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PERFOMANCE MANAGEMENT AGREEMENT
ENTERED INTO BY AND BETWEEN

MOGALE CITY LOCAL MUNiCIPALETY herein represented by Makhosana Msezana es the
Mumclpal Manager (heremafter referred to as the Employer or Supervisor)

And

Andre Botes as the Actlng Executive Manager: Infrastructure Development Semces (herernafter .
referred to as the Empioyee) _ :

WH_EREBY [T _rs AG_REED AS FOLLOWS:
1. !NTRODUCTION _' :

1.1 The Empioyer 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 Framework for Senior Managers, 2014,

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

2.1 Comply with the Contract of Employment entered into between the parties;

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 Management Plan {(Annexure A);
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2.4 Monitor and measure performance against set targeted outputs;

2 5 Use the Performance Management Agreement and Performance Management 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 : o

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

'3 COMMENCEMENT AND DURATION &

3.1 'Th!s Agreement will commence on the OykNﬁRY 2023 and w;ll remam in force unti]_ '
' 30 JUNE 2023; where after a new Performance Management Agreement, Performance ..
Management Plan and Personal Development Plan shall be conc!uded between the.
parties for the next financial year or any portion thereof. -

32  The parties will review the provisions of the Agreement during February each year. The
parties will conclude a new Performance Management Agreement and Performance

Management Plan that replaces this Agreement at least once a year by not later 31 July.

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

3.4  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.

3.5 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

41.2 The time frames within which those performance objectives and targets must be
met.
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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 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 _Zmus_t be achieved. The weightings show the relative importance of the key
objectives to each other.

44 _ :The.E_mp!o_yee’_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 'PER_FORMANCE MANAGEMENT SYSTEM

5.1 The .Em_p_loyee 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.

5.3  The Employer will consult the Employee about the specific performance standards that
will be included in the performance management system as applicable to the Employee.

6 THE EMPLOYEE AGREES TO PARTICIPATE IN THE PERFORMANCE MANAGEMENT
AND DEVELOPMENT 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, both of which shall be contained in the performance
agreement.

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

6.2.2 Each area of assessment will be weighted and will contribute a specific part to the total
score.
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6.2.3 KPAs covering the main areas of work will account for 80 weighting and CRs will account
for 20 weighting of the final assessment.

8.3 The Employee’s assessment. will be based on his/her performance in terms of the outputs/
outcomes (performance mdlcators) identified as per.attached Performance Plan. (Annexure
~A), which are linked to the KPA’s and will constltute 80 wezghtlng of the overall assessment E

result as per the weightmgs agreed to between the employer and Employee

6.4

vice D 45%

' _-Fmancral Vlabrlity : 26% o
o Good Governance and Publrc Partsc;patlon : S 14% -
| Local Economic Development - ' E. 05%
Mumcspal Transformatlon and Organ:zat;onal Development -10%

TOTAL 100% -

The Employee’s assessment will be based on his/her _perforrnance 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.

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

Strategic Direction
Leadership

and

Impact and influence
Institutional Performance
Management

Strategic Planning and Management
Organizational Awareness

20

People Management

Human Capital Planning &
Development

Diversity Management

Employee Relations Management
Negotiation and Dispute
Management

10

Program &
Management

Project

Program & Project Planning and
Implementation

Service Delivery Management
Program & Project Moenitoring &
Evaluatlon

20
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Financial Management ¢ Budget Planning & Execution 20
¢« Financial Strategy & Delivery
s Financial Reporting & Monitoring

Change Leadership e Change Vision & Strategy 10
: ' e Process Design & Improvement
e Change Impact Monitoring &
Evaluation
Governance Leadership ¢ Policy Formulation 20
' e Risk and Compliance Management
Cooperative Goverhance

| Moral Competence

Planning and Organizing

| Analysis and Innovation

| Knowledge and Information Management
Communication

Result and Quality Focus

TOTAL 100

7 EVALUATING PERFORMANCE

7.1 The Performance Management Plan {(Annexure A} to this Agreement sets out-

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

7.2 Despite the establishment of agreed intervals for evaluation, the Employer may in
addition review the Employee’'s performance at any stage while the contract of
empioyment remains in force.

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

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

7.4  The Employee’s performance will be measured in terms of contributions to the goals and
strategies set out in the Employer's IDP.

7.5  The annual performance appraisal will involve:

7.5.1 Assessment of the achievement of results as outlined in the performance Plan:
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(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;

(¢} The applicable assessment rating calculator must then be used to add the
. scores and calculate a final KPA score.

