PERFORMANCE AGREEMENT

AS REPRESENTED BY THE MUNICIPAL félANAGER

MR V.C. MAKEDAMA

{Herein after referred to as Empl(;.'ﬁ;}yer)

AND

DIRECTOR: INFRASTRUCTURE DEVELOPMENT AND HUMAN SETTLEMENTS

MR DABULA NJILO

(Herein after referred to as Emplc-éyee)

FOR THE FINANCIAL YEAR:

01 JULY 2021~ 30 JUNE 2022

=



1.

INTRGDUCTION

1.1

1.2

13

1.4

1.5

1.6

The Employer has :ntered a contract of employment with the Employee in terms of
Section 57(1){a) o the Local Government Municipal Systems Act, 32 of 2000 (The
Systems Act) as ar?i:j;ended. The Employer and Employee are hereinafter referred as
“the Parties”.

Section 57(1)(b) ofgfi‘:he Systems Act, read with the contract of employment concluded
between the par{ﬁ};es, requires the Parties to conclude an annual performance
agreement. The p ies hereby agree to have this contract developed in terms of the
Local Govemmenﬁ?;Performance Regulations for Municipal Managers and Managers
directly accountab;_: to the Municipal Managers.

The Parties wish tJ ensure that they are clear about the goals to be achieved and
secure the commit;inent of the Employee to a set of outcomes that will promote Local
Government goals

The parties wish tcﬁ%_ensure there is compliance with Section 57(4}(b) and 57(5) of the
Systems Act. f'
This performanceE
Human Settlemen
2020/2021 financi
is based on the |

hgreement is between Director: Infrastructure Development and
and Municipal Manager. The performance agreement is for the
year only. The expected performance reflected in this agreement
egrated Development Plan for 2120/2022 and the 2021/2022
Budget Implementation Plan and annual budget which have been
ing documents of Emalahieni Municipality and therefore, shall be
the basis of the pe formance assessment.

In this Agreement ' he following terms will have the meaning ascribed thereto:

1.6.1

1.6.2
1.6.3

1.6.4

this "Agreeme‘;ﬁt" — means the performance agreement between the Employer
and the Emplc/ee and the Annexures thereto.

the “Employer,| means Emalahleni Local Municipality.

the ”EmpIOVee? means the Municipal Manager appointed in terms of Section 82
of the MUI’IIC1}: al Structures Act.

the “Parties” E‘__ ean the Employer and Employee.

PURPOSE OF THIS AGREEN ENT

2.1

2.2
2.3
2.4
2.5

2.6

To specify c;bjec'ci\"= s and targets established for the Employee and to communicate
Employer’s expectations of the Employee’s performance targets

To specify account. bllltles set out in the Performance Plan (Annexure A}

To monitor and mi asure performance against set targeted outputs and outcomes.
To establish a tran: parent and accountable working relationship.

To appropriately ;reward the Employee in accordance with Section 11 of this
Agreement,

To give effect t i the Employer’'s commitment to a performance orientated
relationship with tge Employee in attaining improved service delivery



COMMENCEMENT AND DURATION

3.1
2021 whereafter a new Performance Agreemen:
Parties for the new financial year or any portion th

3.2 The Parties will conclude a new Performance Agre¢
at least once a year by not later than 31 July of t}_'

3.3 This Agreement will terminate on the terminati}.a_
employment for any reason; and

3.4 The content of this Agreement may be re
abovementioned period to determine the cur
previously agreed upon. :

PERFORMANCE OBJECTIVES

4.1 The Performance Plan sets out:

4.2

4.3

4.4

4.2.3 target dates that describe the timeframe in u':

This Agreement will commence on 01 July 2021 ar;“;_j will remain in force until 30 June

4.1.1 the performance objectives and targets that n
4.1.2 the time frames within which those performa

met.

regarded as critical to the position held by the
The performance objectives and targets reflectec
by the Employer in consultation with the Empi(
Development Plan, Service Delivery and Budget In
of the Employer and shall include:

4.2.1 key objectives that describe the main tasks th)
4.2.2 key performance indicators that provide de:

provided to show that a key objective has be¢

and

4.2.4 weightings showing the relative importance ¢
The Personal Development Plan {Annexure C)

development requirements in line with the obj tives and targets of the Employer;

and

contributions to the goals and strategies set

Development Plan.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

The Employee agrees to participate in the perfor
Employer adopted for the Employees of the Em
The Employee accepts that the purpose of the pe.

the employees and service providers to perform 1

The Employee’s performance will, in additiorﬁ?;ﬁ

shall be concluded between the
areof,

ment that replaces this Agreement
2 succeeding financial year.

