GREATER TZANEEN MUNICIPALITY Annexure A

Adjusted Performance Plan 2018/19
DIRECTOR

LRV RN
Employee Details Content:
Name: Mr. B Mathebula . Strategy Map
Position: Director: Planning and Economic Devel . Position vision & Mission
Accountable to: Municipal Manager . Key Performance Areas: Position Weighting
Period: 1 July*18 - 30 fune 19 . Key deliverables (KPls and Projects)

. Competencies

. Performance Assessment Process

. Rating Scale

. Approval of Personal Performance Plan
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2. Position Vision & Mission

_<_c=_n__om_ Vision

A Green, Pdmnmﬂocm and United Municipality that v«osn_mm D_._m__E Services to All

_Municipal Mission’

The m_,mm.ﬁmm. .ﬂmm:mm: _Sc:,n_vm__a\ is committed to provide ncm__Q services to its economy by:
“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.

i

Position Vision:

To create an environment for sustainable economic a:n. mon.s.._ um_\m_.ougmi in n:m mds L_c:uo:nﬁoz

Position Mission

To ensure integrated development and econemic growth by creating a stable economic ond spatial environment condusive to
rourism and agricultural development

property monagement,

3. Key Performance Areas: Position Weighting

. Municipal KPA % Weight'
Service Delivery 0%
Economic Growth 60%
Good Governance 40%
Woeighted Total 80%
Competencies (Weighted Total) 20%
Grand Total 100%

* As contalned in the GTM Strategy Map
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4. Key deliverables {KPls and Projects)

Municipat | Strategic™ - “[Programme [Key Performance . [KP1 weight' Unit of Measurement - |Baseline® " [Annual o Quarterly milestones’; Portfolic of evidence -
Kea ' |Objective £ ndicatorf Project: (%) T LR actual atend |Target |- R e P required <
iy A T aowpg b - Sy
GG Effectiveand  [Sound % of District technical 8% Percentage New KP| 100% 100% 100% 100% | Invitation and attendance
Efficient Governance  (committee meetings registar
administration aftended
GG Attract and Human 4 of employees with 5% Number 5 7 nfa nia nfa 7 HR Morihly Reports
retain best Resource  |spatial planning capacity Compliance Cerifficates
human capital 10 [Management
secome
employer of
choice:
GG Effectiveand  [Office Purchase of office 5% Q4 Not applicable this | New Project 100% [Cr1: Not Q2 Q3 {4: Not Quetations
Efficient Administratie {furniture and equipment quarter appiicable  |Procuremen {Furiture  [applicable  |invoices
administration  {n for Planning and 0Q2: Procurement process this quarter |t process for |procured for jthis quarter
Economic Development for the acquisition of the PED offices
Dnt furniture (10%} acquisition |and
Q3: Furniture procured for of furniture  {delivered
PED offices and delivered (10%) (100%)
(100%}
Q4 Not applicable this
quarter
LED Enhanced Integrated  |# of SPLUMA 15% Number 6 4 1 1 1 1tInvitations
Integrated Development |{ribunal sittings Minutes &
developmental  iPlanning Attendance Register
planning
LED Enhanced Spatial Formulation of land use 16%  |Qu: Appeintment of a Awsited 100%|QH1: Prepare |Q2: Status  jO3: Qd: Draft  |Appointment Letter
Integrated Development [scheme for GTM area service provider. {10%),  |appointment of procurement|quo report  {Formulation [Land use | Status Quo Report
developmental Q2: Status quo report Tribunal by specification [completed {ofaland  jschemefor |Draft Land-use Scheme
planning available(50%) MDM s for (50%) use scheme |GTM area
Q3: Formulation of a land appointment at 50% available
use scheme in progress of 2 service (75%) (100%)
(75%) provider.
Q4: Draft Land use {10%)
scheme for GTM area
available {100%)




