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MADE AND ENTERED INTO BY AND BETWEEN:

THE MUNICIPALITY OF JOE MOROLONG AS
REPRESENTED BY THE MUNICIPAL MANAGER:
MR TSHEPO MACDONALD BLOOM
AND
THE EMPLOYEE OF THE MUNICIPALITY
DIRECTOR: CORPORATE SERVICES DEPARTMENT
MR TATOLO JOB GOPETSE
FOR THE

FINANCIAL YEAR: 1 JULY 2015 ~ 30 JUNE 2016 )



PERFORMANCE AGREEMENT

ENTERED INTO BY AND BETWEEN:

The Municipality of Joe Morolong Local Municipality hereln represented by Mr. TM Bloom in his
capacity as the Munlcipal Manager (hereinafter referred to as the Emplover or Supervisor)

And

Mr T.J Gopetse as the Employee of the Municipality of Jos Morelong Local Municipalily
(hereinafter refarred (o as the Employse),

WHEREBY IT IS8 AGREED AS FOLLOWS;

1.

INTRODUCTION

1.9 The Employer has entersd into g contract of employment with the Employes 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 hereinafter referred fo as

“the Parties”,

1.2 Section 57{1)}b} of the Syslems Act, read with the Contract of Employment
soncluded between the gpartiss, requires the partios fo concude an annual
performance Agresment,

1.3 The parties wish to ensure that they are clear about the goals 1o be achieved, and
sgcure the commitmant of the Employes to 2 set of oulcomes that will secure local
government policy goals.

1.4 The parties wish 1 ensure that there is compliance with Seclions 57(44), ST{45) and
57{5) of tha Systems Act.

PURPOEE OF THIZ ABREEMENT
The purpose of this Agreement fs o -

2.1 Comply with tha provisions of Section 57(1)(b).(4A}{4B} and (8) of the Bystems Act as
weill as the Confract of Employment enlered into between the parties:

2.2 Bpecify objectives and targets established for the Employee and to communicate to the
Employee the Employers sxpectations of the Empioyee's performance
expectations and accourdabllities:

2.3 Speciy sccountabllifes as sal out in the Parformance Plan (Annexure A,

2.4 Monitor and measure performance against set targeted outputs:

2.5 Use the Performance Agreement and Performance Man as the basis for assessing the

suitability of the Employee for permanant employment and/or to asssss whether the
Employes has met the performance expectations applicable to his™ job;

2.6 Appropriately reward the Employee in accordance with the Emplover's performance

management policy in the evant of oulstanding performance: and

2.7 Give effect fo the Employer's commitment fo a performance-crientated r@!at_i@%‘i’éhm with
the Employee in atteining equitable and improved service delivery. '
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3 COMMENCEMENT AND DURATION

3.1 This Agreement will commence on the 1% July 2015 and will remain in force until 30
Jung 2016, where afler a new Performance Agreement, Performance Plan and
Personal Davelopment Plan shall be concluded between the parties for the next
financial year or any portion theraof.

3.2 The parties will review the provisions of this Agresment during June each vaar, The
partles Wil conclude a new Performance Agreement and Performance Plan that
replaces this Agreement at least once a year by not later than tha baginning of 2ach
successive financial year,

3.3 This Agresment will terminate on the termingtion of the Employee's contract of
amployment for any reason.

3.4 The content of this Agreement may be revised at any time during the above-mentionad
periad to determine the applicabllify of the matters agread upon.

3.5 1 st any time during the validity of this Agresment the work environment alters (whether
as a result of govemment or council decisions or otherwise) fo the extent that the
contents of this Agreement are ne Jonger appropriate, the contents shall immediately
ba raviser,

PERFORMANCE OBJECTIVES
4.1 The Performance Pian (Annexura A} sets oub

41,1 The performance objectives and tergats that must be met by the Employse:
ard

4.1.2  The lime framss within which those performance obiectives and targsts must
be mat,

4.2 The performance objectives and targets reflacled In Annexurs A are set by the Employer
in consultation with the Employes and based on the Integrated Development Plan
and the Budget of the Employer, and shall inciuds key objectives; key performancs
indioators, target dates and weightings.

