PERFORMANCE AGREEMENT 201516

MADE AND ENTERED INTO BY AND BETWI:EN
NKWANE DANGER MATUMANE.
“THE MUNICIPAL MANAGER”
(ON BEMALF OF FETAKGOMO LOCAL NUKK JAPALITY

AND

MAFOR! ISAAC PHASHA
'DIRECTOR: CORPORATE SERVICES®
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2.

INTRODUCTION

The Fetakgomo Lucdl Municipality (FTM) has entered into a Contact of Employment with the
Director Corporaté Barvices for a period ending 31 October 2047 i1 terms of Section 57(1)e) of
the Local Govemrert: Municipal Systems Act 29 of 2000 (‘the \ystems Aci"_}. The Employer
(Municipal Managr) «nd the Employee (CFO) are herein refered tc a8 “the Parties”.

gection 57(1) (b of 'he Systems Act, read with the Contract of E npioyment concluded between
the parties, requirs the parties to conclude an annual Perfcm ance Agreement, The Parties
herety conclude t 2 Performance Agreement for the period endin¢ 300 June 2016.

The parties witlh 0 ensure that they are clear about the gue& \o be achieved and secure the
commitment of ‘hi: Employee (Director Comporate Senvices) rent fing to the Employer (Municipal
Mar.ager), to a B! of actions that will secure jocal government icy goals.

PURPOSE OI' 1S AGREEMENT

The Parties agree the: the purposes of this Agreement are 0.

241

22

23

24
25
28

27

28

comply with ket provisions of Section 57{1)(b), 857 (4Xa), 35 7(4)(b) and s57(5) of the Systems
Act,

specify objaviives, indicators and targets defined ant

communica's 4 the Employee the Employer's sxpectations «f the Employee's performance and
accountabil ties in alignment with the Integrated Developrit Plan (IDP), Service Defivery and
Budget Img arnentation Plan (SDBIP) and the budget of the Enployer,

agreed with the Employee and

specify are2s of accountabilities as set out in the perforrnari e pian which is an annexure to this
performanci greemant;

monitor artl rzasure performance of the Employee agairst he set targeted outputs,
establish 11 tr 1nsparent and accountable working relationshii: between the Parties ;

give efferl 13 the Municipality's commitment 10 2 petf:m'-aanca-oriantaied relationship with its
Employes: ir. attaining equitable and improved service deivery;

use the Peiformance Agreement as the basis for assessir g whether the Employee hes met the
performarica expectations applicable to his job; and

in the evant of outstanding performance, o appropriately 1 ward the Employee.
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COMMENCEMENT 410 DURATION

This Agresment will ¢ ymence on the date of signature by both patii s, which wil be as soon as
reasonably possible afer the 01¢t July 2015, and, subject to paragra h 3.3, will continue in force

urtl @ new Perfornance Agreement is concluded between the arties as contemplated in
paragraph 3.2,

The Paries will retiguw the provisions of this Agreement during Juné gach year. The parties will
conclude a new perfonnance agreement that repiaces this Agreeme  at least once 2 year by not
later then July €ac y2ar as prescribed by $57(2)(a) of the Systems fct.

This Agreement Vil \erminate on the termination of the Employe 2, Contract of Employment for
any rezson as prc /ided for in the Contract of Employment.

The contents of tiis Agreement may be revised at anytime during 1€ above-mentioned period 10
determine the aplicebility of the matters agreed upon.

If at any time during the validity of this Agreement the work &\ ironment alters {whether as &
result of goverrrert or Council decision or otherwise) fo an @dent that the contents of this

Agreement are 1.0 [2nger appropriate, the contents shall immeiate ly be revised.
PERFORMAN(E (/BJECTVES

Annexure *A", ¢ Performance Plan sets out:

the perdomance indicators and targets that must be: m L by the Employee; and

the {im¢ frames within which those performance indica' ors and targets must be met.
The performince indicators and targets reflected in Annexur: “A" are set by the
consultation itfs the Employee, and include
dates and weightings.

