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1.1

1.2

1.3

2.

INTRODUCTION

The Fetakgomo Tubatse Municipality has entered into a Confract of Employment with the Director
Development Planning for & pericd ending 31st July 2023 in terms of Section 57(1)a) of the Local
Government: Municipal Systems Act 32 of 2000 (“the Systems Act’). The Empioyer (The Municipal
Manager) and the Employee (Director Development Planning) are herein referred fo as "the Parties”.

Section 57(1) {b) of the Systems Act, read with the Contract of Employment concluded between the
parties, requires the parties to conclude an annual Performance Agreement, The Parties hereby conclude
the Performance Agreement for the period ending 30 July 2018,

The parties wish to ensure that they are clear about the goals to be achieved and secure the commitment
of the Employee reporting to the Employer, to a set of actions that will secure local govermment policy

goals.

PURPQSE OF THiS AGREEMENT

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

2.1
2.2

2.3

24
2.5
26

2.7

2.8

comply with the provisions of Section 57(1)(b), s57 (4)(a}), s57(4)(b) and s57(5) of the Systems Act;

specify objectives, indicators and targets defined and agreed with the Employee and communicate to the
Employee the Employer's expsctations of the Employee’s performance and accountabilities in alignment
with the Integrated Development Plan (:DP), Service Delivery and Budget Implementation Plan (SDBIP)
and the budget of the Employer;

specify areas of accountabilities as set out in the performance plan which s an annexure to this
performance agreement;

monitor and measure performance of the Employee against the set targeted outputs;
establish a transparent and accountable working relationship between the Parties ;

give effect to the Municipality's commitment to a performance-orientated relationship with its Employee in
attaining equitable and improved service delivery,

use the Performance Agresment as the basis for assessing whether the Employee has met the
performance expectations applicable to his job; and

in the event of outstanding performance, to appropriately reward the Employee.
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5.1

52

53

54

5.5

5.6

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality adopts
or introduces for the management of the Municipality and its staff.

The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Municipality, management and
municipal staff to perform to the standards required,

The Employer will consult the Employee about the specific performance standards that will be included in
the performance management system as applicable to the Employee.

The Employee undertakes to actively focus towards the promotion and implementation of the Key
Performance Areas (KPAs) (including special projects relevant fo the employee's responsibilities} within
the locat government framework.

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

The Employee's assessment will be based on his or her performance in terms of the outputs/outcomes
(performance indicators) identified as per the performance plan which are linked to the KPA's, which
constitute 80% of the overall assessment result as per the weightings agreed to between the employer
and employee:

Key Performance Areas (KPA's) for Municipal Managers Weighting
Spatial Rationale 50
Municipa} Institutional Development and Transformation 30

Basic Service Delivery 0

Local Economic Development 0
Municipal Financial Viability and Management 0

Good Governance and Public Participation 20

Total 100%
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6.1
6.1.1
6.1.2
6.2

6.3

6.4

EVALUATING PERFORMANCE

Annexure "A” fo this Agreement sets out:
the standards and procedures for evaluating the Employee's performance; and
the intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the Employer may, in addition, review the
Employee's performance at any stage white the Contract of Employment remains in force.

Parsonal growth and development needs identified during any performance review discussion must be
documented and, where possible, actions agreed.

The annual performance appraisals must involve:

(a) Assessment of the achievement of results as outlined in the performance plan:

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

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

(iii} The applicable assessment rating calculator must then e used to add the scores and
caicuiate a final score.
{b) Assessment of the CCRs

)] Each CCR should be assessed according to the extent to which the specified standards
have been met.
(i} An indicative rating on the five point scale should be provided for each CCR

(iii} This rating should be multiplied by the weighting given to each CCR during the contracting

process, to provide a score.
(iv) The applicable assessment rating calcuiator must then be used to add the scores and

caleulate a final CCR score.

Overall Rating

(i
(ii)

An overall rating is calculated by using the applicable assessment-raing calculator. Such overall
rating represents the outcome of the performance appraisals.

The assessment of the performance of the employee will be based on the foliowing rating scale for
KPA's and CCR's (i.e the foliowing table will be used in determining the payment of the reward):
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N LEVEL j

| DESGRIPTION

PERFORMANCE APPRAISAL OF KPAs AND CCRs

"RATING.

ASSESSMENT

" SCORE

“PERFORMANCE BONUS

. RATIOS

Level 3;

Fully effective

Performance fully meeis the
standard expected for the job in all
areas. The manager has achieved
effective results against all
significant performance criteria
and indicators specified in the
Performance Plan and may have
achieved results significantly
above expectations in one or two
less significant areas throughout
the year,

.3.

51— 64

No bonus |

Level 2

Performance
not fally
satisfactory

Performance is below the
standard required for the job in
key areas, The manager has
achieved adequate results against
many key performance criteria
and indicators specified in the
Performance Plan but did not fully
achieved adequate results against
others during the course of the
year. Improvement in these areas
is necessary o bring performance
up to the standard expected.

31-50

No bonus

Level 1:

Unacceptable
performance

Performance does not meet the
standard required for the job. The
manager has not met one or more
fundamental requirements and/or
is achieving results that are well
below the performance ctiteria
and indicators in a number of
significant areas of responsibility.
The manager has failed fo
demonstrate the commitment or
ability to bring performance up to
the level expected despite efforts
to encourage improvement.

Less than 30

No bonus

6.5

Reward for Performance

The performance bonus will be determined by the Municipal Council based on affordability and
the stipulations of the Performance Agreement.

6.5.1

A merit reward for performance in addition to the annual reviewed remuneration will be
considered by the Council not later than September under the following conditions:

6.5.2
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6,42 The Employer may amend the provisions of the performance plan whenever the performance management
system is adopted, implemented or amended as the case may be on agreement between both parties.

7. OBLIGATIONS OF THE EMPLOYER

The Employer must —

1) Create an enabling environment to facilitate effective performance by the employes;

2) Provide access to skills development and capacity building opportunities;

(3) Work coliaboratively with the employee to solve problems and generate soluticns to common
problems that may impact on the performance of the employee;

(4) On the request of the employee delegate such powers reasonably required by the employee fo
enable him or her to meet the performance objectives and targets established in terms of the
agreement; and

(5) Make available to the employee such resources as the employee may reasonably require from

time to time o assist him or her to meet the performance objectives and taigets established in

terms of the agreement.

8. CONSULTATION

8.1 The Employer agrees to consult the Employee fimeously where the exercising of the Employer's powers

will -
8.1.1 have a direct effect on the performance of any of the Employee's functions;
8.1.2 commit the Employes to implement or {o give effect to a decision made by the Executive
Committes,
8.1.3 have a substantial financial effect on the Municipality.

8.2  The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant fo the
exercise of powers contemplated in paragraph 8.1 as soon as is practicable to enable the Employee to
take any necessary action without delay.

9. MANAGEMENT OF EVALUATION QUTCOMES

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

9.2 A performance bonus ranging from 5% to 14% of the ali-inclusive remuneration package may be paid to
an employee in recognition of outstanding performance.

0.3  Inthe case of unacceptable performance, the Employer shall:
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113 Atthe end of the tunnel, the Employee may not be assessed if sthe presents to be in the employ of the
Fetakgomo Tubatse Municipality for a period of less than six (06) months.

o %’ ' »-'"‘"—P’,
i [ Faly
Signed éﬁr/% HW Fetakgomo Tubatse Municipality, on this(D da\@ L{EJ 2018

AS WITNESSES:
; “~Director Development Planning

Fetakgomo Tubatse Municipality

";Q(jf/{‘;/f /&z_wg,@/

Signed at% L_\f %@ E?,Fetakgomo Tubatse Municipaity, on this b day of j("kxz\; 2018.

