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PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Greater Tzaneen Municipality herein represented by Mabakane Frans Mangena in his capacity as Municipal Manager
(hereinafter referred to as the Employer or Supervisor)

and

Pierre van den Heever as the Employee of the Municipality (hereinafter referred to as the Employes).

WHEREBY IT IS AGREED AS FOLLOWS:

1.

INTRODUCTION

1.1

1.2

1.3

14

The Employer has entered into & contract of employment with the Employee in terms of section 57(1) {a) of the Locao

Government Municipal Systems Act 32 of 2000 (“the Systems Act"). The Employer and the Employee are hereinafter
referred to as “the Parties”.

Section 57(1) (b) of the Systems Act, read with the Contract of Employment concluded between the parties, requires
the parties to conclude an annual performance agreement.

The parties wish to ensure that they are clear about the goals to be achieved, and secure the commitment of the
Employee fo 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.

PURPOSE OF THIS AGREEMENT

The purpose of this Agreement is fo -

2.1

22

2.3
24

2.5

26

27

Comply with the provisions of Section 57(1)(b ) 4A),(48) 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 expectations of the employee's performance and accountabiliies 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 outputs.

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

In the event of oulstanding performanee, 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 delivary
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COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

35

This Agreement will commence on the 1 July 2009 and will remain in force until 30 June 2010; thereafter a new
Performance Agreement, Performance Plan and Personal Development Plan shall be concluded between the parties
for the next financial yaar or any portion thereof.

The parties will review the provisions of this Agreement during June each year. The parties will conclude a naw
Performance Agreement and Performance Plan 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 fime 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 govermnment or
Council decisions or otherwise) to the extent that the contents of this Agreement are no longer appropriate, the
contents shall immediately be revised.

PERFORMANCE OBJECTIVES

4.1

4.2

43

The Performance Plan (Annexure A) sets out-

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

412 the time frames within which those performance objectives and targefs 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 Implementafion Plan (SDBIP)
and the Budget of the Employer, and shall include key objectives; key performance indicators; targets 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 other in terms of the position.

The Employee's perfermance will, in addition, be measured in terms of confributions to the strategic objectives and
strategies set out in the Employers Integrated Development Plan as developed per the Balanced Scorecard
methodology.

PERFORMANCE MANAGEMENT SYSTEM

5.1

5.2

53

The Employee agrees to participate in the performance management system that the Employer adopts or infroduces
for the Employer, management and mumc:lpal staff of the Employer.

The Employee accepts that the purpose of the performance management system will be-fo provide a comprehensive
system with specific performance standards to assist the Employer, management and municipal staff to perform to the
required standards.

The Employer will consult the Employee abbut the specific performance standards that will be included in the
performance management system as applicable to the Employee. V.O
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54 The Employee undertakes to actively focus towards the promotion and implementafion of the KPA’é {including special
projects relevant io the employee's responsibilities) within the local govemment framework.

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

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

562  Each area of assessment will be weighted and will confribute a specific part to 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.

56 The Employee’s assessment will be based on her performance in terms of the outputs / outcomes {performance indicators)
identified as per attached Performance Plan {Annexure A), which are linked to the KPA's, and will constitute 80% of the

overall assessment result as per the weightings agreed to between the Employer and Employee: : q

Key Performance Areas (KPA’s) Weighting

Municipal Institutional Development and Transformation 10

Basic Service Delivery 60

Local Economic Development {LED) : 10

Municipal Financial Viability and Management _ 10

Good Governance and Public Participation : 10

Total 100%

57 in the case of managers directly accountable to the Municipal Manager, key performance areas related to the functional

area of the relevant manager must be subject to negotfiation between the Municipal Manager and the relevant
maniager.