4.3 The key objectives describe the maln tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided 10 show that
kay objective has bean achleved, The target dates describe the timeframe in which
the work must be achieved. The welghtings show the relative importance of the key
objectives 10 each other,

4.4 The Employes's performance will, In addition, be measured In terms of contributions 1o
the goals and strategies eet out in the Employer’s Integrated Developmant Plan.

PERFORMANCE MANAGEMENT SYSTEM
5.1 The Employee agrees to participals in the performance management system that the

Employer adopts or introduces for the Emiployer, management and rrunicipal staff
of the Employer,

5.2 The Employes acoepts that the purpose of the performance management system will be

{0 provide a comprehensive syaiem with specific performancs standards o a8sist the
Employsr, management and municipal staff (o perform to the standards required.
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5.4 The Employer will consult the Employee about the speclfic performances standards that
will be Included in the performance management systemn as applicabie to the
Emplayves.

6 THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT
AND DEVELOPMENT SYSTEN THAT THE EMPLOYER ADOPTS

8.1 The Employes underlakes to actively focus towards the promotion and implamentation
of the KPAs (including special projects relevant fo the employea's responsibiliies)
within the local government framework,

6.2 The criterla upon which the performance of the Employee shall be assessed shall
ponsist of fwo components, both of which shall be confgined in the Performance
Agresment.

8.21  The Employee must be assessed against both compenents, with a weighting
of 80:20 sliocaled to the Key Performance Areas (KPAg) and the Cors
Managerial Compstencies (OMOTs) respectivaly.

6.22 Each arga of assessment will be waighted and will contribute a specific part
o the total score,

8.2.3 KPAs covering the main areas of work will account for 80% and CMCs wil
account for 20% of the final asssssment,

6.3 The Empioyse’s assessment will be based on his performance in terms of the
outputs/ outcomes (performance indicators) identifiad ss per attached Performancs
Flan {Annexura A), which are linked 1o the KPA's, and will constinite 80% of the
oversil assessmant result as per the weightings agreed to bstween the Employer
and Employes

Hey Parformance freas [KPA's) Welkghiing
Baslc Bervice Delivery 0
Munisipal Institutional Development and Transformation 80
Local Econormide Developrment (LED) 0
Municipal Financial Viability and Management 05
Gaod Governance and Fublic Participation _ 18
Totad - o . ' 1

B.4  The CMCs will make up the othar 20% of the Employee’s assessment score. CMOCs
that ars deamed o be most critfcal for the Employves's specific job should be selectad
{) froms the fist below a3 agreed fo betwsen the Employer and Employe,

i
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- CORE MANAGERIAL COMPETENCIES (MC) | | weieHT

T T— : S S

Erategio Capability and leadership 10

Programme and Project Managsmaent

Financial Management

Change Management

Rrowledge Management

Service Delivery Innovation

Problsm Solving and Analytical Thinking

Psople and Diversity Managemant

Client Orlentalion and Cuslomer Foous

Communication

Accouniability and Ethical Conduct

Policy sonveptualisation and implementation

Madistion skils

Advanced negotiation skills

Advancad influencing skills

Partnership and Staksholder Relations

Supply Chain Management

-mmmmmmmmmmmgmmgm

120%

7. EVALUATING PEREORMANCE

7.1

af
el

7.3

7.4

7.8

Ths Parformance Plan (Annexure A) fo this Agreement sels out -

7.1.1 The standards and procedures for evalualing the Employee’s performance: and
7.1.2 The intervals for the evaluation of the Employea's performance.

Despite the establishment of agresd Intervals for evaluation, the Employer may in
addition review the Employse’s performance at any slage while the contract of
sployment remaing in force.

Parsonal growth and development nesds identified during any pericrmance review
discussiaon must be documented in a Personal Developmaent Plan as weall as the actions
agrasd o and Implemeritation must take plate within sst fime frames,

The Employee's parformance will be measured in tarms of condribitions to the goals
antl strategles set out In the Emplover's IDP,

The annusl performance apprajsal will involve:

7.5.1 Assesament of the schieverment of resulte as cutlined in the performance
plan:

{a) Each KPA should be assessed according to the extent to which the
specified standards or performance indicators have been mat and with
due ragard to ad hoo lasks that had fo be performed under the KA

) Anindicative rating on the five-point scale should be provided for gagl.—

KPA,



{c} The applicable assessment rating calculator {refer to paragraph 8.5.3
below) must then be used to add the scores and caloulate a final
KPA score,

7.5.2 Assessmant of the CHCs

{a) Each CMU should be assessed according o the exent to which the
gpecified signdards have been met,

{b} An Indicative rating on the five-point scale should be provided for each
CMC.

