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PERFORMANCE AGREEMENT
ENTERED INTO By AND BETWEEN:

The Molemole Municipality herein represent by Mr. M L Mosena in his capacity as Municipal Manager
(hereinafter referred to as the Employer or Senior Manager)

and '

Mr Y Wasilata, Senior Manager: Technical Services of the Municipality (hereinafter referred to as the

Employee).

WHEREBY IT Is AGREED As FoLLows:

1. INTRODUCTION

1.1 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 Acts 32 of 2000 ("the System Act"). The
Employer and the Employee are hereinafter referred to as “the Parties”.

1.2 Section 57(1) (b) of the Systems Act, read with the Contract of Employment concluded between
the parties to conclude an annual performance Agreement.

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

1.4 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the
“;

Systems Act.

2. PURPOSE OF THIS AGREEMENT
The Purpose of this Agreement is to -
2.1 Comply with the provisions of Section 57(1)(b).4(A),(4B) and (5)of the Systems Acts as well as the
Contract of Employment entered into between the parties;

22 Specify objectives and targets estabiished for the Employee and to communicate to the Employee
the Employer's expectations of the Employee’s performance expectations and accountabilities;
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2.3
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3.1

32
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3.4

35

Specify accountabilities as set out in the Performance Plan (Annexure A},
Monitor and measure performance against set targeted outputs;,

Use the Performance Agreement and Performance Plan as the basis for assessing the suitability
of the Employee for permanent employment and /or to assess whether the Employee has met the
performance expectations applicable to hisfher job;

Appropriately reward the Employee in accordance with the Employer's performance management
policy in the event of outstanding performance; and

Give effect to the Employer's commitment to a performance-orientated relationship with the
Employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

This Agreement willi commence on the 1 July 2020 and will remain in force until 30 June 2021
where after a new Performance Agreement, Performance Plan and Personal Development Plan
shall be concluded between the parties for the next financial year or any portion thereof.

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

This Agreement will terminate on the termination of the Employee's Contract of Employment should
no new Agreement be concluded for whatever reason, notwithstanding 3.1, the provisions of the
Agreement shall continue i force until termination of the Employment Contract.

The content of this Agreement may be revised at any time during the abovementioned period to
determine the applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters (whether as a result
of government or council decisions or otherwise) to the extent that the contents of this Agreement
are no longer appropriate, the contents shall immediately be revised.




4.1

4.2

4.3

4.4

5.1

52

53

PERFORMANGE OBJEGTIVES

The Performance Plan / SDBIP (Annexure A) sets out-
4.1.1  The performance objectives and targets that must be met the Employee; and
412  The time frames within which those performance objectives and targets must be met.

The performance objectives and targets reflected in Annexure A are set by the Employer in
consultation with the Employee and based on the Integrated Development Plan and the Budget of
the Employer, and shall inglude key objectives; key performance indicators; target dates and
weighting

The key objectives describe the main tasks that need to be done. The key performance indicators
provide the details of the evidence that must be provided to show that a key objective has been
achieved. The target dates describe the timeframe in which the work must be achieved. The
weightings show the relative importance of the key objectives to each other.

The Employee's performance will, in addition, be measured in Terms of contributions to the goals
and strategies set out in the Employer's Integrated Development_ Plan.

PERFORMANCE MANAGEMENT SYSTEM

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

The Employee accepts that the purpose of the Performance Management System wiil be to provide
a comprehensive system with specific performance standards to assist the Employer,
management, and municipal staff to perform to the standards required.

The Employer will consult the Employee about the specific performance standard that will be
included in the Performance Management System as applicable to the Employee.

The Employee agrees to participate in the Performance Management and Development
System that the Employer adopts




6.1 The Employee undertakes to actively focus towards the promotion and implementation of KPA's
(including special projects relevant to the employee’s responsibilities) within the local government
framework.

6.2 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.

6.21 The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas {KPA's) and the Competency framework {CF)
respactively.

6.2.2 Each area of assessment will be weighted and will contribute a specific part to the total
score. '

6.23 KPA's covering the main areas of work will account for 80% and CF will account 20% of

the final assessment.

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

KEY PERFORMANCE AREAS (KPA'S) WEIGHTING
Basic Service Delivery 80
Good Governance and Pubiic Participation 20
Total 100%

6.4 The Competency Framework (CF) will make the other 20% of the Employee's assessment score. The
CF as contained in the Local Governmerit: Regulations on Appointment and Conditions of Employment
of Senior Managers must be used for this purpose. The said Regulations state that there is no
hierarchicai connotation to the structure and ail competencies are essential to the role of a Senior
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Manager to influence high performance. Al competencies must therefore be considered as measurable

and critical in assessing the level of a Senior Manager's performance.

6.5 Competency framework structure

The competencies that appear in the competency framework are detailed below.

Strategic

LEADING COMPETENCIES
Impact and influence

WEIGHTING

Direction * hstitutional Performance Management
and * Strategic Planning and Mana ement
Leadership g ) 9 9
* Organizational Awareness I
People * Human Capital Planning and Development 5
Management * Dhversity Management
* Employee Relations Management
* Negotiation and Dispute Management
rogram and * Program and Project Planning and implementation 20
roject * Service Delivery Management
anagement (. Program and Project Monitoring and Evaluation
nancial * Budget Planning and Execution 10
anagement . Erancial Strategy and Delivery
* Financial Reporting and Monitoring
Change _ * Change Vision and Strategy 5
Leadership * Process Design and Inprovement
* Change mpact Monitoring and Evaluation
Govenance [+ Poky Formulation J
Leadership * Risk and Compliance Management
¢ Cooperative Governance
OR OMP
oral competencies S
lanning and organizing 5
Analysis and innovation 15
Knowiedge and hformation Management 15
Communication $
Resuts and Qualty Focus ]
0 60%

6.6 Competency Descriptions and achievement levels explained

luster

Leading Competencies

Lompetency Name

Strategic Direction and Leadership

VAN




|Competency Definition

Provide and direct a vision for the nstitution, and inspire and deploy
others to deliver on the strategic institutional mandate

ACHIEVEMENT LEVELS

BASIC [

COMPETENT

ADVANCED

SUPERIOR

= Undersiand
nstitutional and
deparimental
strategic
objectives, but
lacks the ability to
inspire others to
achieve set
mandate

* Describe how

" specific tasks fink
to
nstitutional
strategies but
has imited
influence in
directing
strategy

* Has a basic
understanding of
nstitutional
performance
management,
But tacks the ability

to

integrate systems
nto a collective
whole

* Demonstrate a
basic
understanding of
key decision-
makers

* Give direction to a team
in realizing the
nstitution's strategic
mandate and set
objectives

= Has a positive impact
and influence on the
morale, engagement
and participation of
team members

* Develop actions plans to
execute and guide
strategy implementation

* Assist in defining
performance measures
to monitor °
the progress and
effectiveness of the
nstitution

* Displays an
awareness of
nstitutional structures
and political factors

* Effectively communicate
barmiers to execution to
relevant parties

* Provide guidance to all
stakeholders inthe
achievement of the
strategic mandate

| = Understand the aim

and objectives of the
institution and relate & to
ownwork

= Evaluate all activities to
determine value and
alignment to strategic intent

= Display in-depth knowledge
and understanding of
strategic planning

= Align strategy and goals
across all functional areas

* Actively define performance
measures to monitor the
progress and effectiveness
of the institution

= Consistently challenge

strategic plans to ensure
relevance

= Understand institutional
structures  and political
factors, and the consequences
of actions

« Empower others to follow
svalegcdecion  and deal  with
complex situations

* Guide the institution through
complex and ambiguous
concern

= Use understanding of
power relationships and
dynamic tensions among
key players to frame
communications and
develop strategies, positions
and alliances

= Structure and position the |
institution to Jocal
government priorities

= Actively use indepth
knowledge and
understanding to develop
and mplement a
comprehensive
nsttutional framework

* Hold self-accountable for
strategy execution and
results

= Provide impact and
nfluence through
Building and
maintaining strategic
relationships

