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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; Municipadl Systems Act 32 of 2000 {"the Systems Act"). The Employer and the

Employee are hereinafter referred to as "the Parlies”.

{2) Section 57(1}[b) of the Systems Act, read with the Memorandum of Agreement of Employment concluded
between the parties, requires the parties to conclude an annudl Performance Agreement. The employer
must conclude a Performonce Agreement 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 parties will ensure that they are clear about the godls to be achieved, and secure the commilment of
the Employee to a set of outcomes that will secure local government policy goals as defined in the municipal

1DP.

{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 ihe Systems Act as well as the

Memorandum of Agreement of Employment enfered into between the parties;

2.2 communicate to the Employee the Employer’s performance expectalions and accountabilities by

specifying objectives 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 monitor and measure performance against set targeted outputs;

2.5 appropriately reward the Employee in accordance with the Employer's performance management

policy in the event of outstanding performance; and

2.7 give effect to the Employer's commitment to o performance-crientafed relationship with the Employee in

attaining equitable and improved service delivery.
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 until the 30 June 2015, 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 if applicable. %‘,
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3.2 The pariies will review the provisions of ihis Agreement during June each year and will conclude a new
Performance Agreement {and Performonce Plan and Personal Development Plan) that replaces this
Agreement at least once a year but not fater than one month after the commencement of the new financial

yedr, 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

determine the applicability of the matiers agreed upon.

3.5 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.
3.4 Any significant omendments/ deviations referred to in 3.4 and 3.5 above must take cognisance of, where
relevant, the requirements of sections 34 and 42 of the Systems Act, and must be done in ferms of regulation 4

{5] of the Local Government: Municipal Performance Regulations for Municipal Managers and managers

directly accountable to the Municipal Manager, 2006 ["the Regulations™)

4 PERFORMANCE OBJECTIVES

4.1 The Performance Plan [Appendix “A") sets out-

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

4.1.2 the time frames within which those performance objectives and targets must be met.

4.2 The performance objectives and targets reflected in Appendix “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 include key objeclives; key performance indicators; target dates and welghiings.

4.3 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 thé key objectives to each other.

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

A
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strategies set out in the Employer's Integrated Development Plan,
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5 PEREORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees 1o participate in the performance management system ihal the Employer adopis

or infroduces for the Employer itself, management and municipal staff of the Employer.

5.2 the Employee accepts that the purpose of the performance management system 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 speacific performance standards that will be included in

the performance management system as applicable to the Employee.

4 The Employee agrees to parficipate in the performance management and development system ihat the

Employer adopts.

4.1 The Employee underiakes 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, shalt consist of iwo

components, both of which shall be confained in the Performance Agreement.

4.2.1 The Employee must be assessed against both components, with a 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 account for 80% and CMCs will account far 20% of the final

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

6.3 The Employee's assessment will be based on his/ her performance in terms of the outputs/ outcomes
[performance indicators) identified as per attached Performance Plan {Appendix “A"), which are linked to
the KPA's, and will constitute 80% of the overall assessment result as per the weighiings agreed to between

the Employer and Employee:

Key Penammance Areos (KPAS) T Weenme

Bosic Service Delivery T a0%

Munilcipal Institutional Development and Transformalion 10%

Local Economic Development (LED) 10%"

Municipal Financial Viability and Management 20%

Good Governance and Public Participation 20%

Municipal Planning 0%

Soclal Development 0%

Total 100% k
T
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4.4 The Critical Leading Competencies {CLC) and Core Competencies requirements {CCR’s) as  per

Annexure A of the Local Goverrinent : Competency Framework for Senior Managers will make up the other

20% of the Employee’s assessment score, There is no hierarchical connotation and oll competencies are

essential to the role of a senior manager, Al competencies must therefore be selected from the [ist below as

agreed 1o between the Employer and Employee:-

CRITICAL LEADING COMPETENCIES i o SR A WEIGHT .
Strategic Direction and Leadership impact and influence
institutional Performance 10%
Management
Strategic Planning and
Management
QOrganisafional Awareness
People Management Human Capital Planning and
Development 10%
Diversity Management
Employee Relations
Management
Negotiation and Dispute
Management
Programme and Project Management Program and Praoject Planning
and Implementafion 10%
Service Delivery Management
Program and Project Monitoring
and Evaluation
Financial Management Budgst Planning and Execution
Financial Strategy and Delivery 10%
Finoncial Reporting and
Monitaring
Change Leadership Change Vision and Strategy
Process Design and Improvement 10%
Change Impact Monitoring and
Evaluation
Governance Leadership Policy Formulation
Risk and Compliance 10%
Management
Co-operative Governance
'CORE COMPETENCIES * i i
Moral Competfence 10%
Planning and Organising 5%
Analysis and Innovation 5%
Knowledge and Information Management 5%
Communication 5%
Results and Quality Focus 10%
Total Percentage 1 0 il i T00%

7. EVALUATING PERFORMANCE

7.1 The Performance Plan/scorecard {Appendix “A") to this Agreement sets out -

7.1.1 ihe standards and procedures for evaluating fhe Employee's performance; and

7.1.2 the intervals for the evaluation of the Employee’s performance.

