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Performance Agreement

Made and entered into by and between:

THABO MOFUTSANYANA DISTRICT MUNICIPALITY
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Dr B.EMZANGWA
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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Thabo Mofutsanyana District Municipality herein represented by Dr B.E.Mzangwa
in his capacity as Executive Mayor (hereinafter referred to as the Employer or
Supervisor)

and

Ms Takatso Philliat Maureen Lebenya, Executive Manager: Community Services of
the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

1.1

1.2

1.3

1.4

INTRODUCTION

The Employer has entered into a contract of employment with the Employee
in terms of section 57(1)(a) of the Local Government: Municipal Systems Act
32 of 2000 ('the Systems Act”) as amended. The Employer and the
Employee are hereinafter referred to as “the Parties”,

Section 57(1)(b) of the Systems Acl, as amended read with the Contract of
Employment concluded between the parties, requires the parlies to conclude
an annual performance agreement.

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

The parties wish to ensure that there is compliance with Sections 57(4A),
57(4B) and 57(5) of the Systems Act as amended.

PURPOSE OF THIS AGREEMENT

The purpose of this Agreement Is to -

2.1

2.2

2.3

comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Act as
amended as well as the employment contract entered into between the
parties;

specify objectives and targets defined and agreed with the employee and to
communicate to the employee the employer's expectations of the employee's
performance and accountabiliies in alignment with the Integrated
Development Plan, Service Delivery and Budget Implementation Plan
{(SDBIP) and the Budget of the municipality;

specify accountabilities as set out in a performance plan, which forms an
annexure to the performance agreement;
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2.4

23

26

2.7

monitor and measure performance against set targeted outputs;

use the performance agreement as the basis for assessing whether the
employee has met the performance expectations applicable to his or her job;

in the evenlt of outstanding performance, to appropriately reward the
employee; and

give effect to the employer's commitment to a performance-orientated
relationship with ils employee in altaining equitable and improved service
delivery,

3 COMMENCEMENT AND DURATION

3.1

32

33

3.4

3.5

This Agreement will commence on the 1 July 2012 and will remain in force
until 30 June 2013 thereafter a new Performance Agreement, Performance
Plan and Personal Development Plan shall be concluded between the parties
for the next financial year or any portion thereof.

The paries will review the provisions of this Agreement during June each
year. The paries will conclude a new Performance Agreement and
Performance Plan that replaces this Agreement at least once a year by not
later than the beginning of each successive financial year.

This Agreement will terminate on the termination of the Employee's contract
of employment for any reason,

The content of this Agreement may be revised at any time during the above-
mentioned period to 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 decisions or otherwise) to
the extent that the contents of this Agreement are no longer appropriate, the
contents shall immediately be revised.

4 PERFORMANCE OBJECTIVES

4.1

4.2

The Performance Plan (Annexure A) sets out-

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

4.1.2 the time frames within which those performance objectives and
targets must be met.

The perfiormance objectives and targets reflected in Annexure A are set by
the Employer in consultation with the Employee and based on the
Integrated Development Plan, Service Delivery and Budget Implementation
Plan (SDBIF) and the Budgel of the Employer, and shall include key
objectives; key performance indicators; target dates and weightings.

4.2.1 The key objectives describe the main tasks that need to be done.
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4.3

422 The key performance indicators provide the details of the evidence
that must be provided to show that a key objective has been
achieved.

4,2.3 The target dates describe the timeframe in which the work must be
achieved.

4.24 The weightings show the relative importance of the key objectives to
each olher,

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

§ PERFORMANCE MANAGEMENT SYSTEM

5.1

52

5.3

5.4

5.5

56

The Employee agrees to participate in the performance management system
that the Employer adopts or introduces for the Employer, management and
municipal staff of the Employer.

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

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

The Employee undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to the
employee's respaonsibilities) within the local government framework,

The criteria upon which the performance of the Employee shall be
assessed shall consist of two components, both of which shall be contained
in the Performance Agresment.

