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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

Manager (Hereinafter referred to as the Employer or Supervisor)

And

(Hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:




1. INTRODUCTION

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

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

1.3 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.

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

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to:

2.1 comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Systems Act
as well as the Contract of Employment entered into between the parties;

2.2 specify objectives and targets established for the Employee and to communicate to
the Employee the Employer’s expectations of the Employee's performance expectations

and accountabilities;
2.3 specify accountabilities as set out in the Service Delivery Budget Implementation

e £ g
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Plan (Annexure A);

2.4 monitor and measure performance against set targeted outputs;
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2.5 use the Performance Agreement and Performance Plan as the basis for assessing
the suitability of the Employee for permanent employment and/or to assess whether the
Employee has met the performance expectations applicable to his/her job;

2.6 appropriately reward the Employee in accordance with the Employer's performance
management policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orientated relationship
with the Employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION

313 March. 2023 where after a new Performance Agreement, Performance Plan and

Personal Development Plan shall be concluded between the parties for the next financial
year or any portion thereof.

3.2 The parties will 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 feast once a year by not later than the beginning of each successive
financial year.

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

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

3.5 If time during the validity of this Agreement the work environment alters at any
(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. é‘Q O-(/ e\‘(;
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4. PERFORMANCE OBJECTIVES
4.1 The Service Delivery Budget Implementation Plan (Annexure A) sets out:
4.1.1 The performance objectives and targets that must be met by the Employee; and

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

4.2 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 and the Budget of the Employer, and shall include key objectives; key performance
indicators; target dates and weightings.

4.3 The key objectives describe the main tasks that need to be done. The key
performance indicators provide the details of the evidence that must be provided to show
that a key objective has been achieved. The target dates describe the timeframe in which
the work must be achieved. The weightings show the relative importance of the key
objectives to each other.

4.4 The Employee’s performance will, in addition, be measured in terms of contributions
to the goals and strategies set out in the Employer's Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEMS

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

5.2 The Employee accepts that the purpose of the performance management system will
be to provide a comprehensive system with specific performance standards to assist the
Employer, management and municipal staff to perform to the standards required. @fl 05
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5.3 The Employer will consult the Employee about the specific performance standards
that will be included in the performance management system as applicable to the
Employee.

6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE
MANAGEMENT AND DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS

6.1 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.

6.2 The criteria upon which the performance of the employee must be assessed consist
of two components, both of which must be contained in the performance agreement. The
employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Core Competency
Requirements (CCRs), respectively. Each area of assessment will be weighted and will
contribute a specific part to the total score. KPAs covering the main areas of work will
account for 80% and CCRs will account for 20% of the final assessment.

6.2,1 The Employee must be assessed against the Key Performance Areas (KPAs);

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

6.2.3 KPAs covering the main areas of work will account for 80% and CCRs will account
for 20%.

6.3 The employee’s assessment will be based on his or her performance in terms of the
outputs/outcomes (performance indicators) identified as per the service delivery and
budget implementation plan (SDBIP) which are linked to the KPAs, which constitute 80%
of the overall assessment result as per the weightings agreed to between the employer

and employee.: O > \&)y {L(/
T
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KEY PERFORMANCE AREAS (KPA’S) | WEIGHTINGS |
 Basic Services and Infrastructure Development 80

' Good Governance and Public Participation 4
Local Economic Development (LED) 3

' Financial Viability And Management 8

‘ Municipal Development and Institutional Transformation ' 5

’%til - 100%

6.4 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.

6.5 The CCRs will make up the other 20% of the employee's assessment score. CCRs

that are deemed to be most critical for the employee’s specific job should be selected

from the list below as agreed to between the employer and the employee and must be

considered with due regard to the proficiency level agreed to.

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

Core Managerial and Occupational Competencles X Weight
[Indicate choice]

Core Managerial Competencies:
Financial Management Compulsory 20
Change Management X 20
People Management and Empowerment Compuisory 20
Client Orientation and Customer Focus Compulsory 20

| Core Occupational Competencies:

| Competence in Self-Management N

| Interpretation of and implementation within the legislative and X 20 |
national policy frameworks

' Total percentage o 100%
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7. EVALUATING PERFORMANCE

7.1 The Service Delivery Budget Implementation Plan for 2022/2023 (Annexure A) to this
Agreement sets out

7.1.1 The standards and procedures for evaluating the Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance.

7.2 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.

7.3 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.

7.4 The Employee's performance will be measured in terms of contributions to the goals
and strategies set out in the Employer's IDP,
7.5 The annual performance appraisal will involve:

7.5.1 Assessment of the achievement of results as outlined in the Service Delivery
Budget Implementation Plan:

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

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

(c) The applicable assessment rating calculator {refer to paragraph 7.6 below) must then
be used to add the scores and calculate a final KPA score.
7.6 The assessment of the performance of the Employee will be based on the following

rating scale for KPA's xR O.C . [ ﬂ. *)V
e —————— e e e T TS =
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| Level | Terminology

Description ‘

Rating_ _
1J'_2J 3: 4| 5

'Parformance far exceeds the standard expacted of an employee at this |

level. The appraisal indicates that the Employes has achleved above
fully effective results against all performance criterla and indlcators as
speclfied in the Performance agreement and Performance plan and
maintalnad this In all areas of responsibliity throughout the year.

