standard
expected in the job. The appraisal indicates that the
Employee has achieved above fully effective results against
more than half of the performance criteria and indicators

and fully achieved al others throughout the year.

3 100-132

Fully Effective

Performance fully meets the standards expected in all
areas of the job. The appraisal Indicates that the Employee
has fully achieved effective results against all significant
performance criteria and indicators as specified in the PA

and Performance Plan.

2 67-99

Not fully Effective

Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates
that the employee has achieved below fully effective
results against more than half the key performances
criteria and Indicators as specifled in the PA and

Performance Plan.

Unacceptable

Performance

Performance does not meet the standard expected for the
job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

6.7  For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews, an

evaluation panel constituted of the following persons will be established:

6.7.1 Municipal Manager
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6.7.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee (AC)

in the absence of a performance audit committee

6.7.3 The Portfolio Councillor as Chairperson and a member of the executive committee

{Exco);

6.7.4 A Municipal Manager from another municipality; and

6.7.5 The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be

7.2

7.3

7.4

7.5

reviewed on the following dates with the understanding that reviews in the first and third

quarter may be verbal if performance is satisfactory:

Quarter | . 1 ReviewPerlod .. . - | Review tohbe completed by
1 | July - Sebtérhber 2017 . Octoher 2(.)1.7 -

2 October — December 2017 February 2018

3 January — March 2018 April 2018

4 April = June 2018 August 2018

The Employer shall keep a record of the mid-year review and annual assessment meetings;

Performance feedback shall be based on the Employer’s assessment of the Employee’s

performance;

The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully

consulted before any such change is made;

The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMENTS

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

Annexure B, Such Plan may be implemented and/or amended as the case may be after each
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assessment. in that case, the Employee will be fully consulted before any such change or

plan is made.

9, OBLIGATIONS OF THE EMIPLOYER

9.1 The Employer shall:

9.11

9.1.2

9.1.3

9.14

9.1.5

Create an enabling environment to facilitate effective performance by the employee;
Provide access to skills development and capacity building opportunities;

Work collaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targets

established in terms of this Agreement; and

Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement.

10.  CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the

powers will have amongst others:

10.1.1 A direct effect on the performance of any of the Employee’s functions

10.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken

pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11. MANAGEMENT OF EVALUATION OUTCOMES
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11.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding

performance or cotrecting unacceptable performance.

11.2 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be paid to

the Employee in recognition of outstanding performance to be constituted as follows:
11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
11.2.2 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.
11.3 In the case of unacceptable performance, the Emptoyer shall:

11.3.1 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.
12. DISPUTE RESOLUTION

12.11n the event that the Employee is dissatisfied with any decision or action of the Employer in terms of
this Agreement, or where a dispute or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms of this Agreement, the
Employee may within 3 {three) business days, meet with the Employer with a view to resolving the

issue. The emplover will record the outcome of the meeting in writing;

12.2 If the Parties cannot resolve the issues within 10 (ten} business days, an independenf arbltrator,
acceptable to both parties, shall be appointed to resolve the matter within 30 {thirty) business days;

and

12.3 In the event that the mediation process contemplated above fails, the relevant clause of the Contract

of Employment shall apply.

13. GENERAL

13.1The contents of this agreement and the outcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer;

13.2Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments; and
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13.3The performance assessment results of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the national minister

responsible for local government, within fourteen (14} days after the conclusion of the assessment.

Thus done and signed at .}..%.7

AS WITNESSES:
{
1- \ /
- V -
ACTING 5@% OR: CORPORATE SERVICES
2.

Thus done and signed at QM@OWQ ....... on this the...&")?)....day of ':’g,\h\\x ............ 2017

AS WITNESSES:

A\ m\m}mu‘@ Dnneztends

MUNICIPAL MANAGER
2 %@m.
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Municipal Manager’s Signature:

Tinifexiasde

Date:

03 [Ty 2o
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Annexure B

PERSONAL DEVELOPMENT PLAN
(PDP) |

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

M.l MOAKAMELA

[‘the Employer”]

AND

MASHALE TS

ACTING DIRECTOR CORPORATE SERVICES

[“the Empioyee”]
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1. INTRODUCTION
The aim of the Personal Development Plan (PDP) is to ensure that Employees are skilled to meet
objectives as set out in the Performance Agreement as prescribed by legislation. Successful career-
path planning ensures competent employees of current and possible future positions. It therefore
identifies, prioritises and implements training needs,

Legislative needs taken into account from the Municipal Systems Act Guidelines, generic senior
management competency framework and occupational competency profiles, Municipal Finance
Management Competency Regulations, such as those developed by the National Treasury and other
line sector departments’ legislated competency requirements need also to be taken into
consideration during the PDP process.

2. COMPETENCE MODELLING
The Department of CoGTA has decided that a competency development mode! will consist of both
managerial and occupational competencies:

Managerial competencies should express those competencies which are generic for all management
positions

Occupational competence refers to competencies which are joh/function specific,

3. COMPILING THE PERSONAL DEVELOPMENT PLAN
A manager, in consultation with his/her subordinate is to compile a Personal Development Plan. The

PDP has 7 columns that need to be completed. An example is attached.

Column 1: Skills/Performance GAP

1. Skills/Perfo | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
rimance Expected Training mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames y created
order of le developm to practice
priority) indicators: ent skiil/develo

quantity, activity pment area
quality
and time
frames)
Eg 1. The manager | Acourse External March 200... Appralsal of Senior

Appraise will be able to | containing provider, in managers Manager:

Performance enter into theoretical line with reporting to Training/HR
of Managers performance and practical identified unit him/her

agreements application standard and

with all with coaching | not exceeding

managers in the R6 000

reporting to workplace

him/her, following

appraise them | [relevant unit

against set standard]

criteria, within

relevant time

frames

“
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(a} The identified training needs should be entered Into column one. The following should be
taken into consideration:

Organisational Needs:
Strategic development priorities and competency requirements, in line with the Municipality’s
strategic objectives.

The competency requirements of individual jobs. The relevant job requirements {job competency
profile) as identified in the job description should be compared to the current competency profile of
the employee to determine the individual’s competency gaps. Specific competency gaps as identified
during the probation period and performance appraisal of the employee.

Individual training needs that are job / career related:

Prioritisation of the training needs {1 to ...] in column 1 should aiso be determined since it may not
he possible to address all identified training needs in a specific financial year. It is however of critical
importance that training needs be addressed on a phased and pricrity basis. This implies that all
these needs should be prioritised for purposes of accommodating critical / strategic training and

development needs In the HR Plan, Personal Development Plans and the Workplace Skills Plan.

Column 2: Outcomes Expected

1. skills/Per | 2. Qutcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurab and/or dellvery Frames y created
order of le developm to practice
priority} indicators: ent skill/develo

quantity, activity pment area
quality
and time
frames)
E.g. 1. The manager A course External March 200... Appraisal of Senior
Appraise will be able to | contalning provider, in managers Manager:
Performance enter into theoretical line with reporting to Training/HR
of Managers performance and practical identiffed unit him/her
agreements application standard and
with all with coaching | not exceeding
managers in the R6 000
reporting to workplace
him/her, following
appraise them | [relevant unit
against set standard]
criteria, within
relevant time
frames

Consideration must be given to the outcomes expected in column 2 so that once the intervention is
completed the impact it had can be measured against relevant output indicators.
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Column 3: Suggested Training

1. skillsfPerf | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
ormance Expected Training mode of Time opportunit Person
Gap {in {measurab and/or delivery Frames y created
order of fe developm to practice
priotity) Indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

Training needs must be identified with due regard to cost effectiveness and listed in column 3.

Column 4: Suggested Mode of Delivery

1. Skills/Per [ 2. Outcomes | 3. Suggested | 4, Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Tralning mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames ¥ created
order of le developm to practice
priority) Indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to
ensure transfer of skilis. Mode of delivery consists of, amongst others, self-study, internal or external
training provision; coaching and / or mentoring and exchange programmes. Training must be
conducted either in line with a recognised qualification from a tertiary institution or unit standards
registered on the National Qualifications Framework {South African Qualifications Authority), which
could enable the trainee to obtain recognition towards a qualification for training undertaken. It is
fmportant to determine within the municipality whether unit standards have been developed with
regard to a specific outcome (and registered with the South African Qualifications Authority). Unit
standards usually have measurable assessment criteria to determine achieved competency.

Column 5: Suggested Time Lines

1. skills/Per | 2. Qutcomes | 3. Suggested | 4. Suggested | 5. Suggested . Work 7. Support
formance Expected Tralning maode of Time opportunit Person
Gap (in {measurab and/or delivery Frames y created
order of le developm to practice
priority) indicators: ent skill/develo
quantity, activity pment area
quality
and time
frames)

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames enable
managers to effectively plan for the annum e.g. so that not all their employees are away from work
within the same period and also ensuring that the PDP is implemented systematically.

— AW

o~
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Column 6: Work Opportunity Created to Practice Skills / Development Area

1. Skills/Per [2. Outcomes | 3. Suggested 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportu Person
Gap {in {measura andfor delivery Frames nity
order of ble developm created
priority} indicators ent to
Fquantity, activity practice
quality skill/dev
and time elopmean
frames} tarea

This further ensures internalization of information gained as well as return on investment (not just a
nice to have skill but a necessary to have skill that is used in the workplace).

Column 7: Support Person

1. skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames ¥y created
order of le developm to practice
priority) indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

This identifies a support person that could act as coach or mentor with regard to the area of learning
for the employee.
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Personal Development Action Plan

skills Performance Qutcomes Suggested Training Suggested Mode of Suggested Time Work Oppertunity Support Person
Gap Expected / Development Delivery Frames Created to Practice
Activity skill / Development
Training on Labor Training on Labor
relation relation
Bid Evaluation Bid Evaluation
Supply Chain Supply Chain
Matters — SIPDM Matters — SIPDM
Training Training
Contract Contract
Management Management
Employee’s Signature: Municipal Manager’s Signature:
\g N g@{)
N4
Date: Date:
DN
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BA-PHALABORWA MUNICIPALITY

KHATHU MPHARALALA
DIRECTOR: TECHNICAL SERVICES
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REVIEWED PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

M.l MOAKAMELA

(herein and after referred to as the Employer)

AND

DIRECTOR: TECHNICAL SERVICES

KHATHU MPHARALALA

(herein and after referred to as the Employee)

FORTHE

FINANCIAL YEAR:

01 JULY 2017~ 30 JUNE 2018
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1.

INTRODUCTION

1.1The Employer has entered into a contract of employment with the Employee in terms of
section 57{1){a) of the Local Government: Municipal Systems Act 32 of 2000 {“the
Systems Act”). The Employer and the Employee are hereinafter referred to as “the

Parties”,

1.2Section 57(1}(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement;

1.3The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government

policy goals;

1.4The Parties wish to ensure that there is compliance with Sections 57 (4A), 57 (4B) and 57 (5}

of the Systems Act;

1.51n this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement between the Employer and
the Employee and the Annexures thereto:

1.5.2 “the Executive Committee” - means the Executive Committee of council constituted
in terms of the Structures Act {Local Government: Municipal Structures Act 117 of
1998) as represented by its chairperson, the Mayor;

1.5.3 “the Employee” means the Director: Technical Services appointed in terms of
Section 56 of the Systems Act;

1.5.4 “the Employer” = means Ba-Phalaborwa Municipality; and

1.5.5 “the parties” means the Employer and the Employee.
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to:

2.1Comply with the provisions of Section 57(1)(b},(4A),(4B) and (5) of the Act as well as the

employment contract entered into between the parties;

2.2Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the municipality;

2.3Specify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;
2.AMonitor and measure performance against set targeted outputs;

2.5Use the Performance Agreement as the basis for assessing whether the employee has met

the performance expectations applicable to his or her job;
2.61n the event of outstanding performance, to appropriately reward the employee;

2.7Give effect to the employer’s commitment to a performance-orientated relationship with its

employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remaln in force until 30 June
2018 thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shall be concluded between the parties for the next financial year or

any portion thereof;

3.2 The parties will conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31* of July of the succeeding financial year;
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3.3

3.4

3.5

This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason; and

The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicability of the matters agreed upon;

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

revised

4. PERFORMANCE OBJECTIVES

4.1

The Performance Plan (Annexure A) sets out-

4.1.1 The performance objectives, key performance indicators and targets that must he

met by the Employee;

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

met; and.

