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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Greater Tzaneen Municipality herein represented by Walter Shibamba in his capacity as the Acting Municipal Manager (hereinafter
referred to as the Employer or Supervisor)

and

Benjamin Magezi Mathebula as the Employee of the Municipality (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

11

1.2

1.3

14

The Employer has entered into 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 and the Employee are hereinaftei. -
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 and outputs 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.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is to -

21

2.2

2.3
24

25

26

27

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.

Specify objectives and targets defined and agreed with the employee and to communicate to the employee the employer's E
expectations of the employee’s performance and accountabilities in alignment with the Integrated Development Plan, ™

Service Delivery and Budget Implementation Plan (SDBIP), the Departmental Business Plan and the Budget of the
Municipality.

Specify accountabilities as set out in a performance plan, which forms an annexure to the performance agreement.
Monitor and measure performance against set targeted oufputs.

Use the performance agreement as the basis for assessing whether the employee has met the performance expectations
applicable to his job.

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

Give effect to the employer's commitment to a performance-orientated relationship with its employee in attaining equitable
and improved service delivery



3 COMMENCEMENT AND DURATION

3.1

32

33
34

35

This Agreement will commence on the 1 March 2018 and will remain in force until 30 June 2018; thereafter a new
Performance Agreement, Performance Plan and Personal Development Plan shall be concluded between the parties for
the next financial year or any portion thereof.

The parties will review the provisions of this Agreement during June each year. The parties will conclude a new
Performance Agreement and Performance Plan {see Annexure A) that replaces this Agreement at least once a year by
not later than the beginning of the first month of the successive financial year,

This Agreement will terminate on the termination of the Employee's contract of employment for any reason.

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.

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 shall
immediately be revised.

.4 PERFORMANCE OBJECTIVES

41

4.2

4.3

5.1

5.2

The Performance Plan (Annexure A} sets out-

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

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

The performance objectives and targets reflected in Annexure A are set by the Employer in consultation with the Employee
and based on the Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and the Budget
of the Employer, and shall include key objectives; key performance indicators; fargets that may include dates and
weightings.

421  The key objectives describe the main tasks that need to be done.

422  The key performance indicators provide the details of the evidence that must be provided to show that a key
objective has been achieved.

423  The target dates describe the timeframe in which the work must be achieved.

424  The weightings show the relative importance of the key performance areas, key objectives and key performance
indicators to each ather in terms of the position.

The Employee's performance will, in addition, be measured in terms of contributions fo the strategic objectives and
strategies set out in the Employer's Integrated Development Plan as developed per the Balanced Scorecard methodology.

PERFORMANCE MANAGEMENT SYSTEM

The Employee agrees to participate in the performance management system that the Employer adopts or introduces for
the Employer, management and municipal staff of the Employer.

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 Employer, management and municipal staff to perform fo the
required standards.




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

54 The Employee undertakes to actively focus towards the promotion and implementation of the KPA's (including special
projects relevant to the employee’s responsibilities) within the local government framework.

55 The criteria upon which the performance of the Employee shall be assessed shall consist of two components, both of which
shalf be contained in the Performance Agreement.

55.1 The Employee must be assessed against both components, with a weighting of 80:20 aliocated to the Key
Performance Areas (KPA's) and the Core Competency Requirements (CCR's) respectively.

552  Each area of assessment wilt be weighted and will contribute a specific part o the total score.

553 KPA's covering the main areas of work will account for 80% and CCR's will account for 20% of the final
assessment.

5% The Employee's assessment will be based on his performance in terms of the outputs / outcomes (performance indicatorsi |
identified as per attached Performance Plan (Annexure A), which are linked fo the KPA's, and will constitute 80% of the
overall assessment result as per the weightings agreed to between the Employer and Employee:

Municipal Institutional Development and Transformation
Basic Service Delivery 5
Local Economic Development (LED) 50
Municipal Financial Viability and Management 15
Geod Governance and Public Participation 20
Total 100%
5.7 In the case of managers directly accountable to the Municipal Manager, key performance areas related to the functional

area of the refevant manager must be subject to negotiation between the Municipal Manager and the relevant manager.

