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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Mangaung Metropolitan Municipality herein represented by Sello J More (full name) in his capacity as City
Manager. (Hereinafter referred to as the Employer or Supervisor)

and

Ketsebae | Kgamanyane (full name) Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.4 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 o conclude an annual performance agreement.

1.3 The partias 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 govemment policy goals.

14 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 fo -

2.1 comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Act as well as the employment
coniract entered info between the pariies;

22 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).
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2.3

24

25

2.6

specify accountabilities as set cutin 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

This Agreement will commence on the 01 July 2024 and will remain in force untii 30 June 2025 where

341
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.

32 This Agreement will terminate on the termination of the Employee’s employment for any reason
whatsoever.

33 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.

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

35 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

41 The Performance Plan {Annexure A) must sets out-

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

442  the time frames within which those performance objectives and targets must be met.
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42

43

44

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 Delivery and Budget Implementation

Plan (SDBIP) and the Budget of the Employer, and
c) Include key objectives; key performance indicators; target dates and weightings.

Itis agreed that-
.. The key objectives describe the main tasks that need to be done.

i. The key performance indicators provide the details of the evidence that must be provided to

____ showthat a key objective has been achieved. _
iii. The target dates describe the timeframe in which the work must be achieved.
iv. 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

5.1

5.2

53

54

The Employee agrees to participate in the performance management system that the Employer adopts
or introduces to the Municipality and 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:
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Key Performance Areas (80% of Total) Weighting

Basic Service Delivery - 0% |
Municipal (nstitutional Development and transformation 10%

Local Economic Development (LED) 0%
Municipal Financial Viability and Management 5%
Good Govemance and Public Participation 15% |
| Total 100%

55 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 should be selected form the
list below as agreed between the Employer and Employee

CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES (20% of Total)
N | WEIGHT

CORE MANAGERIAL COMPETENCIES (CMC) 1

Strategic Direction and Leadership
Programme and Project Management

Financial Management

Change Management
Knowledge Management
Service Delivery Innovation

Problem Solving and Analysis

People Management and Empowsrment
Client Orientation and Customer Focus

Communication
“Accountability and Ethical Conduct

Policy Conceptualisation and i_mplementatign
Mediation Skills

Advanced Negotiation Skils
Advanced influencing skills

[ Partnership and Stakeholder Relations
Epply Chain Management

hlmwai‘a\/\ 8 6(,(\ 5

\
\

|

|
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|

|
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Total percentage

1 A minimum of 5 < 10 CMC must be selected and weight allocated to a total of 100%.
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6.6.

(a)

(b)

(@

EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

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.

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” o

The Employee’s performance will be measured in terms of confributions 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 outiined 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.
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6.7 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 Indicstors and Core Management Criteria

Level | Terminology | Description

5 | Outstanding | Performance far exceeds the standard expected of an employee at|
performance | this level. The appraisal indicates that the Employee has achieved
above fully effective results against all performance criteria and
mdlcators as specified in the PA and Performance plan and
| maintained this in all areas of responsibility throughout the year.

4| Performance | Performance is signficanty higher than the standard expected in |
significantly the job. The appraisal indicates that the Employee has achieved
‘above above fully effective results against more than half of the
expectations | performance criteria and indicators and fully achieved all others
throughout the year.
'3 Fully effective | Performance fully mests the standards expected nallareasofthe | -

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.

2 | Notfully | Performance is below the standard required for the job in key

effective | areas. Performance meets some of the standards expected for the
job. The reviewfassessment indicates that the employee has |
achieved below fully effective results against more than half the
key performance criteria and indicators as specified in the PA and

Performance Pian.
B Unaoceptable | Performance does not meet the standard expected for the job. The |
performance rewewlassessment indicates that the employee has achieved
below fully effective results against almost al of the performance
cntena 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 1o encourage improvement,

6.8 The performance of the Employee must be evaluated by an evaluation pane! constituted in ferms of
regulation 27 (4){e) and (f) of the Regulations.
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7. SCHEDULE FOR PERFORMANCE REVIEWS

7.1 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:

Evaluation ~ | Period T | Review Date
| First quarter | July-September October - December !
" Second quarter October - December January - March ]
Third quarter - January - March T | Apil-June 1
' Fourth quarter April-Jdune I o |
| R | July- September

Annual Performance Review July - June [

e Provided-that reviews in the first and third quarter.may be verbal if performance Is satisfactory . . —_—

7.2 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 case may be. In that case the Employee will be

fully consuited before any such change is made.

