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PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN:

THE BELA-BELA LOCAL MUNICIPALITY

AS REPRESENTED BY THE MUNICIPAL MANAGER

TG RAMAGAGA

(Herein and after referred to as the Employer)

AND

LC TSHIKOVHI

(Herein and after referred to as the Employee)

FOR THE PERIOD

01 MARCH 2026 TO 30 JUNE 2026 FINANCIAL YEAR
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1. INTRODUCTION

I.1

1.2

1.3

1.4

1.5

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 No. 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 to a set of outcomes 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;

In this Agreement, the following terms will have the meaning ascribed thereto:

1.5.1 “Core competencies”- means competencies that cut across all levels of work in a
municipality and enhance contextualized leadership that guarantees service delivery
impact;

1.5.2 “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;

1.5.3 “this Agreement”- means the performance Agreement between the Employer and
the Employee and the Annexures thereto:

1.54 “the Mayor”- means the Mayor of council appointed in terms of the Local
Government: Municipal Structures Act No. 117 of 1998;

1.5.5 “the Employee”- means the Senior Manager Planning and Economic
Development appointed in terms of Section 56 (1) (a) (i} of the Local Government
Municipal Systems Act No 32 of 2000

1.5.6  “the Employer”- means Bela-Bela Municipal Council ; and

1.5.7 “the Parties” means the Employer and the Employee.
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1.5.8 Regulations
1.5.8.1 Local Government: Municipal Planning and Performance Management
regulations, 2001
1.5.8.2 Local Government: Municipal Performance Regulations for Municipal
Managers and Managers directly Accountable to Municipal Managers, 2006
1.5.8.3 Local Government: Regulations on appointment and conditions of employment
of senior managers. (17 January 2014)
1.5.8.4 Local Government: Municipal Regulations on minimum Competency Levels,
2007, issued in terms of the Municipal Finance Management Act, No. 56 of
2003, as published under Government Notice No. 493 in Government Gazette
No. 29967 of 15 June 2007
1.5.9 “Municipal Manager” — means a Municipal Manager or Acting Municipal Manager,
appointed in terms of section 54A of the Local Government: Municipal Systems Act
No. 32 of 2003.
1.5.10 “Senior Manager” — means a Manager directly accountable to Municipal Manager,
appointed in terms of section 56 of the Local Government: Municipal Systems Act
No. 32 of 2003.
1.5.11 “Evaluation Panel’- means the committee constituted for the purpose of evaluating
performance of the Municipal Manager and Managers directly accountable to the

Municipal Manager.
2. PURPOSE OF THE PERFORMANCE AGREEMENT

2.1 The purpose of this Agreement is to:

2.1.1  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;

2.1.2  Specify objectives in terms of the key performance indicators and targets defined and
agreed with the employee and to communicate to the employee the employer’s
expectations of the employee’s performance and accountabilities in alignment with the
Integrated Development Plan (IDP), Service Delivery and Budget implementation Plan
(SDBIP) and the Budget of the municipality;

2.1.3  Give effect to the employer’s commitment to a performance-orientated relationship

with its employee in attaining equitable and improved service delivery.
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2.1.4  Specify accountabilities as set out in a Performance Plan, which forms an Annexure to
the Performance Agreement;

2.1.5 Monitor and measure performance against set targeted outputs;

2.1.6  Use the Performance Agreement as the basis for assessing whether the employee has
met the performance expectations applicable to his or her job;

2.1.7 Reward the Employee appropriately, in the event of outstanding performance;

2.1.8 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

31 This Agreement will commence on 01 March 2026, irrespective of the date on which it was
signed by both Parties, and will remain in force until
30 June 2026 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;

3.2 The Parties will conclude a new Performance Agreement that replaces this Agreement at least

once a year by not later that 31 of July of the succeeding financial year;

33 This Agreement will terminate on the termination of the Employee’s contract of employment

for any reason; and
3.4 The Parties agree to review the provisions of this agreement during June each year

3.5 If at any time during the validity of this Agreement the work environment alters to the extent
that the contents of this Agreement are no longer appropriate, the contents must, by mutual agreement

between the Parties, immediately be revised.

4 PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A) sets out-
4.1.1 The performance objectives, and targets that must be met by the employee
4.1.2 The time frames within which those performance objectives and targets must be met;
and
413 The Competencies comprising of the Leading Competencies and the Core
Competencies
4.2 The performance objectives, and targets reflected in Performance Plan are set by the
Employer in consultation with the Employee and based on the Revised 2025/2026
Integrated Development Plan, Revised 2025/2026 Service Delivery and Budget
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Implementation Plan (SDBIP) and the Revised 2025/2026 Budget of the Employer, and

shall include:
4.2.1 Key objectives: that describes the main tasks that need to be done;

4272 Key performance indicators: that provides the details of the evidence that must be provided to

show that a key objective has been achieved;
423 Target dates: that describes the time frame in which the targets must be achieved; and
4.2.4 Weightings: showing the relative importance of the key objectives to each other;

4.3 The Personal Development Plan (Annexure B) sets out the Employee’s personal development

requirements in line with the objectives and targets of the Employer; and

4.4 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.
4.5 Disclosure of Financial Interests (Annexure C) set out the financial interests of the employee

5 PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the Employer

adopts or introduces for the municipality;

5.2 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;

53 The Employer will consult the Employee about the specific performance standards that will

be included in the performance management system as applicable to the Employee;

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

government framework;

5.5 The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, Operational Performance in the form of key performance indicators (KPIs) under specific
Key Performance Areas (KPAs) and Competencies: Leading- and Core Competencies, both of which

shall be contained in the Performance Agreement.
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5.5.1 The Employee must be assessed against both components, with a weighting of 80:20 allocated
to the Key Performance Arcas (KPAs) and the Competencies: Leading- and Core Competencies

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

5.5.3 KPAs covering the main areas of work will account for 80% and Competencies: Leading — and

Core Competencies will account for 20% of the final assessment.

5.6 The Employee’s assessment will be based on his / her performance in terms of the key
performance indicator outputs / outcomes 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

Key Performance Areas Weighting

1 | Basic Service and Infrastructure Development 0%

2 | Municipal Institutional Development and o

) 10%
Transformation

3 | Local Economic Development (LED) 40%

4 | Municipal Financial Viability and Management | 10%

5 | Good Governance and Public Participation 10%
6 | Spatial Rationale 30%
Total ) 100%

The KPA must constitute 100% and be converted to 80%

5.7 In the case of managers directly accountable to the municipal manager, KPAs related to the
functional area of the relevant manager, must be subject to negotiation between the municipal

manager and the relevant manager.
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6. COMPETENCY FRAMEWORK!

6.1 A person appointed as a senior manager must have the competencies as set out in this

framework. Focus must also be placed on the following key factors:

(a) Critical leading competencies that drive the strategic intent and direction of local
government;
(b) Core competencies which senior managers are expected to possess, and which drive
the execution of the leading competencies; and
(c) The eight Batho Pele principles.
6.2 The competency framework consists of six leading competencies which comprise of twenty (20)
driving competencies that communicate what is expected for effective performance in local

government.

6.3 The competency framework further involves six core competencies that act as drivers 1o ensure

that the leading competencies are executed at an optimal level.
6.4 Competency Framework Structure

6.4.1 The competencies that appear in the competency framework are detailed below:

I CRITICAL LEADING COMPETENCIES - |

. i

Six (6) Leading Competencies Twenty (20) driving competencies

Impact and Influence
Institutional Performance Management

Strategic Planning and Management

Organisational Awareness

Human Capital Planning and Development 1
Diversity Management

Employee Relations Management

Negotiation and Dispute Management

Program and Project Planning and Implementation
Service Delivery Management

Program and Project Monitoring and Evaluation
Budget Planning and Execution

Financial Strategy and Delivery

Financial Reporting and Monitoring

Change Vision and Strategy |
Process Design and Improvement ‘
Change Impact Monitoring and Evaluation

! _ Je Ch

' Strate gic Direction and Leadership

People Management

I Program and Project Management

Financial Management

_Change Management

' This competency Framework replaces regulation 26 (8) of the Local Government: Municipal Performance
Regulations for Municipal Managers and Managers directly accountable to Municipal Managers, {Government
Notice No. 805) as published in Government Gazette No. 28089 of 1 August 2006.
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CRITICAL LEADING COMPETENCIES

Six (6) Leading Competencies Twenty (20) driving competencies

Governance Leadership * Policy Formulation
e Risk and Compliance Management
¢ Cooperative Governance

SIX (6) CORE COMPETENCIES

Moral Competence

Planning and Organising

Analysis and Innovation

Kﬁowfedg_e and Information Management

Communication

Results and Quality Focus

7. PERFORMANCE ASSESSMENT
7.1 The Performance Plan (Annexure A) to this Agreement sets out:

7.1.1 The standards and procedures for evaluating the Employee’s performance; and
7.1.2 The intervals for the evaluation of the Employee’s performance;

7.2 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;

7.3 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 set time frames;

74 The Employee’s performance will be measwred in terms of contributions to the strategic

objectives and strategies set out in the Employer’s IDP.
7.5 The Annual performance appraisal will involve:
7.5.1 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 to ad-hoc tasks that had to be performed

under the KPA

(b) Values are supplied for KPI's and Activities under each KPA as part of the Institutional
Assessment. Based on the Target for an activity or KPI, over or under performance are calculated and
converted to the 1-5 point scale awtomatically. These scores are carried over to the applicable
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employee’s performance plan. During assessment, the employee has a chance to submit evidence of

performance where a disagreement

(c) The Employee will submit his self-evaluation to the Employer prior to the formal assessment;

and
(d) An overall score will be calculated based on the total of the individual scores calculated above.
7.5.2 Assessment of the Leading Competencies and Core Competencies:

(a) There is no hierarchical connotation to the structure and all competencies are essential to the

role of a senior manager to influence high performance.