5.5.1 The Employee must be assessed against both components, with a
weighting of B0:20 allocated to the Key Performance Areas (KPAs)
and the Core Competency Requirements (CCRs) respectively.

5.5.2 Each area of assessment will be weighted and will contribute a
specific part to the total score,

5.5.3 KPAs covering the main areas of work will account for 80% and CCRs
will account for 20% of the final assessment.

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

pal Transformation an tional Development
Financial Viahility and Management
Community Development and Social Cohesion 70%
Total 100%

9.7 The CCRs will make up the other 20% of the Employee's assessment score,
CCRs that are deemed to be most critical for the Employee's specific job
should be selected (V) from the list below as agreed to between the
Employer and Employee. Three of the CCRs are compulsory for Municipal
Managers:

Strategic Capability and Leadership | compulsory 20%
Programme and Project Management
Financial Management

Change Management _compulsory | 20%
Knowledge Management I
Service Delivery Innovation compulsory 10%
Problem Solving and Analysis
People Management and Empowsrment compulsory 20%
Client Orientation and Customer Focus compulsory 20%
Communication

Honesty and Integrity compulsory 10%

CORE OCCUPATIONAL COMPETENCIES
(COC)

Competence in Self Management

Interpretation of and implementation within the

| legislative an national policy frameworks
Knowledge of Performance Management and
Reporting

Knowledge of global and South African specific
political, social and economic contexts
Competence in policy conceptualisation, analysis
and implementation

Knowledge of more than one functional municipal
field / discipline

Skills in Mediation

Skills in Governance

Competence as required by other national line
seclor departments

Exceptional and dynamic creativity to improve
the functioning of the municipality

A
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Total percentage - 1 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

5.4

6.5

The Performance Plan (Annexure A) to this Agreement sets oul -

6.1.1the standards and procedures for evaluating the Employee's
performance; and

B.1.2 the intervals for the evaluation of the Employee’s performance.

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

FPersonal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan as
well as the actions agreed to and implementation must take place within set
time frames,

The Employee's performance will be measured in terms of contributions to the
goals and strategies set out in the Employer's IDP and SDEIP.

The annual performance appraisal will invalve:

6.5.1 Assessment of the achievement of results as outlined in the
performance plan:

la) 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,

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

{c) The applicable assessment rating calculator (refer to paragraph
6.5.3 below) must then be used to add the scores and calculate a
final KPA score.

6.5.2 Assessment of the CCRs

(a) Each CCR should be assessed according to the extent to which
the specified standards have been met,

(b} An indicative rating on the five-point scale should be provided for
egach CCR.

14 ﬁ



Fedormance Agreemant; 1 July 2012 1030 Juna 243 Evacutive Maragar Sommunity Services

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

(d) The applicable assessment rating calculator (refer to paragraph
6.5.1) must then be used to add the scores and calculate a final
CCR score.

8.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating
calculator. Such overall rating represents the outcome of the

performance appraisal,

6.6  The assessment of the performance of the Employee will be based on
the following rating scale for KPA's and CCRs:

Outstanding Performance far exceeds the standard
performance expecled of an employee at this level. The
appraisal indicates that the Employee has
achleved above fully effective results
against all performance criteria and
indicators as specified in the PA and
Perfarmance plan and maintained this in
all areas of responsibility throughout the

year.

4 Performance Performance s significantly higher than
significantly the standard expected in the job. The
above appraisal indicates that the Employes has
expectations achieved above fully effective resulls

against more than half of the performance
criteria and indicators and fully achieved
all others throughout the year.

