PERFORMANCE AGREEMENT 2015/ 5

MADE AND ENTERED INTO BY AND BETV IEEN

RAESETSA ELIZABETH SEFALA
“THE MAYOR"

N BEHALF OF FETAKGOMO LOCAL MUNIC PALITY
AND
NKWANE DANGER MATUMANE
“THE MUNICIPAL MANAGER"
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13

2.

INTRODUCTIN

The Fetakgomo | :al Municipality (FTM) has entered into a Centract of Employment with the
Municipal Managor ‘or a period ending 30" April 2017 in terms (¢ Section 57(1)(a) of the Local
Government: Mu-iipal Systems Act 32 of 2000 {‘the Systems A:{"). The Employer (The Mayor)
and the Emplcyes (Municipal Manager) are herein referred o as ‘1 Parties’,

Section 57(1) (b) = the Systems Act, read with the Contract of : mpioyment concluded between
the parties, requits the parties to conclude an annual Perfor iance Agreement. The Parties
hereby conclude t2 Performance Agresment for the period end; o H0™ June 2016,

The parties wish  ensure that they are clear about the goals ‘v be achieved and secure the

commitment of thy Imployee reporting 1o the Employer, to a set of actions that will secure local
govemment policy (joals.

PURPOSE OF TiJ 3 AGREEMENT

The Parties agree that the: Iirposes of this Agreement are to:

21

22

23

24
25
28

2.7

28

comply with the o ivisions of Section S7{1)(b),

"

557 {4)(a), s57(4 (b) and §57(5) of the Systems

specify objectivers, indicators and targets defined and agiel with the Employee and
communicate to ihs Employee the Employer's expectations of t Izmployee's performance and

accountabilities in nignment with the Integrated Development Fl ir (IDP), Service Delivery and
Budget Implemert:ition Plan {SDBIP) and the budget of the Emplo rer;

Specify areas of a xountabilities as set out in the performance pi.in which is an annexure 1o this
performance agre:z rient;

monitor and measiL v: performance of the Employee against the g¢: largeted outputs;
establish a transga ent and accountable working relationship betws € the Parties :

give effect to the \unicipality's commitment 1o a performance- wientated reletionship with its
Employee in ataini 1) equitable and improved service delivery;

use the Performan x: Agreement as the basis for assessing whetar

the Employes has met the
performance expec ztions applicabie to his job; and

in the event of outs ending performance, to appropriately reward th : Employee.
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4.1
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4.1.2
4.2
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4.4

45

46

COMMENCEME|T AND DURATION

This Agreement viill commence on the date of signature by both | arties, which will be as soon as
reasonably possille after the 01¢ July 2015, and, subject te pariizraph 3.3, will continue in force

until a new Peri:rmance Agreement is concluded between : 1o parties as contemplated in
paragraph 3.2

The Parties wil nview the provisions of this Agreement during \ Jre each year. The parties wil

conclude a new p:1formance agreement that replaces this Agre= nant at least once a year by not
later than July e 1 year as prescrived By 857(2)(a) of the Systen s Act.

This Agreement viill terminate on the termination of the Employ« e's Contract of Employment for
any reason as provided for in the Contract of Employment,

The contents of 1l ¢ Agreement may be revised at anytime durin: | 1he above-mentioned period to
determine the apyj lizability of the matters agreed upon

If at any time clung the validity of this Agreement the work & v: ronment alters {(whether as a
result of goverrnient or Council decision or otherwise) to an xent that the contents of this
Agreement anz ¢ |anger appropriate, the contents shall immedia ely be revised.

PERFORMANCI; (BJECTIVES

Annexure “A”, the Performance Plan sets out:
the peifc rmance indicators and targets that must be ma: by the Employee; and

the time lames within which those performance indicalc s and targets must be met.

The performancs indicators and targets reflected in Annexure ‘A" are set by the Empioyer in

consultation vifn he Employee, and include key objectives; ke performance indicators; target
dates and weigli yys.

The key objective ; describe the main tasks that need to be done. The key performance indicators
provide the deeteill s of the evidence that must be provided fo show that a key objective has been
achieved. The teryet dates describe the timeframe in which tha work must be achleved. The
weightings shavr 113 relative importance of the key objectives to s ach other,

The Employes's { erformance will, in addition, be measured in 1'ms of contributions to the goals
and strategies: sef out in the Municipality's IDP.

The Municipality 1 ¢/l make available 1o the Municipal Manager 5 .\ employees as the Municipal
Manager may ‘e 150nably require from time to time 1o assisl him to meet the performance
objectives an ta gets established in terms of this Agreement; provided that it will at al times

remain the raspinsibility of the Municipal Manager to ensu’: that he complies with those
performance obiigztions and tamets.

