Appendix A

PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE MANGAUNG METROPOLITAN MUNICIPALITY
AS REPRESENTED BY THE CITY MANAGER

Tankiso Ben Mea

FULL NAMES

AND

David Samuel Nkaiseng
THE EMPLOYEE OF THE MUNICIPALITY

FOR THE FINANCIAL YEAR:

01 JULY 2018 — 30 JUNE 2019
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PERFORMANCE AGREEMENT
ENTERED INTO BY AND BETWEEN:

The Mangaung Metropolitan Municipality herein represented by Tankiso Ben Mea (full name)

in his capacity as City Manager. (Hereinafter referred to as the Employer or Supervisor)

And

David Samuel Nkaiseng (full name) Employee 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 54A of the Local Government: Municipal Systems Act 32 of 2000 and as
amended (“the Systems 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, requires 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 Employee 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.
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2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21

2.2

2.3

2.4

2.5

2.6

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

employment contract entered into between the parties;

communicate the employer's performance expectations and accountabilities to the

employee, by specifying objectives and targets as defined in the integrated Development

Plan and the Service Delivery and Budget Implementation Plan (SDBIP).

specify accountabilities as set out in a performance plan, which must be in a format

substantially compliant to Appendix “A”™;
monitor and measure performance against set targeted outputs;

use the performance agreement as the basis for assessing whether the employee has

met the performance expectations applicable to the position; and

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

management policy in the event of performance,

3 COMMENCEMENT AND DURATION

3.1

3.2

33

This Agreement will commence on the 01 July 2018 and will remain in force until 30
June 2019 where after a new Performance Agreement, Performance Plan and
Personal Development Plan must | be concluded between the parties for each of the
following financial years or any portion thereof for the duration of the Agreement of

Employment

This Agreement will terminate on the termination of the Employee’s employment for

any reason whatsoever.

The content of this Agreement may be revised at any time during the above-

mentioned period to determine the applicability of the matters agreed upon.

JiPage

j\/ 7%

HrE -~



2018/19

Prepared by office of the City Manager — <UI0/Y

3.4

3.5

4.1

4.2

4.3

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 must

immediately be revised.

Any significant amendments or deviations must take cognizance of the requirements

of section 34 and 42 of the Systems Act, and regulation 4(5) of the Regulations

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) must 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.

The performance objectives and targets reflected in Performance Plan must :

a) Be set by the Employer in consultation with the Employee;
b) Be based on the Integrated Development Plan, Service Defivery and Budget
tmplementation Plan (SDBIP) and the Budget of the Employer, and

c) Include key objectives; key performance indicators; target dates and

weightings.
It is agreed that-

i. 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.

iii. 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.
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4.4

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.

5 PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

5.3

5.4

55

The Employee agrees to participate in the performance management system that
the Employer adopts or introduces to the Municipality ang accepts that the purpose

of the performance management system is 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 must consult the Employee about the specific performance standards

that are included in the performance management system as applicable to the

Employee.

The Employee must be assessed on his or her performance in terms of the
performance indicators identified in the attached Performance Plan and include =

a) The Key Performance Areas; and

b) Core Managerial Competencies

The Key Performance Areas will make up 80% of the Employee’s assessment score,

and will contain the following:

Key Performance Areas (80% of Total ) Weighting
Ensure functional ICT proper Planning and Governance 25
Maintenance and upgrading of buildings and sports facilities 30
f/infrastructure

Revenue enhancement 10%
Ensure effective management of the Department 35%
Total 100%

The Core Management Criteria (CMC) will make up the other 20% of the Employee's
assessment score, and are deemed to be most critical for the Employee's specific job
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should be selected form the list below as agreed between the Employer and

Employee

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES (20% of

Total)
' CORE MANAGERIAL COMPETENCIES (CMC) v WEIGHT
Strategic Direction and Leadership 10%
10%

Programme and Project Management

Financial Management compulsory 20

Change Management

|
Knowledge Management

Service Delivery Innovation

Problem Solving and Analysis

#People Management and Empowerment ’WPE:Fmpulsory 15%
Client Orientation and Customer Focus compulsory J 15%
Communication
Accountability and Ethical Conduct 10
L‘F’-cuﬁc-yC—oraaptualissation and implementation 10
Mediation Skills
Advanced Negotiation Skills
"Advanced influencing skills T ]
Partnership and Stakeholder Relations 10
mly Chain Management jrm
| ] ]
Total percentage J - J 100%

6. EVALUATING PERFORMANCE
6.1 The Performance Plan (Annexure A) to this Agreement must sets out -

a) the standards and procedures for evaluating the Employee’s performance; and

b) the intervals for the evaluation of the Employee’s performance.
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6.6.