4.1.3 The core competency requirements (Annexure C - definitions) as the management

4.2

skills regarded as critical to the position held by the Employee

The performance objectives, key performance indicators and targets reflected in
Annexure A are set by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget implementation Plan (SDBIP)

and the Budget of the Employer, and shall include:

4.2.1 key objectives that describe the main tasks that need to be done;

4.2.2  key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved;

42,3 target dates that describe the time frame in which the targets must be achieved; and

4.3

4.2.4  weightings showing the relative importance of the key objectives to each other;

The Personal Development Plan {Annexure B} seis out the employee’s personal

development requirements in line with the objectives and targets of the Employer; and
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4.4 The Employee's performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.6

5.1

5.2

5.3

5.4

55

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

Employer;

The Employee accepts that the purpose of the performance management system will be
to provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

The Employer will consult the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee;

The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs (including special projects relevant to the employee’s responsibilities) within

the local government framework;

The criteria upon which the performance of the Employee shall be assessed shall consist
of two components, Operational Performance (in the form of key performance indicators
(KPIs) under specific Key Performance Areas {KPAs)) and Core Competency Requirements

{CCRs), both of which shall be contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20

allocated to the Key Performance Areas (KPAs) and the Core Competency

Requirements {CCRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a specific part to the

total score.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will account for

20% of the fina! assessment.

The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes identified as per attached Performance Plan
(Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall

assessment result as per the weightings agreed to between the Employer and Employee:
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5.7

5.8

‘KPA | Key Performance Areas - A00%

1 Municipal Institutional Development and 10%

Transformation

2 Basic Service Delivery 60%

3 Local Economic Development {LED} 5%

4 Municipal Financial Viability and Management 5%

5 Good Governance and Public Participation 20%

Converted to 80%

Manager’s responsibilities are also directed in terms of the abovementioned key performance
areas. In the case of managers directly accountable to the Municipal Manager, other key
performance areas related to the functional area of the relevant manager can be added

subject to negotiation between the municipal manager and the relevant manager

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are
deemed to he most critical for the Employee’s specific job should be selected (V) from the
list below as agreed to between the Employer and Employee. Three of the CCRs are

compulsory for Municipal Managers:

CORE MANAGERIAL COMPETENCIES®. ™
Strategic.CapabiIity and Leadership
Programme and Project Management 10
Financial Management v 5
Change Management 5
Knowledge Management 15
Service Delivery Innovation 25
Problem Solving and Analysis i5
People Management and v 10
Empowerment
Client Orientation and Customer Focus v 25
Communication 15
Accountability and Ethical Conduct 10
TOTAL PERCENTAGE 100%
Converted to 20%
Page 7 of 58
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TAs published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

* Compulsory for municipal manager

3proficiency level (1, 2 or 3) as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan {Annexure A) to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s performance;

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames;

The Employee’s performance will he measured in terms of contributions to the strategic

objectives and strategies set out in the Employer’s IDP
The Annual performance appraisal will involve:
6.5.1 Assessment of the achievement of resuits as outlined in the Performance Plan

(a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad-

hoc tasks that had to be performed under the KPA

(b) Values are supplied for KPl's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale

automatically. These scores are carried over to the applicable employee’s
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performance plan. During assessment, the employee has a chance to submit

evidence of performance where a disagreement

The Employee will submit his self-evaluation to the Employer prior to the

formal assessment; and

An overall score will be calculated based on the total of the individual scores

calculated above.

6.5.2  Assessment of the CCRs:

(a}

Each CCR should be assessed according to the extent to which the specified

standards have been met

An indicative rating on the five-point scale should be provided for each CCR

This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score

An overall score will be calculated based on the total of the individual scores

calculated above.

6.5.3 Overall rating

{a} An overall rating is calculated by adding the overall scores as calculated in 6,5.1
{d) and 6.5.2 (d) above; and
{b} Such overall rating represents the outcome of the performance appraisal.
6.6 The assessment of the performance of the Employee will be based on the following rating
scale for KPlIs and CCRs:
Level [ %score | Terminology esciption f
.5. - 167 O.ut.st..an.di.ﬁ.g" - Performance f.ar. .exceédsﬂ fhe sfandard expected .of an
Performance employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results against
all performance criteria and indicators as specified in the
PA and Performance Plan and maintained this in all areas
of responsibility throughout the year.
4 133 - 166 Performance Performance is significantly higher than the standard
significantly above | expected in the job. The appraisal indicates that the
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Level :

% score .

TFerminoiogy ~

Description

Expectations

Employee has achieved above fully effective results against
more than half of the performance criteria and indicators

and fully achieved al others throughout the year.

100-132

Fully Effective

Performance fully meets the standards expected in alf
areas of the job, The appraisal indicates that the Employee
has fully achieved effective results against all significant
performance criteria and indicators as specified in the PA

and Performance Plan.

67-99

Not fully Effective

Performance is below the standard required for the job in
key areas., Performance meets some of the standards
expected for the job. The review/assessment indicates
that the employee has achieved below fully effective
results against more than half the key performances
criteria and indicators as specified in the PA and

Performance Plan.

Unacceptable

Performance

Performance does not meet the standard expected for the
job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

6.7

For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews, an

evaluation panel constituted of the following persens will be established:

6.7.1 Municipal Manager

6.7.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee {AC)

in the absence of a performance audit committee

6.7.3 The Portfolio Counciilor as Chairperson and a member of the executive committee

(Exco);

6.7.4 A Municipal Manager from another municipality; and

6.7.5 The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be

7.2

7.3

74

7.5

9.1

reviewed on the following dates with the understanding that reviews in the first and third

quarter may be verbal if performance is satisfactory:

Quarter | - Review Period.

T Jluly-September207 October 2017
2 October — December 2017 February 20138
3 January — March 2018 April 2018

4 April — June 2018 August 2018

The Employer shall keep a record of the mid-year review and annual assessment meetings;

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

performance;

The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully

consulted before any such change is made;

The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP) for addressing developmental gaps is attached as
Annexure B. Such Plan may be implemented and/or amended as the case may be after each
assessment. In that case, the Employee will be fully consulted before any such change or

plan is made.

OBLIGATIONS OF THE EMPLOYER

The Employer shall:

9.1.1 Create an enabling environment to facilitate effective performance by the employee;

9.1.2 Provide access to skills development and capacity building opportunities;
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9.1.3  Work collaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

9.1.4 On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targets

established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement.
10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the

powers will have amongst others:
10.1.1 A direct effect on the performance of any of the Employee’s functions

10.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11. MANAGEMENT OF EVALUATION OUTCOMES
11.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

11.2 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be paid to

the Employee in recognition of outstanding performance to be constituted as follows:
11.2.1  Ascore of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
11.2.2  Ascore of 150% and above is awarded a performance bonus ranging from 10% to 14%.

11.3  In the case of unacceptable performance, the Employer shall:
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11.3.1 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.
12. DISPUTE RESOLUTION

12.1in the event that the Employee is dissatisfied with any decision or action of the Employer in terms of
this Agreement, or where a dispute or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms of this Agreement, the
Emplovee may within 3 {three) business days, meet with the Employer with a view to resolving the

issue, The employer will record the outcome of the meeting in writing;

12.2 If the Parties cannot resolve the issues within 10 {ten) business days, an independent arbitrator,
acceptable to both parties, shall be appointed to resolve the matter within 30 (thirty} business days;

and

12.3 In the event that the mediation pracess contemplated above fails, the relevant clause of the Contract

of Employment shall apply.

13. GENERAL

13.1The contents of this agreement and the outcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer;

13.2Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments; and

13.3The performance assessment results of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the national minister

responsible for local government, within fourteen {14) days after the conclusion of the assessment.

o

i sy
Thus done and signed at Ef ..... iV( ........ e O LS T Zorr day of ALL("“/ ............ 2017

AS WITNESSES:

Page 13 of 58




DIRECTOR: TECHNICAL SERVICES

Thus done and signed at ........ Q \K\Q\G’B@?Won this the..... QD ..... day of 3\:\\\332017

AS WITNESSES:

L ‘l il ?' Metler Dok endn
MUNICIPAL MANAGER
2,%@@;
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Annexure B

PERSONAL DEVELOPMENT PLAN
(PDP)

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

M MOAKAMELA

[‘the Employer”]

AND

KHATHU MPHARALALA

DIRECTOR TECHNICAL SERVICES

[“the Employee”]
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1. INTRODUCTION
The aim of the Personal Development Plan {PDP) is to ensure that Employees are skilled to meet
objectives as set out in the Performance Agreement as prescribed by legislation. Successful career-
path planning ensures competent employees of current and possible future positions. it therefore
identifies, prioritises and implements training needs.

Legislative needs taken into account from the Municipal Systems Act Guidelines, generic senior
management competency framework and occupational competency profiles, Municipal Finance
Management Competency Regulations, such as those developed by the National Treasury and other
line sector departments’ legistated competency requirements need also to be taken into

consideration during the PDP process.

2. COMPETENCE MODELLING

The Department of CoGTA has decided that a competency development model will consist of both

managerial and occupational competencies:

Managerial competencies should express those competencies which are generic for all management

positions

Occupational competence refers to competencies which are job/function specific.

3. COMPILING THE PERSONAL DEVELOPMENT PLAN
A manager, in consultation with his/her subordinate is to compile a Personal Development Plan. The

PDP has 7 columns that need to be completed. An example is attached.

Column 1: Skills/Performance GAP

1. SkillsfPerfo | 2, OQutcomes | 3, Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
rmance Expected Training mode of Time opportunit Person
Gap f{ln {measurab and/or delivery Frames y created
order of fe developm to practice
priority} indicators: ent skillfdevelo

quantity, activity pment area
quuality
and time
Jrames}
E.g 1. The manager | Acourse External March 200... Appraisal of Senior
Appraise will be able to | containing provider, in managers Manager:
Performance enter into thegretical line with reporting to Training/HR
of Managers performance and practical identifted unit him/her
agreements application standard and
with all with coaching | not exceeding
managers in the R6 000
reporting to workplace
him/her, following
appraise them | [relevant unit
against set standard]
criteria, within
relevant time
frames
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{a} The identified training needs should be entered into column one. The following should be
taken into consideration:

Organisational Needs:
Strategic development priorities and competency requirements, in line with the Municipality’s
strategic objectives.