(b) All competencies must therefore be considered as measurable and critical in assessing the level of a

senior manager’s performance.

(©) The competency framework is underscored by four (4) achievement levels that act as
benchmark and minimum requirements for other human capital interventions, which are, recruitment

and selection, learning and development, succession and planning, and promotion.

7.5.3  Achievement Levels

7.5.3.1 The achievement levels indicated in the table below serves as a benchmark for the appointments,

succession planning and development interventions.

7.5.3.2 Individuals falling within the Basic range are deemed unsuitable for the role of senior manager,

and caution should be applied in promoting and appointing such persons.

7.5.3.3 Individuals that operate in the Superior range are deemed highly competent and demonstrate an
exceptional level of practical knowledge, attitude and quality. These individuals should be considered

for higher positions, and should be earmarked for leadership programs and succession planning.
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Basic 1

Achievement Levels

Description

Kpf)lies basic concepts, methods, and understanding of local |
government operations, but requires supervision and development

intervention

Competent 2

Develops and applies more progressive concepts, methods and
understanding.

Plans and guides the work of others and executes progressive

analyses
Advanced 3 DE;E:IOIJS and applies complex concepts, methods and |
understanding.
Effectively directs and leads group and executes in-depth analyses
Supgriortl Has a comprehensive understanding of local govermment

operations, critical in shaping strategic direction and change,

develops and applies comprehensive concepts and methods.
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7.54 COMPETENCY DESCRIPTION: LEADING COMPETENCIES

Cluster

Competency

Name

Competency

Definition

BASIC

¢  TUnderstand
the
institutional
and
departmental
strategic
objectives, but

to achieve set
mandate

¢  Describe how
specific tasks
link to the
institutional
strategies but
has limited
influence in
directing
strategy

e Has a basic
understanding
of institutional
performance
management,

ability to
integrate
systems into a
collective
whole

basic
understanding
of key
decision
makers

Leading Competencies

| Strategic Direction and Leadership'

| Weight

13 - — t
| Provide and direct a vision for the institution, and inspire and deploy others to deliver on |

1

| -

lacks ability to |
inspire others |

but lacks the |

|
¢ Demonstrate a

COMPETENT

the strategic institutional mandate.

- ACHIEVEMENT LEVELS

Give direction to a | ®
team in realising the |
institution’s strategic
mandate and set
objectives .
Has a  positive
impact and influence

on the morale,
engagement and |
participation of team |
members
Develop actions | e
plans to execute and
guide strategy
implementation
Assist in  defining
performance )
measures t0 monitor
the progress and
effectiveness of the | e
institution
Displays and |
awareness of
institutional | ®
structures and
political factors
Effectively
communicate .
barriers to execution
to relevant parties
Provide guidance to
all stakeholders in
the achievement of |
the strategic mandate !
Understand the aim |
and objectives of the |
institution and relate
it to own work

ADVANCED

|
S U—

Evaluate all activities to
determine value and
alignment to strategic

intent

Display in-depth
knowledge and |
understanding of
strategic planning

Align strategy and goals
across all functional
areas I
Actively define

performance measures
to monitor the progress
and effectiveness of the |
institution

Consistently challenge
strategic plans to ensure
relevance

Understand institutional
structures and political
factors, and the
consequences of actions
Empower others to
follow strategic
direction and deal with |
complex situations
Guide the institution
through complex and
ambiguous concern

Use understanding of
power relationships and
dynamic tensions
among key players to
frame communications
and develop strategies,
positions and alliances

SUPERIOR

e  Structure and position the |

institution to local
government priorities

Actively use  in-depth

knowledge and understanding

to develop and implement a

comprehensive  institutional

framework

e Hold self-accountable for
strategy execution and
results

¢ Provide impact and
influence through
building and maintaining
strategic relationships

e (Create an environment
that facilitates loyalty an |
innovation  display a |
superior level of self- |
discipline and integrity in ‘
actions

® Integrate various systems
into a collective whole to
optimise institutional
performance
management

o Uses understanding of
competing interests to
manoeuvre  successfully
to a win/win outcome |

10
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Cluster Leading Competencies
Competency Name ' People Management?
Competency Definition | Effectively manage, inspire and encourage people, respect diversity, ogtim.ise

talent and build nature relationships in order to achieve institutional

requirements fo

teams across divisions

objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
» Participate in team goal [ ® Seek e [dentify ineffective | ®* Develop and
setting and problem opportunities  to team and work incorporate  best
solving increase  team processes and practice  people
¢ Interact and collaborate contribution and recommend remedial management
with people of diverse responsibility interventions processes,
backgrounds * Respect and | * Recognise and reward approaches  and
*  Aware of guidelines for support the effective and desired tools across the
employee development, diverse nature of behaviour institution
but requires support in others and be |e Provide mentoring and |* Foster a culture of
implementing aware of the guidance to others in discipline,
development initiatives benefits of a order to  increase responsibility and |
diverse approach personal effectiveness accountability |
» Effectively o Identify development |®* Understand the |
delegate  tasks and learning needs impact of
and  empower within the team diversity in |
others to increase |«  Build a work performance and |
contribution and environment conducive actively '
execute to sharing, innovation, incorporate a |
functions cthical behaviour and diversity strategy
optimally professionalism in the institution
b Apply relevant | e Insp]'_re a culture of |* Develop
employee performance excellence comprehensive
legislation fairly by giving positive and integrated
and consistently constructive feedback to strategies and
e Facilitate team the team approaches to
poal-setting and | o  Achieve agreement or human capital
problem solving consensus in adversarial development and
s Effectively environments management
identify capacity | e Lead and unite diverse | * Actively identify

trends and predict |

fulfil the strategic to achieve institutional capacity

mandate objectives requirements  to |
facilitate unified |
transition and |
performance .
management
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Cluster Leading Competencies Weight
Competency Name Program and Project Management?

Competency Definition | Able to understand program and project management methodology; plan,
manage, monitor and evaluate specific activities in order to deliver on set
objectives

ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
+ Initiate projects after |* Establish broad |® Manage multiple [® Understand and
approval from higher stakeholder programs and conceptualise the
authorities involvement  and balance priorities long-term
e Understand procedures communicate  the and conflicts implications  of
of program and project project status and according to desired  project
management key milestones institutional goals outcomes
methodology, ¢ Definetherolesand |® Apply  effective [ ® Direct a
implications and responsibilities  of risk management comprehensive
stakeholder involvement the project team and | strategies through strategic  macro
e Understand the rational create clarity around | impact assessment and and micro
of projects in relation to expectations resource requirements analysis and
the institution’s strategic |®* Find a Dbalance | ®* Modify  project scope  projects
objectives between project scope and budget accordingly  to
* Document and deadline and the when  required realise
communicate factors and quality of without institutional
risk associated with own deliverables compromising the objectives
work e Identify appropriate quality and |» Consider and
e Use results and project resources to objectives of the initiate projects
approaches of successful facilitate the project that focus on
project implementation effective completion | ® Involve top-level achievement of
as guide of the deliverables authorities  and the  long-term
¢ Comply with relevant objectives
statutory stakeholders in | ® Influence people
requirements  and secking  project in positions of
apply policies in a buy-in authority to
consistent manner | ® Identify and apply implement
* Monitor progress contemporary outcomes of
and use of resources project projects
and make needed management e JTead and direct
adjustments to methodology translation of
timelines, steps, and | ¢  Influence and policy into
resource allocation motivate  project workable action
team to deliver plans
exceptional results | *  Ensures that
* Monitor  policy programs are
implementation monitored to
and apply track  progress
procedures to and optimal
manage risks resource
utilisation, and
that adjustments
are made as
o | . | needed = |
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Cluster Leading Competencies Weight
Competency | Financial Management 20
Name
Competency Able to compile, and manage budgets, control cash flow, institute financial
Definition risk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial
transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
®  Understand s Exhibit knowledge |* Take active | ®  Develop
basic financial of general financial ownership of planning tools
concepts and concepts, planning, planning, budgeting, to assist in
methods as budgeting, and and forecast evaluating and
they relate to forecasting and how processes and meonitoring
institutional they interrelate provides  credible future
processes and | ®  Assess, identify and answers to queries expenditure
activities manage  financial within own trends
* Display risks responsibility s Set budget
awareness into (e  Assume a cost |* Prepare budgets that frameworks for
the various saving approach to are aligned to the the institution
sources of financiai strategic objectives |®  Set  straiegic
financial data, management of the institution direction for the
reporting e Prepare  financial {* Address complex institution on
mechanisms, reports based on budgeting and expenditure and
financial specified formats financial other financial
governance, e Consider and management processes
processes and understand the concerns *  Build and
systems financial ¢ Put systems and nurture
* Understand the implications of processes in place to partnerships o
importance of decisions and enhance the quality improve
financial suggestions and integrity of financial
accountability |e Enpsure that financial management
*  [Understand the delegation and management and achieve
importance of instructions as practices financial
asset control required by National | ®* Advise on policies savings
Treasury guidelines and procedures | ®  Actively
are reviewed an regarding asset identify  and
updated control implement new
¢ Jdentify and |* Promote National methods to
implement  proper Treasury’s improve asset
monitoring and regulatory control
evaluation practices framework for | » Display
to ensure Financial professionalism
appropriate Management in dealing with
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'SUPERIOR

financial data
_and processes

[ Cluster Leading Comiaetencies
mcy Financial Management?
Name
mpéte—ncy " Able to compile, and manage budge_té, control cash flow, institute financial
Definition risk management and administer procurement processes in accordance
with recognised financial practices. Further to ensure that all financial
transactions are managed in an ethical manner
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED
spending  against
budget
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Cluster I.eading Competencies
Competency Change Leadership®
Name
Competency Able to direct and initiate institutional transformation on all levels in order
Definition to successfully drive and implement new initiatives and deliver |
professional and quality services to the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Display an | * Perform an { ® Actively monitor | ®* Sponsor change
awareness  of analysis of the change impact and agents and
change change, impact results and convey create a
interventions, on the social, progress to relevant network of
and the benefits political and stakeholders change leaders
of economic * Secure buy-in and who support the
transformation environment sponsorship for change interventions
initiatives ¢ Maintain calm initiatives e Actively adapt
* Able to identify and focus during | Continuously evaluate current
basic needs for change change strategy and structures and
change e Able to assist design and introduce processes o
o Identify gaps team members new  approaches to incorporate the
between  the during  change enhance the institution’s change
current and and keep them effectiveness interventions
desired state focused on the | Build and nurture |* Mentor  and
¢ Identify deliverables relationships with guide team
potential risk | ® Volunteer  to various stakeholders to members on the
and challenges lead change establish strategic effect of
to efforts outside of alliance in facilitating change,
transformation, own work team change resistance
including e Able to gain|e Take the lead in factors and how
resistance  to buy-in and impactful change to integrate
change factors approval for programs change.
¢ Participate in change from | ¢ Benchmark change |® Motivate and
change relevant interventions  against inspire  others
programs and stakeholders best change practices around change
piloting change | » Identify change |® Understand the impact initiates
interventions readiness levels and psychology of
¢ Understand the and assist in change, and put
impact of resolving remedial interventions
change resistance to in place to facilitate
interventions on change factors effective transformation
the institution |® Design change | Take calculated risk and
within the interventions seek new ideas from
broader scope that are aligned best practice scenarios,
of Local with the and identify the
Government institution’s potential for
strategic implementation
objectives  and
_goals

Weight |

10 |
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Implement and !
monitor and |
formulation of
policies, identify and
analyse constraints
and challenges with |
implementations and |
provide
recommendations for |
improvement l
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Cluster Leading Competencies
Competency Name | Governance Leadership®
Competency Able to promote, direct and apply professionalism in managing risk and
Definition compliance requirements and apply a thorough understanding of governance
practices and obligations. Further, able to direct the conceptualisation of
relevant policies and enhance cooperative governance relationships
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED | SUPERIOR
e Display a basic |® Display a|e Able to link risk |® Demonstrate a high
awareness of risk, thorough initiatives into key | level of commitment in
compliance  and understanding institutional ’ complying with
governance of governance objectives and governance
factors but require and risk and drivers requirements
guidance and compliance ® Jdentify, analyse and | * Implement governance
development in factors and measure risk, create | and compliance
implementing implement plans valid risk, create | strategy to ensure
such requirements to address these valid risk forecast, achievement of
¢ Understand the |* Demonstrate and map risk profiles institutional objectives
structure of understanding | ® Apply risk control within the legislative
cooperative of the methodology  and framework
government  but techniques and approaches to|* Able to advise Local
requires guidance processes  for prevent and reduce Government on risk
on fostering optimising risk risk that impede on management strategies,
workable taking decisions the achievement of | best practice
relationships within the institutional interventions and
between institution objectives compliance
stakeholders * Actively drive | ® Demonstrate a management
* Provide input into policy thorough * Able to forge positive |
policy formulation understanding of risk relationships on
formulation within the |  retention plans governance level to
institution to | e Identify an enhance the
ensure the implement | effectiveness of Local
achievement of comprehensive nsk| Government
objectives management systems | ® Able to shape, direct
and processes ' and drive the
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7.5.5

Cluster

Core Competencies

COMPETENCY DESCRIPTION: CORE COMPETENCIES

Competency Name

Moral Competence’

_éomp_étency Definition

Able to identify moral triggers, apply reasoning that promotes honesty and integrity
and consistently display behaviour that reflects moral competence

Follow basic rules
and regulations of
the institution

Able to identify
basic moral
situations, but
requires  guidance
and development in
understanding  and
reasoning with moral
intent.

assistance from others
when unable to deliver
*  Actively report
fraudulent and activity
of corruption within
local government

¢ Understand and
honour the
confidential nature of
matters without

seeking personal gain
* Able to deal with
situations of conflict
of interest promptly
and in the best interest
of local government

transparent and gain the
approval of  relevant
stakeholders

Present values, beliefs and
ides that are congruent with
the institution’s rules and

regulations
e Take an active stance
against  corruption  and

dishonesty when noted
Actively promote the value
of the institution to internal
and external stakeholders
Able to work in unity with a
team and not seek personal
gain

Apply universal moral
principles consistenily to
achieve moral decisions

measures to
combat fraud
and corruption
Set  integrity
standards and
shared
accountability
measures
aCross the
institution to
support  the
objectives  of
local
government
Take
responsibility
for own actions
and decisions,
even if the
consequences
are
unfavourable

ACHIEVEMENT LEVELS

BASIC COMPETENT ADVANCED SUPERIOR R
e Realise the impact of e Conduct self in|e Identify, develop, and apply |® Create an

acting with integrity, alignment with values measures of self-correction environment

but requires of Local Government | ¢ Able to gain trust and conducive of

guidance and and the institution respect through aligning moral practices

development in|® Able to openly admit actions with commitments | Actively

implementing own mistakes and |e Make proposals and develop and

principles weaknesses and seek recommendation that are implement
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( Cluster Core Competencies Weight
Competency Name Planning and Organising®
Competency Definition | Able to plan, prioritise and organise information and resources effectively to
ensure the quality of service delivery and build efficient contingency plans to
manage risk ]
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
e Able to follow basic |[® Actively and |® Able to define | * Focus on broad
plans and organise tasks appropriately institutional objectives, strategies  and
around set objectives organise develop comprehensive initiative ~ when
® Understand the process information and plans, integrate and developing plans
of planning and resources  required coordinate  activities, and actions
organising but requires for a task and assign appropriate | ¢ Able to project
guidance and {* Recognise the resources for successful and forecast
development in urgency and implementation short, medium
providing detailed and importance of tasks | ® Identify in advance and long term
comprehensive plans e Balance short and stages and actions to requirements of
e Able to follow existing long-term plans and complete tasks and the  institution
plans and ensure that goals and projects and local
objectives are met incorporate into the | ®  Schedule realistic government
¢ Focus on short term team’s performance timelines, objectives | ®* Translate policy
objectives in developing objectives and milestones for tasks into relevant
plans and actions » Schedule tasks to and projects projects to
* Arrange information and ensure they are |® Produce clear, detailed facilitate the
resources required for a performed  within and comprehensive achievement of
task, but require further budget and with plans to  achieve institutional
structure and efficient use of time institutional objectives objective
organisation and resources s Jdentify possible risk
* Measure progress factors and design and
and monitor implement appropriate
performance results contingency plans
* Adapt plans in light of
changing
circummstances
® Prioritise tasks and
projects according to
their relevant urgency
| and importance