W g

skodey Buuel) eylel ay Awoucoa pLo
Hodal gjuang 0} pasodxs s3ANS Al Uf JaussaAl
Jesifiey eauepuany|s) 5L oL 3 08 peyeMe fnie Jequnn| %) Wwsunol Jo # wsynoL pesealat) an
reisifiay Autouods Wio
SJUBDUBIY B SSiNUIp shueap uonercssy, voddns|aus 1 Jusugsanu:
suagepau) L L ! L ¥ ¥ JOQUINNY - %01 WISLNO] 8307 Jo # TAWS paseaio| aan
Jeisifay AWouoas y19
aouBpUBRY ¥ Sajnul SIBPRA [BuLo poddns sy ul jusunsanu;
suogERAu| | L L b v el BOUnN) %0} Y pisy sBupaswl o ¢ s peseaiau| a1
13)81Bay Bupebley| Awoucos Wi
SOUBRUZIY B SAINUY pafuese sbupsali| Joiseau) puelay) ui waunsaAl
Suopelsui | } L L 4 P Jequnn| %0} wnioj g108  Sunsyey paseaiu; [sEp
a1
8 0} 5qof MaN  pauEisng
slodai Auout dmd3- $j08j0.d jgydes
sucday ssaibord josfolg, Buipnaur seagemy Bugetiiey | Awoucos wig
Hodsi uogea qol; G rediojunur yBnoajt| Ioiseau) puelay) ut juaunsal
Ayuow g7 pajepnosuos,f0g 008 009 008 00rg pa) Jaquinn|  ug Papal sgefjo |  Bupsen pasessou} [eEp]
SIOUBNIQIUXE JO I8 Bunabiel] Awouoos yig
suwweifolg PIBY;  10158AL) puB|aws u juaugsaAul
3 UOADY QX [BIN)Irouby /U Bjuf| Ejuli } JBQUWNNY %01 sodx3 jeynopBy jo | Bupewiel pasealou| g3
{3001} a1qepene uoday
HNY DUET HBIG D
{%09)
a|qeese Hodas sniEis
pue uagae)es BBy £0
{3609 (%604 %02}
ajqefer %woz)  Jepword pasifeuy sapnoid sanes
Jodsy ypny pue {%001) Yoda: pasieuy) 8oIBS 10 Juswilioddy g Buuueyd
Heiqpodas ong snizigana)l  siepene| smegs PUE| Jepnoid( o panpe (%01} [euswdosnap
Tusunujoddy-panpe |uoday Jpny]  uogoapos) oSS JO pue su iapaold 3opuss 1oy Lenpe Jawdogaag pelesGajuy
PBUE suogeayoads] pueyeig EEQflusuguioddy| oneouosds|e00L Joaoid man|  pue suopeoymeds 1l ogp B2 W LS JOJ JPNe puen |enedg paaueyug ezl
. SRR RSt P IR B -1 774 T T G EREEE R B PR SR
. S ey S L etie fpus ye jemay)| 1 [P Fo A o ppslodd faegesipuy| T Gl v
Co T aduBpIAg 30 oljojuog [ senorsal Ausenn 7 I ey suyssed| Justuzinseaty 46 WuA FEM ] esueiueliEg Aoy]ewweisorg] -7 agejens Jediopingy

(s390fo1d pue sigy) seiqesaniep Aay v




5. COMPETENCY REQUIREMENTS

» Cooperative Governance

thorough understanding of governance practices and
obligations. Further, able to direct the conceptualisation of
relevant policies and enhance cooperative governance

relationships

Competencies - {Components - cobno e competency Definition
Leading competencies
Strategic Direction |« impact and influence Provide and direct a vision for the institution, and inspire and 15%
and Leadership + Institutional Performance Management deploy others to delivery on the strategic institutional
« Strategic Planning and Management mandate
» Crganisational Awarengss
People Management |+ Human Capitat Planning and Development Effectively manage, inspire and encourage people, respect 5%
» Diversity Management diversity, optimise talent and build and nurture relationships
» Employee Relations Management in order to achieve institutional obiectives
* Negotiation and dispute Management
Programme and » Programme and Project Planning and Able to understand programme and project management 5%
Project Management {implementation methodology; plan, manage, monitor and evaluate specific
« Service Delivery Management activities in order to delivery on set objectives
» Programme and Project Monitoring and
Evaluation
Financial » Budget Planning and Execution Able to compile, plan and manage budgets, control cash flow, 10%
Management » Financial Strategy and Delivery institute financial risk management and administer
+ Financial Reporting and Monitoring procurement processes in accordance with recognised
financial practices. Further to ensure that all financiai
transactions are managed in an ethical manner
Change Lteadership  |* Change Vision and Strategy Able to direct and initiate institutional transformation on all 10%
+ Process Design and improvement lavels in order to successfully drive and implement new
» Change Impact Monitoring and Evaluation initiatives and deliver professional and quality services to the
community
Governance « Policy Formulation Able to promote, direct and apply professionalism in 5%
Leadership * Risk and Compliance management managing risk and compliance requirements and apply a