* Create an environment
that faciftates byalty and
innovation Display a
superior level of self-
discipline and integrity in
actions

= Integrate various
Systems into a collective
whole to optimize
instiutional performance
management

= Uses understanding of
competing nterests o
manguver
Successfully to a
win/win outcome




Cluster

Leading Competencies

Competency Name

People Management

Competency Definition

“[institutional objectives

Effectively manage, inspire and encoura
optimize talent and build and nurture rel

ge people, respect diversity,
ationships in order to achieve

ACHIEVEMENT LEVELS

BASIC

setting and problem-
solving

*Effectively identify
capacity requirements to
fulfill the strategic
mandate

- COMPETENT ADVANCED SUPERIOR

*Participate in -Seek  opportunities to *Identify ineffective team Develop and
team goal- increase team and work processes and incorporate best

. Setting and contribution and recommend remedial practice people
problem responsibility nterventions management
solving *Respect and support the =Recognize and reward processes,

=nteract and diverse nature of others effective and desired approaches and tools
collaborate and be aware of the behavior across the
with people of benefits of a diverse =Provide mentoring and institution
diverse approach guidance to others in *Fostera culture of
backgrounds *Effectively delegate tasks | order to increase personal discipline,

*Aware of and empower others to effectiveness responsibity and
guidelines for ncrease contribution and =ldentify development and accountabilty
employee execute functions karning needs within the *Understand the
development, optimally team impact of diversity
but requires *Apply relevant employee +Build a work environment in performance
Support  in legislation fairly and conducive to sharing, and actively
'mplementing consistently nnovation, ethical incorporate a
development *Facilitate team goal- behavior and diversity strategy in
nitiatives professionalism the institution

*Inspire a culture of
performance excellence by
giving positive and
constructive feedback to
the team

*Achieve agreement or
consensus in
adversarial
environments

*Lead and unite diverse
teams across divisions to
achieve institutional
objectives

*Develop
comprehensive
integrated
strategies and
approaches to
human capital
development and
management

*Actively identify
trends and predict
capacity
requirements to
facilitate unified
transition and
performance
management

Y
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Ciuster

"| LeadingCompetencies

[Competency Name

Program and Project Management

Competency Definition

| Abie to understand program and project management methodology; plan,
manage, monitor and evaluate specific activities in order to delver on set

procedures of
Program and project
management
methodology,
mplications and
stakeholder
nvolvement

* Understand the
rational of projects
in relation to the
institution's strategic
objectives

= Document and
communicate factors
.andrisk associated with

. ownwork

= Use resuits and
approaches
of successful project
mplementation as
guide

project status and
key milestones
Define the roles and
responsibilities of the
project team and
create clarity around
expectations

Find a balance
between project
deadiine and the
quality of
deliverables

Identify appropriate
project resources to
faciltate the effective
completion of the
deliverables

Comply with statutory
requirements and
apply polcies in a
consistent manner
Monitor progress and
use of

resources and

make needed
adjustments to
timelines, steps, and
resource allocation

to institutional goals
Apply effective risk

management strategies .

through impact
assessment and
resource requirements
Modify project scope
and budget when
required without
compromising the
qualty and

objectives of the
project

involve top-level
authorities and
relevant
stakeholders in
seeking project buy- in
Identify and apply
contemporary

project management
methodology
Influence and
motivate project team
to deliver exceptional
results

Monitor policy
implementation and
apply procedures to
manage risks

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Initiate projects after Establish broad = Manage multiple ® Understand and
approval from higher stakeholder programs and conceptualize the
authorities involvement and balance priorities long-term
= Understand communicate the and conflicts according

implications of
desired project
outcomes

Direct a
comprehensive
strategic macro
and micro
analysis and
scope projects
accordingly to

realize institutional

objectives

Consider and
initiate projects
that focus on
achievement of
belngem objectives

Influence people
in positions of
authority to
implement
outcomes of
projects

Lead and direct
translation of
Policy into
workable

actions plans
Ensures that
Programs are

Monitored to track

progress and
optimal resource

utilization, and that

adjustments are
made as
needed
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Cluster

r

Leading Competencies

ompetency Name

Financial Management

—

Competency Definition

|-
I

Able to compile, plan and manage budgets, control cash flow, institutei
financial risk management and administer procurement processes in |
accordance with recognized financial practices. Further to ensure that all |

financial transactions are managed in an ethical manner

|

L ACHIEVEMENT LEVELS N
IL BASIC COMPETENT ! ADVANCED SUPERIOR |

| ® Understand basic

~ financial concepts
and methods as
they relate to
institutional

| processes and

activities

| * Display

awareness into
the various
sources of
financial data,
reporting
mechanisms,
financial
governance,
processes and
systems

* Understand the
importance of
financial
accountabifity

* Understand the

importance of
asset control

required by

Exhibit knowledge of
general financial
concepts, planning,
budgeting, and
forecasting and

how they interrelate
Assess, identify

and manage
financial risks
Assume a cost-
saving approach to
financial management

Prepare financial
reports based on
specified formats

Consider and
understand the
financial
mplications of
decisions and
suggestions
Ensure that
delegation and
instructions as

National Treasury
guidelines are
reviewed and
updated

dentify and
mplement proper
monitoring and
evaluation practices
to ensure appropriate
spending against

budget

* Take active
ownership of
planning, budgeting,
and forecast
processes and
provides credible
answers to queries
within own
responsibilty

* Prepare budgets
that are aligned to
the strategic
objectives of the
institution .

* Address complex
budgeting and
financial
management
concerns

¢ Put systems and
processes inplace
to enhance the
quality and integrity
of financial
management
practices

* Advise on policies )
and procedures
regarding asset
control

* Promote National
Treasury's
regulatory
framework for
Financial
Management

Develop planning 1
tools to assist in
evaluating and
monitoring future
expenditure
trends

Setbudget
frameworks for
the institution

Set strategic
direction for the
nstitution on
expenditure and
other financial
processes

Build and nurture
partnershipsto
improve financial
management and
achieve financial
savings

Actively identify
and mplement
new methods to
improve asset
control

Display
professionalism in
dealing with
financial data and
processes




'Cluster

Leading Competencies

Competency Name
bompetency Definition

Change Leadership

Able to direct and intiate institutional transformatio

order to successfully drive and m
deliver professional and quality servic

plement new nliatives and
€s to the community '

n on all levels n

— _ACHIEVEMENT LEVELS —
' BASIC COMPETENT ADVANCED SUPERIOR
* Display an Perform an e Actively monitor Sponsor

awareness of
interventions,
and the benefits
of transformation
initiatives

Able to identify
basic needs for
change

Identify gaps
between the
current and

desired state

ldentify potential
risks and
challenges to
transformation,
including
resistance to
change factors
Participate in
change
programmes and
piloting change
interventions
Understands the
impact of change
interventions on
the institution
within the
broader scope of
Local
Government

analysis of the
change impact
on social,
political and
economic
environment

Maintain calm
and focus during
change

Able to assist
team members
during change
and keep them
focused on the
deliverables

Volunteer to
lead change
efforts outside of
own work team

Able to gain
buy-in and
approval for
change from
relevant
stakeholders

identify change
readiness levels
and assist in
resolving
resistance to
change factors

Design change
interventions
that are aligned
with the
institutions
strategic
objectives and
goals

change impact
and resuits and
convey progress
to relevant
stakeholders

Secure buy-in

and sponsorship -

for change
initiatives
Continuously
evaluate change
strategy and
design and .
introduce new
approaches to
enhance the
institutions
effectiveness

Build and nurture
relationships with
various
stakeholders to
establish
strategic alliance
in facilitating
change