5.8 The CCR's will make up the other 20% of the Employee's assessment score. CCR's that are deemed to be most
critical for the Employee’s specific job should be selected (V) from the list below as agreed to between the Employer
and Employee:

M




Strategic Capability and Leadership

Must be able to provide vision, set the direc | ar
the municipality 2nd inspire others in order io
deliver on the municipality's mandate

15

Programme and Project Mansagement

Must be able to plan, manage, monitor and
evaluate specific activities in order to ensure that
policies ars implemented and that Local
Government objectives are achieved

- 20

Financial Management

Must be able to know, understand and comply with
the Municipal Finance Management Act No 56 of
2003.

10

Change Management

Must be able to initiate and support municipal
transformation and change in order to successfully
implement new initiatives and deliver on service
delivery commitments’

Knowledge Management

Must be able fo promote the generation and
sharing of knowledge and leaming in order to
enhance the collective knowledge of the
municipality

Service Delivery Innovation

1 Must be able to explore and implement new ways

of delivering services that contribute to the
improvement of municipal processes in order fo
achigve municipal goals )

i5

Problem Solving and Analysis

Must be able o systematically identify, analyse and.
resolve existing and anticipated problems in order
to reach optimum solutions in & imely manner

People Management and
Empowerment

Must be able to manage and encourage people,
optimise their outputs and effectively manage
relationships in order to achieve the municipality's
goals :

Client Orientation and Customer
Focus

Must be willing and able fo deliver services
effectively in order to put the spirit of customer
service (Batho Pele) info practice

10

Communication

Must be able to exchange information and ideas in
a clear an concise manner appropriate for the
audience in order to explain, persuade, convince
and influence others to achieve the desired
outcomes

Accountability and Ethical Conduct

Must be able to display and build the highest
standard of ethical and moral conduct in order to
promote confidence and frust in the municipality

Section Total:

100%

6. 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

6.2  Despife 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 remaing in force,

5
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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 ptace within agreed time
frames in the Personal Development.

6.4 The Employee's performance will be measured in terms of contributions to the sfrategic objectives and strategies set out in
the Employer's IDP,

6.5  The bi-annual and annual performance appraisal will involve:

6.50.1 Assessment of the achievement of results 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 fo 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 calculator (refer to paragraph 6.5.3 below) must then be used to add
the scores and calculate a final KPA score. m

-

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

{©) This rafing 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 6.5.3) must then be used to add the
scores and calculate a final CCR score.

6.5.3 Overall rating

An overall rating is calculated by using the applicable assessmentrating 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 and.

CCR's: (
Terminology Description : Rafing
1/2]3]4]5
Outstanding Performance far exceeds the standard expected of an
performance employee at this level. The appraisal indicates that the |
Employeé has achieved above fully effective results
b against all performance crileria and indicators as

specified in the PA and Performance Plan and
maintained this in all areas of responsibility throughout
the year,




6.7

6.8

7.

Terminology Description Ratin

. 1]2]3]47]5

Performance Performance s significantly higher than the standard
significantly above expected in the job. The appraisal indicates that the
expeciations 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 effecive results against all
3 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 review/assessment
2 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.

Unacceptable Performance does not meet the standard expected for
performance the job. The reviewfassessment indicates that the
' Employee has achieved below fully effective results
against almost all of the performance criteria and
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  Chairpersen of the District Performance Audit Committee
6.7.3 Member of the Executive Committee;

6.74  Municipal Manager from another municipality; and

6.7.5  One Head of Division from within the depariment.

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 to her performance agreement shall be reviewed within the month following
the quariers as indicated with the understanding that reviews in the first and third quarter may be verbal if performance is

satisfactory.

7 First quarter : July - September 2009 (October 2009)
Second quarter : October — December 2009 (January 2010}
Third quarter : January — March 2010 (April 2010)
Fourth quarter ‘ : April - June 2010 (July 2010)
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
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10.

1.

il

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

7.5 The Empioyer 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

81  The Employer shall ~

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. . m
9.1.3 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 periormance objectives and targets established in ferms of this Agreement.