I
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7.2 Despite the establishmeni of agreed intervals for evaluation, the Employer may in addition review the

Employee's performance at any stage while the contract of employment remains in force.

7.3 Personal growth and development needs identified during any performance review discussion must be
documentad in a Personal Development Plan {in a format substantially complicnt with Appendix "B") as well

as the actions agreed to, and implementation must take place within set fime frames.

7.4 The Employee's performance will be measured in terms of contributions to the goals and sirategies set out

in the Employer's IDP,
7.5 The annual performance appraisal will involve:

7.5.1 Assessment of the achlievement of results as outlined in the petfermance 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.

{c) The applicable assessment rating calculator {refer to paragraph 7.5.3 below) must then be used fo add

the scores and cdlculate a final KPA score.

7.5.2 Assessment of the CMCs

(a) Each CMC should be assessed according to the exfent to which the specified standards have been met.
{b) An indicative rating on the five-point scale should be provided for each CMC,

(c) The applicable assessment rating calculator {refer fo paragraph 7.5.1 above) must then be used to add

the scores and calculate a final CMC score,

7.5.3 Overall rating
An overall rating is calculated by using the applicable assessment-rating calculator. Such overdll rating

represents the outcome of the performance appraisal. (Calculator available on DPLG website.)
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7.6 The assessment of the performance of the Employee will be based on the following rating scale for KPA's

and CMCs:
Rating
Level Terminology Description
21345
OQuistanding Performance far exceeds the standard expected of an
performance | employee at this level. The appraisal indicates that the
Employee has achieved above fully effective results against
s all performance criteria and indicators as specified in the PA
and Performance plan and maointained this in all areas of
responsibilily throughout the year.
Performance Performance is significanily higher than the standard
significantly expected in the job. The appraisal indicates that the
4 above Employee has achieved above fully effective results against
expectations more than half of the performance criteria and indicators
and fully achieved all others throughout the year.
Fully effective | Performance fully meets the standards expected in dll areas
of ihe job. The appradisal indicates that the Employee has
3 fully achieved effective results against all significant
performance criteria and indicators os specified in the PA
and Performance Plan.
Not fully Performance is below the standard required for the job in
effective key areas. Performance meets some of the standards
2 expected for the job. The review/assessmeni indicates that

the employee has achieved below fully effective results
against mare than half the key performance criteria and
indicatars as specified in the PA and Performance Plan.

Unacceptable

performance

Performance does not meet the sfandard expected for the
job. The review/assessment indicates that the employee has
achieved below fully effective results against almest all of
the performance criteria and indicators as specified in the
PA and Performance Plan. The employee has failed to
demonstrate  the commitment or abilily to brng
performance up 1o the level expected in the job despite

management efforts to encourage improvement.

7.7 For purposes of evaluating the performance an evaluafion panel constituted in terms of Regulation

27{4}{d}{e) and {f]) wili be established.

/}/,/7
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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 monitored and
evaluated on the following dates {in line with the Performance Management Framework — as amended) with
the understanding that informal and formal evaluations will be documented for each quarter. Quarterly
evaluations will be subject to an intemal audit process being concluded. Monthly reporting may be verbal
and informal for the purposes of identifying areas for cormrective actlion and/or review. The first and third

quarter may be verbal if performance is satisfactory:

QUARTER PERIOD [ REVIEWTARGET DATE
st . JulyfoSoplember 2014 | 30November 2014
Second October to December 2014 28 February 2015

Third January fo March 2015 31 May 2015

Fourth /Annual April 2015 to June 2015 30 September 2015

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

8.3 The Employee Is responsible for maintaining a Portfolio of Evidence, which must be made available at the

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 Employse's

performance against Actuals reported and evidence provided .

8.5 The Employer will be entitled to 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, implemented and/or amended as the case may be. In that 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 attached as Appendix "B".The
PDP will'be completed after the 19 quarter performance assessment, and quarterly assessments thereafter.

10. OBLIGATIONS OF THE EMPLOYER
10.1 The Employer shall -

10.1.1 create an enabling environment to facilitate effective performance by the employee; %7
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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 to common problems
that may impact on the perfermancs of the Employee;

10.1.4 on the request of the Employee delegate such powers reasonably required by the Employee to enable
him/ her to meet the performance ohjectives and targets established in terms of this Agreement; and

10.1.5 make available to the Employee such resources as the Employee may reasonably require from fime to
fime fo assist him/ her to meet the performance objectives and targets esiablished 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 commit the Employee to implement or fo give effect fo a decision made by the Employer; and

11.1.3 a substantial financial effect on the Employes.

