
PERFORMANCE AGREEMENT

MADE AND ENTERED INTO BY AND BETWEEN

CLLR. VTJYISILE VICTOR KHEN

THEMAYoRoFPHoKWANEMUNICIPALITY,oNBEHALFoFcoUNcIL

AND

MOEKETSI PIET DICHABA

THE MUNICIPAL MANAGER OF PHOKWANE LOCAL MUNICIPALITY

FOR THE PERIOD

1 JULY 2O1O TO 30 JUNE 2011

\1, rlt I

V



PHOKWANE LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT: MUNICIPAL MANAGER
20'1012011

1.

2.

3.

4.

5.

b.

7.

8.

o

10.

11.

12.

13.

TABLE OF CONTENTS

BACKGROUND.........

PURPOSE OF THIS AGREEMENT . ......... .

CONTEXT OF AGREEMENT."..,.

LEGAL REQUIREMENTS

COMMENCEMENT AND DURATION ....

PERFORMANCE PLAN

PERFORMANCE STANDARD AND CRITERIA

EVALUATI NG PERFORMANCE

SCHEDULE FOR PERFORMANCE REVIEWS.

DEVELOPMENTAL REQU I REMENTS

OBLIGATIONS OF THE EMPLOYER .... ..

CONSULTATION

MANAGEMENT OF EVALUATION OUTCOMES..

14. APPEAL AGAINST RATING

15. DISPUTE RESOLUTION.........,.

I6.coNSEQUENCESoFSUBSTANDARDPERFoRMANCES..-..

17. GENERAL.... ..

18. SIGNATORIES OF PARTIES TO THIS AGREEMENT '

ANNEXUREB-KNOWLEDGE'SKILLSANDBEHAVIoURS.'....

10

11

11

11

11

12

13

13

14

14

16

\'r-



PHOKWANE LOCAL MUNICIPALITY

PERFORMANCE AGREEMENT: MUNICIPAL MANAGER
201012011

PERFORMANCE AGREEMENT

1. BACKGROUND
To ensure a fair and obiective performance review process the parties wish to ensure that

theyareclearabouttheperformanceobjectives,measurementsandtargetstobeachieved'
and to secure the commitment of the Manager to achieve the developmental mandate of the

Municipality and to implement actions ihat will secure the implementation of local

government PolicY and goals'

2. PURPOSE OF THIS AGREEMENT

The parties agree that the purposes of this Agreement are to:

2.l.ComplywiththeprovisionsofSection5T(1Xb)oftheSystemsAct;
2.2. Specify the key accountabilities and Key Performance Areas of the Manager;

2.3. clearly state the performance objectives, measurements and targets established for

the Manageq
2.4. Agree to the review procedure in assessing the performance of the Manager;

2.S.Agreetoappeal"disputeresolutionandconsequencesofsubstandard
performances-

2.6. ln the event of outstanding performance, to appropriately reward the employee; and;

2.7. Give effect to the employer's commitment to a performance orientated relationship

with its employee in attaining equitable and improved service delivery'

3. CONTEXT OF AGREETIENT

The Parties agree to the following:

.Thepartiesagreethattheagreementiscontractisestablishedpursuanttoclauses
9(4),10(3X1X5)oftheemploymentcontractandsection5T(1Xb)oftheLocal
Government: Municipal Systems Act' 2000'

.Novariationormtrtuallyagreedcancellationofthisagreementhasofanyforceor
effect unless it had been reduced to writing and signed by or on behalf of both parties'

.Noindulgencethatthepartiesmaygranttoeachotherwithregardtothecompliance
with any of the obtrigations in terms of this contract prejudices or constitutes a waiver of

any parties' rights in terms of this agreement'

.Wheneverthemunicipalityfailstocomplywithanyprovisionofthisagreement,the
manager must notify the munlcipal manager in writing of the specific breach'

. The municipality rnust repair any breach of this agreement within 30 (thirty) days of

receiving the notffication of the manager'

. should the municipality fail to comply with a notice, the manager may, notwithstanding

clause 11 of the enrployment contract, terminate the employment contract in writing

without notice.
. Termination of the employment contract does not affect any recourse that the m

may have in terms of the law'

\"r'
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Theperformanceofthemanagerwillbemeasuredagainstthecriteriasetoutinthe
Performance Charter as an annexure to this document'

TheperformanceoftheMunicipalManagerwillbemeasuredbytheMayor,and
rnternar Audit Manager who wirr report thl outcome of the review procedure to the Audit

Committee, Council or the Executive committee'

The managefs performance will be measured annually'

That reasonable and fair steps be taken to correct areas of non-performance and that

steps are taken as specified in the employment contract'

4. LEGAL REQUIREMENTS
4.1 LOCAL COVLE TNTTLNT MUNICIPAL SYSTEMS ACT 2OO3

Section 57 0f the Municipar systems Act provides the fotowing requirements in terms

of performance Agreements of the Municipat Manager and other senior personnel'

