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INTRODUCTION

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

Section 57(1) (b} (if} of the Systems Act, read with the Contract of Employment concluded
between the parties, requires the parties to conclude an annual performance agreement within one
{1) month after the beginning of each financial year of the Municipality.

The parties wish to ensure that they are clear about the goals to be achieved and secure the
commitment of both the Employer the Employee to a set of outcomes that will secure Local
Government policy goals,

Section 57(1) (a) (b), (4A), (4B) ,(4C) and (5) of the Systems Act; No 32 of 2000 and subsequent
amendments (the Systems Act, No Act 7 of 2011) , read with the Contract of Employment
concluded between the parties, requires the parties to conclude an annual performance
agreement within 60 days after the beginning of the financial year. The updated Performance
review of the previous year will occur no later than July each year.

In its comprehensive version, this Performance Agreement is made up of five components, namely.

1.5.1  PART A: The generic contextualizing agreement, which is not to be measured / assessed for

performance but rather sets the legal and refationship context and stage for all other subsequent
assessable sections / parts of this performance agreement.

1.5.2  PART B (Approximate weighting = 80%}): Employee’s Core Contributory Performance - Top

Layer SDBIP-Based Scorecard Issues. It is the Performance Plan for which this executive
employee alone leads and is accountable for achieving the specific and unique oufcomes set
out for his / her department across the whole municipality in the Top Layer SDBIP. Part B does
not focus on outcomes that a generic for all executives performed within and for their
departments. It is the first measurable Part, wherein measurable targets in all unique Strategic
{from the TL SDBIP) and Functional (From Job Profiles) outcomes and objectives have been
set. For brevity, these outcomes and objectives must come from all only those KPAs wherein
the executive employee’s work cannot be generalized with that of her / his other executive peers
(in Part C below). The individual executive employee targets are based on the (i) Top Layer
{Institutional) and (i) Departmental /Directorate SDBIPs objectives and targets wherein the
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1.5.4

section 57 Manager plays a unique significant leadership contribution (ifi) whatever strategic
targets set in the Executive’s Employment Contract Performance Clause.

PART C (approximate weighting = 0%): This is a crucial part of the executive employee's
scorecard. It measures those aspects of work that all executives at this level are expected to
perform on and achieve working as Heads for their depariments. Since all exscutive directors
do most of their work through other employees below them (subordinate / divisional managers),
at this executive level, this Part C carries the greatest weighting of all the other scorecards in the
Performance Agreement. it plans out and measures all departmental level strategic (in the
departmental SDBIP) and generic / core managerial competence areas largely found in the
functional list of the executive’s COGTA Job Profile list of activities and outputs. Though
most important, these core managerial competences (CMC and Crical Competence
Requirements (CCRs), these are not unique. They are generic competences and performances
that every section 57 executive employee must perform and be assessed on. These cover all 6
KPAs though mostly weighted heaviest on KPAs 3 (Financial Management & Viabilify); KPA 4
Institutional Transformation and Municipal Development) and KPA 5: Good Govemance & Public
Participation).  These come from annually selected and prioriized Core Managerial
Competences (CMCs) and Core Competency Requirements (CCRs). This selection process in
this year has been streamiined to pick and use only those aspects which are already listed in
the various Directors & MM's Job Profiles combined with those leadership roles implied in
achieving each of the Top Layer SDBIP objectives and targets unique to the department that the
executive leads.

PART D (0%): Antecedent Input Behaviours. These are strategically winning behaviours
that define what an individual must do in order that they succeed in leading strategic -
performance in the municipality and in their department. These have been given a weighting
of zero — meaning they will be understood to be applicable in future but are not measured this
Financial Year as a way of not slowing down the overwhelming parts of change management.
in the years when these will be measured, their weighting will be borrowed from Parts B and C
above so that this Part D weighs a maximum of 15% and still retain the overall weighting of Parts
B, C & D at 80. The logic of including Part D Scorecard in the Performance Agreement is that,
any manager or any employee's performance is enhanced or reduced by certain behavioral
habits / practices that they adopt and display, for example, how they manage time, how the make
decisions, how they build, lead or work in ieams to mention a few. To ensure that these winning
antecedent behaviours are always at their most positive to impact performance, KPls and
Targets are setf in this Parl to measure the institutionally selected behaviours. The selection of
the top five or so can be agreed at executive management levet or assigned to the MM and her
! his delegated director (like Corporate Services Director where Individual Performance resides).
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PART E (20%). Competence - based Individual Development or Learning Plan (CBIDP).
These are commonly called Personal Development Plans {PDPs) or individual Development
Plans (IDPs). Different from previous practices in many organisations, in this Part £, these
competence development areas will be planned and measured against (i) competence gaps in
fulfiling current job requirements and performances (roughly 40% of this Part E) {ii} generic
individual managerial or developmental competence / performance gaps (roughly 40%
weighting of this Part E) (iii) life development goals (at 20% weighting at own cost but leave
time allowed for examinations). Uniike in Sengu’s previous practices on the PDPs, and unlike
what many other municipalities where PDPs are just a “wish list", whose actual achievement
does not impact the employee's performance, in this case these Competence-Based Individual
Development Plans CBIDPs have set targets and will constitute 20% of the overail performance
of that employee in line with the provisions of the Skills Dev Act.

This Performance Agreement cannot be interpreted as i it is replaceable by the Performance
Clause in the Executive's 5 Year Contract of Employment as some do at fimes. This agreement
is an annualized sub-set through whose cumulative performance measurement and tracking,

whatever the executive would have committed to deliver in 5 years gets achieved.

2. PURPOSE OF THIS AGREEMENT

The purpose of this Agreement, as agreed by both parties, is to, inter alia.

2.1

2.2

2.3

24

25

comply with the provisions of Section 57(1)(b), (4A),(4B) and (5) of the Act as well as the employment

contract entered into between the parties;

specify objectives and targets defined and agreed with the employee and to communicate to the

employer's expectations of the employee's perfermance and accountabilities in alignment with the

Integrated Development Plan, Service Delivery and Budget Implementation Plan (SDBIP) and the

Budget of the Municipality.

specify accountabilities as set out in a performance plan, which forms an annexure to the

performance agreement.

monitor and measure performance against set targeted outputs.

use the performance agreement as the basis for assessing whether the employee has met the

performance expectations applicable to his or her job.
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3.1

3.2

3.3

3.4

3.5

3.6

in the event of outstanding performance, to appropriately reward the employes; and

give effect to the employer's commitment to a performance-orientated relationship with its
employee in attaining equitable and improved service delivery.

COMMENCEMENT AND DURATION

Notwithstanding the date of signature hereto, this Agreement will commence on the 1%t July 2025
and will remain in force until 30 June 2026. Thereafter, a new Performance Agreement, made up
of the Performance Plan (the four parts B, C, & D Scorecards) and Personal Development Plan
(CBIDP) shall be concluded between the parties for the next financial year or any portion thereof
along the lines explained above.

The parties will review all the provisions of this Performance Agreement against its own
efficaciousness as well as against existing and / or new local government policy changes in June of
each year as part of the Performance Management System Annual Review. The parties will conclude
a new Performance Agreement and Performance Plan that replaces this Agreement at least once a

year by not later than 31%t July of each successive financial year.

This Agreement will ferminate on the termination of the Employee’s contract of employment for any

reason.

