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PURPOSE OF THIS AGREEMENT

2.1

2.2

2.3

2.4

2.5

2.8

2.7

To comply with the provisions of Section 57(1}b),(4B) and (5) of the
Syatems Act as well as the Contract of Employment entersd into batween
the Parties;

To specify objectives and targets established for the Employee and to
communicate to the Employee the Employer's expectstions of the
Employee's performance targets and accountahilties,

To spscify accountakilitiss as set ocut in tha Performance Plan {(Annexurs
A);

To monitor and measure performance againsl set targeted outputs and
oulcomes;

To establish a transparent and accountable working relationship;

To appropristely reward the employes in accordance with section 11 of
this agreement; and

10 give eifect to the Employer's commitmeant to a performance-orientated
relationship with the Employee in attaining improved semvice delivery.

COMMENCEMENT AND DURATION

3.1

3.2

335

34

3.5

This Agreement will commencs on 01 July 2014 and will remain in force
untll 30 June 2015 where-after a new Performance Agreement shall be
concluded between the parties for the next financial year or any portion
therecf;

The Parties will conclude a new Parformance Agreement that replaces
this Agreement st least once a year by not later than 31 of July of the
succeeding financial year;

This Agreement will terminate on the termination of the Employee’s
contract of employment for any reason;

If at any time during the validity of the agreement the work snvironment
alters to the extent that the comtents of the agreement are no longer
appropriate, the contents must by mutual agreement between the parties,
immediately be revised; and

Any significant amendments or deviations must take coanizance of the

requirements of sections 34 and 42 of the Municipal Systems Act and
Regulation 4{5) of the Regulations.

Dir.: L MM h




Performance Agreement 2004715

4,

PERFORMANCE OBJECTIVES

41

472

4.3

4.4

The Psrformance Plan {Annesxura A) sets ouf —

411 The pefomnance objectives and targets that must be met by the
Employes;

412 The timeframes within which those performance abjectives and
targets must be met; and

41.3 The competencies {Annexure B - definitions in terme of
Regulation 21 of 17 January 2014) required to cperate effactivaly
as senior managers in the local government enviranment.

The performance objectives and targefs reflected in Annexure A are set
by the Employer in consultation with the Employee and based on the
Integrated Develppment Plan, Service Deiivery and Budget
Implementation Plan (SDEIP} and the Budgst of the Employer, and shall
includea:

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

4.2.2 Key performance indicators that provide the details of the
evidence that must be provided fo show that a key objective has
bean achieved;

4.2.3 Target dates that describe the timeframa in which the targets must
be achieved: and

424 Weightings showing the relative impeortance of the key objectives
to each other.

The Perscnal Developmeant Plan (Annexure C} seis out the Employes’s
personal development requirements in ling with the objectives and targets
of the Employer; and

The Employee’s performance will, in addition, be measured in ferms of
contributions to the goals and strategies set out in the Employer's
Integrated Develapment Plan.

PERFORMANCE MANAGEMENT SYSTEM

2.1

5.2

The Employee agrees to parlicipate in the performance management
system that the Emplover adopted for the employees of the Employer,

The Employes accepls that the purpose of the performance management
systeam will ba to provide a comprehensive system with specific

Lir.: & MM A
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53

5.4

5.5

5.8

5.7

performance standards to assist the employees and service providers to
perform to the standards required,

The Employer must cansult the Employee about the specific performance
standards and tamets that will be included in the performance

manragement system applicable to the Employes;

The Employees undertakes fo actively focus on the promection and
implementation of the key performance indicators  (including spscisl
projects relevant to the employee's responsibilities) within the local
govermment framework;

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, Cperational Performance and
Competencies both of which shall be contained in the Performance
Agreement;

The Employee's aszassment will be based on his parfonmance in terms of
the outputsfoutcomes (performance indicators} identified as per attached
Performance Plan, which are linked to the KPAs, and will constitute 30%
of the overall assessment result as per the weightings agreed to between
the Employer and Employes:
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The Competancies wili maks up the other 20% of the Employee's
assessment score. The Competencies are spilf into two groups, leading
competencies (indicated in blue on the graph below) that drive strateqgic
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

8.1

6,2

8.3

g4

65

6.6

The Performance Plan {Annexure A) to this Agreement seis out —

6.1.1 The standards and proceduras for evaluating the Employee’s
performance; and
6.1.2 The inlervais for the evaluation of the Employee's performance.

