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1. JOB DETAILS

Salary- Number 5009997

Location Bushbuckridge Local Municipality .~
Occupational Classification Executive . T
Designation Municipal Manager

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by Ceclilia Sylvia Nxumalo in her
capacity as the Executive Mayor (hersinafter referred 1o as the Employer or Supervisor)

And Cynthia Audrey Nkuna Employee of the Municipality (hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employment with the Employee in terms of
section 57(1) (4) 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”.

3.2. The Systems Act, read with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after
the beginning of each financial year of the municipality.

3.3. 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 iocal government policy
goals. '

3.4.The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement s to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to the employer's expectations of the employee-'s performance and
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accountabilities in alignment

with the Integrated Development Plan, Service

Delivery and Budget Implementation Plan (SDBIP) and the Budget of the

municipality;

4.3 Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement: :

4.4 Monitor and measure performance against set targeted outputs:

4.5 Use the performance agree

ment as the basis for assessing whether the

employee has met the performance expectations applicable to his or her job;

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

and

4.7 Give effect to the employers commitment to g performance-orientated
relationship with its employee in attaining equitable and improved service

delivery.

5. COMMENCEMENT AND DURATION

5.2 The parties will review the provisions of this Agresment during June each year.

The parties will conclude a ne

that replaces this Agreement at least once a year by not later than the beginning
of each successive financia) year.

3.3 This Agreement will terminate
employment for any reason.

on the termination of the Employee’s contract of

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

mentioned period to determine

5.5 If at any time during the valig

the applicability of the matters agreed upon.

ity 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
shall immediately be revised,

6. PERFORMANCE OBJECTIVES

Agreement are no longer appropriate, the contents

6.1 The Performance Plan (Annexure A) sets out-

6.1.1  The performance objectives and targets that must be met by the
Employee; and

6.1.2  The time fram
targets must b

8s within which those performance objectives ang
€ met.

elivery and Budget Implementation Plan (SDBIP)

and the Budget of the Employer, and shal include key objectives; key
performance indicators; target dates and weightings.
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6.2.1  The key objectives describe the main tasks that need to be done.

622 The key performance indicators provide the details of the
evidence that must be provided to show that a key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved,

6.24 The weightings show the relative importance of the key
objectives to each other.

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

implementation of the KPAs {including speciai projects relevant to the employee’s
responsibilities) within the locg| government framework.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

751 The Employee must be assessed against both components, with
a weighting of 80:20 ajlocated to the Key Performance Areas
(KPAs) and the Competency Requirements (CRs) respectively.

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

753 KPAs covering the main areas of work will account for 80% and
CRs will account for 20% of the final assessment.

7.5.4  The total score must determined using the rating calculator.

7.6 The Employee’s assessment will be based on his / her performance in terms of
the outputs / outcomes (performance indicators) identified as per attached
Performance Pian (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:

5




7.7 Summary Municipal Manager 2020/2021 SDBIP Key performance areas

Projection | Projectio | Projection plan

- plan &
. budget

T

* tal meeting

- to monitor

. performan ;
" ce

. hice

Functional Strategic . We KPI/ : Baseli . Amnual Quarter1 Quarter 2
: area objectiv ight = Measurem = ne target
es as per ent
the iDP Projection
plan &
budget
Infrastructur ' Enhance © 20% : 9 “100% , 100% 25%
e id : . improved in - improved
: Development . provision access to 2019/  access to
" and Basic of basic © 2020 . basic
: Service sustainab * services E/Y © services
. delivery ) i ¢ delivery . delivery
: . services : provision ! provision
. to the : ‘ 3
" Communi
‘Municipal | High P15% 1% | 100% : 100% i 25%
Institutional | performa |  improveme | imple | E
. transformati | nce - ! nton | mente I
i on and ! organizat ' ! performan | d PMS | ;
- organisation | ion j | cetargets | i
al | .| implement |
development ' | . ation ' |
' (Corporate ’ ; |
- Munmnicipal . Improve - 15% Reviewal of = Indige Approved -
. Institutional  d social . indigent nt * indigent
, transformati ' cohesion - register registe  register
- on and nad safe and policy  r by Council
organisation _ environm review ‘
- al ent er for
~ development 2019/
(Community . 2020
Municipal = Improve ' 20% | % 1 100% : 100% . | -.
Financial id - ! improveme : N :
Viabilityand | financial | : ntof ‘ ‘ E
management | mahagem ¢ financial
: ent of ! ~ viability
| BLM o
Good ' Improve - 7% Numberof 11 " 11 public - 7 public
governance d : public public  participati participati
and public confidenc participatio - partici  ons on ans
- participation e inthe nsonIDP  pation IDPtobe
| systems tobedone sheld ° done
- of local
governm
ent
Effecive . 8% | Number of 12 '3
and : . departmen . New . departme . department
efficient * tal meeting i ntal . al meeting
governan " to monitor | meeting - to monitor
e ‘ i perfarman | to i performanc
structure P e . monitor | e
s : . performa
nce
6

Quarter  Quarter4
'3

inplan& | & budget

budget

s _ ibg

EGET 100% e

|
- - ! Approved
indigent register
: dpublic L
participat
ionstohe
done
3 3 “ 'E 3 dep’aftmentél
departmen . departme meeting to

ntal monitor -
meeting : performance
to
monitor
performa ‘!




. Local
economic

. development
" (LED)

_ent

* Sustainab  15%

“le

. economic
growth
and job
creation

Improve |
d social
cohesion
and safe |
environm

H
S|

. Numberof 3781

. jobs

" created
from

- economic

© programm

&

%
. Improved

jobs
Create

. by

environme |
ntal health - |

and safety

June
2020

10%

' 3000 jobs

to he
created

~from

ecenomic
project

10% R

10000 1000

7.8 In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager, must
be subject to negotiation between the municipal manager and the relevant
manager.

7.9 The CRs will make up the other 20% of the Employee’s assessment score. CRs
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 CRs are compulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership v 5%
People Management v 10%
Program and Project Management v 5%
Financial Management v 5%
Change Leadership v 5%
Governance Leadership v 20%
CORE COMPETENCIES

Moral Competence v 10%
Planning and Organising v 10%
Analysis and Innovation v 5%
Knowledge and Information Management v 10%
Communication v 10%
Results and Quality Focus v 5%
Total percentage 100%

8. EVALUATING PERFORMANCE

8.1 The Performance Plan {Annexure A) to this Agreement sets out -

8.1.1 The standards and procedures for evaluating the Employee's performance; and

8.1.2 The intervals for the evaluation of the Employee’s performance.




8.5

8.2

8.3

8.4

Despite the establishment of agreed intervals for evaluation, the Employer may in
addition review the Employee’s performance at any stage while the confract 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 goals
and strategies set out in the Employer's IDP.
The annual performance appraisal will involve:

8.5.1

852

8.5.3

Assessment of the achievement of results as outlined in the performance
plan:

8.5.1.1 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.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
KPA.

8.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3

below) must then be used to add the scores and calculate a final KPA
score,

Assessment of the CRs

8.5.1.1 Each CR should be assessed according to the extent to which the
specified standards have been met.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
CR.

8.5.1.3 This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

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

Overali rating

An overall rating is calculated by' using the applicable assessment-rating
calculator. Such overall rating represents the outcome of the performance
appraisal.

8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA’s and GRs:
Level Terminology Description Rating




8.7

8.8

1]2[3J4]5

Qutstanding
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.

Performance
significantly
above
expectations

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 all others throughout the year.
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.

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 haif the key performance criteria and
indicators as specified in the PA and Performance
Plan.

3 Fully effective

2 Not fully
effective

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 efforis to encourage
improvement.

1 Unacceptable
performance

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

8.7.1  Executive Mayor or Mayor;

8.7.2  Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

8.73 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council:

8.7.4  Mayor and/or municipal manager from another municipality; and

8.7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

8.8.1  Municipal Manager;
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8.8.2 Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

8.8.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and

8.8.4  Municipal manager from another municipality.

8.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaiuation panels referred to in sub-regulations (d) and (e).

9. SCHEDULE FOR PERFORMANCE REVIEWS

9.1. The performance of each Employee in relation to his / her 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:

First quarter : July = September 2020
Second quarter : Qctober — December 2020
Third quarter : January — March 2021
Fourth quarter : April = June 2021

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

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

9.4 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.