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

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

Alt revisions and amendments of this Agreement must be immediately noted and immediately
counter-signed by the two agreeing parties, namely, the Employer and the Employee.
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4 PERFORMANCE OBJECTIVES, KEY PERFORMANCE INDICATORS (KPls), BASELINES AND
TARGETS

41

4.2

4.3

44

Mutually aligned performance objectives, related KPls, their KPI related baselines and targets form
the basis and value chain of any strategic - performance management system of any organisation
fike the municipality.

They are kept in proper alignment through a Performance Plan as described below.

The full Performance Plan or Scorecard (Parts B, €, D & E) sets out-

411 the performance objectives and targets that must be met by the Employee; and

412 the time frames within which those performance objectives and targets must be met.

The performance objectives and targets reflected in {Parts B, C and D) as well as the Part E:
{Competence Based Individual Development Plan (CBIDP) are set by the Employer in consultative
agreement (hence the term Performance Agreement) with the Employee and are all based on or
clearly afigned to the approved Integrated Development Plan, Top Layer Service Delivery and Budget
Implementation Plan (TL SDBIP) and the Budget of the Employer and shall include key strategic
and functional objectives; key performance indicators; target dates, weightings to reflect urgency and
prioritisation, resource requirements, Means of Evidence Verification {MOVs).

4.21  The key objectives describe the main intended achievements that need to be accomplished
as derived from the Institutional {Top Layer) and Departmental SDBIPs wherein the Director
makes their contribution in the Municipality.

4.22  The key performance indicators provide the details of the evidence that must be provided
1o show that a key objective has been achieved. Key here means that there are many
indicators from where one can chose, so the choice must prioritise only the few that wiil

move forward the strategic objectives the most,

4.23  The baselines are very imporiant and must be decided consistent with language and units
implied in the performance indicator when measurement of the indicator starts at the

beginning of the year.
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424  The targets describe the quantity or quality of the performance achieved in that objective
and key performance indicator. In most cases, because the timeframe for achieving such a
target is understood to be quarlery, semi-annually or annually, timeframes are not
mentioned beyond these terms or columns.

425 The weightings in % show the importance of the key performance indicators and their
targets relative to each other. They are crucial in computing the weighted average ratings
at the end of period (quarterly, semi-annually, or annually). It is prudent to always work with
an internal total weighting of 100% for each Scorecard (be it Part B, C, D or E).

The Employee’s performance will, always, be measured in terms of contributions to the goals and
strategies set out in the Employer's Integrated Development Plan and other sub-ordinate plans and
projects that support the achievement of this IDP.

THE MUNICIPALITY'S PERFORMANCE MANAGEMENT SYSTEM

At a sitting between the employer and the employee, held on ...............................to discuss and
agree on this year's performance, the Employee herewith agrees to participate in the performance
management system that the Employer has adopted as reflected in this entire Performance
Agreement document and its annexures (Parts B, C, D and E) s, as applicable for the Employer,

management, and all other municipat staff of the Employer.

The Employee accepts that the purpose of the performance management system is fo provide a
comprehensive system with specific performance standards and targets to assist the Employer,
Management and Municipal staff to perform fo reach the standards required for each local
government KPA.

The Employer will consult and support the Employee about all aspects required to achieve the
specific performance standards that will be included in the performance management system as
applicable to the Employee.

The Employee undertakes o actively focus towards the promotion and implementation of all the
KPAs, objectives and KPIs (including special projects relevant to the employee's responsibilities)
within the Local Government framework.

The criteria upon which the performance of the Employee shall be assessed shall consist of two
components, both of which shall be contained in the Performance Agreement.
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The Employee must be assessed against both components, with a weighting of 80:20
allocated to the Key Performance Areas, Objectives and Targets set in PARTS B, C, & D
(when Pari D is being measured) and the Competence Based Individual Development Plans
(CBIDP in lieu of the usual PDP) based on prioftized Leaming & Development
Requiremenis (CCRs) respectively.

Each area of assessment (as per the four Parts described above) will be weighted and will
contribute a specific part fo the total score accordingly.

KPAs covering the main areas of work (PARTS B, C & D) will account for 80% and selected
Developmental CRs {in the PART E - CBIDP) will account for 20% of the final assessment.

The total score must be determined using the rating calculator which wilt always be
appropriately calibrated to accommodate all the three or four measurable scorecards and
the weighting given to each KPI and target within each KPA as found in the four measurable
scorecards, namely, Parts B, C, D and E. (This year Part D has been left out for introduction
next year).

5.6 The Employee's assessment will be based on his / her performance in terms of the outputs / outcomes

{(measured through the performance indicators and their related targets) identified as per attached
Performance Plan (PARTS B, € & D}, which are collectively and distributively linked fo all the 6 KPA's,
and will constitute 80% of the overall assessment result as per the weightings agreed to between the

Employer and Employee. The weightings are set based, firstly, on this director’s key job profiles which

specify key acfivities / roles assigned to the incumbent as the director (HOD) of the department in their

pursuit of each their own core KPAs, notwithstanding that this director, like all others must play supportive

roles in the work done in other KPAs (signified by varying weighting each year).

5.7 The weightings shown below, while changeable to align with both the prevailing strategic and functional

thrusts that this director must pursue, they must align with the average weighting per KPA assigned to

each of the 80% Scorecards (Parts B and C combined), The Table below shows the weightings agreed

for this current year for this director,

Key Performance Areas (KPA’s) Weighting
Basic Service Delivery 16%

Local Economic Development 2%
Municipal Financial Viability and Management 50%
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Key Performance Areas (KPA’s) Weighting
Institutional Transformation and Organisational Development 21%

Good Governance and Public Participation 12%

Total 100%

In the case of managers / directors directly accountable to the Municipal Manager, the weighting of
the key performance areas related to the strategic and functional area of the relevant Manager, will
always be subject to negotiation between the Municipal Manager and the relevant manager / director,
These agreed weightings must be translated to the fop of each KPA in the actual Plan templates
(PARTS B, C&D).

The developmental Competency Requirements (CR} (leaming requirements in the CBIDP) will make
up part of the other 20% of the Employee’s assessment score. CRs that are deemed to be most
critical for the Employee’s specific job should be selected (V) from the list below as agreed to between
the Employer and Employee. Three of the CRs are compulisory for Municipal Managers. These
Leading CRs make PART C - Generic / Core Managerial Competences {which are common to every
Director / Senior Manager as agreed. A selection of Optional Core Competencies is selected each
year and will form part of the Antecedent Input Behaviours (as explained earlier).

In this year's Performance Agreement, all of the critical and desired competency requirements have
mostly been taken care of through Part C buiit largely on the directors’ Job Profiles, which, coming
from COGTA have already selected which of the CRs are important. So the table below is only a
guide not a prescripfion for the KPls and targets set out in Part C.

CORE COMPETENCY REQUIREMENTS (CCRs) FOR EMPLOYEES -~ Same Weighting for
executives and managers at the same level!

LEADING COMPETENCIES vV WEIGHT
Strategic Direction and Leadership N 10%
People Management v 5%
Program and Project Management N 10%
Financial Management N 10%
Change Leadership N 5%
Governance Leadership N 10%
CORE COMPETENCIES

Moral Competence N 5%
Planning and Organising v 10%
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CORE COMPETENCY REQUIREMENTS (CCRs) FOR EMPLOYEES ~ Same Weighting for
executives and managers at the same fevell _

LEADING COMPETENCIES N WEIGHT
Analysis and innovation v 5%
Knowledge and Information Management N 15%
Communication v 10%

Results and Quality Focus N 5%

Total percentage - 100%

6. EVALUATING PERFORMANCE

6.1

6.2

6.3

6.4

6.5

The Performance Plan Scorecards (Paris B, C and D} to this Agreement each set out -

6.1.1 the standards and procedures for evaluating the Employee’s performance; and

6.1.2 the intervals for the evaluation of the Employee’s performance.

