PERFORMANCE AGREEMENT 2023/2024

MADE AND ENTERED INTO BY AND BETWEEN

MAKGOKE WALTER MOHLALA

‘ACTING MUNICIPAL MANAGER”
(HEREINAFTER “THE EMPLOYER”)

ON BEHALF OF THE ELIAS MOTSOALEDI LOCAL MUNICIPALITY
AND
BOREDI OREILLY SETHOJOA

“SENIOR MANAGER: DEVELOPMENT PLANNING”

(HEREIAFTER “THE EMPLOYEE")
AND
JOINTLY REFERRED TO AS “THE PARTIES"

FOR
THE FINANCIAL YEAR 15T JULY 2023 TO 30™ JUNE 2024
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1.3

2.

INTRODUCTION

The Elias Motsoaledi Local Municipality (EMLM) has entered a Contract of Employment with the Employee in terms
of Section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (“the Systems Act"). The Employer
(Municipal Manager) and the Employee (Senior Manager: Development Planning) are herein 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 hereby conclude the Performance
Agreement for the period 01st July 2023 to 30t June 2024.

The parties wish to ensure that they are clear about the goals to be achieved and secure the commitment of the
Employee (Senior Manager: Development Planning) reporting to the Employer (Municipal Manager), to a set of
actions that will secure local government policy goals.

PURPOSE OF THIS AGREEMENT

The Parties agree that the purposes of this Agreement are to:

2.
22

2:3

2.4
25
26

&7

28

3.1

3.2

3.3

comply with the provisions of Section 57(1)(b), s57 (4)(a), s57(4)(b) and s57(5) of the Systems Act;

specify objectives, indicators and targets defined and agreed with the Employee and communicate to the Employee
the Employer’s expectations of the Employee’s performance and accountabilities in alignment with the Integrated
Development Plan (IDP), Service Delivery and Budget Implementation Plan (SDBIP) and the budget of the
Employer;

specify areas of accountabilities as set out in the performance plan which is an annexure to this performance
agreement;

monitor and measure performance of the Employee against the set targeted outputs;
establish a transparent and accountable working relationship between the Parties;

give effect to the Municipality's commitment to a performance-orientated relationship with its Employee in attaining
equitable and improved service delivery;

use the Performance Agreement as the basis for assessing whether the Employee has met the performance
expectations applicable to his job; and

in the event of outstanding performance, to appropriately reward the Employee.

COMMENCEMENT AND DURATION

Regardless of the date of signature hereof, this Agreement shall be deemed to have commenced on the 015t July
2023 ending 30" June 2024, and, subject to paragraph 3.3, will continue in force until a new Performance
Agreement is concluded between the parties as contemplated in paragraph 3.2;

The Parties will review the provisions of this Agreement during June each year. The parties will conclude a new
performance agreement that replaces this Agreement at least once a year by not later than July each year as
prescribed by s57(2)(a) of the Systems Act.

This Agreement will terminate on the termination of the Employee’s Contract of Employment for any reason as
provided for in the Contract of Employment.
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4.1
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4.2

4.3

4.4

4.5
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9.2

8

54

8.b

The contents of this Agreement may be revised at any time during the above-mentioned period to determine the
applicability of the matters agreed upon.

If at any time during the validity of this Agreement the work environment alters (whether as a result of government
or Council decision or otherwise) to an extent that the contents of this Agreement are no longer appropriate, the
contents shall immediately be revised.

PERFORMANCE OBJECTIVES

Annexure “A”, the Performance Plan sets out:
the performance indicators and targets that must be met by the Employee; and
the time frames within which those performance indicators and targets must be met.

The performance indicators and targets reflected in Annexure “A" are set by the Employer in consultation with the
Employee, and include key objectives; key performance indicators; target dates and weightings.

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 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 Municipality’s IDP.

The Municipality will make available to the Employee such subordinate employees as the Employee may reasonably
require from time to time to assist him to meet the performance objectives and targets established in terms of this
Agreement; provided that it will at all times remain the responsibility of the Employee to ensure that he complies
with those performance obligations and targets.

The Employee will at his request be delegated such powers by the Employer as may in the discretion of the
Municipality be reasonably required from time to time to enable him to meet the performance objectives and targets
established in terms of this Agreement.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Municipality adopts or
introduces for the management of the Municipality and its staff.

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 Municipality, management and municipal staff to perform
to the standards required.

The Employer will consult the Employee about the specific performance standards that will be included in the
performance management system as applicable to the Employee.

The employee undertakes to actively focus towards the promotion and implementation of the Key Performance
Areas (KPAs) (including special projects relevant to the employee’s responsibilities) within the local government
framework.