W



Cluster

Competency Name

Core Competencies

| Analysis and Innovation®

Weight
| -5
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Competency Able to critically analyse information, challenges and trends to establish and
. implement fact-based solutions that are innovative to improve institutional
Definition : . 0
| processes in order to achieve key strategic objectives
ACHIEVEMENT LEVELS
BASIC COMPETENT | ADVANCED SUPERIOR
¢  Understand the | ¢ Demonstrate logical | ® Coaches tem |® Demonstrate complex
basic operation of problem solving members on analytical and problem
analysis, but lack techniques and analytical and solving approaches and
detail and approaches and innovative techniques
thoroughness provide rationale for approaches and | o Create an environment
* Able to balance recommendation techniques conducive to analytical
independent * Demonstrate » Engage  with | and fact-based problem-
analysis with objectivity,  insight, ‘ appropriate solving
requesting and thoroughness | individuals in | e Analyse, recommend
assistance from when analysing analysing and solutions and monitor
others problems resolving . trends in key challenges
* Recommend new |® Able to break down | complex to prevent and manage
ways to perform complex  problems problems occurrence
tasks within own into manageable parts | ® Identify ¢ (Create an environment
function and identify solutions solutions on that fosters innovative
* Propose simple [ ® Consult internal and various areas in thinking and follows a
remedial external stakeholders the institution learning  organisation
interventions  that on opportunities to | ®* Formulate and approach
marginally improve  processes implement new i * Be a thought leader on
challenges the and service delivery ideas ' innovative  customer |
status quo e (Clearly communicate throughout  the | service delivery, and |
* Listen to the ideas the benefits of new | institution process optimisation
and perspectives of opportunities and |® Able to gain |e Plan an active role in
others and explore innovative  solutions | approval  and sharing best practice
opportunities to to stakeholders buy in for solutions and engage in
enhance such | e Continuously identify | proposed national and
innovative thinking opportunities to interventions international local
enhance internal from relevant government  seminars
processes | stakeholders and conferences
¢ Identify and analyse |® [Identify trends
opportunities and best
conducive to | practices in |
innovative approaches ! process and |
and propose remedial | service delivery !
intervention . and  propose |
institutional
application
¢  Continuously
| engage in
research to
identify  client
needs

Planning and Economic Development
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Cluster Core Competencies Weight
Competency Knowledge and Information Management' 5|
Name
Competency Able to Promote the generation and sharing of knowledge and information through
Definition various processes and media, in order to enhance the collective knowledge base of local
_| government
ACHIEVEMENT LEVELS
BASIC | COMPETENT ADVANCED SUPERIOR
s Collect, e Use  appropriate | ® Effectively  predict |® Create and support a vision
categorise and information future information and and cultwre where team
track relevant systems and knowledge members are empowered to
information technology to management seek, gain and  share
required for manage requirements and knowledge and information
specific tasks institutional systems » Fstablish partnerships across
and projects knowledge and {e Develop standards local government to facilitate
®  Analyse and information sharing and processes to meet knowledge management
interpret * Evaluate date from future knowledge | ¢ Demonstrate a mature
information to various sources and management needs approach to knowledge and |
draw use  information |® Share and promote information sharing with an
conclusions effectively to best-practice abundance and assistance
* Seek new influence decisions knowledge approach
sources of and provide management across |® Recognise  and  exploit
information to solutions varijous institutions knowledge points in
increase the |* Actively create | ¢ FEstablish accurate interactions with internal and
knowledge mechanisms  and measures and external stakeholders
base structures for monitoring  systems
e Regularly sharing of for knowledge and
share information information
information ¢ Use external and management
and internal resources (¢ Create a  culture
knowledge to research and conductive of learning
with  internal provide  relevant and knowledge
stakeholders and cutting-edge sharing _
and team knowledge to|e Hold regular '
members enhance knowledge and ‘
institutional information  sharing -
effectiveness and |  sessions to elicit new |
efficiency ideas and share best ‘
- - J_ practice approaches |
22 | Revised 2025 — 2026 Annual Performance Agreement Acting Senior Manager -
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s Deliver content |

in a manner that
gains  support,
commitment
and agreement
from relevant
stakeholders

* Compile ciear,
focused,
concise and
well-structures
written

with the media with
high levels of moral
competence and
discipline

[ Cluster Core Competencies
Competency Name | Communication’ 5
Competency Able to share information, knowledge and ideas in a clear, focused and concise
Definition manner appropriate for the audience in order to effectively convey, persuade and
influence stakeholders to achieve the desired outcome ]
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
* Demonstrate an |® Expressideasto | ® Effectively ¢ Regarded as a specialist in
understanding for individuals and communicate high-risk negotiations and
communication groups in | and sensitive matters to representing the institution
levers and tools formal and relevant stakeholders | e Able to inspire and
appropriate for the informal s Develop a well-defined | motivate others through
audience, but seftings in a communication | positive  communication
requires guidance manner that is | strategy that is impactful and
in utilising such interesting and | ¢  Valance political relevant
tools motivating | perspectives with | ® Creates an environment
¢ Expressideasina|® Able to institutional needs conducive to transparent
clear and focused understand, . when communicating and productive
manner, but does tolerate and | viewpoints on complex communication and critical
not always take the appreciate issues and appreciative
needs of the diverse *» Able to effectively conversations
audience into perspectives, direct negotiations | ®  Able to coordinate
consideration attitudes  an | around complex negotiations at different
* Disseminate and believes matters and arrive at a levels within local
convey s Adapts win-win situation that government and externally
information and communication promotes Batho Pele '
knowledge content  and principles
adequately style to suit the | »  Market and promote
audience  and the institution to eternal
facilitate stakeholders and seek
optimal to enhance a positive
information image of the institution | |
transfer * Able to communicate '
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make ‘
adjustments as

needed [

Weight

Planning and Economic Development

Cluster Core Competencies
Competency Results and Quality Focus®
Name
Competency Able to maintain high quality standards, focus on achieving results and objectives |
Definition while consistently striving to exceed expectations and encourage others to meet
quality standards, Further, to actively monitor and measure results and quality |
against identified objectives
ACHIEVEMENT LEVELS
BASIC | COMPETENT | ADVANCED SUPERIOR
e e i |
* Understand e Focus on high | ® Consistently verify own |® Coach and guide others
quality of work priority actions standards and outcomes to to exceed quality
but requires and does not ensure quality output standards and results
guidance in become e Focusontheendresultand |® Develop challenging,
attending to distracted by avoids being distracted client-focused goals and
important lower-priority | e Demonstrate a determined |  sets high standards for
matters activities and committed approach to | personal performance
¢ Show a basic ® Display firm achieving  results and ‘ e Commit to exceed the
commitment to commitment quality standards results and  quality
achieving  the and price in | e Follow task and projects standards, monitor own
correct results achieving the through to completion performance and
*  Produce the correct results | e  Set challenging goals and implement remedial
minimum level | ®  Set quallty objectives to self and team interventions when
of results standards and and display commitment to required
required in the design achieving expectations e  Work with team to set
role processes and | «  Maintain a focus on guality ambitious and
s Produce tasks around outputs when placed under challenging team goals,
outcomes that is achieving set pressure ' communicating long-
of a good standards o Hstablishing institutional and short term
standards | »  Produce output | systems for managing and | expectations
e Focus on the of high quality assigning work, defining | ® Take appropriate risks
quantity of | & Able to responsibilities, tracking, to accomplish goals
output but balance  the monitoring and measuring | ® Overcome setbacks and
requires _ quantity and success, evaluating and adjust action plans to
development in quality of valuing the work of the realise goals
incorporating results in order institution e Focus people on critical
the quality of | to achieve ' activities that yield a
work ' objectives high impact
* Produce quality | ®* Monitors
work in general progress,
circumstances, quality of
but fails to meet work, and use
expectation of resources;
when under provide status
pressure updates, and |
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8.3 The assessment of the performance of the Employee will be based on the following rating scale for

KPIs and Leading Competencies and Core Competencies:

Level Rating _”T-e_rminology

Description

£ SR

Outslaﬁding

| Performance

4 - Performance
| Significantly
Above

Expectations

R Fully Effective

12 Not Fully
Effective

| 1 Unacceptable

| Performance

| Performance far exceeds the standard expected of an employee at this |

| review/assessment indicates that the employee has achieved below

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 Plan and maintained this in all
areas of responsibility throughout the year

Performance is significantly 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 fully achieved al others throughout the year

Performance fully meets the standards expected in all areas of the job. i
The appraisal indicates that the Employee has fully achieved effective
results against all significant performance criteria and indicators as

specified in the Performance Agreements and Performance Plan.

