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PERFOMANCE MANAGEMENT AGREEMENT
ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNICIPALITY herein represented by M.P. RAEDANI as the MUNICIPAL
MANAGER (hereinafter referred to as the Employer or Supervisor)

And

SANDILE MBANJWA as the EXECUTIVE MANAGER: UTILITIES MANAGEMENT SERVICES of
MOGALE CITY LOCAL MUNICIPALITY (hereinafter referred to as the Employee).

WHEREBY IT IS AGREED AS FOLLOWS:

1. INTRODUCTION

1.1 The Employer has entered into a contract of employment with the Employee in Terms of
Section 57(1)(a) of the Local Government: Municipal Systems Act 32 of 2000 (‘the
Systems Act’). The Employer and the Employee are hereinafter referred to as the “the
Parties”.

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

1.3 The parties wish to ensure that there is compliance with Sections 57(4A), 57(4B), 57(C) and
57(5) of the Systems Act, Local Government: Municipal Performance Regulations for
Municipal Managers and Managers directly accountable to Municipal Manager, 2006 &
Local Government: Competency Framewaork for Senior Managers, 2014,

2. PURPOSE OF THIS AGREEMENT
The purpose of this Agreement is to —

2.1 Comply with the provisions of Section 57(1)(b),(4A}),(4B), (4C) and (5) of the Systems Act
as well as the Contract of Employment entered into between the parties;

T e e e 5 A Y
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2.2  Specify objectives and targets established for the Employee and to communicate to the
Employee the Employer's expectations of the Employee’s performance expectations and
accountabilities;

2.3  Specify accountabilities as set out in the Performance Plan (Annexure A);

24 Monitor and measure performance against set targeted outpuits;

2.5  Use the Performance Agreement and Performance Plan as the basis for assessing whether
the employee has met the performance expectations applicable to his job;

2.6  Appropriately reward the Employee in accordance with the Employers performance
management policy in the event of outstanding performance; and

2.7  Give effect to the Employer's commitment to a performance-orientated relationship with the
Employee in attaining equitable and improved service delivery.

3. COMMENCEMENT AND DURATION
3.1 This Agreement will commence on the 01 JULY 2019 and will remain in force until 30 JUNE
2020; where after a new Performance Agreement, Performance Plan and Personal
Development Plan shali be concluded between the parties for the next financial year or any

portion thereof.

3.2  This Agreement will terminate on the termination of the Employee’s contract of employment
for any reason.

3.3  The content of this Agreement may be revised at any time during the above- mentioned
period to determine the applicability of the matters agreed upon.

3.4  If at any time during the validity of this Agreement the work environment alters (whether as
a result of government or council decisions or otherwise) to the extent that the contents of
this Agreement are no longer appropriate, the contents shall immediately be revised.
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; and

4.1.2 The time frames within which those performance objectives and targets must be met.

4.2  The performance objectives and targets reflected in Annexure A are set by the Employer in

consultation with the Employee and based on the Integrated Development Plan and the '
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Budget of the Employer, and shall include key objectives; key performance indicators;
target and weightings.

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

44  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.

5. PERFORMANCE MANAGEMENT SYSTEM

5.1 The Employee agrees to participate in the performance management system that the
Employer adopts or introduces for the Employer, management and municipal staff of the
Employer.

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 wiil consult the Employee about the specific performance standards that will
be included in the performance management systemn as applicable to the Employee.

6. THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT AND
DEVELOPMENTS SYSTEM THAT THE EMPLOYER ADOPTS

6.1 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.

6.2  The criteria upon which the performance of the Employee shall be assessed shall consist of
two components, hoth of which shall be contained in the performance agreement.

8.2.1 The Employee must be assessed against both companents, with a weighting of 80:20
allocated to the Key Performance Areas (KPAs) and the Competency Requirements
(Leading & Core Competencies) {CR) respectively.

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

6.2.3 KPAs covering the main areas of work will account for 80 weighting and CRs wili%/

account for 20 weighting of the final assessment.
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6.3  The Employee's assessment will be based on histher performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan (Annexure
A), which are linked to the KPA's, and will constitute 80 weighting of the overall assessment
result as per the weightings agreed to between the employer and Employee:

Service Delivery and Infrastructure Developmen b
Financial Viability 20%
Good Governance and Public Participation 10%
Municipal Transformation and Organizational Development 6%
Local Economic Development 4%
Total 100

6.4 The Employee's assessment will be based on histher performance in terms of the outputs/
outcomes (performance indicators) identified as per attached Performance Plan (Annexure A),
which are linked to the KPA’s, and will constitute 80 weighting of the overall assessment resuit
as per the weightings agreed to between the employer and Employee.

