PERFORMANCE AGREEMENT

Made and entered into by and between

THE ELIAS MOTSOALEDI LOCAL MUNICIPALITY
("the Municipality")
(Represented by M.M SKOSANA, duly authorised by Municipal Council Resolution)

And
BOREDI OREILLY SETHOJOA
(Acting Director Development Planning)

For the Financial Year: 1 July 2013 to 30 June 2014
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INTRODUCTION

1.1.  Elias Motsoaledi Local Municipality has appointed an Acting Director Development Planning in

terms of Section 82 of the structures Act 117 of 1998 for undefined period.

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 Acting Director Development Planning reporting to Municipal Manager, to a set

of actions that will secure local government policy goals.

1.4.  Notwithstanding the date of signature hereof, this agreement shall commence with effect from

01 July 2013 and shall endure for the period referred to in clause 1.1. above.
PURPOSE OF THIS AGREEMENT
2.1 The parties agree that the purposes of this Agreement are to:

21.1. Comply with the provisions of Section 57(1)(b), 4(A), (4B) and (5) of the Systems act;
and the employment contract entered into between the parties;

2.1.2. State objectives and targets established for Acting Director Development Planning

2.1.3. Specify accountabilities;

2.1.4. Monitor and measure performance;

2.1.5. Establish a transparent and accountable working relationship; and

2.1.6. Give effect to Acting Director Development Planning’s commitment to a performance-
orientated relationship with its Municipal Manager in attaining equitable and improved

service delivery.



COMMENCEMENT AND DURATION

3.1.  This Agreement will commence on the date of signature by both parties, which will be as soon
as reasonably possible after 1st July 2013, 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.

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.

3.3.  The performance score obtained during the performance review determines the performance
bonus. Should the Acting Director Development Planning be entitled to a bonus, this will be paid

out in Acting Director Development Planning’s January salary.

3.4. This Agreement will terminate on the termination of Acting Director Development Planning'’s

contract of employment for any reason.

PERFORMANCE OBJECTIVES

4.1. Annexure “A” sets out:

4.1.1.The performance objectives and targets that must be met by Acting Director Planning and

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

4.2.  The performance objectives and targets reflected in Annexure “A” are set by Municipal
Manager in consultation with Acting Director Development Planning based on the Integrated
Development Plan and Service Delivery and Budget Implementation Plan and include key

objectives; key performance indicators; target dates and weightings.



4.3.
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4.5,

4.6.

6.1.

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 objective

Acting Director Development Planning's performance will, in addition, be measured in terms of
contributions to the goals and strategies set out in the Municipality's Integrated Development
Plan.

Municipal Manager will make available to Acting Director Development Planning ,time to assist

him to meet the performance objectives and targets established in terms of this agreement.

Municipal manager will be entitled to review and make reasonable changes to the provisions of
Annexure “A”. Annexure “A” may be amended by Municipal Manager when the EMLM's
Performance Management System is adopted, implemented and/or amended as the case may
be.

PERFORMANCE MANAGEMENT FRAMEWORK

The Parties record that EMLM has a Performance Management Framework, which may be
amended from time to time. It describes the systems and procedures of performance
management in the municipality in which the Acting Director Development Planning will be
required to engage in performing his job.

EVALUATING PERFORMANCE

Annexure “A” to this Agreement sets out the standards and procedures for evaluating Acting

Director Development Planning’s performance;



6.2.

6.3.

6.4.

6.5.

6.6

6.7.

6.8.

The performance of Acting Director Development Planning in relation to his performance

agreement shall be reviewed on a quarterly basis as follows:

First quarter : July — September
Second quarter : October — December
Third quarter : January — March
Fourth quarter ; April - June

Acting Director Development Planning shall keep a record of the mid-year review and annual

assessment meetings.

Performance feedback shall be based on Municipal Manager's assessment of the Acting

Director Development Planning’s performance.

Municipal Manager may amend the provisions of the performance plan whenever the
performance management system is adopted, implemented and/or amended as the case may
be. In that case Acting Director Development Planning will be fully consulted before any such

change is made.

Municipal Manager will be entitled to review and make reasonable changes to the provisions of
the performance plan from time to time for operational reasons. The Acting Director

Development Planning will be fully consulted before any changes are made.

Despite the establishment of agreed intervals for evaluation, Municipal Manager may in addition
review the Acting Director Development Planning’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 be implemented.



6.9.  Acting Director Development Planning's performance will be measured in terms of contributions

to the goals and strategies set out in the municipality’s IDP.