The criteria upon which the performance of the employee must be assessed consist of two components, both of
which must be contained in the performance agreement. The employee must be assessed against both
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components, with a weighting of 80:20 allocated to the Key Performance Areas (KPAs) and Core Competency
Requirements (CCRs) respectively. Each area of assessment will be weighted and will contribute a specific part to
the total score. KPAs covering the main areas of work will account for 80% and CCRs will account for 20% of the
final assessment.

5.6 The Employee's assessment will be based on his or her performance in terms of the outputs/outcomes (perforrhance
indicators) identified as per the performance plan which are linked to the KPA's, which constitute 80% of the overall
assessment result as per the weightings agreed to between the employer and employee:

Organizational Key Performance Areas (KPA's) Weighting

Spatial Rationale 60

Municipal Institutional Development and Transformation

Basic Service Delivery

Local Economic Development 30

Municipal Financial Viability and Management

Good Govemnance and Public Participation 10

Total 100%

57 The CCRs will make up the other 20% of the Employee's assessment score. CCRs that are deemed to be most
critical for the employee's specific job should be selected from the list below as agreed to be between the Employer
and the Employee and must be considered with due regard to the proficiency level agreed to:

CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)
LEADING COMPETENCIES

Weight
Strategic Direction and | *Impact and Influence. 10
Leadership *Institutional Performance Management.
*Strategic Planning and Management.
*Organizational Awareness.

People Management *Human Capital Planning and Development. 10
*Diversity Management

*Employee Relations Management.
*Negotiation and Dispute Management.
Program and Project | *Program and Project Planning and Implementation. 10
Management *Service Delivery Management.

*Program and Project Monitoring and Evaluation.

Financial Management *Budget Planning and Execution. 10
*Financial Strategy and Delivery

*Financial Reporting and Monitoring.
Change Leadership *Change Vision and Strategy. 10
*Process Design and Improvement.
*Change Impact Monitoring and Evaluation. \ Nl
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6.1
B:1:1
6.1.2
6.2

6.3

6.4

Governance Leadership | *Policy Formulation. 10
*Risk and Compliance Management.
*Cooperative Governance.

CORE COMPETENCIES
Moral Competence

Planning and Organising 10

Analysis and Innovation

Knowledge and 10
information Management

Communication 20

Results and Quality
Focus

Total Percentage 100%

EVALUATING PERFORMANCE

Annexure “A" to this Agreement sets out:
the standards and procedures for evaluating the Employee’s performance; and
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 while the Contract of Employment remains in force.

Personal growth and development needs identified during any performance review discussion must be documented
and, where possible, actions agreed.

The annual performance appraisals must involve:

(a) Assessment of the achievement of results as outlined in the performance plan:

(i) 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.

(i) An indicative rating on the five-point scale should be provided for each KPA

(iii) The applicable assessment rating calculator must then e used to add the scores and calculate a final
score.

(b) Assessment of the CCRs

(i) Each CCR should be assessed according to the extent to which the specified standards have been
met.
(i) An indicative rating on the five-point scale should be provided for each CCR

(iii) This rating should be multiplied by the weighting given to each CCR during the contracting process,
to provide a score.
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(iv) The applicable assessment rating calculator must then be used to add the scores and calculate a final

CCR score.

Overall Rating

(i)
(ii)

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

represents the outcome of the performance appraisals.

The assessment of the performance of the employee will be based on the following rating scale for KPA's and

CCR’s (i.e the following table will be used in determining the payment of the reward):

PERFORMANCE APPRAISAL OF KPAs AND CCRs

LEVEL RATING | ASSESSMENT | PERFORMANCE BONUS
DESCRIPTION SCORE RATIOS
Level 5: Performance far exceeds the 5 75-100 Maximum bonus allowed ito.

. standard expected for the job in all Regulations is between 10%
Outstanding areas of the manager. The manager and 14% of person’s inclusive
Performance has achieved exceptional results annual remuneration package
150+ against all performance criteria and ;

indicators specified in the The % as determined per

Performance Plan and maintained Council Resolution is as

this in all areas of responsibility follows:

throughout the year. 75 _ T6% =10%
77-178% =11%
79 - 80% =12%
81 - 84% =13%
85-100% =14%

Page 7 of 26

\\/\\J

.