The six (6) core competencies that act as drivers to ensure that the leading competencies are
ted at an optimal level

* |mpact and influence
Leadership e Institutional Performance
Management
Strategic Planning and Management
s Organizational Awareness
People Management & |« Human Capital Planning & 10
Empowerment Development
Diversity Management
Employee Relations Management
» Negotiation and Dispute

Management
Program & Project | « Program & Project Planning and 20
Management Implementation

¢ Service Delivery Management
Program & Project Monitoring &
Evaluation

Budget Planning & Execution 20
Financial Strategy & Delivery
Financial Reporting & Monitoring
Change Vision & Strategy 20
Process Design & Improvement
Change Impact Monitoring &
Evaluation

Financial Management

Change Leadership
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7.1

7.2

7.3

7.4

7.5
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Governance Leadership e Policy Formulation
s Risk and Compliance Management
¢ (Cooperative Governance

Moral Competence

20

Planning and Organizing

Analysis and innovation

Knowledge and Information Management

Communication

Resuit and Quality Focus

TOTAL

100

EVALUATING PERFORMANCE

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.

Despite the establishment of agreed intervals for evaluation, the Employer may in addition
review the Employee's performance at any stage while the coniract of employment remains

in force.

Personal growth and development needs identified during any performance review
discussion must be documented in a Personal Development Plan (PDP) as well as the

actions agreed to and implementation must take place within set time frames.

The Employee’s performance will be measured in terms of contributions to the goals and

strategies set out in the Employer’s |IDP.

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 hoc

tasks that had to be performed under the KPA;

{b) An indicative rating on the five-point scale should be provided for each KPA;

(c) The applicable assessment rating calculator (refer to paragraph 6.5.3 below)
must then be used to add the scores and calculate a final KPA score.
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7.5.2 Assessment of the CRs

(@) Each CR should be assessed according to the extent to which the specified
standards have been met.

(b) An indicative rating on the five-point scale should be provided for each CR

(c) The applicable assessment rating calculator (refer to paragraph 6.5.1) must then
be used to add the scores and calculate a final CR score.

7.5.3 Overall rating

An overall rating is calculated by using the applicable assessment-rating calculator.
Such overall rating represents the outcome of the performance appraisal.

7.6 The assessment of the performance of the Employee will be based on the following rating
scale for KPA’'s and CCRs:

Unacceptable Performance
Performance does not meet the standard expected for . o
the job. The employee has failed to demonstrate the 1 0% - 58% and below
commitment level expected in the job despite
management efforts to encourage improvement.
Performance Not Fully Effective
Performance is below the standard required for the job 2 60% — 69%
in key areas. Performance meets some of the
standards expected for the job.
Performance Fully Effective
Performance fully meets the standards expected in all 3 70% =79 %
areas of the job
Performance Significantly Above Expectations/
Exceptional Performance
4 80% —89 %
Performance is significantly higher than the standard
expected in the job.
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uistanaing re

5 90% - 100 %

Performance far exceeds the standard expected of an
employee at this level.

7.7 For purposes of evaluating the performance of the Executive Manager: UMS, an evaluation
panel constituted by the following persons must be established —

7.7.1 Municipal Manager,

7.7.2 Chairperson of the Performance Audit Committee or Audit Committee in the absence
of a Performance Audit Committee;

7.7.3 Member of the Mayoral Committee;

7.7.4 Municipal Manager from another Municipality; and

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance agreement shall
be reviewed on the following dates with the understanding that reviews in the first and third
quarter may be verbal if performance is satisfactory:

First Quarter [ July — September 2019 | October 2019
Second Quarter October — December 2019 January 2020
Third Quarter January — March 2020 April 2020
Fourth Quarter April — June 2020 nfa

8.2  The Employer shall keep a record of all formal and informal reviews, including the mid-year
review and annual assessment meetings.