Take the lead in
impactful change
programmes
Benchmark
change
interventions -
against best
change practices
Understand the
impact and
psychology of
change and put
remedial
interventions in
place to facilitate
effective
transformation
Take calculated
risk and seek
new ideas from
best practice

s Motivate and

change agents

and create g
network of |
change leaders |
who support

the

interventions |
Actively adapt |
current

structures and
processes to
incorporate the |
change
interventions

Mentor and |
guide team
members on

the effects of
change, |
resistance

factors and |
how to
integrate
change

inspire others |
around change
initiatives |




Cluster Core Competencies ]
Competency Name | Moral Competence
Competency _Able to identify moral trigg_ers, apply reasoning that promotes honesty and
Definition [ntegrity and consistently display behavior that refiects moral competence
ACHIEVEMENT LEVELS .
BASIC COMPETENT ADVANCED SUPERIOR
* Realze the Conduct selfin * Kentify, develop, and e Create an
mpact of alignment with the apply measures of seif- environment
acting with values of Local correction conducive of moral
integrity, but Government and * Able to gain trust and practices
requires the institution respect through algning Actively develop
guidance and Able to openly actions with commitments and implement
development in admit own * Make proposals and measures to
mplementing mistakes and recommendations that are combat fraud and
principles weaknesses and transparent and gain corruption
* Follow the basic seek assistance the approval of relevant Set integrity
rules and from others when stakeholders standards and
regulations of unable to deliver  Present values, beliefs shared
the institution Actively report and ideas that are accountabi ity
s Able to dentify fraudurent activity congruent with the measures
basic moral and corruption institution's rules and across the
situations, but within  local regulations nstitution to
requires government * Takes an active stance support the
guidance and Understand and against corruption and objectives of
development in honor the dishonesty when noted iocal
understanding confidential nature * Actively promote the value government
and reasoning of matters without of the mstitution to Take
local -gain :tbalketholder:(s e own actions and
i * € 1o work in unity with a decisions, even ¥
Q&Ztti%::g} L teamn and not seek the

conflict of interest
promptly and n the
best nterest of local
government

personalgain

Apply universal moral
principles consistently to
achieve moral decisions

consequences
are unfavorable




Cluster

Leading Competencies

Compatency Name

—

Governance Leadership

Competency Definkion

- governance relationships

Able to promote, direct and apply professionalism in managing risk and |
compliance requirements and apply a thorough understanding of |
governance practices and obligations. Further, able to direct the |
conceptualzation of relevant policies and enhance cooperative !

|

on fostering
workable N
relationships
between
stakeholders
* Provide input
nto policy
formulation

-policy formulation

. ensure the

within the institution | *
Actively drive

within the
institution to

achievement of
objectives

Demonstrate a
thorough

understanding of risk
retention pians

ldentify and implement
comprehensive rigk
management systems
and processes

Impiement and monitor
the  formulation of

policies, ientify and
analyze constraints and
challenges with
implementation and
provide
recommendations  for
improvement

ACHIEVEMENT LEVELS
BASIC COMPETENT i ADVANCED SUPERIOR |
* Display a basic * Display a ' Able to link risk Demonstrate a
~ awareness of thorough initiatives into key high level of
| risk, compliance understanding of Institutional objectives commitment in
and governance governance and and drivers complying with
factors but require risk and * [dentify, analyze and governance
guidance and compliance measure nisk, create requirements
| developmentin factors.and valid risk forecasts, mplement
implementing implement plans and map risk profiles goverance and
such to address these  |* Apply risk control compliance
requirements  Demonstrate methodology and strategy to ensure
| * Understand the understanding of approaches to prevent achievement of
| structure of the techniques and |  and reduce risk that institutional
cooperative processes for mpede on the objectives within
| government but optimizing risk achievement of the legislative
requires guidance taking decisions nstitutional objectives framework

Able to advise

Local Government
on risk

management
strategies, best
practice interventions
and compliance
management

Ableto forge

positive

relationships on
cooperative
governance leve) to
enhance the
effectiveness of local
government

Able to shape, direct
and drive the
formulation of policies
on a macro level
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Cluster

Core Competencies

COmgetenc! Name

Planning and Organizing

Competency Definition

Able to plan, prioritize and organize infor
ensure the qualty of service delivery an

mation and resources effectively to
d build efficient contingency plans to

manage risk
N ACHIEVEMENT LEVELS T
BASIC COMPETENT ADVANCED SUPERIOR
’- Able to follow ¢ Actively and * Abletodefine * Focus onbroag |
basic plans and appropriately institutionai strategies and
organize tasks organize objectives, develop nitiatives when

around set
oObjectives

* Understand the
process of
planning ang
organizing but
requires
guidance and
development in
providing
detailed and
comprehensive
plans

* _Abletofoliow
existing plans
and ensure that
objectives are
met

* Focus on short-
term objectives
indeveloping
plans and actions

* Arrange
information and
resources required
for a task, but
require further
structure and
organization

information and
resources required
for a task

* Recognize the
urgency and
mportance of
tasks

* Balance short

. and iong-term
plans and goals
and incorporate nto
the team's
performance
objectives

* Schedule tasks to

ensure they are

performed within

budget and with

efficient use of time

and résources

* Measures
progress and
monitor
performance
results

L

comprehensive plans,
ntegrate and
coordinate activities,
and assign
appropriate resources
for successful
implementation

Identify inadvance
requiredstagesand
actions to complete
tasks and projects

Schedule realistic
timelnes, objectives
and mikestones for
tasks and projects

Produce clear, .
detailed and
comprehensive
plans to achieve
institutional
objectives

Kentify possible risk
factors and design
and mplement
appropriate
contingency plans
Adapt plans in light
of changing
circumstances
Priorities tasks and
projects according to
their relevant
urgency and
mportance

developing plans |
and actions I

* Ableto project

and forecast |
short, medium

and long term
requirements of

the institution

and locai
government

*  Translate polcy
nto relevant
projects to
facilitate the
achievement of
institutional
oObjectives

-y



Cluster

| —

Core Competencies

1

__Competency Name -

Analysis and Ihnovation

i
|

Able to critically analyze information, challenges and trends to establi

sh |

S

|

Competency and implement fact-based solutions that are' nnovative to improve i
Definition nstiutional processes in order to achieve key strategic objectives
— ACHIEVEMENT LEVELS |
BASIC COMPETENT ADVANCED _SUPERIOR
= Understand the » Demonstrate logical = Coaches team = Demonstrate complex
basic operation problem solving members on analytical and problem
of analysis, but techniques and analytical and solving approaches and |
ek detail and approaches and innovative techniques
thoroughness provide rationale for approaches and «Create an environment |
= Able to balance recommendations techniques conducive to analytical |
ndependent = Demonstrate = Engage with and fact-based
analysis with objectivity, insight, appropriate probiem-solving
requesting and thoroughness individuals in = Analyze, recommend
assistance from when analyzing analyzing and solutions and monitor
others problems resolving compiex . | " trends in key challenges

= Recommend
new ways to
perform tasks

" within own
function

= Propose simple
remedial
nterventions that
marginaily
challenges the
status quo

= Listen to the deas
and perspectives
of others and
explore
opportunities to
enhance such
nnovative
thinking

= Able to break down
complex problems

nto  manageable
parts and identify
solutions

« Consuit nternal and
external stakeholders
on opportunities to
IMprove processes
and service delivery

= Clearly communicate
the benefits of new
opportunities and
hnovative solutons to
stakeholders

= Continuously dentify
opportunities to
enhance internal
processes

= dentify and analyze
opportunities
conducive to
nnovative approaches
and propose remedial
ntervention

problems

* Kentify solutions on
various areas in
the institution

= Formulate and
mplement new
ideas throughout
the institution

= Able to gain
approval and buy- in
for proposed
nterventions from
relevant
stakeholders

« Identify trends and
best practices in
process and service
delivery and propose
institutional
application

= Continuously
engage in
research to
identify client
needs

to prevent and manage
occurrence

= Create an environment
that fosters innovative
thinking and follows a
karning organization
approach

= Be a thought leader on
innovative customer
service delivery, and
process optimization

= Play an active role in
sharing best practice
solutions and engage in
national and
nternational local
government seminars
and conferences




CIuster_“ |_Core Competencies |
Competency Name . Knowledge and Information Management |
Competency Definition | Able to promote the generation and sharing of knowledge and |

| information through various processes and media, in order to enhance
the collective knowledge base of local government