9.5 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.

10.DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing deveiopmental gaps as attached
below:

Which

Learning
Competency  Gaps | And/or
Identified (Skills, | Development
Knowledge, Opportunities Gap .. Be | Competency
Attributes) Are Required Address The Addressed? | Gap Is

To  Address Cap? _ Closed?

The Gap? p: : :

What Kind Of
Action
And/or
Support Is
Required To

| How Will You
By  When | Demonstrate
Should The | That The
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11.0OBLIGATIONS OF THE EMPLOYER

11.1 The Employer shall —

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

11.1.2  Provide access to skills development and capacity building opportunities;

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;

11.1.4  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

11.1.5  Makes available to the Empioyee such resources as the Employee may
reasonably require from time to time to assist her to meet the performance
objectives and targets established in terms of this Agreement.

12.CONSULTATION

121 The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

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

12.1.2 Commit the Employee to implement or to give effect to a decision made by
the Employer; and

12.1.3 A substantial financial effect on the Employer.

12.2  The Empleyer 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.

13.MANAGEMENT OF EVALUATION OUTCOMES

13.1  The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

13.2 A performance bonus of between 5% o 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

13.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to

. 9%; and '

13.2.2 A score of 150% and above is awarded a performance bonus ranging from 10%
to 14%.

13.2.3 BLM policy shall apply for rewarding good performance as adopted by council.

13.3  Inthe case of unacceptable performance, the Employer shall —

13.3.1 Provide systematic remedial or developmehtal support to assist
Employee to improve his or her performance; and
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13.3.2 After appropriate performance counselling and having provided the
necessary guidance and/ or suppert 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.

14.DISPUTE RESOLUTION

14.1

14.2

Any disputes about the nature of the Employee's performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or any other
matter provided for, shail be mediated by —

14.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

14.1.2 Any other person appointed by the MEC.

14.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27(4) (e) of the Municipal
Performance Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee whose decision shali be final and binding on both
parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

15.GENERAL

15.1

15.2

15.3

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.

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.

The annual 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 lacal government, within fourteen (14)
days after the conclusion of the assessment.

12




16. SIGNING

Thus done and signed at ..... EL’M

Mrs C.A Nkuna

Witness

And

CLLR. C S Nxumalo
[Executive Mayor]

Witness
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PERFORMANCE AGREEMENT

BUSHBUCKRIDGE LOCAL MUNICIPALITY
Represented by
C.ANKUNA
[HEREINAFTER REFERRED TO AS THE ACCOUNTING OFFICER/ MUNICIPAL MANAGER]
AND

E MASHAVA

[HEREINAFTER REFFERED TO AS THE DIRECTOR TECHNICAL SERVICES]
(FOR THE PERIOD 01 July 2020 - 30 June 2021)
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1. JOB DETALLS

Salary- Number S009981

Location Bushbuckrldge Local Mummpahty
Occupational Classification | Executive : .

Designation Director Technlcal

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by Cynthia Audrey Nkuna in
her/his capacity as Municipal Manager (hereinafter referred to as the Employer or Supervisor)

And Emmanuel Mashava Employee of the Municipality (hereinafter referred to as the
Employee). :

WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employment with the Employee in terms of
~ section 57(1) (4) 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”.

3.2. The Systems Act, reads with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after

the beginning of each financial year of the municipality.

3.3. 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 government policy
goals.

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

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to 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;




4.3 Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;

4.4 Monitor and measure performance against set targeted outputs;

4.5 Use the performance agreement as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

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

4.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service
delivery.

5. COMMENCEMENT AND DURATION

5.3 This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

5.4 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.

5.5 If at any time during the validity of this Agreement the work environment aiters
(whether as a resul 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.

6. PERFORMANCE OBJECTIVES

6.1 The Performance Pian (Annexure A) sets out-

6.1.1  The performance objectives and targets that must be met by the
Employee; and

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

6.2 The performance objectives 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 shail include key objectives; key
performance indicators: target dates and weightings.

6.21 The key objectives describe the main tasks that need tq,be dohe.

s
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6.2.2 The key performance indicators provide the details of the
evidence that must be provided to show that a key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved.

6.2.4 The weightings show the relative importance of the key
objectives to each other.

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

7.1 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.

7.2 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.

7.3 The Employer will consult the Employee about the specific performance
standards that will be included in the performance management system as
applicable to the Empioyse.

7.4 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.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

7.5.1  The Employee must be assessed against both components, with
a weighting of 80:20 allocated to the Key Performance Areas
(KPAs) and the Competency Requirements (CRs) respectively.

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

7.5.3 KPAs covering the main areas of work will account for 80% and
CRs will account for 20% of the final assessment.

7.5.4  The total score must determined using the rating calculator.
7.6 The Employee’s assessment will be based on his / her performance in terms of

the outputs / outcomes (performance indicators) identified as per attached
Performance Plan (Annexure A), which are linked to the KPA’'s, and will
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7.8 In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager, must
be subject to negotiation between the municipal manager and the relevant
managetr.

7.9 The CRs will make up the other 20% of the Employee’s assessment score. CRs
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 CRs are cempulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES 4 WEIGHT
Strategic Direction and Leadership v 10%
People Management v 5%
Program and Project Management v 10%
Financial Management v 10%
Change Leadership v 5%
Governance Leadership v 10%
CORE COMPETENCIES

Moral Competence v 10%
Planning and Organising v 10%
Analysis and Innovation v 5%
Knowledge and Information Management v 10%
Communication v 10%
Results and Quality Focus v 5%
Total percentage - 100%

8. EVALUATING PERFORMANCE

8.1 The Performance Plan {Annexure A) to this Agreement sets out -

8.1.1 The standards and procedures for evaluating the Employee's performance; and
8.1.2 The intervals for the evaluation of the Employee's performance.

8.2 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.

8.3 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.

8.4 The Employee's performance will be measured in terms of contributions to the goals

and strategies set out in the Employer's IDP.
8.5 The annual performance appraisal will involve:

E .




8.5.1

8.5.2

853

Assessment of the achievement of results as outlined in the petformance
plan:

8.5.1.1 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.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
KPA.

8.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA
score.

Assessment of the CRs

8.5.1.1 Each CR should be assessed according to the extent to which the
specified standards have been met.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
CR.

8.5.1.3 This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

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

Overall rating
An overall rating is calculated by using the applicable assessment-rating

calculator. Such overall rating represents the outcome of the performance
appraisal.

8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and CRs:
Level Terminology Description Rating
1]213]4]5
5 Outstanding Performance far exceeds the standard expected
performance 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.

11 &




8.7

8.8

Level

Terminclogy

Description

Rating

i{2]3[4]s

Performance
significantly
above
expectations

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 all others throughout the year.

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 petformance criteria and
indicators as specified in the PA and Performance
Plan.

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 performance criteria and
indicators as specified in the PA and Performance
Plan.

Unacceptable
performance

Performance does not meet the standard
expecied 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 efforis t0 encourage
improvement.

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

8.7.1
8.7.2

8.7.3

8.7.4
8.7.5

Executive Mayor or Mayor;
Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;
Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council;

Mayor and/or municipal manager from ancther municipality; and
Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

8.81
8.8.2

8.8.3

8.8.4

Municipal Manager;

Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;
Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and
Municipal manager from another municipality.

12 6 .




8.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and (e).

9. SCHEDULE FOR PERFORMANCE REVIEWS

9.1. The performance of each Employee in relation to his / her 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:

First quarter
Second quarter
Third quarter
Fourth quarter

July — September 2020
October — December 2020
January — March 2021
April = June 2021

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

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

9.4 The Employer will be entitled to review and make reasonable changes 1o the provisions
of Annexure "A" from time to time for operational reasons. The Employee will be fully
consulted before any such change is made.

9.5 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.

10.DEVELOPMENTAL REQUIREMENTS

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

| Which
| Learning
And/or
‘Dévelopment

What. Kind Of
Action
“And/or

How Will You
Demonstrate
That “The

'By When
Should The

‘Competency — Gaps
Identified

‘Knowledge, -

-Attributes)

11.0BLIGATIONS OF THE EMPLOYER

(Skills,

.Opportunities
‘Are. . Required-
- }To- - ‘Address

The Gap? .