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 indicates that the employee has achieved below
fully effective results against more than half the key performances |
criteria and indicators as specified in the Performance Agreements and |
Performance Plan.

Performance does not meet the standard expected for the job. The

fully effective results against almost all of the performance criteria and

indicators as specified in the Performance Agreements and

Performance Plan. The employee has failed to demonstrate the

commitment or ability to bring performance up to the level expected

in the job despite management efforts to encourage improvement.
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8. For purpose of evaluating the performance of the Employee for the mid-year and year-end reviews,

an evaluation panel constituted of the following persons will be established:

8.1 Municipal Manager

8.2 Chairperson of the Performance Audit Committee (PAC) or the Audit Committee (AC) in the
absence of a performance audit committee

8.3 Member of the Mayoral or Executive Commiftee or in respect of a plenary type municipality,
another member of Council.

8.4 Municipal Manager from another municipality; and

8.5 The manager responsible for human resources of the municipality must provide secretariat services

to the evaluation panels.

9. SCHEDULE FOR PERFORMANCE REVIEWS
9.1 The performance of the Employee in relation to his performance agreement shall be reviewed
on the following dates with the understanding that reviews in the third quarter may be verbal if

performance is satisfactory:

Quarter Review Period Anticipated Review Dates |

1 01 July 2025 — 30 September 2025 31 October 2025 |

2 01 October 2025 — 31 December 2025 | 31 January 2026 |
3 01 January 2026 — 31 March 2026 - | 30 April 2026

4 |01 April 2026 — 30 June 2026 ‘ 31 July 2026 ‘

9.2 The Employer shali keep a record of the mid-year review and annual assessment meetings;

0.3 Performance feedback shall be based on the Employer’s assessment of the Employee’s

performance;

04 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 consulted before

any such change is made;

9.5 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.
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16. DEVELOPMENTAL REQUIREMENTS

10.1 The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure B. Such Plan may be implemenied and/or amended as the case may be after each
assessment. In that case, the Employee will be fully consulted before any such change or plan is

made.

11. OBLIGATIONS OF THE EMPLOYER
11.1 The Employer shall:
11.1.1 Create an enabling environment to facilitate effective performance by the Employee;
11.1.2 Provide access to skills development and capacity building opportunities;

11.1.3 Work collaboratively with the Employee to solve problems and generate solutions to common

problems that may impact on the performance of the Employee;

11.1.4 On the request of the Employee, delegate such powers reasonably required by the Employee
to enable him / her to meet the performance objectives and targets established in terms of this

Agreement; and

11.1.5 Make available to the Employee such resources as the Employee may reasonably require from
time to time assisting him/her to meet the performance objectives and targets established in terms of

this Agreement.

12. CONSULTATION
12.1  The Employer agrees to consult the Employee timeously where the exercising of the powers

will have amongst others:

12.1.1 A direct effect on the performance of any of the Employee’s functions

12.1.2 Commit the Employee to implement or to give effect to a decision made by the Employer
12.1.3 A substantial financial effect on the Employer

12.2 The Employer agrees to inform the Employee of the outcome of any decisions taken pursuant to
the exercise of powers contemplated in 11.1 as soon as is practicable to enable the Employee to take

any necessary action without delay.
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12.3 MANAGEMENT OF EVALUATION OUTCOMES
12.3.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding

performance or correcting unacceptable performance.

12.3. 2 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:
12.3.3 A score of 130% to 149% is awarded a performance bonus ranging from 5% to 9%:; and
12.3.4 A score of 150% and above is awarded a performance bonus ranging from 10% to 14%.
12.3.5 In the case of unacceptable performance, the Employer shall:

12.3.6 Provide systematic remedial or developmental support to assist the Employee to improve his

or her performance;

12.3.7 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 out his or her duties.

12.4DISPUTE RESOLUTION

i. Any disputes about the nature of the Employee’s performance agreement, whether it relates
to key responsibilities, priorities, methods of assessment and/or salary increment in the

agreement must be mediated by-

a) In the case of the Managers directly accountable to the Municipal Manager the
Executive Mayor or Mayor within 30 days of receipt of a formal dispute from the

employee, whose decision shall be final and binding on both parties.

ii. Any disputes about the outcome of the Employee’s performance evaluation must be

mediated by-

b) In the case of the 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), within 30 (Thirty) days
of receipt of a formal dispute from the Employee, whose decision shall be final and

binding on both Parties.

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 to the public by the Employer;
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13.2  Nothing in this 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.

Thus dome and signed at.. ¢G4 on this the.....B).....day of
....... mageH.........2026
AS WITNESSES:
J
1. _ N

Acting Senior Manager Planning and Economic

Development

Thus done and signed at..... %M{/{J" ........... on this the....g ........ day of

AS WITNESSES:
,, =
1 o _ = .
Municipal Manager
2
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COMPONENTS OF THE PERFORMANCE PLAN

1. Purpose

2. Key Performance Arcas

3. Strategic Intent

4. Key Performance Indicators

5. Assessment Rating Scales

6. Performance Assessment Process

7. Approval of the Performance Plan
1. PURPOSE

The performance plan outlines the Council's performance expectations of the employee and the is a
strategic intent to ensure that the development priorities and objectives as set in the Municipal Revised
2025/2026 Integrated Plan (IDP) and the Key Performance Indicators and targets in the Municipal
Revised 2025/2026 Service Delivery and Budget Implementation Plan (SDBIP} are achieved through
operational initiatives.

2. KEY PERFORMANCE AREAS

The strategic Objectives of the Municipality are informed by the following Key Performance Areas as
outlined in the Local Government: Municipal Planning and Performance Management Regulations
(2001)

2.1 Basic Service Delivery and Infrastructure Development
2.2 Local Economic Development

2.3 Municipal Financial Viability

2.4 Municipal Institutional Development & Transformation

2.5 Good Governance and Public Participation

2.6 Spatial Rationale (Added)

3. STRATEGIC INTENT
Vision:

“We are the prime agricultural hub and eco-tourism destination of choice™

Mission:

QOur mission is to constantly strife towards the achievement of!:

¢ An effective and efficient service delivery underpinned by
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¢ Stakeholder driven economic development and growth that fosters
¢ Sustainable job creation opportunities of communities within
® A safe, healthy and prosperous environment.

Values:
Bela-Bela municipality commits itself to adhere to the municipal core policies and values which are:

* Accountability

¢ Fairness

& Effectiveness

¢ Commitment

® Honesty and sincerity

32 | Revised 2025 — 2026 Annual Performance Agreement Acting Senior Manager
Planning and Economic Development