6.10. The annual performance appraisal will involve:

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

. 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.

ii. An indicative rating on the Five-point scale should be provided for each KPA.

jii. The applicable assessment rating calculator must then be used to add the scores

and calculate a final KPA score.

6.11. Itis recorded that in terms of the EMLM's Performance Management Framework and system, for
purposes of evaluation the performance of the Acting Director Development Planning, the

Evaluation Panel will assist in the evaluation of the Acting Director Development Planning.

6.12 The employee must achieve 50% of his or her duties. Failure to that, Municipal Manager may

institute disciplinary hearing against the employee

PERFORMANCE MANAGEMENT SYSTEM

7.1.  Acting Director Development Planning agree to participate in the performance management
system that the municipality adopts or introduces for the Acting Director Development Planning,

management and municipal staff of the municipality.



74.

7.8,

.2,

7.3.

Acting Director Development Planning accepts that the purpose of the performance
management system will be to provide a comprehensive system with specific performance
standards to assist the Acting Director Development Planning, management and municipal staff

to perform to the standards required.

Municipal Manager will consult the Acting Director Development Planning about the specific
performance standards that will be included in the performance management system as

applicable to Acting Director Development Planning.

Acting Director Development Planning agrees to participate in the performance management

and development systems that the municipality adopts.

Acting Director Development Planning undertake to actively focus towards the promotion and
implementation of the Key Performance Areas (KPA's) (including special projects relevant to his

responsibilities) within the local government framework.

Key Performance Areas (KPA's) for Acting Director Development Weighting
Planning

Basic Service Delivery 10%
Municipal Institutional Development and Transformation 5%

Local Economic Development 20%
Municipal Financial Viability and management 5%

Good Governance and Public Participation 5%

Spatial rational 55%

Total 100%

7.6.The Core Competency Requirement (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:
,
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CORE COMPETENCY REQUIREMENTS FOR EMPLOYEES (CCR)

Core Managerial and Occupational Competencies | Indicate Choice | Weight
Strategic Capacity and Leadership

Programme and Project Management

Financial Management Compulsory 20%
Change Management

Knowledge Management

Service Delivery Innovation

Problem Solving and Analysis

People Management and Empowerment Compulsory 20%
Client Orientation and Customer Focus Compulsory 20%
Communication

Honesty and Integrity

Core Occupational Competencies

Legislative and national policy frameworks 20%
Knowledge of development local government 10%
Knowledge of performance management and

reporting

Competence in policy conceptualization, analysis and 10%
implementation

Skills in governance

Exceptional and dynamic creativity to improve the

functioning of the municipality

Total Percentage 100%

O
¥,
DY N\
. N
WO =
4 / = kﬁ
Q) ”



7.7.Reward for performance
The performance bonus will be determined by Municipal Council based on affordability and the

stipulations of the performance agreement.

The performance bonus 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 remuneration, but will be subjected to
affordability to the Municipality;

c. 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. (Regulation Number 29089 of 01August 2006)

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

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

g. The following table will be used in determining the payment of the reward:
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PERFORMANCE APPRAISAL OF KPAs AND CCRs

LEVEL RATING ASSESSMENT PERFORMANCE BONUS
DESCRIPTION SCORE RATIOS
Level 5: Performance far exceeds the standard 5 75-100 Maximum bonus allowed ito.
Outstanding expected for the job in all areas of the Regulations is between 10%
Performance manager. The manager has achieved and 14% of person’s inclusive
exceptional results against all annual remuneration package
performance criteria and indicators The % as determined per
specified in the Performance Plan and Council Resolution is as
maintained this in all areas of follows:
responsibility throughout the year. 75-76%
77 -78% -
79 - 80% -
81-84% -
85— 100%
Level 4: Performance is significantly higher than 4 65-74 Maximum bonus allowed ito.
Performance the standard expected for the job in all Regulations is between 5%
significantly areas. The manager has achieved above and 9% of person'’s inclusive
wJove fully effective results against more than annual remuneration package
expectations half of the performance criteria and The % as determined per

indicators specified in the Performance
Plan and fully achieved all others

throughout the year.

Council Resolution is as
follows:
65 — 66%
67 - 68%
69 - 70%
2% -
73 -T74% -
9%
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PERFORMANCE APPRAISAL OF KPAs AND CCRs

LEVEL

DESCRIPTION

RATING

ASSESSMENT
SCORE

PERFORMANCE BONUS
RATIOS

Level 3:
Fully effective

Performance fully meets the standard
expected for the job in all areas. The
manager has achieved effective results
against all significant 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.

