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1.5

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”). The
Employer and the Employee are hereinafter referred to as “the Parties”.

Section 57(1) (b) (ii) of the Systems Act, read with the Contract of Employment concluded
between the parties, requires the parties to conclude an annual performance agreement within one
(1) month after the beginning of each financial year of the Municipality.

The parties wish to ensure that they are clear about the goals to be achieved and secure the
commitment of both the Employer the Employee to a set of outcomes that will secure Local
Govemment policy goals.

Section 57(1) (a) (b), (4A), (4B) ,(4C) and (5) of the Systems Act; No 32 of 2000 and subsequent
amendments (the Systems Act, No Act 7 of 2011) , read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual performance
agreement within 60 days after the beginning of the financial year. The updated Performance
review of the previous year will occur no later than July each year.

In its comprehensive version, this Performance Agreement is made up of five components, namely.

1.5.1  PART A: The generic contextualizing agreement, which is not to be measured / assessed for

performance but rather sets the legal and relationship context and stage for all other subsequent
assessable sections / parts of this performance agreement.

1.5.2  PART B (Approximate weighting = 80%): Employee’s Core Contributory Performance - Top

Layer SDBIP-Based Scorecard Issues. It is the Performance Plan for which this executive
employee alone leads and is accountable for achieving the specific and unique outcomes set
out for his / her department across the whole municipality in the Top Layer SDBIP. Part B does
not focus on outcomes that a generic for all executives performed within and for their
departments. It is the first measurable Part, wherein measurable targets in all unique Strategic
(from the TL SDBIP) and Functional (From Job Profiles) cutcomes and objectives have been
set. For brevity, these outcomes and objectives must come from all only those KPAs wherein
the executive employee’s work cannot be generalized with that of her / his other executive peers
(in Part C below). The individual executive employee targets are based on the (i) Top Layer
(Institutional) and (ii) Departmental /Directorate SDBIPs objectives and targets wherein the
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1.5.4

section 57 Manager plays a unique significant leadership contribution (iii) whatever strategic
targets set in the Executive’s Employment Contract Performance Clause.

PART C (approximate weighting = 0%): This is a crucial part of the executive employee's
scorecard. it measures those aspects of work that all executives at this level are expected to
perform on and achieve working as Heads for their departments. Since all executive directors
do most of their work through other employees below them (subordinate / divisional managers),
at this executive level, this Part C carries the greatest weighting of all the other scorecards in the
Performance Agreement. It plans out and measures all departmental level strategic (in the
departmental SDBIP) and generic / core managerial competence areas largely found in the
functional list of the executive’s COGTA Job Profile list of activities and outputs. Though
most important, these core managerial competences (CMC and Critical Competence
Requirements (CCRs), these are not unique. They are generic competences and performances
that every section 57 executive employee must perform and be assessed on. These cover all 6
KPAs though mostly weighted heaviest on KPAs 3 (Financial Management & Viability); KPA 4:
Institutional Transformation and Municipal Development) and KPA 5: Good Govemance & Public
Participation). These come from annually selected and prioriized Core Managerial
Competences (CMCs) and Core Competency Requirements (CCRs). This selection process in
this year has been streamlined to pick and use only those aspects which are already listed in
the various Directors & MM's Job Profiles combined with those leadership roles implied in
achieving each of the Top Layer SDBIP objectives and targets unique to the department that the
executive leads.

PART D (0%): Antecedent Input Behaviours. These are strategically winning behaviours
that define what an individual must do in order that they succeed in leading strategic -
performance in the municipality and in their department. These have been given a weighting
of zero — meaning they will be understood to be applicable in future but are not measured this
Financial Year as a way of not slowing down the overwhelming parts of change management.
In the years when these will be measured, their weighting will be borrowed from Parts B and C
above so that this Part D weighs a maximum of 15% and still retain the overall weighting of Parts
B, C & D at 80. The logic of including Part D Scorecard in the Performance Agreement is that,
any manager or any employee's performance is enhanced or reduced by certain behavioral
habits / practices that they adopt and display, for example, how they manage time, how the make
decisions, how they build, lead or work in teams to mention a few. To ensure that these winning
antecedent behaviours are always at their most positive to impact performance, KPIs and
Targets are set in this Part to measure the institutionally selected behaviours. The selection of
the top five or so can be agreed at executive management level or assigned to the MM and her
/ his delegated director (like Corporate Services Director where Individual Performance resides).
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PART E (20%): Competence - based Individual Development or Learning Plan (CBIDP).
These are commonly called Personal Development Plans (PDPs) or Individual Development
Plans (IDPs). Different from previous practices in many organisations, in this Part E, these
competence development areas will be planned and measured against (i) competence gaps in
fulfilling current job requirements and performances (roughly 40% of this Part E) (i) generic
individual managerial or developmental competence / performance gaps (roughly 40%

- weighting of this Part E) (iii) life development goals (at 20% weighting at own cost but leave

time allowed for examinations). Unlike in Senqu's previous practices on the PDPs, and unlike
what many other municipalities where PDPs are just a “wish list’, whose actual achievement
does not impact the employee’s performance, in this case these Competence-Based Individual
Development Plans CBIDPs have set targets and will constitute 20% of the overall performance
of that employee in line with the provisions of the Skills Dev Act.

This Performance Agreement cannot be interpreted as if it is replaceable by the Performance
Clause in the Executive's 5 Year Contract of Employment as some do at times. This agreement
is an annualized sub-set through whose cumulative performance measurement and tracking,
whatever the executive would have committed to deliver in 5 years gets achieved.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement, as agreed by both parties, is to, inter alia.

2.1

2.2

23

24

25

comply with the provisions of Section 57(1)(b), (4A),(4B) and (5) of the Act 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

employer’s expectations of the employee’s performance and accountabilities 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.

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.
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27

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

give effect to the employer's commitment to a performance-orientated relationship with its
employee in attaining equitable and improved service delivery.

3 COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

35

3.6

Notwithstanding the date of signature hereto, this Agreement will commence on the 1%t July 2023
and will remain in force until 30 June 2024. Thereafter, a new Performance Agreement, made up
of the Performance Plan (the four parts B, C, & D Scorecards) and Personal Development Plan
(CBIDP) shall be concluded between the parties for the next financial year or any portion thereof
along the lines explained above.

The parties will review all the provisions of this Performance Agreement against its own
efficaciousness as well as against existing and / or new local goverment policy changes in June of
each year as part of the Performance Management System Annual Review. The parties will conclude
a new Performance Agreement and Performance Plan that replaces this Agreement at least once a
year by not later than 31st July 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 re-
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.