AS WETNESSES;:H S
",
AT
1, S
Municipal Manager
Fetakgomo Tubatse Municipality
2.
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FETAKGOMO TUBATSE
LOCAL

MUNICIPALITY

PERFORMANCE AGREEMENT 2018/19

MADE AND ENTERED INTO BY AND BETWEEN

BUSANE NONTUTHUKO PATIENCE
* MUNICIPAL MANAGER"
ON BEHALF OF LIM 476 MUNICIPALITY
AND
SHONGWE FUNEKA KATLEHO
“DIRECTOR ECONOMIC AND LAND DEVELCPMENT"
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1.

1.1

1.2

1.3

2.

INTRODUCTION

The Fetakgomo Tubatse Municipality has entered into a Contract of Employment with the Director Local
Economic Development and Tourism for a period ending 3157 October 2019 in terms of Section 57{1)(a)
of the Local Government: Municipal Systems Act 32 of 2000 ("the Systems Act”). The Employer (The
Mupicipal Manager) and the Employee (Director Local Economic Development and Tourisi) are herein
referred fo as ‘the Parties”.

Section 57(1) (b) of the Systems Act, read with the Contract of Employment conciuded between the
parties, requires the parties to conclude an annual Performance Agreement. The Parties hereby conclude
the Performance Agreement for the period ending 30 June 2019.

The parties wish to ensure that they are clear about the goals o be achieved and secure the commitment
of the Employee reporting to the Employer, to a set of actions that will secure locai government policy
goals.

PURPQOSE OF THIS AGREEMENT

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

2.1
2.2

2.3

2.4
2.5
2.6

2.7

2.8

comply with the provisions of Section 57(1)(b), s57 (4)(a), s57{4)(b) and s57(5) of the Systems Act;

specify cbjectives, indicators and targefs defined and agreed with the Employee and communicate to the
Employes the Employer's expectations of the Employee's performance and accountabilities in alignment
with the Integrated Development Plan (IDP), Service Delivery and Budget Implementation Plan (SDBIP)
and the budget of the Employer;

specify areas of accountabiliies as set out in the performance plan which is an annexure to this
performance agreement;

monitor and measure performance of the Employee against the set targeted outputs;
establish a transparent and accountable working relaticnship between the Parties ;

give effect to the Municipality's commitment to a performance-orientated relationship with its Employee in
aftaining equitable and improved service delivery;

use the Performance Agreement as the basis for asSessing whether the Employee has met the
performance expectations applicable to his job; and

in the event of outstanding performance, to appropriately reward the Employee.
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5.

5.1

52

53

54

55

5.6

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality adopts
or introdugces for the management of the Municipality and its staff.

The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Municipality, management and
municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards that will be included in
the performance management system as applicable to the Employee.

The Employee undertakes to actively focus towards the promotion and implementation of the Key
Performance Areas (KPAs) {including special projects relevant to the employee’s responsibilities) within
the local government framework.

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

The Employee's assessment will be based on his or her performance in terms of the outputs/outcomes
(performance indicators) identified as per the performance plan which are linked to the KPA's, which
constitute 80% of the overall assessment result as per the weightings agreed fo between the employer
and employee:

Key Performance Areas (KPA's) for Municipal Managers Weighting
Spatial Raticnale 0
Municipal Institutional Development and Transformation 30
Basic Service Delivery 0
Local Econemic Development - 50
Municipal Financial Viability and Management 0
Good Governance and Public Participation 20
Total : 100%
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6.

6.1
6.1.1
6.1.2
6.2

6.3

6.4

Qverall
(1)
)

EVALUATING PERFORMANCE

Annexure "A" fo this Agreement sets out:
the standards and procedures for evaluating the Employee's performance; and
the intervals for the evaluation of the Employee’s performance.

Despits the establishment of agreed intervals for evaluation, the Employer may, in addition, review the
Employee's performance at any stage while the Contract of Employment remains in force,

Personal growth and development needs identified during any perfermance review discussion must be
documented and, where possible, actions agreed.

The annual performance appraisals must involve:

(a) Assessment of the achievement of results as outlined in the performance plan:

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

(ii) An indicative rating on the five-point scale should be provided for sach KPA

(iii) The applicable assessment rating calculator must then e used to add the scores and
calculate a final score.

(b) Assessment of the CCRs

i Each CCR should be assessed according to the extent to which the specified standards
have been met.

(ii) An indicative rating on the five point scale should be provided for each GCR

(iii) This rating should be multiplied by the weighting given fo each CCR during the contracting
process, to provide & score.

(iv) The applicable assessment rating calculator must then be used to add the scores and
calculate & final CCR score.

Rating

An overall rating is calculated by using the applicable assessment-rating calcuiator. Such overall
rating represents the outcome of the performance appraisals.

The assessment of the performance of the employee will be based on the following rating scale for
KPA's and CCR's (i. the following table will be used in determining the payment of the reward):

Page 7 of 26
A




PERFORMANCE APFRAISALOF KPASANDCCRS
”" ' RATING | AGSESSMENT | PERFORWANCE BONUS

TLEVEL ] |
L DESCRIPTION - ~ SCORE | ~ - RATIOS &
Level 3: Performance fully meets the [ 3 | ‘51 - 64 | No bonus

standard expected for the job in all
Fully effective | areas. The manager has achieved
effective results against all
significant performance criteria
and indicators specified in the
Performance Plan and may have
achieved results significantly
above expectations in one or fwo
less significant areas throughout
the year.

Level 2: Performance is below the 2 31-50 No bonus
standard required for the job in
Performance | key areas. The manager has

not fully achieved adequate results against
safisfactory | many key performance criteria
and indicators specified in the
Performance Plan but did not fully
achieved adequate results against
others during the course of the
year. Improvement in these areas
is necessary to bring performance
up to the standard expected.

Level 1: Performance does not meet the 1 Less than 30 No bonus
standard required for the job. The
Unacceptable | manager has not met one or more
performance | fundamental requirements andfor
is achieving results that are well
below the psrformance criteria
and indicators in a number of
significant areas of responsibility.
The manager has failed to
demonstrate the commitment or
ability to bring performance up to
the level expected despite efforts
to encourage improvement.

6.5 Reward for Performance

6.5.1 The performance bonus wil be determined by the Municipal Council based on affordability and
the stipulations of the Performance Agreement.

6.5.2 A merit reward for performance in addition to the annual reviewed remuneration will be
considered by the Council not later than September under the following conditions:
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6.12 The Employer may amend the provisions of the performance plan whenever the performance management
system is adopted, implemented or amended as the case may be on agresment between both parties.

7.

8.

8.1

8.1.1
8.1.2

8.1.3
8.2

9.1

9.2

9.3

OBLIGATIONS OF THE EMPLOYER

The Employer must -

(1} Create an enabling environment to facilitate effective performance by the employee;

(2) Provide access fo skills development and capacity building opportunities;

(3) Work collahoratively with the employee to solve problems and generate solutions to common
problems that may impact on the performance of the empioyee;

{4) On the request of the employee delegate such powers reasonably required by the employee to
enable him or her to meet the performance objectives and targets established in terms of the
agreement; and

(5) Make available to the empioyee such resources as the employee may reasonably require from
time to time to assist him or her to mest the performance objectives and targets established in
terms of the agreement.

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising of the Employer's powers
will -

have a direct effect on the performance of any of the Employee's funciions;

commit the Employee to implement or to give effect to & decision made by the Executive
Committee;

have a substantial financial effect on the Municipality.

