PERFORMANCE AGREEMENT: 2024/2025

Entered into by and between

NTABANKULU LOCAL MUNICIPALITY
(The Employer)
Represented by the lvy Sikhulu-Ngwena
Duly authorized in terms of section 57 (2) (b) of the Municipal System Act, No. 32 of 2000
AND

Piwe Luvo Mpendulo
(The Employee)
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INTRODUCTION

1. As provided in section 57(1) (a) of the Local Government Municipal Systems Act
32 of 2000, the council of Ntabankulu Local Municipality has entered into an
employment contract with the Director Technical Services, Piwe Luvo Mpendulo on a

non-fixed permanent employment until reaching the age of 65.

2. Section 57 (1] (b) of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Manogers and managers directly
occountable to the municipal manager require that a perforrnance contract be

concluded between the parties as herein undertaken.

3. The parties wish to ensure that they are clear about the goals io be
achieved and secure the cormmitment of the Municipal Manager reporting to the
Honourable Mayor, to a set of actions, outputs and outcomes that will ensure the
attainment of both the local government policy goals and the performance
objeciives of Ntabankulu Local Municipality as enshrined in the Integrated
Development Plan.

4. This performance contract is entered into between Piwe Luve Mpendulo, the
Director Technical Services and Ntabankulu Local municipality as represented by the
Municipal Manager, 1. Sikhulu-Ngwena and is based on the adopted Integrated
Development plan 202472025 io 2027/2028 as developed in 2024 and the 2024/2025

Service Delivery Budget Implementation Plan.

Performance Contract for Section 544 Manager & Section 56 Managers Page 2

ki [ >



20. ATTESTATION

The parties hereby agree having read, understood and received a copy of this agreement
which contents are hereby accepted in all entireties.

L. Sikhulu-ijgwena
Municinal Manager

Pt Mpendulo
Municipal Manager

Performance Contract for Section 544 Manager & Section 56 Managers Page 15



- #2GE)IG)S o

ameudis SJ0SIAIBANG 00 s iy e aineusis aakojdw3

Jaquiny sadojdw s sosiaadng vzvs Jaquinp aaiojdwg

1a8eue fediuniy 2J31L qor Josiasadng SAIBS [BIUYIDL 1032410 9311 qor aaAo|dw3

................................ euambp-njnyys Aaj awep :osiuadng paspoyginy ojnpuadyy oan amig awep aafojduz
SZ0Z/Y2Z0Z ¥VIA VIDNVNIE SADIAYIS TVIINHIIL :31vdOLDo3¥Id

NV1d 3DNVINYHO443d



sl

LOCREEY
BOEYY pua awwsoud!
u R kT 382y
P EvaggEED eveq eyl jo Euitsendry
QLTI E 53 sluspuig] TSGYEED pUR) pup Buddiy [CH-EET GibE ounp
d pem ey peod| ouwmBoud soud]  awtiuon Ceegzoe)]  peulis ame e col A OL PR G SEIYJ0 pON
uim Lodo szosiad LLGLE SIGLD D5 A b sraford PRGRUGY WSEE § o} dn ©f FEOS £3230Y FOATY,
o7t wi| wi) oy Ayow poufis shed eraicain ) Ao poulis| WOCE)O USIMISUDT |  ADACOUBY SIS ]  DudssAepUTY RS soueey 1 OEE 0 LSEnnsioD
eI
o) g LeanaTuey
1
SrDy4TEa pUD, 1035 Mas Buy
“welayd pud POApY b
e unca g6 Eoid| CRERAR] fuyseg eys sufisap| e
Atquo poutis|  PwoALR StRW]  pup poage ‘el ey wroaddy gg|  whizep posarddy Lk 2128 U] E0s $82508
sumban H uliozp poAIoaYE 8O Jduiniid e sR el dsgousp yen] it esonsda exeiuy o) mnpemy
ST JBATTUEY GUG | PUR JDASPURY SG] YD K5R), poufis AN YN indey ey Cuintsl gt ) 2 Bungsl e LR By + ang vensiuag|
EASUTED|
e qurutifold| SZ0Z sunp
e1EYT £3 g} PIEM W (N
w28ipnq Zi eabpug i poder “BIAY @2niod Buple s 1oaml
CMTYURED PUR L DL )2 UGGLI500 SWSYYSED pLE safpiq TMOUNLED U] 0 RLY B e pue] Temebasd Ao ja Boiddy o €0 £8P,
euamtod ooyt Lreeatsn ] RIS LETL Y TS | R 2 T TR aogd] ST paulis umain L LITRE vandweal  {ziamg puz pray ssEoy
i B ‘PrOr TESStD Wiy 2 e praday seauford podar sraifiord pud panEEa) ¥ oy o} TgEouyy
bi%3 Asus poulie equo oy go Buiddy) | Apgusw poutis L peu il O USESANEUCT]  SNCPUTY SUS | BUB IBASDUBY BT uwxg'l o 2
SeiT
pun qurirEoy| 202 sunp
“geteyd £ g1 paum 0 (s
28lpug 2| wodpirg s NG BT 95D
TASYLSTI PUBE B JO USIIIRUOD DT Pl g2lpug whSRes punf  Z o) Benmasaas pua! yoBuddy oy dn) 8a8peg)
alisesd “sejead igiawind Mot BTt M i “wejoyd T Faulis o) o unl G uzgEdieal  {2jom pud oy 65350y
g Ladar $58:0000 pLos TE00R g 6 i pad es2:80:d] %09 43 uenmiRicyl [una Jodas szt PuR pagreR) J2usy 1 AT O} ojENRT)
b1xd Fypiow paubig faumun pu o Busdds) | Krgucur poulis 23] ncﬁ.&_uz.m_ Koo paufg (2 usEeenl  eATTURY EES | puT satpuEL BUS epuay ury @G RNl
EMORUTED |
pur punEifiong
ssoyd
3 Lgddn Gyepduron| szozouny da gl
EAMSLYETD pUg BHOGHITI FUL] TSR P seesfard fusus EI0AILIRD) puga v (o enmd
Suwelicsd 'sejoyd pRos esamaejeunttiBod "pooyd] poos srence wn'p] swweioid woend]  sonemel smtevancisl  pouts soeBa IR WG g [TLACLET 33 Curiddn o4 do) peoy|
i Do eeeilord [ urg §'0 R4IUD B 32 U pod E53 505 fo1 11 {gies pedes sraafoud) BUT PAGREZ) RIBPUDH 1 g 1 cn BTEITY UMDY ) DYy
5IT Aiwsw paulrg  Buddn merchuan)| Agusur peulin pun Bussdyas, At wacm@ Jouspenssuay|  sorcpumy epg | PV IDACDUTY G sorunye] W' g Lasannua)
PRiOIEUeR Pold
BANIYYSTD puz DI GLY TINBEDS (LT [
49 Burswopy “ruBie] puw ecioud ] wegndwes|  GEnz eunrAgop prEm vl ﬁwm." .
o podas corBord]  poen g wentgEtyl]  uodes seesteed i i dn uag 138 et .qmsa.ruﬁa
st i s ey Wi Wiy o] fagusw paulin| “Bupyrsus peoy) fruows paelngl 1 bagepne yeydsy sowcy|  uoiryz PUIOOAROD] o senaen tird
v PR L0670
Supapeg Rrcug
RIS ST
23 o lsap e
Buworyd pamhesy
spEs s1a308,
JUE EE N T
vt prualg
e
sp222 trase
gt ozl si02] st aduing vz
paiud g LT Byt Ag 6 pvs n 2¥5ug B FERTLATENEIEY
don esmBad] oy} D USTRNKTH PICY I OO W2 Fatam o

1oL oM

vodas) Gayl

gisdwnn

o peulig]

13 oA TS

pa2y FERzp LA T

SIPVEI SIUTNNIAY
HEAPEE PRI,
HEE-JE L ] P B2l

wrdah
T TSt
o Lo vecor
raum it uliop S|

Loy aung iy
£3Tpq p paek 500
TR DU 5|
Tuipeidn heepes
par0d iGY Pt prCs
50030 pRARA WOEE 40

BRI LGV

SIS

R ETT-

iy ppes aza)
30U L] )
wopnawey inar

ri0usenARY] Lo TINEM] G ONEa3 26
puvpeas swazze| waneana Tvioad| g e payncap|
el ey ued
PEALT)

sides seakzangg| speou pnasus of

) B
ou1 e | oM won,

araudhis 0y

Aspagog
wrng teg

B




fund)
poding YU e
pua oEypen]
vesswog
* TMOGEER
SAosE DUe RACGTED pUT T3 pa pue gotegd] gr g2 uadandgee)
sojoud ‘snnunfand d “palntep) B seyd ruwaSad G Bond U 7 ojadios uegndwed| 5203 ouny AQ taluma v
L oday ssBaBond Hun BursnoH s peda t1a8g wnen burtnon]ea poda erastaxd gun Gegency)  Lodes ssaufaud) UOTTPEND 4 ) €7 uanEniues | pioaa v Euin Bursnoy 05
sr2|_ Aawowpsatig| ) jovonznstuag Aupar peulia| 51 0 HORNASIOD Ao pralis|  gpan S %3] 5740 utgngqued] Jepuow | 19 uEprtuen Didurs)|
[EaFH
Hodey pn un)
[
v
" emenyaTs] wun Busnoy
Svepyied fun VLT pu AL Bl sumszioqd] 0F 9 umERISURD)|
aoyoyd suiyn; B0 eyl ozl Lo E AU RTY. E AT ) i g ¥ wemdwsn vonmdwon|  gznz unr A seeiA |
1A MO20u 221603 U Bussey [y o sead Cuensnjunm podas ezmboxd Cuznsd|  wodw symbaid UEIPUNOS [0l SR uasnasusa | prep & 2iun Busgney g
Ligd Auuca pouBes [ gL 0 usEnGsuog Auissw pausis| gi s AARIOS Aepus peuln 530 RopenIueD | Agpew poulg ST #2 UTrENLUCT sy | jo peansesas eimdneny
{2 B}
() pEEL RS T
VS0 FU 1R PUY GEeD
puE iETEpSY Pl
vensduey " Esgle s uosan U
* RMDYETI PU; * $iAZJusE0 pla pue seieyd ICHUD YT
T R FLEEL un Bunap eotoud “suweBad) s Cumnan] aotoud plownsdard el Bad 1] wun Bwsnop b iapaoid s sroz oLt A3 g
il odo, BomBoad | oL Jo LOIRNEINOD i Hodas cemad| £ o uenannsurn |qim todal seqbord | suur Busintn o7 j0) podw vamBoid] g jovsipmusuon) g9 jeswemsed| piemu s Owency 4
154 Ao pouby apdwont  luguow poutis] modwen!  Auusw o Bitduian| Aopow peuty S| oirmmaz| 10 vanenstuon duan
{ung)
fund} {unat {014). woday Ky
POy Yoy [l Hed2y Fun Ry Lol fup peu <
puz eaes] FUD RFID! zzpmen &
uegerdod) BT, ' EMSRYETR xun fuisndy
ErepyTED pan ' VSRS P, * EOYSDY pue FuO esioRd] T2 13 uenennsUaT) 5202 aunphg
aciaud sty £ Bumnop | so2d "ewnn Baud Cunen{ coayd ' muniliond “guzmibesd gym] PRLSERTCAY usysttwsa| py peew v obapa sushiny
Ly ooy wessBard b o jo e Moday esduBord| 6T jo vomenaTueD i Bodar esuboud | syur Buznoy R 0| woces sseBand ITEUNL O) 40 USHERIRUeD)| o tpun Bwtnoy £4
77| Ay poulis Ay pauig Syl 2 owdwen| 4 g 3| REUE | 0 udsmilud g G)duc?)|
(und
(unay {ung Q) HOHmE U (T
uedyd ) ulg oy fun pag! Jeodan kU ey pua sy
Bl eluEl FUR BTN utazdag £20%
ungouos| Rtdwon (YT #un Bujzagy Junr A ipasidia
* BOyBED PUD * BMDIHES pUT| Fenssioudl Ph 0 HEBARSUSD SE0T ST A BYY | e
soieyd 'puneiand wun Buisno | voied “suwmBoud £2n G5 85800 Sluurtfasd “suwtiBad g, oiodsn edwoa]  pea o Sl ke Baedarel (spuen)
L Lt $29:004d T 1 Jo voinnsuaD yym Bodou stiSad| g 10 usganssuen i ods) semedosd|  soer Bwenow o2 0| modes sxeiboud usyrpunagl o €0 ueanEIes s _.a.“v:“,ﬂu.nw;%”
e Lyuow pofiy iy Ajuso pastis| Fodwss Kagpuz % o3 Feol potls i 0 LOGENSEa sayei | ) R qc.,aﬂ oA m«
{end) £T0T vunr A i 13 D 3pREN g
fung) {una) A Bt e may B P UERID, ¥ Y untncH 975 FICYN,
LOEaN LU Lt i Lo Ky e FUT GE2eD R P wis g TS visgEfos] undasuruz g f ey R
puT TESLI00) pus EEGLRDY uedidian TE 42 LIRRO) [ Skl T SO RITA)
uoghhuns venehuenl (IR ) 3w Busnog Tyt 0O pHAAUM Pt por| waapuel  erd e e 23y §UmEy Toy
* OMO[EBD PUE  emMagyLEd pur, " RMAYETI pua PUB SHEYEL §E J3 UTIBNRIEOD SZ0z unr A5 £ 1 = 2 £ AT 50N 9 LSO A
toroyd ‘onarumaliond s Bumnop | saioyd ‘ousunfad S Seegnien] emoyd ewemifiord “ausuziBod 1] 2y [Tt =Tl P 0 B5TI Ao Ty Jo Ragagd L= Borppng ueid) g Ariununaoy Al [#2e1] gAY
I L0ds, ssoifed | 17 g0 vopnasuoD fiim podes sreiBoid] 67 19 usRnITUoD MM pode trafard | wr Buenon gz 0| Medm snoiBnd B BUSRERURA S 61 61 UB G| 1 spun Bujsnoy gg|  madwen e EERTTEY Srauln wwed | ey it e T v Ay KU ranen|
Fixd Fypunu poulsg oo Ao peuls TS Fapuow paufig fusipiisud aaduy|  Aguow peulg L 2 vorEnLuaD) sy | Ja uaisnso D e1ntuo)| say R ] porastwrlieuge st s | (euedavol soryt| pur s o4 Q89 M04U 01 §3 LERSAINIVED
priud L0062 SZOT|
augey QUAT 3 YR O ¥ Y cunyg A SR L A9 10| 2T0Z o
10 BLY 4R D O O B3 R Jo uoH ) g proydanas o)
A p0 usgEjEsY| [T LT-CT PR Gem BRTHEA| g SUSHUSIE G50 52 S RSN
00152 pUR sRouesacy| RARGYETI U, SREIney, EDLURTD PR Spilasnoy| cdn [RE= T2 T 10) BInEER EZvany) s Amayeueg| B T o trosse
ioud 'eeaumlond (g5 10HE ¥5 sy poud $5 1% Y JEIOW! 1%y ol Aupnia pH0 dnidnegy) puRuzigl O EpioURInoyY WA FRoResnogF  spyesnoy|
L ooy esdaland uenEsoae HE podas oo Boud RN i edbs seaadiand USRTSgUIREa|  Modas w3iS0u. ‘e ¢ L ] £ $TETI0 1R0A RESTET 2 gty w
7| | Auwew paufig ¥ Aupetw prulis usnogeisul] Aol peelis B A o Guuumd slpusy Jo ey Buflup]  speyssney pRymsul| ‘wuid £30uAG, pus |o umatly 2005@[ o aRaml OLfusy
BT
puT SuruRifas
Apday ELLT
PUD BAMGGYLED) 350G &) }a Cuistanog) L oty
RUUCTE R R LTI LCTHE Y] Fun Suddi) | srauCasd fpfitw b CEaz eunp A o pIaa
st FEdl pue peor] dunkesbond ‘soioyd | emidwel Ceeunme)]  poudie rusiBe BYIOMLIRD BT ueitdwaa] vy (esmapg mdonnn) 57
i pody pe; S| wird o o e Loda) opasgond ‘pagREs Wi 3 1 0n we 133 Uf 5300 $$050y BRABg,
ooe] ¥H safupd oy Aoz pauis|jo Buned wmdweny]  Aumow peulig| wpzovnmintues|  smapusqeg|  pud somcpiay g BEHON W 0 it
[LERTES
it [T
s ‘sejeyd
RIS, s o]
swumfod  eduod ol SAGUERD pu LAY fuT sanuford Ko
“gdioyd G233 "5 euneiBand *paroud B sanuniBod ooy paubs uambayf olemeeg P vonRdwTs STAT BuAT £
i yodas srnlosd Bured wOBLE g podas sobasd Eutned 1€ [y noda) eanbad wiong Bunod: 5 ie3] 0 i oy Qb pawia v TEad e QB3
o0t Ajucu poukig suessymsul  Aueew poofis) Aiguow papkg| 00L0I0 VRG] roncpueyonn!  pusseacpusy oxg Ry 0050 1o Fupaban,