(a)

(b)

(d)

6.7

6.2

6.3

6.4

6.5

iii.

Despite the establishment of agreed intervals for evaluation, the Employer may in
addition review the Employee’s performance at any stage during the validity of the

agreement of Employment

Personal growth and development needs identified during any performance review
discussion, as well as the actions and timeframes agreed to, must be documented in a

Personal Development Plan which must be in a format substantially compliant to

Annexure ‘B’

The Employee’s performance will be measured in terms of contributions to the goals

and strategies set out in the Employer’s IDP.

The annual performance appraisal will involve:

An assessment of the achievement of results as outlined in the performance plan:

An assessment of 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
A rating on the five-point scale for each Key Performance Area; and

The use of the applicable assessment rating calculator to add the scores and calculate

a final core.
The Core Management Criteria must be assessed —
according to the extent to which the specified standards have been met.
with an indicative rating on the five-point scale for each Criteria; and

using the applicable assessment rating calculator to add the scores and calculate a final

score.

An overall rating is calculated by using the applicable assessment-rating calculator, which

represents the outcome of the performance appraisal, provided that the performance assessment
of the Employee will be used on the following rating scale for both Key Performance Indicators

and Core Management Criteria
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Terminology

Description

Rating

1{2{3 4!5

’,_\

| Outstanding

performance

Performance far exceeds the standard
expected of an employee at this level. The
appraisal indicates that the Employee has
achieved above fully effective results against
all performance criteria and indicators as
specified in the PA and Performance plan and

maintained this in all areas of responsibility

throughout the year. J

j Performance
significantly
above

expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved
above fully effective results against more than
half of the performance criteria and indicators
and fully achieved all others throughout the

year,

Fully effective

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

Not fully effective

Performance is below the standard required
for the job in key areas. Performance meets
some of the standards expected for the job.
The review/assessment indicates that the
employee has achieved below fully effective

results against more than half the key
as

performance criteria and indicators
specified in the PA and Performance Plan.




2018/19

Prepared by office of the City Manager

—

Level

—
Rating

1 2,3 4’5

Terminology Description

Uhaoceptable Performance does not meet the standard
performance expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against aimost all
of the performance criteria and indicators as
specified in the PA 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 encourag] J

improvement.

6.8

7.

The performance of the Employee must be evaluated by an evaluation panel constituted

in terms of regulation 27 (4)(d) and (f) of the Regulations.

SCHEDULE FOR PERFORMANCE REVIEWS

7.1

7.2

The performance of each Employee in relation to his / her performance agreement shall
be reviewed on any of the following dates with the understanding that reviews in the first

and third quarter may be verbal if performance is satisfactory:
08 - 12 October 2018

08 — 11 January 2019
09 — 12 April 2019
16 — 19 July 2019 (excluding

First quarter (July — September 2018)
Second quarter (October — December 2018)
Third quarter (January — March 2019)
Fourth quarter (April — June 2019)

tinancial information)

Provided that reviews in the first and third quarter may be verbal if performance is

satisfactory

The Employer shall keep a record of the mid-year review and annual assessment
meetings and feedback must | be based on the Employer's assessment of the

Employee’s performance.

7.3 The Employer may amend the provisions of Performance Plan whenever the

performance management system is adopted, implemented and / or amended as the
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case may be. In that case the Employee will be fully consulted before any such change

is made.

8. OBLIGATIONS OF THE EMPLOYER

8.1

The Employer must —

811

create an enabling environment to facilitate effective performance by the

employee;
provide access to skills development and capacity building opportunities;

work collaboratively with the Employee to solve problems and generate

solutions to common problems that may impact on the performance of the

Employee;

on the request of the Employee delegate such powers reasonably required
by the Employee to enable him / her to meet the performance objectives and

targets established in terms of this Agreement; and

make available to the Employee such resources as the Employee may
reasonably require from time to time to assist him / her to meet the

performance objectives and targets established in terms of this Agreement.

9. CONSULTATION

9.1

9.2

The Employer agrees to consult the Employee timeously where the exercising of

the powers will—

a. have a direct effect on the performance of any of the Employee’s functions;

b. commit the Employee to implement or to give effect to a decision made by the

Employer; and
c. have a substantial financial effect on the Employer.

The Employer agrees to inform the Employee of the outcome of any decisions taken
pursuant to the exercise of powers contemplated in sub-clause (1) above as soon as

is practicable to enable the Employee to take any necessary action without delay.
10|Page
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10. MANAGEMENT OF EVALUATION OUTCOMES

10.1  The evaluation of the Employee’s performance will form the basis for rewarding

outstanding performance or correcting unacceptable performance.

