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INTRODUCTION ' Z// /& A

Masnlonyana local Municipality duly represented by . . in his
capacity as the Municipal Manager has entered into’a contract of emp!oymem‘ wr’rh ’rhe
employee //’/’ﬁ ////’f/ﬂé/ . (in his capacity as the Corporate Services
Manager)for a period of . &% ‘;j\;@fik . ending .5(2 ¢ Lownts WG i tepms of section
57(1) (a) of the Local Governmen‘r Municipal Systems Act 32 of 2000.

Section 57(1) 9b) of the same Act, read with the contract of empl ent concluded

between the parties, requires the parties o conclude an cmnual per-for'mance agr'eemenf

The parties wish fo ensure that they are clear abou‘r ’rhe goals’

achieved, and secure the commitment of the emp

to a set of actions that will secure Local Qovernme -Policy. Objectives.

PURPOSE OF THIS AGREEMENT |

The parties agree that Th:esfﬁu:'r'pos'elof T'his Agreement is to:

o Comply with ‘rhe::"pr'owst s of sec‘rlon 57 (10 (b), (4A), (4B) and (B) of the Act as
well as the emplo men'r onTracT entered into between the parties;

and ‘rar'geTS defined and agreed with the employee and to
‘ 1o the employee the municipal expectations of the employee's
erformance arid accountabilities in alignment with the 2013/2014 Integrated
evelopmen‘r Plcm . 2013/2014 Service Delivery Budget Implementation Plan and the
' 2013/2014 Mummpal Budget;
o Specify the accountabilities as set out in the Performance Plan, which forms an
ann

re to the performance agreement.

* Monitor and measure performance against set targeted outputs;

* Use the performance agreement as a barometer assess employee performance

* Inthe event of outstanding performance, to appreciately reward performance

* Give effect to the municipal commitment to a performance oriented relationship
with its employee in attaining equitable and improved service delivery.
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e _repor"hng o:the Municipal Manager,




COMMENCEMENT AND DURATION

PERFORMANCE OBJECTIVES.

.;_?%r‘fo’r%qnce Ihai;;g;afors, Target dates and weightings; —
The Keyxsz‘jgcti_i}'és describes the main task that needs to be done. The key
“Performance Indicators provide the details of the evidence that must be provided

This Agreement will commence on the 1 July 2013 and will remain in force until 30
June 2014. 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 parties will review the provisions of this Agreement during June each year. The
parties wili 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; Sy

This Agreement will terminate on the termination of the empfq_ywéfs”cg_qﬁ'"cic of
employment for any reason as may be agreed betweph thé: parties;: %

The content of this Agreement may be revised at any time d

4 | | 'ngh.__lje above- -
mention period to determine the applicability of the matters agreed upon; -
If at any time during the validity of this Agreement the 'ﬁ?:érlg environment alters

(whether as a result of government or \couﬁ;c‘i:{':r*esglﬂl.:rrion/dec\'i:sions or otherwise) to

the extent that the contents of this. Agree‘mer'f‘i‘i;gréﬂnﬁ*‘Igbnger' appropriate, the

contents shall immediately be revised and aligned. - .

The Performance Plan (Annexure “A") sets out: .
The performangg‘dﬁjecfives an ‘rarQé%s that must be met by the employee: and
The time frames withir
met; e, B
The ,p:eﬁ%nmaﬁcg_Vc‘)'b‘je‘:bi‘r;‘iyes and targets reflected in Annexure "A” are set by the
Mayqu" in confs\tilf_af‘i*on with the employee, and including Key Objectives, Key

in'which those performance objectives and targets must be

’rc;':'sh__qw Thcn‘ a Key Objective has been achieved. The target date describes the
timeframe in which the work must be achieved. The weightings show the relative
importance of the Key Objective to each other: .