3 Fully effective Perormance fully meets the standards
expected in all areas of the job. The
appraisal indicates that the Employee has
fully achieved effective resulls against all
significant performance  criteria  and
Indicators as specified in the PA and
Performance Plan,

2 Mot fully Ferformance s below the standard
effective 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,
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6.7

6.8

LInacceptable Perlormance does not meet the standard
parfarmance expacted for the ok, The
review/assessmant 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. l

For purposes of evalualing the annual performance of the municipal manager, an
evaluation panel constituted of the following persons will be established -

6.7.1 Municipal Manager;

6.7.2 Chairperson of the performance audit committee or the audit committea in
the absence of a performance audit commitiee;

6.7.3 Member of the Mayoral Committee; and

6.7.4 Municipal Manager from another municipality.

The manager responsible for human resources of the municipality must provide
secretariat services to the evaluation panel referred to above.

7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 The periormance of each Employee in relation to his / her performance

agreement shall be reviewed on the following dates with the understanding that
reviews in the first and third quarter may be verbal if performance is satisfactory
{The Employer and Employee will endeavour to conduct such reviews within one
month after the end of each quarter):

First quarter : July — September 2012
Second quarter ; October - December 2012
Third quarter : January — March 2013
Fourth quarter : April — June 2013

7.2 The Employer shall keep a record of the mid-year review and annual

assessment meetings.

7.3 Performance feedback shall be based on the Employer's assessment of the

Employee's performance.

7.4 The Employer will be entitled to review and make reasonable changes to the

provisions of Annexure "A" from time lo time for operational reasons. The
Employee will be fully consulted before any such change is made.
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7.5 The Employer may amend the provisions of Annexure A whenever the
performance management system is adopted, implemented and / or amended as
the case may be. In that case the Employee will be fully consulted befare any
such change is made,

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is
attached as Annexure B.

8. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall -

9.11

g9.1.2

create an enabling environment to facilitate effective performance by
the employee,

provide access o skills development and capacity building
opportunities;

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

on the request of the Employee delegate such powers reasonably
required by the Employee to enable him / her to meet the
performance objectives and fargets established in terms of this
Agreement; and

make available to the Employee such resources as the Employee
may reasonably require from time to time to assist him / her to meet
the performance objectives and targets established in terms of this
Agreement.

10. CONSULTATION

10.1  The Employer agrees to consult the Employee timeously where the
exercising of the powers will have amongst others —

10.1.1 a direct effect on the performance of any of the Employee'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 substantial financial effect on the Employer.

10.2 The Employer agrees lo inform the Employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in 10.1 as
soon as is practicable to enable the Employee to take any necessary action
without delay,

s a
VY A



Parlarmance Agreemant: 1 July 2012 b 30 June HH3 Executve Manager Commaiidly Services
11. MANAGEMENT OF EVALUATION OUTCOMES

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

11.2 A performance bonus of between 5% and 14% of the all-inclusive annual
remuneration package may be paid to the Employee in recognition of
outstanding performance to be constituted as follows:

11.2.1 a score of 130% to 149% is awarded a performance bonus ranging from
5% to 9%; and

11.2.2 a score of 150% and above is awarded a performance bonus ranging
from 10% to 14%.

11.2.3 The table below provides a further breakdown of the afore-mentioned
scores and performance bonuses:

13010 134% 5% |
i 135 to 139% _ 6%
140 to 144% 1%
145 {0 149% 9%

150 to 154% 10% ) N
15510 159% 11%
160 to 164% | 12%
Above 165% | 14%

11.3  Inthe case of unacceptable performance, the Employer shall -

11.3.1 provide systematic remedial or developmental support to assist the
Employee to improve his or her performance; and

11.3.2 after appropriate performance counselling and having provided the
necessary guidance and/ or support as well as reasonable time for
improvement in performance, the Employer may consider steps to
terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her duties.

12. DISPUTE RESOLUTION

12.1  Any dispules about the nature of the Employee's performance agreement,
whether it relates to key responsibilities, priorities, methods of assessment
and/ or any other matter provided for, shall be mediated by -

12.1.1 the MEC for local government in the province within thirty (30) days of
receipt of a formal dispute from the Employee; or

12.1.2 any other person appointed by the MEC.

