


Performance Plan

Annexure A

1. Purpose

The performance plan defines the Council's expectations of the Director Corporate Service's performance agreement to which this document is attached and Section 57 (5)
of the Municipal Systems Act, which provides that performance objectives and targets must be based on the key performance indicators as set in the Municipality’s
Integrated Development Plan (IDP) and as reviewed annually.

2. Objects of Local Government

The following objects of local government will inform the Director Corporate Service’s performance against set performance indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner.

2.3 Promote social and economic development.

2.4 Promote a safe and healthy environment.

2.5 Encourage the involvement of communities and community organisations in the matters of local government.

3. Key Performance Areas
The following Key Performance Areas (KPAs) as outlined in the Local Government: Municipal Planning and Performance Management

Regulations (2001) inform the strategic objectives listed in the table below:
3.1 Municipal Transformation and Organisational Development

3.2 Infrastructure Development and Service Delivery

3.3 Local Economic Development (LED)

3.4 Municipal Financial Viability and Management

3.5 Good Governance and Public Participation

4. Balanced Scorecard Perspectives

The BSC Methodology was used for the development of the Performance Management System and the perspectives used were:
4.1 Community

4.2 Financial

4.3 Institutional Processes

4.4 Learning and Growth

5. Strategic Objectives
The Key Performance Indicators are devised according to the IDP
Institutional Objectives to be achieved as depicted on the next page
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3. Purpose of the Position

STRATEGIC VISION

To develop Tubatse as a Platinum City in an integrated manner to improve the quality of life for all
STRATEGIC MISSION
To promote:
- local accountable democracy through active community participation;
- economic advancement to fight poverty and unemployment;
- heeds satisfying service rendering in a sustainable affordable manner;
- municipal transformation and institutional development;
- environmental management to ensure a balance between human settlements and the economic base of the city

Position Vision 2011

The provision and maintenance of skilled, competent and trained workforce committed to deliver sustainable administrative and
auxiliary services within the municipality and the community

Position Mission

The Corporate Service Director is required to lead and direct the Department in legal, human resources, administrative and manage
information systems for economic, efficient, effective and customer orientated services

Performance Plan



Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

BSC Strategic KPI Baseline || Annual 2008/09 Quarterly Targets Project / Means of
Objective 2007/8 target Initiative verification /
2008/9 (Evidence
1stQ 2nd Q 3rd Q 4th Q Required)
L1 || Develop and build ||R-value allocated for R700 000 R700 000 |[Work place skill ||Copy of invoice
skilled and training and development| plan
knowledgeable
workforce
# of sec 57 managers  ||4 3 3 3 3 3 Leadership Roll-call/ register
undergone leadership training attendece
development training
R-value allocated for R175 000 R175 000 Copy of invoice
training of section 57
managers
# of middle level 7 3 3 3 3 3 Training Roll-call/ register
managers developed and attendece
trained

training and development|

R-value allocated for R175 000 R175 000 Copy of invoice
of middle level managers

# of other employees (|67 10 10 Roll-call/ register
trained and developed attendece
R-value allocated for R350 000 R350 000 Copy of invoice
training and development]
of other employees
L3 Attract and retain  ||# of post on the 299 299 299 Recruitment Organogram

best human capital '|organogram strategy

to become employe

of choice
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Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

L3

Attract and retain

best human capital
to become employe
of choice

# of posts filled against
the # of posts on the
organogram

# of women employees
against the total # of
posts filled

99

105

99

105

105

105

List of all employees

# of disabled employees
against the total # of
posts filled

List of all employees

# of youth employees
against the total # of
post filled

55

63

55

63

63

63

List of all employees

# of black employees
against the total # of
posts filled

215

220

215

220

220

220

List of all employees

# of white employees
against the total # of
posts filled

10

10

10

10

List of all employees

# if Indian employees
against the total # of
posts filled

List of all employees

# of coloureds

employees against the
total # of posts filled

List of all employees
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Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