Level 4: Performance is significantly higher 65 - 74 Maximum bonus allowed ito.
than the standard expected for the Regulations is between 5%
Performance | job in all areas. The manager has and 9% of person's inclusive
significantly achieved above fully effective results annual remuneration package
above against more than half of the ‘
expectations | performance criteria and indicators The % as determined per
Per specified in the Performance Plan Council Resolution is as
; and fully achieved all others follows:
throughout the year. 65 - 66%=5%
67 - 68%=6%
69-70% = 7%
71-72% =8%
73 -74% =9%
Level 3: Performance fully meets the standard 51 -64 No bonus
. expected for the job in all areas. The
Fully effective | manager has achieved effective
results against all significant
100-129 performance criteria and indicators
specified in the Performance Plan
and may have achieved results
significantly above expectations in
one or two less significant areas
throughout the year.
Level 2: Performance is below the standard 31-50 No bonus
required for the job in key areas. The
Performance manager has achieved adequate
not fully results against many key
satisfactory performance criteria and indicators
67.99 specified in the Performance Plan but

did not fully achieved adequate
results against others during the
course of the year. Improvement in
these areas is necessary to bring
performance up to the standard
expected.
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Level 1;

Unacceptable
performance

0-66

Performance does not meet the 1 Less than 30 No bonus
standard required for the job. The
manager has not met one or more
fundamental requirements and/or is
achieving results that are well below
the performance criteria and
indicators in a number of significant
areas of responsibility. The manager
has failed to demonstrate the
commitment or ability to bring
performance up to the level expected
despite efforts to encourage
improvement.

6.5 Reward for Performance

6.5.1

B.5.2

The performance bonus will be determined by the Municipal Council based on affordability and the
stipulations of the Performance Agreement.

A merit reward for performance in addition to the annual reviewed remuneration will be considered by the
Council not later than September under the following conditions:

a) The payment of the reward will be based on the period under review and result of the performance
score;

b) The amount of the reward will not exceed 14% of the Employee’s total remuneration, but will be
subjected to affordability to the Municipality; and

¢) The performance score will be obtained by using the performance plan.

d) Where external factors have a negative influence on the result of the performance as scrutinized
and recommended by the Performance Audit Committee, the Municipality may grant a reward
(see Regulation Number 29089 of 01 August 2006);

e) The reward if granted, will be paid annually after the compilation of the financial statements and
after finalisation of the performance appraisal;

f)  The final outcome of the performance appraisal will determine the reward;

For purposes of evaluating the annual performance of the municipal manager, an
evaluation panel constituted of the following persons must be established -

U

Executive Mayor or Mayor;

(i) Chairperson of the performance audit committee or the audit committee in
the absence of a performance audit committee;

(iii) Member of the mayoral or executive committee or in respect of a plenary
type municipality, another member of council;

(iv) Mayor and/or municipal manager from another municipality; and
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6.6 For purpose of evaluating the annual performance of the Manager Directly Accountable to the Municipal Manager, an
Evaluation Panel constituted of the following persons may be established —

(i) Municipal Manager,

(ii) Chairperson or the relevant member of the Audit Committee;
(iii) The Member of the Executive Committee; and

(iv) Municipal Manager from another Municipality.

6.7 The manager responsible for performance management of the municipality or delegated assignee must provide
secretariat services to the Evaluation Panel referred to above.

Schedule for Performance Reviews

6.8 The performance of the Employee in relation to his or her performance agreement may be reviewed on the following
dates with the understanding that reviews in the first and third quarter may be verbal if performance is satisfactory:
6.9 The Employer must keep a record of the mid-year review and annual assessment meetings.
First quarter. July — September,
Second quarter: October — December;
Third quarter: January — March;
Fourth quarter: April - June
6.10 Performance feedback must be based on the Employer's assessment of the Employee’s performance.

6.11 The Employer will be entitied to review and make reasonable changes to the provisions of the performance plan from
time to time for operational reasons on agreement between both parties.

6.12 The Employer may amend the provisions of the performance plan whenever the performance management system is
adopted, implemented or amended as the case may be on agreement between both parties.

Vi OBLIGATIONS OF THE EMPLOYER
The Employer must —

(1) Create an enabling environment to facilitate effective performance by the employee;

(2) Provide access to skills development and capacity building opportunities;

(3) Work collaboratively with the employee to solve problems and generate solutions to common problems that
may impact on the performance of the employes;

(4) On the request of the employee delegate such powers reasonably required by the employee to enable him

or her to meet the performance objectives and targets established in terms of the agreement; and

Make available to the employee such resources as the employee may reasonably require from time to time

to assist him or her to meet the performance objectives and targets established in terms of the agreement

\\JD
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8.1
8.1.1
8.1.2
8.1.3
8.2

9.1

9:2

9.3

CONSULTATION

The Employer agrees to consult the Employee timeously where the exercising of the Employer's powers will —
have a direct effect on the performance of any of the Employee's functions;
commit the Employee to implement or to give effect to a decision made by the Executive Committee;
have a substantial financial effect on the Municipality.

The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to the exercise of
powers contemplated in paragraph 8.1 as soon as is practicable to enable the Employee to take any necessary
action without delay.

MANAGEMENT OF EVALUATION OUTCOMES

The evaluation of the Employee's performance will form the basis for rewarding outstanding performance or
correcting unacceptable performance.

