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PERFORMANCE AGREFEMENT
MADE AND ENTERED INTO BY AND BETWEEN:
THE BELA-BELA LOCAL MUNICIPALITY
AS REPRESENTED BY THE MUNICIPAL MANAGER

TG RAMAGAGA

{Hersin and after referred to as the Employer)

AND
HB MASWANGANYT

(Hexcin and after seferred {o ag the Employes)

FOR THE PERIOD

01 JUNE 2026 TO 30 JUNE 2026 FINANCIAL ¥TAR
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1.

INTRODUCTION

1.1

1.3

1.5

The Employer has entersd into a contract of employment with the Employes jn forms of
section 57{1)(a) of the Local Government: Municipal Systems Act No. 32 of 2000 (“the
Systems Act”), The Employer and (be Employee are hereinafter referred to as “the

Partics”;

Seotion $7(1)(h) of the Systems Act, read with the Contract of Employment concluded

between the parties, requires the parties to canclude an annual pesformance agreement;

The parties wish to ensuce that they are clear about the goals to be achieved, and sseure the
commitment of the Employes to a set of outcomes that will secuse focal govermment policy

goals;

The Patties wish 1o ensure that there is compliance with Sections 57 (4A), 57 (48) and 57
(5) of the Systems Ac;

In this Apreement, the following terms will have the meaning ascribed theveto:

151 “Core compotencies” means competencies that cut across all levels of work i a
municipality and enhance contextualized Jeadership that puarantees service defivery
impact;

1,52  “Leading competencies’- maans competencies that are requited to develop clear
institutional strategy, initiate, diive and implement programs to sohiove long-term
sustainablo and measurable servics delivery performance resuits;

1.3  “this Agreemeni”™ means the performance Agreement betwesn the Employer and
the Employee and the Annesures thereto;

154 “the Mayor” means the Mayor of ouncil appointed in terms of the Local

t Government; Municipal Siructuses Act No. 117 of 1998,

155 “the Employes™ means the Scnior Teclmical Services  appoibted in terms of
Seetion 56 (1) (a) (1} of the Local Govesnmeit Municipal Systems Act No 32 of 2000

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

157 “the Parties” means the Employer and the Employee.
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1.5.8

1.5.9

1.5.1

154

Regulations
1.5.8.1 Local Government Municipal Planning and Performance Managsment
yegulations, 2001
{5872 Local Government: Municipal Performance Repulations for Municipal
Managers and Managers directly Accountable ta Municipal Managers, 2006
1.5.83 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 Competensy Levels,
2007, fssved i terms of the Municipal Finance Management Act, No. 56 of
2003, as published under Government Notice No. 493 in Gavernment Gazette
No. 20967 of 15 June 2007
“Munieipal Manager” —means a Municipal Manager ar Acting Munioipal Manages,
appointed jn terms of section 544 of the Local Govetnment: Municipal Systoms Act
No. 32 of 2003.

6 “Sentor Manaper” - means a Maager directly accountable to Municipal Manager,
appointed in terms of seetion 56 of the Losa! Govermment: Munjoipal Systems Act
No. 32 oI 2003,

1 “Fyafuation Panel” means the committes constituled for the purpose of evaluating
petformance of the Municipal Manager and Managers directly accountable to the

Municipal Managet.

3, PURPOSE OF THE PERFORMANCE AGREEMENT

2.4 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 Aci as well as the

employment contract entered info belween the parties,

212

2.1.3

2.1.4

Specify objectives in terms of the key performance indleators and tavgels defined and
agresd with the employee and to commuiicate to (he employee the employet’s
expectations of the employee’s performance and accountabilities in alignment with the
Intepraled Development Plan (JDF), Sarvice Delivery and Budget implementation Plan
(SDBIP) and the Budget of the munjeipality;

Give effest to the employer’s commitment to a petformance-orientated velationship
with its employee in atlaining equitable and improved service delivery.

Specify accountabilities as 5ot out in & Performance Plan, which forms an Annexure to

the Performance Agreement,
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21,5 Monitor and measure perfornance against sef targeted oulpuls;

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

2,19 Reward (he Bmployse appropriately, in the event of outstanding performance;

2.1.8  Give offect to the employer’s commitment io a performance-orientated relationship

with its employce in atfaining equitable and improved service defivery.

3 COMMENCEMENT AND DURATION

a1 This Agreement will commence on 01 June 2026, isrespective of the date on which it was
signed by both Parties, and will remain in force until
a0 Jane 2026 thereafter, a new Porformance Agreement, Performance Plan and Personal Development

Plan shall be concluded betweon tie Parties for (he next finanoial year or any portion thereof;

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

orice a year by not [ater that 31* of July of the succeeding financial year;

3.3 This Agreement will terminate on the tormination of the Employee’s contract of employment

for any reason; and
3.4 The Parties agtee to review the provisions of this agresment during June each ysar

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 ate 1o lohger appropriate, the contents must, by mutual apresment

hetween the Parties, immediately be revised,

4 PERFORMANCE OBJECTIVES

4.1 The Performance Plan (Annexure A} sots oul-
4.0.1  The performance objeciives, and targets that must be met by the cmployee
412 The time frames within which those performance objectives and targets must be met;
and
413 The Competencies comprising of the Leading Competencies and the Cors
Compstencies
4.2 The performance objectives, and targels voflected tn Performance Plan are sct by the
Tmployer in consultation with the Eniployee and based on the Second Revised 2025/2026
Integrated Development Plan, Second Revised 202542026 Service Delivery and Budpst
Implementation Plan (SDBIP) and the Sccond Revised 2025/2026 Budget of the

Tanployer, and shall inchde:
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42.1 Koy ohjectives: thal describes the mais tasks that need to be done;

422 Key peiformance indicators: that provides the details of the evidence that must be provided to

show that a key abjective has been achieved;
423  Tarpet dates: that describes the time frame in which ilie targets imust be achieved; and
424  Weiphtings: showing the refative importance of {lie key objectives to cach other;

4.3 The Petsonal Development Plan (Aanexure B) sets out the Employee’s personal development

requirements in line wilh the objectives and targots of the Employer; and

A4 The Tmployee’s performance will, in addition, be measured in terms of conlributions to the

poals and sirategies set out in the Ewployer’s Integrated Development Plan,
4.5 Disclosurs of Financial Tnterests {Annexre C) set oul the financial interests of the employes

5  PRERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agroes to pacticipate i the performance management system that the Imployer

adopts or introduces for the municipality;

52 The Tmployee accepts that the purpose of the perfosmance managsment systent will be to
provide n comprehensive system with specific performance standards to assist the Employer,

management and wunicipal steff to perform fo the standatds required;

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

be included ju 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 rolovant to the employee’s responsibilities, within the local

sovernment frainework;

3.3 The eriteria upon which the performance of the Tmployee shall be assessed shall vonsistof twe
components, Operational Performance in the form of key performance indicators (ICPTs) under specific
Key Performance Areas (IKPAs) and Compoetencies: Leading- and Core Competencies, both of which

shall be contained in the Performance Agreement.