S,Q

%001 [e30],
- saA133[go paynRuap! 1sulede
Aljenb pue 53JnsaJ 2UN$EIW PUR J0JUOLI AlBalioe 01 YJayaIng
"SpJepuels AJljend 189w 01 IS0 SSEINOIUA pUE sUCe}IadXD $suB0sd Suenieaz 1 SULICUUG »
P293x3 01 BUIALILS ABURISISUOD 3)IUM SBARDSQO puE synsal UCI3BIUBLD SYNSaY » shaog
%0T Buinaiyoe uo snooy ‘spiepuess Ayjenb ydiy ureview 01 3jqy spiepuels ydng Juigias «|  AujenDd pue synsay
slapjoysygs
2ouUaANUI pue spensiad ‘Asau0d A[3ADAYS 0} JepIo Suodal 35DUCD 19 22919 Bdwon) «
ul Bausipne 243 Joy azeldoadde Jauuew aspuU0s pue pasnooy SISRICUNBLS YLM UOREIIUNWILIOY «
96 ‘1B3}2 B U| SEIP] pue SBPIMaUY ‘UOIIBULIOII 3Jeys 0} a[qy sanradsiad Isiaalp FauBIRY « UOREIIUNWIGS
JUBWUIBAGE|
1830 30 5Eq IBPB|MOLY BARIS||0I BY3 IUBLUS G] JIPIO uguamodwy ssAojdwig « wawadeuey
Ul ‘BIp3L pue 535590014 SnoLieA YSN01YY UORBWLIOMUL puBR SISA[EUR B1E(] « UOII2LELICIY|
%S a8pajmou) 30 Sutieys pue uonessusd suy azowoud 0y 3|qy 25p3 MO BJBYS PUE UIED) puz 38ps|mouy
sani3lqo 8a3e038 A9 anade
01 49pP40 uj sass3004d [eUOHNIASU) 9ACIdW 03 BARAOULY UOITRSIWI3EE SS200.44 »
248 1BY1 suoin|os paseq-12e Juaws(dwi pug ysiqelss BUDILIUY IAILAOUL| « UCIIBAOUL]
%S 0} SPUB.I] puE SIFUBJ|BYI UOIIEWIOHU[ BSA|RUER AjEIRLT 01 oY sisAjeue we[qod aA0sG0 « pue sisAfeuy
s a8euew o3 suejd AouaBupuod Juaisyye ping pue uawaBeue| 303ord o
Aan|3p 3210435 Jo Axfenb auyy aunsue 03 APAnIaye sanunosas Fwuuejd piemiod « Suisjuedio
%OT pue uogeluiogul asiueslo pue esnuoud ‘uerd o3 ajqy WewsdeueLl Uil « pue Suiuue|d
DUBIFAWICT JRIOLU S1ID]4D) AUIGRIUNOIIY «
1213 anojneyaq Aejdsip Apuslsisuoa pue Ajugaul pue Alsauoy Asusiedsuel) «
%G sejowo.d eyl Suiuosess Aldde ‘519831 |eiow AJuspl 01 3|y AuBaiu «| soueledwons jriomw
saRuazadwo) 8403
o& SR SRR
-BunySiem 15 syusuodwo) | sabusiaduioy

SINIWIHINOIY ADNILIdNOD *S




6. Performance Assessment Process
The following steps will be followed to ensure a fully participative and noan__mnﬂ um_,mo_.amsnm assessment process is m%m_.mo_ to.

1. Performance Assessment:

11. Formal assessment between employee and employer will take place twice a year to measure the performance of the emplayee against the agreed
i1.2.  Progress against the XPI's and Targets wili be captured in preparation for the review,

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

1.4, KPIl's and activities are audited and copied to the Performance Plans before assessment date.

W‘H.m. The employer must keep a record of the mid-year review and annual assessment meetings.

i2. The employee being assessed will compile a portfolio of evidence confirming the level of performance achieved for a given assessment peried m:Q

Imade available to the Panel on request. One independent person may be assigned to act as an Observer.

www. The process for determining Employee ratings are as follows:
3.1, The employee to motivate for higher ratings where applicable.
The panel to rate the achievement for the KPI's on a 5 point scale. Decimal places can be used.
The panel to rate the employee’s core competency requirements (CCR) on the 5 point scale. Decimal places can be used.
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.
The final KPI's rating will account for 80% of the final assessment total. The CCR’s are to account for 20% of the final assessment total.
The five point rating scale referred to in regulation 805 correspond as follows:
Rating: 1 2 3 4 5
% Score: 0-66 67-99 100-132 133-166 167
The assessment rating calculator is used to calculate the overaii % score for performance.
The half-year review rating can be used in combination with the Annual Performance Assessment to derive at a final Annual rating score.
The performance bonus percentages described in the performance agreement will be calculated on a sliding scale of the all
inclusive 83:3@.303 package as indicated in table below:
- %:Rating Ov vm;o_._ﬂu:nm
Hwo-pawx
150%and above
8. The Personal Development Plan {PDP) can be reviewed after the vmlo_.am:nm 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 perfarmance and development review (PDR) will be submitted to the performance audit committee for final approval of the
10. The performance assassment results of the Municipal Manager will also be submitted to the MEC responsible for Local Government in the relevant]
iProvince. :
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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, I undertake to ensure that a
work environment conducive for excellent employee
performance is established and maintained. As such, 1
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.

| herewith confirm that | understand the strategic importance of
my 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.

Signed and accepted by the Employee:

Signature:

11