ACHIEVEMENT LEVELS |

| BASIC COMPETENT ADVANCED SUPERIOR |
| = Collect, Use appropriate * Effectively predict Create and support
categories and nformation future information a vision
track relevant systems and and knowledge and culture where
nformation technology to management team members are |

required for
specific tasks and
projects

Analyze and
nterpret
nformation to

. draw conclusions

Seek new
sources of

information to
ncrease the
knowledge base

Regularly

share
nformation

and knowledge
with internal
stakeholders and
team members

- manage institutional

- effectiveness and

knowledge and
information sharing
Evaluate data from
various sources
and use
information
effectively to
influence decisions
and provide
solutions

Actively create
mechanisms and
structdres for
sharing of
information

Use external and
internal

resources to
research and
provide relevant and
cutting-edge
knowledge to
enhance institutional

efficiency

requirements and
systems

¢ Develop standards
and processes ta
meet future
knowledge
management needs

¢ Share and
promote best- |
practice
knowledge
management across
various institutions

* Establish accurate
measures and
monitoring
systems for
knowledge and
information
management

* Create a culture
conducive of
learning and
knowledge sharing

* Hoid reguiar
knowledge and
information
sharing sessions to
elicit new ideas and
share best practice
approaches

empowered to seek,
gain and share
knowledge and
nformation
Establish
partnerships

across local
government to
facilitate knowledge
management
Demonstrate g
mature approach

to knowledge and
nformation sharing
with an abundance
and assistance
approach
Recognize and
exploit knowledge
pointsin
interactions with
nternal and external
stakeholders




luster

"Eoré Conip;ten_éies

Competency Name

Communication

Competency Definition

/Able to share information, knowledge and ideas in a clear, focused and |
concise manner appropriate for the audience

|convey, persuade and influence stakeholders t

in order to effectivelyr
0 achieve the desired

loutcome
: ACHIEVEMENT LEVELS 5
- BASIC _COMPETENT ADVANCED SUPERIOR ]
' » Demonstrate an * Express deas to Effectively * Regarded as a
understanding 1 ndividuals communicate high- specialist in
for communication and groups in risk and sensitive negotiations and
kevers and tools formal and matters to relevant representing the

appropriate for the
audience, but
requires guidance
in utilizing such
tools

| * Expressideasin a
clear and focused
manner,
but does not
always take the
needs of the
audience into
consideration

| * Disseminate and
convey
infformation and
knowledge
adequately

informal settings
inan manner that
is nteresting and
motivating

e Ableto
understand,
tolerate and
appreciate
diverse
perspectives,
attitudes and
beliefs

e Adapt
communication
content and style
to suit the
audience and
facilitate optimai
information
transfer

+ Delver content in
a manner
that gains support
, commitment and
agreement from
relevant
stakeholders

e Compike clear,
focused,
concise and well-
structured written
documents

stakeholders

Develop a well- -
defined
communication
strategy

Balance political
perspectives with
nstitutional needs when
communicating
viewpoints on complex
ssues

Able to effectively

direct negotiations
around complex matters
and arrive at a win-win
situation that promotes
Bathe Pele principles '

Market and promote the
nstitution to

external stakeholders
and seek to enhance a
positive image of the
nstitution

Able to communicate
with the media with
high levels of moral
competence and
disciplne

nstitution

* Able to inspire
and motivate
others through
positive
communication
that is impactful
and relevant

* Creates an
environment
conducive to
transparent and
productive
communication
and critical and
appreciative
conversations

* Able to
coordinate
negotiations at
different levels
within local
government and
externally
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Cluster

| Core Competencies

Competency Name

Results and Quality Focus T

ompetency Definition

Able to maintain high quality standards, focus on achieving results and |
objectives while consistently striving to exceed expectations and

encourage others to meet quality standards. Further, to actively monitor |
and measure results and quality against dentified objectives |

ACHIEVEMENT LEVELS . |
BASIC COMPETENT [ ADVANCED SUPERIOR i
* Understand Focus on high- [ - Consistently verify = Coach and guide
quality of work priority actions own standards and others to exceed |
but requires and does not outcomes to ensure quality standards
guidance in become quality output and results
attending to distracted by = Focus on the end | « Develop
mportant matters lower-priority result and avoids challenging,
= Show a basic activities being distracted client-focused |
commiment to Display firm = Demonstrate a goals and sets
achieving the commitment determined and high standards
correct results and pride in committed for personal ,
= Produce the achieving the approach to performance
minimum level of correct results achieving results = Committo
results required Set qualiy and quality exceed the
in the role - standards and standards results and
« Produce design processes = Follow task and quality standards, |
outcomes that is and tasks around projects through to monitor own |
of agood achieving set completion performance and '
standard standards = Set challenging mplement remedial
= Focus onthe . Produce output of goals and nterventions when
- quantity of output high qualty objectives to self required !
but requires Able to balance and team and * Work with team to |
development in the quantity and display commitment set ambitious and ! 2
incorporating the quality of results in to achieving challenging team !
quality of work order to achieve expectations goals,
= Produce quality objectives = Maintain afocus on communicating
work in general Monitors progress, qualiy outputs when bng- and short- '
circumstances, but quality of work, and placed under term expectations
faik to meet use of resources pressure = Take appropriate _
expectation when provide status = Establishing risks to accomplish Cu
under pressure updates, and make institutional goals
adjustments as . systems for = Overcome |
needed managing and setbacks and
assigning work, adjustaction plans |
defining to realize goals
responsibilities, = Focus people on
tracking and critical activities
monitoring and that yield a high
measuring success impact |
. | '
N | _ . = el oo




7. EVALUATING PERFORMANCE

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

7.1.1  The standards and procedures for evaluating Employee’s performance; and
7.1.2  The intervals for the evaluation of the Employee’s performance.

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

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

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

7.5 The annual performance appraisal will involve:

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

{(a) Each KPA should be assessed according to the extent to which the specified standards
or performance indicators have been met and with due regard to ad hoc tasks that had
to be performed under the KPA.

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

(¢} The applicable assessment rating calculator must then be used to add the scores and
calculate a final KPA score.

7.5.2  Assessment of competency levels
(a) Each leading and core competency contained in the Competency Framework must be
assessed according to the extent to which the specified standards have been met,
(b} An indicative rating on the five-point scale should be provided for each competency.
{c) The applicable assessment rating calculator must then be used to add the scores and
calculate a final CF score.

7.5.3 Overall Rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such
overall rating represents the outcomes of the performance appraisal.
7.8 The assessment of the performance of the Employee will be based on the following rating scale
for KPA's and Competency Framework:

ACHIEVE MENT
LEVEL

TERMINOLOGY DESCRIPTION

Superior
/
Outstanding
Performance

Has a comprehensive understanding of local government
operations, critical in shaping strategic direction and change,
develops and applies comprehensive concepts and
methods




ACHIEVEMENT
LEVEL

TERMINOLOGY

DESCRIPTION

Performance far exceeds the standard expected of an
employee at this level. The appraisal indicate that the
Employee has achieved above fully effective results against |
all performance criteria and indicators as specified in the |
Performance Agreement and Performance Plan and
maintained this in all areas of responsibility throughout the
year.

Advanced

/

Performance
significantly above
expectations

Develops and applies complex concepts, methods and |
understanding. Effectively directs and leads a group and
executes in depths analyses.

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.

Competent
/ .
Fully effective

Develops and applies more progressive concepts, methods
and understanding. Plans and guides the work of others and
executes progressive analyses.

Performance fully meets the standards expected in all areas
of the job. The appraisal indicates that the Empiloyee has
fully achieved effective results against all significant
performance criteria and’ indicators as specified in the
Performance Agreement and Performance Plan.

Basic
/
Not fully effective

Applies basic concepts, methods and understanding of local
government operations but requires supervision and
development interventions

Performance is below the standard required for the jobin key
areas. Performance meets some of the standards expected
for the job. The review / assessment indicate that the
employee has achieved below fully effective results against
more than half the key performance criteria and indicators as
specified in the Performance Agreement and Performance
Plan.

