Setsoto Local Municipality
Performance Agreement

Moletsane Lefa

Setsoto Local Municipality

| Treasury Services Chief Financial Officer
All Section 57
All ! Director
Municipal Manager ell:Phon nbef 714619730

101 July 2021 to 30 June 2022

2. Purpose

The purpase of this Agreement is to:
{a) Camply with the provision of section 24 (1)-{d) of the Local Government: Municipal Systems Act, 32 of 2000, 3s amended, as well as the Contract of Employment entered into between the parties;

{b} Commupicate the Employer’s performance expactations and acer bilitles to the Employee by spedifying objectives and tagets as defined in the Integrated Development Plan, Service Defivery and Budget
Implenetation Plan and Budget of the Municiaptity;
{c} Specify accounatabllities as set out in the Parformance Plan, which must be in a format substantially comphiant with Annexure "A";

{d) Moniter and measure performance against set tergeted cutcemes, outputs, activitles, tasks and sub-tasks;

{e) Use the Agreement and Performance Plan as a basis for assessing the performance of the employee and estabisih whether the Employee has met the performance expectations applicable to the position; and

{f} Appropriately reward the Employee in accordance with the Employer's Performance Management Policy in the event of sutstanding perfarmance.

3, Cormencement and Duratlon

3.1This Agreement will commence on the 01 July 2021 and will remain In foree until 30 June 2022, whereafter a new Performance Agreement will be concluded. Perfermance Agrememnt and personal Development
Plan must be conciuded between the parties for each of the following financial years or any portion thereof for the duration of Contract of Employment.

3.2 This Agreement will terminate on termination of the Employee’s | t for any reason whatsoever.

1.3 The content of this Agreement may be revised at any time during the abovementioned period to determine the appicability af the matters agreed upon,

3.4 If at any time during the validity of this Agreement the work environment alters, whetether as a resullt of gevernment of council decision or otherwise, ta the extent that the contents of this Agreement are na fongar
appropriate, the contents must immediately be revised.

3.5 Any significant amendments or deviation must take cognisance of the requirement of sections 14 and 42 of the Local Government: Municipal Systems Act, 32 of 2600, as ded and reglation 4{5} of the Regulati
regarding the sections 54A and 56 of the Act.

4, Performance Objectives

4.1 The Performance Agreemnt musst set out the-
{a) performance objectives and targets that must be met by the Employee; and

{b} the timeframes within which those perfermance objectives and targets must e met.

4.2 The perofrmance objectives and targets reflected in the Performance Agreement must-

{a} be set by the Employer In Hation with the Employ

(k) he based on the Integrated Development Plap and Budget of tha Employer; and

{¢) Include key determined ohjectives, performance Indicators, targets, timeframes and weightings.

4.3 Itis agreed that-
(a) the determined objectives must describe the main tasks that must be performed by the Employee;

{b} the key performance indlcatars provide the details of evidence that must be previded teo indicste that a determied ohjective has heen achieved;
{c} the targets describe the qualitative and guantitative work to ke achieved;
{d) the timeframes describe the dates in which the work must be achieved; and

{e] the wefghtings indicate the relative importance of the determined objectives to each other,

4.4 The Employee's parformance will, in addition, be measure in terms of contributions to the goals and strategles set outin the Employer's Integrtaed Development Plan and Service Delivery and Budget implementation
Flan.

5. Performance Management System

5.1 The Employee agrees to participate In the Perfermance management Systems that the Employer adopts or intreduces for the municipality, and accepts that the purpose of the Parfermance Management System is to
provide a comprehensive system, with specific performance standards, to assist the muncilpality to perform to the standards required,

5.2 The Employer must consult the Emplayee abaut specific performance standards that are included in the Performance Management System that are applicable ta the Employee.

5.3 The Employee undtriakes to actively focus on the premotion and implenentatien of Key Performance Areas, including spediat projects refevant to the Employee's resy bilities, withir locat g t fr k.

5.4 The Employee must be assessed on his or her performance in terms of performance indicators identified in the performance #lan, annexed hereto as Annecxure "A" and include.

{a) the Key Performance Areas; and
{b} Core Managerial Competencies, with a weighting of 80-28 allocated to sub-cfause {a) and (b} respectively.