The Employee w at his request be delegated such powers (i the Employer as may in the

discretion of the I lnicipality be reasonably required from time 1. fime to enable him fo meet the
performance objeiives and targets established in terms of this A reement,
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5.1

5.2

53

54

55

58

PERFORMANG £ I1ANAGEMENT SYSTEM

The Employee : ¢ ves to participate in the performance managji nent system that the Municipality
adopts or intred ices for the Mmanagement of the Municipality anl s staff

The Employe2 aczepts that the purpose of the performance inanagement system will be to
provide a comy efensive system with specific performance staiidards to assist the Municipality,
management 41’3 runicipal staff to perform to the standards rec; red.

The Employer 141 consult the Employee about the specific |y formance standards that will be
included in the :ar'ormance management system as appiicable * ; the Employee,

The Employe: .nciedakes to actively focus towards the prometn and implementation of the

Performance A (KPAs) (including special projects relevan( |) the employee's responsibilifies)
within the local ¢ ;vemment framework.

The criteria upcr: which the performance of the Employee rust be assessed consist of two
components, 011 of which must be contained in the performanc:: agreement, The employee must
be assessed :jzinst both components, with a weighting » 80:20 allocated to the Key
Performance 413 (KPAS) and Core Competency Requiremen! (CCRs) respectively. Each area
of assessment v | be weighted and will contribute a specific parl 1 the total score. KPAs covering

the main areas ¢f work will account for 80% and CCRs wIl account for 20% of the final
assessment.

The Employes': assessment will be based on his or ha-
outpulsioutcome s (performance indicators) identified as per n

ant result as per the weightings
agreed to betwizr, the employer and employee:
Key Perfcr nance Areas (KPA’s) for Municipal Manager; Weighting
Spatial Fiaii ‘naje il

Municipai ir 3 itutional Development and Transformation
Basic Senfic & Delivery

Local Ecori ric Development

Municipal F rancial Viability and Management

Good Gove: rance and Public Participation
Total
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57

The CCRs wil make up the other 20% of the empioyee's (1isessment score. CCRs_that are

] (GORE COMPETENGY REQUIREMENTS Foj
'LEADING CCIiFETENCIES

tI:PLOYEES (CCR)

Weight
Strategic Din<tion and *Impact and Influence,
Leadership "Institutional Performanca Manag: ment,
"Strategic Planning and Managem i,
18 *Organizational Awareness, !
People Mana; et i "Human Capital Planning and De\: slopment.
"Diversity Management
"Employee Relations Managemen,
1 "Negotiation and Dispute Managergnt, =
Program — aiy Project | *Program and Project Planning an | Implementation,
Management *Service Delivery Management,
"Program and Project Monitoring & 1 Evaluation,
Financial Maria oment *Budget Planning and Execution.
*Financial Strategy and Delivery
, *Financial Reporting and Monitorin 3
Change Leadesiip *Change Vision and Strategy.
*Process Design and Improvemer
L “Change Impact Monitoring and E\ aluation.
Govemance | ‘tlership L?éﬁcy Formulation,
. ‘Risk and Compliance Managemer t,
= | "Cooperative Govemance. 1l
| CORE COMFE iNCIES
Moral Compelsi ¢ i
Planning and O Janising
Analysis and |1t 3vation
Knowledge an I
information Man ijement
Communicaticr
Resuits and Q2 iy
Focus
Total Percentag: 100%
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6. EVALUATING PiRFORMANCE

6.1 Annexure ‘A® tc tis Agreement sets out:
6.1.1

8.1.2

tr'e standards angd procedures for evaluating the i Ployee’s performance: ang

tr ntervals for the evaluation of the Employee's 5 rformance.

62  Despite the eslatilishment of agreeq intervals for evaluation, he

review the Emp ovvae's performance at any stage while the Cior |
force,

Employer may, in addition,
ract of Employment remaing in

63  Personal growtt ind development nesds identified during any
must be docume nied and, where possible, actions agreed,

84  The annual Perormance appraisals must involve:

performance review discussion

(a) Assessmen of the achievement of results as outlined in ths hierformance pian;
() Each KA should pe assessed according 1o the exter- ( which the specified standards
Cr Hiiformance indicators have been met and wit) due fegard to ad hoc tasks that
Fai' 1o be performed under the KPA.
(i) Anindic ative rating on the five-point scale should be prrded for each KPA

{ii} The apicable assessment raling calculator must then 3 used 1o add the scores and
cali:.late afinal score,

(b) Assessment «f the CCRs

() Each CCR should be assessed according 10 the exten 2 which the specified standards
kav: been met,

(ii) An indic 1live rating on the five point scale shou_ld be proviced for each CCR

(i) This ratrg should be multiplied by the weighting ¢ /en to each CCR during the
corrriacting process, to provide a score,

(V) The app iable assessment rating calculator must then 3 used to adg the scores ang
cali siate a final CCR score,
Overall Rating

