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. Puzpose
he purpose of this Agreement is to:
1) Comply with the provision of section 24 (1)-(4) of the Local Government: Municipal Systems Act, 32 of 2000, as amended, as well as the Contract of Employment enterad into between the parties;

») Communicate the Employer's paiformance expactations and accounatabiiities to the Employee by specifying objectives and tagets as defined in tha Integrated Development Plan, Service Delivery and Budgat
nplenetation Plan and Budget of the Municiaplity;
2} Spacify accounatabliities a5 set out in the Performance Plan, which must be in a farmat substantially compHant with Annaxure "A" ;

1} Monitor and measure performance agalnst set tergeted cutcomes, cutputs, activitles, tasks and sub-tasks;

3) Usa tha Agreement and Performance Plan as a basls for assessing the performance of the empleyee and astablsih whether the Emplovee has met the performance expactations applicable to the position; and

) Appropriately reward the Employea in accordance with the Employer's Pacformance Management Policy in the event of outstanding performence,

. Commencement and Duration

.1 This Agreement will commence on the 01 July 2021 and wili remain in force until 30 June 2022, whereafter a new Performance Agreement will be concluded. Parformance Agrememnt and personal
levelopmant Plan must be conciuded between the parties for each of the following financhal years er any portien thereof for the duraticn of Contract of Employment.

.2 This Agreement will terminate on termination of the Employee's employment for any reason whatsoever.

3 The content of this Agreemeant may be revised at any time during the abovementioned period to determine the applcability of the matters agreed upon,

4 If at any time during the validity of this Agreement the work environment alters, whetether as a resullt of government of council decision or othenvise, to the extent that the contents of this Agreement are na
anger appropriate, the contents must immediately be revised.

5 Any significant amendments or deviation must take cognisanca of the requirement of sections 34 and 42 of the Lozal Government: Municipal Systems Act, 32 of 2000, as amended and reglation 4{5} of the
epuiations ragarding the sections 514 and 56 of the Act.

. Performance Ohjectives

.1 The Perfarmance Agreemnt musst set out the-

1) performance objectives and targets that must be mat by the Employee; and

3} the timeframes within which those performance chiectives and targats rust be met,

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

1) be set by the Employer In consultation with the Employee;

3} be based on the Integrated Development Plan and Budget of the Employer; and
s}include key determined okjectives, performance indicators, targets, tmeframes and welghtings.

3 1t s agreed that-

1} the determined ohjectives must deseribe the main tasks that must he performed by the Employes;
b} the key performance Indicators provide the details of evidence that must be provided to indicste that a determied objective has been achisved;
=) the targats describe the gualitative and guantitative work to be achieved;

1} the timeframes describa the dates in which the work must be achieved; and

=) the weightings Indicate the refative impertance of the determinad objectives to 2ach cther.

.4 The Employee's performance will, in addition, be measure in terms of contributions to the goals and sirategies set outin the Employer's Integrtaed Develepmant Plan and Service Delivery ang Budget
wplementation Plan,

. Performance Management System

.1 The Employes agrees ta participate in the Performance management Systems that the Employer adopts or introduces for the municipality, and accepts that the purpese of the Performance Management
ystem is to provide a comprehensive system, with specific performance standards, to assist the munciipality to perform to the standards required.

.2 The Employer must consult the Employee about spacific performanca standards that ara included in the Performance Management System that ara applicable to the Employea.

.3 The Employee undtrtakes to actively focus on the prometion and implenentation of Key Performance Areas, including special projects relevant to the Emplayee’s responsibilities, within local government
ramework.

.4 The Employee must be assessed on his or her parfarmance in tarms of performance indicators identified in the performance Plan, annexad hereta as Annecxure "A" and include.

3} the Key Performance Areas; and
b} Core Manageriz! Competencles, with a welghting of 80-20 allocatad to sub-clause {3} and (b) respactively, .