8.3 Performance feedback shall be based on the Employer's assessment of the Employee’s
performance.

8.4  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
consuited before any such change is made.
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8.5 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.

9. DEVELOPMENTAL REQUIREMENTS

The Personal Development Plan (PDP) for addressing developmental gaps is attached as
Annexure B.

10. OBLIGATIONS OF THE EMPLOYER
10.1  The Employer shall —
10.1.1 create an enabling environment to facilitate effective performance by the Employee;

10.1.2 provide access to skills development and capacity building opportunities;

10.1.3 work collaboratively with the Employee fo solve problems and solutions to common
problems that may impact on the performance of the Employee,;

10.1.4 on the request of the Employee delegate such powers reasonably required by the
Employee to enable him/ her to meet the performance chjectives and targets
established in terms of this Agreement; and

10.1.5 make available to the Employee such resources as the Employee may reasonably
require from time to time to assist him/her to meet the performance objectives and
targets established in terms of this agreement.

11. CONSULTATION

11.1 The Employer agrees to consult the Employee fimeously where the exercising of the
powers will have amongst others —

11.1.1 a direct effect on the performance of any of the Employee’s functions;

11.1.2 commit the Employee to implement or to give effect to a decision made by the
Employer; and

11.1.3 a substantial financial effect on the Employer.
11.2 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. MANAGEMENT OF EVALUATION OUTCOMES

12.1 The evaluation of the Employee’s performance will form the basis for rewarding outstanding
performance or correcting unacceptabie performance.

12.2 A performance bonus of 5% to 14% of the inclusive annual remuneration package may be
paid to the Employee in recognition of performance and the amount payable would be
calculated on the following basis:

.| 0% b ceptable b of total package
2.| 80% - 69% Performance Not Fully Effective
3. 70% -79% Performance Fully Effective Remuneration Progression
4.1 80% - 89% Performance Significantly Above * Remuneration Progression
Expectations/ Exceptional Performance s 5% - 9% of Total Package
5. 90% - 100% | Outstanding Performance + Remuneration Progression
+ 10% - 14% of total package

12.3 The Employee will be eligible for progression to the next higher remuneration package,
within the relevant remuneration band, after completion of at least twelve months (12)
service at the current remuneration package on 30 June (end of financial year) subject to a
fully effective performance assessment results and above,

12.4 In the case of unacceptable performance, the Employer shall —

- 12.4.1 provide systematic remedial or developmental support to assist the Employee to
improve his or her performance; and

12.4.2 after appropriate counseling 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.

13. DISPUTE RESOLUTION

13.1  Any disputes about the nature of the employee’s performance agreement, whether it relates
to key responsibilities, priorities, methods of assessment and/ or any other matter provide
for, shall be mediated by —

13.1.1 n the case of Managers directly accountable to the Municipal Manager, the
executive mayor or mayor within thirty (30) days of receipt of a formal dispute
from the employee; whose decision shall be final and binding on both parties.
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13.2 In the event that the mediation process contemplated above fails, clause 19.3 of the
Contract of Employment shall apply.

14. GENERAL

14.1  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.

14.2 Nothing in this agreement diminished 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 done and signed at ........................onthisthe ....... day of R eenenn.. 2020

AS WITNE SE\S:

D

2.3 !
u\/ I

, th -
Thus done and &gnedaﬁ@qc’ﬂmp\f) on this the D .dayof ... aVlMé ......2020

AS WITNESSES:

N

EMPLOYER

=% / (Municipal Manager)
2‘ E'\ N

\
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Outcome 9: Respensive, accountable, effective and efficient lacal government system

NDP: Building a prafessional capable citizen focused public service NBP Chapter 13

Goal

To provide sustainable services to the community

DEPARTMEN

T: UTILITIES MANAGEMENT SERVICES - 70

KPA: SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT 60%

SDBIP Ref.
No

PLANNING
LEVEL

MSCOA
PROJECT

WARES TO
BENEFT

KEY PERFORMANCE
INDIGATOR

REVISED KPL

WEIGHTING

PERFORMANCE
MEASUREMENT

BASELINE

ANNUAL
TARGET

QUARTER

PROGRAMME/PRC)
ECT MILESTONE

REVISED
PRCGRAMME/PRCJ
ECT MILESTONE

EVIDENCE

KPi 5701

Executive
Managar: Output

Electricity
Losses

All Wards.

