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2.

EMTERED INTC BY AND BETWEEN:

The Municipallty hereln represented by Moloko Jack Maeke in his capacity as the Mayor (hereinafter
referred to as the Emplover or Supervisar]

antd

Adv. Makgad] Betty Makgato, Employee of the Municipallty (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

Introductian

Purpose of this
Agresment

1.1

1.2

13

14

The Emplayer has entered into a contract of employment with the
Ernployee in terms of section 57{1} [a] of the Local Government: Municipal
Systems Act 32 of 2000 ["the Systems Act”). The Employer and the
Emiployee are herginafter referred to as “the Parties”.

Section 57(1){b) of the Systems Act, read with the Contract of Employment
concluded betwesan the parties, requires the parties to conclude an annual
performance agresment.

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

The Parties wish to ensure that there |s compliance with Sections 57 {44), -
57 (4B} and 57 (5) of the Systems Act,

The purpose of this Agreement |= to;

24

2.2

2.3

2.4

25

2.6

2.7

Comply with the provisions of Section 57{1) (b}, {44), [3B] 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
empioyee the amplover's sxpeciations of the employvee's pavformanes and -
accountabllitles in alignment with the Integrated Development Plan,
Service Dellvery and Budget Implementation Plan [SDBIP} and the Budget of :

the municipality.

Specify accountabilities as set out in a Performance Plan, which farms an -
Annexure t¢ the Performance Agreement.

Monltor and measure perfarmance 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
jab.

In the event of outstanding performance, to appropriately reward the
employea,

Glive effect to the employer's commitment to a performance-orentated
relationship with its employee in attaining equitable and improved service
defivery.



‘3.

s

Commencement
and duratian

Performance
Ohjectlves

3.2

.33

3.4

3.5

4.1

4.1.1
4.1.2
4.1.3
4.1.4

4.2

4.2.1

4.2.2

4.2.3

-4.2.4

This Agreement will commence on 1 July 2014 and will remain in force until -
30 lune 2015 thereafter a new Performance Agreement, Performance Plan |
and Personal Development Plan shall be concluded between the parties for
the next financlal year or any portion thereof.

The parties will review the provisions of this Agreement during June each
year The partles will conclude @ new Performance Agreement and
Performance Plan that replaces this Agreement at least once a year by not
later than one month after the beginning of ach successive financial year.

This Agreement wlll terminate on the termination of the Employee’s :
contract of employment for any reason, '

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 durlng the validity of this Agreement the work environment
alters {whether as a result of governmeant or Council decisions ar otherwlise)
to the extent that the contents of this Agreement are no longer
approprlate, the contents shall immediately be revised,

The Performance Plan (Annexure A) sets out-

Key Performance Areas that the employee should focus on.

Caore campetencies required from employees.

The performance objectives, key performance indicatars and targets that
must e met by the Ernployee,

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

The performance ohjectives, key performance indicators and targets
reflected In Annexure A are set by the Employer in consultation with the
Employee and based an the Integrated Development Plan, Service Delivery
and Budget Implementatien Flan (SDBIP) and the Budget of the Employer,
and shall include strategic objectives; key performance indicators; targets;
projects and actlvities that may include dates and weightings. A descrlptlnn .
of these slements follows: :

The strategic objectives describe the strategic intent of the organisation
that needs to be achieved. '

The strategic performance indicators provide the details of the evidence !
that must be provided to show that a key ohjective has been achieved. '

The target dates describe the tlmeframe in which the work must be -
achieved,

The weightings show the relative Imporfance of the key performance
areas, key objectives, and key performance indicatars to aach other,
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Performance
Management
Systam

5.1

52

5.3

54

5.5

551

5.52

' 5.5.3

58

5.7

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

The Employes accepts that the purpose of the performance management
systern willi be to provide @ comprehensive system with specitlc
perfarmance standards to assist the Employer, management and municipal .
staff to perform to the standards required.

The Employer will consult the Emplovee about the specific performance
standards that will be included [ the performance management system as
applicable to the Employee.

The Employee undertakes to actively focus towards the promotion and
implementation of the KPA's (including speclal profects relevant to the
employee’s responsibilities) within the local government framework.

The criteria upon which the performance of the Emplayee shall be assessed
shall consist of two components, Key Performance Areas and core
Competency Reguirements, both of which shall be contained In the

- Performance Agreemant.

The Employes must be assessed against both components, with a
waighting of 30:20 allocated to the Key Performance Areas [KPA's) and the
Core Competency Requirements {CCRs) respectively.

KPA's covering the maln areas of work will account for 0% and CCRs will -
account for 20% of the final assessment.

Each area of assessment will be weighted and will contribute a speciic part
to the total score.

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 30% of the overall assessment result as per the &
welghtings agreed ta batween the Emplayer and Employee:

Key Fetformance Araas (KPA's) Weighting
Spalial Rationale g
Service Dalivary M4
Financial Viability I T
Local Econsmic Devalspment Nf&,
Municipal Transformation and Organisationsl Develogment 40%

Good Governance and Public Parficipation 60%

Total 100%

Manager's responsibilities are also directed in terms of the ahovementioned
key performance areas. In the case of managers divectly accountable to the
Munlcipal Manager, other key performance areas related ta the funetlonal
area of the relevant manager can be added sublect to negotiation betwean
the municlpal manager and the relevant manager.



58 The Competencies will make wp the other 20% of the Employee's .
assessment score. The competencles as prescribed by Regulation 21 of
2014 {Annexure A) and the applicable weightings out of 100% are indicated

belcw:
: _Competencles Components. . R wrelghtmg%
1 Leading comgetencles

Strateglc = Impact and Influence 1004
Directian and = Institutional Performance Management
Leadership » Strategic Planning and Management

= Organisational Awarenass
Pecple #* Hurman Capital Planning and Development 10%
Management * Diversity Management

» Emplayee Relations Management

» Negotiation and dispute Management
Programme * Programme and Project Planning and 102
and Project Implementation
Managewment | » Service Delivery Management

* Programme and Project Weonitoring and

Evaluation
Financlal . Eudgﬁt Planning and Executicn 0%
Management = Financial Strategy and Delivery

* Financial Reporting and Monitoring
Change « Change Vision and Strategy 10%
Leadership * Process Design and improvement

* Change Impact Monitoring and Evakuation
Governance * Palley Formulation _ 10%
Leadership * Risk and Compliznce management

+ Capperative Governance
Core Competencles
Moral competence 5%
Planning and Qrganising 10%

" ﬁ.na'lvsis and Innovation 10%

Knowledge and Information Management 5%
Communication ' S Go
Results and .l.:!.ualit'.r Focus 5%
TOTAL WEIGHTING! ) 100%




' 6.