11.2 The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the
exercise of powers confemplaied in 11.1 as soon as is practicable fo enable the Employee to take any

necessary aclion without delay.
12. MANAGEMENT OF EVALUATION OUTCOMES

12.1.1 The evaluation of the Employee's performance will form the basis for rewarding oufstanding

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

Performance Regulations and any other policy of Council,

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

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

13. DISPUTE RESOLUTION

13.1 Any disputes.about the nature of the Employee's perfformance cgreement whether it relates to key

responsibilifies, priorfies, methods of assessment, and/ or salary increment in the agreement, must be

medialed by —

13.1.1 in the case of the Municipal Manager be mediated by the MEC for local government in fhe province,
ar any other person appointed by the MEC within thirty (30} days of receipt of a formal dispute from the

employee; and /))/
SIF
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13.1.2 in the case of Managers direclly 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 patties.

13.2 Any disputes about the outcome of the employee's performance evaluation, must be mediated by -

13.2.1 In the case of the Municipdl Manager be mediated by the MEC for local govemnment in the province
within thirty {30) days of receipt of a formal dispute from the 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

counci, provided that such member was not part of the evaluation panel provided for in sub-regulation

274} {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 contenis of this agreement and the outcome of any review conducted in terms of Appendix “A"
must be made avdilable to 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 accouniabllities of the Employee in terms

of his/ her contract of employment, or the effects of existing or new regulations, circulars, policies, directlives

or other instruments.

14.3 The performance assessment results of the Municipal Manager must be submitted to the MEC responsible
for locgt government in the relevant province as well as the Nafional Minister responsible for local

govermnment, within fourteen (14} days after the conclusion of the assessment.

BT T

Slgned and accepted S B DUBE \ﬁ > »

Signed and accepted by K MASANGE IK p}‘ﬁ [
¥ ¥

Date Performance Plan signed gl\ o ‘&O {Le

Witness Number One : Name and Signature SHCLE NA J FA ‘iR

Witness Number Two ; Name and Signature

E‘OF\J@ S Mpyganda B’@’L‘“
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APPENDIX B
(TO THE PERFORMANCE AGREEMENT)

PERSONAL DEVELOPMENT PLAN

MUNICIPALITY: NEWCASTLE MUNICIPALITY
INCUMBENT: &b D«‘?’J:

SALARY: ]

JOB TITLE: E7kpiEc. Exsewe L IEECTO
REPORT TO: MUNICIPAL MANAGER

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

description)?

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




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

N

5. Indicate the competencies required for future career progression/deveiopment
o7 ; ‘
,J_ﬂ//fﬁ?%ﬂé?/ C/t/// (/Q@s/,(t—wfr }Q”Of«?a% Al /Z&Cﬁa{' es
Cz)'m F1e Qs £ nfimja _,?Oﬁ,,cug P

6. Actions/Training interventions to address future progression
Cotyr! ‘98_577‘ ta //}c‘z/w:e/w;

C/w/ a u&y S At 7% EonyrnCerry T s vy %W Jéel.-
foqies) v
72X UU(”&('
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7.

Comments/Remarks of the Incumbent

..,,.j //1//// MQ@(/ /‘D ﬁ%/@ﬂﬁ?’ 6’ CQA?"/MMEM—/ )/C(Z}/M Hrf %Qﬂ??l“f

Jo Gblarwg  Sle 7’5’7’44/7’80/ Condsnstrss /Ers0eal Z%Jc}//o/wef

(). Fhe CPo mw Are o sy e Ly oA

/9?’ & // )'9715'76 réf/ (f;f/mé@yg e 75 e@g/;aﬁyﬁ .

K3

8.

Comments/Remarks of the supervisor

Agreed upon

Supervisor: KN asanqe (MrN
Date:

Signature: éﬁ _ _//B
!

Incumbent: _& B ./ OBE

Date: 3 \\0 ’\\lO\Ur







1DP/ ORG
REF NO.