A performance bonus ranging from 5% to 14% of the all-inclusive remuneration package may be paid to an
employee in recognition of outstanding performance. In determining the performance bonus the relevant percentage
is based on an overall rating, calculated by using the applicable assessment rating calculator; provided that:

e ascore of 130% to 149% is awarded a performance honus ranging from 5% to 9%; and
o ascore of 150% and above is awarded a performance bonus ranging from 10% to 14%.
In the case of unacceptable performance, the Employer shall:

e Provide systematic remedial or developmental support to assist the Employee to improve his or her
performance; and

o After appropriate performance counselling and having provided the necessary guidance and/or
support and reasonable time for improvement in performance, and performance does not
improve, the Employer may, subject to compliance with applicable labour legislation, be entitled by
notice in writing to the Employee to terminate the Employee's employment in accordance with the notice
period set out in the Employee’s contract of employment.
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10.

10.1

10.2

10.3

11.
111

11

11.3

N

DISPUTES RESOLUTION

Any disputes about the nature of the Employee’s Performance Agreement whether it relates to key responsibilities,
priorities, methods of assessment and/or salary increment in the agreement, must be mediated by the Mayor within
thirty days (30) of receipt of a formal dispute from the employee whose decision shall be final and binding on both
parties.

Any disputes about the outcome of the Employee’s performance evaluation must be mediated by a member of the
municipal council, provided that such member was not part of the Evaluation Panel provided for in sub-regulation
27(4), within thirty (30) days of receipt of a formal dispute from the employee.

Nothing contained in this Agreementin any way limits the right of the Employer to terminate the Employee’s Contract
of Employment with or without notice for any other breach by the Employee of his obligations to the Municipality or
for any other valid reason in law.

GENERAL

The contents of this Agreement and the outcome of any review conducted in terms of Annexure “A" will not be
confidential, and may be made available to the public by the Municipality, where appropriate.

Nothing in this Agreement diminishes the obligations, duties or accountabilities of the Employee in terms of his
Contract of Employment, or the effects of existing or new regulations, circulars, policies, directives or other
instruments.

At the end of the tunnel, the Employee may not be assessed if s/he presents to be in the employ of the Employer
for a period of less than six (06) months.
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Signed at Groblersdal, Elias Motsoaledi Local Municipality, on this & | day of
ge’omwi Y 2024,

W

g

B. O SETHOJO
SENIOR MANAGER: DEVELOPMENT PLANNING

AS WITNESSES:

Wn Ao

Signed at Groblersdal, Elias Motsoaledi Local Municipality, on this & i day of

‘&b"%@x{\j 2024,

MWMOH g
ACTINGMUNICIPAL MANAGER

AS WITNESSES:

&/

M

Page 13 of 26



97 Jo pT 28ed

0l

uoneoldde
uoneolewap
panoiddy
48]
uoneodde
uonedJewsap
ays yeiq
€0
Josfoid’
Japinoid
20I\I3S JO
Juswjuloddy
0
u
slasIsApE
Jo Adon
9]