L3 Attract and retain |f# of employment 229 229 229 229 Employement
best human capital |[contract signed by all contracts
to become employer|staff members
of choice
% of leave applications |{0% 100% 100% 100% 100% 100% Leave Leave register
processed within one administration
week process
# of reports on sick 4 1 2 3 4 Reportingon  |[Reports
leaves taken on Fridays monitoring of
use/abuse of
sick leave
# of reports on sick 4 1 2 3 4 Reports

leave taken on Mondays

# of reports on sick 4 1 2 3 4 Reports

leaves taken on day

after pay day

Total # of senior 8 8 8 8 8 List of all employees

managers posts as per
the organogram

# of senior managers  ||8 8 8 8 8 8 List of all employees
posts filled
# of women employees |2 2 2 2 2 2 List of all employees

as senior manager
against total posts filled
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Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

L3

Attract and retain

best human capital
to become employe
of choice

# of disabled employed
as senior manager
against total posts filled

# of youth employed as
senior managers against
the total posts filled

List of all employees

# of black employees as
senior managers

8

List of all employees

# of whites employed as
senior managers

I

I

I

I

List of all employees

# of Indian employed as
senior managers

I

I

I

I

I

List of all employees

# of coloured employed
as senior managers

I
0

List of all employees

Total # of middle
management posts on
the organogram

49

49

49

49

49

49

List of all employees

# of middle management
posts filled against the
total #

38

41

38

41

41

41

List of all employees

# of women employed

at middle management
level against the filled
posts

13

16

16

16

16

16

List of all employees

Performance Plan



Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

L3 || Attract and retain |{# of disabled employed |0 List of all employees

best human capital |[at middle management

to become employer[level against the filled
of choice posts

# of youth employed at ||17 20 17 20 20 20 List of all employees
middle management
level against the filled
posts

# of blacks employed at (|33 36 33 36 36 36 List of all employees
middle management
level against the filled
posts

# of whites employed at ||5 5 5 5 5 5 List of all employees
middle management
level against the filled
posts

# of Indian employed at ||0 0 0 0 0 0 List of all employees
middle management
level against the filled
posts

# of coloureds employed||1 1 1 1 1 1 List of all employees
at middle management
level against the filled

posts
# of employees 10 40 10 20 30 40 Employee Register
supported by EWP wellness

program
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Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

L3 || Attract and retain ||R-value allocated to Copy of invoice
best human capital | EWP
to become employe
of choice
# of OHS committee 4 4 1 2 3 4 OHS Reports
reports
% compliance of OHS  [[10% 65% 20% 35% 50% 65% Reports
act
% staff turn over 100% 100% 100% 100% 100% Attendent register
# of reports on 4 1 2 3 4 Reporting Reports
employees dismissed
# of reports on 4 1 2 3 4 Reporting Reports
employees retrenched
# of reports on 4 1 2 3 4 Reporting Reports
employees deceased
# of reports on 4 1 2 3 4 Reporting Reports
employees retired
# of reports on 4 1 2 3 4 Reporting Reports
employees resigned
% progress with 0% 100% 20% 50% 70% 100% Employee Survey Results
conducting of employee satisfaction
satisfaction survey survey
# local labour forum 4 4 1 2 3 4 Local labour Minutes
meetings forum
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Municipal Transformation and Organisational Design Key Performance Indicators
(60 2% Weighting)

Attract and retain |[# of directors and

best human capital |[managers orientated and

to become employerj[trained in conducting

of choice

disciplinary hearings

R-value allocated for
training directors and
managers in conducting
disciplinary hearings

Copy of invoice

# of reports on
employees charged with
misconduct per
employment categories

Reporting

Reports

# of reports on
employees suspended
against total employees
charged with misconduct
(per employment criteria)

Reporting

Reports

# of reports on
employees dismissed
against total # of
employees charged

Reporting

Reports

Performance Plan
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Municipal Transformation and Organisational Design Project Activities

BSC Strategic Project Initiative Budget |Target Date 2008/09 Quarterly Activities
Objective 2007/8
1stQ 2nd Q 3rd Q 4th Q
L3 Attract and retain ~ |[Recruitment strategy Oversee the implimentation of ||Oversee the implimentation of ||Review and implementataion of |[Review and implementataion of

best human capital
to become employer|
of choice

the Recruitment policy

the Recruitment policy

recruitment
policies.Manangement of
recruitment activities

recruitment
policies.Manangement of
recruitment activities

Organogram Ensure that employment is donel|{Ensure that employment is done|{Ensure that employment is done|{Ensure that employment is done
as per recruitment policy and  ||as per recruitment policy and  ||as per recruitment policy and  ||as per recruitment policy and
that the employment is done  ||that the employment is done  |[that the employment is done  |[that the employment is done
according to to Organogram according to to Organogram according to to Organogram according to to Organogram