The employee's performance will. In addition be measured in terms of contributions
to the set goal and strategies as in the 2013/2014 IDP:
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PERFORMANCE MANAGEMENT SYSTEM

The employee agrees to participate in the Performance Management System that
the municipality will adopt (before the end October 2013) and introduced for
Masilonyana Local Municipality, o manage municipal staff.

The employee accepts that the purpose of Performance Management System is to
provide a comprehensive system with specific performance standards to assist the
municipality, management and municipal staff o perform to the. ks‘randards
required;

The Municipal Manqger will consuif the employee about the’ spec:!_f c perfor'mance

The employee undertake to achvely focus ‘rowar'ds fhe promoﬂon and
mplemenfahon of the KPA s (including specml prOJecTs relevan’r 1o the employee's

consist of two components, both of whlch ar n_,‘rai"ﬁéd-'in the Performance
Agreement; b ‘
The employee will be assessed agams th components, with a weighting of 80:20
allocated to the Key Per‘formance Areas’ (KPA s) and the Core Management
Competencies (CMC's r'espe,cflvely

Each area of assessmem‘

be: welgh‘red and will contribute a specific par"r to the
total score; :

he mam ar'eas of work will account for 80% and CMC's 20% of the
final assessmen‘r '“****?;‘ :

The: employees assessmenT will be based on his performance in terms of the
tputs/ outcomes specnfled in the Attached Performance Plan




" EVALUATING PERFORMANCE

The Performance plan set out:

* The standard and procedures for evaluating the employee's performance and;

+ The intervals for the evaluation of the employee’s performance

¢ The municipal council may review the employee's performance at any stage while the
contract of employment remains in force. Only if council is dissatisfied with the
outcomes of the evaluation panel, council can then appoint an mdependen'r body to
review the employee's performance; ; -

* Personal growth and development needs identified during any perfor'mance
discussion must be documented and’ where possuble achon agr
implementation must occur within a set time fr‘ames _

* The employee’s performance will be measured: in ‘terms. of con’rrlbuhons to the goals
and strategies set out in the 2013/2014 Munlcapal IDP

The Annual Performance Appraisal will mvolv«a.

* Anassessment of achievements of resulfs as ou’rhned in ‘rhe Performance Plan

» Each KPA will be assessed accordmg ’ro the ex’remL to which specified standards or
performance indicators have been met and with due regard to ad hoc tasks that
had to be performediunder 'rhchL =

* Anindicative ratingon the five point scormg mechanism be provided for each KPA;

¢ The appllcable assess' e n‘r rating caleulator will then be used to add the scores and
calculate a:fi PA: score

ASSESSMENT OF T' E CMSs

.--chh CMC wuil be assessad according to the extent to which the specified standard

“An indicative rating on the five point scale should be provided for each CMC:;

raTnng will be multiplied by the weighting given to each CMC to provide a score;
¢+ The appllcable assessment calculator will be used to add the scores and calculate
the final CMC score;

OVERALL RATING

* Anoverdll rating will be calculated using the applicable assessment rating

calculator. Such overall rating represents the outcome of the performance
appraisal;

~
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* For the purposes of evaluating the annual performance of the employee, an
evaluation panel shall be constituted by the Municipal Manager.

SCHEDULE FOR PERFORMANCE REVIEWS

The performance of the employee shall be reviewed within the time frames
specified in the Performance Plan;

The municipality shall keep a record of the review and assessment meetings;
Performance Feedback shall be based oh the Municipal Assessme
employee's performance;
The municipali’ry will be enTiﬂed to review and make reason

employee will be fully consuh‘ed before any such che_ ges is’ made-;
The munlupain“ry may amend the provisions of the per'formance pih_

employee will be fully consulted before cn'ywsuch < anges cah'be effected;

OBLIGATION OF MASILONYANA LOCAL MUNICIPALITY g

The Municipality shall:

Create an enabling enwr’onmem‘ to fac:il’rafe effec‘r performance by the Corporate
Services Director;::

Provide access to SkI”S developmenT and capacity building opportunities

Work collecTiver Wlﬂ’l the employee to solve problems and generate solutions to
common pr‘oblems ‘rha‘r may impact on the performance of the employee;

On reques‘r of the empioyee delegate such powers reasonably as may be requested
by the employee to nable him to met the performance objectives and targets

e es‘rabllshed in terms of this agreement;
~Make avculabl
4r‘equur‘e fr'om ime to time to assist him to met the performance objectives and

5"5'1'he employee such resources as the employee may reasonable

Tar-ge‘rs esfablushed in terms of this agreement;
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CONSULTATION

o€~
Signed at .. T @ I | 11 dqy"O of
L T

As withesses

L ..

