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1. INTRODUCTION

1.1 The Employer has entered into a con of employment with the
Employee in terms of Section 57(1)(@) of the Local Government
Municipal Systems Act, 32 of 2000 (The Sy items Act) as amended. The
Employer and Employee are hereinafter re erred as “the Parties”.

1.2  Section 57(1)(b) of the Systems Act, read with the contract of
employment concluded between the p s, requires the Parties to
conclude an annual performance agreem The parties hereby agree
to have this contract developed in term; of the Local Government
Performance Regulations for Municipal Ma}. aagers and Managers directly
accountable to the Municipal Managers.

1.3 The Parties wish to ensure that they are.
achieved and secure the commitment
outcomes that will promote Local Govern

1.4  The parties wish to ensure there is compl
57(5) of the Systems Act.

1.5 This performance agreement is betwee
Municipal Manager. The performance a
financial year only. The expected p
agreement is based on the Integrated D
and the 2021/2022 Service Delivery an
and annual budget which have been adopt
of Emalahleni Municipality and thereforé
performance assessment.

1.6  In this Agreement the following terms wii
thereto: |

1.6.1 this “Agreement” — means the perfor
Employer and the Employee and the

1.6.2 the “Employer” means Emalahleni Lo

1.6.3 the “Employee” means the Municipal
Section 82 of the Municipal Structure

1.6.4 the “Parties” mean the Employer and E mployee.

ear about the goals to be
he Employee to a set of
t goals.

e with Section 57(4)(b) and

hief Financial Officer and
ment is for the 2021/2022
rmance reflected in this
opment Plan for 2021/2022
udget Implementation Plan
as the working documents
shall be the basis of the

ave the meaning ascribed

ce agreement between the
exures thereto.
Municipality.

nager appointed in terms of

2. PURPOSE OF THIS AGREEMENT

d for the Employee and to
yer's expectations of the
tabilities.

rformance Plan (Annexure

21 To specify objectives and targets establ
communicate to the Employee the E
Employee’s performance targets and ac

2.2 To specify accountabilities set out in th
A)

2.3  To monitor and measure performance a
outcomes. i

2.4 To establish a transparent and accountab!z working relationship.

2.5 To appropriately reward the Employee in <<ccordance with Section 11 of
this Agreement. -

st set targeted outputs and




2.6

. COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

To give effect to the Employer’s commltmer t to a performance orientated
relationship with the Employee in attalnlng improved service delivery

This Agreement will commence on 01 July. 2021 and will remain in force
until 30 June 2022 where after a new Perf srmance Agreement shall be
concluded between the Parties for the nev! financial year or any portion
thereof. !

The Parties will conclude a new Performa 1ce Agreement that replaces
this Agreement at least once a year by rot later than 315t July of the

succeeding financial year.

This Agreement will terminate on the te’

contract of employment for any reason;
The content of this Agreement may be

abovementioned period to determine the

matters previously agreed upon.

Annexure A are set by the Employer in ¢t
and based on the integrated Developme
Budget Implementation Plan and the Bud
include:

4.2.1 key objectives that describe the mcg

4.2.2 key performance indicators that p:
that must be provided to show tr
achieved.

4.2.3 target dates that describe the tlmEfl
be achieved; and

4.2.4 weightings showing the relative 1m
to each other.

ination of the Employee’s

sed at any time during the
current applicability of the

. PERFORMANCE OBJECTIVES
41 The Performance Plan sets out: .
4111 the performance ObjthiVGS and targets that must be met
by the Employee.
41.1.2 the time frames within whlch hose performance objectives
and targets must be met.
41.1.3 the core competency requn =ments (Annexure B) as the
management skills regarded as crit cal to the position held by the
Employee. '
4.2 The performance objectives and targe?ts reflected and targets in

nsultation with the Employee
it Plan, Service Delivery and
jet of the Employer and shall

in tasks that need to be done.
‘ovide details of the evidence
at a key objective has been
ame in which the targets must

:>ortance of the key objectives

4.3 The Personal Development Plan (AnneXL re C) sets out the Employee’s
personal development requirements |n Elne with the objectives and
targets of the Employer; and

AXS



4.4

The Employee’s performance will, in add tion, be measured in terms of
the contributions to the goals and strate¢ies set out in the Employer’s
Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

5.4

5.5

5.6

The Employee agrees to participate in tie performance management
system that the Employer adopted for the Employees of the Employer.
The Employee accepts that the purpose of the performance
management system will be to provide ¢ comprehensive system with
specific performance standards to assis: the employees and service
providers to perform to the standards reqliired.