7.5.2 As_ses_sment_ of the CRs

(a) 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 .épplicable assessment rating calculator 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 CRs:

Unacceptable Performance

Performance does not meet the standard expected for the
job. The employee has failed to demonstrate the
commitment level expected in the job despite management 1 0% - 59%
efforts to encourage improvement.

Performance Not Fully Effective

Performance is below the standard required for the job in
key areas. Performance meets some of the standards . .
expected for the job. 2 60% — 69 %
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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.
Outstanding Performance
| Performance far exceeds the standard expected of an 5 90% — 100 %

| employee at this level.

7.7 For purposes of evaluating the annual performance of managers directly accountable to
the Municipal Manager, an evaluation panel constituted of the following persons must be
established —

i.  Municipal Manager,
ii. Chairperson of the Performance Audit Committee or the Audit Committee in the
absence of a Performance Audit Committee;
ii. Member of the Mayoral Committee; and
iv.  Municipal Manager from another Municipality.

8 SCHEDULES 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 2022 October 2022
Second Quarter October — December 2022 January 2023
Third Quarter January — March 2023 April 2023
Fourth Quarter April — June 2023 n/a
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10.

1"

202 2 / 2023 Performance Management Agreement entered into by and between the MummpaI Manager

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
consulted before any such change is made.

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 wili be fully consulted before any such change is made.

DEVELOPMENTAL REQUIREMENTS

- The Persona! Development Plan (PDP) for addressing developmental gaps is attached as

Annexure B.

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 to solve problems and generate solutions to
common problems that my 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 objectives 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.

CONSULTATION

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

_ 1 1.1.1 A dsrect effect on the performance of any of the Emp!oyees functions -
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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 1nform the Employee of. the outcome of any decrsmns taken

pursuant to the exercise of powers contemp!ated in 11.1-as soon as is practrcable to . o

enable the Employee to take any necessary aotron without deiay

12 :MANAGEMENT OF EVALUATION OUTCOMES

12.1 The evaluatron of the Employees performance wrll form the basrs for rewardrng o
; outstandrng performance or. correctmg unacceptable performance :

.' 12.2. A pen‘ormance bonus of 5% to 14% of the mclusrve annuai remunera’uon package may o
be pard to the Employee in: recognltlon of performance and the amount payable wouid
be calculated on the follow;ng basrs : L S

1.1 0 | Performance Unacceptable - -0% of total package
2.1 60% -69% | Performance Not Fully Effective o e e
3. 70% - 79% Performance Fully Effective Remuneration Progression
4.| 80% - 89% Performance Significantly Above « Remuneration Progression
Expectations/ Exceptional Performance * 5% - 9% of Total Package
5.1 90% - 100% | Qutstanding Performance « Remuneration Progression
e 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 resuits and above.

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

12.4.1provide systematic remedial or developmental support fo 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.
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13DISPUTE 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, shali be mediated by - :

13.1.1 The Executive Niayor wrthm thlrty (30) days of recespt of a formal dlspute from _
the Employee or S

13.1.2 Any other person appomted by the Executlve Mayor

13.2 In the event that the medlatlon process contemplated above fails clause 19. 3
-of the Contract of Employment shall appty :

.14 GENERAL

14,1 The contents of this agreement and. the outcome of any rev:ew conducted in terms of
Annexure A may be made avallable to the public by the Employer L

14.2 Nothing in this agreement diminished the obltgaﬂons duttes or accountabilities of the
Employee in terms of his/ her contract of employment, or the effects of eX|st|ng or new
regulations, circularg, fpolicies, directives or other instruments.

Qwaon this the b-)&' E&fif‘gﬁ/ 2023

Thus, done and signed at . 177,

AS WITNESSES:
 Ckts (18
k-, ACTING EXECUTIVE MANAGER:
INFRASTRUCTURE DEVELOPMENT
2 W\’V\A,._ 3 SERVICES

Thus, done and signed at ...\.... 5]

AS WITNESSES:
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National QutcomeQuicome 9

effective and cfficlent jocal government systam

NDP Chapter Bullding a professional capable citizen focused public service NDP Chapter 13