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

CONSULTATION

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

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 financiaf effect on the Employer. m

10.2 The Employer agrees to inform the Employee of the outcome of any decisions faken 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

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

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

11.2.1  Ascore of 130% to 148% is awarded a performance bonus ranging from 5% to 9%.

1122 Ascore 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, proportionately to the points scored, rounded up
fo the next 0.25 percentage. eg. 136% score = 6.678% = 6.75% bonus.

1. In the case of unacceptab]e performance the Employer shall -

vy 8



11.3.1  Provide systematic remedial or developmental support to assist the Employee to improve her performance

11.32  After appropriate performance counselling 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 carry cut her duties,

12. DISPUTE RESOLUTION

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

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

121.2  Any other person appointed by the MEC

1243  In the case of managers directly accountable to 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, 2008, within thirty (30} days of receipt of a formal dispute from the
employee

whose decision shall be final and binding on both parties.

12.2 In the event that the mediation process contemplated above fails, the dispute procedures as per the Confract of
Employment shall apply.




13. GENERAL

13.1 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.

13.2 Nothing in this Agresment diminishes the obligations, duties or accountabilities of the Employee in terms of hisf her
contract of employment, or the effects of existing or new regulations, circulars, policies, directives or ofher instruments.

13.3 The performance assessment results of the Municipal Manager must be submitted to the MEC responsible for local
governmenti in the relevant province as well as the national minister responsible for local government, within fourteen
{14) days after the conclusion of the assessment.

_—-""'-F"_. -

Thus done and signed at \Z’M"\_\ ...on this the 6 day of \\)Q'Q 200€3>

AS WITNESSES:

1. (/{/ P
EMPFOYEE

2.

~ AS WITNESSES:

1.
EMPLOYER

2.