11.1 The Employer shall —

Support.  Is-

Reguired To

- Address - The -
‘Gap?.

13

Gap - Be
Addressed?

Competency

-Gap Is.
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11.1.1

11.1.2

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 io solve problems and generate

solutions to comman problems that may impact on the performance of the
Employee;

11.1.4  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

11.1.5 Makes available to the Employee such resources as the Employee may

reasonably require from time to time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

12.CONSULTATION

12.1

12.2

The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

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

12.1.2 Commit the Employee to implement or to give effect to a decision made by
the Employer; and

12.1.3 A substantial financial effect on the Employer.
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.

13.MANAGEMENT OF EVALUATION OUTCOMES

13.1

13.2

The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding petformance to be constituted
as follows:

13.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to

9%; and

13.2.2 A score of 150% and above is awarded a performance bonus ranging from 10%

to 14%.

13.2.3 BLM policy shall apply for rewarding good performance as adopted by council.

13.3

In the case of unacceptable performance, the Employer shall —

13.3.1 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

13.3.2 After appropriate performance counselling and having provided the

necessary guidance and/ or suppori as well as reasonable time for
improvement in performance, the Employer may consider steps to termjnate

14
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the contract of employment of the Employee on grounds of unfitness or
incapacity to carry out his or her duties.

14.DISPUTE RESOLUTION

14.1

14.2

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, pricrities, methods of assessment and/ or any other
matter provided for, shall be mediated by —

14.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

14.1.2 Any other person appointed by the MEC.

14.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27{4) {g) of the Municipal
Performance Regulations, 2006, within thirty (30} days of receipt of a formal
dispute from the employee whose decision shall be final and binding on both
parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

15.GENERAL

15.1

15.2

15.3

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.

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 instrumenits.

The performance assessment results of the managers directly reporting to the
Municipal Manger must be submitied to the MEC responsible for local government in
the relevant province as well as the national minister responsible for local
government.

15




16. SIGNING

Al cxclinde a4k - o
Thus done and signed at f’%"\""“&'f%‘@on this the.iU. day of )u'“) 20.2%

Mr E Mashava
[Director Technical]

A\M% _ __/\

A,
Signature

Witness

And

Mrs C, na

[Municjpal ager/ Accounting Officer]

Witness
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PERFORMANCE AGREEMENT

BUSHBUCKRIDGE LOCAL MUNICIPALITY
Represented by

C ANKUNA
[HEREINAFTER REFERRED TO AS THE ACCOUNTING OFFICER/ MUNICIPAL MANAGER]

AND
NTIMANE S.N.N
CFO

[HEREINAFTER REFFERED TO AS THE CHIEF FINANCIAL OFFICER]
(FOR THE PERIOD 01 JULY 2020 - 30 JUNE 2021)
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1. JOB DETAILS

Salary- Number 5010285

Location Bushbuckridge Local Municipality - = : oo
Occupational Classification | Executive .+ 00 o0
Designation CF0

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by Cynthia Audrey Nkuna in
her/his capacity as Municipal Manager (hereinafter referred to as the Employer or Supervisor)

And CFO Employee of the Municipality {hereinafter referred to as the Employee) Ntimane Sheila
Nozipho Noyise.

WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employment with the Employee in terms of
section 57(1) (4) 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”.

3.2. The Systems Act, reads with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after

the beginning of each financial year of the municipality.

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

3.4.The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to the employer's expectations of the employee-'s performance and

3




accountabilities in alignment with the Integrated Development Plan, Service
Delivery and Budget Implementation Plan (SDBIP) and the Budget of the
municipality;

4.3 Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;

4.4 Monitor and measure performance against set targeted outputs;

4.5 Use the performance agresment as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

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

4.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service
delivery.

5. COMMENCEMENT AND DURATION

5.1 This Agreement will commence on (01 July 2020) and wiil remain in force until
30 June 2021) 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.

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

5.3 This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

5.4 The content of this Agreement may be revised at any time during the above-
mentioned period to daetermine the applicability of the matters agreed upon.

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

6. PERFORMANCE OBJECTIVES

6.1 The Performance Plan (Annexure A) sets out-

6.1.1  The performance objectives and targets that must be met by the
Employee; and

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

6.2 The performance objectives 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 key objectives;
performance indicators; target dates and weightings.

4




6.21  The key objectives describe the main tasks that need to be done.

6.22 The key performance indicators provide the details of the
evidence that must be provided to show that g key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved.

6.24 The weightings show the relative importance of the key
objectives to each other.

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

7.1 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.

7.2 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.

7.3 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.

7.4 The Employee undertakes to actively focus towards the promotion and
implementation of the KPAs (including speciai projects relevant to the employee’s
responsibilities) within the local government framework.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

751 The Employee must be assessed against both components, with
a weighting of 80:20 allocated to the Key Performance Areas
(KPAs) and the Competency Requirements {CRs) respectively.

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

753 KPAs covering the main areas of work will account for 80% and
CRs will account for 20% of the final assessment.

7.5.4  The total score must determined using the rating calculator.

7.6 The Employee’s assessment will be based on his / her performance in terms of
the outputs / outcomes {performance indicators) identified as per attached
Performance Plan (Annexure A}, which are linked to the KPA’'s, and will
constitute 80% of the overali assessment result as per the weightings agreed to
between the Employer and Employee:
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COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES WEIGHT
Strategic Direction and Leadership v 10%
People Management v 5%
Program and Project Management v 10%
Financial Management v 156%
Change Leadership v 5%
Governance Leadership v 10%
CORE COMPETENCIES

Moral Competence v 10%
Planning and Organising v 10%
Analysis and Innovation v 5%
Knowledge and Information Management v 10% -
Communication v 5%
Results and Quality Focus v 10%
Total percentage 100%

8 EVALUATING PERFORMANCE

8.1 The Performance Plan (Annexure A) to this Agreement sets out -

8.2

8.3

8.4

8.5

8.1.1 The standards and procedures for evaluating the Employee’s performance; and

8.1.2 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 Personat 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 goals

and strategies set out in the Employer's IDP.
The annual performance appraisal will involve:

8.5.1 Assessment of the achievement of resuits as outlined in the performance

plan:

8.5.1.1 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.

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

KPA,

8.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA

score.




8.5.2 Assessment of the CRs

8.5.3

8.5.1.1 Each CR should be assessed according to the extent to which the
specified standards have been met.

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

CR.

8.5.1.3 This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

8.5.1.4 The applicable assessment rating calculator (refer to paragraph 6.5.1)

must then be used to add the scores and calculate a final CR score.

Overall rating

An overall rating is calculated by using the applicable assessment-rating
calculator. Such overall rating represents the outcome of the performance

appraisal.
8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and CRs: '
Level Terminology Description Rating
1]/2{3[4]5
5 Outstanding Performance far exceeds the standard expected
performance 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 Performance Performance is significantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved above
expectations fully effective results against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.
3 Fully effective Performance fully meets the standards expecied

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.

10
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8.7

8.8

8.9

Level Terminclogy Description Rating
1]2]3]4[5
2 Not fully | Performance is below the standard reguired for '
effective 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 performance critetia and
indicators as specified in the PA and Periormance

Plan.
1 Unacceptable Performance does not meet the standard
performance 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 empioyee 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.

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be astablished -

8.7.1
8.7.2

8.7.3

B8.7.4
8.75

Executive Mayor or Mayor;

Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council:

Mayor and/or municipal manager from ancther municipality; and

Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

8.8.1
8.8.2

8.8.3

8.8.4

Municipal Managet;

Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee:

Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and

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 (e).

11
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9 SCHEDULE FOR PERFORMANCE REVIEWS

9.1. The performance of each Employee in relation to his / her 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:

First quarter : July — September 2020
Second quarter : October — December 2020
Third quarter : January — March 2021
Fourth quarter : April = June 2021

92 The Employer shall keep a record of the mid-year review and annual assessment
mestings.

9.3 Performance feedback shall be based on the Employer's assessment of the Employee’s
performancs.

9.4 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.

9.5 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.