rJ L!“
\



>7

M7}

judwdo|da9q d1wouody pue Sujuue[g I28erUE N

B

——

I01UAS SUT)IV JUIMRATY DULUIOLIDJ [BNULY 97T(T — STOZ PSIAY | €€

| izisibey @ 9z0z
D0U003 | 2uBpUARY pauel pauIRl | pauer] SOt AQ B|qEUIBISNS |
9|  peubig paulel] aq aq oy paulel] aq aq q) Elfe] | pauiel] NS juswdojansg afienooug WaldgzAsg
Bujuueid 10 x@d0| o) INWS XOE| JWWS X0E| O} SAWS X0E| 3WWS X0E SNNS X0ZL | vldA # %4 jossqunn|  pue Buuer} 3NS PUB EJOlI0I4 | DILIGUDOT 2007
m /Bajeng [ ol
| ua
" wdopasq _
_ wispnoL
_ |euly _
_ CUEE /v
_ ABajeng | | _
| | _
_ wdopnag | _
WSLAG)E [
[ Sg0Z sunr og
| Wa| pergied | A padojarag JUBWLONALT
| wdojpasq | *onET U8 fbeens 1 Abajeng DILOL0DT
Hwouodgz | wiuoddy Absjens | uswdejsaag lapiaoid Afsleng Wawdojgrag Abajensg 8|qBLBIShg
9 0 juawdojanag wsunop S0INAg EJO usuidoaaag| Absiensg WISUnoj wswdojanag afieinoguz HETIVEEE:Tg!
Buueld|  wiN 1D xadQy LWEUROL |gul4 jeig|  wsuiuoddy WIN uisuno) x | f G310202| €144 # %] JosqunN | wsunoj Bjeg-ejsg pue gowdlg | JILoU0I] [EJ0
|
ABeyens
aa
| leuld 5D |
| ABajesg |
Cam _ |
a| yelg e JUBLIUCIAUS |
wdojsasq | Japaiue gz0z aunp WCU0o |
Awoues] | wiujoddy Japinoid ABejeng 0¢ Aq painey QQRUIE)SNS _
bl Z0 Af=ieng ABsjeas|  somegejo a3i| ABsens AB=ens g3 Absjeng afieincoug wswdopasg _
buuueld | N LD xadQ) a3alieud|  QIiHRIaQ|  weuguioddy VIN pemainad XL | Q310202 ZldA # % e squiny Q37 jo mainay PUE 8JOWOI | JIIOUCYT [BD0T
t — — — T BEEE——
Hoday ug |
jonfsLon |
Buipes | |
lewuo) |
£ |
Wwa| ¥NIED| | WBLLOIIALT
wdojarag e psjongsuo pajornuysuo ubisag _ 9z0Z Bunr Qg 2IW01:035
Jwouods | wiueddy 8q o} Jspinaid sqa eS| pajeeq “ 4q pajajdwo) sS|EIs g|qeuelEng
2 o) s)|ejs Buiped | S0IAIBG B Buipes) ay140 sjjerg Buipes] Bujuiel ) |euuopu| abeinoaug juswdojanag
Buiwueld|  wiN 11D xaden|  jeULOU] XE /N | j0 Jusunuoddy YIN leudop) xg | eaouddy | LM # 9l J013guwny {0 uoponysuoy puBR BJ0WGI4 | 2IWOU0DT (8207
%0% hzm_s_mo.ﬁﬁ_n_ JINONOD3 VOO0 V3V Emo_mm_ ‘WIHV ALIMOIRd
_ _ sigfie]|  spefie) sjpbie) | swebiel|  oz0z/5202 _ |
| 3eBpng A9UEND Yy | JSUend) pig|  JeMenp puzg| Jepenp st sjebie)| 9zoziGzozZ [ (won) 1dM) 203821py] | (1d¥) JojEipU
1] painbay |lenuuyt  sy9blet | zozibzoz | epos | ansesw 90UBULIONSd = SJUBULIONA4 awwelBoid sanasfqo BAY
suedsq | aausplag SIAOHYL IONYINHOIHId AT LYYND 92025202 pesiagy  Ienuly | auijpseq | |dM foqun  |jubisp | Ay pasiney fay posfoiy lbisjeng _ aoueuLopad fay

~ VIMNXANNY SLIDYVL AMIALTHA ADIAYAS ANV SHOLVIIANIT ADNVINIOIdAd A3 b



>7

\?_\_

Judwmdojaad@ drwouody pue 3ulvue|d IISBUBY J0IUag U119V JuswesIdy OUBULIONIAJ [BNUUY 0707 — STOZ PISIAIY | b

2]

%0E TYNOILYY TVILYdS :YINY ALIHOINd

JUE]
| wdojassg
| Jnuoucog

3|
_ Buuuelg |

isisitey
-]
ouepuay
Y0

‘g8 bay
a8
auepuany
D
Ja\si0ay
=]
oUEpUaYY
0
YN0

xad

paulel]
20 0} SIBULE 4
of Bufiawg xg)

peuies| aq
0} s1auHR
BuiBiawg

XGl

paues]
aq 0} slauuey
BuiBiawg xg|

YIN

pauiel] aq
0} Sisuue
fBuiawg
XGp

9 [dX

ggoz sunr
OE Aq paures]
SIBULE
Buifsawg

10 Jaquiny

JusLLdoRARg
S pue

Buiping Agoeden
sisnue fujbiswsg

JusluuoiAug
2illouoag
3|geuIBISNS
abesmoouz
PUE sjowwoid

Juawdopaag
OILLIOLODT) [BD0]

8
wdojessg
JUouos3

%
Buiuwred

NI
SQ0T 0
10BIUeD
sqor €0
S8NuDD
sqor 20
SI0BRUOD |
saef 10 |

peiesio

0| aq 0} sgop xgg9

pajea.o aq
0} sq0r X569

pRjesid
8¢ 0} sqor g9

pajeaio ag
0} sqar XG9

palessa ag
01 SqOF X097

pajealn
sgol x Oy

Sidd

RIANA

SUnr Of Aq
{dMO "dmaa)
sjoaloud jeyden
Buipnio
S3ARERIUI 037
5. Aedioungy
yBnoug
paieasn

5g0j J0 Jaqunp

uoies] qor

JewonAug
oloucog |
a|qeuIe)sng |
abeinoous |
puE BjoLold |

awdojpaag
DILIOLOT 2901

e
wdojansq

sapnuIp _
puE |
Jaisifey & |
JuEpusly |
peufig
0
SajnLKy
pue
Jsibay 8
oUBpUaRY
paufis
tD
SN
pue a
oUepueny
poubis
0
sanuIy
pue |

JualuuoAug
UIOUCHT |

u
slupedaq

Jafipng

sjefie)
dapenp Uiy

sjafiie]
Jayenp pig

sjefie)
lsyeny puz

sjebie)
isyenp isi

pannbay
aausplAg

S13DUVL IONYINHOSHAd ATHALYVYND S20Z/SZ0Z

920z/520Z
sjebie)
|enuuy

pasinay

9202/5202
sjafief
|enuuy

g

20Ziive0e
aujjaseg

8pon
._mx

{(won)

ainsealy
#0310

Wbiapy

1) a03e0ipuy | (1dy) Jojeaipu)

CEDTGIEY |
fay| pasinay

sguewIoad
fay

aungeifioig
faaford

seAnae(nQ

sifiajeng

BAlY
dauewopad fay |




Mo L

judwdorssaq d>rwouwody puse 3uiuue|d 133vuBy J0TUIS Sulldy WIS Y SDUBULIORJ [ENUNY 9707 — SZ0T PASIAY | S¢

[ dysumoy | _ 4 _
| XLy |
| 200 7 |
_ 950 _
sweibeig | |
[ |Bu "
OISINPANS _
m i
_ Adon :gn
SOON Lol
1eBinwold
0
u
ojjeD|ddy [
uog
EpIosuog paja|dwos 920z aunp g
_ U ueResyddy u ag g peyeidwos
we | oisiApgng MO O35 0} oneplosuo) a598 L3 698
wdojarag | jou sweibeig| b Ioj Lodal | 1X3 Joj Hodau _
JIOU0YT | CISSIWIONS | vodai | euoisigpgns UOISINPONRS 193loHd 10sfoxd peyge: sanIuNLWoy | [
B ) waloid payse) jo i(o} paiyes _ diysumoy | joalord uonednEY pajeibay| _ 8jeuoney pue |
Bujweld | Jeye 1o _ xed0| dusumol x| | uoissiugns | uopeBinwold | uoissiwgng diysumo x| 0l BidY # %0l 10 18qWNN diysumoy PUE S|qBAM _ Bujuued |eneds
| awslys | !
88 puE] |
¥e1q 30 |
yoday | |
ugpdaou)
jus | ‘ED paMalna) | 4707 8unr 0g $SR|URWLIOT)
wadeAsq | Jene| ue aq 0 A pamainay pejelBaiu|
| anwcueoy _ wjuoddy I8piAlg 3wsydsg ssn| sweyas| m awsyag ss pue s|qeA
| 2 NG_ EITETTS yoday ERIIYE pue yeig| =8n pue PUET E[9G-EI28 | SWaYds &sf) pue ‘SjqeuleIsns | Sjeuoney pue |
[ Buuueid| w0 xadQ | 9sM pueT yeig uondaou| | jo Jusupuioddy WIN ejog-e|eg x| LW02|  8ldA # %04 J0 2=5qWnN | E|g-Blag Jo Malnsy aunsus o _ Buuued jejeds
Japaqu _ [
ofeoldde [
waw [
uslges3 _ |
dysumal _ |
0 [ | |
Hoday luexes| [ ge0gsunp
| uoidsou ur pajsjdwoa [ 0F Ag uexes] |
wa | ) iueyes| aqa) _ u) paja|duwing SefiunuLe)
wdojaaag | sp9| Ul | 1) psjerdwon vopeodde|  poday | uogenydde payesba)
| owouoas | wiupddy | uoneaydde 1apinolg W | JuBwysigels3 piie 3jqear
| 3 i) uallys|ge)s3 uodey S0IMBG B awysyqe)sy diysumo| JuBwys)gels3 ‘8|qBLiE}SNS Deuogey pue |
_ Buuued| wN:LD xadpl  diysumol x| uoydsou| | jo Juswiuioddy ¥IN diysumo) x| F1d% # %04 joJaquiny | diysumey (ueyes| ansua oL | Buwued jegeds
_ sobie) | sphier|  siebiel|  swhiel| 97075207 | | _ _
18fipng 19UEND Uiy 1EHEND PIg| JeMEnp puz| Jspend isi siabiey} 9z0Z/5Z0Z S | (won) 1) J0321pUL | (1dM) A6¥esipu) |
w paainbay [enuuy swbrel | zogipzoz | 9poy | ansesw _ SOUBULIONS | BIUBLLIOMNAY auwmesfoid CETHLE] (o _ By
swipedaq | asuspiag S139YV1 IONYWHOIHId ATHAIYVND 920216202 umm?mm"_ lenuuy | suiaseq | |d¥ | joyun | wbiem _ fsy pasinay fay Aafoxg afiejens | aduewlopod fa |