Sl

b u%

SRIERD)
L e
BWMEYETD
P eunwiboid et 5202
podung RO M fiEts bhesE s e Rl ounT A5 50 LB W BRGY;
i adn) eemBad) prortresa ] wodorcrmlud] o o B BORIDY RN € T
{254 YN yelizy on vy reliey oy Zipuow paatin| o nesonnsusd un]  Apuow peulig| P Eunddyy 1ORUCH Ny
THOGYTED
TATYYRED pLT put SlrieaBesd] [ILETR oY
&lanesbodd ‘smpyd Frpuiuoa) B0y 1M Pl sTe0TR o1 ¢ x| 5202 ounp A7 24 DIEM
G Pod e pro) péoTon eyl pocvd sesilard] wag G 9 Bustesoid Qouzubinur U] POl SRISSY 0Enay)
ore WM 198:8; o N jri Sl __Arpuow nn:m_.mr_ 10 baphea ug G| Apsucur paulig! put Bugddiy Joweyr] 19 wis's anepramyay |
MDY
oD
jeized TATYYIED!
TMOJHTED PUD [ZLEEETILETS] ussEdiLey| Seoz eunr kg
s Boid “s2ioud s i fe0s Toezan, CHEBORIM] 50 PIEA U] DY 10|
s pedor som ford pdertioonr 0| wednrcomiad] ung g sk o ouzd
kred wint 128w oMy W il ey Aecw peufin|  pouenanssend wigl Aupew Faukg) purr Suiddy | o g : |
Lol
wethuty,
arae g DTS
EAOYLIED U] w8 Sulurtbod [ttt pebg cunp Ag|
ousfosd enbud| pEs T29T9| Gjda mpa] gL PR UERICH S3000Y
i paded seefod | prar tzeog a|  poder esmfiond | waz's fo O ENRHSEN
5T N 1adum ol AN wlmoyt  fymowpoulig | R ucininuss e e Auusl paufis| P Gy sevutp]  wz's IO ucHerGRyO
ftazeen
] i
uetswon ey e
s PR ES Fr
EMCYNTE FUD puit gt | Jauoszn
atedor el N J3 RIS epdnmpanl  £207 Qunp Ag ot pusmy) Pt P
L odes sfosd prciceesor ewf pada slond]  umg o rew| proy y ol PERALT D Iz e
i vl W ey i wmey|  uuswpouSini o ussemucoum gl Asuom peuSin pup Gddy asppungy] g e L8230F LIRTET bl .ﬁ}%
e (G
T
paa staey urd
PAIRE ISP VB P ONTWRN] B0ttty feds
gL sam IMEMLLG] B3 138 te sy
£3UNDD CLIWERT pLt 68 17 s bpras| pos specy ey
EeLned | uSiotay puned |  GemEy §E v sp5as §20T eunf g caiem gt )7 T pdieni Seitpusal trazse e | Aaag sITunLYy Pz SpoR
CLEHLURNI ued umd} €393 {RdMunul D “§QE0 2603a] Uy BpTe 3 spram g fupnpl 3 P23 a2
512 ¥ et oy g et g . Wi 108w exy » B vonpuog| veniress pastdry] zour pasctuy weaEue) pur rpecy| 1unse vk 6y
DI
Ut pun TMORUERS
BASYTED ESONd BMSYLTT (UT| SATIUSED pua Pup Byl ooy SZoTTunr
‘srneifard|  ewdwes madadened sspyd EERVEELT| REARTE T 1L RTOTEY Tt U A0 04 pre oy ¢ oseyd
A 1608, S3080id]  eunus ‘mgliposy fuyw podas Gemiaug smaprade|gys pod exaband wearsbusys pual  podes e3asSoad “pr oj dn Loy pley sppdg
52 A ) s pouli 10 UdrE D) Auaw paugis] uonnign jo wosulseen | Acuowssulig]  gomosy je Busung sy § 7
g utid 105w
[255 Fis-HN Amrv panosddy]  poanusty 'Sy
poAcicy B0 Cofd O NI NIRI  CLiBmo ARl o] eanyO BdmMn oy e
0T vN Jeling oN| Wi, wiey oy | jllang onj asel poulgl a Buingst S| Cuson wisimay 1T |0 HDEIDRATD
sMIgYTEY
Fun eeesfond
L] ‘geyed
yeisdwea s podm
£INSES pUg TASULINS pUS TATTUY BT RUE Favey| vseitond Aafia 5202
sojoyd eawmBad 1eojord aus | sy Ounemtond oyl "oliaBeid | wosmg 'wucepunef|  paufin rmede e ueEEIOd ] SUnr RS [0 Pt Ut oS
wader prnabosd F UEINATUCD [y padad seafiaud| Sivid{unn podm s30:00d P D i 3 o1 ¢n Uy Rl r4
Appuod ppulig L1zt sty e} fuucw peufrg] Ame) ¢ jo Gipuagl  Jencrvay g AR WD RN FUGAEMIAL0D
(i)
ooy yun 2oy
pen owpe),
K
LALYYSED puE TADYILS pu SHLHITI BUD put scioud] ) O UOIPMRUSD
smeyd ‘sramesford ezioud Buintng LH-OL RN FLLPE ] By P emduey 202 eunp Ag Balenn L
s wodas s5aliad wiun EumensH [upw peda sealiond| Bsit Busneplipm podes ee2a%) syuh Bogna | podas ssufod veepenog| of dn ventnysuea fpma e gun Buasnoy 05
Lis4 Augroon pouBig) f Jo vERINSUCY Fopucw peuligh 91 o venogeuay Sipow paulng SLjrunpniwan | umswpseliz] oz 0 vomanuen)] oy | 30 UoRTRRTID Sleidn ]

20T Bt At B
meavennis o Weogy
Pt gheos prrapty g
s Bmed 2100e0
13705 5|
T ORI IO
oxueuaune ginag,
TR ST
FurspTor oy
A B At
P Hitgssanie

evmunzen
s e
ot Kz

hosisag
BrTAR5 sty




iy

SehGalierin) O U P spuny,
rod eanypuadka Ud peuB|I0dHR (Tane o juneufed)
il BBy, THEUGEUD U, dhO GH| RUR [EMRIDYY
o] UTEsgne Dt vy poAls)] Aonnen eoinea FHINIYON]  usnospsge) 20 wuny]
Jpdg j=EiTh] Blapiry [Uoniepe; wange pua| ROong rdde | und ttouing ‘[eagiddal &y haupp e
L) ot [anledu s eangpusdna @) onp jada iy awmzapa ey mensRe b Ol poatiddy | Jof sanperald BN R Sy
USERSIWGTS O joald USHSRUGAS |2 joDI JUSTEEILTTE D sty vty NSE eA wutemaiang]  eawaloue din uid rpdes mod sy JusTeusea)
E] [ofpna ja eekoun, SHPUTOINGIN]  Apusted) 9 SR DIV | AL porarddy GmgpuackD; o tdih s
Aroday emppLed vedoy eungpusdg HBdoy enypuRdey Alogeng 2 usduethysa) G2 Sunp AQ1RSENG) IO FAATILSE BOM, eaden| jo eurppuadie| (3@ vnueany | 15 STOURATROHD RIRMA DY) waaTrey)
sur} Asauenn Sy ol %00L| ANSUERD SIin SR X3 80 AN 1 9N pundng 4,00 Sixd Dy FUSED 400 Aues| o w00 608 p 1 %00y P2 usisAg] eyt syt yg a4y Amsra e
&1 dit spuow pu) .,u_&shh‘n.ﬂﬁ
SUIVLIY INOH
120m0ud 3! “AUMLSIOMY ONY
ALY smppod esiusa| o wswenssed v a3
Landwon eeioyd §9 pmoarraa iy oz sunp q 0L upsa IHOSS DI
# podos ssa/80ad PG pu HERTEY juzdsieasd| Uy AL9Was mnguTgTy E‘MEMEN.U
14 Vi ey onl YN 1alint oy Spguaw peulg JoWE0 BRdwenl  BHAM O U0 WRnETeAsp 0C00g 33M_ g2 g Busuay "EUE TR
SE0F; CONAQaTY
SN A3 PRURIUIE ST DI BEN0H
fud st ok Angbm 2UVLE
Pt A3 'RIGY thedd P HRINGD L9vuD und
=t puncd put mRNLEGTE TAGRWR Ba [(NY CLEV' 204N UL I
U Tuads nae gt orusayen pup fypL ‘punsd jedoiunw T B puekimy “iRpEng Fodoloap o
WD RUE DDA pue D0p D TEnsYy B3 (o] CO0H @S eguel sBuppan | iedpiny 24 jo 450 68 SEUEING
B2IBYE | i smeond guapess pysuey Ain oy e g IRET SRy Sien i pstd{owsy ey Lgda YD P 3ty D3 jedizumy WO TGANISEY | paliTIiOw eemun
1 4 Bota) esbtubikew | p Aeigy g gy 3| noder coveuetzan]  AqnSes 9 AR 59 dnew| g AR se Jua| o woweimand| ‘o9 437 CounivT | 70 0 souitvete | pu Dgent lsgyng 10 TauOLal Y Annzag]
(334 Aaguow peulis| o estousumy Ao pouticl o oa LR FHELE NG i Aguow panhe 1O RAUTURIEY BRI 2 Duning [ESoinW pl piDidLen jedemu 2] | wbwstdtsy juDLgdun o) Ak 3iteg]
wrreiduts oy
N RuARIRnR]
S pUD
appard eojAel
rapasd wRaie]| o Rmscnsad) 9391440
AL = TR, GV
J5 owmnz2i GyviEEYy ARV SHON
- oy P g |
Heaay ORI THOUFHRAGD AHISIEY GNY
o0 Y DINSY G foniuoddy ) rewdogaey adovs edazn iy
oy oo eyl pow puw weney| AUV ‘G
" LHOGE TR
<083 WhE| iy Ll x| 1oduay ey Aot paus eizdnod] peda vonzodur]  VORIBU0D RORU o | 8i5g S0 B Ui CELN AULEWED
AU YUIONY
Ll "N Y
|PLERIRRE e, X JESINARTEENON
BUEuRIY AUVLS ved
st b » "YALNED LIYHD SquBUONLIY
3y Pt WDy pRunbar]  jaiuswainsard ONY S D3V padoiensp: 470 ounp Ag |
BLDUDLBLL ey BinzaysRLIY [Es g sed RIUBUDOL 12 |
toswamstnd| 1oy odoes dolesag ooty ] sopodeun dowag]  Temwdzionop xand 39 @ 0 QgL woopRs
ESud L (41 "= b oud Y PO AIUTUFE I wdors G202 plus BRG] CELEINEL fuipang, 2tand. THand - pue g ey
podai i X; & wqem e adoag |y paden A 110] joodoog paderf sy puo sunp 13 sz Fuz Azand, By puz peda joesusumUTw I8 Asonyag
foerd gy pduan ) podes ¥ 4 i 3 110 LOITHICD RORLCY 2 0 eSUBUTT Y poanrtiuf Apum 32| v 2% 04a84| o BN DG
© 00 B
CRUBUTI ezjaid £TCT euny
tejoyd gm| ponnbar [T T EOLUBIIBI vk By LHE-E A4 090 U o
Wads eolatviigy | wuropsd pud syl wernpad pue ikl rodas seupuoyieyy | pounbos wuspad pur| oL SE wopnad pun ety PUE SN, = dvd SR AT R LEITATY
Wl 4B & 9 o eyl 6 9 sl prmus i g | 185 B0 G Ko ua) 49 fednlasiecd]  suny A9 Q) peow Ul esw| § B ST
o17|  wedau ucrsadiug | untmedey BRPUOD | pedm oosdi pnpaan| bedas vonsedey | vansedin @npuag el L o j eouovaey| posdwen)
£T07 60,
uagordwes oy gn| A3 Ut Wt
{EUOEI [ DM EIRUR LI 0458 gl
o pmenrad £{AS0XD| RNy § pun
Lot ‘st Ao ST ETOT OS] cosd uesh g ur il 0p2 Beas
T pEn puR SyTaong [0 Buwy put 2o ocunp Ja o) prom ditd A wEstoont ] sns aune paanpas Tyl 2mnd| D413 BRI i
sEeRd Al Ghy oL + J3 uenzeduy » ul ) 6| ounrdn i By|ay j P 2z s Ty § put| Bnmf e amIRETY) 3 Aoy
51z safiel oy podas et Hog sz “unda Bhpusy wimzeadt (o seusunuen| o eevrusgeey Guoo ug Buepop]  mepeacer]  autmang gy neten wemssiny] snamegeay soom| e a3 ning
ten
THTUTIS
A s
RuLenRY
5 iR, 2oL
w04 yRs epeda) ¥p9) [anuea| seisyd yim suode smyse) e | sottud wie sooday ITS) RNFUCH W . i) fnuce foun{Aq o) i Lt TagEaR
DITUSIEL] SGEALLES L LAE CILRUBUEG | IR WO LED 263 w0zag] fenusy
sz} ApuowpesSisi  exue oadincn Fiwew pouligt  eiquoamduonl  Awosw poulig! s widdaran] Aguow paulis] B2 BTN AUCOFE Q.69 j0 PSURUSIEY
foatetid LUSGH Bl
BACYLEED put put esaford) Lrgmdwes
cwsrmfod gyl “pyoid g €} g e SECT ounrAQ L RIIAA
i e eeuloud| Breduo sengruey|  pedor gelud DD ERERND 5 wrslpug
{14 YN 1BRE N Wil 1oty apy| Lupeow patiy 42p13 auay Aphosts) Vu:u..m_ 19 LeTEEEYY ] WG 0 Lsemotuon
Henao|
VD]
oagzad THAGUITD]
EMINNETI PR fL LUET TLTE ] voeihuny
mtan ‘ssmaud e “sejeud yEa FEos bawor, £} g0 mpom| LTI ounp A L pima
e podas eap o shal buedar oy podarszmlond| wigp U PO BISITY BT
ka4 b e oy Wi atse) oy | Aspecw patBinl o uogigruor ung| Silsw paulis pup fuddy),




Dfﬁ\_

“_\3%

SE0T wune
FETLVEILESY
&Z0TT0Z
ak-pty
sis5zueis ¥12z0207 pue YTOZETOZ
IT}SLYIOT BT 12} Bhie BUGTERAT, i
PN PUR YTETOZ 30§ WonTnY 3 tusgETiEAg
9} BUIEAD| couasuopad| safodws ja| 207 Gunp TLioped
esumzised AP selenl | BTUNES ST 1A FRIURITeS (STOTIYI0L [IE R PR 2202 eunp
ey TR0 PUT] WIB)PIN PUB $TONCTOS Rt 2 uwya £9 teanaoiqe
LD LU, ol wiefsuenr  welvur o)) 1EouY ) , puT ealaunyy. {enuegy CEELETEIE T Asaagen o3t
i e =IARSRE RN - STORFLOZ] ®y £ puT| ROPAIDY 27 Wtz .n_ T¥id nTTaw THARNDS ERITMS
uLpLENE puE 195520202 pusf oy Ty 10| Gounnoped|  SREIUCD S| TISORO pua siSzuny o) Edma:cqré&. [Lo7 SUTONG|  Utid $1830)d pu Lat uiisyied:
oty todayg noday ¥ SZ0LI0R “eoprzcef o) Suud 4 . pu2 poubia SNl MiRAD BULOGU fedun eomunag)]
Sz g payy 4| sepanh g toBunbig| oy spupsay BeLBis SZOTHIT zraznes? pencicwl  GTOTVZIOZ|  ‘A50dSid 5059 pansduy o) Sitd ]
FrE ] 10 a0 LR RV
wojE ol X3 fessehd xt sslajeae {BuDN2IOCD pun
AT |suchialeds L] e wiepatua| poRy %EsI0AT
220A0E FERUYTSL TGO L puB pras G202 eunp £9 "fyged| w0, D8 e LE0T oung £
£ paey AUDSIS | Bt ST [TagEay s Sl o patslyu vZ0WEZ0Z uopesazd | [Ruoiieigds pug| VLY [ReBRIdo;
SIQwPELT SLQHEOT xou loeas) 01400 PLD POSO[BAD, T upsdnucanue | pae)y sy pun nLojuits
Fodoiaaeg Ji d awspiol g d w £ DRI puo} o Buuopuow 1O LUINENPO) pus!
JrEn N e oy doymyen| sTozivaoz pee pacoreasa) B ?Ew?&.ﬁen ,_w ’ eneny Kogod PuE mainay
5L fut Lieday XT3 POl AT puE podey| 534 pie S B0 pU By w51t paieligius Wi pagednn UDLSIZTER $e1R000 Y3 PO mocamsade e | A0ABEE OAted] Gk P B it SIUTUIENES)
svz| jeowoSausw vey] PIONEIGZIY LB juwelrun | FIOEEIIZH0 %E | Msweizumaing PTARRTOT R %0¥ HEH) PRONERAZIOROT | uma ojaupicon| pumaloisns STOTSTOZ| memasa) ciivIIor poraiy 19 %03 i1} DIBHPIODD £0 BD] Agenb apiaesd oL Y pazsg|
ESupy] wherY|
i
15 Buragica!
LIENEIEES )
upne JrueL
42} 3204 pLE
LEOLTTOT PLIGELE LR GT umd vzise
9} elupug 7 RN | ZOL020Z)
FLEEL S Btens uo te b i Hp
LT LS kY PRARPO %% o RITRDIVED uws uenendy £zzounr £g
3B LoamuB LR L Ko,
(LR TR T 2T [LRdbt: By |agacdy PSP | AR Uipkde | ugyd DS BUATEIR|
A B LT ] 40 [N, 4592 sunt A4 slmpuy SEURBU HRAY]  1o) eSumO | WOUSA KAV 0 SRIIND) TwojBe
TebnTIon ubsnesssunos)  pun undusie SRy uERY 2 <l pwgns pue| oy £7022202 19 %09 TZOTNTOZ. eusell Gupcpiol pat |uetunBounu
WL uCToY RpaY 105 EBuipuy TRAT EZOLTTOT venoiuslunde] Zzozizon| wedusgupposl  puezzozizoz o U0S pusrzay|  POURMIDNGE 10 0400 | Madkta ke pua | Ueiieldiiey waugscHad|
1o uopmluswaidg)  jRisueD ssyEnY| vndusessf  joluhadagesp 0] oy slup [aen! joi COrpR pLD shupiy sory]  CIBURDISR  DuR IZTOT]  woweSouey| ocwdoisaop wdmunw s2UpUALD)
Si2] vovisde sinileng FOSMpal 6h03(  irAnd Lo0ezoT| BN N wilie en | potu sawBovg |y PEInp B0n. SERpann ] Jesadidand Bwgonl  szazezseadn PUT LD BIEKPIOAT) 50 89| SADITuA ) Eprry ol
4202)
amBay Suysueg sopERgsueg pEkeT] smmhey £puERyTEeg | eunp £5 Fanjunadse yisM| Aaed dadd s 1707 unp i)
£l § -] SutPuTRY| el e SMT U ez e uorE STy apdeta) ybnouy
pu oroTeLnped putt ¢luzinspsd €} §2 souvpuLya pus L U] pus EL¥ fre yoasy; tpackad sRpuRpedds) SauTUALT)|
o] bedad Buntuoyp uedar topeny]  Ledos Suncyuan gy | pada AU 0NN E pun | I E TV ) P L] 20437 wom monop i3 PR,
ul |
el
UDTREgRE| USRALENT: UDSIILGRE j0! Bunnp wpses
9 oty puw Sledar eflan &1 uodajo jooid pue susde BT ) ST O (20 put Tyraday T C1fjonig pUE wEedSE rifag @ epoda o) P [eRuTLy.
st U] misueugcy | |FRURUI IO e fepusyg-usyy] suodar aumug-LeN L] IUBUREgUON |retieug-uay 1] -ueu o Buped
Y1903 YIS
WLDED)| YLD2D YLD ) VO BEURNE }2) o spedal fgus
S} uBERIgeS 1 RSNy < ST EIENT Joord puir £oRe inypundse
1o joard pun 1@ 4o pun 9 joaad puw [ICH- P oudadue)
cundon wadal 1 wuador g potan fogd Euodm W o paday 12604 |
f1rd Raguopt]  pofud Eynop ¢ mawldwa fprey | eeioid koo ¢ Fauwai] rReford Kty & o] pelad Aupen g 30 Bursday
1202 Bunp
Az susronpuy
D5 5 pua
Bupada jeisugiy
5202 sunr &g vlen ~uau Aoyenb)
afugnatls Hoa. © Rleda Uy usy, 0z 9 Apeow
i E- puz pedn FRABLLOD 05 sSuiaew
IR ] RS Kyiow STTuRIRT), £202 2], Cuyradiss| Eupspuean
LRI &y pamnpuse alang LSOO Ayruows
Fozme elujaeln)  Bupsaln alnd]  GZ0Z aunr Ag 68l VR PUSRRA LB i spofasd 012 Etonpuay
£ 90 4SnoHR] o UDLTGRIED) Eioatg nalalg Fiymause 2] o wagansiley 1eedun jo,
trowsteduo, PUB] BT D WSHSRRULIINpUSD “hoane| wonzripas pus)
Aprainiod!  SIURYONDA O diluTund) masivd)  ounpreg eaid| vonmuamortugl
sBunosus| paIBHST) 1RSI E) SousH Pt @isyin). yafard pua armEagse| w7 oed| Buuund peferd Ul B RN TS
19 2011 B8 BL USROG o8 §g whnong, 48 fLEST AN srzofad| “£5unRR i o 83008 04 peiTET 223 i & udiwdgnd
ylnoag puowmelbya fue wxstal 9Ry equey 554 Tuawstolual mnEnntey; ) elgow Ayt wlunoaws “weid (e | Buposs sk, ATSNE] WASdIN]
ite UL Atuniatnion| Kunuwun CHIBRURRY | T LAIINDLY SHINGY) Apnurzog] Aguntiwes gri eiemses ay 224k iy uEgageg) [0 99 ejowqd gy snqngd|umneson posg
od mnppuodia
wth ey
U
ol uertinucns asiod
TunNa & Fund o EERT [iegan Jad einypusdza
uoiAuGas jo anig LOIEELGNS 0 {301 LSRRGS F J0% [EEEE
uadey 10 0 gt fo=tibt]
ool aEgpedsg| Bads RPEIcT o einypuedi! unppusdig) 7 uaupdued S0y suny A 1e8png
b3k Funirmng| NPt o0 fuzpern]  anypuedeo Gig Kuopnry BNELUEDED 40 Fyrapony) FARATIE] SN 19 RIS 94801 Burpades;