Signed at ..

......ﬂ:.&J 2013

As withesses

The Corporm‘ er'wces Manager

!WD L27H



PERFORMANCE PLAN

JOB TITLE: CORPORATE SERVICES MANAGER

MASILONYANA LOCAL MUNICIPALITY

This plan defines the Council's expectations of the Corporate Services Manager' in

accordance with Managers performance agreement, to which this documenT is attached.
Section 57 (5) of the Local Government: Municipal Systems Act which pr'owdes that key
objectives and targets must be based on the Key Performanc IndlcaTor's set outfrio
time to time as the municipal council reviews the Integrated Deve!opmem‘ Plan. Thls
Performance Plan must, in terms of the Municipal Per‘for'rﬁance, Regula‘rlons also include

time frames and weightings.

There are six parts to this Plan:

1. Key Performance areas (KPA's) 5chedule de‘rallmg key ObJCC‘I‘IVES and their related
Performance Indicaters, Weaghhngs an: TargeT Dates

Slgned > iy d .. and accepted by the Municipal Mcmager on behalf of
Masﬂop*fana Councnl




KEY PERFORMANCE AREA (KPA) SCHEDULE
CORPORATE SERVICES MANAGER
2013 - 2014
MASILONYANA LOCAL MUNICIPALITY

This KPA Schedule sets Key Performance Objectives which must be achieved, time
frames, as well as the Key Performance Targets (Standards) which wﬂf be used to
measure whether or not the Community & Social Services Dlrec*or' has adequaTely
performed her functions. =

POSITION PURPOSE

To lead, direct and take full responsibility for 'I'h'eCor'pc;r'cvr= Ser'\vi:égsi'Depar'TmenT of
Masilonyana Local Municipality, including Overall Dépﬁrﬁrmenf _:_Manaéemen’r &
Development Function, Human Resource__Mnnager(hén‘r Fﬁhcﬁon Labour Relations
Management Function, Municipal Skills ‘

velopmen'} Func’rlon Council Administration

Support Function, Municipal Admmls‘rr'ahon & Commumcahon Function, Municipal

Records Management Function;]
Management Function, Depar"rmenmf_F leet & Asse
Departmental Fleet & Assets Manag""'men‘r Function .

: ""ion Departmental Project

Repair & Maintenance Function,

(W

S
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KEY PERFORMANCE AREA'S (KPS's) SCHEDULE

KEY
PERFORMANCE
AREA

IDP
OBJECTIVE

BASELINE

PERFORMANCE
INDICATOR

ANNUAL TARGET & TARGET

DATE

{1} Human
Resource
Management

HR
Management

70%

Enhance Current

HR Management

100
%

Ql

Review HR Policies

aunch Employee

Wellness Program

| Devel

Review

4 Obéﬁ&ﬂonal HR

“Procedure

®

Conduct Work
Study

Conduct Skills
Audit &
Qualification
Verification

Q3

Review HR
Strategy

Q4

Clean & Update HR
Data (Personnel
Files)

L

Compile Annual HR
Management Report

(2} Employment
Equity

En

Purity
Within HR

60%

Address All
Disparity

100
%

Q1

Develop
Employment Equity
Plan

Identify All
Disparity

>

\__«._;\\
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Q2 | Submit Equity i
Report Te The
Minister