The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the
exercise of powers contemplated in paragraph 8.1 as soon as is practicable to enable the Employee to
take any necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

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

A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package may be paid to
an employee in recognition of outstanding petformance.

In the case of unacceptable performance, the Employer shall:
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Employee

Fetakgomo Tubatse Municipality

.'.

b N KO
Signed atk% Fetg‘kﬁﬁmoT atse ’f;uC:: r>llty, on this € day of _« )%Qui 2018

:‘ }\>-.. ",
1 A SN

Municipal Manager

Fetakgomo Tubatse Municipality
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and Stabilization Interventions | Intervention | Interventio | Intervention | stabilizatio
Stabilization responded to and s and ns and s and n report
responded to Stabilization | Stabilizatio | Stabilizatio | Stabilizatio
responded to | n n n
responded | responded | responded
to io to
20 # of Youth, 4 06 SMMEs *01 Women | *01 Youth, | *01 People | *01 Youth, | SMME
Women & supported: SMME & *01 with 01 Women empower
People with *02 Youth, supported People with | Disabilities ment
Disabilities *02 Women & Disabilites | SMMEs SMMEs report
SMMES *02 Paople with SMMEs | supported | SUPPOrted
supported Disabilities SMMEs supported
supported
15 # of New 05 05 New N/A 02 New 02 New 01 New Agricultur
Agricultural Agricultural projects Agricultural | Agricultural | Agricultural | al project
projects supported projects projects projects Support
supported supported | supported | supported | report
50
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department department implement | department department | ntation
implemented implemented | ed implemented | implemented | report
5 % progress in | 100% 100% progress in | N/A N/A 50% progress | 100% Audited
addressing/ implementati | addressing/ in addressing/ | progress in | AG
implementing | on of | implementing implementing | addressing/ | progress
2017/18  AG| 2016117 AG | 2017/18 AG 2017118  AG | implementin | report
action plan on | action plan | action plan on action planon | g  2017/18
issue affecting | on issue | issue  affecting issue affecting | AG  action
LEDT affecting LEDT LEDT plan on issue
LEDT affecting
LEDT
5 % of 70% of 100% of 25% of 50% of 75% of 100% of Audited
Departmental | Departmenta | Departmental Departmental | Departme | Departmental | Departmenta | risk
Risks mitigated | | Risks Risks mitigated | Risks ntal Risks | Risks | Risks manage
mitigated mitigated mitigated | mitigated mitigated ment
report
20
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ANNEXURE A: PERFROMANCE PLAN

KPA 2 : MUNICIPAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT

Objective: “To strengthen institutional efficiency and governance ”

30 1 % achievement | 68% 90% achievement of | 90% 90% 90% 90%
of departmental | achievement | departmental achievement | achieveme | achieveme | achieveme | 2018/19
targets of targets of nt of | nt of | nt of | SDBIP
departmental departmental | department | department | department | Quarterly
targets : targets alfargets | altargets | altargets Reports
30

KPA 4 : LOCAL ECONCMIC DEVELOPMENT

Objective: *
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a
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te an Environment that Promotes Growth and Development thereby Facilitating Job Creation
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1 % of 100% of 100% of 100% of 100% of 100% of Mining
queries/complai queriesfcomplaints | queries/com | queries/co | queries/co | queries/co | communit
nts on Mining on Mining plaints on mplaints on | mplaints on | mplaints on |y
Community Community Mining Mining Mining Mining interventio
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KPA 4: FINANCIAL VIABILITY AND MANAGEMENT
OBJECTIVE: “To improve overall municipal financial management”

Departmental
budget

% spending ow_ 70%

10

0% spending of | 25%
Departmental spending of
budget Departmenta

I budget

0% 75%

spending of | spending of
Department | Departmen
al budget | tal budget

spending of
Department
al budget

20%

KPA 6: GOOD GOVERNANCE AND PUBLIC PARTICIPATION

Objective: “To mﬁ:@%mz Emii..g& mEn..m:Q and promote good Qo..\mw:m:nm

5 % 100% 100% 100% 100% | 100% 100% | Perform
implementation | implementati | implementation | implementatio | implement | implementatio | implementati | ance
of on of of n of ation of | n of on of Audit
Finance/perfor | Finance/perf | Finance/perform | Finance/perfor | Finance/p | Finance/perfo | Finance/perf | committe
Page 21 of 26 -




Community Community | Community Community Community
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5 % of 70% of 100% of 25% of 50% of 75% of 100% of Audited
Departmental | Departmenta | Departmental Departmental | Departme | Departmental | Departmenta | risk
Risks mifigated | I Risks Risks mitigated | Risks ntal Risks | Risks [ Risks manage
mitigated mitigated mitigated | mitigated mitigated ment
report
20%
p ma
- A\w ,W, Page 23 of 26




9z Jo 57 9ded

%001 jejol
%0T snoo4 AJlent) pue sjnsay
UORBOIUNLILIOY

wolebeugpy UoeuLO] pue aBpsjmouy

%0Z LOHBAOUL pUB SISA[BUY
2,01 Buisiuefig pue Buiuueld
aoualedLlon |BION

saoudledwon alon

diysiepes 9oUBUIBADS)

diysiepes abueyn

%0Z Juswiabeuepy [eloueul
%07 JUaluabeue)y 108[old pue welboid
%01l Juswebeuey ajdoad
diysiepean pue uonsas(] o1beens

‘sajpudjadwon Buipea]

SAIDNILILdINOD DONIAVYIT ANV FHOD -0 FANXINNY



FETAKGOMO TUBATSE
LOCAL

MUNICIPALITY

PERFORMANCE AGREEMENT 2018/19

MADE AND ENTERED INTO BY AND BETWEEN

BUSANE NONTUTHUKO PATIENCE
“MUNICIPAL MANAGER”

ON BEHALF OF LIM 476 MUNICIPALITY
AND
MASHOEU MOROPANE DAVID
“DIRECTOR OF APEL REGIONAL OFFICE"
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1.1

1.2

1.3

INTRODUCTION

The Fetakgomo Tubatse Municipality has entered into a Contract of Employment with the Director of Apel
Regional Office for a period ending 30 April 2023 in terms of Section 57(1)(a) of the Local Government:
Municipal Systems Act 32 of 2000 (‘the Systems Act’). The Employer (The Municipal Manager) and the
Employee (Chief Operations Officer) are herein referred to as “the Parties’.

Section 57(1) (b) of the Systems Act, read with the Contract of Employment concluded between the
parties, requires the parties to conclude an annual Performance Agreement. The Parties hereby conclude
the Performance Agreement for the period ending 30 June 2019.

The parties wish to ensure that they are clear about the goals to be achieved and secure the commitment
of the Employes reporting to the Employer, to a set of actions that will secure focal government policy

goals.

PURPOSE OF THIS AGREEMENT

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

2.1
2.2

2.3

24
2.5
2.6

2.7

2.8

comply with the provisions of Section 57(1)(b), s57 (4)(a), s57{(4)(b) and s57(5) of the Systems Act;

specify objectives, indicators and targets defined and agreed with the Employee and communicate to the
Employse the Employer's expectations of the Employee's performance and accountabilities in alignment
with the Integrated Development Plan (IDP), Service Delivery and Budget Implementation Plan (SDBIP)

and the budget of the Employer;

specify areas of accountabilities as set out in the performance plan which is an annexure 1o this
performance agreement,

manitor and measure performance of the Employee against the set targeted outputs;
establish a transparent and accountable working relationship between the Parties ;

give effect to the Municipality's commitment to a performance-orientated refationship with its Employee in
attaining equitable and improved service delivery;

use the Performance Agreement as the basis for assessing whether the Employee has met the
performance expectations applicable to his job; and

in the event of cutstanding performance, to appropriately reward the Employee.
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5.1

52

5.3

5.4

5.5

56

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality adopts
or introduces for the management of the Municipality and its staff

The Employee accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Municipality, management and
municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards that will be included in
the performance management system as applicable fo the Employee.