6. Evaluating Performance

6.1 The Perfremance Plan, inclided herete as Annexure "A", must set out;

{a} standards and procedures for evaluating the Employee's perfermance; and

{b) intervals for svatuation of the Employee's performance.

6.2 Despite the establishment of agreed intervals for evaluation, the Employer may in addition review the Employse's perfermance at any stage during the validity of the Contract of Employment.

6.3 Personal growth and devetopment needs Identified during any performance review discussions, as well as the actions and timeframes agreed to, must be documented in the Personal Development Plan, which must
be in the format substaially compliant with Annexure"D*

6.4 The Emplayee's perfermance will be measured in terms of contributions to the goals and strategies contemplated in the Employer's Integrated Davelopment Plan.

6.5 The annual performance appraisal must involve-

{a) an assessment of achievement of resulis as outlined in the performance plan;
{b} an assessment of each Key Performance Area according to the extent to which the specified standards or performance indlcators have been met and with due regard to af hoc tasks that had to be performed;

{c} 4 rating on five-point scale for each Performance Area; and

{d] the use of the applicable-assessment rating calculator to ad the scores and calculate a final Key Perofrmance Area Score,

6.6 The Core Managerial Criterias rust be addressed-
(a) accarding to the extent to which the specified standards have been met;

{b} aith indicalive rating on a five-point scale for each criteria; and

{c) by using the spplicable assessment rating cafcuator te add the score and calcufating the final Core Managerfal Compentecy score.

6.7 An averall rating is calculated by using the appticabl rating cafculator, which represent the outcome of the performance appralsal provided thet the performance assessment of the Employee will be
based on the rating scale of both the Key Perfarmance Areas and Core Management Cirtela contain in Annexure "8"

6.8 Each Peeformance Indicator (cutputs and Core Competency Requirements) will be rated according to the five-point scale, The score for each Key performance Indicator Is ealeulated as follows: Weight per Indicator x
Rate/3 (Welght per Indlcator dived by Three). The Surn of respectively alf the output Xey Perfermance Indicators score and afl Core Competency requirements Key Perofrmance Indicaters scores Is converted to 80% and
26%. The sum of these two scores is used for calculaling the perfermance benuses as per clause 11.2 below.

6.9 For the purpase of evaluating the annual perfarmance of the Municipal Manager, an evaluation Panel consituted of the followlng persons must be estabilished-
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{1} The Executive Mayor;

{lf} Chalrperson of the Audit and Performance Audit Committee;

{iif] Member of the Mayaoral Committee;

{iv) Mayor/Municipal Manager from another municipality; and

{v] Mmember of a Ward Committee as nominated by the Executive Mayor.

6.9.1 For the purpose of evaluating the annual performance of the Manager directly accounable to the Municipal Manager, an evaluation Panel consituted of the following persons must be estabilished-

{i) The Municipal Manager
{il} Chairperson of the Audit and Performance Audit Commities;

{iti) Member of the Mayoral Committee; and

{iv) Municipal Manager frem another municipality.

6.9.2 For the purpose of evafuating the annual performance of afl other permannet Employees, an evaluation Panel consituted as per the approved Employee Performance Appraisal System must be estabilished-

7. Schedute for Performance Reviews

7.1 The performance of each Employee in relation to his or her § e Agi must be revi d during-
{a) July to September for the First Quarter-October 2021;

{b) October te December for the Second Quarter-January 2022;
{c) January to Mareh for the Third Quarter-April 2022 and
{d} April to June for the Fourth Quarter-luly 2022,

Reviews in the first and third quarters may be verbal if performance s satisfactorily.

7.2 The responsibility for rescheduling a cancetled coaching session wili e with the individuat who requested the rescheduling,

7.3 the fourth quarter coaching is followed up by a review which may be conducted concurrently with the coaching session.

7.4 The Employer must keep a record of mid-year review and the annua! assessment meetings, and feedback must be based on the Employer's of the Employee's perf £,

7.5 The Employer will be entitied 1o review and make reasonable changes to the provision of Annexure "A" from time to time for operationat reasons. The Employee will be fully consulted before such change is made.

7.6 The ¥mployer may amend the provisions of the Performance Plan whenever the Performance Marag: W System is adopted, impl d or amended, provided that the Employee must be consulted before such
change Is made.