nag, £20z,
umg EEEED S0 ©l pUTRUGNE ounp Ag panoian)) suid 150 ]
R34 ) sOntutdy| 2unoy uBd perdan [ B2 ] umdjepcen Fumenr Aq Bl oAgpus sugd 2EOT unp
o pyuentad ueig|ieop oRrl yeig 2] sk eou yap g soanad| gzeourp Ay swed g oun ) esurued condrepusant 10me Eesod| A esddwandl oo o
ssena soaniotd| pmided ek L) bada sefeur dep| pemnpusy samged #AD) puE tdud 5 ek £opyod) } fout juswsidug pua pach pue At LAt
str|imuned g svacd £} g soinod kg g orYd YR £] e )9 sateue dog W 185) O N 1elieg oy Aoped Amuepl|  owin 4 pun emenod g € 401 stefigue don Pz Uer! ) 0NN COMIR 1EPRE] ASNSY CoioA0g 04 99| vosi miwoid o) eeuidung peen?
o1 ey
wrapanid poiey|
Josuruapod
PRITHIOL
L2 podan nugag
V1S pedaidde
S0 B
o ampiaad SOIDE
1 s ped
Lo podar
Tjepansuey) IR BAsS I TRIE]
£ 50 S8 1930} ctigeresap) eomos,
SELTI0NEN| ERmibAnaD THRGEINIDP SOGTEARR | Lhpaed CANE | SI0Z BT AG n o] [hid f=t ]
¥aged enianliu 193 rod e s nlos 195 10d g 20pz:Sar weizd e sl peuoddy oy s sod £3 JaaEa) [BRK4UCS ey bl +ad aropke) “tedig] jo eouEnucuod
PRAued M U vl FERLET VI BLY U FTEUC 1M U] sropiam PR e ) Huowsnte LRI D] Ut SURRIADEY enuas SIAIRY 13| kst WNERHL. 2EDZ sunr|
wopA GINIRG)  Liptud BusG | miopeamd GOARY|  BIOpINGR) STIUDG]  BBEAGHD ETARS] U E6Rinalg boeeg | O3AIIS 0] Uy RTINY ARG fert Bopas] L= Quyul LETNE o LTS pug Axad! fud begz Ageouswonch  ammeboy
i 50 i 12 P B e o P » i g gnR oAMS ;! DT RRDNE IR pas3 pur e STUBUADD)|
st uespoda Aol pascuow Atguey | b speda Ruusw) paaguow fawsind uo cyods Geow]  peisieon Runop ] sweds depesn]  pestyvow dagusyy opRed prpumw ey | 2 eduRautlng PRATIGL fuusi| 'oyss peullis BLLD0D cLan| urep soweidor ! euendwon peco)
uodd Bpky)
BGUBLIAY LzT07 sung
ot wedEay] pode sithiouy Home) nidawy) £poiARg A3 tongoeine|
LEE TN SCUTUILHa wIuELe EL R ST teez 903 wnraiy]  eoummegmd Kieayep B0
Tezmos HioEag, tezpueg oinang) STHMRG HIHeNT 5 BT oun £ Foroidiel S RINFERU. Burdngat epiemoy,
FE0T Sunr| FIDT LT, EZ0Z1AURSO0] o) usautg: [riers 0 S0 ounr Ad i P2 Pl ol wr vy valg seImoly R UOLT. e BT
coie i ANCuRTGlRn| Qg et 2 3 U ocweEn | GR i n ponnicde Jad £9 vy Sod el SN0 i L tata]
5304 12 %001 ELE] S.30d @ %O0L Imustikeden 30d %3048 R0T atd 340 19 %0AL QELELIGLD|  PRENARE BH04 10 GO0t P oaciig parasuzt] B304 30 5001 Hzied Sig Seupiesy bkl et 0 Sild Goon




e &&aw\\ w%\ z7 o

aimeudis sJospuadng 00 e asmeudis aatojduy
saquinN saAodws3 s, Josisadng vTvs Jaquiny 294oidw3
seleuen jedpuny SNLL gor Josiasadng SIIAIDS [RIIUYIDL J0a 1L gor aAoduw3
euambn-ninpys Aay awen :1os|asadng paspoyimy o[npuadiy oA amid awey aakojdwz
SZOZ/PTOT YUVIA WVIONVNIS SINAYIS TWIINHIAL HOLO3HIG-ILVHO103MId

SININIHINDOIY ADNILIdINOD FHO0I E




9IUBUISAOL) 9ANRI8d00)

1uswadeuepy ssuelidwo) pue ysiy

uonenwuo4 Adjjod

diysiopea] S2ueuIdN0D

%01

uonenjeAs pue 3uiojiuop 19edwy aSuey)

JuswaAosdw] pue usIsaQ $s220.4d

A3a1e415 pue uoisip a8uey)

diysiapea aSuey)

%0T

Suuonuoy pue Sunioday |epueul

Aiaatjaq pue A3aiens |epueui

uolnlaxj pue Suluue|d 123png

juswasdeuey jeueul

%0€

uopienjeny
pue Sutioyiuoy 13fod pue weiSoid

juswadeuepy AsaAlRQg 22IAIRS

uonejuswsajdwy|
pue Sujuuejd 10afoid pue weidoid

1usawadeuey 10af0ud pue wetdoid

%01

1uawsdeuey andsig pue uopeRosaN

1uawageuey suonejay saiojdw3

1uswasdeuey Alisianig

%0T

1uawdofanaq pue Suiuueld jeude) uewiny

1uswaseuepy ajdoad

ssaualemy jeuonesiuesip

juswiadeuejy pue Suiuueld J18a1ea1S

juswadeuepy sauewaopad [BUOIININRSU]

duanjjul pue pedwy

19pea] pue uonoalig Ji8aens

Fos T —



%E sna04 Alljeny) pue s)jnsay

%E LOREIIUNUUILIOY

%E luswiadeueiA LOIBULIOIUL pUB SFPajMOoU
%E uoneAouuj pue siIsAjeuy

%5 Buisiueig pue Bujuuey

%E 23usiadwo) |elon




1 @8eg

UVAA TVIONVNII S202/%202 Nv'id ININJOTIATA TYNOSHAd

;O|NPUSdyy OANT| oMid

‘NVid INGWLOT3AIA TYNOSHId




ajeq

---------------------------------------

YVIA TVIDNVNII §20Z/%Z0Z NV'Td LNINJOTIANG TYNOSYEd

N_m
Comm?_ma:@ auameubig




'g_ N s A s .
. NTABANKULU

PERFORMANCE AGREEMENT: 2024/2025

Entered into by and between

- NTABANKULU LOCAL MUNICIPALITY
The Employer)

Represented by the Mayor, Clir P.T Sobuthongo
Duly authorized in terms of section 57 (2) (b) of the Municipal System Act,
No. 32 of 2000

AND

lvy Sikhulu-Ngwena
(The Employee)

Performance Contract for Section 54 A Municipal Manager Page 1
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INTRODUCTION

As provided in section 57(1) (a) of the Local Government Municipal Systems Act 32 of
2000, the council of Ntabankulu Local Municipality has entered into an employment
contract with the Municipal Manager, lvy Sikhulu-Ngwena for period of five years,

commencing from 24 july 2023 and ending on 23 July 2028

. Section 57 {1} (b} of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Managers and managers directly
accountable to the municipal manager require that a performance contract be

concluded between the parties as herein undertaken.

The parties wish to ensure that they are clear about the goals to be achieved and
secure the commitment of the Municipal Manager reporting to the Honourable
Mayor, to a set of actions, outputs and outcomes that will ensure the attainment of
both the local government policy goals and the performance objectives of Ntabankulu
Local Municipality as enshrined in the Integrated Development Plan.

This perf;)rmance contract is entered into between vy Sikhulu-Ngwena, the Municipal
Maonager and Ntabankulu Local municipality as represented by the Honourable
Mayor, Clir P.T Sobuthongo and is based on the adopted Integrated Developrment plan
2024/2025 to 2027 as reviewed and adopted by Council in 24 May 2024 and the

2024/2025 Service Delivery Budget Implementation Plan.




2. PURPOSE OF THE AGREEMENT

The purpose of this Agreement is to:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

Comply with the provisions of Section 57(1)(b), (4A),(4B) and (5) of the Systems
Act as well as the Contract of Employment entered into between the parties;
Specify objectives and targets established for the Employee and to communicate
to the Employee the Employer’s expectations of the Employee’s performance
expectations and accountabilities;

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

Use the Performance contract and Performance Plan as the basis for assessing
the suitability of the Emplayee for continued employment and/or to

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

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

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

3. COMMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

Notwithstanding the date of signature hereof this Agreement shall commence
from the 1 July 2024 and shall remain in force until the 30" June 2025, where-
after a new Performance contract, Performance

Plan and Personal Development Plan shall be concluded between the parties for
the next financial year or any portion thereof within 1 month after the
commencement of the new financial year.

This Agreement shall terminate in its entirety on the termination of the
Employee’s contract of employment for whatever reason subject to refevant
fegislative prescripts.

The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon subject to both parties reaching an agreement.

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

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an integral
part of this agreement enshrines the following (which are concluded by mutual
consensus by parties based on key strategic documents of the Municipality}:

The overall performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context and in
lieu of the overall contributions to the goals and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM.

51

5.2

53

54

5.5

5.5.1

5.5.2

Both parties agree to participate in the performance management system that
the Employer has adopted or introduced for the Municipality, Management and
Municipal Staff.

Both parties hereby covenant to consult each other and arrive at a mutual
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to The Municipal
Manager responsibilities) within the local government framework.

The criterion upon which the performance of the employee is to be evaluated is
contained in annexure E and is included herein as an addendum and forms an
important part of this contract.

The Employee must be assessed her performance in terms of the performance
indicators (inputs/outputs/outcomes) identified in the attached Performance
Plan (Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies, with a
weighting of 80 and 20 respectively are listed herewith as agreed between the
employer and employee.

The Key Performance Areas will constitute 80% of the Employee’s assessment
score, and will contain the following areas of which all of them dre compulsory

Performance Contract for Section 54 A Municipal Manager Page 4



and weights must be allocated to each of them according to the scale of core and
functional responsibilities:

Key Performance Areas (100% of Total) Weight %
Good Governance & Public Participation 30%

Municipal Institutional Development and organizational 10%

Transformation

Municipal Financial Viability and Management 10%

Basic Service Delivery 30%

Local Economic Development 20%

Total 100%

5.5.3 The table below indicated six leading competencies which comprise of twenty
(20) driving competencies that communicate what is expected for effective
performance in local government

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

LEADING CONMPETENGIES | Welaht %

Strategic Direction e /mpact and influence 20
and Leadership e Institutional performance
Management
e Strategic Planning and
Management
e Organisational Awareness
People e Human Capital Planning and 10
Management Development

e Diversity Management
e Employee Relations Management
e Negotiation and Dispute

Management
Program and e Program and Project Planning 10
Project and Implementation
Management e Service Delivery Management

e Program and Project Monitoring
and Evaluation

Financial e Budget Planning and Execution 10
Management e Ffinancial Strategy and Delivery
e financial Reporting and
Monitoring
Change Leadership e Change Vision and Strategy 10

e Process Design and Improvement

= - . e
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e Change Impact Monitoring and

Evaluation
Governance e Policy Formulation 20
Leadership e Risk and Compliance

Management

e (Cooperative Governance

CORE COMIPETENGIES " Welght %
Moral Competence 3

Planning and Organising

Analysis and Innovation

Knowledge and Information Management

Communication

Wih|h w|lw

Results and Quality Focus

Total

20%

6. EVALUATING PERFORMANCE

6.1. “Annexure E” to this Agreement sets out the standards and procedures for
evaluating the employee’s performance, intervals for the evaluation of employee’s
performance and recognition of outstanding performance (awarding of a
performance bonus)

6.2. Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan (contained
herein as Annexure B) as well as the actions agreed to and implementation must
take place within set time frames.

6.3. The Employee’s performance will be measured in terms of contributions to the
goals and strategies contemplated in the Employer’s Integrated Development Plan.

6.4. The annual performance appraisal must involve—

6.4.1. An assessment of the achievement of results as outlined in the
performance plan;

6.4.2. An assessment of each Key Performance Area according to the extent to
which the Specified standards or performance indicators have been met
and with due regard to ad hoc tasks that had to be performed;

6.4.3. A rating on the five-point scale for each Key Performance Area; and

6.4.4. The use of the applicable assessment rating calculator to add the scores
and calculate a final Key Performance Area score.
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6.5. The core competencies must be assessed—

6.5.1. According to the extent to which the specified standards have been met;

6.5.2. With an indicative rating on the five-point scale for each Criteria, and

6.5.3. By sing the applicable assessment rating calculator to add the scores and
calculating o final score.

6.6. Anoverall rating is calculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal.
6.7. Employee performance will be based on the follawing rating scale for both Key
Performance Indicators and core competencies
6.8. The performance of the Employee must be evaluated by an evaluation panel
constituted in terms of regulation 27(4){(d), (e) and (f} of the Regulations.

Level Terminology Description

Performance far exceeds the standard
expected of an employee at this level. The
appraisal indicates that the Employee has
achieved above fully effective results against
all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in all areas

of responsibility throughout the year.

Outstanding
5{130%above) performance

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved
above fully effective results against more than
half of the performance criteria and indicators
and fully achieved all others throughout the
year.

Performance
significantly above

4(110%-129%) expectations

Performance fully meets the standards
expected in all areas of the job. The appraisal
indicates that the Employee has fully achieved
3(100%) Fully effective effective results against all significant
performance criteria and indicators as
specified in the PA and Performance

Plan.

Performance is below the standard required
for the job in key areas. Performance meets
some of the standards expected for the job.
The review/assessment indicates that the

Performance not

Qs 0,
2(81%-99%) fully effective




Level Terminclogy Description

employee has achieved below fully effective
results against more than half the key
performance criferia and

indicators as specified in the PA and
Performance Plan.

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all
Unacceptable of the performance criteria and indicators as
1(80% and below) performance specified in the PA and

Performance Plan. The employee has failed to
demonstrate the commitment or ability to
bring performance up to the level expected in
the job despite management efforts to
encourage improvement.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

interval A Period il | Evaluation deadline -

First gquarter July to September Before end October

Mid term October to December Before end January

Third quarter January to March Before end April

Annual July-lune 2 months after the issuing of the
Audit Report

8.1 The reviews in the first and third quarter may be verbal if performance is
satisfactory.

8.2 The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based on
the Employer’s assessment of the Employee’s performance.
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8.3 The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, implemented or amended,
provided that the Employee is consulted before any such change is made.

8.4 The work performance and performance review will not be confined and
fimited to the performance plan; any incidental work outside the performance
plan shall be performed and evaluated accordingly.

9. DEVELOPMENTAL REQUIREMENTS

a.1 The Personal Development Plan (PDP)is attached herein as annexure B and forms
an integral part of this agreement for addressing developmental gaps

9.2 Both parties hereby agree to uphold the filling of gaps identified in the PDP
10. OBLIGATIONS OF THE EMPLOYER
The Employer shall —

10.1  Create an enabling environment to facilitate effective performance by the
employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Employee;

10.4  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

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

11, EMPLOYEE OBLIGATIONS
11.1 The employee is obliged to perform her functions to the best of her abilities and
shall as far as is practically possible endeavour to meet the standards of

performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the Municipality

at gl times




11.3 The employee shall be responsible for the completion or execution of the specific
programs identified in her service delivery and budget implementation plans or

KPA’s within the timeframes agreed upon.

11.4 The employee shall co-operate with the employer in conducting the performance

review.

12. EMIPLOYER RIGHTS

The emplover shall be entitled to:
12.1  Expect the employee to perform as agreed;

12.2  Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform a
special profect not envisaged in his/her job description or service delivery and
budget implementation plan.

12.3  Such circumstances as contemplated above shall be taken into account when the
employee’s performance is evaluated.

12.4  Take such corrective action or impose such disciplinary action or award such
incentives as per policy.

13. EMPLOYEE RIGHTS

13.1  The employee shall be entitled to such co-operation and support as is reasonably
required for him/her to perform his/her duties to the standard required of him/her.

13.2  Inparticular where a Personal Development Plan has identified a need for capacity
building or training or other forms of support, the employee shall be entitled to
receive same, bearing in mind relevant budgetary and other constraints which may
not though be unreasonably withheld.