Employer in
key objectives, 2y performance indicators; target

The key objecfies describe ihe main tasks that need to be dona. The key performance indicators
provide the j#tais of the evidence that must be provided t 50w that a key objective has been
achieved. he target dates describe the timeframe in which the work must be achieved. The
welghtings ¢ho the relative importance of the key objectives ) each other.

The Emplorie's. performance will in addition, be measurel i terms of contributions 1o the goals
and strateg 5 set outin the Municipality's IDP.

The Munic ity will make available to the Director Corporie
Director Corporate Services may reasonably require from fire
performanza objectives and targets established in terms of t1is
all times 13:miin the responsibility of the Director Corporati
with those pe formance obligations and targets.

Services such employees as the
1o time to assist him to meet the
Agreement; provided that it will at
Services to ensure that he complies

The Empioyai will at his request be delegated such poners by the Employer as may in the
discretior ¢f the Municipality be reasonably required frum lime to time o enabl

e him to meet the
performa e objectives and targets established in terms of t1is Agreement.
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8.1

5.2

53

54

5.5

56

PERFORMANCE M/ NAGEMENT SYSTEM

The Empioyee agre:s © participate in the performance managemg:t system that the Municipality
adopts or introduces ‘or the management of the Municipality and its staff

The Employee acieits that the purpose of the performance Ma agement system will be fo
provide a compret ersive system with specific performance starcat is 10 assist the Municipality,
management and | qunicipal staff to perform o the stendards requi‘el.

The Employer wil cunsult the Employee about the specific periol nance standards that will be
included in the pe’farnance management system as applicable ‘v ' & Employee.

The employee u1e-lakes 10 actively focus towards the promoticin 3nd implementation of the Key

Performance Art:as (KPAS) (including special projects relevant 1 1@ employee's res'ponsibil\ﬁes)
within the local ¢ovizmment framework.

The criteria ugan which the performance of the employee raust be assessed consist of o
components, bulh 3f which must be contained in the parformane agreement. The employee must
be assessed agalnst both components, with a weighting ¢! 80:20 aliocated to the Key
Performance Arzas (KPAs) and Core Competency Requiremants (CCRs) respectively. Each area
of assessment wil oe weighted and will contribute a specific pirt o the total score. KPAs covering

the main areis Of work will account for 80% and CCR& wil account for 20% of the final
assessment,

The Employne's, assessment will be based on his or he
outputsioutcemess (performance indicators) identified as DB
linked to the KPi\'s, which constitute 80% of the overall asses

+ performance in terms of the
he performance plan which are

agreed to be wieen the employer and employee: o o e B R
Organi zit anal Key Performance Areas I \ Weighting ;j
Spatial Fualionale - i \ J
Munici ::;ﬁ inistitutional Development and Transformaticn \ J
Basic iﬂa'nfh;e Delivery \ J
Tocal Ecor omic Development | \ J
Muniiapal --inancial Viability and Management \

(Goo: TSvamance and Public Participation \ ﬂ
\mu \mo% J
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57

The CCRs will mak 1 the other 20% of the Employee's assessrient score. CCRs that are
deemed to be most :vilical for the employee's specific iob should te selected from the list balow
as agreed to be beiwsn the Employer and the Employee and m. st be considered with due

regard to the proficiency level agreed to:

COR!; COMPETENCY REQUIREMENTS FOR EMP .C YEES (CCR)
LEADING COMPE" ENCIES '
Weight
Strategic Directior 47d | “Impact and Influence.
Leadership “Institutional Performance Managemant.
*Strategic Planning and Management,
*Organizational Awareness.
People Manageme it *Human Capital Planning and Develcairiint.
*Diversity Management
*Employee Relations Management.
; 2 "Negotiation and Dispute Managemen:,
Program and  ['ro et | *Program and Project Planning and Ifr i smentation,
Management *Service Delivery Management.
L *Program and Project Monitoring and v aluation.
Financial Managen ert | *Budget Planning and Execution.
*Financial Strategy and Delivery
*Financial Reporting and Monitoring.
Changs Leadershiy *Change Vision and Strategy.
*Process Design and Improvement.
*Change Impact Monitoring and Evalafi on.
Governance Leade'ship | *Policy Formulation.
*Risk and Compliance Management.
_ e et COOpRTFative Govemance.
CORE COMPETE! ICIZS
Moral Competence
Planning and Orge ising
Analysis and Innov ztion
Knowedge and
information Manag arnent
Comrmunication Il
Results and Qualit /
Focus
Totai Percentage 100%
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6.  EVALUATING PERF{IIMANCE