12.1.3 In the case of managers directly accountable to the municipal
manager, a member of the municipal council, provided that such
member was not part of the evaluation panel provided for in sub-
regulation 27(4)(e) of the Municipal Performance Regulations, 2006,

prea”
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12.2

within thirty (30) days of receipt of a formal dispute from the
employee;

whose decision shall be final and binding en both parties.

In the event that the mediation process contemplated above fails, clause 20.3
of the Contract of Employment shall apply.

13. GENERAL

13.1

13.2

13.3

The contents of this agreement and the outcome of any review conducted in
terms of Annexure A must be made available to the public by the Employer
in accordance with the Municipal Finance Management Act, 2003 and
Section 46 of the Act.

Nothing in this agreement diminishes the obligations, duties or
accountabilities of the Employee in terms of his/ her contract of employment,
or the effects of existing or new regulations, circulars, policies, directives or
other instruments.

The performance assessment results of the municipal manager must be
submitted to the MEC responsible for local government in the relevant
province as well as the national minister responsible for local government,
within fourteen (14) days after the conclusion of the assessment.

Thus done and signed at W/ 75 2 A5-04 4 on this the (3 __dayof j.iz v 2012

@r S

2
EXECUTIVE WAGER
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'EXECUTIVE MAYOR
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Annexure A: PERFORMANCE PLAN

Executive Manager: Community Services

Thabo Mofutsanyana District Municipality

This plan defines the Council's expectations of the Executive Manager: Community Services in accordance with the Executive Manager: Community Services
performance agreement to which this document is atiached and Section 57 (5) of the Municipal Systems Act which provides that performance cbjectives and targets
must be based on the key performance indicators set out from time 1o time in the Municipality's Integrated Developmant Plan {IDP).

The following Municipal Key Performance Areas, IDP priorities and Strategic Objectives as per the approved IDP and SDBIP will inform the Executive Manager:
Community Services' performance against set performance indicators:

Municipal Municipal KPAs IDP priorities Strategic objectives
| Scorecard

Institutional Municipal transformation Corporale govemance = Maintain the institutional capacity lo implement the 1DP and mnﬂuaum&__ﬁm programmes
developmant and institutional and public participation . Creste a responsive and accountabée administration |
| deveiopment
Financial viability | Financial viabity and Corporate govemance and | To ensure full compliarice with MFMA, Treasury Regulations and Council Policy with regard fo 15%
_ | financial management | public participaton financial management and reporiing
Municigal Community development | Sport and recreation '»  Toensure that proper sport and recreational faciliies are available 1o all communities 10%
development and social cohesion .
Safety and security » To ensure that Thabo Mofulsanyana is a cime-free area 15%
Disaster management = Toensure that proper contingency plans for disasters al local municipal and district level areinplace | 15%
Environmental * Toensura that Thabo Mofutsanyana district area has a clean, green and healthy environment 15%
| managemenl & care
Health senices = Todeveldp, coordinate and implement a coordinated and coharant HIVIAIDS programme in line!with 15%
Wational and Provincial imperatives
= To promole healthy and safe circumcision of initiates

The period of this plan is from 1 July 2012 to 30 June 2013

Signed and accepted by the Executive Manager: Community Services:
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i 1 Key Performance Areas

"Municipal Key Strateqic objectives Weight  Target ' Key Performance Indicators
scarecard performance date
| perspective area