Employment Equity "Monitor the application of "Monitor the application of "Monitor the application of "Monitor the application of

Plan employment equity plan employment equity plan employment equity plan employment equity plan

Contracts of Ensure that all employees sign |[Ensure that all employees sign |[Ensure that all employees sign |[Ensure that all employees sign

employment Hcontract before starting with contract before starting with contract before starting with contract before starting with

their work

their work

their work

their work

Leave administration
process

developed before the end of the

HEnsure that leave policy is
first quarter

Ensure that leave policy is

Ensure that leave policy is

Ensure that leave policy is

developed before the end of the |developed before the end of the ||developed before the end of the

first quarter

first quarter

first quarter

Ensure that leave forms are
captured on weekly bases and

of their unit

Ensure that leave forms are
captured on weekly bases and

of their unit

Ensure that leave forms are
captured on weekly bases and

of their unit

Ensure that leave forms are
captured on weekly bases and

that supervisors manage leaves||that supervisors manage leaves||that supervisors manage leaves|ithat supervisors manage leaves

of their unit

Reporting on
monitoring of
use/abuse of sick
leave

Ensure that there is a tool to
monitor and control the abuse
leaves on Friday is place and is
implimentted

Report any abuse of Friday

Report any abuse of Friday

Report any abuse of Friday

leaves to management monhtly. |leaves to management monhtly. |leaves to management monhtly.

Ensure that there is a tool to
monitor and control the abuse
leaves on Mondays is place and
is implimentted

Report any abuse of Monday
leaves to management monhtly.

Report any abuse of Monday
leaves to management monhtly.

Report any abuse of Monday
leaves to management monhtly.

Performance Plan
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Municipal Transformation and Organisational Design Project Activities

BSC Strategic

Objective

Project Initiative

Attract and retain

best human capital
to become employer|
of choice

Budget
2007/8

Target Date

2008/09 Quarterly Activities

1stQ

Ensure that there is a tool to
monitor and control the abuse
leaves on a day after pay days
is place and is implimentted

2nd Q

Ensure that there is a tool to
monitor and control the abuse
leaves on a day after pay days
is place and is implimentted

3rd Q

Ensure that there is a tool to
monitor and control the abuse
leaves on a day after pay days
is place and is implimentted

4th Q

Ensure that there is a tool to
monitor and control the abuse
leaves on a day after pay days
is place and is implimentted

Appointment of new
staff

"Update management on any
new employees monthly

"Update management on any
new employees monthly

"Update management on any
new employees monthly

"Update management on any
new employees monthly

Employee wellness
program

Employee wellness programme

Monitor and ensure that
is rendered in the municipality

Monitor and ensure that
Employee wellness programme
is rendered in the municipality

Monitor and ensure that
Employee wellness programme
is rendered in the municipality

Monitor and ensure that
Employee wellness programme
is rendered in the municipality

OHS

submitted and provide assistant

HEnsure that quarterly OHS are
where necessary

Ensure that quarterly OHS are
submitted and provide assistant
where necessary

Ensure that quarterly OHS are
submitted and provide assistant
where necessary

Ensure that quarterly OHS are
submitted and provide assistant
where necessary

"Ensure and monitor compliance
to OHS act

"Ensure and monitor compliance
to OHS act

"Ensure and monitor compliance
to OHS act

"Ensure and monitor compliance
to OHS act

Reporting

Update management monthly
on number and name
employees dismissed from the
municipality

Update management monthly
on number and name
employees dismissed from the
municipality

Update management monthly
on number and name
employees dismissed from the
municipality

Update management monthly
on number and name
employees dismissed from the
municipality

Reporting

Update management monthly
on number and name
employees retrenched from the
municipality

Update management monthly
on number and name
employees retrenched from the
municipality

Update management monthly
on number and name
employees retrenched from the
municipality

Update management monthly
on number and name
employees retrenched from the
municipality