Q3 | Compile Mid-Year
Assessment Report
on EE

) Compile Annual
'Ré_gg_gr’r on EE

Administrative
~Support to Council

(3) Administrative 60% Enhance Current 100
Support Administration A
Support

(8

| & Management

Archive Council
Resolutions

Monitor Progress
On Implementation
Of Council
Resolutions & Table
A Report To Each
Council &
Management
Setting

Provide

Administrative
Support To Council
Committees
(section 78,79
committees)

Q2 | Improve Data —f
Capture & Archiving

(Records J
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Mahagement)

Q3 | Assess Provision of
Secretarial
Services To Council
& Table A Report
To Management

-Procure Automated
Documents

| Solution

.  ‘Compile Annual

Report Admin

- Support
(4} Heaith & Municipal 50% Ehéure Safety of |100 | Q1 | Develop
Safety Health & - ' Mummpa]Offlcmi % Occupational
Safety . : Heaith & Safety
Plan

Ensure Effective
Functioning Safety
Commitiee

Q2 | Run Occupational
Safety Awareness
Campaigns »

Q3 | Run Occupational
Safety Awareness

Campaigns

Procure &
Distribute
Protective Clothing

Q4 | Compile
Occupational

wp ()
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Safety Annual

Report
(5) Labour 50% Improve Labour 100 | Q1 | Appoint Labour
Relations -~ | Relations % Relations Officer

Q2 | Ensure Effective
.| Functioning of LLF
:& Labour Relation
Offlce

3 | Reduceilitigation
| cases by 20%

Compile Annual -

Report on Labour
Relations

(&) skill s .| Develop 50% Eﬁhqn_c:_g_‘.qur'réh‘r 1100 | Q1 | Identify Skills gaps
Development | Municipal " _
Skills

Municipal Skills =~ | %
W Q2 | Monitor

Implementation of
WPSDP

Q3 | Compile Mid-Year
Progress Report on
WPSDP

Q4 | Review & Develop
WPSDP

Compile Annual
Report on WPSDP

(7)) Municipd! 55% Safeguard 100 | Q1 | Compile Municipal
Policies ‘ Municipal Policies | % Policy Manual
Q2 | Archive All

Municipal Policies
For Easy Access &

70
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Ensure
TImplementation
Of Policies

Refrieval

Q3

Compile Mid-Year
Report On Policy
Implementation &
Gaps

Monitor & Report
-Policy

Imiplementation

" | (8) Fleet
| Management

Manage
Municipal
Fleet

50%

Enhance current
Municipal Flee
Management

5iiGog_'_np_i'l'é*FIee‘r

; :Management Plan

414'1 .| Q2

Appoint Fleet
Manager

Q3

Assessment Report
on Fleet
management

Q4

Compile Annual
Report on Fleet
management

(%) Project
Management

Projects:.

| Management |

[ 40%

Enhance Current
Project
Management
Capacity

100 | Q1
%

Compile Project
Management
Analysis Report

Q2

Compile First
Quarter Report

Q3

Compile Mid-Year
Report

Q4

Compi!é Annual
Dept Project
Management Annual
Report
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{10} Budget
Control

Expenditure
Management

50%

Reduce Current
Overtime Payment
by 5%

100
%o

Q1

Compile Quarterly
Expenditure Report

Q2

Compile Quarterly
Expenditure Report

Q3

Compile Quarterly

| Expenditure Report

@]

'-“'-Ggmpi le Annual

:?‘3 &E;ﬁggdij:gpe Report

(11} Improve

Departmenta!
#haragement &
Excellent

50%

Services

Departmerit:

100 T

ScanDept
Environment &

‘Compile Analysis

Report

Q2

Facilitate monthly
Staff Meetings

Q3

Compile Mid-Year
Report

Q4

Compile Dept
Management Annual
Report

/)

e
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CORE COMPETANCE REQUIREMENTS (CCR) SCHEDULE

This CCR Schedule measures the Managerial and Occupational Competencies of the
Corporate Services Manager. The Core Managerial and Occupational Competencies must
be selected from the list set out below and agreed upon between the employer and the
employee, with due regards to the proficiency level agreed to.

