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Performance agraement made and antered into by and between

The Laingsburg Municlpality and represenied by Clir ¥ DuF Theron, the Executive
Mavor (herein and after referred as Employer)

and

PA Wilkams, the Municipal Manager (herein and after referred as Employee} for the
paricd 1 Juiy 2014 te 30 June 2015

Where as

. The Emgloyer has entered intc a contract of employment with the

Empleyeea in ferms of section 57{1)(a)} of the Local Government: Municipal
Systems Act 32 of 2000 (“the Systems Act'). Tha Employer and the
Emplayee are hereinafter refemed 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 Farties wish to ensure that thay ars clear about the geals to be

achieved, and sezcure the commitment. of the Employee to a set of
outcomes that will promote local government goals; and

. The Parties wish to ensure that there is compliance with Sections 57(4B)

and 57(5) of the Systems Act.

1. INTERPRETATION

1.1

In this Agresment the followings terms will have the meaning ascribed
tharato:

1.11 ‘this Agreement’ — means the performance agreement between
the Employer ang the employes and the Annexures therato:

1.1.2  "the Executive Authority” — means the Mayoral Committee of the
Municipality constituted in ferms of Section 55 of the Local
Government:  Municipal Structures Act 117 of 1998 (“the
Structures Act") as represeinted by its chairpersan, the Executive
Mayor:

1.1.3 "the Employee™ means the Municipal Manager appointed in tarms
of Section 82 of the Structures Act;

1.1.4 “the Employer’ means Laingsburg Municipality; and
1.1.5 “the Partiess” means the Employer and Employse.
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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.8

2.6

2.7

To comply with the provisions of Section 57(1)(b).(4B} and (5) of the
Systemns Act as well as the Contract of Employmeant entered into betwean
the Partties;

To specify objectives and targets established for the Employse and to
communicate to the Employvee the Employar's expectations of the
Employee’s periormance targets and accountabilities:

To specify acceuntabilities as set out in the Perfformanca Plan (Annexurs
A);

To monitor and meazure performance against sst targeted outputs and
outcomes,

To establish a transparent and accountable working relaticnship;

To appropriately reward the employee in accordance with section 11 of
this agreement; and

To give effect to the Employsr's commitment ta 3 performance-orientated
relationship with the Employee in attaining improved service delivery.

COMMENCEMENT AND DURATION

31

3.2

33

34

35

Thig Agreement will commence on 01 Juiy 2014 and will remain in force
until 30 June 2015 where-after a new Performance Agreement shall be
concluded betwsen the parties for the next financial year or any portian
tharaof;

The Parties will conclude a new Performance Agreement that replaces
this Agreement at least once a year by not iatar than 31® of July of the
suceeeding financial yaar:

This Agreement wil terminate on the lermination of the Employ=e's
contract of amployment for any reason;

If at any time during the validily of the agreement the work environmen:
alters to the extent that the contents of the agreement are no longer
appropriats, the contenis must by motual agreement between the pariies.
immediately be revised; and

Any significant amendments or deviations must take cognizance of the
requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4(5) of tha Regulations.

3
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4.

PERFORMANCE OBJECTIVES

4.1

4.2

432

4.4

Tha Performance Plan {Annexure A) seis out —

4.1.1 The performance objectives and targets that must be met by the
Employee:

4.1.2 The timeframes within which those performance objectives and
targste must ke met; and

413 The competencies f{Annexure B — definitions in terms of
Regulation 21 of 17 January 2014} requirad to operate effectively
as senicr maragers in the local gavernment environment.

The performance objectives and targets reflectad in Annexure A are set
by the Employer in consultation with the Employee and based on the
Integrsted  Development  Plan, Service Delivery and Budget
Impiementation Plan (SDBIP) ard the Budgetl of the Employer, and shaill
include:

4.2.1 Key ohjectives that describe the main tasks that need to be done;

422 HKey performance indicators that provide the details of the
svidence that must be provided te show that a key objective has
been achieved;

423 Targetdates that describe the limeframe in which the targets must
be achioved:; and

424 Weightings showing the relative impartance of the key objectivas
to each other.

The Personal Development Plan {Annexure C) sets out the Employee's
persanal development requirements in line with the objectives and targets
of the Emplover; and

The Employee's performance will, in addition, be measured in terms of
contributiong to the geals and strategies set out in the Employer's
integrated Developmeni Pian.