10 DEVELOPMENTAL REQUIREMENTS

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

'.',Support s |
Reql_l_l_l ed " To-|

11 OBLIGATIONS OF THE EMPLOYER

11.1 The Employer shall —

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

11.1.2  Provide access to skills development and capacity building opportunities;

12




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;

11.1.4  on the request of the Employee dslegate 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

11.1.5  Makes available to the Employee such rescurces as the Employee may

reasonably require from time to time to assist him / her to meset the
performance objectives and targets established in terms of this Agreement.

12 CONSULTATION

121

12.2

The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

12.1.1 Addirect effect on the performance of any of the Employee’s functions;

12.1.2 Commit the Employee to implement or to give effect to a decision made by
the Employer; and

12.1.3 A substantial financial effect on the Employer.
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 soon as is practicable to
enable the Employes to take any necessary action without delay.

13 MANAGEMENT OF EVALUATION OUTCOMES

131

13.2

The evaluation of the Employee’s performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

13.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to

9% and

13.2.2 A score of 150% and above is awarded a performance bonus ranging from 10%

to 14%.

13.2.3 BLM policy shall apply for rewarding good performance as adopted by council.

13.3

In the case of unacceptable performance, the Employer shall -

13.3.1 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

13.3.2 After appropriate performance counseling 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 o
incapacity to carry out his or her duties.

13
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14 DISPUTE RESOLUTION

14.1

14.2

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or any other
matter provided for, shall be mediated by —

14.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

14.1.2 Any other person appointed by the MEC.

14.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27(4) (e} of the Municipal
Performance Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee whose decision shall be final and hinding on both
parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

15 GENERAL

15.1

15.2

15.3

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.

Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her contract of employment, or the efiects of existing or
new regulations, circulars, policies, directives or other instruments.

The performance assessment results of the managers directly reporting to the
Municipal Manger must be submitted to the MEC responsible for local government in
the relevant province as well as the national minister responsible for local
government.

14
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16 SIGNING

Ha

Thus done and signed at .. ="0. ... on this the. .. dayof ... 707

Ms S.N.N Ntimane
[Chief Finaneial Officer]

1O Judy 2020

Signature " Date
o i . f [
C\ ” - tD/O"f )2&@
Witness Date
And

Mrs CA Nkuna

[Municj naget/ Accounting Officer]
10/07 | gooo
<Signatdre Date
Ee—— olo1/ 9520
Witness Date
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PERFORMANCE AGREEMENT

BUSHBUCKRIDGE LOCAL MUNICIPALITY
Represented by
- C.ANKUNA
[HEREINAFTER REFERRED TO AS THE ACCOUNTING OFFICER/ MUNICIPAL MANAGER]
AND

S MOGAKANE

[HEREINAFTER REFFERED TO AS THE DIRECTOR EDPE]
(FOR THE PERIOD 01 July 2020 - 30 June 2021)
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1. JOB DETAILS

Salary- Number 5009975

Location Bushbuckridge Local Municipality = . ..
Occupational Classification Executive = . L e AT
Designation Director EDPE

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by Cynthia Audrey Nkuna in her
capacity as Municipal Manager (hereinafter referred to as the Employer or Supervisor)

And Sarah Mogakane Empioyee of the Municipality (hereinafter referred to as the Employee).
WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employrment with the Employee in terms of
section 57(1}, (4) 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”.

3.2. The Systems Act, reads with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after
the beginning of each financial year of the municipality.

3.3. 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 locai government policy

goals.
3.4. The parties wish to ensure that there ig compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to the employer's expectations of the employee-'s performance and

3



accountabilities in alignment with the Integrated Development Plan, Service
Delivery and Budget implementation Plan {SDBIP) and the Budget of the
municipality;

4.3 Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;

4.4 Monitor and measure performance against set targeted outputs;

4.5 Use the performance agreement as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

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

4.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in aftaining equitable and improved service
dslivery.

5. COMMENCEMENT AND DURATION

5.1 This Agreement will commence on ( 61 July 2020} and will remain in force until
30 June 2021) thereafter a new Performance Agreement, Performance Plan and
Personal Development Pian shall be concluded between the parties for the next
financial year or any portion thereof.

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

5.3 This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

5.4 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.

5.5 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 reviged.

6. PERFORMANCE OBJECTIVES

6.1 The Performance Plan (Annexure A) sets out-

6.1.1  The performance objectives and targets that must be met by the
Employee; and

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

6.2 The performance objectives 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 key objectives; key
performance indicators; target dates and weightings.
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6.21  The key objectives desctibe the main tasks that need to be done.

6.22 The key performance indicators provide the details of the
evidence that must be provided to show that a key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved.

6.24 The weightings show the relative importance of the key
objectives to each other,

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

7.1 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.

7.2 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.

7.3 The Employer will consult the Employee about the specific performance
standards that will be included in the performance Mmanagement system as
applicable to the Employee.

7.4 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.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement. ‘

751 The Employee must be assessed against both components, with
a weighting of 80:20 allocated to the Key Performance Areas
(KPAs) and the Competency Requirements {CRs) respectively.

7.5.2 Each area of assessment will be weighted and will contribute g
specific part to the total score.

7.5.3 KPAs covering the main areas of work wii account for 80% and
CRs will account for 20% of the final assessment.

7.5.4  The total score Mmust determined using the rating calculator.

7.6 The Employee's assessment will be based on his / her performance in terms of
the outputs / outcomes {(performance indicators) identified as per attached
Performance Plan (Annexure A), which are linked to the KPA’s, and will
constitute 80% of the overaii assessment result as per the weightings agreed to
between the Employer and Employee:

5 A
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COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES i WEIGHT
Strategic Direction and Leadership v 10%
People Management v 10%
Program and Project Management 4 10%
Financial Management v 5%
Change Leadership v 5%
Govemance Leadership v 10%
CORE COMPETENCIES

Moral Competence v 10%
Planning and Qrganising v 10%
Analysis and Innovation v 5%
Knowledge and Information Management v 10%
Communication v 5%
Resuits and Quality Focus v 10%
Total percentage - 100%

8. EVALUATING PERFORMANCE

8.1 The Performance Plan (Annexure A) to this Agreement sets out -
8.1.1 The standards and procedures for evaluating the Employee’s performance; and
8.1.2 The intervals for the evaluation of the Employee's performance.

8.2 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.

8.3 Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan as well as the actions
agrsed o and implementation must take place within set time frames.

8.4 The Employee’'s performance will be measured in terms of contributions to the goals
and strategies set out in the Employer's IDP.
8.5 The annual performance appraisal will involve;

8.5.1 Assessment of the achievement of results as outlined in the performance
plan:

8.5.1.1 Each KPA should be assessed according to the extent io 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.

8.56.1.2 An indicative rating on the five-point scale should be provided for each
KPA.




8.5.2

8.5.3

8.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3
below) must then be used to add the scores and calculate a final KPA

Score.

Assessment of the CRs

8.5.1.1 Each CR should be assessed according to the extent to which the
specified standards have been met.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
CR.

8.5.1.3 This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

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

Overall rating
An overall rating is calculated by using the applicable assessment-rating

calculator. Such overall rating represents the outcome of the performance
appraisal.

8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA’s and CRs:
Level Terminology Description Raltin
112
5 QOutstanding Performance far exceeds the standard expected
performance 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 Performance Performance is significantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved above
expectations fully effective results against more than half of the

performance criteria and indicators and fully
achieved all others throughout the year.

10




8.7

8.8

8.9

Level

Terminology Description . Ratin
11231415

3 Fully effective Performance fully meets the standards expacted
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 Not fully | Performance is below the standard required for

effsctive 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 performance criteria and
indicators as specified in the PA and Performance
Plan.

1 Unacceptable Performance does not meet the standard

performance 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.

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

8.7.1  Executive Mayor or Mayor;

8.7.2  Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committee;

8.7.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council:

8.7.4  Mayor and/or Mmunicipal manager from another municipality; and

8.7.5 Member of a ward committee as nominated by the Executive Mayor or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panal constituted of the following persons must
be established -

8.8.1  Municipal Manager;

8.8.2 Chairperson of the performance audit committee or the audit commitiee in the
absence of a performance audit committee;

8.8.3 Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and

8.8.4  Municipal manager from another municipality.

The manager responsible for human resources of the municipality must provide
secretarfat services to the evaluation panels referred to in sub-regulations (d) and {(e).