The Employee undertakes to actively focus towards the promotion and implementation of the Key
Performance Areas (KPAs) (including special projects relevant to the employee’s responsibilities) within
the local government framework. ‘

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

The Employee's assessment will be based on his or her performance in terms of the outputs/outcomes
(performance indicators) identified as per the performance plan which are linked to the KPA's, which
constitute 80% of the overall assessment resuit as per the weightings agreed to between the employer
and employee: '

Key Performance Areas (KPA's) for Municipal Managers Weighting

Spatial Rafionaie 0

Municipal Institutional Deveiopment and Transformation 60

Basic Service Delivery 0

Local Economic Development 0

Municipal Financial Viability and Management 0

Good Governance and Public Participation 40

Total 100%
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6. EVALUATING PERFORMANCE

6.1 Annexure "A” to this Agreement sets out:

6.1.1
6.1.2

the standards and procedures for evaluating the Employee’s performance; and

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

6.2  Despite the establishment of agreed intervals for avaluation, the Employer may, in addition, review the
Employee's performance at any stage while the Contract of Employment remains in force.

6.3  Personal growth and development needs identified during any perfarmance review discussion must be
documented and, where possible, actions agreed.

84  The annual performance appraisals must involve:

(a) Assessment of the achievement of results as outlined in the performance plan:

(i)

(if)
(i)

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

performed under the KPA.
An indicative rating on the five-point scale should be provided for each KPA
The applicable assessment rating calculator must then e used to add the scores and

calculate & final score.

(b) Assessment of the CCRs

()

(iv)

Overall Rating

Each CCR should be assessed according fo the extent to which the specified standards

have beets met.

An indicative rating on the five point scale should be provided for each CCR

This rating should be multiplied by the weighting given to each CCR during the contracting
process, to provide a score.

The applicable assessment rating calculator must then be used to add the scores and
calculate a final CCR score.

(i} An overall rating is calculated by using the applicable assessment-rating calculator, Such overall
rating represents the outcome of the performance appraisals.

(ii) The assessment of the performance of the empioyee will be based on the following rating scale for
KPA's and CCR's (i.e the following table will be used in determining the payment of the reward).
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'PERFORMANCE APPRAISAL OF KPAs AND CCRs

“RATING | AGSESSMENT | PERFORMANGE BONUS

" LEVEL | | -
o ' DESCRIPTION "~ SCORE . | "~ RATIOS
'Le've.l.S: | 'Pér.f.ormance fully meets the | . .3 51 64 T No bonus' |

standard expected for the job in all
Fully effective | areas. The manager has achieved
effective resuits against all
significant performance criteria
and indicators specified in the
Performance Plan and may have
achieved results significantly
above expectations in ane or two
less significant areas thyoughout
the year.

Level 2: Performance is below the 2 31-50 No bonus
standard required for the job in
Performance | key areas. The manager has

not fully achieved adequate results against
satisfactory | many key performance criteria
and indicators specified in the
Performance Plan but did not fully
achieved adequate results against
others during the course of the
year. Improvement in these areas
is necessary to bring performance
up to the standard expected.

Level 1. Performance does not meet the 1 Less than 30 No bonus
standard required for the job. The
Unacceptable | manager has not met one or more
performance | fundamental requirements and/or
is achieving results that are well
below the performance criteria
and indicators in a number of
significant areas of responsibility.
The manager has failed to
demonstrate the commitment or
ability to bring performance up to
the level expected despite efforts
to encourage improvement,

6.5 Reward for Performance

6.5.1 The performance bonus will be determined by the Municipal Councl based on affordability and
the stipulations of the Performance Agreement.

6.5.2 A merit reward for performance in addition fo the annual reviewed remuneration will be
considered by the Council not later than September under the following conditions:
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6.12 The Employer may amend the provisions of the performance plan whenever the performance management
system is adopted, implemented or amended as the case may he on agreement between hoth pariies.

7.

8.1

8.1.1
8.1.2

8.1.3
8.2

9.1

9.2

8.3

OBLIGATIONS OF THE EMPLOYER

The Employer must -

(1) Create an enabling environment to facilitate effective performance by the employes;

(2) Provide access to skills development and capacity building opportunities;

(3) Work collaboratively with the employee 10 solve problems and generate solutions to common
problems that may impact on the performance of the employee;

(4) On the request of the employee delegate such powers reasonably required by the employee to
enable him or her to meet the performance objectives and targets established In terms of the
agreement; and

(5) Make available to the employee such resources as the employee may reasonably require from
fime to fime fo assist him or her to meet the performance objectives and targets established in
terms of the agreement.

CONSULTATION

The Employer agrees fo constlt the Employee timeously where the exercising of the Employer's powers
will —

have a direct effect on the performance of any of the Employee's functions;

commit the Employee fo implement or to give effect fo a decision made by the Executive
Committes;

have a substantial financial effect on the Municipality.

s

The Employer agrees to inform the Empioyee of the outcome of any decisions taken pursuant to the
exercise of powers contemplated in paragraph 8.1 as soon as is practicable to enable the Employee to
take any necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

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

A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package may be paid to
an employee in recognition of outstanding performance.

In the case of unacceptable performance, the Employer shall:
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113 At the end of the term, the Employee may not be assessed if s/he presents to be in the employ of the
Fetakgomo Tubatse (Lim 467) Municipality for & period of less than six {06) months.

Signed at TUBA TLE | Fetakgomo Tubatse Local Municipality, on this ROtk dayof T ULY 2018,

AS WITNESSES:—._

S

Director Apel Regional Office

Fetakgomo Tubatse Local Municipality

.

Py . s 7y —‘TH " ]
Signed 4t DRSS BB Fotaraomo Tubatse Local Municipality, on this 2O dayof Qb
2018,

AS WITNESSES:

1. QL&M_H

Municipal Manager

Fetakgomo Tubatse Local Municipality
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ANNEXURE A: PERFORMANCE PLAN

D
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KPA: MUNICIPAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT
Objective: “To build municipal capacity by way of raising institutional efficiency, effectiveness and competency”
1 # of Quarterly | New 3 - Quarterly | N/A 1 -1 - Quarterly | 1 - Quarterly | Acknowled
reports  from | indicator | reports  from Quarterly | reports from | reports from | gement
Apel Regional Apel Regional reports Apel Apel letter from
office submitted office from Apel | Regional Regional MM's office
to  Municipal submitted to Regional | office office
manager Municipal office submitted to | submitted to
manager submitted | Municipal Municipal
io manager manager
Municipal
manager
30 2 # of Apel region | New 3 - Apel | NA 1 - Apel{1 - Apel|1 -~  Apel| Invitations/
quarterly  staff | indicator | region region region region notion;
meetings held quarterly quarterly quarterly quarterly minutes
staff meetings staff staff staff and
held meetings meetings meetings attendant
held held held register
20 3 # of visits made | New 9 visits made | N/A 3 visits | 3 visits made | 3 visits made | Visif
to three Apel | indicator | to three Apel made  fo | fo three Apel | fo three Apel | register




area satellites
oifices  (Atok,
Mohialetsi and
Mabopo testing
station )

area satellites
offices (Atok,
Mohlaletse

and Mabopo
testing station
) one visit per
quarter  to
each office

three Apel | area area

area satellites satellites
satellites offices {Atok, | offices (Atok,
offices Mohlaletse | Mohlaletse
(Atok, and Mabopo | and Mabopo
Mohlaletse | testing testing

and station ) one | station ) one
Mabopo visit per | visit per
testing quarter  fo|quarter fo
staton ) | each office | each office
one  visit

per quarter

to each

office

80

KPA 6: GOOD GOVERNANCE AND PUBLIC PARTICIPATION
OBJECTIVE: “To promote a culture of participatory and good governance”

o

implementation
of
Finance/perfor
mance Audit
committee
resolution

New
indicator

100%
implementati
on of
Finance/perio
rmance Audit
committee
resolution

100%
implementali
on of
Finance/perfo
rmance Audit
committee
resolution

100%
implementati
on of
Finance/perfo
rmance Audit
commitiee
resolution

100%
implementati
on of
Finance/perfo
rmance Audit
committes
resolufion

100%
implement
ation of

Finance/p

erformanc
e Audit

P
ce Audit
committee

progress
report
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MADE AND ENTERED INTO BY AND BETWEEN