Performance is significantly higher than the standard expected In the |
job. The appraisal Indicates that the Employse has achleved above fully
effective results agalnst 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 appralsal Indicates that the Employee has fully achieved effective
results agalnst all significant performance criterla end Indicators as

speclfied in the Performance agreement and Parformance Plan

5 | Outstanding
performance
|
4 | Parformance
significantly
above
| expectations
3 Fully effective
(2 | Notfully
effectlve
. 1 Unacceptable
performance

Performance Is below the standard required for the Job in key areas.
Performance meets some of the standards expectad for the Job. The
review / assessment indlcates that the employse has achievaed below
fully effective results against more than half the key performance criteria
and Indicators as specified In the Performance Agreement and
Parformance Plan.

| Performance does not meet the standard expected for the job. The

efforts to encourage improvement.

review/assessment Indicates that the employee has achleved below
fully effective results against almost all of the performance criterla and
indicators as specified In the PA and Performance Plan. The employes
has failed to demonstrate the commlitment or ability fo bring
performance up to the level expected In the job desplte management

The following formula is used to calculate each KPA's Key Performance Indicator (KPI)

Weighting:

Level 5: Current weighting / 100 x 100 = add for outstanding

Level 4: Current weighting / 100 x 50 = add for above satisfactory

Level 3: Current weighting = satisfactory

Level 2: Current weighting / 100 x 50 = Subtract for below satisfactory

Level 1: Current weighting / 100 x 100 = subtract for unacceptable
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7.7 For purposes of evaluating the Annual performance of the Employee, an evaluation
panel constituted by the following persons will be established:

7.7.1 Municipal Manager;

7.7.2 Chairperson of the Performance Audit Committee;

7.7.3 Member of the Mayoral Committee ;

7.7.4 Municipal Manager from another Municipality.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his/her performance agreement

shall be reviewed for the following periods with the understanding that reviews in the first
and third quarter may be verbal if performance is satisfactory:

First quarter : July — September 2022 (verbal)
Mid-year : October — December 2022 (formal)
Third quarter : January - March 2023 (verbal)
Annual : July 2022 - June 2023 (formal)

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

8.3 Performance feedback shall be based on the Employers assessment of the
Employee’s performance.

8.4 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 wil}
be fully consulted before any such change is made. <P

FrT T v T o a2
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8.5 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.

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps Is attached
as Annexure B.

10. OBLIGATIONS OF THE EMPLOYER
10.1 The Employer shall

10.1.1 create an enabling environment to facilitate effective performance by the
employee;

10.1.2 provide access to skills development and capacity building opportunities;

10.1.3 work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Employes;

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employes to enable him/ her to meet the performance objectives and targets established
in terms of this Agresment; and

10.1.5 make available o 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.

11. CONSULTATION

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

powers will have amongst others: O < 5‘?




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

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

11.1.3 A substantial financial effect on the Employer.

11.2 The Employer agrees to inform the Employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in 11.1 as soon as Is practicable
to enable the Employee to take any necessary action without delay.

12. MANAGEMENT OF EVALUATION OUTCOMES

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

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration package
may be
paid to the Employee in recognition of outstanding performance.

12.3 In the case of unacceptable performance, the Employer shall

12.3.1 provide systematic remedial or developmental support to assist the Employee to
improve his or her performance; and

12.3.2 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 or incapacity to carry out his or her duties.

e
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13. DISPUTE RESOLUTION
13.1 Any disputes about the nature of the employee’s performance agreement, whether
it relates to key responsibilities, priorities, methods of assessment and/ or salary
increment in the agreement, must be mediated by -
the Executive Mayor or Mayor within thirty (30) days of receipt of a formal
dispute from the employee; whose decision shall be final and binding on both
parties.
13.2 Any disputes about the outcome of the employee’s performance evaluation, must be
mediated by —
a member of the municipal coungil, provided that such member was not part of the
evaluation panel provided for in sub-regulation 27(4)e), within thirty (30) days of
receipt of a
formal dispute from the employee; whose decision shall be final and binding on both
parties.

14. GENERAL

14.1 The contents of this agreement and the outcome of any review conducted in terms
of Annexure A may be made available to the public by the Employer.

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

APLOYEE
AS WITNESSES: AV @
| ACTING MUNICIPAL MANAGER
a. A

L=
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ANNEXURE A

IMPLEMENTATICN PLAN

(SERVICE DELIVERY BUDGET
IMPLEMENTATION PLAN)

Entered into by and between

[KAGISHO KLAAS TEISE]

[“the Empiloyer”]

and

[TLHOMELANG HILGUARD MATLHARE]
(ACTING DIRECTOR: COMMUNITY
DEVELOPMENT SERVICES)

[“the Employee”]
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1. Purpose

The service delivery budget implementation plan defines the Council's expectations of
the Municipal Manager's performance agreement to which this document is attached
and Section 57 (5) of the Municipal Systems Act, which provides that performance
objectives and targets must be based on the key performance indicators as set in the
Municipality’s Integrated Deveiopment Plan (IDP) and as reviewed annually.