1 Basic Does not apply the basic concepts and methods to prove a
/ basic understanding of local government operations and
Unacceptable requires extensive supervision and development
Performance interventions

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 and indicators as specified in the
Performance Agreement and Performance Plan .The
employee has failed to demonstrate the commitment or
ability to bring performance up to the level expected in the

job despite management efforts to encourage improvement. |

7.7 For purpose of evaluating the performance of the Executive Managers (Heads of Departrent —
Section 56 employees), an evaluation panel constituted by the following persons will be
established-

7.71 Municipal Manager;

SN
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7.72  Member of the Audit Committee;
7.7.3  Member of the Executive Committee; and
774 Municipal Manager from another Municipality.

8. SCcHEDULE FOR PERFORMANCE REVIEWS

8.1 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 ) ;1 July 2020 - 30 September 2020
Second quarter 1 October 2020 - 31 December 2020
Third quarter © 1 January 2021 ~ 31 March 2021
Fourth quarter : 1 April 2021 — 30 June 2021

8.2 The Employer shall keep a record of the mid-year review and annual assessment meetings.

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

8.4 The Employer will be entitied to review and make reasonable changes to the provisions of
Annexure "A’ from time to time for operational reasons. The Employee will be fully consuited
before any such change is made.

8.5 The Employer may dmend the provisions of Annexure A whenever the Performance Management
System is adopted, implemented, and /or amended as the case may be. In that case the
Employee will be filly consulted before any such change is made.

9, DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing development gaps is attached as Annexure B,

9.1 Noting the need to address development gaps in the municipalities, non-compliance with the
Circular 60 on Minimum Requirements stipulates the following:

9.2 Failure to implement the requirements of the regulations will result in non-compliance with

legisiation.

9.3 If officials have not met the requirements of the regulations including the support provided in this

SN
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Circular by the due date, Regulation 15 and 18 will immediately apply.




9.4 Therefore, the continued employability of affected officials will be impacted upon. MFMA Circular
No. 60 Minimum Competency Levels Regulations, Gazette 29967 April 2012.

9.5 Whilst the provisions of these regulations will apply consistently across all municipalities and
municipal entities from the effective date of enforcement National treasury will consider, “Special
Merit Cases”, delayed enforcement of certain provisions for a period of up to eighteen months from
1January 2013,

10.. OBLIGATIONS OF THE EMPLOYER
The Employer shall:

10.1  Create an enabiing environment to facilitate effective performance by the Employee;

10.2  Provide access to skills development and capacity building opportunities:

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

10.4  On the request of the Employee delegates such powers reasonably required by the Empioyee to
enable him/ her to meet the performance objectives and targets established in term of this
Agreement; and

10.5  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.

1. CONSULTATION

111 The Employer agrees to consult the Employee timeously where the exercising of the powers wili
have amongst others-

1.1.1  Adirect effect on the performance of any of the Employee’s functions;
112 Commit the Employee to implement or to give effect to a decision made by the Employer;
and
11.1.4 A substantial financial effect on the Employer.
11.2  The employer agrees to inform the Employee of the outcome of any decisions taken pursuant to
the exercise of powers contemplated in 11.1 as soon as is practicable to enable the Employee to
take any necessary action without delay.

12 MANAGEMENT OF EVALUATION OUTCOMES
121 The evaluation of the Employee's performance will form the basis for rewarding outstanding
performance or correcting unacceptable performance.

122 A performance bonus of 5% to 14% of inclusive annual remuneration package may be paid to the
Employee in recognition of outstanding performance.

St
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123  The Employee will be eligible for progression to the next higher remuneration packages, within the
relevant remuneration band, after completion of at least twelve (12) months service on the current
remuneration package by 30 June (end of financial year) subject to a fully effective assessment.

124 Inthe case of unacceptable performance, the Employer shall-

12.4.1 Provide systematic remedial of development support to assist the Employee to improve his or her
performance; and *

12.4.2 After appropriate performance and 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. .

A Score of 130% to 149% is awarded a performance bonus ranging from 5% - 9%

(3

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

130-133 5%

134137 6%
138-141 : 7%
142-145 8%
146-149 . _ 9%

Awarded %

150-1583

154-167 1%
158-161 ) 12%
162-165 13%

166- above _ 14%




13.

13.1

13.2

13.3

14,

14.1

14.2

14.3

14.4
to

DisPUTE RESOLUTION

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

13.1.1 In the case of managers directly accountable to the municipal manager, the Executive
Mayor or Mayor within thirty (30) days of receipt of formal dispute from the employee;
whose decision shall be final and binding on both parties.

Any dispute about the outcome of employee’s performance evaluation, must be mediated by

13.2.1 Inthe case of managers directly accountable to the municipal manager, a member of the
municipal councit, provided that such member was not part of the evaluation panel provided
for in the sub regulation 27 (4) (e), within 30 days of receipt of formal dispute from the
employee, whose decision shall be final and binding on both parties.

In the event that the mediation process contemplated above fails, clause 15 of the Contract of

Employment shall apply.

GENERAL

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.

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 regutations, circulars,
policies, directives, or other instruments.

This performance agreement must be submitted together with a signed code of conduct and a
declaration of interest

The performance assessment results of the Municipal Manager and managers directly accountable
the Municipal Manager must be submitted to the MEC responsible for Cooperative Governance,

Human Settlements and Traditional Affairs in Limpopo Province as well as the National Minister responsible
for Cooperative governance and Traditional Affairs within fourteen (14) days after the conclusion of the
assessment,

AS WITNESSES:

1.

2.

AS WITNESSES:

1. WO’ g

2,

EMPLOYER

Kkf




ANNEXURE A
REVIEWED INDIVIDUAL
PERFORMANCE PLAN (SDBIP)
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Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs: ¢ Improving access to basic services
Key Strategic ( nal objectives: To provide sustainable basic services and infrastructure development
(] Priority |Key | Projec | Baseli |2020/21 | Review | Quarter | Quarter | Quarter | Revie | Quarter ﬂn&nioa 2020/21 eview Means of | Weight
Ref area perfor | t ne annuat ed 1target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
ho. {IDP) manc | Name target annual Quart 4 target | Budget nual n
e target er3 R udget
indica target
tor
TECH Numb | Constr | O 10x None Approve | Tender | 10x No No 10 x 1260000 | None Approved
-001- er of uction Culvert d award Cuiver | Targel [ target Culver Specifica
2020/ . culvert | of bridges Specific | and Bridges Bridges tion,
21 S Bridge | culvert construct ation signing | constru construct Tender
m s bridge ed Tender | contract | cted ed Advert,
£ @ |constr | s Advert | ual Appointm
&= 2 | ucted docume ent Letter
S .m nts and
w £ signed
bl SLA and
0= monthly
8= progress
[ report,
pon Practical
completio
n
cerlificate
m L

PN
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Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountabie, Effective and Efficient Local Government System
Outputs: » Improving access to basic services
Key c izational objectives: To provide sustainable basic services and infrastructure development
IDP | Priority |Key |[Projec [Baseli | 2020/21 | Review | Quarter | Quarter | Quarter | Ravie | Gearter Reviewed 2020721  Review of | Weight
Ref area perfor |t ne annual ed 1target | 2 target | 3 target | wed 4 Target | Quarter | Annual catio
no. {IDP) manc { Name target annual Quart 4 target | Budget nual
e target er3 R udget
indica target
tor
+TEC Numb | Upgra | 3.5km [ 1.5km None Approve | Tender { 1.5km | No No 1.5 km 12 282 None | Tender
H- er of ding of | Gravel | Gravelto d Award Gravel Target | target Gravel to | 138 advert
002- road Nthabi | to surfacing Specific | and to Surfacing and
2020/ kilome | seng surfacin | upgraded ation signing | Surfacin upgraded approve
21 ® ters Intermma | g and contract | g . specificat
T constr | | Street | constru Tender | ual upgrade ion
2 o |ucted | from cted Advert | docume | d. Appointm
m 5 gravel nts ents
] to letter and
a2 surfac Signed
° B e SLA,
&8 phase Monthly
n £ = progress
N reporis
O and
14 practical,
completio
n
certificate
m(