% of electrcity losses
measured

% of alecticily losses
measured

15%

1=59 % and below
achlevement against
target set

2=60-66%
achievemant against
target set

3=70-79%
achlevement against
target set

15%

4=80-88%
achievement against
target set

5=80-100%
achlevement agalnst
target sot

15%

a1

%

7%

Q2

T%

%

as

7%

10%

a4

7%

15%

In year menitaring
report {Quarterly}

KPLB/702

Executive
Manager: Gutput

Water losses

Aliwards

% water losses
measured

% reduction In water
lasses

15%

=58 % and below
achisvement agalnst
target set

2n60-69%

t against
target set

3=70-78%
achlevarmant agalnst
target set

15%

4=80-88%
achievement against
1arget set

5=90-100%
achlevemnent against
target set

19%

Q1

15%

15%

az

15%

15%

Qa3

15%

nfa

Q4

15%

19%

Quacterly report
submitted.

KP1H(2) /703

Fxecuive
Manager: Output

Electicity
services

Al Wards

% of households with
access jo elsclicity

No, of electificalion
connections

10%

1258 % and balow
achlievement against
target sat

2060-69%
achievament against
target set

3=70-79%
achigvement against
targoet set

Bi%

A=80-88%
achlevemnent agalnst
target set

5=90-100%
achievement against
target set

438

a1

8%

nia

a2

§8%

Q3

§8%

200

a4

89%

238

Quarterly report
submitied.

KPIHY (3)704

Executive
Manager: Quiput

Sanltation
services.

All Wards

% households with
access to santation

services

Number of sites provided
with chemicai loilets

10%

1158 % and below
achlevement against
target set

2r60-58%
achlevernent agalnst
target set

A=T0-79%
achievement against

target set

8z

a2

ai

BT%

2B%

nia

Q3

89%

a2z

Quarteriy report
submitted.




4=30-88%
achisvement against
target set
$=50-100%
achieverment against
target sel

a4

20%

82

KPI H{4)/705

Exacutive
Manager: Quiput

Water services

Al Wards

% of houssholds with
acesss to waler services

Number of settietments
provided with water

10%

im58 % and below
achlevement agalnst
targel set

2=60-59%
achlsvermnent agalnst
target sot

ITR-78%
achievement against
taiget sal

4=50-89%
achievemant against
largel set
5200-100%
achisvement against
target sat

ik

111

Qi

53%

Q2

94%

Q3

4%

1114

Q4

95%

T

Quarterly report
submitled,

KPA: FINANCIAL VIABILITY 20%

SDBIP Ref,
No

PLANNING
LEVEL

MSCOA
PRGJECT

WARDS TQ
BENEFIT

KEY PERFORMANCE
INDICATOR

REVISED KPi

WEIGHTING

PERFORMANCE
MEASUREMENT

BASELINE

ANNUAL
TARGET

QUARTER

PROGRAMMEFRO.
ECT MILESTONE

REVISED
PROGRAMME/PROS
ECT MILESTONE

EVIDENCE

KPi D708

Exocutive
Manager; Output

Grant
expenditure

All Wards

% new meters Instalied
in llne with applications
racelved

% expenditure on the
Integrated Natonal
Elactificaton
Programme Grant

10%

1=58 % and below
achlevement against
target set

2=60-89%
achievemenl against
larget set

3a70-79%
achlevemant against
target set

4=80-30%

1t against
target set

$=90-100%
achlevernent agalnst
targel set

New target

100%

at

100%

niz

100%

nfa

a3

100%

a4

100%

100%

In yaar manitoring
repart 1 july 2019
untll 3¢ June 2020

KPIB/7a?

