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1.

1.1

1.2

1.3

Mo

INTRODUCTION

The Lim 476 Municipality has entered info a Contract of Employment with the Director Local Economic
Development and Tourism for a period ending 315T 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 Municipal
Manager) and the Employee (Director Local Economic Development and Tourism) 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 2018,

The parties wish fo 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
government policy goals.

PURPQSE OF THIS AGREEMENT

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

2.1
2.2

2.3

24
25
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 expectations of the Employee’s performance and accountabilities in alignment
with the Integrated Development Plan (IDP), Setvice Delivery and Budget Implementation Plan (SDBIP)
and the budget of the Empioyer,

specify areas of accountabilities 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 relationship befween the Parties ;

give effect to the Municipality's commitment to a performance-orientated refationship with its Employee
in attaining equitable and improved setvice 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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3.
3.1

3.2

3.3

34

35

4.1
411
4.1.2
4.2

4.3

44

45

4.8

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 01July 2016, and, subject to paragraph 3.3, will continue in force until a
new Performance Agreement is concluded between the parties as contemplated in paragraph 3.2;

The Parties will review the provisions of this Agreement during June each year. The parties will
conclude a new performance agteement that replaces this Agreement at least once a year by not later
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 time during the validity of this Agreement the work environment alters (whether as a result of
government or Council decision or otherwise) fo an extent that the contents of this Agreement are no
fonger appropriate, the contents shall immediately be revised.

PERFORMANCE OBJECTIVES

Annexure "A", the Performance Plan sets 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 petformance 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 wil, in addition, be measured in terms of contributions fo the goals and
strategies set out in the Municipality's 1DP.

The Municipality will make available to the Employee such support staff as the Employee may
reasonably require from time to time fo assist him to meet the performance objectives 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 fargets.

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 fo meet the performance
objectives and targets established in terms of this Agreement.
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5.

5.1

5.2

53

54

5.9

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 staif to perform to the standards required.

The Empioyer 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 speciat 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 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
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 Employes's assessment will be based on his or her performance in terms of the oufputs/outcomes
(performance indicators) identified as per the performance plan which are linked fo 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

Spafial Rationale 0

Municipal Institutional Development and Transformation 10

Basic Service Delivery 0

Local Economic Development 70

Municipal Financial Viability and Management 0

Good Govemance and Public Participation 20

Total 100%
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5.7

The CCRs will make up the other 20% of the employee's assessment score. CCRs that are deemed to
he most critical for the employee's specific job should be selected from the list below as agreed to be
between the employer and the employee and must be considered with due regard to the proficiency
level agreed to:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

LEADING COMPETENCIES

Weight

Strategic Direction and | *Impact and Infiuence. 20
Leadership *Institutional Performance Management.

*Strategic 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 Delfivery Management,

*Program and Project Monitoring and Evaluation.
Financial Management *Budget Planning and Execution, 20

*Financial Strategy and Delivery-
*Financial Reporting and Monitoring.

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 [nnovation

Knowledge and
information Management

Communication

Results and Quality
Focus

Total Percentage 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 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 achisvement of results as outlined in the performance plan:

0

(ii}
)

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 a final score.

{b) Assessment of the CCRs

0

(iv)

Overall Rating

Each CCR should be assessed according fo the extent to which the specified standards
have been 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 periormance appraisals.

(i) The assessment of the performance of the employee will be based on the following rating scale for
KPA's and GCR’s (i.e the following table will be used in determining the payment of the reward):
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‘-‘Level 5:
Cutstanding
Performance

Performance far exceeds the
standard expected for the job in all
areas of the manager. The
manager has achieved exceptional
results against all performance
critetia and indicators specified in
the Performance Plan and
maintained this in all areas of
responsibility throughout the year.

ito. Regulations is between
10% and 14% of person’s
inclusive annual
remuneration package

The % as determined per
Council Resolution is as
follows:

75-176%
=10%

771-18%
=11%

79-80%
=12%,

81-84%
=13%

85~ 100%~= 14%

Level 4

Performance
significantly
above
expectations

Performance is significantly higher
than the standard expected for the
job in all areas. The manager has
achieved above fully effective
results against more than half of
the performance criteria and
indicators specified in the
Performance Plan and fully
achieved all others throughout the
year.

65-74

Maximum bonus allowed
to. Regulations is between
5% and 9% of person’s
inclusive annual
remuneration package

The % as determined per
Council Resolution is as
follows:

65 — 66%=5%
67 — 68%=6%
69 =70% = 7%
71-72% =8%

73 -74%=9%
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Level 3

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
nof fully
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 to bring
performance up fo the standard
expected.

3120

No bonus

Level 1:

Unacceptable
petformance

Performance does not meet the
standard required for the job. The
manager has not met one or more
fundamenta! 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.

Less than 30

No bonus

6.5 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 Agreement.