Evaluating
Performance

6.1
6.1.1
6.1.2

5.2

6.3

64

. 6.5

'G.5.1

{a)

(b}

fc}

6.5.2

{a)

o)

{c)

{d}

§.5.3

6.0

The Performance Plan {Annexure A) to this Agreement sets out :
The standards and procedures for evaluating the Employee's performance.
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,

Persanal 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 [DP

The Annual performance appraisal will involve:

Assessment of the achieverment of results as outlined in the Performance
Pilan:

Each KPA should be assessed according to the extent ta which the specified
standards or performance indicators have been met and with due regard to
ad hos tasks that had to be performed under the KPA.

Values are supplied for KPI's and Activities under each KP4 as part of the
Institutlonal Assessment. Based on the Target for an activity or KPI, over or
under performance are calculated and converted to the 1-5 point scale
automaticatly. These scores are carried over to the applicable employee's
performance plan. During assessment, the employes has a chance to -
submit evidence of performance where a disagreement.

The applicable assessment ratings and scores will caleulate & flnal KPA
sCore. :

Assessment of the Competencies:

Each Competency should be assessed according to the extent to which the
specified standards have been met,

An indicative rating on the flve-point scaie should be provided for each |
Competency.

This rating should be multiplied by the welighting given to each
Competency during the contracting process, to provide a score.

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

Ouerall rating:

An owerall rating Is calculated by using the applicakle assessment-rating
calculator. Such owverall rating represents the outcomes of the various
weighted ratings contained In the performance Plan which represents the
outcome of the performance appralsal.

The assessment of the performance of the Employee will be hased an the
followlng rating scale for KPA's and Competencies:

6



7. Schedule for
Performance
Revlews

Rating Terminology Description _ % Score

Performance far exceeds
the standard expected of 167
an empioyee at this level.

Cutstanding
performance

Perfor mance is
significantly higher than
the standard expected in
the job.

Ferformance
significantly above
expectations

133 - 166

Performance fully meets
Fully effectiva the standards expected in 100 - 132
alt argas of the job.

Performance |s below the
standard required for the
Ferfermance notfully | job  in key  areas,
effective Performance meets some
of the standards expected
for the |oh.

&7 -99

Performance does not
mest  the  standard
expectad for the Job, The
employee has falled to
demonstrate the
commitment or ability to D—66
bring performance up to
the level expectad in the
job despite management
efforts to  encourage
improvement.

Unacceptrable
performance

6.7

6.7.1
6.7.2
6.7.3
6.7.4

6.8

- 7.2

1.3

For the purpose of evaluating the performance of the manager reporting to
the municipal manager, an evaluaiion panel constituted of the followlng
persens must be established-

Municipal Manager .
Chairperson of the performance audit committes
WMember of the mayoral committee

Municipal manager from another municipality

The manager responsible for human resources of the municipality must
provide secretariat services to the evaluation panels referred to in sub- |
regulations (d) and (&), i

The performance of 2ach Employee in relation to his / her Perfarmance
Agreement shall be reviewsed within the monih following the guarters as
indicated with the understanding that reviews in the first and third quarter
may be verbal if performance 15 satisfactory:

First quarter : July = September 2014 {Cctober 2014)
Second quarter :October - December 2014 anuary 2014)
Third quarter : January — March 2015 {April 2015)
fourth quarter : April - June 2015 {July 2015}

The Employer shall keep a record of the mid-year revtew and annual
assessment meetings.

Perfarmance feedback shall be based on the Employer's assessment of the

7



10,

11,

Cevelopmental
Requlrements

QObligations of
the Employer

Consultation

Management of
Evaluatlon
Outcomes

7.4

7.5

Ernployee’s performance.

The Emplover 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 kefore any such change is made,

The Employer may amend the provisions of Annexure A whenever the
performance managemant 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.

. The Personal Development Plan (POP) for addressing developmental gaps is
. afttached as Annexure B.

8.1

. 9.1.1

8.1.2

9.1.3
9.1.4

9.1.5

101

. 10.1.1

10.1.2

“10.1.3

10.2

11.1

112

The Employer shail:

Create an enabling environment to facilitate effective performance by the
employes.

Pravide access to skills development and capacity building opportunities.

Work collaboratively with the Emplayes to solve problems and generate
solutions to common problems that may Impact on the perfoarmance of the
Employee.

On the request of the Employee delegate such powers reasanably required
by the Employee to enable him f her to meet the perfarmance objactives
and targets established in terms of this Agreement.

Make avsilable to the Employee such resources as the Employee may
reasanably require from time to time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

The Emplayer agrees to consult the Employee timeously where the :
exerclsing of the powers will have amengst others — :

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

Commit the Employee to implement or to glve effect to a decision made by
the Employer.

A substantial financial effect on the Empioyer.

The Employer agrees to inform the Employee of the cutcome of any
decisions taken pursuant to the exercise of powers contemplated in 10.1 as
5000 as is practicable to enable the Employee to take any necessary action
without delay.

The evaluation of the Employvee's performance will form the basls far
rewarding outstanding perfermance or correcting  unacceptable
perfarmance,

A performance bonus of between 5% to 14% of the afl-inclusive annual
remeneration package may be pald to the Employee in recognition of
cutstanding performance to be constiiuted as follows:



12, Dispute

Resalution

13. Generaf

113

1121

1132

121

12.2

131

13.2

% Rating Over Performance % Bonus

130 -133.8 5%
13391376 6%
137.7-1414 i 7%
141.5 - 145.2 8%
145.3 - 149 99
- 150 153.4 10%
1535-1568 | 1%

156.9— 160.2 12%
160.2 — 163.6 13%
| 163.7 - 167 14%

In the case of unacceptiable performance, the Employer shall:

Provide systematic remedial or developmental support to assist the
Ernployee to improve his or her performance. :

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 fo
terminate the contract of employment of the Employee oh grounds of
unfithess or incapacity to carry out his or her duties.