58 The CRs will make up the other 20% of the Employee’s assessment score. CRs that are deemed to be most...
critical for the Employee’s specific job should be selected () from the list below as agreed to between the, .
Employer and Employee. Three of the CRs are compulsory for Municipal Managers (see Table 2):

TABLE 2: COMPETENCY REQUIREMENTS FOR EMPLOYEES
LEADING COMPETENCIES J “WEIGHT
Strategic Direction and Leadership J 15%
People Management J 5%
Program and Project Management W) 10%
Financial Management N 10%
Change Leadership N 5%
Governance Leadership N 5%
CORE COMPETENCIES

Moral Competence \/ 5%




TABLE 2: COMPETENCY REQUiREMENTS FOR EMPLOYEES -
LEADENG COMPETENC%ES ' J 'WEIGHT
Planning and Organising v 10%
Analysis and Innovation v 5%
Knowledge and Information Management + 5%
Communication N 5%
Results and Quality Focus Ni 20%
Total percentage _ - 100%

8. EVALUATING PERFORMANCE
6.1  The Performance Plan (Annexure A} to this Agreement sets out -

6.1.1 The standards and procedures for evaluating the Employee’s performance; and
6.1.2 The intervals for the evaluation of the employees performance

6.2 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.

6.3 Personal growth and development needs identified during any performance review discussion must be documented in a
Personal Development Plan as well as the actions agreed to and implementation must take place within agreed time frames
in the Personal Development.

6.4 The Employee's performance will be measured in terms of contributions fo the strategic objectives and strategies set out in
the Employer's IDP.

6.5 The bi-annual and annual performance appraisal will involve:
6.5.1 Assessment of the achievement of resuits as outlined in the performance plan:

(a) 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.

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

(c) The applicable assessment rating calcufator {refer to paragraph 6.5.3 below) must then be used to add the
scores and calculate a final KPA score.

6.5.2 Assessment of the CCRs
{a) Each CCR should be assessed according to the extent fo which the specified standards have been met.
{b) An indicative rating on the five-point scale should be provided for each CCR (see Table 3)

{€) This rating should be multiplied by the weighting given to each CCR during the contracting process, to provide
a score.

{d) The applicable assessment rating calculator (refer to paragraph 6.5.1) must then be used fo add the scores
and calctfate a final CR score.

g w
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6.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating calculator. Such overall rating represents the
outcome of the performance appraisal.

6.6 The assessment of the performance of the Employee will be based on the following rating scale for KPA's & CCR's,
{see Table 4):

Outstanding Performance far exceeds the standard expected of
performance an employee at this level. The appraisal indicates
that the Employee has achieved above fully effective | 167%
5 results against all performance criteria and indicators
as specified in the PA and Performance Plan and
mainfained this in all areas of responsibility
throughout the year,

Perormance Performance is significantly higher than the standard
significantly above | expected in the job. The appraisal indicates that the | (133-166%)
expectations Employee has achieved above fully effective results
4 against more than half of the performance criteria
and indicators and fully achieved all others
throughout the year.

Fully effective Performance fully meets the standards expected in
all areas of the job. The appraisal indicates that the
Employee has fully achieved effective results against | (100-132%)
3 all significant performance criteria and indicators as
specified in the PA and Performance Plan.

Not fully effective | Performance is below the standard required for the
job in key areas. Performance meets some of the
standards expected for the job. The | (67-99%)
2 review/assessment indicates that the Employee has
achieved below fully effective results against more
than haf the key performance criteria and indicators
as specified in the PA and Performance Plan.
Unacceptable Performance does not meet the standard expected
performance for the job. The review/assessment indicates that the
Employee has achieved below fully effective resulis
against almost all of the performance criteria and | {0-66 %)
1 indicators as specified in the PA and Performance
Plan. The Employee has failed to demonstrate the
commitment or ability to bring performance up fo the
level expected in the job despite management efforts
to encourage improvement.

For purposes of evaluating the annual performance of managers directly accountable to the Municipal Manager, an evaluation
panel constituted of the following persons must be established -

6.7.1  Municipal Manager;

6.7.2  Chairperson of the Performance Audit Committee
6.7.3  Member of the Executive Commitiee;

g m W




6.8

10.

6.74  Municipal Manager from another municipality; and
6.75  One Manager (head of a Division) from within the department.

The manager responsible for human resources of the Municipality must provide secretariat services to the evaluation panels.
SCHEDULE FOR PERFORMANCE REVIEWS
7.1 The performance of the Employee in relation fo her performance agreement shall be reviewed within the month following the

quarters as indicated with the understanding that reviews in the first and third quarter may be informal if performance is
satisfactory:

First quarter : July — September 2017 {October 2017)
Second quarter : October — December 2017 {February 2018)
Third quarter : January — March 2018 (April 2018)
Fourth quarter : Aprit - June 2018 {August 2018)

7.2 The Employer shall keep a record of the mid-year review and annual assessment meetings.
7.3 Performance feedback shall be based on the Employer's assessment of the Employee's performance.