551  The Employee must be assossed against both components, with a weighting of 80:20 alfooated

* {0 the Key Performance Aroas (KPAs) and the Competencies: Leading- and Core Competencies

respectively,

557 Tach area of assessment will be weighted and will contribute a specific part to ihe total score,
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563 [PAs covering the main areas of wotk wilt account for 80% and Competencies: Leading ~ and

Core Competencies wilt account for 20% of the final asscssment,

5.6 The Tployee's assessment will be based on his / Ler peformance in ferms of the key
performance indicator oulputs / outcomes identified ag per altached Performance Ilan
{Amnexure A), which are linked to the K PA’s, and will constitute 80% of the overall assessment

result as per the woightings apreed to between the Employer and Tmployee

1 | Basic Service and Infiastrocture De\fi;lcpmeﬂt 0%

2 | Municipal Tnstitutional Development and

N iH
Transformation 10%

3 | Locai Bconomic Development (LED)_ 0%

4 | Municipal Financial Viability and Managemﬂlgé 10%

5 | Good Goyernance and Public Paticipation 10%
6 | Spatial Rationalc 0%
[ Ufotat 100%

The KPA xﬁﬁ?cunstiiute 100% and be converted o 80%

5.7 Tn the case of managers directly accountzble to the junicipal manager, KPAs related to the
functional ares of ihe relevant manager, 1must be subject fo negotiation between the municipal

manager and the relevant manager.

6. COMPETENCY FRAMEWORK’

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

framework, Foous must also be placed on the following ey factors:

(a) Critical leading commpetonoles that diive the strategic intent and direction of loeal

governiment;

1 This competency Framework replaces ragulation 26 (8) of the Looal Government: Municipal Performance
Reguiations for Municipai Managers and Managers directly accounlahie to Municipal Managers, {Governmonl
Notlse No. 805) as published in Government Gazelte No. 29088 of 1 Augusl 2006,
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(b Core competencies which senior managers are expecled to possess, and which drive

the execution of the leading competencics; and

{c) The eight Batho Pele principles.

6.2 The competency framowork cobsists of six ieading com

driving competencles that communicate what is expected far offective pesformance in local

governinent,

6.3 The competency framework further invol

that the leading competencies are executed at an optimal level,

6.4 Competency Xrameworlk Struetue

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

CRITICAL LEADING COMPETENCIES

petencies which comprise of twengy (20}

ves sty core competencies that act as drivers to ensure

Six (6) Leading Compelencies

Tyventy (20) driving compelencies ’

Strategic Direction and Leadetship

o Impact and Influence

o Institutional Performance Management
o  Strategic Planning and Management

o Orpanisational Awareness

People Management

»  Human Capital Planning and Development
e Diversity Management

o Hmployse Relations Management

o Negotiation and Dispute Management

Program and Project Managenent

o Program and Project Planning and Jmplementation
s Service Delivery Management

Financial Management

o Drogram and Project Manitoring and Evaluation
»  Budget Planning and Execulion

o Tinancial Strategy and Defivery

¢ Financial Reporting and Mosiloting

Change Matagement

(yovernance Leadership

o Change Vislon and Strategy
o Progess Design and Improvement
o Change Impact Monitoring and Bvaluation

o Policy Formufation
s Risk and Compliance Management
o Cooperative Guvernance

STX {6) CORT, COMPETENCIES

Moral Compsience

Planning and Organisiag

Analysis and Innovation

Enowledge and Information Managemeont

Contmunicalion

Regults and Quality Focus
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7, PERFORMANCIE ASSESSMENT

7.1 The Performance Plan (Annexure A) fo this Agreoment sets out:
.11 The standards and procedures for evaluating the Bmployee’s petformance; and
9.1.2 The intervais for the evaluation of the Employee’s performance;

72 Despite the establishment of agreed intervals for avaluation, the Employer may i addition

review the Employee’s performance at any stage wiiile the contract of employment remains in foree;

13 Personal growth and development needs identified during any performance review discussion
must be documented i a Personal Development FPlan as well as the aclions agreed fo and

implementation must take place within sot time frames;

74 The Employee’s petformance will be measured i terms of contributions to the strategic

objectives and stratogies sef out in the Timployer’s 1DP.
7.5 The Asnual performance appraisal will invelve:
7.5.1 Assessment of the achievement of results as outlined in the Performance Plan

(a) Fach KPA should be assossed according to the extent to which the specified standards or
performance indicators have been met and with due regard to ad-fioc tasks that had to be performed
wnder the KPA

(b) Values are supplicd for KPI’s and Activities under each ICPA as part of the Institutionel
Assassment, Based on the Target for an activity or KP, over or under performance are catoulated and
converted to the 1-5 point scale antomatically. These scores are cartied over to the applicable
employee’s performance plan. During assessment, fie employes has a chance o submit evidence of

performance where a disagreement

{e) The Fmployes will submit his self-evatuation to the Bmployer prior to the formal assessment;

and
(@) An overall score wilt be caleutated based on the fota! of the individual scores calculated above.
752 Assessment of the Leading Competencies and Core Competencies:

{n) There is no hicrarehical connotation to the structure aund all competencias are sssential to the

role of a senjor manager to influence high performanse.
{b) All capelencies must therefore be considered as measurable and critical in assessing the level ofa
senior managat’s performance.
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(e The competency framework is wnderscored by four (4} achievement levels that act as
bonchmark and minimum requirements for other fuman capital interventions, which ave, recruilment

and selection, Jearning and deveiopment, sticesssion and plaoning, and promoticn,
753  Achievement Levels

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

succession planning and development interventions,

7,532 Individuais fulling within the Bagic range are deomed unsuitable for the roie of senior manager,

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

75.3.3 Indviduals that opevate in the Superior range are deemed highly competent and demonstiate an
exceptional level of practical knowledpe, attitude and quality, Thess individuals should be considered

for higher positions, aud should be earmutled for leadership programs and suecession planaling

- S

| Achievement Levels Description

Basic 1 Applies basic concepts, methods, and undesstanding of local
government operations, but yequires supervision and development

intervention

Comp-étenti?. Develops and appiies move .progl'(:ssive concepts, methods and |
undsrstanding.

Plans sind guides the worlc of others and cxecules progrossive

atalyses
Advanced 3 Develops and  applies complﬂf coxxcepfs, methods  and |
understanding.

Bffectively dirests and leads group and executes in-depth malyses

Superior 4 [as a comprehensive understanding of local pgovernment

operations, eritical i shaping strategic direction and change,

develops and applies comprehensive concepts and methods,

li

N
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754  COMPETENCY DESCRIPTION: LEADING COWMPETENCIES

S

it to own wosk

positions and allisnces

Cluster TLead%ng Competencies WcighT—‘
Competency Stralegic Direction and Loeadershi P 10
Nawme
Competency Provide and direct a vision for the institution, and isphe and deploy others to defiver on
Definition the sirategic institutional mandate.
ACHIEVEMENT LEVELS

BASIC CONPETENT | ADVANCED SUPERIOR

o Understand o Give direotion to a |o Bvaluateall activities to }o  Stucture and position the
the team in realising the delermine vale  and instilution to local
institutional institution's styategic alipnment to  strategic government priorifies
and mandate and  set intent Actively — use  in-depth
departmental objectives o Display in-depth | knowledge and undegstanding
strategic o Has a  positive knowledpe and | to develop and implement a
objectives, but impact and influence wnderstanding of | comprebensive  institutional
lacks ability to on the morale, strategio planning framework
inspire othets cngagemsnt and j»  Align strategy and goals | Hold self-accountable for
to achieve sol parlicipation of team across all functional strategry  execution and
mandale membss areas results

s Deseribe how je  Develop actions i o Astively define | Provide  impact  and
specific tasks plans (o execute and perforingnee  IMeasures influence through
link  to the guide strategy to monitor the progress building and maintaining
institutional implemnentation and effectiveness of the strategic relationships
stiategies but|e  Assist in defining institution « Create an enyiroument
has  fimifed pesformance » Consistently challenge that facilitates loyalty an
influence  in measutes (o monitor strategic plans ko ensare: innovation  display &
directing the progress and relevance supsrior level of self-
siratepy offectiveness of the |« Undesstand institutional diseipline and infegrity in

o Has a basio institution structures and political actiohs
understanding |« Displays and fyctors,  mnd  the | Inlegrate various syslems
of institutional awareness of consequences of actions into a colleotive whole to
performance institutional o Hmpower others f{o optimise institutional
managemont, structures and follow strategic performance
but lacks the political factors direction and deal with management
ability tols Effectivoly commplex situatians o Uses upderstanding of
integrate cominunicate ¢ Guide the institution competing  interests 1o
systems into a barliers to execution through compiex  and manceuvre  successfully
collective {o relevant partios ambiguous concorn to » win/win outeome
whole o Provide guidance foje Use understanding aof

e Demonstrute all stakehotders o power relationships and
basic ] the achievement of dyammic tensions
anderstanding the strategic mandate among key players to
of o key | o Understand the aim framme coammuanications
dacision and objectives of the and dovelop strategies,
makers institution and relate