51-64

No bonus

Level 2;
Performance not

fully satisfactory

Performance is below the standard
required for the job in key areas. The
manager has achieved adequate results
against many key performance criteria
and indicators 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.

31-50

No bonus
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PERFORMANCE APPRAISAL OF KPAs AND CCRs

LEVEL RATING ASSESSMENT PERFORMANCE BONUS
Fei i el SCORE RATIOS
Level 1: Performance does not meet the standard 1 Less than 30 No bonus

Unacceptahle

performance

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 indicaftors 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.

8. CONSULTATION

8.1.

Municipal Manager agrees to consult the Acting Director Development Planning timeously where

the exercising of Acting Director Development Planning's powers will —

8.1.1.Have a direct effect on the performance of any of the Acting Director Development
Planning’s functions;

8.1.2. Commit the Acting Director Development Planning to implement or to give effect to a

decision made by Municipal Manager;

8.1.3. Have a substantial financial effect on the municipality.



8.2.
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Municipal Manager agrees to inform the Acting Director Development Planning of the outcome
of any decisions taken pursuant to the exercise of powers contemplated in 7.1 as soon as is
practicable to enable the Acting Director Development Planning to take any necessary action

without delay.

MANAGEMENT OF OUTCOMES

g1

82

9.3

9.4.

9.5.

9.6.

The evaluation of the Acting Director Development Planning’s performance will form the basis

for rewarding outstanding performance or correcting unacceptable performance.

A performance bonus may be paid to Acting Director Development Planning in recognition of
outstanding performance, in accordance with municipal performance policy/framework and

system referred to in this agreement.

In case of unacceptable performance ,Municipal Manager shall provide systematic remedial or
developmental support to assist the Acting Director Development Planning to improve his

performance; and

Where the Municipal Manager is, at any time during the Acting Director Development Planning's
employment, not satisfied with the Acting Director Development Planning's performance with
respect to any matter dealt with in this Agreement, the Municipal Manager will give notice to th

Acting Director Development Planning to attend a meeting with the Municipal Manager.

Acting Director Development Planning will have the opportunity at the meeting to satisfy the
Municipal Manager of the measures being taken to ensure that the Acting Director Development
Planning’s performance becomes satisfactory and any programme, including any dates, for

implementing these measures.

Where there is a dispute or difference as to the performance of the Acting Director Development
Planning under this Agreement, the parties will confer with a view to resolving the dispute or

difference.



8.1

9.8.
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If at any stage thereafter the Municipal Manager holds the view that the performance of the
Acting Director Development Planning is not satisfactory, the municipality will subject to
compliance with applicable labour legislation, be entitfled by notice in writing to the Acting
Director Development Planning to terminate the Acting Director Development Planning's
employment in accordance with the notice period set out in the Acting Director Development

Planning’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the municipality to terminate
the Acting Director Development Planning's contract of employment with or without notice for
any other breach by the Acting Director Development Planning of his obligations to the

municipality or for any other valid reason in law.

10.  DISPUTES

10.1.

10.2.

In the event that the Acting Director Development Planning is dissatisfied with any decision or
action of the Municipal Manager or of the municipality in terms of this Agreement, or where a
dispute or difference arises as to the extent to which the Acting Director Development Planning
has achieved the performance objectives and targets established in terms of this Agreement, the
Acting Director Development Planning may meet with Municipal Manager with a view to
resolving the issue. At the Acting Director Development Planning’s request ,Municipal Manager

will record the outcome of the meeting in writing.

In the event that Acting Director Development Planning remains dissatisfied with the outcome of
that meeting, he may raise the issue in writing with the Mayor by requesting that the issue be
placed on the agenda of an appropriate meeting of the EXCO. The EXCO will determine a
process for resolving the issue, which will involve at least providing the Acting Director
Development Planning with an opportunity to state this case orally or in writing. At the Acting

Director Development Planning’s request the EXCO will record its decision on the issue in

14
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writing. The decision of the EXCO on the issue will be made within 2 weeks of the issue being

raised, or as soon thereafter as possible, and will be final.

11. GENERAL
11.1.  The contents of the 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.

11.2.  Nothing in this Agreement diminishes the obligations, duties or accountabilities of the Acting
Director Development Planning in terms of his contract of employment, or the effects of existing

or new regulations, circulars, policies, directives or other instruments.