8. OBLIGATIONS OF THE EMPLOYER

8.1  The Employer must-

8.1.1

8.12

813

8.14

8.1.5

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.
Page 7 of 2§
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9, CONSULTATION

9.1 The Employer agrees to consult the Employee timeously where the exercising of the powers wil-

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.

9.2 The Employer agrees fo inform the Employee of the outcome of any decisions taken pursuant fo 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. MANAGEMENT OF EVALUATION OUTCOMES ~

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

performance or comecting 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 confract of employment of the Employee on grounds of

unfitness or incapacity to carry out his or her duties.

11. DISPUTE RESOLUTION
1.4 Any disputes about the nature of the Employee’s performance agreement, must be mediated by -

a.  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
Page 8 of 26
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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 -

a. the Member of the Executive Council responsible for local government in the province, or any other
person appointed by the MEC, in the case of the Municipal Manager, and

b, a Municipal Councilor, in the case of Managers diractly accountable to the Municipal Manager,
provided such a Councilor was not part of the evaluation panel contemplated in regulation 27(4)(e)
of the Regulations, within thirfy 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
spansible for local

for local govemment in the relevant province as well as the national minister re
government, within fourteen (14) days after the conclusion of the assessment.

Thus done and signed at Bloemfontein on theé_' of _ :31;_'__34_ 2024

AS WITNESSES: r

s
-

N . s
— —

o L’E\MPLOYE

AS WITNESSES
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1. Purpose

The performance plan defines the council expectation of the Head of Department'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.

2, Key responsibilities

The following objects of local govemment will inform the Head of Depa t's performance against set

performance indicators:

2.1 Provide democratic and accountable govemment for local communites.
.22 Ensure the provision of services to communities in a sustainable manner____ e .
23 Promote social and economic development '
24 Promote a safe and healthy environment
25 Encourage the involvement of communities and community organisation in the matters of local
government

3. Key Performance Area

The following Key Performance Area (KPAs) as outline in the Local Govemment. Municipal Performance
Regulations for Municipal Managers and Managers Directly Accountable to Municipal Managers (2006), inform the

strategic objective listed in the table below:

31 Basic Service Delivery.
3.2 Municipal Institutional Development and transformation

33 Local Economic Development (LED)
34 Municipal Financial Viability and Management
5 Good Governance and Public Participation

4, Key Performance Objectives and Indicators, for the Municipal Manager and Managers Directly

accountable to 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
42 Local Government Municipal performance Regulations for Municipal Managers and Managers Directly

{Reguilation No. R805, dated 1 August 2006)

Page - 12-0f 25
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4.3

4.4

4.5

46

47
48

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 poficy, 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 or Managers accountable to Municipal

Manager -

Page -13-0f 28

&3

|

A



ol

6Z Jo - | - obed

jo amjjna e o}
penssieq | . panss| aq penss| aq o} panss| penssi @q |  anp JusweoMT suogesado pue
0] Saulj OWeN 000} | 0) SSUY JIWENI 00L |  Saul JYeL 0001 | 94 O} Saul JiYel) 0001 | O) S8Ul IRl 000Y me| Ksuajy| Bugpijod ajqisip
palanpuo? _ pajonpuoa pejonpuco PajoNpUoo Pajanpuco Pejonpuos aq 0} PUCITERTTITS]
aq o) suoyesado 8q o) suoesado | aq o} suogesado 8(q 0} suopelsdo aq o) suojiesado | suonesedo Buipes ME| —
Bupen jseng xg | Bujpenieansxg | Bupenisengx g Bupenjeans x g | Bupesisang vz | 19ans jo JaquinN | Aq Buipes | 1eans
spdsjoy siodsjoy
sjodsjoy swwo sjodsjoy awo sjodsjoy swuo umouy Bupabie) umouy Buygefise)
ug pajonpuod | | Ljj pajonpuco un peionpued sjodsjoy pajonpuod pajonpuod
£ eq o sejanoe | | ©q o) sapgoe 8Q 0} SSIIAIOR | SWILD UL PRIINPUC) () 0} sajanoe 8q 0} sapjaRoe
uopusaaxd | | uojjuaald uonuesud aq o} seflAloe uojjuanaud uonuaaxd sjosloud SaIUNLILIOY
awyy X6 | awyP xg W) X6 | uoguessud sw X6 SWWN GE |  SWMD JO soquiny | uopuaAsid Bwus) Jajes Bugeain
5 7 ™~ ~ i 0 .vo_?rul m@ 0 | 10 _ .
e TN on T EESRE o I = | SI0120IpY|
il _ _ i | sowewopd VLOTEZ0E | o aberens
. - sy SZ02/7Z0 Apeieny | FORLEMIV ey ndng i
| i 1
i -1 T T T S3AILO3E0 INAWOT2ASA
: ANFWN3A0UJINI AMINN3A FOIAY3S dal JI93LVULS ONNVONYN
_ "ST3ATT 1TV 1V SNOILNLILSNI SNSNTONI ANV 318VINNCIDY 'JALLDIA43 @TiNG ANV TIV
04 I0I1LSAF OL $S3IIV IAIAOU ‘LNINA0T1IAIA T1EVNIVLSNS Y04 SAILAI0S AISNIONI ANV 1NJIOVId JLOWON - 81 TVOD (aas) 1vo9o
3 1SNS NV INIIISTY ‘34vS ‘AISNTONI SINFWITLLIS NYWNH ANV S31LD ANV - LI V09 INTWJOTIAIT INGYNIVLSAS