n of the Employee’s contract of

nsed at any time during the
ent applicability of the matters

fust be met by the Employee.
1ce objectives and targets must be

4.1.3 the core competency requirements (Annexgi:_:re B) as the management skills

Employee.

and targets in Annexure A are set
yee and based on the integrated
piementation Plan and the Budget

t need to be done.
;ails of the evidence that must be
q achieved.

nich the targets must be achieved;

Jthe key objectives to each other.
‘ets out the Employee’s personal

he measured in terms of the
hut in the Employer’s Integrated

'fance management system that the

formance management system will

be to provide a comprehensive system with spec}fic performance standards to assist

3 the standards required.

M

N



5.3

5.4

5.5

5.6

5.7

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

The Employee un( ertakes to actively focus on the promotion and implementation of
the Key Performznce Areas (including special projects relevant to the Employee’s
responsibilities) w thin the Local Government framework.

The criteria upon which the performance of the Employee shall be assessed shall
consist of the twc (2) components, Operational Performance and Core Competency
Requirements (CRs), both of which shall be contained in the Performance

Agreement.
The Employee’s ssessment will be based on his performance in terms of the

outputs/outcome (performance indicators) identified as per attached Performance
Plan, which are lit ked to the KPAs and will constitute 80% of the overall assessment
result as per the v eightings agreed to between the Employer and the Employee:

1 Basic Se vice Delivery and Infrastructure 60
2 Local Ec snomic Development 10
3. Municig al Transformation and Institutional | 10
Develog nent |
Good G vernance and Public Participation ‘I 10
5 Municig al Financial Viability and Management 10

T R D

The CCRs will mak 2 up the other 20% of the Employee’s assessment score. CCRs that
are deemed to be most critical for the Employee’s specific job are reflected in the list
below as agreed t » between the Employer and Employee:

1 Strategii Capability and Leadership 10
2 Prograrm me and Project Management 10
3 Financie Management 10
4 Change Janagement 10
5 Knowlec ge Management 10
6 Service Jelivery Innovation (SDI) 10
7 Problem Solving and Analysis 5

8 People ¢ nd Diversity Management 10
9 Client O ientation and Customer Focus 10
10 Commui ication 10
11 Account ibility and Ethical Conduct [




6. PERFORMANCE ASSESSMENT

6.1 The Performance Plan (Annexure A) to this Agreen’:'i;

6.1.1 the standards and procedures for evaluating t
6.1.2 the intervals for evaluation of the Employee’s

6.2 Despite the establishment of agreed intervals for;f=

e Employee’s performance; and
erformance
ayaluation, the Employer may, in

addition, review the Employee’s performance at}; any stage while the contract of

employment remains in force;

6.3 Personal growth and development needs |denttf|e

discussion must be documented in a Personal Dev

agreed to and implementation must take place wit

6.4 The Employee’s performance will be measured in 1

and strategies set out in the Employer's Integ
described in 6.6 — 6.12 below:
6.5 The Employee will submit quarterly perfo

comprehensive annual performance report at}

performance assessment meetings to the E
distribution to the panel members for preparatio
6.6 Assessment of the achievement of results as outl

6.6.1 each KPI or group of KPIs shall be assessed a
specified standards or performance targets h:
to ad-hoc tasks that had to be performed und

6.6.2 A rating on the five-point scale shall be pro
which will then be multiplied by the weightin

6.6.3 The Employee will submit her self-evaluation i
assessment;

6.6.4 Intheinstance where the Employee could no
control of the Employer and Employee, the K

evaluation. The Employee should provide sus

and

6.6.5 An overall score will be calculated based on,
calculated above, ;

6.7 Assessment of the CCRs

6.7.1 Each CCR shall be assessed according to t!
standards for the required proficiency level hc
6.7.2 A rating on the five-point scale shall be provic:
multiplied by the weighting to calculate the fii

:1 during any performance review
opment Plan as well as the actions
1in set timeframes;

arms of contributions to the goals
ited Development Plan (IDP) as

1ance reports (SDBIP}) and a
least one week prior to the
sluation Panel Chairperson for
DUrposes;

2d in the performance plan:

ording to the extent to which the
ve been met and with due regard

‘1 the KPI;

;ied for each KPI or group of KPls
to calculate the final score;

> the Employer prior to the formal

ierform due to reasons outside the

ill not be considered during the
icient evidence in such instances;

;the total of the individual scores

e extent to which the specified
ve been met;
ad for each CCR which will then be

.al score;