11
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8. SCHEDULE FOR PERFORMANCE REVIEWS

9.1. The performance of each Employee in relation to his / her 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:

First quarter : July — September 2020
Second quarter : October — December 2020
Third quarter : January — March 2021
Fourth quarter : April = June 2021

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

9.3 Performance feedback shali be based on the Employer's assessment of the Employee’s
perfarmance.

9.4 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 fuily
consulted before any such change is made.

9.5 The Employer may amend the provisions of Annexure A whenever the performance
management sysiem 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.

10.DEVELOPMENTAL REQUIREMENTS

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

Which
' Learning
Competency  Gaps § And/or
Identified (Skills, § Development -
Knowledge, _J| Opportunities . “Gap Be | Competency
Attributes) ‘48 Are Required Required To Addressed? | Gap Is
M e Address The : : :
: §To -Address. Gan? _ Closed?
The Gap?- p- SR

What Kind Of |
Action '
And/or
Support  Is

"How Will You .
By When | Demonstrate
Should The | That The

11.0BLIGATIONS OF THE EMPLOYER

11.1 The Employer shall -

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

11.1.2  Provide access to skills development and capacity building opportunities:

12




9.1.3 Work collaboratively with the Employee to solve probiems and generate

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

11.1.4  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

11.1.5 Makes available to the Employee such resources as the Employee may

reasonably require from time to time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

12.CONSULTATION

121

12.2

The Employer agrees to consult the Employee timeously where the exercising of the
powers will have amongst others —

12.1.1 A direct effect on the performance of any of the Employee's functions;

12.1.2 Commit the Employee to implement or to give effect to a decision made by
the Employer; and

12.1.3 A substantial financial effect on the Employer.
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 socn as is practicable o
enable the Employee to take any necessary action without delay.

13.MANAGEMENT OF EVALUATION OUTCOMES

13.1

13.2

The evaluation of the Employee's performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

13.2.1 A score of 130% fo 149% is awarded a performance bonus ranging from 5% to

9%; and

13.2.2 A score of 150% and above is awarded a performance bonus ranging from 10%

to 14%.

13.2.3 BLM policy shali apply for rewarding good performance as adopted by council.

13.3

In the case of unacceptable perfermance, the Employer shall —

13.3.1 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and '

13.3.2 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 unfithess or
incapacity to carry out his or her duties.

13



14.DISPUTE RESOLUTION

14.1

14.2

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsihilities, priorities, methods of assessment and/ or any other
matter provided for, shall be mediated by —

14.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

14.1.2 Any other person appoeinted by the MEC.

14.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27{(4) (e) of the Municipal
Performance Regulations, 2006, within thirty (30) days of receipt of a formal
dispute from the employee whose decision shall be final and binding on both
parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

15.GENERAL

15.1

15.2

15.3

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.

Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employse in terms of his/ her contract of employment, or the effects of existing or
new regulations, circulars, policies, directives or other instruments.

The performance assessment results of the managers directly reporting to the
Municipal Manger must be submitted to the MEC responsible for local government in
the refevant province as well as the national minister responsible for local
government.

14




16.SIGNING

Thus done and sighed at ......". T onthis the.lY.

Mrs S Mogakane
[Director EDPE]

e (O Fuld ok

Signature ‘Date

Er——r 10l07/ 2020

Witness Date

And

Mrs C.A Nkuna
[Municj anager/ Accounting Officer]

10/01] 2095

) Date

— Jolo1/acnd

Witness Date
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PERFORMANCE AGREEMENT

BUSHBUCKRIDGE LOCAL MUNICIPALITY
Represented by
MRS C.A NKUNA
[HEREINAFTER REFERRED TO AS THE ACCOUNTING OFFICER/ MUNICIPAL MANAGER]
AND

L. KHOzZA

[HEREINAFTER REFFERED TO AS THE ACTING DIRECTOR CORPORATE SERVICES]
(FOR THE PERIOD 01 JULY 2020 UNTIL THE 30 NOVEMBER 2020)
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1. JOB DETAILS

Salary- Number 5006627

Location Bushbuckridge Local Mun1c1palzty
Occupational Classification | Executive _ :
Designation Acting Director Corporate Ser\nces

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by Mrs C.A Nkuna in her capacity
as Municipal Manager (hereinafter referred to as the Employer or Supervisor)And Mrs Lindiwe
Khoza Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employment with the Employee in terms of
section 57(1) (4) 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”.

3.2. The Systemns Act, reads with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after

the beginning of each financial year of the municipality.

3.3.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 government policy
goals.

3.4.The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to 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;




4.4 Monitor and measure performance against set targeted outputs;

4.5 Use the performance agreement as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

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

4.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service
delivery,

5. COMMENCEMENT AND DURATION

5.1 This Agreement will commence on {01 July 2020 — 30 November 2020).
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.

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

5.3 This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason.

5.4 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.

5.5 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.

6. PERFORMANCE OBJECTIVES

6.1 The Performance Plan (Annexure A) sets out-

6.1.1  The performance objectives and targets that must be met by the
Employee; and

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

6.2 The performance objectives 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 key objectives; key
performance indicators; target dates and weightings.

8.2.1 The key objectives describe the main tasks that need to be done.

8.2.2 The key performance indicators provide the details of the
evidence that must be provided to show that a key objective has
been achieved.

4
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6.2.2 The key performance indicators provide the details of the
avidence that must be provided to show that a key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved.

6.24 The weightings show the relative importance of the key
objectives to each other.

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

7.1 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.

7.2 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.

7.3 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.

7.4 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.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

7.51 The Employee must be assessed against both components, with
a weighting of 80:20 allocated to the Key Performance Areas
(KPAs) and the Competency Requirements (CRs) respectively.

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

7.5.3 KPAs covering the main areas of work will account for 80% and
CRs will account for 20% of the final assessment.

7.5.4 The total score must determined using the rating calculator.

7.6 The Employee's assessment will be based on his / her performance in terms of
the outputs / outcomes (performance indicators) 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.,




1202

V.LASYT S
udypg U0 VIgso1o | 011202/0202 {dsm) ued
dSMTZ/0Z02 paniuigns pue padofassp | JIoj papuqns SIDIS oM
Ppasoiddy - - | 2q01ZZ0Z/TT0ZdSMT dSM 1 paaosddy
ueI3ouesao |
. A} O
610Z/S0/1€ paoerd aq 03
weidouedio . a1y 1JEIS $CT pue
ay aImmINNgG | uo paaoidde welsouesio
weigouesio | uo padeidaq | [euonesiuesin1zoz/0zZ0zZ . weldouedio ) ap
poasoaddy 0l JeIs $E1 pasoxddy 0Z/610Z Jo [eaoaddy
pajurodde atom
s3s0d s1sod s1s0d sysod SWISUI SDUBUY sysod Juesea
juedea g7 JUEIBA G7 JUBIEA G7 JuUedBA G7 R g pue Jaadd 00T jo Sunjjy 30uUeUIOLIad
josuiypue | joSumypue-i joSumy pue | jo Juy pue . ‘sysodjuedea GO | 00Qg ‘seedoidws | pue sureifoid -040E es Juswadeuem
-swerBoad 71 | swesfoxd zy | sweiSoadzy | sweaBoxd z1 | o Buiy pue sweagdoad gy MIUTT Jo JaquInn : paseatay] { 22In0saluRumMpy
~ - 1e8pnq 1Pg3png 19dpriq 198pnq
% uepd % uerd % uerd pued
uonxoigd | uorpsloxy uoipaloerg uoipaloag . . :
— aosuemioprad Jqr xad
¥ J931END £ Jayaend 7 J031end) 1 191IEN} snoraaad JHAWIAINSEA se aarpalqo eaay
) . 1981€) [eNnUUY Jaurfoseqg JId em andaens [euoung