« Evaluating Performance

.1 The Perfromance Plan, included hereto as Annexure "A", must set out;

a} standards and procedures for evaluating the Exployee's performance; and

b} intervals for evaluation of the Employee's performance.

.2 Daspita the astablishment of agreed intervals for evaluztion, the Employer may in addition review the Employee's performance at any stage during the validity of the Contract of Employment.

.3 Personal grewth and development needs identified during any performance review diseussions, as welt as the actions and timeframes agreed to, must be documented In the Personal Development Plan, which
nust be in the format substalally compliant with Annexure'D"

.4 The Employee's performance vl be measured in terms of contributions ta the goals and strategies contemplated In the Employer's Integrated Development Plan.

.5 The annual parformance appralsal must invalve-

a} an assessment of achievemenrt of results as outlined in the performance plan;

by an assassmant of sach Key Parformance Area according to the extent te which the specified standards or performance indicaters have been met and with due regard to af hot tasks that had to be performed;

<} a rating on five-point scale for each Performance Area; and

1) the use of the applicable assessment rating calcutator to ad the scores and calculate a final Key Perofrmance Area Score.

.6 The Core Managerial Criteria must be addressed-
a) according to the extent lo which the specified standards have been met;
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+) aith indieative rating on a five-paint scale for each criterfa; and
) by using the applicable assessment rating caleuTator to add the score and calculating the final Core Managerial Compentecy score.

7 An overall rating is caleulated by using the applicable assessment rating calculator, which represent the outcoma of the performance appralsal provided thet the performance assessment of the Empleyee will
» based on the rating scale of both the Key Performance Areas and Core Management Cirteia contain In Annexure “B"

8 Fach Performance Indicator (outputs and Core Competency Requirements) wilf be rated according to the five-point scale. The score for each Key performance Indicator Is caloulated as follows: Welght per
\dicator X Rate/3 {Weight per indicator dived by Three). The Sum of respectively all the output Key Performance Indicators score and all Core Competency requirements Key Perofrmance Indicators scores {s
snverted to 80% and 20%. The sum of these two scores s used for calculating the performance bonuses as per clause 11.2 below.

9 For the purpose of evaluating the annual performance of the Municipal Manager, an evaluation Panel consitited of the following persons must be establlished-

1The Executive Mayor;

1} Chairpersan of the Audit and Performance Audit Cominities;

) Member of the Mayoral Committes;

) Mayar/Municipal Manager from another municipality; and

3§ Mmember of a Ward Committes as nominated by the Executive Mayor,

9,3 For the purpase of evaluating the annual performance of the Manager directly accounable to the Municipat Manager, an evaluation Panel consituted of the fellowing persons must be estabilished-

} The Municipal Manager
i} Chairperson of the Audit and Performance Audit Cominittee;

il} Member of the Mayoral Committee; and

v} Municlpei Manager from another municipality.

9.2 For the purpose of evaluating the annual performance of all other permannet Employess, an evaluation Panel consituted as per the approved Employee Performance Appraisal System must be estabilished-

. Schedule for Perfermance Reviews

1 'The performance of each Employae in relation to hls or her Perfermance Agreement must be reviewed during-

1} luly to September for the First Quarter-October 2021;

1) Cetober to December for the Second Quarter-lanuary 2022;

) January to March for the Third Quarter-April 2022 and

1) April to June for the Fourth Quarter-July 2022,

eviews In the first and third guarters may be verbal if psiformance is satisfactority.

2 The respansibility for rescheduling a cancelied coaching session will be with the Individual whe requested the rascheduling.

3 the fourth quarter coachlng is follewed up by a review which may be cenducted cancurrently with the coaching session.

4 The Employer must keep a record of mid-year review and the annual assessment meetings, and feedback must be hased on the Employar's assessment of the Employee's performance.

5 The Employer will be entitled te review and make reasonable changes to the proviston of Annexure "A” from tima to time for cperational reasans, The Employee will be fully consulted before such change Is
ade.