13.3 Theemployee shall be entitled to such corrective action remedies and/or incentives
as are applicable depending on the outcome of his/her performance reviews.
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14 MANAGEMENT OF EVALUATION OUTCOMES

14.1 The following table will be used to determine the payment of performance bonus
to performance contract employees:

FINAL SCORE

BONUS/REWARD

150 and above

10% to 14% of the annual total remuneration package

130 to 149%

5% to 9% of the annual total remuneration package

101% to 129%

No reward

81% -100%

No reward

(80% and below)

Compulsory Performance Counseling

RANGE | SCORE % Bonus RANGE SCORE % Bonus
164 and above 14 149 )
163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 8.2
160 12.85 145 8
159 12.565 144 7.8
158 12.28 143 7.6
157 11.995 142 7.4
156 11.71 141 T2
155 11.425 140 7
154 11.14 139 6.8
158 10.855 138 6.6
152 10.57 137 6.4
151 10.285 136 6.2
150 10 135 6
, 134 5.8
133 5.6
132 5.4
151 5.2
130 5
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14.1  In the case of unacceptable performance, the Employer—

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

14.3  May, after appropriate performance counseling and having provided the
necessary guidance and support as well as reasonable time for improvement in
performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

15, REWARD FOR PERFORMANCE

15.1 The annual increase will be determined by Council based on the affordability and the
stipulations of the Contract of Employment and does not in any way form part of o
reward for performance.

15.2 The payment of the reward shall be based on the period under review and results of
the performance score as stipulated in annexure A and include the following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external factors have o negative influence on the result of the
performance, the Municipality may at its discretion decide to grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council of the
Annual Report for that financial year and after finalization of the appraisal;
15.2.4 The final outcome of the performance appraisal will determine the reward;
15.3 The rating scale shall be used for rating including the actual targets set and contained
in annextre A.
15.4 The following formula shall be used to allocate the performance bonus after the total
score has been calculated:

15.4.1, CALCULATING THE KPA PERFORMANCE

(a) Allocate score per target per KPA

(b} Multiply each score with weight per target and per KPA
(c) Add all scores per KPA and get one actual score per KPA
(d} Add all Actual Score per KPA and get the Overall Score

(e} Multiply Overall score with 33,3, get a performance Score

(f} Convert the Performance Score into a percentage by multiply by 80% and you
get the percentage
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NEB: SAME PRINCIPLE TO THE CCR'S

is6.

16.1.

16.2.

iz.

i7.1

17.2

17.3

174

i7.5

CONSULTATION

Both parties to this agreement agree to consult each other in the event either party
wishes to exercise a duty or function in terms of this agreement.

The employer agrees to inform the employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in paragraph 16.1, as soon
as is practicable to enable the employee to take any necessary action without
delay.

CONSEQUENCE OF SUBSTANDARD PERFORMANCE

Where the employer is at any time during the employee’s employment not satisfied
with her performance with respect to any matter dealt with in this Agreement, the
employer will give notice to the employee to attend a meeting with the
Performance Evaluation Committee.

The employee shall have the opportunity at the meeting to satisfy the employer
and the panel of the measures being taken to ensure that the employee’s
performance becomes satisfactory and any programme, including any dates, for
implementing these measures.

Where there is a dispute or difference as to the performance of the employee under
this agreement, the parties will confer with a view to resolving the dispute or
difference.

If at any stage thereafter the employer holds the view that the performance of the
employee is not satisfactory, the employer will, subject to compliance with
applicable labour legislation, be entitled by notice in writing to the employee to
terminate her employment in accordance with the notice period set out in the
employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the employer to
terminate the employee’s contract of employment with notice for any other breach
by the employee of her obligations to the employer or for any other valid reason in
law.
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is.

18.1

18.2

18.3

DISPUTES

In the event that the employee is dissatisfied with any decision or action of the
employer in terms of this Agreement, or where a dispute or difference arises as to
the extent to which the employee has achieved the performance objectives and
targets established in terms of this Agreement, the employee may meet with the
Performance Evaluation Committee with a view to resolving the issue. At the
employee’s request the evaluating panel will record the outcome of the meeting in
writing.

In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer {municipal
council) by requesting that the issue be placed on the agenda of an appropriate
meeting of Council. The Council will determine a process for resolving the issue,
which will involve at least providing the employee with an opportunity to state his/
her case orally or in writing. At the employee’s request the Council will record its
decision on the issue in writing. The decision of the Councif on the issue will be
made within 2 (two) weeks of the issue being raised, or as soon thereafter as
possible, and will be final.

The parties hereby agree that “final” shall not limit a dissatisfied party to invoke
any provisions in his/her disposal within labour and any other relevant faws.

19. GENERAL

19.1

18.2

The contents of the Agreement and the outcome of any review conducted, will not
be confidential, and may be made available to the public by the employer, where
appropriate.

Nothing in this Agreement diminishes the obligations, duties or accountabilities of

the employee in terms of his/her contract of employment, or the effects of existing
or new regulations, circulars, policies, directives or other instruments.
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20. ATTESTATION

The parties hereby agree having read, understood and received a copy of this agreement
which contents are hereby accepted in all entireties.

PE————
Thus done and signed at Ntabankulu on this /g Of\j/umt:s 2024

AS WITMESSES:

oo

PT. Sobui‘hlango
Muovyor.

AS WITNESSES:

iichalu-Ngwena
Municipal Manager
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EEARING COMPETENCIES\WITH 20 DRIVING COMPETENCIES THAT COMMUNICATE WHAT IS EXPECTED FOR EFFECTIVE PERFORMANCE I\

LEADING COMPETENCIES

EOCARGOVERNMEN

DRIVING COMPETENCIES

WEIGHT 100%

Strategic Direction and
Leadership

Impact and influence

Institutional performance Management

Strategic Planning and Management

Organisational Awareness

20%

People Management

Human Capital Planning and Development

Diversity Management

Employee Relations Management

Negotiation and Dispute Management

10%

Program and Project
Management

Program and Project Planning and
Implementation

Service Delivery Management

Program and Project Monitoring and Evaluation

10%

Financial Management

Budget Planning and Execution

Financial Strategy and Delivery

Financial Reporting and Monitoring

10%

Change Leadership

Change Vision and Strategy

Process Design and Improvement

Change Impact Monitoring and Evaluation

10%

Governance Leadership

Policy Formulation

Risk and Compliance Management

Cooperative Governance

20%

CORE COMPETENCIES (Drivers to

ensure execution of Leading competencies are at optimal level)

Moral Competence

3%

Planning and Organising

3%

Analysis and Innovation

3%

Knowledge and Information Management

4%

Communication

4%

Results and Quality Focus

3%

20%




PERFORMANCE AGREEMENT: 2024/2025

Entered into by and between

MTABANKULU LOCAL MUNICIPALITY
The Employer)

Represented by | Sikhulu-Nawena
Municipal Manager
Duly authorized in terms of section 57 (2) (c) of the Municipal System Act,
No. 32 of 2000
AND

Sindiswa Norah Ntlahla
{Director Corporate Services)
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INTRODUCTION

1. As provided in section 57(1} (a) of the Local Government Municipal Systems
Act 32 of 2000, the council of Ntabankulu Local Municipality has entered into
an employment contract with the Director Sindiswa Norah Ntlahla on
permanent basis, commencing from 13 November 2023.

2. Section 57 (1) (b) of the Local Government Municipal Systems Act read with
the contract of employment concluded between the employer and employee
and the Municipal performance Regulations for Municipal Managers and
managers directly accountabie to the municipal manager require that a
performance contract be concluded between the parties as herein undertaken.

3. The parties wish to ensure that they are clear about the goals to be achieved
and secure the commitment of the Municipal Manager reporting to the
Honourable Mayor, to a set of actions, oufputs and outcomes that will ensure
the attainment of both the local government policy goals and the performance
objectives of Ntabankulu Local Municipality as enshrined in the Integrated

Development Plan.

4. This performance contract is entered info Sindiswa Norah Ntlahla Director
Corporate Services and Ntabankulu Local municipality as represented by the
Municipal Manager Ivy Sikhulu-Ngwena and is based on the adopted
Integrated Development plan 2024/2025 o 2025/2027 as reviewed in 2024 and
the 2024/2025 Service Delivery Budget Implementation Plan.

2. PURPOSE OF THE AGREEMENT
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The purpose of this Agreement is to;

2.1

2.2

2.3
2.4
2.5

2.6

2.7

2.8

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

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

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

Use the Performance contract and Performance Plan as the basis for
assessing the suitability of the Employee for continued employment and/or
to

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

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

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

3. COMMENCEMENT AND DURATION

3.1

3.2

Notwithstanding the date of signature hereof this Agreement shall
commence from the 01 July 2024 and shall remain in force until the 30
June 2025, where-after a new Performance confract, Performance

Plan and Personal Development Plan shall be concluded bhetween the
parties for the next financial year or any portion thereof within 1 month after

the commencement of the new financial year.
This Agreement shall terminate in its entirety on the termination of the

Employee’s contract of employment for whatever reason subject to relevant
legislative prescripts,
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3.3

3.4

The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed

upon subject to both parties reaching an agreement.

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

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an
integral part of this agreement enshrines the following (which are concluded
by mutual consensus by pariies based on key strategic documents of the
Municipality):

The overall performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context
and in lieu of the overall contributions to the goals and strategies set out in
the Employer’s Integrated Development Pian.

5. PERFORMANCE MANAGEMENT SYSTEM.

5.1

5.2

5.3

Both parties agree to participate in the performance management system
that the Employer has adopted or introduced for the Municipality,
Management and Municipal Staff.

Both parties hereby covenant to consuit each other and arrive at a mutual
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion
and implementation of the KPAs (including special projects relevant to The
Municipal Manager responsibilities) within the local government framework.




5.4

5.5

551

55.2

2.5.3

554

The criterion upon which the performance of the empioyee is to be
evaluated is contained in annexure E and is included herein as an
addendum and forms an important part of this contract.

The Employee must be assessed her performance in terms of the
performance indicators{ inputs/outputs/outcomes) identified in the attached
Performance Plan (Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies,
with a weighting of 80 and 20 respectively are listed herewith as agreed
between the employer and employee.

The Key Performance Areas will constitute 80% of the Employee's
assessment score, and will contain the following areas of which all of them
are compulsory and weights must be allocated to each of them according
fo the scale of core and functional responsibilities:

unicipal Institutional Development and Organizational 60%
Transformation
Basic Service Delivery 5%
Local Economic Development 10%
Municipal Financial Viability and Management 5%
Good Governance & Public Participation 20%
Total 100%

The table below indicated six leading competencies which comprise of
twenty (20) driving competencies that communicate what is expected for
effective performance in local government.

The competency framework further invoives six (8) core competencies
that act as drivers to ensure that the leading competencies are executed
at an optimal level

Strategic Direction e [mpact and influence 30%
and Leadership e [Institutional
performance
Management
e Strategic Planning and
Management
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e QOrganisational

Moral Competence

Awareness
People Management o Human Capital 10%
Planning and
Development
e Diversity Management
o Employee Relations
Management
e Negotiation and
Dispute Management
Program and Project e Program and Project 10%
Management Planning and
Implementation
e Service Delivery
Management
¢« Program and Project
Monitoring and
Evaluation
Financial e Budget Planning and 10%
Management Execution
e Financial Strategy and
Delivery
e [inancial Reporiing
and Monitoring
Change Leadership » Change Vision and 10%
Strategy
e Process Design and
Improvement
¢ Change Impact
Monitoring and
Evaluation
Governance e Policy Formulation 10%
Leadership e Risk and Compliance
Management
e Cooperative
Governance

4%

Planning and Organizing 3%
Analysis and Innovation 4%
Knowledge and Information Management 3%

Performance Contract for Sindiswa Norah Nilahla 2024-2025
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Communication 2%

Results and Quality Focus 4%

Total 20%

6. EVALUATING PERFORMANCE

8.1. "Annexure E” to this Agreement sets out the standards and procedures for
evaluating the employee’'s performance, intervals for the evaluation of
employee’'s performance and recognition of outstanding performance
(awarding of a performance bonus)

6.2. Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan
(contained herein as Annexure B) as well as the actions agreed to and
implementation must take place within set time frames.

6.3. The Employee's performance will be measured in terms of contributions to
the goals and strategies contemplated in the Employer's Integrated
Development Plan.

6.4. The annual performance appraisal must involve—

6.4.1. An assessment of the achievement of results as outlined in the
performance plan;

6.4.2. An assessment of each Key Performance Area according to the
extent to which the Specified standards or performance
indicators have been met and with due ragard to ad hoc tasks that
had to be performed;

6.4.3. A rating on the five-point scale for each Key Performance Area; and

6.4.4. The use of the applicable assessment rating calculator to add the
scores and calculate a final Key Performance Area score.

6.5. The core competencies must be assessed—

6.5.1. According to the extent to which the specified standards have been
met;

6.5.2. With an indicative rating on the five-point scale for each Criteria; and

6.5.3. By sing the applicable assessment rating calculator to add the scores
and calculating a final score.

6.6. An overall rating is calculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal.

Performance Contract for Sindiswa Norah Ntlahla 2024-2025 %\i’cye 7
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6.7. Employee performance will be based on the following rating scale for both
Key Performance Indicators and core competencies

6.8. The performance of the Employee must be evaluated by an evaluation

constituted in terms of regulation 27(4)(d), (e) and (f) of the

Description

Performance far exceeds the standard
expected of an employee at this level. The
appraisal indicates that the Employee has
achieved above fully effective results against
all performance criteria and indicators as
specified in the PA and Performance plan and
maintained this in all areas

of responsibility throughout the year.

panel
Regulations.
Level Terminology
Outstanding
5(150%abovs) | performance
Performance
significantly above

4(130-149%)

expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved
above fully effective results against more than
half of the performance criteria and indicators
and fully achieved all others throughout the
year.

3(100%)

Fully effective

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

Plan.

2(81%-99%)

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.
The review/assessment indicates that the
employee has achieved below fully effective
results against more than half the key
performance criteria and
Indicators as specified
Performance Plan.

in the PA and

1(80%
below)

and

Unacceptable
performance

Performance does not meet the standard
expected for the job. The review/assessment
indicates that the employee has achieved
below fully effective results against almost all
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Level . |Terminology = = |Description .= -

of the performance criteria and indicators as
specified in the PA and

Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite management efforts fo encourage
improvement.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1  The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

irst quarter July to September Before end October
Mid term October to December Before end January
Third quarter January to March Before end April
Annual July-June 2 months after the issuing of
the Audit Report

8.1  The reviews in the first and third quarter may be verbal if performance is
satisfactory.

8.2  The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based
on the Employer’'s assessment of the Employee’s performance.

8.3 The Employer may amend the provisions of the Performance Plan
whenever the performance management system is adopted, implemented
or amended, provided that the Employee is consulted before any such
change is made.

8.4  The work performance and performance review will not be confined and
limited to the performance plan; any incidental work outside the
performance plan shall be performed and evaluated accordingly.

9. DEVELOPMENTAL REQUIREMENTS
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9.1 The Personal Development Plan (PDP)is attached herein as annexure B
and forms an integral part of this agreement for addressing developmental

gaps
9.2  Both parties hereby agree to uphold the filling of gaps identified in the PDP
10. OBLIGATIONS OF THE EMPLOYER
The Employer shall —

10.1 Create an enabling environment to facilitate effective performance by the
employes;

10.2 Provide access to skilis development and capacity building opportunities;

10.3 Work collaboratively with the Employee to solve problems and generate
solutions to common problems that may impact on the performance of the
Employee;

10.4 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 esiablished in terms of this Agreement; and

10.5 Make available to the Employee such resources as the Employee may
reasonably require from time to time assisting him/ her to mest the
performance objectives and targets established in terms of this agreement.

11. EMPLOYEE OBLIGATIONS

11.1  The employee is obliged to perform her functions to the best of her abilities
and shall as far as is practically possible endeavour to meet the standards of
performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the
Municipality at all times

11.3 The employee shall be responsible for the completion or execution of the
specific programs identified in her service delivery and budget implementation
plans or KPA's within the fimeframes agreed upon.

11.4 The employee shall co-operate with the employer in conducting the

performance review.

12. EMPLOYER RIGHTS

The employer shall be entitled to:

12.1 Expect the employee to perform as agreed,;
12.2  Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform
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a special project not envisaged in his/her job description or service delivery
and budget implementation plan.

12.3 Such circumstances as contemplated above shall be taken into account
when the employee’s performance is evaluated.

12.4 Take such corrective action or impose such disciplinary action or award
such incentives as per policy.

13. EMPLOYEE RIGHTS

13.1  The employee shall be entitled to such co-operation and support as is
reasonably required for him/her to perform his/her duties to the siandard
required of him/her.

13.2 In particular where a Personal Development Plan has identified a need for
capacity building or training or other forms of support, the employee shall
be entitled to receive same, bearing in mind relevant budgetary and other
constraints which may not though be unreasonably withheld.

13.3 The employee shall be entitled to such corrective action remedies and/or
incentives as are applicable depending on the outcome of his/her
performance reviews.

14 MANAGEMENT OF EVALUATION OUTCOMES

14.1 The following table will be used to determine the payment of
performance bonus to performance coniract employees

FINAL SCORE BONUS/REWARD

150 and above 10% io 14% of the annual total remuneration package

130 to 149% 5% to 9% of the annual total remuneration package

101% to 129% No reward

81% -100% No reward

(80% and below) Compulsory Performance Counseling

RANGE § SCORE % Bonus RANGE - ] SCORE % Bonus

164 and above 14 1489 9

163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 3.2
160 12.85 145 8
158 12.565 144 7.8
158 12.28 143 7.6
157 11.995 142 7.4
156 11.71 141 7.2
155 11.425 140 7
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154 11.14 139 6.8

153 10.855 138 6.6

152 10.57 137 6.4

151 10.285 136 6.2

150 10 135 6

, 134 5.8
133 5.6

132 5.4

131 5.2

130 5

14.1 In the case of unacceptable performance, the Employer—

14.2  must provide systematic remedial or developmental support fo assist the
Employee to improve his or her performance; and

14.3 May, after appropriale performance counseling and having provided the
necessary guidance and support as well as reasonable time for
improvement in performance, consider steps to terminate the contract of
employment of the Employee on grounds of unfitness or incapacity to carry
out his or her duties.

18. REWARD FOR PERFORMANCE

15.1The annual increase will be determined by Council based on the affordability
and the stipulations of the Confract of Employment and does not in any way
form part of a reward for performance.

15.2The payment of the reward shall be based on the period under review and
results of the performance score as stipulated in annexure A and include the
following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external factors have a negative influence on the result of the
performance, the Municipality may at its discretion decide fo grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council
of the Annual Report for that financial year and after finalization of the
appraisal;
15.2.4 The final outcome of the performance appraisal will determine the reward,;
156.3The rating scale shall be used for rating including the actual targets set and
contained in annexure A.
15.4The following formula shall be used to allocate the performance bonus after
the total score has been calculated:

15.4.1. CALCULATING THE KPA PERFORMANCE

(a) Allocate score per target per KPA
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(b) Multiply each score with weight per target and per KPA

(c) Add all scores per KPA and get one actual score per KPA

(d) Add all Actual Score per KPA and get the Overall Score

(e) Multiply Overall score with 33,3, get a performance Score

(f) Convert the Performance Score into a percentage by multiply by 80% and

you get the percentage

NB: SAME PRINCIPLE TO THE CCR’S

76.