Institutional Institutional Maintain the institubonal Departmantal Emplayment Equity Plan inpuls complled and submitled 1o Comporate | Copy of EE Inpuls to
Development | Capacity and capacily lo impiement the IDP Services by end of Sept, 2012 Corporate Services (CS)
Development A6 acoorpaing 2013 7B Skl needs assessment mpuls submiied To Gorporais Senicss for puposes o Copy of skils Inputs o CS
e’ _ compiling the Annual Workplace Skills Flan and Annual Training Report .
c) 100% of skills development of slaff in accordance with approvad WSP. Copy of training report
d)  100% of Human Resources policies and procedurss as agreed and acceptad by Ragister signed by staff
[ Council to be implementad and availabla to stafi
) 100% of staff gnevancas or complaints received, handled as per spproved standard Copies of grievances
| pracedures issuad by Comporale Services. submifted la CS
fi 100% of funded vacancies filled in line with approved budast and onganisatonal Copies of vacancy
slructura. reguests o C5
g Deparimental managementisialf meetings held at leaston a maonthly basis Copies of minutes &
. aliendanca registers
Financial Financial Ta ensure full compliance 5% | 30 a) Manthly deparimenial performance reviews conducted in ling wilh approved | Monthly performanca
Viability Viability and wilh MFMA, Treasury June SDBIF, PMS policy and MFMA reports
Management Regutations and Council Polices 2013 bj Deparimental budget compiled and submitied as per guidelines from CFO Departmenial budget
wilh regard to financial sisbmissions
“ management and reporting o) Repart o MM Finance
report
dj  100% of Auditor-General quenes responded o within § working days Daled management
= respanse 1o AG queries
g) 100% of Audilor General's prior-year issues addressed a5 per action plan Implamantation report 1o
m approved by the Audit Commities to improve audit oulcomes Audiff Commitize
fj Deparimental expenditure ocourred as planned; Expehditura reports from
= 30% of Capital Budget spent Finarjcs Department
= | = 90% of Dperating Budge! |
“Municipal Community To ensure that proper sport 1% | 30 g} 100% of district sporis council functional by end of Dec. 2012 Fepar to MM
Development | Development and recreational facilities are June b} 2 sporis loumnaments organisad (OR Tambao games & Mayaral Cup) Report to MM
and Social availabite toall communities 2013 o] 100% of disirict arts and cutlure councll functional by end of Dec. 2012 Repor to MM
Cahesion d) 4 pragrammes held to showease cultural diversity within the Distrct Programme invitations!
| reports
Tt ensure that Thabo 15% 30 | & 100% of cnme prevention ﬂ..m,__mE_ compiled and approved (in consultation with Coungil resolution
Mofulsanyana is a crime-fres June | SAPS) =
aras 2013 b) 100% pariicipation and suppar for crime pravantion iniialives such as “Armive Report to MM & Council
Afive”, Salaly & Secunty of Children, Business & Community Protection, elc,
c) 5 safely and security cluster mesiings crganised Agendas & atlendance
L regisiers
di  100% of *16-days of activism® campaign launched in November Report to MM & Council
201 12{campaigns focusing on children & women)

__m....-.,ﬁh_f.f; \A...ﬂ_ W=



ANNEXURE A: Pedormance Plan - 1 July 20171 10 30 June 2012

Municipal
scoracard
- perspective

Kay

parformance

rea

Strateqgic objectives

To ensure thal praper

Target

date

Execulive Manager: Communily Services

Key Parformance Indicators

a) 5 disaster managameni community awareness campaigns compleled

Campaigns report 1o MM

contingency plans for disssters Juns b} 100% of risk assessment plan completed Risk assessment repor
al lacal municipal and districl 2013 c) 100% of disaster management framework/plan compiled and approved Cisaster management
leved are in place - plas
d) 3 Disirict Disaster Management Forum held Agenda & aftandance
registers
| &) & service level agreemenis wilh local municipalities signed Senvice lavel agreements
_ | I 50% of Disaster Managemant Cenira in Warden establishedffunctional Report to MM & Council
_ (Resourcing of Centre in Warden-paving, access road & fencing; appain
personnal rom Rural Metra) _
_ To ensure that Thaba 15% 3 a) 200 compliznce cerificates issued (50 per quarter) - compliance of business and Report 10 MM & Council
Mofulsznyana district area has June struclures within distnct with Health Act
3 n_umz_ green and healthy 2013 b) 8 environmenlal heallh awareness campaigns conducled (2 per guarier) Campaigns repord to MM
enviranmen cj 100% of palicy and Envionmenial Health By-Law developed Draft By-Law
i) 100% of SLAs with local muricipalifies develeped and approved Sarvice level agreements
To davelop, coordinate and 15% |30 a) 100% of HTC campaign launched in Q1 and 2 programmes per quartsr thereafter Campaigns report Lo MM
implement a coordinated and Jure b) 8 meetings and workshops held commiltess, tradilicnal lzaders and relevant Aganda & aftendance
caherent HVIAIDS programme 2013 stakeholders (2 per quarner) registers
n lina with National and 6} 100% af events organised for World Alds Day Report to MM & Council
Provincial imperatives _ d) 5 local aids councils inducled (1 in each local municipality) Repaort to MM & Council
_ To promole heatlhy and sate _
circumcision of initlizlas _ e ————
Financial Clean Audit Clean audit 201212013 [ an Achieve unqualified audit repart in 201212013 financial year Copy of AG repart
Management financial year Jure
e S 203 -
TOTAL | 100%
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ANNMEXURE A: Perlormance Plan - 1 July 2011 I 30 June 2012