V4%
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Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs: ¢ Improving access to basic services
Key Strategic izational objectives: To provide sustainable basic services and infrastructure development
IDP | Priority | Key | Projec | Baseli [ 2020/21 [ Review | Quarter | Quarter | Quarter | Revie | Quarter Reviewed | 2020721 eview sof | Weight
Ref area perfor | t ne annuat ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. (IDP} manc | Name target annual Quart 4 target | Budget nual
e target er3 R udget
indica target
tor
TECH Numb | Upgra | 3km 2.0km None Approve | Tender | 2.0 km No No 2.0km 14 162 None Tender
-003- er of ding of | Gravel | gravelto d Award gravel Target | target gravelto | 232 advert
2020/ road Capric | to surfacing specific | and to surfacing and
21 kilome | om surfacin | upgraded ation signing | surfacin upgraded approved
ters Park g and contract | g specificat
constr | Intema | Constru tender ual upgrade ion
ucted | | Street | cted advert docume | d Appointm
from nts ents
Gravel letter and
to Signed
surfac SLA,
e Monthly
Phase progress
3 reports,
and
practical,
complelio
n
certificate
nm o

\e¥
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Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs: FLE ___..!.os_..m| access to hasic services
Key Strategic O_.ww_._ﬂuna:m_ objectives: To provide sustainable basic services and infrastructure deveiopment
IDP | Priort Key | Projec | Baseli |2020/21 [ Review [ Quarter | Quarter | Quarter | Revie | Quarter [Reviewed | 2020121 Review n.%ez of | Welight
Ref area perfor | t ne annual ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. {iDP) manc | Name target annual Quart 4 target | Budget nual n
e target erd R udget
indica target
tor
TECH Numb | Upgra | New 0.7km None Approve | Approve | Tender | None | 0.7km None 6751980 ]6.761, | Tender
-004- er of ding of | Indicato | Gravel to d d Award Gravel to 981 advert
2020/ road Kgwad | r surfacing specific | specific | and surfacing Approved
21 kilome | uto upgraded ation ation signing upgrade Specifica
ters Botlok phase 1 and and contract d phase tion,
constr | wa tender | tender ual 1 Appointm
e ucted | Primar advert, | advert | docume ent letter
2 y Appoint | for nts for and
2 school ment of | constru | Constru signed
= from Service | ction ction SLA,
2 gravel Provider Approved
- t for designs,
£ surfac Project monthly
s e Designs progress
-] phase . report,
2 1 Signing and
£ of SLA practical,
o completio
> n
N .
.m certificate
TECH M Numb [ Leasin | New Leasing Leasin | Approve | Tender [ No None | No Tender 2400000 | 1265 | Tender
oP- - er of g of indicato | of plant gof2x | d Award target target Award 357 advert
005- m Plant plant r and graders | specific | and and Approved
2020/ o and and equipme | and 1x | ation signing signing Specifica
21 Equip [ equip nt Skip and confract contractu tion, ,
ment ment Loader | tender ual al Appointm
leased Truck advert docume documen ent letter
nts ts and
signed
SLA

Va4
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Key performance area (KPA) 2: Basic service delivery
Outcome 9; Responsive, Accountable, Effective and Efficient Local Government System
Outputs: . _..._"...os:- access to basic services
Key mnu»ommo Qﬁg:m_ objectives: To provide sustainable basic services and infrastructure development
IDP xo< Projec | Baseli | 2020/21 [ Review | Quarter | Quarter | Quarter | Revie | Quarter Reviewed | 2020/21 eview ﬂwe..n Weight
Ref t ne annual ed 1target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. ._03 ..._.m:o Name target annual Quart 4 target | Budget nual
e target er3 R udget
Indica target
| tor
TECH Numb | Appoin | New Panel of | 3x Approve | Tender | No None | No Tender 2000000 | 5748 | Tender
OP- er of tment | indicato | Diesel Panel d Award target target Award 336 advert
006- Panel ] ofa r mechanic | of specific | and and Approved
2020/ of Panel s Diesel | ation signing signing Specifica
21 Diesel | of mecha | and contract contractu tion, ,
Mecha | Diesel nics tender ual al Appointm
nics mecha appoint | advert docume documen ent letter
appoin | nics ed nts ts and
ted signed
SLA
TECH | o No. of | Mainte | 620 Km | 603 km 604 151 151 151 None [ 151 kms | None Opex None Signed
-024-| € £ kmof | nance | of of gravel kms kms kms maintain weekly
2020/ .M = 2 | gravel | of Roads | roads maintai | maintai | maintai ed reports
21 -3 m roads | gravel | Maintai [ maintain ned ned ned and
Ro @ mainta | roads | ned ed monthly
ined reports
TECH Numb | Constr | 0 1500 None Approve | Tender | 1500 Ancilia | No 1500 3000 None Approved
- 012- erof uction seater d Award seater y target seater 000.00 specificati
2020/ stadiu | of grand specific | ang grand Works grand on,
21 m grand stand ation signing | stand Compl stand tender
2 grand | stand construct and contract | constru | eted construct advert,
= stands | and ed tender ual cted ed appointm
S constr | Ancilla advert | docume ent letter
:_m ucted | ry nts and
» works signed
|~ at SLA,
m. .z_o=8 Progress
[77) I Reports
Sports Practical
Compl completio
ex n
certificate

= oY




31

Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs: ) __.__.u..o<_=m access to basic services

Key Strategic Organizational objectives: To provide sustainable basic services and infrastructure development
IbP Priority | Key Projec | Basell | 2020/21 | Review | Quarter | Quarter | Quarter | Revie | Quarter Reviewed [ 2020721 eview Means of | Weight
Ref area perfor | t ne annual ed 1target | 2target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. (IDP) manc | Name target annual Quart 4 target Budget nual

@ target er3 R udget

indica target

tor
TECH Numb | Procur | 220 500 None No Approve | Tender | None | 500 None 1048 | Approved
-013- “ er of ement | Smart { Smart Target | d Award Smart 1200 000. | 812 Specificat
2020/ Q smart | of Meters | meters Specific | and meters 00 ion,
21 .M meters | smart | installe | procured ation signing delivered tender

@ procur | meters | d and and contract advert,

2 ed and delivered Tender | ual Appointm
£ | deliver Advert | docume ent letter
£ ed nts. and
k7] signed
o SLA,

L Delivery
note
TECH Numb | Electrif | New 500 None Approve | Tender | 250 None | 250 None 1300000 | 9000 | Approved
014- er of ication | indicato | househol d Award househ househol 0.00 000 specificati
2020/ house | of r ds Specific | and olds ds on,
21 “ holds | house electrified ation signing | electrifie electrifie tender
o electrif | holds and contract | d d advert,

b ied in Tender | ual appoinim

.w Fatima Advert docume ent letter
Village nts. and

.W. Phase Project signed

2 1 design SLA

o complet Approved
o ed designs,
w Completi

on

certificate

5
me

S

VAY
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Key performance area (KPA) 2: Basic service delivery

Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System

Outputs: ¢ _improving access to basic services

Key Strategic izational objectives: To provide sustainable basic services and infrastructure development

ibp Priority | Key Projec | Basell | 2020/21 | Review | Quarter | Quarter | Quarter | Revie | Quarter Reviewed | 2020/21 eview ans of | Weight

Ref area perfor | t ne annual ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio

no. {IDP) mane | Name target annual Quart 4 target | Budget nual
e target er3d R udget
indica target
tor

TECH Numb | Upgra | New 300 None Approve | Tender | 150 None | 150 None 3000 2700 | Approved

-015- er of ding of | Indicato | Streetligh d Award Streetfig Streetlig 000,00 000 Specifica

2020/ Streetl | Streetii | r ts Specific | and hts hts tion,

21 ights ghtsin Upgrade ation Signing | Upgrad Upgrade Tender
Upgra | Mogw d. and Contrac | ed d Advert
ded adi Tender | tual Mogwa Mogwadi Appaintm

and Advert. | Docume | diand and ent Letter

Moreb nts. Morebe Moreben and

eng ng g Signed
SLA
Monthly
Progress
Reports
and
Practical
and
Completi
on
Certificat
e.