The Employer will consult the Employee ¢ bout the specific performance
standards and targets that will be iicluded in the performance
management system applicable to the En ployee.

The Employee undertakes to actively ocus on the promotion and
implementation of the Key Performanze Areas (including special
projects relevant to the Employee’s res)onsibilities) within the Local
Government framework.

The criteria upon which the performance of the Employee shall be
assessed shall consist of the two (2) components, Operational
Performance and Core Competency R quirements (CCRs), both of
which shall be contained in the Performar ce Agreement.

The Employee’s assessment will be base i on his performance in terms
of the outputs/outcomes (performance indicators) identified as per
attached Performance Plan, which are linked to the KPAs and will
constitute 80% of the overall assessmen : result as per the weightings
agreed to between the Employer and the =mployee:

1 Basic Service Delivery and Infrastructure 10%
2 Local Economic Development 10%
3. Municipal Transformation and Institutiona Development | 10%
4 Good Governance and Public Participaticn 10%
5 Municipal Financial Viability and Managelnent 60%

5.7

The CCRs will make up the other 20% c* the Employee’s assessment
score. CCRs that are deemed to be must critical for the Employee’s
specific job are reflected in the list belcw as agreed to between the
Employer and Employee:

X5



1 Strategic Capability and Leadership 10
2 Programme and Project Management 10
3 Financial Management 10
4 Change Management 10
D Knowledge Management 10
6 Service Delivery Innovation (SDI) 10
7 Problem Solving and Analysis 5
8 People and Diversity Management B 10
9 Client Orientation and Customer Focus 10
10 Communication 10
11

6. PERFORMANCE ASSESSMENT
6.1 The Performance Plan (Annexure A) to th
6.1.1 the standards and procedures for
performance; and

6.1.2 the intervals for evaluation of the Empl

6.2 Despite the establishment of agreed

Accountabiliti and Ethical Conduct 5

5 Agreement set out-
evaluating the Employee'’s
yyee’s performance

tervals for evaluation, the

6.3

6.4

6.5

6.6

Employer may, in addition, review the En ployee’s performance at any
stage while the contract of employment re nains in force.

Personal growth and development n:eds identified during any
performance review discussion must be documented in a Personal
Development Plan as well as the actions iigreed to and implementation
must take place within set timeframes.

The Employee’s performance will be mea¢ ured in terms of contributions
to the goals and strategies set out it the Employer's Integrated
Development Plan (IDP) as described in €.6 — 6.12 below:

The Employee will submit quarterly perfor nance reports (SDBIP) and a
comprehensive annual performance repor at least one week prior to the
performance assessment meetings to the Zvaluation Panel Chairperson
for distribution to the panel members for p -eparation purposes.
Assessment of the achievement of results 1s outlined in the performance
plan:

6.6.1 each KPI or group of KPIs shall be ass essed according to the extent

to which the specified standards or performance targets have been



6.6.2

6.6.3

6.6.4

6.6.5

met and with due regard to ad-hoc te sks that had to be performed
under the KPL.

A rating on the five-point scale shall be provided for each KPI or
group of KPIs which will then be n ultiplied by the weighting to
calculate the final score.

The Employee will submit her self-eva uation to the Employer prior to
the formal assessment.

In the instance where the Employee cc uld not perform due to reasons
outside the control of the Employer a)d Employee, the KPI will not
be considered during the evaluation. The Employee should provide
sufficient evidence in such instances; ind

An overall score will be calculated bas :d on the total of the individual
scores calculated above.

6.7 Assessment of the CCRs

6.7.1

6.7.2

6.7.3

6.7.4

Each CCR shall be assessed accord ng to the extent to which the
specified standards for the required proficiency level have been met.
A rating on the five-point scale shall be provided for each CCR which
will then be multiplied by the weightin¢ to calculate the final score.

Each CCR will be assessed in tern's of the definitions provided
(Annexure B) on a 360-degree basis iuring the mid-year and year-
end reviews and will inform the final sc )re awarded by the Evaluation
Committee. 360 degree means thet the Employee’s peers and
managers reporting to her will assess her CCRs; and

An overall score will be calculated bas :d on the total of the individual
scores calculated above.