10.2 A performance bonus of between 5% to 14% of the all-inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance, as

per regulation 32(2) of the Regulations
10.3  In the case of unacceptable performance, the Employer shall —

10.3.1 must provide systematic remedial or developmental support to assist the

Employee to improve his or her performance; and

10.3.2 may after appropriate performance counselling and having provided the
necessary guidance and/ or support as well as reasonable time for
improvement in performance, the Employer may consider steps to terminate

the contract of employment of the Employee on grounds of unfitness or

incapacity to carry out his or her duties.

11. DISPUTE RESOLUTION

11.1  Any disputes about the nature of the Employee’s performance agreement, must be

mediated by —

the Member of the Executive Council responsible for local government in the

province, in case of the Municipal Manager, or any other person appointed by the

said Member of the Executive Council; and

b. the Mayor, in the case of Managers directly accountable to the Municipal

Manager within thirty days or receipt of a formal dispute from the employee

11.2  Any disputes about the outcome of the Employee’s performance evaluation, must be

mediated by -

11/Page
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a. the Member of the Executive Council responsible for tocal government in the
Province, or any other person appointed by the MEC, in the case of the

Municipal Manager, and

b. a Municipal Councillor, in the case of Managers directly accountable to the
Municipal Manager, provided such a Councillor was not part of the evaluation
panel contempiated in regulation 27(4)(e) of the Regulations, within thirty days or

receipt of a formal dispute from the employee

12. GENERAL

12.1  The employer must make the contents of this agreement and the outcome of any review

conducted in terms of the Performance Plan available to the public as contemplated in

section 46 of the Systems Act.

12.2  Nothing in this agreement diminishes the obligations, duties or accountabilities of the
Employee in terms of his/ her Agreement of Employment, or the effects of existing or

new regulations, circulars, policies, directives or other instruments.
12.3  The performance assessment results of the municipal manager must be submitted to the

MEC responsible for local government in the relevant province as well as the national

minister responsible for local government, within fourteen (14) days after the conclusion

of the assessment.

Thus done and signed at Bloemfontein on the /2 of July 2018

AS WITNESSES:

1.
YEE

2.
AS WITNESSES:

N
V4

2.

CITY ﬁhhﬁﬁf

AS WITNESSES
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Purpose

The performance plan defines the council expectation of the HOD of Corporate Service’s
performance agreement to which this document is attached and Section 57 (5) of the
Municipal System Act, which provides that performance objectives and targets must be based
on the key performance indicators as set in the Municipality’s Integrated Development Plan

and as reviewed annually.

Key responsibilities

The following objects of local government will inform the HOD: Corporate Services against set

performance indicators:

2.1 Provide democratic and accountable government for focal communities.

2.2 Ensure the provision of services to communities in a sustainable manner
2.3 Promote social and economic development

2.4 Promote a safe and healthy environment
2.5 Encourage the involvement of communities and community organisation in the

matters of local government

Key Performance Area

The following Key Performance Area (KPAs) as outfine in the Local Government: Municipal
Performance Regulations for Municipal Managers and Managers Directly Accountable to

Municipal Managers (2006), inform the strategic objective listed in the table below:

3.1 Basic Service Delivery.

3.2 Municipal Institutional Development and transformation
33 Local Economic Development (LED)

3.4 Municipal Financial Viability and Management

3.5 Good Governance and Public Participation
Key Performance Objectives and Indicators, for the Municipal Manager

The provision and statutory time frames contained in the following legislation are required to

be reported on and measured:

4.1 Section 157 of the Constitution of the Republic of South Africa, 1996
4.2 Local Government Municipal performance Regulations for Municipal Managers and

-15-}Page/_ﬂ
/

Managers Directly (Regulation No. R805, dated 1 August 2006)
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4.3

44

4.5

4.6

4.7
4.8

2018/19

Regulations No.796 (Local Government: Municipal Planning and Performance
Management Regulation, 2001) dated 24 August 2001

Municipal Finance Management Act, 2003, in particular, but not limited to Chapter 8.
(must include, inter alia, tariff policy, rates policy, credit control and debt collection

policy, supply chain management policy and an unqualified Auditor General's report)

Property Rates Act, 2004
Municipal Structures Act, 1998, in particular, but not limited to, Chapter 5 (Powers

and functions as determined by legislation or agreement)
Municipal System Act 2000, in particular, but not limited to sections 55 to 57