Any disputes about the nature of the Employee’s performance agreement,
whether it relates to key responsibllities, priorities, methods of assessment
and/ or any other matter provided for, shall be mediated by the mavor
within thirty {20] days of recelpt of a farmal dispute from the employee,
whose decision shall be final and binding ¢n both parties. The decision of
the mediator {Mayor) shall be final and kinding on bath parties whose -
decision shall be final and binding on hoth parties.

Any disputes about the outcome of the employee’s performance svaluation,
must be mediated by a member of the municipal council, provided that such
member was not part of the evaluation panet provided for In sub-regulation
27{4) {2 of the Municipal Performance Regulations, Regulation 805 of 2006,
within thirty {30) days of receipt of a formal dispute from the employee. The
decision of the mediator shall be final and binding on both parties whose -
decislon shall be flnal and binding on both parties. '

The contents of this agreement and the outcome of én’yr review conducted in
terms of Annexure A may be made available to the publlc by the Employer.

Mathing in this agreement diminishes the obligations, duties or ;
accountabilities of the Employee in terms of hisf her contract of
employment, or the effects of existing or new regulations, circulars, ¢
policies, directives or other instruments. :



1 14. Signatures

Thus done and slgned at @eﬁ%’l’q{ﬂ:m this thep?‘! day ufjs.{yf. ..... 2014,

AS WITNESSES:

ENMPLOYEE

10



Annexure A
Personal Performance Plan

Name: Adv. MB Malgato
Position: Executive Manager Corporate Support Services
Accountable to: The Municipal Manager

Plan Period: 1 July 2014 — 30 June 2015

-
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1. INTRODUCTIOM

FURFOSE:

The parformance plan defines the Councils expectations of the employee’s parformance agreement to which this document is attached and Section 57 {5}
of the Municipal Systems Act, which provides that performance objectives and targets must be based on the key performance indicators as =et in the
Municipality's Integrated Development Plan (IBP) and the Municipality's Service Delivery and Budget Implementation Plan [SDBIF} and as reviewed annually,

STRATEGIC ALIGNMENT:

The Chjects of Local Government as cutlined in the Constitution, Key Performance Areas {KPAs) as outlined in the Local Government: Municipal Planning and
Ferformance Management Regulations (2001} inform the strategic objectives per BSC perspective and the ultimate outcomes to be achisved are listed in the
table helow. The indicators and targets are aligned to coniribute to the achievement of the objectives over the longer term, in so far it is relevant to the
functions of the em ployee.

DBJECTS OF LOCAL GOVERNMENT d KPA Stratemic Objactive

Provide demeocratic and accountahle governmant for | Financial Viahility Enhance revenue and financial management

local communities Good Governance and Public Participation Responsible, accountable, effective and efficient
corporate govemance

Encourage the involverment of communities and Capacitate disadvantaged groups

COMmMMUNItY crganisations in the matiers of [ocal Teansformation and Organisational Development Provide guality and well maintained infrastructural

government services it all runicipal areas

Improve Tunctionality, performatce and
professicnalism

Promeote a safe and healthy environment . service Delivery and Infrastructure Protect the ervironment angd improve community
Ensure the provisian of services ta enmmunities in a well-baing
sustainable manner,
Pramote social and economic development Local Econinic Developiment Create a conduclve enviranmeant far businesses to
inwest and prosper
Spatial Ratianale Rational planning te bridge first and secand

eeonomies and provide adequate land for
_ development
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in the day to day activities, the emplayee iz also required to contribute to the achievements of the following operational ebjectives and strategies:

Administration

at all times

carmittess by Spaaker

» Review delegation of powers
and lunctions reparding
constitutional and other
legislative delegated povwers

& Tirmeous subinissicn of Councl
items

= Adherenca to meeting
schedulas and standing orders

programmes through specific
training and knowledse
sharing workshops

& Manitoring ofthe
functionality of portfolio
conmmittess by Speaker

= Timeous submission of Council
items

» Adherence to meeting
schedules and standing orders

programmes through specific
training and knowledge
charing warkshops

& Montoring of the
functicnality of portfolio
committees by Speaker

» Timeouws submission of Council
items

» Adherence o0 meeting
schedules and standing ordears

PROGRAMIMES | PROGRABME OBIECTIVE IMPAEDIATE STRATEGIES {1-2 SHORT TERM STRATEGIES {3-5 RIEDIUM TERM STRATEGIES (5- LOMG TERM STRATEGIES (10
f FOCUS AREAS ' ¥RS) YRS} 11 YRS} YRS+
Records and s To ensure safe keeping & Training Waorksop with = Implementation of the w Fully fledged Integrated and a Expansion of archive system
Archiving o1 cauncil divisicns regarding archiving NMunAdmin clectronic system automated information and to cope wilh growth as 3 city
documentatian at all processes in phiases archiving system municipality
times = Automation of archiving
systemn, including proper
managcment information
syslEm
= Provide effective and safe
starage space for
) | docurmentation _
Bovernance = To have full functionaltty | » Konitoring of the » Capacity building of » Capacity building of » Capacity building of
and of all council committces functionality of portfolic councillors an cauncl related councillors on council related councillors on councl related

programmes through spegific
training and knowledge
sharing workshops.

& Manitering of tha
functionality of partfolio
committees by Speaker

» Timeous submission of Councdii
iterms

+ Adherence to mesting
schedules and standing orders

IT and support

» Toenszure that IT
sysleins are secure and
cammuprication is
efficicnt

& Capacitate T Unit.