8. Developmental Requirements

8.1 The Personaf Davelopment Plan, Annexure "D" for addressing developmental gaps will be provided when reguired.

9, Obiigatlon fo the Employer
9.1 The Employer shall-
(2] create an enabling environment te facliitate effective performance by the Employee;

(b) provide access to skilis development and caparity building opporiunities;
(c) work collaborately with Employee ta solve problems and generate solutions to commaon problems that may impact on the perofrmance of the Employee;
{d) on request of the Employee defegate such powers reasonably required by the Employee to enable him or hes to meet the performance objectives and targets established In terms af this Agreement; and

(¢} make avaitabie to the Employee such resources as the Employee may reasonably require from time 1o time to assist him or her to meet the perofrmance objectives and targets estabilshed in terms of this Agreement.

10 Consultatlon

10.1 The Emplayer agrees to consult the Employees timeously where the exercising of the powers will have amongst others-

{a} a direct effect on the performance of any of the Employee’s function;

{b) commit the Employee to Implement or give effect 1o a dedsion mada by Emplayer; and

fc}asut iaf financial effect on the Employ

11. of Evaluatlon Qutcomes

11.1 The evaluation of the Employee's performancee witl form the basis for rewarding outstanding perofrmance or correcting unacceptable perfermance.

1.2 A performance bonus f between %% and 14% of all inclusive annual remuneration package may be paid to the Employea in recognition of outstanding performance to be cosntituted as fallows:

Sore Parformance Rating Bonus Amount
5 Score abave 150% o] ding Performance 10%-14% OF Tota! Package
4 Score Above 130%-149% Significantly above Expectation 5%-9% of the Total Package
3 Score of 100%4-129% Fully Effective 0%
2 Below 100% Mot fully Effective and Unacceptable Perofrmance Ne Bonus but remedial action Revired

11.3 In case of unacceptable perofrmance, the Employer shall-

{a) provide systematic remedial or developmental support to assist the Employee to improve hs or her perefrmance; and

{h) after appropriate perormance counselling and having provided the necessary guidance or support as well as reasonable time for Improvement in performance, the Employer may consider steps to terminate the
coniract of employment of the Employee on grounds of unfitness or incapadty to carry his or her duties.

12, bispute Rasolutions

12.1 Any dispute about the nature of the Employeee's Perfermance Agreement, whether it relates to key respansibilities, prioritiles, methads of assessment and or salary increment in the Agreement, must be mediated
by-

{a} In case of the Municipal Manager, the MEC far local government in the province within thirty {20} days of receipt of formai dispute by the Employer, or any other person desigrated by the MEC;

{b) in case of s directly acc ble to the municipal manager, a ber of the municipal council, provided such member was not pari of the evaluation panal provided for in subregulation 27 {4] {e], within

thrirty {30] days of receipt of a formal dispute from the Employes; and

{c}in case of afi other permanent Employees, in terms of the app ployee Perofrmance Appraisal System of the municipality.

whaose declsion shall be final and Bindlng on both parties
12.2 In the event that the mediatian process contemplate in clause 12.1 {a) and (b) respectively fails, clause 5 of the Contract of Employment shall apply.

13. General

13.1 The contents of this Agreement and the outcome of any review conducted in terms of Annexure "A” may be made avaffable to the public by the Employer.

13.2 Nothing in this Agreement diminishes the obligations, duties or accountabilities of the Empleyer in terms of his or her contract of employment, or the effects of existing or new regulatins, circulars, peticies,
directives or other Instruments.

13,3 The performance assessment resuits must be submitted to the Mayoral Committee of Setsoto Local Municipalily within thirty (30} days after conclusion of the assessment.

SECTION 1: KEY PERFORMANCE AREA (SDBIP}

NATIONAL QUTCOMES An Efficient, Effective and Development Oriented Public Service and an Empowered, Fair and Inclusive Citizenship
NATIONAL DEVELOPMENT PLAN

Economic infrastructure
CHAPTERS
FREE STATE GROWTH AND

ici dministrati

DEVELOPMENT STRATEGIES Effective and Efficient Governance and Administration
1DP REFERENCE Basic Services
STRATEGIC GOAL To Provide Stratepic Leadership Te The Strategic Operativnal Activities Of The Municipality