Strategic Goal To provide sustainable services to the

DEPARTMENT: Infrastructure Development Services

KPA: SERVICE DELIVERY AND INFRASTRUCTURE DEVELOPMENT =45%

PLANNING MSCOA WARD TG  |KEY PERFORMANCE UNIT OF X ANNUAL .. |Pro 0| TreEcF FER a
LEvEL PROJEST | BENEFIT |INMICATOR WEIGHTING (e asuing BASELINE - |TaraeT QUARTER * | JpcT MILESTONE QUARTER INDIVIDUAL PERFORMANGE i L PERSON
Qf . 100% 1659% and belaw echiavemant against targat set
% SOBIP prajests a2 100% 27 64-63% achlevement againat terget sot
suceonshully . FProject pregiess i
Execuiva " Apting Exscytive Managar:
Seevice Dolvery | All wards. Implemented within 5% % a5% 1 B cmpleben  [3s TO-79% agalnat target sat
Manager OutpUt projesiod imetrames @ 0% e gulnat targ Infrasircuturs Development Services
and bhogst 45 B0-50% achivament agalngt targer sa
a4, 100% £=290-100% achlevement against largat sot
KPA: FINANGIAL VIABILITY= 28%
Qal. 5% 1=59% and below achievement agalnst target set
02 40% Total 2= 60-68% achlevament agathat target set "
otal hudgel spant undef the Acting i anager:
i & % :
" mwm".wmmnnwo<.._mﬁu " mxmm_w“,ﬁ_‘:_.m All wards m_.hhum;%ca ups [ . 100% 100% prejects impiamented through { 3= 70.78% achlsvement against target set Infraszouture Development
c Q¥ BI% tha Deprt, 108 Servlces
- 4= 80-90% achiavement against targel set
Q4 100% . . 5=80-100% achlavement against targsl set
Q1 - 1=58% and below achlevamant agalnst target sat
. [+ 0% T derth 2= §(-89% achlavement agalhst target ast M
Exocutvi & o ditu otal budget pent Under tha Acting anagern
zmzmmﬁw Owac_ Ex hmu,ﬂ.u Alwads | mth_wm_u mwmmﬂ. the 8% % 100% 100% prajecis implamentid trough | 3= 70-76% achtavement against target set Infastrature Developmant
. as 7% the Deprt IDS. Savices
) 4= §0-90% achievernent against target set
Qa4 100% 5=80-100% achievement against targat set
[+}] 19% 1259% and helow achlevement agalhst target sat
QN. . AT% 2= G0-59% acnlavement aganst targat set
Evecuave Grants % expenditure on the . i Totad budget spent undar the ganat targel se acting Executive Manager:
Manager OUtpat| Expanddurs Al wards o ﬁ‘m,m arant : 5 % 100% 00%.  |Q3 T6% projeces implamented 3= 70-79% achisverment against tarpet set Infrastreuture Development
. tharough the Deprt. (03, Services
Q3 100% : 4= 80-90% achievement agalnst target set
Q4. 100% 5=90-100% achievement agalnst target set
a 00% 1259% and below achlevement against target set
% lcted az 100%° 2= 60-69% achlavement against targst set Acting Exacutive Manager:
Exeoubva | Improved & reverua nolocet 1 . . Canfirmed and zigned Infrastrauture Developmant
Manager Qutput| warking capial Al wards fism Mﬂ,ﬂn.mﬂmzno 5 % . Bos. .Soﬁ. Q3 100% agreements where apllzable. 3= 70-79% achievernent againat target set Servicas
4= 00-90% achievemnent agalnst target set
Qd 100%
5=90-100% achievement against target set
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ANNUAL