mL
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Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs: » Improving access to basic services
Key wnd»om_o oﬂ:goam_ objectives: To provide sustainable basic services and infrastructure development
ibp v..o_oo Baseli | 2020/21 | Review | Quarter | Quarter | Quarter | Revie | Quarter |Reviewed | 2020/21 aview of | Weight
Ref m_dn ue..-o_. ne annual ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual catio
no. (IDP) manc zu:.o target annual Quart 4 target { Budget nual
e target erd R Budget
indica target
tor
TECH Numb | Installa | 6 x 3x High None Approve | Tender | 1xHigh | None | 2x High None 1700000. | 1595 Approved
-016- er of tion of | High Mast d Award Mast Mast 00 418 | Specificat
2020/ High High Mast Lights Specific | and Lights Lights to ion,
21 Mast Mast Lights installed ation signing | to be be tender
Lights | Lights | installe and contract | instalted installed advert,
“ install d Tender | ual Appointm
K] ed Advert docume ent letter
e nts and
m signed
SLA,
2 Monthly
2 progress
41} reports
@2 and
w practical
and
completio
n
certificate
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Key performance area (KPA) 2: Basic service delivery

Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System

Outputs: ¢ Improving access to basic services

Key Strategic ¢ izational objectives: To provide sustainable basic services and infrastructure development

IDP | Priority | Key | Projec | Basell |2020/21 | Review | Quarter | Quarter | Quarter [ Revie | Quarter Reviewed | 2020/21 oview of | Weight

Ref area perfor | t ne annuat ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio

no. (IDP) manc | Name target annual Quart 4 target | Budget nual n
e target er3 R udget
Iindica target
tor

TECH Numb | Supply | O 2x Diesel | None Approve | Tender { 2x None | No None 500 000.0 |496 Approved

-017- er of & Generato d Award Diesel target 0 655 Specificat

2020/ Diesel | installa rs Specific | and Generat ion,

21 Gener | tion of installed ation signing | orsto Tender
ators Diesel and contract | be Advert,
suppli | Gener Tender | uval installed Appointm
ed and | ators Advert docume ent
install | in nis Letter,
ed Mogw signed

adi SLA and
and monthly

Moreb progress
eng report

TECH Perce { Basic | 100% | 100% None 100% 100% 100% None | 100% None Opex None | Quarterly

- 025- ntage | electric reports

2020/ - of ity to

21 8 house | house

8 helds | holds
b with

E acces

o sto

s basic

= levels

2 |of

2 electri

e city

hy
N




35

Key performance area (KPA) 2: Basic service delivery
Outcome 9: Responsive, Accountable, Effective and Efficient Local Government System
Qutputs: *» _Improving access to basic services
Key Strategic izational objectives: To provide sustainable basic services and infrastructure development
1bp Priority | Key Projec | Baseli | 2020/21 | Review | Quarter | Quarter | Quarter [ Revie | Quarter Reviewed | 2020/21 eview Means of | Weight
Ref area perfor | t ne annual ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. {iDP) manc | Name target annual Quart 4 target Budget nual
e target erl R udget
indica target
tor
TECH Perce { Intema | No 100% None 25% 50% 75% None | 100% None Opex None Updated
OP- - ntage | |Audit | queries Internal
019- B |of action | raised Audit
2020/ | F & |intema | plan action
21 = 2 | Iaudit plan
m £ | querie
-
= 0
- addres
- sed
TECH Perce | Imple 100% 100% None 100% 100% 100% None | 100% None Opex None Updated
OP- ntage { mentat Strategic
020- of ion of risk
2020/ I3 risks | Risk register
21 m resolv | registe
@ ed r
W within
m timefra
me as
m mvo.oa
[ edin
4 the
risk
registe
r
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Key performance area (KPA) 2: Basic service delivery
05850 9: Responsive, Accountable, Effective and Efficient Local Government System
Outputs » Improving access to basic services
Key maom_o izational objectives: To provide sustainable basic services and infrastructure development
IDP Key Projec | Baseli | 2020/21 [ Review | Quarter | Quarter | Quarter | Revie | Quarter Reviewed | 2020/24 eview ns of | Weight
Ref mam perfor | t ne annual ed 1 target | 2 target | 3 target | wed 4 Target | Quarter | Annual rificatio
no. (IDP) manc | Name target annual Quart 4 target | Budget nual n
e target er3 R udget
indica target
tor
TECH Perce | Imple 100% 100% None 100% 100% 100% None 100% None Opex None Updated
OP- ntage | mentat Council
021- 2 |of ion of resolutio
2020/ 5.9 | Counc | Counci n register
21 €5 |il I
w ° resolut | resolut
¥ % ions ions
o imple
mente
d
TECH Perce | Imple 100% 100% None 100% 100% 100% None 100% None Opex None Updated
OP- ] ntage | mentat Audit
022- m o |of ion Committe
2020/ IS m Audit | Audit e
21 £S Comm | Commi resolutio
02 |ittee ttee n register
O 9 | resolut | resolut
m ® | ions ions
SE | imple
< mente
| d
TECH Perce | Imple | 0% of 100% None No No 50% None | 100% None Opex None Updated
OP- c ntage ] mentat | AG target target AG
023- 0 of AG [ionof | Action Action
2020/ | G § |Acton | AG Plan plan
21 < g |Pan | Action |implem
Q imple | Plan ented
< mente
d N
Signature: Date Signature: V\\§ % - _ Date:
Municipal Manager § _
vl
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PERSONAL DEVELOPMENT PLAN

Name & Surmame : YETAMBUYU WASILOTA
Job Tittle : SENIOR MANAGER: TECHNICAL SERVICES _
Employee Number :_5000
SUGGESTED MODE WORK
SKILL SUGGESTED TRAINING OF DELIVERY OPPORTUNITY
SUGGESTED SUPPORT
/ OUTCOME EXPECTED ! {Lectures, Online, CREATED TO
TIMEFRAME PERSON
PERFORMANCE GAP DEVELOPMENT ACTIVITY Distant Learning, PRACTICE
Visual) SKILL
Project and Programme | Masters in Programme Management Online Distance 18 Months Municipal
Management (NQF Level 9) Learning Manager
Executive Management | Senior Management Development Online Distance 6 Months Municipal
Programme Learning Manager

on.

| agree with the objectives as set out in the above Performance an
Development Plan and undertake to achieve the objectives as ag

m_mz>q4@£/

) with the achievement

| undertake tosupport (

of the above Performance and co<m_mv=.o:n Plan

SIGNATURE 5

: Q&\Q\ﬁr .

Name of i

:Mr ML Mosena

Name of Reporting

: Mr. Y Wasilota
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CODE OF CONDUCT FOR
MOLEMOLE LOCAL

MUNICIPAL EMPLOYEES:
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Definitions
In this Code of Conduct “partner” means a person who permanently lives with anothyer person in a
manner as if married.

General Conduct
A staff member of Molemole Municipality must at all times-

Loyally execute the lawful policies of the municipality
Perform the functions of office in good faith, diligently, honestly and in a transpare rit manner:
¢. Actin such a way that the spirit, purpose and objects of section 50 of Municipal Systemn Act of
2000 are promoted:
d. Actin the best interest of the municipality and in such a way that the credibility and integrity of the
municipality are not compromised;
e. Actimpartially and treat all people, including other employees, equally without favar or prejudice.
Commitment to sarving| the public
A staff member of Molemole Municipality is a public servant in a developmental local system and must
accordingly —

Implement the provisions of section 50(2) of Municipal System Act of 2000
Foster a culture of commitment to serving the public and a collective sense of responsibility for
performance in terms of standards and targets;

¢. Promote and seek to implement the basic values and principles of public administration described
in section 19'5(1) of the Constitution;

4. Obtain copies of or information about the municipality's IDP, and as far as possibie within the
ambit of thé employee’s job description, seek to implement the objectives set out in the IDP, and
achieve the performance targets set for each performance indicator,

e. Participate in the overall performance management system for the municipality, as well as the
employee’s individual performance appraisal and reward system, if such exists, in order to
maximize the ability of the municipality as a whole to achieve its objectives and improve the quality
of life of its residents.

