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PERFORMANCE AGREEMENT
COMMENCING 01 July 2014
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Herein represented by Kebone Masange

in his duly authorised capacity as Municipal Manager of the NEWCASTLE Municipallty

AND
S CHENIA

CHIEF AUDIT EXECUTIVE
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INTRCDUCTION
1. (1) The Employer has entered info a coniract of employment with the Employes in terms of seclion 57(1)(a)
of the local Governmenf: Municipal Systerns Act 32 of 2000 (“the Systems Act"). The Employer and the

Employee ore hereinafter referred to as “the Parties".

(2) Section 57(1){b) of the Systems Act, read with the Memaorandum of Agreement of Employment concluded
between the parlies, requires the parties to conclude an annual Performonce Agreemeni. The employer
must conclude a Performance Agreemeni within 60 days 3of assumption of duty and renew it annually within

one month of the commencement of the beginning of the financial year.

(3} The parlies will ensure that they are clear about the godls o be achieved, and secure the commitment of
the Employee fo a set of outcomes that will secure local government policy goals as defined in the municipal

IDP.

{4) The parties will 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 fo —

2.1 comply with the provisions of Section 57{1) {b}.{4A).(4B) and (5} of the Systems Act as well as ths

Memorandum of Agreement of Employment entered into between the parties;

2.2 communicate to the Employee the Employer's performance expectations and accouniabilifles by

specifying objeclives and targets as defined in the IDP;

2.3 specify accountabilities as set out in the Performance Plan {in a format substantially compliant with

Appendix "A");
2.4 monitcr and measure performance against set targeted outputs;

2.5 appropriately roward the Employee in accordance with the Employer's pen‘orr_ncmce management

policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to a performance-orientated relationship with the Employee in

aftaining equilable and improved service dslivery.
3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 01 July 2014 and will remain in force in line with Employment
agreement unlil the 30 June 2015, where after a new Performance Agreement, Performonce Plan and

Personal Development Plan shall be conciuded belween the parties for the next financial year or any portion

thereof if applicable.
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3.2 The parties will review the provisions of this Agreement during June each year and will conclude a new
Performance Agreement [and Performance Plan and Personal Development Plan) that replaces ihis

Agreement at least once a year but not later than one month after the commencement of the new financial

year, in line with the Employment Agreement.

3.3 This Agreement will terminate on the termination of the Employee's coniract of employment for any

reqason.

3.4 The content of this Agreement may be revised at any time during the abovementioned period to

delermine the applicability of the matters agreed upon.

3.5 If at any time during the validity of this Agreement the work environment alters {whether as a resuff of
government or council decisions or otherwise] to the exient that the contents of this Agreement are no longer

appropriate, the contents shallimmediately be revised.

3.6 Any significant amendmenis/ deviations referred to in 3.4 and 3.5 above must iake cognisance of, where
relevant, the requirements of sections 34 and 42 of the Systems Acl, and must be done in lerms of regulation 4
(5) of the Local Government: Municipal Performance Regulalions for Municipal Managers and managers

directly accountable 1o the Municipal Manager, 2004 ("the Regulafions”);

4 PERFORMANCE OBJECTIVES

4.1 The Performance Plan {Appendix "A"] sels out-

4.1.1 the parformance objectives and targets that must be met by the Employee; and

4.1.2 the ime frames within which those perfermance objectives and targets must be medt.

4.2 The performance objectives and targets reflected in Appendix "A” are set by the Employer In consuliation
with the Fmployee and based on the Inlegrated Development Plan and the Budget of the Employer, and
shall include key objectives; key performance indicotors; larget dates and weightings.

4.3 The key obljeclives describe the main lasks that need to be done. The key performance indicators provide
the details of the evidence that must be provided to show thai a key objective has been achieved, The
targel dates describe the timeframe in which the work must be achieved. The weightings show the relalive

importance of the key objectives to each other,

4.4 The Employee's performance will, in addition, be measured in terms of contribulicns to the goals and

strategies set out in the Employer's Integrated Development Plan.
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5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system thal the Employer adopts

arintreduces for the Emplover itself, management and municipal staif of the Employer.

5.2 The Employee accenls that the purpose of the perforrmance management sysiem will be to provide a

comprehensive system with specific performance standards to assist the Employer, management and

municipal staff to perform to the standards required.

5.3 The Employer will consult the Employee about the specific performance slandards that will be included in

the performance management system as applicable 1o the Employes,

& The Employee agrees o parlicipate in the performance management and development system that the

Employer adopts.

&.1 The Employee underfakes to actively focus towards the promotion and implementation of the KPAs

{including special projects relevant to the employee's responsibilities) within the local government framework.