Tecehnical

Serviees

N Y
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Cluster

Leading Competencies

Competency Name

People Management?

Competency Definition

Effostively manage, inspite and cnconrage people, respect diversily, oplimise

talent and build natwe refationships in order to achieve Institutional

objectives
ACHIEVEMENT LIVIILS
BASIC COMPETENT ADVANCED SUPEIRIOR
o Participato in team goal 1o Seok e Identify ineffactive | o Develop and
seliing and  problem opportunilies  to team and work incorporate  besl
solving increase  feam Processes and practicc  peopic
¢ lInteract and collaborate cantribution and recommend  romedial management
with people of diverse responsibility intetventions processes,
backgrownds s Respect and | ¢ Recognise and reward approaches  and
s Awme of guidelines for support the sffective and  desired tools actoss the
employes development, diverse nature of behaviour Institution
but requires suppert in offiers  and  be|o  Provide mentoring and | e  Fostera culture of
impleinentiag aware of the guidanee to others in discipline,
development initiatives benefits of a order to  increase responsibility and
diverse approach personal effectiveness accountability
s Effectively o Jdentify development | ¢ Usnderstand  the
delegate  tasks and  learning  needs impact of
and  empower within the team diversity in
oiliers to inerease |« Build % worle performance  and
contribution and environment condusive actively
execite to sharing, innovation, incorporate a
functions ¢thical behaviour and diversity strategy
optimally professionalism in the institotion
o Apply relevaunt|e Inspire 2 culture of | o Develop
employee performance excellence comprehensive
]cgislation fairty by g'wing }]{)Sifi'\"e and =ii]tﬁgl‘ﬂ'[ed
and consistenily construetive Teedback ta strategies and
o Pacilitate  team {he team approaches to
goal-sclling and | o Achieve apreement of human  capital
problem solving consensus in adversarial development and
o Bffectively environments nanagement
identify capacity [o Lead and unite diverse|® Actively identify
requirements o teams acfoss divisions trends and prediet
fulfil the strategic to achieve institutional capacity
mandate objectives requirements {0
facilitate  waified
transition and
performance
mahagement
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manags, monitor and svaliate specific aclivities in order to deliver ot set
l oljjectives
| ACHIEYIMENT LEVELS
‘! BASIC COMPETENT ADVANCED SUPERIOR
{j o lnitiste  peojects  after ;e Tstablish broad | o Manage multiple o Understand and
approval  from  higher stakeholder programs and conceplualise the
l authorities involvemenl  and balance  priorities long-tetm
i ¢ Understand procedures cominunicate  the and coniliots implications  of
k of program and project project status and according fo degired  project |
1 management key milestones institutional goals outcomes
] methodology, s  Define the roles and 1= Apply effective | o Direst a
i implications and responsibilities  of risk management comprehansive
; stakehalder lnvolvement (he project team and strategics througl: sirateglc  macro
i o Understand the rational create clarity around | impact assessment and and frtots)
L of projects in relation 1o expectations regouree reguirements analysis and
: the instifution’s shategic | ¢ ¥ind & balance | @ Modify  project scope  projects
J objectives between project scope and budget accotdingly 10
: o Document and deadline  and  the when  required raalise
0 sommunicate factoss and quality of without institutional
: risk associated with own deliverabies compromising the objestives
{ worlk o Identify appropriate quality and o Cosnsider  and
i e Use results and project reseurees fo obtectives of the initiate  projeuls
i approaches of successful facilitnte the project that footis on
project  implementation effective completion | e Involve top-tevel achievement of
; as guide of the deliverables authorities  and the  long-ferm
s Comply © with relevant objectives
statutory stakeholders  in ) o Influence people
l» requivements  and secking  project v positions  of
; apply policies in a buy-in authority to
consistent mapner | o Identify and apply implement
: o Monitor  progress contemporary ouicomes of
4 and use of resources project projects
t and make needed management o TLead and direct
: adjustments to msthodolopy translation  of
timelines, steps, and § o Influcuce and policy * into
resonree alfocation motivate  projsct workable  action
H feam to  deliver plans
exceptional resulls } o Basures that
e Monitor  poticy programs are
implementation monitored to
: and apply track  propress
| procedures to and aptimal
:f manage risks resource
utilisation,  and
that adjusiments
are  made 8y
) o needed

T Cluster

Competency Nune

Trogram an

Leading Competencles

d Project Management®

‘Able to nnderstand program and project management methodology; plan,
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Cluster Teading Competencies Weight —|
Competency Financial Maoagemnent! 20
Name
Competency Able to compile, and manage budgets, sontrol cash flow, institute financial
Definition risk management and administer procurement processes in accordance
with recognised financial practices, Further fo ensure that all financial
transactions are managed in an ethical manner
ACHIEVEMENT LEVELS )
BASIC COMPEITNT ADVANCED SUPERIOR
o LUnderstand o Bxhibit knowledge [»  Take getive | o Develop
basic financial of general financial ownsrship of planning  tools
cencepis  and concepts, planning, planaing, budgeting, fo  assist  in
methods as budgeting, and and forecast evaluating aud
they relate to forecasting and how plocesses and manitoring
instituticnal they intorrelate provides  credible future
prooesses  and | e Assess, identify and answors fo queries expenditure
aolivities manage  financial withio own trends
o Display visls responsibility o Set budget
awarepess into e Assume a  cost e Prepare budgets thai frameworks for
the varions saving approgeh (o are aligned to the the institution
sources of financial strategic  objeclives [ o Ssi strategic
financial data, mattagement of the institution direction for the
reporting e Prepate financial | ¢ Address complex mstifution  on
mechanisms, reposts  based on budgeting and expenditure and
financial specifisd formats finaneial otier financial
governance, o Consider and managenent processes
processes  and understand the concerns e Baild and
systems financia} ¢ DPul systems and nurture
o TUnderstand the implications of processes in place 1o partaerships {0
importance  of decisions and enhanece the guahity imprave
financial sugpestions and  inteprity  of {inancial
accountability je Fnsure that financial manggement
o Understand the detegation and managemsnt and achieve
hnportance of . instructions as practices financlal
asset control required by National | ¢ Advise on policies savings
Treasury guidolines and procedures | o Actively
are  reviewsd  an regarding agset identity  and
updated sontrol implenent new
o Identily and | ¢ Promote  Nationat methods to
jmplement  proper Treasury’s improve  asset
monitoring and regaiatory control
cvaluation praciices fiamework for | o Display
to chsure Financial professionalism
‘ appropriate Management in dealing with | o
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[ Cluster Lcmlﬂlg Competoncies R Weight }
Compstoncy | Financial Managoment! ]
Name
" Competency Able to compile, and manage budgets, conlrol cash flow, institute financial | |
Definition risk management and administer procurement processes in accordance
with recognised financial practices. Further to eqstre that all ﬁuzmciai
transactions are meanaged in an ethical manner
ACHIEVEMENT LEVELS S I
BASIC COMPETENT SUPERIOR B