6.7.3 FEach CCR will be assessed in terms of the defl

jltions provided {Annexure B) on a

360 degree basis during the mid-year and y
final score awarded by the Evaluation Com
Employee’s peers and managers reporting to

6.7.4 An overall score will be calculated based or

calculated above;

"‘gr—end reviews and will inform the

ttee. 360 degree means that the
ier will assess her CCRs; and
he total of the individual scores




6.8 Overall Rating
6.8.1 An overall ra ing is calculated by adding the overall scores as calculated in 6.6.5
and 6.7.4 abc ve; and
6.8.2 Such overall | ating represents the outcome of the performance appraisal

6.9 The assessment « f the performance of the Employee will be based on the following
rating scale for Kl Is and CCRs.

5 Outsta iding Performance far exceeds the standard expected of
perforiiance an Employee at this level. The appraisal indicates
that the Employee has achieved above fully
effective results against all performance criteria
and indicators as specified in the PA and
Performance Plan and maintained this in all areas
of responsibility throughout the year

4 Perforriance Performance is significantly higher than the
signific intly above | standard expected in the job. The appraisal
expect tion indicates that the Employee has achieved above

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

3 Fully el ‘ective Performance fully meets the standards expected in
all areas of the job. The appraisal indicates that the
Employee has fully achieved effective results
against all significant performance criteria and
indicators as specified in the PA and Performance
Plan

2 Not ful ; effective Performance is below the standard required for the
job in key areas. Performance meets some of the
standards expected for the job. The
review/assessment indicates that the employee
has achieved below fully effective results against
more than half the key performance criteria and
indicators as specified in the PA and Performance

Plan.
1 Unacce stable Performance does not meet the standard expected
perforriance for the job. The review/assessment indicates that

the employee has achieved below fully effective
results against almost all of the performance
criteria and indicators as specified in the PA and
Performance Plan. The Employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite management effort to encourage

improvement

o



6.10 For purposes of evaluating the performance of th: Employee for the mid-year and
year-end reviews, an Evaluation Panel constitutec of the following persons will be
established:

6.10.1 Municipal Manager of Emalahleni Municipality
6.10.2 Municipal Manager from another municipality
6.10.3 Audit Committee member (Chairperson)
6.10.4 Member of the Executive Committee

6.11 The assessment panel will evaluate the performanc 2 of the Employee as at the end of
the second (2nd) and fourth(4th) quarters; and

6.12 The Municipal Manager will give performance feei back to the Employee within five
(5) working days after each quarterly and annual a: sessment meetings

7. SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of the Employee in relation to hi performance agreement shall be

reviewed on the following dates with the understi nding that the reviews in the first
and third quarters be verbal and performance mu t be satisfactory with Portfolio of

Evidence:
1 July — September: Qrt 1 Jctober 2021
2 October —December: Qrt 2 anuary 2022
3 January — March Qrt 3 \pril 2022
4 April —June Qrt 4 (Year End) uly 2022

7.2 Formal assessment will require an employee to st bmit a report on achievements of
each target objective as indicated in the service d¢livery and budget implementation
plan with portfolio of evidence.

7:3 The Employer shall keep a record of the mid-year 21d year-end assessment meetings;

7.4 performance feedback shall be based on the Employer's assessment of the
Employee’s performance;

7.5 The Employer will be entitled to review and | vake reasonable changes to the
provisions of the Performance Plan from time to ime for operational reasons. The
Employee will be fully consulted before any such ¢range is made; and

7.6 The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, im| lemented and/or amended as the
case may be. In that case, the Employee will be fu y consulted before any changes to
this performance agreement to ensure effective il plementation of reviewed service
delivery and budget implementation plan where ct anges are made in terms of Section
54,

8. DEVELOPMENTAL REQUIREMENTS

AV



The Personal Developm{é{nt Plan (PDP} for addressing developmental gaps is attached as
Annexure C. Such plan rray be implemented and/or amended as the case may be after each
assessment. in that caség? the Employee will be fully consulted before any such changes or
plan is made.

9. OBLIGATIONS OF THE EM:?LOYER

9.1 The Employer shill-

9.1.1 create an eiffgabling environment to facilitate effective performance by the
Employee;

9.1.2 provide access to skills development and capacity building opportunities.

9.1.3  work collabol atively with the Employee to solve problems and generate solutions

oblems that my impact on the performance of the Employee.