yc0¢ aunr
0¢ Aq Bu
adoejebyig
e
uonesldde
sa)is p
ajealewsq
panoidde

0S¢

¥20¢ Yolel\
1¢ Aq
uoneoldde
u
oneaJeLap
alls Jjeld

£¢0
JaquiadaQ

1€ Aq ueid
uonNSXa
109loud

pue Japirold
80IM8S JO
wswjuioddy

£¢0¢
laguwaldsg
0¢€

Aq Japinaid
90INBS JO JU
alasIHanpY

y¢0¢ sunp
0¢ Aq Bu
adoejebyig
e
uonealdde
s8lis p
ajeasews(
panoidde

00¢

¥20¢ aunr
0¢ Aq Bu
adoeebyig
e
uoneoldde
Selis p
ajealewag
panoldde

0S¢

000

MaN 0S.d

000
05/d

§
uadoe|ebyiq
i)
pajessewa(]
aq 0} SIS
JO JaquinN

wabeue|
8s puen

sjuawaes uewny pajelbajul ajowoid o] :saadslqo o168jeng

ITVNOILVY ANV SISATYNY LNIWJOTIAIA TVILVCS | VdA

us

NV1d 3DNVINY04Y3d :/V IYNXINNY

=

>

10
ds

B3



9T 4O ST °3ed

SIS
uope|dwo)
¥O
yodal
ssaiboid ¥c0g sunp yc0g 8unr | ¢0¢ sunp
€0 0¢ Ag gg 0 4q gs 0¢ Aq gg (femsnput)
I uoisua)xg uoisus)x3 | uolsuax3 ZG uoisuaxg
Juswjuioddy | [epsie|qos) £20C €20z | [epsIsqoiD) | [epsie|qolD 000 000 | [epsie|qoiD
0l c0 leu Jaquaoaq | Jaquiades leu jeu G/2d 05ed le
u onedynusp! ¥20e LE 0€ | oneoynuspl | oneduRuUspl uonedyuapl
SWasanpe Kepunog yoley Lg | AqJlepimosd | Aq Jepinoid Aepunoq Klepunog Arepunog
jo Adop says | Aq uondsoul 90ISS JO | 80IABS JO U says Salis sajis | seuepunog | €0
9 05 Joalold | Juswyuloddy | swssiHeApy 0§ GLl MaN J0 JaquinN als | ¥S
EERINIES
uons|dwo)
149}
Uodal e0c sunr ¥c0g aunf | ¢0¢ sunp
ssaiboid 0¢ 4q ¢ Aq 0¢ Aq (uued
%) Gy Gy G aweo)
Japg| UoISUSIXa UOISUSIX3 UuoISUBIXa G UOISUS]Xd
Jusunuioddy | [epsia|qoio €e0c €¢0Z | lepsi9|qoi) | [epsis|qoi 000 000 | [epsislqolD
0l 49} leu Jaqusoaq | Jequisydes leu jeu qerd 005y e
u oleaypusp 7¢0¢ X% 0¢ | onedynuspl | oneaynuspl uonesujuspl
awasiuanpe Aepunog uore L | Aquepinoad | Aq Jepinoid Aepunoq Kepunoq Kiepunoq
Jo Ado) seNg | Ag uondaoul 90IISS JO | S0IMBS JO U S8lg s9lS sa)Ig | sauepunoq | 20
29] 00} Joslold | jusujuioddy | awasiaApy 001 8eel M3N JO JBquINN a)S | WS




9z J0 91 23e(

0L

ue|d [esousg)
48]
ueld jelauab
Jusuipusuie
Heid
€0
lang|
Juswyuioddy
Z0
wu
aWasILaApe
10 Adon
X0)

¥c0c
aunp o¢ Aq
Z uoIsuax3
e
E)OUSS00Y
10}
padojenap
ued
|esauab
papuswe

|

y20g Yolely
L¢ Aq uerd
[esousb
papuale

yeld

€e0¢
Jaquiaoa(

3%

Aq Japinoud
9IIMSS JO
Jusuuloddy

€20¢
Jaqusidaeg
0€

Aq s8pinoud
80INSS JO WU
BWaSIUaAPY

¥c0c
aunp o¢ 4q
Z uoisus)x3
e
E)2USS00Y
o}
padojanap
uerd
|esauab

papuale
L

[Z4\4
aunr og Aq
Z uoisusix3

e
E)2USS00Y
o}
padojenap
ueld
|esausb
papuswe

}

Mmau

6¥S
9294

6¥S
9/94

Z UOISUB)Xa
[eexyausso0y
o}
padojansp
8q 0}

ueid jesauab
Juswpuswy
JO JaquinN

ueld
[eJauss)

0
S




9T 4O LT °3ed

TR

0l

Jg)sibal
pue uodal
uonoadsul

¥c0¢ aunp
0¢ Aq 1oy
Splepuelsg
Buipiing
pue
suoienbay
Bulpiing
[euoneN
j0(q)

LI pue (9)
993G Yiim
aoue||dwoo
alnsus

0} ug|d
panoidde
ue yyim
uonoNASU0Y
Buipiing uo
pajonpuod
suonosdsul
10 %001

¥20g Yoiep
1€ Aq 1oy
Splepues
Buipiing
pue
suonenbay
Buipiing
[euoneN

jo (q)

L\ pue (0)
9 985 Uim
aoueldwoo
alnsus

0} ueld
panoldde
ue yim
UonoNJISU0o
Buipiing uo
pPaJoNpUod
suonoadsul
10 %001

£c0c
Jaquiaga(
1€ Aq Joy
SpIEpUE}S
Buipjing pue
suoienbay
Butpiing
[euoneN

jo (q)

L1 pue (9)
9995 Yim
aoueldwod
aInsus

o} ugd
panoidde
ue ypm
UOIJONJJSU0D
Bulpiing uo
P8jonpuod
suonaadsul
10 %00}

(XA
laquiaydeg
0¢ kg oy
SpIepuelS
Buipjing pue
suonenbay
Buipiing
[euoneN
j0(q)

L} pue (9)
9 933 Yiim
aoueydwod
ainsus

0} ug|d
panoldde
Ue ypim
UORONIISUOD
Buipiing uo
pajoNpuod
suonoadsul
10 %001

¥20¢ aunp
0¢ Aq Jov
Spiepuels
Buipiing
pue
suonenbay
Buipiing
[euoneN
j0(q)