12. ACTING DIRECTOR PLANNING'S PERSONAL DEVELOPMENT PLAN FOR THE PERIOD
01 JULY 2013 - 30 JUNE 2014

Skills/performance | Outcomes Suggested Suggested | Suggested | Work Support

gap (in order of expected training mode of timeframes | opportunity | person

priority) (measurable | andfor delivery to practice

indicators) development skills or
activity development
Area

Introduction to Certificate university of | block 6months EMLM GIS

GIS Pretoria session Technician
(Sekhukhune
District
Municipality

15
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According to my knowledge there is nothing stopping me from achieving my targets and what is

included in this agreement.

SIGNED at Groblersdal on this 1) day of Jy / = 2013.

For: THE ELIAS MOTSOALEDI LOCAL MUNICIPALITY

I
M.M SKOSANA DATE
MUNICIPAL MANAGER

Witness: e al Witness: Q\ 9(\‘\&\ I\

SIGNED at Groblersdal on this \@] day of jﬂ/\\y 2013.

B.O SETHQJOA DATE
ACTING DII\QECTOR DEVELOPMENT PLANNING

Witness:

%?_EWL ................. /%7//} .............................

Witness: %\%

15



JINdOT13AIT

V FUNXINNY

suoypnBay
pup Juswdoljaasp
seiii pansst panssi panss| panss| panss| Jup)|dwoo-ou ,B_Mcﬂww __%m _M cm_mw__ﬂwﬂomnu
10 seidos mmcw.; Aayonb aQ 0} saul 2g o} seuy aqg o} sauy aq o} souly sqojseuy  |Joj panssiseuy| mc.nmca mcE.c.c_a 91 |jonuoa Buipjing
ol ot 51 5l os Ll sBuiping [ umoy aysinbal
jupydwco ajpald o]
-UOU JO "ON
‘WhiBeig 98 pesoiddy # Apnys
— 5 Jopduw Syl lapiacid . |opsiagoIs |
Jodal ssaifold €5 no >U_ﬁ . h4E| “Apnys Yoa10eB 20IMID5 10 jusluysiigpyse 2on|d LIS CDse )
paaciddp ‘qoy | ‘ubisep InoAR) ‘oda) JuswoddD djysumol] u| 8ousisyal LMoy 51
JMaodal sseibold Zo %81 Alouiiield %02 Buidoos'douw oz %09 1O suB) : o
aspg %0T Juswdoorep
Jejie| juswiuioddo |1 puo ymoB
- 10 SUOIIPUOD X uswys|igpjse
E%Mﬁwﬂwm_uﬁﬁmﬂﬂw_ Buuupid s diysumoy
: ' ‘no
7 WoIBpIg 98 pasoiddy (woiBoig D5 A E,F gi| [PPlEUBSO0y umoy aisinbol
. . . i D] AzUjuje. a1p8ID 0]
uocypwnzoid wpiBoig [goy) ucisioep | "uopsdwon | pasciddo "a')) 2 Hoda url
Hodsi diysumo] 98§ paciddy 10 plooay VI3 HuBLIYSIIRIST | g oo o) usuiysigelsa vl
WiRIBoIp ©F paroIddy €B| gq, %01 %01 %01 disumor | N oo | EUMOL IO
tOQm.._ UQIsIO8P JO plCD8l gl FNDV Q_Ewr_}/o._. %09 o&
Hodal Vg 1D =
s1epdoys .
Busnoy pasciddy p|  SekdpuR ]
Bujsneu ‘YaIpssal ‘sisjdoys sopd i Ssiden
Hodal ssApUD DI €0| paroiddn/suo | sisApUD DR |uoyoe|o pipd Mo i mcr:or_ iidia th = BuisnoH jo Buisnop jo . sisjdoyo
JopUsWWOooal %GT o8 HI58d iinoy LEIRIoRY lusdojaasp| Wawdolsasp €l Buisnoy
Jodal Uoos|jo0 Iop 2O MBI %8T peroiddy %001| Buisnoy ou o 5
podar yoipasal dopised 1D #5C
juswidojaasp
. [ok:Tl[el=Tielols] o — pelipeioon | palpiipeIoon DOIPBIDT0 sle2Iojus pup ymold
aooliHeD e HEBY I SSRGS ANB] slaolojus siaolojua s SMDT-Ag 10} SUOIHPUOD i1 MD|
uolplpelasn Apupny MBI-AG MDI-Ag SMDI-AQ payp}paioon Buuupid =Aq pdi2unyy
FAQ 1 MBJ]-AQ oU !
L l £ JO'ON UMO] aysinbal
[oR=TleT=Vic o1}




