Performance Agreement

Mr. Sello More
(City Manager) on behalf of

Mangaung Metropolitan

Municipality

and
Mr. Mokete Duma
(Head of Department for
Corporate Services) as
employee of the
Municipality

MANGAUNG

AT THE HEART OF IT ALL



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

Mokete V Duma (full name) Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

1.1

1.2

1.3

1.4

2,

INTRODUCTION

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’”.

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.

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.

The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B) and 57(5) of the Systems
Act.

PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

2.1

2.2

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).
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2.3

24

25

26

3

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,

COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 01 July 2026 and will remain in force until 30 June 2027 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.

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

3.3 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.

3.4 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.

3.5 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

4.1 The Performance Plan (Annexure A) must sets out-

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

412  the time frames within which those performance objectives and targets must be met.
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4.2 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.

4.3 Itis agreed that-

i. 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

show that 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.

44 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 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.

52 The Employer must consult the Employee about the specific performance standards that are included

in the performance management system as applicable to the Employee.

5.3 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

5.4 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

10

Municipal Institutional Development and transformation

30

Local Economic Development (LED)

10

Municipal Financial Viability and Management

a0

Good Governance and Public Participation

3

Total

100%

5.5

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)

CORE MANAGERIAL | DEFINITIONS WEIGHT
COMPETENCIES (CMC)
LEADING CMC
Strategic Direction and Leadership | Must be able to provide a vision, give direction and
inspire others in order to deliver on the organisational 70
mandate
Programme and Project | Must be able to develop, implement, evaluate and
Management adjust plans to achieve the desired objectives, while |
ensuring the optimal use of resources. o
Financial Management Must be able to compile and manage budgets, control
cash flow, institute risk management and administer
tender procurement processes in accordance with 70
generally recognised financial practices in order to
ensure the achievement of organisational objectives.
Change Management Must be able to initiate and support organisational
transformation and change in order to successfully
implement new initiatives and deliver on service | “Z7()
delivery commitments.
People Management and | Must be able to manage and encourage people,
Empowerment optimise their outputs and effectively manage
relationships in order to achieve organisational goals. C D
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CORE COMPETENCY REQUIREMENTS (CCR) FOR EMPLOYEES (20% of Total)

CORE MANAGERIAL | DEFINITIONS WEIGHT
COMPETENCIES (CMC)

PROCESS COMPETENCIES

Process competencies influence the success of the core competencies. Achievement therefore depends on
connection between the process and the core competency to yield the required outcome. They explain how the
function is performed by employing these competency techniques:

1 Knowledge Management

0 Service Delivery Innovation

I Problem solving and analysis

[ Client Orientation and Customer focus

0 Communication

Total percentage - 100%

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.

6.2  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
6.3  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"

6.4  The Employee’s performance will be measured in terms of contributions to the goals and strategies set

out in the Employer's IDP.

6.5  The annual performance appraisal will involve:

i. An assessment of the achievement of results as outlined in the performance plan:
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6.6.

(a)

(b)

(d)

6.7

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

Level | Terminology | Description Rating
11213415
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
indicators as specified in the PA and Performance plan and
maintained this in all areas of responsibility throughout the year.
4 Performance | Performance is significantly 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 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.
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Level | Terminology

Description

Rating

2 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 performance criteria and indicators as specified in the PA and

Performance Plan.

1 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 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 encourage improvement.

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

regulation 27 (4)(e) and (f) of the Regulations.

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 Review Date

First quarter

July — September

October — December

Second quarter

October — December January — March

Third quarter January - March April = June
Fourth quarter April - June

July — September
Annual Performance Review July - June

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.
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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 the30 of %M i‘/l 2026
X Wlﬂm @

r/v -‘s———-t
1. /

2
™V
AS WITNESSES: %
CITY MANABER
N f
2 ﬂ—)‘ alt
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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.

Key responsibilities

The following objects of local government will inform the Head of Department's performance against set

performance indicators:

2.1 Provide democratic and accountable government for local communities.

2.2 Ensure the provision of services to communities in a sustainable manner

2.3 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

Key Performance Area

The following Key Performance Area (KPAs) as outline 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
3.3 Local Economic Development (LED)

34 Municipal Financial Viability and Management

3.5 Good Governance and Public Participation

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
4.2 Local Government Municipal performance Regulations for Municipal Managers and Managers Directly
(Regulation No. R805, dated 1 August 2006)
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43

44

4.5

4.6

47
4.8

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 or Managers accountable to Municipal

Manager
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7. CONTROL SHEET

TO BE UPDATED BY CITY MANAGER

PLANNING PHASE

Date of 1st planning meeting

Date of 2 planning

meeting

Date copy of performance plan

handed to Head of Department

City Manager

COACHING PHASE

(Keep a record of meetings held to give feedback to the Head of Departments 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 Head of Department notified

of formal review meeting

Date of 1st review meeting

Date of 2"d Review meeting

Date of 3 Review meeting

Date of 4t Review meeting

City Manager

Signature
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Annexure B

PERSONAL DEVELOPMENT PLAN

Manspuns  Memmo

Victop  Duma

R d0d6 L3~ 00

HOD * (opPopAE QEAVICES

MUNICIPALITY:

INCUBENT: Mopke 8
SALARY:

JOB TITTLE:

REPORT TO:

G ManhtER

1.

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

description)?

(hhe mmﬁﬁﬁ‘imu ocwi’mwnnb G)MPE)E ped . Slﬁmeﬁ:c

Digeenon & LERDERSHIF, ['Eg

LE tvlnnﬁﬁ;mcm# EmPowz-ﬁms 1

F0anCiAL MANAGEMENT P

JECT AnD FRo YRAMM

MANASEMERNT

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

Mﬁﬁteﬁsg oF_ Papic MAﬁﬁﬁEMEm, ESENYSIS

HOO &0&
NANCI WHE

Ef 1 1H
Hﬁ § ENIEQ | PTY

), ﬁﬂFrE

What then are the competency gaps? (if the job holder possesses all the necessary

competencies, complete No's 5 and 6).

ful (OMPETENCIES HAVE

Been MET TN TEAMS

0F lomPETENC T POSESSMENT f)ﬁoTOCom

A t|ons/Tra|n|ng mte eptions to addr ss the gaps/needs V ' h
A0S ENROLLED nsrﬁzs Ho%ePHY 1t
MLH- f:V OVE pnd LAYV

Indicate the competencies required for future career progression/development

~ 3 0 PO NA 0 P
HD m IgBLIC (NAMPEEMENT T0R_ HE

ERG0AN  DEVELOMNEN)

¢ YHESSIoN.
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6. Action/Training interventions to address future progression

D i fbric MannSenenT. Fof FyfuhE
IYPER [ 79 TOR

GEMOH  MANRIERS

WIAESSI0N Ly ke WHTH

7. Comments/Remarks of the Incumbent

T #m Moo fReppAed For Deveropmendl

LNTTATVE TRoMNTHE MUNTUTP Y-
8. Comments/Remarks of the supervisor
Agreed upon

Signature:

Supervisor:

Date:

Signature:

Incumbent:

Date:
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