9.1.4 ontherequei of the Employee, delegate such powers reasonably required by the

enable her to meet the performance objectives and targets

erms of this Agreement; and

to the Employee such resources as the Employee may reasonably

me to time assisting her to meet the performance objectives and

hed in terms of this Agreement

9.1.5 make availab
require from
targets estab

10. CONSULTATION

es to consult the Employee timeously where the exercising of its
mongst others-

10.1  The Employer ag.
powers will have

10.1.1 adirect effec%%f;on the performance of any of the Employee’s functions.

10.1.2 Commit the E mployee to implement or to give effect to a decision made by the
Emplover; an ]

10.1.3 A substantial:inancial effect on the Employer.

10.2  The Employer aglif:;ees to inform the Employee of the outcome of any decisions taken
pursuant to the;;exercise of powers contemplated in clause 12.1 as soon as is
practicable to enible the Empioyee to take any necessary action without delay.

11. REWARD

11.1  The evaluation ¢ the Employee’s performance will form the basis for indicating
outstanding perfc};s_'mance or correcting unacceptable performance.
112 The performancef""‘ onus will be rated as follows:

Performance ratii g: /‘)




0% - 45%

46% - 55%

56% - 65%

66% - 100%
101% and more

poor performance
average performance
fair performance

good performance
excellent performance
11.1 The Performance Bonus will be paid as follows:

A score of 130%-149% is awarded a performance
remuneration

14%
12MANAGEMENT OF EVALUATION OUTCOMES

T lonus ranging from 5%-9% of total

A score of 150% and above is awarded a perform mce bonus ranging from 10% and

12.5 Where the Employer is, any time during the Emﬁréﬁoyee's employment, not satisfied

with the Employee's performance with respectf

Agreement, the Employer will give notice to the E

programme, including any dates, for implementin;
12.7 Where there is a dispute or difference as to the pt

this Agreement, the Parties will confer with a
difference; and

12.8 In the case of unacceptable performance, the Em[

12.8.5 provide systematic remedial or developmentc

improve her performance; and

12.8.6 After appropriate performance counselling &
guidance and/or support as well as reast
performance, the Employer may consider 5%2{_

employment of the Employee on grounds of
her duties
13 DISPUTE RESOLUTION

13.11In the event that the Employee is dissatisfied \
Employer in terms of this Agreement, or where a¢

extent to which the Employee has achieved the
established in terms of this Agreement, the Emplé'_
days, meet with the Employer with a view to res;

record the outcome of the meeting in writing;

13.2 If the Parties cannot resolve the issues within ten:
arbitrator, acceptable to both parties, shail be apgﬁ

thirty (30) business days; and
13.3 In the event that the mediation process contemp!
of the contract of employment shall apply

14 GENERAL

12.6 The Employee will have the opportunity at the me:
measures being taken to ensure that his perform;.

to any matter dealt with in this
1ployee to attend a meeting;

iting to satisfy the Employer of the
nce becomes satisfactory and any
these measures;

rformance of the Employee under
;_.f{miew to resolving the dispute or

it

i

_oner shall-
support to assist the Employee to

ad having provided the necessary
nable time for improvement in
éps to terminate the contract of
infitness or incapacity to carry out

'}ith any decision or action of the
ispute or difference arises as to the
{erformance objectives and targets
yee may, within seven (7) business
slving the issue. The Employer will

[10) business days, an independent
ointed to resolve the matter within

:ated above fails, the relevant clause

p



The comterts (F this sgreement end the outceme of any review conducles inlerms oY
the Performal ce Plan may be mede availsble to the public by the Employer; ang
Nothing in this Agreement diminishes the obligations, duties or accountabilities of the
Employee in tirms of her contract of employment, or the effects of existing or hew
vegulations, ¢i culars, potictes, directives or other instrumenis.

.
THUS DONE AND SIGNED AT & A-OV ontHe ©! pavor J 4T g0m

AS WITNESSES

SIGNATURE () SIGNATURE

DIRECTER: INFRASTRUCTURE
DEVELOPMENT AND HUMAN SETTLEMENT

FOR AND ON BEHALF OF THE ZMALAHLENE MUNICIPALITY

THUS SIGNED AT _ CACHAHY ONTHE_©1 DpavOF_J4 2021

AS WITNESSES

o

SIGNATURE

SIGNATURE

MUNICIBAL MANAGER



| ANNEXURE A
PERFORMANCE PLAN; 2021/2022
DIRECTOR: INFRASTRUCTURE DEVELOPMENT AND HUMAN SETTLEMENTS
EMALAHLEN| MUNICIPALITY