16.1.

16.2.

17.

17.1

17.2

17.3

17.4

17.5

Performance Contract for Sindiswa Norah Ntlahla 2024-2025

CONSULTATION

Both parties fo this agreement agree to consuft each other in the event
either parly wishes to exercise a duty or function in terms of this agreement.
The employer agrees fo inform the employee of the outcome of any
decisions taken pursuant to the exercise of powers contemplated in
paragraph 16.1, as soon as is practicable to enable the employee io take
any necessary action without delfay.

CONSEQUENCE OF SUBSTANDARD PERFORMANCE

Where the employer is at any time during the employee’s employment not
satisfied with her performance with respect to any matter dealt with in this
Agreement, the employer will give notice fo the employee fo altend a
meeting with the Performance Evaluation Committee.

The employee shall have the opportunity at the meeling to satisfy the
employer and the panel of the measures being taken to ensure that the
employee’s performance becomes satisfactory and any programme,
including any dates, for implementing these measures.

Where there is a dispute or difference as to the performance of the
employee under this agreement, the parties will confer with a view fo
resolving the dispute or difference.

If at any stage thereafter the employer holds the view that the performance
of the employee is not satisfactory, the employer will, subject to compliance
with applicable labour legisiation, be entitied by notice in writing fo the
employee to terminate her employment in accordance with the notice period
sef out in the employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the
employer to ferminate the employee’s contract of empioyment with notice
for any other breach by the employee of her obligations to the employer or
for any other valid reason in faw.




18. DISPUTES

18.1 In the event that the employee is dissatisfied with any decision or action of
the employer in terms of this Agreement, or where a dispute or difference
arises as to the extent to which the employee has achieved the performance
objectives and targets established in terms of this Agreement, the employee
may meet with the Performance Evaluation Committee with a view fo
resolving the issue. At the employee’s request the evaluating panel will
record the outcome of the meeting in writing.

18.2 In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer (municipal
councif) by requesling that the issue be placed on the agenda of an
appropriate meeting of Council. The Council will determine a process for
resolving the issue, which will involve af least providing the employee with
an opportunity fo state his/ her case orally or in writing. At the employee’s
reguest the Council will record its decision on the issue in wrifing. The
decision of the Council on the issue will be made within 2 (two) weeks of
the issue being raised, or as soon thereafter as passible, and will be final.

18.3 The parties hereby agree that “final” shall not limit a dissatisfied party to
invoke any provisions in histher disposal within labour and any other
refevant laws.

19. GENERAL

19.1  The contents of the Agreement and the outcome of any review conducted,
wilf not be confidential, and may be made available to the public by the
employer, where appropriate.

19.2 Nothing in this Agreement diminishes the obligations, duties or
accountabilities of the employee in terms of his/her coniract of employment,
or the effects of existing or new regulations, circulars, policies, directives or

other instruments.
Perfarmance Contract for indiswa Norah Ntlahla 2024-2025 Wage 14



20. ATTESTATION

The parties hereby agree having read, undersfood and received a copy of this
agreement which contents are hereby accepted in all entireties.

AS WITNESSES:

Sindiswa/Norah Ntlahia
Director Corporate Services

Performance Contract for Sindiswa Norah Ntlahla 2024-2025 Page 15
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NTABANKULU LOCAL

MUNICIPALITY

Tel: (039) 258 0056

Fax: (039) 258 0173

Email: info@ntankulu.gov.za

Web: www.ntabankulu.gov.za

ERF 85, Main Street, Ntabankulu, 5130

DECLARATION FORM AS PART OF SECTION 57 OF THE LOCAL GOVERNMENT: MUNICIPAL

SYSTEMS ACT 32 OF 2000,

READ WITH BELEGATION FRAMEWORK AS ADOPTED BY COUNCH.: RESOLUTION NUMBER
SCM/2/20/008.2.4

| Sindiswa Norah Ntlahla ID Number 710813 0757 089 in my capacity as Director Corporate
Services declare as follows: that

i

I understand that in line with Section 57 (2) (a) (ii) of the Local Government: Municipal Systems Act
32 of 200, that the performance agreement referred to in section (1) (b) must-be concluded annually,
thereafter within one month after the beginning of each financial year. (¢) In case of a manager directly

accountable to the municipal manager, be entered into with the municipal manager.

I understand that in line with Section 57 (4) of the Local Government: Municipal Systems Act 32 of
2000 the performance agreement referred to in subsection (1) (b) must include- performance
ohjectives and targets that must be met, and the time frames within which those performance

objectives and targets must be met (b) the consequences of substandard performance.

That the Local Government: Municipal Systems Act 32 of 2000 states unequivocally that the
Accounting Officer is ultimately accountable for all Key Performance Areas of the municipality, and
that “No Accounting Officer of the municipality can personally undertake all the tasks of the
municipality alone, hence the Adoption of the Delegation Framework by Council: Resolution Number
SCW/2120/008.2.1. | therefore understand that the Performance Agreement signed between
myself and Accounting Officer is equivalent to Delegation of Authority for my Directorate, read
with Delegation Framework.

Failure to perform any of the Responsibilities assigned to me, or failure to prevent, mitigate and avoid
any risks associated with Key Performance Areas of my Directorate may lead to Disciplinary actions
against myself as an official entrusted with that delegated authority.




5.

I understand that in line with Section 77 and Section 78 of the Local Government: Municipal Finance
Management Act 56 of 2003:

(a) As a Senior Manager | must assist the Accounting Officer in managing and coordinating the
financial administration of my Directorate.

(b) As a Senior Manager | must take all reasonable steps within my Directorate to ensure that (i)
the financial and other resources of the municipality are utilized effectively, efficientty,
economically and transparently

(c) As a Senior Manager | must ensure that any unauthorized, irregular or fruitiess and wasteful
expenditure and any other losses are prevented

(d) All information required by the Accounting Officer for compliance with the provisions of this Act
is timeously submitted to the Accounting Officer.

| understand that the Public Audit Act 25 of 2004 as amended gives the Auditor General the following
powers:

* “The Auditor General may as prescribed refer any suspecied material irregularity identified
during an audit performed under this Act to a relevant public for investigation, and the
refevant public body must keep the Auditor General informed of the progress and the final
ouicome of the investigation.

o Taking remedial action- (1) The Auditor General must, within a reasonable time after issuing
of an audit report in terms of section 20, follow up whether the accounting officer or
accounting authority has implemented the recommendations contained in the audit report

refating to any material irregularity, within the timeframe stipulated in the audit report.”

6.1 As A Senior Manager | therefore undertake to develop standard operating procedures of the
Directorate that will assist the Accounting Officer to identify, prevent, avoid and mitigate any
material irregularities or non-compliance with or contravention of the law that could result in
material loss, the misuse of municipal resources.

6.2 1 therefore declare and allow that an investigation may be conducted in case there is any
suspected material irregularity in my area of responsibility and that | will co-operate with all the

processes of investigation and any disciplinary processes that may be undertaken.

I'hereby therefore declare that | will perform all functions delegated to me as a Director Corporate
Services in line with Employment Contract, Performance Agreement signed for 2024/2025 Financial
Year, Delegation Framework adopted by Council and all functions referred to in Section 78 of the
Local Government: Municipal Finance Management Act 56 of 2003 any other applicable legislation

and or functions assigned to me by the Accounting Officer within the time fines as agreed upon.




8. | hereby therefore declare and understand that failure to comply with the above, applicable legislative

requirements and meseting the targets as set in the Signed Performance Agreement may lead to

Disciplinary Actions against myself as an entrusted with delivery of services within my Directorate.

The declaration is therefore signed between Myself Sindiswa Norah Ntlahla as Director Corporate

Services and lvy Sikhulu-Ngwena as Accounting Officer as part of 2024/2025 Performance Agreement.

Signature: /k/

3

Date: r / 3{/ £ & // e

Witness 1: / /% L7

Withess 2; ﬁ / mz‘,&"ﬁa

Sign:

Accepted by: vy §?§hulu-§\!q§=& na:

Signature:

Date: / ?::// Dé—;'/ <o ’QS[

Witness 1; S ZU\{&—L/@*

Witness 2: Z K!”W’%"Lf’r L
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PERFORMANCE AGREEMENT: 2024-2025

Entered into by and between

NTABANKULU LOCAL MUNICIPALITY
(The Employer)
Represented by: Ivy Sikhulu-Ngwena
Duly authorized in terms of section 57 (2) (b) of the Municipal System Act, No. 32 of 2000
AND

Mandisile Pierre Vakalisa
{The Employee)

e______ - ]
Performance Contract for Section 54A Manager & Section 56 Managers Page 1



INTRODUCTION

1 As provided in section 57(1} {a) of the Local Government Municipal Systems Act
32 of 2000, the council of Ntabankulu Local Municipality has entered into an
employment contract with the Director: Development Planning on a non-fixed

permanent employment until reaching the age of 65.

2. Section 57 (1) (b) of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Managers and managers directly
accountable to the municipal manager require that a performance contract be

concluded between the parties as herein undertaken.

3. The parties wish to ensure that they are clear about the goals to be achieved and
secure the commitment of the Municipal Manager reporting to the Honourable Mayor,
to a set of actions, outputs and outcomes that will ensure the aitainment of both the
local government policy goals and the performance objectives of Ntabankulu Local

Municipality as enshrined in the Integrated Development Plan.

4, This performance contract is entered into between: Mandisile Pierre Vakalisa, the
Director Development Planning and Ntabankulu Local municipality as represented by the
Municipal Manager, 1. Sikhulu-Nqwena and is based on the adopted Integrated
Development plan 2024-2025 to 2027/2028 as developed in 2024 and the 2024-2025

Service Delivery Budget Implementation Plan.




2. PURPQOSE OF THE AGREEMENT

The purpose of this Agreement is to:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

Comply with the provisions of Section 57(1)(b),{4A),(4B) and (5) of the Systems
Act as well as the Contract of Employment entered into between the parties;
Specify objectives and targets established for the Employee and to communicate
to the Employee the Employer’s expectations of the Fmployee’s performance
expectations and accountabilities;

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

Use the Performance contract and Performance Plan as the basis for assessing
the suitability of the Employee for continued employment and/or to

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

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

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

3. COMIMENCEMENT AND DURATION

3.1

3.2

3.3

3.4

Notwithstanding the date of signature hereof this Agreement shall commence
from the 01 July 2024 and shall remain in force until the 30" June 2025, where-
after a new Performance contract, Performance Plan and Personal Development
Plan shall be concluded between the parties for the next financial year or any
portion thereof within 1 month ofter the commencement of the new financial
year.

This Agreement shall terminate in its entirety on the termination of the
Employee’s contract of employment for whatever reason subject to relevant
legislative prescripts.

The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon subject to both parties reaching an agreement.

If at any time during the validity of this Agreement the work environment alters
{whether as a result of government or councif decisions or otherwise)} to the
extent that the contents of this Agreement are no fonger appropriate, the
contents shall immediately be revised.

Performance Contract for Section 54A Manager & Section 56 Managers Page 3
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4. PERFORMANCE OBIECTIVES

4.1

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an integral
part of this agreement enshrines the following (which are concluded by mutual
consensus by parties based on key strategic documents of the Municipality):

The overall performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context and in
lieu of the overall contributions to the goals and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM.

5.1

52

53

5.4

5.5

5.5.1

5.5.2

Both parties agree to participate in the performance management system that
the Employer has adopted or introduced for the Municipality, Management and
Municipal Staff.

Both parties hereby covenant to consult each other and arrive at @ mutual
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to The Municipal
Manager responsibilities) within the local government framework.

The criterion upon which the performance of the employee is to be evaluated is
contained in annexure E and is included herein as an addendum and forms an
important part of this contract.

The Employee must be assessed her performance in terms of the performance
indicators{ inputs/outputs/outcomes) identified in the attached Performance
Plan (Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies, with a
weighting of 80 and 20 respectively are listed herewith as agreed between the
employer and employee.

The Key Performance Areas will constitute 80% of the Employee’s assessment
score, and will contain the following areas of which all of them are compulsory

Performance Contract for Section 544 Managr & Section 56 Managers Page 4



and weights must be allocated to each of them according to the scale of core and
functional responsibilities:

Municipal

Delopment

Institutional and 10%
organizational Transformation
Basic Service Delivery 10%
Local Economic Development 40%
Municipal Financial Viability and Management 10%
Good Governance & Public Participation 10%
Total 80%

5.5.3 The table below indicated six leading competencies which comprise of twenty

(20) driving competencies that communicate what is expected for effective

performance in local government

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

and Leadership

[ ]

Institutional performance
Management

Strategic Planning and
Management
Organisational Awareness

Strategic Direction e Impact and influence 25%

People
Management

Human Capital Plunning and
Development

Diversity Management

Employee Relations Management
Negotiation and Dispute
Management

10%

Program and
Project
Management

Program and Project Planning
and Implementation

Service Delivery Management
Program and Project Monitoring
and Evaluation

15%

Financial
Management

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

10%

Change Leadership

Change Vision and Strategy
Process Design and Improvement

10%

e e e e e e S
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e Change Impact Monitoring and

Evaluation
Governance e Policy Formulation 10%
Leadership e Risk and Compliance

Management

e Cooperative Governance

Moral Competence 4%

Planning and Organising 3%

Analysis and Innovation 4%

Knowledge and Information Management 3%
Communication 3%

Results and Quality Focus 3%
Total 20%

6. EVALUATING PERFORMANCE

6.1.

“Annexure E” to this Agreement sets out the standards and procedures for
evaluating the employee’s performance, intervals for the evaluation of employee’s
performance and recognition of outstanding performance (awarding of a
performance bonus)

6.2. Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan (contained
herein as Annexure B) as well us the actions ugreed to and implementation must
take place within set time frames.

6.3. The Employee’s performance will be measured in terms of contributions to the

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

6.4. The annual performance appraisal must involve—

6.4.1.

6.4.2.

6.4.3.
6.4.4.

An assessment of the achievement of results as outlined in the
performance plan;

An assessment of each Key Performance Area according to the extent to
which the Specified standards or performance indicators have been met
and with due regard to ad hoc tasks that had to be performed;

A rating on the five-point scale for each Key Performance Area; and

The use of the applicable assessment rating calculator to add the scores
and calculate a final Key Performance Area score.

6.5. The core competencies must be assessed—

. _______________

Performance Contract for Section 54A Manager & Section 56 Managers
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6.5.1.
6.5.2.
6.5.3.

According to the extent to which the specified standards have been met;
With an indicative rating on the five-point scale for each Criteria; and

By sing the applicable assessment rating calculator to add the scores and
calculating a final score.

6.6. An overall rating is calculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal.
6.7. Employee performance will be based on the following rating scale for both Key
Performance Indicators and core competencies
6.8. The performance of the Employee must be evaluated by an evaluation panel
constituted in terms of regulation 27{4){d), (e} and (f} of the Regulations.

Level Terminology Description
Performance far exceeds the standard expected of
an employes at this level. The appraisal indicates
Outstanding that the Employee has achieved above fully
5(150%zabove} | performance effective results against all performance criteria

and indicators as specified in the PA and
Performance plan and maintained this in all areas
of responsibility throughout the year.

4(130-149%)

3(100%)

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved above
fully effective resuits against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.
Performance fully meets the standards expected in
all areas of the job. The appraisal indicates that the
Employee has fully achieved effective resulis
against all significant performance criteria and
indicators as specified in the PA and Performance
Plan.

Performance significantly
above expectations

Fully effective

2(81%-99%)

Performance is below the standard required for
the job in key areas. Performance meets some of
the standards expected for the job. The
Performance not fully | review/assessment indicates that the employee
effective has achieved below fully effective results against
more than half the key performance criteria and
Indicators as specified in the PA and Performance
Plan.
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Level

Terminology

Description

1(80%
below)

Unacceptable

and
performance

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance
criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite management efforts to encourage
improvement.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

First quarter July to September Before end October

Mid term October to December Before end January

Third quarter January to March Before end April

Annual July-June 2 months after the issuing of the

Audit Report

8.1 The reviews in the first and third quarter may be verbal if performance is
satisfactory.

8.2 The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based on
the Employer’s assessment of the Employee’s performance.

8.3 The Employer may amend the provisions of the Performance Plan whenever the

performance management system is adopted, implemented or amended,
provided that the Employee is consulted before any such change is made.

T e e e S e e et

Performance Contract for Section 54A Manager & Section 56 Managers

Page 8

v
NAYS



8.4 The work performance and performance review will not be confined and limited
to the performance plan; any incidental work outside the performance plan
shall be performed and evaluated accordingly.

9. DEVELOPMENTAL REQUIREMENTS

9.1 The Personal Development Plan (PDP)is attached herein as annexure B and forms
an integral part of this agreement for addressing developmental gaps

9.2 Both parties hereby agree to uphold the filling of gaps identified in the PDP

10. OBLIGATIONS OF THE EMPLOYER

The Employer shall —

10.1 Create an enabling environment to facilitate effective performance by the
employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Employee;

10.4  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

10.5 Make available to the Employee such resources as the Employee may reasonably

require from time to time assisting him/ her to meet the performance objectives
and targets established in terms of this agreement.

11. FRAPLOYEE OBLIGATIONS
11.1 The employee is obliged to perform her functions to the best of her abilities and
shall as far as is practically possible endeavour to meet the standards of

performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the Municipality

at all times

Performance Contract for Section 54A Manager & Section 56 Managers Page 9
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11.3 The employee shall be responsible for the completion or execution of the specific
programs identified in her service delivery and budget implementation plans or

KPA’s within the timeframes agreed upon.

11.4 The employee shall co-operate with the employer in conducting the performance

review.

12, EMPLOYER RIGHTS

The employer shall be entitled to:
12.1  Expect the employee to perform as agreed;

12.2  Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform o
special project not envisaged in his/her job description or service delivery and
budget implementation plan.

12.3  Such circumstances as contemplated above shall be taken into account when the
employee’s performance is evaluated.

12.4  Take such corrective action or impose such disciplinary action or award such
incentives as per policy.

23, EMPLOYEE RIGHTS

13.1 The employee shall be entitled to such co-operation and support as is reasonably
required for him/her to perform his/her duties to the standard required of
him/her.

13.2 In particular where o Personal Development Plan has identified a need for
capacity building or training or other forms of support, the employee shall be
entitled to receive same, bearing in mind relevant budgetary and other
constraints which may not though be unreasonably withheld.

13.3 The employee shall be entitled to such corrective action remedies and/or
incentives as are applicable depending on the outcome of his/her performance
reviews.