6.8 Overall Rating

6.8.1

6.8.2

An overall rating is calculated by ¢dding the overall scores as
calculated in 6.6.5 and 6.7.4 above; aid
Such overall rating represents the )utcome of the performance

appraisal.

6.9 The assessment of the performance of t e Employee will be based on
the following rating scale for KPls and CCRs.

5 Outstanding Performance far exceeds the standard

performance expected of e n Employee at this level. The
appraisal ind cates that the Employee has
achieved atove fully effective results
against all performance criteria and
indicators a¢ specified in the PA and
Performance Plan and maintained this in

. XS



all areas of .

year

='esponsibiiity throughout the

4 Performance
significantly
above
expectation

Performance
the standarc
appraisal ind
achieved al
against more.
criteria and ir
others throug:

is significantly higher than
expected in the job. The
cates that the Employee has
ove fully effective results
‘than half of the performance
dicators and fully achieved all
hout the year

3 Fully effective

Performance

expected in
appraisal ind:

fully achieve:
erformance criteria  and

significant
indicators a:
Performance

fully meets the standards
all areas of the job. The
cates that the Employee has
| effective results against all

i specified in the PA and
Plan

effective

2 Not fully

Performance
required foi

is below the standard
the job in key areas.

Performance meets some of the standards
expected for the job. The
review/assessment indicates that the
employee [as achieved below fully
effective resi Its against more than half the
key performznce criteria and indicators as
specified in t e PA and Performance Plan.

1 Unacceptable
performance

Performance.
expected
review/asses
employee |

effective res
performance.

specified in £
The Employ:
the commit
performance.

job despite.

encourage ir

.does not meet the standard
for the job. The

sment indicates that the
as achieved below fully
llts against almost all of the
criteria and indicators as

e PA and Performance Plan.

e has failed to demonstrate
nent or ability to bring
up to the level expected in the
management effort to
\provement

6.10 Forpurposes of evaluating the performari_

year and year-end reviews, an Evalue

following persons will be established:

se of the Employee for the mid-

ion Panel constituted of the

6.10.1 Municipal Manager of Emalahleni Municipality
6.10.2 Municipal Manager from another mur; cipality
6.10.3 Audit Committee member (Chairpersf"in)
6.10.4 Member of the Executive Comm|ttee

6.10.5 Ward Committee member



6.11

6.12

71

7.2

7.3

7.4

7.5

The assessment panel will evaluate the »erformance of the Employee
as at the end of the second (2™) and foui :h (4t") quarters; and

The Municipal Manager will give performe nce feedback to the Employee
within five (5) working days after each quiirterly and annual assessment
meeting.

. SCHEDULE FOR PERFORMANCE REVIEWS

The performance of the Employee in relation to his performance
agreement shall be reviewed on th: following dates with the
understanding that the reviews in the fire: and third quarters be verbal,
and performance must be satisfactory with Portfolio of Evidence:

1 July — September: Qtr. 1~ October 2021
2 October — December: Qtr.  January 2022
2 _

3 January — March Qtr. 3 April 2022
4 April — June Qtr. 4 (Year July 2022
End)

Formal assessment will require an em)loyee to submit a report on
achievements of each target objective as ndicated in the service delivery
and budget implementation plan with por folio of evidence.

The Employer shall keep a record of the mid-year and year-end
assessment meetings.

Performance feedback shall be based on the Employer's assessment of
the Employee’s performance.

The Employer will be entitled to review ¢ nd make reasonable changes
to the provisions of the Performance Plan from time to time for
operational reasons. The Employee wil be fully consulted before any
such change is made; and



7.6 The Employer may amend the provisitns of the Performance Plan
whenever the performance management system is adopted,
implemented and/or amended. In that cise, the Employee will be fully
consulted before any changes to this per ormance agreement to ensure
effective implementation of reviewed service delivery and budget
implementation plan where changes are | nade in terms of Section 54.

8. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for add essing developmental gaps is
attached as Annexure C. Such plan may be im Jlemented and/or amended as
the case may be after each assessment. In that case, the Employee will be
fully consulted before any such changes or plan is made.

P 9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall-

9.1.1 create an enabling environment to fac lltate effective performance by
the Employee.
9.1.2 provide access to skills develop nent and capacity building
opportunities.
9.1.3 work collaboratively with the Empl >yee to solve problems and
generate solutions to common prot Iems that my impact on the
performance of the Employee. i
9.1.4 on the request of the Employee, deli gate such powers reasonably
required by the Employee to enable her to meet the performance
objectives and targets established i ', ms of this Agreement; and
9.1.5 make available to the Employee such resources as the Employee
may reasonably require from time to time assisting her to meet the
e performance objectives and target: established in terms of this
Agreement.