Al revisions and amendments of this Agreement must be immediately noted and immediately
counter-signed by the two agreeing parties, namely, the Employer and the Employee.
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4 PERFORMANCE OBJECTIVES, KEY PERFORMANCE INDICATORS (KPis), BASELINES AND
TARGETS

441

4.2

4.3

44

Mutually aligned performance objectives, related KPIs, their KPI related baselines and targets form
the basis and value chain of any strategic — performance management system of any organisation
like the municipality.

They are kept in proper alignment through a Performance Plan as described below.

The full Performance Plan or Scorecard (Parts B, C, D & E) sets out-

411 | the performance objectives and targets that must be met by the Employee; and
412 the time frames within which those performance objectives and targets must be met.

The performance objectives and targets reflected in (Parts B, C and D) as well as the Part E:
(Competence Based Individual Development Plan (CBIDP) are set by the Employer in consultative
agreement (hence the term Performance Agreement) with the Employee and are all based on or
clearly aligned to the approved Integrated Development Plan, Top Layer Service Delivery and Budget
Implementation Plan (TL SDBIP) and the Budget of the Employer and shall include key strategic
and functional objectives; key performance indicators; target dates, weightings to reflect urgency and
prioritisation, resource requirements, Means of Evidence Verification (MOVs).

421 The key objectives describe the main intended achievements that need to be accomplished
as derived from the Institutional (Top Layer) and Departmental SDBIPs wherein the Director
makes their contribution in the Municipality.

422  The key performance indicators provide the details of the evidence that must be provided
to show that a key objective has been achieved. Key here means that there are many
indicators from where one can chose, so the choice must pricritise only the few that will
move forward the strategic objectives the most.

423  The baselines are very important and must be decided consistent with language and units
implied in the performance indicator when measurement of the indicator starts at the
beginning of the year.
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- 424 The targets describe the quantity or quality of the performance achieved in that objective

and key performance indicator. In most cases, because the timeframe for achieving such a
target is understood to be quarterly, semi-annually or annually, timeframes are not
mentioned beyond these terms or columns.

425 The weightings in % show the importance of the key performance indicators and their
targets relative to each other. They are crucial in computing the weighted average ratings
at the end of period (quarterly, semi-annually, or annually). It is prudent to always work with
an intemal total weighting of 100% for each Scorecard (be it Part B, C, D or E).

The Employee's performance will, always, be measured in terms of contributions to the goals and
strategies set out in the Employer’s Integrated Development Plan and other sub-ordinate plans and
projects that support the achievement of this IDP.

5 THE MUNICIPALITY'S PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

54

5.5

At a sitting between the employer and the employee, heldon ............cccvveneennnid to discuss and
agree on this year's performance, the Employee herewith agrees to participate in the performance
management system that the Employer has adopted as reflected in this entire Performance
Agreement document and its annexures (Parts B, C, D and E) s, as applicable for the Employer,
management, and all other municipal staff of the Employer.

The Employee accepts that the purpose of the performance management system is to provide a
comprehensive system with specific performance standards and targets to assist the Employer,
Management and Municipal staff to perform to reach the standards required for each local
government KPA.

The Employer will consult and support the Employee about all aspects required to achieve 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 all the
KPAs, objectives and KPIs (including special projects relevant to the employee’s responsibilities)
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 Agreement.
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55.2
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5.54

The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas, Objectives and Targets set in PARTS B, C, & D
(when Part D is being measured) and the Competence Based Individual Development Plans
(CBIDP in lieu of the usual PDP) based on prioritized Leaming & Development
Requirements (CCRs) respectively.

Each area of assessment (as per the four Parts described above) will be weighted and will
contribute a specific part to the total score accordingly.

KPAs covering the main areas of work (PARTS B, C & D) will account for 80% and selected
Developmental CRs (in the PART E - CBIDP) will account for 20% of the final assessment.

The total score must be determined using the rating calculator which will always be
appropriately calibrated to accommodate all the three or four measurable scorecards and
the weighting given to each KPI and target within each KPA as found in the four measurable
scorecards, namely, Parts B, C, D and E. (This year Part D has been left out for introduction
next year).

5.6 The Employee's assessment will be based on his / her performance in terms of the outputs / outcomes

(measured through the performance indicators and their related targets) identified as per attached
Performance Plan (PARTS B, C & D), which are collectively and distributively linked to all the 6 KPA's,
and will constitute 80% of the overall assessment result as per the weightings agreed to between the

Employer and Employee. The weightings are set based, firstly, on this director’s key job profiles which

specify key activities / roles assigned to the incumbent as the director (HOD) of the department in their

pursuit of each their own core KPAs, notwithstanding that this director, like all others must play supportive

roles in the work done in other KPAs (signified by varying weighting each year).

5.7 The weightings shown below, while changeable to align with both the prevailing strategic and functional

thrusts that this director must pursue, they must align with the average weighting per KPA assigned to

each of the 80% Scorecards (Parts B and C combined). The Table below shows the weightings agreed

for this current year for this director.

Key Performance Areas (KPA's) Weighting
Basic Service Delivery 16%

Local Economic Development 6%
Municipal Financial Viability and Management 12%
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5.7

5.8
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Key Performance Areas (KPA’s) Weighting
Institutional Transformation and Organisational Development 45%

Good Govemance and Public Participation 21%

Total 100%

In the case of managers / directors directly accountable to the Municipal Manager, the weighting of
the key performance areas related to the strategic and functional area of the relevant Manager, will
always be subject to negotiation between the Municipal Manager and the relevant manager / director.
These agreed weightings must be translated to the top of each KPA in the actual Plan templates
(PARTS B, C&D).

The developmental Competency Requirements (CR) (leaming requirements in the CBIDP) will make
up part of the other 20% of the Employee’s assessment score. CRs 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 CRs are compulsory for Municipal Managers. These
Leading CRs make PART C - Generic / Core Managerial Competences (which are common to every
Director / Senior Manager as agreed. A selection of Optional Core Competencies is selected each
year and will form part of the Antecedent Input Behaviours (as explained earlier).

In this year's Performance Agreement, all of the critical and desired competency requirements have
mostly been taken care of through Part C built largely on the directors’ Job Profiles, which, coming
from COGTA have already selected which of the CRs are important. So the table below is only a
guide not a prescription for the KPIs and targets set out in Part C.