1202-0202 SYIHV FONVINLCHH3d A3M dI9AS IHL 40 AMYINWNS




0202/6102
. ur auop sirodal J1oddns
swexBoad sweidoxd sueadoad swesSoxd : /sweidoad sweifoxd JANEIISIUIIIPE
S92IAIDS 5221195 saolalas 5301AI9S sytodal /suesdold . 5931A495 .| SaolANaS (e | [e8a] punos
1e8a1¥ e8o1 ¥ [e8a ¥ e8a1 ¢ saDlades [BBa 9T | - 8T 91 Jo IaquInpN %0T apraoadog, sadalag redoy
paurenaq oy | paumExn aq o} peuien aq paulen sq : . - pauren .
sEepyyoSTT | sepujo STy | o3sepyso oz | o3sEpyjo 05| pauren aq o) sEPIFo 00L | S[EPLIO SOE
sdiysureat S |
" gpuy . - S| psurenyaam: dsm
pauen aq poules aq paurenaq | psurnaqoy | . sdyswesjgpue | stoppunod gz |- sy usweduwr uefd s[iBis
01 SI0[[I2URCY | 0] sIO[[IUNOY | 03 sIo[DuUN0d | . .siofunoy |- -dsmepedsepauren | swexfoid | | oiswesfoxd aoepd Jaom jo
<o 01 T g0 oot | -eqoysiofounoygg . | digsiseurearg . | -sqojs sequinn uoreyuawaduy
198pnq 1eapnq 1a8pnq 193pngq . o =
3 uepd wuejd " uerd w uerd:
uonpaloig uorpaloig uoraaloig uorpafoid.
- . aaueuriopad | dai1ad
¥ IR hﬂzo € h@ﬂhﬂq—o Z MQH-N-—Q. 1 19 .-N:O . . ) . w:ogﬂ-—ﬂ— H-HUEU..:—HNUE se qum“—nv@_.n—_u ﬁﬂé .
_ _3985.e) enuuy [autjaseq /11 nBwm | d8aens [euonun




[RERH |
10] I0JRISUAN
1 pue
qes a[gnog
T 'qed a[duig
£ ‘apIyea [2=1sES](] 10] J0jRIDUAY)
S J0A2] T pue gea a[gnoq .
1) paandoid T ‘qea 9[8uis € "aparyaa . paseyand aq
aq 01 S3IYaA s Jofep 1) paanood - sapaTyea | o1erysA Iyl
- - sy 30 03 S8|y@A 3 9 JBsz [  josaquny .
- . I Iapienb
(o puosss Aq
. Jaddn T pue Japeas T paseyaand aq
¥ongl | pue siapeo] duis 7 ‘sypng | o3 £3sumgoew
PN Jaddn Juey 1ojem ¥ ) pamoord pamaoxd Aapay
-| Jepeoldnisz | Jueldenem ¥ | pue lapein T | o 01 AIDUIGDeW SARSH 8§ sjeoy] moqaL /£ Jo Jquinpy
. A - paJojiuow
.paJojiuow paIo)uou paiojuo POJOIUOUL . : agq o3
-84 033937 3q 01 199)) 3q 01199 3q 01199[J - paioyuour - .. PRICHUOWI | 193[] 2qE[IeAR
a[qefeae 9T | aqe[eAR 9$T | 9|qE[IBAB QLT | S[qE[IEAR QET 2q 01799]] sjUB|IRAR OCT | I 2[QE|IBAE L7T - Jo JaquuIny
S B . : o _ " SABD / Ul3M
sAep £ uryym | sfep £ upgim | sdep 2 unpim | sAep £ uigim : : aq 03 193] Jo Wy
aq 03 1933j0 | aqol1evpjo | =qo3 wapyjo | oqo3 199p Jo skep Hupia1es J0] jo Bupiatas
Bupiases 10).| Supiazes iof | Fupiatesaoy | Fupiales 10§ £ UlpIm 3g 03 129f JO : . punoiewiny 10] awIn
puno.Jetng punoIeLm puno.rewmy punoieum) | SumIAIeS 10j pUNOIEWINY aurwesgold uo syodar %57 punoIeuIm SIDIAIAG
. uosyrodar £ | wospoder ¢ | uwosyiodar g | uosyodaa g uo sy1oday 71 MaN JO JaCUINN . paadadwy Arenxny
i i i S i . sI91s18a1 . .
: o . S uoneuauadur - © suresdoxd
surexgoxd suexdoxd sweadoad swesgoxd : suonjosal " jao0ddns : Jaoddns
y0ddns yioddns 11oddns -310ddns - swesdoad aunes ounos | 0T {IPunoa
meuno) ¥ | [ouno) ¥ [punod ¥ 1OUNoY 1oddns pimos 97 paepdn 1 Jaquinp apiaoad oj, { yroddng ppuno)
194png 193png 1e3pnq yoapnq ¥ .
wp ueyd | » ueyd ® uejd p uepd
uorpaloig uorpaorg noralorg uoipalosg . : .
- - = - - areuLropad ) ddi ed
¥ I31.1ENd) £ JaIENd 7 A9jaend) T.Jayrend . snoraaxd JUIWIRINS eI se 2a11031qo rvaIy
’ : . : T “3981e) [enuuy Jaureseq /144 mEem J8a3ens [euoiung




MaLAL
S0UBULIOJIB]
T
pue SadIATag
ayeaodaon) .
Jepun Pa3IInpuo?
. s39feuBwt 2J2M SMATART
10y | SM31AD] 2JURHLIONaY | - AjI81Enb X ¢ SMBIARI
padoaaap | & pue sadialeg ajerodion |  pue pado[asdp asueiopiad
Malaal MBTARL MITADE suepd Japun siafeueur | alam sIafeutur pue suejd’
JURULIOLIE] | 9JUBLULIOLID | 9JUBULIOLID | SOURMLIONRJ | [(E-I0] sue[d sjueniiofiad Jojsuerd [ - eourtwic)iad
1 T 1 S .- gJojuaindofaa(.| eduBULIejIa] § Jo 13quinp
do[ uonpe E : panduod | T
HSLI 5014095 ‘a1am so] - So| uofjoe
aeiodion JUSWISSHSSE | IS SAIAISG
dojaasp ysufptenrenb x | ajerodio) jJo
pue Fo| : o Sojuope | ¢ pue pagnuap! |- juswdofsasp S2IN3INAS (sinda
UoJIIe YSU 8oy Fo1 gop | ysusaniateg ;eiodion alam SHS1I pue 20UBRWIDAOS | puUEB WHH ‘“HSLI)
uo szodaay UOT]DE HSLI- TO10R YSLI UOTIOE HSH jo juauido[easp [euopesado strodaaysu %0z JUBNID JueILIoACH
yuqng | ucsiyoday i | ue mtommm Tl uosiodayr - puesiodaIysiy ¥ pue.oi18a3eng ‘Jo Jaquunn i PUE-2AIRYH poon
. . o ERL I ETN
sutodag syodax syicdag suodax : : . : S Loruepge ASojoupay,
- Burpnjouy " Guipnpur Bujpnjug Burpnppu suodag Surpnipur ‘surerfoxd [ - swerSoad %51 | puesansape | HODEIURUIUIOYD
smesdord g sweadoad ¢ sweldoad ¢ sweldoad ¢ sweiSoid (D] 7T IDIZT o130 aquiny : apiaoad o], puE 1ouI)U]
T o . : FEETT .
Jo Supiaias
10j swin
puno.euin}
- paaoadur]
“1eapnq 198pngq 1089pnq 198pnq
» ueyd 3 uepd 3 uep 3 uerd
uorpafoig worpalolg uopnaloig uorpaford L
: asuenrioprad | daj sod
¥ 1911END € 1a1rend) Z J931ENy 1 J921enQ : snowoud | juemdinseapy seaamalqo eary
. 19d1e] Jenuuy foulfasegq /1D MBPm H3aens [euonpung




01

~aouewionad

souewioyiad | eouenuiopad | souewiopad S souewtorad
JojTuow Jojruoti J0NUG T JOJMIOTI : . [UCLN J03Imout
o1sSupoow’ | ojs3unssw | o0y sBupesw 03 sfuneou - aoueutioad | alem sSunaamw 01 Supesawt
- [ewsunaedep | [eyusuntedsp | Eusuniedsp | eusuriedap Joiuow o) sBugoswr rEwepuntedap | - [Euswiiedap
£ £ g 4 £ [ejuauedap g1 o TT Jo TdqunN
1a8png 398pnq 198pnq 193pnq
3 uepd 1w ueyd ¥ uepd 9 uepd
uonpaloxg uorpaloig uorpaloig uoalorg 1 o
: . | exreurropiad -
P 1a11end € Jorrend zdouend | paenaend snofasad - | uSWamMSEI]
: - 1o81e) Enuny Jauroseq /1

msom

dqj 1ad
se aapalqo
‘aSmens

eary
[EUONH,]




7.7 In the case of managers directly accountable to the municipal manager, key
performance areas related to the functional area of the relevant manager, must
be subject to negotiation between the municipal manager and the relevant
manager.