spending ugains:t
budget

1

financial data

ald processes
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Cluster Leading Competencios Weipht
Competency Change Leadership® 10
Name
Competency Ablo to divect and Inftiate institutional transformation on all fevels in erder
Detinition to successfully drive and implement new initialives and defiver
professional and quality services (o the community
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
= Display an jo Perform an | o Actively menitor | o Sponsor change
awareness  of analysis of the change impact and apents and
change change, impact resuits  and  convey croale a
interventions, on the social, progress o relevaat network of
and the benefits pulitical and stalceholders change leaders
of seonoimic o Seocwre buy-in and wha snppoit the
transformation envitoament sponsorship for change interventions
initiatives e Maintain  calm - initiatives o Actively adapt
s Able fo identify and foens during | o Continuously evaluate outrent
basic needs for change change strafegy and structures  and
change = Abje to assist desipn  and introduce processes  fo
o Identify  gaps team  members new  approaches fo incorporate the
between  the during  change ehance the institution’s changs
current and and leep fhem effecliveness inferventions
desired state fooused on the | s Build and  nurture | o Mentor and
s Identify deliverables relationships with guide feamn
potential  risk fe  Volunteer  fo variovs stalcohoiders to metnbers on the
and challenges Tead ohange establish strategio offect of
{o efforis outside of alliance in [acilitating change,
transformation, own work team change rosistance
including o Able to pgain|e Take the lsad in factors and how
resigtance 1o buy-ia and impactful chaugs 1o jutegrate
change factors approval for programs changs.
¢ Parlieipate  in change from ie  Benchmark change | © Motivate  and
change relevant interventions  against inspire  others
prograrms and stakeholders best change practices sround change
piloting change |« Ideniify change | e Understand the impact initiates
intervenitons readiness levels and psycholopy  of
o Understand the and  assist in change, and  put
impact of resolving remedial  interveations
change resistance  fo in place to facilitafe
isterverions on change factors effective transformation
the institution {e Design change |« Take caloutated risk and
within the interventions seck new idens from
broader  scope that ave ahpned best practice scenarios,
of Looal with the and identify  the
CGoveriiment institution’s potential for
strategic implementation
objectives  and
P | goals
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N

'
W



R e T et

Cluster Leading Competencies Weight
Competency Name | Governance Leadership® 10
Competency Able o promote, direct and apply professionafism in managing risk and
Definition compliance reguitements and apply a thorough understanding of goverance
practices nad obligations. Further, able (o disect the conceptualisation of
relevant policies and enhance cooperalive governance relationships
ACHIEVEMENT LEVELS
BASIC CONPLTENT ADVANCED SUPERIOR
o Display a basicie Display alo Able o link risk|o Demonstrate a high
awaraness of risk, thorouglh initistives into koy levet of commitment in
complianes  and understanding ingtitutional complying with
governanee of governance objectives and povernance
factors but require and risk and drivors requilrements
guidance and compliance o Tdentify, analyse and e Implement governance
development  in factors and mensure tisk, creafe and compliance
implementing implement plans vatid  risk, create strafegy o ensure
such requirements to address these valid risk forecast, achievement of
s Understand  the |  Demoustrate and map rislk profites institwtional objectives
struciure of understanding o Apply risk control within the legislative
cooperative of the | methodology  and framework
government  but techniques  and approaches o |+ Able to advise Local
requires guidance processes  for prevent and reduce Government on risk
on fostering optimising  risk risk that impeds on management strafogies,
woricable taking decisions the achievement of best practice
relationships within the mstitutional interventions and
betwesn institution objectives compliance
stakeoholders o Actively drive | « Demonstraie a management
o Provide faput info poiioy thorough o Abie to forge positive
policy formulation understanding of risk refationships on
formulation within the retention plans povernance level  to
institution to | o Ydentify an enhance the
snsure the implement affectivensss of Local
achieveiment of comprehensive sk Government
objectives management systems } o Able to shape, direct
and processes and drive the

17| Second Revised 2025 - 2026 Anmu
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o Implement

and
monitor and
formuiation of
poticies, identify and
analyse  constraints
and challenges with
impiementations and
provide
recominendations for
improvement

formulation of policies
o a macro level

s
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755 COMPETENCY DESCRIPTION: CORE COMPITENCIES

" Cluster

Core Competencies

Compefeney Name

Moral Competense'

Weight

- Competency Definition

Able to identify moral triggers, apply reasoning that promotes honesty and futegrily
| and consistently display behaviour that reflects moral compelence
ACHIEVEMENT LEVELS

but requires
guidance and
development in
implementing
principles

Tollow basic rules

and regulations of
{he institotion

Able to  identify
basic moral
situationy, but
requites  guidance
and development in
understanding  and
reasaning with moral
intent.

of Local Govesnment
and the institution

s Able to openly admit
own mistales  and
wealknesses and secl
assistance from others
when unable to deliver

o Actively teport
fraudulent and activity
of corruption within
local government

o Understand and
honour the
confidential nature of
matters without

seekiug personal gain
s Able to deal with
situations of confliet
of interest prompily
and in the bost interest
of local government

Abfe fo pain tust and
respect through aligning
actions with commifments

Make  proposals  and
reconnendation  that are
transparent and gein the
approvat  of  relevant
stakeholdess

Present values, beliefs and
ides that ave congruent with
the institution’s mies and

regulations
Take an active stance
ogainst  comvuption  and

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

Apply  universal  moral
principles  consistently Lo
nchieve moral decisions

 BASIC | COMPETENT ADVANCED SUPERIOR
o Realise the impact of | e Conduct  self  in|o Tdeutify, develop, and apply | o Crotte an
acting with integity, alignment with values measures of self-corection environment

conducive  of
moral practices
Actively
develop
implement
measures o
combat  fraud
and corruplion
Set  inteprily
standards  and
shared
accountability
measures
across
institution
support
oljectives
local
government
Tale
responsibility
for own gotions
and decisions,
even if the
CONSBOUENEes
are
unfavourable

and

the
14}
the
of
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i Cluster Core Compoloncies ‘\Jf\!cight#~l
i _ . U (USSR
} Competency Nante Planning and Organising” 5
l Competency Definition Able to plan, prioritise and organise information and resources effectively fo
L ensure the quality of service delivery aud build officient contingeney plans to
: | mavage risk ) R S
! ACHILVEMENT LEVELS
: ‘ BASIC COMPETENT | ADVANCED SUPERIOR
| i e - ———————— - — S — N R —
L | o Abfe to follow basic|e Actively and | o Abls to dofine |« Focus on broad
; plans and orgaaise tasks appropriately institutional objestives, stiategios  and
; around set objectives orpanise deveiop comprehensive initiative  when
! o Usnderstand the process isformation  and plans, integrate and developing plans
! of planning and resources  required cootdinate  activilies, and actions
! ofganising but requires for a taslk and assign appropriate | ¢ Able fo  project
] guidance and | = Recoghise the resources for successtul and forecast
| developiont in wrgency and implementation short,  medium
! providing  dotailed  and imporlance of tasks | v Identify in advance wnd long  tern
; comprehensive plans o Balance short and stapes and aclions (o requirentents  of
% o Able lo follow existing long-ierm plans and complefe  tasks  and fhe  institution
plans and ensure that goals and projects and jocal
tz objectives are met incorporate into the | o Schedule realistic government
; o TFosus on short ferm team’s performance timeltnes,  objectives | e Translate policy
: objectives in developing objectives and milestones for tasks into relevant
plans and actions o Schedule tasks fo and projeets projects to
: e Atrange information and ensure  they ave J e Produce olear, detailed facifitate the
; resources sequired for a performed  within and  comprehensive achievement  of
; task, but require further budpet and  with plans o achieve institational
struclurs and cfficient use of time institutional objeclives objective
' prganisation and resources o Identify possible risk
£ s Measure  progress factors and design and
i and monitor implement appropriate
performance yesults contingeney plans
| o Adapt plans in light of
changing
i circumsiances
; i o Priovitise tasks and
: projects according  fo
. f thelr relevant urgency
oL and fmportance | |
;
i |
|
| A
: \
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Cluster | Core Competeincics T Weight
Competeney Name | Analysis and Innovation® a