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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a) The payment of the reward will be based on the period under review and result of the
performance score,

b) The amount of the reward will not exceed 14% of the Employee’s tota remuneration,
but will be subjected to affordability to the Municipality;

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

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

e) 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.

f 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;

(ii) Chaimperson of the Performance Audit Committee or the Audit
Committee in the absence of a Performance Audit Committee;

(iii) A Member of the Executive Committee; and

(iv) Municipal Manager from another Municipality

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

Schedule for Performance Reviews

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

1st Quarter : July — September;
2nd Quarter : October - December

34 Quarter : January — March; and
4" Quarter  : April - June

6.9 The Employer must keep a record of the mid-year review and annual assessment meefings.
6.10 Performance feedback must be based on the Employer's assessment of the Employee’s performance.

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.
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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 agreement between both parties.

7. OBLIGATIONS OF THE EMPLOYER

The Employer must -

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

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

(3) Work collaboratively with the employee to 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 fo the employee such resources as the employee may reasonably require from
time to time fo assist him or her to meet the performance objectives and targets established in
terms of the agreement.

8. CONSULTATION

8.1  The Employer agrees to consult the Employee timeously 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 as is practicable to enable the Employee to
take any necessary action without delay. -

9. MANAGEMENT OF EVALUATION QUTCOMES

91  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 all-inclusive remuneration package may be paid to
an employee in recognition of outstanding periormance.

9.3 Inthe case of unacceptable performance, the Employer shall:
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e Provide systematic remedial or developmental support to assist the Employee to improve his
or her performance; and

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

10.  DISPUTES RESOLUTION

101 Any disputes about the nature of the Employee’s Performance Agreement whether it refafes to key
responsihilities, 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.

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

1. Nothing contained in this Agreement in any way limits the right of ihe Employer to terminate the
Employee's Contract of Employment with or without notice for any other breach by the Employee of his
obligations to the Municipality or for any other valid reason in law.

12.  GENERAL

121 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.

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

12.3 At the end of the tunnel, the Employee may not be assessed if s/he presents to be in the employ of the
Lim 467Municipatity for a period of less than six (06) monghs.
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day of 2017.

Lim 476 Municipality, on this

Signed at

AS WITNESSES:
1.

=

2.

Employee
Lim 476 Municipality

Signed at

AS WITNESSES:

1.

day of 2017

, Lim 476 Municipality, on this

Acting Municipal Manager
Lim 476 Municipality

Page 13 of 21




7 tziopresed

NvId JINVYIWOMLHTd ¥ JUNXINNY




\QI._

TZ 40 ST aded

Buyoou, onepunoybels,
1epunoy/be;s,
pojo|duiod (%62)
S|BMs suop LONeABOXS
UOIJBABOXS, —
g|e1s | - s|els
s|els SISNMEH SloyMEH | 8seyd
SlaymeH | maN 10 | MaN 10 S|elS Sslaymey
MON JO U| UONONAJSUOD | LORONASUOD M3N (o] | 8sBUd S||BlS Sienmey
ononssuod | ul ssasbold | ul  ssaiboud uonoNSU0D Ul MO JO UOONJSU0D
uo  Hodey %05 %09 ¥IN /N | ssaiboud 9,001 %0 uy ssauboud 9 Z 0z
penoddns panoddns pauoddns
Joday syoeloid s1oafoud s198/04d
poddng [ednynouby | eanynouBy jeanynouby pajioddns sjosloid
ainnoufy YN 20 €0 YIN MaN G0 G| ledmnouby mau jo# l 02
BoUBPIAY 1obie] Bunybiap
jo _ ojjoplod 48] £0 70 L0 | lenuuy  gL/LL0Z | eulesed LLi9L0Z 1d¥ | ONIdM 1M
uoijeain) qop buneioe Aqasoy} jusuidoeasq PUE LIMOIE) SOj0UIOL] Jel) JUALILOAUT Ue 8j8ai) o1 ,, :9A)0IgO
ININJOTIAIA DINONODT Y07 : ¥ VM
spoday s)abie] sjofile] slebie)
Apepeny | [eluswipedsp | [ejuswniedsp | [ejuswipedap s1efile) sjeblg)
419as 10 10 10 [eluawiedap [EalLedap s)1abie)
81//10z | wewonsijoe | JuswsASIYOE | JUSWSASIYOE | JO JUSWISASIYOR | JO JUSWeASIYoE | ejusuedep o s1able) leyusiupedap
paypny %086 %06 %06 %06 %06 | JUSUBASIUIE 950/ | 10 JusulsAsiyoe % 2 0l
asusplAg 10b1e | bunubiap
jo  ojjojlod 48] £0 70 LD | lenuuy  8Li10Z |  eulesed L1/9L0Z Id¥ | ONIdM I