The competency requirements of individual jobs. The relevant job requirements (job competency
profile} as identified in the job description should be compared to the current competency profile of
the employee to determine the individual's competency gaps. Specific competency gaps as identified
during the probation period and performance appraisal of the employee.

individual training needs that are job / career related:

Prioritisation of the training needs [1 to ...] in column 1 should also be determined since it may not
be possible to address all identified training needs in a specific financial year. it is however of critical
importance that training needs be addressed on a phased and priority basis, This implies that all
these needs should be prioritised for purposes of accommodating critical / strategic training and

development needs in the HR Plan, Personal Development Plans and the Workplace Skills Plan.

Column 2: Outcomes Expected

1. Skills/fPer | 2, Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurah andfor delivery Frames ¥ created
order of le developm to practice
priority) indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames}

E.g 1. The manager | Acourse External iviarch 200... Appraisal of Senior

Appraise will be able to | containing provider, in rmanagers Manager:

Performance enter into theoretical line with reporting to Training/HR

of Managers performance and practical identified unit him/her

agreements application standard and
with all with coaching | not exceeding
managers in the R& 000
reporting to workplace

him/her, following

appraise them | [relevant unit

against set standard]

criteria, within

refevant time

frames

Consideration must he given to the outcomes expected in column 2 so that once the intervention is
completed the impact it had can be measured against relevant output indicators,
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Column 3: Suggested Training

1. Skills/Perf | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested . Work 7. Support
ormance Expected Training mode of Time oppertunit Person
Gap {in {measurab and/or delivery Frames y created
order of fe developm to practice
pricrity} indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

Training needs must be identified with due regard to cost effectiveness and listed in column 3.

Column 4: Suggested Mode of Delivery

1. Skills/per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested . Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap {in {measurab and/for delivery Frames y created
order of le developm to practice
priority) indicators: ent skill/develo
quantlty, activity pment area
quality
and time
frames}

The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to
ensure transfer of skifls, Mode of delivery consists of, amongst others, self-study, internal or external
training provision; coaching and / or mentoring and exchange programmes. Training must be
conducted either in line with a recognised qualification from a tertiary institution or unit standards
registered on the National Qualifications Framework {South African Qualifications Authority), which
could enable the trainee to obtain recognition towards a qualification for training undertaken. It is
important to determine within the municipality whether unit standards have been developed with
regard to a specific outcome (and registered with the South African Qualifications Authority). Unit
standards usually have measurable assessment criteria to determine achieved competency.

Column 5: Suggested Time Lines

1. skills/Per | 2, Qutcomes | 3. Suggested | 4. Suggested | 5. Suggested . Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurab andfor delivery Frames y created
order of le developm to practice
priority) indicators: ent skili/develo
quantity, activity pment area
quality
and time
frames)

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames enable
managers to effectively plan for the annum e.g. so that not all their employees are away from work
within the same period and also ensuring that the PDP is implemented systematically.
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Column 6: Work Opportunity Created to Practice Skills / Development Area

i. Skills/Per (2. Outcomes | 3. Suggested |4. Suggested § 5. Suggested 6. Work 7. Support
formance Expacted Training meode of Time opportu Person
Gap {in {measura and/or delivery Frames nity
order of ble developm created
priority) indicators ent to

1 quantity, activity practice

quaiity skill/dev
and time elopmen
frames) tarea

This further ensures internalization of information gained as well as return on investment {not just a

nice to have skill but a necessary to have skill that is used in the workplace).

Column 7: Support Person

1. Skifls/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5, Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap in {measurab and/or delivery Frames y created
order of fe developm to practice
priority) indicators: ent skill/develo
quantity, activity pment area
quality
and time
frames}

This identifies a support person that could act as coach or mentor with regard to the area of learning

for the employee.
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BA-PHALABORWA MUNICIPALITY

MALULEKE HP

DIRECTOR: PLANNING AND DEVELOPMENT
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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BA-PHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

M.LMOAKAMELA

(herein and after referred to as the Employer)

AND

DIRECTOR: PLANNING AND DEVELOPMENT

MALULEKE HP

(Herein and after referred to as the Employee)

FOR THE

FINANCIAL YEAR:

01 JULY 2017 — 30 JUNE 2018
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1. INTRODUCTION

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

Parties”;

1.2Section 57(1)(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement;

1.3The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government

policy goals;

1.4 The Parties wish to ensure that there is compliance with Sections 57 (4A), 57 (4B} and 57 (5)

of the Systems Act;

1.51n this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement hetween the Employer and
the Employee and the Annexures thereto:

1.5.2 "the Executive Committee” — means the Executive Committee of council constituted
in terms of the Structures Act (Local Government: Municipal Structures Act 117 of
1998) as represented by its chairperson, the Mayor;

1.5.3 “the Employee” means the Director: Planning & Development appointed in terms
of Section 56 of the Systems Act;

1.5.4 “the Employer” = means Ba-Phalaborwa Municipality; and

1,5.5 “the parties” means the Employer and the Employee.
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to:

2.1Comply with the provisions of Section 57(1)(b},{4A),{4B} and {5} of the Act as well as the

employment contract entered into between the parties;

2.25pecify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP)

and the Budget of the municipality;

2.3Specify accountabifities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;
2.4Meonitor and measure performance against set targeted outputs;

2.5Use the Performance Agreement as the basis for assessing whether the employee has met

the performance expectations applicable to his or her job;
2.61In the event of outstanding performance, to appropriately reward the employee;

2.7 Give effect to the employer’'s commitment to a performance-orientated relationship with its

employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1 This Agreement will commence on 01 July 2017 and will remain in force until 30 June
2018 thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shall be concluded between the parties for the next financial year or

any portion thereof;

3.2 The parties will conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31* of July of the succeeding financial year;
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3.3 This Agreement will terminate on the termination of the Employee’s contract of

employment for any reason; and

3.4 The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicability of the matters agreed upon;

3.5 If at any time during the validity of this Agreement the work environment alters (whether
as a result of government or Council decisions or otherwise} to the extent that the
contents of this Agreement are no fonger appropriate, the contents shall immediately be

revised

PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out-

4.1.1 The performance objectives, key performance indicators and targets that must be
met by the Employee;

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

413 The core competency requirements {Annexure C — definitions} as the management

skills regarded as critical to the position held by the Employee

4,2 The performance objectives, key performance indicators and targets reflected in
Aunnexure A are set by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the Employer, and shall include:
42,1 key objectives that describe the main tasks that need to be done;

42,2 key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved,;
4.2.3 target dates that describe the time frame in which the targets must be achieved; and
4.2.4 weightings showing the relative importance of the key objectives to each other;

4.3 The Personal Development Plan {Annexure B} sets out the employee’s personal

development requirements in line with the objectives and targets of the Employer; and
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4.4 The Employee’s performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.6

51

5.2

5.3

5.4

5.5

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

Employer;

The Employee accepts that the purpose of the performance management system will be
to provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

The Employer wili consuit the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee;

The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs (including special projects relevant to the employee’s responsibilities) within

the local government framework;

The criteria upon which the performance of the Employee shall be assessed shall consist
of two components, Operational Performance (in the form of key performance indicators
(KPIs) under specific Key Performance Areas (KPAs)} and Core Competency Requirements

{CCRs}, hoth of which shall be contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20

allocated to the Key Performance Areas (KPAs) and the Core Competency

Requirements (CCRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a specific part to the

total score.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs will account for

20% of the final assessment.

The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes identified as per attached Performance Plan
{Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall

assessment result as per the weightings agreed to between the Employer and Employee:
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5.7

5.8

1 Mu.n.ic“ig.)-a;lulﬁ-s-.t-it.uti.ohal D.é'velopment and 20%
Transformation
2 Basic Service Delivery 25%
3 Local Economic Development {LED) 30%
4 Municipal Financial Viability and Management 5%
5 Good Governance and Public Participation 20%
Converted to 80%

Manager’s responsibilities are also directed in terms of the abovementioned key performance

areas. In the case of managers directly accountable to the Municipal Manager, other key

performance areas related to the functional area of the relevant manager can be added

subject to negotiation between the municipal manager and the relevant manager

The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are

deemed to be most critical for the Employee’s specific job should be selected {v} from the

list below as agreed to between the Employer and Employee. Three of the CCRs are

compuisory for Municipal Managers:

éf;éfégtc Capét’)‘illty an.c.i .I;éa.c.i.e:r:;ﬁlp 10
Programme and Project Management 10
Financial Management V' 5
Change Management 5
Knowledge Management 15
Service Delivery Innavation 25
Problem Solving and Analysis 15
Peaple Management and v 10
Empowerment

Client Orientation and Customer Focus | V 25
Communication 15
Accountahifity and Ethical Conduct 10

TOTAL PERCENTAGE 100%
Converted to 20%
Page 7 of 49
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'As published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

X Compulsory for municipal manager

*proficiency level (1, 2 or 3) as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan {Annexure A) to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 Theintervals for the evaluation of the Employee’s performance;

Despite the establishment of agreed intervals for evaluation, the Employer may In addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames;

The Employee’s performance will be measured in terms of contributions to the strategic

ohjectives and strategies set out in the Employer’s IDP
The Annual performance appraisal will involve:
6.5.1 Assessment of the achievement of results as cutlined in the Performance Plan

{a) Each KPA should be assessed according to the extent to which the specified
standards or performance indicators have been met and with due regard to ad-

hoc tasks that had to be performed under the KPA

{b) Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale

automatically. These scores are carried over to the applicable employee’s
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6.5.2

6.5.3

performance plan, During assessment, the employee has a chance to submit

evidence of performance where a disagreement

(c} The Employee will submit his self-evaluation to the Employer prior to the

formal assessment; and

{d} An overall score will be calculated based on the total of the individual scares

calculated above.
Assessment of the CCRs:

{a) Each CCR should be assessed according to the extent to which the specified

standards have been met
{b) An indicative rating on the five-point scale should be provided for each CCR

{c) This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score

{d) An overall score will be calculated based on the total of the individual scores

calculated above.
Overall rating

(a) An overall rating is calculated by adding the overall scores as calculated in 6.5.1

{d) and 6.5.2 (d) above; and

{(b) Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following rating

scale for KPis and CCRs:

.5 167 Outstanding Perfo&nance far exceeds the standard expected of an
Performance employee at this level. The appraisal indicates that the
Employee has achfeved above fully effective results against
all performance criteria and indicators as specified in the
PA and Performance Plan and maintained this in all areas

of responsibility throughout the year.
4 133 - 166 Performance Performance is significantly higher than the standard
significantly above | expected in the job. The appraisal indicates that the
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Expectations Employee has achieved above fully effective results against
more than half of the performance criteria and indicators

and fully achieved al others throughout the year.

3 100-132 Fully Effective Performance fully meets the standards expected in all
areas of the job. The appraisal indicates that the Employee
has fully achieved effective results against all significant
performance criteria and indicators as specified in the PA

and Performance Plan.

2 67 -99 Not fully Effective Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the job. The review/assessment indicates
that the employee has achieved below fully effective
results against more than half the key performances
criteria and indicators as specified in the PA and

Performance Plan.

1 0-66 Unacceptable Performance does not meet the standard expected for the
Performance job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
perfermance up to the level expected in the job despite

management efforts to encourage improvement.