Performance Contract for Section 54A Manager & Section 56 Managers Page 10
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14 MANAGEMENT OF EVALUATION OUTCOMES

14.1 The following table will be used to determine the payment of performance bonus
to performance contract employees:

FINAL SCORE BONUS/REWARD
150 and above 10% to 14% of the annual total remuneration package
130to 149% 5% to 9% of the annual total remuneration package
101% to 129% No reward
81% -100% No reward
(80% and below) Compulsory Performance Counseling
RANGE | SCORE % Bonus RANGE SCORE % Bonus
164 and above 14 149 9
163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 8.2
160 12.85 145 8
159 12.565 144 7.8
158 12.28 143 7.6
157 11.995 142 7.4
156 11.71 141 7.2
155 11.425 140 7
154 11.14 139 6.8
153 10.855 138 6.6
152 10.57 137 6.4
151 10.285 136 6.2
150 10 135 6
, 134 5.8
133 5.6
132 5.4
131 5.2
130 5

14.1 In the case of unacceptable performance, the Employer—

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

14.3  May, after appropriate performance counseling and having provided the
necessary guidance and support as well as reasonable time for improvement in

Performance Contract for Section 54A Manager & Section 56 Managers Page 11
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performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

15, REWARD FOR PERFORMANCE

15.1  The annual increase will be determined by Council based on the affordability and
the stipulations of the Contract of Employment and does not in any way form part
of a reward for performance.

15.2  The payment of the reward shall be based on the period under review and results
of the performance score as stipulated in annexure A and include the following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external foctors have a negative influence on the result of the
performance, the Municipality may at its discretion decide to grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council of the
Annual Report for that financial year and after finalization of the appraisal;
15.2.4 The final outcome of the performance appraisal will determine the reward;
15.3 The rating scale shall be used for rating including the actual targets set and
contained in annexure A.
15.4 The following formula shall be used to allocate the performance bonus after the
total score has been calculated:

15.4.1. CALCULATING THE KPA PERFORMANCE

(a) Allocate score per target per KPA

{b) Multiply each score with weight per target and per KPA
{c) Add all scores per KPA and get one actual score per KPA
{d) Add all Actual Score per KPA and get the Overall Score

(e) Multiply Overall score with 33,3, get ¢ performance Score

(f} Convert the Performance Score into a percentage by multiply by 80% and you
get the percentage

NB: SAME PRINCIPLE TO THE CCR'S

16. CONSULTATION

16.1. Both parties to this agreement agree to consuft each other in the event either
party wishes to exercise a duty or function in terms of this agreement.

Performance Contract for Section 54A Manager & Section 56 Managers Page 12
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16.2.

17.

17.1

17.2

17.3

174

i7.5

Performance Contract for Section 54A Manager & Section 56 Managers

The employer agrees to inform the employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in paragraph 16.1, as
soon as is practicable to enable the employee to take any necessary action
without delfay.

CONSEQUENCE OF SUBSTANDARD PERFORNIANCE

Where the employer is at any time during the employee’s employment not
satisfied with her performance with respect to ony matter dealt with in this
Agreement, the employer will give notice to the employee to attend a meeting
with the Performance Evaluation Commitiee.

The employee shall have the opportunity at the meeting to satisfy the employer
and the panel of the measures being token to ensure that the employee’s
performance becomes satisfactory and any programme, including any dates, for
implementing these measures.

Where there is a dispute or difference as to the performance of the employee
under this agreement, the parties will confer with a view to resolving the dispute
or difference.

If at any stage thereafter the employer holds the view that the performance of
the employee is not satisfactory, the employer will, subject to compliance with
applicable labour legislation, be entitled by notice in writing to the employee to
terminate her employment in accordance with the notice period set out in the
employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the employer
to terminate the employee’s contract of employment with notice for any other
breach by the employee of her obligations to the employer or for any other valid
reason in law.

Page 13
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18,

18.1

18.2

18.3

DISPUTES

in the event that the employee is dissatisfied with any decision or action of the
employer in terms of this Agreement, or where a dispute or difference arises as to
the extent to which the employee has achieved the performance objectives and
targets established in terms of this Agreement, the employee may meet with the
Performance Evaluation Committee with a view to resolving the issue. At the
employee’s request the evaluating panel will record the outcome of the meeting
in writing.

In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer (municipal
council) by requesting that the issue be placed on the agenda of an appropriate
meeting of Council. The Council will determine a process for resolving the issue,
which will involve at least providing the employee with an opportunity to stote
his/ her case orally or in writing. At the employee’s request the Council will
record its decision on the issue in writing. The decision of the Council on the issue
will be made within 2 (two) weeks of the issue being raised, or as soon thereafter
as possible, and will be final.

The parties hereby agree that “final” shall not limit a dissatisfied party to invoke
any provisions in his/her disposal within labour and any other relevant laws.

19. GENERAL

18.1

18.2

Performance Contract for Section 54A Manager & Section 56 Managers

The contents of the Agreement and the outcome of any review conducted, will
not be confidential, and may be made available to the public by the employer,
where appropriate.

Nothing in this Agreement diminishes the obligations, duties or accountabilities
of the employee in terms of his/her contract of employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

Page 14
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20. ATTESTATION

The parties hereby agree having read, understood and received a copy of this agreement
which contents are hereby accepted in all entireties.

BT e

Thus done agdl signed at Ntabankulu on this ..... cowens Of juﬁ/c’l 2024

S

(

" g-Silchuly- gwena
M’unicipal/ Maonager

AS WITNESSES:

Performance Contract for Section 54A Manager & Section 56 Managers Page 15
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PERFORMANCE AGREEMENT: 2024/2025

Entered into by and between
NTABANKULU LOCAL MIUNICIPALITY
{The Employer)
Represented by the Ivy Sikhulu-Ngwena
Duly authorized in terms of section 57 (2} (b} of the Municipal System Act, No. 32 of 2000
AND

MZUKISI MHLIFILI

{The Employee)




INTRODUCTION

1. As provided in section 57(1) (a) of the Local Government Municipal Systems Act
32 of 2000, the council of Ntabankulu Local Municipality has entered into an
employment contract with the Chief Financial Officer, Mr. Mzukisi Mhlifili on o non-

fixed permanent employment untif reaching the age of 65.

2. Section 57 (1) (b) of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Managers and managers directly
uccountable to the municipal manager require that a performance contract be

concluded between the parties as herein undertaken.

3. The parties wish to ensure that they are clear about the goals to be
achieved and secure the commitment of the Municipal Manager reporting to the
Honourable Mayor, to u set of actions, outputs and outcomes that will ensure the
attainment of both the local government policy goals and the performance
objectives of Ntabankulu Local Municipality as enshrined in the Integrated
Development Plan.

4. This performance contract is entered into between Mzukisi Mhlifili, the Chief
Financial Officer and Ntabankulu Local municipality as represented by the Municipal
Manager, 1. Sikhulu-Ngwena and is based on the adopted Integrated Development plan
2024/2025 to 2028/2029 as developed in 2024 and the 2024/2025 Service Delivery and

Budget Implementation Plan.
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2. PURPGOSE OF THE AGREEMENT

The purpose of this Agreement is to:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

Comply with the provisions of Section 57{1)(b),(4A),(4B) and (5) of the Systems
Act as well as the Contract of Employment entered into between the parties;
Specify objectives and targets established for the Employee and to communicate
to the Employee the Employer’s expectations of the Employee’s performance
expectations and accountabilities;

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

Use the Performance contract and Performance Plan as the basis for assessing
the suitability of the Employee for continued employment and/or to

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

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

Give effect to the Employer’'s commitment to a performance-orientated
relationship with the Employee in attaining equitable and improved qualitative
and quantitative service delivery,

3. COMMENCEMENT AND DURATION

3.1

32

3.3

3.4

Performance Contract for Section 544 Manager & Section 56 Managers

Notwithstanding the date of signature hereof this Agreement shall commence
from the 1 July 2024 and shall remain in force until the 36" June 2025, where-
after a new Performance contract, Performance

Plan and Personal Development Plan shall be concluded between the parties for
the next financial year or any portion thereof within 1 month after the
commencement of the new financial vear.

This Agreement shalf terminate in its entirety on the termination of the
Employee’s contract of employment for whatever reason subject to relevant
legislative prescripts.

The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon subject to both parties reaching an agreement.

If at any time during the validity of this Agreement the work environment alters
{whether as o 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,

Page 3
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4. PERFORMANCE OBIECTIVES

4.1

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an integral
part of this agreement enshrines the following (which are concluded by mutual
consensus by parties based on key strategic documents of the Municipality):

The overalf performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context and in
lieu of the overall contributions to the goals and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM.

5.1

52

el
W

5.4

5.5

5.5.1

552

Both parties agree to participate in the performance management system that
the Employer has adopted or introduced for the Municipality, Management and
Municipal Staff.

Both parties hereby covenant to consult each other and arrive at a mutuaf
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to The Municipal
Manager respensibilities) within the local government framework.

The criterion upon which the performance of the employee is to be evaluated is
contained in annexure E and is included herein as an addendum and forms an
important part of this contract.

The Employee must be assessed of his performance in terms of the performance
indicators( inputs/outputs/outcomes) identified in the attached Performance
Plan {Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies, with a
weighting of 80 and 20 respectively are listed herewith as agreed between the
employer and employee.

The Key Performance Areas will constitute 80% of the Employee’s assessment
score, and will contain the following areas of which all of them are compulsory

Performance Contract for Section 54A Manager & Section 56 Managers Page 4
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and weights must be aifocated to each of them according to the scale of core and
functional responsibilities:

Local Economic Development

Municipal Financial Viability and Management

Good Governance & Public Participation

Basic Service Delivery

Total

5.5.3 The table below indicated six leading competencies which comprise of twenty
(20} driving competencies that communicate what is expected for effective

performance in local government

5.5.4 The competency framework further involves six (6} core competencies that act as
drivers to ensure that the leading competencies are executed at an optimal level

and Leadership

Impact and influence
Institutional performance
Management

Strategic Planning and
Management
Organisational Awareness

People
Management

Human Capital Planning and
Development

Diversity Management

Employee Relations Management
Negotiation and Dispute
Management

10%

Progrom and
Project
Management

Program and Project Planning
and Implementation

Service Delivery Management
Program and Project Monitoring
and Evaluation

30%

Financial
Management

Budget Planning and Execution
Financial Strategy and Delivery
Financial Reporting and
Maonitoring

10%

Change Leadership

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

10%

Performance Contract for Section 54A Manager & Section 56 Managers
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Governance o Policy Formulation 20%

Leadership s Risk and Compliance
Management

e (Cooperative Governance

Moral Competence 3%

Planning and Organising 5%

Analysis and Innovation 3%

Knowledge and Information Management 3%
Communication 3%

Results and Quality Focus 3%

Total 20%

6. EVALUATING PERFORMANCE

6.1. “Annexure E” to this Agreement sets out the standards and procedures for
evaluating the employee’s performance, intervals for the evoluation of employee’s
performance and recognition of outstanding performance {owarding of a
performance bonus)

6.2. Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan (contained
herein as Annexure B} as well as the actions agreed to and implementation must
take place within set time frames.

6.3. The Employee’s performance will be measured in terms of contributions to the
goals and strategies contermnplated in the Employer’s Integrated Development Plan.

6.4. The annual performance appraisal must involve—

6.4.1. An assessment of the achievement of results as outlined in the
performance plan;

6.4.2. Anassessment of each Key Performance Area according to the extent to
which the Specified standards or performance indicators have been met
and with due regard to ad hoc tasks that had to be performed;

6.4.3. A rating on the five-point scale for each Key Performance Area; and

6.4.4. The use of the applicable assessment rating calcufator to add the scores
and calculate a final Key Performance Area score.

6.5. The core competencies must be assessed—

6.5.1. According to the extent to which the specified standards have been met;
6.5.2. With an indicative rating on the five-point scale for each Criteria; and

Performance Contract for Section 544 Manager & Section 56 Managers Page 6
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6.5.3. By sing the applicable assessment rating calculator to add the scores and

calculating o final score.

6.6. Anoverall rating is colculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal,
6.7. Employee performance will be based on the following roting scale for both Key
Performance Indicators and core competencies
6.8. The performance of the Employee must be evaluated by an evaluation pane!
constituted in terms of regulation 27{4)(d}, (e) and (f) of the Regulations.

Level

Terminology

-Description

5(150%above)

Qutstanding
performance

Performance far exceeds the standard expected of
an employee at this level. The appraisal indicates
that the Employee has achieved above fully
effective results against all performance criteriag
and indicators as specified in the PA and
Performance plan and maintained this in all areas
of responsibility throughout the year.

4{130-149%

Performance significantly
above expectations

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved above
fully effective resufts against more than half of the
performance criteric and indicators and fully
achieved all others throughout the year.

3(100%

Fully effective

Performance fully meets the standards expected in
ult wreas of the job. The appraisul indicates that the
Employee has fully achieved effective results
ogainst all significant performance criterio and
indicators as specified in the PA and Performance
Plan.

2(819-99%)

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. The
review/assessment indicates that the employee
has achieved below fully effective results against
maore than half the key performance criteria and
Indicators as specified in the PA and Performance
Flan.

Performance Contract for Section 54A Manager & Section 56 Managers Page 7
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Level Terminology

Description

Unacceptable

1{80% and
performance

helow}

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance
criteria and indicators as specified in the PA and
Performance Plan. The employee has foiled to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite  management efforts to encourage
improvement.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

First quarter July to September Before end October

Mid term October to December Before end Janugary

Third quarter January to March Before end April

Annual July-tune 2 months after the issuing of the
Audit Report

8.1 The reviews in the first and third quarter may be verbal if performance is

satisfactory.

8.2 The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based on
the Employer’s assessment of the Employee’s performance.,

8.3 The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, implemented or amended,
provided that the Employee is consulted before any such change is made.

8.4 The work performance and performance review will not be confined and limited
to the performance plan; any incidental work outside the performance plan

shall be performed and evaluated accordingly.

Performance Contract for Section 54A Manager & Section 56 Managers
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9. DEVELOPMIENTAL REQUIREMENTS

9.1 The Personal Development Plan (PDP)is attached herein as annexure B and forms
an integral part of this agreement for addressing developmental gaps

9.2 Both parties hereby agree to uphold the filling of gaps identified in the PDP

10. OBLIGATIONS OF THE EMPLOYER

The Employer shall —

10.1  Create an enabling environment to facilitate effective performance by the
employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Emplovee;

10.4  On the request of the Employee delegate such powers reasonably required by the
Employee to enabie him/ her to meet the performance objectives and targets
established in terms of this Agreement; and

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

11. EMPLOYEE OBLIGATIONS

11.1 The employee is obliged to perform her functions to the best of her abilities and

shall as far as is practically possible endeavour to meet the standards of

performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the Municipality

at all times

11.3 The employee shall be responsible for the completion or execution of the specific
programs identified in her service delivery and budget implementation plans or

KPA’s within the timeframes agreed upon.

Performance Contract for Section 54A Manager & Section 56 Managers Page 9
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11.4 The employee shall co-operate with the employer in conducting the performance

review.

12, EMPLOYER RIGHTS

The employer shall be entitled to:
12.1 Expect the employee to perform as agreed;

12.2  Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform a
special project not envisaged in his/her job description or service delivery and
budget implementation plan.

12.3  Such circumstances as contemplated above shall be taken into account when the
employee’s performance is evaluated.

12.4  Take such corrective action or impose such disciplinary action or award such
incentives as per policy.

13. EMPLOYEE RIGHTS

13.1  The employee shall be entitled to such co-operation and support as is reasonably
required for him/her to perform his/her duties to the standard required of
him/her.

13.2 In particular where a Personal Development Plan has identified a need for
capacity building or training or other forms of support, the employee shall be
entitled to receive same, bearing in mind relevant budgetary and other
constraints which may not though be unreasonably withheld.

13.3 The employee shall be entitled to such corrective action remedies and/or
incentives as are applicable depending on the outcome of his/her performance
reviews.

14 MANAGEMENT OF EVALUATION QUTCOMES

14.1 The following table will be used to determine the payment of performance bonus
to performance contract employees:

FINAL SCORE BONUS/REWARD
150 and above 10% to 14% of the annual total remuneration package
Performance Contract for Section 544 Manager & Section 56 Managers Page 10



130to 149% 5% to 9% of the annual total remuneration package
101% to 129% No reward
81% -100% No reward
(80% and below) Compulsory Performance Counseling
RANGE | 5CORE % Bonus SCORE % Bonus
164 and above 14 149 9
163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 8.2
160 12.85 145 8
159 12.565 144 7.8
158 12.28 143 7.6
i57 11.995 142 7.4
156 11.71 141 7.2
155 11.425 140 7
154 11.14 1389 6.8
153 10.855 138 6.6
152 10.57 137 6.4
151 10.285 i36 6.2
150 10 i35 6
, 134 5.8
133 5.6
132 5.4
131 52
130 5

14.1 Inthe case of unacceptable performance, the Employer—

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

14.3  May, after appropriate performance counseling and having provided the
necessary guidance and support as well as reasonable time for improvement in
performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

15, REWARD FOR PERFORMARNCE
15.1 The annual increase will be determined by Council based on the affordability and

the stipulations of the Contract of Employment and does not in any way form part
of a reward for performance.

Performance Contract for Section 54A Manager & Section 56 Managers Page 11
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15.2 The payment of the reward shall be based on the period under review and resuits
of the performance score as stipulated in annexure A and include the following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external factors have a negative influence on the result of the
performance, the Municipality may at its discretion decide to grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council of the
Annual Report for that financial year and after finalization of the appraisal;
15.2.4 The final outcome of the performance appraisal will determine the reward:
15.3 The rating scale shall be used for rating including the actual targets set and
contained in annexure A.
15.4  The following formula shall be used to allocate the performance bonus after the
total score has been calculated:

15.4.1. CALCULATING THE KPA PERFORMARNCE

{a) Allocate score per target per KPA

(b} Multiply each score with weight per target and per KPA
{c) Add all scores per KPA and get one actual score per KPA
(d} Add all Actual Score per KPA and get the Overall Score

{e) Muitiply Overall score with 33,3, get o performance Score

{f} Convert the Performance Score into a percentage by muitiply by 80% and you
get the percentage

NB: SAME PRINCIPLE TO THE CCR'S

i6. CONSULTATION

16.1. Both parties to this agreement agree to consult each other in the event either
party wishes to exercise a duty or function in terms of this agreement.

16.2. The employer agrees to inform the employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in paragraph 16.1, as
soon as is practicable to enable the employee to take any necessary action
without delay.

agers

Performance Contract for Section 54A Manager & Section 56 Man
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i7.

17.1

i7.2

17.3

17.4

17.5

13.