Core Competency

Requirements

2.

Sirategic objectives Weight

Execulive Manager: Communily Services

Core Competency Requirements

Target date

Key Performance Indicators

Financial Compiles and manages budgels, 0% Ongoing a} Continuously looks for new opporfunities 1o ablain and save funds;
management conbrols cash flow, institules risk b) Manages and monitors financial risk:
management and adminisiers andar c) Understands, analyses and monitors financial reparts;
Drocureman! processes in d) Aligns sxpenditure (o cash flow projections;
aocondanca with generally recognised &) Ensures effective ulilisation of financial resources;
fingncial practices in order o ensune the )  Preparas own budget In line with the stralegic ohjectives of the organisation.
athievament of siralegic organisaticnal
objectives
People Managas and ancourages 20% Ongoing a) Delegales and empowers olhers lo increase contribution and level of respansibility;
management people, oplimises their b] Apples labour and employment legislation and regulations consistently;
oulpuis and effectively ¢)  Recognises individuals and t2ams and provides developmantal feedback in accordance with
manages relationships in performance managemant principles;
oder fo achiave d) Dispiays parsonal interesl in the well-being of collzagues,
organisationzl goals &) Manages conflict through a participatory transparent approach.
Client ¥Villing and zble to defiver senices 20% Cingoing a) Dewvelops clear and implementable service delivery improvement programmes;
orientation and effectively and efficanlly in order 1o pul b) |dentifies opportunities to exceed the expectations of customers;
Customer tha spiril of customer service [Batho ¢} Dasigns inlernal work processes (o improve customer samvice,
focus Pale) inta prackice d) Adds value 10 the erganisation by providing exemplary customer service; and
g] Applies customer righls in own work énvironment
Strategic Provides a wision, seds fhe directian for 20% Ongoing a) Develaps detziled action plans to execule stralegic initiatives
Capahility and the organisation andios b} Assisis in deflining performance measures 1o evaluals the sucoess of stralegies
Leadership direclorale and inspires olhars 1 ) MAchieves stralegic objectives against specified performance measuras
delwer on the omanisaticonal d} Communicales stralegic plan to the ofganisation; and
. mandats e} Utilises siralegic planning methods and lools
Change initiates, supports and champions 20% Cngoing a) Initiales, supports and encourages new ideas
Management crganisational iransformation and b} Volunleers o lead change efforts outside of own work team
change in order o successfully .} Inspires and buds commitmant wilhin cwn area for the change by explaining the bensfits of change, and
implement new inifiafives and deliver an the procass of implementing the change
sarvice delivary commiimants d) Coaches colleaguas on how L0 manage change
e} Proactively sesks new opporlunities for change
f}  Designs specific projects o enable change that are aloned to fe organisational
_ nbjeclives; and
TOTAL 100%
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ANNEXURE A: Pedommance Plan - 1 June 2012 10 30 June 2013