(i) An overall rating [ calculated by using the applicable assessmei -rating calculator. Such overall
rating represe ris the outcome of the performance appraisajs;

(i) The assessmen ¢! the performance of the employee will be bas i on the following rating scale
for KPA's an¢ (CCR's (i.e the following table will be used in latermining the payment of the
reward):

NN
e
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| LEVEL W i | | RATING | ASSESSINEHT | PERFORMANGE BONUS
DESCRIP | SCORE RATIOS
Level 5: Perforran ¢ far exceeds the 5 75-100 Maximum bonus allowed
standa-d ::5.ected for the job in ito, Regulations is between
Ouistancing | all areas ol fhe manager. The 10% and 14% of person's
Performance | manager 15 achieved inclusive annual
exceptonl results against all remuneration package
performance criteria and )
indicators pecified in the The % as determined per
Perfornanix Plan and Council Resolution is as
maintained ¢his in all areas of follows:
;?;;onmbll lir throughout the { 75 - 76%
' .. =10%
7 =-78%
=11%
79 = 80%
=12%
81-84%
=13%
85 - 100%= 14%
Level 4 Performani 2 is significantly 4 65-14 Maximum bonus allowed
higher thar lle standard ito. Regulations is between
Performance | expecied f - the job in all areas. 5% and 9% of person's
significantly | The manec s has achieved inclusive annual
above above fully i¥fective results remuneration package
Expectafions | against ma'z than half of the .
perfornant i criteria and The % as deten!unaq per
indicators & pacified in the Council Resolution is as
Performanc 2 Plan and fully follows:
achieved al others throughout
the year, 85 - 66%=5%
67 - 68%=6%
69-70%= 7%
71-72% =8%
13 = 74% =9%
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Level 3: Perforriz 1ce fully meets the 3 51« 34
.| standal sxpected for the jobin
Full effective | o] areqs. The manager has
achievi ] effective resuts against
all signil caint performance
criteria ¢1'¢l indicators specified in
the Pefiimance Plan and may
have a:hieved results
significily above expectations
in one o' ‘wo less significant
areas th tnighout the year.

No bonus

Level 2: Perform inze is below the 2 313
standart. required for the job in
Performance | ey areas; The manager has
ot fully achievac adequate resuits
satisfactory | againg riany key performance
criteria ¢/ indicators specified in
the Perfc'mance Plan but did not
fully achiaved adequate resuits
against (:ners during the course
of the Y ir. Improvement in
these an ik is necassary to bring
performa ice up to the standard
expecter

No bonus

Level 1 Perfonmé ‘ice does not meet the 1 Less thén 30
standani required for the job. The
Unacceptable manager ias not met one or
performance | more 1 lemental requirements
andlor I :chieving results that
are well [.eiow the performance
criteriz ar f indicators in g
number ¢* significant areas of
respar s iity. The manager has
failed fo ¢ pmonstrate the
commitrrient or ability to bring
performiice up to the level
expecled :lespite efforts to
€ncourag: improvement,

No bonus '

65  Reward for Perfy nance

8.5.1 The petiormance bonus wil be determined by the Municipal Council based on
affordab ity and the sfipulations of the Performanca Agn ement,

652 A meit 12¥ard for performance in addifion o the annue| revieweg remuneration will be
cons der ! by the Council not later than September unci r the following conditions:

ND
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a) - e payment of the reward will be based on '€ period under review and resuit
0 the performance score;

b)  The amount of the reward will not exceed 14% of the Employee's total
temuneration, but wil be subjected to affordagil Iy to the Municipality;

) - The performance score will be obtained by uein | the performance plan;

) Where extemal factors have a negative fluence on the result of the
parformance as scrutinized and recommend g by the Performance Audit

Committee, the Municipality may grant a ruvard (see Regulation Number
23089 of 01 August 2006);

2)  ‘The reward if granted, will be paid annually afts - the compilation of the financial
‘vialements and after finalisation of the perforrn: nce appraisal: and

") The final outcome of the performance appraisl will determine the reward,

6.6 For purpose of evalLatng the annual performance of the Municipz| Manager, an Evaluation Panel
constituted of the follc/ng persons may be established -

() The Mayor or a Member of the Execusi vi Committee;
(i) Chairperson or the relevant member« the Audit Committee:

{iii) The Mayor and/or Municipal Manager rom another Municipality, and
{iv) Member of a ward committee.

8.7 The manager respuusible for human resources of the municipalil or delegated assignee must
provide secretariar s vices to the Evaluation Panel referred to aboye,

Schedule for Performar » Reviews

6.8 The performance of 13 Emplayee in relation to his or har performer sa
on the following dates vith the underst

if performance is sats ‘actory:

agreement may be reviewed
anding that reviews in the fire zng third quarter may be verbal

19 Quarter  July - September
2" Quarier  October - December
3% Quartr - January - March

4n Quartar - April - June

6.9 The Employer must ke 3p a record of the mid-year review and annual . igsessment mestinge.

6.10 Performance feadbia: must be based

on the Employer's assmssment of the Employee's
performance.