6.7  For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews, an

evaluation panel constituted of the following persons will be established:

6.7.1 Municipal Manager

6.7.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee (AC)
in the absence of a performance audit commitiee

6.7.3 The Portfolic Councillor as Chairperson and a member of the executive committee
(Exco);

6.7.4 A Municipal Manager from ancther municipality; and

6.7.5 The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be

7.2

7.3

7.4

7.5

9.1

reviewed on the following dates with the understanding that reviews in the first and third

quarter may be verbal if performance is satisfactory:

1 Iuly — September 2017 October 2017
2 October — December 2017 February 2018
3 January — March 2018 April 2018

4 April — June 2018 August 2018

The Employer shall keep a record of the mid-year review and annual assessment meetings;

Performance feedback shall be based on the Employer’s assessment of the Employee’s

performance;

The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully

consulted before any such change is made;

The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan {PDP} for addressing developmental gaps is attached as
Annexure B. Such Plan may be implemented and/or amended as the case may be after each
assessment. In that case, the Employee will be fully consulted before any such change or

plan is made.

OBLIGATIONS OF THE EMPLOYER

The Employer shall:

9.1.1 Create an enabling environment to facilitate effective performance by the employee;

9.1.2 Provide access to skills development and capacity building opportunities;
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9.1.3 Work coltaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

9.1.4 On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targets

established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement,
10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the

powers will have amongst others:
10.1.1 A direct effect on the performance of any of the Employee’s functions

10.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financtal effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11, MANAGEMENT OF EVALUATION OUTCOMES
11.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

11.2 A performance bonus of 5% o 14% of the all-inclusive annual remuneration package may be paid to

the Employee in recognition of outstanding performance to be constituted as follows:
11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
11.2.2  Ascore of 150% and above is awarded a performance bonus ranging from 10% to 14%.

11.3 In the case of unacceptable performance, the Ernployer shall:
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11.3.1 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.
12. DISPUTE RESOLUTION

12.1In the event that the Employee is dissatisfied with any decision or action of the Employer in terms of
this Agreement, or where a dispute or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms of this Agreement, the
Employee may within 3 {three) business days, meet with the Employer with a view to resolving the

issue, The employer will record the outcome of the meeting in writing;

12.2 If the Parties cannot resolve the issues within 10 {ten) business days, an independent arbitrator,
acceptable to both parties, shall be appointed to resolve the matter within 30 {thirty) business days;

and

12.3 In the event that the mediation process contemplated above fails, the relevant clause of the Contract

of Employment shall apply.

13. GENERAL

13.1The contents of this agreement and the outcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer;

13.2Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments; and

13.3The performance assessment results of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the national minister

responsible for local government, within fourteen (14) days after the conclusion of the assessment.

— ~
Thus done and signed at .5 200052 0,&.“‘j‘pon this the..Q...%....day of \IL{L‘J ........ 2017

AS WITNESSES:
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1. ~

DIRECTOR: PLmTNG-&)DEVELOPMENT

................................................................

Thus done and signed at Q \r\&l}(,’{)o(gwﬂ on this the D% day of -’(X\L\‘&\ ............... 2017

AS WITNESSES:

1 m‘\%}h e Doioekand?

MUNICIPAL MANAGER
3 %mﬁom{
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1M Querter::
{3 dul =30
:Sept17)

- 2M-Quarter

‘0d
7

" Evidence
Required:

i
__Mu Porformance Management Systom::: i

participation
5.1.8 Good Goed corporate Number of By- QPEX n/a n/a n/a By law register 1]
governance governance and laws promulgated And
cndd public by 30/06/18 Government
edministration || participation gozefte
| 5.3 Skills Developmant f i e i i
5.3.1 Goed Attract, develop Number of Opex WSP &Proof of
governance and retcin best Reviewad and nfa n/a 1 Submission of
and hurnan copital submitted Departmental to
administration Departmental LG SETA
Skills Development
Plan by
31/04/2018
__ 5.4 Integrated Development Planning: T T T T .....
5.4 Governance Good corporate Number | Qﬂll Opex 1 nfa nfa Coungil
and governance and reviewed Approved |DP,
administration || public IDP /Budget/PMS /M Budget, PMS
participation PAC Process Plan by Process Plen
Coundil by
31/07/2017
5.4.2 Governence Good corporate Number of 2018/19 Opex n/c n/a nfa Council
and governance and Craft IDP approved Reselution,
cdministration || public by 31/03/2018 Council
participation approved
2018/19 brofr
|DP
5.4.3 Governance Good corporate Number | of Opex n/a n/a 1 | Council
and governance and 2018/19 Final IDP Resolution,
administration || public approved by Couneil
participation 28/05/2018 approved
2018/19 Final
TP




nstitotional Development’

idge 201718 Quarerly Projections
; 2 - ™ 3 Dcu_.-ca 3

Gooed Good corporate Director 11 11 Opex 5 8 11 Minutes of
governance govemance and Number of Planning & EXCO meetings,
and public scheduled senior attendance
administration || participation menagement Development register

meetings attended

by 30/06/2018
Good Good corporate Number of Director 11 11 Opex 5 8 1 Departmental
governance govemance and scheduled monthly Hl Planning & committee
and public departmental minutes
administration || participation BQM‘M;mm Development

successfully

aftended by

30/06/2018
Good Good corporate Number of Director 55 55 Cpex 30 A5 55 Portfolio
governance governance and scheduled Planning & committee
and public portfolio minutes
administration || participation committee Development

meetings held by

30/06/2018
Good Good corporate Number of Director 6 [ Opex n/a n/a n/a Copies of
governance govemnance and 554856 signing Planning & signed PA WITH
and sublic of Annwal 8 DATEXS
administration || participotion Performance Development COMPLYING

A fs b THE LEGISLATED

greements By TIME LINE &

30/07/2017 ( SUBMISSION

one month after LETTERS TO

the start of each coghsta

financial year
Good Good corporate Number of Mid-Year || Director 1 1 Opex nfa 1 nfa Individual
governance governance and performance Planning & Performance
and public individual Assessments
administratior || participation assessment for § 54 Development Reports

& 56 conducted
Good Good corporate Number of Annual Director 1 1 Opex n/a n/a n/a Individual
governance governance and performance Planning & Performance
and public Assessments




assessment for S 54 || Development

& 56 conducted
Good Good corporate Number of 2016/17 || Director Opex 1 nfo n/a Submission letter
governonce governance and AFS & Amnual Planning &
and public Performance Report Development
administration ] participation .._cvsmimnﬁ to AG by

31,/08/2016
Good Good corporate || Nomber of2016/17 || Director Opex T\o n/a 1 _
governance governance and Draft Annual Repert Planning &
and public approved by Devel N
administration || parficipetion 31/01/18 evelopmen
Good Good corporate Number of Droft Director Cpex nfa nfe na

SDBIP approved

governance governence and 2018/19 SDBIP Planning &
and public submitted to the Devel
administration || participation Mayo for approval evelopment _

{14 days after the _

udoption of the IDP __ __

A and Budget)

Good Good carporcte .__ Number of reviewed || Director ["opex n/a n/a T Reviewed SDBIP
governance governance ond 2017/18 SDBIP Planning &
and public approved by Devel ot
omBﬂsmuqoumoﬂ_ﬁ_—’von._nmvnzo: 31/03/2018 evelopme
Good Good corporate Number of Director Opex nfa nfa 1 _
governance governance and approved 2018719 Planning &
and public SDBIP by Mayor (28 Devel | |
administration || participation days ofter the evelopment

adoption of the IDP

and Budger

approves by mayor
Gead Gaood corporate Number of Director 1 Cpex n/a nfa 1
gavernanee governanee ond Reviewed Pianning &
and public institvtional | "
administration || poricipation 2016/17 SDBIP _ Developmen !

1

Good Good corporate Number of mid-Year || Director Opex nfa n/a 1
governance governance and report sybmitied to Planning &

dH | '\@(\f ,
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' Development 20%:

...muq_“.,.._..__.nna.mo_.._snzo.:.,n.nm,“_12:5&:9

20T “‘Quarterly: Proj

ections

Baseline

and
administration

public
participation

stakeholders by
25/01/2018

Development
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¢ Participation an

Good Advance good Number of Director 7 7 7 Minutes of council
governance corporate scheduled Planning &
and governance Council Development attendance registers
administratio meetings
n attended by
30/06/2018
6.1.2 Good Advance good Numbker of Director 11 11 11 Minutes of EXCO
governance corperate scheduled Planning &
and governance EXCO Development attendance registers
administratio meetings
n attended by
30/06/2018
6.1.3 Good Advance good Number of Director 5 6 11 Register of Council
governance corporate resolution Planning &
and governance register Development
administratio implemented
n
6.1.4 Good Advance good Deadline for Director 2 days prior ? days prior to 2 days Proof of submission
momo:.n:nn corporate submission of Planning & to the meeting || the meeting prior to the
an SVernance T il
administration d MMW.MM hw%.o_.ﬁ Development meeting
management
/Exco/Coundil

ard Committee

Good
governance
and
administratio
n

Enhance
stakeholder
involvement

Number of
IDP Rep Forum
meetings held
by
30/06/2018

Director
Planning &

Development

registers, agendas,




_ﬂwm\oo\wo_m._

Good Enhance & Opex 2 0 5 Attendance
governance stakeholder registers, agendas,
and involvement _ 1 invitations
administratio
n

L | L
Good [ enhance 4 Cpex 1 2 4 Attendance
governance stakeholder register,imbizos
and management reports
administ
n
Good Enhance within 7days |} Within 7days of |} Opex Within Within Within Dated procf of
governance stakeholder of issue of issue of Batho 7days of 7days of 7days of Fdays of submission and
and management Batho Pele Pele Repert issue of issue of issue of memorandum for
administratio Report Batho Pele || Batho Pele || Batho Pele Batho Pele || submission to office
n Report Report Report of the MM

mssmaﬂm

1 n/a Community
governance stakeholder Satisfaction Survey
and involvermnent Repert
administratio
n

|
Good Advance good __ 11 Opex 3 5 __ 11 ﬁf._.m minutes and
governance corperate attendance register
and governance

administratio |
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" KPA'6: Good Governance and Public Participation

Budget:

{1 Apr=30 |
Junig)

=

[zo/0517 |l I

6.3.2 Good Advance good Nymber of Director 11 11 Opex 3 5 8 11 LLF minutes and
governance corporate Local Lakour Planning & attendance register
and governance Forum Development
administratio meetings ’

n attended by
30/06/2018

R
S

6.4.1 Good Advance good Number of Director 7 7 Opex 2 4 5 7 Attendance registers
governance corporate Audit Planning &
and governance Committee Development
administratio Meetings held

n

Good Advance good % Director 50% Opex 100% 100% 100% 100% Audit Committee
governance corporate implementation || Planning & Resolution Register
and governance of Audit Development
administratio Committee
n resolutions
Good Advance good % Director - Opex 75% 75% 75% 75% Internal Audit
gavernance corporate implementation || Planning & Follow-up report
and governance of Internal Development
administratio Audit
n recormmendatio

ns
Good Advance good Number of Director 4 Opex 1 2 3 4 Dated proof of
governance corporate submission of Planning & submission to
and governance POEs for Development Internal Audit.
administratio quarterly
n performance

audits to

Internal Audit
Good Good corporate || 9% of qudit Director 75% Opex 100% 100% nfa n/a Audited AG Action
governance governance and {{ queries Planning & Plan
and public addressed
administratio (2015/16




n participation (2016/17 Um,..m_ou..u..ﬂmw_.n

Audit Report
Good Advance good Number of Director Opex n/a n/a nfa Dated proof of
governance corporate submission of Planning & submission to
and governance audit file for AG Development Internal Audit

administratio

auditto
Internal Audit

Governance Advance good Number of Directer Opex 5 | g 11 Council Approved
and corporate Departmental Planning & Departmental
Administratio || governance Risk register Development Strategic Risk

n implemented Register

Good Advance geod Number of risk Director Opex 2 3 4 Minutes, attendance
governance corporate committee Planning & registers

and governance meetings Development

administratic attended

Y
R\

Good Advance good % Submission Directer 100% Opex 100% 100 100% Dated proof of
governance corporate of information Planning & submission to
and governance for publishing Development Communications
administratio on the website Unit and legislation
n as according to checklist

legislation

checklist
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Employee’s Sighature: Municipal Manager’s Signature:

TiMoal ol

Date:
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Attract, Human High staff a) 20 a) 8 Director: First Quarter
develop and | resource turnover Competition Implementation PMS policy Planning and
retain best (Key personnel) | with other of retention (Review and Development
human sectors strategy implement)
capital b)
Remoteness b)
of the Area implementation
staff
provisioning
policy
c) Transfer
policy
Prormotion lLocal Unsustainability | Unconducive | 16 Impiementation | 10.4 1. Review and Director: 31 March 2017
of the local Economy of LED economic of the LED implementation | Planning and
economy initiatives environment strategy of the LED Development
(2013/14 strategy
version).
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CORE COMPETENCY FRAMEWORK

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER
M.LMOAKAMELA

[‘the Employer”]

AND
MALULEKE HP
DIRECTOR PLANNING AND DEVELOPMENT

[“the Employee”]

Annexure C

Page 47 of 49



6% J0 8F 9004

0T

“Afjedmiuniy aya ul asni
PUE 30U2PYUOD 930WO1d 0} 13PIG Ul IDNPUDT |RICW PUE [221Y1D JO SPJepUER]S 159ySiy Byl p|Ing pue Aejdsip 01 9|qe 24 ISnA

NPUOD [BIIGAF PUE ALIJIGRIUNGIDY

ST

"SPUWODING PRJISTP BUI 3ABIYIR 03 SIFYIC 2IUIN|UI pUB BDUIAUCS ‘Bpenssad ‘Ligjdxs o1
J43p40 uj 23ualpne ayl Joj dpelidosdde Jauuew 9sIoUOD PUE JES(T B UL SEDP] pUE UORWIO4Ul 9BUBYIXa D 3|08 3 O1 SI4S

uoREIUNWLWOS

T4

"ARuaPLE pue Ajpaeinaae auop 198 sBUIYT 34nS 2BW O SANBIIVL JI2y] @SN 0] podelnooua
2Je Ing ‘Bulylawios op o} POt Bq 01 BM 10U Op $33A0)dw3 rauop 183 sBuyy 1Byl Auns ew o1 swaqesd Suinos
PuUE 2AgeIUL Funje) ‘Spunpeap Bunasw ‘uonoe olul sueid Furand 1noge osje s 3 ‘saA1302[qo yiom 241 Buialiyde SpIEMO)
Bupjiom Ag pue suop aJe sBuiyr Aem 3yl uo aacidw o1 BulAn Aq pJepuess Y3y B 2A3|YIR 01 [[2M MIOM 02 |[14S Byl

UOREAOUU] AIBAI[RQ 201A185

0T

"$PaQU BULALI2PUN 950U U paseq adiales areudosdde ue Buipiac.d
pue Jao1sny aul JO SPBIU YR puelstepun o) BulAsl AQ sanoe0ud 2g 03 paJINbaJ aue sieBeuew ‘Aesp| “siuswndie
noynm pue Appinh swarqoad Juinos pue jydisy pue Ajpualy SBuieq ‘srep o1 dn w2 2yt Suidasy ‘suonedajop
pue sainpadosd ‘sapitod 01 Julaype ‘sBuleap KRy |jB Ul 15aL0y Suleq ‘sestwosd Surdaay ‘sgidanb 03 19831 01 paJainbay
2Je 533A0[dWa ‘WNWIUIL € 1y "5Pp39u BU3 BURORW PUER 1AWUOISTY Byl JO SPIIU Y3 PUBISISPUN O3 XB9S O3 (IS YL

$N204 ISWOISND PUB UONBBLIO U1

ST

*Ayjjediiuniy
2Y1 40 IsOYL Ajalewn pue Juswuedap ayl Jo $|eed ayl SuaiyIe 03 PRRILIWIOD A4E ABYL 1BY] OS WES] Byl Burieanow
PUE 3JOM J13Y3 OP 01 JIPJO Ul S30UN0SA pue 5|001 AJBSSI09U BU3 SBY Wee) 3yl 18yl 2uns Buew “peaids Ajuena st yiom
2yl 1Byl os pue Ajplendosdde pasn aJe S| [ENPIAIPUL JBYF BJNSUS O] SPEOOM JO UORNGLUISIP SIAJOAUL OS[E 3 QUL
1034e AR 1BY3 SUQISIDBP JO BJEME DPEW IR SIS WEea] 1BY] 2INSUB O3 SuoIssas SuLieys uonewJoyul tendas uipjoy
sapnpaul sy L sdysuoneles sFeuew Alpaoaye pue ‘sindino JIayy sziwndo ‘ajdosd aBeunoous pue aFeusw 01 SIS

wawadeugy AsI9AIQ pue srdoad

14

“J3UUBL AJ3WI & U1 SUCINIOS tanwildo
ysead 01 +opJo Ut swajgosd pajedpiue pue Jugdsixs aajoses pue asAlEUR ‘AJIuSp) AJ[EIRWDISAS 01 3|qB o0 01 SIS

Bupjuiy| |2ondjeuy pue BUIAOS WG

5T

$8A1303[0 jRUOANZISU! ARILDE
491394 031 ‘edpamouy Aldde pue aleys ‘sleals AjRAIIIS||00 OF UOHEBSIUERIO 911U PUB SWES] ‘sienpiapul 91qeud ol §|[HS

uawaBeuey aSpaimouy

SIUBLUHWIWIOD ALDAIJRP 2DIAIDS UO I3A)|3P
pue A|[ny55820n$ SSAIRRIMUL MU JuDWB|dUs ¢ Japio Ul afueyd pue uonewsosuR ledpunW Loddns pue a1etul o3 SIS

1swedeuely adueyd

198png uom ue spuswliedsp Jayie Jo 3oedw) 2yl Juirediaue pue BuipurIsIapUN pue Aluaipiye seoinosal
Suiesorje Aq JesA 2y INoyBnoayl amupuadxa Buljoi1uod ‘aesk [eueuy ayz jo Buuuidag ayl 1e 198png e ueid 01 J|qe
Buiag sapn|3ul SIYL *198PNG B 4O SIUIBJISUOS BYI UIYNM XIOM [euawliedap Jo/pue s1oafoad BuiBeuew ul pasinbaa s|xg

wswaseuey |eouLLld

Pandjyae aJe S3AIRY3[GO 1UBILIBA0E |e20] 18U} PUB PasuI W dwt aJe
sapljod 3yl 3InsUS 03 JIPIO U SAIAIIE JY1DRds Slen|eAs pue Joluow ‘eFeuew ‘ue|d 03 BNPIAIPUI YT BjgRUS 01 SIS

wswaZeuel 10afoud pue swwesdod

3lEpuURW S ATljedIDIunA DYI UO JDANSP

01 J3pPJO Ul SI2U10 alidsut pue Juawiedsp Jo AlfedIDIUNIA SU2 303 UOIIRJIP B2 195 ‘UOISIA & aplaoxd 03 2lqe 2q 01 S[IINS

awswoageue|p pue diysiapeat oi8alens

ININHOTIAIA B ONINNVY1d HOLOTHIA HNHOMIWVHL ADNILIJINOD FHOD




6% Jo 6% 9bbg

Lo\ LAV Ljee \N @ \ S0

:218Q @938

‘uagfﬁuﬁé

:aumeudis s adeuepy edounpy :anieusdis s,9aAo]dwy



BA-PHALABORWA MUNICIPALITY

TSHEPO JACK MOGANO

CHIEF FINANCIAL OFFICER
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PERFORMANCE AGREEMENT
MADE AND ENTERED INTO BY AND BETWEEN:
THE BA-PHALABORWA MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER
M.L. MOAKAMELA

(Herein and after referred to as the Employer)

AND

CHIEF FINANCIAL OFFICER
TSHEPO JACK MOGANO
(Herein and after referred to as the Employee)
FOR THE
FINANCIAL YEAR:

01 JULY 2017 — 30 JUNE 2018
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1.

INTRODUCTION

1.1The Employer has entered into a contract of employment with the £Employee in terms of
section 57(1)(a} of the Local Government: Municipal Systems Act 32 of 2000 (“the
Systems Act”). The Employer and the Employee are hereinafter referred to as “the

Parties”;

1.2Section 57(1)(b) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to conclude an annual performance agreement;

1.3The parties wish to ensure that they are clear about the goals to be achieved, and secure the
commitment of the Employee to a set of outcomes that will secure local government

policy goals;

1.4The Parties wish to ensure that there is compliance with Sections 57 (4A), 57 (4B} and 57 (5)
of the Systems Act;

1.51n this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “this Agreement” — means the performance Agreement between the Employer and
the Employee and the Annexures thereto:

1.5.2 “the Executive Committee” — means the Executive Committee of council constituted
in terms of the Structures Act {Local Government: Municipal Structures Act 117 of
1998) as represented by its chairperson, the Mayor;

1.5.3 “the Employee” means the Chief Financial Officer appointed in terms of Section 56
of the Systems Act;

1.5.4 “the Employer” = means Ba-Phalaborwa Municipality; and

1.5.5 “the parties” means the Employer and the Employee.
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to:

2.1Comply with the provisions of Section 57(1)(b),(4A),{4B) and (5) of the Act as well as the

employment contract entered into between the parties;

2.2Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’'s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBIP)

and the Budget of the municipality;

2.35pecify accountabilities as set out in a Performance Plan, which forms an Annexure to the

Performance Agreement;
2.4Monitor and measure performance against set targeted outputs;

2.5Use the Performance Agreement as the basis for assessing whether the employee has met

the performance expectations applicable to his or her job;
2.61n the event of outstanding performance, to appropriately reward the employee;

2.7Give effect to the employer’'s commitment to a performance-orientated relationship with its

employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

3.1  This Agreement will commence on 01 July 2017 and will remain in force until 30 June
2018 thereafter a new Performance Agreement, Performance Plan and Personal
Development Plan shall be concluded between the parties for the next financial year or

any portion thereof;
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3.2

33

3.4

3.5

The parties will conclude a new Performance Agreement that replaces this Agreement at

least once a year by not later that 31% of July of the succeeding financial year;

This Agreement will terminate on the termination of the Employee’s contract of

employment for any reasorn; and

The content of this Agreement may be revised at any time during the above-mentioned

period to determine the applicability of the matters agreed upon;

If at any time during the validity of this Agreement the work environment alters (whether
as a result of government or Council decisions or otherwise} to the extent that the
contents of this Agreement are no longer appropriate, the contents shaill immediately be

revised

4. PERFORMANCE OBIJECTIVES

4.1

The Performance Plan {Annexure A) sets out-

4,11 The performance chjectives, key performance indicators and targets that must be

met by the Employee;

4,12 The time frames within which those performance objectives and targets must be

met; and.