Reporting

Update management monthly
on number and name
employees deceased from the
municipality

Update management monthly
on number and name
employees deceased from the
municipality

Update management monthly
on number and name
employees deceased from the
municipality

Update management monthly
on number and name
employees deceased from the
municipality

Performance Plan
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Municipal Transformation and Organisational Design Project Activities

BSC

Strategic
Objective

Attract and retain

best human capital
to become employer|
of choice

Project Initiative

Reporting

Budget
2007/8

Target Date

2008/09 Quarterly Activities

1stQ

Update management monthly
on number and name
employees retired from the
municipality

2nd Q

Update management monthly
on number and name
employees retired from the
municipality

3rd Q

Update management monthly
on number and name
employees retired from the
municipality

4th Q

Update management monthly
on number and name
employees retired from the
municipality

Reporting

Update management monthly
on number and name
employees resigned from the
municipality

Employee satisfaction
survey

Ensure that the templates for
conducting the survey are
drafted and approved before the
survey is conducted

Update management monthly
on number and name
employees resigned from the
municipality

Monitor the process of
conducting the survey and
update the management with
the progress

The star performer
program

Ensure that the star perform
programme is developed and is
linked to perfomance policy of
the municipality

Monitor the implimentation of
the programme

Update management monthly
on number and name
employees resigned from the
municipality

Manage and co-ordinate the
process of conducting the
survey and report progress and
challenges if any to the
Directormonthly

Monitor the implimentation of
the programme

Local labour forum

Ensure that labour forum meet
monthly and submit monthly
report on it activity to
management

Ensure that labour forum meet
monthly and submit monthly
report on it activity to
management

Ensure that labour forum meet
monthly and submit monthly
report on it activity to
management

Update management monthly
on number and name
employees resigned from the
municipality

Manage and co-ordinate the
process of conducting the
survey and report progress and
challenges if any to the
Directormonthly

Monitor the implimentation of
the programme and report the
result at the end of the financial
year. Ensure that best

Ensure that labour forum meet
monthly and submit monthly
report on it activity to
management

Discilinary hearing
training

Ensure that service provider to
conduct the training is
appointed. Determine the scope
of the training. Submit quarterly
reports to Council on all IR

ted matters

Submit quarterly reports to

Council on all IR related matters|{Council on all IR related matters||Council on all IR related matters

Submit quarterly reports to

Submit quarterly reports to

Performance Plan
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Governance and Public Participation Key Performance Indicators (40 %6

Weighting)
BSC Strategic KPI Baseline || Annual 2008/09 Quarterly Targets Project / Means of
Objective 2007/8 target Initiative verification /
2008/9 (Evidence
1stQ 2nd Q 3rd Q 4th Q Required)
C3  ||Develop effective  |(% completion of 50% 100% 100% 100% Call centre and|Service standard
and sustainable |[service standard per desk
stakeholder directorate establishment
relations
R-value allocated for Copy of invoice
the establishment of
call centre
14 Develop and % progress with the 65% 20% 35% 50% 65% Civic centre  [[Fotos
improve systems, Hdevelopment of civic
processes, centre
procedures and |l of service level Reporting Signed agreements
policies by | "agreement signed
g;ffet:f:r?c?“” % of service level |38% 100%  |100%  |[100%  |[100% |[100%
agreement signed
within 14 days after
the appointment of
rvice provider
|# of policies 13 7 3 5 6 7 Design, annuall[Policies
developed review and
implementatio
n of policies
# of municipal by-laws| |6 2 2 2 2 Design, annual/|Adopted by-law
adopted review and
implantation of
by-laws

Performance Plan
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Governance and Public Participation Key Performance Indicators (40 %o

R -value allocated for
policies development

Weighting)

processes,
procedures and
policies by
practicing sound
governance
R -value allocated for 75000 75000 75000 75000 Copy of invoice
development of by-
laws
# of departmental 12 12 3 6 9 12 Monthly Minutes
meetings departmental
meetings

Performance Plan
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Governance and Public Participation Project Activities