,(1)Apersontobeappointedasthemunicipalmanagerofamunicipality,anda

persontobeappointedasamanagerdirectlyaccountabletothemunicipal
manager, *'y L" appointed to that position only- 

'.' ,, - ^.'^:^iaa
(a)lntermsofawrittenemploymentcontractwiththemunicipalitycomplying

with the provisions of this section; and

(b)Subjecttoaseparateperformanceagreementconcludedannuallyas
Provi&d for in subsection (2)'

(2)Thepefformanceagreementreferredtoinsubsection(1)(b)must_
(a)Beconcludedwithinareasonabletimeafteraperconhasbeenappointed

asthemunicipalmanagerorasamanagerdirectlyaccountabletothe
municiplmanagerand,thereafter,withinonemonthafterthebeginningof
the flnancial year of the municipatity; 

' . 't^ ...:LL- th^ mt'r 
\

(b)lnthecaseofthemunicipalmanager,beenteredintowiththemunicipality
as represe nted by the Mayor or eiecutive Mayor, as the Case may be; and

(c)lnthecaseofamanagerlirecttvaccountabletothemunicipatmanager,be
enterd into with the municipal manager'

(3)Theemploymentcontractreferredtoinsubsection(l)(a)mustinclude,subjectto
appticablelabourlegistation,detaitsofduties,remunention,benefitsandother
terms and conditions of employment'

(4) The perfonnance agreement referred fo ln subse ction (t)(b) must include-

(a)Performanceobjective.sandtargetsthatmustbemet,andthetimeframes
within which those pefformance objectives and targets must be met;

(b)Stan&rdsandproceduresforevaluatingperformanceandinterualsfor
evaluation; and

(c) The ansequences of substandard pertormance'

(5)Thepefformanceobjec.tivesandtaryetsrefenedtoinsubsection(4)(a)mustbe
practical, neasunble and based oi tn" key petformance indicafors sef out from

time to time in the municipality,s integnted development plan' 
lrf,=-=-a

\\ v- {/ j
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(6) The emptoyrnent contract for a municipat manager must-

(a) se fir a fixed term of employment not exceeding a period ending two years

aftertheelectionofthenextcouncilofthemunicipality;
(b)Includeaprovisionforcancellationofthecontract,inthecaseofnon-

compliancewiththeemploymentcontractor,whereapplicable,the
Pe rf orma n ce ag re e m e nt ;

(c)Stipulatethetermsoftherenewaloftheemploymentcontract,butonlyby
agreement between the Parties; and

(d)ReftectthevaluesandprinciplesreferredtoinsectionS0,theCodeof
conductsetoutinSchedule2,andthemanagementstandardsand
Practles contained in section 51'

(7)Amunicipalitymayextendtheappticationofsubsection(6)toanymanager
directly accountabte to the municipal manager'"

4.2 MUNICIPAL FINANCE MANAGEMENT ACT 56' 2OO3

Section53oftheActrequiresthefollowingfromtheMayorofaMunicipalitywithregard
to the performance agreement of the senior managers:

Section 53 (1) (c)
.(c) Take all reasonable sfeps to ensure -

iii)thattheannualpertormanceagreemenfsasrequiredintermsof
sections1(l)(b)oftheMunicipalsysfemsActforthemunicipal
manager and all senior managers-

@a)complywiththisActinordertopromotesoundfinancial
management L'-^.i

tbb)areiinx,atothemeasurablepertormanceobjectives
approved with the hudget and to the seruice delivery and

budget imPtementation Plan; and

(cc)areconcludedinaccordancewithsections1(2jottheMunicipal
SYsfems Act'"

COMMENCEMENT AND DURATION

5.1. The performance agreement must be entered into for each financial year of the

municipality, or part thereof and specifically the period from 1 July 2010 to 30 June

s.z. ?llto"n,", must review the provisions of this agreement during June each year and

must conclude a new performance agreement that replaces the previous agreement at

least once a yearwithin one month after the commencement of the new financial year'

5.3. The agreement will terminate on the termination of the employee's contract of

emPloYment for anY reason; /-'l- -- ---'-.-

il ,,' ")t\.p l/ 
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5.4 lf at any time during the validity of the agreement the work environment alters to the

extent that the content of the agreement are no longer appropriate' the content must by

mutualagreementbetweentheparties,immediatelyberevised.