4.1.3 The core competency requirements {Annexure C — definitions) as the management

4.2

skills regarded as critical to the position held by the Employee

The performance objectives, key performance indicators and targets reflected in
Annexure A are set by the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget Implementation Plan {SDBiP)

and the Budget of the Employer, and shall include:

4,21 key objectives that describe the main tasks that need to be done;

4.2.2  key performance indicators that provide the details of the evidence that must be

provided to show that a key objective has been achieved;

4.2.3 target dates that describe the time frame in which the targets must be achieved; and

4.2.4 weightings showing the relative importance of the key objectives to each other;
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4.3

4.4

The Personal Development Plan (Annexure B) sets out the employee’s personal

development requirements in line with the objectives and targets of the Employer; and

The Employee’s performance will, in addition, be measured in terms of contributions to

the goals and strategies set out in the Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

53

5.4

5.5

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

Employer;

The £Employee accepts that the purpose of the performance management system will be
to provide a comprehensive system with specific performance standards to assist the

Employer, management and municipal staff to perform to the standards required;

The Employer will consult the Employee about the specific performance standards that

will be included in the performance management system as applicable to the Employee;

The Employee undertakes to actively focus towards the promotion and implementation
of the KPAs {including special projects relevant to the employee’s responsibilities) within

the local government framework;

The criteria upon which the performance of the Employee shall be assessed shall consist
of two components, Operational Performance (in the form of key performance indicators
{KPis) under specific Key Performance Areas (KPAs)) and Core Competency Requirements

{CCRs), both of which shall be contained in the Performance Agreement.

5.5.1 The Employee must be assessed against both components, with a weighting of 80:20

allocated to the Key Performance Areas (KPAs) and the Core Competency

Requirements {CCRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a specific part to the

total score.

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs wili account for

20% of the final assessment.
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5.6 The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes identified as per attached Performance Plan

{Annexure A), which are linked to the KPA’s, and will constitute 80% of the overall

assessment result as per the weightings agreed to between the Employer and Employee:

1 Municipal Institutional Development and

Transformation
2 Basic Service Delivery 10%
3 Local Economic Development (LED) 10%
4 Municipal Financial Viahility and Management 50%
5 Good Governance and Pubiic Participation 15%

Converted to 80%

5.7  Managet’s responsibilities are also directed in terms of the abovementioned key performance
areas. In the case of managers directly accountable to the Municipal Manager, other key
performance areas related to the functional area of the relevant manager can be added

subject to negotiation between the municipal manager and the relevant manager

5.8 The CCRs will make up the other 20% of the Employee’s assessment score. CCRs that are
deemed to be most critical for the Employee’s specific job should be selected (V) from the
list below as agreed to between the Employer and Employee, Three of the CCRs are

compulsory for Municipal Managers:

CORE MANAGERIAL COMPETENCIES' - 1V . | WEIGHTING _j LEVEL®
.St.l.'a.te.gi.c Cébabﬂfty énd L.eaders;,hip. — . . 10 .
Programme aind Project Management 10
Financial Management ) 5
Change Management 5
Knowledge Management 15
Service Delivery Innovation 25
Problem Solving and Analysis 15
People Management and v 10
Empowerment
Page 7 of 57 [ ?Q
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Client Orientation and Customer Focus v 25

Communication 15
Accountahility and Ethical Conduct 10
TOTAL PERCENTAGE 100%

Converted to 20%

TAs published and defined within the Draft Competency Guidelines,

Government Gazette 23, March 2007

Y Compulsory for municipal manager

3proficiency level (1, 2 or 3} as stipulated in the Draft Competency

Guidelines, Government Gazette 23, March 2007

6. PERFORMANCE ASSESSMENT

6.1

6.2

6.3

6.4

6.5

The Performance Plan (Annexure A) to this Agreement sets out:
6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the Employee’s perfarmance;

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee’s performance at any stage while the contract of employment remains

in force;

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions

agreed to and implementation must take place within set time frames;

The Employee’s performance will be measured in terms of contributions to the strategic

objectives and strategies set out in the Employer’s IDP
The Annual performance appraisal will involve:
6.5.1 Assessment of the achievement of resuits as outlined in the Performance Plan

(a) Each KPA should be assessed according to the extent to which the specified

standards or performance indicators have been met and with due regard to ad-

hoc tasks that had to be performed under the KPA -
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{b) Values are supplied for KPI's and Activities under each KPA as part of the
Institutional Assessment. Based on the Target for an activity or XPl, over or
under performance are calculated and converted to the 1-5 point scale
automatically. These scores are carried over to the applicable employee’s
performance plan. During assessment, the employee has a chance to submit

evidence of performance where a disagreement

{¢} The Employee will submit his self-evaluation to the Employer prior to the

formal assessment; and

{d) An overall score will be calculated based on the total of the individual scores

calculated above.,
6.5.2 Assessment of the CCRs:

{a) Each CCR should be assessed according to the extent to which the specified

standards have been met
(b} An indicative rating on the five-point scale should be provided for each CCR

{¢) This rating should be multiplied by the weighting given to each CCR during the

contracting process, to provide a score

{d) An overall score will be calculated based on the total of the individual scores

calculated above.

6.5.3 Overall rating

{(a) An overall rating is calculated by adding the overall scores as calculated in 6.5.1

{d} and 6.5.2 (d) above; and

(b} Such overall rating represents the outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee wilt be based on the following rating
scale for KPls and CCRs:

Level | %score. | Terminology -~~~ Description .o

5 — 167 — O.uts...taﬁd.iﬁg” T Pefférnﬂah.ce fa? éx.ceed.s.) thé s..ta.nd.a.rd..exp.ecté.d of .én

Performance employee at this level. The appraisal indicates that the

Employee has achieved ahove fully effective results against

all performance criteria and indicators as specified in the
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Level

%score - | Terminology - °. [ Description - o

PA and Performance Plan and maintained this in all areas

of responsibility throughout the year.

133 -166 Performance Performance is significantly higher than the standard
significantly above | expected in the job. The appraisal indicates that the
Expectations Employee has achieved above fully effective results against
more than half of the performance criteria and indicators

and fully achieved al others throughout the year.

100-132 Fully Effective Performance fully meets the standards expected in all
areas of the joh. The appraisal indicates that the Employee
has fully achieved effective resuits against all significant
performance criteria and indicators as specified in the PA

and Performance Plan.

67-99 Not fully Effective Performance is below the standard required for the job in
key areas. Performance meets some of the standards
expected for the joh. The review/assessment indicates
that the employee has achieved below fully effective
results against more than half the key performances
criteria and indicators as specified in the PA and

Performance Plan.

0-66 Unacceptable Performance does not meet the standard expected for the
Performance job. The review/assessment indicates that the employee
has achieved below fully effective results against almost all
of the performance criteria and indicators as specified in
the PA and Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

6.7

For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews, an

evaluation panel constituted of the following persons will be established:

6.7.1  Municipal Manager
6.7.2 Chairperson of the Performance Audit Committee {PAC) or the Audit Committee (AC)
" in the absence of a performance audit committee

6.7.3  The Portfolio Councillor as Chairperson and a member of the executive committee

{Exco);
.
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6.7.4 A Municipal Manager from another municipality; and

6.7.5 The manager responsible for human resources of the municipality must provide

secretariat services to the evaluation panels.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The performance of the Employee in relation to his performance agreement shall be

7.2

7.3

7.4

7.5

reviewed on the following dates with the understanding that reviews in the first and third

quarter may be verbal if performance is satisfactory:

Quarter | Reviewperiod | Review?obe comploted by
1.. — .Jt.x.{y-Septembe:r 2017 — | October 2017 D
2 October — December 2017 February 2018

3 January — March 2018 April 2018

4 April —June 2018 August 2018

The Employer shail keep a record of the mid-year review and annual assessment meetings;

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

performance;

The Employer will be entitled to review and make reasonable changes to the provisions of
Annexure “A” from time to time for operational reasons. The Employee will be fully

consulted befare any such change is made;

The Employer may amend the provisions of Annexure A whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that

case the Employee will be fully consulted before any such change is made.
DEVELOPMENTAL REQUIREMIEENTS

The Personal Development Plan (PDP) for addressing developmental gaps Is attached as
Annexure B. Such Plan may be implemented and/or amended as the case may be after each
assessment. In that case, the Employee will be fully consulted before any such change or

plan is made.

OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall:
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9.1.1 Create an enabling environment to facilitate effective performance by the employee;
9.1.2 Provide access to skills development and capacity building opportunities;

9.1.3  Woark collaboratively with the Employee to solve problems and generate solutions to

common problems that may impact on the performance of the Employee;

9.1.4 On the request of the Employee, delegate such powers reasonably required by the
Employee to enable him / her to meet the performance objectives and targets

established in terms of this Agreement; and

9.1.5 Make available to the Employee such resources as the Employee may reasonably
require from time to time assisting him/her to meet the performance objectives and

targets established in terms of this Agreement,
10, CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the

powers will have amongst others:
10.1.1 Adirect effect on the performance of any of the Employee’s functions

10.1.2 Commit the Employee to implement or to give effect to a decision made by the

Employer

10.1.3 A substantial financial effect on the Employer

10.2 The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in 10.1 as soon as is practicable to enable

the Employee to take any necessary action without delay

11, MANAGEMENT OF EVALUATION OUTCOMES
11.1 The evaluation of the Employee’s performance will form the hasis for rewarding outstanding
performance or correcting unacceptable performance.

11.2 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be paid to

the Employee in recognition of outstanding performance to be constituted as follows:

11.2.1  Ascore of 130% to 149% is awarded a performance bonus ranging from 5% to 9%; and
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11.2.2 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.
11.3 In the case of unacceptable performance, the Employer shall:

11.2.1 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

11.3.2 After appropriate performance counselling and having provided the necessary
guidance and/ or support as well as reasonable time for improvement in
performance, the Employer may consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry out his

or her duties.

12. DISPUTE RESOLUTION

12.1In the event that the Employee is dissatisfied with any decision or action of the Employer in terms of
this Agreement, or where a dispute or difference arises as to the extent to which the Employee has
achieved the performance objectives and targets established in terms of this Agreement, the
Employee may within 3 {three} business days, meet with the Employer with a view to resolving the

issue. The employer will record the outcome of the meeting in writing;

12.2 If the Parties cannot resolve the issues within 10 {ten) business days, an independent arbitrator,
acceptable to both parties, shall be appointed to resolve the matter within 30 {thirty) business days;

and

12.3 In the event that the mediation process contemplated above fails, the relevant clause of the Contract

of Employment shall apply.