2. Key responsibilities

2.1. Providing strategic leadership and planning for the department

2.2. Compiling departmentai SDBIP, monitoring and reporting on programme
implementation.

2.3. Provide general strategic management to ensure that the department meets the
five (5) key performance areas.

2.4. Manage the assets, budget, workforce, material and services of the department
2.5. Manage and administer contracts binding the Department’s operations.

2.6. Making inputs to the Municipal Manager with respect to activities, problems and
planning of the Community Development Services and Disaster unit.

2.7. Participate in decisions with regard to all delegated line functions including staff
recruitments, disciplinary deviations and actions as well as participating in bid
committees.

2.8. Make use of available data information systems to exercise operational control.

2.9. Prepare and take control of the departmental budget;

2.10. Ensuring the development of appropriate strategies, policies and plans for all
relevant areas are in place.

2.11. Directing the implementation of specific procedures, systems and controls
associated with key functional embodied in the community service's departmental
structure.

2.12. Managing community development.
2.13. Ensuring ehvironmental management in general.

2.14. Executing any other duties that may be assigned by the Municipal Manager.
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3. Key Performance Areas

The following Key Performance Areas (KPAs) as outlined in the Local Government:
Municipal Planning and Performance Management Regulations (2001) inform the
strategic objectives listed in the table below:

3.1 Municipal Transformation and Organizational Development.
3.2 Infrastructure Development and Service Delivery.
3.3 Local Economic Development (LED).
3.4  Municipal Financial Viability and Management.
3.5 Good Governance and Public Participation
(0%
O (- <
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KPA: BASIC SERVICES AND INFRASTRUCTURE DEVELOPMENT

| KPA

BASIC SERVICE
DELIVERY AND

INFRASTRUCTURE

DEVELOPMENT

BASIC SERVICE
DELIVERY AND

INFRASTRUCTURE

DEVELOPMENT

BASIC SERVICE
DELIVERY AND

INFRASTRUCTURE

DEVELOPMENT

BASIC SERVICE
DELIVERY AND

INFRASTRUCTURE

DEVELOPMENT
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Municipal Health

iDp
Programme | Strategic 3 | KEY PERFORMANCE
{DP PRIORITY | Objective W INDICATOR TITLE
AREA)
To provide
Promotion of | _..Em:mq____n_”rmnmm Municipal Health
Health in the R | Services Strategy
District il reviewed by 30 June
communities of
B | the District
| To u_.d.s% Municipal health policy
d municipal _ X
Promotion of health services annually reviewed as per
Health in the & | amendments of National
i to the .
District . Environmenta! Health
communities of Policy by 30 June
the District <y
To provide
. municipal Reviewed Municipal
ﬂ“ﬂ”ﬂmﬁ”—n health services o | health tariffs annually
o to the © | submitted to BTO by 31
District .
communities of March
the District
To provide
Promotion of Hmﬁqﬂ_ﬂ_”rnmm Number of Municipal
| Health in the - 3 | Health Services Actions
District ot performed by 30 June
communities of
the District [ ol

Services Strategy
reviewed by 30 June

| Municipal health policy

annually reviewed as
per amendments of
National Environmental
Health Policy by 30
June

Reviewed Municipal
health tartffs annually

81eg

aleq

submitted to BTO by 31
March

528 Municipal Health
Services Actions
performed by 30 June

ADILvdls

AJInod
ONV W3l

| T10AD SNILYOE3Y

TARGET
BREAKDOWN

10
[4¢]
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o

WEIGHTINGS
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KEY PERFORMANCE
INDICATOR TTTLE

tDP
A Programme | Strategic 3
{IDP PRIORITY | Objective =
AREA)
Environmental | To provide
BASIC SERVICE Management, | municipal
DELIVERY AND | Conservation | health services | oy
INFRASTRUCTURE | and Climate | to the i
DEVELOPMENT Change communities of
L Management | the District |
Environmental | To provide .
BASIC SERVICE Management,  municipal
DELIVERY AND Conservation | health services "
INFRASTRUCTURE | and Climate | to the o
DEVELOPMENT Change communities of
L Management | the District L
| Environmental | To provide
BASIC SERVICE Management, | municipal
DELIVERY AND Conservation | health services -
INFRASTRUCTURE | and Climate | to the =
DEVELOPMENT Change communities of
Management | the District
Environmental | To provide
BASIC SERVICE Management, = municipal
DELIVERY AND Conservation | health services ™
INFRASTRUCTURE | and Climate | to the e
DEVELOPMENT Change communities of
_ Management | the District
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Air Quality Management
Plan reviewed by 30 June

Number of quarterly Air
Quality Management
Plan implementation
reports submitted to the
Municipal Manager by 30
June