# Increase broadband capacity
by means of acquiring
additional data line

» Establizh separate [T Division

= {ontinuously capacitate the
unit and upgrade electranic
systems and hardware

» Continuously capacitate the

unit and upsrade electronic
systems and hardware

@ Continuously capacitate the
unit and upgrade electranic
systems and hardware
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| PROGRAMMES
fFFOCUS AREAS

FROGRAMME CBIECTIVE

IMMEDIATE STRATEGIES (1-2
YRS}

SHORT TERM STRATEGIES [3-5
YRS}

MEDIUM TERM STRATEGIES (5~
10 YRS

LONG TERM STRATEGIES (10
YRS+

Labour
Relations and
EAP

& Naintaining harmonious
employrment relations by
rrinimizing grievances,
disputes and locally
initiated [abour action

» To continuously enforce
code of conduct and
disciplinary cods

+ Building capacrty threugh

training and workshops with
managers, divisional heads
angd supervisors in labour
relation and human resource
management matters
Estahlish functional EAP
function and development of
an EAP paolicy

Having regular LLF meestings.
Create awareness amongst
staff an code of conduct
Ensure that grievances are
resolved speadily

Enfereing discipline
Managers, divisivnal heads
and supervisors to undereo
Kanagement Development
Programmme which includes
training ob ow to kandle
Gisciplinary and grievance
procedures

Development and implement
change rmanagement strategy
Anplication of disciplinary
proceduras and actions

» Annval team building sessions

* Implementation of EAP Policy
* Having regular LLF meetings.
* {reate awareness amongst
staff on code of conduct
Ensure that grievances are
resolved speedily

Enforcing discipling
Application of disciplinany
procedures and actions

»

Annual team building sessions

Imptementation af EAF Faolicy
Having regular LLF meestings
Create awareness amongst
staff on code of eonduct
Ensure that grisvences are
resalved speedily

Enforcing discipline
Application of disciplinary
procedures and actions
Annual team building sessians

» [mplementation of EAP Palicy

» Having regular LLF meetings

= Create gywarengss amangst
staff on code of conduct

# Ensure that grievances are
resalved speedily

» Enforcing disciplne

« Application of disciplinary
procedures and actions
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| PROGRAMPAES
I fFOCUS AREAS

PEOGRANME OBIECTIVE

IMMEDIATE STRATEGIES (1-2
¥YRS)

SHORT TERM STRATESIES (3-5
YRS)

MEDILUM TERM STRATEGIES (5=
10 ¥RS)

Legal Services

* To minimise
unwarranted htigation
and litigation costs

« Conduct infarimation
dissemination warkshaps with
all relevant officials cwory six
manths

» Monitoring the compliance to
|egislation by departments.

* To develop and implenent
control measurcs to ensure
complignce

¢ Reduce litigation costs

« Conduct information
dissemination waorkshops with
all relevant officials every six
months

= fonitoring the compliance to
legislation by departments

* To develop and implement
conirol imeasures to ensure
compliance

& Nonitoring the compliance to
legislation by departments.

= To develop and implement
control measures ta ensure
compliance

* Soparating property
management function fram
legal division

& Properly resource legal

YRS

LOMG TERM 5TRATESIES (10

= Wonitoring the eompliance to
legislation by departments

& Tor develop and implernent
control measurss to ansurg
compliance

» Extension of legal services ta
all departments

By-laws

* Toensure that relevant
by-laws are in place and
updated as and when
naeded

v |dentification of applicable biy-
laws in jurisdiction and
develapment thoreod

+ Capacitate enfarcement
officers

= ldentification of applicable by-
laws in jurisdiction and
developmont ithereof

& Capacitate enforcement
officers

= [dentiflcation of applicable by-
[aves Tn jurisdiction and
development thereof

+ Capacitate enforcement

officars

» |dentification of applicable by-
lawes To jurisdiction and
development therenf

& Capacitate enforcement
officers

Froperty
Managemant

* To maintain a credible
fixed asset register

& Facilitate name change on
propery deeds register
Review and implement
property manapement policy

& fequisition of land far building
ity

» Efficient management of
municipal property

» Efficient management of
rmunicipal property

[nterms of Regulation 21 of 2014, Local Government: Regulations on appointment and conditions of employment of senior managers?, focus shoufd also be
an applying the eight Batho Pele Principles®.

The Batho Pele principles are as follmws:

! Rerulation 21 of 2014, Local Goveromenl: Regulalions on appointment and conditions of employment of seninr managers is available on: www gpwonline co.za
? Batho Pele Principles are available on: hitp: / fvnww ipid.gov.za/abour 20us fbatho_peleasp
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Praviding information:

As a requirement, available information about services should be at the point of delivery, but for users wha are far from the point of delivery, other
arrangements will be needed. In line with the definition of customer in this document, managers and employees should regularly seek to make information
about the organisation, and all other service delivery related matters available to fellow staff members.

Openness and transparancy:

A key aspect of openness and transparency is that the public should know more about the way national, praovincial and local government institutions
operate, how well they utifise the resources they consume, and whao is in charge. It is anticipated that the public will take advantage of this principle and
make suggestians for improvement of service delivery mechanisms, and to even make government employees accountable and responsible by raising
gueries with them.

Redrass:

This principle emphasises a need to identify quickly and accurately when services are falling below the promised standard and to have procedures in place
to remedy the situaticn. This should be done at the individual transactional level with the public, as well as at the organisational level, in relation to the
entire service delivery programme.

Puhlic servants are encouraged to welcome complaints 8% an opportunity o imprave service, and to deal with complaints so that weaknesses can be
remedied quickly for the good of the citizen.