6. PERFORMANCE PLAN

6.1 The Performance Plan sets out:

(a) The performance objectives and targets that must be met by the employee; and

(b)Thetimeframeswithinwhichthoseperformanceobjectivesandtargetsmustbe
met'

6.2.Theperformanceobjectivesandtargetsreflectedintheperformanceplanaresetby
the employer in consultation with the employer and based on the lntegrated

DevelopmentPlan,serviceDeliveryandBudgetlmplementationPlan(SDBIP)andthe
Budget of the municipality, and shall include key objectives; key performance

indicators; target dates and weightings;

6.3. The key objectives describe themain tasks that need to be done' The key performance

indicators provide the details of the evidence that must be provided to show that a key

objectivehasbeenachieved.Thetargetdatesdescribethetimeframeinwhichthe
work must be achieved. The weightings show the relative importance of the key

objectives to each other;

6.4.Theemployee,sperformancewill,inaddition'bemeasuredintermsofcontributionsto
thegoalsandstrategiessetoutintheemployer'slntegratedDevelopmentPlan'

7. PERFORMANCE STANDARD AND CRITERIA

7.1 The employee agrees to participate in the performance management system that the

Employer adopts or introduces for the municipality;

T.2TheEmployeeacceptsthatthepurposeoftheperformancemanagementsystemwill
be to provide a comprehensive system with specific performance siandards to assist

the Employer, management and municipal staff to perform to the standards required;

T.3TheEmployerwillconsulttheEmployeeaboutthespecificperformancestandardsthat
will be included in the performance management system as applicable to the

EmPloYee;

T.4TheEmployeeundertakestoactivelyfocustowardsthepromotionandimplernentation
oftheKPAs(includingspecialprojectsrelevanttotheemployee'sresponsibilities)
within the local government framework'

7 .5 The criteria upon which the performance of the Employee must be assessed shall be

assessed consist of two components, both of which shall be contained in the

;";;;;;;;t""t. The Employee must be assessed asainst both components'
^ -\ ^-,J +l-^ 1-^r

with a weighting of 80:20 allocated to the Key Performance Areas (KPAs) and the core

Managerial Competencies (CMCs) respectivelv' Each area of 111e::T|l-f:
ffffiil:;;i;""tribute a specific part to the total score' KPAs covering the main

.-- -iot ^f +ha fincl -\;il;;; ffi l""ornt for B0% and cMCs wiil accountfor 200/o of the final

assessment;

\J'F-
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7.6 The ccRs will make up the other 20% of the Employee's assessment score' ccRs

thataredeemedtobemostcriticalfortheEmployee'sspecificjobshouldbeselected
from the list below as agreed to between the Employer and Employee and must be

consideredwithdueregardtotheproficiencylevelagreedto.

Core Managerial and Occupational Gompetencies

Core Managerial

fh" -rprO,lity to define and understand the long

term strategic challenge and position of the

municipalitY and how tq 3qgl99e-!

Strategic CaPabititY

C"prOitity to apply programme and project

management principals and processes in
Programme and

Project Management

tne capability to understand and interpret the

financial position of the municipality and applying

sound financial managemenL

Financial Management

U"d"*t""ding and applying change management

principles and processes in dealing with internal and

external influences and chan g.lln€Lenvqqnrnenl

Change Management

finOing innovative solutions in providing effective

and efficient services despite a lack of resources
Service Delivery

lnnovation
Ability t" *rlyze situations and solve problems that

allows effective management decisions

Und"rrtrnding the diversity of the organisation and

ability to manage the human resources in a

motivational manner

People and DiversitY

Management

Ct"X" an environment where all staff is focused on

customer service in providing services'
Client Orientation and

Customer Focus

ic and service delivery im

nOifity to communicate effectively with all

stakeholders in the organisation on all issues of
Communication

fo O""t*ith all stakeholders in a honest and

transparent way and with integrity always putting the

interest of the organisation first

Honesty and lntegritY

\, r-*'
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Gompetencies:
ffictive time management and self

discipline in achieving organisational goals andCompetence in Self

Management

e; rbl" to interpret legislation and policies on how

to applY it to the organisation
lnterpretation of and

implementation within

the legislative and

national PolicY

To have a very good understanding and knowledge

on the functioning of a municipality' its powers andKnowledge of

develoPmental local

H""" 
" 

g""d-k*wt-ge and understanding on the

principles and application of performance

management

Knowledge of

Performance
Management and

@e and understanding of the

political and socio- economic conditions of the

country and the local area'

Knowledge of global

and South African

specific Political, social

and economic contexts
Ha/e a good knowtedge of the key disciplines and

key performance areas of the municipality
Knowledge of more

than one functional

municiPalfield /

e" ,bl" to mediate ind facilitate all aspects of

conflict in order to mediate solutions

unoo----tuno the key aspects of effective and

responsible governance and how to apply soundSkills of Governance

Understand the powers and functions of sector

departments and how to integrate them with localCompetence as

required bY other

national line sector

ffi apply creative solution s in

improving the functioning and organisational

performance of the municiPalitY

Exceptional and

dynamic creativelY to

improve the functioning

Total weighting

ff:\) r
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8. EVALUATING PERFORMANCE

8.1 The AGREEMENT sets out -

(a) the standards and procedures for evaluating the Employee's performance; and

(b)theintervalsfortheevaluationoftheEmployee'sperformance.
g.2. Despite the establishment of agreed intervals for evaluation, the Employer may in

addition review the Employee's performance at any stage while the contract of

emPloYment remains in force'

g.3. scorecard and evidence file: during the year all performances will be recorded on an

inputsheetthatwiltbetranslateointoanevidencefilewherecopieswillbekeptofall
KPI documents as proof of the recorded performances

g.4. personal growth and development needs identified during any performance review

discussionmustbedocumentedinaPersonalDevelopmentPlanaswellastheactions
agreedtoandimplementationmusttakeplacewithinsettimeframes.