$S309V ONV NOISNTONI - 20 |

di90S FHL ¥3d SV INIFWLYVIA ¥3d SIAILIArE0 JONVIRNOINId WNIN



#

§Z )0 - ¢l - sbed
pRInbal sy
; Ui souendwod
abejusoied
%09 %09 %09 %00 | ®oueydwod %09 b4bad | eouenduios 9 #9
pelnpucs . pslonpuod PSjonpucd pajonpLco
PaMNI00 JUSPIoU] | PAUNDOG JUSPIOU! | PALINA0O JUSMOU PR1INJ00 Juaploul PRjoNpU0d
Aousbraws Kouabisuse fousfisows |  payNPUOD PSINDS0 fouafuowa | pasNDOO JUAPIOV]
10 lejsesip Jaye o lojsesip joye | Jousjsesipeye | juspou AusBiows 10 JBISESIP J3Ye foueblewe
SINOUY By UYHM | SINOU G UM | SINOY G UIYHM Jo Jojsesip $IN0Y B UTym 10 J9)SESID JBYE Sia)sesip pue saiy
SjuawWssasse sjuauIssasse SJUBWSSASSE | Jale SINOY g L[ sjualussasse SINOY §f UM 10 sja8)a pelebaIw
ys| Jejsesip %SU Jeisesip Ysu Jalsesip SJUSLLISSISSe S| WU Jo)sesip | sjuswssasse ysu SI8)Ses|p pue salij
Qrjoneg | ¢ QLJ0IN0G 0tjolnog Jajsesip O Joino g 0l joInog | JoIses|p Jo JequinN OLjo N0 6 | 30 sioaye palebiin
_ suone[nbial
pue sajn
Qies; 1oy Emmsm_u
e
N = e
COTRTOC | g opeps
SIALLOArG0 ININd013A3]
ININIAOUCINI AM3ANIA 30NANIS

_ | IAISOTONI NV 318VANNOIOV ©
RE 9. gSEEoE ﬁ ﬂzcgnagsa_zom $31131908 JAISNTONI GNY 1N430¥3d JLOWONd - 91 TYOD

M ‘34VS ‘JNISNTONI SLNIWI1LIIS NVIWNH ANV STILID IHVA - 11 V0D

ddi ADILVULS ONNVONYIL

33443 QUNS ANV TTV |

(oas) w0

~ INIWJOTIAS0 TTEVNIVISAS.