Municipal Manager

Key performance Strategic objectives Welght Key Performance Indicators
Inwestment . provided on &l least RDP standards at
atfordable rates . |
| Ta ensure the overall planning and 100% of rogds and stoom waler pedomiance lamels as par he 552 Parfomance repod
| | provision of streets and storm waler approved SOBIP achkved

syslems for all municipalities within the
region in phases over the nexl 5 years _ L
Ta have & uniform elecincity distrbution 100% of electncty performance tamets as per the approved SOBIP 552 Performance repon
syslem thrawghoul the region Tor Both rural achieved
and urban areas o ensure equal access (o
elacincily by all communilies S
To ensure that a propeity coordinated public fi  100% Integrated Transpor Plan {ITP) developed and Approved (TP
fransport exst in the disihc approvad

| TOTAL 100%




ANNEXURE A: Pardormance Plan - 1 June 20102 19 30 Juns 2013

Core Compatency = Siraleglc objectives

Requirements

2. Core Competency Requirements

Weight

Targel date

Kay Performance Indicators

Municapal Manager

Strategic Provides 3 wision, sels ihe direction for 20% Ongoing a) Develops detailed action plans to execule slralegic initiatives
Capability and the organsaton andior b} Assists in defining parformance measures 1o evaluals the success of strategies
Leadership direciorate and inspires others i &) Achieves strategic objeclives against specified performance measures
cafiver on the organisational d) Communicales sirategic plan lo the organisation; and
mardate &)  Uilises strategic planning methods and tools
Knowledge initiales, supports and champions 10%: Cmgoing a) |Initiales, supporls and encourages new ideas
Management organisational ransformalion and b) Volunlsers to lead change efforls outside of own work team
chiange in order lo succassiully €} Inspires and buids commitment within cwn area for the change by explaining the benefils of
implernent new mitiatives and deliver on change, and the process of implementing the change
senvica defivery commitments, Knows d) Coaches collsagues on how to manage change
the different managenal practices in &} Proactively seeks naw opportunities for change
lncal government f Diesigns spedific progects o enable changa that are aligned 1o the organisational
—= | objectives; and
Financial Compiles and manages budgets. 1% Ongaing a} Confinuously looks for new opportunities to obtain and save funds;
managesment controls cash fiow, inslifules risk b} Marages and monilors financial risk;
managemant and adminislens lender €} Understands, analyses and monitors linancial reparts:
PrOCUTEmEn| processes in d) Aligns expendilure to cash flow projections;
accondante with genarally reoogrised &) Ensures effective ulilisalion of financial resources;
financizl praclices in order lo ensure the ) Prepares own budgel in ling with ha slralagic objectives of the organisation,
achigvement of sirateqic organisational
abjectives
People Manages and encourages K Ungoing a) Delegales and empowers others 1a increase contribution and level of responsibility;
management people, ophimises their b) Applies labour and employmant legisiation and requlations consistently;
autpuls and effechvely )  Recogneses incividuals and lesms and provides developmental feadback in accordance with
managss relaionships in performance management principlas,
order o schisve d) Displays parsonal interest in he well-being of collaagues;
omanksalonalgoals | &) Manages conflict through & participatory iransparent approach.
Client WiEng and able |0 defver semvices 20% Oinguing a) Develops ciear and implemeniabie service delivery improvement programmes;
arigntation and effecively and efficiently in order o pul b} Identifies opporunities o excead lhe expectalions of cusiomers;
Customer The spirit of customer sesvice (Balho c) Designs internal work processes to improve cuslomer service;
focus Pela) intx practice d) Adds value 1o the crganisation by providing exemplary customer service; and
- e) Apples customer rights In own work environment
Honesty and Actwith honesty and inlegrity in dealing 20% {Cngoing a} Does not favour peopie at the expanse of the inslilution.
Integrity with staff, cienis and polifical b}  Deals with people with the integrity required of him/her,
leadership, B | ¢} Ishonestin reporting, and the raports have inteqrity.
TOTAL 1007 _