BSC Strategic Project Initiative Budget |Target Date 2008/09 Quarterly Activities
Objective 2007/8
1stQ 2nd Q 3rd Q 4th Q
C3 Develop effective  ||Call centre and desk Ensure all Directors develop their
and sustainable establishment Departmental service standard and
stakeholder submit them to corporate service
relations Department for approval
Ensure that the processes of Ensure that the call centre is
establishing the call centre is finished and operational in the
started in the first quarter end of the second guarter.
14 Develop and Civic centre
improve systems,
processes,
procedures and
policies by
practicing sound
governance
Service Level Update management monthly ~ |Update management monthly  |Update management monthly  [Update management monthly
Agreements and council quarterly of the and council quarterly of the and council quarterly of the and council quarterly of the
number of service level number of service level number of service level number of service level
agreements signed agreements signed agreements signed agreements signed
Legal cases Update management monthly ~ |Update management monthly  |Update management monthly  [Update management monthly on

and council quarterly on progress
on cases against the municipality

and council quarterly on progress
on cases against the municipality

and council quarterly on progress
on cases against the municipality

progress on cases against the
municipality

Policies and By-laws

Monthly departmental
meetings

Monitor the development of the |[Monitor the development of the  [[Monitor the development of the |[Monitor the development of the

policies and it implimentation.

policies and it implimentation.

policies and it implimentation.

policies and it implimentation.

Monitor the development of the |[Monitor the development of the  [[Monitor the development of the |[Monitor the development of the
by-laws and its implimentation

Ensure that the monthly
meetings are held and minutes
are taken in every meeting

by-laws and its implimentation
Ensure that the monthly
meetings are held and minutes
are taken in every meeting

by-laws and its implimentation
Ensure that the monthly
meetings are held and minutes
are taken in every meeting

by-laws and its implimentation
Ensure that the monthly
meetings are held and minutes
are taken in every meeting

Performance Plan
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Competencies

Competencies * Definitions Weighting Al
Level **
Strategic Capability and Leadership Must be able to provide vision, set the direction for the municipality and inspire others in order to deliver on the municipality's
mandate 5 1
Programme and Project Management ||Must be able to plan, manage, monitor and evaluate specific activities in order to ensure that policies are implemented and that
Local Government objectives are achieved 1
||Financia| Management ||Must be able to know, understand and comply with the Municipal Finance Management Act No 56 of 2003. 10 1
Change Management ||Must be able to initiate and support municipal transformation and change in order to successfully implement new initiatives and
deliver on service delivery commitments 10 1
Knowledge Management | Must be able to promote the generation and sharing of knowledge and learning in order to enhance the collective knowledge of the
municipality 5 1
Service Delivery Innovation ||Must be able to explore and implement new ways of delivering services that contribute to the improvement of municipal processes in
order to achieve municipal goals 1
Problem Solving and Analysis ||Must be able o systematically identify, analyse and resolve existing and anticipated problems in order to reach optimum solutions in
a timely manner 10 1
People Management and Empowerment | Must be able to manage and encourage people, optimise their outputs and effectively manage relationships in order to achieve the
municipality's goals 15 1
Client Orientation and Customer Focus ||Must be willing and able to deliver services effectively in order to put the spirit of customer service (Batho Pele) into practice 10 1
Communication Must be able to exchange information and ideas in a clear an concise manner appropriate for the audience in order to explain,
ersuade, convince and influence others to achieve the desired outcomes 10 1
Accountability and Ethical Conduct [Must be able to display and build the highest standard of ethical and moral conduct in order to promote confidence and trust in the
municipality 1
Knowledge 10 1
Skills 5 1
Communication 5 1
Creativity 5 1
Section Total: 100%
* As published and defined within the Draft Competency Guidelines; Government Gazette 23 March 2007
** Proficiency levels (1, 2 or 3) as stipulated in the Draft Competency Guidelines; Government Gazette 23 March 2007
Performance Plan 18



Approval of the Personal Performance Plan

The process followed ensures individual alignment to the strategic intent of the institution and give clear direction on what needs to be achieved
through a self-directed approach to execute on the objectives, to build sound relationships, to develop human capital and to strengthen the
organisation through excellent performance. This plan has derived from intense workshopping to ensure integration, motivation and self-direction.
The employer and employee both have responsibilities and accountabilities in getting value from this plan. Neither party can succeed without the
support of the other.