10
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3. v Indicator’'s (50% of KPA Weightin
PA; Departmental KPI -+ R epth
REon i s 3
TOD [Develop a high % of HOD's with signed performance plang 100% Not applicable iNot applicable }iSigned Performance Plans
:performance cutture for a .
_gmzmma. diverse, efficient
_m_a effective local o Quarterly performante reports submifted on fime 50% j100% 100% 100% 100% Monthty, quarterly, half yearty and
Wmsmsama . annual reports. Proaf of submission
BSD maua,a aceess to 100% M.m_:mvage R-value sourced to implement eleclricity recovery plan 60%  {Notapplicable §R100m R100m {R100m Monthly reports
ustainable and affordable - this quarter .
SEices . * Eleckricity MVA Increase of urban ¢apacity 40% 10 ﬁ_se_wz(_ reports
_ infrastructure mw :
FIN Increase finarcial viability ¥ 100%  IiFinancial 1% of deparimental budget spent 50% 100% Monthly financial budget reports
: Management and ’ :
Budgeting : A ]
Financial reporiing §% of departmental Querles arising from previous audit 50% MWE applicable JiNot applicable JNot apphcable £100% anooam of Audit queries
- . repart attended 1o by the end of the financial year this quarter ___{ilhls quarter __ iithis quarter :
GPP Hm_mmm%m antd Efficient 100% §Customercare  [Number of deparimental visits to Thusong cenires lo 25% i 3 i 4 Dafailed Handeut on Deparimental
administration create awareness on services rendered ! Services and Functions. Proof of
’ Visits fo Thusong Centres
uncil St s_1% of Gouncil resolutions implemented b 2% #100% 100% 100% 100% HDeparimental Reselution register
E&mw l.Jm # of Cluster commiftee meefings aftended T 5% W 4 3 8 _ Cluster and olher commitee minufes
Management & aftendance registers
Meeting _*& of departmental meefings 25% % 1 1 2 wmgﬁ:am and Attendance registers of
Management Deparimental meetings
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-%Strataglc, Institutional """ i Profect - iTarget -:- }Operational iCapltal ~ - S0tr nuﬁa. Evidance
. EObjective: v.%n. . "Hwelght!*lDate- - ¥Budget .. iBudget wm_s .eu i
<L e 8 P TN :w_‘“_«_m_m 10 2009 10 " i N : L IR L i : SRS |
,_m.as% d,am_ 3% aMgEHe 3 EEEs s m_;.nu_n Thrusl Team %58% W msﬁaa Thrust :5_ nvaﬂmﬁ [ mim_a Theed Team tParbipate ' Stalegia Thusi Taam Minutes and Atlendance
Team meelngs es par the epproved TOR and meetings 2s per the epproved TOR and maefings as per the approved TOR and meelings as psr lha approved TOR and Registers
submil minules lo MM (PMS affice} for submil minutes (o MM [PMS offica) for submilminutes k> MM [PMS ofica) for submit minutes to MM (PMS office) for
#moniloring. ‘moniioring. monikting, tmonitoring.
ntegraled Spatial ..mwm lan u:n_u_._qno,_ﬂswﬂqsuﬁao_ 3Pian and budget for the provisTon of Pian end budget for the provision of Plan Buw_amw:o..so provision of Servica plans
Devekoprsnt Seteciich ons o nawy fectich
- Filles vs mubmitied by PED, "
FIN Sincreasa financial § 100% Fnanoial nage and co-orimale lhe draftag o he Approved Deparimental
Viahity partments budpel ks ensura that ha Departmants budget Is ensura lial he Deparimenle budget o ensure that he pariment’s budget ko ensure that he budget31 May 2010
: dgal ks dralled within legislalve budget Is drafted wilhin leglslative dgells drafted within feglslabva dget is crefied wilhln legislaliva
emework. Condoct bilateral discussions £ Famawork. Ganduct biHaleral di k. Canduct bHaleral discussk Tamework. Conduct bHateral discussions.
th CFO to finalise budeel Atland to lhe
Menaga and Coniol Dep B dgei EMonihly Snancial fridget
o avold overspending by eceerdance with (it svold reports
i po: B nlify possible F .e__n_.ﬁa and Identify possibla sources of funding !u |venlfy possibla sources ol funding and L ametpondance
anﬂnmmEE nagafiala with stakeholders for Zeuccessfuly negofiate wilh stakaholders for Zsuccesshully nagotiale with y nagoliala with stakeholders for £F.findng stralegles
lacquirng necessery funds for e scquiing necessery funds for he aoquiring necossery funds for the eoquiring nacessary funds for the
m_av_nam_._s_s: ol fha Eleckicy recovery  Himplementatian of the Elaclricily racovary Implementation of the Elocticity recovery | implamentztion of ha EleckTcly recovery
. plan, Infrastcturs revival Business plan, mu_z_ Inkastruchye revivel Business plen,  2plan, Infashucture revival Business plan, * Hplan, Infestructira reviva Businass plan,