13. GENERAL

13.1The contents of this agreement and the outcome of any review conducted in terms of Annexure A

may be made available to the public by the Employer;

13.2Nothing in this agreement diminishes the obligations, duties or accountabilities of the Employee in
terms of his/ her contract of employment, or the effects of existing or new regulations, circulars,

policies, directives or other instruments; and

13.3The performance assessment resulis of the Municipal Manager must be submitted to the MEC
responsible for local government in the relevant province as well as the national minister

respensible for lacal government, within fourteen (14) days after the conclusion of the assessment.
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AS WITNESSES:

P {i

CHIEF FINANCIAL OFFICER

Thus done and signed at Q\\sﬂd)d?’\mdon this the.....X,.day of 1\%_\&2017

AS WITNESSES:
1. (R“\’i}\m)& ﬂ‘t\M
MUNICIPAL MANAGER
2.
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REVIEWED PERFORMANCE PLAN

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER
M.l. MOAKAMELA

[‘the Employer”]

AND

TSHEPO JACK MOGANO

CHIEF FINANCIAL OFFICER

[“the Employee”]

Annexure A
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BUDGET AND TREASURY
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Monthly Projections of Revenuve for Each Source

: 2017 Monthly: Projections: 12018 Monthly. Projections
“R'000 : _ 000 ‘
Jul: [Sep. o Qek 0 N e Feb Apr. o IMay 0 [June
Property Rates
9 457 9 467 9 467 9467 9 457 9 467 9 467 9467 8467 9 457 9 467 9 467 113 809
Service charges —.electricity
10 343 10 343 10 343 10343 10 343 10 343 10343 10 343 10 343 10 343 10 343 10343 124 121
Service Charges — Refuse 1510 1510 1510 1510 1510 1510 1510 1510 1510 1510 1510 1510 18119
Renta! of Facilities and Equipment
42| 42| 42 42 42 42 42 42| 42 42| 42 42 500
Interest on external Investments 45 45 45 45 45 45 45 45 45 45 45 45 538
Interest Eamed — Outstanding
Debtors 6004 6004 6004 6004 6004 6004 6004 6004 5004 6004 6004 6004 72 042
Dividends received
0 0 0 0 0 0 0 o] 0 0 0 0 [i]
Fines 38 33 38 38 38 38 38| 38 33 33 33 38 45],
Licenses cnd Permits 994 954 994 994 994 994 994 994 994 994 994 994 11922
Agency services 225 225 225 225 225 225 225 225 225 225 225 225 2701
Transfers recognised - operaticnal 43312 43312 43312 125 937
Mransfers ﬂmoomamma - Omv_."ma 15 740 15 740 15 740 47219
[Other Revenue 144 144 144 144 144 144 144 144 144
T144 144 144 1732
e otal R by & 28311 28811 23811 23811 28811 28 811 28 811 22 811
otal Revenve by Source 37 863 28811 87863 87 863 522 891




Monthly Projections of Expenditure (Operating and Capital) and Revenue by Vote: First Quarter

Expenditure and Revenue by Vote - o July 2017 . August 201, September 2017,
ex - [ Capex . Rev. b Opex | . Capex - Rev. | Opex Rev . -

Executive and council 4 134 4134 4 134

Budget and Treasury 7 461 42 24352 7 461 42 24 352 7 461 42 24 352

Corporate Services 3 844 208 54/ 3844 208 54 3844 208 54

Community and Social Services 3724 95 24 3724 6 24 3724 96 24

Public Safety 0 0 0

Economic and Environmental Services 3347 58 3347 58 3347 mm“
[
|

Road Transpert 7 418 3435 4657 7418 3435 4657 7418 3435 4657

Elactriciry 11 404/ 1271 12443 11 404 1271 12443 11404 1271 12443
!

MWater

Waste Water Management

Waste Management 771 208 1986 771 208 1986 771 208 1 986

[Votal by Vote 42199 5260 43 574 42199 5260 43 574 42 199 5 260 43 wqh—
|

Monthly Projections of Revenue and Expenditure by Vote: Second Quarter —




T oma%# 2017 2017 - g ___o»mm_ﬂe_we 2017 4¥57%
:Opex “Capex: Z 7 Capex:' Rev.
Executive and council 4134 4 134
Budget and Treasury 7 461 42 24352 7 481 42 24352 7 461 42 24352
[Corporate Services 3 344 208 54 3 844 Mom“ 54 3844 208 54
Community and Socdial Services 3 qm@: 96 24 3724 95 24 3724 96 24
u M
Public Safety 0 0 o
Economic and Environmental Services 3 347 58 3 347 58 3 347 wm_.
|
Road Transport 7418 3435 4 657 7418 3435 4657 7418 3435 4657
Electricity 11 404 1271 12443 11 404] 1271 12 443 11 404 1271 12 443
‘Water
'Weaste Water Management
Waste Monogement 771 208 _ 1986 771 208 1986 771 Nom: 1586
{
Total by Vote 42 Gm_ 5260 A 43574 42 199 5260 43574 42199 5260 7 43574
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Monthly Projections of Revenue and Expenditure by Vote: Third Quarter

Vote No.[Expenditure and Revenue by February 2018 i 5 En_‘.nm.».o._
nm< g Opex |~ Capex: | i:Revi | O.wox | capex 1 Rev
Executive and council 4134 4134
Budget and Treasury 7 4514 42 24 352 7461 42 24 352 7461 42 24 352
Corporate Services 3 844 208 54 3 844 208 54 3 844 208 54i
Community and Social Services 3724 S6 24 3724 96| 24 3 724 96 24
Public Safety 0 0 o:
Econemic and Environmental 3347 58 3347 58 3347 58]
Services
Road Transport 7418 3435 4 657, 7418 3435 4 657 7 ﬁ.m_ 3435 4 657
Elactricity 11, 404 1271 12443 11 404 1271 12 343 11 h_.o&w 1271 12 443
|

Water
Waste Water Management
\Waste Management 771 208 1985 771 208 158§ 771 Nom: 19865

Total by Vote| 42199 5 260 43574 42199 5 260 43 574 42 199 5 NS: 43574
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Monthly Projections of Revenuve and Expenditure by Vote: Fourth Quarter

Expenditure and Revenue by Vote April 2018 - June 2018

Opex: o Rew. s Rew -Opex :Capex
Executive and council 4134 4134 4134
Budget and Treasury 7461 42 24 352 7461 42 24 352 7461 42 24352
Corporate Services 3844 208 54 3344 Nom: 54 3844 208 54
Community and Social Services 3 724 96 24 3724, 96 24 3724 96 24
Public Safety 0 0 o]
Economic and Environmental Services 3347 58 3347 58 3347 58
i
_wo& Transport 7418 3435 4 657 7 418 3435 4657 7 ﬁmm 3435 4657
w |
Electricity 11 404 1271 12 443 11404 1271 12 443 11 404 1271 12 443
Water
Waste Water Management
Waste Management 771 208 1986 771 208 1936 771 208 1986
Total by Vote 42 umm_ 5 260 43574 42199 5260 43574 42 Hmm: 5 260] 43 574

| | |

Monthly projection Expenditure and Revenue for 2017/18
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Vote No.

Expenditure and:Revenue by Vole:

22017 /18 Total Expen

diture and Revenue by Vote

‘ ‘Cape: Kﬂ . Rev
Executive and Council 51677 “
iBudget and Treasury 90 857 500 282 202
Corporate Services 46124 2 500 651
Community and Social Services 78 540, 1150 293
Public Safety
Economic and Environmental Services 15 494, 691
Road Transport 89 016, 41219 55 888
Electricity 136 851 15250 145 311
Water
Waste Water Management W
Waste Management 9 2471 2500 23835
Total by Vote 506 387 60 “_.pm, 522 891

T



Quarterly Projections of Service Delivery Targets and Performance Indicators per KPA
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_w..“._. Financial Viability - ; : S

3.1.1 Governance [mprove firarcial _m.Omon.R_::m CFO Opex
and viability Ravenue (Billing) 334,540 393,530 98,383 196,765 295,148 393,530 Finance reports|
administration

3.1.2 (Governance Improve financial |R-valve of actual CFO Opex Revenue report , billing
aind viability revenue collected - 250,000 62 500 125 000 187 500 250 000[|VS collection
administration

3.1.2 Governance Improve financial Jw-,ﬁ_cn. of capital [|CFO Opex
and viability budget spent 60,620 54,279 13,5790 27,140 40,710 54,279 Finance reports|
cdministration

_wb Grant Expenditure and Management

3.2.1 Governance Improve financial R-value of rotal CFO Opex
and viability budget spent 890 P34 Grant reporty|
administration (Expenditure on 234 467 701 234

MSIG)

3.2.2 Governance Improve financial [R-value of total CFO P?,460m R38m Opex R15m R25m R30,m R38m
and viability budget spent .
administration (Expenditure on Finance reports/MIG

IMIG) Monitering report

3.2.3 Good Improve financial % of Municipal Chief Financial 100% Cpex Finance reports
governance and| viakility Capital Budget Officer 100%) 25% 50% 75% 100%
administratio spent
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3.2.4 Good Improve financial {|% OF Municipal hief Financial 100% OPex Finance reports
governance and] viability Personnel Budget | [>fficer 100% 25% 50% 7 5% 100%
administration ' spent

3.2.5 Governance Improve financial | [R-value of CFO Opex
cnd viakility operational
administration conditional grants

spent FMG.

1,550 Finance reports
1600 400 800 1,200 1,600
Good Good corporate  |[Number of CFO 1 Opex 1 [nja N/A N/A approved budget
governance andl{governance and | Approved budget planning schedule by
administration  ||public planning schedule council.
participation by 31/08/16

(Legisiated date)

3.3.2 Good Good corporate  |[Number of CFO 1 Opex Infa In/a 1 n/a Draft Budget by Council
governance and]lgovemance and  ||Approved of Droft ,council resolution
cdministration | |public |Budget by Council

oarticipation by 31/03/2018

3.3.2 Good Good corporate  |[Number of CFO 1 Opex N/A N/A N/A 1 Final Budget approved
govemance ond]|governance and  ffApproved Final by Council, council
administration Jvc_o_._n Budget by Council resolution

participation by 31/05/2017

3.3.4 Good Good corporate  |[Number of CFO 1 Opex N/A N/A 1 N/A Adjustment budget
gevernance and]|governance and  ||Approved document; council
administration  |lpublic adjustments budget resolution

participation by 28/02/2018

3.3.5 Good Good corporate  |INumber of - CFO i Opex N/A N/A 1 N/A Approved budget

governance andlgovernance and | [Reviewed budget |related policies
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administration

reports compiled on
revenue

enhancement

administration  |loublic related policies by
petrticipation 31,/03/2018

3.3.6 Good Good corporate  [[Number of Supply  HCFO 3 3 Opex 3{Specification| [N/A N/A N/A Appeintment letters of
governance and||governance and  [|Chain structures / 5,Evalvation, A bid committees
cdministration  |jpublic Committees djustment members

participation members appointed
by 07,/07/2017

3.3.7 Governance mprove financial |[Number of movable |[CFO 4 4 Opex 1 2 3 4 Quarterly assets
and viability asset verifications verifications reports
administration conducted by

30/06/2018

3.3.8 Govemance Improve financial {|[Number of oversight]|CFO 14 14 Opex 1 2 3 14 Quarerly Auvdit
cingd viability reports on commiftee report
administration Quarterly financial

reports (Revenue,
Expenditure, Assets
& SCM)

3.3.9 Govermnance Improve financial f|Number of [Municipal 1 1" Opex 3 6 9 1 [Monthly financial
and viability oversight on monthly [ [Manager oversight reports
lodministration financial raports