Al

62 Jo- 9} - efieg

1

sasjwalg sasilualy sas|weid sasjwald
%Sl M0 HERd M0 SRy Mo 8 sosjwaid yspy Mo Sy Mo 18 ASIHOMOT Asi Mo je
1e suogoadsu| 00g | e suopoedsu 00y | suonoedsu) QO 1e suojjoadsu] 00 | suonaedsuy 008 | 1e suopoadsu) | suondedsu) Gep |
sasiweid sas|waid sasiwesd sosjwaid sasjwald sasjwaid ses|wesd
YSRd SIRRPOW sl olelepoly Sty elesepoy ASIH SjeJapoy Ak dBISpON HS[Y SIRISPON | S SleJSpON 12
le suopoadsu| g/ | 12 suopoadsu| og | Ie suopdadsu| 69 1e suooadsu| 0g | 1e suondadsy 05z 1€ suofloadsu) suoidadsu) 9z}
sos|wosxd ! sasjweid sosiwaid sasjwad sasjwaid sosjwaid
ysi uBtH %St YbiH ySiy 4o | seswwesd sy YBIH Wiy ubiH wsid UBiH sy YBIH
1e suonoadsu g1 | e suooedsu) o | Je suoyoadsy) Q) 1e suopoadsu) Gl | 1e suoposdsu 0g 1e suonosdsu| | Je suopoadsy| 0
sjuspul
Bunubyem
fesnonys Joy
alup souepusye

$3AILD3r80 IN3WO13A30
401 DIDFLVYLS ONNVONVM

{oas) w09

| INMGOTEARO TNIVASNS



Zy

£g |
§ZJo- L} - ebeq w
i
Bt} UO, 58088 S8jAI9S
snq jedipunw podsues) aygnd
Jo efesnied Ui uojoBisies
%08 | %08 %08 %08 %08 12l ol panaidu|
: sfep shep
shep Supuom shep Gupjiom | Bupiom g ugum shep Bupjiom sfep Guppom | Supom g Lynm
G UI{IIM SOINSEBLU | ¢ UM SaUnseaw | sainseaw Algges shep Bupjiom | G UM SAINGESW | G UM Sainseawl | sainsesw Aojes
fajes auy omiels | Aisjes aiy Aloinieis auy Aiopniers g ujum sainseaw | Aajes auy Aoiniess | Alojes auy Aiojniess ay Aioinjers
im souelidwoa U soueldwod |y esuendiied Alajes aJi) Aojniels yum aoue|dwiod Wis aouendwod | yym aouenduiod
10} pazjugnios 1o} pazju[nios 10} pAZILONIOS UM aoue)iduiod 1o} pazjupnos Joj pazunnIos 10} paziupnIos
sueid Buipjing sueid Buiping | sueid Buiping | 0} pozwpnIos sueld suejd Bupiing pepiugns | sueld Buipling
OLjomog 0l joinog OLjoinog | Buping g} joinog 0L jownog sueyd Guping | (22) 01 Jono QL
sosiwaid saswesxd
OWORIR | .
" euleseg _._ lueju) oBerens
1 N _ _E _
SIALLIArE0 INTWHOTIAIC
ANFWIACHdINI ANIAIIA 3DINYIS dal 21931VHLS ONNVONVIN

: TV LV SNOLLALIISNI JAISNTONI ANV 3719V INNOJOY
404 3O1LSNP OL $SIIOV JAIAON ‘LN o..__m\,ma___u._mA‘.E.q._.waw ¥04 31131908 IAISNTONI NV 1N439vAd ILONONd - ow ._<oo (9as) w09

IN3IWNd013A30 m._ncz_s.w:m




ja5 £

2 J0- 8| - abed _

2jqissanoe
KjjesJanun ase jeuyy
sdu snq [ediouniu
painpayos

_ jo abejueaied
%001 : %001 %001 %001 %001 LeGuL Ol

peppe sjuiod {LAN
552098 Lodsuel) "fou)
ajjand pajnpayos Vodsuey ojqnd
oh| 0l 9 £ 62 | $045qunp LGy L 0} | 0} ss@00€ paoidu|