SECTION 1: XEY PERFORMANCE AREA {SDBIP)
NATIONAL DEVELOPMENT PLAN |5. The econamy is unstable (resource intensive)
NATIONAL GUTCOMES 9, A responsive, accountable, effactive and efficient local government system

N SW




BACK TO BASIC PRINCIPLES 4, Ensuring sound financial management and accounting
FREE STATE GROWTH AND 6. Good Governance
PREDETERMINED OBJECTIVES Ensuring sound financial management and accounting
KEY PERFORMANCE AREA {KPA)  [Financial Management
Planel Predetermined Unit of
ann
oo :‘E Chjectives Indlcator Evidente Type Iy nit o Basefine ?_nnua1 Gualrter Duarter Quarter Quarter Welghting
Ll Statement easure arget 2 3 4
Activity 1.1] Ensusing sound financial Percentage collection C-Schedute: SC8- Targat Percentage 43% B5% 65% 65% 65% 6535
management and rate Por Indicators
accaunting and Benchmarks Budget Rand 905 550 905 550 905 550 905 550 20%
Activity 1.2{ Ensusing sound financial Percentage of irregular, {C-Schedule: SC8- Targel Percentage New 100% 100% 0% ] o%
'management and frultless, and wasteful  {Pesformance Indicators Indicatar
accaunting and una.ulhunsed and enchmarks Budget ERand 505 550 908 550 305 550 505 550 10%
axpenditure disclosed In
the 2021 AFS
Activity 1.3 Ensuring sound §inancial Percentage contracted  [C-Schedule: SCE- ‘Target iPercentage New % 14 2% 2% %
'management and services expenditure to [Performance Indicatars Indicator
accounting tota! up.erallng and fenchmarks Budget IRand 305 550 05 550 505 550 %05 550 10%
expendilure
Activity 1.4]Ensuring sound financial Percentage af the Indigent Register Target ]Percentage % 85% 20%| 38% 2% 85%
ipality's FBS - d
menagement and municipality’s Heport and C-schedule |=oa 2486 395 2486395 2486 395 2486 395 2485 395
accounting budget spent an free 10%
basic services to
Indigent households
Activity 1.5 Ensuring sound financial Percentage spending en jC-Scheduta-Table C4 Target {Percentage 100% 5% 18%| 4004 56% 5%
mansgement and the approved budget Financial Performance Budgat 2486395 T A86355 S AEe 535 3486 395 7486 395
accaunting __Revenue and 15%
Expenditure
Activity 1.5{ Ensuring sound financlal Number of Minutes / Audi Fite / Target |Number 4] 4 1 1 1 1
management and departmentad e Ragister of =4 et 2485395 | 2486355 2486 335 7486395 Tascaos|  10%
accaunting held 1he meeting
Activity 1.7] Ensusing sound financial Mumber of GRAP Annvai Financial Target [Number 1 1 1 D Q; [i]
management and comllant Annuel Budget 7ABsa9s | Zdss 30m 2486355 2436335 2486385
accounting Financial Statements 9%
comgplled and submitted
Activity 1.8]Ensusing sound financial Humber of Unallocated {Agproved Policy and Target |Number 1 i 1 0 a Q
management and Depostt Flotey Conel Budgat 2486395 | 2486395 2486 335 2485395 7 486,395 5%
accounting developed
Activity 1.9]{Ensuring sound financial Mumber of b dl A d Expendi Target  |Number o 1 L} 0 1 Q
management and Aeductiop Strategles | Reduction Strategy and [~ oy 7486395 | 2486395 7 A86 395 2485395 2436 395 %
accaunting developed [reviewed) |Council Resoltion
Activity {Ensuring sound financial Mumber of Aoventk Approved Revenue Target |Number o I3 1 1] a Q
Enk Strateri
110 |management and " ples | Enhancement Strategy | ooy 2485395 | 2486355 3as6ass 2486 395 T B
accaunting reviewed and Council Reduciion
Activity {Ensuring sound financial HNumber of policies Approved Pollcy and Target  |Numbar 1] 1 1 0 a ]
111 management and ped on Council
Budget 2486335 2486 395 86 335 248 385
accounting of UIF finctuding SOPsH e 4 24 6395 243033 5%
Total Number af targets it 13 11 1t 1 1n
Total Budget 12 607 810 22 607 810 22 GOT 810 22607 819
TOTAL KPA/SDBIP WEIGHTINGS (Must add up to 100%) 100%
SECTION 1: KEY PERFORMANCE AREA [SDBIP)
NATIONAL DEVELOPMENT PLAN 8. Corruption levels are high (9}
NATIONAL OUTCOMES 9, A rasponsive, accountable, effective and effictent lacat govarnment system
BACK TO BASIC PRINCIPLES Good Governance, transparency, and accountability
FREE STATE GROWTH AND 6. Good Governance
PRECEYERMINED OBIECTIVES Promoting good governancs, transparency, and accountability
KEY PERFORMANCE AREA [KPA) |Good Governance, transparency, and accountability
Predetarmined
Unit of Annual uarter uartar uarter uarter
Planning Objectives indicatar Evidenre Type Baseline a a o @ Welghting
Level Measure Target 1 2 3 4
Statement
Actlvity 1.1 |fromoting good Percentage extarnal Aequest for information | Target |Percentage | 100.00% 95% 558 95% 95% 95%
Eoverance, lransparency, | com of audit |r Tudget |Rand 7 486 395 3 4866 355 7486395 2486 395
and aceouptabitity findings [Treasury communication findings
ices) dedto |resp annual 25%
and add| Hnancial
timeframe and annual report
Activity L2 [Promoting goad Percentage external Request forinformation | Targat jPercentage 100% 10034 1003 10056 100% 100%
governance, transparency, jaudit requasts for responses, ) X Budget tRand 3486395 2 485 395 2 486 395 2436 395
and acceuntabillty {information responded |communication findings
to and addressed within [responses, annual 0%
timeframa financial statements
and arnual report
Activity 1.3 |Promaling good Per<entage internal Request for information |  Target ]Percentage 100% 100% 100% 100% 100% 3100%
governance, transparency, ication of audt |r ) Budget iRand 7486 395 7486395 2436395 7486395
and accountability findings responded to  |communtcation findings 5%
and addressed within respansas, anpual =
timely i
and annual repert
Activity 1.4 |Promoting good Number of sk registers |Updated Risk Register Target iNumber 4 4 4 q 4 4