;‘ Competency Able fo ciitically analyse information, challenges aad trends to establish and
‘ : Defiuition implement fact-based solutions thal are innovative fo tmprove institutional

: L procegses in order to achicve ley stralegic objoctives

; ACHIEVEMENT LEVELS

% BASIC COMPETENT ADVANCED SUPERIOR

} o Understand the Demonstrate  logical |« Coaches  tem |« Dumonstrate complex

i bagic operation of problem solving members  on analytical and problem

analysis, bui lack teshniques and anatytical  and sotving approaches and

L dotail and approaches and innovative technigues

I thoroughness provide rationaje for approaches and | o Create an environment

! o Able to bafance recommendation techniques conducive to analytical

; independent Demonstrate o  Enpage  with and fact-based problem-

f analysis with objectivity,  insight, appropriate solving

: requesting and tharovghness individuals  in|e Analyse, recommend

% assistance {rom when analysing analysing  aad solutions apd  monitor

: olhers problems resolving trends i key challenges

i o Recoinmsnd  new Able to break down compiex, to prevent and manage

% ways fo  perform gomplex.  probiems problems OCCITENce

: tasks witliin  own into manageable parts | o Ideatify e«  {peate an suvironment

function and idendify solutions solutions  on that fosters innovative

\ e Propose simple Consult internal and various steas in thinking and follows a

} vemedial extornal stakehelders the Institution learning  organisation

: interventions  that on  opportunities to }e Formulate and approach

!T marginatly improve  procoesses implement new {e  Be a thought leadler on

i challenges the and service delivery ideas innovative gustomer

‘ stafug quo Clenrly communicate throughout the service delivery, and

i o Listen to the ideas the benefits of new institution process optimisation

; and perspectives of opportunities and o Able t gainje Plan an active role in

others and exploie innovative  solutions approval  and shaving best practice

1‘ opportunities  to to stakeholders buy i for solutions and engage in

; enhance such Continuously identify proposed national and

H innovative thisking opportunities lo interventions international focal

enhance fnternal fiom  gelevant government  seminars

| pPrOCOsSas stakeholders and conferences

3 Identify and analyse l° Tdentify tronds

i opportanitics and best

! conducive o practives in

i innovative approaches procsss  and

!= and propose remedial setvics deltvery

intervention and propose

justitutional

application

; s Continuousiy

; engage in

! reseatrch to

; identify  client

§ L needs

!‘
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Cluster | Core Competencies ’ Weighﬁ
Cowmpetency Krowledge and Information Management! 5
Name
Competency Able fo Promote the generation and shasing of knowledge and information through
Definition yagions processes and media, in order to snhance the collective knowledge base of Jocal
} govermnent o I
ACHIEVEMENT LEVELS
BASIC COMPETENT ADVANCED SUPERIOR
s Collect, o Use  sppropriate Effectively  predict | o Create and support & vigion
cajegorise and information future information and and  culture  where  lsam
track relevant syslems and lenowledge members are empowsred to
information techrology to management secl, gain and  share
required - for ranage requirements and knowledge and information
specific tasks institutional syslems « Fstablish partnerships across
and projects knowiedge and Deyelop  standards focal government to facilitate
o Analyse and information sharing and processes to meet knowledge management
Interpret s Hyaluate date from future knowledge | o«  Demonstyate a malure
information to vagious sources and management needs gpproach fo knowledge and
draw use  information Share and jpromots informeiton sharing with an
sonclusions effectively to best-practice abundance &nd  assistance
e Seek new influence decisions kinowledge approach
sources  of and provide managemont  across | o Recognise  and exploit
information to solutions various institutions knowledpe points in
increase  the J e  Actively create Establish  acourale interactions with internal and
knowiedge mechanisms  and (measuLes and external stakeholders
hase strociures for monitoring  systeins
e Regulavly sharing of for knowledpgs and
shate information information
information e Use external and maiagement
and internal  resoutces Crente a  cultue
knowledge o research and conductive of learaing
with  internal provide  relevant and knowledge
stakeholders and  cufting-edge sharing
and team knowledge fo Hold regular
membaors enhance knowledge and
institutional information  sharing
cffectiveness  and sessions to elicit new
efficiency jdeas and share best
I E N —— practice approaches L(
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i : r Clustey Core Competencies h
: I S — R
'.1 Competency Name Communication®
‘ HE S T e R
| Compefency Able to share information, knowledge and [deas i a cleal, fooused and coneise
; i manner appropriate for the audience in otder lo effectively convey, persuads and
: Definition . . = . .
] Defifion |y yonce steeeholdoss to achieyo the deshod outoone B
, ACHIEVEMENT LEVELS
i e enl— S [ — - —
: BASIC | COMPETENT _1 ADVANCED SGPERIOR
1 ] U e [ I I B —
! e Demohsirate an | FExpressideasto e Fifectively o Regarded as a specialist in
: i undarstanding  for individuals and commuanicale high-risk negotiations i
| communication groups n and sensitive matlers to tepresenting the institution
| levers and tools formal and rolovant stakeholders | e Able lo  inspire and
5 1 appropriate for the informal s Develap » well-defined motivate others ihrouph
i andience, but sefiings n a communication posilive  communication
k vequires  guidaice menner that is strategy that is impactfol and
in utilisiog such interesting and o Valance political refevant
5 ool mofivaling pevspectives with | o Creates an  ecavironment
f o Bxpress ideas inaje Able to wstitutional needs couducive to transparent
’ clear and fooused uhderstard, when communicating and productive
marmer, bui does tolerate  and viewpoints on camplex communication and critical
i not afways take the appreciate issues and appreciative
i needs  of  the divetse s Able to effectively conversations
; andience into perspectives, direct  nepotiations [¢  Able  fo coardinate
| consideration attifudes  an around complex negotiations  at  different
»  Disseminate  and belisves matters and arvive at a levels within loca
CONVoY e Adapis win-win situation that government and sxternally
information  and sommusication promotes Batho Pele
knowledge content  and prineiples
adeguately style to sult the | o Masket and promofe
| andience  and the institution to eternal
facilitate stakeliolders and seek
! optimal tc enhance a positive
1 information image of the institution
i transfer e Able to communicate
; o Deliver content with the media with
f in a manner that high fevels of moral
} gains . support, competence and
l comumnitment discipline
{ and agreement
P from  relevant
: i stalkeholders
] e Compile clear,
: " focusad,
coneise  and
. well-strnctures
i written
o | documenfs o . . \‘5)
| i
(X
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o Foous on high