ANIFHIAOUdNI ANIAITIA AVNAYIS




G

§Z 0 - 6, - afegd
_
”|.| ’ | pue juewabeuew o0, | pue  jusuobeuew  %QpL | pUB  Juswebeuew %001 ._!s JawsBeuew pue uopeoypuep) | ]
7 sjuswaiinbas Ayjenb sjuswalnba; sjuawaynbai £enb |
_ UuM au| w1 pue sawes) awy | AYienb yim euy Ui pue SSWEY | UJm 8ul| Ul pue Sawel) awy sjuswaunbal Anenb | fip )
_ _ pajeindys uey) Jajues sycom | swll peleindys uey) Jeyes | peleindis uey) Jeles syaem Ul 8Ly Ul pue seluey o | 8y o juslwebeueww
k 7 Wewabeuew: xsy pue | syeem 7 Juawobeuew ysu | gz juowebeuew sy pue palejndps ujym (usiwebeuew aAlaye |
7 * sassaood Buuueld s | pue sesssoosd Bupued s | sesseooud  Buverd s A0 _ §su pue daj) sesseooid Bujuueid | pue soueusnol i
. _| | | _ ay) ojuj sjnduy Jo UOISIA0l] | By} OJu| sindu] JO uOISIACLG | BY} O SindU) JO uojsIA0lY | SAWD AL Ojul Sjndul jo uaisiaolg | pooB aInsuz
_ | [ _ JusutLianch [eooj | JuaWwuseA0D WAWILWAACH 200] |
i i _, Ul aduewsopad: Bubeuew | [eooj uy saueusopad Buifevew | vy soueuuopsd Suibeuew _ 1ustwaA0b 1200y w1 eaueuLoped i
# | jo ssaoesd poof pojdesse | o ssopoeid poof pedaace | jo seonoesd poob pejdesce | Buibeuew Jo saofoexd 7
_ _ Aieseuab 10 jpue ainpaoccid | Aeisusb Jo spue ainpaoad | Ajjeisush o pue ainpocosd | poob pajdaooe Ajressusb so jpue
_ " | ‘fogod sAwo ey wim suy | ‘Aopod s By wwm ouj | ‘ojod sA By yim ouy | eunpsoaid food 84 el s_i
u) peBeuew sy soueuuoysd | v pebeuew s} Souewuopad | uj pabeuew si souewioped | ouy ul pebeurw §| aoueuloyad
- H 8S0UM  JEIS JO %00l | BSOUM  JEIS  JO  %00L | SSOUM LIS 10 %00) 350YM WOO Ul JBIS 10 % | 7
_ _ " Juswedap Juswyedsp
| ey O poepr  senss) Juswyedep eyj o) pajejdl | By} 0}  pajeja)  senss| Ao oy |
r 7 _ Jpne ssesppe o} ueid ypne | sanssi ypne sseippe o} ueid | ypne ssaippe o) ueld Jipne 0} pa)ejo) sanss) Ipne ssaippe
I R (N N . jo  uopejewaidw| %001 | WPne jo uopejuswaidw) %0g | jo  uonejuswsldii 9001 | 0} ueid jjpne Jo uogejusweldw % |
_ _ _ Walwpedap ay) weugsedep | Juswysredep A0 2u) 0} sejejal
7 jo ugd Juawainooud jenuue | ey Jo ued juswaunooid | Jo uel Juswaunooid fenuue |y Se pejuswe|dw) pue papnjaucy 7
* 1 | B - jo  uojejuswisidwj %00} | lenuue jo uogelusweldw) %0 | o uopeluswerdwl %00} ueyd juswainooid jenuuy o |
i _ _ ewpedap Juauredsp _ _
_ _ sy o peeps fBsjens Juewedep eyj of pejejes | ey o} pejejes  ABsjess fp ey fip
_ 7 “ | JBWSIUBYUS enuane) | ABejens Juslieoueyus anueas | JusluesuByua anuaael | o} pejejos ABajeNs Juswasueyua | ayy o juswebeuew
4 ay} 1o uoyeluswieduw) %00, | eyl jo uopeuewsidwy %05 | By jo uoneiuswadul %00l | SNuUSABL AU} JO UOKEIUSWBIW] %, BAR0AYS
[ — 1 . | 106png | pue  edueusancd
* _ pusads xeded 4,55 pueds xedea %05 pueds xeded v,56 lenden s Ao ey} uo Jueds ¢, | poob ainsug
| | JINVIEORITd o =
I TYNOLLAIDXT
g ¥ £, 2. || any FONVINHOAY3d
aj0JS JUSUsSessy | MI(NN ¥O4 NOILVAILOW “TVNIZ LHOC3Y TYANNY L40d3N TYNNNVIE isl 1394V )] JNOILN0
NOILYdIJI LNV
b g0 dqi e13 ut oN) ON Vd) JONVNYIA0D Q00D VdX dGl | 2i18MNd ANV FONVNYIAOD G009 GNV AY3AITIA mMEmmo_u_wém SVdM JALVTSIOFT
— JONVNHIAOD