PERFORMANGE MANAGEMENT SYSTEM

5.1

62

The Employee agrees to parficipate in the performance managemant
system that the Employer adopted for the employees of the Employer;

The Employee accepts that the purpose of the performance management
systemn will be to provide a comprehensive system with specific

4
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5.3

5.4

9.0

5.6

a7

performance standards o assist the ernployees and service providers to
perform ta the standards required;

The Employer must consult the Employee about the specific performance
standards and targets that wil be included in the performance
management system applicable to the Employee;

The Employes underiakes to actively focus on the promoction and
implementation of the key performance indicatore  {including speacial
projects relevant o the employee’'s responsibiliies) within the local
government framewark;

Tha criteria upon which the performance of tha Employes shall be
assessed shall consist of two components, Operational Perfformance and
Competencies both of which shali be contained in the Performance
Agreement;

The Employee's assessment wili be based on his performance in terms of
the outputsfoutcomes (performance indicators) identified as per attached
Perfarmance Plan, which are linked to the KPas and will constitute B0%
of the overall assessment result as per the weightings agresd to batwsaen
the Employer and Employee:
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The Competencies will make up the other 20% of the Employee's
assessmant score.  The Compatencies are spilt inlo twe groups, leading
compelencies {indicated in blug on the graph below) that drive strategic
intent and direction and core competencies (indicated in green on the
graph below), which drive the execution of the leading competencies.
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PERFORMANCE ASSESSMENT

6.1

8.2

8.3

6.4

8.5

566

The Pericrmance Flan {Annexure A) to this Agreement sets out —

6.1.1 The standards and prosedurss for evaluating the Employee's
performance; and
£.1.2 The intervals for the evaluation of the Employee's performance.

Despite the establishment of agreed intervais for evaluation, the Employa-
may in addition review the Employee’s performance at any stage while
the contract of employment remains in foree;

Ferscnal growth and development needs identified during any
performance review discussion must be documented in 2 Personal
Development Pian as well as the actions agreed to and implementation
must take ptace within set time frames;

The Employee’s perfarmance will be measured in terms of contributions
to the goals and strategies set out in the Employer's Integrated
Development Plan {|DP) as described i 6.6 — 6.13 below;

The Employse will submit guarterly performance reports (SDBIF) and a
comprehensive annuail performance report at least one week prior to the
performance assessment meetings {o the Evaluation Pansl Chairperson
for digtribution to the panel members for preparation purposes;

Azsesameant of the achievement of results as cutlined in the performance
plan:

6.6.1 Each KPI or group of KPIs shall be assessed actording to the
extent {0 which the specified standards or performance targets

)
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6.7

6.8

5.4

6.6.2

6.6.3

6.6.4

8.8.5

have been met and with due regard to ad-hoc tasks thal had to be
perfarmed under the KPI;

A rating on the five-point scale dascribed in 8.9 below shall be
provided for each KPl or group of KPIs which will then be
multiplied by the weighting to calculate the final score;

The Employee will submit his self-evaluation ta the Employer pricr
fo the formal assessment;

In the instance where the employee could not perfom due to
reasons outside the control of the employer and employee, the
KPI will not be considered during the evaluation. The employee
should provide sufficient avidense in such instances; and

An overall score will he calculated based on the total of the
individual scores calculatad ahove.

Assesament of the Competencies:

8.7.1

6.7.2

Each Competency will be assessed in terms of the descriptions
provided {Annexure B) on a 360 degree basis during the mid-year
and year-end reviews and will inform the final score awarded by
the evaluation committee. 360 degree maans that the employes's
pears and managars reporting to him will assess hisfher
Competencias;

A rating on the five-point scale described in 6.10 bslow shalf be
provided for each Competency which will then be multiplied by the
weighting to calculate the finaf score; and

68.7.3 An overall score will be calculated based on the total of tha
individual scores calculated above,

Overall rating

8.8.1  An overall rating iz calculated by adding the overall scoras as

8.8.2

calculated in 6.8.5 and §.7.3 above; and

Such overall rating represents the outceme of the perfarmance
appraisal.