8.5. The annual performance appraisalwill involve:

(a)Assessmentoftheachievementofresultsasoutlinedintheperformanceplan
supported by scorecard and evidence file'

(i)EachKPAshouldbeassessedaccordingtotheextenttowhichthe
specifiedstandardsorperformanceindicatorshavebeenmetandwithdue
regardtoadhoctasksthathadtobeperformedundertheKPA.

(ii)Anindicativeratingonthefive-pointscaleshouldbeprovidedforeach
KPA.

(iii) The applicable assessment-rating calculator must then be used to add the

scores and calculate a final KPA score'

(b) Assessment of the CCR's

(i)EachCCRshouldbeassessedaccordingtotheextenttowhichthe
sPecified standards have been met'

(ii)Anindicativeratingonthefive-pointscaleshouldbeprovidedforeach
CCR.

(iii)TheratingshouldbemultipliedbytheweightinggiventoeachCCRduring
the contracting process' To provide a score'

(iv)Theapplicableassessment-ratingcalculatormustthenbeusedtoaddthe
scores and calculate a final CCR score'

(v)Tobeabletoassesstheperformanceoftheemployeeadatasheetmust
be used reflecting all the measurable indicators. The purpose of the data

sheetistocapturethedatarelatingtokeyperformanceindicatorandmust
be supported by the necessary proof or evidence of the recorded

performancelevels.Thedatasheetwillbeusedtobythepaneltoassess
the performance.

(c) Overall rating

(i)Anoverallratingiscalculatedbyusingtheapplicableassessment-rating
calculator. such overall rating represents the outcome of the performance

appraisal.
(ii)TheassessmentoftheperformanceoftheEmployeewillbebasedon

the following rating scale for KPA's and CCR's:

\r-
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d)ForpurposesofevaluatingtheperformanceoftheMunicipalManager'an
evaluation panel constituted by the foilowing persons witl be established -

[ll, X;f:".-'"n or nominated member or the Audit committee;

(iii)MunicipalManagertromtneoistrictMunicipality;orhis/herrepresentative
i,ul Member of the Executive Committee'

3:'=i#T"l3,.l::5"?#t[:ffi'J,l'.Hiontohis/h"'r'r:'T:::.::',""'"ntsharr
be reviewed on the forowing dates with the understanding that reviews in the first and

tnirO quarter may be verbal if performance is satisfactory:

g.2.TheEmployershallkeeparecordofthemid-yearreviewandannualassessment
meetings. A rating sheet will be kept for these purposes'

g.3. performance feeJback shall be oased on the Employer's assessment of the

Employee,sperformancebasedontheinformationprovidedontheinputsheet'
scorecard and supporting proof oip"Jorrnrnce (as kept in the evidence file);

g.4.TheEmployerwillbeentitledtoreviewandmakereasonable*"11":.:theprovisions
oftheperformanceptanfrom..'".otimeforoperationalreasonsonwrittenagreement

e.5. ffiy:iltur1ilor.l,.."nd the provisions of Annexure A whenever the performance

management system is adopted, impt"*"nted and/or amended as the case may be

between both Parties in writing'

\r

Outstanding Performance

P"tf "tr.-r*" 
signif ic@

Ferformance not fullY effective

UnaccePtable Performance

N-ot nt"t than 31 O"tg9tt 3910
July - S"Pt"T!"!2010

Gt t"t"t than 31 J"!99w 2ot 1

October - December 2010

Not later than 30 APrit 2011
January 2011 - t\lgt"!?911

Not later than 31 JulY 2011
April 2011- Jrlg?9lfFourth quarter
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10. DEVELOPMENTALRESUIREMENTS
The Personal Development Plan (PDP) for addressing developmental gaps must form part of

the performance agreement'

11. OBLIGATIONS OF THE EMPLOYER

The EmPloYer must -
9.6. create an enabling environment to facilitate effective performance by the employee;

g.7. provide access to skills development and capacity building opportunities;

g.S.workcollaborativelywiththeEmployeetosolveproblemsandgeneratesolutionsto
common problems that may impact on the performance of the Employee;

9.9. 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

g.10. make available to the Employee such resources as the Employee may reasonably

require from time to time to assist him/ her to meet the performance objectives and

targets established in terms of this Agreement'