L\ pue (9)
999G Ujim
soueldwod
ainsua

0} ug|d
panoidde
ue yum
UuoIONASU02
Buipiing uo
P8jaNpU0D
suonoadsul

10 %00} |

¢0¢ sune
0¢ Aq oy
Splepuels
Buipiing
pue
suonenbay
Buipiing
[euoneN
jo(a)

L} pue (9)
993G yim
aoueldwo?
ainsus

0} ueld
panoidde
ue yim
UORONJISU0D
Buipjing uo
pajoNpuod
suonoadsul
10 %00}

%001}

B/u

0y
splepuels
Buiping pue
suonenfioy
Buipiing
[euoneN

jo (q)

L} pue (9)
908G yim
2oue|dwod
ainsua

0} ueld
panoidde
ue yjim
UORONJISUOD
Buipiing uo
psjonpuod
suonoadsul
0%

suoie|nbal
Buipiing
[euoneN
yim e
oueldwo)

S0
S




9z j0 8T 28¢ed

(1d%9) (Id9)
£e0e €20C (1d%9)
(Id%9) €20z | Jequeldss | Jequeidss (dm2)
Jaqusydag 0¢ Aq o¢ Aq awweibosd
ocAquelb | welb dmo | welb dpmo JswAhojdwa
dM9 ybnoiys ybnoayy ybnoayy algnd ybnoiyy
papinold | papinoids | papinocud s palealn
oL saljunyoddo | apunuoddo | snunuoddo sanunyoddo
sagjuiodde sqol sqol sqol uelb el YoM 20
038N E/U /U E/u 00L} 00LL 001} mau dMd dMd J0 JsquinN dMJ | d31
(Id%9) (Id9)
€202 €202 (Id%9)
(Id%9) €20z | Jequisides | Jequieides (dMmd3)
0l Jaquiaydasg | g Aqiuelb | g Aquelb awuwe.boid
0¢ Aq Juesb dMd3 dMd3 Juswikojdws
dMd3 ybnoiyy ybnoiyy yBnoayy agnd ybnoiyy
papincud | papinoids | papinoid s pajealo
soniunpoddo | snunuoddo | amunuoddo saniunuoddo
seq)uiodde sqol sqol sqol elb Juelb yom dMD L0

joisn /U E/u E/u 4 4 0cL ¥9¢ dMd3 dMd3 0 J8quinN /dMd3 | 431

JuawdojaAsp pue YmolB S1Lou09a 10§ JUSLIUOIIAUR 3AIONPU0I ajowold o] :saAlpdalqo sibajens

IN3JWd0T3A3A JINONOD3 VOO0 € <n_dw& \Wﬂ\.



¢ =
92 Jo 6T 25ed /?
[Buiuesy T [BuurerL [Butures [buurel| [butures |
a3l | a3lveoz | a3l ezoz Buiures a3l a7l
yc0¢ aunr Yose Jaqusds( a3l ecoz | 20z eunr | g0z sunr
ocAapey | LgAqpiy 1¢ Aq Joquaydes | ogAqpiey | 0g Aq piay
Buiuiesy / | Buuel] / | piay Buiuies 0¢ Aq Bujures| Bujures| [Buiurel) a3
sdoysyiom | sdoysyiom | /sdoysylom | pjay Buluies] | / sdoysxyiom | / sdoysxyiom pay Buiures)
Butpiing Buipiing Bupiing |/ sdoysxyiom Buipiing Buipiing | sdoysxiom
0l sJa)sibal Aoedes Ayoedeo Anoeden Buipjing foedes Ayoedes Buipiing
aouepusye | senjesado | sanijelado sanlelado Ayoedes | senjessdo | sanjelado fyoeded
pue poday -07) pue -09) pue -00 | senessdo-0) -00) pue -07) pue Sennessdo-09)
doysiom SANNS SININS | Pue sININS pue s, JNINS SINNS SINNS pue s INNS S| ¥0
/Buiutes| 4 6 9 £ ¢l ¢l Ll | v89¢28d | #49¢26d joJsquinN | sssauisng | 491
¥c0c c0¢
aunfOg | Ydle Lg £c0¢ ycOg aunr | $¢0¢ sunre
Aagooz | Aagooz | Jequadeq €20z | 0¢4d €00z | 0¢4q €00z
joGovu | JoGoPYU | LeAqe00z | Jequisidss 0g 10 G0 PY 40 G0 Y
opessibas | onessibe Jog0¥Y | Aqg00zjo G0 | uonessiBal | uonessibal €002 40 50
ododwi ododwr | uonensibal | oy uonessibal ododwi] ododwi] 1oy uonelisibau
joswusyul | Joswisyul ododwi ododwiy | joswlisiul | O Suua] Ul ododwi
0l pajonpuod | Pajonpuod JOEIE JOSULB) | PBJONpUOd | PajINPUOd 10 SWJa)
ypne Jipne | Ul pajonpuod Ul pajonpuog lpne pne Ul pajonpuo
spodal 30UB| 80U82l| | Ipne 8oual| Jipne 82usdl| 30Ud| 39Ud|| 1Ipne 82ua9l|
Upny 8ousy | ssauisng |  ssauisng ssauisng ssauisng ssauisng ssauisng ssauisng
ssauisng [BLLIO} [ewo} [BLwIO} [BLUIO} [BLLIO} |ewlio} [ewso} S e0
[EBuLO4 4} 6 9 € 45 1 122 E/U /U J0 JaquinN | essauisng | d37