“distracted by

wasic |

»  Understand
quality of work
but requises
guidance in
atlending to |-
important
matters

o Show a Dbasic
comumitment to
achieving  the
correct resuits

s Produce the
minimum  fevel
of resulfs
required i the
role

a Troduce
outcomes that is
of a pood
standards

s Focus on (be
quantity of
outpat but
requires
development in
incotporating

ihe quality of
work

Produce quality
work in general
circuinstances,
hut fails to meet
expectation
when under
pressute

needed

priority actions
and does not
become

fower-priotity
activities
Display fitm
commitment

ClllstET_WEn—'é Cempetensies
Competency Results and Quality Focus®
Name
Competeney MMEaMWl;qu
Definttion while consistenily striving to exces

quality standards, Further, o retively monio

_ . apainst identified objectives
ACHIEVEMENT LEVELS

e

and price in
achisving the
correct results

Set quality
standards and
design
processes  and
tasks  around
achieving sel
standatds
Produce oufput
of bigh quality
Able 0
balance  fhe
quantity  and
qquality of
results in order
o achiove
objectives
Monitors
progress,
quality of

work, and use
of  resources;
provide stafus
updates, and
malke

adjustments as

siandards and oufcomes to
ensure guality output
Foeus on the end resalt and
avoids being distracted
Doemonstrate a determined
and commitled approach to
achieving  results'  and
quality standards

Follow task and projects
through to compietion

et chailenging goals and
objectives Lo self and team
and display commitinent o
achieving expectations
Maintain a focus on quality
ontputs when placed under
pressure

Fstablishing  institutional
systems for managing and
assigning work, defining
sespousibilities,  tracking,
monitoring and measuring
success, evalbating  and
valulng the woik of the
instilution

23 | Second Revised 2025 ~ 2026
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o Coach and guide others

standayds, foous on achieving results and objectives
¢ expectationy and encourage olbers 1o meet
¢ and measure vesults and guality

to  oxcoed  quality
standards and resnifs

o Develop  challenging,
olient-foonsed goals and
sots high standavds for
personal performance

o Commit to excesd the

results  and  quality
standards, monitor own
performance and
implement remeadial
interventions when
required

o Work with teamn to sef
ambitious and

chalienging team goals,

cominunicating  long-
and short term
expectations

o Take appropriate risks
1o accomplish goals

o Overcome setbacks and
adjust action plans 1o
realise goals

o TFoous people on critical
activitiesy that yield a
high impact
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8.4 Tho assessment of the pesformance of the Employee will be based on the folfowing rating scale for

KPlIs and Leadiag Competencies and Core Coimpetencies:

Qutstanding

Performance

4 Performance
Significantly
Ahove

Expectations

3 i ¥uily Rffective

2 | | Not Fuily |
Effective

1 1 Unacueptﬁ)!e

Performance

H IR S

24 | Second Revised 2025 — 2026 A
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Pesformance far exceeds the standard expected of an employoe b this

fevel, The appraisa indicates that the Tmployee has achieved ahove
fully effective results against all petformance criteria and indicators as
specified in the P'A and Performance Phan and maintained this in ali

areus of a'eeponsibil%ty thmughout tho year

— e ———————————

Jjob, The applmsul indicates that the Employee has achieved above
fully effective results apainst more than balf of the performance
criterin and indicators and fully achieved al others throughout the year
Por meem LX]}ectedmm
The appraisai indicates that the Bmployee has fully ¢ achieved offootive

vesults against all significant performance criteria and indicators as

specified i the Performance Apresments and Performance Plan,

e
Performance is below the standard required for the job in key arcas.

Performance meels some of the standards expeoted for the job. The
mwewz’usscssmant indicates that the employee has achieved below
fully effective yesuits against more than half the key serformances
oriterin and indicalors us specified in the Performance Agreaments ad
Performance Plan,

| Performance doos not meet the Stdl]([almlm}
roview/assessment indicates that the employee hag achicved below
fully effective results apainst almost ail of the pesformance oriteria and
indicators as specified i the Performaice Agreements  and
Performance Plan, The employee has tiled to demonstrate the
commitment or ability to bring perfornance up to the tevel expected

in the job despite management efforts to encousage improvement.

&
anual Perforntance Agresment S o ior Manager

cehnical Services \Q{)
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8. For purpose of evaating the performanco of the Enmployee for the mid-year and yea-end reviews,

an evaluation pancl constituled of the followlng persons wili be established:

8.1 Municipal Manager

82 Chairpetson of the Performance Audit Committes (PAC) or the Audit Committee (ALY in the
absence of & perfosmance audit commiltes

8.3 Member of the Mayoral or Executive Cominittee or in respeot of a plenavy type municipality,
another member of Couneil.

8.4 Municipal Manager from ancther municipality; and

8.5 The [manager responsiblo for human yesources of the municipaiity must provide secrolarial services

to the ovaluation pansls.

9. SCHEDULE FOR PERFORMANCE REVIEWS
9.1 The petformance of the Bmployee in relation fo his performance agreement shall be reviewad
on the following dates with the undetstanding thal reviews i the third guarter may be verbal if

perforimance is satisfactory:

7W Review Peyiod Antlcipated Review Dates
S 161 July 202530 Scptember 2025 131 Cotober 2025

2 (T October 2025 — 31 December 2025 3] Janvary 2026

3 ' D1 Janvary 2026 — 31 March 2026 30 April 2026

4 01 April 202026 — 30 June 2026 T30 Tuly 2026

9.2 The Employer shall keep a record of the mid-year veview and annual assessment mestings;

9.3 Performance feedback shall be based on the Employer’s assessment of the Buployes's

performance;

94  The Employer will be entitled o reviow and make reasonable changes to the provisions of
Annexure “A” from time to time for operational veasons. The Employse will be fully consulted hefore

any such change is made;

9.5 The Emplayer may amend the provisions of Anmexure A whenever the performance
management system {5 adopted, implemented and / or amended as the case may be. In that case {he

Employee will be [ully consulted before any such change iz made.

25 | Second TReyised 2025 — 2026 Annual Performance Agreement Sewior Managpger
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16, DEVELOPMENTAL REQUIREMENTS

10.1 The Personal Development Plan (PDP) for addressing, developmental gaps is aftached as
Amnexure B, Such Plan may be implemented andfot amended as the case way be after each
assessment, 1 that case, the Bmployee will be fully consulted before any such change o plan is

made.

11, OBLIGATIONS OF THE EMPLOYER
(1.1  The Employer shalk 7

1.1l Create an enabling environment to Facititate effective pesfornmance by the Bmployec;
11.1.2 Provide access to skills development and capacily building opportunilics;

11.1.3 Worl collaboratively with the Employee fo solve problems and generate sojutions to comimon

problems that may impact on ihe performance of the Bmployee;

11.1.4 On the request of the Tmployce, delegate such powers seasonably reqoired by the Braployes
to enable him / her to meet the pexfotmance objectives and tatgets established in texms of this

Agreement; and

i1.1.5 Make available to the Employee such resources as the Enployee m#y seasonably require from
time to time assisting him/her to mest the performance objectives nnd targets established in terms of

this Agreement.