Despite the establishment of agreed intervals for evaluation, the Empicyer
may in addition review the Employee’s performance at any stage while
the contract of employment remains in force;

Fersonal growth and devslopment nesds identified during any
performance review discussion must be documented in a Parsonal
Development Plan as weil as the actions agreed to and implementation
must take place within sat time frames;

The Empioyee’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 in 6.6 —6.13 below;

The Employee will submit quarterly performance reperts (SDBIP) and a
comprehensive annual performance report at least one week prior to the
perfformance assessment meetings to the Evaluation Panel Chairperson
for distribution to the panel members for preparation purposes,

Assssament of tha achisvament of results as cutlined in the perfformance
plan:
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6.7

6.8

5.4

6.6.1

662

663

6.6.4

8.6.5

Each KPI or group of KPls shall be assessed according to the
extent to which the specified standards or performance targets
have been met and with due regard to ad-hoe tasks that had to be

performed under the KPI;

A rating on the five-point scale described in 6.9 below shall be
provided for each KPl or group of KPls which will then be
multiplied by the weighting to calculate the final scors;

The Employee will submit his self-evaluation to the Employer prior
{o the formal assessment;

In the instance where the employee could not perform due to
reasons outslde the contral of the employer and employee. the
KPIl will not be considerad during the evaluation. The employee
should provide sufficient evidence in such instances; and

An overall score wil be calculated based on the iotal of the
individual scotes caloulated above,

Assessment of the Competencies:

B.7.1

6.7.2

6.7.3

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 finat score awarded by
the evaluation committee. 360 degree means that the employee'’s
peers and managers reporting to him will assess  hisfher
Competencies;

A rating on the five-point scale described in 610 below shali be
provided for each Competency which will then be multiplied by the
weighting to calculaie the final score; and

An overall score will be caleulated based on the total of the
individual scores calculated ahove,

Ovwverall rating

5.8.1

6.8.2

An overall rating is calculated by adding the overall scores as
calculated in 6.6.5 and 6.7.2 above; and

Such overall rating represests the cutcome of the performance
appralsal.

The assessment of the performance of the Employee will be based on the
following rating scale for KPls:

’ Ihir,: @}' MNT: A
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6.10

Crat= i ug
prerlormaoe

Tearminotogy

QOutsianding
perfarmance

Mot Fully

Ferlaranzrnee  Fabsy sflertye Mraeceateale
signilfeeety rifuc liye per i e
abreth

ERPLLIons

Description

Performanca far sxceads the siandard expecisd of an employes
at this levsl, The appraizsl indicates that the Employes has
achieved above fully effective restta agalnst all performance
criteria and indicaters 82 specified in the PA and Parformance
pHan and maintairad this in sl arees of responsibility throughout

the yaar,

Performance
significantiy abave
axpactations

the jpb. The eppraisal indicates that the Employea has achigwvad
above fully effective results against more than half of the
perfomanca criferia and indicators and fully achipuad all others

throughout the year.

Pearformanace I significantly higaer than the standard expected in

rr— A ——_—— A

Fully effective

FParfamance fully meets the standards axpev;ted in all areas of
tha job. The appraisal indicates that the Employee has fully
achieved eitective resuils against all significant pertormance
criteria and indicatars ag spechied in the PA and Perfrmance
Flan.

Not fully sffective

Perfarmance is below the slandard required for the job in key
ereas. Performance mests some of the smndards expected for
the Job. The reviewassessment Indlcates that the employea has
achisved below fully effective rasults against more than half the
kay performance critera and indicators as spocified in the PA
and Perormanca Plan.

Unacecsptable
parformance

Parformance dees not mest the standanrd sxpactad for the job.
The reviewfsssessmen] indicates that they employee has
achigved below fully effeclive results against almost =il of the
performance cnterla and Indicators as specified in the PA and
Performsence Plen. The emplovee has feiled to demonstrate the

axpected in fhe job daspia menagament sffors to ancourage
improvwement.

commitment or ahiity 1o bring perfformance up to the level |

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

scale:
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4F

21
1E
| T ;.':.:."_.-.1.. R i R , | - ...,*’.'
Poori Basicd Competent?  Advancedd  Superiord

Achicvemont
Lavel

Deseription

Do not apply the basic concepts and melhods to proof a basic
Poar undarstanding of bbecal goveinment operaticns and reguirss
extensive supervision and development interventions. .
Appliss hasic concepts, methods, and understanding of local
Baelc gowvernment  eperations,  bul  requires  supervision  and i
developmant intervention. ;
Dewelops and applies mare progressive concepts, methods and
Competart understanding. Plans and guides the work of others and
executes progressive analkysis.

Develops and appliea complex coneepla, methods and
Advanced understanding.  Efeclively  direcls and leads a group and
edecuies inrdepth analysis.

Hes s comprehensive wnderstandineg of local government
operations, critleal in strategic shaping strategic direction and
change, develops and applies comprehsnsive concepls and
methods.

Superlar

811 For purposes of evaluating the performance of the Employee for the mid-
yoar and year-and reviews, an svaluation panel constituted of the
following parsons will be established —

6.11.1 Municipal Manager,
6.11.2 Municipal Manager from ancther municipality;

&.11.3 Chairperson of ihe Performance Audit Committee or in hisfher
sbsence thereof, the Chairperson of the Audit Commitiee; and

£.11.4 The Member of the Mayoral Committee (Fortfallo Chalrperson).