6.11The Employer will  entitied to review and m

ake reasonable chinges to the provisions of the
performance plan frir time to time for operationa

I reasons on agreeir ant between both parties.
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6.12 The Employer réy amend the provisions of the performancs Flan whenever the performance

management sysiem s adopted, implemented or amended ag e Gase may be on agreement
between both part es.

7. QBLIGATION i (F: THE EMPLOYER

The Employer myst -

(1) Creat2 an enabling environment to facilitate effective jy11 yrmance by the employes;

(@) Provide aess to skills development and capacity bullir 3 opportunities:

(3) Work coliaboratively with the employee to solve prok ems ang generate solutions to
commic .roblems that may impact on the performancs ¢ the employee;

{4) On the roquest of the employee delegate such powirs reasonably required by the
empluy s to enable him or her to meet the performane: ¢ bjectives and targets established
interm: cif the agreement: and

(5) Make a/ziable to the empioyee such resources as the ¢ Tployee may reasonably require

from tirve: 1o time to assist him or her to meet the railormance objectives and targets
establis hacl in terms of the agreement

8.  CONSULTATION

81 The Employer Iiraes to consult the Employee timeously whe'e the exercising of the Empioyer's
powers will -
8.1.1 I'ave: a direct effect on the performance of any ¢f t 12 Empioyee's functions:

8.1.2 Cynmit the Employee to implement or to give ¢ffect to a decision made by the
Exzoutive Committes:

813 fia2 a substantial financial effect on the Municipya ity,
82  The Employer f1ees fo inform the Employee of the outcome 4/ any decisions taken pursuant to

the exercise o7 powers contemplated in paragraph 8.1 as si:1 as is practicable to enable the
Employee to tal ¢ any necessary action without defay.

9. MANAGEMEN -(F EVALUATION OUTCOMES

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

92  Aperformarce jcnus ranging from 5% to 14% of the all-inclus v& remuneration package may be
paid 1o an em:izvee in recognition of outstanding performang . In determining the performance

Page110f22 NB
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bonus the relz ant percentage is based on an overall rating. st lculated by using the applicable

assessment ral 1 calculator; provided that:
* ascor: of 130% to 149% is awarded a performance I

* ascor: of 150% and above is awarded a performance

83 Inthecaseofu 1é:2ieplable performance, the Employer shall;

IiJs ranging from 5% to 9%; and

bInus ranging from 10% to 14%

* Provice systematic remedial or deveiopmental sugpont to assist the Employee fo

improt @ his or her performance; and

* After appropriate performance counselling and i ving provided the necessary
guidatoe andior support and reasonable time far mprovement in performance,

anc parfirmance does not improve, the Employa
appliiciik'e iabour legislation, ba entitied by notica in w
the Enployee’s employment in accordance with t
Emplo we's contract of employment,

10.  DISPUTES RE: (LuTION

I' nay, subject to compliance with
litng to the Employee to terminate
W notice period set out in the

101 Any disputes al cut the nature of the Employee's Performanc hgreement whather it relates to

must be medial i by the MEC for local government in the pavince within thirty (30) days of
receipt of a formial dispute from the Employee, or any other persin designated by the MEC whose

decision shal: bi: #nal ang binding on both parties,

102 Any disputes akyir the outcome of the Employee's performancs ¢valuation must

the MEC for oc:l giovernment in the province within thirty days

from the emgloyos, or any other person designated by the ME(.

10.3  Nothing containe« in this Agreement in any way limits the r

be mediated by
1 0) of receipt of a formal dispute

ght . the Employer to terminate the

Employee's Con ract of Employment with or without notice for 3l'y other breach by the Employee
of his obligations 1z the Municipality or for any other valig reason in law.

11, GENERaL

111 The contents of i Agreament and the outcome of any review

tonducted in terms of Annexure

"A" will not te toividential, and may be made available o the | ublic by the Municipaity, where

appropriate.
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113 Atthe end of g tunnel, the Employee may not be

assessédl | s/he presents 1o be in the employ
of the FTM fu - a period of Jess than six (06) months,

Signed at Mashung, ¢ 3 Nkwana, Fetakgomo Local Municipality, on tiys _’3_1__ day of

——

SN ul My

[471]

L]
L

e .

AS WITNESSES:

Municipal Manay er
Fetakgomo Loz Ifunicipality

Signed at Mashung, G4 Miwana, Fetakgomo Loca Municipality, on this _
S——— o 2015.

o day of

dvor |
The M
Fetakgomo Local Nunicipality
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