10.CONSULTATION

10.1 The Employer agrees to consult the E’?hployee timeously where the
exercising of its powers will have among ~:'.t others-

10.1.1 a direct effect on the performance of & 1y of the Employee’s functions;
10.1.2 Commit the Employee to implementfor to give effect to a decision

made by the Employer; and
10.1.3 A substantial financial effect on the E’;npioyer.




10.2 The Employer agrees to inform the Em

decisions taken pursuant to the exercic.
clause 12.1 as soon as is practicable to

any necessary action without delay.

11.REWARD

11.1
indicating outstanding performance
performance.

11.2

Performance rating:

0% - 45% poor performance
46% - 55% average performance
56% - 65% fair performance
66% - 100% good performance

101% and more

11.3 The performance bonus will be paid as

e A score of 130% to 149% is
ranging from 5% to 9% of total r

The evaluation of the Employee’s perfos‘?

The performance bonus will be rated as f

excellent performance

loyee of the outcome of any
> of powers contemplated in
enable the Employee to take

mance will form the basis for
ar  correcting  unacceptable

llows:

rarded a performance bonus

wuneration package:

o A score of 150% and above is a
ranging from 10% to 14% of total.

12 MANAGEMENT OF EVALUATION OUTCOMES

12.1
satisfied with the Employee’s performance with 1
in this Agreement, the Employer will give notlce
meeting;

12.2 The Employee will have the opportunity at the
of the measures being taken to ensure that his pe

and any programme, including any dates, for implc

12.3  Where there is a dispute or difference as to the
under this Agreement, the Parties will confer W|th
or difference; and

13 .4 in the case of unacceptable performance, the Er

Where the Employer is, any time during the

warded a performance bonus
remuneration package

Employee’s employment, not
,=spect to any matter dealt with
to the Employee to attend a

eeting to satisfy the Employer
srmance becomes satisfactory
menting these measures;

performance of the Employee
3 view to resolving the dispute

,1pEoyer shall-




12.5 provide systematic remedial or developmental sul.

improve her performance; and

12.6 After appropriate performance counselling and l
guidance and/or support as well as reasonat
performance, the Employer may consider steps
employment of the Employee on grounds of unftr
her duties

13 DISPUTE RESOLUTION

13.1 In the event that the Employee is dissatisfied witl,
Employer in terms of this Agreement, or where a dispui:
extent to which the Employee has achieved the perfo.

established in terms of this Agreement, the Employee |

days, meet with the Employer with a view fo resoEvuncg;

record the outcome of the meeting in writing;

13.2 If the Parties cannot resolve the issues withir;_.:
independent arbitrator, acceptable to both parties, sh:f:;j

matter within thirty (30) business days; and

13.3 In the event that the mediation process contemp'

clause of the contract of employment shall apply

14 GENERAL

14.1.1 The contents of this agreement and the outcor
terms of the Performance Plan may be made.
Employer; and

14.1.2 Nothing in this Agreement diminishes the obliga_:;

of the Employee in terms of her contract of |

existing or new regulations, circulars, policies, éf‘

port to assist the Employee to

avmg provided the necessary
le time for improvement in
to terminate the contract of
ess or incapacity to carry out

- any decision or action of the
2 or difference arises as to the
mance objectives and targets
rnay, within seven (7) business
the issue. The Employer will

ten (10) business days, an
Il be appointed to resolve the

ated above fails, the relevant

1e of any review conducted in
available to the public by the

ions, duties or accountabilities
:mployment, or the effects of
rectives or other instruments.




AT,

AS WITNESSES
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SIGNATURE—"
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!