This Plan defines the Council's expectations of the Director Infrastructure [-evelopment and Human Settlements
in accordance with the Performance Agreement to which this document is att ached. Section 57(5) of the Municipal
Systems Act and the Performance Regulations gazetted in Notice No 805§§'jrovides that performance objectives
and targets must be based on the Key Performance Indicators set outin thé-ﬁs_ﬁmunicipaﬁiy’s {DP and determined in
agreement with the Municipal Manager {(as representative of Council)

There are five (5) parts to this plan, which are:

1. A statement about the purpose of the position

2. Functional alignment of the individual performance scorecard to th : IDP

3. Scorecard detailing IDP goals (KPAs) and their related performé ice indicators, weightings and target
dates o

4, Core Competency Reguirements

5. Personal Development Plan

STATEMENT ON PURPOSE OF POSITION

To perform all the duties and functions of the Director. Infrastructure Dev lopment and Human Settlements as
required by the relevant legislation or reasonably stipulated by the Municip:l Manager, to be accountable for the
execution of all the resolutions of the Municipality, the coordination of all Fﬁje activities of the municipality, to be
accountable for the general supervision, control and efficiency of the [-E{irectorate of Director Infrastructure
Development and Human Settlements and to ensure compliance with all oi the key performance areas as set out
in the contract of employment between the Council, as represented by the. Municipal Manager and the Director:

Infrastructure Development and Human Settlements

PERFORMANCE REVIEW PROCEDURE

A performance review will be held on a quarterly basis with a formal perforrﬁ nce review in DecemberfJanuary and
in June/July after the end of the financial year with the understanding that 1 view in the first and third quarter may
be verbal if performance is satisfactory. .

The Municipal Manager may request input from agendas, minutes and “cu?f‘omers" cn the Director's performance
throughout the review period. This may be done through discussion or by ¢ :sking “customers” to complete a rating
form to submit to the Evaluation Panel for consideration. Customers are p :ople who are able to comment on the

Director's performance since they have worked closely with her on some ol'ﬁggail aspects of her job.

The Director: Infrastructure Development and Human Settlements shof-ifld prepare for quarterly performance
evaluation by providing a brief description of achigvements, includin_;:] reference to evidence, supporting
documentation {documents, reports andfor resolutions with dates of submig sion) in the relevant column in the KPA
scorecard below. Achievement should be reported on cumulatively

The Director: Infrastructure Development and Human Settlements will “Iiovide a rating for himself for the final
assessment against the agreed objectives in the column provided in the K*A Scorecard.

4o

)



The Director: Infrastructure Developr: ent and Human Settlement and the Evaluation Panel should meet to conduct
formal performance rating and agree on final score. It may be necessary to have two (2} meetings, that is, give
the Director: Infrastructure Developm :nt and Hurnan Settlement scores and allow her time to consider them before
final agreement. In the event of disag ,eement, the Evaluation Panel has the final say with regard to the final score
that is given.

The Evaluation Panel should providei;atings of the Director's performance against agreed objectives as a result of
portfolio of evidence and/or comment ; and input.

Inttially the scoring should be recordéiéj on the scorecard then transferred onto the consolidated score sheet.

Any reason for non-compliance shou 1 be recorded during the review session by keeping of minutes of the review
session, .

The assessment of the performanceof the Director: Infrastructure Development and Human Seftlement will be
based on the rafing scale for KPAs ax sef out in the Performance Agresment.

Only those items relevant for the revi]%:@lw period in question should be scored.

The assessment of the performance Jf the Director: Infrastructure Development and Human Settlements on the
applicable CCRs will be based on the rating scale as reflected in Section 4 of the Performance Plan.

The Municipal Manager and the Direc{.;or: Infrastructure Development and Hurnan Settlements should prepare and
agree on a Personal Development Plin for addressing developmental gaps.

The Municipal Manager and Director;f""lnfrastructure Development Human Settiements should set new objectives,
targets, performance indicators, weigi_ tings and dates for the following financial year.

Poor work performance will be dealt \|th in terms of Regulation 32 (3) of the Performance Regulations.

FUNCTIONAL ALIGNMENT OF THE INDIVIDUAL PERFORMANCE SCORECARD TO THE IDP

The [DP of the Emalahleni Local Mu 1|C|pallty for the 2021/2022 financial year is aligned to the prescribed Key
Performance Areas:

Good Governance & Public '_‘farticipation
Basic Service Delivery
Local Economic Developme: t
Institutional Development ar.| Transformation
Financial Viability and Mana ement

or R

All Directorates within the organisatiog?are accountable for the successful fulfitment of the IDP specific programmes
listed under each of the above KPAs.:

A

O
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