Valus for maney:

Many improvements that the public would like to see often reguire no additional resources and can sometimes even reduce costs. Failure to give a member
of the public a simple, satisfactory explanation to an enquiry may for example, result in an incarrectly completed application form, which will cast time to
rectify.
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of review _

KPA STRATEGIC PROGRAMME | ID | INDICATOR TITLE METHOD OF BASELINE | TARGET {41 | TARGET TARGET TARGET
OBIECTIVE J EOCUS AREA CALCULATING {JUL-SEPT} | Q2 (OCT- | Q3 (JAN - 4 {APF. -
DEC} MAR] JUN}
KPAS: Improve Labour M | Number of EAP Count the Mumber of Mot Mot 1 1
Transfarmation | functionality, Relations and | _ ' policies developed EAP policies applicable applicable i
and performance EAF & | and approved by developed and - this quarter | this
{reganisational and 7 | Council approved by Council guarter
Development professionalism 3
KPAS: Improve Labour i1 | Number of LLF Count the Number of 3 5 7 10
Transformation | functionality, Relations and _ | mesatings held ¥TD LLF meetings held
and performance EAPR [ YT
Chrganisational and 7
: Development prafessionalism i B N
KPAS: Improve Labour M | Ermployes Calculate the gverall Mot Mot 0% S0%
Transformation | functionality, Relations and _ | Satisfaction rating employee applicable applicable
and performance EAF 6 satisfaction rating this quarter | this
Crzanisational and 7 obtained from all quarter
Development professianalism 2z completed employee
zatisfaction surveys
received from
i employees
KPAS: Improve Occupational K | Number of OHS Count the Number of Mot Mot 1 i
Transformation | functionality, Health and _ | audits conducted {OHS audits applicable applicable
and perfarmance Safety 6 | annualiy conducted annually this gquarter  this
Organisational and 8 yuarter
Development prafessionalism Y
| KPAS; Improve Training and i | Nurmber of interns Count the Number of 10 10 10 10
Transformation | functionality, Development _ | employed interns in the .
and performance & temparary
Orzanisational and 8 employment of the
Development professicnalism 7 municipality at time  ;
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KPA STRATEGIC FROGRAMME | 1D | INDICATOR TITLE METHOD OF BASELINE | TARGET Q1 | TARGET TARGET TARGET
QBIECTIVE f FOCUS AREA CALCULATING (JUL - SEPTY : Q2 {OCT- | 43 [JAN - 4 {APR -
DEC) WIAR} JUN)
KPAB: Good Responsible, Governance i1 | Number of Count the Number of 1 21 1 1
Governance and | accountable, and _ | delegation of powers | delegation of powers
Pablic effective and Administration ! & | and functions and functions
* Participation efficient © 5 | reviewsd to be in reviewed to be in
corporate 6 | line with line with
EOVErnance Constitutional Constitutional
requirements requirements .
KPAB: Good Responsible, ITand Support | M | Number of ICT Caunt the Murmber of | 11 Mot Mot 11 ‘11
Governance and | accountable, _ | related policiesand | 1CT related policies applicable applicable
Public effective and 1 | plans reviewed ¥TD | and plan: reviewed this guarter | this
Participation efficient 3! ¥TD . quarter
corparate 5
governance
KPAG: Goad Responsibie, | Legal Services | M | Number of litigation | Number of litigation 2% 209 20 2084
Governance and | accauntable, _ | cases against the cases against the
Public effertive and & | municipality settled municipality settled
Participation efficient 6 | YTD/ number of YT / nurnber of
corporate I | litigation cases litigatian cases
Eovernance against the against the
municipality YTD as reunicipality YTD as
Percentage Percentage

15




91

dauEUNBADE
: 1euadios
sepugBe SEpU=Se sepuzge | £ aps | uvogedrnleg
1oy Japuig 1oy 1apg an[F a4y Japulg angE suane1enty 8] SepUady AUE 2111245 agnd pue
2N|5 10 Alan|2p 1o fAumngap pue 40 L3R puE - g5azoud | auyaspulg [FEalul=Ny TN iy ‘B|YPIUROXIE | aIUBMISAOD
pUE Fu1sEy 10y OO Huiseyrang ST Tuiseung | 00T JUFEINIoL 4 0T FIOE/ELLE | d N9 | pPUE 23UEWIZAOD Fllsuodsay | pooD igvdy
AoV LIAAE
FUOISIAZ[F] ST LALE R SUaIS AT ajelodaos
Uazlas By EEEN u 3 1 g Uaadons 31 7 g wapwR | uopediue
£ 1o UolEe||E15UuL JO IO [R5 4O VONE[[E]5UI suoneinh o {nn PUE an ] T= = QN pUE ¢
PUE Alzan=p pue Alanep AUE Alaa) = - sadcd - SUERIS U5 L g S|gRIUNOTNE | FIUBWIEADY
‘Berszyalng WENT SuaIsEy 1IN SEODT ‘AUselaand | %ot UBLUTINICL “. %0T FIOCSETIE [ d Hg 7 | pue 21uEutzMOD “agisucdsay poO0S 9% dH
' ) ) SIUEW FA0T !
J3UEs[ JauEss laueas | atesoding _
A Jeqaa| Nla TWE L il daa) JEon| iy ! Wentys | uopedoipeg |
10 vane|esu) 10 uoie|(|EISU 46 Lo 1| |E1su) suopElonb i : puz Bameya agqng pue i
puz Aaonap PUR AJSnES puE fuon=p - saanadd | jsuEAa a1 UORELSMIWIDY ‘A[EILNOIZE | SOUBLISADD
‘Buiseymng WOOT Bsayalng wOoT Busey it | RO0T TR YT FIOLSETTIE : d IO X T frUE 3IUEUBnGs ‘B)qsuodsay [alalal it )|
. o . i ouEwanod
. . erodion
siBlEgn | SISUES|] FIEIELET ¥ WREHLE | uanedipaled
LUNNZER, WNhaes 7 LURRIEA 7 suoirjonb a SIBUES}] [UE Baza s 3|gitd puUE
T o fanRp Jo Manpp pue 1o Aranep pue - soeoond - TNNARA UCrensuILpy ‘IQEIUNDODE | FIUELIZADSD
[UE SUISE DT WOIT Huiseyzing GOOE Burseyaing | wogy UEwEINI01 ST FIOZETIC | d X7 | puE asueuIRnOD BImsuadsay | pooD aydy
INCLSTINN B0¥d ANQLSITIW SoHd ANQLSIUW | B0Ed INOISTIW | 20¥d | [afrowfoa) | -
£ ALIALLDY % { ALIALLY | % § ALY % £ ALALLYY % ava (o YN YIEY S04 JAIL3AMA0
F HIIWYND . £ Y3LUYnD Z ¥11EvnD | THIHYND | NOILIHINOD (N LAroyd J INWYIO03d ERIVHILS Lk