mm>_._,_.om_,mo JONVINOUId JONVNAIAOO JRIANTO WKW




| s |
G2 Jo - 02 - abed
[ T 1 i i _ [ _ o _ $80]AJaS 0lsEq
“ _ Ayediojunu sy 4oy anuaaas Ayedioiunu ouy 10jonusaas | Ajjjediojuniu sl 40§ SNUSARI paldnuejuun  pue
_ _ _ 0 aseaiou) pue eanjpuadxa | Jo 8sealou| pue aunjpuadxa | Jo aseasul pue ainjpuadxe Ayediojunu oy Joj anusasy | SlGElR. O uoiswoud _
_ ) 7 [euojesado  jo ¢ uojonpai | [euojesrsdo 0 uoponpal | jeuciiesade  jo  uaponpal 40 8SEDIOU| pUB amypuadxs _m“m Kisnooa feroueuy
_ i _ _ 8y ezuydo o) sapamoe | oy ezwpdo o) seyARoe | ey aZmuupdo ©f SSAROR {euonesado jo uogonpal | ( n__mﬁwp_“”_ d am>ow“m_
i 7 k _ i didd jo  uopeuewedw) | dyd  jo  uojejueweidul | gyd jo  uojejuewsidun | ey} eZido O) SIFINKE A 10 | elouelyy  paaoidde
_ _ _ ay} o} yoeoudde ay uo | 2yl o vyoeoidde ay uo | sy o) yoeodde sy uo | uojejuswaidi ay) o) yoraidde ay) jo :o_ﬁcm..:mas__
_1 s _ oddns pue asjape paplaold | yoeddns pue esipe pepiaolg | uoddns pue asiape papjrold auj uo yioddns pue 8sIAPR Of | BAIOSHIR  SlB)|lioed |
* , ‘sjuewaP Az | ‘sjuawaje Ajajes sjsweR Aajes (vsHo) |
pue wesH (euoiednasQ | pue  ylesH  |euojednaoQ | pue  yjesH  [euoyednaog | (£661 J0 58 10y} 10V Aiojes
_ ay ym siseq Apapend i ay ym siseq Auspenb | syr ywm siseq Apspenb | pue yyesH feuonednoap ey jo _
_ ﬁ _ * e uo oouejdwod 400, | e uo souendwoo e0QL | B uo aduejdwod  %00L |  uoisiaoid ayj yjm souBldwion o _
1 euedsp Jeuedep l
oYy Jo} ssousng Bujop Juswyedapayl o} | ey Joj sssusnq  Bupop uswipedap ay
_ sowwesboxd  |evoneuqns | sseuisng Buiop sewweiBoid | sawwelBoid  (euojeugns | loj ssauisng Bujop jo awwesBoid |
_ [ | sy uwo AP ay Ag les | euoneuqns sy uo A ay Aq | sy uwo Auo ey Aq Jes [euoieugns ayy uo Ao |
. | | _ sjebe) 0} eouaseype o001 | Jes sjefie) o) sousisype 905 | siefie) o) asusssype %4001 | 2u) Aq1es sjebie) 0} sousiBype %
_ ued uerd
_ i funbe  JuswAowe  §A0 weuwkodws | Aunbe jswhodwe sk _
i 7 ay u EmEtm%u 10} 198 | SA©L sy u awpedsp Jo) | ey ul juswpedep 0} 38S ueid Aynba juswhodws s Ao |
_ _ siafire; Aunbs juawdoidwa | jas sjebire) Kunbe ewdodws | siefiey Anbe Juswhodws | syl WO o} 1os siabiey Aunbe _
[ _ o uojejuswoduy %00, | 40 uojelewsidwl %G | Jo  uopeewedwr 900} | juewkojdiie jo uogejuBweldw) % |
“ I | dlgas sfwo J1aas sAi digas sAwo diaqas sAio ey
f ﬁ | ay) jo uopeuawRdwWl %001 | BY) $0 uogelswaiduw %001 | SY} JO uoKeUBWRKW] %00 | 4O uOReluAWaKW u) BseaIDy) % i
_ _ _ . foyod | foyod fonod _
_ | uonebaep jo weisAs sAyo | uoneBesp jo weisks sAlP | uopebopp o waishs s Ay Kaijod uopebisiap jo waishs
| _ _ _ o} M soueidwoo %00L | BW W SoueydWI %00} | SW Ymm souenduiod o00) 8,40 3y} Yiim souedwo) %
| | - sysu oi63jelS sysu sysu oBajens
ﬁ | payjuapi  jo  uonebmw | ojBsjens paypuspi jo uonebyw | psygusp  jo  uoreBpiw sysu abajens
N FORVWHOIu3d e SRR 7
L sl vl elzl v|on JONVNRIO2d
_ 81005 JUNUSKIERY | YIONN HO4 NOLVALLOW TYNI LHOdSN TYONNY LHOdTY TYNNNVIE 18) 1304Vl IdM INOJLNO |
NOLLY,
_ €' 41 s U] ON) ON V) _ IINVNYIAQD Q009D YdX dal | 1780d ANV JONVNYTACD GO0CO ONY AUINITIA mﬁmmwgwr.um_«m_ SVd) ALLYTSIOFNT 7