& The Employer may amend the provisions of the Performance Plan whanever tha Performance M; System is adopled, Impfemanted or amended, provided that the Employee must be consulied
=fore sirch change Is made,

Developmental Requiraments

1 The Personal Developmant Flan, Annexure VD" for addressing developmentai gaps will be provided when required.

, Ohligation fo the Employer

.1 The Employer shail-

)) create an enabling environment to facilitate effective parformance by the Employee;

3} provide access to skills development and capacity building opporiunities;

J work collaborately with Employee to solve prohlems and generate selutions to commaon problems that may impact on the perofrmance of the Employes;

i) on request of the Employee delegate such powers reasonably required by the Employee to enabie him or her ta meat tha parformance objectives and targets established in terms of this Agreemen?; and

1) make available to the Employee such resources as the £mployee may reasonably require from time to time to assist him or her to maet the perofrmance objectives and targets establishad in terms of this
areement.

2. Consuitation

1.1 The Employer agrees to consit the Employees timeously where the exercising of the powers wiil have amongst cthars-

1) a direct effect on the performance of any of the Employee’s function;

1) commit the Employee to Implement or give effect to a decision mads by Employer; and

3 a substantial financial effect on the Employer.

LR I of Evaluation Outcomes

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

1.2 A performance bonus f between %% and 14% of all inclusive annual remuneration package may be paid to tha Employee in recognition of ottstanding performance o be cosntituted as follows:

Sore Performance Rating Bonus Amount
5 Score above 150% Qutstanding Parformance 10%-14% CF Totaf Package
4 Score Above 130%-149% Significantly above Expectation 5%-9% cf the Total Packags
3 Score of 100%-129% Fully Effective 0%,
2 Below 100% Not fully Effective and Unacceptabla Perofrmance Na Banus but ramedial action Reuired

1.3 In case of unacceptable perofrmance, the Employer shall-

] provide systematic remsdial or devalopmental support to assist the Employee to improve hs or har perofrmance; and

W aftar appropriate perormance counselling and having providad the necessary guidance or support as well 85 reasonzbla time for improvement in performance, the Employer may consider staps to tarminate
\e contract of employment of the Emplayee on grounds of unfitness or incapacity to carsy his or her dutles.

2. Dispute Resolutions

1.1 Any dispute aboul the natura of the Employees's Performance Agreement, whether it refates to key responsibllities, prioritiles, methods of assassmant and eor salary Increment in the Agreement, must be
ediated by-

) 1n case of the Municipal Manager, the MEC for Jocal government in the province within thirty {30) days of receipt of formal dispute by the Employer, or any other person designated by the MEC;

1) In case of managers directly accounatable to the munizipal manager, a member of the municipat cotincll, provided such member was not part of the evaluation panel provided for in subregulation 27 (4] (e},
ithin thrirty {36) days of recelpt of a formal dispute from the Employee; and

}in case of all other permanent Employeas, in terms of the approved Employee Perofrmance Appraisal System of the municipality,

hose deciston shall be finaf and binding on both parties

2.2 In the event that the madiation precess contemplata in clause 2.1 (a} and {b} respectively falls, clause 15 of the Contract of Employment shall apply.

3. Genegal

1.1 The contents of this Agreement 2nd the cutcarme of any review conducted In tarms of Annexure “A" may be made available to the publlc by the Employer.
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1.2 Nothing In this Agreement diminishes the obligations, duties er accountabilities of the Employer In terms of his or her contract of employment, or the effects of existing or new regulations, circutars, policles,
Irectlves ar other instruments.
3.3 The parformance assessment results must be submitted to the Mayorat Committee of Setsoto Lacal Mitnicipality within thirty (30) days after conclusion of the assessment,
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ANNEXURE A: PERFORMANCE PLAN

ECTION 1: KEY PERFORMANCE AREA {SDBIP)