Comprehensive Climate
Change Strategy
reviewed by 30 June

| Number of quarterly

Comprehensive Climate
Change Strategy
implementation reports
submitted to the
Municipal Manager by 30
June

m
Bs 2d 3
TARGET (OUTPUT) 535 | 3 m 2
22 &S
Q (3
3 i
Air Quality - - 5
Management Plan 2 W m
reviewed by 30 lune =
4 quarterly Air Quality
Management Plan = - m.
implementation reports 5 m =
submitted to the e e )
Municipal Managerby | - <
30 June |
wy
Comprehensive Climate | _ m Wv
Change Strategy m = £
reviewed by 30 June Q =
4 quarterly [
Comprehensive Climate
Change Strategy z = _..nn.v
implementation reports | 3 3 2
submitted to the = 3 =

Municipal Manager by

| 30 June
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b
3 TARGET
o B | ey £ s =
Programme Strategic o 2Y PERFORMANC) W- =]
_ . QUTP
Kpa (IDP PRIORITY | Objective Z | INDICATORTITLE TARSER(OUTRUD Eo m m = :
AREA, 9
. 2 2 8 g8 2
2 |
I Environmental | To provide Annual report on Annual report on T
BASIC SERVICE | Management, | municipal business plans submitted | business plans —~ . L,
DELIVERY AND Conservation | health services o | forfunding of _ submitted for funding o m m . . @
INFRASTRUCTURE | and Climate | to the | Environmental of Environmental 8 =] S | €
| DEVELOPMENT Change communities of Management projects by | Management projects i ~5
. | Management | the District | 30 June | by 30 lune
| i | Number of quarterly 4 quarterly disaster
PRI . ._.n.. B | disaster statistical statistical reports = ) e
DELIVERY AND Disaster Disaster ~ - . £ L ®
‘ o | reports submitted tothe | submitted to the 3 S = Lo R
LAATENE BUREY | IMsnausTenty) | Mandament Municipal Manager by 30 | Municipal Manager by 8 2 3
DEVELOPMENT Services o g . g g 4=
== = June 30 June ol l| |
7 BASIC SERVICE To provide Number of quarterly 4 quarterly Disaster = 2z D
DEUVERY AND Disaster Disaster 0 Disaster Management Management Advisory m = m o BRI
_ INFRASTRUCTURE | Management | Management ‘© | Advisory Forum meetings | Forum meetings held g m e
| DEVELOPMENT | Services held by 30 June by 30 June - n <
1}
| BASIC SERVICE To provide Annual District Disaster | pﬂﬁ&aﬂﬂﬂﬁw_wﬂ@ = .
| DELIVERY AND Disaster Disaster o | Management Report m__uamn e zoh:m_,: g m m A
INFRASTRUCTURE | Management | Management ‘2 | submitted to Northern Cape Province by 30 o m 9 =
DEVELOPMENT Services Cape Province by 30 June E-__.m Y =)=
BASIC SERVICE To provide Number of Disaster ! : > fo)
DELIVERYAND | Disaster Disaster | g | Management it Stal = 2 |5 o e
INFRASTRUCTURE | Management | Management - Contingency Plans qm,..mmim d M< 30 June o =z o
DEVELOPMENT Services reviewed by 30 June g N = 7

WEIGHTINGS
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iDP Mm
Programme | Stratagic B | KEY PERFORMANCE | m m 2]
L {(1DP PRIORITY | Objective Z | INDICATOR TMLE R iata Ul 9 m g
AREA) 2 (=]
_ 3 -
-
BASIC SERVICE To provide . - =2
DELIVERYAND | Disaster Disaster 5 | S il | z_wzun.ma“ﬂg g | £
INFRASTRUCTURE | Management | Management o wwm.":mio.. eviewed by ot Hzmioq i 3 =
DEVELOPMENT Services une une m
i > [ e | == ——
i AN ICE [ojprovide _ Disaster Management
DELIVERY AND Disaster Disaster o | Disaster Management Plan reviewed by 30 g W
INFRASTRUCTURE | Management | Management ™ | Plan reviewed by 30 June Ao 5 >
DEVELOPMENT Services
_
BASIC SERVICE To provide . 100% of Disaster &Y
DELIVERY AND Disaster Disaster m ”Mam:ﬁmmm oﬂﬁw _wmu”m_. Management m m
| INFRASTRUCTURE Management | Management e m.:mwmh: LA LTECTS Volunteers trained by m.., w
DEVELOPMENT Services TR LS 30 June = =
Number of quarterly | 4 guarterly disaster
BASIC SERVICE To provide disaster qw%ozwm and .qmmvo:mm and recovery -
DELIVERY AND | Disaster Disaster oy | gt ity 5 A
INFRASTRUCTURE | Management | Management O e s nenit [Eports I e e g Q
DEVELOPMENT Services submitted to the submitted to the ] 2
Municipal Manager by 30 | Municipal Manager by
— June 30 Jure
Annual progress report Annual progress report
on the development of a | on the development of
| BASIC SERVICE To provide fully-fledged Disaster a fully-fledged Disaster —
DELIVERY AND Disaster Disaster wn | Management Centre and | Management Centre 9 ]
INFRASTRUCTURE | Management | Management ™ | functional satellite centre | and functional satellite m e
DEVELOPMENT Services submitted to the centre submitted to the -
| Municipal Manager by 30 | Municipal Manager by
_
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Additional KPls — GOOD GOVERNANCE AND PUBLIC PARTICIPATION