Undertaking of the employer / superior Undertaking of the employee
On behalf of my organisation, | undertake to ensure that a work I herewith confirm that | understand the strategic importance of my
environment conducive for excellent employee performance is position within the broader organisation. | furthermore confirm that |

established and maintained. As such, | undertake to lead to the best of understand the purpose of my position, as well as the criteria on which my
my ability, communicate comprehensively, and empower managers and performance will be evaluated twice annually. As such, | therefore commit

employees. Employees will have access to ongoing learning, will be to do my utmost to live up to these expectations and to serve the

coached, and will clearly understand what is expected of them. | organisation, my superiors, my colleagues and the community with loyalty,

herewith approve this Performance Plan. integrity and enthusiasm at all times. | herby confirm and accept the
conditions to this plan.

Signed and accepted by the Supervisor on behalf of Council: Signed and accepted by the Employee:

DATE: DATE:
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| Summary Scorecard |

|Key Performance Areas 100

[[Municipal Institutional Development and Transformation 60

|Basic Service Delivery
|ILocal Economic Development (LED)
[[Municipal Financial Viability and Management

|(_300d Governance and Public Participation 40

[Competencies 100

Overall Rating = KPA x 0.8 + Competencies x 0.2|[KPA x 0.8 + Competencies x 0.2|| KPA x 0.8 + Competencies x || Average 1st assessment +
0.2 2nd assessment
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The assessment of the performance of the Employee will be based on the following
rating scale for KPA’'s and CMCs:

Fully Effective

I Y S S
Outstanding Performance
Performance Significantly Above
Expectations

Performance far exceeds
the standard

expected of an employee at
this level. The

appraisal indicates that the
Employee has

achieved above fully
effective results

against all performance
criteria and

indicators as specified in the
PA and

Performance plan and
maintained this in

all areas of responsibility
throughout the

year.

Performance Plan

Not Fully Effective

Performance is significantly |Performance fully meets the | Performance is below the

higher than

standards

the standard expected in the expected in all areas of the

job. The

job. The

appraisal indicates that the | appraisal indicates that the

Employee has

achieved above fully
effective results

against more than half of
the performance

criteria and indicators and
fully achieved

all others throughout the
year.

Employee has

fully achieved effective
results against all

significant performance
criteria and

indicators as specified in the
PA and

Performance Plan.

standard

required for the job in key
areas.

Performance meets some of
the standards

expected for the job. The
review/assessment indicates
that the

employee has achieved
below fully

effective results against
more than half the

key performance criteria and
indicators as

specified in the PA and
Performance Plan.

Unacceptable
Performance

Performance does not meet
the standard

expected for the job. The
review/assessment indicates
that the

employee has achieved
below fully

effective results against
almost all of the
performance criteria and
indicators as

specified in the PA and
Performance Plan.

The employee has failed to
demonstrate

the commitment or ability to
bring

performance up to the level
expected in

the job despite management
efforts to

encourage improvement.
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Performance The following steps will be followed to ensure a fully participative and compliant performance
Assessment Process  assessment process is adhered to.

1.

Performance Reviews:

1.1. Formal reviews between employee and employer will take place in January and July of every year to measure the
performance of the employes against the aarsed performance tarosts for the half vearly and yearly reviews
respectively.

1.2 Data for the SDBIP will be captured before assessment date and scorss will be calculated for the KFl's and
Actities.

1.1 KPl's are audited and the ratings are copied to the Performance Plans.

The employes being azsezs=d will compile a portfolio of ewidence confirming the level of performance achieved for a given
review period and zubmit fo the pansl 22 descabed in histher performance agreement, one calendar week prior to date of
review. One independent person will ke assigned fo the panel by the council to act az an Ohserver.

The employee must also do a rating on limherself and submat the rating to the panel toosther with the portfolio of
evidence one calendar week prior o date of review.

The assessment rafing cakculator referred to in paragraph 6.5.1 of the performance agreement will be used to add the
scores to arrive at an overall rabing [ score. The five poant rating scale and the scores corresponds as follows:

Rating: 1 2 3 4 5
% Score: (ka6 B7-99  100-132 133166 167

The panel will focus on the differences between the employees rating and zcore and that of the SDBIF rating to ove a
fnal Key Performance Indicator rating. The process for Employes ratings are as follows:

5.1. Rate the achievement in scores for the KPI's and that of projects on a 5 pomt scale, indicating the level of over- or
under performance in termgs of decmal places shown in the example below: Theze are defined in the performance
agreement (total weighting = 80%).