{c) The applicable assessment rating caleutator (refer to paragraph 6.5.1)

miust then be used to add the scores and caleulate g finsl CMC

SO0,
7.5.3 Overall rating

An overall rating is caloulated by using the applicable assessmentrating
caleulator,  Such overall rating represents the outcome of the performance
gppraisal,

7.6 The assessment of the performance of the Employee will be based on the following
rating soale for KPA's and OMCs:

Lawal ‘%rméﬁamgy ' Desoription Hallng
11213 4
Outstanding Perfformance fer excesds the standard
performance expactad of an employes at this level. The

appraisal Indicates that the Employves has
achleved above fully sffective resulls against
aff performance coriteria and indicators as
specifind in the PA and Performarnce plan and
mairtained this In all areas of responsibility
throughout the year,

3

Farformance Parforrnance 5 significantly higher than the
significantly slandard expected in the job. Tha appraisal
above indicates that the Employes has schieved
& axpectations above fully effective results aganst mors than

hatf of the performanos oriterla and indicators
and fully ashieved ait others throughout the
Y,

Fully affective Parformance fully mesis the standards
axpected in all areas of the jobr. The appraisal
indioates  that the Employes hag fully
3 achieved offsctive  resulls  against  all
sfgnificant parformance criterla and Indicators
as specified In the PA and Performance Plan,







tLevsl | Terminology | . Deseriptien . Rating

NEREIEIE S

Not fully effaciive | Performance is below the standard requirgd
for the job in key areass. Performance maets
some of the standerds expecied for the joh.
2 The review/assessment indicstes thal the |
sinployes has aschisved below fully effective
results against more than half the key
performance  orferla  and  indicstors  as
spacified in the PA and Performance Plan,

Unacteptable Performancs doss not meet the standard
parformance sxpacted for the job. The review/assessment
ndicates that the employée has schieved
below fuly affactive results against almost all
1 of the performance criteria and indicators as
specified in the PA and Performance Plan,
The employes has falled o demonstrate the
commitmarnt or ability to bring performange up
to the level expected in the job despile
managemant afforts o encourage
inprovemsnt,

7.7 For purpeses of avaluating the performance of the Employes, an svaluation pang
sonstituted by the Tollowing persons will be eslablishad -

7.7.1 Municipal Managsr

7.7.2 Chalrperson of the Augit Commiites;

7.7.3 A membaer of EXCG;

7.7.4 Manager responsibls for PMS (secratariat)

SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of ezch Employes in relation to hisfer performance agreement shall
he reviewsd on the fflowing dales with the understanding that reviews i the first and
third guarter may be verbal If performance is satisfaciory:

Fiest quarter : July - September
Sscond guarter : Oetober ~ Decamber
Third guarter : January ~ March
Fourth quattey : Aprit - Juns

#.2 The Employer shall kesp a record of the midwear review and annusl assessmend
meetings.

8.3 Performance Teedback shall be based on the Employer's assesament of the Employes’s
performance.

8.4 The Employer will be entiled to review and make reasonable changes {o the provisions
of Annaxure “A" from thme to time for operational reasons.  The Employves will be fully
consuited before any such change s roade.

8.5 The Employer may amend the provigions of Annexure A whenever the performance
management systam is adopted, implemented and/or amended as the case may be. in
that case the Emplayee will be fully sonsulied before any such change Is rmads,

g%
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2. DEVELOPMENTAL REQUIREMENTS

0.

T1.