Any other applicable legislation specific to the Municipal Manager

-16-|Page



AL

23e Jl-¢1- ~3,
I3LLINWOD ﬂ
NOILYNIVAS
dlg 3HL oL
SdOLdV1 ONY SdOLdvN a3¥NO0xd
Sdos3a 40 | d3LLWans 3g ol ANV SdoMS3a Sd01dv
INIWIHNDOUL SQ33N L¥OdIY | 40 INTWINNDOYG ANY SJdO1MS3Q
| TYOINHOIL 40 3OVINIOYId 14
NIHOSI4 33LLINWOD
WYH8 504 zm__mmﬂ._w ww Y3IHOSIH NvHg
AIN3IWdIND3 HO4 INIWLIND3 J3UNO0Hd
Jyvmanvy | d3LLwans 3g ol IUYMAEYH INIWdIND3
HIAYIS 40 SQ33N LA0dTY HIAYIAS IHYMANVYH
: LANIWIHNO0Ud TWOINHOIL | 40 INIWIUND0NJ 30 IOVINIONId £
T ALID LEVINS o
v 40 NOILO3MIa "ALID LYVAS
WA aviv | | SAELSASH0 | V4O NOLDNIG
LvHL Q3aNNVd z%vuﬂ.umwmnurwm 1NgV1vD LyHL
SINWVHO Q3NNY1d SINAY NOILNIOATY
O¥d/S103rQud ANV AQGNLS | 4o0u4/S103r0Nd WINLSNANI b
3AIM ALID ALIgISY3S 3aIM IHL HLIM 3INIT NI .
40 Y3I8NNN v LONANOD ALID 4O HIEWNN | WINW ONINOILISOd B
R oNiaINg
H3HOSI4 Wvdg
WILSAS N ONIQTING HIHDS|A a3avandn
OILVOINNWNOD WVYHE WRLSAS WILSAS
31 NOILVDINNINDD NOILVIINNINWOD ONINNYY
40 ONIavyodn 3414 40 A4
%001 $S3004d WOS ONIAYHOdN %001 40 IOVINIONId | ANV IONVYNHIAOD 1| |
ﬁlln N j acuewsopsd
leuondaaxa
S L4 €1 2] L | pue 3aduewuopad leuj4 Hoday
r 8102g JusWwissassy | sapun loy UORBAOW | Hodey ienuuy | |enuueg " jebie) IdM 3AJ93[Q0 dai | ON V4N
¢'Bo
ddl 34} uj oN)ON wdu JONVNYIAOD 00D ﬁ VdX dal | Kiaajjag eajaiag oseg Vd) aApeisiben

8178107

CERILY: EREIN 2 (X ok

TISVUB A5 5175 ST A PAInaTg



23k g(-381-

| | | (!
LINN IDNVNIS
MO0 and LINN
HIHOSI4 WvH8 JONVNI4 *HOO14
“LINA NOD HIv anZ "3HOSIH WvHg a3avyodn IHNLONHLSVHANI
40 ONIQYHOdN S LINN NOD ¥IV 40 LINN NOD ¥iv 30 ONIQVHO4N
. %001 $53004dd WIS ONIAVHON %001 40 IOVINIDYAd ANV JONVYNIVLINYN \mJ
g 4¥0as13maa
NI 3LIS HOIH v
SHNIM OIAvY 40 | 30 NOLLVTIVLSNI SHNIT Olavy aI™ND0¥d
ANIWNOOU ANV | 40 INIWIHNDOYU SHMNIT O1dvy
LNIWIHNOOUd 40 3OV.LNIOY3d 8
1 34 ]
A NLONYLSWVHANI Lavvi | FENLONYLSVYANI :
JUINID VLVA IYINTD a3avyodn
40 3avu9dn 30NAOYd | vy yg 40 30VHO4N |  IWNLONHLSVHANI
3131dW00 HS3YA NI SdN' Vv 3431400 IYINID Yiva
40 INIWIOVIdIN 40 3OVINIOHId L
INIWIIHOV
ananos | TS
HHOMLIN LN3IWdIND3A Q3UNO0Yd
121 40 ANV J3AN0Ud WHOMLIN 101 ININDIND3
LINIWI®NO0Ud 30INGISV | JO LNIWIHNDOUd MYHOMLIN LI
40 INIWINIOddV 40 3OV.INIOHId )
ININGINDT 3Y LIN3INLIND3I a33n00dd
NLONYLSVHANI IHNLONYLSVHANI INIWIND3
WO03731 40 WOD313L |  IHNLONYLSVHANI
INIWI™NOOUd L3M 3A SIHHD [ 40 INIWIRNDOUJ e ENEN
| NI 80d 3avH9dN 40 3DVINIOH3d S
aouewiopad
|euoydaosxa
S 14 €| 2 L | pue souewnopad feul nHoday
|
94008 JUBWISSASSY | JBpUN 10§ UONRAPOW | Wodey (enuuy | |enuueig sh yaBie) (23] BA1}90(q0 dal | ON V4N
1
_ gba
~ ddl ay; u| oN)oN VdMA JAONVYNYIAO0D AQQ9 | YdMX 44l Kiaajjeg 201138 o|seq | VdX aape|s|ban
d|’ S3VIAMIAS LVHOdH0D