18.1

18.2

Performance Contract for Section 54A Manager & Section 56 Managers

CONSEQUENCE OF SUBSTANDARD PERFORMARNCE

Where the employer is at any time during the employee’s employment not
satisfied with her performance with respect to any matter dealt with in this
Agreement, the employer will give notice to the employee to attend a meeting
with the Performance Evaluation Committee.

The employee shall have the opportunity at the meeting to satisfy the employer
and the panel of the measures being taken to ensure that the employee’s
performance becomes satisfactory and any programme, including any dates, for
implementing these measures.

Where there is o dispute or difference as to the performance of the employee
under this agreement, the parties will confer with a view to resolving the dispute
or difference.

If at any stage thereafter the employer holds the view that the performance of
the employee is not satisfactory, the employer will, subject to compliance with
applicable labour legislation, be entitled by notice in writing to the employee to
terminate her employment in accordance with the notice period set out in the
employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the employer
to terminate the employee’s contract of employment with notice for any other
breach by the employee of her obligations to the employer or for any other valid
reason in faw.

DISPUTES

In the event that the employee is dissatisfied with any decision or action of the
employer in terms of this Agreement, or where a dispute or difference arises as to
the extent to which the employee has achieved the performance objectives and
targets established in terms of this Agreement, the employvee may meet with the
Performance Evaluation Committee with a view to resolving the issue. At the
employee’s request the evaluating panel will record the outcome of the meeting
in writing.

In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer {municipal
councif} by requesting that the issue be placed on the agenda of an appropriate
meeting of Council. The Council will determine a process for resolving the issue,
which will involve at least providing the employee with an opportunity to state
his/ her case orally or in writing. At the employee’s request the Council will
record its decision on the issue in writing. The decision of the Council on the issue
wifl be made within 2 (two) weeks of the issue being raised, or as soon thereafter
as possible, and will be final.

Page 13
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18.3 The parties hereby agree that “final” shall not limit a dissatisfied party to invoke
any provisions in his/her disposal within labour and any other relevant laws.

18. GENERAL

19.1 The contents of the Agreement and the outcome of any review conducted, will
not be confidential, and may be made available to the public by the employer,
where appropriate.

18.2  Nothing in this Agreement diminishes the obligations, duties or accountabilities
of the employee in terms of his/her contract of employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

20. ATTESTATION

The parties hereby agree having read, understood and received a copy of this agreement

which contents are hereby accepted in all entireties.

v
Thus done and signed at Ntabankulu on this jw% ofbe?%i 2024

AS

—’eﬁb Mzukiéi Mhlifili

Chief Finoncial Officer

1. SikB%Mquena

Chief Financial Officer

Performance Contract for Section 544 Manager & Section 56 Managers Page 14
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PERFORMANCE AGREEMENT: 2024-2025

Entered into by and between

NTABANKULU LOCAL MUNICIPALITY
(The Employer)
Represented by: Ivy Sikhulu-Ngwena
Duly authorized in terms of section 57 (2) (b) of the Municipal System Act, No. 32 of 2000
AND

Mandisile Pierre Vakalisa
(The Employee)

e L e O S PR e ne s
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INTRODUCTION

1. As provided in section 57(1) (a) of the Local Government Municipal Systems Act
32 of 2000, the council of Ntabankuly Local Municipality has entered into an
employment contract with the Director: Development Planning on a non-fixed

permanent employment until reaching the age of 65.

2. Section 57 (1) (b) of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Managers and managers directly
accountable to the municipal manager require that o performonce contract be

concluded between the parties as herein undertaken.

3. The parties wish to ensure that they are clear about the goals to be achieved and
secure the commitment of the Municipal Manager reporting to the Honourable Mayor,
to a set of aciions, outputs and outcomes that will ensure the attainment of both the
local government policy goals and the performance objectives of Ntabankulu Local

Municipality as enshrined in the Integrated Development Plan.

4. This performance contract is entered into between: Mandisile Pierre Vakalisa, the
Director Development Planning and Ntabankulu Local municipality as represented by the
Municipal Manager, 1. Sikhulu-Nqwena and js based on the adopted Integrated
Development plan 2024-2025 to 2027/2028 os developed in 2024 and the 2024-2025

Service Delivery Budget Implementation Plan.

Performance Contract for Section 54A Manager & Section 56 Managers Page 2



2. PURPOSE GF THE AGREEMENT

The purpose of this Agreement is to:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

Comply with the provisions of Section 57{1)(b),(4A), (4B) and (5} of the Systems
Act as well as the Contract of Employment entered into between the parties;
Specify objectives and targets established for the Employee and to communicate
to the Employee the Employer’s expectations of the Employee’s performance
expectations and accountabilities,

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

Use the Performance contract and Performance Plan as the basis for assessing
the suitability of the Employee for continued employment and/or to

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

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

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

3. COMMENCEMENT AND DURATION

3.1

3.2

3.3

34

Notwithstanding the date of signature hereof this Agreement shall commence
from the 01 July 2024 and shall remain in force until the 30" June 2025, where-
after a new Performance contract, Performance Plan and Personal Development
Plan shall be concluded between the parties for the next financial year or any
portion thereof within 1 month after the commencement of the new financial
year.

This Agreement shall terminate in its entirety on the termination of the
Employee’s contract of employment for whatever reason subject to relevant
legislative prescripis.

The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon subject to both parties reaching an agreement.

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

Performance Contract for Section 54A Manager & Section 56 Managers Page 3



4, PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an integral
part of this agreement enshrines the following (which are concluded by mutual
consensus by parties based on key strotegic documents of the Municipality):

The overall performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context and in
lieu of the overall contributions to the goals and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM.

5.1

52

5.3

5.4

5.5

55.1

5.5.2

Both parties agree to participate in the performance management system that
the Employer has adopted or introduced for the Municipality, Management and
Municipal Staff.

Both parties hereby covenant to consuli each other and arrive at a mutual
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to The Municipal
Manager responsibilities) within the local government framework.

The criterion upon which the performance of the employee is to be evaluated is
contained in annexure E and is included herein as an addendum and forms an
important part of this contract.

The Employee must be assessed her performance in terms of the performance
indicators( inputs/outputs/outcomes) identified in the attached Performance
Plan (Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies, with a
weighting of 80 and 20 respectively are listed herewith as agreed between the
employer and employee.

The Key Performance Areas will constitute 80% of the Employee’s assessment
score, and will contain the following areas of which all of them are compulsory

Performance Contract for Section 54A Manager & Section 56 Managers Page 4



and weights must be allocated to each of them according to the scale of core and
functional responsibilities:

Municipal

lnstitutional

Deelopment and

10%
organizational Transformation
Basic Service Delivery 10%
Local Economic Development 40%
Municipal Financial Viability and Management 10%
Good Governance & Public Participation 10%
Total 80%

5.5.3 The table below indicated six leading competencies which comprise of twenty

(20) driving competencies that communicate what is expected for effective

performance in local government

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

Strategic Direction e |mpact and influence 25%
and Leadership e [nstitutional performance
Management
e Strategic Planning and
Management
e Organisational Awareness
People e Human Capital Planning and 10%
Management Development
e Diversity Management
e Employee Relations Management
e Negotiation and Dispute
Management
Program and e Program and Project Planning 15%
Project and Implementation
Management e Service Delivery Management
e Program and Project Monitoring
and Evaluation
Financial e Budget Planning and Execution 10%
Management e Financial Strategy and Delivery
e Financial Reporting and
Monitoring
Change Leadership e Change Vision and Strategy 10%

Process Design and Improvement

e e s e e e e e
Performance Contract for Section 54A Manager & Section 56 Managers
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e Change Impact Monitoring and

Evaluation
Governance e Policy Formulation 10%
Leadership e Risk and Compliance

Management

e (Cooperative Governance

Moral Competence 4%

Planning and Organising 3%

Analysis and Innovation 4%

Knowledge and Information Management 3%
Communication 3%

Results and Quality Focus 3%
Total 20%

6. EVALUATING PERFORMANCE

6.1.

“Annexure E” to this Agreement sets out the standards and procedures for
evaluating the employee’s performance, intervals for the evaluation of employee’s
performance and recognition of outstanding performance (awarding of a
performance bonus)

6.2. Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan (contained
herein as Annexure B) as well as the actions agreed to and implementation must
take place within set time frames.

6.3. The Employee’s performance will be measured in terms of contributions to the
goals and strategies contemplated in the Employer’s Integrated Development Plan.
6.4. The annual performance appraisal must involve—

6.4.1.

6.4.2.

6.4.3.
6.4.4.

An assessment of the achievement of results as outlined in the
performance plan;

An assessment of each Key Performance Area according to the extent to
which the Specified standards or performance indicators have been met
and with due regard to ad hoc tasks that had to be performed;

A rating on the five-point scale for each Key Performance Area; and

The use of the applicable assessment rating calculator to add the scores
and calculate a final Key Performance Area score.

6.5. The core competencies must be assessed—

m
Performance Contract for Section 54A Manager & Section 56 Managers Page 6
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6.5.1.
6.5.2.
6.5.3.

According to the extent to which the specified standards have been met;
With an indicative rating on the five-point scale for each Criteria; and

By sing the applicable assessment rating calculator to add the scores and
calculating a final score.

6.6. An overall rating is calculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal.
6.7. Employee performance will be based on the following rating scale for both Key
Performance Indicators and core competencies
6.8. The performance of the Employee must be evaluated by an evaluation panel
constituted in terms of regulation 27(4)(d), (e) and (f} of the Regulations.

Level Terminology - | Deseription
Performance far exceeds the standard expected of
an employee at this level. The appraisal indicates
Outstanding that the Employee has achieved above fully
5{150%above) | performance effective results against all performance criteria

and indicators as specified in the PA and
Performance plan and maintained this in all areas
of responsibility throughout the year.

4(130-149%)

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved above
fully effective results against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.

Performance significantly
above expectations

3(100%)

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

Fully effective

2(81%-99%])

Performance is below the standard required for
the job in key areas. Performance meets some of
the standards expected for the job. The
Performance not fully | review/assessment indicates that the employee
effective has achieved below fully effective results against
more than half the key performance criteria and
Indicators as specified in the PA and Performance
Plan.

Performance Contract for Section 54A Manager & Section 56 Managers Page 7
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Level Terminology Description

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance
criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite management efforts to encourage
improvement.

Unacceptable

1(80% and
performance

below)

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

First quarter July to September Before end October

Mid term October to December Before end January

Third quarter January to March Before end April

Annual July-June 2 months after the issuing of the
Audit Report

8.1 The reviews in the first and third quarter may be verbal if performance is
satisfactory.

8.2 The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based on
the Employer’s assessment of the Employee’s performance.

8.3 The Employer may amend the provisions of the Performance Plan whenever the
performance management system is adopted, implemented or amended,
provided that the Employee is consulted before any such change is made.

e e e e e
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8.4 The work performance and performance review will not be confined and limited
to the performance plan; any incidental work outside the performance plan
shall be performed and evaluated accordingly.

9. DEVELOPMENTAL REQUIREMENTS

9.1 The Personal Development Plan (PDP)is attached herein as annexure B and forms
an integral part of this agreement for addressing developmental gaps

8.2 Both parties hereby agree to uphald the filling of gaps identified in the PDP

10. OBLIGATIONS OF THE ENMIPLOYER

The Employer shall -

10.1 Create an enabling environment to facilitate effective performance by the
employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Employee;

10.4  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

10.5 Make avaoilable to the Employee such resources as the Employee may reasonably
require from time to time assisting him/ her to meet the performance objectives
and torgets established in terms of this agreement.

11. EMPLOYEE OBLIGATIONS

11.1 The employee is obliged to perform her functions to the best of her abilities and

shall as far as is practically possible endeavour to meet the standards of

performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the Municipality

at all times

Performance Contract for Section 544 Manager & Section 56 Managers Page 9
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11.3 The employee shall be responsible for the completion or execution of the specific
programs identified in her service delivery and budget implementation plans or

KPA’s within the timeframes agreed upon.

11.4 The employee shall co-operate with the employer in conducting the performance

review.

12, EMIPLOYER RIGHTS

The employer shall be entitled to:
12.1  FExpect the employee to perform as agreed;

12.2  Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform a
special project not envisaged in his/her job description or service delivery and
budget implementation plan.

12.3  Such circumstances as contemplated above shall be taken into account when the
employee’s performance is evaluated.

12.4  Take such corrective action or impose such disciplinary action or award such
incentives as per policy.

i3, EMIPLOYEE RIGHTS

13.1 The employee shall be entitled to such co-operation and support as is reasonably
required for him/her to perform his/her duties to the standard required of
him/her.

13.2 In particular where a Personal Development Plan has identified a need for
capacity building or training or other forms of support, the employee shall be
entitled to receive same, bearing in mind relevant budgetary and other
constraints which may not though be unreasonably withheld.

13.3 The employee shall be entitled to such corrective action remedies and/or
incentives as are applicable depending on the outcome of his/her performance
reviews.

Performance Contract for Section 544 Manage & Section 56 Managers Page 10
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14 MANAGEMENT OF EVALUATION OUTCOMES

14.1 The following table will be used to determine the payment of performance bonus
to performance contract employees:

FINAL SCORE BONUS/REWARD
150 and above 10% to 14% of the annual total remuneration package
130 to 149% 5% to 9% of the annual total remuneration package
101% to 129% No reward
81% -100% No reward
(80% and below) Compulsory Performance Counseling
RANGE | SCORE % Bonus RANGE SCORE % Bonus
164 and above 14 149 9
163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 8.2
160 12.85 145 8
159 12.565 144 7.8
158 12.28 143 7.6
157 11.995 142 7.4
156 11.73 141 7.2
155 11.425 140 &
154 11.14 139 6.8
153 10.855 138 6.6
152 10.57 137 6.4
151|  10.285 136 6.2
150 10 135 6
, 134 5.8
133 5.6
132 54
131 52
130 5

14.1  In the case of unacceptable performance, the Employer—

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

14.3  May, after appropriate performance counseling and having provided the
necessary guidance and support as well as reasonable time for improvement in

e e e e
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performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

15, REWARD FOR PERFORMANCE

15.1 The annual increase will be determined by Council based on the affordability and
the stipulations of the Contract of Employment and does not in any way form part
of a reward for performance.

15.2  The payment of the reward shall be based on the period under review and results
of the performance score as stipulated in annexure A and include the following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external factors have o negative influence on the result of the
performance, the Municipality may at its discretion decide to grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council of the
Annual Report for that financial year and after finalization of the approisal;
15.2.4 The final outcome of the performance appraisal will determine the reward;
15.3 The rating scale shall be used for rating including the actual targets set and
contained in annexure A.
15.4  The following formula shall be used to allocate the performance bonus after the
total score has been colculated:

15.4.1. CALCULATING THE KPA PERFORMANCE

(a) Allocate score per target per KPA

{b) Multiply each score with weight per target and per KPA
(c) Add all scores per KPA and get one actual score per KPA
(d) Add afl Actual Score per KPA and get the Overall Score

(e} Multiply Overall score with 33,3, get a performance Score

(f) Convert the Performance Score into a percentage by multiply by 80% and you
get the percentage

NB: SAME PRINCIPLE TO THE CCR’S

16. CONSULTATION

16.1. Both parties to this agreement agree to consult each other in the event either
party wishes to exercise a duty or function in terms of this agreement.

rformance Contract for Section 544 Manager & Section 56 Managers Page 1
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16.2.

iz.

171

17.2

17.3

174

17.5

Performance Contract for Section 54A Manager & Section 56 Managers

The employer agrees to inform the employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in paragraph 16.1, as
soon as is practicoble to enable the employee to take any necessary action
without delay.

CONSEQUENCE OF SUBSTANDARD PERFORMANCE

Where the employer is ot any time during the employee’s employment not
satisfied with her performance with respect to any matier dealt with in this
Agreement, the employer will give notice to the employee to attend o meeting
with the Performance Evaluation Committee.

The employee shall have the opportunity at the meeting to saiisfy the employer
and the panel of the measures being taken to ensure that the employee’s
performance becomes satisfactory and any programme, including any dates, for
implementing these measures.

Where there is a dispute or difference as to the performance of the employee
under this agreement, the parties will confer with g view to resolving the dispute
or difference.

If at any stage thereafter the employer holds the view that the performance of
the employee is not satisfactory, the employer will, subject to complionce with
applicable labour legislation, be entitled by notice in writing to the emplaoyee to
terminate her employment in accordance with the notice period set out in the
employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the employer
to terminate the employee’s contract of employment with notice for any other
breach by the employee of her obligations to the employer or for any other valid
reason in law.

Page 13
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18.

18.1

18.2

18.3

DISPUTES

In the event that the employee is dissatisfied with any decision or action of the
employer in terms of this Agreement, or where a dispute or difference arises as to
the extent to which the employee has achieved the performance objectives and
targets established in terms of this Agreement, the employee may meet with the
Performance Evaluation Committee with g view to resolving the issue. At the
employee’s request the evaluating panel will record the outcome of the meeting
in writing.

In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer {municipal
councif) by requesting that the issue be placed on the agenda of an appropriate
meeting of Council. The Council will determine a process for resolving the issue,
which will involve at least providing the employee with an opportunity to state
his/ her case orally or in writing. At the employee’s request the Council will
record its decision on the issue in writing. The decision of the Council on the issue
will be made within 2 {two) weeks of the issue being raised, or as soon thereafter
as possible, and will be final.

The parties hereby agree that “final” shall not limit a dissatisfied party to invoke
any provisions in his/her disposal within labour and any other relevant laws.

19. GENERAL

19.1

18.2

The contents of the Agreement and the outcome of any review conducted, will
not be confidential, and may be made available to the public by the employer,
where appropriate.

Nothing in this Agreementi diminishes the obligations, duties or accountabilities
of the employee in terms of his/her contract of employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

Performance Contract for Section 54A Manager & Section 56 Managers Page 14
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20. ATTESTATION

The parties hereby agree having read, understood and received o copy of this agreement
which contents are hereby accepted in all entireties.

/%7 L
Thus done agd signed at Ntabankulu on this ... 0., ofj’v‘:u 2024

< M
fapn R
" vefsririran

" i-sikhulu-figwena
ﬂﬁunicipai Manager

AS WITNESSES:

(s

DIREC . R
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PERFORMANCE AGREEMENT: 2024/2025

Entered into by and between

NTABANKULU LOCAL MUNICIPALITY
{The Employer}
Represented by the lvy Sikhulu-Ngwena
Duly authorized in terms of section 57 (2} (b) of the Municipal System Act, No. 32 of 2000
AND

SOLOMON MATIWANE
(The Employee)

Performance Contract for Section 54A Manager & Section 56 Man

agers ’ Page 1




INTRODUCTION

L As provided in section 57(1) (a) of the Local Government Municipal Systems Act
32 of 2000, the council of Ntabankulu Local Municipality has entered into an
employment contract with the Director: Community Services on a non-fixed permanent

employment until reaching the age of 65.