4.2 The criteria upon which the performance of the Employee shall be assessed, shall consist of two

componenis, both of which shall be contained in the Performance Agreement,

6.2.1 The Employee must be assessed against both components, with o weighting of 80:20 allocated to the

Key Performance Areas (KPAs) and the Core Managerial Competencies (CMCs) respectively,

6.2.2 KPAs covering the main areas of work will accouni for 80% and CMCs will account for 20% of the final

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

6.3 The Employee's assessmeni will be based on his/ her performance in terms of the outputs/ culcomes
performance indicalors) identified as per attached Perfermance Plan (Appendix *A"], which are linked to

the KPA's, and will constitute 80% of the overdll assessment result as per the weighlings agreed o befween

the Employer and Employee:

Key Performance Areas (KPA'S) .~ .. . . . ..l = Weighting -
Basic Service Delivery 0%
Municipal Institutional Development and Transformation 20%

Local Economic Development (LED) 0%
Municipal Financial Viability and Management 10%

Good Govermnance and Public Paricipation 70%
Municipal Planning 0%

Social Development 0%

Total 100%

e
¥
(&
-
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6.4 The Critical leading Competencies (CLC) and Core Competencies requirements {CCR’s) as

per

Annexure A of the Local Government : Compelency Framewark for Senior Managers will make up the olher

2% of the Employee's assessimeni score. There Is no hierarchical connofation and all competencies are

essential io the role of a senior manager. All competencies must therefore be selected from the list below as

agreed o between the Employer and Employee:-

CRITICAL LEADING COMPETENCIES D SR : | WEIGHT
Strategic Direclion and Leadership Impact and Influence
Institutional Performance 10%
Managemeni
Strategic Planning and
Management
Organisational Awareness
People Management Hurnan Capital Planning and
Development 10%
Diversily Management
Employee Relations
Management
Negotiation and Dispute
Management
Programme <and Project Management Program and Project Planning
and implementation 10%
Service Delivery Management
Program and Project Monitoring
and Evaluation
Financial Management Budget Planning and Execufion
Financial Strategy and Delivery 10%
Financial Reporling and
Manitoring
Change Leadership Chaonge Vision and Sirategy
Pracess Design and Improvement 10%
Chaonge Impact Monitoring and
Evaluation
Govemnance Leadership Policy Formulation
Risk and Cempliance 10%
Management
Co-operative Governance
CORE COMPETENCIES ™
Moral Competence 10%
Planning and Organising 5%
Analysis and Innovation 5%
Knowledge and Information Management 5%
Communicalion 5%
Resulls and Quality Focus 10%
Total Percentage - L 100%

7. EVALUATING PERFORMANCE

7.1 The Performance Plan/scorecard (Appendix "A") to this Agreement sels out -

7.1.1 the standards and procedures for evalualing the Employee's performance; and

7.1.2 the intervals for the evaluation of the Employee’s performance.
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7.2 Despite the establishment of agreed intervals for evatuation, 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 {in a format substantially compliant with Appendix “B"} as well

as the actions agreed o, 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 ihe Empioyer’s |DP.
7.5 The annual performaonce appraisal will involve:

7.5.1 Assessment of the achlevement 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-poini scale should be provided for each KPA.

(c) The applicable assessment rating calculator {refer lo paragraph 7.5.3 below] must ihen be used fo add

the scores and calculale a final KPA score.

7.5.2 Assessment of the CMCs
{a) Each CMC should be assessed accarding to the exient to which the specified standards have been met.

(b} An indicalive rating on the five-point scale should be provided for each CMC.
(¢) The applicable assessmeni rating calculator {refer to paragraph 7.5.1 above} must then be used o add

the scores and calculate @ final CMC score.

7.5.3 Overdll rating
An overdll rating is calculated by using the applicable assessmenf-rating calculator, Such overall rating

represents the outcome of the performance appraisal. (Calculator available on DPLG website.)




L
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7.6 The assessment of 1he performance of lhe Employee will be based on the following rating scale for KFA's

and CMCs:
Rafing
Level Temminology Description
3

Oulstanding Performance far exceeds the standard expected of an
perforrmance employee at this level. The appraisal indicates that ihe
5 Ermployee has achieved above fully effective resulls 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 Performance s significantly higher than the standard
significanily expected in the job. The appraisal indicates thal the
4 above Employee has achieved above fully effective results against

expectafions

more than half of the performance criterioc and indicaiors

and fully achieved all others throughout the year.