7.4 The Employer will be entitled to review and make reasonable changes to the provisions of Annexure “A” from time to time for
operational reasons. The Employee will be fully consuited before any such change is made.

7.5 The Employer may amend the provisions of Annexure A whenever the performance management system is adopted,
implemented and / or amended as the case may be. In that case the Employee will be fully consulted before any such change
is made.

DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP} for addressing developmental gaps is attached as Annexure B.

OBLIGATIONS OF THE EMPLOYER

8.1  The Employer shail -

9.1.1 Create an enabling environment to facilitate effective performance by the Employee,
9.1.2 Provide access to skills development and capacity building opportunities.
913 Work collaboratively with the Employee to solve problems and generate solutions to common problems that may

impact on the performance of the Employee.

914 On the request of the Employee delegate such powers reasonably required by the Employee to enable her to
meet the performance objectives and targets established in terms of this Agreement.

915 Make available to the Employee such resources as the Employee may reasonably require from time to time to
assist her to meet the performance obijectives and targets established in terms of this Agreement.

CONSULTATION

10.1  The Employer agrees to consult the Employee timeously where the exercising of the powers will have amongst others -

12
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11.

12.

10.1.1 A direct effect on the performance of any of the Employee's functions,
10.1.2  Commit the Employee to implement or to give effect to a decision made by the Employer.
10.1.3 A substantial financial effect on the Employer.
102 The Employer agrees fo inform the Empioyee of the outcome of any decisions taken pursuant to the exercise of powers
contemplated in 10.1 as soon as is practicable to enable the Employee to take any necessary action without delay.
MANAGEMENT OF EVALUATION OUTCOMES

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

112 A performance bonus of 5% to 14% of the all-inclusive annual remuneration package may be paid to the Employee in
recognition of outstanding performance to be constituted as follows:

11.2.1 A score of 130% to 149% is awarded a performance bonus ranging from 5% fo 9%.
11.2.2 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.
11.2.3 Specific bonus percentages will be determined on a sliding scale (as contained in the PMS Policy of Councif),
proportionately fo the points scored, rounded up to the next 0.25 percentage. eg.136% score = 6.678% = 6.75% bonus,
11.3  Inthe case of unacceptable performance, the Employer shall -
11.3.1  Provide systematic remedial or developmental support to assist the Employee to improve her performance
11.3.2  After appropriate performance counseliing and having provided the necessary guidance and/ or support as well
as reasonable time for improvement in performance, the Employer may consider steps to terminate the contract
of employment of the Employee on grounds of unfitness or incapacity to camy out her duties.
DISPUTE RESOLUTION

121 Any disputes about the nature of the Employee's performance agreement, whether it relates to key responsibilities,
priorities, methods of assessment and/ or any other matter provided for, shall be mediated by -

1211 The MEC for local government in the Province within thirty (30} days of receipt of a formal dispute from the
Employee

12.12  Any other person appointed by the MEC

1213 In the case of managers directly accountable fo the Municipal Manager, a member of the municipal council,
provided that such member was not part of the evaluation panel provided for in sub-regulation 27(4)e) of the
Municipal Performance Regulations, 2006, within thirty (30} days of receipt of a formal dispute from the employee

whose decision shall be final and binding on both parties.

122 Inthe event that the mediation process contemplated above fails, the dispute procedures as per the Contract of Employment
shall apply.

13. GENERAL

13




13.4  The contents of this Agreement and the outcome of any review conducted in terms of Annexure A may be made available
fo the public by the Employer.

132 Nothing inthis Agreement diminishes the obligations, duties or accountabilities of the Employee in terms of his/ her contract
of employment, or the effects of existing or new regulations, circulars, policies, directives or other instruments.

133 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.

— . 7 . ,9”14
Thus done and signed at /{ﬂ/ﬂ{% on this the /(/i day of ﬁ"’&/A?_O?B

AS WITNESSES:

2, /f@m’“‘
|

AS WITNESSES:
 Wihweoueo
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8. Approval of the Personal Performance Plan

The process followed ensures individual alignment to the strategic intent of the institution and give clear direction on what needs
to be achieved through a self-directed approach to execute on the objectives, to build sound relationships, to develop human
capital and to strengthen the organisation through excellent performance. This plan has derived from intense workshopping to
ensure integration, motivation and self-direction. The employer and employee both have responsibilities and accountabilities in
getting value from this plan. Neither party can succeed without the support of the other. _

~‘Undertaking of the employer / superior

“Undertaking of the employee

On behalf of my organisation, | undertake to ensure H:mﬂ a
work environment conducive for excellent employee
performance is established and maintained. As such, |
undertake to lead to the best of my ability, communicate

comprehensively, and empower managers and employees,

Employees will have access to ongoing learning, will be
coached, and will clearly understand what is expected of
them. | herewith approve this Performance Plan.

