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ENTERED INTO BY AND BETWEEN:

The Municipality herein represented by Theetse Solomon Roger Nkhumise in his capacity as
Municipal Manager (hereinafter referred to as the Employer or Supervisor)

and

Phafswana Grace Rasesepa Employee of the Municipality (hereinafter referred to as the Employee).
§

WHEREBY IT |5 AGREED AS FOLLOWS:

' to ‘nsure that there s comphance wnth Sectlons S? {4

1. lntroduct:on
- znd secure the comm|tment of the Empioyee te a
securﬂ acai gavemmen‘c pohcy goals :
1a 4'The Partles
N de}_a_n_d,S?( }oftheSystemsAct :
.. Pufpose of this = 7

‘Agregment

the employer’s expectatzons of

';' accountabll:tles i alignmetit’ with' the Integ aied Deve,lo

e Deiwery ang: Budget; lmplementatmn Plan (SDB B
mummpaluy o

S employee

L :'G_E.ve' i_effect_‘_ to:
- relationiship: wi




3. Commencemen
" cand durdtion

' after the begmn:ng of each successwe ﬁnaric:[al year

*'Thls Agreement wull termmate on the termmatxcn Df the Employee s.con
of employment fuf any reaso :

: contents shatl zmmed1ateiy be re\nsed

extent that the contents ﬂf thls Agreement are ho longer approprzete, the

Performance
' O bjectives

T-he P_eﬁarmance 'P’lénﬁ (ﬁA'nhe_:k'e s“e Aﬂ}msets-outﬂw .

411

- 412 ° Core tompetenciss required from employees. . : -
4.1.3 - The performance objectives; Xey performance mdxcatoxs ana? targéts”
o that must be ‘met by the Employee.. ' g 55
. 4.1.4° " The ‘time frames wtthm whsch those performance objectlves an

‘fargébs. must be met.-

: The performance objectlves, ke\,f performance |ndtcators and ’targe?:s refle =l
in Anriekure A are sat’ by the Employer ifi carsultation:with the Employee an
} -based on the Jntegratecé Devetopment Pien Serwce Deilvery :and 'Bu e

421 "The strategrc objectwes descrzbe the stratemc mten ‘
s orgamsationthat needs 10 be ach eved T
: 4;.'2.2 « . The strategn: pelformance mdmators pmwde Lhe detalis of_,_

| evidence t{nat must be prowcfed to show that B ke"
-’-achleved ST

Key Perfon maﬂce Areas that the employee should focus on

- __ Sy_stem,

o '_-that the Empi oyer adepts"' i
e .'.'_mumcnpalstaff ofthe Employe

0 7
s

B



) :appllcable 6. the Employee

_The Empiovee undertakes t actwely focus towards the promotlen nand'
amplementatlon of the KPA's (mclndmg spec;al projects relevant toth
v emp[oyee 5 respons;bmhes) Wlthm the Ieca§ gevemment framewerk

UES - Tha! cntena upon wh:ch the performance of the Empieyee shall be assesse
- shall consist of twa tomponsnts, Key Perfcrmance Areas and corg Compe :
_Re_quwe_meﬁts, both ef Wthh shall’ be- .centasned m the - Performance"
'.-Agreemeht. SRR

551 The Employee must he assessad’ agamst both components, wnth
- weighting of 80:20 allocated to the ¥ey Performance Areas {¥PA’s) an
the Core Competency Reqmrements (CCRs) respectweiy

o 552 '_KPA’S cover mg the’ mem areas of work w;ll account for 89% and e
' SR w;Ei accouni’f‘os 20% of the final assessment .

S _.S.S;B Each atea of & assessment wa{l be welghted P wxll contnbute 3 speuﬁ
. ‘parttothe total score B

5.6 - The Employee s assessment will be based on hss /’ her per"“ormance n terms o

. the key perfarmance indicatar otztputs 4 outcomes identified ‘as ger attach
: 'Performanee Pian (Annexure A, “which are linked o' the; KPA'S, anri Wi
 constitute 86% of tha “ovarall assessment result as per the weughtmgs agreeei 0
_ _between the Emp]oyer and Employee. : : :

: IKey Performance Areas [KPA s)
{8unicinal Institutional Develcpmeﬂt and Transfermetaon
Basic Service Dalivery -+
lLogal Esonemic Developmeni { E_ED)
. |punicipal Financial Viability and Management 7
= |Good: Gevemance and Pubhc Partic:pat on

Tofal i

. Manager 3 responslbshtles are also directed m terms of the abouemenﬁ
'.-_'key performance areas s the case af managers darectiy accountable

ijCRs tlzat Fre- cleerheci ‘tobe ost crztfcal for the Employee G specaﬂc Jet} 5
'_be selected {V) from the |lSt below as; agreed to hetween the ‘Byriploye




k._CORE MANAGERIAL COMPETENCIES (CMC}

?-Stfaieglc Capablhty and Leader i}

Programme and Project Managemen
" Financiaf Managsment . -
1 'Chéngs Mansgement -+~
Knowledde Mandgément. : :
| Service Delivery Innovation 5.