6.1 Annexure *A" to this \grzement sets out:
6.1.1

6.12
6.2

the stendiards and procedures for evaluating the Empioy: e's performance; and
the intarvals for the evaluation of the Employee's perior ance.

Despite the establishnent of agreed intervals for evaluation, the Employer may, in addition,

review the Employe y's performance at any stage while the Contrzct of Employment ramains in
force.

6.3  Persona growth an! clovelopment needs identified during any perfirmance review discussion
must be documente« a1, where possible, actions agreed.

64  The annual perforria 1ce appraisals must invoive:

(a) Assessment of lhe: achievement of results as outlined in the pi'fo mance plan;

(i) Each KPA sk auld be assessed according to the extent o ‘which the specified standards
of per aniviance indicators have been met and with ciue regard to ad hoc tasks that
had to be: performed under the KPA,

(i) An indicati e rating on the five-point scale should be provide:| for each KPA

(i, The applicat e assessment rating calculator must then ¢ .sed to add the scores and
calcul e  final score.

(b) Assessment of thip CCRs

(i) Each CCR snuuld be assessed according to the extent to wich the specified standards
have | g:n met,

(i An indicati 1z rating on the five point scale should be providle | for each CCR

(i) This rating should be multiplied by the weighting givan to each CCR during the
contrz t1ing process, to provide a score,

(Iv) The applic sl assessment rating calculator must then b2 ised to add the scores and
calcul it a final CCR score.

Qverall Rating

() An ovarall rating is calsulated by using the applicable assessment.r: ting calculator. Such overall
rating represer ts the oulcome of the performance appraisals,
(ii) The assessment of tl'e: performance of the employee will be bas2i 5n the following rating scale

for KPA's and GCR's (i.e the following table will be used in 3ei armining the payment of the
reward):

A \\ib
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LEVEL RATING | ASSESSMENT ~ PERFORMANCE BONUS
SCORE RATIOS
Level 5 Performance ar sxceeds the 5 75-100 | Maximum bonus allowed
standard expectiud for the job in ito. Regulations is between
Outstanding | 21l areas of th: r 1anager. The 10% and 14% of person's
Performance | manager has achieved inclusive annual
exceptional rés1 s against all remuneration package
performance :1i:zria and .
indicators spe::i‘ed in the The % as determined per
Perfomm M and Counci] R&wiution 15 as
maintained trs in all areas of follows:
i:‘;:ms:bﬂny ‘nroughout the 75— 76%
o= =10%
7-78%
=11%
79« 80%
=12%
81-84%
=13%
85 - 100%= 14%
Level 4: Performance # significantly 4 85-74 Maximum bonus allowed
higher than ¢ 1 standard ito. Regulations is between
Performance | expected for Ihe: jobin all areas, 5% and 9% of person's
significantly | The manage- fias achieved inclusive annual
above  apove fully € foxtive results remuneration package
expectations | against mor {nan half of the
performance: crteria and The % as determined per
indicators sg 2tified in the Council Resolution is as
Performanci. *an and fully follows:
achieved all 2thers throughout
the year. 65 - 86%=5%
67 - 68%=6%
89 -70% = 7%
71-72% =8%
73 = 74% =9%
. N
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Level 3: Performance fui y Tieets the 3 51-64

' No bonus
) standard expect ¢ or the job in
Fully effective | o)) areas, The mar ager has

actieved effecti e results against
all significant pe rfi:rmance
Criteria and indic:0rs specified in
the Performanc:: Flan and may
have achieved rasults
significantly aba s axpectations
in one or two les s significant
areas throughol.! Ike year.