Personal Gain

A staff member of Molemole Municipality may not -

a. Use the position or privileges of an employee, or confidential information obtained as an
employee, for private gain or to improperly benefit another person;

b. Take a decision on behalf of Molemole Local Municipality concerning a matter in which that
employee or that employee’s spouse, partner or business associate, has a direct or indirect
personal or private business interest.

Except with the prior consent of the council of the Municipality an employee of the Municipality shall

not;



a. be a party to or beneficiary under a contract for-
i. the provision of goods or services to Molemole Local Municipality; or
il. the. performance of any work for Molemole local Municipality otherwise than as an
employee
b. obtain a financial interest in any business of Molemole Local Muhicipality;
¢. Be engagéd in any business, trade or profession other than the work of Molemole Local
Municipality.

Disclosure of benefits

1} An employee of Molemole Local municipality who, or whose spouse, partner, business associate
or close family member acquired or stands to acquire any direct benefit from a contract concluded
with Molemole Local Municipality, must disclose in writing full particulars of the benefit to the
council,

2) This item does not apply to a benefit which an employee, or a spouse, life partner, business
associate or close family member, has or acquires in common with other residents of Moiemole
Local Municipality.

Unauthorized disclosure of information

1) Anemployee of Molemole Local Municipality shall not without permission discloses any privileged
or confidential information obtain as an employee of the Municipality to an unauthorized person.

2) Forthe purpose of this item "privileged or confidential information” includes any information -

a. Determined by the council, any structure or functionary of the municipality to be privileged or
confidential

h. Discussed in closed session by the council or a committee of the council
Disclosure of which would violate a person's right to privacy

d. Declared to be privileged, confidential or secret in terms of any law.

3) This item does not derogate from a person's right of access to Information in terms of national
legislation. 4

Undue Influence
An employee of Molemole Local municipality may not -

a. Unduly influence or attempt to influence the council of Molemole Local Municipality, or a structure
or functionary of the council, or a councilor, with a view to obtaining any appointment, promotion,
privilege, advantage or benefit, or for a family member, friend or associate

b. Mislead or éttempt to mislead the council, or a structure or functionary of the council, in its
consideration of any matter

c. Be involved in a business venture with a councilor without tﬁe prior written consent of the council
of Melemole Local municipality.
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Rewards, gifts aﬁd favors

1) Anemployee of Molemole Local municipality may not request, soficit or accept anyr reward, gift or

favor for-

a. Persuading the council of Molemole Local municipality, or any structure or fun Ctionary of the
council, with regard to the exercise of any power or the performance of any duty;

b.  Making a representation to the council, or any structure or-functionary of council;

¢. Disclosing any privileged or confidential information:
Doing or not doing anything within that employee's powers or duties.

2) An empioyee must without delay report to a superior official or to the speaker of the council any
offer which, if accepted by the employee, would constitute a breach of sub item (1).

Council property

An employee of Molemole Local Municipality shall not use, take, acquire, or benefit frorn any property

or asset owned, controlled or managed by the Municipality to which the employee has no right,

Payment of arrears

An employee of Molemole Local Municipality may not be in arrears to the Municipality for rates and
service charges for a period longer than 3 months, and Molemole Local Municipality shail deduct
outstanding amounts from an employee's salary after this period.

Participation ih elections
An employee of Molemole Local Municipality shall not participate in an election of the council of
Molemole Local Municipality other than in an official capacity or pursuant to any constitutional right.

Sexual Harassment
An employee of Molemole Local Municipality may not embark on any action amounting to sexual
harassment.

Reporting duty of employees

Whenever an employee of Molemole Local Municipality has reasonable grounds for believing that
there has been a breach of this Code, the employee must without delay report the matter to his
immediate supervisor or to the speaker of the council.

Breaches of Code

Breaches of this Code must be dealt with in terms of the disciplinary procedures of Molemale Local
Municipality envisaged in section 67 (1) (h) of the Municipal Systems Act and or the South African
Local Governme;lt Bargaining Council's Collectiv,e_égreement on Disciplinary Code and Procedures.

Signature
Initials and Surname Mr. Y Wasilota
Designation Senior Manager: Technical Services
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CONFIDENTIAL
ANNEXURE A

FINANCTIAL DISCLOSURE FORM

I, the undersigned (surname and mmals) \QAS‘ L/D’rﬂ \j

(Postal address) ‘FLMUTZ'

33 B-A@Qf Siat ]olof'\:«)w 06

(Residential address) Sme Al ARcds

(Pesition held) 6 ent ol /TE'OH NicAa S@/W Leg

(Name of Department) Techﬂl ca l g@.{ﬂ C&Q
Tel O‘SSb‘ 2_;30‘ Fax DESD l Wfq -

hereby certify that the following information is complete and correct to the best of my knowledge:

1, Shares and other financial interests
See information sheet: note ©

Number of shares/Extent | Nature Nominal Value Name of Company/Entity
of financial interests

-

45‘10 HotninG C)w&h},

2, Directorships and partnerships
See information sheet: note ©

Name of  corporate entity or Type of business Amount of Remuneration
hip
Wl Temn et [TRensPuTTon_ | 30 goo
Yefas feuse STuogNT Ao megzi) 20 a6 s

Prr. Lephafafe P?Y e 30 000

CONFIDENTTAL




CONFIDENTIAL

3. Remunerated work outside the public service
Must be sanctioned by your Executing Authority. See information sheet: note @

Name of Employer Type of Work Amount of rermuneration

/B

Name of Executing Authority Portfolio

Signature of Executing Authority ' Date

4, Consultancies and retainerships
See information sheet: note ®

Name of client Nature Type  of  business | Value of any benefits received

N/
/]

5. Sponsorships
See information sheet: note @

Source of assi e/sponsorship Description of assistance/ | Value of assimelsmmp

A
/ J




CONFIDENTIAL

See information sheet: note @

CONFIDENTIAL

6ifts and hospitality from a source other than a family member

Deseription . Value Source
N /A
7. Land and
See information sheet: note ©

Description Extent Area Value

LAnD Woensia SOm?2 | bGosoy
IRorerty  Vnwetsoo | Qoon® | 980 sog

1

SIW NATED EMPLOYEE

PLACE:

Mogia)|

CONFIDENTIAL




CONFIDENTIAL

OATH/AFFIRMATION

I certify that before administering the oath/affirmation I asked the deponent the
following questions and wrote down her/his answers in his/her presence:

(i) Do you know and understand the contents of the deciaration?

Answer \‘[ Q"’R |

(i) DoMave anﬁjecﬁon to faking the prescribed oath or affirmation?

Answer NO

(i) Do you consider the prescribed oath or affirmation to be binding on your

conscience? C %
Answer \}\
\J

—

I certify that the deponent has acknowledged that she/he knows and understands the
contents of this declaration. The deponent utters the following words: *I sweqr that the -
contents of this declaration are true, so help me God.” / "T truly affirm that the contents

of the declaration are true" The signaturg, Rk BV the deponent is affixed to the

declaration in my presence.
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Justice of 4 eace

Full first names and surname: M ID\” Qﬁ“\/\@\/\b
0 E{OAIIA- SETAT/ (Block letters)

A

BUYE, A ¥ i A W] 1l

Designation (rank)(ﬁ"\rp [ Ex Officio Republic of South Afdica

Street address of institution _LK,Z KC;@_@,_S) —
LN ORDAIAR ] -
Date S AL 0% '7> 1 Place \/\/\\ %M)WI!

31 -03- 2021

T SAeg MOGWAD

LT,

CONTENPS NOTED; RXECUTING AUTHORITY

oare___| 69!0“6]_20‘2,1

NOTE:

Remember that a copy of the completed form must be submitted by the EA to the Commission for purposes of
recording it in the Register of Designated Employee’s Interests.

Cv/dV00103160 1annexure A 1AR

COMMUNITY SERvICES CENY!