5.2 Example of KPI Score:

Actual - R1,000
Target: B3 500

Actual [ Target
10003500 * 100 = 26.5% of target was achieved, therefore
Score = 1. 286

5.1 Rate the employes's core competency requirements (CCR) on the 5 point scale indicating the level of over- or under
performance in the decimal places (total weighting = 209%).

The Employee Scores are calculatad as per the dizgram below:

Performance Plan
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==

Keym#maa
x BO9% Welghting

— S
* 20% Welgniing

KPA1 x Weighting

KPAZ x Welghing

The akcwve calculations are derived from the Performance Plans as foliows:

Froject Scoras

Performance Plan

KPA 4. Municipal Financial Viability and Management -
Projects
& | IDP Obje | Proj | Proje | Bu ZD07/08 Quartarsy Evid 1ad Znd Fi
5 | Objec | clive || ect! ot o098 | Tar || Qua | i1stq | 2noa | 3rd ain | &#nce | Asses | Asses | na
c | tive Wiaig §| Imiti § Wieig £ gat || mbity [+ o Reg || sment § ament 1
miting ativ nding § 200 § gate 5 [T iralsd frated || Sc
& ] Oulp d 1-5) 1-5) ar
-] ut L}
op t ner § 751 || oing | ngof o F-8 uct siar
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KPA 4, Municipal Financial Wiakili and Managemeant - KPI's
BE| IDP | Obj| Swateqic | Ins | KPI | Baseli | Aneel | 200784 Targets | Evide st Id | Fin
g | Object | ect Pl s § Weig e 2007M6 1 Ind 3ed At noe HAssego Aszess al
L H e T h#ing J 2047T@ target =t a aQ o Requi ment ment Sc
E a =< [rabed frated | are
1-5} 1-5

F | Increa= 1% B 0% | 75% || B%% || Firan
3 - sl

franca report

I e

il ¥F! Score = 1-5 jdedmal places '

throagh shows %% of 1anges), KPI store

incress imporizd from SOEIR Rating __J' 407, | 207, | Firan

=d ore, § o7e, | sl

revens w0 | 000 | 000 || repcrt

= and < ek

effcent

udged -

mannag = Weaghi x

=me=nt i

GCore Compstancies:
Weightin 2Znd 4ath Total
g Cluarter Quarter Score
2 maﬁm_ A ’Asmfe;r;m1—-5-ls;uenmu ==

Programmie and Praject Management 30% muripliad by the welgnt for the final
Fmancisl Mamagemenit 15% - GRS LGN O N =
Changs Management 15% '1-.:—_ |
Supply Chan Manasgeman: W ﬂevaﬂwsmmal agded, and men multiglizad
Weighting Total 100% §| by 20% (0.2) to give the Compstency score 1o be
Section Total: ﬂm{.\_ camed acfose W the Summary Scorecand

7.  The performance bonus eerceriages descrieed i paragragh 11 of the perfosmance agreement will be calculzted on a
shding scale as indicated in tskle kelow:
% Rafng Over Performance | % Borus
130 - ¥33.8 %
1339 - 1378 %
137.7 - 1414 %
141.5- 1452 B%
1453 — 149 %
150 —153.4 1%
153.5 - 1568 11%
156.9 — 1602 12%
16802 — 1638 13%
1637 — 167 14%
8. Periormance bonus perceniage for the bao performance reviews will be use o caloulate the average of the bwo reviews
scores and wil delermine the gerson's final percantage perdformance konus.
8. The Personal Develomment Plan (FOF) wil be concluded at the panel discussion afier the performance review had been
finalizad, and more clarity has keen estaklished on what the essential development needs for the relevant person will be.
10. The resulis of the performance and development review (POR) will be sulsmitted to the performance audit commitee for

11.

Perform

final approval of the assessment's.

Gowvernment in the relevant Provinos.

ance Plan

The performance assessment results of the Muricipal Manager wil also be submitied to the MEC reseonsible for Local
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