CORE COMPETENCY REQUIREMENTS (CCR) SCHEDULE

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYE§$ ]
CORE COMPETENCY REQUIREMENTS (CCR) |
Strategic Capability and Leadershi p
Programme and Project Managemen
Financial Management 1%
Change Management 1%
Problem Solving and :Aﬁc_dysisf_\_. £ 2%
People ManagemenfandEmPOWermenT 2%
. 2%
Ho<m=as%/_and InTegr'l‘ry : 1% :
- Tofal Percentage 12% I | j

a




CORE OCCUPATIONAL COMPETENCIES (COC) SCHEDULE

CORE OCCUPATIONAL COMPETENCIES (COC) FOR EMPLOYEES

CORE OCCUPATIONAL COMPETENCIES
REQUIREMENTS (CCR)

WEGHT
%

DEC
JUNE

SCORE

Competence in Self-Management

1%

Interpretation of and implementation within the
legislative and nationdl policy frameworks

1%

Knowledge of Performance Management and
Reporting '

N ’ 1%‘?5}:;.

Competence in policy conceptualization, analys:f:s;&ﬂa 1.1

and implementation

1%

Skills in Mediation

Skills in Governance 1%
Competence as r'equir""e:'.c‘:{: ‘by o’rh:érjgipc;‘r‘i " 1%
sector departments. . =

Exceptional anddynamlcc ' vity to improve the | 1%

' g:::of T‘hé‘-muhla

Total Percentage

8%

/!

Vb
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PERFORMANCE REVIEW PROCEDURE

The performance of the Section 57 Managers must be reviewed on the followi hg
dates, with the understanding that the reviews in the first and third quarter may
be verbal if the performance is satisfactory:

First Quarter Review at ending September 13
Second Quarter Review ending December 2013 (Mid-Year Review)
Third Quarter Review ending March 14
Second fourth Review at end of June 2014 (Annual Review)

- An Evaluation Panel comprising of the following persons must be esfthshedfor the

purpose of evaluating the annual performance of___§§i:"fioﬁ:i'BZ__g_Mdhqg;grs(i.éf managers
reporting directly to the Municipal Manager): -

i) Municipal Manager; ;
i) Chairperson of the perforr’ﬁrﬁig@';g/_‘infe{;nal atdit committee or the
Chairperson of the audif commiittee; in the absence of a performance
audit committee; ‘ .
it} Member of 'rhg,;;riﬁtl‘nfgi_p_al--\cqunci I o\r';x-ecuﬂve committee member;
iv)  Municipal Maﬁ@ggr‘ fI‘3%"40!’1&6"15}16‘{2.?#‘:\;%?1iCipall"l‘y
The Municipal Manager must solrce the external secretarial services or use the HR
Manager to the evqlu;;c:i:i‘ion panel :

'_ci'r.i::c‘m 57 Managers' performance at the end of the first
esTer‘ri}gju"s“'?r be undertaken by the Municipal Manager in consultation
ant Section 57 manager.

with the rels

. No‘ru\{::g'::f'hé'fan_d;i:ng f'th_e‘i ntervals for reviewing the Managers' performance mentioned

in p&?hgraph i’@bp\)é‘j*‘fhg employer may in addition review the Managers'’ &
‘ﬁ'er'for:ﬁjg_gnce at any stage while the performance contract remains in force. o
The onu;i\s’op_f;;r'ﬁé Section 57 Manager to provide proof that he/she has met the

‘i?é)‘(\_perfoﬁ'mance targets and standards, within the set time frames.
. The Municipal Manager and the Director to meet to conduct a formal performance

rating and agree to the final scores. I't may be necessary to have Two meetings
before final agreement. In the event of a dis-agreemepf, the municipal manager has
the final say with regard to the final score that is given and the Director is free to
explore external dispute resolution mechanism if need be,

- Deadline dates that have been met should be marked alongside with a /.
. Deadline dates that have hot been met should be marked alongside with a X.