92 40 0Z 33¢ed

uodai u
ollelAap
paubis

¥20¢

aunp g Aq
suoneinap
Jlo}

Jaquinu Jo
uononpal)
Jabeuew
[ediaiunw 0}
papiwqgns
syodal
uonelnap
WOS | j0
wnwixep

¥c02

Yyole\ L Aq
suoneinap
J0 Jaquinu
10 uononpal)
Jabeuew
[edioiuntu

0} papiwgns
spodal
uonelnap
WOS |

JO WNWIxXej|

€clc
1aquwaoa(Q
1e Aq
suoneinap
10 Jaquinu
1O uononpal)
Jobeuew
ledivunw

0} papIwgns
spodal
uoneinsp
WIS |

JO WnWixe|y|

£c0c¢
Jaqualdas ¢
Aq suoneinap
JO Jaquinu

1O uonINpal)
Jobeuew
[edipiunw

0} papIwqgns
spodal
uoleinap
WOS

| JO Wwnwixej|

c0¢

aunr 0g Aq
suoneinap
10 Jaquinu
JO uononpal)
1afeuew
[ediounw

0} papiwgns
spodal
uoneinsp
WIS ¥

JO WNLUIXE|

¢0C

aunr g Aq
suoneinsp
JO Jaquinu
10 uononpal)
Jabeuew
lediiunw

0} pspiwqgns
spodal
uoneInsp
WOS ¥

JO WNWIXej|

B/

/U

(suoneinsp
Jaguinu

10 uononpal)
lebeuew
[edioiunu

0} pspiwgns
spodal
uoneInap
WIS

10 JaquinN

W3S

10

14

Juswabeuew [eioueuly jediolunw 3|qeulelsns pue punos aroidwi o] :seAnaalqQ dibsiens

INIJWIOVNVIN ANV ALITISVIA TVIONVNI TVAIDINNN G VdM

598



=l
=/
9Z 40 1Z 28ed
(u (
oneziuefio | uoneziuefio
[ejol) [ejo1) (uoneziuebio | (uoneziuebio (uoneziuebio
¥c0g sunr | $20¢ UdelN [e1ol) [ejo1) [ejo.)
ochqued | ¢ Aquerd yg0zeunr | g0g sunp 20z aunr
UONOE Jipne |  UOoINJe Jipne 0¢ Aq uegd 0¢ Aq ued 0¢ Aq ued
pano.dde panoidde uoIjoe Jpne uonoe jipne UOI2E HIpne
auy Jad ayy Jad panosdde pano.dde panoidde
Se paAjosal | Se panjosal ayy Jad ayy Jad ay) Jad
ue|d slapew slapew SE PaAjoSal | Se Pan|osal Se pan|osal
uonoy [eJsus9) [BJaus9) slajjew slajew slapew
upny Joypny Joypny [eJausn [eJauag) [EIENED)
VSOV 10 %001 10 %08 e/u B/U | IOJpNY JO 9% | JO)PNY JO % %9. /U B/U | JOJpny JO % Wpny | 2099
(XA £c0¢ (YA
JaqUISNON 1aquIanoN 1aqUWIaN0N
0¢ Aq seak 0¢ Aq 0¢ Aq
[BlouBUl leak [eloueuy | Jeak |elpueul Jeak [eloueul
£c0¢/ecoe €20¢/¢c0c £¢0¢/¢c0c €¢0¢/ecoe
8y} ay 8y} ey
10} uoiuido Joj uojuido Joj uojuido u Joj uowuido
[eJaus) [BJBUBS) leJausg) | owdo EIENEL)
Hodau Jojipny p Joypny loypny | Jpny Joypny
Jipne aylenbun payilenbun | payienbun paiy paifenbun
YSOV B/u B/U | UeURIO B/U UB UIBlqo ue ueyqo | [enbun B/U /U Ue ulelqo upny | 1099