Level 2; Performance is wlow the é 31-580 L No bonus
stendard require ¢ for the job in
Performance | ey areas. The | \anager has
not fully achieved adequ ¥/2 results
satisfactory | against many ke y performance
criteria and indii afors specified in
the Perfermanci: an but did not
fully achieved a: aic uate results
against others (. 1ing the course
of the year. Impizv2ment in
thase areas is n:cassary to bring
performance up i the standard
expected.

Level 1. Performance dei3t not mest the i Less than 30
standard require:  for the job, The
Unacceptable | manager has ny miet one or
performance | more fundameni requirements
andfor is achievi“y resuits that
are well below 1t & performance
criteria and indiz ators in a
number of signif ;znt areas of
responsibility. TI:» manager has
failed to demone liite the
commitment or ¢ bility to bring
performance up » the level
expected despilt: efforts to
encourage impit vizment.

No bonus

65  Reward for Performany:.

6.5.1 The performiice bonus will be determined by the Mun

sipal Council based on
affordability an: ‘he stipulations of the Performance Agreemer

6.5.2 A merit rewan for performance in addition to the annual revie vied remuneration will be
considered by 1 Council not later than September under the ollowing conditions:
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a) The piyirent of the reward will be based on the period inder review and result
of the hrformance score;

b) The amount of the reward will not exceed 14% n the Employee's total
remuri 2rztion, but will be subjected to affordability to he Municipality; and

¢) The piricrmance score will be obtained by using the 3 :formance plan,

d) When external faciors have a negafive influence on the result of the
perfor nance as scrutinized and recommended by the Performance Audit

Comn ifiwe, the Municipality may grant a reward sce Regulation Number
2008¢ of 01 August 2006);

e} The riward if granted, will be paid annually after the c:mpilation of the financial
stater¢nts and after finalisation of the performance ap iraisal:

f)  The fiial outcome of the performance appraisal will cle! armine the reward;

6.8 For purpose of evaluating 1he annual performance of the Manager Dir: tlly Accountable to the
Municipal Manager, an Eva 1:iion Panel constituted of the following persoris may be established —

i/} Municipal Manager,

+1) Chairperson or the relevant member of the A it Committee;
{ii) The Member of the Executive Committee; &}

(v) Municipal Manager from another Municipality.

6.7 The manager responsible for human resources of the municipality or 1 slegated assignee must
provide secretariat services | the Evaluation Panel referred 1o above,

Schedule for Performance Re;/lsws

6.8 The performance of the E7ployee in relation 1o his or her performance &( wament may be reviewed

on the follawing dates with Ihe understanding that reviews In the first and ¢ 1ird quarter may be verbal
if performance is satisfactq

1 Quarter : Ju - September
2% Quarter : Ocl:ber - December
3% Quarter : Jar uary - March

4™ Quarter : Apil - June
6.9 The Employer must keep & n:cord of the mid-year review and annual asse: siment meetings.

6.10 Performance feedback iniist be based on the Employer's assess nent of the Employee's
performance.

6.11 The Employer will be erliled to review and make reasonable changs fo the provisions of the
performarice plan from tim: to time for operational reasons on agreemen’ »:tween both parties,
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6.12 The Employer may amen:| (he provisions of the performance
management system is acopiid, implemented or amended as

plan varever the performance

the case may be on agreement
between both parties.

1.