6.12 The Municipal Manager will evaluate the performance of the Employee as
at Ihe end of the 1 and 2" quarters: and

’ Dir.: E \ MM: A
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6.13 The Municipal Manager will give parformance fesdback to the Employee

within five (5) working days afier each quarterly and annual assessment
meetings.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

7.3

7.4

7.5

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

Cuarter Ruowiew Periol Review to he completad by
1 ly - Tapiacba Caniedar T4 S |11'":E£n'|:||‘,|
2 October - Decemker Fehmary 2015
4 dmausry — Marzh - sl 2015 nfanmal
4 April - June T Septamber 2015

The Employer shall keep a record of the mid-year and year-end
assessment maetings;

Performance feedback shall be based on the Employer's assessment of
the Emplovee’s performance;

The Employer will be entitled to review and maks reasonable changss to
the provisions of Annexure A from time to time for operationai reasons.
The Employee will be fully consulted before any such change is made;
and

Tha Employer may amend the provisions of Annexure A wheanever the
parformance management system is adopted, implemented and/or
amended as the case may be. In that case, the Employee will be fully
cansulied before any such change is made.

DEVELOPMENTAL REQUIREMENTS

The Perscnal Development Plan (PDP} for addressing developmental gaps is
attached as Annexure C. Such Plan may be implemented and/or amended as the
case may be after the aach assessment. In that case, the Employees will be fully
consulted befora any such ehange or plan is made.

S, OBLIGATIONS OF THE EMPLOYER

9.1

The Employer shall-

9.1.1 Create an enabling environment to faciliate effective performance

by the employee;
10
Dir.: ﬁ MM A
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10,

1.

1.2 Provide access to skille devslopment and capacity building
opportunities;

9.1.5 Work collaboratively with the Empioyee to solve problems and
generate solufions to common preblems that may impact on the
perfarmance of the Employes;

91.4 Onthe request of the Employes delegate such powers reasonably
reguired by the Employee to enable him to mast the psrformance
objectives and targets established in terms of thiz Agreement; and

8.1.5 Make available to the Employee such resources as the Employee
may reasonably require frorn time to time asslsting him to meet
the performance objectives and targels established in ierms of this
Agreement.

CONSULTATION

10.1

10.2

The Employer agrees to consult the Employes timeously where lhe
exercising of its powers will have amongst others-

10.1.1 A direct effect on the performance of any of the Empioyee’s
functions:

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

10.1.3 A substaniial financial effect on the Employer.

The Employer agrees to inform the Employes of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
clavse 12.1 a8 s00h as ig practicable to enable the Employee to take any
necesaary action with delay.

MANAGEMENT OF EVALUATION DUTCOMES

M1

11.2

Where the Employer is, any time during the Employee’'s employment, not
satisfied with the Empfoyee's performance with respect to any matter
cealt with |n this Agreement, the Employer will give notice to the
Employes to attend a meeting;

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

: Dir.: &\ MM: m
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12

13.

1.3

114

Where there is a dispute or difference as {0 the performance of the
Employee under this Agreement, the Parties will confer with a view to
resolving the dispule or difference; and

In the case of unacceptable perfarmance, the Employer shall -

11.4.1 Provide systematic remedial or developmental support {o assist
the Employse to imprave his performance; and

11.4.2 After appropriate performance counselling and having provided
the necessary guidance andfor support as well as reasonable time
for improvement in petformance. the Employer may consider
steps {0 terminate the contract of employment of the Employes on
grounds of unfithess or incapacity to camry aut hig or har duties.

DISPUTE RESGLUTION

121

12.2

12.3

124

12.5

In the event that the Employee is dissatisfied with any decision ar 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 objectves and targets estabfished in terms of this
Agreement, the Employee may within 3 {thrae) business days, meat with
the Employer with a view to resolving the issua. Tha Employer will record
the cutcome of the meeting in writng;

If the Parties cannot resolve the issues within 10 (ten} business days, an
independent arbitrator, acceptable 1o both padies, shall be appointsd to
resolve the matter within 30 (thirty) business days:

In the instence where the matters referred to in 13.2 were not successfully
resolved, the matter shall be refemed to the Executive Mayor to mediate
the Issues within 30 (thify) business days of receipt of a formal dispute
from the Employee.

The decision of the Executive Mayor shall ke final and binding on both
parties; and

In the event that the mediation process contemplated shove fails, the
relevant clause of the Centract of Employment shafl apply.

GENERAL

13.1

13.2

The contents of this agreement and the cutcome of any review conducted
in terms of Annexure A may he made availabfa to the public by the
Employer; and

Mothing in this agreemant diminishes the obligations, dubies or
accolntabllfles of the Empleyee In terms of his contract of employment,

12
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ar the effects of existing or new requlations, circulars, policies, directives
ar other instruments.

. W id . T
Thus done and signed at LAWEISuRL on the 25 day July of 2014
AS WITNESSES:
1.
MUNICIPAL MANAGER
2.
AS WITNESSES:
1. ﬁ@ﬁm‘mfj
CFO /7
2.

13
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