o1/8107




a23ed|-6t -

L o

_\ NI A8 Y04 4\ ‘NI A8 ®O4 ﬁ
SHIATOHINVILS SHAQTOHIAVLS
TWNHILNI H3IOVNVIN ALID IVYNH3LNI
LINSNOD | IHL A8 TWYAOHddY 1INSNOD
‘NV1d $53004d HO3 dSM 14vHd ‘NY1d $S300ud AIN3IWdO13A3d
dSM Y 1dOAV | TTvNid IHL LINGNS dSM Y 1d40av STUMS ®
ANV 4013A3A ANV 3UdNOD ANV dOT3A3A | ONIQTING ALIDVAVYOD el
T dNOY]
A3SINVOHO dnoav R=[glel: LAl
HLIM Q3ASINVOHO Q3SINVOHO H1IM
AQ3IN3ANOD HLIM QANIANOD SINIWIOVON3I
SONILIIN 2t SONILFIN 2} IVWHOA
| 9 40 NOLLVYSINIXYW INOVNHIA0O AQ0D ZL
M 301440
: IVYNOI93Y
ﬁ NHONVEVHL 321440 TVYNOIO 3N 301440 TVYNOIO3Y
: 14N 3AEVYO NHONVEVHL NHONVEVYHL
H3IONISSVYd BEINNCE ) 28] 1417H31HRY0
40 ONIQVHOdN HIONISSVd HIAONISSVd
313400 40 ONIQVHOdN 40 ONIAVyDdN
|- %001 S5330xd WIS 3131dWOJ %001 3137dWNQ0D %001 L
ﬁ 38vHOId
RE[2=th D)
BEIRCEl)L e
H¥IONISSVd 38VHOIA 13148VO
M3N 14177434 YVO
40 ONIAVHOdN YIONISSVd M3N
3137dNOD 40 ONIAVH9OdN a3avdodn L4 ]
%001 S8300¥d WOS - 3131dW0D %001 40 3OVINIOH3Id 0l
asueuLiopad
jeuopdaoxa
S v g1 2] | | pue asuewtopad jeulq yoday
9400Q JUOLWISSOSSY | JOpUN 1O} UOREAJJOW htonom jenuuy | jenuueig wh yabue] 1AM 8A1Y3[qO dQl | ON VA
)
ddl 3y} U] ONJON VdM ? FINVNUIAOD AO0D YdX n_c; Aiaajlaq aa|neg ojseg vd) 3Ae|s|ba
l' S3OIANIS 31YHOdH0D

PEX:S 4N




25k d|-0Z-

r "ALID J
3H1 20 SA33aN
ININdOI3IA3A
FHNLONYLS TV FHNLINYLS ANV AH3AIN30
NOILVZINVOHO AVYNOILVZINVOHO IDINETS IHL
A3aNoDIV J3INDIV OL IENLONYLS
ANV M3IA3Y 4771 ANV OOAVIN ANV M3IAIY TVNOILVZINYOHO
JHL INIS3IHd | ‘LNT OL LNISIHd 3HL LN3S3IHd 3IHL NDITV 9
INIANOYIANT
NV1d NOILOV 343A01dN3
S3101N04 8 40 1NO- 110y S30N0d 8 d3aLviNoay 61
SINVHO
AY¥VNOLLIHOSIA
aNv SINVHD
AYOLVANVYIN AYVNOILIHISIA
WO¥ A 0s ANV AHOLVANVIA | AY3AIN3A IOINH3S
ONILIJINTEG i WOY4 ONILIJANZE | ANV ALIALLONAOYd
S3A3A014dW3 40 S33A0TdW3 J3A0ddNI HOJ
HIGANN = 004 40 Y3GWNN = 001 | ONIATINE ALIOVdVD v
3
[ |
aaueuwiropad
|euoidaosxa
14 €| 2 I | pue aduew.oped leujy Hoday
8J00G JUBWISSAsSSY | Japun Joj uoleAlo | Hoday |enuuy | enuueig sb yablie) 1dMX aA328(qO dal | ©ON VAX
g'b9
ddl 8y} u] ONJON VdM | JONVNIIAQD QOOmL VdX ddi Kiaa|jag ad)Al9g o(seq vd) dAne|s|beq
L