12

The Pergonal Development Plan (FDP) for addressing developmentsl gaps is atlached as
Annexurs B,

OBLIGATIONS OF THE EMPLOYER

ot

The Emplovar shall —

1011 Create an enabling snvironmernt 1o faciiitate sffective performance by the
amployss,;

10.1.2  Provide access 1o skilis development aind sapacity ullding opporiunities;

10.1.3  Work collaboratively with the Employes fo solve problems and generate
sofutiong 1o common problems that may impact on the performance of the
Emploves;

10.1.4  on the request of the Emploves delegate such powers reasonably requirad
by the Employes to enable him o mest the performance pbisctives and
fargets satablished in terms of this Agreemant; and

1015 Make avallable to the Emploves such resources as the Emplovee may
reascanably require from time {0 Ume 1o agsist him o meet the performance
oblactives and targets established in terms of this Agreement,

CONSULTATION

111

The Employer agrees o consult the Emplovee timaously whare the sxercising of
the powers witl hbave amongst others —

11101 Adirect stfect on the parformance of any of the Emplovee's funciions:

11,12 Commit the Employes o implement or to give sffect to a dedision made by
the Employer; and

11.1.3 A substantial financial sffect on the Employer.
The Employer agrees {o Inform the Empleyes of the cutcome of any decisions taken

pursuant o the exercise of powers conternpiated in 11,1 a8 soon as Is praciiceble to
enable the Emploves to take any necessary aclion without dslay.

MANAGEMENT OF EVALUATION QUTCOMES

12.1

12.2

123

12.4

The svaluation of the Employee's performance will form the Dasis for rewarding
sulstanding performance or correcting unacceptable performances,

A performance bonus of 5% to 14% of the inclusive annual remuneration packags
may be paid fo the Eraployes I recognlilon of outstanding performance.

The Employes will be eligible for progression o the next higher remunerstion
package, within the relevant remuneration band, afler completion of a1 leas! twelve
manths (12) service at the current remuneration package on 30 June (end of financlal
year) subject 1o a fully effective assessmant.

in the case of unacceptaple perfonmance, the Employer shall -

wwwwww
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1241 Provide systematic remedial or devefopmental support to assist the
Employes to improve his performance; and

12.4.2 After appropriste performance counselling and  having providad  the
necessary guidance and/ or support as wel as ressonable tme for
improvement In performance, the Employer may consider steps io terminate
the contract of employment ¢f the Employee on grounds of unfitness or
neapacity o carry out his duties. '

18, DISPUTE RESOLUTION

131 Any disputes about the nature of the Employee’s performance agreement, whather it
relates {o key responsibilities, priordties, methods of assesement and/ or any other
matler providad for, shali be mediated by -

13.1.1 The MEC for Cooperative Governancs, Human Setlement and Traditional
Affairs In the province within thirty (30} days of receipt of a formal dispute
from the Emplovae; or

1342 Any other person appointed by the MEC.

13.2  In the event that the mediation process contemplatad above fails, dlause 19.3 of the
Contract of Employment shall apply.

14 GENERAL

4.1 The contents of this agreement and the sutcome of any review conducted in ferms of
Annexure A may be made avaliable to the public by the Enmpiover,

14.2  Nothing in this agresment diminishes ths obligations, dutiss or accountabifitias of the
Employee in terms of his contract of employment, or the effects of axlsting or naw
reguiations, circulars, policies, dirsctives or other Instruments.

M {M & ifz/f g g . [ wig i “
Thus done and signed at L f‘f«é‘:m,im;.aé:@ﬂmﬁécﬁrz infs the 2. day of ..,éﬁff,'::g,..,w 2045

AS WITNESSES:

AS WITNESSES:
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ANNEXURE B

PERSONAL DEVELOPMENT PLAN

Entered into by and between

and

(DIRECTOR CORPORATE
[“The Employee”]




1. Personal Development Plan
111 A Municipality should be commitfed io

{a} The continuous training and development of its employess to achieve its vision,
mission and strategic objectives and empowsr smployees; and

{b} Managing training and development within the ambit of relevant national policies
and legislation.

1.1.2 A Municipality should follow an integrated approach to Muman Resource
Management, that is:

(a) Human resource development forms an integral part of human resource planning
and management,

{b} In order for training and development strategy and plans to be successful it
should be based on sound Human Resource (HR) practices, such as the {strategic)
HR Plan, job descriptions, the result of regular performance appraisals and carser
pathing.