1

iDP
KPA el | Strategic Objective | 2 _.__ﬂ_n __nm__ e o_s._as_m.nm
PRIORITY m TOR

_ AREA)

GOOD Sustainable H.meﬂoh“woﬁ the Council approved budget
GOVERNANCE Development daily operations - for the daily operations
AND PUBLIC Orientated | - n<3mﬂ=3=m=nm @ | and maintenance of the
.. PARTICIPATION Municipality of the Municipality | | Municipality by 31 May
GOOD Sustainable _

GOVERNANCE | Development | To govem ® u”_nﬁ_wmq mﬂﬂﬂ%
AND PUBLIC Orientated | municipal affairs - Smmn_:im o e
| PARTICIPATION | Municipality & v
[ | To ensure effective

. strategic
S00D il integrated Number of IDP and
GOVERNANCE Development h =
3 sustainable w | Budget Roadshows
AND PUBLIC Orientated -
PARTICIPATION | Municipality development _ annually held by 31 May
_ planning In the
11 | District

GOOD Sustainable R aauar=y
GOVERNANCE Development | To manage risks to = ﬁwﬂﬂm_ -ﬂ_“”* Committee
AND PUBLIC Orientated | the Municipality =B m&nm -
7 PARTICIPATION | Municipality P 3 ¥

Additional KPIs —: MUNICIPAL FINANCIAL MANAGEMENT & VIABILITY
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" m m M _ 2 TARGET
BREAKDOWN
| TARGET (OUTPUT) 55|83 & m
| m 2 86 "z
5 g8 2
Council approved
budget for the daily = z 3 =
operations and w. m m ' ' z
maintenance of the o = _ 2
| Municipality by 31 May
4 quarterly ardinary = W m.
Council meetings held m. = 2 L
by 30 June 2 o =5 |
|
4 IDP and Budget = = z
Roadshows annually m. 3 m ' v
held by 31 May o 3 =z
|m|| 1
4 quarterly Internal - z o]
Risk Management m = i s s
Committee Meetings = m mwl
| held by 30 June a » <
| |

2
“
..v,.

WEIGHTINGS

0.



P

Programme
KPA {iop _

PRIORITY

AREA)

_

MUNICIPAL Sustainable
FINANCIAL Development
MANAGEMENT & | Orientated
VIABILITY Municipality
MUNICIPAL Sustainable
FINANCIAL Development
MANAGEMENT & | Orientated
VIABILITY Municipality
MUNICIPAL Sustainable
FINANCIAL Development
MANAGEMENT & @ Orientated
VIABILITY Municipality
MUNICIPAL Sustainable
FINANCIAL Development
MANAGEMENT & | Orientated
VIABILITY Municipality

2022/2023 PERFORMANCE AGREEMENT

Stretegis S | KEY PERFORMANCE
Objective z INDICATOR TITLE
To promote
and enhance Number of quarterly
the financiat 5 | Budget and IDP Steering
| viability of the | committee meetings held
District by 30 June
Municipality | |
o Number of bi-annual
and enhance N
. reports on external audit
the financial L] "

L < | findings responded to
viability of the -

o within the prescribed
DISIHicE timeframe by 30 June
Municipality | Y i |
To promaote
=1 m::m.unm Adjustment Budget
the financial o . .

L S | submitted to Council by
viability of the _ 28 Februa
District Y
Municipality | —

To promote [

and enhance | Revenue enhancement
the financial o | strategy developed and
viability of the ® | annually reviewed by 30
District June

Municipality

& TARGET
Bs 3] 5| wmwom
TARGET {OUTPUT) 5| B z WEIGHTINGS
w R ﬂ ° | _
Z Q g 8 ;m
4 quarterly Budget and > 2 o
IDP Steering Committee .mu m 3 S| I e
meetings held by 30 -3 = o
June _ i & <
He | — | —
2 bi-annual reports on m—
external audit findings = = 0 _
responded to within the | 3 S 2 B
prescribed timeframe o 3 M.u
by 30 June
Adjustment Budget = = > N
. . =}
submitted to Council by | m. 8 £ ol
28 February q F o
Revenue enhancement v [ 3 -
strategy developedand | © 3 3 =1
. =3 — £ ! b =
annually reviewed by 30 | & m o 5
o <
June =3
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— Z 3 B TARGET
P BREAKDOWN
Programme | i rategic 3 | KEY PERFORMANCE z |8 m
KPA {ibp TARGET (OUTPUT) =] 2 S
Objective INDICATOR TITLE a
PRIORITY 3 29 m m 9 -
AREA) 2 * g BB &%
|
- i
To promote Selitanl SR |
MUNICIPAL Sustainable and enhance e m. 8 P fe) _ |
| FINANCIAL Development | the financial g | Capability Maturity ity el g m &
3 o
MANAGEMENT & | Orientated | viabilityofthe | © | Model (FMCMM)reports | (FMCMM) reports 3 =3 =T e Rl
p— s submitted to the submitted to the L o =
VIABILITY Municipality | District g - =
P Municipal Manager by 30 | Municipal Manager by
Municipality
L IS - | June | 30June = =
UG LT Annual Procurement
MUNICIPAL Sustainable | and enhance Annual Procurement Plan | Plan reviewed and > -
FINANCIAL Development | the financial o | reviewed and submitted | submitted to the o W m . , . 2
MANAGEMENT & | Orientated | viability of the © | to the Municipal Manager R S & Z o _ g
VIABILITY Municipality | District by 30 June P ger by < |
i 30 June
Municipality B It I
[ To promote
| MUNICIPAL Sustainable and enhance Contract management Contract management — > "
FINANCIAL | Development | the financial | reportsubmittedtothe | report submitted tothe | © L m g P
MANAGEMENT & @ Orientated viability of the pa Municipal Manager by 30 | Municlpal Manager by o an 3 g
VIABILITY Municipality | District June 30 June -4 =
| Municipality | .
To ensure that | Number of quarterly 4 quarterly Asset
MUNICIPAL | Sustainable g _ | Asset Management Policy | Management Policy fo)
the municipal : - - ; = = =
FINANCIAL Development o | implementation reports implementation reports S iy o
I . assets are v ; ; o g [» |P |» |+
MANAGEMENT & | Orientated e submitted to the submitted to the 3 = 8
VIABILITY Municipality properly Municipal Manager by 30 | Municipal Manager by i = liss
safeguarded . _
| | | June | 30 June _
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Additional KPls —: LOCAL ECONOMIC DEVELOPMENT