S3JIAUIS J1VHOLHOD

G1/870T




Ided|-|g-

L

ININLYVYL3Q LINIWLYVY43a LIN3IWIXVYd3aa
dHL 40 NVId | 3HL 40 NvIg | IHL 40 Nv1d LINIWNLHVYCIA IHL
INIWIHNDOHd ANIWIHNOONHd ININIHNDO0Yd Ol 31v13Y LI SY
WANNY 4O N[ WONNY 40 N | WwnNNy 10 N | O3LNIWI TN ONY
A3aNT1ONOD Nvid
OILVYININIdWI OILVINIWIdNI OLLVYLINIWNIdINI IN3WIHNOONd
%001 %08 %001 IVANNY KRS
LNIWINVY43Q
3JHL INIWLIVYL3Q ANINLHVYd3Q
ol d31v13y | 3HL OL a31v13Y | 3HL oL a3atv13ay
ADILWHILS AD3LVHLS ADILYHILS IN3WLNV4Ia
LNINIONVHNIT IN3WIONVHNI IN3WIONVYHNI 3H1 0L a31v3y
INNIATY INNIAATY INN3IATY AD3LIWVHLS
HL 40 N[3HL 40 N|3HL 40 N LNINAONVHNS
INNIAIY IHL 40
OILVINIWIdNI OULVINIWIdNI OILVLINIWNI NI NOLLYINIWI NI
%001 %06 %001 % Z¢
] 1
LINIWLHVYd3Q
JHL 40 LNIWIADVYNVIN
IALLO3443
1439018 v 1idv)
ON3dS aN3dS aN3dS SAVLINIWINYGIg | ONV JONVNYIAOD
| X3dvd %S6 | X3dvD %08 | X3dvD %S6 | 3HL NO IN3IdS %S6 | A00O JANSNI L'
adueuniopied jeuopdesxe
S 14 € 2| 1| | pue aduruuoped Jeuq podey
8103§ juewssassy | jepun 1oy uopeaow | podey  |enuuy lenuuelg wlb jebue) ld) 8A(328{q0 dQ| ON VM
—— —
uogedided anqng pue SOUBUIAAGD
£'6e ga| 8y u) oN)oN VdM 93UBUIBAOY pooD VdAX dgdi | Poo9 pue  Aieajeq 8djAleg  d|seg SV dM 8Ajje;81Ba)
3INVNMIA0D
61810

BIVTOR AT) 2 Jo 3010 X paivarg




95w |-¢gz-

AL

FONVWHOSHId |  IONVWHOLNAd | IONVWNNOLMIL

ONIDVYNYI ONIOYNYW ONIOYNYN

40 SIVUOVYHA | 40  SIOUOWMC | 40 $301L0vnd
aooo | Q009 aoo9 INIWNHIA0D
Q314300v Q31d4300V Q314300V 207
ATIVHINIO ATIVH3INTO ATveanzo | NV mozwﬂw%muwm
O IONY | O /ONV | YO /ANY 40 $30110vud
3UNAIO0Nd IHNQA300¥d 3¥NA300Nd aooo owEmoo,q
'AOMOd  SALID | 'ADINOd  S.ALID | 'ADNOd  S.ALID \ohmwﬂm:ozmwooomw
3HL HLM 3NN | 3HL HUM 3N | 3HL HLM 3NN ‘A9N0d