CORE COMPETENCY REQUIREMENTS (CCRs) FOR EMPLOYEES - Same Weighting for
executives and managers at the same levell

LEADING COMPETENCIES N WEIGHT
Strategic Direction and Leadership N 10%
People Management N 10%
Program and Project Management N 10%
Financial Management N 10%
Change Leadership N 10%
Governance Leadership N 10%
CORE COMPETENCIES

Moral Competence N 6%
Planning and Organising N 6%
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CORE COMPETENCY REQUIREMENTS (CCRs) FOR EMPLOYEES - Same Weighting for
executives and managers at the same level!

LEADING COMPETENCIES N WEIGHT
Analysis and Innovation N 8%
Knowledge and Information Management N 6%
Communication N 8%

Results and Quality Focus N 6%

Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

The Performance Plan Scorecards (Parts B, C and D) to this Agreement each set out -

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

6.1.2 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, subject to
sufficient notice and reasons for justifying the variation being given to the employee.

Personal growth and development needs identified during any performance review discussion must be
documented in a Competence-Based Individual Development 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 subordinate TL SDBIP and Departmental SDBIP and operational plans.

The annual performance appraisal will involve:
6.5.1 Assessment of the achievement of resulits as outlined in the performance plan:
(a) Each KPA should be assessed according to the extent to which the specified standards

or performance targets set for each key performance indicator (KPI) have been met
and with due regard to ad hoc tasks that had to be performed under the KPA.

10
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(b)

(c)

An indicative rating on the five-point scale should be provided for each target first and
then aggregated for each KPA.

The applicable assessment rating calculator (refer to paragraph 6.5.3 below) must then
be used to add the scores and calculate a final weighted average rating for each KPA

Score.

6.5.2 Assessment of the Competency Requirements

(a)

(b)

(c)

(d)

Each Competency Requirement should be assessed according to the extent to which
the specified standards (based on the standard being treated as a KPI and calibrated
targets set, agreed and subsequently met).

An indicative rating on the five-point scale should be provided for each selected CR
based on set KPls and related targets.

This rating should be multiplied by the weighting given to each selected CR during the
contracting process, to provide a score.

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

6.5.3 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 calibration of all set targets in each section / PART of the Performance agreement as well as the

subsequent assessment of the performance attained by the Employee for each target will be based on

the following rating scale for KPA's and the selected Competence Requirements (CRs) as reflected Part

C taking from the Directors’ Job Profiles which in tumn have drawn them from the following CRs.

6.7 Below is the local government municipal regulations rating scale that each municipality has adopted.

11
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Level

Terminology

Description

Rating

Outstanding
performance

.| Performance far exceeds the standard expected of

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.

Performance
significantly above
expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
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.

Fully effective

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 Perfomance
Plan.

Not fully 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.

12
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Rating
Level Terminology Description

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance criteria
Unacceptable and indicators as specified in the PA and
1 performance 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 fo encourage
improvement.

6.7 For purposes of evaluating the annual performance of the Municipal Manager, an evaluation panel
constituted of the following persons must be established moderate the ratings first agreed between the
Employee - i.e. the MM and their supervisor (Executive Mayor)-

6.7.1  Executive Mayor or Mayor.

6.7.2  Chairperson of the performance audit Committee or the Audit Committee in the absence of a
performance audit committee.

6.7.3  Member of the Mayoral or Executive Committee or in respect of a plenary type of Municipality,
another member of Council.

6.7.4  Mayor and/or Municipal Manager from another Municipality; and

6.7.5 Member of a Ward Committee as nominated by the Executive Mayor or Mayor.

6.8 For purposes of evaluating the annual performance of Managers directly accountable to the Municipal
Managers, an evaluation panel constituted of the following persons must be established;
6.8.1  The Municipal Manager.
6.8.2 Chairperson of the performance Audit Committee or the Audit Committee in the absence of a
~ performance Audit Committee.
6.8.3  Member of the Mayoral or Executive Committee or in respect of a plenary type of Municipality,
another member of Council; and
6.8.4  another Municipal Manager from another Municipality.

6.9  The Manager responsible for Human Resources of the Municipality must provide secretariat services to
the evaluation panels referred to in sub-regulations (6.7) and (6.8).

13
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7. SCHEDULE FOR PERFORMANCE REVIEWS

71

7.2

7.2

73

74

75

Before the on-set of the Performance Management Cycle, all targets in PARTS B, C, and D must be
calibrated against the rating scale of 1 — 5 in order to minimize common subjectivity that occurs when
assessments are done during appraisal time.

The performance 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:

First quarter.  July - September.................. .. Period Review Report Concluded on.............
Second quarter : October — December ................ Period Review Report Concluded on.............
Third quarter: January — March..................... Period Review Report Concluded on................
Fourth quarter: April - June........................ Period Review Report Concluded on................

During these review sessions, targets are scored or rated, the targets may also be renegotiated and
adjusted in re-alignment to the available budgets and other prevailing environmental conditions as
necessary. The Employer shall keep a record of the mid-year review and annual assessment meetings
and scores for cumulative averaging at the end of each year as provided by the policy.

Performance feedback shall be based on the Employer's assessment of the Employee’s performance
done in mutual agreement with the employee.

The Employer will be entitled to review and make reasonable changes to the provisions of all PARTS
‘B, C & D & E” from time to time for operaticnal reasons. The Employee will be fully consulted before
any such change is made.

The Employer may amend the provisions of PARTS B, C, and D & E 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 and ideally be in agreement before any such change is made. Both
parties will sign-off any amendments made as such agreements are legally binding on both parties.

8. DEVELOPMENTAL REQUIREMENTS

The Competence-Based Individual Development Plan (CBIDP) in lieu of the normal Personal Development

Plan (PDP) for addressing developmental gaps is attached as Part E as annexed.

14
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9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall -

9.1.1

9.1.2

913

91.4

9.15

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

provide access to 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 targets 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 Employer and / or

Employee’s delegated powers will have amongst others, a direct effect on the performance of any of

the Employee’s key functions, in particular;

10.1.1

10.1.2

at the initial agreement of this document called the Performance Agreement (Parts A, B, C, D
and E), it is envisaged that consultative discussions will be held and that the final signed off
agreement will be signed for each part to signify that there was discussion and consensus for
each part of this agreement. It is envisaged that the employee will prepare and present td the
Employer a draft Performance Agreement (in all its agreed Parts showing calibrated targets for
each scorecard) for discussion at a timely agreed date and time. Once agreed, dated and signed
by both parties, the Performance Agreement is deemed to be legally binding to both parties,
such that no party shall vary any part of it without consultation and agreement with the other
Party.

at every performance appraisal / review session (quarterly in line with the municipal performance
regulations, unless agreed otherwise within the municipality's Performance Management policy),

15
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10.2

the Employee shall present their own self rating scores and reasons for discussion and
comparing notes with the Employer (who will also have already scored the employee
independently prior to the meeting). In this meeting notes are being compared, agreements on
performance levels to be maintained, or improved agreed with clear additional support for the
employee being agreed. Such support will include necessary coaching and mentoring, training
and development arrangement. It is at these formal review / appraisal sessions that any targets
may be adjusted, in writing and all changes co-signed against this initial agreement by both
parties indicating reasons for such a change.