!Sralegic Lighling business plan end the gns Lighling business plan and the Strategic Lighting buslhess plen and the Skalegic tighting business plan and e
Capacily Increass business plan Capachy Increase business plan Capacity Increase business plan Capacily increase busingss plen
Munkipal Assats FAsselmanagatiant Manzge Der #5515 by monlioring fMannga Dy assels by Managa Daparimanlal essels by Manage Departmentsf assets by Dapariments] Asset
:syslem and ‘movement of assals and varily tat new ss_mao:ﬂ&&»m_h and verify thatnew aqﬁam_.__aq assels and verify that new mavemenl ol assels and verify that new werifization repoit
i quip s captured on dapart i} phered on depart is caplured on & k is capfured on depariniental
mssalzagister asset ragisler mus_zmﬁm_. aseet regisler, Co-ordinals deparimantal
- annual assels verification progess.
| 8PP [Davelop eflectve 10% " Hfinler-govemmental JiGRmanagement Manikor progress wilh premier IGR Monilor prograss with premier IGR Monilor progress with prendet IGR Maniior pogresswilh premier IGR CQuarterly repor with
and sustalnable elations srasolufions (Forwarded by the MM) resoltbons pmaiﬂ%ﬂ_?..sn MM) raschutions (Forwarded by the MW) resofifions [Forwarded by the MM) regard o Implementation
‘slakshalder Simplementation plans and submit quarterty d submit querlary T 4 submit quartedy &l plans and submil quarferly  J'of IGR resof
relations prograss reports L Corporale Services for - Eprogress _nvo._»?nn.vﬂm_u Sonvicesfor  Eprograss reparis to Corpovals Services for - prograss reporls o Corporale Services for  £Minules of diskicl IGR
consolidaton. Alland districl ISR techrlcal Foonsoidalion. Attend disirict IGR lachnical Econsalidaion. Attend district KSR technical Joansolidation. Alend dishrict IGR _mg_.__gﬁ maebngs
working group meelings working group meelings working group meelings working group meefings
Inler-governmential ..mu%n_,mzau 50%  EI0NGD canlify possible o tekeholders {Esiabich hips for servica delivery lablish ips for sefvice delvery  ;iEsiablish ips for service defivery  #Stakeholder Rt
relefions & W_za::.._n and !Emamahmo: wilh nning end implemanlation with lanning and implementabon with ¥ e
Effective and B0%  ICustomercars iSanvica AWNENessE  15%  LAODRAD Misil Thusong eenbras lo creale 5 Visit Thusang tocrenle Vil Thusong centes lo cragte awareness d_ﬁa_.ﬁ cenfres to create Ewarensse
Efficlent of services randerad wilhin the ceparlmenl Lol services rendersd wikin lhe deperimsnt Lol services rendsred within the depariment {iof servess Jendered within the depariment. ZDepartmental Serviess
admintslyation ‘on & quarlerly basls an a quarterly basls. Develop o daladsg on a quarterly basis on & quarterly basis 'and Functions. Proof of
handouton l deparimental servicas by 30 Vichs o Thusong Centres
Hovamher 00 Auareness Bronremme. ..
Legal supporl 19%  230M6HD {Ensure fhat the departmentrevisw or ¥Ensure thal the depertmentraview or %Ensure lhat lhe departmentreview or ure that he depariment review or Approved policies
wﬁ_sa_uu relevanl policles. Manitor lhe: %ﬁﬁva_m_aa _SSWM Manitor the develop relevant policles. Monilos he velop ralavant pobiciss. Monllor the
m__,“_n_m_._.a_._aeo_._ of relavant policles andby- policias and by- of relevant polllas and plementation of relevant palicies and by
. i a_%
Infsrmalion HUpdals Websia 10%  T200810 meo_.__wf end submit quarterly inpuls, Comple and submft quariery inputs, \pila ang submit quarterly nputs, plla and subrmit quarterty inpuls, Cruarterly Deparimental
M. informat w%ﬂ_n #riicies from the depariment i reporls, arlicles from e deparment b raports, articles from the department i porls, arficles fom the department o Reporisfnputs for
* no_._ugawﬁ____nn« {0 update the Municipal WQ:BSE services fo updals the Munlclpal §Cerporale services bo update the Municipal ECorporale services fn vpdala e Municipa! {Websile
- SABEIROND QIR DB o i 783 ;.
ECouned Stuctunes ECouncil end ousty { Subr timeoushy ions fimeously ECounci! agendas and
commitiea ﬁo_. Councll end commiiss meslings. Alend?! for Councd and commities mealings. Atiend Sfor 9i and commilize mectings. Atie Councl and commillee meetings. Atland:minulss
managament woas_g and commilize meetings. Mondtor Councll end commillee meslngs, Monilor - £Councl and commities meetings. Moritor  {Resolulion togister
{ L T v