PLANHING MsCoA WARD TO  |KEY PERFORMANCE : UNIT QF 8] TYPE OF PER
LEVEL PROECT BENEFIT NDICATOR WEIGHTING MEASURE ﬁﬂ.PmmEzm TARGET QUARTER | |por MILESTONE QUARTER THDIVIDUAL PERFORMANCE MANAGEMENT RESPONSIBLE PERSDON
KPA: GOOD GOVERNANCE AND PUBLIC PARTICIPATION = 14%
KEY ) . PROGRAMMEN®
PLANNNG | MSCOA | WARDTO lrpmeomwance fweeHtng  [WHTOR . eastunes IENCE | auserer | RoJEcT INDIVIDUAL PERFORMANGCE MANAGEMENT
INDICATOR i ) . - MILESTONE
ar - 1=58% and below achlevement agatnat target aet
az - 2= 50-89% achiavetnent againet targat set
Auditinp iew and follow
Exettitive . ; . Aeting Exacutive Manager
- AG Audit % implemontation of up reports ralated o
WManage: Actlon plans AIWArds 1§ a e sl Plans * % 100% - 100% |mplementatian plans of the |32 70-78% achlevament agalnst target set afrastrouture Development
Qutput - Benlces
Deprt 103,
as 100%
: 4= B0-80% achlevamant against target set
Q4 100% 5=80-100% achievemant against target sat
Q1 160% 1=58% and below achievement against target set
Q2 100% ‘2= 60-69% schievament against target set
% tmplemantatian of Stotus repons in 1grms of the
Executve " Acting Manager,
Key Legislative planned kay " relevant external stakehordars
zoe._muon requiraments | 20398 o sive compliznce % % 1oa% 100% assesment (eparts In tarms of | 3= 7D.75% achlevement agalnst target sat infrastreuture Development
utput . . Senices
requirements meeling complaince matters
o] 100%
4= 80+80% achlevament against target set
Q4 100% 5=80-100% achlevament agalnst target sat
Ql - 1=58% and below achisvement against target set
% Implermentatiun of Qz N Risk Management 2= 60-59% achievement agalnst target set
Executive Risk gepanmental nputefreview and follow up Acting Executive Manager:
Manager: Managernent Allwards  {milgation ackan 4% . % 100% 100% raports related lo Infrastrouture Devalapment
Cutput 4 plans on the Strategic s : . Implermentation plans of 12 3= 70.79% achievement agalnst target set Services
Rizk Register Deprt IDS.
as -
4m B0-90% achlevamant against target set
Q4 100% 5=00-100% athievement againet target set
Qa1 - 1=58% and balow achlevement against target set
% Implomentaton of Q2 - 2= B0-69% achlgvernent againat target set -
the Financo : - - Acting Exezutive Manager;
M mMMmM..Mt:mBE Precurament All wards Management A% % 100% 100% _anMaMﬂMMMM% :ﬂmﬂgs |nfrastreutire Development
9 Senvices procurement]. . . . . T5% P plan. 3= 70-79% achievernent agalnst target set Services
plan Q3
4= 80-80% achievement agalnst target set
o4 100% £=90-100% achigvement agalnst target set




Date:

PLANNING MSCOoA WARDTO  |KEY PERFORMANCE . UNITQF - ’ anNnuAL L PRCGRANMMEPRO TYPE OF EVIDENCE PER
LEVEL PROJEET SENERT | INDICATOR WEIGHTING MEASURE M BASELINE TARGET CBUARTER e nr o reTone GUARTER JMDIVIDUAL PERFORMANGE MANAGEMENT RESPONSIBLE PERSON
KPA: LOCAL ECONCMIC DEVELOPMENT: 5% o
Q1 20 1=58% and below achlavament against target sat
, Texal no el layment
Qz - o oﬁv_ i 2= 50-89% achievement against targat set
. ppetunties crasted thraugh
EXeoUlNG | g ement NO, of employment the projects at the enc of the Asting Execdtive WManager,
Manager: Ooportunites All wards cun,EEnE«w ‘sreated 5% Number 43 200, Hnaneial year, depanment Infrastreuture Cevelopment
Output cinge out 1eport 1o Deprt 3= 70-T8% achlevement against targat set Servlces
-|as N Eeonomic Senies
4= A0-80% achlevamant agalnst karget sat
. Q4 200 5=80-100% achlevemant agalnst target set
KPA: MUNICIPAL TRANSFORMATION AND ORGANISATIONAL DEVELOPMENT = 10%
a1 10 doys tlon.
2=13 days taken {0 altend to atnployens
az 16 days grievances from tma of submission
3=12 days taken 1o altend 1o employeas
Days taken to attend 1l
Exacutive tabour to empayee o3 10 da Gilovance report io the rlevancas, frorm tima of submission Acting Executive Manager:
. g Alwards ] grlevances within the 10% Pays New target 10 days . s . Indicata tmedrams 4=11days taken to attend 1o emplayees Infrastreutirs Development
Manager Output| Digputes N .
prescribed imeknes . S confirmalian gilevances from thna of submisslen Services
{Step 2)
5= 10 days taken {0 atterd t0 employees
a4 10 days grievances from tme of submission
‘Totaf= 100%
Signed and Accepled by thf} Acting Exceutive Manager: Infrastrusture D Services
eI & § .
Andre Botes m» h_.w

Appreved by the Municipal Manager

Makhosana Msezana

Date:




Strategic direction & leadership

1= Divisional Quarterly and Annual Progress Reports signed by 12th te 15th of
April and July -’

Intergration of Cepartments. UMS and

ional Quarierly and Annual Progress Reports signed by 10th to 12th of
April and July :

PWRAT into the.new Department:
Infrasirciure Development Services from

1= Divisioniai Quarterly and Annual Progress Reports signed by 7th to 10th of April
andduly - i