[ :Qmsﬁx confirm that I understand the strategic mguonm:nm oﬁ 3<
position within the broader organisation. | furthermore confirm that |
understand the purpose of my position, as well as the criteria on which
my performance will be evaluated twice annually. As such, [ therefore
commit to do my utmost to live up to these expectations and to serve
the organisation, my superiors, my colleagues and the community with
loyalty, integrity and enthusiasm at all times. | hereby confirm and
accept the conditions to this plan.

Name:

Walkee T lheaclex

"4 Ve 2ot

Date: __WAU ?\N%\ﬁm\ﬁﬁ\ p@w%

mﬁznwcwm

10



7. Rating Scale

‘Score’

- Outstanding: vmlowamznm ~Fully Effective 22 m:__< mmmnw@m - “Unacceptable
wmlowamsnm Ewacm aa& m_mzsﬂamza.x >_oo<m :E.c“mam:nmn. <§&. Eam %Ea:mn Eﬁmmﬁ :cm | - Performance
am_\oam what was mxumﬂmmo:m _ En::m& ?S\ 3m3 _ S
- exvected)

Perfarmance far exceeds
the standard

expected of an employee at
this level. The

appraisal indicates that the
Employee has

achieved above fully
effective results

against all performance
criteria and

indicators as specified in the
PA and

Performance pian and
maintained this in

alt areas of responsibility
throughout the

year,

mmlo%.&:nm is mmmamnm:%
higher than

the standard expected in
the job. The

appraisal indicates that the
Employee has

achieved above fully
effective results

against more than half of
the performance

criteria and indicators and
fuily achieved

all others throughout the
year,

vmlo_,mﬁm:nm fully meets the
standards

expected in all areas of the
job. The

appraisai indicates that the
Employee has

fully achieved effective
results against all

significant performance
criteria and

indicators as specified in the
PA and

Performance Plan.

wmwmo:jmnnm is Um_os.. 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,

Performance does not meet
the standard

expected for the job. The
review/assessment
indicates that the
employee has achieved
befow fully

effective resuits against
almost all of the
performance criteria and
indicators as

specified in the PA and
Performance Plan.

The employee has failed 1o
demonstrate

the commitment or ability
o bring

performance up to the level
expected in

the job despite
management efforts to
encourage improvement.




6. Performance Dmmmmmmﬂm:ﬁ _un.Onmmw

Performance Reporting must take place 30352 ch ﬁ:m. mumn:d:_n system and in ling E_Hr ﬁ:m mun3<ma ?maméo% mmuon_:m must take _u_mnm s:&.::
mm working days after the end of each month.

m.rm following steps will be followed to ensure a fully participative and compliant performance assessment pracess is adhered to.

il Performance Assessment: :
1.1. Formal assessment between employee and employer will take place twice a year to measure the performance of the employee against the agreed

i

:1.2.  Progress against the KPI's and Targets will be captured in preparation for the review,

1.3.  Scores of 1-5 will be calculated based upon the progress against targets.

1.4, KPI's and activities are audited and copied to the Performance Plans before assessment date.
1.5, The employer must keep a record of the mid-year review and annual assessment meetings.
2. The employee being assessed will compile a portfolio of evidence confirming the level of performance achieved for a given assessment pericd m:a
imade available to the Panel on request. One independent person may be assigned to act as an Observer.

3. The process for determining Employee ratings are as follows:

3.1. The employee to motivate for higher ratings where applicabie.

13,2, The panel to rate the achievement for the KPV's on a 5 point scale. Decimal places can be used.

13.3.  The panel to rate the employee’s core competency requirements (CCR) on the 5 point scale, Decimal places can be used.

mw.&. The panel scores are averaged to derive at a total score per KP1 / Activity /CCR. Overall scores are calculated by taking weightings into account
where applicable.

12,5, The final KPPs rating will account for 80% of the final assessment total. The CCR's are to account for 20% of the final assessment total.

MP The five point rating scale referred to in regulation 805 correspond as follows:
, Rating: 1 2 3 4 5
% Score: 0-66 67-59 100-132 133-166 167

‘5. The assessment rating calculator is used to calculate the overall % score for performance.