=¥ ol=TioXo]]

lapaoid
ABajplls . ABanlis ABayols
LIOILN|OSaI [|]2UN0D £ . ooaes jo | ABaybys g7 40 sop|d . X ABsjoujs
%0 %0 aa o dd1 e melaad| d97 pelbp {no | 00'000 00LY vy
LoHOPD %06 lusuuicddy | [emsiasl %001 (Ul ABeioys gI % S 6] Qa1 10 [PMBIASI
12118| lUswiuioddp 1D %01
paoiul pajpIUl e
i pajoiul pagoiiul Pefoiul P8l aul e SioALd Yim
s diauliod diysisupnd jo | diysieupnd jo | diusisupnd jo | diysisupnd Jo |susodow Uim seumeLnd sdiysieupod 'y diystauund
paulls Alpupnk 1O uoybsyigow IuEISUHRG | M . folla=M a1k olgnd apaud
; S UOIDSIIgOLW | | uoyDsICoW | | uoyDsjIgoWw | | uoypsIqow ¥ | diysisupcd | e oifaipys
_ : 107N | esiicow oy
SIWWS a|gpuRisns
12isi6a1 92UDPUIHD sinauaidalug | “sineusidaiug | ‘sineusidenyur | "sineusideiyul MMM__.WVMMMW__ 104 sBujuply gnwwmm_uuw_wcm -j[@s alp b sinsusideyus
pup syodsal Ajslionb [ord GT (orid Lo 0oL SI2NPUOS iR sinsuaidanus jo Buuipy
Yaa1/va3s oYL sinsua o
supjd
Buiping
JaysiBel uossiuugns anoldd o
uoyo2|ddp Alpuonk Ll BABE¥] ABp| B0 Lz icogdl psip/erciddo oLl
i O} Uainy
SADD JO "ou
suolpa)ddo
Buuunid
sHoLLRIAdD upmolB |p1oos umol 10] Stk
r : pUnoJD winy
HeBARdNS pUD JiWoUoDS
IaysiBal Uaissigns > L mcm_con_ 10} UoipULIoUI
e AR SADP 06 SADP 04 SADP 06 SADP 04 sADP 06 SADP 04 J\,wo“mamm% Buuuod It
— uoisiaoid
SADD 10 "ON 8y} aA0idw) O
‘ubsep
$N0-AR| ADUIUBI] FO R ‘DLIBLOIOW SOLIOISUOW YMolB
{odel juswpuswy ¢o|  ubjsep 1no : 'uBisap [No-AD| : ‘SNSLSLOW DuwISleow DJWICUOD8
-Ap| pasciddy {na-Ad ey oy} Jo uBisap L e BuippiBbdn 2inuayl pup| 1o] sesn 'l m_w”m_hum_ﬂhwpn__m.._
vodal uBisep Auilald 2O %0l 10 ,EmnEucmE( Apuield %08 %01 alnusy pepnibdn jo | pup| peuuoid
%0C %09 o, alowold of
podeal dow esog | -
juswdojsasp
saoold assaoocid assenold ‘Resaced | PUBLIAE
‘passeoold suoypo)ddo :_uom_vmoo_ el %o_ Boiddn passaooid passasoid passaooid %o;oo: A suolp2Nddp | Jo) suolpucod i Juswabnupw
asn pupj jo podss Alppnnb Ho HEI) uolpo|ddn oF | uoloayddp o |uoypalddD gg| e asn Bujuupid asn pupj
or or ECl pup|jo oN | umoyj alsinbal




alvd

i t\

L4

ONINNV1 INIWJOTIAIA HO1DTNIA ONILDIY

winio4 wirio4 LUNIo}
i ot i wnioyanio | aileurso | azleurso | ioweussooy | agisoy | Lo 93O
pup ppusbn zo %0 %0 juslys|igpyse EN 4 winiod a1
- SIGQUIBW WMoY 4O 45[| [© doyssiom %08 | Juswysigrise | JUSWYSgpise | W wnio) g37 | usllysigpelse SIS 6
%09 %001 %
supjd unogp) | supjdunogo| | supjdanogp) sup|d Jnogp| supid Inogo| supjd Jnogoj wmw»ﬂmmﬂm%
pup [R100os pUD |PISOS pUD [PISOS pup [0S puD |PIDOS Elelelle] PUD |BID0S Jo e S upid 1NoaD
spodsr Apspupnb jo Bupojuow | 1o Buyopuow | jo Buuopuow | jo Buuojuow | jo Buuojuouw ul pJodal Buuoguow ot X7 1. 4naqe}
; : ] : * 1o Buuopuow : pup [DI20S
1o spodal jo syodal 10 suodsal 10 spodal Jo suodal | 1O sWIs) Ul
ER T
. L L l ¥ sjiodal Jo oN

alnsus o}