IMOND4 U0 WGCR) pUB uawWa|dun o) s|gistadsal 51 aadoidws ayz yoiys 1oy syxaload ayy

NY1d SYHOM TV1IdvD a3v13a

v



KPA STRATEGIC PROGRAMME / | PROIECT M [ COMPLETION | QUARTER 1 QUARTER 2 QUARTER 3 QUARTER 4
ORIECTIVE FOCUS AREA MAME O | DATE % ACTIVITY f % ACTIVITY f % ACTIVITY f % ACTMITY /
. | (CD/MMAYY] | PROG | MILESTONE PROG | MILESTONE FROG MILESTONE PROG MILESTONE
KRAG: Good Responsible, ;| Governance and | Construeti P o30/06/2015 0% Wot applicable | 10% Advertise for 504 Construction 10008 Constroctian af
Governance | accountable, Administration | onof 5afe | this quarter Constrction of safe safe and
and Public effective and a ¢ and completian
Participation | efficient & Appaintment
corporate of
EQvErnance o Contractars. .
KPAG: Good | Responsible, | ITand Support - Hardware | F | 31/12/2014 | 10% | Develop 100% | Purchased and | 100% | Purchasedand | 200%  Purchased and
Govemance | accountable, {Printers, _ | specifications delivery delivery delivery
and Public effective and Computers | 0 - and adveartisa
Parlicpation | effAcient , SCRNNErs 9
corporate and
Zovernance laptops) ;
¥KPAG: Good | Respansible, ITand Suppert | Antivirus ;) B | 31/03/2015 0% Mat applicable | 0% Mot applicable | 100% Renewal of 100% Reneawal of
Governangce | accountsbils, Renewal _ this guarler this guarter antivirys - antivirus
and Public effeclive and 1 software softurare
Participation | efficient ! 1
corporate i ;
. SOVEIMANCe i
KPAS: Good Responsiblc, IT and Suppart Seryer P | 31f12/2014 1084 Develop 30% Procurement 100% Installation 100%% Instaliation
Governance | accountable, room _ specifications Processes
and Puplic effective and upgrade(U | 1 and zdvertise
Participation | efficient P58 1
corporate : Biametrics) :
£rvErmance o o ;
KPAB: Good | Responsible, IT and Support hicrose it F | 3141272014 10% Procurement 1004 | Arcquire more | 100% Acquire more | 100% Acquire more
Govertiance | accountable, Licchses _ Rrocasses MS Office mS Oifice w5 Office m
and Public effective and 1 licenses licenses licenses
Participation | efficient 2 1
corporate i
ZOVErNANGE
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5. COMPETEMCIES

Aceording to the leading and core competencies as prescribed by Regulation 21 of 2014 the employee shauld conform ta and will be assessed and
evaluated against the following:

» Frocess Decign and improvement
+ Change Impact Monitaring and Evaluation

levels in order to successfully drive and implement new
intiatives and deliver professional and quality services to the
community

Competencies Components Lompetency Definition Weighting %
{total 100%)

Leading competencies
Strategic Direction and + Impact and Influence Provide and direct a vision for the institution, and inspire and 1%
Leadership » [nstitutional Performance Management deploy others to delivery on the strategic institutional mandate

* Strategic Planning and Management

» Organisational Awareness
Feople Management = Human Capital Planning and Development | Effectively manage, inspire and encourage peaple, respect 10¥4

= Diversity Management diversity, optimise talent and build and nurture relationships in

= Employee Relations Management order io achfeve institutional okjectives

= Negotigtion and dispute Management
Frogramme and Project | » Programme and Project Planning and Ahle to understand programme and project management 10%
tanagement Implementation methodology; plan, manage, monitor and evaluate specific

» Service Belivery hManagement activities in order to delivery cn set ohjectives

= Programme and Project Monitoring and

. Evaluation

Financial Managemeant * Budget Planning and Execution Able ta compile, plan and manage budgets, contral cash flow, 10%

* Financial Strategy and Delivery instifute financial risk management and administer

= Financiat Reporting and Monitoring procurement processes in accordance with recognised financial

practices. Furtherto ensure that all financial transactions are
i managed in an ethical manner

Change Leadership « Change Vision and Strategy Able to direct and initiate institutional transformation an all 10%
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8. SUMMARY SCORECARD

In terms of Regulation 805 of 2006, the employee will be scored on a ratio of B0% Tor key performance areas (KPAs) and 20% for competency requirements.
Itis also required that the KPAs relevant to the employees functions also be weighted in terms of importance out of a total of 100%, contributing to the
BO% contribution to KPAs. It is also necessary o allocate weightings amongst KPls and projects whers redevant. & summary of the total weightings are
indicated below:

KPA KPI f PROIECT ASSESS
POSITION OUTCOMES/QUTPUTS WEIGHTINGS WEIGHTING WEIGHTING

Key Perfarmance Areas B0%
Spatial Ratianale WA KPl's MNSA
Service Delivery and infrastructure M KPI's M/
Finaneial Viability [ P KP|'s N/&
Lecal Economic Development NiA KPI's M/
Transformation and Organisational Development A0% KPI's 100%
Good Governance and Public Participation G0% KFI's ol

Frojects 109
Total 100%
Competency Reguirements 20%
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8. PERFORMANCE ASSESSMENT PROCESS

The following steps will be followed to ensure a fully participative and compliant parformance assessment process is adhered to.

1
L1

1.2
1.2.
1.4,
1.5
2,

3.

3L
3.2
3.3
34

3.5

5.
6.

7.