3ONVNUIAOCD |




§Z 40 - 12 - abeq

Lo

=3

sjduospud Asoiniels
yim  edueldwiod %00l

yim

siduosaid Kiojniejs
soueydwoo  %00L

sjduosaid Kioyneys

i  souedwos 9400}

syduosand

Kioyme)s ypm soueydwiod

U AJSA|[BP 30)AISS SARIRYS

pue Juswabeuew eoueuy
apnud ‘eouewsact poob Joj
swieshs pue seunpasold ‘sjoujuoo
{BUsUY Jo ualejusWaldw)

QINSUB pUE pualuLIodal 0)




§2 40 - 7z - abey

[

n

_ - 81005 jeuty 00} ‘lejoL |
L | - L
| 9

| . - s

_ ; _ __ ¥

- — e — — —t MI._
_ | z
— —— — | F

91038 [eu)d 40} uoseay 21028 pajepiosuc) { jeuld Buney s,juawyede( Jo peay Bunes s sefeuepy Ao | Bugybiap BAlYy aouewIopad A9y |

| }Jo0Yyg 91008 pajepljosuo) ‘9

:Naﬂ_ ~Nw_aN\u |eQ

touno) sAuedioiunyy ueyodonayy Bunebuepy sy Jo Jieyaq uo sobeuely Aun £q paubig

R R Tl Sl =

22| Eo\g @ed

feubis

QI ‘8mn qor




7. CONTROL SHEET

T0 BE UPDATED BY CiTY MANAGER
| PLANNING PHASE - B
| Date of 1+ planning meeting Date of 2 planning |
| meefing
| Date copy of performance plan City Manager

‘ handed to Head of Department

|

COACHING PHASE

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

Date of Feedhack Mesting

Performance issue discussed and corrective action to be taken

Date of formal half year review

REVIEWING PHASE

| Date Head of Department notified |
of formal review meeting

Date of 1¢ review meeting
Date of 2 Review meeting o
Date of 31 Review meeting - o
Date of 4»Review meeting o -
- — - : _ p. .
City Manager . Signature A(
=30 (\{\Orti J 7
Lt ]’
v/
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Annexure B

PERSONAL DEVELOPMENT PLAN

Vitrppare Dgelonm Xupicen

MUNICIPALITY:

INCUBENT: \/.EEK(‘QAM ATNATIE

SALARY: - .
JOB TITTLE: p;::ﬁ}‘ﬁ,{! l iﬂ_@m—ﬁ A S EONR
REPORT TO: anice S Vs=20

What are the competencies required for this job (refer fo competency profile of job
description)? — - _
LR Afres) c/\ \EADSnEmMmR

C AN OE  TANCIAAT VW 511 TOER\S
NTOBAWAA S W 1 PRSOTRC T h/ RO UFAT

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

AL OF s

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

ecen WRPe s tasy s

o A OO = C & Qs
’_\ \\(.__.«\-—— _\___.\ L,&_\C_\ ‘“\_\"'h—-.a..) = 1= |1

Actions/Training interventions to address the gaps/needs

TV LERW O 15T pnt A L Cwat (g

Indicate the competen_cies required for future career progression/development

™ T %
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6. Action/Training interventions to address future progression

T

7. Commentisemarks of the Incumbent

TREODOTNEATIA. CSPERINRD
= <<(—>\—*\\c>n_ NANSTWAS NN AN\

R 0\

8- Comments/Remarks of the supervisor -

Agreed upon

4
i

/
Signature: 44(

Supervisor: &J_LJI_Q].M_
Date: 3ol 2oz %

Signature: [ﬁéﬁﬁ?\

Incumbent: K i: ‘-\KGP\M&LE’ YANE
Date: 2ilon\o2u
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