6. The half-year review rating can be used in combination with the Annual Performance Assessment 1o derive at a final Annual rating score,
7. The performance bonus percentages described in the performance agreement will be calculated on a sliding scale of the alt

inclusive remuneration package as indicated in table below:

< %' Rating Over Performance’

130-149%
. 150% and above i 10-14%
8. The Personal Development Plan (PDP) can be reviewed after the performance review had been finalised in case where more clarity has bee

established on what the essential development needs for the relevant person will be.

9, The results of the performance and development review {PDR) will be submitted to the performance audit committee for final approval of the
10. The performance assessment resuits of the Municipal Manager will also be submitted to the MEC responsible for Local Government in the relevan
iProvince.

b



5. COMPETENCY REQUIREMENTS

Competencies |[Components Competency Definition 1 Weighting
Governance e Policy Formulation Able to promote, direct and apply professionalism in managing risk and
Leadership e Risk and Compliance management compliance requirements and apply a thorough understanding of
s Cooperative Governance governance practices and obligations. Further, able to direct the 5%
conceptualisation of relevant policies and enhance cooperative
governance relationships
Core Competencies
Maral competence | Integrity Able to identify moral triggers, apply reasoning that promotes henesty
+ Transparency and integrity and consistently display behaviour that reflects moral 5%
* Accountability compeience
Planning and * Time management Able 1o plan, pricritise and organise information and resources
Organising e Forward planning effectively {6 ensure the quality of service delivery and build efficient 10%
* Project Management contingency plans to manage risk
Analysis and » Objective problem analysis Able to critically analyse information, challenges and trends to establish
innovation + innovative thinking and implement fact-based solutions that are innovative to improve 5%
» Process optitmisation institutional processes in order to achieve key strategic objectives
Knowledge and * Gain and share knowledge Able to promote the generation and sharing of knowiedge and
Information * Data analysis information through various processes and media, in order to enhance 5%
Management » Employee Empowerment the collective knowledge base of local government
Communication « Balance diverse perspectives Able to share information, knowledge and ideas in a clear, focused and
e Communication with stakeholders concise manner appropriate for the audience in order to effectively 59,
» Compile clear & concise reports convey, persuade and influence stakeholders
Results and Quality | Setting high standards Able to maintain high quality standards, focus on achieving results and
Focus * Resuits orientation objectives while consistently striving to exceed expectations and
» Monitoring & Evaluating progress encourage other to meet quality standards. Further, to actively monitar 20%
and measure results and quality against identified objectives
Total 100%




5. COMPETENCY

Competencies |

REQUIREMENTS
Components

|competency Definition

Weighting.

SR R | L%
Leading competencies
Strategic Direction | impact and influence Provide and direct a vision for the institution, and inspire and deploy
and Leadership = Institutional Performance others to delivery on the strategic institutional mandate
Management 15%
« Strategic Planning and Management
+ Qrganisational Awareness
People Management|es Human Capital Planning and Effectively manage, inspire and encourage people, respect diversity,
Development optimise talent and build and nurture relationships in order to achieve
» Diversity Management institutional objectives
» Employee Relations Management 5%
+ Negotiation and dispute Management
Programme and * Programme and Project Planning and |Able to understand programme and project management methodology;
Project Implementation plan, manage, monitor and evaluate specific activities in order to
Management  Service Delivery Management delivery on set objectives 10%
* Programme and Project Monitoring
and Evaluation
Financial * Budget Planning and Execution Able to compile, plan and manage budgets, control cash flow, institute
Management * Financial Strategy and Delivery financial risk management and administer procurement processes in
¢ Financial Reporting and Monitoring  |accordance with recognised financial practices. Further to ensure that 10%
alt financial transactions are managed in an ethical manner
Change Leadership |* Change Vision and Strategy Able to direct and initiate institutional transformation on all levels in
* Process Design and improvement order to successfully drive and implement new initiatives and deliver 59,