Exscutive
Manager: Output

Grant
expenditure

All Wards

new kpl

% expenditlre on the
Water and Sanltation
Infrastructure Grant

10%

=35 AT DO
achlevement against
i

i mat

2260-68%
achievement against
{arget set

3=70-75%
achievement against
targel set

4280-88%
achievement against
targel sei

5=90-100%
achlevemant agalist
target sat

MNew target

100%

a1

ol

Q4

NEW KPt

100%

In year monitoring
report 1 july 2018
unti} 30 June 2020

KPA: GOCD &

OVERNANCE AND PUBLIC PARTICIPATION 10%

SDBIP Ref.
No

PLANNING
LEVEL

MsCoA
PROJECT

WARDS TO
BENEFIT

KEY PERFORMANCE
INBICATOR

REVTSED KPE

WEIGHTING

PERFORMANCE
MEASUREMENT

BASELINE

ANNLIAL
TARGET

QUARTER

PROGRAMMERPROJ
ECT MILESTONE

REVISED
PROGRAMME/PROJ
ECT MILESTONE

EVIDENCE

KPI AR

Exscytive
Manager: Qulput

AG Audlt Action

plans

All Wards

% implementation of
audft action pians

% Implementation of
audlt action plans

5%

159 % and below
achisvemant against
target set

2=60-69%
achlevernant agalnst
target sy

3=F0-79%
achlevement against
target set

4=B0-85%
achfevement against
target set

5=80-100%
achisvement against

target set

New larget

100%

a1

nfa

nia

Q3

100%

100%

Q4

106%

0%

1. Approved AG
aclien ptan, 2,
Progress reports of
Implamentation of
the AG action plans.
3. Final report
{OPGA) of the AG
action plans as
reporied by IA,




KPi B/T08

Executive
Manager: Output

UMS - Strategic
Support

All Wards

new Kpi

% Implamentation of
departmantal miigation
actions on the Strategic

Rilsk Register

5%

1=59 % and below
achievament ageinst
target sat

2-60-68%
achievement against
target sat

3=70-79%
achigvermnent against
targsl set

New target

4sB0-89%
achievemant against
target sat

5=80-100%
achievernent against
target set

100%

100%

az

100%

100%

Q3

106%

Exacuiive Manager:
Utiides Management
Services

Qs

100%

100%

KPA: MUNICIPAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT 6%

SDBIP Ref.
No

PLANNING
LEVEL

MSCOA
PROJECT

WARDS TO
BENEFIT

KEY PERFORMAMCE
INDICATOR

REVISED KPI

WEIGHTING

PERFORMANCE
MEASUREMENT

BASELINE

ANNUAL
TARGET

QUARTER

PROGRAMMEPRGOJ
ECT MILESTONE

REVISED
PROGRAMME/PRO.J
ECT MILESTONE

EVIDENCE

KPI G710

Executive
Manager: Output

Labour disputes

All \Wards

Days taken to attend to
! il

Days taken to attend to

o
‘within the prescribec
timallnes {Step 2)

ployes gr
within the prescribad
tmelnes {Step 2)

6%

1=Employee
grievances attended
within timeframe

ipuiated within the
pallcy.

2=Employee
griavances altended
within imaframa
stipulated within the
policy

3=Employea
grevancss attended
within imeframe
stipulatad within the
poilcy.

New target

4=Employes
grievances attended
to within imeframe
set within the policy.

SaEmployes
grlevances altended
10 within imeframe
set wiiln the policy

10 days

=]

10 days

10 days

Qaz

10 days

10 days

Q3

0 days

10 days

Grievances lodged
finafized

Q4

10 days

10 days

KPA: LOCAL ECONOMIC DEVELOPMENT 4%

SDEIP Ref.
No

PLANNING
LEVEL

MSCOA
PROJECT

WARDS TO
BENEFIT

KEY PERFORMANCE
INDICATOR

REVESED KPi

WELGHTING

PERFORMANCE
MEASUREMENT

BASELINE

ANNUAL
TARGET

QUARTER

PROGRAMME/PRO.}
ECT MILESTONE

REVISED
PRCGRAMME/PROJ
ECT MILESTONE

EVIDENCE

KPI ()71

Executive
Manager: Qutput

Water meter
installations

All Wards

new kpl

% new meters instafled
in llne with applications
raceived

2%

1=59 % and belaw
achlevement against
target set

2=60-89%
achievamernt against
{farget sel

3=70-78%
achievement against
target sat

New target

4=80-89%
inchievement agalnst
target set

100%

Qs

100%

az

100%

Qa

NEWY KPI NiA

Quarterly report
subrritted.