12. CONSULTATION
12,1 The Employer sgrees to consult the Bmployee timeously where the exerciging of the powers

will have amangst'others:

12.1.1 A divect effect on the parformance of any of the Timployee’s functions

12.1,2 Cowmit the Employee to implement or to give effect to a decision made by the Bployer
12.13 A substantial financial effact on the Employer

12.2 The Employer agtees to inform the Emplayee of the pulcome of any decisions taken pursuant to
tho excroise of powers confempiated in 11.1 as 5000 43 ts practicable to enable the Fmployes to tale

any necessary action without delay.
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12.3 MANAGEMENT OF TVALUATION OUTCOMES

12.3.1 The evaination of the Xnployee’s petformance will form the basts for rewasding outstanding

© performance or correcting unaceeptable performance.

12.3.2 A performance bonus of 59 to 14% o the all-inckisive anmmal cemuneration package may be
o Y

paid to the Bmployee in recognition of outstasicling performance to be constitated as follows:
12.3.3 A scare of 130% to 149% is awarded a performance bonug ranging from 5% to 9%; and
1234 A score of 150% and sbove is awarded a performance bonus ranging from 10% to 14%.
1235 In the case of unaceeptable performance, the Employer shaik:

1236 Provide systematic remedial o developmental suppott to assist the Bmployee to improve his

ar het performance;

12.3.7 After appropriate performance coungelling and having provided the necessary guidance and/ or
support as well a8 reasonable time for improvement in performance, the Employer may
consider steps fo terminate (ho contract of employment of the Employec on grounds of

nufitaess or incapasity to carey ouf his or her dulies.

124 DISPUTE RESOLUTION
i Any disputes abont the nature oF the Employee’s porformance agreement, whether it refates
to key responsibilities, priorities, methods of assessient andfer salary incyement in the

agreentent must be mediated by-

n} In the case of the Managers diteotly accountable to the Municipal Manager the
[xeoutive Mayor or Mayor within 30 days of receipt of formal dispute from the

smployee, whoso decision shalt be final and binding on both parties.

il,  Any disputes about the outcome of the Employee’s performance evaluation must be

mediated by-

by Io the case of the Mauagers directly accovatable to the Municipal Manager a
member of the municipal couneit, provided that such member was not part of the
evaluation panel provided for in sub regutation 27 (4) (¢), within 30 (Thirty) days
of receipt of a formal dispute from the Employee, whose decision shall be final and

binding on both Parties. \Eb

&
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13, GLENERAL

131 The contents of this agreemant and the outcome of any review conducted ia terms of

Annexure A may be made available to the public by the Bmployer;

3.2 Nothing in this agrecment dimin ishes the obligations, dutjes o accountabilities of the
Hmpioyes jn terms of his/ her conteact of employment, or the effects of sxisting or new yeguiations,

ciroulavs, policies, directives or other instrumnents.

N T ; 4
Thu; _done and  signed at(%?({dﬁl(‘/af}&" ........... on this the..%,é,’ ....... day of
I (S 2026

W

I —— Y

Sentor Manager Technical Services

AS WITNESSES:
| P

IMunicipal Manager
P

28 | Second Revised 2025 — 2026 Anunual Performance Agreement Senior Manager
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1. Purposs

2, Koy Petformance Areas

1. Strategic Intent

4, Key Performance Indicators

5 Assessment Rating Scales

6. Performance Assessment Process
7. Approval of tie Performance Plan

1, PURPOSE

COMPONENTS OF THE PERTORMANCE PLAN

The performance phan autlines the Council's perforhrance expectations of the employes and the is a
strategic intent to ensure that the development puiorities and objectives as set in the Municipal Second
Revised 2025/2026 Intograted Plan (IDP) and the Key Partormance Tndicators and tavgets in the

Muaicipal Second Revised 2025/2026 Service De
achieved through operationat luitiatives.

4. KEY PERFORMANCE: AREAS

fivory and Budget Implementation Tlan (SDBIF) are

The strategic Objectives of the Munioipality are informed by the following Key Pesformance Ateas as
outlined in the Lacal Governtment: Municipal Planning and Pexformance Management Rogulations

(2001)

2.1 Basic Seryice Delivery and Tnfrastructure Development

2.9 Local Economic Development

9.3 Municipal Finaneial Viability

4.4 Municipal Institational Development & Transformation

9.5 Good Governance and Pablic Parlicipation

2.6 Spatial Rationale (Added)

3, STRATEGIC INTENT

Vision:

e ave the prime agricutiucal hub and oeo-tourtsm destination of choiee”

IHgsion:

Our mission is to constantly strife tosvards the ach

isyement of’

o An offective and efficient service delivery underpinned by @'«1

30 | Second Revised 20725 2026 Anxnual Performance Agreement Senior Manager
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s Stakeholder driven cconomic development and growih that [osters
o Sustainable job crealion opportunities of commuaities within
e A safe, healthy and prosperous environmaent,

Values:

Bela-Bela monicipality commits itself to adhore fo the municipai core policies and values which are;

o Accountability

e TFairpess

o Hffectiveness

s Commitment

o Honesty and sincerity

31| Second Revised 2025 — 2026 Annual Perfoymance Agreement Senior Managelr
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7, PERFORNANCE ASSESSMENT PROCESS
The follawing steps will be foltowed (o enswre a fulty parlicipative and complaiut perfoymance ussessinent process
is adhered to?

|.  Performance Assessments

1.1 Tormal assessimenls between employes and ciployer will take place Lwice a year [0 tneasure the
4 * pesformance of the smyployee against the agreed performance largets.

12 Progress ngainst the largels wilt he captured in preparalion for the assessments.

1.3 Scores of 1-5 wiil be calontated based upon the progress againsl tirgess,

! .4 Keay Performance lndicntors (KPT’s) and largets aie audited and copied to the performence plan before

i {he assessment daie.

’ 1.5 The employes must keep records of the nssessmonl meclinps.

1 9, The employec belng assessed wilk compile a portfalio of evidence confirming the level of performance
'\ noliioved for a glven assessizent period and made aveilnble fo the panel on yequest,

: 3, The piocess determining employce raling is as follows:

4.1 The empioycs fo metivale for & higher rating where applicable

5 1.2 The panel to mie the achievements for the KP are on a5 polnt scale, Decial plaees can be used,

‘Fl 1,3 The panel to vale the employse’s core compelency requirements (CCR] on e § point seale, Devimal
iz places oun be vsed,

‘1 l 3.4 The panel scores are averaged to arvive at a total seare per KPT/ CCR, Oveiall seoves are sudouluted
'}\ by taking weights into account where applicable,

i

L' 1.5 The finud KPA’s tating wilt account for 80% of the Ginal assessment fotal, The COR e [0 account
B

4 for 209 of the final assessment totad.

! 4. The five point rathng scale referred to in regulation 805 cortespond &s follosws:

i C Raling, | T N BN S A BN M
|

€ 5. The assessmenl rathsg caloulator is wsed to calculale the overnil % for performance.

{ 6. ‘The personal development plan can be (PP ca be yeviewed aficr lhe porformance assessmeits had been

finalised In case whers more elarily has been estublished on what the essential dovelobment needs for the

yelevant employes will be.
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8, APPROVAL OF THE PERFORMANCE PLAN

s serves a5 o commitment bulween Uhe employer and the employts thit they wiil work together and support each olisr while struggling to
aehieve the gowls of the ivunicipality as well as the persennct growlh and development of the employes,

Ou behmiE of the Municipathiy, | undertake to onsure lbal a woik
cnvironmenl copducive [or excellenl employee  performance is
eslablished and maintained, As such, I underlake to Jend to the best of
my ability, commumiczle comprelensively, and empowver managers and
employees, Bmployees wili have access to ongoing lcaraing, wili be
coached, and will be assisted Lo clearly onderstand what is expecled of
them, nad herowilh approve this performance plan,

T herewlti conforem fhal 1 understand the strategic impertance of

my position within the broader organisation, 1 fmthenmore cardinm
sty 1 wriderstand fhie purpose of ary position, i well as the criteria
on which my performance wilt be ovaloated af leest livice per
aritia, As sueh 1 therefore coramit to do my ntmost io work up Lo
these exprelations, | hereby aceept this plan,

Date!