. 1 February 2023

1= Divisional Quarterly and Annual Progress Reports signed by 5th to Tth of April
and July - o o

nal Quartery and Annual Progress Reports signed by 3rd 1o 5th of Aprit
and July S

isional Quarterly and Annual Progress reports signed

Program and Project
Management

Development of Persanal Development
Plans {PDPs} for Managers

1=POPs am,._rn._.o_umn by 30 za.<m3a2 2022

2=PUPs developed by 310ctober 2022

3=PDPs developed by 30 Seplember 2022

4=PDPs developed by 15 Seplember 2022

§=PDPs developed by 31 August 2022 -

Proof o the submission of PDPs for Senior Managers 1o
Learning and Develeprment Sub-division for Implementation

Program and Praject
Management

20

Service Delivery Managament -

1=53%.and belew. implemantation of the SOBIP

2= §0-69% implementaticn of the SDBIP

3= 70.78% Implementation of the SOBIP

4= 80-89% implementation of the SDEIP.

5= 90-100% implementation of the SDBIP
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Financial Management

% Reduction of Unautharized lreqular”

11=20% and more increase of .cmm. :

2= 10% increase of UIF

3= 10% reduction of UIF. .~

Quarlerly In year monitoring report; 1 July 2022 to 30 June

5 ’ N 2023 In year monitoring report.
Fruifess (LIF) expenditure
4= 20% reduction of UIF
5= 30% reductien of UIF
1= 92% Spent’
o of buddet spent at the end of- 2= 94% Spent| Quarterly in year monitering report; 1.July 2022 to 30 June
¢ of apex budget spent 21 ths end o = 2023 In year monftering repart,
5 financial year 3= 96% Spent ¥ g rep:
: 4= 98% Spent .
5% 100% Spemt
1= 92% Spent
2= §4% Spent Quarterly In year monitaring report; 1 July 2022 to 30 June
2023 In year menitaring report.
10 % of granl funded budget spent atthe (3= ogyy Spant

end of financial year

4= 88% Spent

5= 100% Spent”

=M



% Changa h ment Plan.

4=59% and Below Implementation
2=60-68% Implementation

implemented for the reviewed .
crganisational structure.

3=70-79% Implementation

Charge Management Plan for the projects to be
implemented

4=80-89% Implementation

Change Leadership

Nurmber of manthiy management’ o
meetings held per year =

5=90-100%Implementation
1= 4 meelings .~

2= § meetings

3= B meetings

Agenda and Attendance Register of deparimental meetings

4= 10 meetings

5= 12 meetings

Number of quartely staff meetings

1= No meeting

2= 1 mestings.

=2 Snm_iw.w.

Agendz and Attendance Register of deparimental meetings

4= 3 meelings

5= 4 meelings

Revisian and Developmenl of Policies

1=59% and Below submission of comments within imefram set

2=50-65% submission of caomments within timeframe set

3=70-79% subm

Revised and Developed Palicles vs Policies submitted to
Coungil in the 2022/2023 financial year for Approval

4=80-80% submission of comments.within limeframe set

5=00-100% submission of comments within timeframe set

Governance L 12l

% Implementation of the annual risk.
management implementation plan

1759% and Below implemeantation of departmental risk migration measuras

2= 60-69% implementation of departmental risk mitigation measures

3= 70-78% implementation of departmental risk mitigation measures

Dashboard Risk Management Reports from M & £

4= B0-59% implementalion of departmental risk mitigation measures.

5=80-100% implementation of departmental risk mitigation measuras

Totai=10¢

|Signed and Accepte

Services

Andre Botes

E%Tm Actng Executive Manager: Infrastructure Development

A

Date:

e LSV

T T |

|Approved by the Municipal Manager

Makhosana Msezana

N N

i Ui A .

Date:

—
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JACTING EXECUTIVE MANAGER: INFRASTRUCTURE
DEVELOPMENT SERVICES

2

CORPORATE SUPPORT SERVICES: .~

Being able to mmm.mn?m:‘ influence

‘JANDRE

MUNICIPAL MANAGER

>mmmnm<mam.m.ﬂ vwo.c_m.:.u. Bi-annual

Personal Mastery mo_s:m.w.imcmgoiu - |decisions. - - POE assessemts Incomplete
! _u,_m:n_:.m_ organising, . Able to prioritise: activities and POE Bi-annual Incomplete
business mastery finance & delegation: - {delegate to team assessemts
The m_.um._E\.ﬁo.. enable uuvowm:m
. . parties to move past impasse Training on
Managing teams: . . .

Team mastery o towards the successful resolution |One on one meetings jPerformance POE Incomplete

performance & conflict R g o

S T of anissue through:the application Management

of dispute resolution techniques

.\%