ATIONAL OUTCOMES An Efficient, Effective and Development Oriented Public Service and an Empowered, Fair and inclusive Citizenship
ATIONAL DEVELOPMENT PLAN Econamic Infrastructure
HAPTERS )
1EE STATE GROWTH AND
. - drmici .
EVELOPMENT STRATEGIES Effective and Ffficient Governance and Administration
P REFERENCE Basic Services

TRATEGIC GOAL

To Provide Strategic Leadership Te The Strategic Operational Activities Of The Municipality

EY PERFORMANCE AREA (KPA}

Basic Services

Nanning Predetermined Unit of Annual Quarter Quarter Quarter Quarter
Indicator Evidence Type Baselin Weight
Levek Objectives ¥p Measure eline | pet 1 2 a 1 ighting
Activity |Supporting the delivery of  |Percentage of Reports from waste Target Percentage 91% 91% 91% 91% 91% 91% 15%
1.1 municipal services to the househalds with access | management diviston
right quality and standards  |to refuse removal
Budpet Rand 4832593 43832593 4 832593 4832593 4832553
Activity |Supporting the delivery of  |Number of integrated  |Approved Inteprated Waste  |Target Number b3 1 Q i) Q 1 15%
1.2 municipal services to the ‘Waste Management tManagement Olan and council
right quality and standards {Plans developed, rasolutlon
reviewed and approved Budget Rand 4832593 4 832593 4832593 4 8§32 593 4832593
Activity |Supporting the dellvery of  }Parcentage of Reports and Pictures Target Percentage 100% 100% 100% 10055 100% 100% 20%
13 municipal services to the corapliance with
tlght quality and standards | required attendance
time for structural and Budget fand 4832593 4 832 553 4832593 4832593 4832593
vald firefighting
incidents
Actlvity {Supporting the delivery of  |Percentage of business | Buslness application forms Target Percentage 100% 100% 100% 100% 100% 100% 20%
1.4 municipal ssrvices to the licenses applications and
right quality and standards Iparmits processed
Budget Rand 4832583 4832593 4 832593 4 832 553 4832593
Activity [Supporting the dalivery of  [Mumber of Disaster Approved Disaster Target Number 1 1 1] 1} 0 1 20%
1.5 runicipal services to the Manpagement Flans Management Plan and councl)
right quaiity and standards |developed, reviewed resolution
and 2pproved Budget Rand 4832593 4 832593 4832583 4832593 4832593
otal Mummber of Targets 5 5 H 5 5 5
Total Budget 23995558 28995 558 28 935 558 28 995 558 28 995 558
OTAL KPA/SDBIP WEIGHTINGS (Must add up to 100%) 100%
ECTION 1: KEY PERFORMANCE AREA (SDBIP)
IATIONAL OUTCOMES 3, Infrastructure Is poorly located, inadequate and under-maintained
|ATIONAL DEVELOPMENT PLAN |3. All people in South Africa
HAPTERS
REE STATE GROWTH AND 2. Supporting the delivery of municipal services to the high standards
IEVELOPMENT STRATEGIES
3P REFERENCE Local Economic Development
redetermined Objective Creating a conducive environment for local econoric development
TRATEGIC GOAL Providing effective community services and promotion of local economy
'EY PERFORMANCE AREA (KPA) {Locaf Economic Development
Hanrning Predetarmined K Unit of Angual Quarter Quarter Quarter | Quarter
i Indicator Evidence Type Baseline Weightin,
Level Objectives e Measure Target, 1 2 3 4 ghiing
ctivity 1.1 |Creating a conducive Number of Reports, attendance registers Target Number 400 80 0 20 20 e 100,0%
anvironment for local Entreprensurs or list of SMME's assisted to
aconomic development Icapacitated/ obtain funding Budget Rand 225125 225125 225125 225125 225125
empowered through
{rainings, workshops;
awarenass campaipns,
roadshows, funding,
information sharing
sasslons and seminars
conducted
otal Number of targets 1 1 1 1 1 1
Tatal Budget 225125 225 125 225125 235125 225125
OTAL KPA/SDBIP WEIGHTINGS (Must add up to 100%) 100%