£ e, transparency, ped, updated and Budget {Rand 7486385 7485335 2 486 395 2486395 153
and accountability reported on
Activity 1.5{Promating good Number of Appraisal d Target |Number a 4 1 1 1 i
gavernance, transparency, [Reports concluded registers, reperts and
“ . P
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LHEIREG I IHITIF ' LUUHILHE L EAUILUCNS Bmigel Rand 1486 395 3 486 395 7 486 395 2485 395 L2370
Total Number of targets 5 1 5 5 s 5
Total Budget 12431975 12431975 12431975 12431975
TOTAL KPA/SDBIP WEIGHTINGS {Must add up to 100%) 100%
SECTION 2: Job Description Key Performance Areas [IDKPA’s) ’
)y Title
SDKPA JDPKA Description Evidence Frequency Welghting
Financial Management iviust he able to know, understand and comply with the Municipzl Miinutes of Committeas where applications of finance related [Quatiely
Einancial management Act Mo, 56 of 2003 policles and acts were applied.
5%
People Management and Must be able to manage and encourage people, optiraise their Minutes of meetings held with Managers, employees and Quartely
Empowerement outputs and effectively manage relationships In order to achieve the [other stakehalders
municipality's goals. 15%
Pioblem Solving and Analysis Must be able to systematically identify, snalyse and resolve existing  |Reports or minutes showing high negoatiating skills and to be | Quartely
and anticipated problems in arder to reach optimum solutions ina  |able to perform under pressure
timely manner 15%
Commuaication Must be able to exchange infromation and ideas in a clear and concise|Written reports that are adding value to the improvements of (Guartety
manner appropriate for the audience in order to explain, persuade,  |theinstitution as a whole
convince and influence athers to achieve the desired cutcomes 10
Programming and Project Management  |Must be able to plan, manage, monitor and evall specific activities |Reporting on progress and ach on infy ture hly, Quartely and Annruaily
in arder to ensure that policies are implemented and other local projects
government objectives are achieved, 15%
Budget Management Davelopment, approval and implementation of the service delivery budget |Approved and Implementation of the SOB# for 2021/22 Monthly, Quartely and Annually
Implementation plan of 2025/22
20%
TOTAL JDXPA WEIGHTINGS (Must add up to 100%) 100%
SECTION 3: CORE COMPETENCIES
Competency Description Evidence Weighting
Strategic Capacity and Leadership Competency Based Assessment Resuits 10%
Programming and Project Management Competency Based Assessment Results 10%
Financiat Management Campetency Based Assessment Results 15%
People M t and Empos Caompetency Based A Results 5%
Clients Orientation and Custorner Focus Competency Based Assessment Results 5%
Change Management Campetency Based Assessment Results 5%
Knowledge management Competency Based Assessment Results 0%
Service Delivery innovation Competency Based Assessment Results 0%
Prablem Solving and Analysis Competency Based Assessment Results 0%
Communication Competency Based Assessment Results %
AccounntabHity and Ethical Conduct Competency Based Assessment Results 10%
TOTAL CORE COMPETENCY WEIGHTENGS {Must add up to 100%) 300%
w e . . ANNEXUREE
KEY PERFORMANCE AREA AND JOB DESCRIPTION TASK EVALUATION CRITERIA
1 2 3 4 5
Unacceptab! Parformance Not Performance Fully Parformance Significantly Qutstanding
Performance does not meet the  {Performance is below the standard Performance fully meets the  [Performance is significantly higher than |Performance far exceeds the standard
standard performance expected  jrequired for the jobin key areas. standards expacted inall areas [the standards expectedin the job. The  expected of an ernployee at this level. The
for the job, The review / Performance meets some of the of tha job. The appraisal appraisal indicates that the Employee appraisal indicates that the Employee has
assessment indicates that the standards expected for the joh, The Indicates that the Employee has [ has achieved above fully effective results [achieved above fully effective results against
employes has achieved below review / assessment indicates that the  [fuliy achieved effective results  [against more than half of the all performance criteria and indicators as
fully effective resufts against employee has achieved below fully against all sigrificant parformanca eriteria and indicators 2nd  {specified in the PA and Performance plan and
almost all of the performance effective results against more than half | performance criterfa and fully achieved all others throughout the {maintained this in all areas of rasponsibility
criteria and indicators as specified |the key performance criteria and indicators as specified in the PA |year. throughout the year.
in the PA and Performance Plan.  |indicators as specified in the PAand and Performance lan.
The employee has faited to Performance Plan.
demonstrate the commitment or
ablfity to bring performance up to
the level expected in the job
despite management efforts to
encourage improvement.
CORE COMPETENCY EVALUATION CRITERIA
3 2 3 4 5
Under Basic Meeting Superior Quistandil
Has understanding of Competency {Has awareness of competency but lacks  |Competency Application of strong Application of Competency Mastery Application of Competency
but Has understanding of full application competency Cempetancy without any
Competency bt requires re- suppart or assistance required
inforcement opportunity to
enhance learning requires re-
inforcement opportunity to
enhance {earning
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Description