10.1.3 continuously commit the Employee to implement or to give effect to a decision made by the
Employer that affect and are affected by this agreement;

10.1.4 continuously commit the Employer to render all necessary support (resources, emotional,
intellectual and physical) as may be reasonably needed by the employee to optimally perform
what has been agreed in this Performance Agreement; and

10.1.5 that has a substantial financial effect on the Employer.

The Employer agrees to inform the Employee of any outcome of any decisions taken outside the
consultation with the employee, with regards to the implementation of this Performance Agreement
pursuant to the exercise of powers contemplated in 10.1 above as soon as is practicable, as part of the
Employer’s coaching roles in order to enable the Employee to take any necessary action without delay.
It is envisaged that such decisions will be rare and mostly coming from outside the municipal
administration sphere like council, COGTA, National Treasury, SALGA etc.

11. MANAGEMENT OF EVALUATION OUTCOMES

1.1

11.2

The final evaluation of the Employee's performance will be conclusively pronounced by the selected
panel as envisaged in section 27 (d) of the Performance Regulation, also recapped in sub-sections 6.7
and 6.8 in this document above. The panel will perform a moderating role on all signed performance
appraisal reports of each review session held and agreed between the Employer and Employee in the
course of the year. For administrative faimess, both the Employer and the Employee should always be
present or at least represented to clarify any issues that the panel may wish to have clarified.

Based on the final scores / ratings presented to and confirmed by the panel, a performance bonus of

between 5% to 14% of the total remuneration package may be paid to the Employee (subject to the
policy and the resources available to the municipality as stated in the Systems Act) in recognition

16
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of outstanding performance that the municipality wishes to sustain and also in line with the provisions

of the municipal performance management regulations. Such reward will be constituted as follows:

11.2.1

a performance bonus ranging from 5% to 9%; and

11.2.2

awarded a performance bonus ranging from 10% to 14%.

arating of 4 out of the 5 point rating scale is given a score of between 130% to 149% is awarded

a rating of 5 out of the 5 point rating scale is given a score of between 150% and above is

It should be noted that the rating process (against the 5 point scale) must always happen first

before the use of the percentage equivalents ranging from 70% - 166%+ because not all targets

can be calibrated up to 166%+, so it is better to rate first on the numbers and use the % as

qualifiers as shown below.

11.3 In the case of unacceptable performance, the Employer shall -

1131

On confirming performance shortfalls, immediately 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.

12.0 MANAGEMENT OF EVALUATION OUTCOMES

12.1 The evaluation of the Employee’s performance shall form the basis for rewarding outstanding and
excellent performance only (ratings 4 and 5) or correcting unacceptable performance (Ratings 2
and below) as reflected in the table below -

Rating (out of the 5 | % Score (for those | Equivalent on a Usual 100% | % of annual

point scale) instances where | Maximum (where performance | package
performance is | can never be meaningfully | payable as a
meaningfully calibrated beyond 100%) performance
stretchable beyond Bonus
100%)

4.00-4.19 130.0% - 133.8% (65.0% - 66.9%) 5%

4.20-4.39 134.0% — 137.8% (67.0% - 68.9%) 6%
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440-4.59 138.0% - 141.8% (69.0% - 70.9%) 7%
460-4.79 142.0% - 145.8% (71.0% - 72.9%) 8%
4.80-4.99 ' 146.0% - 149.8% (73.0% - 74.9%) 9%
5.00-5.19 150.0% - 152.8% (75.0% - 76.4%) 10%
5.20-5.39 153.0% - 155.8% (76.5% - 77.9%) 11%
5.40-5.59 156.0% - 158.8% (78.0% - 79.4%) 12%
5.60-5.79 159.0% - 161.8% (79.5% - 80.9%) 13%
5.80-5.99 162% - 164.8% + (81.0% - 82.4%) + 14%
12.1.1 At the end of the 4t quarter, the Executive Authority will determine, based on the final

panel ratings based on the rating / scoring table above, if the s56 / $57 Director / manager
is eligible for a performance bonus as envisaged in his/her contract of employment based
on the bonus allocations shown in the table above.

122 In the case of unacceptable performance, the Employer shall -

12.2.1

12.2.2

1223

Provide systematic remedial or developmental support to assist with Employee to
improve his or her performance; and

After appropriate performance counseling and having provided the necessary guidance
and/or support as well as reasonable time for improvement in performance, the Employer
may consider steps to firstly shift the employee to another position within the municipality
(if possible). If that does not help, then and only then will the Employer invoke procedures
to terminate the contract of employment of the Employee on grounds of unfithess or
incapacity to competently perform out his or her duties.

Nothing contained in this Agreement in any way limits the right of the Municipality to
terminate the Director’s contract of employment with or without notice for any other breach
by the Director of his obligations to the Municipality or for any other valid reason in line
with fair labour practice and law.

13  MERITS AWARDS

13.1.1 Merit awards for Section 56 employees are determined by performance against targets. Once
performance criteria have been established, performance targets are reviewed regularly. At the
end of the financial year, actual performance is compared against the agreed performance
targets to determine the magnitude of the merit increase. The merit increase is calculated as a
percentage of the total annual package of the employee, as indicated in the table hereunder.

Score / 200 Merit
130 to 141 (65%-70%) 1% of total package
142 to 149 (71% - 74%) 2% of total package
150 to 161 (75%-80%) 3% of total package
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162 to 165 (81 —82%) 4% of total package
166+ (83% +) 5% of total package

13.1.2 Merit awards are subject to policy and Budgetary provisions made on an annual basis the merit
bonuses may be paid as a ‘once off’ payment or at agreed quarterly intervals i.e. over a number
of months.

14 DISPUTE RESOLUTION

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

1411  The MEC for Local Government in the province within thirty (30) days of receipt of a formal
dispute from the Employee; or

14.1.2 Any other person appointed by the MEC.

14.1.3 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, within thirty
(30) days of receipt of a formal dispute from the employee.

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

15. GENERAL

15.1 The contents of this agreement and the outcome of any review conducted in terms of Annexure A may
be made available to the public by the Employer.

15.2 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.

15.3 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.