« Change Impact Monitoring and
Evaluation

professional and quality services to the community

A




4. Key deliverables {KPls and Projects}

. . . . o . Baseline o) et
%A Strategle - | amme | KPI7 Project Name' | - Pt welght (%) Unit of measurernent . {Actusifor | Anounl Targst " Guarterly Targets for 2017/18 Supporting ©
Objective S . ) 2016/17) . Documentation
LED LED1 Toutism # of Tourism SMMEs 5% Mumber 64 1 nfa nfa 4 7 Htenarary
axposed to the market Events report
LED LED 3 Spatial integrated Sustainabie 10%: Qi Review of tha ISHSF in consuftation T Not done 100% nfa nfa 75% 100% Council mirutes
Development  [Human Settlements Plan with stakehalders {25%) Revised [SHEP
{ISHEP) reviewed by 30 Q2: Draft ISHSP avaiable (50%)
May 18 Q3: SHSP submitted o Cluster (75%]
Qd: ISHSP approved by Councd [100%)
LED LED3 Integrated Spatial Development 25%1Q1: SOF approved by Counell {25%) | Semvice Provider 1 nfa nfa 15% 100% “SDF Status Quo Report
Development sirategy reviewed Q2 Alignment of the capital investment | appointed “Winutes of Steering
Planning program with the cunvent IDP (50%) Committes
{13: Abstract alt catalystic projects for *Minutas of Public
implimentation angd input infe the 18118 Farficipation
DR {75%} *Draft and Final SOF
Q4 Implement all focal area poficies , *Council Minutes
density policies ural strategy plans and *Manthly TF report
repod monthiy {100%)
LED LED ] Spatiat Formulation of land use 25%| Gt NIA Awaited 10% nfa n/a nfa 10% Specifications
Developmant scheme for GTM arsa G2 A appointment of Appointment Letter
Q3: Wfa Tribunal by Status Quo Report
Q4 Prepare procument speciications MM Landuse Scheme
for appoinment of a service provider.
[13%).




3. Key deliverables [iPls and Projects}

. - . : : . . . A - Basaiineg e e . . :
KA, Serateglc Programme KPI/_Projoct Name = |- KPl wielght (5%} ~Unit of moasuremant (Ackual For. |- Anmad Targer |70 5L Quarterly Targets for 2047/18 . Supporting
Objective . : : S SR - - AR 2016/17) RS SATh F s S : . : Documentation
01: 30 Sept 177 [Q2: 3t Dec'1?  {Q3:31Mar {Q4: 30 lune 'IB -
‘18 ) -
MFVM  1GG 2 Budget % of PED dopartmantst 50%{ Percentage 100% 160%{n/a. nfa TSN 100% | Monthly financial budgel
management  |budget spent repors
MFYM  1GG2 Budget U of Daparimantat ovarlime 10%] Percentage 100% 180% n/a - nfa 75% 100%] Menthly inancial budget
management  |budgel spent . roporls
GG GG 3 Management and |# of Departmental 0% Number New KP! H nfa nfa 1 1 Minutes & Attendance
Administration  {meetings held {PED} Registers
GG G5 3 Sound Avarage no of days taken 20%] Number 5 Sinfa’ nfa 5 5{Racords of Audit quaries
SGavernance 1o respond to irternal .
2udit queries
GG GG3 Sound % of Departmental AG 30%,] Percentage 100% 1805 nfa nla - 100% 100% | Records of Audit quertes
Governance Hueries respanded (o
within 3 working days
GG 663 Porformance [ of Departmental 2W0iNumber 12 3|nfa nfa o 31Acknowledgement of
monitoring and |menthiy reparts : roceipt by NT & PT
reporting submitted 1o councd on
time {within § weeks)
GG G5G3 Risk % of Departmental Risks 20%] Percentage New KP B80%infa nfa afa 0% Strategic Risk
Managernent | mitigated by year-end . Assessment Report
GG GG 4 Human Resource |# of employees with 10%:Number 5 8 n/a nfa 8 8 HR Monthly Reports
Managament spatial planning capacity ’ Compliance Certificales
LED LED 1 Commeity # of cooperatives 5%iNumber 4 4 nfa wfa 4 4 CWP repots
Waorks established and stil} il Minutes & Atendance
Programme functional in wards where register of CivP meetings
the CWP is implemented
LED LED 1 Community # of job opportunities S%:Number 2153 2100 nfa n/a 2100 2900 EWP Emplovment
Works created through the CWP - register
Pragramme
LED LED 1 Marketing and  |¥ of jobs created through S Nurber 398 200 nfa nfa- 106 e Employment register
Investor agricultural programmes Minutes and Altendance
Targeting Registers of meetings
with agriculiural
programmes
LED LED 1 farketing and (¥ of jobs created through 5%iNumber 1237 300 nfa- nfu 150 150 *Consofidated LED
investor muricipat LED inflialives ’ monthly job crealion
Targeting including Capitaf Projects report
MG Monihly Reports
LED LED1 Markefing and  |# of GTM LED forum 5% Number 4 2 nfa 1 1 Tvitations
Investor meetings aranged Winutes & Attendance
Targeting Registor
LED LED1 SMME support  [# of meetings held with 5% Number 4 2 nfa nfa 1 1 Hnvitations
informai traders Minutes & Attendance
Register
LED LED1 SMME support  1# of Losat Tourism 55 |Number 4 2 1 1 Invitations
Association Meetings iinutes & Attendance

