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PERFORMANCE AGREEMENT

ENTERED INTO AND BETWEEN:

The Municipality of uMhlabuyalingana herein represent by Mr SE Bukhosini
(full name) in his capacity as Municipal Manager (hereinafter referred to as the Employer
or Reporting Officer) and Ms Nokuphina Vumani Fairhope Msane (full name) Employee
of the Municipality of uMhlabuyalingana (hereinafter referred to as the Employee).

WHEREBY IT Is AGREED As FOLLOWS:

1 INTRODUCTION

1.1 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 Acts 32 of
2000 (“the System Act”). The Employer and the Employee are hereinafter referred to

as “the Parties”.

1.2 Section 57(1) (b) of the Systems Act, read with the Contract of Employment

concluded between the parties to conclude an annual performance Agreement.

1.3 The parties wish to ensure that they are clear about the goals to be achieved, and
secure the commitment of the Employee to a set of outcomes that will secure local

government policy goals.

1.4 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 -

2.4 Comply with the provisions of Section 57(1)(b),4(A),(4B) and (5)of the Systems
Acts as well as the Contract of Employment entered into between the parties;
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3.4

Specify objectives and targets established for the Employee and to communicate to the
Employee the Employer's expectations of the Employee’s performance expectations and

accountabilities;
Specify accountabilities as set out in the Performance Plan (Annexure A);
Monitor and measure performance against set targeted outputs;

Use the Performance Agreement and Performance Plan as the basis for assessing the
suitability of the Employee for permanent employment and /or to assess whether the

Employee has met the performance expectations applicable to his/her job;

Appropriately reward the Employee in accordance with the Employer’s
performance management policy in the event of outstanding performance; and

Give effect to the Employer’s commitment to a performance-orientated relationship with the

Employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

This Agreement will commence on the 01 st of July 2014 (date) and shall remain
in force until 30 June 2014 (date) whereafter 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 that replaces this

Agreement at least once a year by not later than the beginning of each 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 abovementioned period

to determine the applicability of the matters agreed upon.
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3.5

4.1
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5.2

5.3

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.

PERFORMANCE OBJECTIVES

The Performance Plan (Annexure A) sets out-
411 The performance objectives and targets that must be met the Employee; and

412 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 and the
Budget of the Employer, and shall include key objectives; key performance indicators; target

dates and weighting

The key objectives describe the main tasks that need to be done. The key performance
indicators provide the details of the evidence that must be provided to show that a key
objective has been achieved. The target dates describe the timeframe in which the work must

be achieved. The weightings show the relative importance of the key objectives to each other.

The Employee’s performance will, in addition, be measured in Terms of contributions to the

goals and strategies set out in the Employer’s Integrated Development Plan.

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 to the standards required.

The Employer will consult the Employee about the specific performance standard that will be

included in the Performance Management System as applicable to the Employee.



6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT AND

DEVELOPMENT SYSTEM THAT THE EMPLOYER ADOPTS

6.1

6.2

6.3

6.4

6.4.1

6.4.2
6.4.3

6.5

KEY PERFORMANCE AREAS (KPA’S)

In terms of Local Government: Regulations on appointmentand conditions of employment

Senior Managers, Reg. 21 of 17 January 2014, the “Core competencies” are

that cut across all levels of work in a municipality and enhance contextualised leadership that
guarantees service delivery impact, and "Leading competencies”. means competencies that are
required to develop clear institutional strategy, Initiate, drive and implement programs to achieve
long-term sustainable and measurable service delivery performance results.

There is no hierarchicalconnotation to the structure and all competencies are essential to the
role of a senior manager to influence high performance.

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

government framework.

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.

The Employee must be assessed against both components, with a weighting of 80:20 allocated
to the Key Performance Areas (KPA’s) and the Competencies (Leading and Core Competencies)
respectively.

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

KPA’s covering the main areas of work will account for 80% and Competencies will account
20% of the final assessment.

The Employee’s assessment will be based on his/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

~ WEIGHTING

Mumc1pa| Transformatlon and |nst|tut|onal development

Basic Service Delivery 0%
|ocal Economic Development (LED) 0%
Municipal Financial Viability and Management 0%
Good governance and public participation 0%
Spatial Planning and Environmental Management 0%




6.6 All competencies must therefore be considered as measurable and critical in assessingthe
level of a senior manager’s performance and is listed as follows:

COMPETENCY REQUIREMENTS FOR EMPLOYEES

' LEADING COMPETENCIES

COMPETENCY o F - Tl SRR WEIGHE
Strategic  Direction  and e Impact and Influence 5
Leadership e Institutional Performance

Management

e Strategic Planning and Management
e Organisational Awareness

e Human Capital Planning and Development 10
e Diversity Management

e Employee Relations Management

e Negotiation and Dispute Management

People Management

e Program and Project Planning and 5
Implementation
e Service Delivery Management

Program and Project

Management

® Program and Project Monitoring and
Evaluation

e Budget Planning and Execution 10
e Financial Strategy and Delivery
e Financial Reporting and Monitoring

Financial Management

Change Leadership e Change Vision and Strategy 10
e Process Design and Improvement
e Change Impact Monitoring and Evaluation

Governance Leadership e Policy Formulation 10
e Risk and Compliance Management

e Cooperative Governance

TOTAL WEIGHT ON LEADING COMPETENCIES 50

'CORE COMPETENCIES

COMPETENCY
Moral Cmpetence 10
Planning and Organising 10
Analysis and Innovation 5
Knowledge and Information Management 10
Communication 5
Results and Quality Focus 10
TOTAL WEIGHT ON CORE COMPETENCIES 50

| PERCENTAGE