Maintenance of municipal rail

To ensure the maintenance of industial |, _ gi-annual certification of rallway Reports /
f
Rs3 QUTPUT 2: IMPROVING sidings. :;rr:cx;:ir::lure in an accecptable sidings 2 Complaints nfa 1 nfa 1
ACCESS TO BASIC '
SERVICES BASIC SERVICE DELIVERY Bi-annual
Expenditure
Reperts/ Internal
RS54 1D25.2.1/ID |OUTPUT 2: IMPROVING To maintain street pavements. Paving of streets m? of stdewalk paved 2000 Production Reports|2,000 1000 1000 o Q
2531  |ACCESS TO BASIC signed by ward
SERVICES BASIC SERVICE DELIVERY _|Bi-znnuat esllor
RS5 gggé’sUsTTi) :;::]RCOV'NG Infrastructural Services {Civil) Maintenance of Municipal roads kny's of roads paved 14,375 km's Reports 8283,84 km's N/A N/A NfA 8283,84 km's
SERVICES BASIC SERVICE DELIVERY Quarterly
QUTPUT 2: IMPROVING . - . .
AS56 Infrastructural Services (Civil Maintenance of Municipal roads kr's of roads graveled 5 Reports 2 N/A N/A N/A 2
ACCESS TO BASIC (civil e & po / / /
SERVICES BAS!IC SERVICE DELIVERY Quarterly
To ensure the provision of appropriate I Number{ as well as percentage ) of
! tat
WSAL D24.1.1 [OUTPUT 2: IMPROVING sanitation and patable water to all .'S\ic::;;tgsuater and sanitation to ROP households with access to potable 78794|Reports 79344 N/A N/A NfA 79344
ACCESS TO BASIC hauseholds in Newcastle Municipality. ' {drinkable) water
SERVICES BASIC SERVICE DEUIVERY Annual
. To ensure that Water and Sanitation
. 0 d sanitati op well 40%
WSAZ 1D24.1.2 OUTPUT Z: IMPROVING Service is rendered in an efficient and Accass to water and sanitation to R Number (as w'el as percentagt.a) of 61155 Records £a415 N/A N/A N/A 63015
ACCESS TO BASIC Standards. households with access to sanitation
affordable manner
SERVICES BASIC SERVICE DELIVERY Annual .
To keep the VIP toilets{Madadeni and
To ensure that Water and Sanitation Osizweni} in a state that is essential for
WSA3 Service Is rendered in an efficient and dignity, health and wellbeing for Number of VIP's desludged 15920  [WSA Reports 36000 9000 G000 9000 AB00
affordable manner everyone, and to support good hyglene
OUTPUT 2: IMPROVING and healthy environment
ACCESS TO BASIC
SERVICES BASIC SERVICE DELIVERY Quarterly
. To implement water conservation N i
WSAA ID242.3 |OUTPUT 2: IMPROVING To ;?romote water conservation and managerment program by accounting Reduction of water loss by 5% per 48% Water balance 3% nfa o/a n/a 43%
ACCESS TO BASIC envirenmental awareness. for water used annum for NRW scorecard
SERVICES BASIC SERVICE DELIVERY Annual
To promote water conservation and To develop and run 3 programme and Water Services
WSAB ib24.2.2 [OUTPUT 2:IMPROVING envFi’ronmental awareness ' educational campaign about water Number of campalgns facilitated 10 Re orrts 10 3 2 2 3
ACCESS TO BASIC i quality, water conservation P
SERVICES BASIC SERVICE DELIVERY Quarterly
i Draft WSOP
WSAT 02421 ;—:;?c?_:—:;h:;::jg?; ::d;;;:t;:: 4 Update of water and sanitation backlog |Approved W5SDP Review by 31 ':;?:\i] of the | Minutes Appraved WSDP Reviews by y: submitted to P5C A;tpp_rovebd \;flSDP
21 louteuT 2: IMPROVING o ble manor information { Review of the WSDP)  [January 2015, WSDP 2014 31 January 2015. n/a by310ctober |1 ¥ 5¥ nfa
ACCESS TO BASIC aftorda : 2014, anuary 2015.
SERVICES BAS!IC SERVICE DELIVERY Bi-annual
- et
To ensure that Water and Sanitation TO upgrade/ rehablitate existing . Asset . Draft asset
WSAS 102432 Servica is rendered in an efficient and infrastructure to address water % completion of asset replacement relster Signed plan by Draft asset repfacement N/A / nfa replacement
=S 1QUTPUT 20 IMPROVING affordable manner leakages/iosses and to develop and plan 205;3/14 SED plan({pipes,pump stations) n/a plan{pipes,pump
ACCESS TO BASIC implement a Maintenance Plan. stations)
SERVICES BASIC SERVICE DELWWERY Annual
To ensure that Water and Sanitation
WsA1l | Ip24.31 |QUTPUT 2:IMPROVING Service Is rendered in an efficient and o ) _
ACCESS TO BASIC affordable manner To develop the capital investment % of Capital budget spent as per Expenditure
SERVICES BASIC SERVICE DELIVERY program approved cash flows (DWA Funding) [Quarterly 0 Reports 90% 90% 9% on% N
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