CONSULTATION
12.1 The Employer agrees to consult the Employee timeously where the exercising of the

legislative powers and Council decisions powers will have amongst others -
(a) a direct effect on the performance of any of the Employee's functions;

(b)committheErnployeetoimplementortogiveeffecttoadecisionmadebythe
EmPloYer; and

(c) a substantialfinancial effect on the Employer'

12.2 The Employer agrees to inform the Employee of the outcome of any decisions taken

pursuant to the exercise of powers contemplated in sub-regulation (1) as soon as is

practicable, to enable the Employee to take any necessary action without delay'

MANAGEMENT OF EVALUATION OUTCOMES

13.1 The evaluation of the Employee's performance will form the basis for rewarding

outstandingperformanceorcorrectingunacceptableperformance.
13.2 Aperformance bonus of not more than 14o/o of the inclusive annual remuneration

package may be paid to the Employee in recognition of outstanding performance' ln

determining the performance bonus the relevant percentage is based on the overall

rating, calculated by using the applicable assessment rating calculator based on the

following achievement:
(a) An overall s@re of 80% to 90% is awarded a performance bonus not more than

5%

(b) An overall Score of 90% and above is awarded a performance bonus ranglng

from 6% to B%-

(c) The achievement of the following specific targets is awarded a performanc

bonus ranging between 9% to 14% depending on the level of achievement:

13.

tr



14. APPEAL AGAINST RATING

Themanagerhastherighttoappealintermsofanyratinggivenbytheappraiseroronthe
basis for rating used by the appraiser. The manager has the right to appeal to any comment

made by the appraiser in the appraisal report that is, in her/his opinion' prejudicial'

Anappeal,statingthereasonsfortheappeal,mustbesubmittedinwritingwithinT(seven)
working days after the final appraisal report has been submitted'

The council must determine a date for the hearing of the appeal and must inform the

appraiserandthemanagerofthedate'timeandvenueofthehearing'

Themunicipalityisnotliableformakinganyarrangementsregarding,orcarryinganycostin
respect of, such representation. The manager is entitled to be assisted during the hearing by

a representative of choice. Should the manager elect to be assisted during the hearing and

therepresentativeisabsent,thehearingmustcontinue'Themanagershouldinspectany
documentssubmittedduringthehearingbytheappraiserandmustsubmitsupporting
documents in respect of the appeal. The manager may present her/his case and lead

witnessesandcross-examineanywitnesscalledbytheappraiser.

Afterhavingheardtheparties,theCouncilmustrecusethemanagerandmakeafinal
finding.

The Municipal Manager must reduce his/her finding to writing and submit it' together with the

appraisal report to the executive committee at its first meeting next ensuing for its

'al direcflv aftel
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13'3 ln the case of unacceptable performan.e, the employer shall:

(a) provide systematic remedial or developmental support to assist the employee to

imProve his or her Performance; and

(b)afterappropriateperformancecounselingandhavingprovidedthenecessary
guidance and/or support and reasonable time for improvement in performance'

andperformancedoesnotimprove,theemployermayconsiderstepsto
terminate the contract of empioyment of the employee on grounds of unfitness or

incapacity to carry out his or her duties'

l3.4lnthecasewheretheemploymentoftheemployeeisterminated,forwhateverreason'
duringtheperiodofthereviewanyadditionalremunerationintermsofthissectionis
also terminated. lf the employee completes the review cycle and a performance review

is conducted in terms of this agreement the employee will qualify for the payment of the

additional remuneration in terms of this section'

ffi:lffi;.-iil.n.')n"n".. must be informed on the finar findinss of the appeal directlv after

the meeting. The finding of this Appeal committee is deemed to be final and binding ritlfi'0l

\.r
regard to the reviewed Procedure'
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15. DISPUTE RESOLUTION
Despite the appeal conditions set out in par 8 of this document, the parties agree on the

foltowing dispute resolution mechanisms, when a matter in terms of the Performance

Agreement needs to be resolved:

15.1 The party raising the dispute must give written notice of such a dispute within 7 days

after the arousal of such a dispute. The notice must contain the reasons for the dispute

and why it cannot be resolved between the parties. All relevant facts to the dispute

must be explained in the document. The effected party, after having received such a

dispute notice, must respond to the notice in writing within 7 days, providing his

relevant comments and facts to the matter in dispute. The Municipal Manager must

notify the council of such a dispute and process to be followed.

15.2 The Municipal Manager must hand both the written notice and the response to the

notice to the Municipal Manager of the District Municipality with the request to conduct

an informal dispute hearing to resolve the dispute. The Municipal Manager of the

District Municipality together with the Municipal Manager of the District will determine a

date for an infonnal dispute hearing with the purpose to resolve the dispute and to

formulate recornrnendations in this regard. The Municipal Manager of the district

municipality must commence with such a dispute hearing within 14 days after having

received the dispute notice, During the dispute hearing both parties will be afforded the

opportunity to state their case. lf the dispute hearing committee is able to resolve the

matter, the Municipal Manager of the District Municipality will minute the

recommendations of the dispute hearing committee. Both parties will sign the

document and this will be a final and binding document.