KPA

LOCAL
ECONOMIC
DEVELOPMENT

=
LOCAL
ECONOMIC

DEVELOPMENT

LOCAL
ECONOMIC
DEVELOPMENT

2022/2023 PERFORMANGCE AGREEMENT

|
|
op & - ww.mquuoiz
Programme = _ c | 2 m w UNAUDITED
(P Strategic 3 KEY PERFORMANCE TARGET (OUTPUT) m § ANNUAL
omomTy | Oblective % | INDICATORTITLE B¢ m & || PERFORMANCE
I m 21722
AREA) 3 8 m 2 8 £ %
- |

Local To promot 3 ) | w

) promote | & | pGDS triennialty DGDS trienntaliy o z |B 8
Economic || local economic | & reviewed by 30 June reviewed by 30 June 5 ﬂ 2 " "t |E
Development | development J @ .“H. 3
Local Ti ot 4 | = L w

. o ' | LED Strategy triennially LED Strategy triennially @ © & | T
Economic local economic | & . 1 ar 5 | ' V= 3

[ reviewed by 31 May reviewed by 31 May ] ™ = Fn
Development | development Q = | =
_ el - w |3 |

Local To promate | SLP Coordination SLP Coordination - 2 i w
Economic local economic & | Strategy triennially Strategy triennially m = 3 | - ' s
Development | development reviewed by 30 June reviewed by 30 June Q) MH =
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) | H_ TARGET
] m BREAKDOWN
23 38
S N

g SR8 (B[R

W

= 4 w
=12 | |.|. |?
o 5 £
[ <

S »

(71
» 9 | 3 _ =
WN ~= [] (] [

el | UE2 5

@ <

=

) p

(41
g (2 ||, | |8
o o c
a < =
5
2 | »

(]
13 0L =T (Y (P 1.~
S & _ e
- < =
2 7
=

! _ =

2 | &
m M 1 = ] [
m 7w
w =

Additional KPis —: MUNICIPAL TRANSFORMATION AND ORGANIZATIONAL DEVELOPMENT
DP m
Programme 5 &
Strategic 3 | KEY PERFORMANCE
KEA O arry | Oblective Z | INDICATORTITLE TARSETHOUTRUD) -
m
anea) -
. To provide )
MUNICIPAL . . .
TRANSFORMATION MMM_H”MM:M integrated . | Comprehensive HR Comprehensive HR =
& INSTITUTIONAL | Orientated human 3 | Strategy reviewed by 30 | Strategy reviewed by 30 &
DEVELOPMENT Municipality | "= ource L3 pars
. 8 ISSIVICE Sl
. . | To provide
MUNICIPAL .
._.w>2mn__ ORMATION W.“M_H_”-_w__“: : integrated a | Council approved staff Council approved staff -
& INSTITUTIONAL | Orientated human 8 | structure annually structure annually m
DEVELOPMENT Municipality resource reviewed by 30 June reviewed by 30 June
| P | service _ |
MUNICIPAL Sustainable Hm E”HMM _
TRANSFORMATION | Development :cw:mmz & | 20 HR policies annually 20 HR policies annually 2
& INSTITUTIONAL Orientated s ™1 reviewed by 30 June reviewed by 30 June o
DEVELOPMENT Municipality . [
service |
To provide .
. adequate
NICIP
.__,.\_w_.\.__.z%"ow__.s ATION m_u.“nmm_ﬂ_mqﬂmﬂ opportunities n | Annually reviewed WSP Annually reviewed WSP =
& INSTITUTIONAL ozm_ﬁm_ﬂ od for the S | submitted to LGSETA by submitted to LGSETA by w.
DEVELOPMENT Municipality development of 30 April 30 April
employees and
| councillors | | | —
MUNICIPAL Sustainable _ Number of bi-annual 2 bi-annual internal IT -
TRANSFORMATION | Development | To provide IT N | internal IT Steering Steering Committee m
& INSTITUTIONAL | Orientated | services = | Committee meetings held | meetings held by 30 &
DEVELOPMENT Municipality June N
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4. Core Competency Requirements (CCRs)