%3/ & /‘7016 |

53 | Second Revised 2025 - 2026 Aunual Performance Agreentent Senior Manager

Techuieal Services Q‘S /L/\



goiugose] IoPBuET I0IUSE T3 WEaISY S0UTWLIONIS S [PAUNY 9Z0T — STOT PESIAy Proosg _..w.m

53314298 [

_ ) | F ¥ oE
wND\O\ mm;\_@ﬁ At L Fojoe =

195 BUEA] TEAITERIAL 530[AI9G TEITHEDA ], eSS WEIA] 101U2g

i

5

i

i S [, e e A ekttt i g T i e, it e
N T LT A P S L 1 P o e, i

e .l..u...wmﬁmam, [P —mstidopasa
euIL, . Amarpgiyo ./ Summreay, ; IR dzs
parsedsng . 5POTA  PessEong ) peiseding © papoedy $PLIOND | eoUEUNLIONIR  SORS

wosteg preddug

g AT INNY TNV I NOLLDV INFWIOTEABQ TYNOSEEL 6

T o e T g £ A et L P S L T TR T D L TR TR he2h ST

i




PLACE: /ﬂ)f» /(,\ - /(?

OATHANTIRMATION

I, 1 certity {hat before adminislering the puli/agTiomation § asked the deponent the foliowiag questions and wiole
down ferfhis answers in hisfhey prosence;

Gy Do you know aixd understand e contenls of the declaration?

Answer

NP
{es

(i) Do you hive any objection to taking the preseribed outh or affirmation?

Answey

/o

(i) Da yeu consile: the preseribed cath er affizmalion Lo be binding on your conseience?

Answer \:\j
e

2. 1 certify thal the doponent hes ackuowledged that shefhe knows and understands fhe contents of this declaration, The

depanenl utters the following words; “T swear that thc ccntenh ﬂl Lﬁ ] ;h\i(r\,ﬂ,,‘n‘wniim;‘:h&é(hdp dige God." /1
(euly affirm that the conlents of the declaration arblgglnes Tl.\wu\m F/;m kmf;mo:débém&m‘!&. Alfixed to the

Kl igl
scshﬁi{"?\[: lclhi yolietes oY wpiings U8 oomspronkiie dokuaen!

e up opigo YSe qn\eqﬂtgf.'er'\mlwh e

A L eality hal this docnment s 8 oe rop;m%u- stiendcopy of The oyl

! snttinnicatian,

Com lmwmnel of Onth Mfustics of t!le Pence torutant il i 010 Iilli‘l;‘l :;é:‘:hme‘
} frilaer sy tand fiouns 107 yasapions, v

wns vt mada Lo The gl doeynsent,

* e i
Fall fivst names and surinme: “mf“ﬁ“'ﬂ'“ﬁj??/){j’ﬁ"ji‘m“m' //,,;g{‘ 4’"{\1"

Lipnotoio: i

it o P W

gmf'i{ /‘5'{/9 lhtu:lunu:wnu Fr iR o8 e
st olarza gabend
Lot - S O o i

[

(Black leltais)

declavation in my presence,

W or o change

Designation {rank} §L%}’lu,ry ,,:':' /rﬁ I (‘/; P /f . . Ex Officic Republic of Soulh Alvica

Slreet address u/nsillutmn . e -

59 ans f)/:w /WM,W e, mu\;,f 1 AEOCAL, nmwru«!,\mv
PIHITIC SRR TY tRYTHION

'I'F!.&"'!'il"
_Guz /01 - /;Li /Q ot

HH H;.f‘d mhh\

[ ﬂji i
Gl Ao ;W

[ ‘Jr'(‘“ Ilr.‘N‘.‘U"‘i\Il_ ¥
PRIVATE IS\ X 1ty
RliisH L
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CONTENTS NOTEIN

SENIOR MANAGER: TECHNICAL SERVICES

DATE: 770/ & G/ Qo

[NFORMATION SHERT FOR 'THE FINANCIAL DISCI JOBURYE FOTRM
The following notes is a guide to assist with coinpleling the allached Financlal Disclosure form {Amexure C):
NOTE 1

SHARES AND OTHER FINANCIAL INTERESTS

Designated smployees are required {o disclose the following details with repard fo shares and other financial interests held in
any privete or public company or any ather corpovate sutity recognized by law:

o The humber, natore and nominal vajue of shares of any Lype;

o The nalure and valne of sy other financial interests held in any privale o public company ot any other corporale
enfity; and

o The name of that entity.

NOTE 2

DIRECTORSHITS AND PARTNERSHIPS

Dosignated employees are required to disclose the following details will regard to direstorships and partnerships:

o The name aud type of business nelivity of the cozpornte entity or pactnershipfs; and |
e The nmount of any remunsration received for such divectorship ot partnership/s.

: j Directorship includes any oostpied position of direcler or alisrative director, ar by whatevet name the position is
}; deslgnated,
’ Partnesship is a legal relationship arising out of & confraol between fivo or mols persons with the object of making and
i shating profits.
i NOTE 3
, REMUNERATED WORI OUTSIDE THE PUBLIC SERVICE (ALL REMUNERATED EMPLOYMENT MUST BE
SANCTIONED PRIDR TO THE WORK BEING DONE.)
| .
! Designated employees ave reguired to disclose the following dulails wilh regnsd lo temunerated work oulside the public service,
]
i
; & The type of work;
lE ¢ The name and typs of busincss aclivity of the employey; snd
i o The amount of (he remuncration received for such work,

Remuneralion means the receipt of benefits in cash or kind,
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Work mesns rendering a service for which the person receives renyuneralian,

NOTE 4

CONSULTANCIRS AND RIETAINERSHIPS
Designnted employees ave required Lo disolose the followlng delails with regavd to consultantics und relaineiships:
o The natore afthe consuliancy or relainership of any kind;

s The name and type of business nelivity, of the olisnt concerned; and

> The value of any benefits received for such consultancy or refainerships.

NOTE S

SPONSORSHIPS
Desipnated employses are required fo disclose (e foliowing delails wilh regurd to sponsorships:

o The source ahd deseriplion of direct linancinl sponsorship or assistance; and
o The value of the sponsorship or nssistance,

NOTE 6

GIETS AND HOSPITALPEY FROM A SOURCE OTHER THAN A FAMILY MEMBER

Designated smployess are vequired 1o disclose the foliowing details with regud Lo gifts mod hospitalife:

s A deseription and the value and saurce of a gift with a value in excess of R330;

o A description and the valoe of gifts from a single soures whiok cumulatively exceed {he value of R350 in the relevont 12
mondh peried; and

= Hospilality intended as a gifi in kind.

Desighated eiployess must disclose any material advantage that they recelved from any source 6.g, any dizcount prices or

rates thal are not nvailable to lhe goneral public,

All personal gifis williin the family and hospitality of a traditionnl or cultural natuce need not be diselosed.

NOTL 7

LAND AND PROPERTY

Deslgnated emplayees are required {o disclose the following detalls with repnrd to Wselr ownership and other interests In land
and proputy (vesidentinl or ollienyiss both fnside and cutside (e Republiv):

o A deseription and extent of the land ov properfy;
o The area in which it s situated; und
o The value of ihe interest,
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