Fully effective

Performance fully meets the standards expecied in all areas
of the job. The appraisal indicates that the Employee has
fully achieved effective results against all  significant
performance criterla and indicalors as specified in the PA

and Performance Plan.

Mot fully

effective

Performance is below the standaord reguired for the job in
key areas., Performance meets some of the standards
expecied for the job. The review/assessmenl indicales thal
the employee has achieved below fully effeclive rasulls
against more than half the key performaonce criteric and

indicators as specified in the PA and Performance Plan.

Unacceptable

performance

Performance does not meet the standard expected for the
job. The review/assessment indicates that the employee has
achieved below fully effective results agains! almost all of
the performance criteria and indicators as specified in the
PA and Performance Plan. The employee hos failed to
demonstrate  the commitment or abilty to bring
performance up to the level expected in the job despite

management efforts to encourage improvement.

7.7 fFor purposes of evaluating the performance an evaluation panel constituted in terms of Regulation

27(4) (d) (&) and [f} will be established.
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8. SCHEDULE FOR PERFORMANCE REPORTING, MONITORING, EVALUATION AND REVIEW

8.1 The performance of the Employee in relation to his performance agreement shall be moniiored and
evaluated on the following dates (in line with fhe Performance Management Framewaork — as amended) wilh
the understanding that informal and formal evaluations will be documented for each quarier. Quarterly
evaluations will be subject to an internal audit process being concluded. Monthly reporling may be verbal
and informal for the purposes of identifying areas for corrective action and/or review. The first and third

quarter may be verbal if performance is satisfactory:

QUARTER  |PEiob T [ REVIEWTARGETDATE
Fi.rsi — | July i.o.Sépi.erhber 2014 30 Nox;ember 20]4 - .
Second October to December 2014 28 February 2015

Third January to March 2015 31 May 2015

Fourth fAnnual April 2015 to June 2015 30 September 2015

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

8.3 The Employee is responsiole for maintaining o Portfolio of Evidence, which must be made available at ihe

informal and formal evaluation sessions, and for audit purposes

8.4 Performance scoring and feedback shall be based on the Employer's assessment of the Employee’s

performance againsl Actuals reported and evidence provided .

8.5 The Employer will be entfilled 1o review and make reasonable changes to the provisions of Appendix "A"
in line with Mid Year Assessment for operational reasons. The Employee will be fully consulted before any such

change is made.

8.6 The Employer may amend the provisions of Appendix *A" whenever the performance management
system is adopted, implemenied and/or amended as the case may be. In thal case the Employee will be
fully consulted before any such change is made.

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is altached as Appendix "B".The

PDP will be compleled after the 1¢ quarter perfformance assessment, and quarterly assessments thereafier,
10. OBLIGATIONS OF THE EMPLOYER

10.1 The Employer shall -

10.1.1 create an enabling environment to facilitate effective performance by the employee;

of
S
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10.1.2 provide access to skills development and capacity building opportunities;

10.1.3 work collaboratively with the Employee to solve problems and generate solutions fo common problems
that may impact on the performance of the Employee;

10.1.4 on the request of the Employee delegate such powers reasonably required by The Employes 1o enable
him/ her to meet the performance objeclives and fargels established in terms of this Agreement; and

16.1.5 make available fo the Employee such resources as the Employee may reasonably require from fime to

fime to assist him/ her to meet the performance objectives and targets established in terms of this Agreement.

11. CONSULTATION

11.1 The Employer agrees to consult the Employee fimeously where the exercising of the powers will have

amongst others —

11.1.1 a direct effect on the performance of any of the Employee's funclions;
11.1.2 commil the Employee to implement or {o give effect fo a decision made by the Employer; and

11.1.3 a substantial financial effect on the Employee.

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 praciicable to enable the Employee to take any

necessary action without delay.
12, MANAGEMENT OF EVALUATION OUTCOMES

121.1 The evaluation of the Employee's performance will form the basis for rewarding oulstanding

performance or correcting unacceptable performance
12.1.2 A performance bonus may be paid in terms of section 32(2) of the Local Government : Municipal

Performance Regulations and any other policy of Council,

12.2 In the case of unacceptable performance, the Employer must implement Procedures for dealing with
substandard performance as prescribed in seclion 16 of the Local Government : Disciplinary Code and

Pracedures for Senior manager which is attached hereto as Appendix C.