THUS SIGNED AT SACADY

AS WITNESSES

W

ONTHE €% payo:  Judd

L

SIGNATURE SIGNAT! RE

. CHIEF FINANCIAL OFFICER

2021




ANNEXURE A

PERFORMANCE PLAN: 2021/202

DIRECTOR: BUDGET AND TREASUR' (CFO)

EMALAHLENI MUNICIPALITY

This Plan defines the Council’s expectations of the Director: Budgf;}t and Treasury (CFO) in accordance
with the Performance Agreement to which this document is att : hed. Section 57(5) of the Municipal
Systems Act and the Performance Regulations gazetted in Notice No 805 provides that performance
objectives and targets must be based on the Key Performance | licators set out in the municipality’s
IDP and determined in agreement with the Municipal Manager (25 representative of Coundcil)

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

P 1. Astatement about the purpose of the position
S’ 2. Functional alignment of the individual performance sco card to the IDP
3, Scorecard detailing IDP goals (KPAs) and their related pe __brmance indicators, weightings and
target dates
4, Core Competency Requirements
5. Personal Development Plan

1. STATEMENT ON PURPOSE OF POSITION

t and Treasury {CFO) as required by
ipal Manager, to be accountable for
prdination of all the activities of the
‘ontrol and efficiency of the Budget
>f the key performance areas as set
resented by the Municipal Manager

To perform all the duties and functions of the Director: Bud
the relevant legislation or reasonably stipulated by the Mun
the execution of all the resolutions of the Municipality, the
municipality, to be accountable for the general supervision
and Treasury Directorates and to ensure compliance with a
out in the contract of employment between the Council, asr
and the Director; Budget and Treasury (CFO).

2. PERFORMANCE REVIEW PROCEDURE

h a formal performance review in
ial year with the understanding that
ince is satisfactory.

A performance review will be held on a quarterly basis w
December/lanuary and in June/luly after the end of the fina
review in the first and third quarter may be verbal if perfor

The Municipal Manager may request input from agendas; minutes and “customers” on the
Director’s performance throughout the review period. This nay be done through discussion or by
asking “customers” to complete a rating form to submit tot  Evaluation Panel for consideration.
Customers are people who are able to comment on the Di btor‘s performance since they have
worked closely with her / him on some or all aspects of her b.

wuarterly performance evaluation by
reference to evidence, supporting
dates of submission) in the relevant
i'eported on cumulatively

The Director: Budget and Treasury (CFO) should prepare for
providing a brief description of achievements, including
documentation {documents, reports and/or resolutions wit
column in the KPA scorecard below. Achievement should b




The Director: Budget and Treasury (CFO) will provide a rating’i;ffor herself for the final assessment

against the agreed objectives in the column provided in the Ki'A Scorecard.

The Director: Budget and Treasury (CFO) and the Evaluation P.inel should meet to conduct formal
performance rating and agree on final score. It may be neces:f{';ary to have two (2) meetings, that
is, give the Director: Budget and Treasury {CFO} scores and allc w her time to consider them before
final agreement. in the event of disagreement, the Evaluatno; Panei has the final say with regard

to the final score that is given.

The Evaluation Panel should provide ratings of the Direc’;:-{

objectives as a result of portfolio of evidence and/or commer:

Initially the scoring should be recorded on the scorecard thet

score sheet.

Any reason for non-compliance should be recorded during'fit

minutes of the review session,

The assessment of the performance of the Director: Budget c
the rating scale for KPAs as set out in the Performance Agreer )

Only those items relevant for the review period in question sl

The Municipal Manager and the Director: Budget and Treasig

on a Personal Development Plan for addressing dwe[opmentﬁ’f@! gaps.

The Municipal Manager and Director: Budget and Treasury
targets, performance indicators, weightings and dates for the

Poor work performance will be dealt with in terms of Reg
Regulations.

FUNCTIONAL ALIGNMENT OF THE INDIVIDUAL PERFORMAN::

The |DP of the Emalahleni Municipality for the 2021/2022 fm:
prescribed Key Performance Areas:

1. Good Governance & Public Participation

Basic Service Delivery

Local Economic Development

Institutional Development and Transformation
Financial Viability and Management

LAl

specific programmes listed under each of the above KPAs.

or's performance against agreed
's and input.

transferred onto the consolidated

he review session by keeping of

nd Treasury (CFQ) will be based on
ent.

ﬁf'buld be scored.

The assessment of the performance of the Director: Budget a_.ﬁd Treasury (CFO} on the applicable

CCRs will be based on the rating scale as reflected in Section ¢

of the Performance Plan.

fy {CFO) should prepare and agree
f;(CFO) should set new objectives,

following financial year.

:1Iation 32 (3) of the Performance

E SCORECARD TO THE IDP

ncial year is aligned to the

All Directorates within the organisation are accountable for t[':};_;e successful fulfilment of the IDP

The Director: Budget and Treasury is directly accountable for?;the following IDP programmes

directly linked to the IDP for 2021/2022 as indicated in the ID

' column of the scorecard.
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