Performance Assessment:
Formal assessment between employee and employer will take place twice a year to measure the performance of the employee against the agreed
performance targets for the half yearly and yearly assessments respectively.
Actual performance against the targets will be captured in preparation for the assessments.
Scores of 1-5 will be calculated based upon the progress against targets.
KPl's and targets are audited before assessment date and their findings must accompany the Performance Plans.
The employer must keep a record of the mid-year assessment and annual assessment meetings.
The employee being assessed will compile a portfolio of evidence confirming the leve! of performance achieved for a given assessment period and
made available to the FPanel on request. One independent person may be assigned to act as an Oksenvar.
The process for determining Employee ratings are as follows:
The panel to rate the achievement for the KPI's on a 5 point scale. Decimal places can be used.
The employee to motivate for higher ratings where applicable,
The panel to rate the emplayes’s core com petendy reguirements an the 5 point scale. Decimat places can be used.
The panel scores are averaged to derive at a total score per KP1 f Activity / Competencies. Overall scores are caleulated by taking weightings into
account where applicable.
The final IKPA's rating will account for 80% of the final assessment total. The Competencies are to account for 20% of the final assessment total.
The five point rating scate referred to in regulation 805 correspond as foltows:
Rating: 1 2 3 4 5
% Score: -66 67-99 100-137 133-166 167
The assessment rating calculator is used to calculate the overall % score for performance.
Annual perfermance evaluation to determine the final ratings and scores as well as recommend perfarmance banuses will be conducted by the
appropriate panel as constituted by Regulation 805 of 2006.
The perfarmance bonus percentages described in the performance agreement will be calculated on a sliding scale of the all-inclusive remuneration

package as indicated in table balow:

% Rating Over Performance % Bonus
130-1454% 599
150% and ahove 10-14%
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2. APPROVAL

The process followed ensures individual alignment to the strategic intent of the institution and gives clear direction on what neeads ta be achieved through a
self-directed approach to execute on the objectives, to build sound relationships, to develop human capral and to strengthen the organisation through
excellent performance. This plan has derived from intense workshopping to ensure integration, motivation and seff-direction. The employer and employee
both have responsibilities and accountabilities in getting value from this plan. Meither party can succeed without the support of the other,

Undertaking of the amployer Undertaking of the employee

On behalf of my organisation, | undertake to ensure that a work
environment conducive for excellent emplovee performance is established
and maintained. As such, | undertake to k=ad to the best of my ability,

| herewith confirm that | understand the strategic importance of my position
within the broader organisation. | furthermore confirm that | understand the
purpose of my position, as well as the criteria on which my performance will

cammunicate comprehensively, 2nd empower managers and employees.
Employees will have access to angeoing learning, will be coached, and will
ctearly understand what is expected of them. 1 herewith approve this

be evaluated twice annually. As such, | therefore commit to do my utmost fo
live up to these expectations and to serve the arganisation, my superiors, my
tolleagues and the community with loyalty, integrity and enihusiasm at all

Performance Flan. times. | hereby confirm and aceepi the conditions to this plan.

Signed and accepted on behalf of Council; Signed and accepted by the Employee:

DATE:

25
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Competencies Basic Competent Advanced Superior
People » Participate in team goal- | = Seek opportunities to increase team | » |dentify ineffective team and « Develop and incorporate best
hManagement setting and prohlem- cantribution and responsibilitys waork processes and recommend practice people management

solvinge Interact and
collaborate with people of
diverse backgrounds=
Aware of guidelines for
employee development,
but requires support in
implementing
development inftiatives

Respect and suppoer the diverse
nature of others and be aware of the
benefits of a diverse approach=
Effectively delegate tasks and
empower others to increase
contribution and execute functions
cpimally= Apply relevant employee
legislation fairly and consistantiye
Facilitate team goal-setting and
problem-salving= Effectively identify
capacity reguirements to futfil the
strategic mandate

remedial intervehtionz= Recognise
and reward effective and desired
behaviours Provide mentoring and
guidance to others in arder to
increase personal effectivenesse
|dentify develapment and learning
needs within the tarm= Build a work
envirpnment canducive to sharing,
innovation, ethical behaviour and
professionalisme Inspire a culture
af parformance excelience by
giving positive and constructive
feedhack to the team e« Achieve
agreement or consensus in
adversartal environments+ Lead
and unite diverse teams across
divisions to achieve institutional
objectives

processes, approaches and tools
across the institution= Fostera
culture of discipline, responsibility
and accountability=Understand the |
impact of diversity in performance
and actively incorporate a diversity
strategy in the instituiion=Develop
comprehensive integrated
strategies and approaches to
human capital development and
management= Actively identify
trends and predict capacity
requirements to facilitate unified
transition and performance
management
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Competencies

Basic

Campetent

Advanced

Superior

Financial
Management

* Understand basic
financial coneepts and
methads as they relate to
institutional processes
and activities= display
awaraness Inta the
varipus sources of

. financial data, reporting

rmechaniams, financial
EOVErnance, Processes
and systemse Understand
the importance of
financial accountability+
Understand the
importance of asset
cantrol

« Exhibit knowledge of general
financial eoncepts, planning,
budgeting, and forecasting and how
they interrelates Assess, identify and
rmanage financial risks+ Assume a
cost-saving approval to financial
managements Prepare financial
reports bazed on specified formats»
Consider and understand the financial
implications of decisions and
suggestions+ Ensure that delegation
and instructions are required by
Mational Treasury guidelines are
reviewed and updated» |dentify and
implement proper monitering and
evaluation practices to ensure
appropriate spending against budeget

« Take active ownership of

planning, budgeting, and forecast
processes and provides credible

. answers to queries within awn
responsibilitys Prepare budgets
that are aligned 1o the strategic

objectives of the
instituiion=Address complex
budgeting and financial
management concerns= Put

systems and processes in place to
enhance the quality and integrity

of financial management

practices*Advize on policies and

procedures regarding asset
cantral= Promote National

Treasury's regulatory framewark

for Financial Manazement

» Develop planning tools to assist
in evaluating and monitoring future
expenditure trendse Set hudget
framewaorks for the institution» Set
strategic direction for the
institution on expenditure and
other finarcial processess Build
and nurture partnerships to
improve financial management and
achieve financial savings= Actively
identify and implement new
methods to improve asset controle
Display professionalism in dealing
with financial daia and proceszes
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Competencies

Basic

Competent

_ Advanced

" Superior

- Governance
Leadership

= [¥splay a basic
awareness of risk,
compliance and
gavernance factoss but
require guidance and
development in
implementing sueh
requirements=Understand
the structure of
cooperative sovernment
but requires guidance on
fastering workable
relationships between
stakeholders=Provide
inpui into policy