Despite the establishment of agreed intervals for evaluation, the Employer may in addition, review the
Employee's performance at any stage while the contract of employment remains in force, subject to
sufficient notice and reasons for justifying the variation being given to the employee.

Personal growth and development needs identified during any performance review discussion must be
documented in a Competence-Based Individual Development Personal Development Plan as well as

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

The Employee's performance will be measured in terms of contributions to the goals and strategies set
out in the Employer's IDP and subordinate TL SDBIP and Departmental SDBIP and operational plans.

The annual petformance appraisal will involve:
6.5.1 Assessment of the achievement of results as cutlined in the performance plan;
{a) Each KPA should be assessed according to the extent fo which the specified standards

or performance targets set for each key performance indicator (KP!) have been met
and with due regard to ad hoce tasks that had to be performed under the KPA,

10
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(b)

An indicative rating on the five-point scale should be provided for each target first and
then aggregated for each KPA.

The applicable assessment rating calculator (refer to paragraph 6.5.3 below) must then
be used to add the scores and calculate a final weighted average rafing for each KPA
score.

6.5.2 Assessment of the Competency Requirements

(a)

(©

Each Competency Requirement should be assessed according to the extent to which
the specified standards (based on the standard being treated as a KPI and calibrated
targets set, agreed and subsequently me).

An indicative rating on the five-point scale should be provided for each selected CR
based on set KPls and related targets.

This rating should be multiplied by the weighting given to each selected CR during the
contracting process, {o provide a score.

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

6.5.3 Overalf rating

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

The calibration of all set targets in each section / PART of the Performance agreement as well as the
subsequent assessment of the performance attained by the Employee for each target will be based on
the following rating scale for KPA's and the selected Competence Requirements (CRs) as reflected Part
C taking from the Directors' Job Profiles which in turn have drawn them from the following CRs.

6.7 Below is the local government municipal reguiations rating scale that each municipality has adopted.

11
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Level

Terminology

Description

Rating

Outstanding
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 criteria and
indicators as specified in the PA and Performance
plan and maintained this in all areas of

responsibility throughout the year.

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 results against more than half of the
performance criteria and indicators and fully
achieved all others throughout the year.

Fully effective

Performance fully meets the sfandards 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.

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 haif the key performance criteria and indicators
as specified in the PA and Performance Plan.

i2
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Level

Rating
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
Unacceptable and indicators as specified in the PA and
performance Performance Plan. The employee has failed fo
demonstrate the commitment or ability to bring
performance up fo the level expected in the job
despite management efforts fo encourage

improvement.

6.7 For purposes of evaluating the annual performance of the Municipal Manager, an evatuation panel

6.8

6.9

constituted of the following persons must be established moderate the ratings first agreed between the

Employee - i.e. the MM and their supervisor (Executive Mayor)-

6.7.1
6.7.2

6.7.3

6.74
6.75

Executive Mayor or Mayor,

Chairperson of the performance audit Committee or the Audit Committee in the absence of a
performance audit committee.

Member of the Mayoral or Executive Committee or in respect of a plenary type of Municipafity,
another member of Council,

Mayor andfor Municipal Manager from another Municipality; and

Member of a Ward Committee as nominated by the E)fecutive Mayor or Mayor.

For purposes of evaluating the annual performance of Managers directly accountable to the Municipal

Managers, an evaluation panef constituted of the following persons must be established:

6.8.1
6.8.2

6.8.3

6.8.4

The Municipat Manager.

Chairperson of the performance Audit Committee or the Audit Committee in the absence of a
performance Audit Committee.

Member of the Mayoral or Executive Committee or in respect of a plenary type of Municipality,
another member of Council; and

another Municipal Manager from another Municipality.

The Manager responsible for Human Resources of the Municipality must provide secretariat services fo

the evaluation panels referred to in sub-reguiations (6.7) and (6.8).

i3
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7. SCHEDULE FOR PERFORMANCE REVIEWS

71

7.2

7.2

7.3

7.4

7.5

Before the on-set of the Performance Management Cycle, all targets in PARTS B, C, and D must be
calibrated against the rating scale of 1 - 5 in order to minimize common subjectivity that occurs when
assessments are done during appraisal time.

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

Firstquarter.  July ~ September.................. ..Period Review Report Concluded on.............
Second quarter : October — December ............... Period Review Report Concluded on..............
Third quarter. January - March... ................. Period Review Report Concluded on...............
Fourth quarter: April - June......................... Period Review Report Concluded on................

During these review sessions, targets are scored or rated, the targets may also be renegotiated and
adjusted in re-alignment to the available budgets and other prevailing environmental conditions as
necessary. The Employer shall keep a record of the mid-year review and annual assessment meetings
and scores for cumulative averaging at the end of each year as provided by the policy.

Performance feedback shall be based on the Employer's assessment of the Employee's performance
done in mutuat agreement with the employee. '

The Employer will be enfitled to review and make reasonable changes to the provisions of all PARTS
‘B, C & D & E” from time to time for operational reasons. The Employee will be fully consutted before
any such change is made,

The Employer may amend the provisions of PARTS B, C, and D & E whenever the performance
management system is adopted, implemented and / or amended as the case may be. In that case the
Employee will be fully consulted and ideally be in agreement before any such change is made. Both
parties will sign-off any amendments made as such agreements are legally binding on both parties.

DEVELOPMENTAL REQUIREMENTS

The Competence-Based Individual Development Plan (CBIDP) in lieu of the normal Personal Development

Plan (PDP} for addressing developmental gaps is attached as Part F as annexed.

14
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9. OBLIGATIONS OF THE EMPLOYER

9.1 The Employer shall ~

9.1.1

912

913

9.14

9.1.5

create an enabling environment to facilitate effective performance by the employee.

provide access to skills development and capacity building opportunities.

work collaboratively with the Employee to solve problems and generate solutions to
common problems that may impact on the performance of the Employee.

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

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.

10. CONSULTATION

10.1 The Employer agrees to consult the Employee timeously where the exercising of the Employer and / or

Employee’s delegated powers will have amongst others, a direct effect on the performance of any of

the Employee’s key functions, in particular,

10.1.1

10.1.2

at the initial agreement of this document called the Performance Agreement (Parts A, B, C, D
and E), it is envisaged that consultative discussions will be held and that the final signed off
agreement will be signed for each part to signify that there was discussion and consensus for
each part of this agreement. It is envisaged that the employee will prepare and present to the
Employer a draft Performance Agreement (in all its agreed Parts showing calibrated targets for
each scorecard) for discussion at a timely agreed date and time. Once agreed, dated and signed
by both parties, the Performance Agreement is deemed to be legally binding to both parties,
such that no party shall vary any part of it without consuftation and agreement with the other

Party.

at every performance appraisal / review session (quarterly in line with the municipal performance
regulations, uniess agreed otherwise within the municipality's Performance Management policy),

15
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the Employee shall present their own self rating scores and reasons for discussion and
comparing notes with the Employer (who will also have already scored the employee
independently prior to the meeting). In this meeting notes are being compared, agreements on
performance levels to be maintained, or improved agreed with clear additional support for the
employee being agreed. Such support will include necessary coaching and mentoring, training
and development arrangement. It is at these formal review / appraisal sessions that any targets
may be adjusted, in writing and all changes co-signed against this initial agreement by both
parties indicating reasons for such a change.