BUSANE NONTUTHUKO PATIENCE
“ACTING THE MUNICIPAL MANAGER”

ON BEHALF OF LIM 476 MUNICIPALITY
AND
GABAGANENWE LEPHTY TONNY
“DIRECTOR TECHNICAL SERVICES”
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1. INTRODUCTION

14 The Lim 476 Municipality has entered into a Contract of Employment with the Director Technical Service
for a period ending 307 June 2022 in terms of Section 57(1){a) of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act'). The Employer (The Municipal manager) and the Employee
(The Acting Director Technical Services) are herein referred to as “the Parties”.

1.2 Section 57(1) {b) of the Systems Act, read with the Contract of Employment concluded between the
parties, requites the parties to conclude an annual Performance Agreement. The Parties hereby
conclude the Performance Agreement for the period ending 30 June 2018

1.3 The parties wish to ensure that they are clear about the goals fo be achieved and secure the
commitment of the Employee reporting to the Employer, to a set of actions that will secure local
government policy goals.

2. PURPOSE OF THIS AGREEMENT

The Parties agree that the purposes of this Agreement are to:
2.1 comply with the provisions of Section 57(1)(b), s57 (4)(a), s57(4)(b) and s57(5) of the Systems Act;

2.2 specify objectives, indicators and targets defined and agreed with the Employee and communicate to the
Employee the Employer's expectations of the Employee's performance and accountabilities in alignment
with the Integrated Development Plan (IDP), Service Delivery and Budget implementation Plan (SDBIP)
and the budget of the Employer;

2.3 specify areas of accountabiliies as set out in the performance plan which is an annexure fo this
performance agreement;

2.4 monitor and measure performance of the Employes against the set targeted outputs;
25  establish a transparent and accountable working relationship between the Parties ;

2.6 give effect to the Municipality'’s commitment o a performance-orientated refationship with its Employee
in attaining equitable and improved setvice delivery;

27  use the Performance Agreement as the basis for assessing whether the Employee has met the
performance expectations applicable to his job; and

2.8 inthe event of outstanding performance, to appropriately reward the Employee.

[ 78




Eana

3.
3.1

3.2

3.3

34

35

4.1
4.4
4.1.2
4.2

43

44

45

46

COMMENCEMENT AND DURATION

This Agreement will commence on the date of signature by both parties, which will be as soon as
reasonably possible after the 01 July 2017, and, subject to paragraph 3.3, will continue in force until a
new Performance Agreement is concluded befween the parties as contemplated in paragraph 3.2;

The Parties will review the provisions of this Agreement during June gach year. The parties wil
conclude a new performance agreement that replaces this Agreement at least once a year by not [ater
than July each year as prescribed by s57(2)(a) of the Systems Act.

This Agreement will terminate on the termination of the Employee’s Contract of Employment for any
reason as provided for in the Contract of Employment.

The contents of this Agreement may be revised at anytime during the above-mentioned period fo
determine the applicability of the matters agreed upon.

If at any fime during the validity of this Agreement the work environment alters (whether as a result of
government or Council decision or otherwise) to an extent that the contents of this Agreement are no
longer appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

Annexure “A", the Performance Plan sefs out:
the performance indicators and targets that must be met by the Employee; and
the time frames within which those performance indicators and targets must be met.

The performance indicators and targets reflected in Annexure ‘A" are set by the Employer in
consultation with the Employee, and include key objectives; key performance indicators; target dates
and weightings.

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

The Employee’s performance will, in addition, be measured in terms of contributions to the goals and
strategies set out in the Municipality's IDP.

The Municipality wil make available to the Employee such support staff as the Employee may
reasonably require from time to time to assist him to meet the performance ohjectives and targets
established in terms of this Agreement; provided that it will at all times remain the responsibility of the
Employee to ensure that he complies with those performance obligations and targets.

The Employee will at his request be delegated such powers by the Employer as may in the discretion of
the Municipality be reasonably required from time to fime fo enable him to mest the performance
objectives and targets established in terms of this Agreement.

K




5.

5.1

5.2

5.3

5.4

5.5

5.6

PERFORMANCE MANAGEMENT SYSTEM

3 balA Ny s L e S, e,

The Employee agrees to participate in the performance management system that the Municipality
adopts or introduces for the management of the Municipality and its staff.

The Employse accepts that the purpose of the performance management system will be to provide a
comprehensive system with specific performance standards to assist the Municipality, management and
municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards that will be included
in the petformance management system as applicable to the Employee.

The Employee undertakes to actively focus towards the promotion and implementation of the Key
Performance Areas (KPAs) (including special projects relevant fo the employee's responsibilities) within
the local government framework.

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

The Employee's assessment will be based on his or her performance in terms of the outputsfouicomes
(performance indicators) identified as per the performance plan which are linked to the KPA's, which
constitute 80% of the overall assessment result as per the weightings agreed to between the employer
and employee:

Key Performance Areas (KPA's) for Municipal Managers Weighting
Spafial Rationale 0
Municipal institutional Development and Transformation 30

Basic Service Delivery 50

Local Economic Development 0
Municipal Financial Viability and Management 0

Good Governance and Public Participation 20

Total 100%

W




9.7

The CCRs will make up the other 20% of the employee’s assessment score. CCRs that are deemed fo

be most critical for the employee’s specific job shou
between the employer and the employee and must
level agreed to:

Id be selected from the list below as agreed to be
be considered with due regard to the proficiency

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR}
LEADING COMPETENCIES
' Weight
Strategic Direction and | *Impact and Infiuence. 20
Leadership *|nsfitutional Performance Management.
*Sirategic Planning and Management.
*Organizational Awareness.
People Management *Human Capital Planning and Development. 20
*Diversity Management
*Employee Relations Management.
*Negotiation and Dispute Management.
Program and Project | *Program and Project Planning and Implementation.
Management *Service Delivery Management.
*Program and Project Moniforing and Evaluation,
Financial Management | "Budget Planning and Execution. 20
*Financial Strategy and Delivery
*Financial Reporting and Moniforing.
Change Leadership *Change Vision and Strategy. 20
*Process Design and Improvement.
*Change Impact Monitoring and Evaluation.
Governance Leadership | *Policy Formulation. 20
*Risk and Compliance Management.
*Cooperative Governance.
CORE COMPETENCIES
Moral Competence
Planning and Organising
Analysis and Innovation
Knowledge and
information Management
Communication
Results and Quality
Focus
Total Percentage 100%




6. EVALUATING PERFORMANCE

6.1  Annexure *A" to this Agreement sets out:

6.1.1
6.1.2

the standards and procedures for evaluating the Employee's performance; and

the intervals for the evaluation of the Employee’s performance.