19



Performance Agreement — Part A: Corporate Services Director, 2023/2024

- 16.- The signatures below signify that the Employer and the Employee have discussed and agree on every detail
contained and implied in this Part A of the Performance Agreement.

Thus done and signed at ...............c.cceeenne. onthisthe......dayof ................. 2023
AS WITNESSES:
1.
EMPLOYEE (DIRECTOR)
2.
AS WITNESSES:
1.
MUNICIPAL MANAGER
2.

20
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KPA 2: LOCAL ECONOMIC DEVELCPMENT = 6%

WEIGHTING OF KPIIN % —m.a.saa

M m STRATEGICAGTION |  INDIVIDUAL KPI STty e e LR S Means of
{Job profile and (Based on the ANNUAL TARGET AUDIT EVIDENCE Evidence
m £08P) strateg'e acton) o ot Verfication
: REQUIRED arR{ QTR2 Q7R3 QR4
w Improved |1, Finalising empioyment | % contracts carecty  [2% New Indicator 1=<42% 1=<a2% 2 lecd2% 2 | Signed and dated contract |Concluded
g socio confactsasperthe  |concluded within the first 2=42%-55% 3= =a2%-59% 3= s42%-59% 3= registor Contracts
m economic | spproved EPWP 10days 60%-77% 4= 60K -77%  4=78%- 60%-77%  4=78%-
m Hhaﬁu Framework 78% - 89% 5= 89% 5=90%: % 0%+
poor. 90H+
® £ m
m M m % of submission of ; 2% New Indicator 1=<42% 1=<42% 2 =<d2% 2 gi!&ag Letters
z a termination claims withi 2= 42%-59% 3 2% - 59% 3 42%-59% 3=
2 mu 14 days 60%-77% = 60% - T7% '8 60% - TTH% 8%
o m 78%-89% 5= 9% 5=90%e 89% 5 = 0%+
50%+
g
[% cpportuntes created [2% New Indicator 1=<a2% 1=<a2% 2 1=cd2% 2 | Proof of submission Leters
through leamneship and 2=42%-59% 2% - 59% =42% - 59%
internship programmes 60% - TT% 60% - T7%. 8% 60% - TT% %
T8%-83% 9% 90%+ 89% 0%+
90%+
Sub Total Weight{6%
KPA 3: MUNICIPAL FINANCIAL MANAGEMENT & VIABILITY = 12%
m WEIGHTING OF KPIIN % |_|
INPUT - CHANGE QUARTERLY TARGETS
m m m STRATEGIC ACTICN INDIVIDUAL KPI BASELINE 30 JUNE 70 ADDITIONAL Means of
(Job profile and (Based on the ANNUAL TARGET AUDIT EVIDENCE Evidenca
2 w 5 soaP) strategio action) 29 il Varification
2 REQUIRED arr1 QTR2 QTR3 QR4
Cost- nforce vaive -|% of BID 3% New indicator 1.=<notevenadafl |[1.=<nolevenadraft [1. = <notevenadraft 1.= < not even o draft Quarterly, semi-annual  |Audited Reports Signed - |BI0 Commitiee Meeting BiD
W eflectve for -money service that are submited svailsble 2=First |evalable 2= |avaiable 2=First |evadable 2=First |and annual financial off by respective directors.  [resciution commiliee
s Smeously dref pveisblebutne!  |Frstcrafevalsble  |draf avadsblebut notyet [draft avadable butnotyet [reports Char signoff
B _!n appointments. yet approved but not yet epproved  |approved 3= |approved 3=
3 & il costly 3= 3 #pproval on |submitied for approval on
mm ion of delays due to employees spprovel on lest due epproval onlast due  (last due date; last due date;
services  |who da not evall date; 4= date; 4= |4=gsbmitled belore due |4 = submitied before due
W ~ [and themseives for work on submitted before due submitted before due |date and epproved with [ date and approved with
M m products  [time. date and approved with | date and epproved inor commectionstobe  [minor comections lobe
= mincr corrections fobe | with mincr . 5= suggested. 5
= , 5= § |submitted ontime & submitted on time &
submitted on time & = submitted on time & | approved without approved without
w
.m Financially |Keep track onbudgetto | % budget to expenditure |2% New Indicator 1=>577T% 2 12>57T% 2 [1=2571% 2 [1=>57T% 2 [1=>577% 2= |Audited Financial | Auditor Sign-
2 frends; deviation within =503%-57T% =503%-57T% 3 |=503%-577% 3 |=503%-577% 3 [5.03%-577% 3= |Sistements offs
M municipality {spply comective advice | department (both 3=387-5% 4= =387 -5% 4= |=387-5% 4= |=387.5% 4= |387-5% 4=
to CFO CAPEX and OPEX) 271%-383% 5= 271%-383% 5=< [271%-383% S=< |271%-383% S=< [271%-383% S=<
k3 <2T1% 2.71% 271% 271% 2.7T1%
3
Municipal |Develop, |% increase of 4% New Indicator 1=<35% 1=<25% 1=<35% 12<35% 1=<35% Monthly and Quarterly Internal and
Financial |with all department's 2=35%-4,95% 2=35% - 4,95% 2=35% - 4.95% 2=35%-495% 2=35%-495% Financial Statements, External
Revenue |internal uﬂ&es!;.u..oad-a 3=5% 6.45% 3= 5% -6.45% 4=(3=5% -6.45% 4=13=5% -6.45% 4=|3= 5% 6.45% 4= [Section 71 Audit sign-
Growth -ﬁ 3._6”33!1 .uw.-ﬁbm#.:mo\. 5 045%-745% 5= |B45%-7.45% 5= [B45%-745% 516.45%-7.45% 5 |Reports,Quartely Reports  [offs as
. . 16y 606 - ega - ccor P
_ﬂ..n_s!gaaags: 1% New indicator 1 = <30% after the Nota targetin Q1 1 = <30% after the Neta targetin Q3 1= <30% after the 1. Approved minimum MM :
competency reports stipulated bme; 2 stipulated ime. 2= stipulated tme; 2= |competency reports
reflecting 75 % staff = 20% after the: 20% after the stipulated 20% after the stipulated submitted to National
members who meel the stpulated bme. 3 Gme; 3=ontime; me; JI=ontime. |Treasury, 2 Procfof
minimum competencies = on tme: 4 4= 20% before the 4 = 20% before the submission
submitied to NT on me = 20% belore the stouated tme; 5 stpusted fime. 5
I stpuated time; 5 30% before the stpusted 30% before the sipuated
30% before the ime time
stpuated time
Sub Total Weight{12%