Deparimental
meelings

sand reporl progress on _aw_wsmzs_g af
counclraslubons

and reporl progress p of
‘couned rasohilions

i

WQE_% and comintee meetings. Monflor

jroounci resolutions

I

counci rasoluions

o% Laanann

Labatr relalions
managemant

:Aanga end conduel departmental
Zmeetings twlca a year. Morilor divislonal

m.e._s:? and soncuel deperimental
un._nu bwica a year. Monilor divisional
w:sa___._nw.

Artanga and conduct departmental
eetings tuice & year, Monitor divisional
lings,

:Arangs and conducl daparimenlal
:mealings bwice a yesr. Moniter divisional
ngs,

inuies and Avendence
. Jigters of Deparimental

300610

(Audit plan)

Depestment through HR management &
‘elafionshlp management. Manage staff
empowerment end beining infielivas

qu and improve labour relaons in the ngmma and improve lebour relabons In the

Depertment frough HR mansgement &
“w_n"mmn:&u managemenl Manage slalf
mu.._iusm.am.._m_.a training inilialves

Manage and mprava labou: refafions In the
um_un.ﬁuz_wﬁnn: HR managament &

Manage and improve labour relabons n the
Donﬁiiﬁaéz HRmanegement &

Manage slaff
aa_uasmzﬂma_ &nd breining inltabves

Menage slaff
aavgwaﬂsn training inilabves

Fecsrds of labaur
amin=Jement and

|Ensure The Identification and evalualon of
wdit risks within the depariment Co-
operale In the implementaton of he Audit
Ptan. Respand lo audil queries within 14
Sdavmalomasint, -

audil risks within tha depariment. Co-

-operala in tha Implamentation of the Audit
mxm:. Raspand ta audlt queries within 14
mmaﬁ.n_aﬂm.n_.

W.Fu_.qu the identication and sveluaton of

stre lha kabiification and evaiuaion of
il risks wilhin the deparimant. Co-
aratein the Implementalion of the Audil
Flan. Respond lo audil queries wilhin 14

| Encurs tha identfenbon and eveizion of
audit risks within the department, Co-
‘aperala in the implementation of the Audit
Plan. Reapond to audit querles wilkin 14
idavs.ol mosint,

“mmwf%g
Rewords of raspanse to
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m:ma@_o Capability and _.mmn_ma:_v a.m.wm.mw%_mﬁwwo<_am vision, set the direction for the municipality and inspire others in order fo deliver on the ,
municipality's mandate 15
Programme and Project Management Must be able to plan, manage, monitor and evaluate specific activities in order to ensure that policies are
imptemented and that Local Government objectives are achieved 20
Financial Management _<_=a be able to know, understand and ¢omply with the Municipal Finance Management Act No 56 of 2003. 10
Change Management Must be able fo initiate and support municipal transformation and change in order to successfully implement new
: ‘ _ms_ﬁ_m,zmm and deliver on service delivery commitments 5
Knowledge Management Must be able to promote the generation and sharing of knowledge and learning in order to enhance the collective
knowledge of the municipality i o)
Service Delivery Innovation Must be able to explore and implement new ways of defivering services that contribute to the improvement of
] __sas_o_um_ processes In order to achieve municipal goals 15
Problem Soiving and Analysis Must be able o systematically idenfify, analyse and resolve existing and anticipated problems in order to reach __
. optimum solufions in a timely manner 2]
People Management and Empowerment Must be able to manage and encourage people, opimise their outputs and effectively manage relationships in __
B order to achieve the municipality's goals | 5 i
Client Orientation. and Customer Focus Must be willing and able to deliver services effectively in order to put the %_a of customer service (Batho Pele) __ m
, into practice 10
Communication _*_s:ﬂ be able to exchange information and ideas in a clear an concise manner approptiate for the audience in =
. . order fo explain, persuads, convince and influence others to achieve the desired outcomes 5
Accountability and Ethical Conduct Must be able to display and build the highest standard of ethical and So_.m_ conduct in order to us:,_oa confidence
and frust in the municipality S
Section Total: 1 100%
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ey Fertormance Areas .

?can_.um_ institutional Development and Transformation 10
__mmm_.n Service Delivery 60
[Local Economic Development (LED) 10

unicipal Financial Viability and Management 10
ﬁmoa Govemnance and Public wmao_.ummo: 10
?oaumnmanmmm 20
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