1S.3 lf the dispute hearing committee fails to reach a satisfactory outcome, the matter will be

referred to the MEC for Cooperative Governance for a final decision. The decision of

the MEC will be final and binding.

1S.4 The outcome of the dispute must be reported to the Council for final adoption.

16. CONSEQUENCES OFSUBSTANDARD PERFORMANCES

lf the appraiser has found that the performance of the manager is substandard in general

with regard to the specified indicators and targets or substandard with reference to specific

indicators, he must indicate the areas of substandard performances on the scorecard. When

completing the Perfonnance Rating Report, he must make reference of the substandard

performance and agree on conective steps with the manager to improve the areas of

substandard performanoe. The strategies and action must also be reflected on the learning

and development plan- Apart from the final Performance Rating Report the municipal

Manager must notify the manager in writing of the areas of sub standard pedormance

together with the corrective strategies and action. He must indicate a timeline (three or six

months) in which areas of substandard performance must be conected. On the lapse of the

notice period the mayor must conduct a follow up review on the areas of substandard

performance to detennine whether there is improvement and to agree on a new target for the

remainder of the measurement period. lf the performance of the manager on

u'F
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areas is still of substandard performance, the manager must be issued with a last written

notice to correct the problem areas. lf the performance has not improved after the second

review, the conditions for non-performance must be applied as specified in the employment

contract and the necessary action instituted accordingly'

17. GENERAL
17.1 The contents of this performance agreement must be made available to the public by

the employer in accordance with the Municipal Finance Management Act, 2003 and

Section 46 of the Act;

17.2 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;

17.3 The performance assessment results of the municipal mangers must be submitted to

the MEC responsible for local government in the relevant province as well as the

national minister responsible for local government, within fourteen (14) days after the

conclusion of the nrid-year and final assessment or and when requested.

18. SIGNATORIES OF PARTIES TO THIS AGREEMENT

The content of this document have been discussed and agreed with the Municipal Manager

Name:

Signature of MuniciPal Manager:

Date:

Place:

6rc71-rt
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The contents of this document have been discussed and agreed, with the Municipal

Manager

Name:

Signature.

Date:

Witnesses:

Place:
Lfura*-*Ze?
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Annexure A: Performance Plan

Annexure B: Knowledge, Skills and Behaviour

ANNEXURE B - KNOWLEDGE, SKILLS AND BEHAVIOURS

Description / Definition / ObservationsKnowledge, Skills
and Behaviors

This includes a working knowledge of council Regulations, By Laws and

Policies, National, Provincial and Local Government structures and

applicable legislation including the Municipal Finance Management Act,

Municipal structures Act and Municipal Systems Act, Administrative

Justice Act and Access to lnformation Act'

Local Government
environment and

legal requirements

Municipal finance Act, Property Rates Act, debt collection procedures,

Division of Revenue Act and GAMAP'
Relevant Financial

Legislation and

requirements
This includes knowledge concerned with the overall running of an

organisation such as Finance, Marketing, Public Relations and

Communications, lnformation Technology, Human Resources'

organisational Development, operations and the Environment in which

the organisation operates. This includes aspects of change management,

leadership and management Ofyglgqt:nt

General
Management
Principles

To have sufficient and practical knowledge of all

within his department to be able to manage and

the key functional areas

direct the staff of the

specific section and or area.

Technical
Knowledge

SKILLS

Skillsrequiredtouseofficebasedcomputerequipment(terminals,
printers, PCs) in order to do one's job' This may include word

processing,developingandworkingwithspreadsheetsandcreatingComputer LiteracY

skills required writing complex reports by collecting and presenttng

relevant information and tailoring the report to the requirements of the
Report Writing

Skills required measuring the general performance of processes within

one,sdepartmentorareaofresponsibility.Thisincludesplanning
documents, budgets, research, delegations and authorizations' lt

involvesbeingabletoapplylimitsstipulatedinbudgets.ltrequires
reportingwhenthingsdonotgoaccordingtoplanandthenrequiresthe
appropriate corrective actig! to !s talgn'

Finance & Business

Planning

fr-
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Performance Plan

Knowledge, Skills and Behaviour

ANNEXURE B . KNOWLEDGE, SKILLS AND BEHAVIOURS

Knowledge, Skills
and Behaviors

Description / Definition / Observations

KNOWLEDGE

Local Government
environment and

legal requirements

This includes a working knowledge of Council Regulations, By Laws and

Policies, National, Provincial and Local Government Structures and

applicable legislation including the Municipal Finance Management Act,

Municipal Structures Act and Municipal Systems Act, Administrative

Justice Act and Access to lnformation Act.

Relevant Financial

Legislation and

requirements

Municipal finance Act, Property Rates Act, debt collection procedures,

Division of Revenue Act and GAMAP.