Register




“Promoting social and economic development;
Providing and maintaining sustainable services;
Ensuring efficient and effective utilization of all available resources;
Ensuring Promoting Environmental sustainability;
Promoting effective stakeholder and community participation.”

tourism and agricultural development

3. Key Performance Areas: Position Weighting

Basic Service Delivery

Local Economic Development

Good Governance and Public Participation

Weighted Totat

Competencies (Weighted Total}

Grand Tota}

* As contained in the GTM Strategy Map

g




1, Strategy Map 2017/18
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GREATER TZANEEN MUNICIPALITY Annexure A

Performance Plan 2017/18
DIRECTOR

Emplovee Details . Content:
Name: Benjamin Mathebula 1. Strategy Map
Director: Planning and Economic 2. Position Vision & Mission
Position: Development
Accountable to: Municipal Manager 3. Key Performance Areas: Position Weighting
Period: 3 March'ig - 30 June '18 4. Key deliverables (KPls and Projects)
5. Competencies
6. Performance Assessment Process
7. Rating Scale
8. Approval of Personal Performance Plan




Annexure B

PERSONAL

 DEVELOPMENT PLAN |

(PDP)

201718

MADE AND ENTERED INTO BY
AND BETWEEN:

GREATER TZANEEN
MUNICIPALITY

AS REPRESENTED BY THE

. ACTING MUNICIPAL MANAGER

WALTER SHIBAMBA

AND

BENJAMIN MAGEZI
MATHEBULA

Personal Development Plan (PDP)




COMPILING
THE
PERSONAL

PLAN

DEVELOPMENT |

A manager, in consultation with his / her employee is to compile a Personal
Development Plan. The PDP has 7 columns that need to be completed. An

‘example is attached as Appendix A.
| Column 1: Skills/Performance GAP
ils 2. Outcomes 3. 4. 5. 6. Work 7.
Performa xpected Suggested | Suggest Suggest opportun | Support
nce Gap easurable training ed mode | ed Time ity Person
(in order dicators: and f or of Frames created
priority} Lfquantity, quaiity developme | delivery to
and time frames) nt activity practice
skilf f
develop
ment
area
Eg. The manager wilf A course Externai March Appraisal | Senior
1. be able fo enter containing provider, 200... of Manager
Appraise into performance theoretical in iine managers | :
Ferforman i agreements with and with reporting Training/
ce of all managers practical identified to him / HR
Managers | reporting to him / application unit her
her, appraise them | with standard
against set criferia, | coaching in and not
within refevant the exceedin
time frames workplace g
following R 6 000
[relevant
unit
standard?]
a) The identified training needs should be entered into column one. The

ollowing should be taken into consideration:

Organisational needs

- Strategic development priorities and competency requirements, in line with

= the municipality's strategic objectives.
- The competency requirements of individual jobs. The relevant job

equirements (job competency profile) as identified in the job description
hould be compared to the current competency profile of the employee to

- determine the individual’s competency gaps.

Specific competency gaps as identified during the probation period and
performance appraisal of the employeea.

Individual training needs that are job / career related.

. Prioritisation of the training needs [1 to ...} in column 1 should also be
. determined since it may not be possible to address all identified training

needs in a specific financial year. tis however of critical importance that

training needs be addressed on a phased and priority basis. This implies that

- all these needs should be prioritized for purposes of accommodating critical /

. strategic training and development needs in the HR Plan, Personal
Development Plans and the Workplace Skills Plan.

Column 2: Outcomes Expected

1. Skills / 3. 4. 5, 6. Work 7.
Performa pected 5| Suggested | Suggest Suggest opporiun | Support
nce Gap ¥ (measurable % training edmode | ed Time ity Person
{in order indicators: and for of Frames created
of priority) quantily, quality developme | delivery to
ddime framess ni activity practice

skifl /

develop

ment

area
Eg The manager will A course External March Appraisal | Senior
1 ke able fo enler contaiming provider, 200... of Manager
Appraise inte performance thecretical in i

Personal Development Plan (PDP) 2




Peiforman “é'g}éements with | and with repbrtfhg "Tr'é;"h}‘hgf '

ce of alf managers practical identified o him/ HR
Managers | reporting fo him/ appiication unit her
her, appraise them | with standard
against set criteria, | coaching in and not
within refevant the exceedin
time frames workplace g
following R & 000
[frelevant
unif
standard?]