13. DISPUTE RESOLUTION

13.1 Any disputes about the nature of the Employee's performance agreement, whether if relates to key

responsibilities, pricrities, methods of assessment, and/ or salary increment in the agreement, must be

mediated by -

13.1.1 in the case of the Municipal Manager be mediated by the MEC for local government in the province,
or any other person appointed by the MEC within thirty {30) days of recelpl of a formal dispute from the

M

g o
W

employee; and
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13.1.2in the case of Managers directly accountable to the Municipal Manager, the Mayor, within thirty (30)

days of receipt of a formal dispute from the Employee;
whose decision shall be final and binding on both parfies.
13.2 Any dispules about the outcome of the employes's perfermance evaluation, must be mediated by -

13.2.1 In the case of the Municipal Manager be mediated by the MEC for local government in the province
within thirty (30) days of receipt of a formal dispute from ihe Employee or any other person appointed by the

MEC; and
13.2.2. 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). within thirty {(30] days of receipt of a formal dispute from the employes;
whose decision shall be final and binding on both parties.

14, GENERAL

14.1 The contents of this agreement and the outcore of any review conducted in terms of Appendix "A"
must be made avdilable fo the public by the Employer (MFMA, 2003 and Section 46 of the Systems Act, 2000).

14,2 Nothing in this agreement diminishes the obligations, duties or accountabililies of the Employee in terms

of his/ her contract of employment, or the effects of exisling or new regulations, circulars, policies, directives

ar other instruments.

14.3 The performance assessment resulls of the Municipal Monager 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 afier the conclusion of the ossessment,

Signed and accepled § Chenia @g/ ‘
Signed and accepted by K MASANGE ]
i f
Date Performance Plan signed 31 /7 /20 e
Witness Number One : Name and Signature f)
ONepvee Miseen B
Wilness Numiber Two : Name and Signature SHWN?{ J W\Q w