6.2  Despite the establishment of agreed intervals for evaluation, the Employer may, in addition, review the
Employee's performance at any stage while the Contract of Employment remains in force.

6.3 Personal growth and development needs identified during any performance review discussion must be
documented and, where possible, actions agreed.

6.4  The annual performance appraisals must involve:

(a) Assessment of the achievement of results as outlined in the performance plan:

(i

(i)
(i)

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

An indicative rating on the five-point scale should be provided for each KPA

The applicable assessment rating calculator must then e used fo add the scores and
calculate a final score.

(b) Assessment of the CCRs

(i)

(iv)
Overall Rating

Each CCR should be assessed according to the extent to which the specified standards
have been met.

An indicative rating on the five point scale should be provided for gach CCR

This rating should be multiplied by the weighting given to each CCR during the contracting
process, to provide a score.

The applicable assessment rating calculator must then be used to add the scores and
calculate a final CCR score.

(i) An overall rating is calculated by using the applicable assessment-rating calculator. Such overalt
rating represents the outcome of the performance appraisals.

(ii) The assessment of the performance of the employee will be based on the following rating scale for
KPA's and CCR's (i.e the following table will be used in determining the payment of the reward).




Maximum bonus allowed

indicators specified in the
Performance Plan and fully
achieved all others throughout the
year,

i‘.ll.evel-S.:b Péﬁérrﬁéﬁcﬁe far exceeds the 75-100 ponu:
Outstanding | standard expected for the job in all ito. Regulations is between
Performance | areas of the manager. The 10% and 14% of person’s
manager has achieved exceptional inclusive annual
resulfs against all performance remuneration package
criteria and indicators specified in The % as determined per
the.Performar?cg Plan and Council Resolution is as
maintained this in all areas of .
o follows:
responsibility throughout the year.
= 75-76%
=10%
77-78%
=11%
79 - 80%
=12%
81-84%
=13%
85 - 100%= 14%
Level 4. Performance is significantly higher 65-74 Maximum honus allowed
than the standard expected for the ito. Regulations is between
Performance | job in all areas. The manager has 5% and 9% of person’s
significantly achieved above fully effective inclusive annual
above ‘ results against more than half of remuneration package
expectations | the performance criteria and

The % as determinad per
Council Resolution is as
follows:

65 — 66%=5%
67 — 68%=6%
69-70%=T%
71-72% =8%
73-74% =9%




Levéiﬁ.

Fully effective

“Performance fully meets the

standard expected for the job in all
areas. The manager has achieved
effective results against all
significant performance criteria and
indicators specified in the
Performance Plan and may have
achieved results significantly above
expectations in one or two less
significant areas throughout the
year.

~51_64

No bonus

Level 2;

Performance
not fully
safisfactory

Performance is below the standard
required for the job in key areas.
The manager has achieved
adequate results against many key
performance criteria and indicators
specified in the Performance Plan
but did not fully achieved adequate
results against others during the
course of the year. Improvement in
these areas is necessary fo bring
performance up to the standard
expected.

31-50

No bonus

Level 1:

Unacceptable
performance

Performance does not meet the
standard required for the job. The
manager has not met one or more
fundamental requirements and/or is
achieving results that are well
below the performance criteria and
indicators in a number of significant
areas of responsibility. The
manager has failed fo demonstrate
the commitment or abifity to bring
performance up to the level
expected despite effotts to
encourage improvement.

Less than 30

No bonus

8.5 Reward for Performance

6.5.1

6.5.2

The performance bonus will be determined by the Municipal Council based on affordability and

the stipulations of the Performance Agresment.

A wmerit reward for performance in addition to the annual reviewed remuneration will be
considered by the Council not later than September under the following conditions:




a) The payment of the reward will be hased on the period under review and resuit of the
performance score;

b) The amount of the reward will not exceed 14% of the Employee's total remuneration,
but will be subjected to affordability to the Municipaiity;

c) The performance score will be obtained by using the performance plan;

d) Where external factors have a negative influence on the result of the performance,
the Municipality may grant a reward;

g) The reward if granted, will be paid annually after the compilation of the financial
statements and after finalization of the performance appraisal; and

f) The final outcome of the performance appraisal will determine the reward.

6.6 For purpose of evaluating the annual performance of the Employee, an Evaluation Panel constituted of the
following persons may be established -

(i) The Municipal Manager,

(i) Chairperson of the Performance Audit Committiee o the Audit
Committee in the absence of a Performance Audit Committee;

{iii} A Member of the Executive Committeg; and

(iv) Municipal Manager from another Municipality

8.7 The manager responsible for human resources of the municipality or delegated assignee must provide
secretariat services to the Evaluation Panel referred to above.

Schedule for Performance Reviews

6.8 The performance of the Employee in relation to his or her performance agreement may be reviewed on the
following dates with the understanding that reviews in the first and third quarter may be verbal if performance
is satisfactory:

1st Quarter  : July — September,

ond Quarter  October - December or as soon as it is reasonably practicable after the mid-year
budget and performance assessment conducted in terms of s72 of the Local Government:
Municipal Finance Management Act (MFMA) 56 of 2003;

3d Quarter : January — March; and

4t Quarter : April - June or as soon as it is reasonably praciicable after the issuance of the audit
report prepared in terms of s20 of Public Audit Act (PAA) 25 of 2004.

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

6.10 Performance feedback must be based on the Employer's assessment of the Employee’s performance.




6.11The Employer will be entitled fo review and make reasonable changes to the provisions of the performance
plan from time to time for operational reasons on agreement between both parties.

6.12 The Employer may amend the provisions of the performance plan whenever the performance management
system is adopted, implemented or amended as the case may be on agreement between both parties.

7. OBLIGATIONS OF THE EMPLOYER

Mk A Y Y ————————

The Employer must -

(1) Create an enabling environment to facilitate effective performance by the employes;

(2) Provide access fo skills development and capacity building opportunities;

(3) Work collaboratively with the smployee fo solve problems and generate solutions to common
problems that may impact on the performance of the employee;

(4) On the request of the employee delegate such powers reasonably required by the employee to
enable him or her to meet the performance objectives and targets gstablished in terms of the
agreement; and

(5) Make available fo the employee such resources as the employee may reasonably reguire from
time to time to assist him or her o meet the performance objectives and targets established in
terms of the agreement.

8. CONSULTATION

8.1 The Employer agrees to consuit the Employee fimeously where the exercising of the Employer's powers

will -
8.1.1 have a direct effect on the performance of any of the Employee’s functions;
8.1.2 commit the Employee to implement or to give effect to a decision made by the Executive
Committes;
8.1.3 have a substantial financial effect on the Municipality.

8.2  The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the
exercise of powers contemplated in paragraph 8.1 as soon &5 i practicable fo enable the Employee fo
take any necessary action without delay.

8. MANAGEMENT OF EVALUATION OUTCOMES

91  The evaluation of the Employes's performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

9.2 A performance bonus ranging from 5% fo 14% of the all-inclusive remuneration package may be paid to
an employee in recognition of outstanding performance.




9.3

10.

10.1

10.2

1.

12.
124

122

In the case of unacceptable performance, the Employer shal:

s Provide systematic remedial or developmental support to assist the Employee to improve his
or her performance; and

« After appropriate performance counselling and having provided the necessary
guidance and/or support and reasonable time for improvement in performance, and
performance does not improve, the Employer may, subject to compliance with applicable
labour legistation, be entitied by nofice in wrifing to the Employee to terminate the Employee's
employment in accordance with the notice period set out in the Employee's contract of
employment. '

DISPUTES RESOLUTION

Any disputes about the nature of the Employee's Performance Agreement whether it relates fo key
responsibilities, priorities, methods of assessment and/or salary increment in the agreement, must be
mediated by the MEC for local government in the province within thirty (30) days of receipt of a formal
dispute from the Employee, or any other person designated by the MEC whose decision shall be final
and binding on both parties.