10.1.3  continuously commit the Employee to implement or to give effect to a decision made by the
Employer that affect and are affected by this agreement;

10.1.4  continuously commit the Employer to render all necessary support (resources, emotional,
intellectual and physical) as may be reasonably needed by the employee to optimally perform
what has been agreed in this Performance Agreement; and

10.15 that has a substantial financial effect on the Employer.

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

consultation with the employee, with regards to the implementation of this Performance Agreement
pursuant to the exercise of powers conternplated in 10.1 above as soon as is practicable, as part of the
Employer's coaching roles in order to enable the Employee to take any necessary action without delay.
it is envisaged that such decisions will be rare and mostly coming from outside the municipa
administration sphere like council, COGTA, National Treasury, SALGA etc.

11, MANAGEMENT OF EVALUATION OUTCOMES

111

1.2

The final evaluation of the Employee's performance will be conclusively pronounced by the selected
panel as envisaged in section 27 (d) of the Performance Regulation, also recapped in sub-sections 6.7
and 6.8 in this document above. The panel will perform a moderating role on all signed performance
appraisal reports of each review session held and agreed between the Employer and Employee in the
course of the year. For administrative faimess, both the Employer and the Employee should always be
present or at least represented to clarify any issues that the panel may wish to have clarified.

Based on the final scores / ratings presented to and confirmed by the panel, a performance bonus of
between 5% to 14% of the total remuneration package may be paid to the Employee (subject to the

policy and the resources available to the municipality as stated in the Systems Act) in recognition

16
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of outstanding performance that the municipality wishes to sustain and also in line with the provisions

of the. municipal performance management regulations. Such reward will be constituted as follows:

11.2.1  arating of 4 out of the 5 point rating scale is given a score of between 130% to 149% is awarded
a performance bonus ranging from 5% to 9%; and

11.22 a rating of 5 out of the 5 point rating scale is given a score of between 150% and above is
awarded a performance bonus ranging from 10% to 14%.

N.B.: It should be noted that the rating process (against the 5 point scale) must always happen first
before the use of the percentage equivalents ranging from 70% - 166%+ because not alf targets
can be calibrated up to 166%+, so it is better to rate first on the numbers and use the % as

qualifiers as shown below.
11.3 In the case of unacceptable performance, the Employer shall -

1131 On confirming performance shortfalls, immediately provide systematic remedial or
developmental support to assist the Employee to improve his or her performance; and

11.3.2  Aiter appropriate performance counselling and having provided the necessary guidance
and/ or support as well as reasonable time for improvement in performance, the Employer
may consider steps to terminate the contract of employment of the Employee on grounds of
unfitness or incapacity to carry out his or her dufies.

12.0 MANAGEMENT OF EVALUATION QUTCOMES
121 The evaluation of the Employee’s performance shall form the basis for rewarding outstanding and

excellent performance only (ratings 4 and 5) or correcting unacceptable performance {Ratings 2
and below) as reflected in the table below -

Rating (out of the 5 | % Score (for those | Equivalent on a Usual 100% | % of annual

point scale) instances where | Maximum (where performance | package
performance is i can never be meaningfully | payable as a
meaningfully calibrated beyond 100%) performance
stretchable beyond Bonus
100%)

4.00-4.19 130.0% - 133.8% {65.0% - 66.9%) 5%

420439 134.0% ~ 137.8% (67.0% - 68.9%) 6%
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4.40 ~4.59 138.0% - 141.8% (69.0% - 70.9%) %
460-4.79 142.0% - 145.8% (71.0% - 72.9%) 8%
480-4.99 146.0% - 149.8% (73.0% - 74.9%) 9%
5.00-5.19 150.0% - 152.8% (75.0% - 76.4%) 10%
5.20-5.38 153.0% - 155.8% (76.5% - 77.9%) 11%
5.40 - 5.59 156.0% - 158.8% (78.0% - 79.4%) 12%
5.60-5.79 159.0% - 161.8% {79.5% - 80.9%) 13%
5.80-5.99 162% - 164.8% + (81.0% - 82.4%) + 14%
1211 At the end of the 4% quarter, the Executive Authority will determine, based on the final

panel ratings based on the rating / scoring table above, if the $56 / $57 Director / manager
is eligible for a performance bonus as envisaged in his/her contract of employment based
on the bonus allocations shown in the table above.

122 In  the case of unacceptable performance, the Employer shall -

12.21

12.2.2

1223

Provide systematic remedial or developmental support to assist with Employee to
improve his or her performance; and

After appropriate performance counseling and having provided the necessary guidance
and/or support as well as reasonable time for improvement in performance, the Employer
may consider steps to firstly shift the employee to another position within the municipality
(if possible). If that does not help, then and only then will the Employer invoke procedures
to terminate the contract of employment of the Employee on grounds of unfitness or
incapacity to competently perform out his or her duties.

Nothing contained in this Agreement in any way iimits the right of the Municipality to
terminate the Director’s contract of employment with or without notice for any other breach
by the Director of his obligations to the Municipality or for any other valid reason in line
with fair labour practice and law.

13  MERITS AWARDS

13.1.1 Merit awards for Section 56 employees are determined by performance against targets. Once
performance criteria have been established, performance targets are reviewed regularly. At the
end of the financial year, actual performance is compared against the agreed performance
targets to determine the magnitude of the merit increase. The merit increase is calculated as a
percentage of the total annual package of the employee, as indicated in the table hereunder.

Score [ 200 Merit
130 to 141 (65%-70%) 1% of total package
142 {0 149 (7T1% - 74%) 2% of total package
150 to 161 (75%-80%) 3% of total package
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162 to 165 (81 - 82%) 4% of total package
166+ (83% +) 5% of total package

13.1.2 Merit awards are subject to policy and Budgetary provisions made on an annual basis the merit
bonuses may be paid as a ‘once off' payment or at agreed quarterly intervals i.e. over a number
of months.

14 DISPUTE RESOLUTION

14.1 Any disputes about the nature of the Municipal Manager's performance agreement, whether it relates
to key responsibilities, priorities, methods of assessment and/ or any other matter provided for, shall be
mediated by -

14.1.1  The MEC for Local Government in the province within thirty (30) days of receipt of a formal
dispute from the Employee; or

14.1.2  Any other person appointed by the MEC.

1413  In the case of Managers directly accountable to the Municipal Manager, a member of the
Municipal Council, provided that such member was not part of the evaluation panel provided
for in sub-regulation 27(4)(e} of the Municipal Performance Regulations, 2006, within thirty
{30) days of receipt of a formal dispute from the employee.

14.2.1 In the event that the mediation process contemplated above fails, clause 20.3 of the Contract of
Employment shall apply.

15. GENERAL

15.1 The contents of this agreement and the outcome of any review conducted in terms of Annexure A may
be made available to the public by the Employer.

152 Nothing in this agreement diminishes the obligations, duties, or accountabilities of the Employee in ferms
of his/ her contract of employment, or the effects of existing or new regulations, circulars, policies,
directives or other instruments.

158.3 The performance assessment results of the Municipal Manager 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 assessment.
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16.  The signatures below signify that the Employer and the Employee have discussed and agree on every detail
contained and implied in this Part A of the Performance Agreement.