The agsessment of the performance of the Employee will be based on the
following rating scale for KPIs:

T
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6.10

5
. 4

Cutslandangg,  Perlformaace Fally eflective N Lally
signilreanidy eiiuctive

prrarmanoe

Terminalogy

Outatanding
petformance

dmicecpntil-
perfornng e
by

sEprctation:

Description

Performances far excesds the standard expected of an employes

at thie level, The sppraisal ihdicates that the Employes has |
achipyed akove fully efective results againat all performancs |

criteria and indicators as specifisd in the PA and Parformance
plan end meintained this in ai areas ot responsikility Throughout

the year.

Performance
significantly above
expectations

Performanea iz rignificantly higher than the slandard expactad in
the jab. The appraizal indicates that tha Ernployea hae achiswad
abova fully effeclive results sgainst more then half of the
performance criteria and indicators and ully achieved all othars
thivughaut the year.

Fully effective

Parformance fuily meests the skandards expected in all areas of
the job. The appraisal indicales that the Employes has fully
achieved affective resulis ageinst all significant perfrmance
writeria and indicetors as specified in the PA and Performance
Flan.

[ Not fully affective

Ferfarmance is below the standard required for the job in Key

areas. Perfarmance mests some of the standards expected for ;

the job. The reviewfassessmeant indicates that the rmployas has
achreved below fully effactive resuliz againzt mora than half the
kcy performance oifterda and indicators s specified in the PA
and Performanga Plan,

Unacceptable
performance

The assessment of the competencies will be based on the following rating

scale:

Performance does not meet the standard expected for the job.
The reviow/assessment indicates that they employee has
achisved betow fully effectve results againgt almost all of the
performance criteria and indicators g5 specified in the PA and
Performence PMfan. The employee has failed bo demongtrate the
commitment or abilily o iing perfernance up do the level
axpected in the [ob despite managemsnt effars to ehcourage
irmpravermeant,

R
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6.11

6.12

5l

117

- a

PR o upny — i

Foorld Basicl Competentll  Advancedd Supetor@

Achigvement

Dessription

Lewsl

Bo not apply the baske concepts and methods to procd a basic
Paar understanding of local govemment operations and  requires
! extengiva supervisicn and developrment Kitenmentions.

Applies basic concapts, methods, and understanding of local
Baslc government  operations, but  requires  supervision  and
devalnpmeant infervantion.

Develaps and spplies more progressive concepts, methods and
Competent understanding. Flans and guides the work of others and
gHeculns prograssive analysis.

Develops and appfies complex  concepts, methods  and |
Advanced understanding. Effectively dirzcls and lzadz a groop and
| Bxecuine in-gdamth analygis.

Has & comprehenaive understending of local govemnment
Superior CRerations, orifical in strakegic shaping sietegic direction and
! change, develops and applies comprehensive conzepts and

i ) methods.

For purposes of evaluating the performance of the Employae for the mid-
year and yearend reviews, an gvaluation panel constituted of the
following persons will be established -

£.11.1 Exacutiva Mayor;
65.11.2 Mayor /! Municipal Manager from another municipality:

8.11.3 Chairperson of the Performance Audit Committae or in his/her
absence thereof, the Chairperson of the Audit Committee;

8.11.4 The Member of the Mayaral Committes; and
6.11.5 A member of tha community.

The Executive Mayor will evaluate the performanca of the Employee as at
the end of the 1* and 3" quarters; and

9
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6.13 The Executive Mayor will give performance feedback to the Employes

withint five (5) warking days after each quarterly and annuai assessment
mestings.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

The performance of the Employee in relation to his performance
agresment shall be reviewed on the following dates with the
understanding that the reviews in the first and third quanter may be verbal
if performance iz satisfactory:

Chyarier Rewview Period Review tor be co npletad by
: - Juisy - Septositesr Ditobes 2014 infonns!)
2 Octobier — December February 2015
’ o danusry — Warsh RE Lpril 2025 G oy al;
|M 4 April - June Seplember 2075 |

The Employer shall keep a record of the mid-year and year-end
gssessment meetings;

Performance feedback shall be hased on the Employers assessment of
the Employee's performance;

The Employer will be entitied to review and make reasonable changes to
the prowisions of Annexure A from time fo time for operational reasons.
The Employee will ke fully consulted before any such change is made;
and

The Employer may amend the provisions of Annexure A whenever the
performance management system s adopted, implemented andfor
amended as the caze may be. In that case, the Employes will be fully
consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Parsonal Development Plan (PDP) for addressing developmental gaps is
attached as Annaxure C. Such Plan may be implementad andfor amended as the
case may be afler the gach assessment. In that case, the Employes will be fully
consulted before any such change or plan is made.