ECTION 1: KEY PERFORMANCE AREA {SDBIP)

IATIONAL DEVELOPMENT PLAN

8, Corruption levels are high {9)

IATIONAL OUTCOMES 9, A responsive, accountable, effective and efficient lacal government system
{ACK TO BASIC PRINCIPLES Good Governance, transparency, and accountability
REF STATE GROWTH AND 6. Good Governance

‘REDETERMINED OBIECTIVES

Promoting good governance, transparency, and accountability

EY PERFORMANCE AREA (KPA)

Good Governance, transparency, and accountability
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tanni Predetermined Unit of A | Quart Quart quart Quarte
annin . . nit ol nnua uarter tarter uarter uarter . N
B Objectives [ndicator Evidence Type Basefine Weighting
Level Measure Target 1 V3 3 4
Statement
ctivity 1.1|Promoting goad Number of Strategle Updated Stategic Risks Target |Number 4 q 1 1 1 1
15%
governance, tmtjsparency, Risks Re‘glster ypdated |Repister Budgel $Rand TE32503 2837593 4337 503 1832593
and accountability and mitigated
ctivity 1.2 | Promoting good Number of Operational | Updated Operationat Risks Target |Mumber 4 4 3 1 1 1
governance, transparency, iRIsks Register updated |Register sudget | Rand 2532553 w537 593 2337593 4832593 15%
and accountablility and mitigated
ctivity 1.3 |fromoting good Percentage of external  {Communication of audit Target |Percentage 100% 100% 100% 100% 100% 100%
governance, transparency, |communication of audit findings responses, annal Budgat |Rand 2832593 42z 503 7832599 B2 593 15%
and accountability findings respondedto  |financlal statemenis and
and addressed within annualreport
chivity 1.4 |Prometing good Percentage of external |Requests for inforration Target |[Percentage 100% 100% 100% 100% 160% 100%
governance, transparency, |{audit request for responses, annual financlal Brinet |Rand TR32 503 283253 S 537503 Tas25es
and accouptability information responded  [statements and annual report 15%
to and addressed within
timaframe
clivity 1,5 | Promoting good Percentage of internal  {Reguest for Information Target |Percentage 100% 100% 100% 100% 100% 100%
governance, transparency, audit request for register and responses to 159
and accountabllity information responded | Information request repister Budget {Rand 4837593 4832593 1832503 3632593
to and addressed within
chivity 1,6 [Prometing geod Percentage of internal | Cammunication findings Target [Percentage 100% 100% 100% 100% 100% 100%
governanee, trensparency, fcommunication findings |register and responses to
and accountability responded to and communication findlngs 15%
addressed within registar Budget jRand 4832593 4332593 4832593 4832593
timeframe
clivity 1.7 | Promoting good Number of Apraisal Invitatlons, Attendznce Target |Number 4 4 4 4 4 4
. 10%
governanca, lr?r.msparency, Reports concludad Repisters, Reports and Council Burinet [Rand 1892593 1532503 832593 2832503
and accountability, Resolutfons
sal Number of targets 11 i1 1 11 11 11
Tots Budget 38 660744 38 p60744 | 38660744 | 38060744
OTAL KPA/SDBIP WEIGHTINGS (Must add up to 100%) 100%
fage 2 of 4

TR




ECTION 2: Job Description Key Performance Areas (JDKPA's)