NEWGCASTLE MUNICIPALITY

PERFORMANCE PLAN : 201415

NATIOHAL KEY -

CHIEF AUDIT EXECUTIVE : § CHEMA

. ANHUAL TARGET -

TARGET QUARTER 4

Ht ?{%G REF ‘PERFORMANCE .- . OBJECTIVE o ACTIONPLAN 00070 KEY PERFORMANCE INDICATOR -] 'FREQUENCY .| ‘BASELINE | ' $OURCE OF.EVIDENCE * 2014115 * TARGET QUARTER 2 .
- - AREA DRSS L S EEEI S P T R : : 5
Br -
GP7.16 GOOD GOVERNANCE £g8
OUTPUT 6: ADMINISTRATIVE  |AND PUBLIC To ensurz that good govemance 8§58 Quarteriy reports on compliance wift
CAE 001 AND FINANCIAL CAPABILITY  |PARTICIPATION pririciples are implemented 5 9; g legistation Quianterdy 4 REPORTS 4 1 1 1 1
GO0D GOVERNANCE E°E
GPT.E8  |QUTPUT 6: ADMINISTRATIVE  [AND PUBLIC To ensure thal good govemance 88§ Quarlerdy reperts on Implementation of AG
CAEQD2_ AND FINANGIAL CAPABILITY  {PARTICIPATION priniciples are implemented H g b= Action Plan Quarterty ' REPORIS 4 1 1 1 i
«E I=
ol GOOD GOVERNANCE 552
- OUTPUT 8: ADMIMISTRATIVE  |AND PUBLIC To ensure that good govemnance @ g'ﬁ
CAE 003 AND FINANCIAL CAPABILITY  |PARTICIPATION priniciples are mplemented E‘g- E CQuarterty Reporls on Intemal Audd Queries | Quarlerly 4 REPORTS 4 1 1 1 1
g5 s
E=
. GODD GOVERNANCE g% 2
o CQUTPUT 6: ADMINISTRATIVE  [AND PUBLIC To ensure that good governance o EF] Quarteddy repoits onimplementation of sk
CAE 004 AND FINANCIAL CAPABILITY | PARTIGIPATION priniciples are mplemented = management action plan Quarterty 4 REPORTS 4 1 1 1 1
GOOD GOVERNAMNCE, Implement resolutons of Nonfhly reports on executon of hlanco
QUTFUT §: ADMINISTRATIVE  [AND PUBLIC To ensure fhat good govemance fancofEXCO/CoundliAudit resofuiors! Excod CouncliAudit Committee/
CAE 005 AND FINANCLAL CAPABILITY _ |PARTICIPATION pririciple s are implemented CommitteeATPAC Mpac Quarieriy 12 REPORTS 12 3 3 3 3 0%
Go0D GOVERNANCE|TO Impro:.'efboth intermal and external | To impr:;;:oﬂ'l intemal and external
QUTPUT 6: ACMINISTRATIVE | AND PUBLIC CommunCaon. communcaton.
CAE 005 __1AND FINANGIAL CAPABILITY | PARTICIPATION % implementalion of communication plan Annual 7 _. | Redisters! presentaton 100% NA NA WA 100%
To previlde an independent intemal
GP8.11 GOCD GOVERMNANCE|audt activily that add value o the Anrua! review of audit
CUTPUT 7: SINGLE WINDOW  |AND FUBLIC organisation, and providing consuling | To review and updale internal audit and |Annual review of audit charters by Norember Minutes epproving audt charters by November
CAE 007 CF COORDINATION PARTICIPATION sefvices audit committe es charters annuzly. 2014 Annwgl L |sep-11 charters 2014 0 0
To provide en independentinternal Fodevelop and implement isk-based
GP3.12 GO0D GOVERNANCE [eudt activity that add value fo the intemal audit plans in compTance wifh
OUTPUT 7: SINGLE WiNDOW  |AND PUBUC organisation, and providing consulbing | LA standards and other applicable RNumber of 2udi commiflee meetngs
CAE Q03 OF COORDINATION PARTICIPATION services prescripts fecilitated Quarietly € Minutes of meetings § 2 1 2 3
GRE1a Ta pro*.ri@e_ 2n independentinternal
GOOD GOVERNANCE [audit activity thet add value to the
OUTPUT 7: SINGLE WINDO'W  |AND PUBLIC organisation, and providing consultng |To ensure fud implementafion of intemnal Progress o Audi{
CAE 009 OF COORDINATION PARTIGIPATION services zudt annual plan. tLaqe completion against mternal audt plan | Quarterly 100% CommitleeMlinutes 100% 26% £0% 75% 100%
To ensure fefeis spendng in |
MUNIGIPAL secordancs will the approved budged. 1%
Culput 6. Administrafive and FINANCIAL VIABILITY To implement e approved budge! for
CAE 010 Financial Capabiity AND MANAGEMENT e Internal Audit Unit % of budge! spent per approved cash flow.  [Quarterly 0% Budget Reperis 0% 0% 80% 0% 0%
INSTITUTIONAL e s To develop, plan and paricipate In .
134 DEVELGPMENT AND | ensure cptimal instilutional strucure |\ b, o rae Sharing with other Number of knowledge sharing meetings Anaual na Records 1 va nfa nfa 1
TRANSFORMATION |10 remder minicpaities amanged/ attended
DUTPUT & ADNINISTRATIVE 20%
CAEDI1 AND FINANCIAL CAPABILITY ) _
INSTITUTIONAL
QUTPUT 6: ADMINISTRATIVE | DEVELCPMENT AND |16 ensure that good gavemance Tofaclate a spirt of change Annal
CAE 012 AND FINANCIAL CAPARILITY |[TRANSFORMATION  [prinicipies are impiemented mzngement end team buiding MNumber of team bulkling events facTitated nit Reporis 1 NA 0 NA 4

QB’ < 31 }7 /QOlLf- ‘
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APPENDIX B
(TO THE PERFORMANCE AGREEMENT)

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: NEWCASTLE MUNICIPALITY
INCUMBENT: Sharifa Chenai

SALARY:

JOB TITLE: AUDIT EXECUTIVE

REPORT TO: MUNICIPAL MANAGER

1. What are the competencies required for this job (refer to competency profile of

job description)?

1.1 Completion of a B.Com with accounting or auditing as majors

1.2 Minimum five years’ experience at a senior managerial position.

1.3 Experience in internal control, risk management and performance auditing.

1.4 Excellent communication skills

1.6 Computer literacy.

2. What competencies from the above list, does the job holder already possess?

2.1 Qualified chartered accountant.

2.2 5 years experience at senior management.

2.3 7 year's experience in internal control, risk and performance auditing.
2.4 Computer literate.

2.5 Excellent communication.

3. What then are the competency gaps? (If the job holder possesses all the necessary
competencies, complete No’s 5 and 6.)
Please refer to No’s 5 and 6 below

4. Actions/Training interventions to address the gaps/needs

4.1 Report writing course.

Pt
&




5. Indicate the competencies required for future career progression/development
5.1 Continuously being updated with GRAP standards, laws and regulations

affecting Local Government.

6. Actions/Training interventions to address future progression
6.1 Attending GRAP and financial reporting courses arranged by treasury.
6.2 Audit update courses.

6.2 Leadership courses.

7. Comments/Remarks of the Incumbent

_None

8. Comments/Remarks of the supervisor

Agreed upon

Signature: %\h&“\j\ .

Supervisor: K MasMe {Mr)
Date:

Signature: Qg

S avifen Cine iy

Incumbent:

Date: 272014