>7 /M D1

juswdojasdq dDlWoOUO0dY pPu® SUIUUE[4 I95BUR J0iUIG SU1)0V JUIURIISY 9DUBNIONIJ [BEITY 9707 — STOT PISIAYY | 9¢

W31SAS INIWIDYNVIN IONVINHOAYHI V3NV ALIYOINd

[ | Jmymbay &
| suepuapy

peufig

0

e

lofay 8|

| auepuspy

| pouig

£

| 18ysiBay 8 |
auepuany |

paubig

wa v}
wdopasq | )sibey a
JUUCUCST | SUBPURRY
g peubg
mc_ccm_n__ 1o

!

xadp

papuene | o sbuysaw

8q 0} sBulzauy |
oy |

6/ 104085 Xg

papuaje
sajwwog | 8q o sbugsaw

6L O]
UonJag Xg | 2 LORDRS X7

7 papusye 8g

papuage &q
0} sBupgaaw
E=hIN[o])

6l

10gIBg X¢

pausauoo 3q | shugeswr

papusye _

03 sBunsaw | ]
saIWwon | spuiuon

64|
UORI3S XL | | UORORS XB

6. | _

5201 NOILVdIOIL¥Vd JITENd ONY JONYNYIAOD 400D :VIHV ALINOINd

9z0Z sunp
0¢ Aq papuaye
shugeew
SSIUWEY

g/ uoioag

Jo ssquiny

wswdojanag
jeuonniasu| pue

fioeder
BOUBILIZAUE) DUR |
angessiuwpy |
anadwj o]

HORERSIUIWPY

faunog | [ediouniy

UOHEULOSUBI |

|

Jzsibay s

ouepuany

peufi

hiv)
m |
JEERETEY
auepuSY |
psuBig |

£0

Jalsibay a

| ouepuagy

| paubig

wa | Z0
wdojarsq | )sifay @
HWOEI3 | JUBpUANY
®| paufig
Buuuey o

xmnﬁ"

papuspe

| 8q 0} sBunaaw
[[=]V]glelo}
ABUIDIO %7

papusne

aq o} Bunsaw
[launog)
Aeulpio x|

papuspe aq |
o) sBupeau |

(ounos |
AlRuipIO 1 |

pepuajie ag
0} Bupsew
uroD
ABulpi0 %)

pepuane aq
cj sBupesw

jounog |
ABUIDIO X8

papusje
sBugssw
jfounog |
Aeuipio |
3| B 1A #

%5,

9¢0¢g sunp
0¢ Aq papuaye
sBugesw
[launog
Aeuipig

jo Jaquiny |

fpoeden
QOUBLIBACE) PUB vonediomed
anensLwpY MGAg puz
an0Idul| 0] | SOUBWIBAGE) POGS)

LONBNSnILpY
[I9unon

%0} NOILYWHOJSNVYL 8 INIWAOT3IAIA TYNOILNLILSNI :VIYY Emo_i

uodal
100i0id
palifel

388png

sjafie|
Jsyeny pig

sjebie]
J8)enD yiy

sjabie]
isyeny puz

sjabie ]
lspenp 15}

w paxnbay
_ awyedag | sduapiag

S130YVL IINYWHOIHId ATHIIHYND 920215202

9Z0z21520g
sjafie]
fenuuyy
pasiaay

9z0z/s20e
sjafie]
[enuuy

) (won)
CO0ZI¥Z0E | ®poD | ainseaw
suleseg | 1dM jojun

WERM

i) 103e2pU] | (joH) J03ealpu)
2JUBUIONA | SIUBULIONA
£ay] pasiaay Aoy

awelborg
fasfoug

seMpaaldp |

| BalY
aifielens | asuewopad Aoy




N

>y

il
>7 \
judwdofaadq drwoucdy pue Sujuue[g 13feuey 101uag 3ul)?dV JuPmaaIdy DUBULIOLDJ [BNUUY 9707 — SZOT PASIANY | /€
_ [ smisibey 3] . _ _ . _ " _ _
auBpualY | | _ _ _ | _
peubig |
_ +0 _ _ 7 _ 7 | _
: | |
Ia)sifay e 7 _ 7 [
JUEpUENY _ [
paubis [
€0 | | papusle | | 920z sunp
| Jgjsibey s | 7 sHinasaw | Of AQ pspuaye
ouBpualy | papusie | papusye aq papuane | pepuspe oq | Dapusne ag a| sBugesw
| paubig| 8q 0} Gugaaw |  q) Bupoow | eq oy Bunssw| o) Bungaw “ o] sBugaaur | epumuog | SOILILOT
1] 0 SEIUIW0Y | SEIWWIOT seiLuiog | seRLILOY) | EEN Ty ] souendwos _
E%_mzn_._mz_mmmm soueydwon | asouzdwoo souendwon | aouedwios soueldwo? | oueldwo pue fpoedeo
2WoUco | Juepusny pue ncf_ pue puei pue)| puejua _ juawabeuey asuewanot pue uoediaes
] paufig | ewsbeuep uswsBeueyy | juswebeueyy | uswsbeiep | uswalbeweyy | wabeuepy | P BOUBIZAOD) BAJRSIUILDE g pue
Buued 10 xedo| YSIY X5 ySIy X} | HSiY XL ASIY X} S Xp| s xq_ AP #| o Jaquinp sziodion) anoldu 0] | SOUBLLBACS) POCE)
_ _ _ _ _
lglsibay 8 [
UEpUSNY
peubis “
Rv) [ “
| B | | |
Igsfoy a |
Juepuayy
paufig _ [
‘€D _ _
1o1sibay 8 | papushe |
JUEPUSHY | | sBugasiy gz0z sunp
paufig papuspe | papusye sq papusie | papuspe aq | papusyie aq | ! Ot Aq pspuspe |
| g : aqoysbuneaw | o} Bugesw | aq o) shupeai | o} Bupasw | o) sbunssw | aljuuog sfunsaw _ [
| wdojsaeq | Ja)sifiey o | eapiuIWy | ssnwwon SS[IHUWIOY | B80T sapLWo) upny SAPILLIDY | fyioedea |
2|Wouoay | SUBpUBRY IpNY DUB | Jpny pue ypny pue | Jpny pue yphy pue pug 8o m 1pnRY pue | aouewanol pue | uvofedioied
3| paubig BOUBULIONE | 80uBULIDpad |  eouBLLOpSd | 20UBLLOUSH BOUBLLLOYS | UBWIFOUEY | 20UBLLOYa | BOUBLIFAOLY amesiuiLIpe J[Qnd pue
Buluuerd 1o *3dp) Xz x| Xz | Xg Xg| 17 1dH L 9 “ 10 Jaquenn sjelodioy anoudun 0] | BOUBLLEADS) poog) |
4 : _ douany .?__zmm:.z_ NV MSIY Y34V ALIMOIYd
s
ashojdws 7 _ _ _
| seakoidwa seafoidws | e J0p S| 670z _
|Ie 10} [e 4o} | usWwaalby | Anp e A |
S| sjuawizalfiy Sluswaalby an| saafojdius e |
19 | uswaalfiy E TE, SOUBLLIOJS | UBLLIDHA | 10} sjuswaalby |
W VERETy] a9 | _ I | |eju | aoUBLLOYa
JLOLGIT | UEWIOPES | | Eyswyedaq | elauwnredaq | awpedag [ Ejuawpedag waysig uogedoped
2| poubig | _ paubis paubis paufiig [ paubis Juswabeuep QOUBLIBAQL) Hand pue
Buwugrs|  ssidog xedo YiN YN WIN|  J0%00) | 10%00L| $0%00L| OZ I % % RELETEERY 8%_.Ear_ma_ UES|]) | BdUBMIA0L) POOY)
i | |
sjebiel|  sjbe) sjefie;|  sjafise) ms%ﬂ_L | _
lefipng | JepenD yip| sepend pig|  Jepeny puz | ajeny is) sjble) 920215202 5 {won) [ 1) J01e3tpUy | (1dy) J018a1pU]
W | paynbay jenuuy] sppbiel | zozipzoz | apon | ainsesw | 9oueILIOMa | SoUBLLIOHS] aumiefold saaoslqo ealy
awpedaq | aouspiAg | S139UVL AONVINHOAHT 4 ATYILHVND 9202/520Z pesiAsy  [enuuy | sulesed | |dN onun | yBiap _ f8yl pasiaey fayl fasfoid abeng | eauewiopag fay _