R




9. Performance Indicator that has been supplied as evidence of achieving an objective
should be marked alongside with a /.

10. Performance Indicator that has not been supplied as evidence of achieving an
objective should be marked alongside with a X.

11. The Municipal Manager must mark his own notes during a formal review meeting and
must assignh a score in relation to the weighting assigned to a specific objective e.g.
Should a specific objective have been assigned an amount of 5 points and the
objective have been achieved then the score allocated will be fIV.=.=.L_=:(5) However,

should the objective have not been achieved at all or no sahsfacfdry
provided then the score of zero (0) will be allocated? Should only a.po
evidence have been provided, or only a portion of the obJechve have been achleved
with no valid reason for poor achievement, then ap ‘"r'T score wnll be allocated e. g.

3/5.It should be noted that many performance. mdka‘rors do no’r allow for' a partial
score for i.e. it either has or has not been achleved '

12. The scoring must be recorded on The KPA Schedule and ‘rhe CCR Schedule in the
relevant score columns. : £

13. Only those items relevant for ’rhe revzew per‘tod in queshon must be scored.
14. A Personal Developmenf Plan 'PDP) for‘ addr‘essmg developmental gaps in the

employee’s performance and capac:’ry m 51': it be completed by the Municipal

Manager in consultation wn‘h then. relev Section 57 Manager.

15. A poor work per'for’m:wnce will be dealT WE‘H’I in accordance with schedule 8 (eight) of
the ' e ‘
Labour Rela‘hons Acf sper:iflcai ly deallng with poor work performance and

incapacity.

16. The Mumcrp’ Manager‘ musf compiete a Control Sheet (Record of Assessment
Mee’rmgs) provnded in this Performance Plan.

7 the Annual Performance Review with the panel as set out in

‘.paragraph 'rwo bove the same scoring procedure wili be used and the members of
fhe panel will ‘rhen provide input on their proposed score for each Key Objective.
However the panel should aim at reaching consensus.

18. The score awarded on the KPA Schedule and the CCR Schedule will then be
transferred to the consolidated score card and the total score for each Section 57
manager will then be calculated in accordance with regulation 27 of the Municipal
Performance Regulations promulgated under Government Notice R805 dated 01
August 2006.Using regulation 22 it will then be determined whether or not the
employee is entitled to a Performance Bonus and if so the amount of the bonus.

(4 b
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19. Any dispute concerning the Performance Manaegement Processes or Outcomes will

be dealt with in terms of Regulation 33 of the Municipal Performance

Management
Regulations, |

20.The content of a Performance Agreement must be made available to the publiic by

the Municipal Manager in accordance with the Municipal Finance Management Act
2003 and Section 46 of the Municipal Systems Act.

D
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CONSOLIDATED SCORE CARD

ASSESSMENT RATING CALCULATOR

Evaluation Cycle :01 July 2013 TO 30 June 2014

Name of the Section 57 Manager: MP. oo

Title: CORPORATE SERVICES MANAGER

KPA WEIGHT RATING SCORE CCR “WEIGHT. | RATING | SCORE

1

10 -

1 -




ASSESSMENT RATING CALCULATOR

100% 100%

KPA weight 80% CCR weight 20%
KPA score CCR score

Final score




PERSONAL DEVELOPMENT PLAN

(To be used for addressing Performance gaps)

- J ’ { F-?’ i L ey B W
Manager's Namem_aﬁb)/’}’/fgﬁ/ Date "OF{L{(\}JI CJ 2oty

Job Title: Corporatel Services Manager

Skills / Outcomes Suggested Comments
Performance expected activity (e.g. :
Gap(identified training,
at Performance counseling,
Evaluation) additional
resources etc.)

1_Municipal Knowledge of Municipalities |
Finance Municipal Finance ‘
Management Finance Training .

Management Project.