- Problem Selving and Analysis .

 Peopls [Management and Empowerment -
* Client Orientation and Cuslomer Focas :

Commufilcaion

'ﬂccountablhzy and Ehical Conduct .

: Totai percentage

o L As pub 1&:hed :md éelmed mthm the Draﬂ Cempetem) Gu;delmeq Gm:emmam
G’xzelta 23 March 2007 . : IRERR L
= Compulsmv for Mummpal \'Iameei

6. Evaluating -
Performance -

_The Perform'ah&e:P[an {An‘he'xij'x;g }Slj:'{o th‘is' Ag';‘ni‘.e"emier;f sefs j'ou't

in addition review the Employee 5 performarzce at any stage whnle the cantract
of em;}loyment remams in fosce :

' -?ersonal growth aad deveiopment neeés |dentlf|eé durmg any performanc

. @s the actions agreed to and Jmplementatlon must take piace wnthm setim
e frames : B . T
o ‘stlategac objectwes and strategles set ouit in the Empioye» s ED?

g5 -'The Annual performance appraxsal wn%l mvolve

.'6;.5*.1 Assessment of the achuevement of results as outimed_m th

Perfurmance Pian

{a).- :Each KPA should ba assessed accordmg to the extent Io
- _the specsﬂed standards -or performanc_e lndicators have‘ gt

C6AE The siandards and procedures for evaluaimg the' Emplsyee
ﬁ'performance.;. : o :
R The m’servals fur the evaiuat:cm ofthe Empioyee g perfmmancn :
16.2  Despite the estab ishiment ef agreed mtervais for evaluatlon the Emp!oyex may ;

rewew discusgion must be: documented in.a Personal Deveiopment Pian, as.well




6.5.3.

U An Gvera] ratlng is calculated by using the apphcable assessmen

The assessment of the performance oi" the Employee wnl be based o th
followsng ratmg scale for KPA s an{i CCRS : : i

RS The app]icable assessment ratmgs and scar _

4‘.:”('2'1) '.Each CCR shauld be assessed accordmﬂ to the' ""xtent

f!nal K?A score

Assessmen 'af the CCRs

RO .the specn‘led standards have been met

(b) _:An md;catxve ratmg on. the .we pomt scale should he p vxde
' 'foreachCCR R PR : R

S (o] "Thus ratmg shouid be mu[tlphed by the weEghtmg gwen ta 2ac
' - CER durmg the contras:tmg prucess to provsde ascore i

(d]":The applzcable assc-ssment z‘atmg calculator (refer to para_grap
ST E51) must then be useci tcr add the scores ar;d calcuiate af
CER score : :

Ovearall ratin'g: i
" rating calculator, Such overall.rating represents the outeomes of

"vaneus waghted ;’atlngs contained In the perfarman =k Plaz‘n wh
: represents the outccme of the performance appralsal B

| Rating

Termmology L Description ) U % Scorat

: : Outstandmg Performance.. far exceeds: the;ﬁ T
5 : staitdard expected Tof R BT (Y
. perfarmance . S Lo S % SRR

: ! .'empi‘oyee._at_thlsieve[ o Ao

i | Performance . | Performance ' Is significantly 1

4 “sigrificantly <0 | higher - than''the -stahdard | i

©oepahove expec‘zed i thEJOb '
expectations = | : .
Pl ;?erformam:e fully meets Lhe::
3 - | Fully effective 7 standards expected in aH areas

: (R E'ofthe]oh P

L N _?erformance : 'iaeiow j;,t'he

© el Performance o | standard reqwreé for the job in

22 e photfully 7 key areas! “Pesformarnce meats:

Lot leffective 0| some of th stanéards exp’ected.

2 ;forthe ;ob

0] Unaeceptable

' fup to the fev ( "jiihe'f"
Job desplte management efforts:

: 'to encourage fmprovement'f-'_




M[—“or the purpose of evaluatmg the perfermance of the sectlon

E 6.7.7 ‘Chairperson 6f. the perforrnance audtt commlttee
678 Mamberof the mavyoral committes -
5,79 Mumc;pal managerfrom another mumctpaljty

The manager mspansnb!e for human resourees of the mummpallty mus% prowde

Mummpal Manager

secretariat s@rvices to the evaluatlon pane!s referred to i[] sub—regulatlans (c%

i\ . Performance .
5. Reviews

SIS

72

Er

63
TR L edle)
.-'_7.":Sci'{eduiefof N P

e

. :Agreement shall be. ;ev;ewad within ' the month folicwmg the: quarters aK
", indicated with the Understandmg thatraviews In the ﬁrst and Lhird quar{er may
" be. Verbal if performa rce is satlsfaciory : .