Any disputes about the outcome of the Employee’s performance evaluation must be mediated by the
MEC for local govemment in the province within thirty days (30) of receipt of a formal dispute from the
employee, or any other person designated by the MEC.

Nothing contained in this Agreement in any way imits the Tight of the Employer 0 terminate the
Employee’s Contract of Employment with or without notice for any other breach hy the Employee of his
obligations fo the Municipality or for any other valid reason in law.

GENERAL

The contents of this Agreement and the outcome of any review conducted in terms of Annexure A" will
not be confidential, and may be made available to the public by the Municipality, where appropriate.

Nothing in this Agreement diminishes the obligations, duties or accountabilities of the Employee in terms
of his Contract of Employment, of the effects of existing or new regulafions, circulars, policies, directives
or other instruments.




123 Atthe end of the funnel, fhe Employee may not be assessed if she presents to be in the empl
Lim A67Municipality for a period of less than stx (06) months.

6 T st {S AUt
Signed at MWm 476 Municipality, on this 9 [ day of UL 2017.

AS WITNESSES: /
—_— SO
Director Technical Services
Lim 476 Municipality
2.

+&
Signed at%‘ﬂcﬁé?, Lim 476 Municipality, on this & Q day of § Vjﬂ aSr 2017

AS WITNESSES: -

Acting Municipal Manager

Lim 476 Municipality
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Subject

2016/17 4th quarter performance report
Purpose

To submit 2016/2017 Athquarter performance report 1o Executive
Committes for consideration

Summaty

According to section 194 of the Greater Tubatse Performance
management framework for 2015116 financial year, the executive
commitiee of the municipality should on quarterly basis engage in an
infensive review of the municipal performance against both service

-




P

delivery scorecards and the strategic scorecard as reported by the
municipal manager. The Executive committee must ensure that targets
committed to in the scorecard are met, and where targets are not met
there are safisfactory and sufficient reasons provided and the corrective
action proposed are sufficient to address the reasons for poor
performance. In compliance to the above mentioned framework the
municipal manager hereby submits the 2016/17 4th quarter performance
report to Executive committee for considerations.

. Discussion

All Municipal departments have by the beginning of July 2017 prepared
their 4th Quarter performance reports and submitted them for review and
audit fo Performance Management unit and Internal Audit respectively.
The management had its management review on 11 July 2017 in the
municipal building where all departments nresented their reports. The
reports were discussed and inputs were made for departments to improve
their reports.

The reports were reviewed and audited and packaged for the Exco -
Lekgotla which was held at Thaba Moshate Casino from 20 — 21 July
2017. The municipality has successfully achieved 129/207 (62.3%) of its
targets set for the 4th quarter of 2017 financial year. This is an
improvement of 2.5% compared to the performance of the municipality in
the 3rd Quarter of 2016/17 financial year in which the municipality
achieved 59.8% of ifs targefs. The two tables below reflect the
performance of the municipality per department and per Key Performance
Areas:




4.1. Municipal performance per departments:

Municipal 18 88.8%
Manager

2. Development 16 7 9 43%
planning

3. Corporate 71 47 24 66.6%
services

4, Technical 365 18 17 51%
Setrvices

5. local Economic | 19 14 5 73.7%
and Tourism

6 Budget and | 18 12 6 66.7%
Treasury

6. Community 30 15 15 50%
services
Total 207 129 78 62.3%

4,2.  Municipal performance per Key Performance Areas:

KPA 01: Spatial Rational 16 7 9

KPA  02:  Institutional | 43 30 13 70%
Development and

Organizational

Transformation

KPA 03: Basic Service |49 26 23 53%
Delivery and Infrastructure

Development

KPA 04: Local Economic |22 17 5 7%
Development

KPA 05: Financial Viability | 18 12 6 66.7%
and Management |

KPA 06: Good Governance | 59 37 22 62%
and Public Participation

Total 209 129 78 62.3%




. Organizational and Personnel Implications

It is legislative requirement for municipaliities to at least once per year
review its performance and report it to relevant stakeholders such as
council, other political structures, political office bears and its staff Section
41(d) of Municipal system act, act 32 of 2000 mandates the municipality to
take steps to improve performance with regard to those development
priorifies and objectives where performance targets are not met.

. Financial Implications

The municipality spent R35 648 at Thaba Moshate Casino for
accommodations and catering of Exco — Lekgotla.

. Communication Implications

Section 41(e) of the municipal system act, act 32 of 2000 mandates
municipaliies to report its performance to council, other political
structures, political office bears, its staff public and other organs of state
according the processes that the municipality has established.

. Risk implications

Lack of regular reporting by the municipality may disadvantage the council
from noticing elements of under- performance and delay interventions
where they are due. Under performance if not addressed in time may lead
to service delivery protests and lose investor confidence

. Legal Implications

Section 41(1) (e) of Municipal system act, act 32 of 2000 mandates
municipalities to establish a process of regular reporting to:
9.1, Council, other political structures, poliical office bears, its staff
of the municipality; and
9.2. The public and appropriate organs of state




10.

1.

12,

Other Units / Bodies Consulted

10.1. The report has been audited by to internal audit unit and the audit

report is available;

10.2. The report has been reviewed by Performance management unit;
and

10.3. The report was discussed in both Management review and Exco —
Lekgotla held on 11 July 2017 and from 20 — 21 July 2017 at Municipal
building and Thaba Moshate Casino respectively and recommendations
for improvement of the municipal performance are generated and
attached fo this submission

Recommendation

We recommend that:
11.1. the Executive committee considers the 2016/17 4th quarter
performance report;
11.2. Recommend 2016/17 4th quarter performance report to
council for further consideration;
11.3.  Council refer the report to MPAC for public scrutiny

Contact Person

Tshilwane M.J

Mrs. Busane NP Date
Acting Municipal Manager
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MADE AND ENTERED INTO BY AND BETWEEN
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“THE MUNICIPAL MANAGER'

ON BEHALF OF FETAKGOMO TUBATSE MUNICIPALITY
‘ AND
GABAGANENWE LEPHTY TONNY
‘DIRECTOR TECHNICAL SERVICES'
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1. INTRODUCTION

14 The Lim 476 Municipality has entered into a Contract of Employment with the Director Technical Service
for a period ending 307 June 2022 in terms of Section 57(1)(a) of the Local Government: Municipal
Systems Act 32 of 2000 ("the Systems Act’). The Employer (The Municipal manager) and the Employee
( Director Technical Services) are herein referred to as “the Parties”.

1.2 Section 57(1) (b) of the Systems Act, read with the Contract of Employment concluded between the
parties, requires the parties to conclude an annual Performance Agreement The Parties hereby conclude
the Performance Agreement for the period ending 30 June 2019

1.3 The parties wish to ensure that they are clear about the goals to be achieved and secure the commitment
of the Employee reporting to the Employer, to a set of actions that will secure locai government policy
goals. -

2, PURPOSE OF THIS AGREEMENT

The Parties agree that the purposes of this Agreement are to:
21 comply with the provisions of Section 57(1)(b), s57 {4)(a), s57{4)(b) and s57(5) of the Systems Act;

2.2 specify objectives, indicators and targets defined and agreed with the Employee and communicate to the
Employee the Employer's expsctations of the Employee's performance and accountabilities in alignment
with the integrated Devefopment Plan (IDP}, Service Delivery and Budget Implementation Plan {SDBIP)
and the budget of the Employer,

23  specify areas of accountabilities as set out in the performance plan which is an annexure to this
performance agreement;

24 monitor and measure performance of the Employee against the set targeted outputs;
2.5  establish a fransparent and accountable working relationship between the Parties ;

2.6 give effect to the Municipality's commitment to a performance-orientated relationship with its Employee in
aftaining equitable and improved service delivery;

27  use the Performance Agreement as the basis for assessing whether the Employee has met the
performance expectations applicable to his job; and

28  inthe event of outstanding performance, to appropriately reward the Employee.