8.1

811
812

813
8.2

9.1

8.2

OBLIGATIONS OF THE EMPLOYER
The Employer must ~

(1) Create an enabli'g environment to fagilitate effective performanca by the employee;

{2) Provide access 11 skills development and capagity building oppart nities;

(3) Work collaboratvely with the émpioyee 1o solve problems zn | generate solutions to
common probieri)s that may impact on the performance of the g loyee;

{4) On the request of the employee delegate such powers reas :nably required by the

employee to ezl him or her to meet the perfermance objectivas: and targets established
in terms of the a( rixament: and

(6) Make available 1) fie employee such resources
frem time to tim2 to assist him or her 1o meet
established in te ms of the agreement

as the employes may reasonably require
the performanz1 objectives and targets

CONSULTATION

The Emgloyer agrees 1 ;onsult the Employee timeously where the e vising of the Employer's
powers will -

have a dir::t effect on the performance of any of the Emolivee's functions;

commit 116 Employee 1o implement or to give effect 12 & decision made by the
Executive: Ciommittee;

have a si1:stantial financial effect on the Municipality.
The Employer agrees '« inform the Empioyee of the outcome of any tecisions taken pursuant to

the exercise of powers contemplated in paragraph 8.1 as soon as is Jracticable to enable the
Employee to take any it assary action without delay.

MANAGEMENT OF E/\|.UATION QUTCOMES

The evaluation of the Lmployee's performance will form the
performance or comeciir ) unacceptable performance.

A perfermance bonus rz1ging from 5% to 14% of the all-inclusive rem neration package may be
paid to an employee in wcognition of outstanding performance. In det Anining the performance

[

basis 2r rewarding outstanding
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93

10.

10.1

10.2

10.3

1.

11

bonus the ralevant perc in'age is based on an overal rating, calculate:d vy using the applicable
assessment rating calcu'#t; provided that:

@ score of 1309 o 149% is awarded a performance bonus rangir g from 5% to 9%; and

ascore of 150% «nd above is awarded a performance bonus ran jing from 10% to 14%.

In the case of unaccepta e performance, the Employer shail

Provide systeriatc remedial or developmental support to zisist the Employee to
improve his or | er performance: and
* After approprale performance counselling and having privided the necessary
Quidance and o support and reasonable time for improvement in performance,
and performaite does not improve, the Employer may, susject to compliance with
applicable labo .1 legislation, be entitied by notice in writing to ti Employes o terminate
the Employee’: employment in accordance with the notice: period set out In the
Employee's cor trzct of employment.

DISPUTES RESOLUTICIN

Any disputes about the wxure of the Employee’s Performance Agreer it whether it relates to
key responsibilities, prior fies, methods of assessment and/or salary inciianent in the agreement,

must be mediated by thz Mayor within thirty days (30) of receipt of = formal dispute from the
employee whose decisici shail be final and binding on both parties.

Any disputes about the (;.it
a member of the municia
Panel provided for in six-
from the employes.

:ome of the Employee's performance evalua: sn must be mediated by
| eouncil, provided that such member was r. i part of the Evaluation
‘egulation 27(4), within thirty (30) days of rai zipt of a formal dispute

Nothing contained in ths 2greement in any way limits the right of the E nployer to terminate the
Employes's Contract of | ‘mployment with or without notice for any other breach b

y the Employee
of his obligations to the |\ inicipality or for any other valid reason in iaw.
SENERAL

The contents of this Agr:sment and the outcome of any review conduz e

“A" will not be confidenti:l, and may be made available to the public -
appropriate.

1in temns of Annexure
the Municipality, where
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11.2  Nothing in this Agreeme n! diminishes the obligations, duties or accourt:t ilities of the Employee in
terms of his Contract :f Employment, or the effects of existing or ew regulations, circulars,
policies, directives or oter instruments.

11.3  Atthe end of the tunne, (e Employee may not be assessed if s/he pris ants to be in the employ
of the FTM for a period :f lizss than six (08) months.

Signed at Mashung, Ga-Nkwan :, *atakgomo Local Municipality, on this ; 5 f

b _ day of
Sal w sl
)
Director Corporate 3iruices
Fetakgomo Local Mun'cijality
, W

J ‘,f.‘.ct -
¥
Signed at Mashung, Ga-Nkwzn, “etakgomo Local Municipality, on this __E ...... . day of

W
<y uLl;; 2018,

AS WITNESSES:

1, ‘Vﬁ- /{ -

]
@ ("*---\\ Municipal Manager
- ,'Y‘h, J‘J
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