Execution of the SDBIP at Managerial level

All Managers must cammit, execute and report the SDBIP targets as entailed in the 'managerial levef'

Finalisation {approval] of the organogram

Managers and CFO must be supported by finalisation of the arganogram to address tha parformance deficiencies identified in the departmant

PDP Inltiative

ERSONAL DEVELOPMENT PLANNING.

Competency Development Area Description

Evidence

Professional Development:
Meonitoring and evaluation

Monitcring and evalisation {performance
managemeant] for financial and non-
financial key perfarmance indicators

Registration with the accredited higher institution of fearning
for a course in Monitoring and Evaluation

Proof of registration and progress repert on
CPD

Professional Development:
Construction Profect Management

Improve strategic approach to
construction project management and
help to mitigate risk factors [financizal and
non-firanclal]

Registration with the aceredited higher institution of learaing
for a course {n Construction Management

Froof of registration and progress report on
cPD

Prafessional Developmant: Fraud Detaction
and Risk Managemeant

Fraud datectfon, managemeant and
contrel {fraud risk management}

Attend ACFE Annual Capference: 2022

Proof of registzation and attendance of the
ACFE Annual Conference

J——
Employee Signature {Mr Date 30-Aug-21
NL Moletsane} - -
N
Municipal Manager Signature  (Mr Date 30-Aug-21
STR Ramakaraneg)
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