2. Section 57 (1) (b) of the Local Government Municipal Systems Act read with the
contract of employment concluded between the employer and employee and the
Municipal performance Regulations for Municipal Managers and managers directly
accountable to the municipal manager require that a performance contract be

concluded between the parties as herein undertaken,

3. The parties wish to ensure that they are clear about the goals to be
achieved and secure the commitment of the Municipal Manager reporting to the
Honourable Mayor, to a set of actions, outputs and outcomes thot will ensure the
attoinment of both the local government policy goals and the performance
objectives of Ntabankulu Local Municipality as enshrined in the Integroted
Development Plan.

4, This performance contract is entered into between Mr. Solomon Matiwane, the
Director: Community Services and Ntabankulu Local municipality as represented by the
Municipal Manager, |. Sikhulu-Ngwena and is based on the adopted Integrated
Development plan 2024/2025 to 2027/2028 as developed in 2024 and the 2024/2025

Service Delivery Budget Implementation Plan.

Performance Contract for Section 54A Manager & Section 56 Managers Page 2
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2. PURPOSE OF THE AGREENMENT
The purpose of this Agreement is to:

2.1 Comply with the provisions of Section 57(1)(b),(4A),(4B) and (5) of the Systems
Act as well as 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 Plan (Annexure A);

2.4 Monitor and measure performance against set targeted outputs.

2.5 Use the Performance contract and Performance Plan as the basis for assessing
the suitability of the Employee for continued employment and/or to

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

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

2.8 Give effect to the Employer’s commitment to a performance-orientated
relationship with the Employee in attaining equitable and improved qualitative
and quantitative service delivery.

3. COMMENCEMENT AND DURATION

3.1 Notwithstanding the date of signature hereof this Agreement shall commence
from the 1 July 2024 and shall remain in force until the 30" June 2025, where-
after a new Performance contract, Performance
Plan and Personal Development Plan shall be concluded between the parties for
the next financial year or any portion thereof within 1 month after the
commencement of the new financial year.

3.2 This Agreement shall terminate in its entirety on the termination of the
Employee’s contract of employment for whatever reason subject to relevant
legisiative prescripts.

3.3 The contents of this Agreement may be revised at any time during the
abovementioned period to determine the applicability of the matters agreed
upon subject to both parties reaching an agreement.

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

Performance Contract for Section 54A Manager & Section 56 Managers Page
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4. PERFORMANCE OBJECTIVES

4.1

4.2

4.3

4.4

The Performance Plan included herein as Annexure A, which forms an integral
part of this agreement enshrines the following (which are concluded by mutual
consensus by parties based on key strategic documents of the Municipality):

The overall performance objectives and targets that must be met by the
Employee including the performance indicators and weightings;

The time frames for the achievement of those performance objectives and
targets;

The performance objectives shall in addition be viewed within the context and in
lieu of the overall contributions to the goals and strategies set out in the
Employer’s Integrated Development Plan.

5. PERFORMANCE MANAGEMENT SYSTEM.

5.1

52

5.3

5.4

55

551

5.5.2

Both parties agree to participate in the performance management system that
the Employer has adopted or introduced for the Municipality, Management and
Municipal Staff.

Both parties hereby covenant to consult each other and arrive at a mutual
agreement about the specific performance standards to be included in the
performance management system.

The Municipal Manager undertakes to actively focus towards the promotion and
implementation of the KPAs (including special projects relevant to The Municipal
Managet responsibilities) within the local government framework.

The criterion upon which the performance of the employee is to be evaluated is
contained in annexure E and is included herein as an addendum and forms an
important part of this contract.

The Employee must be assessed her performance in terms of the performance
indicators( inputs/outputs/outcomes) identified in the attached Performance
Plan {Annexure A)and include:

The Key Performance Areas and the Leading and Core Competencies, with a
weighting of 80 and 20 respectively are listed herewith as agreed between the
employer and employee.

The Key Performance Areas will constitute 80% of the Employee’s assessment
score, and will contain the following areas of which all of them are compuisory

Performance Contract for Sectzon 544 Manager & Sectton 56 Managers Page 4



and weights must be allocated to each of them according to the scale of core and

functional responsibilities:

Key Performance Areas (100% of Total) - e Weight %
Municipal Institutional Development and Orgamzat:onal 15
Transformation

Basic Service Delivery 25
Local Economic Development 10
Municipal Financial Viability and Management 5
Good Governance & Public Participation 25
Total 80%

5.5.3 The table below indicated six leading competencies which comprise of twenty

(20) driving competencies that communicate what is expected for effective

performance in local government.

5.5.4  The competency framework further involves six (6) core competencies that act as
drivers to ensure that the leading competencies are executed at an optimal level.

) Process Desrgn ana’ Improvement

Strategic Direction e Impact and influence 30%
and Leadership e [Institutional performance
Management
e Strategic Planning and
Management
o (Organisational Awareness
People ® Human Capital Planning and 10%
Management Development
o Diversity Management
e Employee Relations Management
e Negotiation and Dispute
Muanagement
Program and e Program and Project Planning 10%
Project and Implementation
Management e Service Delivery Management
® Program and Project Monitoring
and Evaluation
Financial e Budget Planning and Execution 10%
Management e Financial Strategy and Delivery
e Financial Reporting and
Monitoring
Change Leadership e Change Vision and Strategy 10%

Performance Contract for Section 54A Manager & Secaon 56 Managers
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e Change Impact Monitoring and

Evaluation
Governance e Policy Formulation 10%
Leadership e Risk and Compliance

Management

e Cooperative Governance

Moral Competence 3%

Planning and Organizing 5%

Analysis and Innovation 3%

Knowledge and Information Management 3%
Communication 3%

Results and Quality Focus 3%

Total 20%

6. EVALUATING PERFORMANCE

6.1. “Annexure E" to this Agreement sets out the standards and procedures for
evaluating the employee’s performance, intervals for the evaluation of employee’s
performance and recognition of outstanding performance (awarding of a
performance bonus)

6.2.  Personal growth and development needs identified during any performance
review discussion must be documented in a Personal Development Plan {contained
herein as Annexure B} as well as the actions agreed to and implementation must
take place within set time frames.

6.3. The Employee’s performance will be measured in terms of contributions to the
goals and strategies contemplated in the Employer’s Integrated Development Plan.

6.4. The annual performance appraisal must involve—

6.4.1. An assessment of the achievement of results as outlined in the
performance plan;

6.4.2.  An assessment of each Key Performance Area according to the extent to
which the Specified standards or performance indicators have been met
and with due regard to ad hoc tasks that had to be performed;

6.4.3. Arating on the five-point scale for each Key Performance Area; and

6.4.4. The use of the applicable assessment rating calculator to add the scores
and calculate a final Key Performance Area score.

6.5. The core competencies must be assessed—

Performance Contract for Section 544 Manager & Section 56 Managers Page 6
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6.5.1.
6.5.2.
6.5.3.

According to the extent to which the specified standards have been met;
With an indicative rating on the five-point scale for each Criteria; and

By sing the applicable assessment rating calculator to add the scores and
calculating a final score.

6.6. An overall rating is calculated by using the applicable assessment rating
calculator, which represents the outcome of the performance appraisal.
6.7. Employee performance will be based on the following rating scale for both Key
Performance Indicators and core competencies
6.8. The performance of the Employee must be evaluated by an evaluation panel
constituted in terms of regulation 27(4)(d), (e} and (f) of the Regulations.

Level Terminology Description
Performance far exceeds the standard expected of
an employee at this level. The appraisal indicates
Qutstanding that the Employee has achieved above fully
5{150%above) | performance effective results against all performance criteria

and indicators as specified in the PA and
Performance plan and maintained this in all areas
of responsibility throughout the year.

4(130-149%)

Performance is significantly higher than the
standard expected in the job. The appraisal
indicates that the Employee has achieved above
fully effective results against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.

Performance significantly
above expectations

3(100%)

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

Fully effective

2(81%-99%)

Performance is below the standard required for
the job in key areas. Performance meets some of
the standards expected for the job. The
Performance not fully | review/assessment indicates that the employee
effective has achieved below fully effective results against
more than half the key performance criteria and
Indicators as specified in the PA and Performance
Plan.
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Level Terminology

Description

Unacceptable

1(80%
performance

below)

and

Performance does not meet the standard expected
for the job. The review/assessment indicates that
the employee has achieved below fully effective
results against almost all of the performance
criteria and indicators as specified in the PA and
Performance Plan. The employee has failed to
demonstrate the commitment or ability to bring
performance up to the level expected in the job
despite management efforts to encourage
improvement.

8. SCHEDULE FOR PERFORMANCE REVIEWS

8.1 The performance of each Employee in relation to his or her performance
agreement must be reviewed during—

Anterval o o Tperigd. -\ Evaluation deadline

First quarter July to September Before end October

Mid term October to December Before end January

Third quarter January to March Before end April

Annual July-June 2 months after the issuing of the

Audit Report

8.1 The reviews in the first and third quarter may be verbal if performance is
satisfactory.

8.2 The reviews in the second and annual performance must be formal and the
employer must keep a record of these reviews and feedback must be based on
the Employer’s assessment of the Employee’s performance.

8.3 The Employer may amend the provisions of the Performance Plan whenever the

performance management system is adopted, implemented or amended,
provided that the Employee is consulted before any such change is made.
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8.4 The work performance and performance review will not be confined and limited
to the performance plan; any incidental work outside the performance plan
shall be performed and evaluated accordingly.

9. DEVELOPMENTAL REQUIREMENTS

5.1 The Personal Development Plan (PDP)is attached herein as annexure 8 and forms
an integral part of this agreement for addressing developmental gaps

9.2 Both parties hereby agree to uphold the filling of gaps identified in the PDP
10. OBLIGATIONS OF THE EMPLOYER
The Employer shall —

10.1  Create an enabling environment to facilitate effective performance by the
employee;

10.2  Provide access to skills development and capacity building opportunities;

10.3  Work collaboratively with the Employee to solve problems and generate solutions
to common problems that may impact on the performance of the Employee;

10.4  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

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

11. EMPLOYEE OBLIGATIONS
11.1 The employee is obliged to perform her functions to the best of her abilities and
shall as far as is practically possible endeavour to meet the standards of

performance as set out in this agreement.

11.2 The employee shall act in the good faith and in the best interest of the Municipality

at alf times

Performance Contract for Section 54A Manager & Section 56 Managers Page 9



11.3 The employee shall be responsible for the completion or execution of the specific
programs identified in her service delivery and budget implementation plans or

KPA’s within the timeframes agreed upon.

11.4 The employee shall co-operate with the employer in conducting the performance

review.

i2. EMPLOYER RIGHTS

The employer shall be entitled to:
12.1  Expect the employee to perform as agreed:

12.2 Alter the employee’s responsibilities from time to time depending on the
operational requirements of the organisation e.g. assign him/her to perform a
special project not envisaged in his/her joh description or service delivery and
budget implementation plan.

12.3  Such circumstances as contemplated above shall be taken into account when the
employee’s performance is evaluated.

12.4  Take such corrective action or impose such disciplinary action or award such
incentives as per policy.

i3. EMPLOYEE RIGHTS

13.1  The employee shall be entitled to such co-operation and support as is reasonably
required for him/her to perform his/her duties to the standard required of
him/her.

13.2  In particular where a Personal Development Plan has identified a need for
capacity building or training or other forms of support, the employee shall be
entitled to receive same, bearing in mind relevant budgetary and other
constraints which may not though be unreasonably withheld.

13.3 The employee shall be entitled to such corrective action remedies and/or
incentives as are applicable depending on the outcome of his/her performance
reviews.

Performance Contract for Section 544 Manager & Section 56 Managers Page 10



14 MANAGEMENT OF EVALUATION OUTCOMES

14.1 The following table will be used to determine the payment of performance bonus
to performance contract employees:

FINAL SCORE BONUS/REWARD
150 and above 10% to 14% of the annual total remuneration package
130to 149% 5% to 9% of the annual total remuneration package
101% to 129% No reward
81% -100% No reward
(80% and below) Compulsory Performance Counseling
RANGE | SCORE % Bonus RANGE SCORE % Bonus
164 and above 14 149 9
163 13.705 148 8.6
162 13.42 147 8.4
161 13.135 146 8.2
160 12.85 145 8
159 12.565 144 7.8
158 12.28 143 7.6
157 11.995 142 7.4
156 11.71 141 7.2
155 11.425 140 7
154 11.14 139 6.8
i53 10.855 138 6.6
152 10.57 137 6.4
151 10.285 136 6.2
150 10 135 6
, 134 5.8
133 5.6
132 54
131 52
130 5

14.1  Inthe case of unacceptable performance, the Employer—

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

14.3  May, after appropriate performance counseling and having provided the
necessary guidance and support as well as reasonable time for improvement in

Performance Contract for Section 54A Manager & Section 56 Managers Page 11
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performance, consider steps to terminate the contract of employment of the
Employee on grounds of unfitness or incapacity to carry out his or her duties.

15. REWARD FOR PERFORMANCE

15.1  The annual increase will be determined by Council based on the affordability and
the stipulations of the Contract of Employment and does not in any way form part
of a reward for performance.

15.2  The payment of the reward shall be based on the period under review and results
of the performance score as stipulated in annexure A and include the following:

15.2.1 The performance score obtained on marks by using the performance plan;
15.2.2 Where the external factors have a negative influence on the result of the
performance, the Municipality may at its discretion decide to grant a reward.
15.2.3 The reward if granted, will be paid annually only after adoption by Council of the
Annual Report for that financial year and after finalization of the appraisal;
15.2.4 The final outcome of the performance appraisal will determine the reward;
15.3  The rating scale shall be used for rating including the actual targets set and
contained in annexure A.
15.4  The following formula shall be used to alfocate the performance bonus after the
total score has been calculated:

15.4.1. CALCULATING THE KPA PERFORMANCE

(a} Allocate score per target per KPA

{b) Multiply each score with weight per target and per KPA
{c) Add all scores per KPA and get one actual score per KPA
(d) Add all Actual Score per KPA and get the Overall Score

(e) Multiply Overall score with 33,3, get o performance Score

(f} Convert the Performance Score into g percentage by multiply by 80% and you
get the percentage

NB: SAME PRINCIPLE TO THE CCR’S

16. CONSULTATION

16.1. Both parties to this agreement agree to consult each other in the event either
party WIShE'S to exercise a duty or functron in terms of this agreement

Performance Contract for Sect:on 54A Manager & Sectzon 5 6 Managers Page 12



16.2.

17.

17.1

17.2

17.3

174

i75

Performance Contract for Section 54A Manager & Section 56 Managers

The employer agrees to inform the employee of the outcome of any decisions
taken pursuant to the exercise of powers contemplated in paragraph 16.1, as
soon as is practicable to enable the employee to take any necessary action
without delay.

CONSEQUENCE OF SUBSTANDARD PERFORMANCE

Where the employer is at any time during the employee’s employment not
satisfied with her performance with respect to any matter dealt with in this
Agreement, the employer will give notice to the employee to attend a meeting
with the Performance Evaluation Committee.

The employee shall have the opportunity at the meeting to satisfy the employer
and the panel of the measures being taken to ensure that the employee’s
performance becomes satisfactory and any programme, including ony dates, for
implementing these measures.

Where there is a dispute or difference as to the performance of the employee
under this agreement, the parties will confer with a view to resolving the dispute
or difference.

If at any stage thereafter the employer holds the view that the performance of
the employee is not satisfactory, the employer will, subject to compliance with
applicable labour legisiation, be entitled by notice in writing to the employee to
terminate her employment in accordance with the notice period set out in the
employee’s contract of employment.

Nothing contained in this Agreement in any way limits the right of the employer
to terminate the employee’s contract of employment with notice for any other
breach by the employee of her obligations to the employer or for any other valid
reason in law.

Page 13
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18. DISPUTES

18.1 In the event that the employee is dissatisfied with any decision or action of the
employer in terms of this Agreement, or where a dispute or difference arises as to
the extent to which the employee has achieved the performance objectives and
targets established in terms of this Agreement, the employee may meet with the
Performance Evaluation Committee with g view to resolving the issue. At the
employee’s request the evaluating panel will record the outcome of the meeting
in writing.

18.2 In the event that the employee remains dissatisfied with the outcome of that
meeting, he/she may raise the issue in writing with the employer (municipal
council) by requesting thot the jssue be placed on the agenda of an appropriate
meeting of Council. The Council will determine o process for resolving the issue,
which will involve at least providing the employee with an opportunity to state
his/ her case orally or in writing. At the employee’s request the Council will
record its decision on the issue in writing. The decision of the Council on the issue
will be made within 2 (two) weeks of the issue being raised, or as soon thereafter
as possible, and will be final.

18.3  The parties hereby agree that “final” shall not limit a dissatisfied party to invoke
any provisions in his/her disposal within labour and any other relevant laws.

19. GENERAL

19.1  The contents of the Agreement and the outcome of any review conducted, wilf
not be confidential, and may be made available to the public by the employer,
where appropriate.

18.2  Nothing in this Agreement diminishes the obligations, duties or accountabilities
of the employee in terms of his/her contract of employment, or the effects of
existing or new regulations, circulars, policies, directives or other instruments.

Performance Contract for Section 544 Manager & Section 56 Managers Page 14
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20. ATTESTATION

The parties hereby agree having read, understood and received a copy of this agreement
which contents are hereby accepted in all entireties.

\\_Jﬁjkhulu-f{!qwena
Municipal Manoger

AS WITNESSES:

S. Matiwdneg
Director: Community Services

Performance Contract for Section 544

Manager & Section 56 Managers Page 15
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SOLAMON PAATIRANE

Dirertor Community Services

RE COMPETENCY REQIS

DIRECTORATE:DIRECTOR TECHNICAL SERVICES

Authorised Supervisor: Name

Supervlzer ksb Titde

Supensisor's Employes Rumber

Superviiors Spnature
@
Date
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FINANCIALYEAR 2023/2024
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Strategic Direction and Leadership

Impact and influence

Institutional performance Management

Strategic Planning and Management

Organisational Awareness

People Management

Human Capital Planning and Development

30%

Diversity Management

Employee Relations Management

Negotiation and Dispute Management

10%

Program and Project Management

Program and Project Planning and
Implementation

Service Delivery Management

Program and Project Monitoring and
Evaluation

10%

Financial Management

Budget Planning and Execution

Financial Strategy and Delivery

Financial Reporting and Monitoring

10%

Change Leadership

Change Vision and Strategy

Process Design and Improvement

Change Impact Monitoring and Evaluation

10%

Governance Leadership

Policy Formulation

Risk and Compliance Management

Cooperative Governance

10%

[CORE COMPETENCIES (Drivers to ensure exe

Moral Competence

3%

Planning and Organising 5%
Analysis and Innovation 3%
Knowledge and Information Management 3%
Communication 3%

Results and Quality Focus 3%
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