JDKPA Title JDPKA Description Evidence frequency Weighting
nancial Manzgement Miatst be able to know, understandand comply with Munlkipal Finance Monthly reports, guarterly reports and annual reports Continuous 20
Management Act, 56 of 2003
2ople Maragement and Empowerment | Must be able to mansga and encourage paople, optimise their inputs and Monthly reports, guarterly reports and annual reports Continucus 10
effactively manage relationships in order to achleve the municipality's goal.
-oblem Soiving and Analysis Must be able to systamatically indentify, analyse and resolve existing and Monthly reports, quarterly reports and annual reports Monthiy 15
anticlpated problems in ordey to reach optimum solutions In a timely manner.
ammunlcation Must be able to exchange information and iseas in a clear and consice manner Monthly reports, quarterly reports and annual reports Monthly
appropriate for audlence in order to explain, persuade, convince and influence 15
others to achieve the desired cutcomes,
rogramte and Praject Management Wust be able to plan, monitor and evaluate specific activiies In order to ansure Monthly reports, quarterly reparts and annual reports Continuous
that polilcies ara Implemented and the locat governmant objectives are achieved 15
udget Management Davelopment, 2ppraval and implementation fo the Service Delivery and Budget Monthly reports, quartesly reperts and annual feports Continuous 25
|mplementation Plan 2021/2022
OTAL IDXPA WEIGHTINGS {Must add up to 100%) 100
ECTION 3: CORE COMPETENCIES
Competency Description Evidence Weighting
trategic Capability and Leadership Competency Bassed Assessment Results 10
rogramme and Project Management Competency Bassed Assessment Results 10
inancial Management Competency Bassed Assessment Results i0
eople Managerment and Empowerment Competency Bassed Assessment Rasults 10
lient Orientation and Customer Focus Competency Bassad Assessment Resulis 10
hange Management Competency Bassed A it Results 5
newledge Management Corapetency Bassed Assessment Results 5
ervice Delivery Innovation {SDI) Competency Bassed Assessment Resuits 10
robiem Solving and Analysis Competency Bassed Assessment Results 10
ommunication Competency Bassed Assessment Results 10
ceountability and Ethical Conduct Competency Passed Assessment Results 10
'OTAL CORE COMPETENCY WEIGHTINGS (Must add up to 100%) 100%
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ANNEXURE B: PERFORMANCE EVALUATION CRITERIA's

EY PERFORMANCE AREA AND JOB PESCRIPTION TASK EVALUATION CRITERIA

1

2

3

a

5

Unacceptable

Performance Not

Performance Fully

Performance Significantly

Outstanding

erfermance does not meet the
:andard performance expected
or the job. The review /
ssessment Indicates that the
mployee has achieved below

1lly effective results against
Imost &ll of the performance
riteria and indlcators as specifted
1 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 mere than half the key
performance criteria and indicators as
specified in the PA and Performance Plan,

Performance fully meets the
standards expected in all areas
of the job. The appraisal
indicates that the Empioyee
has fully achieved effective
results agatnst ail significant
performance criteria and
indicators as specified in the PA
and Performance Plan,

Performance is significantly higher than
the standards 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 far exceeds the
standard expected of an employee
at this level. The appraisal indicates
that the Employee has achieved
apove fully effective results against
afl performance criteria and
indicators as specified In the PA and
Performance plan and maintained
this in all areas of responsibility

he emalovee has falled to throuehout the vear,
ORE COMPETENCY EVALUATION CRITERIA
1 2 3 4 5
Under Basi¢ Meeting Superior Qutstanding
as uaderstanding of Has awaranass of competency but lacks fult Competency Application of Strong Application of Competency Mastery Application of Competency
ompetency but Has application competency Competency without any

nderstanding of Competency
ut requires se-inforcement
pportunity to enhance learning
aquires re-inforcement

ppertunity to enhance learnine

support or assistance required

ANNEXURE C: LINE MANAGER REQUESTS

Request

Description

npiementtion of the SDBIP

Managers must ensure that SDBIP is implemeted fully without fail

ime Management

Managers must ensure that they arrive on time and such discipline must be cascaded to their subordinates

Isk Management

Managers must ensure that risk management is discussed at their divisional meetings

ANNEXURE D: PERSQNAL DEVELOPMENT PLANNING

PDP Initiative

Competency Development Area

Description

Evidence

TN

N

Director: DPSS Signature

./—.—

Date

. /
3 Hegrab_Joiy

~

Minicipal Manager Signature

¥ pa— N

| Date

3]
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