{c} To ensure the necessary linkage with performance management, the Performance
Management and Development System provides for the Personal Development Plans
of emplayees to be included in thelr annual performance agreements. Such approach
will alzo ensure the alignment of individual performance objectives to the
municipality’s strategic objectives, and that training and development needs can be
identified through performance management and appralsal,

(d) Caresr-pathing ensures that employees are placed and developed in jobs
acoording to aptitude and identified potential. Through training and development they
can acquire the necessary competencies to prepare them for future positions., A
comprehensive competency framework and profile for Municipal Managers are
attached and these should be linked to relevant registered unit standards fo
specifically assist them in compiling Personal Development Plans in consultation
with thelr managers.

(e} Personal Development Plans are compiled for individuat employess and the data
collated from all employees in the municipality forms the basis for the prescribed
Workplace Skills Plan, which municipalities are required to compile as a basls for all
training and educstion activities In the municipality in a specific financlal year and
report on progress made to the Local Government Sector Education and Training
Authority.

113 The aim of the compllation of Personal Development Plans is to identify,
prioritise and implement training neads. .



1.1.4 Compiling the Personal Development Plan

(8} Competency assessment instruments, which are dealt with more specifically In
Annexure B: 1 and 2, should be established to asslst with the objective assessment
of employees’ actual competencies against their job spesific compeiency profiles and
managerial competencles at a given period in time with the purpose of identifyving
training needs or skills gaps. '

{b}) The competency framework and profiles and relevant competency assessment
results will enable a manager, in consultation with his / her employee, to compile a
Personal Development Plan. The identified training needs should he entered into
column 1 of Annexure B, entitled Skills / Performance Gap. The following should ba
carefully determined during such a process:

(i} Organizational needs, which include the following:

« Strategic development priorities and competency requirements, in line with the
municipality’s strategic objectives.

= The competency requirements of individual Jobs. The relevant job requirements
{job compelency profile) as identified In the job description should be compared to
the current competency profile of the emplovee to determine the individuals
ctmpetency gaps.

o Specific compeiency gaps as Identified during the probation period and
performance appralssl of the employee.

{} individual training needs that are job [ career related.

{c} Next, the prioritization of the training needs should be listed since it may not be
possible fo addrese all dentified training needs in a specific financial vear, It is
however of oritical 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 Workplase Bkills Plan.

{d} Consideration must then be given to the expected oulcomes, to be listed in
column 2 of Annexure B, so that once the Intervention Is completed the impact it had
can be measured against relevant output indicators,

{&} An appropriate intervention should be identified to address training needs [ skills
gaps and the outcome to be schieved but with due regard to cost effectiveness.
Thess should be listed In column 3 of Annexure B, entitied: Suggested training and /
or development activity in line with the National Qualifications Framework, which
could enable the trainee to obtain recognition towards a qualification for training
undertaken. It is important to determine through the Training / Human Resource
Bevelopment / Skills Development Unit within the municipality whether unit stapdards
have been developed and registered with the South African Guatifications-Authority
that are in line with the skills gap and expectsd ocutcomes identified, Upit standards
usuvally have measurable assessment criteria to determine achieved competency.



(f} Guidelines regarding the number of ftraining days per employee and the
nominations of employses: An employee should on average receive at least five days
of training per flnancial yesr and not unnecessarily be withdrawn from training
interventions,

{g) Column 4 of Annexure B: The suggested mode of delivery refers to the chosen
methodology that is deemed most relevant to ensure transfer of skills, The training /
development activity should impact on delivery back in the workplace. Mode of
delivery consists of, amongst others, self-study [The official takes it upon him / her to
read e.g. legisialion]; internal or external training provision; coaching and / or
mentoring and exchange programimes, etc.

{h} The suggested fime frames (column § of Annexure B) enable managsrs fo
effectively plan for the annum e.g. so that not all their employees are away from work
within the same peried and also ensuring that the PDP is implemented systematically,

{i} Work opportunity created to practice skill / development areas, in column 6 of
Annexure B, further ensures internalization of information gained as well as return on
investment {nhot just a nice to have skill but a necessary to have skill that is used in
the workplace).

() The final column, column 7 of Annexure B, provides the emploves with a support
parson that could act as coach or mentor with regard to the area of learning.
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