7.8 The CRs will make up the other 20% of the Employee's assessment score. CRs
that are deemed to be most critical for the Employee’s specific job should be
selected (¥) from the list below as agreed to between the Employer and
Employee. Three of the CRs are compulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES 4 WEIGHT
Strategic Direction and Leadership v 10%
People Management v 10%
Program and Project Management v 10%
Financial Management v 10%
Change Leadership v 10%
Governance Leadership v’ 10%
CORE COMPETENCIES

Moral Competence v 5%
Planning and Organising v 5%
Analysis and Innovation v 10%
Knowledge and Information Management v 10%
Communication v 5%
Results and Quality Focus v 5%
Total percentage - 100%

8. EVALUATING PERFORMANCE

8.1 The Performance Plan (Annexure A) to this Agreement sets out -
8.1.1 The standards and procedures for evaluating the Employee’s performance; and
8.1.2 The intervals for the evaluation of the Employee’s performance.

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

8.3 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.

8.4 The Employee's performance will be measured in terms of confributions to the goals
and strategies set out in the Employer's IDP.
8.5 The annual performance appraisal will involve;




8.51

852

8563

Assessment of the achievement of results as outlined in the performance
plan:

8.5.1.1 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.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
KPA.

8.5.1.3 The applicable assessment rating calculator (refer to paragraph 6.5.3

below) must then be used to add the scores and calculate a final KPA
score.

Assessment of the CRs

8.5.1.1 Each CR should be assessed according to the exient to which the
specified standards have been met.

8.5.1.2 An indicative rating on the five-point scale should be provided for each
CR.

8.5.1.3 This rating should be multiplied by the weighting given to each CR during
the contracting process, to provide a score.

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

Overall rating
An overall rating is calculated by using the applicable assessment-rating

calculator. Such overall rating represents the outcome of the performance
appraisal.

8.6 The assessment of the performance of the Employee will be based on the
following rating scale for KPA's and CRs:
Level Terminology Description Rating
1]12]3[4]5
5 Qutstanding Performance far exceeds the standard expected
performance 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.

12




8.7

8.8

Level Terminology Description Rating
112345
4 Performance Performance is significantly higher than the
significantly standard expected in the job. The appraisal
above indicates that the Employee has achieved above
expectations fully effective results against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.
3 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 Not fully | Performance is below the standard required for
effective 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 resulis against
more than half the key performance criteria and
indicators as specified in the PA and Performance

Plan.
1 Unacceptable Performance does not meet the standard
performance 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 efforfs to encourage
improvement.

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

8.7.1
872

8.7.3

874
875

Executive Mayor or Mayor,

Chairperson of the performance audit committee or the audit committee in the
absence of a performance audit committes;

Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council;

Mayor and/or municipal manager from another municipality; and

Member of a ward committee as nominated by the Executive Mayar or Mayor.

For purposes of evaluating the annual performance of managers directly accountable to
the municipal managers, an evaluation panel constituted of the following persons must
be established -

8.8.1
8.8.2

8.8.3

884

Municipal Manager;

Chairperson of the performance audif commitiee or the audit committee in the
absence of a performance audit committese;

Member of the mayoral or executive committee or in respect of a plenary type
municipality, another member of council; and

Municipal manager from another municipality.

13




8.9 The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panels referred to in sub-regulations (d) and (e).

9. SCHEDULE FCR PERFORMANCE REVIEWS

9.1. The performance of each Employee in relation to his / her 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:

First quarter : July — September 2020
Second quarter : October — December 2020
Third quarter : January — March 2021
Fourth quarter X April — June 2021

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

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

9.4 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.

9.5 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.

10.DEVELOPMENTAL REQUIREMENTS

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

Which Learning
_ And/or
Competency Gaps yPevelopment

What Kind Of

Action And/or | By . When
Support Is | Should The
Required : To | Gap Be
Address The | Addressed?

Gap? ' : :

How Will You
Demonstrate
That The
Competency
Gap Is Closed? -

Identified (Skills, | Opportunities
Knowledge, Atiributes} | Are Required To
Address The
Gap?
‘B Degree in . Finance and * Be'able to deal
- psychology -timeoff = .. 2024 - with  different -

DEESRES
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11.0BLIGATIONS OF THE EMPLOYER

11.1 The Employer shall —

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

11.1.2 Provide access to skills development and capacity building opportunities,

9.1.3 Work collaboratively with the Employee to solve problems and gensrate
solutions to common problems that may impact on the performance of the
Employee;

11.1.4  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

11.1.5 Makes available to the Employee such resources as the Employee may
reasonably reguire from time to time to assist him / her to meet the
performance objectives and targets established in terms of this Agreement.

12. CONSULTATION

12.1  The Employer agrees {o consult the Employee timeously where the exercising of the
powers will have amongst others —

12.1.1 Adirect effect on the performance of any of the Employee’s functions;

12.1.2 Commit the Employee to implement or to give effect to a decision made by
the Employer; and

12.1.3 A substantial financial effect on the Employer.
12.2  The Employer agrees fo 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.

13.MANAGEMENT OF EVALUATION QUTCOMES

13.1  The evaluation of the Employee's performance will form the basis for rewarding
outstanding performance or correcting unacceptable performance.

13.2 A performance bonus of between 5% to 14% of the total remuneration package may
be paid to the Employee in recognition of outstanding performance to be constituted
as follows:

13.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% to
9%: and

13.2.2 A score of 150% and above is awarded a performance bonus ranging from 10%
to 14%.

13.2.3 BLM policy shall apply for rewarding good performance as adopted by council.

13.3  Inthe case of unacceptable performance, the Employer shall —

13.3.1 Provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

15
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13.3.2 After appropriate performance counselling and having provided the
necessary guidance and/ or support as well as reasonable time for
improvement in performance, the Empioyer 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.

14.DISPUTE RESOQLUTION

14.1

14.2

Any disputes about the nature of the Employee’s performance agreement, whether it
relates to key responsibilities, priorities, methods of assessment and/ or any other
matter provided for, shall be mediated by —

14.1.1 The MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

14.1.2 Any other person appointed by the MEC.

14.1.3 In the case of managers directly accountable to the municipal manager, a
member of the municipal council, provided that such member was not part of
the evaluation panel provided for in sub-regulation 27(4)(e) of the Municipal
Performance Regulations, 20086, within thirty (30) days of receipt of a formal
dispute from the employee whose decision shall be final and binding on both
parties.

In the event that the mediation process contemplated above fails, clause 20.3 of the
Contract of Employment shall apply.

15.GENERAL

15.1

15.2

15.3

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.

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.

The performance assessment results of the managers directly reporting fo the
Municipal Manger must be submitted to the MEC responsible for local government in
the relevant province as well as the national minister responsible for local
government.
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16.SIGNING

Mrs L KHOZA
[ACTING DIRECTOR CORPORATE SERVICES]

e e\eneere

Signature Date

it oo
Withess Date

And

MRS C.A NKUNA

[MUNICI ANAGER/ ACCOUNTING OFFICER]
(s
S AO \ PV
Sign{tu Date
———
%W . \O\@"—\\ & = B !
Withess Date
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PERFORMANCE AGREEMENT

BUSHBUCKRIDGE LOCAL MUN ICIPALITY
Represented by
CANKUNA
[HEREINAFTER REFERRED TO AS THE ACCOﬁNTING OFFICER/ MUNICIF.'AL MANAGER]
AND

RM SILINDA

[HEREINAFTER REFFERED TO AS THE ACTING DIRECTOR COMMUNITY SERVICES]
(FOR THE PERIOD 01 JULY 2020 -30 OCTOBER 202 1)
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1. JOB DETAILS

Salary- Number $807980

Location Bushbuckridge Local Municipality =~~~ -
Occupational Classification | Executive R N R
Designation Acting Director Community Services

2. PERFORMANCE AGREEMENT ENTERED INTO BY AND BETWEEN:

The Bushbuckridge Local Municipality herein represented by C.A Nkuna in her/his capacity as
Municipai Manager (hereinafter referred to as the Employer or Supervisor)

And Reckson Mhlabathi Silinda Employee of the Municipality {hereinafter referred to as the
Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

3. INTRODUCTION

3.1.The Employer has entered into a contract of employment with the Employee in terms of
section 57(1) (4) 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”.