\U.N Th——
juamdoaaa@ d1wouody pue Sujuue|d I98BUBIN J01Uag Sui)dy JUAWIARAIBY DURULIONA [BNULY 9T0T — STOT PASIAMY | 8€
" - - T == |
|
g _
Z0THZ0E | | [
loj ueid | ¥ 920¢ _
| co_s,qms_ RTAVAS A TARAN ALY AT aung g Aq _
_ jua jouone 10} paAj0sal 10§ Ue|d uogay ay
wdojanaq | iwaweidw paAjosal panjosal 2q0]| peaosal iad 52 passal
QU237 a8yl sauanb 9y | sauanb oy | seusnb oy ||  sBuipuy sauanb oy Juswabeuey pue
9| uoyoday [ejuawyedaq | ejuswuedag ejuaupedag oy _Ecmetm%c_ Bupodsy | Augem jesueuy | Amgels [eoueuld
Bujuueid | ssabord xadg)| 10 %001 10 %05 /N YN 0%00L|  P%S8| ¥ZIdd % %S jo afigjuaniag | pue jafipng anosdwij o] (ediajuniy
520z
y | JaquIaAa
wa STOZWE0E | 2025202 | 0¢ 4q|
wdojaraq 5Z02Iv20% 10 1} | Joj poday _ SZ0Z/ve0E 1) fpoedes
HWoucog uoday yodsy ypny yoday Jpny npny yoday upny | aouewsnoh pue uogediogied
9| §5|elausg) " payenbun | payeny | | payenbun Bupodsy aAnEgsIUINe oqnd pue
Buluueld | Joypny xedQy YN WIN | viN UEqO | pauelqn | £Z 1M # %S ueqo pueabipng | 8n01dLl) 0] | BOUBLLIBAOS) POOS) |
L %0L ALISYIA TYIONYNIA 'V3HY ALIMOIMd
sjebie) sjabue | sjabie] sjefiie] | gzoziszoz _
jpng | Jepenp Yy | Jeueny pig|  Jepenp puz| Jepend isi sjabie] 92025202 5 {wen) Id¥) 103e31pu | (1d) Lo1821PU]
w paiinbay | _m_.__.__.__c.__ sibie) | zogmyzoz | epon | eumseaw JoueuLIOHad _ aouBULIONad awnuelfold samaRlqo Baly
swpedag | soUApIAT | S139UVL FINVWHOIHTd ATHIALHYND §202/520Z pesinay  fenuny | aulaseg | [d) jonun  [uBlapn | Aoy pastasy Aoy paaloid afisleng | sauewiopad Asy

1




27

My,

IIN.,. ;

juswdojaseq d2rwouosy pue Suluue[qd 125vuUB J0iuUag Fuijoy DMWY DUBULIOLIRJ [ENUTY 9707 — STOT PISIANY | 6€

quauraaosdurt
sfemooua 0] suoys juswaFeuR
adssp  qof =wp w papoadxe

1243] a1 01 dn soueuiopred Buug o3
AR 10 UALE WG S1 JIRLSUOWAP
0} popel  seq  sokoidue oy
"UB]J SOUBULIOLIDF PUR S)UIWDIBY
PURWIORsd 2yl w poyads  se
SI0JEaIpUl PUE BLI2]UD 2surwIoiiad oy
JO [[e J5owe Isurede sjnsal aAToa53
Aliy mofaq possigor sey eafopdwo
A1 LY} SIWIIPUT JUSWISSISSB/MATADL
ayl ‘qol sy 1oj paroadxa prepuels

3} JP9UI JOU  SI0P  DSUBLLIOSJ

‘UBJJ 20URULICHI PUB
SIUAWIGAISY 2DUBULIONSg AUy Ul
PalIoads se SI01EIPUL pUR BLISILD
ssourunoped A3y ay ey uey)
Juow 1sureSE S)NSII ATz ANy
MO[g PaAdTyor Sey sakordine a1
el $91BSIPUL JUBUISSISSE/MELAD]
2, "qol oy 107 paioadxa spiepuess
3 JO 2WOS §199W SIURULICHIS]
‘sgare Aoy ul qof sy Joj pamnbar

PIEPURIS 33 MO0[3q ST IIUBULIOJIa]

‘lrejd SOUBULIOHNAJ
pue simowazidy  oUBWLIONS S
ur palzads Se SIOJEDIPUL PUR BLINLID
souetoptad uroyguBs (e jsuiede
SI[ASal QANISIA passlyae L[Ny seq
sakopdury oy 1y sajeotpur [esieidde
ayy, "qofl ay1 jo seam qe Ui paroadxa
SPIRpURIS 3] S]Aal A[[NJ SOUBULIOLI]

i URL]) J0ySIY APUBOYIUSIS ST 20UBULIOMSJ

LT
a3 In0Y3nOy SISO [B PRAAYIE A[jy
PUB SIOIBJIPUL PUE BLIDILD oupuLiopad
3y JO JeY Ueyl 2JowW SuieSe $)msar
[AlDAR AN} SA0QR  PIABIYOE  SEY
safojdurg o1 Jemy sojeoiput esrerdde
qL -qol sy w peedxs prpuels sy

pIBpUES AUl SPIIIXS  Ig]  DOUBULIONS]

“Ieak oy wogSnany Arqisuodsal jo seare
[[e UL SOy} PAUTEIUIBIL PUR UR] 20UBHLOLS
pe w4 o ur pagwads se sioimorpur
pue ewanid  asueunioped (e jsumSe
SHNS3I  2AN03J2 A SAOGE  PAAIIIw
sey aadoydwry =y ey sejeotpur |esresdde
YL, "[easy sty Je sakordus ue jo parsadxs

soueInIclIa sfqridasanun

AN m.m:...m 10N

suonevodxs saogy
Apuenye31S S0UBULIDNR]

]

SIUBLLIOLIR Sulpumising

HIVIS IONLLVYI INHINSSHSSY "9



7. PERFORMANCE ASSESSMENT PROCESS

The following steps will be followed to ensure a fully participative and complaint performance assessment process
is adhered to:
l. Performance Assessments
1.1 Formal assessments between employee and employer will take place twice a year to measure the
performance of the employee against the agreed performance targets.
1.2 Progress against the targets will be captured in preparation for the assessments.
1.3 Scores of -3 will be calculated based upon the progress against targets,
1.4 Key Performance Indicators (KPI's) and targets are audited and copied to the performance plan before
the assessment date.
1.5 The employer must keep records of the assessment meetings.
2. The employee being assessed will compile a portfolio of evidence confirming the level of performance
achieved for a given assessment period and made available to the panel on request.
3. The process determining employee rating is as follows:
3.1 The employee to motivate for a higher rating where applicable
3.2 The panel to rate the achievements for the KPI are on a 5 point scale. Decimal places can be used.
3.3 The panel to rate the employee’s core competency requirements {(CCR) on the 5 point scale. Decimal
places can be used.
3.4 The panel scores are averaged to arrive at a total score per KPI / CCR. Overall scores are calculated
by taking weights into account where applicable,
3.5 The final KPA’s rating will account for 80% of the final assessment total. The CCR are to account
for 20% of the final assessment total.

4. The five point rating scale referred to in regulation 805 correspond as follows:

[ Rating | 1 2 | 3 [ 4] 5 ]

The assessment rating calculator is used to calculate the overall % for performance.
6.  The personal development plan can be (PDP) can be reviewed after the performance assessments had been
finalised in case where more clarity has been established on what the essential development needs for the

relevant employee will be.
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3. APPROVAL OF THE PERFORMANCE PLAN

| This serves as a commitment between the employer and the employee that they will work together and support each other while struggling to .
achieve the goals of the Municipality as well as the personnel growth and development of the employee.

Undertaking by the Employer/ Supervisor ' Undertaking of the Employee |
On behalf of the Municipality, I undertake to ensure that a work | I herewith conform that I understand the strategic importance of
environment conducive for excellent employee performance is | my position within the broader organisation. I furthermore confirm |
established and maintained. As such, I undertake to lead to the best of | that I understand the purpose of my position, as well as the criteria |
my ability, communicate comprehensively, and empower managers and | on which my performance will be evaluated at least twice per |
employees. Employees will have access to ongoing learning, will be | annum. As such I therefore commit to do my utmost to work up to
coached, and will be assisted to clearly understand what is expected of | these expectations. I hereby accept this plan.
them, and herewith approve this performance plan.

|

Signed and accepted by the Supervisor on behalf of Council: | et __Sién_ed and accc;tca by the emplovee:

41 | Revised 2025 — 2026 Annnal Performance Agreement Acting Senior Manager
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