5.

5.1

5.2

53

54

55

5.6

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality adopts
or introduces for the management of the Municipality and its staff.

The Employee accepts that the purpose of the perfermance management system wil be to provide a
comprehensive system witt specific performance standards to assist the Municipality, management and
municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standards that will be included in
the performance management system as applicable to the Empioyee.

The Employee undertakes to actively focus fowards the promoticn and implementation of the Key
Performance Areas {KPAs) (including special projects relevant to the employee’s responsibilities) within
the local government framework.

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

The Employee's assessment will be based on his or her performance in terms of the outputs/outcomes
(performance indicators) identified as per the performance plan which are linked to the KPA's, which
constitute 80% of the overall assessment result as per the weightings agreed to between the employer
and employee: :

Key Performance Areas (KPA's) for Municipal Managers Weighting
Spatial Rationale 0
Municipal Institutional Development and Transformation 30

Basic Service Delivery 50

Local Economic Development 0
Municipal Financial Viability and Management 0

Good Governance and Public Participation 20

Total 100%




8. EVALUATING PERFORMANCE

6.1  Annexure “A"to this Agreement sets out:
6.1.1 the standards and procedures for evaluating the Employee’s performance; and
6.1.2 the intervals for the evaluation of the Employee's performance.

6.2  Despite the establishment of agreed intervals for evaluation, the Employer may, in addition, review the
Employee’s performance at any stage while the Contract of Employment remains in force.

8.3 Personal growth and development needs identified during any performance review discussion must be
documented and, where possible, actions agreed.

84  The annual performance appraisals must involve:

(a) Assessment of the achievement of resulis as outlined in the performance plan:

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

(i} An indicative rating on the five-point scale should be provided for each KPA

(iii) The appiicable assessment rating calcutator must then e used to add the scores and
calculate a final score,
(b} Assessment of the CCRs

(i} Each CCR should be assessed according to the extent to which the specified standards
have been met.
(i) An indicative rating on the five point scale should be provided for each CCR

{ifi) This rating should be multiplied by the weighting given to each CCR duing the contracting
process, to provide a score.
(iv) The applicable assessment rating calculator must then be used to add the scores and

calculate a final CCR score,
Overall Rating

(i) An overall raing is calculated by using the applicable assessment-rating calculator. Such overall
rating represents the outcome of the performance appraisals.

(i) The assessment of the parformance of the employee will be based on the following rating scale for
KPA's and CCR's (i.e the following table will be used in determining the payment of the reward):




'PERFORMANCE APPRAISAL OF KPAe AND CCRs

TLEVEL | RATING | AGSESSMENT | PERFORMANCE BONUS
| DESCRIPTION ~ 8CORE - | . RATIOS
'I‘_e.\}é! 3 Perforfhanbe fully meets the 3 5164 No bonué

standard expected for the job in al:
Fully effective | areas. The manager has achieved
effective resulis against all
significant performance criteria
and indicators specified in the
Performance Plan and may have
achieved results significantly
ahove expectations in one or twe
less significant areas throughout
the year.

Level 2: Performance is below the 2 31-50 No honus
standard required for the job in
Performance | key areas. The manager has

not fully achieved adequate results against
safisfactory | many key performance criteria
and indicators specified in the
Performance Plan but did not fully
achieved adequate results against
others during the course of the
year. Improvement in these areas
is necessary to bring performance
up to the standard expected.

Level 1: Performance does not meet the 1 Less than 30 No bonus
standard required for the job. The
Unacceptable | manager has not met one or more
performance | fundamental requirements and/or
is achieving results that are well
below the performance criteria
and indicators in a number of
significant areas of responsibility.
The manager has fafted to
demonstrate the commitment or
ability to bring performance up to
the level expected despite efforts
to encourage improvement.

8.5 Reward for Performance

6.5.1 The performance bonus wiil be determined by the Municipal Councii based on affordability and
the stipulations of the Performance Agreement.

6.5.2 A merit reward for performance in addition to the annual reviewed remuneration will be
considered by the Council rot later than September under the following conditions:




6.11The Employer will be entitled to review and make reasonable changes to the provisions of the performance
plan from time to time for operational reasons on agreement between both parties.

6.12 The Employer may amend the provisions of the performance plan whenever the performance management
system Is adopted, implemented or amended as the case may be on agreement between both parfies.

7.

8.

8.1

8.1.1
8.1.2

8.1.3
8.2

9.1

9.2

OBLIGATIONS OF THE EMPLOYER

The Employer must -

(1) Create an enabling environment to facilitate effective performance hy the employes;

(2) Provide access to skills development and capacity building oppertunities;

(3) Work collaboratively with the employee 0 solve problems and generate solutions to common
problems that may impact on the performance of the employes;

(4) On the request of the empioyee delegate such powers reasonably required by the employee to
enable him or her to mest the performance objectives and targets established in terms of the
agreement; and

(5) Make available to the employee such resources as the employee may reasonably require from
fime to time to assist him or her to mest the performance objectives and targets established in

terms of the agreement.

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising of the Employer's powers
will -

have a direct effect on the performance of any of the Empioyee’s functions;

commit the Employes to implement of to give effect to a decision made by the Executive
Committee;

have a substantial financial effect on the Municipality.

The Employer agrees to inform the Employee of the outceme of any decisions taken pursuant fo the
exercise of powers contemplated in paragraph 8.1 as soon as is practicable to enable the Employee to
take any necessary action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

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

A performance honus ranging from 5% to 14% of the alt-inclusive remuneration package may be paid to
an employee in recognition of outstanding performance.




irector Technical Services

Fetakgomo Tubatse Municipality

, Fetakgomo Tubatse Municipality, on this O’g day of (__/\ Y }Jf

..

Municipal Manager

Fetakgomo Tubatse Municipality

2018




committee | committee | committee committee committee | committee committee
resoluion | resolution | resolution resolution resolution | resolution resolution

5 % of 80% of 100% of 100% of 100% of 100% of 100% of Audited
council council council council council council council Council
resofution | resolution | resolution resolution resolution | resolution resolution resolution
relevantto | relevantto | relevantto relevant to relevant fo | relevant to relevantto | implementati
Technical | Technical | Technical Technical Technical | Technical Technical on report
services services SErvices services services services services
department | department department | department department | department department
implemente | implemente implemented | implemented | implemente implemented | implemente
d d d d

5 % progress | 100% 100% N/A N/A 50% 100% Audited AG
in implementa | progress  in progress in | progress in | progress
addressing/ | tion of | addressing/ addressing/ | addressing/ | report
imptementi | 2016/17AG implementin implementin | implementin
ng 2017/18 | action plan | g 2017118 g 201718 |g 2017118
AG action|on issue | AG  action AG action | AG  action
plan on | affecting plan on issue plan on issue | plan on
issue Technical | affecting affecting issue
affecling SErvices Technical Technical affecting
Technical services services Technical
services services

5 % of 70% of 100% of 25% of 50% of 75% of 100% of Audited risk
Department | Department | Departmenta Departmenta | Department Departmenta | Department management
al Risks al Risks | Risks [ Risks al Risks | Risks al Risks report
mitigated ! mitigated | mitigated mitigated mitigated | mitigated mitigated
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