: Second quartér : October — Dacember2010, {fanuary 2011) e :j-.':::
. Third quarter Jaﬂuary March 2611 {April 2011}

-Fourth quaé’ter Apnl —June 2011 o {July 2011}

_The Emgleyer shall keep a record of the mld year rewew and annu
o _'assessment meetlngs ' : >
57'.3_ ' ?erformance feedback shal be based on the :mplo‘,fer 5 assessment of heé
: Employees performance : Sl

- provisions of Annaxuré “A” from time to time for operational reasons
Empioyee will ber fu[ly consuited before aﬂy such cha nge 15 made

The Employex rnay amend the prowsmns of Annexure A whenever ﬁhe
. performance management system ig adopted lmpiemented and {or amend

each Empioyee in; relatxon £ Rig: f her. Performanc

Tha: performance !

First jquarter- :J u;\'/_ - Se_ptember 2010 L {:Octoher 2010)

The Empioyer wilt be entltled to review and ake |easonable changes to {he_

as the case'may he
|change is made

that case “the Em playee will be fully eo nsuited

‘8. Developmiental
 Reguirenients |

- The Personal Develnpment PI i
o ;'-Annexure B.. )

, {P_DP) for é'\iﬁdre's_si:ng fev) eaﬁ__t_a'lng_a'p's,i's;; attdc

. the Employet

L
i
1
i
:

5 Gbiigatons ot

21 . TH

912 f

SRR TR ff

Prowde access e'-i';__sk‘qj}'s} develapmenfancﬁcap i




- _'reasonably requwe fro i
 performance objectiv
‘Agregment. - -

| 10.Consultation -

Gf the powers will have amcngst others -

-

' 1;1.1‘.1 A dxrect effect on the performa nce- of any of the Employee § runctaon

L 10,'_1_;-2 Commit Lhe Empioyee to ;mpiement or to gwe effect o a dec:smn

"'made by the Employer
10.1.3 'A-substa'ntial f,inanciel effecf‘dn_t'he Employe‘r';" '

The Empioyer agrees 10 mform the EmpEoyee of the outcome of amr dec:srons

= taken pursuant to the exercise of powers contemplated. if. 10. 1 as soon ‘as is
.practicable to enabie the E.mpleyee_ totaké any necessary action without d___eley, :
11. Management of & - : - BN
- Evaluation 1E1 0 The evaluatlon of the Employees perf@rmance w1l| form “the basis:. for
Outcomes rewardlng outstandmg performance or cerrectlng unacceptable performance
112 A performance bonus of between 5% to 14% ‘of the all- mch.ss;ve annue[

: refiliineration  package may be pald to the Emplf}\gee ins recegmtion
outstandmg performance to be cons‘cltuted a5 feliows :

% Rat:ng Over

11.3°

Performance
130-14338
| 133.9-1376 ¢
CoL A3y 1414
ClA815-4452
1453 - 149
B ot < L

1535 ~156.8 .

1569+160.2 -
|.180.2-163.6
"1 163.7-167

: i‘z'j :t'he"c'e_se'er uneccepfaigle per_forrﬁe_nce, th'e' Erépieyer; shall o

11 3 3. Prowde systematrc remed[ai of éevelopmental support toiassistithe
S _-'Employee LO lmprove i 'or her performance. S

After appropnate performance counseﬁang and havmg ‘sroyided:




12 Dispu e

Resolutlon

T ‘::it.iz“:j'-w,.\w«
S - whether dt refa’ces to key respons:bmnes pﬂormes, methoés of sses
S and/ of any other matter pmwded for shall be i

Y Gen_e‘ramf s

132

133

.. within fourteen 14) days after the mnclusnon of the assessme rit.

Thus done and sighed at \1‘

- AS WITNESSES: .

_terms oF Annexure A may be made avau]abJe to the pubhc by the Emp!oye

No‘chmg in thls agreement dlmmlshes the obhgatlons dutles or accountablll

s

Any dispu‘ce about the nature of the Empln ee's. performance agree ent;

within th;rty 30} days of receipt of a formal d;spute from t
emplovee whose decmon shall be final and bmdmg on bath partzes

"{he contents ofthxs agreement and ’{he outcome of aﬂy rev;ew conducte

of the Employee in termsof his/ Her contiact of empicyment or the eﬁ‘ect of
exxstmg ar new regulatloﬂs, cnrculars, pohc:es dil’ECtNES or other msrrumenfs

The perfcrmance assessment resul ts of the Mumcupal Managef must “he
submitted- 1o the MEC responssb!e for. Iocal government jn the relevant
prbvince as well as the naticnal minigter: lESthSlble for local governmen :

NinRuanfalbn this thel day of BhE01

EMPLDYEE

.' .»/"-;z

mu

MU mmpm MANAGER o