General
Management
Principles

This includes knowledge concerned with the overall running of an

organisation such as Finance, Marketing, Public Relations and

Communications, lnformation Technology, Human Resources,

Organisational Development, Operations and the Environment in which

the organisation operates. This includes aspects of change management,

leadership and management development.

Technical
Knowledge

To have sufficient and practical knowledge of all the key functional areas

within his department to be able to manage and direct the staff of the

specific section and or area.

SKILLS

Computer Literacy

Skills required to use office based computer equipment (terminals,

printers, PCs) in order to do one's job. This may include word

processing, developing and working with spreadsheets and creating

reports.

Report Writing
Skills required writing complex reports by collecting and presenting

relevant information and tailoring the report to the requirements of the

reader.

Finance & Business

Planning

Skills required measuring the general performance of processes within

one's department or area of responsibility. This includes planning

documents, budgets, research, delegations and authorizations. lt

involves being able to apply limits stipulated in budgets. lt requires

reporting when things do not go according to plan and then requires the

appropriate corrective action to be taken ( I

U+
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Knowledge, Skills
and Behaviors

Description / Definition / Observations

Negotiation Skills

Skills required negotiating favorable deals for the Municipality by

preparing for negotiations, which require a risk analysis to be conducted

since the outcome is not necessarily predicable. This includes applying

skills and techniques of negotiating that show an understanding of the

other parties' needs and agenda. This applies to both external and

internal stakeholders.

Planning &
Organising

Skills required planning and organising an activity so that a specific goal

is achieved. This requires setting priorities and allocating time and

resources. tt involves being aware of the interrelationships among

activities in a project and then planning tasks and resource allocation

accordingly. It requires being able to work effectively under short

deadlines.

BEHAVIOURS

Customer Service

Whether providing a service to an internal or external customer this

means trying to find out what the needs of the customers are and then

meeting these needs. At a minimum employees are required to react to

customer needs by following up on queries, keeping promises, keeping

the customer up to date, being friendly and helpful and solving problems

quickly and without argument. ldeally all employees, especially those at a

management level are required to be proactive by trying to understand

the underlying needs of the customer and providing an appropriate

service based on these underlying needs. Commitment and

understanding of the Batho Pele principles.

Teamwork

ln order to be successful and to meet the service delivery requirements of

the municipality, it is essential that all employees co-operate and

comrnunicate with each other. This is measured by the extent to which

an employee does his/her share of the work; helps out in times of crisis,

supports decisions taken by the municipality, makes an effort to

communicate with team members so that he/she knows what is going on

in other areas besides his/her own and provides information to others on

what he/she is doing. At a management level employees are required to

facilitate a friendly working environment where co-operation is

encouraged, where conflicts are resolved quickly and amicably and

where information is communicated so that there is a common

knowledge and understanding of municipality activities.

Service Delivery

All employees are required to set goals and to achieve these goals so

that the overall objectives of the municipality can be met. They are also

required to look for new and better ways of doing things in order to

improve speed, efficiency, quality, service and/or cost effectiveness. This

involves setting goals, preparing plans to achieve these goals, z-,
implernenting the plans and monitoring progress against these plans. !*

U.K
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Knowledge, Skills
and Behaviors

Description / Definition / Observations

Ethics

This is about being open, transparent and honest in all dealings. lt is

about keeping promises that you make and about working within the
policies, procedures and authorized delegations of Council.

Leading Teams

This is about how a manager leads a group of people so that they work

welltogether as a team. This means holding regular meetings (that have

set agendas and objectives) with hisiher team so that information can be

shared and so that the team is aware of decisions that may affect them.

It involves sharing out the workload so that team members' skills are

used appropriately and so that the work is evenly spread amongst team

members. lt involves making sure that the team has the necessary tools

and resources in order to do their work. lt involves motivating the team

so that they are committed to achieving the goals of the department and

ultimately the municipality.
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PHOKWANE LOCAL MUNICIPALITY

PERFORMANCE PLAN FOR 2OIOl2011 - MUNICIPAL MANAGER

MP DICHABA

KEYPERFoRMANCEAREAS(KPAs)andKEYPERFoMANoEINDIoAToRS(KPl,s).

the perfomance objectives and targets must be basedd perfomance indicatoF (KPl's) as set in the M$acipali!y's lrteg€ted Development Plan 8s reviewed am@lhy

'1 Provide dem@Etic and accountable govemffitto local @mmunties

. Ensure the provision of services to communilis in a susbinable manner

Promote social and economic development

. Promote a safe and healthy environment

the involvement of communities and @mmunity organisations in matters of local

Key Perfomane Area Key Perfomarc Area Measurement lndlcalor Annual latget Ratlng
Mil comments at tlme 01