Thus done and signed at ...........................onthis the...... day of .................. 2025,
AS WITNESSES:
1. K Fourie
EMPLOYEE (CFO)
2.
AS WITNESSES:
1.
MUNICIPAL MANAGER
2
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INDIVIDUAL PERFORMANCE SCORECARD: FY25/26

PERSONAL CODE:

[PCi7s

PROVINCE/CLUSTERUNIT:

FINANCIAL YEAR:

Weighting: 80.00%

Hasic Service Delvery Service Delivery

High Municipal Service
Delivery Excellence
Culture

INDIVIDUAL PERFORMANCE PLAN

Ne

INDIVIDUAL KPI

ANNUAL TARGET

1|77 % BTO Strategies

|Submitted on time by 30
June 111} Revenue
Enhancement , {2)
Strategic Procurement
Strategy and (3} 1T
Strategy (4] Lang Term
Financial Sustainability
Strategy in respect of
their contribution to
business performance
and benefits

4 Strategles develnped

TARGET STANDARDS
1=<82%2 =43% - 59%3 = 0% - 77%4 = /8% - 49HS =
0%+

QUARTERLY TARGETS

01 - N/AG - N/AQS - N/AQH - 100%

MEANS OF EVIDENCE VERIFICATION
Email with attachments of strategies sent to MM for
approval.

Service Delivery

High Municipal Service:
Delivery Excellence
Culure

77 % BTO master plans
approved on time by 30
Junve (1) Hevenue
Enhancement Strategy
Implementation Plan, {2)

Pian and (3) ICT Strategy
(2} Long Term Financial
Systalnability
Iplementation Plan in
respect

3.00%

4 Master Pians Developed and Approved

1=<42%2 = 43% - 59%3 = 60% - /7%4 = 78% - BINS =
9Pk

Q1 - N/AQ2Z - N/AGS - N/AQA - 100%

(CFO Sign OIT on Plans

Service De'lvery

Support of Poar /
indigent Household

% of vorfified
‘households with access
o free basic services for
elaricity | Senqu LM
Distril Area)

1m<d2%2 = £3% - 553%3 = B0% - 77%4 = 7B% - 89%5 =
90%-~

1.Households Receiveing FBS services 2024 2025
Fr2.a.4.5.

1=<42%2 wa3% - 59%3 = 60 - 77%4 = T8% - BO%S =
0%

Dasic Service Delvery Financing Reports

Service Delivery

Support of Poar [
indigent Household

% of verlfied
househalds wha earn 7
state old age pension
per month who actually

Report) verified through
CAAT automated
verification system to
ensure indigent register
is accurale. [ Seng

1 =< 4292 w 43% - 55%3 = 60% - 77%4 = 78% - B9K5 =
S0%+

1Verfied Indigent Households 2024_2025FY2.345,

1< a2%2 = 43% - 59%3 = 60% « 77%4 = 78% - A9%S
0%+

Reports on poor/ indigent households funded

Service Delvery

Improvad Service
Delivery

5

Reduce the stand down

period of all Service
Delivery vehicles per

Fault warning and
Actidents)

77% of Fault warning, Breakdowns and Accidents must
be reported within 24 hours of occurance.

1 <d2%

QL-N/A

Q2-NfA

Proof of submission to Technical Services (Roads and
Stormwater Manager by the Departmental Co-
ardinator signed off by the Director (Email}

Printed On Monday, August 4, 2025

Powered By Ornecy



Service Deiivery improved Service GiRespond to 3.00% 77% of feadback oo the escalsted departmental 1o<di% OL-NfA roof of submission 10 Customar Care of feadback on
Dalivety dapartmental sgrecific related matters respanded to in 48 hours gepartmental reigted matlers & recolved from
compialnts within 48 Customer Lare viz emadi),
hours of its otcurrance .
Q2-8/A
Locat Economic LED Strategy Job erpatian FNumber of jobs creeted [2.00% 2% of OPEX Budget Attrinuted to LED Inktistives Budgeting for LED intistives by prititising 7% of OPEX  {{011) - Not a Tzret 1. Council Resolution Considering the
. ¥ e theough the Local {budgat for LED Artivities and relsted Projects Dratt and Final budget with 2 % of OPEX aliocated 10
Economic Development LED rafates Projects
HLED] nitiatives including {Q12} - Not a Target
capital projects by 20
Juhe FO26 by esnurng 2 (03} - Mot a Target
% of the DPEX Dudgeris
atriuted o {ED Related (G} - 2% LED Retaved Projects of DPEX BUDGET
Activities Approved
Finanoid Viabllity and |Budget & Monitoring  {Budget Expending SlCompiation of the 200% 2026,/2027 Budget submitied 1o Counci for approval by [2026/2027 Budget submitied to CouncH for approval by {10} - Not a target 1. Council Resofutlon Conyidering the
Management Anaual budget for 31 May 2026 31 May 2026 Draft and Flnai budget
2006/2027 by 31 May
2026 [C2) - Mot a target
{a3-
Draft Buciget submviitted o Councll,
014) - 1. Draft Annual Budger
fsubmitted for Councd approval,
Budget & MonRoring Budget Bxpending HComplation of the 2025 [2.00% 202512016 Adhustment budget submitted to Council for {2025/2026 Adjuatirent budget submitted t= Counc for FQILI- Mak 2 target L. Councit Resokurrlan Considering the Atfusted budget
2026 Adjusiment budget 2pproval by 28 February 2026 approval by 28 Februaey 2026
Yy 28 Februay 2026
{02} - Not a target
(a-
Adjustment of the butiget,
{05} - Mot = target in 04
Supply Mansgement operitional efficiency 0] %of Blds adiuskated  12.00% {01] - 90% Adjudicated within 90 days alter closing date [4 Quarterly Reports on Proot of
{Administratian} within 90 dtays after 90% kg of the bid SO% of
ciosing of the bid Blds Adjudicated within 90 daps 2hter closing date of the {Bids Adjudicated within 20 days after chosing date of the bids acfudicated within 90 g2

adeertisement by 30

 June 2026

bid

e

(Q2) - 0% Adjudicated within 90 days after Ciosing date]
of the bid

03] - 90% Adjudicated within 90 days alter ciosing date]
of the bid

(Q4) - 20% Adfudicated within 9 days after Ciosing date!