KPA 4: MUNICIPAL TRANGFORMATION & INGTITUTIONAL DEVELOPMENT = 45%

Supporting
m INDIVIDUAL KP{ Means of
m m STRATEGICACTION |  (Based on the EASEME 2 une AUDIT Evidence
m 2 strategio action) Vetiication
QTR4
&
improved | 1. Ensure st WSPis | % of neecs in the siills Newindicator & 2 [1AmualReportonthe  |Training | KR Manager
capacity of |efigned to strategicand [sudit that are addressed -59% 3= |numberofrainings Commitiee
needs of the |in the WSP L77%  4=78%- |intiztives actually sign of
focamy out |institubon 2. Ensure that 90%+ undertaken submitied to
their duies (WSP is adequately Training Committee. WSP
more funded 3. Ensure that and Siills Audit alignment
efficiently | the plan is submitted on repart
time and achered to 4
Responsiveness to
cribque or feedback
.mu
k]
m.ﬂ
W £ % of funded intiatives New indicator 1=<d2% 7 |t AnnualRepartonthe  |Training  |HR Manager
m mm that get implemented S42%-50% 3= |numberoltminings Commatee
g .mm 60%-77%  4=78%- [infiatves actually sign ot
a 5=90%+ |undertsken submitted o
z £ based on 100% of the 80% | Training Committee.
2 - intatives implemented | Training reports validated
m 3 by the Training commitiee
2
- El
g .md
s g
£ wm % of 8 munipalty’s Newindeator Te<can% System Gonerated repod[Finance|R Manager
Ed budget actually spent on 42%-59% 3= Report and BTO
irplementing s 60%.77%  4=TE% Manager
workplace skills plan by =90%+
June 2024
Balanced | 1. Alignment ol the EE | % of EE targets aligned New indicator =<z TReportepproved by the | Standing | R Manager
Equiyintheplantothe HRplan [tothe HR Plan =42%-59% Director for Standing Committee
2.0 =60% - 775 Commitiee for spproval
of the recrutment sdverts = 78%-89%
= municialty |highiights positons that =50%+
E are targeting equity
w target groups 3.
= Report on number of
<] pecple trom employer
m equly target roups
empioyedinthe 3
highest levels of
crganogram
% of pecple Fom New indcator 1=<d2% 2 [1AnualRepotonthe  [Drector  |HR Mansger
employer equty target 2%-59% 3= [numberof tainings Corpornte
groups employed in the 80%-T7%  4=78%- [indatves actually Services
3 highest levels of 5=00%+ |undertaken submitted to
organogram based on 100% of the Training Committee.
annual target implemented | Training reports validated
by the Training commitiee
mproved  |1. Compilation of the New indicator SEM approval SEM  |HRManager
ecquisition | dreft Organogram in line . Resolutions
of staff with the Strategic % of strategic session
Session Resolutions 2. [res0luion captured |
Ensure that there is the crafl crgancgram
consultation with all the
3
1% pproved New indicator 1=<42% 2 | Council Resolution SEMand |HR Manager
Tebling of the 89RrOVES | Lot posts ﬁ 2%-59% 3= Council
structure to Council with reflected in crganogram 60N - 77% 4=78% Resolutions
the final budget 4 FIlG |y ot o fnal S apo%e
of vacant hunded posts |y, oy =
with epproved job
descriptions.
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PERFORMANCE MANAGEMENT AND REPORTING - MTI0 07

—TNewrE=y

{Approving the posicy Corporets

THR Manager

|Nowindcetr

[Newindieator

_mc.. Total Weight{45%




KPA 5: GOOD GOVERNANCE AND PUBLIC PARTICIPATION 21%

STRATEGIC ACTION WEIGHTING OF KPI N % BN [Supporting
QUAR] Director
i1y HoDuL o S s Moo
W M (Based on the 200 ANNUAL TARGET RESOURCES AUDIT EVIDENCE Evidence
H S ) REQUIRED ami am2 a3 am4 iy
Decision- | Oversees all stuctures | % of Overall Councl  [2% New indicator 1=<42% 2= 1=2<42% 2= [1=<d2% 2= [1=<42% 2= [1=<d2% 2= |Resolution Register [Signature by |All Sectional
driven listed do sit es required. [Resolutions 42% - 59% = 42%-50% 3= [42%-58% 3= [42%-58% 3= [42%-50%  3=60N- Council Managers
MAfs Mandste  |implemented on time s 60% - 77% 60% - 77X 4= |60%-77% 4= |60X-77% 4= |77% =78% witnessed by
st alllevels (Record & rof call every | intended per quarter 78% - B9% 8% - 89% Ss |78%-89% 5= |78%-89% 59% 5290%+ Responsbie
of the esoluton by category 90%+ 90%+ 90%+ 90%+ Drrector / Mgr
Counci, ARC,
dbyfast  [Mgt). Record
L stages
lonofa reached for each
m )
stuctures’ |Emphasise speed-up
resolutions. [areas where
W Improved 8 |unacceptable delays are
enhanced  |emerging.
3 Oversight Do consequence
and | management for
m fu recurrently
m [ delays
e |municpaity
m W
k]
% of Overall ARC. 2% New indicator 12 <42% 2= 1=<42% 2= [1=<dz% 2= [1=<d2% 2= [1=<42% 2= |Resohtion Register Sgratureby [All Sectonal
MPAC, Top Executve 2% -55% 3= 42% - 59% 42% - 59% = [a%.53% 3= |42%-50% =60% - ARC Char  Managers
and Sensor Executive 60% - 77% a= 60N - 77% 60% - 77% 4= |60%-77% 4= |77% 78% winessed by
Mgt Resolutions 78% - 89% 5= 78% - 89% 78% - 89% = |78%-89% = |so% 0%+ Responsble
implemented on time as 0%+ 0%+ 90%+ 905+ Director / Mgr
intended per quarter
Toensue |1 Public ed [3% New indicator 1. = <ot even a draft ot even a draft Approved Stategy 1.Councl  |Manager
eguisr  |Particpstion Stategy  |Public Participation avaiabie 2=Frst svaisble  2=Frt
mteraction |2 Overseethatthe  |Stateqy by June 2024 [cratt avaitatie bt not craft avaiiable but not yet nand Public
with the. engagements ore heid yet approved epproved 3= Particpation
8 publ 3 = submitted for submitied for epproval on
through the approval on last due last due date;
M public date. 4 4= submitied before due
= submted before due date and spproved with
3 plan, date and approved with minor corections 1o be
M Imbizos and miner comections to be suggested, 5
= meetings. suggested. 5= submitted on time &
i i % of Ward Commites | 2% [New ndeaier Te<azh Teecax T T 2% 2[re<am 2 [Ty repars Sandng  |Manager
g engagements/ 2=42%-59% 3 242%-59% 3= |=42%-59% 3= |s42%-59% 3= [=42%-59% 3=  |epproved bythe Directorfor[Commitiee  |Administatio
o interactions held =60%-77% 4= 60N-77%  4=78%{60%-77%  4=78%{60N-77%  4=7E%{60X-77%  4=78%- il nd Public
78% - 89% 5 39% 5=90%+ [89% 5s90% [89% 5=90%+ |B9% 5=90%+ [consideration Participation
90%+
=
m [OverseethatiPPF | resolctons sentto [25% [New indeator 1= <30% afer the 1=<30% after the 1= <30% after the 1= <30% after the 4Reportson Tracked  |Updated | Manager
m ons ere ontime stipulated time; 2 stipulated time; 2 [stpulnted time; 2 [stoulated me, 2= |Resolut ink
implemented with subsequent 20% after the. 20% efter the stipulated [= 20% after the stipulated |20% after the stpulsted Register and Public
m feedback in the next stpuisted me; 3 time; 3=ontime; (bme; 3=ontime: tme: 3=ontime; Partcpaton
: meeting on time; 4 4 = 20% before e 4 = 20% before the 4= 20% before the
20% before the stipuated time; 5> |stpusted time; 5 |stpuated time; 5
stipuated time; 5 30% before the stipuated |30% before the stipuated |30% before the stipuated
30% before the time time time
m. stipuated bme:
Oversee that the Mayoral Budget Speech | 2% Tﬂ:i&!ﬂ 1=<30% after the Not a targetin Q1 [Netatargetin G2 Neta targetin Q3 1=<30% after the Proof of meeting held 1.Advert, 2. |Manager
Mayoral Budget Speech | heid by June 2023 stpulated me; 2 stpulated time: 2= Puchase  [Administato
takes place by June = 20% after the 20% afer the stpulated Order of the {n and Pubic
2022 stipulated time; 3 time: 3= ontme; Siotin Radio |Perticipation
= on time; 4 4 = 20% before the stations of
= 20% before the stipuated time; 5 sttendabee
stipuated time; 5> 30% belore the stipuated registerd i
INSL madorg thg = mpabnn hald
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SENQU MUNICIPALITY
PART C - CORE MANAGERIAL COMPETENCIES SCORECARD 2023/24