. DaueUIaA0B pue fousioiys jeuonnysus usyibuens oy, :aamaalqo

ININdOTIAIA TYNOILYSINYDUO ANV NOLLYWHOASNYAL TYdIDINAW - € VdA




N
T2 J0 9T 2ded

onnjosal @9} | opnjosal 99
8 | Jwwod 9 | DWwos
SNILLLCD | IpNY & | SJILILIOD upny
Upny 8o%U | ouBws | upny sau aoue
ewlopad | opad/e | euuopad | wiopedy
faoueUlq | oueuly | /eduBuld | @dUBUIY
jo jou jo 10
podas ssaiboid UONEIU | OReIUs uoneju | UoREUD LONN0Sal 93YIWLIOD LIONN|0SaS YLD UOIIN|0Sal 3L
sapwwos | swodw | wedwy | sweidwi | wedwi | Ipny souewlopad/eoueul] | Bpny eoueLcpad/eouBUlS | UpNY goueuLIoyad/aolieuld
Jipny 8oUBLLICHSH %00} | %001 %001 %001 | 4O Uoejuawaldill %001 10 uopeswadw %06 jo uogejuswaldul % L 0}
gouspiAg punyBiem
jo ollojod ¥o &0 0 D jebie ] enuuy 8111102 suneseq /LI910Z Id¥ ON Id¥ IdX
_aaueuianob pooh ajowiold pue Aousioygs jeuonmysul uapbuens o4, :9AR28[q0
NOLLYJIZLLEYd 2178Nd ANV JINYNHIAOD Q00D 8 VM
papoddns papoddns payoddns
SAANS SANINS SANAS
saljlliqesid SoningesIq saflligesiq
podal | yum sjdoaq s ajdoad yum a|doad papoddns SJAINS
Joddng Q UDLWOAA B LUBWOAA 2 UBLLOAA sall|Iqesiq yim ajdoad
JNAS 'UINOA 20« VIN ‘YINoA 20 YIN "YINOA 04 €0 %9 USLUOAA ‘YINOA JO # £ 0z
(%52)
paja|dwod
Buyool,
(%52)
pajs|duwiod
Sl
pajejduion aucp uol {045Z) U




W,

1240 LT 38ed

anssl uo
uo ued ueld
uonoR | Uopoe
oV | OV L
219102 | 1/910¢
Bunu | Bunue
awaldw | we|dw
/Bu | Buis SO0IAI9S $00IA10S
1SSaIppe | saippe Ayuniwon Buiosye anssy Sa0AIRS | AjUNWLO? Buigoaye
ujuss uo uejd uonde oY /1/9107 | Alunwwoy Bujosye enss| | enssi uo ueld  uopoe
podai ssaiboud | sseaboud | auboid Bunuatusidwy  /Buissaippe | uo ugid uogoe oY 9L/GL0Z | OV L1/910¢ Bunuswalduy
oV payipny %00} | %08 ¥IN yN |u  ssaifoid 9004 |10 uopeluswaidwi %004 | /Buissaippe ut ssaibord 9
pajue
paju i wajdwi pajua
awsdwy | Jusw paju | weadwy
we | dedsp | owaduy s
wyedap | s01AI9S W | wyedsp
8oIAI8S Aon | swyedsp | ognes
A | wwod | soinias A Ay
IUNWLLIOD O}IU | JUNWLWIOD | NWILUOD
0] | easpl 0] o}
WEBA3[R) uo | jueAsjal | Weasjal
uodal u | nnjosal u uo pejuswa|duug pojuaLajdLul pajusiia|duuy
uoneuswaidwi | onnjosal | punos | onpnjesal | njosal uswedap aolnes Juswyedep aon0s Jusunedap agnlas
uonnjosal [IUNo2 10 [OUNog | |IoUnod AuUnwiLWoD 0) eAdjel ANUNWLLIOY 0} WeAS|SI AUNwIIo: 0} Jueassl
[unod paipny | J0%00L | %001 | 10%004 | JO %001 | UORNOSSI [IoUn0D 40 9001 uonnjosal ounca 10 %03 uopnjosal Ipunao Jo %
uo uo
U | gnjosal U | jnjosal




e

TZ J0 8T 93ed
pe p
pojebw | jebmw | pajebyw | ejebyuw
Syl | Sysi sYsi S)si
Hodal [BJua | [ewaw eus | [eusw
wawebeuew | wiedsq | vedsq | wpedsq | pedsq pajelniw sysiy pajebiyw psiebpiw
ASU pepny | J09%00L | JO%GL | J0%0S [ 10 9%GZ lejuawpedaq JO %001 | SYSh leluswiedaq Jo %0/ | sk [e)uswpedad Jo % ot
s
aoIAIeS
Ayun
SOOIAIDS | WWO0Y
AT B
UNLILWOY) | ugoaye
Bunospe | enss




3
T2 40 61T 39ed




.Qdﬂﬂ 10 0z 9ded

%001 IeJoL
%0¢ snoo4 Ayjeny) pue synsey
LONEDIUNULOD)

Jusliebeueyy uoneusoul pue sbpajmouy|

%02 uoteaouu| pue sisAjeuy
%01 BusiueBio pue Buuued
sousjadwo) [eiopy

sapus)adwo) 8l1o)

diysiapesT 90UBUIBA0D)

diysiapes abueyn

%02 Juswabieuel 1e1ouRLI
%0¢ Jswiabeurly 199l0i4 pue weliboid
%01 wawaheuep sidoad
diystepes pue uojjoaild aibsjens

mm_o:ﬁo@Eoo_ Bujpes-

SIIDNILIdINOD DNIAVIAT ANV FHO0D 0 JANXINNY




1230 TZ @3ed