of the bid

Printed On Monday, Augst 8, 2025
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Revenue generation Increased revenue 11} % nf service charges 2000 {Q1)- Not a Target 4 Quartesty Repons Approued by the Chief Finaneis!
collection revenue coliected by 30 80% of service charges revenue cotlected by 20June  [80% of service chatges revenue collected by 30 June Officer {CFO)
une 2026. 2026 2026,
O} - Mot a Target
103}
Not a Target
[l
RO of service charges revenue coflected Dy 30 jume
2026
To eupand and protwest  |Accurate Billing 12} % Correct bilfing of 2.00% 9% Corrert Billing of comumers 907 Correct biling of consumers. [{+11 0 4 Quranterly Reporis Approved by the Chisf Finsncial
the municipal reverue consumers by 30 June K% Correct biling of consumens Officer (CFOY
e by providing 026
accurate bills for services|
rendered {42} - 9% Correct billing of consumers
{03} -
90% Correct pllting of consumers
a4y -
SH Cotrect bMIng of consumers
Revenue generation  {incrassed revenue 13)% of Completion of the 1500 1K 1005 (1} - Mot a Targer Certiffcation of the Valution Rot signed by the
cofection imgaiementation of the of the Suppiernentary General Valuatfon refl of the Supplementary General Vlyation rof Municipat Manager.
Supnlimentary General comgplarat by June 30, 2026 Compieted by fune 30, 2026
Vatuation [2025-2026) (021 - Not 3 Target
Tor etfective amicipat
revenue ganeration angd Q3] - Not 2 Target
service detivery by 30
e 2026 {04} - 100% Supplementary General Valuation rol
L by he 30, 2026
Finoncial Managemant  [Financially sustainable Ta{Renort on Finencial 2.00% 1 Annusl Report on Financlat vishliity a5 ekpressed by 11 AnnuafReport on Financial vietlity as expressed by [(04) - 1 Annuat Report on Ky Strategic ratios 2024/25 |1 Aanual Report on Financial Ratios 202425 submited
fmunicipatity wiability 35 expressed by the ratiet in the gatette. the ratios in the gazette. Hunaudited) on FMCKAM Modha,
the ratios in she gazers
by 30 hne 2026
13} - Not a Targer
103} - L Anauat Repert on Financial Ratios 2024/25
{Audited).
1G] - Mot a Target
21
Annuai Repart on Financial Raths 2024/75 {unaudited)
{subrnitted with the 546 Report
Asset ranciaty 15{Perform the Annual 1.00% 1 Annuat Asset Count Performed 1 Antudd Asset Count Performes {01} - Not o Target Suntnary of the foed asset count signed by the Chist
municipRHTY Asset Count by 30 kme Financial DHicer,
2026
{22} - ot a Target
(03} - Not a Targat
(4} - 1 Yearly Repors on the Asset Count Candusted
subimitted to the Chiet Financiat Officer
Monitoring and Effective Reporting 16{Number of Sectionn 71 2.00% 12 12 (G2} - 3 Section 71 Reports. Submisslon to the Mayor |13 Section 71 Reports
Evaiuation Financiat (1) reparts developed, Section 71{1) developed snd submitted 10 the Mayor, | Section 711) developed and submitted to the Mayor, |and National Treasury within 10 working days after the
Reporting Submitted to the Mayor, Provinclal & Natlonal Treasury within 10 working days  {Provineial  Hational Treasury within 10 warking davs  |end of the month
Provincial & Nationaf aftar the and of ¢k month, after the end of each month,
Treasury within 10 Proo! of susmissions 1o the Mayar and Prowinciat and
working days sfter the {02} - 3 Section 71 Repoits, Submission to tre Mavor  [National Traasurhs
end of each month, 2nd Nationat Treasury within 10 working days ster the
end of the month
023} - 3 Section 71 Reports. Submission to the Mayor
ang Natlonal Treasury withfn 10 working days after the
end of the month
{0M) - 3 Section 74 Reports. Submission Lo the Mayor
and Kational Treasury within 10 working days aftar the
end of tha manth
Supply Management Cost-eHective 17{Regert on the % of the  12.00% & Querterly Reports on the impemantation of the 4 Quérterly Reports submitted Q- 4 Reports Quartetly Reports
{Administration} rocurament and Impfementation of the Hslitutional procurement plan Q1 trplementation Aspon signed off
impiementation of Institutional by she Direstor Financla Sevvices onthe
servites end droducts Proturement Plan by 20 (a2} - implamentation of the thsthutions Procurement Plan
lune 2025 Q2 Implementation Report (03) - to the
Q3 tnplementation Report Standing Committee,
iag}-
O Implementition Report
Suppy Management Cost-effective 15{Report on the % of the  [2.00% 4 Cuarterly Reports on the linplementation of the & Quarterly Reports submitted (Qal- 4 Reparts Quarterly Reports
i d implementstion of the {imstitutional procurement plan 01 Imatementation Repart signed off
finplementation of JinsTitutiona! b the Strector Financial Services on the
services and products Procuternant Plan by 30 1a2)- i #on of the i Flan
sune 2026 Q2 ‘mplementation Repart (3] - to the
€3 Implementation Report Standing Commitee,
@l
04 Implemantation Repory

Printed On Maonday, August 4, 2025
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Supply Manegement  |Cost-effective 19t Ayailabitiny of 2pproved |2.00%% =< 4292 = 43% - 5993 = 60% - TTHA = TR - BERS « | LProcurment Plan 20242075 FY2345, 1= 42%2 = 43% - S3%3 « 605 - 77%4 = 785 - OK5 «  [STM Project Management Reparts
f and {Sourcing/Procuremant D%+ Elrm

E ion of stretegy

services and products
Suppiy Management  [Cost-efective 20]% reduction in tendars [2,00% 1= < 7H2 = F%-9,9%3 = 10%-12,9%4= 13% - 16,9%  |1.Procurement Pian 2024 2025 7Y {otlapsed 1=< %2 = 7% - 9.9%3 = 0% -12.9%4= 13% - 14.9%  {50M Project Mamagement Reports
(Administration) procurement and which cofizpse due to 5 16% Projects2.3.45. 5 = 158

Hmpleaentation of SCAY Uikt eFrors

services and produets
MIG Expenditice Cost-effactive 21{% of MiG Projects 100% MIG Profects Adjudicated 1.MIG Projects Awarded 2024_2025 FY2.3.4.5. O -1 = 42%2 = 42% - 594 w K% - 7794 = 7% - MIG Projects Adjudieaied

retocurement and adjudicated & per B = YTRA0L L = < 4K = £2% - 5O%3 = 6% -

implementation of approved procurement FI%4 = T8Y - S9%5 = 0%+ 03 -1 % < A2H2 » 42K -

services and products plan within refevant %3 m GO - 77964 = 745 - BI%5 = S0%+QA ~1 =+

timeframes (90 day 4272 = 42% - 58%3 = 60% - TI%d = Y2% - H9%5 = 50%+
Adjudication}

Monitaring ang Effectie Reporting 22|% Granl spending 2.00% 12« 42%2 = 43% - 55%3 = G0% - TFHA = 18% - 895 = LI Finante Grant Funding spent 2024_2025FY2.34 5., 1< 32%2 = 53% - 5050 « 60 - TT4ed = 6% - B9%5 = {Section 71 Report Hoted
Evaluztion, Flnaneial compiance to afl finance ke Bty
Reparting. refated grant candirions
Monitaring and Effective Reporting 23{% aceuracy of financial  {2.00% 1= 42%2 = 43% - 59%3 = B0% - 77%4 = 72% - 8945 = |LAewd.345, 1= < 4292 = 439 - 59%3 = 60% - 77%4 = 7B% - AYHS = [Reports signed off by CFO
[Evakaation Financial reports submitted for 0%~ G
Reporting approval
SuRply Management Cost-efiective 24| Approve departmental  13.00% Aporove 774 of departmental speelications s par the |1 =<40% O1-MiA 1 Signed off ipecs
! and specifications tprocurement phan.

{implementation of

services and produrts

O2-N/A 2. Broof of Aptroval to Manager (emait).