3.3.1C Governance Improve financial ||Number of oversight|[Municipal 4 Opex 2 2 3 14 Quarterly financial
and viability report on quarterly |Managet statements
cdministration financial reports

2.3.11 Good Good corporate  ||[Number of CFO 1 1 Cpex N/A N/A 1 N/A Approved financial
governance and|fgovernance and Reviewed five year plan
administration  [|public financicl plan by

participation 31/03/2018

3.3.12 Governance [mprove financial [|[Number of (CFO 4 4 Opex 1 2 2 4 Quarterly reports on

and viability implementation revenue enhancement




_m«:ﬁ*om«

3.3.13 Govermnance improve fingngial |1% improvement in - JICFO 100% Opex 100%% 100% 100% 100% Quarlerly repods on
and iability revenue collection revense eslledion
e ministration (imprevement from

65% to 5% by
end
2017/18budget
year)

3.1.5 Governance [mprove financial |[% of Current Debt |[|Chief Financial 100% Cpex 100% 100% 100% 100% Quarterly reports on
end viability coliected by Officer debt ¢ollection
ladministration 30/06/18

3.1.10 Govemance Improve financial ||% of Old Chief Financial 100% Opex 100% 100% 100% 100% Quarterly reports on
cind viability outstanding Debt Officer debt collection
administration collected by

30/06/18

3.3.15 ||Good Good corporate  {[Numéer of CFO 1 Opex 1 N/A N/A N/A Dated proof of
governance and] |governance and  [|2016/17 unaudited submission
administration  ||public annual financial

participation Istetements submitted
to relevant
stakeholders by
31/08/2017

3.3.16  }[[Good Good corporate  |[Number of reperts ||CFO 5 Opex 2 3 4 S Quarterly financial
governance andflgovernance and  ||on the review of statements
administration | lpublic Annual/Quarterly

participation financial statements

3.3.17  ||Goed jAdvance good Number of CFC 12 Opex 3 (-] ? 12 Proof of submission
govermnance and| jeorporate compliance /
administration  |Jgovernance financial reports

submitted to
[Treasuries and
CoGHSTA
J
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governance and
administration

corporate
governance

reports,f Invoices
and Payment of
Debt (Compliance to
\water Service Level
|Agreement)

3.3.18 ||Good lAdvance good Number of Sec71 ||CFO 12 12 Opex 5 o] 12 Monthly Dated proof
governance and]jcerporate Reports submitted of submission
cdministration  |jgevemance within 10 days at

bthe end of ecch
month to Natienal
cind Provingial
treqsury
3.3.19 Good JAdvance good Number of Menthly |JCFO 12 12 Opex 6 o] 12 {Meonthly reponts,

submitted to MDM ,
Invoices & proof of
payments to
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rea

'4.2 Enferprise Support 109

4.2.1 Economic Develop Number of CFO 120 Opex System
tourism and || SMMEs genercted
grow the supported expenditure
economy through reports

municipal SCM(
procurement by
30/06/18
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5.1 Organisational Design & Himan Resouree
5.1.1 Good Artract, develop Number of Council resolution
governance and retain best Reviewed oh Reviewed
nwn_ o humen capital Wmvn_q.a&..:o_ | organizational
administration rganisationa structure with
structure by d
30/06/2018 ates
5.1.2 Good Attract, develop Number of 12 12 3 ? 12 Dated proof of
gevernance and retain best aftendance registers submission
and human capital submitted by the &
administration of each month
5.1.3 Gaood Attract, develop Submission of leave 100% 100% 100% 100% 100% Dated proof of
govemanee ard retain best forms within 3 days submission
and human capital of application
administration
574 Good Attract, develop Submission of - Before the Before the Before the Before the Dated proof of
governance and retain best overtime before 10t 10™ of each 10" of mach 10% of each {| 10" of each || submission
and humen capital of each month month month month month
administration
5.1.5 Good Attract, develop Number of 11 11 3 8 11 Agenda, safaty
governance and retain best Departmental Safety ntinutes
and human capital meetings held by
administration 30/06/18
5.1.6 Good Attract, develop Submission of safety - By the 20t of By the 20h By the 20t By the 20% Dated proof of
governance and retain best findings addressed each menth of eaich of each of each submission
and humen capital by the 20" of each month month month
administretion month
5.3 Skills Devélopiment
5.3.1 Good Aftract, develop Number of nfa Proof of Sybmission
governance and retain best Reviewed and 1 1 nfa i of Departmental
and human capital submitted Skills Skills Development
administration Development Plan Pleng
by 30/04/18
| 5.4 Integrated Development Planning i
5.4.1 Good Advance good Number of reviewed 1 1 1 n/a Council Approved
govemance corporate 1IDP /Budget/PMS/ IDP, Budget, PMS
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Employee’s Signature:

Municipal Manager’s Signature:

Bieak a e

Date:

G.w/o\, \>oty




Annexure B

PERSONAL DEVELOPMENT PLAN
(PDP)

ENTERED INTO BY AND BETWEEN:

BAPHALABORWA MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER
M.l.MOAKAMELA

(‘The employer)

AND
TSHEPO JACK MOGANO
CHIEF FINANCIAL OFFICER

{‘The employee)
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1. [“the Employee”]NTRODUCTION
The aim of the Personal Development Plan {PDP) is to ensure that Employees are skilled to meet
objectives as set out in the Performance Agreement as prescribed by legislation. Successful career-
path planning ensures competent employees of current and possible future positions. it therefore
identifies, prioritises and implements training needs.

Legislative needs taken into account from the Municipal Systems Act Guidelines, generic senior
management competency framework and occupational competency profiles, Municipal Finance
Management Competency Regulations, such as those developed by the National Treasury and other
line sector departments’ legislated competency requirements need also to be taken into
consideration during the PDP process.

2. COMPETENCE MODELLING
The Department of CoGTA has decided that a competency development model will consist of both
managerial and occupational competencies: :

Managerial competencies should express those competencies which are generic for all management
positions

Occupational competence refers to competencies which are job/function specific.
3, COMPILING THE PERSONAL DEVELOPMENT PLAN
A manager, in consultation with his/her subordinate is to compile a Personal Development Plan. The

PDP has 7 columns that need to be completed. An example is attached.

Column 1: Skills/Performance GAP

1. skills/Perfo | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
rmance Expected Training mode of Time opportunit Person
Gap (in {measurab and/or delivery Frames y created
order of fe developm to practice
priority} indicators: ent skill/davelo

quantity, activity pment area
quality
and time
frames)
E.g 1 The manager | A course External March 200.., Appraisal of Senlor
Appraise will be able to | containing provider, in managers Manager:
Performance enter into theoretical line with reporting to Training/HR
of Managers performance and practical identified unit him/her
agreaments application standard and
with all with coaching | not exceeding
managers in the R& 000
reporting to workplace
him/her, following
appraise them | [relevant unit
against set standard]
criteria, within
relevant time
frames
Page 50 of 57 -/\ . /) /\)ié\




(a) The identified training needs should be entered into column one. The following should be
taken into consideration:

Organisational Needs:
Strategic development pricrities and competency requirements, in line with the Municipality’s
strategic objectives.

The competency requirements of individual jobs. The relevant job requirements (job competency
profile) as identified in the job description should be compared to the current competency profile of
the employee to determine the individual’s competency gaps. Specific competency gaps as identified
during the probation period and performance appraisal of the employee.

Individual training needs that are job / career related:

Prioritisation of the training needs [1 to ...] in column 1 should also be determined since it may not
be possible to address all identified training needs in a specific financial year. It is however of critical
importance that training needs be addressed on a phased and priority basis. This implies that all
these needs should be prioritised for purposes of accommaodating critical / strategic training and

development needs in the HR Plan, Personal Development Plans and the Workplace Skills Plan.

Column 2: Qutcomes Expected

1. Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap (in {measurab and/for delivery Frames y created
order of le developm to practice
priority} indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

Eg 1. The manager § Acourse External March 200... Appraisal of Senior

Appraise will be able to | containing provider, in managers iManager:

Performance | enterinto theoretical line with reporting to Training/HR

of Managers performance and practical identified unit him/her

agreements application standard and
with ali with coaching | not exceeding
managers in the RE 000
reporting to workplace

him/her, following

appraise them | [relevant unit

against set standard]

criteria, within

relevant time

frames

Consideration must be given to the outcomes expected in column 2 so that once the intervention is
completed the impact it had can be measured against relevant output indicators.
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Column 3: Suggested Training

1. Skills/feerf | 2. Outcomes | 3. Suggested ! 4. Suggested | 5. Suggested | 6. Work 7. Support
ormance Expected Training mode of Time opportunit Person
Gap {in {measurab andfor delivery Frames y created
order of le developm to practice
priority) indicators: ent skill/develo

quantity, activity pment area
quality

and time

frames)

Training needs must be identified with due regard to cost effectiveness and listed in column 3.

Column 4: Suggested Mode of Delivery

1. Skills/Per | 2. Outcomes | 3. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Person
Gap {in {measurab and/or delivery Frames y created
order of le developm to practice
priority} indicators: ent skill/develo
quantity, activity pment area
quality
and time
frames)

The suggested mode of delivery refers to the chosen methodology that is deemed most relevant to
ensure transfer of skills. Mode of delivery consists of, amongst others, self-study, internal or external
training provision; coaching and / or mentoring and exchange programmes. Training must he
conducted either in line with a recognised qualification from a tertiary institution or unit standards
registered on the National Qualifications Framework (South African Qualifications Authority), which
could enable the trainee to obtain recognition towards a qualification for training undertaken. It is
important to determine within the municipality whether unit standards have been developed with
regard to a specific outcome {and registered with the South African Qualifications Authority). Unit
standards usually have measurable assessment criteria to determine achieved competency.

Column 5: Suggested Time Lines

1. Skills/Per | 2. Outcomes | 2. Suggested | 4. Suggested | 5. Suggested | 6. Work 7. Support
formance Expected Training mode of Time opportunit Persen
Gap {in {measurab and/or delivery Frames y created
order of fe developm to practice
priority) indicators: ent skili/develo

quantity, activity pment area
quality

and time

frames)

An employee should on average receive at least five days of training per financial year and not
unnecessarily be withdrawn from training interventions. The suggested time frames enable
managers to effectively plan for the annum e.g. so that not all their employees are away from work
within the same period and also ensuring that the PDP is implemented systematically.
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Column 6: Work Opportunity Created to Practice Skills / Development Area

1. Skills/per
formance
Gap (in
order of
priority}

2.

Outcomes
Expected
{measura
ble
indicators
1 quantity,
quality
and time
frames)

3. Suggested
Training
and/or
developm
ent
activity

4, Suggested
mode of
delivery

5. Suggested
Time
Frames

6. Waork
opportu
nity
created
to
practice
skill/dev
elopmen
t area

7. Support
Perscn

This further ensures internalization of information gained as well as return on investment (not just a

nice to have skill but a necessary to have skill that is used in the workplace).

Cofumn 7: Support Person

1. skilis/Per
formance
Gap (in
order of
priority)

2. Outcomes
Expected
{measurab
fe
indicators:
qitantity,
quality
and time
frames)

3. Suggested
Trafning
and/or
developm
ent
activity

4, Suggested
mode of
delivery

5. Suggested
Time
Frames

6. Work
opportunit
y created
to practice
skill/develo
pment area

7. Support
Person

This identifies a support person that could act as coach or mentor with regard to the area of learning

for the employee.
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