The CCRs will make up the other 20% of the employees’ assessment score. The
following CCRs are deemed to be most critical for the employee's specific job as
agreed to between the employer and the employee and are considered with due

regard to the proficiency level agreed to:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)
. % :
Core Managerlal and Occupatlonal Competencles ) ) Weight
[Indicate choice]
‘ Core Managerial Competencies:
|T=inancial Management Compulsory | 20
' Change Management | X 20
' People Management and Empowerment Compulsory ‘ 20
' Client Orientation and Customer Focus [ Compulsory 20
' Core Occupational Competencies: _ -
' Competence in Self-Management
Interpretation of and implementation within the legislative and X 20
‘ national policy frameworks
Total percentage 100%
E [ | o I 2
| = : : : E
B KEY g G| memHoD S Target
SOURCE / g PERFOR- S Tanaer || Ne e £ DEsRED E £
nolg.r::m = mal;lrc::fm == & | fovTPUT) E cacuam | Pm;22MA E 2
& (s)ymme 2 4 ON g - w
E| < - | E Q
5 i b = 1
_____ | —
-4
PERGORMAN v, | Number of > Anumberls | % Lower g
AGRE(:VIENT 2 value Financlal i 4“"”? E used to 5| performance E i
; MSA (32 of 5 analysis Management = ::::;: g determinati g Is not g 20
’ 2000) reports [ on 3 desired %’
PERFORMAN Peopl 4 B
CE ) dNumber of Man:::r:ent departmen ';.:T A nurr:’ber ts % r:.ower E
AGREEMENT -E epartment and E tal E used to = perrormance 2 1/ 20
MSA(320f | 3 al meetings Empowerme = meetings & | determinat] E Is not z
2000) held ot held =) on 3 desired
| |
PERFORMAN Number of | Cllent 4 A number is Lower w| 4
CE y | Mmanagema Orlentation manageme | 2> used to £ performance g
AGREEMENT | .8 | ntmeetings and nt & | determinati | B Is not &
iMSA(32ef | S held Customer Z | meetings s on g desired o 20
2000) = Focus held & 3 E
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| § 8 | 3 : ‘
KEY g § 1 Target
—
SOURCE / PERFOR- S rancer | 8| "o | Z| omme | B x|
INPUT MANCE CCRs % | oureun €| carculam | G| PERFORMA | K T
DOCUMENT | Z | iNDICATOR o E == él NCE g =
&| wmme E & 3 §.q Q‘QIQ '
5 b =| 1/2/3 4
i — |
| Numberor | mereatio . K
=
FERFCEMAN = quarterly Implementati departmen >| Anumberis ¥ Lower 5
CE @ department . = b= tu
a on within the tal Y used to ® | performance
AGREEMENT E al £ i 5 i 1 1 | 20
i 5 legislative £ | compliance 9 | determinatl E Is not 2
;MSA(320f | Z| compliance & =
" and national registers on 3 desired g =
2000) registers oll submitted 82
submitted poficy 2
frameworks g
= — =
Q
| PERFORMAN _ Number of 4 quarterly | Anumberls g Lower g
Ce & | change Change 3| Chenge 8 usedto B | performance | =
AGREEMENT £ | manageme @ | manageme t . = ﬁ | 1 20
5 Management ] 8 | determinati [ is not
; MSA (32 of 2 | ntprogress ntprogress | & o 3 desired =
2000} reports reports | n §
[-H
Signed and accepted BY (ACTING DIRECTOR: COMMUNITY DEVELOPMENT

SERVICES)

d

Signed by the ACTING MUNICIPAL MANAGER on behalf of the
Council !

cﬁif/ Lo
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN

Entered into by and between

KAGISHO KLAAS TEISE

[ACTING MUNICIPAL MANAGER]

[JOHN TAOLO GAETSEWE DISTRICT MUNICIPALITY]
[“the Employer”]

and
[TLHOMELANG HILGUARD MATLHARE]
(ACTING DIRECTOR: COMMUNITY DEVELOPMENT

SERVICES)
[“the Employee”]

ot L AR AN, G M - 7998 =
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1. PERSONAL DEVELOPMENT PLAN

1.1.1 A Municipality should be committed to

(a) the continuous training and development of its employees to achieve its vision,
mission and strategic objectives and empower employees; and

(b) managing training and development within the ambit of relevant national policies and
legislation.

1.1.2 A Municipality should follow an integrated approach to Human Resource
Management, that is:

(a) Human resource development forms an integral part of human resource planning and
management.

(b) In order for training and development strategy and plans to be successful it should be
based on sound Human Resource (HR) practices, such as the (strategic) HR Plan, job
descriptions, the result of regular performance appraisals and career pathing.