Hame of Employee:

Current Job Title:

Employee Supervisor:

Period Covered by this Agreement:

WEIGHT OF PART C = 20% of ENTIRE 3 PART SCORECARDS OF THE PERFORMANCE AGREEMENT:
This weighting for all directors | HODs is the second higher than Part B above because by virtue of their positions as executive directors (including the MM), they all achieve their goals through other people / employees. As such Part C, is

Personal Individual Personal Key Performance |Individual Annual Budget (if |TARGETS
Source Ref Nr Strategic Action to Indicator (KPI) for listed actions  [in % KPI AnnualTarget ladditional funds
(CMC/CCR achieve outcome will be needed -
specify them here)
Human Empowering, Support HRM in the % of departmental notification of 3% new 1 =<49% rafing 1=<49%ratng  |Deparimentalsign |Signed offletlers | All Senior
R and efficient and effectve resignations submitted to registry for 2 = 49% - 69% 2 = 40% - 69% offs with registray proof |Managers and
(Pecple) anabling management of all processing submitied on tme andin 3= T0% - 80% 3=70%-80% of submission Manager HR
Management HR acions and  |ful with the tarmination 4=81%-90% 4=81%-90% (date stamp)
environment, new iniiatives which policy 5=91% + 5=91%+
lying to al gnises good
municipal and public [performance, sancions | % 0f departmentalrecuitment & |3% new 1 =<43% rafing 1=<43%ratng |Departmentalsign |HR tacking book | Al Senior
sactor HRM poor performance and selection documents signed off and 2 = 49% - 69% 2=49%-69%  |offs Managers and
eroviss develop of |submitted back to HR in 3 days 3= 70% - 80% 3= 70%-80% [Manager HR
new departmental skils 4=81% . 80% 4=61%- 0%
5=81% + 5=01%+
% of consequence manegement 3% new 1=<43% rating 1=<45% rafing 1 =<49% rating Labour Relaticns Standing All Senior
initiatives inifiated within 5 days of the 2= 49%-69% 2=49%-69% 2=49% -69% Reports Commitiee Managers and
HOD being eware of these 3= 70%-80% 3= 70% - 80% 3=70%-80% submission Manager HR
4=81%-50% 4=81%-90% 4=81%-90%
5=91% + 5=91% + 5=01%+




Planning and Deveiopment PMS  |iead and verrly that al %/ Proportion of drectorate staf! 3% new 1=<4G%rating 1=<49% rating Departmanltal sign  [Signed All Senior
Development  |aligned and departmental sralegies  |whose scorecards are concluded 2 = 45% - 69% 2= 49% - 69% offs gers and
supportve of people |and plans visibly align and |within the prescribed/agreed upon 3= 70% - 80% 3= T70% - 80% Manager HR
diven IDP endits  |feed into the scorecards of |bmelrames and which are aligned 4=81%-90% 4=81%-90%
subordinate plans  |indivuals within the properly 5=01%+ 5=81% +
and processes. Direclorate.
Ensure that Departmental - — = =
and Executive Scorecerd % Proportion of direclorale staff 3% new 1=<49% rating 1=<40% rating 1=<49% rating Proof of submission |Submission Al Senior
KPis clearly capable to IDP (including drrector) who ere 2= 49% - 69% 2= 49% - 69% 2= 49% -69% register Managers end
4 TL SDBIP Qutcomes, submitting performance reports with 3= 70% - 80% 3= 70%-80% 3= 70% - 80% Manager HR
Outputs and ther the prescribed tmeframes 4=81%-90% 4=81%-90% 4=81%-90%
\ndicators 5=91%+ 5=91%+ 5=91%+
Get Ensure tha appropriats
| approvals for & the
departmental scorecards.
Implement all the
departmental plans,
P asintended
CsP: 2 %/Proportion of directorate staff 3% new 1 =<49% rating 1 =<49% rating 1=<49%ratng  |Coachingand Coaching and Al Senior
(including drector) who are recelving 2=49%-69% 2= 49% - 6% 2=49%-69% gers and
performance coaching & 3=70%-80% 3= 70% - 80% 3= 70% - 80% sassions reports Manager HR
assessments(formal or informal) 4=81%-90% 4=81%-90% 4=81%-90%
5=91%+ 5=91%+ 5=091%+
Policy Ensure that Depertmental |%/Proportion report on departmental |2% new 1.=<notevena 1.=<notevena Policy reviewal Sign offby HR Al Senior
Formulation policies are reviewd policies reviewed draft avaieble draft available minutes Managers and
annually and within the 2 = First draft 2 = First draft Manager HR
tmeframes prescibed by evaiabla but not avaiable but not yet
HR &s coordinators yet approved approved
3 = submitted for 3 = submitted for
spproval on last approval on last due
due dale; date; 4=
4 = submitied submitied batore
before due date due date and
end approved with approved with minor
minor comectons to corechons to be
be suggested;, 5 suggested, 5=
= submitted on time submitled on tme &
& approved without approved withoul
comectons comectons
TOTAL WEIGTHING IN % 20%
[EoB ToTa - AR =%
Employee Signature: Date of Signing:
ployer / Supervisor's Sig| Date of Signing:

Note 2: Rating Scale applied in the calibrations, where getting over 100% performance Is possible, asin Note 1.

Normal Rating sesls [for us |a target
calbration es well a1 quarterdy reviews and
final evalutions of performance]

3= 100 - 129%
AaL3ON - 149K
55 130%s

Note 3: The total weighting for Parts B and C (where there is no Part D used) = 80%, while the last Scorecard Part is 20%. Total = 100%



DIRECTOR TECHNICAL SERVICES - PART E

PART E: COMPETENCE ~ BASED INDIVIDUAL DEVELOPMENT PLAN - WEIGHTING OF 20%

This Part of the is about the develcpi of the employee. D¢ hera has been di [ spects in order lo meet ell the employea work and personal development
iﬂvﬂn&t!?ggglgi The focus is on ensuring every employee develops and grows every year since job demands and the broader
environment is constantly changing.

The d in this Part E has b i 1o stop the habit of ehways listing areas which they have no intention

of pursuing end accomplishing. Alternately, even after they go all the way to these the s seems to be oblivious of this l Further, be
u&ggs?ga_égivs._cﬂ_é:nﬁ!siini ¥ iready agreed and co-signed by both partes et wil. This Part E is
meant to change that culture, shifting the fion o be as important 23 achieving any other targets

)Eﬁiiﬂgaiigggl&%g assumed. If there has been no formal skills audit done, anecdotal sell and manager performance-based
audits will have 10 be used to initiata th of

The following assumptions are important to fulfil, namely;
1. For the employee's Manager to;

© Provide all resources (Sme, money, Fansport el ) to afford the employes the desired development
°

look out for new work chalienges that will use as much of the employee’s new compelences
red by all employees in her / his Business unit comply with th icpal Workplaca Skills tan (WSF)
this Part E & scored and taken st like ol other sections of the Performance Scorecard, Simiarly that i is given s due weighting in calculating the overall performance rating of the empioyee.
2.For the employee lo;
oﬁ!‘liil& e levels
© Push for and enjoy an let then die off
mgn!gﬁ-?glngluuv!ma?gﬂgulkis else suffer the pain of being rated kowly in this area.

3.Below is the rating scale used to determine and calibrate competence targets

Competent Level = Kating Scors 3




Name of Employea:
Current Job Role | Title: Director

Nama of Cluster / Department Where Employed:

Period Covered by this Part B of the Employee’s Performance Plan: 1" July, 2023 to 30" June 2024

[Section 1. Job Specific Pervonal 0% of Part € for this (unless agreed 1o by MM It s deemet here 1 8 Job competence gap. For now (aks f a4 NA). This sectlan would It reiated 1o Directorate's Gore Functions In Part B of the Scorecard)
 Targeted Competence Level (Tick one of these two.
0
by i Ivvicnng ottme 1t [asemes (cwrtent Campetenca Prome [ positte C evede) O [ —— — Assessment of Competence Achievement  Individual Dev Levels Attained
ame of identified Competence ievel 0.5 Barke) Verfication (Mova)
rn ity Competent Advanced Planned Target hctual Deviation Rating score for Performance Putposes
I e
% bevel of Slevel scale
o red In e
b A
Aversge tor
s Tetal ™ vﬂ.ﬁ..h.?a?xﬂ...l;iﬁl Arerage Targeted Competence level in selected =77 |77 Most Preferred Methocs + Mostpreferred MOV s |Average Planned Target = 7 wﬂﬂ.ﬂ.ﬂ__ﬂ. Average for this Section = Pc__._.mo..n-..:ams o Thle Baction ol
0
[Section 2 1 Empioyee 100% of Part € for Year 202324 fheve ar ted 1o Directorat ric Assessment Report
amber shs Baseline (Current Astessment of Comprtence Achievement | individual Dev Levels Atiained
: tonchieveris  |Method 1o be uned to acqaire s Mears of Evicence
[ Name of ientified KP1 | Weighting of the KP1 I Competence Competence Profiie level  verification (Movs) Planned RS Deviation from target (reflected at pis i
Competence e.5. Competent Level ) [ ackil Vi s rtormance Purpones (at
41 Seak i . (coaching. formal blended sell-education f
tegic Management s0.00% Baric Competent i el b Competent |2
Mot! preferred MOV =
% level of competence on Coaching, formal bienced sefl-education [ Certification by the same
22 Change Management |y 5 jevel scale 20.00% Competent - Advanced id lih § sorvics provides Aceredited Pachometric  [Advanced  |Competent
Providers.
000% Competent . (Advanced kd Advanced  |Competent
e of Siecied Average of Selectsd Managerial Targeted Competencen levels = Most Preferred Mathods = online of coied by Accradd U.H.n-uh Average Rating Score for
Sub-Total: Section 2 100% |Managerial Competances " Pryenematic Service Avecage for Actuais in this Section = Competent [Average deviation for this Saction =
Advanced siences tearning Targets Section 2of PartE =
ievels & Competent | Provider
Acvanced?
ki e Total of Selected Managerial Targeted Compstences levels Most Preferred Methods » online of ost pvtrrea v o [P Average Rating Score for
JGRAND TOTA! 1 - "e e | S Section2% n Secticn 2%
L Quction 1 8% o ﬂ.u.:.a.o_ﬂ:gu.#ﬁ: Advanced ks blanded learming st by Pyschometriciet [Targetn | MTTORO TGN L HPdrna for o Section 2¢f Pad E»
" petent
Advanced?
Employee’s Name: Employee Signature Date of Signing:
Supervising Manager's Name and Title: Supervisors Signature Date of Signing:

Corporate Services Performance Mgt Unit Witness's Name (Representing Performance Mgt Office): Witness's Signature Date of Signing