uonedioiued a1gnd pue asueuarob pooB soueyus o] :saaiaalqo d1bajens

NOILVdIJILYVd 2178Nd ANV JONVNYIA0O 4009 9 VdM



92 J0 ZT @3ed

Japenb
lads
Japenbuad | Jspenbuad | sweyswn | Jauenb sad
sswelswn | ssweyawn | paquosald | Sewelawl) Japenb Jad Japenb Jad
paquosaid paquosaid | uiyym ueyd | paquosald CEIATETIT saweljawi}
uigym ueid uiyim ued | uonebimw | uyum uerd paguasald paquasald Salwelawi
uonebniw uonefimuw ysu | uonebniw uiypm ueyd uiyum ued paquosaid
suodal u ySu NS | paliuapl s uonebimw uonefimw uiypm sued
dlissesse | paynuspljo paynuspl 40 | payiusplio | yslipayjuapl | ysU payhuepl uoneBiw ysu Jusw
¥SIY | UONNOSX3 | JO UONNDSXS | UONNISXS |  UORNISXS | JO UORNISXS |  JO UONNIaXe payuspl jo | abeuew
Aljspent %001 %G/ %08 %S¢ %001 %001 %16 E/u E/U | UOJNJ9XS 9% ASI | S099
sBulpuyy sBuipul sBuipuly
ue(d upne Jeadal upnejeadal | yupne jeadal sbuipuy
uonoe 1O uononpay jouononpay | Jo uononpay ypne jeadal
lipne 40 UoiONpaYy
SOV E/u %00} e/ B/u %001 %001 MaN B/ E/U % pny | 099
ue|d Jipny
ue|d Jpny ue|d ayjJed | ueld ypny ue|d Ueld
ayjsad se | upny ayjsad | seuspenb | ayided se | upny ayised | lpny eyl Jad uelq
Japenb Jad se Japenb Jad | Jauenb sad se Japenb se Japenb upny ay} Jad
panjosal | Jad panjosal panjosal panjosal | Jad panjosal | Jad panjosal se Japenb
ugid sbuipul sbuipui4 | sBuipuiy sbuipui4 sBuipui4 sBuipui Jad panjosal
uonoe ipny upny pny lpny lpny ypny sbuipul4
Jpne | [eusiul jo [eusjul Jo | [ewajujo | [eusdly| JO [BuJBu] JO [eulaju| jo Jpny
[EUwBU| %001 %001 %001 %001 %001 %001 %95 E/U E/U | [EUIBIU JO % pny | €099




MV

T

97 0 €T 23¢ed
ONINNY1d LINJWJOTIAIA -¥IOVNVIN ¥OINIS
aiva ~ ~YOroH13s 0 'g
HE@QE ARYNTSBE
e/u B/u e/u e/u e/u e/u =7
(Ayaond
gale fanoe (slo3e21pUI

juswdojaaap 10 juswdojarsp a|qeainseauw) J0 JapJo ui)

s||1ys @2139e4d 0} sawe.l) Risniep jo 1o [ pue pajoadxs | deo aosuewlopad

uossad poddng |  Ayunpoddo yiom aw) pejsabbng apow pajsabbng | Buluiesy paysabbng SawooNQ / SIS

?20Z INNT - €202 ATNM AOId3d IHL HO4 NV1d LNJINHdOTIAIA TYNOSH3Id S,33A0TdINT 9 FUYNXINNY ¢

L



3. SCORING GUIDE AGAINST THE KPlI WEIGHTING

Weighting | Performance Levels as per PMS Framework
1 2 3 4 5
1 0.2 0.4 0.6 0.8 1
2 0.4 0.8 1.2 1.6 2
3 0.6 1.2 1.8 2.4 3
4 0.8 1.6 2.4 3.2 4
5 1 2 3 4 5
6 1.2 2.4 3.6 4.8 6
7 1.4 2.8 4.2 5.6 T
8 1.6 3.2 4.8 6.4 8
10 2 4 6 8 10
11 2.2 4.4 6.6 8.8 11
12 2.4 4.8 7.2 9.6 12
13 2.6 5.2 7.8 10.4 13
14 2.8 5.6 8.4 11.2 14
|
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Weighting | Performance Levels as per PMS Framework

1 2 3 4 5
15 3 6 9 12 15
20 4 8 12 16 20
25 5 10 15 20 25
30 6 12 18 24 30
35 7 14 21 28 35
40 8 16 24 32 40
45 9 18 27 36 45
50 10 20 30 40 50
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4. A SAMPLE OF CALCULATIONS PROCEDURE / METHODOLOGY

CCR
CONVERT TO 20%: FINAL SCORE DIVIDE BY WEIGHTING MULTIPLY BY 20
e.g. 86+100x20=17.2

KPA

CONVERT TO 80%: FINAL SCORE DIVIDE BY WEIGHTING MULTIPLY BY 80

e.g. KPA: 77+101x80= 60.9

TOTAL: e.g KPA+ CCR=78.1

PERFORMANCE LEVEL .......(1to 5) = (5% to 14% BONUS

Page 26 of 26