(c) To ensure the necessary linkage with performance management, the Performance
Management and Development System provides for the Personal Development Plans of
employees to be included in their annual performance agreements. Such approach will
also ensure the alignment of individual performance objectives to the municipality’s
strategic objectives, and that training and development needs can be identified through
performance management and appraisal.

(d) Career-pathing ensures that employees are placed and developed in jobs according
to aptitude and identified potential. Through training and development they can acquire
the necessary competencies to prepare them for future positions. A comprehensive
competency framework and profile for Municipal Managers are attached and these
should be linked to relevant ragistered unit standards to specifically assist them in
compiling Personal Development Plans in consultation with their managers.

e e s L T
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{e) Personal Development Plans are compiled for individual empioyees and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basis for all
training and education activities in the municipality in a specific financial year and report
on progress made to the Local Government Sector Education and Training Authority.

1.1.3 The aim of the compilation of Personal Development Plans is to identify, prioritise
and implement training needs.

1.1.4 Compifing the Personal Development Plan attached at Annexure B.

(a) Competency assessment instruments, which are dealt with more specifically in
Annexure B: 1 and 2, should be established to assist with the objective assessment of
employees’ actual competencies against their job specific competency profiles and
managerial competencies at a given period in time with the purpose of identifying training
needs or skills gaps.

(b) The competency framework and profiles and relevant competency assessment
results will enable a manager, in consultation with his / her employee, to compile a
Personal Development Plan. The identified training needs should be entered into column
1 of Annexure B, entitled Skills / Performance Gap. The following should be carefully
determined during such a process:

(i) Organizational needs, which include the following:

» Strategic development priorities and competency requirements, in line with the
municipality's strategic objectives.

¢ The competency requirements of individual jobs. The relevant job requirements (job
competency profile) as identified in the job description should be compared to the
current competency profile of the employee to determine the individual's competency
gaps.

» Specific competency gaps as identified during the probation period and performance
appraisal of the employee.

(i) Individual training needs that are job / career related.

Pt P &l Vi L
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(c) Next, the prioritization of the training needs should be listed since it may not be
possible to address all identified training needs in a specific financial year. It is however
of critical importance that training needs be addressed on a phased and priority basis.
This implies that all these needs should be prioritized for purposes of accommodating
critical / strategic training and development needs in the HR Plan, Personal Development
Plans and the Workplace Skills Plan.

(d) Consideration must then be given to the expected outcomes, to be listed in column 2
of Annexure B, so that once the intervention is completed the impact it had can be
measured against relevant output indicators.

(e) An appropriate intervention should be identified to address training needs / skills gaps
and the outcome to be achieved but with due regard to cost effectiveness. These should
be listed in column 3 of Annexure B, entitled: Suggested training and / or development
activity in line with the National Qualifications Framework, which could enable the frainee
to obtain recognition towards a qualification for training undertaken. It is important to
determine through the Training / Human Resource Development / Skills Development
Unit within the municipality whether unit standards have been developed and registered
with the South African Qualifications Authority that are in line with the skills gap and
expected outcomes identified. Unit standards usually have measurable assessment
criteria to determine achieved competency.

(f) Guidelines regarding the number of training days per employee and the nominations
of employees: An employee should on average receive at least five days of training per
financial year and not unnecessarily be withdrawn from training interventions.

(g) Column 4 of Annexure B: The suggested mode of delivery refers to the chosen
methodology that is deemed most relevant to ensure transfer of skills. The training /
development activity should impact on delivery back in the workplace. Mode of delivery
consists of, amongst others, self-study [The official takes it upon him / her to read e.g.
legislation]; internal or external training provision; coaching and / or mentoring and
exchange programmes, etc.

- /V
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(h) The suggested time frames (column 5 of Annexure B) enable managers to effectively
plan for the annum e.g. so that not all their employees are away from work within the
same period and also ensuring that the PDP is implemented systematically.

(i) Work opportunity created to practice skill / development areas, in column 6 of
Annexure B, further ensures internalisation of information gained as well as return on
investment (not just a nice to have skill but a necessary to have skill that is used in the
workplace).

(i) The final column, column 7 of Annexure B, provides the employee with a support
person that could act as coach or mentor with regard to the area of learning.

e e e e e et e e e e e A A T Pt e s St T
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Personal Development Plan of: TLHOMELANG HILGUARD MATLHARE

1. Skills /
Performance Gap
(in order of priority)

Knowledge of the usage of

Project Management
Programme

2. Outcomes
Expected
{measurable
indicators:
guantity, quality
and time frames)

Improved Project
tracing

3. Suggested
tralning and / or
development

activity

Advanced MS
Project Training

4. Suggested mode
of delivery

Compiled on the :

Onsite training

ACTING DIRECTOR: COMMUNITY DEVELOPMENT SERVICES

Signature:

2022/2023 PERFORMANCE AGREEMENT
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Signature:.t. ., .

5. Suggested Time
Frames

6. Work opportunity
created to practice
skill / development
area

2023

Daily operating of
work
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Support
Person

Municipal Manager

ing Municipal Manager