Monftoring and Cont-eMective 2| ComBiete evaluction of [3.00% Evaluate 77% of performance all service Droviders per  [1=<42% Q1-N/A 1 signed off evaluation forms
Evaluation, Flnantial rocuremant and perfaremance of service immvoite By June 2026.finvaicss above R30 000}
Reparting implementation of providers per inusice,

services and products

2. Proof of submission to Finance {register).
02K/,

Printed On Monday, August 4, 2025
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Supply Mansgement Cost-aHective 25[Adhere to Bid 1.00% Attend 77% 1=<42% Q1-N/A Artendance registers for each meeting attended
(Adminkirasicn) procurement and Committes mestings Biti Committee meetings reflected in the 3pproved
H of schestibe schedute.
servites and products
C2-BfA
Budger Expendityre Buclet Spending 27{Expenditure of tha 2025- 3.00% 7724 Expandilure of the 2025-2026 Operational Budget |1 = <42% L-N/A Expenditure repart of the 1252026 Operationst
Deviations 2026 Oparaionat Ty 30 tuna 226 Sudger reflecting departmental spending (system
Basdgat by 30 tunve 2026 generated].
for Finance Department
QKA
Budget Expensituce Bucget Spending 28} Expenditare of the 1025-{3.00% 7% Expsnditure of the 2025-2025 Caphal Budget by 30 [1 = <42% C1-HfA Expenditurs report of tha 2025-2026 Capital Budger
Deviatlang 2026 Canita! Budget by June 2026 teflecting departmental spending £5ystam generatag),
30 June 2026 for Finance:
Department
Q2-M7A

Prifrted On Monday, August 4, 2025
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Adhera to Good Accountable and chean 29{Reduce pnauthorised  |3.00% Redute by 50% unauthorised, iregutar, fraltless and [ = <42% Qi-N/A Repart generatad by Finarice op Unautharked,
L irregutar, fruittess and wasteful ditire by 30 June J026 {0epartmental] treagutar, Fruitiess and Wastefut expenditirn.
wasteful expenditure
2 -N/A
Audit Opinisns improved Audk 30|Leval of Audit Opinien  12.00% 1 = Disclaimer = Qualified3 = Unqualified by with 12023024 FY Audlt Opinion2.5.4.5. Q1 02 -1 » Disclaimer2 = Cualifiedd » Unquaiifled by  |Audit Report 2024_2025
Dutcome Elven by AG For finat matters of emphasiid = Ungualifieds = Clean with matiers of amghaskd = Unguaiifieds = Clean03
2udht Annual financal -0
starement
T and ion and 31| Number of KT Strategic [2.00% 4 {CT Strategh: Priovities implemented by June 2028 4 §CT Strategic Pricrities Implemented by fune 2028 {01} - Procuretant, of ICT Equibment and Refreshment | hiuiti Years Appointment tetter(s), Screanshor(s)
Transformation and 1T Security Autht shzring mformation Priorities. implemented Cycle showing the Implementation, Proof of srocured;
Developmeant {out of 2B Priorities) by ICT equipment. Antiirus, proat os sstabiished Super
30 June 1076 liser System, pioo! of a developed WPH
{Q2) - Procurement of Antivirus Saftware Licantes
iRepface snd Increase Antivirus Caversrge)
{03} - Establishment and Configurition of Super Usees.
on the systems
(14} - Development of the VPN and Cloud Based
Secured Technologies
ICT implemeniation and 14 safer / more tecure 32} curmuiative % of 100% 1= c47%2 = 3% - 59%3 « G0% - 7794 = 78% - B9%E = 1407 Reports 2024_2025 FY2 3.4 5. 1=« 4$2HT = 40% - SR = B0 - 7T « 8% - BOUS = (1T Reports Noted and Approved
1T Szeurity Audit mranvicioat )T operating maintenance, 0%+ E
environment mankaring and
management of IT
systems
T and |A sefer f 33{% of ICT projects and 1.00% 1=<42%2 = 43% - 5I%2 = §0% - 77%4 = 78% -BY%5 + 1 LICT Projects Implemented 2024_2015 FY23.45. L= 5 4252 = 43% - 5% = 60% - 77%d = 78% - 89%5 = |ICT Reports approved by 10T Steering Committes
HCT Sacurity Audt munitiny IF operating planned milestones it 0%+
environment achieved scrass the
munkipality (ICT
Sysyenms anct
HCT on and {A safer / 341% of systern downtime | LGU% Lo A2 = 43R -59%3 = 60% - T7%4 = TR - BO%S » | LICT Systems Downtime Reports 2024_20252 .45, L=< A2 v 43% - 59%3 = 6OW - 7704 = 2854 - §9%5 =  [ICT Report Submitted by ICT Steercom
1CT Security Audit municipal IT operating resoived within the 9% (50%+
anvironment jstiputates time in any
en quarter
bt onand LA sates f 35{8 1T Stepring 1.0G% 1=« A7%2 = A3% - 59%3 = 60% - 774 = 7% - 89%5 2 [1ICT Steering Committae Resclution Register 1w 42%2 = 43% - 59%3 = 50% - 77%d = JB% -89%5 = {71 Resohution Register signed off by the ICT Steerlng
ICT Security Audic minkipa T operating hnnsni:nmw&o.sg Ety 7024 2025 FY2.34.5. 0%+ Committee Chair
BAviTONTENt implemernted

Printed On Monday, August 4, 2035 Pawered By Ornecy



7 L Eta s

occurance to the
Municipal Manager, and
responding or inftlating
logal matters within the
stpuiated timeframes.

| Devvelopment, inproved canacity of 35| Approve iientified 3.00% Approval of 77% identified departmental training needs 11 = <4i% QL-NFA 1, Submission register
ion of skills 10 carry out Gepartmental training by 30 December 2025.
ofan and submittion of  {thelr duties more needs,
Fusaining report o5
iegisiared
Q02-Submit training needs
Motivated and satistied {improvec capaciy of 37| Oraft departmrenial 1ok {3.00% 77% of departmental draft job descriptions, 1=<42% G1-NA iob descriptions, Request 1o advertise 3nd resignation
i P! to carry out IDescriptions (ol whete| resignations and submitted 1o Ditector Corporate Services.
e dutles more neny posttions requests for sdverts submited within the stioulated
efficiontly enists/emended job {timeframas
descripiions) submit
resignations and
requests for advents
subsmitted to coiporate
sarvives meousty
Ci2-Nfk
Adhere to the rules and [T ensure that 3l Sengu 38171 depertmental 3.00% 7% Feedback received, reported linged misconduet  |1=<42% 14 = Annual repert on the et sub tothe M an resolad
regtiations of Heafth bolicings and stal OHS/LEF resolvions and respondiag tofinftiation legal maters wibin the afeged misconduct reperted
=nd Safety as fald down {athere to and respondad to with 43 prestribed timeframes and initlated fegat matters
By OHS Act, {implement OHS. hours: reparting of
egislation alteged misconduets
within 7 davs of the

Printed On Monday, August 4, 2025
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timproved Performance  |improve indhridust 33{signedacorecerds of 3.00% 77% Compliance of contracting with immediate 1==d2% Q1-100% Signed Scorecards Signed Scofecards
M per ] your mmadiste subarainate by 31 July 2075,
subdrdingte
20 fA
Palicy Formulation Ensure that A0{Deveiop Departmental {3 Develop/review PoliciesBy Laws/SOP's by 30th May 1= <42% Qi-K/A Email with attechments of Policies/By Laws/SOP's sant
Cepartmentsl polices Policles /By-ias /SO 2026, {LIst the Pollcles/BY Laws/SOP's) o MM for approval,
are reviewed anniuely
QTN /A
Good Goverrante and | Risk and Fraud Effertive risk 43| fisk Mitigation 3,000 7T of Risk Mitgation measures implemented by fune |1 =<42% Feport on risk miigtion measres implementad
public Participation practices measures fnpleyentad 2026 77% on risk implomentation & par the 3pRlaved plan b {submilted ta the M for RME consideration
by June 2626

41l & quarters

Frinted On Monday, August 4, 2025
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Resclutions made by
Mandated Municipal
Structures and ensuring
proper delegations

organisation at all levels
of the organisation
characterised by fast
implementation of 8
mandated structures’
resolutions.