OBLIGATIONS OF THE EMPLOYER

9.1

Tha Emplayer shall-

10
Executive Mayor: MM: R




Performance Agreement 2014715

10.

11,

8.1.1 <Create an enabling envircnment to facilitate effective performance
by the employee;

912 Provide access to skills development and capacity building
opporunities;

9.1.3 Work collaboratively with the Employee to solve problems and
generate solutions to common problems that may impact on the
performance of the Employes;

8.1.4 On the request of the Employee delegaie such powers reasonably
required by the Employee to enable him to meet the performance
abjectives and {argets established in ferms of this Agreement; and

8.1.5 Make available to the Employee such resources as the Employee
may reasonably raquire from time to time assisting him to mest
the performance objectives and fargets established in terms of this
Agreement.

CONSULTATION

10.1

10.2

The Employer agrees to consult the Emploves timeously whare the
exercising of ite powars will have amongst others-

10.1.1 A direct effect on the performance of any of the Employse's
functions;

10.1.2 Commit the Employee o implement or to give effect to a decision
made by the Employer; and

10.1.3 A substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcomes of any
decisions laken pursuant to the exercise of powers contemplated in
clausa 12.1 as soon as is practicable io enable the Employee to take any
necessary action with delay.

MANAGEMENT OF EVALUATION OUTCOMES

11.1

11.2

Whare the Employer is, any time during the Employee’s employment, not
satisfied with the Employee’s performance with respect to any matter
dealt with in this Agreement, the Employer wil give notice to the
Employee to attend a meseting;

The Employee will have the opportunity at the meeting to satisfy the
Employer of the measures being taken to ensure that his performance
bacomes satisfactory and any programme, including any dates, for
implementing these measuras;

il
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12.

13.

1.3

11.4

Where there is a disputs or difference as to the performance of the
Employee under this Agreement, the Parties will confer with a view to
resnlving the dispute or difference; and

tn the case of unacceptablg performance, the Employer shall —

11.4.1 Provide systematic remedial or deveiopmental support to assist
the Employee to improve his performance; and

11.4.2 Aiter appropriate performance counseling and having provided
the necessary guidance andfor support as well as reasonable time
for improvement in parformance, the Employer may consider
steps to terminate the contract of employment of the Employes an
grounds of unfitness or incapacity to carry out his or her duties.

DISPUTE RESOLUTION

12.1

12.2

12.3

12.4

In the avent that the Employee is dissatisfied with any decision or action
of the Employer in terms of this Agreement, or where a dispute or
difference arises as to the extent to which the Employee has achieved the
performance objectives and targets established in ferms of this
Agreement, the Employee may within 3 {three) business days, meet with
the Employer with & view to resolving the issue. The Employer will record
the outcome of the meeting in writing;

If the Parties cannot resolve the issuas within 10 {ten) business days, an
independent arbitrator, acceptabfe to both parties, shall be appointed to
resoive the matter within 30 (thirty) business days;

In the instance where the matters refemed ta in 13.2 were nol successfully
resolved, the matter shall be referred to the MEC for local gowvemment in
the provinee within 30 (thirty} business days of receipt of a formal dispute
fram the Employee or any other person appointed by the MEC, and

In the event that the mediatien process contemplated above fails, the
relevant clause of the Contract of Employmeant shall apply.

GENERAL

13.1

13.2

The contents of this agreement and the outcome of any review conducted
in t2rms of Annexure A may be made availabke to the public by the
Employer, and

Nothing in this agreement diminishes the obligations. duties or
accountabilities of the Employee in terms of his confract of employment,

T2
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or the effects of existing or new reguiations, circulars, policies, directives
or cther instruments.

L Ased & §GURL 257

Thus done and signed at on the day July of 2014,

AS WITNESEES:

: h

MUNIBI{AL MANAGER

AS WITNESSES:

EXECUTIVE MAYOR

13
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