3=80-100%
achievemant against
target set

N/A




KPilmz

Exacutive

Manager. Cutput

Youth
employment

All Wards

MNo. of youth expased to
employmant

Mo. of youth exposed to
employment

1%

1=5 Youths exposed
to employment
opportunities by end
of 3rd Quarter

2=10 Youths expessd
10 employment
apportunities by end
of 2ra Quarier

3=15 Youths exposed
to employment
opportunitiesby end of
3rd Quarer

4=20 Youths exposed
to employment
opportunties by end
of 3rd Quarter

5m25 Youths exposed
to employment
opportunities by end
of 3rd Quarter

New target

25

al]

NIA

NiA

Qz

Q3

25

Q4

/A

NIA

Rapod on youths
exposed ko
employment
opportunities

KPIJ/713

Executive

Employmant

Or

Output

All Wards

No. of employment
created

No. of emplayment
of ifes created

1%

1=15 Employment
opporiuniies crealed
2=20 Employment
opportunilies crealad
'3=25 employment
opportuniles created
4=25 Employment
opportunites created
57203 Employment
opportunities created

78

Qi

a2

Q3

25

25

a4

203

203

Quartarly report
submitted.

Total 200




CORE MANAGERIAL COMPETENCIES WEISHTING KFI PERFORMANCE MEASLUREMENT

1=Dapartmental Plan approved befors the end of 3¢ Aprll 2020

2m Departmental Plan approved bafore the 31 March 2020

{ ic Flanning and Manag, I) Approved Department Fian afigned to the SDEIP {to inform the
5 201872020 budget) 3= Departmental Plan approvad before the 28 February 2020

4=Departmental Flan approved before the 31 January 2020

S=Departmental Plan d before the 31 D ber 2018

Strategic Girection and Leadership

1= 4 Performance Managemant Agresments signed after the 30/08/2019

2= 4 Performance Management Agreernents signed after the 15/05/201%

5 Mo. of Indhvidual Performance Managemant Agreements signed with Managers by 31 August 2019 3= 4 Performance Managamant Agreements signed by the 31/08/2019

4= 4 Parformance Managemsnt Agreements signed by the 20/08/2019

5a 4 Performance Management Agreements signed by the 10/08/201%

1=PDPs developed by 30 Novemnber 2018

2=PDPs deveicped by 31Cctober 2018

3=PDPs developed by 30 Seplember 2019

Paople Management and Empowsmment 10 ¥ 5 t of Persenal Develop Flans (PDPs) for Managers

-4=PDPs doveloped by 15 September 2018

$=PDPs developed by 31 August 2019

1= 70-£0% and below implementation within set imaframes

2 71-79% Implomentation within set tmeframes

e B0% Implementation within sat tmefr

10 Operationgl Programs/ Projects Implemanted

4= 81-90% implementation withl: set Umeframes

Program and Project Managemant S 91-100% | o within set di

1= 80% imptementation of the SDBIP

2= 85% implementation of the SOBIP
3= 80% implementation of the SDBIF
4= 92% implementation of the SDSIP
&= 94% implementation of the SDBIP

10 Sevice Delivery Management

1= 20% and more increase of UIF

2= 10% |ncrease of UIF
3u 10% roduction of UIF
4= 20% reduction of UIF
Financlal M; 5= 30% requetion of UIF
1= §2% Spent

2= 84% Spent

10 % of grant funded capltal budget spent at the end of financial year 3= 5% Spent

4=98% Spent

Su 100% Spent

16 % Reduction of Unauthorlzed iregular Frultess {UIF) expendiure

1=59% and Below Impiementation
2=60-75% Implemantation

10 % Change Management Plan implementation 3=80% Implementation

4=B2% Implemeantation

Changs Leadarship 5=84%Implamentation — ,
1= 2 meetings

2= 2 mealings
10 Communicaticn to employees 3= 4 meatings
4= 5 meetings




5= § meelings

Governance Leadership 10

Revislon and Deveiopment of Policles

1=59% and Below

2=60-79%

3=80%

4031-80%

$=91-100%

Governance Leadership 10

% Implementation of the annual isk management implemantaticn plan

1=59% and Below

2=60-75%

3=80%

4=82%

5=B4%

Total=100
Signed and Accepted by « Utilities Management Services
Sandile
Date: w
Approved by the unlmpa] Many f ﬁ” E ‘ :>
M d Pnngle T
\-.__._./
Date: [T

‘/_/Ub/ZOZ—D