Consideration must be given to the outcomes expected in column 2 so that
once the intervention is completed the impact it had can be measured against
relevant output indicators.

3. Column 3: Suggested Training

Training needs must be identified with due regard to cost effectiveness and
listed in column 3.

4. Column 4 : Suggested mode of delivery

The suggested mode of delivery refers to the chosen methodology that is
deemed most relevant to ensure transfer of skills. Mode of delivery consists
of, amongst others, self-study, internal or external training provision; coaching
and / or mentoring and exchange programmes. Training must be conducted
either in line with a recognised qualification from a tertiary institution or unit
standards registered on the National Qualifications Framework (South African
Qualifications Authority), which could enable the trainee to obtain recognition
towards a qualification for training undertaken. It is important to determine
within the municipality whether unit standards have been developed with
regard to a specific outcome (and registered with the South African
Qualifications Authority). Unit standards usually have measurable
ssessment criteria to determine achieved competency.

. Column 5: Suggested Time Lines

n employee should on average receive at least five days of training per
nancial year and not unnecessarily be withdrawn from training interventions.
The suggested time frames enable managers to effectively plan for
he annum e.g. so that not all their employees are away from work within the
ame period and also ensuring that the PDP is implemented systematically.

6. Column 6: Work opportunity created to practice skill / development
‘area

This further ensures internalisation of information gained as well as return on
investment (not just a nice to have skill but a necessary to have skilt thatis
sed in the workplace).

. Column 7: Support Person

his identifies a support person that could act as coach or mentor with regard
o the area of learning for the employee.

Personal Development Plan (PDP} P 3
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GREATER TZANEEN MUNICIPALITY

APPENDIX 4

DISCLOSURE FORM FOR BENEFITS AND INTERESTS

Hereby certify that the following information is complete and correct to the best of my knowledge.

Fax:

(Position Held) é/6%7<97( 7D e
Tel .. QP67 3715

1. Shares, securities and other financial interests (Not bank accounts with

financial institutions)

Nominal Value

Number of Nature Name of Company/Entity
shares/Extent of
financial jnterest { |
I
I A N ’\) / /q

}/)r-

H(

\jL | |

B
A

|

2. Interestin a trust

Name of trust |\

Amount of Remuneration/income

A

)

e

| [
P

IV{]

NJ

3. Membership, directorships and partnerships

Name of corporate entity,
partnership or firm

Type of business

Amount of

Remuneration/lncome

AN

AN

\

N

8

RS

)
\V

‘IU\E/I

\ANE

\E

\

Financial Disclosure Form

Page 10of 3




GREATER TZANEEN MUNICIPALITY

APPENDIX 4

4. Remunerated work outside the Municipality (Must be sanctioned by Council)
Name of Employer Type of business Amount of
A ! N remuneraﬁon)income
| iy
A i\ A A o\

N

A
W

W m

5. Consultancies, Retainerships and Relationships

Name of Client Nature

activity

Type of busjness

Value of any benefits

N\

14
INE

T

received

\
I

W

s
\Nv

6. Subsidies, grants and sponsorships by any organisation
Source of assistance Descriptions of assistance Value of assistance
'\\\\ by q\ \
W \‘\ \v’ \Ew A NV,
l
7. Gifts and Hospitality from a source rather than a family member
Description, Value Member )

(\ \ N (\ [ YA i \ / A
W]\ WL U N[
NS \\ v \ |

\}
8. Land and Property
Description Extent Area Value
omeol Clomad. | Tepngen | KhSm
[y

e

~

Financial Disclosure Form

Page2of 3



GREATER TZANEEN MUNICIPALITY APPENDIX 4

/Iﬂ/ﬁ:
LI—7%

DAT : =/ 0%}/?

— /
PLACE : /W
)

CONFIDENTIAL

Council

Date: F\ \@%\?0 2

Commissioner of Oath /Justice of the Peace /

{ ) o N
Full first names and surname: m@%f‘j O m @/{JLQS\A{WL(CRQL& (

(Block letters)

Desighation (rank) C% ‘ Ex Officio Republic of South Africa

Street address of institution t’(‘i’) - O \ &:zﬂ/@g %t’ &LL;?@UQ%:_ Wm

Date QD/g’C’qﬂ"” & ‘b Place j/’:’lfft A 6@;%

Page 30f3

Financial Disclosure Form