NI IOVNVYW S|

NI 3OVNVN SI

NI Q3OVNVYW Si

S.ALID 3HLE HLIM

3ONVANOY3d |  JONVWHOSN3d |  3ONVWHO4N3d M_Zm_wn«wwwm_ﬂw_m
3ISOHM 3SOHM 3SOHM 3SOHM
34V.S 340 %001 | 44VIS 40 %001 | 44vliS 40 %001 44V1S 40 % S¢
ANIW1LHVd3Q
3IHL AININLEVH3Q INIWLINVJIQ
ol Q31vT13Y | 3HL OL 43LV13Y | IHL Ol Q3Lviay
S3aNSsi S3NSSt S3ANSS! INIW3LUY43Q
11aNv $S3NAAQv | Lianvy  $S3waav 11anv  ss3yaav IHL OL
ol NVId | OL NVld | OL Nvd a31v13d s3anssli
uany 40 N fwony 40 N | Lanvy 40 N Llanv ss3uaav
Ol NV1d LIANV 40
OLLVINIWI ANl | OILVIN3WI NI | OILVINIWIIdWI NOILY LNIW I
_ %004 %08 %004 %001 PE
#dueuuo)ied |euoydeaxes
f S v £ Z | | pue eduewloped Jeul4 poday
L 9028 JUsWISEASSY | Jopun  Joj  uopeapo Yodey  |enuuy | jenuueg b 10B.e )] 1dN 8AR98[q0 4q) ON VM
uogedned alqng pue A0UBLIBAOS) I
€68 4a1 8y) uj oN)oN YdN 82UBUIBAOSD) POOY ¥dX ddl | pe09 pue  Kieajsq  8ojueg  aseg SVd eae;sife |
JONVNUIA09 |

SI/8T0T

-23DUDPT AT 3YT JO 551jJ0 &G paIpdzig




o5 e d|-€r- AL - .
AINIANNHIAOCD INIWNA3IN0O ANIWNYIAOO
w301 NI | w201 NI | W30 Nt
egueuloped (euoydaaxs J
sl v leujy vodey
8J00S JUBWISSOSSY Hodey |enudy | jenuuelg wl 1eBae| | 1M aAyaeiqo aol ON <F
uonediniped 011Gnd PUB 80UBUISADD)
£'6'8 4a| 8y Uy ON)ON VdM 83UBUIDAOS) POOS vd) 40l ﬁ poog pue AisA|eQg e©djAles  J|seg SYdX oApE[sIBaT

6178107

JONVNYIA09 |



gL

28ed|-pz- LM;
SALID 3HL 40N | SALIO FHL 40 N | SALID IHL 40 N SALID 3HL 40
NOILVINIWI QNI
OILVINIWIIGWI | OILVINIWITAWI |  OILVLNIWITdWS NI ISVIUONI
%0014 %001 %001 JOVINIONId 8¢
ADI10d A2NOd A2I70d
NOILV9313Q 40 NOILYD313d NOILYO313q
W3LSAS S.ALID | 40 W2LSAS | 40 W3LSAS Ad10d
3HL HLUM | SALID 3HL HLIM | SALID 3HL HLm zm%_w__wwwm
JONVIHINOD JONVIIdWOD JONVINdWOD SALID THL HLIM
%001 %001 %001 3ONVI19NOD % L€
] SLN3W3UINDIY
ALIVAD - HLIM | SINIWININOIY | SINIWININDIY
3NN NI aNv ALITYND ALIWND
SIANVHL  IWLL | HLIM 3NITNIGNY | HLIM 3N NI GNY
Q3LVINILS | STINVEY  3WIL | SIWWNS 3wl
! NVHL d3Lvindils d3LvindiLs SINIWININDTY
¥3I74v3 SH33IM NVHL NVHL ALIVND
€ IN3W3OVNVI | 43174v3 SHI3M | ¥3INuvI sy¥33m HLM AN NI
S aNV | Z INJWIOVUNVW | 2 LININIOVNYW omﬁﬁwwﬁmﬁmﬂﬁ
$3SS300¥d ASHY ASIY INIWIOVNYN
ONINNVI4 | ANV S3$S3004d | ANV S3SS3004d NSIY ANv(dd3g
S.ALID JHL © ONINNVIA SALID | ONINNYIE S.ALID wmm__w‘wwmwm%mmw_
OINI SLNGNI | IHL OLNI SLNANI | 3HL OLNI SLAGNI 3HL OLNI SLNGNI
40 NOISINOYMd | 40 NOISINONd | 40 NOISIAONd 40 NOISIAONd g
8dueuwioped jeuondaoxe
S |4 € ﬁw | | pue aduswiopad leuyq Hodey
W 8100g Juawssessy | sepun 10j _uopeapgop | wodey  jenuuy fenuuelg wl 18bie) JdX 9A28[q0 daql _r ON VdiM
uonediviued 9||qng pue adueBUIAA0G
£'8'e gaj syy u) ON)ON ¥dM) 8JUEBUIBAOD POOY) Vd) dQl | pooy  pue  Aiaajjeqg Bo1MBS  ojseg Vd) 8ajje|s)beq