" formulation

+ Display a thercugh understanding
of governance and risk and
compliance factors and implement
plans to address these» Demonstraie
understanding of the techniques and
processas for optimising risk taking
decizions within the

institutions Actively drive policy
formulation within the institution to
ensure the achievement of chjectives

 Able teo link risk initiative into key
institutionat objectives and
driverse |dentify, analyse and
measure risk, create valid risk
forecasts, and map risk profiles»
Apgly risk contral methadology
and appraaches to prevent and
reduce risk that impede on the
achievement of institutional
objectives* Demonstrate a
thorough understanding of risk
reiention plans» ldentify and
implement camprehensive risk

! management systems and
processese Implemeant and monitor
the formulation of policies, identify
and analyse constraints and
challenges with implemeantation
and provide recommendations for
improvement

« Demaonstrate a high level of
cammitment in complying with
governance reguirementss
implement governance and
compliance strategy to ensure
achievement of institutional
ohjectives within the legislative
frameworks=Ahle o advise Local
Government an risk managerment
stratesies, best practice
interventions and campliance
management* Able to forge
positive relationships on
coapergtive eovernance level to
enhance the effectivenass of local
government+ Able to shape, direct
and drive the formulation of
policies on a macre level
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Lompetencies

Basic

Competent

Advanced

Superior

Planning and
drganising

« Able to follow basic
plans and organise tasks
around set abjectivess
Understand the process of
planning and organising
but requires suidance and
development in providing
detailad and
comprehensive planss
Able to follow existing
plans and ensure that
objectives are mets Focus
on short-term objectives
in developing plans and
actions = Arrange
infarmation and resources
requeired far a task, but
require further structure
and arganisation

il

v Actively and appropriately organize
information and resources required
for a task«Recognize the urgency and
importance of taskse Balance short
and laps-term plans and goals and
incarporate intg the team’s
performance objectivess Schedule
tazks to ensure they are performed
within budget and with efficient use
of fime and resources= Measures
pragress and monitor performance
results

* Able to define institutional
objectives, develop comprehensive
plans, integrate and coordinate
activities, and assign appropriate
resources for successful
implementation» [dentify in
advance required stages and
actions to complete tasks and
projects= Schedule realistic
timelines, ohjectives and
milestones for tasks and projectss
Produce clear, detailed and
comprehensive pians to achieve
institutional objectivess Identify
pacsible risk factors and design and
implement appropriaie
cantingeney plans+ Adapt plans in
light of changing circumstancess
Prioritize tasks and projects
according to their relevant urgency

1 and importance

« Focus on broad strategies and
inifiatives when developing plans
and actions= Able to project and

~ forecast short, medium and long

term requirements of the
institution and local gowernmente
Translate policy into relevant
projects to faciliate the
achisvement of the institutional
ohjectives
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Campetencies Basic Competent Advanced Superior

Knowledge and e Collect, categorise and « |Use appropriaie information « Effectively predict future ¢ Create and support a vision and
fnfermation track relevant information | systems and technology to manage infermation and knawledge culture where team members are
tManagement required for specffic tasks | instituticnal knowledge and management requirements and empowered ta seek, gain and

and projectse Analyse
and interpret information
to draw conclusionss
Seek new sources of
information to increass
the knowledge bases
Regularly share
information and
knowledge with internal
stakeholders and team
members

information sharing> Evaluate data
from various sources and use
information effectively to influence

" decisions and provide solutions»

Actively create mechanisms and
structures for sharing of information»
Use external and internal resources
io research and provide relevant and
cutting-edge knowledge to enhance
institutional effectiveness and
efficiency

systems* Develop standards and
processes to meet future
knowledsze management needse
Share and promote best-practice
knowledge management across
various institutions= Establish
dccurate measures and monitering
systems for knowledge and
information managemeni* Create
a culture conducive of learning and
knowledge sharing= Held regular
knowledge and information sharing
sessions to elicit new ideas and
share best practice approaches

share knowledge and informations
Establish partnerships acrass local
gavernment to facilitate
knowledze management»
demonstrate a mature approach to
knowledge and information sharing
with an abundance and assistance
approachs Recognise and exploit
krowledge points in interactions
with internal and external
stakeholders
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Competencies

| Basic

Competent

Advanced

Superior

Results and
Quality Focus

» Understand quality of

warl but requires

guidance in attending to
important matterss Show
a basic commitment to
achieving the correct
resultse Produce the
minimum lgvel of results
required i the rales
Produce autcomes that is
of a good standard+

* Focus on high-priority actions and
does not become distracted by loweer-
priority activities » Display firm
commitmant and pride in achieving
the correct resultse Set quality
standards and design processes and
tasks around achieving set standards+
Produce cutput of high quality « Able
tc balance the quaniity and quality of
results in order fo achieve objectivess
hManitors progress, quality of work,

« Consisiently verify own
standards and outcomes to ensure
guality outputs Focus on the end
result and avoids heing distracteds
Demonstrate a determined and
committed approach te achisving
results and guality standards»
Follow task and projects through to
completionV Set challenging goals
and chjectives to self and team and
display commitment to achieving

» Coach and guide others to
exceed quality standards and
results» Drevelop challenging,

client-focused goals and sets high

standards for personal

performances Commit to exceed
the results and quality standards,

monitor own performance and

implement remedial interventions
when requireds Work with team
to set ambitious and challenging

team goals, communicating long-
and short-term expectations+ Take
appropriate risks to accomplish
goals« Dwercome seibacks and
adjust action plans to realise goalss
Focus people on critical activities
that yizld a high impact

expectations* kMaintain 2 focus on
quality cutputs when placed under
pressure= Establishing institutional
systems for managing and
assigning word, definfng
respansibilities, tracking,
monitering and measuring success,
evaluating and valuing the work of
the institution

and use of resaurces; provide status
updates, and make adjustments as
needed

Focus on the quantity of
output but requires
development in
incorporating the guality
of works Produce quality
work in general
circumstances, but fails to
meet expectation when
under prassure
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