Improved & enhanced
Crversight and
functioning of
munlcipality

as per the reslution
register of SEM/Tap
Management/ MPAC
/ERCO fCoundil by 30
June 2026.{Deparmentel
Related)

of SEM/Top MPAC
/EXCO fCounc Reselutions (Departmental Relaled) by
30 June 2026.

MPAC/EXCO/Council Resolutions.

Risk and Fraud Effective risk 42|Sigred Declaration of 100% 77% Compliance of declaration of Interest by ali 1= <d2% 7% ol Signed declarations by 30 August 2025 Declaration Register as proof.
i t practices Interest by i departnental staff members by 30 August 2025,

members in the
department

Audit Action Plan Review of the Audit 43|Feedback provided on [3.00% 77% of issues identified in the audit action plan 1-=41% % Audit Action Plan lssups resohved Audit Action Plan, quarterly progress Reports on issues

Action Plan the disseminated Audit reported onfiesalved in the Audlt Actlan Plan resalved

Action Plan.

Implementation of Decision-driven A4\ Implement Resofutions  |3.00% % 1=<42% Q4 = annual report on the Resolutlons implemented on |Annual report on the Resolutions implemented on

MPAC/EXCO/Council Resolutions submitted to MM (via
email).

Weighting: 20.00%

Printed On Monday, August 4, 2025
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Lty e

Hot Applicabis Mot Applicabla Mot Appiicable t{stategi dlragtion and  110.00% Provide and direct vision of the hnstitution,and inspire 1= ot opplicable Q1-N/A Strategic Sessions sttendance regnters
leaderzhip and deploy others ta deliver on the strategic
institutionat mandate
O2-Strategic Sesfion
C3-Strategic Sesshon
Cd-NfA
Hot Applicable Hot Applicable 2[Pacpie management  |5.00% Effectively manage, intpite and encoutagt peopia, 1= Hot apphizatie €11 NfA Siilis Auct Register
respect diversity ofsimire taient and butd nurture
Tretationshiss
I ortier 10 dchiewe fnstautional objectves
02-1 Sl Aud?t Regrter
Q-N/A
Qa-NfA
ROt Appricatle Mat Appikcable 3Programme and Project |10:00% Able o tand program and project 1= Not agplitzhle Annual Target | Approved slans
Management rrethodeiogy pan, manage, monilor and evaluate
specific activitles it order to defieer on theset
oblectivas

Printeg On Monday, August 4, 2025
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Not Applizable ot Appiicable a|Financlal Management  [10.00% Able 10 compile Pl and manage budgets, control 1= Kot appiicable [01-H/A Prool of submission ef Deparimentat Sudget
i risk and linputsiEmail to Finance)

i processes in with
retognised linancizl practices. further to ensure that 38
Inancial ransattions are masaged i an ethical
manner.

s
Subm (nputs [Adiustnent]
Q3-submiz inputs {drafts)

Qd-submbt Ingute{baing
Not Appliczble Mot Appiicablc 5|Change Lasdership 5.00% Abie 10 clract and infrtate institutionat tronsformation 1= Not applicable Q- Paticy
on 2ilievel In arder to uxeessfully drive and Warkshop attendance register
inplamant new injilatives and debiver professional and
Quality services 10 the Community
-
3.

Gé-Attended poficy workshop

Mot Applicable ot Appiicatle &Governance Laadershis: {10.00% Alste To promote, direct and apply professionabim in | 1= Not appicatie C11-1 RMC Attended 4 Artendance Registars of RMC
rigk ang and apply
a thoraugh understanding of governance practices and
oblgations. Further, sbie to direct the conceplualisstion.
of relvent paficies snd enhance cooperatie
 povernance refationships.

02-1 RIC Attended

0131 RMT Artended
O4-1 RML atrended

Printed On Monday, August 4, 2025 Powered By Ornecy



Not Applicatie Mot Appiicabla T{Morale Compatence 5.00% Able to kentify morstiriggers, apply raasoning that 1= Mot applicehie Antual Target Report generated by Finance on Unauthorised,
promotes honesty and intergrity and consistently srreguisr, Fruitiess end Wastoful expenditure,
s piay hehaviowr that reflects moral competence,
Hot Apphcatle Kot Applicabie B[Planning and Organksing | 10.00% Able Lo plan, priortise and orgentse information and 1= Net applicabie 01-1 AC Mseting Attended 4 Attendunce Regiters of AC
1esources effactively 1o ensure the auality of service
detivery and buitd etfactive contingency plans to
manage risk.
G2-3 AL Meeting Atenced
13- AC Meeting Attended
Q-1 AC Meeting ettended
Kot Appilcatie Not Azpiicable SiAnalysk and innovation |5.00% Abic to criticalty anatyse information, chabenges and | 1= Not appticable 0121 550 Meeting Amended 4 Attendance Registers of SENF
trends 10 establish and emplemant fact-based solutions
Lhat are innovative 1o Inprove (nstulional processes in
order to achieve key strategic objectives.
CG2-1 SEM Metting Attended
C3-1 SEM Meuting Antended
{34-1 SEM Pdesting attended

Printag On Mapday, August 4, 2025
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Not Applicaire ot Applicable 10)¥nowledge and 10.00% Able to promaote the generFrion ant shating of 1 Not anplicable 01-1 5E0 Maating Attended 4 Attendante Reguters of SEM
informatton nowledge
managemont and information through vartous processes snd medis,
ih ordar to ghin the colleith b on
loca! government.
02-1 SEM Meeting Attended
043-1 SEM Mesting Arrended
Q4-1 SEM Meeting atiended
Not Applicable Not Applicalie 11{Knowledge and 5.00% Able Lo promote the generation and sharing of 1 Mot appcable (11 SEM Meeling Attended 4 Attendance Registers of SEM
information knowledge
management and information threugh various Brocesses and media,
in order 1o enhance the coflectiva knowledge based on
focat governmment.
Ci2-1 SEM Memting Attended
Q3-3 SEM Meeting Artended
QA-1SEM Meeting attended
Not Appficatie Mot Appiicable 12{Comirumication 10.00% Able to share information, knowtedge and ideas in & 1= Rot appticable [01-1 DEPARTMENTAL Meeting Attended 4 Departmental meetings attendante registers

clear, facused and contme manner appropriais fof Tthe
zudience in order to effectively convey, persuada and
fiuence stakeholders to achleve the deired guttoma.

(2-1 DEFARTMENT AL Meeting Attendsr

Q3.1 DEPARTIVENTAL Weeting Attended
Cd-1 DEPARTMENTAL Meeting attended

Piinted O Monday, August 4, 2025
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Not Appiicabls

[Nt Applicable

13[Results and quality focus

1= Not appiicable

striving to exceed expectations 2nd ecourage others 1o
meet quatity standards. Further, to sctively monitor and
measure resu'ts and quality against identified
abjectves.

01-3 meetings attended

(12-2 Meetings attended

Q3-3 Meetings Attended
@4-3 Meetings atended

11 Attendance Registers of EXCO

TOTAL

100.00%

100.00%

By rd, the manager and empl hereby full
Hame of employes: KENMITH FOURIE Manager.
Signed by: KENNITH FOURIE Signad by.
Date: 3 Date:

Printed On Monday, August 4, 2025

of, and agreement with the contents of the scorecard The manager and the employee both
THEMBINKOS! MAWONGA
THEMBINKOS! MAWONGA
73112025
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that thes is in full

Senqu Local

Policy.
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