JJIAHIS 31VHOdHOD ANV YIDVNVIN ALID BHL 40 321440

8178107 -




°Bed,-sT-

~N
__ J NV1d ALIND3 J
_ INIWAO T3 NY1d ALIND3
SALID JHL ANIWAOTINS AINIWAONIWI
NI AN3WLdEvd3d | .SALID 3HL | SALID aHL
HO4 | NI LN3IWLHYCAA | NI INIWLEYA3A NV1d ALINO3
138 S139uvl | ¥Od 135 | ¥o4 13s FZm._M_bm_vo._m_\w_m
ALIND3 | S13DYVL ALINDI | SL3DYVYL ALINDI NI LNIWLYVY43a
ANIWAOTAWS LNIWAOCTANI INIWAOdW3 04 138
10 N | L0 n | 10 N $139dvL ALIND3
IN3IWAOTANS 40
OILV.ANIWITANI | OILVINIWITdWI | OILYINIWI NI NOILY LNIWI 4|
%00L %08 %00} %001 6t
ﬂ d184s diads digds d18as
. ﬁ @dueunoed [euopdedxs
S| ¥ _! 3 r l | pue aaueunopad reutd Hoday
9100¢ JUBLUSSOSSY | J8pUN 10}  uoneAllOl | Wodey  |enuuy | (gnuueig b yobue) ﬁ 1dX aAl2e(gqQ dal ON V4
uogedioiped 91|gnd puUe 90UBUIBACS)
€8'8 da) ey3 uj ON)ON VdX 7 adueusancg pooy vdX dal Tuooo pue Keajleg eojaag  djseg Vd) eapers|Ben
L 2DIAYIS 3LVHO4HOD ANV HIDVNVIW ALID JHL 40 321440
SIRI0 - —

ok pdaid



I8 e dl-9T-

L2 [ o
) \Od\\\m -ajeq

[1ouno9 Anjedisiuniy o5y Bunebuepy ayy Jo Jeyaq uo sabeuepy A1) aul Aq paubig

jo= =7 e

£Aa0 reppt2f f'@\\t,ﬂw ey g X ow\\ ‘o)) qor

'Aq pajdadoe pue paublg

¢I/810Z 123DUDJY AN 3Y] JO 9010 &q poivdodg



57/,

ouan:-le

a

8.02g |euly ] 00t ”_a

| L

_ 9

g
¥ |

— €

Z

b

. . m:_ﬁm . . ealy.
: ,,.&onw___ac_m.iw.,ﬁmmwm“, z,o_,nm:u__,,___._a_u.‘ | BupuBrem | esueuwuoped Aoy,

}193Yyg 841008 pajepijosuod ‘9

TR — ——

T53VUDYy 1) oY1 JO 901J0 Aq paIodsig



7. CONTROL SHEET

TO BE UPDATED BY CITY MANAGER

" PLANNING PHASE

Date of 15! planning meeting Date of 2" planning

meeting
City Manager TB Mea

Date copy of performance
plan handed to HOD

COACHING PHASE

(Keep a record of meetings held to give feedback to the HOD on performance related issues)

Date of Feedback Meeting Performance issue discussed and corrective action to be taken

Date of formal half year
review |
REVIEWING PHASE

Date HOD notified of formal l

review meeting

Date of 1%t review meeting
{ Date of 2"? Review meeting

Date of 3" Review meeting

‘ Date of 4" Review meeting
Fal

City Manager TB Mea Signature C

—
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Prepared by office of the City Manager

Annexure B

PERSONAL DEVELOPMENT PLAN (To be completed by the HOD)

Z%Wj/%w% Wﬁﬁ@ﬁ‘ 2 A MW}

MUNICIPALITY:

INCUBENT: A*/N/& ARy

SALARY: -

JOB TITTLE: e SoALo/YTTE PR ) )
REPORT TO: </ Z/‘Z S BIEG GR

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

profile of job description)?

Horr1£9 16 P PECT o gpuss  LTABSRS il

W PoAPEE 7Y [Fuh Beverr )
M’“W f J RIS %W

AT ARG RO D E AL,
7 ARl g U Greqa,,

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

FTE= el ST STy P

3. What then are the competency gaps? (if the job holder possesses ali the
necessary competencies, complete No’s 5 and 6).

jﬁ’f)w{ At prapmwHSCrmery

4. Actions/T ralnlng rnterventlons to address the gaps/needs .
LHLS G  JRe R ph O/ PR G e giig
2o dtnamer~7  PANGRMGIN WIS

5. Indicate the competencies required for future career
progression/development

(e



__2018/19

Prepared by office of the City Manager . _——
6. Action/Training interventions to address future progression

N3 Jors  (SSRGE

7. Comments/Remarks of the Incumbent

8. Comments/Remarks of the supervisor

Agreed upon

Signature:

City Manager: Tﬁ—, VLE; %ﬁz

Date: L% ZZMf «

Signature:

Incumbent:
Date:
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