3.2. The Systems Act, reads with the Contract of Employment concluded between the parties,
requires the parties to conclude an annual performance agreement within one (1) month after

the beginning of each financial year of the municipality.

3.3.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 government policy
goals.

3.4. The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of
the Systems Act.

4. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

4.1 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;

4.2 Specify objectives and targets defined and agreed with the employee and to
communicate to the employer's expectations of the employee-'s performance and
accountabilities in alignment with the Integrated Development Plan, Service

3




Delivery and Budget Implementation Plan (SDBIP) and the Budget of the
municipality;

4.3 Specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;

4.4 Monitor and measure performance against set targeted outputs;

4.5 Use the performance agreement as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

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

4.7 Give effect to the employer's commitment to a performance-orientated
relationship with its employee in attaining equitable and improved service
delivery.

5. COMMENCEMENT AND DURATION

5.1 This Agreement will commence on ( 01 July 2020) and will remain in force until
30 October 2020) 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.

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

5.3 This Agreement will terminate on the termination of the Employee’s contract of
employment for any reason. '

5.4 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.

5.5 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.

6. PERFORMANCE OBJECTIVES

6.1 The Performance Plan (Annexure A) sets out-

6.1.1 The performance objectives and targets that must be met by the
Employes; and

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

6.2 The performance objectives 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 (SDBIF)
and the Budget of the Employer,. and shall include key objectives; key
performance indicators; target dates and weightings. ‘
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8.2.1 The key objectives describe the main tasks that need to be done.

6.2.2 The key performance indicators provide the details of the
evidence that must be provided to show that a key objective has
been achieved.

6.2.3 The target dates describe the timeframe in which the work must
be achieved.

6.2.4 The weightings show the relative importance of the key
objectives to each other. .

6.3 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.

7. PERFORMANCE MANAGEMENT SYSTEM

7.1 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.

7.2 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.

7.3 The Employer will consuit the Employee about the specific performance
standards that will be included in the performance management system as
applicable to the Employee.

7.4 The Employee undertakes to actively focus towards the promotien and
implementation of the KPAs (including special projects relevant to the employee’s
responsibilities) within the local government framework.

7.5 The criteria upon which the performance of the Employee shall be assessed shall
consist of two components, both of which shall be contained in the Performance
Agreement.

7.5.1 The Employee must be assessed against both components, with
a weighting of 80:20 allocated to the Key Performance Areas
(KPAs) and the Competency Requirements (CRs) respectively.

75.2 Each area of assessment will be weighied and will contribute a
specific part to the total score.

7.5.3 KPAs covering the main areas of work will account for 80% and
CRs will account for 20% of the final assessment.

7.5.4 The total score must determined using the rating calculator.

7.6 The Employee's assessment will be based on his / her performance in terms of
the outputs / outcomes (performance indicators) identified as per attached
Performance Plan (Annexure A), which are linked fo 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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Functional Strategic KPI/ Weight Baseline/ Annual target . . :
Area objective as |- Measurement | - previous Quarter 1 Quarter 2 Quarter 3- Quarter 4
per IDP ‘performance —_— —
. Projection Projection Projection ‘Projection
_plan & budget { plan & budget | plan & budget | plan & budget
Health ‘Improved social | Number of 2 awareness 7 awareness 1 awareness Two group One awareness { 1 awareness
&wellness ‘cohesion and = | Health and and 5 group programmes on -{ campaign work session campaign campaign
S safe ~ | wellness- work sessions | health and
environment programmes to conducted in wellness
be 2019/20
implemented
Public - Improved social | Number of 40 inspection 12 monthly 3 monthly 3 monthly 3 monthly 3 monthly .
Transport cohesion and public conducted in inspection inspection inspection inspection inspection
safe . transport 201972020 f/y | reports reports reports reports reports
environment projects and .
inspections
Public Transport | Number of Four forum 4 meeting 1 forum 1 forum 1 forum 1 forum
Forum Public conducted in ‘reports of meeting report. | meeting report | meeting report | meeting report
Transport 2019/2020 public . : SRR
Forums financial year transport
meeting to be forum
conducted ~
Development of | The current Development of | - -submission of public final draft local
local transport integrated local transport draft local consultation -transport plan
plan plan was plan transpart plan S

conducted in
2008

Construction of
one transport
facility (Paulina
taxi rank)

Only 22 public
transport
facility exist

12 progress
reports on
Construct one
transport
facility (Paulina
taxi rank

3 submission of

" progress report

3 submission of
progress report

3 submission of

progress report

3 mc‘cammmmos.oh

progress report
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Annual target

Functional Strategic KPL/ Weight Baseline/
Area objective as Measurement | - " previous Quarter 1 Quarter 2 Quarter 3 Quarter 4
per IDP . . . performance
. Projection Projection Projection Projection
_plan & budget | plan & budget | plan & budget | plan & budget
Good Number of Strategic and | 4 riskreportto | 1riskreportto | 1riskreportto -| lriskreportto | 1 riskreportto
governance reports for risk operational be developed be developed be developed be developed be developed
management risk  register . S
submitted developed
Number of Allseven(7) | 6 performance | 1assessments 1 assessments 1 assessments 1 assessments
performance unit Mangers compactstobe | asperthe PMS | asperthePMS | asperthe PMS | asperthe PMS
compacts to be assessed for developedand | cycle " | cycle cycle cycle
developed and performance 4 assessments .
assessed as per in . as per the PMS
the PMS cycle 2019/2020F/Y | cycle
Number of 4 council 4 reports on 1 reports on 1reportson 1 reports on 1 reports on
reports on the resolution to the the the the the
implementation be implementation { implementation | implementation | implementation | implementation
of council implemented of council of council of council of council of council
resolution in2019/2020 | resolutions resclution resolution resolution resclution
tfy
Development of Procurement Development of | Procurement Procurement Procurement Procurement
departmental plans for all unit plans to be plans to be plans to be plans to be
procurement 2019/2020f/y | procurement submitted submitted submitted submitted
plan and submitted and | plans
submit to SCM implemented

unit
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Functional Strategic KPI/ Weight Baseline/ Annual target .
Area objectiveas | Measurement previous Quarter 1 Quarter 2 Quarter 3 Quarter 4
per IDP performance - -
Projection Projection Projection Projection
plan & budget | plan & budget | plan & budget | plan & budget
HRM Assess the Number of HRM target Conduct 12 1 departmental | 1 departmental. | 1 departmental | 1 departmental
capacity of - departmental was not departmental meeting to be meeting to be meeting to be meeting to be
Bushbuckridge | meeting tobe specified for meetings conducted conducted conducted conducted
Local conducted . 2019/2020
Municipality : :

7.7 In the case of managers directly accountable to the municipal manager, key performance areas related to the functional area of the
relevant manager, must be subject to negotiation between the municipal manager and the relevant manager.

7.8 The CRs will make up the other 20% of the Employee’s assessment score. CRs that are deemed to be most critical for the Employee’s

specific job should be selected (¥} from the list below as agreed to between the Employer and Em

compulsory for Municipal Managers:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES J WEIGHT
Strategic Direction and Leadership v 10%
People Management v 10%

13
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COMPETENCY REQUIREMENTS FOR EMPLOYEES

LEADING COMPETENCIES WEIGHT
Program and Project Management v 5%
Financial Management v 10%
Change Leadership v 5%
Governance Leadership v 5%
CORE COMPETENCIES

Moral Competence v 5%
Planning and Organising v 10%
Analysis and Innovation v 10%
Knowledge and Information Management v 10%
Communication v 10%
Results and Quality Focus v 10%
Total percentage 100%
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