Nr of scheduled Council meetings Eklng
4 per annum 5

Etfectively suppo{t pditical
interfaces

Nr of EXCO meetings taking Place 4 per annum 5

Supportjng visits of the Cabinet, NCOP,

^A ^thar dnrdrras
Attending all visits and ass{tng ln

5

Ensure effestive S.tlh
pa rtjc i pation

Nr of IDP Representative Forum meetings I Pe. annum 5

'lr of budget consultation meetings taking
3 Per annum 5

'lr of Council lmbizo's held 2 Per annum 5

lompletion and approwl ot customer Care
rlan approved by council for implementatior

oved by Council by end March 20 1 1 5

!r of customer satisiaction suryeys I Per annum 5

public particrpation FEud and corruption plan approved by louncil approved bY end of February 5

Nr ol Senior management meetings held 8 Senior Management Meetings to be 5

Nr ot genecl staff meetlngs held 2 per annum 5

governance qnnual reports submitted as prescribed in
Complete end ot February 201 1 5

'lr ol performance reports submttted by HOD's to submit quarterly managemenl
5

16 lmplementahon of council deGions 8096 of Council decsions 5

{r of nffilettere distributed OueaterlY 5

{r ot Edio talkshM conducted \t least 6 per annum 5

.,lr ot press releases \t least 6 per annum

lmplementing at efiec{ive

!r of Perlormance management repoE 4 per annum 5

)6 of Performance contEcts slgned Dy 100% 5

MarBlldnenl
System

Nr of performance review with sections
All sections quaterly 5

Nr of performance revles conducted wlth
Quarterly reviem with all direct reports 5

Fomulation and
implementation of a
credible IDP

Appro€l of 2010/11 IDP review by Council qpproved not later than MaY 201 1 5

ch Spending of IDP Projects 100% project funding sPent 5

% of IDP priority/lunded Proiects 000/6 implementation of all priortty 5

Cevelopment and
lEnsfomation

Formulation and

% Spending of MIG GEnts 1000,6 spending of grant 5

Formulation of policy on the usage of sport Io be fomulated by March 2011 5

{r ot new policies approved \ccording to councll resolutpn 5

policies and by-|ffi }6 of existing policies reviryed
20',6 of all existing policies to be

5

!r of new by-las approved \c@rding to council resolution 5

Nr of by-lare revi#ed 3 - to be specified bY council

Effective organistiml
development

StEtegic plan tomulated and approved No later than April 201 1 5

Nr of personal development Plans f I plan per annum for all dired repoG 5

Paga 1 oI 2



lr.€y Performance AEa Key Performance AE Measurement lndlcalol Aniual target Ratlng Md commenis al tlme ol

l\,lubipal fi nancial viability
and managemenmt

b Payment level 100,6 payment level 5

% Attainment of revenue budget )5% of budget 5

management % Attainment of expenditure budget 95% of budget 5

% Spending of all gmnts 100o% of grant spending 5

Nr of internal audits @nducted Conduct 1 internal audits per quarter 5
Effective managemeft of
.a<^' 

'r-ac 
.ha -*

Fomulation of policy on the utilization and
nr tadi^^ 

^f.acatc
Policy formulated by March 201 1 5

Effective supply chaiin
management

Nr of review @ducted on Tender
\t least 1 pe. annum

Nr of reporb submitted on the
mnlemFnbtidh 

^f 
h. hr .".a l per annum - quanefly reports 5

Financial Managetrslt

Financhl statement completed according to
:ompleted by August 2010 5

Nr of Section 71 rcports subnitted to Vonthly Reports 5

Reduce AG audit queries Reduce audit queries by at least 200,6
5

rroper e%luation roll @mpleted By end March 201 1 5

!r of financial reporb submitted to council luaterly 5

3asic Service Delivery

Provision of basic stb6

,6 Water losses leduce bv 5t)6 on cu.ent level 5

i6 Electricity losses 5

{r of households provided with nw mter
m0 Households 5

Nr of households provided with nry
600 Households 5

Nr of household electicity connections
oroviddd - in erea 6f Esnonsihiltu Plan submitted not later than Oct 2009 5

Bulk Services

Update of all infrastructure master plans Completed by November 2010 5
),6 Spending on maintenance of

10006 of budget allocated 5

\ssessment of bulk service a€ilability on
/ report 5

-!El @nomic
levelopment

Ensure the implemsilaticn
of Local Economic !r of LED summits held 1 per annum 5

TOTAL 0 270

SCORECARD

Welght KEY PERFORMANCE AREA Total
Ratlng

Ma
Ratlno Welghted ratlng

t0 Good govemance ard public participation 0 0

10 N4unicipal lnstitutiml Dryelopment and Tmnsfomation 0 0

20 Mun jcipalFinancial Viability and Management 0 65 0
Basic Seryice Delivqy 0 40 0

15 Local Economic Dselopment 0 5 0

80 Total 0 26'0 0

tf€ m€sureable Key indicators and targets as set out in the Performance Plan above
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